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Abstract   
This study illustrates determinants of factors that are relevant to Business Ethics 

Organizational Culture Employee Engagement and Job Performance of Flight Attendant. 
According to qualitative research method, the review of textbooks, documents, and research 
studies was applied.  Four of relevant factors are related to Business Ethics. Three of relevant 
factors are related to Organizational Culture. Five of relevant factors are related to Employee 
Engagement, and factors of success for Job Performance have 4 relevant factors. The finding 
of this paper will be applied for the future research which analyze the factors influencing 
aviation industry indicators of success concerning Job Performance of Flight Attendant in 
terms of Business Ethics, Organizational Culture, and Employee Engagement. 
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บทคัดย่อ 
 การวิจัยนี้มีวัตถุประสงค์เพื่อการพัฒนาตัวแปรจริยธรรมธุรกิจ วัฒนธรรมองค์กร ความทุ่มเทมีใจ และ 
ประสิทธิผลของพนักงานต้อนรับบนเครื่องบินด้วยระเบียบวิธีวิจัยเชิงคุณภาพผ่านการศึกษาหนังสือ เอกสาร 
และงานวิจัยต่าง ๆ ที่เกี่ยวข้อง ผลการศึกษาพบว่า ตัวแปรที่เกี่ยวข้องกับจริยธรรมธุรกิจ มีสี่ตัวแปร วัฒนธรรม
องค์กรมีสามตัวแปร ความทุ่มเทมีใจมีห้าตัวแปร และตัวบ่งชี้ประสิทธิผลของพนักงานประกอบด้วยสี่ตัวแปร 
ผลการวิจัยในครั้งนี้จะน าไปประยุกต์ใช้ในการวิจัยในอนาคตเพื่อวิเคราะห์หาความสัมพันธ์และอิทธิพลของ
ตัวแปรที่ส่งผลต่อประสิทธิผลของพนักงานต้อนรับบนเครื่องบินต่อไป 
 

ค าส าคัญ : จริยธรรมธุรกิจ วัฒนธรรมองค์กร ความทุ่มเทมีใจ ประสิทธิภาพการท างานของพนักงานต้อนรับ

บนเครื่องบิน 
 

Introduction 
The growth of the aviation business has developed rapidly in the form of increasing 

global competition in the international aviation industry, especially in the premium aviation 
business with worldwide operations and aviation. Premium aviation business with competitive 
potential is required to provide services covering key regions of the world and get prepared 
to adapt itself to globalization and higher competition. Therefore, it is imperative that the 
premium aviation business needs to have competent personnel who can achieve the goals 
of their organization as planned and that these personnel still remain with their organization 
and are ready to devote themselves to the organization with their faith and acceptance 
towards goals and values of the organization, including fully utilizing their energy for the 
organization as well as having a strong desire to remain a member of the organization (Porter, 
1974).  

The business ethics can create a good image, affect the organization's trade position and 
consumers’ loyalty, and result in a trust from both consumers and its own employees. When 
the trust have been built for employees of the organization, the business ethics can then 
contribute to the engagement of the personnel because they have love, faith and pride 
towards their organization, which will lead to quality performance and full capacity of 
production. Of course, the ethical organization treating every employee fairly and humanely 
with continuous improvement is loved and committed by its employees whose body, mind 
and thought are fully dedicated for the organization in every job, which leads to good 
performance and quality and complete services. 
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Determining organizational behaviors of employees within an organization is to ensure 
that these employees are working to meet their organizational goals as well as that they 
focus on what is best for their organization in the future. One factor that can determine the 
behaviors and acts of employees to lead to their organizational goals is organizational culture 
(Naweekarn, 2002). Organizational culture is an important element of each organization 
because it serves to cast personnel within the organization to have beliefs, values, norms, 
work practices and behaviors in the same direction. As a result, each organization is unique 
and different from other organizations and organizational culture is able to solve the 
fundamental problems in organizations, such as determining proper acts of individuals when 
they are in their organizations and reducing the needs for various decisions. 

