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The Journal of Organizational Innovation and Management is established as an academic platform
for the dissemination of knowledge derived from research and scholarly articles in the fields of
organizational innovation, management, and related disciplines. The journal emphasizes the integration
of knowledge in organizational management, human resource management and development,
leadership and behavioral sciences, as well as the application of innovation and management-related
technologies. Its primary objective is to support organizational development and enhance adaptability
and sustainability under the dynamic conditions of the digital era.

This inaugural issue (Volume 1, Number 1, September-December 2025) comprises a total of seven
research and academic articles that reflect diverse bodies of knowledge in organizational management,
management innovation, human resource management and development, and organizational behavior.
Key themes addressed include work happiness, organizational commitment, and organizational
development within the context of digital transformation. All articles aim to contribute academic value
while simultaneously promoting the practical application of theoretical concepts, thereby benefiting
executives, scholars, researchers, and other interested stakeholders.

The Editorial Board sincerely hopes that this issue will serve as a high-quality academic reference
and a knowledge-sharing platform that continuously promotes the advancement of organizational
innovation and management. Such contributions are expected to support the enhancement of
organizational effectiveness and sustainability in both Thai society and the global context.

On this occasion, the Editorial Board would like to express its sincere appreciation to all reviewers
for their valuable time and expertise in the peer review process, as well as to all authors for entrusting
the journal with their valuable scholarly works. The Board also extends its gratitude to all parties whose
support has contributed to the successful completion of the Journal of Organizational Innovation and
Management.

Asst.Prof.Dr.Jindarat Peemanee

Editor in Chief
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About the Journal

The Journal of Organizational Innovation and Management has a policy of publishing high-quality
articles in the fields of business administration and management across all disciplines, including
interdisciplinary studies related to management, behavioral sciences, and organizational behavior. The
journal targets faculty members, researchers, scholars, and students in Thailand and internationally.

Types of Articles
Research and academic articles
Language
Thai and English
Publication Frequency
Published 3 issues per year
Vol 1 (January - April), Vol 2 (May - August) ,Vol 3 (September — December)
Publication Fee
No publication fee
Journal Owner
Human and Organizational Innovation Development Institute
Beyond Impact Consultant and Development Co., Ltd.
79 Chalermprakiat Rama 9 Road, Soi 28, Yak 3-1 Dokmai Praves Bangkok 10250
Tel: 080-286-4444
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The Journal of Organizational Innovation and Management is committed to upholding high
standards of academic publication ethics in order to promote transparency, fairness, and
integrity in the scholarly publishing process. The journal clearly defines the roles and
responsibilities of authors, editors, and reviewers in accordance with accepted academic ethical
standards.

Duties of Authors
Authors are required to ensure that their submitted manuscripts are original works that have
not been previously published or simultaneously submitted elsewhere. Proper acknowledgment
of sources must be provided, and any form of plagiarism is strictly prohibited. Authors must also
disclose any potential conflicts of interest related to their work.

Duties of Editors
Editors are responsible for making fair, unbiased, and independent decisions based solely on the
academic merit of manuscripts. They must maintain confidentiality regarding submitted
manuscripts and the peer review process, and avoid any conflicts of interest that could
influence editorial decisions.

Duties of Reviewers
Reviewers are expected to conduct manuscript evaluations with integrity, objectivity, and
academic rigor. They should provide constructive and scholarly feedback to enhance the quality
of the manuscripts. Reviewers must treat all submitted materials as confidential and refrain
from reviewing manuscripts in cases of potential conflicts of interest.

The Journal of Organizational Innovation and Management is dedicated to maintaining
ethical standards throughout all stages of the publication process in order to ensure the
credibility and academic quality of the journal.
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Leading with Integrity: CEO Transformational Leadership as a Driver of Ethical

Culture and Organizational Success

Orarat Rojanasuwan*
Ph.D. Student, Faculty of Management, International College of National Institute of Development Administration

(ICO NIDA), Thailand

Received: September 10, 2025 Revised: September 19, 2025 Accepted: September 25, 2025 Published: October 15,2025

Abstract

In rapidly evolving and highly competitive business environments, it is crucial for top leaders to
steer organizations towards success while maintaining high ethical standards. This study examines the
impact of CEO transformational leadership on organizational ethical culture and firm performance.
Specifically, it explores how transformational leadership by CEOs fosters an ethical culture, thereby
enhancing overall firm performance. Using a convenience sampling method, data were collected via
questionnaires from 64 executives and managers across 20 companies in industries including air express
transportation, freight forwarding, pharmaceuticals, contract manufacturing, and automotive
manufacturing.

The findings reveal a significant positive relationship between CEO transformational leadership
and organizational ethical culture (B = 0.797, p < 0.001, R? = 0.672), indicating that visionary and ethical
leadership is pivotal in cultivating an ethical organizational environment. Moreover, the study
demonstrates a positive correlation between organizational ethical culture and firm performance (B =
0.543, p < 0.001, R? = 0.618), suggesting that a culture characterized by shared norms, values, and ethical
practices enhances firm performance by improving employee satisfaction, reducing misconduct, and
strengthening reputation. Mediation analysis confirms that organizational ethical culture significantly
mediates the relationship between CEO transformational leadership and firm performance (indirect effect
= 0.176, p < 0.001), highlighting the indirect effect of transformational leadership on performance
outcomes through the establishment of an ethical culture.

These results provide practical implications for managers, underscoring the importance of
investing in leadership development and fostering an ethical organizational culture to achieve sustainable

performance.

Keywords: transformational leadership; ethical culture; CEO, firm performance
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Introduction

In the landscape of business today, leaders play important roles in shaping
organizational culture and driving performance by setting the tone, establishing values and
norms, creating a supportive climate, aligning goals and objectives, driving accountability,
adapting to change, and managing relationships with stakeholders (Cameron & Quinn, 2011).
Effective leadership is essential for creating and cultivating ethical culture, innovation, and
performance excellence that enables organizations to compete and survive in today's
competitive business environment (Brown & Trevifio, 2006). According to Lamsam and
Charoensukmongkol (2022), mentioned that building an ethical environment for work is an
important strategic agenda that management should consider strengthening firm
competitiveness. Whilst Brown and Trevifio (2006) mentioned that upholding ethical principles
and fostering a culture of integrity and accountability are essential for organizations to protect
the dilution of their reputation, maintain and enhance stakeholder trust, and sustain long-term
success. On the contrary, the organizations which are not complied with ethical standards can
have far-reaching consequences, ranging from reputational damage and legal liabilities to
financial losses and operational disruptions (Trevifio & Nelson, 2021).

In the Thai context, recent corporate governance challenges highlight the practical
implications of ethical leadership failures. For instance, the case of the Stark Corporation
accounting scandal in 2023, involving misstated financial reports and a significant loss of
investor confidence, underscored the importance of ethical oversight at the top management
level (“Stark finds B15.6bn of irregular transactions in audit,” 2023). Similarly, the collapse of
the Finnish Fund-backed renewable energy project in Chaiyaphum Province revealed
governance lapses and lack of transparency in managerial decisions, leading to public scrutiny
and regulatory interventions (Akarapongpisak, 2019).

However, in the agile and dynamic business environment, rapid technological
advancements, globalization, and increasing stakeholder expectations, it is very challenging
for organizations to maintain ethical standards while pursuing competitive advantage. To
address these challenges, it is a role of the leaders to set the tone for ethical behavior and
foster a culture of integrity and accountability within organizations (Brown & Trevifio, 2006).

There are diverse leadership styles which could create positive impacts on overall firm
performance such as transactional leadership focuses on rewards and penalties (Northouse,
2021), servant leadership focuses on serving the employees rather than commanding
(Greenleaf, 2002), autocratic leadership focuses on controlling all decisions, requires minimal
input from the members (Daft, 2021), democratic leadership involves employee(s) in the
decision-making process (Northouse, 2021), laissez-faire leadership empowers employees to
make decisions to solve the problems (Northouse, 2021), situational leadership style is flexible
and adaptive to decision making based on capability of the team (Blanchard, 2018) and,
charismatic leadership focuses on motivating the team, inspire enthusiasm (Antonakis & Day,

2020). However, one of the prominent styles which is known for the ability to inspire and
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motivate the followers in achieving extraordinary outcomes is transformational leadership
(Bass & Riggio, 2014). Transformational leadership is a characteristic of the leaders who carry
potential in promoting ethical environment in the workplace (Lamsam & Charoensukmongkol,
2022). The transformational leaders would articulate a compelling vision for future of the
organizations, at the same time resonate employees' values and aspirations (Bass & Riggio,
2006). By inspiring a shared vision of ethical conduct and organizational goals, transformational
leaders foster a sense of purpose and direction that motivates employees to uphold ethical
standards and work towards common objectives (Bass & Riggio, 2014).

Chief Executive Officers (CEOs) are the highest-ranking executives in a company or
organization, responsible for making major corporate decisions, managing the overall
operations and resources of the company, and acting as the main point of communication
between the board of directors and corporate operations (DeCenzo et al., 2016). The CEOs
who embrace transformational leadership principles can inspire trust, commitment, and
engagement among employees, leading to improved organizational outcomes and long-term
success (Bass & Avolio, 2000). In addition, Lamsam and Charoensukmongkol (2022) suggested
that the transformational leadership practiced by the CEOs could promote the building of an
ethical culture in the organizations.

Despite prior research has examined the impact of leadership on organizational
outcomes, there remains a lack of empirical studies specifically investigating the influence of
transformational leadership on organizational ethical culture and firm performance. In
addition, prior research focused on the application of transformational leadership to all
management levels in the organizations but not at the CEO level. In addition, very few studies
have explored how transformational leadership practiced by CEOs would promote ethical
work environment in the organizations and subsequently enhance firm performance.

This research seeks to address this gap by exploring the relationship between CEO
transformational leadership and the development of organizational ethical culture, as well as
assessing the impacts of CEO transformational leadership on key indicators of firm
performance, including financial performance, sales revenue, and market share. From a
theoretical perspective, Hambrick and Mason (1984) explained in the upper echelons theory
that top executives’ values, personalities, and experiences influence their evaluations and
choices, which in turn affect organizational outcomes. Therefore, this research will assess the
mediating effect through which organizational ethical culture influences the relationship
between CEO transformational leadership and firm performance.

Understanding the dynamics among CEO transformational leadership, organizational
ethical culture, and firm performance holds significant implications for theory, practice, and
policy. Firstly, an ethical organizational culture is increasingly recognized as a source of
competitive advantage, fostering trust among stakeholders, enhancing reputation, and
reducing the risk of ethical misconduct (Trevifo et al., 2014). Secondly, by focusing on the
role of CEO transformational leadership in shaping ethical culture, this research can inform

leadership development initiatives aimed at cultivating ethical leadership behaviors within
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organizations. Thirdly, in a business environment where corporate activities and social
responsibility are closely observed and reported simultaneously and promptly, ethical
leadership is essential for organizations to navigate complex ethical dilemmas, mitigate risks,
and build sustainable relationships with stakeholders (Brown & Trevifio, 2006). Furthermore,
studying how transformational leadership influences organizational ethical culture can provide
valuable insights for organizational leaders seeking to foster a culture of ethics and integrity.
The assessment of the relationship between organizational ethical culture and firm
performance contributes insights into the connection between an ethical environment and
organizational success. By empirically testing these relationships, the research aims to enhance
our understanding of the mechanisms througsh which CEO transformational leadership

translates into tangible business results.

Research Questions

To close the knowledge gap, this study seeks to answer the following questions:

1. How does CEO transformational leadership affect organizational ethical culture in the
context of dynamic and competitive business environments?

2. Does organizational ethical culture mediate the relationship between CEO
transformational leadership and firm performance?

3. Which organizational and environmental factors influence the strength or direction of
the relationship among CEO transformational leadership, ethical culture, and firm
performance?

4. To what extent do organizational ethical culture and firm performance contribute to
economic, social, and environmental outcomes in the context of corporate sustainability and

competitiveness?

Research Objectives

1. To examine the relationship between CEO transformational leadership and
organizational ethical culture in the context of dynamic and competitive business
environments.

2. To test the mediating role of organizational ethical culture between CEO
transformational leadership and firm performance.

3. To evaluate the effect of CEO transformational leadership and organizational ethical
culture on firm performance outcomes at the organizational level.

4. To compare differences in these relationships under moderating conditions such as

firm size, industry sector, and technological adoption levels.

Concepts and Related Theories
Transformational Leadership
Transformational leadership has become a prominent leadership theory, especially in

today’s challenging and agile business environment. According to transformational leadership
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theory, originally proposed by Bass (1985), there are four key components: idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration. Specifically,
idealized influence refers to the leader serving as a role model and gaining followers' respect
and trust; inspirational motivation involves inspiring and motivating followers through a clear
vision and direction for the organization’s future; intellectual stimulation refers to encouraging
creative and innovative ideas among followers; and individualized consideration involves
addressing the unique needs and development of each follower. This theory has been the
focus of researchers, practitioners, and organizational leaders due to its characteristics and its
ability to inspire and motivate employees to achieve outstanding outcomes. Khan et al. (2020)
argued that transformational leadership creates positive outcomes for organizations, including
employee satisfaction, commitment, and performance. Studies have consistently found that
transformational leaders are associated with higher levels of employee satisfaction,
commitment, and performance compared to other leadership styles (Judge & Piccolo, 2004).

