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Weerasak Phathanasukphan. (2007). A Study of the Effective Small-sized Job
Advertisement in Employees’ Viewpoint. Master's Project, M.A. (Business
English for International Communication). Bangkok: Graduate Schoot,

Srinakharinwirot University. Project Advisor: Asst. Prof. Dr. Amporn Srisermphok

The study presents features and information that should be used in constructing
the effective small-sized newspaper recruitment advertising. The objectives of this
study are (1) to study features in small-sized newspaper job advertisements that attract
employees’ attention and {2) to find out information to be contained in small-sized
newspaper job advertisements that could motivate employees to apply for vacant
positions. The findings explain that an extra color insertion to the black and white
surrounding, white space and well-known logos are features that attract employees’
attention to read job advertisements, while the most effective feature that draws
employees’ interest is the big-sized headline. The information that should be used as
the main headline of job advertisements is the job title. Moreover, it is found that
information including the job title, organization’s website, procedure needed, salary,
office location, corporate name, brief job description and concise applicant’'s
specification should be presented in the small-sized newspaper recruitment advertising,
whereas the information such as the overview of the organization, traveling, statements
such as career development or job satisfaction, training scheme and company slogan
should be excluded from the small-sized newspaper recruitment advertising. it is
necessary that the organization’s website is contained in the small-sized newspaper
recruitment advertising so that applicants can get full details of the organization and the

vacant position before applying for the position offered.



The Master's Project Advisor, Chair of Business English for International
Communiaction Program and Oral Defense Committee have approved this Master's
Project as partial fulfillments of the Master of Arts degree in Business English for

International Communication of Srinakharinwirot University.

Project Advisor

(Assistant Professor Dr. Amporn Srisermbhok)

Business English for International Communication Chair

........... /flﬂar'/\/

(Assistant Professor Dr. Tipa Thep-Ackrapong)

Oral Defense Committee

{Assistani Professor Dr. Amporn Srisermbhok)

j ...... 02« .............. vg*k ......... Committee
2y e

................................ U‘”"va Committee

(Or. U-maporn  Kardkarnklai)

The Master’s Project has been approved as partial fulfillments for the Master's of
Arts degree in Business English for International Communication of Srinakharinwirot

University.



ACKNOWLEDGEMENTS

| wish to express my profound appreciation to Asst. Prof. Dr. Amporn
Srisermbhok, my Master's Project Advisor, for her kind guidance, valuable advice and
encouragement throughout this study. | am grateful to Dr. Saengchan Hemchua and Dr.
U-maporn Kardkarnklai, my committees for their comments and suggestions.

| would also like to extend my gratitude to all instructors in the Business English
for International Communication Program, Srinakharinwirot University for their guidance
throughout my study in this program.

Finally, | would also {ike to extend my thanks to all my colleagues and friends

for their kind assistance and suagestions.

Weerasak Phathanasukphan



CONTENTS

Chapter Page

1 Introduction

BackgroUNd ... e e 1
Objectives of the Study ... 4
Research QUestionS ... e 4
Significance of the Study ... ..., 4
Scope of the Study ... 5
Methodology of the Study ... 6
Expected OUICOME ..o s 7
Definitions of Terms ... e v
2 Related Literature Review ...................ccccooiiiiiiniiiiiiiiiiee e 10
3 Methodology ..o e 31
4 Findings ... 34
5 Conclusion and Discussion ......................ciiiie 61
Bibliography ... 75
APPENAIX ...t 79



Table

9

LIST OF TABLES

Advertising Space ..o

Recruitment Advertising Rate ..............c.ocoii i

General Information of Respondents

Information that Should be Used as the main

Headline of the Recruitment Advertisement ...._.................

Job Advertisements with Color Factor that Could Draw the
Respondents’ Attention the Most ...
Job Advertisements with White Space Factor that
Could Draw the Respondents’ Attention the Most .............
Job Advertisements with Headline Size Factor that Could Draw
the Respondents’ Attention the Most ......................l
Job Advertisements with Different Well-known Degree Logo

that Could Draw the Respondents’ Attention the Most .......

Factors that Could Attract the Respondents’ Attention the Most

10 Factors that Make the Respondents Ignore Reading the Job

11

Advertisement ... s

Information or Features that Should be Contained in the

Smaill-sized Job Advertisements ... ...,

12 Information or Features that Could Motivate the Respondents

to Apply for the Vacant Position ................oooiiiinn.



CHAPTER 1

INTRODUCTION

Background

Recruitment advertising is one of the methods organizations use to search for
candidates who have no previous connection to them. Its main purpose is to produce
applications from candidates qualified for the job offered. Recruitment advertising is found
in various media including newspapers, journals, magazines, radio, television, direct-mail
and the Internet. Newspaper recruitment advertising has numerous advantages when
compared to advertising in other media because the newspaper has extensive market
coverage and its price is cheap so that people at all market levels can afford it. In addition,
readers generally perceive it as a current and credible informative source. As a result, the
newspaper becomes the most popular medium for recruitmenti adveitising. ' is known
among recruitment advertisers that advertising space in the classified section of the
newspaper is very costly. Once advertisers decide to place their job advertisements in
newspapers, they have to make their advertisements lock attractive so as to get the right
candidates.

Up to now, a lot of information related to recruitment advertising has been published.
Advertising can waste valuable time in filling a vacancy and certainly causes administrative
difficulties if it fails to attract appropriate candidates in reasonable numbers (Sidney. 1988).
Advertising medium should be selected carefully, with the target audience in mind. 97% of
firms used newspaper advertising as a recruitment too! (French. 1996). An advertising

location in a newspaper must capture readers’ attentions. A creative graphics, suitable

white space, good job related language and placement of logo should be employed.



Enough information must be provided to draw readers’ interests as well as allow them to
establish compatibility between advertisers’ needs and their skills. This may include
information concerning duties, key responsibilities, and the work environment (Arthur. 2001).
A good advertisement must include an understandable job title, a realistic specification and
the minimum required attributes of the candidate, a brief summary of the job, a summary of
the organization and rewards. Other factors to be considered when drafting an
advertisement are clarity, iegality, unique appeat and ease of reply.

It cannot be denied that all organizations need capable and effective staff to work
for them. Alec Rodger of the National Institute of Industrial Psychology of England (1952:
online) describes that the basic requirements of candidates organizations need are known
as the seven — point pian, which include physical make-up, attainments, general intelligence,

special aptitudes, interests, disposition and circumstances. According to Phisarnbutara

‘0

(2000}, at present many firms inciuding the Roya!l Dutch Shell Plc. are using this seven —
point plan for their staff selection,

It can be seen that attainments are one of the criteria organizations use in selecting
staff. In general, experienced people already hold a position in an organization. If these
people are satisfied with their work, they will not actively look for recruitment advertising in
the classified section of the newspaper. However, if a job advertisement could attract them
at their first glance, they will read it and in case the offer is really interesting to them, they
will apply for the vacant position offered.

It is obvious that the half page or full page newspaper recruitment advertising
always aftracts employees to read the advertisement. However, for newspaper job
advertising whose size is less than a quarter of the page, size might not attract employees

te look at it at their first glance. Therefore, in case the limited advertising space is deployed,

it is the work of Human Resource Management (HRM) of a firm or recruitment advertisers



to create an advertisement that could attract employees at their first look; ctherwise, they
might leave the page without reading it.

Recruitment advertisers or HRM of many firms may not know how to produce
effective newspaper recruitment advertising especially for an advertisement whose space is
limited. Poor advertisements such as using inappropriate white space, too small letter size
for the headline, or using only black and white color may fail to attract employees at their
first look. Although the advertisement could attract employees to stop to read it, those
employees might not apply for the vacant position if the body copy fails to motivate them to
do so for example a body copy that contains too tight or too loose qualification or excludes
some important information such as rewards. [n case an advertisement for a job vacancy
specifies too loose qualifications but provides readers with a lot of information about
benefits offered, hundreds of unqualified candidates may apply for such a position, which
will result in administrative difficulties in screening applications, and consequently,
ineffective persons might be chosen. In contrast, if too tight qualifications are specified,
while no incentive information is given, few qualified candidates may apply for the vacant
position. As a result, the HRM has to place a job advertisement for such a position in the
newspaper once again. Since advertising space in the newspaper is very costly, HRM has
to create a job advertisement that could attract employees at their first glance. In case a
small space is purchased, it is not possible that HRM puts all recruitment information in
such a limited space. Only necessary information shall be included and unnecessary one
shall be left out. HRM or recrgitment advertisers must judge which one is to be contained
and which one is to be disregarded. The problems are that HRM or recruitment advertisers
might not know how to construct attractive small-sized job advertisements and might not
know what information should be left out or should be contained in recruitment

advertisements.



Objectives of the Study

This research has two objectives as follows:

1. To study features in the small-sized newspaper recruitment advertising that
attract employees’ attention.

2. To find out information to be contained in the small-sized newspaper recruitment

advertising that could motivate employees to apply for vacant positions.

Research Questions

The two research questions of this study are below.

1. Which features in the small-sized newspaper recruitment advertising attract
employees' attention?

2. What information should be left out or should be contained in the small-sized

newspaper recruitment advertising?

Significance of ihe Siudy

Capable and effective workforce is one of the key factors that lead organizations to
the set objectives. Newspaper recruitment advertising is the most common recruiting
method a firm uses to invite qualified people to apply for vacant positions. Using ineffective
techniques, lacking useful facts or containing unnecessary information, job advertisements
in newspapers may fail to attract and stimulate those people to apply. Recruitment
advertisers or HRM of all companies then need to focus on making recruitment advertising
appealing especially for small-sized advertisements. Although recruitment advertisers or
HRM know that recruitment advertising is very crucial, they might not know how to make an
attractive small-sized job advertisement and might not know the important level of
information to be contained or left out. Therefore, the knowledge of making small-sized
recruitment advertising can help them make effective job advertisements. As a result, the
firms could bring capable and effective staff to join their firms without placing a job

advertisement for a second time.



The data obtained from the questionnaire will be analyzed with relevance to AIDA
theory (see detail explanation in Chapter 2} to find out the effective small-sized newspaper
recruitment advertising in employees’ viewpoint. Discussion and suggestions will be given

at the last stage.

Expected Qutcome

The findings will be useful for recruitment advertisers or HRM of every organization
that wants to recruit a qualified staff by deploying small-sized advertising space in the
classified section of the Bangkok Post and the Nation. HRM or recruitment advertisers
could use the findings as the guidelines to make effective small-sized newspaper

recruitment advertising. Employees are motivated to apply for the vacant position offered.



Definitions of Terms
The definitions of the terminclogy used in this study are given below.

® Employees: The employees mean persons who have been working in an
organization in Bangkok for more than two years. These people have working experience
and are satisfied with their work. However, if they see good opportunities offered by other

firms, they might try to take them.

® Column Inch: The column inch is the measurement unit of rental space in the

newspaper. One column inch space has the width of 1.362 inches and the height of 1 inch.

¢ Classified advertising is the advertising that mostly uses commercial words
placed in a special section of the newspaper or magazine and arranged by specific
products or services for easy reference. Classified advertising consists of job
advertiscments and non-ioh advertisemeants,

® Display advertising is the advertising that can be any size and placed anywhere
in the newspaper except the editorial page. A variety of space sizes, layout designs and
illustrative techniques are used to create display advertising.

® Small-sized Newspaper Recruitment Advertising: The small-sized newspaper
recruitment advertising means the advertisement whose size is between nine column inches

and twenty one column inches,



Table 1 illustrates the width and height of small-sized job advertising space

covered by this study.

TABLE 1 ADVERTISING SPACE

Advertising Space

Width

Height

@ column inches

3 columns = 4.086 inches

3 inches

10 column inches

2 columns = 2.724 inches

5 inches

10.5 column inches

3 columns = 4.086 inches

3.5 inches

12 column inches

3 columns = 4.086 inches

4 inches

12 column inches

4 columns = 5.448 inches

3inches

13.5 column inches

3 columns = 4.086 inches

4.5 inches

15 column inches

3 columns = 4.086 inches

5 inches

18

0

olumn inches

3 columns = 4.086 inches

6 inches

20 columns inches

4 columns = 5.448 inches

5 inches

21 column inches

3 columns = 6.81 inches

7 inches

® Color in Newspaper Recruitment Advertising: Colors used in newspaper

job recruitments are classified into 3 groups:

O Two - color advertising is the advertisement that uses only black

and white colors.

O Three - color advertising is the advertisement that uses one

extra color such as red or blue other than black and white.

O Full - color advertising is the advertisement that uses more than

three colors.

® Typeface: The typeface means the size and style of the letters used in

printing.



® Point: Point is the unit of letter size. Letter size is measured from the

height of the letter. Examples of letter size of Browallia New Style are illustrated

below.

2 point

10 point

11 point

12 point

13 point

14 point

15 point

16 point

17 point

18 point

19 point

20 point
22 point
24 point
26 point
28 point
30 point

32 point

ABCDEFGH

ABCDEFGH
ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCODEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

ABCDEFGH

abedefgh
abcdefgh

abcdefgh

abedefgh

abcdefgh

abcdefgh

abcdefgh
abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh

abcdefgh



CHAPTER 2

RELATED LITERATURE REVIEW

Conceptualizations of Advertising

The conceptualization of advertising is reviewed as follows: (1) a definition of
advertising, (2) advertising as communication, (3) the objectives of advertising, (4} the
newspaper recruitment advertising and (5) related research findings.

Tuckwell (1950} gives a definition of advertising in terms of its purpose that is a
persuasive form of marketing communications designed to elicit a positive response from a
defined target. The basic role of advertising is to influence the behavior of the target
market (or target audience) in such a way that members of t_he target market view the
product, service, or idea favorably and to motivate them to buy ihe service or pruduct,
Advertising can be either an informative or persuasive form of communication.

Since advertising is a special form of communication that can attract consumers to
respond in a positive way toward products or services, the study of communication helps to
better understand how advertising actually works.

Schultz & Martin & Brown (1984) mention that there are three basic types of
communication processes that are of value to the advertising planner; namely individual,
interpersonal, and mass communication. To deal with the clutter, the consumer screens out
or selects only those messages that interest him or her. To get through this screen, the
advertisers must appeal to the consumer's needs, tap common experiences, and be unique

enough to gain his or her attention.



12

Table 2 illustrates the cost of advertising space in the classified section of the

Bangkok Post and the Nation.

TABLE 2 RECRUITMENT ADVERTISING RATE

Rate in Year 2006
Description
The Bangkok Post The Nation
Daily rate 1,145 baht per column inch 1090 baht per column inch
Front page 10% surcharge per day 10% surcharge per day
Spot color surcharge | 8,000 baht per insertion 7,500 baht per insertion
Full color surcharge 60,000 baht per insertion 55,000 baht per insertion

Source: The Post Publishing Public Company Limited (2008) & The Nation Multimedia

Groups Company Limited (2006)

Sidney (1988) says that newspaper recruitment advertising has to attract the
attention of the right people. A good job advertisement must have an understandable job
title. The title should mean something to the reader and be free of in-company jargon. A
realistic specification of the ideal candidate and the minimum attributes must be specified.
It should include a brief summary of the job. This is especially important if the title is
specialized. The job description should be realistic; otherwise, it will attract and recruit
people who will subsequently prove disappointing and be disappointed. A summary of the
organization is also needed. Some details which could be included are product, service,
size and type of industry, profitability, expansion programs outline. Rewards are very

important factors that draw candidates’ interests. The range of salary is one of the first
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things a reader looks for. Adding the word negotiable can give extra options. Other
factors to be considered when drafting an advertisement include clarity, legality, unique
appeal and ease of reply. The advertisement must be punchy, reader-friendly and
appealing to ideal candidates. Equal opportunities for all candidates must be realized. All
advertisements must be free from discrimination on grounds of race, sex or marriage. The
use of words indicating a preference for either sex should, where possible, be aveided, but
if there is not a unisex word to describe an occupation, then it should be made clear in the
advertisement that the job is in fact open to persons of both sexes. A unique selling point
such as a training scheme should be included in advertisements. Furthermore, the
advertisement must be easy for readers to reply. Candidates should be informed how to
reply, for examples, by sendi_ng a CV or sending or telephoning for an information pack
which include an application form. In addition, to attract readers’ attentions, pen pictures,

drawing and even photographs could be used in advertisements.

