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Abstract

Strategic human resource management concept gives attention on the study
of mechanism linking between human resource management systems and employee
performance or corporate performance. Thus, the purposes of this study were set
1) to study the influence of the perception of human resource management systems
on the employee performance in Thailand’s state enterprises and 2) to test the
mechanism linking in the relationship between the perception of human resource
management systems and employee performance in Thailand’s state enterprises.
The results in the study showed that the perception of human resource management
systems have positive influence on the employee performance in Thailand’s state
enterprises. Moreover, it was found that job satisfaction, organizational commitment,
job effort and human capital are variables that link the relationship between the
perception of human resource management systems and the employee performance

in Thailand’s state enterprises, too.

Keywords: Human resource management systems, Job satisfaction, Organizational

commitment, Job effort, Human capital, Job performance
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Usuayln Bewag 52.73) fanunwausa (Fovaz 52.73) viuegluuivm weendt 6 U (e
Az 29.28) wazilAmauunuuInnii 45,000 v AoLhau (5a8as 59.79)
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£ L a o o
a5 wedl wazygeus Adening

A9 2 HANITIATIEATINTTUUN (n = 567)

Gy A A dwu msuva
fian  gem  weds  eauy e
NI

NMITUFTUUNMSUIM NN N suywe 111 700 544 917 GOINTERGAR
Auanelaluay 1.00  7.00 555 987 GR
ANUENRUAUBIANTT 100 700 555 1.005 GR
syl 100  7.00 592 877 a
A lunMsuuRnu 1.00 700 580 931 6N
NamsuHURIY 1.00 700 591 847 &

4

Mnuamsiasideyalumsai 2 wui fegaanigiamiei 2 u Fu3szuu
msusmsninensuyudlussdureuiiegs udlinnuiianelaluniu anugniuivesdnns
nuuywd AnuweealunsufiReu uaginansujdieuluseduge edrlsfinm e
fsanandnidsavunasgiuagnuh ANUWILRInTnnusgIiamiaazdnnuuansaiy

wnfigaluiuanagniuiuesinig waslianuuanairsiudosfigaluiunansuf iR
NaN13IATIERIAYTENBULTIA529

HaMSAATIERIAUTENBUBIE TIINSTUSsTUUNISUSMSVENe N SYEE AN
welalunu amnugnituiuesdns anamenenlunmsufiRau yuuywd uasnanmsujiRau
WU A1 Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) fifinszwing .880-
945 uanyi1 Muvsiianuduiusuge Samnzandmiunisiianeosduseneu (Hair,
Black, Babin, & Anderson, 2014 ) wa¥ Bartlett's Test of Sphericity Ay 5290.314
(p < .001) uamyi WvSnavdTLSUANANsNIMYENIeNd nuaifiseRuaddey 001 Favnefa
AudUsTEnIRLUs idaszaIniu Seanansaldinaianisinseiesdusenauiiodn

| @

ngudauyslel (fagn nieddymn, 2556 ) anuan1siiasiziesddszneunsiuissuunis
a ) ¢ | oA a I3 a ot al @ I3 |

UIMMIngINTUYEE wu LiNeesavsznounen daliumtnesrusenausening .691-.846

WazaIN150SUIEANULUSUTIULASREAY 62.457 TA1ANuLTeITUN 964 fes1eazidunly

AN519% 3
WNANI5ILATILBIAUILNDULT B LY

a ¢ ¢ a A& o oa ¢ 1 ' o Y v
NANTSILATIENDIAUTENDULTIB U U Tinweii1 AnRduAIuwlsUTIunanals
(Average variance extracted: AVE) A15ilA1 20.50 399gfialain fmuUsuiandazfiaiuisa
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a3ureAuLUsUsINvesiksdunaldegrafisane Araadeduvesiuusuis
(Composite reliability: CR) fifnannn31 0.70 wansdn wmsinfinudesiuf udvndien
581714 0.6-0.7 Niie3nweusula (Hair et al, 2014, p. 619) wagA1 Cronbach's alpha
coefficient (@) Aasiien sewing 60-.70 TulU (Hair et al, 2014, p. 123) M1 )°, }/df, GF,
NFI, RFI, IFI, TLI, CFl, wag RMSEA aa5dlAn >0.05, <5.00, >0.90, >0.90, >0.90, >0.90, >0.90,
20.90, 20.90, 20.90, Uag <0.08 AU

