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MOTIVATION FACTORS AFFECTING EMPLOYEE ENGAGEMENT: A CASE
STUDY OF LIAONING HAOLIAN ZHONGFAN INVESTMENT CO., LTD. CHINA

Wei Zhou!
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Abstract

The failure of companies to comprehend the motivational factors affecting employee
engagement can result in many issues, including high turnover rates, decreased productivity,
low morale, poor decision-making, and reduced competitiveness. Disengaged employees are
less likely to participate in decision-making, resulting in a lack of creativity and a loss of insightful
ideas and suggestions. This research aimed to study the motivation and hygiene factors affecting
employee engagement at Liaoning Haolian Zhongfan Investment Co., Ltd., China. The population
used in this study were Liaoning Haolian Zhongfan Investment Co., Ltd., China employees. The
questionnaire was used to collect data from a sample group of 300 people. Data were
analyzed by frequency, percentage, mean, standard deviation, and hypothesis testing using
multiple regression analysis.

The results showed that motivation factors such as achievement, responsibility,
work itself, advancement, and the possibility of growth affect employee engagement at
Liaoning Haolian Zhongfan Investment Co., Ltd., China, at the statistical significance level of
.05 with a predictive power of 86.3 percent. And hygiene factors such as working conditions,
compensations, and welfare, interpersonal relations with peers, personal life, interpersonal
relations with subordinators, and status affect employee engagement at Liaoning Haolian
Zhongfan Investment Co., Ltd., China, at the statistical significance level of .05 with a predictive

power of 91.2 percent.

Keywords: Motivation Factor, Hygiene Factors, Employee Engagement
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Introduction

Motivation to work is due to several factors, including external motivation factors such
as wages and welfare. Security, as well as regulations and internal motivating factors such as having
a challenging job, meets aptitude. Career advancement Being respected by others and being
allowed to express their creative ideas publicly or to others (Pholsward, 2022). Motivation is
personal to the individual, it is desire, and it is the driving force within the mind that inspires a
person to behave in a particular manner, whether it be to better creatively or to do an offense.
However, the behavior does not proceed without a goal. On the contrary, the behaviors that drive
the mind are aimed at achieving the goals of each person, in which a person can only do
something using 20-30% of their existing abilities. Instead, they will use up to 80-90 percent of
their existing abilities to work for the agency if they are motivated in the right way.

The process of acquiring a sufficient number of eligible people who are suited for the
position that is needed within a company is referred to as recruitment. This entails managing the
recruitment process, which includes everything from drawing in and evaluating a huge pool of
candidates to picking the employees who are the best fit for certain roles and filling those positions
accordingly (Pesadcha, 2022). Liaoning Haolian Zhongfan Investment Co., Ltd. values its commitment
to the organization as a valuable and beneficial aspect force for the organization. In line with
Maslow's theory of needs and the theory of motivation, Herzberg (1959) found that work motivation
is what influences the performance of personnel and deserves in addition to salary. Wages received
as usual. Human nature, when responded, causes satisfaction and positive behavior. If one is driven
to perform well and correctly, it will serve as a stimulus to work effectively. A demonstrated
commitment to the organization and a willingness to carry on working with the organization are both
required. The staff will be beneficial to the organization in terms of the quality of performance, and
they will be able to develop the organization effectively. On the contrary, if the personnel is
motivated to work improperly and adequately, it causes dissatisfaction at work, discouragement,
and a lack of morale. Feeling bored or hopeless in performing tasks inefficiently Misuse of income
or work for personal gain It affects the damage to the organization. If people are motivated to do
the right job, they will dedicate their strength and wisdom, sacrifice their physical strength, and
dedicate their time to work. This makes the organization's operations more efficient. Therefore, it is
considered that the motivation to work affects the engagement of the organization.

Therefore, each organization needs to adapt to change. One of the important strategies is to
create employee engagement, where this employee engagement guarantees that engaged employees

will work to the best of their ability and dedication in what they do to ensure the success of the
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organization. Creating employee engagement will help develop the organization ready for human
resource management which will lead to increased competitiveness (Khongsawatkiat & Sukriket, 2021).
Therefore, the researchers are interested in studying Motivation Factors Affecting
Employee Engagement: A case study of Liaoning Haolian Zhongfan Investment Co., Ltd. to know
what factors contribute to employee engagement in the organization, to be useful in designing and

developing the organization to be appropriate and to promote organizational engagement.

Research Objectives

1. To study motivation factors affecting employee engagement of Liaoning Haolian
Zhongfan Investment Co., Ltd.

2. To study hysgiene factors affecting employee engagement of Liaoning Haolian Zhongfan

Investment Co., Ltd.

Research Hypothesis

1. Motivation factors significantly affect employee engagement at Liaoning Haolian
Zhongfan Investment Co., Ltd.

2. Hygiene factors significantly affect employee engagement at Liaoning Haolian Zhongfan

Investment Co., Ltd.

Conceptual Framework

Motivation Factors

1. Achievement 4. Work itself
2. Recognition 5. Advancement
3.R ibilit 6. Possibility of Growth
esponsibility ossibility of Gro Employee Engagement
Hygiene Factors L. Cognitive
2. Affective

1. Company Policy 6. Relationship with colleagues

2. Quality of supervisor 7. Personal Life 3. Behavioral

3. Relationship with supervisor 8. Interpersonal Relations

with Subordinators

4. Working Conditions 9. Status
5. Salary and benefits ~ 10. Job Security

Figure 1 Conceptual framework

Source : Herzberg (1959); International Survey Research [ISR] (2004)
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Literature Review

Herzberg's 2-Factor Theory

The achievement of an organization depends on the performance of its personnel,
which is one of the success factors among the management resources (Siddiqui, 2014). Even
while the nature of the work and performance objectives might assist the individual to complete
the tasks in accordance with the anticipated results, if the staff is "motivated" to complete the
work, then the staff will be willing to (Kuswati, 2020). There is a growing enthusiasm for work
because motivation is a driving force hidden within the minds of people. For example, the
famous motivation theory, Herzberg's 2-Factor Theory, proposes that the organization's
personnel will perform high-performing tasks, and what incentives will help to strengthen
their work (Herzberg, Mausner, & Snyderman, 1959). It consists of 1) motivating factors including
achievements, recognition, responsibility, work itself, advancement, and the possibility of growth.
And 2) hygiene factors including company policy and administration, quality of supervisor,
relationship with supervisor, working conditions, salary and benefits, relationship with colleagues,
personal life, interpersonal relations with subordinators, status, and job security.

Employee Engagement

Employee Engagement means belief in a good attitude and behavioral expression
towards the organization (Swarnalatha & Prasanna, 2013). Awareness, feelings, and behavior
aspects are committed to working and will dedicate themselves to the success of the organization
(Santana-Martins, Nascimento, & Sanchez-Hernandez, 2022). Employee engagement includes
1) Cognitive means Knowing and recognizing the characteristics of the organization self-relationship
with the organization includes recognizing the goals and objectives of the organization and
recognizing 2) Affective means feeling good or having positive feelings for the organization, i.e.,
having a feeling of love and pride in the organization. And 3) Behavioral means behaviors,
expressions, words, and actions that represent doing for an organization, i.e., positively talking

about the organization (Pincus, 2022).

Research Methodology

The sample size for this study consisted of 1,200 individuals drawn from the workforce
of Haolian Zhongfan Investment Co., Ltd. (Haolian Zhongfan Investment Co., Ltd., 2022). The
formula of Yamane (1973) was utilized to determine the sample size, and the confidence level
of the sampling was set at 95%. The sample consisted of three hundred employees. To verify

the accuracy of the data collected for this study, a questionnaire was used as the
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instrument of research. To guarantee that the questions in the questionnaire are in line with
the aims and criteria of the study, it was developed based on an analysis of the primary active
and published literature. It is divided into 4 parts as follows: Part 1 part of the questionnaire on
demographic factors; Part 2 Questionnaire on Motivation Factors; Part 3 Questionnaire about
Employee Engagement. and Part 4 Other Suggestions and Comments. The reliability testing
value of 0.894, which is greater than 0.7 indicates that the questionnaire was reliable how to
collect information.

This research employed both descriptive and inferential statistics in its data analysis.
To explain the preliminary data, descriptive statistics such as frequency, percentage, mean, and
standard deviation were utilized. In addition, an inferential statistical analysis was conducted to assess

the research hypothesis, employing multiple regression analysis with a significance level of .05.

Research Results
According to the results of the study of the responses, most of the participants (56.0%)

were women, (37.00%) were between the ages of 31 and 40, (50.33%) had bachelor's degrees,

and (39.67%) earned an average monthly income of 2,001 to 4,000 yuan.

Table 1 shows the mean and standard deviations.