Dessler (1994) says that experienced advertisers use a four-point guide called
AIDA - Attention, Interest, Desire and Action ~ to construct their advertisements.
Advertisers must design their advertisements so as to attract readers’ attention.

The visual, white space, color, headline and typeface are generally used to attract Attention.

Attention

Adbusters (2006) says that a visual will help draw readers’ attention to an
advertisement. Research indicates that 70% of the people will only look at the visual in an
advertisement, whereas only 30% will read the headline. Bovee and Arens (1982) divide

visuals into two groups, namely photography and drawing. According to Isarawat (1990),
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// N
ENGINEERING MANAGER
Selery negotiable

Cemntral Banglkols

Our client, is a major Thai and overseas owned joint venture
which operates one of the most prestigious shopping and
office complexes in central Bangkok. An Engineering Manager
is sought to head up the Property Management team.

The Engineering Manager will report to the Property Manager
‘and lead a team of about 10 staff involved in the engineering
and property management aspects of the business, which
covers operating systems, planned preventive maintenance, fit-
out compliance, ensuring that the building and the
international partner’s engineering standards are met and
liaison with tenants and statutory authorities.

This is a career position that will lead to the engineering
management of more than one building for an ambitious
Engineer. University qualifications are essential together with:
good English, leadership, planning and time compliance ability,
coupled to capacity to handle multiple tasks.

Salary and benefits will be negotiated at a generous level.

Send your full resume details by 1 July 2005 to Fil: B820P az:

N\ —RBMIL

CLF TRAN VA FLATA CULEING, 82 CL00 RDAD, DANES toanyy et & ¥ ‘y

Conoth BrueoOamleadh G B AR e CoSILTiNCY GROUP O, ITD
—

Figure 1 The example of black and white job advertisement that red color is inserted in to
attract readers’ attention.

Source: The Classified. // (2005, / 25 / June). // The Bangkok Post. // Page 1

Grantastic Design Inc (2006) defines that white space is the term describing open
space between design elements. It can be between letters, words, or paragraphs of text;
space in and outside of graphics, and between all of the elements of the page. It is
essential for providing spatial relationships between visual items, and actually guides
reader's eye from one point to another. White space is an important layout technique often

overlooked by the inexperienced designer. While some artists concentrate heavily on what



Bring this card to

one free lesson.
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Tennis Pro

555.555.5555 Fax

The Tennis Group for

555.555.5555 Voice

555.555.5555 Mobile JPRT
info @ tennisgroup.com ; .
www.lennisgroup.com o P
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Figure 3 The business card that has little white space because it contains a lot of

information.
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Figure 4 Job advertisement that uses white space to draw readers’ attention.
Source: Dessler, Gary. (1995). Human Resources Management. Sm ed. New Jersey:

Prentice Hall International, Inc
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Dessler (1994} notes that closely printed advertisements are lost while using wide

borders or lot of empty space stand out as an example shown in figure 4.

According to Ogilvy (1980}, the headline is the most important element in most

advertisements. It is the telegram which makes the reader decide whether they want to

read the body copy. On the average, five times as many people read the headline as they

read the body copy. Arens (2002) defines that headlines are the words in the leading

position of the advertisement. The role of headlines include 1) attract attention to the

advertising 2) engage the audience 3) explain the visual 4} lead the audience into the body

of the advertisement and 5) present the selling message.

Bovee & Arens (1982) say that headlines are classified by the type of information

they carry. Types of headline include:

Benefit headline: The headline that promises the audience that the product

or service will be rewarding.

News / information headline: The headline that announces news or

information.

Provocative headline: The headline that provokes readers’ curiosity.

Question headline: The headline that asks a question and encourages

readers to search for answer in the body of the advertisement.

Command headline: The headline that orders readers to do something.

QOgilvy {1983} suggests that benefit headline, news / information headline and

provocative headlines should be used. Headlines can consist of just one word or more

than ten words. The important thing is that they flag down the readers who are prospects

for the kind of products or services offered. Puns, literary allusions and other obscurities
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must not be used to make headlines because readers take a fast look at many
advertisements so they don't stop to decipher the meaning of obscure headlines.
Meaningless, unrelated, or off-subject headlines don't work. It is strongly suggested not to
run the advertising without any headline because it will determine the success or failure of
an advertisement.

Book & Schick (1988) say that a slogan can be an integral component of an
advertising campaign. If it identifies the advertiser and is memorable, a slogan can act as a
continuing link in a campaign. It acts as a contrast reminder, provides recognition, and may
use the same for many years or even decades. Some companies use a slogan as a
headline to the exclusion of all other copy.

According to Professional Advertising (2006: online), a subhead is normally place
under the headline in order to attract readers’ attention and increase comprehension and
readership.

Typography is one of the features that attract and motivate readers to read an
advertisement. Boduch (2006) says that headlines should be designed so as to jump out
visually and command attention above the rest of the text. Therefore, the typeface of the
headlines should contrast with those of the body copy. Book & Schick (1988) recommend
that the size of the body copy shall be set so as to invite readers to read the advertisement.

if a very small size is used, the readers will leave the advertisement without reading it.

Arens (2002) states that the body copy comprises the Interest, Desire, and the

Action steps. The body copy is a logical continuation of the headline and subheads, set in

smaller type.
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Group Health Underwriters

WE NEED

AN UNDERWRITE

R

WHO'S AN OVERACHIEVFR

o keep
pace with
our rapidly
=4 expanding
account base,
we're looking for
ambitious self
starters to join the
Employee Benefit
Group in our
QOrinda office. The
kind of pro's with
proven records

environment.

We've recently com-
bined our New
Business and Cus-
tomer Relations
Groups, creating a
leaner, more aggres-
sive force. As part
of this new unit,
vou'll have broad
exposure and career
growth opportuni-
ties. Plus receive a

and super analvti-
cal siiils.

{f this sounds like you, con-
sider joining The Travelers, a $46
billion insurance and financial
services leader.

To qualify, you need at least
3 years of group health under-
writing experience where you've
gainad 2 solid knowledge of
employee tenefits coverages.
You must also have excellent
communications and interper-
sonal skills.

Inreturn, you'll thrive on
chailenging work in a dynamic

Tlome (ffice The Travelom Companees, 1 tartfurd, Conncctwut

highly competitive
salary and benefits package.

So, if you're an overa-
chiever, join The Travelers. And
enjoy a career that's a cut above
the rest.

Send your resume, with
salary requirements, to; Sonia
Mieinik, The Travelers Compa-
nies, 30-CR. SF426L1, Cne Tower
Square, Hartford, CT 06183-7C60.

~J{’ne?l'i:a:velersJ

You're better off under the Umbreila™

An Tapual Opportuniry Empluyer,

Figure 5 Advertisement that creates interest by mentioning “you’ll thrive on challenging

work in a dynamic environment”.

Source: Dessler (1994). Human Resources Management. 6" ed. New Jersey: Prentice Hall

International, Inc.
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Four Seasons Horen
y‘}?"?’ e 4’.’:3.3’7':‘)/ .;’5!!/'}1;/-';5-»’

Four Seasons [{otel at The First Residesce
Cairo, Egypt

| A gracious sancluary on the wes!t bank of the Nile, wilh impressive viaws

"1 of the Greal Pyramids, is now seeking a dynamic candidate for the position

¢f Thai Sous Chef and Thal Chef de Partie in Cairo. Egypt
- with the follewing qualifications:

2 + years ¢ooking experience in a repulablz, aulthentic Thai Restawan.
Leadership experience and ability to supervise a team of 7 Chefs

Basic food carving skills

Basic Kitchen English speaking /1eading skills

Flexible and adaptable personality

International experience helpful

Very competitive international salaries {net of lax)

5 day working week (Thai Sous Chel}

Housing, Utilities and Annual Home Leave ticket is providec

IRV . <

LERNRLLNNN

Interested candidates please kindly submit your full resume
by &-mail before July 27, 2005 io:

==

Figure 6 Advertisement that generates interest by using location

Source: The Classified. /f (2005, / 21 / July). // The Bangkok Post. // Page 2



THE ORIFNTAL

BANGHROK

The Oriental Bangkok, recognized as one of the world's
legendary hotels fori 30 years, invites applications for

DIRECTOR OF TECHNICAL SERVICES

Qualifications and Requirements:-

Male, age between 40 - 50 years preferred

Bachelor's Degree in Engincering minimum requirement
Minimum 10 years experience required

High end Property management experience is required
Strong leadership & communication skills are required
Praject management skills are an asset

Hotel experience is not a pre requisite

Oversea experience is an asset

Good command of English and Computer literate

Thai National only

The Oriental, Bangkok will offer a very attractive remuneration and
competitive employee fringe benefits to the right candidate.

Interested applicants can apply in person or send in a resume together
with recent photo and relevant information to

Human Resources Department
The Orienta] Bangkol
48 Oriental Avenue, Banglkok 10580
Tel: (662) 659 - 8400
Fax: (662) 267 - 4955
E-mail: orbkk _hr@mohg.com
Internet: www.mandarinoriental.com

Figure 7 Advertisement uses benefits to draw readers’ interest

Source: The Classified. // (2005, / 21 / July). // The Bangkok Post. // Page 1

23



24

Desire

Dessler (1994) stated that Desire should be created by amplifying on the interest
factors plus the extras of the job in terms of job satisfaction, career development, travel, or

similar advantages. Figure 8 is the example of job advertisement that creates desire.

O Staras ingustr'es { Thatlang) Lrd.

Oil states Industries - a public company {found on the New York Stock exchange 01S), has
recently opened Gil States Industries (Thailand) Ltd, in the Rayong Provinca of Thailand. Qur
Nautius< Marine Cranes are manufactured in Houma, Louisiana USA, in strict accordance
with API Specification 2C as well as IS0 9001. Nautilus Marine Cranes have an extensive
range of use on offshore marine platferms, TLPs, Spars, marine vessels as wel! as dockside
applications, around tha world.

Oil states Industries (Thailand) Ltd, offers-an attractive package the consisting of medical
care for the employee and their family, provident fund, bonuses, and OEM training in
Thaitand as well as in the US.

ational offshore Pedestal Crane Service superv

+ Preferably with 5-6 years offshore experience

+ Mechanical background, Mechanical Crane background would be a plus

+ Knowledge of hydraulic systems and abie to read mechanical drawings

+ ¥nowledgs af basic electrical systems

& Scif motivated, good problem selving skiiis; chdHard working

< strong command of English: reading, written, and speaking

» Based in Thailand and traveling within the SE Asia region on a normal basis
2.J0ffSHore Pedescil Crine Mechanics . ‘iSeveraliPositions)
o Preferabiy with 3-4 years expereince offshora

¢ Mechanical background, working with offshare cranes would be an advantage
+ 3-4 years experience with mechanical and hydrauilc equipment

¢ Krowledge of hydraulic systems and abie to read machanical drawings

< 5elf motivated, good problem solving skills, and harg working

© Fair command of English: reading, writing and speaking

+ Based in Thailand, wich a possibility of taveling cc¢casionally

Pleasa send a resume via mail : @11 SeDses induserics (Thalland) Lod.
433 Sukaurnvit Rd, Building 102 Huaypong Sub - District, A, Muang, Rayon3 21150
Emgil : panthipiwoilstates.com or donz.d.brownoilstates.cam
Or Fax: 038 691 644

—

Figure 8 Advertisement that generates desire by mentioning “traveling within Southeast

Asia on a normal basis”.

Source: The classified. I/ (2005, / 28 / August). // The Bangkok Post. Page 2.
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Action

Finally, the advertisements should instigate action, for instances, “call today” or
“write today for more information”. The example of job advertisement that asks readers to

take action is illustrated in Figure 9.

v
i

MANAGEMENT TRAINEES _
/AB““'J‘“’“ (30 positions) .. .. %

irways

We are looking for new generation who wish to join Bangkok Airways
and our affiliated companies in the position of Management Trainees.
The applicants must fulfill following requirements :

Thai Nationality, mate or female, age 25-35 years
University graduate, Bachelor or Master Degree
Height: female, not less than 160 cms. and

male, not less than 170 ¢cms,
Excellent communication skills in both Thai and English
Service minded, good atiitude and willing to work hard in
un-country and abroad.

Please apply in person starting from March 1, 2005 - March 11, 2005
09:00 - 11:00 hrs., 14:00 - 16:00 hrs. (except Saturday and Sunday) at

Bangkok Alrways Co., Ltd.
Samui Room, 16™ Floor
99 Moo 14 VibhavadiRangsit Rd.,
Chomphon, Chatuchak, Bangkok 10900

Remarks: Applicants please bring your resume, a recent 2 inches
photo, ariginal transcript and & copy of the following document of:
Transcript

TOEIC score results of 600 up (within 6 months)

Centificate exemption irom military service (for male)
Identification card

House registration certificate.

¥E ¥ EF

¥+ ¥4+

Figure 8 Advertisement with a call to action

Source: The Classified. // (2005, / 27 / February). // The Bangkok Post. // Page 3
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Related Research Findings

Human Capital (2005) reports that the local newspaper is by far the best source of
information for job seekers according to its new research study into recruitment advertising
in the United Kingdom. 51% of people said that they would turn to their local newspaper as
the first port of call when looking for a new job, nearly six times as many as second choice,

Jobgcentre Plus at nine per cent.

First place to go to find out about a new job

Other T

National newspaper website :
Specialist recruitment agencies |
National Newspaper f !
Recruitment Agencies ]
Recruitment websites

Local newspaper

23% of people had found their current or last job from their local newspaper. This
was second only to word of mouth (thirty per cent), whilst recruitment agencies had only
helped 11% of people. Overall, 39 per cent of people had applied for a job advertised in
their local newspaper over the past two years.

The findings confirm the role and strength of local newspapers. Over 20% of people
are actively looking for a new job and a further 30% would consider applying for a new job
if they came across it. In fact, 39% have, during the last two years, applied for a job that

they saw advertised in their local paper.
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Commissioned by the Newspaper Society, the research aims to help agencies and
advertisers better understand the recruitment-advertising environment, and the relative
importance of different communications channels among jobseekers.

Recruitment advertising has been the local press industry's dominant advertising
revenue driver for a decade. The strong position of local newspapers within their
communities provides a highly effective and trusted environment for recruitment advertisers
who spent a total of £892 million in the medium in 2004, representing around 30% of total
advertising revenues.

Thailand has two standard English newspapers namely the Nation and the Bangkok
Post. Although these two newspapers are distributed nationwide, their major readers are
people who live in big cities especially Bangkok. It is found that almost job advertisements
in the classified section of these two newspapers are placed by companies located in
Bangkok. It could be interpreted that the Nation and the Bangkok Post are Bangkok local

newspapers when taking only recruitment advertising section into consideration.

The Welsh Local Government Association (WLGA) (2003) states that its
conventional newspaper recruitment advertisements contained a lot of unimportant or
unnecessary details so that essential information was difficult to extract at a glance. The
appearance of the advertisements was often not visually pleasing. The WLGA Head of
Employment presented a number of options for improving practice and cutting cost to the
Committee, including the idea of “signpost” advertising. A signpost job advertisement is
placed in the newspaper in a normal way. The difference is that it contains only the

minimum information necessary to attract potential applicants such as the job, salary,
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closing date and contact details plus those elements that make up the authority’s house
style. Interested applicants are then directed via the contact details to the local authority
web site or to an alternative provider such as Igjobs.com if appropriate. Full details about
the authority and the job can be displayed on the local authority website at no cost to the
authority, and at a relatively small cost per job compared to a newspaper advertisement in
the case of an alternative provider. The signpost advertisement also carries the normal
telephone contact details for those without internet access. The signpost advertisement
contains far less information so it is considerably smaller and requires about seventy
percent less column inches, making it cheaper to place in the local press. Color and
antwork can be added to a signpost job advertisement to increase its visﬁal impact and
appeal, while still producing considerably cost saving on a comparable conventional
advertisement. The WLGA reports that savings of between 50 — 70% are generally being

made on the cost of conventional newspaper advertisements.

