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CHAPTER 1
INTRODUCTION

Background and Rationale

Whether in health care or business organizations, most individuals spend a
large part of their working lives at work attempting to be successful, so that an
understanding of factors involved in job satisfaction is relevant to improving the well-
being of a large number of individuals in an important aspect of their lives. The basic
premises underlying the study of job satisfaction, grit, and associated factors of job
satisfaction among Thai working adults who are currently undertaking their graduate
studies in Thailand is the belief that increasing job satisfaction will improve well-
being of individuals, increase productivity and thus the effectiveness of organizations.

The concept of grit is not new as researchers have long identified passion and
hard work as distinguishing factors of successful individuals” but became more
popular after Angela Lee Duckworth; a professor in psychology from the University of
Pennsylvania delivering a TED talk in April 2013 which has since been viewed well
over 25 million times. Duckworth is interested in intangible concepts such as self-
control and grit to determine how they might predict both academic and
professional success and defines grit as perseverance and passion for long-term

1s?. Based on her theory of “grit” as a predictor of success, “grit entails working

goa
strenuously toward challenges, maintaining effort and interest over years despite
failure, adversity, and plateaus in progress”®. Job satisfaction, on the other hand,
refers to an individual's subjective evaluation of their job and the extent to which it

fulfills their needs and expectations. ©7

Suffice it to say, understanding the
connection between these two constructs; job satisfaction and grit can provide
valuable insights into individual well-being, employee performance, and
organizational success.

The importance of job satisfaction and grit in this study is obvious. Individuals
should be concerned with the level of job satisfaction in their organizations and the

role grit plays in success for at least four reasons. Firstly, there is clear empirical

evidence that grittier people and satisfied employees are likely to perform efficiently



and effectively than dissatisfied employees. Secondly, it has been shown that
satisfied employees have better health both physically and mentally and live longer.
Thirdly, there are also benefits for society in general, that is, satisfaction on the job
carries over to the employee’s life outside the job. During the past few decades,
there has been a large number of empirical studies about job satisfaction in the Thai
workforce and many focus on factors associated with job satisfaction and their
influence on productivity, task performance, employee engagement and employee

(3-7)

turnover. However, there are few empirical studies about g¢rit in Thailand and

® 9 nevertheless

they tend to explore about academic achievement, and depression
almost none studied about the association between job satisfaction and grit in the
Thai context. Finally, this study therefore aims to close the gap in terms of evidence-
based body of knowledge about grit in Thailand and moreover to explore deeper
understanding of job satisfaction among Thai working adults who are currently
undertaking their graduate studies. In fact, the goal of high job satisfaction for
employees can be defended in terms of both dollars and cents and social

responsibility and understanding grit and its relationship with job satisfaction helps

how Thai working adults live better and healthier lives.

Research Questions

In order to enhance our understanding and academic body of knowledge about
job satisfaction, grit and its associated factors in the Thai context, the following
research questions have been formulated:

1. What is the level of job satisfaction among Thai working adults who are
currently undertaking their graduate studies in Thailand?

2. Is there association between grit and job satisfaction among Thai working
adults who are currently undertaking their graduate studies in Thailand?

3. Is there association between job autonomy and job satisfaction among Thai
working adults who are currently undertaking their graduate studies in
Thailand?

4. What are the associated factors of job satisfaction among Thai working adults

who are currently undertaking their graduate studies in Thailand?



Research Objectives

There are four basic objectives in conducting this research paper.

1.

To study the level of job satisfaction among Thai working adults who are
currently undertaking their graduate studies in Thailand.

To study the association between grit and job satisfaction among Thai working
adults who are currently undertaking their graduate studies in Thailand.

To study the association between job autonomy and job satisfaction among
Thai working adults who are currently undertaking their graduate studies in
Thailand.

To study the associated factors of job satisfaction among Thai working adults

who are currently undertaking their graduate studies in Thailand.

Operational Definitions

In this research, the following concepts will be defined as follows:

1.

Job satisfaction is defined as the emotional reactions or general attitude of
Thai working adults who are currently undertaking their graduate studies in
Thailand to his or her particular job. In this study, job satisfaction is measured
as item no. 2 to 7 and 9 in section 3 of the questionnaire.

Job autonomy is defined in terms of full-time employees who are currently
undertaking their graduate studies in Thailand having a major say in
scheduling his or her work, selecting the equipment to be used, deciding on
procedures to be adopted and the freedom and the involvement of
employees in decision making process that affect his or her work both
directly and indirectly. In this study, job autonomy is measured as item no. 1,
8, and 10 to 21. in section 3 of the questionnaire. In this study, 3 subscales
of job autonomy including the attainment of success and recognition, the
application of skill and job involvement and supervision and participation will
be measured. The attainment of success and recognition is defined as the
sense of accomplishment and validation individuals experience when their
efforts and achievements are recognized and valued by others in a

professional or personal context. In this study, the subscale of the application



of skill and job involvement is defined as the active utilization of one's skills,
knowledge, and expertise in the performance of job tasks and the level of
engagement, dedication, and interest an individual has in their work while
the subscale of supervision and participation is defined as the management
and guidance of others' work and active involvement and engagement in
decision-making and collaborative processes within an organization.

3. Grit is defined as perseverance and passion of Thai working adults who are
currently undertaking their graduate studies in Thailand to pursue long-term
goals @. The 12-item Grit Scale (GRITS) which was developed and tested by
Duckworth and her associates will be used in this study to measure 2
subscales including Consistency of Interest and Perseverance of Effort. The
Grit subscale of Consistency of Interest is defined as the extent to which an
individual maintains a strong and enduring commitment to their interests over
time while the subscale of Perseverance of Effort is defined as the extent to
which an individual demonstrates consistent determination and tenacity in
the face of obstacles. In this study, grit is measured as item no. 1 to 12 in
section 2 of the questionnaire. Researcher uses the questionnaire developed
by Angela Duckworth, back translates it into Thai and adjusts it to fit with Thai
working adults who are currently undertaking their graduate studies in
Thailand and its socio-cultural context. There are no restrictions for non-
commercial uses of the 12-itemes Grit Scale for research, translation, or

education.

Study Limitations

This study focuses on Thai working adults who are currently undertaking their
graduate studies in Thailand, the generalizability of the findings may thus be limited
due to the specific characteristics of the sample used in the study. It is therefore
suggested that interpretation of data and application of research findings from this
study should be considered within specific and relevant context. Future research

should explore other extrinsic factors or variables that are not included in this study



such as pay and financial rewards which could influence job satisfaction either

directly or indirectly.
Conceptual Framework
The conceptual framework for this study is portrayed in figure 1.

Independent Variables Dependent Variables

Demographic Factors:

Years of experience with current employer

Years of experience after graduation

Job

Satisfaction

v

Grit

Consistency of Interest

Perseverance of Effort

Job Autonomy

Attainment of Success and Re

Application of Skills and Job Involvement

Supervision and Participation

Figure 1 Conceptual Framework of the study of the relationship between grit and

Jjob satisfaction among Thai working adults in Bangkok.

Expected Benefits and Applications.

This study seeks to understand more about job satisfaction and grit among
Thai working adults in Bangkok and helps us realize more than just individual’s
potential but how we could do with them to become successful in life and at work.
Furthermore, what is the importance of knowing about an individual’s attitudes

towards his or her job? Although they do not have direct impact on behavior,



attitudes strongly influence a person’s performance in organizations. Therefore,
good understanding of an individual’s attitude system can provide insight into his or
her behavioral actions and productivity. Employers should be interested in their
employee’s attitudes because attitudes give warnings of potential problems and
because they influence behavior. In essence, this study hence seeks to understand
grit in the Thai context and clarify some basic factors influencing job satisfaction and
understand the association between job satisfaction, erit and associated factors of
job satisfaction among Thai working adults who are currently undertaking their
graduate studies in Thailand.

The study of job satisfaction, grit and associated factors of job satisfaction
among Thai working adults who are currently undertaking their graduate studies in
Thailand is of utmost importance for several reasons. Firstly, investigating the
relationship between ¢rit and job satisfaction helps us gain a deeper understanding
of what drives individuals to persist in their work and achieve their goals. Gritty
individuals are characterized by their unwavering commitment to long-term
objectives, ability to overcome challenges, and resilience in the face of setbacks. By
examining how these traits relate to job satisfaction, researchers and organizations
can identify factors that contribute to individual motivation and engagement. This
knowledge can guide the development of interventions and strategies aimed at
fostering a positive work environment that promotes job satisfaction and encourages
individuals to stay committed to their tasks. Secondly, the study of grit and job
satisfaction can shed light on the impact of personal characteristics on workplace
outcomes. Individuals with high levels of grit often display traits such as self-
discipline, perseverance, and passion for their work. Understanding how these
characteristics influence job satisfaction can help organizations in recruitment and
selection processes. By identifying individuals with high levels of grit, employers can
potentially hire individuals who are more likely to be satisfied with their job and
exhibit the persistence necessary for achieving long-term success. This knowledge
can inform the development of more effective hiring practices and the creation of

teams that are better suited to thrive in their respective roles.



Moreover, exploring the relationship between grit and job satisfaction can
have implications for individual well-being and mental health. Job satisfaction is
closely linked to overall life satisfaction and psychological well-being. When
individuals are satisfied with their work, they experience higher levels of job
engagement, lower levels of stress, and increased job-related happiness. Gritty
individuals, with their ability to persevere and stay focused on long-term goals, may
be more likely to derive satisfaction from their work. Understanding this connection
can assist organizations in designing work environments and policies that enhance
individual well-being and contribute to overall job satisfaction.

Furthermore, the study of grit and job satisfaction has practical implications
for organizational performance. As mentioned earlier, satisfied employees are more
likely to be productive, engaged, and committed to their organization. They are also
more inclined to contribute positively to the workplace, such as through higher
levels of innovation, collaboration, and creativity. By understanding the factors that
influence job satisfaction, including grit, organizations can foster a positive work
culture that encourages employee retention, productivity, and overall organizational
success. This knowledge can also aid in the identification and implementation of
interventions that enhance job satisfaction levels within the workforce.

