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ABSTRACT

Despite the strong interest in Generation Y issues, there is no evidence in
the literature about the exact factors influencing job satisfaction of Generation Y
employees working in distinct sectors. This study was designed to ascertain whether
factors that lead to Generation Y’s job satisfaction would be similar across all three
sectors: public, private, and state-owned enterprises. The surveys were distributed to
405 respondents who worked in the Ministry of Finance and sub-organizations and
banks in both private and state-owned enterprises sectors. A multiple regression
analysis revealed strong support to the theory that job satisfaction enhances the
intention of Generation Y employees to remain in the organizations. The empirical
results suggested, overall, that challenging work, a positive relationship with co-
workers, and supervisor’s supportive styles (except in private) significantly and
positively enhances the job satisfaction of Generation Y employees across the three
organizational types. Yet, the theory of Herzberg (2003), supports the fact that
intrinsic motivator of challenging work is the true factor causing job satisfaction.
Further regression analysis proved the differences in factors causing job satisfaction of
both early and late Generation Y employees across all sectors. The results will be
greatly beneficial in managing Generation Y employees in all three sectors.
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CHAPTER |
INTRODUCTION

The foremost chapter encloses the background, statement of problems,
significance of the study, objectives, limitations, scope, and benefits of the study.

1.1 Background of the Study

The Generation Y workforce is currently considered to be one of the top
employment issues among organizations around the world, especially in the Human
Resources Department. Together with the demographic changes, it is almost the
critical time when seniors or Baby Boomers are going to retire and replenished by
younger generations: Generation X and newcomer Generation Y or Millenniums.

Organizations nowadays consist of at least three main generations
simultaneously, Baby Boomers, Generation X, and Generation Y, which is the novel
phenomenon for the organizations globally (Dechawattanapaisarn, 2009). Various
generations share different values, perceptions, attitudes, behaviors, needs and wants
in life; such diversity can bring along conflicts in terms of work attitudes,
miscommunications, needs and understandings, expectations and satisfaction.
Therefore, perceptions and values toward different generations can distort
understanding and cooperation within the organization.

Generational differences in the organization and society often appear in the
characteristics of each generation, especially generation Y content, and the concepts
and ideas are more often communicated through secondary articles and anecdotal
evidence rather than research results (Dechawattanapaisarn, 2009; Macky et al., 2008).
Gaincola (2006) states that the aspects of the characteristics of generations may be
derived as stereotype from only one dimension from prior generations: Baby Boomers
and Generation X. As a result, different perception gaps vary among generations.

Therefore, it is essential to study Generation Y from Generation Y themselves in order
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to better understand differences within the cohort. In this paper, the researcher
compared levels of job satisfaction and retention of Generation Y who are working in

financial industry: pubic and private organizations and state-owned enterprises.

1.2 Statement of problems

Many companies, including managers, personnel, and human resources
departments, around the world presently still lack proper knowledge and
understanding of generational differences, real needs, their expectations, and ability to
adapt with the differences, especially how to welcome Generation Y who is going to
be the mainspring of the new labor market. Misapprehension not only leads to
conflicts in terms of cooperation, but it also creates miscommunications and
misunderstanding in certain issues and dissatisfaction. Not to mention, it can damage
the efficiency and effectiveness of the company and the new generation’s feelings of
being a part of the company (Dechawattanapaisarn 2009; Kupperscmidt, 2000). And,
without the awareness of the shifting career expectations of Generation Y, companies
are hardly able to manage their workforce to satisfy their real need and motivational
preferences. As a result, companies cannot attract, satisfy and retain talented

employees with the organization in the near future and long run.

1.3 Significance of the Study

According to Thai National Statistic Office, the structure of population
pyramid shows that by 2020, Generation Y will hold the majority of important
positions in the labor markets. Therefore, companies must prepare for the upcoming
Generation Y, who brings along their uniqueness from the very beginning of the
recruitment process (Thai National Statistic Office, 2011).

Job satisfaction can be reflected as good treatment and has positive
impacts on employees’ behaviors, which in turns links to positive organizational
functioning. This study will help readers truly understand Generation Y more (Yang
et. al, 2011). To illustrate, the happy employees tend to maintain in the organization
longer with high organizational citizenship behavior, high organizational commitment
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and low absenteeism, which eventually drive organizational performance (Yang et. al,
2011).

Manpower Thailand’s (2013) study titled Interest in Work and Preparation
for the Implementation of the ASEAN Economic Community (AEC) of Generation Y
shows that line of work in which respondents were interested, including Government,
Enterprises and Civil Servants at 28.75% compared to 25.74% in Accounting,
Finance, HR, and Marketing. On the other hand, characteristics of organizations where
respondents want to work shows 25.74% Government and Enterprises, 27.77% Civil
Service compared to 54.60% Public Limited Company.

Therefore, it is significant is to investigate and compare different levels of
job satisfaction and retention existing between three types of organizations: pubic and

private organizations and state-owned enterprises.

1.4 Objectives of the Study

1. To investigate the factors influencing the level of job satisfaction among
Generation Y employees.

2. To analyze the relationship between job satisfaction and job retention
among Generation Y employees.

3. To examine the differences in factors influencing level of job
satisfaction between the two age groups of Generation Y: early Generation Y and late
Generation Y employees.

4. To provide recommendations for public and private organizations and
state-owned enterprises on how to improve understanding of Generation Y employees

and how to build factors that Generation Y employees satisfy.

1.5 Scope of the Study

The study emphasizes on several factors influencing job satisfaction and
retention among Generation Y working in public and private organizations and state-
owned enterprises. The data was collected by surveys with the sample size of 400
people who were Generation Y employees age between 20-34, both male and female.
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And, the targeted sampling of surveys was distributed to the three main sectors in
Bangkok: pubic and private organizations and state-owned enterprises in the finance
industry. The researcher viewed that the finance industry could cover well the research
results between three groups of Generation Y who are currently working for the pubic

and private organizations and state-owned enterprises.

1.6 Benefits of the Study

The researcher hopes that the research will more or less help the
organizations to have a better understanding of generation Y in terms of their different
characteristics, values, perceptions, and expectations so that right job offerings and
work environment can be provided to attract, engage, satisfy and retain generation Y.
The interpretation of the study can be applied in the human resource management

approach to attract generation Y with the right expectations and related factors.
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CHAPTER I
LITERATURE REVIEW

This chapter provides definitions of generations and a broad view of
generation issues in the workplace. The purpose is to form an understanding of the
conceptual model used in the study. This chapter comprises four parts: Definition of
Generation and Generation Issues, Concepts and Theories relating to Expectations in
the Workplace, Literature Review Related to Expectation, and Conceptual Framework
of the Study.

2.1 Defining Generation and Generation Issues in the Workplace

2.1.1 Definition of ‘Generation’

Different scholars, from time to time, have defined various definitions of
generation as follows:

Karl Mannheim (1952) defined generation, in the sociological perspective,
as individuals in the society who share the year of birth and participates in certain
common experiences creating concrete bond between members of a generation and
sharing “an identity of responses, a certain affinity in the way in which all move with
and are formed by their common experiences” (Mannheim, 1952; Parry & Urwin,
2011).

Turner (1998) refined Mannheim’s theory of generation as “a cohort of
persons passing through time who come to share a common habitus and
lifestyle...[and] has a strategic temporal location to a set of resources as a
consequence of historical accident and the exclusionary practices of social closure”
(Parry & Urwin, 2011).
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Kupperschmidt (2000) defined generation as “an identifiable group that
shares birth years, age, location and significant life events in critical developmental
stages” (Kupperschmidt, 2000; Parry & Urwin, 2011; Smola & Sutton, 2002).

Kotler and Keller (2006, pp. 235-236) suggested that generation, aligning
with Mannheim (1952) and his followers, “is profoundly influenced by the times in
which it grows up — the music, movies, politics, and defining events of that period...
Members of a cohort [generation] share the same major culture, political, and
economic experiences. Marketers often advertise to a cohort group by using the icons
and images prominent in their experience” (Parry & Urwin, 2011).

Parry and Urwin (2011) discussed generations as “A set of historical
events and related culture phenomena have impacted in a way that creates a distinct
generational group. The identification of a generation requires some form of social

proximity to shared events or cultural phenomena.”

2.1.2 Generation Issues
2.1.2.1 Description of generations
Currently, there are mainly three generations in the workplace.
Each generation has been shaped differently by several factors, e.g. political,
socioeconomic, cultural event, change in lifestyle, science and technology, and family
etc. As a result, each generation has their own characteristics, thinking, value, ways of

living, and life and work expectations. Generations can be described as follows:

Baby Boomers

Baby Boomers were the product of the Post World War 11 era,
born between 1946 and 1964 (Brown, Petroulas & Sundin, 2010).
Dechawattanapaisarn (2009) explained the post war population swelled as people
rushed to repopulate their countries after losing so many in the war. The government
supported the population growth and backed away from birth control campaigns. This
generation was grew up with changes from a bad economy to the industrial era,
together with having peace after war, expansion of trade, investment and industry, new
employment, advancement of science and technology. They became the symbol of

hope for the future. Their parents lived through great hardships and invested high
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expectations for achievement in their children (Brown, Petroulas & Sundin, 2010).
Thus, it influenced on the characteristics of Baby Boomers to work hard, dedicate to
work and organization, place importance to work even though it takes long time to

accomplish, be loyal to the organization, and abide strictly the rules and regulations.

Generation X

Brown, Petroulas, and Sundin (2010) explained that
Generation X consists of people born between 1965 and 1978. Generation X lacks
trust for organizations because of the price their parents paid in the workplace, namely
stress, health and family problems; thus Generation X perceived work as just a job
where they seek work-life balance. They were also skeptical about hierarchical
structures. Informality and less corporate culture increased the generation’s motivation
towards work and manifested in informal dress codes and inconformity. Technology
advancements from analog to digital and mainframe to PC helped with the adaptation
to the changing environments. The characteristics of Generation X are self-reliance,
freedom seeking, willingness to take risks and try new things, interests in technology,
materialism, and adaptable to changes, such as challenging the rules set by Baby
Boomers, which helped create the stereotypes of Baby Buster or Slacker
(Dechawattanapaisarn, 2009).

Generation Y

The freshest group in current workforce, born between 1979
and 1994, is the offspring of Baby Boomers (Brown, Petroulas & Sundin, 2010). They
are also called Millennials, WHY, Dot Com, Net Generation or KIPPERS (Kids in
Parents’ Pockets Eroding Retirement Saving) (Dechawattanapaisarn, 2009).

With the shape from the education-minded parents, they then
believe that education is the integral part of success, and that they tend to be lifelong
learners. Therefore, they are likely to prefer organization that offer continued training
and development opportunities; their value of training and education program can
affect their job performance (Brown, Petroulas & Sundin, 2010).

They were raised during the period of economic growth and

high technological progress, including good telecommunication, high speed internet,
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electronic equipment and fast transportation. They are well literate and educated and
familiar with speed and convenience; however, they have faced several crucial life,
crises, including instability of economy, violence and terrorists, and natural disasters
(Bristow, Amyx, Castleberry & Cochran, 2011; Dechawattanapaisarn, 2009). These
life and societal events influenced their daily lives to be more rushed. They tend to be
skeptical, emotional, adaptable, and independent but need acceptance of society; they
want to be seen as important (Dechawattanapaisarn, 2009).

With the higher level of self-importance and self-esteem than
the previous generations together with the benefits of labor shortages, they tend to
have higher expectations towards the workplace and demand for work in a way that
they believe work should be (Brown, Petroulas & Sundin 2010; Eddy, Schweitzer and
Lyons, 2010). In other words, if they feel that they are not well recognized by the job
and co-workers or they do not receive what they want according to their expectations,
they tend to leave without any social taboo; they also seek jobs that provide fun,
quality friendships and fulfilling purposes (Brown, Petroulas & Sundin, 2010;
Dechawattanapaisarn, 2009).

Bristow, Amyx, Castleberry & Cochran (2011) found that
generation Y are more procedural than outcome oriented. However, many scholars,
including Dechawattanapaisarn (2009), argues that generation Y has been raised
closely with their parents and surrounded by the instant gratification. They have
perceptions of live for today and tend to have short-term goals. They value their
thinking process than just abiding by strict protocols. Nevertheless, since they have
high narcissism, they tend to have high expectation of work success and place
importance on the work orientation and the challenges of work more than the work
procedure and approach.

2.1.2.2 Classification of generations

Several scholars have classified generations differently. Ng,
Schweitzer & Lyons (2010) followed the classification articulated by David Foot
(1996), who is professor at University of Toronto, in the department of Economics.
Dechawattanapaisarn (2009) acquired Zemke (2000). Smola & Sutton (2002) followed
Kupperschmidt (2000). Moreover, the classifications can be varied among countries
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since each country has encountered different factors such as events and culture (Hole,
Zhong & Schwartz, 2010).

According to the table 2.1, the researcher has reviewed the
classification of generations by both western and eastern Thai scholars. The researcher
chose to classify Generation Y as those born from 1979 to 1994 following
Kupperschmidt (2000). This is because the classified period was also similar to other
western scholars, namely Smola & Sutton (2002) and Petroulas, Brown &Sundin
(2010) and to classification of Thai scholars, namely Dechawattanapaisarn (2009) and
Anantawarasakul (2010).

Note that generation Y aged below 20 years old will not be
considered in this research as the researcher need permission from their parents for the
interview, and it is quite a while until they enter the real workplace. Therefore, the
selected period suited the research utmost, where the researcher collected respondents

whose age were 20 and above.

Table 2.1 Classification of generation by year

Scholars Name
Western Scholars Thai Scholars
g g § o3 c % c_\:s
2 . SQ|lsa| 28| |g kg g
= 1) s = & 3 © of S a =] ©
g | 8| E S|le S|, <Zl2328s58|8 38l g
O T 3|l O|2 4 | & SE|¥ ol S| & S| 8 o
=z |3 @35 |3 82 g|e g3
a s =|2 >18 3|s 2 2 S
s 2|2 o I 3 = X
Y 0 o <
Baby 1947- | 1946- 1947- | 1946- | 1943- | 1946- 1941-
Boomers | 1966 1964 1966 1964 | 1960 1964 1960
Gen X 1967- | 1965- 1967- | 1965- | 1961- | 1965- 1961-
1979 1978 1979 1977 | 1981 1976 1976
GenY 1980- | 1979- 1980- | 1978- | 1982- | 1976- | 1977- | 1977-
1995 1994 1995 1994 1985 1995 | 1992

Source: Anantawarasakul (2010); David Foot (1996); Dechawattanapaisarn (2009);
Kengkarnchang (2013); Kupperschmidt (2000); Ng, Schweitzer & Lyons (2010);
Parry & Urwin (2011); Petroulas, Brown &Sundin (2010); Smola & Sutton (2002)
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2.1.2.3 Generation Background

Currently, there are three main generations working together in

the organization, which are Baby Boomers, Generation X and Generation Y. The

Table below summarizes the basic information of each generation, including so-called

names, the selected generation classification used in this study, and their ages in 2013.

Table 2.2 Summary of basic information of generations

Generation

Also known as

Born

Age in
2013

Baby Boomers

Boomers

1946-1964

49-67

Generation X

Gen X-ers
Baby Buster
Slacker
Thirteenth

Lost Generation

1965-1978

35-48

Generation Y

The Millennials
Nexters
Echo Boomers
Generation Y-ers
Next Generation
WHY
Dot Com
Net Generation
KIPPERS

1979-1994

20-34

Source: Adapted from Foot (1996); Smola &Sutton (2002); Dechawattanapaisarn

(2009);

Parry and Urwin

(2011);

Thailand National

Statistical

Office

(2011)*KIPPERS stands for Kids in Parents’ Pockets Eroding Retirement Saving
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2.1.2.4 Generations at work

Smola & Sutton (2002) stated that work values, including
worker’s attitudes, could shape what the employee should expect from the workplace
and how employee reaches those expectations. In the study of (2002), worker’s
attitudes changed as they aged; however, generational experiences remained as the
more influential variable in explaining in work values (Parry & Urwin, 2011).

Baby Boomers are somewhat conservative, live to work and
are more likely to respect the authority and hierarchy within the organizations.
However, they are reluctant to try new things and use technology (Parry & Urwin,
2011).

Generation X, conversely, worked to live and valued instant
gratification, which means that they did not want to wait until they get promoted, but
they rather want quick rewards after doing good work (Ng, Schweitzer & Lyons,
2010). They enjoyed being independent with the flexible schedules in a fun working
environment (Parry & Urwin, 2011).