Fernandez & Rosen {2000) did a research on the Effectiveness of
Information and Color in Yellow Pages Advertising. The study finds that specific information,
whether it is in the form of problem-specific claims and / or problem-specific graphics, is an
extremely effective cue. 80% of consumers are likely to call an advertiser first who uses
specific information rather than an advertiser using general information.

Many advertisers try to design advertisements to appeal to as many users as
possible. For instance, an advertisement for a television repair shop may state, “we repair
all brands.” The findings regarding the effects of specific copy indicate that the advertiser
should instead list the individual brand names the store services (e.g. Sony, Zenith, Sharp,

etc.) to the extent possible. If this would require a larger advertisement than the advertiser
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wishes to purchase, then information of value to the most important customer segments of
that advertiser should be included in the advertisement.

Regarding color, it is concluded that color is the key factor that attracts consumers’
attention to read an advertisement. Since consumers appear to consider only a subset of
the available advertisements in the classification (unless there are very few advertisements
in the classification), advertisers sheuld include attention-getting executional cues in their
advertisements. This is particularly true for advertisers whose target customers may be
unwilling or unable to systematically process due to time pressures (e.g., working mothers)

or emergency circumstances (e.g., needing a plumber).

Suttipatarapan (1996) conducted a research on "‘Advertising Format Aspect” of
display advertisements placed in Thai daily newspapers. He found that advertisers mostly
deploy advertising space of a quarter of a page or bigger for their display advertisements in
newspapers. This is hecause Thai daily newspapers are divided into small columns or
small frames; therefore, big advertising space will create a contrast which could attract
readers’ attention.

For color, it is found that about two-third of display advertisements are printed in
black and white, while the remaining is printed in full — color. The finding contradicts to the
principal of contrast because the environment of Thai newspapers is b_Iack and white;
therefore, color advertisements will create a contrast which could attract readers’ attention.
The main reason why the majority of display advertisements are printed in black and white
is because advertisers want to save advertising cost. Advertisers have already born the

expensive rental space so they are not willing to pay extra for color printing.
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llustrations are the key components of display advertising. It is found that 2% of
display advertisements uses photographs while 30% uses drawings and the remaining uses
both. The finding complies with David Ogilvy’s conceptualization stated by Isarawat (1990)
that advertisements using photographs can better draw readers’ attention than
advertisements using drawings.

For types of headlines used in display advertisements, it is found that Provocative
Headline is mostly used in display advertisements and followed by News or Information
Headline and Benefit Headline respectively. The finding complies with David Ogilvy's
suggestions that headlines should give readers news or information, offer benefits to

readers and should motivate readers’ curiosity.



CHAPTER 3

METHODOLOGY

This chapter provides both primary and secondary data collected from relevant
publications on textbooks, journals, the Internet, previous research and newspapers. It also

describes the research procedures as follows:

Primary Data

® Questionnaire
The researcher collected small-sized job advertisements placed in the Bangkok Post
and the Nation from January 2005 to July 2006 and used them to design the questionnaire
divided into 4 parts as follows:
O Part 1: General background
The objective of this part is to collect personal data of the respondents.
O Part 2. Factors that attract employees’ attention
This part consists of 7 questions to find out features in the areas of logo,
color, white space, headline and typeface that make small-sized job
advertisements look attractive to the respondents.
O Part 3. Information or features that should be contained in the small
sized newspaper job advertising
This portion is to investigate information or features that should be
contained in the small-sized newspaper job advertising from employees'

viewpoint,
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O Part 4: Information or features that could motivate employees to apply
for vacant positions.
This part is to find out factors that could motivate employees to apply for
the vacant position offered.

The questionnaire used for this research is illustrated in the Appendix.

¢  Population

Thirty sets of the questionnaire were passed to the researcher’s friends and
colleagues in person who are satisfied with their present job and have been working in an
organization in Bangkok for more than two years. These people were selected as the
samples because they are satisfied with their jobs after working in the organization for more
than two years. Therefore, these people do not actively read the job advertising in the

classified section of the newspaper.

® Secondary Data

Secondary data were gathered from relevant publications on textbooks, journals,
previous research and the Internet. Examples of recruitment advertisements were collected
from the Bangkok Post and the Nations and textbooks related to advertising and human

resources management.

Analysis and Discussion

The researcher categorized the data, tabulated and analyzed them by using

percentage to identify the information that should be used as the main headiine, the factors
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that attract respondents’ attention, the information or features that should be contained in
the small-sized newspaper job adventising and the information or features that could
motivate employees to apply for the vacant position. The data obt-ained from the
questionnaire were analyzed with refevance to AIDA theory to find out the effective small-
sized newspaper recruitment advertising in the aspect of employees. Discussion and

suggestions were given at the last stage.



CHAPTER 4

FINDINGS

This chapter presents the findings of the data analysis. Four main sections are

included 1) general background of respondents 2) factors in the small-sized newspaper

recruitment advertising that attract employees’ attention 3} information or features that

should be contained in the small-size newspaper recruitment advertising and 4) information

or features that could motivate employees to apply for vacant positions.

Part I: General Background of Respondents

The general information of the respondents was obtained from the respondents’

through questions in Part | of the questionnaire.

It was found that the respondents’ ages ranged trom tweniy four iv inirly five years

old. All organizations where the respondents work were located in Bangkok. Other general

data are classified in Table 3.

TABLE 3 GENERAL INFORMATION OF RESPONDENTS

Item Frequency Percentage
1. Working Experience in the Current Firm
« More than 2 years ‘ 30 100%
2. Job Satisfaction Level
» Very satisfied 1 3.33%
« Satisfied 29 96.67%
« Not satisfied 0 0%




TABLE 3 (Continued)
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Item Frequency Percentage
3. Job Advertisements Reading Frequency
e Everyday 1 3.33%
e 2 - 3times a week 8 26.67%
» Cnce a week 9 30%
¢ 2 - 3times a month 3 10%
¢ Once a month 9 30%
4. Respondents’ purpose of reading the job
advertisements
+ Really want to apply for a new job 0 0%
e Apply for a new job if the vacant position 17 56.67%
is really interesting
» Just want to update about personnel 13 43.33%
wanted in the market
5. Way of reading job advertisements in the
classified section
» Read through every job advertisement 0 0%
+ Scan the job advertisements and read 30 100%

only ones that are attractive.
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As illustrated in Table 3, all of the respondents have been working in their current
firms for more than two years. None of the respondents was dissatisfied with their present
jobs. 96.67% of the respondents were satisfied with their current jobs, whereas 3.33% of
the respondents were very satisfied. Only 3.33% of the respondents read the job
advertising in the classified section of the newspaper everyday, while 26.67%, 30%, 10%
and 30% of the respondents read the job advertising in the newspaper 2 — 3 times a week,
once a week, 2 — 3 times a month and once a month respectively, These data proved that
the respondents did not actively read the job advertising in the classified section of the
newspaper because all respondents were satisfied with their current jobs.

None of the respondents read the job advertisements with a purpose of really
looking for a new job. 56.67% of the respondents read the job advertisements and applied
for a new job just in case the vacant position offered was really interesting, whereas
43.33% of the respondents read the job advertisement with a purpose to update about
personnel wanted in the market. None of the respondents read through every job
advertisement but all of the respondents scanned job advertisements and read only the
ones that were altractive. Because all respondents did not really want to look for a new job,

they just scanned the job advertisements instead of reading through all of them. As a resuilt,

they would read only job advertisements that were attractive to them.



Part ll: Factors That Attract Employees’ Attention

The data concerning factors that attract employees’ attention were obtained from

the respondents’ answer through questions in Part Il of the questionnaire.
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The respondents were asked in the first question to rank according to their priority

the information that should be used as the main headline of job advertisements the most.

The data obtained are illustrated in Table 4. The rank frequency was used to calculate the

percentage,

TABLE 4 INFORMATION THAT SHOULD BE USED AS THE MAIN HEADLINE OF THE

RECRUITMENT ADVERTISING

Type of Rank Frequency
' Percentage
Information No.1 | No.2 | No.3 | No.4 | No.5 | No.6 | No.7 | No.8 | No.9
Office Location 2 10 10 1 1 1 75.56%
Job Title 25 2 1 96.30%
Slogan of the
1 1 2 1 7 15 25.93%
organization
Salary 8 11 5 74.81%
Rewards other
1 2 9 5 6 2 51.48%
than salary
Traveling 5 8 7 4 3 39.63%
Training scheme 6 12 7 3 32.96%
Corporate name 2 6 6 9 3 1 1 66.67%
Words that
stimulate curiosity
1 2 2 7 3 6 7 38.15%
like ™ Urgently
Required”
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According to the data in Table 4, 96.30% of the respondents suggested that the job
title should be used as the main headline of the recruitment advertising the most, while
75.56%, 74.81%, 66.67%, 51.48%,39.63%, 38.15%, 32.96% and 25.93% of the
respondents indicated that the office location, salary, corporate name, rewards other than
salary, traveling, words that stimulate curiosity like “urgently required”, training scheme and
corporate slogan should be used as the main headline of the job advertising respectively.
In the researcher’s opinion, the main reason why the job title was selected to be used as
the main headline of the job advertising the most was that the job title was the first
information that the respondents used to judge whether the position offered matched their
need. For example, if a respondent is looking for a sales manager position but the job title
posted is an engineering manager, that respondent exactly knows that the position offered
is not for her or for him. The job title could help the respondents save their time in
scanning for what they need. Office location came at the second rank the respondents
wanted to be used as the main headline of the job advertising. In the researcher's view,
since the respondents suffered the bad traffic conditions in Bangkok so if the office location
of the job offered is located near the respondents’ home or in the area where they can
easily reach, the respondents would apply for the position offered. For salary, it came at
the third rank for information that should be used as the main headline of the job
advertising. In the researcher's opinion, it could not be denied that people work in
exchange for money. That is why salary came at the third rank after the job title and the

office location.

In the second question, the respondents were asked to choose the advertisement

that draws their attention at their first glance the most. The researcher placed three pieces
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of two-color {black and white) advertisements and one piece of three-color advertisement
for the respondents to select. This is to check whether the three-color advertisement could
draw respondents’ attention the most. The data obtained are illustrated in Table 5. The

frequency of each advertisement selection was used to calculate the percentage.

TABLE 5 JOB ADVERTISEMENTS WITH THE COLOR FACTOR THAT COULD DRAW

THE RESPONDENTS' ATTENTION THE MOST

Type of Job Advertisement Frequency Percentage
Three-color advertisement
23 76.67%
{FitchRatings)
Two-color advertisement
0 0%
(Kerry Logistics)
Two-color advertisement
2 6.67%
(Lorenz & Partners)
Two-color advertisement
5 18.67%
{UCT)

76.67% of the respondents answered that the three-color advertisement of
FitchRatings could attract their attention at their first look the most. 16.67% and 6.67% of
the respondents replied that the two-color advertisement of UOT and Lorenz & Partners
respectively could draw their attention at their first look the most, while the two-color
advertisement of Kerry Logistics could attract none of the respondents’ attention at their first
glance. The findings prove that an extra color insertion to black and white advertisements
could attract readers’ attention. It is remarkable that Kerry Logistics job advertisement is
the only advertisement whose logo is in the visual form but it could attract none of the

respondents’ attention.
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The respondents were asked in the third question to select the advertisement that
attracts their attention at their first glance the most. The researcher placed three pieces of
closely printed advertisements and one piece of advertisement whose white space is rich
for the respondents to choose. This is to investigate whether the advertisement with a lot
of white space could draw the respondents’ attention the most. The data obtained are
shown in Table 6. The frequency of each advertisement selection was used to calculate

the percentage.

TABLE 6 JOB ADVERTISEMENTS WITH THE WHITE SPACE FACTOR THAT COULD

DRAW THE RESPONDENTS' ATTENTION THE MOST

Type of Job Advertisement Frequency Percentage

Advertisement whose
white space is rich 19 63.33%

{Ptaza Athenee Bangkok)

Closely printed advertisement

5 16.67%
(BK Magazine)
Closely printed advertisement
3 10%
(Unidentified Organization)
Closely printed advertisement
3 10%

(Siam Chemical Logistics)

63.33% of the respondents answered that the job advertisement of Plaza Athenee
Bangkok could attract their attention at their first glance the most. 16.67% of the

respondents replied that the job advertisement of BK Magazine could draw their attention at
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their first look the most, while 10% of the respondents indicated that job advertisements of
both the unidentified company and Siam Chemical Logistics could draw their interests at
their first sight the most. The findings prove that the rich white space could be used in job
advertisements to attract readers’ attention.

In the fourth question, the respondents were asked to choose the advertisement
that attracts their attention at their first look the most. The researcher placed four pieces of
advertisements with different size of headline for the respondents to select. This is to find
out whether an advertisement with the biggest size of headline could draw the respondents’
attention the most. The data obtained are illustrated in Table 7. The frequency of each

advertisement selection was used to calculate the percentage.

TABLE 7 JOB ADVERTISEMENTS WITH THE HEADLINE SIZE FACTOR THAT COULD

DRAW THE RESONDENTS' ATTENTION THE MOST

Type of Job Advertisement Frequency Percentage

Advertisement with
the biggest headline 20 66.67%

(Harrow International School)

Advertisement with the

second biggest headline

10 33.33%
(Champion Machine Tool (Thailand)
Co., Ltd.)
Advertisement with the
third biggest headline 0 0%

(Siam Chemical Logistics)
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TABLE 7 (Continued)

Type of Job Advertisement Frequency Percentage

Advertisement with the smallest
0 0%
headline (Unidentified Company)

66.67% of the respondents replied that the job advertisement of Harrow
International School whose headline size is the biggest could attract their attention at their
first glance the most. 33.33% of the respondents answered that the job advertisement of
Champion Machine Tool (Thailand) Co., Ltd. whose headline size is the second biggest
cloud draw their attention at their first look the most, while the job advertisements of both
Siam Chemical Logistics whose headline size is the third biggest and the unidentified
company whose headline size is the smallest could attract none of the respondents’
attention at their first glance. The findings prove that the big-sized headline could be used
in job advertisements to attract readers’ attention.

In the fifth question, the respondents were asked to select the advertisement whose
logo could attract their attention. The data obtained are illustrated in Table 8, The

frequency of each advertisement selection was used to calculate the percentage.

TABLE 8 JOB ADVERTISEMENTS WITH THE DIFFERENT WELL-KNOWN DEGREE

LOGO THAT COULD DRAW THE RESPONDENTS’ ATTENTION THE MOST

Job Advertisement Fregquency Percentage

V.V.P Automobile Company with

23 76.67%

Famous BMW's logo
United Nations with quite well-known logo 10 33.33%
Group 4 Security with unfamiliar logo 5 16.67%

Hecny Transportation with unfamiliar logo 1 3.33%
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76.67% of the respondents answered that the famous BMW's logo in the job
advertisement of V.V.P Automobile could draw their attention at their first glimpse. 33.33%
of the respondents replied that the quite well-known United Nations’ logo in the United
Nations’ job advertisement could attract their interest at their first iook. 16.67% and 3.33%
of the respondents responded that the unfamiliar logo of Group 4 Security and Hecny
Transportation respectively could attract their attention at their first giance. The findings
prove that famous logos could be used in job advertisements to attract readers’ attention.