Even though there is a consensus on the positive effects of transformational leadership,
there are still some debates in the literature. One argument focuses on the underlying
mechanisms through which transformational leadership influences organizational outcomes.
While some researchers argue that transformational leaders create a supportive climate that
fosters employee engagement and commitment, others suggest that transformational leaders
may be more effective in certain contexts or with certain types of followers (Walumbwa et al.,
2008).

CEO transformational leadership builds on Bass’s (1985) concept of transformational
leadership, which emphasizes a leader’s ability to motivate and inspire followers through
influence, inspiration, intellectual stimulation, and individualized consideration. In the context
of CEOs, transformational leadership involves exhibiting a compelling vision, empowering
employees, fostering innovation, and promoting ethical conduct (Avolio & Bass, 1991).
Transformational leadership theory suggests that CEOs who demonstrate transformational
behaviors positively influence organizational outcomes such as employee engagement,
satisfaction, and performance (Bass & Avolio, 1994). In addition, transformational CEOs create
a shared vision that aligns with the goals and values of the organization, motivating employees
to perform at their best and achieve extraordinary results (Judge & Piccolo, 2004). Empirical
research supports the effectiveness of CEO transformational leadership on organizational
performance. Several studies have found that organizations led by transformational CEOs tend
to exhibit higher levels of innovation, employee satisfaction, and financial performance
compared to those led by transactional CEOs (Waldman et al., 2001). For example, a study by
Zhang and Bartol (2010) found a positive relationship between CEO transformational
leadership, employee creativity, and organizational innovation.

Ethical Organizational Culture

Ethical organizational culture refers to the shared values, beliefs, norms, and practices
within an organization that promote ethical behavior and decision-making (Trevifio et al., 1998).

It involves the organization’s commitment to ethical principles, the importance of integrity
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and accountability, and the integration of ethics into company policies, best practices, and
decision-making processes.

An ethical culture is crucial for fostering trust, enhancing employee morale, and
ensuring compliance with legal and regulatory standards. Ethical organizations tend to enjoy
higher employee satisfaction, reduced turnover, and improved organizational reputation.
Kaptein (2008) highlighted that ethical cultures mitigate risks associated with unethical
behavior, thereby enhancing organizational sustainability. For example, organizations with
strong ethical cultures tend to have better reputations and greater trust from stakeholders
(Kaptein, 2008). In terms of engagement, employees are more likely to feel valued and
committed when they perceive that their organization conducts business ethically (Valentine
& Fleischman, 2008). Moreover, Trevifo et al. (2006) stated that ethical cultures promote an
environment where innovation is encouraged, as employees feel safe to take responsible risks.

Apart from the benefits mentioned above, developing and maintaining an ethical
culture can be challenging. Factors such as differing personal values, diverse employee
backgrounds, and external pressures can hinder efforts to maintain consistent ethical
standards (Cambridge Core, 2023). Organizations must continuously reinforce ethical training,
transparent communication, and consistent enforcement of ethical policies to sustain their
ethical culture (Ferrell et al., 2015).

Theory and hypotheses development

Upper echelon theory.

This research is grounded in upper echelons theory, viewing CEO transformational
leadership as an important factor in fostering an ethical culture within organizations. The
theory explains that the characteristics of top executives significantly influence the
organization’s direction, corporate strategies, and performance outcomes (Hambrick & Mason,
1984). It further posits that senior executives’ interpretations of situations and their choices in
problem resolution are filtered through their experiences, values, and personalities (Hambrick,
2007). In addition, CEOs have the authority to issue and implement corporate policies and
make critical strategic decisions that guide organizational members’ actions (Lamsam &
Charoensukmongkol, 2022). Based on these statements, it can be implied that CEOs serve as
key drivers in leading and shaping the organization’s direction. Therefore, the strategies and
policies initiated by top executives tend to align with their values and cognitive styles (Lamsam
& Charoensukmongkol, 2022).

By articulating the concepts of both upper echelons theory and CEO transformational
leadership, these theories suggest that the personal characteristics of top executives not only
determine their own leadership style but also set the tone for leadership throughout the
organization (Waldman et al.,, 2001). For example, transformational leadership exhibited by
CEOs fosters an organizational culture that promotes innovation, ethical behavior, and a
commitment to achieving common goals (Banks et al., 2016). Furthermore, transformational
CEOs are effective at driving performance not only through direct influence but also by

empowering middle managers and other employees (Smith & Doe, 2023). Empowerment is a
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key success factor in improving organizational adaptability and responsiveness for sustainable
performance (Chen & Huang, 2024). In this research, the integration of upper echelons theory
and CEO transformational leadership explains how top executives’ leadership styles can help
build an ethical organizational culture.

Effect of chief executive officer transformational leadership and ethical
organizational culture.

Referring to upper echelons theory, Hambrick and Mason (1984) argued that there is a
linkage between the characteristics of top executives and the behaviors of employees within
an organization. Therefore, it can be implied that when top executives cultivate ethical
behavior, they help establish a culture that employees are likely to follow and practice
(Lamsam & Charoensukmongkol, 2022). Research conducted by Brown et al. (2005) further
supports the linkage between leadership and culture, indicating that transformational
leadership is strongly correlated with ethical behavior and can promote an organizational
culture that prioritizes morality over performance outcomes. In addition, Schein (2010) argued
that one of the most important roles of top leaders—CEQOs in particular—is creating and
managing organizational culture. CEOs who demonstrate transformational leadership
behaviors can directly influence the cultivation of an ethical culture within the organization
(Schein, 2010). Therefore, based on the upper echelons theory and supporting evidence, the
following hypothesis is proposed:

H1. Chief executive officer transformational leadership is positively associated with
organizational ethical culture.

Effect of organizational ethical culture on firm performance.

Ethical culture is a set of norms, practices, and values that individuals within an
organization use to guide ethical behavior and decision-making (Johnson, 2024). It includes
principles of ethics, ethical standards, codes of conduct, and the ethical culture perceived by
employees. For example, Valentine and Barnett (2003) found that awareness of an ethics code
within an organization enhances employees’ perceptions of ethical values, which in turn
positively impacts their organizational commitment. The practice of ethical culture within an
organization often reduces the likelihood of exposure to legal and regulatory violations,
thereby lowering costs and enhancing organizational reputation (Smith & Chen, 2024).
McKendall et al. (2002), for instance, found that robust ethical programs reduce instances of
noncompliance and illegality, preserving firm reputation and performance. Ethical
organizations attract talented and high-caliber candidates, enhance employee satisfaction, and
improve customer loyalty (Johnson, 2024). As a result, such organizations remain competitive
in the market and gain a sustainable advantage through superior financial performance.

Kaptein (2008) also indicated that organizations with strong ethical cultures experience less
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misconduct, higher productivity, and better financial returns. After considering all supporting
evidence, the following hypothesis can be proposed:
H2. Organization ethical culture is positively associated with firm performance.
Mediating effect of organizational ethical culture on the link between chief

executive officer transformational leadership and firm performance.
By considering upper echelons theory, it is suggested that top management can influence firm
performance by shaping organizational culture and establishing policies that support the
organization’s core values (Hambrick & Mason, 1984). By integrating upper echelons theory
with transformational leadership, organizational ethical culture, and firm performance, this
comprehensive framework explains the mediating effect of ethical culture on firm
performance. Therefore, it is logical to anticipate a positive relationship between CEO
transformational leadership and firm performance through the mediating effect of
organizational ethical culture. Prior research conducted by Bass and Riggio (2006) suggests that
transformational leaders positively influence organizational performance through various
mechanisms, including increased innovation, enhanced motivation, and improved employee
morale. Trevifio et al. (1998) defined organizational ethical culture as a collection of practices
and values that promote ethical behavior among employees. Empirical research has
demonstrated that organizations with strong ethical cultures achieve higher performance
levels, greater trust, lower litigation costs, and better compliance with regulations (Simha &
Cullen, 2012). Research conducted by Groves and LaRocca (2011) found that the influence of
leadership on organizational outcomes can be mediated by organizational ethical culture,
suggesting that ethical culture may serve as a bridge that enhances the impact of
transformational leadership on firm performance. Transformational leadership appears to
cultivate an ethical culture, which in turn positively influences firm performance. This
mediating relationship highlights the importance of fostering ethical values within organizations
to fully leverage the benefits of transformational leadership. Therefore, it is logical to propose
the following hypothesis:

H3. Organization ethical culture mediates the positive association between chief

executive officer transformational leadership and firm performance.

All hypotheses are summarized in the conceptual model, as shown in Figure 1.
H3 +

CEO
Transformational
Leadership

Firm
Performance

Organizational
Ethical Culture

Figure 1: Conceptual Model

*CONTACT Corresponding: orarat_r@live.com 8


mailto:orarat_r@live.com

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

Research Methodology
Sample and Data Collection

The sample group was selected using a nonprobability sampling method. A list of 20
companies across various industries was compiled based on the researcher’s close
professional network, which included firms in the air express transportation, air freight
forwarding, pharmaceutical, contract manufacturing, and automotive manufacturing industries.
A convenience sampling method was applied to purposely select respondents at
management levels, as they possess direct insights into their CEOs’ leadership styles, the
ethical culture of their organizations, and the overall performance of their firms. The survey
was conducted through a questionnaire developed on Google Forms and distributed via email
to 300 recipients. A cover letter was attached to the questionnaire, explaining the purpose of
the study, assuring respondents of data confidentiality, and emphasizing that participation was
anonymous. One week after the initial email was sent, a follow-up email was distributed to
ensure the questionnaire was received. A total of 66 responses were collected over the two-
week survey period. However, after data auditing, two responses were deemed unusable due
to inconsistencies. Therefore, 64 usable questionnaires remained, representing a 21.33%
response rate. While the sample size of 64 meets the minimum requirement for regression
analysis, its relatively small size may limit the generalizability of the findings. Future studies
should consider stratified or random sampling to ensure broader representation across
industries and firm sizes, thereby improving external validity. A summary of the sample

characteristics is presented in Table 1.

Table 1: Descriptive statistics of samples

Variables Mean Standard Deviation (SD)
Age of respondents (years) 41.1 9.25
Year of Service 15.86 9.60

Source : Rojanasuwan (2024)

Measures
The scale developed by Carless et al. (2000) was used to measure CEO transformational
leadership. The scale consists of nine items. A five-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree) was applied. These items include:
1. Communicates a clear and positive vision of the future.
Treats staff as individuals, supports and encourages their development.
Gives encouragement and recognition to staff.
Fosters trust, involvement and cooperation among team members.
Encourages thinking about problems in new ways and questions assumptions.
Is clear about his/her values.
Practices what he/she preaches.

Instills pride and respect in others.

W oo N o AWDN

Inspires staff by being highly competent.
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The scale developed by Goebel et al. (2012) was used to measure organizational ethical
climate. The scale consists of thirteen items. A five-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree) was applied. These items include:

1. Top managers in our organization regularly show that they care about ethics.

Top managers in our organization guide decision-making in an ethical direction.
Top managers in our organization are models of ethical behavior.

Top managers in our organization represent high ethical standards.
Management in our organization disciplines unethical behavior when it occurs.
Penalties for unethical behavior are strictly enforced in our organization.
Unethical behavior is punished in our organization.

People of integrity are rewarded in our organization.

Y 0o Ny RN

Ethical behavior is rewarded in our organization.

10. Employees in our organization are required to acknowledge that they have read and
understood the code of conduct.

11. The code of conduct is widely distributed throughout our organization.

12. Employees in our organization are regularly required to assert that their actions are in
compliance with the code of conduct.

13. The code of conduct is well formalized in our organization.

The scale developed by Siepel and Dejardin (2020) was used to measure firm performance.
The scale consists of five items. A five-point Likert scale ranging from 1 (strongly disagree) to
5 (strongly agree) was applied. These items include:

1. Overall profit level achieved.

Profit margin achieved.
Return on investment achieved.

Sales volume achieved.

ook N

Market share achieved.

Control Variables

This research gathers basic demographic data and control variables to account for
potential effects resulting from respondents’ age and years of service. Age diversity is generally
seen as contributing positively to firm performance by bringing a variety of perspectives and
experiences, thereby enhancing decision-making processes and innovation (Nadeem et al,,
2019). Experience is measured by years of service; longer tenure can provide stability and in-
depth organizational knowledge, which are beneficial for performance (Wang et al., 2018).
However, excessive tenure without corresponding performance improvements may lead to
stagnation (Wang et al., 2018).

Statistical Analysis
Descriptive statistics were used to summarize the demographic characteristics of the

sample and the distribution of responses for each variable. The mean and standard deviation
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were calculated for the variables of age and years of service. In addition, Cronbach’s alpha
was computed to assess the internal consistency of the scales used in the questionnaire.
Ordinary Least Squares (OLS) regression analysis was employed as the analytical tool to test
the hypothesized relationships among the variables. OLS regression is suitable for estimating
linear relationships between the independent variable (CEO transformational leadership), the
mediating variable (organizational ethical culture), and the dependent variable (firm

performance). IBM SPSS Statistics version 29 was used for data analysis.

