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Abstract 

This study investigates how individuals from different cultures differ in their roles 

and Organisational Citizenship Behaviour (OCB). The study is located in the area of 

higher education. Lecturers from one UK university and four Thai universities were 

chosen to be the sample. 

The primary purpose of the research was to address the distinction between in-role 

and extra-role behaviour in the context of OCB and as recommended by Morrison (1994) 

to focus on in-role behaviour and extra-role behaviour as seen from both the supervisor's 

and employee's perspectives. The second purpose of this research was to investigate how 

individuals from different cultures may differ in their roles and OCB. 

Results from this study are consistent with Morrison's critique that there are 

different views of behaviours between supervisors and employees. That is, supervisors 

included more job behaviours as part of their employees' work than employees did. 

However, the results also show that subordinates perform extra-role behaviours as part of 

their work more often than supervisors see. Results from the comparisons between the 

UK and Thai samples show that there are some similarities and differences in 5 key areas 

of work which are teaching, research, management and administration, pastoral care and 

extracurricular activities. Although both countries have very different cultural 
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characteristics, the results show that lecturers from both countries engage in some similar 

extra-role behaviours. 

The findings also showed that a number of respondents confronted role ambiguity. 

Moreover, this research reveals that the respondents' perception of boundaries between 

in-role and extra-role behaviour is 'fuzzy'. Illustrations of the behaviours and activities 

that lie in the fuzzy area are provided and new category of behaviour, semi-extra role, is 

introduced. Implications for the concept of aCB are discussed. 

Prasert S itth ij irapat IV 



Preface 

Table of Contents 

CHAPTER 1 INTRODUCTION 

1.1 Background of the Study 

1.2 Rationale for the Study 

1.3 Problem Statement and Objectives 

1.4 Research Strategy and Summary of Statement of the problems 

1.5 Outline of the Thesis 

CHAPTER 2 THE CONCEPT OF ROLE 

2.1 Introduction 

2.2 Role 

2.3 Role Expectations 

2.4 Role Set 

2.5 Multiple Roles and Role Sets 

2.6 Role Perception 

2.7 Role Conflict 

2.8 Role Ambiguity 

2.9 Summary 

CHAPTER 3 ORGANISATIONAL CITIZENSHIP BEHAVIOUR 

3.1 Introduction 

Prasert Sitthijirapat 

1 

1 

4 

5 

8 

12 

14 

14 

15 

16 

17 

19 

20 

20 

21 

23 

25 

25 

v 



Preface 

3.2 The Evolution of Organisational Citizenship Behaviour Concept 

3.3 The Construction of OCB 

3.4 Evidence of OCB Improving Employee Performance 

3.5 Research on OCB 

3.6 Research Outside the US 

3.7 Role Boundary 

3.8 OCB and Relevant Variables 

3.9 Summary 

CHAPTER 4 THE CULTURE CONTEXT OF THE RESEARCH 

4.1 Introduction 

4.2 Hofstede's Cross-cultural Study 

4.3 Cultural Dimensions in Examining OCB 

4.4 Evolution of Higher Education in the UK and Thailand 

4.4.1 Higher Education in the United Kingdom 

Twentieth-Century Development 

The Expansion of Higher Education in the UK 

4.4.2 Higher Education in Thailand 

The Early Modernisation Period (1989-1931) 

The Post Revolution Period (1932-1949) 

The Development Planning Period (1950 onwards) 

The Expansion of Higher Education in Thailand 

Innovations 

University Administration in Thailand 

Prasert Sitthijirapat 

25 

38 

41 

47 

48 

49 

51 

58 

60 

60 

61 

64 

72 

72 

73 

75 

79 

80 

81 

81 

82 

83 

84 

VI 



Preface 

4.5 The Nature of Lecturer's Work 

4.5.1 Teaching 

4.5.2 Class Management and Planning of Lessons 

4.5.3 Evaluation of Students' Performance 

4.5.4 Research Activities 

4.5.5 Extracurricular Activities 

4.5.6 Extension Activities 

4.6 Summary 

CHAPTER 5 RESEARCH METHODLOLOGY AND METHODS 

5.1 Introduction 

5.2 The Areas of Inquiry 

5.3 Research Methodology 

5.3.1 Purpose of Research 

Exploratory Research 

Descriptive Research 

Analytical or Explanatory Research 

Predictive Research 

5.3.2 Philosophy of Research 

Positivist Approach 

Phenomenological Approach 

5.3.3 Logic of the Research 

Prasert S itthij irapat 

/--...... 
/northumbria "v .. , 'liE p, S I �~� y 

87 

87 

88 

88 

89 

90 

90 

93 

94 

94 

94 

95 

95 

96 

96 

96 

97 

97 

97 

98 

98 

.. 
Vll 



Preface 

5.3.4 Process of Research 100 

Quantitative Research 100 

Qualitative Research 101 

Comparison between Quantitative and Qualitative Methodology 104 

Combining Quantitative and Qualitative Methodologies 105 

5.4 Research Strategy 

5.4.1 Experiment 

5.4.2 Surveys 

5.4.3 Case Study 

5.4.4 Ethnography 

5.4.5 Action Research 

Selecting a Strategy for aCB Research 

5.5 Methods Used in this Research 

Initial Instruments and Modifications to the Instruments 

1. Semi-Structured Interview 

2. Questionnaire (Checklist) 

3. Pictorial Representation 

5.6 Collecting Data 

5.6.1 Pilot Study 

5.6.2 Main Study 

5.7 Data Analysis 

5.7.1 Method of Analysis of Interview Data 

5.7.2 Method of Analysis of Questionnaire Data 

Prasert Sitthijirapat 

109 

109 

110 

111 

III 

112 

113 

113 

114 

115 

122 

124 

126 

126 

129 

135 

135 

136 

\'Ill 



Preface 

5.7.3 Method of Analysis of Pictorial Representation Data 138 

5.8 Ethical Issues in this Research 139 

5.9 Summary 140 

CHAPTER 6 FINDINGS OF THE PILOT STUDY 142 

6.1 Introduction 142 

6.2 Results from the Semi-Structured Interviews 142 

6.3 Results from Questionnaire (Checklist) 150 

6.4 Results from Pictorial Representations 157 

6.5 Summary 169 

CHAPER 7 FINDINGS OF THE MAIN STUDY 171 

7.1 Introduction 171 

7.2 Results from Semi-Structured Interviews 172 

7.3 Results from Questionnaire (Checklist) 193 

7.4 Results from Pictorial Representations 206 

7.5 Summary 218 

CHAPTER 8 THE ROLE OF THE LECTURER IN THE UK NEW UNIVERSITY 
AND THE THAI UNIVERSITY: SIMILARITIES AND DIFFERENCES 220 

8.1 Introduction 220 

8.2 The work of UK academics 220 

8.3 The work of Thai academics 225 

8.4 Similarities in the importance of the role sender in UK and Thai 

academic \vork 

Prasert Sitthijirapat IX 



Preface 

8.5 Differences perception of role behaviours between on supervisor 

and lecturer 2.+ 1 

8.6 The comparison of extra-role behaviours between the UK and Thai sample 2.+3 

8.7 Summary 247 

CHAPTER 9 CONCLUSIONS AND DISCUSSIONS 249 

9.1 Introduction 249 

9.2 Conclusion 249 

9.3 Contribution of the Research 261 

9.4 Discussions and Implications 262 

9.4 Limitations of this Research 266 

9.5 Future Research 267 

References 269 

Appendix A 284 

Appendix B 298 

Appendix C 308 

Prasert Sitthijirapat x 



.' '\ 

Preface /: �~�o�~�1�~�~�~�~�r�i�a� 

List of Figu res 

Fig. 1 Organisation of Research 1 1 

Fig. 2 An example of a nurse's role-set 18 

Fig. 4.1 A power distance x uncertainty avoidance plot for 50 countries 

and 3 regions 69 

Fig. 4.2 An Individualism-collectivism x masculinity-femininity avoidance 

plot for 50 countries and 3 regions 70 

Fig. 5.1.1 The first pictorial representation board 125 

Fig. 5.1.2 The second pictorial representation board 125 

Fig. 5.2 Procedures in pilot study 128 

Fig. 5.3 Procedures in main study 132 

Fig. 6.1 An example of a lecturer's role-set 158 

Fig. 6.2 An example of the results from the pictorial representation 158 

Fig. 7 An example of a Thai lecturer's role-ser 207 

Fig. 9 Three dimensions of role 218 

Prasert Sitthijirapat 



Preface 

List of Tables 

Table 4.1 Score of 3 countries on four dimensions of national culture 68 

Table 5.1 Major differences between deductive and inductive approach to 

research 99 

Table 5.2 Dimensions of GCB and sources of each item in the questionnaire 123 

Table 5.3 Demographic data of the respondents in the pilot study 127 

Table 5.4.1 Demographic data of the respondents in the main study 

(subordinates) 130 

Table 5.4.2 Demographic data of the respondents in the main study 

(supervisors) 131 

Table 6.1 Checklist data of extra-role behaviour that the respondents 

perceive as part of their day-to-day work 152 

Table 6.2 Total number of the checklist data of extra-role behaviour 

that the respondents perceive as part of their day-to-day work 156 

Table 6.3 Pictorial data 160 

Table 6.4 Cross-tabulation between intensity of influence and frequency 

of interaction viewed by subordinated 165 

Table 6.5 The total number of respondents from influence to 

most influence level classifying each role sender 168 

Table 7.1 Frequency of subordinate and supervisor indicating that 

subordinate performs behaviours of each questionnaire item 194 

.. 
Prasert Sitthijirapat :\1\ 



Preface 

Table 7.2 Total frequency of only subordinate and only the supervisor indicating 

that subordinate performs behaviours of each questionnaire item 196 

Table 7.3 Frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are in-role 198 

Table 7.4 Total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are in-role 200 

Table 7.5 Frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are extra-role 202 

Table 7.6 Total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are extra-role 204 

Table 7.7 Pictorial data 208 

Table 7.8 Frequency of overall response to the role sender 212 

Table 7.9 Total frequency of only subordinate and only the supervisor 

response to the role sender 213 

Table 7.10 Cross-tabulation between intensity of influence and frequency 

of interaction viewed by subordinate 215 

Table 7.11 The total number of respondents from influence to 

most influence level classifying each role sender 218 

Table 8.1 Summary comparison of academic work between UK and 

Thai academic staff 231 

Table 8.2 Summary comparison of extra-role behaviours between UK 

and Thai academic staff 244 

Prasert Sitthijirapat Xlll 



Chapter I Introduction 

Chapter One 

Introduction 

1.1 Background of the study 

/' 
/norlhumbria 

/ ...... wEIIS'f, 

On my first day at work as a university lecturer, I felt anxious about how to start 

the job because I had no experience of this kind of job. When looking around the room, I 

saw my fellow lecturers absorbed in their job. Some were writing, some were reading 

voraciously, some were talking to their students. After all the students left the room, one 

of the lecturers walked up to me and introduced himself, we got acquainted in a short 

while. During the conversation, a number of students entered the room periodically. I let 

my new colleague know that I have no idea how to start the job. He said he knew my 

feeling and gave advice on what should to be done first. His act of kindness really 

impressed me. Shortly afterwards I noticed that he was always willing to help out others 

including lecturers, staffs, and students. This was what first inspired me to give attention 

to studying behaviours beyond the call of duty. 

At the present time, organisations face strong pressures to control cost and at the 

same time improve the quality of products and services. Every organisation is comprised 

of people: an organisation's success increasingly depends on the knowledge, skills, and 

abilities of employees, particularly as they help establish a set of core competencies that 

distinguish an organisation from its competitors. Human resource management (HRM) 
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refers to the policies, practices and systems such as processes of selection. performance 

appraisal, and training for managing employees in order to increase the productivity and 

reduce costs (Latham & Fry, 1988). However, HRM activities typically place emphasis 

on employees' behaviour, attitude and performance in accordance with management tools 

of formal organisations such as employment agreements, job descriptions and 

organisation charts. Other informal and spontaneous and voluntary individual behaviours 

benefiting an organisation have not been included in the formal structure (Katz, �1�9�6�4�~� 

Stewart, 1985). Since such informal behaviour can help an organisation meet its goals, 

many organisations need employees to constantly exert discretionary behaviour that 

exceeds their formal role requirements and that improve the overall functioning of the 

organisation. Further, employees are required to expend much time and energy on tasks, 

to be innovative in completing tasks and to accept responsibilities in addition to those 

specified in their employment contracts. Such behaviours were defined as organisational 

citizenship behaviour (OCB) by Organ (1988). 

Organisation and management researchers VIew Organisational Citizenship 

Behaviours as contributing to an organisation's overall performance. For instance, they 

have suggested that organisational citizenship behaviours (1) provide a means of 

managing the interdependencies among members of a work unit, which increases the 

collective outcomes �a�c�h�i�e�v�e�d�~� (2) reduce the need for an organisation to devote scarce 

resources to simple maintenance functions, which frees up resources for �p�r�o�d�u�c�t�i�v�i�t�y�~� and 

(3) improve the ability of others (i.e., co-workers and managers) to perform their jobs by 

freeing up time for more efficient planning, scheduling, problem solving, and so on 

(Organ, �1�9�8�8�~� Podsakoff & f\lacKenzie. 1994). 
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Organisational citizenship behaviour (OCB) is a relatively new concept in the 

study of organisational behaviour. The first appearance of OCB in the literature occurred 

in the early 1980s (Smith, Organ, & Near, 1983). Since that time, OCB has generated 

considerable interest (e.g., Organ, 1988; Organ & Konovsky, 1989; Van Dyne, Graham, 

& Dienesch, 1994). OCBs are employee behaviours which reach beyond the traditional 

measure of job performance. These behaviours are not part of a formal job description 

nor do they fall within the conventional reward system. However, organisational 

citizenship behaviours hold promise for long-term company success (Van Dyne et aL 

1994). 

Many other terms have been used to describe OCB, including prosocial 

organisational behaviour (Brief & Motovidlo, 1986), extra-role behaviour (Van Dyne, 

Cumming, & Parks, 1995), and organisational spontaneity (George & Brief. 1992). 

Examples of these behaviours include assisting fellow employees in need, volunteering to 

work late or weekends, helping to socialise and assist new employees, avoiding the waste 

of company supplies, engaging in professional behaviours that enhance the firm image, 

and holding work breaks to a reasonable length. 

Due to many studies concerning OCB, it was felt that aCB should unquestionably 

benefit organisational operation as the organisation acquires natural, unforced, without 

external prompting acts of joint effort, great sensitivity, and devotion to duty. It is 

entirely possible that these behaviours enhance communication among employees, 

interpersonal relations, and job satisfaction. 
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1.2 Rationale for the study 

Even though organisational citizenship behaviour (OCB) has received 

considerable attention in the human resource management and organisational behaviour 

literature, one important issue that has remained unreconciled is whether there is a clear 

enough conceptual boundary between OCB, or extra-role behaviour, and in-role 

behaviour, so that they could be viewed as distinct constructs. Graen (1976) noted that 

roles in organisations were rarely fixed and role perceptions evolve as employees and 

supervisors negotiate the scope of work activities. This issue forms one central part of 

this research study. 

Graham (1991: 251) defined OCB as "a global measure of individual behaviour at 

work that includes traditional measures of job performance, the extra­

role/organisationally functional behaviour envisioned by the original OCB researchers, 

and also forms of political behaviour that are accounted for nowhere else." This 

definition can be critiqued as reducing OCB to a contentless construct to the extent that it 

defines everything and anything and hence cannot advance the understanding of 

employee behaviour. 

OCB research has tended to sidestep the potential ambiguity and subjectivity of 

the OCB construct by adopting a single perspective with respect to the boundary between 

in-role and extra-role behaviour: that of supervisors (e.g., Moorman, 1991; Smith et aI., 

1983). Van Dyne et ai. (1995) argued for construct clarification of OCB through 

modifications of existing definitions. They defined extra-role behaviour (ERB) as 

"behaviour which benefits the organisation and/or is intended to benefit the organisation, 
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which is discretionary and which goes beyond existing role expectations" (Van Dyne. et. 

aI, 1995: 218), while in-role behaviour (IRB) as "behaviour which is required or expected 

as part of performing the duties and responsibilities of the assigned role" (1995: 222). 

These definitions raise the issue of intention on the part of the employee. This 

implies that research into OCB might require approaches that include the employee's 

definition of the situation or role. Definitions of extra-role behaviour that rely solely on 

either the supervisors' or employees' view are problematic. Where a supervisor for 

example may see early attendance as extra-role behaviour, the employee may see it as 

within role. In another example, an employee may view helping colleagues as in-role 

behaviour where in contrast the theorist might define such behaviour as extra-role 

behaviour. With regard to the different perceptions or expressions of GCB, some 

research has remarked that it does not take the actor's perceptions of the role into account 

(Morrison, 1994). 

1.3 Problem statement and objectives 

As mentioned above, Graen (1976) noted that roles in organisations were rarely 

fixed and role perceptions evolved as employees and supervisors negotiate the scope of 

work activities. Moreover, the concept of role was vague, nebulous and non-definitive 

(Neiman & Hughes, 1951). Morrison (1994) pointed out that an approach such as GCB 

requires understanding how employees define their job responsibilities. since an 

important factor driving employees' behaviour is whether they define a given activity as 

in-role or extra-role. Morrison indicated that job definitions might be subject to social 

construction. Employees may develop a sense of their job responsibilities based in part 
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on cues from others. Moreover, Morrison (1994: 1545) assumed that "if perceived job 

requirements are in part cognitive constructs, subject to a variety of social cues. a given 

behaviour may be classified as in-role by an employee." As a result, there have been gaps 

in empirical studies of in-role and extra-role behaviour and also, little research has been 

done to address these problems. The research project reported here is interested in 

narrowing this gap. 

The intention IS to investigate one group of employees, namely university 

lecturers, by looking at the lecturers' perception of their roles with regard to the 

expectations of others (peers, supervisors, subordinates, etc.). The three primary reasons 

for this study focusing on OCB in educational institutions are as follows: 

Firstly, there have only been a few studies of education from the Organisational 

Citizenship Behaviour point of view (e.g. Skarlicki & Latham; 1995, Rego, 2003). The 

current study is designed to add to this list. Universities are potentially different from 

many other organisations. The role of lecturer, as with some other 'expert' roles, may be 

difficult to define - the 'expertise' or 'expertness' of the role occupant is to some extent 

individualistic and therefore more of a problem to routinise. So the expectations of. for 

example, the supervisor and the lecturer may be different. Because the training of 

university lecturers in teaching methods is a recent phenomenon, there may be less of a 

common perception of what lecturers do or should do than is the case for. sav. 

administrators. 

Secondly. OCB is a part of role and organisation theory. To understand the 

performance and behaviour of individuals in an organisation, their expectations need to 
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be examined. Looking at organisational change involves investigating people's changing 

expectations or changes in their behaviours. Therefore, a study of changing roles and 

expectations is the study of the nature of change in an organisation. This study aims to 

investigate roles and changes in the roles of lecturers in private universities. 

So, the first aim of the research was: 

To investigate incumbents' and role senders' perceptions of the role of 

university academic staff. 

Thirdly, the research aIms to examme individual differences, including 

perceptions, understandings, and expectations, resulting from different cultures. 

Moreover, it intends to compare the roles of lecturers across countries and cultures. The 

results might differ because of the impact of culture. However, some of those differences 

may be reduced perhaps because of the commonality of factors in the role of lecturers in 

higher education across differing cultures. So the second aim of research was: 

To make a comparison on roles and Organisational Citizenship 

Behaviour (OCB) of UK and Thai university lecturers. 

Moreover, Farh, Early and Lin (1997: 421) noted that "despite the voluminous and 

fruitful literature stemming from Organ's (1988) seminal work in this area, there is little 

about citizenship behaviour in a global context." The differences in perceptions arising 

from people's cultural values may have a profound impact on how citizenship beha\'iour 

is viewed and operates in relation to other constructs. Initial searches of the literature 
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published in the West have indicated that to date no studies of OCB have taken place in a 

Thai setting. This has led to the third aim of the study being: 

To investigate to the nature of Organisational Citizenship Behaviour 

in a Thai setting. 

1.4 Research strategy and summary of statement of the problems 

Culture generally refers to the total patterns which make a society distinct 

(Komin, 1990). Culture also serves as a framework for shaping and guiding the thoughts, 

actions and practices as well as the creativity of its members. It is transmitted, learned 

and shared. Therefore, people are culturally conditioned. They learn and internalise 

through socialisation the beliefs, attitudes and values of the society. These become a 

system of values which guide people's behaviour. In addition, Adler (1989) suggests that 

people from different cultures will not necessarily conform to similar sets of beliefs and 

values, and therefore will have different views of situations and preferences for outcomes. 

So, this research is interested in the impact of cultural differences on the roles of 

university lecturers. 

This research is also concerned with the concept of Organisational Citizenship 

Behaviour (OCB). This has become a very popular topic since Organ's work \\3S 

published in 1988. OCB is now more popular in Organisational Behaviour and Human 

Resource Management. This interest is partly as a result of the findings that 

Organisational Citizenship Behaviour or extra-role behaviour enhances organisational 

efficiency and effectiveness. Authors have included this concept into Organisational 
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Behaviour text books, for instance 'Fundamental of Organisational Behaviour', edited by 

Cary L. Cooper (2002). 

The development of the concept of OCB is continuing and in many perspecti yes 

for instance OCB definition, factors that effect OCB, applied OCB in organisation, and 

OCB testing in many countries by using and referring from Organ's articles (1988) which 

is principles. Past studies have dealt only with the supervisors' views on hislher 

subordinates' performance of OCBs. For example, Moorman (1991) claimed that 

supervIsors were able to provide relatively accurate and complete pictures of an 

employee's OCB. However some researchers, e.g. Morrison (1994), have raised the 

important issue of whether there is a clear enough conceptual boundary between OCB, or 

extra-role behaviour, and in-role behaviour to claim that OCB is the same for all 

employees. 

From the literature review, there is a gap in the literature. As Morrison (1994) has 

remarked much of the previous research does not take account of the actor's perception of 

the role. So, this main research focuses on both the actor's (employee's) and the 

supervisor's perceptions of role. To clarify role behaviour, this research uses Merton's 

role-set theory (1957) as the theoretical framework. 

The other gap in OCB research is that is identified no study has been carried out in 

a Thai context; most of the study on OCBs are Western-centred. Since the culture and 

atmosphere at work in the Western countries are quite different from those of Thailand, 

organisational citizenship is socially based (Brief & Motowidlo, 1986) and its behaviour 

have a cultural component, individuals in different cultures may interpret OCB 
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differently. As a result, adopting the measurement of GCB based on Western context is 

not appropriate and valid. The research is in need of developing some specific measures 

or other approaches to investigate Thai's GCB. 

This research has been conducted in 2 phases, a pilot study and mam study. 

Before starting the main study, this research has run the pilot study to ensure that the all 

procedures are workable. The pilot study has been conducted from a number of academic 

members in UK. The methods include both a qualitative approach. in the form of semi-

structured interviews, and a quantitative approach, using questionnaire and pictorial 

representation. 

The pictorial representation, based on Merton's role-set theory (1957), was 

developed in the pilot study to be an instrument for collecting data. It has appeared the 

instrument has been a productive research method, therefore, it is used in the main 

research. 

In the pilot study, the focus is on in-role behaviour to determining the extent to 

which the job duties and responsibilities are performed in UK University. The research 

also uses these same processes and instruments within Thailand in order to examine the 

nature of Organisational Citizenship Behaviour (GCB) in a Thai setting. 
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1.5 Outline of the thesis 

This thesis is divided into eight chapters as follows: 

Chapter one is the introduction to the study. This chapter starts from author's 

experiences of OCB which inspired this study; then the background to the study, its 

rationale for the study, aims and scope are presented. 

Chapter two covers a review of the concept of role. This also describes the 

concept of the role-set for understanding how people learn their role. Moreover, this 

chapter addresses the problems that arise from inadequate role definition, such as role 

conflict and role ambiguity. 

Chapter three presents the central concept of this study, which is Organisational 

Citizenship Behaviour (OCB). Literature is reviewed that discusses the historical, 

construction and dimensions of OCB. This chapter also reviews research concerned with 

OCB and the relationship between OCB and other related concepts such as psychological 

contract, leader-member exchange, organisational justice and organisational commitment. 

Chapter four explains the cultural context of this research, which may ini1uence 

OCB. Culture may lead to different views of OCB from that which is said to be common 

in Organ's work (1988). This also focuses on the cultural dimensions suggested by 

Hofstede, particularly as they relate to British and Thai cultures. A brief history of UK 

and Thailand higher education is presented. The chapter also illustrates the general \H)rk 

and roles of academic statT. 
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Chapter five discusses the procedural and managerial aspects of collecting data. 

The differences between qualitative and quantitative approaches are discussed. This 

chapter also provides the rationale for the methods used in this study. 

Chapter six deals with the pilot study undertaken in the UK university. The focus 

IS on the results from three instruments, which are semi-structured interviews. a 

questionnaire (checklist), and pictorial representations. This chapter provides data 

analyses at the individual (micro) level as a preparation for a comparison \vith Thai 

respondents in chapter eight. 

Chapter seven presents the results of the main study, which is the perceptions of 

in-role and extra-role behaviour of academic staff in Thailand. Again, data analyses at 

the micro level are provided. 

Chapter eight presents a comparison of the results between UK and Thai academic 

staff. This chapter provides a mixture of levels of analysis. Results of the interviews 

from both UK and Thai respondents are compared (micro level), the differences of 

institutional systems are also illustrated (meso level), and, finally, some cultural 

differences (macro level) which would affect the individual behaviours have been 

identified and discussed. 

Chapter nine proposes the conclusions of this research. Discussion and possible 

implications of the present findings are offered. The limitations of this research and 

suggestions for further research are also proposed. 
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Chapter Two 

The Concept of Role 

2.1 Introduction 

In looking at how the extra-role behaviour has come to be defined, it is important 

to clarify what in-role behaviour is including several concepts of role. This chapter deals 

with many major issues regarding roles. 

The concept of role IS very important to the understanding of employees' 

behaviours in an organisation. Role refers to the expected behaviour patterns attributed to 

a particular position in an organisation (Gibson, Ivancevich, & Donnelly, 2000). A role 

may include attitudes and values as well as specific kinds of behaviour. It is what an 

individual must do in order to validate his or her occupancy of a particular position. 

Certain activities are expected of every position in the formal organisation. These 

activities constitute the role for that position from the standpoint of the organisation. The 

organisation often develops job descriptions that define the activities of a particular 

position and how it relates to other positions in the organisation (Rodham. 2000). 

However, roles may not be set forth explicitly and yet be clearly understood by group 

members. This is true both for formal and informal groups. Thus, whether they are 
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formally or informally established, status hierarchies and accompanying roles are integral 

parts of every organisation. 

2.2 Role 

A role is the pattern of actions expected of a person in activities involving others. 

Role reflects a person's position in the social system, with its accompanying rights and 

obligations, power and responsibility (Adams, Harris, & Carley, 1998). In order to be 

able to interact with one another, people need some way of anticipating others' behaviour. 

Role performs this function in the social system. A person has roles both on the job and 

away from it. One person performs the occupational role of worker, the family role of 

parent, the social role of club president, and many others (Rodham, 2000). In those 

various roles, a person is both buyer and seller, supervisor and subordinate, and giver and 

seeker of advice. Each role calls for different types of behaviour. Within the work 

environment alone, a worker may have more than one role, such as a worker in group A, a 

subordinate to supervisor B, a machinist, a member of a union and a representative on the 

safety committee (Broderick, 1999). 

As discussed above, every employee of an organisation has a differentiated set of 

activities to perform. A person's expected role is the formal role that is defined in a job 

description and the signals that other employees of a department send as they teach 

newcomers how to perform their jobs. According to Bassett and Carr (1996), an 

individual's expected role, however, may differ from his or her perceived role. A 

perceived role is the set of activities that an individual believes he or she is expected to 

perform. The perceived role mayor may not greatly overlap with the expected role that 
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originates with other members of the organisation. Finally, an enacted role is a person's 

actual conduct in his or her position. It is more likely to reflect the individual's perceived 

role than the expected role. 

In organisation, both old and new employees need to know what others expect of 

them and what they can expect from others. It is common to use the term "role" to 

describe the set of expectations associated with a job or position in an organisation. The 

people who hold these expectations are considered members of the role set: the person 

who is supposed to fulfil them is the role incumbent (Adam, Harris, & Carley, 1998). 

Katz and Kahn's work is most closely associated with the role set theory of 

organisation. In their view the organisation is made up of overlapping and interlocking 

role sets. These role sets would normally transcend the boundaries of the classical 

conception of organisations (Katz & Kahn, 1978). 

As interdependent people associate with one another and gain experience with 

interpersonal relations, they come to expect other individuals to behave in specific ways 

(Bassett & Carr, 1996). Lecturers expect students to complete reading assignments 

before coming to class; students, in turn, expect lecturers to administer tests that are based 

on these same reading assignments. When either of these expectations is violated, the 

relationship may become strained. 

2.3 Role expectations 

According to role theory's Katz and Kahn (1978), role expectations are defined as 

how role set's members believe role incumbent should act in a given situation. 1I0\\· he 
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or she behaves is determined, to a large part, by role defined in the context in which he or 

she is acting. The relationships between the role incumbent and the members of role-set 

create expectations for behaviours of each role incumbent. These expectations result in 

certain roles that must be performed. Rousseau (2001) suggested that, in the organisation, 

it could be helpful to look at the topic of role expectations through the perspective of the 

psychological contract. There is an unwritten agreement that exists between employees 

and their employer. This psychological contract sets out mutual expectations, that is, 

what supervisor, as a member in role-set of a role incumbent, expects from his or her a 

subordinate and vice versa. In effect, this contract defines the behavioural expectations 

that go with every role. Management is expected to treat employees justly, provide 

acceptable working conditions, clearly communicate what is a fair day's work, and give 

feedback on how well the employee is doing. Employees are expected to respond by 

demonstrating a good attitude, following directions, and showing loyalty to the 

organisation. As a result, Kickul (2001) implied that the psychological contract should be 

recognised as a powerful determiner of behaviour in organisations. It points out the 

importance of communicating accurately role expectations. 

2.4 Role Set 

Merton (1957) described the complement of role-relationships in which persons 

are involved by virtue of occupying a particular social status as the role set. The role set 

was described as consisting of the different people which whom the focal person has 

contact and who have a stake in, and hold expectations about, the focal person' s 

f
' ce Because all members of a focal person's role set depend upon his or her 

per orman . 
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performance in some fashion, they therefore develop beliefs and attitudes about what he 

or she should or should not do as part of the role. These beliefs and attitudes held by 

members of a role set are described as role expectations. These expectations are 

described as being sent to the focal person in the form of a sent role. The focal person's 

perception of the messages sent by the role set is the received role, and finally , role 

behaviour or the enacted role is what the focal person does in response to (a) the 

messages he or she has received; and (b) his or her perception of the role. 

The notion of role set highlights an important aspect of social behaviour: most of 

the interaction occurs in networks of relationships (Federico, 1978). Figure 2 gives an 

example of an employee's role set. 

Figure 2 An example of a nurse's role-set 

Role of 
hospital 

administrator 

Role of 
social 

worker 

Role of 
lab 

tecbnician 

Source from Zanden, & Wilfrid (1979), p.114. 
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2.5 Multiple roles and Role sets 

Most people play many roles simultaneously. This is because they occupy many 

different positions in a variety of organisations such as home, work, church, civic. and so 

forth. Within each of these organisations, they occupy and perform certain roles. Most 

individuals perform multiple roles (Merton, 1957). They may for example 

simultaneously be playing the role of parent, mate, supervisor, and subordinate. For each 

position, there may be different role relationships. For example, the position of college 

professor involves not only the role of teacher in relation to students but also numerous 

other roles relating to the position to administrators, peers, the community and alumni. 

Each group may expect different things. For example, students may expect good 

classroom performance; administrators may expect classroom performance. research, and 

publication; the college community may expect community service: and alumni may 

expect help in recruiting students and athletes. A role set refers to those individuals who 

have expectations for the behaviour of the individual in the particular role (Merton, 

1957). In the above example the role set would consist of those students, peers. 

community, and alumni who have expectations of the role of colleague lecturer. The 

more expectations, the more complex is the role set. 

According to Merton (1957), 'multiple roles' refer to different roles, while 'role 

set' refers to the different expectations associated with one role. Therefore, an indiyidual 

involved in many different roles, each with a complex role set, faces the ultimate in 

complexity of individual behaviour. The concepts of multiple roles and role sets are 

important because there may be complications that make it extremely difficult to define 
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specific roles, especially in organisational settings. 

2.6 Role perception 

Different individuals have different perceptions of the behaviour associated with a 

given role. Katz and Kahn (1978) suggested that in an organisational setting, accuracy in 

role perception could have a definite impact on performance. This matter is further 

complicated in an organisation because there may be at least three different perceptions of 

the same role: that of representatives of the formal organisation, that of the group, and 

that of the individual (Katz & Kahn, 1978). For example, a college dean has perceptions 

of the role of lecturers, as do students and the lecturers themselves. As the discussion of 

role sets above indicates student perceptions of the role of a lecturer may be very different 

from those of the college administrators. This increases even further the possibility of 

role conflict. 

The role perceptions also guide activities of managers and workers alike, that is to 

say, how they think they are supposed to act in their own roles and how others should act 

in their roles. Since managers perform many different roles, they must be highly adaptive 

(exhibiting role flexibility) in order to change role rapidly as they work with subordinates 

and superiors and with technical and nontechinical activities. 

2.7 Role conflict 

Because of the multiplicity of roles and role sets, it is possible for an indiyidual to 

face a situation where there is simultaneous occurrence of two or more role requirements 
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and the performance of one precludes the performance of the others. When this occurs. 

the individual faces a situation known as role contlict. Role Conflict occurs when the role 

incumbent is unable to meet the expectations of one or more members of the role set 

(Katz & Kahn, 1978). For example, a middle manager experiences role conflict when her 

supervisor expects her to increase levels of production and her subordinates complain that 

they are overworked and expect her to ease up on her demands. The individual 

understands what needs to be done, but for some reason cannot comply with them. The 

resulting tension can reduce job satisfaction and affect both work performance and 

relationships with others (Jackson & Schuler, 1985; Tubre & Collins, 2000). 

2.8 Role am biguity 

Katz and Kahn (1978) suggested that role ambiguity occurs when the role 

incumbent is uncertain about his or her role. That is, the expectations of one or more 

members of the role set are unclear and therefore difficult to satisfy. To do their jobs 

well, people need to know what is expected of them. Most workers, however, experience 

some degree of role ambiguity at one time or another because organisations frequently 

change job responsibilities so that the organisation can adapt to changing conditions 

(George & Jones, 1999). Role ambiguity can be stressful for the individual. resulting in 

lowered self-confidence and decreased job satisfaction. It may also cause difficulties in 

relationships with members of the role set. 

Perhaps the best way to understand the nature of roles is to exam me a role 

episode. A rok episode attempts to explain how a particular role is learned and acted 

upon. According to Katz and Kahn (1978), a role episode begins with group members 
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having expectations about what one person should be doing in a particular position (stage 

1). These expectations are then communicated to the individual (stage 2), causing the 

individual to perceive the expectations about the expected role (stage 3). Finally, the 

individual decides to act upon the role in terms of actual role-related behaviour (Stage -+). 

In other words, Stages 1 and 2 deal with the expected role, while Stage 3 focuses on the 

perceived role, and Stage 4 focuses on the enacted role. 

Several aspects of this model of a role episode should be noted. First, Stages 1 

and 2 are initiated by the group and are aimed at the individual. Stages 3 and 4, on the 

other hand, represent thoughts and actions of the individual receiving the stimuli. In 

addition, Stage 1 and 3 represent cognitive and perceptual evaluations, while Stages 2 and 

4 represent actual behaviours. 

Although the role episode presented here seems straightforward, in reality it is far 

more complicated (Katz & Kahn, 1978). For instance, individuals typically receive 

multiple messages from various groups all attempting to assign them a particular role. 

This can easily lead to role conflict. Messages sent to individual may sometimes be 

unclear, leading to role ambiguity. Finally, individuals may simply receive too many 

role-related messages, contributing to role overload. 

According to Katz and Kahn (1978), role episode begins with the standards that 

are held by evaluators, such as managers, supervisors, peers, and subordinates. These 

Because standards or expectations are then communicated to the indi\'idual. 

communication is often imprecise, the expected role may not be identical to the perceived 

( . d) �r�o�l�'�~� Furthermore due to constraints on actual behaviour, the enacted role or receIve ". , 
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is observed by the evaluators, who then compare it to the standards they have set. This 

feedback then completes a single role episode. If an employee's behaviour does not come 

sufficiently close to the standards, another role episode may be initiated. It should be 

noted that many things could go wrong in a role episode. Sometimes the evaluators do 

not send consistent signals (Adams, Harris, & Carley, 1998). For example, a supervisor 

may assign his or her subordinate a task, while the supervisor, in turn, may later tell the 

subordinate that he or she should not perform that duty, perhaps because it is not the 

subordinate's responsibility or not included in his or her job description. Different 

department sometimes send different signals, as when a supervisor's subordinates 

indicate that they would like less pressure for production, while his or her supervisors 

simultaneously insist on higher levels of output. Differing signals from evaluating 

individuals result in role conflict. On occasion, the messages that evaluators send are not 

clear, or they give incomplete information, which leads to role ambiguity. 

2.9 Summary 

The concept of role is important for an understanding of behaviour. Role is the 

pattern of actions expected of a person in activities involving others. Role expectations 

are defined as how role set's members believe role incumbent should act in a given 

situation. The expectations of the member of the role set are liked to the behaviour. Role 

expectations may be formally or informally established. 

In organisation, people may play many roles simultaneously, Therefore. an 

individual involved in many different roles, each with a complex role set, faces the 

. I 't\' of' I' ndividual behaviour. ultimate III comp eXI . Consequently, there ma\' he 
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complications that make it extremely difficult to define specific roles. It is possible for an 

individual to face a situation where there is simultaneous occurrence of two or more role 

requirements. This situation is known as role conflict. Role conflict occurs when 

expected behaviours or tasks are at odds with each other. Even if individuals avoid the 

stress associated with role conflict, however, they may still encounter and even more 

common source of job-related stress, which is role ambiguity. This occurs when people 

are uncertain about several matters relating to their responsibilities, what's expected of 

them, how to divide their time between various duties. Both role conflict and ambiguity 

can interfere with task performance. 
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Chapter Three 

Organisational Citizenship Behaviour 

3.1 Introduction 

The lifeblood of any organisations is their employee, especially, those who engage 

in work behaviour that is in some way beyond the reach of traditional measures of job 

performance but hold promise for long-term organisational success. This chapter focused 

on the work behaviour above called Organisational Citizenship Behaviour. The first 

section in this chapter deals with evolution of organisational citizenship behaviour 

concept. Then the construct of the behaviour is examined. This is followed by some 

discussions that show evidences of the behaviour improving employee performance, 

research relating to the behaviour, and role boundary concept. Finally, the focus is on 

the behaviour and relevant variables. 

3.2 The Evolution of Organisational Citizenship Behaviour Concept 

One of the most important goals that organisations and their members try to 

achieve is to provide some kind of goods or services that customer desire. Changes in 

organisation management practices occur as managers, theorists and researchers seek ne\\ 

ways to increase organisational efficiency and effectiveness. The dri\'ing force behind 

the evolution of organisation management theory is the search for better \\ays to utilise 
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organisational resources. Advances in organisation management theory typically occur as 

managers and researchers find better ways to perform the principal management tasks: 

planning, organising, leading and controlling human and other organisational resources. 

Much of the discussion of motivation, as a task of leading, focuses on getting employees 

to do the jobs they are assigned in an effective and efficient way. However, they are the 

things that employees do that are beyond the call of duty, without consideration of 

rewards or bonuses. These out-of-role activities are called organisational citizenship 

behaviours (OCBs), and are intriguing because there are often the behaviours cited by 

customers when praising exemplary service. Organisational Citizenship Behaviour can 

be traced to the sixth decade of the twentieth century. Katz's theory (1964) identified 

three basic types of employee behaviour that are critical for the overall effectiveness of 

any organisational system. These three behaviour patterns included the following: (1) 

people must be induced to enter and remain within the system, (2) people must carry out 

their role assignments in a dependable fashion, and (3) there must be innovative and 

spontaneous activity in achieving organisational objectives that goes beyond the role 

specifications. 

