
 

A STRUCTURAL EQUATION MODEL OF BUSINESS ETHICS  

ORGANIZATION CULTURE EMPLOYEE ENGAGEMENT 

AND JOB PERFORMANCE OF FLIGHT ATTENDANT  
 

Jitti Jitklongsub 
 

A Dissertation Submitted in Partial 

Fulfillment of the Requirements for the Degree of 

Doctor of Philosophy (Integrated Tourism Management) 

The Graduate School of Tourism Management 

National Institute of Development Administration 

2019 
 

 

 



 

 

 

 

A STRUCTURAL EQUATION MODEL OF BUSINESS ETHICS  

ORGANIZATION CULTURE EMPLOYEE ENGAGEMENT 

AND JOB PERFORMANCE OF FLIGHT ATTENDANT  

Jitti Jitklongsub 

The Graduate School of Tourism Management 

  
 

    
 

Major Advisor 

  (Assistant Professor Chokechai Suveatwatanakul, Ph.D.) 
 

The Examining Committee Approved This Dissertation Submitted in Partial 

Fulfillment of the Requirements for the Degree of Doctor of Philosophy (Integrated 

Tourism Management). 

  

    
 

Committee Chairperson 

  (Assistant Professor Pimrawee Rocharungsat, PhD) 
 

    
 

Committee 

  (Assistant Professor Chokechai Suveatwatanakul, Ph.D.) 
 

    
 

Committee 

  (Assistant Professor Kanokkarn Kaewnuch, Ph.D.) 
 

    
 

Committee 

  (Assistant Professor Worarak Sucher, D.HTM.) 
 

    
 

Committee 

  (Assistant Professor Paithoon Monpanthong, Ph.D.) 
 

    
 

Dean 

  (Assistant Professor Paithoon Monpanthong, Ph.D.) 
 

  ______/______/______ 
 

 

 



 

ABST RACT 

ABSTRACT 

  

Title of Dissertation A STRUCTURAL EQUATION MODEL OF 

BUSINESS ETHICS ORGANIZATION CULTURE 

EMPLOYEE ENGAGEMENTAND JOB 

PERFORMANCE OF FLIGHT ATTENDANT  

Author Jitti Jitklongsub 

Degree Doctor of Philosophy (Integrated Tourism 

Management) 

Year 2019 

  
 

The objectives of this research were to study and verify structural equation model 

of business ethics, organization culture, employee engagement and job performance of 

flight attendants. The sample group comprised of premium airlines’ flight attendants. 

The multiple variables were 10-20 times of observed variables. Since 16 observed 

variables were set in this research, the sample group size was determined as 20 times of 

variables. Thus, the appropriate sample group size was at least 320 cases. To ensure that 

congruence test of empirical data hypothesis model more reliable, 98 cases were added 

to the sample group. As a result, the sample group in this research contained 418 cases. 

The research tool was closed-ended questions relevant to business ethics, organization 

culture, employee engagement and job performance. Moreover, the descriptive statistics 

were used for data analysis. The SPSS version 22 software was applied for analysis. The 

inferential statistics was applied with AMOS to analyze affirmative components and 

verify structural equation model of business ethics, organization culture, employee 

engagement and job performance of flight attendants. The variables included: 

independent variable was business ethics and organization culture; mediating variable 

was employee engagement; and dependent variable was job performance. 

            The findings were summarized below. The structural equation model was 

compliant with empirical data (X2=142.195, df=81, X2/df = 1.755, p =.000, AGFI=.993, 

GFI=.960, NFI=.968, CFI=.968, CFI=.986, RMSEA=.43) For business ethics aspect, 

public benefit in mind should be pick up as the first priority. It is recommended that 

organization considers benefits of all stakeholders resulting in commitment of flight 

attendants. Apart from that, airlines should emphasize on quality service to make 

customers impressive, followed by consistent flight attendant competency development 
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and focus on environment, respectively. For the aspect of organization culture, airlines 

should target task dimension that is employees attempt to complete designated job, 

followed by rewards in line with designated job accomplishment, career path relies on 

job achievement, job designation in accordance with individual competencies, focus on 

designated duties, and job designation in accordance with group competencies resulting 

in commitment of flight attendants. Besides, the aspect of employee engagement, it is 

suggested that airlines should pay attention to protect the organization’s image and 

prestige as first and foremost, namely, good feeling towards organization resulting in 

good and efficient working behavior; positive speaking about organization resulting in 

good and efficient working behavior; and engage in protecting organization fame 

resulting in good and efficient working behavior, respectively. Finally, for job 

performance part, airlines should give importance to interaction and cooperation as 

follows: commitment resulting in readiness to work together with other flight attendants, 

commitment resulting in readiness to work with others; commitment resulting in 

interaction with others in organization; commitment resulting in acceptance of 

regulations; and standards of organization, respectively 
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CHAPTER 1 

 

INTRODUCTION 

1.1 Background and significance of the issue 

In the current economic crisis, many organizations, especially business related 

organizations, are competing in an intense or serious competition to gain more market 

share, sales or profits (Chongwisarn, 2007). Every organization thus creates various 

elements in order to be able to carry out its activities effectively as well as creates a 

working mechanism for different employees to work together to achieve their 

common objectives and goals. It can be seen that employees in the organizations are 

very important and valuable to the organizations. Without employees, other resources 

are worthless because employees are users of managerial resources, including 

money, materials and work practices, to achieve the objective and goals of the 

organizations. Therefore, the organizations define the behaviors and duties that 

employees must perform in order to achieve their established targets (Horadarn, 

1987). 

 The growth of the aviation business has developed rapidly in the form of 

increasing global competition in the international aviation industry, especially in the 

premium aviation business with worldwide operations and aviation (Forbes, 2015). 

Premium aviation business with competitive potential is required to provide services 

covering key regions of the world and get prepared to adapt itself to globalization and 

higher competition (Jittungwattana, 2008); (Kunkaew, 2012). Apart from price war, 

premium aviation businesses are competing in terms of qualities of services and staff. 

Since Thailand has only two full service airline operators namely Thai Airways 

International Public Co., Ltd. (TG) and Bangkok Airways Public Co., Ltd. (PG), there 

is plenty of room for full service airlines to generate revenues. The Siam Commercial 

Bank’s Economic Intelligence Center (EIC) projected that revenues of full service 

airlines tend to reach 215 billion Baht (Techsauce, 2019). Thai Airways International 
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Public Co., Ltd. (TG) and Bangkok Airways Public Co., Ltd. (PG) separately have 

policies to expand their fleets for strengthening their competitiveness. Moreover, they 

focus on improvement, change and development of services to make them more 

outstanding, attractive, and impressive to customers such as Michelin star, meals are 

served on flight (Passion, 2019). As Thailand’s open sky policy directly affects to 

premium aviation business, they have to compete with other premium airlines and 

several new budget airlines. As a results, both Thai Airways International Public Co., 

Ltd. (TG) and Bangkok Airways Public Co., Ltd. (PG) are forced to improve and 

develop themselves for better competitiveness. As aforementioned, Thai Airways 

International Public Co., Ltd. (TG) and Bangkok Airways Public Co., Ltd. (PG) have 

to improve themselves to respond to intense competitions. Personnel is thus a priority 

factor to bring each organization including TG and PG to their determined goal - 

organization success. Quality personnel means not only working competency but also 

engagement to push the organization to success. It is necessary for the organization to 

retain these talents. If they are unable to retain them, they may face problems in 

operation. Hence, building employee engagement with the organization is vital. The 

organizational engagement includes attitudes and behaviors of individual which can 

reflect organization efficiency. If members lack engagement with the organization, it 

will cause disadvantage to the organization and undesired behaviors such as duty 

negligence and substandard services. Organizational engagement is definitely 

significant to employee working behavior, organization efficiency and effectiveness 

and decreased problems in human resources management. As factors of personnel are 

various based on different family nurture and socialization such as academics, 

religions, teachers, instructors, friends and social environment, the efficiency and 

effectiveness of the organization resulting from personal behavior are different. It is 

necessary to determine the right direction for employees to uphold. The ethics are 

applied to maintain the organization standards in good direction and compliant with 

the company regulations and at the same time not against personal ethics. Besides, 

organizational culture is condition to build working environment which either 

enhance or lessen working quality of personnel. Good ethics standard and 

organizational culture help personnel engage to job and provide efficient and effective 

works. 
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Therefore, it is imperative that the premium aviation business need to have 

competent personnel who can achieve the goals of their organization as planned and 

that these personnel still remain with their organization and are ready to devote 

themselves to the organization with their faith and acceptance towards goals and 

values of the organization, including fully utilizing their energy for the organization 

as well as having a strong desire to remain a member of the organization (Porter, 

1974). The corporate culture determines the behavior of the organization’s people, 

which is critical to the success of management and enhances efficiency of its 

operations (Singtae, 2011). The business ethics can create a good image, affect the 

organization's trade position and consumers’ loyalty, and result in a trust from both 

consumers and its own employees. When the trust have been built for employees of 

the organization, the business ethics can then contribute to the engagement of the 

personnel because they have love, faith and pride towards their organization, which 

will lead to quality performance and full capacity of production. Of course, the ethical 

organization treating every employee fairly and humanely with continuous 

improvement is loved and committed by its employees whose body, mind and thought 

are fully dedicated for the organization in every job, which leads to good performance 

and quality and complete services (Wachangngen, 2003). 

 The excellent performance of people in the organizations is what the 

organizations want to happen in order to achieve their objectives. This includes 

achieving the persons’ objectives in terms of positions, job responsibilities, 

challenging tasks, wages, and acceptance of others. This excellent performance will 

be something that can demonstrate the success of an organization (Dirks, 2002). 

  However, to be able to achieve a great performance, there must be many 

components involved. Business ethics is an important element according to the theory 

of ethical tree for Thai people. Duangdurn Pantumanawin described the behaviors of 

good and talented people like the fruits on the trees, such as mangoes. Big and tasty 

mangoes depend on complete trunk and roots. Five mental traits are regarded as the 

trunk of an ethical tree, which results in behaviors, including (1) attitudes, morals and 

values associated with the behaviors being considered, (2) ethical reasoning or 

collective altruism and universal principles rather than selfishness, (3) future oriented 

nature or prediction and self-control to wait properly, (4) belief that what goes around, 
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comes around, and (5) motivation for achievement and perseverance until success 

according to the established goals. If a person has these five mental traits, such person 

will always have behaviors of good and talented people. (Panthumnanawin & 

Prachonpajanuek, 1977). Therefore, having good and talented people in the 

organizations, they can achieve their goals as intended. The business operations 

should apply moral standards to the behaviors of individuals in the organizations 

(Buchholtz, 1989); (Frederick, 1992). Business ethics has no specific ethical concepts 

that differ from general ethics and that apply only to business (Post, 2002b) and it is 

aimed at promoting the policies and goals of the business sector to contribute to 

sustainable success and social responsibility. It also creates a balance among 

stakeholders in that business, such as investors, employees, customers, financial 

institutions, government, community, and environment (Boonbongkarn, 2011). So, in 

any business operations to create a business return to investors and to satisfy service 

users, it needs to be fair to all parties, including a mechanism to deal with other 

elements, such as people, resources, society and technology, which must be justified 

with every element as well. 

   Determining organizational behaviors of employees within an organization is 

to ensure that these employees are working to meet their organizational goals as well 

as that they focus on what is best for their organization in the future. One factor that 

can determine the behaviors and acts of employees to lead to their organizational 

goals is organizational culture (Naweekarn, 2002). Organizational culture is an 

important element of each organization because it serves to cast personnel within the 

organization to have beliefs, values, norms, work practices and behaviors in the same 

direction. As a result, each organization is unique and different from other 

organizations (Waranusantikul, 2004) and organizational culture is able to solve the 

fundamental problems in organizations, such as determining proper acts of individuals 

when they are in their organizations and reducing the needs for various decisions 

(Wongwaisayawan, 1997). Thus, an organization with an appropriate organizational 

culture can further progress; however, an inappropriate organizational culture can 

hinder the growth of such organization. 
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   Discretionary effort is critical to organizations, which comes from the 

commitment of employees to their organizations (Lloyd, 2008). It is a voluntary effort 

that is higher than minimum need to the organization’s targets as well as it includes 

dedicating special time to accomplish the tasks faster. It is an important factor for the 

organizations and it can affect employee engagement (J. P. M. Campbell, R. A.; 

Oppler, S. H. and Sager, C. E. , 1993); (J. K. S. Harter, F. L., and Hayes, T, 2002); 

(Kahn, 1990); (Saks, 2006) and  (S. G. Kular, M.; Rees, C.; Soane, E. and Truss, K. , 

2008); (Saks, 2006) provided a definition of employee engagement to the 

organizations in terms of employee involvement with a link between 

discretionary effort and employee engagement. Many studies also support the use of 

this discretionary effort as a parameter of employee engagement (Lloyd, 2008). In 

addition, some studies indicated that competency and independence are important 

factors in predicting discretionary effort. The research results showed that the 

appropriate roles and behaviors and good membership of the organizations may be in 

the employee engagement to the organizations, but discretionary effort is a common 

result between employees who have good work experience and good working 

atmosphere, which makes this discretionary effort a voluntary effort that exceeds the 

minimum requirements for direct goals of the organizations, including dedicating 

extra time to accomplish tasks faster that is very important to the organizations 

(Lloyd, 2008) 

Significance and a consistency of business ethics, organization culture, and 

employee engagement can make the performance of people in the organizations 

achieve their objectives. There has been no research that investigates the structure 

of business ethics, organization culture, and employee engagement that have the 

relationship with the performance of the airline employees. The researcher was 

therefore interested in investigating the structure of business ethics, organization 

culture, and employee engagement and whether there is a causal relationship between 

business ethics, organization culture, employee engagement, and job performance of 

flight attendants.  
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1.2 Research questions 

1.2.1 What is the structure of business ethics, organization culture, and 

employee engagement of flight attendants?  

1.2.2 What is a model of the structure of business ethics, organization culture, 

employee engagement, and job performance of flight attendants?  

1.2.3 Is the model of the structure of business ethics, organization culture, 

employee engagement, and job performance of flight attendants consistent with 

empirical data?  

  

1.3 Research objectives 

1.3.1 To investigate the structure of business ethics, organization culture, 

employee engagement, and job performance of flight attendants,  

1.3.2. To create a model of the structure of business ethics, organization culture, 

employee engagement, and job performance of flight attendants, and  

1.3.3 To test the model of the structure of business ethics, organization culture, 

employee engagement, and job performance of flight attendants against empirical 

data. 

  

1.4 Research scope 

1.4.1 Scope regarding population criteria 

1. Flight attendants in the aviation industry related to premium airlines 

in Thailand with a minimum work experience of five years 

 

1.4.2 Area scope 

2. Flight attendants in premium airlines, including Thai Airways 

International (Thailand) and Bangkok Airways Company Limited (the Company) 

 

1.4.3 Content scope 

1. Investigate the business ethics in terms of components of business 

ethics that include elements from the business owners involved with integrity and job 
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responsibility, including elements that affect others, i.e. justice and responsibility to 

both customers and employees, and elements that are involved with collective 

responsibility and environmental responsibility. 

2. Investigate the nature of organization culture based on three 

dimensions of organizational behavior, i.e. individual dimension, interpersonal 

dimension, and task dimension.  

3. Investigate five levels of engagement: 1 ) trust and accept the 

organization's goals and values, 2) need to retain membership, 3) readiness to use an 

effort to work for the organization, 4) protect the organization's image and prestige, 

and 5) proud to be involved in the organization.  

4. Investigate the job performance and performance evaluation based 

on four elements: 1) Job efficiency and effectiveness, 2) Interaction and cooperation, 

3) Contribution to the organization, and 4) Adaptability.  

 

1.4.4 Time scope 

The study of business ethics, organization culture, employee 

engagement, and job performance of flight attendants starts from March 2018 to July 

2019.   

 

1.5 Research benefits 

1.5.1 Academic benefits 

Know the elements of business ethics, organization culture, employee 

engagement, and job performance,  

Know the causal relationship between business ethics, organization 

culture, employee engagement, and job performance,  

Know the nature of the structural equation model of business ethics, 

organization culture, employee engagement, and job performance,  

Know the degree of consistency between the measurement model and 

the empirical data. 

To enhance the research database for the future researchers to study the 

structural equation model of business ethics, organization culture, employee 
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engagement, and job performance of flight attendant or others function of airline 

business. 

Human resource development academicians are aware of the human 

resource development approach using this structural equation model to further 

enhance the relevant academic knowledge 

 

1.5.2 Aviation business benefits 

Use the information obtained from this study as a guideline for the 

organizations to enhance, develop and maintain their business ethics, organization 

culture and employee engagement so that employees obtain better performance. 

Human Resources Departments of the airlines are aware of the human 

resource development approach using data from this structural equation model for 

human resource development in their organizations.  

Airlines with different management model may use this structural 

equation model to enhance, develop and maintain their business ethics, organization 

culture and employee engagement so that employees obtain better performance. 

 In summary, this chapter describes the overall study, starting from problem 

background and significance to fulfill academic gap, which leads to research 

questions and objectives of this study. Furthermore, the scope of this research is 

obviously indicated regarding population criteria, area scope, content scope, and time 

scope. Finally, the benefits of this research are concluded.      

Having set the foundation for this thesis, the following chapter contains a 

review of the literature that informs and sets the stage for the study that follows.
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CHAPTER 2 

 

CONCEPT, THEORY, AND RELEVANT RESEARCH STUDY  

This study entitled "A structural equation model of business ethics, 

organization culture, employee engagement, and job performance of flight attendants" 

used concepts, theories and research related to business ethics, organizational culture, 

employee engagement, and job performance to guide its findings. The research was 

divided into the following four topics:  

  

2.1 Business ethics 

2.1.1 Concepts and theories of business ethics 

1. Ethical theory 

2. Meaning of business ethics 

2.1.2 Factors of business ethics 

2.2 Organization Culture 

2.2.1Concepts and theories of organization culture 

1. Importance of organization culture 

2. Characteristics of organization culture 

3. Basic concepts of organizational culture 

4. Organizational behavior  

2.2.2 Factors of organization culture 

2.3 Employee Engagement 

2.3.1Concepts and theories of employee engagement 

1. Meaning of employee engagement 

2. Concepts of employee engagement  

2.3.2 Factors of employee engagement  

2.4 Job Performance 

2.4.1 Concepts and theories of job performance 
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1. Meaning of job performance 

2. Concepts and theories of job performance 

3. Job performance evaluation 

4. Indicators of job performance 

 

2.1 Business Ethics 

2.1.1 Concepts and theories on business ethics    

 

2.1.1.1 Ethical theories 

   The concepts on ethics are varied. Each society therefore 

adopts the concept suitable for the society. The selected principle or philosophy is 

applied as a foundation or guideline for making decision. As theories on ethics are 

various, they are categorized into three main groups namely theories on social 

influence, theories on individual learning and theories on cognition development 

(Sriyong, Paorohit, Saranaga, Reingwatanasuk, & Keawsringam, 2007)    

1) Theories on social influence   

    The theories are developed based on ideas and 

experiences of social psychologists. They believe that society plays a part of role on 

creating varied characteristics of human depending on what kind of society that 

human is living in. Meanwhile, psychoanalyst focuses on interpersonal since 

childhood as we can see that children learn distinction between good and bad from 

parents and persons around them.    

    Socioanalytic Theory: (Hogan, 1978) 

Hogan (Kurtines, 1990) developed a theory indicating the significance of social 

influence towards ethics. It is believed that ethical personality has been created and 

evolved together with society and human race. It is the result of fighting for survival 

of human race. The distinction among human groups has been widely accepted that it 

comes from different living and nurture in terms of society, culture, regulations and 

values, which determine individual behavior and passed on from generation to 

generation. This is considered as human survival.    
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 The ethical cognition has been divided into two viewpoints. The first 

viewpoint is that ethics is an external subject. It is an agreement comprising of rights, 

responsibilities and taboos disapproved by the society. The second viewpoint is that 

ethics is a comprehension inside the individual mind affecting regulations, values and 

culture. The individual ethical expression is a result of social development related to 

individual personality structure. In the meantime, there are several research papers 

supporting the theory as follows:    

 Hoffman (M. L. Hoffman, 1970) gathered researches on nurture with love and 

four relevant ethical characteristics: principle adherence, guilt, resistance to 

temptation and confession. It was found that the children nurtured with love tend to 

have more four types of ethics compared to those nurtured with less love, particularly 

in children aged 4-13 years.     

 The research of Bandura and Ross (Bandura, 1963) conducted a research on 

children. They are grouped to be separately exposed to three distinctive models. The 

findings indicate that the children watching aggressive movie model tend to behave 

more aggressively rather than the children exposed to real-life model and role model.  

 The research proposed by Fricalrich and Steine (Friedrich, 1973) found that all 

sampled children watching aggressive television program less control themselves and 

are less tolerant to waiting for what they need. Likewise, there are several supporting 

evidences that children’s aggressive behavior is relevant with aggressive television 

programs. The recently researches prove that apart from aggressive television 

contents, other relevant factors may increase or decrease aggressive behavior 

including behavior consequences, scene changes, regular view angle changes and film 

edition. 

 In a nutshell, the theories on social influence consider that parents, instructors, 

media and friends have direct influence toward personal ethics building and 

development through various processes, for example, nurture, social group 

membership, model absorption and social situations. The ethical attributes are mental 

characteristics and personal behaviors in overall and several researches found various 

obvious characteristics including principle adherence, guilt, tolerance, self-control, 

attitude, values, ethical rationale, knowledge and motivation for achievement, as well 
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as behaviors including aggressive, generosity, social discipline, honesty, 

responsibility, behaviors appropriate to occupations and good citizen 

.      

             2) Theories on individual learning   

    Theories explain methods and processes of values, 

morals and ethics and rules perceived and adopted by an individual through learning 

by connecting behavior expression and award and punishment. The reinforcement and 

conditioning on behavior are adapted for explaining individual ethical behavior. The 

individual learning theories include Pavlov’s classical conditioning theory, Skinner’s 

operant conditioning theory and social learning theory (Sriyong, Paorohit, Saranaga, 

Reingwatanasuk, & Keawsringam, 2006) The theories are briefly described as 

follows:    

2.1 Classical conditioning theory 

     Pavlov, Russian physiologist, proposed classical 

condition theory. The conditioned stimulus is placed together with unconditioned 

stimulus. The conditioned stimulus causes a response, typically natural response the 

same as response to unconditioned stimulus. In daily life, we always learn by setting 

classical condition. A driver fears to pass near police because of the connection 

between detainment and punishment by police. Or a child cries when he/ she has to go 

to the doctor because of the connection between injection and pain. The classical 

conditioning may be adopted for training ethical habits and manners for daily life.       

                  2.2 Operant conditioning theory   

     The theory has been developed by B.F. Skinner, 

an American psychologist. The theory proved that after organic shows any behavior 

and later received organic reinforcer, it will repeatedly show that behavior, whereas 

an action without reinforcement will gradually cease and finally not show the 

behavior. For instance, doing good things and is awarded a reward is only a 

reinforcement to repeatedly do good things. Giving a reinforcer to stop inappropriate 

behavior makes an individual feel satisfied so he does not act such behavior again.      
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2.3 Social learning theory  

The social learning theory is developed based on 

the idea that individual learning does not directly come from reward or punishment 

but it comes from the behavior observation and imitation on persons respected and 

loved by the individual. When we consider what a 4-year child does and speaks, his/ 

her parents cannot teach everything, he/she learns a part from others. Adults in society 

are role models including action, behavioral expression, attitude and ethical values 

affirmation. Parents and teachers play a crucial role because children unintentionally 

imitate them. Many researches prove that if children observe good role model, they 

tend to show more generosity and sharing mind. A research revealed that 7-year 

children and 11-year children watched a model who shared his reward from game 

playing, had a sharing behavior more than the controlled group which has never 

watched the model (Rushton, 1976). 

 The main principles of social learning are that behaviors, values and ethical 

beliefs are more easily acquired by children as they imitate models, especially famed 

and powerful persons. The process may be more complicated as an individual 

expresses himself the same characteristic with the model. The theory concludes that 

an individual will change his/her ethical attributes (learning) including perception on 

morals, values, social norms, behaviors, feelings and physical behaviors through 

learning principles comprising reinforcement, connection, imitation and insight.  

 

             3) Theories on cognitive development 

Piaget and Kohlberg introduced cognitive theory and 

rationale which are fundamental development of individual ethics. They have similar 

opinions that the components for enhancing ethical development among children are 

intellectual and experience from surrounding relevant to ethics. That is, young 

children have low level of intellectual and cognition, so their ability to perceive ethics 

is relatively low. However, when the children grow up, their intellectual competency 

and cognition are definitely improved. Children can memorize and understand more 

complicated ethics. The theories on cognition development, for example, are 

comprised of Piaget’s theory of cognitive development, Kohlberg’s moral 
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development theory and the theory of the moral tree for Thais developed by 

Duangduean Panthumnawin.   

 This research is conducted based on the cognitive theory since it has been 

globally accepted and there are researches on various races and cultures. In addition, 

some national researches have been developed based on Kohlberg’s moral 

development. The aforesaid theories are briefly summarized as follows:    

 

    3.1 Theory of cognitive development 

     Piaget is a psychologist on cognition and 

intellectual. The cognitive development thus is adopted for explaining the 

development of moral reasoning. The moral reasoning is divided into two types: 

objective moral reasoning and subjective moral reasoning.    

 Children aged not more than 10 years have objective moral reasoning to 

consider what is right or wrong depending on how much physical consequence is 

caused by an action. They do not care motivation behind the action or intention but 

they rather focus on physical actions including punishment or catching up. When 

children turn 10 or 11 years, they develop from adopting objective moral reasoning to 

subjective moral reasoning. When children grow older, they are able to perceive and 

understand others’ viewpoints and consider others’ intention. This ability is caused by 

the interaction in cognition enhancement so children can think more complicatedly. 

Moreover, the society has been changed from family society to friend society so 

children have to adapt themselves. Thus, children have developed from objective 

development that rules and regulations are absolute to subjective development that 

rules and regulations are agreement between persons that help each other. Rules and 

regulations are beneficial on maintaining social order (Boonaree, 1998). The cognitive 

or intellectual are developed step by step relevant to age and idea qualities are 

different in each step. It is required several years for each step of cognitive or 

intellectual development relevant to age. Each step has different cognitive quality and 

has developed from the previous step. It is developed gradually and irreversibly. The 

moral development, however, does not lead to general development because general 

reasoning is fundamental of required moral characteristics but it is not enough for the 

whole moral development.      
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 According to hundreds of researches in many countries, Piaget concluded that 

the development stages of children are the same in each culture though ages are varied 

depending on social condition and surrounding. Cognitive development is a 

significant component of moral development (Boonaree, 1998).  

 Piaget’s moral development is divided into three stages (Panthumnanawin & 

Prachonpajanuek, 1981) as follows: 

 

1. Sensorimotor period (0-2 years). Children are unable to perceive 

detailed surrounding. They have only physical need to be treated 

without occasion. When they can speak, they perceive surrounding 

and their roles to others.      

2. Preoperational period (2-8 years). Children obey adults because 

they consider that adult orders are commands to be complied with.    

3. Concrete operational period (8-10 years). It has been developed 

from intellectual and experience of roles in friend groups. Fear of 

external power becomes justice principle in children’s mental, 

which means personal equality and exchange. In general society, 

children aged between 8 and 10 years will go through the third step 

but some may get stuck in the second step because they are 

irregularly forced by a guardian or society or lacking of 

experiences with friends.   

 

3.2 Kohlberg’s moral development  

     Kohlberg (Kohlberg, 1969) studied morality 

based on the theory of Piaget and found that the development of human moral 

development has not reached the perfect point in people aged ten. Generally, they 

have been developing from 11 years to 25 years. The moral development is not 

cognition from teaching by others. It, however, is a combination of knowledge about 

roles of oneself to others and roles of others, as well as requirements and rules of 

groups. The moral reason is derived from cognition while children have interaction 

with others. Participating in various types of social groups enables them to learn about 
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roles of themselves and others and rapidly develop to higher stage of moral 

development.   

 Besides, Kohlberg suggested that the moral mature of an individual is 

apparently expressed in moral reasoning. A study on moral development of American 

youths aged between 10 and 16 years was made on why they choose to do something 

when facing a conflict situation between individual need and rules of society or 

groups. The moral development is divided into three levels and each level is divided 

into two stages. Hence, Kohlberg’s moral development is comprised of six stages as 

described below.     

  First level, pre-conventional, individual responses to regulations 

stipulated by one who has more power and he/ she decides to do what is beneficial to 

oneself without consideration on results to others. This level is normally found in 

children aged between 2 and 10 years. This level is divided into two stages as follows:   

   First stage, punishment and obedience orientation, individual 

fears of pain and obeys to command of elders. Children aged below seven typically 

adopt this principle.    

   Second stage, instrumental relativist orientation, children aged 

between 7 and 10 years think it is normal when adult punish them to cause them being 

good persons. They give importance to reward or praise and promise to reward is 

motivation for doing good rather than scolding or threatening to punishment.    

  Second level, conventional, individual considers that behaving in line 

with expectations from parents and groups is necessary rather than doing bad things 

because they fear to be rejected from others. The individual does not recognize 

consequences to oneself. They consider that honesty and loyalty are significant 

because everyone has the duties to observe ethical standards. This level is generally 

found in teens aged between 10 and 16 years. This level is divided into two stages as 

follows:   

   Third stage, interpersonal concordance of good boy-nice girl 

orientation, children aged between 10 and 13 mostly value friends. They do what 

others agree to and do for recognition from others.   
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   Fourth stage, law and order orientation, children aged between 

13 and 16 years have enough experiences to acknowledge that a society comprises of 

various groups and each group separately has its own rules and they understand their 

roles in each group and are reasonably faithful to their groups.   

  Third level, autonomous or principle level or post-conventional level, 

people aged 20 or above interpret ethical principles and standards with discretion 

before adopting as fundamental for making decision on what is right or wrong and 

should do or not. The decision is made with their own discretion and without 

influence of a powerful person or group. It is divided into two stages:  

   Fifth stage, social contract legalistic orientation, individual 

aged 16 years and above has its own reason to do any action with consideration of 

collective group and consider collective benefits more than personal interests. In 

addition, he/she can control oneself, feels shame when doing bad things and feels 

proud when doing good things.    

   Sixth stage, universal ethical principle orientation is a principle 

for equality and fairness of each individual. Right or wrong is selected regarding to 

the conscience upheld by each individual.   

  In summary, Kohlberg’s moral development theory is divided into 

three levels and each level is divided into two stages, respectively. The development 

of human morality has been developed orderly from the first stage to the last stage. 

Each individual has to develop from the first stage which is fundamental for next 

stage development and it is difficult to go reversely to the previous stage.   
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Table 2.1  Moral Reasoning under Kohlberg’s Moral Development Theory   

        

  Stages of Moral Reasoning                                       Levels of Moral   

 

1st Stage Punishment and obedience orientation  Level 1. Pre-conventional 

(2-7 years)      (2-10 years) 

2nd Stage Instrumental relativist orientation                            

(7-10 years)                                                                             

 

3rd Stage Interpersonal concordance of good    Level 2. Conventional  

boy- nice girl orientation (10-13 years)  (10-16 years)    

4th Stage law and order orientation (13-16 years) 

    

5th Stage Social contract legalistic orientation   Level 3. Autonomous or 

(16 years and above)     principle level 

6th Stage Universal ethical principle orientation  (16 years and above) 

 (adult) 

 

 

Source: Duangduean Panthumnawin and Penkae Prachonpajanuek, 

1977, 43 

The level of moral reasoning indicated by Kohlberg has been widely accepted and 

supported by a number of researches including in the United States, Mexico and 

Taiwan. There are full six stages of development but the process lengths are varied 

(Kohlberg, 1969). Also, researches in Thailand are conducted based on the theory of 

moral development.    
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3.3 Theory of moral tree for Thais developed by 

Duangduean Panthumnawin.  

     The theory of moral tree compares behaviors of 

good persons with fruits on tress. For example, mangoes that are big and sweet are 

because of a good trunk and roots. The five kinds of mentality are compared to a tree 

trunk and are composed of:  

  1. Attitudes, morality and values relevant to behavior   

  2. Moral reason or value on collective benefits rather than personal 

interests   

  3. Have vision, future-oriented and self-control  

  4. Uphold in the belief that what goes round, comes round.   

  5. Motivation and endeavor for success   

 If an individual has these five kinds of mentality, he/ she is a good person. On 

the other hand, if one lacks of several said characteristics, he/ she is not a good 

person. Apart from the five kinds of moral tree, a good person should have the 

following three basic mental characteristics:    

  1. Intellectual is ingenuity suitable with age as adult has more 

subjective thinking ability    

2. Social experience means understanding to human and society and put oneself in 

someone else's shoes   

  3. Healthy mentality means less concern or suitable with the situation   

 The basic mental characteristics are compared with tree roots. They are 

significant root of development of five kinds of mentality. The behaviors of good 

persons are fruits. The individual with high level of three basic mental characteristics 

suitable with age is considered as lotus floating above the water level. His stem and 

fruits should be further developed. Meanwhile, one who has high level of only one or 

two basic mental characteristics or low level in all aspects is considered as lotus under 

water or mud. If one who wants to develop morality adopts this theory, he is confident 

that he can develop youth mentality to desired behaviors actively.    

 The theory of moral tree enables us to acknowledge which kind of mentality 

should be developed first as it is the root of developing good persons. The research 

firmly approved the theory that the three basic mental characteristics significant to 
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high level moral reasoning of Thai youths which was conducted by Siriporn Yamnin 

(Yamnin, 1987). The findings indicated that if Thai people have low of the three basic 

mental characteristics, they tend to have lower moral reasoning compared to those 

who have higher three basic mental characteristics based on the same age, status and 

educational attainment. Developing an individual with high morality should start from 

ingenuity, healthy mentality and social experience and then the moral development in 

next stage is much easier.    

