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ABSTRACT

Higher education institutions throughout the globe are under pressure to change and are
currently facing daunting challenges. To meet the challenges, Thailand’s higher education
institutions made reform in terms of academic excellence and requisite standards and quality
assurance which could ultimately affect job satisfaction and job performance of academic
administrators. This study aimed at investigating the relationship between Person-
Organization fit (P-O fit), proactive personality, organizational climate and job performance
with the mediating role of job satisfaction. The study utilized survey questionnaires which
were randomly distributed to 417 academic administrators of public universities in Southern
Thailand. Out of 417 questionnaires distributed, 187 questionnaires were returned and
usable, giving a 45 % of response rate. The hypotheses were tested using PLS-SEM path
modeling techniques. It was found that 7 out of the 9 hypotheses were supported, while the
other 2 were not supported. The results showed that there are positive and significant
relationship between P-O fit, proactive personality, organizational climate and job
performance. The study also found positive and significant relationship between P-O fit,
organizational climate and job satisfaction but no significant relationship between
personality and job satisfaction. The study also found that job satisfaction mediates the
relationship between P-O fit, organizational climate and job performance. Overall, the
findings of the present study provide support of Attraction-Selection-Attrition (ASA) theory
and TWA theory. By implication this study contributes to the body of knowledge as well as
to the policy makers to take appropriate decision on how to improve the performance of
academic administrators. Finally, direction for future research and the conclusion were
discussed.

Keywords: P-O fit, proactive personality, organizational climate, job satisfaction, job
performance



ABSTRAK

Institusi pengajian tinggi di seluruh dunia berada di bawah tekanan untuk berubah dan
sedang berhadapan dengan pelbagai cabaran. Untuk menghadapi pelbagai cabaran,
pendidikan tinggi di Thailand telah membuat pembaharuan dari segi kecemerlangan
akademik dan keperluan piawaian dan jaminan kualiti yang akhirnya boleh
mempengaruhi kepuasan kerja dan prestasi kerja pentadbir akademik. Kajian ini
bertujuan untuk mengkaji hubungan antara pemadanan Manusia-Organisasi, personaliti
proaktif, iklim organisasi dan prestasi kerja dengan peranan pengantara kepuasan Kkerja.
Kajian ini menggunakan soal kaji selidik yang telah diedarkan secara rawak kepada 417
pentadbir akademik universiti awam di Selatan Thailand. Daripada 417 soal selidik yang
diedarkan, 187 soal selidik telah dikembalikan dan boleh digunapakai, menjadikan 45%
kadar tindak balas. Hipotesis kajian telah diuji menggunakan teknik pemodelan PLS-
SEM. Hasl kajian mendapati 7 daripada 9 hipotesis telah disokong, manakala 2 yang lain
tidak disokong. Hasil kajian menunjukkan bahawa terdapat hubungan yang positif dan
signifikan antara pemadanan Manusia-Organisasi, personaliti proaktif, iklim organisasi
dan prestasi kerja. Kajian ini juga mendapati hubungan yang positif dan signifikan antara
pemadanan Manusia-Organisasi, iklim organisasi dan kepuasan kerja tetapi hubungan
yang tidak signifikan antara personaliti dan kepuasan kerja. Kajian ini juga mendapati
bahawa terdapat kesan pengantara kepuasan kerja dengan pemadanan Manusia-
Organisasi, iklim organisasi dan prestasi kerja. Secara keseluruhan, dapatan kajian ini
menyokong teori Tarikan-Pemilihan-Pergeseran (ASA) dan teori pemadanan Manusia-
Organisasi. Implikasi kajian ini menyumbang kepada bidang ilmu pengetahuan dan juga
kepada pembuat dasar untuk mengambil keputusan yang sesuai bagi memperbaiki
prestasi pentadbir akademik. Akhirnya, arah tuju penyelidikan di masa hadapan dan
kesimpulan telah dibincangkan.

