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ABSTRACT

In the current global market, companies attempt to develop competitive
advantage over their competitors. Thus, it is important that firms truly benefits on the
workforce as a competitive weapon. A strategy for improving workforce productivity to
drive higher firm value has become an important focus. Human resource development
program is needed not only to achieve business goals, but also most importantly it is for
a long term survival and sustainability. Therefore, having human resource accounting
enhance decision making in development programs for human resource more
efficiently. The objective of this research is to investigate the relationships among
the dimensions of modern human resource accounting implementation which consist
of human resource identification, human resource measurement, human resource
investment, human resource reporting, and human resource monitoring, its antecedents
which consist of sustainability vision, executive learning, transformational leadership,
technology change, and environmental uncertainty, and consequences include long-term
employee commitment, human resource management efficiency, human capital value,
and firm survival and the moderating effects of governance culture and growth mindset.
The stakeholder theory, human capital theory and contingency theory are applied to
explain the relationship among these variables. The population and sample are the
information and communication technology businesses in Thailand, totally 222 firms.
The data that were collected by a mail survey, and questionnaires were sent directly to
the accounting executives of each firm. Regression analysis was used for hypothesis

testing.
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The findings indicate that human resource identification and human resource
monitoring which are dimensions of modern human resource accounting implementation
have an influence on all of the consequences include long-term employee commitment,
human resource management efficiency, human capital value, and firm survival,
whereas human resource reporting does not. Moreover, human resource investment
has a positive relationship with human resource management efficiency, human capital
value, and firm survival except long-term employee commitment. Interestingly, human
resource measurement has a negative result with long-term employee commitment,
human resource management efficiency, and firm survival.

In terms of the relationships among the antecedents and modern human
resource accounting implementation, the findings illustrated that sustainability vision
and environmental uncertainty have a significant positive effect on all of modern human
resource accounting implementation dimensions whereas executive learning does not.
In addition, transformational leadership shows a significant positive effect on human
resource measurement and human resource monitoring. Interestingly, technology
change has a significant positive effect only on human resource measurement.

Moreover, the moderating role of growth mindset has shown a significant
moderating effect on the relationships between sustainability vision and all of modern
human resource accounting implementation dimensions. On the other hand, the
moderating role of growth mindset show non-significant effect on the relationship
of executive learning, transformational learning, and environmental uncertainty to all
of modern human resource accounting implementation dimensions. For technology
change, the moderating of growth mindset shows a positive significant enhancing only

on the relationship between technology change and human resource monitoring.
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CHAPTER 1

INTRODUCTION

Overview

In the current global market, companies attempt to develop competitive
advantage over their competitors. Thus, it is important that firms truly benefits on the
workforce as a competitive weapon. A strategy for improving workforce productivity
to drive higher value for the firms has become an important focus. Human resource
development program is needed not only to achieve business goals, but also most
importantly it is for a long term survival and sustainability. Therefore, firms need to
invest resources to ensure that employees have the knowledge, skills, and competencies.
They need to work effectively in a rapidly changing and complex environment. In
response to the new era of globalization, where competitiveness and innovativeness
are norms that go with greater performance, human resource has been noticed as a good
competitive advantage that will enhance higher performance (Loshali and Krishnan,
2013). Hence, firms need to understand that enhancement of employee satisfaction
would improve performance (Marimuthu, Arokiasamy and Ismail, 2009). The success
of any organization depends on the quality and efficiency of its human resources apart
from other critical factors (Sabarwal, 2014). Therefore, it is clear cut that the traditional
style of human resource management is not enough in the era of quick (Filsaraei et al.,
2016).The growing importance of human resource has been increasing constantly,
therefore, accounting plays the crucial role serving accurate information to enhance
decision making of organizational management (Nielsen, Mitchell, and Norreklit,
2015).

Human resource is embodied as intangible asset. Objective of human resource
accounting is to facilitate the management to get information on the cost and value
of human resources which enhance the quantity and quality of goods and services.

It provides data to the interested persons about the cost of human resources and
correspondingly comparing it with the benefit obtained out of its utilization (Danaei et al.,

2014). The human resource accounting is used to furnish cost value information for
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making proper and effective management decisions about acquiring, allocating,
developing and maintaining human resources in order to achieve cost effective
organizational objectives (Kashive, 2013). Apparently, the concept of presenting
information on human resource accounting has become more interested and developed
constantly from researchers as it has various usefulness for decision making. However,
the field of accounting has had to confront the difficult territory of intangible asset
recognition and measurement (Steen et al., 2011). Although accounting standard
provides several of assets valuation including historical cost, net realizable value, and
fair value (Thai financial reporting standard no.13, 2013), in practical, there are some
arguments of error occurrence in the way of fair value measurement as the fair value is
estimated by using the basic principles of revenue recognition. Thus, some users may
question that whether can information in financial statements reflect the actual
economic value of its asset (Theingtrakul, 2010), especially intangible assets. Moreover,
the traditional accounting has been focused on numbers and not on people quality.
Therefore, lack of comprehensive information for administration and inadequate for
decision making maybe not remain solved properly in sphere of administrative
dimension. The urgent requirement for more comprehensive information has increased
from related sectors especially stakeholders. This is because the acquisition of more
accurate information could be beneficial for supporting managerial decisions, such

as intangible assets like human resource (Steen et al., 2011). In short, traditional
management accounting could not provide essential information about human resource.
Therefore, in the era of traditional human resource accounting treated human resource
as a corporate expense which is affected and reduced income in financial statement
(Flamholtz et al., 2002). Moreover, companies’ outlook that salary is a kind of corporate
burden as company policy is supposed to increase wage annually. So this may lead to
layoffs and may affect mental wellbeing of employees, for fear of job security, as a
result operational deficiency.

This shift has triggered the development of tools to measure these intangible
assets. One accounting tool that is directly relevant to the measurement is human
resource accounting. In traditional concept, measurement of human resource in
monetary term is like a two-edged sword, if an employee with a comparatively low

value may feel discouraged and develop a complex which in itself will affect their
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competency. Therefore, modern human resource accounting concept has been arisen
consequently to develop human resource accounting concept to reduce these limitations
as well as to increase more efficiency of decision making in human resource
management. This leads to human resource development in a suitable way to close

up the actual goals of organization, as a result improve competitive advantage and

firm survival ultimately.

In this research, modern human resource accounting implementation is
defined as the process of database management for employees including identification,
measuring, investment, reporting useful information of employees to interested parties,
and monitoring. However, there has not been any clear-cut dimension of modern human
resource accounting in empirical research based on prior literature. Therefore, this
research examines five dimensions which generate from review literature integration
in human resource accounting field, consisting of (1) human resource identification,

(2) human resource measurement, (3) human resource investment, (4) human resource
reporting, and (5) human resource monitoring. Human resource identification is defined
as classifying information which relates employees in both financial and non-financial
term. Human resource measurement is defined as evaluating the worth of human resource
of an organization in a systematic manner as a whole to the organization. Human
resource investment is defined as spending long-term cost and benefit implications on
the process of people development. Human resource reporting is defined as recording
transaction of people in organization for presenting the information in a significant
manner and communicate their worth with changes over a period of time. Human
resource monitoring is defined as supervising activities in progress to ensure that
programs are on-course and on-schedule in meeting the objectives and performance
targets.

Theoretically, this research applies three principal theoretical frameworks,
including stakeholder theory, human capital theory and contingency theory. Stakeholder
theory is implemented to explain the responsibility of executive directors to satisfy
several sections which has affected on corporate activities. The survival of business
depends on its ability to provide information to support decision making for all sections
of stakeholders adequately. If the information firms provide can exceed mandatory

information, this indicates that firms have more ability to present performance than
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stakeholder expectation. In addition, this research uses the human capital theory to
explain the important of knowledge and proficiency skill of human resource that are
the most important factors for pushing the efficiency of performance. Because of these
potential skills of human resource create valuable performance and drive organization
to superior outcome. Therefore, cost evaluation and return on investment of human
resource in accounting aspect will enhance organization planning benefits and increased
the potential of human resource development for the competitive advantage under
rapidly changing environment. In addition, it helps to manage the benefit from human
resource information for investment decision making and create organizational growth
systematically. To sum up, the company which focus on increase human resource skills
constantly, meanwhile attempts to disclose voluntary information such as human
resource accounting, will increase credibility of the firm and its survival. Therefore,
the dimensions of modern human resource accounting implementation (human resource
1dentification, human resource measurement, human resource investment, human
resource reporting, and human resource monitoring) and the moderator namely,
governance culture is applied to clarify the fact the modern human resource accounting
implementation is the crucial knowledge of the firm. The contingency theory, on the
other hand, is applied to explain the antecedents of modern human resource accounting
implementation. According to the concept of contingency theory, it is concerned
with the survival of organization that fits with their environment. The contingency
theory posits that there is no one best strategy related to performance (Robles, 2011).
Therefore, sustainability vision, executive learning, transformational leadership, and
the condition of technology change and environmental uncertainty have an effect on
firm to generate the modern human resource accounting implementation in order to be
consistent with exogenous and firm-internal factors based on the contingency theory.
This research focuses on software and hardware computer firms, and system
consulting and computer service firms in information technology and communication
industries in Thailand. The reason is software industry is one of the most important
industries in enhancing the world competitiveness (Porter, 2003). Furthermore,
Thailand is one of the fastest growing countries facing the challenges pertaining to
becoming technology industry as Thailand is ranked one of the top five in region of

Emerging and Developing Asian countries in terms of overall ICT readiness in 2015
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(World Economic Forum, 2016). Moreover, the current economic environment and
government support affects this industry. Therefore, to survive in information
technology and communication business, firms would have to focus on how well human
resource can be developed. In the same way, information regarding human resource is
becoming more critical for accurate investment decision, particularly in knowledge-
based firms. Knowledge-based firms, or firms that rely heavily on human resources,
pose an interesting problem for investors (Flamholtz and Main, 1999). Recently, Thai
Government announced Information and Communication Technology (ICT) project
beyond 4G technology, as a big change in technology generation of Thailand. This
case is an important point to drive competitive strategies development base on new
technology capability within Thai information technology industry. Moreover, these
businesses challenge to deal with technology change, which is a driver of greater
productivity; it is a force to transform the industry, and it is a catalyst in the
reconstruction through refocused value system.

This research generates the significant study of the literature on modern
human resource accounting implementation. First, this research expands the theoretical
contributions to previous knowledge and literature of human resource accounting
implementation. Second, this research proposes new five dimensions of modern human
resource accounting implementation, namely, human resource identification, human
resource measurement, human resource investment, human resource reporting, and
human resource monitoring, whereas there are rarely included in prior research. Third,
the two theories namely, stakeholder theory, and contingency theory are explained to
back up the relationships of a conceptual model in this research. Finally, the antecedents
and consequences of modern human resource accounting implementation are offered
by this research in different ways. Moreover, this research tests these relationships.

The significance of this research is acquiring the effects of modern human resource
accounting implementation with the Information and Communication Technology
(ICT) businesses to increase efficiency of organizations. Consequently, the results of
this research are beneficial contributing to managerial practice concentrating on modern
human resource accounting implementation and the usefulness of modern human
resource accounting implementation to enhance competition advantages in Information

and Communication Technology (ICT) businesses and leads to firm survival.
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Purposes of the Research

The main objective is to examine the effect of modern human resource
accounting implementation on firm survival, the specific objectives are as follows:

1. To investigate the effect of each dimension of the Modern human
resource accounting implementation on long-term employee commitment, human
resource management efficiency, human capital value, and firm survival.

2. To explore the human resource management efficiency on long-term
employee commitment, human capital value, and firm survival.

3. To test the long-term employee commitment on firm survival.

4. To examine the human capital value on firm survival.

5. To investigate the effect of sustainability vision, executive learning,
transformational leadership, technology change, and environmental uncertainty on
modern human resource accounting implementation.

6. To explore the moderating effect of growth mindset that influences
among sustainability vision, executive learning, transformational leadership, technology
change, and environmental uncertainty and modern human resource accounting
implementation.

7. To examine the moderating effect of governance culture that influences
on each dimension of modern human resource accounting implementation, and long-
term employee commitment, human resource management efficiency, human capital

value, and firm survival.

Research Questions

The main research question of this research is framed as: How does the modern
human resource accounting implementation affect firm survival? In addition, the
specific research questions are presented as follows:

1. How does each dimension of modern human resource accounting
implementation influence on long-term employee commitment, human resource

management efficiency, human capital value, and firm survival?
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2. How does human resource management efficiency influence on long-term
employee commitment, human capital value, and firm survival?

3. How does long-term employee commitment impact on firm survival?

4. How does human capital value influence on firm survival?

5. How do sustainability vision, executive learning, transformational
leadership, and technology change and environmental uncertainty affect each dimension
of modern human resource accounting implementation?

6. How does growth mindset moderate the relationships among
sustainability vision, executive learning, transformational leadership, and technology
change and environmental uncertainty, and each dimension of modern human resource
accounting implementation?

7. How does governance culture moderate the relationships among each
dimension of modern human resource accounting implementation, long-term employee
commitment, human resource management efficiency, and human capital value, and

firm survival?

Scope of the Research

The stakeholder theory and the contingency theory are utilized to enhance
our knowledge and emphasize the importance of this research. The stakeholder
theory purposes to establish the characteristics of managerial strategy from managerial
perspective relevant to the firm. A stakeholder-based perspective of value is the
important from a managerial perspective because managers tend to focus attention on
things that lead to higher performance based on what actually get measured (Sach and
Riihli, 2011). Furthermore, stakeholder depends on both firm and its other stakeholders
to satisfy their own interests. Therefore, the stakeholder-based perspective of
performance can help managers determine where their attention is needed in order to
facilitate the creation of more value for stakeholder’s requirements (Harrison and
Wicks, 2013). The contingency theory has been a popular theoretical framework.
The well-established contingency theory is concerned with the relationships between
endogenous and exogenous contextual factors, which in turn influence competitive

strategy. Ultimately, this influences performance via the intervening variable of
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organizational structure (Luther and Longden, 2001). There is no better way to organize
a corporation, to lead a company, or to make decisions, so an organization that is
effective in some situations may not be successful in others depending on the external
and internal situation (Robles, 2011). All theories illustrate the relationships among the
dimensions of modern human resource accounting implementation and its antecedents
and consequences constructs in the next chapter. Moreover, this research proposes that
the theory interaction describes the relationships of each variable throughout the
attention to examine and to answer the research question and research objective.

Modern human resource accounting implementation comprises five dimensions
namely, human resource identification, human resource measurement, human resource
investment, human resource reporting, and human resource monitoring. The consequences
of modern human resource accounting implementation are composed of long-term
employee commitment, human resource management efficiency, human capital value,
and firm survival. Moreover, growth mindset is a moderator of the relationship among
sustainability vision, executive learning, transformational leadership, and technology
change and environmental uncertainty, and each dimension of modern human resource
accounting implementation while governance culture is a moderator of the relationships
among each dimension of modern human resource accounting implementation, long-
term employee commitment, human resource management efficiency, and human
capital value, and firm survival. This research aims to examine the effects of modern
human resource accounting implementation on firm survival of the information and
communication technology (ICT) businesses and factors such as sustainability vision,
executive learning, transformational leadership, and technology change and
environmental uncertainty are assumed to be the antecedents of the model.

Modern human resource accounting implementation is the independent
variable and it is the suitable attribute to manage the strategy of the firm. Modern
human resource accounting implementation is measured by human resource
1dentification, human resource measurement, human resource investment, human
resource reporting, and human resource monitoring. These dimensions of modern
human resource accounting implementation are hypothesized to be positively associated
with long-term employee commitment, human resource management efficiency, and

human capital value, and firm survival. Within the relationships, firm survival is the
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dependent variable of the research, and firm survival is measured by the continual
operational outcome that shows both the financial and non-financial performance of
the firm over the long term. The information and communication technology (ICT)
businesses are an appropriate population of this research because this industry offers
the potential to simultaneously examine the five dimensions of modern human resource
accounting implementation. In addition, from previous research found that the more
complicated business transaction require, the more accounting information support
decision-making needed (Dehghanzade et al., 2011). In view of this, modern human
resource accounting implementation assists management in this environmental
uncertainty by facilitating additional information and subsequence to enhance decision-
making for information and communication technology (ICT) business in Thailand to

build competitive advantages.

Organization of the Dissertation

This research is organized into five chapters. Chapter one presents an overview
of the research, the purposes of the research, research questions, the scope of the research,
and organization of the dissertation. Chapter two reviews the relevant literature on
modern human resource accounting implementation, theoretical foundations, the
relationships among the different variables, and develops the related hypotheses for
testing. Chapter three explains the research methods, including the sample selection
and the data collection procedure, the variable measurements of each construct, variable
definitions, and the statistics’ equations to test the hypotheses, the table of definitions,
and the operational variables of the constructs. Chapter four demonstrates the results
of the statistical analysis and discussion. Finally, chapter five details the conclusion,

theoretical and practical contributions, limitations, and direction for further research.
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CHAPTERII

LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK

The previous chapter gives an overview of modern human resource accounting
implementation with the research objectives, the research questions, and the scope of
the research. This chapter is organized into three sections. The first section introduces
theories underpinning the main of constructing modern human resource accounting
implementation that is identified by the stakeholder theory, human capital theory and
the contingency theory. The second section provides a literature review and hypotheses
development which is used to formalize the theoretical arguments on the relationships
among the constructs in the conceptual model. The final section presents the summary

of hypotheses relationships and its description.

Theoretical Foundations

Generally, there are theories have been mentioned in previous research to
explain the research in human resource accounting. Human capital theory have been
used to explain the imparting useful knowledge and skills by training and education
raises the productivity of workers and also serve as a means of corporate competitive
advantage which reflects ultimately in organizational performance (Danaei et al., 2014).
Some scholar have used human capital theory to explain how business performance is
influenced by knowledge and skills through learning activities (Pena, 2002; Daeboug,
2009). In addition, resource based view theory (RBV theory), relate with valuable
and rare resources which are possess by firms enable them to achieve competitive
advantage, lead to superior long-term performance (Amber, 2016). Likewise Odhong
et al., (2014) and Odhong et al., (2013) used RBV theory to explain firms’ competitive
advantage can be secured through valuable resources that cannot be substituted or
imitated which gives a firm a competitive advantage over others. Next, stakeholder
theory is also used widely to explain the relationship between business and its
stakeholders which should be cordial, mutual, reciprocal and balanced at all times

(Jimba and Awodiran, 2015), focus on maximizing the economic interests of
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stakeholders (Orts and Schulder, 2002; Kaler, 2003) and that stakeholders have a right
to be provided with information about how the organization’s activities affect them
(Deegan, 2000; Vergauwen and van Alem, 2005). On the other hand, signaling theory
purports that an organization attempt to signal positive information to investors through
the annual reporting mechanism (Oliveira et al., 2006) to signal to the market that
their companies are more advanced in their management of risk than other companies
(Shrives and Linsley, 2003). For example, Micah et al., (2012) found the positive
correlation between return on equity (ROE) and human resource accounting disclosure
(HRAD) that increase trustworthiness with stakeholders and enhance external
reputation. Contingency theory is used to explain organizations achieve effectiveness by
fitting the characteristics of the organization to contingencies that reflect the situation of
the organization (Donaldson, 2001). Furthermore, different business strategies regarding
voluntary disclosures (Leuz and Verrechia, 2000) include the level of voluntary human
capital information employed by firms may affects performance (Fontana and
Macagnan, 2013; Gerdin and Greve, 2004).

However, three theories, consist of stakeholder theory, human capital
theory, and contingency theory, were used in this research to explain extensively the
relationship of all variables in the model. The reason why these three theories applied
because stakeholder theory was used to explain the responsibility of organization to
satisfy several sections which has affected on corporate activities, especially shedding
light on workforce which can help organizations succeed in implementing sustainable
business practices and ultimately can satisfy the rest of stakeholders with generating
long-term benefits (Ernst & Young, 2013). In addition, human capital theory is broadly
used to explain the important of human capital development which is one of the
fundamental solutions by adapting knowledge and skills of human resource to increase
competitive advantage and eventually get a great impact on performance (Marimuthu
et al., 2009; Danaei., 2014). Likewise, contingency theory is concerned with the
relationships between endogenous and exogenous factors, which influence competitive
strategy. Thus, it is necessary to manage the human resources (such as human resource
planning, training and development, compensation, performance management and
employee relations) to adapt with organizational strategy which, in turn, can positively

impact organizational performance (Cania, 2014).
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To clearly understand the relationships among all constructs, three theories;
stakeholder theory, human capital theory, and contingency theory are applied to explain
why firms should take modern human resource accounting implementation as a strategy
tool of organization. The relationships among modern human resource accounting
implementation, its consequences, and moderating role of governance culture are
explained by the stakeholder theory and the human capital theory, whereas contingency
theory are adapted to explain the connection between antecedences and its constructs.
This research attempts to identify key components of modern human resource
accounting implementation, and investigate the relationships between the antecedents
and the consequences of modern human resource accounting implementation. An earlier
overview of the literature on the role of the antecedents and the consequential factors of
modern human resource accounting implementation is drawn, each of which is detailed

as follows.

Stakeholder theory

The stakeholder theory is a theory of organizational management and business
ethics that addresses morals and values in managing an organization. It looks at the
relationships between an organization and others in its internal and external environment
and also looks at how these connections influence how the business conducts its
activities. Stakeholder theory provides an appropriate lens for considering a more
complex perspective of the value which stakeholders seek as well as new ways to
measure it (Harrison and Wicks, 2013). Firms diligently seek to serve the interests of
a broad group of stakeholders will create more value over time (Freeman, Harrison, and
Wicks, 2007). Think of a stakeholder as a person or group that can affect or be affected
by an organization. Stakeholders can come from inside or outside of the business.
Examples include customers, employees, stockholders, suppliers, non-profit groups,
government, and the local community, among many others. Therefore, the stakeholders
are presently the key persons to put pressure on a company, and require attention to
respond to stakeholder expectations. However, the stakeholders have different needs,
so the firm is requested to implement different activities that meet the diverse needs in

order to attain firm success. In sum, the core idea of stakeholder theory is managing
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their stakeholder relationships in the organization effectively will survive longer and
perform better than organizations that don't.

Prior empirical studies have found that there is a positive relationship between
stakeholder management and firm performance (Berrone, Surroca, and Tribo, 2007;
Moore, 2001). Besides, stakeholder theory has managerial implications and intrinsic
value (Law, 2011). An organization's existence depends on the ability to collect
stakeholders’ expectations into their business strategy because stakeholders provide
essential resources and returns for an organization’s successful functioning and survival
(Roeck and Delobbe, 2012). In addition, the main stakeholders are identified based on
their economic relationship with the firm. Stakeholder theory is one of the important
approaches for analyzing the duties of those engaged in business. Further, stakeholder
theory is simply the interaction with the responsibility principle (Hasnas, 2013).
According to the business context, business is essential for the development and
well-being of a society. Although business does not exist in a vacuum, but it is
simultaneously dependent on a number of stakeholders be it employees, customers,
investors, interest groups, community, or the government. Thus, it is essential to
consider that the practices of corporations are first and foremost resulting from decisions
and behaviors of human beings (Jimba and Awodiran, 2015). Today, companies
permanently need to implement solutions aimed at generating competitive advantage
that allow them to survive and be successful in ever-changing and demanding markets
(Smith, 2006). Freeman, the father of stakeholder theory, suggests that organizations
should develop certain stakeholder competencies. These include: making a commitment
to monitor stakeholder interests, developing strategies to effectively deal with stakeholders
and their concerns, dividing and categorizing interests into manageable segments,
ensuring that organizational functions address the needs of stakeholders. In his book
Strategic Management: A Stakeholder Approach. Primarily, stakeholders were defined
as any group or individuals who affect the achievement of the organization’s objectives
by Freeman (Crane and Ruebottom, 2011). Therefore, the organization needs to
understand the demands and concerns of each group of stakeholders because the
stakeholder is necessary for business practices.

In this research, the stakeholder theory is implemented to explain the phenomenon

of modern human resource accounting implementation that has an impact on its
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consequences and firm survival. It is applied to illustrate the importance of modern
human resource accounting implementation which serve additional information

for more accuracy decision to broad stakeholders. Since everyone have the same
expectation of firm growth and good performance to obtain higher expected return

in the future, thus organization have to be able to respond the needs of stakeholders in
order to satisfy them. For example, increase firm performance to reach their satisfied
level. According to prior research, Ljubojevic (2011) revealed that stakeholder’s
satisfaction is a fundamental condition for successful organizations. Harrison and Wicks
(2013) studied stakeholder theory, value, and firm performance, found that firm value
increased significantly when firms focused on economic returns. However, the company’s
interests are based on the needs, interests, and effects of policies and firm performance
as firm survival and sustainability development are imperative outcomes of the expected

level of stakeholder needs.

Human Capital Theory

Nelson and Phelps (1966) and Schultz (1967) presented that human capital
is a critical factor of the workforce for driving forward to new and more productive
technologies. Ployhart and Moliterno (2011) proposed that the human capital theory
predicts that the persons or groups who possess higher levels of knowledge, skills, and
other competencies will achieve greater performance outcomes than those who possess
lower levels. Schultz (1961) addressed human capital theory that is mentioned as
changing wages arising because of differences of human capital. In addition, human
capital theory covers compensation, investment and development of people that affect
jobs. These systematic investments in human capital not only affect employees to
become increasingly highly qualified and consequently produce work of a higher
quality, but also enhance intellectual capital. Meanwhile, as this is viewed as part of a
company’s capital, the market value of a company also growths (Friederichs and Labes,
2006). Their requirement involves greater human capital (general, firm-specific, or
both), and should be supplementary with higher initial compensation than jobs which
require less human capital. In this line, the individual’s human capital is viewed as
current value of earnings that is based on the skills, abilities, knowledge, and experience

possessed by a person. Becker (1962) argues that human capital can be turned into
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income through exchanges in the labor market. Therefore, the investment in individuals
is the most valuable of all capital (Becker, 1993).

Human capital theory generally discriminated into two main skills of human
resources; general and specific skills (Baney and Wright, 1997). General skills are skills
which can be used to various firms (such as literacy), whereas specific skills are skills
which useful for a unique employer or industry. The concept of human capital initially
was designed to reward employees based on their human capital (Unger et al., 2011).
The individuals with highly specific skills are less likely to quit their jobs and are more
highly paid (Becker, 1993). This is because the persons or groups who possess higher
levels of knowledge, skills, and other competencies will achieve greater performance
outcomes than those who possess lower levels (Ployhart and Moliterno, 2011). Thus, it
can be said that the concept of human capital is based on knowledge and skills obtained
through learning activities (Daeboug, 2009). The relevance of this theory is that it
considered the cost of education, training, development and even workers medical
treatment as investments which are expected to reflect in increased or improved
productivity of individual workers. Swanson (2001) points to three assumptions as the
main relationship of human capital theory: first, investment in education and training
increase learning. Second, learning and increased productivity are the relationships of
human capital that encompass increased learning. Last, the relationships among human
capital include increased productivity, increased wages and business earnings, as greater
productivity results and are directed to upper wages for individuals and profit gain for
business.

In the context of human resource accounting, human capital theory helps
to explain the relationship between learning enlargement and increased employee
productivity. It means once productivity increase, the employee compensation will also
increase. Because of higher employee productivity will leads to increased productivity
and firm performance. Thus, human capital theory is the consideration of employee
productivity compare with what you have invested in the form of training and education,
in other words it is cost-effectiveness analysis and cost-benefit analysis based on return
on investment (ROI). These activities of human resource development are essential for
taking into account the added value of human being as an employee in organization

through education, training, and development programs which lead to meet firm

~ Mahasarakham University



16

requirement. In addition, the concept of human capital theory has a direct impact on
the corporate management, because creating a good working environment is needed to
motivate people working instead of losing talented people to the other companies
(Marimuthu, Arokiasamy, and Ismail, 2009). Motivation people in a sense is not just
about compensation offering like an old idea, but also means providing opportunities
for learning, skills developments, and confidence in the advancement of working life,
which ultimately become long-term commitment of employee. Perry-Smith and Blum
(2000) proposed that an employee’s affective commitment can be developed by
enabling employees to receive support. When employees feel supported by their
organization, they believe that the organization cares about them and their welfare

and, consequently, strengthen their commitment to the organization (Rhoades and
Eisenberger, 2002). Grant et al, (2008) agreed with this idea and stated that employees
develop their commitment to an organization when they feel that their work organizations
value their well-being. Consequently, employees reciprocate by developing affective
commitment to these organizations. In addition, Massingham and Tam (2015) examined
the relationship between human capital and value creation and employee reward.
This paper addresses the need for critical analysis of intellectual capital practices in
action. The major finding is that employee capability and employee satisfaction
had a direct positive relationship with the importance of work activity. The second
finding was that only human capital has a direct positive relationship with the pay.
This implies that focusing on human resource investment could enhance qualified
employee retention as they perceive the importance that organization offer, and that

bring to increase human capital value.

The contingency theory

The contingency theory was presented in its most complete form in Ayman
et al., (1995) explaining that organizational effectiveness is achieved by matching
organizational characteristics and environment (Morton and Hu, 2008). There is no the
best way to organize a corporation or to make decisions, thus the strategy which applies
with a company may not be suit with others so an organization, conversely depends on
the external and internal situation (Robles, 2011). The well-established contingency
theory is concerned with the relation between endogenous and exogenous contextual

factors, which in turn influence competitive strategy, which in the end, this influences
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performance via the intervening variable of organizational structure (Luther and
Longden, 2001). Consistent with Abdel-Kader and Luther, 2008 suggested that
contingency theory explains the effectiveness of managerial accounting practice on its
ability to adapt, to changes in internal factor and external circumstances. Furthermore,
in the context of management accounting, contingency theory aims to explain how
particular circumstances shape the form of an organization’s management control
system (Otley, 1980). Therefore, the most appropriate management control system

1s contingent upon the circumstances faced by the organization in which the
implementation has to take place (Huang, 2010). In addition, the availability of
intellectual capital information adapts to fit contextual factors which are affected by
contingencies arising (Huang, 2010). Consistent with Wang and Chang (2005) and
Claycomb et al., (2001) evidenced that intellectual capital has a positive influence on
firm’s value and financial performance. Hence, in this research, external factors consist
of environmental uncertainty and technology change, whereas endogenous factors are
the organizational factors consist of sustainability vision, executive learning, and
transformational leadership. The contingency theory has been implemented for
theoretical framework in variety of accounting researches (Cinquini and Tenucci, 2010),
such as auditing, accounting information systems and managerial accounting including
new concept of accounting research like human resource accounting. In this research,
contingency theory is applied to explain the antecedent effects of the exogenous

factor (environmental uncertainty and technology change) and the endogenous factors
(sustainability vision, executive learning, and transformational leadership) on modern
human resource accounting implementation.

In conclusion, stakeholder theory and human capital theory are applied to
explain the dimensions of modern human resource accounting implementation (human
resource identification, human resource measurement, human resource investment,
human resource reporting, and human resource monitoring), its consequences (human
resource management efficiency, long-term employee commitment, human capital
value, and firm survival) and its moderator (governance culture) while the contingency
theory it describes the antecedents of modern human resource accounting implementation
(sustainability vision, executive learning, transformational leadership, environmental
uncertainty and technology change), its moderator (growth mindset), and modern

human resource accounting implementation. These theories illustrate the relationships
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of modern human resource accounting implementation and its antecedents and
consequences as shown in Figure 1. The next section elaborates on the literature
review and the hypotheses of modern human resource accounting implementation

which is discussed below.

Relevant Literature Review and Research Hypotheses Development

According to the theoretical framework, the probable relationships among
several constructs are visible. This research proposes a conceptual model for empirically
investigating the topic “The conceptual model of modern human resource accounting
implementation and firm survival: an empirical assessment of information and
communication technology businesses in Thailand” as shown in the Figure 1. This
conceptual model posits modern human resource accounting implementation is the
independent variable, while firm survival is the dependent variable. In addition, there
are five antecedents of modern human resource accounting implementation, which
comprise sustainability vision, executive learning, transformational leadership,
environmental uncertainty and technology change. Long-term employee commitment,
human resource management efficiency, human capital value, and firm survival act as
the consequences of modern human resource accounting implementation, whereas
the moderating variable is governance culture which has a positive effect on each
dimension of modern human resource accounting implementation and long-term
employee commitment, human resource management efficiency, human capital value,
and firm survival. In addition, growth mindset is the moderating variable which has
positive effect among sustainability vision, executive learning, transformational
leadership, environmental uncertainty and technology change on modern human
resource accounting implementation.