 Regarding to the theory of moral tree, mental and behavioral characteristics 

should be developed from children aged two years. They should be trained to behave 

good until it becomes habit, for instance, queuing, offering foods to Buddhist monks, 

praying at night. The mental training should be conducted about 20% of children’s 

development. When children aged 12 their mentality should be developed equally 

with behavior. When they grow up to be adult, mentality should be developed 80% 

and 20% for behavior. If mentality of an adult has changed such as strong faith in 

religion, his behavior is changed in various aspects at the same time.    

 The mental characteristics have been developed in accordance of age. The 

three aspects of moral tree consist of intellectual, moral reasoning and social insight 

ability. Also, ethics and values have been developed in line with age. The mental 

development theory applies age as indicator for mental development because 

psychologists consider that mental characteristics have been changing relevant to 

social experiences gained by each individual together with brain and nervous system 

growth.    

 Theory on mental development is useful for indicating direction and process 

of mental development. The research conducted by Kohlberg (Kohlberg, 1969) has 

been widely tested and adapted in Thailand widely. In this theory, human in roughly 

30 cultures were studied including Thai culture (Snarey, 1985); (Panthumnanawin, 

1981). Human has its own moral reasoning or intention before action from the lowest 

stage as a young child to the highest stage which is stage 6 as a middle adult. If the 

mental growth does not cease in the lowest stage, the 6 stages should be developed in 

line with growing age as follows:    
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Figure 2.1 Theory of Moral Tree  

Source: Adapted from Duangduean Panthumnawin, 1981. Behavioral Science 

Volume 2 Psychology, Ethics and Educational Psychology. (Panthumnanawin, 1981) 

 Explains basic mental characteristics and mental components of ethical 

behaviors   

First stage: 0-7 years intentionally escapes physical punishment such as beating, 

sentence to jail, scared of the fires of hell.     

 Second stage: 10 years intentionally seeks materials such as money and four 

requisites.    

Good people Behavior 

Health Behavior 

Study Behavior 

Nurture the child 

Work Behavior 

Civility Behavior 

Social development Behavior 

Visions, beliefs and values 

Moral Reason  

Achievement Motive 

 

Locus of Control 

Internal locus of control 

Discernmen

t 

Good Mental Health 

High Social Experience 
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 Third stage: 13 years follows what others consider to agree (and embarrassed 

if anyone found him/her guilty)  

 Fourth stage: 16 years complies with rules and laws and religious principles   

 Fifth stage: young adult does well for collective group and guilty when doing 

badly and feel proud of himself/herself when doing good things.      

 Sixth stage: middle adult upholds to global ideal for practice such as humanity 

and equality.    

 According to several researches conducted in Thailand, the findings reveal 

that the majority of Thai children aged 10 years have moral reasoning in the second 

stage and the third stage. Importantly, mentality of youths and adults cease at only the 

third stage. (Jurkovic, 1980) 

Building desired basic moral indicators in Thai people   

  Likona (Lickona, 1991) mentioned in the “Education for building 

Identity” that two major ethical values that schools should teach and are significant 

for being responsible citizen are self-esteem and respect to others and responsibility 

which is an extension of respect. Furthermore, schools should instruct other ethical 

values, for instance, integrity, fairness, tolerance, benevolence, cooperation, courage 

and democracy. These values are forms of respect or responsibility (Pathumrach, 

2002). 

  Borba (Borba, 2001) focused on ethical competency of youths to live 

with morality amidst immoral society. The research proposed significant seven 

aspects of ethical value building for children aged 3-15 years comprising sympathy, 

responsibility, self-control, respect, tolerance and justice.   

 Thailand’s Ministry of Education is also aware of this point; it therefore 

determined eight aspects of basic ethics as a guideline for schools.     

 1. Diligence. Puts an effort to work, courage to face obstacles, works with 

passion and is determined to duties.    

 2. Economical. Simple living, understands well financial status, thinks before 

buying, saving and not living lavishly, and jots down incomes and expenses account.    

 3. Honesty. Be punctual, honest to duties and profession, without prejudice, 

not defraud directly and indirectly, and fully responsible to duties.     
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 4. Discipline. Willingly complies with rules and regulations of academic 

institutions, organizations, society and nation, upholds to practices and has discipline 

to oneself and society.   

 5. Modest. Humble and modest according to one’s status and time and place, 

not too aggressive or verbally coerce others, and having nice etiquette.   

 6. Cleanness. Keeps health fit, maintains hygienic residence and environment 

and practices mind without impurity.   

 7. Unity. Open-minded, being good leader and follower, help each other, solve 

problems, tolerant to diversified cultures, thoughts and beliefs, and living with others 

peacefully and harmoniously.   

 8. Kindness. Helps society and do for others, is sympathetic, do good things or 

solve problems for society.   

 Thus, the desired characteristic indicators for Thai people are proficient, good 

and happy which means being Good Samaritan and making appropriate decision of 

what is right or wrong in the frame of Thai culture and society.   

 

2.1.2  Definitions of business ethics    

 

The word “ethics” is derived from the Greek word “ethos” which refers 

to character, guiding beliefs, standards or ideals that pervade a group, community or 

people. The Royal Institute Dictionary defined ethics as moral practice, moral rules 

(Royal Institute, 2011). The definition is related to do and don’t behavior and practice 

for collective living in society. The benevolence and putting public interest ahead of 

personal interest and making decision of what should be done are considered as social 

norms to be observed by everyone in that society for benefits of all   (Chokewatana, 

1998; Chumsupanwaree, 2007; Pookkapund, 2000; Vadhanasindhu, 2016; 

Washangngon, 2003). Ethics is meaningful to business because what we do affects 

various sectors including business, taxpayers, employees, stakeholders and even 

society. For business viewpoint, moral action enables business to save expenses from 

suit and misappropriation roughly millions baht per year. A research found that 

misappropriation in business caused damages equal to fifty billion dollars or 

Bulgaria’s GDP while in Taiwan, it caused as high as four hundred billion dollars. 
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Moreover, estimated damages arising out of appropriation business worth six hundred 

billion dollars per year or 79% of employees admitted or ever thought to embezzle 

company assets. Some researches prove that USA business sector lost about one third 

of business operation to immoral activities such as embezzlement. An expert 

estimated that 40% of lost is caused by embezzlement (Weiss, 2014). Thus, business 

ethics is standard for business operation, manufacturing and distribution to gain fair 

yields from investment for all stakeholders including manufacturer, consumers, 

business owner, shareholders, executives, partners, service recipients, government and 

society. All stakeholders therefore should be aware of business ethics to enable stable 

and sustainable growth for benefits and fairness of stakeholders.   

Business ethics means adopting moral standards with behaviors and practices 

of individual in an organization (Buchholtz, 1989; Frederick, 1992). The business 

ethics has no different ethical concept and is adopted only with business (Post, 

2002a). It aims to promote business policies and goals to sustainable success and 

social responsibility. Besides, it makes balance among stakeholders comprising 

investors, employees, clients, financial institutions, government, community and 

environment (Boonbongkarn, 2011). To make business yields for investors and build 

satisfaction for customers, the business should be fair for all parties including others 

components such as human, resources, society and technology.    

The business ethics is divided into three parts: 1. System: economy, politics, 

regulations and social systems involved by business; 2. Corporate: business ethics; 

and 3. Individual: individual ethics and employee ethics (Tipapakorn, 2005). 

 

 

 

 

 

 

 

 

 

 



25 

 

Table 2.2  Factors of Business Ethics 

 
 Honesty Fairness/Justice Public 

benefit in 

mind 

Good 

community 

relationship 

1.(Graham, 2009) / / / / 

2.(Wattanasopasiri, 

2005) 

/ / / / 

3.(Pirayatanarak, 

2012) 

/ / / / 

4.(Suwanapak, 

2010) 

/ / /  

5.(Panawese, 1997)   /  

6. 

(Chumsupanwaree, 

2007) 

/ / /  

7.(Smith, 2007) / / / / 

8.(Weeks, 1992) / / /  

9.(Schwartz, 2005) / / / / 

10.(Choi, 2011) / /   

11.(Yamamura, 

2011) 

 /   

12.(Diallo & 

Lambey-Checchin, 

2017) 

/  /  

13. (Sahu, 2016) /  / / 

14.(Karakas, 

Sarigollu, & 

Uygur, 2017) 

/ /  / 

15.(Warren, 

Gaspar, & Laufer, 

2014) 

/ / /  

16.(Widana, 2015) / / / / 

17.(Fernández, 

2016) 

/ / / / 

18.(Palakul, 2014) / /   

19.(Taştan & 

Güçel, 2017) 

/ / / / 

 

 

According to literature review together with Kohlberg’s moral development 

theory, the theory of moral tree of Duangduean Panthumnawin and Borba’s ethical 

ability, the variables used in this research on business ethics are as follows:  
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The components of business ethics comprise of four aspects:   

1. Honesty. Do business with integrity and provide products or services 

in accordance with advertisement. Responsible for tax payment and do not give 

bribery to government officials for business interest. 

2. Fairness/Justice. Not exploit benefits from consumers by pricing a 

fair price and service for consumers and sharing benefits or exchanging for 

stakeholders, observing intellectual property and not using tricks or gimmicks to 

destroy competitors.    

3. Public benefit in mind. Doing business should contemplate on all 

stakeholders’ interests including shareholders, employees, society and environment, 

and not produce hazardous goods.   

4.  Good community relationship. Do business based on good intention 

to all stakeholders and build strong relationship in business and social sectors. Do not 

produce goods or services unacceptable by each party.   

In summary, the components of business ethics comprise of components from 

business owner which is relevant to honesty and responsibility to work, components 

affecting other persons are fairness and responsibility to clients and employees and 

components affecting overall are responsibility to public and to environment.     

 

2.2 Organization Culture  

 

2.2.1 Concepts and theories of organization culture 

 

 Organization culture is a significant component of organization 

because organization culture instructs members to have beliefs, values, norms, 

working approaches, and behaviors in the same direction. Moreover, it determines the 

differences of each member and makes an organization different from others 

(Waranusantikul, 2004). Moreover, organization culture is implemented for solving 

problems in an organization such as an appropriate individual behavior 

(Wongwaisayawan, 1997). An organization with appropriate organization culture will 
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progress, whereas an organization without appropriate organization culture will 

obstruct organization growth.   

 

1) Definitions of organization culture 

   Definitions of organization culture are given by foreign 

and Thai academics as described in the following table.  

 

Table 2.3 Definitions of Organization Culture 

 

Sources 

 

Definitions 

Cherrington(1994:473) 

(Cherrington, 1994) 

Basic values of organization on 

correct practices and thinking and 

anything upheld and inherited to new 

members of an organization 

Hofstede (1997: 7) 

(Hofstede, 1997) 

Subjectivity of members in an 

organization used for determining 

differences among each member 

Daft (2001: 314) 

(Daft, 2001) 

Combination of beliefs, values, 

understandings and ways of thinking 

implemented by members of an 

organization and inherited to new 

members    

Jones (2004: 195) 

(Jones, 2004) 

Determine shared norms and 

values for controlling interactions among 

members internally and externally 

 

 

 

 

            Robbins (2005: 485) 

 

A system of shared meanings 
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Sources 

 

Definitions 

(S. P. Robbins, 2005) upheld by members of an organization 

which differentiates them from other 

organizations. The shared meaning is 

stipulated as significant attribute of 

organization values   

Mallika Tonsorn (2001:159) 

(Tonsorn, 2001) 

Values, beliefs and traditions 

accepted by the majority of the members 

and implemented as practices of members 

in an organization. Each member 

acknowledges and learns organization 

culture through social process which 

requires members to separately perform 

one’s duties and accepted as members of 

an organization.    

 

Rangsan Prasertsri (2005: 201) 

(Prasertsri, 2005) 

Way has been practiced in an 

organization and influencing attitudes 

and behaviors of members in an 

organization.    

Yongyuth  

Peerapongpipat  (2001:91-94) 

(Peerapongpipat, 2001) 

Way of life of a group of persons 

in an organization practiced consistently 

and it is specific characteristic of the 

group. The behaviors occur naturally e.g. 

straightforward, paying respect to the 

elders, creativity and integrity.   

Somyos Naweekarn (2005: 819) 

(Naweekarn, 2005) 

Values and norms upheld by 

members of an organization and control 

practices of employees and executives of 

an organization.    
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Sources 

 

Definitions 

Palin Poocharoen (2004: 153) 

(Poocharoen, 2004) 

Beliefs, values, norms, 

traditions, concepts, practices or 

languages implemented in an 

organization upheld by employees and 

influence daily working directly and 

indirectly, particularly impact to decision 

making and practices in all levels of an 

organization.      

 

 

Therefore, organization culture (or corporate culture) means values and 

traditions that are widely accepted by members of an organization and jointly 

implemented as practices of members in an organization. It determines differences 

among members of an organization. Each member has to perform its duties and 

interact with others appropriately. The behaviors are not forced by regulations such as 

paying respect to the elders. They influence daily working directly and indirectly and 

are inherited to new members.   

 

2) Source of organization culture 

   Jones (Jones, 2004) explained that organization culture 

is derived from relationship of four factors. The four factors cause differences in an 

organization culture of each organization and it is a cause of changes in an 

organization culture as displayed in Figure 2. 2. 
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Figure 2.2 Source of Organization Culture 
Source: Jones, G.R. 2004. Organizational Theory, Design and Change : Text 

and Cases. 4th ed. Upper Saddle River, NJ: Prentice-Hall. (p. 207).(Jones, 2004). 

 

1. Characteristics of people within the organization   

Generally, beliefs or values are initially created by owners or leaders of 

an organization. Visions, beliefs and values of them determine characteristics of 

personnel in an organization. Most organizations recruit new members with beliefs 

and values close to an organization while individual also selects an organization with 

values similar to oneself.    

2. Organization Ethics 

Organization ethics plays a critical role in code of conduct, beliefs and 

regulations defining working way of personnel in an organization. Personnel can work 

together with others in an organization with appropriate behaviors and not against 

practices of members as well as implanting ethical business operation until it becomes 

organizational culture. 

3. Property Rights  

Property rights distinct norms, values and attitudes of personnel in 

organization. That is, organization gives objective rights e.g. salary and stocks and 

subjective rights e.g. permanent recruitment and occupation stability. Property rights 

build trust and expectation of personnel in organization.     

         Property Rights 

Organizational 

Culture 

Characteristics 

of people 

within the 

organization 

Organizational 

structure 

Business ethics 
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4. Organizational Structure  

Different organizational structure causes different organizational culture. 

Organization executives design organizational structure suitable with an organization. 

For example, mechanistic organization is a centralized organization with hierarchy 

supervision and focusing on quality and standard. Personnel in this type of 

organization must comply with regulations and obey supervisor commands. In 

contrast, organic organization is a flat organization with decentralized structure. It 

focuses on organization surrounding, implants independence in decision and promotes 

personnel to have creativity.   

  

    3) Significance of organization culture  

According to Sundhorn Wongwaisayawan 

(Wongwaisayawan, 1997) significances of organizational culture are:   

1. Promote practices accepted by members  

As new members and old members in an 

organization have to contact with each other, new members have to learn appropriate 

working approaches introduced by old members or from experiences of new members 

or observing which working approaches enable them to gain reward or praise or 

otherwise blamed or punished. New members gradually learn the thinking and 

practice that most of the members need.    

2. Organization  

Employees learn, comprehend and accept 

thinking and practices expected by an organization and then they uphold them as core 

of thinking, practices and behaviors in an organization for long term. Moreover, the 

approaches and practices have been developed to customs or norms of the group. If 

anyone violates them, he will be punished. Customs or norms as a part of an 

organizational culture determine rules and regulations for members in order to enable 

an organization to operate systematically. Customs or norms are applied for 

determining whether thinking and practices are appropriate.  

 

3. Defining surrounding behaviors   
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When employees understand and accept 

organizational culture, it enables members to comprehend reasons of behaviors and 

distinct members of organization from non-members. Normally, only members of an 

organization or one accustomed to organizational culture correctly understands 

definitions of behaviors in an organization.   

   4. Reduce decision in regular activities   

Organizational culture includes values, beliefs 

and practices regularly observed by organization members and eventually became 

habit. Members thus can observe them automatically without decision on what and 

when to do it. For example, some government agencies and business organizations 

have customs of collecting money for buying gifts for supervisors in various festivals. 

The activity has been done for years so members know well what and when they have 

to do it.     

   5. Solve problems and address basic needs of an 

organization   

One of the basic problems of organizations is external adaptation and internal 

integration which organizational culture is implemented for solving problems as 

summarized in Table 2. 4 

Table 2.4 Details of external adaptation and internal integration   

Adaptation to external environment 

 

Integration with internal environment 

 

1. Core tasks and strategies  

 

2. Determine goals 

 

 

 

 

 

 

1. Members understand and have shared 

opinions.   

2. Determine qualifications of members 

as well as criteria for participation and 

revocation.  
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Adaptation to external environment Integration with internal environment 

 

3. How to achieve goals   

 

4. Indicators for measuring goal 

achievement  

5. Improve when goals are not achieved   

3. Authorize power and status for 

members.    

4. Develop norms of closeness, friendship 

and love among members.    

5. Stipulate criteria for rewards and 

punishment 

6. Define ideology and beliefs 

 

Source: Sundhorn Wongwaisayawan. 1997. Organization Culture: Concepts, 

Researches and Experiences. Bangkok: Four Pace Publishing. 30.(Wongwaisayawan, 

1997) 

A certain period is required to prove whether the organization culture has been 

accepted by some of the members and whether it can be used for solving basic 

problems of the organization.   

 6. Suggest working approaches and behaviors   

Organization culture has been accepted by some 

members and has been able to solve basic problems of the organization. It has been 

inherited to new members as appropriate thinking and doing approaches. This process 

is called organization socialization which aims to enable new members to learn and 

adapt to organization culture as well as apply thinking and working approaches as a 

guideline for working. As a result, organization culture has been inherited and existed 

forever.     

  7. Build shared identity of member 

   Organization culture enables members to be aware that 

each member belongs to the same group because they hold similar beliefs, values and 

behaviors and are unique from members of other groups, including dressing, working 

period, working methods, and fame and group image. For example, uniforms of each 

bank makes employees feel that they have identity different from other groups. 

Employees who wear the same uniform feel accustom or close to each other and have 

same discipline and unity.     
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  8. Sustainable change in an organization  

Galpin (Galpin, 1996) explained that executives should 

consider organization culture to make changes sustainable. Organization culture is 

composed of ten factors and an organization should contemplate on which factors are 

suitable for its context. Ten factors are:  

 

  1) Rules and Policies  

  2) Goals and Measurement  

  3) Customs and Norms  

  4) Training  

  5) Ceremonies and Events  

  6) Management Behaviors  

  7) Rewards and Recognition  

  8) Communications  

  9) Environment  

  10) Organizational Structure  

 

  Furthermore, an organization culture enhances operation 

efficiency of the organization:   

 

 1. Organization culture with clear scope enables identity learned and 

upheld by members. It distinguishes an organization from others because of different 

organizational culture. 

 2. Organization culture helps members distinguish what is right or 

wrong and whether it complies with approaches determined by the founders.   

 3. Organizational culture fosters bond among members and stimulates 

bond in an organization so members will not adhere to themselves.   

 4. Organization culture promotes stability in social system. Culture is a 

social tool connecting members by building suitable standards for members in the 

organization.   
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 5. Organization culture is a control mechanism and guides attitudes 

and behaviors of members.  Organization culture is a framework of regulations that 

members learn how to practice and behave (Serirat et al., 1998).  

 

    4. Concepts of organization culture 

 

  Organization culture is based on two main concepts. First, 

culture is tangible. It is one of the variables possessed by an organization. It is also 

called culture as a variable and culture is something an organization has. Second, 

organization culture is an idea of a group of persons. It is not only one variable among 

others, whereas the whole organization is culture or culture is a root metaphor. Hence, 

it is called culture is something an organization is (Wongwaisayawan, 1997). 

 

5. Types of organization culture 

 

  1. Core Culture or Dominant Culture  

  Core values or beliefs are widely adopted by the majority of 

members of an organization. Core culture or dominant culture therefore is personality 

of organization. Though each individual comes from different backgrounds or levels 

in organization, each member has to strictly learn core culture of organization.   

  2. Subculture  

  Since an organization is composed of diversified groups, 

subculture is created from a group of persons in the same department. For example, 

the procurement department has shared understanding among people from the same 

background including province, region or academic. The global business with mergers 

and acquisitions involves in subculture and organization culture should be adjusted in 

time. If an organization has weak core culture, it more affects subculture. Behaviors 

and values are changed according to member groups and sometimes subculture may 

be in conflict or oppose against organization’s core culture.   

  3. Countercultures  

  Countercultures are culture and philosophy against organization 

culture, for instance, mergers and acquisitions. Thus, joint investment should consider 
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investors who have values relevant or similar to organization culture to prevent 

conflicts on organization culture (Likitthamaroj, 2001; Prasertsri, 2005). 

 

    6. Characteristics of organization behaviors   

 

  Anderson and Kyprianou (A. H. a. K. Anderson, A., 1994) 

described major characteristics of organizational culture as follows:  

  1. Culture is learned, not naturally happened.  

  2. Culture is shared by members 

  3. Transformation or Transmitted among members 

  4. Identity or typical model of organization. Each organization 

has different organizational culture. An organizational culture successfully 

implemented by an organization may not be successful with others.   

  5. Use symbols in various forms including objects, actions or 

incidents for transmitting organizational culture e.g. an organization use speech as 

symbol of values and organizational culture.   

  6. Patterned behavior is used as a guideline for members on 

what and when they should do or not do and what is appropriate for an organization.    

7. Culture is adaptable or changeable. Even though an 

organizational culture is customs or norms practiced for years, it is adaptable. 

Organization therefore can adapt to external environment and integrate with internal 

environment.  

 

    7. Components of organization culture 

 

Somyos Naweekarn, Krit Suebson, Robbins and Coulter,  

Rangsan Prasertsri (Naweekarn, 1990; Prasertsri, 2005; S. P. a. C. Robbins, M., 2003; 

Suebson, 1995) explained components of organization culture as shown in  

Figure 2.3. 
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Figure 2.3 Components of Organization Culture 

Source: Adapted from Somyos Naweekarn. 1990. Management for 

Excellence. Bangkok: Banakij Publishing. Page 94 and 97. (Naweekarn, 1990) 

Krich Subson. 1995. Organizational Communication Behavior and Culture. 

Second Edition. Bangkok: Chulalongkorn University Press. Page 6.(Suebson, 1995) 

Robbins, S. P. and Coulter, M. 2003. Management and Organizational 

Behavior. Translation from Management. By Wirach Sanguanwongwarn. (Original 

copy publishing year 2003). Bangkok: SE-EDUCATION Public Company Limited. 

Page 22.(S. P. a. C. Robbins, M., 2003) 

Rangsan Prasertsri. 2005. Organization Behavior: Test and Application of 

Organizational Behavior Theory. Bangkok: Thammasarn Company. Page 206-

207.(Prasertsri, 2005) 

 

1. Story  

 Story is history or narrative about successful persons or incidents passed down 

within an organization which typically is a true story in the past. Thus, executives 

consider that passing down such successful stories particularly to newcomers, it will 

Roles 

Environment 

Symbol 

Rituals 

Slogans Values 

Stories Hero 

Rules 
Ethics 
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enable them to convey the organizational culture such as the success of employees 

who are loyal and are committed to work and become executives of the organization.  

 2. Hero 

 Hero is a person honored as example for action, characteristic and personality 

of the organization. Hero represents organizational culture values and model for 

others to follow him. Hero may be a person or a symbol.       

 3. Symbol  

 An object or physical thing represents organizational culture, for example, 

uniform, dressing, working place of the organization and brand.   

 4. Ritual  

 A special event or occasion, such as foundation anniversary, celebration for 

successful employees or organization, acclamation for outstanding employees, 

rewards for excellent employees, held for the benefits of attendants and fostering 

organizational values. The ceremony is a special occasion strengthening success value 

and developing bonds among employees as they are a part of such special event and 

have a chance to praise and celebrate for the hero.    

 5. Value  

 It is a concept and a basic belief of an organization. Value is compared to the 

heart of the organizational culture because it helps to build the standard success 

within the organization.   

 6. Slogan  

 It is a phrase representing values and beliefs which executives desire to 

convey to employees, for example, Patara Insurance’s slogan “Agreements must be 

kept”.   

 7. Ethics  

 Ethics criteria or values indicate which is right or wrong in an organization.   

8. Environment  

 Each organization has different characteristics subject to products, 

competitors, clients, technology, goverment influence, politics, in which the different 

environment of each organization indicates what the organization should do for the 

success and influence to build organizational culture.    
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9. Rule  

 Rule is a statement indicating which behavior employees should or should not 

do, for instance, working schedule, work presentation, communication method, etc.   

 10. Role 

 Role is what an organization expects from employees.   

 

8. Organization Culture Hierarchy    

 

   According to Cummings and Worley (Cummings, 2005), 

organization culture hierarchy is classified into four levels similar to an onion peel 

from the most easily changed outermost peel to the most difficult changed innermost 

peel as shown in Figure 2.4.      

 

 

 

 

Figure 2.4 Organization Culture Hierarchy    

Source: Cummings, T. G. and Worley, C. G. 2005. Organization Development 

and Change. 8th ed. Mason, OH: South-Western. p. 483.(Cummings, 2005) 

Refer to the organization culture hierarchy, details are explained as follows:   

 

 

Artifacts

Norms

Values

Basic 
Assumptions
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1. Artifacts  

 Artifacts represent visibly culture created by human beings which is 

observable behavior of organization members such as dressing, language, rules and 

regulations as well as physical characteristics of the organization e.g. office 

decoration. These artifacts properly imply the fact of organization culture.    

 2. Norms  

 Norm guides how members of an organization should behave under different 

situations. Norm is verbal behavior requirements.   

 3. Values  

 Values have been widely accepted by members of an organization on how 

they should behave. Values guide members what is important and deserve attention in 

the organization.   

 4. Basic Assumptions  

 It is the innermost part of the organization culture and it is intangible. It 

suggests problems and solutions on how to solve problems in an organization. It 

guides members on what should be perceived, thought and felt.     

  

According to literature review conducted on organization culture together with 

organization behavior, organization behavior is a study relevant to human behavior, 

attitude and performance in organization environment. The theories, methods and 

principles of sociology anthropology and psychology in terms of culture are used for 

study. These sciences are combined for study on perceptions, values and actions both 

in organization and each group. Moreover, impacts from external factors or 

environment to organization, goals, objectives, strategies and human resources of 

organization are studied (Donnelly, 1998). It is associated with Szilagyi and Wallace 

(Szilagyi, 1990) that says behavior organization must consider impacts to 

organization and persons to feeling and human behavior. As well as, impacts of 

environment to human resources, organization and goals and impacts from employees 

which eventually lead to organization efficiency. Hence, studying organization 

behavior is a science focusing on studying and examining possible impacts to 

organization, persons and structures. The objective of applying such knowledge is to 

improve and enhance organization efficiency. (S. P. Robbins, & Judge, T., 2017) 
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According to aforesaid definitions of organization behavior, it can be 

summarized that organization behavior is studying attitude, behavior and performance 

of personnel in organization to learn about perception, belief, and values of personnel. 

Moreover, it analyzes impacts of external environment to personnel, organization 

structure, objective and strategies for the purpose of further improving organization 

efficiency. 

 

However, analysis framework is necessary for analyzing an organization to 

gain the truest components relevant to organization behavior. Thus, we consider an 

organization as a social system developing in broader perspective and linking to 

external environment. In terms of open system and social system, organization 

behavior contains of three parts (Promkaew, 2004). 

 

Individual person comprises of three main characters:    

 

1. An individual has different physiological characteristics such as belief, 

background and needs.    

2. Since an individual has different skills and competencies, working in 

organization requires different competency basic.   

3. Attitudes and behaviors of each individual are different in accordance with 

impacts from working together with environment and social factors arising out of 

such work.   

 

Also, group plays a vital role in the work of individuals regarding to different 

roles. Apparently, most work relies on group to complete the work. It is important to 

have cooperation among each in the group. Whether it is a small group of two persons 

or more, they definitely have relationship among each other. This allows the group 

members to think in collective group.  
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Meantime, a group consists of three characteristics as follows:   

 

1. Each group has specific characteristics and work type designated to them in 

accordance with group characteristics; for example, salesperson group or 

service group is different from computer programmer group because the 

former has to contact with clients more than the latter group. As a result, the 

characteristics of salesperson group or service group are different from those 

of computer programmer group.    

 

2. Group comprises of people from several departments resulting in numerous 

skills as well as different requirements in the group.   

 

3. Working process or method of group and social relationship among members 

of group are various. For example, members of two groups of bank employees 

are different. First group are bank employees working in branches and are 

mainly focusing on documents, customer service, problem solving and using 

tools and equipment to address customer requirements. Second group are 

employees working in headquarter and are mainly focusing on meetings and 

documents, lunch is more official and relationship among employees are 

different depending on necessity and work conditions.     

 

Task is the most significant and major part of the organization. Task must be 

completed to achieve organization goals and eventually lead to organization 

efficiency. In the meantime, task is classified into two levels.   

 

First level, organization task is closed to its strategies. Cooperation among 

members of the organization is significant for achieving task. 

 

Second level, subtasks are divided for individuals or groups and are then 

gathered as organization task. The subtasks are real tasks. The organization task is 

collective designation for better achievement. In fact, human is one who makes tasks 

successful in accordance with his competencies. Thus, organization tasks are divided 
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to be performed by individuals. The different subtasks are designated to each 

individual or groups depending on their competencies and knowledge. Subsequently, 

rewards are given to individuals or groups in accordance with different tasks.  

 

   .     

 

  

  

 

 

                  

 

 

                  

 

Figure 2.5 Basic components of organization behavior  

Source: Pijig Promkaew. 2004. The Perception of Organization Culture from 

the employees of Siam City Cement Public Company Limited.(Prasertsri, 2005; 

Promkaew, 2004) 

  

 In conclusion, basic components of organization behavior contain three 

parts namely individual, group and task. However, the most significant yet invisible 

part is relationship in the organization.  

 

2.2.2 Factors of Organization Culture 

Table 2.5 Factors of Organization Culture  

 Individual 

Dimension 

Interpersonal 

Dimension 

Task Dimension 

1. (Promkaew, 

2004) 

/ / / 

 

Group Tasks 

Individual 
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 Individual 

Dimension 

Interpersonal 

Dimension 

Task Dimension 

2.(Cowarin, 2006) / / / 

3.(Hood, 2002) / / / 

4.(Yun, Rodriguez, 

Tirmizi, Askam, & 

Steinberg, 2017) 

/ / / 

5.(Sharma, 2017) / / / 

6.(Hyoseon, 2017)  /  

7.(Zalupca, 2017)   / 

8.(Barbars, 2016)  / / 

9.(Karyotakis & 

Moustakis, 2016) 

/ /  

10.(Popovski & 

Serafimovska, 2016) 

/  / 

11.(Dhingra & Punia, 

2016) 

 / / 

12.(Belias et al., 2016) /  / 

13.(Eisend, 

Evanschitzky, & 

Gilliland, 2016) 

 / / 

14.(Kannan & 

Sivasubramanian, 

2016) 

 / / 

15.(Şomăcescu & 

Barbu, 2016) 

 / / 

16.(Rokhyadi, 

Haryono, & Untoro, 

2015) 

 / / 

17.(Boyce, Nieminen, 

Gillespie, Ryan, & 

Denison, 2015) 

 / / 

18.(Živković & 

Ivanova, 2016) 

/ / / 

19.(Tanriverdİ, 

ÇAkmak, & AltindaĞ, 

2016) 

 / / 

20.(Barbars, 2015)  / / 

21.(Shah, 2015)  / / 

22.(Huhtala, 

Tolvanen, Mauno, & 

Feldt, 2015) 

/ / / 

23.(Mousavi, 

Hosseini, & 

Hassanpour, 2015) 

 / / 
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 Individual 

Dimension 

Interpersonal 

Dimension 

Task Dimension 

24.(Nuñez Ramírez, 

Wendlandt Amezaga, 

& Álvarez Medina, 

2016) 

 / / 

25.(Braunscheidel, 

Suresh, & Boisnier, 

2010) 

 / / 

26.(Rashidi, Syed, & 

Zaki, 2015) 

/ / / 

27.(Neelam, 

Bhattacharya, Sinha, 

& Tanksale, 2015) 

 / / 

28.(Brettel, Chomik, 

& Flatten, 2015) 

 / / 

29. (Kostovski, 

Bojadjiev, & 

Buldioska, 2015) 

 / / 

 

 

Regarding to the literature review on concepts and theories relevant to 

organization culture and organization behavior and study organization culture 

under Pijig Promkaew’s organization behavior study, it is significant to study 

three basic components of organization behavior comprising of individual, 

group and task. 

 1. Individual dimension of personnel consists of three characteristics:   

1) Each individual has different psychological traits, such as 

 different beliefs, backgrounds and needs. 

2) People have different aptitudes, abilities and skills. Therefore,  

 in order to work in the organization, the basis of different abilities is 

 used as a determinant.  

3) Attitude and behavior of each individual vary depending on the 

 influence of the consequences of their responsible work together with 

 the environment and social factors of such work. 

 
2. Interpersonal dimension of personnel consists of three 

characteristics:    
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1) All groups of personnel have their own characteristics and types 

 of assignments. For example, salespeople or service employees are 

 required to interact with their customers, while computer employees 

 have no need to contact customers. Therefore, the characteristics of the      

salespeople or service employees are different from those of the 

computer employees.  

