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ABSTRACT

Title of Dissertation Factors of Faculty Management Affecting Faculty
Engagement in Thai Private Universities
Author Mr. Naphat Wuttaphan
Degree Degree of Doctor of Philosophy
(Human Resource and Organization Development)
Year 2016

The purpose of this study was to examine the relationship among talent
management, organizational citizenship behavior, work passion, and faculty
engagement in order to develop faculty engagement model in Thai’s private
universities. The benefit of this study can be used as a guideline to diagnose private
universities for development and establish human resource development interventions
as well as aimed to contribute knowledge of employee engagement in higher
education as well as advance the field of human resource development knowledge.

Mixed methods was conducted. 17 participants were interviewed from 5
private universities and intensive literature review had been done. Then the
questionnaire was developed based literature review, previous research, and
interview. Then quantitative method was conducted by 444 samples from Rangsit
University, University of Thai Chamber of Commerce, Dhurakij Pundit University,
Bangkok University, and Sripratum University. Data were collected with an
agreement of private universities and individual respondents. Structural equation
modelling were utilized as data analysis. The findings of this study revealed the
positive relationship among talent management, organizational citizenship behavior,
work passion, and faculty engagement, by organizational citizenship behavior and
work passion played as mediators mediated talent management and faculty
engagement. Faculty engagement model fitted with the empirical data after adjusted

the parameters by using the correlate error method, and found that the goodness of fit



statistics is ;(2: 209.88, df= 214 p = 0.57, CFI = 1.00, GFI = 0.97, AGFI = 0.94,
RMSEA=0.00 and RMR = 0.00. Moreover, the result of Reliability Regression (R?)
of organizational citizenship behavior is 0.51, work passion is 0.74 and faculty
engagement is 0.80.

According to the research results, recommendations for private universities are
also presented. Furthermore, the different context and condition need to be further
researched, as well as expanding, comparing and examining to the other types of
university such as public universities, local universities, vocational universities,
moreover, comparison research methods might be conducted. At the reginal and
international level, this study might expand to cross cultural context/university to
examine the faculty members in international context apart from Thailand, for instant,
comparing faculty engagement factors in individualism countries versus collectivism

countries, faculty engagement in ASEAN universities.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

From the Office of the Educational Council’s report, Thailand Ministry of
Education (2013) of the Thai educational situation on the world competitiveness in
year 2013 issued. Thailand has spent average from last ten years approximately 29.5
percent in annual government statement of expenditure on education, that is the
highest ranking on education investment comparing with other counties in ASEAN+6
however the Thai educational system and student quality has not reach a level above
average yet. One of the world educational quality indicator is a ratio of government
educational expenditure to GDP (gross domestic product), Thailand has invested on
education in 5.8 percent of GDP in year 2011, while New Zealand (7.3) and Vietnam
(6.8) is the most, then Australia (5.6), Malaysia (5.1), Korea (5.0), Japan (3.8), Lao
and Brunei (3.3), India and Singapore (3.2), Indonesia (2.8), Philippine (2.7) and
Cambodia (2.6) respectively (Thailand Ministry of Education, 2013). Moreover,
Ministry of Education has launched the executive report framework of the second 15-
year long range plan on higher education of Thailand from 2008 to 2022 by the
Commission on Higher Education mentioned that, in order to develop quality of
student, it needs to convince the talent to be an instructor and to develop a human
resource development and create a retention plan for university instructors because
“Iinstructor as a multiplier” to students’ quality by motivating instructor to do a
research and self-development (Commission on Higher Education, 2008).

In order to develop student quality, motivated and engaged instructors
relatively devote themselves and spend more time with their jobs. They can contribute
better performance both direct and indirect to their work. The more engagement, the

more value added to the student.



According to Macey, Schneider, Barbera, and Young (2009, p. 127) said that

Engaged employees feel that their jobs provides avenues by which they can
express their values, and similarly that their jobs are an important part of who
they are. In many occupations this alignment of values can be accomplished
through the work itself, such as doctors helping improve their patients’ quality
of life, social workers looking out for the well-being of families, and teachers
educating children.

Engaged instructors dedicate themselves to student, give an advice, transfer
knowledge, teach them well and be a good role model to their student. Enhancing and
promoting employee engagement could help to solve the students’ quality. In the long
term, it contributes a valuable benefit to country, moreover, a competitive advantage
to compete with other countries will be increased. Betts (2009, p. 32) said that
“faculty engagement needs to go beyond clocking the number of hours faculty spend
teaching, conducting research, and engaging in scholarly activities”. He also
confirmed that the reason that faculty member leave the university because the lacks
of growth opportunities, career advancement and lack of succession planning, poor
faculty development, poor department leadership and poor relationship with leader,

and low support from university as well as low salary.

1.2 Problem Statement

A rapid technological changing and complexity work system has been
emerging at the past decade until at the present. Employee engagement as an
instrument in order to retain and engage talent, it linked to how employee perceived
their organization (Wilson, 2012). Moreover talent management is seen as a strategy
to improve employee recruitment and retention (Hughes & Rog, 2008). Many
employee engagement researchers pointed out to the private companies includes
hospitality (Hughes & Rog, 2008), electronic manufacturing (Chambel, Castanheira &
Sobral, 2014), telecom sector (Patrick & Bhat, 2014), and etc. No research is studied

the faculty engagement in Thai private university. However, faculty engagement



published research in educational setting is still limited and need to be further studied
(Bakker & Demerouti, 2007; Betts, 2009).

Private university is seen as an autonomous university. There are unsolved
problems founded in the academic journal about Thai faculty members in private
university. The main problem were career advancement (Deckham, 2014), motivation
to conduct the academic position i.e. assistant professor, associate professor and
professor (Chaisuwan, 2007), lecturer’s quality (Pukae, 2011), and image creation
through the faculty members in order to build a competitive advantage (Boonyarat,
2015). Moreover, the rapid competition in Thailand educational industry by
increasing in autonomous university — transform from public university to
autonomous university. The reasons why Thai private universities need to adjust its
strategy, policy and management in order to be a university of choice. Faculty
member viewed as an invaluable asset of university, Thai private university should
aware of attracting, developing and retaining their employee. This highlight needs an
additional study for exploring and studying the relationship and its influences among
faculty engagement, organizational citizenship behavior, work passion and talent
management. At this point faculty engagement could be a critical factor to retain

university invaluable assets.

1.3 Purpose of the Study

The purpose of this study is to develop the faculty engagement model and its
influences of organizational citizenship behavior, work passion and talent

management on faculty engagement in Thai private university.

1.4 Research Questions

This study is designed to develop a faculty engagement model in Thai private
universities. Two main research questions are:

1) What is the relationship between organizational citizenship behavior, work
passion, talent management and faculty engagement of faculty members in Thai

private universities?



2) What is a model of faculty engagement in Thai private universities?

1.5 Research Objectives

1) To identify the relationship of organizational citizenship behavior, talent
management, work passion, and faculty engagement of Thai private universities.
2) To develop the structural equation model of faculty engagement of Thai

private universities.

1.6 Significant of the Study

1) For HR field, faculty engagement is examined and studied in the new
aspect point of view of employee engagement. Moreover, current research in faculty
engagement focused on Western context, this study will be studied in the new context
apart from Western. It enhances the concept of employee engagement in order to
explore the new era of engagement.

2) This study is advantaged to HR academics in order to advance the
knowledge of employee engagement in term of examine the relationship and its
influences on faculty engagement which integrate with the concept of organizational
citizenship behavior, work passion and talent management.

3) For the HR practitioner, this study will be a grounded fundamental
guideline to HR practitioner before launching a company policy or implementing HR
interventions because organization cannot be implemented successfully if their
employees lack of motivation to change and disengaged.

4) Private universities could implement this study to attract, retain talents,
and could apply this study in term of motivating their employee to perform well.
Private universities could use this study as an analysis tool to diagnose the university
and to know which factors that absent and which factors need to be developed or
reconsidered. Moreover according to criteria 5.2 in workforce engagement, in section
5, workforce focuses at the criteria for performance excellence under the Baldrige
Performance Excellence program. Private universities could use this study as a

guideline to claim 45 points at this section.



1.7 Definition of Terms

1) Faculty engagement means the integrated set of positive working,
psychological and behavioral states of faculty member’s mind with a fully maximize
faculties’ potential and performance to dedicate, give extra effort, and faith as a part
of university with energy, passionate and contribute positive consequences of
happiness to university to achieve the best outcome, measuring by work engagement,
self-engagement, behavioral engagement, and engagement to student. The definition
derived from the integration of three concept from job-demand resource as a work
engagement, psychological capital as self-engagement, behavioral engagement based
on Hewitt three general behavior which are say, stay, and strived, and engagement to
student as followings:

Work engagement refers to a positive psychological state of faculty members’
mind that relates to work which characterized by vigor, dedication, and absorption in
order to work the best (Kahn, 1990; Schaufeli & Bakker, 2004; Barman & Ray, 2011)

Self-engagement refers to a faculties’ personal positive psychological state of
self-thought, self-efficacy, optimism, hope, and resilience in order to provide the
instruction to students (Luthans, Youssef & Avolio, 2007; Sweetman & Luthans,
2010)

Behavioral engagement refers to ability of positive action and performance
expresses toward working and institution by words, action, participation and
involvement in faculty and institution’s activities. (Mohapatra & Sharma, 2010;
Hewitt, 2011)

Engagement to student refers to faculties’ emotional attachment to student,
and student accomplishment and relationship with student by sense of teacher-
actualization.

2) Organizational citizenship behavior refers to people in the organization do
their job beyond or outside their usual task or beyond work requirements. Besides,
they might not get any return or straight compensation package from formal
performance evaluation and assessment within organization measured by altruism,

courtesy, sportsmanship, civic virtue and conscientiousness where:



Altruism refers to “discretionary behavior on the part of employees who have
the effect of helping a specific other with an organizationally relevant problem”
(Organ, Podsakoff, & Mckenzie, 2006, p. 252).

Courtesy refers to selfless and ability to think and concern of other people
before oneself, prevent the mistake that might happen in an organization, respect,
concern and careful other people including put other’s mind to one’s mind.

Sportsmanship refers to ability to behave patient to disappointment work
environment, stress, and pressures including not take thing personally to cope with
problems or work performance. Avoiding gossip and work peacefully.

Civic virtue refers to “behavior on the part of an individual that indicates that
he/she responsibly participates in, is involved in, or is concern about the life of the
company” (Podsakoff, Mackenzie, Moorman & Fetter, 1990, p. 115).

Conscientiousness is a degree to obey, accept and behave according to the rule
and regulation of the organization seriously including actively working on the policy
and organization philosophy with ethical.

3) Work passion refers to individual evaluation about what they feel and
think in positive emotion and feeling to do the job with attentiveness, creative, and
persistence measured by followings:

Autonomy means the degree that individual can perform and make decisions
to his/her job at a certain amount of freedom and authority. (Hackham & Oldham,
1975; Zigarmi, Houson, David, & Diehl, 2013).

Meaningful work means a valuable job that people understand and believe
how important of this job and proud of what they are doing, include the positive
feeling that individual receives in order to carry out the constructive consequences.
(Hackham and Oldham, 1975; Kahn, 1990; May, Gilson and Harter, 2004; Zigarmi et
al., 2013).

Feedback means the past work performance and behavior have been regularly
communicated to the employee for improvement in both formal and informal settings.
(Shute, 2008; Aguinis, 2001; Zigarmi et al., 2013).

Workload balance means a degree that employee can handle and manage their
job effectively with commitment and positive feeling, it includes that work flow such
as work input and output. (Kirchmeyer, 2000; Greenhaus, Collins & Shaw, 2003;
Zigarmi et al., 2013).



Task variety means the extent to the individuals are required to responsible for
variety of jobs that suits for one’s knowledge, skill, ability, and attitude with
challenging. (Morgeson and Humphrey, 2006; Zigarmi et al., 2013).

Collaboration means “the extent to which the organization encourages the
sharing of ideas, teamwork, and collaboration on projects and tasks” (Zigarmi et al.,
2013, p. 2).

Performance expectation means “the extent to which individuals feel that their
work is compared to an agreed upon standard and understand what is expected from
them” (Zigarmi et al., 2013, p. 22).

Growth means the opportunity to gain a support from the organization to
advance, improve their career both present and future. (Jans, 1989; Weng, MvEIroy,
Morrow & Liu, 2010; Zigarmi et al., 2013).

Procedural justice refers to the degree of individual perceive their organization
about the process of how organization or leader makes decisions about human
resource performance, and management in term of compensation sharing,
opportunities sharing in organization with equity and fair (Roch & Shanock, 2006;
Yilmaz & Tasdan, 2009; Zigarmi et al., 2013).

Distributive justice means extent of people in the organization perceive that
they have treated fairly in distribution of organizational resources such as salary,
bonus, rewards, organizational opportunities, responsibility and promotion comparing
with other colleagues. (Paterson, Green & Cary, 2002; Yilmaz & Tasman, 2009).

Connectedness with colleagues refers to “the extent to which colleagues make
an effort to build rapport and professional relationship” (Zigarmi et al., 2013, p. 2).

Connectedness with leader means “the extent to which leader make an effort
to build rapport and professional relationship” (Zigarmi et al., 2013, p. 2).

4) Talent Management

Talent management refers to the integration and combination activities of the
organization in order to appeals, recruit, develop, retain, manage performance,
communicate, and motivate a high performance employee to gain the company’s
competitiveness and sustainable. Talent management was measured by talent
recruitment and selection, performance management, talent development, talent

communication, succession planning, and organizational culture (Morton, 2004;



Lewis, Heckham, 2006; Sweem, 2009; Pimapunsri, 2013; Devine & Syrett, 2014;
Cooke, Saini, & Wang, 2014)

Talent recruitment and selection is a process of attract and choose the most
suitable talent for critical particular position with suitable job specifications that align
with individual knowledge, skill, ability and attitude. (Armstrong & Taylor, 2014;
Mondy, 2008).

Performance management means the integrated process alignment organizational
objective to individual by managing individual performance through performance
planning, performance development, performance appraisal, feedback and opportunity
in order to enhancing organizational effectiveness and sustainability. (Lockett, 1992;
Armstrong, 2015).

Talent communication means the extent to which the organization provide
sufficient related organization information, facts and encourage open communication
to individuals (Vandenberg, Richardson, & Eastman, 1999).

Talent development means the process of long term improving individuals’
performance both present and future in order to enhance related knowledge, skills,
and abilities of individual for the advantage of organization. (Vandenberg, Richardson,
& Eastman, 1999; Garavan, Carbery, & Rock, 2012).

Succession planning means “an compassing term related to the systematic
process of determining critical roles within company, identifying and assessing
possible successors, and providing them with the appropriate skills and experience for
present and future roles” (Stadler, 2011, p. 264).

Organizational culture means shared value and beliefs among people as a
guideline and lead people’s behavior include determine what is accepted and
unaccepted behavior of individuals in organization. (Schein, 1999; Tyrell, 2000;
Kusluvan & Karamustafa, 2003).



1.8 Conceptual Framework
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Figure 1.1 Conceptual Framework



CHAPTER 2

LITERATURE REVIEW

This chapter provides the theoretical framework, concept, definition and a
review of existing theory and empirical studies related to faculty management,
employee engagement, faculty engagement by covering following topics:

2.1 Private university in Thailand and quality assurance

2.2 Employee engagement

2.3 Faculty satisfaction and engagement

2.4 Talent management

2.5 Work passion

2.6 Organizational citizenship behavior

2.7 Relevance research

2.8 Model development

2.1 Private University in Thailand and Quality Assurance

2.1.1 Private Higher Institution in Thailand

Private university is an education institution that assist Thai public universities
to educate people because of the limitation of public universities that has not adequate
seat to accept the all a number of students in Thailand. Since 1969, the government
had established Private Institution’s Act. At the beginning, five private colleges had
been established which are Kerk College (now Kerk University), Bangkok College
(now Bangkok University), Thaisuriya College (now Sripratum University, name
changed at 1971), Patana College (now disappeared) and Commerce College (now
University of Thai Chamber of Commerce). Three private universities which are first
enhance to be university, Bangkok University, University of Thai Chamber of
Commerce, and Dhurakij Pundit University. 25 years later, Private Institution Act had
been officially announced in 1994 (Rerkklang, 1995). According to Private Institution
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Act, Four primary responsibilities similar to public university that private university
have to follow as missions (educational providing, research and development, national
culture supporting and community servicing). Moreover, all private universities
gained the status of juristic person that require a license to operate. At the present, the
new Private University Act year 2003 has been emerged and implemented over 41
private universities around Thailand.

Private university seen as an autonomous university, the most of the budget
came from a university’s administration which divided into two parts, first
university’s budgeting, it came from supportive from owner, donation and incentive
from the operation, and second came from a university’s revenue including tuition
fee, service fee, fine, charge (Ploysri & Pridarnantasuk, 2014). From the reason,
private university has met a budgeting limitation in order to operate the university, so
private university has to seek for the budget to university. Private university has to
adapt its strategy, management style or system to cope with the problem effectively.
Kasikorn research center (2008) predicted that in year 2015, Thailand joined AEC
(ASEAN Economics Community). Each universities need to enhance upon the
international standard. Private university might face a severe competition, and a
possibility to be bankrupted in the future unless it needs to adapt and increase
competitive advantage. Moreover, from the report of the office of educational council
in Thailand (2010) said that the higher education in the future will be more severe
competition than the past because of the decreasing a number of birth rate and student
attended in university. Similarity to Ploysri and Pridarnantasuk (2014) said that
private university need to adapt themselves to cope with such problem. Moreover, the
rapid competition in Thailand educational industry by increasing in autonomous
university — transform from public university to autonomous university, have been
rapidly increasing from the policy of the government in order to enhance the
educational quality in Thailand. The reasons why strategy, policy and management in
Thai private universities need to be adjusted and aligned with such policy in order to
be a university of choice and attracting the new students.

There are many unsolved problems and issues in Private universities are
confronting, Wongkomthong (2008) said that because of the sub-campus expansion

establishment and increasing number of students are accepted to public universities,
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the impact of free trade to higher education management, strict government rules and
regulation to control private universities that leads to inflexibility of self-management
and development of private university, tax deduction, source of budgeting to support
private university, foreigner faculty employment, and finally lack of supportive from
private sector to private university management. However, Techagaichana (2013)
supports that problems of private university is that private university cannot adapt and
cope with rapid change especially for the quality assurance and standard, lack of
research and development including the long-term planning as well as the quality of
graduate students. The most importantly is the lack of quality of faculty member in
private university and crisis in image and reputation of faculty member profession.
Moreover, private university also face the problem of talent lectures deficiency, lack
of motivation to conduct the academic position, inefficiency human resource system,
career advancement as well as talent management in private university (Chaisuwan,
2007; Suthammanon, 2012; Deckham, 2014; Thephayakul & Rinthisong, 2014). From
the above reason, private university need to be deeply study in order to solve such
problems efficiently.

2.1.2 Quality Assurance in Thai’s Higher Education

According to Thailand National Qualifications framework of higher education
and Thailand framework of the second 15-year long range plan on higher education
(2008) which concentrated in creating desirable society and coping with rapid change
of the country is now implementing from year 2008 up to year 2022.

Internal quality assurance for higher education launched by the bureau of
standards and evaluation (2007) indicates that all both public and private universities
need to implement nine components as compulsory requirement where component
one is Philosophy, commitments, objectives and implementation plans (2 indicators),
component two is teaching and learning (13 indicators), component three is student
development activities (2 indicators), component four is research (5 indicators),
component five is academics services to the community (5 indicators), component six
is preservation of arts and culture (3 indicators), component seven is an administration
and management (9 indicators), component eight is finance and budgeting (2
indicators), and component nine is systems and mechanism for quality assurance (3
indicators).
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The higher score in quality assurance for higher education (maximum is 5)
(revision in 2010 and 2014) could guaranteed that higher education institutes in
Thailand have a higher quality. All higher educational institution needs to follow the
regulations purposed by Thailand Ministry of Education. A quality assurance system
rely on a quality faculty members, so talent management and employee engagement
could improve this situation because when employee is engaged, dedicate to the work,
and contribute a good thing to the university will be enhanced. Furthermore, under the
Baldrige Performance Excellent program 2013-2014, section 5.2 mention about the
workforce engagement and how the organization engage the workforce to achieve
organizational and personal success? (45 points). It explains that how the
organizational develop, engage employee in order to achieve high performance and
innovation. Three main sections are first, workforce performance that consists of
engagement, organizational culture and performance management. Second, are
assessment of engagement and correlation with business result, third workforce and
leader development which are learning and development, effectiveness of learning
and development and career progression (Baldrige Performance Excellence Program,
2013). It could guarantee the education quality of the university at international level.

From the problems and Quality Assurance in Thai’s private university, one of
the way to solve such problems is to develop and motivate faculty to work, let them
realize their own duties and responsibilities to perform the tasks with enthusiastic,
passionate and engaged. Engagement is combination of sciences and arts, as
fundamental human resource intervention in order to drive organization success. The

next section is related theories, concepts and research in employee engagement.

2.2 Employee Engagement

2.2.1 Definition of Employee Engagement

The word of engagement is originated by Kahn in 1990 mentioned about work
engagement by psychological state as a fundamental based. It was stated that
engagement is “psychological experiences of work and work contexts shape the
processes of people presenting and absenting theirselves during task performance”
(Kahn, 1990, p. 694). Moreover personal engagement had been studied and
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categorized. Three psychological conditions that are psychological meaningfulness,
safety and availability have been emerged.

Recently, three main influential of employee engagement theories are in a
trend (Saks & Gruman, 2014). First employee engagement theory was influenced by
the work of Kahn called work engagement (Truss, Soane, Edwards, Wisdom, Croll &
Burnett, 2006; Britt, Dickinson, Greene-Shortridge & McKibben, 2007; Macey &
Schneider, 2008; Shuck & Wollard, 2010) by saying that employee engagement is an
psychological state of employees’ mind and mental including individual emotion,
cognition, and physical state, to make employee put extra effort and energy in order to
achieve exceptional organizational performance, employee will devote themselves
when they are fully engaged and committed to the organization. The second theory of
employee engagement was influenced by job burnout (Maslach & Leiter, 1997;
Cartwright & Holmes, 2006; Schaufeli & Bakker, 2004). According to Maslach and
Leiter (1997, p. 201) stated job burnout is “psychological syndrome that involves a
prolonged response to chronic interpersonal stressors and leads to poor job
performance, withdrawal behaviors and poor mental health and is the negative
antithesis of job engagement”. On the other word, because of job burnout, employee
are not engaged. The third theory of employee engagement is influenced by Job
Demands-Resources (JD-R model). This engagement theory pretty much similar to
job burnout, however according to Demerouti, Bakker, Nachrener, and Schaufeli
(2001) as cited in Saks and Gruman (2014, p. 161) said that

The model was used to demonstrate that burnout can develop through two
processes. First, burnout is the result of high job demands, which leads to
exhaustion. Second, a lack of job resources leads to withdrawal behavior or

disengagement from work.

Therefore, JD-R model involved job demand and job resource, which job
demands are required psychological, social, and physical such as work-life balance,
job stable and security, clear role and responsibility, and concrete timeline. Job
resources is help employee to achieved their goal by encouraging continuous learning
and development, career advancement and growth, compensation, teamwork,

supportive management and the like.



15

However, even though there are three school of thoughts in employee
engagement, the similarity of each concepts based on psychological perception and
aim of employee engagement, each school of thoughts had had a same value and goal
to promote employee engagement in order to enhance organization effectiveness. So
in this study tends to apply and extent the concept of employee engagement from
Kahn of work engagement by encouraging faculties who have a positive
psychological contract and dedicate themselves to with positive think, feel and act in
enthusiastic and assertive to achieve personal and university goals.

According to Schaufeli and Bakker (2004, p. 295) said that “engagement as a
positive, fulfilling, work-related state of mind that is characterized by vigor,
dedication, and absorption”. Vigor refers to a high level of effort and energy that
employee invest to work, dedication is a sense of job significant, challenge and
employee passionate to work, finally absorption involved highly focused, encouraged
and engrossed in individual’s work. However, Saks (2006) argued that employee
engagement refers to a degree of people in the organization is attentive behavior, and
job concentrated in employee’s performance. However, engagement was separated
into two level, job engagement level (a degree of people involved and active for doing
their job well) and organizational engagement level (psychologically attachment and
being a good citizenship in an organization).

In addition, Gebauer, Lowman, and Gordon (2008, p. 9) defined employee
engagement as “a deep and broad connection that employee have with a company that
results in a willingness to go above and beyond what’s expected of them to help
company succeed”. They highly mentioned that engaged employees have three
connected linking level in employee engagement which are rational level, emotional
level, and motivational level. For rational level refers to clear and understand tasks
and employee responsibilities to perform the job effectively, then move to second
level is an emotional level, at once employee has a rational level of engagement,
employee will be assertively attached to the organization with wand passionate. The
last level is motivational level, employee know well how to perform the best as they
can and put extra effort to the job. Another point of view by Shuck and Wollard
(2010, p. 103) stated that employee engagement as “an individual employee’s

cognitive, emotional, and behavioral state directed toward desired organizational
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outcome”. The cognitive engagement refers to people think, perceive, and recognize
the organization; emotional engagement involved how people has feeling toward the
organization in the positive way, and finally behavioral engagement means how
people behave and achieve the goal of organization.

Later, according to Christian, Garza and Slaughter (2011) identified that
employee engagement consisted of three mutual features about psychological, mental
and emotional connection to job and work, personal resource and self-investment, and
employee engagement is about “state” rather than “trait”. However, Saks and Gruman
(2014, p. 157) argued “employee engagement means that individuals are
psychologically present when occupying and performing and organizational role.
When people are psychologically present they are attentive, connected, integrated,
and focused in their role performances”. They insisted that employee engagement in
not only mental engaged but behavioral engaged as well. So employee engagement
came from heart, transfer to head and behave interchangeably.

For the famous consultant companies’ perspective toward employee
engagement, first Aon Hewitt viewed that employee engagement is focus on an
“individual behavior” more than cognitive and emotional aspect. Aon Hewitt (2011)
had presented three employee engagement behaviors called say, stay and strive. Say
refers to employees speak positively about organization, stay means employee
perceives that they are part of the organization and strived refers to an extra effort of
employee in order to work the best. However, Tower Watson (2012) argued that
employee engagement are separated into three part which are rational think (mind),
emotional feel (heart), and motivational act (hands). Mercer (2007 quoted in Schaufeli
and Bakker, 2010, p. 12) concluded a different point of view toward employee
engagement that “employee engagement can be called ‘commitment or motivation’
engagement refers to a psychological state where employees feel a vested interest in
the company’s success and perform to a high standard that may exceed the stated
requirements of the job”.

Moreover, Mercer (2011) said that there are four levels of employee
engagement starts by employee need to have a job satisfaction as the level one first,
after employee satisfied with the job, employee feel motivated at work as a level two,
at level three, employee committed to work and organization, and finally level four

employee advocate and put an extra effort to do the best work.
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2.2.2 Employee Engagement and Uniqueness Constructs

The meaning of employee engagement still being debated among scholars and
practitioners (Bakker, Albrecht, & Leiter, 2011). However, there are closely
overlapped and interrelated concept of employee engagement such as job satisfaction,
involvement, organizational commitment, extra-role behavior, personal initiative,
positive affectivity, flow and self-consciousness, and workaholism (Schaufeli &
Bakker, 2010; Shuck, Ghosh, Zigaemi, & Nimon, 2012; Saks & Gruman, 2014).
According to Saks and Gruman (2014) argued that employee engagement is different
from other constructs because employee engagement is a broader area of people in
term of cognitive, physical, and emotional, and involving in employees invest a whole
life performing the job with willingness.