Thus, the appropriate roles and behaviors and good membership of the organizations 
may be in the employee engagement to the organizations, but discretionary effort is a 
common result between employees who have good work experience and good working 
atmosphere, which makes this discretionary effort a voluntary effort that exceeds the minimum 
requirements for direct goals of the organizations, including dedicating extra time to accomplish 
tasks faster that is very important to the organizations (Lloyd, 2008). A consistency of business 
ethics, organizational culture, and employee engagement can make the performance of people 
in the organizations achieve their objectives. 

The Flight attendants are the frontline staff that have an important role to make 
customers satisfied. Hence, the excellent performance of Flight Attendants in organizations 
are what the organizations want to happen in order to achieve their objectives. This includes 
achieving the persons’ objectives in terms of positions, job responsibilities, challenging tasks, 
wages, and acceptance of others. This excellent performance will be something that can 
demonstrate the success of an organization. 

Based on the principles and concepts mentioned above, this study aims to determinant 
factors of Business Ethics, Organizational Culture, Employee Engagement and Job Performance 
of flight attendant. 
 

Objectives  
 The growth of the aviation business has developed rapidly in the form of increasing 
global competition in the international aviation industry. Thus, they have to improve 
themselves to respond to intense competition. The development of Job Flight Attendant’s 
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performance is very important because it has factors that can lead to Flight Attendant’s 
performance by developing the following factors.  

1. To develop factors of Business Ethics, Organizational Culture, and Employee Engagement 
of flight attendant. 

2. To develop factors of Job Performance of flight attendant. 
 

Literature Review 
Business Ethics, Organizational Culture, and Employee Engagement: Concepts and Theories 

The Royal Institute Dictionary defined ethics as moral practice, moral rules (Institute, 
2011). The definition is related to do and don’t behavior and practice for collective living in 
society. The benevolence and putting public interest ahead of personal interest and making 
decision of what should be done are considered as social norms to be observed by everyone 
in that society for benefits of all. Ethics is meaningful to business because what we do affects 
various sectors including business, taxpayers, employees, stakeholders and even society. For 
business viewpoint, moral action enables business to save expenses from suit and 
misappropriation roughly millions baht per year. A research found that misappropriation in 
business caused damages equal to fifty billion dollars or Bulgaria’s GDP while in Taiwan, it 
caused as high as four hundred billion dollars. Moreover, estimated damages arising out of 
appropriation business worth six hundred billion dollars per year or 79% of employees 
admitted or ever thought to embezzle company assets. Some researches prove that USA 
business sector lost about one third of business operation to immoral activities such as 
embezzlement. An expert estimated that 40% of lost is caused by embezzlement (Weiss, 
2014). Thus, business ethics is standard for business operation, manufacturing and distribution 
to gain fair yields from investment for all stakeholders including manufacturer, consumers, 
business owner, shareholders, executives, partners, service recipients, government and 
society. All stakeholders therefore should be aware of business ethics to enable stable and 
sustainable growth for benefits and fairness of stakeholders. Business ethics means adopting 
moral standards with behaviors and practices of individual in an organization. The business 
ethics has no different ethical concept and is adopted only with business (Post, 2002). It aims 
to promote business policies and goals to sustainable success and social responsibility. 
Besides, it makes balance among stakeholders comprising investors, employees, clients, 
financial institutions, government, community and environment. To make business yields for 
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investors and build satisfaction for customers, the business should be fair for all parties 
including others components such as human, resources, society and technology.    

Determinants of Business Ethics 
 Business ethics means adopting moral standards with behaviors and practices of 
individual in an organization (Buchholtz, 1989; Frederick, 1992). It aims to promote business 
policies and goals to sustainable success and social responsibility. Besides, it makes balance 
among stakeholders comprising investors, employees, clients, financial institutions, government, 
community and environment (Boonbongkarn, 2011). To make business yields for investors 
and build satisfaction for customers, the business should be fair for all parties including 
others components such as human, resources, society and technology. From studying and 
reviewing existing relevant text books, documents, and research studies about “Business 
Ethics”, the concept can be concluded as below: 
Table 1: Determinants of Business Ethics 
Factors/Publication Definition 
1. Honesty 
(Graham, 2009; Wattanasopasiri, 2005; 
Pirayatanarak, 2012; Smith, 2007; Weeks, 1992; 
Schwartz, 2005; Sahu, 2016; Karakas, 2017; 
Widana, 2015; Fernández, 2016; Taştan, 2017) 

Do business with integrity and provide 
products or services in accordance with 
advertisement. Responsible for tax 
payment and do not give bribery to 
government officials for business interest. 

