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This study investigated how educational transformation strategies could drive
performance excellence in Thai universities, particularly within the rapidly changing higher
education landscape. The main objectives of this study were to develop and validate a
conceptual framework that explained the relationships among external factors, internal
factors, educational transformation strategies, and university performance excellence, and to
explore the mediating role of transformation strategies in these relationships.

A mixed-methods approach was employed. Quantitative data were collected through
structured questionnaires from 217 respondents representing various universities in Thailand.
To validate the structure of the proposed model, Exploratory Factor Analysis (EFA) and
Confirmatory Factor Analysis (CFA) were conducted. Structural Equation Modeling (SEM)
was employed to test the relationships and validate the conceptual framework. This
quantitative phase focused on how external factors (such as future skills, lifelong learning,
personalization of academic learning, AUN-QA, university holding companies, and multi-
institutional cooperation) and internal factors (such as leadership and governance, faculty and
staff engagement, financial management, academic programs and curriculum design,
infrastructure and facilities, and technology integration) influenced transformation strategies
and performance outcomes. The quantitative findings indicated that both external and internal
factors had a significant positive influence on educational transformation strategies. These
strategies, in turn, had a strong positive impact on university performance excellence.
Additionally, the results confirmed the mediating role of educational transformation strategies
in linking external and internal drivers to performance outcomes. Five key hypotheses were
tested and supported, emphasizing the central role of transformation strategies in aligning
institutional strengths with external demands to foster performance excellence. The
qualitative phase complemented these findings by providing deeper insights into the practical
realities of transformation. In-depth interviews with university leaders and experts highlighted
additional critical elements which are stakeholder engagement, effective internal
communication, organizational culture, digital transformation, agility and responsiveness, and
talent development. Informants stressed that these factors are vital to achieving meaningful
and sustainable change. These qualitative insights informed a refined model, adding layers
that better reflect the needs and realities of Thai universities.

The final revised model presented in this study illustrates how universities can
respond to external challenges and strengthen internal capacities through transformation
strategies.
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Chapter 1
Introduction

1.1 Background

Universities are playing a role of preparing a right skillful workforce for the
right markets and industries. In today’s fast-changing world, needs in labor market
have been changed because of changes in technology, innovation, laws and
regulations and customer expectations. In order to produce graduates equipped with
knowledge and skills serving the market, the roles of universities cannot be the same.
Universities have to start thinking how to adapt themselves to survive and re-invent
their strategic management models, tools and frameworks. This means, it is time for
universities to transform.

According to Eckel et al. (1998), transformation changes the culture of the
institution. Theses changes include assumptions, behaviors, processes and products.
Eckel and Kezar (2003) asserted that the changes need distinctive strategies and
activities. For a modern educational change, especially the change affected by
technologies and education for the information society, the word ‘transformation’ has
been employed to use (Fisher, 2006). According to Menéndez (2021), educational
transformation means systemic changes in the existing educational model.
Educational transformation deals with the curriculum, learning delivery, student
support and research, the operating model, the technology and the capabilities of
organization (Parker, 2020). It is significant that universities need to reform the whole
structure and system that can respond effectively to changes in global market context.

As the global context continues to evolve rapidly, universities are now facing
great challenges. Digital disruption is one thing that is certain to happen and it is
impossible for higher education sector to avoid. All university stakeholders consisting
of students, parents, alumni, employers, faculty and staff are affected by this digital
disruption. It is very challenging for universities to survive in this changing world in
order to attract, retain and engage students and alumni; operate efficiently and
effectively; drive quality and innovation in teaching and learning; foster research
collaboration; or partner with employers (Lundy et al., 2020). This change of digital
technology can generate new types of job. World Economic Forum estimates that by
2025, 85 million jobs may be displaced by a shift in the division of labor between
humans and machines, while 97 million new roles may emerge that are more adapted
to the new division of labor between humans, machines and algorithms (Zahidi et al.,
2020). Consequently, higher educational institutions need to rethink and redesign
curriculums to serve the changing needs. As digital is integrated into a success of
higher educational institutions, it is necessary for the universities to think about
university strategy in a digital disruption world. Some traditional operating strategies
cannot be deployed in order to make satisfactory productivity. Nevertheless,



technology offers unprecedented opportunities to reimagine purpose, operating
models and service quality (Stéger & Merényi, 2021).

Amid this digital disruption and the revolution of Industry 4.0, the job market
is being transformed and is demanding professionals with new skills and
competencies (BeneSova and Tupa, 2017; Lee et al., 2015; Xu et al., 2018 as cited in
Costa et al., 2022). Three factors which are a changing economy, the future of work,
and the need for new skills give a chance for universities to rethink their core
educational missions: teaching and learning style, with an emphasis on in-demand
skills development and a renewed focus on the lifelong learner market (Deloitte,
2021). Universities should identify sets of skills to serve the labor force and design
programs to meet the needs in the future (Weligamage, 2009). Universities need to
provide an opportunity for students to upskill, reskill and master new skills for
Industry 4.0 and design the curriculum or courses to ensure that the students can
graduate with the knowledge, abilities and sufficient skills to meet the requirements of
the future of work in the digital era. In addition, universities have to play a role in
creating a lifelong learning culture. The World Economic Forum has stated a call to
action for all education providers to embrace the future of work as a source of
reinvention to normalize lifelong learning for all and highlights key areas such as
scaling up the provision of self-directed learning and building bridges between
national qualification systems and lifelong learning so that skills are recognized
globally (World Economic Forum, 2021). All universities are involved in a range of
partnerships with different kinds of stakeholders for reasons related to lifelong
learning development, such as the analysis and forecasting of training needs, the
identification of target groups, and the marketing, promotion, delivery and evaluation
of courses (de Viron & Davies, 2014). Universities must reinvent themselves to meet
the changing needs of the labor market today.

Apart from digital disruption and the revolution of Industry 4.0, demographic
transition in Thailand is a driving force for universities to transform. Demographic
changes are happening now and influencing everything. Thailand is put into
“demographic disruptions” period which means there is a decline in infant population,
the birth rates are below placement and aging population has been increased
(Prasartkul et al., 2019). Within 20 years, the elderly are expected to comprise 20% of
Thailand’s total population (SCB EIC, 2018). By this, student numbers entering the
universities are shrinking and it can inevitably affect an educational service demand.
According to Sae-Lim (2021), in order for universities to confront this demographic
phenomenon, an online educational platform and a mixed method of teaching (online
and offline) can be applied. Besides, universities can attract non-aged group of
prospect students with a non-degree or certificate program. Similarly, as aging society
is approaching, Office of National Higher Education Science Research and Innovation
Policy Council (NXPO) provided a paradigm shift needed for Thailand’s higher
education system (2021c) which consists of 1) from content-based to competency-



based education, 2) from supply-driven to co-creation in which both educational
institutions and employers work together to develop platform and curriculum, 3) from
degree-oriented to employability-oriented education, 4) from catering to 3-stage life
to meeting the needs of multi-stage life, 5) from institution-based to credit bank
system, 6) from limited access to open access, 7) from local perspective to global
perspective, 8) more accessible and affordable, 9) from supply side financing to
demand directed financing, and 10) towards creative ecosystem. This can be seen that
universities cannot remain at the same route.

As mentioned earlier, it is time for universities to execute new strategies for
strategic management in order to respond to changing global context. Ecker et al.
(2001) stated 4 factors shaping the successful transformation: (1) external
environments and internal conditions; (2) change leaders with attitudes and
approaches that facilitated change; (3) leaders helping people develop new ways of
thinking and (4) leaders paying attention to the change process and listening to the
stakeholders. According to Eckel and Kezar (2003), there are 5 core strategies for
transforming institutions which are (1) senior administrative support, focusing on
actions that people in top positions pay attention to transformation (2) collaborative
leadership, pinpointing people from formal leadership positions who can implement
the concept (3) flexible vision, meaning the leaders develop clear goals and objectives
for future’s implementation (4) staff development, relating to people who learn skills
and knowledge for change and (5) visible action, focusing on progress in process of
change. However, Hayward (2020) identified differently that in terms of strategies, it
cannot be identified the right ways for success because various factors are concerns
such as context, culture, climate, external support, and other issues. In a context of
Thailand, a new policy of Thailand 4.0 adopted by Thai Government, stating the goals
of creativity, innovation, inclusivity, and sustainability expects universities to
transform paradigms, model and mechanism to the innovation’s education (Sungtong,
2018). A development of learning networks, public-private-community engagement,
new mind-set and skill-set of lecturers and students and new technology can bring
about a successful implementation of Thailand 4.0 (Buasuwan, 2018). In order to
transform universities in Thailand, it is required for the universities to transform
education system to prepare Thais for Thailand 4.0, transform teaching and learning,
develop university industrial partnership, promote a concept of entrepreneurial
university, and promote a concept of internationalization (Sungtong, 2018). In
addition, there is a study of education transformation for local development
(Thanachawengsakul & Thanyavinichakul, 2020) showing 4 elements of strategy
which consist of local development, process of professional teacher production and
development, educational quality development and development of management
system for producing high quality graduates. As innovation is stated in Thailand 4.0
policy, strategic implementation suggested by Ruchiwit et al. (2019) consists of
curriculum structure and content focusing on innovation and defining the program



objective which is producing “innovators”. In term of sustainability, the study of
strategies for developing a sustainable learning society was presented by an aspect of
lifelong learning in Thailand (Charungkaittikul & Henschke, 2014). Wudhiprasertkul
and Trirat (2021) also suggested 3 university management strategies for sustainable
development: reforming the integrated curriculum design, enhancing the quality of
educational measurement and evaluation and transforming, integrating teaching and
learning management into skills and concepts of education management for
sustainable development. However, these previous reviews do not present recent
model of transformation in a context of Thailand. In addition, there are a few studies
that focuses on the relationship among factors for future higher education, educational
transformation strategies and university performance excellence. This comes into an
area of interest of a researcher to look into the relationships and develop a model of
educational transformation strategies of higher educational institutions in Thailand.
The growing discourse on educational transformation highlights the urgent need for
universities to adapt to dynamic global challenges, including digital disruption, labor
market realignment, demographic shifts, and policy reforms such as Thailand 4.0.
Numerous studies have explored individual dimensions of transformation such as the
implementation of future skills into curricula, the promotion of lifelong learning, and
the application of quality assurance systems like AUN-QA. However, these
investigations are often fragmented, lacking a unified model that systematically
connects external environmental forces, internal institutional capacities, and strategic
transformation efforts to measurable outcomes of university performance excellence.
The existing literature tends to focus on either external or internal factors in isolation,
without analyzing the interaction between these dimensions. For example, studies
addressing external pressures (e.g., Industry 4.0, digital integration, and regional
accreditation mechanisms) rarely account for the readiness or constraints of internal
systems such as governance, faculty development, or infrastructure -capacity.
Conversely, research that explores internal restructuring efforts often overlooks how
such initiatives are shaped or constrained by external forces like global
competitiveness, national education reforms, or demographic changes.

Moreover, while global frameworks have emphasized the importance of
transformation such as the shift toward competency-based education, flexible learning
models, and innovation ecosystems, there remains a scarcity of empirical evidence
from the Thai higher education context that tests how these strategies influence actual
institutional performance. Despite Thailand’s national push under policies like
Thailand 4.0 to position universities as engines of innovation, few studies have
developed models that operationalize transformation in relation to performance
outcomes. There is also a notable gap in quantitative, theory-driven models that use
structural equation modeling (SEM) to validate the relationships among
transformation variables. Most prior research has relied on descriptive approaches or



case studies, providing limited generalizability and offering little guidance for
strategic planning or policy formulation.

This study addresses these critical gaps by first synthesizing existing
theoretical and empirical insights to propose a comprehensive, multilevel model that
connects external drivers, internal capabilities, and educational transformation
strategies. Second, it empirically tests the model within the context of Thai higher
education institutions, which remain under-researched in the global transformation
literature despite undergoing rapid systemic reform. Lastly, it employs Structural
Equation Modeling (SEM) to validate the relationships between constructs, thereby
supporting both theoretical advancement and practical application. By integrating
fragmented streams of literature and grounding the analysis in the specific cultural,
policy, and organizational context of Thailand, this study contributes a novel
perspective and a validated model for understanding and guiding university
transformation toward performance excellence.

1.2 Research Questions

1) What is the relationship between external factors for future higher education
and educational transformation strategies?

2) What is the relationship between internal factors for future higher education
and educational transformation strategies?

3) What is the relationship between educational transformation strategies and
university performance excellence?

4) What is an educational transformation strategy model for higher educational
institutions?

1.3 Objectives

1 ) To study the relationship between external factors for future higher
education and educational transformation strategies

2 ) To study the relationship between internal factors for future higher
education and educational transformation strategies

3) To study the relationship between educational transformation strategies and
university performance excellence

4 ) To develop an educational transformation strategy model for higher
educational institutions

1.4 Expected Benefits and Application

1.4.1 Theoretical Contributions
1) Contribution to Strategic Management Theories in Higher Education
The educational transformation strategies proposed in this study
advance the theoretical understandin g of strategic management in higher education



by offering a holistic, systems-based model that integrates multiple strategic
dimensions. Unlike existing frameworks that often present fragmented approaches,
this study emphasizes the interconnectivity between leadership, governance,
curriculum design, faculty and staff development, quality assurance, and student
support services. By positioning these elements as interdependent rather than isolated,
the model enhances theoretical discourse around institutional transformation as a
dynamic and systemic process. The study also addresses a critical gap in the literature
regarding the contextualization of transformation strategies within emerging
economies such as Thailand, where higher education institutions face distinct
challenges related to demographic shifts, economic pressures, and national innovation
policies like Thailand 4.0. This contribution expands strategic management theories
by offering insights into how universities in transitional and resource-constrained
environments can adopt adaptable, future-oriented strategies to enhance resilience,
competitiveness, and societal relevance.
2 ) Foundation for Future Academic Research and Strategic Variables
Development
The model developed in this study provides a foundation for future
academic inquiry by offering a structured yet flexible analytical framework suitable
for diverse research methodologies. Researchers can utilize the model to examine
causal relationships between transformation strategies and various institutional
performance outcomes through quantitative techniques such as structural equation
modeling. Additionally, the model's flexibility allows for qualitative and mixed-
methods research to explore the lived experiences of faculty, administrators, and
students engaged in transformation processes. The model also supports predictive
research, enabling  strategic scenario planning and forecasting under different
environmental and  organizational conditions. This  is particularly valuable for
decision-makers facing budgetary and resource constraints, as it allows them to
prioritize interventions with the highest potential impact. Moreover, the model’s
open-ended structure encourages the integration of emerging strategic variables, such
as digital transformation readiness, institutional agility, and sustainability, thus
ensuring its continued relevance amidst global educational disruptions and societal
imperatives.

1.4.2 Managerial Contributions

1) Strategic Management Guidelines for Higher Education Stakeholders

The strategic management guidelines developed in this study provide

actionable recommendations for higher education stakeholders seeking to navigate an
increasingly volatile and uncertain educational environment. University leaders and
administrators are urged to shift from traditional, reactive management approaches to
proactive, future-focused strategies that prioritize agility, inclusiveness, and
innovation. Central to these recommendations is the role of visionary leadership that
goes beyond administrative tasks to drive cultural change and institutional renewal.



The guidelines also emphasize the importance of continuous faculty and staff
development as a key driver of institutional excellence, particularly in enhancing
digital competencies, interdisciplinary collaboration, and pedagogical innovation.
Additionally, the proposed strategies advocate for curriculum transformation toward
flexible, modular, and competency-based models that respond directly to the evolving
needs of learners and labor markets. These managerial guidelines are particularly
relevant in the Thai context, where higher education institutions must reposition
themselves as engines of national innovation and economic development in alignment
with Thailand 4.0 and the Sustainable Development Goals (SDGs).
2) Scalable Adaptation Across Educational Levels in Thailand

Although the focus of this study is on higher education institutions,
the transformation strategies presented possess a level of abstraction and flexibility
that make them applicable across multiple tiers of Thailand’s education system. The
strategies’ emphasis on student-centered learning, competency-based assessment,
industry collaboration, and lifelong learning mindsets are principles that can be
effectively recalibrated for primary, secondary, vocational, and non-formal education
settings. This scalability supports the development of a cohesive, system-wide
transformation framework that aligns educational pathways from early childhood to
adult learning under a unified vision of future-readiness. For policymakers, this
suggests the importance of creating integrated policy environments that foster
coherence between ministries and institutions, minimizing duplication and ensuring
smooth learner transitions across educational stages. In vocational and technical
education, the strategies can enhance curriculum alignment with labor market
demands, while in non-formal education, they can drive the creation of flexible
learning platforms. for mid-career reskilling, thus ensuring inclusiveness and
responsiveness across all life stages.

3) Practical Tools for Policy and Institutional Planning

The transformation model proposed in this study offers practical tools
for policymakers, accreditation bodies, funding agencies, and institutional leaders to
diagnose organizational gaps, benchmark performance, and plan strategically. The
model’s structured strategic categories provide a common language and framework
that supports the alignment of institutional plans with national policies, funding
mechanisms, and quality assurance processes. It enables institutions to assess their
current transformation readiness, identify priority areas for improvement, and allocate
resources efficiently. Moreover, by fostering alignment between top-down policy
directives and bottom-up institutional innovations, the model enhances policy
coherence and institutional agility. This dual focus ensures that transformation efforts
are not only strategically guided but also practically grounded in institutional realities.
By bridging the academic-practitioner divide, the model empowers educational
leaders with a coherent, evidence-based framework for navigating complex change



while providing academics with a researchable tool that supports ongoing inquiry into
strategic educational transformation.

1.5 Scope of the Study

1.5.1 Geographical Scope

This study was conducted within the context of higher education
institutions in Thailand. The geographical scope covered universities across the
country, categorized into six types based on their governance structures and admission
systems. These included: (1) public universities with restricted admission quotas; (2)
public universities with open admission; (3) autonomous public universities; (4)
Rajabhat universities; (5) Rajamangala University of Technology; and (6) private
universities. This classification ensured that the study captured the diversity and
complexity of Thailand's higher education landscape.

1.5.2 Temporal Scope
The study was conducted during the period from June 2024 to March
2025. This period was selected to align with the academic cycle and to ensure that the
data collected reflected the most current institutional practices, experiences, and
perceptions related to educational transformation strategies and university
performance excellence.

1.5.3 Population Scope
The population comprised academic and support staff from the selected
universities specified in the unit of analysis section. These individuals held
responsibilities directly related to educational quality assurance, strategic planning,
policy implementation, and organizational development. They were identified as key
informants due to their knowledge and experience in institutional quality systems and
transformation processes.

1.5.4 Data Scope
The study utilized quantitative data collected through structured
questionnaires designed to assess the relationships between external factors, internal
factors, educational transformation strategies, and university performance excellence.
The study focused exclusively on the perceptions and experiences of staff members
involved in educational quality assurance and strategic management, excluding
students, alumni, and external stakeholders.

1.6 Key Terms

1) Educational transformation is an act of change in educational system or an
act of being supported and motivated to make change in educational institution.

2) University performance excellence refers to the achievement of high-
quality results in teaching, research, and service delivery through systematic,
sustainable, and continuous improvement practices.



3) Higher educational institutions (HEIs) mean universities providing
academic programs with aim of a degree.

4) External factors are external conditions and trends such as technological
disruption, labor market needs, national education policies, and regional quality
frameworks that influence how universities must adapt and transform to stay relevant.

5) Internal factors are institutional elements such as leadership, staff,
curriculum, infrastructure, and digital capacity that determine a university’s ability to
implement transformation effectively.

6) Educational transformation strategies are planned initiatives and
frameworks used by universities to redesign leadership, teaching, curriculum, and
support systems in response to internal capacities and external demands.

7) Future skills are abilities such as critical thinking, problem-solving, digital
literacy, and adaptability needed to succeed in a rapidly changing, technology-driven
workforce.

8) Lifelong learning is a continuous, self-motivated process of acquiring
knowledge and skills throughout an individual's life to adapt to social, economic, and
technological changes.

9) Personalization of academic learning is an educational approach that tailors
learning experiences to the individual needs, preferences, and pace of students
through adaptive strategies and technologies.

10) ASEAN University Network-Quality Assurance (AUN-QA) is a regional
framework for assessing and improving the quality of higher education institutions
based on standardized criteria and continuous improvement processes.

11) University holding companies (UHCs) are organizational structures
established by universities to manage and commercialize research outputs, promote
innovation, and support university-industry partnerships.

12) Multi-institutional cooperation is strategic collaboration between multiple
universities or academic- entities to share resources, develop joint programs, and
enhance educational and research outcomes.

13) Leaders and governance refer to the structures, processes, and individuals
responsible for strategic decision-making, institutional vision, and accountability
within a university.

14) Faculty and staff engagement is the active involvement and commitment
of academic and administrative personnel in institutional development, teaching
innovation, and transformation initiatives.

15) Financial management is the planning, allocation, and monitoring of
institutional budgets and resources to support sustainable operations and strategic
educational goals.

16) Academic programs and curriculum design is the process of developing,
structuring, and evaluating academic content and learning outcomes to meet student
and industry needs.
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17) Infrastructure and facilities are the physical and digital environments,
including classrooms, laboratories, and online platforms, that support teaching,
research, and student services.

18) Technology integration is the use of digital tools, platforms, and systems
to enhance teaching, learning, administration, and research within higher education
institutions.

19) Leadership and vision refer to the strategic direction and foresight
provided by university leadership to guide institutional transformation and respond to
emerging challenges.

20) Faculty and staff development is composed of programs and initiatives
aimed at improving the professional competencies, digital skills, and pedagogical
practices of university personnel.

21) New curriculum design and pedagogy refers to innovative, flexible, and
competency-based teaching approaches that align with future workforce needs and
promote active learning.

22) Assessment and quality assurance are mechanisms for evaluating student
learning, program effectiveness, and institutional performance to ensure continuous
improvement.

23) Student support services are a range of academic, emotional, and career-
related services designed to enhance student success, retention, and well-being.

24) Systematic operation is the coordinated implementation of policies,
processes, and resources to ensure efficient and effective institutional functioning.

25) Deployment and implementation is the execution of strategic plans,
programs, and initiatives across university units to achieve targeted goals.

26) Monitoring and evaluation is the regular assessment of institutional
activities and outcomes to inform decision-making and ensure accountability.

27) Results-oriented improvement is a focus on using performance data and
feedback to drive continuous improvement in all areas of institutional performance.



Chapter 2
Literature Review

2.1 Introduction

Educational transformation in higher education institutions is essential to
adapting to the rapidly changing demands of the global economy, technological
advancements, and evolving societal needs. Universities must reinvent their strategies
and frameworks to remain relevant, efficient, and effective in preparing students for
future challenges. This literature review aims to explore the various strategies
implemented by universities to achieve performance excellence through educational
transformation. It examines both external and internal factors that drive
transformation, including the integration of future skills, the demand for lifelong
learning, personalization of academic learning, and the evolving role of technology.
The review is particularly  focused on the context of Thai higher education
institutions, which face unique challenges such as demographic shifts, economic
disruptions, and the rise of Industry 4.0. As universities work to meet the future
demands of the labor market, educational transformation strategies must be closely
aligned with these external factors, while also addressing internal factors such as
leadership, governance, faculty engagement, and infrastructure.

This review is structured as follows: first, it discusses the external factors
influencing educational transformation; second, it examines the internal factors within
higher education institutions. that contribute to successful transformation; third, it
outlines the educational transformation strategies adopted by universities and explores
the relationship between these strategies and university performance excellence; and
finally, it discusses University Performance Excellence through EdPEx-Aligned
Strategies.

2.2 External factors for future higher education

The transformation of higher education is increasingly shaped by external
forces that originate beyond institutional boundaries yet exert substantial influence on
policy formation, strategic direction, and operational practices. In recent years, the
global knowledge economy, regional integration mechanisms, and rapid technological
advancement have redefined the context in which universities operate. These forces
demand not only incremental improvements but also structural and strategic shifts
capable of addressing complex, multifaceted challenges. In the Thai context and
broader ASEAN region, higher education institutions must demonstrate
responsiveness to a spectrum of external factors that are accelerating the need for
transformation. These include the growing emphasis on future skills and workforce
readiness, the proliferation of multi-institutional educational pathways, the rise of
lifelong learning as a norm rather than an exception, the increasing demand for
personalization in learning experiences, regional quality assurance systems such as
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AUN-QA, and emerging governance models exemplified by university holding
companies. Each of these factors represents more than a passing trend; they reflect a
deeper restructuring of the relationship between higher education, society, and the
economy. As such, they should not be treated as isolated variables but as
interdependent drivers of change that must be systematically understood and
strategically addressed. Their presence necessitates a re-evaluation of the traditional
functions of universities from knowledge transmission and credentialing to
innovation, collaboration, and societal impact.

The following section critically examines these six key external factors in
order to situate the proposed educational transformation strategies within a broader
strategic environment. Understanding the implications of these forces is essential for
institutions aiming to achieve long-term relevance, competitiveness, and excellence in
a dynamic regional and global landscape.

2.2.1 Future SKkills

In the context of an ever-evolving global job market and rapid
technological advancements, higher education institutions must increasingly prioritize
the development of “future skills” in their curricula. These skills are essential for
students to thrive in an increasingly complex, digitally-driven world. The importance
of these skills, often referred to as “21%-century skills,” has been reinforced by global
educational bodies and policymakers, as well as by industry leaders who are
increasingly focused on the competencies required in the workforce of tomorrow. The
major future skills include critical thinking, creativity, problem-solving,
communication, collaboration, digital literacy, adaptability, and lifelong learning.
Together, these skills are reshaping the strategies employed by universities worldwide
to deliver education and prepare students for success in the rapidly changing
workplace. The development of critical thinking and problem-solving abilities has
long been recognized as central to higher education. These skills are essential for
navigating the complex and unpredictable challenges faced by individuals and
organizations in the modern world. As industries evolve and new problems emerge,
employers increasingly seek individuals who can think analytically, assess situations
critically, and devise creative solutions to complex issues. To address this growing
need, educational institutions are adapting their teaching strategies to emphasize
inquiry-based learning, where students engage deeply with subject matter and are
encouraged to think critically and independently. Problem-solving tasks are designed
to reflect real-world challenges, helping students develop skills they can apply outside
the classroom. Business simulations, for example, have been found to significantly
enhance students’ entrepreneurial and employability skills. By immersing students in
simulated real-world business environments, these exercises promote critical thinking
and decision-making in a safe yet realistic context (Sheikh et al., 2023). Research also
shows that engaging students in case studies and scenario-based learning encourages
them to analyze complex problems from multiple perspectives, fostering a deep
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understanding of how various factors influence outcomes. These kinds of pedagogical
approaches help students acquire problem-solving skills that are essential for
professional success in fields ranging from business to healthcare to technology
(Bonfield et al., 2020). Through such initiatives, universities aim to produce graduates
who are not only knowledgeable but also capable of thinking critically and responding
to unforeseen challenges.

As the digital age continues to disrupt traditional industries and job roles,
digital literacy has become one of the most vital competencies for students to acquire.
With technologies such as artificial intelligence (Al), machine learning, and big data
analytics transforming the way industries operate, higher education institutions must
integrate digital technologies into their curricula to ensure that students are prepared
for the workforce of the future. Digital literacy encompasses the ability to use
technology effectively, navigate digital environments, and critically evaluate digital
content, a crucial set of skills in a world where digital tools are widespread in both
personal and professional life. Moreover, technology integration in education is no
longer optional, it is a necessity. The COVID-19 pandemic has highlighted this
urgency, as educational institutions were forced to pivot to online learning
environments almost overnight. The need for digital competency is clear, and
universities are increasingly leveraging digital platforms to enhance learning
experiences. For example, many institutions have adopted learning management
systems (LMS) and collaborative tools such as Google Classroom, Zoom, and
Microsoft Teams to facilitate remote and hybrid learning models. These tools enable
students to engage with the course material and collaborate with peers and instructors
effectively in digital spaces (McCarthy et al., 2023). The integration of digital tools is
not just about accessing content but also about teaching students how to use these
tools to enhance their problem-solving and collaboration skills. For instance, the use
of business simulation software like AnyLogic, which allows students to engage in
interactive simulations that mimic real-world business scenarios, is a prime example
of how technology can be used to develop 21%-century skills. These types of
simulations not only teach students technical skills but also foster communication,
critical thinking, and teamwork, which are essential for success in today’s workplace
(Sheikh et al., 2023).

The world of work is increasingly collaborative, and this shift has
significant implications for the skills students need to succeed. Communication and
collaboration are essential in virtually all professional environments, whether they
involve working in teams, presenting ideas, or engaging in discussions with
colleagues or clients. Higher education institutions are therefore placing a strong
emphasis on teaching these interpersonal skills. One effective approach to fostering
collaboration is through project-based learning (PBL) and group assignments. In these
formats, students work together to tackle complex problems, pooling their collective
knowledge and skills. PBL encourages collaboration and communication while also
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enabling students to apply theoretical knowledge to practical situations. It allows
students to develop not only their technical knowledge but also their ability to interact
with others, navigate group dynamics, and manage conflicts constructively. Research
indicates that group work and collaborative learning experiences are particularly
effective in enhancing students’ ability to communicate and collaborate in real-world
settings. Through collaboration, students also develop leadership and decision-making
abilities, as they are often required to manage tasks, delegate responsibilities, and
make group decisions (Griffin & Care, 2015). By integrating these opportunities into
curricula, universities are preparing students to thrive in the collaborative work
environments that are increasingly prevalent in the global job market.

One of the most profound shifts in the workforce is the demand for
adaptability. As industries continue to evolve and technologies rapidly advance,
workers are expected to continually learn and adapt to new situations. To prepare
students for this uncertainty, higher education institutions are increasingly focusing on
fostering lifelong learning and adaptability as core competencies. Lifelong learning is
defined as the ability and willingness to continually acquire new skills and knowledge
throughout one’s career. As many professions undergo radical transformations due to
automation and technological advancements, workers must remain agile, capable of
reskilling and upskilling as needed. Higher education institutions are responding by
offering flexible learning pathways, such as online courses, microcredentials, and
certificate programs, that allow individuals to continue learning throughout their
careers (Akour & Alenezi, 2022). This model of continuous education enables
students to acquire new 'skills in response to changing job market demands and
ensures that they remain competitive in their fields. In addition, universities are
adopting curricula that encourage students to view learning as a lifelong process. In
many disciplines, this approach is being integrated into programs through experiential
learning, internships, and co-op programs, where students apply what they learn in
real-world settings and -gain practical experience. These experiences foster the
adaptability necessary for success in a rapidly changing world and enable students to
remain engaged in their professional development long after graduation (Redecker
etal., 2011).

The skills needed for success in the 21 century are multifaceted and
interconnected. Future skills like critical thinking, problem-solving, digital literacy,
collaboration, and adaptability are all essential for students to thrive in an increasingly
digital and interconnected world. Universities play a crucial role in developing these
skills by rethinking their teaching methods, curricula, and learning environments. By
incorporating innovative pedagogies such as business simulations, project-based
learning, and digital tools into their programs, higher education institutions can ensure
that students are prepared for the challenges of tomorrow’s workforce. As the world
continues to evolve, so too must the strategies used by higher education institutions to
prepare students. The future workforce will demand individuals who are not only
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technically proficient but also capable of thinking critically, collaborating effectively,
and adapting to new circumstances. By focusing on the development of these essential
skills, universities can contribute to creating a workforce that is capable of addressing
the complex challenges of the future.

2.2.2 Multi-Institutional Cooperation

In the modern landscape of higher education, multi-institutional
cooperation has become an essential strategy for educational transformation. This
model, which involves collaborations between multiple academic institutions,
facilitates the pooling of resources, sharing of expertise, and the creation of synergies
that enhance the overall educational experience. Multi-institutional partnerships have
proven to be vital in addressing the growing challenges faced by universities globally,
including the need for innovation, internationalization, and curriculum reform.
Through such collaborations, institutions can adapt to changing educational demands,
ensure sustainability, and foster a more inclusive and effective learning environment.
One of the key drivers of educational transformation through multi-institutional
cooperation is the fostering of innovation and knowledge exchange. By collaborating
across institutional boundaries, universities gain access to a broader range of
resources and expertise, which can lead to the development of new teaching methods,
curricula, and research initiatives. This exchange of knowledge is particularly
important in an increasingly globalized and interconnected world, where universities
must adapt to rapidly evolving technological and societal demands. As highlighted by
Frank (2019), the integration of cross-institutional collaborations can enhance the
development of innovative curricula, particularly when institutions from different
countries and cultural contexts come together. Such collaborations provide an
opportunity to diversify teaching methods, enrich student learning experiences, and
introduce new perspectives that would otherwise be unavailable within a single
institution (Frank, 2019). For instance, joint research initiatives or cross-border degree
programs enable institutions to share best practices, integrate new technologies into
the curriculum, and create educational content that is both relevant and forward-
thinking. The benefits of multi-institutional cooperation in innovation are also evident
in the context of global partnerships. In Africa, for example, universities have
increasingly sought collaborations with institutions from the global North to enhance
their research capabilities and academic offerings. However, challenges related to
power imbalances, differing institutional priorities, and cultural dynamics have
sometimes hindered the success of these collaborations (Semali et al., 2013).
Nevertheless, when managed effectively, such partnerships offer significant
opportunities for academic institutions in the global South to enhance their academic
and research capacity by leveraging the resources and expertise of their northern
counterparts.
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Multi-institutional collaborations also contribute to educational
transformation by optimizing resources and improving cost efficiency. In the face of
tightening budgets and increased competition for funding, universities are
increasingly seeking ways to maximize their resources. By joining forces, institutions
can pool their financial, technological, and human resources to achieve common goals
without duplicating efforts or incurring excessive costs. For example, in the context of
internationalization, multi-institutional partnerships allow universities to share the
financial burden of developing and delivering joint degree programs or international
research initiatives. These partnerships enable institutions to access funding from
multiple sources, including government grants, industry partnerships, and
international donors, which can significantly reduce the financial strain on individual
institutions (Bidandi et al., 2022). Furthermore, such collaborations often result in
shared infrastructure, such as research facilities, libraries, and online learning
platforms, which can enhance the quality of education while reducing the costs
associated with maintaining these resources independently. In the case of the
University of the Western Cape (UWC) in South Africa, multi-stakeholder
partnerships have been critical in driving infrastructure development and improving
the institution’s research output. Through collaborations with industry partners and
government entities, UWC has been able to secure funding for academic projects,
enhance its facilities, and offer more comprehensive educational services to its
students. These collaborations have not only improved the institution’s academic
standing but have also contributed to its sustainability in a competitive higher
education market (Bidandi et al., 2022).

Another significant impact of multi-institutional cooperation is its role in
fostering global engagement and supporting the internationalization of higher
education. In a globalized world, universities must prepare students to thrive in
diverse and interconnected environments. Multi-institutional collaborations help
institutions meet this challenge by providing students and faculty with opportunities
for international exposure, cross-cultural learning, and collaboration on global issues.
The concept of internationalization has been a driving force behind many
multi-institutional partnerships, particularly in the development of joint degree
programs, student and staff exchanges, and collaborative research initiatives. These
partnerships enable students to gain a broader understanding of global issues, learn in
diverse educational environments, and build networks that will benefit them
throughout their careers. As Frank (2019) points out, international collaborations can
also provide institutions with the opportunity to enhance their reputation and
academic standing on the global stage, thereby attracting top talent and increasing
their competitiveness (Frank, 2019). In Africa, the internationalization of higher
education has been significantly advanced through multi-institutional collaborations
with universities in the global North. These partnerships have helped African
universities to improve their research capabilities, develop new academic programs,
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and enhance their global visibility. However, as Semali et al. (2013) note, the success
of these partnerships depends on the ability of institutions to navigate the complexities
of cross-cultural collaboration and ensure that the benefits are mutually shared
between partners (Semali et al., 2013).

Multi-institutional collaborations can also play a vital role in addressing
educational inequality and expanding access to higher education. By collaborating
with other institutions, universities can create more inclusive learning environments,
develop programs that cater to diverse student populations, and ensure that
educational opportunities are available to students from different socio-economic
backgrounds. In many parts of the world, especially in developing countries, access to
higher education is limited by factors such as geographical location, financial
constraints, and the availability of resources. Multi-institutional collaborations
provide an effective way to overcome these barriers by enabling institutions to share
resources and create flexible learning opportunities, such as online courses and
distance learning programs. These initiatives can help bridge the gap between urban
and rural institutions, ensuring that students from underserved areas have access to
quality education (Bidandi et al., 2022). In the U.S., for example, the Northwest
Engineering Talent Expansion Partnership (NW-ETEP) is a multi-institutional
collaboration designed to increase the number of underrepresented minority and
female students in engineering programs. By pooling resources and expertise from
several institutions, the partnership has successfully improved recruitment and
retention rates for these student groups, demonstrating the potential of multi-
institutional collaboration in promoting educational equity (Loveless-Morris et al.,
2008).

Multi-institutional cooperation has a profound impact on educational
transformation strategies by fostering innovation, optimizing resources, supporting
global engagement, and addressing educational inequality. As higher education
institutions continue to face challenges related to funding, globalization, and the
evolving needs of students, multi-institutional collaborations provide a valuable
model for creating sustainable and effective educational environments. Through
partnerships that span geographical, cultural, and institutional boundaries, universities
can leverage their collective strengths to enhance the quality of education, improve
student outcomes, and contribute to the development of a more inclusive and
interconnected global educational community.

