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Abstract

The main purpose of this study was to diagnose the organizational life cycle, organizational
culture and lecturers’ commitment to private universities of Thailand. The researcher conducted a
diagnosis in each area and proposed a program of appropriate organizational development intervention
to address the symptoms in each area. The study was conducted by using the opinionnaire and the
interview forms to collect data during the last week of May 2018 from three selected private universities
in Thailand. There were 300 lecturers who were drawn for this study. Data collected through the
opinionnaires were analyzed by demographic statistics, mean and standard deviation. It was found
that the three selected universities were at maturity stage, but the respondents did not state clearly
about the performance and normal problems during this stage. There was a clear understanding that
organizational culture in the private universities was understood well among the lecturers, but they
did not understand how to achieve the objectives. (Is this the author’s intention - “objectives”?) and
how much the organizational culture affected their commitment. The respondents also showed a high

level of commitment to their universities. even though the universities” performances were imperfect.
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Introduction

There is a common problem in private uni-
versities. According to United Nations Organization
for Education, the turnover rate of lecturers is
relatively high,which is 9.3 %. Due to the special
occupation of the teacher, the work is continuous,
so the lecturers’ high turnover rate is not good
for student learning, student development, and
universities progress. On the other hand, the
turnover rate is high, so the human resource
department needs to recruit the new lecturers
often which is very costly for the universities,
according to “the true costs of turnover” of Turn
over (Arbabisarjou Azizollah, Farhang Abolghasem,
&Dadgar Mohammad Amin, 2016). When accounting
for the costs (both real costs, such as time taken to
select and recruit a replacement, and opportunity
costs, such as lost productivity), There are both
direct and indirect costs. Direct costs relate to the
leaving costs, replacement costs and transitions
costs, and indirect costs relate to the loss of
production, reduced performance levels, unnec-
essary overtime and low morale. The true cost
of turnover is going to depend on a number of
variables including ease or difficulty in filling the
position and the nature of the job itself. Estimating
the costs of turnover within an organization can be
a worthwhile exercise, especially since “turnover
costs” are unlikely to appear in an organization’s
balance sheets. Some of the direct costs can be
readily calculated, while the indirect costs can of-
ten be more difficult to determine and may require

“educated guesses.” Nevertheless, calculating
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even an idea of the total expenses relating to
turnover can spur action planning within an
organization to improve the work environment and
reduce turnover. So by doing this research, find

some ways to solve the high turnover problem.

Objective

1. To identify the stage of organizational
life cycle of selected universities

2. To conduct diagnosis of the universities
focusing on organizational culture and lecturers’
commitment

3. To find out relationships between
organizational culture and the lecturers’ commitment

of the universities.

Literature review

This topic presents the review of related
literature on the area of private universities,
organizational life cycle, organizational culture,
and organizational lecturers’ commitment, which
are described as follow:

1. Managing private university
Private universities are typically not operated by
governments, although many receive tax breaks,
public student loans, and grants. Depending on
their location, private universities may be subject
to government regulation. Most private universities
are non-profit organizations. At present, there are
total 38 private universities around the country.
The lists of those universities are shown in Figure

1 below.




University Nick Founded | Age
1 [University of the Thai Chamber of Commerce LT 1540 T8
2 [Huachbew Chalermprakict University WL 1941 77
& JAsia-Pacific International University AlL 1947 Tl
4 |Rrirk University 1952 (]
5 [Bangkek University Bl 162 i
6 ||Siam University £l 1965 5
7 |Dhusakij Pusdin Universsty [ 168 50
& JAssumption University M 1968 19
4 |Sripatum University S 1970 18
10 |Payap Umiversity 1974 H
11 |Seuwih-Easi Asia University SAL 1976 4
12 |Christian University CTL 1533 33
13 |Vongchavalitkul University i 144 kil
14 |Rangsit University RSL 1965 13
15 |The University of Central Thailand TLET 1k kr
16 [|Kasem Bundit University KB 1087 11
17 |North Easiern University HEL 1958 K]
18  [Sani John's Unaversity aJU 15 20
19 [Mahanakemn University of Technology WUT IFHRE Fd
20 JAsian University 193 o5
21 |Rarchathani University RTU 193 25
22 _|Chacpraya Liniversity o 1995 23
23 |Sramiford International University STIU 195 3
24 |Eastern Asis University EAl 1996 2
25 |Hatyai Umiversiny L] 1 x2
26 [Raitana Bandit University RBAL 197 21
27 |Western University Wl 197 21
28 |Farom University ¥l 1998 1]
29 | Thenbari Universaty Thionhuril 1998 20
20 [Morth Chaang Mai Universaty N1 1y 14
I L University FTI 190 [E]
32 |Shinawatra Universaty 311 19y 14
33 |The Far Exstern Universiny FEL 190 1
M |Wiehster University Thaalasd WTC 19 19
35  |The Exstern University of Management and Technology LT 1R 15
36 [Morh Bangkok Usiversity L 2001 17
17 |Banghokihosbun University ETL 2002 16
35 _|E-sam University EsL 2002 16