Motivation factors Mean SD Opinion level
Achievement 3.78 0.72 High
Recognition 3.74 0.74 High
Responsibility 3.67 0.77 High
Work itself 3.66 0.79 High
Advancement 3.55 0.98 High
Possibility of Growth 3.71 0.74 High

Hygiene factors Mean SD Opinion level
Company Policy 3.64 0.72 High
Quality of supervisor 3.66 0.72 High
Relationship with supervisor 3.60 0.74 High
Working Conditions 3.56 0.98 High
Salary and benefits 3.60 0.89 High
Relationship with colleagues 3.76 0.75 High
Personal Life 3.71 0.77 High
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Hygiene factors Mean SD Opinion level
Interpersonal Relations with Subordinators 3.70 0.72 High
Status 3.56 0.76 High
Job Security 3.67 0.81 High
Employee engagement Mean SD Opinion level
Cognitive 3.59 0.87 High
Affective 3.64 0.72 High
Behavioural 3.70 0.66 High
Table 2 results test results in the motivation factors on employee engagement.
Motivation factors b Std. Error B t p-value VIF
Constant 0.550 0.084 6.566 .000
Achievement 0.146 0.033 0.161 4.376 .000* 2.960
Recognition 0.049 0.043 0.055 1.134 .258 5.205
Responsibility 0.099 0.034 0.118 2.895 .004* 3.618
Work itself 0.180 0.034 0.220 5.349 .000* 3.669
Advancement 0.181 0.028 0.273 6.574 .000* 3.768
Possibility of Growth 0.187 0.037 0.213 5.030 .000% 3.917

R = 0.930, R? = 0.866, Adjusted R? = 0.863, SEqsr = 0.241, F = 314.31, p-value = .000*

* Statistically significant level of .05.

Table 2 shows that achievement, responsibility, the work itself, advancement, and

the possibility of growth affect employee engagement at Liaoning Haolian Zhongfan Investment Co.,

Ltd. at a statistically significant level of .05 with a predictive power of 86.3%.

Table 3 Results of hypothesis tests hygiene factors on employee engagement

Hygiene factors b >t B t p-value VIF
Error
Constant 0.085 0.076 1.116 265
Company Policy 0.045  0.030 0.049 1474 141 3812
Quality of supervisor 0.035 0.033 0.039 1.043 298  4.659
Relationship with supervisor 0.044  0.034 0.050 1.274 204 5.164
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Table 3 Results of hypothesis tests hygiene factors on employee engagement. (Cont.)

Hygiene factors b >t B t p-value VIF
Error
Working Conditions 0072  0.036  -0.108 -1.995 .047* 9921
Salary and benefits 0.169  0.031 0.232 5393  .000* 6.284
Relationship with colleagues 0.161  0.030 0.186 5428  .000*  3.975
Personal Life 0.191  0.030 0.225 6.251  .000*  4.409

Interpersonal Relations with Subordinators  0.145  0.022 0.160 6.424  .000*  2.101
Status 0.217  0.034 0.253 6.371  .000*  5.363
Job Security 0.038  0.031 0.048  1.237 217 5.095

R = 0.957, R* = 0.915, Adjusted R? = 0.912, SE¢sr = 0.193, F = 311.20, p-value = .000*

* Statistically significant level of .05.

Table 3 demonstrates that hygiene factors, such as working conditions, pay, and
benefits, relationships with coworkers and subordinates, personal life, and status, have an
impact on employee engagement at Liaoning Haolian Zhongfan Investment Co., Ltd. at a

statistically significant level .05 with a 91.2 percent predictive power.

Discussions

According to the study, employees at Liaoning Haolian Zhongfan Investment Co.,
Ltd. agreed on both the global and individual motivational elements. Achievement had the
highest mean score, followed by recognition when considering all aspects. In addition, analysis of
the hypothesis testing revealed that the motivation factors, including achievement,
responsibility, work itself, advancement, and the possibility of growth, affect employee
engagement at Liaoning Haolian Zhongfan Investment Co., Ltd. at a statistically significant level
of .05 with a predictive power of 86.3 percent. The need for achievement, accountability, the
work itself, progress, and growth potential is what makes for an engaged workforce. When
given what they need and want, employees will feel driven to stick around the company. As a
result, motivation becomes the most frequently considered factor influencing employee
engagement in the organization. If the employees in the organization can feel that they can
perform their duties in achieving their goals, they feel satisfied with the success of the work,
they feel important to the company, or the assigcnments are often suitable for their knowledge

and ability, to whatever extent, they will feel happy and are willing to continue the work.
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Accordingly, the organization needs to consider offering work motivation to motivate them to
stay longer in the organization. This corresponds to Gubman's (2004) definition of employee
engagement as "the behavior of employees who are fully energized and empowered by
their assisnments,” which manifests itself in a variety of ways, including creative work and
quality that exceeds the expectations of customers and organizations. In addition, the findings
of this research are in line with those of a study that was conducted by Riyanto, Endri, and
Herlisha (2021). In that study, it was discovered that there is a substantial association between
employee engagement and job motivation. Also, the result of the study is consistent with the
study done by Akingbola and Van Den Berg (2019), the research found that responsibility, as well
as job characteristics and value congruence, can be major antecedents in the relationship between
nonprofit employees, their jobs, and the organization.

According to the study, employees at Liaoning Haolian Zhongfan Investment Co., Ltd.
agreed highly on both the overall and individual aspects of hygiene factors. Considering each
aspect, most of them agreed on relationships with colleagues, which had the highest mean
score, followed by personal life. Furthermore, hypothesis testing revealed that hysiene factors
such as working conditions, salary, and benefits, relationships with colleagues, personal lives,
interpersonal relations with subordinates, and status affect employee engagement at a statistically
significant level of .05 with a predictive power of 91.2 percent at Liaoning Haolian Zhongfan
Investment Co., Ltd. This is the point at which positive support, such as working conditions,
salary, benefits, relationships with colleagues, personal lives, interpersonal relations with
subordinators, and status given by the organization can influence the positive decision of
employees to continue staying in the organization for a longer period. When the employees
can feel satisfied with the working conditions of the company, satisfied with interpersonal
relations with subordinators, and satisfied with compensation and benefits, they will be happy to
continue in the company. As a result, the company should have adequate administrative
resources to provide quality education as well as compensation and benefits commensurate
with knowledge and abilities. This study's findings are consistent with those of Kaushik and
Guleria (2019), whose research found that happy relations between employees and employers
are critical to increasing the productivity and performance of both employees and organizations
and that employee engagement is linked to having happy relations.

Yet, the amount of help that is being provided by the organization is not sufficient.
The employees will also continue to work for the organization when their lives are supported.

Sometimes, employees must resign from their current organization because they cannot



Humanities and Social Science Research Promotion Network Journal

Volume 6 Issue 1 (January - April 2023)

manage their personal lives. Accordingly, the personal lives of employees should be nice.
They should feel satisfied with political life and the way things are going in today's society, as
well as with the fact that the community or village where the employee lives are warm and
safe. Accordingly, it would be better if the organization could participate in managing the
personal lives of employees. The organization can do CSR for the employees’ community so that

the employees’ community has a satisfied environment.

Implications of the study

1. The organization should provide the employees with good motivation, including
achievement, responsibility, work itself, advancement, and the possibility of growth, to make
employees feel motivated to work and continue to stay in the organization. Many activities
can be used as tools to motivate employee engagement. These can include the provision of
duties and responsibilities so that the employees can perform their duties in achieving their
goals and can solve various problems that arise during their work. Furthermore, the organization
should provide works and positions that can be advanced to a higher position or acceptance.

2. To achieve employee engagement, the organization should provide hysiene factors
such as working conditions, salary, and benefits, relationships with colleagues, personal life,
interpersonal relationships with subordinates, and the status of their employees. The organization
can provide working conditions for the company, sufficient administrative resources to provide
quality education, and appropriate compensation and benefits that fit the employees’ skills
and knowledge. In addition, the company ought to establish working conditions that can
promote cooperation in the performance of duties from subordinates, as well as relationships
with subordinates outside of working hours.

3. The organization should have some involvement in managing the personal lives
of employees, such as providing some subsidies if employees have some financial problems,
to reduce the employees’ stress. Or the organization can provide some corporate social
responsibility to develop the employee community since a good community of employees

can influence the quality of work.

Future Research

1. Because the emphasis of this research was on the causal influence that two-factor
theories, including motivational factors and hygienic factors, have on employee engagement,

it is possible that other variables that are equally essential were neglected. For this reason,

10
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the next study should consider including potential aspects such as technological usage,
organizational culture, organizational communication, and so on.

2. To accomplish the goals of this study, the quantitative research approach was
the primary emphasis. As a result, further study may make use of other research approaches,
such as qualitative research, which uses interview techniques to glean insights from significant
individuals, or a mixed method, which combines qualitative research with quantitative research.

3. The scope of this investigation was limited to a single Chinese firm. In the subsequent
study, the samples and study area may be expanded to include other businesses, which would
provide the researchers with further opportunities to compare the findings of the various studies.
In addition, expanding the scope of the research to cover a variety of business sectors to
analyze the similarities and differences between them is another approach.