Summary of Findings and Discussion

Results

Prior to conducting the analysis, the internal consistency and reliability of the scales
used in this study were tested using Cronbach’s alpha coefficients. Cronbach’s alpha is a
measure of internal consistency that assesses how closely related a set of items are as a
group. According to Nunnally (1978), a Cronbach’s alpha value above 0.70 is considered
acceptable for social science research, values above 0.80 are considered good, and values
above 0.90 indicate excellent reliability.

The results of the reliability test presented in Table 2 reveal that all three variables in
this study have Cronbach’s alpha values exceeding 0.90. The scales used are therefore
considered to have excellent reliability. These high values provide confidence that the items

within each scale are measured consistently and represent the same underlying construct.

Table 2: Results from reliability test

Variables CEO Transformational  Organizational Ethical Firm Performance
Leadership Culture
Cronbach’s alpha (QU) 0.946 0.936 0.951
coefficient

Source : Rojanasuwan (2024)

The model was tested to examine the correlations among the variables, and the results

are presented in Table 3.

Table 3: Correlations among variables

Variables CTL OEC FP AGE YOS

CTL 1 .760** .542** -0.095 0.073

OEC 1 570** -0.032 0.008

FP 1 -0.134 0.111

AGE 1 0.694**

YOS 1
Notes:

** Correlation is significant at the 0.01 level (p-value < .01) (2-tailed)

* Correlation is significant at the 0.05 level (p-value < .05) (2-tailed)
CTL=CEO Transformational Leadership, OEC=0rganizational Ethical Culture, FP=Firm Performance, AGE = Age, YOS = Years of Service.

Source : Rojanasuwan (2024)
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The results from the model estimation using OLS regression are summarized in Table 4.

The results of the hypothesis testing are presented as follows:

Table 4: Multiple regression results

Independent Variables Beta coefficients and the level of significance VIF

Regression 1 (CTL—»OEC)

Main independent variables

CEO Transformational Leadership 160%** 1,270

R-square 672

Regression 1 (OEC—>FP)

Main independent variables

Organizational Ethical Culture 570** 1.207
Control variables

Age -.321 2.290
Years of Service .264 3.432
R-square .618

Note: *** <.001, Standardized beta coefficients are reported

Source : Rojanasuwan (2024)

Hypothesis 1: The results of the regression analysis indicate a strong and statistically
significant positive association between CEO transformational leadership and organizational
ethical culture, as evidenced by the beta coefficient (B = 0.797, p < 0.001). This finding
suggests that firms led by CEOs who demonstrate higher levels of transformational leadership
tend to exhibit higher levels of ethical culture compared to firms led by CEOs with lower

levels of transformational leadership. Therefore, Hypothesis 1 is supported.

Hypothesis 2: The results of the regression analysis indicate a strong and statistically
significant positive association between organizational ethical culture and firm performance,
as evidenced by the beta coefficient (B = 0.543, p < 0.001). This finding suggests that firms
exhibiting higher levels of organizational ethical culture tend to achieve better performance

than those with lower levels of ethical culture. Therefore, Hypothesis 2 is supported.

Hypothesis 3: The mediating effect of CEO transformational leadership on firm
performance through organizational ethical culture was calculated by multiplying the beta
coefficients of the direct paths (0.797 x 0.543 = 0.176), as recommended by Preacher and
Hayes (2004). As a result, the mediation analysis (B = 0.176, p < 0.001) confirms that
organizational ethical culture significantly mediates the relationship between CEO

transformational leadership and firm performance. Therefore, Hypothesis 3 is supported.

Regarding the control variables, the results from Regression Analysis 2 (OEC —> FP)
reveal that age ( ,8 = — 0.321, p = 0.021) is negatively associated with firm performance. This

indicates that older CEOs are more likely to be associated with lower firm performance. The
result is supported since the p-value is below the 5% significance level. For years of service

(B = 0.264, p = 0.117), there is a positive association with firm performance, suggesting that

*CONTACT Corresponding: orarat_r@live.com 12


mailto:orarat_r@live.com

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

CEOs with longer tenure tend to be associated with higher firm performance. However, since

the p-value exceeds the 5% significance level, this result is not statistically supported.

The issue of multicollinearity was assessed using the Variance Inflation Factor (VIF), which
should be lower than 10. According to the results, the highest VIF value was 3.432, which is
below the acceptable threshold. Therefore, there is sufficient evidence to conclude that

multicollinearity is not a major concern in this study.

Finally, the R? results from the regression analyses are 0.672 and 0.618. This indicates
that all variables in the models—including CEO transformational leadership, organizational
ethical culture, firm performance, age, and years of service—explain 67.2% and 61.8% of the
variance in organizational ethical culture and firm performance, respectively. The remaining
32.8% and 38.2% of the variance can be attributed to other factors not included in the

regression analysis.

Figure 2 depicts the results of the OLS regression, summarized in the conceptual model

as follows:
, Age
L432%** -.321 ,’,
Transfcfl:'lrznoational Organizational Firm g
i Performance
Leadership Ethical Culture B4Rk
R2=0.672 R2=0.618
Main independent variable Years of
Service

Controlled variables

Figure 2: Results from OLS Regression
Notes:*** <.001

® Standardized beta coefficients are reported

® Dash lines represent non-significant results

Source : Rojanasuwan (2024)

Discussion

The primary objective of this study was to explore the mediating effect of
organizational ethical culture on the relationship between CEO transformational leadership
and firm performance. The results obtained from the OLS regression analysis reveal a strong
relationship among CEO transformational leadership, organizational ethical culture, and firm
performance.

In particular, the results confirm a significant positive association between CEO
transformational leadership and organizational ethical culture (B = 0.797, p < 0.001). This
indicates that transformational leaders, through their visionary and ethical conduct, play a

crucial role in shaping and fostering an ethical culture within organizations. This finding is
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consistent with previous research that has highlighted the role of transformational leaders in
promoting ethical values and behaviors (Bass & Avolio, 1994; Trevifio et al., 2000).

The analysis also shows a significant positive relationship between organizational
ethical culture and firm performance (B = 0.543, p < 0.001). This suggests that organizations
with strong ethical cultures tend to perform better both financially and operationally. The
findings from this research align with previous studies conducted by Kaptein (2008) and
Valentine and Fleischman (2008), which explained that organizational ethical culture promotes
trust, reduces misconduct, and enhances employee satisfaction, thereby contributing to
improvements in firm performance.

The mediation analysis also supports the hypothesis that organizational ethical culture
mediates the relationship between CEO transformational leadership and firm performance.
The indirect effect, calculated by multiplying the beta coefficients of the direct paths (0.797
x 0.543), confirms the mediating effect of ethical culture. This indicates that transformational
leadership significantly influences firm performance through its impact on organizational
ethical culture (Mayer et al., 2009; Huhtala et al., 2013).

Considering upper echelons theory alongside the findings of this research, the study
provides a theoretical framework for understanding the relationship between CEO
transformational leadership and firm performance, with the mediating role of organizational
ethical culture. The upper echelons theory explains that organizational outcomes are heavily
influenced by the characteristics and values of top executives (Hambrick & Mason, 1984). This
study extends the theory by demonstrating how transformational leadership, which reflects a
core value of executives, can promote an ethical culture that enhances firm performance.

Transformational leaders embrace values such as integrity and ethical behavior, which
are crucial for fostering an ethical culture. This aligns with the cognitive and value dimensions
of upper echelons theory (Hambrick & Mason, 1984). Consistent with Smith and Chen (2004)
and Kaptein (2008), the study also shows that the practice of ethical culture within an
organization can reduce the likelihood of exposure to legal and regulatory violations, thereby

lowering costs and enhancing the organization’s reputation.

Recommendations for Future Research

Research on transformational leadership in Thailand remains limited, particularly within
the small and medium enterprise (SME) sector. Future studies could focus on owners or top
management in SMEs. Similarly, the scales used for measuring firm performance could be
adapted to better fit the SME context (e.g., customer satisfaction, employee innovation, and
employee satisfaction). In addition to organizational ethical culture, future research may also
consider other mediating variables (e.g., innovation climate, employee engagement) to gain
broader perspectives on the relationship between transformational leadership and firm
performance.

While this study provides clear quantitative evidence of the relationships between CEO

transformational leadership, organizational ethical culture, and firm performance, it has certain
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limitations in capturing the underlying mechanisms and contextual nuances that quantitative
data alone may not fully explain.

Future research could incorporate qualitative approaches, such as in-depth interviews
or focus group discussions, to gain richer insights into the experiences, perceptions, and
decision-making processes of executives and employees. Additionally, employing a mixed-
methods design that integrates both quantitative and qualitative data could provide a more
comprehensive understanding of how transformational leadership shapes ethical culture and
organizational outcomes. Such an approach would not only deepen the findings but also
contribute to the development of new theoretical perspectives and practical implications for

leadership and organizational ethics.

Limitations

Although this research provides additional contributions to the study of
transformational leadership, several limitations must be acknowledged. Firstly, the sample of
firms that contributed data for analysis was limited in both scope and number. Specifically,
this study relied on a convenience sample due to time constraints and limited access to other
firms, which may restrict the generalizability of the findings to industries not represented in
the sample. In addition, the use of a questionnaire survey for data collection, along with the
application of subjective measures of firm performance, may make the data susceptible to
response bias. Lastly, there may be other control variables influencing firm performance that

were not included in the analysis.

Managerial Implications

The findings of this study have pivotal implications for organizations, particularly in
promoting and endorsing transformational leadership among top management. The results
indicate that top management who embody transformational leadership serve as key change
agents in fostering and nurturing an ethical organizational culture. Consequently, this
leadership approach significantly enhances overall firm performance, aligning with broader
organizational goals and strategic imperatives. The following are the key implications from this
study:

First, organizations need to consider implementing development programs to promote
transformational leadership. They should invest in comprehensive leadership development
initiatives that focus on cultivating transformational leadership qualities. These programs
should emphasize the core competencies required to become effective transformational
leaders. Moreover, senior executives can play a crucial role in mentoring newly onboarded
leaders within the organization. By serving as role models, they can instill transformational
leadership qualities in their successors, thereby ensuring a consistent leadership style across
different levels of management.

Second, organizations must endeavor to cultivate an ethical organizational culture.

Such efforts should extend beyond top management and encompass all managerial levels.
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The management team should collectively develop and enforce clear ethical standards and
guidelines, including the establishment of codes of conduct, ethical training programs, and
mechanisms for reporting and addressing unethical behavior. Establishing a well-defined
ethical framework is instrumental in embedding a culture of integrity and accountability.
Moreover, conducting regular ethical audits can help managers assess the current state of the
organizational culture and identify areas for improvement. During these audits, management
should communicate the importance of ethics to employees, emphasizing the organization’s
commitment to reinforcing ethical practices rather than creating the impression of an
investigative procedure.

Last but not least, it is recommended that organizations align their ethical culture with
strategic goals. An ethical culture that supports the company’s mission and objectives can
enhance overall performance by improving employee morale, customer satisfaction, and
organizational reputation. Additionally, recognizing and rewarding employees who
demonstrate ethical behavior and contribute to organizational goals can reinforce positive

behaviors and drive performance.

References

Akarapongpisak, N. (2019). Land Governance, Everyday Politics and the Wind Energy Project
on Lands under the ALRO in Chaiyaphum Province (unpublished thesis).
Mahasarakham University.

Antonakis, J., & Day, D. V. (Eds.). (2020). The Nature of Leadership (3 ed.). Sage Publications.

Avolio, B. J., & Bass, B. M. (1991). The Full Range of Leadership Development: Basic and
Advanced Manuals. Binghamton, NY: Bass, Avolio, & Associates.

Banks, G. C., McCauley, K. D., Gardner, W. L., & Guler, C. E. (2016). A meta-analytic review of
authentic and transformational leadership: A test for redundancy. Leadership
Quarterly, 27(4), 634-652.

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.

Bass, B. M. (1990). Bass & Stogdill’s handbook of leadership: Theory, research, and
managerial applications. Free Press.

Bass, B. M., & Avolio, B. J. (2000). Improving organizational effectiveness: Through
transformational leadership. Sage Publications, Inc.

Bass, B. M., & Avolio, B. J. (Eds.). (1994). Improving organizational effectiveness through
transformational leadership. Sage Publications, Inc.

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership (2" ed.). Lawrence Erlbaum

Associates.
Bass, B. M., & Riggio, R. E. (2014). Transformational leadership. Routledge.
Blanchard, K. (2018). Leadership and the One Minute Manager Updated Ed: Increasing

Effectiveness Through Situational Leadership II. William Morrow.

*CONTACT Corresponding: orarat_r@live.com 16


mailto:orarat_r@live.com

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

Brown, M. E., & Trevifo, L. K. (2006). Ethical leadership: A review and Future Directions. The
Leadership Quarterly, 17(6), 595-616. https://doi.org/10.1016/j.leaqua.2006.10.004
Burns, J. M. (1978). Leadership. Harper & Row.

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and Changing Organizational Culture: Based
on the Competing Values Framework (3 ed.). San Francisco: Jossey-Bass.

Carless, S.A., Wearing, A.J. and Mann, L. (2000). A short measure of transformational
leadership. Journal of Business and Psychology, 14(3), 389-405.
https://doi.org/10.1023/A:1022991115523

Chen, L., & Huang, Y. (2024). Empowerment and its impact on organizational performance:
Towards sustainability and adaptability. Journal of Sustainable Business Practices,
12(2), 112-134.