Figurel: List of private universities in Thailand

Note. From List of private universities in Thailand, by Office of the Higher Education Commission,

2011, Retrieved from http:// www.asef.org

2. Organizational culture

Organizational culture is embedded in
everyday working lives of all culture members.
Organizational culture was very popular topic in
America 20 years ago; the idea of organizational
culture serves to provide a basis for understanding
the difference that may exist between successful
companies operational culture (Schein, 1990),
over the world, those famous companies build
very strong organizational culture.

The process-oriented approaches view
organizational culture as a continuous recreation
of sharing meaning (Roskin, 1986). Typically repre-
sented by Schein’s model (1990), organizational
culture is defined as a pattern of basic assumptions

that a group has invented, discovered of developed

in learning to cope with its problem of external
adaptation and internal integration, and that have
worked well enough to be considered valid, and
therefore, to be taught to new members as the
correct way to perceive, think, and feel in relation
to those problem (Schein 1990, p. 111). In this
research, viewed culture as comprising six aspects:
vision statement, mission statement, values
in organizations, belief in organizations, norm
statement and assumptions statement. Even
different studies had different definitions of
organizational culture, but they tend to contain
certain common themes. For example: culture
represents the values, beliefs, and expectations
shared by its members, culture exerts pressure

on its members to conform to shared codes,
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and culture shapes people’s behaviors. To stay
competitive, organizations need to understand
not only the importance of creating a strong or-

ganizational culture, but how to actually create

one. Although each culture is unique to the orga-
nization it represents, there are still a few com-
mon key elements found in every great culture,

shown as figure 2 below.

que Valios Eoars Behavior Infra
Beliefs Norms | Structure
Core beliefs are | Values are the Fears are the Values and Infrastructure is
patterns of positive results | negative fears combine | developed to
success that that flow from consequences | to form the institutionalize
develop over the core that will happen | boundaries of | behaviors as
time. beliefs. if core beliefs normative the “way we do
are ignored. behavior. things around
here!”
CHAMPIONS TENACITY MANAGEMENT IGNORE REWARDS
RISK TAKING | MEDIOCRITY | EXAGGERATE PLANNING

Figure 2: Elements of organizational culture

Note: From Organizational culture: Can it be a source of sustained competitive advantage, by Jay B.

B, 1986, The Academy of Management Review, 11(3), pp. 656-665.

3. Lecturer’s commitment

In the study of organizational behavior, lec-
turers” commitment is the lecturer’s psychological
attachment to the organization. It can be contrasted
with other work-related attitudes, such as job
satisfaction (a lecturer’s feelings about their job)
and organizational identification (the degree to
which a lecturer experiences a ‘sense of oneness’
with their organization).

Organizational scientists have developed
many definitions of organizational commitment, and
numerous scales to measure them. Exemplary of
this work is Meyer & Allen’s model of commitment,
which was developed to integrate numerous
definitions of commitment that had proliferated
in the research literature. According to Meyer &
Allen (1991, p.439) the three-component model
of commitment, prior research indicated that
there are three “mindsets” which can characterize
a lecturer’s commitment to the organization.

Lecturer commitment can take different forms.
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As a result it is often seen as a human resource
variable which is difficult to define. The context,
direction and development of commitment, as
well as the extent to which commitment influences
behavior can result in confusion and debate. Here
are some definitions of commitment in different
contexts:

1. Connection to a goal. Being bound to
a g¢oal or the determination in respect of a goal,
regardless of the origin of the goal, believing in
a g¢oal and wanting to achieve it also reflects a
certain degree of commitment.

2. Connection to an organization. A
psychological state that binds an individual to
the organization, as a result lecturers are more
loyal to an organization and less likely to leave it.

3. Connection to a job. The probability
that someone continues to work in that job and
feels psychologically bound to it, this is regardless
of whether it is fulfilling or not.

