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ABSTRACT

The Objectives of the research article were to find out the relationship between the HRM
practice and the performance of the private school teachers under the provincial education in
Saraburi Province, Thailand. A descriptive correlational research design utilizing an adopted ques-
tionnaire which was administered to 29 school directors and 564 teachers in private schools. It was
revealed that the profile of the teacher respondents was mostly in the age bracket of 25-30 and
directors were under 31-35, they were all female, with Bachelor’s degree holder, Thai nationality,
with the teaching experience of 1 -5 years and administrative experience of more than 30 years.
The extent of HRM practiced were agreed both teachers and directors. They always practiced re-
cruitment and selection, training and development, employee participation, performance apprais-
al, and compensation and award. It was found out that there was no significant differences of the
extent of HRM practices of the teachers. Similarly, there was no significant difference between the
extent of HRM practice and profile when grouped according to their profile and no significant dif-
ference in the extent of HRM practices of the different districts. Moreover, the performance of the
private school teachers in terms of planning, providing teaching materials, and evaluation; learner
reinforcement and development; and commitment and communication with the learners revealed
was satisfactory. There was no significant difference in the performance of teachers when grouped
according to the school districts and also no significant relationship between the extent of HRM
practices and performance of teachers in private school. In addition, the problems encountered
by the private teachers such as imbalance recruitment of qualified staff, lack of financial support,
lack of modern training methods and technologies and unidentified training opportunities. Thus, it

can be concluded that HRM practice had no relationship with teachers’ performance.

Keyword: HRM Practices, Teachers’ Performance, Private Teachers, School Direc-

tors, Descriptive Correlational
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Introduction

The private schools are experiencing problems about the resignation of the personnel not
different with other organizations but still more problems are affecting because of the resignation
of teachers. The schools lost the teachers with appropriate field of specialization. So the resigna-
tion of teachers is a problem in the private schools.

According to Suparinee (2010), stated that the resignation number of private school teach-
ers in academic year 2011 was 3939, in academic year 2012 was 14422 that’s amount increased
by 3.67 times (Office of private education promotion Committee, 2013), and it is likely that the
teacher will resign more, which is reflection of the teachers in private school not commitment to
the organization. The private school teachers’ resignation effect to the students’ achievement. It
makes the lack of learning process and do not according to the school plan.

Thus, human resource management is a common term which is heard among profes-
sionals. This term takes on a key part in the success of any organization, institution or entity. This
function presents in any management to help in maximizing employee performance. The valuable
employees are held in an organization and also certain aspects such as organizational culture,
policies, benefits, compensation, and employee relation are maintained with the aid of human re-
source management. HR sets up strategies, produces policies, systems, standards and procedures.
There are some tasks which are taken care of human resource management (Delery & Doty, 2016).
They are chiefly responsible for training employees, rewarding, performance appraisal, recruitment
and more.

The chief ground for human resource management to be important is that they help the
company to achieve their objective on a regular basis by means of developing a positive attitude
amongst the employees. They assist in diminishing wastages and make usage of maximum net
income from the resources. They are significant because they cull the right kind of people during
recruitment. They call for initiatives and design criteria which are best suited for a specific task.
When required, they also supply preparation for employees, which helps in evolving the presen-
tation skills of the employees and then they take up new posts. The policies adopted by human
resource management helps in providing excellent training for the employees. When such training
is offered, they are developed professionally. Their talent can be used inside the system and also
in other companies which one may intend to join in the future (Delery & Doty, 2016).

The human resource management motivates the employees by their performance assess-
ment procedures. They help people to act according to their efficacy and also offer estimates to
gain advances. The employee’s performances according to their roles are monitored on a regular

basis. With this concept the employees are able to make an outline of their ends and go towards it.
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By this way the employees are boosted and they perform well (Reddy, 2017). So, human resource
management strategy is said to be the overall plan that leads the implementation of specific HRM
functional in the workplace. However, HRM strategies guide personnel decisions that ensure the
best fit for the organization. All functional areas of HRM strategies need to match the overall busi-
ness strategy. In most cases, some companies may divide these strategies into four major areas:
culture, people, organization and human resource systems (Moore, 2017).

Meanwhile, strategic human resource management is the practice of attracting, develop-
ing, rewarding, and retaining employees for the benefit of both the employees as individuals and
the organization as a whole. HR departments that practice strategic human resource management
do not work independently within a silo; they interact with other departments within an organi-
zation in order to understand their goals and then create strategies that align with those objec-
tives, as well as those of the organization. As a result, the goals of a human resource department
reflect and support the goals of the rest of the organization. Strategic HRM is seen as a partner in
organizational success, as opposed to a necessity for legal compliance or compensation. Strategic
HRM utilizes the talent and opportunity within the human resources department to make other
departments stronger and more effective (Stewart, 2016).

For any organization to function effectively, it must have resource of men, money, mate-
rials and machinery. The resources by themselves cannot fulfill the objectives of an organization,
they need to be collected, coordinated and utilized through human resources. Hence, Human Re-
source Management (HRM) has emerged as a major function in organizations. This study will focus
on the importance, relationship and significance of human resource management practices to the
performance of the private schools teachers in the basic education under the provincial education

of Saraburi Province.

Statement of the Problem

This research aimed to implement out the relationship between the human resource
management practice and the performance of the private school teachers under the provincial
education in Saraburi Province, Thailand. The findings of the study serve as the basis in making a
developmental plan.

More specifically, this study sought answer the following questions:

1.What is the extent of practice of human resource management in the private schools in
terms of:

1.1recruitment and selection;

1.2training and development;
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1.3employee participation;

1.4performance appraisal; and

1.5compensation and award?

2.What is the performance of teachers in the private schools in terms of:

2.1planning, teaching materials, and evaluation;

2.2learner reinforcement and development; and

2.3commitment and communication with the learners?

3.Is there a significant relationship between the extent of human resource management
practice and the performance of teachers in the private schools?

4.What are the problems encountered in the human resource management practice in the

private schools?

