MIEsuyveaniuazdnuians wninendesvdyiiyadsas | 27

Uil 18 atduil 1 wnsen-diquisu 2567

UNAUIAY (Research Article)

HANTENULGIAUYRINITIUNTATUEYUBIANITAINYUNBIVDY TMT:
nsalfnen arenistuludssmelne
Negative Effect of Perceived Organizational Support from the
Too-much of Good Thing Effect (TMT): Evidence from the Aviation

Organizations in Thailand

555159 A TR
Thamarat Jangsiriwattana
UNANED

v
v aAaou

ATeililngUszasdifiensisasuunumiBsauvenisiuinisatuayuesin1sidwasie
ANNFUTUSTEnINBVENavasuAdnamTesniunsuUsdunug Tnen1ssiusiudeyaaingneu
wuuaeua 620 au Mvhaulussdnisnmsduluusamealvesinunisneutuuaeumus AU NAdey
aunAguseaiiminneiaumvanesBadunman amsiTenuiminnuiitiyadnamBsgniidvizna
san1suusduaiuiluesdnisegraiifoegddgy n1sfuinisaduayuvetodnsuanualiaude
awduiusseviadnaudifiyadnamidssnuaznisuatiuaud wandiduimnnninanuiuins
atuayuvesesdnislussduiigeaduliuuliuasuistiunnuddenas nansdnwiainesdauide
EJEJmmﬂmﬁfl’]’stiawﬁwﬁﬁﬁmﬁmi%“uifmiaﬁuaqu%aaﬂﬁmﬁmﬂgmawm TMT Bnviananisidess
annsntIeissENese U iRmy HR lussdmslifiummudamesnsusumnuaunaserinaleune
msafuaywuesesdnslimnzauivafesmsvemiinauieadulifnuadnsfesdnisianis

Addny: nswdslumnud mssuimsaduauuedAng UARNAMBIIN N1SIANISNINEINTUYYE

Asdu

Abstract

The purpose of this research was to investigate perceived organizational support as a
negative influence on the relationship between proactive personality and knowledge sharing. Data
was collected from 620 respondents in the aviation industry in Thailand via a self-administered
questionnaire. Multiple regression analysis was used to test the hypothesis. The findings revealed
that a proactive personality significantly influences knowledge sharing. Perceived organizational

support, or, more particularly the lack of it, was shown to have a negative effect on the relationship
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between proactive personality and knowledge sharing by reducing the positive effect of proactive
personality on knowledge sharing. This novel finding extends the role of perceived organizational
support from prior research and further informs the perspective of HR practitioners in the
organization.

Keywords: Knowledge sharing, Perceived organizational support, Proactive personality, Human

resource management, Aviation

Introduction

Perceived organizational support (POS) is derived from the social exchange theory
(Cropanzano & Mitchell, 2005) and has been considered a favorable variable in organizational studies
(Eisenberger et al, 2020; Yang et al, 2020). The assumption is that POS increases employee
performance at work. Kurtessis et al. (2017) suggested that POS creates positive organizational
outcomes including orientation toward the organization and work, trust in the organization, affective
organizational commitment, job performance, organizational identification, job involvement,
subjective well-being, and desirable employee behavioral outcomes. Furthermore, POS reduces
employees’ negative behaviors such as withdrawal activities, turnover intentions, job search
behavior, and turnover in the organization. POS, therefore, can be seen as an approach to enhancing
organizational performance.

Currently, the perspective of too-much of good thing effect (TMT) suggests that when good
things in an organization are present in excess and reach a threshold (e.g., supportiveness), it can
backfire (Pierce & Aguinis, 2013; Burnett et al., 2015). Thus, it reveals that the relationship between
POS and employees' taking charge is not characterized by a linear form. It means when POS is
presented in excess, employees may perceive POS as an indication of being incompetent or
overhelped. They may perceive as self-threatening and thus employees become unable to
reciprocate for a high level as expected, resulting in subsequent negative reactions (Caesens &
Stinglhamber, 2020). Therefore, employees who perceive high levels of support from their
organization might at some point consider that they have done enousgh efforts to reciprocate, leading
to plateauing effect in the POS - outcomes relationships that can lead to negative effects.