2. Fairness/Justice  
(Graham, 2009; Wattanasopasiri, 2005; 
Pirayatanarak, 2012; Smith, 2007; Weeks, 1992; 
Schwartz, 2005; Karakas, 2017; Widana, 2015; 
Fernández, 2016; Taştan 2017) 

Not exploit benefits from consumers by 
pricing a fair price and service for 
consumers and sharing benefits or 
exchanging for stakeholders, observing 
intellectual property and not using tricks 
or gimmicks to destroy competitors.    

3. Public benefit in mind 
(Graham, 2009; Wattanasopasiri2005; 
Pirayatanarak, 2012; Smith, 2007; Weeks, 1992; 
Schwartz, 2005; Sahu, 2016; Widana, 2015; 
Fernández, 2016; Taştan, 2017) 

Doing business should contemplate on 
all stakeholders’ interests including 
shareholders, employees, society and 
environment, and not produce hazardous 
goods.   
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Factors/Publication Definition 
4. Good community relationship 
(Graham,2009; Wattanasopasiri, 2005; 
Pirayatanarak, 2012; Smith, 2007; Schwartz, 
2005; Sahu, 2016; Karakas, 2017; Widana, 2015; 
Fernández, 2016; Taştan,2017) 

Do business based on good intention to 
all stakeholders and build strong 
relationship in business and social sectors. 
Do not produce goods or services 
unacceptable by each party.   

  

Table 1 illustrates factors that are related to Business Ethics. According to the reviews of 
textbooks, documents, and research studies, the components of business ethics comprise of 
four aspects:  

1)  Honesty is defined as do business with integrity and provide products or services in 
accordance with advertisement. Responsible for tax payment and do not give bribery to 
government officials for business interest. 2) Fairness/Justice is defined as not exploit benefits 
from consumers by pricing a fair price and service for consumers and sharing benefits or 
exchanging for stakeholders, observing intellectual property and not using tricks or gimmicks 
to destroy competitors. 3) Public benefit in mind refers to doing business should 
contemplate on all stakeholders’ interests including shareholders, employees, society and 
environment, and not produce hazardous goods. 4) Good community relationship means do 
business based on good intention to all stakeholders and build strong relationship in business 
and social sectors. Do not produce goods or services unacceptable by each party. The 
research of Thitima Wattanasopasiri (Wattanasopasiri, 2005) on business ethics of SME 
enterprises in Bangkok. The business ethics training enables stress relief and strengthens 
suitable values for supporting business ethics and creating utmost benefits for organization in 
long run. Thus, in airline business who has business ethics can make confidence for all 
stakeholders. Aviation Business can use business ethics to help and support flight attendants 
to increase their strength and can support their business to have good business ethics for 
benefit of organization.   
  Organizational culture is based on two main concepts. First, culture is tangible. It is 
one of the variables possessed by an organization. It is also called culture as a variable and 
culture is something an organization has. Second, organization culture is an idea of a group of 
persons. It is not only one variable among others, whereas the whole organization is culture 
or culture is a root metaphor. Organizational culture is a significant component of 
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organization because organizational culture instructs members to have beliefs, values, norms, 
working approaches, and behaviors in the same direction. An organization with appropriate 
organizational culture will progress, whereas an organization without appropriate 
organizational culture will obstruct organization growth.   
 Determinants of Organizational Culture 
 Organizational culture means values and traditions that are widely accepted by 
members of an organization and jointly implemented as practices of members in an 
organization. It determines differences among members of an organization. Each member has 
to perform its duties and interact with others appropriately. However, analysis framework is 
necessary for analyzing an organization to gain the truest components relevant to organization 
behavior. Thus, we consider an organization as a social system developing in broader 
perspective and linking to external environment. In terms of open system and social system, 
organization behavior contains of three parts (Promkaew, 2004). From studying and reviewing 
existing relevant text books, documents, and research studies about “Organizational Culture”, 
the concept can be concluded as below: 
Table 2 : Determinants of Organizational Culture 
Factors/Publication Definition 
1. Individual Dimension 
(Promkaew, 2004; Cowarin, 2006; Hood, 2002; 
Yun, 2017; Sharma, 2017; Karyotakis, 2016; 
Belias et al., 2016; Živković & Ivanova, 2016; 
Huhtala, 2015; Rashidi, 2015) 