Research Methodology

Design

The study used the descriptive correlational research as it is concerned with the relation-
ships among the independent variables such as the private teacher’s demographic profiles and the
human resource management practices and the teacher performance. The correlational research
describes the degree to which two or more variables are related, and employs a statistical investi-

gation of the relationship between one factors or one or more other factors.

Respondents

The study randomly select 564 teachers and used complete enumeration for 29 school

directors in 29 private schools.

Instruments

It was two adopted questionnaires which were used in the study. The first questionnaire
which focuses on the HRM practices was taken from International Personnel Management Asso-
ciation and the other one which was on the teachers’ performance was from Negros Occidental
University. Both questionnaires underwent validity and reliability with the Cronbach alpha of 0.81
and 0.79 respectively.
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Data Analysis

The following were the data analysis tool were used at 0.05 level of significance:frequency

and percentage, weighted mean, pearson r correlation, and one way ANOVA.

Results and Discussions

Extent of Practices of Human Resource Management

Human Resource Management (HRM) Practices are part conceptual, part implementation
of an HR strategy, comprised of systems that follow the normal or customary way of doing busi-
ness. The extent of practices of HRM in private schools were determined through the five dimen-
sions. This include recruitment and selection; training and development; employee participation;
performance appraisal; and compensation and award.

Recruitment and Selection Practices.

This is one dimension of HRM practices which generally are based on the organization’s
mission and the workplace culture. This is often described as the process of searching for prospec-
tive employees and stimulating and encouraging them to apply for jobs in an organization. This

dimension has several indicators.
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Table 1
Recruitment and Selection Practices
Teachers Directors
Indicators WM | Dexcription M | Dexcription
The process is providing timely recruitment, selection. and placement
af high-quality employees to satisfy the organization’s staffing Strongly
requirements .17 Agree .35 Agree
= There is a palicy in place siating the organization’s philosophy on
recraitment ard selection 4. 14 Agree 4.03 Apree
L The policy contains procedures to guide managers through the
recraitmient ard selection process and describe how to get help. 413 Agree 114 Apree
4 There is one position within the orgenization accourdable for
overseeing and coordinating recruitmend and placement. L.08 Apree 131 Agree
5 There is a formal process in place for idertifying job vacancies? 4,105 Apree 4.24 Agree
[ The process briefly describes from needs identification through final
approval awthorimation. 4.0 Agree 138 Apree
The recruitmerd is done proactively from a planning mode  as well as
reactively to immediate replacement and pew job operings. 4.11 Apree 124 Agree
-] The recruitmert is linkesd to heman resoarces planming
(Projected workforce requirements). L0 Agree Agree
k] A job aralysis 1s conducted for cach position. 4.09 Apree Agree
[0 | The job analvsis is accompanying 1he hiring authorization. 411 Agree Apree
The job analysis accurately identifies the key objectives and
responstbilities of the position. 4.16 Agree 4.24 Agree
12| The job analysis accurately identifies the essential *can do’
skills needed (ie., skills, abilities, knowledpe, education and
cXpCricnce), 4.15 Agree 4.14 Agree
13 | The job analysis accurately identifies the essential “will do”
skills needed (e.g., leadership, interpersonal, entrepreneurial,
communication and good attitude). 4.17 Agree 4.14 Agree
+ | Consideration is given to internal candidates for all or some
Jjob openings before guiside recruitment begins. 4.08 Agree .97 Agree
1> | There is a formal job posting procedure in place 4.09 Agree 4.00 Agree
& | The jo posting contains the job objectves, needs and
requirements cited in the job analysis. 4.11 Agree 3.90 Agree
Recruitment strategics {methods to obtain qualifisd
candidates) are set before active recruitment begins, 4.07 Agree 4.38 Agree
% | Recruitment strategics include affirmative actton and diversity Agree
needs. 4.04 Agree 4.07
% | The organization measures the effectiveness as well as the
costs of these recruiting sources. 398 Agree 4.07 Agree
20| The HE department perform all initial sereening of candidates. | 4.01 | Apres 4.03 Agree
=1 | Candidate telephone interviews, teleconferencing or video 3.BS Agree 3.17 algmily
screening are conducted before personal nteniews. Agree
<% | Hiring managers trained in objective 4.03 Agres 4.10 Agres
<4 | Reference checks are conducted on all candidates. 4.08 Agree 4.21 Agree
<4 | Tests or personality profiles used in the selection process are
professionally validated. 4.03 Agree 4.28 Agree
< | Drug tests are administered to all new employees as a
condition for hiring. 3.4 Agree 376 Agree
& | The organization compares the number of job openings and
waorkforce projections with the HR department’s recruitment
and selection capacity. 4.01 Agres 4.00 Agres
Overall weighted mean | 4.07 Agree 411 Agree
o 195 Lagawad 1 00 — [.20 - Svmagly Dusgree, (21 - 235 - Duggra, 2 5. 545 - Sty A, 147 - 4.3 dgenr, 4.9 00— Boromgly Agrod
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Table 1 gives the recruitment and selection practices in HRM of private schools. It shows
that the teacher agreed in all indicators. This means that the teachers approved that the practices
of the private schools in recruitment and selection ensures that the job analysis accurately iden-
tifies the essential ‘will do’ skills needed, provide timely recruitment, selection and placement of
high-quality employees to satisfy the organization’s staffing requirements; practice policy in place
stating the organization’s philosophy on recruitment and selection; and provide policy that con-
tains procedures to guide managers through the recruitment and selection process and describe
how to get help.

In addition, directors affirmed to the teachers’ perception that the recruitment and selec-
tion strongly practiced in the private schools provide timely recruitment, selection and placement
of high-quality employees to satisfy the organization’s staffing requirements. Moreover, the direc-
tors agreed that the practices on recruitment process briefly describes from needs identification
through final approval authorization and linked to human resources planning. This means private
schools always practiced timely recruitment, selection and placement with high quality standards
that suited to the organization’s needs.

It implies that HRM in terms recruitment and selection is practiced in accordance to the
standards. Timely recruitment and selection process are properly observed in the work place. It
further implies that the teacher agreed that the recruitment and selection practice is based on the
philosophy of the school. Proper and adherence with the standard are practiced in the work place
in choosing the right employee.