Daft, R. L. (2021). Leadership (9" ed.). Cengage Learning

DeCenzo, D. A., Robbins, S. P., & Verhulst, S. L. (2016). Fundamentals of Human Resource
Management. John Wiley & Sons, Inc.

Ferrell, O. C, Fraedrich, J., & Ferrell, L. (2015). Business Ethics: Ethical Decision Making and
Cases. Cengage Learning.

Goebel, P., Reuter, C., Pibernik, R. and Sichtmann, C. (2012). The influence of ethical culture
on supplier selection in the context of sustainable sourcing. International Journal of
Production Economics, 140(1), 7-17. https://doi.org/10.1016/].ijpe.2012.02.020

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate power
and greatness. Paulist Press.

Greenleaf, R. K, & Spears, L. C. (Eds.). (2002). Servant leadership: A journey into the nature

of legitimate power and greatness (25" anniversary edition). Paulist Press.

Groves, K. S., & LaRocca, M. A. (2011). An empirical study of leader ethical values,
transformational and transactional leadership, and follower attitudes toward corporate
social responsibility. Journal of Business Ethics, 103(4), 511-528.

Hambrick, D. C., & Mason, P. A. (1984). "Upper Echelons: The Organization as a Reflection of

lts Top Managers." Academy of Management Review, 9(2), 193-206.

Hersey, P., & Blanchard, K. H. (1969). Management of oreanizational behavior: Utilizing
human resources. Prentice Hall.

Hosmer, L. T. (1995). Trust: The connecting link between organizational theory and

philosophical ethics. The Academy of Management Review, 20(2), 379-
403. https://doi.org/10.2307/258851

Johnson, A., & Lee, B. (2024). Defining ethical culture in contemporary organizations: Norms,
practices, and values. Ethics in Organizational Contexts, 10(1), 50-70.

Judge, T. A, & Piccolo, R. F. (2004). Transformational and transactional leadership: A meta-
analytic test of their relative validity. Journal of Applied Psychology, 89(5), 755-768.
https://doi.org/10.1037/0021-9010.89.5.755

*CONTACT Corresponding: orarat_r@live.com 17


mailto:orarat_r@live.com
https://doi.org/10.1016/j.leaqua.2006.10.004
https://doi.org/10.1023/A:1022991115523
https://doi.org/10.1016/j.ijpe.2012.02.020
https://psycnet.apa.org/doi/10.2307/258851
https://doi.org/10.1037/0021-9010.89.5.755

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

Kaptein, M. (2008). Developing and testing a measure for the ethical culture of organizations:
The corporate ethical virtues model. Journal of Organizational Behavior, 29(7), 923-
947.

Khan, M. S., & Khan, I. (2020). Transformational Leadership and Employee Engagement.
Frontiers in Psychology, 11, 501. DOI: 10.3389/fpsys.2020.00501.

Lamsam, N., & Charoensukmongkol, P. (2022a). Effect of CEO transformational leadership on
Organizational Ethical Culture and firm performance: The moderating effect of
competitive intensity. Journal of Asia Business Studlies, 17(3), 539-558.
https://doi.ore/10.1108/jabs-12-2021-0513

Lewin, K., Lippitt, R., & White, R. K. (1939). Patterns of aggressive behavior in experimentally

created "social climates." The Journal of Social Psychology, 10, 271-299.
https://doi.org/10.1080/00224545.1939.9713366

Muktamar B, A. (2023). The role of Ethical Leadership in Organizational Culture. Jurnal
Mantik, 7(1), 77-85. https://doi.org/10.35335/mantik.v7i1.3635

Nadeem, M., Zaman, R., & Saleem, I. (2019). Boardroom gender diversity and its impact on
firm performance: Evidence from emerging markets. Business Strategy and
Development, 2(4), 298-309.

Northouse, P. G. (2021). Leadership: Theory and Practice (8" ed.). Sage publications

Nunnally, J. C. (1978). Psychometric Theory (2™ ed.). McGraw-Hill.

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect effects

in simple mediation models. Behavior Research Methods, Instruments, & Computers,
36(4), 717-731.

Siepel, J. and Dejardin, M. (2020). How do we measure firm performance? A review of issues
facing entrepreneurship researchers, in Saridakis, G. and Cowling, M. (Eds). Handbook of
Quantitative Research Methods in Entrepreneurship. Elgar publishing, Northampton,
MA,4-20. https://doi.org/10.4337/9781786430960.00006

Simha, A., & Cullen, J. B. (2012). Ethical climates and their effects on organizational
outcomes: Implications from the past and prophecies for the future. Academy of
Management Perspectives, 26(4), 20-34.

Smith, J. & Doe, A. (2023). The role of CEO transformational leadership in enhancing
organizational performance: A multi-level review. Journal of Management Excellence,
15(1), 45-67.

Smith, J., & Chen, L. (2024). The impact of ethical culture on compliance and organizational
reputation. Journal of Corporate Responsibility, 18(2), 134-150.

Stark finds B15.6bn of irregular transactions in audit. (2023, September 30). Bangkok
Post.https://www.bangkokpost.com/business/general/2655235/stark-finds-b15-6bn-of-
irregular-transactions-in-audit

Trevino, L. K., & Nelson, K. A. (2021). Managing business ethics straight talk about how to do
it right. Wiley.

*CONTACT Corresponding: orarat_r@live.com 18


mailto:orarat_r@live.com
https://doi.org/10.1108/jabs-12-2021-0513
https://doi.org/10.1080/00224545.1939.9713366
https://doi.org/10.35335/mantik.v7i1.3635
https://doi.org/10.4337/9781786430960.00006
https://www.bangkokpost.com/business/general/2655235/stark-finds-b15-6bn-of-irregular-transactions-in-audit?utm_source=chatgpt.com
https://www.bangkokpost.com/business/general/2655235/stark-finds-b15-6bn-of-irregular-transactions-in-audit?utm_source=chatgpt.com

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

Trevino, L. K, Butterfield, K. D., & McCabe, D. L. (1998). The ethical context in organizations:
Influences on employee attitudes and behaviors. Business Ethics Quarterly, 8(3), 447-
476. https://doi.org/10.5840/10.2307/3857431

Trevino, L. K., den Nieuwenboer, N. A., & Kish-Gephart, J. J. (2014). (UN)ethical behavior in
organizations. Annual Review of Psychology, 65(1), 635-660.
https://doi.org/10.1146/annurev-psych-113011-143745

Trevino, L. K., Weaver, G. R., & Reynolds, S. J. (2006). Behavioral ethics in organizations: A
review. Journal of Management, 32(6), 951-

990. https://doi.org/10.1177/0149206306294258

Valentine, S., & Fleischman, G. (2008). Ethics programs, perceived corporate social
responsibility and job satisfaction. Journal of Business Ethics, 77(2), 159-172.

Waldman, D. A., Ramirez, G. G., House, R. J., & Puranam, P. (2001). Does Leadership Matter?
CEO Leadership Attributes and Profitability under Conditions of Perceived
Environmental Uncertainty. Academy of Management Journal, 44(1), 134-

143. https://doi.org/10.2307/3069341

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008).
Authentic leadership: Development and validation of a theory-based measure. Journal
of Management, 34(1), 89-126. https://doi.org/10.1177/0149206307308913

Wang, M., & Kelan, E. K. (2018). The gender gap in executive careers and executive
competencies. Industrial and Organizational Psychology, 11(1), 123-126.

Weaver, G. R, Trevino, L. K., & Cochran, P. L. (1999). Corporate Ethics Programs as Control
Systems: Influences of Executive Commitment and Environmental Factors. The
Academy of Management Journal, 42(1), 41-57. https://doi.org/10.2307/256873

Weber, M. (1947). The theory of social and economic organization. Translated by A. M.
Henderson & Talcott Parsons. Oxford University Press.

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity:
The influence of psychological empowerment, intrinsic motivation, and creative
process engagement. Academy of Management Journal, 53(1), 107-

128. https://doi.org/10.5465/AMJ.2010.48037118

Contact Information

Mr. Orarat Rojanasuwan

E-mail: orarat_r@live.com

Affiliation: Ph.D. Student, Faculty of Management, International College of National
Institute of Development Administration (ICO NIDA), Thailand

*CONTACT Corresponding: orarat_r@live.com 19


mailto:orarat_r@live.com
https://doi.org/10.5840/10.2307/3857431
https://doi.org/10.1146/annurev-psych-113011-143745
https://doi.org/10.1177/0149206306294258
https://psycnet.apa.org/doi/10.2307/3069341
https://doi.org/10.1177/0149206307308913
https://doi.org/10.2307/256873
https://doi.org/10.5465/AMJ.2010.48037118

Research Article

:o “"’

.. L‘JOIM Journal of Organizational Innovation and Management

e v https://s016.tci-thaijo.org/index.php/JOIM

MTETUINNTTUBIANISUAZNITIANS

Effect of Social Resources, Procedural Justice, and Psychological Need

Satisfaction on Organizational Commitment in Thailand Companies

Natapol Supsomwong*
Ph.D. Student, Faculty of Management, International College of National Institute of Development Administration

(ICO NIDA), Thailand

Received: October 6, 2025 Revised: November 18, 2025 Accepted: November 18, 2025 Published: November 21, 2025

Abstract

The objective of this research is to examine the effects of social resources, procedural justice,
and psychological need satisfaction on organizational commitment among employees in Thailand. The
objective of this research is to examine the effects of social resources, procedural justice, and
psychological need satisfaction on organizational commitment among employees in Thailand. The
Conservation of Resources (COR) Theory is utilized as the theoretical framework for hypothesis
development. Data were collected from employees across various industries and managerial levels in
Thailand using the snowball sampling method to ensure a diverse and representative sample. This study
employed Ordinary Least Squares (OLS) regression to analyze the data. This research obtained data from
63 employees of the company in Thailand. The analysis reveals that psychological need satisfaction
significantly enhances organizational commitment, while social resources and procedural justice did not
show statistically significant effects. The findings emphasize the importance of addressing employees'
psychological needs to foster a committed and productive workforce. These results highlight that
psychological need satisfaction is the strongest predictor of organizational commitment in the Thai cultural
context. This research not only reinforces the relevance of the COR Theory in understanding organizational
commitment but also provides practical recommendations for developing culturally aligned human
resource strategies that support organizational stability and success in the competitive business landscape
of Thailand.

Keywords: organizational commitment; social resources; procedural justice; psychological need

satisfaction; Conservation of Resources Theory
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Introduction

Organizational commitment is a vital concept that refers to the psychological
attachment an employee feels towards their organization. (Meyer & Allen, 1991)
It encompasses the employee's loyalty, identification with the organization's goals and values,
and willingness to exert extra effort to contribute to its success. This commitment is
fundamental for sustaining high productivity levels and achieving long-term viability in today’s
complex and competitive global business environment. (Meyer & Allen, 1991; Mathieu & Zajac,
1990). It directly impacts important business metrics such as retention, performance, and
overall effectiveness (Meyer & Allen, 1991; Mathieu & Zajac, 1990). For example, companies
with high organizational commitment experience lower turnover rates, which reduces
recruitment costs and helps maintain institutional knowledge (Allen & Meyer, 1990). In
Thailand, blending traditional values with modern economic demands presents unique
challenges (Hofstede, 2001, Meyer et al, 2002). Thai companies must navigate these
complexities to foster a work environment that attracts and retains skilled workers, ensuring
stability and growth (Hofstede, 2001; Meyer et al., 2002).

The erosion of organizational commitment is a significant challenge (Hofstede, 2001,
Meyer et al.,, 2002). Addressing this issue is crucial for maintaining organizational stability in a
rapidly changing economic landscape (Hofstede, 2001; Meyer et al., 2002). For instance,
companies that fail to address cultural expectations may face increased conflict and reduced
employee morale, leading to lower productivity and higher turnover rates (Tett & Meyer, 1993).
To tackle this challenge effectively, it is essential to understand the interplay between social
resources, procedural justice, and psychological need satisfaction (Blau, 1964; Thibaut &
Walker, 1975; Ryan & Deci, 2000).

Psychological need satisfaction is a significant influencer of organizational commitment.
It enhances job satisfaction and overall life satisfaction, contributing to a happier, more
resilient workforce (Garg & Rastogi, 2009; Fredrickson, 2003). For example, employees who feel
their psychological needs are met are more likely to engage in positive work behaviors, such
as helping colleagues and taking initiative (Deci & Ryan, 2000). These employees exhibit
increased commitment, driving innovation and fostering a positive corporate culture (Garg &
Rastogi, 2009; Fredrickson, 2003). Satisfying these needs is crucial for fostering deep
organizational ties and commitment.