Individual dimension of personnel consists of 
three characteristics:   
1) different psychological traits 2) different 
aptitudes, abilities and skills. And 3) vary 
attitude and behavior 

2. Interpersonal Dimension 
(Promkaew, 2004; Cowarin, 2006; Hood, 2002; 
Yun,2017; Sharma, 2017; Barbars, 2016; 
Karyotakis, 2016; Dhingra, 2016; Živković, 
2016; Huhtala, 2015; Rashidi, 2015)  

Interpersonal dimension of personnel consists 
of three  characteristics: 1) All groups of 
personnel have their own characteristics and 
types of assignments. 2) A group consists of 
many people who come from many 
departments with different capabilities and 
needs 3) A process or method of group work, 
including social relationships of the members 
within the group, is often different.  
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3. Task Dimension 
(Promkaew, 2004; Cowarin, 2006; Hood, 2002; 
Yun,2017; Sharma, 2017; Barbars, 2016; 
Dhingra, 2016; Belias et al., 2016; Živković 
,2016; Tanriverdİ, 2016; Huhtala, 2015; Rashidi, 
2015) 

Task dimension is considered to be the most 
important and key part of the organization. All 
missions or tasks in the organization must be 
accomplished to achieve its established goals 
efficiently. 

  

Table 2 illustrates factors that are related to Organizational Culture. According to the 
reviews of textbooks, documents, and research studies, the components of Organizational 
Culture comprise of three aspects: 1) Individual dimension of personnel consists of three 
characteristics:  1.1) Each individual has different psychological traits, such as different beliefs, 
backgrounds   and needs.1.2) People have different aptitudes, abilities and skills. Therefore, in 
order to work in the organization, the basis of different abilities is used as a determinant. 
1.3) Attitude and behavior of each individual vary depending on the influence of the 
consequences of their responsible work together with the environment and social factors of 
such work. 
 2) Interpersonal Dimension of personnel consists of three characteristics: 2.1) All groups of 
personnel have their own characteristics and types of assignments. For example, salespeople 
or service employees are required to interact with their customers, while computer 
employees have no need to contact customers. Therefore, the characteristics of the 
salespeople or service employees are different from those of the computer employees. 2.2) 
A group consists of many people who come from many departments with different 
capabilities and needs 2.3) A process or method of group work, including social relationships 
of the members within the group, is often different. For example, for different members of a 
group of bank employees, the bank employees working in the branches are usually busy with 
doing paperwork, providing customer services, solving problems for customers, and utilizing 
the tools or devices quickly to meet the needs of customers, while the bank employees 
working in the central office or headquarters often focus on attending many meetings, 
wearing a suit, having a computer or documents for decoration, and having more forma 
lunch. In addition, the relationship types of the different personnel are also different based 
on the needs and conditions of their work.  
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 3) Task dimension is considered to be the most important and key part of the 
organization. All tasks in the organization must be accomplished to achieve its established 
goals efficiently. Tasks can be divided into 2 levels: Level 1 is a work of the organization that 
is close to the corporate strategy and that can be accomplished by the cooperation of all 
people in the organization. Level 2 is a sub-work that is allocated to different groups of 
personnel and then collected and processed as work of the organization. These allocated 
sub-works are real works. The work of the organization is collectively named with an effort to 
achieve a higher success. In fact, the people create the success based on their knowledge 
and ability. Therefore, the work of the organization is allocated to different personnel based 
on their knowledge  and ability, and rewarding these people or groups of personnel is also 
different based on the nature of their work.  
  Organizational Culture is the condition or work atmosphere in the workspace. When an 
organization has business ethics as a holder to go in the right direction, the consistence of 
organizational Culture will make the work atmosphere of employee go to in the same direction. 
Flight attendants will perform their duty to the direction that the company has set. This will 
not only cause them to perform their own duty but also their duties within a group as well. 