According to the literature, this research attempts to conceptually link the
relationship among the antecedents, the consequences and moderating variables of

modern human resource accounting implementation, as shown in Figure 1
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Figure 1: Conceptual model of the Relationships between Modern Human Resource Accounting Implementation and Firm Survival
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Modern human resource accounting implementation

The literature provides a wide range of human resource accounting definitions.
Human resource accounting is the activity of knowing the cost invested for employees
towards their recruitment, training them, payment of salaries and other benefits paid and
in return knowing their contribution to organization towards its profitability. Generally,
there are two original definitions that have been cited in human resource accounting
research since this concept has created included the American Accounting Association’s
Committee and Flamholtz, influential researchers in human resource accounting.
However, this concept has evolved continuously, it has got more interested since 1990
especially in private sectors. Currently, human resource accounting is focusing on
development of concepts, models, approaches, disclosure, accounting standards and
treatment and generating soft information (Arkan, 2016). This is because human is an
important mechanism for driving organization, thus employee-related issues are matter
for organization to be able to lead organizational survive.

Human resource accounting is a new branch of accounting. It is based on the
traditional concept that all expenditure of human capital formation is treated as a charge
against the revenue of the period as it does not create any physical asset. But now a day
this concept has changed and the cost incurred on any asset (as human resources) should
be capitalized as it yields benefits measurable in monetary terms. In addition, human
resource accounting can help in identifying how much an organization can earn from an
individual, as the intellectual assets of a company are often worth three or four times
the tangible book value (Singh, 2010). Therefore, human resource accounting means
accounting for people as the organizational resources. It is the measurement of the cost
and value of people to organizations. It involves measuring costs incurred by private
firms and public sectors to recruit, select, hire, train and develop employees and judge
their economic value to the organization.

In this research, modern human resource accounting implementation defined as
an ability of firms to adapt accounting process for employee-related database management
and practices for identifying, measuring, reporting useful information of employees in
monetary term, investing, and monitoring staff members-related issues. Human resource
accounting is very much needed to provide effective and efficient management within

the organization. It continues to be the one of the most interesting issues for both
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managerial and research implementation since the 1960s. So far, human resource
accounting implementation is challenging as there are remain gaps are needed to fulfill.
Several theoretical studies about human resource accounting have attempted to explore
its effect on work outcomes; for instance, turnover and financial performance (Okpako,
Atube, and Olufawoye, 2014). If there is any change in the structure of manpower, it is
human resource accounting which provides information on it to the management. It also
provides qualitative information and also assesses the cost incurred in personnel. It
gives a platform to the management by providing factors in better decision making

for future investment. Much of the work on accounting for human resources focused
primarily on development or validation of human resource accounting concepts.

Thus, human resource accounting is the art of valuing, recording and presenting
systematically the work of human resources in the books of accounts of an organization.
It is primarily an information system, which informs the management about the changes
that are taking place in the human resource of an organization.

Nowadays, a number of companies adopted the concept of human resources
accounting on external reporting included the profile of human assets, the compensation
pattern, training and development, human asset productivity, human asset value and the
total wealth of the organization. Moreover, realizing the immense benefits associated
with human resource accounting many companies world-over is making the concept a
necessary element in their balance sheet (Jasrotia, 2004). One of the best examples is
of the Denmark Government. The Danish Ministry of Business and Industry has issued
a directive that with effect from the trading year 2005, all companies registered in
Denmark are required to include in their annual reports information on human capital,
among others. This means that figures for investment in intellectual capital must be
shown and compared with the previous two years in annual reports (Obara, 2004). Other
countries like the United Kingdom, Australia and the Netherlands also have taken very
significant steps towards a wider application of human resource accounting. The result
showed that effective practices of human resources in the accounting statement can
ensure long-term benefits to the employees of the corporations and it also increases
quality, performance, values, and commitment to future need (Hossain, Akhter, and
Sadia, 2014). The information is important for the company as its success depended

solely on the knowledge of the employees. The study shows that growth of the company
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depends on its presence and value of human resource working in the organization
(Singh, 2010). It necessarily means that if more is the value of human resource, greater
will be the revenue of the company. Furthermore, it can be concluded that the total
value added component of the company depends a lot upon the human resource value
of the technically skilled staff. So company must remain focused upon maintaining,
developing, retaining and increasing their value. Information of human resource
accounting can also be used by the company to compare the performance and
productivity of employees in various departments and retaining valuable employees.
This is because the effort of quantify human resources enhance company’s investors
and other client’s true insights into the organization and its future potential, so that
faith would be restored amongst shareholders.

Therefore, it can be clearly seen that the effect of human resource accounting
implementation on organizational effectiveness will be improved when an organization
has organized a human resource accounting system containing practices that are
constant with each other and work to stimulate those outcomes from the organization’s
human resources, essential for the achievement of organizational goals and objectives.
Likewise, an organization implement, via combined sets of human resource management
practices and accounting information that develop, retain, and motivate the organization’s
human resources to reveal those behaviors which produce those outcomes (Burma,
2014).

The following section indicates the summary of definitions and dimensions of

human resource accounting presented in Tablesl

Table 1: Summary of Definition of Human Resource Accounting

Author(s) Definitions of Human Resource Accounting
Likert The estimation of the value of a firm’s human organization.
(1960) He stressed the account for changes in the value of human

organization over time.
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Table 1: Summary of Definition of Human Resource Accounting (Continued)

Author(s)

Definitions of Human Resource Accounting

American Accounting

The process of identifying and measuring data concerning

Association human resource and communicating this information to
(1973) interest parties.
Accounting for people as organization resource. It involves
measuring the costs incurred by the business firm and other
Flamholtz
organizations to recruit select, hire, train and develop human
(1574) assets. It also involves measuring the economic values of
people to organization.

Bhat Depicting the human resources potential in money terms
(2000) while casting the organization’s financial statements.
Jasrotia A measurement and reporting of the cost and value of people
(2004) as organizational resources.

Baker The term applied by the accountancy profession to quantify
(2006) the cost and value of employees to their employing

organization
Sasirekha The process of recognizing, measuring, and communicating
(2009) useful information relating to human resources.
Kalpana and Gopinath | A process of accounting which identifies, quantifies and
(2013) measures human resources for the use of management to

cope up with the changes in its quantum and quality so that
equilibrium could be achieved in between the required

resources and the provided human resources.
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Table 2: Summary of Key Literature Reviews on Modern Human Resource Accounting Implementation

Author(s) Title Results
Flamholtz et al., | Human Resource accounting: A It was revealed that human resource accounting (HRA) suggests a vehicle for
(2002) Historical Perspective and Future | improvement of management as well as measurement of human resource. If
Implications HRA can demonstrate that improvement in human resource management
enhances profits, then managers will integrate human capital implications in
their decision making to an enhanced degree.
Bullen and Eyler | Human Resource Accounting and | It was concluded that HRA gained positive effect overseas assignment on
(2010) International Developments: personal development. It was suggested to follow the international trends
Implications for Measurement of | emerging in intangible reporting, capitalized human resource information, so
Human Capital that HRA can become more prevalent.
Avazzadehfath | Decision Making based on It was revealed that human resource accounting (HRA) information
(2011) Human Resource Accounting disclosures in financial statements were relevant and effect on the optimal
Information and Its Evaluation investment decision.
Method
Badiyani Human Resource Accounting: It was found essential for an organization to consider its human resources as
(2012) Brief History and Popular Models. | an asset. The gradual developments have been observed in the field of human

resource accounting and new approaches and models were given.
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Table 2: Summary of Key Literature Reviews on Modern Human Resource Accounting Implementation (continued)

Author(s)

Title

Results

Bloom and Kamm

(2014)

Human Resources: Assets that

Should Be Capitalized.

The study concluded that superior performing companies recognized and

reward their best employees to highlight the value of human capital.

Kaur et al., (2014)

Human Resource Accounting
Disclosure Practices in Indian

Companies.

It was revealed that measurements and reporting are highly subjective and the
companies are trying to fit available model for the valuation of HR as per

their own requirement.

Sharma and Kumar

(2014)

A Comparative Study of Human
Resource Discloser and Reporting
Practices of Selected Public and

Private Sector Banks.

It revealed that public sector banks were disclosed more information related to
the human resource practices than the private sector banks. Public sector
banks were found disclosing some quality information of human capital

related information.
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However, this research proposes a more detailed discussion of the five
distinctive dimensions of modern human resource accounting implementation which are
based on stakeholder theory and the contingency theory. The five dimensions comprise
human resource identification, human resource measurement, human resource investment,
human resource reporting, and human resource monitoring. The following is a more

detailed discussion of the constructs in this research is provided below.

The Effects of Each Dimension of Modern Human Resource Accounting

Implementation on Its Consequences

This section investigates the effects of five dimensions of modern human
resource accounting implementation that consist of human resource identification,
human resource measurement, human resource investment, human resource reporting,
human resource monitoring on four consequences comprising human resource
management efficiency, long-term employee commitment, human capital vale,

and firm survival.

Human resource identification

In general terms of identification is the act of recognizing of something
or proofs the identity of subjects. In accounting field, identification is one of the
processing of accounting system to identify transaction and analyze into monetary term.
Accounting refers to the art of collecting, classifying, and summarizing information on
economic events in the form of money to provide financial information interests parties.
In addition, accounting is the logical and comprehensive documentation of financial
transactions of a business, organization or a group. It is the process of storing, sorting,
retrieving, summarizing, analyzing and reporting details of these transactions. The
American Accounting Association defines accounting as the process of identifying,
measuring and communicating economic information to permit informed judgments
and decisions by users of the information. Basically, identification in accounting refers
to business transactions: only financial transactions are recorded. A financial transaction
is an event which can be expressed in terms of money and which brings change in the

financial position of a business enterprise (Garg, 2016).
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In human resource context, accounting has responsibility to identify activities
which relates human resource, value those items and report in monetary term whereas
human resource management involves the system for attracting, identifying, and
developing, retaining and utilizing individuals with high potential and aptitude to
succeed in an organization (Swapna and Raja, 2012). Management uses systematic
processes to identify employees who have high performance, related-work skills,
knowledge and abilities to fill the demand. Thus, human resource identification in this
research is defined as firm’s ability to classify, recognize, and characterize financial
information related human resource accurately and reliantly from business operation
activities. There are three main human resource activities which relate accounting
responsibility includes; hiring, developing and training, and pension policies as these
activities need accounting information based on determining and decision making
which have both direct and indirect affect to firm performance.

Although identifying and demonstrating the link between human resource and
financial returns is very difficult, employees are the primary resource for goal alignment
as intellectual capital value creation is an important component to gain sustainable
competitive advantage. Therefore, human resources activities need to be integrated with
the corporate strategy, and that human resource specialists help organization controllers
to meet both management efficiency and equity objectives (Bacon and Berry, 2005).
Interestingly, there was a research examined the relationships between human resource
policies, management accounting and organizational performance in Canada, Japan
and the UK. The results showed the important communication links between human
resource managers and management accountants are budgets, strategic plans,
performance-related bonus scheme and decision making (Kouhy et al., 2009).

In addition, employee recruitment decisions, training, performance-related
bonus scheme, and a good pension scheme all had an impact on long-term employee
commitment and leads to organizational performance ultimately. Furthermore,
employees may be involved and participated in areas not directly covered by the
employment contract thus ensuring suitable work life (Osibanjo and Adeniji, 2012).
Moreover, Ulrich et al., (1984) found positive relationships between specific human
resource practices and firm performance. Likewise, Schuler and Macmillan (1984)

suggested that “effective management of human resources gives benefits which include
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greater profitability”. The Institute of Chartered Accountants in England and Wales
(ICAEW) (2003) identify that people management practices related to business
outcomes such as increase employee commitment, efficiency of human resource
managment. Furthermore, Claver-Cortés et al., (2015) showed identifying
efficiently of human capital intangibles in family firms can help managers
become aware of their importance, and this will consequently help them improve
their management. Thus, emphasizing on identification of human resource activities
accurately will enhance firms recognize important issues to develop workforce
capability more efficiently, leads to increase human capital value and higher performance.
Therefore, it can be seen clearly that human resource integrated with accounting need
to be able to identify good information of employees in monetary term for considering
worthiness in every activities of people lead to budget planning and decision making
effectively. Thus, the effectiveness of human resource identification, long-term
employee commitment, human resource management efficiency, human capital

value, and firm survival are its consequences as presented in Figure 2.

Figure 2: The Effects of Human Resource Identification on Long-term
Employee Commitment, Human Resource Management Efficiency,

Human Capital Value, Firm Survival
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 1a: Human resource identification will have a positive influence

on long-term employee commitment.

Hypothesis 1b: Human resource identification will have a positive influence

on human resource management efficiency.

Hypothesis 1c: Human resource identification will have a positive influence

on human capital value.

Hypothesis 1d: Human resource identification will have a positive influence

on firm survival.

Human resource measurement

Measurement is a performance standard or rule in performance evaluation
determined by a manager, supervisor, or committee of performance evaluation
responsible for performance evaluation system procedures. It is a measurement and
evaluation tool of individual properties, which consist of visible competence, behavior-
outcome capabilities of the employee, working behavior and financial outcome, which
are specified in the performance standard (Chen and Kuo, 2004). These measurements
are used in performance evaluation ranking and feedback suggestions for employees to
improve their performance, promotion, or reward. A performance standard or rule is an
important part of performance evaluation system. It is used by the performance
evaluation committee, who is guided for the comparison with an employee’s actual
performance.

According to Lau and Sholihin (2005) noted that the type of performance
measurement or performance standard are used as essential aspects of the performance
evaluation process. It is likely to affect the employee’s satisfaction and be chosen
under the consideration on the diversity or completeness of performance measurement

generally available to suit the subordinates’ operating environment meaningfully and
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accordingly. Financial performance measurement is one type of performance measurement
used in performance evaluation process, which is derived from the underlying financial
statements and budgets such as net earnings, return-on-assets (ROA), return-on-investment
(ROI) and budget variances (Banker, Potter and Srinivasan, 2000). Financial
performance measurement specify only past organizational performance which
cannot be used to guide future performance improvement indicated by Itnner and
Larcker (2000). Likewise, many researchers suggest that many companies believe that
financial performance measures are historical in nature, lack of predictive ability to
explain future performance, narrow in focus and give inadequate consideration to make
it difficult to quantify “intangible” assets such as intellectual capital and in many cases,
are incomplete (Stede, Chow, and Lin, 2006). Therefore, nonfinancial measurements are
necessary to overcome the inadequacies of traditional financial measurement, which
comprise four perspectives, including financial measures perspective, customer’s
perspectives, internal business processes perspective and learning and growth perspective
(Lau and Moser, 2008). This is considered broader, forward-looking and benefit
for long-term competitive advantages and can reflect the drive of future financial
performance (Banker, Potter and Srinivasan, 2000). Moreover, it affects organizational
performance through employee role clarity due to the employee’s awareness of what
their roles and responsibilities are and what their superiors expect from them. It is also
a means by which organizations can communicate their objectives, plans and strategies
to employees (Lau, 2011). Without the above, the human resource field indicates that
measurement is divided into three common aspects/criterions by which performance is
appraised of individual or group. The trait-based evaluation is an assessment of abilities
or other personal characteristics of an employee. However, behavior-based evaluation is
a behavior measurement of employees while they are on the job; and task outcome
based evaluation is a measurement for the employee’s output performance (Siaguru,
2011). The nature of the job, the purposes of the assessment and the size of the firm
may be some determinants of the types of criteria to be used.

Efficiency of performance evaluation system is obtained from appropriate
performance standards consistent to the purposes of evaluation (Sabeen and Mehboob,
2008). Also, it poses a positive impact on job satisfaction when employees believe that

the superiors evaluate with suitable criteria or performance standard (Sudin, 2011).
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According to Warokka, Gallato and Moorthy (2012) showed the efficiency of
performance evaluation system is relevant-performance measurement, which includes
necessary information representing the level or merit of a person’s job performance
understood and accepted by appraises (Caruth and Humphreys, 2008). From previous
research, it is found that this manner is reliable (Artz, Homburg and Rajab, 2012;
Maines and Wahlen, 2006; Prempree, Ussahawanitchakit and Boonlua, 2013). Artz,
Homburg and Rajab (2012) stated that the reliability in performance measurement refers
to the amount of noise in performance indicators or the quality of information of which
its manner is free of errors and bias and faithfully represents (Maines and Wahlen,
2006) correctness, completeness and neutrality, including validity (Prempree,
Ussahawanitchakit, and Boonlua, 2013; Sabeen and Mehboob, 2008). Therefore,

this research defines human resource measurement as the ability of firm to analyze
investment cost and be able to calculate the operational activities which involve
employee in term of money efficiently. Earlier research suggests that the performance
evaluation process, especially, the evaluation criteria is likely to have a significant
effect on employees’ attitudes towards their organizations and their jobs (Lau and
Moser, 2008). Corresponding with Tan and Lau (2012) stated that performance standard
1s completeness that affects job satisfaction and organizational commitment, which
helps improve employees’ future performance. Additionally, performance standard
validity is consistent with company’s strategic goals, which affect employee reactions
toward performance evaluation such as system satisfaction and efficacy of an employee’s
incentive to provide effort (Sabeen and Mehboob, 2008). In addition, measurement is
one of component in performance evaluation system competency caused by employee
satisfaction (Koys, 2001). Thus, the effectiveness of the human resource measurement,
long-term employee commitment, human resource management efficiency, human

capital value, and firm survival are its consequences as presented in Figure 3
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Figure 3: The Effects of Human Resource Measurement on Long-term
Employee Commitment, Human Resource Management Efficiency,

Human Capital Value, Firm Survival

»| Long-term Employee
Commitment
H2a-c (+)
Human Resource Human resource Firm
Measurement > Management Survival
Efficiency
A
H2d (+)
> Human Capital
Value

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 2a: Human resource measurement will have a positive influence

on long-term employee commitment.

Hypothesis 2b: Human resource measurement will have a positive influence

on human resource management efficiency.

Hypothesis 2c: Human resource measurement will have a positive influence

on human capital value.

Hypothesis 2d: Human resource measurement will have a positive influence

on firm survival.
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Human resource investment

Human resource concepts concern the aspects of human development in
organization. Human resources development is also called investment in human capital
(McLean, 2006). Human resources investments is defined as any activity that influences
future real income through the embedding of resources in people by Krasniqi (2016)
whereas other research proposed that human resource investment is any activity which
improves the quality (productivity) of the worker (Marimuthu, Arokiasamy, and Ismail
2009). In addition, investing in employee development is a central view of maintaining
and developing the skills, knowledge and abilities of both individual employees and the
organization as a whole (Lee and Bruvold, 2003). Human resources investment can be
viewed as developing the most important section of any business, its human resource,
by attaining or upgrading employee skills and attitudes at all levels to maximize
enterprise effectiveness (Ukenna, 2010). The necessity to spend money on development
of human resource especially in the form of training, transferring, and retention costs,
human capital should be regarded as the most valuable asset to improve efficiency and
productivity that should not be seen and reported as a cost, but as investment (Petty and

Gutherie, 2000).

In this research, human resource investment refers to firm’s ability of investment
in human resource activities systemically and substantially, include adequate budgets
allocation, continually research and develop employee knowledge, set substantial
system in training courses to build more capability of people in work. Here, education
and training are an important component of human capital investment. Thus, education
and training provide the acquisition of knowledge, skills, and competencies as a result
of the teaching of vocational or practical skills and knowledge that relate to specific
useful competencies (European commission, 2012). Firms will invest extensively in
firm specific type training initiatives and also developmental exercises so as to build the
employees idiosyncratic knowledge. Most of the firms, by applying long term planning,
invest in the building new skills by workforce, enabling employee to cope with the
uncertain conditions that may face in future, thus, improving the employee performance
through superior level of motivation and commitment. When employees recognize their
organization interest in them through offering training programs, they in turn apply their

best efforts to achieve organizational goals, and show high performance on job (Elnaga

~ Mahasarakham University



34

and Imran, 2013). Likewise, human capital stock is associated with greater productivity
and high salaries (Selvarajan et al., 2007). Moreover, education and training are linked
to a greater tendency to business and economic growth (Contractor and Mudambi,
2008), to organizational value and human behavior (i.e. job satisfaction, commitment
and citizenship) (Lee and Bruvold, 2003; Ussahawanitchakit and Pongpearchan, 2010).
Besides, the more the investment in human resource is profitable, the more postponing
means lowering their present value. Increasing employee skills and abilities are
expected to create future returns through increased productivity and business
performance (Shih 2006; Katou, 2011).

Furthermore, previous studies suggest that to create new or better products,
firm must create new knowledge or a novel recombination of exiting knowledge
(Santos-Rodrigues et al., 2010). Thus, knowledge investments seem to gain the
willingness, support and value of the creativity of the employee that improve
innovativeness. The degree of investment in human resource practices intended to
improve the knowledge, skills and abilities of the companies’ employees (Wright and
Kehoe, 2007). Another empirical research found that when organizations invest in
general training and reciprocity grows there is an increase in employee commitment
(Brum, 2007). More-highly-educated and more highly- skilled workers have been found
not only to be able to adapt more rapidly and efficiently to new tasks and technologies,
but also to be a direct source of innovation. In fact, education and even previous
informal training have been found to increase substantially a worker’s ability to be
innovative on the job. In addition, the effect of investment in human resource development
on organizational performance, a key finding is that the four variables have an impact
on human capital effectiveness leading to organizational performance (Ukenna, 2010).
Furthermore, investments in human knowledge had a significant impact on learning
and sustained firm performance (Hatch and Dyer, 2004). Similarly, firms with higher
investment in R&D and human resources have a stronger strategic orientation and
increased sustained competitive advantage (Lau and Moser, 2008). Furthermore, investment
in human capital is intrinsically linked to the success of a business suggested by Wyatt
and Frick (2010). Therefore, the effectiveness of human resource investment, long-term
employee commitment, human resource management efficiency, human capital value

and firm survival are its consequences as presented in Figure 4
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Figure 4: The Effects of Human Resource Investment on Long-term Employee
Commitment, Human Resource Management Efficiency, Human

Capital Value, Firm Survival

»| Long-term Employee
Commitment
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 3a: Human resource investment will have a positive influence on

long-term employee commitment.

Hypothesis 3b: Human resource investment will have a positive influence on

human resource management efficiency.

Hypothesis 3c: Human resource investment will have a positive influence on

human capital value.

Hypothesis 3d: Human resource investment will have a positive influence on

firm survival.
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Human resource reporting

Report is the result used to formally communicate to multiple stakeholders
including boards, creditors, investors, and the government (Duréndez, 2003). It enables
usefulness to all users who explicitly understand that business performs better. There
are the two types of reports prepared for management; external reports and internal
reports (Mishra, 2016). External report is the reports prepared for external users or for
the persons outside the business are known as external reports. External reports are
generally known as compulsory legitimacy reports or financial reports such as income
statement and balance sheet. On the other hand, internal reports refer to those reports
which are meant for different level of management. Internal reports are not public
documents as well as are not expected to conform to any standards. Internal reports may
call routine reports which are submitted before management at periodic intervals. For
example; production report, sales report, production cost report, direct labor hours
report, direct labor cost report, operating report, research and development report,
working capital changes report etc. These reports are prepared by keeping in view the
needs of disposal for scanning work outputs. However, human resource information is
essential for several phases of management’s planning and control functions. The need
for firms to be able to effectively manage report on intangible assets has led to the
development of a number of measurement tools such as content analysis. In the past
decade, firms have incorporated the measurement of human resource into their strategic
management and internal and external reports (Abeysekera and Guthrie, 2004); such as
the Skandia Group, the Canadian Imperial Bank of Commerce, Hughes Space and
Communications, Dow Chemicals Firm.

In this research, human resource reporting is defined as the presenting of
organization’s information about employee benefits clearly, including report of
employee’s performance, and show budget analysis report of budget allocation based
on actual activities in annual reports or other media publicly. The human resources
report provides transparency on the firm’s employee metrics and how organization is
translating strategic priorities into action. It gives examples of what organization
achieved in annual year in organizational culture; diversity and inclusion; talent and
development; talent acquisition; compensation and benefits; managing change; and

collaboration with social partners. Human resource or resources reporting can be
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included 1) employee's personal details, 2) payroll detail, and 3) leaves report,
retirement benefits, and different contributions in employee's welfare funds. Most
empirical studies of intellectual capital disclosures have focused on annual reports
(Bozzolan et al., 2003; Guthrie et al., 2006; Oliveira et al., 2006). Sustainability reports
have become an increasingly important for company disclosure as it is a communication
channel to their stakeholders including employees. In addition, human capital reporting
can be an important means of ensuring that all stakeholders are fully informed of the
value creation potential of the business (Cuganesan, 2006). Furthermore, greater extent
of voluntary disclosure of relevant corporate information implies greater transparency,
facilitate investment decision making and well management in human resource

(Yau et al., 2009). However, disclosure of human capital information in the context

of developing countries identifies the inadequacy of current human capital disclosure
practices in company annual reports cause companies pay relatively more attention to
figureheads than value creators (Huang et al., 2013). Consistent with Oliveira et al.,
2010 stated that the important of intellectual capital reporting is not popular in Portugal.
Another issue is in fact, there is no accounting standard on treatment of human resource
accounting either from the International Accounting Standards Board or the Financial
Reporting Council (Badiyani, 2012). In addition, the use of human resource accounting
is limited by lack of universal approach to its reporting and low level of awareness and
acceptance of the technique (Rajeshwari and MariGowda, 2016).

Therefore, although there are no disclosure requirements in relation to human
resource and firms that do not have strong incentives to disclose information voluntarily
(Bassi et al., 2000), recent trends show that the accounting profession has recognized
the importance of human resource reporting for strategic positioning by providing
information to enhance the firm’s competitive advantage. This competitive advantage
flows from creating, owning, protecting, and making it difficult to imitate, commercial
and industrial knowledge assets (Teece, 2000). Finally, the disclosure of human
resource information would also make managers more accountable and transparent to
the stakeholders (Bassi et al., 2000). Therefore, the effectiveness of human resource
reporting, long-term employee commitment, human resource management efficiency,

human capital value and firm survival are its consequences as presented in Figure 5
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Figure 5: The Effects of Human Resource Reporting on Long-term Employee
Commitment, Human Resource Management Efficiency, Human

Capital Value, Firm Survival
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 4a: Human resource reporting will have a positive influence on

long-term employee commitment.

Hypothesis 4b: Human resource reporting will have a positive influence on

human resource management efficiency.

Hypothesis 4c: Human resource reporting will have a positive influence on

human capital value.

Hypothesis 4d: Human resource reporting will have a positive influence on

firm survival.

Human resource monitoring

Monitoring refers to ability to continuously detect and identify ineffective and
inefficient business processes, and frequently provides recommendations for improving

business processes to ensure the achievement of the firm’s objectives. Monitoring could
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be able to react to timely changes. In addition, changes are caused by pressure from
stakeholders and changes of technology, the internal monitoring process is essential to
ensure that the controls are operating effectively and the risk decreases. The developed
technology and the economic pressures in the competitive environment force the
organizations to change attitudes in helping the organization achieve its goals through
certain rules and procedures (Giriuniene and Giriunas, 2012). These all reasons lead to
internal control monitoring (Coderre, 2006). The monitoring procedures enhance the
management of the annual assessment leads to effectiveness of reducing costs and time
(Avellanett, 2009). Thus, in this study, human resource monitoring refers to the ability
of an organization to review ongoing operations, control development and training
processes commonly, and evaluate employee skills development for improving human
resource processes to make sure that knowledge from training is utilized for increasing
work performance.

Monitoring is an essential component of internal control in the organizational
structure that is used for the activities management in the organization to ensure the
basis of successful implementation, and to achieve goal of organization (Morrill, Morrill
and Kopp, 2012; Vijayakumar and Nagaraja, 2012). The effectiveness of monitoring
must evaluate evidence collected on the strengths and weaknesses of working system
lead to the preparation of plan for good practice and organizational objectives’
achievement (Sawalqa and Qtish, 2012). Effectiveness of monitoring reduces the impact
some of the risks that lead to improve the financial statement’s reliability, effectiveness
of implementation (Wittayapoom and Limsuwan, 2012). The organizational objectives
are the efficiency and effectiveness of implementation, reliability of financial reporting,
and compliance with the related laws and regulations (Amudo and Inanga, 2009).
Monitoring is activity that focuses on detecting and prevention of disorders in working
process that can reduce weaknesses and strengthen of systems (Sawalga and Qtish,
2012), solve problems found and manage those deficiency activities (Yao and Xue-
meng, 2012). Likewise, operational monitoring refers to the process designed to ensure
appropriate assurance regarding the achievement of objectives (Changchit, Holsapple,
and Viator, 2001). In addition, the operational in internal controls monitoring reduce the
opportunities and behavioral fraud (Limmroth, 2012). Furthermore, monitoring system

is important as an adequate assessment. The preservation of monitoring effectiveness
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makes quality verification (Gramling and Vandervelde, 2006). In the same way,
monitoring improvement affects the benefit of an organization the defects that may be
the result of poor design of control procedures (Tan and Michelle, 2011). The preservation
internal monitoring effectiveness makes verification quality (Gramling and Vandervelde,
2006), internal control monitoring make to increase effectiveness and efficiency of
internal operation to be decency for the organization (Feng and Jinke, 2011). However,
it is the dimension of the internal control function or activities that focus on detection
and prevention of aberration in the process.

Monitoring is a major task that reduces or eliminates internal control weakness
and strengthens the internal control systems (Sawalqa and Qtish, 2012). However, the
inadequate segregation of duties and inherent limitations is the element of human error
such as misunderstandings, fatigue, and stress, thus monitoring of human resource
performance would make people have more awareness and cautiousness to work lead to
increasing human resource management. This may be because the monitoring internal
control does not affect sufficient effectiveness. Therefore, the effectiveness of human
resource monitoring, long-term employee commitment, human resource management
efficiency, human capital value and firm survival are its consequences as presented in

Figure 6

Figure 6: The Effects of Human Resource Monitoring on Long-term Employee
Commitment, Human Resource Management Efficiency, Human

Capital Value, Firm Survival
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 5a: Human resource monitoring will have a positive influence on

long-term employee commitment.

Hypothesis 5b: Human resource monitoring will have a positive influence on

human resource management efficiency.

Hypothesis 5c: Human resource monitoring will have a positive influence on

human capital value.

Hypothesis 5d: Human resource monitoring will have a positive influence on

firm survival.

The Consequences of Modern Human Resource Accounting Implementation

Human Resource Management Efficiency

Human Resource Management can be described as a strategic, integrated
and coherent approach to the employment, development and well-being of the people
working in organizations. It has a strong conceptual basis drawn from the behavioral
sciences and from strategic management, human capital and industrial relations theories
(Armstrong et al., 2010). Human resource management is the policies, practices, and
systems that influence employees’ behavior, attitudes, and performance. Many companies
refer to human resource management as involving “people practices”. There are several
important human resource management practices that should support the organization’s
business strategy: analyzing work and designing jobs, determining how many employees
with specific knowledge and skills are needed (human resource planning), attracting
potential employees (recruiting), choosing the right employees (selection) to the right
job, teaching employees how to perform their jobs and preparing them for the future
(training and development) increase their ability value, evaluating their performance
(performance management), rewarding employees (compensation), and creating a

positive work environment (employee relations) so that employees have positively
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attitude to work in organization for longer period of time. An organization performs
best when all of these practices are managed efficiency.

