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The energy sector exits within an increasingly competitive and regulated

environment. These challenges are placing energy public enterprises under stress and

are requiring these organizations to align themselves with new initiatives, including

adjustments to both effectiveness and organizational commitment. The purpose of

this dissertation is to examine the impact of public enterprise reform policy on the

attributes of organizational commitments in the public energy enterprises in Thailand.

It compares three structural types of public energy enterprises: totally state-owned

public enterprises, partially transformed public enterprises, and totally transformed

public enterprises, based on the degree of state ownership and the level of

management control that exits in the public reformed organizations, by analyzing the

presence of the desirable attributes of organizational commitment as perceived by

employees. It also examines the causal relationship between organizational

commitment and three categories of antecedents, change-related behaviors, human

resources management practices, and work-related values, by using structural

equation modeling (SEM).

The data for this study were drawn from two major sources - through in-depth

interviews with executives and a questionnaire eliciting the perceptions of the

employees of public energy enterprises. Of 589 usable questionnaires (representing a

65.44% response rate), 32.94% came from employees of totally state-owned
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enterprises, 34.63% came from employees of partially transformed enterprises, and

32.43% from employees of totally transformed enterprises.

Findings indicate that there are statistically significant differences in the level

of some dimensions of organizational commitment (affective commitment and

normative commitment) between the three types of public energy enterprises. The

lack of a structural type difference holds for only continuance commitment.

Moreover, the employees perceived some organizational change-related behaviors,

HRM practices, and work-related values at different levels in the public energy

enterprises. The results also indicated empirical evidence concerning the causal

relationship between these antecedents and organizational commitment. On the other

hand, change-related behaviors showed a direct negative influence on organizational

commitment, and both HRM practices and work-related values indicated a direct

positive influence on them.

The study recommends a concrete effort by policy makers and management in

order to improve the public enterprise’s environment in order to enhance its role in

development by emphasizing private management practices and by reducing change-

related behaviors through encouraging performance-oriented and market-oriented

approaches. In these recommendations, organizational and HRM policies are

introduced to make these public enterprises more productive and attractive for public

reform.
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CHAPTER 1

INTRODUCTION

The first chapter of this research outlines the significance of the energy sector, the

development of the public energy enterprises, the necessity and general impact of public

enterprise reform, and the importance of understanding employees’ perceptions of

organizational commitment in Thailand. Furthermore, the chapter also provides the

direction of the study of their organizations’ organizational commitment: including the

objectives, research questions, scope, benefits, and limitations of the study.

1.1 Statement and Significance of the Problem

The public enterprise sector has become important instruments in nation-

building in terms of carrying out the entrepreneurial functions associated with

economic and social development. It is among other policy instruments used to

enhance the role of the government in public intervention in the economy.

Furthermore, for national development in many parts of the world, the public

enterprise sector is one of the major challenges, not only for economists and financial

analysts, but also for policy analysts and organization developers. This is because the

new policy for public enterprise reform (such as privatization) further stimulates the

efforts to create new ideas of management change and organizational development.

Playing a significant role in economic development, correspondingly, the

public enterprises in Thailand have also contributed remarkably to elevating the

quality of life with respect to employment and healthy living for its people. As such,

any major change initiated by a new policy would more or less have important

impacts on the economic as well as social stimulus. In addition, employment in this

sector is higher than in any other sectors, and the labor union in the sector is stronger

than any other sectors and plays a major role in management participation, especially

regarding job security-related matters.
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There have been currently 59 public enterprises in Thailand, classified into

nine major sectors: Energy, Transport, Communication, Infrastructure, Industry,

Agriculture, Commerce and Service, Social and Technology, and Banking. In 2006,

the Ministry of Finance (State Enterprise Policy Office, 2006a) reported that Thai

public enterprise assets totaled 5.37 trillion baht, while revenues registered at 1.83

trillion baht, contributing approximately 85 percent and 28 percent, respectively, to

the country’s GDP (National Economic and Social Development Board, 2007).

Energy is a fundamental factor in the national development of a nation. In

developing countries growth in energy use is closely related to growth in the modern

sectors: industry, transport, and urban areas. According to the International Energy

Agency, total world energy use will rise from 462 quadrillion British thermal units

(Btu) in 2005 to 563 quadrillion Btu in 2015 and then to 695 quadrillion Btu in 2030.

Global energy demand is growing despite the sustained high world oil prices that are

projected to persist over the long term (Energy Information Administration, 2008).

Moreover, oil prices could rise to USD 186 a barrel and coal will remain the biggest

source of electricity despite its effect on global warming (The Economic Times,

2008).

Also in Thailand, the energy sector has been one of the most important sectors,

because the country depends largely on imported energy at a considerable cost each

year. In 2006, the energy consumption in Thailand accounted for a value of

approximately 1,488 billion Baht, which was almost 19% of the GDP, and the value

of imported energy was greater than 912 billion Baht (Energy Policy and Planning

Office, 2006; National Economic and Social Development Board, 2007). Nonetheless,

among 59 public organizations, there are only four public enterprises in the energy

sector that contribute significantly in the development of the energy industry in

Thailand.

In order to cope with the rapidly increasing demand on energy in Thailand, on

September 1, 1998, the Master Plan for State Enterprise Sector Reform for

transforming state enterprises in Thailand received the cabinet’s approval. This plan

aims at reforming and privatizing key utility and infrastructure sectors in Thailand. Of

these, the energy sector is one of the four key sectors that are given priority in the

reform policy.
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The transforming process of the public enterprise reform policy in Thailand has

led to a major process change in the enterprises' internal organization, with the

objective of increasing effectiveness, efficiency and shareholder's value. The process

requires a sharp change in ownership, strategy, power structures and control of the

organization. These changes are expected to have a profound impact, not only on the

economic and financial results of the companies, but also on the human factors:

individual employees, human resource management practices, and organizational

culture commitment.

As described in the management and behavioral science literature,

organizational commitment is considered as a key factor in the relationship between

individuals and organizations. Organizational commitment refers to the degree of

loyalty shown by employees towards their organization. Employees are regarded as

committed to an organization if they willingly continue their association with the

organization and devote considerable effort to achieving organizational goals. Higher

levels of effort exerted by employees (by greater levels of organizational

commitment) lead to higher levels of performance and effectiveness at both the

individual and the organizational level (Mowday, 1998). Meyer and Allen (1997),

moreover, point out that organizational commitment, if properly managed, could lead

to beneficial consequences, such as organizational effectiveness, improved

performance, and reduced turnover and absenteeism. This quest to harness potential

organizational benefits has resulted in the large number of studies that focus on the

nature of organizational commitment.

Organization commitment represents an important construct for organizations.

From the inception of organizational science, organizational commitment among

employees has been considered an important result in terms of developing the

organization. It is considered an important influence on employee behavior and

organizational effectiveness. Various factors related to such organizational

commitment would appear to require study so that the organization could address

working conditions, attract candidates, provide incentives for long-term employment

of effective organizational leaders, and enhance organizational effectiveness.

Since major organizational changes are viewed as a threat to working

conditions that result in resistance to change, and then decreases organizational
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commitment. Organizational commitment is normally positively related to

organizational performance, as well as to employee wellbeing; therefore, it is one of

important factors that are involved in employees’ support of change initiatives.

In addition to the impacts of reform policy implementation, the dramatically

increasing in energy demand over the world has brought about a number of energy

supplies. This force would increase competition for human resources in the energy

sector. As a result, energy organizations have to provide priority in the policy that

would keep their employees in long term.

Although a great deal has been written about organizational commitment,

understanding in the matter remains unclear. Further studies require answers to some

major questions, such as what and how organizational factors to be associated with

and how these organizational factors can be managed to promote the development of

commitment in an organization.

Human resource management practices, in principle, could have a primary role

to play in these reforms and change processes. When change presents a big threat to

traditional organization-employee relationships, it is important to learn what makes

employees feel committed and loyal to their organization. As a consequence, the

relationship between internal organizational factors (organizational commitment

antecedents) and employee commitment resulting from public reform policy

(changing from public to private operations) should be positive so long as good

beliefs and values, policies and procedures, and appropriate interaction of

management with employees can lead to organization commitment and its

contribution to performance and productivity.

The exact manner in which these factors influence the development of

organizational commitment is still not well understood. Empirical evidence, hence, is

needed in order to unravel the development of organizational commitment.

Furthermore, little resear ch concerning the effects of reform policy on employee

organizational commitment has been conducted in Thailand, whereas there have been

numerous studies conducted in other countries. This study could further our

understanding of employees of the organizations that are going through

transformation in Thailand in a more complete way: employees that are more

committed and motivated to work will perform more effectively and efficiently.
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1.2 Objectives of the Study

Whereas the economic and financial results of the public enterprise reform

policy has been widely studied and reported, the literature lacks studies on the human

side of reform policy. This research thus aims at studying the differences in

organizational commitment in the public enterprises of the selected sector (the energy

sector) under the state enterprise reform policy.

Furthermore, this study aims at applying organization and management

theories, as well as the results of the study, in order to make a contribution to public

enterprise development in Thailand. Hence, this research is designed:

1) To compare the employees’ organizational commitment in three structural

types of public energy enterprises (totally state-owned or non-transformed enterprise,

partially-transformed enterprise, and totally- transformed enterprise) under the State

Enterprise Reform policy in the energy sector of Thailand.

2) To identify the variables affecting transformed organizational determinants

(antecedents) leading to organizational commitment of the employees of the public

energy enterprises in Thailand.

3) To provide necessary suggestions and recommendations on State

Enterprise Reform policy implementation to policy makers regarding management

practices for the development of the public enterprises in Thailand.

The purpose of this study is to determine the relationship between selected

human resource management practices, change-related behaviors, work-related values

and the organizational commitment of employee within the public energy enterprises

in Thailand. The results of the study would assist management, executives, as well as

policy makers to adopt the public enterprise reform policy in order to induce and

maintain organizational commitment on the part of their employees.
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1.3 Research Questions

This study is concerned with and proposes to investigate the following

questions:

1) Do the levels and types of organizational commitment of Thai public

energy enterprises differ among the totally state-owned (non-transformed) enterprises,

partially-transformed enterprises, and totally-transformed enterprises as perceived and

viewed by their employees?

2) Do the levels and types of commitment antecedents (human resource

management practices, work-related values, change-related behaviors) of Thai public

energy enterprises differ among their organizational structural types as perceived and

viewed by their employees?

3) To what extent do the commitment antecedents (change-related behaviors,

human resource management practices, and work-related values) influence the

organizational commitment of the public energy enterprises in Thailand?

1.4 Scope of the Study

Employees working in three public enterprises in Thailand’s energy sector

(classified by the Ministry of Finance) are the target population of this study. The

three public enterprises in this study are:

1) Metropolitan Electricity Authority (MEA);

2) Electricity Generating Authority of Thailand (EGAT); and

3) PTT Public Company Limited (PTT).

The other public energy organizations, i.e. the Provincial Electricity Authority

(PEA), and affiliated organizations and/or subsidiaries of all public energy

enterprises, etc., are excluded from the research.

This study focuses on internal organizational factors (antecedents), as a

consequence of the State Enterprise Reform policy and affecting the organizational

commitment of the employees of three public energy enterprises (MEA, EGAT, and

PTT) in Thailand.
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Quantitative and qualitative methods have been employed in this study in

order to ascertain the perceptions of managers and staff that are officially employed

by the enterprises as permanent employees regarding the reform of the organizations.

Nonetheless, quantitative research is mainly used in this study. The research results

are deduced from the influence of the characteristics of the samples in the study.

1.5 Limitations of the Study

The findings of this study should be viewed with a few limitations in mind.

The self-reported method, because of the limitations of data collection, is used to

measure the constructs. It is well-understood that this measure might cause common

method variance challenges. Furthermore, employing other research methods, such as

direct observation, was not permitted by the target public energy enterprises in this

study. Hence, there was no way to separate method variance from true score variance.

Conducting a single survey may produce data of limited utility. The data may

merely reflect a moment in time and may be affected by recent events or incidents.

For instance, the subjects in this study may have hesitated to provide accurate

information because they may fear reprisal from higher authorities for negative

responses, despite the researcher’s assurance of confidentiality. Moreover, the

participants may not have understood the importance of and reason for this research,

and therefore may not have given sufficient time or thought to their responses.

1.6 Benefits of the Study

The benefits of this study are apparent both in terms of its contributions to the

literature as well as to the administration of the public enterprises in the energy sector

in Thailand.

This study will serve to advance our understanding of organizational

commitment in order to enable organizations to implement appropriate corporate

strategies (including human resources management) that encourage the correct types

of commitment among employees and more importantly to enable organizations to
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understand what their employees think and feel during the reform process. It will also

provide additional theoretical knowledge concerning organizational behavior and

organizational performance.

The findings of this study are expected to assist public policy makers and

executives involved in the deregulation policies, particularly regarding the State

Enterprise Reform policy in Thailand, as an input to any new reform decisions and

implementations. As stated in the proceeding section, furthermore, the results of this

study could assist management as well as executives in adopting the public enterprise

reform policy in order to induce and maintain organizational commitment from their

employees in organizations. As a consequence, this study will contribute to the

energy sector from several theoretical and managerial points of view.

First, the study will enhance our understanding of the antecedents of

organizational commitment within the transformation process of the public energy

enterprises. The results of this study will reveal the importance and impact of change-

related factors, human resource management practices, and work-related values in

order to understand employees’ perceptions of commitment in organizations. An

enhanced understanding of the antecedents of organizational commitment will

translate into an increased understanding of the organizational factors fundamental to

work-related outcomes, such as organizational commitment.

Second, despite the volume of empirical research that has investigated

organizational commitment, most of the past literature has mainly focused on

affective commitment. Therefore, research that broadens the application of the

commitment concept in organizations beyond affective commitment has the potential

to capture an array of previously unexamined effects. The results of this study may

contribute to the literature concerning all attributes of organizational commitment,

which include affective commitment, continuance commitment, and normative

commitment. Because of their differences in nature and characteristics, in addition,

these attributes of organizational commitment are very important for predicting

employees’ behaviors in organizations.

Third, as previously described, employees in energy organizations are

particularly significant because they are the core of national energy and service, and

their attitudes and behaviors are essential to the quality of service and the success of
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energy organizations. Empirical evidence suggests that organizational commitment is

important as a basic requirement for the effective functioning of organizations. This

implies the need for research concerning how employees perceive the characteristics

of their organizations. Nonetheless, there has been little evidence of theoretical or

empirical research in the energy sector concerning the antecedents and consequences

of organizational commitment, which have important impacts on employees’ attitudes

and behaviors. Moreover, there has also been little evidence of empirical research in

the energy sector that compares organizational commitment at different stages of

transformed organizations. Therefore, this study conducts in the context of energy

organizations in three different stages of the transformation process.

Finally, the current study is designed to provide energy sector policy-makers

and managers with insights into the formation of employees’ commitment

perceptions, and with insights into how to manage employees using organizational

commitment to draw positive attitudinal and behavioral reactions from them. The

present study will assist policy makers and managers in better understanding how to

retain valuable employees, increase employee commitment, and thus increase

organizational effectiveness.

1.7 Definitions of Terms

For the purpose of this study, some basic definitions are needed to help in

understanding the contents of this dissertation. The following definitions of key terms

and concepts are employed.

Public reform policy is the government policy that refers to the process of

transferring and restructuring the public enterprise as a privately owned (partially or

totally) and/or privately managed organization by using private management

techniques and a market orientation.

Deregulation is the process of relaxing previous tight regulatory control over

either state or private monopolies, and opting for more light-handed, performance-

oriented regulations to control both natural monopoly and competitive elements of the

sector.
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Privatization is defined as all of the measures that increase private sector

participation in sectors where government enterprises presently operate. It includes

divestiture of state-owned enterprises or assets (ownership transfer), concession

arrangements, joint ventures, management contracts, leasing, outsourcing, contracting

of services, deregulation that increases competition, creation of needed regulatory

bodies, and the introduction of new competitors.

Restructuring is the process of changing the structure of the electric power

industry, from one of guaranteed monopoly over service territories to one where the

competitive elements of the sector are exposed to open competition, preferably across

the entire economy.

Corporatization is the process of turning a state trading department into a

state-owned enterprise that is forced to operate under normal business laws and to

compete on a level playing field with private firms. This may or may not lead to

privatization.

The State Enterprise Reform (the Reform policy) refers to the master plan

for state enterprise sector reform approved by the Royal Thai Government on

September 1, 1998. The Master Plan aims at reforming and privatizing key utility and

infrastructure sectors in Thailand.

Public enterprise or state-owned enterprise is a productive entity which is

owned and/or controlled wholly or partly by public authorities regardless of the

percentage of ownership and whose output is marketed.

Private Organizations refer to any organizations that are privately owned or

controlled by private person(s). Private sector firms can be divided into three types:

owner-managed firms, public joint stock companies and ‘hybrid’ organizations.

Included in the owner-managed category are sole traders, partnerships and private or

family-owned companies.

Public energy enterprises refer to the public energy enterprises operating in

Thailand and that are of interest in this study. These organizations include PTT Public

Company Limited (PTT), Generating Electricity Authority of Thailand (EGAT), and

Metropolitan Electricity Authority (MEA).

Totally state-owned or non-transformed public enterprises (Organization

type I) are the enterprises that are owned totally or completely by public authorities,
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and they are subject to more bureaucratic control through the imposition of civil

service regulations and/or following public budgetary regulations in preparing their

budget.

Partially-transformed public enterprises (Organization type II) are the

enterprises in which the public authorities retain absolute ownership but attempt to

restructure the enterprise through the sale of some assets or through the development

of joint ventures.

Totally-transformed public enterprises (Organization type III) are those

that are owned partly by public authority and that have full autonomy to operate like a

private organization with minimal control by public authority.

Organizational commitment is the employee's psychological attachment to

the organization. It can be defined as the relative strength of an employee’s

attachment or involvement with the organization where he or she is employed.

Affective commitment is defined as the employee's positive emotional

attachment to, identification with, and involvement in the organization. It represents

the employee’s emotional attachment to the organization and implies that employees

retain membership because they want to do so.

Continuance commitment is defined as a commitment based on the costs that

employees associate with leaving the organization, such as loss of income. Employees

that have continuance commitment retain membership because they have to do so.

Normative commitment is defined as employees’ feelings of obligation to

remain with an organization. This type of commitment is viewed as the belief about

one’s responsibility to the organization. Employees retain membership because they

feel they ought to do so.

Change-related behaviors are behaviors that employees employ to respond

to the changes in their organizations. In this study, change-related behaviors refer to

specific antecedent variables (reform policy perception, change-related

communications, job insecurity, role conflict, and role ambiguity) that might affect

organizational commitment in organizations.

Human resource management practices refer to the set of practices that

organizations use to ensure that they have an effective workforce in place to meet

operational needs. In this study, human resource management practices refer to
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specific antecedent variables, for example the payment system, reward & recognition,

power & empowerment, supervisor effectiveness, work cooperation, training &

development, employee participation, and job satisfaction, that might affect

organizational commitment in organizations.

Work related-values are the values and beliefs according to which employees

feel an obligation to remain with an organization. In broad terms, work-related values

could refer to the organizational culture that communicates the underlying values and

beliefs of an organization and its employees. In this study, work-related values refer

to specific antecedent variables—performance oriented, people oriented, organization

oriented, and external oriented—that might affect organizational commitment in

organizations.

1.8 Organization of the Dissertation

This dissertation is organized into six chapters. The first chapter outlines the

significance and statement of the problem, the research objectives, the study scopes,

the research limitations and benefits, as well as some key definitions employed in this

dissertation.

Chapter Two provides the significances of the public enterprises, the

establishment of the public energy enterprises in Thailand, the development of the

public reform policy in Thailand as well as the impacts of the reform policy on the

public energy enterprises. Then, the current status of the policy adoption and

implementation is presented.

Chapter Three reviews the theoretical framework of the concept of

organizational commitment, commitment antecedents, organizational changes as

resulting from public reform policy, and the relationship between organizational

changes and organizational commitments. Finally, the conceptual framework and

hypotheses of the study are proposed.

Chapter Four describes the research methodology, which includes population

and sample, operational definitions and measurements, validity and reliability of the

measure, and data collection, processing, and analysis.
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Chapter Five presents the survey samples and their demographic

characteristics as well as the research findings from the statistical analysis in the

study.

The final chapter, Chapter Six, focuses on the conclusions from the research,

recommendations and implications for future research.



CHAPTER 2

PUBLIC ENTERPIRSE REFORM AND PUBLIC ENERGY

ENTERPRISES IN THAILAND

The chapter presents the significance and evolution of the public energy

enterprises, as well as the developments of the reform policy, in Thailand. The first

section describes the definitions, significance, and overall limitations of the public

enterprises in Thailand. Since the energy section is a critical one in Thailand, the

second section then presents the establishment of the public energy enterprises.

Section three deals with the formation of the public reform policy in Thailand as well

as identifies the determinant factors that force public reform policy implementation.

In this section, the developments of the public energy reform policy implementation

are also reviewed.

2.1 Public Enterprises in Thailand

This section provides how this study defines the concepts of public

enterprises, the significance of the public enterprise sector in Thailand, and the

general problems or limitations surrounding the public enterprises.

2.1.1 Defining the Public Enterprises

In the literature, scholars have defined public enterprise in such a way as to

differentiate it from other social and economic organizations. The purpose of these

definitions is to distinguish the public enterprise from a purely private and/or a purely

public organization. The term of public enterprise includes a wide spectrum of public

institutions – ranging from purely regulatory organizations at one end to purely

commercial ones at the other (Fernandes, 1986).

By considering the types of organizational ownership, organizations can be

classified into two major categories of public and private organizations:
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Public Organizations refer to any organizations that are majority owned by

the government or state. In the public sector, a number of organizational forms are

identifiable: central and local government, trading funds, and other agencies,

including quasi-non-governmental organizations and public corporations (Ott and

Hartley, 1996).

Private Organizations refer to any organizations that are privately owned or

controlled by private person(s). Private sector firms can be divided into three types:

owner-managed firms, public joint stock companies and ‘hybrid’ organizations.

Included in the owner-managed category are sole traders, partnerships and private or

family-owned companies (Ott and Hartley, 1996).

In order to establish a comprehensive definition, Jones (1984) defined public

enterprises so as to differentiate them from private organizations and traditional

bureaucratic agencies. The public enterprise, therefore, is a productive entity which is

owned and/or controlled wholly or partly by public authorities regardless of the

percentage of ownership and whose output is marketed.

By definition, furthermore, a public reform denotes reducing the role of states

while increasing that of the private sector in activities or asset ownership. In this

context, both ownership and management control are the main factors of the public

enterprise reform. Hence, the various results of public enterprise reforms reflect

different degrees of state and private roles in ownership and management control in

organizations.

Considering the principles of public enterprise reform, Yi (2006) classified

four types of public enterprises as a result of an implementation of the public

enterprise reform policy. Based on the degree of state and private involvement in the

ownership and management control of public enterprise production and assets, the

four types of public enterprise reform include full-privatization, semi-privatization,

rationalization, and no privatization.

For the purpose of this research study, the researcher defined public

enterprises in terms of public enterprise reform by adapting the basic concepts of

Jones (1984) and Yi (2006). This study therefore classified public energy enterprises

into three major categories: totally state-owned or non-transformed public enterprises,

partially transformed public enterprises, and totally transformed public enterprises.
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A totally state-owned or non-transformed public enterprise is the enterprise

which is owned totally or completely by public authorities, and it is subject to more

bureaucratic control by imposing civil service regulations and/or by following public

budgetary regulations in preparing its budget. In this type of organization, a public

enterprise sustains its status without transferring ownership of the firm, although some

management measures might be implemented to secure economic efficiency.

A partially-transformed public enterprise is the enterprise in which the public

authorities retain absolute ownership but attempt to restructure the enterprise through sale

of some assets or the development of joint ventures. Those restructuring processes do not

change the legal ownership status of a public enterprise and its resources. In joint venture

organizations, a market/private operation assumes a major role in controlling the

company and its resources, while the state sustains the legal ownership of the public

enterprise and its resources.

A totally-transformed public enterprise is one that is owned partly by public

authority and has full autonomy to operate like a private organization with minimal

control by the public authority. In this type of public organization, the public sector

entities, including the federal government, not only hold a significant portion of the

public enterprise’s equity directly but also continue to influence the decision-making

process.

2.1.2 Significance of Public Enterprises

The current expenditure of the Thai public enterprise sector is now larger than

that of the Thai government itself. During the period of 2001-2004, the public

enterprises’ capital expenditures increased from 286.57 to 347.75 billion Baht,

equivalent to 167 percent and 265 percent, respectively, of the government’s capital

expenditure in the same period. Obviously, these figures signify that the capital

investment of the public enterprise sector has expanded much faster than that of the

government. Moreover, the figures reflect the increasing need of infrastructure

expansion with the growth of the Thai economy. The greater part of this capital

investment was incurred by utilities (State Enterprise Policy Office, 2005).

The revenue-generating capacity of the public enterprise sector has increased

as well. During the period of 2001-2004, revenue increased from 1,247 to 1,796
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billion Baht, with a cumulative annual growth rate (CAGR) of 9.6 percent. The assets

grew from 4,416 to 5,387 billion Baht while debt also increased, but at a lower rate

from 3,469 to 4,132 billion Baht (Ministry of Finance, 2005).

In fiscal year 2006, the state enterprises’ retained income totaled 217.9 million

Baht, up by 52.2 percent from the previous fiscal year. This was partly due to (1)

delayed income remittance by certain state enterprises which did not privatize on

schedule, and (2) delayed disbursement capital set aside for constructing new plants in

certain state enterprises due to insufficient project information.

In the meantime, the state enterprises’ capital expenditure in 2006 totaled

206.2 billion Baht, down by 11.5 percent from the previous fiscal year. The decrease

in capital expenditure disbursement was caused by the delay in mega project

investment, particularly, investment in the mass transit system. Moreover, certain

state enterprises postponed their investment pending more details on policy regarding

counter trade and barter trade policies (Bank of Thailand, 2007). In terms of

employment, the public sector is a large employer in the country, the total employees

of which in 2004 were 271,383. However, the employment level of the public

enterprise sector did not increase noticeably (State Enterprise Policy Office, 2006b).

2.1.3 Limitations of Public Enterprises

At the macro level, the Thai public enterprises are somehow unable to

generate the resources to finance their operation and expansion and service their

debts. This poor performance requires not only subsidies (e.g., government transfers,

domestic private savings, foreign borrowing, etc.), but evidence presented by the

World Bank (1994) also shows that it can damage economic growth in a variety of

ways. For instance:

1) The inefficiency of individual public enterprises would be expected

and that in turn limits growth. This implies that the larger the public enterprise the

lower the growth rates;

2) The financial burden of the public enterprises operating in social

services, such as basic health and education, continued increases in expenditure.

3) The more extensive the government ownership in an economy, the

greater difficulty in facing preserve incentives and contradictory demand; and
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4) The growth of public enterprise deficit impact on fiscal stability and

inflation.

At the micro level, the major issue concerns organizational change to prepare

the public enterprises for the new environment. This organizational change assigns the

public enterprises with new rules and regulations as well as new roles and

responsibilities. These include increasing the number of customer needs and the

variety of those needs; the wealth of shareholders and stakeholders; the wellbeing of

staff and unions; the emerging threats of competitors, etc. All these new predicted

environments require a new style of management and operations (World Bank, 1994).

As a result, the current government perceived the necessity of change to

enhance the performance of the public enterprises in Thailand.

2.2 Establishment of Public Energy Enterprises in Thailand

2.2.1 Energy Situation in Thailand

In 2004, Thailand’s total energy consumption was estimated at 3.4 quadrillion

British thermal units, representing about 0.7 percent of total world energy

consumption (Library of Congress, 2007). Thailand is a net importer of oil and natural

gas. In 2004, net energy imports accounted for 60 percent of energy supply in the

economy, down significantly from 96 percent in 1980 (Asia Pacific Energy Research

Center, 2007).

In 2005, daily oil consumption of 838,000 barrels per day exceeded domestic

production of 306,000 barrels per day. In 2004 natural gas consumption of 1,055

billion cubic feet exceeded domestic production of 790 billion cubic feet. Also in

2004, estimated coal consumption of 30.4 million short tons exceeded coal production

of 22.1 million short tons. As of January 2007, proven oil reserves totaled 290 million

barrels, and proven natural gas reserves were 14.8 trillion cubic feet. In 2003

recoverable coal reserves totaled 1,492.5 million short tons (Library of Congress,

2007).

In 2005, Thailand consumed about 127 billion kilowatt-hours of electricity.

Electricity consumption rose by 4.7 percent in 2006 to 133 billion kilowatt-hours.

According to the state electricity utility, the Electricity Generating Authority of
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Thailand, power consumption by residential consumers has been increasing because

of more favorable rates given to residential customers in the industry and business

sectors. Thailand’s state-controlled electric utility and petroleum monopolies are

undergoing restructuring (Electricity Generating Authority of Thailand, 2007).

2.2.2 Energy Management in Thailand

The Thai National Energy Policy Council (NEPC) is the main organization

that has the core duty to determine and regulate energy policy, including the

government policy on electricity matters and matters concerning petroleum. The

NEPC, which was established by the National Energy Policy Council Act 1992,

includes the Prime Minister as Chairman of the Council, the Deputy Prime Minister,

the Minister of Defense, the Minister of Finance, the Minister of Foreign Affairs, the

Minister of Agriculture and Agricultural Cooperatives, the Minister of Transportation,

the Minister of Commerce, the Minister of Interior, the Minister of Energy, the

Minister of Industry, and other ministers, including other civil servants and the

Permanent Secretary of the Ministry of Industry, the Secretary-General of the State

Council, and the Secretary-General of the National Economic and Cabinet. The Social

Development Board (NESDB) includes the Director of the Budget Bureau, and the

Director-General of the Department of Development of Renewable Energy and

Energy Conservation. According to this organization, the decision of the NEPC can

be seen as the national policy on energy, and will be implemented when the cabinet

agrees with the decision (Health Systems Research Institute, 2006).

In connection with the dramatically expected rise in energy demand, the

National Energy Policy Council (NEPC), chaired by the Prime Minister, has been

heavily involved with the deregulation by reforming the public enterprises in the

energy sector in Thailand. The council has closely adhered to the objectives of

providing efficient and sufficient energy service to meet the nation-wide

requirements, entailing a high degree of reliability at a reasonable price.

On October 1, 2002, the Thai government established six new ministries,

including the Ministry of Energy and the Ministry of Natural Resources and

Environment. There are consequential changes in the government offices responsible

for the regulation of the energy sector.
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The Ministry of Energy was established in October 2002 following the Law on

Adjustment of Ministries, Sub-Ministries, and Departments 2002 and is responsible

for the determination of policy on energy in consultation with the NEPC. The ministry

has the authority to develop plans, provide suggestions, and oversee implementation

in line with policy, as determined by the energy policy provision.

Prior to October 1, 2002, the NEPO (National Energy Policy Office) was the

government authority charged with the supervision of all state enterprises involved in

energy matters. The NEPO was responsible for developing policy guidelines and

regulations to govern the private electric power sector. Since October 1, 2002, the

NEPO has been under the Ministry of Energy, under the name of the Energy Policy

and Planning Office (EPPO). The EPPO is the core organization that is responsible

for devising the criteria, regulations, and rules for the domestic energy industry. The

Director of the Office is appointed by the cabinet (Energy Policy and Planning Office,

2007).

The Committee for Energy Policy Administration was established by the

NEPO in 2002. It has the authority and duty to give recommendations on policy for

administration, planning, and development of criteria on energy matters. It also

provides opinions on plans and energy projects, and fixes prices and rates for the

Petroleum Fund, including proposing policies and criteria for the pricing of energy

and regulating the changes of electricity rates under the automatic FT adjustment

mechanism.

2.2.3 Establishments of the Public Energy Enterprises

The background to the energy sector in Thailand is that it had long been

dominated by four state monopolies: PTT (PTT Public Company Limited), EGAT

(Electricity Generating Authority of Thailand), MEA (Metropolitan Electricity

Authority) and PEA (Provincial Electricity Authority) as well as their

subsidiary/affiliated companies.

The PTT was a state enterprise in the form of a statutory corporation without

shares owned by the state under the administration of the Ministry of Industry (PTT is

currently under the Ministry of Energy). Its property was exempt from execution. It

possessed statutory powers to survey and use land for pipeline rights-of-way, and the
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right to acquire land for refineries, gas separation plants and other facilities by

expropriation.

Whereas the EGAT has been primarily responsible for power generation and

transmission, the MEA and PEA share the responsibility of distributing electricity to

Bangkok and the provinces, respectively. EGAT reports to the Office of the Prime

Minister, while MEA and PEA report to the Ministry of Interior.

2.2.3.1 PTT Public Company Limited

PTT Public Company Limited (PTT) is the state enterprise responsible

for oil and gas, which was established in 1978 under the Petroleum Authority of

Thailand Act, B.E. 2521 (1978). The PTT sponsored the first pipeline to bring

offshore gas onshore, owns the entire present natural gas processing and pipeline

network, and is the exclusive purchaser of natural gas in Thailand. It was established

in October 2001 following corporatization of the Petroleum Authority of Thailand.

The PTT was listed on the Stock Market of Thailand (SET) and the Ministry of

Finance remains its main shareholder, with a direct holding of 52%.

Corporate Businesses

The principal activity of the PTT is the operation of the petroleum

business. The corporate also engages in the exploration and production of petroleum,

the operation of natural gas, international trading of crude oil, condensate, petroleum

and petrochemical products and investment in the domestic refining and

petrochemical industries.

The PTT is an integrated oil and gas company with a dominant

position in the energy industry (except in electricity generation) with the following

components:

1) PTT gas: Monopoly over natural gas supply, transmission

and distribution, with over 2,600 km of pipeline, and five gas separation plants.

2) PTT oil: Largest oil retailer in Thailand, with over 1,300 gas

stations, two marine terminals, 20 depots and 16 aviation depots.

Its main subsidiary, the 61% owned PTT Exploration and Production

Public Company Limited (PTTEP), engages in petroleum exploration and production

(E&P) activities.
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Table 2.1 below provides financial highlights of the PTT from 2004

until the end of March 2008.

Table 2.1 Historical Financial Highlights of the PTT

2006 2007

Assets (miilion Baht) 751,453 892,351

Liabilities (miilion Baht) 397,131 493,699

Equity (miilion Baht) 287,832 361,496

Paid-up capital (miilion Baht) 28,049 28,173

Revenues (miilion Baht) 1,265,476 1,553,053

Net profit (miilion Baht) 95,260 97,803

Return on assets (%) (%) 22.95 20.13

Return on equity (%) 36.73 30.12

Net profit margin (%) 7.53 6.3

Source: Stock Exchange of Thailand, 2008.

Human Resources Management

According to the 2008 Annual Report (PTT, 2008), the PTT has been

committed to the development of a human resource management system compatible

with technological advancement and industry standards. It not only promotes both

conscientious merit and business competence for its employees, but also encourages

them to take part actively in public service activities. It is indeed on employees that

PTT focuses in its development toward a high-performance organization to compete

better and to respond to prevailing circumstances.

The PTT employee headcount as of December 31, 2007 stood at 3,544

(including PTT subsidiaries to affiliates.) Throughout the year, the PTT carefully

managed its manpower to align with its operation with a focus on business groups

with significant expansion and investment plans in line with national economic

development. Manpower is being supplemented to the most prominent core groups:
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the Exploration & Production and Gas Business Group, the Petrochemicals and

Refining Business Group, and the International Trading Group. These core groups

have been formulated into human resource management plans in order to suit business

circumstances. The PTT has undertaken a plan to develop the potential of its

employees and to streamline its business procedures.

2.2.3.2 Electricity Generating Authority of Thailand

The Electricity Generating Authority of Thailand (EGAT) is the state

enterprise that is the primary electricity generator. It was established by the Electricity

Generating Authority of Thailand Act (1967) and, until 1992, had a monopoly on

electricity generation in Thailand.

Corporate Business

EGAT is the state-owned utility company involved in construction,

operation and maintenance of power plants and transmission networks. EGAT

presently builds, owns and operates several types and sizes of power plants across the

country, with a combined installed capacity of 15,035.80 MW, accounting for about

59 percent of the country's 25,646.99 MW generating capacity. EGAT also purchases

electric power from private power companies and neighboring countries (Electricity

Generating Authority of Thailand, 2008b).

In addition to EGAT’s generating facilities, it also purchases power

from Independent Power Producers (IPPs), Small Power Producers (SPPs) and hydro

power plants in neighboring countries. EGAT’s generation systems include combined

cycle thermal power plants and hydro power plants nationwide. Its transmission

system (grid) consists of long-distance high voltage transmission lines and substations

that transmit power from both EGAT’s and privately owned power plants to

distributing authorities for distribution to industrial and residential clients.

Independent Power Producers (IPPs) are privately owned and

sizeable power producers with an installed capacity of more than 150 MW. IPPs use

commercially a variety of available fossil fuel sources, such as natural gas, coal (both

indigenous and imported) and oil-emulsion. Nuclear power is excluded.

Small Power Producers (SPPs) are privately owned small power

producers including those using renewable energy sources.
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The installed capacity of an SPP ranges between 120-150 MW.

Sources of fuel used among SPPs are biogases, paddy husks, wood chips, natural gas,

coal, oil, black liquor, municipal waste, and waste gas from production processes.

Biogas and natural gas are the most common types of fuel used among SPPs.

Highlights on the financial status of EGAT are shown in Table 2.2.

Table 2.2 Historical Financial Highlights of EGAT

2005 2006

Operating Performance (million Baht)

Revenues from sales and services 279,094.04 350,060.82

Income from sales and services 4,779.58 42,712.23

Gains on foreign exchange 1,754.14 3,873.17

Interest expenses 7,222.11 6,868.87

Net incomes (net loss) (173.13) 40,633.66

Financial Status (million Baht)

Total assets 396,721.44 411,828.40

Land, buildings and equipment - net 268,359.37 255,857.37

Total liabilities 203,015.72 192,098.60

Long-term debts 113,981.34 103,529.44

Equity and minority interest 193,705.72 219,729.80

Financial Ratios

Ratio of gross proft to net sales (%) 7.71 15.35

Ratio of net profit to net sales (%) (0.06) 11.61

Ratio of return on assets (%) (0.04) 10.05

Debt to equity ratio (Times) 1.05 0.87

Time interest earned (Times) 1.24 7.07

Source: Electricity Generating Authority of Thailand, 2008a.

Human Resources Management

EGAT believes that employees are human capital that is critical to the

organization’s successful operation. Treating individual employees with respect and

giving them equal opportunity will boost their confidence and courage to express their

opinions and creativity and build up their self-esteem in discharging their respective

duties at full potential. EGAT people are encouraged to foster five desired corporate
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brand personality traits: Professional, Caring, Flexible, Innovative and Trustworthy -

the traits commonly known among EGAT people as “PC-FIT.”

Recognizing its employees as the most valuable resources to drive

EGAT toward its goal of becoming a world-class organization, EGAT gives high

values to human resource management, focusing on empowerment through shared

responsibilities in the workplace. A more proactive working style has been adopted to

enhance creativity and motivation among EGAT people, while developing leadership

skills and a new culture of teamwork that will lead EGAT toward a learning

organization.

In 2006, EGAT continuously developed its human resource

management, focusing on the improvement of its performance-based management

system and competency-based management system, its performance appraisal system

based on competency, the development of new generation management teams, and the

development of learning organizations on human resource management and

development as well as other knowledge related to EGAT’s operations.

Business and operational plans have also been developed to drive

EGAT toward its five strategic directions, including: strengthening core businesses,

seeking opportunities for business growth, building EGAT into a premium

organization, becoming a caring organization for society and the environment, and

becoming more dynamic and adaptable to change.

2.2.3.3 Metropolitan Electricity Authority

The Metropolitan Electricity Authority (MEA) is a state enterprise

under the Ministry of the Interior. It was established on August 1, 1958 under the

Metropolitan Electricity Authority Act 1958 by combining the Bangkok Electricity

Authority (Wat Liab) with the Samsen Royal Electricity Authority under the

Department of Public Works and naming the new organization "The Metropolitan

Electricity Authority." This organization was responsible for generating and selling

electrical power in the metropolitan area until 1961, when the generating plant was

transferred to Yanhee Electricity Authority, which was later renamed the Electricity

Generating Authority of Thailand. Since then MEA has only been in charge of the

distribution of electrical power.
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MEA is presently providing power supply distribution service to

customers in the area of Bangkok as well as Samutprakarn and Nonthaburi provinces.

The total area of provided service is 3,192 square kilometers, and the service is

subdivided into eighteen district offices. MEA has had experience in electrical

equipment maintenance for over 40 years and has personnel with knowledge and

capability as well as modern tools and technology. Customers receiving electricity

from MEA include a total of more than 2.5 million accounts: high-voltage (69, 115

kV) customers approximately 70 accounts, medium-voltage (12, 24 kV) customers

approximately 11,466 accounts and the remainder low-voltage (416/230 V) customers

(Metropolitan Electricity Authority, 2008b). Highlights on the financial status of

MEA are shown in Table 2.3.

Human Resources Management

According to the 2007 Annual Report (Metropolitan Electricity

Authority, 2008a), the human resources management in MEA has been redesigned.

The organization aims to specific HR strategies focusing on the development of the

HRM system, employee core competency and a knowledge-based system with an

objective of facilitating business operations and promoting business development. In

2007, the total number of employees amounted to 8,816 persons, a decrease of 2

percent from the previous year. This was a relative decline due to retirement and

separation.
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Table 2.3 Historical Financial Highlights of MEA

2006 2007

Operating Performance (million Baht)

Sales on eletricity energy 131,700.24 130,211.33

Total revenues 135,578.04 134,039.40

Purchase of electric energy 114,377.70 112,701.16

Total expenses 129,244.63 127,747.67

Net incomes (net loss) 6,333.41 6,291.73

Financial Status (million Baht)

Total assets 114,750.95 121,073.06

Fixed assets 77,384.69 82,023.89

Total liabilities 66,199.37 68,748.75

Long-term liabilities 28,381.30 28,405.20

Equity 48,551.58 52,324.31

Financial Ratios

Operating income margin (%) 4.68 4.57

Return on equity ratio (%) 8.73 9.50

Return on assets ratio (%) 3.74 3.90

Total debt to equity ratio (Times) 1.31 1.36

Debt service coverage ratio (Times) 1.46 1.77

Source: Metropolitan Electricity Authority, 2008a.