The COVID-19 pandemic has had a significant impact on global air transport, including in
Thailand, where international air travel has started to suffer since late February 2019. Domestic air
transport in Thailand has started to suffer since the Emergency Decree on Public Administration in
Emergency Situations was issued on 26 March 2020, resulting in the lowest number of passenger
and domestic and international flight volumes in Aprit 2020. However, the situation has been
resolved after the airlines resumed their flights in May 2020 (The Civil Aviation Authority of Thailand,
State of Thai Aviation Industry, 2020). There are 43 airline operators in Thailand including 19
scheduled air operators, 19 non-scheduled air operators, and 5 aerial work operators (The Civil
Aviation Authority of Thailand, State of Thai Aviation Industry, 2019). According to the survey in 2023,

employees in the aviation organization in Thailand receive an average of their financial income
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slightly higher than other jobs (Average salary in Thailand in 2023, 2023). Not only the financial
benefits, but organizations also provide housing compensation, transportation cost, and others.
According to organization support theory, employees’ effort and performance would be expected

to be increased by the organization which provides a high supporting system.

Research Objectives

Existing literature in knowledge management reveals that employee intends to share their
knowledge which helps them to learn in an organization e.g., Afsar & Badir (2017), Jin & McDonald
(2017). Recently, Yang et al. (2020) frame up that employee with proactive personality tends to
share more. Additionally, most of prior research consider POS as a stable and positive variable in
which may enhance employee positive behavior (Caesens & Stinglhamber, 2020). According to the
study of Yang et al. (2020), it is assumed that POS also increase employee’s knowledge sharing
behavior. To extends the view of POS from the TMT perspective, POS is brought to the attention
and aims to investigate its negative effect between proactive personality and knowledge sharing. To
extend the knowledge from the study of Caesens & Stinglhamber (2020), it is called for further
analysis of the potential negative moderating effects of perceived organizational support. Thus, the
two research questions are set as (1) Does proactive personality positively related to knowledge
sharing?; and (2) Does POS negatively moderate the relationship between proactive personality and

knowledge sharing?.

Literature Review

The Direct Influence of Proactive Personality on Knowledge Sharing

The knowledge-based theory of the firm (Grant, 1996a) propose that knowledge is a key of
organizational growth and competitive advantage. It first develops in individuals. Knowledge is an
important intangible asset. Thus, knowledge sharing is a prerequisite to organizational success.
Knowledge sharing means a process in which employee in organization exchange knowledge and
create a new one (Yang et al,, 2020). It helps an organization to maintain its competitiveness in the
business because organization gets benefit from using and optimizing the knowledge as the
important resources that share and learn among their employees. The existing literature on
knowledge sharing tends to focus on organizational factors, such as leadership, and organizational
justice (Akram et al., 2020; Gerpott et al,, 2020). However, the meta study of Witherspoon et al.
(2012) reveals three antecedents of knowledge sharing, there are employee’s intentions and
attitudes, organizational culture, and rewards to knowledge sharing. From their study, the individual
factor — attitude and intentions -has been included as one of the key factors in knowledge sharing

in an organization.
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Recently, the increasing studies of positive psychology have provided an individual
characteristic of employee that influence innovative behavior in the workplace. It has been found
that proactive personality is an internal factor affecting the psychological, attitude, and behavior of
employees (Chong et al., 2021; Wang & Lei, 2021). Especially, a proactive personality is a suitable
characteristic of employee for the workplace requirement that needs to respond to changing
environment. Akram et al. (2020) find that a powerful individual characteristic can predict innovative
behavior. This is in line with the self-determination theory (SDT), it suggests that individuals tend to
be motivated to achieve goals by integrating their responses to the changing environment. A
proactive personality has been dominated to enhance an individual’s learning and performance. It
has been found to be significantly related to innovative work behavior. However, little research
contributed to unveiling its function to knowledge sharing e.g., Hon et al. (2021). Therefore, the
hypothesis 1 is developed as.