Mssuiszuunisuimaninensuywd anuianelalunu anugnifuiuesdnis
AU e nlun1sU RO Nuuyed wasnamsufuRnu wuid fiAndsAnuunUsUTIud
anmla (Average variance extracted: AVE) 51inq .518-.856

= a ¢ a o
A15197 3 wamazviesiUsEnoulsdTIRlagau (n = 320)

KMO Bartlett's Minimum Maximum % of Cronbach's
Test of of Loading  of Loading Variance alpha

Sphericity Factors Factors coefficient
HRMS 0.945 5290.314%** 0.691 0.846 62.457 0.964
JS 0.880 1533.189*** 0.788 0.897 74.346 0.928
oC 0.959 5284.178%** 0.698 0.901 72.440 0.971
JE 0.768 886.342%** 0.941 0.956 89.837 0.942
HC 0.851 1034.566*** 0.893 0.928 82.653 0.930
JP 0.840 946.429*** 0.875 0.919 80.582 0.917

wevg. HRMS = msfuszuumsuimsnineinsuywd, JS = avwfenelaluny, OC = Anugnituiuesdnns, JE

= arunerenlunsu iR, HC = yuuywsd, JP = wan15ufUiRIU KMO = Kaiser-Meyer-Olkin Measure of
Sampling Adequacy ’

a a a a4 W
A15197 4 nanTiAsIsiesAUsEnaustudulagazl (n = 567)

AVE CR a XZ Xz/df GFI NFI RFI IFI TLI  CFl  RMSEA
HRMS 518 .949 952 024 1501 .989 .994 976 998 992 998 .030

JS 631 910 914 001 3946 988 .992 976 .994 982 .994 072
oC 686 970 968 .000 3.892 950 976 954 982 966 .982 071
JE 856 947 947 000 4.121 946 974 965 .980 973 .980 074
HC 787 936 936 .000 4.121 946 974 965 .980 973 .980 .074
JP 621 984 932 000 4.121 946 974 965 980 973 .980 .074

wewe: HRMS = mssuissuunsudmsminetnsuyed, JS = anuiawelaluay, OC = anugniuiuesdnis, JE
= anunereulunsuf iR, HC = uuywd, JP = nan13UiReru KMO = Kaiser-Meyer-Olkin Measure of
Sampling Adequacy
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s urdl wavygyeliud Misning

w2
21

Nnamsiasiteyalumsisd 4 wut yadudsiien AVE gandn 0.50 Fadtelen
fudsuraudazfainsoeduisauuysunuvesiulsdaunalaegieane de1 CR gandn
0.70 uami1 inasidleuderdiui fif a inadn 70 Fefieindianuideriugs uwinwudn an
x ° ffeddgymeadinndauds sieil esainndudedradivunnlug fofu HI3839A73
fsanadadu ieidunusinnuaenadesvedlina (faen 1ndvddyn, 2556, p. 109)
Tdun én y°/df ewndn 5.00 A1 GFL, NFI, RFI, IFl, TLI, CF1 3nAN31 .90 wagAn AMSEA Yo

L3

i1 .80 Jsannsaazulin lunavesynesduszneulinnuasnandesiudeyaleuszdny
NAN1INAFBUHNNAFIU

MNMSVIAABUANNAF A 1 WU N55U3TLUUNSUIMININeINTUYYY 18v3wa
BavandenamsujiRcnuvesniinay egaiifodidynieadaf <001 Tnefadulszans
Wdunait 360 uagiitedineadndl <001 uenani Sawudn relative chi-square, GF,
NFI, RFI, IFl, TLI CFI and RMSEA fianwinfiu 4.520, 938, .963, .913, 971, 931, .971 uay
079 Mgy fedu Teamnsaagulin lumaaunslassasisseninanssuissuunmsuims