2.2.3.4 Provincial Electricity Authority

The Provincial Electricity Authority (PEA) is a government enterprise

under the Ministry of Interior, which was established under the 1960 Act by the Royal

Decree executed on the 20th of September 1960, then was published in the

Government Gazette on 27th September 1960. The authority’s responsibility is

primarily concerned with the generation, distribution, sales and provision of electric

energy services to the business and industrial sectors, as well as to the general public

in provincial areas, except Bangkok, Nonthaburi and Samut Prakran provinces.

Similar to MEA, the PEA is another state owned utility company under

the Ministry of Interior, selling and distributing electricity. The difference is the

coverage area. The PEA covers all other parts of the country except those already

served by MEA. The total area served by the PEA is 510,000 square kilometers,

accounting for 99% of the country’s total area.
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The PEA provides electricity to residential and industrial users in

provincial areas excluding Bangkok, Samutprakarn and Nonthaburi. The PEA

operates from its head office in Bangkok, which oversees four other regional offices.

The head office is responsible for the policies, planning, and procurement of

equipment for other regional offices. Each regional office oversees three district

offices. Therefore, there are twelve district offices controlled by the PEA. According

to the PEA, the organization is planning to utilize its existing distribution network as a

platform to enter other information technology and telecom sectors, capitalizing on

the network which is already distributing power to about 99% of all electricity users

(Kitisorn Sookpradist, 2006).

In accordance with the government's plan and policy on privatization,

the PEA has drawn up an action plan for restructuring the organization and then has

applied the Quality Standard Management System to its total work areas, which was

certified by ISO 9002 in 2001. All of these solutions create satisfaction and

confidence on the part of customers in using the PEA's electricity and service

(Provincial Electricity Authority, 2008).

All in all, while EGAT is the state enterprise responsible for electricity

generation, MEA and the PEA are the state enterprises responsible for electricity

distribution. This power system structure in Thailand is shown in Figure 2.1.

Figure 2.1 The National Power System Structure

Source: Electricity Generating Authority of Thailand, 2007.
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In order to obtain a clear picture of the overall participation of all players in

the energy sector, Table 2.4 summarizes the principal entities, both public and private

organizations, involved in the energy sector in Thailand.

Table 2.4 Summary of Principal Entities in the Energy Sector

Entities Roles

EGAT Electricity generation and transmission
MEA Electricity distribution in greater Bangkok and sub-urban areas
PEA Electricity distribution in the rest of Thailand
IPPs – Private Electricity generation
SPPs – Private Electricity generation

PTT Gas Gas exploration and development (through PTTEP),

transmission and trading

Private Gas Entities Gas exploration and production

PTT Oil Oil import, refining (through its affiliate and investments) and

distribution

Private Petroleum Petroleum refining and distribution

Power

Natural Gas

Oil

2.3 The State Enterprise Reform Policy in Thailand

It is obvious that both global competition and the public reform regime affect

the Thai economy. Hence, the government of Thailand has been trying to create

competitive environments within the economy. In order to encourage competition in

the market, plans for deregulation in various business areas of state-owned or state-

monopoly enterprises have been set up. While the concept of deregulation is well-

known by many interest groups, an understanding of the characteristics associated

with implementation success is lacking. Such an understanding is very important for

Thailand since the public reform policy is one of the strategic vehicles for national

development.
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2.3.1 Definitions of Key Terms in the Public Reform

There are some technical terms that are associated with the process of

government reform policy. In order to facilitate a better understanding of the Public

Reform policy, the key terms used in this study are defined as follows:

Deregulation is the process of relaxing previous tight regulatory control over

either state or private monopolies, and opting for more light-handed, performance-

oriented regulations to control both natural monopoly and the competitive elements of

the sector (Asia Pacific Energy Research Center, 2000).

Privatization is defined as all of the measures that increase private sector

participation in sectors where government enterprises presently operate. It includes

divestiture of state owned enterprises or assets (ownership transfer), concession

arrangements, joint ventures, management contracts, leasing, outsourcing, contracting

of services, deregulation which increases competition, creation of needed regulatory

bodies, and introduction of new competitors (Royal Thai Government, 1998).

Restructuring is the process of changing the structure of the electric power

industry from one of guaranteed monopoly over service territories to one where the

competitive elements of the sector are exposed to open competition, preferably across

the entire economy (Asia Pacific Energy Research Center, 2000).

Corporatization is the process of turning a state trading department into a

State-Owned Enterprise that is forced to operate under normal business laws and

compete on a level playing field with private firms. This may or may not lead to

privatization (Asia Pacific Energy Research Center, 2000).

2.3.2 Emerging of the State Enterprise Reform Policy in Thailand

As early as 1960, the Thai Government expressed the intention to reform

poorly operated and inefficient state-owned enterprises. More significant attempts to

reform began in 1986 when the National Economic and Social Development Board

(NESDB) reviewed the performance of financially distressed state-owned enterprises

in Thailand and offered suggestions for improving their performance, which resulted

in the formation of a policy focused on three elements (Dempsey, 2000).
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First, state enterprises were to mobilize capital from domestic sources by

increasing their equity base and offering a portion of this for public subscription—

essentially transferring ownership from the state to private Thai citizens.

Second, state enterprises would operate on the "cost-plus" principle: prices

would be fixed at a certain level above cost, guaranteeing a profit margin that would

be used to finance further investment, implying that state subsidies would be phased

out and demands on the fiscal reduced.

Third, private sector companies were to be used as contractors more often by

state enterprises, which would decrease the number of employees on the state payroll.

These efforts resulted in the sale or lease of a few state-owned enterprises to

the private sector, notably the Paper Mill Organization, the Preserved Food

Organization, and the Off Shore Mining Organization. However, most of the larger

state enterprises scheduled for partial or total privatization saw little change, partly

due to resistance from workers afraid of losing their jobs. A more likely reason for the

slow pace of privatization, however, is that, because Thailand's GDP was growing

faster than any country in the world between 1985 and 1995, the need to reform the

state-owned enterprises seemed less pressing. Ministers and directors of state

enterprises were willing to turn a blind eye to the inefficiencies of the state-owned

enterprises as long as the country as a whole kept booming. The incentive for reform

was simply lacking during these years.

When the financial crisis struck in 1997, critics of the inefficient and bloated

state enterprises became more vocal, both in parliament and in the media. Although

past governments espoused the need to reform, as of July 2, 1997, Thailand still had

fifty-nine state-owned enterprises in a variety of sectors, with over 320,000

employees and assets valued at nearly four trillion baht. Many of these enterprises

were operating at a loss, and when the government turned to the International

Monetary Fund (IMF) for its bailout, that agency conditioned its loan on the Thai

government's commitment to deregulation and privatization. Hence, although

domestic government sentiment had long recognized the need to reform the state

sector, it took IMF prescriptions to expedite the process, ultimately resulting in the

1998 Master Plan for Master Plan for State Enterprise Sector Reform (the ‘Master

Plan’).
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Dempsey (2000) reported the early move to privatize in Thailand, indicating

that “prior to the introduction of the Master Plan in 1998, the reform efforts in

Thailand suffered lengthy delays, in part due to the complex legal requirements that

had to be met to increase private sector participation in state-owned enterprises. The

Act on Permitting the Private Sector to Participate in or Operate State Business (B.E.

2535) (Joint Venture Act) required any state-owned enterprise looking to raise

revenue from private actors to obtain prior approval from a number of government

agencies before bids could be solicited or equity stakes offered. Although one agency

might have approved a proposal on its economic merits, another reviewing agency

could decline the same proposal without having to provide any significant

justification for doing so, at which point the process would terminate. Even if

approved, officials from various ministries reviewed all bids from the private sector

and, once a bid was awarded, yet another government oversight committee closely

supervised the private actor's participation in the state-owned enterprises. Shifting

through the bureaucratic red-tape often took far longer to complete than the private

actors were willing to wait, as economic conditions sometimes changed by the time

the proposal was finally approved. Not surprisingly, cabinet ministers often handed

concessions and public works contracts to wealthy political allies whose support

would be critical to their reelection. Overall, the legal and regulatory hurdles served

as a means of blocking and delaying the involvement of the private sector in the

operation of state enterprises.”

The Master Plan overcame the bureaucratic morass by simplifying the

proposal review process and clearly designating the proper government agency or

ministry from whom ultimate approval was needed. The government created the State

Enterprise Reform Committee (SERC) and a secretariat within the Ministry of

Finance to supervise all state-owned enterprise requests to reform. At the same time,

the Master Plan outlined a variety of methods by which privatization could occur. The

more common routes envisioned would be for state-owned enterprises to offer equity

stakes through public offerings, to form joint ventures with private partners, to engage

in trade sales, or to issue debt for equity swaps. Other strategies in the Plan included

having state-owned enterprises enter licensing or contract agreements, as well as

deregulating state owned monopolies to spur competition. Overall, the Plan grouped
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state enterprises to be transformed into four infrastructure sectors—energy,

telecommunications, transportation, and tap water—and a fifth category that included

thirty-one other "miscellaneous" enterprises. The Master Plan included sector-specific

details to simplify the process. The economic efficiency rationale for privatization

mentioned in the Master plan suggests that Thailand would be best suited to a mass

reformation of many of its state-owned enterprises (Royal Thai Government, 1998).

The Master Plan also states that any state-owned enterprise whose functions

are not vital to the Thai government's operations or national security can be

considered for corperatisation. Once that hurdle has been passed, divestiture, equity

sale, or other privatization proposals was developed in accordance with the new State

Enterprise Corporatisation Law in 1999. SERC then reviews the proposal for its cost-

effectiveness and compliance with the new labor law, which went into effect in

August 1998. Once SERC deems it an appropriate strategy, the proposal is submitted

to the cabinet for ultimate approval. Finally, once the Cabinet has approved a

privatization plan, the government commits to enforce all contracts and to ensure that

the privatized company will function in a competitive setting. Moreover, the new

Freedom of Information Act allows all proposals and government evaluations to be

made public, thereby reducing the likelihood of overt corruption.

2.3.3 Rationale on the Adoption of the Reform Policy in Thailand

As expected by the Thai government, the public enterprise reform policy

would be used to stimulate economic growth by attracting foreign and domestic

investment and know-how and improve efficiency in those sectors of the economy

constrained by monopolistic or oligopolistic practices. A general objective of the

policy is to improve the quality and availability of services at reasonable prices.

Moreover, some might be of interest in social welfare.

2.3.3.1 Benefits of the Reform Policy

According to the Office of State Enterprise and Government Securities

(Royal Thai Government, 1998), the public enterprise reform policy in Thailand can

benefit the country in the following three dimensions:
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Structural benefits:

1) Economic efficiency of the sector will be enhanced from

decreasing investment and production costs, in effect, directly introducing tariff

reduction;

2) Quality of services in terms of service availability,

adequacy, accessibility, and integrity will be improved based on productivity and

quality assurance improvements; and

3) Attracting innovative management and technology will

boost sector prospect.

Financial benefits:

1) Attracting financial management and sources of funds will

help leverage and expand the capital market and also increase investment in new

value added service projects; and

2) The financial burden of the government will be reduced to

subsidize large size projects.

Social benefits:

1) Public services penetration will leverage quality of life,

equality of the citizens and other welfare benefits; and

2) Generate more employment due to market development.

2.3.3.2 Forces Driving the Public Reform Policy in Thailand

In Thailand, a variety of forces driving the government’s public reform

policy can be identified as follows:

Internal politic influences

Internal politic influences prevented the privatization of most state-

owned enterprises in Thailand until international financial organizations exerted

strong pressures on the government to move ahead as part of the structural adjustment

program required to overcome the financial crisis of the late 1990s. In 1993 the World

Bank recommended that Thailand, as part of its overall structural adjustment policies,

should sell 24 state-owned enterprises that were involved in manufacturing or

commercial activities. By the mid-1990s, the problem became more urgent as the

government struggled to cope with the impacts of economic recession and to find the

financial resources to pay off the more than 25 billion US dollars in debt incurred
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from subsidizing or bailing out weak financial institutions. The total value of state-

owned enterprises was estimated to be more than three times the amount of the public

debt (Mertens, 1998).

IMF adjustment requirements

Among the strongest pressures on the government to take privatization

seriously was the necessity to sign a letter of intent with the International Monetary

Fund (IMF) in 1997. The IMF provided a loan of USD 4 billion through a stand-by

arrangement for the macroeconomic adjustment program and arranged for member

governments and associated international financial institutions for an additional

USD12.7 billion in loans. The credit lines could be used only to finance balance-of-

payments gaps and rebuild international reserves (Royal Thai Government, 1997). In

return, the government agreed to restructure the country's financial sector, enact new

fiscal policies to meet IMF commitments, modify monetary and exchange-rate

policies, and maintain a social safety net to protect the poorest segments of society.

Financial condition of public enterprises

The IMF letter of intent also committed the government to achieve an

overall financial balance in public enterprises through price adjustments that reflected

the true cost of providing goods and services, including investment and replacement

costs, and to keep public-sector wage increases in line with inflation and private-

sector rates. The financial position of public enterprises would have to be improved to

achieve a fiscal surplus of 1% of the GDP for fiscal years 1997-1998 (Royal Thai

Government, 1997). As part of the multi-billion dollar loan package, the IMF insisted

that the government prepare a serious plan for corporatizing public enterprises,

beginning with those in energy, telecommunications, transportation, and public-utility

sectors.

Government’s action

According to Rondinelli and Vuthiphong Priebjirivat (2000), economic

conditions in Thailand in late 1997 continued to deteriorate. The government of

Thailand signed a second IMF letter of intent. Lower earnings by public enterprises

required the government to cut the investment programs of the electricity and water

authorities, the telecommunication company, and Thai Airways, and to raise prices for

public goods and services except for those groups covered by the social safety net
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program. The worsening of economic problems at the end of 1997 and the beginning

of 1998 kept pressures on the government to restructure the financial sector, raise

revenues to meet growing public debts, and restructure the state enterprise sector.

Pressures from economic recession

The pressures from economic recession to the reform policy can also

be evident in the works of Rondinelli and Vuthiphong Priebjrivat (2000). These

authors reported that “in February 1998, the government issued a third letter of intent

that outlined the financial-reform measures that had been taken and further modified

the schedule for meeting initial commitments in light of continuing economic

stagnation. Earlier in 1997, the government suspended the operations of 56 financial

institutions that subsequently went into bankruptcy. The assets were taken over by the

government and scheduled for auctioning. The government also strengthened the

capital base of remaining domestic financial institutions through re-capitalization,

management restructuring, and modified loan loss provisioning.”

2.3.4 The Master Plan for State Enterprise Sector Reform

The Master Plan for State Enterprise Sector Reform (the ‘Master Plan’)

updates and expands the Privatization Master Plan approved by the State Enterprise

Policy Commission (“SEPC”) in January 1998. The Master Plan was approved by the

Royal Thai Government Cabinet on September 1, 1998 (Royal Thai Government,

1998).

As stipulated by the Royal Thai Government (1998), the Master Plan provides

greater detail on the guidelines for the Reform Program and on future infrastructure

sector market structures and reform strategies. It consequently includes several

sections not covered in the previous plan. These are: Roles and Responsibilities of the

Participants in the Program (Section 5), Legal Reforms (Section 7), Use of Proceeds

from Privatization (Section 10), Corporate Governance and Performance Monitoring

(Section 11) Social, Labour and Environmental Concerns (Section 12), Public

Information Plan (Section 13).

The master plan covers four major sectors: energy, communications,

transportation and water. However, the master plan also includes a framework for the
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privatization of public enterprises which are not under the mentioned sectors. They

are listed under other sectors.

2.3.4.1 Objectives of the Master Plan

In general, governments frequently use the multiple objectives of the

reform. Commonly stated objectives can be roughly categorized as follows (Bennett,

1997):

1) Politic goals such as reducing the size of the public sector,

restoring or strengthening the private sector (as in all transitional economies),

spreading share ownership more widely (popular capitalism), and making productive

enterprises more responsive and accountable to those for whom they produce;

2) Efficiency goals such as increasing productivity and

microeconomic efficiency. The development of capital market institutions, which

intermediate between savers and investors, may also be classed as an efficiency

objective;

3) Fiscal stabilization goals such as maximizing proceeds of

sales, reducing the future drain of subventions and capital contributions from

government revenue, increasing tax revenues from higher profits and reducing the

public debt; and

4) Resource mobilization goals such as promoting foreign

investment in the country, releasing limited state resources for investment in other

sectors such as education and health.

Therefore, the goal and purpose of the Master Plan for State Enterprise

sector reform in Thailand are to provide guidelines, principles and practices for

increasing effective private sector participation in the economy. The Master Plan will

serve as the basic guideline for these reforms, and as a reference document for the

government, ministries, enterprises, investors, employees and the general public as

privatization plans and legal, regulatory and institutional reforms are prepared,

approved and implemented in the years ahead. The Master Plan is a strategic

document, giving the government flexibility in implementation but setting clear

objectives and goals. The Master Plan highlights the government’s commitment to

improve the efficiency of the economy and increase the welfare of all Thai citizens.
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The government will publish an annual Action Plan and Program Report based on this

Master Plan (Ministry of Finance, 1998).

In essence, the Master Plan on State Enterprise Reform is a move to

replace monopolies (by public enterprises) with competitive markets. Hence, the

objectives of the master plan are:

1) To facilitate the structural reform of public enterprise to

improve the competitive edge of the country and to improve the efficiency of

services;

2) To reduce the financial burdens on government resources

and to provide capital for needed infrastructure investment; and

3) To provide social services and facilitate the creation of new

job opportunities.

2.3.4.2 Process of the Public Enterprise Reform

The State Enterprise Reform plan development will follow a typical

path as shown in Figure 2.2 below. The State Enterprise Reform Committee (SERC)

will have the responsibility to approve plans and to oversee their transparent and

expeditious implementation.

2.4 The Public Enterprise Reform of the Energy Sector in Thailand

Since the Master plan has been approved in 1998, the reform in energy sector

has been implemented; two public energy enterprises (PTT and EGAT) have been

transformed, whereas another two enterprises (MEA and PEA) have not yet been

transformed. The progress of the development of the reform of PTT and EGAT is

summarized as the following sections (Chandler and Thong-Ek Law offices Limited,

2006).
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Figure 2.2 Processes of the State Enterprise Reform in Thailand

Source: Royal Thai Government, 1998.

Step 1

Step 2

Step 3

Step 4

Step 5
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2.4.1 The Energy Reform Policy

The reform policy of the energy sector has been gradually implemented over a

number of years. The current policy derives from a number of resolutions by the

National Energy Policy Council (NEPC) and the Cabinet. The latest resolutions are

those of the Cabinet on 16 September 1997 that speeded up corporatization of the

energy sector, the Cabinet resolution on 4 November 1997 which approved the sale of

shares in EGCO and PTTEP, the Cabinet resolution on 1 September 1998 which

approved the Master Plan for State Enterprise Sector Reform, and the Cabinet

resolution on 16 February 1999 which approved the transformation of Ratchaburi

power plant and the natural gas deregulation program (National Energy Policy Office,

1999).

According to National Energy Policy Office (1999), the third letter of intent

between the Thai government and the IMF outlines specific measures related to the

reform of the energy sector as follows:

1) In the Energy sector, Thailand will accelerate deregulation and

competition. As part of the broader strategy of encouraging the entry of independent

private generators to enhance competition, EGAT has initiated the sales of its stakes

in Electricity Generating (Public) Co. Limited and Powergen 2 (Ratchaburi power

plant) during 1998. Over the longer term, Thailand intends to split EGAT into

separate generation and transmission companies, which themselves will eventually be

transformed.

2) In the Oil sector, the Thai Government relinquished its stake in

Bangchak Petroleum Company, commencing the process in June 1998. Also, they

sold a part of PTT Exploration and Production (PTTEP), with the aim of privatizing

PTT itself by the end of 1999.

The plan for the restructuring and privatization of the electricity supply

industry, which is now being implemented, aims at promoting more competition in

the industry and, simultaneously, mobilizing the private sector investment and

shareholding in the sector. The underlying principle is to deregulate the industry

wherever possible to encourage competition. For certain natural monopoly

businesses, like power transmission and distribution lines for which investment in

construction of new lines or poling would duplicate the existing ones and hence
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would not be cost-effective, they will be subject to strict regulation with a view to

protecting consumers’ benefits.

The cabinet resolutions of 25 July 2000 and 3 October 2000 approved the

proposed plan for the Electricity Supply Industry reform and the power pool

establishment, together with the implementation action plans to this effect. The

National Energy Policy Office, the three power utilities, and concerned agencies have

been assigned to pursue the action plans, whereas the Ministry of Finance is to use the

plans as criteria for evaluating the three utilities’ performance (National Energy

Policy Office, 1999).

2.4.2 Regulatory Body in the Energy Reform

Implementation of public enterprise reform has to be carried out in a cohesive

manner; therefore, the master plan has proposed the reform of the State Enterprise

Policy Committee (SEPC) and the committee to be formed under the Corporatisation

Act. The newly merged committee, the State Enterprise Reform Committee (SERC),

will have its secretariat as the Ministry of Finance and the National Economic Social

and Development Board (NESDB) (Royal Thai Government, 1998). Table 2.5

summarizes the roles and responsibilities of the parties in the reform process.

2.4.3 The Master Plan for the Energy Reform

According to the Ministry of Finance (1998), a significant program of private

sector participation has already been undertaken in the Thai energy sector, primarily

based on extensive use of Independent Power Producers (IPPs) and facilitation of

privately-owned distributed generation facilities under the Small Power Producer

(SPP) program. The next stage of industry transformation is seen as building on this

model by creating competitive markets across all stages of the energy supply chain.
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Table 2.5 Roles and Responsibilities of the Parties in the Reform Process

Agency/Actor Roles and Responsibilities

State Enterprise  To develop and propose plans for increased private
sector participation consistent with sector strategy and
development.

Line Ministry  To set policy direction and oversee sector privatization
strategy.

 To review and approve SOE’s plan.

State Enterprise Reform
Committee (SERC)

 To review SOE and ministry privatization plans and
ensure consistency with overall reform program goals
and objectives.

 To approve or request amendments to plans.
 To forward plans to cabinet for approval.
 To oversee implementation.

Secretariat Office of State
Enterprise & NESDB

 To conduct technical review of all plans on behalf of the
SERC and to oversee program implementation for
SERC.

Cabinet  To review and approve or request amendment to plans
proposed by SERC.

Investor  To develop plans for investment in existing SOEs, or in
new projects in a sector and to propose plans to SOEs,
line ministry or SERC as appropriate.

Source: Royal Thai Government, 1998.

The Master Plan classifies the energy sector into power, natural gas and oil

sub-sectors. The following entities and their respective roles provide an overview of

the power sub-sector, including EGAT (Electricity Generation and Transmission),

MEA (Electricity Distribution in greater Bangkok and suburban areas), PEA

(Electricity Distribution in the rest of Thailand), IPPs (Electricity Generation) and

SPPs (Electricity Generation).

The natural gas sub-sector is comprised of PTT Gas (Gas Exploration and

Development through PTTEP, Transmission and Trading) and Private Gas Entities

(Gas Exploration and Production). Finally, the oil sub-sector includes PTT Oil (oil

import and refining through its affiliate and investments, and distribution) and

numerous private petroleum companies (petroleum refining and distribution).
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Power Sub-sector

The power sub-sector will undergo a three-stage transition. Stage I will see

EGAT retain its position as the primary power purchaser and provider in the country.

In this stage, EGAT is corporatized as a whole, with autonomous business units

operating as profit centers; Ratchaburi power plants are privatized; and regulatory

controls are established to ensure non-discriminatory treatment of generators by

transmission. In Stage II, EGAT will continue to retain its position as the central

supplier of power; however, third party access will gradually be introduced to allow

power producers to sell directly to users. EGAT’s new power plants are privatized

and privatization of existing plants commences. Finally, Stage III will see a

competitive wholesale power pool and the introduction of retail competition.

Natural Gas Sub-sector

The natural gas sub-sector requires that two key issues be addressed:

1) Separation of PTT’s Gas Transportation and Trading Functions: the

primary objective of this separation is to promote competition. The optimal manner in

which to execute this separation will be determined following extensive studies on

appropriate strategies.

2) Third Party Access: the establishment of third party access to gas

transmission pipelines is a means of facilitating the development of competition in gas

supply. This will increase industry efficiency and in turn yield benefits to end users in

the form of lower prices and improved service.

Oil Sub-sector

PTT is presently one of the key players in oil refinery and trading, which

consists of refining, retail distribution and international oil procurement. PTT’s

passive investments in these areas indicate that an ‘exit’ strategy is required. These

proceeds will then be re-deployed into identified value drivers for the company,

principally in gas exploration and transportation. In exiting the various passive

investments, a careful analysis will be made concerning the most suitable exit

strategy.
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2.4.4 Development of PTT Reform

According to National Energy Policy Office (1999), on 23 January 1996, the

cabinet approved the strategy for restructuring the Petroleum Authority of Thailand

(PTT) and for the promotion of a liberalized petroleum market. Consent was given to

the corporatisation of PTT Oil, PTT International and PTT Gas, all owned by PTT, by

the end of 1996. Some parts of these newly established companies had then been

privatized as deemed appropriate, through listing on the Stock Exchange of Thailand

(SET) during 1997-1998. This would be directed by an implementation plan that

would be derived from a study on the detailed privatization process.

PTT has engaged a number of financial advisors to carry out a detailed study

on various methods for privatization and public offering. Meanwhile, the NEPO has

also engaged Dresdner Kleinwort Benson and London Economics to carry out a study

on PTT privatization and the deregulation of the natural gas supply industry.

The PTT Corporate Restructuring and Privatization Plan has been agreed by

PTT and NEPO. Upon government approval, the process of PTT corporatization will

begin. In parallel, the various rules and regulations for the natural gas deregulation

program have been drawn up. Finally, an announcement for public offering of PTT

Co. Ltd. with shares initially 100% owned by the Ministry of Finance was released on

October 1, 2001.

As reported by Chandler and Thong- Ek Law offices Limited (2006), two

Royal Decrees were published on September 30, 2001:

1) The Royal Decree Stipulating the Powers, Rights and Benefits of

PTT Public Company Limited, which prescribed that PTT Public Company Limited

shall have the powers, obtain exemptions, have special rights and receive protection

as prescribed and granted by the law governing PTT. Certain assets of PTT are not

subject to execution (assets acquired under the law on expropriation of immovable

properties, and the petroleum pipeline system). Specified employees of PTT Public

Company Limited performing work on tank farms and pipeline systems will have

official powers under the Criminal Code.

2) The Royal Decree Stipulating Time Clause for Repealing the Law

Governing PTT, which prescribed that the Petroleum Authority of Thailand Act, is
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repealed as of October 1, 2001. In November 2001, PTT conducted an IPO and as of

May 2006, approximately 47% of its shares are owned by the public.

On December 4, 2007, Thailand’s Supreme Administrative Court against a

petition to de-list the PTT from the Stock Exchange of Thailand. The court

determined that the Royal Decree Determining Powers, Rights and Benefits of PTT

Public Company Limited of 2001 and the Royal Decree Determining the Time for

Repealing the Laws Governing the Petroleum Authority of Thailand of 2001 could

not be revoked as demanded by the group because they were legitimately issued.

However, the court instructed the company to return the rights in expropriated areas

and substantial natural gas pipeline assets to the Finance Ministry, although its listed

status could be maintained.

2.4.5 Development of EGAT Reform

EGAT was a state enterprise in the form of a statutory corporation without shares

owned by the state, under the administration of the Ministry of Energy (since October 1,

2002). Its property is exempt from execution. It possessed statutory powers to survey and

use land for transmission line rights-of-way, and the right to acquire land for electricity

generation plants through expropriation. Section 45 of the EGAT Act provided assurance

that in the event of a shortfall in revenues, the state would appropriate funds to meet the

shortfall (Chandler and Thong- Ek Law offices Limited , 2006).

In fact, a pre-reform policy has been at work in the power sector for more than

15 years. In the 1980s, small inroads were made into EGAT’s monopoly by the

petrochemical industry, which was allowed to build power plants for standby power

and steam. The EGAT Act was amended in 1992 to allow some forms of privatization

by way of establishing limited companies and entering into joint ventures with private

power companies.

1) EGCO (Electricity Generating Plc.): In 1994, EGAT established a

subsidiary, EGCO, which in turn formed a 100% owned subsidiary, REGCO.

EGCO converted to a public limited company and made a public offering reducing

EGAT’s shareholding to 49%. REGCO purchased the Rayong Power Plant from

EGAT. This was the first major step in the privatization of EGAT. EGCO
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established a second subsidiary, KEGCO, which purchased the Khanom Power

Plant in 1996.

2) RATCH (Ratchaburi Electricity Generating Holdings Plc.): In

2000, EGAT established a subsidiary, RATCH, which formed a 100% owned

subsidiary, RATCHGEN. RATCH converted to a public limited company and made

a public offering reducing EGAT’s Shareholding to 45%. RATCHGEN purchased

the Ratchaburi Power Plant from EGAT in 2000.

3) SPP Programme: In 1992, Regulations for the Purchase of Power

from Small Power Producers were published by EGAT to promote the construction

of small power plants to provide power and steam to private industry. The

regulations authorized EGAT to purchase excess power from SPP projects. The

regulations were amended in 1994 to increase EGAT’s purchase capacity to up to 60

MW (or 90 MW) per SPP project. EGAT has signed power purchase agreements for

1 to 90 MWs with 92 SPP projects (as of 31 March 2006). Some 76 SPPs (firm 37;

non-firm 39) are currently in commercial operation.

4) IPP Programme: In November 1994, EGAT published a request

for proposals for power purchases from IPPs, together with a model PPA and a Grid

Code, with a tender deadline of June 30, 1995. PPAs have been signed with seven

IPPs for a total of 5,944 MW. All of the IPPs have achieved financial close, two

IPPs commenced operations in 2000, and two in early 2003. The Grid Code was

intended to provide a mechanism to regulate purchases by EGAT of electricity

generated both by EGAT and by independent power producers, and applies to IPP

projects in Thailand and hydropower plants in Laos.

5) EGAT Programme: A revised EGAT Power Development Plan

(2004–2014) was published in August 2004.

On May 10, 2005, the Cabinet approved the recommendation of the State

Enterprise Capital Policy Committee to proceed with the corporatisation of EGAT.

On May 13, 2005, the Secretariat of the Cabinet sent a letter to the Chairman of the

State Enterprise Capital Policy Committee, confirming the Cabinet’s approval

according to the resolution of the State Enterprise Capital Policy Committee No.

1/2548, and the two draft royal decrees were forwarded to the Office of the Council of

State for review.
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EGAT was corporatized (as noted in the introduction to this article) on June

24, 2005 under Section 26 of the Capital of State Enterprises Act, and converted to

EGAT Public Company Limited (EGAT Public Company Limited). Two Royal

Decrees were published:

1) A Royal Decree stipulating the powers, rights and benefits of

EGAT Public Company Limited, B.E. 2548 (2005) prescribed that EGAT shall have

the powers, obtain exemptions, have special rights and receive protection as

prescribed and granted by the law governing EGAT and other laws applicable to

EGAT. Certain assets of EGAT Public Company Limited are not subject to

execution (assets related to the electricity generating business for common interest).

Specified employees of EGAT Public Company Limited performing work on

electricity systems have official powers under the Criminal Code. This Royal

Decree established an Electricity Generating Business Committee with power to

approve new power plants, transmission line rights-of-way and other policy

decisions.

2) A Royal Decree stipulating a time clause for repealing the law

governing EGAT, B.E. 2548 (2005) prescribed that the Electricity Authority of

Thailand Act is repealed as of June 24, 2005.

EGAT Public Company Limited is governed by the provisions of the Public

Limited Companies Act, B.E. 2535 (1992). EGAT Public Company Limited had

planned to conduct an IPO in November 2005, offering up to 25% of its shares to the

public, but the Administrative Court on November 15, 2005 issued an injunction to

suspend the IPO until a future date.

On 23 March 2006, the Supreme Administrative Court ruled against the

privatization of EGAT PLC, citing conflicts of interest, public hearing irregularities,

and the continued right of expropriating public land. However, EGAT continues to

have the right to expropriate public land to build power plants and transmission lines,

a right reserved for the state. Two decrees were nullified: one ordering the dissolution

of the status of EGAT as a state enterprise, and the other serving as a new charter for

EGAT.
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2.4.6 Development of MEA and PEA Reform

The Cabinet resolution of 28 November 1996, giving consent to the National

Energy Policy Office’s resolution, stipulated that the PEA should remain a state

enterprise and that four subsidiary companies should be established to be responsible

for power distribution in each region (National Energy Policy Office, 1999).

The Cabinet resolution of 17 June 1997, giving consent to the NEPC

resolution, stipulated that MEA should remain a state enterprise and that certain

businesses should be separated and become MEA’s subsidiary companies, i.e. a

power system services company; a concrete product designing and manufacturing

company; and an energy services company (ESCO).

Since the power distribution system is a natural monopoly, corporatisation will,

therefore, require amendments of the MEA Act and PEA Act. In addition, new legislation

to implement a regulatory framework will be required. This process is likely to be lengthy.

To move the liberalization of the distribution sector forward, the Cabinet on 16

September 1997 and 4 November 1997 therefore approved NEPO’s proposal that the

concrete business which manufactures concrete poles would be an appropriate starting

point for privatization within the next two years. This would be undertaken by

privatizing the MEA’s Office of Concrete Product Designing and Manufacturing and

transforming it into the Concrete Product Designing and Manufacturing Company

Limited. The company would be registered with MEA holding a 100% shareholding.

This will later be diluted to no more than 49% so as to divest the company of the state

enterprise status as soon as possible. Strategic investors will be identified.

The cabinet resolution of 1 September of the State Enterprise Reform Master Plan

included an action plan for the restructuring of MEA and PEA and their corporatization.

Further study is to be undertaken on the methods of restructuring. In particular, the potential

for the separation of distribution and supply will be examined to allow the development of

competition in retail supply. Should such a strategy prove feasible and viable, the issue of

the geographic separation of the distribution utilities may be re-considered.

Since the Administrative Court issued a ruling revoking retroactively the two

Royal Decrees of EGAT in 2006, the effect has been interpreted as the restructuring

process and corporatisation of MEA and PEA. This incident has temporarily

suspended the MEA and PEA reform until the present.



CHAPTER 3

LITERATURE REVIEW

The chapter reviews the literature relevant to three major areas: overviews of

organizational commitment, impacts of public reform policy implementation on

organization, and the conceptual framework of the study. In the first section, a

description of today’s definitions of ‘organizational commitment’ and the

significances, types, and measurements of, and antecedents to, organizational

commitment are explained. The second section identifies changes in organization

when the reform policy has been implemented. It focuses on the impacts of reform

policy on specific commitment antecedents and on the relationships between such

changes and organizational commitment. This section also includes information on

the studies of various dimensions of commitment. Finally, the chapter introduces a

conceptual framework as well as the hypotheses of the study.

3.1 Organizational Commitment

3.1.1 Defining Organizational Commitment

Multiple definitions of commitment are found in the literature. For instance,

Steers (1977) defined organizational commitment as the relative strength of an

individual’s identification with and involvement in a particular organization. Mowday

et al. (1979) defined organizational commitment as an effective response which

moves beyond passive loyalty to an organization. Porter et al. (1974) identified three

related factors of organizational commitment: (1) a strong belief in an organization’s

goals and values; (2) a willingness to exert considerable effort for the organization;

and (3) a strong desire to maintain membership in the organization.

Generally, an organization can be defined as the relative strength of an

employee’s attachment or involvement with the organization where he or she is

employed. Meyer and Herscovitch (2001) compiled a list of definitions and analyzed
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the similarities and differences. The similarities served as the basis for a definition of

what they considered the ‘core essence’ of commitment:

Commitment is a force that blinds an individual to a course of action that

is of relevance to particular target.

When combining the above definition of commitment with an organization,

Mowday et al. (1982) defined organizational commitment as ‘a strong belief in the

organization’s goals and values, a willingness to exert considerable effort on behalf of

the organization, and a strong desire to remain a member of the organization.’

Similarly, O’Reilly and Chatman (1986) defined organizational commitment in terms

of internalization, identification and compliance. Internalization refers to a

comparison of individual values to those of the organization. Identification refers to

pride, or a desire to be with the organization that is not within the value system, and

compliance refers to involvement with the organization in exchange for specific

extrinsic rewards (Sutton and Harrison, 1993). The differences in definitions of

commitment led them to conclude that commitment can take different forms.

Meyer and Allen (1991) initially developed a three-component model to

address observed similarities and differences in existing unidimensional

conceptualizations of organizational commitment. Common to all was the belief that

commitment binds an individual to an organization and thereby reduces the likelihood

of turnover. The main differences were in the mindsets presumed to characterize the

commitment. These mindsets reflect three distinguishable themes: affective

attachment to the organization, obligation to retain membership, and perceived cost of

leaving. In order to distinguish among commitments characterized by these different

mindsets, Meyer and Allen labeled them ‘affective commitment,’ ‘normative

commitment,’ and ‘continuance commitment,’ respectively (Meyer and Becker,

2004).

Affective commitment refers to employees’ emotional attachment to,

identification with, and involvement in the organization. Affective commitment can

be categorized by three factors: (1) belief in and acceptance of the organization’s

goals and values; (2) a willingness to focus effort on helping the organization to

achieve its goals; and (3) a desire to maintain organizational membership. It

represents a state in which an individual identifies with a particular organization and
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its goals and wishes to maintain membership in order to facilitate these goals.

According to Meyer and Allen (1997), affective commitment represents the

employee’s emotional attachment to the organization and employees retain

membership because they want to do so.

Continuance commitment refers to commitment based on the costs that

employees associate with leaving the organization, such as loss of income. This

commitment also refers to utilitarian gain from the employment relationship, with the

employee being less likely to leave the organization based on the extent to which the

contribution ratio is in balance favorable to the employee. It is a function of the

rewards and costs associated with organizational membership. According to Meyer

and Allen (1997), employees that possess continuance commitment retain

membership because they have to do so.

Finally, normative commitment refers to employees’ feelings of obligation to

remain with an organization. This type of commitment is viewed as a belief about

one’s responsibility to the organization. Normative commitment may result from

pressures exerted either prior to or after organizational entry. According to Meyer

and Allen (1997), employees retain membership because they feel that they ought to

do so.

3.1.2 Significance of Organizational Commitment

Organizational researchers have long been interested in employee

commitment. This interest derives from the belief and evidence that there are benefits

to having a motivated and committed workforce (Meyer and Becker, 2004).

Organizational commitment has been identified as a critical factor in

understanding and explaining the work-related behavior of employees in

organizations. Kritsana Potisarattana (2000) reviewed several studies of

organizational commitment and found that during the past decade many researches

focused on identifying the various causes and implications of organizational

commitment. These studies describe the development process of organizational

commitment, defined as the strength of an individual’s identification and involvement

with an organization.
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A committed employee is generally described as one that stays with an

organization, attends work regularly, puts in a full day and more, protects corporate

assets, and believes in organizational goals (Meyer and Allen, 1997). A committed

employee therefore, in theory, contributes to the competitive edge for the organization

because of the positive nature of this work behavior.

Nonetheless, some critics propose that costs and benefits accrue for both the

organization and the employee. For instance, unquestioned commitment to an

organization may result in acceptance of the status quo and a loss of innovation. An

employee that is overly committed to an organization may not develop broad skills,

hence making him less marketable, or these employees may remain with an

organization simply because they feel that they have no choice but to do so. The form

of commitment that most closely represents this type of employee is termed

‘continuance’ and this dimension of commitment is included in this study.

The literature described employees with strong normative commitment as

generally behaving in ways supportive of the organization. Normative commitment,

however, is based on feelings of obligation, and it is thus not inclined to generate a

sense of enthusiasm or involvement. Employees with strong normative commitment

may also represent the organization if they have a sense of obligation (Meyer and

Allen, 1997).

Obviously, the increased complexity of work organizations, combined with the

significant technological changes that have taken place in recent years, make the

notion of commitment especially important. This is based on the belief that to create

a successful workplace, an organization must concentrate its energies on both

economic and social performance, and invest in employee commitment rather than

compliance. The presupposition is that positive organizational commitment,

including feelings of affiliation, attachment, and citizenship behavior, tends to

improve organizational efficiency and effectiveness by contributing to resource

transformations, innovativeness, and adaptability. Hence, organizational commitment

is a promising construct as it encompasses positive attitudinal traits, including loyalty

and attachment. In particular, it highlights the increasing realization that organization

members’ subscription to organizational goals tends to affect their attitudes and
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intentions regarding the organization and that such attitudes and intentions are crucial

elements of organizational survival.

3.1.3 Measurements of Organizational Commitment

As described in the preceding section, organizational commitment is a

multiple definition as well as a multidimensional construct.

Consistent with their understanding of organizational commitment as a

multidimensional construct, Meyer and Allen (1991) proposed a three-component

model of organizational commitment and developed a scale to measure these

components (Meyer and Allen, 1997). Those three components include: affective

commitment, continuance commitment, and normative commitment.

Employees can experience each of these types of commitment to an

organization to varying degrees. Meyer and Allen (1997) advised that the three

components should not be seen as mutually exclusive, but as components that can

variously coexist. Three scales were structured to evaluate the model: the Affective

(ACS), Continuance (CCS) and Normative (NCS) Commitment Scales.

In the Commitment Scales, affective commitment denotes a ‘want to’ form of

commitment that is related to the emotional need for and social interactions with other

members of the organization, as well as the positive feelings that result from

association with the organization. Continuance commitment denotes a ‘have to’ form

of commitment, indicating an awareness of the costs associated in leaving an

organization. Normative commitment denotes an ‘ought to’ form of commitment,

related to a sense of moral responsibility or feeling of duty or obligation to the

organization.