2.2.3 Lifelong Learning
Lifelong learning (LLL) has become a cornerstone of modern
educational reform as nations and educational institutions aim to adapt to the rapidly
changing global landscape. The increasing pace of technological advancements, the
demands for a more adaptable workforce, and the evolving nature of global
economies necessitate continuous learning opportunities beyond formal education.
Lifelong learning (LLL) refers to the ongoing, voluntary, and self-motivated pursuit
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of knowledge for personal or professional development. In response to these
challenges, higher education institutions have integrated lifelong learning into their
strategic priorities to ensure that both students and faculty members remain
competitive, skilled, and adaptable throughout their careers. The educational
transformation strategies driven by the incorporation of lifelong learning emphasize
not only the academic curriculum but also organizational structures, policies, and
practices that foster continuous learning.

Higher education institutions globally are increasingly recognizing the
importance of lifelong learning to develop human capital and promote sustainable
development. As knowledge continues to evolve and the workplace demands more
versatile skills, universities are shifting from a traditional, static educational model to
one that supports the continuous development of skills across a lifetime (Dhirathiti,
2014). In Thailand, for instance, the government has embraced policies that encourage
lifelong learning to address both the economic and social demands for an adaptable
and skilled workforce. The Thai government has recognized the importance of
lifelong learning in contributing to national development and has begun to integrate
these principles into higher education reforms (Charungkaittikul, 2020). The
implementation of lifelong learning policies in higher education serves as a pathway
to build a more inclusive, flexible, and resilient educational system. These policies
ensure that learning opportunities are accessible to a wide demographic, promoting
social inclusion and equity. For example, lifelong learning opportunities in Thailand
are targeted not only at traditional students but also at adult learners and marginalized
groups, including the elderly, to provide them with the skills necessary to thrive in a
knowledge-based economy (Dhirathiti, 2014). In this context, universities are
expanding their role from being providers of formal education to lifelong learning
hubs that offer a wide range of learning opportunities, including short courses,
certifications, and online learning platforms. For universities to effectively support
lifelong learning, they must also focus on the development of their faculty members.
Faculty members are not only responsible for imparting knowledge to students but
also for engaging in their own continuous professional development. The
management of university factors that support faculty members’ lifelong learning is
essential for improving their professional effectiveness and ensuring the quality of
education delivered (Zhou, 2018). The study on university factors influencing lifelong
learning of faculty members highlights that organizational learning -culture,
managerial effectiveness, collaborative learning opportunities, and psychological
empowerment are critical factors that foster faculty participation in lifelong learning.
Universities need to create an environment that encourages and facilitates faculty
members’ engagement in continuous professional development. An effective
organizational culture that values learning at all levels of the institution plays a
significant role in encouraging faculty members to pursue lifelong learning
opportunities. A culture that promotes knowledge sharing, collaboration, and
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continuous learning can positively influence faculty’s engagement with professional
development activities (Zhou, 2018). Additionally, the managerial effectiveness of
university leaders, who are responsible for supporting and facilitating lifelong
learning opportunities, is also crucial. Leaders who actively encourage and provide
resources for lifelong learning can create a culture of sustained professional growth
among faculty members (Zhou, 2018). Besides, Psychological empowerment also
plays a significant role in motivating faculty members to engage in lifelong learning.
When faculty members feel that they have the autonomy and support to develop
professionally, they are more likely to take advantage of lifelong learning
opportunities. Universities that provide clear pathways for career progression and
professional development are better positioned to retain high-quality faculty who are
engaged in continuous learning (Zhou, 2018).

Lifelong learning policies are also directly linked to workforce
adaptability. In today’s rapidly changing work environments, employees are required
to constantly update their skills to remain relevant in their fields. In Thailand, the
promotion of lifelong learning has been integrated into the national policy framework,
with an emphasis on developing a highly adaptable and competitive workforce
(Phusavat et al., 2012). Universities, in turn, have been tasked with not only preparing
students for entry into the workforce but also ensuring that they are equipped with the
tools to continue learning throughout their careers. The integration of lifelong learning
into educational strategies ensures that universities can produce graduates who
possess the skills necessary to adapt to changing job market demands. This shift
toward a more adaptable workforce requires universities to offer programs that are not
only academically rigorous but also aligned with industry needs. For example,
universities are increasingly incorporating skills development courses and digital
literacy into their curricula to ensure that students can thrive in a highly dynamic and
technology-driven work environment (Mohd Meerah et al., 2011). Additionally,
universities must offer flexible learning pathways that enable working professionals to
pursue further education while balancing their career responsibilities. This flexibility
is key to promoting lifelong learning across all stages of an individual’s career
(Charungkaittikul, 2020).

Thailand 4.0 is a national policy framework designed to transform
Thailand into a high-income, innovation-driven economy. The policy emphasizes the
need for creativity, innovation, and technological advancement, all of which require a
highly skilled and adaptable workforce. In the context of Thailand 4.0, lifelong
learning is seen as a crucial strategy for enabling individuals to acquire the skills
needed to participate in the new digital economy (Buasuwan, 2018). Universities are
central to this transformation, as they are tasked with fostering the skills necessary for
the workforce to meet the demands of a rapidly evolving economy. As part of the
Thailand 4.0 agenda, universities are being encouraged to develop programs that
focus on emerging technologies such as artificial intelligence, robotics, and data
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analytics. These programs are designed to ensure that graduates are not only prepared
for existing job markets but also equipped to adapt to the future demands of the
workforce. In addition, universities are encouraged to form partnerships with industry
to ensure that educational offerings are closely aligned with the needs of the economy
(Buasuwan, 2018). The adoption of lifelong learning policies within Thailand’s higher
education sector is a significant role in achieving the objectives of Thailand 4.0. By
equipping individuals with the ability to learn continuously throughout their lives, the
country can develop a workforce that is not only innovative and adaptable but also
capable of driving economic growth in the digital age (Charungkaittikul, 2020).

It can be seen that lifelong learning is an essential component of
educational transformation, particularly in the context of preparing students and
faculty for the rapidly changing demands of the global workforce. By integrating
lifelong learning policies into their strategic frameworks, universities can contribute
to the development of a highly skilled, adaptable, and innovative workforce. In
countries like Thailand, where economic and technological transformations are central
to national development, lifelong learning policies play a crucial role in ensuring that
individuals are equipped with the skills needed to thrive in the digital economy. As
higher education institutions continue to evolve and adapt to these challenges, the
promotion of lifelong learning will remain a central pillar of educational
transformation strategies.

2.2.4 Personalization of Academic Learning

In recent years, the trend of personalizing academic learning has
emerged as a transformative strategy in higher education. This shift toward
personalized learning is primarily driven by the growing recognition that students
have diverse learning styles, strengths, and needs. Personalization in education refers
to tailoring the learning experience to meet the individual needs of each student,
allowing for a more customized approach to teaching that adapts to each learner’s
pace, interests, and learning methods. The integration of personalized learning into
higher education is central to creating more flexible, engaging, and effective
educational environments. As such, it significantly influences educational
transformation strategies, impacting how curricula are designed, how teaching is
delivered, and how students engage with their learning. Personalized learning can be
conceptualized as an approach where the curriculum and learning experiences are
adapted to the unique needs, abilities, and interests of each student. According to
Waldeck (2007), personalized education involves creating an evolving, dynamic
relationship between the teacher and student, where learning is customized to
optimize student engagement and outcomes. Personalization allows students to take
ownership of their education by offering them choices in their learning paths, whether
through flexible course design, adaptive technologies, or collaborative learning
environments. The trend toward personalized learning has become more prevalent in
response to the growing diversity in student populations. With the increasing
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emphasis on student-centered learning, institutions are increasingly adopting
technologies and pedagogies that provide students with more control over their
educational experiences. This shift has profound implications for educational
transformation, as universities are rethinking traditional teaching methods to
accommodate a broader range of learners.

The introduction of personalized learning requires significant changes to
how curricula are designed and delivered. In traditional models, education tends to
follow a one-size-fits-all approach, where all students progress through the same
content at the same pace. However, personalized learning moves away from this
model by incorporating flexibility into the learning process, enabling students to work
at their own pace, select learning paths, and receive customized support. One
significant way in which personalized learning affects educational transformation
strategies is through the integration of technology. Intelligent tutoring systems,
learning management systems, and adaptive learning platforms are increasingly being
used to provide tailored feedback and assessments to students based on their
performance and needs. Al-powered tools can analyze students’ interactions with
learning materials, adapt the difficulty of tasks to suit their abilities, and provide
personalized recommendations for further study (Ren & Wu, 2025). These
technological tools make it possible for institutions to cater to individual learning
preferences and create a more engaging and effective learning environment. In
Thailand, for example, the integration-of digital learning tools has been a critical
component of educational transformation. As Lipipun and Angasinha (2023)
highlight, the incorporation of digital technologies has revolutionized the way courses
are delivered, allowing for more flexible learning environments. Personalized learning
technologies allow  instructors to design courses that can accommodate various
learning styles and give students more opportunities to learn independently, thereby
enhancing their engagement and overall learning outcomes.

Personalized learning strategies have a profound impact on student
engagement and learning outcomes. By tailoring the learning experience to students’
needs, personalized learning fosters a deeper connection between students and the
material. This increased engagement is associated with improved academic
achievement, higher retention rates, and greater student satisfaction. Waldeck (2007)
emphasizes that students who perceive their education as personalized are more likely
to experience higher levels of cognitive and affective learning. When students feel
that their learning experiences are designed to suit their individual needs and interests,
they are more likely to engage with the material and develop a strong sense of
academic efficacy. The ability to engage with content in a way that aligns with their
strengths and interests also contributes to their overall well-being, as students are
more motivated and less likely to experience frustration or disengagement. Moreover,
research by Waldrip et al. (2014) suggests that personalized learning environments
positively impact students’ academic achievement by offering more targeted and
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meaningful learning experiences. Their study found that students in personalized
learning environments showed increased motivation, better problem-solving skills,
and higher academic achievement compared to those in traditional settings. This
reinforces the notion that personalization is not just about student satisfaction but also
about tangible improvements in learning outcomes.

While the benefits of personalized learning are evident, the
implementation of such strategies presents several challenges for faculty. One of the
primary challenges is the increased workload for instructors, who are required to
design and manage more individualized learning experiences. This often involves
greater use of technology, more frequent assessments, and more tailored feedback for
students. Additionally, instructors must be trained in the use of personalized learning
tools and must develop the skills to manage a diverse range of student needs
effectively. Furthermore, personalized learning requires faculty to adopt a more
flexible teaching approach, one that emphasizes collaboration, mentorship, and
continuous feedback. As Waldeck (2007) notes, creating a personalized learning
environment involves ongoing communication between teachers and students, which
can be difficult to maintain in large, lecture-based settings. Faculty members may
struggle with balancing the demands of personalized instruction while also fulfilling
research obligations and other institutional responsibilities. However, despite these
challenges, personalized learning presents significant opportunities for faculty
development. By leveraging technology and adopting student-centered pedagogies,
instructors can transform their teaching practices and create more dynamic and
effective learning environments. Additionally, the use of Al-driven learning analytics
and personalized feedback systems allows faculty to monitor students’ progress in
real-time and intervene when necessary, helping to ensure that all students are
supported throughout their educational journey.

At the institutional level, the adoption of personalized learning strategies
represents a shift toward a more. learner-centric model of education. Educational
institutions must embrace flexibility in their structures, policies, and resources to
accommodate personalized learning. This requires changes not only in teaching
practices but also in administrative processes, assessment strategies, and curriculum
design. In Thailand, as discussed by Lipipun and Angasinha (2023), universities are
increasingly adopting personalized learning strategies to foster student engagement
and improve learning outcomes. The move toward personalized education aligns with
national educational reforms aimed at promoting lifelong learning and ensuring that
students are equipped with the skills necessary for success in the rapidly changing
workforce. Institutions that embrace personalized learning can create more inclusive,
flexible, and adaptive learning environments that cater to the diverse needs of their
students.
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In conclusion, the personalization of academic learning is a critical
component of educational transformation in the 21% century. By tailoring the learning
experience to meet the individual needs of students, personalized learning fosters
greater engagement, improves learning outcomes, and enhances overall student
satisfaction. The integration of technology, such as adaptive learning platforms and
Al-driven tools, is important in supporting personalized education, allowing
institutions to cater to diverse student populations and offer more flexible learning
paths. However, the successful implementation of personalized learning requires
significant changes in teaching practices, faculty development, and institutional
policies. As higher education continues to evolve, personalized learning will remain a
key strategy for transforming educational experiences and ensuring that students are
equipped with the skills needed for success in the digital age.

2.2.5 The ASEAN University Network-Quality Assurance (AUN-QA)

The ASEAN  University Network-Quality Assurance (AUN-QA)
framework is a vital tool in enhancing the quality of higher education institutions
(HEIs) within the ASEAN region. The framework provides a systematic approach to
quality assurance (QA) through comprehensive criteria and benchmarks that focus on
continuous improvement in educational quality. As higher education institutions
across ASEAN countries face increasing pressures to meet both regional and
international standards, AUN-QA is a key in transforming educational strategies,
ensuring that universities remain competitive in a globalized environment. AUN-
QA’s primary objective 1s to enhance the quality of education in ASEAN member
universities by setting standards for accreditation and assessment. It facilitates quality
assurance at both the program and institutional levels, providing a rigorous framework
for evaluating educational outcomes, teaching methodologies, and student learning
experiences. The AUN-QA criteria include specific guidelines related to curriculum
design, student outcomes, faculty qualifications, and the integration of quality
enhancement processes (Bui, 2021). The AUN-QA framework was initially
introduced to foster the internationalization of higher education in ASEAN and to
enhance the overall quality of educational programs offered by universities. As part of
the continuous improvement cycle, universities must engage in self-assessment and
submit detailed reports to AUN-QA for evaluation. This external validation supports
universities in identifying strengths, weaknesses, and areas for improvement.
Moreover, it encourages them to align their educational goals with the evolving
demands of both the local and global labor markets (Huynh et al., 2024).

AUN-QA has a direct impact on curriculum development and teaching
methodologies. The process of obtaining AUN-QA certification encourages
universities to review and revise their curricula to ensure they meet the needs of
students, employers, and other stakeholders. The key elements of the AUN-QA
criteria such as curriculum specification, structure, and content require universities to
prioritize outcome-based education. This alignment helps ensure that students are
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equipped with relevant skills and knowledge that meet industry demands. For
instance, studies have shown that universities with AUN-QA certification report
significant improvements in their curriculum design, particularly in incorporating
competency-based learning outcomes and real-world applications (Fitriyania et al.,
2024). The process of accreditation encourages institutions to focus on student
performance metrics and to implement more effective assessment tools. Furthermore,
the self-assessment process promotes a culture of continuous feedback and
improvement, which is essential for adapting educational practices to meet the rapidly
changing needs of the job market (Chansamut, 2021).

One of the core objectives of AUN-QA is to improve the alignment of
educational outcomes with the needs of the industry. In an increasingly competitive
global economy, it is crucial for universities to produce graduates who possess the
skills and competencies that employers demand. AUN-QA supports this by
emphasizing stakeholder engagement and the need for universities to collaborate with
industry partners when designing and evaluating curricula (Bui, 2021). Research on
AUN-QA’s impact on Indonesian universities demonstrates that programs accredited
by AUN-QA tend to have a closer alignment with industry expectations. The study
found that universities with- AUN-QA certification have made significant strides in
incorporating industry feedback into their curriculum development processes. This
alignment not only enhances the employability of graduates but also ensures that the
education provided is relevant to the current and future needs of the labor market
(Fitriyania et al., 2024). This alignment is particularly evident in technical fields such
as engineering, where strong industry ties and practical training components are
necessary for students to gain the skills required by employers. In addition, AUN-QA
encourages universities to engage with international partners and foster global
collaborations. This internationalization process enhances the competitiveness of
ASEAN universities by ensuring that they meet global educational standards while
maintaining regional relevance (Huynh et al., 2024).

The implementation of AUN-QA also strengthens institutional
sustainability by promoting internal quality assurance systems within universities.
AUN-QA certification does not only focus on the accreditation of programs but also
requires institutions to build internal quality assurance systems that support long-term
educational excellence. The process of continuous self-assessment and external
evaluation encourages universities to improve their management practices, enhance
faculty development, and strengthen administrative systems (Chansamut, 2021). A
key aspect of the AUN-QA process is its focus on leadership and strategic planning.
The framework encourages universities to establish clear quality policies and action
plans that are aligned with both institutional goals and regional standards. Effective
leadership is crucial for the successful implementation of AUN-QA, as it ensures that
quality assurance measures are integrated into the university’s operations and culture
(Jarupoom, 2017). Furthermore, the adoption of AUN-QA fosters a culture of
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accountability, transparency, and continuous improvement. By participating in AUN-
QA assessments, universities are not only improving the quality of their educational
programs but also demonstrating their commitment to meeting the evolving needs of
students and the broader society. This commitment to quality enhances the reputation
and credibility of the institution, both regionally and internationally (Bui, 2021).

Despite its many benefits, the implementation of AUN-QA standards
presents several challenges for higher education institutions. One of the primary
challenges is the significant administrative burden that comes with the certification
process. Institutions are required to conduct thorough self-assessments, gather
extensive data, and implement changes based on external evaluations. This can be
time-consuming and resource-intensive, particularly for smaller universities with
limited capacity (Huynh et al., 2024). Some universities struggle with aligning their
internal processes with international standards. The complexity of aligning national
regulations, institutional goals, and AUN-QA standards can be daunting, especially
for institutions in developing countries. Furthermore, the lack of skilled personnel and
the need for extensive staff training in quality assurance practices can hinder the
successful implementation of AUN-QA (Chansamut, 2021).

The AUN-QA framework plays a crucial role in the educational
transformation strategies of universities within the ASEAN region. By providing a
structured approach to quality assurance, AUN-QA encourages continuous
improvement in curriculum design, teaching methods, and institutional management.
The framework promotes alignment between educational outcomes and industry
needs, enhancing the employability of graduates and ensuring that institutions remain
competitive on the global stage. Although implementing AUN-QA standards presents
challenges, such as administrative burdens and alighment with international
benchmarks, the benefits of improved program quality, stakeholder engagement, and
institutional sustainability far outweigh these challenges. As universities continue to
embrace AUN-QA, the region’s higher education landscape will become increasingly
aligned with global standards, ensuring that students are equipped with the skills and
knowledge necessary to succeed in a rapidly evolving world.

2.2.6 University Holding Companies (UHCs)

University Holding Companies (UHCs) represent a strategic model
within higher education that seeks to bridge the gap between academic research and
the commercialization of that knowledge. By acting as intermediaries between
universities and the business sector, UHCs facilitate the commercialization of
university-developed intellectual property, promoting innovation and economic
growth. These organizations play an increasingly critical role in fostering educational
transformation, particularly in the context of innovation-driven enterprise and
entrepreneurial ecosystems. UHCs are essentially entities created by universities to
manage and invest in spin-offs or startups derived from research innovations within
the academic institution. Their purpose is to provide a mechanism for translating
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research into commercially viable products and services, thereby enhancing the
economic impact of universities. In many countries, including Thailand, UHCs serve
as vital players in strengthening the link between academia and industry, making them
central to educational transformation strategies (Jirachai & Thawesaengskulthai,
2024).

The role of UHCs in supporting the commercialization of research is
particularly important in driving innovation within universities. Universities are often
rich in intellectual capital but may lack the commercial expertise and resources to
transform their research into successful market products. UHCs provide the necessary
infrastructure, funding, and connections with industry to facilitate this transformation.
This process contributes to the development of university spin-offs and startups,
which, in turn, contribute to the national economy through job creation, increased
innovation, and the commercialization of research (Thawesaengskulthai et al., 2024).
UHCs are a key component of the knowledge economy, where universities are not
just centers of education but also drivers of economic growth and technological
development. By creating university spin-offs and fostering an entrepreneurial
culture, UHCs contribute to the broader innovation ecosystem. This shift towards a
more entrepreneurial university model is an essential aspect of educational
transformation, as it aligns academic objectives with real-world needs, improving
the relevance of education and enhancing students’ employability (Mongkhonvanit,
2008).

One of the most significant impacts of UHCs on educational
transformation is the promotion of university-industry collaboration. In the traditional
university model, there is often a divide between academic research and industry
application. UHCs help to bridge this gap by facilitating partnerships between
universities and industries, ensuring that research is aligned with market needs and
technological advancements. This collaboration is vital for producing graduates with
skills relevant to the industry, thus ensuring that educational outcomes are in sync
with the evolving demands of the labor market (Jirachai & Thawesaengskulthai,
2024). Through UHCs, universities can create a dynamic ecosystem where academic
research is directly linked to practical industry applications. This collaboration
provides students with opportunities to work on real-world problems, gain industry
experience, and develop entrepreneurial skills. It also allows for a feedback loop
where industry players can influence curriculum design and academic programs,
ensuring that graduates are equipped with the skills needed by the market
(Mongkhonvanit, 2008). The Thai automotive industry, for example, benefits from
this model through the collaboration between universities and industry. Thai UHCs
help to foster innovation in the automotive sector by facilitating the development of
new technologies and research-based solutions. This synergy between academia and
industry not only strengthens the country’s competitiveness in the global market but
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also enhances the practical relevance of university education (Thawesaengskulthai
et al., 2024).

UHC:s play an essential role in supporting Innovation-Driven Enterprises
(IDEs), which are critical for economic development in both developed and
developing economies. IDEs are characterized by their focus on high-growth sectors
and the commercialization of new technologies and innovations. UHCs provide these
enterprises with crucial support, including seed funding, mentorship, and access to
networks of investors and industry partners. By supporting the growth of IDEs, UHCs
contribute to the overall innovation ecosystem and create a sustainable model for
knowledge-based economic development. In Thailand, the government has placed
significant emphasis on supporting IDEs as part of its broader economic development
strategy, particularly under the Thailand 4.0 initiative. The establishment of UHCs
aligns with this national strategy by providing the necessary infrastructure to support
the commercialization of research and the growth of innovation-driven businesses.
UHC:s facilitate the development of products and services that meet the needs of the
market, while also contributing to job creation and economic growth (Jirachai &
Thawesaengskulthai,2024). UHCs help universities to establish a sustainable model
for funding and supporting research-based ventures. By creating partnerships with
private and public stakeholders, UHCs ensure that universities can sustain their
innovation efforts without relying solely on government funding. This entrepreneurial
approach enhances the financial sustainability of universities and helps them to
remain competitive in the global knowledge economy (Thawesaengskulthai et al.,
2024).

A key aspect of the successful implementation of UHCs in higher
education is the establishment of effective performance management frameworks.
These frameworks are designed to monitor and evaluate the success of UHCs in
achieving their objectives, including the commercialization of research, the creation
of spin-off companies, and the enhancement of university-industry partnerships. A
performance management framework enables UHCs to track their progress, identify
challenges, and make necessary adjustments to improve their effectiveness (Jirachai
& Thawesaengskulthai, 2024). The UHC performance management model (UHC-
PM) developed in Thailand emphasizes governance structures, acceleration services,
and investment policies. It incorporates financial, non-financial, and Environmental,
Social, and Governance (ESG) indicators to measure the impact of UHCs. By aligning
their operations with clear performance metrics, UHCs can better manage their
activities and ensure that they contribute to both educational and economic objectives
(Ekholm & Salomonsson, 2022).
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It can be seen that university Holding Companies (UHCs) are playing an
increasingly vital role in the educational transformation strategies of universities,
particularly in the context of innovation and commercialization. By bridging the gap
between academic research and the marketplace, UHCs enable universities to
contribute more directly to economic growth and technological development. They
also promote university-industry collaboration, ensuring that academic programs are
aligned with industry needs and enhancing the employability of graduates. As
universities continue to evolve into more entrepreneurial institutions, UHCs will be
central to the development of innovation-driven enterprises and the commercialization
of research, fostering a more dynamic and sustainable higher education ecosystem.

From the review about external factors, it can be summarized the key
external factors identified in the literature that influence educational transformation
strategies in higher education institutions in this table.
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Table 1 Key External Factors Influencing Educational Transformation Strategies in

Higher Education

Authors and Year
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2.3 Internal factors for future higher education

While external forces play a significant role in shaping the future direction of
higher education, the ability of institutions to respond effectively is ultimately
determined by a set of internal factors that lie within their strategic and operational
control. These internal dimensions form the foundation upon which transformation
efforts are built and sustained. Without coherent internal structures, even the most
progressive external-facing policies risk fragmentation and failure in implementation.
In the context of institutional transformation, internal factors such as leadership and
governance systems, faculty and staff engagement, financial resource management,
curriculum and program design, physical infrastructure, and the integration of
educational technologies are not merely operational elements. They are strategic
levers that determine an institution’s capacity for adaptation, innovation, and
long-term sustainability. Each factor contributes both independently and interactively
to institutional performance, shaping how well a university can align with future
demands in teaching, research, and service. These internal factors also influence the
institution’s readiness to engage with external change drivers. For instance, leadership
vision and governance  structures affect the agility of policy response; faculty
engagement conditions the success of curriculum innovation; and digital
infrastructure directly shapes the feasibility of personalized and flexible learning
models. Therefore, understanding and strengthening internal capacity is essential not
only for managing internal complexity but also for leveraging external opportunities.

This section provides a detailed and analytical discussion of six core internal
factors relevant to the transformation of higher education institutions. By examining
each dimension, this study offers insights into the institutional conditions necessary to
support sustainable and strategic educational reform in the face of growing
uncertainty and change.

2.3.1 Leaders and Governance

Leaders and ‘governance are fundamental to guiding educational
institutions through the complexities of transformation. In higher education
institutions (HEIs), governance structures and the involvement of institutional leaders
directly influence the success of educational reforms and strategic initiatives.
Effective governance ensures that an institution’s mission, vision, and goals align
with the rapidly changing demands of the education sector, the economy, and society
at large. Governance structures are essential for shaping the strategic direction of
universities. Effective governance provides clear leadership for implementing
educational transformation strategies, ensuring that the institution’s objectives are
aligned with the broader educational goals of national and international stakeholders.
As an essential component of higher education governance, governing bodies, such as
boards of trustees, university councils, and committees, have the responsibility of
overseeing strategic planning, allocating resources, and ensuring accountability at all
levels of the institution (Tawonpan, 2013). The role of governance in higher education
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has become even more significant as universities face increased pressure to
demonstrate accountability, transparency, and responsiveness to external challenges
such as technological advancements, shifting labor market demands, and societal
expectations. Strong governance provides the mechanisms to guide universities
through these challenges by making decisions that prioritize long-term sustainability,
while also ensuring that day-to-day operations align with the university’s mission and
values (Mader et al., 2013). As a result, the governance structures within an institution
not only help in implementing educational reforms but also in supporting a continuous
cycle of self-assessment and improvement.

Governance structures also influence the decision-making processes that
shape educational transformation. A key aspect of governance is ensuring that
decisions are made based on a thorough understanding of the institution’s internal and
external environments. In this regard, governance structures must facilitate decision-
making that is both inclusive and evidence-based. By engaging various stakeholders
including faculty, staff, students, industry partners, and policymakers, governance
systems can create decisions that reflect the diverse needs and perspectives of the
institution’s community. The involvement of academic staff and administrators in
decision-making is particularly important for ensuring that transformation strategies
are relevant and effective. Involving faculty members in governance allows for
greater alignment between academic programs and institutional goals. It also
encourages a sense of ownership among staff, which is crucial for fostering the
collaborative spirit necessary for effective change management (Hawas Al-Aamri
et al., 2024). When governance structures facilitate shared decision-making, the
resulting transformation strategies are more likely to be sustainable, as they reflect the
collective input of various campus stakeholders.

One of the central functions of governance in educational transformation
is balancing institutional autonomy with accountability. While universities must have
the flexibility to innovate and adapt to changing educational needs, they must also be
held accountable to stakeholders, including governments, accrediting bodies, and the
broader society. Effective governance ensures that universities are autonomous
enough to make bold decisions about their educational practices, research agendas,
and strategic direction, while also holding them accountable for meeting performance
standards and delivering value to students, faculty, and the wider community
(Taboonmee, 2023). Accountability in governance systems also encompasses
financial stewardship. Universities must demonstrate that they are using resources
efficiently, whether through direct financial management or through the allocation of
funds to various educational initiatives, research programs, and infrastructure projects.
Governance structures must be able to ensure that financial decision-making supports
the university’s transformation efforts and aligns with its long-term goals. Strong
governance systems can create transparent processes for financial management,
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ensuring that educational transformation strategies are not undermined by financial
mismanagement or lack of resources.

Governance that is inclusive and responsive to the needs of diverse
stakeholders plays a critical role in ensuring the success of educational transformation
strategies. Engaging stakeholders such as students, faculty, administrative staff,
alumni, industry representatives, and governmental bodies helps ensure that university
reforms reflect a broad range of interests and align with the evolving needs of society.
In the case of Thai universities, stakeholder engagement is particularly important in
driving national educational reforms. As the Thai government emphasizes the
importance of aligning higher education with the labor market and economic
development goals, universities must be agile and responsive to industry demands.
Involving industry partners in the governance process can ensure that university
programs are designed to produce graduates with the skills required by employers.
This collaboration not only enhances the employability of graduates but also
strengthens the university’s position in the national and global knowledge economy
(Bidandi et al., 2022). Stakeholder engagement is equally important for faculty and
staff. By fostering a culture of transparency and communication, governance
structures can help reduce resistance to change and promote a more collaborative
approach to educational reform. When faculty members and staff are actively
involved in the governance process, they are more likely to feel a sense of ownership
over the transformation strategies, resulting in greater engagement and improved
outcomes.

In an increasingly globalized educational environment, governance
structures also need to account for the challenges and opportunities associated with
internationalization. As universities seek to expand their global reach through
partnerships, - research collaborations, and international student recruitment,
governance systems must ensure that these activities align with the institution’s
educational goals and capacity. Strong governance ensures that international
partnerships are strategically managed, with clear agreements on academic exchange,
research collaboration, and the sharing of resources (Mader et al., 2013). Governance
plays a critical role in setting the framework for internationalization, ensuring that the
university’s international objectives do not conflict with its core mission. It is
essential for governance bodies to provide guidance on how to balance global
engagement with local relevance, creating opportunities for international
collaboration while maintaining the integrity and focus of the institution’s academic
programs.

In conclusion, effective leaders and governance structures are integral to
the successful implementation of educational transformation strategies within higher
education institutions. Governance provides the framework for decision-making,
accountability, and stakeholder engagement, while also ensuring that institutional
autonomy is maintained. The ability of university governance to navigate the
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complexities of educational reform, manage resources effectively, and respond to both
internal and external pressures is crucial for achieving long-term success in a rapidly
changing educational landscape. As higher education institutions continue to face
global challenges, the role of governance in guiding educational transformation will
remain essential for fostering innovation, sustainability, and institutional growth.

2.3.2 Faculty and Staff Engagement

Faculty and staff engagement is a critical internal factor that influences
the success of educational transformation strategies in higher education institutions
(HEIs). Engagement refers to the level of commitment, enthusiasm, and emotional
investment that faculty and staff demonstrate in their work. The degree of engagement
directly affects their performance, collaboration, and overall contribution to the
institution’s strategic goals. Engaged faculty and staff are more likely to actively
support and drive educational change, which is essential for adapting to new teaching
methodologies, curricula, and technological advancements. Faculty and staff
engagement refers to the cognitive, emotional, and physical investment that
individuals make in their work roles. Engaged employees are not only committed to
their tasks but are also motivated to go beyond their core responsibilities, contributing
to the overall success of the institution. According to Pongpipat and Suntrayuth
(2019), faculty engagement is strongly linked to job satisfaction, which in turn
positively influences job. performance. Faculty members who are engaged tend to
adopt new teaching strategies more readily, participate in curriculum development,
and contribute to research and innovation within the institution (Pongpipat &
Suntrayuth, 2019). Research by Shuck and Reio (2014) further emphasizes that
engaged employees are more likely to align with the institution’s goals and
demonstrate proactive behaviors that enhance organizational outcomes. In the context
of educational transformation, this means that faculty who are emotionally invested in
their work are more likely to support and contribute to institutional change, whether it
be through adopting new technologies, revising curricula, or enhancing the overall
educational experience (Shuck & Reio, 2014). Several factors influence faculty and
staff engagement, including communication satisfaction, leadership support, and
professional development opportunities. One of the key elements highlighted by
Pongpipat and Suntrayuth (2019) is the role of communication satisfaction in
fostering engagement. Faculty members who are satisfied with the communication
from their leadership and peers are more likely to feel valued and engaged.
Transparent and effective communication helps to align faculty and staff with
institutional goals and ensures that they feel informed and included in decision-
making processes. As a result, communication satisfaction contributes significantly to
increased job satisfaction and engagement, ultimately driving positive change within
the institution
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In addition to communication, Shuck and Reio (2014) identify leadership
support as a crucial factor in enhancing engagement. Faculty members are more likely
to feel engaged when they perceive that their leadership is supportive and invested in
their success. This includes providing opportunities for professional development,
offering constructive feedback, and fostering a culture of inclusivity and recognition.
When faculty feel supported by their leaders, they are more likely to be engaged and
motivated to contribute to the success of educational transformation strategies (Shuck
& Reio, 2014). Professional development is another key factor in enhancing faculty
engagement. Faculty members who have access to opportunities for continuous
learning and skill development are more likely to be engaged and motivated in their
roles. Pongpipat and Suntrayuth (2019) point out that providing faculty with access to
professional development programs not only enhances their teaching practices but
also aligns them with the institution’s transformation strategies. Engaged faculty who
participate in professional development are better equipped to implement new
teaching methods, adopt technological tools, and contribute to the overall
transformation process. Shuck and Reio (2014) add that when professional
development opportunities are aligned with both faculty members’ personal growth
goals and the institution’s strategic objectives, engagement levels increase.
Professional development that is relevant and well-supported leads to higher levels of
engagement, as faculty members feel more competent and confident in their roles,
which enhances their contributions to the institution’s transformation

Job 'satisfaction plays a central role in fostering faculty and staff
engagement. Pongpipat and Suntrayuth (2019) found that job satisfaction is a key
determinant of faculty engagement. When faculty members are satisfied with their
work environment, leadership, and support systems, they are more likely to be
engaged and productive. High levels of engagement lead to improved job
performance, which directly supports the institution’s educational transformation
goals. Faculty who are satisfied with their roles are more likely to embrace change,
contribute to new initiatives, and actively engage with students in meaningful ways.
The research by Shuck and Reio (2014) also supports the idea that faculty
engagement is closely tied to job satisfaction. Satisfied faculty members are more
likely to feel emotionally and intellectually invested in their work, leading to greater
overall engagement. This, in turn, influences their willingness to support and engage
in the institution’s educational transformation efforts. Institutions that prioritize job
satisfaction and engagement are more likely to foster a culture of continuous
improvement and innovation.

Faculty engagement is a key driver of educational transformation. When
faculty members are engaged, they are more likely to contribute to the development
and implementation of new curricula, adopt innovative teaching methods, and engage
in interdisciplinary research. Shams and Niazi (2018) emphasize that engaged faculty
are not only more productive but also more open to adopting new technologies and
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teaching strategies, which are essential for driving educational transformation (Shams
& Niazi, 2018). Engaged faculty members also serve as role models for students,
creating a positive learning environment that supports the overall transformation of
the institution. Moreover, faculty engagement is critical for ensuring that educational
reforms are sustainable. Engaged faculty are more likely to stay with the institution,
reducing turnover and ensuring that institutional knowledge is preserved. High levels
of engagement also lead to greater faculty retention, which is essential for maintaining
consistency in educational programs and ensuring the continuity of transformation
efforts over time (Shams & Niazi, 2018).

Faculty and staff engagement is a critical internal factor that impacts the
success of educational transformation strategies in higher education institutions.
Engaged faculty are more likely to embrace new teaching methodologies, contribute
to curriculum development, and participate in institutional decision-making processes.
Effective communication, professional development opportunities, leadership support,
and job satisfaction are key drivers of engagement. Institutions that prioritize faculty
and staff engagement are better positioned to successfully implement educational
reforms that improve student outcomes, enhance institutional performance, and create
a culture of continuous improvement.

2.3.3 Financial Management

Financial management is a critical internal factor that influences the
successful implementation of educational transformation strategies in higher
education institutions (HEIs). In an era of financial constraints and growing demands
for high-quality education, effective financial management ensures that resources are
allocated efficiently and that institutions can maintain financial sustainability while
implementing strategic initiatives. Effective financial management is central to
achieving the educational transformation goals of higher education institutions.
According to Holloway (2006), proper financial management practices are essential
for ensuring that an institution’s resources are used effectively to meet its strategic
objectives. These objectives include enhancing the quality of education, supporting
research activities, and improving institutional infrastructure. Holloway (2006) also
highlights that financial management is a key component of long-term institutional
planning and sustainability. Universities that effectively manage their finances are
better positioned to implement educational reforms that require substantial investment
in resources such as faculty development, curriculum modernization, and technology
integration. Financial management in higher education also plays a crucial role in
facilitating innovation. As Xuan (2022) points out, financial management supports
innovation in educational practices by ensuring that resources are allocated to new
projects, teaching methods, and technological initiatives. The availability of financial
resources enables universities to experiment with new teaching methodologies,
develop innovative curricula, and invest in cutting-edge technology, all of which are
key to educational transformation (Xuan, 2022).
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One of the most important aspects of financial management is resource
allocation. Institutions that adopt a strategic approach to budgeting and resource
distribution are better equipped to achieve their long-term educational goals.
Holloway (2006) discusses the importance of aligning resource allocation with
institutional priorities. He argues that the traditional model of resource allocation,
which often relies on student numbers alone, fails to consider the strategic goals of the
institution, such as enhancing research capabilities or improving student outcomes.
A more nuanced approach to resource allocation, which considers the institution’s
strategic objectives, is essential for driving educational transformation. Gandhi (2015)
also emphasizes the importance of aligning financial resources with the institution’s
long-term vision. He advocates for a shift from simplistic models of resource
allocation to more sophisticated systems that prioritize key areas of institutional
development. By ensuring that financial resources are directed toward priority areas,
institutions can drive the necessary changes that will lead to improved educational
outcomes (Gandhi, 2015).