ninensuywdtunanmsujiRnuvemineu fanuaenndosiudeyaidesydng

INNISAEBVANNAFIUT 2 wud1 arufisnelaluaiy $8niwaviedauly
AmduiussEnimsiuissuunmsuimamninensuywdiuanurniuiuesdns lnedvdwa
MINTTDINTFUTTTUUMSUIM NN nsIyedronuynuAUBsAnseEf £ 0.507 uawdl
sefuiloddiymeediai < 001 luvaufidvinansdenlumuduiussewinmsiufazuums
Uimniwensuyed dernugnifuivesdms duanuieelslunuegi £ 0.327 (0.827 X
0.395 = 0.327) uenanil Sanwuin relative chi-square, GFI, NFI, RFl, IFl, TLI CFl and
RMSEA difnvinfiu 4.282, 839, 910, 871, 930, 898, .929 ua 076 Ay awainanil
duaenadesiunasinanariudadnedy snunaves GFI fu RFI Aiteendt .90 agaslsiinu
Un3vIN13Na1191 A1 GF/ > .80 (Doll, Xia, & Torkzadeh, 1994, p. 456) uavAn RF > .85
(Baumgartner & Homburg, 1996, p. 153) fiflad1 finnudenadas fati eanunsaazuladn
Tunaaunsiassadie favsnaundu (Partial mediation effect) faitldpSursudadnasiu

NN SNFBUANNRFIUT 3 WU ﬁqms%’ué’sxwmw%msw%’wmnsmgwé way
Anuianelaluanu thﬁﬁﬁw‘ﬁwaﬁu’qmqmaLLazmﬁamiaﬂfnmwmmu’lumsﬂﬁﬂ’amu K
ArugniuiUeAnis TnefidndudssAvidumadviwanansauasnisiudasuunisudms
ningnauywd I8viwasennuynifuiuesinms uasauwenewlunisufoiem 9 g 637

' ]
1 4 C9 o w aada o W a I

pededAnyn1eaiaf <.001 wag B .105 setudAynIeaian <.05 auainu Tuvugi
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a

dvdwannssvasmuiiswelalunuseanurniuiuesdnmsivaumensalunsufinau
findulsyansidunad B .495 detdeddymeadafl <001 uay B.136 fetuddymada
71 <.001 auddy drudvswansdenlumnudiussewinimsiuissuumsudmsminens
uywduameneulunsUfoRanu iumnusniusuesdng faduussansidumad
B 0.604 (0.637 X 0.634 = 0.404) Turauefidninan1sdeuvesanuduiusszninsannuds
welalunutueumealunsuoRnu sunnugniuiuesdinig Sedussaviidumad
£ 0.314 (0.495 X 0.634 = 0.314) uaﬂmﬂﬁ ganua relative chi-square, GFI, NFI, RFI, IFl,
TLI CFl and RMSEA idnwiniu 4.913, 814, .886, .844, .907, 872, .906 uaz .083 Awa1AU
fu eanunsnazuléan lumalifinnuasandestuieyaldeussdny ilesanada
NFI (.886), RFI (844), TLI (872) uag RMSEA (.083) fiinlaingluinausifieanansaensuld

MNMIMAABUALLAZILA 4 wui AnamensmlunsuisRau Wusuusiulay
auysalluanuduiusseninmsiuisruumsuimmingnsuysdiunanisujifau uag
sgmhsamugniuiuesdmsfunansuf Ry Taefiduussansidumadl £ 0.091 (0.216
X 0.423 = 0.091 waz B 0.319 (0.755 X 0.423 = 0.319) MuaAU wenanil Samuin relative
chi-square, GFI, NFI, RFI, IFI, TLI CFl and RMSEA idwvinfiu 4.820, 836, .894, 853, .914,
880, .914 uay 082 Audu faiu Feanunsoasulidn Tuealdfruaesndeafuteyaids
Uszdne 1flosanadii NFI (849), TLI (880) uag RMSEA (082) danlisgluinasifianunse
gousulel

