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ABSTRACT

The objective of this independent study was to study employees’ satisfaction towards
performance management system or PMS of the Bank for Agriculture and Agricultural
Cooperatives in Chiang Mai Province.

The sample groups consisted of 361 employees of one Chiang Mai main office and 19
other district offices. The data was collected from questionnaire and then analyzed descriptively
using frequency, percentage, and mean.

The results of the study were as follows. Most or 64.5% of questionnaire respondents
were male, 31-40 years old, married, with the highest education of Bachelor’s degree or
equivalent. Their positions were 5-7 classes, with 20,001-30,000 baht salary.

In terms of their satisfaction towards PMS, the respondents were satisfied with objectives
and benefits at the high level. Their satisfaction was at the medium level for process; follow-up,
supervision, advice and training; and evaluation.

In terms of sub-factors in each category, it was found that in bank’s principles, the
respondents were satisfied with the first 3 sub- factors: that PMS aims for success, that PMS
emphasized two-way participation, and that PMS emphasized the interaction in the whole system.

In objectives and benefits, the respondents were satisfied with the first 3 sub- factors: that clear



goals and expectations enabled employees to share responsibility in reaching those goals both
personally and for the organization; that they were able to set up accurate and effective strategies;
and that they were able to improve themselves according to the direction and goals of the bank.

In terms of process, the respondents were satisfied with the first 3 sub- factors:
employees were aware of expectations for each task, goals were in line with principles of the
bank, and employees were the best source of feedback concerning the progress of work.

In terms of follow-up, supervision, advice and training, the respondents were satisfied
with the first 3 sub- factors: that these helped improve the quality of work and work condition,
that they increased knowledge and expertise which allowed for more work, and that they helped
increase the speed of work.

In terms of evaluation, the respondents were satisfied with the first 3 sub- factors:
evaluation allowed employees to learn about strength and weak points of their performance,

employees were aware of the evaluation in advance, and evaluation was justly done