Financial management is not only about managing day-to-day expenses
but also about creating a financial environment that supports innovation and enhances
efficiency. Xuan (2022) highlights that universities that manage their finances
effectively are better equipped to innovate and adapt to changing educational needs.
Financial management supports innovation by enabling universities to invest in new
technologies, adopt new teaching strategies, and expand research initiatives. When
universities are financially stable and can diversify their revenue streams, they are
more likely to explore new areas of educational development, such as online learning,
interdisciplinary research, and  international collaborations. Effective financial
management also leads to operational efficiency, which is crucial for ensuring that
educational resources are used effectively. Xuan notes that universities that adopt
sound financial practices are able to improve their operational efficiency, reducing
waste and reallocating savings to areas that directly impact educational
transformation. For example, universities that manage their finances well can reinvest
savings into faculty development programs, student services, and technology
upgrades, key elements of successful educational transformation.

Financial autonomy is another crucial aspect of financial management in
higher education. Institutions that have greater control over their finances are better
positioned to implement educational reforms and adapt to changing educational
needs. Xuan (2022) points out that in countries where universities have greater
financial autonomy, such as in Vietnam, institutions are more likely to adopt
innovative financial management practices that support educational transformation.
Financial autonomy allows universities to generate additional revenue through
sources such as research grants, tuition fees, and partnerships with private enterprises.
This revenue can then be reinvested into key areas such as research and development,
faculty training, and infrastructure improvements. Increased financial autonomy also
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enables universities to make quicker decisions about how to allocate resources for
transformational initiatives. Gandhi (2015) discusses how universities with financial
autonomy can be more responsive to changes in the educational landscape. By having
control over their finances, universities can invest in new technologies and
pedagogical strategies without waiting for government funding. This flexibility is
particularly important in a rapidly changing global educational environment, where
institutions must constantly innovate to stay competitive.

While financial management is critical for educational transformation, it
also presents significant challenges. Munge et al. (2016) note that poor financial
management practices, such as inadequate budgeting, lack of financial transparency,
and misallocation of funds, can derail an institution’s ability to implement educational
reforms. For example, in Kenya, public schools faced challenges due to
mismanagement of funds, including overspending and underspending on critical areas
such as instructional materials and staff development (Munge et al., 2016). Similarly,
Xuan (2022) highlights that many universities in developing countries still face
financial difficulties due to a heavy reliance on government funding and inadequate
financial management practices. These challenges can hinder innovation and delay the
implementation of educational transformation strategies. To address these challenges,
Xuan (2022) advocates for improved financial literacy and stronger financial controls
within higher education institutions. Ensuring that staff members are well-trained in
financial management can improve decision-making and reduce the risk of financial
mismanagement. Additionally, implementing stricter financial controls can help
universities track expenditures and ensure that funds are allocated to areas that will
have the greatest impact on educational quality and transformation.

Financial management plays a crucial role in the success of educational
transformation strategies in_higher education institutions. Effective financial
management ensures that resources are allocated efficiently, supports innovation, and
provides the flexibility needed to respond to changing educational demands. Financial
autonomy allows universities to make decisions that are aligned with their strategic
goals, enabling them to implement reforms that enhance educational quality and
institutional performance. However, challenges such as financial mismanagement and
limited funding must be addressed to ensure that financial resources are used
effectively. By improving financial management practices, universities can better
position themselves to meet the demands of the future and achieve their educational
transformation objectives.

2.3.4 Academic Programs and Curriculum Design
The design and structure of academic programs and curricula play a
crucial role in driving the educational transformation strategies of higher education
institutions (HEIs). These programs are integral to adapting educational offerings to
meet the demands of the modern world, particularly in the context of rapidly changing
global, economic, and technological landscapes. Effective curriculum design
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addresses the learning needs of diverse student populations, while also aligning with
societal expectations and industry requirements. Curriculum design serves as the
foundation of teaching and learning within higher education. It defines the scope of
what is taught, the methods of delivery, and the assessment strategies that guide
student learning. As the educational landscape evolves, curriculum design must
undergo continuous transformation to keep pace with emerging needs. According to
Karimi, Nasr, and Sharif (2012), a curriculum based on the principles of the learning
society approach is essential for universities striving to remain relevant in a rapidly
changing world. The curriculum must not only provide academic knowledge but also
foster skills required in the workplace, such as problem-solving, critical thinking, and
adaptability. The transformation of the curriculum also involves moving away from
traditional, rigid structures to more flexible, student-centered designs. This shift
requires a focus on interdisciplinary learning, technological integration, and real-
world problem-solving. Ramdass and Mokgohloa (2023) argue that curriculum design
must consider both national and international influences, including globalization,
marketization, and the integration of digital technologies. These factors necessitate a
redesign of academic programs to better prepare students for the complexities of the
21 century.

One of the major transformations in curriculum design is the shift
towards student-centered learning. Traditional, teacher-centered methods have been
criticized for limiting student engagement and hindering the development of critical
thinking skills. Yang and Isa (2024) highlight the importance of fostering innovative
thinking by encouraging active student participation through modern teaching
strategies. Methods such as problem-based learning (PBL), flipped classrooms, and
project-based learning (PjBL) create more interactive and engaging learning
environments, enabling students to take ownership of their learning. Interdisciplinary
approaches in curriculum design also are a focal point in educational transformation.
In response to complex global challenges such as climate change, healthcare, and
social inequality, higher -education ‘institutions are increasingly incorporating
interdisciplinary learning into their programs. As Wang (2024) suggests,
interdisciplinary curriculum designs encourage students to bridge knowledge gaps
between different academic fields, fostering critical thinking, collaboration, and
problem-solving skills. This approach not only enhances student learning outcomes
but also prepares students to tackle real-world problems that require diverse
perspectives and expertise.

Another essential aspect of curriculum design is its alignment with the
future needs of the workforce. Manzano Vela, Zurita Polo, and Rivera Castillo (2024)
argue that higher education curricula must evolve to meet the demands of industries
that are undergoing rapid digital transformation. Programs that integrate digital
literacy, technology-enhanced learning, and industry-relevant skills are more likely to
produce graduates who are adaptable and capable of succeeding in the global job
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market. This transformation requires constant evaluation and adaptation of academic
programs to ensure that they remain aligned with the skills and competencies needed
in the workforce. The integration of emerging fields such as artificial intelligence,
biotechnology, and renewable energy into academic programs is an example of how
curriculum design can prepare students for future challenges. According to Wang
(2024), the inclusion of cutting-edge knowledge areas in curricula allows students to
acquire the necessary competencies for success in these high-demand fields. This
proactive approach to curriculum design enables universities to produce graduates
who are equipped with the skills needed to address contemporary societal issues.

The role of technology in transforming curriculum design cannot be
overstated. As Karimi et al. (2012) emphasize, universities must adapt to the changing
digital landscape by incorporating technology into their teaching methods and course
delivery. The use of learning management systems (LMS), online courses, and digital
collaboration tools has the potential to enhance learning experiences, making
education more accessible and flexible for a diverse student population. Moreover,
technology can support personalized learning pathways, enabling students to learn at
their own pace and according to their individual needs. Ramdass and Mokgohloa
(2023) note that the digitalization of education has led to the development of blended
learning models that combine in-person and online instruction. These models allow
for more flexible learning experiences and facilitate the integration of technology into
everyday teaching practices. By incorporating digital tools into the curriculum,
universities can enhance student engagement, improve learning outcomes, and
increase the accessibility of higher education.

Despite the potential benefits of transformative curriculum design,
several challenges must be addressed for successful implementation. One of the main
obstacles is the resistance to change within academic institutions. Yang and Isa (2024)
discuss how traditional teaching methods and curriculum structures can create barriers
to innovation. Faculty members who are accustomed to conventional methods may be
reluctant to adopt new approaches, particularly those that require the integration of
technology or interdisciplinary learning. Additionally, Karimi et al. (2012) highlight
the issue of curriculum centralization, where decision-making about course content
and delivery is concentrated at higher levels of administration. This centralization can
limit the flexibility needed to respond to the changing needs of students and society.
To overcome these challenges, Ramdass and Mokgohloa (2023) recommend a more
decentralized approach to curriculum planning, which allows faculty members and
students to have a more significant role in shaping the curriculum. This approach
fosters a greater sense of ownership and engagement, leading to more effective
implementation of educational transformation strategies.

Academic programs and curriculum design are central to the educational
transformation strategies of higher education institutions. By adopting student-
centered, interdisciplinary, and technology-enhanced curriculum models, universities
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can better prepare students for the challenges of the 21 century. These curriculum
designs not only enhance student engagement and learning outcomes but also ensure
that graduates possess the skills needed to thrive in a rapidly changing global
environment. However, challenges such as resistance to change and centralized
curriculum planning must be addressed to ensure the successful implementation of
these transformation strategies.

2.3.5 Infrastructure and Facilities

In higher education institutions (HEIs), infrastructure and facilities are
one of the central parts in the educational transformation strategies. The quality and
availability of physical, digital, and innovative academic infrastructures significantly
affect the learning and teaching environment, thus influencing the effectiveness and
efficiency of educational outcomes. Physical infrastructure, encompassing buildings,
classrooms, laboratories, libraries, and recreational facilities, is fundamental in
shaping the teaching and learning environment. Musa and Baharum (2012) emphasize
that well-designed physical assets and facilities, such as lecture halls, laboratories, and
research spaces, directly influence the educational processes and outcomes. These
facilities provide the essential environment for both students and faculty to achieve
their academic and research goals. The quality of these infrastructures significantly
contributes to creating a conducive learning atmosphere, which is crucial for fostering
engagement and productivity. A study by Krishnaiah et al. (2024) highlights the
critical role of well-maintained infrastructure in shaping students’ and staff’s
satisfaction with their educational experience. The study indicates that factors such as
the availability of adequate classrooms, laboratories, and well-equipped libraries
directly impact student performance and staff productivity. Moreover, the aesthetic
appeal of campus facilities and their accessibility to students and staff play vital roles
in attracting potential students and retaining faculty, which ultimately supports the
institution’s overall performance and reputation.

In the age of digital transformation, the role of technology in the
curriculum is indispensable. Aithal and Aithal (2019) point out that universities
striving to be world-class must develop not only physical infrastructure but also
digital infrastructures. Digital infrastructure, including e-learning platforms, Wi-Fi
access, digital libraries, and online course materials, is essential for providing various
access to educational resources. It enables flexibility in learning and ensures that
students and faculty can engage with educational content anytime and from anywhere,
which is especially important in distance learning scenarios. The development of
digital infrastructure helps institutions meet the expectations of a global student body.
Krishnaiah et al. (2024) also emphasize that the digitalization of education has
become a key factor in maintaining the competitiveness of HEIs. Institutions that
provide state-of-the-art digital resources, such as online libraries and learning
management systems (LMS), are better equipped to handle the demands of modern
education. This infrastructure not only enhances the learning experience but also
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supports research and collaboration across borders, contributing to the
internationalization of education.

To remain relevant and competitive, universities must also invest in
innovative academic infrastructures that enable cutting-edge research and foster
academic collaborations. Aithal and Aithal (2019) describe innovative academic
infrastructure as the framework that supports the development of interdisciplinary
programs, research centers, and specialized laboratories. For instance, the creation of
modern research facilities and interdisciplinary learning spaces encourages innovation
and attracts top-tier researchers and students. The availability of specialized spaces for
research in emerging fields such as artificial intelligence, biotechnology, and
renewable energy ensures that the institution is at the forefront of academic and
technological advancements. Providing adequate facilities for research, such as well-
equipped laboratories and access to digital databases, allows students and faculty to
explore innovative solutions to real-world challenges. As noted by Musa and
Baharum (2012), the capacity to support high-level research and foster academic
innovation is directly linked to the ‘infrastructure available at the university.
Institutions that prioritize investment in these areas are more likely to produce
graduates who can address global challenges and contribute to economic and
technological advancements. The ongoing maintenance and upgrade of infrastructure
are crucial to ensuring that facilities remain relevant and effective in supporting
educational goals. Aithal and Aithal (2019) argue that the continual improvement of
infrastructure, through regular maintenance, renovation, and the integration of new
technologies, is essential for maintaining the quality of education. Universities must
adapt to changing needs by upgrading classrooms, laboratories, and digital resources
in line with technological advancements and pedagogical trends. The management of
infrastructure also involves ensuring that facilities are adaptable to the evolving needs
of students and faculty. For example, classrooms should be flexible to accommodate
different teaching methods, such as collaborative and interactive learning. Similarly,
research labs should be designed with the flexibility to support various scientific
disciplines. Musa and Baharum (2012) highlight that the ability of institutions to
evolve their infrastructure to meet changing educational needs is a key factor in
maintaining their competitiveness and effectiveness.

The social aspect of infrastructure plays a vital role in shaping the
campus experience. Krishnaiah et al. (2024) discuss the importance of creating
environments that foster student collaboration and social interaction. Facilities such as
social lounges, cafeterias, and recreational areas provide spaces where students can
engage in informal learning and build networks. These social spaces not only
contribute to the holistic development of students but also improve their overall
satisfaction with the institution. The environmental sustainability of infrastructure is
increasingly becoming a priority for universities. As Aithal and Aithal (2019) suggest,
institutions must consider the environmental impact of their buildings and facilities.
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Green buildings, energy-efficient designs, and sustainable waste management systems
contribute to reducing the environmental footprint of universities while providing a
healthier and more sustainable environment for students and staff. This commitment
to sustainability also enhances the university’s reputation and attractiveness to eco-
conscious students and faculty.

Despite the importance of infrastructure in transforming higher
education, several challenges exist in developing and maintaining effective facilities.
Musa and Baharum (2012) highlight the high costs associated with infrastructure
development, especially in developing countries. Limited funding, coupled with the
complexity of maintaining large campuses and diverse facilities, makes it difficult for
universities to keep up with the increasing demand for high-quality facilities.
Moreover, as Krishnaiah et al. (2024) point out, there is often resistance to change
within institutions, especially when it involves significant investment in upgrading or
replacing old infrastructure. Addressing these challenges requires strategic planning,
collaboration between academic and administrative staff, and effective resource
allocation. Universities must also prioritize the areas that will have the greatest impact
on student and faculty satisfaction, such as teaching and research facilities. By
focusing on these areas, universities can ensure that their infrastructure supports their
mission and goals effectively.

Infrastructure and facilities are critical factors in the educational
transformation strategies of higher education institutions. The development of
physical, digital, and academic infrastructures directly influences the quality of
education, student satisfaction, and the overall competitiveness of universities.
Institutions that invest in modern, flexible, and sustainable facilities are better
positioned to meet the demands of the globalized educational landscape. However,
challenges such as funding constraints and resistance to change must be addressed to
ensure the successful implementation of infrastructure improvements. Ultimately,
universities that prioritize infrastructure development are more likely to achieve their
educational and research goals, enhance their reputation, and provide a high-quality
learning experience for students and faculty alike.

2.3.6 Technology Integration

In the modern educational landscape, the integration of technology is a
pivotal element that shapes how institutions deliver quality education and enhance
overall student and faculty performance. As universities around the world aim to
transform and adapt to new educational models, technology integration becomes a
critical factor in shaping these changes. Technology integration in higher education is
not simply about providing access to digital tools or e-learning platforms but involves
aligning technological tools with the core educational practices. As Al-Alwani (2019)
notes, the purpose of integrating technology into higher education is to optimize
learning outcomes and make the learning experience more efficient and engaging.
Institutions must not only adopt technology but integrate it thoughtfully into
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curriculum design, pedagogy, and administrative functions to create an environment
conducive to modern learning needs.

Information and Communication Technology (ICT), when implemented
effectively, enhances both teaching and learning processes. The use of multimedia
tools, e-learning platforms, and digital classrooms can foster interactive and
collaborative learning, enabling students to engage with content in a way that was
previously impossible. According to Basarmak and Hamutoglu (2020), the integration
of ICT allows for a more dynamic and adaptable educational environment, where
students can access information anytime, collaborate with peers globally, and receive
personalized learning experiences. This shift towards technology-driven learning
aligns with the broader goals of educational transformation, which include improving
access to education, increasing learner engagement, and facilitating lifelong learning.
In spite of the recognized potential of technology in higher education, there are
numerous challenges associated with its integration. Basarmak and Hamutoglu (2020)
point out that barriers such as inadequate access to resources, insufficient teacher
training, and the lack of institutional support often hinder the effective adoption of
ICT in classrooms. These barriers can create significant challenges for institutions
attempting to implement technological changes. Also, Laabidi and Laabidi (2016)
suggest that external and internal factors, including resistance to change from faculty
and staff, contribute to the slow pace of technology adoption in many higher
education settings. External barriers, such as limited access to technology and
financial constraints, can impede the integration of ICT, particularly in developing
countries or less financially stable institutions. On the other hand, internal barriers
such as teachers’ attitudes towards technology, their comfort level with new tools, and
the lack of professional development in digital pedagogy further exacerbate these
issues. Ertmer (1999) differentiates between first-order barriers, such as the lack of
infrastructure or training, and second-order barriers, such as the beliefs and attitudes
of educators towards technology. These barriers, particularly the second-order ones,
require cultural and institutional shifts to overcome, making technology integration
more complex than simply providing the tools.

While challenges exist, the integration of technology in higher education
has substantial benefits. As Al-Alwani (2019) highlights, when effectively
implemented, technology enhances teaching and learning by creating more
interactive, personalized, and engaging environments. Tools such as virtual
classrooms, collaborative platforms, and data-driven analytics enable educators to
tailor instruction to meet the needs of individual students, fostering a learner-centered
approach. This move towards personalized learning aligns with the broader goal of
educational transformation, where institutions aim to deliver more flexible and
responsive educational experiences. The integration of technology provides
opportunities for innovation in teaching and learning methods. Johnston and Toms
(2002) argue that technology offers the potential to transform traditional pedagogical
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approaches, enabling educators to adopt more interactive, student-centered methods.
The ability to use multimedia presentations, real-time collaboration tools, and online
resources allows for more creative and diverse learning experiences, which in turn
enhance student engagement and improve learning outcomes. In terms of faculty
development, technology integration also plays a role in enhancing the skills and
expertise of educators. As Johnston and Toms (2002) note, teachers who are equipped
with the right tools and training can improve their pedagogical practices, making their
teaching more effective and engaging. The adoption of technology supports
professional development, as it encourages educators to continuously adapt and
incorporate new tools and methods into their teaching practices.

For technology integration to be successful, higher education institutions
must have strong administrative support. Al-Alwani (2019) suggests that institutional
leaders must be proactive in providing the necessary resources, training, and
infrastructure to support technology integration. This includes investing in digital
tools, providing ongoing professional development for faculty, and creating an
institutional culture that values technology as an essential component of the
educational process. Administrators play a critical role in addressing both external and
internal barriers to technology integration. By ensuring that faculty members have the
support they need, including access to professional development opportunities and
resources, they can facilitate the integration process. Basarmak and Hamutoglu (2020)
argue that without proper institutional support, technology integration is unlikely to
succeed, as faculty may not have the necessary skills or motivation to adopt new
tools. Additionally, Basarmak and Hamutoglu (2020) emphasize the importance of
institutional policies that prioritize technology integration. By setting clear goals and
strategies for digital transformation, institutions can create a roadmap that guides
faculty and staff in effectively using technology. This proactive approach helps to
mitigate resistance to change and ensures that technology integration becomes a core
aspect of the institution’s educational strategy.

For technology integration to have a lasting impact on educational
transformation, it is essential to foster an environment that encourages continuous
innovation and adaptation. Laabidi and Laabidi (2016) suggest that institutions must
continually assess the effectiveness of their technology tools and strategies, using
feedback from faculty, staff, and students to refine and improve their approach.
Regular evaluations of technology integration efforts ensure that institutions can
respond to changing educational needs and technological advancements, ensuring that
their educational strategies remain relevant and effective. The integration of
technology should not be viewed as a one-time event but as an ongoing process. Al-
Alwani (2019) argues that for technology to be truly integrated into the fabric of
educational institutions, it must become a regular part of the educational experience,
with faculty and students continuously adapting to new tools and methods. This



45

requires a commitment to ongoing professional development, investment in
infrastructure, and a willingness to embrace change at all levels of the institution.

Technology integration is a critical component of educational
transformation strategies in higher education. While there are significant barriers to
overcome, the benefits of integrating technology into the educational process are
substantial. By improving access to learning, fostering personalized education, and
enabling more innovative teaching methods, technology enhances the quality and
effectiveness of higher education. Successful integration requires strong institutional
support, continuous professional development, and a commitment to addressing the
challenges that arise. As higher education institutions continue to embrace
technology, they will be better equipped to meet the demands of modern learners and
ensure that their educational strategies remain relevant and effective.

From the discussion on internal factors, it can be summarized the key
internal factors identified in the literature that influence educational transformation
strategies in higher education institutions as presented in this table.

Table 2 Key Internal Factors Influencing Educational Transformation Strategies in
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Table 2 (continued)

_ 2| .
i 5E | S
Zn < | 2 =
Authors and Year e 8 = g |~ 8 g 2 =
< S| s g| ® E|2E S« | S 8
2| 8| 5 &LIE = ELE2| 8 ®
O = = e qa S v X =
=% 58| =YY = = 8
& 2 o | S S|l ~=7% &3 S O
® @ ® = SEE|e g d € = > &
20| mR| B4 S| =5
Manzano Vela et al., 2024 /
Wang, 2024 /
Aithal & Aithal, 2019 / /
Musa & Baharum, 2012 /
Krishnaiah et al., 2024 /
Basarmak & Hamutoglu, 2020 /
Laabidi & Laabidi, 2016 /
Ertmer, 1999 /
Johnston & Toms, 2002 /
Al-Alwani, 2019 /

2.4 Educational Transformation Strategies

Achieving performance excellence in higher education requires more than
administrative efficiency or policy compliance, it demands a deep, strategic
transformation of core educational functions. In order to intensify global competition,
shifting learner expectations, and the imperative for institutions to contribute to
national innovation and development, universities must adopt proactive strategies that
target long-term impact. These strategies should be systematically aligned with
institutional missions, external trends, and internal capabilities to ensure meaningful
and sustainable transformation. Educational transformation strategies represent
deliberate and integrated interventions designed to enhance institutional adaptability,
relevance, and academic quality. Rather than focusing on isolated improvements, such
strategies promote a holistic approach that reconfigures the foundational dimensions
of teaching, learning, and academic support. In this study, five key strategic areas are
identified as critical contributors to university performance excellence which are
leadership and vision, faculty and staff development, curriculum design and
pedagogy, assessment and quality assurance, and student support services. Each of
these strategic areas plays an important role in shaping the institutional capacity to
innovate, maintain academic standards, and meet the diverse needs of students and
stakeholders. When implemented coherently, these strategies reinforce one another,
producing synergistic effects that elevate both operational effectiveness and
educational outcomes. Importantly, their success depends not only on technical
execution but also on cultural alignment and long-term strategic commitment.
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This section presents a critical and analytical discussion of these five core
transformation strategies. The aim is to illustrate how each strategy contributes to
institutional excellence and how they support the broader objective of sustainable and
future-oriented higher education reform.

2.4.1 Leadership and Vision

Leadership and vision are central to educational transformation and
performance excellence in higher education institutions (HEIs). As universities face
intensifying challenges brought on by globalization, digital disruption, shifting labor
demands, and societal expectations, strong and future-oriented leadership becomes
essential in shaping direction, aligning goals, and inspiring organizational
commitment. In the Thai higher education context, where institutions are navigating
demographic changes and transitioning toward a knowledge-based economy under
Thailand 4.0, visionary leadership plays an indispensable role in guiding
transformation and achieving performance excellence. Transformational leaders
articulate compelling visions of the future, inspire shared commitment, stimulate
innovation, and elevate the performance of individuals ‘and organizations. In higher
education, this type of leadership drives institutional reform, nurtures academic
excellence, and supports the alignment of educational goals with broader societal
needs. Vision, in particular, is the guiding star of transformational leadership. A clear,
future-oriented institutional vision enables universities to mobilize resources, engage
stakeholders, and navigate complex changes. A well-communicated vision sets
priorities, fosters purpose, and provides a long-term roadmap for transformation and
excellence.

Empirical studies demonstrate that visionary leadership significantly
contributes to institutional performance outcomes. For example, Eka (2021) found
that transformational leadership directly —and indirectly =~ enhances university
performance through systems of performance control, alignment of goals, and
motivational strategies (Eka, 2021). Leaders with a clear and strategic vision are
better equipped to align faculty and staff around institutional goals, thereby improving
both operational efficiency and academic quality. Similarly, Abubakar and Ahmed
(2017) conducted a study in Nigerian universities and found that a transformational
leadership style, particularly one grounded in a shared vision for institutional
development was a key driver of improved academic standards, student outcomes,
and international competitiveness (Abubakar & Ahmed, 2017). These findings are
highly relevant to Thai HEIs, which must compete in global education markets while
maintaining cultural relevance and meeting domestic policy goals. Visionary
leadership provides a framework for responding to national strategies such as the
Thailand Qualification Framework (TQF), lifelong learning policies, and international
quality standards like AUN-QA.



48

Vision-driven leadership is most effective when integrated into
institutional strategic planning. A compelling vision must be translated into actionable
strategies, measurable goals, and performance indicators. Sziegat (2022) illustrates
this in her study of German universities participating in the Excellence Strategy. In
these institutions, top-level leaders crafted strategic visions that emphasized research
leadership, innovation, and global engagement. These visions were embedded in all
aspects of institutional life including teaching, internationalization, infrastructure, and
administration which lead to measurable improvements in performance and prestige
(Sziegat, 2022). Similarly, Mozin and Nggilu (2023) highlight the role of vision in
strengthening institutional capacity. Their study found that visionary leadership was
essential to mobilizing internal resources, improving academic structures, and
enhancing organizational culture in Indonesian universities. The vision was not
merely aspirational, it guided strategic priorities in areas such as infrastructure
development, human capital, and program management, all of which contributed to
institutional performance excellence (Mozin & Nggilu, 2023).

One critical way in which vision impacts institutional performance is
through the implementation of performance-based management systems. Tavbulatova
(2020) emphasizes that visionary leaders must establish clear expectations,
performance metrics, and feedback systems that align with institutional missions. Her
study on performance-based contracts in universities revealed that visionary
leadership improves institutional performance by fostering accountability and goal
clarity (Tavbulatova, 2020). In the Thai context, where universities are increasingly
required to demonstrate outcomes linked to quality assurance mechanisms like EAPEx
and global rankings, strategic vision is crucial for setting institutional benchmarks and
driving continuous improvement. Vision allows universities to position themselves
uniquely, respond to stakeholder needs, and adapt to shifting policy and funding
landscapes.

An often-overlooked = function of strategic leadership is shaping
institutional culture through a shared vision. Visionary leaders cultivate values,
attitudes, and norms that support innovation, collaboration, and excellence. This
cultural alignment is key to sustaining performance gains and embedding
transformation at every level of the organization. Leadership vision must also be
inclusive, reflecting the aspirations of faculty, students, staff, and external
stakeholders. When diverse groups are engaged in shaping and realizing the
institutional vision, there is greater buy-in, commitment, and resilience to change.
Vision thus becomes both a unifying narrative and a strategic compass. In Thailand,
the need for strategic leadership and vision is particularly acute. Universities face
pressure to respond to Industry 4.0, reduce graduate skill gaps, internationalize
programs, and address demographic shifts. Visionary leadership offers Thai
universities a pathway to transformation by aligning internal capacities with external
demands. For instance, a clear institutional vision can guide curriculum reform to
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include future skills, support lifelong learning models, and integrate digital
technology into pedagogy. It can also strengthen partnerships with industry and
government, enhance research innovation, and improve student experience, each
contributing to performance excellence under frameworks like EdPEx.

Strategic leadership and vision are foundational to university
performance excellence. Vision provides direction, inspires action, and shapes
institutional identity. When embedded into strategic planning, performance
management, and institutional culture, vision transforms leadership from a top-down
directive into a shared organizational purpose. In Thailand’s rapidly evolving higher
education landscape, universities that cultivate visionary leadership will be best
positioned to meet national priorities, respond to global trends, and achieve long-term
excellence.

2.4.2 Faculty and Staff Development

In the pursuit of performance excellence in higher education institutions
(HEIs), faculty and staff development serve as a strategic cornerstone. Faculty and
staff are the driving force behind academic innovation, quality education, and
effective institutional operations. Sustainable transformation, particularly in a rapidly
evolving educational landscape like Thailand’s, requires continuous investment in
developing academic and administrative personnel. Universities that proactively
empower their human resources are more agile, resilient, and capable of achieving
excellence in teaching, research, and service. Faculty development aligns with the
Human Capital Theory, which suggests that investments in education and training
improve individual productivity and, in turn, institutional outcomes. Higher education
relies heavily on skilled, motivated faculty to deliver on its mission of producing
knowledgeable, competent - graduates and impactful research. Thus, structured
development programs directly contribute to both academic quality and institutional
competitiveness. Empirical research shows a strong positive association between
faculty development and university performance. Tavbulatova (2020) argues that
performance-based employment contracts can be used to motivate faculty, align
performance with institutional goals, and increase accountability ultimately improving
organizational effectiveness (Tavbulatova, 2020). This aligns with the Total Quality
Human Resource Management (TQHRM) approach, where faculty are not only
assessed but continuously supported through targeted training, mentorship, and
performance feedback (Kusnendi et al., 2018). In a case study of Rivers State
universities in Nigeria, faculty who underwent training in ICT, induction, and
coaching demonstrated greater job effectiveness, suggesting that training investment
translates into enhanced teaching and service delivery (Eyina & Orlu, 2021). This
finding is echoed in the experience of Centro Escolar University in the Philippines,
where structured faculty development aligned with institutional goals contributed to
quality assurance and led to national awards and recognition for excellence (Yabut,
2014).
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Effective faculty development involves a range of strategies, including
workshops, fellowships, short-term courses, and performance observation. These
approaches help educators acquire new pedagogical methods, integrate technology,
and develop research competencies. Majidi et al. (2018) found that workshops and
fellowships were among the most effective tools for enhancing the educational
potential of medical faculty (Majidi et al., 2018). Similarly, a faculty development
framework implemented at the University of Bristol provided structured support
during curriculum reform, significantly improving teaching quality and faculty
engagement (Warman et al., 2015). In Thailand, where HEIs are expected to
modernize curricula, integrate digital technologies, and meet global quality standards,
strategic development plans for academic staff are critical. These plans should be
aligned with institutional missions, such as those outlined in EdPEx, to ensure that
faculty capacity directly supports excellence in results, operations, and strategy.
Talent management is another vital component. Salau et al. (2018) emphasize that
talent development and retention practices such as mentoring, career planning, and
recognition enhance innovation and faculty performance in technology-driven
universities (Salau et al., 2018). Similarly, Damarjati et al. (2024) show that training
and career development significantly affect faculty motivation and teaching quality,
especially in private institutions that must compete for talent and student enrollment
(Damarjati et al., 2024).

Performance excellence also requires creating an environment where
staff are empowered and recognized. Empowerment strategies such as participatory
decision-making, performance appraisals, and peer coaching can build commitment
and increase institutional loyalty (Aithal, 2015). Faculty empowerment has a
cascading effect on teaching quality, research productivity, and student satisfaction,
all metrics tied to performance excellence in models like EdPEx. Motivation also
plays a critical role. Zhao (2024) highlights that combining professional recognition,
career advancement, and a supportive environment significantly boosts academic staff
motivation and effectiveness (Zhao, 2024). All these practices which are training,
empowerment, talent management, and motivation contribute directly to performance
excellence when aligned with institutional strategic frameworks. For example, the
EdPEx framework emphasizes workforce engagement, leadership, and results.
Faculty development initiatives that are mission-driven and performance-linked not
only enhance faculty effectiveness but also strengthen institutional quality assurance,
innovation, and outcomes.

To sum up, faculty and staff development is a powerful enabler of
university performance excellence. From performance-based contracts to continuous
professional development and talent retention, universities that invest in their people
are better positioned to meet the demands of a changing academic landscape. In
Thailand and beyond, empowering faculty through training, motivation, and strategic
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alignment leads to improved teaching quality, institutional agility, and competitive
positioning.

2.4.3 New Curriculum Design and Pedagogy

The evolving demands of the 21%-century workforce, technological
disruption, and shifting learner expectations have made curriculum design and
pedagogical innovation essential components of university transformation. Institutions
that successfully realign their academic programs with future skills, interdisciplinary
knowledge, and inclusive pedagogies are better positioned to achieve performance
excellence. Universities worldwide are revisiting their curricula to address global
challenges such as digital transformation, employability, sustainability, and lifelong
learning. Modern curriculum models emphasize flexibility, student-centered learning,
and interdisciplinary integration. For instance, Cao and Jiang (2017) propose that
entrepreneurial curriculum design, supported by leadership, market responsiveness,
and resource alignment, significantly improves both cognitive and behavioral learning
outcomes among students (Cao & Jiang, 2017). In a similar way, Gamaliia et al.
(2024) emphasize the synergy between design, culture, and innovation in pedagogy.
Their study finds that when universities embed design-thinking and interdisciplinary
frameworks into their curricula, students develop stronger problem-solving,
collaboration, and critical thinking skills, all critical indicators of academic excellence
(Gamaliia et al., 2024). Pedagogical strategies such as team-based learning, flipped
classrooms, and project-based approaches have been found to significantly improve
student engagement and performance. A study by Atwa et al. (2018) on a hybrid
pedagogy model found that team-based and case-based learning enhanced academic
performance, personalized feedback, and student satisfaction, particularly in first-year
university settings (Atwa et al., 2018). This innovation in pedagogy supports
performance categories in frameworks like EdPEx, where institutions are evaluated
not only on inputs and processes but also on outcomes such as learning achievement,
satisfaction, and workforce readiness. By embedding active learning and collaborative
teaching methods, universities can foster high-impact learning environments that
drive measurable performance improvements.

New pedagogical models also focus on personalized and inclusive
learning to improve student experience and retention. Cohen and Viola (2022) found
that curriculum design and pedagogy play a significant role in students’ sense of
belonging, a known predictor of academic success and institutional loyalty (Cohen &
Viola, 2022). These approaches also resonate with Learning by Design pedagogy,
which activates various modes of knowledge which are experiential, conceptual,
analytical, and applied, to support diverse student needs and improve learning
outcomes (Healy, 2008). By incorporating such frameworks, universities move
beyond rote learning toward transformative education, which aligns with performance
excellence goals in EAPEx such as customer focus and workforce development.
Technology integration in curriculum design is another hallmark of pedagogical



52

innovation. Moreover, project-based pedagogy implemented at the Rochester Institute
of Technology showed that students who participated in real-world, team-based
technical challenges developed better communication, creativity, and problem-solving
skills, which translated into improved academic and professional outcomes (Helguera
& Pow, 2011).

Curriculum reform is also seen as a strategic institutional response to
societal change. In Scottish universities, teachers adapting to the national “Curriculum
for Excellence” were required to reconceptualize their roles and integrate 21%-century
competencies into lesson design, significantly altering the academic landscape
(Wallace & Priestley, 2017). In another case, Khlaisang (2017) demonstrated how the
development of a pedagogy-based online platform in Thailand enhanced lifelong
learning and accessibility, key criteria for universities aiming for operational
excellence (Khlaisang, 2017). These reforms highlight the power of curriculum
innovation in transforming institutional practices, increasing reach, and aligning with
national education priorities.

It is apparent that new curriculum design and pedagogical innovation are
powerful levers for achieving university performance excellence. Through flexible,
interdisciplinary, inclusive, and technology-integrated learning models, universities
not only meet evolving student needs but also enhance teaching quality, academic
outcomes, and institutional competitiveness. These strategies align directly with key
categories in performance frameworks like EAPEx particularly strategy, operations,
and results, and empower institutions to thrive in a dynamic global education
environment.

2.4.4 Assessment and Quality Assurance

In an era of growing global competition and stakeholder accountability,
assessment and quality assurance (QA) have emerged as vital mechanisms for driving
performance excellence in_higher education institutions (HEIs). These practices
ensure that universities meet defined standards of teaching, research, governance, and
student support, while also facilitating continuous improvement. When strategically
implemented, quality assurance systems contribute not only to compliance but also to
transformation, efficiency, and institutional excellence. Quality assurance is defined
as a set of planned and systematic processes implemented to ensure that educational
services meet acceptable thresholds of quality and are continually improved. It is
closely aligned with strategic performance frameworks such as EdPEx (Education
Criteria for Performance Excellence) and EFQM (European Foundation for Quality
Management), which focus on leadership, strategy, workforce, processes, and results
(E1 Hamioui, 2024; Sziegat, 2022). According to Wang (2024), systematic assessment
practices such as Balanced Scorecard (BSC) and Self-Assessment of Educational
Quality (SAEQ) enable institutions to evaluate learning outcomes and management
quality multidimensionally. These tools create structured feedback loops that enhance
planning, decision-making, and academic performance (Wang, 2024).
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Internal QA processes serve as the backbone of university performance
by instilling a culture of evidence-based improvement. In a longitudinal case study,
O’Sullivan (2017) demonstrated how one university’s shift from reactive quality
review to enhancement-driven QA, rooted in stakeholder engagement and data
analytics, led to significant improvements in rankings and institutional credibility
(O’Sullivan, 2017). Internal QA also links strategic planning with operational
excellence by aligning quality goals with teaching outcomes, administrative
efficiency, and research impact.

External quality assurance, through accreditation, audits, and
government evaluations, acts as both a compliance tool and a driver for systemic
reform. Yonezawa (2008) examined the Japanese QA system where seven-year
certified evaluations and project-based funding schemes like “Good Practices” have
incentivized institutional ' accountability, particularly in the social sciences
(Yonezawa, 2008). These processes have enabled universities to align academic
programs with national education goals, secure funding, and enhance global
competitiveness. In the Philippines, Dotong and Laguador (2015) noted that local and
international QA certifications are critical to HEIs aiming for internationalization.
Accreditation not only validates educational quality but also enhances student
recruitment, industry partnerships, and global rankings (Dotong & Laguador, 2015).