2) A group consists of many people who come from many 

 departments with different capabilities and  needs 

 
3) A process or method of group work, including social 

 relationships of the members within the group, is often different. For 

 example, for different members of a group of bank employees, the 

 bank employees working in the branches are usually busy with doing 

 paperwork, providing customer services, solving problems for 

 customers, and utilizing the tools or devices quickly to meet the 

 needs of customers,  while the bank employees working in the central 

 office or headquarters often focus on attending many meetings, 

 wearing a suit, having a computer or documents for decoration, and 

 having more forma lunch. In addition, the relationship types of the 

 different personnel are also different based on the needs and 

 conditions of their work.  

 
3. Task dimension is considered to be the most important and key part 

of the organization. All missions or tasks in the organization must be accomplished to 

achieve its established goals efficiently. Tasks can be  divided into 2 levels:  

 
Level 1 is a work of the organization that is close to the  

 corporate strategy and that can be accomplished by the cooperation 

 of all people in the organization. 

 

Level 2 is a sub-work that is allocated to different groups of 

 personnel and then collected and processed as work of the 
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 organization.  These allocated sub-works are real works. The work of 

 the organization is collectively named with an effort to achieve a 

 higher success. In fact, the people create the success based on their  

 knowledge and ability. Therefore, the work of the organization is 

 allocated to different personnel based on their knowledge and ability, 

 and rewarding these people or groups of personnel is also different 

 based on the nature of their work.  

 Thus, organization culture is studied under organization behavior concept in 

three dimensions: individual dimension, interpersonal dimension and task dimension.  

 

2.3 Employee Engagement  

 

2.3.1 Concepts, definitions and theories on employee engagement  

 

1. Definitions 

 

   Employee engagement has been researched and developed by 

academics and practitioners. Several organizations have been adopting employee 

engagement including Gallup, Hewitt, ISR, Hay, IES., etc.Regarding to Saranya 

Sanglimsuwan et.al (Sanglimsuwan & et.al, 2013) and Albrecht (Albrecht, 2010), 

there are several terms for engagement e.g. work engagement, employee engagement 

and organizational commitment; however, employee engagement is widely used. 

Thus, employee engagement is used in this paper. In the meantime, employee 

engagement is defined by numerous academics as follows: 

Employee engagement is endeavor of members toward work 

and organization (Katz, 1996). They actively commit to designated work which 

reflects in several forms including creative and valued work and performance beyond 

customer and organization needs (Gubman, 1998). Employee engagement is multi-

dimension structure comprising of employee engagement, learning, thought and 

physical dimension. According to Katz and Kahn (Katz, 1996), employees may 

engage in any dimension. In addition, Miles (Miles, 2001) gives definition that 

employee engagement is constant cooperation of employees and feelings arising out 
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of cooperation. The will is significant that employees express to show engagement 

because they feel proud and fully committed to work. The way is source for resources 

and equipment for success. The study on concepts of consultant companies has 

proved that employee engagement has a common characteristic which is continuous 

cooperation of employees (Associate, 2010; Gallup Consulting, 2010). The employee 

engagement directly impacts to organization engagement. Buchanan (Buchanan II, 

1974) and Allen and Meyer (Allen, 1991) give similar definitions on employee 

engagement that it is unity with organization, perform duties and loyal to 

organization. The organization engagement results from interrelation to organization 

in terms of physical investment.  Porter and Smith (cited in Steers and Porter, 

1991)(R. M. a. P. Steers, L., 1991) define organization engagement into three 

characteristics: 1) strong confidence and comply with organization goals and values; 

2) willing to commit and exercise endeavor for organization; 3) strong passion to 

retain membership of organization. The organization commitment is significant 

component binding employees to be loyal and dedicated to performance and 

organization development. Each individual feels united with the organization.  

 In summary, organization engagement is what members 

engage in and members commit themselves to designated work. They eventually are 

committed to the organization and are ready to dedicate themselves to the work and 

organization.    

2. Factors affecting engagement 

 

Employee engagement is likely an indicator of efficiency and 

stability of an organization (Trahant, 2007). Factors affecting engagement comprise of 

four factors (Buchanan II, 1974).  

 

3. Personal factors: personal factors refer to personal 

characteristics relevant to work including age, gender, marrital status, education, 

working period, position and income rate.    

 

4. Characteristic factors: different characteristic factors directly 

influence organization engagement (R. M. Steers, 1977). Moreover, Buchanan 



49 

 

(Buchanan II, 1974) and Steers (R. M. Steers, 1977) indicate similar definitions which 

are work significance, diversified and challenged work, promotion opportunity and 

work freedom leading to positive impact to organization engagement.  

   

5. Organization factors: perception of members to environment 

during performance. Experiences affect engagement consisting of power distribution, 

work significance, rules and regulations clarity and participation in decision making.    

 

6. Work experience factors: it relates to feelings of employees 

that they work for the organization as they are important to them, the organization is 

fair, there is good relationship with supervisors and colleagues and there is 

satisfaction to special benefits.    

 

7. Concepts and Theories  

According to Shuck (M. B. Shuck, 2010), studies on employee 

engagement are categorized into four groups:   

1. Need-Satisfying Approach, Kahn (Kahn, 1990) proposes his engagement theory in 

workplace published in “Psychological Conditions of Personal Engagement and 

Disengagement at Work”. Engagement is behavior expressed by an individual and 

promoting connection between work and other persons through participation and 

showing capabilities in terms of emotional expression, affective expression and 

physical expression. This is developed from the theory of Freud and Maslow 

(Psychologists, 1970 cited in Shuck, 2010)(M. B. Shuck, 2010) and many academics 

develop their own theory from this concept such as May, Gilson and Harter (May, 

2004) as Kahn’s concept was applied with insurance company study. The employee 

engagement consists of three parts which are meaningfulness, safety and availability. 

This concept has been widely accepted, especially in institutions and organizations. It 

has been summarized in Table 2.6.   
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Table 2.6 Employee Engagement Concepts Proposed by Consultants   

         
Consultants       Concepts / Factors 

 

 

The Gullup    Hierarchy of Engagement includes: 

Organization      - Basic requirements 

- Management support 

- Relationship and progress   

Hewitt Associates   Leadership, culture, work classification, 

overall remuneration, quality of living, 

opportunity and relationship   

Burke Organization, Manager, work group, 

jobs, occupation and customers 

Tay Nelson Sofres                Organization, jobs 

 

Development Dimension              Job goals, personal values, cooperation    

International Inc. 

 

ISR   Occupation development, leadership, 

authorization, Organization image  

 

The Institute for   Participation, value perception,  

Employment Studies               Opportunity for the expression of 

opinion, work development opportunity,  

attracting interest 

Alpha Measure                Leadership 

Dr.Ed Gubman  Values and responsibilities, projects, 

relationship   
 

 

 

Source: Surasawadee Suwanwech, 2006. Human Resource Development for 

Engaging in organization. p.10.(Suwanwech, 2006) 
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2. Burnout-Antithesis Approach proposed by Maslach, Schaufeli and Leiter 

(Maslach, 2001). Afterwards, it has been further studied and developed by Schaufeli, 

Salanova, Gonz.lez-Roma, and Bakker (Schaufeli, 2002) has applied it for inventing 

MBI-GS tool. The definition of engagement proposed by Schaufeli and others 

(Schaufeli, 2002) is that “positive feeling of employees as employees engage with 

work feeling happy, actively committed to work and willing to handle tasks” Vigor, 

dedication and absorption are considered as work engagement (Kahn, 1990).  

 

3. Harter’s Satisfaction-Engagement Approach proposed by Harter, Schmidt 

and Hayes (J. K. S. Harter, F. L., and Hayes, T., 2002). It is based on research of 

Harter and others (J. K. S. Harter, F. L., and Hayes, T., 2002) examining 7,939 

business organizations. As a result, employee engagement is defined as “participation, 

satisfaction and commitment to work of individuals”. Subsequently, the Gallup Work 

Audit (GWA) has developed 12 questions which can be actually applied for 

measuring employee engagement. (Buckingham, 1999) 

 

4. Saks’ Multi-dimensional Approach (Saks, 2006) considers engagement 

from several perspectives and dimensions. It has been developed based on social 

exchange model. Furthermore, it is the first research separating job engagement and 

organizational engagement (M. B. Shuck, 2010). According to Saks, employee 

engagement contains various unique factors including mentality, emotion and 

behavior relevant to roles of each individual.  Additionally, factors affecting 

engagement are person-organization fit, affective commitment and psychological 

climate. They affect development of employee engagement and at the same time 

employee engagement influences discretionary effort. Referring to the research 

conducted by Saks (Saks, 2006), it found that job satisfaction, organizational 

commitment and intention to quit have relationship with employee engagement.   The 

aforesaid studies are equally cited and applied (Christian, 2007). Meanwhile, the 

concept of Saks (Saks, 2006) on factors affecting engagement in various dimensions 

is applied for this research. The person-organization fit is the main point of this study. 

According to Hoffman and Woehr ; Resick, Baltes and Shantz,  and Verquer, Beehr 
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and Wagner (B. J. a. W. Hoffman, D. J., 2006; Resick, 2007; Verquer, 2003) when 

there is person-organization fit, employees receive opportunity to be involved in 

work, which is meaningful to each individual (Cartwright, 2006; Kahn, 1990). It leads 

to efficient work and affects attitude on work. The suitable job will stimulate 

employees to participate in behavior that aims to results of organization (B. J. a. W. 

Hoffman, D. J., 2006). Employees with good working experience affect feelings on 

work values. Moreover, Kristoff-Brown, Zimmerman and Johnson (Kristof-Brown, 

2005) studied the relationship between individual and organization and between group 

and supervisor; it has been proven that person-organization fit affects job satisfaction 

organizational engagement, intention to quit, satisfaction to supervisor and overall 

performance. Also, job fit is significant to organization goals (Kristof-Brown, 2005). 

The affective commitment is an important component to organizational engagement 

(Robinson, 2004) because employees with emotional engagement feel ownership, 

aims to achieve organizational goals as well as participate in making decisions (Allen, 

1991; Mowday, 1982; Rhoades, 2001). Perception of employees on their jobs, for 

instance, suitable jobs relate to affective commitment and job-related attitude. This 

kind of engagement is considered as significant factor of dedication, loyalty and 

satisfaction (Rhoades, 2001). Furthermore, this type of dedication closely focuses on 

mental connection between employee and job which is associated with engagement 

quality (Macey, 2008; Saks, 2006). Employees with emotional engagement feel 

ownership and committed to work in line with organizational goals and eagerly to 

participate in making decisions (Allen, 1991; Mowday, 1982; Rhoades, 2001). The 

study results of Allen and Meyer have proved that job fit significantly relates to 

dedication development within 6 months and 12 months. Additionally, the results 

reveal that perception of employees on their jobs e.g. job fit has relationship with 

affective commitment and job-related attitude. This study results imply that level of 

emotional engagement affects productivity, satisfaction and turnover of an 

organization. Discretionary effort is a significant factor to organization as it arises out 

of employee engagement to organization (Lloyd, 2008). Discretionary effort is far 

beyond the minimum requirements of the organization goals. Spending special time 

for work to achieve goals faster is an important factor for the organization and at the 

same time affects employee engagement (J. P. M. Campbell, R. A.; Oppler, S. H. and 
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Sager, C. E., 1993; J. K. S. Harter, F. L., and Hayes, T., 2002; Kahn, 1990; S. G. 

Kular, M.; Rees, C.; Soane, E. and Truss, K., 2008; Saks, 2006). The research of Saks 

determines definition of employee engagement that employees participate in 

discretionary effort and employee engagement. In addition, several research papers 

support discretionary effort as variable of employee engagement (Lloyd, 2008). The 

results show that skills and freedom are significant factors of forecasting discretionary 

effort. The findings indicate that suitable roles and behavior and good membership of 

organization may exist in employee engagement but discretionary effort is a result 

from employees having good working experience and working environment. Hence, 

discretionary effort is willing effort higher than minimum requirements and special 

time dedication to achieve faster results is a significant factor to the organization 

(Lloyd, 2008).  

 

2.3.2 Factors of Employee Engagement  

 

Table 2.7 Factors of Employee Engagement 

 trust and 

accept the 

organization

’s goal and 

values 

need to retain 

membership 

 a readiness to 

use an effort to 

work for the 

organization 

to protect the 

organization’s 

image and 

prestige 

proud to be 

involved in 

the 

organization 

1.(Anand, 2017) 

 

  /  / 

2.(Stoyanova & 

Iliev, 2017) 

 

/ / / /  

3.(Akhtar, Nawaz, 

Mahmood, & 

Shahid, 2016) 

/ / /   

4.(Aghaz & 

Tarighian, 2016) 

/ / /   

5.(Pandita & 

Singhal, 2017) 

/ / /   

6.(Kumar & 

Pansari, 2016) 

/ / /  / 

7.(Basit & 

Arshad, 2016) 

  /  / 
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 trust and 

accept the 

organization

’s goal and 

values 

need to retain 

membership 

 a readiness to 

use an effort to 

work for the 

organization 

to protect the 

organization’s 

image and 

prestige 

proud to be 

involved in 

the 

organization 

8.(Karumuri, 

2016) 

/ / / /  

9.(Nienaber, 

2017) 

/  / / / 

11.(Ünal & 

Turgut, 2015) 

/ / /   

12.(Ērgle, 2016) /  /   

13.(Gupta, 2015) / / /   

14.(Rees, Alfes, & 

Gatenby, 2013) 

/    / 

15.(Garg, 2015) / /   / 

16.(Lather & Jain, 

2015) 

  /  / 

17.(He, Zhu, & 

Zheng, 2014) 

/ /   / 

18.(Bal & De 

Lange, 2015) 

/ / /   

19.(Roof, 2015) / / /   

20.(Hicks & 

Knies, 2015) 

/ / /   

21.Sahoe,2012(Sa

hoo & Mishra, 

2012) 

/ / / /  

22.(O'Neill, 

Hodgson, & 

Mazrouei, 2015) 

/ / /  / 

23.(Rawal, 2015) /  / / / 

24.(B. Shuck, 

Twyford, Reio, & 

Shuck, 2014) 

  /  / 

25.(Breevaart, 

Bakker, 

Demerouti, & 

Derks, 2016) 

/ / /   

26.(Biswas & 

Bhatnagar, 2013) 

 /    

27.(Abraham, 

2012) 

/  / /  

28.(Biswas, 

Varma, & 

Ramaswami, 

2013) 

 /    
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 trust and 

accept the 

organization

’s goal and 

values 

need to retain 

membership 

 a readiness to 

use an effort to 

work for the 

organization 

to protect the 

organization’s 

image and 

prestige 

proud to be 

involved in 

the 

organization 

29.(Wiley, 2014) / / /  / 

30.(Chaurasia & 

Shukla, 2014) 

 / /  / 

31.(Khan, 2016)    / / 

32.(Barbars, 

2016) 

/ / /  / 

33.(Huhtala et al., 

2015) 

/ / /   

  

 

In a nutshell, in accordance with the concepts of employee engagement, the 

criteria for studying level of organizational engagement are selected. The 

measurement of employee engagement comprises of five components:   

1. Trust and accept the organization’s goal and values is an agreeable passion 

for goal, values, and policies of organization and also include an expression of him/ 

herself as unite with organization. 

2. Need to retain membership is a passion to be an employee and work for 

organization, need not resign or transfer work with other organizations or other 

divisions. 

3. A readiness to use an effort to work for the organization is a self- sacrifice 

for work with full ability and expect a good quality of successful job that affect to the 

organization’s success. 

 

4. To protect the organization’s image and prestige is a good passion to share 

positive side of  organization, not only need not other people mention negative side to 

the organization but also protect the organization’s image and prestige. 

5. Proud to be involved in the organization is a good feeling and proud to be a 

membership, proud to speak out to other people about membership, has a passion to 

join all activities both inside and outside the organization, and belief that him/herself 

is important and has the potential to operate the organization’s activities efficiently. 
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2.4 Job Performance  

 

2.4.1 Concepts and Theories of Job Performance  

 

1. Definitions of job performance  

   Great performance of members is the most desirable thing for 

any organization to achieve its goals including individual objectives such as position 

responsibility, challenging job, wages, and being accepted by others. The great 

performance reflects achievement of an organization (Dirks, 2002).  Performance 

appraisal is required to stimulate employees having higher standards and develop their 

performance. The appraisal enables employees to learn their strength and weaknesses 

so they can apply strength as well as improve weaknesses. Eventually, better 

performance of employees benefits to organization in overall (Oza, 2015).  

Defining performance can be divided into two means. First, 

performance is associated to behavior influencing organization goals (IIgen, 1999). 

The behavior is a process connecting to both team goals and personal goals (Honiball, 

2008). This is associated with definition of Cook, Hansaker (Cook, 2001) that 

performance is behavior or action supporting organization goals and such behavior or 

action is observable, ratable or measurable by several methods. Likewise, several 

researchers give similar meanings that performance is exposing individual potential in 

terms of technical proficiencies, teamwork, work dedication, and organization 

membership by expressing behavior or activity related to organization (Neal, 2001). 

Second, performance is the result of employee’s actions related to task or job and 

support benefits to working environment. Action is behavior expressed by actor and 

changed from abstract to action. Behavior is not only a tool leading to result but it is a 

result and fruit of endeavor transforming from thought and applied to task 

(Armstrong, 2006; Motowidlo, 1994). Moreover, result of performance is measurable 

in scale of individual competencies (Suliman, 2001).   
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2. Concepts and theories of Performance  

 

Maslow’s Hierarchy of needs, 1954 introduces a concept that 

human needs are ranked from the lowest to the highest regarding to significance level. 

Human needs are infinite; each individual has needs from birth to death. Once the 

needs are addressed, it won’t be influenced for behavior anymore. Thus, needs 

influencing behavior are unaddressed needs. When needs are addressed, it has no 

meaning for that person  

According to Maslow, the hierarchy of needs is divided into the 

following levels:   

 

1. Physical needs are the lowest needs for human beings. It is indispensable 

as long as human being is alive including consumption, rest, breath, 

exercise, working in good environment. The physical needs are achievable 

in a short term and dependent from other needs.    

  

2. Safety or security needs. When physical needs are addressed, human seeks 

more safety and security until they are more important than other needs. 

The safety or security needs include living and working security, for 

example, economic security in term of employment contract or long-term 

remuneration.   

 

3. Social needs. When safety needs are addressed, social needs replace it. As 

human being is social animal, they live in group and naturally need 

friends. They need to participate in their own groups and can extend 

participation to other groups.    

 

4. Esteem or recognition needs. When human beings have participated in 

groups under social needs, their social needs are gradually decreasing. 

Subsequently, esteem or recognition needs will replace because human 

needs are not ended when they become a member of any group. Human 
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beings, however, still need recognition and esteem from the group. Group 

recognition enables one to feel confident, honored and empowered.   

 

5. Self-Actualization. When esteem or recognition needs are addressed, the 

final needs are self-actualization. It is associated with life dream. Whatever 

the human being needs, he will be physically and mentally dedicated to 

achieve his dream.    

Meanwhile, the hierarchy of needs is designed for individuals. It is not 

necessary that needs of each individual are the same. Maslow admitted that there are 

several exceptions in his hierarchy of needs. In addition, when any level of needs is 

addressed, it does not mean that needs in that level has totally disappeared depending 

on factors for each individual.   The concept of Maslow allows us to understand 

employee’s needs and which factors are needed to make them satisfied with their 

work. Hence, Maslow’s theory is beneficial for executives to learn what needs are not 

addressed yet. Thus, they can set incentive plans suitable for each individual so they 

will have power beyond commitment of employees.    
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Higher needs     Suitable motivation 

 

  
    
 

 

 
 

 

 

 

 

Lower needs 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.6 Guideline for achieving individual needs  

Source: Maslow, A.H. 1954. Motivation and personality. 1st edition. New 

York: Harper.(Maslow, 1954) 

 

According to expectancy theory proposed by Victor Vroom, a manager should  

understand expectation process so he can motivate employees for the best result. 

There are three factors to understand as follows:      

Effort-performance expectancy or expectancy in short: it is believed that 

hardworking enables goal achievement. Thus, effort and performance are expected to 

be both related to each other. The effort-performance expectancy is initial working 

Self-

Actualization 

Esteem or 

Recognition 

needs 

 Creative and challenged tasks 

 Participation in decision making 

 Flexible tasks 
 

 Responsible for important tasks  

 Support for higher job  

 Praise and trust from supervisor        

Social needs 
 Friendly colleagues   
 Interaction with customers 
 Supervisor’s satisfaction   

Safety or 

security needs 

 Work condition 
 Work safety 
 Compensation and benefit 

 Rest and relaxation for freshness   
 Physical convenience  
 Suitable working hours 

Physical 

needs 
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motivation. On the other hand, when an individual believes that no matter what efforts 

he puts, and he still cannot succeed, then working motivation will not happen and 

declines to perform his tasks.     

Performance-outcome expectancy or instrumentality: performance highly 

relates with result. It is a potential outcome and it is expected that the outcome is 

worth for task.  

Reward value: Victor Vroom explained that value of reward to be received 

when job has been completed has influence to motivation. Employee expects high 

value of reward. When reward value is high and in line with expectation, the more 

valence is present. When valence of reward is higher, motivation power is higher. On 

the other hand, when the value may not be enough or as high as expectation, 

motivation power may not occur.     

In conclusion, valence is derived from coincidence of three factors and the 

formula of relationship is described as follows:    

Valence   = Effort-performance expectancy x Performance-outcome 

expectancy x Reward value 

 

 
Achieves                Causes 

 

 

 

 

 

 

 

 

Figure 2.7 Expectancy theory components: expectancy, instrumentality and valence 

Source: Udom Thumkosit. 2001. Management. Bangkok: National Institute of 

Development Administration.Pp.292-310.(Thumkosit, 2001) 

 

Performance Effort 
Outcome Results 

Expectancy Dedication to 

work depends on level of 

expectation on successful 

opportunity    

 

Instrumentality Effort in work has 

been increasing when he believes 

that outcome from work highly 

relates to expectation that rewards 

worth for work.      

 

Valence Effort 

has been 

increasing when 

he believes that 

value of outcome 

has high value in 

line with needs.   
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The expectancy theory can be applied for explaining work motivation. If an individual 

has been motivated, he is ready to work. Moreover, he is willing to work hard when 

he expects that reward associates with his needs e.g. salary and promotion. Executives 

recognize motivation and address to different works.(Thumkosit, 2001) 

 

 

                  Expectancy increase   Motivation methods 

 

 
 
 
 
 
 

 Instrumentality increase  

 
 
 
 
 
         
 Valence increase 

 
 
 
 
 
 

Figure 2.8 Expectancy theory: Understanding and address to individual   

Source: Udom Thumkosit. 2001. Management. Bangkok: National Institute of 

Development Administration.Pp.292-310.(Thumkosit, 2001) 

 
 
 

3. Performance appraisal model    

 

Performance appraisal is significant to organization because it 

reflects connection between individual and organization. When performance of each 

individual has been improved, performance of organization is naturally improved. 

Individual has 

competencies and 

achieve required 

working level  

Determine obvious work goals,  

Recruit competent employees,  

Support working efforts, train employees, 

 

 

 

Individual trusts in 

relationship between 

work and outcome 

from work.      

Reward depends on work  

Communicate outcome from work  

Trust building 

Individual 

understands values 

of possible reward 

and outcome from 

work   

Adjust reward suitable for different individual needs   
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Generally, appraisal has been conducted in terms of task performance and contextual 

performance (Motowidlo, 1994). In the meantime, appraisal model is divided into six 

models (Honiball, 2008): 

 

1. Appraisal on production and profit of organization. It measures work 

quality, work quantity, excellent service procurement, work development and 

customer satisfaction.   

2. Appraisal on organization growth. It perceives employee performance by 

focusing on organization that success comes from good products.   

3. Appraisal on adaptation ability of employees and organization. It considers 

ability of employees to adapt with organization culture and context. For the 

organization, it considers competitiveness and ability to adapt with the current 

economy.     

4. Appraisal on relationship between employees and organization. For 

employees, experience sharing among employees has been appraised. And, 

relationship with business partners has been appraised for organization.     

5. Appraisal on loyalty, trust and confidence. When employees have loyalty, 

confidence and trust, it will directly affect employee’s honesty to the organization.  

6. Appraisal on leadership. Leadership is significant to the success of the 

organization. It is necessary to appraise leadership of employees by considering 

attitudes toward politics, economy, trust building, behavior and inspiration. 
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2.3.3 Indicators of Job performance 

Table 2.7 Indicators of Job performance 

 

 Job efficiency 

and 

effectiveness 

Interaction 

and  

co operation 

Contribution 

to the 

organization 

Adaptability 

 

1.(Menges, 2017) 

   

/ 

 

/ 

2.(J. Ogilviea, 

Rapp, Adam., 

Agnihotri, Raj., and 

Bachrach, G. 

Daniel. , 2017) 

/  /  

3.(Rung Lin, 2017) / /   

4.(Ibrahim, 2017) /   /  

5.(Mulki, 2015) / /   

6.Saleham,2017  / /  

7.(J. Ogilviea, 

Rapp, Adam., 

Bachrach, G. 

Danial,. Mullins, 

Ryan and Harveyd, 

Jaron, 2017) 

/ /  / 

8.(Tay, Lees, & 

Dar, 2016) 

/ / / / 

9.(Stan, 2012) / / / / 

10.(Glaser, 2016) /  / / 

11.(Banerjee, 2016) /   / 

12.(Briggs, 2012) /    

13.(Seate, Pooe, & 

Chinomona, 2016) 

/  /  

14.(Kumpikaite - 

Valiuniene, Glinska, 

Aslan, & Mihi 

Ramirez, 2016) 

  / / 

15.(Chen, 2015) /   / 

16.(Alessandri & 

Borgogni, 2015) 

/ / / / 

17.(Yiwen, Lepine, 

Buckman, & Feng, 

2014) 

 

/   / 

18.(Hassan, Akhtar, 

& Yılmaz, 2016) 

/   / 
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 Job efficiency 

and 

effectiveness 

Interaction 

and  

co operation 

Contribution 

to the 

organization 

Adaptability 

19.(Jyoti & Bhau, 

2015) 

/   / 

20.(Martin, 

Guillaume, Thomas, 

Lee, & Epitropaki, 

2016) 

/   / 

21.(Otto & 

Mamatoglu, 2015) 

/    

22.(Azmat & 

Iriberri, 2016) 

/    

23.(O’Neill, 

McLarnon, & 

Carswell, 2015) 

/  / / 

24.(Fournier, 

Weeks, Blocker, & 

Chonko, 2013) 

/   / 

25.(Newman, 

Nielsen, & Miao, 

2015) 

/  /  

26.(Liang-Chieh, 

2014) 

/   / 

27.(Ojha & Gairola, 

2014) 

/   / 

28.(Eldor & Harpaz, 

2016) 

/   /  

 

 

 

Regarding to textbooks, articles and documents on performance appraisal 

models, the comprehensive performance appraisal for flight attendants with the 

following 4 models has been selected as follows:   

 1. Job efficiency and effectiveness is a behavior of individual or team that 

show quality and quantity of tasks that achieve objectives. 

 2. Interaction and cooperation is a behavior of the individual or team to accept 

the organization norm, rule, and condition and can work properly with other people 

 3. Contribution to the organization is a behavior of the individual or team 

which intends to make a useful thing for the organization. 
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 4. Adaptability is a behavior of the individual or team to adjust with people, 

situation, and environment both inside and outside the organization. 

 

 This chapter provides an overview of four background theories related to this 

research. First, study theories relevant to business ethics and extract variables related 

to business ethics. Second, study theories relevant to organizational culture and 

extract variables related to organizational culture. Third, study theories relevant to 

employee engagement and then extract variables. Fourth, study theories relevant to 

job performance and extract variables. These indicate the importance of each theory 

and correlations among all four theories. It is applied for model creation in Chapter 3. 

In the next chapter, the models are created conformant with theories of business 

ethics, organizational culture, employee engagement, and job performance of flight 

attendants 



 

 

CHAPTER 3 

 

FRAMEWORK AND RESEARCH METHOD 

The quantitative method has been applied for the research on structural 

equation modeling of business ethics, organization culture, employee engagement and 

job performance of flight attendants. The data in this research has been derived from 

flight attendants working for premium airline.    

 The objectives of this research are to: 1) to investigate the structure 

of business ethics, organization culture, employee engagement, and job performance 

of flight attendants; 2) to create a model of the structure of business ethics, 

organization culture, employee engagement, and job performance of flight attendants; 

3) to test the model of the structure of business ethics, organization culture, employee 

engagement, and job performance of flight attendants against empirical data. 

Besides, the research methodologies of the research on structural equation modeling 

of business ethics, organization culture, employee engagement and job performance 

of flight attendants are as follows:   

 

3.1 Research framework  

3.2 Research hypothesis  

3.3 Operational definition 

3.4 Methodologies   

3.4.1 Population 

3.4.2 Sample group 

3.4.3 Research tools  

3.4.4 Data compilation 

3.4.5 Tools reliability test 

3.4.6 Data analysis methods  
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3.1 Research framework 

According to Business Ethics, Organization Culture, Employee Engagement, 

and Job Performance were reviewed. Business Ethics and  Organization Culture were 

studies of human behavior as well as what these behaviors were directed to. It was 

then crucial to study Employee Engagement as well in order to determine which 

behaviors would affect Job Performance. Kohlberg’s moral development and Theory 

of Moral Tree of Duangduean Panthumnawin (Kohlberg, 1969; Panthumnanawin, 

1981)about business ethics development states that time is needed in order to improve 

ethics. According Kohlberg and Duangduean Panthumnawin, ethics is the ability to be 

respectful, do good, and be selfless. This selflessness should encompass the 

dedication an individual has towards an organization and for it to be successful. Ethics 

can be seen as the magnet that attracts people to the right direction. On the other hand, 

Organization Culture also plays a role in creating a work atmosphere which can 

reflect in an individual’s behavior when working. According to Cherrington 

(Cherrington, 1994), Daft (Daft, 2001), and Jones(Jones, 2004), a better Organization 

Culture will lead to more dedicated employees. Not only that, Katz and Kahn’s (Katz, 

1996) concept about Employee Engagement also states that the dedication and 

enthusiasm of employees will reflect in their work and make it exemplary, which can 

be seen in their Job Performance in their organization. Maslow and Victor Vroom’s 

theory is used to explain Job Performance. Sasitorn Thippachote and Manoo 

Leenawong’s conceptual framework was also used for research. The conceptual 

framework focused on the topic of Organizational Ethics And Perception Of 

Organizational Culture Affecting Organizational Commitment Of Private Company’s 

Employee In Bangkok Metropolis.(Thipachote & Leenawong, 2014) Yuttakan 

Kanchuk’s conceptual framework of Perception of Organizational Culture, Human 

Resource Management, Work Engagement and Job Performance of Officers at Port 

Authority Thailand (Kanchuk, 2011) was also used in this research.     

 The research framework has been synthesized from conducting the literature 

review on concepts and theories, research papers and relevant documents as follows: 
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3.1.1 Independent variables comprise of:  

 

  Business ethics consist of four factors: 1) honesty; 2) fairness/justice; 

3) public benefit in mind; and 4) good community relationship. And, organization 

culture composes of three dimensions: 1) individual dimension 2) interpersonal 

dimension; and 3) task dimension. 

 

3.1.2 Dependent variables comprise of:  

 

 Employee engagement consists of five factors namely: 1) trust and accept the 

organization’s goal and values; 2) need to retain membership; 3) a readiness to use an 

effort to work for the organization; 4) to protect the organization’s image and 

prestige; and 5) proud to be involved in the organization. In addition, job performance 

composes of four factors including: 1) job efficiency and effectiveness; 2) interaction 

and cooperation; 3) contribution to the organization; and 4) adaptability. 
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 H1 

 

 

 H3 

 

 

 H2 

 

 

 

 

 

Figure 3.1 Research Conceptual Framework   

Business ethics refers to the application of moral standards to individuals and 

organizations aimed at promoting the policies and goals of the business sector and 

leading to sustainable success and social responsibility. 

 

The components of business ethics comprise of four aspects: 

1. Honesty. Do business with integrity and provide products or services in 

accordance with advertisement. Responsible for tax payment and do not give 

bribery to government officials for business interest. 

Business Ethics 

1. Honesty 

2. Fairness/Justice 

3. Public benefit in 

mind 

4. Good community 

relationship 

Employee 

Engagement 

1. Trust and accept the 

organization’s goal 

and values 

2. Need to retain 

membership 

3. A readiness to use 

an effort to work for 

the organization 

4. To protect the 

organization’s image 

and prestige 

5. Proud to be 

involved in the 

organization 

Organization 

Culture 

1.Individual 

Dimension  

2.Interpersonal 

Dimension  

3.Task Dimension  

Job performance  

1. Job efficiency 

and effectiveness  

2. Interaction and 

cooperation  

3. Contribution to 

the organization  

4. Adaptability 
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2. Fairness/Justice. Not exploit benefits from consumers by pricing a fair 

price and service for consumers and sharing benefits or exchanging for 

stakeholders, observing intellectual property and not using tricks or gimmicks to 

destroy competitors. 

3. Public benefit in mind. Doing business should contemplate on all 

stakeholders’ interests including shareholders, employees, society and 

environment, and not produce hazardous goods. 

4. Good community relationship. Do business based on good intention to 

all stakeholders and build strong relationship in business and social sectors. Do 

not produce goods or services unacceptable by each party.   

 

Organization culture refers to the values and traditions that most members of an 

organization accept and use as a corporate behavior. 

 

The elements of organization culture are divided into 3 dimensions as follows:  

 

1. Individual dimension of personnel consists of three characteristics:   

1) Each individual has different psychological traits, such as 

 different beliefs, backgrounds and needs. 

2) People have different aptitudes, abilities and skills. Therefore,  

 in order to work in the organization, the basis of different abilities is 

 used as a determinant.  

3) Attitude and behavior of each individual vary depending on the 

 influence of the consequences of their responsible work together with 

 the environment and social factors of such work. 

