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Abstract

	 In today's rapidly evolving business landscape, employee participation and trust are crucial  

for team performance and long-term success. However, the complex relationship between these 

factors requires further investigation. Therefore, this study examines salespersons in Thailand's 

merchandise industry with the key objective to determine the causal relationship model of  

employee participation, trust in coworkers, and task performance. This quantitative approach 

study analyzed empirical data from a sample of 388 salespersons, using questionnaires and struc-

tural equation modeling to ensure an acceptable data fit. The study results found that employee 

participation positively influenced employees' task performance with a path coefficient of 0.81, 

and employee participation positively influenced trust in coworkers with a path coefficient of 

0.77. However, trust in coworkers did not influence their performance and was not the mediator 

between participation and performance, with a path coefficient of -0.01. This research value sheds 

light on the importance of salespersons offering organizations actionable insights to tailor strategies 

that promote participation, cultivate trust, and foster long-term employee performance. 
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Introduction

	 In today's rapidly evolving business 

landscape, employee participation and trust 

are crucial for team performance and long-

term success. However, the complex relation-

ship between these factors requires further 

investigation. The Ability, Motivation, and 

Opportunity (AMO) framework, a powerful an-

alytical tool in Human Resource Management 

(HRM), emphasizes enhancing employee abili-

ties, motivation, and opportunities to achieve 

sustainable HRM outcomes (Bos-Nehles, et al., 

2023, pp. 725-739). This aligns with the growing 

focus on employee commitment, trust, and 

well-being, which can positively impact individ-

ual task performance and enhance employee 

participation (Yang and Yang, 2024, pp. 269-

290). 

	 In today's complex, interdependent 

work environments, cultivating trust is indis-

pensable for fostering productive relationships 

and a positive work atmosphere (Hoang, et al., 

2022, pp. 1-13). Trust is a multifaceted con-

cept that encompasses various dimensions. 

It involves a willingness to rely on others, a 

belief in their competence and integrity, and 

a sense of psychological safety (Moorman, 

Zaltman and Deshpande, 1992, pp. 314-328; 

Morgan and Hunt, 1994, pp. 20-38). Trust in 

coworkers refers to individuals' reliance and 

vulnerability towards their colleagues within 

professional relationships. This trust is essen-

tial for collaboration, knowledge sharing, and 

overall team performance (Majeed, Kayani 

and Haider, 2021, pp. 1-22). The literature es-

tablishes a clear connection between positive 

workplace exchanges, characterized by trust 

and participation, and employee well-being, 

which is a critical driver of task performance. 

This includes a sense of fairness, trust, and 

reduced absences. The literature establishes a 

clear connection between positive workplace 

exchanges, characterized by fairness and trust, 

and employee well-being, a critical driver 

of both health and workplace performance 

(Guest, 2017, pp. 22-38). Such reciprocity within 

the employment relationship aligns with social 

exchange theory, underscoring the importance 

of mutual trust and support in the workplace.

	 Employee participation, the active 

involvement of employees in decision-making 

and problem-solving, has been consistently 

linked to positive outcomes such as job satis-

faction, retention, organizational commitment, 

and innovation (Benn, Teo and Martin, 2015, pp. 

492-510; Curzi and Ferrarini, 2024, pp. 51-67; 

Guchait and Cho, 2010, pp. 1228-1247; Harter,  

Schmidt and Hayes, 2002, p. 268). Employees 

who feel their contributions are valued are 

more likely to experience higher motivation 

and a profound sense of ownership over their 

work. This positive attitude and perception 

change can also reduce turnover intention 

(Chen, Fay and Wang, 2011, pp. 85-94). Partici-

pation's positive influence extends across mul-

tiple domains, from improved health (Hunter, 

et al., 2018, pp. 349-363) to enhanced service 

behaviors (Xu, et al., 2023, pp. 218-234) and 

superior performance outcomes (Lau and Tan, 

2012, pp. 151-185). Motivation and perception 

are central to the link between participation 

and volunteering (Sekar and Dyaram, 2021, 

pp. 512-528). Frameworks like the expectancy 

model (Jabroun and Balakrishnan, 2000, pp. 
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56-66) and an analysis of organizational factors 

(Little, Wordsworth and Malinen, 2020, pp. 

37-39) offer further insights into participation, 

motivation, and performance dynamics.

	 While existing research has explored 

the relationships between trust, participation, 

and performance, these dynamics still need 

to be investigated within the unique cultural 

context of Thailand's merchandise industry. 