Hypothesis 1: Proactive personality positively influences knowledge sharing
The Moderating Effects of Perceived Organizational Support (POS)

POS is defined as the employee’s perception about the extent to which the organization
values their contributions and cares about their well-being (Eisenberger et al., 2020). This perception
is based on the reciprocity process between organization and employee. If employee’s need is
fulfilled, it will create positive outcomes for both parties (Giao et al., 2020). Previous studies show
that POS is an antecedent of different organizational outcomes such as organizational commitment,
work engagement (Eisenberger et al., 2020). POS can decrease the negative behaviors such as
turnover intentions (Kurtessis et al.,, 2017). In addition, Caesens et al. (2019) reveal that POS can
reduce the workplace conflict. Existing research demonstrates that POS is strongly involve with the
employee behaviors.

In relation to the current study, several studies reveal that POS plays a moderator between
the different variables. For example, Duke et al. (2009) reveal the moderating role of POS between
emotional labor and job performance and job satisfaction. Jain et al. (2013) reveal that POS
moderates the relationship between organizational stressors and organizational citizenship behavior.
Recently, Giao et al. (2020) find that POS plays as a moderator in the effect of emotional intelligence
on tumnover intention. The result indicates that turnover among employee in the banking sector was
reduced because of POS. Previous research identifies that employee will better adapt with their
career and contribute higher performance if they perceive well organizational support (Affum-Osei
et al., 2020). However, POS has been viewed as positive intervention in organization. As a conceptual
framework purposed by Caesens & Stinglhamber (2020), POS may potentially be negatively influence
organizational performance. Thus, for further analysis of the work of Caesens & Stinglhamber (2020)
on negative effects of POS, hypothesis 2 can be developed as.

Hypothesis 2: Perceived organizational support negatively moderates the relationship

between proactive personality on knowledge sharing.
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Research Methodology

Respondents and procedures

The sample size is calculated by using a-priori sample size calculator. The criteria have been
set as an anticipated effect size of 0.2, the desired statistical power level of 0.8, and a probability
level of 0.05. The result shows a sample size of at least 376 cases is required (Sober, 2020). A
convenience sampling approach is used to collect data from the airline organizations in Thailand.
Data collection was by pen — and — pencil questionnaire. Items are rated according to a 6-point
Likert scale ranging from (1) strongly disagree to (6) strongly agree. Respondents participated
anonymously and voluntarily.

The original guestionnaire was in English. Following the recommendation of Rovinelli &
Hambleton (1976) and Turner & Carlson (2003), the questionnaire was translated into Thai by a
committee of four Thai professors who are expert in English. An index of item-objective congruence
(I0C) was evaluated by three Thai professors who have expertise in organization development (OD).

Measures

The measurement instrument for the research was a self -administered questionnaire by
using pen-and-pencil questionnaire. This approach was chosen because it is a rapid and reliable
approach to data collection (Bryman, 2016).

Proactive personality is measured from 3-items developed from Bateman & Crant (1993).
The sample statements are “If | see something | don’t like, | fix it, | am always looking for better ways
to do thing, and Nothing is more exciting than seeing my ideas turmn into reality”.

Knowledge sharing is measured with 5-items developed from Yang et al. (2020). The sample
statements are “| participate in the group discussion on the topics that are important to my job, |
share my problems about my classroom teaching with my colleagues, and | share my issues related
to my development with my colleagues”.

Perceived organizational support is measured with 4 items developed from Eisenberger
et al. (1986). The sample statements are “The organization cares about me, the organization
considers my goals and values, and the organization is willing to extend itself in order to help me

perform my job to the best of my ability”.