According to previous research indicated that the human elements of the
organization are those that are capable of learning, changing, innovating and providing
the creative trust which if properly motivated can ensure the long-term survival of the
organization (Bontis, 2001). Human resource management is critical to the success of
organizations because human capital has certain qualities that make it valuable (Noe et al.,
2011). In terms of business strategy, an organization can succeed if it has a sustainable
competitive advantage. Thus, human resource management efficiency can be a reflection
of employee’s productivity in organization. Employees are one of the most important
assets of an organization as they contribute to its growth and success (Danish and
Usman, 2010). Malik et al., (2010) concluded that in the era characterized by rapid and
continuous change, knowledge capital must be retained in order for organizations to be
productive and responsive to the needs of their stakeholders. However, an organization
survives based on the efficiency of management. Efficiency is the use of financial,
human, physical and information resources such that output is maximized for any
given set of resource inputs, or input is minimized for any given quantity and quality
of output. Thus, in this research, human resource management efficiency defined as the
process of business operating to recruit people systematically, increasing the right man
on the right job, and be able to retain high qualified employee to work with

organization in the long run.

Firm Survival

Firm survival is the organization status that has gained a satisfaction
performance continuously since the past, in the present and to the future. Noticeably,
this variable is an important key of firm to improve organizational and is measured for
sustainability. The organizational survival has long been an attraction for researchers,
which is used as dependent variable like with this model. It also requires maintaining a
balance between flexibility and stability upon the external environment (Boal and
Schultz, 2007). Likewise, many studies describe survival as the approaches or strategies
that firms must integrate their organizational capabilities and business innovation to
ensure corporate survival in a long run operation. Performance evaluation system is a

management tool and is driven toward competitive advantage through continuous
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performance improvement that comes up with capability of the organization (Agbola,
Hemans and Abena, 2011) to ongoing sustainability performance. In addition, firm
survival is expected to extend to be better in the future. Therefore, potential in
producing useful information which related decision making exceeds the expectations
of stakeholders and executives who want to get more comprehensive information and
clearly report indicated for the major ineffectiveness in the organization that is managed
effectively. In this research, firm survival is defined as the organizational achievement
to business operation stably, steady of financial position in the business from the past
continuing to the present, as well as increasing growth rate of profits and market share
progressively. (Kittikunchotiwut, Ussahawanitchakit, and Pratoom, 2013).

With increasing competition and economic environmental uncertainty, many
service organizations require their employees to work creatively to improve service
quality and speed, enhance organizational effectiveness, and ensure their long-term
profitability and growth, which in turn, means survival (Hon, 2013). Most researchers
and managers highlight the importance of having creative employees to sustain a
competitive advantage and respond to a rapidly changing and manage in an uncertain
competitive environment during a period of time (Persson, 2004). The previous research
supports this argument such as Arribas and Vila (2007) found that the survival time of a
new firm is gained by both general and special human capital which is accumulative,
and it lengthens its survival time. They also found that the specific aspects of human
capital that are the determinants of firm survival time are gender and previous work
experience. Therefore, when defining firm survival it is important to consider a wide
variety of potential organizational survival measures. In sum, the majority describes
survival as approached, or strategies that organizations must use to integrate their
organizational capabilities and business innovation, to ensure corporate survival in
long run operation. Organizational survival requires maintaining a balance between
flexibility and stability depending upon the external environment (Boal and Schultz,
2007). Thus, the effectiveness of long-term employee commitment, human resource
management efficiency, human capital value and firm survival are its consequences as

presented in Figure 7
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Figure 7: The Effects of Human Resource Management Efficiency on
Long-Term Employee Commitment, Human Capital Value,

Firm Survival
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 6a: Human resource management efficiency will have a positive

influence on long-term employee commitment.

Hypothesis 6b: Human resource management efficiency will have a positive

influence on human capital value.

Hypothesis 6¢c: Human resource management efficiency will have a positive

influence on firm survival.

Long-Term Employee Commitment

Today, organizations are faced with tough competition due to violent stream
of awareness. So, in order to increase the competitive advantage from highly committed
employees is essential for the organization that has changed increasing (Lok and

Crawford, 2001). Also, nowadays, an organization is facing tough competition because
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of intense stream of awareness. Therefore, in order to strengthen the competitive
advantage that highly committed by employees, it is necessary for the organization to
increase change and should enhance employee commitment (Stallworth, 2003).
Commitment is a force that binds an individual to a course of action that relevance to a
particular target (Meyer, Stanley, and Herscovitch, 2002). Commitment will encourage
discretionary behaviors that will lead to positive goal outcomes and hence reinforce
employee commitment to the organization. Work on commitment over the last decade
has established (a) that commitment can take various forms, and (b) that is it can be
directed towards various focused such as tasks, teams, customers. (Meyer, Becker,
and Vandenberghe, 2004). Employee commitment can be characterized into three
factors; (1) a strong belief and acceptance of the organization’s goals and values; (2)
a willingness to exert considerable effort on behalf of the organization; (3) a strong
desire to maintain membership in the organization (Asmawi, 2012). Hence, employee
commitment comes from employees who believe their future is tied to that of the
organization and their willingness to make personal sacrifices for the organization.
Employee behavior who has committed to an organization tends to identify with the
objectives, goals, and wishes to remain in the organization which in turn, reduces
turnover (Meyer, Becker, and Vandenberghe, 2004). In other words, an employee who
has a sense of commitment will have greater willingness to follow the values and goals
of the organization and willing to work to achieve organizational goals (Peng and Chiu,
2010). Moreover, employees who committed to organizations with different knowledge,
skills, and capabilities as a diverse workforce tend to better create new ideas and
innovation for the organization, which in turn, provides for the performance of a firm
by enhancing its satisfaction. In addition, long-term employees save businesses money
by reducing recruiting, training and lost productivity costs, and keeping institutional
memory within organization. Keeping staff morale high will help organization retain
workers longer, especially if workers feel part of a team so that firm could reduce staff
turnover in the long run.

In previous research showed that employees who behave with considerable
trust toward goals and values, have a willingness to work hard and a willingness to
continue to be a member of the organization in the long run (Robinson, Perryman,

and Hayday, 2004). Likewise, long-term employee commitment is the willingness to

~ Mahasarakham University



46

dedicate to the organization, willingness to exert extra effort on behalf of organization
and desire to be attached to, and sacrifice (Kataria, Garg and Rastog, 2013). People
with commitment are deeply engaged with the organization; such people show better
performance, come out with new and innovative ideas and suggestions and always
strive to improve the performance of the business (Jafri, 2010). Therefore, in this
research long-term employee commitment is defined as employee intention and
dedication in working, use all capability for working, always ready to cooperate and
sacrifice, working with happiness, always willing to adapt with any assigned tasks
includes a sense of being a part of organization in long-term development. Clearly,
employee commitment or engagement can potentially translate into valuable business
results for an organization; gain the benefits of committed workforce at your
organization (Vance, 2006). Everyday human resource practices such as recruitment,
training, performance management and workforce surveys can provide powerful levers
for enhancing engagement. Now all employees must contribute value by what they
know and by the information they can provide. Investing in managing and exploiting
the knowledge of every employee has become critical to the success of information age
companies. Employee skills and education, employee commitment, positive employee
attitudes and behavior, and employee motivation are considered to contribute to value
creation the most (Beattie and Smith, 2010). In sum, the greater an employee’s
commitment, the more likely they deliver excellent on-the-job performance (Vance,
2006). So, it implies that the more a company is dedicated to taking care of its
employees, the more likely that employees will take care of the organization. Therefore,
the effectiveness of long-term employee commitment and firm survival are its

consequences as presented in Figure 8

Figure 8: The Effects of Long-term Employee Commitment on Firm Survival
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Taking all the aforementioned into account, this research formulates the

following hypotheses:
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Hypothesis 7: Long-term employee commitment will have a positive

influence on firm survival.

Human Capital Value

The concept of value has essentially two different meanings. Value states the
utility of a particular resource (i.e. the future use of a capital asset) and the purchasing
power of the resource (i.e. money, securities). Moreover, values are the driver of the
individual’s behavior and an individual’s propensity to hold the “right” values is an
important part of the individual’s value to the organization (Serenko and Bontis, 2004).
Wright and Snell (2005) argued that value creation can be achieved by giving attention
to the skills, knowledge, capability and commitment to workforce. Prior study concludes
that human capital is a valuable asset in a firm. For example, Roos, Bainbridge, and
Jacobsen (2001) stated that the value of human capital assesses from competence,
attitude and intellectual agility of employees. Competence generates value through
knowledge, skills, talent and know-how; attitude included in value generated by
behavior of the employee in workplace and intellectual ability is the ability to innovate
and change practices, reflecting on problems and reaching innovative solutions (Diez et al.,
2010). Thus, in this study, human capital value refers to greater knowledge skills and
outstanding expertise than others include unique capabilities creative employees who
are able to increase firm value and adapt their knowledge fit along with situation.

In attempting to increase human capital value, firm needs to concentrate on
input of the firm’s human capital such as searching for attracting employees, developing
and implementing schemes to retain and incentive talent staffing (Wyatt and Frick,
2010). Competition is very widespread, firm needs to search activities for the best talent
to become a competitive battleground (Huang, 2002). Recruitment and selection process
for executive and professional position achieve an organization’s mission playing a
critical role as a core competitive advantage. As other researcher pointed out, either
managerial talent or the quality of the management practices can contribute to productivity
(Syverson, 2010). The talent of workforce is a strategic asset for the firm to acquire,
cultivate, retain and organize for business strategy to ensure that an organization has
the right people with the right skills and expertise available at the right time and place
to achieve goals both the short and long term (Ballout, 2007). In addition, there are
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statistically significant linkages between human resource practices, talent retention and
firm performance (Zheng, 2009).

Furthermore, benefits and reward system play the critical role for maintaining
its human capital value. Not only do they desire higher pay, better benefits and
promotional opportunities, but they also value responsibility, personal growth, and
autonomy (Huang et al., 2002). Special financial incentives such as bonuses, stock
options or profit sharing and non-financial incentives such as career development
and promotion can help to motivate employees and contribute towards attracting and
retaining employees who have high capability (Collings and Mellahi, 2009). In addition,
the value of intangible assets, such as human capital, provides an important source of
competitive advantage. The value of human capital is greater than ever, thus, acquiring,
maintaining and sustaining human capital which is the source of sustainable competitive
advantage that leads to superior performance (Lawler, 2009). Therefore, the
effectiveness of human capital vale and firm survival are its consequences as presented

in Figure 9

Figure 9: The Effects of Human Capital Value on Firm Survival

Human Capital

Value >
H8 (+)

Firm Survival

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 8: Human capital value will have a positive influence on firm

survival,
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The Effects of the Antecedent Variables on Each Dimension of Modern Human

Resource Accounting Implementation

This section describes the association of five antecedents that consist of
sustainability vision, executive learning, transformational leadership, technology
change, and environmental uncertainty on five dimensions of modern human resource
accounting implementation which includes human resource identification, human
resource measurement, human resource investment, human resource reporting, and

human resource monitoring.

Sustainability Vision

The change in goals of the organization caused by the business environment
change requires balancing among maximizing wealth and going concern (Cairns and
Saier, 2010). As a result, many firms need to look forward a guideline for the future and
see where the company is headed in order to survive and grow through these business
environment changes. A primary factor of corporate management is vision. Vision is a
mental picture of the future. It is an idea of what the future can hold, but has not yet
happened. A vision provides direction and road map into the future, it describes the type
of organizations that what company wants to become and how it’s unique, it creates
purpose and identity. In business context, vision is very important for organizations
because it provides guidance for decision-making, shapes the organization’s strategy,
guides the types of people company hire and promote, defines what company will and
what company will not do, helps set priorities and guides planning, aligns people and
activities across the organization, reflects an organization’s core values and beliefs,
empowers people and helps focus their efforts, brings change and hope for the future.
Collectively, vision embodies desires and possibility of ideal thoughts to make
judgment challenge for growing business in unpredictable change (Posavac, Kardes,
and Brakus, 2010).

However, now the situation is radically different, an older vision of business, in
which financial performance is seen as the only way to evaluate your actions, is being
exposed as inadequate to the demands of an interdependent world and, in the long run,

self-defeating. Thus, business leaders increasingly refer to sustainability as one of the
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lynchpins of competition within their sector, and a significant source of both
opportunity for, and risk to, long term competitive advantage. Many executives now
acknowledge that the way they respond to the challenge of sustainability will affect
their business competitiveness and the future of their company (Lubin and Esty, 2010).
The first step in building a sustainability vision is to understand the company’s current
business goals, its vision for the future, and how your organization helps support and
achieve these business objectives, both in the short and long term. Furthermore, vision
has relationship with the strategic planning and the organization structure, which guides
management leading to organization value and affect best organizational image and
sustainable. In addition, it supports organization function (strategy planning and
appropriate design for course action) and if vision of a firm consists with society and
environment, it will lead to societal acceptance, creditability and effect on the firm
survival (Bonn and Fisher, 2011). Also, it exerts expectations of stakeholders (Ferreira
and Otley, 2009). Thus, vision is important for the organizational process or activity
which affects all the functions of management and improves the future business
performance (Prasertsang et al., 2012). In this research, sustainability vision is defined
as an organizational perspective of operational direction and long-term strategic clarity
include modern technology adaptation, encouraging staff to learn new operations, and
participate in the direction of co-operations (Waranantakul et al., 2013). Based on the
literature reviewed above, this research expects that sustainability vision would be an
endogenous factor which can be positively relates to each dimension of modern human

resource accounting implementation as presented in Figure 10

Figure 10: The Effects of Sustainability Vision on Modern Human Resource

Accounting Implementation

Modern Human Resource Accounting

Implementation
Sustainability - Human Resource Identification
Vision . > - Human Resource Measurement
9a-e (1) - Human Resource Investment

- Human Resource Reporting
- Human Resource Monitoring
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Taking all previously mentioned into account, this research formulates the

following hypotheses:

Hypothesis 9a: Sustainability vision will have a positive influence on human

resource identification.

Hypothesis 9b: Sustainability vision will have a positive influence on human

resource measurement.

Hypothesis 9c: Sustainability vision will have a positive influence on human

resource investment.

Hypothesis 9d: Sustainability vision will have a positive influence on human

resource reporting.

Hypothesis 9e: Sustainability vision will have a positive influence on human

resource monitoring.

Executive Learning

In the current economic climate, there is a growing imperative for executives to
develop a greater sense of personal accountability in terms of identifying and closing
any gaps in competencies that might prevent them continuously and effectively
discharging their duties. To buttress this point, succeed in current business environment,
executives have to be more innovative, aggressive and proactive in developing their
careers (Fuller-Love, 2006). The term of executive refers broadly to senior managers
(heads of divisions, profit centers, business units and their direct reports) (Goldsmith et
al., 2010). Executives in organizational management are defined as a person or a group
appointed and given the responsibility to manage the affairs of an organization and the
authority to make decisions within specified boundaries. A leadership assessment and
observed that dimensions related to learning were significantly related to leadership
competencies and ratings of executive potential (Winiarski, 2014). Apparently,
executives cannot shirk the responsibility of expanding their personal capabilities and

may need to assume a much greater degree of learning requirements.
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Learning and skill development plays an important role in an individual's long-
term effectiveness and career success (Silzer and Church, 2009). During the past
decade, learning has been used increasingly as an assessment for high potential talent
(De Meuse et al., 2010). Learning generally refers to the activity or process
of gaining knowledge or skill by studying, practicing, being taught, or experiencing
something. Likewise, learning is the ability and willingness to learn from experience
and subsequently apply those lessons to perform successfully in new or first-time
situations defined by Lombardo and Eichinger (2000). Therefore, in this study defined
executive learning as the potential of executive to learn and use the process of
improving new knowledge, including knowledge sharing, and experience adaptation in
current management to be more effective. A desire is to improve performance, morale,
explore human potential, attract, develop and retain talent, create learning for executive
and drive innovation for better performance. Dragoni et al., (2009) reported that
managers with stronger learning orientations were more likely to be in developmental
assignments and achieve higher levels of managerial competencies from the developmental
experiences than those with weaker learning orientations. Dries et al., (2012) compared
supervisory ratings of learning and job performance for a sample of employees who
had been identified as high potentials by their organizations with a carefully matched
control group of non-high potential employees. The study found that high performers
were three times more likely to be identified as high potentials than employees with low
performance. In summary, the above studies all found that learning agility was a better
predictor of individuals being identified as high potentials than job performance. Based
on the literature reviewed above, this research expects that executive learning would be
an endogenous factor which can be positively related to each dimension of modern

human resource accounting implementation as presented in Figure 11
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Figure 11: The Effects of Executive Learning on Modern Human Resource

Accounting Implementation

Modern Human Resource Accounting

Implementation
Executive . - Human Resource Identification
Learning Hl0a-e (+) - Human Resource Measurement

- Human Resource Investment
- Human Resource Reporting
- Human Resource Monitoring

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 10a: Executive learning will have a positive influence on human

resource identification.

Hypothesis 10b: Executive learning will have a positive influence on human

resource measurement.

Hypothesis 10c: Executive learning will have a positive influence on human

resource investment.

Hypothesis 10d: Executive learning will have positive influence on human

resource reporting.

Hypothesis 10e: Executive learning will have a positive influence on human

resource monitoring.

Transformational Leadership

The most valuable and indispensable resource that any organization needs in
order to be effective and efficient is human resource. In addition, the organizational

achievement depends on the hard working, loyal and involved managers and employees.
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Leadership is a bond which makes people to work together (Gathungu, Iravo, and
Namusonge, 2015). One crucial factor that may have a significant influence on task
performance is leadership. Hence, it can be said that leadership is an encompassing the
ability of an individual or organization to "lead" or guide other individuals, teams, or
entire organizations. Leadership is of much importance when it comes to activating the
followers, benefiting from the resources, organizational innovation, adaptation and
performance in accordance with the mission of the organization (Antonakis and House,
2014). In the same way, leaders should use different strategies to manage followers
individually and groups as a whole (Nielsen and Daniels, 2011). In the organizational
literature, transformational leadership is a universally positive management practice,
and transformational leaders influence employee work behaviors in beneficial ways
across many organizational settings. Over the last 30 years, transformational leadership
has become one of the most prominent theories of organizational behavior (Wright,
Moynihan, and Pandey, 2012).

Transformational leadership has been defined as influencing followers by
broadening and elevating followers' goals and providing them with confidence to
perform beyond the expectations specified in the implicit or explicit exchange
agreement (Shin and Zhou, 2003). Also, transformational leadership is defined as what
leaders do in order to transform the values, needs, aspirations, followers’ priorities and
motivates their followers to exceed expectations by Thamrin (2012). Apparently, there
has been research conducting about usefulness of transformational leadership. For
example, leader had been found that have positive impact on followers’ development
and performance by Dvir, Avolio and Shamir (2002). Another research showed the
positive relationship between transformational leadership and task performance is
supported by a great deal of research (Piccolo and Colquitt, 2006). However, when
transformational leadership is enhanced by training, the human resource development
and performance will have positive relationship in a variety of organization contexts.
There is general support for strong and positive relationships between transformational
leadership and subjective performance outcomes (Zacher and Jimmieson, 2011). As
transformational leaders provide constructive feedback to their followers, convince
their followers to exhibit extra effort, and encourage followers to think creatively about

complex problems so, followers tend to behave in ways that facilitate high levels of task
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performance (Fok-Yew, 2015). Therefore, in this study, transformational leadership is
defined as managerial ability in motivating organizational employees to make a change
in operation and develop new strategy accord with situation efficiently (Rui, Emerson
and Luis, 2010). Hence, managers are encouraged to consistently exhibit transformational
leadership. This is because there is no doubt that an employee who works with a good
leader will feel more satisfied, leading to an increase in his/her affective commitment
to the corporation. Stronger affective commitment will lead to better performance

and bring success to corporation (Gulluce et al., 2016). However, leaders played a
significant role in monitoring the amount of control individuals have over their role
(Ilknur, Pinar, and Uzay, 2017). Based on the literature reviewed above, this research
expects that transformational leadership would be an endogenous factor which can be
positively relates to each dimension of modern human resource accounting

implementation., above as presented in Figure 12

Figure 12: The Effects of Transformational Leadership on Modern Human

Resource Accounting Implementation

Modern Human Resource Accounting

Implementation
Transformat}onal o - Human Resource Identification
Leadership Hlla-e (+) - Human Resource Measurement

- Human Resource Investment
- Human Resource Reporting
- Human Resource Monitoring

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 11a: Transformational leadership will have a positive influence

on human resource identification.

Hypothesis 11b: Transformational leadership will have a positive influence

on human resource measurement.
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Hypothesis 11c: Transformational leadership will have a positive influence

on human resource investment.

Hypothesis 11d: Transformational leadership will have a positive influence

on human resource reporting.

Hypothesis 11e: Transformational leadership will have a positive influence

on human resource monitoring.

Technology Change

In a rapidly changing environment, firms must develop and use new
technologies in order to adapt to new environmental opportunities (Karim and Mitchell,
2000). It is important to assist business operation to response to internal and external
users and working of employees, which can create competitive advantage and enhance
firm performance. Technology is considered to invest and develop accordingly and
rapidly as the existing of environment change (Karim and Mitchell, 2000). To deal
with this rapid growth, firms need to continuously modify their processing systems and
develop workforce to support new work procedure. Technological changes continuously
generate new challenges and chances for investment in employee development, these
chances need to occupy and change into value through effective and dynamic technology
management (Rudez and Mihalic, 2007). Therefore, in this research, technology change
is defined as technology growth in both diversity and higher competency of technology
which impact on firm operation procedures effectively. Nowadays, firms need to
acquire new idea to choose new technology from learning partnership to support the
impact of changing on business process and cultural development. Therefore, firms
must have technology changes in the growth of technology enterprise from external
organizations continuously (Allred and Swan, 2004). Firms can focus production
advantages through both the integration of new technology and the development of
employee expertise. Similarly, the organizational technology process is a learning
process through which a stream of new technological knowledge is originated. Shorter
product life and the consequent need for workers to be able to absorb new skills quickly
impact on education and training needs. The company offers on and off-site classroom

education, training, laboratory training, and structured training in the workplace for
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employees at all levels of the organization. Hence, firms must be a set of technological
resource, both hardware and software utilizations, which support different application
characteristics of learning activities such as technologies for distributing knowledge,
knowledge discovery, knowledge creation and storage (Jitnom and Ussahawanitchakit,
2010).

In addition, the adoption of technically complex manufacturing equipment may
require the adoption of new types of work practices, such as enhanced training in the
new technologies and teamwork to solve technical problems (Bresnahan, Brynolfsson,
and Hitt, 2002). Thus, the adoption of new technologies coincides with changes in
human resource management practices. Once firms make a new investment in more
technologically advanced versions, it is also more likely to institute technical training
programs, problem solving teams, and adopt new work practices that support these
skills. Investments in human capital through higher education and professional training
can enhance their ability to generate and manage new technologies (Yussof and Ismail,
2002). Then, firms should invest on human resource development as well as on
technology investment. The higher the continuous technology growth is, the more likely
the firms will have strategic learning capability that leads to firm performance (Jitnom
and Ussahawanitchakit, 2010). The information technology agenda in most companies
reflects an operational and technical that focus due to the firm performance enhancement.
For example, technology is used to improve business performance such as increasing
revenues, reducing costs, or both (Porter, 2001). Furthermore, it has created information
and financial services on web sites to allow the bank to differentiate their products and
services. This is derived from information technology that helps facilitate users to link
information more efficiently, comfortably and faster especially for workflow management
(Tan and Teo, 2000). Thus, it can be seen that technology change has impacted on
business development. Based on the literature reviewed above, this research expects
that sustainability vision would be an endogenous factor which can be positively related
to each dimension of modern human resource accounting implementation., above as

presented in Figure 13
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Figure 13: The Effects of Technology Change on Modern Human Resource

Accounting Implementation

Modern Human Resource Accounting

Implementation
Technology R - Human Resource Identification
Change Hl2a-e (+) - Human Resource Measurement

- Human Resource Investment
- Human Resource Reporting
- Human Resource Monitoring

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 12a: Technology change will have a positive influence on human

resource identification.

Hypothesis 12b: Technology change will have a positive influence on human

resource measurement.

Hypothesis 12c: Technology change will have a positive influence on human

resource investment.

Hypothesis 12d: Technology change will have a positive influence on human

resource reporting.

Hypothesis 12e: Technology change will have a positive influence on human

resource monitoring.

Environmental Uncertainty

The last antecedent is environmental uncertainty to which the firm should
rapidly respond for solving and adapting the organization to appropriate conditions. It is

an external factor that causes changing policy, goals, processes and the means of
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operation of the firm. In addition, the ability of a firm to evaluate an environmental
uncertainty makes the firm concern more with how to change its behavior, which is
crucial for the firm to operate in a rapidly changing environment. Environmental
uncertainty can influence firm performance. In the same way, perceived firm
environmental uncertainty is positively related to strategy and the firms’ performances
(Jusoh, 2010). In the previous research, environmental uncertainty is described as the
rate and unpredictability of changes a firm’s external environment (Brown, 2008).
Likwise, the external environment is referred as conditions, entities, and factors
surrounding an organization which influences its activities and choices, and determines
its opportunities and risk (Ooncharoen and Ussahawanitchakit, 2009). Environmental
uncertainty is referred to the external threat or instability of various aspects of the
external surroundings, including available materials, economics, technology, and
competitiveness proposed by Prempree and Ussahawanitchakit (2012). Finally,
environmental uncertainty is defined as the organizational activities within the unstable,
rapid and continual changing of the external environment, which affect the
organizational operation by Sookaneknun, Ussahawanitchakit, and Boonlua (2013).
Therefore, in this research, environmental uncertainty is defined as the change in the
firm’s surroundings which are unstable in increasing competitors, a variety of products
and service, and law enforcement related organization to increase superior competition.
(Sookaneknun, Ussahawanitchakit, and Boonlua, 2013).

In the absence of environmental demand for change, firm survival is often
simply a reflection of how firms take the best advantage of their existing knowledge
of assets, routines, experience, and capabilities (Wang and Li, 2008). Previously,
developed capabilities may have not been able to keep up with the frequent changes
from external environmental situations, leading to a higher possibility to unfit between
a firm’s existing capabilities and the environment (Sirmon, Hitt, and Ireland, 2007),
which in turn, diminish firms’ competitive advantage, performance, and sustainability
(Ussahawanitchakit, 2012). The firm needs to learn about environmental uncertainty to
understand, improve or develop organizational operations suggested by Prempree and
Ussahawanitchakit (2012). Likeness, firm performance is affected by environmental
uncertainty (Agle, Sonnenfeld, and Srinivasan, 2006). However, some events of these

variables are not correlated. In addition, the external environment is correlated with
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perceptions of external environmental uncertainty and the quality of financial and
non-financial information. It includes a broad information scope that has usefulness
for decision-making (Al-Mawali, 2015). Thus, it could be said that environmental
uncertainty can enhance better firm performance. Those are pointed out so that
environmental uncertainty is related to effective resource management, quality
controlling and monitoring of operation activities in order to build better survival
and performance of the firm. To prepare for rapid changes, organizations tend to be
concerned with ability in the employees’ skills, knowledge, abilities, and other
characteristics such as behavior, motivation, personality, willingness, and interest by
gaining information and the employees’ ability to adapt through incremental
improvements of flexibility and continual seeking of new methods and mechanisms.
Based on the literature reviewed above, this research expects that environmental
uncertainty would be an endogenous factor which can be positively related to each
dimension of modern human resource accounting implementation., above as presented

in Figure 14

Figure 14: The Effects of Environmental Uncertainty on Modern Human Resource

Accounting Implementation

Modern Human Resource Accounting

Implementation
Environmental i - Human Resource Identification
Uncertainty Hi3a-¢ (+) - Human Resource Measurement

- Human Resource Investment
- Human Resource Reporting
- Human Resource Monitoring

Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 13a: Environmental uncertainty will have a positive influence on

human resource identification.
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Hypothesis 13b: Environmental uncertainty will have a positive influence on

human resource measurement.

Hypothesis 13c: Environmental uncertainty will have a positive influence on

human resource investment.

Hypothesis 13d: Environmental uncertainty will have a positive influence on

human resource reporting.

Hypothesis 13e: Environmental uncertainty will have a positive influence on

human resource monitoring.

Moderating Variables

This section explains the influences of the moderating effect which consists
of two variables: governance culture and growth mindset. Governance culture is a
moderating between effects of five dimensions of modern human resource accounting
implementation on its consequences. Growth mindset is a moderating between
antecedent variables on each dimension of modern human resource accounting

implementation.

Governance Culture

Culture is defined as a set of attitudes, beliefs, customs, values and practices
which are common to a group (Alvesson, 2002). Moreover, culture includes a set of
social norms that describe what shows as suitable or unsuitable behaviors within
the borders of the organization (Cabrera et al., 2001). There are researches having
suggested that organizational performance depends on the degree of culture values
(Shahzad et al., 2012; Uddin et al., 2013). Moreover, different cultures deliver different
outcomes for the firms (Tseng and Lee, 2009). Indeed, the culture of the firm affects
organizational member’s expectations of each other.

In the last twenty years, the concepts of “governance” have become widely

used in business operations. The generic understanding of governance is the
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management of resources and policy-making by means of exercising authority (power).
Thus, it entails all instruments through which different policy stakeholders exercise
legal rights with the aim to achieve political, economic, cultural and social objectives.
However, there has been research on the meaning of corporate governance such as
O’Donovan (2003) defined corporate governance as an internal system encompassing
policies, processes and people, which serve the needs of stakeholders by directing and
controlling management activities with good business savvy, objectivity, accountability
and integrity. These rules relate to principles such as responsibility, accountability,
honesty, information transparency and fairness (Cadbury, 2000).

In this research, governance culture can be considered as operational guideline
that are generally accepted throughout the organization in respect of each other's rights,
duties, and responsibilities including compliance of organizational regulations. In other
words, governance culture is organization’s culture motivation to do their work with the
highest ethical standards. Hence, a company which is well governed is the one that is
accountable and transparent to its shareholders such as employees, creditors, customers,
and society at large. Thus, governance culture moderates the support of the relationships
between the five dimensions of modern human resource accounting implementation and

its outcomes as presented in Figure 15

Figure 15: The Role of Governance Culture as a Moderator

Long-Term
Employee
Modern Human Resource Commitment
Accounting Implementation
- Human Resource Identification Human Resource :
- Human Resource Measurement yy Management Flrm
- Human Resource Investment E:ggﬁ Efficiency Survival
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Human Capital
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 14a: Governance culture positively moderates the relationship

between human resource identification and long-term employee commitment will be by.

Hypothesis 14b: Governance culture positively moderates the relationship

between human resource identification and human resource management efficiency.

Hypothesis 14c: Governance culture positively moderates the relationship

between human resource identification and human capital value.

Hypothesis 14d: Governance culture positively moderates the relationship

between human resource identification and firm survival.

Hypothesis 15a: Governance culture positively moderates the relationship

between human resource measurement and long-term employee commitment.

Hypothesis 15b: Governance culture positively moderates the relationship

between human resource measurement and human resource management efficiency.

Hypothesis 15¢: Governance culture positively moderates the relationship

between human resource measurement and human capital value.

Hypothesis 15d: Governance culture positively moderates the relationship

between human resource measurement and firm survival.

Hypothesis 16a: Governance culture positively moderates the relationship

between human resource investment and long-term employee commitment.

Hypothesis 16b: Governance culture positively moderates the relationship

between human resource investment and human resource management efficiency.
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Hypothesis 16c: Governance culture positively moderates the relationship

between human resource investment and human capital value.

Hypothesis 16d: Governance culture positively moderates the relationship

between human resource investment and firm survival.

Hypothesis 17a: Governance culture positively moderates the relationship

between human resource reporting and long-term employee commitment.

Hypothesis 17b: Governance culture positively moderates the relationship

between human resource reporting and human resource management efficiency.

Hypothesis 17c: Governance culture positively moderates the relationship

between human resource reporting and human capital value.

Hypothesis 17d: Governance culture positively moderates the relationship

between human resource reporting and firm survival.

Hypothesis 18a: Governance culture positively moderates the relationship

between human resource monitoring and long-term employee commitment.

