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The model of employee engagement influencing financial

performance in the automotive parts industry of Thailand

Montri Srirachapat’ and Sarunya Lertputtarak®

Abstract

This research aimed to develop the model of employee engagement.
The objective was to study the important components of intrinsic and extrinsic
Influences that impacted employees’ engagement and correlated with financial
performance development in order to develop the engagement model. Mixed
method was used in this study. The population in this study was employees in
the automotive parts industry in Thailand. There were 115 empirical components
derived from the surveys of 950 Employees, the in-depth interview with 30
managers, and focus group discussion with 12 experts and specialists in the
automotive parts Industry. The research areas were automotive parts manufacturing

companies in Chonburi, Rayong, Samutprakarn, and Pathumthani, Thailand.

Keywords: 1. Intrinsic influence 2. Extrinsic influence 3. Employee engagement

4. Financial performance
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Lﬁ'}:}mﬁalugﬂﬂumummg’m (standardized root mean square residual:
standardized: RMR) #uinfiu .013 (RMR < .05) uazf13nasetadamaigas
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Employee

Engagement

| TE_ME H LE_ME H ME_ME H WP_ME ‘

CFA : Employee Engagement Model

Chi-square=99.361, Chi-square/Df=1.258, df=79, p=.061
CFl=.992, GFI=.988, NF|=.965, RMR=.013, RMSEA=.016

A0 1 gﬂLm‘uaumil,%ﬂmdﬁwaﬁﬂ%wammEnﬁwuaawﬁfmmﬁﬁ@ﬁaﬂszﬁw%mwmdmsﬁm
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