4. The next study could investigate personal lives as well as the impact of community on
employee engagement. It would be able to extend the knowledge of the relationship between

personal life and good community through employee engagement.
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Abstract

Businesses are experiencing difficulty attracting talents as a consequence of increasing
competition, which calls for innovative strategies to be used in the recruitment process. It is
possible that digital HR technologies such as application tracking systems and online job boards
could provide a solution to this problem. However, before deciding to introduce one, it is
necessary to assess the level of success attained through the application of these technologies is
essential. This study aims to 1) study personal factors affecting employees' recruitment efficiency
at Jilin Guancheng Construction Engineering Co., Ltd. and 2) study digital HR affects employees'
recruitment efficiency at Jilin Guancheng Construction Engineering Co., Ltd. The population used
in this study were employees, officers, and supervisors of Jilin Guancheng Construction
Engineering Co., Ltd. The convenience sampling approach was utilized to gather data from a
sample of 128 participants through the questionnaire, and the overall reliability was .977. The
data was analyzed by frequency, percentage, mean, and standard deviation. In addition, the
hypothesis was tested using the t-test, one-way ANOVA, and multiple regression analysis.

The results showed that differences in personal factors, including gender and age,
affect the employees' recruitment efficiency of Jilin Guancheng Construction Engineering Co.,
Ltd. differently, with statistical significance at the .05 level. Using digital HR for employee
recruitment, including assigning open positions, collecting information about work, and
evaluating, affects Jilin Guancheng Construction Engineering Co., Ltd.'s employee recruitment

efficiency with statistical significance at the .05 level and 92 percent predictive power.

Keywords: Digital Technology, Digital HR, Employees Recruitment
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Introduction

Currently, various organizations constantly enhance their competitiveness and adapt
to changes in innovation and digital technology (Pajika & Poompruk, 2022). The Internet of
Things enables cross-border communication and real-time enables enterprises to begin focusing
on integrating global connectivity technology into their cornmercial operations (Pholsward, 2022).
From globalization, digital technology has been applied to the human resource recruitment
process in the digital age, which allows access to modern human resources and can be recruited
more quickly. Therefore, the recruitment process is the key to managing corporate human
resources to get knowledgeable people to meet the organization's needs (Khongsawatkiat &
Sukriket, 2021). Generation Y, which utilizes current communication tools and technology, is
a group that is increasingly entering the labour force as a result of a transition in the labour
market. This makes such technologies more accessible to this group (Chala, Poplavska, Danylevych,
levseitseva, & Sova, 2022).

Digital technologies are fundamental to transforming and preparing organizations
for the future. In addition, big data plays a greater role in various business organizations.
These data can be used as a basis for making decisions and forecasting trends of various
changes quickly and efficiently (Ensher, Nielson, & Grant-Vallone, 2002). Alongside the changes
in society, in particular the behaviour of human existence that is becoming increasingly dependent
on these technologies in everyday activities such as life, communication, and work. As a result,
various business organizations in China have adopted these technologies for increased use in
business operations. Most noticeably, recruiting people has shifted from job postings with
flyers or public relations to recruitment activities. Switch to using online social sites, including
applications for recruiting employees. These processes create opportunities for organizations to
acquire employees who are more knowledgeable and capable of using technology than in
the past. Thus, these technologies enhance the efficiency of personnel management (Agarwal,
Bersin, Lahiri, Schwartz, & Volini, 2018).

In recent years, Al has been used by a growing number of businesses as part of the
hiring process. They use algorithms to sift through multiple social media platforms for potential
candidates, and then store that data for later study and screening. It is accurate, and fast
and reduces administrative work, paperwork, and recruitment bias (Gusdorf, 2008). In addition,
Gamification was developed based on the concept of neurological functions based on testing
fundamentals and effective personnel recruitment corresponding to the increase (Armstrong,

Landers, & Collmus, 2016).
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Jilin Guancheng Construction Engineering Co., Ltd. provides construction services such as
buildings, hotels, museums, exhibition centres, office buildings, airport buildings, etc., where companies
face rapid changes and uncertainties in the business environment. As a consequence of this,
companies need to enhance their procedures, particularly their management of human resources, to
hire personnel who have the knowledge, ability, and expertise necessary to deal with the changes
brought about by digital technology. As a result, businesses are looking into ways to use digital
technology to recruit quality employees and precisely meet their needs. Especially talented
employees like engineers, technicians, and structural analysts play an important role in the company's
operation. To expand the business and grow more, it is necessary to recruit many employees.
Currently, the company's capabilities need to be improved for contracting. Therefore, the digital
recruitment channel is very important for the company. It can also set the rules to attract many
applicants, including test results that will give applicants qualifications that align with the requirements.

For the reasons stated above, the researcher recognizes the significance of researching
“The effect of digital technology (Digital HR) on employees recruitment efficiency: A case of
Jilin Guancheng Construction Engineering Co., Ltd.” The research question is how digital technology
affects employees' recruitment efficiency and how effective it is in recruiting. To use the
information from this research to determine the policy and strategies for using digital technology
in the company's recruitment process. Digital HR is a tool that can assist companies to automate
and streamline recruitment procedures, thereby decreasing the time and resources needed
to fill open positions and enhancing the company's competitiveness. This has the potential

to reduce recruitment expenses while raising productivity.

Research Objectives

1. To study personal factors affecting employee recruitment efficiency at Jilin Guancheng
Construction Engineering Co., Ltd.

2. To study the use of digital technology (Digital HR) affects employee recruitment

efficiency at Jilin Guancheng Construction Engineering Co., Ltd.

Research hypothesis

1. The differences in personal factors have a significant effect on employee recruitment
efficiency at Jilin Guancheng Construction Engineering Co., Ltd.

2. The use of digital technology (Digital HR) is positively related to employee recruitment

efficiency at Jilin Guancheng Construction Engineering Co., Ltd.
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Conceptual Framework

Independent variables Dependent variables

Personal factors
1. Gender
. Age

. Education level

A W N

. Average monthly income

Employees recruitment

The use of digital technology efficiency
(Digital HR)

1. The assignment of open positions

. Collecting information about work
. Determining recruit method
. Recruitment

. Evaluation

Figure 1 Conceptual framework

Literature Review

Concepts and theory related to digital human resources

The application of technology in human resource management is referred to as Digital
Human Resources (Digital HR), and it entails the employment of robots and other sophisticated
programs to carry out some of the responsibilities that were previously performed by humans (Dahlin,
2019). The use of SMAC (social media, mobile devices, analytics, and cloud computing) technologies,
which aim to increase operational efficiencies, has become increasingly widespread in human resource
management. The application of SMAC technology has the potential to improve the work of the
Department of human resources and encourage more productive work habits (Raman, 2016). The
technology used in work leverages modem science to create human resource transformation and
data-driven decision-making to achieve organizational efficiency. It integrates human resource activities
with businesses on a real-time basis and with real results. (Nielsen & Montemari, 2012). In this way,
businesses can adopt a digital HRM approach by adopting a tool that makes use of cutting-edge tech
and apps to solve problems and encourage ongoing innovation (Deloitte Global Human Capital Trends,
2017). The implementation of the intemet- and intranet-based systems, such as electronic

performance evaluation, electronic recruitment, center web, and virtual organizations, all of which are
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supported by human resource management software, is a clear example of the influence that digital
technology has had on the management of human resources. These technological breakthroughs,
particularly those made in the era of digital 4.0, have had a significant impact on the working
environment as well as the various forms of labor (adapted from the original). Organizations are rapidly
turning to digital technologies, such as artificial intelligence, big data analytics, cloud computing, cyber
security, and the Intemet of Things, to harness the full potential of their businesses and compete
effectively in today's g¢lobal marketplace. This trend is being driven by the need
to incorporate human behavior in the digital ecosystem (Hecklau, Galeitzke, Flachs, & Kohl, 2016). One
example of this can be observed in the increased adoption of algorithms by enterprises to locate the
best candidates through various social media channels. In addition to assisting in the management of a
big database of job applicants, it helps in the completion of activities such as application analysis,
attitude evaluation, and preliminary applicant appointments. Human resource software has been
adopted by leading business organizations for use in human resource management, as can be seen in
the importance of developing the organization's job recruitment website (Career website) to be
interesting and reflect the image of the organization, which may affect the intention to apply for an
organization (Banerjee & Gupta, 2019).

Recruitment process

The recruitment process is just one example of how clearly defined policy guidelines for
each step of the HR management process are necessary for systematic HR management.
If the recruitment process is inefficient, it may directly affect the business because human
resources play an important role in the organization's overall success. Therefore, recruitment
should be consistent with the organization's vision, goals, strategic plans, job analysis, and
individual competence (Martinho, Pinto Dos Reis, & Sampaio, 2019).

Therefore, a systematic recruiting process requires guidelines or procedures that consist
of 5 sub-steps (Abbasi, Tahir, Abbas, & Shabbir, 2022) as follows:

1. The assignment of open positions or the desire to apply based on the organization's
workforce rate planning and confirmation of the request for workforce use or the planned
employment request form.

2. Collecting information about work based on job analysis, job valuation, job
descriptions, and specific qualifications required for the position.

3. Determining recruitment method is to select the source of the applicant. by
considering the organization's policy, including other related factors, such as the time required

for recruiting and the budget involved.
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4. Recruitment is the process of recruiting according to the methods outlined to
obtain candidates from various channels, such as competitive examinations, advertising
through various media, including creating partnerships or applying for admissions at educational
institutions, by attracting or incentivizing people with knowledge and abilities to apply for
positions that are open for.

