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The moderating efIect of generation on the relationship between commitment and performance: 
Evidence from human resource management model 

Ampol Chayomchai"* 

"Fa~'Ull,v o/Management Science, Phetchablln Rajabhat University. Phetchabull. Thailand 
CHRONICLE ABSTRACT 

A,.ticle histOf;': This research aimed to investigate the effect ofleader-member exchange and employee motivation 
Received: March 18, 2020 on organizational conunitment, and the effect of organizational commitment on job perfoomance.
Received in revised format: The research also examines the moderating effect ofgeneration on the relationship between organ­
May 30 2020 izational commitment andjob performance. The popUlation of this research is the employees work­
Accepted: June 17, 2020 

ing in private organizations in Thailand. Data collection was performed using a convenient random Available online: 
June 17, 2020 method. 400 usable questionnaires were used for statistical analysis. The author analyzed Descrip­
Keywt:11'd.: tive statistics by SPSS program version 25 while the SmartPLS 3.3.0 program was used to test the 
Gene"atinn research hypotheses in Partial Least Square-Structw'al Eqnations Mode! (PLS-SEM). The finding 
Leader-Member Exchange revealed that leader-member exchange positively affected organizational conunitment but em­
Employee Motivatioll ployee motivation had no significant effect on organizational commitment. It also found that leader­
Organ/mtional Commitment member exchange had a positive effect on employee motivation. Another key point was organiza­
Job PelformalU:e tional commitment significantly influenced onjob performance. In addition, the study found the
Human Resource Management moderating effect of Generation on tbe relationship between commitment and job performance. 

1. Introduction 

Changes occur both inside and outside the organization (Makina & Keng' ara, 2018). Success or failure ofan organization is 
related to human resource management and the leadership characteristics of leaders (lrge, 2016). The leadership style of the 
organization will have a clear effect on the behavior ofthe employees ofthe organization, whether it be a positive result or a 
negative result (Mekpor & Dartey-Baah, 2017). Leaders in the organization are currently facing significant social and eco­
nomic changes today. Therefore, it is necessary to increase abil1ties and skiUs in order to motivate the employees of the 
organization and lead the organization to its goals or success (lrge, 2016). For an organization to be successful, leaders must 
be able to control and operate through their employees. Creating employees to engage with the organization and lead to the 
success of the organization must have a good relationship between leaders and followers (Ruzgar, 2018). Executives at all 
levels in the organization need to pay attention to employee performance, which is an important element to the success ofthe 
organization, including consideration offactors that affect the work ofemployees such as organizational commitment (Rafiet, 
Amini, & F oroozandeh, 2014). Leaders who lack understanding in human resource management will reduce employee moti­
vation, lack of employee engagement in the organization, lack of trust in employees, and ultimately affect the organization's 
performance (Anuradha, 2016). Therefore, leaders must have a strategy in order to manage the organization to achieve .good 
results as targeted (Makina & Keng'ara, 2018). Not only the managerial level of the organization, but also all levels of em­
ployees must also be ready for the change ofthe organization (Makina & Keng' ara, 2018). The success of the organization's 
goals depends on the performance ofthe employees in the organization. ColpOl'llte executives need to maintain various factors 
that afiect the work performance ofemployees in order to ensure that the organization can actually achieve their goals at all 
.. Col'responding author. 
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times (Mangkunegal'a & Miftahuddin,. 2016). Work attitudes ofemployees are the vital factors for organizational pelformance 
and success such as work motivation, employee commitment (Shahab & Nisa, 2014). Executives ofthe organization also need 
to focus on the motivation of the employees so that the organization can achieve its mission (Marzuki. & Sularso, 2018). The 
organization's employees are an important human capital and must remain with the organization for a long time. In addition, 
organizations need to develop human resources in many areas to support changes in the global society, especially technolog­
ical changes. Employees need to improve their knowledge and skills, including learning in order to work successfully. Leaders 
in the organization are responsible for creating a learning atmosphere within the organization and motivating employees to 
change. And in the end, the organization needs to have a new generation ofemployees or management to be able to work with 
new technology efficiently. That means the organization must have generations (Tyagi & AukhoOll, 2019). 

2. Research Objectives 

This research aimed to investigate the effect of leader-member exchange and employee motivation on organizational com­
mitment, and the effect oforganizational commitment onjob performance. Also, the research expected to test the moderating 
effect of Generation on the relationship between organizational commitment and job perfonnance. This study focused on 
private organizations or companies in Thailand. Therefore, the research finding will help the policymakers or organization's 
leaders plan the human resource policies and management for organizational success. 