Studies examining individual factors like mind-

fulness (Charoensukmongkol, 2024, pp. 52-68) 

or improvisational behavior (Charoensukmon-

gkol and Pandey, 2023, pp. 766-784) on Thai 

salesperson performance highlight the need 

for a more nuanced understanding of the  

interplay between employee participation, 

trust in coworkers, and task performance.

	 This is particularly crucial in Thailand's 

merchandise industry, a cornerstone of the 

nation's economy, where salespersons are 

pivotal in driving sales across diverse sectors. 

The industry's high reliance on interpersonal 

interactions underscores the importance of 

trust and participation. However, Thailand's 

collectivist culture, emphasizing group harmo-

ny and deference to authority, may influence 

these dynamics differently from Western 

contexts. Therefore, this study aims to fill this 

gap by examining the interplay between em-

ployee participation, trust in coworkers, and 

task performance within the Thai merchandise 

industry. By understanding these relationships 

in this culturally specific setting, we can devel-

op tailored HRM strategies that enhance per-

formance within this unique context, thereby 

potentially improving the overall performance 

of the industry.

Literature Review

Employee participation

	 Employee participation, defined as 

the active involvement of employees in de-

cision-making and problem-solving processes, 

has been consistently linked to a wide range 

of positive outcomes. These outcomes en-

compass enhanced job satisfaction, increased  

retention rates, stronger organizational com-

mitment, and heightened innovation (Guchait 

and Cho, 2010, pp. 1228-1247; Harter, Schmidt 

and Hayes, 2002, p. 268). The positive impact 

of participation is attributed to employees 

feeling valued and empowered, leading to in-

creased motivation, a sense of ownership over 

their work, and reduced turnover intention 

(Chen, Fay and Wang, 2011, pp. 85-94).

	 In the sales context, employee partici-

pation is particularly crucial due to the dynamic  

and customer-centric nature of the work. Re-

search has shown that when salespersons are 

involved in setting sales targets, developing 

strategies, and making decisions related to 

their work, it can significantly enhance their job 

satisfaction, motivation, and ultimately, their 

sales performance ( Herjanto, Amin and Fati-

mah, 2024, pp. 183-198; Høgevold, et al., 2024, 

pp. 201-224). This active involvement allows 

them to leverage their expertise and knowl-

edge of customer needs and market trends 

and fosters a sense of ownership and commit-

ment to achieving organizational goals. More-

over, where adaptability and responsiveness to 

market changes are essential in sales, employ-

ee participation can be a key driver of innova-

tion. By involving salespersons in identifying  

opportunities for improvement and developing 
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creative solutions, organizations can tap into 

their frontline insights and enhance their ability 

to adapt to evolving customer demands. For 

example, a salesperson who regularly interacts 

with customers may have valuable insights 

into emerging trends or unmet needs, which 

can be leveraged to develop new products or 

services. Additionally, involving salespersons in 

developing sales strategies can lead to more 

effective and targeted approaches, as they 

deeply understand the customer base and the 

competitive landscape. Participation's positive 

influence also extends to enhanced service 

behaviors (Xu, et al., 2023, pp. 218-234) and 

superior performance outcomes (Lau and Tan, 

2012, pp. 151-185). Frameworks like the expec-

tancy model (Jabroun and Balakrishnan, 2000, 

pp. 56-66) and an analysis of organizational fac-

tors (Little, Wordsworth and Malinen, 2020, pp. 

37-39) offer further insights into the dynamics 

of participation, motivation, and performance.

	 Thus, we hypothesize the following:

	 H1: Employee participation positively 

influences employee performance.

Trust in Coworkers

	 A significant aspect of participation's 

influence on organizational success is its abil-

ity to build trust within the workplace. Trust, 

broadly defined, involves a willingness to rely 

on others and accept a degree of vulnerability 

(Moorman, Zaltman and Deshpande, 1992, pp. 

314-328; Morgan and Hunt, 1994, pp. 20-38). 

This sense of trust lays the foundation for pos-

itive work environments where employees feel 

safe to take risks, collaborate, and share infor-

mation, ultimately empowering them and fos-

tering a sense of value within the organization. 

	 In the sales context, trust is particularly 

crucial due to the interpersonal nature of the 

work and the reliance on colleagues for sup-

port and information sharing. When salesper-

sons trust their coworkers, they are more likely 

to engage in collaborative behaviors, such as 

sharing leads, providing feedback, and offer-

ing assistance, which can enhance individual 

and team performance (Drollinger and Comer 

(2013, pp. 50-59). Moreover, trust among sales 

team members can create a positive team 

climate, characterized by mutual support 

and cooperation, which has been linked to 

increased sales performance (Schwepker and 

Good, 2013, pp. 535-546).