According to Muchinsky (2003, p. 307) defined job satisfaction that “degree
of pleasure an employee derives from his or her job”. Moreover, job satisfaction is an
essential source of job fulfillment and factors affecting job satisfaction resulting from
both of job and non-job related such as happiness, compensation satisfaction or
working climate (Maslach, Schaufeli, & Leiter, 2001; Latham & Ernst, 2006).
However, Rukkhum (2010) said that job satisfaction means the type of positive
feeling and attitude toward the job, however it might related or not related to
performance but related to employee engagement. Macey and Schneider (2008, p. 8)
insisted that job satisfaction is a source of energy and passion, and job satisfaction is
“a facet of engagement”. So job satisfaction and employee engagement cannot be
similar, yet job satisfaction is a fundamental ground and is a one dimension of
employee engagement.

Other related of employee engagement is job involvement, it refers to
psychological of employee mind to see how important to their work that affect
employees’ self-esteem (Muchinsky, 2003). Brown (1996) said that there are
correlation among job involvement, job satisfaction, job attitude, work satisfaction,
and organizational commitment and those not correlated to work behavior. This
findings was confirmed by Brown (1996) by discovered that the different between
employee engagement and job involvement are the work and job focus, job
involvement seems to focus on the job or work more than employee engagement, and

work behavior is not related to job involvement. Later on, Christian, Garza and
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Slaughter (2011) identified that job satisfaction is about individual job attitude toward
working and job situation, job involvement refers to which employee perform a
central job with job identity, and organizational commitment involves employee
emotional attachment. In addition, employee engagement is a broader area than job
involvement, engaged employee invest their energy, and perform extra role with
positive emotional attachment, on the other hand, job involvement is only people
invest to their job with a cognitive satisfaction (May, Gilson, & Harter, 2004; Macey
& Schneider, 2008; Saks & Gruman, 2014).

The related concept that overlapping with employee engagement is
organizational commitment. According to Muchinsky (2003) said that organizational
commitment refers to sense of adherence to the organization. The guru of
organizational commitment, Meyer and Allen (1991, p. 67) said that organizational
commitment consists of normative commitment, affective commitment, and

continuance commitment by stating that

Affective commitment refers to the employee’s emotional attachment to,
identification with, and involvement in the organization. Continuance
commitment refers to an awareness of the costs associated with leaving the
organization, and normative commitment reflects a feeling of obligation to

continue employment.

However, Harris (2006, p. 11) argued that organizational commitment is “the
emotional and intellectual involvement and commitment by employees to their
organizations”. The different between job satisfaction and organizational commitment
are the job focus, which job satisfaction focuses on the individual working but
commitment focuses on the whole organization (Harrison, Newman, & Roth, 2006).
In term of commitment, Cohen (2003) stated that employee might committed to the
job or committed to the profession but might not committed to the organization. In
term of employee engagement and organizational commitment, some scholars
concluded that organizational commitment is a part or aspect of employee
engagement but not employee engagement (Macey & Schneider, 2008). Mangundjaya

(2012) argued that there are the positive relationship between employee engagement
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and organizational commitment. However, many scholar use organizational
commitment and employee engagement interchangeably (Mangundijaya, 2012;
Agyemang & Ofei, 2013; Akaraborworn, Rurkkhum, & Yodrakang, 2014; Albdour &
Altarawneh, 2014). However, Hallberg and Schaufeli (2006) found that there are
interrelated among organizational commitment, job involvement, and employee
engagement. As well as Christian, Garza and Slaughter (2011) discovered that
organizational commitment, employee engagement, and job involvement are highly
correlated in support of discriminant validity. Furthermore, the concept of employee
engagement and organizational commitment have been studied in various sectors such
as financial companies, private own bank and government owned financial company
(Mangundijaya, 2012), banking sector in developing countries (Albdour &
Altarawneh, 2014), private and public sector (Agyemang & Ofei, 2013) and all found
is a positive relationship.

Other related to employee engagement according to Schaufeli and Bakker
(2010) which are an extra-role behavior (engaged employee tends to work beyond
what a job usually required and bring a creativity to increase job productivity, this
concept is closely related to organizational citizenship behavior), personal initiative
(self-starting behavior and vigor), positive affectivity (attentive, proud, inspired, alert,
enthusiastic, determine, and energized and strong), flow (focus, concentration, clear
mind, body unison, and self-consciousness), and workaholism. However, there are the
areas overlapping but organizational citizenship behavior, workaholic, and organizational
commitment, and job satisfaction are distinct.

Antecedent and consequence of employee engagement

A study of antecedent and consequence of employee engagement, a
uniqueness of employee engagement, job satisfaction, job involvement, and
organizational commitment derived from intrinsic motivation, it has commonplace
antecedents and consequences of employee engagement (Rich, LePine, & Crawford,
2010).

The antecedent of employee engagement according to Demeroutl, Bakker, de
Jonge, Janssen, and Schaufeli (2001) are job factors (autonomy, job demands) and
organizational factors which are feedback, job control or authorized, work-life
balance and role conflict. Gibbons (2006) said that the key determinants of employee
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engagement are job significant, trust, integrity, carecer growth opportunity, company’s
pride, teamwork and collaboration, employee development, and relationship with
supervisor. According to Sak (2006) discovered that job characteristics, perceived
organizational support, perceived supervisor support, rewards and recognition,
procedural justice, and distributive justice predicts employee engagement, and
employee engagement contributed to job satisfaction, organizational commitment,
intention to quit, and especially organizational citizenship behavior. However, Macey,
Schneider, Barbera and Young (2009) argued that the driver of employee engagement
is working environments that divided into two features, first is psychological
behavioral, for instances, concentrated, focus, passionate, enthusiastic and second is a
physical behavioral. Employee engagement value chain purposed by Macey,
Schneide, Barbera, and Yong (2009) starts from organization have to create the high
performance work environment, because it contributes to engagement feeling, so
engagement feeling creates engagement behaviors. The different point of Whitting
and Galpin (2010) said that employee engagement came from two level which are
micro and macro level. For micro level consists of full-range of leadership, job
enrichment, and goal setting. For macro level came from organizational strategy, HR
value chain or HR practices (recruitment and selection, orientation and socialization,
performance management including performance planning and evaluation, training
and development, career development, compensation and rewards, and employee
separation). However, a main moderator between micro and macro level that
influence employee engagement is trust. Wollard and Shuck (2011) argued that
antecedent of employee engagement should have two levels which are individual
level and organizational level. Individual antecedent includes citizenship behavior,
job involvement, job variety, autonomy, meaningful work, perceived organization
support, trust, work-life balance, and etc. Organizational antecedents includes
corporate culture, good governance and organizational ethics, clear performance
management, job fit and characteristics, task challenge, self-efficacy, workplace
safety, good working climate and environment, compensation, supportive
organizational culture, talent management. The same direction with Kumar and Sia
(2012) found that antecedent of employee engagement is work environment, it
contains eight factors that are peer cohesion, supervisor support, autonomy, task
orientation, work pressure, clarity, control, and physical comfort.
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Recently, Sak and Gruman (2014) studied antecedents of employee
engagement based on job demand and job resource and found that job demand
resource plays as antecedents of psychological state, and psychological state based
from Kahn (1990) contributes to engagement. An integrative theory of employee
engagement by Sak and Gruman (2014) purposed the model starting from
transformational leadership, LMX and empowering leader contribute to job resources
and job demands which are, at first, task level and organizational of work, second are
organizational level and social relations, third are interpersonal and social relations,
and fourth, are task level, interpersonal level and social relations. All factors of job
demand - resource contribute to psychological conditions. As a result, four type of
employee engagement (task engagement, work engagement, organizational engagement,
and group/team engagement) are occurred. As a consequence, career opportunity,
supervisor and coworker support, participative management in decision making,
performance feedback, role clarity, career advancement, supportive climate, and
leadership are antecedents of employee engagement based on psychological condition
are emerged (Bakker & Demerouti, 2007; Macey & Schneider, 2008; Sak & Gruman,
2014). Furthermore, Sak and Gruman (2014) had established the employee
engagement theory propositions that JD-R, leadership, individual different (altruism,
conscientiousness) are antecedents of employee engagement as well. On the other
word, Rana, Ardichvili and Tkachenko (2014) purposed the theoretical model of
employee engagement antecedents and outcome and found that employee engagement
antecedents consists of job design and characteristics (meaningful and challenging
work), supervisor and co-worker relationships (supervisor and co-worker social
relationship), workplace environment (physical resource, supportive workplace
climate, perception of safety, and collective engaged workplace), and human resource
development practices which are organization development, training and
development, and career development. By job demand (workload and peer pressure)
and individual characteristics (proactive personality, optimism, high self-esteem and
self-efficacy) play as a moderator to employee engagement (cognitive state, emotional
state, and physical state). Akaraborworn et al. (2014) said that the antecedents of
employee engagement are relationships with supervisors, relationship with colleagues,

job security, compensation and benefits, work environment, work-life balance, clear
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accountability and empowerment, organizational communication, challenging work,
development opportunities, career growth, feel respected from the others and
corporate image. The outcomes of employee engagement are divided into three
categories which are job performance, reduced turnover intentions and organizational
citizenship behavior (Rana, Ardichvili, & Tkachenko, 2014).

2.3 Faculty Satisfaction and Engagement

Although employee engagement concept has been widely studying across the
world in many sectors includes hospitality (Hughes & Rog, 2008), electronic
manufacturing (Chambel, Castanheira, & Sobral, 2014), Thai publicly traded
companies in SET and Private companies (Rurkkhum, 2010), telecom sector (Patrick
& Bhat, 2014). However, faculty engagement published research in educational
setting are still limited and need to be further studied (Bakker & Demerouti, 2007,
Betts, 2009). According to Betts (2009, p. 32) said that “faculty engagement needs to
go beyond clocking the number of hours faculty spend teaching, conducting research,
and engaging in scholarly activities”. The reason caused faculty dissatisfaction and
finally faculty member leave the university because of lack of opportunity for growth,
career advancement and lack of succession planning, poor faculty development, poor
department leadership and poor relationship with leader, and low support from
university as well as low salary are confirmed, moreover, faculty engagement
contribute to innovation, satisfaction, student retention as well as faculty retention
(Betts, 2009).

Faculty members in a higher education have had a great responsibility in
teaching, researching, and servicing (Tandon, 2008). A National Qualifications
framework for higher education in Thailand, all faculty member both public and
private universities need to complete four mission for teaching, researching, academic
servicing and supporting national cultures and traditions. The concept of employee
engagement has widely accepted from many scholars (Maslach & Leiter, 1997;
Schaufeli & Bakker, 2004; Macey & Schneider, 2008; Shuck & Wollard, 2010). Yet,
a number of research published in faculty engagement is still limited. While,

researchers and scholars had used the term of employee engagement to examine
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faculty engagement (Betts, 2009; Glass, Doberneck, & Schweitzer, 2011; Barman &
Ray, 2011; Hagner, 2001; Morris, 2008; Selmer, Jonasson, & Lauring, 2013).

According to Betts (2009, p. 32) said that “the research on faculty engagement
within higher education, like the corporate sector, should examine factors linking
faculty engagement to innovation, satisfaction, faculty retention, and student
retention”. The study on faculty engagement began when Ewell (1997) studied on
organizing for learning with a new imperative and concluded that if we want to
improve student quality of learning effectively, scholars have to study in institutional
engagement and faculty engagement because it links to instruction quality, so it
passes to students’ quality when instructor is engaged.

Faculty engagement refers to the faculty member who has a positive state of
mind and psychological contract to dedicate themselves to the job and institution with
emphatic and enthusiastic mind and behavior in order to fully maximize faculties’
potential and performance. This definition was influenced by Kahn (1990: 700) whom
initiate “personal engagement” which stated that “the simultaneous employment and
expression of a person’s ‘preferred self” in task behaviors that promote connections to
work and to others; personal presence (physical, cognitive, and emotional); and active
full role performance”. Especially Barman and Ray (2011, p. 1) stated that “an
engaged faculty will show a high degree of commitment and involvement in the
profession. For him/her teaching is more of commitment than compliance”.

Selmer et al. (2013, p. 95) said that “engaged academics staff have been found
to experience positive emotions including happiness, joy and enthusiasm, experience
better health, create their own job and personal resources, and transfer their
engagement to others”. Faculty engagement tend to have a positive feeling, behavior
and emotional in order to work effectively. Not only work with energy but also they
have a good health, and be able to handover their feeling to colleagues. However,
Selmer et al. (2013) tends to support Shuck and Wollard (2010) by divided types of
employee engagement into three areas that are behavioral, cognitive and emotional
engagement. For behavioral engagement, faculty member seems to behave and
participate in university activities and compliance the institution’s rule and regulation.
Faculty cognitive engagement means a personal investment to perform the tasks

completely. If faculty member feel that they perform and achieved the jobs/goals
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successfully, the level of cognitive engagement will be increased. Emotional
engagement is a psychological feeling to be a part of university citizenship and sense
of belonging. Faulty emotional engagement is expressed via a passionate to work,
enthusiastic, a sense of belonging, so faculties express the high level of satisfaction
and emotional engagement positively to their work (Marks, 2000; Blumenfeld et al
(2005).

Hagner (2001, p. 3) defined faculty member as an “entrepreneurial group”. As
entrepreneur, resources, incentives and benefit, and reward are required and bring
about faculty engagement. Furthermore, Factor influences faculty engagement was
discovered and proposed by Barman and Ray (2011) are institutional attachment,
primary involvement -- a physical engagement means that faculties tend to engage
and involve when they are satisfied with basic needs, and secondary involvement -- an
emotional state such as credibility, guidance, recognition, career orientation, including
socialization such as relationship with co-work and networking.

Kuh (2001) also support the Ewell’s statement by saying that quality of
instructor and teaching or instruction quality did influence student’s learning,
moreover the faculty involvement and the relationship among faculty members also
affect a student learning and student quality as well. Glass, Doberneck and Schweitzer
(2011) argued that factors affecting faculty engagement consists of three major factors
which are institutional support and communication, it includes organizational norms,
institutional culture, institutional culture, leadership, engagement structure, and
institutional mission. Second, professional engagement which includes socialization
factors (academic improvement, relationship with peer, teamwork, and supervisor or
dean, and type of employment i.e. contracting lecturer, tenure lecture), faculty
management factors such as performance appraisal and improvement, faculty and
university support, workload balance. Third, personal types that are demographic and
sociocultural influences such as sexual orientation (male, female and others), ethnicity
and race such as African-American, Asian, including age, personal value and belief,
motivation and self-identity, previous experience as well as epistemology and
paradigm. Moreover, the concept of faculty engagement is needed to be further study
in the new context across cultures because it enhances student engagement
(Fredericks, Blumenfeld & Paris, 2004; Furlong & Christenson, 2008). Rhoades
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(2012, p. 2), a professor at center of the study of higher education, University of
Arizona said that “faculty are central to quality and completion”. So in order to
develop quality student, faculty members’ engagement are the significant key to
enhance student quality and efficiency. In this study, faculty engagement means the
integrated set of positive working, psychological and behavioral states of faculty
member’s mind with a fully maximize faculties’ potential and performance to
dedicate, give extra effort, and faith as a part of university with energy, passionate and
contribute positive consequences of happiness to university to achieve the best

outcome.

2.3.1 Faculty Engagement Measurement

Well-known engagement measurement by 12Q of Gallup consulting company,
and the Utrecht Work Engagement Scale (UWES) are widely used in order to
measure employee engagement around the world.

The Gallup Q'?by Gallup developed twelve questions measuring employee
engagement in 1998. However it has been critiquing from many scholars that Gallup
Q™ tried to measure job satisfaction and antecedent of employee engagement instead

of employee engagement itself (Harter, Schmidt, & Hayes, 2002) as followings:

Table 2.1 Gallup Q" and its Implications

No.  Questions Implication
Q1 Do you know what is expected of you at work? Role clarity
Q2 Do you have the materials and equipment you Material resource

need to do your work right?

Q3 At work, do you have the opportunity to do what ~ Opportunity for skill

you do best every day? development
Q4 In the last seven days, have you received Social support and
recognition or praise for doing good work? positive feedback

Q5 Does your supervisor, or someone at work, seem  Supervisor support

to care about you as a person?
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Table 2.1 (Continued)

No.  Questions Implication

Q6 Is there someone at work who encourages your Coaching
development?

Q7  Atwork, do your opinions seem to count? Voice

Q8 Does the mission/purpose of your company make  Meaningfulness
you feel your job is important?

Q9  Are you associates (fellow employees) committed Fellow employees
to doing quality work?

Q10 Do you have a best friend at work? Social support

Q11 Inthe last six months, has someone at work talked Feedback
to you about your progress?

Q12 Inthe last year, have you had opportunities at Learning opportunities

work to learn and grow?

Source: Adapted from Harter et al., 2002, p. 268-279.

Another well-known engagement measurement is The Utrecht Work
Engagement Scale developed by Schaufeli et al. (2002b) based by three dimensions of
vigor, dedication and absorption. Originally 24 items to 17 and finally 9 items had
represented work engagement. The scale has been used around the world i.e.
Australia, Belgium, Canada, China, Finland, Germany, The Netherland, Norway,
Spain including Thailand (Schaufeli, Martinez, Pinto, Salanova & Bakker, 2002;
Schaufeli & Bakker, 2003; Storm & Rothmann, 2003;Yi-Wen & Yi-Qun, 2005;
Rukkhum, 2010; Xanthopoulou, Bakker, Kantas, & Demerouti, 2012) with a
coefficient alpha is between .80 to .90 However it was adopt to measure work
engagement in many sectors and industries (Schaufeli, Bakker, & Salanova, 2006).
Nevertheless, the Utrecht measure only work engagement not employee engagement.

Another measurement by Rothbard (2001) based on Kahn (1990) that two
engagement types which are attention (four items) and absorption (five items) are

developed in order to measure employee engagement. May, Gilson, and Harter (2004)
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also developed employee engagement questionnaire based on cognitive, emotional,
and physical engagement with thirteen sale items. Sak (2006) initiated employee
engagement questionnaire by divided employee engagement into two level of
engagement which are job engagement (five items), and organizational engagement
(six items). Similarity to May et al. (2004), Chartered Institute of Personnel and
development (2006) developed thirteen items of employee engagement scale
consisted of three dimensions which are cognitive engagement, emotional
engagement, and physical engagement. However those measurement are not widely
used and accepted among practitioners and scholars. In 2010, Shuck (2010) had been
developed a workplace engagement scale to measure employee engagement by
modified employee engagement scale of May et al. (2004), and a scale consisted of
sixteen items.

In Thailand, Akaraborworn et al. (2014) developed Emo-meter in order to use
as a diagnosis tool to measure employee engagement called “Emo-meter” by
consisting of well-being, belonging, and doing the best. Unfortunately, it hasn’t been
tested in faculty members yet. However, since there are no consensus of faculty
engagement measurement, yet employee engagement measurement might not suitable
to measure faculty engagement because employee engagement are mostly used in
private sector context and was not developed for higher educational context, moreover
the studies had been found in faculty engagement research adopt the employee
engagement measurement to measure faculty engagement (Chughtai & Buckley,
2009; Yahaya, Chek, Samsudin, & Jizat, 2009; Tek-Yew, 2009; Wong & Heng,
2009).

However, this study applied the concept of psychological capital, JD-R model,
Kahn’s theory, and Hewitt behavioral engagement as a fundamental guideline to use
as a faculty engagement measurement. Faculty engagement measurement in this study
was derived from Four types of engagement first is work engagement, it is influenced
and supported by JD-R model and Kahn’ theory, according to Bakker, Demerouti,
Boer and Schaufeli (2003, p. 4) said that
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Job demands refer to those physical, psychological, social, or organizational
aspects of the job that require sustained physical and/or psychological
(cognitive and emotional) effort... job resources refer to those physical,
psychological, social, or organizational aspects of the job that are either/or: 1)
functional in achieving work goals; 2) reduce job demands and the associated
physiological and psychological costs; 3) stimulate personal growth and

development.

JD-R concept based on individual’s cognitive and emotional of job
requirement which is working situation. Job demand deals with physical, mental,
social effort of working such as work overload, role vagueness and conflict, insecurity
job. On the other hand, job resource is a feature helping employees in the organization
accomplish their working goals such as compensation, career advancement, learning
and development, supervisor support, teamwork, role clarity, participation, skill
variety, antinomy, job meaningfulness, feedback and task identity. According to
Kahn’s theory of work engagement, it related to the psychological state of mental,
cognitive and emotional, so work engagement is one of the factors make employee
engaged.

The second type of faculty engagement is self-engagement, it was supported
by the concept of psychological capital. Luthans, Youssef and Avolio (2007, p. 3)

said that psychological capital, a positive psychology means that

an individual’s positive psychological state of development characterized by:
1) having confidence (self-efficacy) to take on and put in necessary effort to
succeed at challenging task; 2) making a positive contribution (optimism)
about succeeding now and in the future; 3) preserving toward goals, and when
necessary, redirecting paths to goals (hope) in order to succeed; and (4) when
beset by problems and adversity, sustaining and bouncing back and even

beyond (resilience) to attain success.

The empirical study shew that psychological capital affect not only job

engagement but also overall career and life satisfaction (Halbesleben & Wheeler,
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2008; Karatepe & Karadas, 2015). So employees who have psychological capital
(self-efficacy, hope, optimism, and resilience) tend to have higher job, career, and life
satisfaction. The third type of faculty engagement is behavioral engagement. This
type of engagement originated and influenced by Hawitt (say, stay and strived), and
A-factors (job satisfaction, organizational commitment, job involvement). It means
that engaged people tend to say a good thing to the organization, they stay and
contribute good contribution to the organization and put extra effort to work with
energy and enthusiastic. Furthermore, they have a high level of job satisfaction,
committed to organization, involve and participate in organizational activities.
Finally, engagement to student, refers to student accomplishment and relationship
with student by sense of teacher-actualization, the reasons why faculties are engaged.
Based on four main concepts measure faculty engagement which are work
engagement (JD-R model, and Kahn), self-engagement (Psychological capital),
behavioral engagement (say, stay and strived, and A-factors), and engagement to
student. Faculty engagement means the integrated set of positive working,
psychological and behavioral states of faculty member’s mind to dedicate, give extra
effort, and faith as a part of university with energy, passion and contribute positive

consequences with happiness to university to achieve the best outcome.

2.3.2 Theories Related to Faculty Engagement

Since there are consensus among human resource development scholars in
employee/faculty engagement theory in term of meaning and measurement (Saks &
Gruman, 2014). Motivation theories seem to closely relate to concept of
employee/faculty engagement in term of content and process to encourage people to
work (Halm, 2015). According to Latham and Pinder (2005) said that motivation is
about the process that make people pleasure and satisfy to work with energy.
However, work motivation had been widely recognized in an organizational context
and relate to personal and organization succession (Kanfer, Chen, & Pritchard, 2008).
The well-known classical motivation theories are Maslow’s Hierarchy theory, two-
factor theory, Goal setting theory, expectancy theory, psychological contract theory,
and self-determination theory. The following section, each theory is presented in
brief.
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2.3.2.1 Maslow’s Hierarchy of Needs Theory

According to Maslow (1970), every human has a hierarchical
physiology needs, safety, sense of belongings and socialization, self-esteem and self-
actualization. The physiological needs are food, residences, cloths, drug, when people
are satisfied with physical needs, they needs upper level of needs is a safety, people
needs safety in life in both tangible safety like safety food, safety house until an
intangible safety like secure job etc. The upper level is belonging, refers to love and
socialization, people need friends and want to be accepted from friends and family.
Next, self-esteem refers to a recognition from other people, friends, family as well as
supervisor and organization to be remembered, to be somebody. The last state is self-
actualization refers to a self-fulfillment, people do things neither because of money
nor for safety but because of happiness. Sense of achieving, self-esteem and self-
actualization could bring about employee engagement.

2.3.2.2 Two - Factor Theory

Two - factor theory or motivational-hygiene theory, purposed by
Herzberg in 1987. He separated two factors of motivation in to two level which are
first, hygiene factors refer to something that contribute to employee satisfaction with
their working environment and working conditions such as biological needs, salary,
bonus, organizational structure, relationship in the organization. Then motivational
factors or motivator factors, it creates employee work happiness such as recognition,
involvement, achievement, challenging work and growth. It’s obvious that engaged
people seems to satisfy with both hygiene factors and motivational factors.

2.3.2.3 Goal Setting Theory

Locke and Latham purposed goal setting theory in the late 1960. A
theory said that goal contribute people’s effort and intention, employee’s persistence.
It impact to people to establish strategies to achieve their goals (Locke, 1968).
According to DeSimone and Werner (2012, p. 51) stated that

Goals influence an individual’s intentions, which are defined as the
‘cognitive’ representations of goals to which the person is committed, this
commitment will continue to direct employee behavior until the goal is

achieved or until a decision is made to change or reject the goal.
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From the goal setting theory, supervisor shall be able to manage
employees’ goal because goal leads to employee performance, if the management
motivates employee to follow a goal, management needs to be careful that the goal is
aligned with employee’s value and belief. However goals need to be challenged,
specific, measurable, attainable, reliability, and with the time frame to make people
engaged in organization (Miles, 2012).

2.3.2.4 Expectancy Theory

Expectancy theory originally purposed by Vroom (1964, p. 17) said that
means “a monetary believe concerning the likelihood that a particular act will be
followed by a particular outcome”. Three terms, expectancy, instrumentality and
valence are interconnected. Expectancy (thinking) contributes to instrumentality
(believes), and leads to valence as value (DeSimone & Werner, 2012). Moreover,
Vroom (1964) purposed the individual performance function where performance as a
function of ability multiple with motivation (performance = f (ability x motivation)).
If motivation or/and ability increases, performance will be increased. Howeverlf
ability or motivation is zero, the performance turns to be zero. So organization needs
to boost both motivation factor and ability factor.

2.3.2.5 Psychological Contract Theory

From the reason of why employee joined the company because
employees expected to receive something exchange for their working effort in return,
so when the exchange agreement are unwritten and informal, it has been called
psychology contract. Employees mentally originate the relationships of psychological
contract in three categories, first, receiving information via communication, observing
other in the organization and third is compensation, benefit system, performance
review, and compensation adjustment (Rousseau, 1995 as cited in Miles, 2012).

Devine and Syrett (2014, p. 159) said psychological contract drives

recognition, achievement, and dignity by saying that

| think people assume that star performers just have innate talent, but a lot of
the rationale for why they are good derives from quite deep-seated
psychological reasons that crate a higher level of commitment, emotional and

in some cases physical, to the job. They will work longer hours, they will be
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more focused, they will be more intense and they will engage better because

they have that core drive and need. | think this is often overlooked.

Psychological contract theory explains both employee engagement and
talent management in term of motivating talent to engage. However, such theory
closely related to social exchange theory which discussed in the next section.

2.3.2.6 Self-Determination Theory

Self-determination theory is a combination study of personality and
motivation theory mentioned that employee has a self-motivated or self-determined,
if they are satisfied with the basic needs or physical needs (extrinsic motivation), they
have a tendency to have a higher level of employee’s performance, well-being, health
or vigor comparing to those who doesn’t satisfied (Deci & Hyan, 1895; Deci & Ryan,
2000). The theory was inspired by six theories, causality orientations theory,
cognitive evaluation theory, organismic integration theory, relationships motivation
theory, goal contents theory, and basic psychological needs theory. The main focus of
this theory is the intrinsic motivation consists of three dimensions that are autonomy,
relatedness, and competence (Deci & Ryan, 2000).

Moreover, in the present research found that not only motivation theory
but also JR model can be a theory of employee engagement as well (Saks & Gruman,
2014).