3. Literature review 

3.1 Leader-member exchange 

The Leader-member exchange (LMX) variable is the relationship between leaders and followers in an organization (Griffith, 
Connelly, & Thiel, 2011). Ruzar (2018) defined the LMX model that it is an important model to explain the interpersonal 
relationship between supervisors and subordinates. Some studies emphasize the meaning of this variable as the quality of the 
relationship between SUlJervisors and subordinates (A Ishamasi & Aljojo, 2016; Sahin, 2012). Leadership styles of supervisors 
have a profound effect on exchanges between supervisors and subordinates (Ruzgar, 2018). Employees with good suppol1 
from supervisors, which means good relations between followers and leaders, will affect the readiness of future changes in 
that organization (Kapoor, Singh, & Syed, 2017). The quality of the relationship between supervisors and subordinates tends 
to increase as the longer work between supervisors and subordinates (Alshamasi & Aljojo, 2016). In addition, the ability of 
leaders affects the acceptance of followers and increases the good relationship between leaders and followers (Ibrahim, Ghani, 
& Salleh, 2013). Being accepted by employees will affect the quality ofreiationships between supervisors and employees 
(Ahmadi, et aL, 2014). This relationship is studied in the leadership and dle follower's perspective. The study f01md dIat both 
views are positively related to one another (Munshi & Haque, 2017). From various literature reviews, it is found that there 
are many studies on the relationship between leaders and followers. In addition, it was found that the researchers studied the 
relationship of this variable with other variables in many perspectives such as management styles, leadership, organizational 
commitment, employee motivation, employee's positive behavior, perceived organizational support, and readiness to change 
(Ahmadi, et aL, 2014; Alhashmi, Jabeen, & PapastathopouJos, 20l9; Alshamasi & Aljojo, 2016; Griffith, Connelly, & Thiel, 
2011; Islam, et al., 2013; Kapoor, Singh, & Syed, 2017; Ruzgar, 2018; Sahin,2012). 

3.2 Employee motivation 

Motivation is the nature of the desire of a person to perfonn certain behaviors (Al.Bataineh, Ibrahim, & Fadzil, 2019). The 
motivation ofa person means the process of satisfYing his own needs. When one's needs increase at Ol1e point, people become 
motivated to show certain behaviors (Amin & Claudia, 2016). An organization that creates a good learning atmosphere or has 
a culture oflearning for employees will greatly affect the motivation ofemployees in the organization. Especially in the world 
that has changed dramatically nowadays, Leaders need to motivate employees to leatll new technologies and skills for the 
future (Isik, et aI., 2016; Pangaribuan, et al., 2020). Leaders in the organization need to increase their ability and skills in order 
to motivate their employees (lrge, 2016; Marzuki & Sularso, 2018). Good interpersonal relationships between leaders and 
followers follow the motivation ofemployees. Leaders with good communication have a profound effect on creating employee 
motivation in the organization (Irge, 2016). According to Ahmadi et al. (2014) research, it showed that LMX variable has a 
positive effect on the motivation ofperceiving the support from the organization or the management level in the organization. 
This point is consistent with Irge (2016) who indicated that when good relationships occur between leaders and followers, 
employees have a positive motivation aud are ready to fully utilize their skills and abilities. The study of Ibrahim, Ghani, and 
Sa\1eh (2013) and Alhashmi, Jabeen, and Papastathopoulos (2019) revealed that LMX had s positive intluence on employee 
motivation in the job satisfaction aspect. 

Hypothesis 1 (HI): Leader-member exchange positively influences Employee motivation. 

3.3 Organizational commitment 

Commitment to all organization is a link between an employee and an organization's goal and is related to the behavior and 
attitude of employees in the organization (Al-Bataineh, Ibrahim, & Fadzil, 2019). ComInitment to an organization is an im­
portant work attitude that will have a positive effect on the behavior of employees in the organization (Prasetio, Yuniarsih, & 
Ahman, 2017). In general, organizational commitment consists of three parts which are affective commitment, continuance 
commitment, and normative commitment (Hafiz, 2017; Qureshi, Qureshi, & Thebo, 2019; Rafiet, Amini, & Foroozandeh, 
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2014; Tolentino, 2013). Organizational commitment is a very important factOr for the organization to achieve its goals. Many 
studies have found that commitment to the organization has a positive effect on the efficiency and effectiveness of work and 
also helps to reduce employee turnover issues (Ircfin & Mechanic, 2014; Rafiet, Amini, & Foroozandeh, 2014). The key 
characteristics of the employees who are committed to the organization are to focus on working hard, not compromising 
difficulties, looking alter the assets of the organization and using it efficiently, wanting to be part of the organization and 
participating in the mission of the organization to create an organization to be successful (Al-Bataineh, Ibrahim, & Fadzil, 
2019). Effective leaders with the ability to make changes for the organization to be successful are an important part ofbuilding 
an employee's organizational commitment (Eliyana, Ma'arif & Muzakki, 2019; Kaur, et al. 2020; Mangkunegara & Mifta­
huddin, 2016). Some studies focused on affective commitment because it related to some outcomes what the researchers lleed 
to investigate in their studies such as turnover rate, citizenship behaviour (Sallin, 2012). According to Al-Bataineh, Ibrallim, 
and Fadzil (2019) research, it concluded a significant effect of employee motivation on organizational commitment The 
finding was consistent with Isik, et al. (2016) who found the strong effect of motivation on organizational commitment. In 
2018 research was carried out by Hidayall and Tobing that investigated the relationship between employee motivation and 
organizational commitment. This research provided a different perspective, it pointed out that the motivation to create the 
organizational commitment must also have employee satisfaction influence. The previous studies conducted by Islam, et 
al. (2013) and Griffith, Connelly, and Thiel (201 J) found that Leader-member exchange had a significant relationship with 
organizational commitment. The fmding is consistent with Alhashrni, Jabeen, and Papastathopoulos (2019) and Hsia and 
Tseng (2015) who outlined that LMX significantly influenced organizational cOllltnitment. Also, Keskes, et al. (2018) found 
the effect ofLMX on organizational commitment. The studies ofSallin (2012) and Casimir, et al. (2014) focused 011 affective 
commitment and found a significant relationship between LMX and affective commitment. 