	 Research has shown that employee 

participation can play a significant role in fos-

tering trust among coworkers. When salesper-

sons are involved in decision-making processes 

and feel  their voices are heard, they are more 

likely to trust their colleagues and the organi-

zation (Ahuja and Khamba, 2008, pp. 709-756; 

Yang and Yang, 2024, pp. 269-290). This in-

creased trust leads to improved collaboration 

and communication, enhancing individual and 

team performance.

	 Furthermore, trust in coworkers can act 

as a mediating mechanism between employ-

ee participation and task performance. When 

employees participate in decision-making, they 

are more likely to trust their coworkers, as they 

feel that their opinions and contributions are 

valued. This increased trust can then lead to 

improved collaboration and communication, 

which can enhance individual and team per-

formance.
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	 The sales environment, often char-

acterized by competition and individual tar-

gets, presents unique challenges to building 

trust among coworkers. However, when trust 

is established, it can lead to increased col-

laboration, information sharing, and mutual 

support, ultimately enhancing individual and 

team performance. For example, in a study of 

pharmaceutical sales representatives, (Poon, 

Albaum and Shiu-Fai Chan, 2012, pp. 588-603) 

found that managing trust in direct selling rela-

tionships is crucial.

	 Specific behaviors significantly shape 

coworker trust. For instance, research has 

shown that customer-centric behaviors, such 

as prioritizing customer needs and providing 

excellent service, can build trust among sales 

team members (Guenzi and Georges, 2010, pp. 

114-138). On the other hand, overly compet-

itive or self-interested behaviors can damage 

trust within the team.

	 Therefore, the literature indicates that 

participation, by influencing these key factors, 

is likely to impact trust among coworkers, lead-

ing to our hypothesis positively:

	 H2: Employee participation positively 

influences trust in coworkers.

Task Performance

	 Task performance is a critical aspect of 

organizational behavior and a central concern 

for managers seeking to enhance employee ef-

fectiveness. It encompasses behaviors formally 

recognized and rewarded by the organization, 

aligning with the job requirements outlined in 

job descriptions (Williams and Anderson, 1991, 

pp. 601-617). These behaviors often involve 

cognitive skills, knowledge, expertise, and hab-

its that contribute to fulfilling job responsibili-

ties (Al Kahtani and M. M., 2022, pp. 1-18).

	 In the sales context, task performance 

is typically measured by sales outcomes, such 

as revenue generated, number of deals closed, 

or customer satisfaction ratings. However, it 

also includes other essential activities con-

tributing to sales success, such as prospecting 

new clients, building relationships with existing 

customers, and providing after-sales support. 

Effective task performance in sales requires 

a combination of technical skills, including 

product knowledge and sales techniques, and 

interpersonal skills, such as communication 

and persuasion.

	 Research in the Thai sales context 

suggests that a complex interplay of individual 

and contextual factors influences task per-

formance. For instance, Charoensukmongkol 

(2024, pp. 52-68) found that individual charac-

teristics like trait mindfulness can significantly 

impact sales performance, particularly among 

older salespeople. This highlights the potential 

for mindfulness training to enhance task perfor-

mance among experienced sales professionals 

in Thailand. Moreover, Charoensukmongkol 

and Pandey (2023, pp. 766-784) demonstrated 

the importance of improvisational behavior 

in navigating the challenges of the COVID-19 

pandemic, suggesting that adaptability and 

flexibility are crucial for sales success in a rap-

idly changing environment like Thailand.

	 In addition to individual traits, inter-

personal factors like trust in coworkers have 

also been shown to play a significant role in 

task performance. Drollinger and Comer (2013, 

pp. 50-59) found that colleague trust fosters 
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communication and collaboration within sales 

teams, improving sales performance. Similar-

ly, Schwepker and Good (2013, pp. 535-546) 

demonstrated that trust in the organization, of-

ten built upon trust in coworkers, can positive-

ly influence salesperson performance through 

its impact on ethical decision-making and 

moral judgment. This suggests that fostering 

a trusting and supportive work environment is 

crucial for maximizing task performance among 

salespersons in Thailand.

	 The literature suggests that employee 

participation and trust in coworkers can posi-

tively influence task performance. Employee 

participation can enhance task performance 

by increasing motivation, ownership, and com-

mitment to organizational goals. When sales-

persons are involved in decision-making pro-

cesses, they are more likely to feel invested in 

the outcomes and motivated to achieve their 

targets. Trust in coworkers can also improve 

task performance by fostering collaboration, 

knowledge sharing, and mutual support among 

team members. In a high-trust environment, 

salespersons are more likely to share informa-

tion and resources, collaborate on strategies, 

and help each other overcome challenges, 

all of which can contribute to improved sales 

performance.