2.3.2.7 JD-R Model

JD-R model or job demand resource model originated by Bakker and
Demerouti (2007). It is influenced by job burnout. There are two process of JD-R
model, first, employee will be exhausted as the result of high job demanding, second,
deficiency of job resource contribute to withdrawal behavior (Saks & Gruman, 2014).
JD-R model explains that there are two working situations which are job demand and
job resource. Job demand consists of physical, mental, social effort to work in the
organization such as work overload, role vagueness and conflict, insecurity job. Job
resource is a feature that help people in the organization accomplish a working goal.
Moreover, that is a resource from the organization provide to employees such as
compensation, career advancement, learning and development, supervisor support,

teamwork, role clarity, participation, skill variety, antinomy, job meaningfulness,
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feedback and task identity including physical, psychological, and social setting in the
organization (Bakker & Demerouti, 2007). JD-R model could help employee
understand one’s self to work and it can be a benefit to employee in order to handle
job demand effectively and act like an outcome barrier of job demands on job tension
and exhaustion (Bakker & Demerouti, 2007; Saks & Gruman, 2014).

2.4 Talent Management

At the complexity current situation, talent management is in a spotlight of
consulting companies (Accenture, 2013; Forbes, 2014; SHRM, 2008; Tower Watson,
2014). Since, the war of talent was launched in 1998 by Mckinsey Company, a global
management consulting firm by published famous proclaiming that *“ better talent is
worth fighting for” (Chambers, Foulon, Handfield-John, Hankin, and Michales, 1998,
p. 45). As a result, large companies did pay attention to company’s talent. An annual
survey by ManpowerGroup (a multinational human resource consulting firm) between
year 2009 and 2013 found that more than a third (35%) of nearly 40,000 employers
worldwide are facing difficulty in filling job vacancies, it leads to firm
competitiveness (ManpowerGroup, 2013). Employees are the key human resources
and crucial final success of the organization. Talent management as a strategic tool
used to transform critical human resource of the organization into a sustainable
competitive advantage and as a strategic significance of the organization (Barney,
1991). Most recently research shew that many companies are not ready to cope and
confront with the talent crisis yet and many of them not even know and have a talent

management program (Stadler, 2011).

2.4.1 Defining Talent

Talent had been defined in two main definitions, fist talent is an individual
who exhibits a high potential and high performance in current and future to achieve a
particular organizational objectives (Sistonen, 2005). Another talent’s definition
defined talent as anyone has their own talent, it means that all employee could be
counted as a talent (Sistonen, 2005; Glenn, 2012). On the other hand, talent was

defined as leader who has a leadership skill that fulfill an organization aspiration, and



34

talent as a combination of people who not only have leadership skill but also
communication skill, emotional stability, maturity, and be able to influence, inspire,
attractive, and carry out the great result to the organization (Michaels, Handfield-
Jones, & Axelrod, 2001).

Morton (2004, p. 6) said that talent is “individuals who have the capability to
make a significant different to the current and future performance of the company”.
While, many companies widely accept nine box grids of potential and performance to
separate and measure talent from ordinary to high performer in order to define and
manage talents in figure 1. In addition, talent could defined as a human capital
because talent is employee who have a skill and potential to contribute to a company’s
core competency which difficult to replace, and tend to be a future leader (Lepak &
Snell, 1999; Farndale, Scullion, & Sparrow, 2010; Gelens, Dries, Hofmans, &
Pepermans, 2013).

1 | Potential Performance with High potential
talent high potential High performance
. Potential Performance High performance
Potential
performer with potential With potential
Low potential Solid High performance
Low performance | performer (technical experts, knowledge
worker, seasoned worker)

Performance

v

Figure 2.1 Nine-Box Grid of Performance and Potential
Source: Devine & Syrett, 2014.

Colling and Mellahi (2009) said that talent is whom working on the key

position that have a potential and bring about an extraordinary impact and influence
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the competitive advantage to the organization. Moreover, Colling, and Mellahi
(2009) also support Sistonen (2005) by saying that talent is an employee who show
their high level of potential and performance contribute to sustainable organization
effectiveness. McKinsey (2012) as cited in Devine, and Syrett (2014, p. 1) said that
talent is beyond leadership and managerial skill. Talent is “the sun of a people’s
abilities...his or her intrinsic gifts skills, knowledges, experience, intelligence,
judgment, attitude, character and drive. It also includes his or her ability to learn”.
However, Dries (2013) identified and differentiate talent according to the theoretical
perspectives by saying that, in HRM literature refers talent as capital (Pascal, 2004),
in industry and organization psychology defined talent as individual different (Hough
& Oswald, 2000), in educational psychology defined talent as giftedness (Simonton,
1999), in vocational psychology defined talent as identity (lbarra, 1999), in positive
psychology defined talent as strength (Wood et al, 2011), and in social psychology
defined talent as the perception of talent (Dominick and Gabriel, 2009; Dries, 2013).

In this study, talent refers to individual who has a high-performed and
potential to do the job both present and future job and can help the organization
achieve the goal. Talent means a person who signify as a high and outstanding
performers and essential for the organization, categorized by several of knowledge,
skill, ability and characteristics that has an impact to organizational monetary and
financial, human resource and organizational outcome such as employee engagement
and improving quality (Collings & Mellahi, 2009; Festing & Schafer, 2014; Tansley,
2011; Ulrich & Smallwood, 2012).

2.4.2 Talent Management Definition

Talent management according to Lewis and Heckman (2006) said that talent
management is a responsible of HR department to attract, recruit, select, develop,
provide career and manage career succession employee in the organization. However,
Hatum (2010, p. 13) defined talent management is “a strategic activity aligned with
the firm’s business strategy that aims to attract, develop, and retained employees at
each level of organization”. Talent management refers to the ability and capacity of
organization to appeal, develop, manage and plans performance, manage transition

and retain high performance employee. According to Armstrong (2007, p. 29), stated
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that talent management as “an integrated set of activities to ensure that the
organization attracts, retains, motivates and develops the talented people it needs now
and the future”. Talent management is a method to attract, select, develop, retain key
employee in critical set of skill in order to drive the business to gain competitive
advantage (Glenn, 2012; Lewis & Heckman, 2006; Sistonen, 2005). Talent
management is used as a strategy in order to transform a critical human resource of
the organization into a sustainable competitive advantage and as a strategic
significance of the organization (Barney, 1991). According to Glenn (2012) said that
talent management refers to a process of managing, attracting, retaining, managing
performance, developing, planning, transitioning high performer in the organization.
However, Cappelli (2008) pointed out that talent management is a need for human
capital then set a plan by using tradition HRM practices such as recruitment,
selection, succession planning, retention, development, performance management,
and redeployment. Furthermore, Gelens, Dries, Hofmans and Pepermans (2013)
defined talent management as employee who has a potential to contribute competitive
to company. Silzer and Dowell (2010, p. 18) supported with interesting point that
“talent management is an integrated set of process, programs, and cultural norms in an
organization designed and implemented to attract, develop, deploy, and retain talent to
achieve strategic objectives and meet future business needs”.

So from the talent definition, talent management definition, talents strategy
model and business best practices, the key to be successes in talent management as a
strategy, it must be align among the business, engagement, leadership development,
talent pool, talent retention , culture, technology, strategic performance management,
and workforce planning. Moreover, Economist Intelligent Unit by The economist
(2007) said the organization needs to pursue and discover the right people by right
recruiting and do the talent mapping, workforce planning and developing and
performance planning including fairness evaluating. An organization must look at the
retention plan, and organizational strategy first, the most important thing is a focus on
measurement, then open culture, and link with technology.

Talent management plays an important role for improving employee
recruitment, retention and engagement in the organization (Hughes & Rog, 2008).

Talent management for the twenty-first century principles (Cappelli, 2008) included
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managing risks, adapting to the ambiguity in talent demand, improving the return on
investment in training and development as well as harmonizing employee-employer
interests. As a result talent management seems to provide conditions that skills of
talents would be recognized and used in suitable area.

ORACLE Human Capital Management had launched Oracle Talent
Management Cloud: A Strategy approach to talent management (2013) said that the
best practice model consisted of recruiting, social sourcing, performance managing,

goal managing, talent reviewing, learning, workforce reputation managing.

2.4.3 Talent Management Construction and Measurement

The construction and measurement of talent management according to Morton
(2004) said that talent management can be measured by performance management,
talent development, organizational culture, recruitment and selection, internal
communication, talent retention, workforce planning, feedback, and succession
planning. However Lewis and Hecham (2006) argued that talent management is focus
on developing a high potential employee, so talent need to be viewed as talent
development, talent recruitment, and succession planning instead. In support of
Morton (2004), Sweem (2009) discovered that talent management consisted of
performance management, employee development, open climate and organizational
culture including reward and recognition with appropriate organizational
communication. Similarity to Mogan and Jardin (2010) said that talent management
can be measured by talent development, recruitment and selection, talent retention,
moreover talent management is a part of organization development as well. The
broader area that viewed talent management from the top by Pruis (2011) point out
that talent management need to come from the clear policy. However, talent
management needs to align organizational goals to talent communication, talent
recruitment, talent retention, performance management, talent development,
succession planning, as well as an organization needs to provide a suitable learning
opportunity, career advancement and compensation in order to engage talented to
work the best. Moreover, a related concept with employee engagement by Cooke,
Saini and Wang (2014) said that compensation, team base, job rotation, working

condition, and employee involvement, and commitment could describe talent
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management in organization as well. In addition, talent management can be measured
by performance management and talent development (Shaemi, Allameh, &
Bajgerami, 2011; Noori & Bezanai, 2013; Alijanabi et al, 2013; Pimapunsri, 2013;
Devine & Syrett, 2014; Cookeet al., 2014; Phoemphian, Sakulkoo, & Tubsree, 2015),
organizational culture (Noori & Bezanai, 2013), open climate and culture (Shaemi et
al., 2011; Noori & Bezanai, 2013; Alijanabi et al, 2013), reward and recognition
(Shaemi et al., 2011; Noori & Bezanai, 2013; Alijanabi et al 2013; Cooke et al.,
2014), communication (Shaemi et al., 2011; Noori & Bezanai, 2013; Alijanabi et al,
2013; Devine & Syrett, 2014), and succession planning (Noori & Bezanai, 2013;
Pimapunsri, 2013; Devine & Syrett, 2014; Phoemphian et al., 2015).

In this study, talent management refers to the integration and combination
activities of the organization in order to appeals, recruit, develop, retain, manage
performance, communicate, and motivate a high performance employee to gain the
company’s competitiveness and sustainable. By the definition of talent management,
the construct of this paper consists of talent recruitment and selection, performance
management, talent communication, talent development, succession planning, and
organizational culture where talent recruitment and selection is a process of attract
and choose the most suitable talent for critical particular position with suitable job
specifications that align with individual knowledge, skill, ability and attitude.
(Armstrong & Taylor, 2014; Mondy, 2008). Performance management means the
integrated process alignment organizational objective to individual by managing
individual performance through performance planning, performance development,
performance appraisal, feedback and opportunity in order to enhancing organizational
effectiveness and sustainability. (Lockett, 1992; Armstrong, 2015).Talent communication
means the extent to which the organization provide sufficient related organization
information, facts and encourage open communication to individuals. (VVandenberg,
Richardson, & Eastman, 1999). Talent development means the process of long term
improving individuals’ performance both present and future in order to enhance
related knowledge, skills, and abilities of individual for the advantage of organization.
(Vandenberg et al., 1999; Garavan, Carbery, & Rock, 2012). Succession planning
means “an compassing term related to the systematic process of determining critical

roles within company, identifying and assessing possible successors, and providing
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them with the appropriate skills and experience for present and future roles” (Stadler,
2011, p. 264). Organizational culture means shared value and beliefs among people as
a guideline and lead people’s behavior include determine what is accepted and
unaccepted behavior of individuals in organization. (Schein, 1999; Tyrell, 2000;
Kusluvan & Karamustafa, 2003).

In order to retain employee and make talent engaged, it is a difficult task, so
organization should implement talent management to cope with this kinds of problem.
The current research in talent management points out to the career progression,
organization commitment and employee engagement but less of it examined or
developed the model and apply this concept used in Thai faculties’ private

universities.

2.4.4 Theories Related to Talent Management

2.4.4.1 Human Capital Theory

Pascal (2004, p. 275) said that “talent as capital”. So talent needs to be
seen in human capital, social capital, political capital, and cultural capital (Farndale,
Scullion, and Sparrow, 2010). The first term of human capital was firstly introduced
by Theodore W. Schultz in the article called investment in human capital and
published in American Economic Review, from the article, most of scholars conclude
that human capital consisted of skill, experience and knowledge. Gary Backer (1964)
said that human capital is a physical means of production organization invests in
human capital via education, training, and health. In support, of Pascal (2004) and
Becker (1964), Thomas Davenport (1999) stated that the component of human capital
consisted of abilities (knowledge, skill and personal talent), behavior and effort, when
those three components plus time, it is a form of relationship equation. To be extent,
knowledge included 1Q, intellectual, specific and general knowledge to work, skill is
an expertly and skillfully working including working methods, physical body,
movement for doing a job. Talent is a characteristic of people that natural innate and
acquired by development to be expertise (Dries, 2013). Behavior is a people
expression by observable behavior, norm, ethics and personal belief. Effort as the
people tries to use their innate or personal resources including their talent, experience,

knowledge and ability to work successfully. Finally is time. So, according to human
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capital theory, human capital theory seems to play as a main theory of talent
management because individual or employee tends to invest their effort to accumulate
human capital by general training, education, migration, and health however the
organization invest in human capital by investing in their employees via providing
specific training used in particular organization instead of general training used in
every organization. (Schultz, 1961).

2.4.4.2 Resource-Based Theory

It refers to a resource and could be anything that enhances strength and
core competency of the organization (Wernerfelt, 1984). The idea of resource based
theory is the organization utilized and completed with competitors by using and
controlling organization’s capabilities, resources, knowledge in organization
(Wernefelt, 1984; Barney, 1991; Miles, 2012). Miles (2012, p. 218) said that “an
organization has a competitive advantage when it uses a profitable, value-creating
strategy that is not being used by competing organization”.

Resource-based theory is widely used in talent management because
talent is a significant to the organization that top management need to look up and
utilize organization’s talented in order to achieve sustainable and competitiveness by
“controlling resources that are valuable, rare, imperfect imitable, and non-
substitutable” (Mlies, 2012, p. 222). Talent is counted as a rare and valuable resource
that organization needs to pay more intention.

2.4.4.3 Social Exchange Theory

Social exchange theory first proposed by Emerson (1976). The central
idea of social exchange theory is all the stakeholder mutually maintain and preserve
an interrelationship with others with expected return on rewarding in any types (Blau,
1964; Gouldner, 1960; Homans, 1961). This theory is viewed as an exchange between
employer and employee when employees work for jobs, so they want something such
as compensation in return. The principle of this theory divided into four points first,
this exchange sometime in economics or social consequences or both of them, second,
people tend to compare and weight a cost and benefit of what they will be gained and
what they will do in exchange, third, the level of employees’ commitment and trust
depends on the outcome they might be received and fourth, rewarding exchange

relationship is about exchanging value, norm and expectation also (Blau, 1964;
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Emerson, 1976; Mlies, 2012). Commitment and trust cloud make employees and high
potentials in the organization engaged or disengaged. For organization that need to
increase a level of commitment and engagement, organization need to make
employees satisfied with both economic returns such as compensation, bonus,
vacation and etc., and social returns such as respect, recognition, leadership in
organization which are in the employee engagement concept. Moreover, social
exchange theory could explain the effect of talent management on psychological
contract and employee engagement as mutually relationship as well (Festing &
Schafer, 2014).

2.4.5 Employee Engagement and Talent Management

Talent management in nowadays is used as a human resource and
organizational development strategy in order to optimize organizational human capital
(Sweem, 2009). Engagement is viewed as a tool diving business succession and
organizational transformation (Halm, 2015). So both of talent management and
employee engagement help business to cope with the complexity world. The study of
Bhatnagar (2007) confirmed that talent management influenced employee
engagement. Similar to Sweem (2009), Dhanalakshmi and Gurunathan (2014) found
that employee engagement and talent management has a positive relationship. There
are numbers of research revealed that talent management had had a positive
relationship to employee engagement (Bhatnagar, 2008; Hughes & Rog, 2008; Reid,
2008; Sweem, 2009; Glenn, 2012; Wilson, 2012; Pimapunsri, 2013; Campbell &
Smith, 2014; NHS, 2014). Moreover, there are a relationship between talent
management with the related concepts of employee engagement which are
organizational commitment (Vural, Vardarlier, & Aykir, 2012; Cooke et al., 2014),
talent management and employee retention (Deery, 2008; MacCleod & Clarke, 2009;
Schuler, Jackson, & Tarique, 2011), and talent management and employee
involvement (Cooke et al., 2014). Not only employee engagement that related to
talent management, but also talent management plays a critical role of human

resource development as a whole as well (Nilsson & Ellstrom, 2012).
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2.5 Work Passion

The word of work passion had been raised when the study of The Ken
Blanchard Company in 2009. Vallerand, Blanchard, Maheau, Koestner, Retelle,
Leonard, and Gagne (2003) had first proposed the definition of passion in the
workplace by stated that “passion as a strong inclination towards an activity (e.g.,
work in our case) that is important, liked an involved investing considerable time in
its pursuit” (Burke & Fiksenbaum, 2009, p. 258). Later on, Vallerand, Mageau, Elliot,
Dumais, Demers, and Rousseau (2008, p. 375) divided concluded into two types of
passion which are harmonious passion and obsessive passion where harmonious
passion is resulted from ‘“autonomous internationalization of the activity into the
person’s identity”. So it takes place when employee perceived that activity is
important to them with emotional attachment, as a result it leads to engagement
behavior. Moreover they said that harmonious passion is “authentic integrating self”
that leads to employee to do the activity that they think they are good at and
passionate about. Obsessive passion is resulted from “controlled internationalization
of activity into the person’s identity” such are self-worth or social acceptance.
Employee can be able to control the situation they want. Later on, the study of
“employee passion” had been extended from The Ken Blanchard companies by
Zigarmi, Nimon, Houson, Witt, & Diehl (2009, p. 2). They announced that “employee
passion is a new rules of engagement” and came up with the definition of employee

passion is

employee passion is the positive state of mind resulting from perceptions of
worthwhile work, autonomy, collaboration, fairness, recognition, connectedness
to colleagues, and connectedness to leader, all of which lead to standards of
behavior that include discretionary effect, long-term commitment to the
organization, peak performance, low turnover, and increased tenure with the

organization” (Zigarmi et al., 2009, p. 2).

Characteristics of employee passion consisted of eight factors driving

employee passion which are autonomy, meaningful work, recognition, career growth,



43

collaboration, fairness and connectedness to leader and connectedness to colleague.
Each factors are interrelated by meaningful work is the most important and career
growth is the least important, unfortunately, there was no statistical confirmed and
proved yet just an average survey (Zigarmi et al., 2009, p. 3). After that, they change
the term of “employee passion to employee work passion” and further explain that
employee work passion goes beyond employee engagement and it’s different from

employee engagement by stated that

Engagement is typically associated with either job commitment (burnout,
well-being, etc.) or organizational commitment (intent to stay, endorsement,
etc.) but typically not associated with both. We feel Employee Work Passion
is better explained by social cognition, appraisal theory, and research — and
encompasses both job commitment and organizational commitment; therefore

it is a different and more expansive concept than engagement.

From the employee passion to employee work passion, according to Zigarmi
et al. (2009, p. 5) proposed the definition of employee work passion by stated that
“Employee Work Passion is an individual’s persistent, emotionally positive, meaning-
based state of well-being steaming from continuous, reoccurring cognitive and
affective appraisals of various job and organizational situations, which results in
consistent, constructive work intentions and behaviors”. Then year 2011 in
perspectives paper volume three in employee work passion: connecting the dots,
Zigarmi et al. (2011) revised the employee work passion and came up with three
major factors of employee work passion (organizational factors — distributive justice,
procedural justice, growth, and performance expectation; job factors — meaningful
work, autonomy, workload balance, and task variety; moderating factors —
connectedness to leader, connectedness to colleagues, collaboration, and feedback)
and intention(discretionary effort, intent to perform, organizational citizenship
behaviors, employee endorsement, and intent to remain). The latest employee work
passion by the Ken Blanchard companies by Zigarmi et al. (2013) had revised factors
affecting employee work passion in twelve factors in three main categories which are

organizational factors (distributive justices, procedural justices, growth, and
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performance expectation), job factors (meaningful work, autonomy, workload
balance, and task variety) and relationship factors (connectedness to colleague,
connectedness to leader, collaboration, and feedback).

For the definition and factors measured employee work passion, the definition
of each twelve factors are first, autonomy means the degree that individual can
perform and make decisions to his/her job at a certain amount of freedom and
authority. (Hackham and Oldham, 1975; Zigarmi et al., 2013). Meaningful work
means a valuable job that people understand and believe how important of this job
and proud of what they are doing, include the positive feeling that individual receives
in order to carry out the constructive consequences. (Hackham & Oldham, 1975;
Kahn, 1990; May et al., 2004; Zigarmi et al., 2013). Feedback means the past work
performance and behavior have been regularly communicated to the employee for
improvement in both formal and informal settings. (Shute, 2008; Aguinis, 20013;
Zigarmi et al., 2013).Workload balance means a degree that employee can handle and
manage their job effectively with commitment and positive feeling, it includes that
work flow such as work input and output. (Kirchmeyer, 2000; Greenhaus, Collins and
Shaw, 2003; Zigarmi et al., 2013).Task variety means the extent to the individuals are
required to responsible for variety of jobs that suits for one’s knowledge, skill, ability,
and attitude with challenging. (Morgeson and Humphrey, 2006; Zigarmi et al., 2013).
Collaboration means “the extent to which the organization encourages the sharing of
ideas, teamwork, and collaboration on projects and tasks” (Zigarmi et al., 2013, p. 2).
Performance expectation means “the extent to which individuals feel that their work is
compared to an agreed upon standard and understand what is expected from them”
(Zigarmi et al., 2013, p. 2).Growth means the opportunity to gain a support from the
organization to advance, improve their career both present and future. (Jans, 1989;
Weng, MvEIroy, Morrow & Liu, 2010; Zigarmi et al., 2013). Procedural justice refers
to the degree of individual perceive their organization about the process of how
organization or leader makes decisions about human resource performance, and
management in term of compensation sharing, opportunities sharing in organization
with equity and fair (Roch & Shanock, 2006; Yilmaz & Tasdan, 2009; Zigarmi et al.,
2013). Distributive justice means extent of people in the organization perceive that

they have treated fairly in distribution of organizational resources such as salary,
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bonus, rewards, organizational opportunities, responsibility and promotion comparing
with other colleagues (Paterson, Green, & Cary, 2002; Yilmaz & Tasman, 2009).
Connectedness with colleagues refers to “the extent to which colleagues make an
effort to build rapport and professional relationship” (Zigarmi et al., 2013, p. 2).
Connectedness with leader means “the extent to which leader make an effort to build
rapport and professional relationship” (Zigarmi et al., 2013, p. 2).

The research on work passion, according to Luo et al., (2014) found the work
passion factors are similar to Zigarmi et al. (2013) by discovered factors the
influences work passion that work passion consisted of two main factors are socio-
demographic factors and work related factors which is socio-demographic factors
such as gender, year of employment, age, type of employment and work related
factors are interpersonal relationships and team atmosphere, learning and training and
training opportunities, compensation package, opportunity to work autonomously,
work stress, personal development, work load, and working conditions. Moreover, the
other factors that influences work passion is work related satisfaction which measured
by ten variables are an opportunities to develop capacity for work, balance between
remuneration and workload, decision making ability of superior, job promotion
opportunities, the stability level of job, working conditions, superior’s attitude toward
subordinate, sense of achievement from work, and self-decision in completing the job
including methods and measures for implementing organizational policies. However,
Vallerand, Mageau, Elliot, Dumais, Demers, and Rousseau (2008) said that both of
harmonious passion and obsessive passion led to employee engagement in any
activities in the organization. Furthermore, passion is a presence proactive and

reactive of engagement as well (Carpentier & Mageau, 2014).

2.6 Organization Citizenship Behavior

Organizational citizenship behavior was first studied and published by Organ
in year 1997. According to Organ, Podsakoff and MacKenzie (2006, p. 3) stated that
OCB is an “individual behavior that is discretionary, not directly or explicitly
recognized by the formal reward system, and in the aggregate promotes the efficient

and effective functioning of the organization”. So, organizational citizenship behavior
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refers to people in the organization do the job apart from a normal and common tasks
or job description requirements. Besides, employee might not get any return or
straight compensation in return from performance assessment and evaluation within
organization. Organizational citizenship behavior can be measured originally by five
factors which are altruism, courtesy, sportsmanship, civic virtue and conscientiousness
where altruism refers to the helping behavior and dedicate themselves to help and
solve problem that might concern with employee and colleagues and organization
including customers with willingness. However according to Organ, Podsakoff and
Mckenzie (2006, p. 252) altruism means “discretionary behavior on the part of
employees that have the effect of helping a specific other with an organizationally
relevant problem”. Courtesy refers to selfless and ability to think and concern of other
people before oneself, prevent the mistake that might happen in an organization,
respect, concern and careful other people including put other’s mind to one’s mind.
According to Organ, Podsakoff, and Mckenzie (2006, p. 252) said that courtesy
means “discretionary behavior on the part of an individual aimed at preventing work-
related problems with others from occurring”. Sportsmanship refers to ability to
behave patient to disappointment work environment, stress, and pressures including
not take thing personally to cope with problems or work performance. Avoiding
gossip and work peacefully. However According to Organ, Podsakoff and Mckenzie
(2006, p. 252) said that sportsmanship means “willingness of the employee to tolerate
less than ideal circumstances without complaining”. Civic virtue refers to “behavior
on the part of an individual that indicates that he/she responsibly participates in, is
involved in, or is concern about the life of the company” (Podsakoff, Mackenzie,
Moorman, & Fetter, 1990, p. 115). This means an active behavior to take full
responsibilities and participates on given assignment such as participate in meeting,
keep organization secret, express the useful opinion, and involve in organization’s
activities. Finally, conscientiousness means “Discretionary behavior on the part of the
employee that go well beyond the minimum role requirements of the organization in
the areas of attendance, obeying rules and regulations, taking breaks, and so forth”
(Organ et al., 2006, p. 252). To extent the meaning, conscientiousness is a degree to
obey, accept and behave according to the rule and regulation of the organization
seriously including actively working on the policy and organization philosophy with
ethical.
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The concept of OCB had been studied in various researches. The antecedent of
OCB is morale which measured by satisfaction, fairness, affective commitment and
leader consideration, those factors contribute to individual OCB (Organ, 1997). There
are a number of research in OCB shew the relationship between OCB and related
areas of work passion, and employee engagement, namely transformational leadership
and OBC (Podsakoff et al., 1990), task characteristics and OCB (Cardona, Lawrence,
and Bentler, 2004). Moreover OCB had an effect to organizational performance and
succession as consequences (Organ et al., 2006), organizational effectiveness
(Karambayya, 1990). Furthermore, Organ et al. (2006) said that OCB has a potential
effects to performance appraisal system, recruitment and selection, training and
development, profit-sharing plan, and individual merit-based pay system including
pay for performance (Deckop, Mangel & Cirka, 1999). The antecedent of OCB
including, organizational justice and fairness, compensation, team orientation,
organizational culture, performance management, satisfaction, organizational
commitment, perceived organizational support, employee engagement, self-concept
and transformational leadership (Erturk, 2007; Yimaz & Tasdan, 2009; Mayfield &
Taber, 2010; Erkutlu, 2011; Morin et al, 2011; Zheng, Zhang, & Li, 2012; Cheung,
2013; Gupta & Singh, 2013; Elamin & Tlaiss, 2015; Fu, Li & Duan, 2014, Jha, 2014;
Cameli & Colakoglu, 2015) as well as talent management (MacKenzie, Podsakoff and
Ahearne, 1998; Lepak & Shaw, 2008; Collings & Mellahi, 2009; Amabile, Fisher, &
Pillemer, 2014; NHS, 2014).