There are several terms for engagement e.g. work engagement, employee engagement 
and organizational commitment; however, employee engagement is widely used. Thus, 
employee engagement is used in this paper. In the meantime, employee engagement is 
defined by numerous academics as follows: Employee engagement is endeavor of members 
toward work and organization (Katz, 1996). They actively commit to designated work which 
reflects in several forms including creative and valued work and performance beyond 
customer and organization needs. Employee engagement is multi-dimension structure 
comprising of employee engagement, learning, thought and physical dimension. According to 
Katz and Kahn (Katz, 1996), employees may engage in any dimension. In addition, Miles 
(Miles, 2001) gives definition that employee engagement is constant cooperation of 
employees and feelings arising out of cooperation. The will is significant that employees 
express to show engagement because they feel proud and fully committed to work. The way 
is source for resources and equipment for success. The study on concepts of consultant 
companies has proved that employee engagement has a common characteristic which is 
continuous cooperation of employees. The employee engagement directly impacts to 
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organization engagement. Buchanan (Buchanan II, 1974) and Allen and Meyer (Allen, 1991) 
give similar definitions on employee engagement that it is unity with organization, perform 
duties and loyal to organization. The organization engagement results from interrelation to 
organization in terms of physical investment.  Porter and Smith (cited in Steers and Porter, 
1991)(Steers, 1991) define organization engagement into three characteristics: 1) strong 
confidence and comply with organization goals and values; 2) willing to commit and exercise 
endeavor for organization; 3) strong passion to retain membership of organization. The 
organization commitment is significant component binding employees to be loyal and 
dedicated to performance and organization development. Each individual feels united with 
the organization. In summary, employee engagement is what members engage in and 
members commit themselves to designated work. They eventually are committed to the 
organization and are ready to dedicate themselves to the work and organization.   
 Determinants of Employee Engagement 
 Employee engagement is what members engage in and members commit themselves to 
designated work. They eventually are committed to the organization and are ready to dedicate 
themselves to the work and organization. From studying and reviewing existing relevant text 
books, documents, and research studies about “Employee Engagement”, the concept can be 
concluded as below: 
Table 3 : Determinants of Employee Engagement 
Factors/Publication Definition 
1. Trust and accept the organization’s goal and values 
(Stoyanova, 2017; Akhtar, 2016; Aghaz, 2016; Pandita, 
2017; Kumar, 2016; Karumuri, 2016; Nienaber, 2017; 
Ünal, 2015; Gupta, 2015; Rees, 2013; Garg, 2015; 
Sahoo, 2012; O'Neill, 2015; Rawal, 2015; Abraham, 
2012; Wiley, 2014; Barbars, 2016) 

An agreeable passion for goal, 
values, and policies of organization 
and also include an expression of 
him/ herself as unite with 
organization. 
 

 2. Need to retain membership 
(Stoyanova, 2017; Akhtar, 2016; Aghaz, 2016; Pandita, 
2017; Kumar ,2016; Karumuri, 2016; Ünal, 2015; Gupta, 
2015; Garg, 2015; Sahoo, 2012; O'Neill, 2015; Wiley, 
2014; Chaurasia, 2014; Barbars, 2016) 

A passion to be an employee and 
work for organization, need not 
resign or transfer work with other 
organizations or other divisions. 
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Factors/Publication Definition 
3. A readiness to use an effort to work for the 
organization 
(Anand, 2017; Stoyanova, 2017; Akhtar, 2016; Aghaz 
,2016; Pandita, 2017; Kumar, 2016; Karumuri, 2016; 
Nienaber, 2017; Ünal, 2015; Gupta, 2015; Lather, 2015; 
Sahoo, 2012; O'Neill, 2015; Rawal, 2015; Abraham, 
2012; Wiley, 2014; Chaurasia, 2014; Barbars, 2016) 

A self- sacrifice for work with full 
ability and expect a good quality of 
successful job that affect to the 
organization’s success. 
 