Social resources include support from colleagues and supervisors, which help mitigate
job-related stress and promote a sense of belonging and loyalty to the organization (Rhoades
& Eisenberger, 2002; Kahn et al., 1964). For instance, mentorship programs and team-building
activities can enhance social support and collaboration among employees (Eisenberger et al,,
2001). In Thailand’s collectivist culture, where social cohesion is paramount, these social
resources are particularly critical (Hofstede, 2001; Meyer et al,, 2004). These resources
contribute to a supportive and collaborative work environment that encourages employees

to invest emotionally and professionally in the organization’s success.
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Procedural justice involves fair and transparent decision-making processes within an
organization (Thibaut & Walker, 1975; Moorman, 1991). This is crucial in aligning with Thai
values that deeply respect fairness and authority (Thibaut & Walker, 1975; Moorman, 1991).
For example, clear and consistent communication about how decisions are made can help
employees feel more secure and valued (Colquitt, 2001). Addressing procedural justice builds
trust and reinforces employees' commitment to the organization, making them more willing
to engage and stay loyal (Thibaut & Walker, 1975; Moorman, 1991).

Despite the well-documented impact of these factors, there remains a notable gap in
research exploring their collective influence on organizational commitment within the Thai
context (Meyer & Herscovitch, 2001; Kuusio et al., 2010). Existing literature often focuses on
Western environments and may not fully capture the unique influences of Thai cultural values
on organizational behaviors (Hofstede, 2001; Meyer et al., 2004). For instance, the Thai value
of 'Kreng Jai," which emphasizes respect for authority and social harmony, can lead to a
reluctance among employees to voice their concerns or challenge decisions, potentially
affecting their commitment to the organization (Komin, 1990; Meyer & Herscovitch, 2001).

The Conservation of Resources (COR) Theory provides a valuable framework for
understanding how employees’ personal and job-related resources impact their organizational
commitment (Hobfoll, 1989; Hobfoll et al., 2018). The theory posits that individuals strive to
acquire, retain, and protect valuable resources, and organizational contexts that enhance or
deplete these resources can significantly influence commitment levels (Hobfoll, 1989; Hobfoll
et al,, 2018). For example, organizations that offer professional development opportunities
and recognition programs help employees build and protect their valuable resources, thereby
enhancing their commitment (Hobfoll et al., 2018). This study aims to examine the effect of
social resources, procedural justice, and psychological need satisfaction on organizational
commitment among employees in Thailand. Using the COR theory, this research hypothesizes
that increased social resources, fair procedural justice, and satisfied psychological needs will
positively impact organizational commitment. The insights gained from this study are expected
to provide actionable strategies for developing culturally aligned human resource practices
that enhance organizational commitment, supporting sustainable business practices and
organizational success in the region (Hobfoll, 1989; Hobfoll et al.,, 2018). Despite the
importance of these constructs, no prior study in Thailand has simultaneously examined social
resources, procedural justice, and psychological need satisfaction under the Conservation of
Resources (COR) framework. This gap limits our understanding of how multiple resource-
related factors interact to shape organizational commitment in the Thai cultural context.

Therefore, this study addresses this gap and contributes new empirical insights.

Concepts and Related Theories
Organizational Commitment
Organizational commitment encompasses an employee's psychological attachment

and loyalty to their organization, a concept central to understanding workplace dynamics
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(Meyer & Allen, 1991; Mowday et al., 1979). Characteristically, committed employees are eager
to remain with their organization, actively advocate for it, and consistently perform beyond
the basic job requirements (Meyer & Allen, 1991, Mowday et al,, 1979). These individuals
typically display a proactive approach to work, a deep alignment with organizational values,
and a readiness to contribute to organizational success (Meyer & Allen, 1991; Mowday et al.,
1979). The benefits of robust organizational commitment are multifaceted, leading to
increased job satisfaction, lower turnover rates, and elevated performance levels (Allen &
Meyer, 1990; Mathieu & Zajac, 1990). Such commitment enhances organizational stability,
fosters long-term employment relationships, and minimizes the necessity for extensive
monitoring, creating a more efficient and harmonious work environment (Allen & Meyer, 1990;
Mathieu & Zajac, 1990).

Social Resources

Social resources within an organization refer to the networks of support, information,
and interpersonal relationships available to employees (Rhoades & Eisenberger, 2002).
Employees rich in social resources are often more communicative, collaborative, and resilient
in workplace challenges (Rhoades & Eisenberger, 2002). These attributes contribute to a
workplace where knowledge sharing, emotional support, and mutual assistance are prevalent
(Rhoades & Eisenberger, 2002). Enhanced job satisfaction and collective efficacy are common
outcomes (Rhoades & Eisenberger, 2002). The benefits of substantial social resources include
improved workplace communication, heightened employee morale, and more effective
conflict-resolution strategies (Kahn et al., 1964; Eisenberger et al., 2001). Ultimately, solid social
resources cultivate a supportive and positive organizational culture, encouraging increased
employee commitment and productivity (Rhoades & Eisenberger, 2002; Kahn et al., 1964).

Procedural Justice

Procedural justice deals with the perceived fairness of the processes that govern
decision-making within an organization (Thibaut & Walker, 1975). Employees who perceive high
procedural justice believe that processes are transparent, outcomes are fair, and all
employees are treated equally (Thibaut & Walker, 1975; Colquitt, 2001). Such perceptions
foster a sense of fairness and trust toward the organization, motivating employees to engage
more fully with their work and the company (Thibaut & Walker, 1975; Colquitt, 2001). The
resulting benefits of procedural justice are significant, including enhanced trust between
employees and management, greater organizational loyalty, decreased turnover intentions,
and an increased willingness to accept and support organizational decisions (Colquitt, 2001;
Moorman, 1991). Procedural justice strengthens the organizational fabric and contributes to a
stable, committed workforce (Thibaut & Walker, 1975; Colquitt, 2001).

Psychological Need Satisfaction

Psychological need satisfaction in the workplace, encompassing autonomy, competence, and
relatedness, is crucial for employee motivation and well-being (Deci & Ryan, 2000). Employees
who feel their work environment meets these needs often demonstrate higher job satisfaction,

creativity, and willingness to engage in extra-role behaviors (Gagné & Deci, 2005). For instance,
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when employees are given the autonomy to make decisions about their work, they tend to
be more innovative and committed (Ryan & Deci, 2000). Those who feel competent in their
job roles are generally more confident and productive (Gagné & Deci, 2005). Additionally,
employees who experience a sense of relatedness with their coworkers and the organization
are more likely to feel loyal and motivated (Baard et al., 2004). The benefits of meeting these
psychological needs are extensive, leading to improved mental health, enhanced job
performance, reduced workplace stress, and decreased employee turnover (Van den Broeck
et al,, 2010). Effectively addressing these needs results in a workforce that is more productive,
committed, and satisfied with their work (Meyer et al., 2004; Deci et al., 2001). Furthermore,
psychological need satisfaction can be viewed as a personal resource within the COR Theory.
When autonomy, competence, and relatedness are fulfilled, employees accumulate
psychological resources that protect against strain and enhance organizational commitment,
integrating SDT and COR perspectives.

Theory and hypotheses development

Conservation of Resources Theory.

Regarding the Conservation of Resources (COR) Theory, individuals strive to obtain,
retain, and protect resources they value, with stress resulting from resource loss (Hobfoll,
1989). In an organizational context, employees who perceive that their resources, such as skills,
social support, or autonomy, are being protected or enhanced are likelier to exhibit lower
stress levels and higher organizational commitment (Hobfoll, 2001). These employees typically
exhibit resilience, adaptability, and a proactive approach to resource management (Hobfoll et
al., 2018). The application of COR theory in organizational settings illuminates the critical link
between resource management and employee well-being, emphasizing the importance of
maintaining and enhancing employee resources (Halbesleben et al,, 2014). The benefits of
applying COR theory include reduced employee burnout, improved job satisfaction, and more
significant organizational commitment, all contributing to a more productive and stable
organizational environment (Hobfoll et al.,, 2018). These theoretical frameworks and their
attributes highlight the importance of a well-managed, supportive, and fair workplace in
fostering committed, satisfied, and productive employees (Hobfoll, 2011).

Effect of Social resources on organizational commitment.

Social resources within an organization, which encompass the support, guidance, and
camaraderie provided by colleagues and supervisors, play a critical role in shaping
organizational commitment (Rhoades & Eisenberger, 2002). According to the Conservation of
Resources (COR) Theory, individuals strive to obtain, retain, and protect resources they value,
and the presence of social resources significantly impacts their organizational commitment
(Hobfoll, 1989). When employees perceive that their peers and leaders support them, they
are more likely to experience a sense of belonging and intrinsic motivation, which are crucial
for fostering deep organizational ties (Hobfoll, 2001). This support mitigates workplace stress
and enhances job satisfaction and loyalty, thereby increasing the likelihood that employees

will commit to the organization long-term (Halbesleben et al., 2014). The presence of robust
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social resources cultivates a supportive and collaborative work environment that encourages
employees to invest emotionally and professionally in the organization's success (Hobfoll et
al., 2018). Given the significant role of social resources in enhancing employee satisfaction and
engagement, it is hypothesized that:

H1. Social resources are positively associated with organizational commitment.

Effect of procedural justice on organizational commitment.

Procedural justice, referring to the fairness and transparency of processes used for
decision-making within an organization, significantly influences employees' organizational
commitment (Thibaut & Walker, 1975). According to the Conservation of Resources (COR)
Theory, employees strive to obtain, retain, and protect valuable resources, and perceptions
of procedural justice play a critical role in this process (Hobfoll, 1989). When procedural justice
is perceived as high, employees tend to believe they are being treated fairly, which enhances
their trust in the organization and subsequently strengthens their loyalty (Colquitt, 2001). This
sense of fairness is essential because it fosters an organizational climate where employees
feel respected and valued, which is a critical determinant of their commitment (Thibaut &
Walker, 1975).

Empirical research suggests that perceptions of procedural justice are strongly linked
to increased job satisfaction, reduced turnover intentions, and higher levels of organizational
commitment (Moorman, 1991). According to COR theory, when employees perceive
procedural justice, they are less likely to experience resource loss and more likely to feel
secure in their roles, thereby enhancing their organizational commitment (Hobfoll et al., 2018).
By ensuring that decision-making processes are just and transparent, organizations can
cultivate a sense of security and equity among employees, encouraging them to commit more
deeply to their roles and the organization (Halbesleben et al., 2014).

Based on the influential role of procedural justice in enhancing trust and commitment
within the workplace, the following hypothesis is proposed:

H2. Procedural justice is positively associated with organizational commitment.

Effect of Psychological need satisfaction on organizational commitment.

Psychological need satisfaction in the workplace, encompassing autonomy,
competence, and relatedness, is crucial for employee motivation and well-being (Deci & Ryan,
2000). Employees who feel their work environment meets these needs often demonstrate
higher levels of motivation and overall job satisfaction, which are vital for fostering a sense of
commitment to the organization (Gagné & Deci, 2005). For example, when employees are
given autonomy, they feel a sense of control over their work tasks and environment, which
boosts their intrinsic motivation (Olafsen et al., 2017). Competence involves feeling effective
and skilled in their roles, and when employees feel competent, they are more likely to take

on challenges and show resilience (Baard et al,, 2004). Relatedness pertains to feeling
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connected and valued within the workplace, which fosters loyalty and collaboration among
colleagues (Van den Broeck et al., 2016).

The benefits of meeting these psychological needs are extensive. Employees who
experience autonomy, competence, and relatedness at work report improved mental health,
enhanced job performance, reduced workplace stress, and decreased employee turnover
(Deci et al., 2017). For instance, satisfaction of these needs is linked to greater job satisfaction
and lower levels of burnout (Olafsen et al,, 2017). When psychological needs are met,
employees feel more fulfilled and are more likely to exhibit positive work behaviors, such as
increased productivity and engagement (Ryan & Deci, 2017).

According to the Conservation of Resources (COR) Theory, individuals strive to obtain,
retain, and protect resources they value, and the satisfaction of psychological needs
constitutes a critical resource (Hobfoll, 1989). In an organizational context, ensuring that
employees' psychological needs are met helps protect these valuable resources, leading to
lower stress levels and higher organizational commitment (Hobfoll et al., 2018). This theory
suggests that when organizations foster environments that satisfy psychological needs, they
contribute to the resilience, adaptability, and overall well-being of their employees, further
strengthening their commitment to the organization (Halbesleben et al., 2014).

Given the profound impact of psychological need satisfaction on employee attitudes and
behaviors, the following hypothesis is articulated:

H3. Psychological need satisfaction is positively associated with organizational
commitment.

All hypotheses are summarized in the conceptual model, as shown in Figure 1.

Social Resources

H1 (+)

H2 (+)

Organizational
commitment

Procedural justice

Psychological needs
satisfaction

Figure 1: Conceptual Model
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Research Methodology
Sample selection and data collection procedures

This research collected data from employees working in companies in Thailand. The
participants are employees from various managerial levels and with different job experiences.
Given the diverse nature of these industries and business environments, | employed the
snowball sampling method. This method is particularly effective for reaching populations that
are difficult to access directly (Biernacki & Waldorf, 1981).

The study targeted employees from different sectors, including sales, services, and
general administration. Using the snowball sampling method, a flexible and adaptable
approach enabled the researcher to access employees who might otherwise be difficult to
reach due to their varied workplaces, levels of management, and industry-specific constraints.
This approach also helps gather a more comprehensive and representative sample of the
employee population (Noy, 2008).

The initial sample was obtained through the personal contacts of our co-author within
the industry. An online questionnaire survey was created using Google Forms. The URL and
QR code for the survey were distributed through social media platforms, such as LINE and
Linkedin, which employees commonly use to communicate with their colleagues (Noy, 2008).