This study therefore should be seen as an attempt to carry out a systematic
and scientific investigation on theories and practices of job satisfaction and grit
among working adults in the Thai context. By examining how these constructs
interact, we can gain valuable insights into the factors that drive motivation,
influence individual well-being, and impact organizational performance. This
knowledge can guide the development of strategies and interventions aimed at
enhancing job satisfaction, promoting employee engagement, and creating a work
environment conducive to long-term success. It is expected that the findings of this
study will be beneficial to Thai scholars, students, business practitioners and
individuals as it would provide insights on whether or not grit and job autonomy
have their roles in enhancing job satisfaction. Finally, it is expected that the research

investigation will contribute both theoretical and empirical evidence in this study and



provide much fertile ground for further research on g¢rit and job satisfaction in

Thailand.



CHAPTER 2
LITERATURE REVIEW

Review of related literatures

This chapter presents a review of recent studies that are related to the variables
utilized in this study. The synthesis of the related literature is organized into four
parts; concepts and meanings of job satisfaction, review of related research on job
satisfaction, review of related research on grit and a critical discussion on job
autonomy and job satisfaction including literature review on attainment of success
and recognition, application of skills and job involvement and supervision and
participation. Let’s now take a look at the concepts and meanings of job satisfaction

first.

Concepts and Meanings of Job Satisfaction

Job satisfaction is probably one of the most popular areas and concepts that
have been studied and often defined in terms of a feeling of accomplishment on the
job or as a short-term measure of organizational effectiveness. The term “job
satisfaction” may mean different things to different people but most definitions
focus the concept on the degree to which people enjoy doing their job. In other
words, one can look at job satisfaction as the set of positive desires or positive
feelings that people have toward their jobs and employment by their organization ‘%
W In their classical work, Robbins and Judge!!? attempted to define job satisfaction
as “a positive feeling about one’s job resulting from an evaluation of its
characteristics.” This implies employee attitudes which describe a positive feeling
about a job resulting from an evaluation of its characteristics. They suggested that
people with high level of job satisfaction tend to have positive feelings about their
job, while people with low level of job satisfaction tend to have negative feelings.
Knowing more about employees’ attitudes will give warnings of potential problems
and influence behavior of people in organizations. Empirical evidence from extensive

research confirmed that improving employee attitudes and creating a satisfied



10

workforce will likely result in heightened organizational effectiveness including high
job performance, customer satisfaction and profits*?

Unarguably, it would be somewhat incomplete to discuss about job satisfaction
without reviewing the concept of motivation as the two are conceptually interrelated
and indispensable from human cognition and behavioral perspective.  One
interesting piece of work that made a critical review on classical theories of
motivation is that by Visitchaichan*® in which he categorized them into two types of
theories of motivation namely content and process theories. The term content
theories are used to characterize those approaches to motivation which focus on the
idea that people have some cores set of basic needs which provide the motive force
for their actions. The content theories of motivation are based on the premises that
people in general have certain basic needs and that people are motivated to engage
in behavior that will lead to the satisfaction of these needs. Consequently, the
implication therefore lies in the ability to create the situation at work that will result
in the satisfaction of employees’ most important needs when employees are
performing effectively. On the other hand, the process theories seek to explain the
cognitive processes whereby individuals make decisions as to how to act. Rather
than being concerned to identify innate needs, in the manner of the content
theorists, the second approach is to direct attention to explaining motivation as a

dynamic process*®

. It’s quite conceivable that both process and content theories of
motivation may have some validity if the theoretical concepts served as a basis in
understanding and diagnosing sources of job satisfaction and job dissatisfaction which
serves to give us a general perspective on motivation if used as an abstraction of
individual behavior. Therefore, there is no doubt that both theories have produced
some valuable material for discussions on the nature of job satisfaction and human

behavior at work. In the following discussion, review of related research on job

satisfaction will then be considered and critically made.

Review of Related Research on Job Satisfaction

Research in the United States and most other developed countries generally

14-16

indicated that most people are satisfied with their jobs.*!¢ while several studies
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conducted among U.S. workers over the past 30 years confirmed that more workers
are satisfied with the jobs and found that average job satisfaction levels were
consistently high from 1972 to 2006*¥. Speaking in terms of job satisfaction across
different cultures, evidence suggests that employees in Western cultures tend to

1718 One piece

have higher levels of jobs satisfaction than those in Eastern cultures'
of study that provides the results of a global study of job satisfaction of workers in
15 countries shows the highest levels in Mexico and Switzerland and the lowest
score in South Korea.!

Research also indicated that satisfaction levels substantially differ, depending on
which dimensions of job satisfaction we are looking at. Happy employees are more
likely to be productive employees and of course organizations with more satisfied
employees tend to be more effective than organizations with fewer. A review of 300
studies revealed the correlation between job satisfaction and job performance is

(20

quite strong.?” In addition to this, research confirmed that interesting jobs that

provide training opportunities, job variety, independence and control satisfy most

21, 22

employees! ’and a study in Europe found that job satisfaction is positively

correlated with life satisfaction, in that your attitudes and experiences in life spill
over into your job approaches and experiences.??

One piece of research that attempts to investigate the relationship between job
satisfaction and employee engagement among 220 human resources staff from 58
private higher education institutions in Thailand is that by Tepayakul and
Rinthaisong® Their research findings revealed that there is a positive direct effect of
job satisfaction on employee engagement (B = 0.89, p < .001), and showed that job
satisfaction could account for 80% of the variance in employee engagement (R? =
0.80). They confirmed that their results were statistically significant among the
human resources staff sampled and that employee engagement is a result of job
satisfaction.

A similar study that focused on factors of work satisfaction and their influence on
employee turnover among 100 office workers in the Bangkok metropolitan region is

that by Jarupathirun and Gennaro. They used Herzberg’s motivation-tygiene theory

to examine the intrinsic and extrinsic factors in relation to the measurement of
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satisfaction at work.  Findings from this study revealed that while employee
satisfaction does not directly lead to high rates of turnover, it is a contributor, it is a
contributor to said turnover.®

Research carried out by Ruangkanjanases and Chen ©® attempted to examine the
relationships among variables such as the attitude of millennial employees (data
collected from a survey of 519 respondents who were born between 1980 and 2000
representing millennials who are working in Thailand) towards workplace fun,
experienced workplace fun, job satisfaction, and task performance in Thailand. By
employing Pearson’s correlation coefficient, this study found that higher exposure to
experience workplace fun leads to higher employee’s job satisfaction and higher task
performance. Researchers then concluded that employees who experience more
fun were found to have a good state of affection towards their job, which leads to
favorable task results.”’

Another research using the responses of 450 employees who work in private

companies in Thailand by Sungkhawan®

aimed to examine the relationship between
corporate entrepreneurship and organizational performance and overall job
satisfaction. He and his team found difference in corporate entrepreneurship and
overall job satisfaction based on various demographic variables including education,
occupation and position. In terms of job autonomy ad demographic profile, there
are difference such as job autonomy, work discretion, gender, education level, salary,
type of company, and type of business.”

Now let’s look at job satisfaction in the services industry; another study that
attempts to examine the relationship between job stress and job satisfaction of
hotel’s front of house staff in Pattaya city, Thailand is that of Vivatvanit®. The result
of his study revealed moderate level of the conflict between family and work faced
by officers working in hotel industry, and its negative impact on their overall job
satisfaction, in other words, he concluded that the work-family conflict has impacted
to job satisfaction in this study. In addition to this, the result also indicated that a
lower level of physical work environment complaint is correlated with the higher

level of job satisfaction. It is therefore suggested that management should pay more

attention to improve working conditions for their employees in order increase level
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of job satisfaction and their wellbeing®. In the following discussion, a critical review
at grit and its role in predicting success and its related research on grit will then be

made.

Review of Related Research on Grit

Before we really delve into related research on grit, let’s briefly look at one of
the world’s best-known pieces of work on positive psychology and character
strengths which was a major influence on the development of Angela Duckworth’s
concept of grit. Martin Seligman who worked together with Angela Duckworth at the
University of Pennsylvania developed the PERMA model which stands for Positive
Emotion, Engagement, Relationships, Meaning, and Accomplishment as a framework
for understanding and promoting human well-being. Selisman argues that these five
elements are necessary for a fulfilling and meaningful life.?¥ The PERMA model and
Grit may have different focuses, but they are related frameworks that aim to explain
and promote human well-being and success. While PERMA focuses on promoting
well-being, GRIT which stands for Growth, Resilience, Instinct, and Tenacity focuses
on promoting success. Duckworth argues that these four elements are necessary for
achieving long-term goals and success in various domains. Both share some
similarities in their emphasis on perseverance, growth, and resilience. Grit, which
refers to perseverance and passion to pursue long-term goals, has been seen as a
predictor of better life outcomes, including subjective well-being. ® In other words,
grit is often best known as its role in predicting success. It is conceivable that satisfied
and committed employees have lower rates of turnover, absenteeism, and mental
health problems, and most likely, grittier people are happier and more satisfied with
life than others®”. A cross-sectional study aimed to develop and validate a self-
report measure of grit in a large sample of adults aged 25 years and older revealed
that more educated adults were higher in grit than those with less educated adults
of equal age.?. Speaking in terms of grit and its role in predicting success, result
from a longitudinal study of 140 eight-grade students found that self-discipline

predicted academic performance more robustly than did intelligent quotient (IQ). In
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addition to this, self-discipline predicted which students would improve their grades
over the course of the school year, whereas IQ did not. 26),

A study that contributes to a better understanding of what leads some novice
teachers to outperform others and remain committed to the profession is by
Robertson-Kraft and Duckworth?” In their research entitled “True Grit: Trait-Level
Perseverance and Passion for Long-Term Goals Predicts Effectiveness and Retention
Among Novice Teachers” concluded that grittier teachers outperformed their less
gritty colleagues and were less likely to leave their classrooms midyear.?” In addition
to this, the regression analysis from the United States and South Korea samples
indicated that grittier people are happier and more satisfied with life than others,

controlling for sociodemographic variables.?”