2.6.1 Organizational Citizenship Behavior and Employee Engagement

A study of (Astakhova, 2014) found that there is a positive relationship
between organizational citizenship behavior and work passion in the U-curve
relationship by using conservation of resources theory to explain the phenomena
under investigation. He said that “I found that harmonious work passion and OCB are
positively related up to point, after which higher levels of harmonious work passion
are associated with declining OCB” (abstract, p. 1).

There are a number of research confirmed that there are a relationship between
employee engagement and organizational citizenship behavior (Rurkkhum, 2010),

employee commitment and OCB (Shore, Barksdale and Shore, 1995; Allen and Rush,
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1998). While, the relationship between OCB and other related concept to engagement
were discovered for instant, Carmeli and Colakoglu (2005) confirmed that there is a
positive relationship between affective commitment and organizational citizenship
behavior especially altruism by emotional intelligent as a moderator. However, Fu, Li
and Duan (2014) argued that organizational commitment is a mediator between social
responsibility reputation and OCB. Yet, Jain (2015) pointed that personal dimension
of volunteerism is a positive predictor of OCB, unfortunately an organizational
commitment multiple with organizational culture had not effect on OCB. Moreover
Jain (2005) concluded that only affective commitment and continuance commitment
had a positive relationship to OCB. According to Ajgaonkar, Baul and Phadke (2012)
also found the relationship between organizational citizenship behavior and employee
engagement via a form the model of motivation. Since there are lack of research
found in relationship between OCB and work passion in Thai context, so it needs to
be further explored in this study. Part of this study will be used to update and confirm
the concept of employee engagement and OCB especially in higher educational

intuitions.

2.6.2 Organizational Citizenship Behavior between Work Passion and
Faculty Engagement

Fortunately, the relationship between talent management and organizational
citizenship behavior, faculty engagement including work passion were found from the
literature review for instances, there is a mutual relationship between talent
management and faculty engagement (Bhatnagar, 2008; Glenn, 2012; Pimapunsri,
2013; Campbell & Smith, 2014; NHS, 2014). Moreover a relationship between talent
management and relevant researches as follows talent management and employee
commitment (Vural, Vardarlier, & Aykir, 2012; Cooke et al., 2014), employee
retention (Deery, 2008; MacCleod & Clarke, 2009; Schuler, Jackson, & Tarique,
2011), employee involvement (Cooke et al., 2014), organizational commitment
(Collings & Mellahi, 2009; Campbell & Smith, 2014; Festing & Schafer, 2014),
organizational citizenship behavior (Organ, 1988; Lepak & Shaw, 2008; MacKenzie,
Podsakoff & Ahearne, 1998; Collings & Mellahi, 2009), performance management
(Schuler et al., 2011; Vural, Vardarlier, & Aykir, 2012; Cooke et al., 2014), staffing
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and attracting (MacCleod & Clarke, 2009; Oehley & Theron, 2010; Schuler),
leadership (MacCleod & Clarke, 2009), work life balance (Deery, 2008; MacCleod &
Clarke, 2009; Oehley & Theron, 2010), human resource development (Organ, 1988;
Oehley & Theron, 2010; Schuler, Jackson, & Tarique, 2011), compensation (Schuler,
Jackson, & Tarique, 2011), perceive organizational justice (Gelens et al, 2013), and
meaningful work (Oehley & Theron, 2010).

2.7 Relevance Research and Studies

The research and studies on employee engagement in higher education,
academics staff engagement including faculty engagement, commitment, job
satisfaction and involvement had been reviewed. According to Awang and Ahmad
(2014) the proposed the job satisfaction and work commitment model among lectures
in UiITM Kelantan at Malaysia universities. 320 lecturers as samples were identified
and structural equation modelling (SEM) was analyzed by Amos program. The result
indicated that promotional opportunity, remuneration, working environment,
workload balance, relationship with colleagues, and management style have
influenced faculty job satisfaction and job satisfaction influences faculty commitment
in Malaysia lecturers universities.

Wong (2009) discovered that personal achievement, personal growth,
interpersonal relations, recognition, responsibility, supervision, work itself, and
working condition significantly influence job satisfaction of full time faculty members
in higher education institute in Malaysia. However, Duane, Patton, and Braken (2013)
found factors that predict full time community college faculty engagement in online
instructions by 2,133 faculties from 50 states in USA as samples with logistic
regression. The result found that 3 from 10 factors affect faculty engagement which
are institute support for teaching, fair treatment, and compensation and workload
balance.

Moore and Ward (2010) conducted the qualitative research in institutionalizing
faculty engagement through research, teaching, and service at research universities at
20 participants from 15 research universities both public and private universities. 3
mains findings had been discovered as the engagement factors which are, faculties
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want to pursue personal passion, balancing personal and professional lives, and
working at the margins.

O’Meara, Sandmann, Saltmarsh, and Giles (2011) discovered factors that
influence faculty engagement from the empirical research and documentary research.
Four main factors had been concluded by demographics, identity, and life experiences
as a factor one, epistemology and personal goals as factors two, institutional context
namely policy, management style, types, and organizational factor as factors three,
and factors four was a disciplinary and department context including faculty
productivity, satisfaction, motivation, and relationship management. Moreover, to
enhance faculty engagement, motivation management (personal and professional
goals), career development (growth, succession plan, and faculty development),
organization behavior (structure, policy, and leadership), and organizational culture
(values, belief, and academics support) need to be adjusted and deeply concerned.

Schaufeli and Bakker (2004) had examined burnout and engagement by 1,698
sample were determined and Structural equation modelling (SEM) was conducted in
multi-sample study. The research shew that job demand which measured by work
overload, emotional demands predicts burnout (exhaustion, cynicism, and
professional efficacy), job resource measured by feedback, social support, and
supervisory coaching predicts engagement (vigor, dedication, and absorption), and
burnout caused health problem and turnover intention as a result outcome, while the
mediator between job resources and turnover intention is engagement. A model shew
an acceptable fit with p < 0.001.

Rothman and Jordaan (2006) investigated job demands, job resource and work
engagement of 417 academics staffs in South African higher education institutions.
Data was analyzed by SEM. The result confirmed that growth opportunity,
organizational support, advancement as job resources predicts work engagement, on
the other words, overload as a job demand predicts positively on dedication.
However, there is a negative relationship between job insecurity and dedication.

Lew (2009) examined the relationship between perceived organizational
support, felt obligation, affective organizational commitment and turnover intention
of academics working with private higher educational institutions with 134 faculty
members in Malaysia. Path analysis and SEM was used as data analysis. The result
shew that there were a moderately good model fitted for the measurement model.
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The study of Ajgaokar et al. (2012) that studied a relationship between
organizational citizenship behavior and job characteristics model of motivation in
empirical study. The result shew that skill variety, feedback, task identity, challenging
job, task significant, autonomy as job characteristics have a positive relationship to
organizational citizenship behavior in Indian corporate sector.

Mohammad, Habib, and Alias (2011) conducted the job satisfaction and
organizational citizenship behavior. An empirical study at higher education
institutions with 179 academics staff at Universiti Kebangsaan Malaysia by multiple
regression as data analysis were conducted. OCB was separated into OCBI and
OCBO, and job satisfaction was also separated to intrinsic and extrinsic job
satisfaction. The result had shown that both of intrinsic and extrinsic job satisfaction
of academics staffs significantly predicts both OCBI and OCBO at level 0.001.

Bhatnagar (2007) investigated a relationship between talent management and
employee engagement and intention in India. Mixed methods were used in this study
with 72 qualitative research and confirmed by quantitative methods in factor analysis
and correlation with 272 employee in IT sector. The results shew 3 major factors
affecting employee engagement which are, factor one consists of internal
communication, customer centricity, work culture, factor two are recognition, growth
opportunities, career development, compensation and promotion, factor three are role,
clarity, infrastructure support, adequate training and vision alignment that have
relationship to talent management. In term of intention, exciting work/challenge,
career growth/learning, relationships/working with great people, fair pay/justice, and

supportive management/ great boss were found as a talent retention.

2.7.1 Employee engagement in Thailand

Rerkklang (1995) discover factors affecting the organizational commitment
and job performance of the private university faculties. Ten private universities in
Thailand with 472 faculties were used as the sample. Structural equation model was
developed by six factors which are organizational factors (types of owner, age, and
size of the university), job characteristics factors (skill variety, job unique, job
significant, autonomy, and performance feedback), communication and relationship

satisfaction factors (university overview, job detail provided, unity, relationship with
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supervisor, communication climate, cross task communication, quality of
communication, and relationship with peers), role perception factors (role clarity and
role conflict), managerial behavior factors (management, justices, and decision
making) and personal factors (gender, age, married status, education level, salary,
years of working, position and obligation) as independent variable ,and organizational
commitment and organizational performance as dependent variables. Moreover, the
result shew that private lecturers has a high organizational commitment and job
performance. There is a direct effect from communication and relationship
satisfaction, role conflict, and lecturer’s age to organizational commitment at
significant level. Role clarity, organizational commitment, and job characteristics had
a direct affect to job performance. Moreover, most of independent variables has an
indirect affect to organizational commitment and the job performance of private
university.

Rurkkhum (2010) explored the relationship between employee engagement
and organizational citizenship behavior in Thai organization. 522 employees in Thai
organization as date collection and data was analyzed by hierarchical multiple
regression. The finding revealed that there is a positive relationship between
employee engagement to all components of OCB.

Akaraborworn et al. (2014) developed Emo-meter in order to use as diagnosis
tool to determine employee engagement in Thailand hospital accreditation. 359
sample as a pilot test in order to run exploratory factor analysis, then 7,474 sample to
run confirmatory factor analysis. As a result, based on employee engagement, being,
belonging, and doing the best as a determination of employee engagement.
Furthermore, according to the findings Emo-meter consists of hygiene factor
(relationship with supervisor, relationship with colleagues, job security, compensation
and benefits, work environment, and work-life balance) and motivator factor (clear
accountability and empowerment, organizational communication, challenging work,
development opportunities, career growth, feel respected from the others, and
corporate image) by scored in high (3.68 — 5.00), medium (2.34 — 3.67), and low (1.00
—2.33).

In conclusion, the relevance research had shown the gap between the factors

that affect employee engagement in many ways for instant, some factors of job
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demands-resources, job characteristics are used to determine employee work passion
such as autonomy, feedback, workload balance. However, lacks of research found and
pointed directed to faculty engagement in private higher institutions. On the other
hands, even there are a number of research in faculty engagement but most are not
cover factors that integrated work passion, talent management and OCB. The model

was developed base on the mixture and matching an existing data.
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Altruism Courtesy Sportsmanship Civicvirtue Conscientiousness

Figure 2.2 Faculty Engagement Model with Variables

2.8 Model Development

Based on the theory, research and empirical studies including quantitative,
qualitative research studies and relevant academics articles are reviewed such as Jain
(2015) and Rurkkhum (2010) proved that there are a relationship between OCB and
employee engagement. Astakhova (2014) and Paré and Tremblay (2007) studied the
relationship between work passion and organizational citizenship behavior. The
relationship between work passion and organizational citizenship behavior is in the

curvilinear was found. According to Hadi, Mohammadbagher and Mansour (2014)
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discovered the relationship between talent management and organizational citizenship
behavior at the significant level. For the relationship between talent management and
work passion, Amabile and Kramer (2012) said that there are a relationship between
talent management, work passion and creativity maze. Furthermore, it is explained by
the theory of motivation by goal setting theory, expectancy theory and self-
determination theory that talented people come to the process of talent management
program of the organization and certainly need an intrinsic motivation to encourage
talented to work such as recognition, challenging job, and goal in order to perform
and engage to their job. The model was developed based on such literature review

than analyzed and synthesis, so model came up as figure 2.3 in following:

Work passion

Talent

Facult
Management y

Engagement

Organization
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Behavior

Figure 2.3 Faculty Engagement Model



CHAPTER 3

RESEARCH METHODS

The purpose of this study is to study the factors of faculty management effects
faculty engagement in Thai private universities in order develop faculty engagement
model. Two main research questions are: 1) what is the faculty management factors
that effects faculty engagement in Thai private universities? 2) what is a model of
faculty engagement in Thai private universities? Mixed research methods are used in
this study by using qualitative semi-structured interview approach, in order to find the
potential factors of faculty management effecting faculty engagement and using
quantitative method, structural equation model, to test the faculty engagement model.

3.1 Qualitative Method

Since most of the published research in employee engagement are well
developed in the western countries and have been done in the business setting not in
the university context. Thus, to understand and discover factors of faculty
management effects faculty engagement in the private universities, an individual
semi-structured interview is conducted according to Berdnard (2011) said that semi-
structured interview provides information that researcher can get the facts and

information from participants.

3.1.1 Informants’ Profiles

From the total of 41 Thai private universities, Rangsit University, Dhurakij
Pundit University, The University of Thai Chamber of Commerce (UTCC), Sripatum
University, and Bangkok Universities were selected by size, number of students and
years of operation, permission to collect the data and the similar backgrounds in
operations as well as the consensus of the committee which five universities can be
representative samples to collect the data were used as a criteria to select such private

universities.
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Table 3.1 Private Higher Education Institutions of Thailand and Profiles

University

Foundation Date

Operation
(year)

Total Students
(2015)

Total Faculty

Members

Bangkok university

Dhurakij Pundit university

Rangsit university

Sripatum university

UTCC
Siam university
ABAC

Kasembundit university

Southeast Asia university

May 28, 2513
May 30, 2511
January 25, 2528
June 17, 2513
May 28, 2513
Sep 28, 2516
June 15, 2515

February 24, 2530

August 6, 2516

45 (2" rank)
45 (1% rank)
30 (8" rank)
45 (4" rank)
45 (3" rank)
42 (6" rank)
43 (5" rank)
28 (9" rank)
42 (7" rank)

27833 (2" rank)
13898 (6" rank)
28339 (1 rank)
18619 (4™ rank)
18875 (3" rank)
10551 (7" rank)
16884 (5" rank)
10685 (8" rank)
8897 (9" rank)

1731 (2" rank)
466 (6" rank)
1771 (1 rank)
1036 (4" rank)
970 (5™ rank)
735 (7" rank)
1220 (3" rank)
723 (8" rank)
430 (9" rank)

Source: Higher Educational Commission and the Association of Private Higher
Education Institutions of Thailand, 2015.

To discover the potential factors of faculty management affecting faculty

engagement in Thai private universities, the informants are selected to be interviewed

from the selected universities above. There were 17 informants participating in the

interview. In order to gain more trustworthiness, purposive sample participants are

used and identified in various positions as a key informants. These informants are vice

president, dean, HR responsible persons and at least two faculty members invited

from each selected university. All of the 17 informants have permission for interview.

Table 3.2 The informants’ Profiles

Participant University Academic position Degree Managerial Position Field
Al uTCcC Assistant Professor Ph.D Dean Science
A2 UTCC Assistant Professor Master Deputy Dean Science
A3 Rangsit U. Lecturer Master Dean Social Science
Ad Rangsit U. Lecturer Master Program head Social Science
A5 Bangkok U. Associate Professor Ph.D Dean Social Science
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Participant University Academic position Degree Managerial Position Field

A6 Dhurakij Pundit U. Associate Professor Ph.D Vice President Science

A7 Sripratum U. Assistant Professor Ph.D Assistant President Science

L1 Dhurakij Pundit U. Lecturer Master Social Science

L2 uTcC Lecturer Master Social Science

L3 uTCcC Lecturer Master Social Science

L4 Bangkok U. Lecturer Master Science

L5 Rangsit U. Assistant Professor Master Science

L6 Rangsit U. Lecturer Master Social Science

L7 Bangkok U. Lecturer Master Social Science

L8 Bangkok U. Lecturer Master Social Science

L9 Dhurakij Pundit U. Lecturer Master Science
Social Science

L10 Sripratum U. Lecturer Master Social Science

In order to gain trustworthiness, 17 purposive participants from the consenus
of the committees were selected, so 4 pariticipants from each universities which 2
pariticpants held mangerial positions (A1 — A 7) and 2 were lecturers (L1 — L10) were

interviewed.

3.1.2 Data Collection
The main interview questions was “What are the faculty management factors
affecting faculty engagement in your university?” So in order to gain the accuracy
result, the main research question was divided into sub four questions which were:
1) Why do you want to be a faculty member in this private university?
2) Tell me the reason why you want to work in this private university?
3) What made you engaged and had a passion to work in this private

university?



58

4) What are the management factors affect you and your work the

most?
The researcher used a semi-structured interview approach. Approximately 30
minute to an hour with open ends questions that the researcher conducted for each

interview.

3.1.3 Data Analysis

Content analysis of the each interviewee were performed to gain
understanding and then condensed by using phenomenology methodology approach
(Hycner, 1985). Coding each interviewees separately line-by-line have used. After

comparing all codes from each interview, the factors were emerged.

3.2 Quantitative Method

3.2.1 Summarize Potential Factors

From the interview, it was found that factors of faculty management affecting
the engagement consists of job factors, organizational factors and relationship factors
which are called work passion, moreover the qualitative research found that
recruitment and selection, performance management, communication, development,
succession planning and organizational culture also effects the faculty engagement, in
addition, from literature review such factors use to describe as a factors of talent
management as well (Noori & Bezanai, 2013; Pimapunsri, 2013; Devine & Syrett,
2014; Phoemphian et al., 2015).

However, the literature reviews found the work passion (independent
variable), and talent management (independent variable) have a relationship with
organizational citizenship behavior (mediator) as well as faculty engagement
(dependent variable). Jain (2015) and Rurkkhum (2010) proved that there are a
relationship between OCB and employee engagement. Astakhova (2014) and Paré
and Tremblay (2007) studied the relationship between work passion and
organizational citizenship behavior. The relationship between work passion and
organizational citizenship behavior is in the curvilinear was found. According to

Hadi, Mohammadbagher and Mansour (2014) discovered the relationship between
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talent management and organizational citizenship behavior. Also there are a
relationship between talent management, work passion and creativity maze (Amabile
& Kramer, 2012). The model was developed based on literature review and the

interview’s result.

Work passion

Talent
Management Faculty

Engagement

Organization
Citizenship
Behavior

Figure 3.1 Proposed Faculty Engagement Model

To test the proposed model, the research flow was developed as shown in
figure 3.2. The interviews and literature review were conducted for developing the
model, after that questionnaire was settled based on the factors found in interview,
theories, literature review and related concepts. The pilot test was implemented, then
data collection and structural equation model was tested.
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Figure 3.2 Research Flow

3.2.2 Population and Sampling

From the selected five universities, the population consists of 3,318 faculties
(September, 2015). According to Yamane (1973)’s sampling calculation of the
population in this study of 3,318, the samples should be 357. Comparing the sample
size to Krejcie and Morgan (1970), the sample size of 3,318 should be 346. However,
to test structural equation model, it is required a large number of sampling size. To
estimate the parameter of structural equation modelling by using maximum likelihood
method by analyzing the observable variable, at least 20 samples per 1 observable
parameters are needed (Anderson & Gerbing, 1988; Kelloway, 1998). In this study at
least 27 observable parameters (4 of faculty engagement, 12 of work passion, 5 of OCB

and 6 of Talent management), so the sample size at least 540 are needed in table 3.3.
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Table 3.3 Population and Sampling

University Total Faculty Member Estimated Sampling
Bangkok university 619 101
Dhurakijpundit university 515 84
Rangsit university 1,146 186
Sripatum university 528 86
UTCC 510 83
Total 3,318 540

3.2.3 Questionnaire Development

There are four parts in the questionnaire 1) demographic items, 2) faculty
management questions, 3) faculty engagement questions, and (4) the open-end
questions. The demographic questions of this study consisted of gender (male, female
and others), age, marital status (single, married, divorce, and others), educational level
(bachelor, master, doctoral, and post-doctoral degree), academic position (lecturer,
assistant professor, associate professor, professor), administration position in the
university (president/vice president, dean/deputy dean, department head/program
head, and non-administration position). However, the respondents were asked to fill
whether the received salary is sufficient for living (enough, not enough, and N/A).
Including the workload of teaching and working experience at the current university,
as well as the field of teaching (health-science, science-technology, and humanity and
social sciences). Then, part two was faculty management questions which consisted of
organizational citizenship behavior, work passion, talent management, then part three
was faculty engagement, and finally, at the end of the questionnaire in part four, the
open-end question asked the respondents to write their opinions, suggestions, and
comments about other factors that might lead to faculty engagement. The
questionnaires’ development based on interview, theories and literature review as

followings:
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Table 3.4 References of Factors and Questions Development in this Questionnaire

Factors Questions References

Backup
Theories/concepts

Faculty engagement

The measurement scale is used five-point Likert-type scale in total of 13 questions where 5 means always, 4 means

often, 3 means sometimes, 2 means almost never, 1 means never

Work engagement 1. I’'m inspired at work in this university. - Bakker &
) Demerouti, 2007;
2. At my job, | feel strong and Kahn, 1990

enthusiastic.

. . - From interview
3. 1 am determined to give my best effort

at work each day.

Self-engagement 1. I'm very confident to take on and putin - Luthans,
the necessary effort to succeed at Youssef &
challenging tasks. Avolio, 2007

2. 1 would like to make a positive - From interview
attribution about succeeding now and in

the future.

3. I'm persevering toward goals, and when
necessary, | redirect paths to goals in order

to succeed.
Behavioral 1. I would be very happy to spend the rest - Hawitt, 2011
engagement of my career with this university.

2. | proudly enjoy discussing about my

university with people outside it.

3. | feel engaged because of my loyalty.
Engagement to 1. I can manage and solve a student - Marks, 2000;
Student problems and requests well. Betts, 20009.

2. Student has an enthusiastic to study

3. | feel very happy when | am teaching.

4. I’'m so proud and appreciated when I see
the student graduated.

- From interview

Talent Management

- Kahn Model of Work
engagement

- JD-R model

- Psychological capital
theory

- Hewitt 3 general
behavior (say, stay,
strive)

- Psychological contact
theory

- Maslow theory

The measurement scale is used five-point Likert-type scale in total of 19 questions where 5 means Strongly agree,

4 means Agee, 3 means Neural, 2 means Disagree, 1 means Strongly disagree

Recruitment and
Selection

1. My organization has a sufficient
numbers and appropriate candidate to fill
in the job.

- Armstrong &
Taylor, 2014;
Mondy, 2008

2. Organization have selected the most
suitable candidate that match with job
description.

3. Individual that has been selected can
carry out the jobs successfully

- Human Capital Theory
- Resource-based theory

- Social exchange theory



63

Table 3.4 (Continued)

Factors Questions References Backup
Theories/concepts
Performance 1. | have concrete criteria, critical success - Dransfield,
management factors and KPIs to perform the job. 2000; Folan &
o Browne, 2005
2. My organization has a regular
performance reviews throughout the year - From interview
3. Performance management system in my
organization is fair and effective.
4. Performance appraisal system is
suitable for me.
Talent 1. Communicating with employees - Ku, Tseng, &
communication regularly helps me to understand things Akarasriworn
better. 2013
2. | can easily obtain accuracy and useful - Ku, Tseng, &
information and facts about what’s going Akarasriworn
on in our organization. 2013
3. My organization encourages an open - Vandenberg et
communication with each other. al., 1999
Talent 1. There are sufficient opportunities to - Garavan,

development

Succession
planning

Organizational
culture

build up my skill with adequate training
and development programs.

2. | receive on-going training that helps
me to perform the job better.

3. My organization promotes the
continuous learning and development of
all employees.

1. My organization has a system that
determines successors.

2. My organization has a long-term
succession planning.

3. When the crisis, the organization has an
emergency replacement plan about filling
critical position.

1. My team member shared culture information
to know each other better.

2. The organization value match with my belief.

3. Organization culture supports my work very
well.

Carbery & Rock,
2011; Vandenberg
etal., 1999

- From interview

- Stadler, 2011

- From interview

- Ku, Tseng, &
Akarasriworn
2013; Schein,
1991
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Table 3.4 (Continued)

Factors

Questions

References

Backup
Theories/concepts

Organization citizenship behavior

The measurement scale is used five-point Likert-type scale in total of 15 questions where 5 means always, 4 means

often, 3 means sometimes, 2 means almost never, 1 means never

Altruism

Conscientiousness

Sportsmanship

Courtesy

Civic virtue

1. I help orient new people even though it
is not required.

2. 1 am willing to help others who have
work related problems.

3. 1 am always ready to lend a helping
hand to those around me.

1. I think that attendance at work is above
the norm.

2. | am one of the conscientious
employees

3. I believe in giving an honest day’s work
for an honest day’s pay.

1. I always focus on what’s right, rather
that the negative side.

2. | always find a good thing with what the
organization is doing.

3. 1 am an enthusiastic people.

1. | take steps to try to prevent problems
with others workers.

2. | beware of my action affects other
people’s jobs.

3. I try to avoid creating problems for
coworkers.

1. I attend functions that are not required,
and help the university image.

2. | keep abreast of changes in the
organization.

3. | read and keep up with organization
announcements, memos, and so on.

- Organ,
Podsakoff &
Mckenzie, 2006

- From interview

- Organ,
Podsakoff &
Mckenzie, 2006

- From interview

- Organ,
Podsakoff &
Mckenzie, 2006

- Organ,
Podsakoff &
Mckenzie, 2006

- Organ,
Podsakoff &
Mckenzie, 2006

- From interview

Organization citizenship
behavior
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Table 3.4 (Continued)

Factors Questions References Backup
Theories/concepts

Work passion

The measurement scale is used five-point Likert-type scale in total of 38 questions where 5 means always, 4 means
often, 3 means sometimes, 2 means almost never, 1 means never

Autonomy 1. I have a freedom in carry out my work - Ahuja, 2007 The Ken Blanchard

activities. ] ) Company
- From interview

2. I resolve problems arising in my work
myself effectively

3. I have an authority to initiate and design
my projects and works.

Meaningful work 1. My job is meant to do in my life. - May et al., 2004
2. | feel that the work | do on my job is - From interview
valuable.

3. My job activities are significant to me.

Feedback 1. My boss communicates clearly about - Shute, 2008

my performance. . .
- From interview

2. | am given adequate feedback about my
performance.

3. I always receive feedback for
improvement.

4. When | do a good job, | receive the
praise and recognition | deserve.

Workload balance 1. I can deal with the number of requests, - Moore & Ward,
problems, or complaints in my job 2010
effectively.

- From interview
2. | have a time to take care of my family
and partner well.

3. | have enough time to relax and do what
I’m interested in my personal life.

Task variety 1. I enjoy doing variety jobs with - Bakker &
assertive. Demerouti, 2007

2. | feel challenge handling with variety
tasks that | was assigned.

3. I love to learn new things related to my

career.
Collaboration 1. My team members share personal - Chalos & Poon,
information to know each other better. 2000

2. There is a lot of “team spirit” among
members.

3. People in my organization get along
with each other.
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Table 3.4 (Continued)

Factors Questions References Backup
Theories/concepts
Performance 1. I clearly know what organization want - Aguinis, 2013; The Ken Blanchard
expectation me to do. Shute, 2008 Company

Growth

Procedural justice

Distributive
justice

Connectedness
with colleagues

Connectedness
with leader

2. | know how to perform my job better in
the future.

3. I know what my boss expects from me.

1. My present job moves me closer to my
career goals.

2. My job encourages me to continuously

gain new job-related knowledge and skills.

3. The probability of being promoted in
my present organization is high.

1. To make decisions, my supervisor
collects accurate and complete
information.

2. Nobody is treated as being preferential
in this organization.

3. My supervisor has those procedures
upheld ethical and moral standards.

1. Overall compensation and rewards |
received are quite fair.

2. | feel that my job responsibilities are
quite fair.