PNNITVAdOUANLATIUA 5 WUt Nuuywd Wuiuusiuudnluanuduiug
smNsTuisruunsuimsninensuywdfiunanisuiRenu lagdvinanimsesening
mssudsruumsuImainensuysdfunamsUfiRnulisdussaviiduneeyd £ -0.069
shetludifyneadian .05 daudvinamsdeniBiuanveanisiuissuumsuimmineans
uywdrenansUiTRuveaniinauiiiduyssaviidunsegd B 0.565 (0.435 X 0.874 =
0.380) wenannil Sawuin relative chi-square, GFI, NFI, RFI, IFl, TLI CFI and RMSEA a1
Wity 3.716, .920, 951, 918, .964, .939, .964 waw .069 Mudy fatu eaunsaaguldin

Tuaiimuaenadesdiiudoyaasedndaunusidniu
n1saAus1ena (Discussion)

INMINAdDUALNAFINTINAU Fznudn atduayuynauufgiunasll vaneainudn
1) M3sudszuumsuimamsneinsuywd InarensuiReuveswinaiu dedu wilnawud

[

U§sruunisuimsninensuyudluseduiuandieiu deudinansujuianulussdui
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a5 wzdl wazygyoriud Rdeving

uaneinefiu atls sadmsildssuunsuimaminensuywdeniu devdwasonan1suf iRy
YDINUNMUNUANANUME Fanan1sAnwIRInaIliaenadasiuNanIsANYIVe Hsi-An et al.
(2010), Aryee, Walumbwa, Seidu, and Otaye (2012), Gibbs and Ashill (2013), Karatepe

v

(2013) uaw Latorre et al. (2016) 2) Aawitenelalunu Wusuusiienlossewinansius
srUuMsUIMIMINeInsIYwdiuaugniuivesdnis Inellaiuduiuslugiusaoduls
ARINTRRT ol %‘aLﬂumsﬁué’uﬁw%wa‘umms%’uﬁszuumiﬁmiw%’wmﬂiwwéd’l 1dana
Tnenseissonufiswslaluamy uagarugniuifussdinig waziidvswalagdousaauyniy
fiuasAn1s duauitanelaluiu sgalsiniyg anmsdnwienAdefiium Sdlinuna
nsAnwlagldmnuiiseladuinusiusgninansiuissuunsuimminensuywdiv
Anugnuiuesdns usiinamsinuiinuauduiudidauanseniensiudsruumsuins
niwgnsuywdiuauianelalusu (Bashir, Jiangiao, Zhao, Ghazanfar, & Khan, 2011;
Garcia-Chas, Neira-Fontela, & Castro-Casal, 2014; Garcia-Chas, Neira-Fontela, & Varela-
Neira, 2016; Giannikis & Nikandrou, 2013; Gibbs & Ashill, 2013; Hsi-An et al., 2010;
Latorre et al., 2016; Macky & Boxall, 2007; Messersmith, Patel, & Lepak, 2011; Mihail &
Kloutsiniotis, 2016; Wei, Han, & Hsu, 2010; Wood, Van Veldhoven, Croon, & de
Menezes, 2012; Wu & Chaturvedi, 2009; Yanadori & Jaarsveld, 2014; M. Zhang, Zhu,
Dowling, & Bartram, 2013) Anudiusideuinssninmsiuissuunsuimsminensuyed
uANUKNUIUBIANTS (Bashir, Jiangiao, Zhang, et al., 2011; Farndale, Hope-Hailey, &
Kelliher, 2011; Giannikis & Nikandrou, 2013; Gibbs & Ashill, 2013; Kehoe & Wright, 2013;
Messersmith et al., 2011; Van De Voorde & Beijer, 2015) WagAU&UNUSITIUINTENIN
aufisnalalunuiuauyniuiuesdnis (Crow et al, 2012; Gibbs & Ashill, 2013;
Mathieu & Zajac, 1990; Meyer et al., 2002; Scott-Ladd, Travaglione, & Marshall, 2006:
Testa, 2001) fethu pefinseineg 5&?\’3313’1u,mﬁﬂmfumsu‘%msmuﬁﬁﬂssﬁw’%qumﬂ%‘lu
mstimminensuyed Weiaiuairsnnuiimelaluny uazaruynituifuesdnis 3) i
wsiiiBvdnaseaumerslunisufdrauie nMsiuisruumsuimanine nsuywdiu
awitawelalunu Jauandlidiui anufanelalue usudsinuedanlunnuduiug
srhamsiussuumsuimsnuiivssans amgetunramensalunisufoiau egalsi
g nmsAnwenAdeluedn linunmsdnwanufiswelalunmsugiRnulugiugius
iuluanuduiusssnitenisiuissuunisudmaminensuywdiuanunerenslunis
UjuRanu uanuirdimsfnsuagnuanuduiusseninmsiudssuunmsudmminenns
wywdiuauiianalalus Ananudidnediu uasnwumnudiiussewineauiiowelaluay
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fumuwenelunsUFReu Testa (2001) uag Fu et al. (2009) sai aafnssiag Saans
thszuumsudmsauiivssansamganlilunsuimsnuninensiged eiluilady
duasulviminanudanugniuiuesdnis wasianunerenlunisufianuluesdns 4)
anameslunsUfiReuuiudesanuduiudiaseninansiuiszuunisuims
ningIn Uy iunansUfuRuvesndneu wagsenitennugniuiuesanisiunanis
UftRaureaniing Seaenndesnanisdineves Meyer et al. (2002) fiwudn wilnewiidl
ANUENTUAUBIANTT AzneeuensEAuRan SUJURNuTa NNy Faifu pedmsfidaans
pnszdunan1sUfTRuremtneuisesinnudifyfunisiissuunsuimsauii
Uszansanganldlumsuimaminensuyuwduasesinis wazadshinnudidydunisasng
anupnuiuesAnIsuAndnausie war 5) Nuuywdidududsiiuuednluannuduiug