A recent study which sought to
explore the relationship between personality traits encompassed in ‘grit” and
lifestyle behaviors among adults in the United States during the early lockdown
stages of the COVID-19 pandemic in early 2020 confirmed that those with higher grit
were more physically active, reported less sedentary time, and practices better
dietary habits. Such findings suggest that erit may help individuals lead a healthier
lifestyle during stressful or negative events such as a global pandemic.®

One piece of work that gives rise to the relationship of grit with level of
depression and anxiety among university students in Chiang Mai is that by
Musumari®, this cross-sectional study was conducted among 800 students aged 18-
24 years using the Patient Health Questionnaire (PHQ-9) and the Generalized Anxiety
Disorder (GAD-7) Scales and the 8-item Short Grit Scale (GRIT-S). Findings from
Musumari and their research team confirmed the negative correlation of grit with
poor mental health outcomes, particularly depression and anxiety. It is therefore
suggested that appropriate interventions should be designed in order to improve grit
and play a necessary role in the prevention of adverse mental health outcomes
among university students.®

Another interesting recent study that explores the relationship between the Grit
and Thai English language learners, engagement, and language achievement in an

online setting is by Kiatkeeree and Ruangjaroon®, they studied 563 grade 11 Thai ELL

students in the second semester of the 2021 academic year from 17 different
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classrooms regardless of their study programs at one of the most prominent high
schools which as a high ranking in Thailand. Results from their findings confirmed
that grit positively correlates with language achievement and engagement. In
addition to this, it is also revealed that grit is a predictor of language achievement
while online engagement demonstrated on predictive value to language
achievement. Researchers suggest that grit is therefore associated with success in

English language learning®.

Grit and Job Satisfaction:

Most studies about the relationship between grit and job satisfaction revealed
similar results. One study found that grit was positively related to job satisfaction
among employees in the healthcare industry and concluded that employees who
scored higher on measures on grit tended to report higher levels of job

satisfaction.®”

Another study found that grit was positively related to job
satisfaction among employees in a variety of different industries (including
healthcare, education, and business) across different Asian countries (including China,
India, Japan, and Malaysia). This study also indicated that grit was positively related

to job performance and organizational commitment.®”

By the same token, a more
recent study by Shen, Zhu and Bonner indicated that grit was positively related to
job satisfaction among early career professionals, and that this relationship was

mediated by a sense of meaning and purpose in their work.®?

Looking from the
Asian perspective, another study that attempted to examine the relationship
between grit and job satisfaction among Chinese employees found that grit was
positively related to job satisfaction, and that this relationship was partially mediated

by work engagement.®?

Similarly, a study in the Philippines revealed a similar
pattern that there is a positive relationship between grit and job satisfaction among
Filipino employees and that this relationship was partially mediated by work
engagement®®?

As mentioned earlier, there are few empirical studies about grit in Thailand and

none of these studies investigated about the association between job satisfaction
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and grit in the Thai context. One interesting piece of work that attempted to survey
384 employees working in various industries in Thailand and found that grit was
positively related to job satisfaction. Researchers found that psychological capital (a
construct that includes hope, optimism, self-efficacy, and resilience) partially
mediated the relationship between grit and job satisfaction. This study suggests that
grit may be an important factor in promoting job satisfaction among Thai employees,
and that psychological capital may play a role in this relationship. However, further
research is needed to confirm these findings and to explore the cultural and
contextual factors that may influence the relationship between grit and job

satisfaction in Thailand. ¥

Job Autonomy and Job Satisfaction:

In this section, an attempt will be made to examine factors related to the
concept of job autonomy and job satisfaction. The aim of this section is therefore to
elucidate most common intrinsic factors such as the attainment of success and
recognition, the application of skills, the feeling of doing something worthwhile and
involvement in one’s job, as well as extrinsic factors such supervision and
participation. It should be noted here that it is not my intention to develop a
comprehensive list of factors influencing job satisfaction, or to explore the
consequences of job  satisfaction for productivity, absence, turnover,
counterproductive behavior, and the like. Let’s now look at each factor related to

satisfaction with the job itself first.

The Attainment of Success and Recognition:

One of the most basic problems in the study of the relationship between
success in a task and satisfaction is perhaps the difficulty in deciding upon the cause-
effect relationship. To be more specific, if we ask individuals after the event how
satisfied they were with the job, the most successful might report themselves
satisfied because of their success, but in fact, it might be their enjoyment of the job

which led to greater effort and thus greater achievement.
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It has been suggested that the successful completion of the job would cause
feelings of satisfaction. Suffice it to say, when asked for the reasons for satisfaction or
dissatisfaction with their tasks, those whose were satisfied gave as the main reason
feelings of improvement whilst those dissatisfied with the task gave reasons such as
boredom®?.

Another factor which affects the extent to which the success or failure in a
job influences satisfaction is the importance attached to the job by the individual.
What is important about success in relation to satisfaction is that it is success which is
perceived of as being of significance to the individual, that is in relation to self-
esteem. It seems that success in a difficult job is likely to increase self-esteem
relative to success in an easy job. Success in a socially relevant situation is likely to
give rise to feelings of approval from others and as a consequence, increase social
prestige and feelings of self-esteem. Where enhanced self-esteem is possible,
individual will tend to identify with the job and become job involved and only if this
happens is a relationship between success and satisfaction likely to occur.

Just like success, recognition can be both tangible and intangible. For
example, receiving recognition in tangible ways may be through promotion and salary
increase, recognition may also be given by verbal comments, such as praise from his
or her supervisor for good work done. In essence, praise has the effect of increasing
the self-esteem of the individual and also gives feedback as to how he or she is
progressing. Feedback on job performance is important if the individual is to have a

chance of modifying his or her behavior in the light of his or her past performance.

The Application of Skill and Job Involvement:

Achievement would mean different things to different people. As a matter of
fact, the feelings of achievement would then depend on the individual perceiving
the job as being important. In addition to the job having some wider significance for
the individual, this involves the application of some skill. Differences in individual
need are not the only critical factor in determining whether or not a job of a
particular skill level will lead to satisfaction. Hence, the matching of individual

abilities to skill level is crucial.
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It has been suggested that those with too much ability will be dissatisfied
with a job at particular level just as much as those with too little ability. Moreover,
another important factors which may affect the relationship between intelligence
and job satisfaction is role overload and role underload, which giving as individual
too little or too much to do in terms of his or her capacities would cause frustration
and or boredom®®.

Job autonomy can generally be defined in terms of the employees having a
major say in scheduling their own work, selecting the equipment to be used and
deciding on procedures to be adopted.®*” The degree to which an individual has
freedom to make decisions about his or her job does determine the amount of skill
which he or she can apply. It’s worth noting here that group projects cannot lead to
feelings of success unless the individual must be able to feel that he or she has had
some responsibility for the group success. In other words, responsibility for making
decisions concerning one’s job is thus a prerequisite of applying a skill, so it is hardly
surprising that those with a high need for personal growth are more satisfied when
they are given responsibility to determine their own methods.

In addition to the application of skill, job satisfaction also involves the
exercise of a particular skill which the individual sees as having some significance to
oneself, so that one can identify with it. The extent to which the individual identifies
with the job is commonly regarded as job involvement. It is possible for an
individual to be very involved with his or her job and yet be very frustrated because
it is not going well. It is logical to stress that the greater the job involvement, the
greater will be either job satisfaction or job dissatisfaction. One can put the same
point in another way, job involvement is essential if there is to be any possibility of
deriving satisfaction from a job (as opposed to being satisfied with a job) but it does
not necessarily guarantee satisfaction.

Job involvement is one of the most critical aspects of job satisfaction and
some studies have shown a correlation between the two. Job involvement is likely
to increase either satisfaction or dissatisfaction with the job. Both individual factors,
including personality, and factors on the job affect job involvement. It has been

suggested that the individual’s need to have a challenging job, and a job which
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allows for the application of skill, responsibility and the possibility of individual

achievement tend to be the most factors®”.

Supervision and Participation:

As with job involvement, the importance of social relationships at work for
most individuals is almost self-evident. Individuals find work-groups attractive for a
number of reasons: satisfaction gained through cooperating with others to achieve a
goal, the satisfaction arising from feeling valued by others, the protection given by a
group against outside threat, pleasure in its own right-friendship. It has also been
suggested that there is a relationship between job satisfaction and the extent of
group attractiveness, and this is more important with the less skilled group®®.

An aspect of workgroup functioning which is of considerable importance
concerns the relationship between the work-group and supervisor. As with other
extrinsic factors, it is difficult to generalize about the importance of supervision of the
job satisfaction of individuals. ~ While it seems difficult to assess exactly how
important leadership style is to job satisfaction, it appears reasonable to suggest that
different kinds of leadership style can have considerably different effects. A
distinction is usually made between employee and task-orientated leaders and a
large number of studies have shown a relationship between employee-orientated
leadership and job satisfaction.®”

Intimately related to the concept of supervisory style is the question of
participation in decision-making. It would not be surprising to find that participation in
decisions immediately affecting the individual should increase job satisfaction. To
have one’s views considered and acted on is likely to increase one’s self-esteem. It
also allows more freedom to act in the way one thinks suitable for one’s own
abilities and therefore increases potential for applying skill to a particular job.

While the evidence on immediate participation and job satisfaction is
suggestive, the same cannot be said of the relationship between job satisfaction and
distant participation (participation in the general policymaking of an organization). As
far as distant participation is concerned, there appears to be little evidence to

support any causal relationship between participation and job satisfaction. On the
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other hand, participation schemes may be important not so much because of
participation per se, rather because individuals feel their interests are best

represented in this way in their dealings with management.‘*”
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CHAPTER 3
RESEARCH METHODOLOGY

Research design

This study employs a quantitative cross-sectional design since it aims to collect
data at a certain time which will be scheduled after having the approval from
Institutional Review Board (IRB) on 17 August 2022 (IRB no. 0399/65). The researcher
uses the sample survey to gather the information from the respondents and uses
structured questionnaire for the primary purpose of describing some phenomena. A
quantitative survey using a structured questionnaire with face-to-face data collection

was carried out from the end of August to the end of November 2022 in this study.