	 The literature review suggests that 

both employee participation and trust in  

coworkers are positively related to task perfor-

mance. The relationship between participation 

and performance may be particularly relevant 

in the Thai context, where a collectivist cul-

ture emphasizes teamwork and collaboration. 

Trust in coworkers, meanwhile, may be espe-

cially important in sales environments where 

individuals rely on each other for information, 

support, and resources. Hence, it leads to hy-

potheses 3 and 4:

	 H3: Trust in coworkers positively influ-

ences task performance.

	 H4: Trust in coworkers mediates the 

relationship between employee participation 

and task performance.

Figure 1 Conceptual framework

Methods

Population and Sample

	 This study focuses on the crucial role 

of salespersons in Thailand's merchandise 

industry and their significant contribution to 

the country's economy. At the end of 2023, 

there were 1,145 firms listed in the merchan-

dise industry by the Department of Business 

Development (2024, p. 1). Each firm employed 

approximately 2 to 10 salespeople. While pre-
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vious studies have explored the relationships 

between trust, participation, and performance 

in different contexts, this study will specifically 

investigate the Thai merchandise industry to 

identify challenges and cultural factors that 

shape these dynamics. The study will involve 

full-time salespersons working in merchandise 

businesses across Thailand, offering a compre-

hensive understanding of this critical sector.

	 It is essential to maintain a 10-20:1 ra-

tio of observations to variables is essential to 

ensure a more accurate sample size for stud-

ies with an infinite population. In this study, a 

sample of 390 respondents was selected using 

simple random sampling, as recommended by 

Hair, et al. (2019, p. 391). This method helps to 

improve the representativeness and generaliz-

ability of the results.

Research Instrument

	 The questionnaire comprised four sec-

tions. The first collected demographic data: 

employee gender, age, education level, and 

work tenure. The remaining sections measured 

the following key constructs: Employee par-

ticipation (12 items): This scale was adapted 

from the works of Delery and Doty (1996, pp. 

802-835); Moolprahas (2002, pp. 115-119); and  

Ma Prieto and Pilar Pérez-Santana (2014, pp. 

184-208) to ensure suitability for this study's 

context. Trust in coworkers (5 items): This scale 

drew upon the work of McAllister (1995, pp. 24-

59); Podsakoff, et al. (1990, pp. 107-142); and 

Robinson and Rousseau (1994, pp. 245-259) 

with modifications for contextual relevance. 

Employee performance (5 items): This scale 

was developed from the research of  Carpini, 

Parker and Griffin (2017, pp. 825-885); Koop-

mans, et al. (2011, pp. 856-866); Koopmans, et 

al. (2016, pp. 609-619); Mennens, et al. (2018, 

pp. 500-520); and Ramos-Villagrasa et al. (2019, 

pp. 195-205). All items employed a 5-point 

Likert scale ranging from "strongly disagree" (1) 

to "strongly agree" (5), utilizing a closed-ended 

question format.

	 This research utilized an online, 

self-administered questionnaire. The instru-

ment was thoroughly developed based on a 

comprehensive literature review to operation-

alize the study's key variables. To ensure the 

instrument's rigor, a panel of three experts in 

the management field assessed its content 

validity. The Index of Item Objective Congru-

ence (IOC) was employed, and only items 

scoring above 0.50 were retained (Rovinelli and 

Hambleton, 1976, pp. 49-60). Subsequently, a 

pilot study was conducted using the refined 

instrument (17 items) to further evaluate its 

reliability and validity. 

The Ethical Considerations

	 This study received approval from the 

Human Research Ethics Committee of Surin-

dra Rajabhat University (HE 662052). Prior to 

participation, all respondents were provided 

with an informed consent document outlining 

the study's purpose, procedures, and potential 

risks/benefits. Participation was voluntary, and 

respondents could withdraw without explana-

tion or penalty. Strict confidentiality measures 

were implemented to safeguard participant 

data.

Research Instrument Quality Testing

	 The questionnaire underwent pre-test-

ing with a non-sample group of 30 participants. 

The instrument's Cronbach's Alpha was 0.95, 
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surpassing the threshold of 0.70 for accept-

able reliability set by Hair, et al. (2019, p. 606). 

Additionally, corrected item-total correlations 

ranged between 0.39 and 0.82, surpassing the 

recommended minimum of 0.30 (Cristobal, 

Flavian and Guinaliu, 2007, pp. 317-340). These 

results confirm the instrument's reliability and 

internal consistency.