Emerging technologies have modernized the QA landscape by enabling
real-time monitoring and data-informed ~decision-making. Wisnubhadra (2013)
designed a web-based Business Intelligence system  aligned with the Malcolm
Baldrige Criteria. This system allowed Indonesian university administrators to track
academic performance and strategic outcomes, thereby enhancing agility and strategic
alignment (Wisnubhadra, 2013). Digital dashboards, analytics platforms, and
automated assessment tools are now being deployed in QA departments worldwide to
facilitate predictive analysis, risk identification, and institutional benchmarking, each
a crucial element for performance excellence. Quality assurance does more than
verify standards, it shapes institutional culture. Eaton (2021) emphasizes that QA
sustains the core values of higher education, including academic freedom, autonomy,
and social responsibility. These values are critical for universities navigating rapid
changes while maintaining public trust and academic integrity (Eaton, 2021).
Participatory QA processes encourage faculty and staff engagement, making quality
improvement a shared responsibility. Haapakorpi et al. (2013) found that universities
in Finland and Iceland that involved faculty in self-evaluation and audit preparation
achieved better utilization of assessment results and stronger institutional buy-in
(Haapakorpi et al., 2013).

Despite its benefits, QA is not without challenges. Some studies suggest
that when QA is perceived as top-down or overly bureaucratic, it can lead to
disengagement or token compliance. Blackmore (2004) critiques the UK’s quality
assurance regime as overly focused on regulation and performance indicators, which
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can stifle innovation and erode academic autonomy (Blackmore, 2004). These
concerns underscore the need for QA systems that balance accountability with
empowerment and improvement.

Assessment and quality assurance are indispensable tools for achieving
university performance excellence. When well-designed and integrated with
institutional strategy, QA systems drive innovation, enhance credibility, and improve
outcomes across teaching, research, and administration. As Thai and global
universities face increasing scrutiny and competition, QA practices grounded in both
internal culture and external standards offer a clear pathway to sustainable excellence.

2.4.5 Student Support Services

As higher education institutions (HEIs) seek to adapt to changing student
demographics, global competitiveness, and increasing accountability, student support
services have become = essential drivers of institutional transformation and
performance excellence. Modern universities are aligning student services with the
principles of inclusive excellence, ensuring that every student, regardless of
background, has equitable access to the resources and guidance necessary to succeed
academically, socially, and personally. Student support services encompass a wide
range of institutional functions, including academic advising, counseling, mentorship,
career guidance, health services, learning assistance, and digital learning support.
These services are foundational to student retention, persistence, engagement, and
ultimately, academic performance. For instance, a large-scale study conducted at
Qatar University found that help-seeking behavior and active use of student support
services were significantly associated with higher academic performance and
persistence rates. The study emphasized that such services are particularly crucial for
at-risk students and those in STEM majors, where academic demands are higher
(Johnson et al., 2022). Likewise, Borden et al. (1997) evaluated five academic support
programs, including student mentoring, learning communities, and remediation
systems. The mentoring program alone was found to raise student performance by as
much as half a grade point and increased student retention by 15%, highlighting the
tangible academic benefits of proactive support services (Borden et al., 1997).

Mentoring plays a particularly impactful role in academic excellence.
Research by Ariffin (2014) showed that career and psychosocial mentoring support,
more than basic communication, had a statistically significant relationship with
improved student grades and self-efficacy. Students partnered with caring, supportive
mentors reported better academic outcomes and higher motivation (Ariffin, 2014). In
parallel, Zhao et al. (2024) confirmed that faculty support, when combined with
academic self-efficacy and emotional well-being, enhances students’ online learning
performance and academic engagement. This multidimensional model of support is
particularly important in the digital age where learners face challenges such as
isolation and technology barriers (Zhao et al., 2024).
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University support services also contribute significantly to emotional
adjustment, a key factor linked to academic resilience. A study by Shanti et al. (2016)
found that motivation to learn and emotional adaptation mediated the relationship
between student support and academic performance. Students who perceived higher
institutional support demonstrated greater motivation and emotional stability, which
in turn led to better grades (Shanti et al., 2016). These findings align with the EdPEx
framework, which recognizes student outcomes and stakeholder satisfaction as critical
metrics of university excellence. When universities invest in student-centered support
mechanisms, they improve not only learning outcomes but also student loyalty and
institutional reputation.

Technology has also revolutionized student support. Performance
support systems, originally from corporate training, have been adapted for higher
education to provide on-demand academic help. Stoyanov and Bastiaens (2005)
demonstrated that such systems, when embedded in university teaching, improved
learning outcomes and helped students navigate complex tasks and coursework
effectively (Stoyanov & Bastiaens, 2005). Barker et al. (2007) provided further
evidence through their “Epsilon” system, an electronic performance support system
designed to guide students through academic library use. Students who engaged with
the platform showed better resource utilization, which translated into improved
academic success (Barker et al., 2007). Student satisfaction is not just a soft metric, it
directly correlates with retention and institutional performance. A survey-based study
at Diponegoro University in Indonesia revealed that campus support services had the
highest performance gap between importance and satisfaction, indicating a need for
improvement. Student-centered services like advising, counseling, and accessibility
were crucial to perceived academic quality (ZainalFanani et al., 2007). Blacer-
Bacolod and Bacolod (2021) emphasized similar findings in the Philippines, where
students rated examination and curriculum delivery services favorably, but expressed
dissatisfaction with internet and lab support. Their recommendation for annual
assessments underscores the need to continuously evaluate and optimize student
services as part of a broader quality assurance strategy (Blacer-Bacolod & Bacolod,
2021).

Ultimately, student support services are a fundamental component of
university performance excellence. Through mentoring, emotional and academic
support, digital tools, and inclusive service models, universities empower students to
succeed academically and persist through challenges. These services contribute
directly to institutional goals such as retention, satisfaction, academic achievement,
and reputation making them essential levers in the transformation of higher education.
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2.5 Driving University Performance Excellence through EdPEx-Aligned
Strategies

In the dynamic and increasingly competitive landscape of global higher
education, universities are expected not only to deliver high-quality academic
programs but also to demonstrate institutional effectiveness, stakeholder satisfaction,
and operational excellence. These growing demands have led to the adoption of
performance excellence models in many countries, including Thailand, where the
Education Criteria for Performance Excellence (EdPEx) has become a key strategic
tool to support institutional development and transformation. EdPEx, adapted from
the Malcolm Baldrige Performance Excellence Framework, provides a structured
approach for evaluating and enhancing university performance across seven
categories: Leadership, Strategy, Customers, Measurement, Analysis and Knowledge
Management, Workforce, Operations, and Results. The model encourages a holistic
view of institutional performance, with a focus on strategic alignment, evidence-based
management, and continuous improvement (Calingo, 2017).

This review explores four EdPEx-aligned strategic factors consisting of
1) Systematic Operation, 2) Deployment and Implementation, 3) Monitoring and
Evaluation, and 4) Results-Oriented Improvement and discusses how these elements
contribute to university performance excellence in the context of Thai higher
education.

2.5.1 Systematic Operation

Systematic operation refers to the structured design, execution, and
continual refinement of an institution’s key academic and administrative processes.
Within the EdPEx framework, this aligns closely with the Operations and Knowledge
Management categories, which emphasize consistency, efficiency, and data-informed
decision-making. A university’s ability to manage operations systematically is central
to achieving excellence. This includes ensuring that academic delivery, research
support, student services, and resource management processes are well-defined,
documented, and regularly reviewed for improvement. According to Wangna,
Phantha, and Piyakul (2023), successful implementation of internal quality assurance
mechanisms in Thai universities depends heavily on operational clarity and staff
participation. Their study found that systematic participation in quality reviews led to
improved process standardization and better educational service delivery (Wangna et
al., 2023). Moreover, the use of structured methodologies and key performance
indicators (KPIs) ensures that day-to-day operations support strategic goals. This
consistency helps minimize redundancies, reduce costs, and improve responsiveness
to student and stakeholder needs.

2.5.2 Deployment and Implementation
Effective deployment involves translating strategic goals into tangible
actions and outcomes. This factor corresponds with the Leadership, Strategy, and
Workforce categories of EdPEx. Strong leadership provides vision and direction,
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while effective deployment ensures that this vision is implemented consistently across
departments and functions. In Thailand, higher education institutions that successfully
implement EdPEx tend to exhibit strong strategic alignment between leadership
priorities and workforce execution. Sanyanunthana (2016) found that leveraging
EdPEx-aligned IT governance models such as COBIT 5 significantly improved the
performance of deployment mechanisms in higher education institutions. Key factors
included policy alignment, leadership engagement, and workforce training
(Sanyanunthana, 2016). Calingo (2017) also emphasized that successful
implementation of EdPEX criteria in Thai pilot universities required active leadership
and continuous internal communication. Institutions with clear strategy deployment
plans, faculty involvement, and role clarity were more effective in transforming their
educational quality systems and achieving performance improvements. Deployment is
not simply a matter of issuing policies, it requires full organizational engagement,
capacity-building, and alignment of people, processes, and purpose.

2.5.3 Monitoring and Evaluation

Monitoring and evaluation are critical for ensuring that strategies and
operations remain effective over time. This factor aligns with the Measurement,
Analysis, and Knowledge Management category of EdPEx and is foundational for
continuous improvement and strategic learning. Effective monitoring and evaluation
involves the systematic collection, analysis, and use of data to evaluate performance
and inform decision-making. Universities need systems to track student achievement,
teaching quality, faculty productivity, financial sustainability, and stakeholder
feedback. These insights can be used to adjust course delivery, refine strategic plans,
and reallocate resources for better impact. Asif, Raouf, and Searcy (2012) argue that
performance excellence models must include meaningful and context-specific
indicators that reflect institutional priorities. Their research emphasized the need for
metrics that go beyond compliance, focusing on strategic outcomes and organizational
learning (Asif et al., 2012). In the Thai context, Calingo (2017) found that higher
education institutions that effectively used self-assessment tools, annual performance
reports, and stakeholder surveys were able to make faster adjustments to operations
and strategy. These practices helped universities build a feedback-driven culture and
reinforced accountability at all levels. Monitoring and evaluation are not only
mechanisms for improvement, they are tools for empowerment, ensuring that every
decision is informed and aligned with institutional goals.

2.5.4 Results-Oriented Improvement
The final EdPEx-aligned strategy focuses on measurable results. The
Results and Customers categories highlight the importance of achieving outcomes that
demonstrate institutional effectiveness and satisfy stakeholder expectations. Results-
oriented improvement ensures that every strategic effort leads to real-world impact
whether in the form of enhanced student learning, increased research outputs,
improved operational efficiency, or higher levels of student and staff satisfaction.
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According to Wangna et al. (2023), institutions that focused on outcome-based
metrics and stakeholder feedback experienced more sustainable quality gains and
were better positioned for accreditation and national benchmarking (Wangna et al.,
2023). Calingo (2017) reported similar findings, noting that universities participating
in Thailand’s EdPEx-based fast-track improvement programs achieved noticeable
gains in teaching quality, research visibility, and graduate employability.
These outcomes were attributed to a strong emphasis on continuous measurement,
stakeholder involvement, and results-driven planning. The shift toward
results-oriented management also fosters transparency. When universities openly
share performance outcomes with internal and external stakeholders, they build
credibility and trust, which in turn supports long-term partnerships, student
enrollment, and funding opportunities.

While the four strategic areas discussed above provide a functional view
of performance excellence, true transformation occurs when EdPEx principles are
embedded into the university’s organizational culture. Institutions that fully integrate
excellence criteria into their strategic planning cycles, leadership development,
faculty training, and annual assessments are more likely to sustain their gains.
Embedding EdPEx into culture means that excellence 1s no longer seen as a separate
project or external requirement, it becomes part of how the university thinks, acts, and
grows. This cultural transformation is key to enduring quality, innovation, and
performance. Calingo (2017) emphasized that Thai universities that developed
internal champions, invested in EJPEX training, and involved multiple layers of staff
in quality dialogues were more likely to internalize the framework. These institutions
moved beyond compliance and began using EdPEX as a roadmap for innovation and
future-readiness.

In “sum, the application of EdPEx-aligned strategies provides a
comprehensive pathway for Thai universities to achieve institutional performance
excellence. Through systematic operations, effective deployment, monitoring, and
results-focused improvement, higher education institutions can align their practices
with national standards and global expectations. The literature underscores that such
transformation is most effective when driven by data, supported by leadership, and
embedded in institutional culture. As Thai universities continue to adapt to 21%-
century challenges, ranging from technological change to demographic shifts adopting
and institutionalizing EdPEx provides a sustainable, strategic model for excellence
and long-term impact.
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2.6 Conceptual Framework

The conceptual framework presented in the study as shown in Figure 1,
developed after an extensive review of literature, illustrates the interconnected
relationships between external and internal factors, educational transformation
strategies, and university performance excellence. External factors refer to macro-
level influences that shape the direction and expectations of higher education
institutions, including the focus on future skills, the emergence of multi-institutional
pathways, the increasing trend of lifelong learning, the personalization of academic
learning experiences, the implementation of regional quality assurance frameworks
such as AUN-QA, and the evolving role of university holding companies.
Simultaneously, internal factors represent the organizational conditions and capacities
that exist within the university, such as leadership and governance structures, the level
of faculty and staff engagement, the robustness of financial management, the design
and relevance of academic programs and curricula, the quality and availability of
infrastructure and facilities, and the integration of technology into the educational
ecosystem. These external and internal factors serve as critical inputs that influence
the design and implementation of educational transformation strategies. These
strategies, positioned at the center of the framework, include leadership and vision,
faculty and staff development, curriculum redesign and pedagogy enhancement,
assessment and quality assurance systems, and the provision of comprehensive
student support services. The effectiveness of these transformation strategies directly
impacts the university's ability to achieve performance excellence. University
performance excellence is defined in terms of systematic operations, effective
deployment and implementation of initiatives, continuous monitoring and evaluation,
and a strong commitment to results-oriented improvement. Altogether, this conceptual
framework captures the dynamic and multidimensional nature of transforming higher
education institutions in pursuit of sustained excellence, guided by both contextual
realities and strategic internal development.
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Figure 1 Conceptual Framework

2.7 Hypothesis Development

The hypothesis development for this study is based on the assumption that
educational transformation in higher education institutions is driven by both external
and internal factors, which exert significant influences on the formulation and
implementation of transformation strategies, subsequently impacting university
performance excellence. This study proposes a conceptual framework that integrates
these factors to explain how higher education institutions can achieve sustainable
transformation and improve institutional performance.

External factors such as demographic transitions, labor market shifts,
technological disruptions, and national policy initiatives (e.g., Thailand 4.0) create
both pressures and opportunities, compelling universities to adjust their strategies to
maintain competitiveness and societal relevance in an increasingly dynamic
educational landscape (Huisman et al., 2015; Bui, 2021). These external influences
challenge universities to rethink their strategic directions and operational models.
Specifically, factors like future skills, lifelong learning, personalization of academic
learning, AUN-QA accreditation, university holding companies, and multi-
institutional cooperation, play an important role in shaping educational transformation
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strategies. Each of these external forces has demonstrated a profound influence on
how universities adapt to the evolving needs of the labor market, technological
advancements, and global educational trends. By addressing the diverse needs of
students, fostering industry collaboration, and promoting innovation, universities are
better equipped to create environments that support learning and prepare students for
success in an increasingly complex world. Thus, the above discussion has suggested
the hypothesis:

H1: External factors for future higher education positively associate with
educational transformation strategies.

These external forces not only drive universities to innovate and improve
their offerings but also align their goals with the broader societal and economic needs,
ensuring that higher education institutions remain relevant, competitive, and
responsive to the challenges of the future.

At the same time, internal factors including leadership and governance,
faculty and staff engagement, financial management, academic program and
curriculum design, infrastructure, and technology integration are fundamental in
shaping the institutional capacity to respond effectively to such external challenges
(Arnold et al., 2000; Munge et al., 2016). Strong internal management capabilities
serve as the foundation that enables the transformation process by aligning
institutional resources, culture, and systems with strategic objectives. These internal
elements work synergistically to foster an environment conducive to innovation,
adaptability, and continuous improvement. Effective leadership, an engaged faculty,
sound financial 'management, responsive curriculum - design, state-of-the-art
infrastructure, and the seamless integration of technology all contribute significantly
to shaping the educational landscape. As higher education institutions strive for
transformation, these internal factors ensure that the strategies implemented align with
both current demands and future challenges. Thus, the above discussion has suggested
the hypothesis:

H2: Internal factors for future higher education positively associate with
educational transformation strategies.

The exploration of educational transformation strategies including
strategic leadership and vision, faculty and staff development, curriculum design and
pedagogical innovation, assessment and quality assurance, and student support
services reveals a comprehensive framework through which universities can drive
sustainable performance improvement. Each strategy aligns with the principles of
inclusive excellence and is supported by empirical evidence linking these practices to
measurable improvements in academic outcomes, institutional efficiency, and
stakeholder satisfaction. These strategies highlight the multifaceted nature of
educational transformation and its essential role in navigating the complex,
competitive landscape of higher education, particularly within the Thai context. The
above discussion has suggested the hypothesis:
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H3: Educational transformation strategies positively associate with
university performance excellence.

Moreover, educational transformation strategies also act as critical
mediating mechanisms that channel both external pressures and internal capacities
into actual institutional change (Gouédard et al., 2020; Juikumjorn, 2018). These
strategies encompass key dimensions such as visionary leadership, faculty and staff
development, curriculum innovation, quality assurance enhancement, and
comprehensive student support services. By implementing such strategies, universities
can enhance their adaptability, inclusiveness, and long-term competitiveness,
ultimately contributing to performance excellence (Delbari et al., 2021; Lee et al.,
2021). Therefore, educational transformation strategies may mediate in additional two
following ways:

H4:Educational Transformation Strategies mediate the relationship
between external factors and university performance excellence.

HS: Educational Transformation Strategies mediate the relationship
between internal factors and university performance excellence.

The following figure illustrates the conceptual framework and the
hypothesized relationships proposed in this study.

External Factors | > )

L . H4 A
Educational =~ [--5- > University
Transformation H3 > Performance
Internal Factors > Strategies HS Excellence

Figure 2 Hypothesis Framework



Chapter 3
Research Methodology

3.1 Introduction

The research on “Educational Transformation Strategies for University
Performance Excellence” has the following objectives 1) to study the relationship
between external factors for future higher education and educational transformation
strategies 2) To study the relationship between internal factors for future higher
education and educational transformation strategies 3) To study the relationship
between educational transformation strategies and university performance excellence
and 4) To develop an educational transformation strategy model for higher
educational institutions. This study employed a mixed-methods approach, integrating
both quantitative and qualitative methods to develop and validate the Educational
Transformation Strategy Model for University Performance Excellence.

3.2 Research Procedures

To systematically achieve the research objectives, this study was conducted in
two sequential phases, each with clearly defined procedures. The first phase involved
quantitative data collection and analysis to develop and empirically test the causal
relationships within the proposed model. The second phase employed qualitative
inquiry to validate and refine the model through expert feedback from practitioners
involved in higher education quality assurance.

3.2.1 Quantitative Phrase

To achieve the specified objectives, the research began with the
construction of an initial conceptual framework through a systematic literature
review, which included synthesizing - definitions, identifying components, and
analyzing the relationships among them. Following this, Exploratory Factor Analysis
(EFA) was conducted to explore the underlying factor structure and identify the key
components of educational transformation strategies. The next step involved
Confirmatory Factor Analysis (CFA) to validate the factor structure and assess the
goodness of fit of the proposed causal model. The empirical data were collected from
university executives, presidents, vice presidents, assistant presidents, and strategic
management personnel, across public and private universities in Thailand. Finally,
Structural Equation Modeling (SEM) was employed to examine the causal
relationships among components of educational transformation strategies in relation
to university performance excellence.
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Quantitative Research Steps
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Data Analysis descriptive statistics means, and standard
- Conduct Exploratory Factor deviations
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Analysis (CFA) transformation strategies
- Analyze Structural Equation for performance
Modeling (SEM) excellence

3.2.2 Qualitative Phrase

To confirm and enrich the findings from the quantitative phase, the study
incorporated a qualitative component through in-depth interviews. The purpose was to
assess the relevance, feasibility, and comprehensiveness of the proposed model from
the perspective of practitioners in higher education quality assurance. The key
informants were selected using purposive sampling. The selection criteria required
participants to have at least three years of experience in university-level quality
assurance work. The interviews aimed to elicit expert opinions regarding the
appropriateness of the model's components, its practical applicability within Thai
higher education institutions, and recommendations for improvement or prioritization
of the model’s elements. In-depth interviews were conducted using a semi-structured
format and audio recorded with participant consent. Each session lasted
approximately 20-30 minutes. The data obtained were then analyzed using content
analysis, focusing on recurring themes, patterns, and strategic insights.
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3.3 Quantitative Research

3.3.1 Population and Sample
3.3.1.1 Population

The unit of analysis in this study was higher education
institutions in Thailand, which were classified into six types based on their
governance structures and admission systems. These included: (1) public universities
with restricted admission quotas, totaling 8 universities; (2) public universities with
open admission, totaling 2 universities; (3 ) autonomous public universities, with 26
universities; (4 ) Rajabhat universities, with 3 8 universities; (5 ) Rajamangala
University of Technology, with 9 universities; and (6) private universities, totaling 43
universities. By focusing on these six types, the study aimed to capture the diversity
and complexity of Thailand’s higher education landscape, providing a clearer
understanding of how universities with different structures and missions managed and
responded to strategic educational transformation.

The unit of measurement in this study was academic and support
staff from universities in Thailand as specified in the unit of analysis section. They
were directly involved and experienced in educational quality assurance activities.
These staff members were responsible for essential functions related to institutional
planning, policy implementation, and quality improvement, and played a central role
in ensuring and sustaining the quality of education within their institutions. By
focusing on these groups of staff who were actively engaged in quality assurance
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processes, the study sought to obtain comprehensive and practical insights into
institutional quality management practices across different university contexts.

To ensure the relevance and richness of the data collected, a
purposive sampling technique was employed. The sample group consisted of
academic and support staff from the selected universities who possess substantial
knowledge and experience in educational quality assurance and hold responsibilities
directly related to institutional quality systems. This sampling approach was chosen to
ensure that the participants were well-qualified to provide informed perspectives
aligned with the objectives of the study.

3.3.1.2 Sample size

In accordance with the guidelines suggested by Loehlin (1992)
and Hoyle (1995), the sample size used in this study was considered appropriate for
structural equation modeling (SEM). Hoyle (1995) recommends that to have
confidence in the goodness-of-fit test, a sample size of 100 to 200 cases is generally
acceptable, particularly for models of moderate complexity. Similarly, Loehlin (1992)
emphasizes that SEM is a large-sample technique that requites at least 100 cases, with
200 cases being preferable to ensure the stability of parameter estimates and the
accuracy of model fit indices. Based on these recommendations, the sample size of
217 respondents in this study exceeded the commonly suggested minimum thresholds
and was therefore considered sufficient to provide reliable SEM results.

3.3.2 Data Collection

The data collection process for this study was conducted using an online

questionnaire distributed to academic and support staff who were directly involved
and experienced in quality assurance activities. within both public and private
universities in Thailand. The questionnaire was designed based on the relevant
literatures and validated through expert review and a pretest, as detailed in the
subsequent sections.
Respondents were selected through purposive sampling, ensuring that participants had
relevant experience in educational quality assurance. Prior to full-scale data
collection, a pretest with 3 0 respondents was conducted to refine the questionnaire.
The final version was then distributed via digital channels, including email and online
survey platforms.

Participants were informed about the confidentiality and voluntary nature
of the study. Responses were automatically recorded in a secure database, and only
valid, completed responses were used for analysis. A total of 2 1 7 responses were
collected.

3.3.3 Research Instruments and Quality Testing
The instrument used for data collection in quantitative research was a
questionnaire. This questionnaire was developed to align with the research conceptual
framework and variables, and was constructed based on the study of relevant
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concepts, theories, and research findings to address the research objectives established
by the researcher.

To develop the measurement instrument used in this study, validated
scales from prior research were carefully adapted and modified to suit the context of
strategic educational change and performance excellence in higher education
institutions. The measurement of external factors drew upon studies on future skills
(Sheikh et al., 2023), lifelong learning (Zhou, 201 8), personalization of academic
learning (Cox et al., 2014 ), AUN-QA quality assurance standards (Bui, 202 1),
university holding companies (UHCs) (Ekholm & Salomonsson, 2022 ), and multi-
institutional cooperation (Huisman et al., 2015). These dimensions capture the key
environmental drivers influencing universities’ strategic directions, particularly in
areas of workforce preparation, ~continuous learning cultures, curriculum
responsiveness, industry collaboration, and inter-institutional partnerships.

For internal factors, the scales were adapted from Arnold et al. (2000)
and Osiyemi (2006) for leaders and governance, Oladejo et al. (2019) for faculty and
staff engagement, Munge et al. (2016) for financial management, Karimi et al. (2012)
for academic programs and curriculum design, Musa and Ahmad (2 0 1 2 ) for
infrastructure and facilities, and Basarmak and Hamutoglu (202 0) for technology
integration. These constructs assess critical internal capabilities such as leadership
practices, employee involvement, resource management, academic program design,
digital infrastructure, and technology readiness that enable universities to implement
and sustain strategic changes.

Additionally, to measure the outcomes of strategic educational change in
driving organizational excellence, scales were adapted following Kanji and Moura
(200 1) for leadership and vision, Delbari et al. (2 0.2 1) for faculty and staff
development, Gouédard et al. (2 02 0) for new curriculum design and pedagogy,
Juikumjorn (2018) for assessment and quality assurance, and Lee et al. (2022) for
student support services. These items were developed to reflect how strategic
educational transformation contributes to institutional advancement toward excellence
in leadership, teaching, learning, quality assurance, and student services.

Furthermore, these dimensions of university performance excellence
were operationalized across four key management processes. Systematic Operation
was addressed through Delbari et al. (2 0 2 1 ), focusing on the university’s
comprehensive programs for developing faculty and staff across teaching, research,
and overall work performance. Deployment and Implementation were captured by
Gouédard et al. (202 0), emphasizing the flexibility and contextual adaptability of
curriculum design to support effective strategy execution. Monitoring and Evaluation
were reflected in the adaptation from Juikumjorn (2018), focusing on the adequacy of
resource allocation and support systems for driving quality assurance processes.
Lastly, Results-Oriented Improvement was informed by Lee et al. (2 0 2 2),
highlighting the university’s ongoing assessment and enhancement of student support
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services to promote student success and satisfaction. Together, these constructs
provide a comprehensive framework for evaluating how strategic educational
transformation is managed, deployed, monitored, and continuously improved to drive
sustainable institutional excellence.

The researcher proceeded to develop the questionnaire for data
collection. The questionnaire was specifically designed to ensure consistency with the
theoretical foundations identified through the literature review process. Each section
and item in the questionnaire corresponded to the key variables under investigation,
including external factors, internal factors, educational transformation strategies, and
performance excellence indicators. This methodical approach to instrument
development helped ensure that the data collected would provide valid and reliable
information to address all research objectives.

The instrument used for collecting quantitative research data was a
questionnaire, and the researcher validated the quality of the research instrument
according to the following steps:

1. Study the relevant literatures to determine the questions in the research
instrument.

2. Develop research instruments covering the studied issues.

3. Submit the questionnaire to three experts for content validity review.
The experts examined whether the instrument could truly measure the variables the
researcher intended to study by considering variable definitions, scope, and content
aspects to be measured. Content validity was determined by selecting question items
with an Index of Item-Objective Congruence (IOC) using an evaluation form for
experts to consider each question item as follows:

O Give +1 for question items that are consistent with the content
according to the intended measurement objective.

O Give 0 if uncertain whether that question item is consistent with the
content according to the intended measurement objective.

O Give -1 for question items that are not consistent with the content
according to the intended measurement objective.

The content validity of the measurement instrument was determined by
considering the Index of Item-Objective Congruence (Rovinelli and Hambleton,
1977)

YR
[0C =—
N
Where:
0 IOC represents the Index of Item-Objective Congruence

0 Y R represents the sum of expert opinion scores
o N represents the number of experts
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The criteria for selecting question items were 1) Question items with
an IOC value from 0.51 to 1.00 indicate that the question item measures according to
the objective and can be used, and 2) Question items with an IOC value below 0.50
indicate that the question item does not measure according to the objective and should
be considered for improvement or removal.

1. Take the questionnaire for a pretest with 30 individuals from the
population who are not part of the sample group.

2. Analyze the reliability of the instrument, which is a measure of
internal consistency using Cronbach's alpha coefficient (Cronbach, 1951). The
criterion for consideration is a reliability coefficient of 0.7 or higher, indicating that
the measurement instrument is reliable.

Table 3 Reliability Values from a Pretest of the Questionnaire on Educational
Transformation Strategy Components for Performance Excellence

Items ‘ Cronbach's Alpha

1. External Factors 0.949
1.1 Future Skills 0.863

1.2 Lifelong Learning 0.810

1.3 Personalization of Academic Learning 0.898

1.4 AUN-QA 0.814

1.5 University Holding Companies (UHCs) 0.914

1.6 Multi-institutional Cooperation 0.859

2. Internal Factors 0.965
2.1 Leaders and Governance 0.850

2.2 Faculty and Staff Engagement 0.859

2.3 Financial Management 0.910

2.4 Academic Programs and Curriculum Design 0.804

2.5 Infrastructure and Facilities 0.849

2.6 Technology Integration 0.936

3. Educational Transformation Strategies 0.968
3.1 Leadership and Vision 0.908

3.2 Faculty and Staff Development 0.819

3.3 New Curriculum Design and Pedagogy 0.937

3.4 Assessment and Quality Assurance 0.898

3.5 Student Support Services 0.869

4. University Performance Excellence 0.853
4.1 Systematic Operation 0.823

4.2 Deployment and Implementation 0.847

4.3 Monitoring and Evaluation 0.823

4.4 Results-Oriented Improvement 0.820
Total 0.984
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From the literature review, the researcher created a research conceptual
framework to develop various scales by constructing variable measurements based on
those used by academics and researchers in studying variables. In creating these
scales, the researcher considered content validity, construct validity, reliability, and
applicability to the target population. The content validity was compiled from the
substance of the questions and question items used in previous research on the
variables.

3.3.4 Data Analysis and Statistical Methods

1. Descriptive analytical statistics were used to analyze frequency,
percentage, mean, and standard deviation (S.D.) to describe the characteristics of
respondents and to explain the model of educational transformation strategies for
operational excellence. The questionnaire used a 5-level rating scale, with results
interpreted according to Best and Kahn's criteria (Best and Kahn, 2006), with the
following score ranges

Score 1.00 - 1.50 means the lowest level

Score 1.51 - 2.50 means low level

Score 2.51 - 3.50 means moderate level

Score 3.51 - 4.50 means high level

Score 4.51 - 5.00 means the highest level

2. Analysis of standardized score correlation coefficients.

3. Verification of the construct validity of latent variables was conducted
in two stages. Firstly, Exploratory Factor Analysis (EFA) was performed to explore
the underlying structure of the observed variables and to identify the appropriate
factor groupings. Prior to the EFA, the Kaiser-Meyer-Olkin (KMO) measure of
sampling adequacy and Bartlett’s Test of Sphericity were employed to ensure the
suitability of the data for factor analysis. Following the EFA;, Confirmatory Factor
Analysis (CFA) was subsequently conducted to verify the construct validity.

4. Structural Equation Modeling, assessed by the following goodness-of-
fit statistics (Hair et al., 2010):

1) Comparative Fit Index (CFI): Values range between 0 and 1.00.
Values greater than 0.92 indicate that the model is consistent with empirical data.

2) Relative Fit Index (RFI): Values range between 0 and 1.00. Values
greater than 0.92 indicate that the model is consistent with empirical data.

3) Standardized Root Mean Square Residual (Standardized RMR):
Values range between 0 and 1. Values not exceeding 0.08, with CFI not less than
0.92, indicate that the model is consistent with empirical data.

4) Root Mean Square Error of Approximation (RMSEA): Values
range between 0 and 1.00. Values less than 0.07, with CFI not less than 0.92, indicate
that the model is consistent with empirical data.

In cases where observed variables in the model do not exceed 12
variables, the following criteria are used (Hair et al., 2010, p.672):
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1) Comparative Fit Index (CFI): Values range between 0 and 1.00.
Values greater than 0.95 indicate that the model is consistent with empirical data.

2) Relative Fit Index (RFI): Values range between 0 and 1.00. Values
greater than 0.95 indicate that the model is consistent with empirical data.

3) Root Mean Square Error of Approximation (RMSEA): Values
range between 0 and 1.00. Values less than 0.07, with CFI not less than 0.97, indicate
that the model is consistent with empirical data.

Additional criteria from Seree Chadcham (Chadcham, 2004) explain
that in cases where the Chi-square value is significant (p <.05) as follows:

1) Goodness of Fit Index (GFI): Values range between 0 and 1. GFI
values greater than 0.90 indicate that the model is consistent with empirical data.

2) Adjusted Goodness of Fit Index (AGFI): The AGFI is a value
derived from adjusting the GFI, considering the sample size, number of variables, and
degrees of freedom. AGFI has the same properties as GFI. Index values greater than
0.90 indicate that the model is consistent with empirical data.

3) Relative Chi-Square (y*/df): A statistical value used to compare the
level of fit between models with unequal degrees of freedom. A relative Chi-square
value less than 2.00 is desirable.

3.4 Qualitative Research

The qualitative phase of this research was conducted to provide a deeper
understanding of the feasibility, relevance, and practical challenges of implementing
the proposed educational transformation strategy model. It also aimed to validate the
findings obtained from the quantitative phase by incorporating practitioner
perspectives from those directly involved in educational quality assurance and
strategic management in Thai higher education institutions.

3.4.1 Research Design
This study employed a qualitative design using semi-structured in-depth
interviews. This approach was deemed appropriate for generating rich, nuanced, and
context-sensitive data, while also allowing flexibility in exploring emerging themes
and practitioner insights. The interview guide was designed to align with the main
components of the proposed model, while also encouraging participants to reflect on
their practical experiences and provide recommendations.

3.4.2 Participant Selection

Participants were selected using purposive sampling, ensuring that the
individuals chosen were well-positioned to provide relevant and insightful feedback
on the model. A total of six key informants were selected, all of whom had held
senior-level positions in both public and private universities in Thailand. Each
informant had at least three years of experience working in areas such as academic
administration, curriculum development, institutional planning, and internal or
external quality assurance. The diversity of their roles and institutional affiliations
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enabled the collection of multi-dimensional perspectives on how the proposed model
might be applied in varied higher education settings.

3.4.3 Data Collection

The interviews were conducted online via the Zoom platform to
accommodate participants from different regions. Each session lasted approximately
20 to 30 minutes. Before the interviews commenced, participants were fully informed
about the study’s objectives and ethical procedures. Each session was audio-recorded
with the participant’s permission. The recorded interviews were subsequently
transcribed verbatim to ensure accuracy and completeness in the data analysis
process.

3.4.4 Data Analysis

The data were analyzed using thematic analysis, based on the six-phase
process proposed by Braun and Clarke (2006). The researcher began by familiarizing
with the data through repeated reading of the transcripts. This was followed by the
generation of initial codes that captured recurring ideas, challenges, or
recommendations expressed by the informants. These codes were then clustered into
potential themes, which were subsequently reviewed for internal coherence and
validity across the dataset. After refining and defining the final themes, the researcher
constructed a narrative that captured the underlying meanings and implications of the
data in relation to the research objectives.

3.5 Human Research Ethics Approval and Data Confidentiality

This study had been reviewed and approved by the Human Research Ethics
Committee of Silpakorn University, Certificate No. REC 67.1111-173-8892. The
research was conducted in  compliance ~with international ethical standards,
emphasizing respect for participants’ dignity and rights, the principle of non-
maleficence, and fairness throughout the research process.

The target participants which were academic and support staff involved in
educational quality assurance were fully informed of the study’s objectives,
procedures, and their rights before giving consent. Participation was entirely
voluntary, and all personal data have been handled with strict confidentiality. No
identifying information has been or will be disclosed, ensuring the protection of
participants from any physical, psychological, or reputational harm.



Chapter 4
Research Results

4.1 Introduction

The research findings on Educational Transformation Strategies for University
Performance Excellence are derived from analyses consistent with the research
objectives and methodology presented in prior chapter. The quantitative research
results are presented as follows: Respondent Characteristics, Mean and Standard
Deviation of Factors Influencing Educational Transformation in Higher Education,
Confirmatory Factor Analysis and Assessment of the Goodness-of-Fit of the Causal
Relationship Structural Model.

4.2 Quantitative Research

4.2.1 Respondent Characteristics
Based on the collected information, this can be indicated the several key
characteristics of the respondents. The demographic profile of 217 respondents
classified by gender, age, educational level, professional status, and working
experience in educational quality ~assurance according to EdPEx criteria is
demonstrated in Table 4.