 
2. Interpersonal dimension of personnel consists of three  

characteristics:    

1) All groups of personnel have their own characteristics and types 

 of assignments. For example, salespeople or service employees are 

 required to interact with their customers, while computer employees 

 have no need to contact customers. Therefore, the characteristics of  
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     the salespeople or service employees are different from those of  

     the computer employees.  

2) A group consists of many people who come from many 

 departments with different capabilities and  needs 

 
3) A process or method of group work, including social 

 relationships of the members within the group, is often different. For 

 example, for different members of a group of bank employees, the 

 bank employees working in the branches are usually busy with doing 

 paperwork, providing customer services, solving problems for 

 customers, and utilizing the tools or devices quickly to meet the 

 needs of customers,  while the bank employees working in the central 

 office or headquarters often focus on attending many meetings, 

 wearing a suit, having a computer or documents for decoration, and 

 having more forma lunch. In addition, the relationship types of the 

 different personnel are also different based on the needs and 

 conditions of their work.  

 
3. Task dimension is considered to be the most important and key part of 

the organization. All missions or tasks in the organization must be  accomplished to 

achieve its established goals efficiently. Tasks can be  divided into 2 levels:  

 
Level 1 is a work of the organization that is close to the  

 corporate strategy and that can be accomplished by the cooperation 

 of all people in the organization. 

 

Level 2 is a sub-work that is allocated to different groups of 

 personnel and then collected and processed as work of the 

 organization.  These allocated sub-works are real works. The work of 

 the organization is collectively named with an effort to achieve a 

 higher success. In fact, the people create the success based on their  

 knowledge and ability. Therefore, the work of the organization is 
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 allocated to different personnel based on their knowledge and ability, 

 and rewarding these people or groups of personnel is also different 

 based on the nature of their work.  

 

Employee engagement refers to a voluntary effort that exceeds the minimum 

requirement for a direct target of the organization, including dedication of extra time 

to accomplish tasks faster. 

 

Five elements of employee engagement to the organization are: 

1. The confidence and acceptance of goals and values of the organization 

are a sense of agreement towards the organization’s goals, values and policies, 

including the expression that they are part of the organization. 

2. The need to remain a member of the organization is the need to remain 

working as an employee of the organization with no thought of leaving for another 

occupation or moving to another agency. 

3. The willingness to fully work for the organization is a sacrifice of time, 

physical power, and ideas to work at their best with a hope that the work is successful 

with quality, which will result in the success of the organization. 

4. The protection of the organization’s reputation and image is a good 

feeling and positive speaking for the organization with being dissatisfied with those 

talking about their organization in a bad way.  

5. The pride of being part of the organization is a gladness and pride of 

working in the organization. They are proud to announce that they are an employee of 

the organization and are likely to represent the organization to participate in activities 

both inside and outside the organization. The opinion that they are the key and quality 

personnel of the organization can help the organization to operate effectively. 

 

Job performance refers to having an excellent performance of people in the 

organization to achieve the organization’s objectives. 

 

There are four indicators that will be used to evaluate the performance of employees:  
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1. The quality of work is the behavior of a person or group of people that 

represents the quantity and quality of work, which can achieve the organization's 

objectives. 

2. The collaboration of work is the behavior of a person or group of 

people that demonstrates their acceptance of values, traditions, and conditions of the 

organization and that they can work with others.  

3. The motivation to help the organization is the behavior of a person or 

group of people that demonstrates their willingness to benefit the organization. 

4. The adaptability is the behavior of a person or group of people that 

demonstrates their ability to adapt themselves to different people, situations, and 

environments both inside and outside the organization. 

 

 

 

 

Figure 3.2 A structural equation model of business ethics, organization culture, 

employee engagement, and job performance of flight attendants 

 

From the conceptual framework shown in Figure 3.1, it can be modified as a 

structural equation model in Figure 3.2 based on the literature review on the factors 
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that affect the business ethics (Graham, 2009); (Wattanasopasiri, 2005); 

(Pirayatanarak, 2012); (Suwanapak, 2010); (Panawese, 1997); and (Chumsupanwaree, 

2007) and the organization culture ((Promkaew, 2004); (Cowarin, 2006); (Hood, 

2002); and (Yun et al., 2017).  

 

 

 

 

 

 

 

 

 

 

And Organization Culture(Promkaew, 2004); (Cowarin, 2006); (Hood, 2002); (Yun et 

al., 2017)  
 

 

 

 

 

 

 

 

The components of the employee engagement include 1)trust and accept the 

organization’s goal and values; 2) need to retain membership; 3) a readiness to use an 

effort to work for the organization; 4) to protect the organization’s image and 

prestige; and 5) proud to be involved in the organization. (Anand, 2017); (Stoyanova 

& Iliev, 2017); (Akhtar et al., 2016); (Aghaz & Tarighian, 2016); (Pandita & Singhal, 

2017) 
 

Business 

Ethics 

Organization 

Culture 

Fairness/Justice 

 

Public benefit in mind 

 

Good community 

relationship 

 

Interpersonal Dimension 

Task Dimension 

Individual Dimension  

 

Honesty 
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Job performance is a component that is used as an indicator of employee’s 

performance (Menges, 2017); (J. Ogilviea, Rapp, Adam., Agnihotri, Raj., and 

Bachrach, G. Daniel. , 2017); and (Rung Lin, 2017). 

 

 

 

 

 

 

 

 

 

 

Employee 

Engagement 

to protect the organization’s 

image and prestige 

trust and accept the 

organization’s goal and values 

proud to be involved in the 

organization 

Job 

Performance 

Job efficiency and effectiveness 

need to retain membership 

a readiness to use an effort to 

work for the organization 

Interaction and cooperation  

 

Contribution to the organization  

 

Adaptability 
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3.2 Research hypothesis 

 1. Business ethics is positive relationship with employee engagement in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines. According to Kohlberg’s moral development and Theory of Moral 

Tree of Duangduean Panthumnawin (Kohlberg, 1969);(Panthumnanawin, 1981)about 

business ethics development states that time is needed in order to improve ethics. As 

Kohlberg and Duangduean Panthumnawin, ethics is the ability to be respectful, do 

good, and be selfless. This selflessness should encompass the dedication an individual 

has towards an organization and for it to be successful. Ethics can be seen as the 

magnet that attracts people to the right direction 

2. Organization culture is positive relationship with employee engagement in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines. As mentioned, Organization Culture also plays a role in creating a 

work atmosphere which can reflect in an individual’s behavior when working. 

According to Cherrington,(Cherrington, 1994) Daft (Daft, 2001)and Jones(Jones, 

2004), a better Organization Culture will lead to more dedicated employees. 

3. Employee engagement is positive relationship with job performance in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines. As stated by Katz and Kahn’s concept (Katz, 1996)about Employee 

Engagement also states that the dedication and enthusiasm of employees will reflect 

in their work and make it exemplary, which can be seen in their Job Performance in 

their organization. 

4. The structural equation model of business ethics, organization culture, 

employee engagement and job performance of flight attendants based on empirical 

data of flight attendants.    

 

 

3.3 Operational definition 

1. Structural equation modeling is a multivariate statistical analysis technique that 

is used to analyze structural relationships.  This technique is the combination of factor 
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analysis and multiple regression analysis, and it is used to analyze the structural 

relationship between measured variables and latent constructs.  

2. The components of business ethics comprise of four aspects: 

1. Honesty. Do business with integrity and provide products or services in 

accordance with advertisement. Responsible for tax payment and do not give 

bribery to government officials for business interest. 

2. Fairness/Justice. Not exploit benefits from consumers by pricing a fair 

price and service for consumers and sharing benefits or exchanging for 

stakeholders, observing intellectual property and not using tricks or gimmicks to 

destroy competitors. 

3. Public benefit in mind. Doing business should contemplate on all 

stakeholders’ interests including shareholders, employees, society and 

environment, and not produce hazardous goods. 

4. Good community relationship. Do business based on good intention to 

all stakeholders and build strong relationship in business and social sectors. Do 

not produce goods or services unacceptable by each party.   

3. Organization culture is studied under organization behavior concept in three 

dimensions: individual dimension, interpersonal dimension and task dimension.  

4. The measurement of employee engagement comprises of five components:   

1. Trust and accept the organization’s goal and values is an agreeable 

passion for goal, values, and policies of organization and also include an 

expression of him/ herself as unite with organization. 

2. Need to retain membership is a passion to be an employee and work for 

organization, need not resign or transfer work with other organizations or other 

divisions. 

3. A readiness to use an effort to work for the organization is a self- 

sacrifice for work with full ability and expect a good quality of successful job 

that affect to the organization’s success. 

 

4. To protect the organization’s image and prestige is a good passion to 

share positive side of  organization, not only need not other people mention 
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negative side to the organization but also protect the organization’s image and 

prestige. 

5. Proud to be involved in the organization is a good feeling and proud 

to be a membership, proud to speak out to other people about membership, has a 

passion to join all activities both inside and outside the organization, and belief 

that him/herself is important and has the potential to operate the organization’s 

activities efficiently. 

5. The comprehensive performance appraisal for flight attendants with the 

following 4 models has been selected as follows: 

1. Job efficiency and effectiveness is a behavior of individual or team that 

show quality and quantity of tasks that achieve objectives. 

2. Interaction and cooperation is a behavior of the individual or team to 

accept the organization norm, rule, and condition and can work properly with 

other people 

3. Contribution to the organization is a behavior of the individual or team 

which intends to make a useful thing for the organization. 

4. Adaptability is a behavior of the individual or team to adjust with 

people, situation, and environment both inside and outside the organization. 

 6. Premium Airline is a study in the view of public limited companies only. 
 7. Flight Attendants is members of an aircrew employed by airlines primarily 

to ensure the safety and comfort of passengers not include Air Purser and In flight 

Manager. 

 

3.4 Methodologies  

  

The objectives of this research are to: 1) to investigate the structure of business 

ethics, organization culture, employee engagement, and job performance of flight 

attendants; 2) to create a model of the structure of business ethics, organization 

culture, employee engagement, and job performance of flight attendants; 3) to test 

the model of the structure of business ethics, organization culture, employee 

engagement, and job performance of flight attendants against empirical data. 
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3.4.1 Population 

 

  The quantitative research has been applied for this research and the 

population consists of flight attendants working for premium airlines with five years 

of experience or longer because these flight attendants are experienced in all works to 

be done on a plane and have flown at all stations where their airlines have been flying 

to.    

1. Flight attendants of Thai Airways International Public Company 

Limited with experiences not less than 5 years. The exact number of 

population is not known because no official data is disclosed to the public.     

 

2. Flight attendants of Bangkok Airways Public Company Limited 

with experiences not less than 5 years. The exact number of population is not 

known because no official data is disclosed to public.      

 

3.4.2 Sample group 

 

1. The sample group used in this research is Flight attendants working 

for Thai Airways International Public Company Limited and Bangkok Airways Public 

Company Limited with experiences not less than 5 years. The sample group used in 

this research consisted of flight attendants working for Thai Airways International 

Public Company Limited and Bangkok Airways Public Company Limited with 

experiences not less than five years. As the sample group has experiences for five 

years or more, they have enough experiences to provide information in the 

questionnaire. Particularly, flight attendants with over five-year experiences have 

been working extensive tasks of flight services(Theerathanongwut, 2016). 

2. The size of sample group was determined in accordance with the 

rule of thumb, which has been widely applied. The multiple variables were set 

between 10 and 20 times of observed variable (Kline, 2011) Besides, several notable 

statisticians and researchers such as Hair Jr, Joseph F., Black, William C., Babin, 

Barry J., Anderson, Rolph E, (Hair Jr, Black, Babin, & Anderson, 2010) suggested 
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that this type of research should implement between 10 and 20 samples per one 

parameter which is predictor variable (Schumacker & Lomax, 2010) Likewise, 

Anderson, J., & Gerbing, D. W. (J. Anderson & Gerbing, 1988) recommended to use 

between 10 and 20 times of observed variables. Assoc. prof. Kanlaya Vanichbuncha 

mentioned similar sample size in the Structural Equation Mode: SEM Using AMOS 

textbook (Vanichbuncha, 2014) As 16 observed variables were used in this research. 

Sample size was determined at 20 time of variables.  

3. As a result, the appropriate sample size consisted of at least 320 

cases. To ensure the congruence test of empirical data hypotheses more reliable, the 

author add more 98 cases in the sample group. Hence, the sample group use in this 

research consisted of 418 cases. Meantime, the sample group was divided into two 

groups. First, 6,081 flight attendants working for Thai Airways International PLC. 

(Thai Airways International Co., 2017) Second, 672 flight attendants working for 

Bangkok Airways PLC. (Source: 2017 annual report, Bangkok Airways Public Co., 

Ltd. (Bangkok, 2017).  After the proportion was determined, the questionnaires were 

sent to 380 flight attendants of Thai Airways and 38 flight attendants of Bangkok 

Airways.  

4. The nonprobability sampling method was employed for selecting 

sample group. The convenience sampling was applied with flight attendants from 

Thai Airways International Co., Ltd and Bangkok Airways Public Co., Ltd.  

 

3.4.3 Research tools  

 

     The questionnaire is used for compiling opinions and suggestions. It is 

closed-ended questions relevant to business ethics, organization culture, employee 

engagement and job performance. The questionnaire was used for compiling opinions 

and suggestions. It is closed-ended questions relevant to business ethics, 

organizational culture, employee engagement and job performance.  The 

questionnaire was developed based on the followings:   

 1. Study relevant documents, research papers, concepts and theories to specify 

definitions, research scope and variable structure.    
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 2. Create questionnaire entitled “Questionnaire for Research on Structural 

Equation Model of Business Ethics, Organizational culture, Engagement and 

Performance Efficiency of Flight Attendants’ consisted of three parts. First, opinions 

on factors of business ethics, organizational culture and engagement. The 

questionnaire was 5 rating scale as follows:   

Level 5: the highest level of agreement  

Level 4: high level of agreement 

Level 3: moderate level of agreement 

Level 2: low level of agreement     

Level 1: the lowest level of agreement   

Meantime, the first part contained 15 items of business ethics, 14 items of 

organizational culture and 16 items of employee engagement. Second part, opinions 

on performance achievement indicators contained 15 items of job performance. In 

total, there were 60 items of questions on business ethics, organizational culture, 

employee engagement and job performance. Third part, it was about questions on 

personal characteristics comprising of gender, age, education background, work-place 

and working experiences. Respondents were asked to choose from 5-item check list. 

The total number of questions in the questionnaire was 65 items.    

  3. Submitted the said questionnaire to thesis advisor for recommendation and 

improvement.  

 

 

3.4.4 Tools reliability test 

 

     The content validity of this research has been tested by sending the 

questionnaire to experts for verifying the content validity and language 

appropriateness to request the suggestions and to improve the questionnaire as 

appropriate for real data collection. The content validity of this research was tested by 

sending the questionnaire to experts for the verification of the content validity and 

language appropriateness to request the suggestions and to improve the questionnaire 

as appropriate for real data collection. The results found that the IOC value obtained 

was 0.90. The questionnaire was developed based on documents, research papers, 
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concepts and theories study and examined by thesis advisor. Subsequently, it was 

reexamined by experts. The results proved that the questionnaire covered content 

structure and clear message. The IOC (Item Objective Congruence) was applied for 

verifying congruence with knowledge in the scope of determined knowledge. The 

index criteria were set at over 0.50 (IOC > 0.50). The IOC calculation formula is  

IOC = ∑
𝑅

𝑁
    

  IOC =  Item Objective Congruence 

  R     =     Scores from experts   

  ∑ 𝑅  =    Sum of scores from experts  

   N    =     Number of experts  

Score from experts was set at +1, 0 or -1 as follows: 

+1: congruent with or affirm that the item measures behavioral objective.   

0: not affirm that the item measures behavioral objective.     

-1: not congruent with or not affirm that the item measures behavioral 

objective. (Punyaratabandhu, 2013).     
 

Five experts verifying the validity were:  

1. Wacharapong Khunpluem, Ph.D. 

 Lecturer Burapha Business School, Burapha University 

2. Supaporn Prasongthan, PhD. 

Associate Dean (Quality Assurance) Faculty of Humanities,  

Kasetsart University 

3.  Prasidh Ingkanunt 

 Inflight Manager / Cabin Crew Instructor, Thai Airways International Co.,Ltd. 

4. Nontlachatara Viranuvatti, Ph.D. 

 Air Purser, Thai Airways International Co.,Ltd. 

5. Theerapong Theerathanongwut, Ph.D. 

 Air Purser, Thai Airways International Co.,Ltd. 
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Among five experts, two experts having rich academic competency and being 

lecturers in the universities are Wacharapong Khunpluem, Ph.D. and Supaporn 

Prasongthan, PhD. Other three experts: Prasidh Ingkanunt, Nontlachatara Viranuvatti, 

Ph.D. and Theerapong Theerathanongwut, Ph.D. have experiences as flight attendants 

and flight manager over 20 years. Furthermore, Nontlachatara Viranuvatti, Ph.D. and 

Theerapong Theerathanongwut, Ph.D. have abundant experiences as flight attendants, 

supervisors and academic experience.  

 2. Correct language style used in the questionnaire according to experts’ 

recommendations.  

 3. Screen questions with IOC were more than 0.05 for questionnaire test. 

 4. The questionnaire was tested with 30 cases of flight attendants to verify 

language understanding and research tool quality.   

 5. Conduct analysis on questionnaire quality through Cronbach’s Alpha 

coefficient method.  

 Moreover, the reliability of questionnaire was tested as follows:  

  The reliability of modified questionnaire was tested with 30 respondents 

excluding the sample group to test whether it conveys message in line with the 

purposes of the researcher as well as question appropriateness and understanding. The 

Cronbach’s Alpha obtained was 0.96. The statistics analysis program was applied for 

reliability analysis. Alpha coefficient must reach .70 or higher.(Hair, Black, Babin, & 

Anderson, 2010) 

 6. Conduct complete questionnaire. 

 

 

 

 



84 

 

3.4.5 Data compilation 

 

 The data compilation conducted in this research is directly sending 

questionnaires to Flight attendants of premium airline including Thai Airways 

International Public Company Limited and Bangkok Airways Public Company 

Limited with minimum 5-year experiences. Afterwards, the researcher makes 

appointments with those respondents for collecting questionnaires. Finally, the data 

gathered from the questionnaires are coded for analysis. Additionally, the questions 

are clearly indicated in accordance with research objectives and scope.   

 

3.4.6 Data analysis methods 

 

 Consequently, the researcher has completed the following process:   

 

1) Verify questionnaire validity. Select the most valid questionnaire for 

analysis and marking scores under criteria.    

2) The computer program for social science statistics is employed for data 

analysis.     

3) Verify completeness and validity of data before coding.   

4) Record coded data in data record form and computer.   

5) Verify data correctness by computer program.   

6) Conduct data processing in accordance with research objectives.   

   

3.4.7 Analysis statistics  

     

   The researcher analyzed the data with a statistical package for Social 

Sciences (SPSS) and with AMOS  (Hair et al., 2010; Hair Jr et al., 2010)and 

(Sanglimsuwan & et.al, 2013) stated that this statistical software is an appropriate 

method to use for research questions proposed and structural equation modeling.  

They also recommends that there be a process for this structural equation modeling 

which could be summarized for this study as, the confirmatory factor analysis of each 

variable and the structural model assessment along with the re-specified structural 
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model consecutively. The computer program for social science statistics has been 

implemented for data analysis as follows: 

   

   Descriptive statistics applied for describing characteristics of data 

include:   

1) Percentage: analyze general data of sample group.    

2) Mean: interpret meanings of data.      

3) Standard deviation: used together with mean to represent data distribution.     

SPSS for Window computer program has been applied for general data of respondents 

including gender, age, education background, work-place and working experience.   

 

Inferential statistics  

 

Data analysis under the first objective has been conducted to study structures 

of business ethics, organization culture and employee engagement of flight attendants.   

The factor analysis employed for data gathered from questionnaire is confirmatory 

factor analysis to verify construct validity of latent variable derived from 

measurement of construct variable in line with the measurement theory determined by 

the researcher and empirical data to verify and inspect variable structure as well as 

describe variable correlations in terms of the least number of unobserved variable 

according to the sample group. The steps of CFA are explained as follows:   

 

1. Amos Program is used for creating measurement model of business ethics.    

2. Bring data related to business ethics from SPSS computer program to model 

of business ethics for test.    

3. Select values for analysis as follows: minimization history, standardized 

estimates, squared multiple correlations and modification indices.  

4. SPSS and with AMOS are applied for data analysis of business ethics 

model. 

5. Results of calculation are summarized in Table 3.1.  
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Table 3.1Goodness of Fit Statistics for Measurement Model 

 
 

Index Acceptable Level Source 

Chi-square/df < 3.0                                    (Kline, 2011) 

Goodness of Fit Index (GFI)       0 (no fit) to 1(perfect fit)  (Schumacker & Lomax, 2010)    

Adjusted Goodness of                  0 (no fit) to 1(perfect fit)  (Schumacker & Lomax, 2010)       

Fit Index(AGFI)  

Comparative Fit Index(CFI)         >0.92                                      (Hair Jr et al., 2010) 

Normed Fit Index(NFI)                >0.90                                      (Hair Jr et al., 2010) 

Root Mean Square Error of          <0.05                                      (Byrne, 1998) 

Approximation(RMSEA) 

 

6. If the results pass Goodness of Fit Statistics for Measurement Model, it 

means business ethics model is congruent with empirical data as theories derived from 

literature review in Chapter 2.     

7. In case that the results fail to pass Goodness of Fit Statistics for 

Measurement Model, the researcher has to adjust the line among observed variables 

until the value of Goodness of Fit Statistics for Measurement Model passes the 

criteria and the model is congruent with empirical data. This means that the 

measurement model of business ethics is fit and can be used for a structural model 

evaluation. This mean that the measurement model of Business Ethics are fit and can 

be used for a structural model evaluation. 

The data analysis under the second objective is conducted to build structural 

equation modeling of business ethics, organization culture, employee engagement and 

job performance of flight attendants.  

 The concept of Business Ethics, Organization Culture, Employee Engagement 

and Job Performance of flight attendant was created based on theory, concept paper, 

concerned research paper, and academic journals; the results of Business Ethics, 

Organization Culture, Employee Engagement toward Job Performance 

The data analysis under the third objective is conducted to test structural 

equation modeling of business ethics, organization culture, employee engagement and 
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job performance of flight attendants based on empirical data.  SPSS and with AMOS  

is employed for data analysis. All four latent variables from CFA are used for model 

creation. Afterwards, AMOS program is used for calculation that the values have to 

meet the criteria specified in Table 3.1 to prove that model is congruent with 

empirical data.    

In Chapter 3, the concepts and theories from literature review are applied for 

determining research framework. The variables are divided into independent variables 

comprising of business ethics and organizational culture. The dependent variables are 

employee engagement and job performance. The hypothesis is divided into five 

topics. The methodology, data compilation methods and statistics used in data 

analysis are explained which lead to further data analysis discussed in Chapter 4 

through the descriptive analysis and inferential analysis. 

 



 

 

CHAPTER 4 

 

DATA ANALYSIS AND RESEARCH FINDINGS 

The purpose of this chapter is to present the findings of the study  

The data derived from questionnaires was analyzed with computer program. The 

findings related to personal information and organization information, scale model 

level, analysis results of model components and test of hypothesis determined under 

the theory. Besides, consider correlation characteristics and influence among 

components of factors, ability to explain and predict organization efficiency in term of 

business ethics, organization culture and employee engagement, which similar to 

theoretical model to prove the hypothesis.  

Symbols represent variables in this research.  

Variables of Personal Background    

 

4.1 Descriptive Results 

Table 4.1 Details of Respondents based on Demographic Profile 

 

Demographic Data of the respondents      Frequency         Percentage (%) 

Gender 

Male                                                                            162   38.8 

Female                                                                         256   61.2 

Age 

Generation Y (15-35)     89   21.3 

Generation X (36-55)     316   75.6 

Generation Baby Boomer (56-60)   13     3.1 
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Demographic Data of the respondents      Frequency          Percentage (%) 

 

Educational Level 

High School or equivalent    1   .2 

Below Bachelor Degree    2   .5 

Bachelor Degree     350   83.7 

Master’s Degree or higher    65   15.6 

 

Work with 

Thai Airways International Public Co, Ltd.  380   90.9 

Bangkok Airways Public Co, Ltd.   38   9.1 

Work experience 

5-10  years      76   18.2 

11-15 years      73   17.5 

16-20 years      65   15.6 

21-25 years      133   31.8 

26-30 years      56   13.4 

31 and over      15   3.6 

 

The above mentioned table presents data collected from 418 respondents, in 

which 162 were male and 256 were female, accounting for 38.8% and 61.2%,         

respectively. The respondents’ ages ranged from Generation X (36-55) at 75.6%, 

Generation Y (15-35) at 21.3%, and Generation Baby Boomer (56-60) at 3.1% 

consecutively.   

The educational level of these 418 respondents were follows: Bachelor Degree 

was the greatest amount with 350 respondents (83.7%), next was Master’s Degree or 

higher with 65 (15.6%), Below a Bachelor Degree had 2 respondents (0.5%) and High 

School or equivalent had 1 respondent (0.2%) respectively. 

The greatest amount of respondents are working with Thai Airways  International 

Public Co, Ltd. with 380 respondents (90.9%) and the respondents who work with 

Bangkok Airways Public Co, Ltd. were amount with 38 respondents (9.1%). 
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In reference to the work experience of the respondents, it could be concluded that the 

majority of them had work experienced 21-25 years (133 respondents or 31.8%) next 

were those with a work experienced of 5-10 years (76 respondents or 18.2%) and 11-

15 years (73 respondents or 17.5%). Next were those respondents who had work 

experienced 16-20 years (65 respondents or 15.6%), follow by those with a work 

experienced 26-30 years (56 respondents or 13.4%) and finally, 15 respondents or 

3.6% who had work experienced 31 years and over. 

 

Symbols represent variables in this research. 

In order to understand all findings and statistical test, listed below are some 

symbols and their meanings to help in clarification. 

Symbol   Meaning 

 

n, N   Number of samples 

𝑥̅    Mean 

  %   Percentage 

S.D.   Standard Deviation 

P   Probability 

Sig   Significance 

***   Statistical Significance at 0.001 Level 

df   degree of freedom 

B   Beta Coefficient 

CMIN/df  Chi-square/degree of freedom 

GFI   Goodness of Fit Index 

RMSEA  Root Mean Square Error of  Approximattion 

CFI   Comparative Fit Index 

NFI   Normed Fit Index 

AGFI   Adjusted Goodness of Fit Index 
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Variables of Personal Background 

  

SEX means Masclinity and Feminity of respondents 

AGE means Ages of respondents 

DEGREE means Education attainment of respondents 

WORK means Workplace of respondents 

EXPERIENCE means Working experience 

Latent Variables 

 BE = Business Ethics 

 OC = Organizational Culture 

 EE = Emplyee Engagement 

 JP = Job Performance 

Observed Variables 

 Honesty  = Honesty 

 Fair   = Fairness/Justice 

 Public  = Public benefit in mind 

 Good  = Good community relationship 

 Individual = Individual Dimension 

 Interpersonal = Interpersonal Dimension 

 Task  = Task Dimension 

 Trust  = Trust and accept the organization’s goal and values 

 Need  = Need to retain membership 

 Read  = A readiness to use an effort to work for organization 

 Protect  = To protect the organization’s image and prestige 

 Proud  = Proud to be involved in  the organization 

 Job  = Job efficiency and effectiveness 

 Interact = Interaction and cooperation 

 Contribution = Contribution to the organization 

 Adapt  = Adaptability 
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4.1.1 General Information of the Descriptive Results 

In conjunction with the purpose of this study some assumptions were made 

between variables. Independent variables and dependent variables were collected per 

following: Honesty, Fairness/Justice, Public benefit in mind, Good community 

relationship, Individual Dimension, Interpersonal Dimension, Task Dimension, Trust 

and accept the organization’s goal and values, Need to retain membership, A 

readiness to use an effort to work for the organization, To protect the organization’s 

image and prestige, Proud to be involved in the organization, Job efficiency and 

effectiveness, Interaction and co-operation, Contribution to the organization and 

Adaptability. To describe the variables in this study, the interpretation of the mean 

scores of each variable were determined using the table below. 

 

Table 4.2 Measurement Scale Level of Variables 

 

               Measurement Scales       Scores 

                      Very low    1.00-1.80 

  Low     1.81-2.60 

  Moderate    2.61-3.40 

  High     3.41-4.20 

  Very high    4.21-5.00 

 

 

 The processes of the independent and dependent variables were analyzed in 

order to collect related data from Business Ethics, Organizational Culture, Employee 

Engagement and Job Performance of Flight Attendant. There were 418 respondents 

used to generate and present descriptive statistics in the form of frequency, 

percentage, mean and standard deviation (S.D.) as shown in the table below: 
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Table 4.3 Mean and Standard Deviation of Business Ethics 

 

Business Ethics Level of Opinion 

𝑥̅ S.D. Level of evaluation No. 

1. Honesty 

2. Fairness/Justice 

3. Public benefit in mind 

4. Good community relationship 

4.44 

4.48 

4.56 

3.88 

0.86 

0.75 

0.67 

0.89 

Very high 

Very high 

Very high 

High 

3 

2 

1 

4 

Total 4.34 0.79 Very high  

 

 

 The above table shows that the significance of Business Ethics was very high 

(𝑥̅ =4.34); the most significant to the lease of Business Ethics were as follows: Public 

benefit in mind was the most significant (𝑥̅ =4.56), followed by Fairness/Justice 

(𝑥̅ =4.48), Honesty (𝑥̅=4.44), and the least significant Good community relationship 

(𝑥̅ =3.88) 

 Moreover, with a detailed study of each of variables of Business Ethics, there 

were various results in terms of the level of opinions of respondents, the averages, 

standard deviation, the level of evaluation and the significant level of each subtopic. 

The purpose of this elaboration is to provide the significant levels along with specific 

details of the opinions of the respondents 418 which is presented in the data below: 
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Table 4.4 Means and Standard Deviation of Honesty included in Business Ethics 

Concept 

 

Honesty  Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Business operation 

with righteousness 

resulting in employee 

engagement of flight 

attendants  

330 

(78.90) 

63 

(15.10) 

14 

(3.30) 

2 

(0.50) 

9 

(2.20) 

4.68 0.75 Very 

high 

1 

2. Business operation 

with standard 

services prescribed 

in the advertisement 

resulting in employee 

engagement of flight 

attendants  

214 

(51.20) 

116 

(27.80) 

64 

(15.30) 

17 

(4.10) 

7 

(1.70) 

4.22 0.96 Very 

high 

4 

3. Business operation 

with integrity and 

without bribe to 

government officials 

for business benefits 

resulting in employee 

engagement of flight 

attendants  

310 

(74.20) 

63 

(15.10) 

31 

(7.40) 

7 

(1.70) 

7 

(1.70) 

4.58 0.83 Very 

high 

2 

4. Business operation 

with Responsibility 

and without tax 

evasion resulting in 

employee 

engagement of flight 

attendant  

233 

(55.70) 

105 

(25.10) 

67 

(16.0) 

6 

(1.40) 

7 

(1.70) 

4.31 0.90 Very 

high 

3 

Total 4.44 0.86 Very high 
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The above findings reveal that the significance of Honesty had an average of 

𝑥̅ =4.44. It can be seen from the table that business operation with righteousness  

resulting in employee engagement of flight attendants was the highest scores 

(𝑥̅=4.68),  followed by business operation with  integrity and without bribe to 

government officials for business benefits resulting in employee engagement of flight 

attendants  (𝑥̅=4.58),  business operation with responsibility and without tax evasion 

resulting in employee engagement of flight attendants (𝑥̅=4.31) , and  business 

operation with standard services prescribed in the advertisement resulting in employee 

engagement of flight attendants (𝑥̅=4.22) appeared to be less significant.  
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Table 4.5 Means and Standard Deviation of Fairness/Justice included in Business 

Ethics Concept 

Fairness/ 

Justice 

Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Business 

operation without 

exploitation from 

passengers 

resulting in 

employee 

engagement of 

flight attendants  

306 

(73.20) 

92 

(22.0) 

13 

(3.10) 

4 

(1.0) 

3 

(0.70) 

4.66 0.65 Very 

high 

2 

2. Business 

operation without 

exploitation from 

stakeholders 

resulting in 

employee 

engagement of 

flight attendants 

327 

(78.20) 

70 

(16.70) 

14 

(3.30) 

5 

(1.20) 

2 

(0.50) 

4.71 0.63 Very 

high 

1 

3. Respect for 

intellectual 

property resulting 

in employee 

engagement of 

flight attendants  

233 

(55.70) 

123 

(29.40) 

55 

(13.20) 

4 

(1.0) 

3 

(0.7) 

4.38 0.80 Very 

high 

3 

4. Organization 

not implement 

unfair methods to 

destroy 

competitors 

resulting in 

employee 

engagement of 

flight attendants  

201 

(48.10) 

122 

(29.20) 

79 

(18.90) 

7 

(1.70) 

9 

(2.20) 

4.19 0.94 High 4 

Total 4.48 0.75 Very high 
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 The above findings reveal that the significance of Fairness/Justice had an 

average of 𝑥̅=4.48.  It can be seen from the table that business operation without 

exploitation from stakeholders resulting in employee engagement of flight attendants 

was the highest scores  (𝑥̅=4.71),  followed by business operation without exploitation 

from passengers resulting in employee engagement of flight attendants (𝑥̅=4.66), 

respect for intellectual property resulting in employee engagement  of flight 

attendants (𝑥̅=4.38), and  organization not implement unfair methods to destroy 

competitors resulting in employee engagement of flight attendants (𝑥̅=4.19) appeared 

to be less significant. 
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Table 4.6 Means and Standard Deviation of Public Benefit in Mind included in 

Business Ethics Concept 

Public benefit 

in mind 

Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Organization 

considers benefits 

of all stakeholders 

resulting in 

employee 

engagement of 

flight attendants  

332 

(79.40) 

65 

(15.60) 

18 

(4.30) 

2 

(0.50) 

1 

(0.20) 

4.73 0.58 Very 

high 

1 

2. Organization 

focuses on 

environment 

issues resulting in 

employee 

engagement of 

flight attendants  

237 

(56.70) 

116 

(27.80) 

58 

(13.90) 

7 

(1.70) 

0 

(0.00) 

4.39 0.78 Very 

high 

4 

3. Focus on 

quality services 

resulting in 

employee 

engagement of 

flight attendants 

289 

(69.10) 

101 

(24.10) 

25 

(6.20) 

2 

(0.50) 

1 

(0.20) 

4.61 0.64 Very 

high 

2 

4. Consistent 

cabin crew 

competency 

resulting in  

employee 

engagement  of 

flight attendants  

267 

(63.90) 

115 

(27.50) 

33 

(7.9) 

1 

(0.20) 

2 

(0.50) 

4.54 0.69 Very 

high 

3 

Total 4.56 0.67 Very high 

 

The above table shows that the overall mean scores of all aspects of Public 

benefit in mind of Business Ethics were rated very high (𝑥̅= 4.56). Correspondingly, 

Organization considers benefits of all stakeholders resulting in employee engagement 
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of flight attendants was rated very high (𝑥̅=4.73), followed by focus on quality 

services resulting in employee engagement of flight attendants (𝑥̅=4.61), consistent 

cabin crew competency development resulting in employee engagement of flight 

attendants (𝑥̅=4.54), and Organization focuses on environment issues resulting in 

employee engagement of flight attendants (𝑥̅ =4.39) respectively. 