Research methodology
Target Population
The target population is the specific completed group of people relevant to the

research project)

. The target population in this research consists of full-time
working adults who are currently undertaking posteraduate degrees both at tertiary

institutes (both private and governmental universities) in Thailand.

Sample Population
A sample size of full-time working adults using judgmental sampling method will

be selected randomly from graduate schools at the universities in Thailand.

Inclusion Criteria
1) Males and females who are Thai working adults aged between 22 to 60 years
of age.
2) Currently working full time and studying his or her post graduate programs in
universities in Thailand.

3) Can communicate proficiently in listening, speaking, reading, and writing.
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Exclusion Criteria

1) Do not give consent to participate in this study.

2) Currently taking sabbatical leave from work.

Sample Size
As the number of Thai working adults who are currently undertaking their
graduate studies in both private and non-private universities in Thailand in 2022 is

unknown, it is estimated that the population from 4 tertiary institutes and universities

would be 800 (https://mis.nu.ac.th/new/Pub STDAUPrevious RP.aspx,

https://www.usnews.com/best-colleges/assumption-university-2118/student-life) ~ In

order to collect most available data and calculate a reliable sample size using Taro
Yamane method, the judgmental sampling with the size of 294 samples will be used

in this study. Below is the mathematical illustration for the Taro Yamane method.

/L) % <
1+(N= (e)?)

Where:
N signifies the sample size

N signifies the population under study

E signifies the margin error (0.05)“?

We will illustrate with the above formula to determine the sample size from a given

population of 800 as follows:

800

= = 266.66 267
" 1+(800 * (0.05)2) of

respondents

We can see from the result above that the sample size is 294 from the total
population of 800 which is the lower number of responses from the respondents to
maintain a 95% confident interval. In order to make the sample size more robust,

the researcher will add 10% to the calculated sample size to 267 % 0.1 = 27


https://mis.nu.ac.th/new/Pub_STDAllPrevious_RP.aspx
https://www.usnews.com/best-colleges/assumption-university-2118/student-life
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respondents, as a result, total sample size in this study will be 267 + 27 = 294
respondents.
Sampling Technique
Judgmental sampling will be used in this study as a sampling technique in which
units of the sample are selected on the basis of personal judgement of the
researcher, thus the sample elements are handpicked to serve the research
objectives®?). In this study, the representatives are Thai working adults who are

currently undertaking their graduate studies and the questionnaire are distributed to

and collected from expected places as follows:

Governmental Universities Private Universities

National Institute of Development Assumption University

Administration (NIDA)

Naresuan University Bangkok University

A sample size of 294 respondents is selected from these four universities to fulfill
the researcher's sampling objectives. This sample size allows for the possibility and
flexibility to successfully carry out the study and complete the fieldwork within the
required timeframe for the thesis. The questionnaires will be distributed
proportionately among these tertiary institutes to ensure representativeness of the
population. The fieldwork will be carried out on weekends or weekday evenings

from the end of August to the end of November 2022 at the following universities:

Naresuan University:

Faculty of Engineering

Faculty of Public Health

Faculty of Business, Economics and Communication
Faculty of Education

Faculty of Logistics and Digital Supply Chain

National Institute of Development Administration (NIDA):

School of Public Administration
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School of Business Administration
School of Communication Arts and Innovation Management
School of Human Resource Development

School of Law

Assumption University:
School of Science and Technology
School of Management and Economics

School of Business and Advanced Technology Management

Bangkok University:
School of Communication Arts

School of Business Administration

School of Humanities and Tourism Management

Measurement
Research Instrument: Questionnaire

There will be 3 major parts, with forty-two questions in this questionnaire. The
first part contains 9 questions about demographic factors and general characteristics
of the sample. This basically includes sex, age, educational level, marital status, job
title/position, years of experience with current employer, and years of experience
after graduation (ltem no. 1 to 9 in section 1 of the questionnaire). The second part
of the questionnaire measures level of grit using the 12-item Grit Scale (GRIT-S) which
were developed by Duckworth and her associates® “*. In this part, grit score will be
grouped into three categories including low, average and high (Item no. 1 to 12 in
section 2 of the questionnaire). Below are a number of statements that may or may
not apply to our target sample. There will be no right or wrong answers, so the
sample just needs to answer honestly, considering how they compare themselves to
most people. This will allow us to obtain a score that reflects how passionate and
persevering individuals see themselves to be. Recently, grit has received increasing
popularity as an independent and significant predictor of success across diverse
population groups, even after controlling for key traits, such as Intelligence Quotient

and social intelligence. The GRIT-S is a twelve-item questionnaire designed by
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Duckworth and Quinn®? to measure the consistency of interest in long-term goals
and persistence of effort in pursuing those long-term goals among military students
at West Point School in the U.S. From review of relevant literature and research, it
was found that Grit has been linked to positive educational and work-related
outcomes® and thus | strongly believe that it will work very well with the target
sample of this research that is Thai working adults who are currently undertaking
their studies at graduate levels at universities. The last part of this questionnaire will
consist of questions aiming to measure the level of job satisfaction (ltem no. 2 to 7
and 9 in section 3 of the questionnaire) and job autonomy (Item no. 1, 8, and 10 to

21. in section 3 of the questionnaire).

Reliability and Validity

In the last part of the questionnaire, there are 21 questions used to measure the
level of job satisfaction and job autonomy. These questions are formulated from
the underlying concepts of job satisfaction and job autonomy critically examined and
discussed from the review of literature and research section. This part of the
questionnaire is constructed from the structure of job satisfaction and job autonomy
that would give its validity. In terms of the reliability of the questionnaire, the
researcher finds internal consistency of the questions by means of Cronbach’s
(Alpha), simply because of the use of only one testing of the sample. The result of
the analysis shows that reliability of job satisfaction (Item no. 2 to 7 and 9 in section
3 of the questionnaire) is high, accounting for 0.792. By the same token, the result of
the analysis shows that reliability of job autonomy (Item no. 1, 8, and 10 to 21. in
section 3 of the questionnaire) is also high, accounting for 0.751.

Collecting a total of 2,526 participants from two United States Military Academy,
West Point classes in 2008 and 2010, they found acceptable reliability and validity
within the Grit-S. Overall Grit-S internal consistency alphas ranged from .73 to .76,
with Consistency of Interest subscale alphas ranging from .73 to .74 and Perseverance
of Effort ranging from .60 to .65.” As a researcher, | found the 12-item Grit Scale
(GRIT-S) easy to use for descriptive research and useful as a prompt for self-reflection

on passion and perseverance.
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To assess content validity of the questionnaire developed by the researcher, the
ltem Objective Congruence (I0C) index is used as a statistical measure of the extent
to which individual test items or questions align with the overall construct being
measured. The I0C index assesses the degree of agreement or congruence between
the responses to individual items and the total score or performance on the
questionnaire. It helps evaluate the extent to which each item contributes
meaningfully to the measurement of the construct of interest. The I0C index is
valuable in evaluating the quality and effectiveness of individual test items, as it
provides insights into their contribution to the measurement of the intended
construct. Items with high 10C values (>0.5) are considered more valid and reliable,
indicating that they effectively capture the construct of interest and differentiate
individuals based on their proficiency or abilities in that area.

The Item Objective Congruence (I0C) index is related to content validity in
the context of test development and evaluation. Content validity is the extent to
which a test adequately represents and measures the specific construct or content
domain it is intended to assess. It ensures that the items or questions included in the
test are relevant and representative of the construct being measured. In this study,
the questionnaire in Thai was assessed by 3 experts from Chulalongkorn University
using the IOC index and then the experts indicate their level of agreement with each
statement, reflecting the extent to which they perceive the item aligns with the

construct.

Agreement IOC value
Agree +1
Neutral 0
Disagree -1

Assessment from the three experts reveals a higher IOC value of 0.83, indicating
greater item-objective congruence. A high IOC value suggests that the item is closely
related to the construct being measured. Items with a high I0C value are considered

to have stronger content validity as they effectively contribute to the measurement
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of the construct. After examining the I0C values of individual items in the
questionnaire, items and questions that may be less relevant, misleading, or not
adequately capturing the construct of interest were identified, revised and refined by
the researcher. This iterative process helps enhance the content validity of the
questionnaire by ensuring that the questions effectively represent the construct and

provide meaningful measurement.

Scoring and Interpretation

To measure level of grit, the 12-item Grit Scale (GRIT-S) was designed to measure
“trait-level perseverance and passion for long-term goals”.** Question responses for
the Grit-S follow a five-point Likert scale ranging from “Very much like me” to “Not
much like me at all”. Scoring is as follows:

1) For questions 1, 4,6, 9, 10 and 12 assign the following points:

5 = Very much like me
4 = Mostly like me
3 = Somewhat like me
2 — Not much like me
1 = Not like me at all
2) For questions 2, 3, 5, 7, 8 and 11 assign the following points:
1 = Very much like me
2 = Mostly like me
3 = Somewhat like me
4 — Not much like me
5 = Not like me at all
The maximum score of 60 represents an extremely gritty individual and a minimum
score of 10 indicates an individual that is not at all gritty.?