The respondents were asked in the sixth question to choose the advertisement that
could attract their attention at their first look the most. The researcher placed four pieces of
job advertisements for the respondents to select. Each of these four advertisements
deployed different attractive feature namely extra color insertion, big headline size, a lot of
white space and famous logo. The data obtained are illustrated in Table 9. The frequency

of each advertisement selection was used to calculate the percentage.

TABLE 9 FACTORS THAT COULD ATTRACT THE RESPONDENTS' ATTENTION THE

MOST

Attraction Rank Frequency
Type of Job Advertisement Percentage

No.1 | No.2 | No.3 | No.4

Three-color job advertisement

7 5 12 6 60.83%
(FitchRatings)
Job advertisement
with a big headline 11 10 6 3 74.17%

(Harrow International School)
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Attraction Rank Frequency

Type of Job Advertisement Percentage
No.1 | No.2 | No.3 | No4
Job advertisement with
a lot of white space 7 6 4 13 55.83%
(Plaza Athenee Bangkok)
Job advertisement with
well known BMW's logo 6 8 8 8 60.00%

(V.V.P Automobile)

As illustrated in Table 9, the job advertisement with a big headiine (Harrow

International School) could draw the respondents’ attention the most at 74.17% and

followed by the three-color job advertisement (FitchRatings), the job advertisement with well
known BMW's logo (V.V.P Automobile) and the job advertisement with a lot of white space

(Plaza Athenee Bangkok) at 60.83%, 60.00% and 55.83% respectively. The findings show

that the big-sized headline is the most effective factor that could attract readers’ attention.

The respondents were asked in the seventh question to choose the advertisement

that they might ignore reading it. The researcher placed four pieces of job advertisements

whose size and line spacing of the body copy are different for the respondents to select.

The respondents were requested to give supporting reasons why they ignored reading such

an advertisement. The data obtained are illustrated in Table 10. The frequency of each

advertisement selection was used to calculate the percentage.



45

TABLE 10 FACTORS THAT MAKE THE RESPONDENTS IGNORE READING THE JOB

ADVERTISEMENT
Job Advertisement Frequency | Percentage
Baker Huges Job Advertisement 20 66.67%
Supporting reasons why the respondents ignore reading this
job advertisement.
+ Letter size of body copy is too small. 11 55.00%
. Tl-1e line spacing of the body copy is too narrow. 14 70.00%
s Other 2 10%
o Too long body copy / Body copy contains too
many details.
IFC MPDF Job Advertisement 26 86.67%
Supporting reasons why the respondents ignore reading this
job advertisement.
e Letter size of body copy is too small. 23 88.46%
= The line spacing of the body copy is too narrow. 6 23.08%
e Other
o Too long body copy / Body copy contains too 7 26.92%
many details.
o No sub-heading (difficult to jump in / get out) 5 19.23%
o Very difficult to find the position offered 2 7.69%
o The body copy is printed in very light black 1 3.85%

color which is very difficult to read.
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Job Advertisement Frequency Percentage
General Electric Job Advertisement 6 20.00%
Supporting reasons why the respondents ignore reading this
job advertisement.
o Letter size of body copy is too small. 3 50.00%
+ The line spacing of the body copy is too narrow. 2 33.33%
s Other
o Too long body copy / Body copy contains too 2 33.33%
many details.
Kerry Logistics Job Advertisement 17 56.67%
Supporting reasons why the respondents ignore reading this
job advertisement.
e Letter size of body copy is too small. 8 47.06%
¢ The line spacing of the body copy is toc narrow. 6 35.29%
o Other
o Too long body copy / Body copy contains too 5 29.41%
many details.
o No sub-heading {difficult to jump in / get out) 8 47.06%
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As illustrated in Table 10, 86.67% of the respondents ignored reading the job
advertisement of IF MPDF with several supporting reasons classified in percentage as
follows. 88.46% of these respondents indicated that the letter size of the body copy of the
advertisement was too small. 26.92% of them answered that the body copy was too long
and contained too many details. 23.08% of them replied that the line spaciné of the body
copy was toc narrow. 19.23% of them repiied that they denied reading this job
advertisement because the advertisement had no sub-headlines. 7.69% of them mentioned
that it was very difficult to find what position was offered from the body copy and 3.85% of
them replied that they decided not to read IF MPDF because the body copy was printed in
very light black color. In the researcher’s opinion, the letter size of the body copy of IF
MPODF advertisement was really too small for the respondents to read so it was no doubt
why the respondents ignored reading the job advertising of IF MPDF the most at 86.67%.

66.67% of the respondents decided not to read the job advertisement of Baker
Huges with supporting reasons categorized in percentage as follows. 70% of these
respondents indicated that the line spacing of the body copy was too narrow. 55% of them
stated that the letter size of the body copy was too small and 10% of them expressed that
the body copy was too long and contained too many detaiis. Although the body copy's
letter size of Baker Huges advertisement was bigger than that of iF MPDF advertisement,
the percentage that the respondents ignored reading Baker Huges advertisement at 66.67%
was still high. The findings show that not only the letter size of the body copy that impacts
the respondents’ reading ignorance but also the width of line spacing.

56.67% of the respondents ignored reading the job advertisement of Kerry Logistics.
They gave supporting reasons which were classified in percentage as follows. 47.06% of

these respondents replied that the letter size of the body copy was too small. 47.06% of
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them indicated that the job advertisement had no sub-heading. 39.29% of them answered
that the line spacing of the body copy was too narrow and 29.41% of them mentioned that
the body copy was too long and contained too many details. In the researcher's opinion,
although the letter size of the body copy of Kerry Logistics advertisement was bigger than
that of IF MPDF and Baker Huges, it was still small for some respondents to read. In
addition, the advertisement of Kerry Logistics had no sub-heading which made it difficult for
the respondents to find information needed at a glance. As a result, 56.67% of the
respondents ignored reading the advertisement of Kerry Logistics.

20% of the respondents ignored reading the job advertisement of GE Electric with
supporting reasons classified in percentage as follows. 50% of these respondents
answered that the letter size of the body copy was too smali. 33.33% of them stated that
the line spacing of the body copy was too narrow and the body copy was too long and
contained too many details. In the researcher's view, even though the letter size of the
body copy of GE Electric advertisement was smaller than that of Kerrey Logistics
advertisement, it is noticeable that the respondents ignored reading the job advertisement
of Kerry Logistics at 56.67%, while ignored reading the job advertisement of GE Electric at
only 20%. It could be interpreted that the size of body is not the only factor that influences
the respondents whether they will read or ignore reading the job advertisements but other
factors including 1) The body copy is too long or contains too many details. 2) The job
advertisement has no sub-headline. 3) The line spacing of the bc;dy copy is too narrow. 4)
The position offered could not be easily seen as it is not printed as the headline or sub-
headline of the advertisement. 5) The body copy is printed in the very light black color on

the white background which is very difficult to read.
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Part lli: Information or Features That Should be Contained in The Small-

Sized Job Advertisement

The information or features that should be contained in the small-sized job

advertisement were obtained from the reply of the respondents in Part Il of the

questionnaire.

The respondents were asked to classify the important level of the information or

features that should be included in the small-sized recruitment advertising. The data

obtained are illustrated in Table 11. The frequency of the important level was then

converted to the percentage.

TABLE 11 INFORMATION OR FEATURES THAT SHOULD BE CONTAINED IN THE SMALL-

SIZED JOB ADVERTISEMENT

Information / Features

Leve! of Importance Frequency

Level of

Importance in

Very Important | Fair Slightly | Unimportant
Important Important Percentage
{100%) (75%) | (50%) | (25%) (0%)

Understand job title 19 10 1 - - 90.00%
Detailed job description 9 17 3 1 - 78.33%
Salary 10 14 6 - - 78.33%
Office Location 12 13 3 1 1 78.33%
An overview of the 1 8 18 2 1 55.55%
organization
Company Name 9 15 6 - - 77.55%
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TABLE 11 (Continued)

Level of Importance Frequency Level of

Information / Features Very Important | Fair | Slightly | Unimportant Importance in
Important Important Percentage
(100%) (75%) | (50%) | (25%) (0%)

Company Logo 2 7 16 5 - 55.00%
Company Slogan - 1 5 21 3 2B.33%
Training Scheme - 3 16 9 2 41.66%
Statements such as - 9 13 7 1 50.00%
career development,
job satisfaction
Website and telephone 14 16 - - - 86.67%
number of organization
where applicants can
get full details of the
organization and the
vacant position
Procedure needed 14 15 1 - - 85.83%
(How to apply?,
Application deadiine,
Contact details)
Detailed specification 6 18 4 2 - 73.33%
and attributes of the
ideal candidate
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Level of Importance Frequency Level of

Information / Features Very Important | Fair | Slightly | Unimportant Importance in
Important important Percentage
{100%) (75%) | (50%)} | (25%) (0%)

Fringe benefits such as 3 16 7 4 - 65.00%
provident fund, medical
care, bonus, company
car efc.
Traveling 2 10 10 8 - 95.00%

As illustrated in Table 11, the important level of information or features that should

be contained in the small-sized job advertisement are ranked from most to (east as follows:

1) Understand job title at 90% 2) Website and telephone number of organization where

applicants can get full details of the organization and the vacant position at 86.67% 3)

Procedure needed (how to apply?, application deadline, contact details) at 85.83% 4)

Detailed job description, Salary and Office location got the same percentage at 78.33% 5)
Corporate name at 77.55% 6) Detailed specification and attributes of the ideal candidate at
73.33% 7) Fringe benefits such as provident fund, medicai care, bonus, company car etc.
at 65.00% 8} Summary of the organization at 55.55% 9) Company Logo and Traveling
got the same percentage at 55.00% 10) Statements such as career development, job
satisfaction at 50% 11) Training Scheme at 41% 12) Company Slogan at 28.33%.

In the researcher's opinion, the reascns why the result came out as illustrated

above can he explained as follows.
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Understand job title came at the first place at 90% for information that should be
contained in the small-sized job advertisement because the job title was the first information
the respondents used to judge whether the position offered matched their need. If yes,
they would go on reading the advertisement but if not, they would quit reading it.

- Website and telephone number of organization where applicants can get full details
of the organization and the vacant position came at the second rank at 86.67% because the
respondents understood that the advertising space was limited so only necessary
information should be contained in the job advertisement, while the complete one should be
included in the organization’s website.

Procedure needed came at the third place at 85.83%. The respondents voted for
procedure needed at high percentage (85.83%) because without procedure needed, the
respondents would not know how to apply or when to apply for the position offered so they
might lose the chance to get a good job.

Detailed job description, salary and office location came at the fourth place at
78.33% for information that should be contained in the small-sized job advertisement. Once
the job title matched the respondents’ need, the respondents would further check for the job
description of such a job title. For salary and office location, they are the basic needs
which the respondents would always look for when they apply for a new job. These are
reasons why job description, salary and office location got the fourth rank at high
percentage (78.33%).

Corporate name came at the fifth rank at 77.55%. The reason why corporate name
got high percentage (77.55%) because the respondents would like to know which

organization offered such a position before applying for the position offered.
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Applicant's specification came at the sixth place at 73.33%. 73.33% votes are
considered quite high percentage, meaning that the respondents would like to know the
applicant's specification required before applying for the job offered. If their specification
did not meet the requirements, they would not waste their time applying for such the
position.

Fringe benefits came at the seventh place at 65.00%. 65.00% falls between
important level and fair level. When applying for a positioned offered, salary was the main
benefit that the respondents would like to know. For the fringe benefits, the respondents
did not pay much attention to them. They might think that fringe benefits offered by one
company was not much different from those offered by the others.

An overview of the organization came at the eighth rank at 55.55%. 55.55% votes
are considered low percentage, meaning that the overview of the organization was not quite
important for the respondents. Just the corporate name would be enough for the
respondents to consider whether to apply for the job offered. Furthermore, if the
respondents really needed further information about the company, they could get it from the
corporate website.

Both company logo and traveling came at the ninth place at 55.00%. 55.00% is
considered low percentage. To make a decision in applying for any job, the respondents
would search for important information such as the job title and salary but not the corporate
logo or traveling. That is a reason why company logo and traveling got not many votes at
only 55.00%.

Statements such as career development or job satisfaction came at the tenth rank
at 50%. The respondents might view these kinds of statements as just a fake promise so

they voted for them at only 50%.
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Regarding training scheme, it came at the eleventh rank at 41.00%. 41.00% is
considered low percentage. Since the respondents had already had working experience so
they paid a little attention to the training scheme.

Company slogan came at the last place at only 28.33%. To make a decision in
applying for any job, the respondents would search for important information such as the

job title and salary rather than the company slogan.
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Part 1IV: Information or Features That Could Motivate Employees to Apply for

the Vacant Position

The information or features that could motivate employees to apply for the vacant

position were obtained from the reply of the respondents in Part IV of the questionnaire.

The respondents were asked to classify the information or features by the important

leve! so as to find out information or features that could motivate the respondents to apply

for the vacant position offered. The data obtained are illustrated in Table 12. The frequency

of the important level was then converted to percentage.

TABLE 12 INFORMATION OR FEATURES THAT COULD MOTIVATE THE RESPONDENTS TO

APPLY FOR THE VACANT POSITION

Level of Importance Frequency

Level of

Information / Features Very Important | Fair | Slightly | Unimportant Importance in
Important Important Percentage
{100%} {(75%) (50%) (25%) (0%)

Understand job title 18 11 1 - - 89.17%
Detailed job description 13 17 - - - 85.83%
Salary 19 10 1 - - 90.00%
Office Location 16 9 3 2 - 82.50%
A summary of the - 10 13 7 - 52.50%

organization
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Information / Features

Level of Importance Frequency

Level of

Importance in

Very Important | Fair Slightly | Unimportant
Important Important Percentage

{100%) (75%) | (50%) | (25%) {0%)
Company Name 10 15 5 - - 79.17%
Company Logo - 10 15 4 1 53.33%
Company Slogan - 1 9 18 2 32.50%
Training scheme 1 10 11 8 - 53.33%
Statements such as 2 11 11 5 1 56.67%
career development,
job satisfaction
Website and telephone 8 14 8 - - 75.00%
number of organization
where applicants can
get ful! details of the
organization and the
vacant position
Procedure needed 11 14 5 - - 80.00%
{How to apply?,
Application deadline,
Contact details)
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Information / Features

Level of Importance Frequency

Level of

Importance in

Very Important | Fair Slightly | Unimportant
Important Impartant Percentage
(100%) {75%) (50%) (25%) {0%)
Detailed specification 5 15 8 2 - 69.17%
and atiributes of the
ideal candidate
Fringe benefits such as 8 12 7 3 - 70.83%
provident fund, medical
care, bonus, company
car etc.
Traveling 2 12 12 6 - 61.00%

As illustrated in Table 12, the important level of information or features that could

motivate employees to apply for the vacant position are ranked from most to least as

follows: 1) Salary at 90% 2) Understand job title at 89.17% 3) Detailed job description at

85.83% 4) Office Location at 82.50% 5) Procedure needed (how to apply?, application

deadline, contact details at 80% 6) Corporate Name at 79.17% 7) Website and telephone

number of organization where applicants can get full details of the organization and the

vacant position at 75% 8) Fringe benefits such as provident fund, medical care, bonus,

company car etc. at 70.83% 9) Detailed specification and attributes of the ideal candidate

at 69.17% 10) Traveling at 61.00% 11) Statements such as career development, job

satisfaction 56.67% 12) Company Logo and Training Scheme got the same percentage of

at 53.33% 13) An overview of the organization at 52.50%14) Company Slogan at 32.50%.
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In the researcher’'s view, the reasons why the result came out as illustrated in the
previous page can be explained as follows,

Salary came at the first place at 90.00% for information that could motivate
employees to apply for a position offered. it could not be denied that most people work in
exchange for money. That is the reason why salary came at the first place at 90.00%.