Whereas personal enjoyment and success in careers were the
drivers for Generation Y, they looked for career options with companies that valued
them as individuals and provided professional development long-term career plans.
Generation Y tends to be optimistic, trusts centralized authority, and are techno savvy
(Parry & Urwin, 2011).
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Table 2.3 Generations at work: Dominant Work Values in Today’s Workforce

Cohort Entered the Age Dominant Loyalty | Characteristic Traits Satisfied
Workforce in Work to of work work
2013 Values

Conservative | Work for Secured job
Consistency life Expert work
Success, Optimism Like and
Baby Ambition, Personal fight for
Boomer | 1965-1985 | 49-67 | dislike of gratification work Rarely
authority, Career | Health & change job
achievement wellness Patience
& social Involvement Job stability
recognition Respect
rules
Team base
Own growth
Risk taking Work for Challenging
Value better happy | Job
relationship life enrichment
Yuppy life Flexibility | Work is
Diversity Put effort another step
Work/life Family | Think with to the better
Gen X 1985-2000 | 35-48 | balance, bond globally challenging | Make good
Team- Fun work relationship
oriented, Informality Job Hopper | Work/Life
Hate rules, Self-reliance Gain new balance
happiness Pragmatism knowledge Gain
& pleasure Techno- various
literacy work

perspectives
from others
High return
Sociability Adaptable Wi-Fi
Want to know | & initiative Self-

Confident, ‘Why’ they Using tech. manage
financial have to do Intent but Fun work
success, such sometimes Time to rest
GenY 2000 - 20-34 | Self-reliant Both Universal impatient Need to
present but Team- selfand | VDO games No bond know the
oriented, family | Self- with org. truth and
Meaningful bond confident Don’tcare | reality
work, Optimism about Success
Socially Civic duty seniority
responsible Skeptical

Source: Adapted from Parry and Urwin (2009); Robbins & Judge (2013); Kanpitcha
(2013).
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2.1.3 Definition of “Job satisfaction”

Locke (1969) defined Job satisfaction as “the pleasurable emotional state
resulting from the appraisal of one’s job as achieving or facilitating the achievement of
one’s job values” (as cited in Milbourn, 1976; Saygi, Tolon & Tekogul, 2011).

Luthans (1994) defined Job satisfaction as “an attitude developed by an
individual towards the job and job conditions” (as cited in Saygi, Tolon & Tekogul,
2011).

Hackman and Oldham (1975, p.159) defined Job satisfaction as “the
happiness that workers feel for their jobs” (as cited in Saygi, Tolon & Tekogul, 2011).

Hunt and Osborn (1994, p. 144) defined Job satisfaction as “the sensual
reaction of the worker towards his job along with physical and social conditions, and it
points to the corresponding degree of expectations in the psychological contract of
worker” (as cited in Saygi, Tolon & Tekogul, 2011).

Cetinkanat (2000) defined Job satisfaction as *“a personal evaluation of job
conditions (e.g., pay, job security) of the job” (as cited in Saygi, Tolon & Tekogul,
2011).

Akcamete, Kaner & Sucuoglu (2001) defined work satisfaction as
“corresponding of the values of the worker with his or her job at the office” (as cited
in Saygi, Tolon & Tekogul, 2011).

Price (2004) defined job satisfaction as “a positive affective orientation

toward the organization and opportunity as the number of jobs in the environment.”

2.1.4 Definition of “Retention”

Barney (1991) and Colbert (2004) defined talent retention as “a sine quo
non for achieving competitive success” (as cited in Doh et al., 2011).

Lockwood (2006, p. 2) defined retention as “a critical element of an
organization’s more general approach to talent management, which is the
implementation of integrated strategies or systems designed to increase workplace
productivity by developing improved processes for attracting, developing, retaining
and utilizing people with the required skills and aptitude to meet current and future

business needs” (as cited in Hauskecht et al., 2009).
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2.2 Review of Literature Models

2.2.1 Review of Literature on Models in Determining Job Satisfaction

There are several influential factors that could lead to job satisfaction. This
part reviews theories and concepts involved with job satisfaction framework as
follows:

Milbourn (1976) used Job Descriptive Index (JDI) by Smith et al. (1969)
to measure satisfaction over five areas of a job; the work itself, the supervision, the co-
worker, the pay and the opportunities for the promotion on the job.

Yang et. al (2011) also investigated five factors, including pay, promotion
opportunities, job itself, supervisor, and coworkers to (public) correction officers’ job
satisfaction in South Korea. Empirical analysis confirmed that the five factors were
significant in job satisfaction. The JDI measurement is popularly used by other several
scholars, namely Davis, 2004; Saygi et. al, 2011;Tippayasanti, 2012; Yuan, Ke and
Xiaoxia, 2011.

Work itself

) Job satisfaction
Supervisor

Co-workers

\

[ Promotional Opportunities

Figure 2.1Proposed model of job satisfaction
Source: Milbourn (1976)

Mclntyre et. al (2010) presented the psychometric properties of the job
descriptive index in a Portuguese sample of health professionals and proposed the

model below.
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Work on Present

Supervision
Job

Satisfaction

People on Your Present
Job/Colleagues

Opportunities for
Promotions

Figure 2.2 Proposed model of job satisfaction
Source: Mclintyre et. al (2010)

Huang (2011) expanded the traditional five dimensions of JDI with two
dimensions of satisfaction in support for learning: satisfaction in support for training
and retraining and satisfaction with regard to business information provided by
management. These two dimensions are considered as significant factors in the
modern jobs. The research shows that higher job satisfaction occurs when knowledge

employees have higher motivating work characteristics.

o

Promotional Opportunities

Work itself

T

Training & Retraining

Job satisfaction

Supervisor

Business information
provided by Management

Coworkers

Figure 2.3 Proposed model of job satisfaction
Source: Huang (2011)

Yuan, Ke & Xiaoxia (2011) aimed to establish the modeling mechanism
based on T relational analysis, with very good feasibility for other enterprises as well,

to exam the key factors influencing employee satisfaction in logistics firm. The
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research revealed that the important factors that currently influence the satisfaction of

enterprise’s employees are working rewards and job position.

Job Position

Team Cooperation

Working Environment

\ W

Working Reward

\

Job satisfaction ]

p
Enterprise Development

Figure 2.4 Proposed model of job satisfaction

Source: Yuan, Ke & Xiaoxia (2011)
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Table 2.4Summary of factors influencing job Satisfaction from reviewing the

models
Factors Influencing Job Satisfaction = =

('_5 —~ — — — - —
W S Q R - 0
[} 52 = = ] o
c N © [ Q g

~ @ N ~—
a g =9 g°®2 > S S o9
= o =5 S © o & % 5 S5 .©
= Jd=2 2= Y > n T > X

Pay/Rewards/Compensation

Promotion Opportunities/ Growth
Job/Work itself

Supervisor

Coworker

Training & retraining

Business information provided by

management

Working Environment

Job Position

Team Cooperation

Enterprise Development

The table 2.4 shows related factors which had been focusing by several

scholars from the previous reviewing models in determining job satisfaction

2.2.2 Review of Literature on Models in Determining Retention.

The study of Cegarra-Leiva et al. (2012) provided the summary of the
model showing work life balance practice and culture relationship as antecedents of
between job satisfaction and turn over intentions. The researchers assumed the higher
the job satisfaction among managers of SMEs, the lower their turnover intentions

4 R
Work life balance

practice
\ ) - -
p- \) Job satisfaction |_.| Turnover intentions I

Work life balance L”~= N»>—mmmmornon/
culture

Figure 2.5 Proposed model of job satisfaction and turnover intentions
Source: Cegarra-Leiva et al. (2012)
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Another study of Rehman (2012) analyzed the public sector in Pakistan for
workplace challenges to recruitment, retention, and satisfaction. Job satisfaction and
retention were moderately correlated, r = 0.34 (p<=0.01). Satisfied employee are less
likely to leave the organization. The study yielded a model of HR policies to increase

satisfaction and performance as a path to lower turnover.

|]|d?‘[?l?]{';k“ﬂl Intervening Dependent
variable variable variable

Job
Satisfaction

HR practices

(Knowledge, Skills
Abilities)
Job
Performance

Recruitment
KSA

Job

Figure 2.6 Proposed model of job satisfaction and job retention
Source: Bose and Rehman (2012)

Price’s (2004) earlier model suggested that other variables were also
involved in turnover rates. Price posited that pay, primary group, communication, and

centralization were involved in turnover with job satisfaction acting as a mediating

variable.

+

P
o Opportunity
Primary Group =
| |0 Satisfaction '—r

Communication

Centralization e

Figure 2.7 Proposed model of job satisfaction and turnover
Source: Price (1975) as cited in Griffeth and Hom (2004)

Another study of Ellenbecker and Cushman (2011) proposed the model of
home healthcare nurse retention to increase understanding of nurse retention.
According to the figure below, the variables helped explain nurses’ job satisfaction,

intent to stay, retention and eventually patient care outcome an agency performance.
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Established reigtionship
Proposed relationship

Figure 2.8 Proposed model of retention
Source: Ellenbecker and Cushman (2011)

According to Koelbel at el. (1991), job satisfaction influenced employee
retention, worker productivity, and performance quality. Brewer and Lee (2005)
revealed that job satisfaction was positively associated with performance and
employee retention where the relation would be even stronger in public sector.

Darcie and colleges (2011) found that higher retention was likely because
of significant inverse correlation between job satisfaction and anticipated turnover.

Cegarra-Leiva (2012) also revealed that managers’ job satisfaction was
negatively related to their turnover intention.

Zin et al. (2012) stated that motivation model was essential to have in
HRM practices for employee retention especially for SMEs. Organizations with strong
employee attachment and motivation or organizational commitment were likely to
have lower intention to leave the organization (Porter & Steers, 1973; Allen & Meyer,
1990).

2.3 Literature Review Related to Generation Y’s Job Satisfaction

2.3.1 Thai Literature Review
Phainuphong (2008) studied factors that could satisfy Thai Generation Y at

work. The study aims to contribute the opinions of Generation Y employees on how to
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attract and retain them. The results shows that differences in personal factors,
including different sex, marital status, educational level, income level, length of work
time, did not affect satisfaction of Generation Y at work. However, the research shows
there is relationship of satisfaction with regard to job characteristics, organizational
factors and policies, participation and acceptance, growth and opportunity to learn,
supervisor and colleagues, and pay.

Dechawattanapaisarn (2009) explored and compared perceptions of
Generation Y’s attributes and motivational preferences from the views of different
working generations, namely Baby Boomers and Generation X, which could be linked
to satisfaction of Generation Y. The study ranked 10 motivational preferences, from
high to low, satisfied Generation Y the most are Salary, Level of Responsibilities,
Good Supervisor, Good co-worker, Get respected, Friendly work environment, Career
opportunities, Growth of Organization, Work Challenge, and Bonus. The ranking of
motivational preferences of Generation Y differed from previous generations’ ranking.
The factor that satisfied Generation Y the most was Pay as salary, where previous
generations can be satisfied by level of responsibilities the most. Therefore,
organizations should understand satisfaction of each generation well in order to satisfy

them correctly.

Another study of Anatawarasakul et. al (2010) studied style of leadership
and leader’s behaviors that Generation Y satisfies with. The researcher believed that
Generation Y’s attitudes towards work and their lifestyles differed with the previous
generations and that could result in contrast opinions about their leaders’ behavior.
The study revealed that the most desired leader behavior was the delegating style and
behavior that offered staffs with clear responsibilities and allow them to decide how to
accomplish. Other leadership styles include coaching, facilitating, and directing style
respectively. Moreover, the study found that gender, income, period of working time
in organization, and period of working time with leader also played important role on
employee’s satisfaction in the present. For example, gender of leaders that Generation

Y employees wanted to work with is 29.4% male and 8% female.
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2.3.2 Foreign Literature Review

The Kim et. al (2009) examination of U.S. retail workers revealed that job
characteristics had a critical mediating role on the relationships of Generation Y
employees, who took an active role in crafting their jobs, roles, and selves within the
retail setting. Looking at generational differences,

Kowske et. al (2010) studied work attitudes. Compared to other
generations, millennials were the most satisfied with job obtainment opportunities and
showed higher levels of both company and job satisfaction in relation to security,
recognition, professional development and promotion.

In a study of U.S. business students, millennials identified work-life
balance as important to quality of work, job performance, ethical decision making, and
long-term job satisfaction Smith (2010). The study also found that flexible hours were
positively related to long-term satisfaction. Turning to gender differences,

Kaifi et. al (2012) looked at millennials in the I.T. industry. The results
revealed that millennial males had higher level of job satisfaction than their female
colleagues who face glass-ceiling phenomenon; however, females were found having
higher organizational commitment levels than males as females tended to treat
organization as if it was their extended family. Employees with graduate degrees were
found to have additional confidence and higher salary, which correlated with higher

satisfaction levels (2012).

2.4 Conceptual Framework of the Study

The researcher adapted the framework of the study from the previous
review of models as follows:

Job Descriptive Index (JDI) by Smith et al. (1969) was repeatedly used to
measure satisfaction over five areas of a job; the work itself, the supervision, the co-
worker, the pay and the opportunities for the promotion on the job. The JDI
measurement is popularly used by other several scholars, namely Milbourn et. al
(1976), Davis (2004), Mclintyre et. al (2010), Yang et. al (2011), Saygi et. al (2011),
Tippayasanti (2012). Later, Huang (2011) added two factors to JDI, which are training
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and retraining, and business information provided by management. Milbourn et. al
(1976) focused on rewards. Yuan, Ke & Xiaoxia (2011) also mentioned physical

environment.
On the other hand, the researcher adapted and grouped some factors of the

review models and concepts as follows: Work itself, Growth opportunity, Pay,

Physical Environment, Supervisor, and Co-worker.

r
1. Work Itself
H1la. Challenging work (+)
H1b. Interesting work (+)
\.

(

2. Growth Opportunity
H 2a.Advancement opportunity(+)
H 2b.Frequency of promotion (+)

Ve

3. Pay
H 3a.Amount of salary/wage (+)
H3b. Incentives (+)

\_ J

p =

4. Physical Environment

H4a. Location (+)

\ — /

- —

5. Supervisor
Hb5a. Supervisors’ supportive styles (+)

=\ H7 (+)
Job Satisfaction

\.

r

6. Co-worker
H6a. Positive relationship with
co-workers (+)
H6b. Team (+)

Figure 2.9 Proposed conceptual framework of factors influencing job satisfaction

and retention.
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The constructed hypotheses of the study are as follows:
H1: Satisfaction is positively influenced by the work itself.
H1a: Satisfaction is positively influenced by challenging work.

H1b: Satisfaction is positively influenced by interesting work.

H2: Satisfaction is positively influenced by the growth opportunities.
H2a: Satisfaction is positively influenced by advancement opportunity.

H2b: Satisfaction is positively influenced by frequency of promotion.

H3: Satisfaction is positively influenced by Pay.
H3a: Satisfaction is positively influenced by amount of salary/wage.
H3b: Satisfaction is positively influenced by incentives.

H4: Satisfaction is positively influenced by physical environment.

H4a: Satisfaction is positively influenced by location.

H5: Satisfaction is positively influenced by Supervisor.

H5a: Satisfaction is positively influenced by supervisors’ supportive style.

H6: Satisfaction is positively influenced by co-worker.
H6a: Satisfaction is positively influenced by positive relationship with
co-workers.

H6b: Satisfaction is positively influenced by team.

H7. Retention is positively influenced by satisfaction.

2.5 Review Types of Organizations.

The researcher aims to explore the different levels of satisfaction of
Generation Y working in different type of organizations, including pubic and private
organizations and state-owned enterprises. Therefore, the differences of organization

are also of concern.
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According to Pongsiri (2009), Chevron Thailand Exploration and
Production, there are four main distinct between private and public organizations,
which are organizational goals, stakeholder accountability, managerial functions, and
decision making process as follows:

The organizational goals of organizations in private sectors aim to
maximize profit, increase the market shares, and expand the business and investment,
together with leveling up efficiency and competitiveness and continually improved
innovation of products and services. While, the organizations in private sector are
targeted to be diverse and complex organizations on the basis of equitable allocation
of public interest to spread prosperity, stabilize economy, distribute income, ensure
fair competition, monitor environment and stability in the society, and have
transparent and accountable management.

In terms of stakeholder accountability, the private sector will prioritize
stockholders higher than encouraging corporate social responsibility, and obeying the
rules is done in order to pursue business. On the other hand, it is the public sector’s
role to take care of society, environment, and equity and liberty, as well as maintaining
the benefits of citizens as tax payers to have convenience and fairness from public
services. Whereby, the responsibilities of public organizations will always be
monitored by the media and various organizations.

In term of managerial functions, private organizations can assess the
operation cost easier than public organizations. Therefore, the managerial functions of
private organizations focus on the performance and to build competitive advantage
over following procedure steps in the public organizations.

Moreover, the decision making process in public companies have to
concern about the impact for several parties, including political parties, interest
groups, disadvantage citizens, including international relations. The decision making
process of the public organizations are centralized manner with clear procedures.
Therefore, there are times when decision making process are slow, inflexible, and
unresponsive to any changes and can be interfered at the same time.

The incentive structure of the private organizations will focus on the salary
or non-monetary benefits (fringe benefits), which is consistent with the private

organizations’ ability to recruit more flexibility than public organizations. This is
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because private organizations could propose reasonable offers to fit with the
qualifications and needs of the real labor market better.

In contrast, state-owned enterprises refer to the government-owned or
government organization agencies or partnered company that government has more
than 50 per cent shares with management in between bureaucracy and business system
(State-owned enterprises, n.d.). To illustrate, state entries organizations aim to make
contribution to the society and to ensure that certain kinds of essential business satisfy
every party fairly and ethically. Moreover, state-owned enterprises prevent the
monopoly and also help facilitate some kind of essential business that has very high
capital such as an electricity, irrigations etc. Another purpose is to make stabilization
of the country in case emergency e.g. war (State-owned enterprises, n.d.).

Kittisuksathit (2010) mentioned that Generation Y has been living in a
modern way and love to communicate via contemporary technology. Once they
graduated in their bachelor degrees, Generation Y will be the high potential group
choosing jobs. And, they normally picked the jobs that offer high salary and fast track
advancement (Kittisuksathit, 2010). Nevertheless, they like to be freelance and
entrepreneur. More interestingly, Generation Y has attitude that working in public
organizations does not reflect who they are. They view that bureaucracy is very slow
system with several procedures, not modern, not challenging, and not grow in career.