Kata kunci: Pemadanan  Manusia-Organisasi,  personaliti  proaktif, iklim
organisasi,kepuasan kerja, prestasi kerja
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CAPTER ONE

INTRODUCTION

1.0 Introduction
This chapter presents the background of the study, the problem statement, research
questions, research objectives, significance of the study, and scope of the study as well as

operational definitions of key terms used in this study.

1.1  Background of the Study

Throughout the globe, higher education institutions are under pressure to change and are
currently facing with daunting challenges. This observation holds true not only in
developed countries, but also in developing countries like Thailand. In this more
competitive environment, direct management by governments is no longer appropriate
and it requires new ways of managing and organizing universities. Offices of the Higher
Education Commission (OHEC) (2014) have reformed the Thai higher education system
in response to the emerging needs of the society and economy. OHEC changed the higher
education system because it believed that it would serve national priorities as well as
address global, national, regional and local demands with the goals to enhance the
country competitiveness. It is believed that the change will serve as prime-movers for the

development of real sector workforce, manufacturing and service sectors.
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APPENDIX A

English Version Questionnaire

{~o Othman Yeop Abdullah
@ Graduate School of Business

Universitl Utara Malaysia

QUESTIONNAIRE

“Person-Qrganization Fit (PO fit), Personality, Organization Climate and Job Performance Among Academic

Administrators in public Universities in Thailand: Job Satisfaction as the Mediator”

Dear Participant,

Thank you for agreeing to participate in this study.

| would appreciate it if you could answer the questions carefully as the information you
provide will influence the accuracy and the success of the research. | hope you will take
approximately 20 minutes to answer these questions. Thank you for your time in
participating in this research.

If you have any questions regarding this research, you may address them to me at the

contact details below.

Yours sincerely

Rungrudee Dittavichai

PhD Candidate

Othman Yeop Abdullah Graduate School of Business
Universiti Utara Malaysia
Email:dittavichai@gmail.com

HP:+660175550497
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SECTION 1: Personal Information

Please tick [ to the appropriate responses for questions 1-7:

No.

Data

1

What is your gender?
COOMale OFemale

Where is your workplace? (department/faculty/Center/Unit)

ODepartment.................... OFaculty.................... OCenter..................

What is your highest academic qualification?
O Bachelor’s Degree OMaster’s Degree ODoctoral Degree
OOthers please specify.........ccooevviiiiiiiinnnn.

Which university do you work currently?

OPrince of Songkla University( songkla campus)
[ Prince of Songkla University( Pattani campus)
OORajamangala University of Technology Srivijaya
OThaksin University

OOSongkhla Rajabhat University

OYala Rajabhat University

OPrincess of Naradhiwas University

What is your current administrative job position?
ODean

ODirector

OHead of Department

OOthers please specify...................

How many years have you work with this university?
<5 years [J6-10 years O11-15 years
016-20 years O>21 years

How many years have you been in the administrative job position?
[1<5 years [16-10 years [111-15 years
[116-20 years [1>21 years
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SECTION 2: Adaptive Performance
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5

equals strongly agree. Tick one box for each question.