Hypothesis 18b: Governance culture positively moderates the relationship

between human resource monitoring and human resource management efficiency.

Hypothesis 18c: Governance culture positively moderates the relationship

between human resource monitoring and human capital value.

Hypothesis 18d: Governance culture positively moderates the relationship

between human resource monitoring and firm survival.
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Growth Mindset

A growth mindset is a belief that employees can get smarter through hard work
and practice. Growth mindset is all about trying hard, using good strategies, and getting
the help workers need. A person with a “Growth Mindset” is the one who is willing to
face challenges, and able to accept with making mistakes, and chooses to learn from
those mistakes to keep going. Growth mindset was developed by psychologist Carol
Dweck and popularized in her book, Mindset: The New Psychology of Success. It has
become a buzzword in many major companies, even working its way into their mission
statements. Having a growth mindset means understanding that intelligence can be
developed. The organizations who foster a growth mindset “culture of development”,
asserts that people can grow and improve with effort, good strategies, and good
mentoring. Culture-of-development organizations foster growth mindset, actively
seeking to stretch their employees and promote new skills. When entire companies
embrace a growth mindset, their employees report feeling far more empowered and
committed; these employees also receive far greater organizational support for
collaboration and innovation (Murphy and Dweck, 2016). In organization, growth
mindset leads firm to success because the behavior of people in organizations have
more willingness to open new opportunities, takes reasonable risks, tolerates ambiguity,
and implements an aggressive strategy (Gurel, Altinay and Daniele, 2010). Therefore,
the key of increase mindset is based on the characteristics of the individuals in the
organization who are ready to open new opportunities and to create value for the
organization in terms of knowledge and innovation (Hitt, Ireland and Lee, 2000).
Likewise, the correlation between a ‘growth mindset’ culture of development and
positive behaviors in organizations’ findings point to the importance of cultivating a
growth mindset culture of development is a key factor in creating greater agility and
innovation and developing an engaged, collaborative, highly committed and trusting
workforce (Delaney, 2015).

From the foregoing, growth mindset in this research is defined as attitude
change or beliefs in development for firm progress, innovation and utilizes technology
in line with the operational approach that will lead to a well-accepted practice.

It includes open-minded new ideas leading to new knowledge that benefits the

organization. It refers to the acceptance of risks by the management of the organization,
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and acceptance in using resources that will lead to opportunities or failure for
investment (Bekefi, Epstein, and Yuthas, 2008). In order to success, entrepreneurs
need to open new opportunities, ready to face risks, being highly committed, or having
a thirst for success, so there must be a way that can lead to successful organizations
(Seth, 2016). Similarly, fear of failure will lead to an analysis and business solutions
for inventing new knowledge, ideas and imagination to create benefit for continued
business opportunities. A review of the past literature demonstrates a significant trend
that, if the organization is able to cultivate the people to an entrepreneurial mindset,
then it has the potential to raise awareness and to take advantage of the learning
experience and information of the firm, to effectively achieve the objectives of the
organization (Felicio, Caldeirinha, Ribeiro-Navarrete, 2015). Thus, growth mindset
moderates the support of the relationships between the five dimensions of modern

human resource accounting implementation and its outcomes as presented in Figure 16

Figure 16: The Role of Growth Mindset as a Moderator
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Taking all the aforementioned into account, this research formulates the

following hypotheses:

Hypothesis 19a: Growth mindset positively moderates the relationship

between sustainability vision and human resource.

Hypothesis 19b: Growth mindset positively moderates the relationship

between sustainability vision and human resource measurement.

Hypothesis 19c: Growth mindset positively moderates the relationship

between sustainability vision and human resource investment.

Hypothesis 19d: Growth mindset positively moderates the relationship

between sustainability vision and human resource reporting.

Hypothesis 19¢: Growth mindset positively moderates the relationship

between sustainability vision and human resource monitoring.

Hypothesis 20a: Growth mindset positively moderates the relationship

between executive learning and human resource identification.

Hypothesis 20b: Growth mindset positively moderates the relationship

between executive learning and human resource measurement.

Hypothesis 20c: Growth mindset positively moderates the relationship

between executive learning and human resource investment.

Hypothesis 20d: Growth mindset positively moderates the relationship

between executive learning and human resource reporting.

Hypothesis 20e: Growth mindset positively moderates the relationship

between executive learning and human resource monitoring.
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Hypothesis 21a: Growth mindset positively moderates the relationship

between transformational leadership and human resource identification.

Hypothesis 21b: Growth mindset positively moderates the relationship

between transformational leadership and human resource measurement.

Hypothesis 21c: Growth mindset positively moderates the relationship

between transformational leadership and human resource investment.

Hypothesis 21d: Growth mindset positively moderates the relationship

between transformational leadership and human resource reporting.

Hypothesis 21e: Growth mindset positively moderates the relationship

between transformational leadership and human resource monitoring.

Hypothesis 22a: Growth mindset positively moderates the relationship

between technology change and human resource identification.

Hypothesis 22b: Growth mindset positively moderates the relationship

between technology change and human resource measurement.

Hypothesis 22c: Growth mindset positively moderates the relationship

between technology change and human resource investment.

Hypothesis 22d: Growth mindset positively moderates the relationship

between technology change and human resource reporting.

Hypothesis 22e: Growth mindset positively moderates the relationship

between technology change and human resource monitoring.

Hypothesis 23a: Growth mindset positively moderates the relationship

between environmental uncertainty and human resource identification.
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Hypothesis 23b: Growth mindset positively moderates the relationship

between environmental uncertainty and human resource measurement.

Hypothesis 23c: Growth mindset positively moderates the relationship

between environmental uncertainty and human resource investment.

Hypothesis 23d: Growth mindset positively moderates the relationship

between environmental uncertainty and human resource reporting.

Hypothesis 23e: Growth mindset positively moderates the relationship

between environmental uncertainty and human resource monitoring.

Summary

This chapter contains the conceptual model of modern human resource
accounting implementation drawn from the contingency theory, the stakeholder theory,
human capital theory and the 23 hypotheses developed to test the relationships between
its five antecedents (sustainability vision, executive learning, transformational
leadership, technology change, environmental uncertainty) and its consequences
(long-term employee commitment, human resource management efficiency, human
capital value, and firm survival) of modern human resource accounting implementation.
Furthermore, this research also examines the moderating effects of growth mindset and
governance culture. Table 2 includes the summary of the hypothesized relationships.

The next chapter shows how the research methods are conducted. It provides
an insight into the sampling method used, the data collection techniques, and the various

techniques that were used to analyze the data.
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Table 3: Summary of Hypothesized Relationships

Hypothesis

Description of Hypothesized Relationships

H1

Human resource identification will have a positive influence on (a)

a-d long-term employee commitment, (b) human resource management
efficiency, (c¢) human capital value, and (d) firm survival.

H2 Human resource measurement will have a positive influence on (a)

a-d long-term employee commitment, (b) human resource management
efficiency, (c¢) human capital value, and (d) firm survival.

H3 Human resource investment will have a positive influence on (a) long-

a-d term employee commitment, (b) human resource management
efficiency, (c¢) human capital value, and (d) firm survival.

H4 Human resource reporting will have a positive influence on (a) long-

a-d term employee commitment, (b) human resource management
efficiency, (c¢) human capital value, and (d) firm survival.

HS5 Human resource monitoring will have a positive influence on (a) long-

a-d term employee commitment, (b) human resource management
efficiency, (c¢) human capital value, and (d) firm survival.

H6 Human resource management efficiency will have a positive influence

a-c on (a) long-term employee commitment, (b) human capital value, and
(c) firm survival.

H7 Long-term employee commitment will have a positive influence on firm
survival.

HS8 Human capital value will have a positive influence on firm survival.

H9 Sustainability vision will have a positive influence on (a) human

a-e resource identification, (b) human resource measurement, (c¢) human

resource investment, (d) human resource reporting, and (e) human

resource monitoring.
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Table 3: Summary of Hypothesized Relationships (Continued)

Hypothesis Description of Hypothesized Relationships
H10 Executive learning will have a positive influence on (a) human
a-e resource identification, (b) human resource measurement, (¢) human

resource investment, (d) human resource reporting, and (e) human

resource monitoring.

HI11 Transformational leadership will have a positive influence on (a) human
a-e resource identification, (b) human resource measurement, (c¢) human
resource investment, (d) human resource reporting, and (e) human

resource monitoring.

HI12 Technology change will have a positive influence on (a) human
a-e resource identification, (b) human resource measurement, (¢) human
resource investment, (d) human resource reporting, and (e) human

resource monitoring.

H13 Environmental uncertainty will have a positive influence on (a) human
a-e resource identification, (b) human resource measurement, (c¢) human
resource investment, (d) human resource reporting, and (e) human

resource monitoring.

H14 Governance culture positively moderates the relationship between
a-d human resource identification and (a) long-term employee
commitment, (b) human resource management efficiency, (c) human

capital value, and (d) firm survival.

HI15 Governance culture positively moderates the relationship between
a-d human resource measurement and (a) long-term employee
commitment, (b) human resource management efficiency, (c) human

capital value and (d) firm survival.

H16 Governance culture positively moderates the relationship between
a-d human resource investment and (a) long-term employee commitment,
(b) human resource management efficiency, (c) human capital value

and (d) firm survival.
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Table 3: Summary of Hypothesized Relationships (Continued)

Hypothesis Description of Hypothesized Relationships

H17 Governance culture positively moderates the relationship between

a-d human resource reporting and (a) long-term employee commitment, (b)
human resource management efficiency, (¢) human capital value and (d)
firm survival.

H18 Governance culture positively moderates the relationship between

a-d human resource monitoring and (a) long-term employee commitment,
(b) human resource management efficiency, (c) human capital value
and (d) firm survival.

H19 Growth mindset positively moderates the relationship between

a-e sustainability vision and (a) human resource identification, (b) human
resource measurement, (c¢) human resource investment, (d) human
resource reporting, and (¢) human resource monitoring.

H20 Growth mindset positively moderates the relationship between

a-e executive learning (a) human resource identification, (b) human
resource measurement, (c) human resource investment, (d) human
resource reporting, and (¢) human resource monitoring.

H21 Growth mindset positively moderates the relationship between

a-e transformational leadership and (a) human resource identification, (b)
human resource measurement, (¢) human resource investment, (d)
human resource reporting, and (e) human resource monitoring.

H22 Growth mindset positively moderates the relationship between

a-e technology change and (a) human resource identification, (b) human
resource measurement, (c¢) human resource investment, (d) human
resource reporting, and (¢) human resource monitoring.

H23 Growth mindset positively moderates the relationship between

a-e environmental uncertainty and (a) human resource identification, (b)

human resource measurement, (¢) human resource investment, (d)

human resource reporting, and (e) human resource monitoring.
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CHAPTER III

RESEARCH METHODS

The previous chapter describes the concept of modern human resource
accounting implementation including a theoretical foundation, a literature review, the
conceptual framework, and hypotheses development, while this chapter describes the
research methods which are organized as follows. Firstly, the sample selection and data
collection procedure section including the population and sample, the data collection,
and the test of non-response bias are detailed. Secondly, the variable measurements
are developed. Thirdly, the instrumental verifications including the test of validity and
reliability and the statistical analysis including the regression equations are presented.
Finally, the table that presents the summary of definitions and the operational

definitions of the constructs are included.

Sample Selection and Data Collection Procedure

Population and Sample

The population of this research is companies in Information and
Communication Technology (ICT) business in Thailand. There are four main sub-
sectors of ICT business; Computer Hardware, Computer Software, Computer Services,
and Communication. The reason why ICT business is appropriate with this research
because the features of this business has involved innovation technology and new
creation which require human knowledge development for work as well as new ways
of working to drive a greater productivity, thus providing a true picture about the human
resources with their strengths and weaknesses in the enterprise are needed so that the
recruitment or retrenchment policies can be framed keeping the impact on the long-run
profitability in mind. In macro level, increasing in the economic use of knowledge
(Haelermans and Borghans, 2012) has led to a major change in the conditions and
characteristics of the labor market (Carnoy, 2004) especially in this digital era. In
addition, ICT not only contributes directly to a firm’s production as a part of its capital

stock, it also affects a firm’s innovative capacity and its flexibility to adjust to economic
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shocks. Moreover, there is mounting evidence of the need to complement ICT
investment with organizational changes and appropriate skills (Tjin-A-Tso1, 2015).

For more than decade, The Government of Thailand has considered ICT
and important enabler for economic and social development and for enhancing the
competitiveness of domestic business (United Nations Conference on Trade and
Development, 2008). Currently, Thailand’s national ICT policy framework is based
on the ICT Master Plan 2011-2020, which is conducted by Ministry of Information and
Communication Technology (MICT) and the Ninth National Economics and Social
Development Plan. Government agencies, representatives of the private sector, civil
society and academia participated in the debate leading to the adoption of the ICT
Master Plan. Since 2002, the Ministry of ICT has been in charge of pursuing and
implementing the objectives and strategies set out in the Master Plan (MICT, 2011).
The Master Plan had the general goal of fostering Thailand’s development through ICT
and focused on four main objectives: to increase the country’s economic competitiveness;
to develop a knowledge-based society; to foster sustainable development through
equitable access for all; and to develop the ICT industry (National Electronics and
Computer Technology Center, 2003). The Ministry of ICT is in the process of preparing
the second National ICT Master Plan for the next ten years (2011-2020).Therefore, it
cannot be denied that ICT business is a crucial driving force for Thailand economic
growth in the 21" century.

In this research, the ICT businesses in Thailand consist of 1,054 firms.
The database in this research is drawn from Thailand ICT’s Industry Directory 2015
under the Ministry of Information and Communication Technology on their website:
http://www.mict.go.th as of March 11, 2017. According to Krejcie and Morgan (1970),
the required sample size to be a representative of the ICT industry in this research is
282, which is a minimum required sample size. However, previous research suggests
that the average response rate of the mailed questionnaire survey is in a range between
15 and 20 percent (Menon et al., 1999; Aaker, Kumar and Day, 2001). Therefore,
oversampling is needed to ensure a minimum sample size (Bartlett 11, Kotrlik and
Higgins, 2001). Thus, all 1,054 ICT firms were chosen from the database list, and they
were all subsequently selected as the sample size. Accounting executives are chosen as

an appropriate key informant for a distributed mail survey because this position is
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considered as the most knowledge and understanding of accounting practice, accounting
information, accounting policy, accounting standards, corporate vision, corporate
reports, exclusive summary and others. Therefore, the questionnaires are directly mailed
to all 1,054 ICT firms.

With respect to the questionnaires mailed to respondents, 72 mails were
undelivered because these companies may be moved to unknown locations. The
undeliverable mails were deducted from the original 1,054 mails. As a result, 982 mails
were valid and 225 of them were received. However, three mails were found incomplete
so discarded. Thus, 222 mails were the final amount of complete questionnaires for
further analysis. The effective response rate was approximately 22.60 percent.

The acceptance criterion for the minimum sample size should not fall below five

observations for each interdependent variable (Hair et al., 2010). For this research, a
total of 16 variables, was 16x5 = 80. Thus, 22 accountants are an acceptable sample
size for employing multiple regression analysis. The details of questionnaire mailing

are shown in Table 4.

Table 4 Details of Questionnaire Mailing

Details Numbers
Numbers of questionnaires mailed 1,054
Numbers of undelivered questionnaires 72
Numbers of successful questionnaires mailed 982
Non-response questionnaires 757
Received questionnaires 225
Number of questionnaires with missing data or incomplete questionnaires 3
Useable questionnaires 222
Response rate ((222%100)/982) 22.60%

Data Collection

This research focuses on a study design in which the variables are measured at
one time (Malhotra and Peterson, 2006). Therefore, this research employs a mailed
questionnaire as the instrument for collecting data. The questionnaire is appropriately

used to collect data in this research for three reasons. Firstly, a mailed questionnaire is a
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widely-used method for large-scale data collection in behavioral accounting because a
representative sample can be collected from the chosen population in a variety of
locations at a low cost (Kwok and Sharp, 1998). Secondly, mail questionnaires are
more frequently deployed for business and social research because of the ease of
implementation (Dillman, 1991). Finally, the mail questioner puts less pressure for

an immediate response on the potential informant than telephone or face-to-face
interviews. Hence, a mail questionnaire gives respondents a greater feeling of comfort
and autonomy. In addition, to reduce a possible bias, the researcher emphasizes that all
responses kept completely confidential. All information are not disclosed or shared with
any third party without an informant’s written permission.

In collecting data from the general public, it is difficult to achieve a high
response rate. To achieve a sufficient response rate, an appropriate follow-up procedure
must be performed. According to Dillman (1972; 1991), follow-up procedures should
start with a postcard designed as a thank you within one week after the questionnaires
are distributed. Subsequently, follow-up letters were sent for informing each non
respondent within three weeks after a follow-up postcard. Finally, a seven-week follow
up letter containing a replacement questionnaire was distributed within four weeks after
the follow-up letter.

The mail questionnaire is employed as the core instrument for collecting
data. It consists of seven parts. Part one asks for the personal information of the key
informant including gender, age, marital status, education level, working experience,
average revenue, and current position. Part two asks for general information of
company include type of entity, business characteristics, number of employees,
operational capital, average revenue, and periods of time in business. Part three through
five requests to measure each construct base on variables in the conceptual model.
These items are adapted from previous literature and are designed for a five-point Likert
scale, ranging from 1 (strongly disagree) to 5 (strongly agree). According to Nunnally
(1970), for the number of choices, it is usually better to use four to eight categories.
Beyond this, it is not meaningful and it will become confusing. Therefore, using five
categories is appropriate for creating a refined measure. All constructs are developed

for measuring from the definition of each, as well as from previous literature reviews.
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Part three requests for the five dimensions of modern human resource
accounting implementation which include human resource identification, human
resource measurement, human resource investment, human resource reporting, and
human resource monitoring. Next, part four asks for the perceptions of the operational
outcomes and firm performance consisting of human resource management efficiency,
long-term employee commitment, human capital value, and firm survival. Respectively,
part five and six inquire the perceptions of the antecedents of modern human resource
accounting implementation which comprising sustainability vision, executive learning,
transformational leadership, technology change, environmental uncertainty. Also, the
perception of growth mindset, and governance culture are assigned as the moderators.
Finally, part seven includes an open-ended question for the informant’s suggestions and
opinions. This questionnaire is attached in the Appendix (questionnaire in the Thai

version).

Test of Non-Response Bias

The test of non-response bias is a way to protect possible response bias
problems between respondents and non-respondents. The non-response bias was tested
by comparing the pattern of answers received within the first and last week of the return
mail (Armstrong and Overton, 1977). The respondents were divided into two groups:
early and late respondents (Oppenheim, 1996). Thus, to protect possible response bias
problems between respondents and non-respondents, a non-response bias test must be
done to confirm that non-respondents are not different from respondents (Hardy and
Snaith, 2013). Non-response bias was used as a t-test comparison of the demographics
between early and late respondents. Then, responses from the first group mailing were
used to compare with those received from the second group mailing on the basic
information of company such as type of entity, business characteristics, and number
of employee to test the non-response bias.

In this research, all 222 received questionnaires are split into two groups.

The 111 early respondents are in the first group and another 111 late respondents are
in the second. To test the non-response bias, both groups of respondents are compared
with basic information of company consists type of identity (t = 0.579, p > 0.05),
business characteristics (t = 0.176, p > 0.05), and number of employee (t= 0.109,
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p > 0.05). The results shown in appendix C provide the evidence that there were no
significant differences between the two groups at a 95% confidence level. Therefore,
the results indicated that there are no significant differences between early and late
responses, and there is no response bias between respondents and non-respondents in
terms of basic information of company. It implies that the non-response bias is not
significant. As a result, non-response bias is not a key problem in this research

(Armstrong and Overton, 1977).

Measurements

In measuring each construct in the conceptual model, multiple item
measurement processes were developed. Since, constructs are the abstractions that
cannot be directly measured or observed and should be measured by multiple items
(Churchill, 1979). Moreover, using multiple items provide a wider range of the content
of conceptual definition and improvement of reliability (Neuman, 2006). Therefore, in
this research, multi-item scales are utilized to develop the measurement procedures.

All constructs in this research should be measured by multiple items because (1)
individual items usually cannot capture the attributes of the constructs; (2) single items
tend to categorize samples in small groups, whereas multiple item scales enable a fine
distinction between subjects’ and (3) multiple items increase the reliability and lower
the measurement error (Churchill, 1979). Thus, all constructs are transformed to the
operational variables to gain more accuracy in measuring research constructs. All
variables are derived from the definition and previous literature, by a five-point Likert
scale, ranging from 1 (strongly disagree) to 5 (strongly agree). In summary, all
operational definitions of each construct which are comprised of the dependent variable,
the independent variables, the moderating variables, and the controlled variables, are

presented in Table 6.

Dependent Variable

Firm survival. Firm survival is determined by the level of organizational
achievement to business operation stably, steady of financial position in the business

from the past continuing to the present, as well as increasing growth rate of profits and
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market share progressively. This variable was measured by four items adapted from

Kittikunchotiwut et al., (2013).

Independent Variables

This research consists of 12 independent variables which are separated into
three categories; core construct, consequential variables, and antecedent variable.
Firstly, modern human resource accounting implementation is the center and core
construct of this research. It can be measured through five distinctive attribute
dimensions: human resource identification, human resource measurement, human
resource investment, human resource reporting, and human resource monitoring.
These attributes reflect the good characteristics of modern human resource accounting
implementation. The measure of each attribute depends on its definition which 1s

detailed below.

Human resource identification. Human resource identification is measured by
the level of firm’s ability to classify, recognize, and characterize financial information
related human resource accurately and reliantly from business operation activities.
Items include ability to classify employee activities which can calculate in monetary
term. This construct is developed as a new scale from the definition and literature

including a four-item scale.

Human resource measurement. Human resource measurement is evaluated
by the degree of firm’s ability to analyze investment cost and able to calculate the
operational activities which involve employee in term of money efficiently. This
construct is developed as a new scale from the definition and literature including

four-item scales.

Human resource investment. Human resource investment is measured by
the degree of firm’s ability to invest in human resource activities systemically and
substantially, include adequate budgets allocation, continually research and develop
employee knowledge, set substantial system in training courses to build more capability
of people in work. This construct is developed as a new scale from the definition and

literature including a four-item scale.
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Human resource reporting. Human resource reporting is measured by using
four-item scale concerning about the level of organization’s information presenting
about employee benefits clearly, including report of employee’s performance, and show
budget analysis report of budget allocation based on actual activities in annual reports or
other media publicly. This construct is developed as a new scale from definition and

prior literature review.

Human resource monitoring. Human resource monitoring is assessed by the
level of an organizational ability to review ongoing operations, control development and
training processes commonly, and evaluate employee skills development for improving
human resource processes to make sure that knowledge from training is utilized for
increasing work performance. This construct is developed as a new scale from

definition and prior literature review.

Consequential Variables

The second category is the consequences of modern human resource
accounting implementation, namely, long-term employee commitment, human resource
management efficiency, and human capital value. The measure of each consequential

variable conforms to its definition and relative literatures, discussed as follows.

Human resource management efficiency. Human resource management
efficiency is evaluated by the degree of business operating’s process to recruit people
systematically, increasing the right man on the right job, and be able to retain high
qualified employee to work with organization in the long run. This construct is

developed as a new scale from definition and prior literature review.

Long-term employee commitment. Long-term employee commitment is
determined by the level of employee intention and dedication in working, uses all
capability for working, always ready to cooperate and sacrifice, working with
happiness, is always willing to adapt with any assigned tasks includes a sense of being a
part of organization in long-term development. This variable is measured by three-item

scale adapted from Kataria, Garg, and Rastog (2013).
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Human capital value. Human capital value is measured by the level of greater
knowledge skills and outstanding expertise than others include unique capabilities
creative employees that are able to increase firm value and adapt their knowledge fit
along with situation. This construct is developed as a new scale from definition and

literature including four-item scale.

Antecedent Variables

Lastly, the third category is the five antecedents of modern human resource
accounting implementation comprised of sustainability vision, executive learning,
transformation leadership, technology change, and environmental uncertainty. All
antecedent variables align to their definitions and prior literature. The measure of

each variable is discussed as follows.

Sustainability vision. Sustainability vision is evaluated by the degree of
organizational perspective of operational direction and long-term strategic clarity
include modern technology adaptation, encouraging staff to learn new operations, and
participate in the direction of co-operations. The measurement scale is adapted from

Waranantakul et al., (2013).

Executive learning. Executive learning is developed by the degree of the
executive’s potentiality to learn and use the process of improving new knowledge,
include knowledge sharing, and experience adaptation in current management to be
more effective. The items question for perceptions of new knowledge from working and
training. This construct measurement is developed from the definition and literature

review which includes four-item scale.

Transformational leadership. Drawing on the theoretical and literature reviews,
transformational leadership is evaluated by the level of managerial ability in motivating
organizational employees to make a change in operation and develop new strategy

accord with situation efficiently (Rui et al., 2010).

Technology change. Technology change is measured by the level of technology
growth in both diversity and higher competency of technology which impact on firm
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operation procedures effectively. This four-item scale is developed based on its

definition and relevant literature reviews.

Environmental uncertainty. Environmental uncertainty is determined by
the degree of change in the firm’s surroundings which are unstable in increasing
competitors, variety of products and service, and law enforcement related organization
to increase superior competition. The measurement scale is adapted from Sookaneknun

et al., (2013), including four-item scale.

Moderating Variables

Drawing on the contingency theory, there are two purposed moderators in this
research. One is governance culture on the external point of view which moderates
the relationships among modern human resource accounting implementation and its
consequences. Growth mindset on the internal perspective purpose enhances the
influence between modern human resource accounting implementation and its
antecedents. These two moderators are grounded on their definitions and previous

literature. The measure of each moderating variable is discussed as follows.

Governance culture. Governance culture is evaluated by using four-item
scale concerning about the level of operational guideline that are generally accepted
throughout the organization in respect of each other's rights, duties, and responsibilities
including compliance of organizational regulations. This construct is developed as a

new scale from definition and literature including four-item scale.

Growth mindset. Growth mindset is determined by the level of attitude change
or beliefs in development for firm progress, innovation and utilize technology in line
with the operational approach that will lead to a well-accepted practice. This construct

is adapted from Murphy and Dweck (2016).

Control Variables

Two control variables are included in this research. Firm age and firm capital
are the characteristics that may influence the hypothesized relationships. The

measurement of each control variable is detailed as follows;
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Firm age. Firm age is a control variable that has been noted to be an advantages
associated with increased time for the experience, evolution and adoption of high
effective human resource practices as well as learning ability advantages in productivity
(Delmotte and Sels, 2008). In addition, Firm age is normally associated with better
resource ability and higher competitiveness (Lau, Wong and Eggletion, 2008). A firm
operating for a long time has the ability to allocate and manage organizational resources
more effectively than later entrants (Lau, Wong and Eggletion, 2008). Therefore,

Firm age is defined as the number of years that a firm has been in operation, which is
measured by the number of years that the firm has been in business. In the questionnaire,
the number of operational years was divided into four groups: less than 5 years,

5-10 years, 11-15 years, and more than 15 years. Firm age was represented by dummy

variable including 0 (less than or equal 10 years), and 1 (more than 10 years).

Firm capital. Firm capital 1s a determinant of the organizational success
and explains the value of firm performance (Serrano-Cinca, Fuertes-Callen and Mar-
Molinero, 2005). Thipsri and Ussahawanitchakit (2009) pointed out that firm capital
may affect strategic decisions and firm competitiveness. Consistently, larger firms often
have superior financial status (Leiblein, Reuer and Dalsace, 2002; Richard and Johnson,
2001). So, a firm’s wealth is reflected by firm capital, especially if a firm has a large
sum of money in that it represents employment ability and investment of human
resources. According to Leiblein, Reuer and Dalsace (2002) indicated that larger firms
often have superior financial status. In this research, firm capital is represented by a
dummy variable including 0 means firm has operational capital lower than 25,000,000
baht, and 1 means a firm has total assets equal or more than 25,000,000 baht (Sripirom,

2016; Phokha and Ussahawanitchakit, 2011).

Methods

In this research, constructs in the conceptual model are developed as new
scales and modified from prior research. This research was collected, using a
questionnaire which was built from the definition adopted from a wide review of the
literature, in order to establish truthfulness and credibility. It was sent to two academic

experts who reviewed the instrument and adjusted it to be a possible scale measure
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before sending it to the respondents to the questionnaire. Moreover, following this
further, the pre-test method was appropriately conducted to assert the validity and
reliability of the questionnaire. Afterward, all questionnaires were checked for accuracy
before being forwarded to the respondents by a mailed survey. Then, the researcher
waited for a reply for a test data analysis of hypotheses and assumption-testing of

multiple regression analysis.

Validity and Reliability

Validity reflects the accuracy of the measurement that evinces the concept of
consideration (Hair et al., 2010). In order to verify the research instrument accuracy
and validity, this research examines content and constructs validity of the questionnaire.

Firstly, Content validity is extent to which the items of the scales are
sufficiently reflected the interrelated theoretical domains. It refers to the degree to
which the essence of the scale represents the construct being measured (Thoumrungroje,
2013). With regarding to relevant theory and literature review, each of the items in a
questionnaire will be subjectively assessed by a specialist and related academic expert.
Hence, this research requested two academic experts who have experience in this area to
review the instrument in order to ensure that the questionnaires used appropriate
wordings and all constructs are sufficient to cover the content of the variables. Based on
their feedback, some questions were deleted or adjusted accordingly to attain the best
measurement.

Secondly, construct validity is referred to a set of measured item that actually
reflects the theoretical latent construct that those items are designed to measure (Hair
et al., 2006). If the scale really reflects and indicates its designated construct then
convergent validity and discriminant validities should be established. Convergent
validity demonstrates items that indicators of a specific construct converge or share a
high proportion of variance in common (Hair et al., 2010). It is the accuracy of a scale
in correlating with other scales that are designed to measure the same construct
(Thoumrungroje, 2013). Moreover, to ensure the construct validity, the size of the factor
loading must be greater than the 0.40 cut-off and are statistically significant (Nunnally
and Berstein, 1994). In this research, all factor loadings are greater than 0.40 cut-offs
and are statistically significant (see Table 5) according to the rule-of-thumb (Nunnally

and Bernstein, 1994).
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Reliability. Reliability is the degree to which the measurement is trustiness and
error-free (Hair et al., 2010). In this research, the Cronbach’s alpha coefficient will be
used to test the internal consistency of each construct. Internal consistency is an
approach to evaluate the consistency or reliability within a collection of multiple items
that represent the scale (Thoumrungroje, 2013). Coefficient alpha or Cronbach’s alpha
will be employed to estimate the reliability. Cronbach’s alpha is utilized in this research
to test the validity and reliability of the questionnaire and should be greater than 0.70 to
ensure the internal consistency (Hair et al., 2010).The instruments are conducted from
the pre-test of thirty accountants by factor analysis and Cronbach’s alpha, respectively,
and are used to revise the questionnaire to ensure validity and reliability.

In this research, a pre-test was performed in order to determine the validity
and reliability of a questionnaire as qualities of a good instrument. The pre-test
was conducted from the test of the first thirty accountants. This was tested by the
Confirmatory Factor Analysis (CFA) which is analyzed by structural equation modeling
and Cronbach’s alpha, respectively, to improve the questionnaire so as to ensure
validity and reliability.