Table 4.7 Means and Standard Deviation of Good Community Relationship included 

in Business Ethics Concept 

Good 

community 

relationship 

Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1 Building good 

relationship with 

government 

authorities 

resulting in 

employee 

engagement of 

flight attendants. 

117 

(28.0) 

145 

(34.70) 

138 

(33.0) 

15 

(3.60) 

3 

(0.70) 

3.85 0.89 High 2 

2. Building good 

relationship with 

people resulting in 

employee 

engagement of 

flight attendants  

164 

(39.2) 

157 

(37.60) 

90 

(21.50) 

7 

(1.70) 

0 

(0.00) 

4.14 0.80 Very 

high 

1 

3. Building good 

relationship with 

nonprofit 

organization 

(NGO) resulting in 

employee 

engagement of 

flight attendants  

110 

(26.30) 

129 

(30.90) 

144 

(34.40) 

26 

(6.20) 

9 

(2.20) 

3.72 0.98 High 3 

Total 3.88 0.89 High 
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 Most of the opinions of the respondents regarding Good community 

relationship were rated high with average of 𝑥̅=3.88. When sorting the items 

according to each Good community relationship, it was found that Building good 

relationship with people resulting in employee engagement of flight attendants was 

the highest scores (𝑥̅=4.14), followed by building good relationship with government 

authorities resulting in employee engagement of flight attendants (𝑥̅=3.85), and 

Building good relationship with nonprofit organization (NGO) resulting in employee 

engagement of flight attendants (𝑥̅=3.72) respectively. 

  

Table 4.8 Mean and standard deviation of Organization Culture 

 

Organization Culture 

 

                  Level of Opinion 

𝑥̅ S.D. Level of 

evaluation 

No. 

1. Individual Dimension 

2. Interpersonal Dimension 

3. Task Dimension 

 

4.58 

4.29 

4.49 

0.64 

0.79 

0.69 

Very high 

Very high 

Very high 

1 

3 

2 

Total 4.45 0.70 Very high  

 

 The above table shows that the significance of Organization Culture was very 

high (𝑥̅=4.46); the most significant to the least significant of Organization Culture 

were as follow: Individual Dimension was the most significant (𝑥̅=4.59), follow by 

Task Dimension (𝑥̅=4.49), and the least significant was Interpersonal Dimension 

(𝑥̅=4.30). 

 Moreover, with a detailed study of each of variables of Organization Culture, 

there were various results in terms of the level of opinions of respondents, the 

averages, standard deviation, the level of evaluation and the significant level of each 

subtopic. The purpose of this elaboration is to provide the significant levels along 

with specific details of the opinions of the respondents 418 which is presented in the 

data below: 
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Table 4.9 Means and Standard Deviation of Individual Dimension included in 

Organization Culture Concept 

 

Individual 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Working 

freedom in 

working resulting 

in employee 

engagement of 

flight attendants  

247 

(59.10) 

129 

(30.90) 

34 

(8.10) 

4 

(1.0) 

4 

(1.0) 

4.46 0.76 Very 

high 

3 

2.  Consistent skill 

and competency 

development 

resulting in 

employee 

engagement of 

flight attendants. 

229 

(54.80) 

151 

(36.10) 

34 

(8.10) 

3 

(0.70) 

1 

(0.20) 

4.44 0.69 Very 

high 

4 

3. Distinct 

practice guidelines 

resulting in 

employee 

engagement of 

flight attendants  

309 

(73.90) 

91 

(21.80) 

14 

(3.3) 

3 

(0.7) 

1 

(0.2) 

4.68 0.59 Very 

high 

2 

4. Work 

motivation 

resulting in 

employee 

engagement of 

flight attendants  

347 

(83.0) 

56 

(13.40) 

10 

(2.40) 

4 

(1.0) 

1 

(0.20) 

4.77 0.55 Very 

high 

1 

Total 4.58 0.64 Very 

high 

 

The above findings reveal that the significance of Individual Dimension had 

an average of 𝑥̅=4.58. It can be seen from the table that work motivation resulting in 

employee engagement of flight attendants was the highest scores (𝑥̅=4.77), followed 
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by distinct practice guidelines  resulting in employee engagement of flight attendants 

(𝑥̅=4.68), freedom in working resulting in employee engagement of flight attendants 

(𝑥̅=4.46), and  consistent skill and competency development resulting in employee 

engagement of flight attendants, respectively  

Table 4.10 Means and Standard Deviation of Interpersonal Dimension included in 

Organization Culture Concept 

Interpersonal 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

 

1. Determine goals 

focusing on 

teamwork  

resulting in 

employee 

engagement of 

flight attendants 

  

 

231 

(55.30) 

 

147 

(35.20) 

 

36 

(8.60) 

 

4 

(1.0) 

 

0 

(0.0) 

 

4.44 

 

0.69 

 

Very 

high 

 

1 

2. Emphasize on 

social relationship 

among group 

members resulting 

in employee 

engagement of 

flight attendants  

 

221 

(52.90) 

149 

(35.60) 

40 

(9.60) 

6 

(1.40) 

2 

(0.50) 

4.39 0.75 Very 

high 

2 

3.  Emphasize on 

group rewards 

rather than 

individual 

rewards resulting 

in employee 

engagement of 

flight attendants  

 

 

174 

(41.60) 

131 

(31.30) 

93 

(22.20) 

15 

(3.60) 

5 

(1.20) 

4.08 0.94 High 4 
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Interpersonal 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

4. Acknowledge 

and understand 

behavior of groups 

in organization 

resulting in 

employee 

engagement of 

flight attendants  

187 

(44.70) 

165 

(39.50) 

59 

(14.10) 

5 

(1.20) 

2 

(0.50) 

4.26 0.78 Very 

high 

3 

Total      4.29 0.79 Very 

high 

 

 

The Organization Culture found in Interpersonal Dimension, presented in the 

table above indicates that the most of opinions rated Determine goals focusing on 

teamwork resulting in employee engagement of flight attendants was the highest score 

(𝑥̅=4.44), followed by emphasize on social relationship among group members 

resulting in employee engagement of flight attendants (𝑥̅=4.39); while acknowledge 

and understand behavior of groups in organization resulting in employee engagement 

of flight attendants  (𝑥̅=4.26) , and emphasize on group rewards rather than individual 

rewards resulting in employee engagement of flight attendants (𝑥̅=4.08) respectively. 

 

Table 4.11 Means and Standard Deviation of Task Dimension included in 

Organization Culture Concept 

Task 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Focus on 

designated duties 

resulting in 

employee 

engagement of 

flight attendants  

238 

(56.90) 

150 

(35.90) 

24 

(5.70) 

4 

(1.0) 

2 

(0.50) 

4.47 0.69 Very 

high 

5 
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Task 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

2. Job designation 

in accordance with 

individual 

competencies 

resulting in 

employee 

engagement of 

flight attendants  

 

242 

(57.90) 

148 

(35.40) 

21 

(5.0) 

6 

(1.40) 

1 

(0.20) 

4.49 0.68 Very 

high 

4 

3. Job designation 

in accordance with 

group 

competencies 

resulting in 

employee 

engagement of 

flight attendants  

 

211 

(50.50) 

158 

(37.80) 

43 

(10.30) 

5 

(1.20) 

1 

(0.20) 

4.37 0.73 Very 

high 

6 

4. Rewards in line 

with designated 

job 

accomplishment 

resulting in 

employee 

engagement of 

flight attendants  

264 

(63.20) 

127 

(30.40) 

21 

(5.0) 

2 

(0.50) 

4 

(1.0) 

4.54 0.70 Very 

high 

2 

5. Organization 

emphasizes on 

employees attempt 

to complete 

designated job 

resulting in 

employee 

engagement of 

flight attendants  

284 

(67.90) 

112 

(26.80) 

16 

(3.8) 

3 

(0.70) 

3 

(0.70) 

4.60 0.66 Very 

high 

1 



105 

 

Task 

Dimension 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

6. Career path 

relies on job 

achievement 

resulting in 

employee 

engagement of 

flight attendants  

256 

(61.20) 

122 

(29.20) 

35 

(8.40) 

3 

(0.70) 

2 

(0.50) 

4.50 0.72 Very 

high 

3 

Total 4.49 0.69 Very high 

 

 The findings presented in the above table reveal an overall average of  

𝑥 ̅= 4.49 on opinions regarding Task Dimension of Organization Culture. Future, it 

was found that the majority of opinions showed that organization emphasizes on 

employees attempt to complete designated job   resulting in employee engagement of 

flight attendants was the highest score (𝑥̅=4.60). This was followed by rewards in line 

with designated job accomplishment resulting in employee engagement of flight 

attendants (𝑥̅=4.54), and career path relies on job achievement resulting in employee 

engagement of flight attendants (𝑥̅=4.50), and job designation in accordance with 

individual competencies resulting in employee engagement of flight attendants 

(𝑥̅=4.49), and focus on designated duties resulting in employee engagement of flight 

attendants (𝑥̅=4.47), and finally, Job designation in accordance with group 

competencies resulting in employee engagement of flight attendants (𝑥̅=4.37). 
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Table 4.12 Mean and Standard Deviation of Employee Engagement 

 

 

Employee Engagement 

                    Level of Opinion 

𝑥̅ S.D. Level of 

evaluation 

No. 

1. Trust and accept the organization’s 

goal and values 

2. Need to retain membership 

3. A readiness to use an effort to work for 

organization 

4. To protect the organization’s image 

and prestige 

5. Proud to be involved in the 

organization 

 

4.24 

 

4.03 

4.51 

 

4.37 

 

4.12 

0.82 

 

0.94 

0.71 

 

0.78 

 

0.89 

Very high 

 

 High 

Very high 

 

Very high 

 

 High 

3 

 

5 

1 

 

2 

 

4 

Total 4.25 0.82 Very high  

 

The above table shows that the significance of Employee Engagement was 

very high (𝑥̅=4.25); the most significant to the lease of Employee Engagement were 

as follows: A readiness to use an effort to work for organization (𝑥̅=4.51), followed 

by to protect the organization’s image and prestige (𝑥̅=4.37), and trust and accept the 

organization’s goal and values (𝑥̅=4.24), and proud to be involved in the organization 

(𝑥̅=4.12), and the least significant was need to retain membership (𝑥̅=4.03) 
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Table 4.13 Means and Standard Deviation of Trust and Accept the Organization’s 

Goal and Values included in Employee Engagement Concept 

 

Trust and 

accept the 

organization’s 

goal and 

values 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Agree to goals 

and values of 

organization 

resulting in good 

and efficient 

working behavior  

181 

(43.30) 

167 

(40.0) 

56 

(13.40) 

11 

(2.60) 

3 

(0.70) 

4.21 0.83 Very 

high 

3 

2. Confident to 

organization 

policies resulting in 

good and efficient 

working behavior  

207 

(49.50) 

142 

(34.0) 

58 

(13.90) 

9 

(2.20) 

2 

(0.50) 

4.29 0.82 Very 

high 

1 

3. Being a part of 

organization 

resulting in good 

and efficient 

working behavior  

187 

(44.70) 

156 

(37.30) 

64 

(15.30) 

9 

(2.20) 

2 

(0.50) 

4.23 0.82 Very 

high 

2 

Total 4.24 0.82 Very high 

  

 The above findings reveal that the significance of Trust and accept the 

organization’s goal and values had an average of 𝑥̅=4.24. It can be seen from the 

table that confident to organization policies resulting in good and efficient working 

behavior was the highest score (𝑥̅=4.29), follow by being a part of organization 

resulting in good and efficient working behavior (𝑥̅=4.23), and agree to goals and 

vales of organization resulting in good and efficient working behavior, respectively 

(𝑥̅=4.21) appeared to be less significant.  
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Table 4.14 Means and Standard Deviation of Need to Retain Membership included in 

Employee Engagement Concept 

 

Need to retain 

membership 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Desire to retain 

in the organization 

resulting in good 

and efficient 

working behavior  

205 

(49.0) 

154 

(36.80) 

52 

(12.40) 

6 

(1.40) 

1 

(0.20) 

4.31 0.77 Very 

high 

1 

2. No transfer to 

other departments 

resulting in good 

and efficient 

working behavior  

129 

(30.90) 

151 

(36.10) 

116 

(27.80) 

16 

(3.80) 

6 

(1.40) 

3.90 0.92 High 2 

3. No desire to 

resign resulting in 

good and efficient 

working behavior  

159 

(38.0) 

125 

(29.90) 

89 

(21.30) 

21 

(5.0) 

24 

(5.70) 

3.89 1.14 High 3 

Total 4.03 0.94 High 

 

 

 The opinions of the respondents regarding need to retain membership were 

rated with of 𝑥̅=4.03. It was found that desire to retain in the organization resulting in 

good an average and efficient working behavior gained the highest score (𝑥̅=4.31), 

followed by no transfer to other departments resulting in good and efficient working 

behavior (𝑥̅=3.90), and no desire to resign resulting in good and efficient working 

behavior (𝑥̅=3.89) respectively. 
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Table 4.15 Means and Standard Deviation of a Readiness to Use an Effort to Work for 

Organization included in Employee Engagement Concept 

A readiness to 

use an effort to 

work for 

organization 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Willingness to 

work for 

organization 

resulting in good 

and efficient 

working behavior  

286 

(68.40) 

103 

(24.60) 

24 

(5.70) 

3 

(0.70) 

2 

(0.50) 

4.59 0.67 Very 

high 

2 

2. Intention to 

produce 

successful work 

resulting in good 

and efficient 

working behavior  

294 

(70.30) 

100 

(23.90) 

22 

(5.30) 

2 

(0.50) 

0 

(0.0) 

4.64 0.60 Very 

high 

1 

3. Devote time, 

vitality and 

thought for 

successful work 

resulting in good 

and efficient 

working behavior  

216 

(51.70) 

138 

(33.0) 

48 

(11.50) 

11 

(2.60) 

5 

(1.20) 

4.31 0.86 Very 

high 

3 

Total 4.51 0.71 Very high 

 

 The opinions of respondents regarding a readiness to use an effort to work for 

organization. The findings found that intention to produce successful work resulting 

in good and efficient working behavior was very high (𝑥̅=4.64), followed by 

willingness to work for organization resulting in good and efficient working behavior 

(𝑥̅=4.59); while, of lesser importance was devote time, vitality and thought for 
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successful work resulting in good and efficient working behavior which had mean 

score of 𝑥̅=4.31. 

Table 4.16 Means and Standard Deviation of to Protect the Organization’s Image and 

Prestige included in Employee Engagement Concept 

 

To protect the 

organization’s 

image and 

prestige 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Good feeling 

towards 

organization 

resulting in good 

and efficient 

working behavior  

309 

(73.90) 

85 

(20.30) 

20 

(4.80) 

2 

(0.50) 

2 

(0.50) 

4.66 0.63 Very 

high 

1 

2. Positive 

speaking about 

organization 

resulting in good 

and efficient 

working behavior  

214 

(51.20) 

131 

(31.30) 

59 

(14.10) 

9 

(2.20) 

5 

(1.20) 

4.29 0.87 Very 

high 

2 

3. Engage in 

protecting 

organization fame 

resulting in good 

and efficient 

working behavior  

172 

(41.10) 

162 

(38.80) 

69 

(16.50) 

13 

(3.10) 

2 

(0.50) 

4.16 0.84 High 3 

Total 4.37 0.78 Very high 

 

 The above finding reveal that significance of to protect the organization’s 

image and prestige an average of 𝑥̅=4.37. It can be seen from the table that good 

feeling towards organization resulting in good and efficient working behavior was the 

highest score (𝑥̅=4.66), followed by positive speaking about organization resulting in 
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good and efficient working behavior (𝑥̅=4.29) and engage in protecting organization 

fame resulting in good and efficient working behavior, respectively (𝑥̅=4.16) of 

engage in protecting organization fame appeared to be less significant.



 

Table 4.17 Means and Standard Deviation of Proud to Be Involved in the 

Organization Included in Employee Engagement Concept 

 

Proud to be 

involved in the 

organization 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1 Be proud to 

work in the 

organization 

resulting in good 

and efficient 

working behavior. 

269 

(64.40) 

112 

(26.80) 

31 

(7.40) 

6 

(1.40) 

0 

(0.0) 

4.54 0.69 Very 

high 

1 

2. Be proud to tell 

others that they 

are flight 

attendants of the 

airline resulting in 

good and efficient 

working behavior  

174 

(41.60) 

152 

(36.40) 

67 

(16.0) 

16 

(3.80) 

9 

(2.2) 

4.11 0.95 High 2 

3. Representative 

of organization to 

attend internal 

and external 

resulting in good 

and efficient 

working behavior  

110 

(26.30) 

149 

(35.60) 

122 

(29.20) 

26 

(6.20) 

11 

(2.60) 

 

3.76 0.99 High 4 

4. Opinion that 

one is important 

personnel and able 

to help 

organization 

resulting in good 

and efficient 

working behavior  

167 

(40.0) 

163 

(39.0) 

63 

(15.10) 

16 

(3.80) 

9 

(2.20) 

4.10 0.94 High 3 

Total 4.12 0.89 High 
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 The above table shows that the overall mean scores of Proud to be involved in 

the organization of Employee Engagement were rated high (𝑥̅=4.12). 

Correspondingly, be proud to work in the organization resulting in good and efficient 

working behavior was rated very high (𝑥̅=4.54), followed by be proud to tell others 

that they are flight attendants of the airline resulting in good and efficient working 

behavior (𝑥̅=4.11), opinion that one is important personnel and able to help 

organization resulting in good  and efficient working behavior (𝑥̅=4.10), and 

representative of organization to attend internal and external activities resulting in 

good and efficient working behavior, respectively (𝑥̅=3.76). 

 There are many details of Business Ethics, Organization Culture and 

Employee Engagement which indicate the significance of each Business Ethics, 

Organization Culture and Employee Engagement impact on Job Performance of 

Flight Attendant. However, in order get a clearer picture of overview of Job 

Performance of Flight Attendant, each component is another variable of the study in 

this research. 

 The findings of the study show that most respondents who replied on the 

questionnaire surveys agreed with and realized that business ethics was crucial 

according to the results of questionnaire that mean of business ethics part was at 4.43, 

representing very high level. The fairness/justice gained the highest score as 

respondents focused on business operation without exploitation from stakeholders 

resulting in devotion of flight attendants. Meantime, stakeholders included customers, 

shareholders and business competitors. For organization culture part, mean was 4.45 

which also at high level. In this part, individual dimension was considered most 

importantly. The selected choice was work motivation resulting in devotion of flight 

attendants. This represented significance of motivation to attract employees to fully 

devote in working for organization. Besides, in employee engagement part, mean was 

4.25 or at very high level. The most selected choice was readiness to use and effort to 

work for organization resulting in good and efficient working behavior. 

The below mentioned information is described in the following tables 

regarding the Job Performance of each component. 
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Table 4.18 Means and Standard Deviation of Job Performance of Flight Attendant 

 

Job Performance                       Level of Opinion 

𝑥̅ S.D. Level of evaluation No. 

1. Job efficiency and effectiveness 

2. Interaction and cooperation 

3. Contribution to the organization 

4. Adaptability 

4.34 

4.18 

4.34 

4.21 

0.69 

0.72 

0.66 

0.75 

Very high 

 High 

Very high 

Very high 

1 

4 

2 

3 

Total 4.26 0.70 Very high  

  

The opinions of the respondents regarding all components of Job performance 

of flight attendant was very high (𝑥̅ =4.26). The finding show that the Job efficiency 

and effectiveness and Contribution to the organization were the highest with 𝑥̅=4.34, 

followed by Adaptability with 𝑥̅=4.21. Of lesser importance was Interaction and 

cooperation, which was still high, with a mean score of 𝑥̅=4.18. 
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Table 4.19 Means and Standard Deviation of Job Efficiency and Effectiveness 

included in Job Performance Concept 

 

Job efficiency 

and 

effectiveness 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Employee 

Engagement 

resulting in 

intention to 

responsible 

quality work  

283 

(67.70) 

113 

(27.0) 

21 

(5.0) 

0 

(0.0) 

1 

(0.20) 

4.61 0.60 Very 

high 

1 

2 Employee 

Engagement 

resulting in 

readiness to 

handle more 

workload. 

223 

(53.30) 

135 

(32.30) 

48 

(11.50) 

6 

(1.40) 

6 

(1.40) 

4.34 0.84 Very 

high 

2 

3. Employee 

Engagement 

resulting in 

pleasure to help 

organization cost 

saving  

185 

(44.30) 

132 

(31.60) 

74 

(17.70) 

15 

(3.60) 

12 

(2.90) 

4.10 1.0 High 3 

Total 4.35 0.81 Very high 

 

 The above table presents the opinions of the respondents regarding the 

component of Job Performance in term of job efficiency and effectiveness. It was 

found that devotion resulting in intention to responsible quality work had a very high 

significance of 4.61, whereas the other components i.e. devotion resulting in readiness 

to handle more workload were lower, 4.34 and 4.10 respectively. 
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Table 4.20 Means and Standard Deviation of Interaction and Cooperation included in 

Job Performance Concept 

 

Interaction and 

cooperation 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Employee 

Engagement 

resulting in 

regulations and 

standards of 

organization  

130 

(31.10) 

157 

(37.60) 

106 

(25.40) 

22 

(5.30) 

3 

(0.70) 

3.93 0.91 High 4 

2. Employee 

Engagement 

resulting in 

readiness to work 

together with 

other flight 

attendants  

198 

(47.40) 

148 

(35.40) 

66 

(15.80) 

5 

(1.20) 

1 

(0.20) 

4.28 0.78 Very 

high 

1 

3. Employee 

Engagement 

resulting in 

interaction with 

others in 

organization  

185 

(44.30) 

152 

(36.40) 

72 

(17.20) 

8 

(1.90) 

1 

(0.20) 

4.22 0.81 Very 

high 

3 

4. Employee 

Engagement 

resulting in 

readiness to work 

with others  

203 

(48.60) 

139 

(33.30) 

68 

(16.30) 

6 

(1.50) 

2 

(0.50) 

4.27 0.81 Very 

high 

2 

Total 4.17 0.82 Very high 

 

  The above table shows the component of Job Performance in term of 

Interaction and cooperation. It found that the overall opinions were very high 

(𝑥̅=4.17). Of this the component, Employee Engagement resulting in readiness to 

work together with other flight attendants had a very high significance of 4.28, 

followed by Employee Engagement resulting in readiness to work with others (4.27), 
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Employee Engagement resulting in interaction with others in organization (4.22), 

while the least significant was the Employee Engagement resulting in acceptance of 

regulations and standards of organization at 3.93   

Table 4.21 Means and Standard Deviation of Contribution to the Organization 

included in Job Performance Concept 

 

Contribution 

to the 

organization 

                Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1. Employee 

Engagement 

resulting in desire 

to make benefits 

for organization  

215 

(51.40) 

158 

(37.80) 

44 

(10.50) 

1 

(0.20) 

0 

(0.0) 

4.40 0.68 Very 

high 

1 

2. Employee 

Engagement 

resulting in 

support and 

assistance with 

organization   

213 

(51.0) 

151 

(36.10) 

50 

(12.20) 

4 

(1.0) 

0 

(0.0) 

4.37 0.72 Very 

high 

2 

3. Employee 

Engagement 

resulting in 

readiness to solve 

urgent problems 

for organization. 

195 

(46.70) 

159 

(38.0) 

58 

(13.90) 

4 

(1.0) 

2 

(0.50) 

4.29 0.77 Very 

high 

3 

Total 4.35 0.72 Very high 

 

 The findings present in the above table reveal an overall average 0f 4.35 from 

opinion regarding the Contribution to the organization of Job Performance of flight 

attendant. Future, it found that majority of respondents concentrated on the findings 

revealed that mean of Employee Engagement resulting in desire to make benefits for 

organization was 4.40. The other components that deal with Employee Engagement 
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resulting in support and assistance with organization (𝑥̅=4.37), and Employee 

Engagement resulting in readiness to solve urgent problems for (𝑥̅=4.29) respectively. 

Table 4.22 Means and Standard Deviation of Adaptability included in Job 

Performance Concept 

Adaptability                      Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

1.  Employee 

Engagement 

resulting to 

readiness to 

improve work 

consistently  

 

236 

(56.50) 

136 

(32.50) 

43 

(10.30) 

1 

(0.20) 

2 

(0.50) 

4.44 0.72 Very 

high 

1 

2.  Employee 

Engagement 

resulting to 

readiness in ability 

to adapt oneself to 

others within the 

organization  

 

187 

(44.70) 

151 

(36.10) 

65 

(15.60) 

12 

(2.90) 

3 

(0.70) 

4.21 0.85 Very 

high 

2 

3. Employee 

Engagement 

resulting in ability 

to adapt oneself to 

others inside the 

organization  

172 

(41.10) 

142 

(34.0) 

88 

(21.10) 

11 

(2.60) 

5 

(1.20) 

4.11 0.90 High 4 

4. Employee 

Engagement 

resulting in ability 

to adapt oneself to 

others outside the 

organization  

184 

(44.0) 

155 

(37.10) 

71 

(17.0) 

6 

(1.40) 

2 

(0.5) 

4.22 0.81 Very  

high 

3 
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Adaptability                      Level of opinion  

𝑥̅ 

 

S.D. 

Level  

Of 

evaluation 

 

No 5 4 3 2 1 

5. Employee 

Engagement 

resulting in ability 

to adapt oneself to 

external 

environment  

153 

(36.80) 

159 

(38.0) 

88 

(21.10) 

14 

(3.30) 

4 

(1.0) 

4.05 0.89 High 5 

Total 4.20 0.83 Very high 

 

 Most of opinions of respondents regarding Adaptability were rated very high 

with an average of 𝑥̅=4.20. When sorting items according to each component, it was 

found that Employee Engagement resulting to readiness to improve work consistently 

was the highest (𝑥̅=4.44), whereas, the least was following Employee Engagement 

resulting in ability to adapt oneself to external environment at 𝑥̅=4.05. 

 The findings of the study show that most respondents who replied on the 

questionnaire surveys agreed with and realized that Job efficiency and effectiveness 

and Contribution to the organization. The findings of the study show that most 

respondents who replied the questionnaire agreed with and realized that job efficiency 

and effectiveness and contribution to the organization was the first priority. The Job 

efficiency and effectiveness were derived from intention to responsible work quality 

as first and foremost. Meanwhile, contribution to the organization was derived from 

desire to make benefits for organization as the most important  
 

4.1.2 Results of Hypothesis Testing 

This section of study presents the statistical analysis according to research 

hypothesis which were already set in the earlier chapters. The process that the 

researcher used as a hypothesis was imposed by use of a structural equation model for 

testing the relationship between the independent and dependent variables. The 

structural equation model (or SEM) could generate the multivariate technique 

incorporating observed (measured) and unobserved variables (latent constructs) that 

could be evaluated by model to fit to multiple tests. 
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The Structural Equation Model (SEM) is an appropriate tool for the multivariate 

analysis technique that studies the casual relationship among constructs. In addition, 

this structural equation model also integrates the measurement and hypothesis casual 

paths into a simultaneous assessment. Hence, in this study as the data was 

multivariate, the structural equation model was used in the form of a model.   

The concept of Business Ethics, Organization Culture, Employee Engagement 

and Job Performance of flight attendant was created based on theory, concept paper, 

concerned research paper, and academic journals; the results of Business Ethics, 

Organization Culture, Employee Engagement toward Job Performance are shown in 

the figure below. 

 

 

Figure 4.1 Hypothesis and Conceptual Framework of Business Ethics Organization 

Culture Employee Engagement and Job Performance 

 

 The above figure clearly shows four factors of Business Ethics 

(independent variable) consist of honesty, fairness/justice, public benefit in mind, and 

good community relation; three factors of Organization Culture comprise of 

Individual Dimension, Interpersonal Dimension, and Task Dimension; Trust and 

accept the organization’s goal and values, Need to retain membership, A readiness to 
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use an effort to work for organization, To protect the organization’s image and 

prestige, and proud to be involved in the organization are the five factors of Employee 

Engagement; and other dependent variables that go along with the four components 

are the components of Job efficiency and effectiveness, Interaction and cooperation, 

Contribution to the organization, and adaptability accordingly. 

 

 To examine the hypothesis, the researcher analyzed the data with a 

statistical package for Social Sciences (SPSS) and with AMOS (version 22) (Hair et 

al., 2010; Hair Jr et al., 2010)and (Sanglimsuwan & et.al, 2013) stated that this 

statistical software is an appropriate method to use for research questions proposed 

and structural equation modeling.  They also recommends that there be a process for 

this structural equation modeling which could be summarized for this study as, the 

confirmatory factor analysis of each variable and the structural model assessment 

along with the re-specified structural model consecutively.   

 As mentioned in the above paragraph, the confirmatory factor analysis 

should be examined in order to confirm the relationship between a set of variables.  

This also supports the theoretical concept under the area of study.  The stage of 

confirmatory factor analysis (CFA) of each variable was established for this study, 

which is divided into four sets of variables; one is Business Ethics, second is  

Organizational Culture, third is Employee Engagement, and Job Performance is the 

last. The results of the study for each confirmatory factor analyses needs to match 

with the overall model fit and criteria for construct validity which described in the 

table below.  
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Table 4.23 Goodness of Fit Statistics for Measurement Model 
 

Index Acceptable Level Source 

 

Chi-square/df < 3.0                                    (Kline, 2011) 

Goodness of Fit Index (GFI)       0 (no fit) to 1(perfect fit)  (Schumacker & Lomax, 2010)    

Adjusted Goodness of                  0 (no fit) to 1(perfect fit)  (Schumacker & Lomax, 2010)       

Fit Index(AGFI)  

Comparative Fit Index(CFI)         >0.92                                      (Hair Jr et al., 2010) 

Normed Fit Index(NFI)                >0.90                                      (Hair Jr et al., 2010) 

Root Mean Square Error of          <0.05                                      (Byrne, 1998) 

Approximation(RMSEA) 

 

 

The measurement model of Business Ethics is structured according to the four 

factors acknowledged by the literature review. The visual diagram of this 

confirmatory factor analysis (CFA) was carried out to following a multi-

dimensionally construct of Business Ethics that comprise of four variables: 

honesty(Honesty), fair(Fairness/Justice), public(Public benefit in mind), and 

Good(Good community relationship). The result of testing this measurement model 

theory was and overall model fit based on the criteria as shown below.  
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Figure 4.2 The Measurement Model of Business Ethics 

 

 The above figure represents the model fit of the first confirmatory factor 

analysis of  Business Ethics with significance level after the researcher readjusted the 

model according the model fit criteria. Then, the goodness of fit measure shown the 

good results of each criteria of Chi-square/df at 0.749 which is an acceptable level. 

The other criteria are as follow: Goodness of Fit Index (GFI) at 0.999, Adjusted 
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Goodness of Fit Index (AGFI) at 0.991, Comparative Fit Index at 1.000, Norm Fit 

Index (NFI) at 0.999, and Root Mean Square Error of Approximation (RMSEA) at 

0.000. This mean that the measurement model of Business Ethics are fit and can be 

used for a structural model evaluation. In addition, the below table summarizes the 

total modification indices computed by AMOS for factor loading and covariance that 

are fixed to zero in the original model. 

Model Fit Summary 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 9 .749 1 .387 .749 

Saturated model 10 .000 0 
  

Independence model 4 760.743 6 .000 126.790 

 

RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .003 .999 .991 .100 

Saturated model .000 1.000 
  

Independence model .192 .482 .136 .289 

 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .999 .994 1.000 1.002 1.000 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

      

 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .000 .000 .123 .591 

Independence model .549 .517 .583 .000 
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Table 4.24 Modification Indices for the Four Factors of Business Ethics 

 

Path                                                                                                              MI 

1. e3 <--> e4                           public-good 14.791 

2. e2 <--> e4 fair-good 4.599 

3. e1 <--> e3 honesty-public 5.093 

4. e1 <--> e2 honesty-fair 5.748 

 

 The above table clearly shows that the modification indices of Business 

Ethics. The largest modification index was public benefit in mind and good 

community relationship with a significance modification index of 14.791. Followed 

by the modification index between honesty and fairness/justice with an MI of 5.748, 

while having the least change was honesty and public benefit in mind with an index of 

4.093. After the model was adjusted regarding to MI values, the latent variable with 

the highest MI was selected by drawing correlation line among observed variables: 

public benefit in mind and good community relationship (e3<-->e4). After the lines 

drawn, AMOS was used again for calculation. The results proved that all values 

passed the standards specified in Table 4.25. It is concluded that the model of 

business ethics is congruent with empirical data and can be used for a structural model 

evaluation.  