Table 4 Demographic Profile of Respondents

Variables Frequency | Percentage
1. Gender
Female 140 64.52
Male 75 34.56
Other 2 0.92
Total 217 100
2. Age
Under 30 years 9 4.15
30 - 39 years 59 27.19
40 - 49 years 112 51.61
50 years and above 37 17.05
Total 217 100
Variables Frequency | Percentage
3. Highest Educational Level
Bachelor's Degree 16 7.37
Master's Degree 106 48.85
Doctoral Degree 95 43.78
Total 217 100
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Table 4 (continued)
Variables Frequency | Percentage
4. Employment Status
Academic Staff 129 59.45
Support Staff 88 40.55
Total 217 100
5. Working Experience in Educational Quality Assurance
Less than 5 years 53 24.42
5-10 years 68 31.34
11 - 15 years 76 35.02
16 - 20 years 11 5.07
More than 20 years 9 4.15
Total 217 100

The survey respondents were predominantly female, with 140
participants, representing 64.52% of the total sample. Male respondents comprised 75
participants, or 34.56%, while 2 respondents, accounting for 0.92%, identified as
other genders. In terms of age, the largest group of respondents was within the 40—49
years age range, with 112 respondents, representing 51.61% of the sample. This was
followed by the 30-39 years age group, consisting of 59 respondents, or 27.19%.
Respondents aged 50 years and above numbered 37, accounting for 17.05% of the
total sample. Regarding the educational level, the majority of respondents held a
Master's degree, with 106 participants (48.85%). The next largest group consisted of
95 respondents (43.78%) with a Doctorate degree, while 16 respondents (7.37%) held
a Bachelor's degree. In addition, a majority of the respondents were employed as
academic staff, comprising 129 respondents, or 59.45% of the sample. The remaining
88 respondents (40.55%) were support staff. With respect to professional experience
in educational quality assurance based on the EdPEx criteria or involvement in
EdPEx-related activities at their respective universities, the largest group had between
11 and 15 years of experience, with 76 respondents, representing 35.02%. The
second-largest group had 5 to 10 years of experience, comprising 68 respondents
(31.34%), while 53 respondents (24.42%) reported having less than 5 years of
experience in the field.

4.2.2 Mean and Standard Deviation of Factors Influencing Educational
Transformation in Higher Education

This study presents a comprehensive statistical analysis of respondents’

opinions regarding key factors affecting educational transformation and university

performance excellence. The data reveals consistently high mean scores across all

measured dimensions, with standard deviations indicating strong consensus among
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respondents on the critical importance of these factors in achieving institutional

excellence.

Table 5 Mean and Standard Deviation of Respondents’ Opinions on External Factors

Affecting Educational Transformation Strategies

External Factors Mean | SD Level
Future Skills 4.47 0.63 | Highest
Lifelong Learning 4.54 | 0.58 | Highest
Personalization of Academic Learning 438 | 0.73 | Highest
AUN-QA 4.49 0.63 | Highest
University Holding Companies (UHCs) 4.49 0.66 | Highest
Multi-institutional Cooperation 4.55 0.59 | Highest

Overall Average 4.49 0.64 | Highest

From Table 5, it was found that the overall opinions regarding External
Factors were at the highest level. ' When ranking the mean scores from highest to
lowest, the top three factors were: Multi-institutional Cooperation (X = 4.55), Lifelong
Learning (X = 4.54), and both AUN-QA and University Holding Companies (UHCs)

(X = 4.49), respectively.

Table 6 Mean and Standard Deviation of Respondents’ Opinions on Internal Factors

Affecting Educational Transformation Strategies

Internal Factors Mean SD Level
Leaders and Governance 4.46 0.68 | Highest
Faculty and Staff Engagement 4.48 0.65 | Highest
Financial Management 432 | 0.79 | Highest
Academic Programs and Curriculum Design 4.49 0.63 | Highest
Infrastructure and Facilities 4.42 0.66 | Highest
Technology Integration 4.44 0.63 | Highest

Overall Average 444 | 0.67 | Highest
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From Table 6, it was found that the overall opinions regarding Internal
Factors were at the highest level. When ranking the mean scores from highest to
lowest, the top three factors were: Academic Programs and Curriculum Design
(x =4.49), followed by Faculty and Staff Engagement (X = 4.48), and Leaders and
Governance (X = 4.46), respectively.

Table 7 Mean and Standard Deviation of Respondents’ Opinions on Educational
Transformation Strategies Affecting University Performance Excellence

Educational Transformation Strategies Mean | SD Level
Leadership and Vision 445 | 0.67 | Highest
Faculty and Staff Development 444 | 0.66 | Highest
New Curriculum Design and Pedagogy 4.49 0.61 Highest
Assessment and Quality Assurance 444 | 0.64 | Highest
Student Support Services 4.45 0.65 | Highest

Overall Average 445 | 0.65 | Highest

From this table, it was found that the overall opinions regarding
Educational Transformation Strategies were at the highest level. When ranking the
mean scores from highest to lowest, the top three factors were: New Curriculum
Design and Pedagogy (X = 4.49), followed by Leadership and Vision and Student
Support Services (both with X = 4 .4 4'), and Faculty and Staff Development, and
Assessment and Quality Assurance (X = 4.44), respectively.

Table 8 Mean and Standard Deviation of Respondents’ Opinions on University
Performance Excellence

University Performance Excellence Mean SD Level
Systematic Operation 4.55 0.64 | Highest
Deployment and Implementation 4.51 0.60 | Highest
Monitoring and Evaluation 4.41 0.68 | Highest
Results-Oriented Improvement 4.51 0.62 | Highest

Overall Average 449 | 0.63 | Highest
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This table showed that opinions regarding University Performance
Excellence were overall at the highest level. Ranking the mean scores from the
highest to the lowest: Systematic Operation (X = 4.55), followed by Deployment and
Implementation, Results-Oriented Improvement (X = 4 .51), and Monitoring and
Evaluation (X = 4.41), respectively.

Following the analysis of the mean and standard deviation of the factors
influencing educational transformation in higher education, this study presents a
comprehensive statistical overview of respondents’ perceptions regarding key
elements that contribute to transformation and institutional performance excellence.
The results show consistently high mean scores across all dimensions, with low
standard deviations, indicating strong consensus among respondents on the
importance of these factors.

To ensure the internal consistency and reliability of the measurement
instrument, Cronbach’s alpha coefficients were calculated using data from all 217
completed questionnaires. The results of this reliability analysis, which confirm the
strength of the instrument used in this study, are presented in Table 9 below.

Table 9 Reliability Values of the Questionnaire from 217 Respondents on Educational
Transformation Strategy Components for Performance Excellence

Ttems Cronbach's Alpha
if Item Deleted
1. External Factors 0.944
1.1 Future Skills 0.776
1.2 Lifelong Learning 0.761
1.3 Personalization of Academic Learning 0.839
1.4 AUN-QA 0.794
1.5 University Holding Companies (UHCs) 0.862
1.6 Multi-institutional Cooperation 0.842
2. Internal Factors 0.967
2.1 Leaders and Governance 0.827
2.2 Faculty and Staff Engagement 0.802
2.3 Financial Management 0.893
2.4 Academic Programs and Curriculum Design 0.822
2.5 Infrastructure and Facilities 0.865
2.6 Technology Integration 0.897
3. Educational Transformation Strategies 0.964
3.1 Leadership and Vision 0.889
3.2 Faculty and Staff Development 0.841
3.3 New Curriculum Design and Pedagogy 0.831
3.4 Assessment and Quality Assurance 0.842
3.5 Student Support Services 0.849
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Table 9 (continued)

Items Cronbach's Alpha
if Item Deleted

4. University Performance Excellence 0.840
4.1 Systematic Operation 0.879
4.2 Deployment and Implementation 0.892
4.3 Monitoring and Evaluation 0.860
4.4 Results-Oriented Improvement 0.888
Total 0.984

4.2.3 Exploratory Factor Analysis
4.2.3.1 Exploratory Factor Analysis of External Factors

To assess the suitability of the dataset for exploratory factor
analysis, preliminary statistical assumptions were tested. The Kaiser-Meyer-Olkin
(KMO) measure of sampling adequacy was found to be 0.9 1 8, indicating that the
sample was highly appropriate for factor analysis. In addition, Bartlett’s Test of
Sphericity produced a Chi-Square value of 3409.7 13 with a significance level of
p <.000, which is less than the threshold of .05. Therefore, the null hypothesis was
rejected, suggesting that there were sufficient correlations among the 35 observed
variables included in the questionnaire. This result confirms the appropriateness of
conducting factor analysis, as shown in Table 10.

Table 10 Kaiser-Meyer-Olkin (KMO) Measure and Bartlett’s Test of Sphericity of
External Factors

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.918
Bartlett's Test of Sphericity Approx. Chi-Square 3409.713
df 595
Sig. 0.000

The results of the exploratory factor analysis (EFA) revealed that
the observed variables could be grouped into six components, each with an eigenvalue
greater than 1.0. The cumulative variance explained by these six components was
55.556%, indicating a satisfactory level of explained variance for social science
research. To enhance interpretability, the factors were subjected to orthogonal rotation
using the Varimax method. After rotation, the factor loadings of several items
changed in comparison to their pre-rotation values, indicating a clearer and more
distinct factor structure. The rotated factor loadings and related statistics are presented
in Table 11.
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Table 11 Number of Components, Eigenvalues, Percentage of Variance, and
Cumulative Percentage of Variance Explained by Each Component of
External Factors

Total Variance Explained
Extraction Sums of Squared | Rotation Sums of Squared
Initial Eigenvalues Loadings Loadings
% of |Cumulative % of |Cumulative % of |Cumulative
Component| Total | Variance % Total | Variance % Total| Variance %

1 11.905 34.015 | 34.015 |11.905| 34.015 | 34.015 |4.741| 13.546 | 13.546

2 2442 | 6978 40993 2442 6978 40993 4.096| 11.703 | 25250

3 1.552| 4.434 45428 | 1.552| 4.434 45428 |3.105| 8.873 34.123

4 1.345| 3.842 49270 | 1.345| 3.842 49270 |2.896| 8.275 42397

5 1.162| 3.320 52590 |1.162| 3.320 52.590 |2.679] 7.654 50.052

6 1.038 | 2.966 55.556 | 1.038 | 2.966 55.556 {1.926| 5.504 55.556
7 1.010| 2.885 58.440
8 972 | 2.777 61217
9 924 | 2.641 63.858
10 846 | 2418 66.276
11 821 | 2.345 68.621
12 781 | 2.232 70.853
13 724 | 2.068 72.921
14 692 | 1.977 74.898
15 684 | 1.955 76.853
16 653 | 1.865 78.718
17 623 | 1.780 80.498
18 592 | 1.691 82.190
19 569 | 1.627 83.817
20 S41 | 1.544 85.361
21 A85 | 1.387 86.748
22 A73 | 1.352 88.100
23 444 1 1.270 89.370
24 431 | 1.230 90.600
25 A04 | 1.155 91.755
26 376 | 1.074 92.829
27 355 1.014 93.843
28 341 974 94.817
29 317 | 907 95.724
30 289 | 827 96.551
31 282 | .805 97.356
32 268 | 765 98.121
33 242 | 692 98.813
34 231 | .661 99.474
35 184 | 526 100.000




80

The results presented in Table 11 show the statistical values for
each component, both before and after factor extraction, based on the criterion of
factor loadings greater than 0.40. The analysis successfully extracted six components,
comprising a total of 35 observed variables. The initial eigenvalues, which represent
the total variance explained by each component before rotation, indicate that
Component 1 accounts for the highest variance at 11.905, followed by Component 2
at 2.442, Component 3 at 1.552, Component 4 at 1.345, Component 5 at 1.162, and
Component 6 at 1.038. The cumulative variance explained, based on the rotation sums
of squared loadings, ranges from 13.546% to 55.556%. The six extracted components
explain 55.556% of the total variance in the original variables, which is considered
acceptable for social science research. These components represent the construct of
External Factors related to educational transformation. To enhance interpretability,
orthogonal rotation using the Varimax method was applied. After rotation, the factor
loadings of several items shifted, resulting in a clearer and more interpretable factor
structure when compared to the unrotated solution. The rotated factor loadings are
presented in Table 12.

Table 12 Rotated Factor Loadings of the External Factors Components
Rotated Component Matrix?

Component
1 2 3 4 5 6
University  teaching ~ promotes = the| .802
development of critical thinking and

problem-solving skills

The university  promotes  business| .751
simulation learning to develop students'
future skills

The university promotes entrepreneurship | .743
skills development

University teaching emphasizes the| .714
development of sustainability and ethical
skills

The university uses diverse assessment| .653
methods to measure students' future skills

Promoting continuous learning helps 735
universities make improvements and

changes

Leaders who support lifelong learning for 723

personnel help develop the university
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Rotated Component Matrix?

Component

3

4

Up-to-date learning content that meets
social needs helps improve educational
curricula and promotes lifelong learning

17

Working with colleagues to create new
teaching methods helps organizations
change for the better and promotes
lifelong learning

.689

Creating motivation helps people desire
lifelong learning and helps raise the
quality of educational institutions

.680

Continuous and systematic — learning
helps personnel adapt better to quality
development in educational institutions

.652

Those who enjoy learning continuously
help organizations = progress toward
educational excellence better than others

.616

Universities encourage  students  to
understand personalized learning

17

Universities  develop . environments
conducive to personalized learning

.662

Universities promote student
participation in personalized learning

.639

Universities assess students individually
to lead toward personalized learning

.633

Universities have easily accessible
counseling services for students with
learning issues or mental health concerns

.549

Outcome-based education helps develop
educational quality according to AUN-
QA criteria

.660

Improving curricula to meet stakeholder
needs helps raise educational standards

.635

Teaching methods that emphasize hands-
on/practical work stimulate learning
according to AUN-QA standards

564
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Rotated Component Matrix?

Component

3 4

Adequate allocation of physical, social,
and environmental resources supports
AUN-QA standards

492

Faculty and staff training helps make the
implementation of AUN-QA criteria
more effective

466

Improving the quality assurance system
according to AUN-QA helps raise overall
educational standards

429

Promoting the commercial use of
research helps add value to academic
work or routine-to-research development
(R2R)

.604

Collaboration with industry helps better
address labor market needs

552

Having students do real work and start
businesses helps increase practical skills
and gain real experience

495

Encouraging staff to work with industry
increases expertise and experience

493

Finding diverse research funding sources
increases  opportunities.  for  quality
research

483

Instilling innovation and
entrepreneurship concepts helps create
graduates with creativity and initiative

463

Collaboration with other institutions in
developing multi-disciplinary curricula
helps create educational change

.696

Joint research with multiple institutions
helps elevate research quality and leads
to educational transformation

.654

Student exchange and joint curriculum
development with other institutions helps
increase educational opportunities and
learning experiences

.621
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Table 12 (continued)

Rotated Component Matrix?

Component
1 2 3 4 5 6
Collaboration with international 567
institutions  helps increase cultural

understanding and global perspectives for
students

Using the strengths of each partner 479
institution helps enhance educational
management efficiency

Exchanging best practices in 426
administration between institutions helps

improve operational efficiency

Based on the results presented in Table 12, the factor loadings of
observed variables were analyzed using a cut-off value of 0.40 to determine their
association with specific components. The analysis successfully extracted six
components, encompassing a total of 35 variables. Each component was subsequently
named to reflect the conceptual meaning and coherence of the grouped items, as
follows:

Component 1, comprising five wvariables, exhibited factor
loadings ranging from .802 to .653. This component was labeled "Future Skills",
reflecting the emphasis on competencies required for the future labor market.

Component 2 included seven variables, with factor loadings
ranging from .735 to .616. It was named "Lifelong Learning", highlighting the
importance of continuous education throughout an individual's life.

Component 3 consisted of five variables, with factor loadings
ranging from .717 to .549, and was labeled "Personalization of Academic Learning",
representing the tailoring of learning experiences to individual needs.

Component 4 comprised six variables, with factor loadings
between .660 and .429, and was designated as "AUN-QA", referring to quality
assurance practices aligned with ASEAN University Network standards.

Component 5, also with six variables, had factor loadings ranging
from .604 to .463. This component was labeled "University Holding Companies
(UHCs)", indicating administrative and financial structures supporting university
governance.

Component 6 included six variables, with factor loadings
between .696 and .426, and was named "Multi-institutional Cooperation", reflecting
collaborative efforts across educational institutions.
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Table 13 Descriptions of External Factors

Component

Indicator

External
Factors

Future Skills

University teaching promotes the development
of critical thinking and problem-solving skills
The university promotes business simulation
learning to develop students' future skills

The university promotes entrepreneurship skills
development

University teaching emphasizes the
development of sustainability and ethical skills
The university uses diverse assessment methods
to measure students' future skills

Lifelong
Learning

Promoting  continuous  learning  helps
universities make improvements and changes
Leaders who support lifelong learning for
personnel help develop the university
Up-to-date learning content that meets social
needs helps improve educational curricula and
promotes lifelong learning

Working with colleagues to create new teaching
methods helps  organizations change for the
better and promotes lifelong learning

Creating motivation helps people desire lifelong
learning ~and  helps raise the quality of
educational institutions

Continuous and - systematic learning helps
personnel adapt better to quality development in
educational institutions

Those who enjoy learning continuously help
organizations progress toward educational
excellence better than others

Personalization
of Academic
Learning

Universities encourage students to understand
personalized learning

Universities develop environments conducive to
personalized learning

Universities promote student participation in
personalized learning

Universities assess students individually to lead
toward personalized learning

Universities have easily accessible counseling
services for students with learning issues or
mental health concerns
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Component

Indicator

AUN-QA

Outcome-based education helps develop
educational quality according to AUN-QA
criteria

Improving curricula to meet stakeholder needs
helps raise educational standards

Teaching methods that emphasize hands-
on/practical work stimulate learning according
to AUN-QA standards

Adequate allocation of physical, social, and
environmental resources supports AUN-QA
standards

Faculty and staff training helps make the
implementation of AUN-QA criteria more
effective

Improving - the quality assurance system
according to AUN-QA helps raise overall
educational standards

University
Holding
Companies
(UHCs)

Promoting the commercial use of research helps
add value to academic work or routine-to-
research development (R2R)

Collaboration with industry helps better address
labor market needs

Having students do real work and start
businesses helps increase practical skills and
gain real experience

Encouraging staff to work with industry
increases expertise and experience

Finding diverse research funding sources
increases opportunities for quality research
Instilling innovation and entrepreneurship
concepts helps create graduates with creativity
and initiative
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Component Indicator
Multi- Collaboration with other institutions in
institutional developing multi-disciplinary curricula helps
Cooperation create educational change

Joint research with multiple institutions helps
elevate research quality and leads to educational
transformation

Student exchange and joint curriculum
development with other institutions helps
increase educational opportunities and learning
experiences

Creating collaborative networks between
universities, industry, and government helps
develop educational innovations

Collaboration  with international institutions
helps increase cultural understanding and global
perspectives for students

Using the strengths of each partner institution
helps = enhance  educational management
efficiency

Exchanging best practices in administration
between institutions helps improve operational
efficiency

4.2.3.2 Exploratory Factor Analysis of Internal Factors

To assess the appropriateness of the dataset for exploratory factor
analysis (EFA), the researcher conducted preliminary tests to examine the
assumptions required for factor analysis. The results indicated that the Kaiser-Meyer-
Olkin (KMO) measure of sampling adequacy was 0.950, suggesting that the sample
size was highly suitable for factor analysis. In addition, Bartlett’s Test of Sphericity
produced a Chi-Square value of 5643.760 with a significance level of .000, which is
less than the threshold of .05. Therefore, the null hypothesis (Ho), which assumes that
the correlation matrix is an identity matrix, was rejected. These results confirm that
the 43 observed variables in the questionnaire were sufficiently correlated and thus
appropriate for factor extraction. The summary of the results is presented in Table 14.
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Table 14 Kaiser-Meyer-Olkin (KMO) Measure and Bartlett’s Test of Sphericity of
Internal Factors

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.950
Bartlett's Test of Sphericity Approx. Chi-Square 5643.760
df 903
Sig. 0.000

The results of the exploratory factor analysis revealed that the
variables could be grouped into six distinct components, each with eigenvalues
greater than 1.0, which met the standard criterion for factor retention. The cumulative
variance explained by these six components was 59.371%, indicating an acceptable
level of total variance accounted for in the dataset. To improve the interpretability of
the factor structure, the components were subjected to orthogonal rotation using the
Varimax method. After rotation, the factor loadings of several items shifted compared
to their pre-rotation values, resulting in a clearer and more meaningful factor solution.
These results are summarized in Table 15.

Table 15 Number of Components, Eigenvalues, Percentage of Variance, and
Cumulative Percentage of Variance Explained by Each Component
Sphericity of Internal Factors

Total Variance Explained
Extraction Sums of Squared | Rotation Sums of Squared
Initial Eigenvalues Loadings Loadings
% of |Cumulative % of |Cumulative % of |Cumulative

Component| Total |Variance % Total |Variance % Total | Variance %

1 18.366| 42.713 | 42713 |18.366| 42.713 | 42713 |5.264| 12242 | 12.242

2 2248 | 5229 | 47941 |2248| 5229 | 47941 |4.631| 10.770 | 23.012

3 1.602 | 3.726 51.668 |1.602| 3.726 51.668 |4.403| 10.240 | 33.252

4 1.195| 2.779 54446 | 1.195| 2.779 54446 14.193| 9.751 43.003

5 1.101 | 2.560 57.006 |1.101| 2.560 57.006 |3.704{ 8.614 51.618

6 1.017| 2.365 59371 | 1.017| 2.365 59371 |3.334 7.753 59.371

7 964 | 2.242 61.613

8 .860 | 2.001 63.614

9 845 | 1.964 65.578

10 826 | 1.922 67.500

11 .800 | 1.860 69.360

12 787 | 1.830 71.189

13 743 1.727 72917

14 719 | 1.672 74.588

15 684 | 1.591 76.179

16 652 | 1.517 77.696

17 620 | 1.442 79.138
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Total Variance Explained
Extraction Sums of Squared | Rotation Sums of Squared
Initial Eigenvalues Loadings Loadings
% of |Cumulative % of |Cumulative % of |Cumulative
Component| Total | Variance % Total | Variance % Total| Variance %
18 S77 ) 1.343 80.481
19 S64 | 1312 81.793
20 545 1.267 83.059
21 529 | 1.230 84.289
22 S10 | 1.185 85475
23 480 | 1.116 86.591
24 451 | 1.048 87.639
25 420 | 976 88.615
26 402 | 934 89.549
27 383 | .891 90.441
28 380 | .883 91.323
29 338 | .786 92.110
30 337 783 92.893
31 313 | 728 93.621
32 305 | 708 94.330
33 295 | .686 95.016
34 289 | 672 95.687
35 270 | 628 96.316
36 252 | 585 96.901
37 225 524 97.425
38 219 | 509 97.934
39 210 | 488 98.422
40 206 | 479 98.901
41 176 | 410 99.311
42 A57 | 366 99.677
43 139 | 323 100.000

Based on the results presented in Table 15, the factor loadings
were analyzed using a threshold value of 0.40, both before and after factor extraction.
The analysis identified six components, encompassing a total of 43 observed
variables. Each of these components had an eigenvalue greater than 1.0, satisfying the

standard criterion for factor retention. The initial eigenvalues indicated the proportion
of variance explained by each component prior to rotation: Component 1 accounted
for the largest amount of variance at 18.366, followed by Component 2 at 2.248,
Component 3 at 1.602, Component 4 at 1.195, Component 5 at 1.101, and Component
6 at 1.017. After applying orthogonal rotation using the Varimax method, the rotation
sums of squared loadings showed that the cumulative variance explained ranged from
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12.242% to 59.371%. These six components together explained 59.371% of the total
variance in the dataset, providing substantial support for the construct of External
Factors influencing educational transformation. Notably, the factor loadings of several
items shifted after rotation, resulting in a more interpretable and conceptually distinct
factor structure. The rotated factor loadings are detailed in Table 16.

Table 16 Rotated Factor Loadings of the Internal Factors Components

Component

1 2 3 4 5 6
Leaders in the organization have clear | .710

guidelines regarding good governance
principles to facilitate educational change
There are direct responsible persons to | .678
ensure that educational changes comply with
laws and standards

Leaders have clear practices for avoiding | .641
conflicts of interest

Leaders can oversee educational changes | .630
with transparency
Ethical guidelines regarding changes are |.583
communicated to all personnel thoroughly

All personnel have equal opportunities to | .574
express opinions on educational changes

The wuniversity's governance = structure 1s | .548
flexible and responsive to changes quickly
Encouraging faculty and staff participation in 701
decision-making helps drive - educational

change
Adjusting institutional policies to align with .628
faculty and staff needs helps promote
educational change

Supporting faculty and staff to propose new .610
ideas helps create educational innovations
Creating understanding and acceptance .604

among faculty and staff helps make
educational changes sustainable

Faculty and staff engagement is a key driver 550
in educational change

Budget expenditure aligns with educational .690
strategic plans
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Component

3

4

Resources are appropriately allocated to
support educational system development

.654

The budget is flexible and can be adjusted
according to the needs of each project

.630

Revenue sources are diverse to continuously
support educational system development

.613

There is adequate investment in technology
and teaching innovations

538

Financial planning takes into account long-
term development goals

502

There is financial readiness  to handle
unexpected situations

456

All stakeholders, including faculty, staff, and
students, participate in the budget decision-
making process

429

Curricula are updated to respond to changing
societal needs

.648

There is integration of knowledge from
multiple disciplines in curricula

.643

Digital technology is appropriately used in
teaching and learning

.601

Curricula promote. global perspectives and
cross-cultural work skills

542

Curriculum design begins with - clearly
defined learning outcomes

.505

Curricula emphasize the development of
skills and specific knowledge according to
required competency levels

485

Curricula are flexible and adaptable to
various teaching and learning approaches

411

Physical environments and classrooms align
with modern teaching methods and support
diverse teaching formats

11

Technology is efficiently integrated into
infrastructure to enhance learning
experiences and support digital
transformation

585
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Table 16 (continued)

Component
1 2 3 4 5 6
Facilities are designed to be flexible and 578
easily adaptable to different needs and
teaching methods

Classrooms and learning spaces have 567
sufficient, ready-to-use, modern equipment
for hands-on student practice

The university is designed as a learning 488
landscape with diverse spaces for both
formal and informal learning

Digital infrastructure is robust and can 480
support learning needs both on and off
campus

There are adequate spaces and facilities for 463
collaborative work that promote interaction
and group work among students, faculty, and
staff

Appropriate use of technology to develop 721

necessary current skills

Sufficient technological equipment and 709
systems ready for teaching and learning

Personnel receive training to use technology .690
efficiently in their work

Personnel can - effectively ' integrate .686
technology into their work
Students develop both = technical = and .680
analytical thinking technology skills

Appropriate integration of classroom and .580
online learning

Use of data to analyze and improve student .546
learning

Security measures to protect personal data in 516
educational technology

All students have equal access to learning 419
technology

Based on the results presented in Table 16, the factor loadings of
the observed variables related to Internal Factors were analyzed using a threshold of
0.40. The analysis yielded six components, encompassing a total of 43 observed
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variables. Each component was named to reflect the conceptual meaning and thematic
coherence of its constituent variables, as follows:

Component 1, labeled "Leaders and Governance", comprised
seven variables with factor loadings ranging from .710 to .550. This component
reflects institutional leadership, governance structures, and strategic direction.

Component 2, titled "Faculty and Staff Engagement", consisted of
five variables with factor loadings between .701 and .550, representing the active
involvement and commitment of academic personnel.

Component 3, named "Financial Management", included eight
variables with loadings ranging from .690 to .429, addressing budgeting, resource
allocation, and financial sustainability.

Component 4, identified as "Academic Programs and Curriculum
Design", comprised seven variables with factor loadings from .648 to .411, reflecting
curriculum structure, academic planning, and instructional design.

Component 5, labeled "Infrastructure and Facilities", included
seven variables with factor loadings ranging from .711 to .463, indicating the
availability and quality of physical and technological infrastructure.

Component 6, titled "Technology Integration", was composed of
nine variables, with factor loadings between .721 and .419, highlighting the use of
digital tools and systems in teaching, learning, and administration.

Table 17 Descriptions of Internal Factors

Component Indicator
Internal Leaders  and |e Leaders in the organization have clear
Factors Governance guidelines regarding good governance principles

to facilitate educational change

e There are direct responsible persons to ensure
that educational changes comply with laws and
standards

e Leaders have clear practices for avoiding
conflicts of interest

e Leaders can oversee educational changes with
transparency

e Ethical guidelines regarding changes are
communicated to all personnel thoroughly

e All personnel have equal opportunities to
express opinions on educational changes

e The university's governance structure is flexible
and responsive to changes quickly
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Component

Indicator

Faculty and
Staff
Engagement

Encouraging faculty and staff participation in
decision-making helps drive educational change
Adjusting institutional policies to align with
faculty and staff needs helps promote
educational change

Supporting faculty and staff to propose new
ideas helps create educational innovations
Creating understanding and acceptance among
faculty and staff helps make educational
changes sustainable

Faculty and staff engagement is a key driver in
educational change

Financial
Management

Budget expenditure aligns with educational
strategic plans

Resources are appropriately allocated to support
educational system development

The budget is flexible and can be adjusted
according to the needs of each project

Revenue sources are diverse to continuously
support educational system development

There is adequate investment in technology and
teaching innovations

Financial planning takes into account long-term
development goals

There is financial readiness to handle
unexpected situations

All stakeholders, including faculty, staff, and
students, participate in the budget decision-
making process

Academic
Programs and
Curriculum
Design

Curricula are updated to respond to changing
societal needs

There is integration of knowledge from multiple
disciplines in curricula

Digital technology is appropriately used in
teaching and learning

Curricula promote global perspectives and
cross-cultural work skills
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Component

Indicator

Curriculum design begins with clearly defined
learning outcomes

Curricula emphasize the development of skills
and specific knowledge according to required

competency levels

Curricula are flexible and adaptable to various
teaching and learning approaches

Infrastructure
and Facilities

Physical environments and classrooms align
with modern teaching methods and support
diverse teaching formats

Technology is efficiently integrated into
infrastructure to enhance learning experiences
and support digital transformation

Facilities are designed to be flexible and easily
adaptable to different needs and teaching
methods

Classrooms and learning spaces have sufficient,
ready-to-use, modern equipment for hands-on
student practice

The university is designed as a learning
landscape with diverse spaces for both formal
and informal learning

Digital infrastructure is robust and can support
learning needs both on and off campus

There are adequate spaces and facilities for
collaborative work that promote interaction and
group work among students, faculty, and staff

Technology
Integration

Appropriate use of technology to develop
necessary current skills

Sufficient technological equipment and systems
ready for teaching and learning

Personnel receive training to use technology
efficiently in their work

Personnel can effectively integrate technology
into their work

Students develop both technical and analytical
thinking technology skills
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Table 17 (continued)

Component Indicator

e Appropriate integration of classroom and online
learning

e Use of data to analyze and improve student
learning

e Security measures to protect personal data in
educational technology

e All students have equal access to learning
technology

4.2.3.3 Exploratory Factor Analysis of Educational Transformation
Strategies
To verify the suitability of the dataset for exploratory factor
analysis (EFA), preliminary statistical tests were conducted. The results showed that
the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was 0.949, indicating
that the sample was highly appropriate for factor analysis. Furthermore, Bartlett’s
Test of Sphericity yielded a Chi-Square value of 4453.680 with a significance level
(Sig.) of .000, which is less than the threshold of .05. As a result, the null hypothesis
(Ho), which assumes that the correlation matrix is an identity matrix, was rejected.
This indicates that the 35 observed variables included in the questionnaire are
sufficiently interrelated and appropriate for factor extraction. The detailed results are
presented in Table 18.

Table 18 Kaiser-Meyer-Olkin (KMO) Measure and Bartlett’s Test of Sphericity of
Educational Transformation Strategies

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.949
Bartlett's Test of Sphericity Approx. Chi-Square 4453.680
df 595
Sig. 0.000

The results of the exploratory factor analysis revealed that the
observed variables could be grouped into five distinct components, each with an
eigenvalue greater than 1.0, which meets the commonly accepted criterion for factor
retention. The cumulative variance explained by these five components was 59.150%,
indicating an acceptable level of total variance accounted for in the dataset. To
enhance the interpretability of the factor structure, the extracted components were
subjected to orthogonal rotation using the Varimax method. Following the rotation,
several items exhibited changes in their factor loadings compared to the unrotated
solution, resulting in a clearer and more distinct component structure. These results
are presented in Table 19.
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Table 19 Number of Components, Eigenvalues, Percentage of Variance, and
Cumulative Percentage of Variance Explained by Each Component of
Educational Transformation Strategies

Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared | Rotation Sum§ of Squared
Component i . Loadings ' Loadings .
Total % of |Cumulative Total % of |Cumulative Total % of |Cumulative
Variance % Variance % Variance %

1 15581 44.517 44.517/15.581] 44.517 44.517/6.202 17.719 17.719

2 1.769  5.054 49.572) 1.769  5.054 49.572/4.140 11.828 29.547

3 1.245  3.558 53.1300 1.245  3.558 53.130/4.046 11.559 41.106

4 1.103  3.151 56.281] 1.103]  3.151 56.281(3.842 10977 52.083

5 1.004  2.869 59.150 1.004  2.869 59.1502.473  7.067 59.150)
6 962 2748 61.899
7 885 2.529 64.427
8 795 2.270 66.698
9 760 2171 68.869
10 740 2.115 70.984
11 701 2.002 72.985
12 656  1.875 74.860
13 637 1.819 76.679
14 602 1.720 78.399
15 582 1.663 80.063
16 572 1.633 81.696
17 S130 1.467 83.163
18 490 1401 84.564
19 476 1.359 85.923
20 A58 - 1.301 87.225
21 443 1.267 88.492
22 408 1.165 89.657
23 387 1.107 90.763
24 364 1.040 91.803
25 359 1.027 92.830
26 334 954 93.784
27 325 928 94.712
28 310 .887 95.599
29 277 792 96.391
30 266 760 97.150
31 248 708 97.859
32 221 .631 98.490
33 .192 .550 99.040
34 173 494 99.534
35 .163 466 100.000
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Based on the results presented in Table 19, the factor loadings of
the observed variables were analyzed using a cut-off threshold of 0.40, both before
and after factor extraction. The analysis identified five components, encompassing a
total of 35 observed variables. Each component had an eigenvalue greater than 1.0,
satisfying the standard criterion for factor retention. The initial eigenvalues indicated
the proportion of variance explained by each component prior to rotation: Component
1 accounted for the highest variance at 15.581, followed by Component 2 at 1.769,
Component 3 at 1.245, Component 4 at 1.103, and Component 5 at 1.004. After
applying orthogonal rotation using the Varimax method, the rotation sums of squared
loadings showed that the cumulative variance explained ranged from 17.719% to
59.150%. Together, these five components explained 59.150% of the total variance in
the dataset, representing the structure of External Factors related to educational
transformation. Notably, the factor loadings of several items shifted after rotation,
indicating clearer alignment of variables with conceptually meaningful components.
The detailed rotated factor loadings are presented in Table 20.

Table 20 Rotated Factor Loadings of the Educational Transformation Strategies

Rotated Component Matrix®
Component
1 2 3 4 5

Leaders in  your  organization — clearly| .734
communicate vision and organizational values
Leaders promote organizational culture focused — .718
on quality and continuous improvement
Leaders demonstrate commitment to long-term| .713
organizational sustainability
Leaders can adapt strategies to the context aimed| . .695
at international excellence standards
Leaders promote stakeholder  participation -in| .669
organizational development
Leaders demonstrate ethical values and integrity] .604
in administration
Leaders can inspire and motivate personnel .576
toward excellence goals
Leaders promote leadership development at all .557
organizational levels
University  promotes career development .692
opportunities for all levels of personnel
Personnel development programs enhance job .640
competencies, including knowledge, skills, and
work attitudes
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Rotated Component Matrix*

Component

2 3

Administrators  give importance to and
continuously support personnel competency
development

.589

University systematically evaluates personnel
competency development and continuously uses
results for improvement

569

Personnel development programs increase job
satisfaction and university engagement

556

Personnel  development  directly  impacts
organizational development toward excellence

483

University provides opportunities for faculty,
current students, alumni, and stakeholders to
participate in curriculum design

.666

University curricula develop skills and abilities
necessary for future work

647

University promotes - new  student-centered
teaching methods such as Active Learning and
Experiential Learning

579

Alignment exists between learning outcomes,
teaching methods, and assessment methods in
university curricula

.500

University continuously evaluates and improves
curricula using student learning outcome data

A87

University curricula are flexible for adapting to
various teaching formats such as classroom,
online, and blended learning

461

New curriculum design and pedagogy directly|
impacts the development of academic excellence

421

University administrators demonstrate clear
commitment and support for quality assurance
processes

.660

Personnel at all levels participate in quality|
assurance processes

.648

University  clearly = communicates  quality

assurance processes and goals

588




Table 20 (continued)

99

Rotated Component Matrix*

Component

2

3

Quality assurance processes are integrated into
daily university operations

574

Student learning assessment helps in university
strategic decision-making

553

University uses quality assessment results to
improve teaching quality and student learning
outcomes

S10

University quality assurance aligns with
Education Criteria for Performance Excellence
(EdPEx)

419

University provides comprehensive and effective]
academic support services

749

University has professional skill development
programs that enhance graduate employability

733

University provides adequate mental health
counseling and support services

690

University has comprehensive financial support
programs for students with needs

659

University  student support — services  are
systematically integrated and connected

562

University student support services positively
impact student retention and graduation rates

468

University student support services align with|
Education Criteria for Performance Excellence
(EdPEX)

A54

Based on the results presented in Table 20, the factor loadings of
the observed variables related to Educational Transformation Strategies were
analyzed using a threshold of 0.40. The analysis resulted in the extraction of five

components, comprising a total of 35 observed variables. Each component was named
to reflect the conceptual meaning and thematic coherence of the grouped items, as

follows:

Component 1, labeled "Leadership and Vision", consisted of
eight variables, with factor loadings ranging from .557 to .734. This component
represents the strategic direction, foresight, and leadership capacity essential for

driving institutional transformation.
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Component 2, titled "Faculty and Staff Development", included
six variables, with loadings ranging from .483 to .692, reflecting the continuous
professional growth and competency enhancement of university personnel.