Table 5 shows the results for both factor loadings and Cronbach’s Alpha for
multiple-item scales used in this research. The results reveal that each item of all
variables is loaded on only one factor. Also, the factor loadings of each item are
expressed as 0.653-0.933, it is greater than the 0.40 cut-off, and statistically is
significant indicating that there is construct validity (Nunnally and Bernstein, 1994).
Moreover, Cronbach’s alpha coefficients for all variables are presented as 0.767 - 0.915,
which are greater than 0.70 as recommended by Hair et al., (2010). As a result, all
constructs of this research have internal consistency reliability and the reliability of all

variables is adopted.
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Table 5: Results of Measure Validity of Pre-Test
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Factor Cronbach’s
Variables n

Loadings Alpha
1 | Human Resource Identification (HID) 30 | 0.757 -0.882 0.876
2 | Human Resource Measurement (HRM) 30 | 0.700 —0.892 0.809
3 | Human Resource Investment (HIN) 30 | 0.653-0.930 0.831
4 | Human Resource Reporting (HRR) 30 | 0.716 —0.783 0.767
5 | Human Resource Monitoring (HMO) 30 | 0.799 —0.883 0.866
6 | Human Resource Management Efficiency (HME) | 30 | 0.688 —0.814 0.769
7 | Long-term Employee Commitment (LEC) 30 | 0.870-0.914 0.915
8 | Human Capital Value (HCV) 30 | 0.881-0.902 0.914
9 | Firm Survival (FSV) 30 | 0.823-0.922 0.903
10 | Sustainability Vision (STV) 30 | 0.786 —0.885 0.876
11 | Executive Learning (EXL) 30 | 0.696 —-0.874 0.794
12 | Transformation Leadership (TFL) 30 | 0.769 —0.933 0.863
13 | Growth Mindset (GMS) 30 | 0.724 - 0.845 0.809
14 | Governance Culture (GVC) 30 | 0.720-0.891 0.846
15 | Technology Change (TNC) 30 | 0.779 —0.907 0.858
16 | Environmental Uncertainty (EVU) 30 | 0.704 —-0.922 0.883

Statistical Techniques

Before hypotheses testing, all of raw data were checked, encoded, and recorded

in a data file. Then, the basic assumptions of regression analysis were tested. This

process involved checking outlier, heteroscedasticity, normality, and linearity.

This research employed both descriptive and inferential statistical techniques,

including variance inflation factors (VIFs) that were applied to test for multicollinearity

among the independent variables, correlation analysis was determined to test the

primary correlations between two variables, and the Ordinary Least Squares method

(OLS) were operated to statistically estimate the coefficient of hypothesis testing.
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Variance inflation factor (VIF) quantifies the severity of multicollinearity in an
ordinary least squares regression analysis. It provides an index that measures how
much the variance of an estimated regression coefficient is increased as a result of
collinearity. Large VIF values indicate a high degree of multicollinearity among
independent variables. All VIF values should be smaller than 10 to be considered that
the associations among independent variables are not problematic (Neter, Wasserman,

and Kutner, 1985; Hair et al., 2010).

Correlation analysis. Correlation analysis is the basis to measure the strength
of the linear dependence between two variables. This familiar technique is called
Pearson's correlation. It is obtained by dividing the covariance of the two variables by
the product of their standard deviations, giving a value between +1 and —1 inclusive
(Cohen et al., 2003). Correlation analysis is applied for testing the two assumptions of
regression analysis. Firstly, correlation analysis is used for testing the relationship
between independent variables and dependent variables. The coefficient values between
independent variables and dependent variables should be significantly associated.
Secondly, a correlation coefficient is used as an indicator of the multicollinearity
assumptions, that the coefficient values between independent variables should be
smaller than 0.80 and should not be significantly associated (Berry and Feldman, 1985).
However, if the coefficient values between independent variables are greater than 0.80,

the multicollinearity problem is identified by the variance inflation factor (VIF).

Multiple regression analysis. The Ordinary Least Squares (OLS) regression
analysis is used to test all hypotheses following the conceptual model. The main
assumptions of the regression model are (1) linearity of the phenomenon measured, (2)
independence of the error terms, (3) constant variance of the error terms
(homoscedasticity), (4) normality of the error term distribution, and details of each
assumption that are summarized. The regression equation is a linear combination of the
independent variables that best explains and predicts the dependent variable (Aulakh,
Kotabe, and Teegen, 2000). Therefore, OLS regression is appropriate for examining the
relationships between the dependent variables and independent variables because both
dependent and independent variables in this research are categorical and interval data
(Hair et al., 2010). Thus, all hypotheses in this research are transformed into twenty one

equations. Each equation consists of the main variables related to the hypothesis testing
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as described in the previous chapter. Moreover, two control variables, firm capital and
firm age, are included in all of those equations for hypothesis testing. The detail of each

equation is presented as the following.

The first section contains statistical equations examining the relationship
among modern human resource accounting Implementation (including human resource
1dentification, human resource measurement, human resource investment, human
resource reporting, and human resource monitoring), long-term employee commitment,
human resource management efficiency, human capital value, and firm survival as

presented in equations 1-4 below.

Equation 1: LEC = o;+ B,HID + B,HRM + B;HIN+ B,HRR + BsHMO + BsFCP
+BFAG + &

Equation 2: HME = o+ BsHID + BoHRM + B1oHIN+ B;HRR + B1,2HMO
+P13FCP +P14FAG + &

Equation 3: HCV = o3+ BisHID + Bi6HRM + B;;HIN+ B;sHRR + B16HMO
+B20FCP + 5, FAG + &

Equation 4: FSV = o4+ Bo,HID + BosHRM + [,4HIN+ B2sHRR + BsHMO
+B27FCP +osFAG + &

The second sub-model equation used to examine the relationships among long-
term employee commitment, human resource management efficiency, human capital

value, and firm survival are presented in equations 5-7 below:

Equation 5: LEC = o5+ BosHME +[:,0FCP +B30FAG + ¢5
Equation 6: HCV = os+ B3, HME +53FCP +[33FAG + &
Equation 7: FSV a7+ B3 LEC +B3sHME +B36HCV +B3,FCP +B3sFAG + &7

The third sub-model examination of the role of the moderator, namely,
governance culture, which moderate five dimension of modern human resource
Accounting Implementation and long-term employee commitment, human resource
management efficiency, human capital value, and firm survival are presented in

equations 8-11 below:
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Equation 8: LEC

Equation 9: HME

Equation 10: HCV

Equation 11: FSV =

&9

as+ BsoHID + BiHRM + By HIN + BHRR +

PisHMO + B GVC + Bys(HID * GVC) + Bus(HRM * GVC)
+ By7(HIN * GVC) +Bus(HRR * GVC) + Byo(HMO * GVC)
+P50FCP +B51FAG + &5

ao+ Bsz HID + Bs;HRM + Bs;HIN + BssHRR +

BssHMO + Bs;GVC +Bss(HID * GVC) + Pso(HRM * GVC) +
Peo(HIN * GVC) +Bs1(HRR * GVC) + Bs2(HMO * GVC)
+P63FCP +PsFAG + &

a0+ Bss HID + BssHRM + Bs7HIN + BssHRR +

PeoHMO + B70GVC + 71 (HID * GVC) + B7(HRM * GVC) +
B73(HIN * GVC) +B74(HRR * GVC) + B7,5(HMO * GVC)
+B76FCP +B,7FAG + €19

ap; + BrsHID + BroHRM + BsoHIN+ [siHRR + [s:HMO+
PssGVC + Bsu(HID * GVC) + Bss(HRM * GVC) + Bss(HID *
GVC) +Bs;(HRR * GC) + Bss(HMO * GVC) + PsoFCP
+PooFAG + €14

The fourth sub-model equation used to examine the relationships among five

antecedents namely, sustainability vision, executive learning, transformation leadership,

technology change, environmental uncertainty are presented in equations 12-16 below

Equation 12: HID

Equation 13: HRM

Equation 14: HIN =

Equation 15: HRR

Equation 16: HMO

=7 Mahasarakham University

a+ PouSTV + PoEXL + PosTFL + PoyTNC + BosEVU
+PosFC +PBo7FA + €15

agz+ PosSTV + PooEXL + B1ooTFL + B10iTNC + B2 EVU
+B103FC +BoFA + €13

ais+ BiosSTV + BrosEXL + Bro;TFL + B1osTNC + BiooEVU
+B110FC +P111FA + €14

os+ PiaSTV + BisEXL + Bi14TFL + B11sTNC + B116EVU
TB117FC +P11sFA + &5

ais+ Pr1oSTV + BiooEXL + L1 TFL + B12;TNC + B1asEVU
TB124FC +125FA + €16
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The fifth sub-model examination of the role of the moderator, namely, growth

mindset, which moderate among sustainability vision, executive learning, transformation

leadership, technology change, environmental uncertainty and five dimension of

modern human resource accounting implementation are presented in equations 17-11

below:

Equation 17: HID =

Equation 18: HRM =

Equation 19: HIN =

Equation 20: HRR =

Equation 21: HMO =

=7 Mahasarakham University

017+ Bia6STV + BissEXL + BiosTFL + B2 TNC + Bi3oEVU
+B131GMS +Bi32(STV * GMS) + Biss(EXL * GMS) +
Bis«(TFL * GMS) +P135(TNC * GMS) + Biss(EVU * GMS) +
B137FCP +B13sFAG + ;7

s + Bi3oSTV + BraEXL + BrayTFL + B1gsTNC + BisEVU
+B144GMS + Brss(STV * GM) + B146(EXL * GMS) +
B1s7(TFL * GMS) +PB14s(TNC * GMS) + Brao(EVU * GMS) +
BisoFCP +B151FAG + &5

019+ BisaSTV + BissEXL + BissTFL + ByssTNC + ByssEVU
+B157GMS + Byss(STV * GMS) + Biso(EXL * GMS) +
Biso(TFL * GMS) +B151(NTC * GMS) + Bis2(EVU * GMS) +
Bis;sFCP +B15FAG + €19

020+ BissSTV + BissEXL + Bis7TFL + BissTNC + BigoEVU
+B170GMS +Bi71(STV * GMS) + Bi72(EXL * GMS) +
Bi7(TFL * GMS) +B174(TNC * GMS) + Bi7s(EVU * GMS) +
Bi7sFCP +B17:FAG + &

o1+ B17sSTV + BroEXL + B1soTFL + BisiTNC + B1s2EVU +
B153GMS + B1s4(STV * GMS) + Biss(EXL * GMS) + Biss(TFL
* GMS) +Bi1s7(TNC * GMS) + Biss(EVU * GMS) + Bi1soFCP
+P100FAG + &



Where;
LEC
HME
HCV
FSV
HID
HRM
HIN
HRR
HMO
STV
EXL
TFL
TNC
EVU
GMS
GVC
FAG
FCP

Summary
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Long-term Employee Commitment
Human resource Management Efficiency
Human Capital Value

Firm Survival

Human Resource Identification
Human Resource Measurement
Human Resource Investment
Human Resource Reporting
Human Resource Monitoring
Sustainability Vision

Executive Learning
Transformational Leadership
Technology Change
Environmental Uncertainty
Growth Mindset

Governance Culture

Firm Age

Firm Capital

Constant

Regression Coefficient

Error Term

This chapter describes the research methods used in this investigation for

collecting the data and for examining the relationships among the constructs in the

conceptual model, in order to answer the research questions. The population is 1,054

ICT firms which provided by Thailand ICT’s Industry Directory 2015 under the

Ministry of Information and Communication Technology in Thailand. The key

informants completing questionnaire is the accounting executives. The whole

population is used as the sample in this study. Non-response bias is tested as well as

the validity and reliability of the measurements. In addition, this chapter presents the
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variable measurements of each construct and summarizes them in Table 5. It also
proposes that the VIF, the correlation analysis, and the OLS regression analysis are
operated as statistical analyses. Moreover, the statistical equations for hypothesis testing

are also included.




Table 6: Definitions and Operational Variables of Constructs

Construct Definition Operational Variables Scale Source
Dependent variable
Firm survival (FSV) Organizational achievement to business operation The level of organizational achievement to Kittikunchotiwut,
stably, steady of financial position in the business business operation stably, steady of financial | Ussahawanitchakit,

from the past continuing to the present, as well as

position in the business from the past

and Pratoom,

increasing growth rate of profits and market share continuing to the present, as well as (2013)
progressively. increasing growth rate of profits and market
share progressively.
Independent variables
Human resource Firm’s ability to classify, recognize, and characterize | The level of firm’s ability to classify, New scale

identification (HID)

financial information related human resource
accurately and reliantly from business operation

activities.

recognize, and characterize financial
information related human resource
accurately and reliantly from business

operation activities.

1
‘.
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct Definition Operational Variables Scale Source
Independent variables (Con.)
Human resource Firm’s ability to analyze investment cost and is able | The degree of firm’s ability to analyze New scale
measurement (HRM) | to calculate the operational activities which involve investment cost and able to calculate the
employee in term of money efficiently. operational activities which involve
employee in term of money efficiently.
Human resource Firm’s ability to invest in human resource activities The degree of firm’s ability to invest in New scale

investment (HIN)

systemically and substantially, include adequate
budgets allocation, continually research and develop
employee knowledge, set substantial system in
training courses to build more capability of people in

work.

human resource activities systemically and
substantially, include adequate budgets
allocation, continually research and develop
employee knowledge, set substantial system
in training courses to build more capability

of people in work.

1
‘.
Mahasarakham University
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct

Definition

Operational Variables

Scale Source

Independent variables (Con.)

Human resource Organization’s information presenting about The level of organization’s information New scale
reporting (HRR) employee benefits clearly, including report of presenting about employee benefits clearly,
employee’s performance, and show budget analysis including report of employee’s performance,
report of budget allocation based on actual activities | and show budget analysis report of budget
in annual reports or other media publicly. allocation based on actual activities in
annual reports or other media publicly.
Human resource An organizational ability to review ongoing The level of an organizational ability to New scale

monitoring (HMO)

operations, control development and training

processes commonly, and evaluate employee skills

development for improving human resource

processces.

review ongoing operations, control
development and training processes
commonly, and evaluate employee skills
development for improving human resource

processces.

1
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct

Definition

Operational Variables

Scale Source

Mediating variables

Long-term employee

Employee intention and dedication in working, uses

The level of employee intention and

Kataria, Garg, and

commitment (LEC) all capability for working, is always ready to dedication in working, uses all capability for Rastog (2013)
cooperate and sacrifice, working with happiness, working, is always ready to cooperate and
always willing to adapt with any assigned tasks sacrifice, working with happiness, always
includes a sense of being a part of organization in willing to adapt with any assigned tasks
long-term development. includes a sense of being a part of
organization in long-term development.
Human resource The process of business operating to recruit people, The degree of business operating’s process New Scale
management efficiency | put the right man on the right job, and retain high to recruit people systematically, increasing
HME) qualified employee to work with organization in the | the right man on the right job, and be able to
long run. retain high qualified employee to work with
organization in the long run.
K

1
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct

Definition

Operational Variables

Scale Source

Mediating variables (Cont)

Human capital value | The greater knowledge skills and outstanding The level of greater knowledge skills and New Scale
(HCYV) expertise than others, unique capabilities, creativity outstanding expertise than others include

and knowledge utilization appropriate with unique capabilities creative employees that

circumstance. be able to increase firm value and adapt their

knowledge fit along with situation.
Antecedent variables

Sustainability vision | An organizational perspective of operational The degree of organizational perspective of Waranantakul,
(STV) direction and long-term strategic clarity include operational direction and long-term strategic | Ussahawanichakit,

modern technology adaptation, encouraging staff to

learn new operations, and participate in the direction

of co-operations.

clarity include modern technology
adaptation, encouraging staff to learn new
operations, and participate in the direction of

co-operations.

and Jhundra-indra

(2013)

1
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct

Definition

Operational Variables

Scale Source

Antecedent variable

(Cont)

Executive learning (EXL)

The potential of executive to learn and use the
process of improving new knowledge, include
knowledge sharing, and experience adaptation in

current management to be more effective.

The degree of the executive’s potentiality to
learn and use the process of improving new
knowledge, include knowledge sharing, and
experience adaptation in current

management to be more effective.

New scale

Transformational Managerial ability in motivating organizational The level of managerial ability in motivating | Rui, Emerson, and
leadership (FTL) employees to make a change in operation and organizational employees to make a change Luis (2010)

develop new strategy accord with situation in operation and develop new strategy

efficiently. accord with situation efficiently
Technology change Technology growth in both diversity and higher The level of technology growth in both New scale
(TNC) competency of technology which impact on firm diversity and higher competency of

operation procedures effectively. technology which impact on firm operation

procedures effectively.
3

1
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct Definition Operational Variables Scale Source
Antecedent variable (Cont)
Environmental The change in the firm’s surroundings which is The degree of change in the firm’s Sookaneknun,
uncertainty (EVU) unstable in increasing competitors, variety of surroundings which are unstable in Ussahawanitchakit,
products and service, and law enforcement related increasing competitors, variety of products and Boonlua
organization to increase superior competition. and service, and law enforcement related (2013)
organization to increase superior
competition.
Governance culture | An operational pattern that is generally accepted The level of operational guideline that is New scale
(GVC) throughout the organization in respect of each other's | generally accepted throughout the
rights, duties, responsibilities, and firm regulations organization in respect of each other's rights,
compliance. duties, and responsibilities including
compliance of organizational regulations.
Growth mindset Attitude change or beliefs in development of firm The degree of attitude change or beliefs in Murphy and
(GMS) progression, innovation, and utilizes technology in development of firm progression, innovation Dweck (2016)

line with the operational approach that leads to a

well-accepted practice.

and utilizes technology in line with the
operational approach that leads to a well-

accepted practice.

\
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Table 6: Definitions and Operational Variables of Constructs (Continued)

Construct Definition Operational Variables Scale Source
Control variables
Firm age (FAG) Numbers of years that firm operates in business. Dummy variable Delmotte and Sels
0 = below and equal to 10 years, 1 = higher (2008)
than 10 years
Firm capital (FCP) | Amount value of firm capitals. Dummy variable Rothaermel and

0 = below and equal to 10,000,000 Baht, 1
higher than 10,000,000 Baht

Deeds (2006)

m
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CHAPTER 1V

RESULTS AND DISCUSSION

The previous chapter describes research methods which help to understand
the methods are used in data collection, analysis, and hypothesis testing. This chapter
illustrates the results of hypothesis testing, which are organized as follows. Firstly,
the respondent’s characteristics and descriptive statistics are expressed for increased
understanding of sample characteristics. Secondly, the results of correlation analysis
and hypothesis testing by using multiple regression analysis are detailed. Finally,

the summary of all hypotheses testing is also provided.

Respondent Characteristics and Descriptive Statistics

This research uses a mail survey questionnaire with a cover letter. A pre-paid
postage and self-addressed envelope are mailed to the accounting executives who work
in ICT firms in Thailand. Certainly, descriptive statistics describe the mean, standard
deviation, and correlation between variables, correlation coefficients, and direction in

correlation matrix forms.

Respondent Characteristics

The respondents are accounting executive because this position is considered
as the most knowledge and understanding of accounting practice, accounting information,
accounting policy, accounting standards, corporate vision, corporate reports, exclusive
summary and others. The response characteristics are described by the demographic
characteristics of accountant, including gender, age, marital status, education levels,
working experience, average revenue per month, and current working position.

The results of demographic characteristics of 222 key participants show that
23 percent of participants are male and 77 percent are female. The range of age of
participants is between 30 - 40 years old (40%). Most participants are married (56%),
and the percentage of participants who obtained bachelor degree is 63%. Most of the
participants have working experience for more than 15 years (44%). In addition, most

participants have received revenues on the average per month less than 75,000 baht
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(59%). Finally, most participants are currently working in position of accounting

manager (56%). For more details, see also Appendix E.

Firm Characteristics

The sample of 222 ICT firms can be illustrated as follows: the majority of
ownership types was Thai companies (82 percent). In addition, information technology
rent was the largest sector among nine different sectors of ICT business representing at
23 percent. The number of employees was less than 25 employees at 49 percent. Firm
capital was found that the majority of ICT firms has a budget less than 25 million baht
(59 percent). The average income of firms mostly was less than 50 million baht (70
percent). Finally, operational duration of firms mostly were more than 15 years (45

percent). Also, the elaboration of firm characteristics was shown in Appendix F.

Descriptive Statistics

The analysis of descriptive statistics describes the basic characteristics of
variables including mean and standard deviation. In other words, descriptive statistics
are used to analyze the basic features of the data in this research. The descriptive statistics
of all variables of 222 usable respondents are demonstrated in Table 7. For this research, all
of the variables are obtained from the survey and are measured by a five-point Likert
scale, ranging from 1 (strongly disagree) to 5 (strongly agree) according to chapter 3.

The descriptive statistics of modern human resource accounting implementation
and its consequences are shown in Table 7. The results show that the mean scores for
the measure of modern human resource accounting implementation are namely, human
resource identification (4.13), human resource measurement (4.06), human resource
investment (4.07), human resource reporting (3.96), and human resource monitoring
(3.96). The results indicate that accounting executives of ICT business in Thailand
recognize the significance of modern human resource accounting implementation in
five dimensions. In addition, modern human resource accounting implementation has a
standard deviation value of 0.50-0.55. Moreover, the results show that the mean score
of modern human resource accounting implementation consequences consists of human
resource management efficiency (4.01), long-term employee commitment (3.94),
human capital value (3.86), and firm survival (3.84). The standard deviation value of

consequences of modern human resource accounting implementation is 0.51-0.61.
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Furthermore, the result of descriptive statistics reveals that the mean score
of modern human resource accounting implementation antecedents consists of
sustainability vision (4.07), executive learning (4.10), transformational learning (4.10),
technology change (4.15), and environmental uncertainty (4.10). The standard deviation
value of modern human resource accounting implementation antecedents is 0.48-0.52.
Finally, the mean of the moderating effects consists of growth mindset (4.10), and
governance culture (4.15).The standard deviation value of the moderating effects of

modern human resource accounting implementation is 0.52.

Correlation Analysis

The Pearson correlation for bivariate analysis of each variable pair is
conducted in this research. The correlation analysis results are displayed a
multicollinearity problem and explored the relationships among the variables. Table 7
shows the results of the correlation analysis of all constructs. The bivariate correlation
procedure is subject to a two-tailed test of statistical significance at two levels as
p <0.05,and p <0.01.

Therefore, the correlation matrix proves the correlation between the two
variables and verifies the multicollinearity problems by the intercorrelations among the
independent variables. The results indicate that there is no multicollinearity problems in
this research, and also lower than 0.80 (Hair et al., 2010). Accordingly, the evidence
suggests that there is a significant relation between the five dimensions of modern
human resource accounting implementation, between 0.494 and 0.749, p < 0.01. The
correlation matrix reveals a correlation between the consequences of the dimensions
of modern human resource accounting implementation. The result suggests that the
dimension of modern human resource accounting implementation in relationship to
human resource management efficiency, long-term employee commitment, human
capital value, and firm survival are significantly and positively correlated as 0.244 -
0.521, p <0.01. The antecedent constructs, including sustainability vision, executive
learning, transformational learning, technology change, and environmental uncertainty
are significantly related to the dimensions of audit renewal strategy as 0.332 - 0.557,

p <0.01. Finally, the moderating effect consists of growth mindset, and governance

culture has correlations with all variables between 0. 381 and 0.486, p < 0.01.
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Table 7: Descriptive Statistics and Correlation Matrix of Modern Human Resource Accounting Implementation and all constructions

Correlations
Variables| FCP FAG | HID | HRM | HIN | HRR | HMO |[HME | LEC |HCV | FSV | STV | EXL | TNL | GMS | GVC | TNC | EVU
Mean | N/A | N/A | 4.13 | 4.06 | 407 | 3.96 | 3.96 | 4.01 | 3.94 | 3.86 | 3.84 | 4.07 | 410 4.10 | 4.10 | 4.15  4.15 | 4.10
Std. N/A | N/A | 050 | 052 | 055 053] 0.51 | 051|057 061|059 0.50 | 049 | 052 | 0.52 | 0.52 | 0.48 | 0.51
FCP 1
FAG 185" 1
HID .002| .006 1
HRM 008 -.044| .749™ 1
HIN 006 .000| .6107| .598" 1
HRR 017 -.031| .6377| .604"|.601"
HMO ~003| .049| 4947 574" 5367 .679" 1
HME ~013) 1517 4597 2797 .4297| 409" 5217
LEC ~101 .091| 3407 2447356 |.393" 4517 .675 1
HCV ~.093 013 3687 .3437.4057].3597 .4917|.640" | .705" 1
FSV 038 -.002| 386 .2477.3387|.329" .3997|.5317].499™ | 722"
STV ~001 -.056| 5147 427742477 4307 5577756854177 665 .671
EXL 124 -1517) 3907 3507 .42677| 3817 4787|543 5527 | 6197 |.628"" | .740° 1
TNL 051 -.1397| 33277 .4097|.3937| 3347 .5427|.486"" | 4287 | 5547 | 468" |.6247 | 698" 1
GMS -027(-.149" 3217 36177 .3227 | 4177 49477 40177 | 38177 .486" | .485™ 616" .6047| 721" 1
GVC ~0731-1557| 2727 265727673707 4797|4647 | 45477 | 4817 | 464" 508" | 587 608" |.700™ 1
TNC 050] -.039| 4507 .47177.4007 | .4107 | .489|.400™ .335"|.428"|.476" 55175157 558" .589"| 543"
EVU 015] -.100| 470" 470" .412" | .489™| 464" | 454" 284" 294" | 419" 498" | 4827 .503"7|.547" 5477|756 1

**p<0.01, *p<0.05

i
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Hypotheses Testing and Results
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Multiple regressions by Ordinary Least Squares (OLS) regression were utilized

to verify the hypotheses. In addition, two dummy variables of firm capital and firm age

are also included in the equation. There are 21 equations in this research. The results of

descriptive statistics and hypotheses testing are discussed according to regression

equations as follows:

The relationships among each dimension of modern human resource

accounting implementation, its consequences, and the moderating role of governance

culture

Figure 17: The relationships among each dimension of modern human resource

accounting implementation, its consequences, and the moderating

role of governance culture
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Figure 17 shows the relationships among modern human resource accounting

implementation and it consequences which are proposed in Hypotheses 1(a-d) -5(a-d).

The relationship in each hypothesis is proposed to be in a positive direction. These

hypotheses can be transformed into the regression equation in Models 1-7. In addition,

|
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the moderating role of governance culture is proposed to positively influence the

relationships among each of five dimensions of modern human resource accounting

implementation, which are presented in Hypotheses 14(a-d) - 18(a-d). According to

these hypotheses, regression equations in Models 8 - 11 are developed.

Table 8: Descriptive Statistics and Correlation Matrix of Each Dimension of

Modern Human Resource Accounting Implantation, Its Consequences,

and Governance culture

Correlations

Variables | FCP | FAG | HID |[HRM| HIN | HRR | HMO | HME | LEC |[HCV | FSV | GVC
Mean | N/A | N/A | 413 | 406 | 407 | 396 | 396 | 4.0l 3.94 | 3.86 | 3.84 | 4.15
Std. N/A | N/A | 050 | 052 | 0.55 | 053 | 051 | 0.51 0.57 | 0.61 | 0.59 | 0.52
FCP 1

FAG 185" 1

HID 002 .006 1

HRM -008 | -.044|.749" 1

HIN -006| .000|.6107"|.598™ 1

HRR -017| -.031|.6377|.6047 | 6017 1

HMO -003| .049|.4947| 5747 5367 | 6797 1

HME -013| 1517|4597 | 27977 | .429| 4097 | 5217 1

LEC S101| .091|.3407| 2447 3567 | .3937| 4517 6757 1

HCV -093| .013].3687|.3437| 4057 | 359 4917 6407 | .705" 1

FSV -038| -.002|.386"| 2477 | .33877| 329" .399"| 5317 | 4997 |.7227 1

GVC -073|-1557 2727 2657 | 2767 | 37077 .4797| 4647 | 45477 4817 4647 1

**p<0.01, *p<0.05

Table 8 indicates the correlations among each dimension of modern human

resource accounting implementation and its consequences. In the first dimension, the

results illustrate the positive correlation between human resource identification and

human resource management efficiency (r = 0.459, p < 0.01), long-term employee

commitment (r = 0.340, p <0.01), human capital value (r = 0.368, p < 0.01), and firm

survival (r = 0.386, p < 0.01). In the second dimension, human resource measurement

is significantly and positively correlated to human resource management efficiency

(r=0.279, p<0.01), long-term employee commitment (r = 0.244, p < 0.01), human
capital value (r = 0.343, p < 0.01), and firm survival (r = 0.247, p < 0.01). For the third
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dimension, human resource investment has a significant and positive correlation with
human resource management efficiency (r = 0.429, p < 0.01), long-term employee
commitment (r = 0.356, p <0.01), human capital value (r = 0.405, p <0.01), and firm
survival (r = 0.338, p <0.01). As to the fourth dimension, human resource reporting
is significantly and positively correlated to human resource management efficiency
(r=0.409, p <0.01), long-term employee commitment (r = 0.393, p < 0.01), human
capital value (r = 0.359, p <0.01), and firm survival (r = 0.329, p < 0.01). The last
dimension, human resource monitoring has a significant and positive correlation with
human resource management efficiency (r = 0.409, p < 0.01)), long-term employee
commitment (r = 0.393, p <0.01), human capital value (r = 0.359, p <0.01), and firm
survival (r = 0.329, p <0.01). The findings in Table 7 indicate that all correlations are
less than 0.80 as recommended by Hair et al. (2010). Moreover, the variance inflation
factors (VIF) in equation models 1 to 4 indicate the maximum value as 2.7, which
are presented in Table 8. Also, the VIF in equation models 8 to 11 represented the
maximum values as 5.9. As mentioned earlier, the VIF value was lower than 10 as
recommended by Hair et al. (2010), meaning that the independent variables are not
correlated with each other. Hence, multicollinearity is not a problem in this research.
Next, Table 6 exhibits the multiple regression analysis of the relationships
among modern human resource accounting implementation (HID; human resource
1dentification, HRM; human resource measurement, HIN; human resource investment,
HRR; human resource reporting, and HMO; human resource monitoring), its
consequence (LEC; long-term employee commitment, HME; human resource
management efficiency, HCV; human capital value, and FSV; firm survival), and

the moderating effect of Governance culture (GVC) as shown below.
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Table 9: Results of Regression for the Effects of Each Dimension of Modern Human Resource Accounting Implementation

on Its Consequences

Dependent Variables
Independent LEC HME HCV FSV
H1-5a H14-18a H1-5b H14-18b H1-5¢ H14-18¢ H1-5d H14-18d
Equation 1 Equation 8 Equation 2 Equation 9 Equation 3 Equation 10 Equation 4 Equation 11
HID 0.215%* 0.169* 0.455%** 0.427%** 0.169* 0.097 0.392%%** 0.334%**
(0.097) (0.092) (0.087) (0.082) (0.095) (0.090) (0.099) (0.094)
HRM -0.250%* -0.190%* -0.389%** -0.332%** -0.072 -0.042 -0.281** -0.250%***
(0.096) (0.092) (0.087) (0.082) (0.095) (0.090) (0.098) (0.093)
HIN 0.131 0.117 0.172%%* 0.133* 0.179%* 0.204%** 0.116 0.137*
(0.081) (0.077) (0.073) (0.096) (0.080) (0.076) (0.083) (0.078)
HRR 0.089 0.002 -0.061 -0.097 -0.099 -0.102 -0.056 -0.042
(0.092) (0.091) (0.083) (0.082) (0.091) (0.089) (0.094) (0.093)
HMO 0.353%** 0.228%* 0.463%** 0.360%** 0.420%** 0.219%* 0.344%%* 0.120
(0.084) (0.088) (0.076) (0.079) (0.083) (0.086) (0.086) (0.089)
GVC 0.339%** 0.305%** 0.348%** 0.357%**
(0.066) (0.059) (0.065) (0.067)
HID*GVC 0.088 -0.162* 0.027 0.136
(0.104) (0.094) (0.102) (0.106)
HRM*GVC -0.030 0.096 0.053 -0.097
(0.116) (0.104) (0.114) (0.118)
HIN*GVC -0.055 -0.142%* 0.039 0.050
(0.076) (0.068) (0.074) (0.077)
HRR*GVC -0.181** 0.019 0.042 0.075
(0.083) (0.074) (0.081) (0.084)
HMO*GVC 0.231%%* 0.102 0.040 0.002
(0.076) (0.068) (0.075) (0.077)
FCP -0.298* -0.295%* -0.096 -0.084 -0.242 -0.223 -0.090 -0.056
(0.153) (0.144) (0.138) (0.129) (0.151) (0.141) (0.156) (0.146)
FAG 0.201 0.337%** 0.266** 0.461%%* 0.007 0.108 -0.068 0.022
(0.140) (0.137) (0.126) (0.122) (0.139) (0.134) (0.143) (0.139)
Adjust R? 0.249 0.337 0.389 0.469 0.266 0.363 0.217 0.316
Maximum VIF 2.743 5.924 2.743 5.924 2.743 5.924 2.743 5.924

Beta coefficients with standard errors in parenthesis, *** p < 0.01, **. p <0.05, * p <0.10
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Regarding Table 9, the results of OLS regression analysis illustrates that the
first dimension, human resource identification (Hypotheses 1a-d) is significantly and
positively related to all four of its consequences: long-term employee commitment
(B01=0.215, p<0.05; B39=0.169,p< 0.10), human resource management efficiency
(B08=0.455, p<0.01; $32=0.427,p<0.01), human capital value (15 =0.169, p <0.10;
65 =10.097,p > 0.10), and firm survival (f22=0.392, p <0.01; B78=0.334,p < 0.01).
This result illustrates that human resource identification has significant positively
relation with long-term employee commitment. One reason can be possible that
generally when classification standards of human resource has been made apparently
to facilitate personnel benefits, sufficient budget, and fiscal purposes, then long-term
employee commitment will be increased (Yahiaoui, Anser, and Lahouel, 2015) as it
motivates employees more concentrated on working to meet the job criteria without
losing direction. Thus, hypothesis 1a is supported. Furthermore, human resource
management efficiency is one of matter consequence that is facilitated by characterize
and providing financial information related human resource such as training programs
(Saremi and Naghshbandi, 2012). Consistent with Verma and Dewe (2004) stated that
human resources accounting with information providing needed by managers who can
help them to make use of their human resources more effectively. Hence, hypothesis
1b is supported. Increasing human capital value is also influenced by recognition of
human resource activities in a form of accounting. This can be explained that
employee’s participation in a management development program increased the value of
the human resource to the firm by utilizing the human resource accounting information
(Flamholtz et al., 2003). In addition, clearly human resource identification enhances
activity programs for employees which consistent with company’s needs as a result,
greater knowledge skills of employee are increased. In fact, it has been demonstrated
that recognition of human resources activities which are clearly aligned with business
strategy can result in significant increases human capital value and organizational
success in the long term (Islam and Sarker, 2016). Therefore, hypotheses 1¢ and 1d
are supported.