Statistics Analysis

	 In addition, the questionnaires were 

distributed among participants in this study 

using Google form links and QR codes. This 

study collection period was conducted from 

November 2023 to January 2024. To increase 

the generalizability of this research model, the 

data were collected from salespersons who 

have worked in organizations for more than a 

year, and in different operating organizations 

such as pharmaceutical, department stores, 

banking, hospitality, and automobile in various 

regions of Thailand as the qualifying respon-

dents.

	 After 3 months, 388 participants re-

turned complete questionnaires. The prelim-

inary data analysis of the sample profiles was 

done using descriptive statistics with SPSS, 

including frequency, percentage, mean, and 

standard deviation. The Structural Equation 

Model (SEM) estimated the model parame-

ters using the Maximum Likelihood Estimates 

method and used various index values. SEM, 

Confirmatory factor analysis (CFA), and cor-

relation were performed in Mplus, involving 

all variables in our hypothesized model. In 

addition, the results indicated that average 

variance extracted (AVE) values are more 

than 0.50, composite reliability (CR) values 

are higher than 0.70, and the square root of 

AVE is bigger than the relationships with other 

constructs. The structural equation modeling 

fit with the empirical data was then analyzed 

with chi-square/degree of freedom (χ2/df) less 

than 2, indicating that the model fit with the 

empirical data. Comparative Fit Index (CFI) and 

Tucker-Lewis Index (TLI) should be more than 

0.95, indicating that the model fits with empiri-

cal data. RMSEA and SRMR should be less than 

0.07, Hair, et al. (2019, pp. 674-677) indicating 

that the model fits the empirical data. Path 

analysis was adopted to assess both direct and 

indirect effects of the relationships between 

participation, trust, and performance, which 

were explored with Mplus.

Results

	 After removing poorly answered ques-

tionnaires, 388 valid surveys were used for 

data analyses. Among the employee profiles 

of 388 participants, 51.00% were female (n = 

198), 59.00% were 26 – 40 years old (n = 229), 

and 66.80% had bachelor's degrees (n = 259). 

Respondents comprise 48.40% whose work 

tenure has been with less than 7 years (n = 

188), while 51.60% has been with more than 7 

years (n = 200). The mean and standard devia-

tion patterns indicate a relatively high level of 

employee participation, trust in coworkers, and 

task performance of salespersons, as shown in 

Table 1.
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Table 1 Summary of mean and standard deviation

Construct and indicators Mean SD

Employee participation

PAR1 I like to join different work activities. 3.89 0.91

PAR2 I'm always ready to help my colleagues with their work. 4.33 0.80

PAR3 I think it's important to take part in all work activities. 4.17 0.82

PAR4
I work hard to help our company reach its goals by getting involved in 

different activities.
4.21 0.83

PAR5 I help set boundaries and share responsibilities within our team. 3.99 0.87

PAR6 I get support to bring new ideas to work for making things better. 4.02 0.91

PAR7 I share my ideas to help our team work better together. 3.94 0.89

PAR8 I care about the tasks I'm assigned. 4.44 0.75

PAR9 I understand how to do the tasks I'm given. 4.31 0.79

Trust in coworkers

TRU1
I feel happy and have a good time when I'm with my colleagues at 

work.
4.08 0.90

TRU2 I talk to my colleagues about personal things. 3.48 0.88

TRU3 My colleagues and I make a great team. 4.22 0.85

TRU4 My colleagues are honest with me. 3.85 0.86

TRU5
I feel like myself and comfortable when I am close to my colleagues 

at work.
3.89 0.87

Task performance

PEF1 I managed to plan my work so that I finished it on time 4.23 0.76

PEF2 I was able to carry out my work efficiently 4.20 0.79

PEF3 I managed my time well 4.21 0.79

	 In Table 2, a validation factor analysis 

is conducted using Mplus to verify the con-

vergent and discriminant validity of the ques-

tionnaire, where convergent validity requires 

standardized factor loadings between 0.55 and 

0.89. Hair, et al. (2019, p. 663)  recommend that 

the CR range from 0.85 to 0.91, which meets 

the acceptable level of 0.60 and indicates 

good internal consistency. Fornell and Larcker 

(1981, pp. 39-50) suggest that the AVE range 

from 0.53 to 0.68, an acceptable convergent 

validity threshold. To establish discriminant  

validity, the square root of the AVE for each 

factor is compared with the factor's inter-con-

struct correlations in Table 3. 
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Table 2 Measurement Model Analysis