LUININTTUTTEUUNSUTIM IS Nsuysdiunan sUj iR uvemtdnau na1afe mssus
spuumMsUmIinensuyed f8viwasonanisufiRnuresniinau Hilnenss uwaglae
Sour UL YT AAEDITUNANITAN YYD Chakrabarti (2012) wazdsewad 1309nu
(2555) fathu pemsiidpsmsenseRunansUiiRnuresningy Fsmstvunulsuisuas
nagmsmssiunuvesesdnmslagliinnudidyfumsiauyuuysd Wehaadutaded

Wlugnsenseaunanmsuiiauesminausely

Jo31NAVBINISANEI (Limitation)

v
1 a °

flosann msdnwiadsil unmmﬁ’mLLax'l%'m'iﬁnmﬂu’aL%mmmwLLasL%aU“imm (el
unpatuiiiiausiamzamsidiainainby) Sahlildansodnuldanmane
033 InefAduldiAvdoyasnigiamiaivanzdoulunanandnning 2 oedns loun
U3d Uam. St ) funsn nstiulne S (naw) whidu uaglildinsdiney
udeyaanesdnisdu q Genafijuuuumsiidunuazsneiunseiuly  3soradu
fosrialunisedunelugrundufunuesiziamialne egslsfau nansAnwiidudiu
wela lesanuifinaginuainesdnsiiios 2 us uinansAneiasiinudenadosiaiy
nouiuazransAnulusfndinusnluynauudgiu ol windifaulevihnsiselusuenly
Uiunvesiyiamialng eraitudnuesdmsietidlinseunaubeiu fasduustloviuas
Wudoyadadusunuesigiauialneldtaausedy

@ Y a o o
MIAITM IR NGNS BIUALBIANTT U 13 adun 1/2564



L@NE1591994 (References)

fag Nivddayun. (2556). N15UATIXYAUNISIATIETIN (SEM) A3g AMOS. NFUNNA: d3an.

Iszned Boanu. (2555). nalnienlssrnudiiusseminassuunansufiRaugetunans
UfuRnulsneIua. 21557507599073, 1(2), 9-23.

Abramis, D. J. (1994). Relationship of job stressors to job performance: Linear or an
inverted-U? Psychol Rep, 75(1), 547-558.

Ahmad, M., Shahzad, N., Waheed, A., & Khan, M. (2014). High involvement
management and employees performance: Mediating role of job satisfaction.
European Journal of Business and Management, 6(31), 230-243.

Armstrong, M. (2012). Armstrong's handbook of human resource management
practice 12" ed.). London, UK: Kogan Page.