5. Evaluation to consider recruitment quality and find ways to improve new recruiting
strategies to be more effective. It also includes interview evaluation or taking into account
errors that occur during the recruitment process or operations, as well as determining whether
the people chosen are the most suitable for the job position or how much is appropriate for
the organization.

Employees recruitment efficiency

Currently, in various organizations, it is necessary to find new ways and methods for
recruitment of employees and human resource management due to the diversity of the
workforce and modemn technology. Human resource management starts with the recruitment of
employees. Then bring those employees to training to develop skills, knowledge, and abilities,
which will become a long-term job for employees and managers of the organization in addition
to the need to develop human resources. Motivating and employee retention are also necessary
(Croitoru, Radu, Nitu, & Tileaga, 2012). A more advanced recruitment strategy is recruitment
through digital technology, the Internet, websites, and applications, as this is the modern
recruitment trend of today's workforce. Therefore, recruitment must cover many special
channels and practices. For example, online recruitment, exhibitions, college recruitment,
job boards, social media, etc. Each recruitment channel can judge recruitment performance
based on parameters such as employee performance and employee turnover rate (Vijay & Roopa,
2021). Setyawati, Setianingsih, and Udin (2019) discussed the effectiveness of the recruitment
system and employee training in three aspects: First, the quality of work, which is a consideration
of the accuracy, accuracy, orderliness, and completeness of job management for employees
in the organization; second, the number of employees required to recruit to meet production

capacity requirements; and third, the time spent recruiting employees to fill vacancies.

Research Methodology
The population used in the study was a group of employees, officers, and supervisors
of Jilin Guancheng Construction Engineering Co., Ltd., totalling 187 people. The sample groups

used in the research were employees, officers, and supervisors of the Jilin Guancheng Construction
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Engineering Co., Ltd., 128 people, or 68.45% of the total population, whose group size was
obtained by calculating the size of the group using the formula of Yamane (1973), had a level of
confidence in a sampling of 95%, and were selected using a convenience sampling method.

The questionnaire used to collect data for this study was constructed using a combination
of primary sources and reviews of secondary literature. The research objectives were taken
into account when developing the questionnaire, which was broken up into four sections:
Part 1 is a questionnaire on personal factors that features multiple-choice questions. Part 2
is a questionnaire about the use of digital technology, which is characterized by closed-ended
questions. The measure uses a rating scale of 5 levels, with reliability between 0.835 and
0.865. Part 3 is a questionnaire about employee recruitment efficiency, which is characterized by
closed-ended questions. The measure uses a rating scale of 5 levels, with reliability between
0.823 and 0.918. Part 4 is other suggestions and comments, which are open-ended questions.
This questionnaire passed the reliability analysis and has an overall reliability of 0.977.

Data analysis: 1) Descriptive statistics are frequency, percentage, mean, and standard
deviation to explain the preliminary data. And 2) Inferential statistics are research hypothesis
testing with a statistical significance at the 0.05 level, with a t-test, one-way ANOVA (F-test),
post hoc test with Least Significant Difference (LSD) method, and multiple regression analysis

with Enter method.

Research Results

Table 1 shows the number and percentage of personal factors.

Personal factors Frequency Percent
Gender

- Male 56 43.75
- Female 72 56.25
Age

- Not over 30 years old 34 26.56
- 31 - 40 years old 50 39.06
- 41 - 50 years old 35 27.34
- 51 years old or older 9 7.03
Education level

- Undergraduate 46 35.94
- Bachelor's degree 59 46.09
- Postgraduate 23 17.97
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Table 1 shows the number and percentage of personal factors. (Cont.)

Personal factors Frequency Percent

Average monthly income

- Does not exceed 2,000 yuan 43 33.59
- 2,001 - 4,000 yuan a8 37.50
- 4,001 - 6,000 yuan 25 19.53
- 6,001 - 8,000 yuan 12 9.38

Total 128 100.00

Overall, the majority of respondents were female (56.25%) and between the ages
of 31 and 40 (39.06%) with a bachelor's degree (46.09%) and a monthly income between
2,001 and 4,000 yuan (37.50%).

Table 2 shows the average and standard deviation.

The use of digital technology in recruiting X SD Level of opinion
The assignment of open positions 3.79 0.64 High
Collecting information about work 3.67 0.73 High
Determining recruit method 3.72 0.75 High
Recruitment 3.63 0.69 High
Evaluation 3.69 0.66 High
Quality 3.63 0.92 High
Quantity 3.68 0.76 High
Time 3.85 0.69 High

Table 3 shows the hypothesis testing of personal factors on employee recruitment efficiency.

Personal factors Statistical Statistical value Sig.

- Gender t-test -2.409 0.017*%
- Age F-test 3.210 0.025*
- Education level F-test 2.149 0.121
- Average monthly income F-test 2.442 0.067

* Statistically significant at the level of .05.
Table 3 shows that personal factors such as gender and age have varied effects on

the recruiting efficiency of employees at Jilin Guancheng Construction Engineering Co., Ltd.

at the .05 level of significance.

21



Humanities and Social Science Research Promotion Network Journal

Volume 6 Issue 1 (January - April 2023)

Table 4 shows the LSD test of personal factors in terms of age on employees' recruitment

efficiency.
Age Not over 30 31-40 41 - 50 51 years old
years old years old years old or older

Not over 30 years old - -0.23 0.03 0.51

(0.14) (0.86) (0.06)

31 - 40 years old - 0.26 0.74*

(0.09) (0.00)

41 - 50 years old - 0.48

(0.07)

51 years old or older

* Statistically significant at the level of .05.

Table 4, found that respondents aged 31-40 years old had higher recruitment efficiency

of Jilin Guancheng Construction Engineering Co., Ltd. than those aged 51 years old or older,

with statistical significance at the 0.05 level.

Table 5 shows the hypothesis testing of the use of digital technology (Digital HR) on

employees' recruitment efficiency with multiple regression analysis by the Enter method for

the first time.

The use of digital Std.
b B t p-value Tolerance VIF

technology in recruiting Error

Constant -0.294 0.114 2576 0.011*

The assignment of open positions  0.376  0.059 0.334 6.327 0.000* 0.226 4.417
Collecting information about work  0.424 ~ 0.054 0.428 7.812 0.000* 0.210 4.756
Determining recruit method 0.025 0.059 0.026 0.426 0.671 0.168 5.937
Recruitment 0.108 0.061 0.103 1.772 0.079 0.186 5377
Evaluation 0.148 0.062 0.135 2.380 0.019* 0.197 5.080

R = 0.961, R? = 0.923, Adjusted R? = 0.920, SE¢sr = 0.205, F = 292.657, p-value = 0.000*

* Statistically significant at the level of .05.
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Table 5 shows that the recruitment efficiency of Jilin Guancheng Construction
Engineering Co., Ltd. is affected by the use of digital technology in assigning available jobs,

collecting information about work, and evaluating personnel at the .05 level of significance.

Table 6 shows the hypothesis testing of the use of digital technology (Digital HR) on employees'

recruitment efficiency with multiple regression analysis by the Enter method for the second time.

The use of digital Std.

b B t p-value Tolerance VIF
technology in recruiting Error
Constant -0.304 0.114 2667 0.009*

The assignment of open positions  0.414  0.056 0.368 7.448 0.000* 0.263 3.799
Collecting information about work ~ 0.446  0.052 0.450 8.535 0.000* 0.231 4.333
Evaluation 0.221 0.050 0.202 4.440 0.000* 0.310 3.228

R = 0.959, R? = 0.920, Adjusted R? = 0.919, SEge = 0.207, F = 478.258, p-value = 0.000*

* Statistically significant at the level of .05.

Table 6 demonstrates that the use of digital technology in the assignment of open
positions, collection of information about work, and evaluation has a significant (at the .05
level) and positive (at the 91.9% level) impact on Jilin Guancheng Construction Engineering

Co., Ltd.'s recruitment efficiency.

Discussions

1. Differences in personal factors, including gender and age, affect the overall,
quality of work and workload of employees' recruitment efficiency of Jilin Guancheng
Construction Engineering Co., Ltd. differently, with statistical significance at the 0.05 level.
Due to personal factors, the importance of selecting effective personnel to perform their
duties in the organization will be determined by gender and age as variables that affect the
decision to choose effective employees. With males, there will be strong decisions based on
the rules, while females decide to choose based on feelings above the rules, coupled with
age, which is a variable that indicates the person's employee selection experience; the more
work experience, the better. According to Konya, Mati, and Pavlovi, J. (2016), the level of
workers' commitment to their job and company is one of the most significant indicators of
effective organizational behavior as a determinant of employee motivation. Higher-commitment

employees are committed to their professions and the business, have high expectations for
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themselves, accomplish better achievements, and display superior job performance. Prior
study of workers' demographics and personal qualities has shown they are associated with
organizational commitment. It has been discovered that there is a correlation between the
age of people, the number of years they have spent in an organization, and their commitment
level. In addition, subjective acceptance of an organization in the form of a psychological
contract between workers and the company is crucial for developing and acquiring organizational
commitment among employees. Under circumstances of complicated and constant transformation,
it is crucial for the processes of work and professional education, selection, and employee
development, as well as organizational management strategies, to identify the elements
impacting work and organization commitment.