The Institute for Population and Social Research of Mahidol University
also conducted a research on Generation Y university students who were studying in
the third and fourth years across Thailand. The results confirmed that working in
public organizations does not reflect Generation Y and the way they are
(Kittisuksathit, 2010). Working in public organizations is not seen as challenging,
even though the jobs offer good benefits and a chance to contribute to society;
however, Generation Y, especially those with high potential, will choose to work
elsewhere (2010). Hence, this could explain why only 2.78% wanted to work in civil
service.

To summarize, the researcher adapted the framework of factors
influencing job satisfaction from Milbourn et. al (1976), Muling&Mueller (1998),
Mclntyre et. al (2010), Huang (2011), Saygi et. al (2011), Yang et. al (2011), and

Yuan, Ke & Xiaoxia (2013).The researcher also integrated to the relationship
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framework between job satisfaction and retention from Cegarra-Leiva et al. (2012),
Bose and Rehman (2012), Price (2004) as cited in Griffeth and Hom (2004),

Ellenbecker and Cushman (2011) as summarized in the below table 2.5.

Table2.5 The meaning of each variable in the study framework

Variable Based on Researcher Meaning
Work itself | McIntyre et. al  (2010), | The extent to which a job is

Yang, Brown & Moon (2011), | challenging, interesting and

Sayqi, Tolon &Tekogul | has a sense of
(2011), accomplishment.
Growth Mclntyre et. al (2010), The opportunity to advance

opportunity | Yang, Brown & Moon (2011), | or grow in work, and the
Sayqi, Tolon &Tekogul | basis and frequency of
(2011), promotion, including
promotion system and career
path, professional training
and equalization in the in the

company.

Pay Mclntyre et. al (2010), The amount of wages, salary,
Yang, Brown & Moon (2011), | and incentives.
Sayqi, Tolon &Tekogul

(2011),
Physical Yuan, Ke, Xiaoxia (2013) The extent to which a
Environment location of the organization
is close to employees’
residences.
Supervisor | Mclintyre et. al (2010), The extent to  which

Yang, Brown & Moon (2011), | supervisors have supportive
Saygi, Tolon &Tekogul | styles.
(2011),
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Table2.5 The meaning of each variable in the study framework (cont.)

Variable

Based on Researcher

Meaning

Co-worker

Mclntyre et. al (2010),

Yang, Brown & Moon (2011),
Sayqi, &Tekogul
(2011),

Tolon

The extent of

relationship with colleagues

positive

and team.




Sophinpha Sundaravara Research Methodology / 28

CHAPTER III
RESEARCH METHODOLOGY

This study examined the relationships between several factors influencing
job satisfaction, and satisfaction and retention in public and private organizations and

state-owned enterprises.

3.1 Unit of Analysis

In this study, the researcher considered individual level as a unit of
analysis. The individuals would be asked to respond to a questionnaire, which was
based on factors influencing job satisfaction and retention of Generation Y employees
who were working in three types of organizations: in public and private organizations

and state-owned enterprises in finance industry.

Accounting, Finance & Marketing
Trading

Industry

Information Technology

Service

Energy

Technical & Factory Vocations
Government Enterprises & Civil Servants
Logistic & Shipping

Real Estate

Mining & Farming Business
Other

0.00% 10.00%  20.00%  30.00%  40.00%

Figure 3.1 The line of work in which Generation Y respondents were interested
Source: Manpower Thailand (2013)

From the figure above, the line of work that Generation Y are interested in

the most was the line of accounting, finance, and marketing. Therefore, the researcher
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selected the finance industry as the scope of analysis. Given that there are private
sector organizations, state-owned enterprises and public sector organizations which
support the finance industry, the focus of this paper is to investigate the factors that
make Generation Y employees satisfy and stay with these different types of
organizations.

In particular, the following organizations were chosen as representatives of
each sector in this study:

Firstly, for the public organizations would be the Ministry of Finance and
organizations under, namely the Revenue Department, the Public Debt Management
Office, and the Fiscal Policy Office etc.

Secondly, state-owned enterprises include SME Bank, Government Saving
Bank, Bank for Agricultural and Agricultural Co-operatives, Krungthai Bank, Export-
Import (EXIM) Bank, and Government Housing Bank, and Islamic Bank of Thailand.

Thirdly, the private organizations would cover commercial banks, namely
Siam Commercial Bank, Bangkok Bank, Kasikorn Bank, Bank of Ayudhya, Kiatnakin
Bank, TMB Bank, Thai Credit Bank, Land and House Bank, and Thanachart Bank.

3.2 Target Population

The target populations of this study were Generation Y employees, ages
from 20 to 34, working in the three sectors: public and private, and state-owned
enterprises in finance industry. Moreover, the target population represented
population in Bangkok. And, there would be 405 sets of questionnaires distributed to

the target population.

3.3 Sampling frame, size, and technique

The research will be constructed in convenience-based non-probability
sampling method.

Yamane (1967)’s theory of the element of sampling, was used to help the
researcher specify the sample size more accurately as shown below (Israel, 2013).

Yamane:
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Table 3.1 Sample size for £3%, +5%, +7%, and +10% precision levels where

confidence level is 95%

Size of Population Sample Size (n) for Precision (e) of:
+3% +5% +7% +10%
500 A 222 145 83
600 A 240 152 86
700 A 255 158 88
800 A 267 163 89
900 A 277 166 90
1,000 A 286 169 91
2,000 714 333 185 95
3,000 811 353 191 97
4,000 870 364 194 98
5,000 909 370 196 98
6,000 938 375 197 98
7,000 959 378 198 99
8,000 976 381 199 99
9,000 989 383 200 99
10,000 1,000 385 201 99
15,000 1,034 390 201 99
20,000 1,053 392 204 100
25,000 1,064 394 204 100
50,000 1,087 397 204 100
1000,000 1,099 398 204 100
>100,000 1,111 400 204 100
a = Assumption of normal population is poor (Yamane, 1967). The
entire population should be sampled.

Source: Israel, 2013.
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According to the Table 3.1, the finite number of population of Generation
Y, aged 20-34 both male and female, in Bangkok is 1,218,075 persons in 2012
(Bangkok Metropolitan Administration, 2012). The representation of more than
100,000 populations at the 95% confidence level suggests 400 questionnaires are
needed. However, the targeted sampling, surveys were distributed to three sectors,
which are public and private organizations and state-owned enterprises in Bangkok.
The total number of target sample size for data collection for each industry was 135
respondents per sector at a minimum. Therefore, the researcher rounded the number of

questionnaires delivered to be 405 sets.

Table 3.2 Sample size of organizational type

Organizational Type Sample Size

(Organization)

Public 135
State-owned enterprises 135
Private 135
Total 405

Overall, a total of 608 questionnaires were distributed to Generation Y
employees in public and private organizations and state-owned enterprises. Out of the
total, 405 usable completed questionnaires were received, yielding an effective
response rate of 66.61%.

A total of 251 questionnaires were distributed to Generation Y employees
in public organizations. Out of the total, 135 usable completed questionnaires were
received, yielding an effective response rate of 53.78%.

A total of 187 questionnaires were distributed to Generation Y employees
in state-owned enterprises. Out of the total, 135 usable completed questionnaires were
received, yielding an effective response rate of 72.20%.

A total of 170 questionnaires were distributed to Generation Y employees
in private organizations. Out of the total, 135 usable complete questionnaires were

received, yielding an effective response rate of 79.41%.
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Organizational Number of Number Number of Response
Type Distributed of Complete Rate
Questionnaires | Responses | Questionnaires
Public 251 208 135 53.78%
SOE 187 172 135 72.20%
Private 170 149 135 79.41%
Total 608 529 405 66.61%

3.4 Research Instrument Questionnaire Design

The research technique was based on convenience sampling and snowball
sampling techniques, which used a questionnaire as a mean of collecting data. There
were two reasons why non-probability sampling was used: 1) it was very difficult to
obtain specific information on how many employees in each organization were
Generation Y employees and their names in order to select them randomly, and 2) the
employees had to be approached politely to request their consent through face-to-face
interaction to cooperate in filling out the survey questionnaires.

In this study, the researcher conducted face validity and a pilot test to test
the questionnaire for reliability and validity. For face validity, the researcher asked 5
relevant persons from the Generation Y population to read the questionnaire to see
whether they understand every question or not. If they did not, the researcher would
refine it to make it more valid. Next, Pilot test was conducted by surveying 30 copies,
10 copies each per public and private organization and state-owned enterprises, of
Generation Y employees, and then the researcher ran the reliability analysis. The
researcher made sure that Cronbach’s Alpha would be greater than 0.7.

The questionnaire consisted of two main sections. Section No. 1
contained demographic questions, including gender, age, marital status, education,
position, and employment year. The second part was the measurement of each variable
factor, namely work itself, growth opportunity, pay, physical environment, supervisor,
co-worker, job satisfaction, and retention. Respondents were also able to provide
qualitative data through an open-ended question about recruiting and retaining

Generation Y employees.
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Neuman (2011) outlined the levels of job satisfaction are interpreted via
7-point Likert Scale questions with range of 1 to 7 from “Strongly disagree” to

“Strongly agree.”

Table 3.4 Rating scale

Level Meaning

1 Strongly disagree
Disagree
Somewhat disagree
Neutral
Somewhat agree

Agree

~N O Bk W

Strongly agree

Table 3.5 Degree scale interpreted the result from 7-point scaled question

Score Range Meaning
0.9999 1.8570 Very Low
1.8571 2.7142 Low
2.7143 3.5714 Slightly Low
3.5715 4.4286 Neutral
4.4287 5.2858 Slightly High
5.2859 6.1430 High
6.1431 7.0002 Very High

3.5 Operational Definitions and Measurements of the Study
The measurements for job satisfaction and retention were synthesized and

selected from the previous chapter.
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3.5.1 Work Itself
The concept of work itself aims to illustrate the nature of current work in
the company at the present time. It is the degree to which a job is challenging,

interesting and has a sense of accomplishment.

Table 3.6 Factors of Work Itself

Measurement Statement of Work Itself Code

Challenging Work

1. I can upgrade my skills from my current roles 1 CHA1
2. I get a sense of accomplishment from doing my job. 2] CHA2
3. I am proud to work here. (4 CHA3

Interesting Work
4. I have an interesting job. 2] INTER1

3.5.2 Growth Opportunity

The concept of growth opportunity portrays the future work. It refers to the
opportunity to advance or grow in work, and the basis and frequency of promotion,
including promotion system and career path, professional training and equalization in

the in the company.

Table 3.7 Factors of Growth Opportunity
Measurement Statement of Growth Opportunity Code

Advancement Opportunity

1. I see a future here. 4 OP1
2.1 get a clearly defined career path from this organization. 1) OP2
Frequency of promotion

3. Promotions are frequent in my work. 2] PROMOI1

4. 1 like the basis on which people are promoted in my workplace. 2] PROMO2
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3.5.3 Pay
The concept of direct pay is referring to the amount of wages, salary, and

incentives.

Table 3.8 Factors of Pay

Measurement Statement of Pay Code
Amount of Salary/Wage

1. My pay is adequate, considering the responsibilities I have. 2 SALA
Incentives

2. My pay is based on performance. 1] INCENI1
3. My organization provides me additional incentive beyond INCEN2
based pay. 10

3.5.4 Physical Environment
The concept of physical environment is one of the significant indexes in
measuring comfort for employees. It is the extent to which a location of the

organization is close to employees’ residences.

Table 3.9 Factors of Physical Environment

Measurement Statement of Physical Environment Code

Location

1. My organization is close to my home.4 LOCAI

2. The location to and from work is really convenient. (4] LOCA2
3.5.5 Supervisor

The concept of supervisor portrays the working environment and the
relationships between supervisors and subordinates. It refers to the extent to which

supervisors have supportive styles.
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Table 3.10 Factors of Supervisor

Measurement Statement of Supervisor Code
Support Style

1. My supervisor I work for back me up. 2] SUPP1
2. My supervisor listens to me. 2] SUPP2
3. My Supervisor is fair in employee treatment. (1] SUPP3
4. My supervisor often encourages us to think of better ways SUPP4

of getting the work done. 3]

5. My supervisor often encourages us to do the job in a way that SUPP5
we really be proud of. 3

6. When my supervisor has a dispute with one of my colleagues, SUPP6
he/she usually tries to handle it in a friendly way (adapted). (3

3.5.6 Co-worker
The concept of co-workers also illustrates the work environment inside the
company, as well as depicting relationships among workers. It refers to the extent of

positive relationship with colleagues and team.
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Table 3.11 Factors of Co-worker
Measurement Statement of Co-worker Code

Positive Relationship with Co-workers

1. I enjoy working with my co-workers here. 2] RELAI
2. My co-workers give me enough support. 2] RELA2
3. My co-workers often encourage each other to do the job in RELA3

a way that we would really be proud of. 3
4. My co-workers often compliment someone who has done RELA4

his/her job well. 3]

5. My co-workers are like family to me. (4 RELAS
6. My coworkers are fun-loving. 4 RELAG6
Team

7. My coworkers help me stay motivated. j4) TEAM1
8. My co-workers are team-working towards shared corporate goal. (1] TEAM2
9. I work with responsible people. 12 TEAM3
10. I feel like I am part of a team here. (4] TEAM4

3.5.7 Satisfaction

Locke (1969) defined Job satisfaction as “the pleasurable emotional state
resulting from the appraisal of one’s job as achieving or facilitating the achievement of

one’s job values” (as cited in Milbourn, 1976; Saygi, Tolon & Tekogul, 2011).

Table 3.12 Factors of Satisfaction

Measurement Statement of Satisfaction Code

1. Generally speaking, I am very satisfied with this job. (9 SATISI
2. I am happy in my current position. (4] SATIS2
3. I feel I have one of the best jobs in town. (4] SATIS3

4. 1 still enjoy coming to work every day. (4] SATIS4
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3.5.8 Retention

Lockwood (2006, p.2) defined retention as “a critical element of an
organization’s more general approach to talent management, which is the
implementation of integrated strategies or systems designed to increase workplace
productivity by developing improved processes for attracting, developing, retaining,
and utilizing people with the required skills and aptitude to meet current and future

business needs” (as cited in Hauskecht et al., 2009).

Table 3.13 Factors of Retention

Measurement Statement for Retention Code
1. The people in this job rarely think of quitting. o) RETENI1
2. I am loyal to this organization. 4 RETEN2

*[1] Bose & Mudgal (2012); [2] Saygi et. al (2011); [3] Yang et. al (2011); [4]
Hausknecht,et. al (2009); [6] Edmans (2012); [7] Yuan et. al (2013); [8] is written by
researcher based upon the context of Yuan et. al (2013); [9] Noble, C.H (2008) [10] is
adapted from the context of Hausknecht,et. al (2009); Bose & Mudgal (2012);
Edmans (2012); [11] is is written from the context of Dechawattanapaisarn, D. (2009);

[12] is written by researcher.

3.6 Data Collection

1. The questions in the questionnaires were proven by the advisors.

2. The researcher conducted face validity, reliability analysis, factor
analysis and regression analysis to test for the reliability and validity of the
questionnaire via the pilot test.

3. The questionnaire was verified by the Committee on Human Rights
Related to Research Involving Human Subjects.

4. The data was collected from March to April 2014 for the analysis
purpose.
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5. The collected data was coded in the Statistical Package for Social

Sciences (SPSS) program.

3.7 Data analysis
The Statistical Package for Social Sciences (SPSS) program facilitated the
process of data analysis once the researcher collected 405 questionnaires from the

respondents. Data was analyzed upon three following concepts:

3.7.1 Regression analysis

According to Cottrell (2011), regression model is utilized to measure the
relationship between dependent variable (Y) and independent variable (X). And, the
sampling regression model formula was used in sampling regression model.

Vi = Bo+ BuXa

Where Yi = Dependent variable

Xi = Independent variable

Bo = Intercept of dependent variable

B+ = Slope or relationship

To test hypothesis, our multiple regression are based upon the following
Equation: Y1 = by + b1X; + b2X5 + bsXz + ...+ bypXiot €
Where Y1 = job satisfaction
And X; = challenging work, X; = interesting work, X3 = advancement opportunity, X4
= frequency of promotion, Xs = amount of salary/wage, Xs = incentives, X7 =location,
Xs = supervisor’s supportive styles, X9 = positive relationship with co-workers,
Xip=team
Equation: Y, =bo + b1 X; + e

And Y, = retention and X; = job satisfaction
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3.8 Ethical Consideration

The questionnaire was proofed by the Documentary Proof Ethic Clearance
from the committee on Human Rights Related to Research Involving Human Subjects.
Additionally, all respondents were informed of the voluntary nature of the study and

that their responses were anonymous. They were also informed that they could

withdraw from the study at any point.
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CHAPTER 1V
RESULTS

This chapter provides the results of the data analysis by investigating the
relationship between several factors influencing job satisfaction and satisfaction and
retention in public, private and state-owned enterprises. This chapter contains four
parts, which are results of general information of respondents, descriptive of job
satisfaction, results of reliability, factor and regression analysis, and hypothesis test

results.