Hypothesis 2 (82): Employee motivation positively influences Organizational commitment. 
Hypothesis 3 (83): Leader-member exchange positively influences Organizational commitment. 

3.4 Job pe1formance 

Job pelformance is the desired result that the organization generates from the combined effects ofboth the behavior and work 
results ofthe employees in the organization (Mangkunegara & Miftahuddin, 2016; Rafiet, Amini, & F oroozandeh, 2014). The 
job performance involves both what employees do and how they work to get the job done (Eliyana, Ma'am & Muzakki, 
2019). The job pelformance ofemployees in the organization is important to the achievement ofthe goals set by the organi­
zation each year (Mangkunegara & Miftahuddin, 2016). Employees' work attitudes have a positive and significant influence 
on job performance (Shallab & Nisa, 2014). The study conducted by Irefm and Mechanic (2014) found the relationship be­
tween organizational commitment and organizational performance. According to Akhtar, Durrant, & Hassan (2015) research, 
it showed that organizational commitment positively influenced employees' job performance. The studies conducted by 
Rafiet, Amini, and Foroozandeh (2014) and Dharmannegara, Sitiari, and Adelina (2016) pointed out that organizational com­
mitment significantly affected job performance. The finding found the positive effect of three aspects of comminnent on job 
pelfOlmance, including affective commitment, continuance commitment, and normative commitment. Eliyana, Ma' arif, and 
Muzakki (2019) found the opposite result, it showed that organizational commitment did 110t affect job performance. The 
authors explained the respondents' opinions that their commitment to the organization does not affect work performance. 
According to Tolentino (2013), it found that the affective aspect of organizational commitment correlated significantly with 
job performance in academic personnel, but organizational commitment did not relate to job performance in administrative 
personnel. Another research conducted by Hafiz (2017) indicated that commitment in all aspects had a positive relationship 
with the job pelfOlmance of employees. While Qureshi, Qureshi, & Thebo (2019) research showed that organizational com­
mitment did not directly affect the work pelformance of employees. But it had an indirect effect that went through the satis­
faction of the employees in the organization. According to Hidayah and Tobing (2018), it found the commitment partially 
influence job performance. The finding showed that continuance commitment had a negative effect on performance. It was 
explained that this result caused by employee feelings and needs in working with the organization. 

Hypothesis 4 (H4): Organizational commitment positively influences Job pelformance. 

3.5 Generation differences 

Generation is defined as a group of people born during the same time period that have similar views, attitudes, personality, 
values, experiences, and behaviors. These things are the result ofvadous environments during the lives of generations, such 
as politics, society, economy, and technology. (Yigit & Aksay, 2015). Therefore, each generation has a different perspective 
on work as well as expectations in different areas. (K.raus, 2017; Saileela, Thirnchanuru, & Yadav, 2018). People in Generation 
X (Gen X) are people born around 1961-1981, considered the first era ofinformation and personal computers. This generation 
loves freedom, likes 10 work and is dedicated to worldng, has high self-confidence and creativity, likes to learn new things, 
can work in many ways at the same time, and is loyal to the organization (Yigit & Aksay, 2015). While Generation Y (Gen 
Y) is a generation born in the age oftechnology May be called a digital generation (Kraus, 2017). People in Gen Y are people 
hom around 1981-2000. This group is considered a large group working in various organizations in each country. This gen­
eration has a good quality of life, convenience and ambitious, easy to change jobs, likes to work with organizations dtat are 
innovative or use creativity, love nature and protect the environment, love family, and create a balance between work and 
personal life (Venter, 2017; Yigit & Aksay, 2015). Yigit and Aksay (2015) studied the behavioral differences between Gen X 
and Gen Y. It found that there was a difference between the two groups. Kraus (2017) and Saileela, Thiruchanuru, and Yadav 
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(20l8) stated that Gen X's working is often linked to the attitude towards work such as working attitudes will nun out well 
when the working conditions are flexible and not being controlled too much by the SUperviSOl'. Moreover, they have the 
attitude of working hard for the organization. These attirudes are different from Gen Y. Because Oen Y people like to work 
collaboratively, always expect the opinions of supervisors, and not just attached to the job because they want to spend time 
on personal matters as well. 