While the identification of the first two types of behaviour was important. it is the 

third pattern of behaviour that this study will focus upon. Katz (1964) maintained that 

these behaviours are 'vital to organisational survival and effectiveness.' A view echoed 

by Van Dyne, Graham, and Dienesch (1994) that organisational citizenship behaviours 

hold promise for long-term company success. Indeed, an organisation that depends solely 

upon the first two types of behaviour would appear to be a very fragile social system. 

Katz (196-+) provided scn:ral cxamples of important extra-role behaviours, including: (1) 
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actions that protect the organisation and its property: (2) constructive suggestions for 

improving the organisation; (3) self-training for additional responsibility; (4-) creating a 

favourable climate for the organisation in its surrounding environments; and (5) 

cooperative activities. In the early 1980s the term 'organisational citizenship behayiours' 

(OCBs) was created to depict those extra-role behaviours previously defined and 

described by Katz (Smith et ai., 1983; Bateman & Organ, 1983). More recently, a formal 

definition has been offered by Organ (1988): OCB represents individual behaviour that is 

discretionary, not directly or explicitly recognised by the formal reward system and that 

in the aggregate promotes the effective functioning of the organisation. In terms of being 

discretionary behaviour. Organ implies that the behaviour is not an enforceable 

requirement of the role or the job description, that is the clearly specifiable terms of the 

person's employment contract with the organisation; the behaviour is rather a matter of 

personal choice, such that its omission is not generally understood as punishable. 

Organ (1988) emphasis that this definition does not necessarily imply that OCB is 

limited only to those behaviours that are totally lacking in any tangible return to the 

person who performs such gestures. He maintains that a continual demonstration of 

OCBs over time may influence the impression that co-workers or a supervisor develop 

concerning a particular employee. This impression may play an important role in future 

reward considerations, such as a salary increase or a promotion. Such a view is 

confirmed by the research of Park and Sims (1989). Howeyer. the important point is 

'''that such returns not be contractually guaranteed by any specific policies and 

procedures. that they be at best probabilistic in nature. uncertain of attainment, and at 

most an inference on the part of the indiyidual who contemplates such returns" (Organ. 
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1988: 5). A good citizen IS someone who helps neighbours, votes, participates In 

community activities, etc. In other words, a person who takes actions that is not required 

but which contribute to the welfare of the community. Similarly, good organisational 

citizens are employees whose actions contribute to the effective functioning of the 

organisation and are not explicitly required (discretionary) nor formally rewarded (with 

incentives). In other words, OCB is altruistic; it is expressed in actions that show an 

unselfish concern for the welfare of others. Such behaviours are entirely up to the 

individual (discretionary) in the sense that people are neither rewarded for doing them nor 

punished for not doing them (Organ, 1988). 

Organisational Citizenship Behaviour (OCB) is a relatively new concept in the 

study of organisational behaviour. The first appearance of OCB in the literature occurred 

in the early 1980s (Smith, Organ, & Near, 1983). Since that time, OCB has generated 

considerable interest (Organ, 1988; Organ & Konovsky, 1989; Van Dyne, Graham, & 

Dienesch, 1994). OCBs are employee behaviours, which reach beyond the traditional 

measures of job performance. These behaviours are not part of a formal job description 

nor do they fall within the conventional reward system. However, organisational 

citizenship behaviours hold promise for long-term company success (Van Dyne et aI., 

1994). 

Many other terms have been used to describe OCB, including prosocial 

organisational behaviour (Brief & Motowidlo, 1986), extra-role behaviour (Van Dyne, 

Cummings, & Park. 1995). and organisational spontaneity (George & Brief, 1992). 

Examples of these behaviours include assisting fellow employees in need, volunteering to 
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work late or weekends, helping to socialise and assist new employees, avoiding the waste 

of company supplies, engaging in professional behaviours that enhance the firm image. 

and holding work breaks to a reasonable length. 

As a number of studies show aCB should benefit organisational functioning. 

That IS, an organisation gains a measure of systemic resiliency from these small, 

spontaneous acts of selfless sensitivity, cooperation, and uncompensated contribution 

(Van Dyne et ai., 1995). Such behaviours have the potential to improve interpersonal 

relations, employee communications, job satisfaction and foster an atmosphere of 

cooperation. They have been prevailed in two particular aspects of aCB: altruism and 

teamwork. 

Altruistic behaviours include volunteering for extra work, helping new employees, 

and assisting employees who have been absent or who have heavy workloads. Teamwork 

includes such related concepts as cohesion (Katz & Kahn, 1978) and social integration 

(Smith et aI., 1983). Cohesion reflects satisfaction and auto-action held by team members 

for other members within the same group. Teams that are more cohesive are more likely 

to engage in prosocial behaviours (aCBs) in order to maintain strong relationships within 

the team. Prosocial behaviours include making constructive suggestions, providing 

cooperation, and generating ideas. Similarly, social integration is a mutual 

understanding, camaraderie, and esprit de corps that connects team members (Smith et aI., 

1983). Social integration enables team members to communicate more effectively and 

ultimately work together better. 
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Since the introduction of the concept of OCB topic has received a great deal of 

research attention. A review of the literature on citizenship behaviour indicates that 

researchers generally maintain that OCBs stem from two motivational bases: (l) job 

attitudes and/or (2) disposition/personality (Organ, 1990; Organ & Ryan, 1995). The 

relationship between OCB and job attitudes is rooted in social exchange theory, that is, 

employees engage in OCBs in order to reciprocate the actions of their organisations. The 

second rationale holds that OCBs reflect an individual's predisposition to be helpfuL 

cooperative or conscientious. OCBs could of course relate to both. 

According to Organ (1988), OCBs are behaviours that employees (1) are not 

explicitly rewarded for exhibiting nor punished for not exhibiting, (2) are not part of an 

employee's job description, and (3) are behaviours for which employees do not receive 

training to perform. Organ (1988) proffers five dimensions of organisational citizenship, 

which are: (1) Altruism that represents behaviours directed at helping a specific person at 

work (e.g., a co-worker or a supervisor). (2) Generalised compliance is the label used to 

describe general employee conscientiousness that surpasses enforceable work standards. 

(3) Sportsmanship describes tolerance of nuisances on the job (i.e., when employees 

endure impositions or inconveniences without complaint). (4) Courtesy refers to the act of 

'touching base' with others before taking actions or making decisions that would affect 

their work. (5) Civic virtue behaviours describe the active participation and involvement 

of employees in company affairs, such as attending meetings, responding to mail, and 

keeping up with organisational issues. 
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Most of the empirical work on citizenship is based on Organ's (1988) model, and 

empirical support has been found for his conceptualisation (MacKenzie, Podsakoff, & 

Fetter, 1991). By definition, OCBs are not necessarily selfless acts. Still, by and large, 

researchers have focused on motives that emphasise either prosocial or social exchange 

intent. For example, while Organ (1988) acknowledges that engaging in citizenship 

behaviours on a frequent basis might affect the impression that an individual makes on a 

supervisor or co-worker, he maintains that such behaviour is a consequence of other­

serving rather than self-serving motivation. In fact, he suggests that to increase the 

prevalence of OCBs in the workplace, organisations should try to identify and recruit 

individuals prone to engage in OCBs and should avoid individuals who are egocentric. 

Similarly, while Podsakoff, MacKenzie, and Hui (1993) state that it may be interesting to 

understand how political motives affect employees' reasons for engaging in OCBs, they 

conclude that the intentions of employees are unimportant for understanding the impact 

that OCBs have on organisational functioning. Thus, although citizenship researchers 

have acknowledged that impression-management motives may explain citizenship 

behaviours, none has conducted theoretical or empirical research addressing this point. 

Before Organ's dimensions of organisational citizenship behaviours were 

proposed, Smith et al. (1983) suggested that OCB is composed of two distinct categories: 

altruism and helpful behaviour aimed at specific individuals in the organisation. They 

describe "OCB compliance behaviours as an impersonal sort of conscientiousness, more 

of a good soldier or good citizen syndrome of doing things that are right and proper but 

for the sake of the system rather than for specific persons" (p.662). In addition to Organ's 

five dimensions of organisational citizenship and Smith et al. 's two categories discussed 
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above, Graham (1991) proposed three forms of organisational citizenship behaviour 

including obedience, loyalty and participation. Obedience refers to employees �~� 

willingness to accept and abide by the organisation's rules, regulations and procedures. 

Loyalty refers to the willingness of employees to subordinate their personal interests for 

the benefit of the organisation and to promote and defend the organisation. Finally, 

participation refers to the willingness of employees to be actively involved in all aspects 

of organisational life. 

In 1994 Van Dyne, Graham and Dienesch' s research was completed with its 

results suggesting that participation actually consists of three aspects. Social participation 

refers to employees' active involvement in company affairs, such as keeping up with 

organisational issues or attending non-mandatory meetings, and participation in social 

activities within the organisation. Advocacy participation refers to the willingness of 

employees to be controversial in order to improve the organisation by making 

suggestions, innovating and encouraging other employees to express their opinion freely 

and clearly. Functional participation refers to employee contributions that exceed 

required work standards, such as volunteering to be responsible for extra assignments, 

working late to finish important projects, or pursuing additional training and self-

development. 

All forms of OCB discussed above involve an exchange. The nature of this 

exchange, however, varies. OCB directed at benefiting other co-workers is rooted in the 

positive expressive relationship that characterises cohesion. Exchange patterns in general 

are influenced by the quality of affective relationship. OCB has the characteristics of 
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social exchange where the content of exchange is relevant in that both parties assess 

fairness of exchange (Konovsky & Pugh, 1994; Organ & Konovsky, 1989). The contents 

of exchange, however, art unspecified and the assessment is only intermittent in that 

short-term setbacks do not disturb the exchange relationship. These two aspects keep the 

exchange distinct from the quid pro quo form of economic exchange (Konovsky & Pugh, 

1994; Organ & Konovsky, 1989). 

The OCBs directed at an organisation lead to fulfilment of macro-motives of 

loyalty and commitment (Van Dyne et aI., 1994). These motives stem from the 

commonality of purpose beyond individual needs and self-interest, and are detached from 

the consideration of exchange. These motives, thus, form the basis of a covenantal 

contract between an employee and the organisation (Van Dyne et aI., 1994). Seen from 

other perspective, interpersonal helping or OCB directed at co-workers is predominantly 

rooted in the concern for unilateral giving, OCB directed at supervisors stems from the 

social contact based exchange (Organ & Konovsky, 1989) and OCB directed at an 

organisation derives from the covenantal contract based exchange (Van Dyne et aI., 

1994). 

The organisational processes, leading to an employee's performing OCB aimed at 

benefiting the organisation, are likely to be different. Socialisation and maintenance of 

the conditions of the psychological contract with an employee (Mowdey, Porter, & 

Steers. 1982), enhancement of the status of an individual's organisational membership 

(Salancik, 1977). and indoctrination (Katz & Kahn, 1978) are some of the key processes 
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instrumental in forging a psychological bond between an employee and organisation that 

is the basis of organisationally directed OCB. 

The need-based OCB directed at a co-worker is mainly driven by affective 

overtones. Research indicates that such helping is associated with empathy arousal, 

empathic distress or positive affect. Therefore, the dominant intra-individual processes 

are affective; a view reflected in some of the OCB research specifically focusing on OCB 

directed at benefiting co-workers (e.g., George, 1991). 

The social exchange between an employee and his/her supervisor is based on 

reciprocity, which involves cognitive processing. In particular, the reciprocity-based 

exchange requires assessment of benefactor's intent, extent of volition, and the costs 

incurred by the benefactor and the value of the benefits received (Gouldner, 1960). These 

cognitive processes involved have formed the basis of the distributive, procedural and 

international justice based explanation of OCB and could partly account for the 

moderately consistent relationship between fairness cognition and OCB (Moorman, 1991. 

1993; Organ & Konovsky, 1989). The intra-individual process is, thus, likely to be 

predominantly cognitive in nature. 

OCB directed at benefiting an organisation serves value expressive functions. The 

intraindividual process, therefore, is that of assessing implications of performing OCB for 

the reinforcement of one's internalised values. Some support for this view has been 

highlighted by Popper and Lipshitz (1992). Popper and Lipshitz (1992) note that 

employees assess the extent of match between the forms of organisationally directed OCB 

which they choose to perform. and the bases of congruence of their and organisational 
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values. With this emphasis on value orientation in OCB directed at an organisation as a 

system, the salient aspect of the associated intraindividual process is likely to be 

normative. 

OCB directed at co-workers takes the form of sharing work, listening to problems 

of other employees, orienting new employees, expressing concern for them, and 

providing them information (George, 1991; Smith et aI., 1983). These behaviours 

correspond with forms of social support. In particular, they seem to provide 

informational, emotional, esteem enhancing and instrumental support. Therefore, 

employee perceptions of high social support at workplace should be the most proximal 

outcome of this category of OCB. OCB directed at supervisors is sustained by a broad­

based social exchange between the leader and member in a dyad. The open-ended nature 

of exchange commitments places extra resources at the disposal of the leader. This 

induces employees to take additional responsibilities (Dansereau et aI., 1975) and IS 

reflected in enhanced flexibility and effectiveness of the concerned sub-unit leader. 

OCB directed at an organisation involves expressIOn of commitment to the 

organisation's objectives and organisation as an entity beyond parochial considerations of 

individuals and groups. The main consequence of this is likely to be reduced sub-unit 

goal differentiation (March & Simon, 1958), and loss segregation and differentiation of 

informal groups (Etzioni, 1961) where neither sub-unit nor informal group goals are 

pursued in conflict with organisational goals. 

In addition, the conceptual framework that has inspired work on OCB has much in 

common \\lith the work of Borman and Motowidlo (1993) on 'contextual performance.' a 
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construct that is quite close to aCB. Borman and Motowidlo (1993) note that individuals 

contribute to organisational effectiveness by doing things that are not main task functions 

but are important because they shape the organisational and social 'context' that supports 

task activities. Thus, contextual performance (like aCB) includes such contributions as 

volunteering for extra-job activities, helping others, and upholding workplace rules and 

procedures regardless of personal inconvenience. Borman and Motowidlo suggest that 

such contributions have a generalised value and significance that cuts across different 

jobs and work organisations, whereas task performance varies from job to job. Moreover. 

Borman and Motowidlo (1993) contend that organisation leaders perceive such 

contributions as important and valuable, a position supported by evidence from Orr, 

Sackett, and Mercer (1989), MacKenzie, Podsakoff, and Fetter (1991), and Borman, 

White, and Dorsey (1995). 

For Borman and Motowidlo (1993), the distinction between contextual and task 

(i.e., in-role) performance is both theoretically and practically important because they are 

probably determined by different antecedents. Task related knowledge, skills, and 

abilities are expected to determine task performance, whereas dispositional factors would 

better predict contextual performance. Pulakos, Borman, and Hough (1988) 

demonstrated that measures of cognitive ability predict technical skill and job effort, 

whereas certain personality measures better predict other criteria, such as personal 

discipline. The tone of contemporary social psychology with respect to both attitudes and 

personality is that neither is likely to predict specific, situation bound behayiours \cry 

well, but do predict aggregations of thematically related behaviours across \'aried 

situations and reasonable time intervals (Epstein, 1980). Also, aCB is less likely than in-
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role performance to be constrained by limitations of ability or by work process. Like 

Borman and Motowidlo (1993), It would be expected by task performance to be 

determined largely by ability, particularly as that interacts with precise incentive 

structures for quantity or quality of task performance. It does not mean to suggest that 

these differences in causal determination of OCB and in-role performance are absolute. 

Ability might be a prerequisite to some specific instances of OCB; explicit incentivcs 

might well serve to increase some types of OCB; and in-role performance that inherently 

involves serving others could be related to some measurable personality factors (e.g., 

Hogan, & Hogan, 1989). 

Different forms of employee behaviours negate each of these classes of OCB. 

The negation of co-worker directed OCB that results in provision of social support are 

found in social loafing behaviours. While OCB directed at co-workers is driven by the 

'giving orientation' with a view to meet other's needs, social loafing behaviours stem 

from a 'desire withhold.' The behaviours negating OCB directed at a supervisor are non-

compliant behaviours. While OCB directed at a supervisor involves providing inputs to 

the exchange beyond the reward-contribution ratio based contract, non-compliant 

behaviours involve a denial to meet even the basic terms of this formal contract (Puffer, 

1987). 

Similarly, while organisationally directed OCB seeks to further organisational 

goals by going beyond the parochial concerns and individual self-interests, its negation is 

reflected in those behaviours that seek to detract from collecti\'c interests in order to 

maximise personal gains. A prominent category of such behaviours is free-riding. Free-
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riding applies typically to groups such as organisations where the trade-off is between 

individual and collective gains or what they refer to as 'private goods' and 'public goods. �~� 

These behaviours of individuals may lower the level of 'common goods' and thus 

organisation wellbeing in pursuit of their own goals. 

3.3 The Construction of OCB 

Smith et al. (1983) developed a 16-item behaviour rating scale of OCB. Factor 

analyses of ratings made with this scale suggest two factors, labelled altruism and 

generalised compliance. Five years later, Organ (1988) added other constructs to his 

OCB model. Civic virtue as proposed by Graham (1986) represents responsible 

involvement in the governance and political life of the organisation. Courtesy describes 

organisation members' gestures toward preventing problems that might occur. Finally, 

sportsmanship refers to toleration without complaint of less than desirable organisational 

conditions. 

In the same year as Graham's work, Brief and Motovidlo's work (1986) suggest 

pro social organisational behaviours as behaviour that are H( 1) performed by a member of 

an organisation; (2) directed toward on individual, group, or organisation with whom 

he/she interests while carrying out own organisational role; and (3) performed with the 

intention of promoting the welfare of the individual, group, or organisation toward \\'hich 

it is directed" (p. 711). Brief and Motovidlo (1986) further specified that these beha\'iour 

were either role prescribed or extra-role and could be either organisationally functional or 

dysfunctional. 
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Van Dyne, Cummings, and Park (1995) constructed a review of the literature 

associated with the construct definition and identified the domains of four specific extra 

role behaviours: OCB, prosocial organisational behaviour, whistle-blowing and principled 

organisational dissent. 

Furthermore, Borman and Motovidlo (1993, 1997) suggest a five-dimension 

taxonomy for the concept of OCB. The dimensions are (1) persisting with enthusiasm 

and extra effort as necessary to complete own task activities successfully: (2) 

volunteering to carry out task activities that are not formally part of own job; (3) helping 

and cooperating with others; (4) following organisational rules and procedures: and (5) 

endorsing, supporting and defending organisational objectives. 

Graham's (1991) reVIew of classical philosophy and modern political theory 

highlighted several beliefs and behavioural tendencies that together comprIse what 

Inkeles described as the "active citizenship syndrome" (1969: 1139). Three interrelated 

substantive categories of civic citizen responsibilities make up this syndrome. The first 

category, obedience, involves respect for orderly structures and processes. Responsible 

citizens recognise rational-legal authority and obey the law. The second category. 

loyalty, expands parochial welfare functions to include serving the interests of the 

community as a whole and the values it embodies. Loyal citizens promote and protect 

their communities and volunteer extra effort for the common good. The third category, 

participation, entails active and responsible involvement in community self-governance in 

whatever ways are possible under the law. Responsible citizens keep themselves well 

informed about issues affecting the community, exchange information and ideas \\ith 
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other citizens, contribute to the process of community self-governance, and encourage 

others to do likewise. Political philosophers dating back to Aristotle have recognised that 

citizenship includes multiple related responsibilities and have emphasised that responsible 

civic citizenship requires balanced engagement in obedience, loyalty, and participation 

(Inkeles, 1969). 

Graham (1991: 255) extended this political philosophy perspective on CIVIC 

citizenship and applied the political categories of obedience, loyalty, and participation to 

citizenship in organisational settings. She positioned OCB as a global concept composed 

of several correlated substantive categories modelled after Inkeles' s (1969: 1122-1123) 

definition of the active citizenship syndrome, defining the categories as follows: 

Organisational obedience reflects acceptance of the necessity and desirability of rational 

rules and regulations governing organisational structure, job descriptions, and personnel 

policies. Obedience can be demonstrated by respect for rules and instructions, 

punctuality in attendance and task completion, and stewardship of organisational 

resources. Organisational loyalty is identification with and allegiance to an organisation's 

leaders and the organisation as a whole, transcending the parochial interests of 

individuals, work groups, and departments. Representative behaviours include defending 

the organisation against threats, contributing to its good reputation, and cooperating with 

others to serve the interests of the whole. Organisational participation is interest in 

organisational affairs guided by ideal standards of virtue, validated by an individual's 

keeping informed, and expressed through full and responsible in\'olvcment in 

organisational governance. Representative activities include attending non-requircd 
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meetings, sharing informed opinions and new ideas with others, and being willing to 

deliver bad news or support an unpopular view to combat 'groupthink' (Janis, 1982). 

3.4 Evidence of OCB improving Employee Performance 

The empirical evidence suggests that OCBs do, indeed, improve the effectiveness 

and efficiency of organisations. As mentioned above, it is probably not too surprising 

that research shows that managers implicitly include citizenship behaviours in their 

overall evaluations of employee performance (e.g., MacKenzie et al. 1991, 1993; Park & 

Sims 1989; Podsakoff & MacKenzie 1994). For example, MacKenzie et al. (1991) and 

Podsakoff et al. (1993) found that managers tend to weight OCBs at least as much as they 

do quantitative measures of productivity in their evaluations of employee performance. 

Similarly, Park and Sims (1989) found that both OCBs and objective sales performance 

had significant effects on sales managers' overall evaluations of a salesperson's 

performance. In addition, they found that OCBs also influenced managers' decisions 

about which salespeople should be promoted. More specifically, Park and Sims's 

findings indicate that OCBs have a positive effect on promotion decisions, and the 

strength of this effect increases as the level of sales productivity increases (e.g., Podsakoff 

et aL 1993). 

Citizenship behaviours may also improve the efficiency of a manager's unit by (a) 

reducing the need to devote scarce resources to purely maintenance functions (Organ, 

1988) and (b) helping to coordinate the activities of teams and other workgroups (e.g., 

Smith et al. 1983). A natural-by-product of helping behaviour is that it enhances kam 

spirit, morale and cohesiveness, thus reducing the need for group members (or managers) 
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to spend energy and time on group maintenance functions. Likewise, not creating 

problems for others (for example exhibiting courtesy) reduces inter-group conflict and 

diminishes the need to spend time on conflict-management activities. The coordination 

of activities among group members and between workgroups may also be enhanced when 

sales personnel voluntarily attend and actively participate in work unit meetings (civic 

virtue) and/or 'touch base' with other team members or members of other groups to avoid 

creating problems for them (courtesy). 

OCBs may also be valued because they enhance a manager's ability to attract and 

retain the best people (e.g., George & Bettenhausen 1990; Organ 1988). Many of the best 

employees and job candidates enjoy working in a positive environment with a closely-

knit group of coworkers. Helping behaviours may directly contribute to such an 

environment by enhancing morale and fostering group cohesiveness and a sense of 

belonging to a team, thus making the unit a more attractive place to work. Related to this, 

when employees exhibit sportsmanship by being willing to 'roll with the punches' and 

refrain from complaining about trivial matters, it sets an example of putting the interests 

of the work unit or group ahead of one's own interests, thus enhancing a sense of loyalty 

and commitment to the organisation. 

Also, OCBs can help to enhance a manager's ability to adapt to changing 

environments in several ways. For example, when sales personnel who are in close 

contact with the marketplace volunteer information about changes in the environment and 

make suggestions about how to respond to them, it helps the manager to adapt. Similarly. 

when salespeople voluntarily attend and actively participate in meetings (ciyic \irtue), it 
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may enhance the responsIveness of a manager's unit by aiding the dissemination of 

valuable information. When employees exhibit sportsmanship by demonstrating a 

willingness to take on new responsibilities or learn new skills, attend seminars, and so 

forth, it may enhance the ability of the organisation to adapt to changes in its 

environment. 

There has been expectation of the relative impact of OCBs on performance 

evaluations to be greater at higher levels of the sales management hierarchy for several 

reasons. As noted by Organ (1988) and Borman and Motowidlo (1993), the expectations 

of managers become more diffuse and more contextually oriented as managers' advances 

up the corporate hierarchy. In general, employees are expected to contribute more to the 

organisation as they progress up the organisational hierarchy. For example. a new and 

relatively inexperienced employee would be less likely to be, or be capable of, mentoring 

others, speaking to employee groups, making decisions about company policy, or taking a 

leadership role in motivating others. However, more senior-level employees who hold 

managerial positions would be expected to mentor or be a role model for others, provide 

input on others' performance, present new ideas at employee meetings, motivate others, 

host external guests, volunteer for charity work, and so forth. Thus, managers are often 

expected to make broader contributions to the organisation than their subordinates, and 

regardless of whether these expectations are explicitly stated by the managers' superiors, 

they may cause 'extra-role' contributions to have an even greater impact on the 

evaluations of managers than they do on the evaluations of their employees. 
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A second reason why OCBs might become more important as one moves up the 

organisational ladder is that it becomes more difficult to obtain objecti\'e measures of a 

sales manager's performance than it is to obtain objective measures of a salesperson's 

sales performance. Such measures do exist (e.g., aggregate sales, expense management 

ratios), but they are not as closely linked to the manager's own behaviour as are the 

measures available for salespeople. This makes it more difficult for general managers 

(OMs) to base their appraisals of the lower level managers solely on objective measures 

of individual performance. 

Another reason for the importance of OCBs at the managerial level has to do with 

the fact that managers are in highly visible positions, affecting more people as role 

models and leaders. People are more likely to look up to managers or at least scrutinise 

their behaviour and reactions to various organisational events. In such a position, 

complaints by managers could have a greater negative effect on more people, as could the 

more positive altruism and sportsmanship behaviours. This wider span of influence 

means that managerial OCBs reach a larger audience with potentially greater impact than 

the behaviour of non-managerial employees. To some extent, senior management 

depends on managers to represent and support the organisation for this reason. A 

manager who consistently demonstrates support for organisational goals could set a 

positive tone for the attitudes of those who work for him or her. Thus, aCBs may be 

more important at a managerial level, because the modelling of these beha\'iours has a 

'multiplier' effect on subordinates. 
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Finally, as argued previously, it is possible that aCBs help managers to be more 

personally effective. To the extent that this is true, one might expect the impact of aeBs 

to be even greater as one moves up the sales management hierarchy because (a) the 

premium on the time of a higher level manager is even greater than that of a lower !eyel 

manager, and (b) any enhancing effect that aCBs have on unit efficiency will be even 

greater at higher levels. Thus, for all of the above reasons, aCBs will have a greater 

relative impact on the overall evaluations of sales managers than they do on the 

evaluations of salespeople. 

Across three separate samples of insurance agents and a single sample of 

petrochemical sales representatives, they found that the impact of aCBs and sales 

productivity on overall evaluations of performance was about the same. However, in 

their sample of pharmaceutical sales managers, they found that aCBs had a much bigger 

impact on performance evaluations than objective productivity. Taken together, these 

findings suggest that the relative impact of aCBs on performance evaluations increases as 

one moves up the sales management hierarchy from agent/sales representative to first-line 

sales manager. 

However, the obvious problem with the comparisons of the sales representatiYe 

samples with the sales manager sample reported in MacKenzie et al. (1993) is that there 

are other differences between the samples besides the difference in their level in the 

organisational hierarchy. More specifically, the samples differed in terms of the nature of 

the industries examined (insurance versus petrochemical versus pharmaceutical). the type 

of sales (consumer versus industrial). and a variety of organisational characteristics (e.g., 
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the nature and availability of the quantitative performance indicators used by the 

performance evaluators, the nature and structure of the reward and compensation systems 

for each of the sales samples, and the extent to which the evaluators' pay is linked to the 

objective performance of the person being evaluated). 

The fact that aCBs were found to influence promotion decisions is interesting, 

because several researchers have speculated that the impact of aCBs on performance 

evaluations increases as one moves up the organisational hierarchy. For example, argan 

(1988) has suggested that aCBs increase in importance for upper-level managers, since 

"the higher the rank of an organisational member, the more diffuse are the expected, role-

related obligations of that member" (p. 13). Similarly, Borman and Motowidlo (1993) 

suggest that, "Because management positions do not contribute directly to the technical 

core of an organisation, differences between their task and contextual components are not 

as straightforward as in other jobs that do contribute directly to the technical core" (p. 

85). This implies that evaluations of higher-level managers are less concrete and rely 

more heavily on distinctive, organisation enhancing behaviours such as aCBs. Indeed, 

Borman and Motowidlo estimate that about 30 percent of the managerial performance 

domain may involve aCB-like behaviours such as volunteering, showing enthusiasm, 

putting in extra effort, helping others, cooperating, and endorsing or defending the 

organisation. 

Further, organisational citizenship behaviours also should be of interest to sales 

managers. For example, MacKenzie, Podsakoff, and Fetter (1993) find that various 

combinations of aCBs are more important than sales productivity in determining sales 
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managers' ratings of salespeople. This finding is consistent across petrochemicaL 

insurance, and pharmaceutical salespeople. Organisational citizenship behaviours also 

can have a positive effect on objective sales unit performance (Podsakoff & MacKenzie. 

1994) and can lead to other important sales-related behaviours such as improved customer 

service (George, 1991). 

3.5 Research on OCB 

The topic of organisational citizenship behaviour (OCB) has generated a 

considerable amount of scholarly attention (e.g., Koys, 2001; Tepper, Lockhart, & 

Hoobler, 2001; Werner, 2000; Hui, Lan, & Law, 2000; Hodson, 2002; MacKenzie, 

Podsakoff, & Paine, 1999). OCB embodies the constructive and cooperative gestures that 

are neither mandated by formal job-role prescriptions nor directly nor contractually 

compensated for by the formal organisational reward system. Several research studies 

tested the relationship between employee attitudes of job satisfaction, organisational 

support and OCB (Bettencourt& Gwinner, 2001; Netemeyer, Boles, McKee, & 

McMurrian, 1997; Kelley, Longfellow, & Malehom, 1996; Organ, & Ryan, 1995). These 

studies found that job satisfaction and perceived organisational support were the best 

predictors of OCBs. Bettencourt and Gwinner (2001) suggested that job attitudes seem to 

be the primary driver of employee willingness to represent the organisation favourably to 

outsiders. Also, other employee attitudes such as fairness provided evidence that fairness 

perception explain unique variance in participation OCBs (Bettencourt & Brown, 1997; 

Kelley et aI, 1996). Other research on OCB such as Penner. Midili. and Kegelmeyer 

(1997) suggested that OCB may also be a proacti\'c beha\'iour, that is, people may 
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consciously choose to engage in OCB because such behaviours meet certain needs or 

satisfy one or more motives. Penner et al.' s (1997) interest in motives and OCB was 

explicitly based on a functional approach to human behaviour. The functional approach 

to behaviour focuses on the function or purpose served by behaviour. Identifying the 

purpose or purposes served by a particular behaviour enables one to better understand it 

and why the person has performed it (Rioux & Penner, 2001). This approach assumes 

that much of human behaviour is motivated by a person's goals and needs. 

3.6 Research outside the US 

Furthermore, there have been examinations of OCB outside of the context of US. 

For example, Farh, Earley, and Lin (1997) examined Citizenship behaviour in Taiwan by 

developing and assessing a citizenship behaviour measure, and then investigating the 

relationship between citizenship behaviour and organisation justice. Results showed that 

employees who perceive their interactions within an organisation as recognised and 

legitimate are more likely to engage in citizenship behaviour. Moreover. the relationship 

between justice and citizenship behaviour was found to be stronger for men than for 

women. Alotaibi (2001) examined the effects of procedural and distributive justice, job 

satisfaction, and organisational commitment upon OCB in Kuwaiti context. This study 

contributes in two ways to OCB literature. First, it provides confirming evidence that 

both procedural and distributive justices are antecedents of OCB in Eastern cultures. 

Secondly it helps to bridge the gap in OCB literature in Eastern cultures. Another study 

on OCB (Paine & Organ, 2000) was designed to gain an understanding of \\"hether the 

OCB phenomenon originally noted in the Western world was also presented in other 
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countries. The Western countries included European countries such as England, Finland. 

France, Germany, Italy, Netherlands, Slovenia, Somalia, Spain and Switzerland. The 

Asian countries included Japan, Hong Kong, South Korea, Taiwan, and Thailand etc. 

Findings suggested that in collectivist cultures, what would be called aCB appears to be 

part of what one is generally expected to do-regardless of job description or prospects 

for any sort of reward other than honour within the group. However, this research's 

conclusions are highly questionable. Not only they are described as exploratory and 

descriptive, in many cases only one or two representatives from each of these countries 

were included. The overall samples size was extremely small-38 respondents 

representing 26 countries. Therefore, although Thailand was included in this study, the 

results of the examination of aCB in the context of Thailand cannot be seen as anything 

other than highly tentative. 

3.7 Role boundary 

An important issue of aCB is job role boundary. After Morrison's research 

(1994) suggesting two rationales for why different employees may perceive different 

boundaries of aCB, Lam, Hui, and Law (1999) examined aCB by comparing 

perspectives of supervisors and subordinates across four international samples. This 

study revealed that the rank difference in defining job roles was stronger than the nation 

difference in terms of both mean differences and effect size. Such differences may signal 

a breach of the psychological contract between the subordinate and the super\'isor. The 

breach occurs when the subordinate perceives that the supervisor imposes extra-role 

behaviour as an expected part of the subordinate's job. Eventually, this study suggested a 
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very interesting issue of OCB, that is, if the boundary of OCB differs across supervisors 

and subordinates, asking supervisors to evaluate subordinates' OCB may lead to errors in 

estimating the relationship between the predictors and OCB. This suggests that from a 

methodological point of view, if researchers are interested in subordinates' \\ork 

behaviour, they should probably base their studies on subordinate definitions and ratings; 

if they are interested in how supervisors appraise subordinates, they should probably use 

supervisor definition and ratings. 

Another example of research examining job role boundary (Tepper, Lockhart, & 

Hoobler, 2001) suggested that subordinates' role definitions with respect to OCB 

moderated the relationships between their procedural justice perceptions and their 

performance of OCB. The relationships between procedural justice and two kinds of 

OCB, interpersonal helping and personal industry, were stronger when subordinates 

defined them as extra-role behaviour. Allen, Barnard, Rush, and Russell (2000) also 

compared multiple ratings of OCB of managers obtained from three different sources 

including self, superiors, and subordinates. This study indicated that there were mean 

level differences in ratings across sources. That is, ratings made by self and superiors 

were higher than were ratings made by subordinates. 

One very recent study on OCB was conducted in Portugal (Rego, 2003). Its main 

focus of attention is the Citizenship Behaviour of university teachers. Four OCB 

dimensions are defined in the study: participatory behaviour. practical orientation. 

pedagogical conscientiousness and courtesy. 
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Findings suggest that teachers' citizenship behaviours and actions help increase 

students' academic performance. Therefore, the study (Rego, 2003) implies that there is 

relationship between organisational citizenship behaviour and organisational performance 

because according to system theory students are universities' output. That is, 

organisational citizenship behaviour influences quality students or university performance 

and output. 

3.8 OCB and relevant variables 

OCB is seen as desirable because it includes suggesting new ideas for handling 

work, training and taking a personal trust in other employees, punctuality, seeking and 

asking for help when needed, making positive statements about the department and 

supervisors and so forth. This behaviour may enhance organisational efficiency by 

facilitating resource transformation, innovation and adaptability (Turnipseed. 1996). 

Such behaviour is thought to increase available resources and decrease the need for more 

formal and costly mechanisms of control (Organ, 1988; Podsakoff & MacKenzie, 1997). 

Accordingly, there has been a growing interest in the study of organisational citizenship 

behaviours in the management literature. The literature reveals many interesting factors 

associated with OCBs including Leader-Member Exchange (LMX), Procedural Justice, 

Distributive Justice, Psychological Contract, Job Satisfaction, Organisational 

Commitment. Previous studies have dealt mainly with the influence of managers' 

perceptions of employee performance of OCBs (e.g., MacKenzie et al.. 1993; Podsakoff 

& MacKenzie, 1994) or with a fe\\! selected antecedents and consequences of OeBs 

(George, 1991; Netelllcyer, Boles, McKee, & McMurrian, 1997). However. e\'idence 
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suggests that several uninvestigated perceptual variables influence OCBs of salespeople 

(e.g., Netemeyer et aI., 1997). In his discussion of the motivational basis for OCBs, 

Organ (1988) has suggested that justice perceptions playa key role in promoting OCBs. 

Prior research supports the organisationally advantageous nature of higher quality 

leader-member exchanges (LMX) (e.g., Liden & Graen, 1980; YukI, 1994). For example, 

higher quality LMX have been positively associated with subordinate-supervisor mutual 

support, subordinate in-role performance (Dansereau, Graen, & Haga, 1975; Dienesch & 

Liden, 1986; Graen & Scandura, 1987) and extra-role activity such as organisational 

citizenship behaviour (OCB) (e.g., Deluga, 1994; Settoon, Bennett, & Liden, 1996: 

Wayne & Green, 1993). Organisational citizenship behaviours are considered vital for 

productivity because organisations cannot anticipate through formally stated in-role job 

descriptions the entire array of subordinate behaviours needed for achieving goals 

(George & Brief, 1992). Therefore, because higher quality LMX subordinates are 

inclined to perform in-role (e.g., Dansereau et aI., 1975; Liden & Graen, 1980; Vecchio & 

Gobdel, 1984; Wayne & Ferris, 1990) and organisationally useful extra-role OCB (e.g., 

Settoon et aI., 1996). 

Organisational justice is the term used to describe the role of fairness in the 

workplace (Greenberg, 1986). Specifically, organisational justice focuses on the 

processes by which employees determine whether or not they have been treated fairly in 

their jobs and the ways in which these perceptions influence other outcomes (Alexander 

& Ruderman. 1987). The concept of justice is critical to understanding interpersonal 

relationships and organisational processes. The two sub-domains that justice research has 
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typically focused on are: (a) distributive justice, which relates to the fairness of outcomes 

an employee receives, and (b) procedural justice, which describes the fairness of the 

procedures used to determine those outcomes. The lack of distributive justice can cause 

workers to lower their job performance, cooperate less with their co-workers, engage in 

stealing, and experience stress (Folger & Cropanzano, 1998). Procedural justice is 

composed of both formal procedures and international justice that is relational in nature 

and reflects the degree of fairness in the treatment of one individual by another. Thus, 

procedural justice has both, a structural and formal component and a social component 

(Folger & Cropanzano, 1998). Moreover, researchers have reported a robust relationship 

between perceptions of procedural justice and OCB in a variety of studies (e.g., Fahr, 

Podsakoff, & Organ, 1990; Konovsky & Pugh, 1994; Moorman, 1991; Moorman, 

Niehoff, & Organ, 1993; Niehoff & Moorman, 1993; Organ & Moorman, 1993). 

Another concept that is closely allied to OCB is that of the 'psychological 

contract' (Rousseau, 1995). Rousseau (1995) theorised that psychological contracts are a 

key influence on behaviour at work and that they are especially relevant to discretionary 

behaviour. When psychological contracts contain a large number of inducements from an 

organisation, individuals have positive relationships with the organisation and they 

reciprocate by contributing to it. These contributions include obedience, loyalty. and 

cooperative behaviour. In contrast, when psychological contracts are less positive. 

workers reciprocate by engaging in less organisational citizenship behaviour. Robinson, 

Kraazt, and Rousseau (1994) provided empirical support for this relationship by 

demonstrating a link between psychological contracts and self-reported organisational 

citizenship behaviour. 
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A job attitude, which is related to OCB, is organisational commitment. It is made 

up of three components, each reflecting a different type of attachment to the organisation. 