Grit-S has 2 subscales including Consistency of Interest and Perseverance of
Effort. Consistency of Interest statements are designed to recognize individuals who
are persistent over time by sticking with a goal, while Perseverance of Efforts
statements signify individuals with passion to pursue that goal.?’. To calculate total

grit score, add up all the points from the answers of all statements you checked and
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divide by 12. The maximum score on this scale is 5 (extremely gritty), and the
lowest possible score is 1 (not at all gritty). In order to interpret the level of grit

scores obtained from this study, the chart below can be used to see how our scores

compare to a large sample of American adults.% 2"
Percentile Grit Score
10% 2.50
20% 2.00
30% 3.30
40% 3.50
50% 3.80
60% 3.90
70% 4.10
80% 4.30
90% 4.50
95% 4.70
99% 4.90

For level of job satisfaction and job autonomy, the frequency tables and
descriptive statistics will be used for demographic factors as well as the descriptive
statistics which will be weighted average into 5 scale points and used to identify job
satisfaction and job autonomy. For section 2 of the questionnaire, the weighted

averages will be assigned into the categories of rating as follows:

Point | Arbitrary Level Descriptive Rating

5 4.21 - 5.00 (SA) Strongly Agree

al 3.41 - 4.20 (A) Agree

3 2.61 - 3.40 (U) Undecided

2 1.81 - 2.60 (D) Disagree

1 1.00 - 1.80 (SD) Strongly Disagree
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In order to interpret the level of job satisfaction and job autonomy scores
obtained from this study, the chart below can be used to see how our scores can be

categorized into three different levels.

Point | Level of Job Satisfaction and Job Autonomy
5 High

il Moderate

3 Low

2 Low

1 Low

In this study, correlation coefficient (r) is used to measure the strength and
direction of the relationship between two variables. The value of the correlation
coefficient ranges from -1 to +1, where a value of -1 indicates a perfect negative
correlation, +1 indicates a perfect positive correlation, and 0 indicates no correlation.
There are generally agreed-upon classifications for the strength of the relationship
between variables based on the magnitude of the correlation coefficient and below

is a common set of guidelines that will be used in this study:“%

Correlation Coefficient (r) Degree of Relationship
0 No relationship
>0 <0.3 (or >0 < -0.3) A weak or low degree of relationship
>0.3 <0.7 (or >-0.3 <-0.7) A moderate degree of relationship
>0.7 <1 (or >-0.7 <-1|) A strong or high degree of relationship

A descriptive and analytical approach of this study will be conducted through
information gained from completed questionnaires, in-depth interviews and review of
relevant research concerning the relationship between grit and job satisfaction. The
use of structured questionnaires, qualitative interview and documentary research
allows valid generalizability that is based on situational specific data. The descriptive

and analytical approach of a psychiatry and mental health study enables
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generalization that may be more insightful than that based solely on numbers

generated by large samples.

Data collection

In this study, information will be gathered from two sources: primary and
secondary data. The primary data of this study will be collected by distributing
questionnaires to the respondents who are currently working full-time and
undertaking their graduate studies at universities. Structured questionnaires will be
distributed out to respondents by hand at 4 different educational institutes. The
questionnaire contains three parts, and each part will be used to gather relevant
information from the target respondents as mentioned in the research instrument.
The questionnaire is shown in the appendices of this research report and data
collection will be organized as follows:

1 The researcher will prepare permission letter for data collection (with the
approval from the director of Master of Science in Mental Health program,
department of psychiatry, faculty of medicine, Chulalongkorn university) to heads
and deans of following graduate schools:

2 Once permission is obtained, the researcher will explain research objectives
and coordinate with officers of all graduate schools to request permission to collect
data and obtain lists and contacts of current graduate students.

3 The researcher will visit classes of graduate students at four universities at least
60 minutes before the classes end. The researcher will solely be responsible for data
collection, which includes explaining the research objectives, asking for the
respondents' consent, and hand-delivering self-administered questionnaires for
completion.

4 The researcher will select the sample based on the above-mentioned selection
criteria (including inclusion criteria and exclusion criteria) and will review information
and answers in the questionnaires to ensure completeness and accuracy of data

obtained.
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5 Data collected will then be analyzed without disclosing the individual’s
personal identity and research findings will be reported at an aggregate level to
ensure respondent’s privacy and confidentiality of data.

Secondary data will be collected from several sources such as academic journals,
internet, previous studies, research articles and textbooks which are related to the
concept of job satisfaction, grit, job autonomy and associated factors of job

satisfaction.

Data analysis

In this study, data collected about job satisfaction, grit and associated factors of
job satisfaction among Thai working adults who currently undertaking their graduate
studies in Thailand will be analyzed and summarized in a readable and easily
interpretable form using the Statistical Package for Social Science (SPSS) program.
The four procedures used in this study include Descriptive analysis (means, min.,
max., standard deviation, and percentage), unpaired t-test or independent t-test,
Pearson’s correlation (relationship between grit and job satisfaction, as well as job
autonomy and job satisfaction) and One-Way Analysis of Variance; ANOVA (difference
in job satisfaction when determined by demographic factors), suitable to answer

research questions.
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CHAPTER 4
DATA ANALYSIS

Job satisfaction, grit and associated factors of job satisfaction

The basic premises of this thesis is the belief that increasing job satisfaction
will improve well-being of individuals, increase their productivity, and enhance their
personal growth mindset and success in life. | have argued earlier that most
individuals spend a large part of their working lives at work attempting to be
successful, therefore an understanding of factors involved in job satisfaction is
needed to improve the well-being of a large number of individuals in an important
aspect of their life. As such the level of empirical research information that exists
about job satisfaction and grit in Thailand is inadequate and therefore not matched
by a corresponding body of knowledge in the field of mental health. The purpose of
this chapter is therefore to provide general information to improve our understanding
of the level of job satisfaction, association between g¢rit and job satisfaction,
association between job autonomy and job satisfaction and associated factors of job
satisfaction among Thai working adults who are currently undertaking their graduate
studies in Thailand. The data were collected from a small-scale survey of 4
randomly chosen universities in Thailand.  Information was obtained on the
respondents’ functional responsibilities, educational backgrounds, career paths,
levels of work experience, attitudes towards grit, attitudes to work and views on a
range of job satisfaction and job autonomy issues. Specifically, an attempt will be
made to provide answers to my four research questions originated earlier in the first
chapter and to generate discussions on current understanding of job satisfaction, grit
and associated factors of job satisfaction among Thai working adults who are

currently undertaking their graduate studies in Thailand.

Data Analysis and Research Results
This chapter deals specifically with the descriptive analysis and interpretation
of 294 Thai working adults who are currently undertaking their graduate studies in

Thailand among four universities including National Institute of Development
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Administration (NIDA), Naresuan University, Assumption University and Bangkok
University.  Using structured questionnaires, we would be able to explore and
interpret research findings on key characteristics, attitudes, behaviors and common
beliefs of Thai working adults who are currently undertaking their graduate studies in
Thailand. The response rate from each type of tertiary institutes summarized in

table 4.1:

Table 4. 1 Number of Questionnaire Distribution from Different Universities

Name of Tertiary Institutes Number Percentage
Bangkok University (BU) 59 20.1
Assumption University (AU) a4 15.0
Naresuan University (NU) 78 26.5
National Institute of Development 113 38.4

Administration (NIDA)

Total 294 100

Demographic Characteristics of the Sample

This section discusses about personal information, educational background,
and description of the sample in this study. Table 4.2 below shows distribution of
respondents by different demographic characteristics including gender, marital status,
age, educational background, educational specialization, duration of service with
present employers, total duration of work experience, and reasons for their
postgraduate study. Out of 294 respondents, 40.50% of the respondents are male
while 59.50% are female. Classification of the respondents by marital status
distribution indicated that the majority of the respondents are single people (87.80%)
while only 12.20% are married. This could imply that more females and single
people are working fulltime in the labor force and undertaking their graduate studies

in Thailand.



Table 4. 2 Distribution of the Respondents by Sex, Marital Status, Age, Level of
Education, Education Specialization, Duration of Service with Present Employers,

Total Duration of Work Experience, and Reasons for Study.

Characteristics (n = 294) Number Percent
Gender
Male 119 40.50
Female 175 59.50

Marital Status
Single 258 87.80
Married 36 12.20
Age (Years)
Mean (SD): Min — Max 29.2 0(5.00): 22 - 50

<30 193 65.60
>30 <40 85 28.90
>40 16 5.40

Level of Education
Bachelor’s Degree 242 82.30
Postgraduate 52 17.70
Diploma/Master’s Degree

Name of Program Currently Undertaking

Master of Business Administration 87 29.00
Master of Education 70 23.80
Master of Science 53 18.00
Master of Arts and others (i.e. 39 13.30

management, economics etc)

Master of Commmunication Arts 20 6.80
Master of Laws 13 4.40
Master of Public Administration 10 3.40

Doctor of Philosophy 02 0.07
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Table 4. 2 Distribution of the Respondents by Sex, Marital Status, Age, Level of
Education, Education Specialization, Duration of Service with Present Employers,

Total Duration of Work Experience, and Reasons for Study. (Cont’d)

Characteristics (n = 294) Number Percent

Duration of Service with Present Employers. (Years)

Mean (SD): Min — Max 3.70 (3.40): 1 - 23

<1 ar 16.00
>1but<é6 196 66.70
> 6 but <11 32 10.90
> 11 19 6.50

Total Duration of Work Experience (Years)

Mean (SD): Min — Max 6.00 (4.90): 1 — 26

<6 177 60.20
> 6 but <11 72 24.50
> 11 but <16 30 10.20
> 16 15 5.10

Reasons for Postgraduate Study

Career Advancement 169 57.50
Higher Academic Achievement 25 8.50
Business or Life Opportunities 97 33.00
Other such as personal interest, cost 3 0.90

and scholarship

About two thirds (65.60%) of the respondents are aged younger than 30 years
old, by and large this would represent a typical range of age for Thai working adults
who are currently undertaking their graduate studies in Thailand. About 28.90% are in
the 30-39-year-old age group, and only 5.40% are aged 40 years and older.
Generally speaking, this would imply that Thai working adults would start their
postgraduate studies at their early to late 20s while at the same time striving to

achieve their career and professions in the labor force.
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Concerning the level of education of the respondents, the survey shows that
the majority of employees who completed the questionnaires are Bachelor’s degree
holders (82.30%) while 17.7% of respondents possess postgraduate diploma or
Master’s degree. In terms of the discipline area, popular postgraduate programs
among the sample include Master of Business Administration (29.60%), Master of
Education (23.80%), Master of Science (18%), Master of Arts and other related
disciplines (13.30%), Master of Communication Arts (6.8), Master of Laws (4.40%)
Master of Public Administration (3.4%), while Doctor of Philosophy program only
account for 0.70%.

