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Abstract

This study had six mejor objectives: (1) to investigate the relationships
between employees' perception of the information on organizatibns’ compensation
cuts and perception of pay fairness and psychological well-being; (2) to investigate
tﬁe relationships between hardiness personality and coping behaviors (problem -
focused coping and emotional — focused coping); (3) to investigate the relationships
between hardiness personality and coping behaviors and psychological well-being;
(4) to compare the psychological well-being of the employees with different coping
behaviors; (5) to compare the perception of pay faimess the employees’ with different
perception levels of the information on organizations’ compensation cuts and job
positions; and (6) to investigate the predictive pbwer of employees' perception of the
information on organizations’ compensation cuts, perceived fairmess of pay, hardiness

personality and coping behaviors on psychological well-being



The samples were 454 employees of four engineering consultation
companies in Bangkok which used a compensation cuts policy. The research
instruments consisted of six sets of questionnaires : (1) demographic questionnaire
(2) employees’ perception of the information on organizations’ compensation cuts; (3)
perception of pay fairness; (4) hardiness personality; (5) coping behaviors: and (6)
psychological well - being .

Six hypotheses were tested. The major findings were as follow :

1. The findings indicated that employees’ perception of the information
on organizations' compensation cuts and perception of pay fairness were significantly
correlated high with psychological well-being of the employees (p < .01).

2. Hardiness personality of the employees was significantly correlated
higher with problem - focused coping than with emotional_focused' coping (p < .01).

3. Hardiness  personality and coping beha‘\./iors were significantly
correlated positive with psychological well-being of the employees (p < .01).

4. Employees with different coping behaviors were significantly
differz_ant'in psychological well-being (p < .05).

5. Employees with different perception levels of the .information
on organizations' compensatioh cuts and job positions were significantly different
in perception of pay faimess {(p < .001).

6. Employees’ perception of the information on organizations’
compensation cuts, problem - focused coping, perception of pay faimess and
hardiness personality taken together were able to predict psychological well-being
of the employees.

Most hypotheses were supported. These research findings suggest that
honest explanations regarding organizations’ compensation cuts and procedural justice
theory were also discussed. In additicn positive coping skills and personality

development training for personnel in personnel management were recommended.