Aryee, S., Walumbwa, F. O,, Seidu, E. Y. M., & Otaye, L. E. (2012). Impact of high-
performance work systems on individual- and branch-level performance: Test
of a multilevel model of intermediate linkages. Journal of Applied Psychology,
97(2), 287-300.

Barney, J. B., & Clark, D. N. (2009). Resource-based theory: Creating and sustaining
competitive advantage. New York, NY: Oxford University Press.

Bashir, M., Jiangjao, L., Zhang, Y.-J., Ghazanfar, F., Abrar, M., & Khan, M. M. (2011). The
relationship between high performance work system, organizational
commitment and demographic factors in public sector universities of Pakistan.
Interdisciplinary Journal of Research in Business, 1(8), 62-71.

Bashir, M., Jiangiao, L., Zhao, J., Ghazanfar, F., & Khan, M. M. (2011). The role of
demographic factors in the relationship between high performance work
system and job satisfaction: A multidimensional approach. International
Journal of Business and Social Science, 2(18), 207-218.

Baumgartner, H., & Homburg, C. (1996). Applications of structural equation modeling in
marketing and consumer research: A review. International Journal of Research
in Marketing, 13(2), 139-161.

Boxall, P., & Macky, K. (2007). High-performance work systems and organisational
performance: Bridging theory and practice. Asia Pacific Journal of Human
Resources, 45(3), 261-270.

Human Resource and Organization Development Journal Vol. 13 No. 1/2021



cala

HAYBITEUUMIUIM VSN InsuywifisemsujiRnuresminnuiziamialne

18

Chakrabarti, D. (2012). Impact of high performance work systems on performance of a
firm: A study of service sector in India. Saarbricken, Germany: Lap Lambert
Academic.

Chang, E. (2006). Individual pay for performance and commitment HR practices in
South Korea. Journal of World Business, 41(4), 368-381.

Chang, Y. -Y. (2015). A multilevel examination of high-performance work systems and
unit-level organisational ambidexterity. Human Resource Management
Journal, 25(1), 79-101.

Crow, M. S., Lee, C. B., & Joo, J. J. (2012). Organizational justice and organizational
commitment among South Korean police officers: An investigation of job
satisfaction as a mediator. Policing: An International Journal of Police
Strategies & Management, 35(2), 402-423.

Doll, W. J,, Xia, W., & Torkzadeh, G. (1994). A confirmatory factor analysis of the end-
user computing satisfaction instrument. MIS Quarterly, 18(4), 453-461.

Farndale, E., Hope-Hailey, V., & Kelliher, C. (2011). High commitment performance
management: The roles of justice and trust. Personnel Review, 40(1), 5-23.

Fu, F. Q., Bolander, W., & Jones, E. (2009). Managing the drivers of organizational
commitment and salesperson effort: An application of Meyer and Allen's
three-component model. Journal of Marketing Theory and Practice, 17(4),
335-350.

Garcia-Chas, R., Neira-Fontela, E., & Castro-Casal, C. (2014). High-performance work
system and intention to leave: A mediation model. International Journal of
Human Resource Management, 25(3), 367-389.

Garcia-Chas, R., Neira-Fontela, E., & Varela-Neira, C. (2016). High-performance work
systems and job satisfaction: A multilevel model. Journal of Managerial
Psychology, 31(2), 451-466.

Giannikis, S., & Nikandrou, I. (2013). The impact of corporate entrepreneurship and
high-performance work systems on employees' job attitudes: Empirical
evidence from Greece during the economic downturn. International Journal

of Human Resource Management, 24(19), 3644-3666.

NIAITMINAUMNINEINTUYBIUAZBIANT U 13 atun 1/2564



385 uzdl wavygyetiud Adeniwg

19

Gibbs, T., & Ashill, N. J. (2013). The effects of high performance work practices on job
outcomes. International Journal of Bank Marketing, 31(4), 305-326.

Guest, D. E. (1991). Personnel management: The end of orthodoxy? British Journal of
Industrial Relations, 29(2), 149-175.