3. Comparing with others, the proportion
resources includes result of allocation of
organizational resources is fair.

1. I can count on my colleagues when |
encounter difficulties in my work.

2. In my work, | feel appreciated by my
colleagues.

3. There is a good atmosphere between
you and your colleagues

1. I can rely on my supervisor when |
encounter difficulties in my work.

2. In my work, | feel appreciated by my
supervisor.

3. 1 get along well with my superior.

4. My supervisor listens to what I'm
saying.

- From interview

- Weng, McElroy,
Morrow, & Liu,
2010; Weng &
Hu, 2009

- From interview

- Al-Zu’bi, 2010

- Niehoff &
Moorman, 1993

- Colquitt, 2001

- Hoy & Tarter,
2004; Niehoff &
Moorman, 1993

- From interview

- Demaray et al.,
2005; Van
Veldhoven &
Meijman, 1994

- From interview

- Van Veldhoven
& Meijman, 1994

- From interview
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Questionnaire was original developed in English, and then it was translated
into Thai with back translation by Thai, English languages professional who
graduated master’s degree from Chulalongkorn University, one is teaching in English
major in public university and another is graduated in English literature and currently
working in multinational company. The drafted questionnaire was sent to seven key
informants, four academic professors from public and private universities, and two
human resource professionals to review in order to verify the appropriateness of the
survey before pilot testing. The revised questionnaire version was sent out for the
pilot test.

3.2.4 Pilot Test

Pilot test was conducted in two private universities (Phisanulok University and
Kasembundit University) for testing reliability. There were 29 participants in this pilot
test and the result shown reliability alpha coefficient .975. According to Nunnaly
(1978), Cronbach Alpha is higher than .70 means acceptable, and the table shows the
reliability alpha coefficient from research samples below:

Table 3.5 Cronbach’s Alpha Values

Name of Numbers Corrected Item- Cronbach's
Scale of Items Total Correlation Alpha
Faculty Engagement Scale 13 0.865 0.974
- Work Engagement 3 0.878 0.973
- Behavioral Engagement 3 0.660 0.974
- Self-Engagement 3 0.653 0.974
- Engagement to Student 4 0.247 0.976
oCB 15 0.830 0.974
- Altruism 3 0.627 0.974
- Conscientiousness 3 0.691 0.974
- Sportsmanship 3 0.762 0.974
- Courtesy 3 0.588 0.975
- Civic Virtue 3 0.848 0.973
Work Passion 38 0.940 0.973

- Autonomy 3 0.648 0.974
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Table 3.5 (Continued)

Name of Numbers Corrected Item- Cronbach's
Scale of Items Total Correlation Alpha
- Meaningful work 3 0.733 0.974
- Feedback 4 0.733 0.974
- Workload balance 3 0.584 0.975
- Task variety 3 0.631 0.974
- Collaboration 3 0.888 0.973
- Performance expectation 3 0.809 0.974
- Growth 3 0.746 0.974
- Procedural justice 3 0.730 0.974
- Distributive justice 3 0.806 0.974
- Connectedness with colleagues 3 0.795 0.974
- Connectedness with leader 4 0.731 0.974
Talent Management 19 0.947 0.973
- Talent recruitment and selection 3 0.752 0.974
- Performance management 4 0.740 0.974
- Talent development 3 0.855 0.973
- Talent communication 3 0.731 0.974
- Succession planning 3 0.806 0.974
- Organizational culture 3 0.837 0.973

3.2.5 Data Collection

At first, the researcher contacted the office of the president of each five private
universities to explain the overall of this research and significant of this study in order
to encourage their participants. After they agreed to participate, each university need
to provide the number of faculty members. Paper-and-pencil, and online
questionnaires was used for data collection. The questionnaire was explained the
purpose of the study, procedure, voluntary-based, benefit of survey, significant of the
study and confidentiality. The researcher planned to collect the questionnaires within
one month, so the follow-up process had done after three weeks and then one month
(January 2016).

Rangsit University, Dhurakij Pundit University, and Sripratum University

selected paper-and-pencil questionnaires, and Bangkok University and The University
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of Thai Chamber of Commerce selected online questionnaires. A permission
documentary and introduction paper describing the objective and benefit of this study
were sent to each universities. Approximately a week, after each universities received
the document and questionnaires, the researcher went to Rangsit University and
Dhurakij Pundit University, and Sripratum University to distribute the questionnaires
to each faculties and schools and make an appointment date to collect the
questionnaires, however Sripratum University human resource’s officer collected
questionnaires and send it to the researcher by mail. Online questionnaire were sent to
faculty members in Bangkok University and The University of Thai Chamber of
Commerce. Approximately a month, the researcher went to Rangsit University,
Dhurakij Pundit University, and Sripratum University to collect the questionnaires.
However, almost two months, the number of responds from Email already reached the
sufficiency rate.

In this research, the sample size was 540 from five universities by using
simple random sampling according to proportion of each universities. However the

total number of questionnaires returned was 430 with a respond rate at 76.63 percent.

3.2.6 Data Analysis

The data was analyzed after the data screening, then proceed further in the
statistics analysis. This study was tested by using SPSS version 21 and Lisrel version
8.72 to find descriptive statistics, correlations approach to structural equation
modeling (SEM) with the significant level at P < 0.05. Two step approaches
(Anderson & Gerbing, 1988), first, confirmative factor analysis (CFA) was performed
on all of the constructs in order to examine the homogeneity and consistency of items
comprising each construct and construct validity, and the development and testing of
the structural models. The mediation analysis of the model was tested because this
model has a mediator to examine whether OCB and work passion mediates talent
management and faculty engagement.

In addition, the average scores are set into five intervals with equal range.

Each interval has a meaning follows.



5
4
3
2
1

range 4.21 —5.00
range 3.41 —4.20
range 2.61 — 3.40
range 1.81 — 2.60
range 1.00 — 1.80

means

means

means

means

means
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Always, Strongly Agree, High

Often, Agree, Somewhat High
Sometimes, Neural, Medium

Almost Never, Disagree, Somewhat Low

Never, Strongly Disagree, Low

In this study faculty engagement was divided into three level which are high,

medium, and low, so in this study the Arithmetic Mean that divided faculty

engagement into three level as following
Range 3.68 —5.00
Range 2.34 — 3.67
Range 1.00-2.33

means High
means Medium

means Low



CHAPTER 4

RESEARCH FINDINGS

The purpose of this research is to develop the faculty engagement model and
its influences of talent management, work passion, organization citizenship behavior.
The research findings were separated into two sections which are a qualitative
findings and quantitative findings. This section divided into four parts as follows:

4.1 Qualitative Research Findings

4.2 Quantitative Research Results

4.1 Qualitative Research Findings

In this study, there were four mains factors affecting faculty engagement in
Thai private universities have been emerged which are self-ideology (performance
management, talent management, succession management), job factors (autonomy,
work-life balance, meaningful work and recognition, continuous learning and
development opportunity, challenging job, growth, and compensation and benefit),
organizational factors (communication, teamwork and collaboration, leadership and
relationship with leader), and management factors (self-expert, altruism, self-

actualization, conscientiousness, and personal value and attitude.

4.1.1 Factors 1 Self-1deology

Self-ideology of faculty engagement factor has been inspired by the intrinsic
motivation. The reason why people want to be a university lecture because it could
help students by educating, nurturing students to be good citizens in the future. Self-
ideology was categorized by five sub-factors which are self-actualization, personal

value and attitude, self-expert, altruism, and conscientiousness as followings.
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Self-Actualization: self-actualization seems to be guaranteed teacher’s sense
of achievement in life because all participants agreed that student can fulfill teacher’s

self-actualization. According to participant Al said that

| determined to be a teacher, and | think that I can help a lot of people. | don't
think that teaching is a job or work, I think that the sense of teacher came from
inside, it came from your heart. When I’'m teaching, I feel very happy even
sometimes I’m deadly tired but when I look at students, my energy is back.
When | see it in their eyes, | know they need me and | do think that all

teachers are a life escort.

However, the participant L5 seems to support this statement by saying that

When | was teaching, it felt like playing a concert, when the class is over,
sometimes they want me to continue a lesson regardless of time, because they
want to know more about what | have said, and | was like, oh my god, ok, |

love it, teaching can fulfill my life.

Personal value and attitude: faculty members have a value, believe, faith and
good attitude toward this career, they admired teaching career and has a sense of
teacher’s spirit and worship teaching profession. For example statement of participant
L2 said that

I think this career is very important to our country, since instructor like us can
put anything no matter good or bad into students’ mind. It is quite significant,
students are like white paper, instructors need to teach them well and | believe

that we can do it.

Self-expert: most of the participants said that they have a certain amount of
knowledge, skill, experience and ability that they gained from education and private
company in order to transfer and hands on know-how of knowledge, experience and
practices to students. They know their strength and how to utilize it, so they can feel

confident to do and teach what they good at.
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Teaching is not an easy task, it needs a special type of people to really
understand the context of the subject, business and related areas, techniques,
and need to design what to teach and how to teach in order to transfer
knowledge to students, from my experience in previous companies, | think |
have got a certain knowledge and enough experience to teach them, practice
them, and train them (participant A7)

Before | came here, | worked in the private company and | realized that
with my current knowledge and ability. | believe I can do more than just
working in private company in a routine job. I can use my full potential to
work such as research and teach in both undergraduate and graduate level

(participant L2)

Altruism: it means that faculty members have a willingness behavior
dedicating to students assertively both in working hours and non-working hours
without requesting and don't want anything in return. For example as participant A5
said that

If we want to develop quality students who are slow-learners, we have to
dedicate ourselves and put more effort to teach them, develop them, however
students from top universities are already smart, teacher is just a facilitator,
they can understand lesson easily, but for my students, and some of them came

from upcountry. So | have to teach them and make them grow.

However, another point of view from participant A1l has a big evident to

support this statement by saying that

Sometimes, | have to go the police station to bailed up my student, and
sometimes student came to me and need my help to solve her/his problems
such as drug addiction, pregnancy, HIV and so on. It means they trust me, they
don’t want to tell their parents, actually this problems I can ignore it because it

not a part of my job but I’'m willing to do. I cannot leave them and be a selfish.
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Conscientiousness: the behavior of faculty member indicates that they have
responsibility to do the job according to the mission of the university which are
teaching, researching, community service, supporting culture and road show

efficiently. Example statement of participant A4 said that

Not only teaching but also conducting a research, and service as well as road
show to many places in order to attract the students to study in this university,
that is part of my job responsibility. I really enjoyed it because | think this
university has provided me an opportunity to work, | have to do the best I can,
even | deadly tried but when I look at the results of what I have done, I'm
happy. | don't really care about politics inside university, all 1 care is my

students and my job, just focus on the job.

4.1.2 Factors 2 Job Factors

Apart from self-ideology, job factors also influence the faculty engagement in
Thai private universities because job factors plays as vital part of working life. Job
factors consist of autonomy and flexibility, work-life balance, meaningful work and
recognition, continuous learning and development opportunity, challenging job,
growth, and compensation.

Autonomy and flexibility: all participants agreed that is autonomy and
flexibility made them engaged at work because lecturer can work by themselves, and
not really to stay in the office all the time. Moreover they can manage their time to
accomplish the task without intense monitoring. They valued a result-oriented. For

example a code of participant L8 as below

Working in this university, the top management provide me the opportunity to
create work methods myself, | have liberty to choose what | want to do, to
learn and design what should be done, so | have time and freedom to work,

think and act effectively.

Above statement indicated that lecturer tends to value freedom to think and
create their own way of working. On the other word, participant L4 also supports

above statement by said that
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I don’t need to go to office every day, I can negotiate with management that
this semester | will do researches, please cut some of my workload in
teachings, and management accepted and agreed with it. When | have class |
come to teach, but when | have no class, | don't need to come to university. |
think I like it because | am working with myself, sometimes | like to relax in
coffee shop and enjoy doing my research. | can control what | have to do, just

give me the deadline and KPIs. (participant L4)

Work-life balance: related to autonomy and flexibility, faculty members seem
to value work-life balance because they can manage their working and leisure time if
they want to. Lecturers tend to balance between work and leisure such as time to take

care of family, go shopping and travelling.

During my career in private company, | have to stay in the office until late
evening for almost three years because | have to work very hard to achieve
what company expected, during that time | always had conflicts with my
family and my health was bad. I decided to resign and applied to be a lecturer
here, and my wife also agreed. Since then | have more time to take care my
family, we traveled together sometimes. | can carry my task to home and
working together teaches my children’s homework. (participant A3)

Meaningful work and recognition: a positive return on investment in cognitive
and emotional feeling. Working as lecturer seems to focus mainly on students’
outcome and achievement. They realized how important of this career, they get

accepted and honored from students and they feel valued and recognized.

| am inspired when | saw student come to me, thanks me, and praise me when
they success in life and came back to visit me, especially in graduation
ceremony, my heartbeat fast when | saw my student and their family, they
smile, they celebrate their successful. | knew that | cannot work anything else

accept teaching, I became giver and I’'m complete happy. (participant L3)
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Continuous Learning and development opportunity: a chance to develop
knowledge, skill and ability, lecturers need to do a research and writing articles to get
published in order to share ideas, discuss things in the class as well as in the academic
conferences, it is the way to improve and gain more knowledge, skill and ability and

networks.

Being a lecturer, we never stop learning. | think to teach is to learn, and also to
learn is to teach. We learn together from the class. We discuss things and

analyze the issues. I can learn from my student as well” (participant L6)

Another point of continuous learning and development opportunity are
research works, participating academic conferences. It improves faculty members’
capability. University is also support self-development and self-improvement like

participant A1 mentioned that

My university provided me a great opportunity to go to training
programs that | like. | have gained sufficient both formal and informal training
and development related to the research, teaching and sometimes my personal
interested. For example, I like yoga, it isn’t related to the class I teach but I
want to and | like yoga, so my university has provided me a condition that
after | have trained, | have to train my colleagues yoga, | was like, OK, more
than OK, so level of happiness automatically increased

When I do the research, I can learn so much from research I'm doing
because | have to deeply review, synergize, write, discuss and finally publish
articles. I gain a lots knowledge from working on research and participated in

academic conferences (participant A5)

Challenging job: a degree of diverse and difficult tasks to achieve both from
students and other tasks, and also challenging job can create sense of proudness,

energy and vigor.
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This job as a faculty member is so challenging because | have to know our
student well, and solve be able to problem everyday, some students are not
very smart. At first, you need to understand that private university need to
accept student from everywhere with a diverse background, so some students
are so smart and some might not. We have to teach those students from zero to
reach a standard or higher. Teaching and developing intelligent students is
easy, but teaching and developing not really smart student are even harder, but
we can do it, I’'m so proud with myself and proud of my student” (participant
L9)

From another challenging work point of view apart from student issue, there
are points in challenging work which are research challenging, being visiting

professor, and administrative position like participant Al said below

| love to do research due to my personality, | want to learn and discover
something new, and for me | like Sciences. It is very challenging when you
discover something new. Research provides me an opportunity to learn new
things, moreover as I’'m a dean, I have to solve problems in my faculty
everyday. As you may know, working with highly educated people in
university who has a high ego is very difficult in order to manage and control.
Otherwise, it might not go well and | think that is very challenging, | have to
responsible for 90 lecturers and 15 staffs in my faculty. It’s very diverse,

different people with different demands, different behaviors

Growth: the perception of faculty members to view a faculty career
advancement in entire life. Faculty member perceives that they are provided a
concrete career path such as an academic position (lecturer position, assistant
professor, associate professor, professor position). It doesn't need to compete with

others in order to be promoted.

I don’t need to compete with anyone to get promoted. In my opinion, it’s all

about how you push yourself to work outstandingly because if | work hard, |
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will be promoted an academic position. If you don’t work, you will not get it. I

think it fair enough to work as a lecturer here” (participant A5)

However, participants L5 also support that growth affect faculty engagement

by below statement.

One of the reason why | want to work as faculty member because | can
manage my life, everything you do depends on yourself, for example if | need
money, recognition, or etc. | need to do it by myself, on one can force me to
do. If you want to have career advancement, you have to do an assistant
professor, you have to earn Ph.D that is all. It was concreted and clear enough,
however, in the private company, you need to rely on many things in order to

get promoted

Compensation and benefit: the return of effort from working both financial
and non-financial. Faculty member seems to think that compensation and benefit is
important. They tend to think that being a good lecturer could have a channel to gain

more money by funding from research project, or be invited as a guest lecturer.

Everyone needs money, including me, but if we teach well, we do the
research, we can earn money from research or from special teaching class
outside university and do some kinds of projects or give a consult to private
companies like me, however it leads to my performance as well. 1 work hard, |
get promoted, I got salary increase every year. I'm OK, if you talent enough,

money will find you (participants L1)

Even if compensation and benefit seem to be factors affecting faculty
engagement, however there are some argument and not all faculty members agreed, so
lecturers work well because they love to be a lecturer, so issue matches with self-

ideology as example of participant L8 said that
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| totally agreed that compensation and benefits are very necessary, but for me,
compensation does not have much influence me to work here because | knew
since the first day of working that being a university lecturer has a low salary
than private company with these amount of qualifications, but | choose to

work because | want to help people, help our country.

4.1.3 Factors 3 Organizational Factors

Factors of organization affects faculty engagement consists of four factors
which are organizational justice and transparency, teamwork and collaboration,
leadership and relationship with supervisor, and communication.

Organizational justices and transparency: the perceive sense of fairness of
university by divided into two organizational justices which are procedural justices
mean the process of how organization shares the organizational resource equally fair,
and distributive justice means the distribution of compensation, responsibility, and
promoting fairly comparing with others. Faculty members do care about justice as the
top priority in organizational factors if they perceive that they are treated unfairly,

engagement will be broken.

| think for me, justice is the thing that are a fundamental indicator indicate
whether the dean or management have ethics or not. For me, it involves how
top management and faculty dean manage their lecturers equally, not only
fairness but also the management system, if supervisor cannot handle it well. |
can say that I will not happy at work. I will resign sooner or later” (participant
L8)

However, transparency is the reliability, validity, and openness of faculty
administration that management provides an opportunity to all stakeholders to access
to the information in order to check and monitor. Faculty members concern about the

transparency of data, information, and budget.

| think that organization needs to make everything clear, clear in policy and

clear in term of management process. When you rate people in performance
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appraisal, you need to clear enough, and make sure that there is no patronizing

and no bias in performance appraisal (participant A2)

Teamwork and collaboration: the relationship with co-worker and peers within
department, and faculties. Faculty members tend to agree that friends and relationship
with peers are also affects lecturers engagement because they have to interact and
work together, however teamwork includes friends with the same goals and sharing
value both work and personal life.

Team environment is very necessary to me, if | have my sincere friends,
honest, and helpful. It enhances my engagement working here, | love to work
with friends that | can share a same thoughts, paradigm, and ideology. I will
be happier. On the other hand, if I’'m in the group of gossip, lazy and be
surrounded by negative thinking people, | will be not happy at all (participant
L6)

Leadership and relationship with leader: the leadership style of how supervisor
manages their faculty members, and the relationship with leader means the interaction
between supervisor and individual in the positive way. Faculty members tend to like

the supervisor who support their work”

My direct boss always support me to work, sometimes we have some
arguments and misunderstood, however we talk and my boss is open-minded
enough to talk, we are not fake to each other. He supports, encourages and
gives useful advices not only on working issues but also my personal life as

well, ’m fortunate to have a good boss” (participant L8)

Communication: information, facts, and announcement have been communicated
and transferred to faculty members includes the open communication of ideas, and

information exchanged among peers, supervisor, and university.
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| would be frustrated if 1 don't know anything about my faculty or university. |
would feel that I’'m an outsider, and not being a part of faculty or university. it
really affects me because we are at the same university, so if top management
want to do anything, they need to inform people and open for the discussion,
so I will feel that I'm a part of this organization, everybody wants to be
recognized. If you want me to do something, just tell me and communicate to

me clearly and frankly. It would be grateful (participant A6)

Another point perspective view of communication is that, about relationship

management related to communication. For example of participants L10 stated that

Communication is important because sometimes people might misunderstanding
and misinterpretation and talk to other people with the wrong way or people
might change the content of the message. If | were a dean, | would have to call

them and discuss personally.

4.1.4 Factors 4 Management Factors

Management factors include management styles and systems, organizational
culture, policy, working conditions and the way university operation. Management
factor consist of three connected factors which are performance and result oriented
management, talent management and succession management.

Performance management: the integrated process of aligning university
objective to individual through performance planning, developing performance,
performance appraisal, providing a clear performance feedback, and sharing the
university resources with equity. Faculty members want to have a clearly and
concretely performance management system in term of a result-oriented in order to
behave according to what university want in present and future, especially for
performance appraisal is the most important cycle of performance management

process.

Fortunately, my faculty has a clear KPIs and criteria to follow. If not, | would

be like, what should I do to get promoted, and | will have a question, how you
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divided and rated people to distribute the rewards. In my faculty, at first, the
dean will talk about the previous performance and set what | should do next
year. I like this system because I’'m the one who contribute many things to this
university, | do the research, | teach, and | do a lot of things comparing with
other people. I will disagree if there is no such performance system to follow.
It leads to how faculty rates their people and how much they care for people.
However right now I’m happy with this system and it encourages me to work

best. (participant L4)

In term of result oriented performance management, there are many faculty
members agree that university need to provide lecturer’s opportunity to work by
themselves and measure the performance by using a result-oriented policy, it makes
people engaged. According to participant A3 said that

As a dean, | focus on results, you can work anywhere else, | will support you
everything, for example you want to teach less and do research more, I'm ok,
if you want to take a long leave to do research only, or leave for doing
academic position, at the end of the year, you need to have research published

or held academic position as you promised at the beginning of the year

Talent management: the integrated process of attracting, developing, retaining
and motivating high potential and performance faculty members. Some faculty
members reflexed that talent management is a continuous process similar to
performance management, however they tend to perceive that if faculty or university
should have talent management process separates from performance management, the

level of engagement will be higher.

We divided people by using performance appraisal system and then we’re
going to know who is a high performer and who is not, then we will set the
performance expectation next year together. If you want to be “A” grade
lecturer, you have to do this and that according to the KPIs and what are

planned at first, and you will be privileged and received what you want. | think
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this program quite effective and people who are interested to participate this

program is increased (participant Al)

Succession management: a long-term plan for career advancement. It divided
in to two streams which are an academic position succession, and administrative

position succession.

For my faculty, | as a dean know who talent normally from performance
appraisal result is. I will talk to them that they have to prepare themselves to
be a next managerial position, otherwise you have to improve your academic

position or both. (participant A5)

However, there are some lecturers argued that succession management in
university need to be only in academic position not administrative work, so doing a

certain level of academic position first, then administrative position will follow.

In my view, | have no interested in administrative position at all, because | am
satisfied with doing research and teaching only. | don't want to get involved in
any politics in an organization by being held administrative position. | have
my academic life as career advancement already. Once you held assistant
professor or associate professor, you will be automatically invited to be

administrative work, a dean or even vice president. (participant A2)

Summary

Faculty engagement factors (self-ideology factor, job factors, organization
factor, and management factor) have been discovered in this study. The findings could
seperated into two streams. First, the differnt points of view between participants who
have a administrative position (vice president, asistant to president, dean, and program
head), and who are lectuers towards engagement factors. The result revealed that a
group of adminstrators obviously concerns more about the management factors
(performance management, talent management, succession management) than group

of lecurers, beacuse engagement factor is viewed the from the top-down perspective
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by saying that if the management system are well prepared and implemented, the
engagement will be occured. In contrast, the lecturers mostly view job factors
(autnomy and flexibility, work-life balance, meaningful work and recognition,
continuous learning and development opportunity, challenging job, growth, and
compensation and benefits) are the most important. In term of organizational factors
(organizational justices and transparency, teamwork and collaboration, leadership and
relationship with leader, and communication), there are mixed concerning of
engagement factors between two group where administrator pay attention to
communication the most, on the other hand, lecturers pay attention to teamwork and
collaboration, and leadership and relationship with leader the most. However, both
group agree that organizational justices and transparency is make them engaged. In
addition, both of administrator and lecturers have a bit different point of view in term
of self-ideology factors (self-actualization, personal value and attitude, self-expert,
altruism, and conscientiousness). By saying that self-expert, altruism, and
conscientiousness of self-ideology factors make administrators engaged, on the other
hands, self-actualization, personal value and attitude make lecturer engaged.

From the difference perspectives, a mismatch faculty engagement factors
caused by different roles between two group might be emerged. The authorized
people or a policy maker might realize this issue carefully before implementing any

human resource interventions.



85

Table 4.1 Summarized Factors Founded from the Interview

Administrators Lecturers
Management Factors Job Factors
Performance Management Autonomy and Flexibility
Talent Management Work-life Balance
Succession Management Meaningful work and recognition

Continuous Learning and Development
Opportunity
Challenging Job
Growth
Compensation and Benefits
Student Engagement
Organizational Factors
Communication Teamwork and Collaboration
Leadership and Relationship with Leader
Self-ideology Factors
Self-expert Self-actualization
Altruism Personal Value and Attitude

Conscientiousness

In sum, table 4.2 present the related factors affecting faculty engagament from
interview and literature review in comparison in order to develop faculty engagement

model.

Table 4.2 Comparison Factors and Model Factors

Model factors Interview Findings Literature Review

Talent management

- Talent Recruitment and Selection - Recruitment and selection

- Performance Management - Performance management - Performance
managementexpectation
- Coaching

- Talent Communication - Communication - Communication

- Talent Development - Continuous learning and - Training and

development development/learning
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Table 4.2 (Continued)

Model factors Interview Findings

Literature Review

- Succession Planning

- Organizational Culture
Organizational citizenship behavior
- Altruism

- Conscientiousness

- Sportsmanship

- Courtesy

- Civic Virtue

Work passion

- Autonomy

- Meaningful work

- Succession planning

- Altruism
- Conscientiousness

- Autonomy and flexibility
- Meaningful work

- Feedback

- Workload Balance - Work-life balance
- Task Variety

- Collaborations

- Performance Expectation

- Growth

- Procedural Justice

- Distributive Justice

- Connectedness with colleagues

- Teamwork and collaboration

- Growth

- Connectedness with leader - Leadership and relationship
with leader

- Recognition

- Opportunity

- Challenging job

- Compensation and benefits

Faculty engagement
- Self-Engagement - Self-expert/Self-
actualization

- Personal value and attitude
- Behavioral Engagement

- Work Engagement

- Engagement to Student - Student engagement

- Career advancement/,growth
- Organizational culture

- Conscientiousness
- Sportsmanship

- Courtesy

- Civic virtue

- Autonomy

- Meaningful
job/recognition/value

- Feedback

- Workload balance/work life
balance

- Skill variety/task variety

- Task significant

- Procedural justice

- Distributive justice

- Relationship with
peer/teamwork

- Leadership/supervisor
support

- Challenging work
- Work environment

- Organization support
- Task identity
- Trust

- Self-Engagement
- Behavioral Engagement

- Work Engagement
- Engagement to Student

The model factors were derived from the interview and literature review, all of

the factors were rearranged and grouped in order to develop the faculty engagement
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model where faculty management consisted of talent management, organizational
citizenship behavior, and work passion as independent variables, and faculty

engagement as dependent variables.

4.2 Quantitative Research Findings

The purpose of this quantitative research aims to discover the factors of
faculty management affecting faculty engagement in Thai’s private universities.
According to research questions;

1) What is the relationship between organizational citizenship
behavior, work passion, talent management and faculty engagement of faculty
member in Thai private university?

2) What is a model of faculty engagement in Thai private university?