4. Attitude towards their work. The attitude




towards the lecturer’s work comprises two
dimensions. They are:

4.1 Affective attitude: Affective attitude
relates to how much lecturers want to stay at their
organization. If a lecturer is affectively committed
to their organization, it means that they want to
stay at their organization. They typically identify
with the organizational goals, feel that they fit
into the organization and are satisfied with their

work. Lecturers who are affectively attitude feel

Conceptual Framework

INPUT

Man
Money

Material

Method

valued, act as ambassadors for their organization
and are generally great assets for organizations.

4.2 Normative attitude: Normative attitude
relates to how much lecturers feel they should
stay at their organization. Lecturers that are
normatively attitude generally feel that they
should stay at their organizations. Normatively at-
titude lecturers feel that leaving their organization
would have disastrous consequences, and feel

a sense of guilt about the possibility of leaving.

OUTPUT
Turnover/
retention Organizational
Effectiveness
—

Other mamagerial

processes

Population and sample

Due to the establishment time, the
researcher reviews three universities as the
representative of three groups. First Group:
Established time < 26 years which are 19 universi-
ties. Second Group: Established time 27 ~ 51 years

which are 13 universities. Third Group:

Social Science and Humanity

Established time >52 years which are 6 universities.
The target samples are the representatives of
top management team from three universities
and 300 lectures from selected three universities.

The sampling design is shown in figure 3

below.
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Total
Population

-

95 person

Top management Team

Lecturers
1380 person

-

Top management Team

Lecturers

10 person
Make an appointment Respondents
in advanced 10 person

Semple Size
300 person P
Respondents Contact HR to distribute
300 person opinionnaire to

respondents randomly

Figure 3: Population and sampling design

Research tools

Theresearch instrument was the opinionnaire
and it was used for data collection.The opinionnaire
consisted of 5 items of demographic characteristics
and 32 questions with 4 rating scales of organi-
zational culture and lecturers’ commitment. The
content and structural validity were determined
with Item Objective Congruent (I0C) by 3 experts
in the aspects of educational administration.
Another research instrument was interviewer guide,
the researcher conducted formal interview to
top management team and follow the interview
guide. The main topics are the understanding of

organizational culture and lecturers’ commitment.

Data collection

Opinionnaire: The opinionnaires explain
personally in Thai to the Human Resource Officers.
The respondents are requested to hand in the
opinionnaire to Human Resources Officers within
three days after they receive the opinionnaire
from Human Resources Officers. The researchers
collected all the opinionnaires from Human Resources

department.
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Interview: The formalinterview with lecturers
will be conducted outside of universities after
the working hour. The researcher also conducts
the informal interview with the current lecturers
during lunchtime and observes the lecturers’

behaviors during working time.

Statistical analysis

1.The descriptive statistics were used
that included frequency, percentage, mean
and standard deviation. The rating for ex-
planation of level of organizational culture

and lecturers’ commitment as below table:

Arhi Descriptive Rat
1.00 - 1.74 Strongly Disagree (SDA)
1.75 - 2.49 Disagree (D)
2.50 - 3.24 Agree (A)
3.25 - 4.00 Strongly Agree (SA)

2. The inferential statistics used was
“Pearson’s Correlation” analysis.
3. The interview analysis was content

analysis.




Results

The results of this study implemented

with 3 selected private universities with 296

Table 1

respondents were as following:

Respondents’ personal information clarified by age, gender, marital Status, educational level, and

years of working

Age
Frequency Percent Valid Percent Cumulative Percent
20-30 Years 81 27.0 27.4 27.4
31-40 Years 147 49.0 49.7 77.0
Valid 41-50 Years 36 12.0 12.2 89.2
51-60 Years 21 7.0 71 96.3
Over 60 Years 11 3.7 3.7 100.0
Total 296 98.7 100
Missing System 4 1.3
Total 300 100.0
Gender
Frequency Percent Valid Percent Cumulative Percent
Male 66 22.0 22.3 22.3
Female 230 76.7 7.7 100.0
Valid
Total 296 98.7 100.0
Missing System 4 1.3
Total 300 100.0
Marital Status
Frequency Percent Valid Percent Cumulative Percent
Married 116 38.7 39.2 39.2
Single 152 50.7 51.4 90.5
Valid
Widow 28 9.3 9.5 100.0
Total 296 98.7 100.0
Missing System 4 1.3
Total 300 100.0
Educational Level
Frequency Percent Valid Percent Cumulative Percent
Valid Master 212 70.7 71.6 71.6
Doctor 84 28.0 28.4 100.0
Total 296 98.7 100.0
Missing System 4 1.3
300 100.0
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Table 1 (Cont)