2. The using of digital technology in recruiting, including the assigsnment of open positions,
collecting information about work, and evaluation, affects the employee recruitment efficiency
of Jilin Guancheng Construction Engineering Co., Ltd., with statistical significance at the .05
level and predictive power of 92%. Since employee recruitment through digital technology
channels is a modern tool, it requires a combination of information and various elements. It
starts with the efficiency generated by the system when recruiting employees. Data collection and
employee work experience can be used in considering admissions. On average, the technology
is highly effective in terms of the number of employees and the time it takes to get it. However,
the quality may be below average because the data obtained is still primary. It is necessary
to bring it in, check, and retest the actual work site to evaluate the decision. According to
Acarwal et al. (2018), for the organization to remain competitive or create competitive
opportunities in the business sector, adopting the technology will enhance the efficiency of
human resource management. Using digital technology means Bringing the tools, devices,
and digital technologies that exist today, such as computers, phones, tablets, computer
programs, and online media, used for maximum benefit in communication performance and
working together or used to develop work processes or work systems in the organization to
help change the work to be modern, convenient, fast, and to increase the efficiency and
effectiveness of the work (Kulpeng, 2012). The strategic importance of recruiting is the capacity to
attract and retain high-quality people (Boxall & Purcell, 2003) to work for the organization.
Recruiting strategies can be divided into two broad characteristics (Saisit, 2006). First, the
passive recruitment strategy is generally recruiting people who are ready and able to work to
apply to work for the organization itself without seeking or penetrating human resources such as

recruiting announcements through various media such as newspapers, flyers, posters, or
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recommended friends labour meetings, etc., or it can be said that it is planning a recruiting
strategy in the medium- to short-term. The benefit that the business will get from utilizing
this strategy is that it will have lesser expenditures associated with the recruitment process.
On the contrary, the organizations will have fewer applicants and lose the opportunity to
select the most suitable people. Secondly, a proactive recruitment strategy uses all channels or
every opportunity to approach the target audience. According to a McKinsey & Company
study, proactive recruiting strategies adjust the recruiting guidelines to support the current
and future corporate strategy guidelines. This is considered a long-term recruitment strategy
with @ more diverse method or form, including adding channels to reach various target groups
while focusing on cost analysis in recruiting (Pengcham, 2010).

Adopting a high-performance work system involves various human resource management
activities, which aim to enhance employee performance across the organization. The activities
discussed here cover recruitment, where recruitment affects the workforce quality in the
organization because it allows the organization to select the right people to join the next job
(Carlson, Connerley, & Mecham, 2002). Employee development performance management
and award process require the use of a high-performance management system that is a way
of creating, developing, and maintaining the core competencies of the organization as well
as being the principle of bringing the organization's strategy into real practice and producing
better results (Dyer, 1993; Pfeffer, 1994; Huselid & Becker, 1997; Becker et al., 2009; Huselid
et al,, 2005 and Becker, Huselid & Beatty, 2009). Phoong (2018) conducted a study on the
use of digital technology to enhance recruitment efficiency in retail organizations. The researcher's
goal in this study was to investigate how digital technology could be leveraged in each of
the five stages of the recruitment process to improve the recruitment process's efficiency.
The goal of the study was to give retail businesses insightful information that might help
them make informed investment decisions in digital technologies for recruitment purposes.
This study is meant to serve as a reference for enhancing and developing the usage of various
technologies to increase work efficiency in recruitment. Participants in the study were either
full-time or part-time employees working at recruitment agencies, or contract employees.
The research led to the discovery that digital technology is applied at every one of the stages
of the recruitment process. In general, there was a high degree of agreement, with a large
consensus on the high level of recruitment efficiency, particularly in terms of time. The
implementation of digital technology in recruitment has resulted in a beneficial influence,

and there is widespread consensus regarding the advantages that it offers. According to the
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findings of Ratanarotmongkol (2020), the use of digital technology has had a favourable impact
on the efficiency of recruitment in three different areas: the quality of candidates, the number of
applicants, and the amount of time it takes. Employee acceptance of information technology in
human resource management was found to have a positive correlation with the evaluation
of information technology and its experimentation, according to the findings of a study
conducted by Ratanarotmongkol, which included 126 respondents from large state-owned

banks.

Implications of the study

1. Findings of personal factors on the effectiveness of recruiting employees through
digital technology channels allow executives or human resources departments to have the
authority to make decisions about employees. In addition, understanding the factors that result
in the selection of different employees should be considered.

2. Results from research on the selection of employees for the workplace revealed
that management related to human resources requires digital tools to make effective decisions.
Accordingly, the executives or human resources departments should consider digital adaptation
and usage. To increase efficiency in recruiting personnel, digital technology should be used
to determine open positions, gather information about work, and evaluate aspects. To increase
the quality of work aspect, the use of digital technology in information gathering about work,
recruitment, and evaluation should be considered. To increase efficiency in the workload
aspect, digital technology should be used to determine open positions and gather
information about work.

3. Executives and human resources departments should consider three important
aspects when assessing the effectiveness of recruiting: the quality of work, the number of

applicants, and the length of the recruitment process.

Future Research
1. Quantitative research methods were the primary emphasis of this study, which
was carried out in its entirety. As a result, further study may use other research approaches,
such as qualitative research, which use interview techniques to glean insights from significant
individuals, or a mixed method, which combines qualitative research with quantitative research.
2. The only topics included in this research were those directly relevant to the use

of digital technology. These topics included the allocation of available jobs, the collection of
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information about work, the determination of recruitment methods, recruiting, and assessment.
For this reason, the focus of the research that will be conducted in the future might be on
investigating other elements such as corporate culture, employee behaviours, organizational
training on digitalization, and so on.

3. The future study should expand the study area since this study focused on only

a single company. More companies can provide better results in terms of comparison.
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CAUSAL EFFECT OF ORGANIZATIONAL CULTURE PERCEPTION ON
EMPLOYEE ENGAGEMENT: EMPIRICAL EVIDENCE FROM THE
ELECTRONICS INDUSTRY

Pashatai Charutawephonnukoon'
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Abstract

This research aims to study the causal impact of organizational culture on employee
engagement in a manufacturing company in the electronics industry. The sample group used
in this research was 300 employees randomly selected from a company located in the central
region, and a questionnaire was used as a tool to collect data. Data analysis was conducted
using frequency, percentage, mean, standard deviation, and hypothesis testing with a partially
least squares structural equation model.

The results of the research found that the perceived organizational culture, including
job-oriented culture, person-oriented culture, and team-oriented culture, had a significant positive
influence on employee engagement in the electronics manufacturing company with a statistical
significance level of 0.000. The three variables together predicted 71.4% of employee engagement.
This discovery demonstrates that all three components of organizational culture are crucial in
driving and maintaining employee commitment to the organization, particularly in an industrial
production system that emphasizes successful work completion according to orders or product
demand. Since these products are currently in high demand in the market, it is not enough to
have a work-oriented culture to ensure employee commitment to the organization. Rather, a
culture that supports individuals and teamwork is necessary for successful human resource

management of the organization's essential production capacity.

Keywords: Causal Effect, Organizational Culture Perception, Employee Engagement
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(Partial Least Square Structural Equation Model: PLS-SEM) Hair, Black, Babin and Anderson
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AN5199 1 WEARINANISNAADUAULIYINTHTILATIESwazLMTNeIRUSEN B

Factors Loading AVE Dijkstra-  Joreskog's Cronbach's
Henseler's  rho (pc)  alpha(Ql)

rho (PA)
Fouuszaudisjaiua 0.63 0.93 0.91 0.88
- OC1: AUd59UD 0.81
- OC2: AUNITNYDINUY 0.71
- 0C3: Ysuuvesany 0.51
- OC4: szpzalunsu)URnu 0.88
- 0C5: wwnsgulumsufUiRnu 0.89
- OC6: MsensyALTAMNENNTD  0.88
Jausssuijatiuynaa 0.71 0.80 0.88 0.79
- OCT7: aufianalaveantineu 0.83
- OC8: AN MAINTUNITNY 0.86
- 0C9: MyimULagHNaUTY 0.83
Farusssuisjatiuiinnu 0.69 0.79 0.87 0.78
- OC10: MIIANTALNUY 0.79
- OC11: Msildusy 0.86
- OC12: anuansiaf 0.85
AN NTIUYBINTNITY 0.69 0.86 0.87 0.77
- Y1: udnla 0.92
- Y2: puAseg 0.93
- Y3: MUUTIVIAgIU 0.61

dl U 0 L 5 o a1 iQ/ v (3 !
NATNN 2 WU FalUsELNaiIRLa luwuUdaesla1dIntnesAauseneuNnnIl 0.5

Fuld Tnefirnogsening 0.61-0.93 uagiinrudedelun1sinainnisiansanel Dijkstra-Henseler's
rho (PA) flAN8g 5813149 0.79-0.93, Joreskog's rho (Pc) HiAN8E5¥nI1e 0.87-0.91 WAz Cronbach's
alpha(Ql) fifn0g5em319 0.77-0.88 Feynardiaminnin 0.7 uanandutsudsdsdinrnisenss
Bedwun TagRansanaindn AVE figanin 0.5 TnefiAog5em319 0.63-0.71 (Henseler, Hubona &