Component 3, named "New Curriculum Design and Pedagogy", was composed of
seven variables, with factor loadings between .421 and .666, representing innovative
approaches to curriculum development and teaching methods tailored for the needs of
modern learners.

Component 4, labeled "Assessment and Quality Assurance", also
included seven variables, with factor loadings ranging from .419 to .660, focusing on
evaluation mechanisms and quality assurance practices that ensure academic excellence and
accountability.

Component 5, titled "Student Support Services", consisted of seven
variables, with loadings between .454 and .749, emphasizing the range of institutional
services designed to support student well-being, engagement, and academic success.

Table 21 Descriptions of Educational Transformation Strategies

Component Indicator
Educational Leadership e Leaders in your organization clearly
Transformation | and Vision communicate vision and organizational values
Strategies e Leaders promote organizational culture focused

on quality and continuous improvement

e Leaders demonstrate commitment to long-term
organizational sustainability

e Leaders can adapt strategies to the context
aimed at international excellence standards

e Leaders promote stakeholder participation in
organizational development

e Leaders demonstrate ethical values and
integrity in administration

e Leaders can inspire and motivate personnel
toward excellence goals

e [Leaders promote leadership development at all
organizational levels

Faculty and |e University promotes career development

Staff opportunities for all levels of personnel
Development |e Personnel development programs enhance job
competencies, including knowledge, skills, and
work attitudes
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Component

Indicator

Administrators give importance to and
continuously support personnel competency
development

University systematically evaluates personnel
competency development and continuously
uses results for improvement

Personnel development programs increase job
satisfaction and university engagement
Personnel development directly impacts
organizational development toward excellence

New
Curriculum
Design  and
Pedagogy

University provides opportunities for faculty,
current students, alumni, and stakeholders to
participate in curriculum design

University curricula develop skills and abilities
necessary for future work

University promotes new student-centered
teaching methods such as Active Learning and
Experiential Learning

Alignment exists between learning outcomes,
teaching methods, and assessment methods in
university cutricula

University continuously evaluates and improves
curricula using student learning outcome data
University curricula are flexible for adapting to
various teaching formats such as classroom,
online, and blended learning

New curriculum design and pedagogy directly
impacts the development of academic
excellence

Assessment
and  Quality
Assurance

University administrators demonstrate clear
commitment and support for quality assurance
processes

Personnel at all levels participate in quality
assurance processes

University clearly communicates quality
assurance processes and goals
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Table 21 (continued)

Component Indicator

e (Quality assurance processes are integrated into
daily university operations

e Student learning assessment helps in university
strategic decision-making

e University uses quality assessment results to
improve teaching quality and student learning
outcomes

o University quality assurance aligns with
Education Criteria for Performance Excellence

(EdPEX)
Student e University provides comprehensive and
Support effective academic support services
Services e  University has professional skill development

programs that enhance graduate employability

e University provides adequate mental health
counseling and support services

e University has comprehensive financial support
programs for students with needs

o University student support services are
systematically integrated and connected

o University student support services positively
impact student retention and graduation rates

o University student support services align with

Education Criteria for Performance Excellence
(EdPEXx)

4.2.3.4 Exploratory Factor Analysis of University Performance
Excellence
To determine the appropriateness of the dataset for exploratory
factor analysis (EFA), preliminary tests were conducted. The Kaiser-Meyer-Olkin
(KMO) measure of sampling adequacy yielded a value of 0.766, indicating a
moderate level of sampling adequacy suitable for factor analysis. Additionally,
Bartlett’s Test of Sphericity produced a Chi-Square value of 173.170 with a
significance level (Sig.) of .000, which is below the threshold of .05. As a result, the
null hypothesis which assumes that the correlation matrix is an identity matrix was
rejected. This confirms that the four observed variables in the questionnaire were
sufficiently correlated and appropriate for factor extraction. The results of the test are
presented in Table 22.
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Table 22 Kaiser-Meyer-Olkin (KMO) Measure and Bartlett’s Test of Sphericity of
University Performance Excellence

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.766
Bartlett's Test of Sphericity Approx. Chi-Square 173.170
df 6
Sig. 0.000

The results of the exploratory factor analysis indicated that the
observed variables could be grouped into a single component, with an eigenvalue
greater than 1.0. This component accounted for a total variance of 56.165%, which is
considered acceptable for factor extraction in the context of social science research.
To improve the interpretability of the factor structure, orthogonal rotation using the
Varimax method was applied. The analysis revealed that the factor loadings of
individual items shifted compared to their values prior to rotation, resulting in a more
coherent representation of the single extracted component. The rotated factor loadings
are presented in Table 23.

Table 23 Number of Components, Eigenvalues, Percentage of Variance, and
Cumulative Percentage of Variance Explained by Each Component of
University Performance Excellence

Total Variance Explained

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total (% of VarianceCumulative % Total % of VarianceCumulative %
1 2.247 56.165 56.165 2.247 56.165 56.165
2 .639 15.976 72.141
3 580 14.507 86.649
4 534 13.351 100.000

Based on the results presented in Table 23, the factor loadings
of the observed variables were analyzed using a minimum cut-off value of 0.40. The
analysis extracted one component, consisting of a total of four observed variables.
The initial eigenvalue of this component was 2.247, indicating that it accounted for
the largest proportion of variance among the variables. The cumulative variance
explained, as shown by the rotation sums of squared loadings, was 56.165%, which
reflects an acceptable level of variance explained by a single factor in social science
research. This component represents the construct of University Performance
Excellence. To enhance clarity and interpretability, orthogonal rotation using the
Varimax method was applied. Following rotation, the factor loadings of the variables
shifted compared to their initial unrotated values. The detailed rotated factor loadings
are presented in Table 24.
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Table 24 Rotated Factor Loadings of the University Performance Excellence

Rotated Component Matrix*
Component
Systematic Operation 778
Deployment and Implementation 751
Monitoring and Evaluation 137
Results-Oriented Improvement 731

Based on the results presented in Table 24, the factor loadings
of the observed variables related to University Performance Excellence were analyzed
using a threshold value of 0.40. The analysis revealed that a single component could
be extracted, comprising a total of four observed variables. The factor loadings for
these variables ranged from .731 to .778, indicating strong associations between the
items and the extracted component.

Table 25 Descriptions of University Performance Excellence

Component Indicator
University e Systematic Operation
Performance o Deployment and Implementation
Excellence e Monitoring and Evaluation

e  Results-Oriented Improvement

4.2.4 Confirmatory Factor Analysis

From  the exploratory factor analysis = results of educational
transformation strategies for operational excellence components, the researcher used 4
components that passed the exploratory factor analysis to conduct a confirmatory
factor analysis of the educational transformation strategies for operational excellence
model. This was done by collecting questionnaires from the sample group. For the
structural equation modeling analysis criteria, the researcher considered the analysis
results of the model's consistency with empirical data. Confirmatory factor analysis of
educational transformation strategies for operational excellence components includes
Chi-square statistics, Goodness of Fit Index, Comparative Fit Index, Adjusted
Goodness of Fit Index, and Root Mean Square Error of Approximation, as shown in
Table 26.




105

Table 26 Consistency Check Indices and Consideration Criteria

Item Criteria
X? Not statistically significant at .05 level
df -
p-value P>0.05
X?/df X?/df<2
CFI Value of 0.90 or higher
GFI Value greater than 0.95
AGFI Value greater than 0.95
RMSEA Value close to 0.0

424.1 Results of Confirmatory Factor Analysis of Educational
Transformation Strategies for Operational Excellence Components
1 . First-Order Confirmatory Factor Analysis Results of
Educational Transformation Strategies for Operational Excellence

For the first-order confirmatory factor analysis, the researcher
conducted a confirmatory factor analysis (CFA) to analyze the goodness of fit of the
variable model related to educational transformation strategies for operational
excellence using statistical software with the sample group.

1) First-order confirmatory factor analysis of the initial model
of educational transformation strategies for operational excellence before model
adjustment consisted of 4 components which are 1) External Factors, 2 ) Internal
Factors, 3 ) Educational Transformation Strategy, and 4 ) University Performance
Excellence, as shown in Table 27 and Figure 3.
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Chi-Square=110.18, df=183, P-value=1.00000, RMSEA=0.000

Figure 3 Results of first-order confirmatory factor analysis of the initial model before

adjustment
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Table 27 Goodness of Fit Indices of First-Order Confirmatory Factor Analysis of the
Initial Model Before Adjustment

Item Criteria Calculated Consideration

Value Result

X? Not statistically significant at 110.18 -

.05 level

df - 183 -

p-value P>0.05 1.00 -
X%/df X?/df<2 0.60 Passed
CFI Value of 0.90 or higher 1.00 Passed
GFI Value greater than 0.95 0.95 Passed
AGFI Value greater than 0.95 0.94 Failed
RMSEA Value close to 0.0 0.000 Passed

When considering Table 27 and Figure 3, it was found that

the first-order confirmatory factor analysis model of educational transformation
strategies for operational excellence had the following statistical values used for
verification:
Chi-square (X?) value of 110.18 with statistical significance at p-value = 1.00, relative
Chi-square (X*/df) = 0.60 Comparative Fit Index (CFI) = 1.00, Goodness of Fit Index
(GFI) = 0.95, Adjusted Goodness of Fit Index (AGFI) = 0.94, and Root Mean Square
Error of Approximation (RMSEA) = 0.000. These values passed almost all criteria,
but did not fully align with the empirical data. Therefore, the analysis results did not
meet the consideration criteria, requiring value adjustments for appropriateness.

When considering the factor loadings in each component, it
was found that the External Factors component had 6 sub-components with factor
loadings ranging from 0.5 2 0. to 0.6 4 0 ; the Internal Factors component had
6 sub-components with factor loadings ranging from 0.540 to 0.650; the Educational
Transformation Strategy component had 5 sub-components with factor loadings
ranging from 0.570 to 0.650; and the University Performance Excellence component
had 4 sub-components with factor loadings ranging from 0.480 to 0.600.

2) First-order confirmatory factor analysis of educational
transformation strategies for operational excellence after model adjustment for
appropriateness and clearer component structure, consisting of 4 components:
1) External Factors, 2) Internal Factors, 3) Educational Transformation Strategy, and
4) University Performance Excellence, as shown in Table 28 and Figure 4.
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Figure 4 Results of first-order confirmatory factor analysis after model adjustment
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Table 28 Goodness of Fit Indices of First-Order Confirmatory Factor Analysis After

Adjustment
Item Criteria Calculated Consideration

Value Result

X? Not statistically significant at 89.82 -

.05 level

df - 178 -

p-value P>0.05 1.00 -
X%/df X?/df<2 0.50 Passed
CFI Value of 0.90 or higher 1.00 Passed
GFI Value greater than 0.95 0.96 Passed
AGFI Value greater than 0.95 0.95 Passed
RMSEA Value close to 0.0 0.000 Passed

From Table 28, it was found that the first-order confirmatory
factor analysis model of educational transformation strategies for operational
excellence had the following statistical values used for verification: Chi-square
(X?) value of 89.82 with statistical significance at p-value = 1.00, relative Chi-square
(X*df) =0.50 , Comparative Fit Index (CFI) ='1.0 0, Goodness of Fit Index
(GFI) = 0.96, Adjusted Goodness of Fit Index (AGFI) = 0.95, and Root Mean Square
Error of Approximation (RMSEA) =0 .0 0 0 . These values passed all criteria,
indicating the model's consistency with empirical data.

When considering the factor loadings in each component, it
was found that the External Factors component had 6 sub-components with factor
loadings ranging from .52 0 to .6 2 0 ; the Internal Factors component had 6 sub-
components with factor loadings ranging from .5 50 to .6 3 0 ; the Educational
Transformation Strategy component had 5 sub-components with factor loadings
ranging from .570 to .650; and the University Performance Excellence component had
4 sub-components with factor loadings ranging from .480 to .580.

2. Second-Order Confirmatory Factor Analysis Results of
Educational Transformation Strategies for Operational Excellence
For the second-order confirmatory factor analysis, the researcher conducted a
confirmatory factor analysis (CFA) to analyze the goodness of fit of the variable
model related to educational transformation strategies for operational excellence using
statistical analysis software.

1 ) Second-order confirmatory factor analysis of the initial
model of educational transformation strategies for operational excellence before
model adjustment consisted of 4 components: 1) External Factors, 2) Internal Factors,
3) Educational Transformation Strategy, and 4) University Performance Excellence,
as shown in Table 29 and Figure 5.
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Figure 5 Results of second-order confirmatory factor analysis of the initial model

before adjustment
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Table 29 Goodness of Fit Indices of Second-Order Confirmatory Factor Analysis of
the Initial Model Before Adjustment

Item Criteria Calculated Consideration

Value Result

X? Not statistically significant at 105.98 -

.05 level

df - 185 -

p-value P>0.05 1.00 -
X%/df X?/df<2 0.57 Passed
CFI Value of 0.90 or higher 1.00 Passed
GFI Value greater than 0.95 0.96 Passed
AGFI Value greater than 0.95 0.94 Failed
RMSEA Value close to 0.0 0.000 Passed

When considering Table 29 and Figure 5, it was found that the
confirmatory factor analysis model of educational transformation strategies for
operational excellence had the following statistical values used for verification:
Chi-square (X?) value of 105.98 with statistical significance at p-value = 1.00, relative
Chi-square (X?/df) = 0.57 ., Comparative Fit Index (CFI) = 1.00, Goodness of Fit
Index (GFI) = 0.96, Adjusted Goodness of Fit Index (AGFI) = 0.94, and Root Mean
Square Error of Approximation (RMSEA) = 0.000. These values passed almost all
criteria, but did not fully align with the empirical data. Therefore, the analysis results
did not meet the consideration  criteria, requiring value adjustments for
appropriateness.

When considering the factor loadings in each component, it
was found that the External Factors component had 6 sub-components with factor
loadings ranging from .4 9 0. to .6 0 0 ; the Internal Factors component had
6 sub-components with factor loadings ranging from .550 to .620; the Educational
Transformation Strategy component had 5 sub-components with factor loadings
ranging from .620 to .690; and the University Performance Excellence component had
4 sub-components with factor loadings ranging from .490 to .650.

2) Second-order confirmatory factor analysis of educational
transformation strategies for operational excellence after model adjustment for
appropriateness and clearer component structure, consisting of 4 components:
1) External Factors, 2) Internal Factors, 3) Educational Transformation Strategy, and
4) University Performance Excellence, as shown in Table 30 and Figure 6.




112

Future Skills Focus

[4-0.64

Multi-institutional Pathways

[4-0.65

Lifelong Learning Trend

[0.74

External Factors

Personalization of Academic Learning

[4-0.72

AUN-QA

[4-0.75

University Holding Company

-0.71

Leaders and Governance

-0.62

0.86

Faculty and Staff Engagement

[-0.70

Financial Management

[40.65

Internal Factors

Academic Programs and Curriculum

[0.64

Educational Transformation

Infrastructure and Facilities

-0.65

Strategies for University Performance

Excellence

Technology Integration

4-0.62

Leadership and Vision

059

Educational

Faculty and Staff Development

[*0.53

Transformation

Strategy

New Curriculum Design and Pedagogy

[#-0.55

093

Assessment and Quality Assurance

[*0.59

Student Support Services

[*0.62

Systematic Operation

[4-0.70

University Performance

Deployment and Implementation

[0.76

Excellence

Monitoring and Evaluation

[-0.74

Results-Oriented Improvement

4080

Chi-Square=84.28, df=182, P-value=1.00000, RMSEA=0.000

Figure 6 Results of second-order confirmatory factor analysis after model adjustment
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Table 30 Goodness of Fit Indices of Second-Order Confirmatory Factor Analysis

After Adjustment
Item Criteria Calculated Consideration

Value Result

X? Not statistically significant at .05 84.28 -

level

df - 182 -

p-value P>0.05 1.00 -
X*/df X?/df<2 0.46 Passed
CFI Value of 0.90 or higher 1.00 Passed
GFI Value greater than 0.95 0.96 Passed
AGFI Value greater than 0.95 0.95 Passed
RMSEA Value close to 0.0 0.000 Passed

When considering Table 30 and Figure 6, it was found that
the confirmatory factor analysis model of educational transformation strategies for
operational excellence had the following statistical values used for verification: Chi-
square (X?) value of 105.98 with statistical significance at p-value = 1.00, relative
Chi-square (X*/df) = 0.46, Comparative Fit Index (CFI) = 1.00, Goodness of Fit Index
(GFI) = 0.96, Adjusted Goodness of Fit Index (AGFI) = 0.95, and Root Mean Square
Error of Approximation (RMSEA) =0 .0 0 0 . These values passed all criteria,
indicating that the model is consistent with empirical data.

When considering the factor loadings in each component,
it was found that the External Factors component had 6 sub-components with factor
loadings ranging from .5 00 to .60 O ; the Internal Factors component had
6 sub-components with factor loadings ranging from.590 to .620; the Educational
Transformation Strategy component had 5 sub-components with factor loadings
ranging from .610 to .690; and the University Performance Excellence component had
4 sub-components with factor loadings ranging from .450 to .550.

4.2.4.2 Validity and Reliability Assessment

Convergent and Discriminant Validity

After the Confirmatory Factor Analysis (CFA) was conducted to
validate the measurement model, the next step involved assessing the model’s
construct validity, which includes convergent validity and discriminant validity.
These validity checks ensure that the latent constructs are not only measured reliably,
but also represent conceptually distinct phenomena within the model.

Convergent validity was assessed using the Average Variance
Extracted (AVE) and Composite Reliability (CR) for each construct. Table 31
presents the AVE and CR values for the four constructs: External Factors (EF),
Internal Factors (IF), Educational Transformation Strategies (ETS), and University
Performance Excellence (UPE). Although the AVE values for all constructs were
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below the conventional threshold of 0.50, the CR values of all constructs exceeded
0.70. According to the criterion proposed by Fornell and Larcker (1981), convergent
validity is considered acceptable when the CR is above 0.60, even if the AVE is less
than 0.50. Based on this guideline, the measurement model in this study demonstrates
satisfactory convergent validity.

Table 31 AVE and CR and Inter-Construct Correlations

CR AVE EF IF ETS UPE
EF 0.726 0.308 1
IF 0.763 0.351 0.807 1
ETS |0.752 0.377 0.755 0.876 1
UPE | 0.707 0.279 0.681 0.807 0.865 1

As for discriminant validity, it was examined by comparing the
inter-construct correlations. Table 31 also presents the inter-construct correlations
among the latent variables. All correlations were found to be below 0.90, which
indicates that the constructs are empirically distinct and do not overlap excessively
(Kline, 2015). Although the AVE values are relatively low, the acceptable CR values
combined with moderate inter-construct correlations provide evidence to support the
model’s discriminant validity.

The assessment of both convergent and discriminant validity
confirms that the measurement model is sufficiently valid and reliable, and thus
appropriate for further structural model analysis.

4.2.5 Structural Equation Model
The researcher established the full structural equation model format for
educational transformation strategies for operational excellence, as shown in Figure 7.

New Curriculum Design and ‘

Student Support Services ‘

Faculty and Staff ‘

Leadership and Vision ‘ ‘ Dévelopthont

External Factors

Future Skills Focus Pedagogy

Systematic Operation

University Holding Company

Leaders and Governance

Faculty and Staff Engagement

Internal Factors

cf
Technology Integration

Figure 7 Path analysis model of relationships between studied variables
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Model Consistency Check Results

The analysis results of the structural equation model for educational
transformation strategies for operational excellence, initial model before adjustment,
showed that the structural equation model of educational transformation strategies for
operational excellence had the following statistical values used for verification:
Chi-square (X?) value of 152.18 with statistical significance at p-value = 0.96, relative
Chi-square (X*/df) = 0.82, Comparative Fit Index (CFI) = 1.00, Goodness of Fit Index
(GFI) = 0.94, Adjusted Goodness of Fit Index (AGFI) = 0.92, and Root Mean Square
Error of Approximation (RMSEA) = 0.000. These values did not pass almost all
criteria, as shown in Table 32, indicating that the model is not consistent with
empirical data. Therefore, the analysis results did not meet the consideration criteria,
requiring value adjustments for appropriateness.

Table 32 Goodness of Fit Indices of Theoretical Model with Empirical Data Before

Model Adjustment
Item Criteria Calculated | Consideration

Value Result

X? Not statistically significant at .05 -

level 152.18

df - 185 -

p-value P>0.05 0.96 -
X%/df X%/df<2 0.82 Passed
CFI Value of 0.90 or higher 1.00 Passed
GFI Value greater than 0.95 0.94 Failed
AGFI Value greater than 0.95 0.92 Failed
RMSEA Value close to 0.0 0.000 Passed
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Model Consistency Check Results

The analysis results of the structural equation model for educational
transformation strategies for operational excellence after appropriate model
adjustment showed that the theoretical model is consistent with empirical data,
passing all model evaluation criteria. The model had the following statistical values
used for verification: Chi-square (X?) value of 86.25 with statistical significance at
p-value = 1 .0 0, relative Chi-square (X?/df) = 0 .4 9 , Comparative Fit Index
(CFI) = 1.00, Goodness of Fit Index (GFI) = 0.96, Adjusted Goodness of Fit Index
(AGFI) =0.95, and Root Mean Square Error of Approximation (RMSEA) = 0.000, as
shown in Table 33.

Table 33 Goodness of Fit Indices of Theoretical Model with Empirical Data After

Model Adjustment
Item Criteria Calculated Consideration

Value Result

X? Not statistically significant at .05 -

level 86.25

df - 173 -

p-value P>0.05 1.00 -
X?/df X?/df<2 0.49 Passed
CFI Value close to 1.0 1.00 Passed
GFI Value close to 1.0 0.96 Passed
AGFI Value close to 1.0 0.95 Passed
RMSEA Value close to 0.0 0.000 Passed

4.2.5.1 Hypothesis Testing
After  confirming  that the  adjusted theoretical model
demonstrated a good fit with the empirical data as in Figure 10, the next step involved
hypothesis testing to evaluate the structural relationships among the constructs.

— / P Implementation ]‘

/" University Performance \4’/"
{ =<
"\ Excelence A — — ‘_
N _ 3 )

Figure 10 The Summary of Hypothesis Testing
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Table 34 summarizes the results of the hypothesis testing based
on the path coefficients, significance levels, and indirect effects analyzed through
Structural Equation Modeling (SEM). All five hypotheses proposed in this study were
statistically supported.

Table 34 The results of the hypothesis testing

Hypothesis Results

Hypothesis 1: External Factors positively associate with Supported
Educational Transformation Strategies

Hypothesis 2: Internal Factors positively associate with Supported
Educational Transformation Strategies

Hypothesis 3: Educational Transformation Strategies positively Supported
associates with University Performance Excellence

Hypothesis 4: Educational Transformation Strategies mediate the Supported
relationship between external factors and university performance
excellence

Hypothesis 5: Educational Transformation Strategies mediate the Supported
relationship between internal factors and university performance

excellence

The results of hypothesis testing revealed strong empirical
support for all five proposed hypotheses in the study, confirming the conceptual
model. First, both external and internal factors were found to have a significant
positive association with educational transformation strategies (Hypotheses 1 and 2).
This indicates that universities” ability to formulate and implement transformation
strategies is driven not only by internal resources such as leadership, infrastructure,
and curriculum design, but also by external forces such as technological disruption,
shifting labor market demands, and national education policies.

The findings affirmed that educational transformation strategies
exert a strong direct influence on university performance excellence (Hypothesis 3),
suggesting that institutions that actively engage in transformation efforts such as
curriculum innovation, staff development, and student support are more likely to
achieve high levels of performance across teaching, research, and management
dimensions.

Moreover, the results also confirmed the mediating role of
educational transformation strategies in the relationships between both external and
internal factors and university performance excellence (Hypotheses 4 and 5). This
underscores that external and internal drivers alone are not sufficient to enhance
institutional outcomes; rather, their influence is most effectively realized when
translated into coherent and strategic transformation initiatives. These findings
validate the proposed theoretical framework and highlight the pivotal role of strategic
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transformation as a mechanism through which universities respond to environmental
challenges and enhance their overall performance.

4.2.5.2 Results of Direct Effects, Indirect Effects, and Total Effects
Calculation

Following the confirmation of the hypothesized relationships, the
researcher further examined the magnitude and nature of the causal paths among
variables using the final structural model. Specifically, the analysis focused on
decomposing the direct effects, indirect effects, and total effects of each construct
within the model. This calculation was essential to understanding not only the
strength of the relationships but also the mediating roles played by key constructs,
particularly educational transformation strategies.

By applying the structural equation modeling (SEM) technique,
the standardized path coefficients were extracted and summarized. The results
revealed that Educational Transformation Strategies served as a significant mediator,
transmitting the influence of both External Factors and Internal Factors to University
Performance Excellence. Additionally, the total effects demonstrated that while
Internal Factors had strong indirect contributions to performance, External Factors
relied even more heavily on their mediated paths through strategic transformation
initiatives. These findings provide a deeper insight into the causal mechanisms
underlying university performance improvement within the context of educational
change.as shown in Table 35.

Table 35 Direct Effects, Indirect Effects, and Total Effects

Independent Variable
. Educational
Dependent Variable Effects External | Internal .
Factors Factors Transformation
Strategy
Educational Direct 0.04 0.90 -
Transformation Strategy Effect
Indirect - - -
Effect
Total 0.04 0.90 -
Effect
University ~ Performance Direct - - 0.96
Excellence Effect
Indirect 0.04 0.86 -
Effect
Total 0.04 0.86 0.96
Effect
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From Table 35, when considering the total effects, it was found
that the independent variables that influence University Performance Excellence
include External Factors, Internal Factors, and Educational Transformation Strategy,
with total effect values of 0.04, 0.86, and 0.96 respectively. Furthermore, the study
results show that for University Performance Excellence, the variable with the
greatest influence is Educational Transformation Strategy.

4.2.5.4 Mediation Analysis Results

To further examine the role of Educational Transformation
Strategies (ETS) as a mediating variable, mediation analysis was conducted using
standardized indirect effects and significance testing through bootstrapping. As shown
in the results, both external factors (EF) and internal factors (IF) demonstrated
significant indirect effects on university performance excellence (UPE) through ETS.

Table 36 The mediation impacts

IV-DV IV-M-DV Mediation type
Direct | Direct | Indirect
EF-ETS-UPE 0.487 0.139 0.487 Partial mediation
IF-ETS-UPE 0.737 0.764 0.737 Partial mediation

Table 37 Standardized indirect effects (two-tailed significance)

EF IF
ETS 0.012 0.004
UPE 0.000 0.000

Note: p <0.001.

For the pathway from EF to UPE via ETS, the direct effect was
0.139, while the indirect effect was 0.4 8 7, indicating a case of partial mediation.
Similarly, the pathway from IF to UPE through ETS showed a direct effect of 0.764
and an indirect effect of 0.737, also demonstrating partial mediation. These findings
suggest that ETS plays a critical mediating role in transmitting the effects of both
external and internal drivers toward improved institutional performance.

Significance testing confirmed these indirect effects. The indirect
effect from EF to ETS was statistically significant at p = 0.0 1 2, while the indirect
effect from IF to ETS was significant at p = 0.004. Furthermore, the effect of ETS on
UPE was highly significant, with p = 0.0 0 0 . Based on these findings, it can be
concluded that educational transformation strategies significantly mediate the impact
of both internal and external factors on university performance excellence.

The results from the structural equation modeling (SEM) analysis
indicate that the model of educational transformation strategies for university
performance excellence exhibits a good fit with the empirical data. The fit indices met
the required thresholds, confirming the appropriateness of the proposed model. The
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findings support all five hypotheses: both external and internal factors have a
significant positive association with educational transformation strategies, which in
turn significantly influence university performance excellence. Among the three direct
predictors, educational transformation strategies emerged as the most influential
factor in determining performance excellence. Moreover, the analysis confirms the
mediating role of educational transformation strategies in the relationships between
both external and internal factors and performance outcomes. This finding
underscores the strategic function of educational transformation as a central
mechanism through which universities can effectively respond to external pressures
and internal organizational dynamics. These results are consistent with contemporary
strategic management theories, which emphasize the necessity for higher education
institutions to continuously adapt and transform in order to maintain relevance and
achieve sustainable success. Therefore, universities should prioritize the systematic
development and implementation of comprehensive educational transformation
strategies.

In the context of Thailand, this study recommends that
universities focus on strengthening key components of transformation strategies
particularly in the areas of financial management, infrastructure and facilities
investment, and faculty and staff engagement. These areas serve as critical enablers
for driving efficient, responsive, -and sustainable transformation, ultimately
contributing to institutional performance excellence.

4.2.6 A proposed educational transformation strategy model for higher
educational institutions
From the above discussion, the connections between the elements can
be visualized as follows:
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Figure 11 Educational Transformation Strategy Model

The Educational Transformation Strategy Model for higher education
institutions offers a comprehensive framework that connects both external and
internal factors, aiming to guide universities through transformation and enhance their
overall performance. At the center of this model is University Performance
Excellence, which is the ultimate goal of any transformation effort. Achieving this
excellence requires a thoughtful integration of external influences, such as societal
changes and global trends, alongside the internal structures and resources of the
university. External factors like the increasing demand for future skills highlight the
need for universities to equip students with essential competencies such as digital
literacy, problem-solving, and critical thinking skills that are crucial for success in an
evolving workforce. Additionally, multi-institutional pathways foster collaboration
among universities, which provides students with diverse opportunities for growth
and development. The lifelong learning trend is another driving force, emphasizing
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the importance of continuous education throughout one's career. Universities need to
provide flexible learning options that allow individuals to upskill or reskill as needed.
Personalization of academic learning also plays a role, pushing institutions to tailor
educational experiences to meet the unique needs of each student. Moreover,
accreditation frameworks like AUN-QA ensure that universities maintain high
standards of quality across Southeast Asia, guiding them to meet both local and
international expectations. Finally, the concept of a University Holding Company
offers universities a framework to develop innovative financial and educational
strategies that promote long-term sustainability.

Internally, universities must focus on their own resources and structures to
successfully implement transformation strategies. Leadership and governance are
essential, as effective leadership provides direction and ensures that the entire
institution is aligned with the vision for transformation. Engaged faculty and staff are
also critical to the success of these strategies, as their involvement in curriculum
development, teaching practices, and institutional initiatives directly impacts how
effectively changes are carried out. Sound financial management is another crucial
factor, ensuring that universities have the mnecessary resources to support
transformation, such as investing in technology, faculty development, and updated
curricula. Additionally, academic programs and curricula must be regularly updated to
stay relevant to the needs of students and employers. Infrastructure and facilities, both
physical and digital, must support modern teaching methods and the increasing
reliance on technology. The integration of technology is fundamental to the
transformation, enabling innovative teaching practices, improved student engagement,
and greater operational efficiency.

The strategies universities adopt to drive educational transformation are key to
improving their performance. These include developing strong leadership and vision
that guide the institution through the transformation process while ensuring that all
efforts align with the broader goals. Universities must also focus on curriculum
innovation, creating programs that are responsive to societal trends and future
workforce needs. The professional development of faculty and staff is crucial to
ensure they are equipped with the skills necessary to implement new teaching
methods and educational strategies. Systematic operations are needed to support the
smooth deployment of transformation strategies across the institution. Assessment and
quality assurance practices ensure that educational outcomes are continuously
monitored and improved. The deployment and implementation of transformation
strategies must be carefully managed to ensure success, while ongoing monitoring and
evaluation help track progress and identify areas for improvement. Finally, a focus on
results-oriented improvement ensures that these efforts lead to tangible benefits, such
as better academic performance, student outcomes, and enhanced institutional
reputation.
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By effectively integrating these external and internal factors with targeted
educational transformation strategies, universities can foster an environment of
continuous innovation and growth. This approach not only helps universities stay
competitive but also ensures they can meet the evolving needs of students, employers,
and society. Ultimately, by focusing on performance excellence, universities can
successfully navigate the challenges of modern education and remain relevant in an
increasingly complex global landscape.

4.3 Qualitative Research

Based on the in-depth interviews conducted with six experienced academic
leaders and quality assurance professionals, four major themes emerged that reflect
expert insights on the feasibility, relevance, and application of the proposed
educational transformation strategies model. Thematic analysis was employed to
identify recurring patterns in the participants’ responses. Each theme captures a
dimension of transformation that institutions: must consider when striving for
performance excellence.

4.3.1 Key Drivers of University Performance Excellence

This theme captures informants' identification of the most crucial
elements for driving transformation in higher education institutions. Although all
components in the model were acknowledged as important, informants consistently
highlighted ‘Systematic Operation’ and ‘Results-Oriented Improvement’ as central to
achieving sustainable excellence. Several informants stressed that universities often
possess policies but fail to follow through with meaningful implementation. As one
informant noted, “Even with good policies in place, if there is no serious effort in
systematic implementation, it becomes meaningless.” Another added, “Half-hearted,
inconsistent operations will always hinder progress.”

Informants shared that systematic operation must be embedded in routine
practice, not handled as a one-time initiative. One informant explained, “When
implementation is not systematic when it’s fragmented or depends on the individual
rather than the system, it leads to breakdowns and inefficiency.”

In addition, ‘Results-Oriented Improvement’ was perceived as essential
to ensure that every initiative leads to measurable outcomes. One informant
emphasized, “We need a loop that shows whether what we 've implemented is actually
improving performance. If there's no follow-up, it's just activity without impact.”

The theme of ‘Visionary Leadership’ also emerged strongly, particularly
in terms of setting direction and inspiring collective effort. As one expert described,
“A leader with vision is not just a planner, but a communicator. The leader must
translate complex strategy into something people believe in.” Informants noted that
such leadership is crucial for navigating ambiguity, aligning internal efforts with
external demands, and sustaining long-term initiatives.
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While ‘Internal’ and ‘External Factors’ were regarded as contextual,
informants emphasized their role in determining institutional readiness. One stated,
“External policies shape urgency. But internal culture determines capability.” Thus,
successful transformation requires alignment between institutional capacity and
broader policy or societal expectations. Another informant said, “No matter how good
your model is, if the internal mindset and the external drivers aren’t aligned, progress
will be slow.”

These insights affirm that while multiple components are necessary for
institutional transformation, a foundation built on systematic execution, measurable

improvement, and strategic leadership is critical to sustainable excellence.

4.3.2 Practical Implementation Strategies

The second theme explores the practical mechanisms for applying the
proposed model in real university contexts. Informants generally agreed that a phased
implementation strategy starting with pilot projects in select faculties or units would
allow institutions to test the model, gather feedback, and adjust accordingly. One
informant explained, “You cannot implement change across the entire institution
overnight. Start small, learn from it, and then expand. That’s how you build
momentum and credibility.”

Informants emphasized the importance of not just piloting the model, but
ensuring that there is a structured learning process from the pilot phase. As one expert
elaborated, “The pilot isn’t just to test feasibility, it’s to discover contextual nuances,
what works where, and why.”

Several - informants discussed the significance of having concrete
timelines, responsibilities, and measurable indicators tied to each stage of the model’s
implementation. One informant shared, “Without clear milestones and assigned
responsibility, initiatives fade out over time. People lose focus.”

Strategic alignment workshops were highlighted as essential tools for
creating shared understanding among different levels of the institution. As one
informant noted, “If everyone from faculty to administrative staff understands the
goals and their role, the likelihood of success increases.” Another added,
“Workshops need to be two-way. Don’t just present a plan. Invite feedback and
revise. That’s how we get ownership.”

Embedding the model within existing institutional frameworks, such as
quality assurance mechanisms, strategic plans, and budget allocation processes, was
also stressed. One interviewee commented, “It’s easier to get buy-in when people see
the model not as an extra burden but as a way to enhance what they’re already
doing.” Others noted that the model should not be perceived as a ‘top-down directive’
but rather as a supportive framework that integrates with ongoing institutional
improvement. “Integration is key. People won't resist something that clearly aligns
with what they already value,” said another informant.
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The responses in this theme point to a clear pathway for implementation,
start small but strategically, support with institutional structures, foster active
participation, and ensure integration with existing systems and cultures.

4.3.3 Recommended Additions to the Model

While informants generally agreed that the proposed model was
comprehensive, many suggested enhancements to better reflect the realities and needs
of modern higher education. A central recommendation was the inclusion of
‘Stakeholder Engagement’ as a formal component. According to one informant,
“Transformation should not be a top-down process. It must involve those who are
impacted, students, lecturers, alumni, and employers.” Another informant added,
“Engaging external stakeholders makes the change relevant beyond the classroom. It
builds social legitimacy.”

‘Effective Internal Communication’ was another commonly proposed
addition. Informants described how poor communication can derail even well-planned
initiatives. One expert remarked, ‘“People resist change when they don’t understand
it. Good communication reduces uncertainty and builds trust.” Another informant
explained, “Communication  should be ongoing and multidirectional not just
announcements from the top. Dialogue builds engagement.”

Informants also highlighted the need for ‘Organizational Culture’ to be
addressed explicitly within the model. This includes fostering shared values,
collaboration, and openness to change. “You can’t build excellence on a culture of
one informant observed. Another elaborated, “Culture isn't built

’

resistance,’
overnight. It requires rituals, reinforcement, and leadership modeling.”

Furthermore, recommendations were made to integrate dimensions such
as ‘Digital Transformation’, ‘Agility and Responsiveness’, and ‘Talent Development’.
One informant stated, “Universities today must be digital-first not just in teaching but
in governance and operations.” Another noted, “Without agility, universities will
Regarding talent development, one

»»

always lag behind what ‘society expects.
informant emphasized, “Investing in people is not optional. It’s the most strategic
thing a university can do.”

These suggestions reflect a desire to strengthen the model by embedding
adaptability, communication, and inclusivity into its foundation. They also point to
the need for a dynamic model that evolves alongside societal and technological
changes, rather than remaining static.