                

Table 4.25 The results of Model Fit Indices for the Hypothesis Model 

 

Index                                   Acceptable Level Conceptual Modified 

                                                                                         Structural               Structural 

                                                                                         Model                    Model 

Chi-square/df        < 3.0 10.425                  0.749 

Goodness of Fit Index(GFI)  0 (no fit) to 1 (perfect fit)   0.975                    0.999 

Adjusted Goodness of Fit      0 (no fit) to 1 (perfect fit)   0.873                    0.991 

Index(AGFI)                          

Comparative Fit Index(CFI)        > 0.92                           0.975                    1.000 

Normed Fit Index(NFI)               > 0.90                           0.973                    0.999 
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Index                                   Acceptable Level Conceptual Modified 

                                                                                         Structural               Structural 

                                                                                         Model                    Model 

Root Mean Square Error of         < 0.05                           0.150                    0.000 

Approximation(RMSEA)                                 

  

  

 

 The next measurement model shows the model of Organization Culture is 

structured according to the three factors acknowledged by the literature review. The 

visual diagram of this confirmatory factor analysis (CFA) was carried out to following 

a multi-dimensionally construct of Organization Culture that comprise of three 

variables: Individual(Individual Dimension), inter(Interpersonal Dimension), and 

task(Task Dimension). The result of testing this measurement model theory was and 

overall model fit based on the criteria as shown below. 

 

 

 

Figure 4.3 The measurement Model of Organization Culture 
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 The above figure represents the model fit of the first confirmatory factor 

analysis of Organization Culture with significance level. This model is not necessary 

to readjust because the model fit criteria is pass all standard value. The goodness of fit 

measure shown the good results of each criteria of Chi-square/df at 0.107 which is an 

acceptable level. The other criteria are as follow: Goodness of Fit Index (GFI) at 

1.000, Adjusted Goodness of Fit Index (AGFI) at 0.999, Comparative Fit Index (CFI) 

at 1.000, Norm Fit Index (NFI) at 1.000, and Root Mean Square Error of 

Approximation (RMSEA) at 0.000. This mean that the measurement model of 

Organization Culture are fit and can be used for a structural model evaluation. 

 

Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 4 .215 2 .898 .107 

Saturated model 6 .000 0 
  

Independence model 3 632.659 3 .000 210.886 

 

RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .002 1.000 .999 .333 

Saturated model .000 1.000 
  

Independence model .152 .513 .026 .257 

 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model 1.000 .999 1.003 1.004 1.000 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .000 .000 .042 .962 

Independence model .709 .663 .757 .000 
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 The next measurement model shows the model of Employee Engagement is 

structured according to the five factors acknowledged by the literature review. The 

visual diagram of this confirmatory factor analysis (CFA) was carried out to following 

a multi-dimensionally construct of Organizational Culture that comprise of five 

variables: trust(trust and accept the organization’s goal and values), need(need to 

retain membership), read(a readiness to use an effort to work for organization), 

protect(to protect the organization’s image and prestige, and proud(proud to be 

involved in the organization). The result of testing this measurement model theory 

was and overall model fit based on the criteria as shown below. 
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Figure 4.4 The measurement Model of Employee Engagement 
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The above figure represents the model fit of the first confirmatory factor 

analysis of Employee Engagement with significance level after the researcher 

readjusted the model according the model fit criteria. Then, the goodness of fit 

measure shown the good results of each criteria of Chi-square/df at 0.435 which is an 

acceptable level. The other criteria are as follow: Goodness of Fit Index (GFI) at 

0.999, Adjusted Goodness of Fit Index (AGFI) at 0.994, Comparative Fit Index at 

1.000, Norm Fit Index (NFI) at 0.998, and Root Mean Square Error of Approximation 

(RMSEA) at 0.000. This mean that the measurement model of Employee Engagement 

are fit and can be used for a structural model evaluation. In addition, the below table 

summarizes the total modification indices computed by AMOS for factor loading and 

covariance that are fixed to zero in the original model. 

 

Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 12 1.304 3 .728 .435 

Saturated model 15 .000 0 
  

Independence model 5 729.855 10 .000 72.986 

 

RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .005 .999 .994 .200 

Saturated model .000 1.000 
  

Independence model .221 .520 .279 .346 

 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .998 .994 1.002 1.008 1.000 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 
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RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .000 .000 .059 .918 

Independence model .415 .390 .441 .000 

 

 

Table 4.26 Modification Indices for the Five Factors of Employee Engagement 

 

Path       MI 

1. e3  <-->  e5       read-proud      9.803 

2. e2  <-->  e4         need-protect                                   7.964 

3. e1  <-->  e4  trust-protect  4.697 

4. e1  <-->  e2                               trust-need                                       9.135                               

 

The above table clearly shows that the modification indices of Employee 

Engagement. The largest modification index was a readiness to use an effort to work 

for organization and proud to be involved in the organization with a significance 

modification index of 9.803. Followed by the modification index between trust and 

accept the organization’s goal and values and need to retain membership with an MI 

of 9.135, while having the least change was trust and accept the organization’s goal 

and values and to protect the organization’s image and prestige with an index of 

4.697.The model was adjusted regarding to MI values. The latent variable with the 

highest MI was selected by drawing correlation line among observed variables: a 

readiness to use an effort to work for organization and proud to be involved in the 

organization (e3<-->e5).  After the lines were drawn, AMOS was used to recalculate. 

The results proved that the model was not congruent with empirical data. The 

correlation draw between trust and accept the organization’s goal and values and need 

to retain membership (e1  <-->  e2) was made again. Afterwards, all values passed the 

standards determined in Table 4.27. It is summarized that the model of Employee 

engagement is congruent with empirical data and possibly used for a structural model 

evaluation.  
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Table 4.27 The results of Model Fit Indices for the Hypothesis Model 

 

Index                                   Acceptable Level Conceptual Modified 

                                                                                         Structural               Structural 

                                                                                         Model                    Model 

Chi-square/df        < 3.0 5.539                    0.435 

Goodness of Fit Index(GFI)  0 (no fit) to 1 (perfect fit)   0.975                    0.999 

Adjusted Goodness of Fit      0 (no fit) to 1 (perfect fit)   0.924                    0.994 

Index(AGFI)                          

Comparative Fit Index(CFI)        > 0.92                           0.968                    1.000 

Normed Fit Index(NFI)               > 0.90                           0.962                    0.998 

Root Mean Square Error of         < 0.05                           0.104                    0.000 

Approximation(RMSEA)                                 

  

 

 

The last measurement model shows the Job Performance of flight attendant. 

The visual diagram of this confirmatory factor analysis (CFA) was carried out 

following a multi-dimensionality construct of four Job Performance components 

which consist of job efficiency and effectiveness (job), interaction and cooperation 

(interact), contribution to the organization (contribute), and adaptability (adapt) as 

shown below. 
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Figure 4.5 The measurement Model of Job Performance of Flight Attendant 

 

 The above figure represents the model fit of the first confirmatory factor 

analysis of Job Performance with significance level after the researcher readjusted the 

model according the model fit criteria. Then, the goodness of fit measure shown the 

good results of each criteria of Chi-square/df at 1.942 which is an acceptable level. 

The other criteria are as follow: Goodness of Fit Index (GFI) at 0.996, Adjusted 

Goodness of Fit Index (AGFI) at 0.978, Comparative Fit Index (CFI) at 0.998, Norm 

Fit Index (NFI) at 0.997, and Root Mean Square Error of Approximation (RMSEA) at 

0.048. This mean that the measurement model of Job Performance are fit and can be 

used for a structural model evaluation. 

 

Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 8 3.883 2 .143 1.942 

Saturated model 10 .000 0 
  

Independence model 4 1120.385 6 .000 186.731 
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RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .005 .996 .978 .199 

Saturated model .000 1.000 
  

Independence model .275 .396 -.007 .238 

 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .997 .990 .998 .995 .998 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .048 .000 .118 .417 

Independence model .667 .635 .701 .000 

 

 

 After the measurement modeling of each variable of the study was fit to the 

model and criteria of goodness of fit statistics, the next step was to make a model 

assessment. The structural model assessment was constructed using all data (n=418) 
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 Figure 4.6 Results for Conceptual Framwork of Business Ethics 

Organization Culture Employee Emgagement and Job performance of flight  
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 The above figure represents the conceptual structural model of Business 

Ethics Organization Culture Employee Engagement and Job Performance of flight 

attendant. After adjusting the structural model the outcome shows that the model fit 

the conceptual framework of the study as per the criteria of the goodness of fit 

statistics for re –specified structure model (Hair Jr et al., 2010) . From the results of 

the above figure it can be concluded that the hypothesis model provided and overall 

fit as per standard criteria of the structural equation model as follow: CMIN/DF, GFI, 

AGFI, CFI, NFI, and RMSEA as show in the table below. 

 

 

Table 4.28 The results of Model Fit Indices for the Hypothesis Model 

 

Index                                   Acceptable Level Conceptual Modified 

                                                                                         Structural               Structural 

                                                                                         Model                    Model 

Chi-square/df        < 3.0 3.998                    1.755 

Goodness of Fit Index(GFI)  0 (no fit) to 1 (perfect fit)   0.893                    0.960 

Adjusted Goodness of Fit      0 (no fit) to 1 (perfect fit)   0.855                    0.933 

Index(AGFI)                          

Comparative Fit Index(CFI)        > 0.92                           0.931                    0.986 

Normed Fit Index(NFI)               > 0.90                           0.911                    0.968 

Root Mean Square Error of         < 0.05                           0.085                    0.043 

Approximation(RMSEA)                                 

  

 

 The results of the model fit table above show the goodness of fit statistic 

criteria and indicates that the modification of the structural model is per the program 

recommendations and follows the significance indices of Chi-square/df at 1.755 

which is an acceptable level. The other criteria are as follows: Goodness of Fit Index 

(GFI) at 0.960, Adjusted Goodness of Fit Index (AGFI) at 0.933, Comparative Fit 

Index (CFI) at 0.986, Normed Fit Index (NFI) at 0.968 and Root Mean Square Error 

of Approximation (RMSEA) at 0.043. This indicates that the model of Business 

Ethics Organization Culture and Employee Engagement was in conjunction with Job 
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Performance of flight attendant. The four factors of Business Ethics consist of 

honesty, fairness/justice, public benefit in mind, and good community relation; three 

factors of Organization Culture comprise of Individual Dimension, Interpersonal 

Dimension, and Task Dimension; Trust and accept the organization’s goal and values, 

Need to retain membership, A readiness to use an effort to work for organization, To 

protect the organization’s image and prestige, and proud to be involved in the 

organization are the five factors of Employee Engagement had an impact on the 

outcome of the four components of Job Performance of flight attendant. 

 

Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 55 142.195 81 .000 1.755 

Saturated model 136 .000 0 
  

Independence model 16 4487.344 120 .000 37.395 

 

RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .016 .960 .933 .572 

Saturated model .000 1.000 
  

Independence model .210 .222 .118 .196 

 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .968 .953 .986 .979 .986 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .043 .031 .054 .852 

Independence model .295 .288 .303 .000 

 

 

 



138 

 

 

 

 

Table 4.29 Modification Indices for the structural equation model  

 

                                  MI        Par  Change 

R2 <--> OC             7.926      -.014  

R2 <--> BE              7.458       .017  

e14 <--> OC             5.054     -.012  

e14 <--> BE             4.209       .013  

e13 <--> R2             4.359      -.017  

e13 <--> e16            5.466      -.022  

e12 <--> OC            5.426      -.016  

e12 <--> R1             6.459       .025  

e12 <--> R2             5.117       .021 

e12 <--> e16          20.129       .050  

e11 <--> R1            5.220        .019  

e11 <--> e12         16.288        .045  

e10 <--> OC         12.615        .022  

e10 <--> BE           7.080        -.020  

e10 <--> e16         12.288       -.034  

e10 <--> e15           9.796        .027  

e10 <--> e13           6.372        .026  

e10 <--> e12         13.103       -.042  

e10 <--> e11           8.025        .028  

e8 <--> R1            20.116        -.047  

e8 <--> e15           11.582        .036  

e8 <--> e11             6.028        -.029  

e6 <--> e13             6.230        -.024  

e5 <--> R2             11.901       -.021  

e5 <--> e16              4.094       -.014  

e5 <--> e14             11.203      -.021  

e5 <--> e10             27.388       .039 

e4 <--> OC               4.015       .015  

e4 <--> R1                5.502       .026  

e4 <--> R2                5.425       .024  

e4 <--> e12             17.751       .062  

e4 <--> e10             14.456      -.049  

e3 <--> OC              11.400      .014  

e3 <--> BE                8.235      -.015  

e3 <--> e10               4.714       .016  

e3 <--> e9                 5.992      -.040  

e3 <--> e5               17.791       .023 

e2 <--> OC             12.793       -.018  

e2 <--> BE               9.404         .019  

e2 <--> e10              5.637        -.020  

e2 <--> e5               10.216       -.020  
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                                  MI        Par  Change 

e1 <--> OC               5.830       -.017  

e1 <--> BE               4.382         .018  

e1 <--> e15              7.241        -.027  

e1 <--> e14              5.351          .023  

e1 <--> e8                7.955          .040  

e1 <--> e3                8.788         -.025  

e1 <--> e2              47.156          .067  

 

 

 

 Refer to Table 4.29, after the model was adjusted by considering MI value 

and selecting latent variable with the highest MI value to draw correlation line among 

observed variables and eventually got the results shown in Table 4.28. It is concluded 

that the model is congruent with empirical data.     

 Moreover, from the results shown in figure 4.6 and table 4.28 of the 

summary of this structural modeling assessment, it can be concluded from the 

hypothesis of this study that Business Ethics Organization Culture and Employee 

Engagement have a significant level of influences on the Job Performance of flight 

attendant. It should also be pointed out that the effect of Business Ethics Organization 

Culture Employee Engagement and Job Performance of flight attendant was 0.89 

which is strong when compared with the index of power as shown in the table below. 

 

 

 

 

 

 

 

 

 

 

 

 



140 

 

Table 4.30 The Results of the Influence of Business Ethics Organization Culture 

Employee Engagement and Job Performance of Flight Attendant 

                                  Index                 Loading Factor  

Business Ethics 

1.   Public benefit in mind                                                              0.84 

2.   Fairness/Justice                                                                          0.76 

3.   Good community relationship                                                  0.75 

4.   Honesty                                                                                      0.64 

Organization Culture 

1.   Task Dimension                                                                          0.91 

2.   Interpersonal Dimension                                                              0.79 

3.   Individual Dimension                                                              0.78 

Employee Engagement 

1.   To protect the organization’s image and prestige                          0.74 

2.   Trust and accept the organization’s goal and values              0.72 

3.   A readiness to use an effort to work for organization              0.70 

4.   Proud to be involved in the organization                                      0.70 

5.   Need to retain membership                                                  0.50 

Job Performance 

1.   Interaction and cooperation  0.88 

2.   Contribution to the organization  0.84 

3.   job efficiency and effectiveness   0.80 

4.   adaptability     0.80 

 

 

 The above table focuses on Job Performance of flight attendant on each 

variable of Business Ethics, Organization Culture, and Employee Engagement.  The 

factor loading score of Business Ethics are ranked based on the highest score as 

follows: Public benefit in mind (loading = 0.84), Fairness/Justice (loading = 0.76), 

Good community relationship (loading = 0.75), and Honesty (loading = 0.64). The 

factor loading score of Organization Culture are ranked based on the highest score as 

follows: Task Dimension (loading = 0.91), Interpersonal Dimension (loading = 0.79), 

Individual Dimension (loading = 0.78). The factor loading score of Employee 

Engagement are ranked based on the highest score as follows: To protect the 

organization’s image and prestige (loading = 0.74), Trust and accept the 

organization’s goal and values (loading = 0.72), A readiness to use an effort to work 
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for organization (loading = 0.70), Proud to be involved in the organization (loading = 

0.70), and Need to retain membership (loading = 0.50).  

 From the results of Job Performance of flight attendant, the significant 

predictors, based on highest factor loading scores, were the components of interaction 

and cooperation (loading = 0.88), contribution to the organization (loading = 0.84), 

lastly job efficiency and effectiveness and adaptability with a loading  score of 0.80. 

  

            Summary of Hypothesis Test  
1. Business ethics is positive relationship with employee engagement in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines. 

An analysis shown in Figure 4.6 and Table 4.28 showed that Business Ethics 

had positive influence towards employee engagement with statistical significance, 

(Direct Effect (DE) = 0.51.  Thus, it can be concluded that the hypothesis is 

acceptable.   
2. Organization culture is positive relationship with employee engagement in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines. 

An analysis described in Figure 4.6 and Table 4.28 found that organization 

culture had positive influence towards employee engagement with statistical 

significance, (Direct Effect (DE) = 0.29. Therefore, the hypothesis is acceptable. 

3. Employee engagement is positive relationship with job performance in a 

statistically significant way when studied in the context of flight attendants of 

premium airlines.  

An analysis displayed in Figure 4.6 and Table 4.28 revealed that employee 

engagement had positive influence towards Job Performance with statistical 

significance, (Direct Effect (DE) = 0.86.  It can be concluded that the hypothesis is 

acceptable.   

4.. The structural equation model of business ethics, organization culture, 

employee engagement and job performance of flight attendants based on empirical 

data of flight attendants.    
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Refer to the analysis in Figure 4.6 and Table 4.28. The results proved that the 

structural equation model of business ethics, organization culture, employee 

engagement and job performance of flight attendants was correlated to empirical data 

at good level. Chi-square/df at 1.755 which is an acceptable level. The other criteria 

are as follows: Goodness of Fit Index (GFI) at 0.960, Adjusted Goodness of Fit Index 

(AGFI) at 0.933, Comparative Fit Index (CFI) at 0.986, Normed Fit Index (NFI) at 

0.968 and Root Mean Square Error of Approximation (RMSEA) at 0.043. This 

indicates that the model of Business Ethics Organizational Culture and Employee 

Engagement was in conjunction with Job Performance of flight attendant. It is 

concluded that the structural equation model of business ethics, organizational culture, 

employee engagement and job performance of flight attendants based on empirical 

data of flight attendants are in line with the hypothesis.  

 

Table 4.31 Summary of Hypothesis Test 

 

Summary of Hypothesis Test Accepted Rejected 

1. Business ethics is positive relationship with employee 

engagement in a statistically significant way when studied in 

the context of flight attendants of premium airlines 

2. Organization culture is positive relationship with 

employee engagement in a statistically significant way when 

studied in the context of flight attendants of premium 

airlines 

3. Employee engagement is positive relationship with job 

performance in a statistically significant way when studied 

in the context of flight attendants of premium airlines 

4. The structural equation model of business ethics, 

organization culture, employee engagement and job 

performance of flight attendants based on empirical data of 

flight attendants.    
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 In Chapter 4, the descriptive analysis is applied for general data analysis. The 

Amos program is used for inferential analysis to indicate whether the results are 

congruent with empirical data and prove whether they are compliant with research 

hypothesis. The final chapter eventually proposes data summary and 

recommendations. 
 

 



 

CHAPTER 5 

 

CONCLUSION AND RECOMMENDATION 

The purpose of this study was 1) to investigate the structure of business ethics, 

organizational culture, employee engagement, and job performance of flight 

attendants; 2) to create a model of the structure of business ethics, organizational 

culture, employee engagement, and job performance of flight attendants; 3) to test 

the model of the structure of business ethics, organizational culture, employee 

engagement, and job performance of flight attendants against empirical data. 

Therefore, this chapter describes all data found and the results of the study in 

brief which consist of the conclusion of the study, discussion and recommendations 

for further research 

 

5.1 Conclusion 

This was a study on A Structural Equation Model of Business Ethics 

Organization Culture Employee Engagement and Job Performance of flight attendant.  

This study had four main objectives: 1) to investigate the structure of business ethics, 

organizational culture, employee engagement, and job performance of flight 

attendants, 2) to create a model of the structure of business ethics, organizational 

culture, employee engagement, and job performance of flight attendants, and 3) to test 

the model of the structure of business ethics, organizational culture, employee 

engagement, and job performance of flight attendants against empirical data. 

 The study provided 418 questionnaires surveys to respondents who are 

Flight attendant staff of Thai Airways International Company Limited and Bangkok 

Airways Public Company Limited with minimum 5-year experiences. There were 162 

males and 256 females that took part in the survey. The majority of respondents were 

from Generation X, which are persons who were born between 1965-1979, with 316 

or 75.6 percent. In terms of the educational level, most respondents had a Bachelor’s 
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Degree or equivalent (83.7%). The greatest amount of respondents are working with 

Thai Airways International Public Co, Ltd. (90.9%) and the respondents who work 

with Bangkok Airways Public Co, Ltd. were amount with 9.1%. In reference to the 

work experience of the respondents, it could be concluded that the majority of them 

had work experienced 21-25 years (31.8%). 

 

 The following is a summary of the results of the study: 

 

5.1.1  To investigate the structure of business ethics, organization 

culture, employee engagement, and job performance of flight 

attendants 

The research objective was to investigate the structure of business 

ethics, organizational culture, employee engagement, and job performance of flight 

attendants. In order to get the results, the researcher used a questionnaire surveys 

distributed to those respondents who are flight attendants of Thai Airways 

International Public Company Limited and flight attendants of Bangkok Airways 

Public Company Limited with experiences not less than 5 years respectively. More, 

questions were divided into two parts. First, opinions towards factors, business ethics, 

organization culture, employee engagement. Second, opinions towards success 

indicators of job performance. 

The questions in first part asked about opinions towards business ethics 

factors including four components: 

1. Honesty: Do business with integrity and provide products or services 

in accordance with advertisement. Responsible for tax payment and do not give 

bribery to government officials for business interest. 

2. Fairness/Justice: Not exploit benefits from consumers by pricing a fair 

price and service for consumers and sharing benefits or exchanging for stakeholders, 

observing intellectual property and not using tricks or gimmicks to destroy 

competitors. 

3. Public interest in mind: Doing business should contemplate on all 

stakeholders’ interests including shareholders, employees, society and environment, 

and not produce hazardous goods. 
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4. Good community relationship: Do business based on good intention 

to all stakeholders and build strong relationship in business and social sectors. Do not 

produce goods or services unacceptable by each party.   

The result shown that the significance of Business Ethics was very high 

(𝑥̅=4.35); the most significant to the lease of Business Ethics were as follows: Public 

benefit in mind was the most significant (𝑥̅==4.56), followed by Fairness/Justice 

(𝑥̅=4.48), Honesty (𝑥̅=4.45), and the least significant Good community relationship 

(𝑥̅=3.91 th). The model fit of the first confirmatory factor analysis of  Business Ethics 

with significance level after the researcher readjusted e model according the model fit 

criteria. Then, the goodness of fit measure shown the good results of each criteria of 

Chi-square/df at 0.555 which is an acceptable level. The other criteria are as follow: 

Goodness of Fit Index (GFI) at 0.999, Adjusted Goodness of Fit Index (AGFI) at 

0.993, Comparative Fit Index at 1.000, Norm Fit Index (NFI) at 0.999, and Root 

Mean Square Error of Approximation (RMSEA) at 0.000. This mean that the 

measurement model of Business Ethics are fit and can be used for a structural model 

evaluation. In addition, the total modification indices computed by AMOS for factor 

loading and covariance that are fixed to zero in the original model.  

 

Questions in first part relevant to opinions towards Organization Culture 

that are divided into 3 dimensions as follows:  

1. Individual dimension  

           2. Interpersonal dimension  

          3. Task dimension  

         The result shown that the significance of Organization Culture was very 

high (𝑥̅=4.46); the most significant to the least significant of Organization Culture 

were as follow: Individual Dimension was the most significant (𝑥̅=4.59), follow by 

Task Dimension (𝑥̅=4.49), and the least significant Interpersonal Dimension 

(𝑥̅=4.30). The model fit of the first confirmatory factor analysis of Organization 

Culture with significance level. This model is not necessary to readjust because the 
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model fit criteria is pass all standard value. The goodness of fit measure shown the 

good results of each criteria of Chi-square/df at 1.459 which is an acceptable level. 

The other criteria are as follow: Goodness of Fit Index (GFI) at 0.998, Adjusted 

Goodness of Fit Index (AGFI) at 0.986, Comparative Fit Index at 0.999, Norm Fit 

Index (NFI) at 0.998, and Root Mean Square Error of Approximation (RMSEA) at 

0.034. This mean that the measurement model of Organization Culture are fit and can 

be used for a structural model evaluation. 

Questions in first part relevant to opinions towards Employee 

Engagement is structured according to the five factors as follows:  

1. Trust (trust and accept the organization’s goal and values)             

2. Need (need to retain membership) 

3. Read (a readiness to use an effort to work for organization)   

                     4. Protect (to protect the organization’s image and prestige) 

         5. Proud (proud to be involved in the organization) 

 The result shown that the significance of Employee Engagement was very 

high (𝑥̅=4.25); the most significant to the lease of Employee Engagement were as 

follows: A readiness to use an effort to work for organization (𝑥̅=4.51), followed by 

to protect the organization’s image and prestige (𝑥̅=4.37), and trust and accept the 

organization’s goal and values (𝑥̅=4.24), and proud to be involved in the organization 

(𝑥̅=4.12), and the least significant was need to retain membership (𝑥̅=4.03). The 

model fit of the first confirmatory factor analysis of Employee Engagement with 

significance level after the researcher readjusted the model according the model fit 

criteria. Then, the goodness of fit measure shown the good results of each criteria of 

Chi-square/df at 0.435 which is an acceptable level. The other criteria are as follow: 

Goodness of Fit Index (GFI) at 0.999, Adjusted Goodness of Fit Index (AGFI) at 

0.994, Comparative Fit Index at 1.000, Norm Fit Index (NFI) at 0.998, and Root 

Mean Square Error of Approximation (RMSEA) at 0.000. This mean that the 

measurement model of Employee Engagement are fit and can be used for a structural 

model evaluation. In addition, the below table summarizes the total modification 
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indices computed by AMOS for factor loading and covariance that are fixed to zero in 

the original model. 

The question in second part asked about opinions towards success indication 

of performance efficiency of flight attend ants comprising job efficiency and 

effectiveness (job), interaction and cooperation (interact), contribution to the 

organization (contribute), and adaptability (adapt) as shown below. 

The result shown that the significance of Job performance of flight attendant 

was very high (𝑥̅ =4.26). The finding show that the Job efficiency and effectiveness 

and Contribution to the organization were the highest with 𝑥̅=4.34, followed by 

Adaptability with 𝑥̅=4.21. Of lesser importance was Interaction and cooperation, 

which was still high, with a mean score of 𝑥̅=4.18. The model fit of the first 

confirmatory factor analysis of Job Performance with significance level. This model is 

not necessary to readjust because the model fit criteria is pass all standard value. 

Then, the goodness of fit measure shown the good results of each criteria of Chi-

square/df at 1.942 which is an acceptable level. The other criteria are as follow: 

Goodness of Fit Index (GFI) at 0.996, Adjusted Goodness of Fit Index (AGFI) at 

0.978, Comparative Fit Index at 0.998, Norm Fit Index (NFI) at 0.997, and Root 

Mean Square Error of Approximation (RMSEA) at 0.048. This mean that the 

measurement model of Job Performance are fit and can be used for a structural model 

evaluation.  

 

5.1.2 To create a model of the structure of business ethics, organization 

culture, employee engagement, and job performance of flight 

attendants 

The objective was to create a model of the structure of business ethics, 

organization culture, employee engagement, and job performance of flight 

attendants. In order to get the results, the researcher used a questionnaire 

surveys distributed to those respondents who were flight attendants of Thai 

Airways International Public Company Limited and flight attendants of 

Bangkok Airways Public Company Limited with experiences not less than 5 



 149 

years respectively. The proof on structure of four latent variables in accordance 

with first item of research objectives revealed that all latent variables were 

possibly applied for building structural equation model according to conceptual 

framework derived from variable extraction.  

 

 

5.1.3 To test a model of the structure of business ethics, organization 

culture, employee engagement, and job performance of flight 

attendants against empirical data 

The objective was to test a model of the structure of business ethics, 

organization culture, employee engagement, and job performance of flight 

attendants. The findings proved that a model of the structure of business ethics, 

organization culture, employee engagement, and job performance of flight 

attendants is consistent with empirical data. The results of the model fit shown 

the goodness of fit statistic criteria and indicates that the modification of the 

structural model is per the program recommendations and follows the 

significance indices of Chi-square/df at 1.755 which is an acceptable level. The 

other criteria are as follows: Goodness of Fit Index (GFI) at 0.960, Adjusted 

Goodness of Fit Index (AGFI) at 0.933, Comparative Fit Index (CFI) at 0.986, 

Normed Fit Index (NFI) at 0.968 and Root Mean Square Error of 
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Approximation (RMSEA) at 0.043. This indicates that the model of Business 

Ethics Organization Culture and Employee Engagement was in conjunction 

with Job Performance of flight attendant. The four factors of Business Ethics 

consist of honesty, fairness/justice, public benefit in mind, and good community 

relation; three factors of Organizational Culture comprise of Individual 

Dimension, Interpersonal Dimension, and Task Dimension; Trust and accept the 

organization’s goal and values, Need to retain membership, A readiness to use 

an effort to work for organization, To protect the organization’s image and 

prestige, and proud to be involved in the organization are the five factors of 

Employee Engagement had an impact on the outcome of the four components of 

Job Performance of flight attendant. 

 

5.2 Discussion 

The discussion of findings from “The Structure of Business Ethics, 

Organization Culture, Employee Engagement, and Job Performance of Flight 

Attendants”, the author proposes interpretation and assessment of findings to explain 

and affirm congruence between findings and hypothesis. The explanation mainly 

demonstrates how the findings support theories. The discussion details were clarified 

below. The variable of business ethics contains crucial components arranged in order 

according to factor loading is public benefit in mind at 0.84. It implies that business 

operation should contemplate on all stakeholders’ interests including shareholders, 

employees, society and environment, and not produce hazardous goods, Likewise, 

Warren, Danielle E., Gaspar, Josipt P.&Laufer, Wiliam S. (Warren et al., 2014) 

emphasized application of business ethics with cosmetics service organization. 

Similarly, the research of Thitima Wattanasopasiri (Wattanasopasiri, 2005) on 

business ethics of SME enterprises in Bangkok. The business ethics training enables 

stress relief and strengthens suitable values for supporting business ethics and creating 

utmost benefits for organization in long run. The results of business ethics are 

compared with the research of Boonma Kulchart entitled “Effects of Leadership and 

Business Ethics of Branch Managers towards Performance of Bank for Agriculture 

and Agricultural Co-Operatives” (Kunlachat, 2007). The results show that business 
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ethics of branch manager mostly focus on honesty, followed by good community 

relationship, while justice and public benefit in mind ranked last. It is obviously seen 

that the results are different among aviation business and finance business, though 

both are service business. Thus, we obtain new body of knowledge about business 

ethics from this research.   
 The variable of organization culture comprises of significant components 

arranged in order according to factor loading of adjusted structural equation model as 

shown in Fig.4.6. The component with the highest factor loading was task dimension 

with factor loading at 0.91. Task dimension is the most important and one of key parts 

of the organization. All missions or tasks in the organization must be accomplished to 

achieve its established goals efficiently. Also, S. Roohi Kursheed Khan (Khan, 2016) 

studied on instructors in public schools that missions or tasks were the most 

significant variable of organization culture.  The results indicate that the culture of the 

organization influences 45% for the employee to engage in their work. Furthermore, 

missions or tasks dimension studied in steel plant were significant variables to(Shah, 

2015) Results of the survey show that the culture of the organization has a positive 

significant impact on the job satisfaction of employees. However, there is a need to 

give special emphasis on the internal dynamics of the organization. According to the 

study on organizational culture in aspect of flight service, it is found that it is 

congruent with the study on instructors in public schools and steel plant.   

 The variable of employee engagement contains of important components 

arranged in order according to factor loading of adjusted structural equation model as 

shown in Fig. 4.6. The component with the highest factor loading is to protect the 

organization’s image and prestige with factor loading at 0.74. In summary, 

organization engagement is what members engage in and members commit 

themselves to designated work. They eventually are committed to the organization 

and are ready to dedicate themselves to the work and are ready to dedicate themselves 

to the work and organization. Likewise, Gunjan Anand (Anand, 2017) ท่ี studied 

service industry that the study concentrates on service industry by  covering banking 

and insurance companies as target companies. The finding were relevant to findings 

of Venkateswarllu Karumuri (Karumuri, 2016) studied hotel Industry. Furthermore, 

Organization Etrhics And Perception Of Organizational Culture Affecting 
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Organizational Commitment Of Private Company's Metropolis (Thipachote & 

Leenawong, 2014). The study on employee engagement of a private company in 

Bangkok found that all items of employee engagement section are at high level. The 

devotion for organization is ranked first, followed by confidence and acceptance of 

organization goal and value and desire to maintain organization member, respectively. 

Compare to this research in the context of flight attendants, the most significant is to 

protect the organization image and prestige, followed by trust and accept the 

organization’s goal and values, a readiness to use an effort to work for organization, 

proud to be involved in the organization and need to retain membership, respectively. 

It emphasizes different details of employee engagement as each organization has its 

own characteristics.     

 The variable of job performance composed of important components arranged 

in order according to factor loading of adjusted structural equation model as shown in 

Fib.4.6. The component with the highest factor loading is interaction and cooperation 

with factor loading at 0.88. Job Performance is a behavior of the individual or team to 

accept the organization norm, rule and condition and can work properly with other 

people. The findings are relevant to the study of A. Tay (Tay et al., 2016) related to 

service employee in retail business and the study of Hila Hofstetter, Itzhak Harpaz 

(Hofstetter & Harpaz, 2015) in a large multinational pharmaceutical organization. 