Data Analysis

Atotal of 700 questionnaires were sent to four airline organizations in Thailand. 650 (92.85%)
questionnaires were returned. After data screening, there were 620 sets of usable questionnaires. In
terms of gender, 30.60% of respondents were male and 69.40% were female. The majority of
respondents were aged between 21 to 30 years old (61.30%) with most of the remainder aged 31 -
45 years old. Almost all respondents (97.70%) had a bachelor’s degree. The majority had 1 to 9
years’ work experience (88.70%) and a small number had more than 9 years’ work experience
(11.30%).
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Research Results

Three separated moderated multiple regressions were conducted to test the interaction
between proactive personality and perceived organizational support on knowledge sharing (Cohen
et al,, 2003). In the first step, the main effects of proactive personality were regressed on knowledge
sharing. The second step, proactive personality and perceived organizational support were regressed
on knowledge sharing. The final step included the cross-product term representing the interaction,
an interaction is established when the interaction term accounts for a significant increment of
variance beyond that which is explained by the main effects alone.

Table 1 displays the mean, standard deviation, AVE, Composite reliability (CR), and
Cronbach’s Alpha value of constructs from data collection (n = 650). According to Hair et al. (2016)
this result showed all values passed the threshold (AVE > .50; CR > .70). Cronbach’s alpha around
.70 and above are considered acceptable (Kline, 2011). Correlation was conducted to confirm the
relationship and direction among variables. The result showed a significant relationship among PP,
KS, POS, and POS x PP.

Table 1 Mean, Standard Deviation, AVE, CR and Cronbach’s Alpha Value of variables, and Inter-
correlation among PP, KS, POS, POS x PP

Cronbach’s
Mean S.D. AVE CR 1 2 3 4
Alpha
1. PP 5.08 2.23 66 4! 75
2.KS 5.02 3.74 67 91 .88 5%
3. POS 3.82 4.43 85 .96 94 49%* 45%*
4. POS x PP 3% BgFx g

Note: n = 650; * p < .05; ** p < .01; PP = proactive personality; KS = knowledge sharing; POS =
perceived organizational support; POS X PP = interaction between perceived organizational support

and proactive personality.

As evidence in Table 2, the result showed that PP was significantly related to KS (8 = .75; p
< .001) which supports hypothesis 1. This can explain 56% of the relationship between PP and KS.
The analysis followed the recommendation of Aiken and West (1991) to test the moderating effect.
They recommended centering the independent variable (PP) and the moderating variable (POS)
before multiplying them together to create the interaction term to avoid the multicollinearity issue.
Then, the interaction of PP and POS (PP x POS) was inserted into the equation. The result shows PP
was decreased and significantly related to KS (8 = .66; p < .001). The interaction of PP and KS (PP x
POS) was significantly influenced the relationship between PP and KS (8 = -.11; p < .001). In addition,
the interaction of PP and KS shows its negative influence on the relationship between PP and KS.

Thus, research hypothesis 1 and hypothesis 2 were accepted.
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Table 2 Results of hierarchal multiple regression analysis for knowledge sharing

Model 1 Model 2 Model 3

B SE B B SE B B SE B
Constant 25.08 .09
Centred PP 1.26 .04 .75
Step 1
Constant 2508 .09
Centred PP 118 .05 .71*
Centred_POS .08 03 .10%
Step 2
Constant 25.23 11
Centred PP 1.11 .05 66
Centred_POS .06 .03 07
Interaction effects PP x POS -03 01 =11
R2 56 57 58
F 811.06 10.56 12.66
AR 00 01 01

Note: n = 650; * p < .05; ** p <.001

Hypothesis 2 addresses the moderating role of perceived organizational support on the
relationship between proactive personality and knowledge sharing. The estimated coefficients shows
that perceived organizational support negatively moderates the association between proactive
personality and knowledge sharing. More specifically, results of a simple slope test reveals that the
effect of low perceived organizational support for employee on knowledge sharing. Therefore, the
interaction effects of perceived organizational support on proactive personality were tested by
following Aiken and West’s (1991) procedure for plotting the interaction terms by deriving regression
equation for each condition. The moderation interpretation is to compare and contrast the slopes
of the two lines. Notice in this case that the steepest slope (the strongest positive association) occurs
for individuals who reported low perceived organizational support. In contrast, the flattest slope (the
weakest association) occurs for individuals who reported high perceived organizational support. As
presented in Figure 3, the steepest slope of low perceived organizational support which will be

further discussed.
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Figure 3 The moderating effect of Perceived Organizational Support (POS)

Discussion of research results

The discussion will be based on the previous research and according to the research
questions.