Understand job title came at the second place at 89.17%. In general, people need
progress in their career. If they are a manager at present, they often look for a higher
position with more responsibility and more salary. That is why understand job title got votes
at high percentage (89.17%).

Job description came at the third place at 85.83%. Once the respondents were
motivated by the job title, they would further look for the job description of the vacant
position and if the job description reaily matched their need, they would then be motivated
to apply for the job offered. That is a reason why job description followed job title at the
third place at 85.83%.

For office location, it came at the fourth rank at 82.50%. Since the respondents
suffered the bad traffic conditions in Bangkok so if the office location of the job offered is
located near the respondents’ home or in the area where they can easily reach, the
respondents would be motivated to apply for such the job.

Procedure needed came at the fifth place at 80.00% for information that could
motivate them to apply for the vacant position. In the researcher’s view, once the
application deadline is specified, the respondents would be motivated to actively apply for
the position offered within such the deadline; otherwise, they would lose the chance to get
that job. That is the reason why the respondents voted for procedure needed at high

percentage (80.00%).
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Corporate name came at the sixth place at 79.17%. Most people would like to get
a job in a famous organization so the name of well-known company would motivate the
respondents to apply for the job offered. .

Website and telephone number of organization where applicants can get full details
of the organization and the vacant position came at the seventh rank at 75%. 75% votes
reflect that the website and telephone number of organization could motivate the
respondents to apply for the position offered since they could study al! detailed information
related to the organization and the vacant position from the website given before applying
for the job.

Fringe benefits came at the eighth rank at 70.83% for information that could
motivate employees to apply for the vacant position. When applying for a job, most people
lock for a high salary at their first priority. For the fringe benefits, the respondents paid less
attention to them. They might think that fringe benefits offered by one company was not
much different from those offered by the others. That would be the reason why fringe
benefits came at the eighth rank at 70.83% which was far less than that of salary.

Applicants’ specification came at the ninth place at 69.17%. 69.17% votes are
considered quite high percentage, meaning that the respondents would like to know the
applicant's specification required before applying for the job offered and if their specification
met the requirements, they would be motivated to apply for such the position.

Traveling came at the tenth place at 61.00%. 61.00% is considered low percentage.
When applying for a job, the respondents would search for main benefits offered such as
the job title and salary rather than a small thing like traveling. That is why traveling could

motivate the respondents to apply for the position offered at only 61.00%.
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Statements such as career development came at the eleventh rank at 56.67%. The
respondents might view them as just a fake promise so they voted for these kinds of
statements at only 56.67%.

Company logo and training scheme came at the twelfth rank at 53.33%. 53.33% is
considered low percentage. This would be because company logo is just a small thing.
The respondents would focus on company name rather than company logo when applying
for the position offered.

For training scheme, the respondents had already had working experience so
training scheme could hardly motivate the respondents to apply for the vacant position.

An overview of the organization came at the thirteenth rank at 52.50%. 52.50%
votes are considered low percentage. This would be because the respondents needed to
know just the corporate name but not the overview of the organization when applying for a
position offered.

Regarding company slogan, it came at the last place at only 32.60%. Company
slogan is also a very small thing. When applying for a job, the respondents would search

for important information such as job title and salary rather than company slogan.



CHAPTER 5

CONCLUSION AND DISCUSSION

This chapter presents a conclusion of the study based on the research questions
and discusses the findings whether they conform to or contrast with the AIDA theory or
previous research mentioned in Chapter 2. Finally, suggestions of how to construct

effective small-sized newspaper job advertisements are presented.

Conclusion

This research investigated the effectiveness of small-sized job advertisements in the
Bangkok Post and the Nation from employees’ viewpoint. The research questions of this
study included 1) Which features in the small-sized newspaper recruitment advertising
attract employees’ attention? 2) What information should be left out or should be contained
in the small-sized newspaper recruitment advertising?

The findings are illustrated below,

Research Question 1: Which features in the small-sized newspaper recruitment

advertising attract employees’ attention?

The respondents’ answer to the second question in Part 1l of the questionnaire

confirms that an extra color insertion plays an important role in attracting employees'

attention because 76.67% of the respondents answered that the three-color advertisement
of FitchRatings could attract their attention at their first glance the most, while 16.67%,
6.67% and none of the respondents replied that the two-color advertisement of UOT,
Lorenz & Partners and Kerry Logistics respectively could draw their attention at their first

iook the most.
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None of the respondents replied to the second question in Part |l of the
questionnaire that the job advertisement of Kerry Logistics could draw their attention at their
first sight the most. Since the job advertisement of Kerry Logistics was the only
advertisement that contained a visual logo which was unfamiliar to the respondents;
therefore, it could be concluded that an unfamiliar logo could not be used to attract the

respondents’ attention. However, if the logo is well-known, it still can be used to attract

employees’ attention. This is confirmed by the answer of the respondents to the fifth
question in Part Il of the questionnaire because 76.67% of the respondents replied that the
famous BMW's logo in the job advertisement of V.V.P Automobile could draw their attention
at their first glimpse the most; whereas 33.33% of the respondents replied that the quite
well-known United Nations' logo in the United Nations’ job advertisement could attract their
interest at their first look the most. Only 16.67% and 3.33% of the respondents responded
that the unfamiliar lego of Group 4 Security and Hecny Transportation respectively could
attract their attention at their first glance the mest.

The respondents’ reply to the third question in Part Il of the questionnaire leads to
the conclusion that white space is another feature that can attract employees’ attention.
This is because 63.33% of the respondents answered that the job advertisement of Plaza
Athenee Bangkok whose white space is rich could attract their attention at their first look
the most, while only 16.67%, 10% and 10% of the respondents replied that the closely
printed job advertisements of BK Magazine, unidentified company and Siam Chemical
respectively could draw their interest at their first sight the most.

Based on the respondents’ reply to the fourth question in Part Il of the questionnaire,
it confirms that big-sized headline is another factor that can attract employees’ attention
since 66.67% of the respondents replied that the job advertisement with the biggest

headline size of Harrow International School could attract their attention at their first
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glance the most, while 33.33% of the respondents answered that the job advertisement with
the second biggest headline size of Champion Machine Tool (Thailand) Co., Ltd. cloud
draw their attention at their first look the most, whereas the job advertisements with the
third biggest headline size of Siam Chemical Legistics and the smallest headline size of the
unidentified company could attract none of the respondents’ attention at their first glance,

When compared which features among an extra color insertion, white space,
headline size and famous logo could attract employees’ attention the most, it was found
from the respondents’ answer to the sixth question in Part Il of the questionnaire that the
job advertisement with a big headline size of Harrow International School could draw the
respondents’ attention the most at 74.17%. This was followed by the three-color job
advertisement of FitchRatings, the job advertisement with the highlighted famous BMW's
logo of V.V.P Automobile and the job advertisement with a lot of white space of Plaza
Athenee Bangkok at 60.83%, 60.00% and 55.83% respectively.

The letter size of body copy is the key factor that influences the judgment of

employees whether they will read or will ignore reading job advertisements. This
conclusion is confirmed by the respondents’ answer to the seventh ;question in Part Il of the
questionnaire because the respondents ignored reading IF MPDF job advertisement the
most at 86.67% and 88.46% of the respondents who ignored reading this advertisement
gave the reason that the letter size of body copy of IF MPDF advertisement was too small.
It is remarkable that the respondents ignored reading the job advertisement of Kerry
Logistics at 56.67%, while ignored reading the job advertisement of GE Electric at only 20%
although the letter size of body copy of Kerry Logistics job advertisement is larger than that
of GE Efectric job advertisement. This leads to the conclusion that the letter size of body

copy is not the only factor that influences the respondents whether they will read or ignore
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reading job advertisements. From the data obtained, other reasons that made the
respondents ignore reading the job advertisement include 1) The body copy is too long or
contains too many details. 2) The job advertisement has no sub-headline. 3) The line
spacing of the body copy is too narrow. 4) The position offered could not be easily seen as
it is not printed as the headline or sub-headline of the advertisement. 5) The body copy is
printed in the very light black color on the white background which is very difficult to read.

Based on the respondents’ response to the first question in Part | of the
questionnaire, it can be concluded that the information that should be used as the main
headline of recruitment advertising the most was job title at 96.30%, while 75.56%, 74.81%,
66.67%, 51.48%,39.63%, 38.15%, 32.96% and 25.93% of the respondents indicated that
office location, salary, corporate name, rewards other than salary, traveling, words that
stimulate curiosity like “urgently required”, training scheme and corporate slogan should be
used as the main headline of the job advertising respectively.

Research Question 2: What information should be left out or should be contained in

the small-sized newspaper recruitment advertising?

Based on the answer of the respondents to Part Il of the questionnaire, it can be
concluded that the important level of information or features that should be contained in the
small-sized job advertisement ranked from most to least are as follows: 1) Understand job
title at 80.00% 2) Website and telephone number of organization where applicants can get
full details of the organization and the vacant position at 86.67% 3) Procedure needed
(how to apply?, application deadline, contact details) at 85.83% 4) Detailed job description,
Salary and Office Location got the same percentage at 78.33% 5) Corporate name at

77.55% ) Detailed specification and attributes of the ideal candidate at 73.33% 6) Fringe

benefits such as provident fund, medical care, bonus, company car at 65.00% 7) An
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overview of the organization at 55.55% 8) Company Logo and Traveling got the same
percentage at 55.00% 9) Statements such as career development, job satisfaction at
50.00% 10) Training Scheme at 41.00% 11) Company Slogan at 28.33%.

Besides, it was found from the respondents’ reply to the question in Part IV of
the questicnnaire that the important level of information or features that could motivate
employees to apply for the vacant position are ranked from most to least as follows:
1) Salary at 90.00% 2) Understand job title at 89.17% 3) Detailed job description at
85.83% 4) Office Location at 82.50% 5) Procedure needed (how to apply?, application
deadline, contact details at 80.00% 6) Corporate name at 79.17% 7) Website and
telephone number of organization where applicants can get full details of the organization
and the vacant position at 75.00% 8) Fringe benefits such as prc:-vident fund, medical care,
bonus, company car efc. at 70.83% 9) Detailed specification and attributes of the ideal
candidate at 69.17% 10) Traveling at 61.00% 11) Statements such as career development,
job satisfaction at 56.67% 12) Company Logo and Training Scheme got the same
percentage at 53.33% 13) An overview of organization at 52.50%14) Company slogan at

32.50%.
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Discussion

The findings from this study confirmed that the features in small-sized job

advertisements that could attract employees’ attention consisted of coler, white space, the

letter size of both headline and body copy which conformed to Attention of AIDA theory

described in Chapter 2. However, the findings on logo partially complied with Attention of

AIDA theory.

For color, the findings conformed to Payomyaem’s statement (1984) that colors
played an important role in attracting readers’ attention especially when colors were used in
black and white environment due to the contrast. The findings also conformed to Schick &
Book’s statement (1988) that a little color could make an advertisement stand out on a
page in an impressive and eye — catching manner, so adding one color to a black and
white advertisement could greatly increase readership.

The findings on white space complied with Grantastic Design Inc (2008) and
Dessler's statements (1994). According to Grantastic Design Inc, the advertisement which
was visually appealing must be easy on the eyes. Without an adequate amount of white
space, text would be unreadable, graphics would lose their emphasis, and there would be
no balance between the elements on a page. Dessler {1994) noted that closely printed
advertisements were lost while using wide borders or lot of empty space siood out.

For logo, the findings partially complied with Adbusters’ statement (2006).
According to Adbusters (2006}, a visual would help draw readers’ attention to an
advertisement. 70% of people would only look at the visual in an advertisement, whereas
only 30% will read the headline. The findings on logo from this study were separated into

two parts as follows: The finding of the first part was that the job advertisement with the
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unfamiliar visual logo of Kerry Logistics could not draw the respondents’ attention at all.
This finding completely contradicted to Adbusters’ statement. In the researcher's; opinion,
there are two supporting reasons to this finding, namely, 1) The size of logo printed on the
job advertisement is too small and 2) The logo is unfamiliar to the respondents. However, it
was found from the second part that if the logo was weli known, it could be used to attract
employees’ attention. This finding conformed to Adbuster's statement.

The finding on headline size was in accordance with Boduch’s statement (2006)
who said that headlines should be designed so as to jump out visually and command
attention above the rest of the text.

The finding on the letter size of body copy complied with Book & Schick’s statement
(1988) who recommended that the letter size of the body copy should be set so as to invite
readers to read the advertisement. If a very small size is used, the readers will leave the
advertisement without reading it. This finding emphasizes the importance of the letter size
of body copy. If the readers ignore reading an advertisement, it means that such an
advertisement completely fails.

Based on the response to the first question in Part | of the questionnaire, the
information that should be used as the main headline of recruitment advertising the most
was job title, office location and salary at 96.30%, 75.56% and 74.81% respectively. The
job title headline is categorized in the group of news / information headline. The office
location headline is also classified in the group of news / information headline, while the
salary headline is categorized in the group of benefit headline. The findings were in
accordance with Ogilvy's statement (1983) who suggested that the benefit headline and

news / information headline should be used in advertising.
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Regarding the Interest, the second component of AIDA Theory, the findings partially

conformed to Dessler's statement (1994) who said that information such as benefits,

training scheme and working location should be contained in job advertisements so as to
create interest in the job. The findings confirmed that not all of this information could create
the respondents’ interest. According to the respondents’ answer to questions in Part IV of
the questionnaire, salary, office location and fringe benefits came at the first rank (90.00%),
the fourth rank (82.50%) and the eighth rank (70.83%) respectively for information that
could motivate the respondents to apply for the position offered. Since the comparison was
made among fifteen pieces of information, the first rank at 90.00% for salary and the fourth
rank at 82.50% for office location were considered leading ranking. Although fringe benefits
came at the eighth rank, 70.83% of the respondents voted that fringe benefits could
motivate them to apply for the job offered. 70.83% votes are still considered high
percentage. Therefore, it could be concluded that salary, office location and fringe benefits
could create interest in the job which conformed to Dessler's statement. However, it was
found that training scheme came at the twelfth rank at 53.33% for information that could
motivate the respondents to apply for the position offered. Since the comparison was made
amony fifteen pieces of information, the twelfth rank at 53.33% for training scheme reflected
that this information could hardly create any interest in the job. It was then concluded that
this finding did not conform to Dessler's statement. In the researcher's view, the training
scheme got the twelfth rank because the respondents had already had working experience

so training scheme was not very important to them,



69

For the Desire, the third component of AIDA Theory, the findings did not conform to

the statement of Dessler (1994) who stated that desire should be created by amplifying on
the interest factors plus the extras of the job in terms of job satisfaction, career
development, travel, or similar advantages. According to the respondents’ answer to
questions in Part IV of the questionnaire, traveling and statements such as career
development, job satisfaction came at the tenth rank at 61.00% and the eleventh rank at
56.67% respectively. Since the comparison was made among fifieen pieces of information,
the tenth rank at 61.00% for traveling and the eleventh rank at 53.33% for statements such
és career development and job satisfaction inferred that this information could hardly create
desire for the respondents to apply for the position offered. It was then concluded that this
finding did not conform to Dessler's statement. In the view of the researcher, when
applying for a new job, the respondents will look for information that really matches or
satisfies their basic needs in the first pricrity such as satisfactory salary, job title and office
location. For traveling, the respondents perceive it as a small thing. This is a reason why
traveling came at the tenth rank at 61.00%. For statements such as career development
and job satisfaction, the respondents might view them as just a fake promise so they
responded that these kinds of statements could not create desire for them to apply for the
position offered.