Secondly, it is found that human resource measurement, the second dimension,
also shows significant but negative effects on its outcomes: long-term employee

commitment (f02=-0.250, p <0.05; p40 =-0.190, p < 0.05), human resource
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management efficiency (f09 =-0.389, p <0.01; 53 =-0.332, p <0.01), and firm
survival (B23=-0.281, p < 0.05; B79=-0.250,p < 0.01). The result shows negative
significant influence among human resource measurement, long-term employee
commitment, and firm survival. It maybe because some of the fact is ignored that
performance appraisal has a broader function within the organization. In addition,
performance appraisal tends to focus on short-term, primary consequences and ignores
longer-term secondary consequences that are less apparent to the manager (Longenecker
and Ludwing, 1990). Thus, it can be said that focusing on short-term appraisal maybe
reduce efficiency of human resource management and leads to reduce firm performance
in the long run. The ongoing, widespread use of intentionally inaccurate ratings can
have a variety of long-term negative effects such as cynicism building up around the
appraisal process, pay-for-performance programs becoming meaningless, and data for
promotion and training decisions becoming inaccurate and suspect (Longenecker,
1989). Thus, reduce employee commitment, and human capital value. Ultimately, the
notion of using such a process to enhance performance and productivity will be lost
(Longenecker and Ludwing, 1990). Consistent with Barnes (2016) stated that the reality
1s most employees do not perceive annual appraisal ratings as valid. And thus the sense
of rewards being unfair spreads and persists in workplaces since perception is reality
when it comes to motivation, annual appraisals fail to improve performance. Thus,
performance appraisals need to be realigned in today's environment and myths busted.
Otherwise, these appraisals will have adverse effects on employers and employees. In a
case study of Thailand, Chanprapaipat (2010) stated that even though there has been
attempted pushing on human resource measurement in annual report of organization,
but human resource appraisal has not remain been accepted from General Accepted
Accounting Principles (GAAP), consequently this issue seems not get attention as
expected. Therefore, hypotheses 2a - 2d are not supported.

Thirdly, human resource investment (the third dimension) is significantly and
positively related to some of its consequences: human resource management efficiency
(B10=10.172, p <0.05; B54 = 0.133, p < 0.10), human capital value (17 =0.179,

p <0.05; B67 = 0.204, p <0.01), and firm survival (f24=0.116, p > 0.10; p80=0.137,
p < 0.10). According to the result, the significant relationship between human resource

investment and human resource management efficiency can be explained that
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investments on human resources in training and development programs enhance
employee capacity especially specific training will facilitate job in their own hands,

this can increase self-esteem in job responsibility and also demonstrate that organization
gives hand to support workers. As a result, staffs are willing to work for company
substantially as an effective management in human resource gives a chance to the
employee who suits a job to contribute productively leads to increasing of human
resource management efficiency to the overall company (Burma, 2014). In addition, it is
simple for well-trained employees to evaluate through overall picture of workload and
excellent operating as firm’s requirements, for this reason human resource management
efficiency improved that ultimately contributes towards high-organizational performance
(Chaudhry and Roomi, 2010). Especially, firms with governance culture enhance
transparency and accountability thorough operation levels and also brings new outlook,
enhance performance and corporate responsiveness to shareholders and other
stakeholders, leads to increase firm performance continuously (Omolade and Tony,
2014; Inyang, 2004; Armstrong, 2003). Therefore, hypothesis 3b and 3d are
supported.

In addition, the result illustrates the positive significant between human
resource investment and human capital value. In addition, the result shows the positive
significant between human resource investment and human capital value. Consistent
with previous research found there is a significant impact on training & development
and human capital value added (Al-Ghazawi, 2012). It suggests that investment in
human resource can ensure that employees have greater knowledge, skills, and
competencies work effectively in a rapidly changing and ultimately achieve business
goals for a long term survival and sustainability. (Marimuthu, Arokiasamy, and Ismail,
2009). Thus, hypothesis3c is supported.

However, for the relationship between long-term employee commitment and
human resource investment, the finding reveals a non-significant result (B3 =0.131,
p>0.10; p41 =0.117, p > 0.10). This maybe because of the power of stakeholders.

As the power of stakeholders could be high or low depending on their involvement and
what they are expected to contribute (Nash et al., 2010). In addition, Small firms are
more likely to employ workers with more limited bargaining power and fewer

employment opportunities, they can in fact achieve their objective of a co-operative
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and reliable workforce with fewer concessions to workers over the labor process (Craig
et al., 1985 cited by Rannie, 2016). Moreover, previous research shows formal training
is less likely to be provided in small firms (Storey, 2004). Storey and Westhead (1997)
provide two explanations for this: firstly, training is not provided because the benefit of
training is underestimated by the small firm employer/manager; and secondly, the cost
of training is too high for small firms. Thus, it seems hard to pressure company for
investing in workforce development. Therefore, hypothesis 3a is not supported. Hence,
hypothesis 3a is not supported.

Fourthly, the finding indicates none of human resource reporting consequence
is positively significant effects; long-term employee commitment (04 = 0.089,
p>0.10; 42 = 0.002, p > 0.10), human resource management efficiency (B11 =-0.061,
p>0.10; B55 =-0.097, p > 0.10), human capital value (B18 =-0.099, p > 0.10; 68 = -
0.102, p > 0.10), and firm survival (25 =-0.056, p > 0.10; 81 =-0.042, p > 0.10),
Fourthly, the finding indicates none of human resource reporting consequence is
positively significant effects; long-term employee commitment (04 = 0.089, p > 0.10;
42 =0.002, p > 0.10), human resource management efficiency (11 =-0.061, p > 0.10;
B55 =-0.097, p > 0.10), human capital value (B18 =-0.099, p > 0.10; B68 =-0.102,
p > 0.10), and firm survival (25 =-0.056, p > 0.10; B81 =-0.042, p > 0.10), The reason
why human resource reporting is not significant with long-term employee commitment,
human resource management efficiency, human capital value, and firm survival could
be possible that in fact, there is no accounting standard on treatment of human resource
accounting either from the International Accounting Standards Board or the Financial
Reporting Council (Badiyani, 2012). In addition, the use of human resource accounting
is limited by lack of universal approach to its reporting and low level of awareness
and acceptance of the technique (Rajeshwari and MariGowda, 2016). Likewise, Thai
Accounting Standard which reporting in human resource information is voluntary,
currently listed firms in Stock Exchange of Thailand has increased emphasize on
voluntary disclosure publicly in human resource reporting (Bowthum, 2007,
Srimongkolpitak and Phadoongsitthi, 2012; Chanprapaipat, 2010) because voluntary
disclosure increase corporate image on stakeholders perspective (Yusri and Amran,
2012; Dominguez, 2011). However, Thai Financial Reporting Standards for Non-
Publicly Accountable Entities (TFRS for NPAEs) does not specify compulsory policy
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of public disclosure especially research and development expense for Non-Publicly
Accountable Entities (Federation of Accounting Professions, 2012), thus non-listed
firms which are the consensus respondents in this research maybe not highlight on
human resource reporting. In conclude, it can be claimed that human resource reporting
1s not an important factor for non-listed firms, thus not effect on long-term employee
commitment, human resource management efficiency, human capital value, and firm
survival. Therefore, hypotheses 4a — 4d are not supported.

Finally, the research reveals that human resource monitoring is significantly
and positively associated with all its consequences; long-term employee commitment
(B05=0.353, p <0.01; 43 = 0.228,p < 0.05), human resource management efficiency
(B12=10.463, p <0.01; B56 = 0.360,p < 0.01), human capital value (19 = 0.420,

p <0.01; B69 = 0.219,p < 0.05), and firm survival (26 = 0.344, p <0.01; 82 = 0.120,
p > 0.10). The reasons why employers believe employee monitoring is necessary for the
workplace, and the most advocated three justifications are protecting the organization
from liability risks, protecting organizational assets, and ensuring employees’ job
performance (Smith and Tabak, 2009). Also, trust is an important indicator that reflects
the relationship between employees and employers. The action of employers’ breaching
employees’ privacy influences the level of trust in the workplace. Trust is also a
stimulator of voluntary compliance and commitment to organizational authority and
rules (Morrow et al., 2012). As a result, employees’ compliance and commitment to

the practice of employee monitoring were determined. So, it can be said that human
resource monitoring is necessary to ensure that employee performance is evaluated,
which in turn the surety of the appropriate training and development take place. In
addition, employee monitoring can enhance harmonization among employee skills,
motivation, and contented workforce and work/life balance to ensure that workers are
able to be fully committed. An empirical research showed that employee monitoring
policy had positive effects on employee commitment and compliance to employee
monitoring (Chang, Liu, and Lin 2015). Noticeably, Holland et al. (2012) suggested
that while employers are concerned about monitoring any illegal actions that may
jeopardize security systems, employees need to know that their private information

will remain private. Therefore, hypothesis 5a is supported.
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In addition, monitoring in human resource is like rechecking both overall and
individuals performance. The regular monitoring encourages error capture which might
occur in management process to ensure that flaw processing has been improved along
together with business strategic plan consecutively, leads to better human resource
management efficiency as companies need to understand capacity of employees so
that company can offer the right training to their workers. Prior research suggested that
organizations that have evaluation training programs can be adapted effectively and
continue those effective training programs to employees, while cut off the program
which is not benefits for business strategy. Employees who attend workshop courses
will not only enhance human resource management efficiency, but also improve
employee skills as greater knowledge can be utilized to increase competitive advantage,
leads to firm survival. For example. Fedorova and Ponomareva (2017) suggested that
evaluating the different aspects will allow formulating the key objectives of operational
activities aimed at increasing the efficiency of overall management of organization.
Nevertheless, it should be noted that the effectiveness of managerial decision-making
depends on the consistency in the implementation of the monitoring methodology.
Consistent with Chang (2017) said that resource monitoring among project managers
can serve as an effective management mechanism for effective resource conflict
resolution within a program. In addition, employee monitoring has become increasingly
important. Such monitoring involves the collecting data related to organizational
performance and behavior of the workforce, and also improve productivity of employee
(Kidwell and Sprague, 2009) leads to long-term performance. Therefore, hypotheses
5b, 5S¢, and 5d are supported.

For the control variables, firm capital has no significant relationship with
human resource management efficiency (13 =-0.096, p > 0.10), human capital value
(B20 =-0.242, p > 0.10), and firm survival (27 = -0.090, p > 0.10), except long-term
employee commitment (06 =-0.298, p < 0.10; B50 =-0.295, p < 0.05) has negative
significant influence. In practical case study of Thailand, Thai companies generally do
capital investment only once in company’s life time especially non-listed firms, thus in
this case it can be possible that firm capital has negative significant influence on long-
term employee commitment. Therefore, the relationship among modern human resource

accounting implementation’s dimensions, human resource management efficiency,
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human capital value, and firm survival, are not influenced by firm capital except long-
term employee commitment.

Unlike, firm age illustrates there are three non-significant relationships with
long-term employee commitment (07 = 0.201, p > 0.10), human capital value (B21 =
0.007, p > 0.10), and firm survival (28 =-0.068, p > 0.10). However, human resource
management efficiency (f14 = 0.266, p < 0.05) is positive influenced by firm age.

In summary, the findings illustrate that among five dimensions of modern
human resource accounting implementation, there are two dimensions which include
human resource identification, and human resource monitoring have a positive
relationship with all its consequences. On the other hand, human resource reporting
has no significant effect with all its consequence. However, human resource
measurement, and human resource investment have significant influences with
some of its consequences. Next, there is the inclusion of governance culture in order
to stimulate the moderating effect on the relationship between the modern human

resource accounting implementation’s dimensions and its consequences.

The Moderating Role of Governance Culture

From the findings in Table 9, the moderating effect of governance culture on
the relationships among the five dimensions of modern human resource accounting
implementation and its consequences are as follows. It can be seen that governance
culture has no significant moderating effects on the relationship between human
resource identification and long-term employee commitment ($45= 0.088, p > 0.10),
human resource management (58 =-0.162, p <0.10), human capital value (f71=0.027,
p > 0.10), and firm survival (B84= 0.136, p > 0.10). This indicates that the moderating
role of governance culture with human resource identification may result decreasing
of human resource management efficiency. Because of implementing organizational
culture which emphasizes on common interest, meanwhile also requires identification
of human resource in financial term accurately. This case may create the feeling of
comparison among employees, so that try to give self-priority compensation. As a
result, abandon a good practice of organizational governance culture leads to inefficiency of
human resource management. Consistent with Peter Drucker was cited in Governance
Culture and Leadership (2008) suggested that governance is good for organization,

however to make employees feel confident and willing to work for organizations must
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be inspired by value creations rather than being coerced by rules or motivated by dollars
and cents. Thus, hypothesis 14a - 14d are not supported.

Secondly, the results also present the non-significant moderating effects of
governance culture on the relationships among human resource measurement and long-
term employee commitment (46 =-0.030, p > 0.10), human resource management
efficiency (59 = 0.096, p > 0.10), human capital value (72 = 0.053, p > 0.10), and
firm survival (B85 =-0.097, p > 0.10). One main reason would be that the utilization of
current governance culture may not support human resource measurement, because it
could create additional expense or some people may consider as an unnecessary burden
expense to firms. And also increasing workload burdens for workers, which turn into
burnout and boredom in job assignments and ultimately reducing employee commitment.
Especially, loss quality labor like accountants who have high working experiences,
so that financial information in executive hands may be not useful for competition in
business market, leads to decreasing of firm performance. Arguden (2010) stated that
insufficient attention to the effectiveness of governance culture is likely to fail in output
measurement such as error calculation in employee activities, profitability and value
creation. Therefore, hypotheses 15a - 15d are not supported.

Thirdly, the result of the moderating effect of governance culture also has no
significant positive effect on the relationships among human resource investment and
long-term employee commitment (47 =-0.055, p > 0.10), human resource management
efficiency (f60 =-0.142, p < 0.05), human capital value (373 = 0.039, p > 0.10), and
firm survival (386 = 0.050, p > 0.10). It can be possible that once company put money
on human resource investment, it helps increasing knowledge and creativity to
employees, and also enhancing think outside the box not too much in any rules and
regulations. While governance culture focuses on regulatory compliance which some
rules maybe out of date (Howlett, 2014), resulting in conflict ideas which brings to
decreasing of employee commitment. In addition, educated human resources may be
contradictory exist management systems due to requirement managerial guideline which
is fit with their thought. As a result, this may lead to management efficiency and firm
performance do not meet expected goal of organizations. Therefore, hypothesis

16a - 16d are not supported.
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Fourthly, the results of the moderating effects of governance culture on the
relationship between human resource reporting and human resource management
efficiency (f61 = 0.019, p > 0.10), human capital value (74 = 0.042, p > 0.10), and
firm survival (387 = 0.075, p > 0.10). However, long-term employee commitment
(P48 =-0.181, p < 0.05) has negative significant influence. This might be because
the fact that governance culture emphasizes on regulatory compliance, while human
resource reporting has not had a fixed format. Furthermore, making a report of human
resource may be just an option that the organization requests to choose whether or not
to do it. This may result in confusion for employees and not clear on the job
responsibilities. As a result, employees may not feel happy with the job leads to
employee engagement reduced. In addition, human resource reports may not meet
executive needs due to the format of the report has remained uncertain. Thus, the
information in report may be used in poor decisions, leads to unexpected performance.
Thus, hypotheses 17a -17d are not supported.

Finally, the result shows statistically significant moderating effects on the
relationship between human resource monitoring and long-term employee commitment
(B49 = 0.231, p < 0.01). It indicates that governance culture based on the equality of
people in the organization. This encourages human resource monitoring, which could
reduce disparity and also increase the sense of fairness, not exploited among employees.
Therefore, hypothesis 18a is supported. Nevertheless, there are three non-significant
results of the moderating effects; human resource management efficiency ($62 = 0.102,
p > 0.10), human capital value (B75= 0.040, p > 0.10), and firm survival (88 = 0.002,
p > 0.10). This might be implied that focusing on equality may encourage excessive
re-check, resulting functional delays leading to inefficiency of human resources
management. In addition, encouraging equality to different background employees
entirely, but the potential of each level is not equal. This may affect to learning
enhancement as well as different perceive of employees, leads to human capital value of
some employees could not reach as expected. Thus, hypothesis 18b, 18c, and 18d are
not supported

For the control variables, firm capital has no positive significant influences on
the moderating effect of governance culture on the relationship among modern human

resource accounting implementation’s dimensions, long-term employee commitment
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(B50 =-0.295, p < 0.05), human resource management efficiency (f63 = -0.084,

p > 0.10), human capital value (76 =-0.223, p > 0.10), and firm survival (89 = -0.056,

p > 0.10). Thus, the moderating effect of governance culture on the relationship among
modern human resource accounting implementation’s dimensions and its consequences
are not influenced by firm capital.

Furthermore, firm age also illustrates that there are two positively significant
influences on the moderating effect of governance culture on the relationship among
modern human resource accounting implementation’s dimensions; long-term employee
commitment (851 =0.337, p <0.01), and human resource management efficiency
(B64 = 0.461, p < 0.01), whereas human capital value (77 = 0.108, p > 0.10), and
firm survival (90 = 0.022, p > 0.10) have no significant effect.

The Relationships among Long-term Employee Commitment, Human

Resource Management Efficiency, Human Capital Value, and Firm Survival

Figure 18: The Relationships among Long-term Employee Commitment,
Human Resource Management Efficiency, Human Capital Value,

and Firm Survival
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According to Figure 18 the relationship among long-term employee
commitment, human resource management, human capital, and firm survival are

shown. This research proposes the positive relationship among the aforementioned
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relationships, in hypotheses 6(a-c) - 8. The relationship in each hypothesis is proposed

to be in a positive direction. These hypotheses are transformed to regression equations

5 - 7. Moreover, the results of regression analyses are presented in Table 10 below.

Table 10: Results of Regression Analysis for the Effects among Long-term

Employee Commitment, Human Resource Management Efficiency,

Human Capital Value, and Firm Survival

Independent Variables Dependent Variables
LEC HCV FSV
(EQ5S) (EQ6) (EQ7)
HME 0.673%** | 0.650%** 0.154%*
(0.050) (0.052) (0.067)
LEC -0.081
(0.072)
HCV 0.683***
(0.070)
FCP -0.239* -0.183 0.066
(0.130) (0.135) (0.123)
FAG 0.016 -0.168 -0.075
(0.120) (0.124) (0.113)
Adjust R? 0.456 0.414 0.522
Maximum VIF 1.025 1.025 2.413

Beta coefficients with standard errors in parenthesis, *** p< 0.01, ** p <0.05, * p<0.10

For the hypothesis testing, the results of regression analysis are identified in

Table 10. As expected, it was found that human resource management efficiency

significantly affects long-term employee commitment (f28= 0.673, p < 0.01), human
capital value (B31= 0.650, p < 0.01), and firm survival (B35= 0.154, p < 0.05). Firstly,

the reason why human resource management efficiency has positive significant with

long-term employee commitment is that because cooperate working effectively with

people of diverse background, company needs to implement effective human resource

management. Therefore, understanding employee behavior from various levels will help
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motivated workforce of human resource build their knowledge, skills, and expertise.

It also affects to employee satisfaction, willing to work desperately which turns into
greater outcome ultimately. An evidence is found that high levels of employee
commitment have also been found to be related to the use of “appropriate” HRM
practices (Guest, 2002). Managers are constantly seeking ways to generate greater
employees’ commitment because of its association with desirable outcomes, such as
reduced absenteeism, reduced turnover, improved job performance, and firm
performance (Baptiste, 2008; Joiner and Bakalis, 2006). In addition, another regression
results demonstrated that the Islamic approach in HRM was highly and significantly
correlated to organizational commitment (Hashim, 2010). Therefore, hypothesis 6a is
supported.

In addition, the result shows that human resource management efficiency has
positive significant with human capital value. This indicates that improving employee
knowledge needs to have effective management in human resource. Following Lepak
and Snell (2002), it is appropriate that employees are selected based more on their
potential to learn (e.g. their cognitive capacities, aptitudes, and motivation) than on
their current knowledge, skills, and experience. When such a selection policy is applied,
the company is more likely to incorporate into the organization individuals who are
capable of learning the valuable and unique knowledge that is necessary for the firm’s
competitiveness (Subramaniam and Youndt, 2005), which in turn means to company
benefits greatly. Ridder and Henneke (2010) also agree on human resources management
which is a part of corporate management and one of its most important tasks. Managers
must provide the environment for human resource to contribute value of human
knowledge and establish processes and structures to lead employees to success. As
mentioned, it is clearly seen that respecting human asset as an equal business partner,
will lead to increase human capital value, capable competition and firm achievement in
the long run. Therefore, hypotheses 6b and 6¢ are supported.

However, the result of the relationship between long-term employee
commitment and firm survival (B34 =-0.081, p > 0.10) are found non-significant
influence. Based on the fact, although employees have long-term commitment to the
organization, there are some other necessary factors to consider of leaving their current

job, such as higher salary rates or, home distance with a new job. As consequence,
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employees leave current job even though they are happy with their work. Balabanova

et al., (2016) stated that currently in Russia the most tangible means of security for
employees is likely to be their wages. For instance, Fey (2005) revealed that Russian
middle managers are more interested in higher wages than their Swedish counterparts.
Upchurch et al., (2000) also examined the motivation of employees in Russia have also
found wage to be very important for job retention. This issue affects firm performance
because they lose quality workforce, so the company has to pay for the new staffs
training and may take some time to be ready for working potentially. Organization may
lose a chance of competition advantage which leads to decreasing growth rate of profits.
Twiname, Samujh and Rae (2011) found that generally new employees do not reach full
productivity within their first year of employment. This highlights the importance for
employers to retain new employees to maximize their returns on investment. Therefore,
hypothesis 7 is not supported.

On the other hand, the relationship between human capital value and firm
survival (B36=0.683, p < 0.01) are is found a positively significant result. Consistent
with previous researches revealed that human capital enhancement will result in greater
competitiveness and performance (Agarwala, 2003). Meantime, there is a significant
relationship between innovativeness and firm performance under the human capital
philosophy (Lumpkin and Dess, 2005). From an economic point of view, transaction-
costs indicate that firm gains a competitive advantage when they own firm-specific
resources that cannot be copied by rivals. Thus, as the uniqueness of human capital
increases, firm has an incentives to invest resources into its management and the aim to
reduce risks and capitalize on productive potentials. Hence, individuals need to enhance
their competency skills in order to be competitive in their organizations (Marimuthu,
Arokiasamy, lamail, 2009). Another study by Seleim, Ashour, and Bontis (2007)
analyzed on the relationship between human capital and organizational performance
of software companies. They found that the human capital indicators had a positive
association on organizational performances. It suggested that resources are valuable
when they allow improving effectiveness, capitalizing on opportunities and neutralizing
threats. In the context of effective management, value focuses on increasing profits in
comparison with the associated costs. In this sense, firm’s human capital can add value
if it contributes to lower costs, provides increased performances. Hence, hypotheses 8

is supported.
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For the control variables, firm capital has no positively significant relationship
with long-term employee commitment (29 =-0.239, p < 0.10), human capital value
(B32 =-0.183, p > 0.10), and firm survival (37 = 0.066, p > 0.10). Thus, the
consequence relationships of modern human resource accounting implementation
are not influenced by firm capital.

Likewise, firm age also illustrates no significant relationships with long-term
employee commitment (B30 =0.016, p > 0.10), human capital value (33 =-0.168,

p > 0.10), and firm survival (B38 =-0.075, p > 0.10). Therefore, the consequence
relationships of modern human resource accounting implementation are not influenced

by firm age.

The Relationships among the Antecedents, Modern Human Resource

Accounting Implementation, and Moderating Role of Growth Mindset

Figure 19 illustrates the relationships among five antecedent constructs:
sustainability vision, executive learning, transformational leadership, technology
change, and environmental uncertainty which are proposed in hypotheses 9a-e to 13a-e.
The relationships in each hypothesis are all proposed in a positive direction. These
hypotheses can be transformed into the regression equations in models 12 — 16.
Moreover, the moderating role of growth mindset is proposed to positively moderate
the relationships among antecedents and each of five dimensions of modern human
resource accounting implementation. The aforementioned relationships are presented in
hypotheses 19a-e to 23a-e. According to these hypotheses, the regression equations in

models 17 — 21 are developed.

~ Mahasarakham University



123

Figure 19: The Relationships among the Antecedents, Modern Human
Resource Accounting Implementation, and Moderating Role of

Growth Mindset

Growth Mindset
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The correlation among each dimension of modern human resource accounting
implementation, its antecedents, and growth mindset, are shown in Table 11. The
growth mindset and the antecedents were treated as independent variables which were
concerned about the multicollinearity problem. The results illustrate that the relationship
of growth mindset and the antecedents are comprised of sustainability vision, executive
learning, transformational leadership, technology change, and environmental uncertainty
which have a significant effect on independent variables. Accordingly, the result
exhibits the correlation coefficient among variables as 0.321-0.756 (p<0.01) which

does not exceed the critical value of 0.8 (Hair et al., 2010).
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Table 11: Descriptive Statistics and Correlation Matrix of Each Dimension of
Modern Human Resource Accounting Implementation, Its

Antecedents, and Growth Mindset

Correlations
Variables | FCP | FAG | HID |[HRM| HIN | HRR | HM | STV | EXL | TFL | GMS | TNC | EVU
o
Mean | N/A | N/A | 4.13 | 4.06 | 407 | 3.96 | 3.96 | 407 | 410 | 410 | 4.10 | 4.15 | 4.10
Std. N/A | N/A | 0.50 | 0.52 | 0.55 | 0.53 | 0.51 | 0.50 | 0.49 | 0.52 | 0.52 | 0.48 | 0.51
FCP 1
FAG 1857 1
HID .002| .006 1
HRM 008 | -.044|.749" 1
HIN -006| .000|.6107"|.598™ 1
HRR -017| -.031|.6377|.604™ | .601” 1
HMO -003| .049|.4947| 5747|5367 | .679” 1
STV -001| -.056|.514"" | 42777 | 424" | 430" | 557" 1
EXL -1241-1517|.3907 | 3507 | 426 | 3817 | 478" | 740" 1
TFL -051|-.139"| 332" | .4097" | 3937 | .334"" | .542""| 62477 | .698™" 1
GMS -.027]-.149"| 32177 | 36177 | 322" | 4177 | 494" | 616 | .604™" | 7217 1
TNC .050| -.039].45077 | 47177 | .400™ | 4107 | 489" | 55177 | 515 | .558"| 589" 1
EVU 015] -.100|.47077 | 4707 | 412" 489" | 4647 | 49877 | 4827 | 503" | 54777 | 756" 1

** p<0.01, *p<0.05

In detail, firstly, sustainability vision is correlated with human resource
identification (r = 0.517, p < 0.01), human resource measurement (r = 0.427, p < 0.01),
human resource investment (r = 0.424, p <0.01), human resource reporting (r = 0.430,
p <0.01), and human resource monitoring (r = 0.557, p < 0.01). Secondly, executive
learning is correlated with human resource identification (r = 0.390, p < 0.01), human
resource measurement (r = 0.350, p < 0.01), human resource investment (r = 0.426,

p <0.01), human resource reporting (r = 0.381, p <0.01), and human resource
monitoring (r = 0.478, p <0.01). Thirdly, transformational leadership has a positive
correlation with human resource identification (r = 0.332, p < 0.01), human resource
measurement (r = 0.409, p < 0.01), human resource investment (r = 0.393, p <0.01),
human resource reporting (r = 0.334, p <0.01), and human resource monitoring
(r=0.542, p <0.01). Fourth, technology change has a positive correlation with human

resource identification (r = 0.450, p < 0.01), human resource measurement (r = 0.471,
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p <0.01), human resource investment (r = 0.400, p < 0.01), human resource reporting
(r=0.410, p <0.01), and human resource monitoring (r = 0.489, p < 0.01). Lastly,
environmental uncertainty is correlated with human resource identification (r = 0.470,
p <0.01), human resource measurement (r = 0.470, p < 0.01), human resource
investment (r = 0.412, p <0.01), human resource reporting (r = 0.489, p <0.01), and
human resource monitoring (r = 0.464, p <0.01). These mean that the relationship of
those variables is independent of one another and without a multicollinearity problem
of this research. Moreover, the variance inflation factors (VIF) in equations 12 to 21
(Table 12) indicate the maximum value of 4.701. Since the VIF values are not more
than 10 (Hair et al., 2010; Stevens, 2002), therefore, the independent variables are not
correlated with others and the findings confirm that there is no multicollinearity

problem to analyze (Hair et al., 2010).
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Table 12: Results of Regression Analysis for the Effects of the Antecedent and Moderator on Modern Human Resource Accounting Implementation

Dependent Variables
Independent HID HRM HIN HRR HMO
Variables H9-13a H19-23a H9-13b H19-23b H9-13¢ H19-23¢ H9-13d H19-23d H9-13¢ H19-23¢
Equation 12 | Equation 17 | Equation 13 | Equation 18 | Equation 14 | Equation 19 | Equation 15 | Equation 20 | Equation 16 | Equation 21

STV 0.400%** 0.420%** 0.215%* 0.233** 0.131 0.166* 0.222%* 0.157* 0.299%** 0.272%**
(0.088) (0.089) (0.091) (0.093) (0.093) (0.096) (0.091) (0.092) (0.083) (0.085)
EXL -0.015 -0.070 -0.101 -0.164 0.162 0.094 0.062 0.063 -0.031 -0.036
(0.095) (0.096) (0.098) (0.101) (0.100) (0.105) (0.098) (0.100) (0.089) (0.092)

TFL -0.081 -0.076 0.145* 0.145 0.078 0.095 -0.027 -0.126 0.274%** 0.208**
(0.084) (0.090) (0.086) (0.94) (0.088) (0.098) (0.086) (0.094) (0.078) (0.086)
TNC 0.093 0.091 0.159* 0.110 0.058 0.032 -0.008 -0.080 0.089 0.097
(0.092) (0.092) (0.095) (0.096) (0.097) (0.100) (0.095) (0.096) (0.086) (0.088)

EVU 0.253%** 0.299*** 0.220%* 0.270%** 0.192%* 0.2327%* 0.371%** 0.393*** 0.138* 0.157*
(0.087) (0.086) (0.090) (0.089) (0.092) (0.093) (0.090) (0.089) (0.082) (0.082)
GMS -0.053 -0.002 -0.056 0.224%* 0.056
(0.088) (0.092) (0.095) (0.091) (0.084)

STV*GMS 0.314%** 0.326%** 0.250%** 0.190** 0.166**
(0.087) (0.091) (0.094) (0.091) (0.083)
EXL*GMS -0.087 -0.160 -0.222%* 0.087 -0.054
(0.094) (0.098) (0.102) (0.098) (0.090)
TFL*GMS -0.103 0.035 0.080 -0.040 -0.066
(0.078) (0.082) (0.085) (0.081) (0.075)

TNC*GMS 0.017 -0.125 -0.021 -0.131 0.162%*
(0.083) (0.086) (0.090) (0.086) 0.079)

EVU*GMS -0.144* -0.047 -0.094 -0.047 -0.124*
0.077) (0.081) (0.084) (0.080) 0.074)
FCP -0.052 -0.120 -0.065 -0.419 0.003 -0.082 -0.053 -0.064 -0.054 -0.090
(0.148) (0.146) (0.153) (0.152) (0.157) (0.158) (0.154) (0.152) (0.139) (0.140)

FAG 0.112 0.017 0.013 -0.061 0.150 0.086 0.064 0.055 0.281%* 0.295**
(0.135) (0.135) (0.139) (0.141) (0.143) (0.146) (0.140) (0.140) (0.127) (0.129)
Adjust R? 0.312 0.367 0.271 0.305 0.233 0.249 0.264 0.309 0.394 0.414
Maximum VIF 2.898 4.701 2.898 4.701 2.898 4.701 2.898 4.701 2.898 4.701

Beta coefficients with standard errors in parenthesis, *** p <0.01, **. p <0.05, * p < 0.10
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The results of regression analysis are explained in Table 12. Firstly, the results
indicated that sustainability vision is playing a critical role in enhancing throughout
all dimensions of modern human resource accounting implementation. The result
illustrated significant positively relationships among sustainability vision, human
resource identification (f91= 0.400, p <0.01; B126 = 0.420, p < 0.01), human resource
measurement (f98 = 0.215, p <0.05; 139 = 0.233, p < 0.05), human resource investment
(B105=0.131, p>0.10; B152 =0.166, p < 0.10), human resource reporting (f112= 0.222,
p <0.05; 165 =0.157, p <0.10), and human resource monitoring (f119 = 0.299,
p<0.01; B178 =0.272, p <0.01). This result illustrated that the higher vision take, the
better overall picture see, also able to analyze business trend clearer, and increasing the
capacity of firm strategic setting. So higher vision could see things which are benefit for
business before others like adopting voluntary accounting which has been constantly
interested to intellectual assets. An evidence research recently recommended that for
Nigeria to achieve vision 2020 and be globally competitive, there is the need to value
and incorporate human resources in financial statements of private and public sector
organizations. All relevant and concerned authorities should also look into coming up
with financial reporting standard(s) on human resource activities. In addition, reflecting
human assets in finance is a reflection of the value placed on human assets, and could
be viewed as a step in the right direction towards achieving vision 2020, since human
capital is a critical success factor for vision in the future realization/actualization
(Wahab, 2014). Furthermore, the collection of data and information to monitor progress,
formulation of operational goals, which will break down the overall vision to working
guide and the monitoring of implementation activities for delivery of this vision, are all
largely dependent on carefully selected, qualified and motivated personnel (Michael,
2014). Human resource accounting reports the human resource management activities
through finance. Financial statements are one of the media through which companies
communicate performance to investors. Investors in taking decisions assess how a
company is performing (Enofe et al, 2013). Therefore, hypotheses 9a - 9e are
supported.