The initial respondents were asked to complete the online survey and then forward
the URL and QR code to other colleagues in their networks. This approach helped to increase
the reach of our survey beyond the initial sample. Data collection was conducted over a
month, during which 63 completed surveys were obtained (Nardi, 2018). Table 1 shows the
demographic information of the participants. Although the sample size (n = 63) is modest, it
satisfies the recommended guideline of 10-15 observations per predictor (Green, 1991),
supporting its adequacy for OLS regression analysis. A summary of the sample characteristics

is presented in Table 1.

Table 1: Descriptive Statistics of the Respondents

Demographic Factors Descriptive Statistics
Age (in years) Mean: 41.30
S.D.: 7.502
Gender Male:15 (23.8%)

Female: 48 (76.2%)

Marital status Single: 25 (39.7%)
Married: 38 (60.3%)

Educational Level Below Bachelor’s degree: 2
(3.2%)
Bachelor’s degree: 22 (34.9%)
Master’s degree: 36 (57.1%)
Doctoral Degree: 3 (4.8%)
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Demographic Factors Descriptive Statistics
Year of service (in years) Mean:16.60years
S.D.: 7.623
Managerial level Junior staff: 11 (17.5%)

Senior staff: 7 (11.1%)
Junior manager: 19 (30.2%)
Middle-level manager: 13
(20.6%)

Senior-level manager: 13 (20.6%)

Source : Supsomwong (2024)

Measures

Social Resources are measured by the scale developed by Vf+rea, D., Witteb, H.D., & Cifre,
E. (2017). The scale consists of 3 questions. These items were rated on a five-point Likert scale
that ranged from 1 (strongly disagree) to 5 (strongly agree). These questions include:

1. Are you allowed to decide by yourself how to perform your work

2. If necessary, can you ask your superior for help

3. Can you count on your colleagues when you encounter difficulties in your work.

Procedural justice is measured by the scale developed by Colquitt, J.A. (2001). The scale
consists of 7 questions. These items were rated on a five-point Likert scale that ranged from
1 (strongly disagree) to 5 (strongly agree). These questions include:

1. Have you been able to express your views and feelings during those procedures

Have you had influence over the (outcome) arrived at by those procedures

Have those procedures been applied consistently

2

3

4. Have those procedures been free of bias

5. Have those procedures been based on accurate information

6. Have you been able to appeal the (outcome) arrived at by those procedures

7. Have those procedures upheld ethical and moral standards.

Psychological needs satisfaction is measured by the scale developed by Broeck, AV.D.,
Vansteenkiste, M., Witte, H.D., Soenens, B., & Lens, W. (2010). The scale consists of 18
questions. These items were rated on a five-point Likert scale that ranged from 1 (strongly
disagree) to 5 (strongly agree). These questions include:

1. I'do not really feel connected with other people at my job *

At work, | feel part of a group

| do not really mix with other people at my job *

At work, | can talk with people about things that really matter to me
| often feel alone when | am with my colleagues *

Some people | work with are close friends of mine

| do not really feel competent in my job *

© N o kR DN

| really master my tasks at my job

*CONTACT Corresponding: natapol.sup@gmail.com 9


mailto:natapol.sup@gmail.com

MIEnsuinnssuesnsuarmstans U7 1 aduil 1 (eu fuseu - Suaew 2568) Research Article

Journal of Organizational Innovation and Management, Volume 1 No. 1 (September — December 2025)

9. |feel competent at my job

10. | doubt whether | am able to execute my job properly *

11. 1 am good at the things | do in my job

12. I have the feeling that | can even accomplish the most difficult tasks at work

13. | feel like | can be myself at my job

14. At work, | often feel like | have to follow other people's commands *

15. If I could choose, | would do things at work differently *

16. The tasks | have to do at work are in line with what | really want to do

17. | feel free to do my job the way | think it could best be done

18. In my job, | feel forced to do things | do not want to do *.

Organizational commitment is measured by the scale developed by Meyer, J.P., &
Herscovitch, L. (2001). The scale consists of 7 questions. These items were rated on a five-
point Likert scale that ranged from 1 (strongly disagree) to 5 (strongly agree). These questions

include:

—_

Working toward this organization's success is important to me

| am willing to do whether is asked of me by this organization

| feel as if | have little choice but to do what is asked of me by organization
| cannot risk putting in less than the required effort for this organization

| owe it to this organization to do what is needed to achieve its objectives

S

| feel an obligation to put in a good day's work for this organization

Control Variables

This study controlled the factors that may influence organizational commitment of
employees. These control variables included gender (measured by a categorical variable
whereby male=1 and female=0), age (measured by actual age in years), Marital status
(measured by a categorical variable whereby married=1 and single=0), Educational level
(measured by a categorical variable whereby Below Bachelor’s degree =1, Bachelor’s
degree=2, Master’s degree=3 and Doctoral Degree =4) Work experience (measured by actual
work experience in years), and Managerial Level (measured by a categorical variable whereby
Junior staff=1, Senior staff=2, Junior manager=3, Middle-level manager=4, Senior-level

manager=>5).

Statistical Analysis

Ordinary Least Squares (OLS) regression is a statistical method for analyzing data. It
allows researchers to estimate the linear relationship between a set of independent variables
and the dependent variable. The analysis was performed using IBM SPSS Statistics version 27.
OLS regression was selected because the goal was to estimate direct effects among observed
variables rather than perform latent variable modeling. Additionally, OLS regression is more
suitable for the available sample size, whereas SEM typically requires larger samples for stable

estimation.
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Summary of Findings and Discussion

Results

The analysis began by ensuring that the scales reliability met the standard

requirements. Cronbach’s alpha coefficient is used to test construct reliability. According to

Nunnally (1978), these coefficients’” minimum value should be higher than .7. The results in

Table 2 show that almost all constructs’ reliability indicators meet this requirement.

Table 2: Results from reliability test

. Social Procedural Psychological Organizational
Variables .. needs .
resources Justice . . commitment
satisfaction
Cronbach alphas 0.209 0.906 0.820 0.845
(a) coefficient

Source : Supsomwong (2024)

The correlations among the variables in the model are presented in Table 3.

Table 3: Correlations among variables

Variable

S ORC | SOR |JUS PSC | GEN [AGE | MAR | EDU SER | MAN
ORC 1) 141 | 361" | 373" | .075 .149 | -.067 | -.182 | .071 .065

SOR (1) A489™ | 332" | -210 | -.035 | -.142 | .114 | -.112 | .081

JUS 1) 406" | .033 .061 | -.004 | -.031 | -.044 | .035

PSC 1) -.026 | .130 | .182 077 | .113 .049

GEN 1) -.003 | .073 | -.210 | -.010 | .128

AGE 1) 469™ | -.058 [ .812™ | .483™
MAR 1) -.162 | .386™ | .360™
EDU (1) | -.037 | .107

SER (1) |.389"
MAN )

Notes: * p-value < .05, ** p-value < .01
ORC=Organizational commitment, SOR=Social resources,

JUS=Procedural justice, PSC=Psychological need satisfaction,
GEN=Gender, AGE=Age, MAR=Marital status, EDU=Education level

SER=Year of services, MAN=Managerial level.

Source : Supsomwong (2024)
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The results from the model estimation using OLS regression are summarized in Table 4.

The results from hypotheses testing are shown as follows:

Table 4: Multiple regression results
Independent Variables

Main independent variables

Social resources -.122
Procedural justice 241
Psychological needs satisfaction 364%*
Control variables
Gender .010
Age 244
Marital status -.300*
Education level -.236
Year of service -.104
Managerial Level .103
R-square 305
Notes: *** <.001, ** <.01, * <.05
Standardized beta coefficients are reported
Source : Supsomwong (2024)
. , Gender
Social K
Resources /
0.1 /
S| Age
R?=0.886 /.02,
e 391 Marital
Procedural justice ~ }---"____ Organizational \& —=| status
commitment [
N 241
N ‘\\ Education
N\ 5009 | level
Psychological needs N\ AN Year of
satisfaction 5 service
049
\ | Managerial
T 1evel

Figure 2: Results from OLS regression
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Hypothesis 1: There is a positive relationship between social resources and
organizational commitment. The results show a negative beta coefficient for social resources
(B =-.122; p = .400). This indicates that increased social resources does not significantly predict
higher organizational commitment. Therefore, Hypothesis 1 is not supported.

Hypothesis 2: There is a positive relationship between procedural justice and
organizational commitment. The results demonstrate a positive beta coefficient for procedural
justice (B =.241; p = .094). This suggests that higher procedural justice is associated with higher
organizational commitment, but this result is not statistically significant at the 0.05 level.
Therefore, Hypothesis 2 is not supported.

Hypothesis 3: There is a positive relationship between psychological needs satisfaction
and organizational commitment. A positive beta coefficient for psychological needs
satisfaction is obtained (B = .364; p = .009). This indicates that employees who experience
higher psychological needs satisfaction tend to show higher organizational commitment. This
result is statistically significant. Thus, Hypothesis 3 is supported.

Regarding the control variables, the results show that marital status is negatively related
to organizational commitment (B = -.300; p = .036). This means married employees tend to
show lower organizational commitment than single employees. The result is also statistically
significant. Therefore, the effect of marital status is supported. Similarly, the beta coefficients
of education level (B = -.236; p = .060) and years of service (B = -.104; p = .606) are negative;
however, because their p-values are not statistically significant, the negative effect of
education level and years of service cannot be supported.

Multicollinearity is detected by the variance inflation factor (VIF), which must be lower
than 10. The results show that the highest VIF is 3.543 for age, which is less than that criterion.
This provides sufficient evidence that multicollinearity is not a major concern in the study.

The model summary indicates that the regression model has an R-square value of 0.305,
which means that approximately 30.5% of the variance in organizational commitment is
explained by the independent variables included in the model (managerial level, procedural
justice, education level, gender, years of service, psychological needs satisfaction, marital
status, social resources, and age). The adjusted R-square is 0.186, accounting for the number
of predictors in the model.

The ANOVA table shows that the regression model is statistically significant (F(9, 53) =
2.579, p = .015). This indicates that the combination of predictors significantly explains the

variance in organizational commitment.

Discussion

This research was designed to analyze the effects of social resources, procedural justice,
and psychological needs satisfaction on organizational commitment among employees in
Thailand. The results obtained from the model estimation provide mixed support for the
hypothesized relationships.

The result for Hypothesis 1 indicated a negative beta coefficient for social resources
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(B = -.122; p = .400), suggesting that an increase in social resources does not significantly
predict higher organizational commitment. Therefore, Hypothesis 1 is not supported. This
finding contrasts with prior studies that emphasized the positive role of social resources in
fostering organizational commitment (Rhoades & Eisenberger, 2002), suggesting that in the Thai
context, other factors may be more critical in influencing organizational commitment. One
possible explanation for this non-significant result is the influence of Thai cultural norms such
as “kreng jai”(do not want to bother), which may reduce employees’ tendency to rely on
peer-based social support. Consequently, social resources may play a weaker role in predicting
commitment compared to hierarchical or psychological factors.

The result for Hypothesis 2 showed a positive beta coefficient for procedural justice
(B = .241; p = .094), indicating that higher procedural justice is associated with higher
organizational commitment, although this result is not statistically significant at the 0.05 level.
Therefore, Hypothesis 2 is not supported. Previous research has highlighted the importance of
procedural justice in building trust and loyalty within organizations (Thibaut & Walker, 1975;
Colquitt, 2001). Our findings suggest that while procedural justice may positively influence
commitment, its effect may be less pronounced in the Thai context.

The result for Hypothesis 3 confirmed a positive beta coefficient for psychological
needs satisfaction (B = .364; p = .009), indicating that employees who experience higher
psychological needs satisfaction tend to show higher organizational commitment. This result
is statistically significant, thus supporting Hypothesis 3. This aligns with the Self-Determination
Theory, which posits that fulfilling employees' needs for autonomy, competence, and
relatedness enhances their intrinsic motivation and organizational commitment (Deci & Ryan,
2000; Gagné & Deci, 2005).

For the theoretical contribution, this research offered a better understanding of the
role of psychological needs satisfaction in enhancing organizational commitment within the
Thai context. In line with the Conservation of Resources (COR) Theory (Hobfoll, 1989; Hobfoll
et al,, 2018), this research confirmed that protecting and enhancing employees' psychological
resources are crucial for maintaining organizational commitment. This finding emphasizes the
importance of addressing employees' psychological needs to foster a committed workforce,
consistent with prior studies' findings (Deci & Ryan, 2000; Gagné & Deci, 2005). These insights
provide valuable guidance for developing effective human resource strategies that promote

organizational success by supporting employees' well-being and commitment.

Recommendations for Future Research

The practical implications of this study suggest that organizations should prioritize
strategies that enhance employees' psychological needs satisfaction to improve
organizational commitment. Managers should focus on creating work environments that
promote autonomy, competence, and relatedness. This can be achieved through
professional development opportunities, recognition programs, and fostering a supportive

and inclusive workplace culture. Additionally, while the direct impact of social resources
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and procedural justice was not found to be significant, these elements should not be
neglected as they contribute to the overall workplace environment and indirectly
influence employee attitudes and behaviors. By addressing these factors, organizations

can create a more committed and productive workforce.