Each component is considered to develop as a function of different determinants and to 

have different implications for organisational behaviour. Meyer and Allen (1991) 

describe these components including affective commitment, continuance commitment, 

and normative commitment. Affective commitment refers to the employee's emotional 

attachment to, identification with, and involvement in the organisation. Employees with a 

strong affective commitment continue employment with the organisation because they 

want to do so. Continuance commitment refers to an awareness of the costs associated 

with leaving the organisation. Employees whose primary link to the organisation is based 

on continuance commitment remain because they need to do so. Finally, normative 

commitment reflects a feeling of obligation to continue employment. Employees with a 

high level of normative commitment feel that they ought to remain with the organisation. 

Drawing on social exchange theory, Organ (1990) theorised that affective 

commitment, conceptualised as a sense of psychosocial attachment, is an antecedent of 

organisational citizenship behaviour. Thus, engaging in voluntary behaviours such as 

organisational citizenship is a behavioural response to the inducements received from an 

organisation. This idea was supported by Shore and Wayne's (1993) research, \vhich 

demonstrated a relationship between affective commitment and supervisor ratings of 

organisational citizenship. In summary, the literature provides theoretical and empirical 

justification for expecting psychological contracts and commitment to be related to 

organisational citizenship. 
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Eventually, a best-known work-related attitude is job satisfaction. Barnard (1938) 

suggested that satisfaction lead to individual willingness to cooperate and willingness to 

contribute to cooperative systems. A significant amount of empirical research has 

demonstrated that there is no consistent, positive relationship between job satisfaction and 

traditional measures of job performance (laffaldano & Muchinsky, 1985). Organ (1988), 

however, argued that a consistent and positive relationship exists between satisfaction and 

broader conceptualisations of performance that include organisational citizenship 

behaviours in addition to more traditional measures of performance. In fact, past research 

has consistently demonstrated a relationship between positive job attitudes and citizenship 

behaviour (Organ, 1988: 44) reviews the empirical studies of satisfaction and OCB. 

Organ used social exchange theory to suggest that when employees are satisfied by their 

jobs, they reciprocate. This reciprocation includes attachment to the organisation and 

behaviours such as organisational citizenship. Extending this reasoning, Pearce and 

Gregersen (1991) argued that the constraints placed on traditional measures of job 

performance by job descriptions and standard operating procedures make it more likely 

that employee reciprocity will occur as citizenship behaviour rather than as traditionally 

measured aspects of job performance. 

Early research on organisational citizenship behaviour, however, typically did not 

specify the process that related satisfaction and citizenship. Extending the more recent 

research on mediating relationships (Konovsky & Pugh, 1994; Moorman, 1991 : 

Podsakoff et aL 1990) and combining it with the theoretical heritage of civic citizenship, 

personal satisfaction regarding numerous aspects of a workplace, such as satisfaction with 

k and supervisors satisfaction with the \york itself, and satisfaction \\"ith both co-wor ers ' 
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immediate and long-term rewards, will promote covenantal relationship. As noted earlier. 

covenantal relationship is characterised by reciprocity and mutual commitment and the 

absence of predetermined inducements and contributions. By definition. citizenship 

behaviours are not all required by a job. When they occur, they are not explicitly 

rewarded, and when they do not occur, there is no punitive action (Organ, 1990). 

One approach stems from the extensive social psychology literature that 

documents the correlation between a person's good mood and that person's likelihood to 

engage in helpful behaviours or actions. Drawing on this literature, early empirical 

studies on OCB generally assumed that job satisfaction was an indicator of an employee's 

positive mood about work. Consequently, such studies (e.g., Bateman & Organ, 1983; 

Smith, Organ, & Near, 1983) hypothesised and found a significant. robust. and positive 

association between job satisfaction and OCB. This association suggests that one reason 

satisfaction may be related to OCB is that it primarily reflects affect (mood) at work, and 

positive affect fosters OCBs. 

A second, and more recent explanation, derives from the finding that job 

satisfaction measures contain substantial cognitive content (Brief & Roberson 1989). In 

particular, Organ (1988,1990) has maintained that job satisfaction measures tap, to a large 

degree, fairness cognitions. While empirical support for Organ's position can be found 

(e.g., Organ & Konovsky 1989), other studies (e.g., George 1991) indicate that a positive 

mood may account for more unique variance in OCB. 

Strong evidence suggests that organisational culture is a major precondition 

fostering citizenship behaYiour (Organ & Ryan, 1995). Employees are more likely to 
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exceed their job responsibilities if they: are satisfied with their jobs: perCelye that 

supervIsors are supportive and considerate; believe they are treated fairly. The 

relationship between organisational factors and OCB is usually conceptualised as an 

exchange: the employee expends effort in exchange for anticipated benefits, both 

financial and social. Employees attempt to maintain balance between effort expended 

and benefits received. If benefits are lower-than-anticipated, employees tend to reduce 

their effort. The extreme form of this is to leave the organisation. 

Those who do not take this step have limited options. Inadequate job performance 

can lead to sanctions. Therefore, the employees will likely perform at an adequate level 

on the job, but reduce their voluntary initiatives. In other words, OCB is often the first 

casualty when employees are not satisfied with their jobs, do not believe supervisors are 

supportive and considerate, or do not believe they are being treated fairly. 

Conversely, when perceived benefits exceed effort, employees sense the 

imbalance in the other direction. For example, if supervisors are supportive, and if the 

company treats employees fairly, then workers feel a sense of obligation, which they 

repay via contributions that exceed literal job descriptions. These contributions include 

both group participation and the degree to which employees spontaneously help co-

workers. 

Personality and mood affect both individual and group focused OCB. Research 

has shown that helpfulness is related to personality factors. Some people are simply more 

likely to help a co-worker, regardless of the organisational setting. One' s willingncss to 

help others is also influenced by mood (George & Brief, 1992). Personality is a relatiycly 
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fixed characteristic, but mood is changeable. A positive mood increases the chances that 

a person will help another. While mood is influenced (in part) by personality, it is also 

influenced by the situation. For example, in the work setting, mood is influenced by both 

the climates of the immediate workgroup and organisational factors (such as values and 

fair treatment). Thus, if the company values employees and treats them fairly, and if the 

immediate workgroup is positive and cohesive, employees are more likely to be in a good 

mood. Consequently, they will go out of their way to help one another. Employee 

selection is one approach to improving organisational citizenship (Borman & Motowidlo, 

1993). Since helpfulness is related (in part) to personality variables, prospective 

employees can be screened to identify those who are predisposed to make extra-role 

contributions. This is a long-term approach. A more-effective strategy is to realise the 

company in order to create a culture that supports citizenship behaviour (Skarlicki & 

Latham, 1996). 

3.9 Summary 

In the organisational SCIences, non-prescribed organisationally beneficial 

behaviours and gestures are distinguished from organisational behaviours that can be 

enforced on the basis of formal role obligations. Bateman and Organ (1983) denoted 

these former behaviours as 'organisational citizenship behaviours' (OCBs). OCB refers 

to individual behaviour that is performed voluntarily and not directly or explicitly 

recognised by the formal reward system that, nevertheless, generally contributes to 

organisational effectiveness (Organ, 1988: Katz, 1964). OCB is essential because 

. t' annot anticipate through formally stated in-role job descriptions the entire 
orgamsa IOns c . 
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array of behaviours needed for achieving goals (George & Brief, 1992). Initially_ Smith, 

Organ and Near (1983) identified two OCB dimensions: altruism, representing those 

forms of OCB that provide help to a specific person (such as a co-worker), and 

generalised compliance (or conscientiousness), a more impersonal form of conscientious 

citizenship, which includes faithful adherence to rules about work procedures and 

conduct. Later, Organ (1988) introduced three additional OCB dimensions: courtesy, or 

gestures taken to help prevent problems of work associates; sportsmanship, or willingness 

to forbear minor and temporary personal inconveniences and impositions without fuss, 

appeal or protest; and civic virtue, or responsible and constructive involvement in the 

issues of governance of the organisation. OCBs can enhance an organisation's success by 

permitting it to more effectively allocate its financial and human resources (Organ, 1988). 

For example, a conscientious employee may require little supervision-employees 

exhibiting altruism and courtesy could save the organisation a great deal of time and costs 

in training and 'crisis' management, respectively; poor sportsmanship prevents managers 

spending enough time on more important job functions; and employees high on civic 

virtue may save costs by providing constructive suggestions regarding changes that might 

be made in their department or company. 
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Chapter Four 

The Culture Context of the Research 

4.1 Introduction 

The aim of this chapter is to discuss the concept of culture and its impact on 

behaviour. Then the main characteristics of Thai culture are examined, with attention 

given to understanding differences in beliefs, perceptions, and other cultural dimensions 

which may influence Western and Thai lecturers. This is followed by a discussion that 

shows how organisational citizenship behaviour is viewed across cultures. Finally, the 

focus is placed on the history of Thai and UK University development. 

Each culture has its own norms, customs, and expectations for behaviour, and the 

success of a study of organisational behaviour and management depends on ability to 

understand several cultural issues. A culture is a set of shared knowledge, beliefs, and 

values, as well as the common modes of behaviour and ways of thinking, among 

members of a society. These become embodied in the laws and regulations of the 

society, and in the generally accepted norms of the country's social system. People in a 

society learn what to notice and what not to notice, how to behave with each other. and 

how to handle responsibility, success, and failure. Most people are unaware of just how 

Prasert Sitthijirapat 60 



Chapter -I The Culture Context of the Research 

their culture has influenced their values, attitudes, beliefs, and norms. Culture is 

intangible, pervasive, and difficult to learn for outsiders (Lenartowicz & Roth, 2000; 

Hofstede, 1985). 

According to Hofstede (1993), national culture, subcultures, organisational 

culture, and history all influence the behaviour patterns of employees and the structures 

and processes found in organisations. The complexity of these patterns, structures, and 

processes requires the careful analysis of many different variables. Despite such 

complexity, it is more important than ever in a study of OCB for the researcher to attempt 

to unravel the dimensions that differentiate cultures. For managers who aim to motivate, 

lead, reward, structure, evaluate, and change behaviour patterns, the study of cultural 

variation - particularly as it relates to performance, attendance, satisfaction, and ethical 

behaviour - is especially important. 

4.2 Hofstede's Cross-cultural Study 

An increasing body of research attempts to empirically investigate cultural 

variation and its impact on behaviour and styles of management. Research carried out by 

Hofstede (1985) on 116,000 IBM employees in 40 countries identified four dimensions of 

national value systems: power distance, individualism-collectivism, uncertainty 

avoidance, and masculinity-femininity. Power distance refers to the degree to which 

members of a society accept differences in power and status among themselves. Thus 

high power distance means that people accept inequality in power among institutions. 
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organisations, and people. Low power distance means that people expect equality in 

power. In national cultures that tolerate only a small degree of power distance, norms 

and values suggest that power differences should be minimal. Hofstede's work implied 

that such cultures prefer participative management and worker involvement in decision­

making. According to Hofstede (1980) individuals in such cultures believe that superiors 

should be readily accessible to subordinates. Also the use of power is neither inherently 

good nor inherently evil; whether power is good or evil depends on the purposes for and 

consequences of its use. On the other hand, in national cultures characterised by a large 

degree of power distance, norms and values based on hierarchical distribution 

predominate. People in these cultures use authority and power to coordinate individual 

work and behaviour. Individuals in large power distance cultures believe that power 

holders are entitled to special rights and privileges. Also, superiors and subordinates 

should consider each other to be different kinds of people. Komin (1999) suggested that 

autocratic management styles are more likely to exist in a high power distance culture 

than in a low power distance culture. Decentralisation, participation, and worker 

involvement are more likely to exist in a low power distance culture than in a high power 

distance culture. 

The individualism-collectivism dimension refers to the tendency of a culture' s 

norms and values to emphasise the pursuit of individual needs or group needs. That is, 

individualism reflects a value for a loosely knit social framework in which individuals are 

expected to take care of themselves. Collectivism means a preference for tightly knit 
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social frameworks in which individuals look after one another and organisations protect 

their members' interests. According to Hofstede (1999), most people's attitudes and 

behaviours lie somewhere between these poles of individualism and collectivism. 

Individualists are committed to their own development, quality of life, and rewards. In 

collectivist national cultures, the group and its accomplishments take precedence over 

anything else. There is a strong sense of group commitment. 

The third dimension, uncertainty avoidance, concerns the degree to which people 

are comfortable with ambiguous situations and with the inability to predict future events 

with accuracy. So low uncertainty avoidance means that people have high tolerance for 

the unstructured, the unclear, and the unpredictable. In these cultures they believe that 

life is inherently uncertain and is most easily dealt with if taken one day at a time. And 

there should be as few rules as possible, and rules that cannot be kept should be changed 

or eliminated. High uncertainty avoidance means that people are uncomfortable when 

they are unsure what the future holds. In cultures characterised by high uncertainty 

avoidance, behaviour is motivated to some degree by fear of the unknown. People in 

such cultures are more likely to attempt to reduce or avoid uncertainty by establishing 

rules, policies, and procedures. 

Within the final dimension of masculinity-femininity, Hofstede (1985) uses the 

term masculinity to designate the degree to which a culture emphasises assertiveness, 

dominance, and independence. According to Hofstede (1980), people in a culture that 

has a high masculinity orientation believe that sex roles in society should be clearly 
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differentiated, that is, men are intended to lead and women to follow. In addition, 

ambition and assertiveness provide the motivation behind behaviour. Femininity 

describes a culture's tendency to favour such values as interdependence, compassion, and 

emotional openness. According to Hofstede (1980), people in a culture oriented toward 

femininity hold the kinds of beliefs that sex roles in society should be fluid and flexible -

that is, sexual equality is desirable. Also here, the quality of life is more important than 

personal performance and visible accomplishments. 

4.3 Cultural Dimensions in Examining OCB 

Since this thesis is at least partly a comparative study of role behaviour between 

members of UK and Thai Universities, the cultural contexts of the two countries merit 

review. Fortunately Great Britain was included in Hofstede's research (Hofstede, 1980; 

1985). With reference to nation clusters according to his four dimensions, Great Britain 

is in the same cluster as the United States. That is, it is low on power distance and 

uncertainty avoidance (see Table 4.1 and Figure 4.1), thus, there is very little hierarchy 

and much interaction among the UK's people. British culture is also characterised by 

high levels of individualism and masculinity (see Table 4.1 and Figure 4.2) where people 

are committed to their own development, quality of life, and rewards. Also, success is a 

personal achievement; people function most productively when working alone. 

Thailand also featured in Hofstede's original study and later studies (e.g. 

Hofstede, 1999) and it is possible to integrate other studies of Thai culture with 
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Hofstede's framework. To characterise Thai culture based on Hofstede's studies (1980, 

1985) and Sorod's study (1991), the culture is high in power distance (see Table 4.1 and 

Figure 4.1). For example, Komin (1990,1995) described the Thai social system as 

hierarchical, where the public confrontation of authority is viewed as socially disruptive 

insubordination and is strongly discouraged. With reference to individualism-

collectivism, Thai culture is characterised by low individualism (see Table 4.1 and Figure 

4.2). According to Charoenngam and Jablin (1999), Thais view the parent-child 

relationship as basic to social life, and thus most Thais retain very close ties with their 

families. An other dimension of Hofstede's cultural characteristics of Thai culture is high 

uncertainty avoidance (see Table 4.1 and Figure 4.1). For example, when Thais meet one 

another for the first time, they automatically employ the correct pronouns and postures of 

respect, deference, and intimacy. Finally, Thais value low masculinity (Hofstede, 1980, 

1985; Sorod, 1991), and so a successful, modest Thai person often expresses a more 

humble opinion than is probably merited by her or his own ability, knowledge, skills and 

success. Older Thai people are not happy when younger people argue with them or give 

more critical opinions than requested. Many Thai people would prefer not to say 

anything if their comments tend to lead to conflict or interpersonal resentment 

(Charoenngam & Jablin, 1999). 

Furthermore, during the 1980s an eminent Thai sociologist, Komin (1990, 1995). 

conducted research into Thai values and behaviour so as to understand how Thais think, 

feel and act when they face certain situations. The results indicated nine Thai values, 
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basic beliefs, or feelings. These nine Thai value orientations are as follows: 

Ego orientation, meaning the Thais' particular interests in saving face, and 

evasion of criticism. 

2 Grateful relationship orientation, meanmg a feeling of thankful appreciation, 

mutual support and friendship. 

3 Smooth interpersonal relationship orientation, meaning peaceable or friendlv 

relations. 

4 Flexibility and adjustment orientation, meanmg an inclination to be easily 

influenced or changed by situations or people. 

5 Religio-psychical orientation, meaning a belief in spirit and soul, acceptance of 

differences and inequalities in power and status among people. 

6 Education and competence orientation, meaning that education and competence 

leads to change in social status. 

7 Interdependence orientation, meaning a cooperative spirit, friendly attitude and 

the compassionate demeanour of Thais and different ethnic groups in Thailand. 

8 Fun-pleasure orientation, meaning interest in feelings, and moods of happiness, 

enjoyment and satisfaction. 

9 Achievement-task orientation, explaining the phenomenon where the personal 

rewards and task-achievement are often sacrificed in order to maintain good 

relationships - the social element in achievement value. 

Based on these Thai value orientations, Komin (1999) mentioned several 
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implications of a general nature relating to management. In Thai culture, straightforward 

negative performance feedback, strong criticism and face-to-face confrontation 

techniques should be avoided. 'Face-saving' is a key criterion in handling all person­

related decisions, particularly negative ones. In addition, compromise is often used as an 

effective means of saving face, and to keep the 'surface harmony'. Moreover, 

straightforward, ambitious and aggressive personalities like those of the West, although 

highly capable, are not tolerated and are hardly ever successful. But personalism \vith a 

'soft' and polite approach often guarantees cooperation. 

In summary, according to Hofstede (1980, 1985); Sorod (1991); Charoenngam & 

Jablin (1999), Thai culture is characterised by high power distance, low individualism, 

high uncertainty avoidance and low masculinity. These cultural characteristics have 

shaped the unique Thai culture. This culture consists of many values such as "bun khun", 

referring to a strong sense of moral obligation that supports close interpersonal 

relationships (Podhisita, 1998). Bun khun is the feeling that each Thai has, for example, 

for his/her parents for giving his/her life. It is a gift so great that it cannot easily be 

repaid, but yet the recipient is ever ready to reciprocate in whatever way possible 

(Komin, 1995). Bun khun is a favour or help extended to others. It entails obligation on 

the part of the receiver to do something in return (Rabibhadana, 1995). Thus Podhisita 

said, "bun khun obligation is very important in Thai social life. Indeed, it is next to 

kinship in importance as a basis of social relationships in Thai society" (1985: 39). 

Another Thai value is "katanyu katawe/hi". This is also a Buddhist-based value 
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and differs only in degree. Katanyu means to feel gratitude for any merciful favour 

provided by others, and "katawethi" means to return the favour (Rabibhadana 1995). 

The principles of katannu kathavedi reinforce the psychological bonds between parents 

and children as well as between teachers, who give great knowledge, and their students. 

Consequently, there seems little doubt that the Thai values mentioned abo e 

encourage smooth interpersonal relationships based on trust, kindness, respect and 

consideration. This is also true for working relationships and behaviour in organisations 

between supervisors and subordinates and among peers. 

Table 4.1: Score of 3 countries on four dimensions of national culture 

Power Distance Individualism Masculinity Uncertain Avoidance 
Index , Rank Index Rank Index Rank Index Rank 

Great 
35 42-44 89 3 66 9-10 35 47-48 

Britain 
USA 40 38 91 1 62 15 46 43 

Thailand 64 21-23 20 39-41 34 44 64 30 

Source from Hofstede (1999), p.386 

Table 4.1 shows the scores on four scales of national culture for Great Britain, the 

USA and Thailand. The US data is included for the purposes of comparison. 
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Figure 4.1 A power distance x uncertainty avoidance plot for 50 countries and 

3 regions 
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Country abbreviations: GBR Great Britain, USA United States, THA Thailand 

Source from Hofstede (1985), p.351. 
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Figure 4.2 An individualism-collectivism x masculinity-femininity plot for 50 

countries and 3 regions 
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In the context of national culture and with respect to OCB in a Thai context, the 

preceding discussion implies that some dimensions of OCB designated by Organ, such a 
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altruism and courtesy, may not be seen as OCB by Thais. According to Organ (1988), 

altruism includes all discretionary behaviours that have the effect of helping a specific 

other person with an organisationally relevant task or problem. Thai cultural norms 

encourage employees to help each other whenever necessary. In Thai traditional society, 

Thais always construct a psychological bond between someone who renders another 

person the needed help and favour, and the recipient's remembering of the "goodness" 

and his ever-readiness to reciprocate the kindness. In creating such networks in the 

workplace, "bun khun" and "katanyu kathawethi" assume key roles. Offering assistance 

or favour to supervisors, peers, or subordinates begins a reciprocal cycle of mutually 

beneficial acts. 

Also, Organ (1988) has proposed courtesy as a dimension of OCB, which is 

discretionary behaviour by an employee aimed at preventing work-related problems with 

others occurring, mindful of the effects of one's behaviour on others, not abusing others' 

rights, and preventing problems with other people. Similarly, courtesy is not likely to be 

considered OCB by Thais because, as mentioned earlier, Thais try not to interfere with 

the interests of others and have sensitivity to other persons. Furthermore, another 

preferred or admired personality trait among Thais is "maeta", a feeling of sympathy and 

understanding for others who are facing difficulties, and a willingness to help out others 

encountering problems. 

Thus in order to carry out research on OCB in the Thai framework it may be 

necessary to develop new approaches to the measurement of OCB, because concepts of 
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OCB may differ across cultures. 

4.4 Evolution of Higher Education in the UK and Thailand 

The preceding section has concentrated on the wider aspects of national culture. 

Attention is now turned to the more organisationally local aspects of the culture of 

universities within the British and Thai educational systems. According to the present 

area of research, this section outlines the historical development of higher education in 

both UK and Thai universities. This must also include the beliefs and values about 

education which have affected their development. Education is clearly vital, and more 

education both at higher levels and on a broader and socially relevant basis is 

increasingly necessary as society progresses. A good deal of education is, of course, an 

informal process. People learn about life, and about themselves, throughout their lives. 

Children learn from parents, from older children and from their own observation and 

experience. But formal education in literacy, in skills, in the appreciation of culture and 

in the use of leisure is obviously necessary if learning is to be rapid and integrated, and 

this has long been recognised. Formal education used to be a voluntary and private 

concern, but now, although both of these elements are still present, it is primarily a 

statutory service (Brow & Payne, 1990). 

4.4.1 Higher Education in the United Kingdom 

Universities are diverse. ranging in size, mission, subject mix, and history. In 

England, Royal Charters or statutes established the older universities. The Privy Council 
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(which advises the Queen on the approval of Orders in Council including the granting of 

royal charters and incorporation of universities) has the power to grant university status to 

an institution that has the necessary characteristics. Former polytechnics were given the 

status of universities under the Further and Higher Education Act 1992. These are 

sometimes called 'new' universities. The existing 'old' universities include many 

founded in the 1950s and 1960s, whereas the' civic' universities which were founded by 

Royal Charter in major cities in the nineteenth and early twentieth centuries) and the first 

colleges of the University of Wales established in the nineteenth and early twentieth 

centuries. The Universities of Oxford and Cambridge date from the twelfth and thirteen 

centuries, and three Scottish universities, St Andrews (1410), Glasgow (1451) and 

Aberdeen (1494), have existed since the fifteenth century. 

Twentieth-Century Development 

The last century was certainly a period of university expanSIOn. It saw the 

development of a federation of provincial colleges, which originated with Owens 

College, Manchester. This college was given a constitution by Act of Parliament in 1871 

and prepared its students for the degrees of London University; Liverpool University 

College joined Owens College, Manchester, in 1884 to form the federal university of 

Victoria (Curtis, 1967). 

At Birmingham a similar process of development took place: Mason College was 

found in 1880 and became Birmingham University in 1900, awarding its 0\\11 degrees. In 

7:' 
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1903 the Victoria federation ceased to exist, and the Universities of Manchester. 

Liverpool and Leeds were born. Sheffield University followed in 1905, and Bristol 

University in 1909. These universities are usually termed 'older civic universities', 

founded to meet the needs of various localities; but, like all true universities, they have 

developed as national institutions of higher learning open to students from allover the 

United Kingdom-in fact, from all over the world. 

The University of Wales had developed in a way similar to that of the older civic 

universities, particularly the federated University of Manchester. In 1872 a university 

college was founded as Aberystwyth; this was followed by a college at Cardiff in 1883, 

and one at Bangor in 1884. In 1920 the federation was further developed by the addition 

of the University College of Swansea and a School of Medicine. 

In 1926 the University of London Act was passed. This provided a new 

constitution for the increasing number of teaching bodies which had developed since the 

end of the nineteenth century. In 1895 the London School of Economics was founded, 

and the Imperial College of Science joined the University in 1907. 

The pattern followed by the 'younger civic universities' has, until recently, been a 

preliminary period spent as a university college preparing students externally for London 

University degrees. After this 'trial period' the college was then granted a charter to 

award its own degrees. The following universities were developed in this \\'ay: Reading 

(1926), Nottingham (1948), Southampton (1952), Hull (1954), Exeter (1955), and 

74 
Prasert Sitthijirapat 



Chapter 4 The Culture Context of the Research 

Leicester (1957). In 1949 the University College of North Staffordshire broke with this 

traditional form of development by being granted a charter to award its own degrees 

immediately. It had, however, a period of supervision and sponsorship by three other 

universities until, in 1962, it became the University of Keele. During the 1960s there was 

a vast development of the university sector of education; proposed new universities were 

to receive their charters at their foundation without going through the embryonic stage of 

being university colleges. The University Grants Committee considered the 

establishment of about a dozen new universities, which would initially be organised and 

administered by members of existing universities. 

In 1963 the University ofNewcastle-upon-Tyne was formed from King's College, 

which had been offshoot of Durham University. During the same year the Royal College 

of Science and Technology at Glasgow became Strathclyde University; and the 

Universities of York, and East Anglia at Norwich, received their charters. Kent 

University at Canterbury, and Warwick University, at Coventry, followed in 1965 and 

Lancaster University in 1966; Bath University was chartered in 1967 and Brunei at 

Uxbridge in 1968. 

The expansion of higher education in the UK 

Higher education is an important contributor to the well-being, interests and 

prosperity of any country. Likewise, the UK has been acutely aware that higher 

education has been indispensable in developing the country. This has led to several 
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expansions of higher education. There were a number of official reports mentioning the 

necessity for expanding higher education in the UK. The first was the Percy Report, 

published in 1945. which commented on a shortage of trained technologists and of the 

weakness in their training. Its main recommendation was that colleges of technology 

which offered full-time courses for degrees should be set up (Morrish, 1970). 

A year later The Barlow Report (1946) indicated that the well-being and 

prosperity of the British Commonwealth required an increase in scientific and 

technological manpower (Simon, 1991). In the next decade, The White Paper on 

Technical Education (1956) proposed a programme to expand technical education 

particularly within the universities and through the development of colleges of advanced 

technology. It strongly criticised the backward development of the scientific and 

technical manpower of the UK as compared with those of the USA. Russia. and Western 

Europe (Morrish, 1970). 

A key educational document, The Robbins Report. was issued in 1963 to 

legitimise a pattern of expansion founded on the double grounds of student demand and 

the needs of the economy. Those very same grounds provided a rationale for government 

cutbacks in the 1980s (M iller, 1995). In 1964. 29 polytechnics were founded based on 

existing technical colleges, with which. over time, many colleges of education merged to 

form the second half of the binary �,�~�y�s�t�e�m�.� It was expected that this sector of higher 

education would serve the needs of industry, science and commerce (Robinson, 1968). 
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During the early 1970s, the expansion in British higher education could not make 

the same changes in reaction to new developments in technology and science that most 

other industrialised nations did. Inevitably, the country had to confront the energy crisis 

and pressure from the International Monetary Fund (IMF) in the mid-1970s. As a result, 

the government began a process of cuts in education and other social services. The 1981 

cuts in university funding were part of a general process of cuts in public expenditure. 

The Education Reform Act of 1988 was a confirmation and crystallisation of the 

policies that had been developing over the previous decade. The polytechnics and other 

higher educational institutions were removed from local authority control; further 

education colleges were given control of their budgets and responsibility for staffing 

matters; the University Grants Committee (UGC) was replaced by the University Funding 

Council (UFC); and arrangements were initiated by the appointment of university 

commissioners to abolish the tenure of academics. These reforms, together with a 

changed emphasis on the criteria for funding, were central to the changes in policy and 

structure of higher education. 

In 1991 a White Paper was published, entitled 'Higher Education: A �N�e�~�v� 

Framework', the main body of which proposed a series of structural reforms which the 

government believed would facilitate this expansion. The most important of these \\as 

the removal of the 'binw)' line' separating universities from polytechnics and other 

colleges. 
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In the UK, until the 1992 Act abolished the binary divide, all universities had a 

Royal Charter and were technically independent private institutions, although in practice 

largely publicly funded, whereas polytechnics were clearly public bodies administered by 

local authorities (the London polytechnics were incorporated companies). The 

polytechnics were all given separate corporate status under the 1988 Education Reform 

Act, and were designated as universities after the 1992 Education Act. All changed their 

names on becoming universities, but most have retained a geographical marker. For 

other polytechnics where there was an established university in the same city, the change 

of name has been a little more complex (Miller, 1995). 

The UK university that is the source of data in this thesis is one of the 'new' 

universities. 

In February 1966 the concept and the possibilities of an open university was 

discussed in a White Paper under title of 'A University of the Air'. A year later a 

Planning Secretary, Sir Peter Venables, was appointed by the Secretary of State for 

Education and Science to work out a comprehensive plan for an Open University. The 

committee asserted that the citizens thoroughly deserve educational opportunity because 

it was a basic individual right of all. 

The Open University was arranged for adults and those who need to refresh and 

update their knowledge, through broadcasting, residential short courses and 

correspondence courses. Employees in particular professions and occupations should 
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take courses to make sure that they knew all the most recent facts about their 

occupational issues. 

The Robbins Report had supported the use of correspondence courses, with 

television as an ancillary; it had also suggested that British universities should experiment 

with such courses (Corbett, 1973). The Venables Committee saw the Open University as 

a way of integrating a number of teaching systems, including sound radio and television, 

correspondence courses, special programme textbooks, group discussions, and part-time 

face-to-face teaching. The Open University is, by its charter, an independent 

autonomous institution in much the same way as all other universities and the Council for 

National Academic Awards. 

4.4.2 Higher Education in Thailand 

Traditionally, the Buddhist monasteries offered education in Thailand as the only 

education of a semi-public nature provided for only a small percentage of the male 

population (Thongsawang, 1994). Higher education in Thailand as a government 

function is relatively new. 

After ascending the throne in 1868, King Chulalongkorn (Rama V) formulated 

and implemented the policy of educational modernisation and the consolidation of 

Thailand's independence. He established centres of higher education as a result of the 

modernisation and reform shortly afterwards (Ministry of University Affairs, \995). 

Education in this period was focused on careers instead of for knowledge. It emphasised 

79 
Prasert Sitthijirapat 



Chapter -I The Culture Context o/the Research 

morals and etiquette. Males and females received different education. The palace was a 

place of study for the noble class (Tanya, 1999). 

The evolution of higher education in Thailand can be divided into three periods: 

the Early Modernisation Period (1889-1913), the Post-Revolution Period (1932-1949), 

and the Development Planning Period (1950-present). 

The Early Modernisation Period (1889-1931) 

The medical school, Siriraj Hospital, established in 1889, has been taken as the 

beginning of higher education in Thailand. The Law Foundation of the Ministry of 

Justice in 1897, the Royal Page School (later known as the Civil Service College) in 

1902, and the Engineering School at Hor Wang in 1913 were established subsequent to 

the Medical school. These institutions progressed steadily and produced an increasing 

number of graduates for the government each year as the main institutions of higher 

learning. 

The Civil Service College was declared to become Chulalongkorn University in 

1917, and was Thailand's first university. It was founded with four faculties: Medicine, 

Engineering, Arts and Sciences, and Law and Political Science. 

In this period, education was intended for government service (Tanya, 1999). 

There were significant differences in the education of males and females. Assessments 

were by memory testing to obtain a certificate. The place of study was different for the 

noble class and for people in general. Educational policy emphasised morality, etiquette 
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and careers. Foreign methods were also adopted. 

The Post Revolution Period (1932-1949) 

A second university, Thammasat University, was established in 1933 to enhance 

the knowledge and understanding of laws and politics. Its founding was to educate 

political leaders and civil servants in the principles of democracy, on account of the 

revolution of 1932 which transformed Thailand into a constitutional monarchy. 

In 1943, there were the simultaneous establishments of 3 universities in specific 

professions, namely the University of Medicine, University of Agriculture and University 

of Fine Arts. The focus of these institutions was to produce competent personnel in 

specialised disciplines for government service and administration. There was no 

difference in the education of males and females. Education for occupation was not 

acceptable. Education was aimed at literacy rather than morality and etiquette (Tanya, 

1999). 

The Development Planning Period (1950 onwards) 

Thailand started to focus on development planning in 1950, when the National 

Economic Development Board was established to formulate plans through a series of six 

and five year economic plans. The first of these, a six-year plan, was launched in 1961. 

This era saw tremendous expansion and change in Thailand's higher education system. 

Education was seen as necessity in this period (Tanya, 1999). There was no 
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discrimination between males and females and learning was focused on academic fields 

rather than vocational ones. Education was seen as fundamental and the famous institutes 

were most popular. 

The expansion of higher education in Thailand 

Within a decade of the first national economic plan, three regional universities, 

Chiang Mai in the north of the country, Khon Kaen in the northeast and Prince of 

Songkla in the south were established successively from 1964 to 1967 as part of the 

education decentralisation programme. Special attention focused on promoting 

engineering, agriculture, medicine and the natural sciences as the prioritised areas for 

study, in line with the accelerated economic and social development occurring throughout 

the country. 

Apart from the establishment of regional universities, other important 

developments occurred in the late 1960s and early 1970s. The National Institute of 

Development Administration (NIDA) was established as a graduate and undergraduate 

institution specialising in administrative and national development. The Asian Institute 

of Technology opened in 1967 as an autonomous international study centre offering 

graduate courses in physical science and engineering to students from all over Asia. 

Other institutes and universities were formed through the amalgamation of 

existing schools and colleges. In 1971, King Mongkut's Institute of Technology was 

created through the amalgamation of several technical schools (it has since developed 
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into three independent institutes), and Srinakharinwirot University was created in 1974-

1975 again from the amalgamation of existing institutes. Maejo Institute of Agricultural 

Technology was upgraded from a college under the Ministry of Education to university 

status in 1975. 

Around this time, private universities and institutions began to appear, thus 

allowing more of the Kingdom's young to gain tertiary qualifications. The sixth National 

Higher Education Development plan (1989-I 99 I), which provided government financial 

support to private tertiary institutions, has encouraged these institutions to further 

improve standards of education and to increase their education programmes. 

In 1990, four more regional universities were established: Burapha University, 

Naresuan University, Ubon Ratchathani University and Suranaree University of 

Technology. Then campuses of Srinakharinwirot University in Burapha in the east and 

Naresuan in the north were elevated to universities in their own right, as was Ubon 

Ratchathani University which formerly had been part of Khon Kaen University. 

Innovations 

A significant innovation during the Development Planning Period was the 

initiation of two open universities (Ministry of University Affairs, 2002). Rankhamhaeng 

and Sukhothai Thammathirat opened in 197 I and 1979 respectively. These universities 

provide an effective and economical way of responding to the growing public demand for 

access to higher education. Both make use of modern technology such as radio and 
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television to broadcast tutorials to a wider audience and the two universities presently 

share around sixty per cent of all tertiary enrolments. 

The Suranaree University of Technology, founded In 1990, is the first public 

university in the country to operate independently from the government bureaucracy with 

its own autonomous administration system and with government financial support in the 

form of block grants. It is hoped that it will become a model for other public universities 

seeking to become autonomous in the future. Walailak University, the second of its kind. 

was set up in Nakhon Si Thammarat and opened its doors in 1997. Another university, 

Meafaluang University, was established in Chiang Rai in 1999. 

Administrative changes over the last two decades have led to more efficiency and 

coordination between all tertiary institutions in the Kingdom. These culminated in 1972 

with the establishment of the Ministry of University Affairs to oversee Thailand's entire 

tertiary education system. 

University Administration in Thailand 

- Pu blic Universities 

Each public university has its own Act empowering the University Council to 

function as the governing body. Under the Council is the University President who is 

responsible for institutional administration. Beneath the President are the various 

faculties, centres, institutes and interdisciplinary units. The President, as chief 

administrator. operates universities according to policy laid down by the University 
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Council, which comprises of the Chairman, President, Deans, Directors of Institutes of 

the university and other qualified persons not salaried by the university. The Dean's 

Council and the Faulty Senate are two advisory bodies which may also take part in 

governing the universities. 

- Private Higher Education Institutions 

Since 1979, the Ministry of University Affairs has been the coordinating unit 

mediating between the government and private tertiary institutions. The Office of the 

Permanent Secretary serves as secretariat to the Private University Committee, which 

formulates policy. 

Each private institution has its own council which is the administrative body 

responsible for the general functioning of the institution as well as organising its internal 

administrative structure. 

Though the first private College Act was promulgated in 1969, SIX private 

colleges were already in existence. They were Bangkok College (which later became 

Bangkok University), the College of Commerce (later the University of Thai Chamber of 

Commerce), the College of Business Administration (later Dhurakijpundit University), 

Krirk College (later Krirk University), Thai Suriya College (later Sripatum University), 

and Patana College (now defunct). The administrators of these six existing private 

colleges gathered as a group having the President of each institution take turns to lead the 

group which met at least once monthly to discuss and exchange vie\vs on administrative 

problems in each institution. remedies to such problems, and ways in dealing \\ith other 
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organisation involved. In 1976, the group took the name of the Private College 

Administrators Club of Thailand. A year later it was unanimously agreed among the ten 

existing member institutions that the Club should become a legal entity bearing the name 

the Association of Private Colleges of Thailand. In 1979, the name was changed to the 

Association of Private Higher Education Institutions of Thailand, in order to conform to 

the Private Higher Education Institution Act of 1979 (Ministry of University Affairs, 

1997). This organisation seeks to create greater cooperation between individual 

institutions as well as between its members and the government. 

Tanya (1999) also argues that education in the present, compared with the past, 

enables people to make more choices in their way of life. Highly educated people are 

able to get better jobs. Education enables people a to survive in society and gives them 

higher status. Education also plays a vital role in the future. It enables people to broaden 

their vision. Knowledge of technology and its implementation enhances occupational 

opportunities. In the traditional view, there were four requisites of life including food, 

clothing, shelter and medicine. However, education has now become an indispensable 

part of our lives. Therefore, it is a fifth requisite of life. It is a means to improve society. 

enhancing not only knowledge and skills but also morals. It enables people to survive in 

a society of rapid change. 

The Thai private universities were chosen to provide the sample for the main 

study because they are more similar than Thai public universities to the UK nc\\ 

. 't' that the research examines In addition this research does not claim to be unlverSI les .' 

fully representative; and it is important to avoid too many differences between the pilot 
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study sample and that of the main study. 

4.5 The Nature of Lecturer's Work 

It is generally accepted that there are different roles and responsibilities that a 

lecturer has have. Each level of education - primary education, secondary education, 

higher education, and etc-requires diverse roles and responsibilities. That is, the roles of 

teachers working in primary and secondary schools are dissimilar to that of their 

counterparts in higher education. This points out the necessity of lecturers' performing 

various functions for different stages of education. According to Mohanty (2003), the 

functions of lecturers can be categorised as follows: 

4.5.1. Teaching 

The lecturers' various time and stage of education notwithstanding, teaching is 

most primary responsibilities of theirs. A traditional responsibility of the lecturer is to 

pass on to students the information, knowledge and understanding in a topic appropriate 

at the stage of their studies. Teaching is both an art and a science and an intricate and 

complicated process. 

The world of knowledge is changing rapidly. There has been a new body of 

knowledge continually evolving. This is a weighty responsibility for lecturers of higher 

education to make their efforts to prepare lessons. An actual lecturer cannot just repeat 

the same content over a number of years. Raza and Fernandes (1987) have pointed out 
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that teaching at the higher education level is required not only to impart in-depth, up-to­

date and relevant knowledge of the subject concerned to the student, but also to develop 

in him/her critical and analytical abilities as well as the capability to relate knowledge so 

received to real life situations. 