Unlike executive learning, the second antecedent of the model, the regression
results show that executive learning has no significant relationship with all dimensions

of modern human resource accounting implementation which include; human resource
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identification (f92 = -0.015, p > 0.10; 127 = -0.070, p > 0.10), human resource
measurement (99 =-0.101, p > 0.10; 140 = -0.164, p > 0.10), human resource
investment (f106 = 0.162, p > 0.10; B153 = 0.094, p > 0.10), human resource reporting
(B113=0.062, p> 0.10; B166 = 0.063, p > 0.10), and human resource monitoring
(B120 =-0.031, p> 0.10; B179 =-0.036, p > 0.10). Although implementing of modern
human resource accounting is a good idea, but perhaps current accounting systems of
organization may be not support to adopt modern human resource accounting or there
is some limitations in accounting structure of organization which is not flexible for
adopting human resource accounting. United Nation (2000) stated that an accounting
systems that was inappropriately imposed would probably not be used for decision-
making. Chamisa (2000) claims that in situations where differences exist in the social,
cultural and economic practices among countries, the significance of accounting
systems would adapt alignment with business strategy. Therefore, hypotheses 10a -
10e are not supported.

Thirdly, transformational leadership has a positive significant relationship with
human resource measurement (3100 = 0.145, p <0.10; f141=0.145, p > 0.10), and
human resource monitoring (121 =0.274, p < 0.01; B180 = 0.208, p < 0.05). As HRA
has been known since 1960, the initial concept of human resource accounting involves
three dimensions consist of; identifying (AAA, 1970), measuring (Likert, 1960;
Flamholtz, 1968), and investing (Gupta, 1991) of people in an organization. Later the
development phase of reporting (Danaei et al., 2014) and monitoring (Hossain, Akhter,
and Sadia, 2014) in people has been adapted in order to cover accounting aspects as
monitoring in people is an essential procedure to make sure that flaw in working has
been improved. Therefore, transformational leadership would stimulate organization to
utilize monitoring in human resource because it is a new process which general leader
maybe not emphasis on it. Thus, hypothesis 11e is supported. On the other hand,
although measurement is not a new concept of human resource accounting, but this
aspect of measurement in human resource has remained developing continuously.
Recently, research of Arkan (2016) summarize the important models for measurement
of human resource accounting from the past to present which can be divided into four
models; historical cost model, replacement cost model, opportunity cost model, and

government contribution model. This implies that measurement in human resource has
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been utilized and developed continuously, thus transformational leadership will not
refuse to motivate organizational employees adapt this updated concept accord with
situation. Thus, hypothesis 11b is supported.

However, the finding also exhibited that transformational learning has no
significant influence on human resource identification (93 =-0.081, p > 0.10; 128 =-0.074,
p > 0.10), human resource investment (107 = 0.078, p > 0.10; 154 = 0.095, p > 0.10),
and human resource reporting ($114 =-0.027, p > 0.10; f167 = -0.126, p > 0.10). It can
be explained that as mention above, identifying (AAA, 1970) and investing (Gupta,
1991) in people of organization are an initial phases of human resource accounting
which is a basic concept. So transformational leadership may be not need to highlight
on the general style which may not make any new change for organization. Thus
hypotheses 11a, and 11c are not supported. For reporting, it may be possible in a case
of Thailand as generally registered companies follow standard of accounting principle.
Because of human resource accounting which is voluntary accounting, the reporting
platform has remained not cleared. Thus, the Thai company which has transformational
leadership may be take carefulness in human resource reporting because either over
or under disclosure may be leads to unexpected results for organization. Rahaman,
Hossain, and Akter (2013) shows the main obstacle for reporting human capital
externally is that the information reported could be sensitive to the reporting companies
and regarded as something that should not be shared externally because of the
information may give important insight to competitors or could lead to a negative
interpretation on the part of the various stakeholders. Thus, hypothesis 11d is not
supported.

Fourthly, technology change has no significant influence among human
resource identification (94 = 0.093, p > 0.10; B129 = 0.091, p > 0.10), human resource
investment (B108 = 0.058, p > 0.10; B155 = 0.032, p > 0.10), human resource reporting
(B115=-0.008, p> 0.10; B168 =-0.080, p > 0.10), and human resource monitoring
(B122=0.089, p> 0.10; B181 = 0.097, p > 0.10). However, there is no significant
relationship among human resource identification, human resource investment, and
human resource reporting, human resource monitoring. This can be explained that in
Thailand context, technology implementing generally support for principal accounting

standard such as accounting software, whereas voluntary accounting seems rarely be
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served by technology. Thus, the procedures of accounting mainly reply by human
determination. In addition, human resource accounting remain a new issue for
organizations especially in Thailand context, thus technology utilization in voluntary
accounting may be not support efficiently, need to be considered by top manager teams
in organization for investment and monitoring in human resource, lead to not effect

on technology change. Duchdara (2013) revealed that accountants had opinion on
accounting policies on conservatism at high level and emphasis on revenue recognition
based on benefits occurred, and it shall be accurate and adequate which could be
reliably measured. In addition, in technology aspect, the accountants considered
personal roles for practice more than technology. This is because accounting practice
needs to be considered with conservatism, rely on experienced people for decision
making as human resource accounting has remained unclear of accounting regulations.
Therefore, hypotheses 12a, 12¢, 12d and 12e are not supported. On the contrary,
the result shows the significant influence of technology change on human resource
measurement (101 =0.159, p <0.10; f142 = 0.110, p > 0.10). This is because
generally the methods of measurement in human resource is calculated by mathematic
formulas which quite complicate. Thus, technology could facilitate calculation in
complicated methods to be easier understanding. Caudron (2003), has observed

that technology can automate other routine tasks such as payroll processing, and
transactional activities, so that human resource professionals are free to focus on more
strategic matters such as boosting productivity. In addition, when there is technology
changing, there always improving level of technology capacity, thus modern technology
adaptation would enhance measurement methods for human resource, leads to value of
human resource more accurate. Ngai and Wat (2006) stated that one of the technology
benefit with human resource function is the improvement of accuracy. Thus,
hypothesis 12b is supported.

Lastly, the finding of hypotheses 13a-13e demonstrates that environmental
uncertainty has a positive significant relationship with all dimensions of modern human
resource accounting implementation. This finding facilitates the notion that uncertainty
in the environment affects information needs, thus the more consuming related-business
information is, the more decision making is accurate. As these information used in

making decisions, allocating resources, monitoring, evaluating, and rewarding
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performance (Atkinson, et al., 2012). One critical role of management involves
designing or selecting alternative approaches that reduce the adverse impact of
environmental uncertainties on an organization’s ability to survive and prosper. When
faced with uncertainty about the supply of a key resource, such as labor, organizational
managers may take steps to conserve existing supplies or seek substitutes that are in
greater supply (Blum et al., 1994). Organizations must deal with an environment
including such actors as suppliers, customers, competitors and the government (Pagell
et al. 2000). In sum, environmental uncertainty is an imperative issue that strategy
implementing is needed for ready responding with unpredictable change. As a result,
hypotheses 13a — 13e are supported.

For the control variables, firm capital has no significant relationship among
the antecedent variables with human resource identification (96 = -0.052, p > 0.10),
human resource measurement (103 =-0.065, p > 0.10), human resource investment
(B110 =0.003, p > 0.10), human resource reporting (117 =-0.053, p > 0.10), and
human resource monitoring (f124 =-0.054, p > 0.10). So, the relationship among
modern human resource accounting implementation’s dimensions and its antecedents
are not influenced by firm capital.

Likewise, firm age illustrates no significant relationships with human resource
identification (97 = 0.112, p > 0.10), human resource measurement (3104 = 0.013,

p > 0.10), human resource investment (f111 = 0.150, p > 0.10), human resource
reporting (B118 = 0.064, p > 0.10). So, the relationship among modern human resource
accounting implementation’s dimensions and its antecedents are not influenced by
firm capital. However, firm age has a positive relationship with and human resource
monitoring (B125 = 0.281, p < 0.05). Consequently, the relationship between the
antecedents of modern human resource accounting implementation and human
resource monitoring is influenced by firm age.

In summary, the finding illustrated that some of antecedents have a positive
relationship among each dimension of modern human resource accounting implementation.
Moreover, firm capital and firm age show no significant influences on all of the
relationships between the antecedents and strategic innovation capability, except

relationship between firm age and human resource monitoring. Next, there is included
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the moderating role of growth mindset to stimulate the relationship between antecedent

constructs and modern human resource accounting implementation.

The Moderating Role of growth mindset

The findings in Table 10 illustrate the moderating effects of growth mindset on
the relationships among the five antecedents comprising sustainability vision, executive
learning, transformational leadership, technology change, environmental uncertainty on
modern human resource accounting implementation. The result and discussion on
hypotheses testing are as follows.

Firstly, growth mindset shows positive significant influencing on the
relationship between sustainability vision and all of five dimensions of modern human
resource accounting implementation; human resource identification (132 = 0.314,

p <0.01), human resource measurement (145 = 0.326, p < 0.01), human resource
investment (B158 = 0.250, p < 0.01), human resource reporting (171 = 0.190, p <0.05),
and human resource monitoring (f184 = 0.166, p <0.05). It is probably because growth
mindset which is supported by long-term vision maybe considers that doing human
resource accounting would be beneficial for organizations in the long run. Thus, doing
human resource accounting for fully dimensions includes the classification of human
resources in the monetary term, calculation of the operational activities accurately,
allocation budgets adequacy, report of employee’s performance, and controlling training
processes commonly. These methods could help serving useful information related
decision making of organizations. Therefore, hypothesis 19a - 19e are supported.

Secondly, the moderating of growth mindset shows inverse result on the
relationship between executive learning and all of five dimensions of modern human
resource accounting implementation; human resource identification (133 =-0.087,

p > 0.10), human resource measurement (146 = -0.160, p > 0.10), human resource
investment (B159 =-0.222, p < 0.05), human resource reporting (f172 = 0.087,

p > 0.05), and human resource monitoring (B185 = -0.054, p > 0.10). It is possible
that companies with good mindset want to make companies progress. However, if
executives focus more on other issues such as producing high financial performance,

marketing explanation, or increasing customer target group etc. As a result, the
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importance of voluntary accounting like human resource accounting would be ignored.
Therefore, hypotheses 20a - 20e are not supported.

Thirdly, growth mindset also misfire to moderate the relationship between
transformational leadership and all of five dimensions of modern human resource
accounting implementation; human resource identification (134 =-0.103, p > 0.10),
human resource measurement (147 = 0.035, p > 0.10), human resource investment
(B160 = 0.080, p > 0.10), human resource reporting (f173=-0.040, p > 0.10), and
human resource monitoring (186 =-0.066, p > 0.10). It can be explained that in
Thailand context under intense market competition, manager who has transformational
leadership style will try to improve organization in various dimensions. However,
organization perceive that HRA is important tool, but HRA is not the main point to
push company meet the growth of organization rapidly. Thus, manager who has
transformational leadership style with growth mindset, may give priority to other action
not HRA implementation such as increasing sale volume, expanding customer target
group etc. Therefore, hypotheses 21a - 21e are not supported.

Fourthly, the insignificant results of growth mindset on the relationship among
technology change, human resource identification (135 = 0.017, p > 0.10), human
resource measurement (f148 =-0.125, p > 0.10), human resource investment (f161 = -
0.021, p > 0.10), and human resource reporting (174 = -0.131, p > 0.10) This finding
implies that growth mindset of organization focus on advancing enterprise development
may consider that doing alternative accounting like a human resource accounting in
multi dimensions result high cost for initial step. So the company which has limited
funding like Small and medium size of business may require thoroughly consideration
on cost and benefits of doing human resource accounting as well as waiting for the
opportunity of technology to evolve till reach the confident level that can support a
new concept of accounting. For this reason, hypotheses 22a - 22d are not supported.
Nevertheless, the result shows the positive significant effect on human resource
monitoring (B187 = 0.162, p < 0.05). However, the business will grow steadily, need to
monitor on people to ensure that personnel have sufficient potential and ready for the
development of the organization to move forward sustainably. Therefore, the growth
mindset will help to support the technology deployed in tandem with human resource

controlling. Thus, hypotheses 22e is supported.

~ Mahasarakham University



134

Lastly, in hypotheses 23a — 23e, the non-significant moderating effect of
growth mindset are also found on the positively significant relationship among
environmental uncertainty, human resource measurement (149 =-0.047, p > 0.10),
human resource investment (f162 =-0.094, p > 0.10), and human resource reporting
(B197 =-0.047, p > 0.10), whereas human resource identification (136 =-0.144,

p <0.10), and human resource monitoring (f188 = -0.124, p < 0.10) are found negative
significant outcome. It may be because environment is changing rapidly, some people
who are likely to work dishonest way and use evasion methods result monitoring
difficulty. In addition, the environmental uncertainty in business has increased
intensely, so that the company struggled in order to survival. Therefore, firm mindset
has focused more on survival rather than the focus on monitoring the work of the
people in the organization, not even measuring and reporting on people. Mindset of
organization may perceive as a worthless investment as comparing to benefits. In
addition, environmental uncertainty may cause difficulty of identifying human resource
in monetary term, especially with the accounting concept that standard has remained
unclear. Therefore, hypotheses 23a - 23e are not supported.

For the control variables, firm capital has no significant influences on the
moderating effect of growth mindset on the relationship among modern human resource
accounting implementation’s antecedents, human resource identification (8137 = -0.120,

p > 0.10), human resource measurement (150 =-0.419, p > 0.10), human resource
investment ($163 = -0.082, p > 0.10), human resource reporting (f176 = -0.064, p > 0.10),
and human resource monitoring (B189 =-0.090, p > 0.10). Thus, the moderating effect
of growth mindset on the relationship among modern human resource accounting
implementation’s dimensions and its antecedent are not influenced by firm capital.

Moreover, firm age also illustrates no significant influences on the moderating
effect of growth mindset on the relationship among modern human resource accounting
implementation’s antecedents, human resource identification (3138 =0.017, p > 0.10),
human resource measurement (B151 =-0.061, p > 0.10), human resource investment
(B164 = 0.086, p > 0.10), and human resource reporting (f177 = 0.055, p > 0.10).
However, firm age has a positive influenced on the relationship between modern human
resource accounting implementation’s antecedents and human resource monitoring

(B190 =0.295, p < 0.05). Therefore, the moderating effect of growth mindset on the
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relationship between modern human resource accounting implementation’s antecedents

and human resource monitoring is affected by firm age.

Summary

This chapter presents ordinary regression analysis in this research which
consisted of two main sections. The first section indicates the respondent and sample
characteristics in frequency and percentage. The correlations among all variables are
analyzed and are presented as a correlation matrix. The descriptive statistics, mean and
standard deviation are exhibited in this section. Another section highlights the results
and discussions of hypotheses testing. The results reveal that human resource
identification, and human resource monitoring (dimensions 1 and 5 respectively) are
essential determinants to yield superior result of long-term employee commitment,
human resource management efficiency, human capital value, and firm survival.
Interestingly, human resource measurement (dimension 2) on the outcomes is
meaningful to four out of five consequences; long-term employee commitment,
human resource management efficiency, and firm survival, except human value capital.
Similarly, human resource investment (dimension 3) also shows no significant result on
long-term employee commitment while other does. On the other hand, human resource
reporting has no relationship with all the consequences. In addition, the moderating role
of governance culture has a positive significant influence only on the relationship
between human resource monitoring and long-term employee commitments.

As to antecedents, sustainability vision and environmental uncertainty
are the top two most influential determinants of modern human resource accounting
implementation. Furthermore, the moderating role of growth mindset shows positive
significant influences on the relationships between sustainability vision and all five
dimensions of modern human resource accounting implementation.

In conclusion, the results of 23 hypotheses testing showed seven fully
supported hypotheses (hypotheses 1, 5, 6, 8, 9, 13, and 19), four partially-supported
hypotheses (hypotheses 3, 11, 12, and 18) and twelve unsupported hypotheses
(hypotheses 2, 4, 7, 10, 14, 15, 16, 17, 20, 21, 22, 23). The summary of the results
of hypotheses testing are presented in Table 13 below.
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Table 13: Summary of the Results of Hypothesis Testing

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Human resource identification will have a positive | Supported
la: influence on long-term employee commitment.
Hypothesis | Human resource identification will have a positive | Supported
1b: influence on human resource management
efficiency.
Hypothesis | Human resource identification will have a positive | Supported
Ic: influence on human capital value.
Hypothesis | Human resource identification will have a positive | Supported
1d: influence on firm survival.
Hypothesis | Human resource measurement will have a positive | Supported
2a: influence on long-term employee commitment.
Hypothesis | Human resource measurement will have a positive | Supported
2b: influence on human resource management
efficiency.
Hypothesis | Human resource measurement will have a positive Not
2c: influence on human capital value. Supported
Hypothesis | Human resource measurement will have a positive | Supported
2d: influence on firm survival.
Hypothesis | Human resource investment will have a positive Not
3a: influence on long-term employee commitment. Supported
Hypothesis | Human resource investment will have a positive Supported
3b: influence on human resource management
efficiency.
Hypothesis | Human resource investment will have a positive Supported
3c: influence on human capital value.
Hypothesis | Human resource investment will have a positive Not
3d: influence on firm survival. Supported
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Human resource reporting will have a positive Not
4a: influence on long-term employee commitment. Supported
Hypothesis | Human resource reporting will have a positive Not
4b: influence on human resource management Supported
efficiency.
Hypothesis | Human resource reporting will have a positive Not
4c: influence on human capital value. Supported
Hypothesis | Human resource reporting will have a positive Not
4d: influence on firm survival. Supported
Hypothesis | Human resource monitoring will have a positive Supported
Sa: influence on long-term employee commitment.
Hypothesis | Human resource monitoring will have a positive Supported
Sb: influence on human resource management
efficiency.
Hypothesis | Human resource monitoring will have a positive Supported
5c: influence on human capital value.
Hypothesis | Human resource monitoring will have a positive Supported
5d: influence on firm survival.
Hypothesis | Human resource management efficiency will have | Supported
6a: a positive influence on long-term employee
commitment.
Hypothesis | Human resource management efficiency will have | Supported
6b a positive influence on human capital value.
Hypothesis | Human resource management efficiency will have | Supported
6¢: a positive influence on firm survival.
Hypothesis | Long-term employee commitment will have a Not
7: positive influence on firm survival. Supported
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Human capital value will have a positive influence | Supported
8: on firm survival.

Hypothesis | Sustainability vision will have a positive influence | Supported
9a: on human resource identification.

Hypothesis | Sustainability vision will have a positive influence | Supported
Ob: on human resource measurement.

Hypothesis | Sustainability vision will have a positive influence Not
9c: on human resource investment. Supported

Hypothesis | Sustainability vision will have a positive influence | Supported
9d: on human resource reporting.

Hypothesis | Sustainability vision will have a positive influence | Supported
Oe: on human resource monitoring.

Hypothesis | Executive learning will have a positive influence Not
10a: on human resource identification. Supported

Hypothesis | Executive learning will have a positive influence Not
10b: on human resource measurement. Supported

Hypothesis | Executive learning will have a positive influence Not
10c: on human resource investment. Supported

Hypothesis | Executive learning will have positive influence on Not
10d: human resource reporting. Supported

Hypothesis | Executive learning will have a positive influence Not
10e: on human resource monitoring. Supported

Hypothesis | Transformational leadership will have a positive Not
I1a: influence on human resource identification. Supported

Hypothesis | Transformational leadership will have a positive Supported
11b: influence on human resource measurement.

Hypothesis | Transformational leadership will have a positive Not
Ilc: influence on human resource investment. Supported
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results

Hypothesis | Transformational leadership will have a positive Not
11d: influence on human resource reporting. Supported

Hypothesis | Transformational leadership will have a positive Supported
Ile: influence on human resource monitoring.

Hypothesis | Technology change will have a positive influence Not
12a: on human resource identification. Supported

Hypothesis | Technology change will have a positive influence | Supported
12b: on human resource measurement.

Hypothesis | Technology change will have a positive influence Not
12¢: on human resource investment. Supported

Hypothesis | Technology change will have a positive influence Not
12d: on human resource reporting. Supported

Hypothesis | Technology change will have a positive influence Not
12e: on human resource monitoring. Supported

Hypothesis | Environmental uncertainty will have a positive Supported
13a: influence on human resource identification.

Hypothesis | Environmental uncertainty will have a positive Supported
13b: influence on human resource measurement.

Hypothesis | Environmental uncertainty will have a positive Supported
13c: influence on human resource investment.

Hypothesis | Environmental uncertainty will have a positive Supported
13d: influence on human resource reporting.

Hypothesis | Environmental uncertainty will have a positive Supported
13e: influence on human resource monitoring.

Hypothesis | Governance culture positively moderates the Not
14a: relationship between human resource identification | Supported

and long-term employee commitment will be by.

Hypothesis | Governance culture positively moderates the Not

14b: relationship between human resource identification | Supported

and human resource management efficiency.
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Governance culture positively moderates the Not
l4c: relationship between human resource identification Supported
and human capital value.
Hypothesis | Governance culture positively moderates the Not
14d: relationship between human resource identification Supported
and firm survival.
Hypothesis | Governance culture positively moderates the Not
15a: relationship between human resource measurement Supported
and long-term employee commitment.
Hypothesis | Governance culture positively moderates the Not
15b: relationship between human resource measurement Supported
and human resource management efficiency.
Hypothesis | Governance culture positively moderates the Not
15¢: relationship between human resource measurement Supported
and human capital value.
Hypothesis | Governance culture positively moderates the Not
15d: relationship between human resource measurement Supported
and firm survival.
Hypothesis | Governance culture positively moderates the Not
16a: relationship between human resource investment Supported
and long-term employee commitment.
Hypothesis | Governance culture positively moderates the Not
16b: relationship between human resource investment Supported
and human resource management efficiency.
Hypothesis | Governance culture positively moderates the Not
16c¢: relationship between human resource investment Supported

and human capital value.
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Governance culture positively moderates the Not
16d: relationship between human resource investment Supported
and firm survival.
Hypothesis | Governance culture positively moderates the Not
17a: relationship between human resource reporting and | Supported
long-term employee commitment.
Hypothesis | Governance culture positively moderates the Not
17b: relationship between human resource reporting and Supported
human resource management efficiency.
Hypothesis | Governance culture positively moderates the Not
17¢: relationship between human resource reporting and Supported
human capital value.
Hypothesis | Governance culture positively moderates the Not
17d: relationship between human resource reporting and Supported
firm survival.
Hypothesis | Governance culture positively moderates the Supported
18a: relationship between human resource monitoring
and long-term employee commitment.
Hypothesis | Governance culture positively moderates the Not
18b: relationship between human resource monitoring Supported
and human resource management efficiency.
Hypothesis | Governance culture positively moderates the Not
18c: relationship between human resource monitoring Supported
and human capital value.
Hypothesis | Governance culture positively moderates the Not
18d: relationship between human resource monitoring Supported

and firm survival.
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Growth mindset positively moderates the Supported
19a: relationship between sustainability vision and
human resource.
Hypothesis | Growth mindset positively moderates the Supported
19b: relationship between sustainability vision and
human resource measurement.
Hypothesis | Growth mindset positively moderates the Supported
19c¢: relationship between sustainability vision and
human resource investment.
Hypothesis | Growth mindset positively moderates the Supported
19d: relationship between sustainability vision and
human resource reporting.
Hypothesis | Growth mindset positively moderates the Supported
19e: relationship between sustainability vision and
human resource monitoring.
Hypothesis | Growth mindset positively moderates the Not
20a: relationship between executive learning and human Supported
resource identification.
Hypothesis | Growth mindset positively moderates the Not
20b: relationship between executive learning and human Supported
resource measurement.
Hypothesis | Growth mindset positively moderates the Not
20c: relationship between executive learning and human | Supported
resource investment.
Hypothesis | Growth mindset positively moderates the Not
20d: relationship between executive learning and human Supported

resource reporting.
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Growth mindset positively moderates the Not
20e: relationship between executive learning and human Supported
resource monitoring.
Hypothesis | Growth mindset positively moderates the Not
2la: relationship between transformational leadership Supported
and human resource identification.
Hypothesis | Growth mindset positively moderates the Not
21b: relationship between transformational leadership Supported
and human resource measurement.
Hypothesis | Growth mindset positively moderates the Not
2lc: relationship between transformational leadership Supported
and human resource investment.
Hypothesis | Growth mindset positively moderates the Not
21d: relationship between transformational leadership Supported
and human resource reporting.
Hypothesis | Growth mindset positively moderates the Not
2le: relationship between transformational leadership Supported
and human resource monitoring.
Hypothesis | Growth mindset positively moderates the Not
22a: relationship between technology change and Supported
human resource identification.
Hypothesis | Growth mindset positively moderates the Not
22b: relationship between technology change and Supported
human resource measurement.
Hypothesis | Growth mindset positively moderates the Not
22¢: relationship between technology change and Supported

human resource investment.
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Table 13: Summary of the Results of Hypothesis Testing (Continued)

Hypotheses Description of Hypothesized Relationships Results
Hypothesis | Growth mindset positively moderates the Not
22d: relationship between technology change and Supported
human resource reporting.
Hypothesis | Growth mindset positively moderates the Supported
22e: relationship between technology change and
human resource monitoring.
Hypothesis | Growth mindset positively moderates the Not
23a: relationship between environmental uncertainty Supported
and human resource identification.
Hypothesis | Growth mindset positively moderates the Not
23b: relationship between environmental uncertainty Supported
and human resource measurement.
Hypothesis | Growth mindset positively moderates the Not
23c: relationship between environmental uncertainty Supported
and human resource investment.
Hypothesis | Growth mindset positively moderates the Not
23d: relationship between environmental uncertainty Supported
and human resource reporting.
Hypothesis | Growth mindset positively moderates the Not
23e: relationship between environmental uncertainty Supported

and human resource monitoring.

=7 Mahasarakham University



CHAPTER V

CONCLUSION

The previous chapter reveals the results and discussions that involve
respondent characteristics and descriptive statistics, correlation analysis, and hypotheses
testing and results. Therefore, this chapter aims to describe the over view of all findings,
comprising the summary of the findings and hypothesis testing, theoretical and
managerial contributions; and then concludes with a discussion of the research and

directions for future research.

Summary of Results

This research investigates the relationships among modern human resource
accounting implementation, long-term employee commitment, human resource
management efficiency, human capital value, and firm survival in the ICT business in
Thailand. The newly proposed dimensions of modern human resource accounting
implementation are comprised of human resource identification, human resource
measurement, human resource investment, human resource reporting, and human
resource monitoring. Through the mediating effect of long-term employee commitment,
human resource management efficiency, and human capital value, these relationships
were investigated alongside the moderating role of governance culture. Meanwhile,
sustainability vision, executive learning, transformational learning, technology change,
and environmental uncertainty are assigned as the antecedents of modern human
resource accounting implementation. Moreover, growth mindset is designed to
moderate the relationships among the antecedents and each of five dimensions of
modern human resource accounting implementation.

The key research question of this research is “how does modern human
resource accounting implementation influence firm survival?”. In details, there are
seven specific research questions as follows: 1) How does each of five dimensions of
modern human resource accounting implementation (human resource identification,

human resource measurement, human resource investment, human resource reporting,
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and human resource monitoring) relate to long-term employee commitment, human
resource management efficiency, human capital value, and firm survival? 2) How do
human resource management efficiency relate to long-term employee commitment,
human capital, and value firm survival? 3) How does long-term employee commitment
relate to firm survival? 4) How does human capital value relate to firm survival? 5)
How does governance culture moderate the influence of each of five dimensions of
modern human resource accounting implementation on long-term employee
commitment, human resource management efficiency, human capital value, and firm
survival? 6) How do sustainability vision, executive learning, transformational learning,
technology change, and environmental uncertainty have an impact on each of five
dimensions of modern human resource accounting implementation? and, 7) How does
growth mindset moderate the influence of sustainability vision, executive learning,
transformational learning, technology change, and environmental uncertainty on each of
five dimensions of modern human resource accounting implementation?