Regarding Action, the last component of AIDA Theory, the findings fully complied

with Dessler's statement (1994) who said that the job advertisements should instigate action,
for instances, “call today" or “write today for more information”. According to the
respondents’ answer to the question in Part Ill of the questionnaire, procedure needed (how

to apply?, application deadline, contact details) came at the third rank (85.83%) for
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information that should be contained in the small-sized job advertisement. Since the
comparison was made among fifteen pieces of information, the third rank at 85.83% for
procedure needed (how to apply?, application deadline, contact details) was considered
leading ranking. Besides, based on the respondents’ reply to the question in Part IV of the
questionnaire, procedure needed (how to apply?, application deadline, contact details)
came at the fifth rank at 80.00% for information that could motivate them to apply for the
position offered. Because the comparison was made among fifteen pieces of information,
the fifth rank at 80.00% for procedure needed (how to apply?, application deadline, contact
details} was considered leading ranking. It was then concluded that this finding was in

accordance with Dessler's statement.

Suggestions

Based on the findings, there are several features that can be used in small-sized
job advertisements so as to attract employees’ attention including an extra color insertion,
big-sized headline, white space and well-known logo. Among these factors, the big-sized
headline is the most effective feature that should be used in the small-sized newspaper
recruitment advertising to aitract employees’ attention. Although aﬁ extra color insertion is
one of the factors that can attract employees to read job advertisements, HRM or
recruitment advertisers have to pay extra money in adding extra color to the black and
white advertising. Besides, too many HRM or recruitment advertisers use the extra color
feature to attract employees’ attention at present. As a result, the previous black and white
surrounding is changed to black and white with extra color surrounding instead. Therefore,
a three — color advertisement does not stand out on a page anymore. It is then suggested
that HRM or recruitment advertisers should not use the extra color feature in making job
advertisement attractive unless they are sure that the surrounding of classified section of

the newspaper really becomes hlack and white.
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Regarding logo, it is recommended that an organization whose logo is not famous
should exclude or should not emphasize its logo in its job advertisement because
employees do not pay any attention to the unfamiliar logo. Unless the logo is well-known, it
should then be contained in the small-sized job advertisement so as to attract employees’
attention.

Regarding white space, even it can be used to attract employees to read job
advertisements, it is the least effective feature when compared to other factors such as
headling size, color and famous logo. Since the small-sized job advertisement has a limited
space but a lot of information to be contained in, it is suggested that HRM or recruitment
advertisers should not use a lot of white space to attract employees’ attention; otherwise,
the job advertisement will lack useful information to be exposed to employees. The
advertising space shall be used as efficiently as possible but of course, the job
advertisement shall have proper white space which does not annoy employees from

reading it. ta

It is further suggested that a job title should be used as the main headline of job
advertisements. However, if the HRM thinks that salary to be offered for the position
posted is really attractive, salary then should be used as the main headline of such the job

advertisements.

The letter size of body copy is the very important factor that HRM or recruitment
advertisers should pay attention to when creating job advertisements. [f the letter size of
body copy of a job advertisement is too small for employees to read, they will ignore
reading it. As a result, few candidates will apply for the position offered. This is really a
failure because HRM or recruitment advertisers may have to place such the job

advertisement once again. Not only should the letter size of body copy be set so as to
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invite readers to read job advertisements but HRM or recruitment advertisers should alsc be
aware that the body copy should not be toe long or contain too many details. In addition,
job advertisement should have sub-headlines, the line spacing of the body copy should not
be too narrow, the position offered should be easily seen and the body copy should be
printed in dark black color on the white background for easy reading. Otherwise,

employees will leave job advertisements without reading them.

Due to the limited space, HRM or recruitment advertisers might not contain all
information or features in job advertisements. It is suggested that HRM or recruitment
advertisers should select information or features to be confained in the job advertisements
based on the important level from most to least as follows: 1) Understand job title at
90.00% 2) Website and telephone number of organization where applicants can get full
details of the crganization and the vacant position at 86.67% 3) Procedure needed (how to
apply?, application deadline, contact details) at 85.83% 4) Detailed job description, Salary
and Office location at 78.33% 5) Corporate name at 77.556% 6) Detailed specification and
attributes of the ideal candidate at 73.33% 7) Fringe benefits such as provident fund,
medical care, bonus, cempany car etc. at 65.00% 8) An overview of the organization at
55.55% 9) Company logo and Traveling at 55.00% 10) Statements such as career
development, job satisfaction at 50% 11) Training scheme at 41.00% 12) Company slogan

at 28.33%.

The researcher suggests that HRM or recruitment advertisers should contain job
title, organization’s website, procedure needed, salary, office location and corporate name

in the small-sized job advertisement. Regarding the organization's overview, it came at the
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eighth rank at 55.55%, which is considered low percentage. This means that the overview
of the organization was not quite important for the respondents. Just the corporate name
would be enough for the respondents to apply for the job offered. Therefore, the
researcher suggests that HRM or recruitment advertisers should not include the
organization’s overview in the small-sized job advertisement but in the organization’s

website instead.

Regarding job description and applicants’ specification, they came at the fourth rank
(78.33%) and the sixth rank (73.33%) respectively for information that should be contained
in the small-sized job advertisement. Since the comparison was made among fifteen
pieces of information, the fourth rank (7_8.33%) for job description and the sixth rank
(73.33%) for applicants’ specification were still considered leading ranking, meaning that
HRM or recruitment advertisers should contain these two pieces of information in the small
size job advertisement. However, as suggested in the previous page, the body copy should
not be too fong or contain too many details; otherwise, employees will ignore reading job
advertisements. Therefore, the researcher suggests that HRM or recruitment advertisers
put only brief job description and applicants’ specification in the small-sized newspaper
recruitment advertising. The complete information about job description and applicants’
specification should be put in the organization's website instead.

Furthermore, a job advertisement can still be attractive and motivate employees to
apply for a vacant position offered, although HRM or recruitment advertisers do not contain
information or features such as company logo (if it is unfamiliar); traveling; statements such
as career development or job satisfaction; training scheme and company slogan in the
small-sized job advertisement since employees do not pay much attention to them, It is
recormmended that that these kinds of information and features should also be contained in

the organization’s website.
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Limitations of the Study

The study has the following limitations.

1. The research focuses only on features and information that should be used
in creating the effective small-sized newspaper recruitment advertising. Many other factors
such as writing styles and formats required in constructing the effective small-sized
newspaper recruitment advertising are not covered in this paper.

2. The study investigates only employees’ viewpoint on features and
information that should be used in constructing the effective smali-sized recruitment
advertising. Employers may have a different opinion on features and information to be

used in creating job advertisements.

Recommendations for Further Studies

1. Further studies concerning interesting writing styles and formats in
constructing the effective small-sized newspaper recruitment advertising should be
conducted.

2. It was found that salary was the most important factor that could motivate
employees to apply for vacant positions. However, many companies do not contain salary
information in their newspaper job advertisements. In some cases, big organizations put
only a job title with telephone number in their job advertising. There might be a hidden
agenda in those job advertisements. Therefore, further research concerning the effective
newspaper recruitment advertising in employers' viewpoint should be conducted.

3. Further research concerning the exact letter size of the body copy in paint of
a specific font that may make readers ignore reading job advertisements and comparing the
letter size of body copy of the studied font with other fonts to find an equivalent size in point

should be explored. This will benefit HRM or recruitment advertisers and others invoived.
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QUESTIONNAIRE

This questionnaire is prepared by Mr. Weerasak Phathanasukphan, who is now
working on a Master's Project entitled “A Study of The Effective Small-sized Newspaper
Recruitment Advertising from Employees’ Viewpoint” at the Department of Western
Languages, Faculty of Humanities, Srinakharinwirot University. The purpose of this
questionnaire is to find out features and information in recruitment advertising that attract
employees’ attention and motivate them to apply for the vacant positions.

Your response to the questions will be very useful for the study. Many thanks for

your kind cooperation.

Part I: General Background

Please read and write your answer and / or put (X) in the bracket provided.
1. Personal Data: Please read and write your answer and / or put { x } in the bracket

provided according to your opinion.

1.4 How long have you been working in this firm?
( )y 1-2years

( )} Morethan 2 years
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1.5 What is your job satisfaction level?
{ ) Very satisfied
{ ) Satisfled

{ ) Not satisfied

2. How frequent do you read job advertisements in the classified section of the
Bangkok Post or the Nation? Please mark a cross ( X ) in the bracket provided for
your answer.

( ) Everyday

{ )} 2-3times aweek
{ ) Onceaweak

( ) 2-3times a month

( ) Oneceamonth

3. How do you read the job advertisements placed in the classified section in the
Bangkok Post or the Nation? Please mark a cross ( X ) in the bracket provided for
your answer.

{ ) Read through every job advertisement

( ) Scan the job advertisements and read only ones that are attractive

4. What is your purpose of reading the classified section in the Bangkok Post or the
Nation? Please mark a cross ( X } in the bracket provided for your answer.
( ) Really want to apply for a new job
( ) Apply for a new job if the vacant position offered is really interesting

( ) Justto keep yourself updated about personnel wanted in the market
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Part ll: Factors That Attract Employees’ Attention

1. Please rank (1 - 8) according to your priority the following information that should be

used as the main headline of the recruitment advertisement?

Type of Information Rank

Office location

Job title

Slogan of the organization

Salary

Rewards other than salary

Traveling

Training scheme

Corporate name

Words that stimulate curiosity

such as “Urgently Required”
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2. Please put { X ) in front of the advertisement that can attract your attention at your first

glance the most.

e AT R L Th =
Eouirod e G .J-Uriin_d.wbi{u 4 o ]
?mh Ffa{i@é (Thail;uﬁ Limited, an affitiate of the Imerpaliona! credit rating |
agency, is expanding its business and seeks a credit analyst to join its ‘
l corporate ratings team. Credit officers, investment bankers or fixed income !
| and equity analysts may apply. |
Requiremants: ’ :
I © Thai nalional; i
\
1
I

|
!
_
1
]
!

Lo Lo s

& A Bachelor's degree in accounting, statistics, finance, ecor}cmics,
science or engineering is required, and a Master's d.egree is preferred,;
e 4.8 yoars analytical experience, with 8 background in research or
| credit analysis;
| o Strong quantitative & analytical ability; S -
'  Strong modeiing, repart writing and communication skills in English;
I ® Work effectively in a team environment. |
Aslde from a competitive remuneration package, opportunities for
training In Hong Kong or London will be offered.

| Please send your application to:

Ruw

; Fiteh Rel
1
!

Ciowo mizeo 155 Fzon, 85 Whmeiznn Dood,

; iageav + Kerry Siam Seaport is a subsidiary of the Kerry
werwori Llmitcd Logistics Network (www.kerrylogistics.com), which
P - . - operates supply chain and integrated logistics

in over 30 countries and 150 cities worldwide. The operations in Thaitang include

warehouse, legistics center, naticnwide distribution and transportation, freight and
supply chain management.

l

| Sales & Marketing Manager - Container Terminal "

Kerry Siem Seaport {KSSP) is a privately owned operator of a deep-sea terminal, A
which is located at Au-tJdom, Sriracha, Chonburi Province, and is about 125 kms, to
the east of Bangkok. The cument terminal operations wwalving 4 conventional berths
with an annua! throughput of atout 4 miltion tans will e expanded to Include ansther 2
containet barths capable of hanrdiing ona post-paramax container vesse! and another
conlainer leader vessel. The container cperations will commence from $s1 January
2007, making KSSP the largest prvalely cwned mulli purposa terminal in Thaland.

KSSP is inviting dynamic and rescurceful senior sales and marketing parsons to
participate vith us in this new and exciling enterpriss which shall encompass many
: varying aspec!s of part logistics managemant Including international cennettivity. He or
i sho shali 1ake charg2 of a sa'es team to achiave the ragquired voluma of containers and
: vessels to customize the abave said containar terminal

The candidates should possess a proven sales and marksting track record 0 shipping
and container business of large international companies and should have worked for at
least & years in top sales managemen!. Knowledge and experience in containoer
busiress is essential, A positive minded and high calibre person wilh entrepransurial
drive and international exposure will be key criteria for selection,

The successful candidate shall ba compensated with salary, benuses and fringe
benehis according {o skills and experience and be funhor incontivas bagss fulllling
minimum KPi's. A career path in por logistics and supply chain managemant will ba
ultimate longer ferm objective for such candidate, He or she shalf further devetop skilts
in other aspects of business logistics boih in Thailand and within tha Kerry Logistics
Nedwork. The pasition is for immed:ate emptoyment.

Please write and send C.V. (including expected salary) to

Nuttacha Pinyophab, HR Director

KERRY SIAM SEAPORT LTD.

81 Floor, 804 Chao Phya Tower, 89 Sot Wat Suan Plu, New Road, Bangrak, Bangkek 10500
emall address: nuttacha.pinyophab®@kerrylegistics.com

Tel: 0-2686-8999 Direct Line 0-2686-8921 Moblle 0-59497369

] {All applications will be trealed as sirictly confidential)




Lorenz & Partners
Legal, Tax and Business Consultants

Lorenz & Partners Co., Lid. is-an international legal and consulting firm
establishad in Bangkok since 1995, having offices in Saigon, Hong Kong, Taipei
and Berlin. We are specialized in consuiting foreign companies in all legal, tax
and business issues with respect to their investment in South-East Asia.

For our Legal Department, we are currently looking for a

SENICR LAWYER

with strong legal and analytical skills and a record of achigving results, as well
as a desire for personal involvement, with professional experience. You should
have the toltowing Qualifications / Experience:

+ 28 yoars old 10 48 years old
+ At least 8 years of professional exparience at an internationat law firm
as corporate {awyer in Thailand, having detailed experience with all related
waork such as company set up, work permit, BOI, jeint venture agreements elc.
« Able to communicate with foreign clients independently in English
{writing and speaking)
» Strong Leadership Skills

Lorenz & Partners provides you with ample opportunities to davelop personally
and professionally in a dynamic, internationat environment and offers you a
very aftractive salary package. If you fulfill all requirements, please send your
application, including your expected salary and details on your working
experience 10.

Lorenz and Parthers Co., Lid.

Attn; Ms. Suthathip Phayoongtham MR Manager

22nd Floor Sathomn City Tower, 175 South Sathorn Rd., Sathom, Bangkok 10120
a-mail: affice @lorenz.co.th

For furthar information about cur company please visil wwnw.lorenz.co.th

UCM Qi-Tex Threading Ltd, is the subsidiary of UMW Cil and

Gas, Malaysia with its head office in Bangkok. Establishad in

Thaliand since 1997, we are the oilfield machine shop in

Thailand, located in Chonburt and Songkhla, who certified for

the 1SO 9000 systam, AP 5CT and AP17. Now our group is on
rapid growth and would like to expand more business in Thailand such as the tubular
and bi-melal pipe trading, Specialized Sackaphen Coating for heat exchanger, and
the drilling rig or hydraulic work over. We are now looking for candidales to fill these
challenging positions:

ACCOUNTANT {1 POSITION) T¥LIS

Reporting to the Deputy General Manager, this position will be responsible for overall
accounting activities, which includes general accounting, payroll, taxation,
accounting reports, and shipment details and tracking. In addition, will be taking care
of some administrative works,

e Thai National, Bachelor's degree In Accounting

« Min, 3 yoars refevant experience in accounting with knowledge of VATRax filing, ete.
e Excellent in PC and desktep computerized accounting software skiifs

o Good command of spoken and written English

Applicants are invited 10 serd the curriculum vitae with a recent photo to:
Human Resourca Department

UCM Oil-Tex Threading Ltd.
UMW Oil & Gas Bullding, 4-3/1 Phahonyothin 31 Road,
Chatuchak, Bangkok 10900
Tel: 0-2512-5102 Fax: 0-2512-5282
E-mail: montira_o@uot.co.th

Applications will ba treated strictly confidential and only short listed candidates will be
contacted.
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3. Please put ( X ) in front of the advertisement that can attract your attention at your first

glance the most.
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o Kegwrdge of printing and preduction process

3years Oupchence (1 prating process and preduction

step i prtny toennalogy ar re'ated figld is an advantago
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Wa aro a Global Foriune 500
company and is listed on both
the Euronext and MASDAQ
steck exchanges, ve are @
multicutiural organization
sarving customers throughout
tng word. We employ around
61,500 people, subdividod
inte 13 business unils, with
operating  subsidiaries  in
more than 80 countries

The successful candidates will
beo offered a competitive
remuncration package such
as basic salary commensurate
with candidate background,
bonus, providant fund, group
insurance scheme and etc.