Guthrie, J. P, Flood, P. C,, Liu, W., & MacCurtain, S. (2009). High performance work
systems in Ireland: Human resource and organizational outcomes. The
International Journal of Human Resource Management, 20(1), 112-125.

Hair, J. F., Jr., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). Multivariate data
analysis: Pearson new international edition (Yth ed.). Essex, UK: Pearson.

Heneman, H. G., & Schwab, D. P. (1972). Evaluation of research on expectancy theory
predictions of employee performance. Psychological Bulletin, 78(1), 1-9.

Hsi-An, S., Yun-Hwa, C., & Chu-Chun, H. (2010). High involvement work system, work-
family conflict, and expatriate performance - examining Taiwanese expatriates
in China. International Journal of Human Resource Management, 21(11),
2013-2030.

Karatepe, O. M. (2013). High-performance work practices and hotel employee
performance: The mediation of work engagement. International Journal of
Hospitality Management, 32, 132-140.

Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance human resource
practices on employees’ attitudes and behaviors. Journal of Management,
39(2), 366-391.

Kroon, B., Voorde, K., & Timmers, J. (2013). High performance work practices in small
firms: A resource-poverty and strategic decision-making perspective. Small
Business Economics, 41(1), 71-91.

Lai, M.-C., & Chen, Y.-C. (2012). Self-efficacy, effort, job performance, job satisfaction,
and turnover intention: The effect of personal characteristics on organization
performance. International Journal of Innovation, Management and
Technology, 3(4), 387-391.

Latorre, F., Guest, D., Ramos, J., & Gracia, F. J. (2016). High commitment HR practices,
the employment relationship and job performance: A test of a mediation

model. European Management Journal, 34(4), 328-337.

Human Resource and Organization Development Journal Vol. 13 No. 1/2021



cala

HAYBITEUUMIUIM IV N INsuywiniinensujiinuveaminausgiamialng

20

Lawler, E. E. (1986). High-involvement management: Participative strategies for
improving organizational performance. San Francisco, CA: Jossey-Bass.

Luthans, F. (2011). Organizational behavior: An evidence-based approach (12th ed.).
New York, NY: McGraw-Hill.

MacDuffie, J. P. (1995). Human resource bundles and manufacturing performance:
Organizational logic and flexible production systems in the world auto
industry. Industrial & Labor Relations Review, 48(2), 197-221.

Macky, K., & Boxall, P. (2007). The relationship between ‘high-performance work
practices’ and employee attitudes: An investigation of additive and interaction
effects. The International Journal of Human Resource Management, 18(4),
537-567.

Mao, N., Song, H., & Han, Y. (2013). High-performance work systems and influence
processes on employees' attitudes: Perspectives from China. International
Journal of Manpower, 34(7), 736-752.

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents,
correlates, and consequences of organizational commitment. Psychological
Bulletin, 108(2), 171-194.

McClean, E., & Collins, C. J. (2011). High-commitment HR practices, employee effort,
and firm performance: Investigating the effects of HR practices across
employee groups within professional services firms. Human Resource
Management, 50(3), 341-363.

Messersmith, J. G., Patel, P. C., & Lepak, D. P. (2011). Unlocking the black box:
Exploring the link between high-performance work systems and performance.
Journal of Applied Psychology, 96(6), 1105-1118.

Meyer, J. P, Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective,
continuance, and normative commitment to the organization: A meta-analysis
of antecedents, correlates, and consequences. Journal of Vocational
Behavior, 61(1), 20-52.

Mihail, D. M., & Kloutsiniotis, P. V. (2016). The effects of high-performance work
systems on hospital employees' work-related well-being: Evidence from

Greece. European Management Journal, 34(4), 424-438.

NIAININRUM NN IUYBIUALDIANTT U0 13 adui 1/2564



Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational
commitment. Journal of Vocational Behavior, 14(2), 224-247.

Nadler, D., Gerstein, M. S., & Shaw, R. B. (Eds.). (1992). Organizational architecture:
Designs for changing organizations. San Francisco, CA: Jossey-Bass.