Although one approach to the study the organizational commitment is a multi-

faceted view, affective commitment represents a major approach to the study of

organizational commitment (Hackett et al., 1994). The perspective that includes

multiple facets of the concepts also represents a relatively new area of study. While a

more inclusive perspective on commitment would be beneficial to commitment

research results efforts, studying commitment using more than one facet requires the

researcher to ensure that each form is operationally distinct. In addition, the added

complexity of a multiple component model requires unambiguous specification of the
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relationship between each commitment component and other variables of interest

(Somers, 1995).

3.1.4 Antecedents to Organizational Commitment

Researchers of organizational commitment have been trying to determine what

the organization is about and the employee’s experiences that influence the

development of the organizational commitment once the individual has selected

membership in an organization. As a consequence, hundreds of empirical studies have

examined the correlations between organizational commitment and the variables

hypothesized to be its antecedents. Figure 3.1 describes the antecedents to

organizational commitment (Meyer and Allen, 1997).

Meyer and Allen’s model (as shown in Figure 3.1) focused on distal and

proximal influences on organizational commitment that are antecedents of

organizational commitment.

Distal variables are more direct than proximal variables, which typically have

more implicit influence on individual behavior. Examples of distal variables are

personal characteristics, organizational characteristics, socialization experiences,

management practices, and environmental conditions. Distal causes exert an indirect

influence on commitment through their association with more proximal causes.
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Figure 3.1 A Multidimensional Model of Organizational Commitment.

Source: Meyer and Allen, 1997.

In contrast, proximal variables are direct and explicit influences on individual

behavior. They reflect an exchange relationship with the organization. Examples of

proximal variables are work experiences, role states, and psychological contracts.

An understanding of how employee commitment develops, and the potential

relationship between commitment and work behaviors, is critical to conducting a

complete study of the construct. The literature generally focuses on two areas:

antecedents and outcomes. Both predictors and results of affective, continuance, and

normative commitment have been studied widely.

Affective commitment antecedents are generally studies in terms of personal

characteristics or work environment attributes. In previous studies, the relationships

between various personal characteristics and organizational commitment have not

produced impressive results. According to DeCotiis and Summers (1987), no

‘commitment profile’ of an individual exists. However, Lee et al. (1992) investigated
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the role of personal characteristics, for example, a summary concept of personal

characteristics and experiences that individuals bring to the organization, and found it

to predict subsequent organizational commitment. Steers (1977) found that personal

characteristics, especially the need for achievement and education. negatively

influenced organizational commitment.

Although research has uncovered some positive associations, overall the

relationships between demographic variables (e.g. gender) and affective commitment

are weak (Meyer and Allen, 1997). Studies have found some positive relationships

between both age and tenure and commitment, which may be the reflection of the

process of growth in the development of identification (Allen and Meyer, 1996;

Hackett et al., 1994; Stevens et al., 1978). These findings support the intuitive belief

that employees’ assumptions of lengthy tenure will lead them to have greater

organizational commitment than contract employees.

In regard to work environment attributes associated with organizational

commitment, variables include organizational structure, organizational climate and

human resource processes (DeCotiis and Summers, 1987). In the first area, for

instance, role perceptions such as role conflict and ambiguity have been found to be

correlated with commitment (Stevens et al., 1978). The responsibility offered by the

task itself was also reported to have a positive effect on commitment. Allen and

Meyer (1990) pointed out that the strongest evidence has been provided for work

experience antecedents, especially those that fulfill an employee’s psychological

needs to feel comfortable and competent.

Some research has reported a relationship between various climate dimensions

and commitment. Salancik (1977) found that employees that described themselves as

personally important to the organization were highly committed. Commitment was

also found to be high in organizations that were described as being high in autonomy

and trust (Steers, 1977).

Human resource processes such as leadership, communication, and decision-

making have been found to be correlated with organizational commitment. The

results from Gaertner and Nollen (1989) suggest a clear connection between

employee perceptions of employment practices and affective commitment.
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Participants with positive perceptions about internal mobility, training, and

employment security were more psychologically committed to the organization.

An important human resource management practice, which has not been

widely studied in terms of its relationship to commitment, is the learning associated

with the socialization of employees. Organizational socialization is mainly an

information-seeking process in which employees focus on acquiring the information

they need to make sense of the work setting (Miller and Jablin, 1991). The research of

Morton (1993) indicated that employees develop job proficiency by first seeking

information through establishing co-worker relationships, then pursuing directions

from the supervisor. Learning occurred formally, informally, or incidentally.

Morton’s study found that those employees that mastered socialization-related

learning were more committed to the organization.

Furthermore, the findings of Morton’s study indicated that the process applied

to both new and seasoned workers because socialization is required whenever

individuals enter new areas of responsibility, e.g., moving to a new department,

obtaining a promotion, getting a new coworker or supervisor, or even returning to

school (Schein, 1988). Morton’s model suggests that socialization-related learning

consists of work experiences, informal learning, on-the-job training, and formal

learning. Socialization is a process that is continuous throughout one’s career because

of experiencing ongoing change such that constant learning and development are

appropriate (Falcione and Wilson, 1988).

Continuance commitment generally explores two antecedent areas:

investments and alternatives. Investment includes the previously-mentioned notion of

‘side bets’, i.e., actions that link a person to a course of action because something

would be forfeited if the activity were discontinued. Leaving the organization would

mean a loss of some type of investment (time, money, effort). Alternatives refer to

employment choices which individuals believe to be available. Continuance

commitment is negatively correlated with the number of alternatives. Meyer and

Allen (1997) emphasized that continuance commitment will not be influenced unless

employees recognize the cost of leaving due to investments or alternatives.

Normative commitment has not been studied extensively but preliminary

hypotheses focus on the areas of socialization, investments by the organization, and
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the development of psychological contracts (Meyer and Allen, 1997). Both early

socialization from one’s family and one’s culture and socialization as newcomers to

an organization can but pressure on individuals, hence developing normative

commitment (Wiener, 1982). Individuals learn what is valued and internalize beliefs

about being loyal to one’s organization, thus processing a personal commitment

predisposition. Organizations can define their value systems and recruit and select

individuals with similar values of loyalty and duty. In addition, some researchers

speculate that when an organization has invested in its employees (e.g., providing

intensive training courses, funding employees for further study, etc.), this may create

a sense of obligations on the part of the employee. In other words, the employee will

have commitment because of such investment in the organization (Meyer and Allen,

1991).

One of the modifications required to make the three-component model more

widely applicable is a reconceptualization of the behavior consequences of

commitment. As presented in Figure 3.1, the primary outcome of interest is retention

(turnover), while other (secondary) outcomes (e.g., attendance, job performance,

organizational citizenship behavior) are also of interest. When considering

commitment to other targets in the workplace (e.g., goals, policies, change initiatives),

nonetheless, retention is typically not the primary outcome of interest. Hence, in

developing a more general version of the model, Meyer and Hercovitch (2001)

proposed to distinguish between focal and discretionary commitment-relevant

behavior. Focal behavior is that course of action to which an individual is bound by

his or her commitment (remaining with the organization), whereas discretionary

behavior includes any course of action that can be included within these terms at the

discretion of the individual (exerting extra effort). Commitment, regardless of its

form (affective, normative, or continuance) should lead to the enactment of the focal

behavior. The extent to which employees engage in discretionary behavior, however,

should depend on the mindset that accompanies this commitment (i.e., desire, cost,

obligation).
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3.2 Impacts of the Reform on Organizations

The Public Enterprise Reform policy is a pretext to start a large-scale change

process, which takes place both in terms of external and internal environments.

While the changes in the external environment, which derive mainly from the

introduction of competition and deregulation, have been abundantly analyzed, the

same cannot be said about the changes in the internal environment and, particularly,

their less tangible effects for the employees, human resource policies and

organizational culture (Nelson et al., 1995).

3.2.1 Organizational Changes from the Reform

Organizational change is a process which involves alterations or modifications

to an organization’s structure, goals, technology or work tasks (Carnell, 1995).

Since the public enterprise reform as well as privatization refer to the policy

that aims at increasing a number of private roles into the operations of public

enterprises (Nantnach Rungrusamiwatanakul, 2006) and the transfer of state

properties and activities to the private sector, dramatically changes will occur in the

transformed organizations. Reform therefore leads to a sharp change in strategy,

power structures and in the control of organizations.

The public enterprise reform creates a process of change in the organization’s

goals, incentives, control, strategy, structure, and culture which brings about

improvements. The reform also gradually de-institutionalizes actors’ “public sector”

norms, and institutionalizes new, competitive “private sector” norms (Johnson et al.,

2000). Change in the internal environment of transformed organizations is expected to

accompany the ownership status change, particularly in what concerns structure,

strategy, management composition, human resource management, and organizational

goals (culture).

3.2.2 Impacts on Organizational Structure

Under the reform regime, in almost all cases of transformed organizations, the

organizational structure of a public organization will move toward the private

organization. Given the new organizational goals and competitive strategies,
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organizational structures are also expected to adapt in order to become more

profitable and customer oriented. Research has reported major restructuring

processes, with an emphasis on the core business, the adoption of more decentralized

and flatter organizational designs, and a removal of layers of middle management and

headcount reduction to make operations more cost-effective (Bishop and Thompson,

1994; United Research, 1990).

In practice, a privatized organization under high government control

frequently occurs. This allows only partial privatization. The reason is that the

government actually needs money but still requires to hold a majority share of a

privatized firm. In this event, the government decides to sell only partial shares to the

public which generates sufficient revenues. As a result, the main objective of

privatization seems to be increasing revenues or developing capital markets instead of

improving the efficiency of a privatized firm, because it has already been shown that

it is impossible to improve the efficiency of a firm unless the private owner control is

strong.

Unlike a fully-privatized firm, a partially privatized firm, under mixed-

ownership, also has to follow non-commercial targets, faces managerial constraints

and possibly still has an ineffective monitoring system. Therefore, it is plausible that

a partial privatization may not enable a privatized firm to enhance its performance.

Operations under mixed-ownership could generate conflicts within an organization

and this could have an adverse effect on its performance. Table 3.1 presents the

relationship between control and behavior of a privatized firm under mixed-

ownership.
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Table 3.1 Control and Behavior of the Privatized Firm

Level of

Privatization

Government

Proportion of

Total Shares

Private Share Distribution

Concentrated Dispersed

High

(Fully

privatized)

Low High private owners

control, strong profit

maximizing pressure.

Lower owners control, high

management discretion.

Disproportionate government

control

Medium Medium Intermediate control.

Joint owner control if

consensus on objectives;

if not, management may

exhibit cognitive

dissonance.

Intermediate government

owners control, with some

management discretion.

Private owners control is

relatively weak.

Low

(Partially

privatized)

High High government control.

Little control by private

owners.

Pressure to fulfill the

rationale of public

owners.

High government control.

Strong pressure to meet

government objectives.

Minimal control by the

private owners.

Source: Adapted from Boss, 1991.

In the Thai context, as described in the proceeding sections, the energy reform

policy creates three structural types of energy public enterprises; a non-transformed

structure or a totally state-owned structure (organization type I), a partially

transformed structure (organization type II), and a totally transformed structure

(organization type III), varying from the degree of the government intervention.

Type I: Non-transformed or totally state-owned organization

In the non-transformed enterprise (totally state-owned), the state not only

exerts absolute ownership of a public enterprise, but also sustains firm control on the

enterprise and its resource. As a result of the energy reform, the Metropolitan
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Electricity Authority (MEA) and Provincial Electricity Authority (PEA) represent the

Type I organization.

Type II: Partially-transformed organization

In the partially-transformed enterprise, the government sustains absolute

ownership while attempting to restructure the public enterprise through the sale of

some assets or the development of joint ventures. As a result of the energy reform,

the Electricity Generating Authority of Thailand (EGAT) represents the Type II

organization.

Type III: Totally-transformed organization

In this type of organization, the state maintains a significant portion of the

stakes through which it can influence the management of the enterprise and receive

profits. PTT Public Company Limited (PTT) represents the Type III organization as

the result of implementing the energy reform policy.

3.2.3 Impact on Management and Human Resources Practices

The literature on public enterprises has revealed multiple and different types of

management which have been used to control them. In order to manage public

enterprises, the government as owner is likely to exercise managerial control on the

lines of the family business in all important matters. Lioukas and Koremeous (1989)

have stated that the management of public enterprises seeks and struggles to obtain

some degree of autonomy over strategic and operational decision-making. However,

most governments have applied strict and specific controls over a wide range of

decisions in order to limit this management autonomy. These controls can be grouped

into five categories:

1) controls over strategic decisions concerning the scope of public

enterprise activities;

2) controls on outputs such as pricing decisions;

3) controls on human resources such as civil service regulations in

terms of manpower freezes, restrictions on recruitment, salaries, and the appointment

of top managers;

4) controls on financial resources and controls over managerial and

supplies, such as following the government budgetary process and procedures; and
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5) ‘miscellaneous controls,’ including controls on different operation

issues and interventions in day-to-day management and in routine transactions.

Unlike management in the public organization, the public enterprise reform

allows some degrees of flexibility and delegates some levels of decentralization to the

transformed enterprises. One of the dominant management practices suggested for

coping with change within the contemporary organizational environment is to adopt

private-sector practices and, in so doing, to transform public sector organizations to be

more flexible, adaptive and innovative (Parry and Proctor-Thomson, 2003).

Furthermore, the infusion of new leadership teams, at the executive and board levels,

is another characteristic of reform-induced change. Cunha and Cooper (1998)

reported the recruitment of senior management with private-sector experience, as well

as finance and marketing executives, which, in some cases, had the indirect virtue of

uncovering managerial talent from within the company. Managerial jobs also tend to

change in identifiable ways, namely in terms of communication with employees about

the new rules of the game and commitment to a new style of management, of which

employee participation and continuous improvement are integral parts. This impact

leads to change in the management practices (particularly in human resource

management practices) in the transformed enterprises. Finally, human resource

policies and activities are significant management tools that promote commitment of

the labor force to the new organizational culture or, at least, to help define acceptable

corporate behavior in the new order.

3.2.4 Impact on Individual Employees

Reductions in the labor force have been cited as a major consequence of the

change process induced by reform policy implementation, since public sector

organizations are traditionally associated with over-manning. Other changes have

also been reported, such as those in labor relations and employment contracts, as well

as compensation practices, with the introduction of performance pay. Extensive and

intensive training programs have been implemented in order to develop a more

commercial and customer-oriented approach. As mentioned by Cunha and Cooper

(1998), nevertheless, that ‘little importance has been given to other human resource

policies, like recruitment of new organizational members and performance appraisal,
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which are important elements not only to fill gaps in terms of knowledge and skills,

but also to clarify psychological contracts and facilitate superior/subordinate

communication.’

This change process implies behavioral changes on the part of the individual

employees and is likely to be accompanied by resistance, stemming from the

heightened perceptions of uncertainty that coexist with extensive organizational

change and also from the changes in the power relations in the organization. Political

behaviors are, therefore, encountered, particularly on the part of some managers who

fear losing influence in the organization. In a crisis situation, however, resistance to

change is less likely to occur, even though high individual costs are involved. The

status shift from public to private ownership, with the external environment's change

to which the organization must adapt, is likely to produce a sense of organizational

crisis. Even when transformation-induced change is accepted by a significant

majority of the stakeholders in the company, the uncertainty that is created in the

short term with the restructuring should originate an increase in occupational stress

for individual employees (Cunha and Cooper, 1998).

Occupational stress may be defined as the feeling of a person who is required

to deviate from normal or self-desired functioning in the workplace as a result of

opportunities, constraints, or demands relating to potentially important work-related

outcomes; it is therefore an undesirable feeling and different from motivational

feelings of arousal (Parker and DeCotiis, 1983).

Occupational stress has powerful and far-reaching effects, both in terms of

work behaviors and in terms of physical and psychological well-being. Growing

evidence suggests that stress plays a role in some major health problems, such as heart

disease, high blood pressure, ulcers and diabetes, as well as anxiety, depression,

fatigue and lowered self-esteem (Cunha and Cooper, 1998). It has also been

suggested and empirically confirmed that performance on many tasks is in fact

affected by stress and that performance drops sharply as stress rises to high levels.

Several organizational characteristics may be identified as potential sources of

occupational stress, such as role ambiguity and conflict, leadership behaviours and

unsatisfactory relationships at work; these stressors may be present in companies that

are experiencing privatization processes associated with the uncertainty of the



65

consequences of change programmes, as well as the anticipation or concern about the

possibility of future job loss (job insecurity) and deterioration in working conditions

(Roskies et al., 1993).

According to Lopopolo (2002), the complexity of the behavioral demands of a

particular role may lead to stress in the form of job insecurity, perceived workload,

role conflict, or role ambiguity.

1) Job insecurity occurs when major organizational changes viewed as

a threat to working relationships and routines resulting in uncertainty lead to job

security.

2) Perceived workload occurs when an employee perceives that too

much is expected of him or her in the performance of the job.

3) Role conflict occurs when simultaneous and competing role

expectations are received by the employee and complying with one set of expectations

interferers with complying with the others.

4) Role ambiguity occurs when an employee perceives that there is a

great deal of uncertainty about aspects of the role or membership in work group.

Any of these forms of stress can contribute to organizational problems that have been

shown to lead to a diminution in employee and organizational performance.

3.2.5 Impact on Organizational Cultures and Values

According to Ouchi (1981), organizational culture can be described as set of

symbols, ceremonies, and myths that communicate the underlying values and beliefs

of an organization and its employees. Organizational culture can also be thought of as

the true social background of an organization typified by ingrained patterns of

behavior, shared values, and assumptions or belief a corporation’s employees have

about the organization and the organization’s work (Peterson and Spencer, 1990). It

comprises the attitudes, experiences, and values of employees in an organization. It

has been defined as ‘the specific collection of values and norms’ that are shared by

people and groups in an organization and that control the way they interact with each

other and with stakeholders outside the organization. Organizational values are beliefs

and ideas about what kinds of goals members of an organization should pursue and

ideas about the appropriate kinds or standards of behavior organizational members
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should use to achieve these goals. From organizational values develop organizational

norms, guidelines or expectations that prescribe appropriate kinds of behavior by

employees in particular situations and control the behavior of organizational members

towards one another (Charles and Gareth, 2001). Furthermore, values are ‘core

values’ when their influence on what people do supersedes that of most other values

in a value system (Pant and Lachman, 1998).

Organizational goals and values are expected to shift towards profit

maximization, since private firms pursue shareholder value maximization while

public sector firms are dependent on political objectives/interests, consumer welfare

and the welfare of public-sector employees for whom profits are not the primary goal.

As an organization shifts towards profit maximization, the strategy to achieve these

new goals is also most likely to change, even before the privatization takes place.

Considering that organizational cultures and values have a strong impact on

organizational efficiency and effectiveness, managers are likely to be concerned with

the cultural content and strength that will be more appropriate for the new

organizational mission and strategy since not all cultures and values suit all purposes.

If an organization is able to emphasize in its internal and external communication the

values that permeate organization members’ day-to-day actions, the organization can

benefit from what motivates employees when they are doing their jobs. Moreover,

core values have intrinsic meaning and importance to organizational members.

Particularly under conditions of ambiguity and uncertainty, it is preferable to manage

an organization by stressing such values, rather than relying on bureaucratic or

personal mechanisms of control. Precise knowledge of which core values motivate

organization members’ behavior helps to improve the fit between envisaged strategy

and workforce motivation to implement such a strategy. Management will have a

difficult time implementing a strategy incompatible with these values (Rekom et al.,

2006).

In the particular case of transformed companies, this concern may be even

stronger, since the organizational objectives will suffer a dramatic shift. It has been

stated, in a previous section, that public-sector companies have quite different values

and goals from those of private companies. The beliefs and values that proved

successful in public companies will no longer remain successful in private companies,
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since the external environment, the sources of income and the competitive strategies

are not similar.

State-owned companies have been characterized as having a "no-owner

company" values, shaped by frequently rotated leadership, conflicting objectives, lack

of individual accountability and emphasis on the production, instead of having a

customer orientation which may suggest weak organizational values and norms.

Privatization (the reform), on the contrary, brings in new leadership with a long-term

horizon, as well as different organizational goals. Instead of conflicting objectives that

try to balance organizational performance requirements with the political agenda of

governmental officers who appoint public managers, after privatization new goals will

emphasize value maximization. Organizational culture of privatized companies may,

therefore, be expected to change over time (Cunha and Cooper, 2002).

Because of organizational changes, work-related values in different cultures

and organizations have become more interesting issues. Hofstede (1985) states that

employees’ work-related values affect their behaviors in organizations. Curry et al.

(1986) found strong beliefs in an organization’s values and goals, willingness to

extend considerable effort for the organization, and a strong intent or desire to remain

in the organization. Similarly, Williams and Anderson (1991) specified that

organizational commitment represents behaviors that include personal sacrifice made

for the sake of the organization, primary dependence on reinforcement or punishment,

and an indication of a personal preoccupation with the organization.

3.3 Relationship between Organizational Change and Organizational

Commitment

This section reviews types of organizational changes in organizations and their

relationship to the organizational commitment findings from previous studies.

3.3.1 Organizational Commitment of Transformed Organizations

Employee wellbeing represents an important construct to organizations. From

the inception of organizational science, organizational commitment among employees
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has been considered an important result for developing the organization. It is also

considered an important influence on employee behavior and organizational

effectiveness. Various factors related to such organizational commitment would

appear to require study so that the organization could address working conditions,

attract candidates, provide incentives for long-term employment of effective

organizational leaders, and enhance organizational effectiveness.

As described earlier, the transforming process resulting from public enterprise

reform unleashes a major change process in the enterprise’s internal organization,

with the objective of increasing effectiveness, efficiency and shareholder's value,

ultimately leading to a change in the corporate culture. This major change process has

an impact on employee wellbeing and commitment, since it is associated with

increased uncertainty and therefore produces increased perceptions of occupational

stress, lower job satisfaction, employee retention and commitment, and higher

absenteeism symptoms.

Finally, human resource management practices are significant management

tools for the promotion of the commitment of the labor force to the new

organizational culture or, at least, to help define acceptable corporate behaviors in the

new order.

3.3.2 Changes in Organization and Organizational Commitment

As described in the preceding sections, the public enterprise reform policy

creates changes in organizations that would cause numerous changes in the

organizational structure, change-related behaviors (occupational stress), internal

organizational management (human resources management practices), as well as the

corporate culture.

The degree of organizational performance as well as organizational

commitment depends upon what direction in which the transformed organizations

have been changed within the framework of Figure 3.2 below.



69

Figure 3.2 The Effects of Reform on Organizations and the Ability of Management

Source: Adapted from Echevarria and Del Val, 2004.

As illustrated in Figure 3.2, a study of the literature found relationships

between changes in an organization caused by the reform (deregulation and

privatization) in internal organizational factors (structure, management, culture) and

organizational performance or commitment. This section extends previous research by

examining the relationships between organizational commitment and four types of

antecedents (changes): organizational characteristics (structure), role states (change-

related behaviors), management practices and work experience (human resources

practices), and socialization characteristics (values and cultures).

3.3.3 Organization Structure (Organizational Characteristics) and

Organizational Commitment

According to Meyer and Allen’s model (as shown in Figure 3.1), the

organizational structure factor is one of the organizational characteristics that is an

antecedent to organizational commitment.
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The literature contains some evidence that organizational structure variables

influence commitment. Evidence mildly suggests that workers are more committed to

decentralized organizations. For instance, Mowday et al. (1982) included

decentralization and participation in decision making as the most important

organizational characteristic that influences commitment. An organizational

environment that encourages open communication and new initiatives on the part of

employees is related to organizational commitment. Other organizational

characteristics such as job responsibilities, an abundance of personal growth potential,

and an adaptable, flexible work atmosphere also positively influence worker’s

workplace satisfaction and commitment. Many of these characteristics can be thought

of as common to both an organic organization and a mechanic (bureaucratic)

organization.

In an organic organization, research has shown that when a worker feels he or

she has a high level of autonomy, responsibility and empowerment on each

organization level, and participative management, he will experience increased

satisfaction and commitment levels (Campbell et al., 1991).

Bureaucratic structuring of activities refers to a key dimension of bureaucracy.

The intensity of interaction between parties in an organization influences the

relational cohesion and the commitment of each party to the organization. If

structuring depersonalizes the exchange, commitment should fall. Koprowski (1972)

reported that such workplace practices as rigid procedures, tight workplace controls,

hierarchical top-down management, and strict emphasis on chain of command all

serve to negatively impact knowledge worker’s satisfaction and commitment.

Furthermore, the literature supports the notion that organizational structure

variables (including type of organizational ownership) influence organizational

commitment. Some research suggests that individual demographic and job

characteristic variables are not particularly salient correlates of commitment in

comparison with the nature of ownership (Oliver, 1990). In this regard, private sector

employees have often been reported to hold higher commitment than public sector

employees (Odom et al., 1990).

As typical of research on organizational commitment which uses an

individual rather than an organizational level of analysis, it may be that the influence
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of structural characteristics on commitment is not direct (Podsakoff et al., 1986).

Rather, it is mediated by those work experiences such as employee/supervisor

relations, role clarity, and feelings of personal importance that are associated with

these structural characteristics.

3.3.4 Occupational Stress (Role States) and Organizational Commitment

As described in Meyer and Allen’s model (Figure 3.1), change-related

behaviors, such as change-related communication and occupational stress factors (i.e.,

job insecurity, role ambiguity, role conflict, etc.), are recognized as the role states that

are antecedents of organizational commitment.

According to McGrath (1976), there is a potential for stress when an

environmental situation is perceived as presenting a demand that threatens to exceed

the person's capabilities and resources for meeting it, under conditions where he

expects a substantial differentiation in the rewards and costs from meeting the

demands versus not meeting them. It is therefore the person's perception of the

demand rather than the demand itself that determines the degree of stress experienced,

and this perception may be influenced by that person's self-perceived abilities and

self-confidence.

The provision of employment security, particular in this day and age of

organizational changes, characterizes a commitment by an employer to his or her

employees. Norms of reciprocity and social exchange theory dictate that employees

should return the commitment. This characterizes the exchange nature of the

psychological contract between the employer and the employee. That is, in exchange

for the employee’s commitment to the organization, the employer provides

employment security (Pfeffer, 1994). Hence, it can be assumed that organizational

commitment would be difficult to sustain in an environment where job security was

not ensured. In short, perceptions of job insecurity might tend to diminish attachment

to work and organization.

Perceived workload or role overload entails work demands. It results when the

job’s demands exceed an employee’s time and effort. Essentially the employee finds

that there are just too many demands and an inadequate amount of time to complete

the tasks and assignments. Likewise, role-based stress is defined as the different
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behaviors (roles) perceived by employees on the job. Two behaviors that are

commonly found include role conflict and role ambiguity. Porter and Steers (1973)

identified role ambiguity and role conflict to be important antecedents that are

negatively related to organizational commitment, both directly and indirectly.

Change-related communication is a key factor in influencing the phenomenon

of perceived job insecurity. Moreover, ineffective internal communication is a major

contributor to the failure of change initiatives (Hart et al., 2003). Communication can

be used to reduce resistance, minimize uncertainty and gain involvement and

commitment in the change process. This in turn improves morale and retention rates

(Klein, 1996). Finally, role conflict and role ambiguity can also be reduced by

providing timely feedback to employees regarding the changes.

3.3.5 Human Resources Practices (Management Practices and Work

Experiences) and Organizational Commitment

Scholars contend that many organizations adopt human resources practices in

order to maximize employee commitment. As illustrated in Meyer and Allen’s

model (Figure 3.1), management practice factors (i.e., selection, training,

compensation, etc.) and work experience factors (i.e., job scope, participation,

relationships, support, justice, etc.) are recognized as the antecedents to organizational

commitment.

At the organizational level, several aspects of management practices in the

organization are found to be predictive of organizational commitment. Specific

management issues such as pay, strategic decision-making, training, etc. have been

found to have significant positive correlations between perceptions of the fairness of

the policy and commitment. At the individual level, power, information, reward, and

training help people to make better decisions, to use their expertise, and to ensure that

they will exercise their power in ways that they will contribute to organizational

effectiveness and commitment.

The majority of studies have focused on variables that fall into the very broad

category of work experience, and there are some strong and consistent correlations

with commitment across the studies. Specifically, across many different samples of

employees, organizational commitment has been positively correlated with
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empowerment, participation, communication, supervisory relations, and co-worker

relationships. For instance, Iverson and Roy (1994) found that employees that have

close ties to their co-workers and participate in interaction rituals are more satisfied

with their jobs. Moreover, empirical studies have consistently found the effectiveness

of the supervisor to be a significant factor that has both a direct and indirect affect on

workers’ organizational commitment (Krackhardt et al., 1981).

As a consequence, the influence of human resource practices on organizational

outcomes such as organizational commitment has become important topic of research

to date. Pfeffer (1994) described human resources practices as a means of achieving

competitive advantages. He identified the following types of human resources

practices as the ones that seem to characterize organizations that are effective in

achieving a competitive advantage through their people: payment system, information

sharing, participation, empowerment, and rewards and recognition.

According to Steers and Porter (1983), organizations that allow employees to

participate in the decision-making process and distribute responsibility and authority

throughout all levels of organizations develop employees with high organizational

commitment. Employee perception of participative management makes employees

realize their own duties in the organization (Allen and Meyer, 1990). Furthermore,

organizations those allow employees or members to be involved in the decision-

making process, both in planning and operating, and distribute decision-making

power to all levels, develop employees that will commit to them (Hrebiniak and

Allutto, 1992).

Organizations with high levels of power, information, rewards, and knowledge

are associated with stronger morale, lower turnover, and stronger financial

performance than organizations with lower levels. At the individual level, power,

information, rewards, and knowledge help employees to make better decisions, to use

their expertise, to reduce frustration and increase motivation and to ensure that they

will exercise their power in ways that will contribute to organizational effectiveness.

As concluded by Vandenberg et al. (1999), all of theses components should be treated

as a collective set of mutually reinforcing attributes.

Many scholars have found a close correlation between job satisfaction and

organizational commitment. This type of human resource practice is more influenced
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by daily work events and focuses on the specific task environment where day-to-day

duties are performed (Mowday et al., 1979). Job satisfaction then reflects a response

to the major or to certain aspects of the job as opposed to an attachment to the

organization. Mowday et al. (1979) further suggested that organizational commitment

is more stable over time than is job satisfaction. The daily events in the workplace

affect the level of job satisfaction but do not necessarily result in employees seriously

reevaluating their attachment to the organization as a whole. Commitment attitudes

develop slowly but consistently over time, as employees reflect on their relationship

with the organization. Satisfaction reflects a more immediate reaction to a specific

and tangible aspect of the work environment and thus is less stable (Porter et al.,

1974).

Since it will not be possible to cover all of the human resources management

practices that have been associated with organizational commitment, in this review,

hence, it is necessary to narrow the focus towards the human resource management

practice identified most prominently within the general human resources management

practice literature and those practices of greatest relevance within the specific context

of academic institutions. On this basis, this research will focus on the practices

relating to the payment system, rewards and recognition, power and empowerment,

effective supervision, work co-operation, training and development, information

sharing, and employee participation.

In sum, reform implementation leads to a sharp change in organizations that

are affected by the public enterprise reform policy; as a consequence, major

organizational changes are viewed as a threat to working relationships and routines.

Resistance to organizational change increases, while job satisfaction and

organizational commitment decreases (Davy et al., 1997).

3.3.6 Cultures and Values (Socialization Experience) and Organizational

Commitment

Many theorists have proposed that culture is an important antecedent to

organizational commitment (Meyer and Allen, 1991; Wiener, 1982).

Wiener (1982) states that organizational culture is the basic determinant of all

values. In the Wiener’s model, feelings of obligation to remain with an organization
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may result from the internationalization of normative pressures exerted on an

individual through the society’s values and beliefs. Society socialization precedes the

organizational socialization process that starts when one enters the organization.

The position of Wiener (1982) is supported in Meyer and Allen’s (1991)

model of organizational commitment (Figure 3.1), which proposes cultural

socialization as an antecedent to normative organizational commitment. They contend

more specifically that the importance that collectivist cultures place on loyalty to the

collective over the individual is likely to increase an employee’s moral obligation to

remain in an organization.

Employees’ work-related beliefs and values affect their behaviors in

organizations. Kamkwalala (2006) suggested, for instance, that the key dimension to

successful organizational change is total commitment by management to support the

desired beliefs and values that are important to its success. Management has to live by

the organizational values and beliefs to demonstrate to employees that it is committed

to making permanent cultural change. Furthermore, top management needs to ensure

employees that all aspects of its organizational functions reflect their beliefs and

values.

In addition, management should consider that successful organizations are

known to devote time and money to training as the cornerstone of the effort to

produce a culture that places a high premium on increased performance. This

technique includes development of the statement of values and beliefs,

communicating these values and beliefs to employees, and then using a management

style that is compatible with the values and beliefs in order to increase the

effectiveness outcome. Outlining values and beliefs at all levels in the entire

organization and providing incentives and promotions that compatible with the beliefs

and values will ensure the organization’s long-term commitment.

Specific values and beliefs influence employment effectiveness outcome

(including commitment). This is the way in which management styles affect

performance. The organizational culture (both values and beliefs) provides a

fundamental basis for coordinated or uncoordinated action within an organization

Kamkwalala (2006).
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Organizational
Commitment

• Affective
Commitment

• Continuance
Commitment

• Normative
Commitment

Human resources
practices

• Payment system

• Reward & recognition

• Power & empowerment

• Supervisor effectiveness

• Work co-operation

• Training & development

• Employee participation

• Job satisfaction

Work-related values

• Internal orientation

• Result orientation

• Employee orientation

• External orientation

Reform Policy

Type I

• Totally state-owned

Type II

• Partially transformed

Type III

• Totally transformed

structure

Change-related
behaviors

• Change-related communication

• Job insecurity

• Role conflict

• Role ambiguity

3.4 Conceptual Framework of the Study

This research examined the relationship between organizational commitment

and certain categories of antecedents (Meyer and Allen, 1997).

The categories are organization characteristics (structure), management

practices & work experiences (human resource management practices), role states

(change-related behaviors), and socialization experience (work-related beliefs and

values). The other antecedents (i.e. person-individual characteristics, environment,

etc.) from the theoretical framework of Mayer and Allen (1997) might also contribute

to various commitment types and ultimately to organization commitment. However,

these antecedents are not the main focus of this study. Hence, the conceptual

framework of this study is illustrated in the Figure 3.3 below.

Figure 3.3 The Conceptual Framework of the Study (Model Analysis)
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According to the model of analysis, furthermore, the theoretical framework,

the category of antecedents, and the variables in this study can be summarized in the

Table 3.2.

Table 3.2 Analysis Framework and Potential Antecedents

Theoretical Framework Category of Antecedents Variables

3

d

E

Organizational Structure · Type I: Totally state-owned enterprise

· Type II: Partially transformed enterprise

· Type III: Totally transformed enterprise

Organizational Role States · Policy perception

Behavior (Change-related behaviors) · Change-related communication

· Job insecurity

· Role conflict

· Role ambiguity

Strategic Management Practices · Payment system

Management & Work Experiences · Reward & recognition

(HRM practices) · Power & empowerment

· Supervisor effectiveness

· Work cooperation

· Training & development

· Employee participation

· Job satisfaction

Organizational Culture Socialization Characteristics · Performance orientation

(Values) · People orientation

· Organization orientation

· External orientation

Controls Person-individual · Gender

· Age

· Family status

· Education

· Work specialization

· Managerial position

· Work experience

· Income

Organizational Characteristics

(Structure)

.5 Research Hypotheses

The main purpose of this study is to examine organizational commitment in

ifferent types (structures) of transformed public enterprises under the State

nterprise Reform policy, whilst controlling for the energy industry. Hence, the
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hypotheses developed primarily entail comparisons of organizational commitment and

commitment antecedents between structural types of the transformed organization.

3.5.1 Comparing commitment between structures

Hypothesis 1 (H1): Employees’ affective commitment mean of organization

type I is lower than that of organization type II and employees’ affective commitment

mean of organization type II is lower than that of organization type III.

Hypothesis 2 (H2): Employees’ continuance commitment mean of organization

type I is lower than that of organization type II and employees’ continuance commitment

mean of organization type II is lower than that of organization type III.

Hypothesis 3 (H3): Employees’ normative commitment mean of organization

type I is lower than that of organization type II and employees’ normative

commitment mean of organization type II is lower than that of organization type III.

3.5.2 Comparing antecedents across structures

Hypothesis 4 (H4): The levels of change-related behaviors (policy perception,

change-related communication, job insecurity, role conflict, and role ambiguity) differ

in all types of energy public organizations.

Hypothesis 5 (H5): The levels of human resources management practices

(payment system, reward & recognition, power & empowerment, supervisor

effectiveness, work co-operation, training & development, employee participation,

and job satisfaction) differ in all types of energy public organizations.

Hypothesis 6 (H6): The levels of work-related values (performance orientation,

people orientation, organization orientation, and external orientation) differ in all types of

energy public organizations.

3.5.3 Relationship between commitment and antecedents

Furthermore, in order to explain the cause-effect relationship of the antecedents

affecting the organizational commitment of the public energy enterprises in Thailand, the

research hypothesis also includes:

Hypothesis 7 (H7): The change-related behavior factors that directly influence

organizational commitment in the public energy enterprises of Thailand.
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Hypothesis 8 (H8): The human resource management practice factors that directly

influence organizational commitment in the public energy enterprises of Thailand.

Hypothesis 9 (H9): The work-related value factors that directly influence

organizational commitment of the public energy enterprises in Thailand.



CHAPTER 4

RESEARCH METHODOLOGY

This research is mainly concerned with public energy enterprise reform in

Thailand and organizational commitment as perceived by employees. This chapter

addresses the research methodology used in conducting the study and sets forth the

research design as well as explains the research instrument used to collect the data and

information and tests the hypotheses. This part of the study also reviews the

operational definitions, instruments for the data collection, sampling procedures, and

administration of the questionnaire in terms of translation, pre-testing, and analyses of

the collected data.

4.1 Research Design

This research is a descriptive and cross-sectional study. The study aims to

apply both quantitative and qualitative techniques. The quantitative data can provide

generalized and broad explanation, whereas qualitative data can render more in-depth

information. Using both types of data, hence, the outputs of the research are more

valuable. As a consequence, first the cross-sectional survey is conducted on the basis

of the quantitative method in this research. Quantitative study uses questionnaires as a

survey instrument for collection of data and information. Subsequently, in-depth

interviews are followed up as a qualitative method in hopes that both of these research

methods will provide explanatory enrichment concerning the overall variations in the

organizational commitment of the public energy enterprises in Thailand.

In short, while quantitative analysis is mainly used, the qualitative technique is

adopted for explanation of the research results. The use of both techniques will

provide more reliable and valid information for data analysis according to the

hypotheses of the study.
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4.2 Population, Sampling, and Samples

4.2.1 Population

The target population in this study covered three public energy enterprises in

Thailand which have been classified by the Ministry of Finance. Because of time and

cost considerations, the Provincial Electricity Authority (PEA), which is classified as

the same type as the Metropolitan Electricity Authority (MEA) (totally state-owned

type), is not included in the target organizations.

As a result, the three public enterprises in the energy sector in this study are:

1) Metropolitan Electricity Authority (MEA),

2) Electricity Generating Authority of Thailand (EGAT), and

3) PTT Public Company Limited (PTT).

The populations of this study were all permanent employees from both

managers and staff of all available departments of each selected public energy

enterprise in Thailand. Hence, the unit of analysis of this study was at the individual

level. Table 4.1 shows the number of all permanent employees - as of the end of 2007

- of selected public energy enterprises in this study.

Table 4.1 The Three Organizations Comprising the Sample

Organization Name Type of Organization No. of

Employee

Metropolitan Electricity

Authority (MEA)

Totally state-owned enterprise,

organization Type I

8,816

Electricity Generating Authority

of Thailand (EGAT)

Partially transformed enterprise,

organization Type II

24,209

PTT Public Company Limited

(PTT)

Totally transformed enterprise,

organization Type III

3,544

Total (as of December 2007) 36,569
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4.2.2 Sampling and Samples

The selection of a representative sample was an important step in conducting

this research. As mentioned in the preceding section, the research study included both

qualitative and quantitative methods. Therefore, the selection of the sample was

carried out in two steps; first the selection of the samples for in-depth interviews and

then the selection of the sample for the survey questionnaires.

For the qualitative method, this study employed in-depth interviews of the

relevant executives from three selected public energy enterprises. The objective of in-

depth interviews was to obtain preliminary data to assist the researcher in focusing on

the issues which required in-depth investigation. In-depth interviews can provide

information which observation cannot.

In conducting the qualitative analysis, purposive sampling of key informants

was employed. The key informants of this study were executives that had been with

their organization for a long period of time and that had comprehensive knowledge

about their organization. These executives were important sources of first-hand

information.

The way in which to build a pool of informants in each selected organization

was by asking the responsible departments to introduce the researcher to the target

informants. The key informants in this study included executives involved in the

public enterprise reform policy from related departments. As agreed by the

responsible departments, the sample size of each organization was 10 key informants.

The total of samples was finally 30 in all target organizations.

For the quantitative method, employee samples are permanent employees and

the number of samples is based on the number of available departments of the three

enterprises. According to Yamane’s table, however, with a sample size at a 95

percent level of significance, with a standard error equal to .05, if the size of the

population is 50,000 to 100,000, then the appropriate sample size would only require

400 samples.

Because of time and resource limitations, a stratified sampling method was

employed. Nachmias and Nachmias (1987) defined the stratified random sample as

“a probability sampling design in which the population is first divided into
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homogeneous strata within each of which sampling is conducted.” This sampling

method allows for equal representation of all organizations comprising the sample, as

well as an appropriate representation of various departments within each organization.

The expected sample size can be pre-determined (200 questionnaires for each of the

three organizations, and the total samples are 600). In order to maintain the minimum

of samples at the appropriate level, 300 questionnaires were distributed to each

organization. The respondents from all departments at each organization were

purposely selected to represent the employees.

4.3 Variables and Measurements

The purpose of this research was to study organizational commitment in

different types of the public energy enterprises during the transformation process

while controlling for the energy industry. Therefore, the dependent variable in the

study was determined by the employees’ organization commitment, while the

independent variables were antecedences of organizational commitment.

4.3.1 Dependent Variable

Organizational commitment was the employee's psychological attachment to

the organization. This refers to the extent the employees felt committed to the

organization. That is, “the higher the commitment, the higher sense of belonging.”