Research question 1: Does proactive personality positively relate to knowledge sharing?

This finding supports previous research that proactive personality can predict the knowledge
sharing in the organization (Hon et al,, 2021). As displayed in Figure 1, proactive personality can
explain 75% of knowledge sharing in the organization (3 = .75; p < .001). This result is in line with the
study of Li et al. (2020). They revealed that proactive personality activated positive state of learning
which produced a high potential for employee to share their knowledge. However, in the aviation
industry in Thailand, the result shows that employee with proactive personality will be more engage
in knowledge sharing. They will follow their own intentions which encourage them to participate in
knowledge sharing behavior. They will keep updating their knowledge and skills including learmning
new things which enhance an organization's capability in response to the changing environment. To
achieve their goals, they are more likely to take every opportunity to go beyond job expectation.
Furthermore, employee with proactive personality enhances team to learn and share. Zhao et al.
(2022) suggest that employee with proactive personality will help organizations to gain more
competitive advantages by share and learn among team.

Research question 2: Does POS negatively moderate the relationship between proactive
personality and knowledge sharing?

In previous research favors the positive role of perceived organizational support on many

different outcomes and behaviors in the organizational management (e.g., Eisenberger et al., 2020).
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On the other hand, perceived organizational support can negatively influence outcome behaviors as
proposed by Caesens and Stinglhamber (2020). This finding shows empirical evidence to support the
framework of Caesen and Stinglhamber (2020) that perceived organizational support negatively
influence the relationship between proactive personality and knowledge sharing, in this case, the
aviation industry in Thailand. Perceived organizational support was inserted to the equation, the
effect of proactive personality was decreased (8 = .66; p < .001). Perceived organizational support
negatively influences the association of proactive personality and knowledge sharing (3 = -.11; p <
.001). Although this is a small effect but significant. It indicated that the higher level of perceived
organizational support, the lower level of the intention of knowledge sharing among employees with
proactive personalities.

As proposed by Caesen and Stinglhamber (2020), POS might lead to negative consequences.
An imbalance in reciprocated processes between the aviation organization in Thailand and their
employees (to receive more than what we give) might lead to feelings of inequity, generating negative
emotions among employees. In consequence, it may decrease the employees’ potential to share
their knowledge. This finding supports the previous study of Caesen and Stinglhamber (2020) that
employees perceiving high levels of support might at some point consider that they have done
enough efforts to reciprocate for the positive treatments received from the organization, leading to
plateauing effect in the POS-outcomes relationships that can either lead to an asymptotic decline in
beneficial effect, or negative effects.

Theoretical Implication

Previously, perceived organizational support was investigated based on the organization
support theory (OST), and social exchange theory (SET). There is strong evidence from the existing
research to support it. However, this current study opens the view of perceived organizational
support from the TMT perspective. The result of this study supports the TMT perspective that
identifies the negative side of perceived organizational support. It is certain that, with good
organizational supporting packages, organizations have high expectations of reciprocity from their
employees in return. As a consequence, employees feel more stressed if they perceive overly
significant support from their organization. Therefore, HR in the organization must take into account
the advantages and disadvantages arising from any theory. Currently, perceived organizational
support is one of the organizational factors in organizational studies. These theories help the
management team to create a balance within the internal process that affects the employees’
performance.

Practical Implication

These findings are beneficial for HR in the organization in two significant ways. First, it
confirms that individual traits and characteristics enhance knowledge sharing which contributes to
increased organizational competitiveness. Changes to the recruitment and selection process may be

considered in aviation organizations. The result demonstrates that an employee with a proactive
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personality can help lead to advancement opportunities for themselves and the organization.
Employee traits and characteristics cannot be developed in the short term. With a smart recruitment
and selection process, appropriate candidates will be selected. Second, fundamentally, HR aims to
provide the best quality of work life for the employee in the organization. OST proposes the
supporting system that organizations provide to their employees such that all employment packages
would encourage employees to increase their performance. However, TMT suggests that high
expectations from the organization may bring negative consequences, therefore HR needs to

consider appropriate balance in their employment and benefit systems.