Level
1 2 3 4 5
o @
> L
Items 2 & = © <
(| > = o N
> |8 |3 | ¥ |5
2 |0 |F 5
o =
Z n
Creativity
1 | 1 do not hesitate to go against established ideas and 1 2 3 4 5
propose an innovative solution.
2 | Within my department, people rely on me to suggest | 1 2 3 4 5
new solutions.
3 | l use a variety of sources /types of information to 1 2 3 4 5
come up with an innovative solution.
4 | 1 develop new tools and methods to resolve new 1 2 3 4 5
problems.
Reactivity in the face of emergencies
1 | | am able to achieve total focus on the situation to | 1 2 3 4 5
act quickly.
2 | | quickly decide on the actions to take to resolve | 1 2 3 4 5
problem.
3 | I analyse possible solutions and their ramifications | 1 2 3 4 5
quickly to select the most appropriate one.
4 |1 easily reorganize my work to adapt to the new | 1 2 3 4 5
circumstances.
Interpersonal Adaptability
1 | I develop good relationships with all my| 1 2 3 4 5
counterparts to improve my interaction with them.
2 || try to understand the viewpoints of my | 1 2 3 4 5
counterparts to improve my interaction with them.
3 | I learn new ways to do my job better in order to | 1 2 3 4 5
collaborate with such people.
4 | I willingly adapt my behavior whenever I need toin | 1 2 3 4 5
order to work well with others
Training & Learning Effort
1 | I undergo training on a regular basis at or outside of | 1 2 3 4 5
work to keep my competencies up to date.
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2 | I am on the lookout for the latest innovations in my | 1 2 3 4 5
job to improve the way | work.
3 | I look for every opportunity that enables me to | 1 2 3 4 5
improve my performance.
4 || prepare for change by participating in every | 1 2 3 4 5
project or assignment that enables me to do so.
Managing work stress
1 | I keep my cool in situations where | am required to | 1 2 3 4 5
make many decisions
2 |1 look for solutions by having a calm discussion | 1 2 3 4 5
with colleagues.
3 | My colleagues ask for my advice regularly when | 1 2 3 4 5
situations are difficult because of my self-control.
SECTION 3: PO Fit
Instructions: Describe the fit between “your values and the organization’s values”.
Tick one box for each question.
Level
1 2 3 4 5
& _ &
Items .1 = IS T 3
o o 4:—; ho] o
=18 2|8 |%
Q )
> >
1 | My values match or fit the values of this| 1 2 3 4 5
organization.
2 | | am able to maintain my values at this company. 1 2 3 4 5
3 | My values prevent me from fitting in at this | 1 2 3 4 5
company because they are different from the
company’s values.
4 | | feel that my personal values are a good fit with this | 1 2 3 4 5
organization.
5 | This organization has the same values as | do with | 1 2 3 4 5
regard to concern about others.
6 | This organization has the same values as | do with | 1 2 3 4 5
regard to honesty.
7 | This organization has the same values as | do with | 1 2 3 4 5

regard to fairness.
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SECTION 4: Proactive Personality
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5

equals strongly agree. Tick one box for each question.

Level
1 2 3 4 5
[<B)
(<) (b}
> L
Items S E | = @ <
(| > = o N
> 3 3 > S
g |0 S
o =
= n
[92)]
1 | I am consistently on the lookout for new ways to | 1 2 3 4 5
improve my life.
2 | Wherever | have been. | have been a powerful force | 1 2 3 4 5
for constructive change.
3 | Nothing is more exciting than seeing my ideas turn | 1 2 3 4
into reality.
4 | If I see something I don’t like, | fix it. 1 2 3 4

5 | No matter what the odds, if | believe in something | | 1 2 3 4
will make it happen.

6 | I love being a champion for my ideas, even against | 1 2 3 4
others’ opposition.

7 | I excel at identifying opportunities. 1 2 3 4

8 | I'am always looking for better ways of doing things. 1 2 3 4

9 | If I believe in an idea, no obstacle will prevent me | 1 2 3 4

from making it happen.

10 | I can spot a good opportunity long before others | 1 2 3 4

can.
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SECTION 5: Organizational Climate
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5

equals strongly agree. Tick one box for each question.

Level
1 2 3 4 5
[<B)
(<) (b}
> L
ltems S & = @ <
()] o)) = o N
> 3 > > | 5
=4 o S
o =
= n
[92)]
1 | Inthis university, | often have been encouraged to 1 2 3 4 5
propose new ideas.
2 | In this university, | have been praised for my 1 2 3 4 5
innovation behavior.
3 | In this university, I can challenge other’s ideas 1 2 3 4
through positive thinking.
4 | In this university, | was expected to work in a more 1 2 3 4
creative way.
5 | In this university, sufficient budget is provided to 1 2 3 4
support development of an innovative project.
6 | In this university, it is acceptable for staff member l 2 3 4
like me to fail to achieve the expected outcome
while carrying out an innovative learning plan.
7 | In this university, my superior value the 1 2 3 4
contribution | made.
8 | In this university, I can freely exchange ideas. 1 2 3 4

SECTION 6: Job Satisfaction
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5

equals strongly agree. Tick one box for each question.