Individuals that have higher commitment tend to perform better. They may even

perform more tasks than assigned (McShane and Von Glinow, 2007).

The employees’ organizational commitment is captured by the Dependent

Variables on how employees feel committed to the organization. According to

historical research, the organizational commitment in this study could be measured by

the following indicators:

Affective commitment is described as “the relative strength of an

individual’s identification with and involvement in a particular organization.” It refers

to an employee’s emotional attachment to, identification with, and involvement in the

organization and its goals.
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Continuance commitment involves “profit association with continued

participation and a ‘cost’ associated with leaving.” It is calculative and exchange-

based in nature and refers to the costs associated with leaving the organization.

Normative commitment is “the internalized normative pressure to act

in a way which meets organizational goals and interests.” It entails an employee’s

desire to stay with the organization based on a sense of duty, loyalty, or obligation.

In order to measure the multiple dimensions of organizational commitment,

the modified Meyer and Allen revised three-component organizational commitment

measure scale (the Organizational Commitment Questionnaire) from Meyer and Allen

(1997) was used.

The Organizational Commitment Questionnaire has received the most

thorough and generally positive evaluation (Meyer and Allen, 1997). For instance, the

internal consistency of the three scales has typically been estimated by using a

coefficient alpha. Median reliabilities for the affective, continuance, and normative

commitment scales are .85, .79, and .73, respectively. The factor structure of the

commitment measures, moreover, has been examined in several studies using both

explanatory and confirmatory analyses. For the most part, the results of both the

explanatory and confirmatory studies provide evidence that suggests that affective,

continuance, and normative commitment are indeed distinguishable constructs (Meyer

and Allen, 1997). Finally, by demonstrating that the pattern of empirical findings

matches the hypothesized pattern, further evidence is provided for the construct

validity of the measures. The findings of the relevant studies discussed by Allen and

Meyer (1996) indicate that they pertain to the construct validity of the measures. In

general, the findings tend to be consistent with the prediction and add to confidence in

the construct validity of the measures.

The modified questionnaire comprises 18 questions that gauge the 3

dimensions of affective commitment (AC), continuance commitment (CC) and

normative commitment (NC). Each dimension of commitment is measured by a

series of questions (7 for AC, 6 for CC, and 5 for NC) requiring responses on a five-

point scale. The scores on each dimension are averaged for each respondent in order
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to derive the final scores for the three dimensions of commitment. The three

commitment scores are then averaged to derive the overall commitment score.

4.3.2 Independent Variables

The independent variables in this study concerned four major categories of

antecedents to organizational commitment: organizational structure, change-related

behaviors, human resource management practices, and work-related beliefs and

values.

4.3.2.1 Organizational Structure

As a structural type comparison was the primary purpose of this study;

hence, the organizational structure (type) variable included one of the predicting or

independent variables.

According to the objectives of the Master Plan, the state enterprise

reform denotes reducing the role of the government while increasing that of the

private sector in activities or asset ownership. In this context, both ownership and

management control are the main variances of public enterprise reform. Hence, the

various results of public enterprise reforms reflect different degrees of public and

private roles in ownership and management control. In this cross-sectional analysis,

there are three levels of transformed public organizations to be classified:

Organization Type I: Non-transformed enterprise (totally state-

owned); in this type of organization, the state not only exerts absolute ownership of a

public enterprise, but also sustains firm control on the enterprise and its resources. In

this study, the Metropolitan Electricity Authority (MEA) represents the Type I

organization while implementing the energy reform policy.

Organization Type II: Partially transformed enterprise; in this type

of organization, the government sustains absolute ownership while it attempts to

restructure the public enterprise through the sale of some assets or the development of

joint ventures. In this study, the Electricity Generating Authority of Thailand (EGAT)

represents the Type II organization while implementing the energy reform policy.

Organization Type III: totally transformed enterprise; in this type of

organization, the state maintains a significant portion of the stakes through which it
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can influence the management of the enterprise and receive profits. In this study, the

PTT Public Company Limited (PTT) represents the Type III organization while

implementing the energy reform policy.

4.3.2.2 Change-Related Behaviors

Change-related behaviors refer to the factors that interact and influence

job burnout during changes in the organization. In this study, the change-related

behaviors that have been found in transformed organizations include: policy

perception, change-related communication, job insecurity, role conflict, and role

ambiguity.

Policy perception refers to the perceptions of the employees regarding

the state enterprise reform policy as a means of changing the organizational

environment to be compatible with effectiveness and efficiency.

Change-related communication is both an essential resource and a

measure of the effectiveness of working cooperatively during the changes in

organizations. Effective communications provide employees with an understanding

of where the company and work unit have been so that employees can participate in a

meaningful way and act responsibly.

Job insecurity refers to perceived powerlessness in maintaining

desired continuity in a threatened job situation. It includes (1) degree of severity of

threat to one's job and aspects of the work, (2) importance of the threatened job

feature, (3) the negative effect of perceived threats on the entirety of the work

situation, (4) the total of the aforementioned, and (5) a subjective sense of

powerlessness. It is recognized as a work stressor that results in detrimental job

attitudes and behaviors.

Role conflict is a characterized as the conflicting demands and

responsibilities placed on an employee. The employee knows what position he and

she is hired for, but the assignments and tasks demanded thereof do not match. It is

essentially performing job duties other than what they are hired to do.

Role ambiguity refers to the lack of information an employee receives

about the job’s duties and the expectations to perform them satisfactorily. It occurs

when an individual is not clear about what is expected from him or her.
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In order to measure the change-related behaviors, the adapted

questions of Al-Harran (1996) and the modified Work Stressors Questionnaire used

by Bersamin (2005) were applied. The 32 items of the combined questionnaire were

rated on a five-point scale of five sub-concepts: reform policy perception, change-

related communication, job insecurity, role conflict, and role ambiguity.

The change-related behaviors scales assess an individual’s overall

attitudes towards the state reform policy and perceptions of change-related

communications in the organization developed by Al-Harran (1996). Reliability

estimates for the measures range from .83 to .85, respectively.

The work stressor scales assess an individual’s overall job insecurity,

role conflict and role ambiguity. Reliability estimates for the measures range

from .80, .82, and .83, respectively. An advantage of these scales is that many prior

studies utilized them and the organizational behavior literature utilizes them as well

(Fisher and Gitelson, 1993; Smith et al., 1993 quoted in Bersamin, 2005).

4.3.2.3 Human Resource Management Practices

Human resource management practices refer to specific human

resources policies and practices used by management with employees and also refer to

the internal environment of the organization that influences employment commitment

(effectiveness outcome). It provides concrete activities that are usually rooted or not

rooted in the values of an organization.

Payment system refers to the system that promotes equity feelings

because employees are paid for performance contributions.

Rewards and recognition refers to the system that is based on

performance for ensuring employee involvement and increasing employee

commitment to organizational success.

Power and empowerment refers to levels of participative decision-

making. It means increasing a sense of ownership, self-management opportunities and

the ability of teams to govern their own actions.

Supervisor effectiveness is the consideration given by the supervisor

for the subordinate’s feelings, problems and input while effectively transmitting their

work goals, objectives, and information regarding the procedures to be followed.
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Work cooperation refers to a mutually supportive work environment

for the employees established by their co-workers.

Training and development refers to the program required for

employees to perform their jobs and to understand the business, the work, and the

complete system of the organization.

Employee participation is an overall management approach that is

based on the beliefs that organizations should be structured from top to bottom in a

manner that allows employees to actively participate in the operation of the business,

including decision making and problem solving.

Job satisfaction refers to the extent the organization’s members are

gratified and satisfied with the organizational procedures and policies and with the

work environment.

In order to measure the human resource management practices, three

questionnaires were used. The payment system and employee participation were

measured by a questionnaire developed by Boselie et al., (2001). Vandenberg et al.’s

(1999) Measure was used to measure the following HRM practices: reward &

recognition, power & empowerment, and training & development. Finally, job

satisfaction, supervisor effectiveness and work cooperation were measured using a

questionnaire developed by Pokerney (1997). Combining all three questionnaires, the

45 questions (each question was rated on five-point scale) consisted of eight

dimensions: payment system, employee participation, reward and recognition, power

and empowerment, training and development, supervisor effectiveness, work

cooperation, and job satisfaction.

The original Boselie’s scale cover another two components of HRM

practices: employee participation and payment system. The items were scored with a

7 point Likert scale (with 1 equals ‘strongly agree’ and 7 equals ‘strongly agree’).

Employee participation was measured by 4 items and had a Cronbach Alpha of .72,

while payment system was measured with 5 items with a Cronbach Alpha of .76

(Boselie et al., 2001).

The original Vandenberg’s scales cover three components of HRM

practices: reward & recognition, power & empowerment, and training & development.
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All items were measured on a four point Likert-like agree/disagree format. Higher

scores indicated higher levels of each dimension. The Cronbach Alpha reliabilities for

the three components of involvement reported by Vandenberg et al. (1999), based on

a study of 3,570 participants across 49 organizations, were as follows: reward &

recognition, .86; power & empowerment, .89; and training and development, .88).

The original Pokerney scales cover the last three components of HRM

practices: job satisfaction, supervisor effectiveness, and work cooperation. As

reported by Pokerney (1997), the job satisfaction scale contains eight items that have

consistently formed a factor in a series of factor analyses conducted by the

organization over a period of years. Estimates of the internal reliability of the scale

have ranged from .89 to .96. In terms of validity, the construct is defined by the

content of the items and demonstrates that the scale has a high degree of face or

content validity. The supervisor effectiveness and work cooperation scales were

developed from the survey instrument used in the Pokerney et al. (1992 quoted in

Pokerney, 1997). As reported by Pokerney (1997), for reliability of the scale, a

Cronbach Coefficient Alpha was computed as a measure of the internal consistency of

items assigned to the factor. The ranges of coefficients were from .89 to .91 and

demonstrated a high degree of internal consistency among the items for each variable.

4.3.2.4 Work-Related Values

In this study, the researcher assumes that transitional culture is

represented by the beliefs and values that manifest these values. While employees

may differ in terms of their dominant beliefs and values, there are common

dimensions according to which work-related values may be addressed.

Performance orientation refers to the employees’ values concerning

the responsibility for meeting objectives and results, and merit reward.

People orientation refers to the employees’ values reflecting the

extent of concern the organization shows for its members and their development, as

well as the individual feeling that he or she belongs to a team.

Organization orientation refers to the employees’ values which

reflect openness of internal communication and co-operation between individuals and

units.
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External orientation refers to the employees’ values dealing with

company responsiveness to market opportunities and benchmarking.

In order to measure the work-related values, the Questionnaire

developed by Cunha and Cooper (2002) was adapted. The modified questionnaire

comprising 20 items (each item was rated on five-point scale) of four dimensions;

internal organization, result orientation, employee orientation, and external orientation.

The original work-related values questionnaire was developed by

Cunha and Copper (2002) based on Harrison’s (1972) typology and Cooper’s (1988)

culture manifestations. It originally comprised 41 items, rated on six-point Likert-

type scales. Cunha and Copper (2002) then submitted the 41 items to a principal

components factor analysis in order to examine the underlying dimensions and

applied three criteria to identify factors: (1) Eigenvalues greater than 1.5; (2) scree

plots; and (3) factor loadings greater than 0.5. Four factors appeared non-trivial on

the basis of Egenvalues and Scree plots. After dropping the items with factor loading

smaller than 0.5, the Varimax Rotation was used with the four factors. Finally, the

final factors were the following: (1) performance orientation, comprising nine items

reflecting responsibility for meeting objectives and results and merit reward, with

Cronbach’s Alpha of .83; (2) people orientation, comprising five items concerning the

extent of concern the organization shows for its members and their development, as

well as the individual feeling of belonging to a team, with a Cronbach Alpha of .76. (3)

organizational orientation, a subscale composed of six items which reflect openness of

internal communication and cooperation between individual and units, with a

Cronbach Alpha of .8; and (4) market orientation, composed of four items dealing

with company responsiveness to market opportunities and benchmarking, with a

Cronbach Alpha of .73.

4.3.3 Control Variables

According to Pfeffer (1983) quoted in Pfeffer (1994), demography is an

important causal variable that affects a number of intervening variables and process

and, though them, a number of organization outcomes. Therefore, some personal

characteristics, including demographic characteristics (age, gender, education, marital
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status, work specialization, managerial position, employment length, and incomes),

could be correlated modestly with organization commitment. Because this study

focuses on the commitment antecedents that may affect employees’ commitment in

three difference types of public energy enterprises, the personal-individual

characteristics are not the primary focus of this study, and all of the demographic

variables in this study are also controlled.

In conclusion, Table 4.2 summarizes the research concepts, instruments,

measurement scales, and attributes of measurement of the dependent and the

independent variables used in the study.
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Table 4.2 Summary of Measuring Instruments

Research Concepts Instruments/
Authors

Subscales/ Variables Operational Definitions Descriptions/
Indicators

Sources

Organizational
Commitment

Meyer & Allen
(1997)

 Affective
Commitment (AC)

 Continuance
Commitment (CC)

 Normative
Commitment (NC)

 It refers to an employee’s emotional
attachment to, identification with, and
involvement in the organization.

 It refers to the cost the employee
associates with leaving the
organization.

 It refers to the employee’s feelings of
obligation to remain the organization.

 How employees feel emotionally
attached to, identify with, and are
involved in the organization.

 How employees perceive the
costs related to leaving their
present organization compared to
any perceived benefits.

 How employees view the senses
of obligation and responsibly to
continue employment in the
organization.

Part VI: item
6.8 – 6.12

Part VI: item
6.13 – 6.18

Part VI: item
6.1 – 6.5

Role States
(Change-related
Behaviors)

Al-Harran
(1996)

 Policy Perception

 Change-related
Communication

 It refers to the perceptions of the
employees regarding the state
enterprise reform policy as a means to
change the organizational
environment to be compatible with
effectiveness and efficiency.

 It refers to both an essential resource
and a measure of effectiveness of
working cooperatively during the
changes in organizations.

 Levels of agreement/
disagreement regarding the
concepts of the state enterprise
reform policy.

 Levels of communication that
flow and that have been provided
to employees when changes
occur in the organization.

Part II: item
2.8 – 2.17

Part II: item
2.1 – 2.7

92



Table 4.2 (Continued)

Research Concepts Instruments/
Authors

Subscales/ V

Role States
(Change-related
Behaviors)

Bersamin
(2005)

 Job Insecu

 Role Confl

 Role Ambi

Work Experience &
Management
Practices (HRM
Practices)

Boselie et al.
(2001)

 Payment S

 Employee
Participatio
81
ariables Operational Definitions Descriptions/
Indicators

Sources

rity

ict

guity

 It refers to the perceived
powerlessness to maintain desired
continuity in a threatened job
situation.

 It is characterized as the conflicting
demands and responsibilities placed
on an employee.

 It refers to the lack of information an
employee receives about job duties
and the expectations to perform them
satisfactorily.

 Degree of severity of threat to
one's job and aspects of the work;
importance of the threatened job
feature, the negative effect of
perceived threats on the entirety
of the work situation, and
subjective sense of
powerlessness..

 How the employee knows what
position he and she is hired for
and how the assignments and
tasks demanded match.

 How well an employee is clear
about what the organization
expected from him or her.

Part III: item
3.1 – 3.10

Part III: item
3.11 – 3.15

Part III: item
3.16 – 3.20

ystem

n

 It refers to the system that promotes
equity feelings because employees are
paid for performance contributions.

 It refers to practices that allow
employees to actively participate in
the operation of the business,
including decision-making and
problem solving.

 Payments are marketable and
equitable. Increments are based
on job performance..

 The degree to which employees
participate in setting goals and
policies of the entire
organization.

Part IV: item
4.1 – 4.5

Part IV: item
4.34 – 4.37

93
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Table 4.2 (Continued)

Research Concepts Instruments/
Authors

Subscales/ Variables Operational Definitions Descriptions/
Indicators

Sources

Work Experience &
Management
Practices (HRM
Practices)

Vandenberg et
al. (1999)

Pokerney
(1997)

 Reward &
Recognition

 Power &
Empowerment

 Training &
Development

 Supervisor
Effectiveness

 Work Cooperation

 Job Satisfaction

 It refers to a system that is based on
employees’ performance for
organizational success.

 It refers to levels of participative
decision-making.

 It refers to programs required for
employees to perform their jobs and
to understand the business, work, and
the complete system of the
organization.

 It refers to the consideration given by
supervisor regarding the subordinate’s
feelings, problems and input.

 It refers to a mutually-supportive
work environment for employees,
established by their co-workers.

 It refers to the extent the
organization’s members are gratified
& satisfied with organizational
procedures & policies, and with the
work environment.

 Gives rewards to employees who
perform well. Promotion is based
on achievement.

 The degree to which jobs provide
freedom and discretion to the
individual in scheduling the
work.

 Employees receive sufficient
training & development
programs as well as training
opportunities.

 How employees view their
supervisors in all aspects.

 Employees’ feelings about the
people in coordination and
cooperation at work.

 Positive attitudes and satisfaction
of employees towards the current
jobs and work in the
organization.

Part IV: item
4.6 – 4.10

Part IV: item
4.11 – 4.15

Part IV: item
4.28 – 4.33

Part IV: item
4.16 – 4.22

Part IV: item
4.23 – 4.27

Part IV: item
4.38 – 4.45 94
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Table 4.2 (Continued)

Research Concepts Instruments/
Authors

Subscales/ Variables Operational Definitions Descriptions/
Indicators

Sources

Socialization
Characteristics
(Work-related
Values)

Cunha & Cooper
(2002)

 Performance
Orientation

 People Orientation

 Organization
Orientation

 External orientation

 It refers to the employees’ values
concerning responsibility for meeting
objectives and results, and merit
reward.

 It refers to the employees’ values
reflecting the extent of concern the
organization shows for its members
and their development, as well as the
individual’s feeling of belonging to a
team.

 It refers to the employees’ values
which reflect openness of internal
communication and co-operation
between individuals and units.

 It refers to the employees’ values
dealing with company responsiveness
to market opportunities and
benchmarking.

 Levels of responsibility for
meeting objectives and results
and merit reward.

 Levels concerning the extent of
concern the organization shows
for its members and their
development.

 Levels of reflecting openness of
internal communication and
cooperation between individual
and units.

 Levels dealing with
responsiveness to market
opportunities and benchmarking.

Part V: item
5.1 – 5.6

Part V: item
5.7 – 5.11

Part V: item
5.12 – 5.16

Part V: item
5.17 – 5.20

Organizational
Structure

Own items Transformation Type  It is refers to three major types of
public energy enterprises resulting
from the state enterprise reform
policy in Thailand.

 Levels of transformation in the
organization: type I (totally state-
owned), type II (partially
transformed) , or type III (totally
transformed).

Part I:
Item 5

95



4.4 Data Collection Procedures

In order to examine the organizational commitment of public energy

enterprises and the effects of the state enterprise reform policy in Thailand, two major

approaches, quantitative and qualitative, are employed. Using both measurements, the

survey questionnaire and in-depth, semi-structured interviews, allowed for a thorough

examination of the effects of the state enterprise reform on the organizational

commitment of the employees. The use of two methods also allows an examination of

the processes from different perspectives, thus implying greater validity than that

which could have been obtained with a single method. The survey questionnaire,

however, constitutes the main data collection procedure for this study. This section,

hence, describes the major steps in acquiring the data and information for the study.

4.4.1 Sources of Data

Descriptive, analytical, and exploratory approaches are used to examine the

dissertation topic. The design of this investigation demands information from

different sources. The data for this study are mainly drawn from three important

sources. The first source for data collection is public materials. The second primary

source for data collection is an in-depth interview with executives of public energy

enterprises. The third source for data collection is a survey questionnaire distributed

to a sample of employees of public energy enterprises. These three sources of data

collection are explained in more detail in the following pages.

4.4.1.1 Library Research

This source of gathering information began with a review of the

literature related to the subject under investigation. In fact, the literature was useful in

setting the topic of this dissertation. An analysis of the theories and practices of public

enterprises and other related concepts in the literature formed the basis for building

the conceptual framework and influencing the framework of the study. The researcher

relied chiefly on the library of the National Institute of Development Administration,

websites on energy information, as well as libraries of related governmental energy

authorities and energy enterprises in Thailand. In addition, the theoretical framework

of this study was based on an extensive review of the literature using the available

96
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books, periodicals, professional journals, dissertations, and government documents

and reports.

4.4.1.2 In-Depth Interview (Qualitative Method)

The first primary source of gathering data in this study was the in-

depth interview (qualitative method). This method was conducted in order to explore

the attitudes and perceptions of employees towards an ongoing state reform program.

The objective of the in-depth interviews was to obtain more details and insights from

personal interviews to supplement and explain the results from the quantitative

analysis.

Additionally, the in-depth interview can unearth preliminary issues to

help the researcher focus on issues which required in-depth investigation and to

transfer the framework to an a priori theoretical model for empirical testing. It can

also provide information which observation does not. Open-ended interviews can be

conducted with a number of key informants to recreate every variable concerned and

to understand the causal relationships and linkages inherent in the process of

determinant identification.

The approach in this study focused on the selected executives that are

responsible for policy making and implementation and top management of each

selected enterprise. The qualitative method is intended to understand and investigate

their perception and attitude towards the reform scheme. As agreed by the responsible

department in each organization, 10 executives had been listed, for a total of 30

samples.

Data collection included the use of an open-ended interview with key

informants and an analysis of the received data. The selected interviewees were asked

a list of questions, based on model of analysis, via telephone personal contacts

appointments. During the interviews with several key informants, the interview

questions outline (see Appendix D) was used as a guideline to ensure that the

researcher asked questions in the same way.

In interviewing all key informants, the interview questions were open-

ended in order to encourage interviewees to articulate in-depth viewpoints extensively

and freely on the particular issues. The interview questions may not have followed the
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numerical sequence in the interview form. The sequence and number of inquiries

were changed and adapted during the interview depending on the convenience of the

interviews. Even though the responses to each question as well as many additional

comments made by the interviewees were noted on paper, the researcher did tape-

record some interviews (permitted in advance) in order to ensure the accuracy and

completion of the responses.

All interviews were conducted in Thai and each interview lasted from

one and a half hours to three hours. These interviews took place at the respondents’

workplaces. Even through most of the key informants were not sensitive when they

were interviewed, due to the ethics of the researcher, the information gained from the

informants was treated in strict confidence. The in-depth interviews of the key

informants began at the beginning of January 2008, and data collection ended on May

2008.

4.4.1.3 The Survey Questionnaire (Quantitative Method)

The second primary source of gathering data for this study was the

questionnaire survey research method. The questionnaire was designed based on the

variables defined in the study. The objective of any questionnaire was to gather the

data and information on the current situation and practices and to make inquiries

regarding existing attitudes and opinions on the subject under investigation. The

questionnaire can be employed for describing a population, developing and testing

hypotheses, and explaining causal phenomena and relationships. The questionnaire is

one of the best tools to collect systemic answers for a variety of questions and

problem inherent to a specific object (Warwick and Liniger, 1975).

In this context the data required for this study were mainly gathered

through the use of one questionnaire to elicit the perceptions of the employees of

public energy enterprises toward aspects of organizational commitment and in relation

to public enterprise reform (see Appendix B and C). The questionnaire was

constructed and developed based on the relevant information from the literature. The

questionnaire was specifically formulated and relied mainly on the organizational

studies found in the literature, such as the Organizational Commitment Questionnaire

(Meyer and Allen, 1997), the modified Work Stressors Questionnaire (Bersamin,
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2005), the Human Resource Management Practice Questionnaires (developed by

Vandenberg et al., 1999; Boselie et al., 2001; Pokerney, 1997), the Work-Related

Values Questionnaire (Cunha and Cooper, 2002), and other related materials dealing

with the differences between public and private organizations.

For the sake of simplicity, the questionnaire used a Likert-type scale

since it was relatively easy to construct, gave ordinal-level data on the subject under

study, had good test reliability, and was a good tool to obtain work attitudes and

perceptions for the subject under investigation. The items and statements in the

questionnaire, except for four questions in the last part, were closed-ended, and the

respondents were asked to check one of five points on a Likert scale.

The questionnaire was designed to obtain the information needed to

test the hypotheses of this study and to answer the research questions. The

questionnaire consists of seven parts. The first part of the questionnaire was

concerned with collecting the demographic data of each participant in this study. This

first part contains ten questions which elicit background information about the

respondents and the organizations under study. In this study, the questions are related

to the gender, age, level of education, and specialization of the respondents, their

experience or length of time working in their organization, and the type of

organization which the respondents are working for. For these questions, each

respondent simply selected one of the provided answers tha corresponded to the

category that best described him or her.

The second to the fifth part of the questionnaire elicited the employee’s

opinions and perceptions towards all independent variables in this study, including

organizational changes, change-related behaviors, human resources practices, and

work-related values and beliefs. This portion of the questionnaire constituted 102

informational items. In these items, the respondents were asked to circle one of five

points on a Likert scale ranked 1 to 5 for the following respectively; strongly disagree,

disagree, neither agree or nor disagree, agree, and strongly agree.

With relation to the structure dimensions, items 2.1 to 2.17 were

designed to evaluate the perceptions of employees towards changes in their

organization. The first ten items were concerned with the issue of their perceptions of
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the reform policy. Items 2.11 through 2.17 were established to measure the change-

related communications in their organizations.

Item 3.1 through 3.10 were designed to assess the employees’

perceptions on job insecurity when changes were made in their organization and to

identify the level of workload that was perceived by employees during the changes.

Item 3.11 to 3.15 measured role conflicts, while items 3.16 to 3.20 assessed role

ambiguity regarding changes in the respondents’ organizations.

With regard to human resources practice variables, items 4.1 through

4.5 were designed to assess the payment system. Items 4.6 through 4.10 were asked

to measure rewards and recognitions. Moreover, items 4.11 to 4.15 measured power

and empowerment level, whereas items 4.16 to 4.22 measured the effectiveness of the

respondents’ supervisors. Work cooperation was designed by using items 4.23 to

4.27. In the meantime, items 4.28 to 4.33 were used to assess the level of trading and

development in their organization. Employee participation level was assessed by

answering items 4.34 to 4.37. Finally, items 4.38 through 4.45 required the

respondents to identify the level of employee satisfactions in the organization.

Work-related values and beliefs were measure in part five.

Performance, people, organization, and external orientation sub-concepts were

determined by responding to items 5.1 to 5.6, 5.7 to 5.11, 5.12 to 5.16, and 5.17 to

5.20, respectively.

The sixth part of the questionnaire was the most important. Here,

employees’ opinions and perceptions toward the three aspects of organizational

commitment, as mentioned in the operational definitions given in the opening of this

chapter, were elicited. This portion of the questionnaire constituted 18 informational

items. Items 6.1 through 6.7 were designed to measure the level of the affective

commitment of the employees, while items 6.8 though 6.13 were asked to assess the

employees’ continuance commitment level. Finally, a normative commitment scale

was used via items 6.14 through 6.18. In these items, the respondents were asked to

do the that they did for parts two to part five: circle one of five points on a Likert

scale ranked 1 to 5 for the following respectively: strongly disagree, disagree, neither

agree or nor disagree, agree, and strongly agree.
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The major purpose of the final part of the questionnaire was to give the

respondents’ opportunity to express their opinions freely and to add their own

opinions to improve the organizational commitment in their organizations. This part

consisted of three open-ended questions and one item for suggestions and

recommendations.

4.4.2 Obtaining Approval from the Concerned Authorities

The intent of the researcher was to distribute the questionnaires to the

respondents directly and personally and to conduct the interpersonal interviews with

the key informants in order to ensure a high response rate and to reduce errors and

misunderstandings. In order to initiate contact and to obtain the agreement to

participate in this study officially among these selected public energy enterprises, the

Doctoral Program in Development Administration (International) provided official

letters (see Appendix A) signed by the Advisory Chairman of the Dissertation to

explain the purpose of the study and to invite selected public energy enterprises to

participate and cooperate and to distribute the questionnaires in their organizations.

Nonetheless, during the preliminary personal contacts with the target public energy

enterprises, the researcher was informed that distributing the questionnaires as well as

interviewing key informants by the researcher was not allowed.

To gain support and to secure permission for this study, the researcher

requested appointments with high ranking executives for approval. In some

organizations, the researcher conducted a Microsoft PowerPoint format presentation

of the research mentioning the significance, objectives, and benefits of the study to

the key executives in charge of the human resources in their organizations. All

questions rising from the meeting had been clearly answered until satisfaction was

achieved. Finally, the researcher obtained support as well as permission to conduct

this research in the organizations. The key informants for the in-depth interviews were

provided in accordance with the request by the researcher. Appointments for

personnel interviews with executives had been arranged by the responsible or

designated departments (Policy, Planning and Budget Department for the MEA and

Human Resources Department for the EGAT and the PTT).



102

Nonetheless, for the survey questionnaire distribution, the researcher still had

to rely on the responsible or designated departments in the enterprise to distribute the

questionnaires to the potential respondents. The researcher agreed with the heads of

these departments that the questionnaires would be collected during a period of six to

eight weeks (because all enterprises would distribute and collect the questionnaires to

and from their business units in provinces throughout the country).

4.4.3 Administration of the Survey Questionnaire

In conducting this study, the questionnaire moved through several important

stages, such as translation, pretesting, and administration of the questionnaire in terms

of distribution and response rate. These stages are explained in the following sections.

4.4.3.1 Translation of the questionnaire

The questionnaire was distributed in Thailand to examine aspects of

organizational commitment resulting from public enterprise reform as perceived by

the employees. This required the researcher to translate the questionnaire into the

native language of Thai after the questionnaire was approved by the dissertation

committee in its original English form. The questionnaire was finally translated into

the Thai language, which is the official language in the country (see Appendix B).

4.4.3.2 Pretesting of the questionnaire

After finalizing the translated version of the questionnaire in Thai,

pretesting the questionnaire was the next stage. The purpose of the pretest was to

examine the content validity in terms of the face validity of the questionnaire items.

As described by Nachmias and Nachmias (1987), face validity concerns the extent to

which its measures what it appears to measure according to the researcher’s subjective

assessment. In order to ensure the appropriateness of the questionnaire, the pretest

was conducted at the Energy Generating Authority of Thailand (EGAT) with a sample

of 45 employees. The randomly selected employees were asked to identify vagueness

in wording, misunderstood or misleading items, format, instructions, and the time

spent in completing the questionnaire.

The results of the pretest were helpful in making refinements to the

final version of the questionnaire. In these adjustments, the researcher revised and
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changed part of the instructions of the questionnaire from six to seven parts to make it

easier for the employees to understand. Another change was made to the

questionnaire by reducing some questions where the selected respondents found them

difficult to answer and where some of them were not completed. The researcher also

added open-ended questions for the respondents’ suggestions and recommendations.

Finally, the final version of the questionnaire included 115 items (reduced from 127)

and questions, and it required approximately 45 to 50 minutes to complete.

The final questionnaires were distributed and collected on three target

public energy enterprises (MEA, EGAT, and PTT). The approach was focused on

individuals in all departments of each organization. It was conducted through the

Human Resources Department and/or the designated department where appropriate.

4.4.3.3 Distribution of the survey questionnaire

In distributing the questionnaires (300 sets for each organization), a

cover note was attached to the front page of each questionnaire explaining the

objectives and the importance of the study. The cover letter stressed that the

participants’ responses were crucial to the success of this study. In order to ensure

anonymity, the cover letter emphasized that the responses of the participants would be

kept confidential and that the data would be utilized only for the purpose of the study.

The cover letter also emphasized that there was no need for the participants to give

their names.

A follow-up to encourage non-respondents to fill in and return the

questionnaire was accomplished through personalized communications and multiple

contacts with the heads of responsible departments in order to increase the response

rate. These personal meetings and phone calls reemphasized that a high response rate

was crucial to the success of the study. Hence, the process of the distribution and

collection of the survey questionnaire took almost four months. The distribution of

the survey questionnaire began at the beginning of February 2008, and data collection

ended on June 2008.
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4.5 Data Analysis for Quantitative Technique

After completion of the data collection, the questionnaires were sorted for

defects or missing data. Required editing was done. Furthermore, all of the data

collected were recorded on the data-recording sheet. Thereafter the data were entered

into computer using the SPSS (Statistical Package for Social Science) program for

windows.

4.5.1 Evaluation of the Measures

The research instrument was developed by using multiple-item measures to

reduce the possibility that a single item might be misinterpreted. However, every

multiple-item measure was subject to a purification process. This purification

involved eliminating items that seemed to create confusion among respondents and

items that did not discriminate between subjects with fundamentally different

positions on the construct. Thus, in order to confirm the measures’ applicable to this

study, it was essential to examine their validity and reliability.

4.5.1.1 Evaluation of Validity

Validity addresses the issue of whether what researchers attempted to

measure was actually evaluated. It refers to the extent to which an empirical measure

adequately reflects the real meaning of the concept under consideration (Rubin and

Babbie, 1993). In other words, it refers to ability of a measuring instrument to

measure accurately what it claims to measure.

In order to achieve validity, this study investigated content validity.

Content validity focuses on the adequacy with which the domain of the concept under

study is captured by the measure. The key to content validity lies in the procedures

that are used to develop the instrument. These procedures include examining the

literature and testing the internal consistency (Kidder and Judd, 1986). In this study,

careful scrutiny of the literature and measures used in previous research, expert

interviews, and particularly pretests were conducted to help ensure that only relevant

items were included in the final instrument.
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The external validity of the measurements can be derived from prior

studies. As described in the preceding sections, the questionnaire was specifically

formulated and mainly relied on the organizational studies found in the literature,

including the Organizational Commitment Questionnaire (Meyer and Allen, 1997),

the Work Stressors Questionnaire (Bersamin, 2005), the Human Resource

Management Practice Questionnaires (developed by Vandenberg et al., 1999; Boselie

et al., 2001; Pokerney, 1997), and the Work-Related Value Questionnaire (Cunha and

Cooper, 2002). All of these studies tested and confirmed their measurements for both

validity and reliability. The generalization of the measurements has been evidenced

since theses scales have been further utilized by many researches as well as the

organizational behavior literature.

4.5.1.2 Evaluation of reliability

The reliability of a measuring instrument is defined as its ability

consistently to measure the phenomenon it is designed to measure. Reliability,

therefore, refers to test consistency. The importance of reliability lies in the fact that it

is a prerequisite for the validity of a test. On the other hand, for the validity of a

measuring instrument to be supported, it must be demonstrably reliable. Any

measuring instrument that does not reflect some attribute consistently has little chance

of being considered a valid measure of that attribute (Ho, 2006). In short, reliability

has to do with the quality of the measurement.

In order to determine the reliability of measurement instruments and to

identify potential problems that might occur during the formal data collection, a pilot

study (pre-testing) of the survey questionnaires and analysis procedures was

conducted. Based on the answers from the pre-test questionnaire, the contents in the

questionnaire were further refined and some were deleted.

In this study, the reliability of the multiple-item scales was estimated in

the internal consistency by using Cronbach’s Alpha Coefficient. This examination

offered some initial information on the behavior the measurement and helped to point

to problems, prone constructs, and questionable measures. A high value of alpha

supports high reliability (maximum value being 1), while a low value indicates low

reliability (minimum value being 0). It is recommended that reliability measures
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should exceed 0.70 for a minimum degree of internal consistency (Nunnally, 1987). If

the alpha is low, items with a correlation near zero or items that produce a substantial

or sudden drop in the item-to-total correlation would be deleted. This is because those

items might not be shared equally in the common core; thus, they should be

eliminated.

In order to measure the reliability, the raw data were entered into the

computer and the SPSS for windows statistics package was applied. A Cronbach’s

Alpha Coefficient of questionnaire reliability of antecedent variables and

organizational commitment indicated a strong relationship. When considering the sub-

variable of each variable, the correlation coefficients showed a moderate to strong

relationship. The size of the coefficients of moderate relationship depended on a few

items.

The results of the reliability for each of the concepts of organizational

commitment and all antecedent variables are illustrated in Table 4.3 (first column).

The Alpha coefficient tested for overall instrument and organizational commitments

were significant and proved to be highly consistent. In each dimension of antecedent

variables, the coefficients of alpha were high for almost all of the tested variables.

However, for the dimensions of job insecurity and role conflict, the internal

consistency method found that effectiveness and appropriate facilities and actions had

low reliability.

In order to make the two dimensions of antecedents more reliable, the

instruments have been modified as follows:

Policy perception: The Cronbach Alpha Coefficient method found that

item 2.10 (the organization should be totally reformed) was inconsistent with other

items. The item-total correlation of this item was the lowest among the others. This

can reflect that the item had low correlation with other statements. Deletion of this

statement was able to improve the scale alpha to be more reliable.

Job insecurity: The Cronbach Alpha Coefficient method found that

item 3.4 (employees not performing are given many chances to improve) was

inconsistent with other items. The item-total correlation of this item was the lowest

among the others. This can reflect that the item had low correlation with other
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statements. Deletion of this statement was able to improve the scale alpha to be more

reliable.

Role conflict: The Cronbach Alpha Coefficient method found that the

item of 3.12 (I work with two or more groups that operate differently) was

inconsistent with the other items. This item had low item-total correlation; therefore,

this statement had low correlation with the other items. Deletion of the item was able

to improve the scale alpha to more reliable.

After deleting these three items from policy perception, job insecurity,

and role conflicts, the reliability was improved, as presented in Table 4.3 (second

column).

Finally, all of the measures in the survey exceeded the threshold of .70,

with the exception of normative commitment (alpha=.67), job insecurity (alpha=.64),

role conflict (alpha=.67), and people orientation (alpha=.63). As their alpha values

were greater than .50, these measures were considered as acceptably reliable in

general. As a result, those coefficients seemed satisfactory enough to be included in

the further analysis of this study.
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Table 4.3 Reliability of Concept Measurements

Scales Measured Reliability Deleted

Items (Cronbach Alpha) Items

Original Improved

Commitment Variables:

Organization commitment 0.81 0.81

Affective commitment No. 6.8 – 6.12 0.83 0.83

Continuance commitment No. 6.13 – 6.18 0.79 0.79

Normative commitment No. 6.1 – 6.5 0.67 0.67

Antecedent Variables:

Change-related behaviors 0.77 0.80

Policy perception No. 2.8 – 2.17 0.86 0.92 (2.10)*

Communication No. 2.1 – 2.7 0.88 0.88

Job insecurity No. 3.1 – 3.10 0.52 0.64 (3.4)*

Role conflict No. 3.11 – 3.15 0.64 0.67 (3.12)*

Role ambiguity No. 3.16 – 3.20 0.80 0.80

Human resource practices 0.95 0.95

Payment system No. 4.1 – 4.5 0.73 0.73

Reward and recognition No. 4.6 – 4.10 0.86 0.86

Power and empowerment No. 4.11 – 4.15 0.86 0.86

Supervisor effectiveness No. 4.16 – 4.22 0.91 0.91

Work cooperation No. 4.23 – 4.27 0.86 0.86

Training and development No. 4.28 – 4.33 0.92 0.92

Employee participation No. 4.34 – 4.37 0.79 0.79

Job satisfaction No. 4.38 – 4.45 0.80 0.80

Work-related values 0.89 0.89

Performance orientation No. 5.1 – 5.6 0.89 0.89

People orientation No. 5.7 – 5.11 0.63 0.63

Organization orientation No. 5.12 – 5.16 0.79 0.79

External orientation No. 5.17 – 5.20 0.85 0.85

*Note: Item 2.10 (the organization should be totally reformed), item 3.4 (employees not

performing are given many chances to improve), and item 3.12 (I work with two or more

groups that operate differently) were excluded from the analysis.
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4.5.2 Statistical Methods for Quantitative Data Analysis

Statistical analyses were designed to empirically test hypotheses and to

provide answers to the key questions formulated in Chapter 1. In this study, the SPSS

for Windows statistical package was used for all quantitative data analyses.

The analysis can be divided into four steps.

Step 1: Descriptive statistics will be summarized in order to provide a basic

understanding of the sample profile. The descriptive statistics refer to the statistical

techniques used to summarize and describe a data set, and also to the statistics

(measures) used in such summaries. Measures of central tendency (e.g. mean) and

variation (e.g. standard deviation) are the main descriptive statistics.

Step 2: In order to examine the levels and types of commitment, the analysis

of variance (ANOVA) and covariance (ANCOVA) is used.

Analysis of variance (ANOVA) is an important technique for analyzing the

effect of categorical factors on a response. An ANOVA decomposes the variability in

the response variable amongst the different factors. Depending upon the type of

analysis, it may important to determine: (1) which factors have a significant effect on

the response, and/or (2) how much of the variability in the response variable is

attributable to each factor.

In addition, the analysis of covariance (as ANCOVA) is a technique that sits

between analysis of variance and regression analysis. It has a number of purposes but

the two that are, perhaps, of most importance are: (1) to increase the precision of

comparisons between groups by accounting for the variation on important prognostic

variables; and (2) to "adjust" comparisons between groups for imbalances in

important prognostic variables between these groups.

In order to test the Hypothesis1 mentioned in Chapter 3 and to provide answers

to research question 1, ANOVA was employed. ANOVA is designed to determine

whether there are statistically significant differences in various commitment scores

between three types of public energy enterprises. In addition, exploratory analyses of

key demographic variables are also included in ANCOVA to explore whether

structure type effects the levels and types of organizational commitment when

controlling for such demographic variables.
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Step 3: In order to test the hypotheses (H4 – H6) as well as to answer the

research question 2, the analysis of variance (ANOVA) is also employed to test these

hypotheses. Antecedent variables are classified (as previously discussed in Chapter 3)

as change-related behaviors, human resource management practices, and work-related

values based on the theoretical framework. This classification allows for the test of

hypotheses 4-6 regarding the relationships between all of the variables of the

antecedents and the three types of organizational commitment.

Step 4: Lastly, in order to investigate the answer to the last research question

(to determine the casual and affect relationship between the antecedents - change-

related behaviors, human resource management practices, and work-related values -

and the organizational commitment of the public energy enterprises in Thailand), as

well as to test Hypotheses 7-9, stepwise regression and the structural equation model

(SEM) were employed.