Conclusion and Limitations for Future Research

This study investigates the relationship between proactive personality and knowledge
sharing by testing in the aviation organization in Thailand. Additionally, the negative effect of
perceived organizational support has been inserted based on the TMT perspective. This novel result
adds to support for TMT and extends more knowledge in the area of perceived organizational
support which previously was presented with favor. However, several limitations should be noted
for further study. First, this is the first approach to investigating the negative role of perceived
organizational support. It needs more evidence to support it. Second, this research was conducted
in an aviation organization in Thailand. Although it was affected by the pandemic COVID19, these
organizations provide good company well-fare packages to their employees. More study in the
different business contexts may be required. Lastly, the quantitative paradigm is about the time and
place of the study. Thus, the qualitative study may be added to extend more information in the

future.

References

Affum-Osei, E., Asante, E. A, Forkouh, S. K., & Absul-Nasiru, I. (2020). Career adaptability and
ambidextrous behavior among customer-service representatives: The role of perceived
organizational support. Journal of Personal Selling and Sales Management, 40(1), 4 - 18.
https://doi.org/10.1080/08853134.2019.1594241

Afsar, B., & Badir, Y. (2017). Workplace spirituality, perceived organizational support and innovative
work behavior: The mediating effects of person-organization fit. Journal of Workplace
Learning, 29(2), 95-109. https://doi.org/10.1108/JWL-11-2015-0086

Aiken, L. S., & West, S. G. (1991). Multiple regression: Testing and interpreting interactions. Newbury
Park, CA: Sage Publications.

Akram, T., Lei, S., Haider, M. J., & Hussain, S. T. (2020). The impact of organizational justice on
employee innovative work behavior: Mediating role of knowledge sharing. Journal of
Innovation & Knowledge, 5(1), 117 - 129. https://doi.org/10.1016/j.jik.2019.10.001

Average Salary in Thailand in 2023. (2023). Retrieved from http://www.salaryexplorer.com/salary-
survey.php?loc=215&loctype=1


https://www.emerald.com/insight/search?q=Bilal%20Afsar
https://www.emerald.com/insight/search?q=Yuosre%20Badir
file:///C:/Users/dell/Dropbox/วารสารมนุษย์ศาสตร์และสังคมศาสตร์พิบูลสงคราม/Journal%20of%20Workplace%20Learning
file:///C:/Users/dell/Dropbox/วารสารมนุษย์ศาสตร์และสังคมศาสตร์พิบูลสงคราม/Journal%20of%20Workplace%20Learning
https://doi.org/10.1108/JWL-11-2015-0086
https://doi.org/10.1016/j.jik.2019.10.001

MIEsuyveaniuazdnuians wninendesvdyiiyadsasw | 37

Uil 18 atduil 1 wnsen-diquisu 2567

Bateman, T. S., & Crant, M. (1993). The proactive components of organizational behavior:
A measure and correlates. Journal of Organizational Behavior, 14(2), 103-118.
https://doi.org/10.1002/job.4030140202

Bryman, A. (2016). Social research methods (5th ed.). New York, NY: Oxford University Press.

Burnett, M. F., Chiaburuy, D. S., Shapiro, D. L., & Li, N. (2015). Revisiting how and when perceived
organizational support enhances taking charge: An inverted U-Shaped perspective. Journal
of Management, 41(7), 1805-1826. https://doi.org/10.1177/0149206313493324

Cabrera, A, Collins, W. C., & Salgado, J. F. (2007). Determinants of individual engagement in
knowledge sharing. The International Journal of Human Resource Management, 17(2),
245-264. https://doi.org/10.1080/09585190500404614

Caesens, G., & Stinglhamber, F. (2020). Toward a more nuanced view on organizational support
theory, Frontiers in Psychology, 11, 1- 3. https://doi.org/10.3389/fpsyg.2020.00476