H:nlOthesis 5: Organizational commitment will significantly affect Job perfonnance is moderate by Generation 

4. Conceptual framework 

From the literature review and previous research, the conceptual framework of the research was shown in Fig. 1, which 
consisted offive important variables which are leader-member exchange, employee motivation, organizational commitment, 
job perfonnance, and Generation. 
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Fig. 1. Research framework 
S. Research methodology 

5.] Population, sample, and data collecti.on 

The population of this research is the employees working in private organizations or companies in Thailand. The researcher 
aimed to collect samples in the central region that has a lot of business operations it, Thailand, namely Bangkok and its 
surrounding provinces. Since the total population was not clear, the researcher used the formula to calculate the sample size 
of Cochran's formula (Cochran, 1977). At the confidence level and en'Ol'term of 95% and 5 %, respectively, the calculated 
sample size was 385. However, the researcher expects the use of high sample sizes for advanced statistical analysis. The 
researcher collected data directly from employees working in private organizations or private companies in the area specified 
in the plan. Data collection was performed using a convenient random method. Finally, the researcher obtained a complete 
questionnaire for statistical analysis, a total of 400 usable questionnaires. 

5.2 Measures 

TIle questionnaire consisted of two important parts: the flrst part was general information of the respondents and the second 
part was the important variable according to the research framework. The four important variables in the query were leader­
member exchange, employee motivation, organizational commitment, and job performance. The details of the key variables 
shown in Table 1. 

Table 1 

Leader-member exchange 
(LMX) 

Employee Motivation (MO­
TIVA) 

Organizational conunitment 
(COMMIT) 

Job performance 
WERFORM) 

Alshsmasi and Aljojo (2016); Scan­
dura and Sclniesheim (1994) 

Islam, Mahajan and Datta (2012) 

Jaro. (2007) and 

Yucel (2012) 


Valaei and Jil'lludi (2016) 

http:collecti.on
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The study used the 5-Likert type scale ranging from 1-5 (from 1 = strongly disagree to 5 = strongly agree) for all items ofkey 
variables. The researcher tested the reliability of the questionnaires with 30 respondents before collecting data. The 
Cronbach's alpha statistic for the questionnaire reliability was proved with th~ result of .91. This indicated that there was 
acceptable reliability (Hair, Black, Babin, & Anderson, 2014). \ 

5.3 Statistical analysis 

The research uses two parts of statistical analysis which are descriptive analysis and analysis to test the research hypothesis. 
Descriptive analysis by SPSS progr:am version 25 consisted of frequency, percentage, mean. standard deviation, skewness, 
and kurtosis. While the author utilized the SmartPLS 3.3.0 program to analyze inferential statistics in Partial Least Square­
Structural Equations Modeling (pLS-SEM). This PLS-SEM analysis was divided into two phases. The first phase was the 
assessment of the measurement model. This phase, the author analyzed the Average Variance Estimates (AVE), Composite 
Reliability (CR), Cronbach's Alpha, discriminant validity, and Heterotrait-Monotrait (HTMT) test (Ringle, et aI., 2015). The 
second phase was the assessment of the structural model for testing the research hypothesis. The researcher evaluated the 
structurallllodel by beta coefficients, the significance oft-statistics, and coefficient ofdetermination (R.2) (Ringle, et aI., 2015). 
5000 subsamples of the bootstrapping procedure were performed as recommended by .Hair et al. (2017). 

6. .Research result 

The results ofthe data collection were four hundred pruticipants. Results ofdescriptive analysis as shown in Table 2. Research 
shOWed that the majority ofrespondents were female, 75.5 percent, and only 24.5 percent were male. The researcher collected 
an equal amount ofdata from Goo X and Gen Y. That was two hundred people in each Generation. Most respondents had a 
bachelor's degree and had a monthly income between 451-600 USD followed by less than 450 USD. And it found that a large 
group ofrespondents held positions at the organizational management level. 

Table 2 
Results ofdescriptive analysis 

Gender 

Generation 

Education 

Monthly Income 

Position 

Soun:~ Author's own research results. 

The results of the analysis of important variables according to the conceptual framcwOl'k of the research are shown in Table 
3. The average ofthe foID' important variables is between 3.48 and 3.82. This result indicated that respondents had a high level 
of opinions on all four variables. In addition, considering skewness and kurtosis values, it was fonnd that the distribution of 
the data had a normal curve (Hair, et al., 2014). 

Table 3 

When considering the difference between generation and performance, the researcher tested the differences with t-statistic. 
As a result, shown in Table 4, it was found that different generations resulted in different performances. The average values 
in Gen X's job performance equal to 4.00 while the mean value of Gen Y was 3.32. 

Table 4 
Statistical analysis of the relationship between Generation and Job perfomlatlcc 

Dependent Indv~abdleellt number means _=Le=.v:.:;etlF:::e:.:'sc..:T:.;::es;::t,;;;tb::.;:.r.:;:E::::lQU=al=pi:<.ty..::O..:.f__...;..t-res=!.,;;foc=E",gu",,8:;;:lity:....;:o;;;.;fM=can;:;.;.:.s__ 
variable _. t P 

15.696 -8.682 0.000'"** 

Note F ~ F statistics; t ~ t statistics; p - p values; *** - the statistical significance at 0.001 level Source Author'S own research results. 