4.5.3 Descriptions of Statistical Methods and Requirements

In statistics, analysis of variance (ANOVA) is a collection of statistical models,

and their associated procedures, in which the observed variance is partitioned into

components due to different explanatory variables. It is used when the researcher is

interested in whether the means from several (more than 2) independent groups differ.

The requirements of this method include: (1) there must be only one independent

variable; (2) there should be more than two levels for that independent variable; and

(3) there must be only one dependent variable (Doncaster and Davey, 2007).

The analysis of covariance (ANCOVA) is a general linear model with one

continuous outcome variable and one or more factors. ANCOVA is a merger of

ANOVA and regression for continuous variables. ANCOVA tests whether certain

factors have an effect on the outcome variable after removing the variance for which

quantitative predictors (covariates) account. The inclusion of covariates can increase

statistical power because it accounts for some of the variability. The method allows

the researcher to assess the effects of each independent variable separately, as well as

the joint effects or interaction of variables (Doncaster and Davey, 2007).
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Multiple regression is a statistical technique through which one can analyze

the relationship between a dependent or criterion variable and a set of independent or

predictor variables. There are three major types of multiple regression techniques:

standard multiple regression, hierarchical regression, and statistical (stepwise)

regression. The types differ in terms of how the overlapping variability due to the

correlated independent variables is handed, and who determines the order of entry of

independent variables in the equation (Tabachnick and Fidell, 1989 quoted in Ho,

2006).

In stepwise regression, the method is used to examine the relationship between

each type of organizational commitment as perceived and viewed by the employees

on the commitment antecedents as provided and defined by the research. It should be

noted that when each stepwise procedure is executed, the predictor variable that has

the biggest simple correlation with the dependent variable enters the equation first.

The procedure terminates when all variables are entered or when there are no more

predictor variables available that make a statistically significant contribution to the

regression (Ho, 2006).

Structural equation modeling (SEM) serves purposes similar to multiple

regression, but in a more powerful way and which takes into account the modeling of

interactions, nonlinearities, correlated independents, measurement error, correlated

error terms, multiple latent independents (each measured by multiple indicators), and

one or more latent dependents, also each with multiple indicators. The SEM may be

used as a more powerful alternative to multiple regression, path analysis, factor

analysis, time series analysis, and analysis of covariance. That is, these procedures

may be seen as special cases of SEM, or, to put it another way, SEM is an extension

of the general linear model (GLM) of which multiple regression is a part.

According to Garson (2008), the advantages of the SEM compared to multiple

regression include more flexible assumptions (particularly allowing interpretation

even in the face of multicollinearity), use of confirmatory factor analysis to reduce

measurement error by having multiple indicators per latent variable, the attraction of

SEM's graphical modeling interface, the desirability of testing models overall rather

than coefficients individually, the ability to test models with multiple dependents, the
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ability to model mediating variables rather than be restricted to an additive model, the

ability to model error terms, the ability to test coefficients across multiple between-

subjects groups, and the ability to handle difficult data. Moreover, where regression

is highly susceptible to error in interpretation by misspecification, the SEM strategy

of comparing alternative models to assess relative model fit makes it more robust.

In short, the SEM is an approach of statistic methodology to testing

hypotheses about relations among observed and latent variables. Generally, the

procedure of doing structural equation modeling involves model specification,

estimation, and evaluation of fit, model modification, and interpretation.

For evaluation of the fit for the proposed model, this study takes the

suggestions from Saris and Stronkhorst (1984), Bollen (1989), Browne and Cudeck

(1993), Joreskog and Sorbom (1993) and Arbuckle (1995) that the proposed model be

assessed for overall model fit as well as fit of internal structure.

For overall model fit measures, key criteria are measured.

Chi-square is the most common fit test. The chi-square value should not be

significant (p-value ≥.05) if there is a good model fit. A significant chi-square

indicates lack of satisfactory model fit. That is, chi-square is a "badness of fit"

measure in that a finding of significance means the given model's covariance structure

is significantly different from the observed covariance matrix.

The Goodness-of-fit index (GFI) also varies from 0 to 1 but theoretically can

yield meaningless negative values. A large sample size pushes GFI up. By

convention, GFI should by equal to or greater than .90 to accept the model.

The Adjusted goodness-of-fit index (AGFI) is a variant of GFI which

adjusts GFI for degrees of freedom. AGFI can yield meaningless negative values.

AGFI > 1.0 is associated with just-identified models and models with almost perfect

fit. AGFI < 0 is associated with models with extremely poor fit, or based on small

sample size. AGFI should also be at least .90.

The Normed fit index (NFI) also known as the Bentler-Bonett normed fit

index, or simply Delta1. The NFI was developed as an alternative to CFI, but one

which did not require making chi-square assumptions. "Normed" means it varies from

0 to 1, with 1 = perfect fit. By convention, NFI values should be above .90.
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The Incremental fit index (IFI) is relatively independent of sample size and

is favored by some researchers for that reason. By convention, IFI should be

equal to or greater than .90 to accept the model.

The Comparative fit index (CFI) compares the existing model fit with a null

model, which assumes that the latent variables in the model are uncorrelated (the

"independence model"). That is, it compares the covariance matrix predicted by the

model to the observed covariance matrix, and compares the null model (covariance

matrix of 0's) with the observed covariance matrix in order to gauge the percent of

lack of fit which is accounted for by going from the null model to the researcher's

SEM model. CFI close to 1 indicates a very good fit. By convention, CFI should be

equal to or greater than .90 to accept the model, indicating that 90% of the covariation

in the data can be reproduced by the given model.

The Root mean square error of approximation (RMSEA) is a popular

measure of fit, partly because it does not require comparison with a null model and

thus does not require the author to posit as plausible a model in which there is

complete independence of the latent variables, as does, for instance, CFI. By

convention there is good model fit if RMSEA is less than or equal to .05. There is

adequate fit if RMSEA is less than or equal to .08.

The Root mean square residuals (RMR) refer to the mean absolute value of

the covariance residuals. Its lower bound is zero but there is no upper bound, which

depends on the scale of the measured variables. The closer RMR is to 0, the better the

model fit. By convention there is good model fit if RMR less than or equal to .05.

The Chi-square statistic comparing the tested model and the independent

model with the saturated model (CMIN/DF) varies from 0 to 1, with 1 = perfect fit.

For fit of internal structure, the following standards should be justified:

1) Standard error, for the measurement model, the test of parameter

estimates of the observed variables should be significant. In case of significance, it

means that the observed variables can effectively reflect the latent variable; and

2) Square Multiple Correlation (R2), the test of the structural equation

model includes direction, magnitude, and R2 of parameters. Parameter estimates



CHAPTER 5

FINDINGS AND RESULTS

This chapter examines whether the public energy enterprises in Thailand

operate in antecedents compatible with organizational commitment by analyzing the

presence of three different types of employee commitment. The chapter also analyzes

the relationship between investigated antecedents and all types of organizational

commitment.

In order to organize the findings in sequential order, the data are reported in

six sections. The first section describes the response rates of the survey. The next

section provides a general descriptive of the sample characteristics. The third section

analyzes the levels and types of organizational commitment in all three public energy

enterprises. The next two sections present the descriptive statistics of antecedent

variables and the results of the analysis of variance of their differences in all types of

organizations, followed by finding the causal relationships between organizational

commitment and the independent variables by employing a Structural Equation Model

analysis. For the purpose of testing hypotheses, all tests of significance were

conducted at a .05 level. Finally, the in-depth interviews or qualitative results in the

study are presented.

5.1 The Response Rate

As explained in the sampling procedures section of Chapter 3, the researcher

distributed 300 questionnaires to each selected public energy enterprise (total

distributed questionnaires were 900). A total of 611 questionnaires were returned

from three enterprises, representing a 67.9% response rate for this study. According

to the research assistant, this response rate was influenced by the resistance of some

respondents in returning the questionnaires. The resisting group claimed that they
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were very busy from the process of preparing the budget for the new fiscal year and

some officials refused to answer the questionnaires, believing that the questionnaires

were disturbing their work. Some respondents just did not care about the

questionnaire regardless of its contents.

After gathering these questionnaires, the researcher checked through them for

non-response or incomplete answers. There were 22 questionnaires excluded for

incomplete or unusable responses. As a result, a total of 589 questionnaires was

considered usable for this study. This dropped from a 67.9% response rate to a 65.4%

completion rate. Table 5.1 shows the number of questionnaires distributed, the

response rate, and the number of usable questionnaires that were returned for all types

of public energy enterprises.

Table 5.1 Number of Questionnaires Distributed and Response Rate

Organization

Number of

Distributed

Questionnaires

Number of

Responses

Number of

Usable

Questionnaires

Type I 300 201 67.0% 194 64.7%

Type II 300 210 70.0% 204 68.0%

Type III 300 200 66.7% 191 63.7%

Total 900 611 67.9% 589 65.4%

5.2 Sample and Demographic Data

The first part of the questionnaire in the quantitative part was aimed at

providing background information about the respondents. This part of the survey

questionnaire then contained questions that elicited the general attributes of the

selected samples. These questions described the demographic characteristics of

respondents in terms of gender, age, marital status, education, specialization,

managerial position, years of work, and monthly income. This section thus provided
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descriptive statistics on the respondents of the totally state-owned, the partially

transformed, and the totally transformed public enterprises analyzed by the

respondents’ attributes.

The following tables present the demographic characteristics of the

respondents in terms of frequency distribution and percent frequency according to the

terms of age, gender, marital status, education, specialization, managerial position,

years of work, and monthly income.

5.2.1 Age of the Respondents

The data in Table 5.2 summarize the age of the respondents. The average age

for the entire sample was 42.37, with a standard deviation (SD) of 8.76. The youngest

respondent in the sample was 22, whereas the oldest was 60. The partially

transformed public organization’s average age (45.30) was the highest, while that of

the totally state-owned organization and the totally transformed organization were

42.60 and 38.99, respectively. The results of the analysis of variances indicated that

the different ages of the respondents were statistically different at levels of

organizational commitment. It was evidenced that the higher the age level, the higher

the levels of continuance and normative organizational commitment.

Table 5.2 Respondents’ Responses Analyzed by Age

Organization Mean SD Min Max

All Organizations 42.37 8.76 22.00 60.00

Totally State-owned 42.60 8.06 24.00 59.00

Partially Transformed 45.30 8.40 22.00 60.00

Totally Transformed 38.99 8.69 24.00 59.00

5.2.2 Gender of the Respondents

The data in Table 5.3 describe the gender of the respondents. In terms of

gender, there were more female respondents (61.1%) than male respondents (38.9%)
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in all samples. This proposition was similar to the respondents’ gender of totally

transformed of the organization (59.2% female, 40.8% male). These proportions,

however, were different in totally state-owned organizations (57.7% female, 42.3%

male) and in partially transformed organizations (66.2% female, 33.8% male). The

results of analysis of variances revealed no differences in organizational commitment

in relation to the gender of the respondents.

Table 5.3 Respondents’ Responses Analyzed by Gender

Gender
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %
Male 82 42.3 69 33.8 78 40.8 229 38.9

Female 112 57.7 135 66.2 113 59.2 360 61.1

5.2.3 Marital Status of the Respondents

In the overall sample, as presented in Table 5.4, more than half of the

respondents were married (56.7%) though some (4.1%) were divorced. Many stayed

single: 39.0%. It was observed that marital status composition was relatively equal in

the totally transformed organization (48.7% married and 46.6% single), whereas most

of the respondents were married in the other two public enterprises (54.1% and

66.7%); that is, for totally state-owned and partially transformed organizations,

respectively. The result of the ANOVA tests indicated that organizational

commitment was not different according to the marital status of the respondents in

any of the types of public energy enterprises.
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Table 5.4 Respondents’ Responses Analyzed by Marital Status

Marital Status
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %

Single 84 43.3 57 27.9 89 46.6 230 39.0

Married 105 54.1 136 66.7 93 48.7 334 56.7

Divorced 5 2.6 11 5.4 8 4.2 24 4.1

5.2.4 Educational Background of the Respondents

The respondents were asked to indicate their formal educational background.

The question of the respondents’ education was classified from high school to the

master/doctoral levels. As shown in Table 5.5, it was found that the majority of

respondents had a bachelor’s degree (59.8%) for totally state-owned enterprises and

54.9% for the partially transformed enterprise. For advanced degrees, however, the

respondents of the totally transformed organization had the highest percent (79.1%) of

master and doctoral degrees. Only 2.5% of all samples had secondary education and

they all came from the partially transformed organization. Overall, it can be stated

that the majority (90.6%) of respondents had a bachelor degree or higher. The results

of the ANOVA tests indicated that organizational commitment differed by level of

education for all types of public energy enterprises. They showed that the lower level

of education of the respondents, the lower the level of the continuance organizational

commitment type.

Table 5.5 Respondents’ Responses Analyzed by Level of Education

Educational Level
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %
Secondary School - - 5 2.5 - - 5 0.8
Diploma/Certificate 12 6.2 36 17.6 1 0.5 49 8.3
Bachelor Degree 116 59.8 112 54.9 39 20.4 267 45.3
Master/Doctoral 66 34.0 51 25.0 151 79.1 268 45.5
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5.2.5 Specialization of the Respondents

With regard to work specialization, as presented in Table 5.6, the largest

percentages of the respondents specialized in administration: 57.7% for totally state-

owned organizations; 74.0% for the partially transformed enterprise, and 61.8% for

the totally transformed organization. The respondents that were engineers and

scientists accounted for the highest percentages (40.7%) in the totally state-owned

organization and 36.6% in the totally transformed organization. Only 23.0% of

respondents were engineers and scientists in the partially transformed organization.

The result of the ANOVA tests indicated that there was no difference in

organizational commitment of the employees in the professional (e.g., engineers) and

administrative types of work specialization category.

Table 5.6 Respondents’ Responses Analyzed by Work Specialization

Specialization
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %
Engineering/
Sciences 79 40.7 47 23.0 70 36.6 196 33.3

Administration 112 57.7 151 74.0 118 61.8 381 64.7

5.2.6 Managerial Level of the Respondents

In terms of managerial position, 26.1% of the entire sample reported that they

hold a managerial position (middle and top management), whereas the remaining

72.3% indicated they do not (Table 5.7). It can be observed that only 1.0% of the top

management level participated in this survey. Moreover, there was no top

management from the totally state-owned organization that answered the

questionnaire. The results of the ANOVA tests indicated that all types of

organizational commitment (affective, continuance, and normative commitment)

differed according to the managerial positions of the respondents. They revealed that

employees from top managerial positions had higher commitment (affective and

normative) than employees from middle and non-management. However, the



121

continuance commitment of the employees in top management was lower than that of

the employees from middle and non-management.

Table 5.7 Respondents’ Responses Analyzed by Management Level

Managerial Position
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %

Non-management 138 71.1 154 75.5 134 70.2 426 72.3

Middle management 54 28.9 43 21.1 51 26.7 148 25.1

Top management - - 3 1.5 3 1.6 6 1.0

5.2.7 Working Experience in the Organization

The data in Table 5.8 reveal the length of service each respondent had in the

public energy enterprise. It is interesting to note that 82.5% and 84.8% of the

respondents - from the totally state-owned and partially transformed enterprises –

have been with their organization for more than ten years, compared to 57.6% of the

respondents of the totally transformed enterprise. This could be attributed to the fact

that the job security in these types of enterprises was enhanced because these

employees were governed by civil service regulations. In the meantime, most of

public organizations could not recruit new employees under the current civil

personnel regulations. The result of the ANOVA tests indicated that the

organizational commitment of the respondents differed according to their work

experience. It revealed that the employees that have a longer stay in the organization

had a higher level of both continuance and normative organizational commitment.
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Table 5.8 Respondents’ Responses Analyzed by Work Experience

Years of Work
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %

Less than one year 1 0.5 4 2.0 11 5.8 16 2.7

1-5 years 21 10.8 12 5.9 33 17.3 66 11.2

6-10 years 12 6.2 15 7.4 37 19.4 64 10.9

More than 10 years 160 82.5 173 84.8 110 57.6 443 75.2

5.2.8 Monthly Income of the Respondents

As illustrated in Table 5.9, the majority of all respondents (41.6%) earned an

average salary from 25,001 to 50,000 Baht per month. The respondents from the

partially and totally transformed organizations reported their incomes in higher

proportions than those of totally state-owned organization. For instance, the

percentages of employees that earned 75,001 – 100,000 baht per month were 18.8%

and 14.7% in totally transformed and partially transformed enterprises respectively,

whereas the employees that earned the same income of totally state-owned

organization were only 7.2%. This finding had also been found in the higher income

level group (more than 100,000 Baht a month). The result of the ANOVA tests

indicated that affective organizational commitment differed according to the incomes

of the respondents from all types of public enterprises. This showed that the higher

income of the respondents, the higher the level of affective organizational

commitment.
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Table 5.9 Respondents’ Responses Analyzed by Income

Monthly Salary
Totally

State-owned

n %

Partially
Transformed

n %

Totally
Transformed

n %

All samples

n %

Less than 10,000 baht 3 1.5 2 1.0 - - 5 0.8

10,000 – 25,000 baht 36 18.6 25 12.3 10 5.2 71 12.1

25,001 – 50,000 baht 103 53.1 66 32.4 76 39.8 245 41.6

50,001 – 75,000 baht 37 19.1 63 30.9 55 28.8 155 26.3

75,001 – 100,000 baht 14 7.2 30 14.7 36 18.8 80 13.6

More than 100,000 baht 1 0.5 12 5.9 14 7.3 27 4.6

All in all, this sample (N=589) represents a 40/60 distributed male-female

ratio of respondents that are at the senior level in terms of both age and career years

(average age is approximately 42 years old and average years of work in their

organizations is more than 10 years) with high level of educations (more than 90%

hold a bachelor degree and higher). The majorities of respondents are married,

administrative types, at the non-management level, and earn an income between

50,001 – 75,000 baht per month.

Furthermore, the results of the ANOVA test indicated that organizational

commitment differed according to age, level of education, managerial position, work

experience, and the incomes of the respondents from all types of public energy

enterprises.

5.3 Organizational Commitment Results

This section describes the sample attitude toward organizational commitment.

It explores whether differences exist by organizational commitment levels and types

among the three structural types of public energy organizations – totally state-owned,

partially transformed, and totally transformed. The statistical analyses and results in
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the section provide empirical evidence to test the hypotheses regarding different

levels and types of organizational commitment among the three types of public

enterprises.

The statistical analyses employed in this section include: (1) analysis of

variance (ANOVA) in order to analyze the effects of categorical independent

variables (antecedents) on the means of the continuous dependent variables

(organizational commitment); and (2) analysis of covariance (ANCOVA) in order to

analyze the effects of organizational structural types on the dependent variables

(organizational commitment) while controlling for the effects of the demographic

variables.

5.3.1 Overall Organizational Commitment

The average overall commitment score for all samples is 3.62, with a standard

deviation (SD) of .47. Data from Table 5.10 indicates that the average commitment

score for the totally state-owned enterprise was the lowest (3.50 with SD of .46),

whereas the average commitment scores for the partially transformed and totally

transformed enterprises were equal in both organizations (3.68 with SD of .49 for

Type II and 3.68 with SD of .44 for Type III). The result of the ANOVA tests

indicated that the overall organizational commitment score statistically differed by

organization types, given the F=9.41 (P=.00). In this study, the organizational

commitment levels of organization Type II and Type III are higher in organization

Type I.
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Table 5.10 ANOVA – Overall Commitment Scores

Source n Mean SD df MS F P-
value

All Organization 568 3.62 .47

Organization Type

Type I
Type II
Type III

187
193
188

3.50
3.68
3.68

.46

.49

.44

2 2.05 9.41 .000

Error 565 .22

Total 567

Because the ANOVA results show that there is no significant difference

between organization Type II and Type III in the overall organizational commitment

scores, various demographic variables might have played a role as covariates that

obscure the effects. Hence, the relevance of explored demographic variables was used

with analysis of covariance (ANCOVA). Table 5.11 reports the average overall

commitment scores for the entire sample and the three types of organizations by

demographic variables.

Managerial position as well as work experience (time spent in the organization)

are the covariates that have a significant effect on overall commitment, whereas other

demographic variables do not. When all covariates were controlled for, organizational

types affecting overall commitment remain significant with an F=13.58 (P=.00). The

ANCOVA results show that organization type effects also remain strong even when

demographic variables are controlled for.
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Table 5.11 Mean – Overall Commitment Scores

Source n All samples Type I Type II Type III P-
value

Mean SD Mean SD Mean SD Mean SD
Covariates .000
Gender

Male
Female

568
223
345

3.58
3.65

.43

.49
3.51
3.49

.44

.47
3.57
3.74

.44

.51
3.65
3.70

.41

.45

.411

Age
21-30 years
31-40 years
41-50 years
51-60 years

553
70

157
217
109

3.43
3.56
3.67
3.71

.42

.45

.47

.49

3.30
3.45
3.53
3.58

.36

.45

.46

.47

3.47
3.53
3.69
3.80

.46

.52

.46

.51

3.48
3.66
3.85
3.65

.42

.40

.42

.40

.143

Education Level
Secondary School
Diploma/Certificate
Bachelor Degree
Master/Doctoral

568
5

45
256
262

4.10
3.62
3.65
3.58

.15

.46

.48

.46

-
3.55
3.40
3.50

-
.46
.45
.46

4.10
3.64
3.70
3.60

.15

.49

.49

.49

-
3.70
3.81
3.65

-
-

.45

.43

.117

Marital Status
Single
Married
Divorced

567
225
319
23

3.59
3.62
3.87

.49

.45

.50

3.44
3.52
3.88

.42

.48

.29

3.68
3.66
3.87

.56

.44

.70

3.66
3.68
3.87

.47

.41

.34

.596

Work Specialization
Engineering/Sciences
Administration

557
192
365

3.57
3.64

.46

.47
3.51
3.47

.44

.47
3.59
3.71

.56

.47
3.63
3.71

.42

.44

.690
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Table 5.11 (Continued)

Source n All samples

Mean SD M
Managerial Position

Non-management
Middle management
Top management

560
408
146

6

3.59
3.69
3.90

.48

.42

.50
Work Experience

< 1 year
1-5 years
6-10 years
> 10 years

568
16
66
60

426

3.44
3.49
3.45
3.67

.48

.44

.47

.46
Monthly Income

< 10,000 baht
10,000 – 25,000 baht
25,001 – 50,000 baht
50,001 – 75,000 baht
75,001 – 100,000 baht
> 100,000 baht

563
5

68
235
150
78
27

3.45
3.49
3.57
3.66
3.76
3.75

.41

.51

.44

.47

.43

.52
109

Type I Type II Type III P-
value

ean SD Mean SD Mean SD

3.44
3.64
3.49

.46

.43

.46

3.64
3.77
3.94

.50

.43

.49

3.68
3.69
3.86

.45

.40

.62

.031

3.95
3.33
3.24
3.54

-
.50
.50
.44

3.47
3.49
3.42
3.72

.37

.48

.51

.49

3.38
3.59
3.52
3.79

.52

.38

.44

.41

.040

3.51
3.42
3.48
3.54
3.66
3.77

.50

.51

.43

.51

.41
-

3.36
3.60
3.60
3.70
3.80
3.73

.38

.52

.47

.47

.44

.67

-
3.44
3.65
3.68
3.77
3.76

-
.52
.44
.42
.43
.40

.267

127



5.3.2 Three Dimensions of Commitment

In order to investigate the relationships between the three types of

organizational commitment – affective, continuance, normative - and between the

demographic variables of the respondents, analysis of variance (ANOVA) was

employed. The ANOVA results and the average affective commitment (AC),

continuance commitment (CC), and normative commitment (NC) scores for the entire

sample and three types of organization are provide in Table 5.12, 5.13, and 5.14,

respectively.

Table 5.12 indicates that the affective organizational commitment score

statistically differed by organization type, given the F=22.55 (P=.00). In this study,

organizational commitment level of organization Type III (4.06 with SD of .53) is

higher than organization Type II (3.88 with SD of 3.88) and in the meantime,

organizational commitment level organization Type II is higher than organization

Type I (3.62 with SD of .70).

Table 5.12 ANOVA – Affective Commitment Scores

Source n Mean SD df MS F P-

value

All Organization 579 3.85 .66

Organization Type
Type I
Type II
Type III

191
200
188

3.62
3.88
4.06

.70

.65

.53

2 9.26 22.55 .00

Error 576 .41
Total 578

In contrast, the result of the ANOVA tests in Table 5.13 reported that only the

continuance commitment score did not statistically differ by organization type, given

the F=.66 (P=.51).

128
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Table 5.13 ANOVA – Continuance Commitment Scores

Source n Mean SD df MS F P-

value

All Organization 581 3.34 .71

Organization Type
Type I
Type II
Type III

191
200
190

3.34
3.39
3.30

.64

.72

.77

2 .34 .66 .51

Error 578 .51
Total 580

For the normative organizational commitment type, Table 5.14 reports that the

normative commitment score statistically differed by organization type, given the

F=9.73 (P=.00). That is, the normative commitment level of organization Type II and

Type III is higher than that in organization Type I, while there is no difference

between Type II and Type III. It is noted that the results of the NC are very similar to

the ANOVA results concerning overall commitment, as seen in Table 5. 10.

Table 5.14 ANOVA – Normative Commitment Scores

Source n Mean SD df MS F P-

value

All Organization 584 3.66 .62

Organization Type
Type I
Type II
Type III

193
201
190

3.52
3.79
3.69

.57

.63

.62

2 3.65 9.73 .00

Error 581 .37
Total 583

In sum, from Tables 5.12 to 5.14, it can be observed that affective

commitment is consistently higher than both continuance and normative commitment

for the entire sample as well as all structural types of organization. Among three types
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of organizational commitment, only the continuance commitment score did not differ

for the three types of public enterprises.

In order to further explore organization type effects while controlling for the

demographic variables, an ANCOVA was performed on three types of organizational

commitment (AC, CC, and NC). Table 5.15 provides the average AC scores for the

entire sample and three types of organization. Almost all of the ANCOVA results

showed that only managerial position variable, the covariates, had a significant effect

on affective commitment. Moreover, when all covariates were controlled for,

organization types affecting commitment remained significant with an F=18.24

(P=.00). The ANCOVA results show that organization type effects also remain

strong even when demographic variables are controlled for.

The average continuance commitment scores for the entire sample and three

types of organizations are presented in Table 5.16. Unlike overall commitment and

affective commitment, the ANCOVA results for continuance commitment indicated

that even when demographic variables were controlled for, there was not a

statistically significant difference between the organization types in their level of

continuance commitment. Furthermore, the results also showed that significant effects

of all demographic variables on continuance commitment did not exist.

Lastly, the average normative commitment scores for the entire sample and

three types of organizations are provided in Table 5.17. Managerial position and

income are the covariates that have a significant effect on normative commitment.

When all covariates are controlled for, organization type effect on normative

commitment remains significant, with an F=13.93 (p=.00). As discussed previously,

the ANOVA results of normative commitment are statistically significant (employees’

NC of organization type II and type III was significantly higher than that of

organization type I). The ANCOVA results show that organization type effects also

remain strong even when demographic variables are controlled for.



Table 5.15 Mean – Affective Commitment Scores

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD
Covariates/Main effects .000
Gender

Male
Female

579
225
354

3.88
3.85

.64

.67
3.57
3.65

.70

.71
3.75
3.94

.63

.66
4.08
4.04

.46

.58

.423

Age
21-30 years
31-40 years
41-50 years
51-60 years

564
70
160
222
112

3.73
3.79
3.87
3.94

.56

.68

.68

.66

3.38
3.49
3.67
3.75

.43

.45

.73

.64

3.69
3.76
3.86
4.04

.59

.73

.65

.64

3.91
4.03
4.22
3.97

.54

.52

.51

.53

.636

Education Level
Secondary School
Diploma/Certificate
Bachelor Degree
Master/Doctoral

579
5
49
260
265

4.31
3.69
3.84
3.88

.27

.66

.68

.64

-
3.42
3.67
3.56

-
.67
.71
.70

4.31
3.76
3.91
3.94

.27

.64

.64

.71

-
4.42
4.12
4.04

-
-

.56

.53

.754

Marital Status
Single
Married
Divorced

578
227
327
24

3.83
3.84
4.17

.67

.65

.64

3.58
3.62
4.14

.68

.72

.63

3.85
3.86
4.15

.69

.61

.90

4.07
4.06
4.21

.55

.52

.50

.325

Work Specialization
Engineering/Sciences
Administration

567
194
373

3.79
3.88

.65

.67
3.59
3.62

.68

.73
3.77
3.93

.69

.64
4.03
4.07

.49

.56

.516
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Table 5.15 (Continued)

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD

Managerial Position
Non-management
Middle management
Top management

571
418
147
6

3.79
3.97
4.76

.68

.57

.37

3.51
3.89
3.62

.71

.63

.71

3.82
4.00
4.71

.66

.61

.49

4.05
4.04
4.80

.56

.45

.32

.002

Work Experience
< 1 year
1-5 years
6-10 years
> 10 years

579
16
66
62
435

3.82
3.74
3.76
3.88

.69

.65

.70

.65

4.00
3.36
3.28
3.67

-
.75
.77
.68

3.64
3.69
3.66
3.91

.47

.69

.70

.65

3.87
4.01
3.93
4.13

.80

.41

.61

.50

.364

Monthly Income
< 10,000 baht
10,000 – 25,000 baht
25,001 – 50,000 baht
50,001 – 75,000 baht
75,001 – 100,000 baht
> 100,000 baht

573
5
70
239
153
79
27

3.40
3.63
3.81
3.82
4.09
4.20

.49

.74

.67

.62

.50

.64

3.38
3.48
3.64
3.52
4.03
4.00

.64

.76

.71

.68

.54
-

3.42
3.82
3.78
3.89
4.02
4.09

.40

.66

.69

.63

.55

.81

-
3.68
4.07
3.95
4.17
4.31

-
.82
.54
.50
.43
.48

.940
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Table 5.16 Mean – Continuance Commitment Scores

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD
Covariates/Main effects .282

Gender
Male
Female

581
227
354

3.30
3.37

.67

.74
3.42
3.28

.54

.71
3.25
3.45

.65

.75
3.21
3.36

.79

.75

.990

Age
21-30 years
31-40 years
41-50 years
51-60 years

566
70

164
221
111

3.08
3.32
3.42
3.41

.71

.67

.71

.75

3.18
3.34
3.38
3.36

.45

.62

.67

.71

3.05
3.27
3.44
3.48

.80

.61

.72

.76

3.05
3.32
3.44
3.30

.78

.73

.77

.78

.293

Education Level
Secondary School
Diploma/Certificate
Bachelor Degree
Master/Doctoral

581
5

49
262
265

3.86
3.41
3.42
3.25

.49

.68

.68

.74

-
3.45
3.40
3.22

-
.64
.64
.64

3.86
3.43
3.41
3.25

.49

.69

.72

.75

-
2.50
3.49
3.26

-
-

.70

.78

.153

Marital Status
Single
Married
Divorced

580
227
329
24

3.29
3.36
3.63

.78

.66

.60

3.28
3.37
3.66

.66

.63

.52

3.39
3.36
3.66

.83

.69

.47

3.23
3.35
3.56

.85

.68

.83

.587

Work Specialization
Engineering/Sciences
Administration

569
196
373

3.27
3.39

.68

.73
3.38
3.30

.58

.69
3.22
3.44

.69

.73
3.18
3.39

.77

.75

.223
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Table 5.16 (Continued)

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD

Managerial Position
Non-management
Middle management
Top management

572
419
147

6

3.34
3.37
2.52

.71

.68
1.19

3.33
3.37
3.34

.65

.62

.64

3.39
3.37
2.72

.72

.62
1.45

3.31
3.37
2.33

.75

.79
1.15

.395

Work Experience
< 1 year
1-5 years
6-10 years
> 10 years

581
16
66
62

437

2.92
3.19
3.18
3.41

.64

.68

.72

.71

3.64
3.26
3.34
3.35

-
.53
.46
.67

3.08
2.98
3.28
3.43

.28

.66

.78

.72

2.80
3.21
3.10
3.45

.72

.76

.76

.75

.054

Monthly Income
< 10,000 baht
10,000 – 25,000 baht
25,001 – 50,000 baht
50,001 – 75,000 baht
75,001 – 100,000 baht
> 100,000 baht

575
5

69
243
152
79
27

3.36
3.32
3.26
3.44
3.45
3.19

.38

.66

.70

.68

.76

.93

3.50
3.44
3.25
3.51
3.29
3.33

.44

.56

.65

.65

.75
-

3.16
3.20
3.36
3.41
3.58
3.26

.23

.78

.63

.72

.77
1.00

-
3.20
3.19
3.44
3.42
3.13

-
.65
.82
.67
.76
.92

.432
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Table 5.17 Mean – Normative Commitment Scores

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD
Covariates .000
Gender

Male
Female

584
227
357

3.62
3.70

.60

.63
3.49
3.53

.58

.56
3.70
3.83

.66

.62
3.68
3.70

.54

.67

.293

Age
21-30 years
31-40 years
41-50 years
51-60 years

569
70
165
222
112

3.49
3.60
3.71
3.76

.54

.65

.61

.63

3.34
3.50
3.53
3.57

.38

.69

.53

.53

3.66
3.69
3.78
3.88

.73

.64

.61

.64

3.48
3.64
3.88
3.71

.48

.63

.64

.66

.125

Education Level
Secondary School
Diploma/Certificate
Bachelor Degree
Master/Doctoral

584
5
45
266
268

4.12
3.68
3.71
3.61

.10

.62

.60

.63

-
3.58
3.56
3.42

-
.76
.55
.57

4.12
3.69
3.82
3.73

.10

.58

.63

.70

-
4.20
3.82
3.65

-
-

.62

.62

.251

Marital Status
Single
Married
Divorced

583
229
331
23

3.65
3.67
3.78

.64

.60

.67

3.48
3.53
3.84

.56

.59

.26

3.82
3.78
3.70

.68

.58

.96

3.71
3.65
3.85

.65

.60

.43

.571

Work Specialization
Engineering/Sciences
Administration

573
194
379

3.64
3.67

.61

.62
3.53
3.50

.55

.59
3.78
3.80

.74

.60
3.68
3.67

.56

.64

.451
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Table 5.17 (Continued)

Source n All samples Type I Type II Type III P-value

Mean SD Mean SD Mean SD Mean SD

Managerial Position
Non-management
Middle management
Top management

575
421
148
6

3.62
3.75
4.43

.63

.56

.49

3.45
3.67
3.51

.58

.50

.57

3.73
3.93
4.40

.63

.61

.20

3.67
3.69
4.46

.63

.55

.75

.001

Work Experience
< 1 year
1-5 years
6-10 years
> 10 years

584
16
66
64
438

3.57
3.53
3.47
3.72

.61

.57

.74

.60

4.20
3.37
3.10
3.56

-
.64
.66
.54

3.70
3.81
3.54
3.81

.52

.74

.69

.62

3.47
3.54
3.56
3.80

.64

.41

.77

.60

.092

Monthly Income
< 10,000 baht
10,000 – 25,000 baht
25,001 – 50,000 baht
50,001 – 75,000 baht
75,001 – 100,000 baht
> 100,000 baht

579
5
71
243
153
80
27

3.60
3.53
3.64
3.69
3.74
3.85

.61

.69

.59

.60

.59

.73

3.66
3.35
3.55
3.50
3.67
4.00

.50

.65

.56

.56

.39
-

3.50
3.83
3.72
3.83
3.79
3.85

.98

.69

.62

.60

.59

.74

-
3.46
3.69
3.67
3.72
3.85

-
.60
.60
.66
.73
.62

.025
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5.3.3 Hypothesis Testing for Comparing Commitment between Structures

This part of the study answers research question 1, as stipulated in Chapter 1:

Do the levels and types of organizational commitment of Thai public energy

enterprises differ among the totally state-owned (non-transformed) enterprise

(organization type I), partially transformed enterprise (organization type II), and

totally transformed enterprise (organization type III) as perceived and viewed by their

employees? The relevant hypotheses set in the Chapter 4 were tested.

Hypothesis 1: Employees’ affective commitment mean of organization type I

is lower than that of organization type II and employees’ affective commitment mean

of organization type II is lower than that of organization type III.

Hypothesis 2: Employees’ continuance commitment mean of organization

type I is lower than that of organization type II and employees’ continuance

commitment mean of organization type II is lower than that of organization type III.

Hypothesis 3: Employees’ normative commitment mean of organization type

I is lower than that of organization type II and employees’ normative commitment

mean of organization type II is lower than that of organization type III.

The results of the analysis of variance in Tables 5.12 to 5.14 indicate the

following:

1) The affective organizational commitment score in organization type I is

higher than that of organization type II. In the meantime, the AC score in organization

type II is higher than in organization type III. Therefore, hypothesis 1 is empirically

confirmed by this study.

2) The continuance organizational commitment scores in all organizations did

not statistically differ by organizational type. Hence, hypothesis 2 is not empirically

supported by this study.

3) The normative organizational commitment scores of both organization

Type II and Type III are higher than those of organization Type I, but it is not

statistically significant between the NC scores of organization Type II and Type III.

Thus, hypothesis 3 is partially accepted.

The analysis of variance results suggests significant organizational structural

type differences for affective and normative organizational commitments, and a non-

137
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significant organizational structural type difference for continuance commitment. The

ANCOVA results reveal that when demographic variables are accounted for the

covariates, the organizational type effects for the affective and normative

commitments remain strong except for the continuance commitment. The continuance

commitment does not shows a statistically significant difference even when all

covariates are controlled for.

5.4 Antecedent Variables in the Public Energy Organizations

The purpose of this section is to explore the sample attitude toward their

organizational antecedents. It explores whether differences exist for organizational

antecedent types and levels among the three public energy organizations: totally state-

owned, partially transformed, and totally transformed. The statistical analyses and

results in the section provide empirical evidence to test the hypotheses regarding

different levels and types of organizational antecedent among the types of public

enterprises. Antecedent variables are classified (as previously discussed in Chapter 3)

as change-related behaviors, human resource management practices, and work-related

values based on the theoretical framework. Table 5.18 provides the descriptive

statistics of the antecedent variables.



139

Table 5.18 Descriptive Statistics of Variables

Variables n All samples Type I Type II Type III

Mean SD Mean SD Mean SD Mean SD

Type of Commitment
Affective
Continuance
Normative

579
581
584

3.85
3.34
3.66

.66

.71

.62

3.62
3.34
3.52

.70

.64

.57

3.88
3.39
3.79

.65

.72

.63

4.06
3.30
3.69

.53

.77

.62

Change-related Factors
Policy perception
Communication
Job insecurity
Role conflict
Role ambiguity

582
583
584
582
588

3.42
3.31
2.90
2.76
3.79

.76

.63

.69

.71

.53

3.31
3.25
2.94
2.99
3.80

.71

.57

.65

.69

.39

3.13
3.22
2.93
2.71
3.76

.74

.67

.76

.69

.56

3.82
3.47
2.84
2.57
3.80

.67

.61

.66

.68

.60

HRM Practices
Payment system
Reward & recognition
Empowerment
Supervisor effective
Work cooperation
Training & develop.
Employee Participate
Job satisfaction

585
585
587
586
584
586
584
584

3.32
3.49
3.49
3.52
3.54
3.49
3.43
3.36

.61

.66

.65

.75

.64

.70

.67

.62

3.22
3.40
3.44
3.48
3.52
3.36
3.29
3.32

.63

.62

.59

.69

.58

.72

.61

.61

3.36
3.48
3.47
3.45
3.49
3.55
3.38
3.39

.62

.73

.65

.78

.70

.68

.73

.60

3.38
3.59
3.56
3.65
3.62
3.56
3.61
3.39

.56

.60

.69

.76

.62

.69

.63

.64

Work-related Values
Performance oriented
People oriented
Organization oriented
External oriented

585
583
586
586

3.16
3.31
3.57
3.46

.73

.58

.57

.73

3.04
3.29
3.52
3.22

.69

.52

.55

.69

3.13
3.27
3.55
3.27

.76

.62

.57

.64

3.31
3.37
3.65
3.91

.71

.58

.59

.66

In order to investigate the relationships between three types of transformed

public enterprises—totally state-owned (organization type I), partially transformed

(organization type II), totally transformed (organization type III)—and antecedent

variables of the respondents, an analysis of variance (ANOVA) was employed. The

average scores and p-value (ANOVA results) of the change-related behaviors, human
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resource management practices, and work-related values for all three types of

organization are provided in Table 5.19, 5.20, and 5.21, respectively.

5.4.1 Change-related Behaviors in Organizations

As presented in Table 5.18 and Table 5.19, the evidence shows that some

change related factors – Perception of the reform policy, Change-related

communication, and Role conflict – were different in all types of public energy

enterprises.

The levels of reform policy perception in organization type III (totally

transformed) (3.81 with an SD of .67) were statistically higher than those of

organization type I (3.31 with an SD of .71) and II (3.13 with an SD of .74). On the

other hand, there was no statistical significance in the levels of policy perception in

organization types I and II.

Similar to the policy perception variable, the levels of change-related

communications in organization type III (totally transformed) (3.47 with an SD of .61)

were statistically higher than those of organization type I (3.25 with an SD of .67) and

II (3.22 with an SD of .57), whereas there was no statistically significance in the

levels of policy perception in organization types I and II.

In contrast to the two variables above, even though the levels of role conflicts

in the organization differ among the three types of organization, the evidence

indicates that the role conflict in organization type I (2.99 with an SD of .69) was the

highest and statistically significant from the levels of role conflict in the other types of

public organization (2.71 with an SD of .69 for type II and 2.57 an SD of .68 for type

III). However, it can be noted that there was no statistical significance in the role

conflict level in organization types I and II.
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Table 5.19 Average Scores of Change-Related Variables in Different Organizations

Variables Type I Type II Type III

n Mean n Mean n Mean

P-
Value

Change-related Factors

Reform policy perception

Communication

Job insecurity

Role conflict

Role ambiguity

193

191

191

191

194

3.31

3.25

2.94

2.99

3.80

198

201

203

202

204

3.13

3.22

2.93

2.71

3.76

191

191

190

189

190

3.82

3.47

2.84

2.57

3.80

.000

.000

.319

.000

.717

5.4.2 Human Resource Management Practices of Organizations

As provided in Table 5.18 and Table 5.20, the evidence showed that five (from

eight) variables of the human resource management practice factor in organizations –

payment system, reward and recognition, supervisor effectiveness, training and

development, and employee participation – differed in the public energy enterprises.