Ray, 2016)
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A5199 2 LARINTUSIUAULNLIRSATIIIUN ANLLNagIved Fornell-Larcker

Construct X1 X2 X3 Y
Jarusssuisatiuam (x1) 0.63
Fauussauisjatiuyana (X2) 0.26 0.71
Farusssuisatiuiiunu (x3) 0.29 0.19 0.69
ANUENTIUYBINITNITY (Y) 0.39 0.62 0.34 0.69

=
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[ s

(Average Variance Extracted: AVE) flAngendnAranduiusiuiiuusunedu q lngdunalaainds

Lamﬁagiuummma;u (Fornell & Larcker, 1981)
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A151991 3 LAPINTNAADUANNAFIU
Effect B t-value p-value Cohen’sF?
Tausssuiaiuny > anugniuvesinem 0212 457 0.000%* 0.097
Tausssunfaduynea > Anuaniuvemitinem 0.584  16.32 0.000%** 0.838
TusTINNaUINY > enayniuvemnay 0.211 356 0.000%* 0.105

o [y
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Inefiinduysyandiduma (Path Coefficient) v8sm153u5imusssuesdnsiyjatiuynana e
Wi 0.584 (t = 16,32, p-value = 0.000) Samsssuiisjatiunu fauviidy 0.212 (t = 4.57, p-value
= 0.000) Lmz’i’mummﬁﬁuﬁuﬁmm HAnunfvu 0.211 (t = 3.56, p-value = 0.000) Fata 3 faus

Suduviunglanedaay 71.4 (R? = 0.714)
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THE INFLUENCE OF TRANSFORMATIONAL LEADERSHIP THAT AFFECTS
ORGANIZATIONAL TRUST AND HAPPINESS AT WORK OF GEN Y EMPLOYEES

Wisit Rittiboonchait
Thammarat Tareerak?
Sopana Sawetkochakul®

Santikorn Pamornpathomkul®

Abstract

The research aims to investigate 1) the direct effect of transformational leadership
influencing organizational trust, and the direct and indirect effect of transformational
leadership influencing employee happiness at work of GEN Y. And 2) the direct effect of
organizational trust on employee happiness at work of GEN Y. The researcher used a
convenience sampling method to collect data from 425 GEN Y employees in Thailand using
online questionnaires that passed the content validity test. In addition, the following statistics
were used to analyze the data: Percentage, mean, standard deviation, confirmatory factor
analysis, and path analysis through structural equation analysis.

The results of the research showed that happiness at work of the employees of GEN
Y was caused by the direct effect of transformational leadership (DE = .55), the indirect effect
(IE = .43), and the direct effect of trust in the organization (DE = .48) with a predictive value of
99 percent. In addition, organizational trust was caused by the direct effect of transformational
leadership (DE = .90), with a predictive value of 86 percent. Understanding the true needs of
employees, creating happiness at work and building organizational trust in the organization
will cause good employees to stay at work for a long time and decrease the turnover rate. It
will help reduce the problem of training new employees. Retain knowledge and personnel

with the ability to stay with the organization and make a sustainable organization.

Keywords: Transformational Leadership, Happiness at Work, Organizational Trust, Generation Y Employees
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LOGISTICS COSTS IN TRANSPORTING GOODS FROM THAILAND TO
SHANGHAI, DURING THE COVID-19 EPIDEMIC

Nattaphol Phattanaliamphaibool’
Winyu Proykratok?”

Abstract

The objectives of this research were to analyses and compare the logistics costs
limitations of exporting goods from Thailand to Shanghai, during the COVID-19 epidemic.
This research examined the transportation of goods, including Full Container Load (FCL) and
Less than Container Load (LCL), from international freight forwarding. under various
international shipping agreements in transporting goods. This research examined a triangular
aspect of information from academic experts, business sector and the executive director of
the International Freight Forwarders Association.

The study results revealed that the average logistics costs of transporting goods from
Bangkok Port to Shanghai with FCL was 56,840.70 Baht per 1x20 GP container comprising
78.88% transportation costs, 3.12% warehouse costs, 5.29% storage costs, and 12.71%
administrative cost, while LCL incurred average logistics costs of 15,613.40 Baht for 5.4 CBM
broken down to 48.55% transportation costs, 6.81 % warehouse costs, 6.81% storage costs,
and 37.82% were administrative costs. Additionally, it was found that the COVID-19 epidemic
created an opportunity to export goods from Thailand to Shanghai due to increased demand
for Thai products. But offset by the threat that freight forwarders are now burdened with
higher costs due to increased logistics costs. It was also found that two of the 2010
International Commercial Terms, namely FOB and CIF terms, were appropriate. Moreover,
exporters and importers must also take into account the cost of local charges that they have

to pay as well.

Keywords: Logistics Costs, International Freight Forwarders, International Transportation
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ANTECEDENTS FACTORS AFFECTING CONSUMERS’ DECISIONS TO
RETURN TO USE THE SERVICE AT SANTA FE STEAK
IN NAKHON PATHOM PROVINCE

Rata Chayakorncharoen!”

Phatthararuethai Kenikasahmanworakhun?

Abstract

The purpose of this study was to examine the "antecedent factors of the service
marketing mix that influence consumers' decision to return to use the service at Santa Fe
Steak in Nakhon Pathom Province." The sample used in this study consisted of 420 consumers
living in Nakhon Pathom province who used the service of Steak Santa Fe. The purposive
sampling method was used. A questionnaire was used for data collection. Frequency,
percentage, mean and standard deviation were used in data analysis, and partial least square
structural equation modeling method (PLS-SEM) was used for hypothesis testing.

The results show that most of the respondents are female, between 21-30 years, and
hold a college degree. Most of them are male/female students and have an average monthly
income of 15,000 baht or less. Their opinions on marketing mixed factors and the overall
decision to use the service again are at the highest level. The results of the hypothesis test
showed that the service marketing mix factors, namely product, price, and promotion,
influence consumers' decision to return to use the service at Santa Fe Steak in Nakhon Pathom
Province at the statistically significant level of .001. The variability in the decision to return to

use the service again can be explained at 92 % level.

Keywords: Service Marketing Mix, Decisions to Return to Use, Santa Fe

12 Faculty of Business Administration, Thongsook College. 99/79, Borommaratchachonnani Rd., Sala Thammasop, Thawi Watthana,
Bangkok 10170 Thailand
2 Email: phatthararuethai_tsc@gmail.com

* Corresponding author email: JoylyOO7Rata@hotmail.com

79



Humanities and Social Science Research Promotion Network Journal

Volume 6 Issue 1 (January - April 2023)

unin

Hagfunisfuuszmuemsuaznsguaguaimdudsfisududenisdniudinvesuyud
desndaeliliguamiudauss wagvirslnalsadeldifo fadumndesnsfigunmiifuazudouss
aslalafunmssuusemuomisuasialeshuiidvsslond wazeonddine dadudunuiide
fosninsdndnvimeuia uenandaniunisainisunsszuiavedlain-19 whlvuannizua
noAnssun1ssnauninuind s u il olaenndostuidnisdnduiinluainuunil
(New Normal) @anszuanisiiugameimugunimi annsadusuldainduuaueanidanenio
i@uinvesaulne Afluszuu 12.9 e lnonquinguaiwdulngezsduaufiogluraseny
15-00 U sosasundongugsiofifiony 60 DTuluiidesnisduduasuinisaneduiivasdnw
a1msduldlavae (audidendnsive, 2563)

N15WNTIEUIAUeLlaln-19 lasrmansenunaiasygnavesusemalngag1aumiaa
Tngfiansanldandalay GDP vesUssmaRiinsvenefniaeguiuldda Ussnoufuaninig
Lock down virlsiaswgAad swuiendenaliszinalnelud 2563 GDP Anaufafovay 6.1
dlofiansandusisaiviaznudn mansinuns Anauisiesay 3.4 nMagraivnsuAnauluds
Youaz 5.9 Man1suinisinavlufiefesar 12.1 (@antudseioniswauidseinalng, 2563)

a v

& a' A 'v vo o U o § v Y Y v
uaﬂ‘UWﬂUﬁﬁﬂ‘ﬂiquaqﬁqiLLagLﬂi@\‘l@llﬂlﬂi‘UNaﬂﬁZ'ﬂULSU‘UL@IEJ'Jﬂu‘W'ﬂWMa']EJi']Uﬂ']Nﬁ']EJVLﬂV] amaN