4.1 Results of General Information of Respondents

Table 4.1 presents the demographic profile of the sample. As presented in
Table 4.1, most of the respondents were female. There were relatively less numbers of
respondents from 20 to 26 years old category, 33%, compared to the age category of
27-34 years old, A large portion of respondents held bachelor’s and master’s degree.
Among all respondents, 84% was officers. The majority of respondents were those
who had been working with the organizations between 1-3 years (44.7%), followed by
4-7 years (24.7%), less than 1 year (18.8%), and greater than 7 years (11.9%).
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Table 4.1 Descriptive results

No. of Respondents Percentage

Gender

Male 105 25.9%

Female 299 74.1%

Total 405 100%
Age

20-26 136 33.6%

27-34 269 66.4%

Total 405 100%
Marital Status

Single 335 82.7%

Married 68 16.8%

Others 2 0.5%

Total 405 100%
Education

Under Bachelor 12 3%

Bachelor 239 59%

Master 148 36.5%

Ph. D. 6 1.5%

Total 405 100%
Position

Officer 340 84%

Supervisor 12 3%

Manager 4 1%

Others 49 12%

Total 405 100%
Employment Year

Less than 1 year 76 18.8%

1 —3 year 181 44.7%

4 — 7 year 100 24.7%

Greater than 7 year 48 11.9%

Total 405 100%
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4.2 Descriptive of the Job Satisfaction

Table 4.2 provides descriptive statistics for the constructs of public
organizations. The overall level of perception of Generation Y employees in public is
slightly high with overall mean of 4.83 based on the scale of 1 to 7. The table
represents the highest mean of 5.56 on challenging work, meaning that the level of
perception regarding challenging work is high. On the other hand, incentives score the
lowest mean of 3.59, meaning that the level of perception regarding incentives is

neutral.

Table 4.2 Overall level of job satisfaction in public organizations

Variables Mean S.D. Interpretation
Challenging Work 5.56 0.83 High
Interesting Work 5.39 1.07 High
Advancement opportunity 4.89 1.19 Slightly High
Frequency of promotion 4.30 1.33 Neutral
Amount of Salary/Wage 4.00 1.35 Neutral
Incentives 559 1.34 Neutral
Location 4.43 1.76 Slightly High
Supervisor’s Supportive Styles 5.35 1.13 High
Positive Relationship 5.48 0.93 High

with Co-workers

Team 5.46 1.08 High

Mean 4.83 Slightly High

Table 4.3 provides descriptive statistics for the constructs of private
organizations. The overall level of perception of Generation Y employees in private
organizations is slightly high with an overall mean of 4.82, which was slightly lower
than in public organizations. The table represents the highest mean of 5.35 on
challenging work, meaning that the level of perception regarding challenging work is
high. Conversely, amount of salary/wage scores the lowest mean of 4.32 meaning the

level of perception regarding amount of salary/wage scores is neutral.
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Table 4.3 Overall level of job satisfaction in private organizations

Variables Mean S.D. Interpretation
Challenging Work 5.35 0.89 High
Interesting Work 5.12 0.96 Slightly High
Advancement opportunity 4.80 0.99 Slightly High
Frequency of promotion 4.34 1.22 Neutral
Amount of Salary/Wage 4.32 1.12 Neutral
Incentives 4.43 1.25 Slightly High
Location 4.39 1.65 Neutral
Supervisor’s Supportive Styles 5.15 1.34 Slightly High
Positive Relationship <A 0.90 High

with Co-workers

Team 5.32 0.92 High

Mean 4.82 Slightly High

Table 4.4 provides descriptive statistics for the constructs of state-owned
enterprises. The overall level of perception of Generation Y employees in state-owned
enterprises is slightly high with an overall mean of 4.58, which was the lowest among
the three organizational types. The table represents the highest mean of 5.34 on
positive relationship with co-workers, meaning that the level of perception regarding
positive relationship with co-workers is high. On the other hand, amount of
salary/wage scores the lowest mean of 3.76 on, meaning that the level of perception

regarding amount of salary/wage is neutral.
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Table 4.4 Overall level of job satisfaction in state-owned enterprises

Variables Mean S.D. Interpretation
Challenging Work 5.27 0.94 Slightly High
Interesting Work 491 1.16 Slightly High
Advancement opportunity 4.54 1.18 Slightly High
Frequency of promotion 4.07 1.33 Neutral
Amount of Salary/Wage 3.76 1.31 Neutral
Incentives 3.81 1.49 Neutral
Location 4.16 1.48 Neutral
Supervisor’s Supportive Styles 4.85 1.21 Slightly High
Positive Relationship 5.34 1.09 High

with Co-workers

Team 5.21 1.18 Slightly High
Mean 4.58 Slightly High

4.3 Results of reliability, factor, and regression analysis.

The table 4.5 summarizes the results of reliability analysis by comparing
the cronbach’s alpha reliability coefficients between pilot and main study. The table
shows some improvement of cronbach’s alpha reliability when calculating with the
data of the main study. Moreover, to address low reliability and cross loadings factor,

some measurement items would be removed.
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Table 4.5 Results of reliability analysis

Measures Cronbach’s o Reliability Cronbach’s o Reliability
Coefficients on Pilot Test Coefficients on Main Study

Independent Variables

Challenging Work 0.881 0.763

Advancement opportunity 0.699 0.743

Frequency of promotion 0.813 0.802

Incentives 0.747 0.690

Location 0.581 0.860

Supervisor’s Supportive Styles 0.950 0.843

Positive Relationships with 0.925 0.931

Co-workers

Team 0.893 0.934

Dependent Variables

Job Satisfaction 0.927 0.905

Retention 0.872 0.714

In measuring validation, the researcher evaluated the measures in terms of
unidimensionality and discriminant validity by implementing a factor analysis based
on the principal components method (Kline, 1994).The absence of cross loadings
among factors indicated unidimensionality and discriminant validity of the measures.
Furthermore, all factor loadings are greater than 0.5, and internal consistency of all
measures is proven by Cronbach’s alpha reliability coefficients of approximately or
greater than 0.7 (Nunnally and Bernstein, 1994). Consequently, validity and reliability
in this study are accepted by all measures. And, the results of the principal factor

analysis are summarized in the table 4.6.
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Table 4.6 Results of factor analysis

Measures Range of Standardized Cronbach’s o Reliability
Factor Loadings Coefficients on Main Study

Independent Variables

Challenging Work 0.484 - 0.731 0.763

Advancement opportunity 0.475 —-0.499 0.743

Frequency of promotion 0.663 —0.746 0.802

Incentives 0.669 —0.757 0.690

Location 0.875 -0.909 0.860

Supervisor’s Supportive Styles 0.518 — 0.803 0.843

Positive Relationships with 0.745 - 0.842 0.931

Co-workers

Team 0.769 — 0.858 0.934

Dependent Variables

Job Satisfaction 0.613-0.671 0.905

Retention 0.661 —0.684 0.714

Based on the factor analysis, the researcher calculated factor score
variables to be used in regression model. The ranges of standardized factor loadings
are approximately equal or greater than 0.4, which is an acceptable level (Kline,
1994). Table 4.7 provides descriptive statistics for the constructs, together with
correlations. In addition, the distribution of the data is approximately normal with no
initial problem of multicollinearity.

To fulfill the research objectives, the researcher selected regression
analysis as a tool to test the proposed relationship. In addition, the researcher
examined outliers and multicollinearity to ensure the absence of the violation of
assumptions underlying multiple linear regressions, and the estimation of regression
coefficients was not biased. The outliers with the externally studentized residuals of
greater than £3.0 cutoff value would be eliminated from the regression analysis. And,
overall, the variance inflation factor (VIF) is less than 10, except for positive

relationship with co-workers of early Generation Y employees in state-owned
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enterprises that is 11.60. However, it did not have any significant impact on regression

analysis.

Table 4.7 Descriptive statistics and correlations

Variable CHA INTER OP PROMO SALA INCEN LOCA SUPP RELA TEAM SATIS RETEN
CHA 1.00

INTER 0.65" 1.00

oP 0.56" 0.50” 1.00

PROMO 038" 0.29” 0.60” 1.00

SALA 025 022" 028" 041" 1.00

INCEN 030 0.18™ 0.44™ 0.53™ 0.63™ 1.00

LOCA 020" 0.14™ 022" 021" 0217 024" 1.00

SUPP 0.44™ 037" 039 045 025" 029" 025" 1.00

RELA 042" 027" 040" 027" 016" 0257 013" 046" 1.00

TEAM 041" 028" 0.40™ 027" 0.15" 0247 010" 0.51" 0.87" 1.00

SATIS 0.64" 051" 0.59™ 0.49™ 035" 041" 030" 0.56" 0.58" 0.577 1.00
RETEN 048 035 0.49™ 0.46™~ 0377 0407 0217 0457 0417 0427  0.67" 1.00
*p <0.05

**p< 0.01

The results of the regression analyses are summarized from table 4.8 to
table 4.10. Based on table 4.8, the regression of Model 1a with job satisfaction as the
dependent variable is statistically significant at the significance level of 0.01 (F =
28.28, p < 0.01). Model 1la explains about 71% of the sample variance of job
satisfaction of employees in public organizations (R* = 0.71). Model 1b with retention
as the dependent is also statistically significant at the significance level of 0.01 (F =
14448, p < 0.01), and explains about 52% of sample variance of retention of

employees in public organizations (R* = 0.52).
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Table 4.8 Regression of model 1 : PUBLIC ORGANIZATIONS

Variables Model 1a
Y, = Job Satisfaction
Challenging Work 0.23"
(2.33)
Interesting Work 0.18
(2.39)
Advancement opportunity 0.07
(1.10)
Frequency of promotion 0.06
(1.07)
Amount of Salary/Wage 0.17"
(3.33)
Incentives -0.04
(-0.76)
Location 0.117
(3.28)
Supervisor’s Supportive Styles 0.14°
(2.15)
Positive Relationship with 0.29°
Co-workers (2.27)
Team 0.15
(1.28)
Satisfaction
R? 0.71
F statistic 28.28"

Results / 50

Model 1b
Y, = Retention

0.89"
(12.02)

0.52

144.48"

Based on table 4.9, the regression of Model 2a with job satisfaction as the

dependent variable is statistically significant at the significance level of 0.01 (F =

2545, p < 0.01). Model 2a explains about 70% of the sample variance of job

satisfaction of employees in private organizations (R? = 0.70). Model 2b with retention
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as the dependent is also statistically significant at the significance level of 0.01 (F =
99.42, p < 0.01), and explains about 43% of sample variance of retention of

employees in private organizations (R2 =0.43).

Table 4.9 Regression of model 2 : PRIVATE ORGANIZATIONS

Variables Model 2a Model 2b
Y; = Job Satisfaction Y, = Retention
Challenging Work 0.30"
(3.30)
Interesting Work 0.13
(1.74)
Advancement opportunity 0.09
(1.27)
Frequency of promotion 0.10
(1.85)
Amount of Salary/Wage -0.05
(-0.85)
Incentives 0.10
(1.76)
Location 0.02
(0.60)
Supervisor’s Supportive Styles 0.08
(1.67)
Positive Relationship with 0.35%*
Co-workers (3.40)
Team 0.01
(0.09)
Satisfaction 0.81"
(9.97)
R? 0.70 0.43

F statistic 2545 99.42™
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Based on table 4.10, the regression of Model 3a with job satisfaction as the
dependent variable is statistically significant at the significance level of 0.01 (F =
25.07, p < 0.01). Model 3a explains about 69% of the sample variance of job
satisfaction of employees in state-owned enterprises (R? = 0.69). Model 3b with
retention as the dependent is also statistically significant at the significance level of
0.01 (F=101.58, p < 0.01), and explains about 44% of sample variance of retention

of employees in state-owned enterprises (R2 =0.44)

Table 4.10 Regression of model 3: STATE-OWNED ENTERPRISES

Variables Model 3a Model 3b
Y, = Job Satisfaction Y, = Retention
Challenging Work 0.28"
(3.58)
Interesting Work 0.02
(0.34)
Advancement opportunity 0.20"
(2.66)
Frequency of promotion 0.04
(0.63)
Amount of Salary/Wage 0.00
(-0.04)
Incentives 0.00
(0.04)
Location 0.06
(1.35)
Supervisor’s Supportive Styles 0.21%*
(3.31)
Positive Relationship with 037"
Co-workers (3.04)
Team -0.12

(-1.08)
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Table 4.10 Regression of model 3: STATE-OWNED ENTERPRISES (cont.)

Variables Model 3a Model 3b
Y, = Job Satisfaction Y, = Retention
Satisfaction 0.79"
(10.08)
R? 0.69 0.44
F statistic 25.07" 101.58"

4.4 Hypothesis Test Results

The testing of hypothesis would derive outcome of the study. The figure
from table 4.8 — table 4.10 would be used to test the main hypotheses. To analyze
further, the researcher performed regression analysis of all variables of each
organizational type by different age groups to see whether there is difference between
the two age groups. The age groups would be divided into two groups: late Generation
Y aged between 20-26 years old and early Generation Y aged between 27- 34 years

old. The results are summarized in the following tables:

H1a: Satisfaction is positively influenced by challenging work.

According to the figure on the table 4.11, the relationship between
challenging work and job satisfaction is significant and positive for employees across
three organizational types: public (b = 0.23, t = 2.33, p < 0.05), state-owned
enterprises (b = 0.28, t = 3.58, p < 0.01), and private (b = 0.30, t = 3.30, p < 0.01).

Therefore, Hla is supported across all three organizational types.
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Table 4.11 Challenging work varied by age groups

Public SOE Private
b t p b t p b t p
Challenging work | 0.23 | 2.3310.02 | 0.28 | 3.58 | 0.00 | 0.30 | 3.30 | 0.00
Early Gen Y: 27-34 | 0.24 | 2.08 | 0.04 [ 0.31 | 3.56 | 0.00 | 0.34 | 2.79 | 0.01
Late Gen Y:20-26 | 0.27 | 1.01 | 0.3210.24 | 1.41 | 0.18 | 0.24 | 1.51 | 0.14

Factor/Age Group

According to table 4.11, when the researcher divided into two age groups,
only early Generation Y, aged between 27-34 years old, shows significant and positive

relationship between challenging work and job satisfaction across three organizational

types.

H1b: Satisfaction is positively influenced by the interesting work.

According to the table 4.12, the relationship between interesting work and
job satisfaction is, overall, significant and positive for employees in public
organizations (b = 0.18, t = 2.39, p < 0.05). Therefore, Hlb is supported for
employees in public organizations. However, there is no significant relationship
between interesting work and job satisfaction for employees in private organizations

and state-owned enterprises (p > 0.05).

Table 4.12 Interesting work varied by age groups

Public SOE Private
b t p b t p b t p
Interesting work 0.1812.39(0.02( 0.02 | 0.34 |0.740.13 | 1.74 | 0.09
Early Gen Y:27-34 [ 0.18 | 1.71 | 0.09 [ 0.08 | 1.02 | 0.31 | 0.10 | 1.05 | 0.30
Late Gen Y: 20-26 | 0.19 | 1.29 | 0.20 | -0.03 | -0.35 | 0.73 [ 0.20 | 1.42 | 0.16

Factor/Age Group

However, table 4.12 shows that there is no evidence of differentiation

between early and late Generation Y employees.

H2a: Satisfaction is positively influenced by advancement opportunity.
According to table 4.13, the relationship between advancement
opportunity and job satisfaction is significant and positive for employees in state-

owned enterprises (b = 0.20, t = 2.66, p < 0.01). Therefore, H2a is supported.
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However, there is no significant relationship between advancement opportunity and

job satisfaction for employees in public and private organizations (p > 0.05).

Table 4.13 Advancement opportunity varied by age groups

Factor/Age Group Bnbilts SOE Private

b |t {p bl t|p|b|t]op
Opportunity 0.07 | 1.10 | 028 | 020 | 2.66 | 0.01 | 0.09 | 1.27 | 0.21
advancement

Early Gen Y:27-3410.09 | 1.13 1 0.26 [ 0.19 | 1.98 | 0.05] 0.01 | 0.12 | 0.90
Late Gen Y: 20-26 | 0.04 | 0.27 | 0.79 [ 0.15 | 1.13 [ 0.27 [ 0.11 | 0.98 | 0.33

Moreover, table 4.13 shows that only early Generation Y employees who
work in state-owned enterprises are found to have significant and positive relationship

between advancement opportunity and job satisfaction.

H2b: Satisfaction is positively influenced by frequency of promotion.

According to table 4.14, there is no significant relationship between
frequency of promotion and job satisfaction for employees across three organizational
types in overall (p > 0.05). Therefore, the H2b is rejected across three organizational

types.

Table 4.14 Frequency of promotion varied by age groups

Public SOE Private
b T p b t p b t p
Frequency of promotion | 0.06 | 1.07 | 0.29 { 0.04 | 0.63 | 0.53 [ 0.10 | 1.85 | 0.07
Early Gen Y:27-340.09 | 1.16 | 0.25 [ 0.01 | 0.16 | 0.88 | 0.07 | 0.99 | 0.32
Late Gen Y: 20-26 | 0.02 | 0.20 | 0.84 [ 0.38 | 2.43 | 0.03 | 0.06 | 0.59 | 0.56

Factor/Age Group

However, table 4.14 shows that only late Generation Y employees who
work in state-owned enterprises are found to have significant and positive relationship

between frequency of promotion and job satisfaction.



Sophinpha Sundaravara Results / 56

H3a: Satisfaction is positively influenced by amount of salary/wage.