4.5.2. Class Management and Planning of Lessons 

With a view to making the teaching activity very effective, it is felt essential that 

lecturers should know and practice certain skills and techniques of class management, 

planning of lessons and preparing lecture notes. These are administrative, organisational 

and management programmes/activities which help teaching programmes to be effective 

and useful. 

Class management contributes a lot to the success of teaching and forms an 

integral part of the teaching-learning process. The proper management of various 

resources, disciplines, control, rapport and relations immensely influence the learning 

outcomes or the teaching objectives. 

4.5.3. Evaluation of Students' Performance 

Conducting examinations and evaluations is an important function of the lecturer. 

But it is not meant in the stereotyped, mechanical and traditional manner but as creative, 

continuous and built-in mechanism in the total teaching-learning process. Students' 

knowledge can be assessed through recall, recognition, classification, comparison and 
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discrimination of data, detection of errors, identification of relationship, elaboration and 

interpretation of facts. 

It has been observed by Raza and Fernandes (1987) that evaluation of students' 

performance is an integral part of education and calls for clear understanding of the 

education process, intellectual innovativeness of a high order and deep appreciation of 

students' response. 

4.5.4. Research Activities 

Research activities of lecturers are of crucial importance not merely for getting 

promotion or any other financial benefits, but for promoting their professional growth. 

Research not only helps in acquisition and generation of knowledge but also gives a 

scientific bent of mind and self-confidence in a particular field. It also helps in 

accelerating the pace of progress. 

Having acquired an adequate degree of proficiency in research work and 

competence in the areas of his-her special interest and expertise, the lecturer can take up 

research studies big or small sponsored by various organisations, at the regional, national 

and international level. It is not always necessary that research studies should be large 

scale calling for huge funds and sophisticated instrumentation. Small-scale projects of 

problem-solving solution to the local, regional or even classroom problems may be rather 

more useful and meaningful. Research is not expected to remain just a theoretical 

exercise but as a practical tool of improving education. It requires constant and planned 
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efforts on the part of the faculty members. 

4.5.5 Extracurricular Activities 

Extracurricular activities are not considered equally useful for students' 

development, for example, individual placements, study tours, industrial visit and guest 

speakers. Previously these were considered extracurricular and lecturers excepting a few 

were not given any responsibility. Due to the effective organisation and management 

have been given, a large number of deficiencies and constraints as existing today are 

reducing the desired value of the programme. From own experience, Thai universities do 

not typically recognised these activities as officially important. However, most courses 

have such outlines and most course leaders are expected to provide and usage them. 

There is an expectation that proper attention will be given to the organisation and 

management of extracurricular activities. The numbers of activities are expected to be as 

varied as possible to suit the students' needs and capabilities. Lecturers are expected to 

hold responsible for organisation of these activities according to their interest and 

experience as far as possible. 

4.5.6 Extension Activities 

Teaching and research were so far considered only two important functions of the 

lecturer, particularly at the stage of higher education. Teaching used to be mostly 

theoretical not directly related with the life, needs and aspirations of the people. But 

gradually it is being real ised that lecturers of higher education cannot do justice to their 
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role and responsibilities if they are not adequately involved in the day-to-day societal 

problems. Extension activities have therefore been taken as an important dimension to 

the lecturers' role and responsibilities. These activities enable the lecturers and students 

to be involved in the community problems and make teaching as well as research more 

meaningful and relevant. 

As described above, a lecturer has a key role in students' learning. A good 

lecturer has a number of responsibilities to his/her students, public and society for 

integrated teaching, problem-based learning, community-based learning and more 

systematic curriculum planning. Harden and Crosby (2000) have categorised the roles of 

lecturer as follows: 

- The Lecturer 

The good lecturer can be defined as a lecturer who helps the student to learn. The 

traditional role of the lecturer is as one of provider of information in the lecture context. 

The lecture remains as one of the most widely used instructional methods. 

- The Facilitator 

The move to a more student-centre view of learning has required a fundamental 

shift in the role of the lecturer. Lecturer is no longer seen predominantly as a dispenser 

of information or walking tape recorder, but rather as a facilitator or manager of the 

d 
'I . g ConsequentlY the student-lecturer relationship has highlighted this 

stu ents earntn. . , 
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change in the role of the lecturer from one of information provider to one of facilitator. 

- The Assessor 

The assessment of the student's competence is one of the most important tasks 

facing the lecturer. Most lecturers have something to contribute to the assessment 

process. Examining does represent a distinct and potentially separate role for the lecturer. 

The lecturer increasingly has a responsibility not only to assess the students' 

learning but also to assess the course and curriculum delivered. Monitoring and 

evaluating the effectiveness of the teaching of courses and curricula is recognised as an 

integral part of the educational process. Evaluation can also be interpreted as an integral 

part of the professional role of lecturers, recognising lecturers' own responsibility for 

monitoring their own performance. 

- The Planner 

Curriculum planning is an important role for the lecturer. Most postgraduate 

bodies have education committees charged with the responsibility for planning and 

implementing the curriculum within their institution. Lecturers employed by the school 

and members of the postgraduate institution may be expected to make a contribution to 

curriculum planning. Curriculum planning presents a significant challenge for the 

lecturer and both time and expertise is required if the job is to be undertaken properly. 
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- The Role Model 

The important of the lecturer as a role model is well documented. The lecturer is 

expected to model or exemplify what should be learned. Students learn not from what 

their lecturers say but from what they do and the knowledge, skills and attitudes they 

exhibit. 

While each of the above roles has been described separately, in reality they are 

often interconnected and closely related one to another. Indeed a lecturer may take on 

simultaneously several roles. 

4.6 Summary 

This chapter has discussed the critical issues the influence of cultural on people in 

each society or country, including how they think, perceive, act, and feel. Hofstede's 

concepts have been used to understand various aspects of people's behaviour in each 

nation. A study of management and behaviour across culture should give attention to 

sociocultural issues. Likewise, investigations into the concepts of OCB should not ignore 

cultural issues. Since the sampled population for this research was UK and Thai 

university faculty members, overviews of the evolution of higher education in the UK 

and Thailand have been discussed in this chapter. Concepts of educational development, 

attitudes, and values help in the understanding of different people's behaviour in each 

society, in order to theorise about OCB. Different perspectives on what OCB might are 

discussed in chapters 6 and 7. 
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Chapter Five 

Research Methodology and Methods 

"Studying the ordinary, everyday method used by members 
of society to discover, establish and communicate the facts 
of social life ... " 

Seymour and Rooke (1995), p.51-l 

5.1 Introduction 

This chapter focuses on discussing the procedural and managerial aspect of collecting 

data, namely qualitative and quantitative research. Given the background, the chapter 

begins with the nature of the quantitative and qualitative approaches to research. The 

differences between the two approaches are further highlighted, as is the complementary 

nature of the two research methodologies. 

5.2 The Areas of Inquiry 

The two aims of this research (see chapter 1) are: 

• To investigate the incumbents' perception of their roles 10 terms of the 

expectations of others that they deal with personally. 
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• To make a contribution to producing a measure of organisational citizenship 

behaviour (OCB) in a Thai setting, which can then be compared with the Western 

equivalent. 

The theoretical framework of the research has been clarified and based around the 

following areas of inquiry: 

• What is the scope of work activities that lecturers have to perform? 

• How do they know what duties and responsibilities they have to perform? 

• What do they perceive the expectations of others to be? 

• What do they think are the things that they do where they are uncertain as to 

whether they are within or beyond their role? 

• What do they think are the things that they do that are beyond their role? 

5.3 Research Methodology 

Research generally involves an investigation or study which leads to the discovery 

of facts or knowledge in a systematic way (Jankowicz, 1995). Research disciplines are 

established by developing a body of knowledge (Fellows & Liu, 1997: 4) and increasing 

that knowledge (Jankowicz, 1995; Phillips & Pugh, 1994). 

5.3.1 Purpose of Research 

Because of the variety of research activity, it will be helpful to categorise the 

different types of research. Research can be classified on the basis of function or purpose. 

This can provide a better understanding of how the nature of the problem influences the 
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choice of research method. The nature of the problem will determine whether the 

research is (l) exploratory research, (2) descriptive research, (3) analytical or explanatory 

research, or (4) predictive research (Collis & Hussey, 2003). 

Exploratory Research 

Exploratory research is conducted to clarify ambiguous problems. For example, 

when the general problems are known, research can be undertaken to gain a better 

understanding of the dimensions of the problems. The aim of this type of study is to look 

for patterns, ideas or hypotheses, rather than testing or confirming a hypothesis (Collis & 

Hussey, 2003). Usually, exploratory research is conducted with the expectation that 

subsequent research will be required to provide conclusive evidence. It helps to 

crystallise a problem and identify information needs for future research. 

Descriptive Research 

The major purpose of descriptive research, as the term implies, is to describe 

phenomena as they exist. Descriptive research seeks to determine and obtain information 

on the characteristics of a particular problem or issue (Collis & Hussey, 2003). Unlike 

exploratory research, descriptive studies are based on some previous understanding of the 

nature of the research problem. 

Analytical or Explanatory Research 

Analytical or explanatory research is likely to be conducted after descripti\'c 

research, in order to identify potential cause-and-effect relationships between \'ariables 

(Collis & Husscy. 2003). This type of research seeks not only to identify but also to 
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control the variables studied in the research, since this allows the critical variables or 

causal links between the characteristics to be better explained. 

Predictive Research 

This type of research makes use of a particular set of facts or ideas in order to 

form an opinion or concept that is considered valid for a different situation on the basis of 

hypothesised, general relationships. Although it might have a theoretical basis, a 

predictive study may not describe or explain a process. It is applied at a more operational 

level as a decision-making aid for predicting future events (Collis & Hussey, 2003). 

5.3.2 Philosophy of Research 

The philosophy of research determines the range of methods used to develop 

knowledge (Saunders, Lewis, & Thornhill, 2000). There are two main research 

paradigms or philosophies, which can be labelled positivist and phenomenological 

approaches. 

Positivist Approach 

Positivism defines the philosophy of both natural science and social science. The 

essence of the positivist approach is that a social scientist accepts the orthodox scientific 

view and proceeds to analyse the issue from that standpoint (Collis & Hussey, 2003). 

There will be an emphasis on a highly structured methodology to facilitate replication 

(Gill & Johnson, 1997) and quantifiable observations that lend themselves to statistical 

analysis. The assumption is that .. the researcher is independent of and neither affects nor 

is affected by the subject of the research" (Remenyi. et aI., 1998: 33). 
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Phenomenological Approach 

Since the physical sciences focus on objects but the social sciences concentrate on 

action and behaviour, there is some doubt about suitability of the positivist approach for 

the social sciences. Phenomenological approaches have been proposed to understand 

human behaviour according to the participant's own frame of reference (Collis & Hussey, 

2003). Social reality is dependent on human thought, according to this approach. Van 

Maanen (1983) explained that the research methods used under this approach include an 

array of interpretative techniques that seek to describe, translate, and come to terms with 

meanIng. 

5.3.3 Logic of the Research 

The logic of any research is concerned with methods of theory construction. 

Given the central importance of theory development in any research project, it is desirable 

to examine the basic methods of theory construction. The major methods of theory 

construction comprise deductive and inductive approaches. Collis and Hussey (2003: 15) 

defined deductive research as "a study in which conceptual and theoretical particular 

instances are deduced from general inferences." Deduction is a process whose emphasis 

is distinctly on conceptual structure and its substantive validity. It is causally related to 

reality in its formulation but is stated precisely conceptually, then subsequently tested and 

modified. The approach focuses on conceptual development prior to empirical testing. In 

contrast to the deductive approach, the inductive approach is characterised by a strictly 

empirical approach to finding generalisations. Inductive reasoning relies on the repeated 

observation of reality, then the development of summary statements to explain and 
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classify what is observed. Saunders et al. (2000) noted that the deductive approach has its 

origins in research in the natural sciences. Thus, the deductive approach owes more to 

positivism and, in contrast, the inductive approach to phenomenology. 

The two approaches are contrasted in table 5.1 

Table 5.1 Major differences between deductive and inductive 

approach to research 

Deductive Emphasis Inductive Emphasis 

• Scientific principles • Gaining an understanding of the 

• Moving from theory to data meanings humans attach to event 

• The need to explain causal relationships • A close understanding of the research 

between variables context 

• The collection of quantitative data • The collection of qualitative data 

• The application of controls to ensure the • A more flexible structure to permit 

validity of data changes of research emphasis as the 

• The operationalisation of concepts to research progresses 

ensure clarity of definition • A realisation that the researcher is part of 

• A highly structured approach the research process 

• Independence of researcher from what is • Less concern with the need to generalise 

being researched 

• The necessity to select samples of 

sufficient size in order to generalise 

conclusions 

ource from aunders, et al. (2000), p. 91 
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5.3.4 Process of Research 

Generally, the process of research can be represented in two approaches, namely. 

the quantitative and qualitative approaches. The quantitative approach is also termed the 

traditional, the positivist, the experimental or the empiricist paradigm. while the 

qualitative might include the naturalistic, the interpretative approach or the postmodern 

perspective (Smith, 1983). 

Quantitative Research 

The quantitative approach was developed from the methods of the natural sciences 

such as physics and chemistry. Researchers in these fields adopt a rational and positivist 

approach to uncovering 'the truth' about the world, using experiments to test hypotheses 

about 'reality'. It is assumed that there was a single objective reality which can be 

measured reliably and predictably. To study this 'objective reality,' it is considered 

imperative for an investigator to avoid influencing or biasing the results at all costs. 

These beliefs and assumptions about the way research should be conducted have been 

adopted by psychologists as well as by other social scientists. as the means by which 

human behaviour and experience can be investigated (Miller, 1962). 

Quantitative methods are associated with the positivist methodology, and the 

assumption is made that the things scientists are interested in can and should be measured 

as accurately as possible (Priest. 1996). Indeed, the adequacy and accuracy of scientific 

measurement instruments is a central focus of concern. This is the sense in which 

quantitative methods are sometimes argued to be more objective than qualitative ones. 

The quantitative researchers who have been influenced by positivist philosophy argue that 
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qualitative research results have less value because they are too subjective (Lee, 1999). 

Most survey research, various kinds of personality testing and studies are examples of 

quantitative research that lead to answers to questions such as "how many" (Keynote, 

1989). 

Quantitative research involves the collection of numerical data in an attempt to 

answer questions about certain phenomenon (Yin, 1993). Statistical calculations are 

usually applied to the collected data sample in order to summarise the findings and to 

enable the researcher to generalise the findings to a wider population from which the 

sample is drawn (Yin, 1993). 

Qualitative Research 

Strauss and Corbin (1998: 11) defined qualitative research as "research about 

persons' lives, lived experiences, behaviours, emotions and feelings as well as about 

organisational functioning, social movements, cultural phenomena, and interactions 

between nations." Such a qualitative approach may be very appropriate, even necessary, 

in the beginning stage of developing knowledge about unfamiliar situations (Kirk & 

Miller, 1986; Spiggle, 1994). Qualitative methods can be used to explore substantive 

areas about which little is known, or about which much is known in order to gain novel 

understandings (Stern, 1980). 

Qualitative research developed in direct opposition to positivist or quantitative 

assumptions. At the beginning of the 20th Century, the 'Chicago School' initiated 

anthropological research within a novel paradigm (Denzin & Lincoln, 1994). These 
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researchers suggested that human beings could not be studied in the same ways as atoms, 

gravity and the planets. Instead, the subject matter of the social sciences - behaYiour, 

feelings, emotions, thoughts, values, attitudes - were subjective and ultimately could not 

be measured or assessed in an objective way. Qualitative researchers also suggested that 

it was impossible to separate the interrelationships between the investigator and the 

phenomena being researched (Smith & Heshusius, 1986). While quantitative research 

attempted to minimise the effects of the researcher to the point where any possible 

influence on the results could be eliminated, qualitative research developed 

methodologies, which acknowledged the role of the researcher in the process of 

investigating social phenomena. To these ends, qualitative research employs methods 

such as unstructured interviews and participant observation, and is carried out "in the 

field' rather than under controlled experimental or laboratory conditions (Hogg & 

Vaughan, 1995). 

Qualitative research is used for situations where the phenomenon in question does 

not lend itself easily to be measured via a quantifiable 'variable ' (e.g. size, length, 

amount, or any other quantities). Some scholars do not like the term 'qualitative'; firstly 

because it seemingly opposes the quantitative research tradition; and secondly, since it 

misleads people to relate qualitative research with 'high quality' or "being excellent' 

(Tesch, 1990). They would rather tend to use synonymous terms such as 'descriptive', 

"interpretative', 'naturalistic', 'ethnographic', or 'field/case study' instead of'qualitative'. 

In contrast with 'hard' and 'truly scientific' quantitative research, qualitative research is 

often regarded as being' soft', "'being associated with social science, interested in "mushy' 
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processes, and dealing with inadequate evidence" (Yin, 1993: 57). The last two, of 

course, are somewhat unsubstantial as criticism. 

Qualitative methods answer such questions as what, why or how (Keynote, 1989) 

and are centrally concerned with the interpretation and analysis of what people do and 

say, without making heavy use of measurement or numerical analysis as would 

quantitative methods. Qualitative methods are designed to explore and assess things that 

cannot easily be summarised numerically by using a set of ad hoc procedures to define 

and analyse its variables, and therefore the study of a small sample of subjects is 

appropriate. Interviews that use open-ended questions, and descriptive observations of 

another culture's rituals are both examples of qualitative research. 

Qualitative research proceeds with an open mind, takes all data available into 

account as systematically as possible, is guided by a carefully chosen research question 

rather than the impulses of the researcher, and makes a contribution to the development of 

theory. Consequently, it seems to provide in-depth materials, flexibility, and rigorous 

work (Miller & Dingwall, 1997). 

It is suggested that qualitative research methods can provide rich descriptions of 

the social world, particularly the meanings attached to action in the language of its 

participants (Archer & Otley, 1991; Covaleski & Dirsmith, 1990). Qualitative 

methodology ideally makes the researcher feel so close to the phenomena that he/she has 

little difficulty in formulating hypotheses and theories about the processes in practice 

(Archer & Otley, 1991). 
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Comparison between Quantitative and Qualitative Methodology 

The quantitative and qualitative traditions are too often oversimplified into 

research with numbers versus research with no numbers (Miller & DingwalL 1997). 

Creswell (1994) articulated five additional distinguishing characteristics of these two 

traditions. 

• The designs of the two kinds of research presume different kinds of realities. 

Qualitative researchers typically assume that multiple subjectively derived 

realities can coexist, whereas quantitative researchers typically assume a single 

objective world. 

• The two forms of research presume different roles for the researcher. Qualitative 

researchers generally assume that they must interact with their studied 

phenomena, whereas quantitative researchers commonly assume their 

independence from the variables under study. 

• The values of the two camps are presumed to operate differently. Qualitative 

researchers explicitly act in a value-laden and biased fashion. In contrast, 

quantitative researchers claim to act in a value-free and unbiased manner. 

• The two kinds of research adopt different language styles. Qualitative researchers 

most often use personalised, informal and context-based language, whereas 

quantitative researchers most often use impersonal, formal and rule-based text. 

• The two use different research processes. Whereas those in the qualitative group 

tend to apply induction, multivariate and multiple process interactions and context 
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specific methods, those in the quantitative group tend to apply deduction, limited 

cause-effect relationships and context-free methods. 

It is not yet possible to conclusively answer the question of whether "quantitative' 

is better than 'qualitative' research or vice versa. Miles and Huberman (1994) suggested 

that the debate is itself unproductive. The rationale for choosing a particular research 

strategy is grounded in prior assumptions regarding ontology, human nature and 

epistemology. In other words, the selection of methodology depends upon which tools 

are perceived to be appropriate to these beliefs (Allison et ai., 1996; Morgan, 1980/83; 

Tesch, 1990). 

Combining Quantitative and Qualitative Methodologies 

Many researchers (e.g. Miles & Huberman, 1994; Denzin, 1978; Brewer & 

Hunter, 1989) advocate a combination of methodologies in social science research. 

However, combining qualitative and quantitative data within a single research project is 

contentious. For example, Smith and Heshusius (1986) argue that the qualitative and 

quantitative approaches are incompatible, due to the different ways in which the two 

paradigms have developed. 

Smith & Heshusius (1986) stress the different meanings of the concept of 'truth' 

between the two approaches. The quantitative approach assumes that there is a . real" 

social world, which can be observed and described objectively. Truth then signifies a 

direct correspondence between the words used to describe the world and independently 

existing reality. Whereas in qualitative approaches. different views of the world coexist, 
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and one individual's view is no more or no less 'true' than anyone else's. Because the 

two paradigms define truth so differently. Smith and Heshusius suggest that approaches 

based on them are in principle not compatible. 

However, Smith and Heshusius (1986) do not entirely condemn the linkage of 

qualitative and quantitative methods. They suggest that researchers of a 'realist 

orientation' (a term from grounded theory) should be able to utilise methods more usually 

associated with qualitative enquiry. Likewise, researchers of a 'naturalistic orientation' 

may incorporate quantitative methods into their investigations. But there is still no 

implication that the two paradigms are compatible or complementary. because 

quantitative research depends on the view that there is a single, objective truth, whereas 

qualitative researchers accept in multiple, subjective truths. According to Smith and 

Heshusius (1986), one research project can utilise many different methodologies but 

ultimately a conclusions can only be drawn according to one perspective. Different 

methodologies may be integrated, but different meanings of 'truth' cannot be reconciled. 

However, Miles and Huberman (1994) argue that co-operation between the 

different perspectives may be productive. Qualitative data can be used in questionnaire 

and survey design materials to identify the most important variables. Even more usefully. 

predictions generated by qualitative studies can be tested quantitatively. Both types of 

methodology can in fact be used for description, exploration and induction as well as for 

more specific explanatory, confirmatory and hypothesis-testing purposes (Miles & 

Huberman, 1994). Especially when studying complex phenomena, a combination of 

different methodologies may be essential (Brewer & Hunter. 1989). The most important 
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reasons for this revolve around the concept of 'triangulation' to overcome the inherent 

weaknesses of single measurement instruments (Denzin, 1978); which is a problem often 

encountered within the social sciences. 

The term 'triangulation' has been proffered by Webb, Campbell, Schwartz, and 

Sechrest (1966) to describe a strategy of using a variety of research evidence. 

Triangulation has been defined as "building checks and balances into a design through 

multiple data collection strategies" (Patton, 1987). Saunders et al. (2000: 99) noted that 

"triangulation refers to the use of different data collection methods within one study in 

order to ensure that the data are telling you what you think they are telling you." It is 

therefore an ideal approach to address potential problems in constructing validity, since 

multiple sources of evidence provide multiple measures of the same phenomenon (Yin, 

1994). In addition, Fellows and Liu (1997) mentioned that the use of triangulation 

combines quantitative and qualitative techniques together in one study, which can be very 

powerful in gaining insights and elaborating on the results, and assists in making 

inferences and in drawing conclusions. The reasons for this are that triangulation studies 

employ two or more research techniques; qualitative and quantitative approaches may be 

employed to reduce or eliminate the disadvantages of each individual approach whilst 

gaining the advantages of each, and of the combination. Thus a multi-dimensional view 

of the subject under study is gained through synergy. 

• 

Patton (1987: 60) discusses four types of triangulation in data evaluation: 

Data-triangulation: the use of a variety of data sources in a study, for example, 

interviewing people in different status positions or with different points of "ie\\"" 

Prasert S itthij irapat 107 



Chapter 5 Research Methodology and Methods 

• 

• 

• 

Investigator-triangulation: the use of several different evaluations or researchers. 

Theory-triangulation: the use of multiple perspectives to interpret a single set of 

data. 

Methodological-triangulation: the use of multiple methods to study a single 

problem or programme, such as interviews, observations, questionnaires, and 

documents. 

Since Organ introduced the concept of OCB in 1988, many studies have been 

carried out to identify its antecedents, as well as its effects: such as decreasing conflict in 

organisations (e.g., Smith et aI., 1983), increasing productivity (e.g., Organ, 1988: 

Podsakoff et aI., 1993), and improving employee morale (e.g., Organ, 1988: George & 

Bettenhausen, 1990, etc.). The quantitative approach has predominated in these OCB 

studies. However, according to Morrison's (1994) distinction between the perceptions of 

employees and supervisors concerning job requirements and role behaviour, any study of 

role behaviour and OCB needs the fullest possible investigation into employees' role 

behaviour. As a consequence, a qualitative approach to the research is necessary. 

Generally, purely quantitative studies are used to measure specific characteristics through 

structured data collection procedures. Conversely, qualitative studies are usually in-depth 

investigations of a less structured nature, using a very limited sample. Each technique has 

its advantages and disadvantages, and so qualitative research is undertaken in conjunction 

with quantitative investigations in this study. The quantitative approach is used first to 

measure various attributions and inter-relationships among variables, �f�o�l�l�o�\�H�~�d� by a 

qualitative study to enhance the interpretation of the results. 
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5.4 Research Strategy 

Various authors have described many different research strategies (Robson, 1993: 

Fellow & Liu, 1997; Saunders et ai., 2000; etc.). For instance, Robson (1993) listed the 

three traditional research strategies, which are the experiment, survey and case study. 

Each method has advantages and disadvantages, and data collected from each method 

may have different degrees of error, value, validity and reliability. 

5.4.1 Experiment 

The experiment is the principal natural scientific method for theory testing (Rose 

& Sullivan, 1996). The principle of experimental lies in the attempt to control all factors 

that might affect what is being studied, in order to specify the causal relationships 

involved. Consequently, what is being studied must be capable of being measured. Next, 

traditionally, two identical groups are selected, one of which is given special treatment 

(the experimental group) and the other is not (the control group), then any differences 

between the two groups at the end of the experiment period may be attributed to the 

difference in treatment. A causal relationship can then be established. 

It seems easy to plan experiments which deal with measurable phenomena. In 

addition, experimental allows conclusions to be drawn about cause and effect if the 

experimental design is sound, but usually large groups are needed if many variations and 

ambiguities are to be controlled. Such large-scale experiments are time consuming and 

expensive. Although experimental tests \vhich require only a few hours can sometimes be 

very etTective, when claiming a causal relationship great care needs to be taken to ensure 

that all possible causes han? been considered (Bell, 1993). 
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5.4.2 Surveys 

The survey method is defined by Zikmund (1997: 192) as "a method of primary 

data collection based on communication with a representative sample of individuals. ,. It 

allows the collection of a large amount of data from a sizeable population in a highly 

economical way. Based mostly on questionnaires, such data are standardised, allowing 

easy companson. However, Saunders et al. (2000) state that the questionnaire is not the 

only data collection device that belongs to the survey category. In addition. other such 

devices include structured observation and interviews. Commonly, samples are surveyed 

through questionnaires or interviews, and surveys vary from highly structured 

questionnaires to unstructured interviews (Fellows & Liu, 1997). 

In surveys, all respondents will be asked the same questions in. as far as possible, 

the same circumstances. For the wording of question, it is important to conduct a pilot 

study to ensure that all questions mean the same to all respondents. Surveys can provide 

answers to the questions . what, where and how'. but it is not easy to find out 'why' (Bell. 

1993). Surveys can be cross-sectional (information collected at one point in time), or 

longitudinal (collected over a period of time) and operate on the basis of statistical 

samples (Creswell, 1994). In addition, Zikmund (1997) believes that surveys provide a 

quick, inexpensive, efficient and accurate means of assessing information about a 

population, and they are quite flexible. However, for the given sample size of responses 

required, particular consideration must be given to question design, response rates and the 

numbers of responses obtained. 
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The majority of studies of OCB have involved the survey method ( S 'th e.g. ml . 

Organ & Near, 1983; Organ, 1988, Moorman, 1991; etc.). 

5.4.3 Case Study 

Miller and Dingwall (1997) stated that case study research uses qualitative 

research methods. Robson (1993: 40) defined case study as "the development of detailed. 

intensive knowledge about a single case, or a small number of related cases." It is best 

suited to the examination of 'why, what and how' contemporary, real-life phenomena 

occur, but under conditions where researchers have minimal control (Yin, 1994). The 

great strength of case study research is that it allows the researcher to concentrate on a 

specific instance or situation and to identify the various interactive processes at work. 

Case studies may be carried out to follow up and to put flesh on the bones of a survey. 

They can precede a survey and be used as a means of identifying key issues which merit 

further investigation, but the majority of case studies are carried out as free-standing 

exercises. Observations and interviews are most frequently used in case studies, but no 

method is excluded (Bell, 1993). 

5.4.4 Ethnography 

Ethnography is rooted in the inductive approach, originating from the field of 

anthropology. The purpose is to interpret the social world that research subjects inhabit in 

terms of the way in which they interpret it. This is obviously a research process that is 

very time consuming and takes place over an extended time period. The research process 

needs to be flexible and responsive to change, since the researcher will constantly be 

developing new patterns of thought about what is being observed (Saunders et al.. 2000). 
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Applying the ethnographical research approach, the researcher becomes part of the group 

under study and observes subjects' behaviours and statements to gain insights into ·what. 

how and why' their patterns of behaviour occur (Fellow & Liu, 1997). Participant and 

non-participant observation are two types of ethnographic method. Although this strategy 

can determine cultural factors such as value structures and beliefs, the influence of the 

researcher on the group and of the existence of the research itself will be difficult to 

determine. One of the criticisms of this strategy, particularly from positivist researchers, 

is that the method does not permit generalisable conclusions to be drawn. 

5.4.5 Action Research 

Fellows and Liu (1997) explain that action research involves the active 

participation of the researcher in the process under study, in order to identify, promote 

and evaluate problems and potential solutions. Moreover, action research is designed to 

suggest and test solutions to particular problems, and therefore it falls within the applied 

research category. However, Marsick and Watkins (1997) note that action research 

differs from other forms of applied research because of its explicit focus on action, in 

particular promoting change within the organisation. Action research can develop ways 

of learning about an organisation or social system through attempting to change it. It can 

also reap the benefits of learning and enhancing research and managerial skills and 

developing an understanding of organisational culture and undertaking a socialisation 

process. However, it may be time consuming and has limited internal validity. The 

possible loss of control of extraneous variables indicates the main weakness of action 

research (Gill & Johnson, 1991). 
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Selecting a strategy for DeB research 

The research reported in this thesis intends to investigate the natural setting of 

people in their work setting and how people see their role in the workplace. It was clearly 

inappropriate to employ an experimental strategy because this research does not create the 

role demand. This research also does not try to bring about change in the behaviour of 

subjects in terms of encouraging respondents to perform more OCB. With this in mind, 

action research is also not an appropriate research strategy. There may be a place for an 

ethnographic study, but it is probably not a particularly appropriate method for this 

inquiry - which involves asking people to talk about their roles rather than observing 

what they do; because such observation would not directly reveal what they think. The 

survey method clearly could be appropriate because it could measure self-perceptions and 

allows the generalisation of OCB results: and also represents the strategy adopted in most 

previous work in this area. Moreover, this research could employ the case study method 

to support generalisation to some extent. 

5.5 Methods Used in this Research 

The literature review has shown that research on organisational citizenship has 

been carried out mostly by adopting a quantitative research approach (Smith, Organ & 

Near, 1983; Organ, 1988, Moorman, 1991; etc.). This approach clearly produces some 

useful results, but it cannot a provide more in-depth understanding of the concepts of 

organisational citizenship behaviour. As noted above, to provide valuable contextual 

information, qualitative approaches are very appropriate, even necessary, in the beginning 
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stage of developing knowledge about unfamiliar situations (Kirk & Miller, 1986: Spiggle. 

1994 ). 

The literature review has also revealed that the great majority of research on OCB 

has been conducted in Western contexts. While the concepts of OCB may be universal, it 

cannot automatically be assumed that they will apply in exactly the same way in an Asian 

context. Essentially, the approaches recommended by many cross-cultural researchers 

(e.g., Maholtra & Peterson, 2001; Maholtra, Agawal, & Peterson, 1996): start with "etic" 

(i.e. "universal") concepts (and measures), but then their relevance must be confirmed 

through in-depth understanding within the specific culture in which they will be used 

("emic"). The in-depth understandings of how people in a culture view a concept, 

according to Maholtra, Agarwal, & Peterson (1996), must come from qualitative research 

methods. In the current research, this is achieved via interviews. 

After this stage, the research return to more quantitative approaches, and 

questionnaires and pictorial representations have been employed as measurement tools to 

support the research. These two further instruments involve similar questions to the 

interview questions, and are intended to allow the research to gain more information. The 

use of these different instruments is intended to offer a form of triangulation. 

Initial instruments and modifications to the instruments 

With regards to role-set theory. tentative questions were prepared for the inter\'iew 

to seek information about role senders, the focal person, and the expectation of the focal 

person from the various role senders. A revision of the questions developed was 
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performed several times to obtain accurate data for the study. For example, the question: 

"Have you ever seen your job description?" was omitted from the set of questions for 

interviews because, on application, the question appeared not to be relevant to the 

research. Another question: "How did you achieve your position in the university?" has 

also been omitted, because answers simply revealed the history of the respondents. which 

was of no benefit to the research. However, some questions were added over the course 

of these pilot interviews, including: "What did you do mainly on a typical dayT' "Can 

you give me an example of when you think you do something beyond your normal role?" 

and "Have you done something helpful to your colleaguesT', since these potentially relate 

to perceptions of what may be in-role or extra-role behaviour. The theoretical framework 

of the research was based around five areas of inquiry: 

• What is the scope of work activities a lecturer has to perform? 

• How do they know what duties and responsibilities they have to perform? 

• What do they perceive to be the expectations of others? 

• What do they think are the things that they do and where are they uncertain as 

to whether they are within or beyond their role? 

• What do they think are the things that they do that are beyond their role? 

Three instruments were used for collecting data: 

i. Semi-structured interview (Appendix Ai and A2) 

Before their interview, participants were contacted personally about this research 

project. Interviews with all participants used as an instrument were recorded on 
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audiocassette with the participants' permission, consisting of a range of questions 

covering the five key areas above. 

During the interviews, the concept of role was explained to interviewees. They 

were also shown the interview questions so as to help them understand their content. The 

interview questions were developed from Merton's role-set theory (1957) focusing on 

role-playing that results from role expectations. The content of the interviews consisted 

of four parts: 

Part 1 - Questions in this part concerned the general background of the 

respondent, e.g. age, years of tenure, highest academic qualification and job title in the 

university. These interview questions appear as questions 1-4. 

Part 2 - Duties and responsibilities of the interviewees were examined so as to 

explain the scope and set of tasks each interviewee had to perform. The questions were 

also concerned with how each subject knew about their own appointed tasks, lines of 

authority, and responsibility for decisions. The final question in this area investigated the 

participants' attitudes toward work achievement. These interview questions appear as 

questions 5-7. 

Part 3 - The participants were asked to identify key people in the university as 

their role senders and to express their opinions in response to the expectations of their role 

senders. These interview questions appear as questions 8-13. 

Part'" - In this part, the participants were asked to express a set of their tasks in 

terms of in-role and extra-role behaviour. The boundary between in-role behaviour and 
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extra-role behaviour, as well as the participants' OpInIOnS on performing extra-role 

behaviour, were explored in detail. To do this, the questions concentrated on the details 

of the tasks a participant performs each day, including playing roles beyond regular 

duties. Within this part of the interview, the terms in-role and extra-role were not used 

explicitly by the interviewer, so that bias would not be introduced into the responses, but 

instead the genuine self-perceptions of roles were captured. These interview questions 

appear as questions 14-20. 

Purpose of interview questions 

After developing the theoretical framework, the interview questions were 

designed to obtain "accurate" answers from respondents. The purpose of each question is 

as follows: 

1. How old are you? 

To elicit personal data from a respondent. 

2. How many years have you been employed by this university? 

To elicit personal data from a respondent. 

3. What is your highest academic qualification? 

To elicit personal data from a respondent. 

4. What is your job title in the university? 
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The job title refers to the position in an organisation an occupant holds. This 

question was included to examine the expected behaviour patterns attributed to a 

particular position in a university or "role" according to the role concept. 

5. What are your responsibilities within the university? 

Holding a position in the university involves designated obligations or 

responsibilities, meaning the duty to perform tasks or activities that a lecturer has been 

assigned. This question sought each lecturer's duties and responsibilities of office. 

6. How do you know what your responsibilities are? 

To enquire about the sources of data on respondents' duties and responsibilities. 

7. What do you have to do within these responsibilities? 

Normally, each position has certain activities that are expected in a formal 

organisation. These activities constitute the role for that position. An organisation also 

develops job descriptions that define the activities of each particular position. However, 

both formal structure (job description, supervisor, etc.) and informal structure (peers, 

subordinates, friends in other departments, etc.) informs the occupant what tasks or 

activities he /she has to do. This question was intended to investigate this matter. 

8. As a member of the university, could you tell me who the key people are? 

This question requested each respondent to provide vie\\lJoints on his/her key 

people. 

9. Which of those people have a greater influence on your work? 
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This question looked for who the more important role senders were for a particular 

lecturer (focal person) because they had some real influence over the lecturer" s behaviour. 

That is, verbal and behavioural messages may be sent to the lecturer to pressure him or 

her into behaving as expected. 

10. Are there any persons / organisations who monitor your performance? 

This question aims to discover if lecturers' activities and behaviours are monitored 

to determine whether or not the university is on target toward achieving its goals and 

making corrections as necessary. Since role senders and the university cognitivel)' 

evaluate the lecturer's actual behaviour against those expectations, this question was 

developed according to role-set theory to enquire how the lecturer (focal person)'s 

behaviour and performance was influenced to move toward the university's goals and the 

role senders' expectations. 

11. What do these people expect from you? 

This question is indispensable for the research usmg role-set theory as a 

theoretical framework, because a role implies that behaviour is oriented to certain 

patterned expectations of others. This master examined the role-set members' 

expectations about what a lecturer should be doing in the position. 

12. Do you think these people's expectations are reasonable? 

According to role-set theory, after role senders' expectations are communicated to 

a lecturer (a focal person), they cause the lecturer (focal person) to perceive their 

h I H,-'/she rna.\' then decide to act upon the role in terms of expectations about t e ro e. '-

Prasert Sitthijirapat 
119 



Chapter 5 Research Methodology and Methods Cumbria �/�u�~�~�n�~�t�,�·�,� 

actual role-related behaviour. The question sought to investigate the part of the process 

concerning the lecturers' perceptions of the expected role. In addition, it enquired into 

the lecturer (focal person)'s evaluation of the role-senders' expectations. 

13. What do you, in turn, expect of your key people? 

This question asks about a respondent's expectations of role-senders. These 

expectations are reflections of the focal person's attitude towards his/her role-senders. 

14. Could you tell me what you do on a typical day? 

This question aims to obtain data on a respondent's daily job. This question is 

similar to question number 5, but it gives expression to a respondent's actual performance 

beyond or below job requirements. 

15. What did you do mainly on last..(day) .. ? 

This question aims to collect detailed data and ask each respondent to specify 

jobs/tasks he/she has done within the latest week, according to his/her recall. 

16. Have you met your key people on that day? 

This question seeks to learn whether a respondent meets his/her role-senders' 

expectations because they play an important role in sending expectations to the focal 

person. 

17. Do you think what you did on last..(day) .. 

17.1 Which of the expectations did you intend to meet? 
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This is a supplement the question number 15. This question seeks a 

respondent's attitude toward his/her performance and behaviour. It leads each respondent 

to consider whether his/her performance achieves goals or meets expectations. �A�l�s�o�~� it 

gives expression to the respondent's expectations. 

17.2 Which of the expectations did you perhaps not meet? 

This asks a respondent to view his/her performance as not living up to 

expectations. 

17.3 Which expectations did you exceed? 

Here a respondent may regard some of his/her performance as above 

expectations. 

18. Can you gIve me examples of when you think you do something beyond 

requirements? 

This seeks each participant's view on whether or not his/her behaviours represent 

OCB. 

19. Why did you do this? 

This seeks the reasons why he/she performs behaviour beyond regular duty and 

considers whether these behaviours are OCB. For example, one respondent explained 

that he was willing to hold a class during holidays. However, this is not OCB because he 

gets paid. 