Porras, J. I, & Hoffer, S. J. (1986). Common behavior changes in successful organization
development efforts. The Journal of Applied Behavioral Science, 22(4), 477-
494,

Posthuma, R. A., Campion, M. C., Masimova, M., & Campion, M. A. (2013). A high
performance work practices taxonomy: Integrating the literature and directing
future research. Journal of Management, 39(5), 1184-1220.

Ruanggoon, J. (2015). The impacts of resource-based view determinants on hospital
performance in Thailand (Doctoral dissertation). National Institute of
Development Administration, Bangkok, Thailand.

Scott-Ladd, B., Travaglione, A., & Marshall, V. (2006). Causal inferences between
participation in decision making, task attributes, work effort, rewards, job
satisfaction and commitment. Leadership & Organization Development
Journal, 27(5), 399-414.

Takeuchi, R., Lepak, D. P., Wang, H., & Takeuchi, K. (2007). An empirical examination of
the mechanisms mediating between high-performance work systems and the
performance of Japanese organizations. Journal of Applied Psychology, 92(4),
1069-1083.

Testa, M. R. (2001). Organizational commitment, job satisfaction, and effort in the
service environment. The Journal of Psychology, 135(2), 226-236.

Van De Voorde, K., & Beijer, S. (2015). The role of employee HR attributions in the
relationship between high-performance work systems and employee
outcomes. Human Resource Management Journal, 25(1), 62-78.

Walton, R. E. (1985). From control to commitment in the workplace. Harvard Business
Review, 63(2), 77-84.

Wei, Y. -C, Han, T. -S., & Hsu, I. C. (2010). High-performance HR practices and OCB: A
cross-level investigation of a causal path. The International Journal of Human

Resource Management, 21(10), 1631-1648.

Human Resource and Organization Development Journal Vol. 13 No. 1/2021



a @ caa a va o v a a
Na'UEN53UUﬂWiUiM'ﬁWsWU"lﬂiuHEUWﬂWan'ﬁﬂ{]uﬂqquwaqwuﬂﬂquiﬁ’laqﬂﬂﬁﬂwEJ

2.

Wood, S., Van Veldhoven, M., Croon, M., & de Menezes, L. M. (2012). Enriched job
design, high involvement management and organizational performance: The
mediating roles of job satisfaction and well-being. Human Relations, 65(4),
419-445.

Wu, P.-C., & Chaturvedi, S. (2009). The role of procedural justice and power distance in
the relationship between high-performance work systems and employee
attitudes: A multilevel perspective. Journal of Management, 35(5), 1228-1247

Yanadori, Y., & Jaarsveld, D. D. (2014). The relationships of informal high performance
work practices to job satisfaction and workplace profitability. Industrial
Relations, 53(3), 501-534.

Yoon-Ho, K., Dong-One, K., & Ali, M. A. (2015). The effects of mutual trustworthiness
between labour and management in adopting high performance work
systems. Relations industrielles, 70(1), 36-61.

Zhang, B., & Morris, J. L. (2014). High-performance work systems and organizational
performance: Testing the mediation role of employee outcomes using
evidence from PR China. International Journal of Human Resource
Management, 25(1), 68-90.

Zhang, M., Fan, D., & Zhu, C. (2014). High-performance work systems, corporate social
performance and employee outcomes: Exploring the missing links. Journal of
Business Ethics, 120(3), 423-435.

Zhang, M., Zhu, C. J., Dowling, P. J., & Bartram, T. (2013). Exploring the effects of high-
performance work systems (HPWS) on the work-related well-being of Chinese
hospital employees. International Journal of Human Resource Management,
24(16), 3196-3212.

wlasanansansdaniwlneiduniendange (Translated Thai References)

Wanitbancha, K. (2013). Kan wikhrg samakan khrongsang (SEM) duai AMOS [Structural
Equation Modelling (SEM) using AMOS]. Bangkok: Samon da.

Ruanggoon, J. (2012). Konkai chuam yong khwamsamphan rawang rabop phonkan
patibat ngan sung kap phonkan patibat ngan rongphayaban [The
mechanisms link between high performance work system and hospital

performance]. WMS Management Journal, 1(2), 9-23.

NsAIMINAUIMSNINTNYBIUALDIANTT U 13 avui 1/2564