4.3.4 Challenges and Coping Mechanisms
This theme presents the barriers faced by universities in adopting
transformation strategies, as well as the solutions proposed by the informants. One of
the most frequently cited obstacles was resistance to change, particularly among long-
serving faculty or staff who are accustomed to established routines. As one informant
said, “Some people see change as a threat, especially if they 're unsure how it affects
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their role.” Another added, “It's not about rejecting the strategy, it's fear of losing
stability.”

Another significant challenge was the issue of workload. Informants
noted that many educators already face heavy teaching and administrative
responsibilities, leaving little room for innovation. “People are stretched thin.
Without additional support, they won’t engage with new strategies,” one informant
pointed out. Another respondent said, “If we expect innovation, we have to give
people time to innovate.”

In terms of structural challenges, informants mentioned a lack of
incentive systems and leadership continuity. One respondent explained, “If leaders
change every two years, strategies are often abandoned before they mature. We need
sustained vision.” Another informant added, “There’s no continuity in strategic intent
when leadership is unstable, it resets every term.”

Informants highlighted that the absence of clear links between
performance evaluation and strategic goals reduces motivation to engage with
transformation initiatives. - As. one informant mentioned, “When performance
appraisals reflect institutional strategy, staff are more likely to get involved.” Others
noted that innovation efforts are often considered extra rather than integral to one's
core duties, which discourages participation.

To address these issues, informants recommended creating "change
agents" within departments which mean individuals who are trained and empowered
to facilitate implementation. One informant explained, “You need early adopters who
can show others it’s possible and worthwhile.” Change agents could act as bridges
between leadership and academic or administrative teams.

Fostering open communication and building feedback loops between
leadership and operational levels were also emphasized to strengthen transparency
and institutional trust. “Leaders must listen continuously, not just when something
fails,” said one informant. Another added, “Feedback mechanisms must be safe
spaces, not punitive, so people feel encouraged to speak.”

Finally, long-term strategic planning, supported by committed leadership
and adequate resources, was seen as essential to overcoming barriers and ensuring
continuity. “Short-term wins are important, but we need a 5—10 year horizon to truly
transform,” one informant stressed.

These insights underscore that transformation requires more than
strategic planning, it demands cultural shifts, long-term commitment, and the creation
of supportive environments that recognize and reward change-focused contributions.

The findings from this qualitative phase reveal strong support for the
conceptual foundation of the proposed educational transformation model. Informants
affirmed the model’s alignment with institutional realities and offered constructive
critiques to enhance its practicality. Their insights provide not only validation but also
critical direction for refining the model to ensure it is adaptable, inclusive, and
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sustainable within the diverse landscape of Thai higher education. These qualitative
results complement the quantitative findings and contribute to a more holistic
understanding of strategic transformation in universities. Building on these insights,
Figure 12 presents the revised Educational Transformation Strategies Model
incorporating key additions identified through qualitative analysis, including
Stakeholder Engagement, Effective Internal Communication, Organizational Culture,
Digital Transformation, Agility and Responsiveness, and Talent Development. These
elements underscore the dynamic and inclusive nature of educational transformation,
reflecting the insights and recommendations provided by key informants.
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Chapter 5
Conclusion and Discussion

5.1 Introduction

This study employed a mixed methods research design integrating both
quantitative and qualitative approaches to explore and validate an educational
transformation strategies model aimed at enhancing university performance
excellence in the context of Thai higher education. The integration of these two
methodological strands provides a comprehensive understanding of both the causal
relationships among key variables and the practical feasibility of implementing
strategic transformation in higher education institutions.

5.1.1 Quantitative Findings

The quantitative phase of this mixed methods study involved the use of
structural equation modeling (SEM) to examine the relationships among external
factors, internal factors, educational ‘transformation strategies, and university
performance excellence. Data were collected from 217 respondents, all of whom were
professionals in higher education with experience in academic administration and
quality assurance.

Descriptive Statistics provided a clear demographic profile of the
sample. The majority of respondents were female (64.52%), followed by male
(34.56%) and other genders (0.92%). In terms of age, the largest group was aged 40—
49 years (51.61%), followed by 30-39 years (27.19%), and 50 years or older
(17.05%). Regarding education level, most respondents held a Master’s degree
(48.85%), followed by Doctorates (43.78%), and Bachelor’s degrees (7.37%). The
roles of respondents were split between academic staff (59.45%) and support staff
(40.55%). In terms of experience in educational quality assurance, the majority had
11-15 years (35.02%), followed by 5-10 years (31.34%), and less than 5 years
(24.42%).

To validate the structure of the proposed model, Exploratory Factor
Analysis (EFA) and Confirmatory Factor Analysis (CFA) were conducted. EFA
confirmed the adequacy of the factor structures for each construct, with KMO values
exceeding 0.90 in most cases, and Bartlett’s Test of Sphericity being significant
at p < 0.001. CFA demonstrated high levels of internal consistency (Cronbach’s
alpha > 0.84) and composite reliability (CR > 0.70), supporting the reliability of the
measurement model. Although some AVE values were slightly below the
conventional 0.50 threshold, convergent and discriminant validity were achieved
according to Fornell and Larcker’s (1981) criteria.

The Structural Model Fit indices further supported the strength of the
model. The Chi-square value (y* = 86.25, df = 173, p = 1.00) indicated an excellent
model fit. Relative Chi-square (¥*/df = 0.49), Comparative Fit Index (CFI = 1.00),
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Goodness of Fit Index (GFI = 0.96), Adjusted GFI (AGFI = 0.95), and RMSEA
(0.000) all met or exceeded recommended benchmarks.

All hypothesized relationships were statistically supported. Internal Factors showed a
strong and significant direct effect on Educational Transformation Strategy ( = 0.90),
while External Factors had a weaker but still significant direct effect (B = 0.04).
Educational Transformation Strategy, in turn, demonstrated a substantial direct impact
on University Performance Excellence (f = 0.96).

The mediation analysis, using bootstrapping methods, revealed
significant indirect effects. Both External Factors and Internal Factors influenced
University Performance Excellence through the Educational Transformation Strategy,
with indirect effects of B = 0.487 and B = 0.737, respectively. The bootstrapped
confidence intervals did not include zero, confirming statistical significance. These
findings suggest partial mediation in both cases, indicating that transformation
strategies serve as a critical mechanism through which institutional conditions
translate into performance outcomes.

When considering- total effects, Educational Transformation Strategy
emerged as the most influential variable (f = 0.96), followed by Internal Factors ( =
0.86) and External Factors (B = 0.487). These results reinforce the central role of
strategic transformation as both a direct driver and a mediator of university
performance excellence.

5.1.2 Qualitative Findings

The qualitative research design used semi-structured in-depth interviews
with six purposively  selected key informants from Thai public and private
universities. The participants were senior professionals with extensive experience in
academic administration, curriculum development, and quality assurance. Data were
collected via Zoom, audio-recorded with consent, and transcribed verbatim. Thematic
analysis was conducted based on the six-phase framework of Braun and Clarke (2006)
to identify meaningful themes and patterns aligned with the study objectives. The
qualitative findings derived from in-depth interviews revealed four major themes that
contribute significantly to the validation and refinement of the proposed educational
transformation strategies model. These themes include (1) Key Drivers of University
Performance Excellence, (2) Practical Implementation Strategies, (3) Recommended
Additions to the Model, and (4) Challenges and Coping Mechanisms reflect the depth
of expert understanding and highlight practical considerations for institutional
transformation.

First, informants emphasized that systematic operation and results-
oriented improvement are fundamental for institutional excellence. Without consistent
implementation and data-driven monitoring, even well-conceived strategies fail to
translate into meaningful outcomes. Additionally, visionary leadership emerged as a
transformative force, necessary for setting strategic direction, mobilizing collective
effort, and sustaining change. Informants also acknowledged the significance of
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internal and external contextual factors, such as organizational culture and national
education policy, which shape readiness for change.

Second, the findings underscored the importance of phased and
contextualized implementation. Informants advocated beginning with pilot projects,
accompanied by clear milestones and mechanisms for institutional learning. Strategic
alignment workshops and integration with existing institutional frameworks were
identified as critical to fostering shared ownership and reducing resistance.
A recurring insight was that stakeholders are more likely to support the model when it
enhances, rather than disrupts, current practices.

Third, participants offered constructive recommendations to strengthen
the model. These included incorporating stakeholder engagement, internal
communication, and organizational culture as explicit components. The need to
respond to technological disruption led to additional suggestions such as digital
transformation, organizational agility, and talent development. These enhancements
reflect the dynamic demands of contemporary higher education and the necessity of
adaptive, future-oriented models.

Finally, the study highlighted several barriers to implementation,
including resistance to change, workload pressures, misaligned incentive structures,
and leadership discontinuity. Informants proposed actionable coping mechanisms
such as the development of departmental change agents, performance-linked
evaluation, and long-term leadership commitment. The role of open, bidirectional
communication was repeatedly emphasized as a mechanism for building trust and
institutional resilience.

In summary, the qualitative results strongly support the theoretical
underpinnings of the proposed model while offering practical insights to refine and
enhance its relevance. The informants perspectives not only validate the model’s
structure but also reveal institutional realities that influence its implementation. These
insights form a critical bridge between conceptual design and operationalization,
reinforcing the importance of aligning strategic vision with contextual readiness,
inclusive processes, and sustained leadership. The integration of these qualitative
findings with the earlier quantitative results provides a guideline for developing
transformative strategies in Thai higher education.

5.2 Discussion

5.2.1 The relationship between external factors for future higher
education and educational transformation strategies

External factors for future higher education positively associate with

educational transformation strategies (Hypothesis 1). As higher education institutions

navigate the increasingly complex and rapidly changing global landscape, external

factors such as technological advancements, economic shifts, and societal demands

have become significant drivers of educational transformation. Universities,
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traditionally seen as static bastions of knowledge delivery, now face the critical
challenge of evolving to meet the needs of a new world order. Global forces such as
the demand for future-ready skills, the integration of lifelong learning into educational
paradigms, the trend toward multi-institutional collaborations, and the rise of
accreditation frameworks like AUN-QA all play pivotal roles in pushing universities
toward significant reform in their educational strategies. The future skills gap is a key
external factor driving transformation in higher education. As industries evolve due to
digital disruption, universities are increasingly required to embed 21st-century skills
into their curricula. These skills, including digital literacy, critical thinking, creativity,
problem-solving, communication, collaboration, and adaptability, are necessary for
students to thrive in the future workforce. The World Economic Forum has
emphasized that automation, artificial intelligence, and other technological
advancements will reshape the job market in the coming years (Zahidi et al., 2020). In
response, universities are being called upon to reframe their curricula to focus not
only on technical expertise but also on the development of these transferable skills.
Research has shown that students who acquire critical thinking, digital literacy, and
problem-solving skills are more likely to succeed in an evolving labor market, where
jobs increasingly demand innovation, collaboration, and the ability to adapt to
technological changes (Bonfield et al., 2020; Sheikh et al., 2023). Universities,
therefore, must reevaluate their teaching methods to integrate such skills and ensure
that graduates are not only knowledgeable in their fields but also equipped to navigate
the challenges of an unpredictable world.

Further supporting this argument, lifelong learning has emerged as an
essential external factor influencing the transformation of higher education. In the
context of rapid technological change and global economic uncertainty, the need for
individuals to continuously update their skills throughout their careers has never been
more critical. The World Economic Forum (2021) has highlighted the importance of
lifelong learning in preparing - individuals for the demands of future work,
emphasizing that the division of labor between humans and machines is rapidly
evolving. Higher education institutions are responding to this by integrating lifelong
learning strategies into their frameworks, offering flexible, continuous learning
opportunities for both traditional students and working professionals. Programs that
offer micro-credentials, online courses, and certificate programs are becoming more
common as universities seek to accommodate the needs of adult learners and
professionals who must constantly upskill and reskill to remain competitive. Research
by Akour and Alenezi (2022) notes that universities must ensure that their curricula
reflect the growing importance of lifelong learning by fostering a culture of self-
directed learning and creating accessible learning pathways for individuals at various
stages of their careers. Institutions are also increasingly adopting online and hybrid
learning models, which allow for more flexible and accessible education, particularly
for working professionals and non-traditional students. These models align with the
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demands of the modern workforce, which requires flexibility and adaptability to
respond to evolving market needs.

The rise of multi-institutional cooperation is another crucial external

factor reshaping the educational landscape. Universities are no longer isolated
entities; rather, they are increasingly participating in collaborations that cross borders
and institutional types. Multi-institutional collaborations enable universities to pool
resources, share knowledge, and address global challenges through collective action.
The literature indicates that such collaborations help universities to innovate in
curriculum design, research, and teaching, providing a broader platform for
knowledge exchange and the development of new solutions to societal problems
(Frank, 2019). This type of cooperation not only strengthens the quality of education
but also enhances the global competitiveness of participating universities. Multi-
institutional collaborations are particularly important for facilitating international
research partnerships, which allow universities to address complex global challenges
that cannot be solved within the confines of a single institution or country.
Additionally, these partnerships provide students with valuable international
exposure, which is increasingly valued by employers in an interconnected global
economy. Universities that engage in such collaborations not only enhance their
academic offerings but also demonstrate their commitment to contributing to global
knowledge creation and societal development.
Further enhancing this shift in higher education, accreditation frameworks like AUN-
QA (ASEAN University Network-Quality Assurance) play a central role in shaping
the educational transformation process. AUN-QA serves as a comprehensive tool for
assessing the quality of academic programs within the ASEAN region, ensuring that
universities meet international standards of education and are responsive to the needs
of global labor markets (Bui, 2021). AUN-QA’s focus on outcome-based education
has prompted universities to reassess their teaching strategies, learning outcomes, and
assessment methodologies, ensuring that they align with both regional and global
expectations. Accreditation frameworks like AUN-QA also encourage universities to
engage in continuous self-assessment and improvement, creating a culture of
accountability and quality assurance within institutions. Research by Huynh et al.
(2024) has demonstrated that universities accredited by AUN-QA tend to show
greater alignment between their educational offerings and the needs of the labor
market, as well as improved student satisfaction and employability outcomes. These
frameworks provide universities with a structured approach to transformation,
ensuring that educational practices are not only relevant to current needs but also
capable of adapting to future demands.

Another external factor influencing the transformation of higher
education is the increasing demand for personalized learning. As educational
technologies continue to evolve, there is a growing recognition that students have
diverse learning needs and preferences. Personalized learning, which tailors the
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educational experience to the individual student’s pace, interests, and learning style, is
seen as an effective strategy for engaging students and improving learning outcomes
(Ren & Wu, 2025). The integration of digital tools such as adaptive learning
platforms, learning management systems, and artificial intelligence has made it easier
for universities to implement personalized learning at scale. These technologies
enable institutions to offer more flexible and customized learning experiences, which
can improve student motivation, academic achievement, and overall satisfaction
(Waldrip et al., 2014). Moreover, the trend toward personalized learning aligns with
the growing demand for student-centered approaches in education, where students are
encouraged to take ownership of their learning journey. This shift is also supported by
the increasing recognition that students who are engaged in their learning process are
more likely to persist and succeed, both academically and professionally.

External factors such as the demand for future skills, lifelong learning,
multi-institutional cooperation, accreditation frameworks like AUN-QA, and
personalized learning are playing a critical role in driving the transformation of higher
education. These forces are compelling universities to rethink traditional models of
teaching and learning, emphasizing the integration of innovative pedagogies, flexible
learning pathways, and global collaborations. The literature supports the idea that
these external factors positively influence the development and implementation of
educational transformation strategies, which are essential for preparing students to
meet the challenges of the future workforce and ensuring the continued relevance and
competitiveness of higher education institutions (Sheikh et al., 2023; Bonfield et al.,
2020; McCarthy et al., 2023). As universities respond to these external pressures and
opportunities, they are increasingly adopting strategies that prioritize skills
development, adaptability, and lifelong learning, positioning themselves to thrive in
an ever-changing global landscape. Therefore, external factors are not just shaping
educational transformation, they are catalyzing it, pushing universities to innovate,
collaborate, and evolve in ways that will benefit both students and society at large.

5.2.2 The relationship between internal factors for future higher
education and educational transformation strategies
Hypothesis 2 suggests that internal factors within higher education
institutions, such as leadership and governance, faculty and staff engagement,
financial management, and the development of academic programs and curricula,
have a positive impact on the implementation of educational transformation strategies.
The support for this hypothesis reinforces the importance of internal conditions in
driving educational reform. Educational transformation is not only influenced by
external pressures, such as technological advancements and societal changes, but also
by internal capabilities, resources, and institutional leadership. In the analysis of this
hypothesis, it is crucial to examine how these internal factors contribute to shaping the
transformation process within universities and how they work in tandem with external
factors to create a dynamic, innovative, and responsive educational environment.
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The first internal factor that significantly influences educational
transformation is leaders and governance. Effective leader is crucial for guiding
universities through the complexities of change, particularly when it comes to
implementing educational transformation strategies. Leaders in higher education
institutions set the vision, goals, and strategic direction, providing the necessary
framework and resources for transformation. According to Tawonpan (2013), strong
leader is essential for managing the shift in institutional culture that accompanies
educational transformation, as this helps align faculty, staff, and students with new
objectives and expectations. Leader also involves decision-making that ensures that
the university’s resources are effectively allocated to support transformation
initiatives, such as curriculum innovation, faculty development, and technological
integration. Leader plays a dual role in both providing direction and fostering a
culture of collaboration ‘and engagement among all stakeholders, including
administrators, faculty, staff, and students (Mader et al., 2013). When leaders promote
a shared vision for change and work to build trust and cooperation, educational
transformation is more likely to succeed.

Additionally, faculty and staff engagement is another critical internal
factor that affects educational transformation strategies. Engaged faculty and staff are
essential for the successful implementation of new educational strategies. Faculty
engagement is directly linked to job satisfaction, which, in turn, influences teaching
performance, curriculum development, and participation in institutional reforms
(Pongpipat & Suntrayuth, 2019). Engaged faculty members are more likely to adopt
new teaching methods, engage in interdisciplinary collaboration, and contribute to the
creation of a more innovative curriculum. The literature shows that when faculty
members are engaged and motivated, they are more open to change and more likely to
support the implementation of educational reforms (Shuck & Reio, 2014). Faculty
engagement also fosters a sense of ownership over the transformation process, which
can lead to better outcomes for students. Faculty development programs that provide
opportunities for continuous learning and skill enhancement are crucial for increasing
faculty engagement. As universities increasingly rely on technology to deliver
education, it is important for faculty members to be trained in the use of digital tools
and pedagogical methods that promote active learning, personalized instruction, and
student collaboration (Xuan, 2022). Moreover, financial management plays a central
role in supporting the infrastructure needed for educational transformation. Effective
financial management ensures that universities can allocate resources efficiently and
invest in the areas that are most critical for transformation, such as technology
integration, faculty development, and curriculum redesign. Universities that manage
their finances well are better positioned to implement innovative educational
strategies that require substantial investment, such as the adoption of new learning
management systems (LMS), digital platforms, and research facilities. As Holloway
(2006) points out, sound financial planning and resource allocation are essential for
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ensuring that long-term educational goals are met. Financial management also
impacts universities’ ability to diversify their funding sources, which is crucial for
supporting sustainable transformation. By securing grants, forming partnerships with
industries, and increasing revenue from tuition or alternative sources, universities can
ensure that their transformation efforts are well-funded and sustained over time.
Another critical internal factor is the development of academic programs
and curricula that align with the changing needs of students, industries, and society.
As universities seek to enhance their educational offerings and remain competitive,
they must continually adapt their curricula to reflect emerging trends in knowledge
and technology. Curriculum development is the heart of educational transformation
because it directly impacts what students learn and how they engage with course
materials. In today’s world, academic programs must not only equip students with
discipline-specific knowledge but also prepare them with the skills required for the
future workforce, including problem-solving, critical thinking, communication, and
collaboration (Sheikh et al., 2023). To achieve this, universities are increasingly
adopting interdisciplinary approaches that combine knowledge from different fields,
enabling students to tackle real-world problems from multiple perspectives.
According to Ramdass and Mokgohloa (2023), interdisciplinary learning encourages
students to collaborate across fields, fostering creativity and innovation. Universities
are also incorporating active learning and project-based learning into their curricula,
which allow students to apply theoretical knowledge to practical problems, thereby
enhancing their engagement and deepening their understanding of the subject matter.
Furthermore, universities are embracing technology integration as a key
component of their educational transformation strategies. As digital technologies
continue to evolve, universities must incorporate them into their teaching methods and
learning environments  to remain relevant and effective. Technology-enhanced
learning tools, such as online learning platforms, digital assessment systems, and
virtual classrooms, enable universities to provide flexible, personalized learning
experiences that can be tailored to individual student needs. Research by Waldrip et
al. (2014) has shown that integrating technology into the classroom can enhance
student engagement, increase learning efficiency, and improve outcomes. In addition,
digital tools enable universities to offer a wider variety of educational experiences,
such as online courses, blended learning environments, and flipped classrooms. These
innovations not only make education more accessible to a broader range of students
but also support the development of the critical skills required in today’s workforce.
The implementation of academic program reforms and the development
of curricula that incorporate emerging technologies, interdisciplinary learning, and
active learning methodologies require effective leadership and governance. Leaders in
higher education must ensure that these changes are aligned with the university’s
strategic goals and that the necessary resources and support systems are in place. The
role of governance is also critical in ensuring that these changes are sustainable.
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According to Mader et al. (2013), governance structures within universities must be
flexible enough to support innovation while also maintaining accountability and
transparency in the decision-making process. Governance should facilitate the
allocation of resources to priority areas and promote collaboration among
departments, faculties, and other stakeholders to ensure that the educational
transformation process is well-coordinated and effective.

It can be seen that internal factors such as leaders and governance,
faculty and staff engagement, financial management, and academic program
development are crucial for the success of educational transformation strategies.
These factors provide the foundation for creating an environment that supports
innovation, collaboration, and continuous improvement. Effective leadership sets the
vision and direction for transformation, while engaged faculty and staff contribute
their expertise and commitment to achieving the university’s goals. Good financial
management ensures that resources are allocated efficiently to support the
transformation process, and the development of relevant and innovative academic
programs ensures that students are prepared for the challenges of the future
workforce. By aligning internal factors with external demands, universities can
implement educational transformation strategies that improve student outcomes,
enhance institutional performance, and contribute to the development of a more
adaptable, innovative, and competitive higher education sector. Therefore, the support
for this hypothesis emphasizes the importance of strong internal conditions in driving
educational change, underscoring the need for universities to invest in leadership,
faculty development, and curricular innovation to achieve successful and sustainable
transformation.

5.2.3 The relationship between educational transformation strategies and
university performance excellence
Hypothesis 3 suggests that educational transformation strategies
positively impact university performance excellence. The support for this hypothesis
reinforces the notion that universities that adopt innovative and adaptive educational
transformation strategies are better positioned to improve their performance and
achieve greater success in key areas such as academic quality, research output, student
outcomes, and institutional reputation. As higher education institutions face
increasing pressure to demonstrate their value and impact, the need for strategic
reforms that enhance university performance has never been more critical. This
discussion explores how educational transformation strategies drive university
performance excellence, focusing on key dimensions such as teaching and learning,
research, student engagement, and institutional governance.One  of  the  most
significant contributions of educational transformation strategies to university
performance is their influence on teaching and learning quality. Universities are
constantly seeking ways to improve the quality of education they provide, ensuring
that students are equipped with the skills and knowledge required for success in the
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workforce. Educational transformation strategies that emphasize active learning,
student-centered pedagogy, and technology integration have been shown to enhance
student engagement, increase retention rates, and improve academic outcomes. For
example, the adoption of blended learning, which combines face-to-face instruction
with online learning, allows universities to offer more flexible and personalized
learning experiences. Studies have shown that students who engage in blended
learning environments demonstrate higher levels of satisfaction and academic
achievement (McCarthy et al., 2023). The integration of digital tools, such as learning
management systems (LMS), video lectures, and collaborative platforms, provides
students with more opportunities to engage with course material, collaborate with
peers, and receive timely feedback, all of which contribute to improved learning
outcomes (Zahidi et al., 2020). By adopting these strategies, universities can enhance
their teaching quality, which is a key indicator of performance excellence.

Moreover, curriculum innovation plays a central role in transforming the
educational experience and improving university performance. As industries and
technologies evolve, universities must update their curricula to reflect the changing
needs of the workforce and society. Educational transformation strategies that focus
on interdisciplinary learning, problem-based learning, and the integration of future
skills into academic programs help ensure that graduates are not only knowledgeable
but also adaptable and equipped with the skills necessary to succeed in an
increasingly complex world. The integration of 21st-century skills, such as critical
thinking, collaboration, and digital literacy, into curricula has been linked to improved
student outcomes and better alignment with industry demands (Bonfield et al., 2020).
Universities that invest in curriculum innovation and continuously update their
programs to meet the needs of the labor market are more likely to produce graduates
who are well-prepared for the challenges of the workforce, which ultimately leads to
improved university performance in terms of graduate employability and industry
collaboration.

Educational transformation strategies also have a significant impact on
research performance. Universities that prioritize research excellence are better
positioned to contribute to the advancement of knowledge and to maintain a
competitive edge in the global academic arena. Transformation strategies that focus
on interdisciplinary research, collaborations with industry, and the use of cutting-edge
technologies in research have been shown to enhance research productivity, quality,
and impact. For instance, multi-institutional collaborations and international research
partnerships enable universities to pool resources, share knowledge, and work on
large-scale projects that address complex global challenges, such as climate change,
public health, and social inequality (Frank, 2019). These collaborations not only
enhance the research output of universities but also raise their academic profile and
increase their global visibility. Universities that successfully implement these
research-oriented strategies tend to attract top talent, secure competitive research
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funding, and produce high-quality publications, all of which contribute to research
excellence, a critical component of university performance.

In addition to improving teaching quality and research output,
educational transformation strategies positively influence student engagement and
satisfaction, which are crucial indicators of university performance excellence.
Universities that prioritize student-centered approaches, personalized learning, and
comprehensive student support services create an environment that fosters higher
levels of student engagement and satisfaction. For example, the implementation of
student support services, such as academic advising, career counseling, and mental
health support, helps students navigate their academic journey and enhances their
overall university experience. Studies have shown that when students feel supported
academically and emotionally, they are more likely to stay engaged in their studies,
persist to graduation, and achieve academic success (Redecker et al., 2011).
Furthermore, personalized learning, which allows students to progress at their own
pace and receive tailored instruction based on their individual needs, leads to higher
levels of engagement, motivation, and academic achievement (Waldrip et al., 2014).
The positive association between student satisfaction and university performance has
been well-documented, with universities that offer a supportive and engaging learning
environment experiencing higher retention rates and better overall performance
metrics.

Another important dimension of university performance excellence is
institutional ~ governance. - Effective governance  ensures that educational
transformation strategies are implemented successfully and that the university’s
resources are used efficiently to achieve its strategic goals. Universities with strong
leadership and governance structures are more likely to create a culture of continuous
improvement, where educational quality, student outcomes, and institutional
effectiveness are regularly assessed and enhanced. According to Tawonpan (2013),
governance structures that foster collaborative leadership, transparency, and
accountability contribute ~ to  better decision-making and more effective
implementation of transformation strategies. Strong governance also ensures that
there is alignment between the university’s mission, vision, and the educational
strategies it adopts. Institutions that maintain a clear strategic focus and engage all
stakeholders which are faculty, staff, students, and external partners, in the decision-
making process are more likely to succeed in their educational transformation efforts,
leading to improved overall performance (Mader et al., 2013).

Accreditation frameworks, such as AUN-QA, also play a critical role in
enhancing university performance. As universities pursue accreditation or quality
assurance processes, they are required to evaluate and improve their academic
programs, teaching methodologies, and institutional management practices to meet
external standards. The adoption of quality assurance frameworks ensures that
universities remain accountable to both national and international stakeholders,
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including students, employers, and policymakers. Accreditation processes provide
universities with a structured approach to continuously assess and improve their
educational offerings, thereby contributing to the improvement of academic quality,
teaching effectiveness, and student outcomes. Universities that undergo regular
accreditation reviews and implement the recommendations provided by external
reviewers are better equipped to enhance their institutional performance in a
sustainable way (Bui, 2021).

Universities that implement educational transformation strategies that
align with global trends in higher education are better positioned to improve their
performance on international rankings and attract a diverse and talented student body.
Internationalization, for example, is an important aspect of educational transformation
that can enhance university performance. Universities that prioritize global
engagement through international collaborations, student exchange programs, and
research partnerships contribute to a more diverse and inclusive learning environment,
which not only enhances the student experience but also improves the university’s
reputation and global competitiveness. As highlighted by Frank (2019), the
internationalization of higher education has become a key strategy for universities
seeking to strengthen their academic and research capabilities, increase their global
visibility, and enhance their institutional performance.

The support for Hypothesis 3 emphasizes the critical role that
educational transformation strategies— play in driving university performance
excellence. Universities that adopt innovative strategies in teaching and learning,
research, student engagement, and governance are more likely to improve their
academic quality, research productivity, and overall institutional effectiveness. By
prioritizing educational transformation and aligning their strategies with global trends
and workforce demands, universities can enhance their reputation, attract top talent,
and ultimately achieve greater success in the competitive higher education landscape.
The positive association between educational transformation and university
performance underscores the importance of continuous innovation, collaboration, and
improvement in achieving sustainable success in higher education.

5.2.4 Educational Transformation Strategies Mediate the Relationship
Between External Factors and University Performance Excellence
Universities are under increasing pressure to respond to global trends
such as digital disruption, internationalization, and demands for workforce-ready
graduates. These external factors significantly shape institutional agendas. For
example, the integration of future skills, demands for lifelong learning, and
accreditation standards like AUN-QA push universities to reform traditional
structures and operations (Jian-hua, 2011). Institutions that fail to respond
strategically risk irrelevance in a competitive global education marketplace.
Educational transformation strategies serve as a structured response to
these external demands by translating macro-level changes into institutional reforms.
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These strategies often encompass digital integration, curriculum redesign, pedagogical
innovation, and enhanced stakeholder engagement. In Thailand, such transformation
strategies have been shown to play a central role in enabling universities to meet the
objectives of national policies such as Thailand 4.0, which emphasizes innovation,
inclusivity, and economic alignment. Empirical evidence supports the mediating role
of transformation strategies. For example, a study on Jordanian private universities
found that digital transformation positively influenced strategic performance, and this
relationship was significantly mediated by innovation strategies, an analog to
educational transformation in this context (Tahrawi & Shawabkeh, 2024). The
mediating role of innovation showed that transformation efforts channeled external
forces into improved outcomes. Similarly, research in Kenya’s higher education
sector found that transformational leadership, a component of internal strategy,
impacts university performance through mediating variables such as employee
outcomes and strategic alignment, reinforcing that transformation does not act in
isolation but mediates external and internal dynamics to achieve performance goals
(Mbithi et al., 2016).

Performance excellence in universities is typically measured by
indicators such as teaching quality, research productivity, stakeholder satisfaction, and
institutional governance. The effectiveness of reaching such excellence depends on
how universities structure their response to external stimuli. Transformation strategies
not only shape internal capabilities but also operationalize responses to external
factors. For instance, in China, universities enhanced innovation performance by
leveraging transformational leadership and an innovation-oriented culture suggesting
that educational strategies, underpinned by leadership, mediate the journey from
external innovation demands to institutional performance outcomes (Zhang &
Mohammad, 2025).

Governance structures also play a mediating role in transformation. A
qualitative study on German universities found that governance reform, prompted by
national excellence initiatives, was filtered through internal transformation strategies
such as institutional restructuring and internationalization, which ultimately improved
organizational performance (Sziegat, 2022). This illustrates that without clear
transformation frameworks, external pressures do not automatically lead to
performance gains. Instead, structured and responsive strategies serve as essential
mediators in realizing excellence.

In conclusion, educational transformation strategies mediate the relationship
between external factors and university performance excellence by converting
external pressures into actionable, institution-wide reforms. Evidence from
international studies consistently demonstrates that without such mediating strategies,
external changes do not automatically translate into internal excellence. For
universities in Thailand and beyond, adopting adaptable transformation models is
crucial for sustained competitiveness and relevance.
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5.2.5 Educational Transformation Strategies mediate the relationship
between internal factors and university performance excellence.

Internal  factors such as transformational leadership, internal
communication, institutional culture, and staff engagement are foundational to
institutional success. These factors are known to influence staff readiness for change
and the development of a performance-oriented culture within universities. For
example, a study by Saharudin et al. (2024) identified internal communication as a
mediator between transformational leadership and staff readiness for change,
emphasizing that communication quality is essential for ensuring successful strategic
transformation within academic institutions (Saharudin et al., 2024). Similarly, the
cultivation of a Culture of Excellence within public universities has been found to
significantly impact internal service quality and institutional outcomes. A study
published in Advances in Business Research concluded that internal coordination,
staff attitudes, and consistent work performance are crucial internal enablers for
institutional excellence, and these elements must be strategically integrated to achieve
long-term quality performance (Rahman et al., 2021).

While internal factors are necessary, they are not always sufficient in
isolation to drive performance excellence. Their impact is often actualized through
transformation strategies that realign institutional practices, processes, and goals
toward excellence. Educational  transformation - strategies operationalize internal
capabilities such as leadership and internal culture into actionable plans that enhance
teaching, research, and stakeholder satisfaction.

This mediating role is supported by Meepung et al. (2021), who
proposed a framework for high-performance digital entrepreneurial universities,
noting that internal strategic alignment including digital transformation strategies and
organizational ‘culture was necessary for translating internal strengths into
performance metrics such as academic reputation, international collaboration, and
research productivity (Meepung et al., 2021). Moreover, Tahrawi and Shawabkeh
found that innovation strategies significantly mediated the relationship between
digital transformation (an internal initiative) and institutional performance, suggesting
that transformation serves as the bridge between internal change and performance
outcomes (Tahrawi & Shawabkeh, 2024).

Educational transformation provides a structured pathway through which
universities can leverage internal strengths, like committed leadership and well-
established communication systems, to navigate changes in pedagogy, assessment,
and academic services. In this regard, transformational leadership plays a key
enabling role. For instance, a study from China demonstrated that transformational
leadership and innovation culture significantly enhanced innovation performance
through mediated pathways such as strategic innovation planning and cultural reform
(Zhang & Mohammad, 2025). In addition, institutional studies in Kenya showed that
employee outcomes mediated the relationship between transformational leadership
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and institutional performance, affirming the idea that leadership impacts must be
channeled through structured strategies to achieve organizational excellence (Mbithi
etal., 2016).

Educational transformation strategies mediate the relationship between
internal factors and university performance excellence by translating internal
capabilities into systemic, scalable improvements across teaching, research, and
institutional management. This mediation underscores the importance of not only
possessing strong internal resources but also strategically leveraging them through
transformation initiatives to achieve long-term academic excellence.

5.2.6 Discussion on Thematic Findings from the Qualitative Phase

The qualitative phase of this study provided deep insights into the
relevance, feasibility, and contextual applicability of the proposed Educational
Transformation Strategy Model for higher education institutions in Thailand. Through
thematic analysis of in-depth interviews with six senior academic and quality
assurance experts, four major themes emerged. These themes do not merely reinforce
the structural soundness of the model but also shed light on the practical realities of
implementing strategic change in diverse university environments.

First, the theme of Key Drivers of University Performance Excellence
confirmed that transformation must be grounded in systematic operations, measurable
outcomes, and visionary leadership. Participants repeatedly emphasized that without a
culture of execution and a results-oriented mindset, even well-conceived policies and
models would fail. This is consistent with previous studies asserting that
implementation quality and leadership vision are pivotal in determining institutional
success (Fullan, 2007; Bryson et al., 2015). Informants also noted that contextual
factors both internal (e.g., culture, readiness) and external (e.g., policy pressures) play
a foundational role in shaping transformation capacity. This echoes the institutional
theory perspective, which highlights the significance of both internal dynamics and
external legitimacy (Scott, 2001).

Second, the theme of Practical Implementation Strategies highlighted the
need for phased, localized deployment supported by institutional systems. Informants
advocated for pilot-based implementation and integration of the model within existing
structures such as quality assurance, strategic planning, and resource allocation. This
reflects the principles of change management, particularly Kotter’s (1996) emphasis
on generating short-term wins, building coalitions, and institutionalizing new
approaches. The recommendation for strategic alignment workshops also aligns with
the concept of shared sense-making in organizational change, where stakeholders
define the relevance and meaning of new strategies (Weick, 1995).

Third, the theme of Recommended Additions to the Model revealed that
while the original model was well-received, it could be enhanced by explicitly
including stakeholder engagement, communication mechanisms, and organizational
culture. Informants saw these as essential enablers of change, not optional extras.
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These perspectives align with prior research that emphasizes the role of inclusive
governance, internal dialogue, and culture-building in successful transformation
(Kezar & Eckel, 2002). The proposed additions such as digital transformation, talent
development, and institutional agility reflect the contemporary demands of a rapidly
evolving educational landscape and confirm the need for future-ready, adaptive
systems.

Fourth, the theme of Challenges and Coping Mechanisms provided a
realistic account of obstacles that may hinder implementation. These included
resistance to change, lack of incentives, leadership instability, and communication
breakdowns challenges well-documented in higher education literature (Buller, 2015;
Tierney, 2008). However, informants also proposed viable strategies to mitigate these
risks, including empowering change agents, aligning performance evaluations with
transformation goals, and fostering transparent, non-punitive feedback mechanisms.
These solutions reinforce the view that successful change requires not just technical
planning, but also cultural readiness and sustained leadership commitment.

Taken together, the qualitative findings support the structural integrity of
the proposed model while offering grounded, experience-based insights into its
application. The perspectives shared by key informants highlight the interplay
between strategic design and organizational culture, between leadership and collective
ownership, and between innovation and continuity. These findings complement the
quantitative results by illuminating how and why the relationships in the model may
manifest in real-world settings.