The level of the payment system in organization type III (3.38 with an SD

of .56) was higher than that of organization type I (3.36 with an SD of .62) but was

not statistically significant when compared with organization type II (3.22 with an SD

of .63).

In terms of reward and recognition level, the average score of this variable in

organization type III (3.59 with an SD of .60) was higher than that of organization

type I (3.48 with an SD of .73) but was not statistically significant when compared to

organization type II (3.40 with an SD of .62).

Even though the average level of supervisor effectiveness in organization type

II (3.45 with an SD of .78) was lower than that in organization type I (3.48 with an

SD of .69), they were not statistically significant. Similarly, supervisor effectiveness

in organization type III (3.65 with an SD of .76) was higher than that of organization

type I but did not differ in organization type II.

For the training and development in an organization, the level of this human

resource management practice showed a similar trend with all of the above practices.
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It was evidenced that the level of training and development practice in organization

type III (3.56 with an SD of .69) was the highest and differed from that in

organization type I (3.36 with an SD of .72). However, it was not statistically

significant from organization type II (3.55 with an SD of .68). Furthermore, the

training and development levels in organization type I and II were not statistically

significant.

Finally, similar to the above human resource management practices, the levels

of employee participation in organization type III (3.61 with an SD of .63) were

statistically higher than those of organization type I (3.38 with an SD of .73) but there

was no difference between organization type II (3.29 with an SD of .61) and type III.

Moreover, these levels of employee participation were also not statistically significant

in the level of employee participation in organization type I and II.

Table 5.20 Average Scores of HRM Practice Variables for Different Organizations

Variables Type I Type II Type III

n Mean n Mean n Mean

P-
Value

HRM Practices

Payment system

Reward & recognition

Power & empowerment

Supervisor effectiveness

Work cooperation

Training & development

Employee Participation

Job satisfaction

192

193

193

193

191

192

193

193

3.22

3.40

3.44

3.48

3.52

3.36

3.29

3.32

203

204

204

203

203

203

202

202

3.36

3.48

3.47

3.45

3.49

3.55

3.38

3.39

190

188

190

190

190

191

189

189

3.38

3.59

3.56

3.65

3.62

3.56

3.61

3.39

.023

.021

.199

.019

.125

.006

.000

.447

It was observed that the differences in the five variables of human resource

management practices in the organizations formed a similar pattern. That is, the levels

of all five variables in organization type III (totally transformed) were the highest and

were statistically significant higher than those of organization type I (totally state-



143

owned). However, these levels of the five HRM practices were not statistically

significant between organization type I (totally state-owned) and organization type II

(partially transformed).

5.4.3 Work-related Values in Organizations

Some types of work-related values in the organizations differed in the public

energy enterprises. Tables 5.18 and 5.21 show that organizations had differences in

terms of their employees’ performance orientated and external orientated values,

whereas the people oriented and organization oriented values in the organization were

not different. Read this very carefully to be sure I have it OK.

The level of the performance oriented values in organization type III (3.31

with an SD of .71) was the highest and was statistically significant in relation to that

in organization type II (3.13 with an SD of .76) and type I (3.04 with an SD of .69).

However, organization type I and II proved to be statistically equal to the level of

these types of work-related values. Read carefully.

Table 5.21 Average Scores of Work-Related Values for Different Organizations

Variables Type I Type II Type III

n Mean n Mean n Mean

P-
Value

Work-related Values

Performance oriented

People oriented

Organization oriented

External oriented

194

194

191

192

3.04

3.29

3.52

3.22

203

202

204

203

3.13

3.27

3.55

3.27

188

187

191

191

3.31

3.37

3.65

3.91

.001

.200

.054

.000

In terms of external oriented values, the level of this work-related value in

organization type III was the highest (3.91 with an SD of .66) and higher than that in

other organization types (3.27 with an SD of .66 for organization type I and 3.22 with
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an SD of .69 for organization type II). Nonetheless, there was no statistical

significance for this type of work- related value in organization type I and type II.

5.4.4 Hypothesis Testing for Comparing Antecedents across Structures

This part of the paper is intended to answer research question 2 as stipulated in

Chapter 1: Do the levels and types of commitment antecedents (change-related

behaviors, human resource management practices, and work-related values) of Thai

public energy enterprises differ among the three organizational structural types as

perceived and viewed by their employees? The hypotheses set in the Chapter 4 were

tested.

Hypothesis 4: The levels of change-related behavior means (policy perception,

change-related communication, job insecurity, role conflict, and role ambiguity) differed

in all types of public energy organizations.

Hypothesis 5: The levels of human resource management practice means (payment

system, reward & recognition, power & empowerment, supervisor effectiveness, work co-

operation, training & development, employee participation, and job satisfaction) differ in all

types of public energy organizations.

Hypothesis 6: The levels of work-related values means (performance orientation,

people orientation, organization orientation, and external orientation) differ in all types of

public energy organizations.

As presented in the previous section, the results of the analysis of variance in

Tables 5.19 to 5.21 indicate the following:

1) Some type of change related factors—including perception of reform

policy, change-related communications, and role conflicts—differed in the public

energy enterprises. The evidence shows that job insecurity and role ambiguity are not

different, whereas organization type III exhibits higher levels of reform policy

perception and change-related communications, and organization type II has a higher

level in the role conflict dimension. Therefore, hypothesis 4 is partially accepted in

this study.

2) The five dimensions of human resource management practices, including

payment system, reward and recognition, supervisor effectiveness, training and
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development, and employee participation, are different in the public energy

enterprises. The levels of these dimensions in organization type I are lower than those

of organization type II and type III; however, their levels are not different between

organization type II and type III. The levels of the other three dimensions – power and

empowerment, work cooperation, and job satisfaction – are not different in any of the

types of the public energy enterprises. That is, hypothesis 5 is partially accepted in

this study.

3) Half of all work-related value dimensions show differences in their levels

in the public energy organizations. The performance oriented and external oriented

levels in the organization type III are higher than those of organization type I and II.

Hence, hypothesis 6 is also partially accepted in this study.

5.5 Relationships between Antecedents and Organizational Commitment

This section presents the results of the relationships between all antecedents –

change-related behaviors, human resource management practices, and work-related

values – and all types of organizational commitment. In order to identify these

relationships, a stepwise multiple regression was used to determine the regression

coefficients.

The results of affective commitment are reported in Table 5.22 and Table 5.23.

Of the seventeen attributes of change-related behaviors, only six antecedent variables

were significant. These antecedents were: job satisfaction, external oriented values,

payment system, role conflict, work cooperation, and people oriented values. This

accounted for 31.5% of the variance in affective commitment and was statistically

significant (F=41.010, p-value=.000).
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Table 5.22 Summary of Analysis of Variance for Antecedent Variables and

Affective Commitment

Model SS df MS F p-value

Regression 75.286 6 12.548 41.010 .000

Residual 58.184 517 .306

Total 233.469 523

Note: a Predictors: (Constant), Job satisfaction, external values, payment, work

conflict, work cooperation, and people values

b Dependent Variable: Affective Commitment, R2=.315

Table 5.23 Stepwise Regression Outcomes with Commitment Antecedent as the

Independent Variables and Affective Commitment as the Dependent

Variable

Variable B SE Beta t p-value

(Constant) 2.226 .275 8.109 .000

Job satisfaction .320 .051 .298 6.236 .000

External oriented values .170 .036 .189 4.758 .000

Payment system .184 .042 .172 4.369 .000

Role conflict -.145 .039 -.152 -.689 .000

Work cooperation .173 .045 .165 .820 .000

People oriented values .110 .054 .097 2.027 .043

The results of the continuance commitment are reported in Table 5.24 and

Table 5.25. Of the seventeen attributes of change-related behaviors, only six

antecedent variables were significant. These antecedents were: job insecurity,

payment system, people oriented values, policy perception, role conflict, and

organization oriented values. This accounted for 20.8% of the variance in

continuance commitment and was statistically significant (F=10.488, p-value=.000).
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Table 5.24 Summary of Analysis of Variance for Antecedent Variables and

Continuance Commitment

Model SS df MS F p-value

Regression 27.542 6 4.590 10.488 .000

Residual 226.714 518 .438

Total 254.255 524

Note: a Predictors: (Constant), Job insecurity, payment system, people oriented

values, policy perception, work conflict, and organization oriented values

b Dependent Variable: Affective Commitment, R2=.208

Table 5.25 Stepwise Regression Outcomes with Commitment Antecedent as the

Independent Variables and Continuance Commitment as the Dependent

Variable

Variable B SE Beta t p-value

(Constant) 2.286 .366 .249 .000

Job insecurity .163 .044 .160 .709 .000

Payment system .246 .050 .219 .883 .000

People oriented values -.206 .059 -.174 -.483 .000

Policy perception -.093 .038 -.103 -.455 .000

Role conflict .109 .047 .109 .341 .000

Organization oriented values .135 .061 .111 .223 .027

The results of the normative commitment are reported in Table 5.26 and Table

5.27. Of the seventeen attributes of change-related behaviors, only six antecedent

variables were significant. These antecedents were: job satisfaction, organization

oriented values, payment system, external oriented values, employee participation,
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and policy perception. This accounted for 29.9% of the variance in normative

commitment and was statistically significant (F=37.151, p-value=.000).

Table 5.26 Summary of Analysis of Variance for Antecedent Variables and

Normative Commitment

Model SS df MS F p-value

Regression 61.480 6 10.247 37.151 .000

Residual 143.975 522 .276

Total 205.455 528

Note: a Predictors: (Constant), job satisfaction, organization oriented values,

payment system, external oriented values, employee participation, and

policy perception.

b Dependent Variable: Affective Commitment, R2=.299

Table 5.27 Stepwise Regression Outcomes with Commitment Antecedent as the

Independent Variables and Normative Commitment as the Dependent

Variable

Variable B SE Beta t p-value

(Constant) 1.405 .193 7.279 .000
Job satisfaction .270 .045 .269 .962 .000
Organization oriented .124 .052 .114 2.370 .018
Payment system .124 .041 .123 .009 .003
External oriented .118 .038 .141 .149 .002
Employee participation .097 .044 .106 .224 .027
Policy perception -.066 .031 -.081 -2.155 .032
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5.6 Structural Equation Model Analysis

This part explores the causal relationships between all variables in the study.

Hence, the Structural Equation Model (SEM) is employed to provide evidence for the

findings.

5.6.1 Formation of the Measurement Model

In order to explore the causal relationships between organization antecedents

and organizational commitment in the public energy enterprises in Thailand, a

structural equation model (SEM) was built as a measurement model of the study

(Figure 5.1).
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Nonetheless, it is important to test for a validation of the proposed model.
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Figure 5.1 Path Diagram for the Measurement Model of Organizational Commitment
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As presented in Figure 5.1, the following is hypothesized for the measurement

model of organizational commitment:

1) Human resource management practice is a latent exogenous variable

which is represented by eight observed variables: the payment system, reward &

recognition, empowerment, supervisor effectiveness, work cooperation, training &

development, employee participation, and job satisfaction;

2) Change-related behavior is a latent exogenous variable which is

represented by five observed variables: reform policy perception, change-related

communication, job insecurity, role conflict, and role ambiguity;

3) Work-related value is a latent exogenous variable which is represented by

four observed variables: performance oriented, people oriented, organization oriented,

and external oriented;

4) Human resource management practice, change-related behavior, and work-

related value are correlated; and

5) Errors associated with each observed exogenous variable are uncorrelated.

5.6.2 Evaluation of the Measurement Model

The measurement model was tested in an a priori method (Chapter 4) in order

to ensure and improve the validation of the measures. AMOS 16.0 was used to

estimate the measurement model of organizational commitment. The overall fit

measures obtained from a structural equation analysis of the model are presented in

Table 5.28.

As shown in Table 5.28, the likelihood-ratio χ2 value of 0.764 was statistically

significant at p>.05, indicating an acceptable fit for the model. The goodness-of-fit

index (GFI) had a value of 0.957, which was larger than the recommended level of

0.90, indicative of a good fit for this model. For the incremental fit measures, the

AGFI value was 0.932, larger than the recommended level of 0.90, indicative of an

acceptance for this model. Moreover, the NFI, IFI, and CFI values were all greater

than the recommended level of 0.90, also indicating that the model achieved a close

fit for the present data.
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Table 5.28 Overall Fit Measures for the Measurement Model

Fit Indices Criteria Statistic

Chi-square p≥ .05 .764

Goodness of Fit Index (GFI) ≥ .90 .957

GFI Adjusted for Degrees of Freedom (AGFI) ≥ .90 .932

Normal Fit Index (NFI) ≥ .90 .928

Incremental Fit Index (IFI) ≥ .90 .961

Comparative Fit Index (CFI) ≥ .90 .961

Chi-square Statistic Comparing Tested Model &

Independent Model with Saturated Model

(CMIN/DF)

≈ 1.0 .888

Root Mean Square Residual (RMR) < .05 .020

Root Mean Square Error of Approximation

(RMSEA)

< .05 .043

The Chi-square Statistic Comparing Tested Model & Independent Model with

Saturated Model (CMIN/DF) was 0.888, which is close to 1.0, indicated an

acceptance for the model. Finally, both the Root Mean Square Residual (RMR) and

the Root Mean Square Error of Approximation (RMSEA) values were 0.020 and

0.043, less than the recommended level of 0.50.

Based on the above results, the overall fit measures indicated a good fit for

this model. Therefore, the measurement model is acceptable. On the other hand, the

measurement model has overall validity.

5.6.3 The Component Fit Measures

In this part of the study, the validity of individual observed variables is

examined in order to see whether they can represent the latent variables. Table 5.29

presents all of the observed variable loadings in the measurement model. As
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indicated by T-values, this provides evidence of validity in favor of the observed

variables used to represent the construct for the latent variables.

Table 5.29 Regression Coefficients for the Model of Organizational Commitment

Variable

Relationships

Estimate S.E. T-value Standardized

Coefficient

Commitment <--- HRM .552 .297 1.86† .46

Commitment <--- Values .886 .355 2.49* .63

Commitment <--- Behaviors -.982 .554 -1.77† -.49

Satisfaction <--- HRM 1.000 .66

Participation <--- HRM 1.225 .119 10.31* .75

Development <--- HRM 1.160 .112 10.35* .71

Cooperation <--- HRM .860 .094 9.16* .55

Supervisor <--- HRM 1.197 .117 10.26* .69

Empower <--- HRM 1.092 .104 10.46* .73

Reward <--- HRM .994 .101 9.83* .63

Payment <--- HRM .699 .083 8.39* .48

External <--- Values 1.000 .49

Organization <--- Values 1.073 .097 11.01* .66

People <--- Values 1.051 .109 9.67* .60

Performance <--- Values 1.248 .135 9.26* .62

Ambiguity <--- Behaviors 1.000 .49

Conflict <--- Behaviors -1.169 .143 -8.17* -.51

Insecurity <--- Behaviors -.630 .123 -5.13* -.52

Communicate <--- Behaviors 1.652 .181 9.12* .62

Perception <--- Behaviors .308 .137 3.25* .50

Affective <--- Commitment 1.000 .66

Continuance <--- Commitment .086 .076 3.13* .56

Normative <--- Commitment 1.055 .111 9.53* .81

HRM <--> Values .154 .020 7.60* .88

Values <--> Behaviors .095 .013 7.49* .93

HRM <--> Behaviors .122 .016 7.55* .89

*p<.05, †p<.10.
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As a consequence, a path diagram with standardized parameter estimates of

the full model is presented in Figure 5.2 below.

human resources

.36
satisface8

.66
.56

participe7

.75
.50

developme6

.71

.30
cooperate5

.55

.48
supervise4

.69

.53
empowere3 .73

.40
rewarde2

.63

.23
paymente1

.48

work related

.25
externale12

.50

.43
organize11

.65

.36
peoplecue10

.60

.38
performae9 .62

change related

.24
ambiguite17

.49
.17

conflicte16

-.41

.05
insecurie15

-.23

.39
communice14 .62

.01
perceptie13

.10

.34

commitment

.43
affectiv e18.66

.01
continuae19

.06

.66
normative20

.81

.46*

.63**

-.49*

.88**

.93**

.99**

ec.31

.30

.40
.26

.16

.18

.21

-.03

-.07

.16

.04

.16

-.03

-.12

-.15

-.11

.23

.02

.06

.06

.03

.11

-.13

.11

-.06

-.19

.10

.05

-.07

-.10

.10

Figure 5.2 Path Diagram of the Full Model of Antecedents and Organizational

Commitment in the Public Energy Organizations
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According to the full model illustrated in Figure 5.2, the study revealed that

the organizational commitment of the public energy enterprises was directly affected

by their commitment antecedents found in the literature review. Moreover, the results

of the study also showed that interrelationships between the commitment antecedents

have been found. As a result, the organizational commitment in public energy

enterprises in Thailand could be simplified by the proposed model shown in Figure

5.3. The figure summarizes the four main constructs (change-related behaviors, HRM

practices, work-related values and the organizational commitment) and how the

variables in the study are interrelated. This path model shows a pattern of

relationships with organizational commitment as the theoretical and conceptual

framework proposed in this research study.

Figure 5.3 Summary of the Proposed Model of Organizational Commitment in the

Public Energy Enterprise in Thailand.

5.6.4 Hypothesis Testing of the Model

The purpose of this section of the study is to answer question 3 in the research

question stipulated in Chapter 1: To what extent do the commitment antecedents

(change-related behaviors, human resource management practices, and work-related

values) influence the organizational commitment of the public energy enterprises in
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Thailand? The purpose is therefore to test the structural (theoretical) relationship of

the model of organizational commitment in the public energy enterprises.

The proceeding sections investigate an evaluation of the model and the latent

variables involved in this study. This section focused on evaluating the relationships

found between the four latent variables: human resource management practices

(HRM), work-related values (WRV), change-related behaviors (CRB), and

organizational commitment (OC). In the previous section, the studies indicated that

all organization antecedents have direct impact on organizational commitment.

Therefore, there are three directional hypotheses regarding the relationship between

these variables in the study:

Hypothesis 7: Change-related behavior directly influences organizational

commitment.

Hypothesis 8: HRM practice directly influences organizational commitment.

Hypothesis 9: Work-related value directly influences organizational

commitment.

Table 5.29 illustrates the standardized direct effect (DE), indirect effect (IE)

and total effect (TE) estimation of the structural equation model at a statistical

significance level of p-value <.05 or greater. With regard to Table 5.30, the study

found that the change-related behaviors (CRB) had a negative direct effect on the

organizational commitment, with a total effect of -.49. Moreover, it also found that

the human resource management practice had a positive direct effect on

organizational commitment exhibited a total effect of .46. Finally, the work-related

values (WRV) had a positive direct effect on organizational commitment, with a total

effect of .63. These results suggest that change-related behavior negatively influences

organizational commitment, that human resource management practice positively

influences organizational commitment, and that work-related value positively

influences organizational commitment. As a consequence, hypotheses 7, 8, and 9 are

accepted.



157

Table 5.30 Total, Direct, Indirect Effects – Estimation of the Model of

Organizational Commitment

Dependent
Variable

Effects Independent Variables

CRB HRM WRV
OC DE -.49 .46 .63

IE .00 .00 .00
TE -.49 .46 .63

R2 = .44

DE = Direct Effect, IE = Indirect Effect, TE = Total Effect, * p<.05.

As demonstrated in Table 5.30, the square multiple correlation coefficient (R2)

value showed that 44% of the organizational commitment model accounts for the

three commitment antecedents (change-related behaviors, human resource

management practice, and work-related values) at a statistically significant p-value

of .05 level.

5.7 Some Opinions from the Quantitative Method

This section provides public enterprises employees’ views and opinions

regarding the factors influencing, negatively and positively, the organizational

commitment and performance of the public energy enterprise sector in general. In

order to do so, four open-ended questions were designed to encourage the employees

to express their thoughts freely and in their own words. These open-ended questions

requested that the respondents express their opinions in writing regarding problems

and ways to improve the public enterprise performance, as well as their attitudes

toward public enterprise reform policy. The first question was directed toward

encouraging the respondent to write about major problems or obstacles which impede

the public energy enterprise sector from working effectively and efficiency. The

second and third questions were oriented toward requesting the respondents’ opinion

with respect to their attitudes on the relationships between the State Enterprise
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Reform policy, organizational commitment, and organizational performance. The

fourth and last question was designed for any other suggestions or recommendations

that the respondents might want to give.

Based on the first question, about half of the respondents provided some

answers regarding the problems facing the public energy enterprises. The responses of

employees were classified into five major groups based on the following issues:

external and social problems, organizational and structure problems, technology and

facility problems, human resource management problems, and organizational culture

problems.

Social and external problems were considered as an impediment to the

effective and efficient performance of the public energy enterprises. Government

intervention and social conflicts are problems in sector expansion. Management of the

public energy enterprises have no power to resist the intervention from the

government. That is, organizations could not have free management to provide

services to the public. Many times, the problems lead to unclear and conflicting

policies on the part of both external and internal organizations. Changing government

policies and changing in organizational structures could lead to low productivity.

Moreover, conflicts from villagers and opposites from NGOs regarding the

construction of energy infrastructures limit the sector growth of the country.

Of those responding to the question, another major problem on the

performance of the public energy enterprises concerns problems relating to

organizational structure. Some of the respondents commented on the size of the

organization. Large organizations, bureaucratic control, high level of command, too

many rules and regulations, and overlapping in the scope of work in some

departments are some problems that were suggested as being related to their

performance. Moreover, some organizations are facing overstaffing, over-centralized

decision-making at the top level, less freedom for employees even on routine work,

too much concern with rules and regulations, and conflicts and political problems in

the organizations.

The focus of most of the problems and obstacles confronting the public energy

enterprises clusters around human resource management issues. The major human
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resource problems mentioned were the lack of specialists in some major jobs,

workload problems in some departments, lack of an incentive and motivational

system in the public enterprise system (particularly in those enterprises which follow

civil service rules and regulations), ineffective communications, inefficiency

manpower, lack of professionalism and human resource development, careless

attitudes toward work, lack of fairness in the organization, lack of coordination and

cooperation, rewards and bonuses not being related to work performance, promotion

practices based on longevity and seniority rather than performance, inefficient use of

tine at work, frequent absenteeism coupled with late arrivals and early departures, and

too many instruments for job and performance evaluation. Some respondents were

concerned about their leaders’ behavior in their organization. Some executives have

no vision, old style management styles, hesitate to make decisions, and sometimes

create unclear commands and policies.

Other problems the respondents reported were lack of facilitated equipment

(i.e., computers), out-of-date equipment, and the fast changes and high costs in

relevant technologies. Finally, the organizational culture was also noted as a problem

in the public energy enterprises. Strong values and cultures in some public utilities

were an impediment to effective and efficient performance. With ineffective

communication, strong culture dominates executives, employees, and labor unions are

not ready for changes and hence against the changes in organizations.

With respect to the second open-ended question, the respondents opined their

views on the effects of the State Enterprise Reform policy on organizational

performance and commitment. Some respondents, particularly from the totally

transformed organization, viewed that the reform policy could encourage both

organizational performance and commitment. The following was reported: the public

reform policy reduces work steps and creates work flexibility that results in higher

productivity; employees are more likely to work harder; new ideas for work

innovation are encouraged; a better work policy is supported; the organizations can

more easily access financial sources; and work competition conditions that alert

employees’ behaviors are created.
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Nonetheless, the negative impacts of the public reform policy viewed by

employees of the public energy enterprises included an private-run organization could

create negative impacts on citizens because the private organization leads to profit

maximization that costs the public, leading to conflicts in the organization, lack of

confidence on the part of employees – this reduces the number of employees and

creates more tools to evaluate work performance (work-stress) - and finally creates

job insecurity. Read this very carefully please and send any changes.

Many respondents, particularly those from the non-transformed and partially

transformed organizations, opined that there were no effects of the public reform

policy on both organizational performance and commitment. Some reasons included

the large size of public organizations so that the policy could not create any changes

in employees’ behaviors and employees felt that the organization could maintain the

same work rules and regulations. After completing the transformation process,

employees believed that their organizations remained state-enterprise forms that were

still under government control. Some respondents viewed that their organizations

were public utilities and had no competitors in the market, and that the public

enterprise reform may not be appropriate for them. Some respondents said that

employees were already working hard and organizational performance and

commitment depended on employees, not structure. Moreover, productivity depends

largely on executives’ sense of morality rather than on the reform policy.

The third open-ended question sought employees’ opinions regarding how to

improve the performance and commitment of public enterprises. Combed with the

suggestions and recommendations from the fourth open-ended question, these

suggestions can be classified into three major groups: management practice and

human resource management practice, work-related values and cultures, and limiting

political intervention.

Management practices such as creating job security and conducting

effectiveness communications in organizations are recommended by employees in

order to improve organizational performance and commitment. Moreover,

management should provide the necessary facilities and equipment for operations.

Human resource management practices comprised the largest group of suggestions
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from employees to their organizations. These HR practices included fairness in the

organization, team building, work coordination and cooperation, payment and rewards

in relation to employees’ performance and benchmark to the market, leadership, a

clear carrier path, and training and development in order to enhance employees’

employability. Additionally, management should support training in Total Quality

Management (TQM) and change its evaluation method by using a 360-degree

employee appraisal method.

It was recommended that some organizational values and cultures could

improve organizational commitment. Most of the respondents suggested that

management should consider encouraging an organizational culture in which

employees feel a part of the organization. In order to improve employee morale,

some training and development programs should be implemented to help employees

to be more committed, hard working, more oriented toward increasing their awareness

of the importance of work and of serving the public, as well as providing some

courses about work ethics.

Last, the respondents concentrated on political intervention in the business and

on the operations of the public enterprises. Some of them mentioned liming political

practices. such as controlling the prices and charges for services and products,

appointing unsatisfactory members of boards of directors, and creating an

unsatisfactory structure for public utilities.

5.8 Qualitative Results

The purpose of this section was to determine the specific perceptions and

experiences of those involved in the state enterprise reform policy by using the in-

depth interview guideline questions developed by the researcher based on the

literature review. Ten executives from each target public enterprises were chosen

(total sample was 30). With advanced appointments, in-person interviews were

conducted with the selected executives. All participants were assured anonymity for

this interview. This section of the chapter hence presents portraits of the individual
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executives. It includes summaries of the interviews by using the interview guideline

consisting of 20 open-ended questions.

One vital issue arising from the sharp demand of energy is a shortage of

human resources in this sector. This shortage of human resources could constrain

developments in the energy industry, which in turn could place limits on the

development of the economy. Human resources in the energy sector can be broadly

divided into two categories: manual and professional workers. Hence, the first three

questions were directed toward encouraging the respondents to provide their opinions

about the sharp increase in energy consumption and its impacts on the human

resources in their organization.

The results from all respondents regarding these questions were summarized

into two groups; the reasons for personnel lack in the energy sector and the actions

that organizations are taking to deal with human resource constraints.

The rapid growth in energy consumption has caused a lack of qualified

personnel in all organizations. Both organization type I and type II are facing

problems with an aging population, including the loss of skilled employees due to

retirement, which has caused a large decline in the workforce in the energy sector

over the past decade. This phenomenon is fast becoming a problem for the

organizations, as their personnel rules and regulations must be controlled by the

government. For organization type III, the rapid expansion of the organization and

the recent surge in energy demand have placed emphasis on the need for energy

supply from “upstream and downstream” operations that in turn require a sufficient

and sustainable supply of labor. For example, expertise in the interpretation of

particular geographic regions as well as advanced technologies in petroleum

operations are needed in order to ensure the success of the exploration and production

business. In addition, new technology, such as that that stems from the nuclear

industry, requires specific expertise and a skilled workforce so that the country can

develop in the near future.

In order to manage the problems in human resource availability and

sustainability, all organizations have stepped-up their efforts to recruit and train more

personnel. Due to the limitation of personnel management of organizations type I and
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II, these firms can only provide some training and development programs for their

employees. These training and development programs mainly focus on organizational

productivity and encourage employees to have merit, ethics, and to sacrifice for the

organization. Organization type III has more advantages on this constraint since it has

succeeded in the state reform and has been listed on the Stock Market of Thailand. In

addition to the basic training and development programs, the firm can provide more

incentives to the employees so as to increase the competitiveness of employment

compared with other energy firms in the market. The organization is making the

working conditions more attractive and some employees are encouraged to become

involved in further study. Moreover, establishing joint-ventures in expanded

businesses enables the training of employees to operate new emerging technologies

and to undertake R&D related activities.

The following questions requested the respondents to express their

experiences and opinions regarding the implementation, the impacts and obstacles,

and the consequences of the state enterprise reform in their organizations.

The state enterprise reform has been implemented in all public energy

organizations in Thailand at different levels. In organization type III, the government

has implemented the reform policy since 2000. This organization was corporatized on

September 2001; the government approved the listing of the organization, and this

state-owned oil and gas company became the largest company by market

capitalization upon being listing on the Stock Exchange of Thailand (SET). For

Organization II, the reform was implemented in order to raise funds for future

investments and business expansion. However, the process came to a halt after the

Administrative Court ordered that the Initial Public Offering (IPO) be suspended.

Subsequently in March 2006 the Thai Administrative court ruled that the

organization’s corporatization process was non-compliant with the Thai laws. It is to

be seen whether or not or how soon the laws will be amended in order to pave way for

this organization to resume the IPO process. Finally, the reform had been introduced

to organization I and the organization only was in the process of internal preparation.

With fears of this being repeated as with the Organization II reform, the suspension of

the reform process in Organization I was initiated. At the present, organization type I
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and II are not recognized to fully accept the state enterprise reform, even though these

organizations have prepared for and have pre-implemented the reform. In the

meantime, organization type III has completely implemented the reform policy.

According to the respondents of organization type I and type II, the major

causes and obstacles of these organizations include the presence of rigid bureaucratic

rules and procedures limiting the flexibility needed for effective operations of their

public enterprises. The first and most significant cause concerns the financial rules

and regulations that keep the costs down and reduce expenses. The organizations were

not able to achieve maximum output from their financial resources. The rigidity of

financial rules, restrictions in obtaining approval on financial matters (particularly in

purchasing) and restrictions in investments, created efficiency problems. For instance,

private power generation can have negotiation power with suppliers in order to

purchase better technology at a lower cost because their decision making process is

short. For organization type II, the purchasing process for a similar task may take a

year to complete.

Another major obstacle for organization type I and II is the imposition of civil

service rules and regulations. Civil service regulations impede the flexibility needed

for the operations of these public organizations as commercial entities. The public

enterprises can not establish proper human resource management systems that fit their

activities because civil rules and regulations limit the enterprise’s personnel affairs in

terms of new recruitment, incentive systems, and employee rewards. It is difficult to

hiring qualified personnel or to dismiss unqualified personnel. Moreover, the civil

service rules and regulations weaken the relationship between individual performance

and the rewards which are important for commercial enterprises. As a consequence,

the organizations are now facing a high number of aged employees and a high number

of unqualified employees. It can be seen that, these two groups of personnel in the

organizations are more likely to be against the implementation of the reform policy.

Some respondents reported that bureaucratic control over their organizations

influences the way in which the organizations deal with the public in providing

services. Instead of becoming sensitive to the public’s needs, the management of

some public enterprises becomes more control-oriented and less customer-oriented.
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In addition, some employees of these enterprises showed less willingness to put extra

effort into achieving the enterprise’s goals and were more reluctant to stay overtime to

finish their jobs without being paid.

On the other hand, the success of the reform in organization III certainly

induces the business expansion and rapid growth of the firm. Furthermore, the

enterprise can easily approach market funds and have more flexibility in the

expenditure and investment decision making. In order to compete with external

competition, organization III enjoys advanced and modern management practices as

well as equipment and technology. Finally, the employees earn a higher salary and

greater benefits when benchmarking to the market.

The state enterprise reform implemented with all three organizations in this

study has had a profound impact, not only on the economic and financial results of the

organizations, but also on the human factor – individual employees, human resource

management practices, and the cultures and values in the organization.

With regard to the cultures and values in the organization, the organizational

goals of the transformed organizations are expected to shift toward profit

maximization since private firms pursue shareholder value maximization, whereas

public organizations are dependent on political objectives and public interest, where

profit is not the primary goal.

Reductions in the number of employees after the reform process have been

cited as the major consequence of the state enterprise reform in Organizations I and II

since these organizations are associated with over-staffing. Therefore, downsizing

and job insecurity have become the major issues in these organizations. These issues

imply behavioral changes on the part of individual employees and are likely to be

accompanied by resistance. The respondents from Organization I and II reported

resistance and work stress occurring from their labor unions as well as some manual

employees during the preparation of the reform process in their organizations. It was

observed that the resistance to the reform mainly failed among the aged and lower

level employees rather than with upper level and younger employees. The aged

employees possessed a very high level of continuance commitment. Because

organization I and II are older than Organization III, the number of aged personnel in
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these two organizations is larger and more likely to be against the reform. While the

lower positions are afraid of job loss from the reform policy (cost effectiveness

requirement) and investment in information technology, the middle positions are

likely to experience higher levels of stress than those in lower positions. Moreover,

most executives and individuals in high positions are more likely to support the

reform since they expected to earn more benefits when the organizations benchmark

to the market rates.

As a consequence of the state enterprise reform and awareness of the lacking of

personnel in the energy sector, all public energy enterprises have introduced human

resource policies and practices to be significant management tools to promote

commitment of their employees to the new policy or, at least, to help define

acceptable corporate behavior in the new order. Some management tools (such as

TQM, KPI, etc.) have been widely implemented to all public energy enterprises.

Extensive and intensive training programs, furthermore, have been implemented in

order to develop a more commercial and customer-oriented approach.

The last three questions were oriented toward requesting the respondents’

opinions with respect to solutions and suggestions to improve the implementation of

the state enterprise reform policy in Thailand.

All of the respondents from Organization III believed that the state enterprise

reform was a solution to improve the efficiency and effectiveness of public enterprises.

The reform truly provides large opportunities for business growth and expansion for

this enterprise. For Organization I and II, nonetheless, some of the respondents called

for opening the door to other private enterprises to provide the same services or

produces in order to create a more competitive environment which would help some

public enterprises (such as telecommunications) to improve their performance in

general. These respondents also believed that transferring the public enterprise to a

mix between a public and private organization in this sector would improve

organizational performance.

In addition, some respondents believed that restructuring the specific public

enterprises (public utilities and public health) but keeping them totally state-owned

public enterprises would be a better alternative for the reform. In this alternative, the
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government and policy makers should reevaluate and restructure the public

enterprises to become more business oriented. Another solution suggested granting

the public enterprises full autonomy from civil service rules and regulations as well as

having a separate budget and financial rules from state procedures.



CHAPTER 6

CONCLUSION, DISCUSSION, AND RECOMMENDATION

The final chapter of this dissertation includes three major topics covering the

summary of the research results, details of the findings, and implications as well as

recommendations. The summary section restates the theoretical problem that led to

the research and findings. The discussion section addresses the results of the research

questions and hypotheses and the implications of the study for the organizational

commitment of the public energy enterprises in Thailand. The last section provides a

set of recommendations for policy makers and management of the public energy

enterprises in Thailand and at the same time, suggests areas for future research.

6.1 Summary of the Research

The public enterprise sector has played a significant role in accomplishing

development objectives in developing countries. Governments are managing and

expanding the public enterprise sector with the intention of promoting and

accelerating national development. These public enterprises operate in all

development sectors of nations, including public utilities and energy.

Energy in Thailand is one of the most important sectors that has long been

managed and operated by public enterprises. Due to the dramatically increase in

energy demand, the Thai government approved The Master Plan for State Enterprise

Sector Reform in 1998 in order to reduce financial burdens as well as to improve the

efficiency and effectiveness of major public enterprise sectors, including the energy

sector in Thailand. At present, the master plan or the reform policy has been

implemented for all public energy enterprises in Thailand, including Petroleum

Authority of Thailand (PTT), Electricity Generating of Thailand (EGAT),

Metropolitan Electricity Authority (MEA) and Provincial Electricity Authority (PEA),

to different degrees and at different levels. As a result, depending on ownership and
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management, the public enterprise reform results in three major types of the public

energy enterprises in Thailand: organization type I – non-transformed or totally state-

owned organization, represented by MEA and PEA; organization type II – partially-

transformed organization, represented by EGAT; and organization type III – totally-

transformed organization, represented by PTT.

The reform policy for the energy sector in Thailand also has led to

organizational changes in public energy enterprises. According to the literature

review, some organizational changes could affect employees’ organizational

commitment in both positive and negative ways. Major organizational changes

include changing human resource management practices, change-related behaviors,

and work-related values (cultures) in organizations. This research therefore is

oriented toward systematically examining the current organizational variables and the

forms of public enterprises as shaped by the public reform policy.

The main purpose of the comparison is to investigate how the different amounts

of organizational change factors negatively or positively influence the employees’

organizational commitment to the public energy enterprises in Thailand. The study

hence specifically examines the following research questions:

1) Do the levels and types of organizational commitment differ among Thai

public energy enterprises as perceived and viewed by their employees?

2) Do the levels and types of organizational change factors differ among Thai

public energy enterprises as perceived and viewed by their employees?

3) To what extent do the organizational change factors influence the

organizational commitment of the public energy enterprises in Thailand?

Nine hypotheses were tested to answer the research questions proposed by this

study:

Hypothesis 1: Employees’ affective commitment mean of organization type I

is lower than that of organization type II and employees’ affective commitment mean

of organization type II is lower than that of organization type III.

Hypothesis 2: Employees’ continuance commitment mean of organization

type I is lower than that of organization type II and employees’ continuance

commitment mean of organization type II is lower than that of organization type III.
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Hypothesis 3: Employees’ normative commitment mean of organization type I

is lower than that of organization type II and employees’ normative commitment

mean of organization type II is lower than that of organization type III.

Hypothesis 4: Levels of change-related behaviors differ among all types of the

public energy organizations as perceived and viewed by their employees.

Hypothesis 5: Levels of human resources management practice differ among

all types of the public energy organizations as perceived and viewed by their

employees.

Hypothesis 6: Levels of work-related values differ among all types of the

public energy organizations as perceived and viewed by their employees.

Hypothesis 7: Change-related behavior factors directly influence employees’

organizational commitment to the public energy enterprises in Thailand.

Hypothesis 8: Human resource management practice factors directly influence

employees’ organizational commitment to the public energy enterprises in Thailand.

Hypothesis 9: Work-related value factors directly influences employees’

organizational commitment to the public energy enterprises in Thailand.

The sample for this study included employees of three public energy

enterprises (MEA, EGAT, and PTT) in Thailand. The data were generated from their

employees through survey questionnaires. In-depth interviews with executives were

conducted in order to obtain more information and insights regarding the research

questions addressed in this study. Before administrating the questionnaires, a pilot

study was conducted to resolve validity problems. The questionnaire was revised to

resolve any problematic areas. Finally, 589 completed questionnaires and 30 in-depth

interviews from three public energy enterprises were used in the study.

Data obtained from the questionnaires were analyzed statistically utilizing two

methods. Descriptive statistics were used to explore the respondents’ answers to

selected questionnaire items. This involved analyzing frequency distributions and

percentages. Inferential statistics were employed to examine the significance among

variables. The F-test was used to test whether there were significant differences

between totally state-owned, partially transformed, and totally transformed

employees’ responses on the attributes of organizational commitment and on the

organizational change factors that resulted from the reform policy. The structural
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equation model (SEM) was used to identify the degree and direction of the

associations between the responses of employees of three types of the enterprises with

respect to the major and important factors causing organizational commitment to the

public energy enterprises.

6.2 Discussion of the Findings and Implications

The study on the perceptions of Thai public energy enterprise employees

regarding the presence of attributes of organizational commitment evidenced

significant results. The findings of the study revealed that the totally state-owned

public enterprise has mean scores which demonstrated less emphasis on affective

commitment and normative commitment compared to partially transformed and

totally transformed public enterprises, whereas their mean scores on continuance

commitment were not different in these enterprises. These findings partially

confirmed the hypotheses of the study, which were consistent with the literature.

6.2.1 Discussion of Findings

This section discussed the findings organized around three major research

questions addressed in this study. Table 6.1 summarizes the research hypotheses

formulated and the findings with regard to the hypotheses of the study.
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Table 6.1 Summary of Findings

Item Hypothesis Statements Finding

H1 Employees’ affective commitment mean of organization

type I is lower than that of organization type II and

employees’ affective commitment mean of organization

type II is lower than that of organization type III.

Accepted

H2 Employees’ continuance commitment mean of organization

type I is lower than that of organization type II and

employees’ continuance commitment mean of organization

type II is lower than that of organization type III.

Rejected

H3 Employees’ normative commitment mean of organization

type I is lower than that of organization type II and

employees’ normative commitment mean of organization

type II is lower than that of organization type III.

Partially accepted

H4 Levels of change-related behaviors differ among all types of

the public energy organizations as perceived by their

employees.

Partially accepted

H5 Levels of human resources management practices differ

among all types of the public energy organizations as

perceived by their employees.

Partially accepted

H6 Levels of work-related values differ among all types of the

public energy organizations as perceived by their

employees.

Partially accepted

H7 Change-related behavior factors directly influences

employees’ organizational commitment to the public energy

enterprises in Thailand.

Accepted

H8 HRM practice factors directly influences employees’

organizational commitment to the public energy enterprises

in Thailand.

Accepted

H9 Work-related value factors directly influences employees’

organizational commitment of the public energy enterprises

in Thailand.

Accepted
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6.2.1.1 Discussion of Research Question 1

In order to respond to research question 1 (Do the levels and types of

organizational commitment differ among Thai public energy enterprises as perceived

and viewed by their employees?) in this study, the research findings for hypotheses 1,

2, and 3 will be discussed.

The finding for the first hypothesis showed that a statistically

significant difference existed in employees’ affective organizational commitment

regarding the organizational structure in relationship to the nature of the ownership

and management that resulted from the public enterprise reform. The employees in

totally state-owned public enterprises revealed that their affective commitment level

was less than that of those in the partially transformed enterprise; furthermore, the

employees in the partially transformed enterprise revealed that their affective

commitment score was less than that of those in the totally transformed enterprise.