Job pe.rformance 
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Assessment afmeasurement model 

The assessment results ofthe measurement model shown in Table 5. The IQading weight ofeach item by assigning acceptable 
values greater than 0.7 (Hair et aL, 2017). The result shows that two ite~s were slightly lower than the acceptable value, 
LMX5 and Mot3, while all other values exceeded 0.7. TherefOre, it was considered as a whole to pass the criteria. The next 
evaluation was the composite reliability test and Ctonbach's Alpha. Both tests had the acceptable standard criteria was 0.7 
(Hair et aI., 2017). The statistical analysi.s showed that all variables passed the criteria. The final analysis was the Average 
Variance Extracted (AVE) test. The results found that all variables passed the criteria which exceeded the acceptable value at 
0.5 (Hair et al., 2017). 

MOTIVA 

GenXY"COMMIT 

, 
Mot2, 
Mot3, 
Mot4, 

GenXY"Coml, 
GenXY*Com2, 
GenXY*Com3, 
GenXY"Com4, 
GenXY*Com5, 

o. , 
0.789, 
0.683, 
0.726, 

2.497, 
2.461, 
2.490, 
2.306, 
2.425, 

0.787 0.854 0.540 

0.948 0.959 0.794 

The results of the discriminant validity test by the F01uell-Larck:er criteria shown in Table 6. It found that all values were 
satisfied by the comparison between all holded loadings in the diagonal dimension and the vertical loadings. All pairs of 
vertical loadings were lower than bolded loadings (Henseler, et at, 20 IS). 

Table 6 

The next assessment was the discriminant validity test by the Hetel'otrait-Monotrait (HTMT) method. The test result was 
shown in Table 7. It found that all pairs had a value ofless than 0.9. This means all values were acceptable (Henseler, et ai., 
2015). 

Table 7 
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The last assessment of the measurement model was the collincarily test for common method bias (CMB) evaluation. The test 
results shown in Table 8. All values in the table were lower than 3.3. Therefore, it concluded that the model did not take the 

. CMB issue seriously (Hair et aL, 2017). 

TableS 

Assessmellt ofstructural model 

The assessment results of the PLS-SEM test showed in Table 9 and were graphically showed in Fig. 2 and Fig. 3. It found 
that HI, H3, H4, and H5 were supported, but H2 was not supported. The finding found that leader-member exchange bad 
positively influenced both employee motivation and organizational commitment. But employee motivation did not affect 
organizational commitment. Wlrile organizational commitment had significantly influence job performance. For the moder­
ating effect ofGeneration on the relationship between organizational commitment and job performance, the rmding revealed 
that the Generation variable was the significant moderator for that relationship. Tn addition, the author calculated the eftect 
size (fl) that use for the strength evaluation of the relationship between the latent variables. It showed that the relationship 
between leader-member exchange and employee motivation had a high effect (fl > 0.35) while the relationship between leader­
member exchange and organizational commitment, the relationship between organizational commitment and job performance, 
and the relationship between Generationxorganizational commitment and job performance had a medium level (~between 
0.03 0.34) (Wong, 2013). 

Table!) 
Result of Structural 

Note t = t statistics; p =p values; at 0.001, and 0.01 level respectively Source Autbor's own researcll results. 

Note Thicker arrow line means that the effect of independ­
ent variable on dependent variable is higher. 

Fig. 2. Final PLS-SEM model oftWs research Fig. 3. Final PLS·SEM model after 5,000 subsamples of 
Bootstrap method 

Considering the overall model performance, the author analyzed it by R square values as shown in Table 10. It indicated that 
overall performance for variance in employee motivation variable was 32.7%. This means the employee motivation variable 
was predicted by the leader-member exchange at a variance of 32.7%. Overall performance for variance in organizational 
commitment variable was 31.5%, it means that the organizational commitment variable was predicted by 2 variables included 
leader-member exchange and employee motivation at a valiance of 31.5%. And the finding found that overall perfonnance 
fol' variance in job performance variable was 28%. This indicated that job performance was predicted by organizational com­
mitment, Generation*organizational commitment, and Generation at a variance of28%. 

Table 10 

results. 
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Finally, the author assessed the moderating effect of Generation on the relationship between organizational commitment and 
job performance as shown in Fig. 4. It clearly shows the difference between Generations in that relationshlp. When employees 
are Gen X, the higher organizational commitment will result in increased work performa:nce. There is a difference in Gen Y 
that when the organizational commitment increases, it is found that the performance does not increase much. 