According to table 4.15, the relationship between amount of salary/wage
and job satisfaction is significant and positive for employees in public organizations (b
=0.17,t = 3.33, p <0.01). Therefore, H3a is partially supported. However, there is no
significant relationship between amount of salary/wage and job satisfaction for

employees in private organizations and state-owned enterprises (p > 0.05).

Table 4.15 Amount of salary/wage varied by age groups

Public SOE Private
b t p b t p b t p
Amount of salary 0.17 1 3.33 1 0.00 [ 0.00 |-0.04|0.97]-0.051-0.85 | 0.40
Early Gen Y:27-34 | 0.13 1 2.02 | 0.05 [ 0.06 | 0.77 | 0.44 [ -0.04 | -0.54 | 0.59
Late Gen Y: 20-26 | 0.18 | 1.76 | 0.09 | -0.26 | -1.71 | 0.11 | -0.07 | -0.65 | 0.52

Factor/Age Group

Moreover, table 4.15 shows that only early Generation Y employees who
work in public organizations are found to have significant and positive relationship

between amount of salary/wage and job satisfaction.

H3b: Satisfaction is positively influenced by incentives.
According to table 4.16, there is no significant relationship between
incentives and job satisfaction for employees across all three organizational types (p >

0.05). Therefore, the H3b is rejected.

Table 4.16 Incentives varied by age groups

Factor/Age Group Public SOE Private
b | t | p | b |t |p|b|t]|op
Incentives -0.04 | -0.76 | 0.45 | 0.00 | 0.04 | 0.97 [ 0.10 | 1.76 | 0.08

Early Gen Y: 27-34 [ -0.01 | -0.13 1 0.90 | -0.02 | -0.34 | 0.73 ] 0.13 | 1.62 | 0.11
Late Gen Y: 20-26 | -0.04 | -0.46 | 0.65 | 0.03 | 0.32 | 0.75]0.12 | 1.31 | 0.20

Moreover, table 4.16 shows that there is no evidence of differentiation

between early and late Generation Y across three organizational types.
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H4a: Satisfaction is positively influenced by location.

According to table 4.17, the relationship between location and job
satisfaction is, overall, significant and positive for employees in public organizations
(b =0.11, t = 3.28, p < 0.01). Therefore, H4b is supported. However, there is no
significant relationship between location and job satisfaction for employees in private

organizations and state-owned enterprises (p > 0.05).

Table 4.17 Location varied by age groups

Factor/Age Group Public SOE Private
b |t ]l p | bl t]p]| b t D
Location 0.11 | 3.28 | 0.00 | 0.06 | 1.35 | 0.18 | 0.02 | 0.60 | 0.55

Early Gen Y:27-34|0.12 1 2.84 1 0.01 [ 0.06 | 1.10 | 0.27 | 0.04 | 0.98 | 0.33
Late Gen Y: 20-26 | 0.06 | 0.82 | 0.42 [ 0.06 | 0.87 | 0.40 | -0.01 | -0.25 | 0.80

Moreover, table 4.17 shows that only early Generation Y employees who
work in public organizations are found to have significant and positive relationship

between location and job satisfaction.

HS5a: Satisfaction is positively influenced by supervisor’s supportive
styles.

According to table 4.18, overall, the relationship between supervisor’s
supportive styles and job satisfaction is significant and positive for employees in
public organizations (b = 0.14, t = 2.15, p < 0.05) and state-owned enterprises (b =
0.21, t = 3.31, p < 0.01). Therefore, H5a is supported for employees in public
organizations and state-owned enterprises. However, there is no significant
relationship between supervisor’s supportive styles and job satisfaction for employees

in private organizations (p > 0.05).

Table 4.18 Supervisor’s supportive styles varied by age groups

Public SOE Private

b t p b t p b t p
Supervisor's 0.14 [ 2.15 1 0.03 | 0.21 | 3.31 | 0.00 | 0.08 | 1.67 | 0.10
supportive styles

Early Gen Y:27-34 [ 0.01 | 0.13 ] 0.90 [ 0.22 | 2.97 | 0.00 | 0.21 | 2.75 | 0.01
Late Gen Y: 20-26 | 0.24 | 1.98 | 0.05 [ 0.25 | 1.51 | 0.15 | 0.00 | 0.03 | 0.97

Factor/Age Group
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Table 4.18 shows that after probing the differences between early and late
Generation Y employees, the relationship between supervisor’s supportive styles and
job satisfaction is found to be significant and positive for early Generation Y
employees who work in private organizations and state-owned enterprises and late

Generation Y employees who work in public organizations.

Héa: Satisfaction is positively influenced by positive relationship with
co-workers.

According to table 4.19, overall, the relationship between positive
relationship with co-workers and job satisfaction is significant and positive for
employees across all three organizational types: public (b = 0.29, t = 2.27, p < 0.05),
state-owned enterprises (b =0.37,t = 3.04, p <0.01), and private (b = 0.35,t=3.40, p

< 0.01). Therefore, H6a is supported for employees across all three organizational

types.

Table 4.19 Positive Relationship with Co-workers varied by age groups

Public SOE Private

b t p b t p b t p
Positive relationship | 55 | 5 271003 | 037 | 3.04 | 0.00 | 0.35 | 3.40 | 0.00
with co-workers

Early Gen Y:27-34 [ 0.29 | 1.80 | 0.08 | 0.38 | 2.78 | 0.01 | 0.37 | 2.55 | 0.01
Late Gen Y: 20-26 | 0.29 | 1.04 | 0.31 [ -0.20 | -0.50 | 0.62 | 0.25 | 1.44 | 0.16

Factor/Age Group

Table 4.19 shows that only early Generation Y employees who work in
private organizations and state-owned enterprises are found to have significant and
positive relationship between positive relationship with co-workers and job

satisfaction.

H6b: Satisfaction is positively influenced by team.
According to table 4.20, there is no significant relationship between team
and job satisfaction for employees across all three organizational types (p > 0.05).

Therefore, the H7b is rejected.
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Table 4.20 Team varied by age groups

Factor/Age Group Public SOE Private
b | t | p | b |t |p|b|t]|op
Team 0.15 ] 1.28 | 0.20 | -0.12 | -1.08 | 0.28 | 0.01 | 0.09 | 0.93

Early Gen Y:27-3410.23 | 1.71 | 0.09 [ -0.18 | -1.32 | 0.19 ] 0.01 | 0.08 | 0.93
Late Gen Y: 20-26 | 0.08 | 0.32 [ 0.75 | 0.47 | 1.75 | 0.10 [ 0.05 | 0.24 | 0.81

Moreover, table 4.20 shows that there is no evidence of differentiation

between early and late Generation Y across three organizational types.

H7: Retention is positively influenced by satisfaction.

According to table 4.21, the relationship between satisfaction and retention
is significant and positive for employees across three organizational types: public (b =
0.89,t=12.02, p <0.01), state-owned enterprises (b =0.79, t = 10.08, p < 0.01), and
private (b =0.81,t=9.97, p <0.01). Therefore, HS is supported for employees across

all three organizational types.

Table 4.21 Satisfaction varied by age groups

Factor/Age Group Public SOE Private
b | t [ p|b | t | p|b|t]eop
Satisfaction 0.89 | 12 [0.00(0.79 | 10.08 | 0.00 ] 0.81 | 9.97 | 0.00

Early Gen Y:27-3410.94 | 9.85]0.00 [ 0.79 | 9.98 | 0.00 [ 0.82 | 7.19 | 0.00
Late Gen Y: 20-26 | 0.60 | 6.70 | 0.00 | 0.80 | 3.22 | 0.00 [ 0.80 | 7.98 | 0.00

Moreover, table 4.21 shows that there is significant and positive
relationship between satisfaction and retention for both age groups across three

organizational types.



Sophinpha Sundaravara Discussion and Conclusion / 60

CHAPTER V
DISCUSSION AND CONCLUSION

This chapter discusses the results of the survey data based upon
quantitative method to analyze factors influencing job satisfaction and relationship
between job satisfaction and retention of Generation Y employees, in both age groups,

working in public and private organizations and state-owned enterprises.

5.1 Overall Job Satisfaction and Retention

As expected, job satisfaction significantly and positively affected job
retention for all, early and late, Generation Y employees working in public and private
organizations and state-owned enterprises.  This indicates that Generation Y
employees, no matter which age groups or organizational types they are in, with high
levels of job satisfaction are more likely to stay in that particular organization. Job
satisfaction significantly and positively influences retention of Generation Y
employees, as indicated in previous studies. (Arnold et. al, 2006; Hom and Kinick,
2001; Kim, Knight & Crutsinger, 2008; Rhods et. al, 2002; Singh, 2000).

Overall, this study shows that there are three main factors enhancing job
satisfaction of Generation Y employees working in all organizational types:
challenging work, supervisor’s supportive styles (except in private organizations), and
positive relationship with co-workers. On the other hand, factors, including frequency
of promotion, incentives and team, do not increase satisfaction of Generation Y
employees in three organizational types.

In addition, the researcher discussed results in three themes of
organizational types. Then the researcher compared the results of each factor across
three organizational types and age groups.
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Public

The study shows that challenging work, interesting work, amount of
salary/wage, location, supervisor’s supportive styles, and positive relationship with co-
workers significantly and positively enhance job satisfaction of Generation Y
employees in public organizations. However factors, including advancement
opportunity, frequency of promotion, incentives, and team did not have significant
effect on job satisfaction for Generation Y employees in public organizations.

Private

The study shows that challenging work and positive relationship with co-
workers significantly and positively enhance job satisfaction of Generation Y
employees in private organizations. However factors, including interesting work,
advancement opportunity, incentives, team, amount of salary, location, and
supervisor’s supportive styles, did not have significant effect on job satisfaction for
Generation Y employees in private organizations.

State-owned enterprises

The study shows that challenging work, advancement opportunity,
supervisor’s supportive styles, and positive relationship with co-workers significantly
and positively enhance job satisfaction of Generation Y employees in state-owned
enterprises. However factors, including interesting work, frequency of promotion,
incentives, team, amount of salary, and location, did not have significant effect on job
satisfaction for Generation Y employees in public organizations.
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Table 5.1 Summary of significant factors influencing job satisfaction of
Generation Y employees in public and private organizations and state-owned

enterprises

Factors Organizational Types

Public (SOE) Private

Challenging Work

Interesting Work

Advancement opportunity

Frequency of Promotion

Amount of Salary/Wage

Incentives

Location

Supervisor’s Supportive Styles

Positive Relationship with Co-

workers

Team

5.2 Factors Influencing Job Satisfaction

Challenging Work

As mentioned earlier, challenging work significantly and positively
enhances job satisfaction of Generation Y employees across all organizational types.
This is supported by characteristics of Generation Y themselves. Generation Y is
highly focused on accomplishment and they curious about new things (Gibson,
Greenwood, Murphy & Riddle, 2009), have less patience toward boredom (Goman,
2006; Knight, 2000; Solnet and Hood, 2008), distaste tedious and repetitive work
(Martin 2005; Saba 2006; Solnet and Hood, 2008), and thrive for new challenges
regularly (Glass 2007; Martin 2005; Saba 2006; Solnet and Hood, 2008). The evidence
shows the generation of graduates places priority on personal development and

continuous learning (Shaw and Fairhurst, 2008; Terjensen et. al, 207). Generation Y
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also identified challenging and meaningful assignments enhancing their professional
skills more important than life-long employment (Baruch, 2004; Eisner, 2005; Glass
2007; Sayers, 2007; Shaw and Fairhurst, 2008). Therefore, Generation Y employees
whose work are highly challenging are more likely to have higher level of job

satisfaction.

Table 5.2 Summary of challenging work and its significance towards Generation
Y

Key Factors Rationale

Among all Gen Y, challenging work is | Gen Y has been known for having low
patience and getting easily bored. When
high

accomplishment and thrive for

significant across all organizational types.
combined with a need of
new
challenges, it is not surprising that

challenging work is significant to them.

Among early Gen Y, challenging work is

significant across all organizational types.

Having gone through many vyears of
tedious and routine work, early Gen Y is
likely to place importance on receiving

greater challenges.

Among late Gen Y, challenging work is

not significant across all organizational

types.

Late Gen Y is still in the process of
exploring and learning new things since

they just entered the organization. This

automatically provides a challenge in
itself,

These findings also show that challenging work significantly and
positively enhances job satisfaction of early Generation Y employees, age between 27-
34 years old, across organizational types but found no significant relationship for late
Generation Y, age between 20-26 years old. This indicates that early Generation Y
employees perceived challenging work more significantly than late Generation Y
employees. This may be because early Generation Y might have gone through several

years of tedious and routine work; thus, they place importance on receiving greater
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challenges. Conversely, since late Generation Y is the newcomer to the real work
setting, they are in the beginning stages of learning and exploring new things. Thus,
this automatically provides a challenge in itself. So, they may not view challenging

work as important factor as early Generation Y does.

Interesting Work

Overall, interesting work significantly and positively raises job satisfaction
of Generation Y employees in public organizations; however, no significant
relationship was found for employees in private organizations and state-owned
enterprises. The reason why employees in public organizations view interesting work
as an important factor may be because the nature of routine bureaucratic work is not
interesting. On the other hand, the characteristics of private organizations and state-
owned enterprises in which work systems are quite similar to the private sector already
tend to have modern work systems, including offering interesting work and newer
flexible ways to complete their jobs. Therefore, private and employees in state-owned
enterprises do not perceive interesting work significantly enhances job satisfaction as

employees in public organizations.

Table 5.3 Summary of interesting work and its significance towards Generation
Y

Key Factors

Rationale

Among all Gen Y, interesting work is
significant among Gen Y employees in

public organizations.

The nature of routine bureaucratic work

does not make work interesting.

Among early Gen Y, interesting work is

not significant across all organizational

types.

Among late Gen Y, interesting work is

not significant across all organizational

types.

There are no differences between age
groups. Both early and late Gen Y groups
do not place importance on interesting

work.
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Advancement opportunity

Overall, advancement opportunity significantly and positively enhances
job satisfaction of employees in state-owned enterprises. This may be because state-
owned enterprises provide stable and clear work system as well as a clear career path
where employees can envision how they will grow. Moreover, early Generation Y was
found to have significant and positive relationship between advancement opportunity
and job satisfaction but no significant relationship found in late Generation Y. This
may be because employees in state-owned enterprises, especially for early Generation
Y, could vision clearer picture of their future in the organization, and higher pay is
given along the high positions. Therefore, early Generation Y employees in state-
owned enterprises with high level of advancement opportunity are more likely to have
higher level of job satisfaction.

Scholars suggested that advancement is the motivator for Generation Y
employees (Herzberg, 2003; Macky, Gardner & Forsyth, 2008). However, our
findings found no significant relationship for public and employees in private
organizations. Moreover, the Hay Group Management Limited (2005) suggested that
advancement opportunity was what employees in public organizations most wanted
because right now the system was not transparent. For employees in private
organizations, it may be because the higher positions will be highly competitive and
obtained by real talents, or they may not need the career path from the organizations as

they had planned it themselves.
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Table 5.4 Summary of advancement opportunity and its significance towards

Generation Y

Key Factors

Rationale

Among all Gen Y, advancement

opportunity is significant among Gen Y

employees in state-owned enterprises.

State-owned enterprises provide stable
and clear work system as well as a clear
career path where employees can

envision how they will grow.

Among early Gen Y, advancement

opportunity is significant for those

working in state-owned enterprises.

Early Gen Y could vision clearer picture
of their future in the organization. And,
the higher pay is given along the higher

positions.

Among late Gen Y, advancement

opportunity is not significant across all

Late Gen Y does not place importance on

advancement opportunity.

organizational types.

Frequency of Promotion

The researcher found that overall there was no significant relationship
between frequency of promotion and job satisfaction for Generation Y employees
across all organizational types. McQueen (2011) supported that unlike other
generations, Generation Y employees view their future differently. They tend to focus
on here and now. Therefore, they are more interested in preparing their future by
developing skills and contacts instead of planning their long term future.

Frequency of promotion significantly and positively enriches job
satisfaction of late Generation Y employees in state-owned enterprises. This indicates
that late Generation Y employees in state-owned enterprises with high frequency of
promotion are likely to have high job satisfaction, which is supported by the
characteristics of Generation Y. They are impatient to succeed (Ng, Schweitzer &
Lyons, 2010), and they want to be put on the fast-track whether they deserve it or not
(Clement, 2008; Macky, Gardner &Forsyth, 2008).

Scholars suggested that advancement and promotional opportunities are
the motivators to Generation Y employees (Herzberg, 2003; Macky, Gardner &

Forsyth, 2008). However, our findings suggest no significant relationship between
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frequency of promotion and job satisfaction for both Generation Y employees in
public and private organizations. This reason why Generation Y employees in public
organizations do not view frequency of promotion significant to their satisfaction may
be because of the nature of public organizations. The bureaucratic system, with a long
line of command and long period of holding positions by the upper management
positions, inflexible and time consuming protocols, make Generation Y job hoppers
perceive that they could not change or hop to higher level soon (Sathitthavara
&Permsuwan, n.d.). Such patronage bureaucratic work system obstructs the frequency
of promotions. In addition, the study shows that Generation Y employees in public
organizations slightly agreed that they have fair basis promotion and clear indicators
(Sathitthavara & Permsuwan, n.d.), and they are looking forward to have more
advancement opportunity, transparent process and fair frequency of promotion (The
Hay Group Management Limited, 2005; AON, 2014).