Construct and 

indicators

Standardized

factor loadings
S.E. t R2 Residual CR AVE

Employee participation 0.91 0.53

PAR1 0.63 0.04 17.24 0.40 0.62

PAR2 0.74 0.03 27.42 0.54 0.45

PAR3 0.67 0.04 19.33 0.45 0.55

PAR4 0.75 0.03 27.88 0.56 0.43

PAR5 0.65 0.03 20.16 0.42 0.59

PAR6 0.71 0.03 21.80 0.50 0.48

PAR7 0.74 0.03 24.72 0.55 0.47

PAR8 0.80 0.02 36.44 0.64 0.37

PAR9 0.85 0.02 45.94 0.73 0.26

Trust in coworkers 0.85 0.53

TRU1 0.83 0.02 39.17 0.69 0.60

TRU2 0.55 0.04 13.74 0.30 0.83

TRU3 0.82 0.02 37.56 0.68 0.58

TRU4 0.60 0.04 13.46 0.36 0.81

TRU5 0.79 0.02 33.56 0.63 0.66

Task performance 0.86 0.68

PEF1 0.78 0.03 32.52 0.61 0.39

PEF2 0.89 0.02 51.60 0.79 0.21

PEF3 0.80 0.02 34.62 0.63 0.37

Table 3 Discriminant Validity and AVE Square Root Matrix

Variables Employee participation Trust in coworkers Task performance

Employee participation 0.73

Trust in coworkers 0.64** 0.73

Task performance 0.69** 0.53** 0.82
Note: The square root of AVE is shown as bold numbers along the diagonal. 
         **. Correlation is significant at the 0.01 level (2-tailed).

	 Table 4 shows the study results, which 

found that employee participation positively 

influenced employee task performance with a 

path coefficient of 0.81 at a statistically signifi-

cant level of 0.01, which accepted Hypothesis 

1. Employee participation positively influences 

trust in coworkers, with a path coefficient of 

0.77 at a statistically significant level of 0.01, 

which is accepted in Hypothesis 2. Trust in co-

workers had not influenced their performance 
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and was not the mediator between participa-

tion and performance, with a path coefficient 

of -0.01 at non-statistically significant, which 

rejected Hypothesis 3. Trust in coworkers had 

not influenced their task performance and was 

not the mediator between participation and 

performance, with a path coefficient of -0.01 

at non-statistically significant, which rejected 

Hypothesis 4, as shown in Figure 2.

Table 4 Results of this study's hypotheses

Hypotheses Beta value p-value Path Description

H1: Employee participation positively influences task 

performance.
0.81 0.00 Accepted

H2: Employee participation positively influences trust in 

coworkers.
0.77 0.00 Accepted

H3: Trust in coworkers positively influences task perfor-

mance.
-0.01 0.85 Rejected

H4: Trust in coworkers mediates the association between 

employee participation and task performance.
-0.01 0.85 Rejected

Figure 2 Result of path analysis

	 In Table 5, direct and indirect effects 

on employee performance show that only 

participation directly affects performance with 

the beta coefficient for participation being 0.80; 

a p-value of 0.00 is less than 0.05 (α = 5%), 

indicating that participation has a significant 

influence on employee performance and this 

model can explain performance at 64%. The 

structural model provided a strong fit to the 

data with the empirical data that was then 

analyzed with χ2/df being 1.96 at a statistically 

significant level of 0.00. CFI is 0.98, and TLI is 

0.97, indicating that the model fits with empir-

ical data as evidenced by Hair, et al. (2019, pp. 

699-722). RMSEA is 0.05, and SRMR is 0.03, in-

dicating that the model fits the empirical data, 

as reported by  Goretzko, Siemund and Sterner 

(2024, pp. 123-144). 
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Table 5 Summary of analysis results of overall effect of path analysis

Variables Direct effects Indirect effects Total effects

Employee participation 0.81** -0.01 0.80**

Trust in coworkers -0.01 - -0.01

X2= 168.23, df = 86, p = 0.00, CFI = 0.98, TLI = 0.97, RMSEA = 0.05, SRMR = 0.03

R2 of Task performance = 0.64
Note: ** p < 0.01

Discussion

	 However, their complex relationship 

with employee task performance and the 

potential influence of factors like work experi-

ence require further investigation. As present-

ed in Figure 2, the results indicate that the 

structural model provides a strong fit with 388 

salespersons. Findings emphasize the impor-

tance of participation and trust for successful 

teamwork and performance. Finally, this study 

investigates the interaction effects of employ-

ee participation and trust in coworkers on 

individual employees' task performance, which 

previous studies have not examined.