Items
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3 @
> L
2 3 = @ <
> %3 |2 3
[o) Ia) Z g
S =
= n
(9p}
1 | I am satisfied with every individual in my work 1 2 3 4 5
group.
2 | | am satisfied with my supervisor. 1 2 3 4 5
3 | I am satisfied with my job. 1 2 3 4 5
4 | 1 am satisfied with my current workplace. 1 2 3 4 5
5 | I am satisfied with my pay, as regards to my efforts 1 2 3 4 5
and my skills.
6 | | am satisfied with the progress | have made in this 1 2 3 4 5
organization so far.
7 | I am satisfied with chance for getting ahead withmy | 1 2 3 4 5

current organization.

End of questionnaire
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APPENDIX B
Thai Version Questionnaire
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APPENDIX C

Letter of Recommendation for Data Collection and Research Work

OTHMAN YEOP ABDULLAH
GRADUATE SCHOOL OF BUSINESS
Universiti Utara Malaysia

06010 UUM SINTOK

KEDAH DARUL AMAN

MALAYSIA

»UUM

Universiti Utara Malaysia

Tel.: 604-928 7101/7113/7130
Faks (Fax): 604-928 7160
Laman Web (Web): www.oyagsb.uum.edu.my

KEDAH AMAN MAKMUR e BERSAMA MEMACU TRANSFORMASI

UUM/OYAGSB/R-4/4/1
8 May 2016
Dean / Director
(In Thailand University)

Dear Sir/Madam,

LETTER OF RECOMMENDATION FOR DATA COLLECTION AND RESEARCH WORK

This is to certify that Rungrudee Dittarichai (Matric No: 92325) is a student of Othman
Yeop Abdullah Graduate School of Business, Universiti Utara Malaysia persuing her
Doctor of Philosophy (PhD). She is conducting a research entitled “Person-
Organization Fit (PO-FIT) Personality, Organizational Climate and Job Performance
Among Academic Administrators in Public Universities in Thailand : Job Satisfaction
as the Mediator” under the supervision of Assoc. Prof. Dr. Norsiah Bt Mat.

In this regard, we hope that you could kindly provide assistance and cooperation for
her to successfully complete the research. All the information gathered will be strictly
used for academic purposes only.

Your cooperation and assistance is very much appreciated.

Thank you.

“KNOWLEDGE, VIRTUE, SERVICE"

for Dean
Othman Yeop Abdullah Graduate School of Business

cec - Supervisor
- Student’s File (92325)

VA

MBA @) Ivaa 2 cira® BN T B Y, s rrove s @ Lo sl 292

Universiti Pengurusan Terkemuka
The Eminent Management University
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APPENDIX D

Name of Expert

Name

position

Work place

Dr. Onuma Suphattanakul

Lecturer

Faculty of Commerce and
Management, Prince of Songkla
University, Trang Campus, Trang
Province, Thailand

Dr.Khanungnit Hnuchek

Director

Student Career Development Center
,125/502 Polpichai Rd. Hatyai
Songkhla, Thailand 90110

Dr. Patcharee Scheb-
Buenner

Deputy Dean

Didyasarin international college,
125/502 Polpichai Rd. Hatyai
Songkhla, Thailand 90110

Dr.Phathraon Wesarat

Lecturer

Faculty of Humanities and Social
Sciences, Prince of Songkla
University (Pattani Campus), Pattani
94000, Thailand

Dr.Thammayantee
Phayoonpun

Lecturer

Faculty of Management Science ,
99 Mo0.8 T.Khok
Khian,Muang,Narathiwat

96000, Thailand

Tawan Rattanaprasert

Head of Foreign
Language Program

Faculty of Humanities and social
Sciences,

Songkhla Rajabhat University, 160 ,
Moo 4 , Tambon Khoa-Roob-Chang,
Muang District , Songkhla 90000