Limitations

Despite the contributions, this study has several limitations that need to be
acknowledged. The cross-sectional design limits the ability to make causal inferences.
Future research should consider longitudinal designs to better understand the causal
relationships between the variables. Additionally, the use of self-reported data may
introduce bias, and future studies could benefit from incorporating multiple data sources.
Due to time constraints, the sample size was limited, and a larger sample could provide
more robust results. Another key limitation is the low reliability of the social resources scale
(O = .209). This suggests that the measurement may not fully capture how Thai employees
perceive social support at work. Future research should refine or expand the scale to
improve internal consistency. The focus on Thai employees may limit the generalizability
of the findings to other cultural contexts. Therefore, future research should explore these
relationships in different cultural settings to validate and extend the findings. Furthermore,
additional research should investigate other factors that may influence organizational
commitment to provide a more comprehensive understanding of the dynamics involved.
Overall, this study provides new evidence that psychological need satisfaction is the
strongest predictor of organizational commitment in the Thai context, offering a practical

direction for HR policies aimed at strengthening employee well-being and retention.
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Abstract

The objectives of this article were 1) to study the factors affecting internal supervision
practices of quality schools 2) to examine the internal supervision practices of quality schools
3) to investigate the relationships between the factors affecting internal supervision practices
of quality schools and 4) to develop a prediction equation for the factors affecting internal
supervision practices of quality schools under the Secondary Educational Service Area Office
Phitsanulok Uttaradit. The sample consisted of 296 school administrators and teachers,
determined using Krejcie and Morgan’s table. The administrators, totaling 36 persons, were
selected through purposive sampling, while the 260 teachers were selected using stratified
random sampling. Data were collected using a questionnaire on factors affecting internal
supervision practices of quality schools under the Secondary Educational Service Area Office
Phitsanulok Uttaradit. Data were analyzed using mean, standard deviation, Pearson’s
Correlation Coefficient, and standard multiple regression analysis.

The findings revealed that 1) the overall level of factors affecting internal supervision
practices of quality schools was high, with personnel-related factors having the highest mean
score (x = 4.27) 2) the overall level of internal supervision practices of quality schools was
high, with evaluation and improvement of supervision having the highest mean score (x = 4.27)
3) the correlation coefficients of the predictor variables ranged from 0.616 to 0.751, with
academic administration system factors showing the highest correlation; and 4) the multiple
regression analysis indicated four significant predictors at the .05 level administrators’
leadership, work motivation, academic administration system, and personnel participation in
supervision. The multiple correlation coefficient (R) was 0.811, with a predictive power of 65.70

percent and a standard error of estimate of 0.281.

Keywords: Factors Affecting Internal Supervision, Implementation of Internal Supervision,

Quiality Schools
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Abstract

This study aimed to: (1) examine the level of work happiness among employees of
BTY Food Co., Ltd.; and (2) compare work happiness across personal factors. The sample
consisted of all employees of BTY Food Co., Ltd. Data were collected using a work happiness
questionnaire and analyzed using descriptive statistics, including mean and standard deviation,
as well as one-way analysis of variance (ANOVA).

The results indicated that the overall level of employees’ work happiness was high
(X = 3.68). The three highest-rated dimensions were altruism and helpfulness (X = 4.07),
learning and knowledge development (X = 3.91), and good health (X = 3.82). Comparative
analysis revealed no statistically significant differences in overall work happiness or in any of
its dimensions when classified by gender, age, work experience, or average monthly income

at the .05 significance level.
Keywords: Workplace Happiness
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Abstract

The academic article titled “Human Resource Management and Development:
Organizational Management Approaches toward Sustainability” was written with the objective
of highlighting the importance of human resource management (HRM) activities as a strategic
tool for managing people and organizations toward success. The study employed a
documentary research method by reviewing relevant books, textbooks, articles, literature, and
research studies. The findings revealed that human resource management and development
activities consist of three key components: (1) acquisition of human resources, (2)
development of human resources, and (3) retention of human resources. These three activities
serve as fundamental principles for managing people and organizations effectively and
efficiently toward sustainable success across multiple dimensions, including (1) fostering a
sustainable organizational culture, (2) developing employees’ potential for sustainability, (3)

enhancing organizational engagement, and (4) managing with ethics and transparency.

Keywords: Human Resource Management, Human Resource Development, Organizational

Management
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NIMUUAENE81TN (Career Path) Ineiinszuiun1s3nn15813n (Career Management) laun A5l
AUTNHIAUDITN (Career Counseling) N1FIAYIIUHUNALNUSILAUIIIU (Succession plan) ag
mMsdaunuauITsyana (individual development plan) iudu induiadouliiAnnisiamn
MU TR dnAf Ul

2.3 NNWAUI8IANT (Organization Development) 1uign1sandunisaneg wislieadng

<)

a [ = (Y (3 Y a N ‘:llr-:ldi” 1 & J aa (Y
Wan1simumvseuTulssesdnsiiiianisildsuundadluniennduegraluszuy dusn1sidady
s £ = = LY J a LY N = v L [
23An3 N1sldiATeedialunisusuusaudle nsaliunisusullasussuuiiianisnaul n1sdnAy

v dl v 12 b4 1 12 1 a 1
Anus ielvissAnsanunsaialudesinsuiinisiseuslaluewansiely
2.4 MIUTMsHaUiUReu (Performance Management) Wunszuaunsfiesanslauselovy
nwansUjuRuvesypainsilasunisuszliunan1suf iR (Performance Appraisal) @y
N13AMUATULUUNIASTIUNSUUROUTBIYARINIMIUNINTTIUNABINITVDIDIANT IALTINANIT
Usgillunamsujuiinuiiazgniilildiienisimuauwnuaiusineg 019 fianemsiausigyana n1s

v IS o [ LY o ! I 3 Aa a
‘WGNU’]’E]’]GUWLLa3ﬂ’]i‘WGlm’]’e]\iﬂﬂi@UUWIUQﬂ’ﬁLUu%]ﬂﬂﬂiVINﬁNiiﬂu%@ﬁIu%ﬁjﬂ
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FAN9 4 AINTTUVBININRUIMSNYINTUY I ANUFTUSAUTssruUlunsaniunisau
n1simuImMSneInsuYed ITHUsEanS A nuazUsednsnagean Jeanunsalaninduduiusiugs
AVINVRIVBUNILVBINANTTUNTHAILIMINEINTUYWE MIUAMA 1 Fiai)

HAaNsTZgzaY

msRaweyens f - = > - A1TUIMSHAN1sU{URANNS
J
A A
1 I
1 I
A% AV
L4 t4 s
tuyYnna taeAng
A A
! 1
! i
AV \'4
\ 4
e
NSRBI TN p NSAAUIDIANT
..... S| waawssezen & - =

AWl 1 veutieRanssumM TN INEINTLY S
7 AnwUasan Gilley, Eggland & Maycunich (2002: 14) uag Londns duiunes (2564)

2100 1 1udn Asnssumsiauninensuywdazduiunisedradussuunazdang
JeuleeiulumafoRdunsiaumineinsuywd Tnedgadusasnadwsidanudaauliiu
yaanssuaztumsnszdulviyaainsinginssulunsufiRauiauasdidngnmlunsihauiia
1Ny

et miﬁ’wmw%’wmmwwmﬂumzmumiﬁﬁdaEJLﬁmQmﬁwamwwmmﬁﬂuazé’u
MeyARALAZIEAUBIAng lnonsduaiunsiseuiossioidouaznsidulaluindn ddifious
PreifindszAvsnmmahausiniu wideliesdnsannsuiuildesnadiiuluanimnden
maﬁﬁﬁaﬁt,ﬂ?iﬂul,t,ﬂmagmaamLam

3. 113513958 MINeINTUYWE (Human Resource Maintenance)

Msdrssnwmsnensuywddudnnilsdiuniddyuessruunsinnisuazimuminens
uywdlussAnsiisadfunsinuyaainsliiaulussdnsliegeivszdaninmuazseiios Tned
fnquszasdiiioannisateen inanuianelavomiinau uassdneniwgsgauesynainsoonan
ieduirdeussdnsliussqiimine Tasfinssrssdnvminensuywdiaifanssudesfiddnlunis
Peliiesdnsudaunssannely semsaspuluypannsuazaiisanmuindouiiliminaussined
wazifulalundouuasdnsUsznause 3 Aansau dail

3.1 mau%‘miﬂ'mauLquLLazwanzIwu‘Lﬁyaqa (Compensation and Benefits
Management) iJufianssufl sadnsfmunduiiteusmsAneuunuuaznausslowiii analsiiy
yaansegnaussan Ssdmauunuiiynainsagldsutuegluvanssuuuudsoaandy “Amauuny
TugUreedu (Financial)” 3o “Ameunnuldlizureadu (Non-Financial)” Ald lneArmeuwnuway
naUsglomiifonatuagdesnaunauiuly fafu Anouwuiinganiadunagysidelifnai
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welaviaheninnuuazesding Sedufivineanuiesdnsasfesuimsameuuny A1dns waziduieu
TiAsmuflsweladentinau Inefiynainsazdesuansdnenmlunsuftfnulussdnsieliesdns
Uszauanudnsamuimineiiauszansanlunisujifaunely

3.2 N1353AN13ANNUABANY FUNINLATANINLIAG DY (Safety Health and Environment
Management) iufanssufiosdnsimuntuiieadaussennirvesesdnsliiaumusauuasiiio
asruuImiaulasadeainumgduszyilviiianisuszavaUiive dunsiededin s19n1e Fnle
sufansduaiuguameunsduilesannsufiRnunisifeadunsiusuienisdanisli
psAnsHanmndenlunsviauia uardnusennileffe anmnadesluiviauiieduliede
nilsflaziatuasussgelalunsufifnulfesnaiiussdninm fadu dresdnslddnlidiniuiuuss
WSuadEnNILIAdoNAneg eluTivhey Unasevednsiavanansoadisussernelunisyina
Yosypans luegefruinlunisasiuaiuusednsamlunsiieu siufatunsneuunudsny
Taesoufloglndidsiuasdng degratu nsdnanmndenneusnesdnsliianuaeny nw
vssmafimTwAndunsseusvasdnsldlunadenn idanminadeuluesnstazanunsodaa
denmadnuaivesesdnslinisdanisanulasndy qunmuazaninndeslufivhnuduianssy
ddnyfiesdnsresiniunslifuyrainsiitedudinszduussgdlalunmsufofnu TaenelmAnam
dilalunsvimiiiiluesdng Ssnsdanisarudasade quamuazannedesluiiviheud Hu
wihiveanauidesiiiunisuiu Ineamnzogadennduimsosdnsdaiugwiu uazdugih
1AnsfifoinsliyAaIng wioanrulszneunisvesauiianutasady n1sdanIsmisRIuAN
Uaendy guam uazdunndeslussdnsauairaduszuumnuvaendslussdnsle

3.3 N¥NeINTUUEAURUS (Human Resource Relations) Ineuuanisdazidunisadia
ANUANRUSEUATENIAL Laln B3dnIAugndne K1eusnsiuyAaINg wazyAaINSAUYAaINg
frefu diuRanssusneg T nsdeansiidamenazasdla nssuilannudadiudiuansag nasti
mnuhemasuarariuayudiulasfu nsengesmgluanuduia mslimuinwuiletidym ms
duafumnudilaaznisseniuanuuanaasnsiulouef duasuaudusiusidsening
wiinauLAreddns W nMsdanistedeaisusdngisssuuaslusila nsdafanssudiduaiuany
anfauaznsadsanmademsvhauiaduayunmsiiulawazaundusgifveswiingy udu
Tnefanssuninensuywdduiusiiaduniuasinfuazanuddgaisnnuyniuuardaasy
MeNuTIUITLaUAAIUs AV MLazUseAvEHareasdnsauatnsnai aduimun sy
osfnsudaunds duafueusmilouasnsiamiyaainslufign wszanuduiusduiauddy
funniefilenginm

fau nssrsssnvminensuyeddunszuiunadanagysiysguanasiannauduius
sevinsesdnsivyaanslvdianuiuacuazdsdu nmslianuddysoatains amidusssy was
Us3BIMANTILAR azdagliyaansiinnufisnela anugny wazndessjunAneniniie
ANUANL5VBIDIANTIUTTHZEN

N15IANTITUATHAIUINTNEINTUYBY: LUIMINITUINITRIANTEAINSSEY

LnAnvessinnsuariaLmnensuyesluagiuldiuasuannsuimadagsnslug
MsUImMadenagvsiitunsidenleassinanagnivesesansiunagnisnuau Taosjaiauyusyed
(Human Capital) Tduninensvdniiadrsnaiuazuinnssuuiodng msfaumine Ny weds
Usgnausenmsiannseyana MIwmuIendn uarniseuinasadin (Lifelong Learning) Liteiiiu
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TamnuannsavesyaaInTagsieliies (Noe et al, 2010) egslsfinuifagiudugaddsa (Digital
Era) Mmaiasuutasveanaluladlidmansenulagnssessuunsinnsuasianminensay e
y0sRnset19ived iy Heludunisassm dmden Wawn waznssnwandnaulituesing
(Retention) GaasAnsandusosuiusliaonndastunisdsuiumanaluladuazngiinssuves
wssueAlv 019