	 The result of this first hypothesis study 

was that employee participation positively 

influences task performance. This result is in 

line with the research of Huang, et al. (2021, 

pp. 1185-1199), who investigated the impact 

of unions on employee performance. Addi-

tionally, their study delved into the mediating 

role of employee participation in connecting 

union commitment to task performance. In 

their work, Jabroun and Balakrishnan (2000, 

pp. 56-66) indicated the relationship between 

managerial employees' perception of high 

participation levels and its influence on task 

performance. Their findings underscore a 

moderate yet positive correlation between 

employee participation and task performance, 

particularly within a managerial context. Benn, 

Teo and Martin (2015, pp. 492-510) highlighted 

the crucial role of employee participation in 

cultivating support for novel initiatives, un-

derscoring the direct link between employee 

participation and improved performance. Lau 

and Tan (2012, pp. 151-185) conducted an 

examination of the relationship between bud-

getary participation and employee motivation, 

affirming a probable association with favorable 

employee outcomes, encompassing enhanced 

job satisfaction and task performance. Simi-

larly, Park (2015, pp. 604-622) also posited a 

connection between employee participation 

and task performance.

	 The result of this second hypothesis 

study was that a significant aspect of employ-

ee participation positively influences trust in 

coworkers. As per Ahuja and Khamba (2008, 

pp. 709-756), cultivating trust in coworkers has 

been shown to lead to increased participation 

and enhanced performance in achieving orga-

nizational goals. These objectives may encom-

pass enhancing the skills of the workforce and 

knowledge, delineating employee roles and 

responsibilities, and bolstering job satisfaction. 

This increased participation and performance 

can consequently lead to elevated productivi-

ty and quality. Similarly, Ertürk (2008, pp. 462-

483) suggested that employee participation 

is positively and significantly associated with 

their trust in supervisors, facilitating effective 
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management of current and future organiza-

tional changes. This study further confirms 

that employee participation positively impacts 

salespeople's trust in their coworkers, reinforc-

ing previous research findings.

	 The result of the third hypothesis 

study was that trust in coworkers does not 

positively influence task performance. This is 

consistent with the findings of Drollinger and 

Comer (2013, pp. 50-59), which previously in-

dicated that there was no positive relationship 

between trust in coworkers and heightened 

levels of salesperson task performance. To 

clarify the difference at this point, Moorman, 

Zaltman and Deshpande (1992, pp. 314-328) 

assert that expectancy refers to an individual's 

anticipation of the behavior of others. Trust is 

fundamental in establishing successful busi-

ness partnerships. It is cultivated when one 

party possesses a strong belief in the reliability 

and integrity of their exchange partner. Within 

the domain of sales, trust in salespeople plays 

a pivotal role in facilitating successful interac-

tions and transactions (Guenzi and Georges, 

2010, pp. 114-138). However, the result of the 

third hypothesis lends credence to previous 

research indicating that salespersons focus 

on promoting their interests and consistently 

demonstrating reliability to foster trust with 

their coworkers (Poon, Albaum and Shiu-Fai 

Chan, 2012, pp. 588-603). Majeed, Kayani and 

Haider (2021, pp. 1-22) underscore the signif-

icant benefits of trusting coworkers, citing its 

positive impact on overall performance. Sim-

ilarly, Al-Amad, Ali and Al-Haddad (2024, pp. 

83-107) examine salespeople's perspectives 

on trust in personal selling, affinity, and the 

importance of corporate heritage in enhancing 

sales activities and empowering salespeople.

	 The result of the fourth hypothesis 

study was that trust in coworkers is not the me-

diator in the relationship between employee 

participation and task performance. This find-

ing is consistent with Drollinger and Comer's 

(2013, pp. 50-59) research, which establishes 

that trust does not serve as a mediating factor 

in the correlation between communication 

skills, the ability to uphold quality, and sales 

performance. In specific contexts, trust sig-

nificantly influences interactions and enables 

employees to direct their attention more pro-

ductively towards their work (Salas-Vallina, et 

al., 2021, pp. 333-347). Robinson and Rousseau 

(1994, pp. 245-259) articulated that trust in 

coworkers represents the level of reliance an 

employee places in their employer following 

their integration into the company. This under-

scores the significance of trust as the linchpin 

for enabling the dissemination of knowledge, 

information, and resources, thereby safeguard-

ing the achievement of high-performance 

standards. However, trust alone is not a suffi-

cient foundation for achieving success (Majeed, 

Kayani and Haider, 2021, pp. 1-22). Under-

standing the intricate relationship between 

trust and participation stands as a pivotal 

factor in the development of evidence-based 

HRM strategies that uphold the well-being 

of employees and the overall organizational 

structure. Consequently, managers must pos-

sess a comprehensive comprehension of the 

work environment, one that cultivates superior 

task performance among subordinates and fa-

cilitates collaborative endeavors (Hung, et al., 

2022, pp. 1-14). Furthermore, it is imperative to 

establish compensation systems and facilitate 
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effective communication that aligns with the 

organizational values to actively foster positive 

task performance (Ohunakin and Olugbade, 

2022, pp. 1-12).