20. Would you like to add anything else? 

121 
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This welcomes any respondents' additional opinions or points of view about the 

research apart from the above questions. 

2. Questionnaire (Checklist) (Appendix A3, A4, and AS) 

To support their interviews, all participants were asked to complete an additional 

short questionnaire on their own. This was essentially a supporting checklist. covering 

aspects of Organisational Citizenship Behaviour (OCB) adapted from the work of many 

OCB researchers such as Bateman and Organ (1983), Smith et al. (1983), Puffer (1987), 

Skarlicki and Latham (1996) and Farh et al. (1997). With regard to this checklist, the 

participants were not informed that the questionnaire was about extra-role behaviour, just 

that they were requested to consider various types of action they perform each day. 
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Table 5.2: Dimensions of OCB and sources of each item in the 

questionnaire 

Item Question Dimension of Sources 
OCD 

I Help his/her colleagues to perform their job better Altruism Bateman & Organ, 1983 
2 Co-operate well with those around him/her Altruism Bateman & Organ, 1983 
3 Make positive statements about the department Civic virtue Bateman & Organ, 1983 
4 Protect university property Courtesy Bateman & Organ, 1983; Farh, 

Earley, & Lin 1997 
5 Help others who have been absent Altruism Smith et aI., 1983; Puffer, 1987 
6 Help others who have heavy workloads Altruism Smith et aI., 1983 
7 Give advance notice if unable to come to work Courtesy Smith et aI., 1983 
8 Does not take unnecessary time off work Conscientiousness Smith et aI. , 1983; Puffer, 1987 
9 Assist supervisor with his or her work Altruism Smith et aI. , 1983 
10 Volunteer to do things not formally required by the Conscientiousness Smith et aI., 1983; Puffer, 1987 

job 
11 Exhibit attendance at work beyond the norm, for Conscientiousness Puffer, 1987 

example, taking less days off than most individuals 
or less than allowed 

12 Make innovative suggestions to improve the overall Civic virtue Smith et aI., 1983; Puffer, 1987 
quality of the university 

13 Willingly attend functions not required by the Civic virtue Smith et aI., 1983; Skarlicki & 
university, but that help in its overall image Latham, 1996 

14 Assist others with their duties Altruism Skarlicki & Latham, 1996 

IS Attend school meetings actively Civic virtue Farh, Earley, & Lin 1997 

16 Willing to help colleagues solve work-related Altruism Farh, Earl ey, & Lin , 1997 
problems 

17 Eager to tell outsiders good news about the Civic virtue Farh, Earley, & Lin, 1997 
university and clarify their misunderstandings 

18 Comply with university rules and procedures even Conscientiousness Farh, Earley, & Lin , 1997 
when nobody watches and no evidence can be 
traced 

19 Often arrive early and start working immediately Conscientiousness Farh, Earl ey, & Lin , 1997 

20 Come to work more often than most of the people Conscientiousness Farh, Earl ey, & Lin, 1997 

Table 5.2 shows how the questions in the questionnaire have been adapted from 

previous OCB research, and also indicates the dimensions of OCB relevant to each item. 

For example, item number 12 - "Make innovative suggestions to improve the overall 

quality of the university ' - was come from "Makes innovative suggestions to impro e 

department." Another instance is item number 17 - "Eager to tell outsiders good new 

about the university and clarify their misunderstandings - which wa adapt d from 
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"Eager to tell outsiders good news about the company and clarify their 

misunderstandings." So, the items were changed to reflect the present context. 

3. Pictorial representation (Appendix A 6 and A 7) 

According to role-set theory, a focal person or role occupant is expected to act out 

a role. Role senders are those people whose expectations help to define the role. An 

instrument was designed with the purpose of identifying the focal person's perception of 

their role senders and the level of interaction that they had with each of the role senders. 

To measure this, a picture board and a set of coloured pins (to identify individual role 

senders) were used at the end of the interview. These pins were located by each focal 

person on two boards on which were drawn a number of concentric circles. On one 

board, the distance from the centre indicated different frequencies of contact between the 

role senders and the focal person (see Figure 5.1.1). On a second board, distance 

represented the strength afinfluence of the role senders (see Figure 5.1.2). 
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Figure 5.1.1: 

Figure 5.1.2: 
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The instruments were developed in order to gather data from respondents, such as 

their perception of that role, how they learn to perform their role, who are their key 

people, and what level of influence they perceive from their key people (role sender). 

Past research has used questionnaires (e.g. Smith, et aI., 1983; Organ, 1988; Moorman, 

1991), but on evaluation these often seem not to provide any significant volume of rich 

data specific to their role. Therefore this measurement tool had the potential to add great 

value to the data collected. 

5.6 Collecting Da ta 

This research is comprised of two studies - a pilot study and the subsequent main 

study. It used data collected from both UK and Thai universities. The data for the pilot 

study came from a number of northern UK university lecturers. The data for the main 

study came from lecturers and their supervisors from Thai universities. 

5.6.1 Pilot Study 

The pilot study was carried out to test the quality and practicability of the research 

instruments in relation to the work of university lecturers. The purpose of testing these 

participants was to ensure that all procedures used are workable (Kiess & Bloomquist, 

1985). 

Participants and procedures 

The pilot study was conducted in a northern UK University. Lecturers employed 

within the business school at the university constituted the participants. The respondents 
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consisted of 14 members of academic staff. Five respondents were principal lecturers and 

9 respondents were either senior lecturer or lecturer. Two of the sample held the position 

of Divisional Leader, two of the samples were research coordinators and a small number 

of the sample had course leadership responsibility. The sample consisted of 1 0 men 

(71 %) and 4 women (29%) ranging in age from 30 to 54 years. The role of this group 

was to act as a pilot study for a larger scale survey to be undertaken as the basis of a main 

study. Table 5.3 shows the personal data gained. 

Table 5.3: Demographic data of the respondents in the pilot study 

Participant 1 2 3 4 5 6 7 
Sex F M M M M M M 
Age 30 35 40s 50 51 40 32 

Highest 
Academic Master Master Master Master Master Master Ma ter 
Qualificati 

on 
Year of 1.5 9 11 20 14 9 4 
Tenure 

Job Title Lecturer Senior Principal Principal Principal Principal Senior 
Lecturer Lecturer Lecturer Lecturer Lecturer Lecturer 

Admin Unit Leader Programme Research Divisional Research Programme -
Position Director Coordinator Leader Coordinator Director 

School Sport Mgt OA& Stg & lnt Acc & Fin OA& Stg & Int OA& 

HRM Bus Mgt HRM Bus HRM 

Continued 

9 10 11 12 13 14 
Participant 8 

M F F F M 
Sex M M 

54 41 41 34 40 54 
A2e 39 

Highest Post 
Graduate Academic PhD Master Master Ma ter Ma ter Ma ter 

Qualificati Certi ficate 

on 
6 8.5 8 8 

Year of I 30 7 

Tenure 
Senior Senior Senior . Senior Principal S ni r Senior Job Title Lecturer Lecturer Lecturer Lecturer Lecturer Lecturer Lecturer 

Cour e Course -Di i ional Cour e -
Admin - Leader Leader Leader Leader 
Position 

OA. & 0 & OA& OA& OA& 0 & 
School Stg & Int 

HRt-.l IIRt-.l fiRM HRM HRM fiR M Bus 
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Data collection data was divided into two phases, the first phase from January to 

May 2001, and the second phase of gathering supplementary data, from November to 

December 2001. The procedures for collecting data are shown in Figure 5.2. 

Figure 5.2: Procedures in Pilot study 

Request lecturer list 
from Business School 

Contact with participants 
- telephone 
- email 
- face-to-face 

Get start to 
collect data 

The researcher requested a list of lecturers' names from the Business School and 

approached them as subjects for participation in the study. Contact with participants was 

made through telephone, email, or face-to-face at their offices in order to make an 

appointment with each participant for interview and to complete the questionnaire. At the 

time of the interview with each participant, the researcher arrived early at the participant s 

office or an agreed rendezvous. The respondents were informed of the purposes of the 

study, and the kinds of interview questions to be asked. After finishing the interview 

subjects were asked to complete the questionnaire, and then, to perform the pictorial 

representations to examine the various relationships between the participants and their 

role senders. These fourteen respondents were used primarily to facilitat th 

dev lopment of the measurement tools and as such, a degree of fine-tuning and 

adaptation took place 0 er the cour e of their participation. However, the int rim r ult , 

including the range f r p nse and typ of perception identifi d, are al 0 f int r t in 
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themselves. In order to ensure the consistency of any results cited and discussed. follow­

up interviews took place with certain respondents as required (see Table 5.3). 

All participants except one (the first participant) came from the same faculty, 

because this research did not intend to make a comparison of lecturers' ditTerent 

perceptions of role behaviour in different faculties (see Table 5.3). Therefore. data from 

the first participant's interview was included in the data analysis process. 

5.6.2 Main study 

Participants and procedures 

This study was conducted in four private universities 10 Bangkok, Thailand. 

Results from the pilot study suggested that the research should collect data not only from 

all employees and workers, but also from the members of the role set in order to obtain 

the most valid and reliable research results possible. Therefore, the participants in the 

main study included lecturers and their direct supervisors who were Heads of Department. 

A total of 29 lecturers and 9 supervisors participated in the study. The participants were 

from five departments of Business School, namely, Department of Management. 

Financial Management, Human Resource Management, Marketing Management, and 

Industrial Management. 

The sample of lecturers comprised of 22 females (760/0) and 7 males (24%). The 

age and tenure range of subordinates (lecturers) were 26-53 years and 1-19 years 

respectively. Of these 29 lecturers, 27 held a masters le\'el degree and t\H) held a 

doctorate (see Table 5.4.1). 
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Table 5.4.1: Demographic data of the respondents in the main study 

(subordinates) 

Participant 1 2 3 4 5 6 7 8 9 10 M F M F M F F F F F 

Sex 
Age 27 26 36 30 31 32 32 31 48 28 

Highest 
Academic MB A MBA DBA MB A MPA MBA MBA MA MA MB 

Qualification 
Year of 2 1 13 2.5 
Tenure 

6 2.5 3.5 2 7 3 

Job Title Lee Lee Lee Lee Lee Lee Lee Lee Lee Lee 
School Finl Mktl Finl Fin 1 Hrml Finl Mkt l Mgt l IIrml Mktl 

Universitv 1 1 1 1 1 1 I 4 I I 

Continued 

Participant 11 12 13 14 15 16 17 18 19 20 
M F M F F F F F M F 

Sex 
Age 32 27 36 34 31 30 35 39 33 53 

Highest 
Academic MBA MS MBA MBA MB A MB A MBA MIS MBA MA 

Qualification 
Year of 2 3 3 2 3 3 3.5 3 3 2 
Tenure 

Job Title Lee Lee Lee Lee Lee Lee Lee Lee Lee Lee 
School InM gtl Hrml Mktl Mktl Mgt l Finl Fin l InMgt l InMgt l Mgt l 

University 4 1 1 I 4 1 1 4 4 4 

Continued 

Participant 21 22 23 24 25 26 27 28 29 
Sex M F F F F F F F F 

Aee 52 35 29 35 48 37 43 43 35 

Highest 
Academic MBA MBA DBA MBA MA MA MB M MB 

Qualification 
Year of 19 5 1.5 II 17 8 II .f I 

Tenure 
Job Title Lee Lee Lee Lee Lee Lee Lee Lee Lee 

School Mgt2 Mgt2 Fin2 Fin2 Hrm2 Hrm2 Mkt2 Mkt2 Mkt2 

3 3 3 3 2 2 2 2 2 University 
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The supervisors consisted of 5 females and 4 males. The supervisors' age and 

years with the university ranged from 31 to 56 and 1 to 30 years respectively (see Table 

5.4.2). Two-thirds of the respondents (6 respondents) held a masters degree and one 

third (3 respondents) had a doctoral degree (see Table 5.4.2). 

Table 5.4.2: Demographic data of the respondents in the Main Study 

(supervisors) 

Participant 30 31 32 33 34 35 36 37 38 
Sex F M F F F M F M M 
A2e 33 33 39 41 34 53 31 38 56 

Highest 
Academic DBA DBA MBA MBA MPA EdD MBA MBA MBA 

Qualification 
Year of II I 9 18 6 30 5 5 5 
Tenure 

Job Title Head Head Head Head Head Head Head Head Head 
School Finl Fin2 Mktl Mkt2 Hrml Hrm2 Mgt! Mgt2 InMgtl 

University I 3 I 2 I 2 4 3 4 

Data collection was conducted from September to December 2002. The 

procedures for collecting the data are summarised in Figure 5.3. 
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Figure 5.3: Procedures in Main study 

Ask for permission 
from APHIET 

Approval from 
APHIET 

Contact 
Business School 

Start to 
collect data 

YES 

APHIET ask for 
cooperation from the 

Universities 

r 
northumbria 

Ulill v [ .. S r" 

Each Thai private university is a member of the Association of Private Higher 

Education Institutions of Thailand (APHEIT). Under an agreement with members of 

APHEIT, if anyone wants to do research involving selecting the universities as a sample, 

he/she has to obtain permission from APHEIT first. The researcher initially a ked 

permission from APHEIT to undertake this research. APHEiT sent a letter of cooperation 

in order to ask for the uni ersities' participation in the research which ub equentl 

proved to be succe sful (Appendix B3). 
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When the four universities agreed to let researcher collect data, they sent letters of 

approval to APHEIT. At the same time, the university assigned its Department of 

Research and Development to take care of the researcher by cooperating with the 

Business Schools in arranging the interviews. 

The majority of the interviews took place in departmental staff rooms. Howeyer, 

due to interruptions from other staff requiring resources from this room, some interviews 

took place in an empty meeting room. The interviewer explained that the study was 

investigating the role behaviour that lecturers perform, what they expect others to do, and 

vice versa. It was explained that the interview was going to be recorded because it was 

not possible for the interviewer to write everything down. However, the tape-recorder 

was placed close to the participant who was told that they could switch it off at any time 

if they felt uncomfortable, or if they wished to say something but not have it recorded. 

All participants were also encouraged to ask the interviewer any questions that they had. 

The instruments used to gather data in this main study were the same as those used 

and developed during the pilot study. The value of having the three instruments of 

interview, questionnaire, and pictorial representation is that they all help to make the 

results more robust. In terms of triangulation, this research covers three of Putton's 

(1987) types of data, theory and methodological triangulation, as discussed earlier in this 

chapter. The data collection methods involved in the empirical study represented data 

and methodological triangulation. The data from the perspectiYes of both employees and 

supervisors used to examine the research questions represented theory triangulation. 

However, as mentioned earlier in this section. the main study was extended to collect 
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more data from the participants' supervisors, in order to compare their views of roles \\·ith 

those of their subordinates. So, the instruments for gathering data were changed with a 

number of additional questions added which are described below. 

Interview questions: Supervisors were asked two questions in order to discover 

how they perceive their subordinates' role. These are: 

• In the role of (his/her subordinate's name), what do you see as being the central 

feature of his/her role within the organisation? 

• Could you tell me, according to your point of view, what (his/her subordinate's 

name) has done beyond the expectations of his/her role? 

Questionnaire: One main question on the questionnaire was slightly changed to 

read. The full questionnaire can be seen in Appendix AS. 

• For (his/her subordinate's name), what do you think these following behaviours 

you see, they have been whether either central of his/her job or beyond his/her 

job? 

Pictorial representation: The main questions here were also slightly changed as 

follows: 

• From your point of view, who influences (his/her subordinate's name) work role'? 

• To what extent do these people influence (his/her subordinate's name) work? 

Translation of the instruments from English into Thai was needed because the 

h conducted in Thailand To ensure that these translations were absolutely researc was· . 
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accurate and meaningful, the translated documents were checked by a linguist with 

knowledge of Organisational Behaviour to verify and certify them (Appendix B 1). 

5.7 Data Analysis 

NUDI*ST, a software package for analysing qualitative data, was initially 

considered for the analysis of the data from interviews. However, both technical and 

conceptual problems were identified which suggested that its use may be inappropriate. 

The main part of this study examined behaviour in the Thai context, and NUDI*ST was 

not yet available in the Thai language. Therefore, the software could not be used because 

of the obvious problems of loose translation, loose emphasis, loose sequencing and 

consequently poor quality and unreliable results (Appendix B9). In short, if the narratives 

from the interviews were in Thai and were translated, it is unclear whether any systematic 

context analysis performed using such software would be analysing the translation rather 

than the original transcripts. This would be potentially result in identifying too great a 

similarity between respondents, based on converging translations rather than necessarily 

on any similarity of actual responses. 

5.7.1 Method of Analysis of Interview Data 

Data Preparation: All data collected from interviews was recorded on 

audiotape and typed in order to file a permanent record. After that, the transcripts were 

sent back to the interviewees to correct in accuracies. 

Coding the data: The researcher had already determined the concepts used in this 

research and the foundations of the study. The researcher then determined draft topics 

Prasert Sitthijirapat �1�~�5� 



Chapter 5 Research Methodology and Methods 

called 'thinking units' (a first attempt to categorise the data) (Lofland, 1971). Afterwards. 

the researcher adjusted each of these 'thinking units' to relate to each other, and the 

thinking units were then classified into categories - each category being adjusted to the 

interview questions. 

Extracting the data: In this stage of data analysis, any interview data that 

matched the categories derived was highlighted and collected together. If any interviewee 

did not mention or provide clear enough data then the next person's transcript was 

examined. After this was completed for each respondent, the process was repeated for all 

interview sections. This systematic procedure prevented confusion and allowed 

concentration on data in each category. 

During the investigation of each highlighted topic, if any interesting issue arose in 

the data this was set as a sub-category. After completing all of these steps, it was possible 

to decide whether or not each category was correlated. Any categories could be added, 

changed, or eliminated if necessary. 

Conclusion: Any of highlighted categories will be compiled for drawing the 

overall analytical conclusion. 

5.7.2 Method of Analysis of Questionnaire Data 

Data Preparation: After interview, each participant was asked to complete a 20-

item questionnaire is made up of t\\'o parts: 

• Which of the following do you perform in your day-to-day work? 
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• Do you think the following items are within or beyond the boundaries of your 

duties? 

The subjects were both employee (actors) and their supervisors who were also 

asked to comment on their subordinates' behaviour. All data from the questionnaire were 

collected and presented in tabular form to be ready for analysis. The symbol "A" is used 

to signify subordinates' responses and "B" for supervisors' responses. Some items were 

rated for both in-role and extra-role behaviour. There were no missing data from the 

questionnaires. 

Coding: All data was recorded using numerical codes, which enabled rapid data 

entry and helped to reduce error. Data checking was performed to eliminate any 

illegitimate codes. While this was very time consuming, it was important in order to 

reduce the danger of incorrect data leading to incorrect results. 

Analysis and interpretation: After the coding process the data were entered into 

SPSS for analysis, showing frequency of responses to each item as well as showing the 

following: 

• overall frequency of subordinates �~� and supervisors' responses. 

• subordinates' and supervisors' responses to each item rated as in-role 

behaviour. 

• subordinates' and supervisors' responses to each item rated as extra-role 

behaviours. 
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The results of the analysis and their interpretation and conclusion drawn will 

appear later in the thesis. 

5.7.3 Method of Analysis of Pictorial Representation Data 

Data Preparation: After the interview and questionnaire, each participant \VUS 

asked to identify the role senders with whom he/she interacted, which were listed on the 

first board. The second board showed each role sender's importance to the participant 

(focal person). Each coloured pin on each board represented a role sender, and on 

completion the boards were photographed for analysis. 

Coding the data: All the data from the pictorial representations were collected 

and presented in tabular form. Since the participants were from four Thai universities, the 

official titles of the respondents' jobs and their organisational structure differed from one 

university to another. For example, some universities use Assistant Dean for Academic 

Affairs and Assistant Dean for Student Affairs while others use Associate Dean. For 

convenience of interpretation, classification and recording of data, the term 'Deputy 

Dean' was used to represent those roles. 

Moreover, the posts of President, Vice President for Academic Affairs and Vice 

President for Administration were merged into the term 'Member of Executives' for data 

analysis. 

SPSS was used for the analysis of the frequency of interactions. Processing the 

data bv computer needed coding, and therefore the codes 1, 2. 3 and 4 were given to the 

respective daily, weekly, monthly and yearly categories. In the same way, categories of 
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the intensity of interaction were coded as 1, 2, 3, 4 and 5 for no influence, little, moderate, 

more influence, and most influence, respectively. 

Analysis and interpretation: After assigning numerical symbols permitting the 

transfer of data from responses to computer-coding, the number and percentage of 

responses to each role sender were shown as well as a role sender's influence over a 

participant's job. Furthermore, the analysis of relationships between frequency and 

intensity of interaction was conducted using cross-tabulation. 

5.8 Ethical Issues in this Research 

Silverman (2003: 271) stated that "Ethical procedures can also be clarified by 

consulting the ethical guidelines of one's professional association." This research has 

followed the ethical guidelines set out by the British Psychological Society so as not to 

overlook the rights, liberties and safety of the participants. 

The subjects in this study were entirely voluntary. Before conducting the 

interviews, the researcher contacted either the participant directly or via their 

organisations (university or institution) to solicit their participation In the study 

(Appendices B2 - B8). The participants were informed about the purpose of the study 

and the process of data collection. They were guaranteed complete confidentiality. 

Each interview was recorded with the participants' permission. The tape recorder 

\vas placed close to the participant, and he/she could switch it off at any time whenever 

he/she felt uncomfortable or wished to say something without being recording. 
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Each recorded interview was transcribed and sent back to the interviewee to check 

for any mistakes. Any data in the transcripts could be deleted or changed if the 

interviewee felt uncomfortable with it. In addition, the participants' personal data were 

kept confidential. All data from the participants will only be used in this research. 

5.9 Summary 

The purpose of quantitative research is to determine the quantity or extent of some 

phenomenon in the form of numbers. Conversely, the focus of qualitative research is not 

on number but on meaningful characterisations, interpretations, expressive descriptions 

and behaviours. Any source of information may be informally investigated to clarify 

which qualities or characteristics are associated with the situation or issue under study. 

The focus of this chapter starts with explanation of quantitative and qualitative research in 

terms of its nature, as well as its advantages and disadvantages. 

Then the methods used in this study have been explained. This research has 

surveyed people's perceptions and understandings of their roles. The work has used a 

deductive approach associated with positivism, which takes account of how actors 

interpret situations. The case study method was also used in this study to generalise 

some issue about this study. Furthermore, this study adopted triangulation methods to 

enhance the interpretation of the survey results. 

Three methods, including interviews, questionnaires and pictorial representations 

wcrc employed in this study. Face to face interviews were used, whose greatest value lies 

in the depth and detail of information that can be secured. This method enabled more 
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improvement to be made to the quality of the information gathered than the other methods 

used. The use of interviews offered the opportunity to probe with additional questions 

and gather supplemental information about respondents' role behaviours. Questionnaires 

were also used to examine organisational citizenship behaviour. Finally, methods of 

pictorial representation were developed as measurement instrument by the researcher for 

this study. 
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6.1 Introduction 

Chapter Six 

Findings of the Pilot Study 

This chapter deals with the pilot study undertaken in a UK university, with great 

close attention paid to its methods and results in order to extend and apply these to the 

main study. First, the focus is on the results from the first method employed, the semi­

structured interview. Then the discussion turns to the results from the second method, the 

questionnaire. Finally, the pictorial representation method is developed and introduced 

for the study so as to enrich the results 

The major purpose of the pilot study was to find answers to the questions below. 

Findings from the three instruments were as follows: 

6.2 Results from the Semi-Structured Interviews 

1. What is the scope of the work activities a lecturer has to perform? 

As mentioned earlier, a role refers to the expected behaviour patterns attributed to 

a particular position in an organisation. Role-playing varies from person to person 

resulting from the different backgrounds, attitudes and beliefs of the respondents. 
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Teaching is seen as a primary duty by nearly all of the responding �l�e�c�t�u�r�e�r�s�~� who 

identified students as key people in their interviews. Nevertheless, the data from the 

interviews revealed that there are many different opinions about the teaching duties and 

of students as key people influencing the participants' role-playing. That is, some 

lecturers believed that their Students were the leading role sender, but this group did not 

represent all respondents. In contrast, all participants regarded the Divisional Leader as a 

key person having a great influence on their actions. Management and administrath'(! 

roles are identified as other in-role duties for a number of the respondents, although not 

all of the participants had administrative duties and there were varying levels of 

frequency and influence cited for major administrative players as role senders. 

Research is currently seen as a way of leading to higher academic positions 

among the respondents. The results of the interviews revealed that the participants have 

some responsibility for conducting research, but this is not a strict rule for all of the 

participants, with some not mentioning Research Staff, Colleague or Students as role 

senders at all. Although most participants wished to do research, some stated that they 

could not because of heavy teaching burdens and lack of time. However, the second 

participant was assigned the job of taking responsibility for research in the whole school. 

The third and fourth participants were also designated as research coordinators, hence 

citing the increased prominence of researchers as their role senders. 
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2. How do they know what duties and responsibilities they have to perform? 

The results of the interviews suggested a lot of sources of information about the 

duties and responsibilities of lecturers. Many participants revealed that their immediate 

supervisor let them know what they had to do. The first participant, for example, said, 

that, 

"Those particular responsibilities are given to me by my boss, my line manager. 
my Head of Division" 

The third participant talked about how he knew what his job duties were, saying 

"There's no description but by talking and discussing with my boss and with other 
people" 

The statements of the fifth, seventh, ninth, and tenth participants also confirmed 

the main source of information on duties and responsibilities as indicated, 

"I think some of the teaching ones ... mainly by negotiation with the Head of the 
Division ... Research Coordinator ... it's partly being told by my Head of School"; 
"Just read it from information that I've been given and from discussion with 
colleagues, my line manager"; "I get some instructions from my Head of School"; 
"On the teaching side, your allocation comes through the line manager" 

The fourth participant suggested a job description as another important source 

"There is a job description which tells me about my responsibility" 

In addition, the fifth participant explained that, 

Prasert S itthij irapat 



Chapter 6 Findings a/the Pilot Study 

"The jO.b description would say something ... and then, by implication, say 
somethIng about what he had to do" 

The sixth, eighth, and ninth participants said likewise. 

northumbria 
u lit I �~� E A $ T' 

The eighth participant noticed problems with the job description, saying that, 

"The job description is sort of general, and if I would list what's required ... the job 
description says things quite differently from what the reality is" 

Almost half of the participants said that they learned by themselves what they had 

to do to achieve personal and organisational goals. For example, the third participant 

stated that, 

" ... some of responsibilities are things that I choose to do .. .1 make the choices to 
do them." 

Similarly, the ninth, twelfth, and thirteenth participants reported that they had 

been performing their job duties for a long period of time, so they had become automatic, 

and also up to them as individuals. 

Additionally, the results showed other sources of information, such as In the 

second participant's statement, 

"Teaching responsibility is seen a core business to the division, so everybody in 
the division was appointed as teaching staff. .. For research responsibility, I was 
known to have some expertise in a particular area, and as a consequence of that, I 
was asked because of the people that I network with." 

And in the eighth participant's statement 
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": ... �r�~�s�p�o�n�s�i�b�i�l�i�t�i�e�s� are very wide ranging depending on the needs of the subject 
dIvIsIOn and the units" 

3. What do they perceive to be the expectations of others? 

The results from the interviews revealed that each participant had got various 

expectations from many role senders. 

In terms of teaching duties, half of the participants perceived that their supervisors 

expected them to deliver their teaching competently and professionally. Foe example, the 

sixth participant stated that, 

"The Divisional Leader expects me to I deliver the unit I'm responsible for with 
integrity and meet syllabus requirements, and meet the assessment requirements 
etc." 

Meanwhile, one third of respondents realised that students expected them to be 

available whenever needed. The twelfth participant, for example, said, 

.•... it is that I'm a good teacher and having a good relationship with them, being 
responsible in the way that you deal with them, what you tell them, and the 
materials that you give them ... " 

Half of participants mentioned that they think their colleagues expect them to do 

an appropriate teaching job and to be supportive to them. For instance, the fifth 

participant said that, 

"I think, again, their expectation are that I'll be involved in designing courses, and 
being involved in the deli\'ery that 1 share �t�h�~�t� with th,em. 1 shar.e the �~�e�a�c�h�i�n�g� 

with them. We'll do some: we'll share markmg. We 11 share thmgs lIke 
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�c�o�n�t�r�i�b�u�~�i�o�n�s� to c.ourse design, examination duties ... In terms of the quality of 
expectatIOns, I thInk, they expect that I contribute the ideas, and materials." 

In terms of research duties, the results from the interviews revealed that both 

supervisors and colleagues expected the participants to generate research output. 

Interestingly, one of the participants, the thirteenth participant, mentioned that her 

colleagues pushed her to do more on research. As she said, 

"They are expecting me to have a better research file, because I don't have one, I 
have done a little bit of research and I have written a chapter of a book. and I do 
go to conferences. They want me to look at things in that area because that is a 
part of my profile that is very poor." 

It seems to be an important pressure on members of academic staff in the UK, to 

develop themselves by doing research. 

Some of the participants undertook managerial work, such as allocating teaching, 

sorting out problems with members of the staff, and so on. They perceived that their 

supervisors expected them to manage things in the division smoothly, to lead the division 

and make sure it had a good profile of courses. Moreover, their colleagues (subordinates) 

expected them to give them appropriate workloads, lead the division, and so on. For 

instance, the ninth participant said, 

"That would be help and guidance on their career progression. and subject 
development. They would be expecting me to arrange their teaching loads �~�n�.�d�.� 
teaching activity, and to co-ordinate that. They just expect me to lead the �~�I�v�I�s�.�~�o�n� 
in negotiation with other divisions on teaching, which is a general expectatIon. 
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4. What do they think are the things that they do, and where they are uncertain as to 

whether they are within or beyond their role? 

Different individuals had different perceptions of the behaviour associated \\"ith a 

given role. The interviewees suggested that they learned and perceived what their job 

duties and responsibilities were from several sources, including their job descriptions, 

supervisors (line manager) and from colleagues. 

Even though a job description generally contains a job summary, the job duties 

and responsibilities and some indication of the working conditions, some participants 

remarked that it did not go into sufficient detail. For example, the eighth participant said, 

"I'm used to the job description being quite different from what the reality is" 

And the first participant commented, 

"The job description is somewhat similar to what I've been doing. It does not 
describe it in much detail but it's a general description ... ., 

In addition, organisations or people that the respondents were associated with, 

such as the Quality Assurance Agency (QAA), Course Leaders, Peers and those outside 

the University such as Publishers, Staff at other Universities or consultancy clients, had 

taken charge of the some work for various respondents. 
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5. What do they think are the things that they do that are beyond their role? 

The interviews showed that more than half of the participants usually lend 

colleagues a hand by covering for classes, providing recommendations for curriculum 

development and supporting the students of other staff for research/teaching. For 

example, the eighth participant believed that, 

"I have been helpful to colleagues, in terms of giving support over their courses 
and coming up with ideas regarding how we develop them, and also filling in for 
colleagues when you have to be away or anything like that." 

In cases when a lecturer was unable to work due to sickness or other reasons, his 

or her colleagues were willing to be in charge during the lecturer's absence so that the 

class was not cancelled. For example, the seventh participant stated that, 

..... this is what we usually do and everyone tries to do it. If someone is ill, then 
we will take their classes for them. That way, the students don't miss any work." 

There have been many suggestions for improving the management of the schooL 

for example, the sixth participant revealed that, 

"I'm running the Peer Support Scheme at the moment, which is my idea. I went 
to the Head of School last year and I was appointed to run it. I have third year 
students supporting their first year peers on an informal basis, and that wasn't 

expected. " 

Some lecturers had done things beyond the scope of their duties for their students. 

For example, the fifth participant said that, 

"I suppose, in the �T�u�~�s�d�a�y� afternoon session which is talking about the course. 
just to help research students, not so much colleagues" 
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The interviews suggested that some participants often devoted themselves to their 

jobs. The eleventh participant gave an example, saying that, 

" ... the test for the first years, I'm sure a lot of people would have looked at it and 
thought, we have a system, we'll leave that in place and �w�o�n�~�t� change it, and I 
have changed it and tried something new, which will hopefully benefit everyone. 
It was not a requirement, I could have done it the way we've always done it and 
gone home early, but I didn't. I put in extra work that exceeds what is required." 

The results from the interviews above indicate the �r�o�l�e�s�~� duties, and 

responsibilities of lecturers. They reflect the opinions of the participants about their 

behaviours, which are the focal points of this research. 

In the design of the interview questions, and during the collection of data in the 

pilot study, the questions were improved. The pilot study assisted in testing, relating and 

collecting information useful to the study (as mentioned in section 5.5). Therefore, the 

techniques used were adjusted before being utilised in the main study. At this point, 

interviews with the immediate supervisors of the lecturers were added as a necessary 

improvement upon the pilot study. From these additional interviews, such role senders 

are vital to understand lecturers �~� in-role and extra-role behaviours. These interviews were 

set by focusing on supervisors' opinions on the in-role and extra-role behaviour of their 

subordinates (lecturers) (see section 5.6.2). 

6.3 Results from Questionnaire (Checklist) 

The primary analyses of the supporting questions and the interviews suggests that 

a/Ie::)' boul7dmy exists between in-role and extra-role behaviour, gi\'en that a number of 
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activities were regularly undertaken by several participants which are not stated in their 

job description or employment contract. That is, the participants discussed above often 

carried out, almost on a daily basis, what organisational researchers would refer to as 

OCB, though they themselves did not see these particular actions as being beyond their 

role. In effect, it had become normal for the participants to carry out tasks that were not 

written in job descriptions or which were out of the scope of their duties and 

responsibilities. The employees' definition of these activities was that they were in-role, 

while Organ and other writers would define them as extra-role. Tables 6.1 and 6.2 

indicate the range of participation across a range of "extra" roles. 
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Table 6.1: Checklist data of extra-role behaviour that the respondents 

perceive as part of their day-to-day work 

No. 
Questions Par Instances Frequency responses 

out of 14 
1. Train or help others 1 Induction/peer review When applicable 
to perform their jobs 2 Train coll eagues/provide support or IT Ad-hoc basis 
better soft ware 

3 Research supervision Each week 
8 n/a When required 8 
9 n/a Weekly (help) 
10 New member of staff Daily 
12 Helping new staff on unit Weekly 
14 Di scussing problem n/a 

2. Co-operate well I Team teaching, committee member Constantly 
with those around you 2 Support for coll eagues who share my Dail y/weekly 

units/student support on units I teach 
3 Teach in a team Everyday 
4 n/a 3 times/semester 
5 n/a Occasionall y 
6 n/a n/a 
7 n/a Everyday 14 
8 n/a Always 
9 n/a Dail y 
10 Involved in programme team fo r HRM Weekly 
II hare ideas for content deli very of units Weekly 
12 with members of teaching team Weekly 
13 Emailin g staff / course leaders When required 

Team teaching 
14 n/a n/a 

3. Make positive I Open days/placement visits Constantly 
statements about the 2 Students/extend cli ents e.g. trip to Russia Ad-hoc basis 
department 3 NBS is to be in top 10 Business Schools Most day 

in UK 7 
4 n/a Rarely 
8 n/a Someti mes 
9 n/a Occasionall y 
14 n/a n/a 

4. Protect university I Lock door etc. Constantly 

property 2 Lock my offi ce door A ll of the time 
4 Lock any door Every time I u e a 

room 6 

6 n/a n/a 
7 n/a Every day 
8 n/a Always 

5. Help others who I Cover their teaching Not very often 

have been absent 2 Co er clas es When a ked, ad-
hoc 

3 0 r cia e Whene\ er need 
4 ering teaching requir d/ I per 

month 

5 n/a Vel) occa'ionall) 

6 Il /a Il/a 14 
7 Il /a \ en month 

8 Il /a �O�n�c�~� 
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10 Cover for people who are away When required 
II Cover classes When required 
12 Covering classes Every 3 months 
13 Provide with teaching materials When required 
14 Cover for illness n/a 

6. Help others who I I willingly support other members of When applicable 
have heavy work- staff, particularly new staff 
loads 2 Support to research colleagues Ad-hoc 

3 Take classes for colleagues Once a month 
Offered support technical knowledge 7 

5 n/a Occasionally 
7 n/a From time to time 
II Colleagues new course start-up n/a 
13 Putting QPS together to teach Fortnightly 

7. Give advance notice 3 Overseas trips Once a month 
if unable to come to 4 n/a Whenever sick 
work 5 n/a Always 

6 n/a n/a 
7 n/a Always 9 
9 n/a n/a 
12 Arrange absence with Divisional Leader Once a year 
13 When sick/visiting organisations Rarely 
14 N ever absent n/a 

8. Does not take 6 n/a n/a 
unnecessary time off 7 n/a Every week 
work 9 n/a Always 

10 Have not been off ill for 3 years n/a 
approximately 7 

II Work to standard holiday & Research n/a 
Scholarly Activity (RSA) allowances n/a 

12 Low absence rate n/a 
14 n/a n/a 

9. Assist supervisor I Attend meetings on their behalf Rarely 
with his or her work 2 Support in QAA inspection Ad-hoc 

3 Jointly supervise Ph Os Each week 
4 Review internet blackboard I per week 
5 n/a Not often 10 
6 n/a n/a 
8 n/a When asked 
10 With programme team work Weekly 
12 Covering class Every 3 months 
13 Attend exam boards When required 

10. Volunteer to do I Organise social events/additional Constantly 

things not formally placement visit 
required by the job 2 Support in QAA inspection Ad-hoc 

3 Write a report on an overseas market When necessary 
4 n/a Rarely 
5 n/a Occasionally 

6 n/a n/a 

7 n/a Every couple of 12 
months 

9 n/a n/a 
I I Made suggestions to course design being n/a 

developed by a colleague 
12 Trying new assessment method Monthly 

13 Helping students with personal problems When required 

14 Multimedia prospectus nla 

11. Exhibit attendance I I have never used all my leave or RSA 

at work beyond the time 

norm, for example, 2 I spent last Summer helping with QAA 

taking less days off inspection 
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than most individuals 
or less than allowed 3 I never take my full holiday allowance Every year 8 

4 Work harder When required 
9 n/a Usually 
12 Have not had a free day this term Weekly 
13 Don't take all hoJiday/RSA leave Annually 
14 nla Usually 

12. Make innovative I Member of many task forces Constantly 
suggestions to 2 Teaching research ad-hoc Daily 
improve the overall 3 Proposal for DBA Every week 
quality of the school 4 n/a Rarely 

5 n/a Occasionally 10 
6 n/a n/a 
8 n/a Weekly 
12 Computer aided assessment Once a year 
13 At away days / meetings 4-5 times a year 
14 Suggesting to improve admin nla 

13. Willingly attend I Conference presentations (external) Constantly 
functions not required 2 Conferences Yearly 
by the university, but 3 British Council Exhibitions 4 times a year 
that help in its overall 4 Professional lectures dinners 2-3/semester 
image 6 n/a n/a 8 

II Participate in open evenings (which is n/a 
expected of other Course Leaders - even 
though others do not necessarily attend 

13 Placement visits Once a year 
14 N issan meeting n/a 

14. Assist others with I Member of many additional groups Constantly 
their duties within the university that are voluntary 

2 Support colleagues if necessary with Ad-hoc 
cover 

3 Provide teaching materials When required 
4 n/a for covering class 

Occasionally 10 
5 n/a n/a 
6 n/a Twice per year 
10 Manager developed weekends Weekly 
12 Preparing teaching materials When required 
13 Helping to write exam papers / 

assessments nla 
14 Help when needed 

15. Actively attend I Research committee, placement task Twice a semester 

university meetings force 
2 Faculty Quality Committee, Exam One/semester 

Boards, Divisional Meeting 
3 Research degree sub committee Every week 
4 Those which are considered important 2 per week 8 

6 n/a n/a 
8 n/a Not very often 

9 n/a Monthly 
I I Division meetings / School meetings n/a 

infrequent but should attend to hear 
information at first-hand 

16. Willing to help I QAA process Constantly 

colleagues solve work- 2 n/a Ad-hoc 

related problems 3 n/a When required 

4 Do some additional marking 2-3 per semester 

5 n/a Often 

6 n/a n/a 

7 n/a Every month 13 

8 n/a Daily 
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9 n/a n/a 
II Advised colleague on issues relating to n/a 

her new role as course leader 
12 Helping with other units Every 3 months 
13 Cover for teaching When required 
14 n/a n/a , 

17. Eager to tell I Summer school workshop Once a year 
outsiders good news 3 n/a When required 
about the university 4 Relations with China 2-3 per semester 4 
and clarify their 6 n/a n/a 
misunderstandings 
18. Comply with I Traces/assessment procedures etc. Sometimes 
university rules and 4 n/a Always 
procedures even when 6 n/a n/a 
nobody watches and 7 n/a Every day 
no evidence can be 8 n/a Always 
traced 9 n/a n/a 10 

II Assessment regulations - e.g. submitting n/a 
sample scores to external examiners 

12 First year assessments Once a year 
13 n/a n/a 
14 n/a n/a 

19. Often arrive early I Before 8 a.m. most days Most days 
and start working 2 Start at 7 a.m. each day Daily 
immediately 3 n/a Every day 

4 Start at 8.15 Every day 
5 n/a Not often 
6 n/a n/a II 
7 n/a Every week 
8 n/a Daily 
10 Most days 7.50/8.00 o'clock start Most days 
13 Preparing for teaching Daily 
14 n/a n/a 

20. You think you I Often work 8 a.m.-8p.m. Constantly 
come to work more 2 Summer vacation-building is empty Most of the day 
often than most of the 3 I was here on Saturday Whenever 
people necessary 6 

9 n/a n/a 
12 No free day Weekly 
13 I find difficult to stay at home and work Daily 

because of everything that has to be done 
here 
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Table 6.2: Total number of the checklist data of extra-role behaviour 

that the respondents perceive as part of their day-to-day 

work 

Item Questions No. responses 
out of 14 

2 Co-operate well with those around you 14 

5 Help others who have been absent 14 

16 Willing to help coll eagues solve work-related problems 13 

10 Volunteer to do things not formally required by the job 12 

19 Often arrive early and start working immediately II 

9 Assist supervisor with his or her work 10 

12 Make innovative suggestions to improve the overall quality of the school 10 

14 Assist others with their duties 10 

18 Comply with university rules and procedures even when nobody watches and no 10 
evidence can be traced 

7 Give advance notice if unable to come to work 9 

1 Train or help others to perform their jobs better 8 

II Exhibit attendance at work beyond the norm, for example, taking less days off 8 
than most individuals or less than allowed 

13 Willingly attend functions not required by the university, but that help in its 8 
overall image 

IS Actively attend university meetings 8 

3 Make positive statements about the department 7 

6 Help others who have heavy work loads 7 

8 Does not take unnecessary time off work 7 

4 Protect university property 6 

20 Come to work more often than most of the people 6 

17 Eager to tell outsider good news about the university and clarify their 4 

misunderstandings 

Table 6.1 and 6.2 show that the respondents perform extra-role behaviours (OCB) 

as part of their day-to-day work. The responses indicated that there were two item 

econd and fifth - which all respondents have performed. e enteen of the item w r 
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performed by a majority of the research participants. The lowest number of response was 

to the seventeenth item. 