The result is related to Mayhew (2019) HR recruitment and selection practices generally
are based on the organization’s mission and the workplace culture. Recruitment practices underlie
recruiting activities and functions such as sponsoring career fairs at colleges and universities with
diverse student populations, advertising job vacancies across several venues to reach a broad au-
dience.

This is also supported by Price (2007), recruitment and selection as the process of retriev-
ing and attracting able applications for the purpose of employment. He states that the process of
recruitment is not a simple selection process, while it needs management decision making and
broad planning in order to appoint the most appropriate manpower. There existing competition
among business enterprises for recruiting the most potential workers in on the pathway towards
creating innovations, with management decision making and employers attempting to hire only the
best applicants who would be the best fit for the corporate culture and ethics specific to the com-
pany. This would reflect the fact that the management would particularly shortlist able candidates
who are well equipped with the requirements of the position they are applying for, including team
work. Since possessing qualities of being a team player would be essential in any management
position (Price 2007).
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Training and Development Practices.

This dimension of HRM practices suggests that training and development are essentials
for the employees in the organization. The purpose of training the employees is to teach them in
their initial tasks and produce more skills to enhance organizational productivity. This is necessary
to equipped the teachers with essential skills which are deemed necessary in the practice of their
profession.

Table 2 reflects training and development practices in HRM of private schools. It shows
that the teacher agreed in all indicators. This means that the teachers approved that the practices
of the private schools in training and development that all training and development programs
have clear objectives, there was a policy that states the organization’s philosophy on employee
training and development and all training programs and opportunities are communicated to em-
ployees. However, teachers considered the following indicators as less practiced that there was a
method to track training costs in terms of lost work time, there was an organization to measure a

return on investment in training and cost is considered in the selection of training resources.

Table 2
Training and Development Practices
Teachers Directors
Indicators BV | Description | B | Descriphion

1 Programs, processes and sirategies ane done {hat will enable

arganizations to develop ard improve their internal bumar

resources in order to optimize their contributions 1o organizational

abjectives. 4,14 Agree 114 Agree
2 There is a policy that stades the orgarization’s philosophy on 1.1 Agree 2R Agree

employes training and development.
3 There is a position within the organization accourdable for

averseeing and coordinating training and development activibies. 4.10 Agree L07 Agree
4 There is a process for assessing the organization’s immediate

training needs and individus] development neads. L0G Agree 180 Agree
5 Assessmerd and monitoring are always wpdated. 4,15 Agree 114 Agree
[ Job skills, knowlsdge and ability are considered in assessing

training needs. 4.14 Agree 124 Agree
7 Mew technologies, processes, products, servioes, market changes

and community needs are considered in assessing training needs. 4.12 Agree 1. 10 Agree

& Crpanizational issues, such as missior, ohjectives, cultural changes
and cuslomer orientation, are carsidered in training needs.
4.15 Agree 157 Agree

E] The arganization’s social resporsihilities and respect for diversity
reflected in training needs. 4.12 Agree 187 Agree
10 | Legal recuirements are corsidered in traicing needs

4,04 Agree 4.17 Agree

11 | Bemedial training in literacy and basic computation skills
are offered. 4.02 Apgres 379 Apgres

12 | There 15 emplovee development plans addressed In
performance appraisals or other formal settings. 412 Agres | 403 Apgres

13 | The organization’s immediate and future fraining and
development needs ane often communicated. 4.13 Agres | 417 Agres

14 | All training programs and opportunities are communicated
1o ermployees. 4.20 Agres | 4.24 Agres
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|5 | Subscriptions to professional training and development
journals are maintained and circulated among department
THETELETS. 4.11 Agree | 4.14 | Apree
6 | There is a refercnee library of training and development
material for cmplovees use. 405 Apgrec | 383 Aprec
T | There is coordination of professional development material.
414 | Aprer | 4.2] Apree
& | All training and development programs have clear objectives
{for example, in a workshop on WordPerfect, a clear
objective would be. 4.21 Apres 4.10 Apres
19 | Training resources are identified internally and externally. 4.14 Apres 4.17 Apres
20 | The results of training programs are monitorsd and
evaluated 4.12 Apgres | 4.03 Apres
21 | Cost is considered in the selection of training resources. 393 Apgres i4l Agres
22 | There is a method to track fraining costs in terms of lost iB5 Apres 338 | Slightly
work time. Agres
23 | There is an organization to measure a return on investment
in training. .80 Apres 345 Apres
24 | The organization provides adeguate capacity to meet chosen
training and development needs. 4.01 Apgrec 379 Agres
25 | Are training and development needs reflected in the
organization’s budget 4.05 Apres 359 Apgres
Oherall weighted mean £.00 Agree in7 Agree

It implies that teachers are aware of the conduct of training and development in terms
of setting clear objectives, alignment to the organization’s policy, and properly communicated to
the employees. This is a strong manifestation that this dimension is practiced in the work place.
The conduct of training and development for teachers provide opportunity for them to learn new
things which contribute meaningfully to their professional growth and development. This must be
done periodically because this would greatly help in the teaching-learning process and help hone
the skills of the teachers. In the conduct of training and development, cost and other related
expenses are not concern of the teachers that’s is why they considered this as less among the
other indicators. This is probably the concern of the administration in allocation of budget for the
conduct of training and development.

Moreover, as to directors’ perception on the training and development it shows that al-
most all indicators were rated agree. This means that the directors and teacher perception were
similar. This means that they observed that the private schools practiced the essentials in HRM as
to training and development. The directors agreed that in the conduct of training and develop-
ment private schools practiced that there was a policy that states the organization’s philosophy
on employee training and development, job skills, knowledge and ability are considered in assess-
ing training needs, and all training programs and opportunities are communicated to employees.
However, directors considered the following indicators as less practiced that there was a method
to track training costs in terms of lost work time, there was an organization to measure a return on

investment in training and cost is considered in the selection of training resources.
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This implies that directors are fully aware that the conduct of training and development
supports the organization’s philosophy and based on the training needs of the employees. More-
over, the training and development is properly communicated to the employees for them to know
the schedule and purpose of the conduct of this activity. Training and development is very im-
portant in the school organization because this would enhance the skills of the teachers to better
serve their learners. The conduct of training is always considered as new learning opportunity that
would benefit participants for their professional growth and development.