4. To protect the organization’s image and prestige 
(Stoyanova, 2017; Karumuri, 2016; Nienaber, 2017; 
Sahoo & Mishra, 2012; Rawal, 2015; Abraham, 2012; 
Khan, 2016) 

A good passion to share positive 
side of  organization, not only need 
not other people mention negative 
side to the organization but also 
protect the organization’s image 
and prestige. 

5. Proud to be involved in the organization 
(Anand, 2017; Kumar, 2016; Nienaber, 2017; Rees, 
2013; Garg, 2015; Lather, 2015; O'Neill, 2015; Rawal, 
2015; B. Shuck, 2014; Wiley, 2014; Chaurasia, 2014; 
Khan, 2016; Barbars, 2016) 

A good feeling and proud to be a 
membership, proud to speak out to 
other people about membership, 
has a passion to join all activities 
both inside and outside the 
organization, and belief that 
him/herself is important and has 
the potential to operate the 
organization’s activities efficiently. 

 

Table 3 illustrates factors that are related to Employee Engagement. According to the 
reviews of textbooks, documents, and research studies, the criteria for studying level of employee 
engagement are selected. The measurement of employee engagement comprises of five 
components:  1. Trust and accept the organization’s goal and values is an agreeable passion 
for goal, values, and policies of organization and also include an expression of him/ herself as 
unite with organization. 2. Need to retain membership is a passion to be an employee and 
work for organization, need not resign or transfer work with other organizations or other divisions. 
3. A readiness to use an effort to work for the organization is a self- sacrifice for work with full 
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ability and expect a good quality of successful job that affect to the organization’s success. 4. 
To protect the organization’s image and prestige is a good passion to share positive side of  
organization, not only need not other people mention negative side to the organization but 
also protect the organization’s image and prestige. 5. Proud to be involved in the 
organization is a good feeling and proud to be a membership, proud to speak out to other 
people about membership, has a passion to join all activities both inside and outside the 
organization, and belief that him/herself is important and has the potential to operate the 
organization’s activities efficiently. 

An organization that has good business ethics and appropriate organizational culture can 
affect its employees performances. They will have confidence to perform their duties. Hence, 
Flight Attendants will have confidence to perform their duties and readiness to engage in 
their duties, which will have a good effect to the aviation business and company.  
 Concept and Theory of Job Performance  
 Great performance of members is the most desirable thing for any organization to 
achieve its goals including individual objectives such as position responsibility, challenging job, 
wages, and being accepted by others. The great performance reflects achievement of an 
organization (Dirks, 2002).  Performance appraisal is required to stimulate employees having 
higher standards and develop their performance. The appraisal enables employees to learn 
their strength and weaknesses so they can apply strength as well as improve weaknesses. 
Eventually, better performance of employees benefits to organization in overall. Defining 
performance can be divided into two means. First, performance is associated to behavior 
influencing organization goals. The behavior is a process connecting to both team goals and 
personal goals. Second, performance is the result of employee’s actions related to task or 
job and support benefits to working environment. Action is behavior expressed by actor and 
changed from abstract to action. Behavior is not only a tool leading to result but it is a result 
and fruit of endeavor transforming from thought and applied to task. Moreover, result of 
performance is measurable in scale of individual competencies (Suliman, 2001).   

Determinants of Job Performance  
Job performance means excellent job performance of employees to achieve the 

organization’s goals. The Studies show that there are many textbooks and research papers 
related to job performance have found factors of success for the job performance as follows: 
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Table 4 :Determinants of Job Performance 
Factors Definition 
1. Job efficiency and effectiveness 
(Rung Lin, 2017; Ibrahim, 2017; Mulki, 2015; J. 
Ogilviea, Rapp, 2017; Tay, 2016; Stan, 2012; Seate, 
2016; Alessandri, 2015; O’Neill, 2015; Fournier, 2013; 
Newman, 2015; Liang-Chieh, 2014; Eldor, 2016) 

A behavior of individual or team 
that show quality and quantity of 
tasks that achieve objectives. 