 

5.3 Recommendations  

5.3.1 Recommendations for implementation  

This research aims to study structure of Business Ethics, Organization Culture, 

Employee Engagement and Job Performance of flight attendants as well as correlation 

among Business Ethics, Organizational Culture, Employee Engagement, and Job 

Performance of flight attendants to apply findings for benefits of organization. 

Especially flight attendants. This eventually leads to development of performance 

efficiency of flight attendants as organizations need competent employees to bring 

effectiveness to organizations. Also, they are able to compete with competitors as 

aviation business has growing intense competition. The brief suggestions are 

explained as follows: 
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 From the model derived from the literature review to the adjusted model in 

line with empirical data, it prove that the adjusted model is possibly applied by 

premium airlines.  

Business ethics refers to the application of moral standards to individuals and 

organizations aimed at promoting the policies and goals of the business sector and 
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leading to sustainable success and social responsibility. Airlines should emphasize on 

public benefit in mind as first priority. It is recommended the organization considers 

benefits of stakeholders will result in devotion of flight attendants. Benefits of all 

stakeholders must include shareholders, employees, society and environment. 

Moreover, airlines should emphasize in quality services to make customers 

impressive, followed by consistent development of flight attendants resulting in 

devotion of flight attendants and organization focusing on environment is a vital 

factor for business ethics, which enable flight attendants to devote to their duties for 

organization.  Airlines have to put Fairness/Justice as priority so they should not take 

advantage from stakeholders and passengers. The crucial factors to enable flight 

attendants engage in the job are that airlines observe the intellectual property and not 

use tricks to destroy competitors. For good community relationship, the airlines build 

good relationship with people as well as authorities and independent organizations are 

important.  The least important factor in business ethics part is honesty. The honesty 

covers running business without relationship with officials for benefits of the airline. 

In addition, they should pay taxes completely and provide services in line with its 

advertisement. This will enable flight attendants engage themselves in the job. In 

conclusion, business ethics is a crucial variable affecting employee engagement. 

When we consider the model, it is found that business ethics has positive correlation 

with employee engagement. Thus, the airlines with business ethics plays a role that 

flight attendants engage in job. Besides, airlines should put priority as follows: public 

benefit in mind as first priority, followed by fairness/justice, honesty and good 

community relationship, respectively.   

 

Organization Culture means values and traditions that are widely accepted by 

members of an organization and jointly implemented as practices of members in an 

organization. The basic components of organization culture contain three parts 

namely individual, group and task.  Airlines should give importance to task 

dimension. The importance factors of task dimension include organization 

emphasized on employees attempt to complete designated job. Rewards in line with 

designated job accomplishment, career path relies on job achievement, job 

designation in accordance with individual competencies, focus on designated duties, 
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and job designation in accordance with group competencies all result in devotion of 

flight attendants for organization. Next factor is interpersonal dimension. The airline 

should focus on working goal based on teamwork so that flight attendants have 

engagement in right direction. Apart from this, focusing on social relationship among 

members is a crucial factor as good relationship among members of flight attendant 

group will lead to engagement. Acknowledgment and understanding to group 

behavior pattern are guideline for behavior. The airlines should create clear behavior 

pattern and make their employees acknowledge and comprehend the pattern. And, 

rewards for group tend to make flight attendants engagement compared to rewards for 

individual.      

 

Employee Engagement is willing effort higher than minimum requirements and 

special time dedication to achieve faster results is a significant factor to the 

organization, it is recommended to focus on protect the organization’s image and 

prestige as the first priority including make employees have good feeling towards 

organization resulting in good and efficient working behavior and engage in 

protecting organization fame resulting in good and efficient working behavior. 

Moreover, trust and accept the organization’s goal and values are a part to enable 

good and efficient work. The organization policy must build confidence to employees 

and they feel that they are a part of the organization. Agree to organization goals and 

values is a part of trust and accept the organization’s goals and values to make flight 

attendants perform well and efficiently. A readiness to put an effort to work for 

organization of flight attendants enable good and efficient performance provided that 

they commit to achieve the tasks. They have to willingly do for organization and 

sacrifice time, labor and thought for achievement. For proud to be involved in the 

organization, flight attendants should feel proud that they have joined the organization 

resulting in good and efficient performance. They are also proud to tell others that 

they are crews of the airline. The idea that they are important to the organization and 

able to help the organization as well as being organization representative results in 

good and efficient performance. The organization and one self’s pride leads to need to 

retain membership. The flight attendants need to retain in the organization and do not 
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desire to transfer to other departments or resign.  This will enable good and efficient 

working behavior of flight attendants.  

 

Job performance means excellent job performance of employees to achieve the 

organization’s goals. Employee engagement leads to efficiency in accordance with 

indicators. The most important indicator is interaction and cooperation that flight 

attendants are ready to work together with other flight attendants as nature of flight 

attendant tasks need teamwork. Besides, teamwork is significant because team 

members have been changing in each flight. The next indicator is readiness to work 

with others and interaction with others in the organization. Work with other 

employees and departments in the organization is an indicator of work efficiency of 

flight attendants because several departments are involved in each flight such as 

ground service for passenger service before taking flight, airplane cleaning, service 

and meal preparation and maintenance. These departments are directly involved in 

performance efficiency of flight attendants. And, the last indicator is acceptance of 

regulations and standards of the organization which performance of flight attendants 

complies with the organization standards. The next indicator is contribution to the 

organization. Under this topic, desire to make benefits for the organization is the most 

important indicator, followed by support and assistance with the organization and 

readiness to solve urgent problems for the organization, respectively. The flight 

attendant works always face unexpected small and big problems including passengers 

who do not receive the desired meal or problems related to life of passengers, for 

example, passengers suddenly get sick, or become unconscious and breathless. The 

problems must be handled appropriately so it is an indicator for the contribution to the 

organization. The next indicator is job efficiency and effectiveness. The priority is 

ranked as follows: intention to responsible quality work, intention to work details, 

especially services of flight attendants that make passengers feel impressive and 

revisit in the future. Another indicator is readiness to handle more workload. With 

engagement to make good work efficiency, they are ready to work more and 

cooperate for pleasure to help organization cost saving. Last, adaptability is a behavior 

of the individual or team to adjust with people, situation, and environment both inside 

and outside the organization. The last indicator of job performance is readiness to 
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improve work consistently as consistent improvement is significant because each 

airline aims to improve quality service for consumer satisfaction. Flight attendants 

therefore have to improve themselves all the time. Besides, readiness in ability to 

adapt oneself to others within the organization, it is desired characteristics to 

collaborate with other employees and departments. Likewise, ability to adapt oneself 

to others outside the organization is necessary because working in international 

stations has to coordinate with officials with different languages and cultural 

backgrounds. They have to adapt to others in the same organization because they need 

several departments to harmoniously collaborate. Adapt oneself to organization 

environment thus is efficiency indicator. Likewise, adapt oneself to external 

environment is significant and used as indicator for flight attendant efficiency.    

 

 

5.3.2 Recommendations for Future Research 

 

1. To apply this research with flight attendant department of other 

airlines. The research conducted with flight attendant department of other 

airlines will discover the model of business ethics, organizational culture, 

employee engagement, and job performance of flight attendants 

2. To apply this research with other types of airlines such as low-cost 

airlines to learn structural equation model of business ethics, organizational 

culture, employee engagement, and job performance of flight attendants of 

other types of airlines such as low-cost airlines. 

3. To apply this research for the study on other occupations or 

positions in the aviation industry. Study structural equation model of business 

ethics, organizational culture, employee engagement, and job performance of 

other occupations or positions relevant to aviation industry.   

 4. To study a structural equation model of business ethics, 

organizational culture, employee engagement, and job performance of flight 

attendants with airlines with different management model to prove whether it 

is possible to make different structural equation model.  
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5.4 Limitation of this research 

There are only two operators providing full-service flights in Thailand which 

are Thai Airways International Public Company Limited and Bangkok Airways 

Public Company Limited. This research collects data from both airlines. A limitation 

of this research is that only two airlines in Thailand provide full service, making the 

sample size for data collection small.     

 



 

BIBLIOGRAPHY 

 

BIBLIOGRAPHY 
  

 

Abraham, S. (2012). Job Satisfaction as an Antecedent to Employee Engagement. SIES 

Journal of Management, 8(2), 27-36.  

Aghaz, A., & Tarighian, A. (2016). Employee engagement and two types of 

bureaucracy: An investigation into the top-four Iranian universities. Iranian 

Journal of Management Studies, 9(4), 829-853.  

Akhtar, A., Nawaz, M. K., Mahmood, Z., & Shahid, M. S. (2016). Impact of High 

Performance Work Practices on Employees' Performance in Pakistan: 

Examining the Mediating Role of Employee Engagement. Pakistan Journal of 

Commerce & Social Sciences, 10(3), 708-724.  

Albrecht, I. S. (2010). Hand book of Employee Engagement, Perspectives,Issues, 

Research and Practice. Chrltenham UK.: Edward Elgar Publishing. 

Alessandri, G., & Borgogni, L. (2015). Stability and Change of Job Performance Across 

the Career Span. Human Performance, 28(5), 381-404. 

doi:10.1080/08959285.2015.1021047 

Allen, N. J., and Meyer, J. P. (1991). A Three - Component Conceptualization of 

Organizational Commitment. Human Resource Management Review, 1(1), 61-

89.  

Anand, G. (2017). Corporate Excellence through Governance and Employee 

Engagement: a Brief Analysis. Journal of Commerce & Management Thought, 

8(3), 554-562. doi:10.5958/0976-478X.2017.00033.7 

Anderson, A. H. a. K., A. (1994). Effective Organizational Behavior : A Skills 

and Activity-Based Approach. Oxford, England: Blackwell Business. 

Anderson, J., & Gerbing, D. W. (1988). Structural Equation Modeling in Practice: A 

Review and Recommended Two-Step Approach. Psychological Bulletin, 103(3), 

411-423. doi:https://doi.org/10.1037/0033-2909.103.3.411 

Armstrong, M. (2006). Performance Management. United States: Thomson-Shore  

Associate, H. (2010). Employee Engagement. Retrieved from http://www. 

was4.hewitt.com. 

Azmat, G., & Iriberri, N. (2016). The Provision of Relative Performance Feedback: An 

Analysis of Performance and Satisfaction. Journal of Economics & Management 

Strategy, 25(1), 77-110. doi:10.1111/jems.12151 

Bal, P. M., & De Lange, A. H. (2015). From flexibility human resource management to 

employee engagement and perceived job performance across the lifespan: A 

multisample study. Journal of Occupational & Organizational Psychology, 

88(1), 126-154. doi:10.1111/joop.12082 

Bandura, A., Ross, D & Ross, S.A. (1963). Imitation of Film-Aggressive Models. 

Journal of Abnormal and Social Psychology, 66(1), 3-11.  

Banerjee, S., Mehta, Payal. (2016). Determining the Antecedents of Job Stress and Their 

Impact on Job Performance: A Study Among Faculty Members. . The IUP 

journal of organizational behavior  : IJOB, 15(2), 7-24.  

Bangkok, A. (2017). Annual Report. Retrieved from Bangkok: 

https://ba.listedcompany.com/ar.html 

Barbars, A. (2015). INTERACTION BETWEEN ORGANIZATIONAL CULTURE 

AND WORK ENGAGEMENT IN AN IT DEPARTMENT WITHIN 

FINANCIAL INSTITUTION. Journal of Business Management(10), 106-123.  

 

https://doi.org/10.1037/0033-2909.103.3.411
http://www/
https://ba.listedcompany.com/ar.html


 160 

 

Barbars, A. (2016). INTERACTION BETWEEN ORGANIZATIONAL CULTURE 

AND WORK ENGAGEMENT IN THE INFORMATION AND 

COMMUNICATION TECHNOLOGY SECTOR IN LATVIA. Journal of 

Business Management(12), 84-100.  

Basit, A. A., & Arshad, R. (2016). The Role of Needs-Supplies Fit and Job Satisfaction 

in Predicting Employee Engagement. Peranan Kesepadanan Penawaran-

Keperluan dan Kepuasan Kerja dalam Meramal Keterlibatan Pekerja., 47, 1-17.  

Belias, D., Velissariou, E., Kyriakou, D., Gkolia, A., Sdrolias, L., Koustelios, A., & 

Varsanis, K. (2016). The Advantages of Organizational Culture in Greek Banks. 

Journal of Management Research (09725814), 16(3), 123-134.  

Biswas, S., & Bhatnagar, J. (2013). Mediator Analysis of Employee Engagement: Role 

of Perceived Organizational Support, P-O Fit, Organizational Commitment and 

Job Satisfaction. Vikalpa: The Journal for Decision Makers, 38(1), 27-40.  

Biswas, S., Varma, A., & Ramaswami, A. (2013). Linking distributive and procedural 

justice to employee engagement through social exchange: a field study in India. 

International Journal of Human Resource Management, 24(8), 1570-1587. 

doi:10.1080/09585192.2012.725072 

Boonaree, S. (1998). Teaching Moral Reasoning : Theory and Practice. Bangkok: Book 

Development Center, Department of Academic, Ministry of education. 

Boonbongkarn, J. (2011). Business ethics. Bangkok: Chula Press. 

Borba, M. (2001). Building Moral Intelligence: The Seven Essential Virtues that Teach 

Kids to Do the Right Thing. San Francisco, CA: Josse-Bass. 

Boyce, A. S., Nieminen, L. R. G., Gillespie, M. A., Ryan, A. M., & Denison, D. R. 

(2015). Which comes first, organizational culture or performance? A 

longitudinal study of causal priority with automobile dealerships. Journal of 

Organizational Behavior, 36(3), 339-359. doi:10.1002/job.1985 

Braunscheidel, M. J., Suresh, N. C., & Boisnier, A. D. (2010). Investigating the impact 

of organizational culture on supply chain integration. Human Resource 

Management, 49(5), 883-911.  

Breevaart, K., Bakker, A. B., Demerouti, E., & Derks, D. (2016). Who takes the lead? A 

multi-source diary study on leadership, work engagement, and job performance. 

Journal of Organizational Behavior, 37(3), 309-325. doi:10.1002/job.2041 

Brettel, M., Chomik, C., & Flatten, T. C. (2015). How Organizational Culture 

Influences Innovativeness, Proactiveness, and Risk-Taking: Fostering 

Entrepreneurial Orientation in SMEs. Journal of Small Business Management, 

53(4), 868-885. doi:10.1111/jsbm.12108 

Briggs, E., Jaramillo, Fernando., and Weeks, A. William. (2012). The Influences of 

Ethical Climate and Organization Identity Comparisons on Salespeople and their 

Job Performance. Journal of Personal Selling & Sales Management, 32(4), 421–

436.  

Buchanan II, B. (1974). Building Organizational Commitment: the Socialization of 

Managers in Work Organization. Administrative Science Quartery, 19(4), 533-

546.  

Buchholtz, R. A. (1989). Fundamental Concepts and Problems in Business Ethics. New 

Jersey Prentice Hall. 

Buckingham, M. a. C., C. (1999). First, Break all the Rules; What the World’s Greatest 

Managers do Differently. New York: Simon and Schuster. 

 



 161 

 

Byrne, B. M. (1998). Structural equation modeling with LISREL, PRELIS, and 

SIMPLIS: Basic concepts, applications, and programming. Mahwah, NJ, US: 

Lawrence Erlbaum Associates Publishers. 

Campbell, J. P. M., R. A.; Oppler, S. H. and Sager, C. E. (1993). A theory of 

Performance. In Personnel Selection in Organizations. N. Schmitt, W. C.: 

Borman, & Associates eds. 

Campbell, J. P. M., R. A.; Oppler, S. H. and Sager, C. E. . (1993). A theory of 

Performance. In Personnel Selection in Organizations. N. Schmitt, W. C.: Borman, & 

Associates eds. 

Cartwright, S. a. H., N. (2006). The Meaning of Work: The Challenge of Regaining 

Employee Engagement and Reducing Cynicism. Human Resource Management 

Review, 16(2), 199-208.  

Chaurasia, S., & Shukla, A. (2014). Psychological Capital, LMX, Employee 

Engagement & Work Role Performance. Indian Journal of Industrial Relations, 

50(2), 342-356.  

Chen, S.-L. (2015). The relationship of leader psychological capital and follower 

psychological capital, job engagement and job performance: a multilevel 

mediating perspective. International Journal of Human Resource Management, 

26(18), 2349-2365. doi:10.1080/09585192.2015.1020443 

Cherrington, D. J. (1994). Organization Behavior : The Management of Individual and 

Organizational Performance. Needham Heights, MA: Allyn and Bacon. 

Choi, T. H. Z., Boldmaa. (2011). Business ethics in emerging markets: evidence from 

Mongolia. Ramon Llull journal of applied ethics(2), 89-120.  

Chokewatana, N. (1998). Seminar on concepts and theories on ethics development with 

discipline and democracy. Bangkok. 

Chongwisarn, R. (2007). Human Relations: Human Behavior in Organization. 

Bangkok: Kasetsart University Press. 

Christian, M. S. a. S., J. E. (2007). Work Engagement: A Meta-Analytic Review and 

Directions for Research in an Emerging area. Retrieved from Paper Present at 

the 67th annual meeting of Academy of Management Philadelphia:  

Chumsupanwaree, N. (2007). Opinions on business ethics of undergraduate students, 

Faculty of Business Administration, Assumption University with different levels 

of emotional quotient. (Master of Education Degree in Educational Research and 

Statistics), Srinakharinwirot University,  

Cook, C. W., Hunsaker, P.L. (2001). Management and organizational bahaviour. New 

York: McGraw Hill. 

Cowarin, S. (2006). Organizational culture perception and organization citizenship 

behavior : a case study of Sino-Thai Engineering and Construction PLC. 

(Master of Science), National Institute of Development Administration, 

Bangkok.  

Cummings, T. G. a. W., C. G. (2005). Organization Development and Change. Mason, 

OH: South-Western. 

Daft, R. L. (2001). Organization Theory and Design. Cincinnati, OH: South-Western 

College Publishing. 

Dhingra, R., & Punia, B. K. (2016). Impact of Organizational Culture on Employees' 

Readiness to Change. Journal of Management Research (09725814), 16(3), 135-

147.  

 



 162 

 

Diallo, M., & Lambey-Checchin, C. (2017). Consumers' Perceptions of Retail Business 

Ethics and Loyalty to the Retailer: The Moderating Role of Social Discount 

Practices. Journal of Business Ethics, 141(3), 435-449. doi:10.1007/s10551-015-

2663-8 

Dirks, K. T., Ferrin, Donald L., Murphy, Kevin R. (editor). . (2002). Trust in 

Leadership: Meta-Analytic Findings and Implications for Research and Practice. 

Journal of Applied Psychology, 87(4), 611-628.  

Donnelly, J. H., Gibson James L and Ivancevich John M. . (1998). Fundamentals of 

management. Boston, Mass. : Irwin/McGraw Hill. 

Eisend, M., Evanschitzky, H., & Gilliland, D. I. (2016). The Influence of Organizational 

and National Culture on New Product Performance. Journal of Product 

Innovation Management, 33(3), 260-276. doi:10.1111/jpim.12268 

Eldor, L., & Harpaz, I. (2016). A process model of employee engagement: The learning 

climate and its relationship with extra-role performance behaviors. Journal of 

Organizational Behavior, 37(2), 213-235. doi:10.1002/job.2037 

Ērgle, D. (2016). AirBaltic Case Based Analysis of Potential for Improving Employee 

Engagement Levels in Latvia through Gamification. Economics & Business, 28, 

45-51. doi:10.1515/eb-2016-0007 

Fernández, L. P., Francisco. (2016). Influence of customer value orientation, brand 

value, and business ethics level on organizational performance. Revista 

Brasileira de Gestão de Negócios, 18(59), 5-23.  

Forbes, T. (2015). ธุรกิจการบินระอุ จบัตา “บินเช่าเหมาลา” รุก “โลวค์อสต”์.  

Fournier, C., Weeks, W. A., Blocker, C. P., & Chonko, L. B. (2013). Polychronicity and 

Scheduling's Role in Reducing Role Stress and Enhancing Sales Performance. 

Journal of Personal Selling & Sales Management, 33(2), 197-210.  

Frederick, W. C., J.E. Post and K. Davis. . (1992). Business and Society : Coperate 

Strategy Public Policy Ethic (7 ed.). New York McGraw-Hill. 

Friedrich, L. K., & Stein, A. H. (1973). Aggressive and prosocial television programs 

and the natural behavior of preschool children. Monographs of the Society for 

Research in Child Development, 38(4), 1-64. 

doi:http://dx.doi.org/10.2307/1165725  

Gallup Consulting, T. (2010). The State of the Global Workplace: A worldwide Study 

of Employee Engagement and Wellbeing. Retrieved from 

http://www.gallup.com/Search/ Default.aspx?q=disengaged+ 

worker&s=&i=&t=&p=4&a=0. 

Galpin, T. (1996). Connecting Culture to Organizational Change. HR Magazine, 41, 84-

90.  

Garg, N. (2015). Organizational Role Stress in Dual-Career Couples: Mediating the 

Relationship Between HPWPs, Employee Engagement and Job Satisfaction. IUP 

Journal of Management Research, 14(3), 43-69.  

Glaser, L., Stam, Wouter., Takeuchi, Riki. (2016). Managing the Risks of Proactivity: A 

Multilevel Study of Initiative and Performance in the Middle Management 

context. Academy of Management Journal, 59(4), 1339–1360.  

Graham, M. (2009). [Business ethics: An analysis of a company's training program 

influence on employee behavior and morale]. 

Gubman, E. L. (1998). The Engaging Leader: Winning with Today's Free Agent 

Workforce. Chicago: Dearborn Trade. 

 

http://dx.doi.org/10.2307/1165725
http://www.gallup.com/Search/


 163 

 

Gupta, M. (2015). A study on employees perception towards employee engagement. 

Globsyn Management Journal, 9(1/2), 45-51.  

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data 

Analysis. (7 ed.). Upper Saddle River, New Jersey: Prentice Hall. 

Hair Jr, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data 

Analysis (7 ed.): Pearson Prentice Hall. 

Harter, J. K. S., F. L., and Hayes, T. (2002). Business-Unit-Level 

Relationship between Employee Satisfaction, Employee Engagement, and 

Business Outcomes: A meta-analysis. Journal of Applied Psychology, 87(2), 268-279.  

Harter, J. K. S., F. L., and Hayes, T. (2002). Business-Unit-Level Relationship between 

Employee Satisfaction, Employee Engagement, and Business Outcomes: A 

meta-analysis. Journal of Applied Psychology, 87(2), 268-279.  

Hassan, S., Akhtar, N., & Yılmaz, A. K. (2016). Impact of the Conscientiousness as 

Personality Trait on both Job and Organizational Performance. Journal of 

Managerial Sciences, 10(1), 1-14.  

He, H., Zhu, W., & Zheng, X. (2014). Procedural Justice and Employee Engagement: 

Roles of Organizational Identification and Moral Identity Centrality. Journal of 

Business Ethics, 122(4), 681-695. doi:10.1007/s10551-013-1774-3 

Hicks, R. E., & Knies, E.-M. (2015). PSYCHOLOGICAL CAPITAL, 

ADAPTABILITY, COPING WITH CHANGE, AND EMPLOYEE 

ENGAGEMENT IN A MULTINATIONAL COMPANY. Journal of 

International Business Disciplines, 10(2), 36-51.  

Hoffman, B. J. a. W., D. J. (2006). A Quantitative Review of the Relationship between 

Person Organization Fit and Behavioral Outcomes. Journal of Vocational 

Behavior, 68(3), 389-399.  

Hoffman, M. L. (1970). Moral Development, In: PH Mussen (Ed.):  Carmichael’s 

Manual of Child Psychology (Vol. 2). New York: Wiley. 

Hofstede, G. H. (1997). Culture and organizations: Software of the mind. New York: 

McGraw-Hill. 

Hofstetter, H., & Harpaz, I. (2015). Declared versus actual organizational culture as 

indicated by an organization's performance appraisal. International Journal of 

Human Resource Management, 26(4), 445-466. 

doi:10.1080/09585192.2011.561217 

Hogan, R. J., John A. ; Emler, Nicholas P. (1978). A socioanalytic theory of moral 

development New Directions for Child and Adolescent Development, 2, 1-18. 

doi:10.1002/cd.23219780203  

Honiball, G. F. (2008). Managers’ between Spirituality and Work Performance 

perceptions of Relationship. (Master of Art), University of South Africa.,  

Hood, J. N. L., Jeanne M. (2002). Business ethics in the NAFTA countries: A cross-

cultural comparison. Journal of Business Research, 55(11), 883-890. 

doi:10.1016/S0148-2963(01)00207-7  

Horadarn, P. (1987). Industrial Phycology and Organization. Bangkok: Department of 

Curriculum and Instruction Development, Ministry of Education. 

Huhtala, M., Tolvanen, A., Mauno, S., & Feldt, T. (2015). The Associations between 

Ethical Organizational Culture, Burnout, and Engagement: A Multilevel Study. 

Journal of Business & Psychology, 30(2), 399-414. doi:10.1007/s10869-014-

9369-2 

 



 164 

 

Hyoseon, L. (2017). When and To Whom Does Trust have a Positive Effect?: 

Interaction among Trust, Technological Turbulence and Organizational Culture. 

Journal of Marketing Thought, 3(4), 35-42. doi:10.15577/jmt.2017.03.04.4 

Ibrahim, R., Boerhannoeddin Ali,. Kayode, Bakare Kazeem. (2017). Organizational 

culture and development: Testing the structural path of factors affecting 

employees’ work performance in an organization. Asia Pacific Management 

Review, 22, 104-111.  

IIgen, D. R., Pulakos, E.D. . (1999). Employee performance in.R. IIgen today’s 

organizations. In D and E.D. Pulakos (Eds.), The changing nature of work 

performance: Implication for staffing, motivation, and development. San 

Francisco: Jossey-Bass. 

Jittungwattana, B. (2008). Airline business. Bangkok: Authority of Thailand Academic 

Center 

 

Jones, G. R. (2004). Organizational Theory, Design and Change : Text and Cases. 

Upper Saddle River, NJ: Prentice-Hall. 

Jurkovic, G. (1980). The juvenile dependent as a moral philosopher: a structure--

developmental perspective. Psychol Bull, 88(3), 709-727.  

Jyoti, J., & Bhau, S. (2015). TRANSFORMATIONAL LEADERSHIP AND JOB 

PERFORMANCE: A STUDY OF HIGHER EDUCATION. Journal of Services 

Research, 15(2), 77-110.  

Kahn, W. A. (1990). Phycological Conditions of Personal Engagement and 

Disengagement at Work. Academy of Management Journal, 33(4), 692-724 

 

Kanchuk, Y. (2011). Perception of Organizational Culture, Human Resource 

Management, Work Engagement and Job Performance of Officers at Port 

Authority Thailand. (Master degree), Kasetsart University, Bangkok.  

Kannan, G., & Sivasubramanian, V. (2016). Transforming Risk Culture Through 

Organizational Culture Leveraging COBIT 5 for Risk. COBIT Focus, 1-7.  

Karakas, F., Sarigollu, E., & Uygur, S. (2017). Exploring the Diversity of Virtues 

Through the Lens of Moral Imagination: A Qualitative Inquiry into 

Organizational Virtues in the Turkish Context. Journal of Business Ethics, 

141(4), 731-744. doi:10.1007/s10551-016-3150-6 

Karumuri, V. (2016). Employee Engagement: Hotel Industry. SCMS Journal of Indian 

Management, 13(3), 120-128.  

Karyotakis, K. M., & Moustakis, V. S. (2016). Organizational Factors, Organizational 

Culture, Job Satisfaction and Entrepreneurial Orientation in Public 

Administration. European Journal of Applied Economics, 13(1), 47-59. 

doi:10.5937/ejae13-10781 

Katz, O. a. K. R. (1996). The Social Psychology of Organizations. New York:: Wiley. 

Khan, S. R. K. (2016). Influence of Organizational Culture on Teacher's Work 

Engagement: An Empirical Study. IUP Journal of Organizational Behavior, 

15(4), 27-45.  

Kline, R. B. (2011). Principles and practice of structural equation modeling (3rd ed.. 

ed.). New York Guilford Press  

Kohlberg, L. (1969). Development of Children's Orientation Toward a Moral Order. 

New York: Vav Nostrand Reinhold Co.,Regional Offices. 

 



 165 

 

Kostovski, N., Bojadjiev, M., & Buldioska, K. (2015). LEADERSHIP STYLES AND 

ORGANIZATIONAL CULTURE IN MACEDONIAN COMPANIES. Journal 

of Sustainable Development (1857-8519), 5(13), 33-44.  

Kristof-Brown, A. L. Z., R. D.and Johnson, E. C. (2005). Consequences of Individuals’ 

Fit at Work: A Meta-Analysis of Person-Job, Person-Organization, Person-

Group, and Person-Supervisor Fit. Personnel Psychology, 58(2), 281–342.  

Kular, S. G., M.; Rees, C.; Soane, E. and Truss, K. (2008). Employee Engagement: A 

literature Review.  Retrieved April 7,2018, from Kingston University, Kingston 

Business School http://eprints.kingston.ac.uk/4192/1/19wempen.pdf 

Kular, S. G., M.; Rees, C.; Soane, E. and Truss, K. . (2008). Employee 

Engagement: A literature Review., from Kingston Business 

School http://eprints.kingston.ac.uk/4192/1/19wempen.pdf 

Kumar, V., & Pansari, A. (2016). Competitive Advantage Through Engagement. 

Journal of Marketing Research (JMR), 53(4), 497-514. doi:10.1509/jmr.15.0044 

Kumpikaite - Valiuniene, V., Glinska, E., Aslan, I., & Mihi Ramirez, A. (2016). 

Students' Attitude to Job Performance: Intercultural Study. Engineering 

Economics, 27(2), 195-204. doi:10.5755/j01.ee.27.2.13586 

Kunkaew, K. (2012). Case study of expectations and satisfaction of passengers in full 

service airlines in Thailand. Suan Sunandha Rajabhat University, Bangkok.  

Kunlachat, B. (2007). Impacts of Leadership and Business Ethics of Branch Managers 

on 

Performance Outcomes of the Bank for Agriculture and Agricultural 

Cooperative. (M.M.), Mahasarakharm University, Mahasarakharm University. 

Retrieved from http://khoon.msu.ac.th/full138/boonma131814/titlepage.pdf  

Kurtines, W. M., Alvarez, M., & Azmitia, M. (1990). Science and morality: The role of 

values in science and the scientific study of moral phenomena. Psychological 

Bulletin, 107(3), 283-295. doi:http://dx.doi.org/10.1037/0033-2909.107.3.283 

Lather, A. S., & Jain, V. K. (2015). Ten C's Leadership Practices Impacting Employee 

Engagement: A Study of Hotel and Tourism Industry. Vilakshan: The XIMB 

Journal of Management, 12(2), 59-74.  

Liang-Chieh, W. (2014). Improving Employee Job Performance through Ethical 

Leadership and "Guanxi": The Moderation Effects of Supervisor-Subordinate 

Guanxi Differentiation. Asia Pacific Management Review, 19(3), 321-345. 

doi:10.6126/APMR.2014.19.3.06 

Lickona, T. (1991). Educating for character: How our schools can teach respect and 

responsibility. New York: Bantam Books. 

Likitthamaroj, P. (2001). Organization Behavior. Had Yai: Prince of Songkla 

University. 

Lloyd, R. (2008). Discretionary Effort and the Performance Domain. The Australian 

and New Zealand Journal of Organization Psychology, 1, 22-34 

 

Macey, W. H. a. S., B. (2008). The Meaning of Employee Engagement. Industrial and 

Organization Psychology, 1(1), 3-30.  

Martin, R., Guillaume, Y., Thomas, G., Lee, A., & Epitropaki, O. (2016). Leader-

Member Exchange (LMX) and Performance: A Meta-Analytic Review. 

Personnel Psychology, 69(1), 67-121. doi:10.1111/peps.12100 

Maslach, C., Schaufeli, W. B. and Leiter, M. P. (2001). Job Burnout. Annual Review of 

 

http://eprints.kingston.ac.uk/4192/1/19wempen.pdf
http://eprints.kingston.ac.uk/4192/1/19wempen.pdf
http://khoon.msu.ac.th/full138/boonma131814/titlepage.pdf
http://dx.doi.org/10.1037/0033-2909.107.3.283


 166 

 

Psychology., 52(1), 397-422.  

Maslow, A. H. (1954). Motivation and personality. New York: Harper. 

May, D. R. G., R. L. and Harter, L. M. (2004). The Psychological Conditions of 

Meaningfulness, Safety, and Availability and the Engagement of the Human 

Spirit at Work. Journal of Occupational Psychology, 77(1), 11-37.  

Menges, I. J., Tussing V. Danaille., Wihler, Andreas., and Grant, M. Adam. (2017). 

When Job Performance Is All Relative: How Family Motivation Energizes 

Effort and Compensates for Intrinsic Motivation. Academy of Management 

Journal, 60(2), 695–719.  

Miles, R. H. (2001). Beyond the age of Dilbert: Accelerating Corporate Transformations 

by Rapidly Engaging all Employees. Organizational Dynamics, 29(4), 313-321.  

Motowidlo, S. J. S., J.R. (1994). Evidence that task performance should be distinguished 

from contextual performance. Joural of Applied phychology, 79, 475-480.  

Mousavi, S. A., Hosseini, S. Y., & Hassanpour, N. (2015). On the Effects of 

Organizational Culture on Organizational Performance: An Iranian Experience 

in State Bank Branches. Iranian Journal of Management Studies, 8(1), 97-116.  