In addition, information from completed questionnaires illuminated that the
majority of employees are not newly hired as they have been working with their
current employers for quite some years; 66.70% of the respondents have between 1
to 6 years of work experience with their companies, while only 16% of the
respondents have less than a year of working experience, 10.90% are in between six
to eleven years, and 6.5% have more than sixteen working years.

Respondents tend to possess fewer years of work experience as results of the
survey indicated; that 84.70% have worked full time for pay for less than 11 years
since graduation (from latest formal education), while 10.20% are in between 11 to
16 years of their total work experience and only 5.10 % have more than 16 years of
total experience.

By and large, we can identify the respondents as two groups of employees
based on their current positions and job responsibility regardless of types of
organizations (governmental and business organizations). In terms of the distribution
of the position classification level, the majority of the respondents (87.40%) are in
non-managerial group; and 12.60% are in supervisory and managerial group.

In terms of reasons to pursues their postgraduate studies, 57.50% of Thai
working adults believe these will help advance their career. While 33.0% mentioned
business or life opportunities and higher academic achievement account for 8.50% of

the reasons why they decided to study at postgraduate level.
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Level of Job Satisfaction, Grit and Job Autonomy

In this section, there are 21 questions used to measure the level of job
satisfaction and job autonomy. These questions are formulated from the underlying
concepts of job satisfaction and job autonomy, examined, and discussed previously
in chapter two. This part of the questionnaire is constructed from the structure of job
satisfaction and job autonomy that gives its validity. In terms of the questionnaire’s
reliability, we find internal consistency in the questions by means of alpha, simply
because of the use on only one testing of the sample. The results of the analysis
indicate that job satisfaction has a high reliability, with a value of 0.792. Similarly, the
analysis reveals a high indicator of reliability for job autonomy, with a value of 0.751.

In order to measure level of job satisfaction and job autonomy, members of
the sample had responded to the questions concerning their attitudes and opinions
about job satisfaction and job autonomy. The responses are analyzed and shown in
table 4.3. In terms of job satisfaction, majority of respondents tend to have
moderate levels of job satisfaction (52.79%), followed by 24.08% of high level of job
satisfaction and 23.13% of low level of job satisfaction with the mean score of 3.75.
Speaking in terms of job autonomy, majority of respondents tend of have moderate
levels of job autonomy (45.57%), followed by 30.61% of low level of job autonomy
and 23.80% of high level of job autonomy with the mean score of 3.59. Based on
research findings from this study, this implies that Thai working adults who are
currently undertaking their graduate studies in Thailand tend to have moderate
levels of job satisfaction and job autonomy.

By the same token, the 12-item Grit Scale (GRIT-S) which were developed by
Duckworth and her associates were used to measure “trait-level perseverance and
passion for long-term goals”. GRIT-S has 2 subscales including Consistency of
Interest and Perseverance of Effort. Consistency of Interest statements are designed
to recognize individuals who are persistent over time by sticking with a goal, while
Perseverance of Efforts statements signify individuals with passion to pursue those

s 2 %) To be more specific, these 12 questions allow us to measure the level of

goal
grit and obtain a score that reflects how passionate and persevering individuals see

themselves to be. In terms of the questionnaire’s reliability and validity, it was found
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acceptable from collecting a total of 2,526 participants from two United States
Military Academy, West Point classes in 2008 and 2010. Overall, Grit-S internal
consistency alphas ranged from 0.73 to 0.76 with Consistency of Interest subscale
alphas ranging from 0.73 to 0.74 and Perseverance of Effort ranging from 0.60 to

0.65.14%,

Table 4. 3 Level of Job Satisfaction, Grit, and Job Autonomy.

Job Satisfaction, Grit and Job Number Percent

Autonomy (n = 294)

Level of Job Satisfaction

Mean (SD): Min — Max 3.75 (.70): 1.40 -

5.00

Low 68 23.13
Moderate 155 52.79
High 71 24.08

Level of Grit
Mean (SD): Min — Max 3.41 (.45): 2.17 -

5.00

Low 116 39.45
Moderate 110 37.41
High 68 23.12

Level of Job Autonomy

Mean (SD): Min — Max 3.59 (.49): 1.88 -

5.00
Low 90 30.61
Moderate 134 45.57

High 70 23.80




39

Members of the sample had responded to the questions concerning grit. The
responses are analyzed and shown in table 4.3 above. In terms of level of grit,
majority of respondents tend of have low levels of grit (39.45%), followed by 37.41%
of moderate level of grit and 23.12% of high level of grit. According to the survey
results, Thai working adults who are currently undertaking their graduate studies in
Thailand tend to have low grit with the mean score of 3.41 or score around 30%

220 To be more precise,

percentile compared to a large sample of American adults.
this implies low level of perseverance and passion of Thai working adults who are
currently undertaking their graduate studies in Thailand to pursue long-term goals.
Speaking in terms of the Grit score for the two subscales, the results show the mean
score of 3.10 for Consistency of Interest which is the extent to which an individual

maintains a strong and enduring commitment to their interests over time and 3.71 for

Perseverance of Effort which is the extent to which an individual demonstrates consistent

determination and tenacity in the face of obstacles.

The Association between Job Satisfaction, Grit and Job Autonomy

In this section, the Pearson product-moment correlation coefficient or
correlation coefficient (r) for short has been employed to measure the strength and
the direction of the linear relationship between grit and job satisfaction and job

autonomy and job satisfaction.

The Association between Job Satisfaction and Grit

Results of the analysis from table 4.4 indicates that there is a statistically
significant correlation between grit and job satisfaction with a 2-tailed significance of
0.01 which is less than 0.05 (0.01 < 0.05). The value of Pearson’s Correlation (r) is
0.13, which means that grit is positively correlated with job satisfaction. This implies
a low positive relationship between these two variables. Therefore, as the level of
grit increases, we can predict a slightly higher level of job satisfaction.

If we look at the 2 subscales of grit, results of the analysis from table 4.4
demonstrates that there is no statistically significant correlation between consistency

of interest and job satisfaction with a 2-tailed significance of 0.36 which is higher than
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0.01 (0.36 > 0.01). The value of Pearson Correlation (r) is -0.05, which means that
consistency of interest is negatively correlated with job satisfaction. This implies a
low negative relationship between these two variables. Consequently, one can
expect that as the level of consistency of interest increases the level of job

satisfaction would slightly decrease.

Table 4. 4 Relationship between Grit and Job Satisfaction
n (294)

Relationship between Grit and Job Satisfaction

Job Satisfaction
Correlation Coefficient (r) 0.13
p-Value 0.01

Grit

Relationship between Grit: Consistency of Interest and Job Satisfaction

Job Satisfaction
Correlation Coefficient (r) -0.05
p-Value 0.36

Consistency of interest

Relationship between Grit: Perseverance of effort and Job Satisfaction

Job Satisfaction
Perseverance of effort Correlation Coefficient (r) 0.27

p-Value <0.001%**

*Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

Similarly, results of the analysis from table 4.4 also indicates that there is a
statistically significant correlation between perseverance of effort and job satisfaction
with a 2-tailed significance of .000 which is lower than 0.01 (0.00 < 0.01). The value

of Pearson’s Correlation (r) is 0.27, which means that perseverance of effort is
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positively correlated with job satisfaction. This implies a low positive relationship
between these two variables. Consequently, one can expect that as the level of

perseverance of effort increases the level of job satisfaction would slightly increase.

The Association between Job Satisfaction and Job Autonomy

Results of the analysis from table 4.5 below indicates that there is a
statistically significant correlation between job autonomy and job satisfaction with a
2-tailed significance of 0.00 which is less than 0.01 (0.00 < 0.01). The value of
Pearson Correlation (r) is 0.59, which means that grit is positively correlated with job
satisfaction. This implies a moderate positive relationship between these two
variables. Therefore, as the level of job autonomy increases, we can predict that the
level of job satisfaction would moderately increase.

By looking at the sub-domains of job autonomy, results of the analysis from
table 4.5 demonstrates that there is a statistically significant correlation between
attainment of success and recognition and job satisfaction with a 2-tailed significance
of 0.00 which is less than 0.01 (0.00 < 0.01). The value of Pearson’s Correlation (r) is
692, which means that attainment of success and recognition is positively correlated
with job satisfaction. This implies a moderate positive relationship between these
two variables. Consequently, one can expect that as the attainment of success and
recognition increases the level of job satisfaction would moderately increase.

Results of the analysis from table 4.5 also indicates that there is a statistically
significant correlation between application of skills and job involvement and job
satisfaction with a 2-tailed significance of 0.00 which is less than 0.01 (0.00 < 0.01).
The value of Pearson’s Correlation (r) is 0.39, which means that application of skills
and job involvement is positively correlated with job satisfaction. This implies a low
positive relationship between these two variables. Therefore, as the application of
skills and job involvement increases, we can predict a slightly higher level of job

satisfaction.
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Table 4. 5 Relationship between Job Autonomy and Job Satisfaction
n (294)

Relationship between Job Autonomy and Job Satisfaction

Job Satisfaction

Correlation Coefficient (r) 0.59
Job Autonomy
p-Value <0.001%**

Relationship between Job Autonomy: Attainment of

Success and Recognition and Job Satisfaction

Job Satisfaction
Correlation Coefficient (r) -0.69
p-Value <0.001**

Attainment of Success

and Recognition

Relationship between Job Autonomy: Application of Skills

and Job Involvement and Job Satisfaction

Job Satisfaction
Application of Skills and  Correlation Coefficient (r) -0.39

Job Involvement p-Value <0.001**

Relationship between Job Autonomy: Supervision and Participation and

Job Satisfaction

Job Satisfaction
Supervision Correlation Coefficient (r) -0.38

and Participation p-Value <0.001*

*Correlation is significant at the 0.05 level (2-tailed)

**Correlation is significant at the 0.01 level (2-tailed)
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In addition to this, results of the analysis from table 4.5 indicates that there is a statistically significant
correlation between supervision and participation and job satisfaction with a 2-tailed significance of
.000 which is less than 0.01 (0.00 < 0.01). The value of Pearson’s Correlation (r) is 0.38, which
means that supervision and participation is positively correlated with job satisfaction. This implies a
low positive relationship between these two variables. Consequently, one can expect that as the

level of supervision and participation increases the level of job satisfaction would slightly increase.