2. Interaction and cooperation 
(Rung Lin, 2017; Ibrahim, 2017; Mulki, 2015; J. 
Ogilviea, Rapp, 2017; Tay, 2016; Stan, 2012; 
Alessandri, 2015) 

A behavior of the individual or 
team to accept the organization 
norm, rule, and condition and can 
work properly with other people 

3. Contribution to the organization 
(Menges, 2017; Tay, 2016; Stan, 2016; Seate, 2016; 
Kumpikaite - Valiuniene, 2016; Alessandri, 2015; 
O’Neill, 2015; Newman, 2015) 

A behavior of the individual or 
team which intends to make a 
useful thing for the organization 

4. Adaptability 
(Menges, 2017; J. Ogilviea, Rapp, 2017; Tay, 2016; 
Stan, 2012; Kumpikaite - Valiuniene,2016; Liang-
Chieh, 2014; Alessandri, 2015; O’Neill, 2015; Fournier, 
Weeks, 2013; Liang-Chieh, 2014; Eldor, 2016) 

A behavior of the individual or 
team to adjust with people, 
situation, and environment both 
inside and outside the organization 

 

Table 4 above demonstrates the factors of success for job performance that have been 
derived from literature review and reveals 4 factors which are 1. Job efficiency and 
effectiveness is a behavior of individual or team that show quality and quantity of tasks that 
achieve objectives. 2. Interaction and cooperation is a behavior of the individual or team to 
accept the organization norm, rule, and condition and can work properly with other people.  
3. Contribution to the organization is a behavior of the individual or team which intends to 
make a useful thing for the organization. 4. Adaptability is a behavior of the individual or team 
to adjust with people, situation, and environment both inside and outside the organization. 

Excellent job performance is a behavior that shows the quality of flight attendants. An 
organization that has a good business ethics as a holder and a good organizational culture as 
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a work atmosphere can create an employee engagement. Flight attendants can complete 
their work with efficiency and achieve the organization’s objectives as needed. 
 

Conclusion/ Discussion 
1. To develop factors of Business Ethics, Organizational Culture and Employee 

Engagement of flight attendant. This study illustrates determinants of factors that are relevant 
to Business Ethics. According to the reviews of textbooks, documents, and research 
studies, there are 4 relevant factors that include: Honesty, Fairness/Justice, Public interest in 
mind, and Good community relationship. Organizational Culture, there are 3 relevant factors 
that includes: Individual Dimension, Interpersonal Dimension, and Task Dimension. Employee 
Engagement, there are 5 relevant factors that include trust and accept the organization’s goal 
and values, need to retain membership, a readiness to use an effort to work for the 
organization, to protect the organization’s image and prestige, and proud to be involved in the 
organization.  

2. To develop factors of Job Performance of flight attendant. This paper demonstrates 
factors of success for job performance that have been derived from literature review and reveal 4 
factors which are: Job efficiency and effectiveness, Interaction and cooperation, Contribution to 
the organization, and Adaptability. The study of Determinants of Business Ethics, Organizational 
Culture, Employee Engagement, and Job Performance of flight attendant provided more 
information about Business Ethics, Organizational Culture, Employee Engagement, and Job 
Performance. 

The finding of this paper will be applied for the future research which analyze the 
factors influencing aviation industry indicators of success concerning job performance of flight 
attendant in terms of Business Ethics, Organizational Culture, and Employee Engagement. 

 

Suggestion/ Recommendation 
 1. Suggestion for organization: The organization can create an employee’s job performance 
by having variables that involve Business Ethics, Organizational Culture, and Employee 
Engagement. Details of each variable are shown in each of the tables in the article above. 
And each variable has more details that has different priorities. The result of this study will be 
used for future research that can be suggested to aviation executives. They can use the result 
to formulate policies and can lead to Flight Attendant management in order to enhance  the 
Job Performance of Flight Attendants.  
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 2. Suggestion for academic: To be able to apply Business Ethics, Organizational Culture, 
Employee Engagement, and Job Performance to other research in aviation business and to 
enhance the research database for the future researchers to study Business Ethics, 
Organizational Culture, Employee Engagement, and Job Performance in others function of 
airline business. 
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