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บทคัดย่อ

	 บทความวิจัยนี้มีวัตถุประสงค์เพื่อหาความสัมพันธ์ระหว่างการปฏิบัติงานการบริหารทรัพยากรมนุษย์กับ

การปฏิบัติงานของครูโรงเรียนเอกชนสังกัดสำ�นักงานการประถมศึกษาจังหวัดสระบุรี การวิจัยเชิงสหสัมพันธ์โดยใช้

แบบสอบถามไปที่ผู้บริหารโรงเรียนเป็นผู้บริหาร 29 คนและครู 564 คนในโรงเรียนเอกชน พบว่าผู้ตอบแบบสอบถาม

ส่วนใหญ่อยู่ในช่วงอายุ 25-30 ปีและผู้อำ�นวยการมีอายุต่ำ�กว่า 31-35 ปีพวกเขาเป็นผู้หญิงทุกคนจบการศึกษาระดับ

ปริญญาตรีสัญชาติไทยมีประสบการณ์การสอน 1 - 5 ปี และประสบการณ์ด้านการบริหารมากว่า 30 ปี ขอบเขตของ

การศึกษาด้านการจัดการทรัพยากรมนุษย์ที่มีการปฏิบัติกันจริงทั้งครูและผู้บริหาร ด้านต่างๆ เช่นการสรรหาและคัด

เลือก การฝึกอบรมและการพัฒนา การมีส่วนร่วมของพนักงานการประเมินผลการปฏิบัติงานและการให้ผลตอบแทน

และรางวัล พบว่าไม่มีความแตกต่างอย่างมีนัยสำ�คัญของการจัดการทรัพยากรมนุษย์ของครู ในทำ�นองเดียวกันก็ไม่มี

ความแตกต่างอย่างมีนัยสำ�คัญระหว่างขอบเขตของการปฏิบัติด้านการจัดการทรัพยากรมนุษย์ และเมื่อจัดกลุ่มตาม

คุณสมบัติก็ไม่แตกต่างกันอย่างมีนัยสำ�คัญในขอบเขตของการปฏิบัติด้านการจัดการทรัพยากรมนุษย์ของอำ�เภอที่

แตกต่างกัน นอกจากนี้การปฏิบัติงานของครูโรงเรียนเอกชนในด้านการวางแผนจัดหาสื่อการสอนและการประเมิน

ผล การเสริมสร้างและพัฒนาผู้เรียน และความมุ่งมั่นและการสื่อสารกับผู้เรียนพบว่าเป็นที่น่าพอใจ การปฏิบัติงาน

ของครูไม่มีความแตกต่างอย่างมีนัยสำ�คัญเม่ือจัดกลุ่มตามเขตโรงเรียนและไม่มีความสัมพันธ์อย่างมีนัยสำ�คัญระหว่าง

การบริหารทรัพยากรมนุษย์กับการปฏิบัติงานของครูในโรงเรียนเอกชน นอกจากนี้ปัญหาที่พบโดยครูเอกชนเช่นการ

สรรหาบุคลากรที่ขาดคุณสมบัติ ขาดการสนับสนุนทางการเงิน ขาดวิธีการฝึกอบรมที่ทันสมัยและเทคโนโลยีและ

โอกาสในการฝึกอบรม ดังนั้นจึงสามารถสรุปได้ว่าการฝึกการบริหารทรัพยากรมนุษย์ไม่มีความสัมพันธ์กับการปฏิบัติ

งานของครู

คำ�สำ�คัญ: การจัดการทรัพยากรมนุษย์, การปฏิบัติงานของครู, ครูเอกชน, ผู้อำ�นวยการโรงเรียน, 

สหสัมพันธ์
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	 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 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.
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	 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 McLagan, (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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	 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.



54
ปีท่ี 9 ฉบับท่ี 2 ( กรกฎาคม - ธันวาคม  2562 )
Volume 9 Number 2 ( July - December 2019 )

	 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 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.
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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. 
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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 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 
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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 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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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 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.



References

66
ปีท่ี 9 ฉบับท่ี 2 ( กรกฎาคม - ธันวาคม  2562 )
Volume 9 Number 2 ( July - December 2019 )

Cole, M. (2012). “Institutional and Rational Determinants of Organizational Practices: 
	 Human Resource Management in European Firms”, Administrative Science Quarterly, 
	 Vol. 44, No.3, pp.507-532. 
Delery, J. E., & Doty, H. (2006). Modes of theorizing in strategic human resource Management: 
	 Tests of Universalistic,. The Academy of Management Journal, Vol. 39, No. 4, 802-835.
Grote, R. (2012). “Top management team’s vision and human resources management 
	 practices in innovative Spanish companies”, The International Journal of Human Resource 
	 Management, Vol.19, No. 4, pp. 620-638. 
Hiltrop T. (2001),“The multicultural organization”, in: Albrecht,M. (Ed.) International 
	 HRM: Managing Diversity in the Workplace, Blackwell, London, pp. 245-260. 
Kaler, .D. (2009). “Managing creative people: strategies and tactics for innovation”, 
	 Human Resource Management Review, Vol.10, No. 3, pp.313–351.
Mayhew, R. (2019, June 26). Functions and practices in human resource management. 
	 Retrieved from https://smallbusiness.chron.com: https://smallbusiness.chron.com/
	 functions-practices-human-resource-management-59787.html.
McDonough and Shaw B. (2013). “The key role of human resource practices for 
	 promotion of creativity and innovation: a Spanish case study”, in: Oliver, J.L.H 
	 and Ortiz, M.P (Ed.), Management Innovation, Springer Proceedings in Business and 
	 Economics, Springer International Publishing, Spain, pp.119-137.
McLagan, D. (2009). Knowledge Management in Organizations, A Critical Introduction, 
	 Oxford: Oxford University Press.
Moore, M. (2017). Chron- 2017 Hearst newspapers. Retrieved June 3, 2017, from What Are HRM 	
	 Strategies?: http://smallbusiness.chron.com/hrm-strategies-59260.html
Noe  (2012). Employee participation developing people business studies and business 
	 English/ business case studies. Retrieved from https://businesscasestudies.co.uk: 
	 https://businesscasestudies.co.uk/business-theory/people/employee-participation.html
Price, J. (2007). “Global staffing: a review and thematic research agenda”, The 
	 International Journal of Human Resource Management, Vol.20, No. 6, pp.1253-1272. 
Reddy, K. (2017). What is human resource management – why is it important? Retrieved 
	 June 1, 2017, from https://content.wisestep.com/human-resource-management-import	
	 ant/: https://content.wisestep.com/human-resource-management-important/.
Stewart, K. (2016). Study.com. Retrieved May 27, 2017, from 
	 http://study.com/academy/lesson/strategic-human-resource-management-definition-im	
	 portance.html: http://study.com/academy/lesson/strategic-human-resource-manage		
	 ment-definition-importance.html
Suparinee Aumporn. (2010), “Research Report in Causal Factors on Administration Affecting  
	 Private School Teacher Turnover”, The Journal of Suddhiparitad, Vol.79, pp.188. 