r---.-------------------------------­

I~GenYI 
i _...... GenX 

Low commitment High commitment 

Fig. 4. The different interaction effect between Generation X and Generation Y 

7. Discussion 

Firstly, the author discussed the average of the four important variables in this research illcluded leadel:-member exchange, 
employee motivation, organizational commitment, and job performance. The result of the statistical analysis indicated that 
participants had a high level of opinions on all four variables. This means employees in private companies accept a good 
relationship between them and their leaders. And also, they show a high level ofattitudes in motivation and their commitment 
to the organizations. In addition, they bave a high performance in their organizations. These findings indicate that private 
companies in Thailand should have good performance and lead to their success. Secondly, the author discussed the effect of 
leader-member exchange and employee motivation on organi7.ational commitment. The finding revealed that leader-member 
exchange positively affected organizational commitment. These fmdings were consistent with many previous studies. For 
example, it consistent with the previous studies conducted by Islam, et al. (2013) and Griffith, Connelly, and Thiel (2011) 
indicated that Leader~member exchange had a significant relationship with organizational commitment, the studies of 
Alhashmi et al. (2019). Keskes, et al. (2018). and Hsia and Tseng (2015) found that leader~member exchange significantly 
influenced organizational commitment. Also, Keskes. et a1. (2018) found the effect of leader~member exchange on organiza­
tional commitment. While the study found that employee motivation had no effect on organizational commitment. This find­
ing did not consistent with previous studies (Al~Bataineh, Ibrahim, & F adzil, 2019; Isik, et al., 2016). This may have another 
moderator to influence the relationship between employee motivation and organizational commitment like the advice from 
the study conducted by Hidayah and Tobing (2018) who pointed out that the motivation to create the organizatinnal conunit­
ment must also have an influence of employee satisfaction. In addition, the study found that leader-member exchange had a 
positive effect on employee motivation. This fmding aligns with previous studies such as the study conducted by Ahmadi. et 
a1. (2014) showed that leader-member exchange bas a positive effect 011 the employee motivation, the study ofIrge (2016) 
indicated that good relationships between leaders and followers have a positive influence on motivation, and the study of 
Ibrahim, Ghani, and Salleh (20 (3) and Alhashmi, Jabeen, and Papastathopoulos (2019) showed that leader-member exchange 
had positively influenced employee motivation. Thirdly, the author discussed the effect oforganizational commitment on job 
pelfol1nance. The study found that organiZational commitment significantly influenced on job pelformance. This finding 
cousistent with the study conducted by !refin and Mechanic (2014) found the relationship between orgmllzational commitment 
and organizational performance, the study of Akhtar, Durrani, and Hassan (2015) indicated that organizational commitment 
significantly influenced employees' job performance, the studies conducted by Rafiet, Amini, and Foroozandeh (2014) and 
Dharmannegara, Sitian, and Adelina (2016) found that organizational commitment significmltly affected job performance, 
and the study conducted by Hafiz (2017) concluded that commitment in a1l aspects had a relationship with employees' job 
pelformance. Finally, the author discussed the moderatin.g effect of Generation on the relationship between orgmuzational 
commitment and job performance. The research found Generation as modemtor of the relationship between organizational 
commitment and job performance. This finding is consistent with the studies of Yigit and Aksay (2015), Kraus (2017) and 
Saileela, Thiruchanurn, and Yadav (2018). The researchers pointed out that the ditlerence between Generations will have a 
difterence in attitudes and behaviors. This finding is the new point of human resource management ill private organizations 
in Thailand. And it will fulfill the new knowledge of academic fields relating to the Generation research and database. 

8. Conclusion 

This study focused on private organizations or business companies in Thailand. A business organization can achieve its goals, 
with excellent work performance from its enlployees. Employees can work with good results when they have a commitment 
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to the organization. Creating employees with a high commitment to the organization is an important duty of the executives or 
leaders ofthe organization. Important factors from this research that have a clear effect on organizational commitment are the 
relationships between leaders and followers or leader-member exchange, and the creation of employee motivation in the 
organization. However, the results ofiliis study give the most weight to the relationship between supervisors and subordinates. 
Tn addition, the study found the moderating effect of Generation on the relationship between commitment and job perfor­
mance. This means the management level should manage the commitment between Gen X and Gen Y differently for the better 
results of organizational petformance. Therefore, the research fmding will help the policymakers or organization's leaders 
plan the human resource policies and management for organizational success. 

9. Limitation and future research 

The limitation of this research is the population that focuses on employees in private organizations or business- focused area. 
That means when we use tIle research findings to explain the employees in public organizations or government, it might have 
the result differently. For future study, the author suggests finding the reason why employee motivation does not influence 
organizational commitment. It may have other variables to moderate the relationship such as job satisfaction. 

References 

Ahmadi, S. A. K., Tajabadi, S. H., Nagahi, M., & Sarchoghaei, M. N. (2014).lnlernational Journal ofResearch in Organizational 
Behavior and Human Resource Management, 2( I), 98-122. 

Akhtar, A.. Dun-ani, A. B., & Hassan, W. (2015). The impact oforganizational commitment on job satisfaction and job performance: 
An empirical study from Pakistan. IOSR Journal ofBu.viness and Management, 17(6),75-80. 

AJ-Bataineh, O. H., Ibrahim, R. B. M., & Fadzil, A. F. M. (2019). The effects of motivation, empOWel1llent and organizational 
culture on organizational commitment ofmunicipalities in Jordan. International Journal ofAcademic Research in Business and 
Social Sciellce. 9(9), 101-107. 

Alhaslmli, M., Jabeen, F., & Papastathopoulos, A. (2019). Impact ofleadel'~member exchange and perceived organizational support 
on turnover intention: The mediating effects ofpsychological stress. Policing: An International Journal. . 

Alshamasi, A., & Aljojo, N. (2016). A study of the reliability and validity of the leader-member exchange (LMX) instrument on 
Arabic. International Journal ofComputer Science and.bifonnation Technology. 8(1),55-73. 

Amin, G. & Claudia, G. (2016). The effect ofmotivation, competency and organizationalleaming towards global mindset (Study of 
PUC employee on competitive in AFTA 2015). Universal Journal ofManagement 4(5), 228-233. 