Caesens, G., Stinglhamber, F., Demoulin, S., De Wilde, M., & Mierop, A. (2019). Perceived
organizational support and workplace conflict: The mediating role of failure-related trust.
Frontiers in Psychology, 9, 1-13. https://doi.org/10.3389/fpsye.2018.02704

Chong, S., Dyne, L. V., Kim, Y. J., & Oh, J. K. (2021). Drive and direction: Empathy with intended
targets moderates the proactive personality-job performance relationship via work
engagement. Journal of Applied Psychology, 70(2), 575 — 605.
https://doi.org/10.1111/apps.12240

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2003). Applied multiple regression/correlation
analysis for the behavioral sciences (3rd ed.). Mahwah, NJ: Lawrence Erlbaum.

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review.
Journal of management, 31(6), 874-900. https://doi.org/10.1177/0149206305279602

Duke, A. B., Goodman, J. M., Treadway, D. C., & Breland, J. W. (2009). Perceived organizational
support as a moderator of emotional labor/outcomes relationships. Journal of Applied
Social Psychology, 39(5), 1013-1034. https://doi.org/10.1111/}.1559-1816.2009.00470.x

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational
support. Journal of Applied Psychology, 71(3), 500-507. https://doi.org/10.1037/0021-
9010.71.3.500

Eisenberger, R., Shanock, L. R., & Wen, X. (2020). Perceived organizational support: Why caring
about employees counts. Annual Review of Organizational Psychology and
Organizational Behavior, 7(1), 101 — 124. https://doi.org/10.1146/annurev-orgpsych-
012119-044917

Gerpott, F. H., Fasbender, U., & Burmeister, A. (2020). Respectful leadership and followers’
knowledge sharing: A social mindfulness lens. Human Relations, 73(6), 789-810.
https://doi.org/10.1177/0018726719844813


https://doi.org/10.1177/0149206313493324
https://doi.org/10.1080/09585190500404614
https://doi.org/10.3389/fpsyg.2020.00476
https://doi.org/10.3389/fpsyg.2018.02704
https://doi.org/10.1111/apps.12240
https://psycnet.apa.org/doi/10.1037/0021-9010.71.3.500
https://psycnet.apa.org/doi/10.1037/0021-9010.71.3.500

38 | Humanities and Social Sciences Journal of Pibulsongkram Rajabhat University

Volume 18 No.1 January-June 2024

Giao, H. N. K., Vuong, B. N., Huan, D. D., Tushar, H., & Quan, T. N. (2020). The effect of emotional
intelligence on turnover intention and the moderating role of perceived organizational
support: Evidence from the Banking Industry of Vietnam, Sustainability, 12, 1857.
https://doi.org/10.3390/5u12051857

Grant, R. M. (1996a). Toward a knowledge-based theory of the firm. Strategic Management Journal,
17(52), 109-122. https://doi.org/10.1002/sm;j.4250171110

Hair, J., Anderson, R., Black, B., & Babin, B. (2016). Multivariate data analysis. New York, NY: Pearson
Higher Education.

Hon, A. H. Y, Fung, C. P. Y., & Senbeto, D. L. (2021). Willingness to share or not to share?
Understanding the motivation mechanism of knowledge sharing for hospitality workforce.
Journal of Hospitality Marketing & Management, 31(1), 77-96.
https://doi.org/10.1080/19368623.2021.1935384

Jain, A. K, Giga, S. |., & Cooper, C. L. (2013). Perceived organizational support as a moderator in the
relationship between organizational stressors and organizational citizenship
behaviors". International Journal of Organizational Analysis, 21(3), 313-

334. https://doi.org/10.1108/1JOA-Mar-2012-0574

Jin, M. H., & McDonald, B. (2017). Understanding employee engagement in the public sector: The
role of immediate supervisor, perceived organizational support, and learning opportunities.
The American Review of Public Administration, 47(8), 881-897.
https://doi.org/10.1177/0275074016643817

Kim, T. Y., Hon, A. H. Y., & Lee, D. R. (2010). Proactive personality and employee personality: The
effects of job creativity requirement and supervisor support for creativity. Creativity
Research Journal, 22(1), 37-45. https://doi.org/10.1080//10400410903579536

Kline, R. B. (2011). Principles and practice of structural equation modeling. New York, NY: Guilford
Press.