Furthermore, the reason why Generation Y employees in private
organizations do not perceive frequency as important to their satisfaction may due to
the highly competitive nature of private organizations for real talents to be promoted
frequently. Or, they have Generation Y characteristics of job hopping; thus, they do
not place importance on frequency or promotion. According to Martiz Poll Research,
as cited in Garlick and Langley (2007), 94% of Generation Y employees working in
retails said that they expected to change careers in the future (Kim, Knight &
Crutsinger, 2008). Or, traditional public symbols of career, namely job titles referring
to hierarchical positions, continuity and pace of promotions, do not matter in the post-
modern world of work (Adamson et. al, 1998; Dries, Pepermans & De Kerpel, 2008;
Osterman, 1996, Spilerman, 1997).



Sophinpha Sundaravara Discussion and Conclusion / 68

Table 5.5 Summary of frequency of promotion and its significance towards

Generation Y

Key Factors Rationale

Among all Gen Y, frequency of | Unlike other generations, Generation Y
promotion is not significant across all | employees view their future differently.
organizational types. They tend to focus on here and now.
Therefore, they are more interested in
preparing their future by developing
skills and contacts instead of planning

their long term future.

Among early Gen Y, frequency of | Early Gen Y does not place importance
promotion is not significant across all | of frequency of promotion.

organizational types.

Among late Gen Y, frequency of | Late Gen Y has been known for their
promotion is significant for those | impatience to succeed, including their

working in state-owned enterprises. needs to be put in the fast-track program.

Amount of Salary/Wage

Overall, amount of salary/wage significantly and positively influenced job
satisfaction of Generation Y employees in public organizations. Moreover, early
Generation Y employees in public organizations are found to have positive and
significant relationship between amount of salary/wage and job satisfaction. The
reason why Generation Y employees in public organizations, especially early
Generation Y, view amount of salary significant to their satisfaction may be because
the amount of salary/wage of public organizations are considered low, comparing to
other organizational types. Also, the amount of salary/wage in public organizations
has not been raised up high enough to support the current economy, which has higher
cost of livings (Sathitthavara & Permsuwan, n.d.). Moreover, another reason is that
early Generation Y employees in public organizations have more burdens to take care
of their family expenses than late Generation Y employees in public organizations.

However, our findings found no significant relationship for Generation Y

employees in private organizations and in state-owned enterprises, which contradicts
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many previous scholars. Pay was the most significant motivational factor for
Generation Y (Corporate Leadership Council, 2004; Ng, Schweitzer & Lyons, 2010;
Dechawattanapaisarn, 2009). This may be because the amount of salary/wage in both
organizations is already high. Another reason may lie upon the characteristics of
Generation Y. The prosperous environment in which Generation Y was raised fulfilled
basic needs (Gursay, Chi & Karadag, 2012). The issue of salary loses its impact
(Adamson et. al, 1998; Osterman, 1996, Spilerman, 1997; Dries, Pepermans & De
Kerpel, 2008). Hewlett et. al (2009) mentioned that Generation Y preferred other types
of rewards. Cangemini and Guuttschalk (1986), as cited in Dries, Pepermans &De
Kerpel, 2008, found that what Generation Y most wanted rewards such as

appreciation, workplace involvement, and individual treatment.

Table 5.6 Summary of amount of salary/wage and its significance towards

Generation Y

Key Factors Rationale

Among all Gen Y, amount of|Public organizations are known to have
salary/wage is significant among Gen Y | low amount of salary/wage; the salary has
employees in public organizations. not been raised up high enough to support
the current economy with higher cost of

livings.

Among early Gen Y, amount of | Early Gen Y in public organizations has
salary/wage is significant for those | more burdens to take care of their family
working in public organizations. expenses than late Generation Y

employees.

Among late Gen Y, amount of | Late Gen Y does not place importance on
salary/wage is not significant across all | amount of salary/wage.

organizational types.

Incentives
Gursoy, Maier and Chi (2008) suggested that Generation Y employees are
driven by similar incentives like the former generations. The Hay Group Management

Limited (2005) indicated that Thai employees who work in public organizations want
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to have more non-monetary incentives. Despite the previous findings, our study found
no significant relationship between incentives and job satisfaction for Generation Y
employees across three organizational types. We can infer that job satisfaction of
Generation Y employees do not depend on incentives. This may be because extrinsic
incentives can only protect unhappiness of the job, but that does not mean it drives
employees to be satisfied with their jobs. Instead, the challenging work, content, is the
real, intrinsic, motivator enhancing job satisfaction of Generation Y employees
(Herzberg, 2003), which can be linked with the significance of challenging work

mentioned earlier.

Table 5.7 Summary of incentives and its significance towards Generation Y

Key Factors Rationale

Among all Gen Y, incentives are not | Gen Y does not place importance on

significant across all organizational types. | incentives. Extrinsic incentives are not
the real motivators. Instead, they are
interested more on the challenging work

content.

Among early Gen Y, incentives are not

significant across all organizational types.

Among late Gen Y, incentives are not

There are no differences between age
groups. Both early and late Gen Y groups

do not place importance on incentives.

significant across all organizational types.

Location

Overall, location significantly and positively heightens job satisfaction of
Generation Y employees in public organizations. Moreover, early Generation Y
employees in public organizations are found to have significant and positive
relationship between location and job satisfaction. This may be because since early
Generation Y employees in public organizations, with relatively low salary, tend to
have more burdens to be responsible for family expenses than late Generation Y
employees. So, they perceive that it is important to have their homes close to their
organization so that they could cover their cost of travelling. However, our findings
found no significant relationship for Generation Y both private and employees in state-
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owned enterprises. This may be because the nature of private organizations and state-
owned enterprises organization are quite attractive and challenging, and employees
tend to work for their desired organizations, no matter where those organizations are

located. Therefore, location is not the important factor satisfying them.

Table 5.8 Summary of location and its significance towards Generation Y

Key Factors

Rationale

Among all Gen Y, location is significant

Public organizations are known to have
low amount of salary/wage; the salary has
not been raised up high enough to support
the current economy with higher cost of
livings. It is not surprising that travelling

expenses to work is significant to them.

among Gen Y employees in public
organizations.
Among early Gen Y, location is

significant for those working in public

organizations

Early Gen Y in public organizations,
earning low amount of salary, has more
burdens to be responsible for family
expenses than late Gen Y. Thus, having
close location to their organization could

cover their cost of travelling.

Among late Gen Y, location is not

significant across all organizational types.

Late Gen Y does not place importance on

location.

Supervisors’ Supportive Styles

Overall,

supervisor’s supportive styles significantly and positively

influence job satisfaction of Generation Y employees in public organizations and
state-owned enterprises. This may be because public organizations and state-owned
enterprises still adopt patronage system, where subordinates need supervisor support
to grow and succeed in career advancement. Supervisor supervisory support was found
to increase job satisfaction of Generation Y employees (BaBin and Boles, 1996;
Brown and Peterson, 1993; Karatepe, 2007; Kirmeyer and Lin, 1987; Solnet and
Hood, 2008).
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In contrast to the previous studies, no significant relationship between
supervisor’s supportive styles and job satisfaction was found for Generation Y
employees in private organizations in overall. This may be because the competitive
nature of private organizations makes employees to be quite independent. Therefore,
Generation Y employees in private organizations may not view supervisor’s
supportive styles as significant as public and employees in state-owned enterprises do.

Moreover, supervisor’s supportive styles significantly and positively
increase job satisfaction of late Generation Y employees in public organizations. This
may be because these newcomers need supervisors to guide and support them. It is
also possible that a top-down and bureaucratic management and leadership style are no
longer effective for younger generations of employees (Gursoy, Maier &Chi, 2008).
Therefore, early mentoring and coaching support for the new graduates are very
helpful as they expect candid perspectives and genuine support (Sayers, 2007; Shaw
and Fairhurst, 2008).

On the other hand, early Generation Y employees in private organizations
and state-owned enterprises place more importance on supervisor’s supportive styles
than late Generation Y. This may be because private organizations and state-owned
enterprises pay more attention to newcomers for the sake of retention. As a result, late
generation Y employees have been coached and supported by supervisors. Thus,
supervisor’s supportive styles may not be viewed as important for late Generation Y

private organizations and state-owned enterprises as early Generation Y does.

Table 5.9 Summary of supervisor’s supportive styles and its significance towards

Generation Y

Key Factors Rationale

Among all Gen Y, supervisor’s | Public organizations and state-owned
supportive styles are significant among | enterprises still adopt patronage system,
Gen Y employees in public organizations | where subordinates need supervisor
and state-owned enterprises. support to grow and succeed in career

advancement.
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Table 5.9 Summary of supervisor’s supportive styles and its significance towards

Generation Y (cont.)

Key Factors Rationale

Among early Gen Y, supervisor’s | Early Gen Y in Private organizations &
supportive styles are significant for those | SOE need supervisor’s supportive styles,
working in private organizations and | too.

state-owned enterprises.

Among late Gen Y, supervisor’s | Late Gen Y in public organizations needs
supportive styles are significant for those | supervisors to guide and support them. A
working in public organizations. top-down and bureaucratic management
and leadership style are no longer
effective for them. Early mentoring and

coaching support for the new graduates

are very helpful.

Positive Relationship with Co-workers

Overall, positive relationship with co-workers significantly and positively
enhances job satisfaction of Generation Y employees across three organizational
types. This is due to the characteristics of Generation Y. They are attached to their
friends and seek mutual supports from their peers (Dechawattanapaisarn, 2009; Shaw
and Fairhurst, 2008). High levels of beneficial feedback from peers can increase job
satisfaction of Generation Y (Zhou and George, 2001; Kim, Knight & Crutsinger,
2009). Our findings suggest that differences in age groups have no effect on
perception of positive relationship with co-workers for Generation Y employees in
public organizations.

Moreover, positive relationship with co-workers significantly and
positively increases job satisfaction of early Generation Y employees in private
organizations and state-owned enterprises; however, no significant relationship is
found in late Generation Y employees. This may be because late Generation Y,
especially for private and state employees, tends to be more independent and focused
on self-success than early Generation Y employees. On the other hand, early
Generation Y in private organizations and employees in state-owned enterprises tend
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to be dependent. Therefore, early Generation Y employees who have high level of
positive relationship with co-workers are likely to have higher satisfaction. Therefore,
private organizations and state-owned enterprises can improve satisfaction of early
Generation Y by introducing COP, which is Community of Practice; a meeting up of
Generation Y employees across organizations to share information with co-workers
who have similar issues and challenges (Kim, Knight & Crutsinger, 2008; zhou and
George, 2001).

Table 5.10 Summary of positive relationship with co-workers and its significance

towards Generation Y

Key Factors Rationale

Among all Gen Y, positive relationship | Gen Y has been known for attachment to

with co-workers is significant across all | their friends, as well as seeking for

organizational types. mutual supports from their peers.

Among early Gen Y,

with

positive | Early Gen Y tends to be dependent.

relationship co-workers s
significant for those working in private
state-owned

organizations and

enterprises.

Among late Gen Y, positive relationship
with co-workers is not significant across

all organizational types.

Late Gen Y are quite independent and
focus highly on self-success than early
GenY.

Team

Our findings found no significant relationship between team and job
satisfaction for Generation Y employees across three organizational types. We can
infer that satisfaction of Generation Y employees does not depend on team. It may be
true that Generation Y are team players as they had been shaped by the group projects
since when they are students (Clement, 2008; Glass, 2007; Gursay, Chi & Karadag,
2012; Hewlett et. al, 2009; Kim, Knight & Crustsinger, 2008; Macky, Gardner &
Forsyth, 2008). And, team is found to be the prime motivator for Generation Y

employees (Hewlett, Sherbin & Sumberg, 2009). However, to support our findings,
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Generation Y are also described as self-reliant (Martin, 2005; Paul, 2001; Solnet and
Hood, 2008), self-centered and independent (Gibson, Greenwood, Murphy &Riddle,
2009), individualistic (Glass, 2007; Shih and Allen, 2007), and narcissism (Twenge

and Campbell, 2008). Thus, these characteristics may disrupt the conformity and

performance of the work group; the study also pointed out that the future studies may

find out that Generation Y employees no longer need to ease the group situations and

distribute decision-making but instead choosing to work more independently, which

can be supported by our findings (Myers and Sadaghiani, 2010; Twenge and

Campbell, 2008).

Table 5.11 Summary of team and its significance towards Generation Y

Key Factors

Rationale

Among all Gen Y, team is not significant

across all organizational types.

Gen Y does not place important on team.
Though had been shaped by the group
projects, they are quite self-reliant, self-
centered, narcissism, independent, and
individualistic. This may disrupt the
conformity and performance of the work
group and instead choose to work more

independently in the future.

Among early Gen Y, team is not

significant across all organizational types.

late Gen Y, is not

significant across all organizational types.

Among team

There are no differences between age
groups. Both early and late Gen Y groups

do not place importance on team.

5.3 Implications for managers and suggested strategies

The key factors influencing job satisfaction of Generation Y employees in

public organizations are challenging work, interesting work, amount of salary/wage,

location, supervisor’s supportive styles, and positive relationship with co-workers.

Overall, public organizations should design the work to be more interesting. Boosting
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positive relationship with co-workers can also be done through several activities, i.e.
introducing community of practice, COP, providing social space in the office,
organizing monthly events, namely movie night, concert, bowling, engaging them in
CSR related activities and outings. For Early Generation Y, public organizations
should attract more on employees who live nearby the organizations, or subsidize
them with travelling expense. The assignments of challenging work and increased
salary base can satisfy them. For late Generation Y employees in public
organizations, senior positions should be encouraged to act as a mentor and understand
that Generation Y employees need quick feedback and guidance.

In private organizations, challenging work and positive relationships with
co-workers are the main factors to enhance job satisfaction of employees in private
organizations, especially for the Early Generation Y employees. Private organizations
should encourage more achievable challenging work. The organization can provide
job enlargement by putting them into special task force or adhoc projects, job
enrichment, by letting them lead project with more decision-making power, rotation
and externship etc. Several activities, as mentioned above, can also make early
Generation Y happier.

Lastly, the key factor increasing job satisfaction of Generation Y state-
owned enterprises are challenging work, advancement opportunity, supervisor’s
supportive styles, and positive relationship with co-workers. For early Generation Y
employees in state-owned enterprises, challenging work and high level of opportunity
for advancement are to be introduced. They also need guidance and support from
supervisors and co-workers; therefore, several activities as mentioned above, can be
set up. Conversely, senior managers should understand that late Generation Y
employees in state-owned enterprises are impatient to succeed, so they expect to be
put in the fast-track. Therefore, the managers should illustrate the fast track program

and guide them on how they can promoted frequently.
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5.4 Limitations and Directions for Future Research

Firstly, the researcher had limited time and budget. Hence, the researcher
might not be able to include all organizations in public, private and state-owned
enterprises sectors.

Secondly, there is quite a limited number of Generation Y members who
are working in the public sector comparing to private organizations and state-owned
enterprises. Therefore, the comparison between the three groups might not show clear
results as expected.

Thirdly, the researcher focused the study only on Thai organizational
culture, including public and private organizations and state-owned enterprises.
Thereby, the study of Generation Y satisfaction may vary from multinational
organizations.

Next, self-reported information acquired from questionnaires may be
inaccurate or incomplete, which can distort the results of the study. Moreover, certain
type of information is hard to gain from structured data collection instruments,
particularly on sensitive topic such as job satisfaction, which also varies by each
person, situation and environment and can be changed over time.

Fourthly, the researcher did not investigate the moderating effect of
difference between early Generation Y and late Generation Y employees on the
relationship between independent variables and dependent variables. Instead, the
researcher divided the respondents into two groups and performed regression analyses
separately only for the purpose of probing any possible difference between groups, not
for testing a specific hypothesis related to a moderating effect. In addition, the
researcher did not posit that job satisfaction was an intervening variable between job
factors and retention.

Another main caveat for the current study is that investigated only one
industry, the finance industry, which limits generalizability of this research; therefore,
the duplication of the study is needed to further develop the research model.
Moreover, there is also a need for further enhancement of existing measures to cover
all aspects influencing job satisfaction of Generation Y.

Further research should focus on the development of other measures to

better serve the constructs. In addition, future research should utilize higher number of
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quantified sampling data to have more precise result of the study. The duplication of
the study should be introduced to other industries to see whether it results similar trend

or not.

5.5 Conclusion

The study provides empirical findings related to the relationship between
several factors and job satisfaction and retention of Generation Y employees in public
and private organizations and state-owned enterprises in finance industry. The survey
data indicates strong support that job satisfaction enhances intention of Generation Y
employees to remain in the organizations. And, there are three main factors, including
challenging work, supervisor’s supportive styles, and positive relationship with co-
workers, enhancing job satisfaction of Generation Y employees in almost all three
organizational types in finance industry. Certainly, the organizations have to provide
extrinsic (hygiene) factors: supervisor’s supportive styles and positive relationship
with co-workers to avoid job dissatisfaction. Yet, the real key is the intrinsic
motivator, challenging work, which is important factor causing job satisfaction, and
trigger them to initiate their own internal generators. The motivation-hygiene theory
then proposed job enrichment as a way to utilize personnel effectively: Enhance
individuals’ accountability while releasing some controls, provide responsibility for a
complete process or unit of work, allow information to flow directly to employees
instead of sending it via managers first, support people to take novel and more difficult
tasks they haven’t done it before, and allocate individuals specialized tasks that allow
them to become experts (Herzberg, 2003).