The finding for the second hypothesis revealed that a statistically

significant difference did not exist in employees’ continuance organizational

commitment regarding organization structure in relationship to the nature of

ownership and management resulting from the public enterprise reform.

The finding of the third hypothesis indicated that a statistically

significant difference existed in employees’ normative organizational commitment

regarding organizational structure in relationship to the nature of ownership and

management resulting from the public enterprise reform. The employees in totally

state-owned public enterprise revealed that their normative commitment level was less

than that of those in partially and totally transformed enterprises; nonetheless, the

employees in partially and totally enterprises revealed their normative commitment

score at the same statistical level.

It is evidenced that, from the results of hypothesis 1 to 3, the levels of

some types of organizational commitment of employees in public energy enterprises

are different to a certain extent. The level of employees’ affective commitment and

normative commitment in the totally transformed public enterprise is higher than that

of partially transformed and non-transformed public enterprises. Nevertheless, the

differences of the level of employees’ continuance commitment in all public
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organizations were not statistically significant. In addition, the analysis of variance

results suggested that when demographic variables accounted for the covariates,

organization type effects for affective and normative commitments remain strong.

The first and significant observation drawn from the results of this

study is that there is a significant difference in the level of some attributes of

organizational commitment between three types of public energy enterprises. The lack

of a structural type difference holds for only continuance commitment.

Since implementing a public reform policy can result in several forms

of partial- or full-privatized organization, it leads to the question of whether

organization structure matters to performance and commitment. As stipulated in the

preceding sections, in principle, employees in the private organizations show higher

organizational commitment than that in the public organizations. Hence, the research

findings have partly confirmed the evidence since only affective and normative

commitments in the totally transformed organization are higher than those in partially

and non-transformed organizations.

According to Lawler and Yoon (1996), the degree of interaction

between parties (groups of employee) to exchange in organizations influences the

relational cohesion and organizational commitment of each party. If structuring

depersonalized the exchange, commitment should fall. Although there is evidence

that bureaucratic structuring increases commitment in voluntary associations (Knoke,

1990), the results of this study have partly supported the previous studies (e.g., Fiorito

et al., 2007), that bureaucratic structuring is negatively related to organizational

commitment.

6.2.1.2 Discussion of Research Question 2

With respect to the second research question (Do the levels and types

of organizational change factors differ among Thai public energy enterprises as

perceived and viewed by their employees?), the findings of hypotheses 4, 5, and 6

will be discussed.

The finding for the fourth hypothesis showed that the employees’

perceived some organizational change-related behaviors at different levels in the

public energy enterprises. Statistically significant differences were found between
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three types of public enterprises for the following factors: perception of the reform

policy, change-related communication, and role conflict. The totally transformed

enterprise had a higher level of public reform policy perceptions and change-related

communication than those of totally state-owned and partially transformed public

enterprises. The role conflict factor, however, was evidenced at a higher level than

that of partially transformed and totally transformed organizations. For the remaining

criteria, it was observed that the transformed organizations – both partially and totally

– had a lower job insecurity and role ambiguity level than that of the non-transformed

organization even though the differences for these factors were not statistically

significant.

The results of the finding for the fourth hypothesis therefore confirmed

that the transformed organization had higher mean scores in the employees’

perceptions of the reform policy and change-related communications in their

organization than both partially transformed and non-transformed organizations.

Employees in the transformed public enterprise have been found to have favorable

attitudes toward the implementation of the State Enterprise Reform. According to in-

depth interviews, the transformed organization prioritizes the importance of

communication as well as implements these communications effectively at all levels

in their organization. Effective communications on changes would also improve their

management and organizational practices.

Unlike the reform policy perception and change-related

communication factors, the role conflicts in non-transformed and partially

transformed were higher than those of totally transformed organization. This proved

that the reform could help reduce the role conflicts of employees in the transformed

organizations. Nevertheless, job insecurity and role ambiguity in all organizations

were not different. This is because the government still remains a majority

shareholder and retains control of the public enterprises.

The public reform policy has been viewed as a major administrative

reform for the improvement of the public enterprise’s performance as well as for

reducing the financial burden of the government. Considering the public reform

policy as the core issue, employees of some public enterprises took a unified stance
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toward publicly expressed opposition to this decision. The mere motion of ‘the reform’

translates to an employees’ apprehensiveness, fear and the reality of imminent job loss. As

an alternative solution to bureaucratic control, however, the respondents of totally

transformed public enterprises held favorable attitudes toward implementing the reform

policy for their respective enterprises. Moreover, the totally transformed public enterprise

has better communications when changes occur. Coulson-Thomas (1997 quoted in Kalyal,

2007) reported that ineffective internal communication becomes a major contributor to the

failure of change initiatives. In the meantime, communications can be used to reduce

resistance, minimize uncertainty and gain involvement and commitment as the change

progresses. This in turn improves morale and retention rates (Klein, 1996). In contrast to

policy perception and change-related communication, role conflict in totally transformed

organization is lower than that in the partially transformed and non-transformed

organization. According to Rizzo et al. (1970 quoted in Kalyal, 2007), role conflict is an

incompatibility in communicated expectations that interferes with perceived role

performance. Hence, effective communication in totally transformed organization could

reduce the level of role conflicts in their organization. The results in this study hence

supported the evidence that suggests that positive attitudes or perceptions regarding the

reform policy, effective communications in the organization, and a low level of role

conflicts in the totally transformed organization encourage a level of success in public

reform policy implementation.

The findings for the fifth hypothesis revealed that the employees’ perceived

most of the human resource management practices at different levels in the three public

energy enterprises. Statistically significant differences were found between three types of

public energy enterprises in five HRM practices, including the payment system, reward and

recognition, supervisor effectiveness, training and development, and employee participation.

Those in the transformed organizations – both partially and totally – had higher mean

scores than those in the non-transformed organization for the above-mentioned factors.

Moreover, it can be observed that the employee participation mean score in the totally

transformed public enterprise was the highest.

According to the HRM philosophy, organizational commitment is the

joint responsibility of line managers and the human resources department. The way

organizations behave as they practice the organization’s human resources policies can
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influence employees’ behaviors (Shepperd and Mathews, 2000). The study found that

some human resource management practices in both partially and totally transformed

organizations were more effective than those in totally state-owned enterprises. Those

HRM practices, resulting form the research, included the payment system, reward and

recognition, supervisor effectiveness, training and development, and employee participation.

The environment of the totally state-owned public enterprise is less

able to maximize employee satisfaction regarding wages and the reward system. The

employees in this organization were not satisfied with the payment and reward

systems because the systems were not related to performance. Employees were not

satisfied with the payment or salary system, nor with the monetary benefits did they

receive. The payment and reward systems are important tools to modify employees’

behavior in organizations. Lawler et al. (1998) stated that the reward system can play

an important role in determining the success or failure of any organizational

improvement effort, especially if it is based on organizational performance for

ensuring employee involvement and increasing employee commitment to

organizational success. As a consequence, lower salaries and monetary benefits

compared with the partially and totally transformed public enterprises have explained

their lower levels of organizational affective and normative commitments.

The interpersonal treatment employees received from their supervisors,

such as “adequately considering their view points, supporting their personal biases,

explaining their decisions and providing feedback timely and applying decision-

making criteria consistently” could have strong effects on the employee’s perceptions

of fairness (Whitener, 2001). The study found that both transformed (partially and

totally) organizations had more effective supervisors as perceived by their employees.

Therefore, these transformed organizations that have supervisors that treat employee

fairly as they enact procedures and HRM practices could increase their employees’

trust in the organization and supervisors, which will in turn positively affect the levels

of organization commitment.

Training and development are also closely associated with cultural

changes and indirectly influence employee commitment in much of the HRM

literature. McElroy (2001) argues that organizations that extensively train their

employees create a reputation for valuing and developing them. He adds that this
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HRM practice provides a vehicle through which organizations can attract the right

kind of employees. Thus, people that are high achievers would be attracted to

organizations known to value their employees. McElroy further suggests that

increased self-worth and importance could be a mechanism through which training is

predicted to increase organizational commitment. This is because organizations that

invest in training send a clear message to their employees that the organization is

committed to their. The employees are bound to respond to their organizations. The

response might be in the form of affective commitment because of the psychological

attachment to the organization and its goal that are induced by organization specific

training, or it might be a moral obligation to give the organization its money’s worth

if the organization has funded the training. The research revealed that both partially

and totally transformed public enterprises had more training and development activity

in their organizations than that in the totally state-owned public enterprise. Thus,

training and development in an organization could reflect the level of organizational

commitment of the public energy enterprises.

Employee participation is involved at all levels of participative

decision-making, and employees of different organizations exhibit different levels of

participation. Moving decision-making power downward in the organization requires

an organizational philosophy of shared authority and accountability (Lawler et al.,

1998). According to Meyer and Allen (1997), changing from a system of hierarchical

control to one in which employees are encouraged to demonstrate initiative clearly

shows that the organization is supportive of its employees and values their

contributions. In agreement with this report, Pfeffer and Viega (1999) believed that

allowing employees the opportunity to make and take responsibility for decisions that

affect their work should increase their sense of responsibility and stimulate more

initiatives and effort of the part of employees. As shown in the results of this study,

the employees in totally transformed public organizations had higher levels of

participation in their organizations. However, the difference was not significant in the

levels of employee participation in partially transformed and totally state-owned

public enterprises. Since McElroy (2001) argues that employee participation can

increase affective commitment when employees are involved in decision-making and

when the organization is decentralized, this practice of HRM in the transformed
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organization might reflect the higher levels of their affective and normative

commitment.

The finding for the sixth hypothesis on the work-related values

indicated that employees perceived those antecedents differently in all three public

energy enterprises. Statistically significant differences were found between three

types of the enterprises for the following factors: performance oriented and external

oriented values. Those in the transformed organizations had higher mean scores than

both those in either the partially or non-transformed organizations. Hence, the

findings partly confirmed the hypothesis.

With the sixth hypothesis, the state enterprise reform policy would

induce a change in work-related values due to the new objectives and management

practices and the need to increase efficiency and effectiveness. In fact, from the four

work-related value dimensions that were measured in this research, two of them were

strengthened: performance oriented and external oriented values. The transformed

organization seems to develop ‘stronger’ values and focuses on creating not only

better individual accountability and inter-organizational communication and co-

ordination, but also an increased concern for team spirit and for human resources and

their development (Cunha and Cooper, 2002). These findings are similar to a report

by the United Research (1990) study. The analysis over time, within the partially

transformed organization, reinforces this conclusion. Indeed, the unit that would be

privatized later on had initially significantly lower levels in organizational orientation,

performance orientation, and people orientation. Nonetheless, after being partially

privatized, these scores significantly increased, while organizational orientation and

people orientation decreased for the units that were not privatized. These changes are

reasonable because they reflect the belief that when knowledge, innovation and

information are critical for the companies’ survival and success, human resources can

be a source of competitive advantage (Wright et al., 1994) as long as the companies

provide them with the conditions to use and develop their talents, exchange

information in a coordinated but extensive way, as well as motivate them by truly

acknowledging individual efforts and contributing to achieving organizational

objectives and goals.
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6.2.1.3 Discussion of Research Question 3

For the third and last research question (To what extent do the

organizational change factors influence the organizational commitment of the public

energy enterprises in Thailand?), hypotheses 7, 8, and 9 will be discussed.

The results for the seventh hypothesis indicated a moderate negative

coefficient of -.49, estimation of the structural equation model at a statistically

significant level greater than .10. These findings suggest that when change-related

behaviors are present in the workplace, employees’ organizational commitment

decreases. These change-related behaviors were proved to have a negative impact on

organizational commitment, as hypothesized. This negative relationship between

organizational commitment and change-related factors is consistent with the findings

of Lopopolo (2002), Bersamin (2005), Kalyal (2007).

At the estimation of the structural equation model at a statistically

significant level greater than .10, the finding for the eighth hypothesis revealed a

moderate positive coefficient of .46. The results suggest that when human resource

management practices are present in the workplace, employees’ organizational

commitment increases. Hence, the HRM practices were predicted to have a positive

impact on organizational commitment.

The results of this study support the above empirical evidence (Laka-

Mathebula, 2004; Fiorito et al., 2007) because of this positive coefficient.

Lastly, the results for the ninth hypothesis showed a highly positive

coefficient of .63, at a statistically significant level greater than .05. The findings

suggest that when work-related values are present in the workplace, employees’

organizational commitment would highly increase. As the work-related values were

predicted to have a positive impact on organizational commitment, the results of this

study therefore support the previous research of Soipetch Resanond (2002), Cunha

and Cooper (2002), Kathrins (2007).

6.2.2 Implications of the Research

The present study examined organizational commitment in the public energy

enterprises in Thailand by testing the conceptual framework stipulated in Chapter 2

and the resulting the path diagram illustrated in Figure 5.3; as a consequence, the
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results of this study provide some significant implications, particularly for academics,

in the flowing pages.

As the literature review indicated, and from the numerous factors that serve as

antecedents of organizational commitment, this study represents theoretical or

empirical research regarding the antecedents and consequences of organizational

commitment in the energy sector. Despite the fact that organizational commitment is

an important factor as a basic requirement for the effective functioning of

organizations, there have been few empirical studies of organizational commitment in

Thai public energy sector. As expected, this study revealed the importance and

impact of the public reform policy on some organizational change factors and has

enhanced our understanding of employees’ perceptions on organizational commitment

outcomes in the public energy sector. In other words, this study contributes to

expanding change-related antecedents and organizational commitment knowledge,

especially in light of the role of the public enterprise reform. As a result, this study

provides a basis for energy industry researchers to further test the relationship among

these constructed variables.

Empirical evidence appears to support the view that change-related behaviors,

HRM practices, and work-related values can influence the development of

organizational commitment, especially regarding affective and normative

commitments. Organizations that require their employees to develop organizational

commitment should provide a supportive work environment which creates a mutually

beneficial environment. The practical implications are that organizations should create

specific commitment cultures by providing effective communications, extensive

training and development, market-related compensations and incentives.

The commitment values that are related to the organizational commitment in

this study are performance and external orientation. Organizations could establish a

receptive foundation for commitment initiatives by creating a ‘commitment values.’

According to this viewpoint, commitment to the mission and values of the

organization is a fundamental principle. Organizations can then communicate the

values of employee commitment through their company mission statement and other

executive communications. Training and development can serve as additional levers

for enhancing organizational commitment.
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Training and development are closely associated with values changes. It is one

of the key policy areas necessary to achieve new core values in which organizational

commitment ranks high. In order to enhance these commitment values, training can

begin with orientation for new employees. This orientation should present several

important opportunities, including explaining pay linked to performance, work

schedules, and corporate policies. This would give an organization a chance to

encourage employee commitment by explaining how the new job contributes to the

organization’s mission. Through orientation, managers can describe how their

company is organized, introduce new employees to their co-workers, and explain

company regulations and other procedural matters. In sum, training and development

can foster a ‘person-organization’ fit that is vital for developing productive and

dedicated employees.

For current employees, training and development would help them to acquire

the knowledge and skills they need to perform their jobs. Employees that enhance

their skills through training are more likely to engage fully in their work because they

derive satisfaction from mastering new tasks. Training and development also enhance

employees’ value for organizations as well as their own employability in the job

markets. Moreover, most organizations offer higher wages for skilled workers in

order to compensate them for their greater value and to discourage turnover.

Managers interested in fostering commitment among their employees should

select and adopt HRM practices that would contribute to the perceptions of the

organizational commitment to their employees and indirectly to the development of

affective commitment. Organizations should not just adopt any HRM practices, as

they might not have the same impact on their kind of industry. For instance, job

insecurity did not have any significant influence on the organizational commitment of

employees in the energy sector, as was expected.

Based on the HRM practices discussed above, compensations and equitable

rewards can powerfully influence employee commitment. Open and accurate

communication creates an impression that the organization cares for and values the

employee as a partner. Furthermore, by providing an explanation of managerial

decisions that affect employee welfare, the future of the organization and other labor

issues would facilitate the development of organizational commitment, as it reduces
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speculation on the part of employees. Furthermore, managers of transforming

organizations should focus on the need to implement human resource management

practices that lead to different corporate values and reinforce the work behaviors and

attitudes that, in the new competitive environment, are being demanded from

organizational employees, both at executive and non-executive levels.

6.3 Recommendations

The results of the findings provide some directions for future research and

practice.

6.3.1 Recommendations for Policy Practitioners

The results of the study confirmed that some organizational factors in the

public energy enterprise influence organizational commitment in terms of change-

related communication, specifically HRM practices and the specific values in public

transformed organizations. As a consequence, the government should consider the

following in order to support the energy sector:

1) Implementation of the state enterprise reform policy should

consider the specific factors affecting organizational commitment, taking the results

from this research into consideration. Supporting measures for the reform should be

also consistent with those factors. Successful public reform policy depends largely on

these will and support of the government. Without such support, public officials might

have difficulty implementing specific measures, i.e., a marketable payment system,

equitable rewards, effective leadership, extensive training and development, employee

participation, effective communications, etc. – that encourage employee commitment,

partly because of the lack of management initiatives and decisions, legal constraints,

human resources management constraints, or problems due to lack of public reform

experience. In addition, political support should be ongoing and evolving in order to

be certain that the specific measures are implemented continuously by public

organizations.

2) The implementation of the state enterprise reform should be

encouraged in some specific sectors and an incremental approach rather than a



184

wholesale approach to the reform policy should be pursued. The government should

classify and set a list of priorities; and competitive environmental and small public

enterprises should be given first priority. The reform of the most prioritized public

enterprises will motivate the employees, the general public, and domestic investors to

participate in the new organization’s equity. The objectives of the state reform policy

should not only focus on organizational productivity because improving productivity

can be performed by other methods of management. Rather, the objectives of the

reform should allow for flexibility in financial approaches and implementing private

management practices and incentives to be subject to such market controls and

competition should be encouraged.

3) Effective communications for the reform process are very

significant. There is no agency responsible for information management at the policy

level, and no information on different opinions regarding the reform has been

collected. Information disclosure was a one-way type of communication, which

contradicts the principle of transparency and does not support participation in the

policy process. Effective policy information management and public information

dissemination systems are needed for both the public sector and for civil society.

4) Some public enterprises may require partially-owned public

enterprises, in which the majority of shares are owned by the state and the minority of

shares owned by employees and domestic investors. This form is advantageous in

terms of improving the cultures and values of the public organizations by applying

private management practices and in terms of being under government control in

order to implement development policies. This structure of the new organization

would create a feeling of being a government officer serving national and citizen’s

interests rather than for the private interests.

5) Public enterprises not targeted for the reform should consider

restructuring. Restructuring organizational practices and management procedures

should be conductive to organizational commitment, hence enhance efficiency and

effectiveness. Public enterprises are subject to the standards that have long been

applied to private enterprises. Criteria such as efficiency and effectiveness should be

used to measure the performance of public enterprises. Applying these measures

requires a new orientation toward public enterprises and their managers. Restructuring
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requires an operational setting that promotes a greater degree of managerial autonomy

in overall decision-making in the areas of financial management, investments and

employment. As part of restructuring for market competition, there is a need to reform

the rigid wage scale and personnel system. Public enterprises that are encountering

the global market should be allowed to design their own pay system and make sure

that it suits the specific needs for the industry. Furthermore, public enterprises should

develop an incentive mechanism that links to performance in such way that personnel

earnings are linked to their own performance as well as the performance of their

public enterprise.

6) The implementation of the state enterprise reform should be careful

and thorough because of the lack of organic laws and regulations on the reform

process in Thailand.

6.3.2 Recommendations for Future Research

It is recommended that the future research move in the following directions:

1) Further research should be conducted by using the same theories

and methods with two or more countries in order to analyze the cultural comparison

and validity of theses effects because conducting organizational commitment by using

the commitment factors of Western theories in this study may not fit the Thai context.

Since the research provides knowledge regarding organizational implications in a

non-Western culture (in Thai context), it is not possible to compare the potential

effects of cross-cultural study.

2) Future research should be conducted in other public enterprise

sectors in order to obtain an overall picture of organizational commitment in the

public enterprises. While this study used the energy sector because of its

appropriateness for comparative analysis, other sectors (such as telecommunication,

transportation, industry, finance, etc.) can be identified and adopted as samples.

Research on different industries can offer an opportunity for a sector-comparison as

well as an industry-comparison. This would be useful to policy formulation and

implementation.

3) Future research should be conducted with the private sector by

employing the factor studies in this research and/or other factors appropriate to the
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private sector. Such studies can attempt to explore further the nature of commitment

in the public and private sectors in different sectors and identify whether there are

distinct sector-specific or culture-specific characteristics. Furthermore, comparative

studies of the public sector and the private sector can also be beneficial for viewing

the similarities or dissimilarities between organizational commitment in both sectors.

4) Future research should be conducted in the area of desirable

commitment types and the interactions among the types of commitment. Such studies

can attempt to measure multiple desirable behaviors and empirically explore whether

and how the three dimensions of commitment are related to these behaviors, as well

as how the three types of commitment affect one another. The results from such

research would provide comprehensive information relevant to the basic

understanding of the multiple dimensions of organizational commitment.
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Survey Questionnaire in English



SURVEY QUESTIONNAIRE

Public Enterprise Reform and Organizational Commitment:

A Comparative Study on the Energy Public Enterprises in Thailand

This research is a part of the doctoral dissertation for the Ph.D. Program in
Development Administration (International) Program, Graduate School of Public
Administration, National Institute of Development Administration (NIDA), Bangkok,
Thailand.

You are invited to participate in this research study. You will be requested to
complete a questionnaire regarding your perceptions of the State Enterprise Reform
policy as well as your commitment at your organization.

Your participation is voluntary and confidential. No names or other individual
information will be used. There is no alternative study other than what has been
described. There is nor known or anticipated risk in your participation. No deception
technique is used.

There is no ‘right’ and ‘wrong’ answer to the questionnaire. Your responses will be
kept completely confidential and combined with others. No identifying information
will be used when discussing the results. The data gathered will be used for
informational and academic purposes only.

Thank you for your participation.
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QUESTIONNAIRE

Part I: Background (Socio-demographic) Information

Please answer the following questions regarding the demographic and occupational

information by checking in the provided spaces.

1. Gender: ____ Male ____ Female

2. Age: ____ Years

3. Marital Status: ____ Single ____ Married ____ Divorced/Widowed/Others

4. Educational level:
____ High school or lower
____ Certificate or vocational school degree
____ College/Bachelor degree
____ Master/Doctoral degree

5. Name of organization:
____ PTT (Totally transformed type)
____ EGAT (Partially transformed type)
____ MEA (Non-Transformed type)

6. Type of your professional/department:
____ Engineering (technical)
____ Non-Engineering (administration)

7. Management position:
____ Lower-level-management
____ Mid-management
____ High-level management

8. Time spent at this organization (Tenure):
____ Less than one year
____ 1 – 5 years
____ 6 -10 years
____ More than 10 years

9. Salary level (per month):
____ < 10,000 Baht
____ 10,000 – 25,000 Baht
____ 25,001 – 50,000 Baht
____ 51,001 – 75,000 Baht
____ 75,001 – 100,000 Baht
____ > 100,000 Baht

10. Do you feel committed to your organization:
____ Yes
____ No
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Part II: Perceptions Toward Organizational Changes and Communications

The following statements relate to your feeling and attitudes towards organizational changes
and communications in your organization. Please indicate the extent of your agreement and
disagreement with each statement according to the following scale:

1= Strongly Disagree, 2=Disagree, 3=Neither Agree nor Disagree, 4=Agree, and
5=Strongly Agree

To make your selection, please circle the desired number.

2.1 Most of the time I receive sufficient notice of changes that affect my
work group

1 2 3 4 5

2.2 Management takes time to explain to employees the reasoning
behind critical decisions that are made

1 2 3 4 5

2.3 Management is adequately informed of the important issues in my unit 1 2 3 4 5

2.4 Management makes a sufficient effort to get the opinions and feelings
of employees on changed issues

1 2 3 4 5

2.5 Management tends to stay informed of employee needs 1 2 3 4 5

2.6 The channel of employee communication with top management are
effective

1 2 3 4 5

2.7 Management communicates a clear organizational mission and how
each unit contributes to achieving the mission

1 2 3 4 5

2.8 Reforming this organization is viable and excellent policy 1 2 3 4 5

2.9 This organization should be partially reformed 1 2 3 4 5

2.10 This organization should be totally reformed 1 2 3 4 5

2.11 Reforming this organization would help it to become more efficient
and more concerned about keeping costs downs &reducing expenses 1 2 3 4 5

2.12 Reforming this organization would encourage it to use newer
technology and modern management methods

1 2 3 4 5

2.13 Reforming this organizationwould improve the employee’s commitment
throughparticipatingontheownershipoftheorganization 1 2 3 4 5

2.14 Reforming the organization would encourage the organization to
be more responsive to the public and client needs

1 2 3 4 5

2.15 Reforming this organization would limit outside intervention in
business decision-making and the daily operation of organization

1 2 3 4 5

2.16 Reforming this organization would improve the quality of the
service and/or products introduced by the organization

1 2 3 4 5

2.17 Reforming this organization would simplify and specify the
organization goals and objectives 1 2 3 4 5
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Part III: Change-Related Behaviors

The following statements relate to your feeling and behaviors at your workplace. Please indicate the
extent of your agreement and disagreement with each statement according to the following scale:

1= Strongly Disagree, 2=Disagree, 3=Neither Agree nor Disagree, 4=Agree, and 5=Strongly Agree

To make your selection, please circle the desired number.

3.1 I am worried a lot that I will loose my job 1 2 3 4 5

3.2 I am worried a lot that I cannot make a career 1 2 3 4 5

3.3 I am worried about the future of the organization 1 2 3 4 5

3.4 Employees who do not perform their jobs satisfactorily are given
too many chances to improve (R)

1 2 3 4 5

3.5 Myorganizationholdsemployeesaccountableforfailuretodotheirjobs(R) 1 2 3 4 5

3.6 I often have too much work to do it well 1 2 3 4 5

3.7 I feel severely overworked on my job 1 2 3 4 5

3.8 Theorganizationasks too muchemployees forwhat it gives in return 1 2 3 4 5

3.9 The distribution of work among employees in my unit is fair 1 2 3 4 5

3.10 I am given enough time to do what is expected of me in my job 1 2 3 4 5

3.11 I receive an assignment without the manpower to complete it 1 2 3 4 5

3.12 I work with two or more groups who operate quite differently 1 2 3 4 5

3.13 I receive incompatible requests from two or more people 1 2 3 4 5

3.14 I receive an assignment without adequate resources and materials
to execute it

1 2 3 4 5

3.15 I work on unnecessary things 1 2 3 4 5

3.16 I feel certain about how much authority I have 1 2 3 4 5

3.17 Clear, planned goals and objectives exists for my job 1 2 3 4 5

3.18 I know what my responsibilities are 1 2 3 4 5

3.19 I know exactly what is expected of me 1 2 3 4 5

3.20 Explanation is clear of what has to be done 1 2 3 4 5
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Part IV: Human Resource Practices

The following statements relate to your feeling and attitudes about human resources
management at your workplace. Please indicate the extent of your agreement and
disagreement with each statement according to the following scale:

1= Strongly Disagree, 2=Disagree, 3=Neither Agree nor Disagree, 4=Agree, and 5=Strongly Agree

To make your selection, please circle the desired number.

4.1 I am not getting underpaid for my work 1 2 3 4 5

4.2 In comparison to my colleagues I get well paid 1 2 3 4 5

4.3 As far as I know our salary is as higher or even better than the
salaries of comparable organizations 1 2 3 4 5

4.4 Our fringe benefits are equal to or better than in other organizations 1 2 3 4 5

4.5 If I perform my job well, I am likely to be promoted 1 2 3 4 5

4.6 There is a strong link between how well I perform my job and the
likelihood of my receiving recognition and praise 1 2 3 4 5

4.7 There is a strong link between how well I perform my job and the
likelihood of my receiving a raise in pay/salary 1 2 3 4 5

4.8 There is a strong link between how well I perform my job and the
likelihood of my receiving high performance appraisal ratings 1 2 3 4 5

4.9 Generally, I feel this organization rewards employees who make an
extra effort 1 2 3 4 5

4.10 I am satisfied with the amount of recognition I receive when I do a

good job
1 2 3 4 5

4.11 I have sufficient authority to fulfill my job responsibilities 1 2 3 4 5

4.12 I am encouraged to participate in decisions that affect me 1 2 3 4 5

4.13 I have enough freedom over how I do my job 1 2 3 4 5

4.14 For the most part, I am encouraged to participate in and make

decisions that affect my day-to-day activities
1 2 3 4 5

4.15 All in all, I am given enough authority to act and make decisions

about my work
1 2 3 4 5

4.16 My supervisor encourages employees to work together as a team 1 2 3 4 5

4.17 My supervisor considers my needs ad preferences before making
decisions that affect me

1 2 3 4 5

4.18 My supervisor is concerned about the general well-being of his or
her employees

1 2 3 4 5

4.19 My supervisor works hard at treating everyone fairly 1 2 3 4 5
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4.20 My supervisor ought to be friendlier toward employees 1 2 3 4 5

4.21 My supervisor creates an open and trusting work atmosphere 1 2 3 4 5

4.22 My supervisor wants to hear my ideas and suggestions 1 2 3 4 5

4.23 The people Iwork with are willing to put out extra effort when asked 1 2 3 4 5

4.24 The people who work around me care about each other 1 2 3 4 5

4.25 The people I work with cooperate to get the job done 1 2 3 4 5

4.26 People here enjoy working with their co-workers 1 2 3 4 5

4.27 There is a family feeling among the people who work in this office 1 2 3 4 5

4.28 I am given a real opportunity to improve my skills at this
organization through education and training programs

1 2 3 4 5

4.29 I have had sufficient job-related training 1 2 3 4 5

4.30 My supervisor helped me acquire additional job-related training
when I have needed it

1 2 3 4 5

4.31 I receive ongoing training, which enables me to do my job better 1 2 3 4 5

4.32 I am satisfied with the number of training and development
programs available on me 1 2 3 4 5

4.33 Overall, I am satisfied with my training opportunities 1 2 3 4 5

4.34 Management is willing to do something with my recommendations 1 2 3 4 5

4.35 Employees are encouraged to bring forward new solutions for
problems 1 2 3 4 5

4.36 I feel encouraged to come up with new and better ways of doing
things 1 2 3 4 5

4.37 I have a say in setting my annual job performance goals 1 2 3 4 5

4.38 I am so proud of having a chance to work on this job 1 2 3 4 5

4.39 I want to continue this work and never feel bored of it 1 2 3 4 5

4.40 I really love my present job 1 2 3 4 5

4.41 I used to feel so uncomfortable about my job and sometimes want
to resign (R) 1 2 3 4 5

4.42 Task assignment in my department is usually based on skills and
abilities of each employee 1 2 3 4 5

4.43 I do not have opportunities to demonstrate my fullest capacities on
the work I am doing (R) 1 2 3 4 5

4.44 I present job fits well with my skills and knowledge 1 2 3 4 5

4.45 I feel bored with the job I am doing at present (R) 1 2 3 4 5
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Part V: Work-related Values

The following statements relate to your perceptions toward your organization for which you
are employed. Please indicate the extent of your agreement and disagreement with each
statement according to the following scale:

1= Strongly Disagree, 2=Disagree, 3=Neither Agree nor Disagree, 4=Agree, and 5=Strongly Agree

To make your selection, please circle the desired number.

5.1 Employees who do well in this organization are screwed and
competitive with a strong drive for

1 2 3 4 5

5.2 Individual appraisal is frequently contingent on the achievement of
objectives 1 2 3 4 5

5.3 Criteria for appraising your performance are clear 1 2 3 4 5

5.4 Your reward frequently depends on your performance 1 2 3 4 5

5.5 Employees are frequently accountable for objectives. 1 2 3 4 5

5.6 Promotions are frequently based on individual competence 1 2 3 4 5

5.7 Senior managers maintain their distance and act impersonally (R) 1 2 3 4 5

5.8 If you question your supervisors, you are likely to be considered a
trouble maker (R) 1 2 3 4 5

5.9 Employees’ personal problems are not considered to be the concern
of the organization (R) 1 2 3 4 5

5.10 There is a strong sense of being part of a team of committed
individuals 1 2 3 4 5

5.11 The organization really values me as an individual and is
concerned for my personal development 1 2 3 4 5

5.12 The responsibilities and duties attached to one’s role in the
organization are clearly defined 1 2 3 4 5

5.13 There are rules, regulations and procedures to govern the way in
which one performs one’s job 1 2 3 4 5

5.14 Information and help are freely exchanged without fear or favor 1 2 3 4 5

5.15 Employee’s work objectives are frequently clearly defined 1 2 3 4 5

5.16 Cooperation and coordination of the different
divisions/units/departments of your organization is encouraged 1 2 3 4 5

5.17 Your organization frequently looks for new markets for its
products 1 2 3 4 5

5.18 Competitiveness is frequently appraised in comparison with other
organizations 1 2 3 4 5

5.19 Your organization frequently invests in new products 1 2 3 4 5

5.20 Your organization frequently looks for opportunities in the external
environment 1 2 3 4 5
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Part VI: Organizational Commitment

The following statements relate to your feeling on commitment towards your organization for
which you are employed. Please indicate the extent of your agreement and disagreement with
each statement according to the following scale:

1= Strongly Disagree, 2=Disagree, 3=Neither Agree nor Disagree, 4=Agree, and 5=Strongly Agree

To make your selection, please circle the desired number.

6.1 I do not feel any obligation to remain with current organization (R) 1 2 3 4 5

6.2 I would be feel guilty if I left my organization now 1 2 3 4 5

6.3 This organization deserves my loyalty 1 2 3 4 5

6.4 I would not leave my organization right now because I have a sense
of obligation to people in it

1 2 3 4 5

6.5 I owe a great deal to my organization 1 2 3 4 5

6.6 I would be very happy to spend the rest of my career in this
organization 1 2 3 4 5

6.7 I enjoy discussing my organization with people outside it 1 2 3 4 5

6.8 I really feel as if this organization’s problems are my own 1 2 3 4 5

6.9 I do not feel like ‘part of the family’ at my organization (R) 1 2 3 4 5

6.10 I do not feel ‘emotionally attached’ to this organization (R) 1 2 3 4 5

6.11 This organization has a great deal of personal meaning for me 1 2 3 4 5

6.12 I do not feel a strong sense of belonging to my organization (R) 1 2 3 4 5

6.13 It would be very hard for me to leave my organization right now,
even if I wanted to

1 2 3 4 5

6.14 Too much of my life would be disrupted if I decided I wanted to
leave my organization right now

1 2 3 4 5

6.15 Right now, staying with my organization is a matter of necessity as
much as desire

1 2 3 4 5

6.16 I believe that I have too few options to consider leaving this
organization

1 2 3 4 5

6.17 One of the few negative consequences of leaving this organization
would be the scarcity of available alternatives

1 2 3 4 5

6.18 One of the major reasons I continued to work for this organization
is that leaving would require considerable personal sacrifice;
another organization may not match the overall benefits I have
here

1 2 3 4 5
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Part VII: Suggestions and Recommendations

1. What do you think are the causes and/or obstacles that have been keeping your
organization form operating as effectively as it could be? Please specify the
reasons/problems.

________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

2. Do you think the State Enterprise Reform policy would encourage the efficiency
and effectiveness as well as employees’ commitment in your organization? Why?

_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

3. In your opinion, what is/are the best way(s) to improve the employees’
commitment as well as the performance of your organization?

_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

4. Other suggestions/recommendations (please specify).
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________



APPENDIX C

Survey Questionnaire in Thai



แบบสอบถาม
(Survey Questionnaire)

งานวิจัยเรื่อง

Public Enterprise Reform and Organizational Commitment:

A Comparative Study on the Energy Public Enterprises in Thailand

คําชี้แจง

แบบสอบถามนี้ เปนสวนหนึ่งของการทําวิจัยสําหรับวิทยานิพนธประกอบหลักสูตรดุษฎีบัณฑิต สาขา
การบริหารการพัฒนา (นานาชาติ) คณะรัฐประศาสนศาสตร สถาบันบัณฑิตพัฒนบริหารศาสตร (NIDA) โดย
มีวัตถุประสงคเพื่อศึกษาความผูกพันองคการของพนักงานรัฐวิสาหกิจดานพลังงานของประเทศไทย ซึ่งผล
การศึกษาในคร้ังนี้ นอกจากจะเปนประโยชนตอการพัฒนาองกความรูทางทฤษฎีดานการบริหารจดัการองคการ
แลว ยังจะเปนประโยชนตอการบริหารและการพัฒนานโยบายเก่ียวกับรัฐวิสาหกิจของประเทศไทยไดอีกประการ
หนึ่ง นอกจากนี้ ผลการวิจัยท่ีไดยังสามารถนําไปใชเปรียบเทียบกับงานวิจัยท่ีเก่ียวของกันในตางประเทศไดดวย

ทานไดรับเชิญใหเปนกลุมตัวอยางของการทําวิทยานิพนธในคร้ังนี้  การตอบคําถามในแบบการ
สัมภาษณนี้ มีความสําคัญตอผลการวิจัยมาก จึงตองการความชวยเหลือและความรวมมือในการตอบคําถามของ
ทานอยางเปนจริงท่ีสุด คําตอบของทานทุกเร่ืองจะถือเปนความลับ ไมมีการเปดเผยขอมูลสวนตัวแกผูใดท้ังส้ิน 
ขอมูลท้ังหมดจะนํามาวิเคราะหรวมกัน เพื่อใชเปนขอมูลในการทําวิทยานิพนธและนํามาใชเพื่อประโยชนทาง
วิชาการเทานั้น จึงขอใหทานไววางใจ และกรุณาตอบคําถามทุกขอ คําตอบท่ีได มิไดสงผลกระทบตอการทํางาน
และชีวิตสวนตัวของผูตอบแบบสอบถามใดๆ ท้ังส้ิน

ผูวิจัยหวังในความกรุณาของทาน ท่ีจะทําความเขาใจและตอบคําถามท้ังหมดดวยความต้ังใจอันดี

ขอใหทานไดโปรดตอบแบบสอบถามท้ังหมดนี้อยางตรงกับความเปนจริงมากท่ีสุด ความกรุณาของทานในคร้ังนี้

จะทําใหการวิจัยนี้ประสบความสําเร็จลุลวงตามจุดมุงหมายไดตอไป ผูวิจัยจึงขอขอบพระคุณเปนอยางสูงใน
ความกรุณาของทานลวงหนามา ณ โอกาสนี้
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ตอนที่ 1 ขอมูลสวนบุคคล

กรุณาตอบคําถามตอไปนี้ โดยใสเคร่ืองหมาย ในชองวางหนาตัวเลือกเพียงขอเดียว
ท่ีตรงกับความเปนจริงของทานมากท่ีสุด

1. เพศ: ____ ชาย ____ หญิง
2. อายุ: ____ ป
3. สถานะภาพการสมรส: ____ โสด ____ แตงงาน ____ หมาย/หยาราง/อ่ืนๆ
4. ระดับการศึกษา:

____ มัธยมปลาย หรือตํ่ากวา
____ อนุปริญญา หรือ อาชวีศกึษา (ปวช./ปวส.)
____ ปริญญาตรี
____ ปริญญาโท/ปริญญาเอก

5. หนวยงาน/องคการท่ีทํางาน:

ฝาย/แผนกท่ีสังกัด _____________________________________
องคการ _____________________________________

6. ลักษณะของงาน/แผนก ท่ีทํางานในปจจุบัน:

____ สายวิชาชีพ (professional) (เชน วิศวกร นักวิทยาศาสตร ชางเทคนิค ฯลฯ)
____ สายบริการ (administration) (เชน บัญชี การเงนิ ฝายบุคคล ฯลฯ)

7. ระดับตําแหนงทางการบริหาร:

____ ระดับปฏิบัติการ (non-management)
____ ผูบริหารระดับบริหารกลาง – ลาง (มีผูใตบังคับบัญชา)
____ ผูบริหารระดับสูง

8. อายุการทํางาน (ต้ังแตบรรจุเปนพนักงานประจาํ)
____ นอยกวา 1 ป
____ ระหวาง 1– 5 ป
____ ระหวาง 6- 10 ป
____ มากกวา 10 ป

9. อัตราเงนิเดือนท่ีไดรับ:

____ นอยกวา 10,000 บาท
____ ระหวาง 10,000 – 25,000 บาท
____ ระหวาง 25,001 – 50,000 บาท
____ ระหวาง 51,001 – 75,000 บาท
____ ระหวาง 75,001 – 100,000 บาท
____ มากกวา 100,000 บาท

10. ทานมีความรูสึกวาพนักงานตองมีความผูกพันและใหความทุมเทตอองคการนี้จึงจะทํางานใหดีได:
____ ใช ____ ไมใช
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ตอนที่ 2 แบบสํารวจทัศนคติตอรูปแบบการสื่อสารและการเปลี่ยนแปลงองคการ

ประโยคคําถามตอไปนี้ จะสมัพันธกับความรูสึกและทัศนคติของทานทีม่ีตอรูปแบบการสือ่สารและการเปลี่ยนแปลงขององคการที่

ทานทํางานอยูในขณะนี้   กรณุาตอบคาํถามโดยวงกลมรอบตัวเลขที่แสดงความรูสกึของทานไดดีที่สุดในแตละขอ โดยเริ่มจาก :

1= ไมเห็นดวยอยางย่ิง, 2=ไมเห็นดวย, 3=ไมแนใจ, 4=เห็นดวย, และ 5=เห็นดวยอยางย่ิง

2.1 ทานจะไดรับการแจงรายละเอียดการเปล่ียนแปลงที่จะเกิดขึ้นกับหนวยงานทานอยาง
เพียงพอ และสม่ําเสมอ

1 2 3 4 5

2.2 ฝายจัดการ ใชความพยายามและเวลาอยางมาก กับการอธิบายถึงเหตุผลความจําเปนใน
การตัดสินใจที่สําคัญตอพนักงาน 1 2 3 4 5

2.3 ฝายจัดการ ไดแจงรายละเอียดของประเด็นที่สําคัญของการเปล่ียนแปลง ตอทานอยางพอเพียง 1 2 3 4 5