We are offering challenging career opportunities to qualified
candidates to fill in the kay Position in a Coaltings Business located
in central parf of Thaﬂand Currenf!y, the vacancies are open for:

{1 Position).

@ Thai male or female. aged over 30 years

© Bachelar degree in Chemistry or related field with ovarsea ViBA is preferable
@ Minimum 5 years hand-on experience in commercial aspect

o Strong English communication and task managament skills

@ Outgoing parsanality with customer service mind

o Able to travel extenswew cverseas for husmess negonat:on

o Thal maie or female, aged batwean 28-33 years

© Boehelor dogree in Chemistry or industrial Chemistry

o irnmum 5 years exparience in Laboratary works vath a year in coatings business
o Good Command in Eaglish

o Camputer lierate

Interested candidates pleasc mail your resume stating your qualifications,
experignce and current or expected salary with recent photograph to:

The IR Clanaper, Post Glag. No.4382 ¢fe Benpliok Posl, Bannkol 18110
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Five Star Opportunity

We are sezking dynamic and innovative people 1o join Ploza Athénée
Bangkok, A Royal Méridien Hotel

o Dircetor of Sales

o Parketing and Communicaiions Manager
o Secles Mancger '
o Publlc Ralations Manager

if you fee! you would excel in a dynamic environment, with previous hotel
experience, excellent verbal & written communication skills in English and
practical grasp in IT systems. Please send your resume with a covering
letter and recent photo to the following address:

Human Resources Depariment
Plaza Athénée Bangkok, A Royal Méridien Hotel,
10 Wireless Road, Lumpini, Pathumwan,
Bangkok 10330
Tel: 02 650 8800 Fox: 02 650 8627
Email: recruit@lerneridien-bangkok.com

PLAZA ATHENEE BANGKOK
A ROYAL MERIDIEN HOTEL

=
o www.lemeridien.com/bangkok
=l . et pr oy T
AN T oen We, Slam Chemlical Logistics Co,, Lid., a
@ﬂnc&mﬁ@aﬂ yﬁ ﬁgw iy subsidiary company of Mitsubishl Chemlcal
- lee: R E a y iﬁ E@ Loglisties Corporation and N.Y.K. Logistics
@@gnﬁﬂumm (Thailand) Co., Ltd., are now locking for: :
1. Senlor Accountant 1 Position (BKK Offico) 2. Supervisor 1 Posltion (Sriracha, Chonburl)
e Male / Female, age ove'r 28 years old IJP. @ Male / Female, age over 28 years old up.
@ Accountable for managing and parfoerming all © At least 2-3 years working experience in

duties related to accounting tunction e.g. account  warehouse Processing (Will be an advantage)

clasing, taxation, costing (preferable) e
©At least 3 years working experience in accounting field ~ Ay positions roguiro : f
e Able to prepara accounting report in English ] . i

(writing and speaking skill are required) v Thai Natienal only, Bachetor's Degree in
o Consolidation of financial statement, financial related figld.

& accountint roporting « Good interpersonal relationship and

3. Transpertation Chief 1 roaiton (Mep Ta Pint, Reyong) P Zotjll'l_municaliznhskills
®ale / Femals, age over 28 years old up. bility to work hard, excellent foltow-up abllity

o At least 3 years working experiancs in refated field . .
@Good command of sp oﬂ en and written English Inicrested, pleaso submit resume & photo to:
Human Regsources Bopartmont Siam Chomicnl hegistics Co., Lid. (@angkok ofikes)
18% Fi,, Regent House Bldg., 183 Rajdamri Rd., Lumpini, Pathumwan, Bangkolk 10330

‘ _Tt:_IL'Q-.Z_QSi-gtloz. Fa_g. _O_-22§§-3822 E-mai§ : polpqp.n@_}_ nykit.co.th
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4. Please put ( X } in front of the advertisement that can aftract your attention at your first

glance the most.

We are a naw Join! Venture Company between Japanese Trading House and Thai
Enterprise incorporated as car distributor to introduce, import and distribute passenger
cars manufaciured by ona of globally major carmaker.

We are row recruiting Managers / Assistant Managers for following key and emergent
areas as members of our initia) team;

Adminictration e - T g s R o]
We are looking for a capable personnel who can iake responsnbzlny in Accounting,
Personnel and General Alfairs areas all by herself / himself in our project office. Personnel
who has experienced to set up accounting system and payroll system is highly preferred.,

Doater Developmont o e .
Personnel who experienced 1hlS area for Autommwe d:smhutorlassembler is preterab!a

Produet Englnc@ﬁ'ﬂﬂg PR S o e TR R T T Ty O BT
We need personnel to localize assembly auto parts. Personnel who has background of
car assembler or auto parts suppliers is required,

importation ci—ss s
We are laoking for a personnel who has expenenced in Cus!oms C!earance ror auto pans
and CKD and knows well about Custons Regulation and impart Duties.

Apart from above mentioned, we are also looking for experienced personnel for following
areas essential for automotive distributor:

Institutional ’-‘ Finance J‘Accauntmg

Personnel Ii General Affalrs il Information Technology
Wholesales :' Retail Sales | Praduct Planning

Ad. & PR | S.Parts Sales | Spare Parts Administration
Service ' Warranty & Training |1Purchasmg

Quality Control | Logistics |j

Interested candidates please ‘send your appl[catuon letters with resume
showing Interesting Position, Current and Expected salary, enclosing a
recent photograph with contact details to the address betow:

Contact Person: khun Jay

Address: 51/2 Ruamrudee b!dg.3 room 401, 4th floor,

i Soi Ruamrudee, Ploenchit Road, Lumpini, Patumwan, BKK 10330

| Tel: (02) 651 4348 - 9 ext. 13 or al e-rmail address: personnal.jay @ gmail.com

INTERNATIONAL S('HO(‘)I.

Y ) -' hag'm@;(@)wm@ »o e .- a.nn ‘_ I
Maths [ Science Teacher

(Part-time)

The candidates muse hava:

- The ability to teach Year 7 to IGCSE classes {(A-Level Biology an
advantage);

- Must possess suitable teaching qulifications and relevant
experience,;

- Must be native English speakers:

- Experience in a similar position in an international school an
advantage.

WMWM@@@W&M@&@KMW
Bndlthelnamestandladdressestofltwolcelareasite)
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URGENTLY REQUIRED!
Ghampion Machine Tools (Thailand) Co., Ltd.

Champion Machine Tools Co has been mainly representing world class
from Japanese, Switzerland, USA, Italy, and Taiwanese principals in High
Precision CNC Lathe, CNC machining Center, and high quality tools since
establishment in 1988,

Over the years, Champion has been developing many companies and
'3% branches in order to capture every opportunity to serve our end-users and

reach our potential customers. Now we are seeking highly motivated and
competent persons to join our team in various positions.

1 Sales Manager 1 position

Male or Female, age 30 years or above
o Bachelor Degree or higher in M.E,, |.E., Marketing, Sales, or related field
¢ At least 3-5 years experiencesin sa!es management or related product
will be advantage
o Good command of English and proficiency in computer skills
‘.1 e Good human relation and service-minded

[ R |

e Qwn transportation

Sales Executives 5 positions

e Male or Female, age between 21 - 35 years old

¢ Diptema or higher degree

o Degree in Engineering (M.E, LE. or related field) will be advantage
= At least 1-2 years experiences in sales or related product

o Fair command of English and proficiency in computer skills

o Own transportation

We offer attractive salary, bonus, commission and incentive, petrol and
maintenance allovrances plus insurance.

Interested persons, please contact

Ms._Thittakarn Huangsri, Champion Machine Tools (Thailand) Co., Ltd.
321724 Nanglinchee Rd, Chongnonsee, Nanglinchee, Bangkok 10120

Tel: 0-2678-8310 Fax: 0-2287-2816

E-mail; thittakarn®champion.co.th, thitima@champion.co.th

Lj ) it ‘ We, Slam c.hemlca! Logisﬂca C.‘o Lid., a
u In @mma I yﬁ @gw lV subsidiary company of Witsublshi Cbemlcal
Logistics Corporation and N.Y.K. Logistics
{D_J@ggﬂmﬂuﬁ:ﬁ R EQUI R E@ (Thailand) Co., Lid., are now looking for:
1. Senlor Accountant 1 Pociion (BKK Ofico) 2. Supervizor 1 Position (Sriracha, Chonburi}
eMale / Female, age over 28 years old up. eMale / Female, age over 28 years old up.
o Accountable for managing and performing all @ Al lcast 2-3 years working experlenca in

duties refated 1o accounting function e.g. account
closing, taxation, costing (preferable)
@ At least 3 years working exparience In accounting field
® Able to prepare accounting report in English

Warehouse Processing (Will be an advantags)

Al positions roguiro :

{wrlting and speaking skill are required) v Thai National only, Bachelor's Degree in
o Consolidation of financial statement, financial related field.
& accountint reporting « Good interpersonal relationship and

3. Transportation Chief 1 paoiitan (ap Ta Put, Rayong) . °°‘,‘:!mun"ca'i°” skills
ok,‘alle / Fgma!e, age over 28 years old up. Ability to work hard, excellent follow-up ability
© At least 3 years working experience in related fiald .
©Good command of spoken and written English Intercsiad, pleaso submit resume & photo to:
Human Recources Departmont Siam Ghomical Logioties ., Ltd. (Bangkox offico)
18% F1., Repent Houso Bldp., 183 Rajdamri Rd., Lumpini, Pethumwan, Bangkek 16330
Tel. 0-2254=94-02 IFax 0- 2255-3822 E—rncul poipop. n@nyklt co.th

A P ey T T e e A
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5. Please put ( X }in front of the advertisement whose logo can attract your attention {can

be more than one).

V.V.P Automobile

VYR Automable is BMW Authotized Dealer in Chiangma, We are
a subsidiany of Viryah groupWe hove beeri vaining BMVW business
onee 2003, Te cope vwith our Business oxpension we e socking
the orgrsob pnferannai to join and 2.4d 3 succassiul team

Professional candidate necds to ba selocated or return
home in Chiangmai.

S, -

e e b

SE——

s Dagronir any feld,

- B nergreeror any
m L SuhET AT L2 LGB RESE S 0t tted o G

- Mmam 5 yoars espenanes

aparsend ekill, I sutamohiviz Wy kshop,
- Target gnested vath innagement skills, - Strong communicanon skilis
- Allertan o sa ez gt and customer eromed.
-kt nd i! ry sl - Targzt crented with manpoear
- e ement sk,
- A LI CAr aopmant
ofe

Peyme s nd yaur sasuma and anptsation to M Prinya Jinna (Human Resources Ot cer)
Y.V.P Automobile Co.,Ltd. 402 Cromyma-Lasap i Rezd, L Eahom A Muiny,
Cruanams 58500 el es - 5330 - G4P2 10 6 Favnn, 0 - 5330 - G477

Emzi: prncpalnpdsdonkmencs b

We are an international Freight Forwarding Company,
now looking for & suitably qualified candidate

to fill in the following position.

i L3 W m ey )

Atleast 5 yoars oxper-cnces i aufreight forwarding business

Excelient command of hoth spokaen and written English with

Computar literacy

o Strongleadership/management skills, excellent negotiation and
commur.caton skills

e

e Bacnelor s Degree in any fieids
®

[

Suitable qualified candidates are invted to submit your CV to:

Mr. Prasert Apiwathanapong {e-mail: prasert@hecny.com)
Direct Line: 0 2678 8754
Hecny Transportation (Thailand) Ltd.
321/11-12 Manglinchi Read, Yannawa, Banghko¥ 10120
Tel: 0 2678 3790 Fax: 0 2287 2825




gently Required

4 We are the leading company providing Cash

Management in Thailand. As of the rapid growth of

Company's Business, we are urgent in need to seek

Group 8 Securicor for qualified applicants to fulfil our requirement as 91
the following position:-

Qualifications:

< Thai Nationality

% Bachelor Degree or Master Graduation

4 Proven strong operational and security managemen! experience is
an acceptable alternative

4 Atleast B years hands on experience in a similar successful
gperational rote

% If have working background as ex-military services would be an advantage

4 Proven practical man management skilis

¢ Evident and applied common sense skills

< Willing 10 work under pressure

< Able to trave! in upcountry on regular basis

< Possession of Valid Driving License

¢ Fluent Thai and English skills, both oral and written

< Comptter literate is a must

4 Have knowledge and ability to write report submitted to Operations
Director and Aegional Operations Director

X T

Interested candidate, please submit application letter, resume, transcript
and photograph to:
HR. & Admin. Manager
G4S Cash Services (Thailand) Limited
96 Moo, 3 Vibhavadee - Rangsit Road, Talad Bangkhen, Laksi, Bangkok 1021(
Tel. 66 2 9736010 ex1.327, 460 Fax. 66 2 9736004
Email : Jiraluk.thongsri@th.gd4s.com

UNITED NATIONS

i g% Office on Drugs and Crime

The United Nations Office on Drugs and Crime (UNODC) is sceking a
PrD]eCt Coordinator « manage and implemem the

Project on "Scientific support to strengthen regulatory and law enforcement
control of amphetaming-type stimulants and their precursors in East, South
and South-Fast Asia”. The type of Contract will be locally recruited, open to
all nationalities, (one-year contract rencwable), Duty Station is in Bangkok.
For details on qualifications and responsiblities, please visit
www.unodc.un.or.th.

Interested candidates are requested to complete a nited Nations Personal
History Form (P.11), or 1o send a detailed curriculum vilae reflecting
qualifications, empioyment records and work experiences, languages,
computer skills including personal data (date of birth, nationalily. gender)
and three references. All applications should be mailed with_reference of
VA2005-ODC-001 by 22 Tuty 2005 to: UNQODC, UN Building, 3rd Fl,
B Block, Rajdamnern Nok Avenue, Bangkok 10200

Due to the anticipated volume of upplications only those candidates under serious
consideration will be ackniowledged.

90
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6. Please rank (1 — 4) according to your priority the advertisements that can attract your

attention at your first glance the most.