Test of Difference in unrelated Samples (Job Satisfaction, Job Autonomy and

Grit)

Job Satisfaction

In this section, an attempt will be made to find out whether the means of
variances of interval measures differ between two or more unrelated samples of
cases. The One-Way Analysis of the level of job satisfaction and different groups of
respondents will be carried out. From tables below, a conclusion can then be drawn
that there is no significant difference in level of job satisfaction according to age (See
table 4.6), years of service with present employers (See table 4.7), and total years of
work experience (See Table 4.8 ). All significant values (0.23 from Table 4.6, 0.12
from Table 4.7 and 0.13 from Table 4.8) are more than the confident level of 0.05.

Table 4. 6 Analysis of Variance on Level of Job Satisfaction Classified by Age.

Years (n= 294) Counts Mean SD F p-value
< 30 193 3.70 0.68 1.44 0.23

> 30 <40 85 3.84 0.75

> 40 16 3.88 0.63

No three groups are significantly different at the .050 level.



Table 4. 7 Analysis of Variance on Level of Job Satisfaction Classified by Year of

Service with Present Employers.

aq

Years (n= 294) Counts Mean SD F p-value
<1 ar 3.67 0.81 1.93 0.12
>1<6 196 3.72 0.70

>6<11 32 3.86 0.59

> 11 19 4.08 0.54

No four groups are significantly different at the .050 level.

Table 4. 8 Analysis of Variance on Level of Job Satisfaction Classified by Total Years

of Work Experience.

Years (n= 294) Counts Mean SD F p-value
<6 177 3.68 0.70 1.86 0.13
>6<11 72 3.84 0.65

>11<16 30 3.87 0.79

> 16 15 4.00 0.66

No four groups are significantly different at the .050 level.

Grit

In this section, an attempt will be made to determine whether the means

and variances of interval measures differ between two or more unrelated samples of

cases. The One-Way Analysis of the level of grit and different groups of respondents

will be carried out. The result displayed in Table 4.9 above indicates that different

age groups of Thai working adults who are currently undertaking graduate studies in

Thailand are likely to have different levels of grit. This can be proven by the fact that

the F-probability is within the .05 level of confidence. Table 4.10 shows that there is

a significant difference in level of grit according to years of service with present

employers as confirmed by the significant value of 0.01 which is less than confident

level of 0.05. Data from Table 4.11 makes it possible to conclude that Thai working
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adults who are currently undertaking graduate studies in Thailand from different

number of total years of work experience are likely to have different levels of grit.

Table 4. 9 Analysis of Variance on Level of Grit Classified by Age.

Years (n= 294) Counts  Mean SD F p-value
< 30 193 3.34 0.45 8.51 0.00
>30<40 85 3.48 0.44

> 40 16 3.78 0.35

Table 4. 10 Analysis of Variance on Level of Grit Classified by Year of Service with

Present Employers.

Years (n= 294) Counts Mean SD F p-value
<1 a7 3.29 0.40 3.67 0.01
>1<6 196 Y 0.45

>6<11 32 3.57 0.51

> 11 19 3.59 0.40

Table 4. 11 Analysis of Variance on Level of Grit Classified by Total Years of Work

Experience.

Years (n=294) Counts Mean SD F p-value
<6 177 3.35 0.45 6.94 0.00
>6<11 72 3.37 0.44

>11<16 30 3.66 0.38

v

16 15 3.73 0.36
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Job Autonomy

In this section, an attempt will be made to find out whether the means of
variances of interval measures differ between two or more unrelated samples of
cases. The One-Way Analysis of the level of job autonomy and different groups of
respondents will be carried out. From tables below, a conclusion can then be drawn
that there is no significant difference in level of job autonomy according to age (See
Table 4.12), years of service with present employers (See Table 4.13), and total years
of work experience (See Table 4.14). All significant values (0.82 from Table 4.12, 0.08
from Table 4.13 and 0.635 from Table 4.14) are more than the confident level of
0.05.

Table 4. 12 Analysis of Variance on Level of Job Autonomy Classified by Age.

Years (n= 294) Counts Mean SD F p-value
< 30 193 3.59 0.48 0.19 0.82

> 30 <40 85 3.61 0.54

> 40 16 3:53 0.39

No three groups are significantly different at the .050 level.

Table 4. 13 Analysis of Variance on Level of Job Autonomy Classified by Year of

Service with Present Employers.

Years (n=294)  Counts Mean SD F p-value
<1 ay 3.49 0.52 2.20 0.08
>1<6 196 3.63 0.48

>6<11 32 3.47 0.48

> 11 19 3.74 0.45

No four groups are significantly different at the .050 level.
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Table 4. 14 Analysis of Variance on Level of Job Autonomy Classified by Total Years

of Work Experience.

Years (n= 294) Counts Mean SD F p-value
<6 177 3.62 0.48 0.57 0.63
>6<11 72 3.57 0.50

>11<16 30 3.50 0.57

> 16 15 3.63 0.40

No four groups are significantly different at the .050 level.

T-test Group for Job Satisfaction, Grit and Job Autonomy

Job Satisfaction

In this section, the T-test of level of job satisfaction and different groups of
respondents will be carried out. Table 4.15 shows that the average level of job
satisfaction for male (3.75) is slightly lower than that of females (3.76). The p-value is
0.95, implying that the difference in means is statistically significant at the 0.05
confidence level. In terms of T-test for level of job satisfaction classified by level of
education, table 4.15 below reveals that the average for those who have completed
bachelor’s degrees as their highest educational level (3.74) is slightly lower than
those with the postgraduate diploma and or master’s degrees (3.83). The p-value is
0.34, implying that the difference in means is statistically significant at the 0.05
confidence level.

In addition, it can be concluded that the average level of job satisfaction for
married Thai working adults who are currently undertaking graduate studies in
Thailand (3.88) is slightly higher than those who are single (3.73). With the p-value of
0.25 from table 4.15, this implies that the difference in means is statistically

significant at the .05 confidence level.
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Table 4. 15 T-test for Level of Job Satisfaction Classified by Gender, Level of

Education and Marital Status

Independent t-test (Job Satisfaction)

Std. t- p- Mean 95% cl
n Mean
Deviation value value Difference Lower Upper
Gender
Male 119 3.75 0.75
063 0.95 -0.005 0.17  0.16
Female 175 3.76 0.67

Highest | evel of Education

Undergraduate
242 374 0.71
Degree 095 0.34 -0.09 0.30  0.10
Postgraduate
52 383 0.65
Degree

Marital Status

Single 258 3.73 0.70

1.15 0.25 -0.14 0.41 0.11
Married 36 3.88 0.73
Grit

In this section, the T-test of level of grit and different groups of respondents
will be carried out. Table 4.16 shows that the average level of grit for male (3.41) is
slightly higher than that of females (3.40). The p-value is 0.91, implying that the
difference in means is statistically significant at the .05 confidence level. In terms of

T-test for level of grit classified by level of education, table 4.16 reveals that the
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average for those who have completed bachelor’s degrees as their highest
educational level (3.39) is slightly lower than those with the posteraduate diploma
and or master’s degrees (3.49). The p-value is 0.20, implying that the difference in
means is statistically significant at the 0.05 confidence level. In addition, it can be
concluded that the average level of grit for married Thai working adults who are
currently undertaking graduate studies in Thailand (3.57) is considerably higher than
those who are single (3.38). With the p-value of 0.01 from table 4.16, this implies

that the difference in means is statistically significant at the 0.05 confidence level.

Table 4. 16 T-test for Level of Grit Classified by Gender, Level of Education and
Marital Status

Independent t-test (Grit)

Std. t- p- Mean 95% cl
n Mean
Deviation value value Difference Lower Upper
Gender
Male 119 3.41 0.43
103 091 -0.005 -0.10  0.11
Female 175 3.40 0.47

Highest Level of Education

Undergraduate
242 3.39 0.44
Degree 1.26 0.20 -0.09 0.24  0.05
Postgraduate
52 3.49 0.50
Degree

Marital Status

Single 258 3.38 0.45
242 0.01 -0.18 033 0.03

Married 36  3.57 0.42
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Job Satisfaction.

In this section, the T-test of level of job autonomy and different groups of
respondents will be carried out. Table 4.17 shows that the average level of job
autonomy for male (3.62) is slightly higher than that of females (3.58). The p-value is
0.50, implying that the difference in means is statistically significant at the 0.05
confidence level. In terms of T-test for level of job autonomy classified by level of
education, table 4.17 reveals that the average for those who have completed
bachelor’s degrees as their highest educational level (3.59) is slightly lower than
those with the postgraduate diploma and or master’s degrees (3.61). The p-value is
808, implying that the difference in means is statistically significant at the 0.05

confidence level.

Table 4. 17 T-test for Level of Job Autonomy Classified by Gender, Level of

Education and Marital Status

Independent t-test (Job Autonomy)

Std. t- p- Mean 95% cl
n Mean
Deviation value value Difference Lower Upper
Gender
Male 119 3.62 0.49
066 0.50 0.005 -0.10  0.11
Female 175 3.58 0.49

Highest | evel of Education

Undergraduate
242  3.59 0.49
Degree 0.24 0.80 -0.09 -0.24  0.05

Postgraduate

Degree 52 3.61 0.49
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Independent t-test (Job Autonomy)

Std. t- p- Mean 95% cl
n Mean
Deviation value value Difference Lower Upper
Marital Status
Single 258 3.60 0.48
0.50 0.61 -0.18 -0.33  -0.03
Married 36 3.55 0.58

In addition, it can be concluded that the average level of job autonomy for
married Thai working adults who are currently undertaking graduate studies in
Thailand (3.55) is slightly lower than those who are single (3.60). With the p-value of
0.61 from table 4.17, this implies that the difference in means is statistically

significant at the .05 confidence level.
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CHAPTER 5
CONCLUSION

This chapter concludes with answers to the research questions, discuss

research results and makes recommendations for future research.