In addition, the importance, of each factor influencing job satisfaction, is
varied upon nature of organizational types and two levels of age groups. Business
practitioners can benefit from this research by not only improving job satisfaction of
Generation Y employees in finance industry, but also using knowledge to remain its

competitive edge in the long run.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 79

REFERENCES

Adamson, S.J., Derty, N., & Viney, C. (1998). The Meanings of Career Revisited:
Implications for Theory and Practice. British Journal of Management, 9(4)
, 251-259.

Arndt, A., Arnold, T., & Landry, T. (2006). The Effects of Polychronic-orientation up-
on Retail Employee Satisfaction and Turn over. J Retail, 82(4), 319-330.

Aiken, L.H., Clarke, S.P., Sloane, D.M., Sochalski, J.A., Busse, R., Clarke, H.,
Giovannetti, P., Hunt, J., Rafferey, A.M., & Shamian, J. (2000). Nurses’
reports on Hospital Care in Five Countries. Health Affairs, 20, 43-53.

Allen, N.J., & Meyer, J.P. (1990). The Measurement and Antecedents of Affective,
Continuance and Normative Commitment to the Organization. Journal of
Occupational Psychology, 63(1), 1-18.

Anatawarasakul, T., & Chompookam, P. (2010). Characteristics of Leadership Styles
and Leader’s Behaviors Desired by Generation Y, Chulalongkorn Business
Review, 32(126), 25-50.

AON. (2014). A New AON Hewitt Survey Attempts to Understand the Under-30 Wo-

rker. Retrieved on June 6, 2014, http://www.aon.com/apac/human-

resources/thought-leadership/asia-connect/2012-nov/what-i-want-at-

work.jsp
Babin, B.J., Boles, J.S. (1996). The Effects of Perceived Co-worker Involvement

AndSupervisor Support on Service Provider Role Stress, Performance and
Job Satisfaction. J Retail, 72(1), 57-75.

Bangkok Metropolitan Administration. (2012). Statistics of Bangkok 2012.
Retrievedon October 20, 2013, from
http://office.bangkok.go.th/pipd/07Stat(Th)/Stat(th)55/STAT(TH)55/01 so
cial55.pdf

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of
Management, 17(1), 99-120.



Sophinpha Sundaravara References / 80

Baruch, Y. (2004). Transforming Careers from Linear to Multidirectional Career -
Paths: Organizational and Individual perspectives. Career Development
International, 9(1), 58-73.

Bose, 1., & Mudgal, R.K. (2012). Factoral Influences on Workers’ Job-Satisfaction in
Kolkata Leather Units. The Indian Journal of Industrial Relations, 47(4),
645-656.

Boswell, W.R., Roehling, M.V., LePine, M.A., & Moynihan, L.S. (2003). Individual
Job-choice Decisions and the Impact of Job Attributes and Recruitment
Practices: A Longitudinal Fi-eld Study. Human Resource Management,
42, 23-37.

Brewer, G.A., & Lee, S.Y. (2005). Federal Agencies in Transition: Assessing the
Impact on Federal Employee Job Satisfaction and Performance. 8" Public
Management Research Conference. Retrieved on November 18, 2013,
from
http://pmranet.org/conferences/USC2005/USC2005papers/pmra.brewer.le
e.2005.doc

Bristow, D., Amyx, D., Castle berry, S.B. & Cochran, J.J. (2011). A Cross
Generational Comparison of Motivational Factors in a Sales Career
Among Gen-X and Gen-Y College Stude-nts, Journal of Personal Selling
&Sales Management, 31(1), 77-85.

Brown, S.P., Peterson, R.A. (1993). Antecedents and Consequences of
SalespersonJob Satisfaction; Meta-analysis and Assessment of Causal
Effects. J MarkResearch, 30, 63-77.

Cangemini, J.P., & Guttschalk, G.E. (1986). What Employees Really Want from Their
Jobs. Psychology: A Journal of Human Behavior, 23, 57-61.

Cegarra-Leivaa, D., Sa'nchez-Vidalb, M. E., & Cegarra-Navarrob , J. G. (2012).Work
Life Balance and The Retention of Managers in Spanish SMEs. Internatio-
nal Journal of Human Resource Management, 23(1),91-108.

Cennamo, L. & Gardner, D. (2008). Generational Differences in Work Values,
Outcomes and Person-organisation Fit. Journal of Managerial
Psychology, 23, 891-906.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 81

Colbert, B. A. (2004). The Complex Resource-based View: Implications for Theory
And Practice in Strategic Human Resource Management. Academy of
Management Review, 29, 341-358.

Corporate Leadership Council. (2004). Generation X and Y
employees. Washington,DC: Corporate Executive Board.

Corporate Leadership Council. (2005). HR Considerations for Engaging Generation
YEmployees. Washington, DC

Cottrell, A. (2011). Regression Analysis: Basic Concepts. 1-4.

D’Amato, A. & Herzfeldt, R. (2008). Learning Orientation, Organizational
Commitment and Talent Retention across Generations: A Study
ofEuropean Managers, Journal of Manag- erial Psychology, 23(8),
929-953.

Darcie G. De Milt, DNP, RN, NE-BC, ACNP-BC, GNP-BC1, Joyce .
Fitzpatrick,PhD, RN, FAAN (Elizabeth Brooks Ford Professor of
Nursing)2, & Sister Rita McNulty, DNP, RN, CNP (Adjunct Assistant
Professor)3. (2011).Nurse Practitioners’ job satisfaction and Intent to leave
current positions,the Nursing Profession, and Nurse Practitioner Role as A
Direct Care Provider. Journal ofthe American Academy of Nurse
Practitioners, 23, 42-50.

David M, M. (2013). Correlation. Laboratory of Tree-Ring Research.

Davis, G. (2004). Job Satisfaction Survey Among Employees in Small Business.
Journal of Small Busisness Enterprise Development,11(4), 495-503.

Dechawattanapaisarn, D. (2009). Perceived Characteristics of Generation Y and Its
Motivation:Attitudes  between generations in the organization.
Chulalongkorn Business Review, 121

Doh, J.P., Stumpf, S. A., Tymon, W.G. (2011). Responsible Leadership Helps Retain
Talent in India. Journal of Business Ethics, 98, 85—-100.

Dries, N., Peperman, E., & De Kerpel, E. (2008). Exploring Four Generations’ beliefs
about Careers: Is “Satisfied” the New “Successful,” Journal of Managerial
Psychology, 23, 907-928.



Sophinpha Sundaravara References / 82

Edmans, A. (2012). The Link Between Job Satisfaction and Firm Value, with
Implications for Corporate Social Responsibility. The Academy of
Management,1-19.

Eisner, S.P. (2005). Managing Generation Y. SAM Advanced Management Journal,
70(4), 4-15.

Ellenbecker, C.H., & Cushman, M. (2012). Home Healthcare Nurse Retention and
Patient Outcome Model: Discussion and Model Development. Journal of
Advanced Nursing, 68(8), 1881-1893.

Emma, P. & Peter, U. (2011). Generational Differences in Work Values: A Review of
Theory and Evidence. International Journal of Management Reviews,
13(1), 79-96.

Erickson, T. J. (2009). Gen Y in the Workforce: How I learned to Love Millennials
and Stop Worrying about What they are Doing with their iPhones. Havard
Business Review, 2009.

Fonticella, R. (n.d.). The UsqUrzess of the R2 Statistic. 55-60.

Garlick, R., Langley, K. (2007). Reaching Gen Y on Both Sides of the Cash
RegisterRetail Issues Lett, 18(2),1-6.

Gaincola, F. (2006). The Generation Gap: More Myth than Really? Human Resource
Planning, 29(4), 32-37.

Gibson, J. W., Greenwood, R.A., Murphy, E.F., & Riddle, E. (2009). Generational
Differences in the Workplace: Personal Values, Behaviors, and Popular
Beliefs. Journal of Diversity Management, 4(3), 1-8.

Glass, A. (2007). Understanding Generational Differences for Competitive Success.
Industrial and Commercial Training, 39(2), 98-103.

Goman, C.K. (2006). Understanding  Generational  Differences  for
CompetitiveSuccess. Industrial and Commercial Training, 38(2), 98-103.

Greenberger, E., Lessard, J., Chen, C. & Farruggia, S.P. (2008). Self-entitled College
Students: Contributions of Personality, Parenting, and Motivational
Factors, Journal of Youth and Adolescence, 37, 1193-1204.

Griffeth, R., Hom, P. (2004). Innovative Theory and Empirical Research on Employee

Turnover. Information Age Publishing, 3-32.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 83

Gursoy, D., Chi, C.G., & Karadag, E. (2002). Generational Differences in
WorkValues and Attitudes Among Frontline and Service Contact
Employees. International Journal of Hospitality Management, 32, 40-48.

Gursoy, D., Maier, T.A., & Chi, C.G. (2008). Generational Differences: An
Examination of Work Values and Generational Gaps in the
HospitalityWorkforce. International Journal of Hospitality Management,
27, 448-458.

Hausknecht, J.P., Rodda, J., Howard, M.J. (2009). Targeted Employee Retention:
Performance-based and Job-related Differences in Reported Reasons for
Staying. Human Resource Management, 48(2), 269-288.

Hausknecht, J.P., Rodda, J.,& Howard, M.J. (2009). Targeted Employee Retention:
Performance-based and Job-related Differences in Reported Reasons For
Staying. Human Resource Management, 48(2), 269-288.

Herzberg, F. (2003). One More Time. How Do You Motivate Employees?. Harvard
Business Review, 1-14.

Hewlett, S.A., Sherbin, L., & Sumberg, K. (2009). How Gen Y & Boomers will
Reshape Your Agenda. Harvard Business Review, 1-8.

Hom, P.W., & Kinicki, A.J. (2001). Toward a Greater Understanding of How
Dissatisfaction Drives Employee Turn Over. Acad Manage J, 44(5), 975-
987.

Huang, TP. (2011). Comparing Motivating Work Characteristics, Job Satisfaction,
andTurnover Intention of Knowledge Workers and Blue-collar Workers,
and Testing a Structural Model of the Variables’ Relationships in China
and Japan. The International Journal of Human Resource Management,
22(4), 924-944.

Hunt, S.D., Wood, V.R., & Chonko., L.B. (1989). Corporate Ethical Values and
Organizational Commitment in Marketing. Journal of Marketing, 53, 79-
90.

Israel, G.D. (2013). Determining Sample Size. University of Florida. Retrieved on
October 4, from http://edis.ifas.ufl.edu/pdftiles/PD/PD00600.pdf



Sophinpha Sundaravara References / 84

Kaifi, B.A., Nafei, W.A., Khanfar, N.M., & Kaifi, M.M. (2012). A Multi-Generational
Workforce: Managing and Understanding Millennials. International
Journal of Busness Management, 7(24), 88-94.

Kalisch, B.J., Lee, H., & Rochman, M. (2010). Nursing Staff Teamwork and Job
Satisfaction. Journal of Nursing Management, 18, 938-947.

Karatepe, O.M. & Kilie, H. (2007). Relationships of Supervisor Support and Conflicts
In the work-family Interface and the Selected Job Outcomes of Frontline
Employees. Tourism Management, 28(1), 238-252.

Kengkarnchang, K. (2013). Generation Y and a New Challenge in a Human Resources
Administration, Journal of Social Sciences and Liberal Arts, 2(1), 15-27.

Kim, H.J, Knight, D.K.,& Crutsinger, C. (2009). Generation Y Employee Retail
WorkExperience: The Mediating Effect of Job Characteristics. Journal of
Business Research, 62, 548-556.

Kirmeyer, S.L., & Lin, T. (1987). Social Support: It’s Relationship to Observed
Communication with Peers and Supervisors. Acad Manage J, 30(1),138-
151.

Kittisuksathit, S. (2010). Thai Bureaucracy with a Population of Generation Y:
HowDo We Engage them? Population and Development Newsletter,
Institute for Population and Social Research, 30(5).

Kline, P. (1994). An Easy Guide to Factor Analysis. NY: Routledge.

Knight, J. (2000). Gen Y: How to train and retain it. Restaurant Hospitality, 88-90.

Kochar, B. (2008). Job Satisfaction Among Academics. The Icfai University Press.

Koelbel, P., Fuller, S.G., & Misener, T. (1991). An Explanatory Model of Nurse
Practitioners. Journal of the American Academy of Nurse Practitioners,
3(1),17-24.

Kotler, P., & Keller, K. (2006). Marketing Management. Upper Saddle River, NJ:
Prentice Hall.

Kowske, B.J., Rasch, R.,& Wiley, J. (2010). Millennials’ (Lack of) Attitude
Problem:An Empirical Examination of Generational Effects on Work
Attitudes. Journ-al of Business Psychology, 25, 265-279.

Kulkarni & Nithyanand. (2013. Social Influence and Job Choice Decisions.Employee
Relations, 35(2).



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 85

Kupperschmidt, B.R. (2000). Multigenerational Employees: Strategies for Effective
Management, Health Care Manager, 19, 65-76.

Lockwood, N. R. (2006). Talent management: Driver for organizational success. HR
Magazine,51(6), 1-11.

Loughlin, C., & Barling, J. (2001). Young Worker’s Work Values, Attitudes, and
Behaviours. Journal of Occupational and Organizational Psychology, 74
(4), 543-558

Luscombe, J., Lewis, 1., & Biggs, H.C. (2012). Essential Elements for Recruitment
And Retention: Generation Y. Education and Training, 55(3), 272-290

Macky, K., Gardener, D. & Forsyth, S. (2008). Generational Differences at Work:
Introduction and Overview, Journal of Managerial Psychology, 23(8), 857-
861.

Mabhidol University Institute for Population and Social Research. (2013). Information
of Thai Population. Retrieved on Septermber 6, 2013, from http://www.
ipsr.mahidol.ac.th/ipsr-th/population_thai.html

Mannheim, K. (1952). The Problem of Generations. In Kecskemeti, P. (ed.), Essays on
the Sociology of Knowledge. London: Routledge & Kegan Paul. anpower
Thailand. (2013). Research Results: Study on Interests in Work and
Preparatoin for the Implementation of the ASEAN Economic Community
(AEC) of Generation Y. Retrieved on January 8, 2014, from
http://www.Manpowerthailand.com/know _detail.php?id=137

Martin, C.A. (2005). From High Maintenance to High Productivity. Industrial and
Commercial Training, 37(1), 39-44.

Maxwell, G.A., Ogden, S.M., & Broadbridge, A. (2010). Generation Y’s Career
Expectations and Aspirations: Engagement in the Hospitality Industry.
Journal of Hospitality and Tourism Management, 17, 53-61.

Mcintyre, S.E., & Mclintyre, T.M. (2010) Measuing Job Satisfaction in Portuguese
Health Professionals: Correlates and Validation of the Job Descriptive
Index and the Job in General Scale. International Journal of Selection and
Assessm-ent, 18(4), 425-431.

McQueen, M. (2011). The 7 Biggest Myths About Generation Y. What Today’s Youth
are Really Like Beyond the Hype. Retrieved on July 17, 2014, from



Sophinpha Sundaravara References / 86

http://gallery.mailchimp.com/7e¢76a448cf2593e004d2ba2dc/files/The 7 B
iggest Myths about Gen Y.pdf

Milbourn, JR. (1976). The Job Satisfaction Audit: How to Measure, Interpret, and Use
Employee Satisfaction Data, American Journal of Small Business, 1(1),
35-43.

Moving HR Forward: It’s Time to Develop Employees in public organizations.
(2012). Retrieved on June 4, 2014, from https://ejobeasy.com/
kmdetail.php?n=110314202300

Mulinge, M., &Mueller, C.W. (1998). Employee Job Satisfaction Developing
Countries: The Caseof Keyna.World Development, 26(12).

Myers, K.K., & Sadaghiani, K. (2010). Millennials in the Workplace: A
Communication Perspective on Millennials’ Organizational Relationships

and Performance. Journal of Business and Psychology, 25, 225-238.

Nandanwar, M.V., Sunris, S., Nandanwar, L.M. (2010). Intervening Factors
affectingthe Relationship between Incentives and Employee Motivation: A
Case Study of Pharmaceutical Manufacturing Organization in Navi
Mumbai. Journal of Business Excellence, 1(2), 6-11.

National Statistics of Thailand. (2011). National Population Information. Retrieved on
October 19, from
http://service.nso.go.th/nso/thailand/ dataFile/01/J01W//J01W/th/0.html

Neuman, L. W. (2011). Social Research Methods. Qualitative and Quantitative
Apporaches. Boston, MJ: Pearson.

Ng, E. S.W., Burke, R.J., & Fiksenbaum, L. (2008). Career Choice in Management:
Findings from US MBA Students. Career Development International,
3(4),346-361.

Ng, E.S.W., Schweitzer, L., & Lyons, S.T. (2010). New Generation, Great
Expectations: A Field Study of the Millennial Generation, Journal of
Business and Psychology, 25

Noble, S.M. & Schewe, C.D. (2003). Cohort Segmentation: An Exploration of its
Valadity, Journal of Business Research, 56(12), 979-987.

Nunnally, J. C., and I. H. Bernstein (1994). Psychometric Theory. NY: McGraw-Hill.

Osterman, R. (1996). Broken Ladders, Oxford University Press, New York, NY.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 87

Parry, E. & Urwin, P. (2011). Generational Differences in Work Values: A Review of
Theory and Evidence. International Journal of Management Reviews, 13,
79-96

Paul, P. (2001). Getting Inside Gen Y. American Demographics, 23(9), 42-49.