Kurtessis, J. N., Eisenberger, R., & Ford, M. T. (2017). Perceived organizational support: A meta-
analytic evaluation of organizational support theory. Journal of Management, 43(6),
1854-1884. https://doi.org/10.1177/0149206315575554

Li, F., Chen, T., Chen, N. Y., Bai, Y., & Crant, M. (2020). Proactive yet reflective? Materializing
proactive personality into creativity through job reflective leamning and activated positive
affective states. Personnel Psychology, 73(3), 459-489. https://doi.org/10.1111/peps.12370

Pierce, J. R,, & Aguinis, H. (2013). The too-much-of-a-good-thing effect in management. Journal of
Management, 39(2), 313-338. https://doi.org/10.1177//0149206311410060

Rovinelli, R. J., & Hambleton, R. K. (1976). On the use of content specialists in the assessment of
criterion-referenced test item validity. Paper presented at the 60th Annual Meeting of the
American Educational Research Association. Retrieved from
https://eric.ed.gov/?id=ED121845


https://doi.org/10.3390/su12051857
https://doi.org/10.1002/smj.4250171110
https://doi.org/10.1080/19368623.2021.1935384
https://www.emerald.com/insight/search?q=Ajay%20K.%20Jain
https://www.emerald.com/insight/search?q=Sabir%20I.%20Giga
https://www.emerald.com/insight/search?q=Cary%20L.%20Cooper
https://www.emerald.com/insight/publication/issn/1934-8835
https://doi.org/10.1108/IJOA-Mar-2012-0574
https://doi.org/10.1177/0275074016643817
https://doi.org/10.1080/10400410903579536
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/0149206311410060

MIEsuyweansuazdnumans wninendusvdyiiyaasasy | 39

Uil 18 atduil 1 wnsen-diquisu 2567

Sober, D. S. (2020). A-priori Sample Size Calculator for Structural Equation Models [Softwarel].
Available from http://www.danielsoper.com/statcalc.

The Civil Aviation Authority of Thailand, State of Thai Aviation Industry. (2020). Retrieved from
https://www.caat.or.th/wp-content/uploads/2020/06/STATE-OF-THAI-AVIATION-INDUSTRY-
2019.pdf.

Turner, R. C., & Carlson, L. (2003). Indexes of item-objective congruence for multidimensional ltems.
Interational Journal of Testing, 3(2), 163-171.
https://doi.org/10.1207/5153275741JT0302_5

Wang, H., & Lei, L. (2021). Proactive personality and job satisfaction: Social support and hope as
mediators. Current Psychology. https://doi.org.10.1007/512144-021-01379-2

Witherspoon, C. L., Bergner, J., Cockrell, C., & Stone, D. N. (2012). Antecedents of organizational
knowledge sharing: A meta-analysis and critique. Journal of Knowledge Management,
17(2), 250-277.

Yang, H., van Rijn, M. B., & Sanders, K. (2020). Perceived organizational support and knowledge
sharing: employee’s self-construal matters. The International Journal of Human Resource
Management, 31(17), 2217 — 2237. https://doi.org.10.1080/09585192.2018.1443956

Yang, H., van Rijn, M. B., & Sanders, K. (2020). Perceived organizational support and knowledge
sharing: employee’s self-construal matters. The International Journal of Human Resource
Management, 31(17), 2217 — 2237. https://doi.org.10.1080/09585192.2018.1443956

Zhao, Z., Yu, K, Liu, C., & Yan, Y. (2022). High-performance human resource practices and
employee well-being: The role of networking and proactive personality. Asia Pacific
Journal of Human Resources, 60(4), 721-738. https://doi.org/10.1111/1744-7941.12339


https://doi.org.10.1007/s12144-021-01379-2