Five Star Opportunity

We ore seeking dynamic and innovative people to join Plaza Athénée
Bangkok, A Royal Méridien Hote!

o Plrector of Sales

o Markefing and Communications Manuger
o Sgles Manager

Public Rolations Maneger

o

If you feel you would excel in a dynamic environment, with previous hotel
experience, excellent verbal & written communication skills in English and
practical grasp in 1T systems. Please send your resume with g covering
letter and recent photo to the following address:

Human Resources Department
Plaza Athénée Bangkok, A Royal Méridien Hotel,
10 Wireless Road, Lumpini, Pathumwan,
Bangkok 10330
Tel: 02 650 8800 Fax: 02 650 8627
Ernall: recruit@lemeridien-bangkok.com

PLAZA ATHENEE BANGKOK
Q\“* A ROYAL MERIDIEN HOTEL

o 4 www.lemeridien.com/bangkok

— ﬁw@h@gm S5

e e m-.rt..-ﬂ il s

Maths / Science Techer

(Part-time)

The candidates must have:

- The ability to teach Year 7 to IGCSE classes {A-Level Biology an
advantage):

- Must possess suitable teaching qulifications and relevant
experience;

- Must be native English speakers;

- Experience in a similar position in an interpational school an
advantage

dhmiﬁ]qqﬁ;yﬂnmﬂzhgm&ibaﬁdﬂ@%amm
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V.V.P Automobile

VMR Adtamotla s BMW Autkarized Deslat in Chongma:, We are
u_uub::d:my of Vuiyal: group.vo have Tieen raring B busi.r-?ss.
singe 2003, Te oeps vtk gur Business expansion vm o s:*ek'iz'tq‘
th> ercrgetc profesanmal to joir and u'd a succassful wam

Professional candidate needs to ba relocated or return

- Sa'en Manager

- ot i
s Oegren nany |l :LJ“ - Buehelo's Deqicc inengreerar ary
I aunmata BHsNess § not e ned hed, i
1l - Miimum & years
Moy _ i 0 yaais expenence
- b_rm.d Te.‘:du.ah‘;! srd s tmpameny skil It Cutomitem watkshup
- Target onemted with inanageman skil's, - Sreng communicition skl
- Afteron Lo sa'ss details. ang customer or.onted )
- mitatve ond prodiEmosaeg kL - Targ2i onented vath manpoeer

- Independent sna wal
- Abity v arprosuh g
of cusiemerns

- reasiagement sk,
ey cegnest

Feare send yaor erumgo anil anp’ cotion to Mz Prin i
erum2 2 anptoi A vaJinna (Human Resouregs Off
V:V:Pf-\uto_mfoblle Co.,Ltd. 407 Criangma-Lavpang Read, T Fahanr»'; Mu;r\go e
g SOU00 Tol, 1t © - 5330 - G472 t0 6 Fax 0. 0 - 5330 - 6477 '
Emal: prncpatvar Fideatenbinene g ik

RS 3 " . Y e
Wi . S
T e = J
P G e T AT [T = i Rah
SO ORI ICATDIANATTS A SOC NN ECORN
Fitch Ratings (Thailand) Limited, an affillate of the internatlonal credit rating *
| agency, is expanding its business and seeks a credit analyst to Join ils
\ corporate ratings team. Credit officars, invesiment bankers or fixed income
. and equity anaiysts may apply.
‘ fRegulrements: ' ‘
® Tkrai national; ;
@ A Bachelors dagree in accounting, slatistics, financae, economics, !
seience or engineering Is required, and a Master's degree is preferred; |
e 4-§ years analytical experience, with @ background In ressarch or !
credit analysis; 1
| @ Strong quantitative & anatytical ability; ‘
t @ Strong modeling, report writing and communication skills in English; |
| ® Worl effectively in a team environment.

Aslde from a competitive remuneration package, opportunities for
training [n Hong Kong or London will be offered.

Please send your application to:

‘ stoan Dlnen 18Y Fiear, 85 Wirciooo Ra2id,
i
[
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7. Please put ( X ) in front of the advertisements {could be more than 1) that you might

ignore reading it.

Bﬁgé%l@ Centrilifi
RUGHES entriift

Baker Hughes, a leader In oiffield services, creates value for oil and gas producers by providing
practical techno'ogy ta find, dovelep, protuce and manage patreleum reservoirs. Baker Hughes
(Thai'and) Co. Ltd, - Cantrilift Division; currently has an opening and we invite seff-motivated
individuals 1o joln our dynamic team at cur Bangkok offica.

Reoponsibitities:
+ Record financlal transactions In the financial sysiem in compliante with local statutory requirements
and inteal precaduras and palicy.
ftaintain focal Baht ctalutery accounts & fixed assot ragister and Invantory subtedher.
Praduta manthly profd snd toss and ba'ance sheet for and leggl aniity.
Produte balance sheet regenclliations tar afl Thailand legal entity balance sheet acoounts,
Engurg all loeal invo'eas are approved pries to submissicn for paymant. Ensurg compianea wih
aroceﬁures and company poLy.
05D customar 5ales Invo.ces, Expedite customer paymenis.
Calculatlon and payment of local business tax, VAT, withhotding taxes and employea taxes in
campliance with lecal regulations.
Financo represeniative of regional physical inventory counts, carry oul reconciliation for review and approval.
CSA proparatian and for Thal'and, Produce veskly revenus koy indicater based on custemer ordar bosidop.
Il poim of comlact for statwtery audlt, CSA validations and Intemat audits.
Acsict Digtritt Manggar with preparation of customer quotationstonder submss’sns,
Raiza purchass ordors for inventory, geods and services purchasad by Thalland tega) entity.
Wainafn arder backdeg report for Districl Managar,
Administrative dutics for District Manager, including boaldn? traval, personsl expanses coordination.
Ensuro contmls ond procasses are in accordance with CenlriliivBakar Hughes policiog and
recedures end Sorbanas Oxley requiraments,

10 #6751 on holder may ba required to undertake other tasks as required perctically by the Regien
Ascountent and District Managar intluding tho edministration of ad-hoc prajects as they adse.
Requlramants:

+ Carddate must pos525d a1 least a Diploms, Advanced/Highar/Graduate Dipioma, Bache'or's Dagres,

Pet Grodimte Riplama or Protessional Degres in Finance/Accountancy/Banking or oguivalont,

+ Atlcast 4 year(s) of wariing oxperianca In tho rolated field s rer.Lulred for this positton,

+ Applcants should by Thai eitizens and willing to work In Banglok,

= Priferably senior executives specializing in Finance - GaneraliCost Accounting or equivalent.

*+ Toopcrale In complanss with, and aecarding to, the standards stipu'ated in the Beker Hughes'

treomperated Gode of Conduct
* Toobsonve polisy and precoduses as required by law and 8HI company practico
* Tafe'ldthe requiements of the posilon c:wording to the company health, saety and environmantal

gJ:d:!jnes; prameting safo practses both percenaly and among cthers
+ {igod command of wetten and spoken Englich 8 Thai
Bakor Hughes (Thallond) offars on attractiva componsation pagka
oxperience, f you are a Thal Natlonal looking 1o joln o feading”
ndustry Servico Company ploaso cont your CV Lo

HR Departmant Baker Hiighes (Thailhnd) Co., Lid,
15th Ficor, Q House Asoke. Room 1515, 86 Sukhumvil 21 RasdKwang Kiongloay Nun,
Khat Wattana, BDangkok 10110, Thailand Or amnll : Apply. SEA@®&nkerhughes.com

... . s e e

COMMOoNsUrale with
ultinationatl Ot & Gao

Plgsae include an a-mail addrasa and lelephone awmmba whera you
Do not apply in pi Only short bsted candidates will be

If you ignore reading this advertisement, please give your supporting reasons by
putting { X ) in the bracket provided for your answer.
{ ) Because the letter size of body copy is too small

{ ) Because the line space of body copy is too narrow

{ ) Others, please identify
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¥is. Phan Phuong Hien
Melionyg Private Sector Pevelepment Facility
Room 301303, 63 Ly Thai To, Hanoi, Vietnam
Fax: 84 4 824 7898: Email: phienfa'ifc.ory
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If you ignore reading this advertisement, please give your supporting reasens by

putting { X ) in the bracket that represents your answer.

(
(

(

} Others, please identify

} Because the letter size of body copy is too small

} Because the line space of body copy is too narrow




GE Consumer & Industrial

if you've got the ideas,
we've got the company.

&t Consurner & industrol is & business unit of General E:cctric, USA, General Electric, or GE, 15 the
world's 'argest dwversified monufactuning, technolagy and services company, with USD$14 billian
n revenaes GF Cersumer & tndustrial spons the globz as on tndustry leader in major oppliance.

ughting ond ntegroted indusirial equipment systems ond sensices. GE valugs people who gre
chalienged by change, globslzouon and exceilence. To help us ochieve continued growthin Asia
Paohiz agirulayou to M Us L

FINANCE MANAGER

Loed firgnge team wath full spactrum of financio! responsibilites inciuding stolutory reporiing {Local

& U5 GAAF), taxotan, work g Capdal monogement, precess impravement, cosi manzgement,

budgetng, foresssung. financial ond monegement analysis ond reparting.

« Thanatonalty, Bache'or's degree n Accounting or equivalent professionat qualification

« Atleast 6 years of post-quatificoton hands-on expenence, ganed in @ progressive MM, with
mrerlyzars & o managensl copociy

« Fuengl n wntten and spoken Eaglish

+ Good cummun-cotion, nterpersonal and leadership sllls

e Strong arolytcm skills, proficicacy sn tax ond regulotory rsues

» Ak ) 1o wor wth acoountng seftwore packages and waorking knowledge of Microsaft Office

SALES MANAGER - Lighting

¥anage oX sLag kay; dstrbuters 10 agheve ca'es targel ang market share growih. Davelop new
distnbutars and sdentfy and secure new business growth opportunites. Expond GE brond ond
saies channel

« Eigitr col Eng.ncenng gradunle ¢r equavalent expenerce

« atlehst 2 yoars oxpenEnte wh o munogericl rele leading an cutside sules teom

«» Experience in sales of consumer and commercial product lines

« Fluent in wintten ond aral Taghsh communicaticn

« ExpenEnce intghtinglicmp products preferred

» Craatve motvated ndwidual with cggress.ve seiling and negotolien skills

ACCOUNT MANAGER - Lighting
fespons b'e for covenr hey ccoaunts of Lowlightng produtts, Moita'n and grow ex sting ghent
toce. Go'n camprehenave understanding of compettion i assigned sates terfitary. Custemer site
vt Aszist the Sales Manrgger to cupand GE brond and maorket share.

85/3A degroa o egu.vliant work excenente

AL lgant 2 LEArs GUESTR $OLCS PRRATIENCE OF CQUVDITALINQINING OT GXPETIENCE in CONSUMer and
commarcias products preferred

« Sk 3.n dev eping long-term customar re'otionshws and teemwork

o Eielort abi ity to muiti-task nnd monage perseno! produclivity

ACCOUNT MANAGER - Specialty/Auto Lamps

Rozpenstya for Lovarag key arcounts for tpecoiny .amp products, Dovelop now distributars to

‘ 6.5 on Egun! Oppartury Emplayor

InEUdn UEME Acsist the Techricas Lighting Leader to expand GE brand ond morket shore.
« E'ceineal Engneenng groduate or related fields
« Atleust 2 ycars Spec.olty ond Aule/OEM lamps soles exporiance preferred

Interested appiicents ore mvited to send detgited resume quating the: reference number in the
cubjcct !me of uour e-mail massage befora July 31, 2006 to:

Human Resgurges Department

General Electne Inwcrratonal Cperations Co., Inc

E-moil grnjirosereemmiigeasn.ge.com

On'y shortisted condidotes will be noufied.

GE imcgination at work
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If you ignore reading this advertisement, please give your supporting reasons by

putting { X } in the bracket that represents your answer.

(
(

(

} Others, please identify

} Because the letter size of body copy is too small

)} Because the line space of body copy is too narrow
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N i

fev s her. e+ Kerry Siam Seaport is a subsidiary of the Kerry

ﬁ " Notworclimuced - Logistics Network (www kerrylogistics.com), which
N— .. operates supply chain and integrated logistics

in over 30 countries and 150 cities worldwide. The operations in Thaitand include

warehouse, logistics center, nationwide distribution and transportation, freight and
supply chain management.

| sales & Marketing Manager - Container Terminal

Kerry Slam Seaport (KSSP) is a privately owned operator of a deep-sea terminal, i
which is located at Au-Udom, Sriracha, Chonburi Province, and is about 125 kms. to
the east of Bangkok. The current terminal operations involving 4 conventional berths
with an annual throughput of about 4 million tons wiil be expanded to inglude another 2
container berths capable of randling one post-paramax container vessel and another
container feeder vessel. The container cperations will commence from 1st January
2007, making KSSP the targest privately owned multi purpose terminal in Thailand.

KSSP is inviting dynamic and resourceful senior sales and markeling persons to
participate vith us in this new and exciling enterprise which shall encompass many
varying aspects of pont logistics management Including international cannestivity. He or
she shall 1ake charge of a sales team to achteve the required valume of containers and
vessels to customize the above said container terminal,

The candidates should possass a proven sales and marketing track record in shipping
and container business of large intemational companies and should have worked tor at
least § years in top sales management, Knowledge and experience in container
business is essentlal. A posiive minded and high calibre person with entreprensurial
drive and Intemational exposure will be key critenia for selection.

The successful candidate shall be compensated with salary, bonuses and fringe
benefits according to skills and experienca and be further incentives basis fulfilling
minmum KPis. A career path in port logistics and supply chain management will be
ultimate tonper term objective for such candidate. He or she shall further develop skills
[ in othar aspects of business logistics hoth in Thaitand and within the Kerry Logistics
| Netwaork. The position Is for immediate employment.

Piease writo and send C.V. {including expected salary) to

Nuttacha Pinyophab, HR Diractor

KERRY SIAM SEAPORTLTD.

! | 8" Flgor, 804 Chao Phya Tower, 89 Soi Wat Suan Plu, New Roaa, Bangrak, Bangkok 10500
' | email addross: nuitacha.pinyophab@kerryiogistics.com

-1 Tel: 0-2686-8599 Direct Line 0-2686-8921 Mobtle 0-59497369

-| (Al apptications will b treated as strictly confidential)

If you ignore reading this advertisement, please give your supporting reasons by
putting { X ) in the bracket that represents your answer.
{ ) Because the lefter size of body copy is too small

{ ) Because the line space of body copy is too narrow

{ ) Others, please identify
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Part lil: Information or Features That Should Be Contained in Small-Sized

(Limited Space) Recruitment Advertising

Please put ( X ) in the selected column below to classify the important level of the information

or features listed that you think should be included in the small-sized recruitment advertising.

Level of Importance

Items | Information / Features Very Important Fair Slightly | Unimportant
Important Important
1 Understand job title
2 Detailed job description
3 Salary
4 Office Location
5 An overview of the
arganization
6 Company Name
7 Company Logo
8 Company Slogan
9 Training scheme
10 Statements such as

career development, job

satisfaction
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Items

Features

Level of Importance

Very

important

Important

Fair

Slightly

Important

Unimportant

11

Website and telephone
number of organization
where applicants can get
full details of the
organization and the

vacant position

12

Procedure needed
{How to apply?,
Application deadline,

Contact details)

13

Detailed specification and

attributes of the ideal

candidate

14

Fringe benefits such as

provident fund, medical

care, bonus, company

car etc.

15

Traveling
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Part IV: Information or Features That Could Motivate Employees to Apply for

the Vacant Position

Please put { X ) in the selected column below to classify the information or features by the
important leve! so as to find out information or features that could motivate you to apply for

the vacant position offered.

Level of Importance

ltems Features Very Important Fair Slightly

Important Important

Unimportant

1 Understand job title

2 Detailed job description

3 Salary

4 Office Location

5 An overview of the

organization

6 Company Name

7 Company Logo

8 Company Slogan

9 Training scheme

10 Statements such as
career development, job

satisfaction.
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Items

Features

Level of Importance

Very

important

Important

Fair

Slightly

Important

Unimportant

11

Website and telephone
number of organization
where applicants can get
full details of the
organization and the

vacant position

12

Procedure needed
(How to apply?,
Apptication deadline,

Contact details)

13

Detailed specification and

attributes of the ideal

candidate

14

Fringe benefits such as
provident fund, medical
care, bonus, company

car etc.

15

Traveling




VITAE
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VITAE
Name: Mr. Weerasak Phathanasukphan
Date of Birth: November 05, 1964
Place of Birth: Satoon
Address: 81/196 Crystal Townhome, Rattanatibet Road, Saima Sub-district,

Muang District, Nontaburi 11000
Office: NEC Corporation (Thailand) Ltd.
24" Floor Serm-mit Tower, 159 Sukhumvit 21 Road, Klongtoey Nua,

Wattana, Bangkok 10110

Education Background
2007 Master of Arts (Business English for International Communication),
Department of Western Languages, Srinakharinwirot University
1987 Bachelor of Science (Electrical Engineering), Prince of Songkhla
University

1983 Mahavachiravudh School, Songkhla
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