In this research, three theories were integrated in explaining the relationship and
phenomena that are found in the research; namely, the Contingency Theory,
Stakeholder Theory, and Human Capital Theory. For the investigation, the ICT
businesses in Thailand are selected as the population due to knowledge-based firms
like ICT businesses need to focus on how well human resource can be developed. The
population sample of this research is provided by Thailand ICT’s Industry Directory
2015 under the Ministry of Information and Communication Technology, accessed on
March 11, 2017. For the data collection, the self-administrated questionnaire was
employed to gather the data. Thus, 1,054 questionnaires were sent to either accounting
executives or accounting managers, the key informants of Thai ICT businesses. The
mail survey resulted in 225 returned mailings with 222 usable; 22.60% response rate.
Besides, the research instrument was developed from previous research and literature
reviews. To evaluate, all measures of the scale are considered appropriate for further
analysis and are accepted for validity and reliability via a pre-test. Statistics used in this
research were applied to multiple regression analysis for hypothesis testing.

According to the specific research question, the findings indicate that human
resource identification and human resource monitoring have positive relationships with

all of its consequences (long-term employee commitment, human resource management
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efficiency, human capital value, and firm survival), whereas human resource reporting
does not. Moreover, human resource investment has a positive relationship with three
out of four consequences except long-term employee commitment. Interestingly, human
resource measurement has a negative result with long-term employee commitment,
human resource management efficiency, and firm survival. Thus, the relationships
among each dimension of modern human resource accounting implementation and its
consequences.

The findings also illustrate that human resource management efficiency has
a significant positive effect on all its consequences (long-term employee commitment,
human capital value, and firm survival). Furthermore, human capital value has a
significant, positive effect on firm survival, while long-term employee commitment
does not. For the moderating effect of governance culture, the results reveal that
governance culture plays a significant moderating role only on the relationships
between human resource monitoring and long-term employee commitment.

In terms of the relationships among the antecedents and modern human
resource accounting implementation, the findings illustrated that sustainability vision
and environmental uncertainty have a significant positive effect on all of modern human
resource accounting implementation dimensions whereas executive learning does not.
However, transformational leadership shows a significant positive effect on human
resource measurement and human resource monitoring. Interestingly, technology
change has a significant positive effect only on human resource measurement.

In addition, the moderating role of growth mindset has shown a significant
moderating effect on the relationships between sustainability vision and all of modern
human resource accounting implementation dimensions. On the other hand, the
moderating role of growth mindset fails to show a positive significant effect on the
relationship of executive learning, transformational learning, and environmental
uncertainty to all of modern human resource accounting implementation dimensions.
For technology change, the moderating of growth mindset shows a positive significant
enhancing only on the relationship between technology change and human resource
monitoring.

In conclusion, it is clear that modern human resource accounting

implementation is essential for survival of business. In particular, human resource
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identification, human resource investment, and human resource monitoring seem to be

the key components of modern human resource accounting implementation which lead

to the increment in long-term employee commitment, human resource management

efficiency, human capital value, and firm survival. In addition, sustainability vision and

environmental uncertainty are two of the most important factors that determine modern

human resource accounting implementation. Accordingly, the summary of all research

questions and results is included in Table 14 and Figure 20 below.

Table 14: Summary of the Results and Conclusions of All Hypotheses Testing

Research Questions Hypothesis Results Conclusions
(1) How does each of ® Human resource Partially
five dimensions of identification and human supported
modern human resource Hypotheses | resource monitoring have
accounting 1-5a the positive relationships
implementation relate to 1-5b with all of its
long-term employee 1-5¢c and consequences whereas,
commitment, human 1-5d human resource reporting

resource management
efficiency, human capital

value, and firm survival?

and human resource
measurement do not.

® Human resource
investment has the
positive relationships with
some of its consequences
(human resource
management efficiency,
human capital value, and

firm survival).
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Table 14: Summary of the Results and Conclusions of All Hypotheses Testing

(Continued)

Research Questions Hypothesis Results Conclusions
2) How does human Hypotheses ® Human resource Fully
resource management 6a management efficiency supported
efficiency relate to long- 6b and has a significant positive
term employee 6¢ effect on all of its
commitment, human consequences.
capital value, and firm
survival?

3) How does long-term Hypothesis ® Long-term employee Not
employee commitment 7 commitment has no a supported
relate to firm survival? significant positive effect

on firm survival.
4) How does human Hypothesis ® Human capital value Fully
capital value relate to 8 has a significant positive supported
firm survival? effect on firm survival.
5) How does governance Hypotheses ® The moderating role Partially
culture moderate the 14-18a of governance culture has supported
influence of each of five 14-18b a significant positive
dimensions of modern 14-18c and | effect on the relationship
human resource 14-18d between human resource
accounting monitoring and long-term
implementation on long- employee commitment.
term employee
commitment, human
resource management
efficiency, human capital
value, and firm survival?
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Table 14: Summary of the Results and Conclusions of All Hypotheses Testing

(Continued)

Research Questions Hypothesis Results Conclusions
6) How do sustainability Hypotheses ® Sustainability vision Partially
vision, executive 9-13a and environmental supported
learning, transformational 9-13b uncertainty have a
learning, technology 9-13c significant positive effect
change, and 9-13d and | on all of modern human
environmental 9-13e resource accounting
uncertainty have an implementation dimensions,
impact on each of five while executive learning
dimensions of modern does not.
human resource ® Transformational
accounting leadership has a significant
implementation? positive effect on both

human resource
measurement and human
resource monitoring.
® Technology change has a
significant positive effect
on human resource
measurement.
7) How does growth Hypotheses | ® The moderating of
mindset moderate the 19-23a growth mindset has a
influence of sustainability 19-23b significant positive effect
vision, executive 19-23¢ on the relationship between
learning, transformational | 19-23d and | sustainability vision and all
learning, technology 19-23e of modern human resource
change, and accounting implementation
environmental
uncertainty on each of
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Table 14: Summary of the Results and Conclusions of All Hypotheses Testing

(Continued)

Research Questions Hypothesis Results Conclusions
five dimensions of dimensions but executive Partially
modern human resource learning, transformational supported

accounting

implementation?

learning, and
environmental uncertainty
do not.

® The moderating of
growth mindset has a
significant positive effect
on the relationship
between technology
change and human

resource monitoring.
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Figure 20: Summary of the Results in All Hypotheses Testing
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Theoretical and Managerial Contributions

Theoretical Contribution

This research provides a comprehensive aspects to understand the relationships
among modern HRA implementation, long-term employee commitment, human
resource management efficiency, human capital value, and firm survival. Furthermore,
this research provides insightful view of five influence factors (including sustainability
vision, executive learning, transformational leadership, technology change, and
environmental uncertainty) on each dimension of modern HRA implementation.
Modern HRA implementation consist of five dimensions; human resource identification,
human resource measurement, human resource investment, human resource reporting,
and human resource monitoring. In addition, three theories, namely; stakeholder theory,
human capital theory, and contingency theory, are applied to explain the overall
relationship of variables in the conceptual model.

Three contributions can be made in this research to expand the theoretical
contributions and previous research of human resource accounting. Firstly, this research
proposes clearly five dimensions (human resource identification, human resource
measurement, human resource investment, human resource reporting, and human
resource monitoring) of modern HRA implementation whereas, could not be obviously
seen dimensions in prior researches of accounting field. The results reveal that human
resource identification and human resource monitoring are a key component of modern
HRA implementation to encourage long-term employee commitment, human resource
management efficiency, human capital value, and firm survival.

Secondly, this research develop the literatures by classifying five antecedent
factors (sustainability vision, executive learning, transformational leadership,
technology change, and environmental uncertainty) which could influence on modern
HRA implementation, and also identify two moderating effects (growth mindset and
governance culture). The finding illustrate that sustainability vision and environmental
uncertainty are a key factors in implementing of modern human resource accounting in
particular ICT businesses in Thailand.

Lastly, the results in this research conform to three theories, namely,

stakeholder theory, human capital theory, and contingency theory, that support the
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overall relationship of variables in this model. The concept of stakeholder theory is to
focus on relationships between an organization and many groups of stakeholders.

This theory suggests that organization has to meet stakeholder needs in difference
views. This research highlight on the important of employees who are vital stakeholder
in helping firm meet the diverse needs in order to attain firm success in the long run
meanwhile, firm might provide a wage and benefits that satisfy employee expectation in
return. Likewise, the result of this research illustrate the importance of modern human
resource accounting implementation which serve additional information for more
accuracy decision to broad stakeholders because firm survival is expected to satisfy by
all stakeholders goal. To cover thoroughly in relationship of variables, human capital
theory is utilized to highlight the important of knowledge and skills development in
human resource can achieve greater performance outcomes. The results in this study
illustrate that information implementing from modern human resource accounting
enhance human resource management efficiency, increase human capital value, and
ultimately firm survival. Therefore, employee development on knowledge and skills
investment by using information from human resource accounting could produce
superior competitive advantages cause having unique and rarely imitate resource leads
to firm survival. On the other hand, contingency theory is concerned with the relation
between endogenous and exogenous factors, which influence on adapting appropriate
strategy with its current context. The results demonstrate that the concept of contingency
theory appropriately explains the phenomenon among internal factors (consist of
sustainability vision, executive learning, and transformational leadership), external
factors (consist of technology change, and environmental uncertainty) and each

dimension of modern HRA implementation, in particular Thailand circumstance.

Managerial Contribution

This research aspires to stimulate the important of modern human resource
accounting implementation to related sectors (accounting executives, business owners,
and managing partners) that have faced strong pressures of aggressive and volatile
competition, especially in a high-tech industry like ICT businesses. According to the
result, it implies that accounting for human resource can be optional strategic to provide

useful information of human resource in a form of accounting aspect for more effective
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decision making. In addition, the critical success factor for any knowledge-based
company is its highly skilled and intellectual workforce. Therefore, it’s time to realize
the importance of people and started perceiving its employees as strategic assets which
could bring to business success in the long run.

Firstly, this research supports the perspective of accounting executives to
recognize and justify the key components of modern human resource accounting
implementation that may be more critical in a competitive situation. The results
of this research suggest five components of modern human resource accounting
implementation (including human resource identification, human resource measurement,
human resource investment, human resource reporting, and human resource monitoring)
that are the important components for increasing the organizational outcomes (long-
term employee commitment, human resource management efficiency, human capital
value, and firm survival). Modern human resource accounting implementation plays a
crucial role in business competitiveness and leads to firm survival. It is important for
software businesses to pay attention to them. Especially, employee participation focus is
the approach that the organization improves firm performance. Also, organizational
justice orientation can enhance business competitiveness.

Secondly, Because of sample group in this research are non-listed firms,
thus it assumes that identifying the intangible asset like human capital in SMEs
entrepreneurs can help managers are more awareness of the importance issues,
and consequently help to improve firm’s management. This could be an interesting
starting point to value these intangibles in the balance sheet as well as to draw
comparisons between small and big organizations.

Thirdly, top management and accounting executives should focus on long-term
employee commitment, human resource management efficiency, and human capital
value because these variables are causes firm survival.

Fourthly, this research can facilitate understanding to stakeholders and related
sectors how their firm can create organizational values, improve competitive advantage,
and attain firm performance over their competitors. Therefore, modern human resource
accounting implementation become an important issue for providing useful information

for more comprehensive decision making which in turn to firm sustainability ultimately.
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Fifthly, for gaining superior firm performance, top managers or accounting
executives should generate modern human resource accounting implementation on their
employees, which are the important resources. According to the results of this research,
an organizational environment should be encouraged by accounting executives toward
organizational management capability to support implementing human resource
accounting to increase the outcomes of modern human resource accounting
implementation.

Finally, the firms that have better accounting information will be able to make
effective decision on activities which get maximize benefits to business performance.
This research supports devise solutions to business problems which provide the basis
for the survival and success of firms. Hence, accounting executives and related sectors
should experiment with other resources to encourage effectiveness and create new
opportunities in the high competitive environment to maximize the benefits of

organizational strategy.

Limitations and Future Research Directions

In this research, some limitations and the suggestions for future research are
provided as follows. Firstly, the single population in this research, the ICT businesses in
Thailand, may limit the generalizability of the research. Therefore, future research may
employ other sampling populations with differentiation in types and characteristics in
order to compare the results and outcomes; and at the same time, to gain more research
credibility and confirm the generalizability of the research.

Secondly, other research methodology may be employed to examine this
conceptual framework of modern human resource accounting implementation. For
example, quantitative in-depth interviews may help to explore the up-to-date and point
of views of reality from top management and executives. This qualitative methodology
stimulates the whole picture and the comprehensive understanding of strategic
innovation capability. Moreover, other statistical techniques like the Structural Equation
Modelling (SEM) may also highlights the hidden relationships among all constructs
within the conceptual framework of modern human resource accounting

implementation.
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Thirdly, the newly-proposed dimensions of modern human resource accounting
implementation can be also re-proposed to fit the variety of each industry environment
and condition. As well as the antecedents, it would be fruitful to the literature to expand
this research in future research.

Lastly, the non-significance of both the moderating role of governance culture
and growth mindset has shed more light on the important influent roles of competitive
intensity toward the sustainability of the firm. However, the explanation and
understanding of the moderating variable and its effect are still limited. Therefore,
future research may shed light on organizational flexibility, and government support
as the alternative moderating variables of modern human resource accounting

implementation.
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Key Participant Characteristics

Characteristics Frequencies | Percentage (%)
1. Gender
Male 51 23
Female 171 77
Total 222 100
2. Age
Less than 30 years old 22 10
30 — 40 years old 88 40
41 — 50 years old 63 28
More than 50 years old 49 22
Total 222 100
3. Marital status
Single 87 39
Married 124 56
Divorced 11 5
Total 222 100
4. Education levels
Bachelor’s degree 139 63
Higher than bachelor’s degree 83 37
Total 222 100
5. Working experience
Less than 5 years 33 15
5—10 years 45 20
11— 15 years 47 21
More than 15 years 97 44
Total 222 100
6. Average revenue per month
Less than 75,000 Baht 130 59
75,000 — 100,000 Baht 53 24
100,001 — 125,000 Baht 19 8
More than 125,000 Baht 20 9
Total 222 100
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Characteristics Frequencies Percentage (%)
7. Current working position
Chief accounting officer 22 10
Accounting manager 125 56
Senior accountant 35 16
Others 40 18
Total 222 100
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Table B: Demographic Characteristics of ICT Firms in Thailand

Descriptions Categories Frequencies Percent
1. Type of entity | Company Limited 219 98
Partnership 3 2
Total 222 100
2. Sector of - Computer and accessory 32 15
business - Telecommunication and accessory 12
- Electronic and electric device and game player 10 4
- Software application and software game 44 20
- Design and installation systems 11
- Database management and data recovery 9 4
- Information technology training 10 4
- Information technology rent 51 23
- Others 43 19
Total 222 100
3. Types of Thai 183 82
ownership Foreign direct investment 39 18
Total 222 100
4. Number of Less than 25 people 108 49
employee 25 —49 people 40 18
50 — 74 people 24 11
More than 74 people 50 22
Total 222 100
5. Firm Capital Less than 25,000,000 baht 130 59
25,000,000 — 50,000,000 baht 27 12
50,000,001 — 75,000,000 baht 19 9
More than 100,000,000 baht 46 20
Total 222 100
6. Average Less than 50,000,000 baht 155 70
income per year 50,000,000 — 75,000,000 baht 26 12
75,000,001 — 100,000,000 baht 11 5
More than 100,000,000 baht 30 13
Total 222 100
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Descriptions Categories Frequencies Percent
7. Operational Less than 5 years 3 1
duration 5-10 years 50 23

11 -15 years 68 31
More than 15 years 101 45
Total 222 100
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Item Factor Loadings and Reliability Analyses in Pre-Test

193

Constructs Items Factor | Reliability
Loadings | (Alpha)

Human Resource Identification (HID) HRId1 0.815 0.876
HRId2 0.882
HRId3 0.845
HRId4 0.789
HRIdS 0.757

Human Resource Measurement (HRM) HRMel 0.700 0.809
HRMe2 0.849
HRMe3 0.892
HRMe4 0.738

Human Resource Investment (HIN) HRInl 0.653 0.831
HRIn2 0.843
HRIn3 0.930
HRIn4 0.827

Human Resource Reporting (HRR) HRRI1 0.783 0.767
HRR2 0.716
HRR3 0.795
HRR4 0.779

Human Resource Monitoring (HMO) HRMol 0.799 0.866
HRMo2 0.813
HRMo3 0.883
HRMo4 0.881

Human Resource Management Efficiency (HME) | HMEI1 0.688 0.769
HME2 0.782
HME3 0.793
HMEA4 0.814

Long-term Employee Commitment (LEC) LECI 0.904 0.915
LEC2 0.914
LEC3 0.870
LEC4 0.884
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Constructs Items Factor | Reliability
Loadings | (Alpha)

Human Capital Value (HCV) HCV1 0.893 0.914
HCV2 0.881
HCV3 0.893
HCV4 0.902

Firm Survival (FSV) Fsurl 0.922 0.903
Fsur2 0.823
Fsur3 0.899
Fsur4 0.880

Sustainability Vision (STV) SV1 0.868 0.876
Sv2 0.879
SV3 0.885
Sv4 0.786

Executive Learning (EXL) EL1 0.874 0.794
EL2 0.831
EL3 0.778
EL4 0.696

Transformation Leadership (TFL) TL1 0.797 0.863
TL2 0.933
TL3 0.870
TL4 0.769

Growth Mindset (GMS) GM1 0.799 0.809
GM2 0.845
GM3 0.832
GM4 0.724

Governance Culture (GVC) GCl1 0.843 0.846
GC2 0.883
GC3 0.891
GC4 0.720
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Constructs Items Factor | Reliability
Loadings | (Alpha)

Technology Change (TNC) TC1 0.830 0.858
TC2 0.907
TC3 0.779
TC4 0.842

Environmental Uncertainty (EVU) EUI 0.704 0.883
EU2 0.901
EU3 0.899
EU4 0.922
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Test of Non-Response Bias

Comparison N Mean S.D. t Sig
Business Entity: 0.579 | 0.247
- First Group 111 1.02 0.134
- Second Group 111 1.01 0.095
Operational Characteristics: 0.176 | 0.726
- First Group 111 1.18 0.386
- Second Group 111 1.17 0.378
Number of employee: 0.109 | 0.880
- First Group 111 1.90 1.222
- Second Group 111 1.93 1.230
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1. Test independence of the error terms (Test of Autocorrelation)

Equations Durbin-Watson Equations Durbin-Watson
(D statistics) (D statistics)

1 1.939 11 1.604
2 2.029 12 1.815
3 1.500 13 2.091
4 1.554 14 1.863
5 1.942 15 1.847
6 1.600 16 1.943
7 1.921 17 1.715
8 2.087 18 2.033
9 2.189 19 1.848
10 1.574 20 1.923

21 1.987

2. Test of Homoscedasticity

A residual plot against the independent
variable (the fitted value) of equation 1

A residual plot against the independent
variable (the fitted value) of equation 2
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A residual plot against the independent | A residual plot against the independent
variable (the fitted value) of equation 5 | variable (the fitted value) of equation 6
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A residual plot against the independent | A residual plot against the independent
variable (the fitted value) of equation 11 | variable (the fitted value) of equation 12
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A residual plot against the independent
variable (the fitted value) of equation 17

A residual plot against the independent
variable (the fitted value) of equation 18
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A residual plot against the independent
variable (the fitted value) of equation 19

A residual plot against the independent
variable (the fitted value) of equation 20
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A residual plot against the independent
variable (the fitted value) of equation 21
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3. Normality of error term distribution

Visual inspection of Normal P-P Plot for | Visual inspection of Normal P-P Plot for
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Visual inspection of Normal P-P Plot for | Visual inspection of Normal P-P Plot for
normality tests of equation 7 normality tests of equation 8
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Visual inspection of Normal P-P Plot for
normality tests of equation 13

Visual inspection of Normal P-P Plot for
normality tests of equation 14
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Visual inspection of Normal P-P Plot for
normality tests of equation 15

Visual inspection of Normal P-P Plot for
normality tests of equation 16
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Visual inspection of Normal P-P Plot for
normality tests of equation 17

Visual inspection of Normal P-P Plot for
normality tests of equation 18
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Visual inspection of Normal P-P Plot for | Visual inspection of Normal P-P Plot for
normality tests of equation 19 normality tests of equation 20
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Visual inspection of Normal P-P Plot for
normality tests of equation 21
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Questionnaire to the Ph.D. Dissertation Research entitled
“The Effect of the Modern Human Resources Accounting Implementation and
Firm Survival; An Empirical research of Information and Communication
Technology businesses in Thailand”

Dear Sir,

The objective of this research is to investigate the effect of the modern Human
Resources Accounting Application with the survival of Information and communication
technology businesses in Thailand. This research is a part of doctoral dissertation of the
researcher in doctor of philosophy program in accounting at Mahasarakham business
school, Mahasarakham University, Thailand. Tel: 043-754333
The questionnaire is divided into 7 parts:

Part 1  General information of accounting executives of information and

communication technology businesses in Thailand.

Part 2 General information of information and communication technology

businesses in Thailand.

Part 3 Conception of the modern Human Resources Accounting Application in

Information technology and communication business in Thailand.

Part4  Conception of information and communication technology businesses

operation result in Thailand.

Part 5 Conception of Internal Factor Affected to the operation of information

and communication technology businesses in Thailand.

Part 6 Conception of External Factor Affected to the operation of information

and communication technology businesses in Thailand.

Part 7 Suggestion and Recommendation of Human Resource Accounting

Application in information and communication technology businesses in
Thailand.

Your answer will be kept as confidentiality and your information will not be
shared with any outside party without your permission.

If you want a summary of this research, please indicate your e-mail address or
attach your business card with this questionnaire. The summary will be mailed to you as
soon as the analysis is completed. [ require summary (E —mail) [ don’t require
summary.

Thank you for your time to answer all questions completely. I have no doubt that
your answer will provide the valuable information for academic advancement. If you have
any question with respect to this research, please feel free to contact me directly.

The researcher: Miss Patarasiri Thiptanamanee
Tel. 086-8842233, E-mail: spider0365@hotmail.com

(Miss Patarasiri Thipthanamanee)
Ph. D. Student
Faculty of accountancy and Management
Mahasarakham University, Thailand.

~ Mahasarakham University



Part 1 General information of accounting executives of information and

communication technology business and communication in Thailand.

1. Gender

0 Male U Female
2. Age

O Less than 30 years old

O 30-40 years old

O 41-50 years old

O More than 50 years old

3. Marital Status
Single O Married

a
a

Divorced

4. Education Level

U Lower than bachelor’s degree or equivalent

Q

Higher than bachelor’s degree

5. Working experience

a
a

Less than 5 years d
11— 15 years a

6. Average monthly income at present

Q

(M Ry

Less than 75,000 Baht
75,000 — 100,000 Baht
100,001 — 125,000 Baht
More than 125,000 Baht

7. Working position at present

U

(M Ry

~ Mahasarakham University

Accounting executive
Accounting manager

Accountant

5 - 10 years
More than 15 years

Others (Please Specify)..................
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Part 2 General information and communication technology businesses in Thailand

1. Business Formation

U Company Limited U Limited Partnership

2. Business Category

Computer and Accessories

Electronic Devices and Game Consoles
Information Technology Renting

Computer and Communication Devices Fixing

Communication Networking and Installing

(I W Wy WOy Wiy W

Others (Please specify)..................

3. Operation Characteristics
U Thai Owner Only
U Thai-Inter Co-investment

4. Amount of Staff
O Less than 50 a 50-100
a 101-200 U More than 200

5. Investment Fund
O Lower than 25,000,000 THB
a 25,000,000 - 50,000,000 THB
a 50,000,001 — 75,000,000 THB
O More than 75,000,000 THB

6. Average Annual Income
O Lower than 50,000,000 THB
a 50,000,000 — 75,000,000 THB
a 75,000,001 — 100,000,000 THB
U More than 100,000,000 THB

7. Operation Period
U Shorter than 5 years
O 5-10 years
Q 11— 15 years
U Longer than 15 years

~ Mahasarakham University
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Part 3 Conception of the modern Human Resources Accounting Application in
information and communication technology businesses in Thailand

Level
Modern Human Resources Accounting Strongly | Agree (NeutraDisagreeStrongly|
Application Agree 1 Disagree
5 4 3 2 1

Human Resource Identification

1. Firm believes that data from good Human
Resource Identification will enhance firm to make
the most efficiency economics decision.

2. Firm emphasizes on reviewing the financial
data involved staff to make more transparency
decision in properly staff’s benefit.

3. Firm recognizes the personal categorization
clearly to make the account as rules and approved
normal account regulations.

4. Firm focuses on systematic staff’s data
collection to make firm can record the cost and
expenses effectively.

5. Firm continually supports newly technology
using in personal data collection to make the firm
can review properly expenses, accurately and
reliable.

Human Resource Measurement

6. Firm believes that good Human Resource
Measurement will make firm can analyze and
plan the investment accurately in the future.

7. Firm focuses on Human Resources Investment
Return Rate to make the properly worthiness
analysis more effectively.

8. Firm emphasizes on every activity occurred
from staff operations in cash term and from this
data can make firm control the non-benefit
expenses more effectively.

9. Firm focuses on present staff’s expense
analysis to make the reliable estimation planning
in the future.

Human Resource Investment

10. Firm believes in the systematic Human
Resource Investment will increase firm operation

effectiveness consistency.
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Part 3 (Continued)

Level
Modern Human Resources Account Strongly | Agree [NeutraDisagree[Strongly
Application Agree 1 Disagree
5 4 3 2 1

11. Firm emphasizes on properly enough
investment cost in Human Resource
Development to make firm increases potential
and management ability.

12. Firm supports staff continually participate
training and personal development courses to
make firm achieve the operation target as well.

13. Firm focuses on developing the Training
and Personal Development data system
substantialize to make the accurately up-to-date
data conformed to the requirement of firm.

Human Resource Reporting

14. Firm believes that good Human Resource
Reporting will make firm a better operation
decision from the advantaged data.

15. Firm focuses on the presentation of actually
worthiness proper Human Resource
Development Estimation Planning Analysis
Report will make the properly estimation
planning.

16. Firm supports the presentation of staff’s
achievement systematically will make firm can

analyze a fare benefit for staff.

17. Firm recognizes the presentation of staff’s
privilege substantialize will make staff more
loyalty.

Human Resource Monitoring
18. Firm believes in Human Operation check-up
continually will make the operation achieved.

19. Firm emphasizes on the development
procedures and staff training continually to
make firm operational achieved as well.

20. Firm always monitor in Human Resource
investment cost continually will make an

effectively management.
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Part 3 (Continued)
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Operation Result

Level
Strongly | Agree [NeutraDisagree/Strongly
Agree 1 Disagree
5 4 3 2 1

21. Firm recognizes that the Skill and Ability of
Staff Development evaluation will create
effectively value-add from staff.

Part 4 Conception of information and communication technology businesses operation

result in Thailand.

Operation Result

Level
Strongly | Agree [NeutraDisagreeStrongly
Agree 1 Disagree
5 4 3 2 1

Human Resource Management Efficiency
1. Firm has systematic staff recruitment and
substantial.

2. Firm recruits skilled and ability people more.

3. Firm can keep quality staff stay for a long
period.

4. Firm has skilled and expertise staff for
properly work requirement.

Long-Term Employee Commitment
5. Staff has intention and focusing on work and
use full potential for their work.

6. Staff always ready for cooperation and
dedicate themselves to full potential working.

7. Staff willingly and ready for adaptation to
their every assignment for all time.

8. Staff feel as a part of firm development
helping in a long period.

Human Capital Value
9. Firm has skilled and potential staff to create a
value-add for firm.

10. Firm has higher skilled and expertise staff
than other firms in the same business.

11. Firm has unique skilled and expertise staff
make an advantaged difference from other
competitors.
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Part 4 (Continued)

Level
Operation Result Strongly | Agree [NeutraDisagree S.trongly
Agree 1 Disagree
5 4 3 2 1

12. Firm has creative staff and can adapt the
knowledge to properly situation using.

Firm Survival
13. Firm increases profit rate continually
compare to the past.

14. Firm increases market share continually
compare to the past.

15. Firm has stable financial status from the past
until now.

16. Firm is confident in stable business
operations from now to the future.

Part S Conception of Internal Factor Affected to the operation of information and
communication technology businesses in Thailand.

Level
Strongly |Agree [NeutraDisagre Strongly
Affected Internal Factor Agree 1 e Disagree
5 4 3 1
2

Sustainability Vision

1. Firm believes in focusing on clearly future
target strategic planning and operational directing
will make firm better target achievement.

2. Firm supports newly systematic management
technologies to make successful operation and get
competitors advantaged.

3. Firm always encourages staff to newly
operation method courses and training
participation to improve a better work skill and
effectiveness.

4. Firm encourages staff to participate in vision
specify and operational direction of firm to create
a better target and new things to do for firm.

Executive Learning
5. Firm executive believes in continually learning
will improve a better operational potential.
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Part 5 (Continued)

Level

Strongly | Agree |Neutra/Disagre |Strongly
Affected Internal Factor Agree 1 e Disagree
5 4 3 1

6. Firm executive recognizes the new working
idea improvement continually to increase a better

effective operation.

7. Firm executive focuses on internal firm knowledge

exchange to increase the operation effective.

8. Firm executive emphasizes using a past
experience in present operation running to make a

better effective operation in each situation.

Transformational Leadership

9. Firm believes in adaptive administration
depend on real-time situation change will make a
better administration plan.

10. Firm focuses on newly strategic improvement
continually to make a quick response to real-time
situation change.

11. Firm encourages in changing and working
improvement continually to make firm has

effective administration ability.

12. Firm recognizes on real-time situation change
to make proper operational adaptation for better
smooth and effective result.

Growth Mindset
13. Firm believes in continually firm growth
development will make a better effective

operation.

14. Firm focuses on newly innovative creation

continually to improve a better competency.

15. Firm recognizes in using newly technologies

to improve a better operational effective.

16. Firm believes in operational method change

conform to real-time situation will create a good

operating direction accepted by accomplice.

7 Mahasarakham University




229

Part 5 (Continued)

Level
Strongly| Agree |Neutr Disagre|Strongl
Affected Internal Factor Agree al e y
5 4 3 Disagree

2 1

Governance Culture

17. Firm believes in good governance
culture will make a better effective
administration.

18. Firm focuses on right and responsibility
of each person will always make acceptance
from accomplice.

19. Firm emphasizes on common accepted
operational method will make a better
accomplice reliability.

20. Firm recognizes in necessary and matter
of operation by rules and related regulations
to make successful operation and target
achieve as well.

Part 6 Conception of External Factor Affected to the operation of information and
communication technology businesses in Thailand.

Level
Strongly | Agree |NeutrDisagre|Strongl
Affected External Factor Agree al e y
5 4 3 Disagree

2 1

Technology Change

1. Firm has to learn and try to understand
the newly technologies that continually
growth to make a properly using in
operation.

2. According to the more variation of
technologies recently firm can choose a
properly conformed to the real-time
situation and firm structure as well.

3. Firm can provide enough and properly
technologies according to the growth of
technology that make price cheaper.

4. Recently technology has a higher
efficiency that make firm can process
operational data more precise and accurate.
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Affected External Factor

Level
Strongly | Agree |NeutrDisagre|Strongl
Agree al e y
5 4 3 Disagree
2 1

Environmental Uncertainty

5. There is uncertainty environmental
recently make firm has to seek for a good
operating direction for the most benefit in
operation.

6. According to the increasing of
competitors recently firm has to continually
focus on improve operational capability to
make a better competitiveness.

7. According to the more variation of
products and services recently make firm
has to allocate the full investment fund in
research and development products and
services to make a sustainable
competitiveness with other firms in the
same business.

8. According to the more laws and firm
related regulations enforce recently make
firm has to create and present other benefit
information of firm administration.

Part 7 Suggestion and Recommendation of Human Resource Accounting
Implementation in Information and Communication Technology businesses in

Thailand.
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