Three factors of faculty management (organization citizenship behavior,
talent management, and work passion) as independent variables, and faculty
engagement as dependent variable had been tested in quantitative analysis by using
structural equation modeling, and in this section presents the quantitative analysis
which demographic data, descriptive statistics, confirmatory factor analysis, Pearson’s
correlation matrix, and structural equation modeling are presented.

Demographic data

Demographic data consisted of gender, age, status, educational background,
academic position, administrative position, salary, workload, experience, and field of
teaching.

Table 4.3 Demographic Data

Demographic Data No. Percentage
University
UTCC 70 16.28
DPU 38 8.84
Rangsit 150 34.88
Bangkok 115 26.74
SPU 57 13.26

Total 430 100.00
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Demographic Data No. Percentage
Gender
Male 197 45.81
Female 228 53.02
Etc 5 1.16
Total 430 100.00
Age
Less than 30 years 66 15.35
31-40 years 152 35.35
41-50 years 129 30.00
51-60 years 72 16.74
Above 60 years 11 2.56
Total 430 100.00
Status
Single 251 58.40
Married 171 39.77
Divorce 8 1.86
Total 430 100.00
Education
Bachelor 15 3.49
Master 295 68.60
Doctoral 113 26.28
Post-Doc 7 1.63
Total 430 100.00
Academics Position
Lecturer 323 75.12
Assistant Prof 84 19.53
Associate Prof 22 5.12
Professor 1 0.23
Total 430 100.00
Administration
President/Vice 6 1.40
Dean/Deputy Dean 29 6.74
Program Head 63 14.65
none 332 77.21
Total 430 100.00
Salary
Enough 182 42.33
Not Enough 144 33.49
N/A 104 24.19
Total 430 100.00
Load
Less than 5 hrs./ week 42 9.77
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Table 4.3 (Continued)

Demographic Data No. Percentage
6-10 hrs./ week 150 34.88
11-15 hrs./ week 128 29.77
16-20 hrs./ week 88 20.47
More than 20 hrs./ week 22 5.12
Total 430 100.00
Experiences
Less than 5 years 149 34.65
6-10 years 109 25.35
11-15 years 77 17.91
16-20 years 51 11.86
More than 20 years 44 10.23
Total 430 100.00
Field
Health-Sciences 65 15.12
Sciences-Technology 100 23.26
Humanity-Social Sciences 265 61.63
Total 430 100.00

From the table 4.3 found that most of the respondents from Rangsit university,
34.88 %. Female is 52.02 percent while male is 45.81 percent. The age of the
respondents is between 31 -40 years old (35.35%) is the majority. By 58.40 percent is
single, held master degree is the most (68.60%). Obtained an academics position as
lecturer is 75.12 percent and no administration position 77.21 percent. Most of the
respondents have an enough salary (42.33%). Workload per week range between 6-10
hours per week is the majority. The experiences in recent university is less than 5
years (34.65%). Moreover, 61.63 percent are from the field of humanity and social

sciences.
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Table 4.4 Demographic Data in Each Universities

Data UTCC (70) DPU Rangsit U  Bangkok U SPU
(38) (150) (115) (57)
Age Less than 30 yrs 14 8 8 13 8
(20%) (21%) (5.3%) (11.3%) (14%)
3140 yrs 14 13 75 49 20
(20%) (34.3%) (50%) (42.6%) (35%)
41 -50 yrs 23 11 43 31 18
(32.8%) (28.9%)  (28.7%) (26.9%) (31.6%)
51 - 60 yrs 17 6 20 16 11
(24.3%) (15.8%)  (13.3%) (14.9%) (19.4%)
More than 60 yrs 2 0 4 5 0
(2.9%) (0%) (2.7%) (4.3%) (0%)
Education Bachelor Degree 0 0 4 11 0
(0%) (0%) (2.7%) (9.6%) (0%)
Master Degree 60 33 94 61 47
(85.7%) (86.8%)  (62.7%) (53%) (82.5%)
Doctor Degree 10 4 48 43 8
(14.3%) (10.5%) (32%) (37.4%) (14%)
Post — Doc Degree 0 1 4 0 2
(0%) (2.7%) (2.6%) (0%) (3.5%)
Academics Lecturer 51 31 108 86 47
Position (72.9%) (81.6%) (72%) (74.8%) (82.5%)
Assistant Professor 16 6 28 25 9
(22.9%) (15.8%)  (18.7%) (21.7%) (15.8%)
Associate 3 1 13 4 1
Professor (4.2%) (2.6%) (8.7%) (3.5%) (1.7%)
0 0 1 0 0
Professor (0%) (0%) (0.6%) (0%) (0%)
Administration President/Vice 0 0 4 2 0
Position (0%) (0%) (2.7%) (1.7%) (0%)
Dean/Deputy 2 3 13 11 0
(2.9%) (7.9%) (8.7%) (9.6%) (0%)
Major Chairman 9 4 20 24 6
(12.9%) (10.5%)  (13.3%) (20.9%) (10.5%)
None 59 31 113 78 51
(84.2%) (81.6%)  (75.3%) (67.8%) (89.5%)
Salary Enough 15 14 61 67 25
(21.4%) (36.8%)  (40.7%) (58.3%) (43.9%)
Not Enough 31 15 55 29 14
(44.3%) (39.6%)  (36.7%) (25.2%) (24.6%)
N/A 24 9 34 19 18
(34.3%) (23.6%)  (22.6%) (16.5%) (31.5%)
Workload/week Less than 5 9 5 16 4 8
hrs/week (12.6%) (13.2%)  (10.7%) (3.4%) (14%)
19 11 42 52 26
6 — 10 hrs/week (27.1%) (29%) (28%) (45.2%) (45.6%)
22 9 52 30 15
11 — 15 hrs/week (31.4%) (23.6%)  (34.7%) (26.2%) (26.3%)
17 10 34 21 6
16 — 20 hrs/week (24.3%) (26.4%)  (22.6%) (18.3) (10.5%)
3 3 6 8 2
More than 20 (4.6%) (7.8%) (4%) (6.9%) (3.6%)

hrs/week
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Data UTCC (70) DPU Rangsit U  Bangkok U SPU
(38) (150) (115) (57)
Working Less than 5 yrs 27 14 50 41 17
Experience (38.6%) (36.8%)  (33.3%) (35.7%) (29.8%)
6—10yrs 15 9 29 39 17
(21.4%) (23.7%)  (19.3%) (34%) (29.8%)
11-15yrs 14 7 27 17 12
(20%) (18.4%) (18%) (14.8%) (21%)
16 — 20 yrs 6 5 27 8 5
(8.6%) (13.2%) (18%) (6.9%) (8.8%)
More than 20 yrs 8 3 17 10 6
(11.4%) (7.9%) (11.4%) (8.6%) (10.6%)
Field Health — Sci 0 0 30 35 0
(0%) (0%) (20%) (30.4%) (0%)
Sci — Technology 17 13 32 17 21
(24.3%) (34.2%)  (21.3%) (14.8%) (36.8%)
Humanity — Social 53 25 88 63 36
(75.7%) (65.8%)  (58.7%) (54.8%) (63.2%)

Descriptive Statistics

The result of descriptive statistics in the study of the management factors

affecting faculty engagement in Thai’s private universities is explained by arithmetic

mean, standard deviation, skewness and kurtosis as table 4.5 following.

Table 4.5 Descriptive Statistics

Latent Variable Observe No. of Y S.D. SK KU
Variables question
Organization Altruism 3 4.26 0.67 -0.58 0.50
Citizenship Conscientiousness 4.18 0.68 -0.61 0.48
Behavior Sportsmanship 3 4.20 0.67 -0.62 0.75
Courtesy 3 4.30 0.65 -0.58 0.24
Civic Virtue 3 4.00 0.76 -0.40 0.34
Work Passion Autonomy 3 4.00 0.72 -0.48 0.40
Meaningful work 3 4.09 0.74 -0.24 -0.20
Feedback 4 3.81 0.92 -0.96 2.07
Workload Balance 3 3.84 0.86 -0.65 1.03
Task Variety 3 4.10 0.73 -0.34 -0.15
Collaborations 3 3.83 0.87 -0.81 1.47



92

Table 4.5 (Continued)

Latent Variable Observe No. of Y S.D. SK KU
Variables question

Performance Expectation 3 3.91 0.80 -0.65 1.27
Growth 3 3.89 0.85 -1.01 3.16
Procedural Justice 3 3.55 1.07 -0.76 1.02
Distributive Justice 3 3.60 1.09 -0.64 0.81
Connectedness with 3 4.04 0.79 -0.73 1.00
colleagues
Connectedness with 4 3.89 0.87 -0.94 2.52
leader

Talent Talent Recruitment and 3 3.65 0.98 -0.73 1.16
Selection

Management Performance Management 3.71 0.99 -0.73 0.98

3.79 1.00 -0.79 1.49
3.91 0.86 -0.72 1.47
Succession Planning 3.64 0.98 -0.67 1.12

4
Talent Communication 3
3
3
Organizational Culture 3 3.73 1.12 -0.56 0.55
3
3
3
4

Talent Development

4.16 0.78 -1.09 2.46
421 0.70 -0.88 2.00
4.26 0.92 -1.46 3.59
4.24 0.65 -0.80 1.42

Faculty Work Engagement
Engagement Self Engagement
Behavioral Engagement

Engagement to Student

From table 4.5 the descriptive statistics revealed that Courtesy of
organizational citizenship behavior has the highest means (Y: 4.30, S.D.= 0.65),

then altruism (Y: 4.26, S.D.= 0.67), sportsmanship (X = 4.20, S.D.= 0.67),
conscientiousness (X = 4.18, S.D.= 0.68), civic virtue (X = 4.00, S.D.= 0.76)
respectively. The top three highest means of work passion variable are task variety
(X = 4.10, S.D.= 0.73), then meaningful work (X = 4.09, S.D.= 0.74), and
connectedness with colleagues (X = 4.04, S.D.= 0.79) while the top least are
procedural justice (X = 3.55, S.D.= 1.07), distributive justice ( X = 3.60, S.D.=1.09),
and feedback (X = 3.81, S.D.= 0.92). For the talent management, the highest means

are talent development ( X = 3.91, S.D.= 0.86), then talent communication ( X = 3.79,
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S.D.= 1.00), organizational culture ( X = 3.73, S.D.=1.12), performance management
(X =3.71, S.D.= 0.99), talent recruitment and selection (X = 3.65, S.D.= 0.98), and
succession planning (X = 3.64, S.D.= 0.98) respectively. However, for faculty
engagement, the highest means of faculty engagement is engagement to student ( X =
4.24, S.D.= 0.65), then self engagement ( X = 4.21, S.D.= 0.70), work engagement
(X = 4.16, S.D.= 0.78), while behavioral engagement ( X = 4.26, S.D.= 0.92) is the
least. The normal distribution of this study is confirmed, and revealed that the
extremely skewness was not found (-1.46 to 0.24), however from the data collected,
every factors has left skewness (minus sign in skewness). The value of kurtosis is rage
between (-0.20 to 3.59), it is a slightly lesser than normal distribution by kurtosis
more than zero (platykurtic) excepts meaningful work and task variety of work
passion is leptokurtic. In conclusion, the data collected in this study is satisfied
because it’s close to normal distribution (Howell, 2007)

Data Interpretation

The meaning of the Arithmetic Mean to determine the interval level of OCB,

work passion, talent management and faulty engagement are presented below in table 4.6

Table 4.6 Data Interpretation

Latent Observe X S.D. Meaning
Variable Variables
Organization  Altruism 4.26 0.67 Always
Citizenship Conscientiousness 4.18 0.68 Often
Behavior Sportsmanship 4.20 0.67 Often
Courtesy 4.30 0.65 Always
Civic Virtue 4.00 0.76 Often
Work Passion  Autonomy 4.00 0.72 Often
Meaningful work 4.09 0.74 Often
Feedback 3.81 0.92 Often
Workload Balance 3.84 0.86 Often
Task Variety 4.10 0.73 Often

Collaborations 3.83 0.87 Often
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Table 4.6 (Continued)

Latent Observe X S.D. Meaning
Variable Variables

Performance Expectation 3.91 0.80 Often
Growth 3.89 0.85 Often
Procedural Justice 3.55 1.07 Often
Distributive Justice 3.60 1.09 Often
Connectedness with 4.04 0.79 Often
colleagues
Connectedness with leader 3.89 0.87 Often

Talent Talent Recruitment and 3.65 0.98 Agree
Selection

Management Performance Management 3.71 0.99 Agree
Talent Communication 3.79 1.00 Agree
Talent Development 3.91 0.86 Agree
Succession Planning 3.64 0.98 Agree
Organizational Culture 3.73 1.12 Agree

Faculty Work Engagement 4.16 0.78 High

Engagement Self Engagement 421 0.70 High
Behavioral Engagement 4.26 0.92 High
Engagement to Student 4.24 0.65 High

From the table 4.6 revealed that organizational citizenship behavior factors of
altruism, courtesy are always, conscientiousness, sportsmanship, and civic virtue is
often. Moreover all factors of work passion and talent management are often, while

faculty engagement factors, work engagement,

self-engagement,

engagement as well as engagement to student are all high level of engagement.

behavioral
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Variables X S.D. Meaning
OCB 4.19 0.16 Often, Somewhat High
Work Passion 3.88 0.24 Often, Somewhat High
Talent Management 3.73 0.14 Often, Somewhat High
Faculty Engagement 4.22 0.06 High

Table 4.7 revealed that the sample in this study have a high level of
organizational citizenship behavior (X = 4.19, S.D.= 0.16), somewhat high in both
work passion ( X = 3.88, S.D.= 0.24) and talent management ( X = 3.73, S.D.= 0.14).

However faculty members are engaged working in current university (X = 4.22, S.D.

= 0.06).

Pearson’s Coefficient Correlation
Pearson’s coefficient correlation was analyzed in this study in order to find the

matrix among observable variable, it leads to the further of influential relationship

analysis as show in table 4.8



Table 4.8 Pearson’s Coefficient Correlation, Arithmetic Mean, Standard Deviation and Bivariate Correlation

Factors Mean std Ocb Ocb Ocb Ocb Ocb Wp Wp Wp Wp Wp Wp Wp Wp Wp Wp Wp Wp
Altr Con Sport Cou Civic Auto Mean Feed WorkL Var Col PE Gro Pro Dis Colle Sup

OcbAltr 4.26 0.67 1

OchCon 4.18 0.68 AT 1

OchSport 4.20 0.67 4717 5757 1

OcbCou 4.30 0.65 5027 4217 4607 1

OcbCivic 4.00 0.76 4447 5327 54T 4157 1

WpAuto 4.00 0.72 3647 3697 3747 2017 3717 1

WpMean 4,09 0.74 3067 4847 4727 3247 4207 4267 1

WpFeed 381 0.92 3707 3197 3097 2357 3667 4667  .346" 1

WpWorkL 3.84 0.86 3157 3917 388" 213" 362" 5357 398"  .490™ 1

WpVar 410 0.73 4527 4087 422 330" .396™ 4327 437" 3697 4347 1

WpCol 3.83 0.87 360"  .3037 360" .284™ 322" 533" 3377 607" 562"  .3547 1

WpPE 391 0.80 3557 4417 4207 268" 426" 5377 474" 552" 5257 4257 547" 1

WpGro 3.89 0.85 359™ 3997 403" 235 389" 4997 463" 560" 531" 4337 499" 5017 1

WpPro 3.55 1.07 255" 303" 2817 189" 327" 4257 3037 634" 454" 2757 548" 514" 499" 1

WpDis 3.60 1.09 2767 3497 3627 1567 3717 4707 3177 5657 5157 3497 5157 5187 5367 613" 1

WpColle 4,04 0.79 2677 2277 2367 1837 2257 5037 2967 528" 443" 2917 491" 5147 467" 5327 5505 1

WpSup 3.89 0.87 3257 3097 2927 2577 2807 486" 3337 6147 468" 3507 5777 5507 5117 5817 614 5357 1

TmRS 3.65 0.98 2637 3347 3587 236" .3737 4207 3177 5107 4427 3277 4617 4407 4557 5397 5277 4107 4917

TmPM 3.71 0.99 2347 354 3457 2297 4007 4127 328" 5347 418" 338" 4627 5077 4817 5377 5587 4127 4717

TmComm 3.79 1.00 2717 3757 4137 233" 3737 523" 338" 4747 438" 313" 5257 5727 .469™ 488" 5507 4787 4597

TmDev 391 0.86 3697 3417 4127 3317 3997 398" 3527 4447 3467 3487 4197 4717 418™ 4087 4527 3637 4547

TmSuc 3.64 0.98 323" 3557 3817 240 3857 4297 293" 498" 470" 3397 469 4917 434 4867 5497 4107 446"

TmOrg 3.73 1.12 303" 342" 386" 231" 360" 4657 3477 494 422" 304" 491 489" 430" 486" 5257 459" 4507

FEW 4.16 0.78 364 4597 479 268" 463" 3797 412 453" 4437 4437 4377 488" 5097 4187  494™ 334" 4347

FES 421 0.70 383" 3937 498™ 343 4617 4267 453" 340" 4107 4837 326" 443" 471" 3237 4057 304" 3717

FEBH 4.26 0.92 3137 4317 4797 1737 4527 4347 410™ 470 4027 3417 470 4857 4517 4327 4717 3597 3917

FEstu 4.24 0.65 2137 3457 3597 2527 3377 336" .333" 3067 3787 3177 3957 343" 344" 328" 328" 2657 273"

96
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Table 4.8 (Continued)

Factors TmRS TmPM TmComm TmDev TmSuc TmOrg FEW FES FEBH FEstu
TmRS 1

TmPM 649" 1

TmComm 507 586" 1

TmDev 4897 5317 528" 1

TmSuc 6277 616 560" 551" 1

TmOrg 501" 565" 565" 5227 548" 1

FEW 4667 468" 481" 5187 499" 4597 1

FES 3807 406" 399™ 4657 405 3857 6777 1

FEBH 4707 4667 518" 4997 5197 484 6247 5257 1

FEstu 3377 .308™ 342" 3057 3517 3097 3857 3797 4127 1

Bartlett’s test of sphericity = 6439.186, df =351, p =0.000, KMO = 0.964

Note: **p<0.01

From the table 4.8 revealed that the Pearson’s coefficient correlation among
37 with 351 pairs observable variables by coefficient correlation among observable
variables range from 0.291 to 0.677, it means that all pairs of observable variables
have a positive relationship with significant level of 0.01. By work engagement
(FEW) has a relationship with self engagement (FES) the most in 0.677, then
performance management (TmPM) has a relationship with talent recruitment and
selection (TmRS) in 0.649, then talent recruitment and selection (TmRS) has a
relationship with succession planning (TmSuc) in 0.627 respectively. While the
relationship between task variety (WpVar) and connectedness to colleague (WpColle)
has the least coefficient correlation in 0.291.

The result of Bartlett’s Test of Sphericity for testing whether the matrix is
identity matrix. The result shew Bartlett’s Test of Sphericity is 6439.186 df = 351, p <
.01, it means that the correlation matrix is not an identity matrix or there are a
relationship among factors at significant level of 0.01. It matched with the result of
KMO analysis, KMO equals to 0.964 that means there are an internal relationship
among observable variables. In conclusion, this data collected is a very good (Hair,
2006) in order to proceed and analyze a measurement model, factor analysis, and

structural equation model.
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4.2.1 Confirmatory Factor Analysis

Construct Validity of Organizational Citizenship Behavior

The organizational citizenship behavior variable consisted of 5 factors which
are altruism (OcbAltr), conscientiousness (OcbCon), Sportsmanship (OcbSport),
Courtesy (OcbCou), and civic virtue (OcbCivic). The result of correlation revealed
that all observable variables have a relationship among variables in total of 10 pairs, it
could determines organizational citizenship behavior because a coefficient correlation
range 0.415 to 0.575 at significant level 0.01. Whereas conscientiousness (OcbCon)
has the strongest relationship with sportsmanship (OcbSport) at 0.575, then civic
virtue (OcbCivic) and sportsmanship (OcbSport) at 0.546 and civic virtue (OcbCivic)
and courtesy (OcbCou) at 0.532 respectively. While civic virtue (OcbCivic) and
courtesy (OcbCou) has least relationship at 0.415.

The result of Bartlett’s Test of Sphericity is 699.013 (p< .01) means that the
correlation matrix among variables and different from identity matrix at significant
level. As well as the value of KMO is 0.840, it means observable variables have a
relationship at sufficient level to proceed factor analysis as table 4.9

Table 4.9 Pearson’s Coefficient Correlation, Arithmetic Mean, Standard Deviation

and Bivariate Correlation of Organizational Citizenship Behavior

Variables X S.D. OcbAltr OcbCon OcbSport OcbCou OcbCivic

OcbAltr 4.26 0.67 1
OcbCon 418 068 0477 1

OcbSport 420 0.67 04717 0575 1
OcbCou 430 0.65 05027 04217 0460 1
OcbCivic 400 076 0444~ 05327 0546 0415 1

Bartlett’s test of sphericity = 699.013, df =10, p = 0.000, KMO = 0.840

Note: **p <0.01
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4.2.2 Confirmatory Factor Analysis of Organizational Citizenship
Behavior
The result of confirmatory factor analysis of organizational citizenship
behavior variables as shown in table 4.10 and figure 4.1 found that the measurement

model fits with the empirical data by ;(2 =1.05,df =4, p=0.90, GFI = 1.00, AGFI =

1.00, RMSEA=0.00 and RMR = 0.00, it means the measurement model in this study
fits with the empirical study.

Table 4.10 The Confirmatory Factor Analysis of Organizational Citizenship Behavior

Factor loadings 2 FSactor
Variables t R core
b SE ¥4 Regression

OcbAltr 0.42 0.03 0.62 13.00** 0.39 0.23
OcbCon 0.51 0.03 0.75 16.44** 0.56 0.44
OcbSport 0.52 0.03 0.77 17.04**  0.59 0.49
OchCou 0.38 0.03 0.58 11.90** 0.34 0.19
OcbCivic 0.54 0.03 0.71 15.43** 0.51 0.33

;(2 =1.05, df = 4, p = 0.90, GFI = 1.00, AGFI = 1.00, RMSEA=0.00, RMR = 0.00

Note: **p <0.01
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Figure 4.1 Construct Validity of Organizational Citizenship Behavior

According to the table 4.10 and figure 4.1 the confirmatory factor analysis of
organizational citizenship behavior, 5 factors consisted of altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue explain OCB. Moreover, all standardize
loading as beta weight is positive with range from 0.58 to 0.77 and significant at 0.01

by sportsmanship ( = 0.77), conscientiousness ( £ = 0.75), civic virtue ( g = 0.71),
altruism ( g = 0.62), courtesy ( s =0.58) respectively. The proportion of explained

variance of organizational citizenship behavior by arrange in order from the greatest
to least are sportsmanship (R 2_ 0.59), conscientiousness ( R 2_ 0.56), civic virtue (

R? = 0.51), altruism (R ® = 0.39), courtesy ( R = 0.34) respectively.

Construct Validity of Work Passion

The work passion variable consists of 12 factors which are autonomy
(WpAuto), meaningful work (WpMean), feedback (WpFeed), workload balance
(WpWorkL), task variety (WpVar), collaborations (WpCol), performance expectation
(WPpPE), growth (WpGro), procedural justice (WpPro), distributive justice (WpDis),
connectedness with colleagues (WpColle), and connectedness with leader (WpSup).
The 10 bivariate correlations revealed that observable variables have a mutual
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relationship at significant level of 0.01 by the coefficient correlation range 0.291 to
0.614. The strongest correlation is distributive justice (WpDis) and connectedness
with leader (WpSup) at 0.614, then procedural justice (WpPro) and distributive justice
(WpDis) at 0.613, then feedback (WpFeed) and collaborations (WpCol) at 0.607
respectively. While the least correlation are task variety (WpVar) and connectedness
with colleagues (WpColle) at 0.291.

Moreover, the Bartlett’s Test of Sphericity is 2569.220 (p < .01) means the
correlation matrix is not an identity matrix significantly. KMO is 0.949 means that
observable variables are good correlated to proceed confirmatory factor analysis as

shown in table 4.11



Table 4.11 Pearson’s Coefficient Correlation, Arithmetic Mean, Standard Deviation and Bivariate Correlation of Work Passion

S.D.

Variables X WpAuto WpMean WpFeed WpWorkL WpVar WpCol WpPE WpGro  WpPro WpDis WpColle  WpSup
WpAuto 400 0.72 1

WpMean 409 074 0426 1

WpFeed 381 092 0466~  0.346" 1

WpWorkL 384 0.86 0535 0.398"  0.490™ 1

WpVar 410 073 04327 04377 03697 0.434" 1

WpCol 383 0.87 05337 0337 0607 0.562" 0.354" 1

WpPE 391 080 05377 04747 05527 0.525" 0.425" 0547 1

WpGro 389 0.85 04997 04637 0560 0.531" 0.4337  0.4997 0.5917 1

WpPro 355 1.07 04257 03037 06347 0.454™ 0275 05487 05147 0499”7 1

WpDis 360 1.09 04707 03177 0565 0.515" 0.349” 0515~ 0518 0536~ 0.613" 1

WpColle 404 079 05037 0.296"  0.528" 0.443" 02917 04917 05147 0467 05327 0505 1

WpSup 389 0.87 0486 03337 06147 0.468" 03507 05777 05507 05117 05817 0.6147 0535 1

Bartlett’s test of sphericity = 2569.220, df =66, p =0.000, KMO = 0.949

Note: **p <0.01

¢0T
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4.2.3 Confirmatory Factor Analysis of Work Passion

The result of confirmatory factor analysis of work passion variables as shown
in table 4.12 and figure 4.2 found that the measurement model fits with the empirical
data by 2 = 26.63, df = 24, p = 0.32, GFI = 0.99, AGFI = 0.97, RMSEA=0.02 and

RMR = 0.01, it means the measurement model in this study fits with the empirical

study.

Table 4.12 The Confirmatory Factor Analysis of Work Passion

_ Factor Loadings ) I:S?:%tfer

Variables t R .
b SE V4 Regression

WpAuto 0.05 0.03 069  15.62**  0.48 0.19
WpMean 0.33 0.04 0.45 8.34**  0.20 -0.06
WopFeed 0.72 0.04 0.78  18.34** 061 0.17
WpWorkL 0.62 0.04 0.72  16.18** 052 0.19
WpVar 0.36 0.04 049  10.20**  0.24 0.05
WpCol 0.66 0.04 0.75  17.89**  0.57 0.15
WpPE 0.59 0.03 0.74  17.08**  0.54 0.14
WpGro 0.62 0.04 0.73  16.55**  0.53 0.16
WpPro 0.81 0.05 0.76  16.85**  0.57 0.17
WpDis 0.77 0.05 071  16.40** 051 0.05
WpColle 0.54 0.03 0.68  1559**  0.46 0.11
WpSup 0.66 0.04 0.75  17.47** 057 0.15

;(2 =26.63, df = 24, p = 0.32, GFI = 0.99, AGFI = 0.97, RMSEA=0.02, RMR = 0.01
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Figure 4.2 Construct Validity of Work Passion

According to the table 4.12 and figure 4.2 shows the confirmatory factor
analysis of work passion and revealed that all standardize loading as beta weight is
positive with range from 0.45 to 0.78 and significant at 0.01 by arranging in order
from the greatest to least are feedback ( s = 0.78), procedural justice (= 0.76),

collaborations (= 0.75), connectedness to leader(g= 0.75), performance
expectation( g = 0.74), growth ( g = 0.73), workload balance ( g = 0.72), distributive
justice (g = 0.71), autonomy ( g = 0.69), connectedness to colleagues ( z= 0.68),
task variety ( g = 0.49) , and meaningful work ( g = 0.45) respectively. Moreover, the

proportion of explained variance of work passion by arrange in order from the
greatest to least are feedback (R2= 0.61), procedural justice (RZ: 0.57),

collaborations (RZ: 0.57), connectedness to leader (R2= 0.57), performance
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expectation (R 2 0.54), growth (R 2_ 0.53), workload balance (R 2_ 0.52),
distributive justice (R 2 0.51), autonomy ( R 2 - 0.48), connectedness to colleagues

(R2: 0.46), task variety (RZ: 0.24), and meaningful work (RZ: 0.20)
respectively.
Construct Validity of Talent Management

The talent management variable consists of 6 factors which are talent
recruitment and selection (TmRS), performance management (TmPM), talent
communication (TmComm), talent development (TmDev), succession planning
(TmSuc), and organizational culture (TmOrg). The 15 bivariate correlations revealed
that observable variables have a mutual relationship at significant level of 0.01 by the
coefficient correlation range 0.489 to 0.649. The strongest correlation is performance
management (TmPM) and talent recruitment and selection (TmRS) at 0.627, then
talent recruitment and selection (TmRS) and succession planning (TmSuc) at 0.616
respectively whereas the least correlated is talent recruitment and selection (TmRS)
and talent development (TmDev) at 0.489.