9

v
v a v v Y v Y

pgelitdAny BnNIderpmuNFUAUNUIITNEITY U518y UETaNIUARIUARINTT HaNTENy
aanandalaasanginssuvesdusiaaliudsunvasluvilviduilaafidesnisdssuusenuniu
! [ 1 3 &S v A a v N N Py LY
anas welidnag1elsiniundeligsnadiuemsuazai asauuelssnni daanunsausudauas
UszAudszaosfanisiiseanuingdlule (wsswassa avanimil, 2565)
nanrunisalfanavinliiiuinduszneunisuanesiedianuaiunsalunisusulse

nagnsnIsaniiunIImegsiaviliiuemsituulidesedseauasidulalavinunasaniunisal

[ (%
a A Y a

1 Bnnamgdnssuiilisuluresiuslnaniin1sdsteemsuaziasosiurug iusnisvudunivies

a o

T yhlisemalnedfuemsunndu dwalinisudeduresgsindiuomisiiniuguuss @aune
AR, 2564)

deduunngumsudsdulaniziuaifin aznuin Suadndfinisudstuiugeanly
Uszwnelne 5 dusv ldun Sizzler Aifis1uauavn 57 @11 51918 1,757 d1uun Santa Fe’
Steak 97u3UA11 116 @191 51ld 879 d1uun Jeffer Steak 1uau 56 @11 518b8 312
d1uUm Eat Am Are 9719U 8 @191 3188 226 AUV waTAANgILIA F1UIU 90 @11 Teld
312 81UU (Marketeer, 2022) mﬂﬂﬂﬂuﬂﬁﬂjﬂﬁLLﬂjﬂ“ﬁuﬁEULLiﬂﬁ/ﬁﬂﬁ%ﬂuﬁL@’]’ﬂ"‘mum’]LW (Santa
Fe’ Steak) gatiuldnagnsmenisnaaiiiefiagilvarunsoudsiulunaial degsfiuszansam
Fanagnsnisnaind Sueiuniidenldidunagnsndnaenisviilusludunaszis essian

IngdidUssasaiagisgaandndruiltduinislunisiiaswgiadelidiud avamuludy

80



NIATATEUILANATUNTIENUYEAmanSwardIRNEans

I 6 atUR 1 (WAL - WwBU 2566)

n1slayularUseuduiugie 150 a1uuin sunaladuuyeivisivg wasidaaiviuen
WneasIndunegesaiiles ielianunsanauland jukuunsaniudinvesnusulvdniduaiy
azaansans Jednvindudruemisu3nisaau (Quick Service Restaurant) usnaindadenig
a o a a 1% 9 ¢ a v w d' o va Y a a v
n1sma1nfdusednsninud amanvaluazasidudrdaduiiandnlddvesdusinadnsaey
(Positioning, 2021) Us¢naududagdunisve1ef19e9i19assndun1idnisnsgangfieanain
1 a P 1 IS a = o v aa 1 1 a
nyunNuINAT Wgiwnliuuna Jauasvguduidudnniladmiandunawouigaunuieg
Usgnauiudnunfaniungannamiuas Mkisiuemisdng q swdesuadngiuniiinisveie
a1v100nuNgTaninuaTUy iesefuaudeInIsveduslnaiendeeglunundminuasdsy
Fafrwadneuniludminuasugy $9wau 3 a1 dsegluisassndudndunsanand
Aa1en tada Fanen wastUnd uasugy (Santafesteak, 2022)
n1sandulaldusnisduguilaadnazyiin1sAnusiusiudeyanazalunsanauauese
ANNABINITYRIRURdld wavihdeyailauiusznaunisiansanneudadulalduinig defuan
T % v aa =i & 1 v a v v A ]
grun il LuSuadnifiaviunigalulssinalng wasdiegaiurnsasinduaiuasiiiowing q
Tusimiigenen vnliguilaaldiaanlunisiiansanneudndulalalunaidudu Wesnilmdu

Y Ay a

duAdanungiue Ae duAuslaalddeanatwazteyaduiuuiniunisindulage vinlv

e

14

gun i Uszauanudialunisisgagnailidndulaidenlduinis uinisiiasviligsiadiule

Y Y
wazddusaluldduazdesrumityndadelavesdadediudszannisnainuinisidnacs
v a Y a S = o9 vvaw & & = o w o o o A i
nsandulaunldusnise Juihliidedanuisanudfglun siasfnuvisesuntadendwmanie
n1sandulanduunldusnisgruadineiunivesusianludminuasusu lnglduuaauay
e Uadediulszaun1snainuinisuninseiiasnaaeuanuAgIu teastntayan laliun
AUSMNSHaEEIAN1IVanIsaaaldlunsim uuuusenagnsnianisnaaludansananelunisyi

Tguslnanduanldusniss dastisligsialineld uaviiulnegadadu

TQUszalun1sIde
WeAnwiyndadevesdadudiulssaunisnainusnisidwmanonisdndulanduunld

Usnstruadineiuniivesusinaludimiauasusy

HUNAFIUVIINTTIY
Jaduanuszaun1snainuinis lusundndue 59A1 ¥9em1en153adntie nsdeeasy
N13AA1A YAAA NTEUIUNITIIUSNIS wavanwaenenenndnadanisdndulanduunldusnig

T uainguaivesusinaludminuasugy

81



Humanities and Social Science Research Promotion Network Journal

Volume 6 Issue 1 (January - April 2023)

NSBULUIAAIUNISIY

AU59as5e AaUsnIY

U

AUIIAN

AUYBINNITIN

1MUY

msenaulalgusnisdn

ANUNITEIEIN o Suadnaun LU

nanea Fuslnaludwminuasugy

AIUUAAA

AIUNTTUIUNT

Tvusnng

ANUSNWEULN

ATYATN

AN 1 NFAULUIANNISIY

wuaAn Nauf uaznuideiinedas

wuAnuazngufdadvdrulszaunismaiauinis Ae LAefinanianisdansduyszan
voensmaavslundyswesiuduazuinig eadeanufismeladiniugnd lnsazdnisdonion
U336  fanzauiugnnuaziisslovddmiugndn ioaisanufimelave sgniuazaiis

goau1elvgetu Feladvdrudszaunisnainuuunuauiulsenoauluaie 4ps laun wdngme

82



NIATATEUILANATUNTIENUYEAmanSwardIRNEans

I 6 atUR 1 (WAL - WwBU 2566)

(Product) 59A1 (Price) ¥94019n159A371%1UY (Place) Wagn1vaaasun1snann (Promotion) Wiy
drulsraunsnainusnisiuiinsfinesdussneuiasuA safud unisusnisdilusn 3 @ ldun
uAAa (People) NT8UIUN1TLAUTNT (Process) wagd nwaen194n18019 (Physical Evidence)
(Terziev, Banabakova, Stefanov, & Georgiev, 2017) Tnos1oayvidunvosoarUsynauins 7 a1u
Hfaitang 9 soluil (Isoraite, 2016)

1. Aundniue vunedis daudsenevveandue wu Janneasts gunsal drudsenay
fne 9 fiUseneufuiieasandnsaeinuimun wu dulsenevvednsdwisiede Usenaudie

90N T WUALMDT karaUNIalA1e o BnuINInY Y19i BsdUsENaUAUNE A MIRAuANG UTURY

Y 9

'
(% L3

fundnsiaueiNuandneiu wasn1seenwuuveanunneiuluae

2. A1UIIAT NUNDY SIANVDNANN S T9971998UsenaUlUA1Y 51AFBNUIE ANYUES
A3 E Wudu Ines1AmLnt 1e1995 U ueg AUNSTATINUIEVRII R AAYS 0U1EN1URAIA
wararauaniNiuIuegiuUssmaviegilinnandvendnsioueila

3. AUYBINNITIATINUIY NUIED S YBINN LG b UNITIAINNUUNA AN U9 T 9919
UsznaUumenann1selnenss 1aanianiseeaulall ¥3eveamenIsungtnunaIneaulal natanana

= dll Qll o U o 1 a U 6 = ] I a ¥ Gl a d‘ ¥ ¥

wiena1ndu q Nuunldlunsiadininenandag Tndsdemnensvudsduamsouinisiliunnig
fundnsdauantuy q Jseraunndniuviuegivisvmeviiogimandminendasdoueils

4. PUMTANATUNITAAN NPT NISALASUNTITIANAUDEENT U F99719UsEnaulUme

a ¥ [ v L4 (v = (v v a ¥ [~ ¥ Q{' ) %

AW NISLEASAUAT NNSUTEVIFUNUS NISTALARNT 13 9N15TUUTEAURUAN vTUAU NUU b

[

Tumsiuaudnvessandasiuaznsatuayunsviendndas laonsdaadunseainasiiduneu
BN 9 ﬁﬂzéfaaﬁw%ﬂmz%’mmsmmmw%mﬁm%ﬁaa%ﬂmmaﬂ%aa;;’{U%Iﬂﬂiuwémﬁm%ﬁ?u ‘

5. fuyAna vneis yaraiiisdesiumsdidunuvesesdng wu wiinaw guims
vidpandnuaasdnsiddiusulumsdiiiumuesesdngeing 4 enaflyananansUssaniifedesty
03N BeyarawE U TunU MLz TiRn 9 vesulumsiiiunuresesdng warenalinsdanis
ﬁumiﬁﬂmumamﬁﬂaﬁ?uchumﬁmﬂﬁjmm