Although the results from the questionnaire were from a small sample, they were 

used in supporting interviews' data about the extra-role behaviour in their routine job. 

However, in the main study, respondents (both supervisors and subordinates) were asked 

to discriminate whether each question in the questionnaire concerned in-role or extra-role 

behaviour in order to utilise these in analysing their perceptions of in-role and extra role 

discrimination. 

6.3 Results from Pictorial Representations 

The interviews helped identify a range of role senders for each participant. Figure 

6.1 shows an example of the role senders as identified by one particular lecturer, using an 

adaptation of a pictorial instrument. Figure 6.1 also shows a complete picture of those 

who influence the respondent. Individually, this is perhaps less effective as it could be as 

a communication tool with that used in the interviews. This instrument helps to provide 

the data which each respondent indicates the frequency and intensity of influence of each 

role sender rather than just their existence. Figure 6.2 provides an example of this and 

Table 6.3 gives a complete breakdown of the responses. 
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Figure 6.1: An example of a lecturer's role-set 

[Format of the illustration adapted from Zanden, V. & Wilfrid , J. (1979): Sociology, New York: John Wiley 

& Sons, p.114.] 

Figure 6.2: An example of the results from the Pictorial Representation 
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The extent to which the number and type of role senders vanes amongst the 

participants will be of interest when this data measurement tool is used in the lnain study. 
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Table 6.3 

-

Participant 1 
fr 

Member of 
Executive 
Head of ./ 2N 
School 
Divisional ./ D 
Leader 
Programme 
Director 
Course 
Leader 
Other ./ D 
Lecturer 
Research ./ M 
Colleague 
Admin Staff 

Student 

Research 
Student 
External 
Examination 
Publisher ./ Y 

Librarian 

Abbreviation 
fr: Frequency of Interaction -
in : Intensity of Influential -

m 

2 

5 

4 

3 

2 

Pictorial data 

2 3 4 
fr m fr m fr 

./ M 4 ./ M 

./ 21 Y 2 ./ D 4 ./ D 

./ D 5 

./ M 

./ W 

./ D 3 ./ D 

./ M 4 

./ D 3 ./ D 

./ D 5 ./ D 

./ 2/Y 

./ M 2 ./ M 3 

D: Daily W: Weekly M: Monthly 
1: not influential 2: little influential 

5 
m fr 
3 

4 ./ 2/W 

4 

4 ./ W 

4 ./ D 

3 ./ 0 

5 ./ W 

./ W 

2 

Y: Yearly 
3: moderate 

6 7 
m fr m fr 

4 ./ D 5 ./ Y 

./ D 5 ./ D 

2 ./ D 4 

5 ./ D 2 ./ D 

./ M 

2 ./ D 3 ./ D 

2 ./ W 4 ./ D 

.., 

.) 

nla: not applicable 
4: influential 5: most influential 

m 
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4 
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4 
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Participant 8 
fr 

Member of 
Executive 
Head of 
School 
Divisional ./ M 
Leader 
Programme 
Director 
Course ./ W 
Leader 
Other ./ D 
Lecturer 
Research 
Colleague 
Admin Starr ./ D 

Student ./ D 

Research 
Student 
External 
Exam ination 
Publisher ./ Y 

Librarian ./ W 

Abbreviation 
fr : Frequency of Interaction -
in : Intensity of Influential -

m 

4 

5 

3 

2 

3 

4 

2 

9 10 11 
fr m fr m fr 

./ 3/W 4 ./ M 2 ./ 4N 

./ W 4 ./ W 4 21M 

./ 21M 

./ D 5 ./ w 4 ./ W 

./ W 3 

./ D 3 ./ W 3 

./ 2/W 4 ./ w 

D: Daily W: Weekly M: Monthly 
1: not influential 2: little influential 

12 13 14 
m fr m fr m Fr 

2 ./ M 4 

4 ./ D 5 ./ W 4 ./ 2/W 

4 ./ D 5 

3 ./ W 4 ./ 2/W 3 

./ 2/W 2 

1 

./ 4N 2 

Y: Yearly n/a: not applicable 
3: moderate 4: influential 5: most influential 

m 
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The data from Table 6.3 show that there are several groups of people who are 

important to each respondent, as follows: 

Some respondents who perceived that Head of School is their role sender reported 

that they had to interact with the Head of School several times a week. The third, fourth, 

and sixth participant revealed that it was necessary to interact with the Head of School 

every day. However, the second, seventh, tenth, and eleventh participant said that they 

meet the Head of School once in a while because she had little influence on their job. 

The respondents who indicated that Divisional Leader is their role sender revealed 

the frequency of interactions between them and the Divisional Leader, saying that there 

were differences between people in this, and their influence on respondent's job ranges 

from strong to the very strong. 

The respondents who stated that Other Lecturers and/or Colleagues were their 

role sender reported that the frequency of interaction between them and other lecturers 

varied considerably from person to person such as, every day, every week, and every 

month. In addition, their statements implied that this group of role senders did have an 

influence on the respondents' job, however, the frequency of interaction did not reflect 

the intensity of influence. For example, the twelfth participant revealed that her five 

colleagues were role senders and she interacted with each colleague �w�e�e�k�l�y�~� however. the 

intensity of influence of each colleague varied enormously. 

Although the Head of School is in the ultimate management position in the school, 

most respondents took the view that the Head of School was less important to them than 
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the Divisional Leader. That is, almost all respondents revealed that the Divisional Leader 

was most important person for them because the Divisional Leader was their immediate 

supervisor. Also, Other Lecturers were ranked the second most important people to 

respondents because these were their colleagues who helped one another with their jobs. 

Most respondents reported that they interacted with Administrators almost every 

day. However, the Administrator was not the most important person to these respondents 

because of their contact being confined to the staff functions of the respondent's job. 

With regards to organisational structure, students were not in the line of authority. 

Nevertheless, a lot of the respondents stated that their students were most influential in 

the respondents' role-playing and job performance. Because the respondents' key task 

was teaching, the students were of great importance to the respondents who had to meet 

their expectations. 

The third and fourth participants revealed that they had interaction with Members 

of the Executive because the Member of Executive assigned them extra tasks. Although 

the frequency of these interactions between them was low, the respondents considered the 

interactions important because of their high-level in the management of the organisation. 

The first, second, third, and eighth participants reported that Publishers were 

important to them because of their research assignments. The fourth and thirteenth 

participant stated that they had to interact with External Examiners concerning 

coordination, but that this was not important. 
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Considering the overall situation, it would be interesting to measure how the 

intensity of influence depends on frequency of interaction. That is, the more the 

respondents interact with role sender, the more the role sender may be influential in the 

respondents' job. Moreover, there are varying degrees of responses to role sender's 

expectations, for many reasons. For example, respondents may decide whether or not any 

task is important; if he/she is interested in the issue, the role sender may be more 

important to him/her. 
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Table 6.4: Cross-tabulation between intensity of influence and 

frequency of interaction viewed by subordinates 

Role 
Frequency Intensity of Influence 

of little in- moder- Influen- more than most in-Sender 
Interaction none fluence ate Influence fluence Total ce 

Executive -None 12 12 
-Daily 
-Few days a 
week 
-Weekly 
-Monthly 1 I 2 
-Few months 
a year 
-Yearly 

Total 12 1 1 14 
Head of -None 3 3 
School -Daily 2 1 3 

-Few days a 2 2 
week 
-Weekly 
-Monthly 1 1 2 
-Few months 3 3 
a year 
-Yearly 1 I 

Total 3 5 5 1 14 

Divisional -None 3 3 
Leader -Daily 5 5 

-Few days a 1 1 2 

week 
-Weekly 3 3 
-Monthly 1 1 

-Few months 
a year 
-Yearly 

Total 3 5 6 14 

Programme -None 11 11 

Director -Daily I I 

-Few days a 
week 
-Weekly 

2 2 -Monthly 
-Few months 
a year 
-Yearly 

Total 11 2 1 14 

Course -None 10 10 
I 1 

Leader -Daily 
-Few days a 
week 
-Weekly 1 1 I 3 

-Monthly 
-Few months 
a year 
-Yearlv 
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Total 10 
Other -None 2 
Lecturer -Daily 

-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 2 
Research -None 10 
Colleague -Daily 

-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 10 
Admin Staff -None 5 

-Daily 
-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 5 
Student -None 6 

-Daily 
-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 6 
Research -None 13 
Student -Daily 

-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 13 

External -None 12 

Examiner -Daily 
-Few days a 
week 
-W eekl y 
-Monthly 
-Few months 
a year 
-Yearly 
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Total 12 2 14 
Publisher -None 10 

-Daily 
-Few days a 
week 
-Weekly 
-Monthly 1 I 
-Few months 
a year 
-Yearly 1 I 

Total 10 2 1 I 14 
Librarian -None 13 13 

-Daily 
-Few days a 
week 
-Weekly 1 I 
-Monthly 
-Few months 
a year 
-Yearly 

Total 13 1 14 

As shown in table 6.4, a clear majority of the respondents revealed that they were 

not on contact with and did not attach importance to members of the executive, 

programme directors, course leaders, research colleagues, research students, external 

examiners, publishers, or librarians. When considering the category of who has the most 

influence, 6 respondents choose divisional leader as their role sender; 3 respondents chose 

students as their role sender; and 2 respondents chose colleagues as their role sender. On 

the other hand, when considering the non-influence category, almost all respondents 

indicated either research students or librarians; 12 respondents indicated either members 

of the executive and external examiners; and 2 respondents indicated programme 

directors as of low influence. 
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Table 6.5: The total number of respondents from influence to most 

influence level classifying each type of role sender 

Role sender Total number of respondent from influence to most 
influence 

Member of Executive 2 
Head of School 6 
Divisional Leader II 
Programme Director 3 
Course Leader 3 
Other Lecturer II 
Research Colleague 3 
Administrator 6 
Student 6 
Research Student I 
External Examiner 2 
Publisher 2 
Librarian 0 

Table 6.5 provides an illustration of the role-set of members of academic staff 

from Newcastle Business school. The greater proportion of participants revealed that 

his/her role senders were the Divisional Leaders ( 11 participants), Other Lecturers (11 

participants), Heads of school (6 participants), Administrators (6 participants), and 

Students (6 participants). 

With regard to the frequency of interaction between respondents and role senders 

the data revealed that 5 respondents contacted divisional leaders daily; 8 respondents had 

contact with other lecturers; 3 respondents had contact with head of school daily' 7 

respondents had contact with administrators daily; and 4 respondents had contact with 

students daily. 
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When taking the relationship between intensity and frequency of interaction into 

account, as a result, it tends to be the more the respondents interact with the role sender, 

the more role sender is influential in respondents' job. 

Analysis of the pictorial representations can be used to support the interview data 

on the issues of role senders and their role for each focal person (lecturer). Then, this 

instrument was also used with supervisors, by asking for their decisions on who are the 

subordinates' (lecturers) role sender and his influence, in order to compare the results and 

measure the degree of compatibility between supervisors' and subordinates' opinions. 

6.4 Summary 

The results of the study provide evidence regarding different perceptions of role 

behaviour. The respondents stated that they learned of their job duties and 

responsibilities from many sources, including immediate supervisors, job description, and 

by themselves. 

In terms of duties and responsibility, the data revealed that the main area of duties 

and responsibility was teaching. In addition, research was seen as a key area leading to 

higher academic positions. Many participants wished to do research but they could not 

because of heavy teaching burdens and a lack of time. Moreover, some participants had 

managerial work because they held an associated managerial position. 

In teaching duties as central to their role, the participants perceived that others 

expected them to deliver the unit competently and professionally, while being supportive 
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to their colleagues. With respect to research duties, the participants perceived that others 

expected them to generate research output. 

Although many sources exist in the university to allow academic staff to learn 

how to do their job, some participants remarked that these sources did not go into 

sufficient detail. That is why sometimes they were uncertain of what was within their 

role. The interviews also suggested that some participants often devoted themselves to 

their jobs, such as by helping to take other lecturers' classes when their colleagues were 

ill or absent, and by providing recommendations for curriculum development and so 

forth. 

Considering the case of the participants In this study, important role-senders 

include divisional leaders, colleagues, heads of school, administrators, and students. 
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7.1 Introduction 

Chapter Seven 

Findings of the Main Study 

The major feature of the research has been to investigate the perceptions of in-role 

and extra-role behaviour of academic staff in Thailand. The rationale of the method was 

the expectation that Thai university lecturers might well think about their role in very 

different ways from many Western role incumbents. This culture of Thailand may lead to 

a different view of OCB from that which is common in Organ's work - based as this is on 

mainly Western studies. Compared with the pilot study, the method of data collection 

used in the main study differed in that data was collected from employees (job 

incumbents) and supervisors (role senders) with the intention of comparing their views on 

in-role and extra-role behaviour. 

This chapter presents the findings from the three methods of data collection used 

in the main study. These findings were as follows: 
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7.2 Results from Semi-Structured Interview 

l.What is the scope of work activities a lecturer has to perform? 

1.1 Teaching 

The general and fundamental duty of the participants is teaching. Each university 

assigns its lecturers a 12-15 hours/week-teaching load, and a head of department 9 

hours/week-teaching load. For example, the thirtieth participant said in the interview 

that: 

..... his teaching load was 12 hours/week. The lecturer had to begin and dismiss a 
class on time, as well as set up 9 hours/week in order for students to ask for 
advice. Sometimes there were no students seeking advice; even so, he/she needed 
to be in during office hours." 

However, the university would reduce a lecturer's workload if he/she undertook 

research. 

1.2 Academic Advisors 

Office hours are the hours the universities assign each lecturer to advise students. 

During office hours, for six to nine hours a week, a lecturer should be available in his or 

her office according to university regulations. In their advisory role, lecturers deal not 

only with academic problems but also other problems such as financial problems, family 

matters and so forth. For example, the twelfth participant said that. 

"1 give my students advice on personal matters, romance, including borrowing 
money from me ..... 
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The seventh participant's statement added to the issue, saying that, 

"As an advisor, I do not advise only on learning but matters of family, friends 
including earning his/her living ... " 

The ninth participant also reported that, 

"Academic advisors take care of enrolment (suggesting what courses a particular 
student should take). In addition, some students may encounter learning problems 
or cannot catch up with the others in their class; some students have problems 
with a lecturer taking charge of a class he/she was taking. Those students let me 
know about the problems they face so as to ask for suggestions. The most popular 
issue students usually ask for advice about is borrowing from the academic loan 
fund. If a student who applies for a loan from the academic loan fund is rejected, 
the lecturer is likely to recommend borrowing from other funds or doing a part­
time job to get a sum of money for enrolment." 

Further, the twentieth participant revealed that, 

"I have to give advice on all matters, not as an academic adviser but as a lecturer 
responsible for the class that students from several school take due to it being a 
basic course. Giving advice to those students includes learning and personal 
matters. For example, a student's parent called me sometime last summer to put 
into the care of his child because of his boy falling in love with a girl; the parent 
asked me to talk with the boy." 

In the view of the eleventh participant: 

" ... giving advice to students is varied because they have different problems. An 
adviser can recommend on all subjects such as life and family problems, but has 
to emphasise academic matters. I raise this issue because some problem go 
beyond a lecturer's duties and responsibilities." 

The close relationship between a lecturer and his/her students at university results 

from societal expectations based on traditional Thai values that a lecturer does not only 
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give students knowledge, but has to act like a parent who takes care of the students in all 

things and instils confidence, discipline, and so on. For example, the fifteenth participant 

said that, 

"The relationship still goes on even after his or her graduation. The old boys 
always call me and ask for my suggestions when having problems at work." 

And the twenty-first participant reported that, 

"A previous student has studied for a masters programme and encountered some 
problems about learning in the programme, he calls to get my suggestions." 

A problem of the lecturer's office hours is that in some universities the roles and 

regulations about office hours are so rigid that is doing the job obstructed. For example, 

the sixteenth participant states that, 

" ... during office hour, I have to be in the office, but I need time to go out to 
search for information in preparing a lesson. I used to request a budget to apply 
for a training programme, but it is hard to do because there are so many rules and 
regulation for university approval. Furthermore, if I get permission to attend the 
training programme, but the time of the training programme coincides with the 
time of the class that I take charge of, the class has to be cancelled. I then need to 
arrange to make up for the cancelled class afterwards." 

Some participants such as the twenty-second, viewed that, 

" ... the task of giving advice becomes an unnecessary burden to lecturers" 
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1.3 Extracurricular activities 

The university provides a variety of activities to supplement their students' 

learning and to encourage the students to take part in university life. These activities 

include academic contests, going outside on study tours, attending lectures from guest 

speakers, and so forth. Usually the faculty assigns one lecturer or a group to take charge 

of extracurricular activities. The twenty-sixth participant remarked that there were two 

types of activities, one provided for consolidating the classes, the other only indirectly 

related to the classes. The latter are to develop the leadership potential of students. 

Overall, the activities aim to encourage student participation and to de\'elop their 

attachment to the faculty and university. 

The thirty-fourth participant added that, 

..... We planned to sell second hand products during the economic crisis. We 
asked for the donation of goods that are still OK to sell them to students. lecturers, 
and staff. We organise a car boot sale every year and donate the income to 
charity .... " 

In the thirty-first participant's view the activities' usefulness was to prepare the 

students to be ready to start work after they graduate . 

.... .I like the students to work as teams. And it depends on the assignment. I 
myself like to assign something different from other lecturers. I always emphasise 
teamwork. In my opinion, learning is not competing with other persons but 
yourself. Further, you must know how to work in a team and impro\'e your 
creativity. " 
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1.4 Academic writing/ research 

Writing textbooks and doing research are not university requirements. However, 

it is a university's policy to encourage their lecturers to do the things. For example, the 

twenty-second participant said that he was not required to do research and write 

textbooks. The thirtieth participant pointed out that he/she thought all lecturers could do 

them, if they had enough spare time. However, the university did not compel its lecturers 

to do them. The thirty-seventh participant also observed that, 

"The university did not require that their lecturers have to do research and write 
books, but persuaded the lecturers onto do them. Some lecturers stayed with the 
university for over ten years and never wrote an academic article. They remained 
with the university, even though they did not achieve main the aims of their 
academic career." 

Some lecturers discussed the lack of interest III doing research and writing a 

textbook. For example, the first participant stated that: 

"Most fully expected to teach, with the rest of work time spent studying and doing 
research. However, becoming employed as lecturers, besides teaching they 
received other assignments. In the beginning they intended to improve the quality 
of teaching, but later he/ she learned that he/she could not to do it because there 
were too many work assignments." 

2. How do they know what duties and responsibilities they have to perform? 

The results of the interviews suggested a lot of sources of information about the 

duties and responsibilities a lecturer must perform. The eleventh participant revealed 

that, 
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"In the beginning, the university arranges induction for new lecturers. They also 
provide documents about the lecturer and academic advisor's responsibilities, and 
what should be done. About teaching, I had discussed this with the head of 
department or colleagues." 

The twelfth participant also mentioned that, 

"I was told by the head of department, about the orders from the university and 
faculty that I have to follow. In addition, I must know what I have to do on that 
orders. That means self-study because the university's job description was 
unclear. When I first joined this university, there was an orientation programme 
which told us the roles of academic advisor, exams, grading system, and how to 
be a good lecturer." 

Again, the fourteenth participant said that, 

"There was a job description and I have been instructed by the Head of 
Department. " 

To summarise: 

2.1 Job description 

The majority of participants revealed that the job description is one of source of 

learning about their role. For instance, the second participant mentioned that, 

"There were documents shown to me when I first jointed; for example a lecturer's 
manual, which covers all operating activities." 

The ninth participant said that, 

"We have a job description. The university provided a manual during �~�h�e� . 
induction day. This manual mentioned all topics such as what academIc adVIsors 
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should do and what are my roles. In teaching activities for instance, what are my 
responsibilities, in advising students, and helping to solve their problems." 

2.2 Induction 

The university may conduct an induction programme for new lecturers in order to 

gIve guidance about teaching techniques, workflow. and to introduce staff and 

organisations involved with them. This also introduced them to get to know each other. 

For example, the twenty-third participant revealed that, 

"We had a 2 day induction to tell us about our responsibilities. In fact, it was not 
only induction because they had guest speakers talking about teaching, research 
techniques, and the corporation overall." 

Because universities recruit lecturers at different times of the year and hold only 

one induction session per year, some lecturers have to wait for the next round of 

induction, as the nineteenth participant mentioned, 

" ... induction will help new lecturers understand things better. This induction is 
conducted once a year but in my case, I came in January and the other lecturers 
came in June. The induction was conducted in June and I had already taught for 2 
semesters. " 

The induction is not the best source for lecturer to learn how to do their job. as can 

be seen from the views of the eighth participant, 

" ... induction just told us roughly what we should do and \vhat are our 
responsibilities. For instance. how to perform as invigilator. how many days for 
sick leave, how many days are allowed for vacation. In fact. induction did n?t tell 
us everything: I think if s only about 60% and the rest I got from work expenence, 
observation, and colleagues. Indeed. most details about how to invigilate and 

Prasert Sitthijirapat 178 



Chapter 7 Findings of the Main Study 

grade exams, I got from colleagues, or from the Dean in meetings or from 
announcements by the Head of Department. ,. 

The above quotation suggests that people could learn about their role from the 

same sort of formal processes * but that they may learn about their role in different ways 

because what one person learns about his/her role informally mayor may not be the same 

as others. Therefore, the role of expectations may be different. 

2.3 Meetings 

A quarter of the participants insisted that they also learn about their role VIa 

meetings. The interview information illustrated that the participants have regular 

department, faculty, and university meetings. For example, the ninth participant revealed 

that, 

* An outline of the process relating to academic and examinations is given as an illustration. In Thailand, 
private universities are under the control of the Ministry of University Affairs. As for educational quality 
control, the ministry appoints representatives (qualified lecturers, in each subject in most cases from public 
universities) to inspect educational quality twice a year. In the first inspection, representatives have a 
meeting with the Head of Department to consider; examinations for students in order to find out whether 
these examinations cover all details of that subject; ways to score each examination are suitable to the 
challenge of each question. If the representatives require amendment, they will inform via the Head of 
Department in order to inform lecturers who design that examination to amend it. If that lecturer refuses, 
that examination cannot be used. 

In the second inspection, a meeting is arranged to review the examination results considering the weighting 
of marks and whether they meet the appropriate standards and whether they are too low or too high. I f the 
representatives consider that the range of marks should be amended, they will inform the Head of 
Department to pass this onto the lecturer who marked them. In the case that he/she refuses to amend them 
the results of the examinations are not validated. 

When the representatives require amendments, this is a challenge for lecturers who lack experience on ho\\ 
to amend marks in order to reach the representatives' requirements. Generally, experienced colleagues 
would suggest amendment techniques. This seems to be an informal process, and it is something that is not 
taught. It is an informal learning activity. And, of course, it is not part of the induction. 
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"There is a department meeting at least once a month. After the meeting, \\e will 
know what our roles are. In the meeting, sometimes they assign committees and 
divide us into small groups and then we will work on our own." 

The fifteenth participant said that, 

"There are both from faculty and university announcements. In addition, there is 
a job description. If it is announced through the faculty telling us what to do as 
well as on a written order. Currently all written orders tell each individual what to 
do and what are our responsibilities." 

2.4 Immediate supervisor 

Most participants mentioned that the Head of Department is the one who assigns 

their work and monitors them. For instance, the first participant mentioned, "My 

supervisor guided me on what to do." And the fifteenth participant mentioned that ..... 

Head of Department will assign to us what to do or what is to be changed." Meanwhile 

the fourteenth participant revealed that, 

"The head of department is more important in terms of assigning classes to teach 
and class schedule. That means she is arranging all teaching schedules and 
assigning us what classes to teach, at what time. All vacation requests and 
documentation have to go through the head of department." 

The eighth participant mentioned that, 

"From the Head of Department's point of view we may do whatever we want but 
have to follow the university's rules. For example, she does not care what am I 
doing when I am out of office hours ... " 
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2.5 Previous experience / learning by themselves 

A quarter of participants revealed that they learn to perform their duties from prior 

experience and/or learning by themselves. For instant, the fifteenth participant said that, 

"I used to teach elsewhere before and I just utilised my personal experience. I got 
here and worked out how much I had to teach, what type of students I had, and 
induction. There was an induction and a manual came along but I started teaching 
before that." 

The tenth participant said that, 

"Indeed, I have learnt by myself. I already knew that I would be an academic 
advisor but I really did not know how many students and what types of advice I 
could provide and what the curriculum is. The Head of Department assigned me 
to be an academic advisor but she did not go into detail, I had to read from the 
book myself. Teaching is unique and individual. Each year the university has 
seminars and invited guest speakers talking about teaching efficiency and how to 
teach in a large lecture room. Sometimes I just asked other lecturers who had 
attended previous seminars about these techniques. For administration, there was 
a demonstration in a seminar to teach us these techniques. For teaching a class, if 
I did not pay attention to the guest speakers then I simply apply my previous 
knowledge. " 

3. What do they perceive to be the expectations of others? 

3.1 Students 

More than half of the participants revealed that students are a great influence on 

their work. For example, the fourth participant mentioned that, 

"Students are my responsibility. They are my job. I prepare �e�v�e�r�y�~�h�i�n�g� for the.m, 
not for the head of department - such as teaching materials, text lIsts, supportmg 

activities ..... 
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From her point of view, she thought that, 

"For students, they expect knowledge and skills in the subjects so that they could 
bring these to their future career ... " 

The above point of view is similar to that of the twelfth participant who said that, 

"The Head of department expected us to finish all assignments on time. Students 
expected that we would contribute knowledge in order for them to apply it to daily 
life." 

From another point of view, the fifth participant mentioned that students are the 

most important people for him. However, he added that, 

"There are two groups of students. The first group has lower expectations and 
expect us to teach whatever is covered in the curriculum. The second group has 
higher expectations, they expect the lecturer to contribute more knowledge, 
teaching material and activities. The environment in the class is slightly different 
between these two groups, but they have the same objective, which is an A 
grade." 

His view on students' expectations also directly affected his job as follows: 

"In my first few years, I expected quite a lot from students. I thought there was no 
difference between private and public university students. Public universities 
have better quality students by using exams to select students. Therefore, private 
university students have different knowledge levels. At first, I had high 
expectations for them but after I had taught for 6 years I reduced my expectations 
and focused on those with lower expectations rather than those with higher 
expectations, because this group has more problems with their grades and I had to 
reduce my standards quite a lot. Personally, I would love to see them spending 
their lives safely in society and achieving their goals by applying the kno\\'ledge 
that I taught. No matter if they use the knowledge that I taught or not, I have been 
training them to survive in society." 
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3.2 Immediate supervisor 

Almost all participants mentioned that the Head of Department expected them to 

complete their work. For instance, the tenth participant said that, 

"The Head of Department expected us to teach smoothly and assist in her 
assignments. " 

Similarly, the eleventh participant said that, 

"The Head of Department expects me to complete all assignments, to teach all 
topics and adjust material or topics as the department or faculty desired." 

3.3 Colleagues 

The results of the interviews showed that more than half of the participants 

mentioned that his/her colleagues are the important people. The first participant said that, 

•· ... my colleagues recommended to me what should I do such as how should I 
prepare before class, how to do grading, and so on." 

In terms of expectations, for instance, the thirteenth participant perceived that his 

colleagues expected him to be a good team member and to assist them. 

The fifteenth participant added that, 

"Colleagues are influential in terms of helping each other. They will assist me 
with what I can't do and I will assist them with what they can't do." 
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There are two more persons who the participants identified as important persons: 

the Dean and Deputy Dean. Half of the participants revealed that they perceived that the 

Dean and Deputy Dean have similar expectations, which are that they want them to 

complete their work and meet the required standards. 

4. What do they think are the things that they do where they are uncertain as to 

whether they are within or beyond their role? 

Different individuals have different perceptions of the behaviour associated with a 

given role. The interviewees suggested that they learned and perceived what their job 

duties and responsibilities are from several sources, including the job description, 

induction, supervisors, colleagues and previous experience. 

Even though the job description generally contains a job summary, job duties and 

responsibilities, and some indication of working conditions, the data revealed that one 

fifth of participants had never seen their job descriptions. For example the twentieth 

participant said that, 

"There is no provision of job descriptions during orientation week for new 
lecturers. It is just spread by word of mouth when colleagues and the head of 
department let new lecturers know what they have to do, how to teach, and how to 
be an academic advisor." 

The orientation does not give detailed information on jobs. It is no more than a 

period of time during which new lecturers are introduced to their colleagues, supervisors, 

and the university. For example, the twenty-second participant said that, 
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"During the time as a newcomer to the university, I participated in a week or two 
of perfunctory �~�r�i�e�n�t�a�t�i�o�n�,� however, it is only a session where new employees 
make the acquaIntance of one another. By the way, I have never seen my job 
description." . 

The eighth participant observed that, 

"The induction does not give all information about the job to employees because 
60 per cent of the information an employee learns from experience and from 
colleagues. And the Dean notifies during faculty meetings or a Head of 
Department lets me know." 

Sometimes induction for a new lecturer is not held at the start of his/her work. 

That means orientation does not help the new lecturers to learn their job duties. For 

example, the nineteenth participant revealed that, 

., ... induction for new lecturers is held once a year. I entered the university in 
January and another lecturer entered the university in June, but we were both 
given the induction at the same time. Therefore, I already knew the information 
from the induction because of learning by doing." 

With regards to the data above concermng learning about the role of being a 

lecturer, each participant has to learn from many sources. The data revealed that three 

quarters of participants learned from the head of department, and more than half learned 

by themselves. 

Large discrepancies between each participant's perceptions of the job boundaries 

are a consequence. Some participants are not convinced that what they do is \vithin their 

duties and responsibilities, for example, the seventh, eleventh. nineteenth, twenty-first. 
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and twenty-ninth participants. In particular speaking about the role of advisor. the 

eleventh participant said that, 

'" ... giving advice to students is varied because they have different problems. An 
advisor can make recommendations on all subjects, such as life and family 
problems, but has to emphasise academic matters. I raise the issue because some 
problems go beyond a lecturer's duties and responsibilities." 

5. What do they think are the things that they do that are beyond their role? 

5.1 Protecting university property 

Four lecturers, the twenty-first, twenty-third, twenty-fourth and thirty-third 

participants mention cost savings on behalf of their institutions, including conservation of 

electricity, water or stationery. For example, the twenty-first participant said that he 

always switched off the computer when he did not use it. The twenty-third participant 

spoke of the savings she made. 

"Such as, using both sides of paper and reusing diskettes. I tried to save the 
university's money even though no one told me to do so." 

Interestingly, almost all lecturers give the same reason for this type of behaviour 

which from their socialisation. 

5.2 Giving extra help to students 

Some lecturers do things for beyond the scope of their duties for students. The 

se\'enth pal1icipant gave an example, 

Prasert S itth ij irapat 186 



Chapter 7 Findings of the Main Study 

"As an advisor, I do not advise only on learning but on matters of family and 
friends, including earning his/her living." 

Due to students' lack of planning skills for study. the tenth participant has 

developed a study-plan form for individual self-checking. She noticed that some students 

made mistakes when either enrolling for new academic semesters or submitting proposals 

for study. Some courses have conditions such as prerequisite subjects or requiring a 

minimum grade to pass. This study-plan form can help students be aware of this so as to 

avoid making mistakes. 

Normally, lecturers in a faculty have been assigned to teach undergraduate 

students. Someone who has obtained a higher degree or academic position may be 

appointed to teach postgraduate students in graduate school. For example. the twenty-

third participant said that she had been assigned to teach graduate students. Concerning 

her duties she noticed that, 

"For instance, usually in teaching for graduate students, the university did not fix 
hours for advising. Working hours were from 8 am - 5 pm but what I've usually 
done was allow students to see me from 6pm - 9pm. Sometimes, I have done 
extra work by allowing them to call me at home, and I'm happy to do this, 
because some did not attend classes in daytime, but at evening or weekends. Even 
on my days off I come in but do not sign-in, so no one knows. Only students 
know that I work on Sundays, especially when the university assigns me as thesis 
advisor for graduate students. This has happened quite often, so I have to work at 
weekends. " 

Some lecturers have connections which help students get jobs. For example. the 

twenty-fifth participant talked about her extra help to students: 
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"I have friends working in the Human Resource Departments of several firms. I 
usually let them know when my students graduate but have not got a job yet; I will 
suggest applying to the firms my friends work for." 

5.3 Making suggestions about improvements in learning and teaching 

There have been many suggestions for improving the management of the faculty. 

For example, the twenty-third participant claimed that, 

"I gave an idea to improve the graduate curriculum and provide some extra 
activities for graduate students. For instance, I proposed the Dean to add 
business-planning project into the course. We should have a guest speaker for 3-4 
hours or external activity so that students will understand more about what a 
business plan is." 

5.4 Helping others to solve work-related problems 

Another example of extra-role behaviour is helping colleagues or staff members 

of the department/faculty solve problems. The first participant said that he had a good 

knowledge of computers; the computer in the department/faculty sometimes crashed, so 

he helped to fix it. 

5.5 Telling others good things about the university and clarifying their 

misunderstandings 

Four lecturers - the first, fourth, seventeenth and twenty-third participant - are 

proud to be part of their institutions. When they hear someone speaking in such a way 

that may damage their institution's reputation, they will defend it against the accusation. 

For example, the twenty-third participant referred to her behaviours and feelings, 
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..... for instance, someone said that in studying here it is easy to get a good grade. I 
would forcefully correct this, it is so untrue. Or some graduate students from 
public university have negative perspectives, 1 always correct them. But if 
someone has a really bad or negative attitude, I will recommend them to study 
somewhere else." 

In addition, some lecturers - such as the fourth and seventeenth participant -

instilled love and faith in the university into their students because they believed that trust 

in the university eventually leads to a more powerful and strong society. The fourth 

participant said that 

"I talked to students in class about belief in the organisation. Sometimes, the 
students think that because they are in private university, they should not be as 
proud as people are in public universities. I encourage self-pride in students. I do 
not like it when I ask them why they came to study here and they told me that it is 
just because they couldn't get into public university. 1 think irs not good for them 
or the university. I have tried hard to instil this belief. They would be better if 
they followed this attitude. They would then grow to be part of a strong 
community." 

5.6 Putting more effort into work 

The interviews suggested that some participants often devoted themselves to their 

jobs. For example, the thirty-fourth participant said that, 

"When I do something, 1 like to get good results. Furthermore, I like the 
challenge of doing new things. At the same time, we must have a better methods 
to support the students .. ." 

Another example could be the twenty-sixth participant, who said that the 

university launched a marketing project every year. This participant re\'ealed that she did 

not only expect people to get to know the university but tried to persuade them apply to 
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be students. She created games or activities to impress people. The university had never 

trained her in any of this. She added, 

"I will not do what goes against the grain, meaning that 1 always intend to do the 
job better than the university's expectation." 

5.7 Engaging in extra activities 

The twenty-ninth participant spoke of participating in the university's educational 

guidance road show. She added that the Head of Department and Dean inquired about 

her participation in the project. She thought that because she had experience in 

educational guidance she would volunteer to do this. 

The thirty-third participant referred to helping staff members with administrative 

tasks such as drawing up department/faculty letters to be sent to those outside the 

university, and reviewing department/faculty minutes. 

5.8 Helping others who have heavy workloads 

Some lecturers and staff members of the department/faculty have sometimes been 

assigned too much work to be able to meet deadlines. With such a workload, even if they 

are willing to engage in extra-role activities, they are unable to do so. Such a situation 

probably affects overall university performance. However, it has given rise to helpful 

behaviour from others toward these colleagues, in lending a hand to those who have a 

heavy workload. For example, the twenty-third participant talked about setting 

examination questions, 
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"Let us say we have 4 lecturers to teach this class. I will do exam chapter 1-2. 
another will do chapter 3-4, but if she has too much assignments I will help her do 
chapter 3-4." 

The thirty-first participant remarked on helping colleagues who have heavy 

workloads, 

"Normally, I have an enormous number of tasks, but when I am available, I will 
give colleagues with heavy workloads a hand. Helping another will benefit 
him/her and the university as well as me." 

5.9 Volunteering to do things notformally required by the job 

Two lecturers mentioned that they have devoted themselves to work beyond 

normal duties. For example. the fifth and ninth participant have been chosen to be on the 

committee on employee benefits of their universities. This follows a law that stipulates 

that any organisation has to form a committee to explore and seek information on the 

quality of the life of the university's employees, and then to submit the information for 

university approval. 

These two lecturers spoke of their devotion to the university along the same lines. 

That is. they have served on the committee irrespective of remuneration, but they 

volunteered to act on behalf of the university's employees because they have good 

knowledge of labour law. 

Another similar example of devotion to work beyond normal duty is the thirty-

seventh participant's behaviour. This participant talked about introducing ISO to the 

university: and the university needed employees to participate in the project. 
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�~�'�T�h�e� head of the project sounded me out about my participation in the project as 
Internal auditor. I decided to do it, but had to attend a training course for auditors 
first, and then was officially designated to be ISO auditor." 