Moreover, the Bartlett’s Test of Sphericity is 1208.253 (p < .01) means the
correlation matrix is not an identity matrix significantly. KMO is 0.899 means that
observable variables are good correlated to proceed confirmatory factor analysis as
shown in table 4.13

Table 4.13 Pearson’s Coefficient Correlation, Arithmetic Mean, Standard Deviation

and Bivariate Correlation of Talent Management

Variables X S.D. TmRS TmPM  TmComm TmDev TmSuc TmOrg
TmRS 3.65 0.98 1

TmPM 371 099 06497 1

TmComm  3.79 1.00 05077 0.586" 1

TmDev 391 0586 0489" 05317 0.528" 1

TmSuc 3.64 0.98 0.6277 0616 0560 0.551" 1

TmOrg 373 112 05017 0565  0.565  0.522 0.548" 1

Bartlett’s test of sphericity = 1208.253, df =15, p = 0.000, KMO = 0.899

Note: ** p <0.01
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4.2.4 Confirmatory Factor Analysis of Talent Management
The result of confirmatory factor analysis of talent management variables as

shown in table 4.14 and figure 4.3 found that the measurement model fits with the

empirical data by y°= 3.67, df = 7, p = 082, GFl = 1.00, AGFI = 0.99,
RMSEA=0.00 and RMR = 0.01 that means the measurement model in this study fits

with the empirical study.

Table 4.14 The Confirmatory Factor Analysis of Talent Management

Factor Loading

Variables t R2  Factor Score
SE V4 Regression
TmRS 0.67 0.05 069  14.90**  0.48 0.09
TmPM 0.77 0.04 078 18.15**  0.61 0.24
TmComm 0.75 0.04 075 17.16**  0.56 0.22
TmDev 0.61 0.04 070 1579**  0.50 0.21
TmSuc 0.75 004 077  17.74** 059 0.23
TmOrg 0.82 005 073  16.65**  0.54 0.18

¥2%=367,df =7, p=0.82, GFI = 1.00, AGFI = 0.99, RMSEA=0.00, RMR = 0.01

Note: **p <0.01
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Figure 4.3 Construct Validity of Talent Management

According to the table 4.14 and figure 4.3 shows the confirmatory factor
analysis of work passion and revealed that all standardize loading as beta weight is
positive with range from 0.69 to 0.78 and significant at 0.01 by arranging in order
from the greatest to least are performance management (= 0.78), succession
planning ( g = 0.77), talent communication  ( g = 0.75), organizational culture ( g =
0.73), talent development (= 0.70), and talent recruitment and selection (g =
0.69)respectively. Moreover, the proportion of explained variance of talent

management by arrange in order from the greatest to least are performance
management ( R2 = 0.61), succession planning (R2 = 0.59), talent communication (
R? - 0.56), organizational culture (R2: 0.54), talent development (R2: 0.50),

and talent recruitment and selection (R 2 - 0.48) respectively.
Construct Validity of Faculty Engagement
The talent management variable consists of 4 factors which are work

engagement (FEW), self engagement (FES), behavioral engagement (FEBH), and
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engagement to student (FEstu). The 6 bivariate correlations revealed that observable
variables have a mutual relationship at significant level of 0.01 by the coefficient
correlation range 0.379 to 0.677. The strongest correlation is work engagement
(FEW) and self engagement (FES) at 0.677, then work engagement (FEW) and
behavioral engagement (FEBH) at 0.624 whereas the least correlated is self
engagement and engagement to student at 0.385.

Moreover, the Bartlett’s Test of Sphericity is 587.162 (p < .01) means the
correlation matrix is not an identity matrix significantly. KMO is 0.757 means that
observable variables are good correlated to proceed confirmatory factor analysis as

shown in table 4.15

Table 4.15 Pearson’s Coefficient Correlation, Arithmetic Mean, Standard Deviation

and Bivariate Correlation of Faculty Engagement

Variables X S.D. FEW FES FEBH FEstu
FEW 4.16 0.78 1

FES 4.21 0.70 0.677" 1

FEBH 4.26 0.92 0.6247 0525 1

FEstu 4.24 0.65 0385~ 03797 04127 1

Bartlett’s test of sphericity = 587.162, df =6, p=0.000, KMO = 0.757

Note: **p <0.01

4.2.5 Confirmatory Factor Analysis of Faculty Engagement
The result of confirmatory factor analysis of talent management variables as

shown in table 4.15 and figure 4.4 found that the measurement model fits with the
empirical data by;gzz 3.61, df = 2, p = 0.16, GFI = 1.00, AGFI = 0.98,

RMSEA=0.04 and RMR = 0.01that means the measurement model in this study fits

with the empirical study.
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Factor Loading ) FSactor
Variables t R core
SE V4 Regression
FEW 0.61 0.04 0.77  14.61**  0.60 0.42
FES 0.47 0.04 0.67  12.32**  0.45 0.22
FEBH 0.74 0.05 0.80 15.17**  0.64 0.48
FEstu 0.34 0.03 0.54  10.89**  0.29 0.24

72=361,df=2, p=0.16, GFI = 1.00, AGFI = 0.98, RMSEA=0.04, RMR = 0.01

Note: ** p <0.01
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Figure 4.4 Construct Validity of Faculty Engagement
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According to the table 4.16 and figure 4.4 shows the confirmatory factor

analysis of faculty engagement and revealed that all standardize loading as beta

weight is positive with range from 0.54to 0.80 and significant at 0.01 by arranging in

order from the greatest to least are behavioral engagement (= 0.80), work

engagement ( g = 0.77), self engagement ( g = 0.67), and engagement to student ( g =

0.54) respectively. Moreover, the proportion of explained variance of faculty
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engagement by arrange in order from the greatest to least are behavioral engagement (
R?- 0.64), work engagement (R2: 0.60), self engagement (RZ: 0.45), and

engagement to student ( R 2_ 0.39) respectively.

4.2.6 Structural Equation Modeling of Faculty Engagement
The result of structural equation modelling among talent management,
organizational citizenship behavior, work passion, and faculty engagement by the

Maximum Likelihood revealed the empirical data does not fit according to the fit

indices ;(2= 905.24, df = 318 p = 0.00, CFI = 0.98, GFI = 0.86, AGFI = 0.84,
RMSEA=0.07 and RMR = 0.03 as shown in figure 4.5 and table 4.17

0.44% TmBS

o.zz % TmPM

0. 44 TmComm

0.51% TmDev

0.40 Tmiuc

047 TmOrg

Chi-Square=505.24, df=318, P-value=0.00000, RMSER=0.066

Figure 4.5 Goodness of Fit Statistics of the Model before Adjusted
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Table 4.17 Goodness of Fit Statistics of the Model before and after Adjusted

Fit Indices Fit Indices Before After
Index Adjusted  Adjusted

Zz - 905.24 209.88
df - 318 214
12 | df <2.00 2.85 0.98
CFI (Comparative Fit Index) =0.90 0.98 1.00
GFI (Goodness of Fit Index) > 0.90 0.86 0.97
AGFI (Adjusted Goodness of Fit Index) 20.90 0.84 0.94
RMSEA (Root Mean Square Error of <0.05 0.07 0.00
Approximation)
RMR (Root Mean Square Residual) <0.05 0.03 0.02

From the table 4.17, after adjust the model it leads to decrease in){zand

;(Z/df is lesser than 0.02, Root Mean Square Error of Approximation (RMSEA) is
also lesser than 0.05, and Goodness of Fit Index (GFI) closer to 1.00. From the

decreased in } “from 905.24 to 209.88, degree of freedom decreased from 318 to 214

that makes the proportion of ;(Z/df equals to 0.98 and it leads to the Root Mean

Square Error of Approximation (RMSEA) decreased from 0.07 to 0.000 while
Goodness of Fit Index (GFI) is 0.97 and Adjusted Goodness of Fit Index (AGFI) is
0.94, Comparative Fit Index (CFI) is 1.00 and Root Mean Square Residual (RMR)
lesser than 0.05 (0.02).

According to empirical data, the model fit with the empirical data at a “Good”
level. From the statistics shown, before adjust the model, the model is not fit the
empirical data. However, after adjusted the model following the Model Modification

Indices (MI) and then adjusted the parameters by using the correlate error method,

and found that the goodness of fit statistics is ;52 = 209.88, df =214 p = 0.57, CFI =
1.00, GFI = 0.97, AGFI = 0.94, RMSEA=0.00 and RMR = 0.00. As a result the
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faculty engagement structural equation model fits with an empirical study in the lasted

adjustment as shown in table 4.18 and figure 4.7

Table 4.18 The Latest Adjustment of Confirmatory Factor Analysis of Measurement

Model, Construct Reliability (pc), Average Variance (py), and Square

Multiple Correlation (R 2)

Latent Observable Factor Square Construct Average
Variables Variables Loading Multiple Reliability Variance
Correlation (pc) (pv)
(R?%)

OoCB OcbAltr 0.62 0.38 0.809 0.563
OcbCon 0.73 0.53
OcbSport 0.76 0.58
OcbCou 0.55 0.30
OcbCivic 0.72 0.52

WP WpAuto 0.69 0.48 0.919 0.590
WpMean 0.58 0.33
WpFeed 0.74 0.55
WpWorkL 0.68 0.46
WpVar 0.56 0.31
WpCol 0.74 0.54
WpPE 0.77 0.59
WpGro 0.72 0.52
WpPro 0.72 0.52
WpDis 0.77 0.59
WpColle 0.66 0.43
WpSup 0.73 0.53

™ TmRS 0.75 0.56 0.885 0.563
TmPM 0.77 0.59
TmComm 0.76 0.58
TmDev 0.72 0.51
TmSuc 0.76 0.58
TmOrg 0.74 0.54

FE FEW 0.78 0.60 0.792 0.595
FES 0.68 0.46
FEBH 0.78 0.60

FEstu 0.55 0.30




113

According to table 4.18 revealed that factor loading of faculty management
factors affecting faculty engagement in Thai private universities range between 0.55 —
0.78, factor loading of organizational citizenship behavior range between 0.55 — 0.76,
factor loading of work passion range between 0.56 — 0.77, factor loading of talent
management range between 0.72 — 0.77, and factor loading of faculty engagement
range between 0.55 — 0.78 which higher than 0.05 is acceptable.

In term of Square Multiple Correlation of each variables found that the
regression coefficient range 0.30 to 0.60. Moreover, work engagement and self

engagement have the most validity measurement by both of work engagement and

self engagement have Rzequal to 0.60. While the least validity measurement
observable variables is courtesy in organizational citizenship behavior at 0.30.

Moreover, Average Variance Extracted (AVE) of each variables range 0.563
to 0.595 which more than 0.5 is acceptable. Construct Reliability (CR) of each
variables range 0.792 to 0.919 which more than 0.7 that means the data is acceptable.
According to the 3 index of indices, as a result the factors of organizational
citizenship behavior, work passion, talent management, and faculty engagement have
a suitable reliability (Hair et al., 2006).

The result of Path Coefficient of latent variables in Direct Effects (DE),
Indirect Effect (IE), and Total Effect (TE) as shown in figure 4.18 and table 4.7

below:
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Figure 4.6 Result of Structural Equation Modelling (After Adjusted)



Table 4.19 Result of Alternative Path Coefficient

Exogenous Variables

Endogenous
2 ™ OoCB WP FE
Variables
TE IE DE TE IE DE TE IE DE TE IE DE

OoCB 0.51 0.68** 0.36** 0.32** - - - 0.42** - 0.42** - - -
(0.07) (0.10) (0.11) - - - (0.11) - (0.11) - - -

10.41 3.82  3.00** - - - 3.77 - 3.77 - - -

WP 0.74  0.86** - 0.86** - - - - - - - - -
(0.06) - (0.06) - - - - - - - - -

13.94 - 13.94 - - - - - - - - -

FE 0.80 0.83** **044 **0.39 0.38** - 0.38** **0.37 0.16** 0.21** - - -
(0.06) (0.08) (0.09) (0.07) - (0.07) (0.10) (0.05) (0.09) - - -

14.90 5.32 4.23 5.60 - 5.60 3.84 3.20 2.27 - - -

Note: **p<.01

qT1
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According to the result of direct effect, indirect effect, and total effect from the
figure 4.19 and table 4.7, the conclusion as followings

1) Direct Effect (DE)

Organizational citizenship behavior (OCB) was directly affected from
talent management (TM), work passion (WP) with statistical significantly. By
Organizational citizenship behavior was positively affected from work passion the
most (DE = .042), then talent management (DE = 0.32) respectively.

Work passion (WP) was directly affected from talent management (TM)
with statistical significantly. By Work passion was positively affected from work
passion the most (DE = .086).

Faculty engagement (FE) was directly affected from talent management
(TM), organizational citizenship behavior (OCB), and work passion (WP) with
statistical significantly. By faculty engagement was positively affected from talent
management the most (DE = .039), then organizational citizenship behavior (DE =
0.38), and work passion (DE = 0.21) respectively.

2) Indirect Effect (IE)

The indirect effect that influenced to organizational citizenship behavior
(OCB), according to the statistical data revealed that organizational citizenship
behavior (OCB) was positively indirect affected from talent management the most (IE
= 0.36) though work passion as a mediator with statistical significantly.

The indirect effect that influenced to faculty engagement (FE),
according to the statistical data revealed that faculty engagement was positively
indirect affected from talent management (IE = 0.44) though organizational
citizenship behavior as mediator the most, and faculty engagement was positively
indirect affected from talent management (IE = 0.16) though work passion as a
mediator with statistical significantly.

3) Total Effect (TE)

Talent management (TM) has a positive total effect to organizational
citizenship behavior (OCB) with statistical significantly (TE = 0.68), then work
passion (TE = 0.42) statistical significantly respectively.

Talent management (TM) has a positive total effect to work passion (TE

= 0.86) statistical significantly. Moreover, talent management (TM) has a positive
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total effect to faculty engagement at statistical significantly (TE = 0.83), then
organizational citizenship behavior has a positive total effect to faculty engagement at
statistical significantly (TE = 0.38), and work passion has a positive total effect to
faculty engagement at statistical significantly (TE = 0.37).

The result of Reliability Regression (R?) of structural equation model of
latent variables, found that Reliability Regression (R?) of organizational citizenship
behavior is 0.51 that means that the variable in the model can explain variance of
organizational citizenship behavior in 51 percent. Furthermore, Reliability Regression
(R?) of work passion is 0.74 means the variable in the model can explain variance of
work passion in 74 percent. Moreover, Reliability Regression (R?) of faculty
engagement is 0.80 that means the variable in the model can explain variance of
faculty engagement in 80 percent.



CHAPTER 5

DISCUSSION

This chapter summarized the result of a quantitative study as well as
discussion in the important findings from the research interviewing. Discussion,
limitation, recommendations for HR practices, recommendation for future research

are presented.

5.1 Conclusion

The purpose of this study is to develop the faculty engagement model in Thai
private universities. From the interview four mains factors affecting faculty
engagement in Thai private universities have been emerged from 17 participants
which are self-ideology (performance management, talent management, succession
management), job factors (autonomy, work-life balance, meaningful work and
recognition, continuous learning and development opportunity, challenging job,
growth, and compensation and benefit), organizational factors (communication,
teamwork and collaboration, leadership and relationship with leader), and
management factors (self-expert, altruism, self-actualization, conscientiousness, and
personal value and attitude). In addition to literature review, the similar factors had
been found and matched with interviewing which are talent management, recruitment
and selection, performance management/expectation, succession planning,
communication, training and development/learning, coaching, organizational culture,
conscientiousness, courtesy or civic virtue, work environment, autonomy, workload
balance or work life balance, meaningful job/recognition/value, organization or
leadership or supervisor support, challenging work, task identity/ task significant,
career advancement/growth, feedback, skill variety/task variety, procedural/
distributive justice/trust, relationship with peer/teamwork. So the faculty management
and faculty engagement model was derived from the interview and literature by under
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the faculty management factors, organizational citizenship behavior, work passion
and talent management have positive influences from faculty management to faculty
engagement, by work passion and organization citizenship behavior are the mediators.
Then test the model by structural equation modelling.

Final samples were male with 45.81% of respondents female 53.02% and
others 1.16%. Most of the respondent’s age range 31 — 40 years (35.35%), and hold
the master degree 68.60%. Academics position as lecturer was 75.12% and most of
them have no administrative position 77.21%. Most of the respondents have enough
salary (42.33%), moreover, load of class range 6 — 10 hours/week (34.88%). Most of
them had less than 5 years of working (34.88%) and teaching the humanity and social
sciences (61.63%).

The result from structural equation modelling has revealed the relationship
among variables where organizational citizenship behavior has a positive direct
relationship with work passion, talent management as well as faculty engagement.
Furthermore, there are an indirect affect from talent management to faculty
engagement through organizational citizenship behavior. Besides, from the analyzed
statistics also found the indirect affect from talent management to faculty engagement
through work passion as well. In addition, according to the goodness of fit statistics of
model revealed that the engagement model in this study fits with the model fit with
the empirical data.

Figure 5.1 Tested Faculty Engagement Model
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5.2 Discussion

The aims of this research was to discover factors affecting faculty engagement
in private universities in Thailand, as confirmed model. Similar to Pimapunsri (2013)
and Campbell and Smith (2014) found the relationship between faculty management
and faculty engagement.

1) Talent management affect both directly and indirectly to the faculty
engagement especially recruitment and selection represents the effective of
university’s HR system and workforce analysis were implemented. Similar to the
results of Morton (2004) and Lewis and Heckham (2006) mentioned that effective
talent recruitment and selection system are factors determined talent management.
However, in this study found that the most influenced on talent management was
performance management. In Thailand Pimapunsri (2013) also find the positive
relationship between performance management and talent management. Moreover,
communication, talent development and development opportunity lead to a long-term
career succession management.

2) Organization citizenship behavior and faculty engagement, with five
components of organization citizenship behavior which are altruism, sportsmanship,
conscientiousness, courtesy, and civic virtue had been found in positive relationship.
Similar to the finding of Rurkkhum (2011) stated that there are positive relationship
between OCB and employee engagement in Thailand as well as Noori & Bezanaj
(2013) also confirmed such relationship. Comparing the relationship between OCB
and engagement correlation by the study of Rurkkhum (2011) and this study, it had
been found that all components of OCB had a positive relationship to engagement
however, there was a little different that civic virtue of Rurkhum (2011) was
correlated the most while in this study, sportsmanship correlated the most. The private
university can enhance and promote organizational citizenship behavior among
faculty members by linking each components of OCB to faculty engagement for the
benefit of private university. In turn, if the level of OCB is low, it might affect
engagement in term of the quality of teaching, research, passion to work, and final
affect to the student.

3) Work passion, one of the mixed variables that affect faculty engagement in

Thai private universities. A positive relationship between work passion and faculty
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engagement were found in this study. Moreover, the result in this study is confirmed
by the Ken Blanchard company stated that 12 factors of work passion which are
growth, workload balance, task variety, performance expectations, collaboration,
meaningful work, distributive justice, procedural justice, autonomy, and feedback had
a high correlation to discretionary effort, intention to perform, employee endorsement,
intention to remain, organizational commitment as well as organizational citizenship
behaviors by connectedness to leader, connectedness to colleagues plays as
moderators (Zigarmi et al., 2011). In addition, not only a positive relationship
between work passion and engagement were found but also in this study, a positive
relationship between work passion and OCB were found as well, similar to Astakhova
(2014) and Paré and Tremblay (2007). However, from the motivational theories, those
concepts involved the emotional feeling as well as perception towards working so that
if faculties has a positive mind towards their work, an extra effort, passion and high
level of engagement will also be increased in the same direction. Besides, a positive
relationship between OCB and work passion had been found, similar to a study of
Astakhova, 2014 stated that there is a positive relationship between organizational
citizenship behavior and work passion. Faculty member who passionate to work, it
directly effect to higher level of OCB.

In summary, a positive relationship between faculty engagement, organizational
citizenship behavior, work passion, and talent management had been found. However,
organizational citizenship behavior mediates talent management to faculty
engagement and talent management to work passion more than mediates work passion
to faculty engagement. The result revealed that lecturers’ perception toward talent
management, OBC, work passion as well as faculty engagement was high, the more
effective talent management program is implemented, the more OCB and work
passion are increased.

In this study has discovered the relationship between talent management and
work passion and OCB since lacked of evident confirmed such relationship. So talent
management contributes to faculty members work passion and faculties organizational
citizenship behavior. According to the interviewing and statistical analysis, talent
management is one of the factors influenced faculty engagement, especially the
impact is higher if work passion and OCB are mediators.
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4) Faculty Engagement

Faculty engagement refers to an integrated set of positive working,
psychological and behavioral states of faculty member’s mind to dedicate, give extra
effort, and faith as a part of university with energy, passion and contribute positive
consequences with happiness to university to achieve the best outcome. It integrated
from a concept of job-demand resource as a work engagement, psychological capital
as self-engagement, and behavioral engagement, and engagement to student. From the
statistical analysis, all faculty engagement components which are work engagement,
self engagement, behavioral engagement, and engagement to student could explain
the faculty engagement by behavioral engagement, and work engagement explained
faculty engagement the most.

This study discovered that not only work engagement, and faculty
management factors contribute to faculty engagement, but also self engagement
factors as well as student factors creates faculty engagement, meaning that if the
faculty member has an ideology and belief to give and dedicate, no matter how
difficult the works, or facing many challenging and changes, engaged faculties stick
to the job and focus only in delivering the best performance and convey the valuable
knowledge to the student (sense of teacher-actualization and self-fulfiliment).
According interviewing, the result of quantitative analysis had the same direction with
qualitative findings.

In conclusion, the study found the positive relationship between talent
management and faculty engagement, the implication is that if the private university
implement talent management program, which leads to the faculty engagement. Yet,
OCB and work passion are also confirmed the relationship. It implies when faculty
member has a work passion to work, so that their citizenship will also be high,
because faculties feel passionate to work and put an extra effort to work and tend to
be involved in university activities, willing to help, and tolerate the unpleasant things
that might happened, moreover engaged academics staffs also care for others and
seem to aware and beware the benefit university and student the most.

A huge change in the demographic curve in the past ten years, and Thailand
became aging society and decreasing in birthrate, which leads to smaller number of
student attending private universities in general. Many universities need to adjust the

policy and strategies according to the changes as well as maintaining the quality
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standard of private universities. To be survived in the challenging context as well as
maintaining the standard of quality assurance, rule and regulation from the Thai
Ministry of Education including faculty members career advancement, and
development, lack of motivation to do the research, and conducting the academic
position i.e. assistant professor, associate professor and professor, as well as a
reputation of each private universities (Chaisuwan, 2007; Deckham, 2014; Boonyarat,
2015). So talented faculty members need to be attracted and selected as well as an
effective faculty management are required in order to enhance the university
productivity and performance. For those reasons and the research result revealed that
faculty members are engaged because of work engagement, self-engagement and
students respectively.

The model showed the level of effect faculty engagement, according to the
statistics results revealed that faculty management influenced faculty engagement, by
comparing the factors, talent management impacts faculty engagement the most, then
organizational citizenship behavior impacts faculty engagement, followed by work
passion respectively. According to the previous research and studies across the world
in engagement, most of the research and studies were focused only on work passion
affecting engagement, or organizational citizenship behavior affecting engagement in
various sectors with various countries. However, in this research discovered a positive
relationship among those factors and the results revealed the influences from talent
management to work passion, OCB and faculty engagement. It implies that talent
management contributes to faculty members work passion and faculties
organizational citizenship behavior.

In term of each constructs’ detail of talent management, discovered that
performance management and succession planning had the most impact to talent
management. Due to the highly correlation between performance management and
recruitment and selection, and recruitment and selection and succession planning, that
implies the faculty members in private universities plays the great attention to how the
university evaluation system, and career advancement as well as the recruitment and
selection process, in addition job feedback or performance review, procedural justice,
and relationship with supervisor are the significant factors impact work passion,
moreover, the higher the correlation between distributive justice and relationship with
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supervisor, and procedural justice and distributive justice means that faculty members
need more concrete performance management with compensation management, a
clearly how university paid, distributing the resources and treat faculties fairly
however, faculties still want to remain the good relationship with supervisor in order
for growth. However from the samplings profile, the majority of faculty members at
the age between 31-40 years old with master degree holder, most of faculties
belonged to Y generation, so they need a clear performance expectation, clear goals
and direction with justice and transparency from the university, moreover, faculty
members tend to have more self-confident and focus on result-based performance. In
order to make private faculty members engaged, private universities are required to
implement an effective performance management system and transparent in
management.

Furthermore, tailoring research interview findings with quantitative result are
discovered that each factors in the model cannot be functioned separately, because
factors have their own commonplace and interrelate to other factors. For instance,
autonomy and flexibility, and work-life balance, faculty member who valued work-
life balance are more likely to value work autonomy because of job responsibilities,
faculty member don’t need to work in university all day. For continuous learning,
succession management and development opportunity have a high impact on the
faculty engagement due to most of the samplings are lecturers who have no academic
position in order to get promoted to a higher academic position, lecturers need to gain
particular training and sufficient development to request for the academic position. So
it’s related to how universities align the policy of succession planning with individual
growth and development together, and how to design and manage compensation and
benefits packages. In term of meaningful work and recognition came along with the
challenging job by its nature because challenging jobs provide meaningful and
recognition of job. In term of organizational factors which are organizational justices
and transparency, performance management, communication as well as leadership
and relationship with leader seem to react and reflex each factor, because to be
transparent and trustworthy, top management needs to manage faculty with equity and
fairness, clear performance appraisal and communication.

This also association with the result of OCB in term of sportsmanship and

conscientiousness have the most impact to OCB, it implies that faculty members tend
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to behave patient to disappointment work environment, stress and work under
pressure as well as they tend to obey, accept and behave according to the rules and
regulations with ethical. Highly correlated between civic virtue and sportsmanship
might implies that faculty member only manage the stress well but also they want to
participate and get involve in university’s activities.

In terms of faculty engagement, work engagement and behavioral engagement
seem to have the most impact to faculty engagement. However there is slight different
found from literature review and interview, from the literature review and interview
found that engagement to students seems to have the most impact to faculty
engagement, but from the statistical analysis discovered that behavioral engagement
plays the most impact not engagement to student. Moreover the high correlation
between self engagement and work engagement, and behavioral engagement because
of their value toward their work, they have a positive psychological mindset in term
of vigor and dedication to work, so faculty members tend to stay and strive in the
university.