Anuradha, B. A. (2016). Management challenges in ullcertain environment. Universal Journal ofManagement. 4(8),432-443. 
Casimir, G., Ng, Y. N. K., Wang, K. Y., & Ooi, G. (2014). The relationships amongst leader-member exchange, perceived organi­

zational support, affective commitment, and in-role performance: A social-excbange perspective. Leadership & Organization 
Development Joumal, 35(5), 366-385. 

Cochran, W. G. (1977). Sampling techniques (3n1 ed.). New York: Jolm Willey and Sons. 
Dhannannegara, I. B. A., Sitiari, N. W., & Adelina, M. E. (2016). The impact of organizational commitment, motivation and job 

satisfaction on civil servant job performance in state plantation Denpasar. IOSR Journal ofBusiness and Management, 18(2), 
41-50. 

Eliyana, A., Ma'arif, S., & Muzakki, (2019). Job satisfaction and organizational commitment effect in the transformational leader­
ship towards employee perf011nance. European Research on Management and Business Economics, 25, 144-150. 

Griffith, J. A., Connelly, S., & Thiel, C. E. (2011). Leader deception intluences on leader-member exchange and subordinate organ­
izational commitment. Journal ofLeadership and Organizational Studies. 18(4),508-521. 

Hatiz, A. (2017). Relationship between organizational commitment and employee's performance: Evidence from banking sector of 
Lahore. Arabian Journal ofBusirless and Management Review, 7(2),2-7. . 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). Multivariate data analysis (7d
' ed.). US: PearsOll Education. 

Hair, J. F., Hult, G. T. M., Ringle. C. M., & Sarstedt, M. (2017). A primer on pm1ialleast squares structuml equation modeling. 
(2nd ed.). Thousand Oaks: Sage. 

Henseiel', J. F., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity in variance-based structural 
equation modeling. Journal ofthe Academy ~rMarketing Science, 43. 115-135. 

Hidayab, T. & Tobing, D. S. K. (2018). The influence ofjob satisfaction, motivation, and organizational commitment to employee 
performance. International Journal ofScientific and Technology Research. 7(7), 122-127. 

Hsia, J. W, & Tseng, A. H. (2015). Exploring the relationship among locus ofcontrol, work enthusiasm, leader-member exchange, 
organizational commitment,job involvement, and organizational citizenship behaviour ofhigh-tech employees in Taiwan. Uni­
versal Journal qfManagement 3(11),463-469. 

Ibrahim, R. M., Ghani, M. A, & Salleh, A. M. M. (2013). Elevating organizational citizenship behaviour among local government 
employees: The mediating role ofjob satisfaction. Asian Social Science, 9(13), 92-104. 

Irefin, P., & Mechanic, M. A. (2014). Effect ofemployee commitment on organizational performance in Coca Cola Nige-lia Limited 
Maidugrui, Borno State. IOSR Journal ofHumallities and Social Science, 19(3), 33-41. 

Irge, T. (2016). The role ofleader-member interaction regarding the effect oftrust in manager on motivation ofthe staff: An applied 
example with different analysis techniques. lIB International Referred Academic Social Sciences Journal, 21. 54-76. 

Isik, 0., Ugurluoglu, 0., Mollahatiloglu, S., Kosdak, M., & Taskaya, S. (2016). The effect of job satisfuction and motivation of 
health care professionals on their organizational commitment: The case ofTurkey. TAP Preventive Medicine Bulletin, 15(1),9­
lB. 



3716 

Islam,. J. N., Mabajan, H. K., & Datta, R. (2012). A study on job satisfaction and morale of commercial banks in Bangladesh. 
International Journal qf'Economic!1 and Research, Jul-Aug, 152-172. 

Islam, T., Khan, S. R., Ahmad, U. N. U., & Ahmed, 1. (2013). Organizational Iea:rning culture and leader-member exchange quality: 
The way to enhance organizational commitment and reduce turnover intentions. The Leaming Organization, 20(4/5), 322-337. 

Jaros, S. (2007). Meyer and Allen model of' organizational commitment: Measurement issues. The Tsfai Journal qf Ol'gani~ational 
Behaviol'. 6(4),8-25. 

Kapoor, T., Singh, A., & Syed, U. (2017). LMX as a predictor of readiness to change. International Research Jounlal ofManagement 
Sciellce and Technology, 8(1), 146-152. 

Knur, S., Singh, J. K H. J., Singh, J. S. K., & Kumar, S. (2020). Leadership styles and educators' commitment in private universities 
in Malaysia. Test Engineering and Management, JanuarycFebrualY, 917-930. 

Keskes, I., Sallan, J. M., Simo, P., & Femandez, V. (2018). Transformational leadership and organizational commitment: Mediating 
role of leader-member exchange. Journal ofManagement Development, 37(3), 271-284. 

Kraus, M. (2017). Comparing Generation X and Generation Y on their preferred emotional leadership style. Joumal of Applied 
Leadership and Management. 5, 62-75. 

Makina, 1. & Keng'ara, R (2018). Managing strategies change of an organization's performance: A case study of Nzoia sugar 
company, Kenya. Ulliversal Journal o/Managemellt 6(6), 198-212. 