As a summary, training and development help in improving the skills of the employees
thus it is essential to conduct this activity. The findings of the study affirmed to the study of Ac-
cording to Cole (2012), that training is a learning activity directed towards the acquisition of specific
knowledge and skills for the purpose of an occupation or task. Training improves the present per-
formance of employees who may not be working as efficiently as desired or plan employees for
future promotions or increase organizational productivity, for coming changes in design, processes
or technology in their present jobs (Fisher et al., 2009).

It further supports MclLagan, (2009) asserted that at its most sophisticated, organizational
learning provides employees with skills in responding to change and an appreciation for lifelong
learning. Strategic HRD is concerned with linking training and development to organizational objec-
tives and responding to changes in technology and other factors in the external environment.

Employee Participation Practices.

Employee Participation is the process whereby employees are involved in decision mak-
ing processes, rather than simply acting on orders. Employee participation is part of a process of
empowerment in the workplace.

Table 3 consolidates the employee participation practices in HRM of private schools. It
shows that the teacher agreed in all indicators. This means that the teachers affirmed the practices

of the private schools in HRM in terms of employee participation.
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Table 3
Employee Participation Practices
Teachers Directors
Indicators WM | Descripion | WH | Descripiion
1 Employees know what 18 expected of vou at work. 4.30 Apgree 4.28 Agree
2 | Atwork, there Is an opportunity to do what you do best Stromply
cvery day. 4.34 Apree | 4.52 Agres
3 | There is someone at work who encourages paricipation. 4.27 Apgres | 441 Apres
4 | At work, employee's opinions seem o cournt. 4.18 Agree 4.48 Agree
5 | Associates (fellow emplovees) are committed to doing
quality work. 4.23 Apres | 438 Agres
f Employees have opporiunities at work to leam and grow. 4.30 Apgree 441 Agree
7 | Organization policies are clearly communicated in the Stromply
organization. 4.27 Apree | 4.59 Agres
§ | Employess see themselves continuing to work for this 4.20 Apres | 462 Stromgly
oTganization. Agree
9 | Employees recommend your friends/relatives in your
organization. 4.05 Apree | 421 Agres
10 | The organizational culture enhances employee commitment | 4.21 Apree | 445 Apres
and pariicipaiion.
11 | Emplovees are commilted to improving quality of services. 4.29 Agroe 4 Agres
12 | The arganization takes the initiative to Jead by example 417 Agree & Agres
13 | Heads ercourage employes 1o take imitiadive and job participation. Strargly
k.29 Agree .55 Agres
14 | The arganiation encourages initintive and risk nking 411 Agree .18 Agres
15 | Heads establisk responsibility ard accountability amorg
employees. 4.30 Agroe 4.5 Agres
16 | The arganization encournges employess tr work to the best of their | 432 Agroe 4.55 Strargly
shilities. Agres
17 | Emplovees get a sense of persora] accomplishment fram wock. 423 Agroe 448 Agres
1R | The arganizatioral calture a1 the arganization enhances teamwork. Strorgly
4,22 Agroe 4.55 Agres
19 | Emploveess work together to share ideas and resolve issues .29 Agree .48 Agres
20 | Employees are committed 1o suooessful completion of goals. 4.3 | Agree 462 Strorgly
Agres
21 | Employees are working toward a commaon goal. Stromply
4.15 Apree | 469 Agres
22 | Heads encourage others to work as a team. Stromgly
4.36 Apgree .66 Agree
23 | Emplovees ke pride in their work. 4.37 Apree 4.69 Strong
Apres
24 | Each employves recognizes individual contributions. Stromply
4.35 Apres | 4.52 Agres
25 | Employees can take time to handle commitment and
participation. 4.36 Apres | 4.72 Stromgly
Apres
hverall weiphted mean Fee FEE
S m = FF Logewd - 1 00 - .10 - Soeapdy Duggras, i 2 - 235 - Doegnn, LT - 245 - Sty Apens. 347 iz, 4. 1]

Teachers agreed that employees took pride in their work, heads encouraged others to
work as a team, employees can take time to handle commitment and participation, each employ-
ee recognized individual contributions, employees were committed to successful completion of

goals and there was an opportunity to do what you do best every day.
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However, teachers perceived that the lowest indicators were employees recommend your
friends/relatives in your organization, organization encourages initiative and risk taking and organi-
zation takes the initiative to lead by example.

It implies that the practices of HRM in terms of employee participation provides equal
opportunity for the teacher to be part of the organization and encourage them to work as a team.
It also acknowledges the contribution of the teachers through recognition. Thus, the teachers in
the private schools are committed to perform their duties and responsibilities delegated to them.
It gives that the directors strongly agreed that HRM practices in terms of employee participation.
Private schools always observed that employees took time to handle commitment and participa-
tion, employees took pride in their work and employees are working toward a common goal.

It synthesizes that the private schools always practiced employees’ participation in the
working environment. Through the participation of the employees in school related activities, it
boosts their confidence which has an impact to their commitment and dedication because their
participation is always acknowledged. The employees are empowered in their participation in
schools. They are given equal opportunity to show their talents and skills in their work.

The findings of the study is in consonance with the study of Kaler (2009) that employee
participation is in part a response to the quality movement within organizations. Individual employ-
ees are encouraged to take responsibility for quality in terms of carrying out activities, which meet
the requirements of their customers. The internal customer is someone within the organization
that receives the ‘product of service’ provided by their ‘supplier’ within the organization. External
customers are buyers and users outside of the organization. Employee participation is also part of
the move towards human resource development in modern organizations. Employees are trusted
to make decisions for themselves and the organization.

Kaler (2009) added that there are different ways of participation are its ‘forms’. What de-
termines their classification as this or that ‘form’ is the particular aspect of the business which the
participating arrangements allows employees to share. It is at most an opportunity for employees
to influence decision making through persuasion. To that extent it is joint decision making of kind-
though of an admittedly very weak kind of participation, it is also to some extent informing of one
particular sort, in that, consulting with employees requires telling them of decisions that are going
to be made.