Another interesting example is of the nineteenth participant, who took care of the 

computer system in the department: 

"Taking care of the system in the department is a task that I have volunteered to 
do for 3 years now, because I am a computer engineer. Waiting for a staff 
member from the computer centre may harm the department's operation." 

The sixteenth participant remarked on her devotion to the task of interviewing 

entrants. The task was previously performed by the Head of Department, who then asked 

for volunteers. 

The thirty-first participant's behaviour also reveals of devotion. He searched for 

various information on training programmes outside the university, and then sent it out to 

other departments/faculties. He stated that he has acted as seminar information centre. 

5.10 participating actively in school nleetings 

Participating actively in school meetings has been regarded as extra-role 

behaviour. Speaking of meetings, the thirty-second participant said that, 

""I consider attending meetings an important task, and always attend both formal 
and informal meetings. I think meetings are held because the organisers need to 
inform lecturers and staff members of important information. If there were no 
meetings, communication within the faculty would not occur." 
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7.3 Results from Questionnaire (Checklist) 

Table 7.1 shows the frequency of subordinate and supervisor responses to the 

questionnaire items. The first two columns show the total number of responses where 

both subordinate and supervisor classify the item as one carried out by the subordinate: 

the second column where neither classifies it that way. 

Column three and four show respectively: the frequency of responses where only 

the subordinate classifies the items as one he/she carries out; where only the supervisor 

classifies the items as one carried out by the subordinate. 
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Table 7.1: Frequency of subordinate and supervisor indicating that 

subordinate performs behaviours of each questionnaire item 

Question Both Neither Sub onlv Sup only Total 
1. Help his/her colleagues to perform their 

24 0 4 job better. I 29 

2. Co-operate well with those around 
26 0 3 0 him/her. 29 

3. Make positive statements about the 
20 I 5 3 department. 29 

4. Protect university property. 21 0 6 2 29 
5. Help others who have been absent. 12 5 12 0 29 
6. Help others who have heavy workloads. 7 4 16 2 29 
7. Give advance notice if unable to come to 24 2 3 
work. 

0 29 

S. Does not take unnecessary time off work. 21 0 S 0 29 
9. Assist supervisor with his or her work. 24 0 4 1 29 
10. Volunteer to do things not formally 13 4 7 5 29 
required by the job. 
11 . Exhibit attendance at work beyond the 
norm, for example, taking less days off than 7 2 17 3 29 
most individuals or less than allowed. 
12. Make innovative suggestions to improve 16 4 
the overall quality of the university. 

7 2 29 

13. Willingly attend functions not required by 
the university, but that help in its overall II 6 9 3 29 
image. 
14. Assist others with their duties. 21 0 S 0 29 

15. Attend school meetings actively. IS 3 6 5 29 

16. Willing to help colleagues solve work- 22 1 6 0 29 
related problems. 
17. Eager to tell outsiders good news about 
the university and clarify their 13 4 9 3 29 

misunderstandings. 
IS. Comply with university rules and 
proc dures even when nobody watches and IS 0 6 5 29 

no evidence can be traced. 
19. Often arrive early and start working 10 6 S 5 29 
immediately. 
20. Come to work more often than most of 9 3 14 3 29 
the people. 

The frequency scores for table 7.1-7.6 have been assigned into 3 categories: (1) 

below 15 is referred to as low, (2) 15-22 as moderate, and (3) 23 and over a high. 
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For Table 7.1, high scores in 'Both' column are shown by respondents' 

(subordinates and supervisors) responses to item numbers 1, 2, 7, and 9, where both 

parties report that the subordinate exhibits these behaviours in performing their tasks. For 

items number 3, 4, 8, 12, 14, 15, 16, and 18, the frequency of subordinates and 

supervisors both responding that the items are performed by the subordinate is moderate. 

Items number 5, 6, 10, 11, 17, 19, and 20, show a low level of score in column 1 but some 

scores in column 3. That is, subordinates have performed each of these items, which are 

aCB behaviours, but the supervisor does not report having seen their performance. For 

example item 5 - a total of 24 subordinates (12 from the 'Both' column and 12 from the 

'Sub only' column) report that they do show this behaviour. By contrast only 12 

supervIsors agree. 

Table 7.2 shows the total frequency of responses where only the subordinate and 

supervisor classifies the items as one he/she carries out. The third column shows the total 

number of responses (from table 7.1, column 1 + column 3) where the subordinate 

classifies the item as one carried out by the subordinate. 

The sixth column shows the total number of responses (from table 7.1, column 1 + 

column 4) where the supervisor classifies the item as one carried out by the subordinate. 
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Table 7.2: Total frequency of only the subordinate and only the 

supervisor indicating that subordinate performs behaviours 

of each questionnaire item 

Question Both Sub only Total Both Suo only Total 
1. Help his/her colleagues to 

24 4 28 24 I 25 perform their job better. 
2. Co-operate well with those 

26 3 29 26 0 26 around him/her. 
3. Make positive statements 

20 5 25 20 3 23 about the department. 
4. Protect university property. 21 6 27 21 2 23 
S. Help others who have been 

12 12 24 12 0 12 absent. 
6. Help others who have heavy 

7 16 23 7 2 9 workloads. 
7. Give advance notice ifunable 24 3 27 24 0 24 
to come to work. 
8. Does not take unnecessary 21 8 29 21 0 21 
time off work. 
9. Assist supervisor with his or 24 4 28 24 1 25 
her work. 
10. Volunteer to do things not 13 7 20 13 5 18 
formally required by the job. 
II . Exhibit attendance at work 
beyond the norm, for example, 7 17 
taking less days off than most 

24 7 3 10 

individuals or less than allowed. 
12. Make innovative suggestions 
to improve the overall quality of 16 7 23 16 2 18 
the university. 
13. Willingly attend functions 

9 20 11 3 14 not required by the university, 11 
but that help in its overall image. 
14. Assi t others with their 21 8 29 

21 0 21 
duties. 
15. Attend school meetings 15 6 21 15 5 20 
actively. 
16. Willing to help colleague 22 6 28 22 0 22 
solve work-related problems. 
17. Eager to tell outsiders good 

13 9 22 13 3 16 new about the univer ity and 
clarify their misunderstandings. 
18. Comply with university rules 

23 and procedures even when 18 6 24 18 5 
nobod watches and no evidence 
can be traced. 
19. Orren arrive early and tart 10 8 18 10 5 15 
working immediately. 
20. Come to work more ften 9 14 23 9 3 12 
than most of the people. 
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Table 7.2 shows the total frequency of only the subordinate and only the 

supervisor response to the questionnaire items. For items 2, 8, and 14, all subordinates 

report that they carry out these activities. The lowest total of eighteen is for item 19. All 

subordinates report to item numbers 2, 8, and 14. Interestingly, when considering the 

response rates of 'subordinates only' compared with those of 'supervisor only' for each 

item of the questionnaire, the frequency of response rates of subordinates is higher than 

that of the supervisors for each item. That is, subordinates report that they perform the 

behaviours as part of their work more often than their supervisors see. 

Table 7.3 shows the frequency of subordinate and supervIsor responses over 

whether items are in-role behaviours for subordinates. Column one shows the total 

number of responses where both subordinate and supervisor classify the item as in-role 

behaviour for the subordinate. Column two shows the total number of responses where 

neither supervisor nor subordinate classifies the items as in-role behaviour. And then 

column three shows the frequency of responses where only the subordinate classifies the 

items as in-role behaviour. Column four shows the frequency of responses where only 

the supervisor classifies the items as in-role behaviour. Column five then shows the total 

responses. 
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Table 7.3: Frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are in-role 

Question Both Neither Sub only Sup only Total 
I . Help his/her colleagues to perform their 
job better. 8 5 4 12 29 

2. Co-operate well with those around 
15 him/her. 2 3 9 29 

3. Make positive statements about the 
14 department. 3 3 9 29 

4. Protect university property. 15 1 7 6 29 
5. Help others who have been absent. 1 17 6 5 29 
6. Help others who have heavy workloads. I 21 4 3 29 
7. Give advance notice if unable to come to 
work. 

28 0 0 1 29 

8. Does not take unnecessary time off work. 27 0 1 1 29 
9. Assist supervisor with his or her work. 15 5 5 4 29 
10. Volunteer to do things not formally 

0 18 4 
required by the job. 

7 29 

II. Exhibit attendance at work beyond the 
norm, for example, taking less days off than 9 9 8 3 29 
most individuals or less than allowed. 
12. Make innovative suggestions to improve 29 
the overall quality of the university. 11 3 6 9 
13. Willingly attend functions not required by 
the university, but that help in its overall 5 12 5 7 29 
image. 
14. Assist others with their duties. 7 10 4 8 29 
15. Attend school meetings actively. 23 0 4 2 29 
16. Willing to help colleagues solve work- 6 II 3 9 29 
related problems. 
17. Eager to tell outsiders good news about 
the university and clarify their 7 9 3 10 29 

misunderstandings. 
18. Comply with university rules and 
procedures even when nobody watches and 20 0 4 5 29 

no evidence can be traced. 
19. Often arrive early and start working 
immediately. 

16 2 7 4 29 

20. Come to work more often than most of 21 2 2 4 29 
the people. 

As presented in table 7.3, a large number of subordinate-ratings (self-ratings) and 

upervisor-ratings indicate in-role behaviours. High agreement is shown by respond nt ' 

( ubordinates and supervisors) responses to the Items number 7, 8 and 15, how high 

rating as in-role behaviours where both parties view these beha iour a in-rol 
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behaviours. The response rates of subordinates and supervisors of item 2, 4, 9. 18. 19. 

and 20 show moderate classification as in-role. The item number 1, 3, 5, 6, 10. 11. 12. 

13. 14, 16, and 17 show low levels of classification as in-role. That is, supen'isors and 

subordinates are reluctant to consider these behaviours as in-role. 

Table 7.4 shows the total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating in-role behaviours. The third column shows the total 

number of responses where only the subordinate classifies the item as in-role. 

The column six shows the total number of responses where only the supervisor 

classifies the item as in-role. 
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Table 7.4: Total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are in-role 

Question Both Sub only Total Both SuP only Total 
1. Help his/her colleagues to 

8 4 12 8 12 20 perform their job better. 
2. Co-operate well with those 

15 3 18 15 9 24 around him/her. 
3. Make positive statements 14 3 17 14 9 23 about the department. 
4. Protect university property. 15 7 22 15 6 21 
5. Help others who have been 

I 6 7 1 5 6 absent. 
6. Help others who have heavy 1 4 5 1 3 4 workloads. 
7. Give advance notice ifunable 28 0 28 28 1 29 to come to work. 
8. Does not take unnecessary 27 1 28 27 I 28 
time off work. 
9. Assist supervisor with his or 15 5 20 15 4 19 
her work. 
10. Volunteer to do things not 0 4 4 0 7 7 
formally required by the job. 
11 . Exhibit attendance at work 
beyond the norm, for example, 9 8 17 9 3 12 
taking less days off than most 
individuals or less than all owed. 
12. Make innovative suggestions 
to improve the overall quality of 11 6 17 11 9 20 
the university. 
13. Willingly attend functions 

10 5 7 12 not required by the university, 5 5 
but that help in its overall image. 
14. Assist others with their 
duties. 

7 4 11 7 8 15 

15. Attend school meetings 23 4 27 23 2 25 
actively. 
16. Willing to help colleagues 
solve work-related problems. 

6 3 9 6 9 15 

17. Eager to tell outsiders good 
3 10 7 10 17 news about the university and 7 

clari fy their misunderstandings. 
18. Comply with university rules 
and procedures even when 20 4 24 20 5 25 
nobody watches and no evidence 
can be traced. 
19. Often arrive early and start 16 7 23 16 4 20 
working immediately. 
20. Come to work more often 21 2 23 21 4 25 
than most of the people. 
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For the behaviours shown in the item numbers 4, 5, 6, 9, 11. 15, and 19, the ratio 

of total score of subordinate considering these behaviours as in-role behaviours is higher 

than those of supervisors. But only for items 11 and 19 are the differences greater than 2. 

Item number 8 presents the same ratio of total score of subordinate-ratings and 

supervisor-ratings for in-role behaviour. Items 1,2,3,7,10,12,13.14,16,17.18. and 

20, the frequency of supervisors rating the item as in-role is higher than that of 

subordinates. For all of these except for 7, 13, and 20, the differences are greater than 

two. Comparing these three categories of these items, therefore, supervisors are likely to 

consider more behaviours part of subordinates' work more than subordinates do. 

Table 7.5 shows the frequency of subordinate and supervIsor responses over 

whether items are extra-role behaviours for subordinates. This table is a mirror reflection 

from table 7.3 because the respondents were asked to choose only one choice from either 

in-role or extra-role behaviour. Therefore, if both subordinate and supervisor classify the 

items as in-role behaviours in column one (table 7.3), then, the same score would appear 

in column two (table 7.5) which neither subordinate nor supervisor classify the item as 

extra-role behaviour. For example, the results from the first item in table 7.3 shows that 

column one (both) score 8, and column two (neither) score 5. So, the results in the first 

item in table 7.5 would score 5 in column one (both) and score 8 in column two (neither). 

Again, the same reason as above, if only the subordinate responses (column three) 

over whether items are in-role behaviours for subordinates in table 7.3. then, the same 

score would appear in column four (table 7.5) which only the supervisor indicates the 

item as extra-role behaviour. For example, the results from the first item in table 7.3 
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shows that column three (subordinate only) score 4, and column four (supervisor only) 

score 12. So, the results in the first item in table 7.5 would score 12 in column three 

(subordinate only) and score 4 in column four (supervisor only). 

Table 7.5: Frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are extra-role 

Question Both Neither Sub only Sup only Total 
I . Help his/her coIleagues to perform their 

5 8 12 4 29 job better. 
2. Co-operate well with those around 

2 15 9 3 29 him/her. 
3. Make positive statements about the 

3 14 9 3 29 department. 
4. Protect university property. I 15 6 7 29 
5. Help others who have been absent. 17 1 5 6 29 
6. Help others who have heavy workloads. 21 1 3 4 29 
7. Give advance notice ifunable to come to 0 28 I 0 29 
work. 
8. Does not take unnecessary time off work. 0 27 I 1 29 
9. Assist supervisor with his or her work. 5 15 4 5 29 
10. Volunteer to do things not formally 18 0 7 4 29 
required by the job. 
II . Exhibit attendance at work beyond the 
norm, for example, taking less days off than 9 9 3 8 29 
most individuals or less than al lowed. 
12. Make innovative suggestions to improve 

6 
29 

the overall quality of the university. 3 II 9 
13. Willingly attend functions not required by 
the university but that help in its overaIl 12 5 7 5 29 
image. 
14. Assist others with their duties. 10 7 8 4 29 

15. Attend school meetings actively. 0 23 2 4 29 

16. Willing to help coll eagues olve work- II 6 9 3 29 
related problems. 
17. Eager to tetl outsiders good news about 

9 7 10 3 29 the univer ity and clarify their 
misunderstandings. 
18. Comply with university rules and 

0 20 5 4 29 pro edures even when nobody watches and 
no evidence can be traced. 
19. Otten arrive early and start working 2 16 4 7 29 
immediately. 
20. Come to work mol' often than most of 2 21 4 2 29 
the people. 
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Table 7.5 displays the frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating extra-role behaviours. There is no high classification shown 

by respondents' (subordinates and supervisors) responses to the item where both parties 

report that the subordinates view these behaviours are extra-role behaviours. Items 5, 6, 

and 10, show moderate levels of agreement. Seventeen items show low levels of 

classification. Particularly for items 7, 8, 15, and 18, there are no responses to the item 

where both parties report that these behaviours are extra-role behaviours. That is, the 

subordinates and supervisors are sure that these behaviours are not extra-role 

behaviours. 

Table 7.6 shows the total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating extra-role behaviours. Column three shows the total number 

of responses where only the subordinate classifies the item as extra-role behaviour. 

Column SIX shows the total number of responses where only the supervIsor 

classifies the item as extra-role behaviour. 
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Table 7.6: Total frequency of subordinate-ratings (self-ratings) and 

supervisor-ratings indicating that behaviours are extra-role 

Question Both Sub only Total Both SUD only Total 
1. Help his/her colleagues to 

5 12 17 5 4 9 perform their job better. 
2. Co-operate well with those 

2 9 11 2 3 5 around him/her. 
3. Make positive statements 

3 9 12 3 3 6 about the department. 
4. Protect university property. 1 6 7 1 7 8 
5. Help others who have been 

17 5 22 17 6 23 absent. 
6. Help others who have heavy 

21 3 24 21 4 25 workloads. 
7. Give advance notice if unable 

0 1 1 0 0 0 to come to work. 
8. Does not take unnecessary 

0 1 1 0 I I 
time off work. 
9. Assist supervisor with his or 

5 4 9 5 5 10 
her work. 
10. Volunteer to do things not 18 7 25 18 4 22 
formally required by the job. 
II. Exhibit attendance at work 
beyond the norm, for example, 9 3 
taking less days off than most 

12 9 8 17 

individuals or less than allowed. 
12. Make innovative suggestions 
to improve the overall quality of 3 9 12 3 6 9 
the university. 
13. Willingly attend functions 
not required by the university, 12 7 19 12 5 17 
but that help in its overall image. 
14. Assist others with their 
duties. 

10 8 18 10 4 14 

15. Attend school meetings 0 2 2 0 4 4 
actively. 
16. Willing to help colleagues 
solve work-related problems. 

II 9 20 1 1 3 14 

17. Eager to tell outsiders good 
9 10 19 9 3 12 news about the university and 

clarify their misunderstandings. 
18. Comply with university rules 

4 and procedures even when 0 5 5 0 4 
nobody watches and no evidence 
can be traced. 
19. Often arrive early and start 2 4 6 2 7 9 
working immediately. 
20. Come to work more often 2 4 6 2 2 4 
than most of the people. 
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As Table 7.6 is a mirror reflection of table 7.4, therefore, when taking account of 

either total score of subordinates' response rates or supervisors' response rates for each 

item of the questionnaire, the frequency of response rates of total score of subordinate 

only is higher than that of supervisor only for all questionnaire items. That is, 

subordinates consider the behaviours shown in each item as extra-role behaviours more 

than supervisors do. 

The results from Table 7.1-7.2 show that there are ten items, 1,2.3,4,7.8,9.14, 

16, and 18, which are obviously done by the subordinate. There are no items, where both 

parties obviously agree that subordinates do perform the behaviour. Items number 5, 6, 

10, 11, 12, 13, 15, 17, 19, and 20, shows fuzziness in that the two parties do not appear to 

be sure if the subordinate does the behaviour in the item. 

For Tables 7.3-7.6, when considering the responses from both parties in terms of 

agreement over each item, the results can be assigned into 3 categories: 1) the behaviour 

in the item is agreed as in-role; 2) the behaviour is agreed to be extra-role: 3) the parties 

involved are not sure if the behaviour in the item is in-role or extra-role-fuzziness. 

There are five items, 7, 8, 15, 18, and 20, which show both parties agreeing that 

these are in-role behaviours. Items number 5, 6, and 10 are extra-role behaviours. The 

items number 11 and 17 show fuzziness that is some respondents say they are in-role. 

some saying they are extra-role. 
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In conclusion, the results from questionnaire revealed that the respondents who 

were employees perform the extra-role behaviours on their routine work and supervisors 

acknowledge their performance. When comparing the perceptions of behaviour in each 

item between employees and supervisors, the results show that the employees and their 

supervisors had different views on behaviours. That is, the supervisors included more job 

behaviours as part of their employees' work than employees did. However, the results 

also show that subordinates perform these behaviours as part of their work more often 

than supervisors see. 

7.4 Results from Pictorial Representations 

Figure 7.1 shows an example of the set of role senders identified by one particular 

lecturer, using the pictorial instrument. The diagram does not indicate either the 

frequency or the intensity of influence exerted by each role sender, though such data was 

obtained using the pictorial instrument during the interviews. Full details of such levels 

of frequency and intensity are given in Table 7.7. 
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Figure 7: An example of a Thai lecturer's role-set 

[Format of the illustration adapted from Zanden, V. & Wilfrid , J. (I 979): Sociology, New York: John Wiley 

& Sons, p.l14.] 

Table 7.7 illustrates the overall frequency of subordinates and supervIsors 

responses to each role-sender. The first row shows the supervisor where the supervisees 

from and the subordinates read supervisor are shown in the second row. The 

subsequently row shows the frequency of contact and intensity of influence of each role-

sender for each role occupant. There are, for example, two Heads of Financial 

Department, two Heads of Marketing Department, and so on. 
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Table 7.7 Pictorial data 

Vice A MJ- 5/-
President 
Dean S -/4 AS D/- 5/5 AB W/- 4/4 AB M/- 4/4 AB MJ- 4/4 B -/4 AS W/- 5/4 AB MJ- 5/4 
Assoc. Dean 
Assit. Dean 
for Academic B -/4 AS W/- 4/4 AB W/- 4/4 B -/4 AB W/- 4/4 AB MJ- 5/4 
Affairs 
Assit. Dean 
for Student \ B\ I -/5 I A \ W/- I 4/- I A I W/- I 4/- I IA I W/- I 4/-
Affairs 
Head of I AB I D/- I 4/5 I I I I AB I D/- I 4/5 I AB I D/- I 4/5 I AB I D/- I 4/5 I AB I D/- I 5/5 I AB I 2/W/- I 3/4 I AB I W/- I 5/4 

A D/- 3/- A D/- 5/- A D/- 4/- A D/- 4/- A D/- 4/- A D/- 4/- I A I 2/W/- I 4/- I A I 3/Y/- I 4/-
Administrator I A W/- 3/ 
Students IA D/- 4/- A D/- 5/- A W/- 5/- A D/- 5/- A D/- 4/ 
Director of 
Academic IA I M/- I 4/-
Affair Office 
Director of 
Registrar IA I MJ- I 4/-
Office 

Abbreviation 
FIN: Department of Finance MKT: Department of Marketing HRM: Department of Human Resource Management 
MGT: Department of Management INMGT: Department of Industrial Management 
fr: Frequency oflnteraction - D: Daily W: Weekly M: Monthly Y: Yearly 
in: Intensity of Influential - 1: not influential 2: little influentiaL 3: moderate 4: influential 5: most influential 
A: Subordinate rating B: Supervisor rating 
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(\) 

Assoc. Dean AB W/- 4/5 B -IS A DI- 4/- �~� -. 
Assit. Dean. �~� 

V:l 
for Academic AB DI- 5/4 AB DI- 4/5 B -/4 AB W/- 4/4 AB M/- 4/5 

..... 
s:: 

Affain �~� 

Assit. Dean 
for Student IA I W/- I 3/- I IA I M/- I 4/-
Affain 
Head of I AB I DI- I 5/5 I AB I D/- I SIS I AB I D/- I SIS 1 AB 1 DI- 1 SIS 1 AB 1 W 1-1 4/5 1 AB / D/- / 5/4 / B/ j -/4 I A DI- 5/-

A D/- Sl-
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Affair Office 
Director of 
Registrar 
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FIN: Department of Finance MKT : Department of Marketing HRM: Department of Human Resource Management 
MGT: Department of Management INMGT: Department of Industrial Management 
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Chapter 7 Findings of the Main Study 

Table 7.8 shows the frequency of subordinate and supervisor responses to the role 

sender. The first two columns show the total number of responses where both 

subordinate and supervisor identify the role sender for subordinate; the second column 

where neither identify it that way. 

Column three and four show respectively: the frequency of responses where only 

the subordinate identify the role sender for subordinate; where only the supervisor 

identifies the role sender for subordinate. 

Table 7.8: Frequency of overall response to the role sender 

Role sender Both Neither Sub only Sup only Total 

Executive 0 24 5 0 29 

Dean 21 1 4 3 29 

Deputy Dean 11 5 6 7 29 

Head of Department 22 1 4 2 29 

Secretary of Department 0 27 1 I 29 

Colleague 11 2 11 5 29 

Administrator 3 17 4 5 29 

Students 8 7 11 3 29 

Director of Academic Affairs Office 0 27 2 0 29 

Director of Registrar Office 0 28 1 0 29 

Table 7.8 illustrates the overall frequency of subordinates' (self) and supervisors 

(others) responses to each role sender for subordinates. In terms of those roles where 

ubordinate and supervisor's agree, the Head of school has the highest respon e rate (22 

re pond nts). The other persons who would be in this group are Dean (21 re pondent ), 

D puty dean and Colleague (11 respondents), and Students (8 re pondent). M an\ hi Ie, 
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the frequency of neither agreeing Director of registrar office has been viewed to be the 

highest response rate (28 respondents). Other persons who have got the higher frequene 

are Director of academic affairs office (27 respondents), Secretary of department (27 

respondents), and Administrator (17 respondents). As the results, the both parties have 

strong agreed that the head of department and the dean are their role senders for 

subordinates. 

Table 7.9 shows the total frequency of responses where only the subordinate and 

supervisor identify the role sender for subordinate. The third column shows the total 

number of responses (from table 7.8, column one + column three) where only the 

subordinate identify the role sender for subordinate. The sixth column shows the total 

number of responses (from table 7.8, column one + column four) where only the 

supervisor identifies the role sender for subordinate. 

Table 7.9: Total frequency of only the subordinate and only the 

supervisor response to the role sender 

Role sender 
�~� 

Both Sup only Total Both Sup only Total 

Executive 0 5 5 0 0 0 

Dean 21 4 25 21 3 24 

Deputy Dean 1 J 6 17 11 7 18 

Head of Department 22 4 26 22 2 24 

Secretary of Department 0 1 1 0 1 1 

Colleague 11 11 22 11 5 16 

Administrator 3 4 7 3 5 8 

tudents 8 11 19 8 3 11 

Director of Academic Affairs Office 0 2 2 0 0 0 

Director of RegistrRr Office 0 1 1 0 0 0 

Pra rt itthijirapat ... 1 



Chapter 7 Findings of the Main Study 

Table 7.9 shows the total frequency of only the subordinate and only the 

supervisor response to the role sender. When considering to frequency on either 

subordinate or supervisor only, most of subordinate citation is higher than supervisor 

citation. In this time, one more role sender, colleagues (22 respondents), has been cited 

on the high level response by subordinates. That is, subordinates viewed that they have 

more role sender than supervisor see. 
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Table 7.10: Cross-tabulation between intensity of interaction and 

frequency of interaction viewed by subordinate 

Frequency 
Intensity of Influence 

Role little in- moder- Influen- more than most in-of 
sender 

Interaction none fluence ate ce Influence fluence Total 

-None 24 24 
Executive -Daily 

-Few days a 
week 
-Weekly 
-Monthly I I 
-Few months I I 
a year 
-Yearly I I I 3 

Total 24 2 1 2 29 
Dean -None 4 4 

-Daily I I 
-Few days a I I 
week 
-Weekly 3 3 1 3 10 
-Monthly 2 I 5 4 12 
-Few months I I 

a year 
-Yearly 

Total 4 2 5 9 I 8 29 
Deputy -None 14 14 

Dean -Daily 2 I 3 
-Few days a 
week 

9 -Weekly 2 7 

-Monthly 2 I 3 

-Few months 
a year 
-Yearly 

Total 14 2 11 2 29 

Head of -None 3 3 
21 Department -Daily 3 8 I 9 

I I -Few days a 
week 

2 3 1 -Weekly 
I 1 -Monthly 

-Few months 
a year 
-Yearly 

II 29 4 10 I Total 3 
28 

Secretary of -None 28 
I I 

Department -Daily 
-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
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a year 
-Yearly 

Total 28 
Colleague -None 7 

-Daily 
-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 7 

Administrat -None 22 
-Daily 

or -Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 22 
Students -None 10 

-Daily 
-Few days a 
week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 10 
Director of -None 27 
Academic -Daily 
Affair -Few days a 
Office week 

-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 27 
Director of -None 28 
Registrar -Daily 
Office -Few days a 

week 
-Weekly 
-Monthly 
-Few months 
a year 
-Yearly 

Total 28 
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Chapter 7 Findings of the Main Study 

As shown in table 7.10, a clear majority of the respondents who are subordinates 

revealed that they are not on contact with and do not attach importance to members of 

executive, secretary of department, administrator, Director of academic affairs office, and 

Director of registrar office. When considering the category with the greatest influence, 

15 respondents who are subordinates choose students as their role �s�e�n�d�e�r�~� 11 respondents 

choose head of department as their role sender; and 8 respondents choose dean as their 

role sender. Another interesting point is in influence category, that is, 15 percent of the 

respondents view colleagues as their role sendee 11 respondents view deputy dean as 

their role sender; 10 respondents view head of department as their role sender: and 9 

respondents view dean as their role sender. 

With regard to frequency of interaction between respondents and the role sender. 

the data revealed that 21 respondents have contact with head of department daily; 20 

respondents have contact with colleagues; 15 respondents has contact with students 

weekly; 9 respondents contact with deputy dean weekly: and 12 respondents contact with 

their dean monthly. 

When taking intensity of interaction and frequency of interaction into account, 

role senders of the two categories are in the same group. As a result above, it tends to be 

a positive relationship. That is, the more respondents interact with role sender. the more 

role sender is influential in the respondents' job. 

Prasert S itth ij irapat 
217 



Chapter 7 Findings of the Main Study 

Table 7.11: The total number of respondents from influence to most 

influence level classifying each role sender 

Role sender Total number of respondent from influence to 
most influence 

Executive 5 
Dean 18 
Deputy Dean 12 
Head of Department 22 
Secretary of Department 1 
Colleague 20 
Administrator 5 
Students 19 
Director of Academic Affair Office 2 
Director of Registrar Office 1 

Table 7.11 provides illustration of the role-set of members of academic staff from 

4 Thai universities. The greater part of participants revealed that his/her role senders are 

Head of Department (22 participants), Colleagues (20 participants), Students (19 

participants), Dean (18 participants), and Deputy Dean (12 participants) respectively. 

7.5 Summary 

The results from the interview revealed that the participants learned of their job 

duties and responsibilities from many sources including job description, orientation 

(induction), department meeting, immediate supervisor, and previous experience or 

learning by themselves. The important role-senders for Thai lecturer comprise Head of 

D pa11ment Colleagues Students, Dean and Deputy Dean respectively. 
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In terms of duty and responsibility, the data revealed that the main area of duty 

and responsibility are teaching and student advisor. The results showed that the student 

advisor duty seems to be a heavy burden for Thai lecturers because it was not only giying 

academic counselling but also helping their students to sort out personal problems. Other 

duties and responsibilities are setting extra-curriculum activities and academic writing or 

research. 

Although there are many sources of learning how to do the job, some participants 

remarked that they did not go into sufficient detail. That is why sometimes they are 

uncertain whether what they do is within their role. The interviews also suggested that 

some participants often devote themselves to their jobs such as helping to take other 

lecturers' class when he/she is ill or absent, providing recommendations for curriculum 

development and so forth. 

In terms of expectations, the participants perceived that their supervisor expected 

them to complete assignments and obey rules, students expected them to deliver 

interesting and clear lecture and earn good grades, and colleagues expected them to be 

being cooperative. 

The results also revealed that the employees have performed the extra-role 

behaviours on their routine work. In addition, the subordinates perform these behaviours 

as part of their work more often than supervisors see. Finally. the supervisors included 

more job behaviours as part of their employees' work than employees did. 
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Chapter Eight 

The Role of the Lecturer in the UK New University and the 

Thai Private U Diversity: Similarities and Differences 

8.1 Introduction 

Having considered the role of academic staffs in the two countries separately, this 

chapter now draws these discussions together to identify and discuss similarities and 

differences. The study examines lecturers' role behaviours in UK and Thai private 

universities. To gain a basic understanding of the nature of a lecturer's job-role, this part 

of the analysis and comparison begins with a description of the evolution of the Thai and 

UK education systems. Their evolution can be seen as responses to important changes in 

society and economic and public policy because these factors have had dramatic impacts 

on the education system. These changes are also examined in the light of the responses of 

the interviewees in the current study. 

8.2 The work of UK academics 

In common with all sectors of education in the United Kingdom during the 1990s. 

higher education underwent a period of rapid change. Many of these changes were the 

result of central government policies designed to increase student numbers, obtain better 
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value for money and improve accountability through the imposition of a range of quality­

control mechanisms (Evans & Abbott, 1998). 

The entire system was radically reformed by the removal in 1992 of the 'binary 

divide' between universities and polytechnics, accompanying an unprecedented growth in 

student numbers, changes to funding mechanisms and an obsession with quality control 

measured by external assessors (Hill, 1996). 

As increased central control was being imposed, the government was putting 

pressure on the universities to treat university education as a marketable product by 

encouraging competition between institutions and greater choice for students (Johnson, 

1994). 

The marketisation of university education has led to continued government 

pressure on universities to maintain quality. The introduction of mechanisms designed to 

measure standards across all higher-education institutions in areas such as teaching and 

research has ensured that the government has put in place a number of external controls. 

As a consequence, more emphasis has been placed on applied research, collegiality has 

been reduced and pressure to raise standards has been linked to funding (Evans & Abbott, 

1998). 

The ranking of universities according to their research records is bound to have an 

impact on their overall profile. Those enjoying a higher ranking will find it easier to 

attract leading researchers onto their staff and may devote more of their resources to 

research. Some universities may find themselves concentrating on teaching, \\"ith 
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research being squeezed to the margins and based specifically around curriculum areas. 

These developments are likely to have a profound effect on the attitudes of academic staff 

to their work, and will impact upon the nature of their jobs. 

Webb (1999) wrote that in the UK 5.8 million people worked in education. 

medical, welfare and government jobs. He argued that their work had changed and that 

they were increasingly directed and controlled, trusted less and monitored more. Where 

their work had once been reliant on reciprocity and cooperation, these were being 

displaced by market relationships, insularity and competition. 

Academic life, once considered a low-stress area, has increasingly been 

understood to be stressful for a growing number of academic staff (Fisher, 1994; Soliman 

& Soliman, 1997). Academic staff widely report longer hours of work, more marking to 

be done and raised expectations of publication and service to the community (Thorsen, 

1996; McInnis, 2000). These changes can be especially threatening for academic staffs 

who were appointed primarily to teach and who may be clustered in newer universities 

and are the subject of this thesis. One of the UK respondents in this study, who is a 

Divisional Leader, commented that, 

"I think, generally speaking, within the University sector of lecturers, the amount 
of expectations are increasing all the time. There is more pressure to provide 
quality teaching. The pressures are coming from the government; it brings a lot of 
pressure. And the University has to apply that pressure to get a good score in 
terms of university ratings. But then, the university expects, even when teaching 
is good, that there are other things, which people have .to do like �r�e�s�e�~�r�c�h�,� 
consultancy, and administration generally. Those seem to Increase all the tIme. 
So those pressures certainly are greater and greater. 1 \\?uld say that. from a, 
personal point of view, increasing all of those expectatIOns �h�a�~� put a lot ot 
pressures on people and I'm sure that m?st people feel. they can �~� meet all the 
expectations. Certainly, I can't meet all ot those expectatIOns. So 1 Just try to sort 
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out what the priorities are and keep the people who seem important to me. keep 
them happy. Another thing to me, not for my satisfaction but certainly in terms of 
my main commitment is just to make sure that they are okay. No! �n�~�t� just okay, 
but to keep them within good quality." 

Teaching and academic life generally has changed in the past quarter of a century 

and will continue to become different. Henkel (2000) recalls that the experience of 

becoming an academic in Britain in the 1960s and 1970s was that of a golden age in 

which individuals were free to pursue their own goals at their own pace. Posts were 

easier to get, a first class degree was a great help but a PhD was not vital, especially in 

polytechnics where research was not something that staff were generally expected to do 

(although people did research out of interest in their teaching). Young staff were 

assumed to be functioning, independent practitioners, within the dominant norm of self-

regulation (Henkel, 2000). 

The 1980s and 1990s were different. Senior academics saw their younger 

colleagues having a more sophisticated understanding of the demands of an academic 

career and the skills and knowledge to be successful. They were also perceived to be 

more focused and efficient in the allocation of their time (Henkel, 2000). To survive in 

this risky environment they had to be ready to change direction to accommodate work and 

opportunities on offer. Degrees of academic independence on appointment \yere found to 

vary, especially between pre- and post-1992 universities. The experience of short-term 

contract work was common and was combined with a constant pressure to compete. 

particularly by publishing. 
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Because of the external pressures, the universities needed to reorgamse their 

management system to continuously adapt to new situations as a consequence of the 

developing education system and difficulties encountered. These changes gave rise to 

displaying a new behaviour and performing modified roles for their staffs. One 

interesting example was the student support system in the UK. 

The earliest UK universities were established as religious foundation. The 

medieval university had the character more of a boarding school, with the teachers taking 

an explicit moral responsibility for their charges. University teachers were clearly 

expected to keep control over their students. This disciplinary oversight was understood 

as having a religious as well as a moral dimension, by virtue of the fact that teachers 

would all be ordained clergymen. Thus, the young student was entrusted to the charge of 

someone older and supposedly wiser to act explicitly as a moral guide and father-figure. 

This goes a long way to explain why student support has been conceived in terms 

of 'pastoral care', with strong religious and moral overtones. As is well-known, the 

oldest universities were groupings of small self-governing colleges, each of which was 

organised as a community. This upholds an ideal in which staff-student relationships are 

built around intimate and relaxed one-to-one tutorials, and student-student relationships 

are encouraged by extensive opportunity for peer support. These might be called the 

'amateur tradition' (Earwalker, 1992). 

The foundations of the thirty polytechnics at the end of the 1960s represented an 

�~�x�p�l�i�c�i�t� break with the university tradition. The designation of several nc\\ polytechnics 

at the beginning of the 1990s might be thought to confirm this radical shift a\\"ay from 
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traditional forms of higher education. Old ideals were often transformed out of all 

recognition, but they did not disappear without trace. 

As publicly funded institutions under the control of local education authorities and 

lacking the independence of the universities, the polytechnics were subject to financial 

pressure and economic constraints which bore much more heavily on the public sector. 

The polytechnics consequently led the way in admitting more non-traditional students, a 

group likely to be in particular need of help and support. 

The polytechnics quickly established Departments of Student Services offering a 

comprehensive services including help with accommodation, medical attention, careers 

advice and counselling, services which in many universities were relatively undeveloped 

or uncoordinated. Student support was to be carried out by those who were specially 

trained, properly qualified and specifically appointed to the task. This kind of provision 

was clearly derived from an attempt to reshape and re-appropriate a very traditional 

concept of higher education. This might be called 'professional counselling' (Earwalker, 

1992). 

8.3 The work of Thai academics 

Thailand's higher education has been integrated into national development plans 

since their inception in the early 1960s. Education in Thailand was once only a\'ailable to 

the rich and upper classes (Ministry of University Affairs, 1995). Since the first National 

Economic Development Plan. the demand for greater educational opportunities for all has 

increased dramatically. To allow more opportunity to more people. the government has 
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implemented policies intended to disseminate tertiary level education to every region of 

the Kingdom and has established regional universities in many areas since the mid 1960s. 

However, the number of universities of this nature is still insufficient to respond to the 

needs of the nation and those who desire to learn. To ease this pressure, the government 

has encouraged further private investment in higher education institutions. Moreover, 

these colleges were designated as universities after the Private College Act of 1979. Thus 

increasing the overall number of universities is also another method of providing greater 

educational opportunities to a greater number of people. Since that time, the private 

universities have helped lessen the burden of the government in providing higher 

education to students who otherwise would have had no such training, since the limited 

numbers of public universities could not satisfy the demand of the people for higher 

education. 

Since 1979, the Ministry of University Affairs has been the coordinating agency 

between the government and private tertiary institutions. The Office of the Permanent 

Secretary serves as secretariat to the Private University Committee which gives advice to 

the Ministry of University Affairs on the relevant rules and regulations needed to ensure 

the standards and accreditation of private higher education institutions. The committee 

also considers granting approval to the programmes of study offered by these institutions. 

Kulachon (1997) conducted research on private colleges in Thailand from 197-t. 

He identified the problems private colleges in Thailand encountered, and then suggested 

solutions to those problems as follows: 
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• There was much difficulty in recruiting highly qualified full-time staff 

members of the private universities because private higher education in 

Thailand was relatively new and needed more time to become well known. 