Respondents’ personal information clarified by age, gender, marital Status, educational level, and

years of working

Year of Working

Frequency Percent Valid Percent Cumulative Percent
1-3 Years 105 35.0 35.5 35.5
4-6 Years 106 356.3 35.8 71.3
Valid 7-9 Years 44 14.7 14.9 86.1
Over 9 Years 41 13.7 13.9 100.0
Total 296 98.7 100.0
Missing System 4 1.3
Total 300 100.0

In these 296 respondents, the majority
ranges were between 31 years to 40 years which
was 49% of all respondents; there are 66 male, and
230 are female. The major of respondents were
female, which was 76.7% of total respondents;
there are 152 single, 116 are married, 28 widowed. In
this three selected universities most of respondents
were master degree, which were 70.7%, and the
majority group of population consisting of 106
respondents or 35.3% whose year of working

was 4-6 years follows by 105 respondents or

for 14.9% of the total, and the rest were 41
respondents working over 9 years, accounting for
13.9% of the total.

The results of organizational life cycle
were that the organization was at stage of maturity
even there were differences among their
establishment time. Based on the interview and
content analysis, most respondents thought the
organization was on the way of maturity, but
the respondents did not state clearly about the

performance and normal problems during this

35% whose year of working was 1-3 years. There stage.

were 44 respondents in 7-9 years, accounting

Table 2

Results of Perception on Organizational culture

N Mean Std. Deviation

Organization provides clear purpose 296 1.84 .768
Organization provides clear direction 296 1.88 .900
Goals set by the management are achievable. 296 1.98 .800
We can check easily if the mission of the university is achieved 296 1.99 .798
| can easily remember and repeat my university vision. 296 2.04 707
University vision is linked to the purpose in achieving goals. 296 217 .820
University vision describes where the university is going to be better than the 296 2.46 .970

current state.

University vision is Challenging to achieve.

296 1.89
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Table 2 (Cont)

Results of Perception on Organizational culture

N Mean Std. Deviation
University vision is communicated to everyone 296 1.89 .960
The statements also help attract and identify job candidates compatible with 296 2.11 .753
the organization.
Values statements help the member in the organization to understand the 296 2.50 727
organization.
There is a strong cohesion among lecturers in my university. 296 3.37 .826
My university has a clear norm to make me follow and take action. 296 3.23 .528
My university norms are believable. 296 2.93 541
| feel that the university norms are involved in my daily work. 296 3.22 .488
The belief that the organization which | work is the best. 296 2.52 .558
The belief that the organization which | work is reliable. 296 3.24 471
Valid N (listwise) 296

From this research, the researcher found public. Although the lecturers known about the
that in these three selected universities there were organizational culture of their university, they do
their own organizational culture, such as vision, not understand and cannot apply these resources
mission, value, belief, norm and assumption, efficiently to promote university.

which were clearly demonstrated and face to the

Table 3

Results of Perception on Lecturers’” Commitment

N Mean Std. Deviation

| believe and understand my university goals. 296 3.13 .653
| feel that my university wants to achieve its goals very much. 296 3.04 .244
The university goals affect a certain degree of commitment. 296 3.29 .623
| would be very happy to spend the rest of my career with this organization. 296 2.06 9183
| really feel as if this organization's problems are my own. 296 2.21 .733
| feel a strong sense of "belonging" to my organization. 296 2.15 .833
| feel "emotionally attached" to this organization. 296 2.72 .644
| feel "Part of the family" at the organization 296 3.00 .247
| feel that the university has a great deal of personal meaning for me. 296 2.26 796
| feel comfortable with my university environment. 296 3.14 .368
| think the university has a healthy competitive environment. 296 3.58 521
| think the university’s auxiliary facilities (library, classroom equipment, etc.) 296 1.79 .808
have excellent working conditions

| understand the concept of my work. 296 3.51 507
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Table 3 (Cont)

Results of Perception on Lecturers” Commitment

N Mean Std. Deviation
| have highly responsibility to my work. 296 3.39 5156
| satisfy with my work. 296 3.51 .507
Valid N (listwise) 296
The correlation coefficient ranges from -1 implies that all data points lie on a line for which

to 1. A value of 1 implies that a linear equation Y decreases as X increases. A value of 0 implies
describes the relationship between X and Y  that there is no linear correlation between the
perfectly, with all data points lying on a line for ~ variables.