MangJrunegara, A. A. A. P. & Mit1:ahuddin. (2016). The Effect ofTl'ansiormational Leadership and Job Satisfaction on Employee 
Performance. Universal Joumal qlManagement 4(4),189-19. 

Marzuki, H. & Sularso, R. A. (2018). The influence ofoc(.:upational safety culture, leadership and motivation towardjob satisfaction 
and employee performance at PT. total logistic and operation support in Eastem Kalimantan. IOSR Journal of Business and 
Management. 20(3),40-46. 

Mekpor, B. & Dartey-Baah, K. (2017). Leadership styles and employees' voluntm:y work behaviors in the Ghanaian banking sector. 
Leadership and Organization Development Journal. 38(1), 74-88. Jmns:lldoLorg/l 0.11 08ILODJ-09-2015-0207 

Munshi,1. D. & Haque, S. (2017). Leadel'-LMX and Follwer-LMX impact simllarly on dyad exchange as measured on LMX-7­
scale. Intemational Joumal ofLeadership, 5(1), 1-11. 

Pangaribnan, C. H., Wijaya, F. H., Djamil, A. B., Hidayat, D., & Putra, O. P. B. (2020). An analysis on the importance ofmotivation 
to transfer learning in vuell environments. Management Science Letter·s. 10(2),271-278. 

Prasetio, A. P., Yuniarsih, T., & Ahman, E. (2017). Job satisfaction, organizational commitment, and organiZational citizenship 
behavior in state-owned banking. Universal Journal o/Management 5(1), 32-38. 

Qureshi, M. A., Qureshi, J. A., & Thebo, J. A. (2019). The nexus ofemployee's commitment, job satisfaction, andjob performance: 
An analysis ofFMCG industries ofPakistan. Cogent Business and Management, 6. 

Rafiet, M., Amini, M. T., & Foroozandeh, N. (2014), Studying the impact ofthe organizational commitment on the job performance. 
Management Science Letters, 4, 1841-1848. 

Ringle, C. M., Wende, S., & Becker, J.-M. (2015). SmartPLS 3. Boenningstedt: SmartPLS GmbH. http://www.smartpls.com. 
Ruzgar, N. (2018). The effect of leaders' adoption of task-oriented or relationship-oriented leadership style on leader-member ex­

change (LMX), in the organizations that are active in service sector: A research on tourism agencies. Journal qf Business Ad­
ministration Research, 7(1),50-60. 

Sahin, F. (2012). The mediating effect ofleader-mcmbel' exchange on the relationship between theory X and Y management styles 
and afibctive commitment: A multiple analysis. Journal ofManagement and Organization, 18(2), 159-174. 

Saileela, K., Thiruchanuru, S., & Yadav, C. S. (2018). An Empirical Study on Work Belief of Generation X and Generation Yin 
Digital Era. International Journal qfComputational Engineering & Management, 21(2),20-25. 

Scandw'll, T. A. & Schriessheim, C. A. (1994). Leader-member exchange (LMX) and supervisor career mentoring (ACM) as com­
plementary concepts in leadership research. Academy qfManagement .Tournai, 37, 1588-1602. 

Shahab, M. A. & Nisa, I. (2014). The influence of leadership and work attitudes toward job satisfaction and performance of em­
ployee.Intematiollal Journal ofManagerial Studies and Research, 2(5),69-77. 

Tolentino, R. C. (2013). Organizational commitment and job performance of the academic and administrative personnel. lntema­
tional Journal qrIlyormation Technology and Business Management, 15(1), 51-59. 

Tyagi, U. & Aukhoon, A. (20t9). Human Resource Management and Performance of Bank Employees in India. lOSR Journal of 
Business and Management, 21(1), 34-36. 

Valaei, N. & Jiroudi, S. (2016). Job satisfaction and job performance in the media industry. Asia Pacific Journal ofMarketing and 
Logistic~~ 28(5),984-1014. 

Venter, E. (2017). Bridging the communication gap between generation Y and the baby boomer generation. International Journal 
ofAdolescence and Youtll, 22(4),497-507. 

Wong, KK. (2013). Partial least squares structural equation modeling (PLS-SEM) techniques using SmartPLS, Marketing Bulletin, 
23. htql:llmarketing-bulletin.massey.ac . .QZIV24IMB V24 T 1 Wong.pdf 

Yigit. S. & Aksay, K. (2015). A Comparison between Generation X and Generation Y in Terms oflndividual hmovativeness Be­
havior: The Case ofTurkish Healih Professionals. Intemational Journal ofBusiness Administration, 6(2), 106-117. 

Yucel, I. (2012). Examining the relationships among job satisfaction, organizational commitment, and turnover llltention: An em­
pirical study. Tntemational Jou1'llal ofBusiness and Management, 7(20), 44-58, 

© 2020 by tbe authors; licensee Growing Science, Canada. This is an open access article distrib­
uted under the terms and conditions of ihe creative Commons Attribution (CC-BY) licellse 
(http://ereativecommolls.orgllicenseslby/4.01). 

http://ereativecommolls.orgllicenseslby/4.01
http:htql:llmarketing-bulletin.massey.ac
http:http://www.smartpls.com