Performance Appraisal Practices.

Performance Appraisal is defined as a systematic process, in which the personality and

performance of an employee is assessed by the supervisor or manager.
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Table 4
Performance Appraisal Practices
Teachers Directors
Indicators M | Dexcriprion WM | Description
1 Heads communicates performance expectations 418 | Apgres 4.17 Agree
regularly.
2 Employees are held accountaile for their actions. 4.21 | Agree 4.14 Agree
5 | Head promotes contimous ecmployves development. 4.27 | Apgres 441 Agree
4 | Head seeks to maximize employee performance. 428 | Apgres 4.52 Strongly
Agree
5 | Head reviews the employee's performance in a timely
TNANMEE. 4.21 Agres 431 Agree
6 | Head provides feedback to the employes.
4.27 Agree +34 Agree
7 | Head uses objective measurable criteria.
4.14 Agree 214 Agree
% | Criteria for cvaluation matches the employee's actual job
duties or description. 4.16 Agree 414 Agree
9 | Criteria for evaluation is clear and easy for
interpretation. 4.19 Agree 417 Agree
10 | Head provides feedback to employees. Strongly
4.28 Agree 455 Agree
11 | Performance management appraisal criteria are fair,
consistent, and reliable. 4.14 Agree 438 Agree
12 | The organization's goals become part of the requirements
for individual employee performance appraisal. Strongly
4.15 Agres 4.52 Agree
13 | Employees understand how my performance is
cvaluated. 4.13 Agree 4.24 Agrep
14 | Emplovess recelve regular performance reviews, 4.08 Agree 424 Agree
15 | Employees trust the feedback they receive from their
heads. 4.17 Agree 438 Agree
& | The head is honest and fair in my performance review., Strongly
4.23 Agree 4,52 Agrep
17 | Head gives me constructive fecdback, Strongly
4.26 Agree 4.55 Agree
& ve evaluation process is regularly done.
4.17 Agree 438 Agree
19 | The performance appraisal system is effective in Strongly
promaoting guality work. 422 Agree 455 Agree
20 | Performance appraisals are fair and unbiased. Strongly
4.17 Agree 4632 Agree
21 | The head encourages employees to work to the best of Strongly
their abilities. 4.28 Agree 469 Agree
22 | The organization is able to maximize employee potential.
4.22 Agree 431 Agree
23 | Employess know how the organization measures its
performance. 4.16 Agree £24 Agree
24 | Head values honest and candid feedback. Strongly
4.22 Agree 469 Agree
25 | Head continually monitors the workforce to ensure
ongoing employes development and process
improvement. 4.23 Agree 4.45 Agree
Overall weighted mean | 4.20 Agree 4.39 Agree

Nowa
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Table 4 demonstrated the performance appraisal practices in HRM of private schools. It
shows that the teacher agreed in all indicators. This means that the teachers affirmed the practices
of the private schools in HRM in terms of performance appraisal. Teachers agreed that the private
schools practiced that the head encourages their employees to work to the best of their abilities,
heads seek to maximize employee performance, and heads give them constructive feedback.
However, teachers perceived that their weak practices were employees understand how my per-
formance is evaluated, employees receive regular performance reviews, and head uses objective
measurable criteria.

It implies that the teachers perform their function in accordance to the norms and stan-
dard because the head of the private schools constantly evaluate their performance. The teachers
were given constructive feedback on their performance. However, the teachers are not explained
on how does they obtained such performance rating. Periodic performance are not done regularly.
To have better performance appraisal practices, the school head constantly monitor the perfor-
mance of the teachers. Feedback mechanism as to their performance are encouraged to have
transparency of the results based on the set criteria prior to the actual conduct of performance
appraisal.

Therefore, the directors strongly agreed that performance appraisal were practiced in
private schools. The directors in the private schools agreed that their head values honest and
candid feedback, encourages employees to work to the best of their abilities, and performance
appraisals are fair and unbiased. It implies that directors in the private school affirm with the per-
ception of the teachers that performance appraisal is done honestly. The appraisal was based on
the strengths and weakness of the teachers in private school. This would help the improving the
weakness of the employees.

The result is similar to Noe, et al (2006) that discusses performance management as “the
process through which managers ensure that employees’ activities and outputs are congruent with
the organization’s goals”. The concept of performance management has contributed a lot in the
development Human Resource Management in recent years. Performance Management is widely
being used in organizations so as to obtain the best results by trying to improve performance of
the workforce. Goals and standards are being planned well beforehand in order to get satisfied
outcomes. This is supported by Karol (2016) that performance appraisal includes a communication
event planned between a manager and an employee specifically for the purpose of assessing that
employee’s past job performance and discussing areas for future improvement.

Compensation and Awards Practice. Compensation is the monetary benefit which is given
to an employee or worker giving their services to an organization. Compensation includes compo-

nents like salary, wages, bonuses etc. The compensation provided helps in motivating the employ-
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ees, build their career and ensure that there are committed in achieving the company goals. This

dimension is essential in the organization to motivate the teachers in performing beyond what is

expected.
Table 5
Compensation and Award Practices
Teachers Directors
Indicators WM | Descripnom | WM | Descripios
1 Incentives are linked 1o achievement of individual goals.