2.4 ฝายจัดการ ใชความพยายามอยางดี ในการรับฟงความคิดเห็น และความรูสึกของ
พนักงานที่มีตอการเปล่ียนแปลง

1 2 3 4 5

2.5 ฝายจัดการ มีแนวโนมที่จะยืนหยัดเคียงขางความตองการของพนักงาน 1 2 3 4 5

2.6 ชองทางการติดตอส่ือสารระหวางพนักงานไปยังผูบริหารระดับสูง เปนไปดวย
ความสะดวกและมีประสิทธิผล

1 2 3 4 5

2.7 ฝายจัดการ มีการส่ือสารเกี่ยวกับภารกิจขององคการอยางชัดเจน และแจงใหทราบวาแต
ละหนวยงานจะชวยใหภารกิจประสบความสําเร็จไดอยางไร 1 2 3 4 5

2.8 ทานมีความเห็นวา การเปล่ียนแปลงรูปแบบองคการ เชน การแปลงสภาพองคการ ใน
องคการของทาน เปนเร่ืองที่มีความสําคัญ และจําเปนอยางยิ่ง

1 2 3 4 5

2.9 องคการของทาน ตองไดรับการแปลงสภาพทั้งองคการ (ทุกหนวยงาน) จึงจะได
ผลประโยชนที่ดีที่สุด  

1 2 3 4 5

2.10 ทานเห็นวา องคการของทาน ไมจําเปนตองแปลงสภาพทั้งองคการ การแปลงสภาพ
บางสวนหรือบางหนวยงานที่จําเปน จะเกิดผลดีกวาการแปลงทั้งหมด 1 2 3 4 5

2.11 ทานเชื่อวา การแปลงสภาพองคการของทาน จะชวยใหเกิดประสิทธิผลในการทํางาน
มากยิ่งขึ้น โดยเฉพาะการลดตนทุนคาใชจายตาง  ๆลงได 1 2 3 4 5

2.12 ทานเห็นวา การแปลงสภาพองคการ จะชวยสงเสริมใหเกิดมีการนําเทคโนโลยีที่ทันสมัย
และวิธีการบริหารจัดการแบบใหมมาใชในองคการไดงายขึ้น 1 2 3 4 5

2.13 ทานเห็นวา การแปลงสภาพองคการ จะเพิ่มความทุมเทและรูสึกผูกพันของพนักงานที่มี
ตอองคการได โดยผานการมีสวนรวมในการเปนเจาของกิจการ 1 2 3 4 5

2.14 ทานเห็นวา การแปลงสภาพองคการ  จะสงเสริมใหทานสามารถตอบสนองตอความ
ตองการของประชาชนโดยรวมและลูกคาไดดียิ่งขึ้น 1 2 3 4 5

2.15 ทานเห็นวา การแปลงสภาพองคการ จะชวยปองกันและบรรเทา การแทรกแซงการ
บริหารการจัดการชององคการ จากบุคคลภายนอกได 1 2 3 4 5

2.16 ทานเห็นวา การแปลงสภาพองคการ จะชวยปรับปรุงคุณภาพของการใหบริการ และ/
หรือ ผลิตภัณฑขององคการทานได 1 2 3 4 5

2.17 ทานเห็นวา การแปลงสภาพองคการ ชวยใหเกิดความชัดเจนในดานเปาหมายและ
วัตถุประสงคขององคการไดดียิ่งขึ้น

1 2 3 4 5
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ตอนที่ 3 แบบสํารวจพฤติกรรมของพนักงานที่มีตอองคการ

ประโยคคําถามตอไปนี้ จะสัมพนัธกับความรูสึก ทัศนคติและพฤติกรรมของทานขณะท่ีทํางานอยูในขณะนี้

กรุณาตอบคําถามโดยวงกลมรอบตัวเลขท่ีแสดงความรูสึกของทานไดดีท่ีสุดในแตละขอ โดยเร่ิมจาก:

1= ไมเห็นดวยอยางย่ิง, 2=ไมเห็นดวย, 3=ไมแนใจ, 4=เห็นดวย, และ 5=เห็นดวยอยางย่ิง

3.1 ทานมีความกังวลใจอยางมาก เกี่ยวกับความม่ันคงในการทํางานท่ีองคการนี้ 1 2 3 4 5

3.2 ทานมีความกังวลใจอยางมาก เกี่ยวกับการเติบโตของทานในงานท่ีกําลังปฎิบัติอยูใน
ขณะนี้

1 2 3 4 5

3.3 ทานมีความกังวลใจ เกี่ยวกับอนาคตขององคการท่ีทานทํางานอยูในขณะนี้ 1 2 3 4 5

3.4 ในองคการของทาน พนักงานท่ีมีผลการทํางานไมเปนท่ีนาพอใจ จะไดรับโอกาสให
ปรับปรุงตนเองอยูเสมอ 1 2 3 4 5

3.5 ในองคการของทาน  พนักงานท่ีมีผลงานไมดี ก็ยังคงสามารถทํางานอยูได 1 2 3 4 5

3.6 ทานไดรับมอบหมายใหทํางานในปริมาณงานท่ีมากเกินไปกวาท่ีจะทําใหไดดี 1 2 3 4 5

3.7 ทานมีความรูสึกท่ีตองทํางานในปริมาณท่ีมากเกินกวาความสามารถท่ีมี 1 2 3 4 5

3.8 องคการของทานเรียกรองใหพนักงานทุมเท และทํางานตอบแทนองคการในระดับท่ี
สูงเกินไป

1 2 3 4 5

3.9 การกระจายงานระหวางพนักงานในหนวยงานทาน เปนไปอยางเหมาะสมและเปน ธรรม 1 2 3 4 5

3.10 ทานไดรับเวลาในการทํางานท่ีเหมาะสมและเพียงพอ กับปริมาณงานท่ีตองทําให
แลวเสร็จ

1 2 3 4 5

3.11 ทานไดรับมอบหมายใหทํางาน โดยปราศจากการมอบอํานาจในกระทําไดสําเร็จ 1 2 3 4 5

3.12 ทานตองทํางานกับหนวยงานอื่นๆ ท่ีมีวิธีการทํางาน หรือ ลักษณะการปฏิบัติงาน
ท่ีตางกัน 1 2 3 4 5

3.13 ทานไดรับการสั่งการใหทํางานอยางหนึ่งในวิธีการท่ีแตกตางกัน  จากหัวหนาต้ังแต
สองคนขึ้นไป

1 2 3 4 5

3.14 ทานไดรับมอบหมายใหทํางานโดยท่ีมีเคร่ืองมือหรืออุปกรณในการทํางานไม
เพียงพอ

1 2 3 4 5

3.15 ทานมักไดรับมอบหมายใหทํางานในภารกิจท่ีไมมีความสําคัญอยูเสมอ 1 2 3 4 5

3.16 ทานรูสึกม่ันใจ และมีความเขาใจอยางยิ่งเกี่ยวกับอํานาจหนาท่ีของทานในองคการนี้ 1 2 3 4 5

3.17 ทานมีความเขาใจอยางยิ่งเกี่ยวกับเปาหมายและวัตถุประสงคของงานท่ีทานทํา 1 2 3 4 5

3.18 ทานทราบเปนอยางดีวา หนาท่ีความรับผิดชอบของทานคืออะไร 1 2 3 4 5

3.19 ทานทราบเปนอยางดีวา ความคาดหวังผลงานจากทานคืออะไร 1 2 3 4 5

3.20 ทานไดรับการอธิบายชี้แจงเกี่ยวกับงานท่ีจะตองทําเปนอยางดี 1 2 3 4 5
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ตอนที่ 4 แบบสํารวจการปฏิบัติงานดานทรัพยากรบุคคล

ประโยคคําถามตอไปนี้ จะสัมพันธกับความรูสึกและทัศนคติของทานท่ีมีตอรูปแบบหรือวิธีการบริหารงานดานทรัพยากรบุคคลของ
องคการท่ีทานทํางานอยูในขณะนี้ กรุณาตอบคําถามโดยวงกลมรอบตัวเลขท่ีแสดงความรูสึกของทานไดดีท่ีสุดในแตละขอ โดยเร่ิมจาก:

1= ไมเห็นดวยอยางย่ิง, 2=ไมเห็นดวย, 3=ไมแนใจ, 4=เห็นดวย, และ 5=เห็นดวยอยางย่ิง

4.1 ทานไดรับคาจางและคาตอบแทนในระดับท่ีเหมาะสมกับงานท่ีทําอยูปจจุบัน 1 2 3 4 5

4.2 เม่ือเปรียบเทียบกับเพ่ือนรวมงานแลว ทานไดรบคาตอบแทนท่ีดีกวา 1 2 3 4 5

4.3 เทาท่ีทานทราบ เงินเดือนของทานในองคการนี้ สูงกวา หรือ ดีกวาองคการอื่น  ๆท่ีมี
ลักษณะธุรกิจใกลเคียงกัน 1 2 3 4 5

4.4 คาตอบแทนดานสวัสดิการอื่น  ๆของทาน เทาเทียมหรือดีกวาองคการอื่นๆ 1 2 3 4 5

4.5 หากทานมีผลการปฏิบัติงานท่ีดี ทานมีโอกาสไดรับการเลื่อนลําดับขั้น/เลื่อนตําแหนง 1 2 3 4 5

4.6 หากทานสามารถทํางานไดดี ทานจะไดรับการยอมรับและนับถือในองคการ 1 2 3 4 5

4.7 หากทานมีผลการทํางานท่ีดี ทานมีโอกาสไดรับเงินเดือน/คาจาง ท่ีเพ่ิมสูงขึ้น 1 2 3 4 5

4.8 หากทานมีผลการทํางานท่ีดี ทานก็จะไดรับผลการประเมินท่ีดีตามไปดวย 1 2 3 4 5

4.9 โดยท่ัว  ๆไป ทานรูสึกวา องคการนี้ใหผลตอบแทนท่ีดีแกพนักงานท่ีมีความพยายาม
มากเปนพิเศษในการทํางาน 1 2 3 4 5

4.10 ทานพอใจกับระดับของการยอมรับนับถือ  เม่ือทานสามารถทําผลงานไดดี 1 2 3 4 5

4.11 ทานไดรับมอบอํานาจหนาทีท่ีเพียงพอตอการปฏิบัติงานท่ีทานรับผิดชอบ 1 2 3 4 5

4.12 ทานไดรับการสนับสนุนใหมีสวนรวมในการตัดสินใจในเร่ืองท่ีจะมีผลกระทบตอ
ตัวทานเอง 1 2 3 4 5

4.13 ทานมีอิสระในการทํางานของทานอยางเพียงพอ 1 2 3 4 5

4.14 โดยสวนใหญ ทานไดรับการสนับสนุนใหมีสวนรวม และมีสวนในการตัดสินใจใน
สิ่งท่ีมีผลกระทบตอกิจกรรมการทํางานของทานในแตละวัน 1 2 3 4 5

4.15 โดยรวมแลว ทานมีอํานาจหนาท่ีอยางเพียงพอในการกระทํา และตัดสินใจเกี่ยวกับงานของทาน 1 2 3 4 5

4.16 หัวหนางานของทาน สนับสนุนพนักงานใหทํางานเปนทีม 1 2 3 4 5

4.17 หัวหนางานของทาน มักจะสอบถามความเห็นของทาน กอนท่ีจะมีการตัดสินใจ
ใด  ๆท่ีจะมีผลตอทาน 1 2 3 4 5

4.18 หัวหนางานของทาน ใหความสนใจเปนพิเศษเกี่ยวกับความอยูดีมีสุขของ
ผูใตบังคับบัญชา 1 2 3 4 5

4.19 หัวหนางานของทาน ตองทํางานอยางหนัก เพ่ือใหพนักงานทุกคนไดรับการดูแล
ปฏิบัติอยางเทาเทียมกัน 1 2 3 4 5

4.20 หัวหนางานของทาน มักจะใหความเปนกันเองกับพนักงานทุกคน 1 2 3 4 5
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4.21 หัวหนางานของทาน มีความคิดริเร่ิมและสงเสริมใหมีบรรยากาศในการทํางานท่ี
เปนมิตรและโปรงใส 1 2 3 4 5

4.22 หัวหนางานของทาน มีความประสงคท่ีจะไดรับความเห็นและขอเสนอแนะในการทํางานจากทาน 1 2 3 4 5

4.23 เพ่ือนรวมงานของทาน มีความเต็มใจท่ีจะชวยกันทุมเทความพยายามในการทํางาน
ใหมากขึ้น เม่ือไดรับการรองขอ 1 2 3 4 5

4.24 เพ่ือนท่ีทํางาน ใหความสนใจและดูแลเพ่ือนรวมงานซ่ึงกันและกันเปนอยางดี 1 2 3 4 5

4.25 เพ่ือนรวมงานของทาน ยินดีใหความรวมมือเพ่ือใหงานสําเร็จลุลวงไปดวยดี 1 2 3 4 5

4.26 พนักงานทุกคนในองคการ มีความสุขกับเพ่ือนรวมงาน 1 2 3 4 5

4.27 พนักงานทุกคนท่ีทํางานในองคการนี้ มีความรูสึกอบอุนเหมือนเปนครอบครัวเดียวกัน 1 2 3 4 5

4.28 ทานไดรับโอกาสท่ีจะปรับปรุงทักษะของตนเองอยางแทจริง ผานการศึกษาและ
ฝกอบรมท่ีองคการนี้ 1 2 3 4 5

4.29 ทานไดรับโอการท่ีจะไดรับการฝกอบรมท่ีเกี่ยวของกับงานท่ีทําอยางเพียงพอ 1 2 3 4 5

4.30 หัวหนางานของทาน ใหความชวยเหลือเพ่ือท่ีจะใหทานไดรับโอกาสในการ
ฝกอบรมเกี่ยวกับงาน ท่ีทานมีความจําเปนตองไดรับการอบรม 1 2 3 4 5

4.31 ทานไดรับการฝกอบรมอยางตอเนื่อง ทําใหทานวสามารถทํางานไดดีขึ้น 1 2 3 4 5

4.32 ทานมีความพอใจเกี่ยวกับปริมาณ/จํานวนโปรแกรมการฝกอบรมและพัฒนาท่ีมีใหแกทาน 1 2 3 4 5

4.33 โดยรวมแลว ทานพึงพอใจกับโอกาสในการไดรับการฝกอบรมท่ีจัดให 1 2 3 4 5

4.34 มีความพยายามในการรับฟงความคิดเห็นของพนักงานในหนวยงานของทาน 1 2 3 4 5

4.35 พนักงานไดรับการสนับสนุนใหพยายามหาทางแกไขปญหาในการทํางาน 1 2 3 4 5

4.36 ทานมีคาวามรูสึกไดรับการสนับสนุนใหพยายามทําในสิ่งใหมๆ ท่ีดีขึ้นกวาเดิม 1 2 3 4 5

4.37 ทานมีสวนรวมในการพิจารณากําหนเด เปาหมายในการวัดผลการปฏิบัติงานประจําป 1 2 3 4 5

4.38 ทานมีความภูมิใจเปนอยางยิ่ง ทีไดมาปฏิบัติงานในสายงานท่ีทําอยูปจจุบัน 1 2 3 4 5

4.39 ทานตองการทํางานในหนาท่ีท่ีทําอยูนี้ตอไปเร่ือย  ๆไมรูสึกเบ่ือหนาย 1 2 3 4 5

4.40 งานท่ีทานปฏิบัติอยูในขณะนี้เปนท่ีถูกใจทานมาก 1 2 3 4 5

4.41 ทานเคยมีความคับของใจในการทํางาน จนบางคร้ังคิดจะลาออกจากงาน 1 2 3 4 5

4.42 หนวยงานของทาน มักพิจารณามอบหมายงานใหพนักงานไดทํางานตาม
ความสามารถและความถนัด

1 2 3 4 5

4.43 ทานไมคอยมีบทบาทในการแสดงความสามารถในการปฏิบัติงาน 1 2 3 4 5

4.44 งานท่ีทานทําอยูในขณะนี้ สอดคลองกับความรูและความสามารถของทาน 1 2 3 4 5

4.45 ทานรูสึกเบ่ือหนายตองานท่ีทําอยูในขณะนี้ 1 2 3 4 5
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ตอนที่ 5 แบบสํารวจความคิดเห็นของพนักงานตอพฤติกรรมองคการ

ประโยคคําถามตอไปนี้ จะสัมพันธกับความคิดเชื่อและทัศนคติของทานท่ีมีตอพฤติกรรมองคการท่ีทานทํางานอยูใน

ขณะนี้ กรุณาตอบคําถามโดยวงกลมรอบตัวเลขท่ีแสดงความรูสึกของทานไดดีท่ีสุดในแตละขอ โดยเร่ิมจาก :

1= ไมเห็นดวยอยางย่ิง, 2=ไมเห็นดวย, 3=ไมแนใจ, 4=เห็นดวย, และ 5=เห็นดวยอยางย่ิง

5.1 พนักงานจะไดรับผลตอบแทนตามสัดสวนของผลงานท่ีไดทําลงไป 1 2 3 4 5

5.2 พนักงานท่ีมีผลการทํางานท่ีดี จะไดรับการสนับสนุนและผลักดันอยางดียิ่ง 1 2 3 4 5

5.3 การประเมินผลงานรายบุคคล  จะสอดคลองและอางอิงกับผลสําเร็จตามวัตถุประสงค
ของงาน

1 2 3 4 5

5.4 หลักเกณฑในการประเมินผลการทํางานของทานมีความชัดเจนดี 1 2 3 4 5

5.5 ผลตอบแทนท่ีทานไดรับ  จะขึ้นกับผลการปฏิบัติงานของทานเสมอ 1 2 3 4 5

5.6 การเลื่อนขั้น/เลื่อนตําแหนง  จะขึ้นกับความสามารถเฉพาะบุคคล 1 2 3 4 5

5.7 ผูบริหารระดับสูงมักจะไมคอยมาพบปะพูดคุยกับพนักงาน และมักจะไมคอยให
ความเปนกันเอง

1 2 3 4 5

5.8 หากทานมีคําถามในการทํางานตอหัวหนางาน มีแนวโนมวา ทานอานจะเปนตัวปญหา
ขององคการ

1 2 3 4 5

5.9 องคการของทาน จะไมใหความสําคัญกับปญหาสวนตัวของพนักงาน 1 2 3 4 5

5.10 ทานมีความรูสึกผูกพันกลมเกลียวเปนอยางมากในทีมงานของทาน 1 2 3 4 5

5.11 องคการของทาน ใหความสําคัญตอทานเปนอยางมาก โดยเฉพาะในดานการ
พัฒนาของตัวทาน

1 2 3 4 5

5.12 ในองคการของทาน ภารกิจหนาท่ี และความรับผิดชอบ ของพนักงานแตละคน มี
ความชัดเจน

1 2 3 4 5

5.13 องคการของทานไดกําหนด กฎ ระเบียบ และขอบังคับ ในการทํางาน ในแตละ
กิจกรรมหนาท่ีของแตละงาน

1 2 3 4 5

5.14 ในองคการของทาน ขอมูลขาวสารภายในองคการ มีการเผยแพรประชาสัมพันธ
อยางท่ัวถึง

1 2 3 4 5

5.15 ในองคการของทาน วัตถุประสงคในการทํางานของพนักงาน โดยท่ัวไปจะชัดเจน 1 2 3 4 5

5.16 องคการของทาน สนับสนุนใหความรวมมือ รวมแรง รวมใจในการทํางาน ระหวาง
แผนก/ฝาย เปนอยางดี

1 2 3 4 5

5.17 องคการของทาน มักแสวงหาโอกาสทางการตลาด หรือชองทางการใหบริการใหม  ๆ
อยูเสมอ

1 2 3 4 5

5.18 องคการของทาน มักจะไดรับการประเมินโดยการเปรียบเทียบกับองคการอื่น  ๆอยูเสมอ 1 2 3 4 5

5.19 องคการของทาน มักลงทุนในการพัฒนาผลิตภัณฑ/บริการ ใหม  ๆเปนประจํา 1 2 3 4 5

5.20 องคการของทานมักแสวงหาโอกาสในการเติบโต จากสภาพแวดลอมภายนอก
องคการ

1 2 3 4 5
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ตอนที่ 6 แบบสํารวจความผูกพันของพนักงานที่มีตอองคการ

ประโยคคําถามตอไปนี้ จะสัมพนัธกับความรูสึกและความผูกพันของทานท่ีมีตอองคการท่ีทานทํางานอยูใน

ขณะนี้
กรุณาตอบคําถามโดยวงกลมรอบตัวเลขท่ีแสดงความรูสึกของทานไดดีท่ีสุดในแตละขอ โดยเร่ิมจาก :

1= ไมเห็นดวยอยางย่ิง, 2=ไมเห็นดวย, 3=ไมแนใจ, 4=เห็นดวย, และ 5=เห็นดวยอยางย่ิง

6.1 ทานรูสึกวาคงจะไมมีความผูกพันตอองคการนี้แนนอน แมวาจะตองทํางานตอไปอีก
นาน

1 2 3 4 5

6.2 ถึงแมวาทานจะไดรับขอเสนอผลประโยชนตอบแทนจากการไปทํางานท่ีอื่นท่ีดีกวา 
แตทานมีความรูสึกผิด หากจะลาออกจากท่ีนี่ไปในขณะนี้

1 2 3 4 5

6.3 ทานมีความรูสึกจงรักภักดี ตอองคการนี้เปนอยางมาก 1 2 3 4 5

6.4 ทานรูสึกวา เปนความรับผิดชอบของทานท่ีมีตอเพ่ือนรวมงาน ทานจึงยังไมลาออก
จากองคการไปในขณะนี้ 1 2 3 4 5

6.5 ทานรูสีกวา องคการนี้มีบุญคุณตอทานเปนอยางมาก 1 2 3 4 5

6.6 ทานจะมีความสุขมากท่ีไดทํางานอยูในองคการนี้ ตลอดชีวิตการทํางานของทาน 1 2 3 4 5

6.7 ทานมีความสุขท่ีดี หากไดพูดคุยกับบุคคลอื่นเกี่ยวกับองคการของทาน 1 2 3 4 5

6.8 ทานรูสึกวา ปญหาขององคการ ก็คือปญหาของทานเองดวย 1 2 3 4 5

6.9 ทานไมรูสึกวา “เปนสวนหนึ่งขององคการนี้” 1 2 3 4 5

6.10 ทานไมรูสึกวา “มีความผูกพัน” ตอองคการนี้ 1 2 3 4 5

6.11 องคการนี้ มีความหมายตอตัวทานเปนอยางมาก 1 2 3 4 5

6.12 ทานไมรูสึกวาเปนเจาขององคการนี้มากนัก 1 2 3 4 5

6.13 แมวาทานอยากจะลาออกจากท่ีนี่ แตทานรูสึกวา นาจะมีความยุงยากเกิดขึ้นกับตัว
ทานท่ีจะออกจากท่ีนี่ไปในขณะนี้

1 2 3 4 5

6.14 หากทานตัดสินใจลาออกจากท่ีนี่ในตอนนี้ อาจจะเกิดความยุงยากตอชีวิตของทาน
เปนอยางมาก 1 2 3 4 5

6.15 การท่ีทานตองทํางานอยูท่ีนี่ในขณะนี้นั้น เปนความจําเปนพอ  ๆกับ เปนความ
ตองการของตัวทานเอง 1 2 3 4 5

6.16 ทานมีทางเลือกอื่น  ๆไมมากนัก จนไมคิดท่ีจะลาออกจากท่ีท่ีทํางานอยูนี้ 1 2 3 4 5

6.17 ขอเสียประการหนึ่งของการออกจากท่ีนี้ คือการเสียผลประโยชนท่ีควรจะไดรับจาก
องคการ 1 2 3 4 5

6.18 เหตุผลหลักท่ีทานยังคงทํางานตอกับองคการนี้ คือ การออกจากท่ีนี่อาจเกิดผลเสีย
มากกวา เพราะท่ีอื่นอาจใหผลประโยชนตอบแทนนอยกวาท่ีเดิม 1 2 3 4 5
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ตอนที่ 7 ความคิดเห็นและขอเสนอแนะ

1. ทานมีความเห็นวา อะไรเปนสาเหตุหรืออุปสรรคท่ีสําคัญท่ีทําใหองคการของทาน มีประสิทธิภาพใน
การทํางานไดไมเต็มท่ี โปรดระบุสาเหตุ/ปญหา

________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

2. ทานมีความเห็นวา การเปล่ียนแปลงโครงสรางการบริหารงาน โดยการแปลงสภาพองคการ จะมีผลตอ

ประสิทธิภาพการทํางานขององคการของทานหรือไม เพราะเหตุใด
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

3. ตามความเห็นของทาน มีปจจัยใดบาง ท่ีนาจะชวยสนับสนุนและเปนแรงผลักดันใหเกิดความผูกพนั
และความทุมเทในการทํางานของพนักงานเปนอยางมาก จนสงผลใหเกิดผลประกอบการขององคการ

ท่ีดีข้ึน
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________

4. ขอเสนอแนะ และ/หรือ คําแนะนาํอ่ืนๆ
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
_________________________________________________________
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IN-DEPTH INTERVIEW GUIDELINES

1. Presently, energy consumption in the world and Thailand is sharply increasing.

Do you think this could lead to a lack of qualified manpower, both in terms of

quantity and specialists, in the energy sector in Thailand?

2. Is your organization concerned about human resources management? At what

level? Is your organization prepared for a lack of qualified manpower in this

sector? How?

3. What kind of factors do you think affect organizational commitment and increase

the levels of the hard work of employees in your organization?

4. What are the causes and/or obstacles that have been keeping your organization

from operating as effectively and as effectively as it could? And, how can these

causes/obstacles be solved?

5. Has your organization been corporatized and at what level? How did most of

your employees react to this policy?

6. Do you agree with the public enterprise reform policy being implemented in your

organization? Without the reform policy, do you think your organization would

be able to improve and increase its capacity and performance to compete with

other organizations in the future? And, in what ways?

7. Do you think that the state enterprise reform policy affects the socio-economic

situation of the country? How?

8. In your opinion, does the public enterprise reform affect the effectiveness of your

organization? How? Does your organization need the policy to improve its

effectiveness?

9. In your opinion, how has the public enterprise reform affected the employees in

your organization? What kind of expectations do most of the employees have?

10. Are the leaders in your organizations concerned about public reform? How does

your organization communicate this policy to its employees?
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11. In your organization, does the labor union play a significant role in the success or

failure of the implementation of the state enterprise reform policy? How did the

labor union react to the policy?

12. In your opinion, how has the state enterprise reform created short-term and long-

term organizational changes?

13. In your opinion, has the state enterprise reform affected the level of

organizational commitment (increased or decreased)? How has the policy

affected the employees’ wellbeing in your organization?

14. Do you think that the state enterprise reform is a cause of work stress for

employees (e.g., increasing the level of work stress, increasing job insecurity,

reducing job satisfaction, etc.) that reduces employees’ performance?

15. Compared to a couple of years ago, has your organization adopted to and

changed its management practices? Are there any changes that have occurred

from the state enterprise reform policy?

16. In your opinion, has the state enterprise reform created conflicts in your

organization? How? Does your organization have any procedures to prevent

such conflicts?

17. Do you think that the state enterprise reform is suitable to the cultures, beliefs,

and values of your employees and organization? How?

18. In the event that the government needs to implement the state enterprise policy in

your organization, do you have any suggestions or recommendations on this

subject, particularly regarding suggestions for employees?

19. In your opinion, what are the major causes and problems in the implementation

of the state enterprise reform in Thailand?

20. Other suggestions/recommendations (please specify).
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Analysis Summary

Groups

Group number 1 (Group number 1)

Notes for Group (Group number 1)

The model is recursive.

Sample size = 589

Variable Summary (Group number 1)

Your model contains the following variables (Group number 1)

Observed, endogenous variables

satisfac

particip

developm

cooperat

supervis

empower

reward

payment

external

organiz

peoplecu

performa

ambiguit

conflict

insecuri

communic
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percepti

affectiv

continua

normativ

Unobserved, endogenous variables

commitment

Unobserved, exogenous variables

human resources
e8
e7
e6
e5
e4
e3
e2
e1
work related
e12
e11
e10
e9
change related
e17
e16
e15
e14
e13
e18
e19
e20
ec

Variable counts (Group number 1)

Number of variables in your model: 45

Number of observed variables: 20

Number of unobserved variables: 25

Number of exogenous variables: 24

Number of endogenous variables: 21
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Parameter summary (Group number 1)

Weights Covariances Variances Means Intercepts Total

Fixed 25 0 0 0 0 25

Labeled 0 0 0 0 0 0

Unlabeled 19 34 24 0 0 77

Total 44 34 24 0 0 102

Models

Default model (Default model)

Notes for Model (Default model)

Computation of degrees of freedom (Default model)

Number of distinct sample moments: 210

Number of distinct parameters to be estimated: 122

Degrees of freedom (210 - 122): 88

Result (Default model)

Minimum was achieved
Chi-square = 78.157
Degrees of freedom = 88
Probability level = .764

Group number 1 (Group number 1 - Default model)

Estimates (Group number 1 - Default model)

Scalar Estimates (Group number 1 - Default model)

Maximum Likelihood Estimates

Regression Weights: (Group number 1 - Default model)

Estimate S.E. C.R. P Label

commitment<--- human resources .552 .297 1.859 .063

commitment<--- work related .886 .355 2.492 .013

commitment<--- change related -.982 .554 -1.772 .076

satisfac <--- human resources 1.000

particip <--- human resources 1.225 .119 10.314 ***

developm <--- human resources 1.160 .112 10.346 ***

cooperat <--- human resources .860 .094 9.158 ***
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Estimate S.E. C.R. P Label

supervis <--- human resources 1.197 .117 10.262 ***

empower <--- human resources 1.092 .104 10.458 ***

reward <--- human resources .994 .101 9.831 ***

payment <--- human resources .699 .083 8.387 ***

external <--- work related 1.000

organiz <--- work related 1.073 .097 11.013 ***

peoplecu <--- work related 1.051 .109 9.668 ***

performa <--- work related 1.248 .135 9.264 ***

ambiguit <--- change related 1.000

conflict <--- change related -1.169 .143 -8.170 ***

insecuri <--- change related -.630 .123 -5.129 ***

communic <--- change related 1.652 .181 9.118 ***

percepti <--- change related .308 .137 2.251 .024

affectiv <--- commitment 1.000

continua <--- commitment .086 .076 1.131 .258

normativ <--- commitment 1.055 .111 9.534 ***

Standardized Regression Weights: (Group number 1 - Default model)

Estimate

commitment<--- human resources .464

commitment<--- work related .625

commitment<--- change related -.486

satisfac <--- human resources .663

particip <--- human resources .751

developm <--- human resources .708

cooperat <--- human resources .546

supervis <--- human resources .690

empower <--- human resources .730

reward <--- human resources .629

payment <--- human resources .478

external <--- work related .496

organiz <--- work related .655

peoplecu <--- work related .600

performa <--- work related .617
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Estimate

ambiguit <--- change related .487

conflict <--- change related -.410

insecuri <--- change related -.228

communic <--- change related .623

percepti <--- change related .097

affectiv <--- commitment .657

continua <--- commitment .058

normativ <--- commitment .811

Covariances: (Group number 1 - Default model)

Estimate S.E. C.R. P Label

human resources <--> work related .154 .020 7.596 ***

work related <--> change related .095 .013 7.487 ***

human resources <--> change related .122 .016 7.515 ***

e8 <--> e10 .093 .015 6.189 ***

e2 <--> e1 .099 .016 6.269 ***

e8 <--> ec .096 .021 4.575 ***

e2 <--> e9 .090 .016 5.563 ***

e8 <--> e17 .043 .013 3.306 ***

e1 <--> e9 .064 .016 3.925 ***

e14 <--> e13 .098 .022 4.461 ***

e8 <--> work related -.005 .012 -.424 .672

e8 <--> human resources -.019 .016 -1.129 .259

e15 <--> e19 .095 .025 3.831 ***

e2 <--> e13 .019 .018 1.036 .300

e12 <--> e11 .050 .016 3.068 .002

e8 <--> e20 -.006 .021 -.274 .784

e8 <--> e7 -.031 .011 -2.778 .005

e5 <--> e1 -.052 .014 -3.589 ***

e9 <--> e17 -.033 .014 -2.421 .015

e10 <--> ec .053 .020 2.734 .006

e15 <--> e13 .014 .024 .573 .567

e9 <--> human resources .015 .012 1.259 .208

e11 <--> e14 .016 .014 1.114 .265

e1 <--> e18 .012 .016 .760 .448

e3 <--> e17 .024 .011 2.113 .035

e4 <--> e1 -.043 .014 -2.979 .003
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Estimate S.E. C.R. P Label

e7 <--> e6 .028 .014 1.999 .046

e19 <--> change related -.013 .009 -1.364 .173

e14 <--> human resources -.047 .013 -3.594 ***

e16 <--> e19 .058 .025 2.294 .022

e10 <--> e20 .012 .020 .574 .566

e1 <--> e10 -.020 .012 -1.707 .088

e2 <--> e12 -.039 .015 -2.654 .008

e3 <--> change related .013 .006 2.032 .042

Correlations: (Group number 1 - Default model)

Estimate

human resources <--> work related .884

work related <--> change related .928

human resources <--> change related .994

e8 <--> e10 .315

e2 <--> e1 .302

e8 <--> ec .397

e2 <--> e9 .264

e8 <--> e17 .164

e1 <--> e9 .179

e14 <--> e13 .208

e8 <--> work related -.025

e8 <--> human resources -.074

e15 <--> e19 .163

e2 <--> e13 .039

e12 <--> e11 .156

e8 <--> e20 -.025

e8 <--> e7 -.117

e5 <--> e1 -.147

e9 <--> e17 -.111

e10 <--> ec .227

e15 <--> e13 .023

e9 <--> human resources .055

e11 <--> e14 .059

e1 <--> e18 .033

e3 <--> e17 .108

e4 <--> e1 -.127

e7 <--> e6 .106

e19 <--> change related -.059

e14 <--> human resources -.187

e16 <--> e19 .102
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Estimate

e10 <--> e20 .052

e1 <--> e10 -.065

e2 <--> e12 -.105

e3 <--> change related .105

Variances: (Group number 1 - Default model)

Estimate S.E. C.R. P Label

human resources .208 .037 5.625 ***

work related .147 .026 5.671 ***

change related .072 .013 5.641 ***

ec .193 .031 6.287 ***

e8 .302 .020 14.883 ***

e7 .242 .018 13.508 ***

e6 .278 .019 14.284 ***

e5 .361 .022 16.114 ***

e4 .328 .022 14.907 ***

e3 .217 .015 14.348 ***

e2 .313 .020 15.491 ***

e1 .342 .021 16.164 ***

e12 .450 .029 15.573 ***

e11 .225 .017 13.047 ***

e10 .287 .020 14.632 ***

e9 .372 .028 13.347 ***

e17 .232 .015 15.866 ***

e16 .488 .029 16.556 ***

e15 .520 .030 17.077 ***

e14 .310 .025 12.180 ***

e13 .714 .042 17.135 ***

e18 .388 .036 10.774 ***

e19 .649 .038 17.102 ***

e20 .170 .033 5.198 ***
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Squared Multiple Correlations: (Group number 1 - Default model)

Estimate

commitment .443

normativ .658

continua .007

affectiv .432

percepti .009

communic .388

insecuri .052

conflict .168

ambiguit .237

performa .380

peoplecu .360

organiz .429

external .246

payment .229

reward .396

empower .533

supervis .476

cooperat .298

developm .501

particip .563

satisfac .362

Total Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment -.982 .886 .552 .000

normativ -1.036 .935 .583 1.055

continua -.084 .076 .047 .086

affectiv -.982 .886 .552 1.000

percepti .308 .000 .000 .000

communic 1.652 .000 .000 .000

insecuri -.630 .000 .000 .000

conflict -1.169 .000 .000 .000

ambiguit 1.000 .000 .000 .000

performa .000 1.248 .000 .000

peoplecu .000 1.051 .000 .000

organiz .000 1.073 .000 .000

external .000 1.000 .000 .000

payment .000 .000 .699 .000

reward .000 .000 .994 .000
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change related work related human resources commitment

empower .000 .000 1.092 .000

supervis .000 .000 1.197 .000

cooperat .000 .000 .860 .000

developm .000 .000 1.160 .000

particip .000 .000 1.225 .000

satisfac .000 .000 1.000 .000

Standardized Total Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment -.486 .625 .464 .000

normativ -.394 .507 .377 .811

continua -.028 .036 .027 .058

affectiv -.319 .411 .305 .657

percepti .097 .000 .000 .000

communic .623 .000 .000 .000

insecuri -.228 .000 .000 .000

conflict -.410 .000 .000 .000

ambiguit .487 .000 .000 .000

performa .000 .617 .000 .000

peoplecu .000 .600 .000 .000

organiz .000 .655 .000 .000

external .000 .496 .000 .000

payment .000 .000 .478 .000

reward .000 .000 .629 .000

empower .000 .000 .730 .000

supervis .000 .000 .690 .000

cooperat .000 .000 .546 .000

developm .000 .000 .708 .000

particip .000 .000 .751 .000

satisfac .000 .000 .663 .000

Direct Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment -.982 .886 .552 .000

normativ .000 .000 .000 1.055

continua .000 .000 .000 .086

affectiv .000 .000 .000 1.000

percepti .308 .000 .000 .000

communic 1.652 .000 .000 .000

insecuri -.630 .000 .000 .000



237

change related work related human resources commitment

conflict -1.169 .000 .000 .000

ambiguit 1.000 .000 .000 .000

performa .000 1.248 .000 .000

peoplecu .000 1.051 .000 .000

organiz .000 1.073 .000 .000

external .000 1.000 .000 .000

payment .000 .000 .699 .000

reward .000 .000 .994 .000

empower .000 .000 1.092 .000

supervis .000 .000 1.197 .000

cooperat .000 .000 .860 .000

developm .000 .000 1.160 .000

particip .000 .000 1.225 .000

satisfac .000 .000 1.000 .000

Standardized Direct Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment -.486 .625 .464 .000

normativ .000 .000 .000 .811

continua .000 .000 .000 .058

affectiv .000 .000 .000 .657

percepti .097 .000 .000 .000

communic .623 .000 .000 .000

insecuri -.228 .000 .000 .000

conflict -.410 .000 .000 .000

ambiguit .487 .000 .000 .000

performa .000 .617 .000 .000

peoplecu .000 .600 .000 .000

organiz .000 .655 .000 .000

external .000 .496 .000 .000

payment .000 .000 .478 .000

reward .000 .000 .629 .000

empower .000 .000 .730 .000

supervis .000 .000 .690 .000

cooperat .000 .000 .546 .000

developm .000 .000 .708 .000

particip .000 .000 .751 .000

satisfac .000 .000 .663 .000
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Indirect Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment .000 .000 .000 .000

normativ -1.036 .935 .583 .000

continua -.084 .076 .047 .000

affectiv -.982 .886 .552 .000

percepti .000 .000 .000 .000

communic .000 .000 .000 .000

insecuri .000 .000 .000 .000

conflict .000 .000 .000 .000

ambiguit .000 .000 .000 .000

performa .000 .000 .000 .000

peoplecu .000 .000 .000 .000

organiz .000 .000 .000 .000

external .000 .000 .000 .000

payment .000 .000 .000 .000

reward .000 .000 .000 .000

empower .000 .000 .000 .000

supervis .000 .000 .000 .000

cooperat .000 .000 .000 .000

developm .000 .000 .000 .000

particip .000 .000 .000 .000

satisfac .000 .000 .000 .000

Standardized Indirect Effects (Group number 1 - Default model)

change related work related human resources commitment

commitment .000 .000 .000 .000

normativ -.394 .507 .377 .000

continua -.028 .036 .027 .000

affectiv -.319 .411 .305 .000

percepti .000 .000 .000 .000

communic .000 .000 .000 .000

insecuri .000 .000 .000 .000

conflict .000 .000 .000 .000

ambiguit .000 .000 .000 .000

performa .000 .000 .000 .000

peoplecu .000 .000 .000 .000

organiz .000 .000 .000 .000

external .000 .000 .000 .000

payment .000 .000 .000 .000

reward .000 .000 .000 .000
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change related work related human resources commitment

empower .000 .000 .000 .000

supervis .000 .000 .000 .000

cooperat .000 .000 .000 .000

developm .000 .000 .000 .000

particip .000 .000 .000 .000

satisfac .000 .000 .000 .000

Model Fit Summary

CMIN

Model NPAR CMIN DF P CMIN/DF

Default model 122 78.157 88 .764 .888

Saturated model 210 .000 0

Independence model 20 3807.223 190 .000 20.038

RMR, GFI

Model RMR GFI AGFI PGFI

Default model .020 .957 .932 .606

Saturated model .000 1.000

Independence model .146 .372 .306 .337

Baseline Comparisons

Model
NFI

Delta1
RFI

rho1
IFI

Delta2
TLI

rho2
CFI

Default model .928 .897 .961 .944 .961

Saturated model 1.000 1.000 1.000

Independence model .000 .000 .000 .000 .000

Parsimony-Adjusted Measures

Model PRATIO PNFI PCFI

Default model .700 .650 .673

Saturated model .000 .000 .000

Independence model 1.000 .000 .000
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NCP

Model NCP LO 90 HI 90

Default model 141.552 97.937 192.935

Saturated model .000 .000 .000

Independence model 3617.223 3420.363 3821.382

FMIN

Model FMIN F0 LO 90 HI 90

Default model .467 .241 .167 .328

Saturated model .000 .000 .000 .000

Independence model 6.475 6.152 5.817 6.499

RMSEA

Model RMSEA LO 90 HI 90 PCLOSE

Default model .043 .035 .050 .958

Independence model .180 .175 .185 .000

AIC

Model AIC BCC BIC CAIC

Default model 428.552 434.256 765.691 842.691

Saturated model 420.000 435.556 1339.469 1549.469

Independence model 3847.223 3848.704 3934.791 3954.791

ECVI

Model ECVI LO 90 HI 90 MECVI

Default model .729 .655 .816 .739

Saturated model .714 .714 .714 .741

Independence model 6.543 6.208 6.890 6.545

HOELTER

Model
HOELTER

.05
HOELTER

.01

Default model 345 373

Independence model 35 37
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