Summary, Conclusions and Discussion

In this concluding section, a summary of key points of the research findings
obtained from a survey of 294 Thai working adults who are currently undertaking
their graduate studies in Thailand among four universities including National Institute
of Development Administration (NIDA), Naresuan University, Assumption University
and Bangkok University will be made. The descriptive and quantitative analysis helps
describe the attitudes and beliefs towards job satisfaction, and its associated factors
of Thai working adults. It includes discussion on level of job satisfaction, level of grit,
level of job autonomy, association between grit and job satisfaction, association
between job autonomy and job satisfaction and associated factors of job satisfaction
as follows:

To sum up, results from the analysis reveal that there is a low positive
relationship between grit and job satisfaction (with the value of Pearson’s Correlation
Coefficient (r) of 0.13 with a 2-tailed significance of 0.01). This means that as the
level of grit increases, we can predict a slightly higher level of job satisfaction. In
terms of subscale of Grit, research findings indicate there is no statistically significant
correlation between consistency of interest and job satisfaction with a 2-tailed
significance of 0.36 and the value of Pearson Correlation (r) is -0.05, which means
that consistency of interest is negatively correlated with job satisfaction.
Consequently, one can expect that as the level of consistency of interest increases
the level of job satisfaction would moderately decrease. On the other hand, research
findings indicate that there is a statistically significant correlation between
perseverance of effort and job satisfaction with a 2-tailed significance of .000 which is
lower than 0.01 and the value of Pearson’s Correlation Coefficient (r) is 0.27, which

means that perseverance of effort is positively correlated with job satisfaction.
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Therefore, one can expect that as the level of perseverance of effort increases the
level of job satisfaction would slightly increase. In essence, this study concluded that
there is a positive relationship between grit and job satisfaction, and that employees
who are able to persevere through challenges and maintain a sense of passion and
purpose in their work tend to be more satisfied with their jobs. These research
findings were consistent with most studies about the relationship between grit and
job satisfaction among employees in a variety of different industries such as
healthcare, education and business and across different countries such as U.S.A,
China, India, Japan, Malaysia and the Philippines. Similar to our research results, such
studies found that grit was positively related to job satisfaction among employees in
different industries and concluded that employees who scored higher on measures

on girt tended to report higher levels of job satisfaction.®>?

As previously
discussed, there are few empirical studies about grit in Thailand and none of these
studies explored about the association between job satisfaction and grit in the Thai
context. This new discovery has, therefore, shed some light on the field and allowed
us to be more creative in fostering an environment for individuals to be grittier, which
in turn could lead to greater satisfaction in their jobs and lives. As argued earlier,
increasing job satisfaction will improve well-being of individuals, increase productivity
and thus the effectiveness of organizations be in health care or business
organizations. In terms of usefulness from this research, there are a number of ways
we could cultivate grit culture in individuals and organizations. First, we could
provide training that describes grit and growth mindset and how to build it. Second,
we could create an environment that encourages and rewards people that dare to
think positively and motivate them to take out-of-their comfort zone actions. There
should be both opportunities and venues for individuals to unleash their potential
and try new challenges. Finally, we can build the organizational culture that inspires
and motivates their people to embrace changes and take risks. If we could build grit
in people, we could help increase their level of job satisfaction thus happiness,
success, and self-fulfillment in their life.

In terms of association between job autonomy and job satisfaction, research

findings confirm that there is a statistically significant correlation between job
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autonomy and job satisfaction with a 2-tailed significance of 0.00 with the value of
Pearson’s Correlation Coefficient (1) of 0.59 implying the moderate positive
relationship between these two variables. It can then be inferred that as the level of
job autonomy increases, we can predict that the level of job satisfaction would
moderately increase. In terms of subscale of job autonomy, research findings reveal
that there is a statistically significant correlation between attainment of success and
recognition and job satisfaction with a 2-tailed significance of .000 and the value of
Pearson’s Correlation Coefficient (r) is 0.69, which means that attainment of success
and recognition is positively correlated with job satisfaction. Consequently, one can
expect that as the attainment of success and recognition increases the level of job
satisfaction would moderately increase. Similarly, research findings illustrate that
there is a statistically significant correlation between application of skills and job
involvement and job satisfaction with a 2-tailed significance of .000 and the value of
Pearson’s Correlation Coefficient (r) is 0.39, which means that application of skills and
job involvement is positively correlated with job satisfaction. It can therefore be
concluded that as the application of skills and job involvement increases, we can
predict a moderately higher level of job satisfaction. Finally, research findings
demonstrate that that there is a statistically significant correlation between
supervision and participation and job satisfaction with a 2-tailed significance of 0.00
and the value of Pearson’s Correlation Coefficient (r) is 0.38, which means that
supervision and participation is positively correlated with job satisfaction. It seems
logical to argue that one can expect that as the level of supervision and participation
increases the level of job satisfaction would moderately increase. Findings from this
study was consistent with the work carried out by Hackman and Lawler that
individuals need to have challenging jobs, and jobs which allow for the application of
skills responsibility and the possibility of individual achievement.*” In order to
improve job satisfaction, it's important to develop employee policies and procedures
and design work environments that are responsive to employees' need for job
autonomy.

Research findings indicate that there is no significant difference in level of job

satisfaction according to age, years of service with present employers and total years
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of work experience. In terms of level of job satisfaction and different groups of
respondents, findings reveal that the average level of job satisfaction for male is
slightly lower than that of females. The average level of job satisfaction for those
who completed bachelor’s degrees as their highest educational level is slightly lower
than those with the postgraduate diploma and or master’s degrees while the average
level of job satisfaction for respondents who are married is slightly higher than those
who are single.

A similar conclusion can also be drawn from this study that there is no
significant difference in level of job autonomy according to age, years of service with
present employers, and total years of work experience. In terms of level of job
autonomy and different groups of respondents, findings show that the average level
of job autonomy for male is slightly higher than that of females. The average level
of job autonomy for those who completed bachelor’s degrees as their highest
educational level is slightly lower than those with the postgraduate diploma and or
master’s degrees while the average level of job autonomy for respondents who are
married is slightly lower than those who are single.

Research findings reveal that Thai working adults who are currently
undertaking their graduate studies in Thailand tend to have low grit with the mean
score of 3.41, and when we look closer at the Grit score for the two subscales, the
results indicate the mean score of 3.10 for Consistency of Interest and 3.71 for
Perseverance of Effort. This implies the score around 30% percentile compared to a

large sample of American adults® 7.

In terms of level of grit, the majority of
respondents tend of have low levels of grit (39.45%), followed by 37.41% of
moderate level of grit and 23.12% of high level of grit. It is therefore important to
know the level of grit among Thai working adults as mentioned earlier that gritter
people are happier and more satisfied with life than others, and thus satisfied and
committed employees tend to have lower rates of turnover, absenteeism, and

25)

mental health problems.( As mentioned earlier, grit is best referred to as

perseverance and passion to pursue long-term goals and is often known as its role in

predicting success and a predictor of better of life outcomes, including subjective

(22, 25

well-being. ) The results of low grit score from this study are not unexpected, it
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therefore implies more room for improvement from people development
perspective. Leaders in organizations be metal health or business could explore
different strategies for cultivating a culture that promotes grit in individuals,
supporting long-term goals and success.

Based on research findings from this study, the majority of respondents tend
to have moderate levels of job satisfaction (52.79%), followed by 24.08% of high
level of job satisfaction and 23.13% of low level of job satisfaction with the mean
score of 3.75. Speaking in terms of job autonomy, the majority of respondents tend
of have moderate levels of job autonomy (45.57%), followed by 30.61% of low level
of job autonomy and 23.80% of high level of job autonomy with the mean score of
3.59. This indicates that Thai working adults who are currently undertaking their
graduate studies in Thailand tend to have moderate levels of job satisfaction and job
autonomy respectively.

In terms of age, years of service with present employers and total years of
work experience, results from this survey confirms Thai working adults who are
currently undertaking graduate studies in Thailand from different age groups, different
number of years of service with present employers and different number of total
years of work experience are likely to have different level of grit. It is true that level
of grit among Thai working adults who are currently undertaking graduate studies in
Thailand statistically vary by gender, level of education and marital status. Research
findings confirm that the average level of grit for male is slightly higher than that of
females. The average level of grit for those who completed bachelor’s degrees as
their highest educational level is slightly lower than those with the postgraduate
diploma and or master’s degrees while the average level of grit for respondents who

are married is considerably higher than those who are single.

Suggestions for Future Research

In conclusion, results of this study are consistent with the basic premises that
increasing job satisfaction will improve well-being of individuals, increase productivity
and thus the effectiveness of organizations. In essence, it should be noted that the

study of job satisfaction, grit and associated factors of job satisfaction is not always
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straightforward as one is dealing with complex human behavior in social, cultural and
organizational situation which vary subtly from study to study. Moreover, it is even
true that no one single study is likely to be an answer to any specific problem. It is
truly expected that this research would not provide any solutions to any conceptual
or practical problems on job satisfaction, rather this study would reveal a number of
important gaps in our understanding of the role and importance of job satisfaction.
Results of this study revealed that there is a positive relationship between grit and
job satisfaction in Thailand, nevertheless, it can be envisaged that this relationship
may be mediated by work engagement and other related factors that are meaningful
to individuals. Therefore, further research is needed to explore the cultural and
contextual factors that may influence the relationship between grit and job
satisfaction in different organizational settings.

Although, there are some limitations associated with this study, it is however
expected that this research would contribute both theoretical and empirical
evidence to the knowledge of job satisfaction, grit, and its associated factors of job
satisfaction among working adults in the Thai context and produce some value
materials and discussion on the society. Last but not least, it is strongly hopeful that

this piece of work would provide much fertile ground for further research.
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