Pawlowski, S.D., Datta, P., & Houston, A.L. (2005). The (Gradually) Changing Face
of State IT Jobs. Communications of the ACM,48(5).

Petroulas, E., Brown, D., & Sundin, H. (2010). Generational Characteristics and Their
Impact on Preference for Management Control Systems. Australian
Accounting Review, 20(3), 221-240.

Phainuhong, C. (2008). Factors Affecting Satisfaction in the Performance of
Generation Y Employees. Thammasat Business Journal.

Poopongwattana, W. (2010). Job Satisfaction and Turnover Analysis: A Case Study of
Employees from Business Support Departments. A Thematic Paper
ofMahidol University.

Pongsiri, N. (2009). Challenges of Human Resource Management under Creative
Economy. Retrieved on January 7, 2014, from
http://info.muslimthaipost.com/main/index.php?page=news&category=29
&id=10339

Porter, L.W., & Steers, R.M. (1973). Organizational, Work and Personal Factors in
Employee Turnover and Absenteeism. Psychological Bulletin, 80(2), 151-
176.

Price WaterhouseCoopers. (2008). Millennials at Work: Perspectives From a New
Generation, Retrieved on July 7, 2013,from
http://www.pwc.com/gx/en/forms/gxengallsmillennialsatworkperspectives
fromanewgeneration.jhtmal

Price WaterhouseCoopers. (2013). PwC’s Next Gen: A global generational study
Millennial Workers Want Greater Flexibility, Work/Life Balance, Global
Opportunities. Retrieved on July 7, 2013, from
http://www.pwc.com/gx/en/hr-management-services/publications/nextgen-
study.jhtml

Rahim, M.A., & Duad, W.N.W. (2013). Rewards and Motivation Among
Administrators of Universiti Sultan Zainal Abidin (UNISZA): An



Sophinpha Sundaravara References / 88

Empirical Study. International Journal of Business and Society, 14(2),
265-286.

Ramlall (2004). A Review of Employee Motivation Theories and their Implications
for Employee Retention within Organizations. The Journal of American
Academy of Business, Cambridge, 52-63.

Rehman, S. (2012). A Study of Public Sector Organizations with Respect to
Recruitment, Job Satisfaction and Retention. Global Business and
Management Research: An Internatinoal Journal, 4 (1), 76-88.

Rhoads, G.R., Swinyard, W.R. Geurts, & M.D. Price, W.D. (2002). Retailing as a
Career: A Comparative Study of Marketers. J Retail, 78(1), 71-76.

Robbins, S, P., & Judge, T.A. (2013). Organizational Behavior (Eds.). EdinburghGate:
Pearson Education, Inc.

Saba, J. (2006). Teenage Wasteland. Restaurant Business, 105(2), 13-14.

Sardz"oska, E.G., & Li-Ping Tang, T. (2012). Work-Related Behavioral Intentions
inMacedonia: Coping Strategies, Work Environment, Love of Money, Job
Satisfaction, and Demographic Variables. Journal of Business Ethics, 108,
373-391.

Sargeant, J., Loney, E., & Murphy, G. (2008). EffecRtive Interprofessional
teams:“Contact is Not Enough” to Build a Team. The Journal of
ContinuingEducation in the Health Professions, 28(4), 288-234.

Sathitthavara, P., & Permsuwan, P. (n.d.). Generation Y’s Attitude towards the
Bureaucratic Work System. Retrieved on June 1, 2014, from
http://www.bu.ac.th/knowledgecenter/epaper/special may2010/pdf/Page
177.pdf

Saygi, H., Tolon, T. &Tekogul, H. (2011). Job Satisfaction Among Academic Staff in
Fisheries Faculties at Turkish Universities. Social Behavior and
Personality. 39(10), 1395-1402.

Sayers, R. (2007). The Right Staff from X to Y. Library Management, 28(8/9), 474-
487.

Shaw, S., & Fairhurst, D. (2008). Viewpoint Engaging a New Generation ofGraduates.
Journal of Education and Training, 50(5), 366-378.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 89

Shih, C.M., & Chen, C.Y. (2006). The Effect of Organizational Ethical Culture on
Marketing Managers’ role and Ethical Behavioral Intentions. Journal of
American Academy of Business, 8(1), 433-462.

Shih,W., & Allen, M. (2007). Working with Generation-D: Adopting and Adaptingsto
cultural Learning and Change. Library Management, 28(1/2), 89-100.

Singh, J. (2000). Performance Productivity and Quality of Frontline Employees in
Service Organizations. J Mark, 64, 15-34.

Smith, K.T. (2010). Work-Life Balance Perspectives of Marketing Professionals in
Generation Y. Service Marketing Quarterly, 31, 434-447.

Smola, K.W., & Sutton, C. D. (2002). Generational Differences; Revisiting
Generational Work Values for the New Millennium. Journal of
Organizational Behavior, 23, 363-382.

Society For Human Resource Management (SHRM). (2004). Generational
Differences Survey, Society of Human Resource Management,
AlexandriaVA.

Solnet, D., & Hood, A. (2008). Generation Y as Hospitality Employees: Framing a
Research Agenda. Journal of Hospitality and Tourism Management, 15,
59-68.

Splierman, S. (1997). Careers, Labor Market Structure, and Socio-
economicAchievement. American Journal of Sociology, 83(3), 551-593.

Stansfeld, S., & Candy, B. (2006). Psychosocial Work Environment and
MentalHealth—a Meta-analytic Review. Scandinavian Journal of Work,
Environment and Health, 32(6), 443-462.

State  Enterprise.  (n.d.). Retrieve on  January 8, 2014, from
http://school.obec.go.th/keansapitayakom/other page/e-learning.htm

Sykes, A. O. (n.d.). The Inaugural Coase Lecture. An Introduction to
RegressionAnalysis, 1-33.

Terjesen, S., Vinnicombe, S., & Freeman, C. (2007). Attracting Generation Y
Graduates: Organizational Attributes, Likelihood to Apply, and Sex
Differences. Career Development Inter-national, 12, 504-522.

Thai National Statistic Office. (2011). Population Consensus 2010. Retrieved on June
25, 2013, from http://popcensus.nso.go.th/file/popcensus-20-12-54.pdf



Sophinpha Sundaravara References / 90

The Hay Group Management Limited. (2005). Results of Job Satisfaction Survey
Conducted in Public Sector. Retrieved on June 1, 2014, from
http://www.opp.go-.th/km/other/o _1.pdf

Tippayasanti, P. (2012). Job Satisfaction of Employees in the Thai Hotel Industry: A
Comparison between Family and Chain Hotel Business. A Thematic Paper
of Mahidol University, 1-91.

Turner, B. (1998). Ageing and Generational Conflicts: A Reply to Sarah Irwin. British
Journal of Sociology, 49, 299-304.

Twenge, J.M. & Campbell, S.M. (2008). Generational Differences in Psychological
Traits and their Impact on the Workplace, Journal of
ManagerialPsychology, 23(8), 862-877.

Vancouver, J.B., & Schmitt, N.-W. (1991) An Exploratory Examination of Person
Organizational Fit: Organizational Goal Congruence. Personnel
Psychology, 44(2), 333-352.

Wong, M., Gardiner, E., Lang, W., & Coulon, L. (2007). Generational Differences in
Personality and Motivation. Do They Exist and What are the Implications
for The Workplace. Journal of Managerial Psychology, 23(8), 878-890.

Yang, S., Brown, G.C., & Moon, B. (2011). Factors Leading to Correlations
Officers’Job Satisfaction, 40(4), 359-369.

Yuan, L., Ke, S., & Xiaoxia, D. (2013). A Study on Influential Factors of Employee
Satisfaction Based on T Relation Analysis-An Ensample of a Logistics
Firm. International Business and Management, 6(2), 36-41.

Zhou, J., & George, J.M.(2001). When Job Dissatisfaction Leads to Creativity:
Encouraging the Expression of Voice. Academy of Management, 44, 682-
696.

Zin, SM., Ahmad, N.A., Ngah, N.E.B., Ismail, R.B., Ibrahim, N.B., Abdullah,
[.LH.T.B., & Tajuddin, H.B.A. (2012). Motivation Model for Employee
Retention: Applicability to HRM Practices in Malaysian SME Sector.
Canadian.



Fac. of Grad. Studies, Mahidol Univ. M.B.A.(Business Modeling and Development) / 91

APPENDIX



Sophinpha Sundaravara Appendix / 92

HUUARUDNN
4
1594
adeninansznuaenNNNINB ]l UMTNNUVINUNNUDWIUBITTUNY
v Y [y d
uazms3nniinnulfinsegdiuesnns

'
1 =

o Ao o2 A qua o Aw A = = =
ANVLD: LL‘]JU?:TE]‘UE]111ui]@WI”I"lJuLWEJGlGBLﬂuﬁ"JuﬂuQGUENme’Ji]EJ Lwaﬁﬂhnmﬂ’ﬂiJWQWE]Gli]

) [} o { o @ o 1 o
Tumsmhanuveantinu e TUNeNL01gIenIN 20-34 U nazmasrinuedluesnans

v Y
[ 2 =

9
a a 9 [ a a I J
MAFINININY NINIATT 1BABU 1Az FFINHMNININFUNNUNIUAT tuvdo VDT uaIY
WH90INMIININAUIMITEIND INelaoIaANTae unInetdouiiaa laowanaz 1dve
o 9 A o 4 a 1 gﬂ Yo o =R 1 A [
il 1dme Jagiszaesamadnngmniu HaaiavennuImiennmulunsaey

Y v Y
uuudeuail nazgvevouna luanuiauilovesnnium u filde

1 { = o a < o A @ s
FIUN 1: %ﬂ%ﬁlﬂﬂ?ﬂﬂﬁ@ﬂﬂllﬂﬂﬁ@ﬂﬂ?ﬂ Llaz‘ﬂ’ﬂﬁJﬂmWHVI’J]’l‘]JLﬂfJ’JﬂU’BQﬂﬂi

o 4 { [ I a J
Tusariunteaning \ wie nsondoyanasanuaNuiueg ey

LIWA L vidia %1l

3. 5ZAUMIANY annifSyanas EGTTAGE

Haanln gannifsganin
4. AIUTMN Jaa O uasamuan ’314«1
5. Uszinnesansifogiiy MA3g O enwu O Sg3awne
6. AMHHINY dmihii WINTNEIW/UNUD
HIANS auq lsaszy.........
7. 1gMsanuifagiiv Hoeni 11 [11-3%

479 1NN 71



Fac. of Grad. Studies, Mahidol Univ.

M.B.A.(Business Modeling and Development) / 93

U d' v d‘ (% v d' J ld =3 o d 1
aIuUN 2: Gllmda!ﬂflJﬂ‘]J'ﬂi]i]EJ‘YItNNZWIi’]ﬂ?nﬂﬁ/‘lx‘iW®1Q1Hﬂ1§ﬂ1ﬁ1uﬂ1ﬂiuﬂﬂﬂﬂiﬂli’]ﬂ1u

1 1 [ a < 1 {
Tilsa @Glu%mﬁmqﬂnmmﬂﬂmmmmuumﬁqﬂ

[ 1 A < A
(1=TiuA28081989 7= UA8DE1989)

o 1A A
AIUY/1909

a

L

< Y
N HAILDEIEN

1
1

E

HIHHAIE

| I~ v
haifiud e

Y
AU

thupas

8

flo
v

H

Y
ADHUINL

e

LU I8

-({%

819

plo
s

Y

J A v 9 v
daun 2.1 v ua19u

1| fuansawanninye lumsiiauannurin

A o 1
ey
v YR =K o a3 o o
2 | Auiandennudiiennmsiauvesny
v Y= ag Ay Yo A
3 uiangilenIdvhauni
v A tﬂ' 1
4 uinuimhauls
v AaAa v A o
5 uipaszlumsaaaulalugluuumsiau
VYDINUY

U A v 9
a3uUn 2.2 19981151

a Y

Sy

vy a4 o A
HUIMNDIANTU

1| swstuewaauazanudlullldnsuazin

= =

o

U

2 AULFUNNDITNAYNAHUA

1 Rog1aFaiau

A

A o v A o [~ o
3 Gluﬂmﬂuﬂuumimaumuwmzﬂuﬂizm

YDINU

4 | duseuaIgIumaaeud i luiieu

U A v 9 1
TIun 2.3 Taveaumano LNy

a = A o Yo 7
1 Numaumu"lmuum

ANUTURATOUADMIIN AU

=

v

=
uy

]
A

‘WEJQW’E]LN?JW’I]TE@NWSQ

a g T v QJ
2 | RUPPUINOINUNANUVDIRY

RUIADUVDINU

4 dy Y a A
3 E]\‘Iﬂﬂiul’ﬂﬂ1¢]ﬁ]°ﬂll‘ﬂu‘WLﬁHu@ﬂl’ﬂuﬁ]"lnﬂ




Sophinpha Sundaravara

Appendix / 94

U 1 @ J
qIUN 2.4 ‘ﬂfﬂfﬂﬂﬁ}?u@’fﬂ"lwLL?ﬂﬁﬂNﬂNﬂ?ﬂﬂTW"’U@\iﬂ\?ﬂﬂﬁ

A o ' Y Y o
1 E‘TE]"IHVWINWM’E)QGlﬂﬁU"IUSU?NQM

2 | ma@uma llpduaoiunihanuveanuazadn

)}
-
=
=2

2.5 Mademugiianutinan

FIVOINUADIFIV RO AT UAYUNU

Ze
e
=

€

€

Ty
TymvesnuasssuNany
Ty

[\

D | e | e
‘ae
=

oI Ul QAR NI NIIUYIAY

=¢

U

=} v 1

mmuﬂu@mqqﬁ‘ﬁﬁu

Y ]
4 | vesnseandusduyrvesnumivayult
o a ax ] o Y
WHNOUNANAANIIT I Tum s In

o <
a3

v o

9 [l
5 | vesasandisAutinanvesiuaivayuli
o Y= a [ AN Yo
winnunnanangilenuaunlasy

9 u

Yauviugy

4 Y v v A

Y
6 ’VHﬂLﬂﬂ‘ﬂﬂJﬂVﬁu iﬂ\‘lﬂﬂﬂﬂlﬂﬂﬂ]ﬂ\iﬂuﬂgiﬂl@

1)

[ Y ' I a
nutdyrnuranivesiuiluing

1 d‘ v 9 tﬂ' '
AU 2.6 TITIATUNOUT IV

1| AUI WU UIINIIUVDIR U

AyYNAUIY

2 | ousannuvesnuansoaivayuaulums

13 Y g A
mqmllﬂ@mqmw

Y
1 o/

3| UeenT MU IMNUVBIR UA DAY U

T3anailaduaun lasuneumine

U QU

v 1
4 Uﬂﬂﬂﬁﬁﬁlﬁﬂui?ﬂﬂ”luﬂlﬂﬂﬂuﬂa’]'JGD'ML‘I)'EJ@’ﬂ
A ' A ° y Yo & Y
L‘W@‘L!i’!ll\i']u‘ﬂﬁ"m"Iiﬂ‘ﬂ"l\ﬂuuu"]Gh’iﬁ"llﬁi]]lﬂ

3 [
Wuoean

5 | mousnusunlSeuiaiiounsauniweIn Y

[

6 | rieuimnuvenuliidesneayn

f 9
7 Lﬁamammmamuﬂaﬂwaﬂﬂuauiﬁm%




Fac. of Grad. Studies, Mahidol Univ.

M.B.A.(Business Modeling and Development) / 95

Mo hl

ussgthmnevesessnisaunu

A 1 @ o v = A A
D UIINNUVOIRUINNUN T UNY 1o N

[

UM

~ Yo
nunldsuueunine

NUAVNBUTIWNUNTANUT VR ¥R UAD

v Y
U3

U

10 Fn

I J x [
ﬂumuwﬁwmﬁmmmmﬂu

] d‘ = o
auin 2.7 anynans lalumsviiau

Fl
Tagsauuda suanwe lanuauil

1

[ = v o o ' dy
2 | sulianug l)dumsvhamludwmiad

v YR AR A Yo A z:gl’
3| sujdnnauiluaui lasuaunage luvas il
4 | AUGINLINVINNUNNTU

! d‘ v U 4 a v
adun 2.8 n1siny1wuna1u1ﬂﬂaaq'1uu53ﬂ

o o ¥ a
1| wiinauluesanstiunuaz lidaaieon

v A o < o A s dy
2 RUBDTAYLLASNANAADDIANT U

a < Q‘ a d’ U o \
ﬂ?ﬁ»lﬂﬂ!“r‘i%!‘l/‘lﬂ!ﬂﬂl!ﬂﬂ?ﬂ‘iJﬂ?1NW@1%1Nﬂ1§‘VI1Q1HGIIEN‘ﬂ1H



Sophinpha Sundaravara Biography / 96

BIOGRAPHY
NAME Sophinpha Sundaravara
DATE OF BIRTH 16 March 1990
PLACE OF BIRTH Bangkok, Thailand
INSTITUTIONS ATTENDED Mahidol University International College,

2008-2012 Bachelor of Business

Administration (International Business)
HOME ADDRESS 26 Soi Kanchanapisek 007 Bangkhae

Bangkok 10160

Tel. 02-804-1383

E-mail: gems.spps@gmail.com