4.02 Agree 4,38 Agree

2 The factors of the rewards scheme contribute the mas? in engaging
ke employees. 4.02 Agree 4.211 Agree
3 Emplovees received recognition or praise for doing good wark Strongly

4.13 Agree 4.52 Agree

[ The pay and ben

efits in your organization are comparable 1o
simmilar arganicad

. 4,02 Agree 4,34 Agree
5 The berefits offered by the orgarization meet employee’™s needs

4.05 Agree 4.34 Agree

] The arganization offers o comprehensive benefils package
4.07 Agree 478 Agres

The arganization mainlains a competitive pay and berefits

package. 4.01 Agree 4,14 Agree
] The arganization pay policy helps attract and retain high

performing employees. 4.05 Agree 4,24 Agree
a The pay is fair for employess” position Stroagly

4.0 Agree

...
Ln
2

Agree

10 | The pay malches employess” job performance.
4,03 Agree 4,34 Agree
11 | Employecs are paid fairly. 4.05 Agres | 462 | Strongly
Apgres

12 | The primary value of recognition is tangible reward.
398 Apgrec | 4.17 Apgres

13 | Formal recognition events increase the motivational value of

A FECOENINON Program. 4.02 Apgres | 4.21 Apgres
14 | The primary value of recognition is acknowledgement of

performance by management. 4.06 Agrec | 4.03 Apgres
15 | Recognition should be given only for sustained outstanding

performance over a long peried of time. 3.99 Agree | 4.17 Apgres
16 | The primary value of recognition clearer definition of

cxpectations. 4.03 Apree | 4.24 Apgres

17 | Recognition should be given for outstanding employees.
4.21 Apree | 448 Apres

18 | Recognition should be given for significant achievemen: “on Strongly

the spot” 4.10 Apree 469 M pres
1% | Support and guidance of heads is impormant to get rewarnds

and recognition. 4.13 Agree | 432 Apgres
20 | Rewards and recognition provided by your organization are

satisfactory. 4.03 Apree | 4.45 Apgres

21 | The employee's expect reward in the organizaton.
3.99 Apree 4.38 A pres

22 | Productivity and performance evaluation are fairy used. Strongly
4.15 Apree 469 M pres
23 | Rewards increase employes involvement in the workplace. Strongly

4.10 Agree | 4.52 Apgres

24 | Salary and incentive packages are one of the main reasons
why people apply for specific jobs. 4.15 Apree | 4.41 Apres
25 | The right compensation and benefits schemes ensure that
hard-working employees are rewarded fairly and in the most
cost-cffective way for the organization. 4.18 Apree 448 A pres
therall weighted mean | 4.06 Agree | 437 | Agree

Mo m = J9F Lagewd ) 00 - .29 - Spmapdy Doy, £ 20 - 235 - Duegra, L 5T - 545 - Sty Aprne, 147 - 4.3 dgvnr, 43¢ 04— Spromgply Agre
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Table 5 gives the practices of HRM in terms of compensation and reward system in the
organization. It shows that private teachers agreed in all indicators of compensation and reward
practices of HRM. This means that the teachers approved that the private schools practiced rec-
ognition was given for outstanding employees, right compensation and benefits schemes ensure
that hard-working employees are rewarded fairly and in the most cost-effective way for the organi-
zation, productivity and performance evaluation are fairly used and salary and incentive packages
are one of the main reasons why people apply for specific jobs.

Nevertheless, the teachers in the private school considered some indicators were weak
like the primary value of recognition is tangible reward, recognition should be given only for sus-
tained outstanding performance over a long period of time, and the employee’s expect reward
in the organization. This means that teachers are performing their function just to received reward
from the school they are working. They simply work because they are determined to perform their
task as a teacher.

It implies that the private school teachers are given enough salary based on the scheme
designed. Other benefits like productivity and performance are given based on the result of fair
evaluation. It shows that the teachers are satisfied with the salary and additional incentives they
received. This extrinsic motivation to the private school teachers motivate them to perform their
teaching and non-teaching related activities in school.

So, the directors also agreed in almost all indicators of HRM practices in terms of compen-
sation and rewards. Moreover, they strongly agreed that recognition should be given for significant
achievement “on the spot”, productivity and performance evaluation are fairly used, employees
are paid fairly, and employees received recognition or praise for doing good work. This means that
the directors were favor of recognizing the employees fairly and be given immediately for doing
their work well. It may be a form of praise or an extrinsic motivation. However, the directors agreed
or considered the following practices in compensation and awards as weak such as the primary
value of recognition is acknowledgement of performance by management, the organization main-
tains a competitive pay and benefits package, and recognition should be given only for sustained
outstanding performance over a long period of time.

It implies that the practices of HRM in compensation and awards are essential in the
organization. Both teachers and directors agreed that teachers in the private school are satisfied
with their compensation. Teachers are motivated to perform this function because they are com-
pensated. They are also encouraging because they are recognized with their simple work which
contributed to the improvement of learners’ performance

The findings of the study is supported by Grote (2012) compensation is something, most

usually money, which is given to the employees of an organization or company as payment or
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reparation for their service towards the organization or because of their loss incurred due to any
organizational activity. This is important to the employees so that they are motivated to perform

their task.

Performance of Teachers in the Private Schools

The performance of the teachers in private schools were determined based on the three
dimensions. This includes planning, teaching materials, and evaluation; learner reinforcement and
development; and commitment and communication with the learner. Each dimension is discussed
in separate table.

Planning, Teaching Materials, and Evaluation.

This dimension of teacher performance is consist of 15 dimensions. This is determined

through their periodic performance rating.

Table &6
—______________FPlanning, Teaching Materials and Evaluation __
Indicators WM | Description
He / She prepares good daily lesson plan
1 {well writien). 217 Satisfactory
He /Shi states the outcome and student course objectives in
behavioral terms (behavioral objectives). 421 Satisfactory
E] He /She relates new lesson with the previous lesson. 4. 2% Satisfactony
He /She encourapes students to do thing and welcome pertinent 438 Satisfactory
4 questions.
He /She gathers’organizes and evaluates pertinent information of
5 students for effective instnictions. 430 Satisfactory
He /She can identify and evaluates learning problems of smdents in
L] conbent area being aught. 4.33 Satisfactory
He /Shie knows how to select, construct, organize and use appropriate
7 instructional materials and equipment to facilitate learning. +.31 Satisfactory
He /She selects/develops appropriate assessment technigues and
i instruments for instructional activities. .30 Satisfactory
He /She collects’qualifies and interprets data from appropriate 424 Satisfactony
B ASECESMEN instmmenis.
He /She checks test examination paper and informs students of their 433 Satisfactory
1% | results.
He/she provides clear information about objectives, bibliography,
11 tutorials, contents, and assessment methads in the subject's 222 Satisfactory
curriculum.
He/ 5he designs and relates the classroom content to the lab content.
12 .24 Satisfactory
He /She efficiently incorporates and employs 1CTs (Information and
13 | Communication Technologics) 4.15 Satisfaciory
He /She has a pood command/mastery of the contents of the course. 425 Satisfactory
14
15 He /She informs students’ progress. 4. 2% Satisfactory
Ohverall weiphted mean 427 Sarizfaciory
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Table 6 shows the performance of private school teachers in terms of planning, teaching
materials, and evaluation. It revealed that the over-all performance of the private school teachers
was satisfactory. This means that the teachers were competent in planning, teaching materials, and
evaluation. The teachers manifest competent performance in encouraging students to do thing
and welcome pertinent questions, checking test examination paper and informs students of their
results, and identifying and evaluates learning problems of students in content area being taught.
However, teachers were weak in preparing good daily lesson plan, efficiently incorporating and
employing ICTs, and stating the outcome and student course objectives in behavioral terms.