Mowday, R. T. P., L. W. and Steers, R. M. (1982). Employee-Organization 

linkages: The Psychology of Commitment, Absenteeism, and Turnover. New York: 

Academic Press. 

Mulki, P. J., Caemmererc, Barbara and Heggded, S. Githa. (2015). Leadership style, 

salesperson’s work effort and job performance: the influence of power distance. 

Journal of Personal Selling & Sales Management, 35(1), 3–22.  

Naweekarn, S. (1990). Management for excellence. Bangkok: Bhannakij. 

Naweekarn, S. (2002). Organizational Behavior. Bangkok: Bhannakij. 

Naweekarn, S. (2005). Strategic Management. bangkok: Bhanakij. 

Neal, H. (2001). Productivity in organization. In Anderson, N., et al., ed., Handbook of 

Industrial, work and organization phychology. London-sage, 2, 7-24.  

Neelam, N., Bhattacharya, S., Sinha, V., & Tanksale, D. (2015). Organizational Culture 

as a Determinant of Organizational Commitment: What Drives IT Employees in 

India? Global Business & Organizational Excellence, 34(2), 62-74. 

doi:10.1002/joe.21594 

Newman, A., Nielsen, I., & Miao, Q. (2015). The impact of employee perceptions of 

organizational corporate social responsibility practices on job performance and 

organizational citizenship behavior: evidence from the Chinese private sector. 

International Journal of Human Resource Management, 26(9), 1226-1242. 

doi:10.1080/09585192.2014.934892 

Nienaber, H. (2017). Leadership, Risk Taking and Employee Engagement in a South 

African Context. Proceedings of the European Conference on Management, 

Leadership & Governance, 323-330.  

Nuñez Ramírez, M. A., Wendlandt Amezaga, T. R., & Álvarez Medina, M. T. (2016). 

The Relationship Between Organizational Culture and Knowledge Management 

in Tequila Companies from Mexico. International Journal of Advanced 

Corporate Learning, 9(1), 44-50. doi:10.3991/ijac.v9i1.5748 

O'Neill, K., Hodgson, S., & Mazrouei, M. A. (2015). Employee Engagement and 

Internal Communication: A United Arab Emirates Study. Middle East Journal of 

Business, 10(4), 3-28.  

O’Neill, T. A., McLarnon, M. J. W., & Carswell, J. J. (2015). Variance Components of 

 



 167 

 

Job Performance Ratings. Human Performance, 28(1), 66-91. 

doi:10.1080/08959285.2014.974756 

Ogilviea, J., Rapp, Adam., Agnihotri, Raj., and Bachrach, G. Daniel. . (2017). 

Translating sales effort into service performance: it’s an emotional ride. Journal 

of Personal Selling & Sales Management, 37(2), 100–112.  

Ogilviea, J., Rapp, Adam., Bachrach, G. Danial,. Mullins, Ryan and Harveyd, Jaron. 

(2017). Do sales and service compete? The impact of multiple psychological 

climates on frontline employee performance. Journal of Personal Selling & 

Sales Management, 37(1), 11–26.  

Ojha, A. K., & Gairola, S. (2014). Job Performance of Forest Guards in India: 

Understanding the Personal and Behavioral Antecedents. South Asian Journal of 

Management, 21(3), 51-72.  

Otto, K., & Mamatoglu, N. (2015). Why Does Interactional Justice Promote 

Organizational Loyalty, Job Performance, and Prevent Mental Impairment? The 

Role of Social Support and Social Stressors. Journal of Psychology, 149(2), 193-

218. doi:10.1080/00223980.2013.866535 

Oza, H. S. (2015). Does All Dimensions of Organizational Commitment Affect Job 

Satisfaction and Job Performance? : A Case Study of Higher Educational 

Organization. International Journal of Research in commerce & Management, 

6(9), 21-24.  

Palakul, P. (2014). Ethics Affecting the Practice Success of the Teacher Saving and 

Credit Cooperatives in the Northeast. (Master Degree ), Rajabhat Maha 

Sarakham University,  

Panawese, P. (1997). . Opinions towards business ethics of the second-year diploma 

students in business-adminisration of rajamangala institute of technology in 

Bangkok metropolis. (Master of Education Degree in Business Education), 

Srinakharinwirot University, Bangkok.  

Pandita, S., & Singhal, R. (2017). The Influence of Employee Engagement on the 

Work-Life Balance of Employees in the IT Sector. IUP Journal of 

Organizational Behavior, 16(1), 38-57.  

Panthumnanawin, D. (1981). Behavioral Science Volume 2 Psychology, Ethics and 

Educational Psychology. Bangkok: Thai Wattana Panich. 

Panthumnanawin, D., & Prachonpajanuek, P. (1977). Ethics of Thai Youth. Bangkok: 

Behavioral Sciences Research Institute, Srinakharinwirot University. 

Panthumnanawin, D., & Prachonpajanuek, P. (1981). Family relationship with mental 

health and ethics of adolescent students. Bangkok: Behavioral Sciences 

Research Institute, Srinakharinwirot University. 

Passion, G. (2019). Looking into the minds of the 2 new young executives. Ake niti - 

Sumet : Resurrecting Thai Airways to "Premium". Retrieved from 

https://www.passiongen.com/2019/02/thai-airways/ 

Pathumrach, S. (2002). Education to Identify. Bangkok: National Research Council of 

Thailand. 

Peerapongpipat, Y. (2001). How did they change their culture? Business.com, 14, 91-94.  

Pirayatanarak, S. (2012). Business ethics and competitiveness of Thai Small and 

Medium Enterprises. (Master Degree), Khon kaen University, Khon kaen.  

Poocharoen, P. (2004). Contemporary Business Management : New concept of 

management in creating and developing competitive dynamics. Bangkok: 

 

https://www.passiongen.com/2019/02/thai-airways/


 168 

 

Ekpimthai. 

Pookkapund, P. (2000). Business Ethics. Bangkok  Por Sampam Panit Limited 

Partnership. 

Popovski, V., & Serafimovska, H. (2016). ORGANIZATIONAL CULTURE 

IMPERATIVE FOR HIGHER INNOVATION IN ENTERPRISES IN THE 

REPUBLIC OF MACEDONIA. Economic Development / Ekonomiski Razvoj, 

18(3), 60-74.  

Porter, L. W., Steers, Richard M.,Mowday, Richard T.,Boulian, Paul V. (1974). 

Organizational commitment, job satisfaction, and turnover among psychiatric 

technicians. Journal of Applied Psychology, 59(5), 603-609. 

doi:http://dx.doi.org/10.1037/h0037335  

Post, J. E. a. o. (2002a). Business & Society : Corporate Strategy Public Policy Ethics. 

New York  McGraw-Hill. 

Post, J. E. a. o. (2002b). Business & Society : Corporate Strategy Public Policy Ethics. 

(10 ed.). New York McGraw-Hill. 

Prasertsri, R. (2005). Organization Behavior: Organization Behavior Theories 

Application and Test. Bangkok: Thansarn. 

Promkaew, P. (2004). The Perception of Organization Culture from the employees of 

Siam City Cement Public Company Limited. (Master degree), Thammasat 

University 

Bangkok.  

Punyaratabandhu, S. (2013). Research Methodology for Public Administration (Vol. 

12). Bangkok: Sema dhamma. 

Rashidi, Z., Syed, N. A., & Zaki, S. (2015). PROFILING ORGANIZATIONAL 

CULTURE OF DIFFERENT SECTORS IN PAKISTAN. IBA Business Review, 

10(1), 31-46.  

Rawal, S. (2015). Predictors of Employee Engagement in Public & Private Insurance 

Companies. Indian Journal of Industrial Relations, 51(2), 285-299.  

Rees, C., Alfes, K., & Gatenby, M. (2013). Employee voice and engagement: 

connections and consequences. International Journal of Human Resource 

Management, 24(14), 2780-2798. doi:10.1080/09585192.2013.763843 

Resick, C. J. B., B. B. and Shantz, C. W. (2007). Person-Organization fit and 

workrelated attitudes and decisions: Examining Interactive Effects with Job Fit 

and Conscientiousness. Journal of Applied Psychology, 92(5), 1446-1455.  

Rhoades, L. E., R. and Areli, S. (2001). Affective Commitment to the Organization: The 

Contribution of Perceived Organizational Support. Journal of Applied 

Psychology, 86(5), 825-836.  

Robbins, S. P. (2005). Organizational Behavior. Upper Saddle River, NJ: Prentice-Hall. 

Robbins, S. P., & Judge, T. (2017). Organizational behavior. Boston: Pearson. 

Robbins, S. P. a. C., M. (2003). Management. In (pp. 22). Bangkok: SE-EDUCATION 

Public Company Limited. 

Robinson, D. P., S. and Hayday, S. (2004). The Drivers of Employee Engagement. 

Brighton: Institute for Employment Studies. 

Rokhyadi, A., Haryono, T., & Untoro, W. (2015). IMPACT OF COMPANY'S 

PERFORMANCE AND GREEN STRATEGY ON ORGANIZATIONAL 

CULTURE: PHENOMENON OF INDONESIA. CLEAR International Journal 

of Research in Commerce & Management, 6(11), 1-7.  

 

http://dx.doi.org/10.1037/h0037335


 169 

 

Roof, R. (2015). The Association of Individual Spirituality on Employee Engagement: 

The Spirit at Work (01674544). Retrieved from 

http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=109016175&s

ite=ehost-live&scope=site 

Royal Institute, T. (2011). Dictionary. Retrieved from 

http://www.royin.go.th/dictionary/ 

Rung Lin, S., Chieh Hsu,Chun. . (2017). A Study of Impact On - Job Training on Job 

Performance of Employees in Catering Industry. The International Journal of 

Organizational Innovation, 9(3), 125-138.  

Rushton, J. P. (1976). Socialization and the Altruistic Behavior of Children. 

Psychological Bulletin, 83(5), 898-913.  

Sahoo, C. K., & Mishra, S. (2012). A Framework towards Employee Engagement: The 

PSU Experience. ASCI Journal of Management, 42(1), 94-112.  

Sahu, H. (2016). A DESCRIPTIVE STUDY ON BUSINESS ETHICS. CLEAR 

International Journal of Research in Commerce & Management, 7(9), 35-38.  

Saks, A. M. (2006). Antecedents and Consequences of Employee Engagement. Journal 

of Managerial Psychology, 21(7), 600-619.  

Sanglimsuwan, S., & et.al. (2013). Employee engagement development model of 

employee's japanese company in Thailand. Journal of Behavior science, 19(2), 

77-93.  

Schaufeli, W. B. S., M.; Gonzalez-Roma, V. and Bakker, A. B. (2002). The 

Measurement of Engagement and Burnout: A Two Sample Confirmatory Factor 

Analytic Approach. Journal of Happiness Studies, 3(1), 71-92.  

Schumacker, R. E., & Lomax, R. G. (2010). A beginner’s guide to structural equation 

modeling (3rd ed.). New Jersey: Lawrence Erlbaum Associates. 

Schwartz, M. (2005). Universal Moral Values for Corporate Codes of Ethics. Journal of 

Business Ethics, 59(1-2), 27-44. doi:10.1007/s10551-005-3403-2  

Seate, B. M., Pooe, R. I. D., & Chinomona, R. (2016). The relative importance of 

managerial competencies for predicting the perceived job performance of Broad-

Based Black Economic Empowerment verification practitioners. South African 

Journal of Human Resource Management, 14(1), 1-11. 

doi:10.4102/sajhrm.v14i1.696 

Serirat, S., Panmanee, A., Sriwarom, L., Chansom, N., Limthai, S., Hirankitti, S., . . . 

Tiebchaturas, S. (1998). Organization Behavior. Bangkok: Theerafilm and 

Scitext. 

Shah, S. (2015). IMPACT OF ORGANIZATIONAL CULTURE ON JOB 

SATISFACTION: A STUDY OF STEEL PLANT. Pranjana: The Journal of 

Management Awareness, 18(1), 29-40. doi:10.5958/0974-0945.2015.00004.7 

Sharma, P. (2017). ORGANIZATIONAL CULTURE AS A PREDICTOR OF JOB 

SATISFACTION: THE ROLE OF AGE AND GENDER. ORGANIZACIJSKA 

KULTURA KAO PREDIKTOR ZADOVOLJSTVA POSLOM: ULOGA DOBI I 

SPOLA., 22(1), 35-48.  

Shuck, B., Twyford, D., Reio, T. G., & Shuck, A. (2014). Human Resource 

Development Practices and Employee Engagement: Examining the Connection 

With Employee Turnover Intentions. Human Resource Development Quarterly, 

25(2), 239-270. doi:10.1002/hrdq.21190 

Shuck, M. B. (2010). Employee Engagement: An Examination of Antecedent and 

 

http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=109016175&site=ehost-live&scope=site
http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=109016175&site=ehost-live&scope=site
http://www.royin.go.th/dictionary/


 170 

 

Outcome Variables. (Doctoral), Florida International University,  

Singtae, O. (2011). Organizational Culture and Employee Engagement of Donkaew 

Tambon Administrative Organization, Chiang Mai Province. (Master of Public 

Administration), Chiang Mai University, Chiang Mai.  

Smith, J. R. A. (2007). Ethics and Performance Appraisals. (Doctoral ), University of 

La Verne,  

Snarey, J. R. (1985). Cross-cultural universality of social-moral development: A critical 

review of Kohlbergian research. Psychological Bulletin, 97(2), 202-232. 

doi:http://dx.doi.org/10.1037/0033-2909.97.2.202 

Şomăcescu, S. M., & Barbu, C. M. (2016). THE RELATIONSHIP BETWEEN 

ORGANIZATIONAL CULTURE AND JOB SATISFACTION IN PUBLIC 

ORGANIZATIONS. Young Economists Journal / Revista Tinerilor Economisti, 

13(26), 41-50.  

Sriyong, M., Paorohit, N., Saranaga, S., Reingwatanasuk, S., & Keawsringam, N. 

(2006). General psychology Bangkok: Ramkhumheang University. 

Sriyong, M., Paorohit, N., Saranaga, S., Reingwatanasuk, S., & Keawsringam, N. 

(2007). Ethics Standard Indicators. Measurement Report and Sample. Retrieved 

from  

Stan, S., Evans, R.Kenneth, Arnold, J. Todd., and McAmis, T.Gregory. (2012). The 

Moderating Influence of Organizational Support on the Development of 

Salesperson Job Performance: Can an Organization Provide Too Much Support? 

. Journal of Personal Selling & Sales Management, 34(2), 405–419.  

Steers, R. M. (1977). Organization Effectiveness. California: Goodyear Publishers Inc. 

Steers, R. M. a. P., L. (1991). Motivation and Work Behavior. New York: Mcgraw-Hill. 

Stoyanova, T., & Iliev, I. (2017). Employee Engagement Factor for Organizational 

Excellence. International Journal of Business & Economic Sciences Applied 

Research, 10(1), 23-29.  

Suebson, K. (1995). Culture and Behavioral Communication in Organization. Bangkok: 

Chula Press. 

Suliman, A. M. (2001). Work Performance is it one thing or many thing? . International 

Journal of Human Resource Management, 12(6), 1049-1061.  

Suwanapak, T. (2010). Business ethics and performence outcomes of small and medium-

sized enterprises in Mukdahan province Retrieved from 

http://dric.nrct.go.th/Search/SearchDetail/248694 

Suwanwech, S. (2006). Human Resource Development for Engaging in organization. 

Official Journal, 51, 10.  

Szilagyi, A. D., Wallace, Marc J. . (1990). Organizational behavior and performance. 

1944-1990. Glenview, Ill. : Scott, Foresman/Little, Brown Higher Education. 

Tanriverdİ, H., ÇAkmak, C., & AltindaĞ, E. (2016). The Relationship of Organizational 

Culture and Wage Policies in Turkish Family Firms. Business Management 

Dynamics, 5(7), 1-16.  

Taştan, S. B., & Güçel, C. (2017). The Impact of Employees' Perceived Business Ethics 

and Ethical Climate on Organizational Social Capital. Turkish Journal of 

Business Ethics, 10(1), 47-76. doi:10.12711/tjbe.2017.10.1.0013 

Tay, A., Lees, C., & Dar, O. L. (2016). Job performance expectations and perceptions of 

retail employees: Cognitive dissonances between self-reports and supervisor-

ratings. South African Journal of Business Management, 47(3), 13-23.  

 

http://dx.doi.org/10.1037/0033-2909.97.2.202
http://dric.nrct.go.th/Search/SearchDetail/248694


 171 

 

Techsauce. (2019). Looking at the value of the Thai aviation business market in 2019 

and the fiture growth rate. Retrieved from https://techsauce.co/tech-and-

biz/transport-logistics-industry-2019/ 

Thai Airways International Co., L. (2017). Annual Report 2017. Retrieved from 

http://thai.listedcompany.com/ar.html 

Theerathanongwut, T. (2016). DEVELOPING HUMAN RESOURCE DEVELOPMENT 

GUIDELINE 

BASED ON RELATIONSHIP MARKETING TO ENHANCE 

EFFECTIVENESS ON BUSINESS PERFORMANCE 

IN AIRLINE BUSINESS. (Doctor of Philosophy), National Institute of Development 

Administration, Bangkok.  

Thipachote, S., & Leenawong, M. (2014). Organization Etrhics And Perception Of 

Organizational Culture Affecting Organizational Commitment Of Private 

Company's Metropolis. Suthiparithat, 28(88), 344-361.  

Thumkosit, U. (2001). Management. Bangkok: National Institute of Development 

Administration. 

Tipapakorn, N. (2005). Business Ethics and Social Responsibility in Thailand. (Doctoral 

), Ramkhamhaeng University, Bangkok.  

Tonsorn, M. (2001). Organzation Behavior. Bangkok Expernet. 

Trahant, B. (2007). Debunking Five Myths Concerning Employee Engagement. Public 

Manager, 36(1), 53-59.  

Ünal, Z. M., & Turgut, T. (2015). The Buzzword: Employee Engagement. Does Person- 

Organization Fit Contribute to Employee Engagement? Iranian Journal of 

Management Studies, 8(2), 157-179.  

Vadhanasindhu, P. (2016). Ethics and Business Administration. Bangkok: Chula Press. 

Vanichbuncha, K. (2014). Structural Equation Model (SEM) anslysis with AMOS (Vol. 

1). Bangkok: @3lada. 

Verquer, M. L. B., T. A. and Wagner, S. H. (2003). A Meta-Analysis of Relations 

between Person-Organization Fit and Work Attitudes. Journal of Vocational 

Behavior, 63(3), 473– 489.  

Wachangngen, P. (2003). Business Ethics. Bangkok: Ruamsarn. 

Waranusantikul, S. (2004). How to Induce People. Bangkok: SE-EDUCATION Public 

Company Limited. 

Warren, D. E., Gaspar, J. P., & Laufer, W. S. (2014). Is Formal Ethics Training Merely 

Cosmetic? A Study of Ethics Training and Ethical Organizational Culture. 

Business Ethics Quarterly, 24(1), 85-117. doi:10.5840/beq2014233 

Washangngon, P. (2003). Business Ethics. Bangkok : Ruamsarn. Bangkok Ruamsarn. 

Wattanasopasiri, T. (2005). The relationships between business ethics, machiavellian 

personality, work values, and stress of small and medium entrepreneurs in 

Bangkok. Retrieved from Thammasart University:  

Weeks, W. N., Jacques. (1992). Corporate codes of ethics and sales force behavior: A 

case study. Journal of Business Ethics, 11(10), 753-760. 

doi:10.1007/BF00872307 

Weiss, J. W. (2014). Business Ethics: A Stakeholder and Issues Management Approach. 

San Francisco: Berrett-Koehler Publisher, Inc. 

Widana, G. O. W., Sudarso Kaderi. Purwanegara, Mustika Sufiati. Toha, Mohamad. 

(2015). Exploring the impact of Islamic business ethics and relationship 

 

https://techsauce.co/tech-and-biz/transport-logistics-industry-2019/
https://techsauce.co/tech-and-biz/transport-logistics-industry-2019/
http://thai.listedcompany.com/ar.html


 172 

 

marketing orientation on business performance the Islamic banking experience. 

Academy of Management Journal, 57(3), 675–697.  

Wiley, J. W. (2014). Using Employee Opinions about Organizational Performance to 

Enhance Employee Engagement Surveys: Model Building And Validation. 

People & Strategy, 36(4), 38-49.  

Wongwaisayawan, S. (1997). Organizational Culture: Concept, Research, Experience. 

Bangkok: Four Face Press. 

Yamamura, J. S., Yvonne. (2011). BUSINESS ETHICS IN JAPAN : TAKING A 

CLOSER LOOK AT THE ROLE OF AGE. Journal of International Business 

Research, 10(3), 153-170  

Yamnin, S. (1987). Relation of moral reasoning ability to age and education of Thai 

individuals. (Master of Science), Srinakharinwirot University. Central Library, 

Bangkok.  

Yiwen, Z., Lepine, J. A., Buckman, B. R., & Feng, W. E. I. (2014). IT'S NOT 

FAIR...OR IS IT? THE ROLE OF JUSTICE AND LEADERSHIP IN 

EXPLAINING WORK STRESSOR–JOB PERFORMANCE 

RELATIONSHIPS. Academy of Management Journal, 57(3), 675-697. 

doi:10.5465/amj.2011.1110 

Yun, S., Rodriguez, D., Tirmizi, A., Askam, N., & Steinberg, H. (2017). FINANCIAL 

ETHICS AND CUSTOMER SERVICE IN SOUTH KOREA AND THE USA. 

Allied Academies International Conference: Proceedings of the Academy for 

Economics & Economic Education (AEEE), 20(1), 28-32.  

Zalupca, A.-G. (2017). Organizational Culture in Romanian Retail. Review of 

International Comparative Management / Revista de Management Comparat 

International, 18(1), 63-74.  

Živković, S., & Ivanova, T. (2016). ORGANIZATIONAL CULTURE AS ONE OF 

THE MAIN FACTORS FOR THE SUCCESSFUL SAFETY MANAGEMENT. 

Serbian Journal of Management, 11(1), 69-80. doi:10.5937/sjm11-7990 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX 

  



 174 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX A 

 

 

   QUESTIONNAIRE FOR SURVEY 

 

  



 175 

QUESTIONNAIRE 

 

     Research Title 

A Structural Equation Model of Business Ethics Organization Culture  

    Employee Engagement and Job Performance of Flight Attendant 

 

 

This questionnaire is part of a dissertation for a Doctoral Degree in Integrated 

Tourism Management, The Graduate School of Tourism Management, National 

Institute of Development Administration (NIDA). The objectives of this study were 

1) to investigate the structure of business ethics, organizational culture, employee 

engagement, and job performance of flight attendants. 2) to create a model of the 

structure of business ethics, organizational culture, employee engagement, and job 

performance of flight attendants, and 3) To test the model of the structure of business 

ethics, organizational culture, employee engagement, and job performance of flight 

attendants against empirical data. 

 This Questionnaire consist of 3 parts with details as 

 Part 1 Comments on factors of Business Ethics, Organization Culture, and 

Employee Engagement 

 Part 2 Comments on indicators of Job Performance 

 Part 3 Questions about personal data 

 Data obtained from this questionnaire will be employed only in conducting 

this dissertation research as a part of the study. The researcher ensures that there will 

be no effect to participant performance in the organization and all data will be stored 

secretly without reviewing the status of the participants. 

 

              Jitti  Jitklongsub 

The Graduate School of Tourism 

Management 

      National Institute of 

Development Administration 
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Note Please consider the following sentences and put  “o” in an appropriate 

descriptive word that corresponds to your opinion.  

The scorings are as follow 

5 scores means strongly agree 

4 scores means somewhat agree 

3 scores means neutral 

2 scores means somewhat disagree 

1 scores means strongly agree 

Part 1 Comments on factors of Business Ethics, Organization Culture, and 

Employee Engagement 

Business ethics refers to the application of moral standards to individuals and 

organizations aimed at promoting the policies and goals of the business sector and 

leading to sustainable success and social responsibility. 
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ข้อ ปัจจัย 

เหน็ 
ด้วย 
น้อย 
ท่ีสุด  

เหน็ 
ด้วย 
มาก 
ท่ีสุด 

1 2 3 4 5 

 จริยธรรมธุรกิจ (Business Ethics)      

ความซ่ือสัตย์ (Honesty)      

1. Business operation with righteousness resulting in employee 
engagement of flight attendants  1 2 3 4 5 

2. 
Business operation with standard services prescribed in the 

advertisement resulting in employee engagement of flight า
attendants  

1 2 3 4 5 

3. 
Business operation with integrity and without bribe to 
government officials for business benefits resulting in employee 
engagement of flight attendants  

 
 

1 

 
 

2 

 
 

3 

 
 

4 

 
 

5 

4. Business operation with Responsibility and without tax evasion 
resulting in employee engagement of flight attendant  1 2 3 4 5 

ความยุตธิรรม (Fairness/Justice) 

5. Business operation without exploitation from passengers 
resulting in employee engagement of flight attendants  1 2 3 4 5 

6. Business operation without exploitation from stakeholders 
resulting in employee engagement of flight attendants  1 2 3 4 5 

7. Respect for intellectual property resulting in employee 
engagement of flight attendants 1 2 3 4 5 

8. 
Organization not implement unfair methods to destroy 
competitors resulting in employee engagement of flight 
attendants  

1 2 3 4 5 

การค านึงถงึประโยชน์ส่วนรวม (Public benefit in mind) 

9. Organization considers benefits of all stakeholders resulting in 
employee engagement of flight attendants  1 2 3 4 5 

10. Organization focuses on environment issues resulting in 

employee engagement of flight attendants  1 2 3 4 5 

11.  Focus on quality services resulting in employee engagement of 

flight attendants  1 2 3 4 5 

12. Consistent cabin crew competency resulting in employee 
engagement of flight attendants  1 2 3 4 5 

การสร้างความสัมพันธ์ท่ีดีกับชุมชน (Good community relationship) 

13.  Building good relationship with government authorities 

resulting in employee engagement of flight attendants  1 2 3 4 5 

14. Building good relationship with people resulting in employee 
engagement of flight attendants  1 2 3 4 5 

15. Building good relationship with nonprofit organization (NGO) 

resulting in employee engagement of flight attendants  1 2 3 4 5 
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ข้อ รายการ 

เหน็ 
ด้วย 
น้อย 
ท่ีสุด  

เหน็ 
ด้วย 
มาก 
ท่ีสุด 

1 2 3 4 5 

 วัฒนธรรมองค์กร(Organizational Culture)      

ด้านบุคคล (Individual Dimension) 

16. 
Working freedom in working resulting in employee engagement of 

flight attendants  1 2 3 4 5 

17. 
Consistent skill and competency development resulting in employee 
engagement of flight attendants  1 2 3 4 5 

18. 
Distinct practice guidelines resulting in employee engagement of 

flight attendants  1 2 3 4 5 

19. 
Work motivation resulting in employee engagement of flight 

attendants  
 

1 
 

2 
 

3 
 

4 
 

5 

ด้านกลุ่ม (Interpersonal Dimension) 

20. 
Determine goals focusing on teamwork  resulting in employee 
engagement of flight attendants  1 2 3 4 5 

21. 
Emphasize on social relationship among group members resulting 

in employee engagement of flight attendants  1 2 3 4 5 

22. 
Emphasize on group rewards rather than individual rewards 

resulting in employee engagement of flight attendants  1 2 3 4 5 

23. 
Acknowledge and understand behavior of groups in organization 

resulting in employee engagement of flight attendants  1 2 3 4 5 

ด้านงาน (Task Dimension) 

24. Focus on designated duties resulting in employee engagement of 

flight attendants  1 2 3 4 5 

25. 
Job designation in accordance with individual competencies 

resulting in employee engagement of flight attendants  1 2 3 4 5 

26. 
Job designation in accordance with group competencies resulting in 

employee engagement of flight attendants  1 2 3 4 5 

27.  
Rewards in line with designated job accomplishment resulting in 

employee engagement of flight attendants  1 2 3 4 5 

28. 
Organization emphasizes on employees attempt to complete 

designated job resulting in employee engagement of flight attendants  1 2 3 4 5 

29. 
Career path relies on job achievement resulting in employee 
engagement of flight attendants  1 2 3 4 5 
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ข้อ รายการ 

เหน็ 
ด้วย 
น้อย 

ท่ีสุด  

เหน็ 
ด้วย 
มาก 

ท่ีสุด 

1 2 3 4 5 

 ความทุ่มเทมีใจ(Employee Engagement)      

Trust and accept the organization’s goal and values 

30. 
Agree to goals and values of organization resulting in good and 

efficient working behavior  1 2 3 4 5 

31. 
Confident to organization policies resulting in good and efficient 

working behavior  1 2 3 4 5 

32. Being a part of organization resulting in good and efficient working 

behavior  1 2 3 4 5 

Need to retain membership      

33. 
Desire to retain in the organization resulting in good and efficient 

working behavior  1 2 3 4 5 

34. 
No transfer to other departments resulting in good and efficient 

working behavior  1 2 3 4 5 

35. No desire to resign resulting in good and efficient working behavior  1 2 3 4 5 

A readiness to use an effort to work for organization      

36. 
Willingness to work for organization resulting in good and efficient 

working behavior  1 2 3 4 5 

37. 
Intention to produce successful work resulting in good and 

efficient working behavior  1 2 3 4 5 

38. 
Devote time, vitality and thought for successful work 
resulting in good and efficient working behavior  1 2 3 4 5 

To protect the organization’s image and prestige      

39. 
Good feeling towards organization resulting in good and efficient 

working behavior  1 2 3 4 5 

40. 
Positive speaking about organization resulting in good and efficient 

working behavior  1 2 3 4 5 

41. 

 

 

 

Engage in protecting organization fame resulting in good and 

efficient working behavior  
 
 

1 2 3 4 5 
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ข้อ รายการ 

เหน็ 
ด้วย 
น้อย 

ท่ีสุด  

เหน็ 
ด้วย 
มาก 

ท่ีสุด 

1 2 3 4 5 

 ความทุ่มเทมีใจ(Employee Engagement)      

Proud to be involved in the organization      

42. 
Be proud to work in the organization resulting in good and efficient 

working behavior  1 2 3 4 5 

43. 
Be proud to tell others that they are flight attendants of the airline 
resulting in good and efficient working behavior  1 2 3 4 5 

44. 
 Representative of organization to attend internal and external 

resulting in good and efficient working behavior  1 2 3 4 5 

45. Opinion that one is important personnel and able to help 

organization resulting good and efficient working behavior  1 2 3 4 5 
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Part 2 Comments on indicators of Job performance 

 

Job performance refers to having an excellent performance of people in the 

organization to achieve the organization’s objectives. 

 

 

 

ข้อ รายการ 

เหน็ 
ด้วย 
น้อย 

ท่ีสุด  

เหน็ 
ด้วย 
มาก 

ท่ีสุด 

1 2 3 4 5 

Job efficiency and effectiveness 

46. 
Employee Engagement resulting in intention to responsible quality 

work  1 2 3 4 5 

47. 
Employee Engagement resulting in readiness to handle more 

workload  1 2 3 4 5 

48.  Employee Engagement resulting in pleasure to help organization 

cost saving  1 2 3 4 5 

Interaction and cooperation      

49. 
Employee Engagement resulting in regulations and standards of 

organization  1 2 3 4 5 

50. 
Employee Engagement resulting in readiness to work together with 

other flight attendants  1 2 3 4 5 

51. 
Employee Engagement resulting in interaction with others in 

organization  1 2 3 4 5 

52. Employee Engagement resulting in readiness to work with others  1 2 3 4 5 
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ข้อ รายการ 

เหน็ 
ด้วย 
น้อย 

ท่ีสุด  

เหน็ 
ด้วย 
มาก 

ท่ีสุด 

1 2 3 4 5 

Contribution to the organization      

53. 
Employee Engagement resulting in desire to make benefits for 

organization  1 2 3 4 5 

54. 
Employee Engagement resulting in interaction with others in 

organization  1 2 3 4 5 

55.  
Employee Engagement resulting in readiness to solve urgent 

problems for organization  1 2 3 4 5 

Adaptability      

56. 
Employee Engagement resulting to readiness to improve work 

consistently  1 2 3 4 5 

57. 
Employee Engagement resulting to readiness in ability to adapt 

oneself to others within the organization  1 2 3 4 5 

58.  
Employee Engagement resulting in ability to adapt oneself to others 

outside the organization  1 2 3 4 5 

59. 
Employee Engagement resulting in ability to adapt oneself to others 

outside the organization  1 2 3 4 5 

60. 
Employee Engagement resulting in ability to adapt oneself to 

external environment  1 2 3 4 5 
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Part 3 Personal Data 

Note  Please mark   in  that show your correct personal data 

 

61. SEX    1) Male     2) Female 

62. Age    1)  15–35 years (Generation Y)  

    2)  36-55 years (Generation X)     

    3)  56 years and over (Generation Baby Boomer) 

63. Education   1)   High School or equivalent  

    2)  Below Bachelor Degree     

    3)  Bachelor Degree  

    4) Master’s Degree or higher 

64. Work with  

  1) Thai Airways International Public Co, Ltd.    

   

         2)  Bangkok Airways Public Co, Ltd.  

   

65. Work experience with premium airline   

                         1) 5-10 years  2) 11-15 years  3) 16-20 years  

   4) 21-25 years  5) 26-30 years  6) 31 years and over

  



 

BIOGRAPHY 

 

BIOGRAPHY 
  

NAME Jitti  Jitklongsub 

ACADEMIC 

BACKGROUND 

Bachelor of Arts Degree in Political Science (International 

Affairs) from Thammasart University as of February 21, 1993  

 

Master of Public Administration Program Major Management 

for Executives School of Public Administration from 

National Institute of Development Administration as of 

August  15, 2014 

EXPERIENCES Air Steward of Thai Airways International  

Public Company Limited,  

Bangkok, Thailand  

24 years of being the flight attendant of Thai  

Airways International Public Company Limited,  

Bangkok, Thailand 
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