1. msdunaluladuuszgndldlunmsianmsuazimunnineinsuyed asinslugadivale
Unmalulagunldlunnnszuiunis (Marler & Boudreau, 2017) 1w Uy HRIS (Human
Resource Information System) d@usudmiuuaginsnzidayaunains N5l Al uwag Machine
Learning lumsAnidenuazyszidudasinsaiu uiensld Data Analytics iiteAiasievinualiunis
a100n N15UTElUNaY kagn1TINkRUMaRUluauIAn e?fwhaslﬁﬂﬁm“'mﬁﬂwm@'ﬂ%miéfwu
nnensuyuddauuiug g wariiuszAvsnimnniy

2. mywmumineInsuywed aduisnisensedudnenmvesyrainslussdns Taswien
welulaflwiifielnssuiunmafiudnenimuesysainsiindsyansuaunzdssAnsain savans
@Suainvgmanaluladfddgydensitnuienaifinnsdsunlawesdnumganuiuioa
9AnsIsdosdnasLliynansimuNTinuEAdsTa (Digital Literacy) wawvinwzdisnduluounan (World
Economic Forum, 2023) 41 n15AAIIATIER N1uAdynidsdudon wazn15vieusiuiu
walulad Sauumsineliosdnsasmuansalunisudeiuiasfiunuadesiinisgsia

3. MIUITUssULUUBAngy (Flexible Workforce) Tngianiglugaidiaddmaliuiuy
mMeheuddsunasanszuulszsndu Hybrid Work %38 Remote Work Feosdnszdoseenuuy
ulsunudmsnuyanaiisesfunsiausuudangu (Wang et al, 2021) Wy AsuImssanis
UATRNULUY Outcome-based wagnsliinieaiiofoasooulatifieaireanusiufloseninediney

4. nsasuszaunsaingdnau (Employee Experience) asAnsluganavialininudifgyiu
Uszaunsaivesmineuanndy ngldinaluladidrantsatsanmuedeunisinuiinouland
fisluduauazain anudangu uagnsddmsiusiuunanrlasueaulall (Morgan, 2017) 1wy
wouwdladunsdoansnigluesdng wiessuu Feedback wuuEsalv

5. MsuUinsiansteyayaansetiaiesssy Wossdnslideyadnuauannlunisuins
yara MssnuAnuUaendovestoya (Data Privacy) uagmslideyastnediasosssudaduFesdiny
osAnsFesimviulouneduasesdoyadiuyanansmdnuengmune PDPA tead1smandesiulsiiy
Wiin91u (Chartered Institute of Personnel and Development, 2022)

uenNi LuInRNsIaNsLariaumsnensuywdlugafiviavsdielinszvideyaynains
mMsfndenuazUszifiunasgauiudl naensunsaiisinusssuesAnsidauaiunisildiusauuas
augvlunsiniey fufu wumienisuimsesdnsganudsdudienisianisuasaumineins

Uy Immw%ﬁaaﬁﬂigjmméﬁﬁu (Sustainable Organization Management) 3118udaslduun
MeNsIanswariaInnenTIYYETnaNaUndnnsYeInuuRinreusadsay (Corporate
Social Responsibility: CSR) wagn1siauneg 13838 (Sustainable Development) 1§13y Tng
annsasunslidlunareda Tased

1. msadeiausssuesnsuausdu lngasAnsmsugnileAnfennuasesssu Ay
Tusdlauazmnusuiinvousedsanliuanidnaunnsedu ielmAnnssuiunuiadedeiduls

drudenanun lnenisasieimusssuesdnsuiiaudsduiudunisugnileanien anute way
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ngAnssunduasuliyaaInsmnseaunsEnindsnud1AyaIn s lununA T mansenunia
LATEENA ey wazdlInaauag19auna (Schein & Schein, 2017) FeTnusssuasAnstudnyueil
Wlaiesniseenulovieiiie “vid” wihlu wilunszuaunsiitsndnludsdrdnvemidnauynay
Tusndulanazuiinulaeiinnusvinveunaouinnvadasnnshazdiaulag sy G915l inusssy
wispudsBuanintule desenAunisatuayuaindinesdns (Leadership Commitment) 3931
wuvegelunsaiuausgslusdla dasesssu waglianudAgyiunisvauiauuinniwanilslu
seegdu fumITdeanIdurimisuaudEulidaeu wasysannsateuvariliinlulunagvsves
29ANT YU N1soRNLULLlEUIEAUAWINaeYN NMStinTneInseg1elusednsain nisduasuauna
Y] ° . A ] Y] a A o a o
FINAUN15YIN9U (Work-Life Balance) wazn1sidliusinveantnauluianssuiiedean 8nne s
A519TRIUsISURINaNgIResafunisdeansaelusernsegenaiilos nsEnausUNTNUlUe
WWIAA “nsiauiegedediu” waznisadawssgslaliyaansidndudunisweadmnesiuiu
WU A1SAINUARITIANAIY (KPIS) Npulgan UNaansAUAMNTIEY 18NSR I9IakNANIUN
aLtlulasansiivedaindeuniediaueg1aluseaninim Tuguuewein1sdnnisuasiaumsnegns
6 o 13 | ] Id a = o w 1% « (% 9 . .
wywd Jausssuesdnswitnnudstudeilunsesiioddglunisadne “nunedinn” (Social Capital)
I3 = a Y ! = ) Y] i ¢ .

eluesing Feneasuanulingds anusuiie wazanuyniuvemtinaudessins (Nahapiet &
Ghoshal, 1998) asAnsianunsaas1eiausssunuuilaarianuduudeainniely nsouudeyniu

a o v ¢ a oo ' A Y @
wWaguuUaduwazanunsoadanaansnisgsianduaduszesend nanlalagasy A n1sasedinusssy

I3 | U A e < 1 a a I3 U= « a o = a
peANswIANgsEuILTuNINNIINITUTMBINaens widu “singrumsdndiin” vesyaainsd
o § v ) Iz & ' VoA = ~ v a I3 a £ a )
Mlinsiauisernsilullegnesaifioswazilnnuning Wslin1siulnveeennstiiinduinegaiu
el wigasuiamaiulavesau dau uasduwndeuniuaiuluagsauns

2. MIAMUIENEAIMYAAINSINEAMNNGIEY A1UN1STRRUITURAYIAILINYeETYY (Green

Skills) N1sAATIsz Uy waeinweAdia Wudadedrdyivinliuaainsaiuisavinnuldedid
UszanSnnuagSuiineusnedawinasu (Renwick, Redman, & Maguire, 2016) FINITHAIUININGINT
wywdludnwueldddddneginssnistneusuiaiudsednsamluni1svineu wdsiudenis
@suasednen nlunisAndsszuy (Systems Thinking) NswAU LT utau (Complex Problem
Solving) kagn139 UL TiTes35Y (Ethical Collaboration) Fuluiinwed1Atyvesfiuay
yranstugalul Asliu nswaundnaninueainsiiieanudsBuiwlunagnsvdnvesesrinsealvid
ABINITATINANANAATENINUTEANT AN egINITUANNSURAYOUsodIALLas dauInd ey Loy

Yo awu A

psAnsiannsnduasuliyaansiiinuediden Soudnaontin Sanefihndsdu uasiusegslanely
douannsaaienailiiussudautsiunasasiuadussoren sudwihloves “esdnsuraniy
fafu” ogausiads

3. msadeanugniuesdng derduiilad dguosnsdanisuasianminensuyudiile
Ay wsgninauiianugnituasjumisusameuazusddalunsinudelesdnsussg

Wvanesauiu (Kahn, 1990) anuynitussansludlavinefaiissauitanalalunuwingy i
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AR (Commitment) AuNszRB3asY (Vigor) wazanuiidiusiuegruaulalunisimunasdng
(Schaufeli & Bakker, 2004) Wi'na1u# da3nus niugazduuilduey Avesrnsluszezen
a a a o a0 ] v v} Q“ o ] o.'/ =l a dy
fusgaAngamnisvinnugs wazdudiglumsasiainnssuimiliyganudsdiuniegsia uenani
ANNWINSBUNIIYINNIUNR N1steNsuANAnTiY waznsliseiasdeefsssn Freiuauiianels
WATAUKNHUYDINTINY Faluitugiuvesrudiguniaminensuyee (Kular et al, 2008)

4. N15UINITIANITeg NS TIULaslUsla FansdnnisiasiaumineInsuyedfeddn
VANALLANDNIA ANNYATITU Uazn1siIndAnaAsvesyed Weadanulindasasaiutduna
Tuszuze11v0909ANIHAENITUSMSIRANTSog1allas usssuwarlussladussAusynaudAnyaaenis

a I3 | o A & A P « 9 ” « oA A
UIM303AnTdANdsdy insziluiuimenieaine “anulinngda” (Trust) wag “anutideie
(Credibility) Tiindusenineesdnsiugilaiuladiude (Stakeholders) Manelunaznieuenlugai
daanlirudAgyiuausuRaTeURDdIALLAZSIINNAYIE (Good Governance) NMSANLTLIUDENY
TWsdlauazBaduluasesssudsluladismnadondanusssy wilu “nagnduan” Nvaelvosdnseg
sonuaziulnlaog1dstiulussezen

[ g.J/ % Y A [~ I3 o @ Ql' 1 | G‘J & I3 a

AU Lnsisduaiduesrlsenavdifgidimanonudsduretsans lnganiznisi
nagnsn1sIan1suasauImineInsuywdundmungresaudsduludiusieg alanaiun
WI1zeeAn NI Tuss TN TaR LAz TaLIyAansIidAUS inveuasiasuaienuyniuesAns
FININTUINTIANITRE AT sTTURAL LU davzdmasiausagalalunsvihnuneliiAnuinnssy

wazANEsaluNMsusiunsgsiatasdwanenud 15901988y

GELY

o

NUTMT0IANTEAINEIBY (Sustainable Organization Management) Wuuuand1Aayi

YUUUNTATNANRATENINEANINATYERY dpu Uazdwindeou WialssAnsanunsamseglaedi

fupdluszezen msdanisuazimuminensuywddudunalnndnlunistuirdeuwiAndnanli

¥
a =

WinTua3e lnen1siaiunesdnus vinye wagvinuaivesuaansivaenndesiuildmungvesniny
a8 forlunisasulanagnsiiadnuailiunosinsluszezend Fauinien1sdnnisuazimu
n3nensuywdluviunvesaudiBudndudes]wdunisiauidneninyaain seg1ameiil og
nsaeiusssuesRnsndaduluaiesssy anusuinveudediny wavnsildusiuveanidnaunn
sEau swdiansdumalulagadviauussyndlslun1suimsdanisededuszd@nsam wenaini
Y a ~ & Yo a ¢ . o = v a o

AUSMIAITHUnU MUY enagns (Strategic Leader) anunsaoulgadinungaugsnaiu
Wanuneauaudsiy wavduasuliupainsnnaunsenindnnud1Agrensyinnuiioauan

AU
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ALY N15UIMTBIANTERNUTITUMBLLIMNINITANITRaz TN TNensuyedIailadu
Wigguwldunianisusnisindy undu “sWusfadanagns” AYeliesdnsaiuisalsudiase
nswasuwdadlugalaniide danudangu nieusuliefiuanuiimie waga1u50as9nMA3Y

P9ADDIANT AR LATAILINADULADE1ILINDT
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Abstract

The rapid transformation of digital technology has influenced how people work, learn,
and live, resulting in several challenges such as the digital skill gap, resistance to change, digital
inequality, job displacement caused by automation and Al, cybersecurity and personal data
risks, digital well-being problems, and organizational delays in digital adoption. These issues
highlight the need for developing human resources so that individuals can adapt to and utilize
digital technology effectively.

Human resource development in the digital era focuses on fostering digital skills,
human-centric skills that cannot be replaced by technology, lifelong learning capability, digital
attitudes and mindsets, cybersecurity awareness, and the promotion of digital well-being.
These processes help individuals work effectively with technology, adapt to continual change,

and preserve the essential values of being human.
Keywords: Human Resource Development, Digital Transformation Era
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Abstract

This academic article aims to analyze and clarify the strategic role of facilitator
competencies in advancing Human Resource Development (HRD) in the digital era. It focuses
on measuring the strategic influence of these competencies on learning effectiveness and on
proposing strategic guidelines for facilitator competency development. The transition to the
digital era has presented significant challenges for HRD, particularly low learner engagement
and a lack of meaningful interaction. These challenges necessitate the elevation of the
facilitator’s role from a traditional instructional function to that of a strategic catalyst capable
of integrating conventional facilitation techniques (process skills) with digital competencies.

To support this paradigm shift, the Digital Era Facilitator Competency Model (the Four-
Dimensional Competency Model) is proposed. The model comprises four core competencies:
(1) process skills, which remain foundational but must be adapted to effectively manage virtual
group dynamics; (2) content mastery, which reconceptualizes the facilitator’s role as a
knowledge curator rather than a content transmitter; (3) attitudinal traits, which emphasize
the ability to build trust and psychological safety through digital communication channels;
and (4) digital facilitation skills, which function as the critical strategic mechanism for fostering
digital engagement. This article affirms that the systematic development of these
competencies constitutes a core HRD strategy for cultivating digitally competent personnel

and strengthening organizational resilience in response to future technological volatility.

Keywords: Facilitator Competencies, Human Resource Development, Digital Era
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