He suggested that the Thai government should give support to the private 

colleges in the area of faculty development by providing scholarships to 

administrators and teaching staff members for further training. 

• The private universities have encountered lack of government support 10 

areas such as providing loans to private universities with low interest rates, 

allowing tax credit for voluntary contributions to private universities, giving 

grants and scholarships to a number of students in the private universities 

and providing funds for building construction. 

• The gap in tuition and fees between public and private university was huge. 

For instance, the tuition fee of undergraduate at public universities was 40-

200 baht/credit hour while at private universities was 500-1,800 baht/credit 

hour (Ministry of University Affairs, 2002). He suggested that the Thai 

government should increase the tuition and fees in the public universities or 

give financial support to the private colleges to reduce the gap between the 

two sectors. 

• Finally, he suggested that the external examiner and control systems should 

be abolished and more autonomy and freedom granted to the private colleges 

in conducting their operations (Kulachon, 1997). 

Although after the 1980s Thai private colleges were granted university status, the 

problems above remained due to lack of government support. As a result, the tuition fees 
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of private universities were higher than these of public universities. However, several 

private universities attempted to enhance the quality of their full-time staff members, 

providing scholarships to study abroad and in Thailand. 

Furthermore, the experiences of the author suggest that the quality of students who 

gain entry to public universities is higher than private universities. Most of the private 

university students have failed to pass the national university entrance examination. 

Therefore, private university was a second choice for students to study in higher 

education. This is consistent with the views of respondents in the current research study. 

For example: 

The 5th respondent of the Thai sample said in the interview that, 

"In my first few years, I expected quite a lot from students. I thought there was no 
difference between private and public university students. Public universities 
have better quality students by using exams to select them. Therefore, private 
university students have different knowledge levels. At first, I had high 
expectations for them but after I had taught for 6 years I reduced my expectations 
and focused on those with lower expectations rather than those with higher 
expectations, because this group has more problems with their grades and I had to 
reduce my standards quite a lot. Personally, I would love to see them spending 
their lives safely in society and achieving their goals by applying the knowledge 
that I taught. No matter if they use the knowledge that I taught or not, I have been 
training to teach them to survive in society". 

The 13th respondent of the Thai sample said that he taught marketing research; 

but the students were weak in mathematics. Thus he needed to provide the students with 

grounding in mathematics first, even though it was not his duty. 
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The 18th respondent of the Thai sample reported that a student-centred approach 

to teaching was adopted. Further, she said that she learnt of the students' basics of 

knowledge so as to prepare teaching methods. When a student was too weak to follow a 

lesson, great care was needed; she acted as a support. 

Because of the above reasons, lecturers in private universities had too much work 

to carry out, resulting in quite a low quality of private university students. It is therefore 

recognised that the private university students were of poor quality in comparison with 

public university students. 

Although the tuition fees of private universities were higher than those of public 

universities, the problems of insufficient facilities for study existed because the private 

universities lacked the support of their government. Examples include: 

The 10th respondent of the Thai sample said that many lecturers needed text 

books and academic journals and then made a request for the materials. They expected 

that the university would comply with the request because those materials were necessary 

for teaching. Against their expectations, the university tried to save on such costs as 

much as possible. 

The 16th respondent of the Thai sample said that, 

"I used to request a budget to apply for a �t�r�a�i�n�~�n�g� �p�r�o�g�r�a�.�m�m�~�,� but this it !.s hard to 
do because there are so many rules and regulation for UnIVersIty approyal . 
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The 8th respondent of the Thai sample said that the university's school equipment 

was completely inadequate. For example, an overhead projector was available in each 

classroom, but many of them did not work. Regarding lecturer development, it seemed 

that the policy promoted developing lecturers. However, when a lecturer requested 

permission to attend a seminar and workshop at a cost of bath 7,000, her request was 

refused because it was too expensive. In the case of a seminar she wanted to go to free of 

charge, she obtained permission. In other words, the universities' actions were contrary 

to their policy. 

To have a clearer understanding of the similarities and differences between UK 

and Thai academic staff in terms of in-role and extra-role behaviours, the discussion now 

turns to a comparison of the job characteristics leading to job roles and behaviours as 

described by respondents in the study. Results from the interview are summarised in 

table 8.1. 
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Table 8.1 

Key areas of role 

Teaching 

Academic advice 

Research 

Managerial / 
administrative 

Extracurricular activities 

Summary comparison of academic work 

between UK and Thai academic staff 

Job characteristic 

UK Thai 

Undergraduate and post Undergraduate programme 
graduate Programmes 

Academic issues Academic issues / pastoral 
care 

Assigned to particular Personal interest 
academic staff or 
institution, Personal interest 

Assigned to particular Assigned to particular 
academic staff academic staff 

Assigned to particular Provide the activities based 
academic staff or institution on teaching unit 

Table 8.1 shows the nature of the work of academic staff in the two countries. 

There are some similarities and differences as follows: 

- Teaching 

Academic staff from both UK and Thai universities reported that teaching is their 

primary responsibility because it has been seen to be a core business to their divi ion. 

However, they are differences in some aspects of responsibilities for the teaching 

programme. For example lecturers in the Faculty of Business Administration of a Thai 

univ rsity only organise the teaching programme for undergraduates while po tgraduate 
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programmes will be organised by the Graduate School. However, some lecturers are 

invited to teach on postgraduate programmes but this will not count as part of their 

normal responsibilities. 

In Business School in UK universities, both undergraduate and postgraduate 

teaching programmes are organised by UK academic staff. Thus, some academic staff 

will be assigned to teach at both levels. For example, the second UK respondent reported 

that, 

"My current responsibilities are in two areas. I teach at both the undergraduate 
and postgraduate levels. I'm teaching statistics and modelling related subjects. I 
am teaching modelling for decision making to level two undergraduate students. I 
am also teaching business research analysis (the quantitative aspects of business 
research) to level three undergraduates and postgraduates ... " 

The fifth UK respondent revealed that, 

"Mainly, I interact with postgraduate and postgraduate research students. I don't 
interact much with undergraduates except those who are doing dissertations. I 
spend more time than I should with both undergraduates and postgraduates when 
they're doing dissertations ... " 

Moreover, the research result revealed that some UK academic staff will be asked 

to be supervisors of PhD students, e.g. the second, third, fourth, fifth, sixth. eighth and 

ninth respondent. Referring to the interviews, the third respondent talked about his 

responsibilities as follows: 

"First of alL I'm responsible for teaching strategic management and international 
business at undergraduate and postgraduate levels. Secondly, I'm responsible for 
conducting research on my own and publishing. Thirdly. I'm responsible for 
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developing research in the Business School and that's not just my own research 
but I'm developing other people's research. Fourthly, I'm involved in advising 
PhD students (obviously, I have some other administrators) and I'm also teaching 
research students." 

- Pastoral Care 

In the past, pastoral care was approached in a peculiarly British way (Earwalker. 

1992). It was believed that academic staffs have to take a great deal of interest in those 

they teach and to interpret their role as including a great deal more than just teaching. In 

a traditional British sense, academic staff in higher education had to take responsibility 

for every aspect of the student's life. However, there is now a recognition that student 

support must be carried out by those who are specially trained, properly qualified and 

specifically appointed to the task. Since 1990s, Departments of Student Services have 

been established by polytechnics. These new institutions offer consultancy and assistance 

to students in general aspects regarding their study, i.e. helping with accommodation, 

medical attention, career advice and counseling, etc. As a result, the responsibility to take 

a great deal of interest in students' lives has decreased as part of the role of UK lecturers. 

According to the results from the current study, there is only one UK respondent (the 

thirteenth respondent) reported that she helps students with personal problems. 

As mentioned in Chapter 4, the beginnings of Thai education were centralised in 

Buddhist monasteries, teaching both general education and moral standards to students. 

After the education reformation of the nineteenth century, the Western style of education 

has played a main role in Thai society. Thus, the important role of Buddhist monasteries 

in education has declined. Moreover, teaching work has been transferred from monks to 

teachers. As a result, Thai society has expected teachers to have as high moral standards 
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as the monks, and to show similar levels of kindness as parents do to their own children 

(Siwalak, 1989). These expectations and beliefs represent the roots of Thai education 

from then until now. The results from this study show that most Thai lecturers still take a 

great deal of interest in their students' lives as well as in their teaching role. 

- Research 

The interview results show that UK universities place emphasis on research work, 

and thus academic staffs have been delegated to conduct research study. According to the 

results from this study, although most UK lecturers wished to do research, some stated 

that they could not do much of it because of their heavy teaching burdens and lack of 

time. However, the results have also revealed that UK universities have supported 

research by establishing Centres of Business Excellence for generating research outputs 

in terms of paper and reports. Moreover, Business School also appoint academic staff as 

Research Coordinators to enhance research activities. 

The interview results from Thai lecturers show that only a few lecturers are 

interested in carrying out research, but they have the same problems as UK lecturers of 

heavy teaching burdens and lack of time. Moreover. the observations of the researcher 

found that some universities in Thailand also do not emphasise and support lecturers 

sufficiently in carrying out research - where for example there is only one computer in a 

whole department and only one computer printer in the faculty. 
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- Managerial and Administrative Work 

Managerial and administrative work has been seen to help teaching programmes 

to be effective and useful. Basically, such work is delegated to particular members of 

staff. Results from this study have revealed that there are many levels of management 

and administrative works which varies across the hierarchy in the faculty. For instance, 

the ninth UK respondent, who is a Divisional Leader, described his responsibility that, 

"Well, the job title is Divisional Leader; I'm responsible for developing 
timetables, and the development of my colleagues in the Business Modelling 
Division. I'm a first line manager of 11-12 colleagues in the division. I'm teaching 
also. I take quite a heavy teaching load for a Divisional Leader but I enjoy 
teaching. So, partly teaching, partly of administrative, a little bit of research, and 
management within the division. And with that, because Divisional Leaders are 
members of the school management group, this requires co-operation between 
staff teaching various subjects." 

The sixth respondent, who IS a Programme Director, described his managerial 

work as follows, 

"My first responsibility, I think, is to act as Programme Director. Within the 
overall structure, I'm a part of the senior management group; one of my duties is 
to act as the manager within the school." 

On the other hand, Thai private universities appear to try to take advantage of 

their lecturers. That is, all lecturers are assigned administrative tasks. Most activities in 

Thai universities need the academic staff for their performance, i.e. providing public 

relation for the programmes, recruiting new students, conducting entrance examinations, 

supporting student relations activities, being advisors for student clubs, conducting 
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congregation ceremonies, etc. For example, the fifth Thai respondent described part of 

his responsibilities as, 

..... Currently, I am assigned to be a department secretary. Within this role, I have 
to perform as an administrator such as arranging departmental meetings. In 
addition, I am also a member of the sub-committee for improving the quality of 
students in the faculty. As a member of this sub-committee, I am in charge of 
faculty activities such as organising induction, commencement and student loans, 
etc ... " 

As the result, lecturers have to spend considerable time at meetings and in 

processing activities. Further, sometimes they have a teaching role as well as committee 

work at the same time. Thus, some lecturers have to cancel classes. Excessive 

responsibilities for Thai lecturers lead to lack of time in preparing lectures as well as less 

efficiency in teaching. The first respondent from the Thai university argued that, 

"'Current problem is the unclear job description. I and my colleagues expected 
that we would do our best in teaching. So far, we are involved in many activities 
besides teaching. Before I jointed this institution, I thought I would have more 
time to do research and improve my teaching quality by merging technology and 
knowledge. But when I arrived, this was not what I thought, because we have 
such a lot of extra activities besides teaching. If you ask me, do I like to do 
student activities? In fact, I don't. If they want me to do so, I will. Actually I 
would like to do research but I have to spend time doing student activities ... " 

The results were consistent with the work of Shamar, Launglaor, & Thasnapark 

(2004) who found that Thai universities are burdening their academic staff \\'ith 

administrative and related tasks that do not really contribute to the principal mission of 

universities. Further, their study suggested that a majority of academ ics experienced 
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substantial increases in workloads with respect to teaching classes, other teaching-related 

activities and administration. 

- Extracurricular Activities 

Extracurricular activities can take many forms which enable the students to pursue 

individual development; for example, study tours, industrial visits and placement. Such 

activities will be conductive to making education more realistic. Therefore, 

extracurricular activities have been recognised as valuable for student development. 

Generally, UK academic staffs do not need to take responsibility for extracurricular 

activities. The seventh UK respondent reported that, 

'"Extracurricular activities, I wouldn't include, I would class those as separate 
from my responsibilities. But in fact, I'm not really involved in any extracurricular 
activities .... " 

However, extracurricular activities will be delegated to certain academic staff to 

take responsibility for. As can be seen from the present research, the first UK respondent, 

who is a unit leader described her responsibility as follows, 

'"Well, I'm responsible for teaching different units and I'm unit leader of those 
particular units as well as being responsible for supervising dissertation students. 
I also have responsible for taking placement students and personal students in 
their first year, second year, and third year. Further, my admin role is that I'm in 
charge of placement and coordinate the entire set of placements." 

Meanwhile, in Thailand, universities do not recognise these activities as officially 

important. However, most course leaders are expected to provide and use them. For 

example, the thirty fourth Thai respondent, who is a Head of Department, re\"\.?aled that 
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each lecturer not only has teaching and advisory roles but also has to support and arrange 

extracurricular activities for the teaching unit. 

Even when extracurricular activities have been provided for Thai students, 

lecturers have some criticisms, such as graduated students lack skills and experiences 

when they enter the labour market. The author's experience confirms that the 

extracurricular activities are not well prepared and do not respond to labour market needs. 

By comparison, in the UK, one extracurricular activity- industrial placement-has been 

designed specifically to be part of the programme. This activity provides useful skills and 

valuable experiences for students in the real world. Therefore, appropriate extracurricular 

activities and programme redesign should be reconsidered for Thai universities along 

possibly with the appointment of specialist staff for whom the activities would be clearly 

designated as part of their job role. 

8.4 Similarities in the importance of the role sender in UK and Thai 

academic work 

The characteristics and boundaries of the work of UK and Thai academic staff 

influence their role behaviours. This was the main focus of this research. Merton's role 

set theory (1957) was applied to the study to clarify their role behaviours. 

As mentioned in chapter 2, the role set is described as consisting of the different 

people (role senders) which whom the focal person has contact and who have a stake in, 

and hold expectations about. the focal person's performance. They therefore dc\'clop 

beliefs and attitudes about what the focal person should or should not do as part of the 
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role. A study of an incumbent's roles and behaviours should begin with a detailed 

examination of role sender expectations. The results showed that the most important role 

senders of UK and Thai academic staffs were the same, namely the immediate supervisor. 

colleagues and students. 

When considering the power of the members of the role set, in terms of the 

immediate supervisor, if a role incumbent (lecturer) has any relevant problems at work, 

the immediate supervisor should help him/her solve these problems. Further, he/she 

should be the evaluator of the incumbent's performance. The immediate supervisor has, 

therefore, more power over a lecturer's role performance. For example, the second UK 

respondent said that, 

"My point of view, the key people are the people who I deal with. My Divisional 
Leader, who manages me on a day-to-day basis in terms of allocating my work, 
gives an indication of what is expected from me. He allocates work to me which I 
manage myself, though he talks to me about future developments ... " 

The fourteenth UK respondent cited, 

"My Divisional Leader. If I need anything doing I have to ask permission to do it; 
if I need any resources I have to ask him to provide them; if I want to teach 
something else I have to go to him and persuade him that it is a good idea." 

Because of working together, sometimes cooperating m teaching and glnng 

advice about work, colleagues have the power to affect a lecturer's role performance. For 

example, the first UK respondent stated that, 
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"If you're just looking at the responsibilities, I've got my responsibilities to my 
students and responsibilities to the team within the division itself. We do a lot of 
team teaching and a lot of working together as a team. So, I guess I haye 
responsibilities to the team ... " 

The twelfth UK respondent said that, 

"They are the people who have an influence on what I do. To some extent with 
my colleagues, I would take guidance and advice from them; they do not really 
have influence over me, though they could ask me to do things ... " 

The Thai academic staff said the same things as the UK academic staffs. For 

example, the twenty-third Thai respondent reported that, 

" ... I'm a newcomer here, so colleagues are very helpful. They advise me what I 
have to do ... " 

However, when considering the relationship between a lecturer and students based 

on differences of power of those in the role set, although the lecturer may have a 

monopoly of power, most respondents took the view that hislher students were important 

people. For example, the fourth UK respondent mentioned that, 

"Students, they have a big influence, in terms of designing appropriate 
programmes, and in terms of their delivery. Some are conscious about if I have 
delivered lectures and seminars well, and usually if I get negative feedback then I 

wi II try to change ... " 

Also, the first Thai respondent who revealed his important persons as 11.1IIows, 
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"The first important person for me 
assignments were assigned from her. 
colleagues or teaching team ... " 

is my supervisor because most of my 
Second are the students. Next are my 

The fourth Thai respondent also said that, 

"Students are my responsibility. They are my job. I prepare everything for them 
such as teaching materials and supporting activities. Colleagues and the head of 
department should also be noted." 

8.5 Differences in perception of role behaviours of supervisors and 

lecturers 

Referring to the questionnaire, all items on Table 7.6 (page 204) represent extra-

role behaviours. Results from Table 7.6 show that there are different views about each 

item among the lecturers. That is, some lecturers see the item as in-role and some of 

them see it as extra-role behaviour. For example, for items 13, 14, 16 and 17, half of the 

respondents see them as extra-role behaviours. Meanwhile, for items 4, 7, 8, 15, 18, 19 

and 20, most of the lecturers view them as in-role behaviours. 

When companng the VIew of supervisors and lecturers, the results show that 

supervisors view the items as extra-role behaviours less than lecturers do. For example, 

for items 1, 2, 3 and 12, most supervisors view them as in-role behaviours while only 

some lecturers do. That is, the supervisors include more job behaviours as part of their 

subordinates' work role than their subordinates do. 

These results were consistent with the work of Morrison (1994) who found that 

employees differed in what they defined as in-role and extra-role behaviour. tvlorco\'er. 
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the employees and their supervIsors also had different VIews on these behaviours. 

Morrison (1994) stated that employees and their supervisors will differ in how broadly 

they define the employees' responsibilities. This suggests that an important factor driving 

employee behaviour is whether they define a given activity as in-role or extra-role. She 

reasoned that the greater an employee's perceived job breadth, the more activities he or 

she defined as in-role. Her research suggested that the factors that influence the 

perceived boundary between in-role and extra-role behaviour are satisfaction, 

commitment and social cues. She explained that satisfaction broadens the boundaries 

around the constructs of in-role behaviour in such a way that individuals define more 

behaviours as in-role, thus including behaviours that for less satisfied individuals might 

be classified as extra-role. 

Another determinant of how broadly employees define their jobs is commitment, 

which is defined as emotional attachment to an organisation. It appears that commitment 

causes employees to define their job responsibilities more broadly, and thus committed 

employees are more likely to engage in what others may see as extra-role behaviour. 

The last factor is social cues. Cues from co-workers have a powerful effect on 

individuals' perceptions and cognitions with respect to their jobs (Thomas & Griffin, 

1983). Employees will come to define their job responsibilities in a manner consistent 

with the cues that they receive from others. Social cues are provided not only by co­

workers, but also by supervisors. Supervisors provide both information about formal job 

responsibilities and subtle cues about the informal responsibilities that employees should 

consider to be parts of their jobs. 
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Morrison (1994) also explained a problem for new employees. When they define 

their role, new employees may be highly uncertain about their responsibilities and 

therefore define them very broadly, preferring to err on the side of inclusiveness. The 

second Thai respondent, who had only worked for two months, provides an illustration of 

this point when she speaks critically about her responsibilities, 

" .... I don't know whether 1 would like to do them or not, but 1 do all of them. As I 
mentioned above, 1 really don't know which is my assigned work or which is not 
as 1 put all my attention into all jobs. 1 don't concentrate only on my own 
assigned work but also my friends' work if asked for assistance. Thus, I can't 
categorise my main responsibilities or other work as 1 see it all as work to be 
d " one ... 

Morrison (1994) also stated that as new employees become socialised, however, 

they reduce their uncertainty, and role definitions may narrow. Employees will develop a 

sense of their job responsibilities based in part on cues from others. 

8.6 The Comparison of extra-role behaviours between the UK and Thai 

samples 

In Hofstede's (1980) study, Great Britain represented an extremely individualistic 

culture whose members are self oriented and place an emphasis on individual initiative 

and achievement. British culture is relatively masculine, where earnings, recognition, 

advancement and challenge are important. The British also show low power distance; 

that is people expect equality in power. The last dimension is uncertainty avoidance, 

British culture exhibits low uncertainty avoidance where people have high tolerance for 

the unstructured, the unclear and the unpredictable. 
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Meanwhile, Thai culture has low individualistic characteristic with a preference 

for tightly knit social frameworks. Thai culture is also characterised by low masculinity 

which values nurturing environments such as strong relationships with superiors, strong 

beliefs in group decision making and achievement defined in terms of human contacts 

and the living environment. Thai culture is identified as being high in power distance 

where individuals put a high value on conformity, close supervision is positive evaluated 

by subordinates, and employees fear to disagree with their bosses. Finally, Thai culture 

shows high uncertainty avoidance tending to display behaviour such as worrying about 

the future, a tendency to stay with an employer, and less achievement motivation. 

Table 8.2 presents a summary companson of extra-role behaviour from the 

interview results as follows, 

Table 8.2 Summary comparison of extra-role behaviours between UK 

and Thai academic staff 

Results 

Similarities 

Differences 

UK 

- Covering classes when colleagues 
are absent 
- Give ideas to improve department 
- Devote themselves to work beyond 
normal duty 
- Make suggestions for course 
desi 

- Support colleagues' research 
- Offer support in technical 
knowledge 
- Never take full holiday allowance 
- Willingly support other members 
of staff 
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Based on Hofstede's work (1980), I had expected that Thai respondents would 

include behaviours such as helping others as part of in-role behaviours, as a result of a 

collectivist society presumably inculcating values of helping the group. Interestingly. 

these areas of behaviour are actually reported as extra-role by the Thai respondents in the 

study. It was also assumed that individualistic cultures would be less willing to engage in 

organisational citizenship behaviours, so the extra-role behaviour of the individualistic 

British who have grown up in a society which presumably values looking out for oneself 

may be surprising. Perhaps, however, individualism is not an important factor in these 

relationships, or is replaced by other messages from the culture. In the case of the UK 

sample, for example, cultural messages encouraging teamwork may modify the 

individualism message. An example to support this idea can be seen from the fifth UK 

respondent, who revealed that, 

" ... There's a time when I can't easily teach a class at Longhirst. The other day 
when I had to go to do something, my colleague took over my classes and I took 
over his yesterday. So, that is a sort of trade-off for one of the classes where I 
could help." 

Another possible explanation for the inconsistency could be that individuals. at 

least in some countries, respond differently to society at large and to organisations in 

particular. 

As mentioned earlier, UK universities place emphasis on research work. 

Therefore, research work can be seen as common work for any academic staff. 

Supporting and encouraging each other's research seems to be similar to helping 

colleagues with teaching work. For example. the eleventh UK respondent re\'caled that. 
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..... Last week my colleague asked me to read a paper she had written, so I did and 
then gave her feedback about how clearly 1 thought she had communicated the 
issue and about the structure of the paper." 

There are some interesting extra-role behaviours from Thai respondents \\"ho 

attempt to instil love and faith in the university into the students. For example, the fourth 

Thai respondent said that, 

"I talked to students in class about belief in the organisation. Sometimes, the 
students think that because they are in private university, they should not be as 
proud as people are in public universities. I encourage self-pride in students. I do 
not like it when 1 ask them why they came to study here and they told me that it is 
just because they couldn't get into public university. I think it's not good for them 
or the university. I have tried hard to instil this belief. They would be better if 
they followed this attitude. They would then grow to be part of a strong 
community." 

Going beyond Hofstede, Komin (1990) explains that Thai people have big egos 

and a deep sense of independence, pride and dignity. Violation of this ego self can 

provoke strong emotional reactions. Criticism of whatever type is a social affront or an 

insult to the person. Therefore, 'face-saving' is the first criterion to consider in any kind 

of evaluative or judgmental action. For example, the twenty-third Thai respondent 

referred to her behaviours and feelings, 

" ... for instance, someone said that in studying here it is easy to get a good grade. I 
would forcefully correct this, it is so untrue. Or some graduate students from 
public university have negative perspectives, and 1 always correct them. But if 
someone has a really bad or negative attitude, I will recommend them to study 
somewhere else." 
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Although high power distance is seen as characteristic of Thai culture, in some 

respects superior-subordinate relationships in Thai organisations are closer and more 

paternalistic than those found in western organisations. That is to say, the superior has 

the right to give orders but also the responsibility to protect and assist hislher subordinate 

(Syamananda, 1986). At the same time, the subordinate is supposed to respect and be 

obedient to his/her supervisor. For example, while it is typical for a subordinate to come 

to work earlier and stay later than his/her supervisor, it is also typical to see the 

subordinate get involved in his/her supervisor's work. The more the supervisor gets the 

subordinate involved, the more the subordinate is viewed as a valuable resource for the 

organisation. A similar type of relationship was found in the study between the Thai 

lecturers (the supervisors) and their students (the subordinates). 

8.7 Summary 

This chapter has discussed the development of UK and Thai higher education. In 

UK higher education, the pressures have been imposed by central government to treat 

university as a marketable product and, at the same time, to raise the standards of quality 

control. Pressure on academic life has also meant increased stress from longer hours of 

work, more expectations of publication and service to the community. While in Thailand, 

the demand for higher educational opportunity has increased dramatically since the first 

National Economic Development Plan. Pressure from a society that increasingly value 

career-oriented education was in part responsible for the government's establishment of 

regional universities. However, the number of universities was still insufficient to 

respond to the needs of the nation. Therefore, the government has encouraged private 
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investment in higher education institutions. Since private universities ha\'e been 

established, they have encountered a lack of government support in many areas, which 

has meant that they cannot improve their institutions properly. Pressures from finance 

and the quality of education have been drummed into all levels of management, including 

academic staff. 

Considering the key areas of the role, there are some similarities and differences 

that appear between these two countries. Firstly, as regards teaching work, the UK 

Business School is organised into both undergraduate and postgraduate programmes, and 

therefore some lecturers will be assigned to teach in both programmes. Meanwhile, Thai 

lecturers only teach on undergraduate programmes. UK lecturers have shown greater 

attention to research than Thai lecturers. Better research support from UK institutions is a 

key issue in producing research. Next, for pastoral care, Thai lecturers take a great deal 

of interest in their students' lives while this role in UK university has been transferred to 

specific institutions. Managerial and administrative work in a UK university is delegated 

to a person who holds a particular post; conversely, all Thai lecturers are assigned these 

tasks. Finally, for extracurricular activities, each Thai lecturer has to support and arrange 

these activities for the teaching unit. By comparison, in the UK these activities will be 

delegated to certain academic staff to take responsibility for. 

In terms of extra-role behaviour, though there are major differences in cultural 

characteristics both UK and Thai academic staff have engaged in similar extra-role , 

behaviours. 
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Chapter Nine 

Conclusions and Discussions 

9.1 Introduction 

This chapter begins with a conclusion of the entire study in this thesis. The 

contributions of the research are then further outlined. Discussions and implications 

follow. Finally, limitations of the study and future research directions are identified. 

9.2 Conclusions 

This study investigates the incumbents' perception of their role among role-set 

members' expectations. As noted in the research problem (see Chapter One), earlier 

research failed to clarify roles resulting in gaps between in-role and extra-role behaviours. 

Since Bateman and Organ (1983) introduced the construct of Organisational 

Citizenship Behaviour (OCB), the topic has received a great deal of research attention. 

Research on OCB has been directed toward developing measurement of OCB, identifying 

antecedents of OCB, as well as its effects such as decreasing conflicts in organisations 

(e.g., Smith et al. 1983: Organ, 1988: George & Bettenhausen, 1990), increasing 

productivity (e.g., Organ, 1988; Park & Sim, 1989; Podsakoff et al.. 1993), improving 

employees' morale (e.g., Organ, 1988; Smith et al. 1983: George & Bettenhausen, 1990), 

etc. However, one important issue was whether there was not clear enough conceptual 

Prasert Sitthijirapat 



Chapter 9 Conclusion and Discussion 

boundary between OCB, or extra-role behaviour, and in-role behaviour that they could be 

viewed as distinct constructs (Morrison, 1994). 

At present, organisations face strong pressure from both internal and external 

environments. A condition of organisations survival becomes most evidently essential as 

societies grow, develop, and differentiate (Adam, 1976). As the limitation of resource, 

the organisations try to delegate the array of job and tasks to their employee. Graen 

(1976) noted that role in organisations were rarely fixed and those role perceptions evol\'c 

as employees and supervisors negotiate the scope of work activities. These reasons raise 

a problem: the boundary between in-role and extra-role behaviour is ill defined. OCB 

research has tended to sidestep the potential ambiguity and subjectivity of the OCB 

construct by adopting a single perspective with respect to boundary between in-role and 

extra-role behaviour based on the view of supervisors (e.g. Smith, Organ, & Near, 1983; 

Moorman, 1991). 

In order to take account of this problem above, the research has been called to take 

the actor/employee's perceptions of role into account. To clarify the role behaviour by 

using Merton's role-set theory (1957) could provide more understanding of role 

behaviour. His theory was on the set of other positions with which a role incumbent in 

the course of accomplishing his/her organisational role. The theory deserved to be used 

to investigate a role incumbent (lecturer),s perceptions of role-set members' expectations 

because according to Kahn et al. (1964), role-set members intend to influence focal 

person behaviour, through role episodes, in order to define and in force role incumbent 

behaviour. The in-depth inter\'icw \\'as used in the research to examine a focal person 
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(lecturer)'s VIew on his/her role-set members (such as supervIsor, peers, students, 

management, etc.)' expectations as a result of the theory. The detail of Merton's role-set 

theory has been described in Chapter Two. 

Previous researchers contended that aCB benefited organisations and their 

employees, and based much of their research on quantitative approach having been 

commonly used in previous studies. However, because investigation of employees' 

complicated behaviour needs rich data for analysis, it has been argued that it is more 

appropriate for this study to employ qualitative approach. 

This study adopts triangulation to reduce the disadvantages of each single method. 

As described in Chapter Five, semi-structured interview has been utilised as the main 

method to collect data. Also, questionnaire and pictorial representation have been used as 

supplements to the study. These additional methods have advantages as follows: 

• To recheck the data from the interview. For example, the interview question 

number 7 asked about focal person's key people, and, first picture 1 requested 

focal person to identify his/her all role senders. 

• To obtain more accurate data. For example, the interview question number 18 

asked focal person to give examples of his/her behaviours beyond job 

requirement. Also, questionnaire investigated aCB, having respondents �i�d�e�n�t�i�f�~�'� 

which behaviours he/she perform, and judge that they were in-role or extra-role 

behaviours. 
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In terms of the methods used in this study, the interview questions and pictorial 

representation were developed by using Merton's role-set theory. The questionnaire is 

adapted from the work of many OCB researchers (see Chapter Five). 

The focus of this study has been on the lecturers' perception of their role 

behaviour among others' expectation that they deal with. To test Morrison's argument, 

this research also examines the supervisor's view (role sender) of their subordinates' role 

behaviour in order to make the comparison. The two phases of the study were conducted. 

one in Britain and the other in Thailand. 

The first aim of this research was: 

"To investigate incumbents' and role senders' perception of the role of 

university academic staff" 

The results revealed that the respondents who were employees and those who 

were supervisors had different views on behaviours. That is, the supervisors included 

more job behaviours as part of expectations of their supervisees' or employees' work role 

than their employees did. However, the results also showed that subordinates perform 

extra-role behaviours as part of their work more often than supervisors see. This finding 

was consistent with Morrison's work (1994: 1545) stating that "'not only that behaviours 

will be seen differently across employees, but they will also be seen differently by 

employees and their supervisors:' She reasoned that "an employee helps a co-\\orker 

because he or she wishes to engage in extra effort on behalf of the organisation, or 

alternatively. because he or she simply sees the behaviour as part of his or her job" (199-+: 
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1544). The finding stated above has been confined to Thai lecturers because the pilot 

study that was conducted in UK did not examine a supervisor"s view on his/her 

subordinates' role behaviours. 

The second aim of research was: 

"To make a comparison on roles and Organisational Citizenship Behaviour 

(OCB) of UK and Thai university" 

In terms of duties and responsibilities, both the UK and Thai academic staffs 

perceived that teaching is their main duty and responsibility. However, they are different 

in some aspect of responsibilities for the teaching programme which in UK Business 

School organises both undergraduate and postgraduate programme but Thai Business 

School does only undergraduate programme. Therefore, some UK academic staff will be 

assigned to teach in both levels. Research is currently seen as a way of leading to higher 

academic positions among the respondents of both the UK and Thai academic staffs. The 

data shows that, on the UK side, their colleagues pushed them to do more on research 

while there are no forces on Thai lecturers to do so. Moreover, there is some research 

support from the UK Business School which includes Centres of Business Excellence and 

Research Coordinators. This institution and persons can provide help and support for 

generating research outputs and activities. Next. data revealed that both UK and Thai 

lecturers also have been delegated the role of academic advisor. Interestingly, this duty 

seems to be a heavy burden for Thai lecturers because, being an advisory rok. it is not 

only academic problems that are brought to them but also other studenfs life problems 
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such as financial problems, family matters and so forth. That is Thai lecturers also play 

the 'Pastoral care' as part of advisory role. 

Management and administration have been seen to help teaching to be effective 

and useful. Findings revealed that the Thai universities try to take advantage by 

delegating to all lecturers to get involve with administrative tasks. As a result, lecturers 

have to spend a lot of time on meeting and processing these tasks. The loading of these 

responsibilities leads to less efficiency in teaching. On the other hand, these works are 

delegated to a person who held the particular post. Finally, extracurricular activities. 

these activities have been considered equally useful for students' development. In 

Thailand, most Thai course leaders have a policy to develop their students by delegating 

their academic staff to set up extracurricular activities for every unit. By comparison in 

the UK, again, these activities are delegated to some academic staff who hold the 

particular post. Consequently, these burdens consume such a lot of time that it prevents 

Thai academic staff from taking part in self-development. 

Another interesting result from this research is the companson of extra-role 

behaviour. According to Hofstede's work (1980), Great Britain culture characteristic is in 

the same cluster as the United State. It might be assumed that both countries would have 

similar culture characteristics including extra-role behaviour. Conversely, Thailand is 

extremely different culture characteristic from Great Britain. Therefore, it would be 

expected that the people from these two countries could differ in attitudes, beliefs and 

values. Consequently, these could lead to differences in the people's vie\\' of their rolc 

behaviour. However, there are some results which arc possibly inconsistent with 
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Hofstede's work. That is, British culture is identified as individualism and, therefore, 

would be less willing to engage in extra-role behaviours than people in a culture 

emphasising collectivism (Chhokar, Zhuplev, Fox, & Hartman, 2001). Surprisingly, the 

results in this study revealed that both UK and Thai academic staffs were willing to 

engage in similar extra-role behaviours. One similar extra-role behaviours, covering class 

when colleague absents, seems to be the common behaviour as most participants 

mentioned it. 

In terms of the different extra-role behaviour, for example supporting colleague's 

research, this difference could appear because UK universities place more emphasis on 

research than Thai universities. Considering the two examples above, it is difficult to use 

Hofstede's cultural dimensions to explain why UK lecturers were expressing these 

behaviours. It might be possible to explain why UK lecturers were willing to help others 

on these two behaviours by suggesting some sort of teamwork orientation. However, 

rely solely on Hofstede's culture dimensions may not be sufficient to understand about 

people's behaviour. 

Another interesting example, that of instilling love and faith in the university into 

the students, can be better explained by reference to Komin's nine Thai value 

orientations. That is, Thai people have a big ego. Criticism or insult to the person or 

institution can provoke strong emotional reactions. Thai people always make �t�h�e�m�s�e�l�n�~�s� 

or their institution look good. Therefore, this beha\'iour can be seen anywhere in 

Thailand including in Thai uni\'ersities. This identification of self \\'ith one's work 

institution is not a feature of British society. 
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In conclusion, despite Hofstede's major contribution to the study of organisations 

within a cultural approach, he did not plan his work as an investigation into the specific 

effects of culture on organisations and their members. In addition. he admits that "The 

data consisted of answers to questionnaires about employee values and perceptions of the 

work situation that were collected in the context of two worldwide rounds of employee 

attitude surveys. Their use for studying differences in national cultures was an 

unintended, serendipitous by-product, for which the corporation opened its files of 

116,000 survey questionnaires collected between 1967 and 1973" (Hofstede, Neuijen, & 

Ohavy, 1990: 287). 

It is, therefore, advisable for researchers conducting cross-cultural study, not to 

pick up and use Hofstede's cultural dimensions directly because relying solely on this 

concept would lead to unreliable data and to an incomplete or even false picture. Cross-

cultural research should also consider other features of national culture such as socio-

cultural characteristics, work-related attitudes and organisational structure and 

management systems. 

The UK and Thai academic staff revealed that immediate supervisor would be the 

most important person for them. Most of participants have a closer relationship \vith their 

immediate supervisor than other. This is because their supervisor is a person who 

allocates their work, helps them to sort out the problems which are related to work and so 

on. The others would be their colleagues who help them to work completely. Students 

are definitely the other important people for both the UK and Thai lecturers because their 

\vork relate directly to students. 
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In terms of the sources that they use to learn their role. the job description is a 

main source to learn their role. However, some of the participants mentioned that they 

have never seen it before, so they have to learn their role via other sources. The 

immediate supervisor and colleagues are also the sources of learning their role. The 

participants have been told by their supervisor and colleagues about what and how to do 

their job. In Thai universities, there is one more source to learn the role by using the 

induction programme. According to Dreher (1982), the induction programme helps 

newcomers learn their jobs more quickly. The programme should cover job tasks 

overview of job, job objectives, and relationship to other job. However, the Thai lecturers 

viewed that the induction programme tends to help people get to know each other, but it 

did not sufficiently give them information about job duties. 

The findings also showed that a number of respondents confronted role ambiguity. 

For example, several respondents reported that job description and orientation did not 

give information about jobs enough, though they both are major sources of information 

on job. This leads to goal, expectation, and responsibility ambiguity (see Chapter Two). 

That is, role incumbents don't know what job/goal is expected; what they should do, etc. 

According to Rosch (1978), there was not clear boundary between in-role 

behaviour and extra-role behaviour in employees' view because his/her perception of role 

behaviours relating to the process of knowing, understanding and learning job behaviours 

were likely to vary from person to person. Also, Grean (1976) mentioned that roles in 

organisation were changeable because supervisors and employees hammer out what 

employees' workload was. Neiman and Hughes (1951) got the same "iew as the scholars 
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above, that is, the concept of role was indistinct and non-definitive. Results of this stud\' 

were consistent with the works, that is, each employee and supervisor having got 

knowledge, opinion, and belief about role behaviour diverged from one another. 

Since there were elements of ambiguity in job description and induction, job 

incumbents learned to perform their role by themselves inducing extra-role behaviour. 

For example, in an advisory role, it might be expected that the boundary for a lecturer 

might be on academic matters. However, many participants revealed that they givc their 

students advice on all kinds of problems such as family, financial problems, and earning a 

living because they probably believed that giving advice on other problems. not only 

academic problems, was necessary because of the impact of these other factors on 

students' academic problems. By exhibiting all categories of extra-role behaviour (OCB) 

discussed above, it may be judged that those behaviours are not extra-role behaviour if 

most employees in the organisations are always or very regularly displaying them. To 

cover such instances, it is argued in the thesis that it is helpful to introduce a new category 

of behaviour defined by Sitthijirapat as semi-extra role that is "the extra-role behaviours 

that would be defined by role occupant (focal person) as in-role behaviour" (2003: 43). 

Although semi-extra role behaviour goes beyond expectation or job duties, it is behaviour 

that has become quite normal for individuals in organisations to exhibit or that results 

from or has become part of organisation culture. Consequently, the results of data 

analyses would suggest three categories of role behaviour have emerged rathcr than the 

t\\'o suggested by the literature review. These are displayed in Figure 8.1. 
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