It implies that the private teachers are performing their function of evaluation and assess-
ment. They constantly evaluate the performance of the learners through checking and returning
their output for the learners to know their strengths and weaknesses in a particular subject area.
Nevertheless, in planning the lesson not all teachers are preparing their daily lesson plan. Not all of
them were also informing the learners about the session objectives every time they have class in-
struction. To summarize, the teacher are child-centered and concerned about performance-based
assessment.

The result of the study affirmed to the study of Hiltrop (2009) that planning and evalua-
tion performance of the teacher has positive impact to learners’ performance. Teachers must have
planned carefully the lesson and assess constantly the performance of the learners to monitor the
individual progress. It also negates to the findings of Hiltrop (2009) that competent teachers were
always prepare his or her lesson and inform constantly the learners about the lesson objectives.
By so doing, learners are guided of their performance.

Learning Reinforcement and Development.

This dimension of teacher performance is consist of 17 dimensions. This is determined

through their periodic performance rating.
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Table 7
Learner Reinforcement and Development
Indicators M Drescription
He /She presenis the minimum content of hisher subject matter,
l tailored 1o the students” knowledge and abilitics. 4.29 Satisfactory
He /She is easily accessible 435 Satisfactory
2 {consultation, e-mails, etc.).
He /She allows the student to organize and distribuie part of the
3 asgignments to be performed in the class. 431 Satisfactory
He /She presenis the contents following a clear and logical
4 framewaork, highlighting the impomant aspects. 433 Satisfactory
5 He /She allows and encourages student participation. 445 Satisfactory
] He /She promaotes individual work. 441 Satisfactory
T He /She relates the teachings to the real life sinuations. 444 Sarisfactory
He /She provides initial and final overviews of the session and/or 440 Satisfactory
# sulject in class.
He /She encourapes student interest and the motivation to learm. 432 Savisfactory
10 | He /She facilitates student-student and student-teacher interaction. 440 Satisfactory
11 He /She attends and responds clearly fo guestions asked in class. 445 Satisfactory
12 He /She adeguately attends to the consultation reguested of himy'her. 443 Satisfactory
13 He /She maintains an objective and respectful guidance with the 4359 Sarisfactory
smdents.
14 | He /She organizes activities for the student to actively participate in 442 Satisfactory
course assignments, and group activitics.
15 He /She interweaves connects the content of the subject matter with 441 Satisfactory
other courses.
16 | He /She interacts satisfactorily with the smdents. 430 Satisfactory
17 | He /She relates the weachings to the real life sitoations. 441 Satisfactory
Ohverall weiphted mean 438 | Safisfactory

Table 7 tallies the performance of private school teachers in learner reinforcement and
development. It revealed that the over-all performance of the private school teachers was sat-
isfactory. This means that the teachers were competent in reinforcement and development of
learners. The teachers manifest competent performance in allowing and encouraging student par-
ticipation, attending and responding clearly to questions asked in class, and relating the teachings
to the real life situations.

It implies that private teachers are student centered because they always give opportunity
for the learners to participate in class interaction and positively address the needs of the learners
when needed. During the class discussion, the teacher always gives examples relevant to the real
life situation to intensify learning. The core of the educative process are the learners. Teachers are
only facilitator of learners. Thus, challenging task are given to the learners as a reinforcement for
learning.

The result is in consonance with the Price (2007) that teachers’ important role in the edu-

cative process is to provide students with learning opportunity to interact in the situation which are



62

Uit 9 athuit 2 ( nsngem - Funen 2562)
Volume 9 Number 2 (July - December 2019 )

currently happenings in the community. Teachers constantly nurture learning and facilitate every
learner through addressing their individual needs. Engagement in the actual learning opportunity
for the learners are essential to have an effective and efficient learning to happen. Thus, learners
with special needs are given reinforcement for them to be considered as part of the process.
Commitment and Communication with Learners.
This dimension of teacher performance is consist of 14 dimensions. This is determined

through their periodic performance rating.

Table &
Commitment and Communication with the Leamer
Indicators ‘M | Description
1 He /She uses correct English. 413 Satisfactory
2 He /She uses accepable written and oral expression with the leamer. 4.3] Satisfactory
He /She gives clear directions and explanations, 439 Satisfactony
He /She accepts varied students viewpolnts or asks them to elaborate
4 answers or ideas, 436 Satisfactory
3 He /She encourapes students to speak and write cormectly. 4449 Satisfactory
He /5he informs the students of the competencies they will be expected to
[ acguire/phtain. 439 Satizfactory
T He /she provides students with scientific information that allows them to
gain a better and deeper understanding of the subject matter. 433 Satisfactory
He /She fosters'provides concrete examples in order to develop the eritical 442 Satisfactory
i thinking of studeats.
He /She applies the established curriculum with a certain amount of
G flexibility for a better class dynamic. 438 Satisfactory
10 He /She uses material resources that facilitate leaming. 440 Satisfactory
He /She designs the content and develops the courss to promaote the
11 acquisition of competencies for better student leaming and development. 436 Satisfactory
He /she applies the assessment criteria of the activities as established in the
12 subject's curriculum. 439 Satisfactory
He /5he stimulates students” desire and interest to leam more about the 444 Satisfactory
13 subject matier,
He /5he is willing to supplement available teaching materials for better 453 Very
14 leaming. Satisfactory
Chverall weiphted mear 438 | Satisfactery

Table 8 summarizes the performance of private school teachers in commitment and
communication with the learners. It revealed that the over-all performance of the private school
teachers was satisfactory. This means that the teachers were competent in reinforcement and
development of learners. The teachers manifest very competent performance in their willing to
supplement available teaching materials for better learning.