Conclusion

	 The existing body of literature has 

explored the intricate relationships between 

employee participation, trust in coworkers, and 

task performance in various contexts. However, 

there remains to be a research gap in under-

standing these dynamics within the specific 

context of Thailand's merchandise industry. 

This industry plays a crucial role in Thailand's 

economy, with salespersons as a key interface 

between businesses and consumers. The Thai 

merchandise industry is characterized by its 

diversity, encompassing various sectors such as 

pharmaceuticals, department stores, banking, 

hospitality, and automobiles. Given Thailand's 

cultural nuances and distinct business prac-

tices, the generalizability of Western-centric 

research findings to this context is not guar-

anteed. Empirical data from a sample of 388 

salespersons revealed that employee partic-

ipation positively influenced employees' task 

performance and trust in coworkers. However, 

trust in coworkers did not influence task per-

formance or mediate the relationship between 

participation and performance.

	 The literature review gap has led to 

a poor understanding of this research point. 

In particular, this study offers new insight into 

how trust in coworker differences influences 

task performance across salespersons. One 

possibility is that employees perceive any gains 

or benefits as their due because they derive 

from performance improvements. Curzi and 

Ferrarini (2024, pp. 51-67) suggest that em-

ployee participation has become considerable 

as the right human resources strategies enable 

innovation and enhance service behaviors as 

employees are hesitant to take risks, pursue 

new ideas, and extend beyond traditional task 

performance (Galeazzo, Furlan and Vinelli, 

2021, pp. 34-64). It underscores the vital role 

of social exchange theory as put forward by 

Cropanzano and Mitchell (2005, pp. 874-900). 

When employees feel heard and respected, 

they trust their colleagues and the organization 

more. Trust is essential for effective participa-

tion. When there is a high level of trust within 

teams, members are more likely to share infor-

mation, participate actively, and support each 

other. Trust also helps build strong working 

relationships, allowing individuals to rely on 

and collaborate with their coworkers. Under-

standing the importance of trust in creating 

a workplace culture that thrives on effective 

strategies is key. Building trust in the workplace 

requires consistent actions and behaviors that 

demonstrate reliability, honesty, and respect. 

These can include fulfilling participation, being 

transparent in communication, actively listen-

ing to others, and treating colleagues fairly 

and with empathy. By involving employees in 

these key aspects of the business, participative 

management can lead to improved creativity, 

motivation, job satisfaction, and overall per-

formance. Additionally, employees who trust 

each other are more productive and likely to 

collaborate to solve problems. This approach 

recognizes the value of input from employees 

and empowers them to contribute to the suc-

cess of the organization.
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Limitations and Future Research

	 The findings of this study underscore 

the importance of participation and trust 

for successful teamwork and performance. 

However, it's important to acknowledge the 

limitations. This study, one of the few to in-

vestigate the relationship between employee 

participation, trust, and sales performance 

within Thailand's merchandise industry, offers 

a unique perspective that significantly advanc-

es the existing value co-creation literature. The 

potential mediating role of employee trust in 

the relationship between participation and task 

performance is another key area for future ex-

ploration. While our focus on Thailand's mer-

chandise sales sector provides a unique per-

spective on employee participation and trust 

dynamics in culturally diverse and dynamic 

business environments, the generalizability to 

other sectors or countries may be limited.

Despite these limitations, this study 

provides a foundation for future research to 

explore the following areas: Future research 

could examine the impact of compensation, 

workload, and the company's selling environ-

ment on the relationships between employee 

participation, trust, and task performance. 

Additionally, while this study focused on trust 

between coworkers, exploring trust in leaders 

and the organization could offer valuable 

insights, given their potential influence on 

employee behavior and outcomes (Hoang, et 

al., 2022, pp. 1-13; Yasir, et al., 2016, pp. 1-12). 

Furthermore, future research could investigate 

developing and implementing trust-building 

interventions tailored to the Thai sales con-

text to mitigate potential trust issues and 

enhance collaboration and performance, as 

trust fundamentally shapes interactions and 

communication within the workplace to em-

power employees to focus more effectively on 

their work (Salas-Vallina, et al., 2021, pp. 333-

347). By addressing these research gaps, future 

studies can contribute to a more nuanced 

understanding of the complex interplay be-

tween employee participation, trust, and task 

performance, ultimately informing the devel-

opment of effective HRM strategies that cater 

to Thailand's merchandise industry's unique 

cultural and organizational context.
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