6. funsyuINNsiuiNs wneds nssuaumsiithuldlunsliusnnsene 9 vesesdns
FeonausznaulusenszuiumIneuiulazaidunsmueuinng msdaaiunsliuinsdeios vie
mMeUftRnumsnespunsliEnsiidvue TaenszuiunsliiniseivasinanmiayUssansnm
FNg 9 %uagjﬁuaﬂﬁmﬁaﬁmiﬁiﬁmé’aaﬁ’uwamﬁmeﬁﬁu 9 LAZNITIANITNTZUIUNITVDIDIANT

7. AMUANBULININEAIN MU Mskansliiunaa1vesusnslaerunsldnangu
fuoadiulsl wu anmuwindey aauil mannuss gunsal Lazdnwazmsnea iy o Aueaiuld s
luRsnmadnualvesesdnmsiiiuiivonsu msudsnmeveminnuiivanzas in3emanensa A
sing  Tieados videuinssitignénauduiiegluaniuivinistu 4 feuitu Hailesanduduims

Judmdudemardszdiulienn gnAdainasihluiSeudevivadiegindifesiiluesduseneu

83



Humanities and Social Science Research Promotion Network Journal

Volume 6 Issue 1 (January - April 2023)

wwaRauaznuinmadiaduladedn e unAnfivenisifunanssihnisdodivosgndd
FaflszAvdamgsninmsnelnl iesnngnénfienuid esiulundnfasiuazaufianslagetuuinig
v0eU3 W Tnsmstosazaunsndiodfisuimamsnouasiilsvesssnld uenandsddiduwums
Tunsimunnagnsdmsumslinneinistesvesgndi Ssdusgifuanufinela arunindede uay
aruidosiu Fgrtlifuslnaiianszuaumsiasandnduladoduduieuinisedidlangrmiann
Ei‘ﬂizﬂ@“umi’iﬂmﬁm (Gounaris, Dimitriadis, & Stathakopoulos, 2010) 99113 38v94 Ebrahimi and
Tootoonkavan (2014) #l#ifiuin nsndusndediiuAnannisiuifenmnmnisuinig Anuduen

amdnwalnsdusn waranuliledels JuhiliiAaduauiiaels wazilugnisdndulededn

1% LY a 1 |

donAa eIt uLLIAAUBY Du Plessis and Roberts-Lombard (2013) ina1vi1 andlileweladulade
MR YN ATnas oAMUFURUT TENI 1R UsT Yy wazANUTITNANARONTIAUA1YDINAT ALY

puiiswela M3dindulade wazrudsinanfnensaudiuiudumiliwemguiimsdnduladed

52 08UITN1598

mMIeAsatldunsidedeUSunn laeilisaudunisidesadl
1. Yssvnsuasnquiiegeildlunside Ae guslaaiingldusnisiuaingiun

oduagludminuasugy lngAmunvuinngufIeeg19m11Isves Hair, Black, Babin and Anderson

1 1 Y

(2010) $8F1UIU 10 A29871909AMUTTUNR 1ATIUIUNIAY 400 AU WALNDATITDIANUAAIALAR DU

Va v = o

Tunsifiusiusiudeya didedsdrsesdeyaiielinfosas 5 Faladuiusedaivdu 420 au uazdy

Y

AI9E1UVUIRNEAY Ingldendieg1vanzuslaanagldusnsiuadinguaiid uazedeueyly
Jandaunsugu Fafudeya o avfinsegludwminuatsugudiuan 3 a1 taun Wunianaisn
ma1en ladariaien uasUnduasugy Inamilsduavineany) saunsdu 3 dUanv sawsiviaiuie 3

quia 1 vy nniu

[
= ¥ =

2. wwsasdlentuluniside As wuudauniy (Questionnaire) NES1TUINNAISANYITIUT I

av o a Y w w

PINNITIUNNNITIUNTTU Vge] wazniddefiferdasiuiulsfidesnsine ieldduiumaluns
d31auuvaRUINY Bniedarinrunveulakareudniianisnineitesiuiuys nglvidanuaennaes

v W

futanuszasdluniside Tnsuvuasunalunsidetuvseondu 5 dw ldud 1) uwuasunwdanses
2) deyaviluvesimeunuuasuany 3) uwuasunuiReiuiatedulszamsnsmanauing (feegns
dofan 1y sawnfenns :memamnzautunmAWe N ThiafinaresiuesaznIndens
\Aunns fdmaneieimns iudu) faranudesiuegsening 0.800-0.860 4) wuuasunLA By
madtraulatosn (hegrsdernu Weviuinfeiuadnviuasindeuading sl viuasndunld
Usmsuadnoumdnlusuianetnautiueu 1ud) fdanuidesiuegil 0.781 uay 5) AnuAawiu

uazUolEUILUL U o InBuuvasUaINdIUT 3 Lay 4 T935n19lAzluUILUY Rating scale 5 S¥AU

84



NIATATEUILANATUNTIENUYEAmanSwardIRNEans

I 6 atUR 1 (WAL - WwBU 2566)

ALV U LRSI UANLANIT Bansa ey 10C ﬁﬁﬁ’]éﬁﬂ’h 0.66 LaLNISNAGDU
Ferureauudeun tneilanunnni 0.7 3setflaudidede

3. ﬂ’]ﬁLﬂi’lzﬁ“g@iﬂaiumﬁ%lﬂﬁlﬂiﬁﬂ@Uﬁ’JﬁJ MylasERERRnsTauIu T A
Lopay Al LLazdauLﬁmwummgm WATNAADUANNAFIUAIY KUUTIADIEUNITIATIAT MUY

Lﬁuﬂ/mﬁﬁﬁﬂﬁ@ﬂﬁ@&lﬁﬁﬂuwdau (Partial Least Square Structural Equation Modeling: PLS-SEM)
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mMeATgiteyamluvesinounuuaauny nud greunuvasuamdnlvg umands
(Foway 71.19) flany 21-30 U (Feway 82.14) AszaunsAnwiegluseaulSaynns (Fevay 83.33)
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Dijkstra-Henseler's  Joreskog's Cronbach's
Factors Loading AVE
rho (PA) rho (Pc) alpha(at)
Product (X1) 0.56 0.81 0.86 0.80
- X11 0.70
- X12 0.79
- X13 0.73
- X14 0.71
- X15 0.80
Price (X2) 0.60 0.84 0.88 0.83
- X21 0.74
- X22 0.81
- X23 0.79
- X24 0.68
- X25 0.84
Place (X3) 0.60 0.84 0.88 0.83
- X31 0.80
- X32 0.62
- X33 0.81
- X34 0.82
- X35 0.80
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Dijkstra-Henseler's  Joreskog's Cronbach's
Factors Loading AVE
rho (PA) rho (Pc) alpha(at)
Promotion (X4) 0.64 0.86 0.90 0.86
- X41 0.80
- X42 0.78
- X43 0.84
- Xda 0.80
- X45 0.77
People (X5) 0.63 0.86 0.90 0.85
- X51 0.79
- X52 0.78
- X53 0.80
- X54 0.83
- X55 0.77
Process (X6) 0.64 0.87 0.90 0.86
- X61 0.78
- X62 0.82
- X63 0.85
- Xéd 0.75
- X65 0.80
Physical evidence (X7) 0.63 0.85 0.89 0.85
- X71 0.78
- X72 0.78
- X73 0.78
- X174 0.81
- X75 0.80
Repurchase (Y) 0.54 0.78 0.85 0.78
- Y11 0.69
-Y12 0.73
-Y13 0.73
-Yld 0.77
-Y15 0.73
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1nA1 AVE ﬁqmdﬂ 0.5 IneilAnagsening 0.54-0.64 (Henseler, Hubona, & Ray, 2016)
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Effect B t-value p-value  Cohen’s F?
Product > Repurchase 0.383 15.328 .000*** 0.565
Price > Repurchase 0.637 21.430 .000*** 1.342
Place > Repurchase 0.011 0.353 362 0.000
Promotion > Repurchase 0.061 2.529 .006™* 0.020
People > Repurchase 0.004 0.157 438 0.000
Process > Repurchase -0.049 -1.718 .086 0.009
Physical evidence > Repurchase -0.027 -1.048 295 0.003
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MOTIVATION FOR CONDUCTING RESEARCH TO DEVELOP THE ACADEMIC
KNOWLEDGE OF PERSONNEL IN THE AGRICULTURAL LAND REFORM OFFICE

Praewpun Thanee'

Teetut Trisirichod®"

Abstract

At present, the Thai government attaches great importance to research and academic
work. It has focused on reforming the research and innovation system. It wants to create
knowledge and development to strengthen the economy and society and increase the
country's competitiveness. However, the problem of investment in research in Thailand is that
it is the lowest compared to other countries. As a result, academics in Thailand lack the
motivation to conduct research for the development of their own country and organization.
Also, in the Agricultural Land Reform Office.

The purpose of this article is to present a guide for creating motivation to conduct
research among the staff of the Agricultural Land Reform Office, which begins with setting the
organizational goal and objective. In planning each step, scientific principles, concepts,
theories, and examples of motivation from other organizations are used. In this way, research
is produced that is beneficial to both the internal and external organization, including the
benefit to the country, leading to the development of knowledge and the building of

sustainable potential for the organization and the country.

Keywords: Motivation, Knowledge Development, Conducting Research, Agricultural Land Reform Office
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