The beneficial point discovered in this study is private universities are
required to adapt and utilize the performance management system as well as talent
management program in a holistic point of view, utilize and tailor a piece of each co-
element in order to enhance the faculty management system to be more effective. An
effective faculty management system contribute to faculty engagement as shown in
research result. Yet, engaged faculty members conveyed a quality of teaching,
positive mindset, as a result their teaching include faculty members’ mindset is also
transferred to youth. In this research showed how substantial of faculty management
system that private universities as well as The Thai higher commission of education
need to take careful consideration and implementation. However, each constructs in
the model were initiated based on the theories and concepts from previous research
and studies, then develop the model. This study discovered the newfangled facts in
term of the pioneer to develop the faculty engagement model in Thai’s private
universities as well as to prove the model by discovered new factors that plays an

important factors to faculty engagement.
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5.3 Limitations

1) The study focused on private universities which were located in Bangkok
only.

2) Most of the samplings are the lecturers who has no academic position.

3) The constraint on generalizability from the samplings characteristics that
might impact the interpretation of the findings.

5.4 Recommendations for Future Research

1) Expanding, comparing and examining to the other types of university such
as public universities, local universities, vocational universities, moreover,
comparison research methods might be conducted.

2) At the regional and international level, this study might expand to cross
cultural context/university to examine the faculty members in international context
apart from Thailand, for instant, comparing faculty engagement factors in
individualism countries versus collectivism countries, faculty engagement in ASEAN
universities.

3) Further examining in specific area such as medical school, science and
technology schools, and humanities, social sciences separately, and make a
comparison to determine what faculty engagement factors are the similarities or
differences.

4) Further examining the most influential factors for instant performance
management, justices, relationship with supervisor, growth influenced faculty

engagement.

5.5 Recommendations for Practices

1) For the university administrator, due to the high impact from performance
management, job feedback, and succession planning, and justices, private universities
are recommended to pay more attention to the performance management process for

example, setting a concrete criteria, critical success factors and KPIs to perform the



127

job, a regular performance review throughout the year with fair and effective.
Moreover, university should design the performance appraisal to enhance the different
strengths of each faculty member to perform the best of their ability in the area of
teaching, research, and service in order to increase their job engagement. Creating the
concrete career succession development for example, develop a system that
determines successors and establishing a long-term succession planning. The
university should assess the competency of each faculty if they are good at academic
or administrative work.

Moreover recruitment and selection plays a high impact as well so, in order to
recruit new faculty members and attract the qualified faculty members to work,
private universities need to pay more attention to the recruitment and selection
process. However, to be realistic to implement, private university need to set the
working committees in order to drive such system to be more reachable, then have an
announcement paper to notice and communicate to all faculties to get ready and
prepare for the adjustment with an easily to obtain, accuracy and useful information
and facts, and encoring an open communication with each other.

In term of a good governance executive needs to increase a level of OBC as
well as work passion for increasing the benefits of the university. Moreover the
highest impact factors of work passion is procedural justice and performance
expectation. So top management are also required to initiate or adjust the performance
management system (including performance feedback) in order to enhance the
effective organizational justice and university’s transparency in any processes of
operation and especially performance evaluation, yet promote the transparency
organizational culture, provoke collaboration and relationship among peers and
supervisor, invite the faculties to participate in management activities as well as
building trust in management.

2) Psychological mindset adjustment, embrace the faculty member mindset in
order to creating the engagement culture in all levels of university as well as
recognizing that everyone is important and getting faculty members buy into the
university policy, mission, could help the university to grow and be prosperous.
Connect and create the talent and OCBs’ mindset that everyone has the talent in their

own expertise. Moreover, ensuring that all faculty members are totally understanding
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what the university is trying to implement as well as top management needs to show
how the university care and respects to all faculty members.

3) For the human resource development field to gain the advantage of this
research by advancing the concept of employee engagement in new aspect apart from
manufactural sectors and companies. Yet, new factors emerged which are recruitment
and selection, performance management, talent development, succession planning,
talent communication as well as organizational culture as construct of talent
management. And found that talent management influenced engagement, so this
research can be adapted to the private sectors and expand to other sectors. This can be
beneficial to discover new factors affecting engagement.

4) The policy maker should start by first utilizing this research questionnaire
to measure the faculty management and engagement, then extract the vital factors as
well as the level of engagement. The policy makers can procedure a derived
information to make a policy and human resource management and development

intervention follow the emerged factors.
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APPENDIX A

QUESTIONNAIRE



Factors of Faculty Management Affecting Faculty Engagement in
Thai Private Universities Questionnaire

Direction
1. This research aims to study the Factors of Faculty Management Affecting
Faculty Engagement in Thai Private Universities. Your information is valuable for
further study in human resource development field and applied in private and public
universities
2. For the effective information, please fill the questionnaire according to
your real perception who teach, research, and work for private university.
3. Your answer is not affect your work and confidential
4. This questionnaire consisted of 3 parts followings:
Part 1: 6 Questions in demographics information
Part 2: 81 Items in faculty engagement by divided into 4 parts as
follows:
Part 1 Organizational Citizenship Behavior
Part 2 Work Passion
Part 3 Talent Management
Part 4 Factor Engagement
Part 3: Suggestion
5. The results will be analyzed and send to your university

6. Thank you very much for the greatly supportive

Naphat Wuttaphan
Ph.D candidate in HROD Program
National Institute of Development Administration
Tel: 081-7402320 Email: naphat.wut@hotmail.com



152

Part 1 Demographics Information

e npoE

Gender D Male D Female D ETC

Marital Status D Single D Married D Divorced DETC
Education
D Bachelors D Master D Doctoral D Post-Doctoral

Academics Position
D Lecturer D Assistant Professor
[ ] Associate Professor [ Professor
Administrative Position
D President/Vice President D Dean/Deputy
[ ] Major Chairman [ ] None

7. Mysalaryisenough [ ] yes [ ] No [ ] Not Sure

8. Workload per week...........ccoevveveiieieiieseen

9. Working experience in this university .............ccccceveevecnennnn..... year(s)
10. Field D Health-Sciences D Sciences and Technology

D Humanities and Social Sciences

Part 2 Faculty Engagement

The questions about management factors which are organization citizenship

behavior, work passion and talent management.

Direction: Please select the most suitable for your perception by 5 means always, 4

means often, 3 means sometimes, 2 means almost never, 1 means never.
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Part 1 Organizational Citizenship Behavior

No. Organizational Citizenship Behavior Ranges
1. | I help orient new people even though it is :
not required.
2. | I think that attendance at work is above the
norm.
3. | I always focus on what’s right, rather that
the negative side.
4. | | take steps to try to prevent problems with
others workers.
5. | I attend functions that are not required, and
help the university image.
6. | I am willing to help others who have work
related problems.
7. | 1 am one of the conscientious employees
8. | I always find a good thing with what the
organization is doing.
9. | I beware of my action affects other
people’s jobs.
10. | I keep abreast of changes in the
organization.
11. | I am always ready to lend a helping hand to
those around me.
12. | I believe in giving an honest day’s work for
an honest day’s pay.
13. | I am an enthusiastic people.
14. | I try to avoid creating problems for
coworkers.
15. | I read and keep up with organization

announcements, memos, and so on.
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Part 2 Work Passion

No. Work Passion Ranges

16. | I have a freedom in carry out my work :
activities.

17. | My job is meant to do in my life.

18. | My boss communicates clearly about my
performance.

19. | I can deal with the number of requests,
problems, or complaints in my job
effectively.

20. | I enjoy doing variety jobs with assertive.

21. | My team members share personal
information to know each other better.

22. | I clearly know what organization want me
to do.

23. | My present job moves me closer to my
career goals.

24. | To make decisions, my supervisor collects
accurate and complete information.

25. | Overall compensation and rewards |
received are quite fair.

26. | | can count on my colleagues when |
encounter difficulties in my work.

27. | I can rely on my supervisor when |
encounter difficulties in my work.

28. | I resolve problems arising in my work
myself effectively

29. | | feel that the work I do on my job is
valuable.

30. | I am given adequate feedback about my

performance.
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No. Work Passion Ranges

31. | I have a time to take care of my family and :
partner well.

32. | | feel challenge handling with variety tasks
that | was assigned.

33. | There is a lot of “team spirit” among
members.

34. | I know how to perform my job better in the
future.

35. | My job encourages me to continuously
gain new job-related knowledge and skills.

36. | Nobody is treated as being preferential in
this organization.

37. | | feel that my job responsibilities are quite
fair.

38. | In my work, | feel appreciated by my
colleagues.

39. | Inmy work, | feel appreciated by my
supervisor.

40. | I have an authority to initiate and design
my projects and works.

41. | My job activities are significant to me.

42. | | always receive feedback for
improvement.

43. | I have enough time to relax and do what
I’m interested in my personal life.

44. | I love to learn new things related to my
career.

45. | People in my organization get along with
each other.

46. | I know what my boss expects from me.
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No. Work Passion Ranges
47. | The probability of being promoted in my :
present organization is high.
48. | My supervisor has those procedures upheld
ethical and moral standards.
49. | Comparing with others, the proportion
resources includes result of allocation of
organizational resources is fair.
50. | There is a good atmosphere between you
and your colleagues
51. | I getalong well with my superior.
52. | When I do a good job, | receive the praise
and recognition | deserve.
53. | My supervisor listens to what I'm saying.
Part 3 Talent Management
No. Talent Management Ranges
54. | My organization has a sufficient numbers :
and appropriate candidate to fill in the job.
55. | I have concrete criteria, critical success
factors and KPIs to perform the job.
56. | Communicating with employees regularly
helps me to understand things better.
57. | There are sufficient opportunities to build
up my skill with adequate training and
development programs.
58. | My organization has a system that

determines successors.
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No. Talent Management Ranges

59. | My team member shared culture :
information to know each other better.

60. | Organization have selected the most
suitable candidate that match with job
description.

61. | My organization has a regular
performance reviews throughout the year

62. | I can easily obtain accuracy and useful
information and facts about what’s going
on in our organization.

63. | | receive on-going training that helps me
to perform the job better.

64. | My organization has a long-term
succession planning.

65. | The organization value match with my
belief.

66. | Individual that has been selected can carry
out the jobs successfully

67. | Performance management system in my
organization is fair and effective.

68. | My organization encourages an open
communication with each other.

69. | My organization promotes the continuous
learning and development of all
employees.

70. | When the crisis, the organization has an
emergency replacement plan about filling
critical position.

71. | Organization culture supports my work

very well.
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No. Talent Management Ranges
72. | Performance appraisal system is suitable :
for me.
Part 4 Faculty Engagement
No. Faculty Engagement Ranges
73. | 'm inspired at work in this university. :
74. | I'm very confident to take on and put in
the necessary effort to succeed at
challenging tasks.
75. | I'would be very happy to spend the rest of
my career with this university.
76. | At my job, I feel strong and enthusiastic.
77. | I would like to make a positive attribution
about succeeding now and in the future.
78. | I proudly enjoy discussing about my
university with people outside it.
79. | I am determined to give my best effort at
work each day.
80. | I'm persevering toward goals, and when
necessary, | redirect paths to goals in order
to succeed.
81. | I feel engaged because of my loyalty.
82. | I can manage and solve a student
problems and requests well.
83. | Student has an enthusiastic to study
84. | | feel very happy when | am teaching.
85. | I'm so proud and appreciated when I see

the student graduated.
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Part 3 The Open end Question about the Faculty Management

What can be a possible factors of faculty management in order to increase the
effectiveness and faculty engagement both in faculty level and university level?

Thank you very much for your kindly help.



APPENDIX B

PERMISSION LETTERS FOR DELIVERING QUESTIONNAIRE



161

# M5 oob.an/ s ORI e
soThATLT MRS IR TR
il wma oLUETWE RenED

AR oo
‘0! uATRUS 'eddict

dor wammeygariehiuinanmifuiolsneum s

Aou efmavdavinndawansdilne

Aifdaniay  wuuasumalumsided o « au

wiadl wingaing qunedud i¥Elied i doacbemoot SodrwfurBegaEn
wEngaaifrgruivafin awnieuminensyviuazning (adngasunomi) e
Wanumine s setulumniadminand ddntaudinedides “The Factors of
Faculty Management Affecting Faculty Engagernent in Thai Private Universities” Tne nm,
Barlsem Srsust sunrersti B fiimusdanminein s Tasd i iy
nisraamtunsdutaganimeiimddasiingm Idmivenmamparetondulum:
Wideyan s ided o wao n Inbueniueuz auzas oo g0 9% o AU e dayeili
Talsznaunimedinud s lomidmiumematauasiniely Wil i
Ussaviersnfeyaisiiiluanives wouin pasid vnesvindnl oss-raconieo

nesswm e Ny sindusdabriwsldfuauager e iminadu
. - -
nt19 Srwpesunainanine o lonsd

wouanmIudo
- —
(mamany st #5180 granwing
FaURRLTA R NI

dnlnavayns
i o oo exvo
1am o borkd oste



162

§ A5 otlon and DD AR INEN T
wo LRI TR
T weres AT sorUrneT)
AR soxo

b! UNTWLS eddc

dor samumgarekiufaan e eum R

Gvu efmeudawrinmdegsiniuded
Midaniie  wwusmumalumsidesu o« sty

w1 wweainy qrsewud miizind dsacbemoot S rdurBqesen
wingraufaqauivodin aroinaienminensyuiussaafinti (wngaauiami) sus
Waumineniagwd souluseraininand frdamugimudider “The Factors of
Faculty Management Affecting Faculty Fngagement in Thai Private Universiies” Tap 1a.m3,
Ysisznn Sasusy et Ane Fimasimaniaynanaeiamedaiuinindy
niasstamtunsdutayanimeiimddaskingm Idmivemmmpnnstonrluns
ddayemsadadium oo gn Inbuondiunts Aoz ao ga $150 o e o dayoiils
Tusznaunmituding droadusslamiddmmusenatuuasinesell Vil v
Usravdsradeyniu@alnimn wenins Jeosid wsmsireind ocs-riscesieo

neseRwuTESnennauyed windusgnbvieeldfuanumgnssdinady
o197 Sropsounnazaniin w loned

wouaRe e
=
(zearramy st #5380 granvin)
pauuRALEWRL I A

dlnmarmynTs
Tnidnd o soiee axao
‘lia'ﬂ o band seiaio



163

§ a5 atobae/ DD AW TINE TN
so LR TR
i wenes cuE vy sruine®

NUANY somae
bi’ NUATAE 'eddet

da vamrwogaehfiuiens s itnwiinug

oy efmaudawrinndenamm

Mildaniae  wusmumiluniidedn o olu

pdl e qemewad s¥alTediE dvacbmmoot Sodredurggmen
wingusudrguidodin aryiniaiRaEve NSy uEUsED AT (wingmaue i) R
anmineniwd sonfudednimaimmand ddahauiimgdes “The Factors of
Faculty Management Affecting Faculty Frgagernent in Thal Pivate Universities” Tap Ta.m1.
Ystlsem SnauTy st Ane Fibmmeiaun e naugdie s i il
mguinzhﬁﬂunmﬂu‘egnnwﬁmﬁﬁm&dmhnm Falmivamyumpnsionnluns
dtayammidedu emo gn Innuembures anizas mo 0 90U @ e Wahiayeili
Tlsznaunmimuiinug feedubslonidrmuaenmivuasinsely Wik Wy
Usasderrafouniudali i wenns e nneevindm ocds-rccerieo

neevnwEdwensuysd winduogiabsiwessldunrmeymsiominady
at1ah Srvayoumna el Tomedd

wouamaduio
-
(veamemy st ws 38 grawin)
rauuRRLEWRL ML IAE

dnlnnmarayns
fiml o welea axeo
e o ek aee



164

# A5 oteb s DD AENRLIRETTIANME
somhaTu R TR e
W et CLUATIE soRLne D

ATRANY sccao

bJ’ UATWUS edd

dor wemumgnrieiiufaan s ifusosneumadpsimug

Gru efmavdawrinndefida
Meddaniie  wwuasueralunrided oy « adu

wiaf wweing qusewud miizsds dsacbenoos Yndrwduriqoen
wingrafagnauivadin awnianmine sy viuszeing (wing@aau i) sus
Wanminenaamd soulndeimiadwimand ddadauiinuddor “The Factor of
Faculty Management Affecting Faculty Fngagement in Thai Private Univessities™ Tau 1w,
Ysszm Saeuy Wit A Fimanianmdnyinangeifsmeadwiuiniudy
npssdamunsfutayonimeiimddastne Idmvenmmpnsioardunrs
ddayanidudiuan ac g Insuunliusus auzez ao g $1W o A Wordayedla
Tlsznaunmitmuding droadusslamilsmmusenituuasinsiel Vil wn
Usravisevadeyniiidalyinims Wit Jeosid winsssinfnd odereceico

neseRmuTESOnsuysd windusdnbyhenddfuarumgessdnminady
oteh Srupeounualanio w Tonerdd

wouaneanivie
-
(zearramy w3t w5380 gravin)
paunRRLEWRL VI A

inlnmarmynTy
it © soiea aaoo
s o e soeis



165

§ a5 atab ae/ DD AWM TRA
so AT R TR
WO wenes AT ive smune D

AJRANY @omace
bé’ uUnTE edd

dat vamrmmgny ek iensifniseum ihgsiinug

dou admsudienmndantlyu

Mdaniie  wwussumalunsideduo « ey

pufl wieain esewud salsednEn gacbmmoot SndrwdurBnomen
wngosufagquddadin awmaiaumine ey wiuszeaing (wingmauiw i) s
sanmine i aoniudednimiadwanand ddadquiinugdes “The Factors of
Faculty Management Affecting Faculty Engagernent in Thal Private Universities” Tne 7a.a3.
Yslsen Sreus 19 sEi Ay FabemueinydnsnauadRa s aea i il
mi:.m"mhﬁﬂunﬂﬁu{agnnnﬁwmﬁﬁn%ﬂmknén Falmivanrumpnsefiniivluns
ditdnganyifedunu eac qa InsuumBurus ausnz ao n U « Ao Walhdayeila
Tusznaunmimediinug faozdnbsclonliBdmmsuaeniiiaunasimssll Vi wTy
Usraierrafoymiudailianien wenng Jasius nnemindn ocx-rccesieo

nessRrrdnensuysd winduoiadrieeeldfunruayinseionminady
o1 SavayRuAua Tl o Tomat

wouasmaduio
- 3
(spamamy st ws 80 graving
ranARLEsWRL I AT

dnlnnmanayns
i © weloel exeo
e o pend an



166

- -

# 75 otton.eeionme AN Ty

Ao nuluseimuriemand
BT eme ouuEIlng wauanet]

AARNT siclbalo

bé WIFRNY edis
dor vednininaa@nnssuureuanaievsenauntainelwud
Gou o ARSI BEmTEEl
fdande  wussuews ey & sy

#ae wieing il Thnlieihi doscbescct Unimndifggnien vEngRs
Wegmuilufn amnisieumineinsuyeiuaseiAns (WAngasuiuivia) ausirun
winenauyed aniuladiafuuuinseand rha"a\hquﬁﬁnuﬁﬁlm “Factors of Faculty
Management Affecting Faculty Engagement in Thai Private Universities” Ty 1789, $91Usenn
Fagus uoendfivinw ausimuminenansdiveuudshaviubuinssand ws
frrandurrigluddeguiinuddeadiing s Taladeenueymisisiminlunisnse
wuyasunliuninAne et dayailfludssneumniguiivus faeeduvselonid
Frnsuaenafmuiasdnsasly Wall wnvinuseasiuevedoyafaniullsadacia womd
e wnunanvifmi coe-saeslbalno

anzRwuwingnsuysd windusdbiaelifuanuoyanesioniuaiu

i & - 1 * :
TUHA HUTTEUR TN IAWUTN W Tanwai

wausmmrarule
(seamansanse a3 3% gnaing
ARUARE R WINN TN

dmir iyt
i o selss mawo
sar o band meno



167

1t oton seovwed AR wen T
soundnimuuinmiond
el ama ouwaTve tomreny
NPT eceso

bd WoEImey et
dor wolgdvimupdnrisuvuseunuieuszneumshnu g
Gou qm}'mﬁni Wignind

dstdundie  wuvEevowd I @ oy

e tenuing resiul W conoteacot Tnimnduniganen winges
Vi mufiladia armsieuinineinsuywduazesin (wingasuiuimi) auswauy
winnaywd anuludeiauuimamand ddoheufiwudido: “Factors of Faculty
Management Affecting Faculty Engagement in Thai Private Universities” Tag sa.a1, S1usen
rmvas Humensdiune aumimuminenssdiseanudshdvinududwmand woe
ferudnngluidonsiinuddeadindrs Tdadvanueynrisisininlumnis
svuspvenlfuiinfne et fayedlAluuszreumaimuiinud Seezidulselondids
FnsasemIRmussnIasly Woll winiutseasdsvedoymiuduluininse wowim
mwd mnuaslnifm oce-sgcbrieo

anzimumineinsuywd wiadusdubrimaesliurmueyeseioinimty
pthad Sevnvovmuaroninn w Tonved

vousmnudude
- @’Q B‘j
(spemrans1913d 0.5y qravin)
AnuAAuRRRL M INE NI

drineaarynm
st o oo maeio
e o bewit oca



168

i a5 ot welonmed AmERuu RNy
anundiniauyivimand
i s mAAATING lwmned
NPWVNT eolpso

bd mordmuy eees
doe vadinisnnainTskurasur ey senaunYimsiimg
Geu maes immn guauad
fafidandy  wuasumudoy « oy

Fan vweunm quanis Wi eoactaecos Tndnmyiggnion winges
Uiegmuiiude aemsinumineinsypeiuazeins (wdngriviuned) aueie,
niwenaywd soudadeimuinsmond ddniweddnudidos “Factors of Faculty
Management Affecting Faculty Engagement in Thai Private Universities” Tng 1.3, S3Usem
ams ueremdidnn ausiaurinannaéRmnudadvivinduinimend wee
dmudviviglubdenuiinuddosdindn Seladvenruoygrsedeininlunisnis
suussuonlfuridndny athfoyeldluussneunniesjinug Frndulnloviia
Jenmuasniaesdnanely il wininsssedersedoyaifaiiulusaisss wiowim
st wenslvfmd ode-vaolbaio

noeWrumineinsuywd winlusdubvimesldiumusyanedoiniudy

peeh Swprousncnowdun w lemat

wousswaniviie

(9w 19738 #3340 grawia)

AnURARERR U IR NI

dninamuavyms
nidwi o lorlon et
s o bewit e



169

7 15 otten.eelonged ruERR IR NI
anulseRauuivimend
B9 aac ouLETIng temurened
NPYMT soleao

b& wAdnwy beca
do radgivsinuiamrisuuurounuioUseneumsinsionus
Gou  wAArgnidl ooy
dldande  wuumsuonOu & ety

#an woning aseWud Mimbird s eoscbescot IndnvrdunAgerien vingns
Wegmeiindia semaveuvineinsuywéuarednts (vingriuvurei) ansisu
winennnged soduludeRnudvnmend ddnhnefinuiide: “Factors of Faculty
Management Affecting Faculty Engagement in Thai Private Universities™ 1ag sa.m3. I5tsem
dams Humersdivine anewmuminmenanyséResauduhrivinaduinsmend we
finnudnrgluienufinudidosdandr Talniveniweyrsisdarininluniinge
wuuasuaniliuAinAne o doyadliluvseneummigueiinug Feondulslovids
Jmausznisimuresnsnely el wiminusraadezvadoyaifudvlusminde weniing
WEALE mnuauinsfmi ose-vaclonieo

aewnumIngnsuywd wiadusiabvimaeldiunuegametoninudy
o197 Tvpvounaahviun o loned

oA UG
- C %ﬂ%—’
(109 amsII0 #3350 gramie)
mouinuewRu T IR InSuYEE

dninauayynts
iAW © brlba mavo
i o band ewe



170

#l #9 oton.eetonmid AR M INY I Ty
sonudadanmuuinsmiand
0 sad ouwEdlve temensd)
NPT moloao

b& I et

dor vedgdmennpderssuurevousiovsznsunmiweiiims
Fou 1ann e ululle

fifldaris  swumeunwd oy @ oy

#ae v seis Wi comovemoot SnAnyinAggen vingns
Vg mududia awinavauimineinsuywduaresinis (wdngrsuiivi) ansiwun
wiwenruywd aowundatuuimamend Mdshguiinudifes “Factors of Faculty
Management Affecting Faculty Engagement in Thai Private Universities” Tay 1. §5usem
e DuenendiBnn rasimuminenaysiResesiatuivinaduimenond wee
frrudvrrglubatenuiiwudidesdand Felndvenrmueyinsivdoininduniinge
wwvasunuliuddndny edrdeyeildlusznounsiguidwud Frovdutsslendiie
Tnnsuazmavanesdnisslt sl winviusrasdervedeyeiuinlviniess visct
oW wnmatinifw oge-srobeio

rasWuuinensuywd winduedradeimeslffurmueyesetoiminaiiu
ptrah Seeveuqueteniian w lemed

wbLAnsFWtUde

—_— Lw

(seemanyend w3 3d0 grawmie)
PaLFALEWRL NN T

Imdwl o oo oaeo
Wi o baeit metro



171

i #16 oton e AneNaL N s
aoiulusiniuvuivimasd
Wi sac ouuETing wmnansl
N ecoxo

b& wrnvy eeds

dee wodgdnimupdaruuvssuoaiouseneunsihnuiinud
Sou  Aar e o dostwl
ddfdantn  wwussvewiIu @ oy

#au wwlin seus Timsd ) eoscomecos TnfmdiuBggien wingns
VingaufjUndin arwinavmumineinsuywduneosdnts (vdngaiuiuiei) ausimu
winensuywd aoududaiauuiniienand didohnuiinudides "Factors of Faculty
Management Affecting Faculty Engagement In Thai Private Universities” Ty 1.a1. §3Uszm
envas unwdifuTom aueiauvinenaasdieienedadhaviududnimend wee
Sarudnvngluhdeasfinudidesfainds Talaivemmeyiareisiminlumens
suvasuenWuddnfne Reddeyedliluvsenoummiweiinud Seorduvselonid
JeinsuaEmsRmuIesnIsaly sl winviuyseasdeevedeynifandulusaine viseusdivs
szud wenvinifw ode-rxcalso

rurNRuminenaiyyd winduodfimaddiumuoynreisiniudu
ptnaR Ssvovounmmmian o lamat

VOUARSAIWTLRD

= - eI

(3wl w33t grewing
neURRERRWI RN TN

ddnemaariyn
Trsdw o lorllorl aaeto
s o bewit ceny



172

#l 15 oton et RN
anWudnsndmusinameed
(@9 saa ouuaTlvy waunnd
NPT soloalo

b& wrinwy edes
dor  vedgdranadervvuasunaiieysneunhmsimsd
dou  saas gl wowigaro
fefldadie  wussuewdy e oty

#26 wineun uoeRud AU donobescot TnimeAgeuen wingss
Uisymefindie swiniieumineinsuyviuaessins (wdngriununieii) ausinun
winennnyed aoulndsimusivsmand ddohgeiiwuides “Factors of Faculty
Management Affecting Faculty Engagement In Thal Private Universities” 1nb 9a.m3. S5Usenn
fasuas Wueremdihine ausimuminsnsugsiRvruudaduivindudnsud wes
fnudernigluiifonuiinudFesdngn Saladvenrwoyinnedorminlunegs
svumeuenidunidndnm ethieyeililutsnoummimeiiwud fasnduuselonid
Jonmsaasnswauosfnirely el winvinusrasdsevedeymiadulunieso wouin
st wnvintivifmi oge-excesivo

augNauminensuyed wiadusdiebrimeseldfumueyinreioinvinudy
otheR Seveveunmasvinn w Tomad

.
= ‘=%”"°61

(s0amamyensd 33t grawin)
AuAneRR NN Ty

Ivifwd o oot et
M o bewid mewo



APPINDIX C

TALENT MANAGEMENT CONSTRUCTION
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Talent Management Construction
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