Rongdara Rochanahasadin

Lecturer

Centre for International
Languages(CIL)

Universiti Malaysia Perlis
Asrama Pekerja,JIn Ulu Pauh,
Kampung Tengab,Ulu Pauh,
02600,Pauh,Arau Perlis,Malaysia
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APPENDIX E

Descriptive Statistics for Demographic Variables

1. Gender
Gender
Valid Cumulative
Frequency | Percent Percent Percent
Valid male 91 48.7 48.7 48.7
female 96 51.3 51.3 100.0
Total 187 100.0 100.0
2. Workplace
Workplace
Valid Cumulative
Frequency | Percent | Percent Percent
Valid Se‘oa”me” 21| 112 11.2 11.2
faculty 133 71.1 71.1 82.4
center 23 h2:3 123 94.7
Unit 9 4.8 4.8 99.5
other 1 5 5 100.0
Total 187 | 100.0 100.0
3. Education
Education
Valid Cumulative
Frequency | Percent Percent Percent
Valid Bachelo 19 102 10.2 10.2
Master 99 52.9 52.9 63.1
poctora 69 369 36.9 100.0
Total 187 100.0 100.0
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Appendix E cont...

4. Work Currently

University
Valid Cumulative
Frequency | Percent Percent Percent
Valid ;’S“(songk'a 21 112 11.2 11.2
psu(pattani) 22 11.8 11.8 23.0
aRaJamanga' 31| 16.6 16.6 39.6
tsu 22 11.8 11.8 51.3
skru 45 24.1 24.1 75.4
yru 29 15.5 155 90.9
pnu 17 9.1 9.1 100.0
Total 187 100.0 100.0
5. Administrative job position
Position
Valid Cumulative
Frequency | Percent Percent Percent
Valid dean 16 8.6 8.6 8.6
deputy dean 73 39.0 39.0 47.6
head of program 38 20.3 20.3 67.9
director 11 59 59 73.8
deputy director 21 11.2 11.2 85.0
head of 24 12.8 12.8 97.9
department
deputy of 4 21 21 100.0
department
Total 187 100.0 100.0
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Appendix E cont...

6. Year of work with University

Time U
Valid Cumulative
Frequency | Percent Percent Percent
Valid <5 27 14.4 14.4 14.4
6-10 48 25.7 25.7 40.1
11-15 37 19.8 19.8 59.9
16-20 26 13.9 13.9 73.8
>20 49 26.2 26.2 100.0
Total 187 100.0 100.0
7. Year of work in administrative
Time admin.
Valid Cumulative
Frequency | Percent Percent Percent
Valid <5 109 58.3 58.3 58.3
6-11 58 31.0 31.0 89.3
11-15 14 75 7.5 96.8
16-20 5 2.7 2.7 99.5
>20 1 5 5 100.0
Total 187 100.0 100.0

233




APPENDIX F

List of Participants for Preliminary Interview

Name

position

Work place

Dr.A

Head of Department

Faculty of Commerce and
Management, Prince of Songkla
University, Trang Campus, Trang
Province, Thailand

Dr.B

Director

Student Career Development Center
,125/502 Polpichai Rd. Hatyai
Songkhla, Thailand 90110

Dr.C

Deputy Dean

Didyasarin international college,
125/502 Polpichai Rd. Hatyai
Songkhla, Thailand 90110

Dr.D

Deputy Dean

Faculty of Humanities and Social
Sciences, Prince of Songkla
University (Pattani Campus), Pattani
94000, Thailand

Dr.E

Deputy Dean

Faculty of Management Science ,
99 Moo0.8 T.Khok
Khian,Muang,Narathiwat

96000, Thailand
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APPENDIX G
Interview Protocol Questions

These questions asked aspects of the job surprised YOU the most when taking their first
appointment as an academic administrator.

Please answer the question bellow:

1. You position might require you to evaluate your colleagues. Do you prepare for the
evaluation of your colleagues?
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6. Do you find that your roles as academic administrator hinder you from devoted to
teaching, research and publication?

Thank you
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