which Y increases as X increases. A value of -1

Table 4

Results of relationship between organizational culture and lecturers’” commitment

Pearson Coerelation
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Rhxniond
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Viskond Pearson Comelaton

Pearson Cormelation
Vimkond
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Wissond
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Discussion

1. Perception on Organizational Life Cycle

In general, the findings of organizational
life cycle were that the organization was at stage
of maturity even there were differences among
their establishment time. Based on the interview
and content analysis, most respondents thought
the organization was on the way of maturity, but
the respondents did not state clearly about the
performance and normal problems during this
stage. However, the top management teams
perceived the stage of organizational life cycle as
“maturity”, according to the research question 1,
the current stage of universities were “maturity”.

2. Perception on Organizational Culture

As private universities in Thailand, these
three universities built very strong organizational
culture to affect the performance of lecturers.
However, the organizational culture did not
communicate to everylecturer in the universities.
The action and performance of universities also
followed by the presidents’ thinking and view.

Mission: Lecturers were not very clear
about organizational mission, even there were
universities” mission shown on the official website,
but the respondents just know it is existing, but
not really understand what mission is. Some
respondents think that increasing the no. of stu-
dents as universities mission, which was achievable
and measurable. So the most respondents thought
the universities did not provide clear purpose
and direction.

Vision: In general, the respondents were not
very undecided on the overall organizational culture
based on the result of this researcher. As one of
important factors in organizational culture, most
respondents cannot easily remember and repeat
universities” vision. In addition, the respondents

disagree that the universities vision was linked to

the purpose in achieving goals. On the other hand,
the most respondents agree that the universities
vision described where the university is going to
better than the status.

Organizational Values & Assumption: The
findings revealed that “Organizational Values &
Assumption” was the major factor perceived
by the respondents that the lecturers clearly
understood that there is a strong cohesion among
lecturers in the universities; respondents also
agreed that value statements help the member
to understand organization.

Organizational Norm: Most of respondents
agreed that there were clear norms to make the
lecturers follow and take action; also, the universities’
norms were believable and involved in their
daily work.

Organizational Belief: Most respondents per-
ceived themselves involved in universities” member,
according the “organizational belief” factor,
most respondents had a feeling of emotionally
attachment and sense of belong with their
organization, and respondents also agrees that
because of organizational belief, so their work
were the best and reliable.

Perception on Organization Commitment

In general, the respondents perceived
the organizational commitments at higher mean
score. Such as connection to a goal and attitude
towards their work, but even the lecturers were
satisfied with their current job but they still did
not work for one university for long term. Because
of their high education background, and the highly
competitive environment

Connection to a goal: “Connection to a
goal” was very important factor for organizational
commitment;the respondents perceived
“Connection to a goal” was related to their

commitment to their organizations. Most respondents
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strongly agree that the universities’ goal were are
very important to them and organizations, they
believe and understand university goals; they
also can feel the universities wanted to achieve
its goal and the goal could affect the degree of
commitment.

Connection to an organization: “Connection
to an Organization” was perceived at the median
mean score, most respondents were dissatisfied
with the current job, and they disagree to be
happy to spend the rest of their career with uni-
versities, so it mean that they were planning to
change their work place. On the other hand, they
also felt to be part of family to the organization
because of cohesion and good relationship among
the colleagues. The lectures still stayed in the
organization, not because they were loyal to the
organization.

Connection to a job: “Connection to a
Job” was perceived at the high mean score, most
respondents agree that they feel comfortable
with the universities environment and strongly
agree that there was a healthy competitive
environment in the universities. On the other
hand, most of respondents had negative opinion
about the universities’ facilities.

Attitude towards their work: “Attitude

e

towards their work” was perceived at the high
mean score, most respondents strongly agree to
satisfy with their jobs, and understand the concept
of works with high responsibility, because all the
respondents were universities lecturers with at
least master degree, those respondents were
very conscious with their jobs, so the attitude is

very important.

Recommendations

Drawing on the significant findings of this
study, the re proposes organizational development
intervention plans. Planned interventions are
intended to improve the benefit and effectiveness
of the entire organization, the goal is to make the
organization more efficient and more competitive
by aligning the organization’s system with its
people. The specific objectives of the proposed
interventions are to improve the perception of
organizational life cycle, organizational culture
and lecturers’ commitment. Organizational
development is a long-term approach to improve
organizational performance and efficiency. In order
to be successful, the owners should open their
minds and support it, only by following the mass
line and listening to all useful opinions can the

company makes a good decision.

&
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