Moreover, the teachers showed competent performance in encouraging students to speak
and write correctly, stimulating students’ desire and interest to learn more about the subject mat-
ter, and applying the assessment criteria of the activities as established in the subject’s curriculum.
It implies that the private teachers have commitment to their profession. They perform their func-

tion in accordance to the norms and standards. Moreover, the teachers constantly
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The Performance of Teachers

Extent of Human Resource Management | T-value p-values Interpretation’
Practices Decision
- l6s 0526 [nsignificant
Do not Reject He

communicate their learner by giving them the opportunity to stimulate their learning desire. The
teachers are determined to perform their task because they have the passion to teach.
Significant Relationship Between the Extent of Human Resource Management Practice and
Performance of Teachers in the Private Schools

The significant relationship between the extent of HRM practices and performance of
teachers in private schools were tested at 0.05 level of significance. The variables were correlated
using Pearson r Coefficient Correlation.

Table 9 Significant Relationship between the Extent of Human Resource Management
Practice and the Performance of Teachers
Note: significant at p < 0.05

Table 9 revealed the significant relationship between the extent of human resource man-
agement practice and the performance of teachers in the private schools in Saraburi Province. Us-
ing Pearson Correlation Coefficient to identify the significant relationship, it was found out that the
p-value of 0.526 is greater than the level of significance therefore, do not reject the null hypothe-
sis. This means that there was no significant relationship between the extent of HRM practices and
performance of teachers in private school. Furthermore, the r-value of -0.165 denotes that there
was a negative very weak correlation between the variables.

It implies that the HRM practices are not predictors of teaching performance. The perfor-
mance of the teachers are not affected with the HRM practices. The teachers perform their duties
and responsibilities in accordance to the norms and standard. Moreover, the negative very weak
correlation denotes that the variables are associated with each other.

The Problems Encountered in the Human Resource Management Practice in the Private
Schools
The problems encountered in the HMR practice were determined through the individual

responses.
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Table 10
The Problems Encountered in the Human Resource Management Practice
in the Private Schools

Problems Encountered Rank | Percentape
[mbalance recruitment of qualified staff. I 55 %
Lack of financial support. 2 448 %
Lack of modern training methods and technologies. 3 48 %%
Unidentified training opportunitics. 4 41 %
The right people with the right skills in the right jobs not in place. 5 18 %
[nformal 1dentification and specification of fraining needs. & 31 %
Dieficient optimization of the HE operation. 7 31 %
Less knowledge on model of changes through leaming and B 311 %
TI'IEI'IEgI'.‘-'ﬂ'IC:'Lt.
[nappropriate technological opporiunitics fo improve a 28 %%
effectivencss of the training activitics.
Undefined employers —emplovees' obligations mn the workplace. 1D 24 %
Increasing incompetent staff. 11 21 %
Lack of building a spirit of teamwork and cooperation. 12 21 %%
Undefined work relationship and commitment. 13 17 %
Ineffective delegation skills and strategies. 14 17 %
Less knowledge on model of changes through learning and 15 17 %
MANAEETNENL
HR development planning is inappropriate to the 16 14 %%
organization's sirategy.
Undeveloped principles of empathetic communication and 17 14 %%
active listening.
Inappropriate performance evaluation criteria. 18 10 %
Decreased collaboration in training and participation 19 7%

Table 10 identified problems encountered in the human resource management practic-
es in private schools in Saraburi province. As a result of the given survey, the following were the
problems met by the private teachers such as imbalance recruitment of qualified staff, lack of
financial support, lack of modern training methods and technologies and unidentified training op-
portunities. However, the less problems encountered were undeveloped principles of empathetic
communication and active listening, Inappropriate performance evaluation criteria, and decreased
collaboration in training and participation.

This means that the private teachers felt imbalance in the qualification of the staff. They
need financial support from the school in order to sustain their needs. They also need training to
upgrade their skills in teaching. These are all minor problems encountered by the teachers and
could be addressed immediately through an action plan. Teachers should be given trainings that
would capacitate them and provide them with the needed skills to have a better teaching-learning

outcomes.
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Findings

1.The extent of practiced of HRM in terms of recruitment and selection, training and de-
velopment, employee participation, performance appraisal, and compensation and award were
always practiced in the private schools.

2.The performance of the private school teachers in terms of planning, teaching materials,
and evaluation revealed that the over-all performance was satisfactory.

3.There was no significant relationship between the extent of HRM practices and per-
formance of teachers in private school. Furthermore, there was a negative very weak correlation
between the variables. The HRM practices are not predictors of teaching performance. The perfor-
mance of the teachers is not affected with the HRM practices.

4.The problems encountered by the private teachers such as imbalance recruitment of
qualified staff, lack of financial support, lack of modern training methods and technologies and
unidentified training opportunities. However, the less problems encountered were undeveloped
principles of empathetic communication and active listening, Inappropriate performance evalua-

tion criteria, and decreased collaboration in training and participation.

Conclusion

Based on the findings, it can be concluded that HRM practices are not predictors of
teaching performance in private schools. Recruitment and selection, training and development,
employee participation, performance appraisal, and compensation and award did not affect the

performance of teachers.

Recommendations

1.Strengthen mechanism in HRM practices and constantly adhere with the standards must
be implemented the workplace.

2.Sustaining the HRM practices across dimensions through periodic evaluation must be
done in all schools in the district.

3.Spearheading a capability building program for teachers’ must be done in order to hone
the skills teachers to be efficient and effective in the teaching-learning process.

4.Monitoring teachers’ performance in school districts must be done regularly.

5.Engaging of all private school teachers in the district must be done especially in the

seminar-workshop to uplift teachers’” performance.
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