The qualitative component affirms that educational transformation is not
a one-size-fits-all process. It requires institutions to align strategic vision with internal
realities, adapt global models to local contexts, and foster a culture that is both
disciplined and open to change. In doing so, universities in Thailand can build
transformation strategies that are not only structurally sound but also practically
viable and contextually relevant.

5.3 Recommendations

5.3.1 Theoretical Implications

This study offers a perspective on how we can better understand and
manage the transformation of higher education, especially in times when change is
happening faster than ever. At the heart of this perspective is something called
systems thinking, which is a way of seeing organizations not as a collection of
separate departments or tasks, but as a living system made up of many connected
parts. In the case of universities, these parts include everything from leadership and
staff to curriculum design, technology, student services, and external pressures like
national policy or global trends. Instead of looking at these elements in isolation,
systems thinking encourages us to see the bigger picture, to ask how these pieces fit
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together, and to explore how a change in one part of the system might ripple across
the entire institution.

This research proposes a model that brings together both the internal and
external forces that influence a university’s ability to change. These include factors
such as faculty development, digital readiness, and leadership vision, along with
external influences such as labor market demands, demographic shifts, and national
reform policies like Thailand 4.0. What makes this model unique is that it does not
simply list these factors independently. Instead, it demonstrates how they interact and
influence one another. For example, a university’s ability to modernize its teaching
methods depends not only on the availability of new technology but also on whether
faculty are properly trained, whether leadership encourages innovation, and whether
there is a shared understanding of what students actually need in today’s world. By
applying systems thinking, this study helps explain why transformation efforts often
fall short when parts of the institutional system are disconnected or misaligned.

One of the key theoretical contributions of this research is its focus on
how strategies are formed and implemented. Rather than treating strategy as a one-
time plan or isolated decision, the study views it as part of a broader, continuous
process shaped by a combination of environmental demands and internal capacities.
The model presented here treats educational transformation strategies as a bridge that
links the context in which a university operates to the outcomes it aims to achieve.
This perspective invites-us to think more deeply about the nature of strategic planning,
not just as a technical task but as a reflective and adaptive process that must evolve in
response to real-world challenges. This approach is particularly relevant for
institutions in developing countries, where resources may be limited and external
reforms can shift rapidly, creating a need for flexible yet coordinated responses.

The study also provides fresh insights into the role of leadership in
educational transformation. In many traditional models, leadership is viewed
primarily as a top-down function focused on decision-making and control. However,
the findings of this research suggest a more collaborative and inclusive approach.
Effective leadership in this context involves building a culture of participation,
fostering shared understanding, and creating opportunities for faculty and staff to
contribute to meaningful change. This vision of leadership aligns with the idea of
distributed leadership and highlights the importance of relationships, trust, and open
communication. It also reflects the reality that transformation cannot be imposed from
the top but must be nurtured across all levels of the institution.

Another important contribution of this study is its attention to the local
context. Much of the existing literature on educational transformation is based on
experiences from Western countries, where universities often have more autonomy
and resources. By contrast, this research is grounded in the specific context of Thai
higher education, where institutions face unique challenges related to policy
centralization, funding constraints, and demographic changes. By situating the model
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within this environment, the study not only provides a more accurate and useful tool
for local decision-makers but also expands the global conversation on higher
education reform by showing how theory can be adapted to different cultural and
institutional realities.

This study opens up several promising directions for future research. One
of these is the potential to explore how transformation processes unfold over time.
Because systems are dynamic, changes in one area often lead to feedback effects in
others, sometimes in unexpected ways. Longitudinal research could help capture these
dynamics and provide deeper insights into how change is sustained or disrupted. The
model can also be extended to include new strategic variables that are becoming
increasingly important, such as institutional agility, environmental sustainability, or
the integration of student voices into governance and planning. Moreover, the systems
thinking approach adopted in this study lends itself well to interdisciplinary research,
offering opportunities to combine perspectives from fields such as organizational
behavior, public administration, and digital innovation.

The most important theoretical contribution of this study is its promotion
of systems thinking as a central approach to understanding and guiding university
transformation. By highlighting the connections between internal capabilities, external
pressures, and strategic initiatives, the research provides a comprehensive framework
for analyzing change in complex institutions. It emphasizes that real and lasting
transformation is not simply a matter of implementing new policies or technologies
but requires a deep understanding of how all parts of the institution influence one
another. Most importantly, it reminds us that education is ultimately a human
endeavor. Behind every reform effort are people including leaders, faculty, students,
and staff, working together to build institutions that can adapt, grow, and serve their
communities in meaningful ways. This systems-based perspective not only enriches
academic theory but also offers a practical guide for those who are leading change on
the ground.

5.3.2 Managerial Implications
5.3.2.1 Establishing a Proactive Management Mechanism

In today’s rapidly evolving educational landscape, the role of
university management must shift from reactive to proactive. As global trends reshape
the nature of work, learning, and innovation, higher education institutions can no
longer afford to operate with passive or delayed strategies. The traditional model of
waiting to respond to external forces such as technological disruption, demographic
changes, and national reform policies is increasingly inadequate. This study highlights
the urgent need for university leaders and administrators to adopt a proactive
management approach that emphasizes long-term strategic thinking, adaptability, and
a forward-looking mindset.
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A proactive management mechanism involves not only
anticipating change but also preparing for it in a deliberate and strategic manner. For
university administrators, this means developing policies and practices that are
designed to position the institution ahead of emerging trends rather than struggling to
catch up. It also means fostering a culture where innovation, flexibility, and
continuous learning are core values embraced across all levels of the organization. In
this study, it became evident that universities which proactively align their internal
capabilities with external demands are more likely to achieve performance excellence
and long-term sustainability.

The first step in establishing a proactive management framework
is strategic foresight. University leaders must engage in systematic environmental
scanning to identify potential risks and opportunities in the educational, economic,
technological, and social spheres. For instance, anticipating the rise of artificial
intelligence and automation in the labor market can inform curriculum reform and
workforce development initiatives. Similarly, understanding demographic shifts such
as declining student populations can help universities redesign enrollment strategies,
expand lifelong learning offerings, and develop new models of engagement with non-
traditional learners. Proactive management means planning not only for the next
academic year but for the next decade. It involves scenario analysis, risk assessments,
and the ability to make bold decisions based on projected trends rather than past data
alone.

Another crucial element of proactive management is agility.
Universities need to build internal systems that allow for rapid decision-making and
flexible implementation. This includes revising bureaucratic structures that hinder
innovation and replacing them with cross-functional teams that can respond quickly to
emerging needs. For example, during the COVID-19 pandemic, institutions that

already had agile structures were able to pivot to online learning much more
effectively than those relying on rigid hierarchies. Agility also applies to resource
allocation. Proactively managed institutions create financial buffers and flexible
budgeting systems that allow them to invest in strategic initiatives without being
constrained by traditional fiscal cycles. By building this kind of operational
responsiveness, universities position themselves to act rather than react.

Closely related to agility is the emphasis on innovation,
particularly digital innovation. In a digital-first world, universities must not only
adopt new technologies but also use them to rethink how they deliver education,
conduct research, and serve their communities. Proactive management involves
investing in digital infrastructure, training faculty and staff in the use of emerging
technologies, and embedding digital literacy across the curriculum. It also means
embracing experimental models such as hybrid classrooms, virtual labs, and Al-
powered learning platforms. Importantly, innovation should not be confined to the IT



149

department. Proactive leadership promotes a culture where everyone from senior
administrators to entry-level staff is encouraged to think creatively, experiment with
new ideas, and continuously improve processes. Innovation becomes not just an
outcome but a way of working.

Lifelong learning is another pillar of proactive university
management. As the shelf life of knowledge continues to shrink, universities must
reimagine their role as providers of continuous education across the lifespan. This
requires offering flexible, modular, and personalized learning options that cater to
diverse learner needs. A proactive university does not focus solely on traditional full-
time students; it also serves adult learners, working professionals, retirees, and others
seeking to reskill or upskill. From a managerial perspective, this shift requires
redesigning academic programs, restructuring support services, and building
partnerships with industries and communities. It also demands a change in mindset
from seeing education as a one-time experience to viewing it as a lifelong journey
supported by the institution.

Equally important is  leadership ~development. Proactive
management begins with proactive leaders. University executives and department
heads must be equipped not only with technical knowledge but also with the
emotional intelligence, vision, and adaptability required to lead through uncertainty.
Professional development programs, mentorship —opportunities, and leadership
succession planning should be integral parts of institutional strategy. In a proactive
organization, leadership is not concentrated at the top; it is cultivated throughout the
institution. Faculty members, middle managers, and even students are given
opportunities to lead initiatives, participate in strategic planning, and contribute to
institutional change. This distributed leadership model builds resilience and ensures
that innovation and adaptability are embedded throughout the university.

In developing a proactive management system, communication
also plays a vital role. Transparent, timely, and inclusive communication fosters trust,
breaks down silos, and aligns stakeholders toward common goals. University leaders
must communicate not only what is happening but also why it is happening and how
stakeholders can be part of the change. Feedback loops should be established to
ensure that decisions are informed by voices from across the institution. This
inclusive approach builds shared ownership and reduces resistance to change, which
is critical in complex institutions where buy-in is essential for successful
implementation.

One of the major findings of this study is that proactive
institutions tend to align their strategic goals with national and global development
agendas. For example, the Thailand 4 .0 policy provides a clear framework for
innovation, digital transformation, and workforce readiness. Universities that embrace
this vision proactively redesign their strategies, curricula, and partnerships to
contribute meaningfully to national development. This kind of alignment requires
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institutional awareness, strategic flexibility, and a willingness to move beyond
traditional academic silos. By engaging with public and private sectors, participating
in policy dialogues, and embedding social impact into their missions, proactive
universities become active agents of national progress rather than passive recipients of
change.

Finally, the successful implementation of a proactive
management approach depends on the establishment of monitoring and evaluation
systems. Universities must define clear indicators of success, track performance
regularly, and use data to inform continuous improvement. These systems should go
beyond compliance or reporting functions; they should be used as strategic tools for
learning, adaptation, and accountability. By using data proactively, universities can
identify emerging problems, evaluate the impact of interventions, and make evidence-
based decisions that support long-term goals.

5.3.2.2 Applying the Educational Transformation Model to Strategic
Institutional Planning

One of the most practical and impactful outcomes of this research
is the development of a comprehensive model for educational transformation tailored
to the context of higher education in Thailand. This model is not only a theoretical
contribution but also a managerial tool that can be applied directly to institutional
planning, development, and evaluation. In the current climate of rapid change and
uncertainty, universities require clear, structured, and adaptable strategies that can
guide them through periods of transition. The model developed through this study
offers such a guide. It ‘enables universities to identify gaps, prioritize strategic
initiatives, and monitor the outcomes of transformation in a systematic and evidence-
based manner.

Applying this model to institutional planning begins with its use as a diagnostic

framework. Before any meaningful change can occur, universities
must have a clear understanding of their current capabilities, strengths, and areas of
weakness. The model outlines key dimensions of internal and external factors such as
leadership, governance, curriculum innovation, infrastructure, external policy
environments, labor market needs, and regional quality frameworks that can be
assessed to determine institutional readiness for transformation. By evaluating their
performance in each of these areas, universities can map out where gaps exist between
their current state and their desired future state. This gap analysis allows for the
identification of priorities, guiding leaders in determining where resources and
attention should be focused.

Once diagnostic insights are gathered, the model functions as a
tool for strategic planning. One of the most important advantages of using a structured
model is that it provides a roadmap that integrates various dimensions of institutional
development. Rather than approaching planning in fragmented, department-specific
ways, the model encourages alignment and coherence across the entire organization.
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Strategic goals related to teaching and learning, research, internationalization, lifelong
learning, and digital transformation can be developed in a way that reflects both
internal capacity and external demand. For example, if a university identifies that its
digital teaching infrastructure is lagging behind regional standards, it can develop a
targeted plan that combines faculty training, investment in digital platforms, and
student support mechanisms, all aligned with the larger transformation vision.

Furthermore, the model supports evidence-based decision-
making, which is critical in today’s resource-constrained environment. University
administrators often face difficult choices in terms of budgeting, program expansion,
or restructuring. With the help of this model, decisions can be made based on a clear
understanding of how each strategic initiative contributes to broader institutional
goals. The interconnected nature of the model allows decision-makers to consider not
just the isolated impact of a policy or action, but its influence across other dimensions
of university functioning. For instance, a decision to invest in interdisciplinary
programs can be analyzed not just for its academic merit, but also in terms of how it
supports future skills development, faculty collaboration, and student employability.
This systems-oriented perspective ensures that planning is not only strategic but also
synergistic.

Another important managerial application of the model lies in its
ability to inform the design of implementation strategies. Planning alone is not
sufficient; universities must also ensure that plans are translated into action through
effective coordination, communication, and execution. The model highlights critical
enablers of successful implementation, including leadership commitment, stakeholder
engagement, and organizational agility. By using the model as a reference point,
institutions can develop implementation pathways that are realistic, inclusive, and
responsive. Milestones and timelines can be set based on the readiness levels
identified in the diagnostic phase, while feedback mechanisms can be built in to
ensure continual learning and adaptation.

In terms of monitoring and evaluation, the model offers a
framework for assessing progress. Educational transformation is a complex and long-
term endeavor, and without structured tools for monitoring, it can be difficult to
determine whether strategic goals are being achieved. The model provides specific
indicators both qualitative and quantitative that can be used to track performance over
time. These indicators might include graduation rates, student satisfaction, faculty
development participation, curriculum renewal metrics, digital platform usage, or
external collaboration measures. By collecting and analyzing this data, universities
can assess what is working, what needs adjustment, and how to continuously improve
their transformation efforts.

One of the most powerful aspects of applying this model is that it
fosters a culture of continuous improvement. Rather than treating change as a one-
time initiative, the model encourages universities to view transformation as an
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ongoing process. This is particularly valuable in a world where external conditions
shift constantly and where universities must be prepared to respond quickly and
effectively. By embedding the model into the institutional planning cycle, universities
can establish regular review processes, update their strategic plans based on emerging
trends, and ensure that they remain aligned with both national priorities and global
developments.

Moreover, the model supports cross-functional collaboration and
integration, which are often challenging in large and complex institutions. It
encourages different units such as academic departments, IT services, student affairs,
and international offices to work together toward shared transformation goals. Since
the model links strategic domains such as governance, curriculum, technology, and
stakeholder engagement, it creates a shared language that can unite various teams
under a common vision. This collaborative planning environment leads to stronger
ownership, more innovative ideas, and greater overall commitment to the change
process.

In the Thai context, where universities face unique challenges
including declining student populations, limited funding, and the need to align with
national innovation strategies like Thailand 4.0, applying this model can help ensure
that institutional transformation is both contextually relevant and globally
competitive. It allows universities to be proactive rather than reactive, to be strategic
rather than fragmented, and to make decisions that are grounded in evidence and
aligned with long-term goals.

Finally, the model also has the potential to serve as a
benchmarking tool across- institutions. When adopted by multiple universities, it can
facilitate comparative analysis, peer learning, and shared improvement initiatives.
Institutions can learn from each other’s strengths and experiences, building a national
or regional network of practice that accelerates innovation and excellence in higher
education. Policymakers, accreditation bodies, and funding agencies may also use the
model to assess institutional performance and guide capacity-building programs.

The educational transformation model developed in this study
holds significant value not only as a conceptual framework but also as a practical
managerial tool. Its application in strategic institutional planning allows universities
to better understand their challenges, design coherent strategies, implement
meaningful changes, and evaluate their progress in a structured and informed way. By
embedding the model into organizational processes, universities can become more
agile, responsive, and effective in fulfilling their missions. As higher education
continues to face pressures from digitalization, labor market evolution, and
demographic change, such a tool becomes essential for sustained excellence and
relevance in the years to come.
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5.3.3 Suggestions for Future Research
5.3.3.1 Expanding the Sample and Conducting Comparative
Research

Future studies would benefit greatly from expanding the range
and diversity of the research sample beyond university administrators and academic
staff. One of the key limitations in many existing studies, including this one, is the
narrow focus on internal stakeholders. While institutional leadership provides
valuable insights into strategic planning and management, a more holistic
understanding of educational transformation can be achieved by incorporating the
voices of other critical stakeholders. Specifically, future research should include
students, alumni, and industry representatives in the data collection process. These
groups offer unique and important perspectives on how educational strategies affect
learning outcomes, employability, real-world relevance, and institutional reputation.

Incorporating the student voice would shed light on the lived

experiences of those most directly impacted by educational reforms. Students can
offer detailed feedback on how changes in curriculum design, teaching practices,
technology integration, and campus services affect their learning engagement and
academic performance. Their insights are particularly valuable in evaluating whether
transformation strategies are truly enhancing student-centered learning or merely
reshaping institutional structures without tangible benefits to learners.
Similarly, alumni perspectives can provide long-term insights into the effectiveness of
transformation strategies. Alumni are in a unique position to evaluate how their
education prepared them for the workforce and how well the university adapted to
evolving industry needs. Including alumni in future research will help institutions
assess the impact of transformation beyond graduation, contributing to more
sustainable and long-term strategic development.

Industry partners also play a vital role in shaping and
responding to higher education reform. As key end-users of university graduates, their
expectations and feedback are critical to evaluating whether transformation strategies
align with labor market demands and technological change. By including industry
voices, future research can bridge the gap between academic outcomes and
employment needs, helping to ensure that transformation strategies are both
educationally and economically relevant.

Additionally, comparative studies across institutions or
countries within the ASEAN region can further enrich the research. Comparative
analysis allows researchers to examine how different cultural, political, and economic
contexts influence the implementation and effectiveness of transformation strategies.
ASEAN countries share regional goals related to education quality and integration,
but they vary significantly in terms of resources, governance models, and social
expectations. By conducting cross-border comparative research, future studies can
identify best practices, common challenges, and transferable models of
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transformation. This can lead to regional collaboration and policy alignment in higher
education development.

5.3.3.2 Conducting Follow-Up Studies on Post-Implementation
Impact

Another valuable direction for future research is to conduct
longitudinal follow-up studies that assess the real-world impact of implementing
educational transformation strategies aimed at achieving institutional excellence.
While the present study provides a comprehensive framework and strategic
recommendations, it does not evaluate the outcomes of these strategies once they have
been applied in practice. Therefore, it is crucial for future researchers to investigate
how institutions change over time after the adoption of transformation initiatives, and
more importantly, whether those changes yield measurable improvements.

Follow-up studies should be designed to track a range of key
performance indicators (KPIs), such as student academic performance, graduate
employability, faculty satisfaction, research productivity, and institutional rankings. In
addition, qualitative data such as stakeholder perceptions, institutional culture shifts,
and changes in teaching and learning environments should also be collected to
provide a rich and nuanced understanding of impact. This dual-method approach will
ensure that both tangible outcomes and intangible changes are captured.'

Longitudinal research also allows for the identification of
factors that contribute to either the success or failure of transformation strategies.
Some universities may ‘experience rapid progress, while others may encounter
resistance, stagnation, or even regression. Understanding why these differences occur
will enable policymakers and institutional leaders to refine strategies, address
bottlenecks, and replicate successful interventions in similar contexts.

Furthermore, assessing the efficiency of implementation how
well institutions allocate and use their resources to support transformation is just as
important as evaluating effectiveness. Resource allocation, leadership commitment,
stakeholder engagement, and technological infrastructure all influence how strategies
are carried out. Future research should examine how these operational elements
interact with transformation goals and whether investments lead to proportional
outcomes.

Another important aspect of post-implementation studies is the
opportunity to explore unintended consequences. While educational transformation is
typically aimed at achieving positive outcomes, it can sometimes result in increased
workload for staff, confusion among students, or loss of focus on core academic
values. A follow-up study can help detect and address such issues early, ensuring that
transformation strategies remain aligned with institutional missions and stakeholder
expectations.
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Overall, conducting follow-up studies is essential for validating
the practicality and impact of proposed transformation models. It moves the
conversation from theoretical frameworks to evidence-based change, allowing
universities to learn from real experiences, refine their practices, and ensure that
transformation leads to long-lasting improvement rather than short-lived reform.

5.3.3.3 Integrating New Strategic Variables into Future Models

As the global higher education landscape continues to evolve,
future studies should consider incorporating new and emerging strategic variables into
transformation models to better reflect the changing environment. The current
research offers a strong foundation for understanding the interaction between external
pressures, internal capacities, and strategic planning. However, additional variables
such as digital readiness, institutional agility, and sustainability are becoming
increasingly relevant and deserve deeper investigation.

Digital readiness refers to an institution's capacity to adopt,

integrate, and optimize digital technologies for learning, administration, and
innovation. In the post-COVID era, digital transformation is not merely an
enhancement but a core element of higher education strategy. Future studies should
examine how digital readiness influences the success of transformation efforts,
including how institutions build digital infrastructure, develop digital skills among
faculty and students, and manage data security and digital equity concerns. Measuring
digital readiness as part of the transformation model can help identify whether
technological capacity is an enabler or a barrier to innovation.
Institutional agility is another critical variable that reflects the ability of a university to
respond quickly and effectively to internal and external change. Agile institutions are
characterized by flexible governance structures, decentralized decision-making, and a
culture of experimentation and learning. As the pace of change accelerates, especially
in response to global shocks like pandemics or economic shifts, the ability to pivot
rapidly becomes a competitive advantage. Future research should explore how
institutional agility can be operationalized and measured, and how it correlates with
successful transformation outcomes.

Sustainability both environmental and operational is also emerging as a
strategic priority for higher education. Universities are being called upon not only to
teach and research sustainability but to embody it in their own practices. This includes
reducing carbon footprints, ensuring financial viability, promoting social inclusion,
and fostering ethical governance. Including sustainability in transformation models
allows institutions to align with broader global goals such as the United Nations
Sustainable Development Goals (SDGs), while also securing their long-term
relevance and credibility.
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Incorporating these new strategic variables into future research will expand the
explanatory power of transformation models and ensure that they remain relevant in
an increasingly complex and interconnected world. It will also help institutions align
their transformation strategies with future societal demands, preparing them not just to
survive but to thrive in a rapidly changing educational ecosystem.
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Research Questionnaire
Educational Transformation Strategies
for University Performance Excellence

Instructions

This research on "Educational Transformation Strategies for University Performance
Excellence" is part of a doctoral dissertation for the Doctor of Business
Administration program at the Faculty of Management Science, Silpakorn University.
The study examines the adaptation of Thai universities amid significant changes
resulting from digital technology advancements, Industry 4.0 revolution, and the
transition to an aging society. These changes affect all sectors, including students,
faculty, staff, and external stakeholders such as parents, alumni, and employers.

This research aims to explore the current state of strategic management in Thai
universities and study the relationships between key factors, including future higher
education drivers, strategic management, educational transformation, and operational
excellence. The goal is to develop an educational transformation strategy model
suitable for the Thai university context.

The research results will benefit the development of higher education in Thailand by
providing universities with clearer adaptation guidelines in curriculum development,
teaching and learning management, and organizational administration. This will
enable them to produce quality graduates that meet the demands of the labor market in
the digital era and effectively handle various changes. Additionally, the findings will
benefit policymakers in planning the development of higher education in the country
to keep pace with global changes.

I kindly request your cooperation in completing this questionnaire, which consists of

5 parts:

Part 1: Status and basic information of the respondent

Part 2: External factors affecting strategic educational transformation

Part 3: Internal factors affecting strategic educational transformation

Part 4: Strategic educational transformation affecting organizational development
toward excellence

Part 5: Other recommendations
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Your answers will be kept confidential, and no information revealing your identity
will be used in the data reporting. This information will not be shared with any third
parties without your permission.

If you have any questions about the questionnaire, please contact the researcher, Ms.
Jerapa Satavetin, by phone at 081-919-3252 or by email at satavetin_j@su.ac.th. If
you wish to receive a summary report of this research study, please indicate your
intention and specify your email address as indicated below.

() Yes, I would like to receive the report. Email:
() No, I do not wish to receive the report

I sincerely thank you for taking the time to provide information that is extremely
valuable to this research study.

(Ms. Jerapa Satavetin)
Doctor of Business Administration program Faculty
of Management Science, Silpakorn University


mailto:satavetin_j@su.ac.th
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Part 1 Demographic data of the respondents
Instructions: Please mark v” in only 1 box according to your actual circumstances.

1) Gender
( ) Male
( ) Femle
() Other

2) Age
() Less than 30 years old
()30 -39 years old
()40 —49 years old
( ) More than 50 years old

3) Educational Background
( ) Bachelor’s degree
( ) Master’s degrees
( ) Doctoral Degrees

4) Employment Status
( ) Academic Staff
() Support Staff

5) Working Experience in Educational Quality Assurance
() Less than 5 years
()5-10 years
()11 —15years
()16 —20years
() More than 20 years
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Part 2 External Factors Affecting Educational Transformation Strategies
Instructions: Please mark v" in the box that best matches your opinion level.

External Factors Affecting Educational
Transformation Strategies

Opinion Levels

Strongly Agree <---->
Strongly Disagree

43| 2|,

Future Skills

1. University teaching promotes the development of

critical thinking and problem-solving skills.

2. The university promotes business = simulation

learning to develop students' future skills.

3. The university promotes entrepreneurship skills

development.

4. University teaching emphasizes the development of

sustainability and ethical skills.

5. The university uses diverse assessment methods to
measure students' future skills.

Lifelong Learning

6. Promoting continuous learning helps universities
make improvements and changes.

7. Leaders who support lifelong learning for personnel
help develop the university.

8. Up-to-date learning content that meets social needs
helps improve educational curricula and promotes

lifelong learning.

9. Working with colleagues to create new teaching
methods helps organizations change for the better and
promotes lifelong learning.

10. Creating motivation helps people desire lifelong
learning and helps raise the quality of educational
institutions.

11. Continuous and systematic learning helps
personnel adapt better to quality development in
educational institutions.
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External Factors Affecting Educational
Transformation Strategies

Opinion Levels

Strongly Agree <---->
Strongly Disagree

43| 2|4

12. Those who enjoy learning continuously help
organizations progress toward educational excellence
better than others.

Personalization of Academic Learning

13. Universities encourage students to understand

personalized learning.

14. Universities develop environments conducive to

personalized learning.

15. Universities promote student. participation in

personalized learning.

16. Universities assess students individually to lead

toward personalized learning.

17. Universities have easily accessible counseling
services for students with learning issues or mental

health concerns.

AUN-QA Criteria

18.  Outcome-based = education - helps  develop
educational quality according to AUN-QA criteria.

19. Improving curricula to meet stakeholder needs
helps raise educational standards.

20. Teaching methods that emphasize hands-
on/practical work stimulate learning according to
AUN-QA standards.

21. Adequate allocation of physical, social, and
environmental resources supports AUN-QA standards.

22. Faculty and staff training helps make the
implementation of AUN-QA criteria more effective.

23. Improving the quality assurance system according
to AUN-QA helps raise overall educational standards.
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External Factors Affecting Educational
Transformation Strategies

Opinion Levels

Strongly Agree <---->
Strongly Disagree

43| 2|4

University Holding Companies, UHCs

24. Promoting the commercial use of research helps
add value to academic work or routine-to-research
development (R2R).

25. Collaboration with industry helps better address
labor market needs.

26. Having students do real work and start businesses
helps increase practical skills and gain real experience.

27. Encouraging staff to work with industry increases
expertise and experience.

28. Finding diverse research funding sources increases
opportunities for quality research.

29. Instilling innovation and entrepreneurship concepts
helps create graduates with creativity and initiative.

Multi-institutional Cooperation

30. Collaboration with other institutions in developing
multi-disciplinary curricula helps create educational
change.

31. Joint research with multiple institutions helps
elevate research quality and leads to educational
transformation.

32. Student exchange and joint curriculum
development with other institutions helps increase
educational opportunities and learning experiences.

33. Creating collaborative networks between
universities, industry, and government helps develop
educational innovations.

34. Collaboration with international institutions helps
increase cultural understanding and global perspectives
for students.
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Opinion Levels

External Factors Affecting Educational
Transformation Strategies

Strongly Agree <---->
Strongly Disagree

43| 2|4

35. Using the strengths of each partner institution helps
enhance educational management efficiency.

36. Exchanging best practices in administration
between institutions helps improve operational
efficiency.

Part 3 Internal Factors Affecting Educational Transformation Strategies
Instructions: Please mark v"in the box that best matches your opinion level.

Opinion Levels

Internal Factors Affecting Educational
Transformation Strategies

Strongly Agree <---->
Strongly Disagree

4 |3 ]2

Leaders and Governance

37. Leaders in the organization have clear guidelines
regarding good governance principles to facilitate
educational change.

38. There are direct responsible persons to ensure that
educational changes comply with laws and standards.

39. Leaders have clear practices for avoiding conflicts
of interest.

40. Leaders can oversee educational changes with
transparency.

41. Ethical guidelines regarding changes are
communicated to all personnel thoroughly.

42. All personnel have equal opportunities to express
opinions on educational changes.

43. The university's governance structure is flexible
and responsive to changes quickly.
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Internal Factors Affecting Educational
Transformation Strategies

Opinion Levels

Strongly Agree <---->
Strongly Disagree

504324

Faculty and Staff Engagement

44. Encouraging faculty and staff participation in
decision-making helps drive educational change.

45. Adjusting institutional policies to align with faculty
and staff needs helps promote educational change.

46. Supporting faculty and staff to propose new ideas

helps create educational innovations.

47. Creating understanding and acceptance among
faculty and staff helps make educational changes
sustainable.

48. Faculty and staff engagement is a key driver in
educational change.

Financial Management

49. Budget expenditure aligns with educational
strategic plans.

50. Resources are appropriately allocated to support
educational system development.

51. The budget is flexible -and can be adjusted
according to the needs of each project.

52. Revenue sources are diverse to continuously

support educational system development.

53. There is adequate investment in technology and

teaching innovations.

54. Financial planning takes into account long-term
development goals.

55. There is financial readiness to handle unexpected
situations.

56. All stakeholders, including faculty, staff, and
students, participate in the budget decision-making
process.
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Opinion Levels

Internal Factors Affecting Educational
Transformation Strategies

Strongly Agree <---->
Strongly Disagree

5

4 |32,

Academic Programs and Curriculum Design

57. Curricula are updated to respond to changing
societal needs.

58. There is integration of knowledge from multiple

disciplines in curricula.

59. Digital technology is appropriately used in

teaching and learning.

60. Curricula promote global perspectives and cross-

cultural work skills.

61. Curriculum design begins with clearly defined

learning outcomes.

62. Curricula emphasize the development of skills and
specific knowledge according to required competency
levels.

63. Curricula are flexible and adaptable to various
teaching and learning approaches.

Infrastructure and Facilities

64. Physical environments and classrooms align with
modern teaching methods and support diverse teaching
formats.

65. Technology is efficiently integrated into
infrastructure to enhance learning experiences and
support digital transformation.

66. Facilities are designed to be flexible and easily
adaptable to different needs and teaching methods.

67. Classrooms and learning spaces have sufficient,
ready-to-use, modern equipment for hands-on student
practice.

68. The university is designed as a learning landscape
with diverse spaces for both formal and informal
learning.
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Internal Factors Affecting Educational
Transformation Strategies

Opinion Levels

Strongly Agree <---->
Strongly Disagree

504324

69. Digital infrastructure is robust and can support
learning needs both on and off campus.

70. There are adequate spaces and facilities for
collaborative work that promote interaction and group
work among students, faculty, and staff.

Technology Integration

71. Appropriate use of technology  to develop
necessary current skills.

72. Sufficient technological equipment and systems
ready for teaching and learning.

73. Personnel receive training to use technology
efficiently in their work.

74. Personnel can effectively integrate technology into
their work.

75. Students develop both technical and analytical
thinking technology skills.

76. Appropriate integration of classroom and online
learning.

77. Use of data to analyze and improve student
learning.

78. Security measures to protect personal data in
educational technology.

79. All students have equal access to learning
technology.
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Part 4 Educational Transformation Strategies Affecting University Performance

Excellence

Instructions: Please mark v" in the box that best matches your opinion level.

Opinion Levels

Educational Transformation Strategies Affecting
University Performance Excellence

Strongly Agree <---->

Strongly Disagree

4

3

2

Leadership and Vision

80. Leaders in your organization clearly communicate
vision and organizational values.

81. Leaders promote organizational culture focused on
quality and continuous improvement.

82. Leaders demonstrate commitment to long-term
organizational sustainability.

83 Leaders can adapt strategies to the context aimed at
international excellence standards.

84. Leaders promote stakeholder participation in
organizational development.

85. Leaders demonstrate ethical values and integrity
administration.

86. Leaders can inspire and motivate personnel toward
excellence goals.

87. Leaders promote leadership development at all
organizational levels.

Faculty and Staff Development

88. University promotes career development opportunif
for all levels of personnel.

89. Personnel development programs enhance job
competencies, including knowledge, skills, and work
attitudes.

90. Administrators give importance to and
continuously support  personnel competency
development.

91. University systematically evaluates personnel
competency development and continuously uses
results for improvement.

92. Personnel development programs increase job
satisfaction and university engagement.

93.  Personnel development directly impacts

organizational development toward excellence.
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Educational Transformation Strategies Affecting
University Performance Excellence

Opinion Levels

Strongly Agree <---->
Strongly Disagree

5

4 13|24

(New Curriculum Design and Pedagogy

94. University provides opportunities for faculty,
current students, alumni, and stakeholders to
participate in curriculum design.

95. University curricula develop skills and abilities
necessary for future work.

96. University promotes new student-centered teaching
methods such as Active Learning and Experiential
Learning.

97. Alignment exists between learning outcomes,
teaching methods, and assessment ~methods in
university curricula.

98. University continuously evaluates and improves
curricula using student learning outcome data.

99. University curricula are flexible for adapting to
various teaching formats such as classroom, online,
and blended learning.

100. New curriculum design and pedagogy directly
impacts the development of academic excellence.

Assessment and Quality Assurance

101. University administrators demonstrate clear
commitment and support. for quality assurance
processes.

102. Personnel at all levels participate in quality
assurance processes.

103.  University clearly communicates quality
assurance processes and goals.

104. Quality assurance processes are integrated into
daily university operations.

105. Student learning assessment helps in university
strategic decision-making.
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Opinion Levels

Educational Transformation Strategies Affecting
University Performance Excellence

Strongly Agree <---->
Strongly Disagree

4 13|24

106. University uses quality assessment results to
improve teaching quality and student learning
outcomes.

107. University quality assurance aligns with
Education Criteria for Performance Excellence
(EdPEX).

Student Support Services

108. University provides comprehensive and effective
academic support services.

19. University has professional skill development
programs that enhance graduate employability.

110. University provides adequate ~mental = health
counseling and support services.

111. University has comprehensive financial support
programs for students with needs.

112.  University = student support services are
systematically integrated and connected.

113. University student support services positively
impact student retention and graduation rates.

114. University student support services -align with
Education Criteria for — Performance - Excellence
(EdPEX).

University Performance Excellence

115. The university has systematically and efficiently
designed curricula and teaching processes that can be
adapted to various contexts.

116. The wuniversity has personnel development
programs that cover teaching, research, and overall
work efficiency.

117. The university allocates sufficient resources and
support systems for quality assurance operations.

118. The university continuously evaluates and
improves the quality of student support services.
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Part 5 Other recommendations

Thank you very much for taking time to complete this questionnaire.
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Future Skills
Future Skills Mean SD Level
4.63 0.59 | Highest
University teaching promotes the development of
critical thinking and problem-solving skills.
4.43 0.64 | Highest
The university promotes business simulation learning
to develop students' future skills.
4.33 0.64 | Highest
The university promotes entrepreneurship skills
development.
4.43 0.64 | Highest
University teaching emphasizes the development of
sustainability and ethical skills.
4.54 0.64 | Highest
The university uses diverse assessment methods to
measure students' future skills.
Overall Average 4.47 0.63 Highest
Lifelong Learning
Lifelong Learning Mean | SD Level
Promoting continuous - learning helps universities] 4.58 | 0.56 | Highest
make improvements and changes.
Leaders who support lifelong learning for personnel 4.55 | 0.57 | Highest
help develop the university.
Up-to-date learning content that meets social needs| 4.53 | 0.57 | Highest
helps improve educational curricula and promotes
lifelong learning.
Working with colleagues to create new teaching 4.42 | 0.61 Highest
methods helps organizations change for the better and
promotes lifelong learning.
Creating motivation helps people desire lifelong 4.56 | 0.61 Highest

learning and helps raise the quality of educational
institutions.
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Lifelong Learning Mean | SD Level
Continuous and systematic learning helps personnel 4.57 | 0.57 Highest
adapt better to quality development in educational
institutions.
Those who enjoy learning continuously help| 4.60 | 0.54 | Highest
organizations progress toward educational excellence
better than others.

Overall Average 4.54 | 0.58 | Highest

Personalization of Academic Learning
Personalization of Academic Learning Mean | SD Level

Universities encourage —students to understand = 4.43 0.73 | Highest
personalized learning.
Universities develop environments conducive to| 4.41 0.74 | Highest
personalized learning.
Universities promote  student  participation in| = 4.32 0.74 | Highest
personalized learning.
Universities assess students individually to lead 4.31 0.76 | Highest
toward personalized learning.
Universities have easily accessible counseling 4.43 0.66 | Highest
services for students with learning issues or mental
health concerns.

Overall Average 438 | 0.73 | Highest
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Educational Quality Assessment According to AUN-QA Criteria

Educational Quality Assessment

M SD Level
According to AUN-QA Criteria can eve

Outcome-based education helps develop educational 4.48 | 0.68 | Highest
quality according to AUN-QA criteria.
Improving curricula to meet stakeholder needs helps| 4.57 | 0.59 Highest
raise educational standards.
Teaching methods that emphasize hands-on/practicall 4.47 | 0.60 | Highest
work stimulate learning according to AUN-QA
standards.
Adequate allocation of physical, social, and 4.45 | 0.61 Highest
environmental  resources  supports — AUN-QA|
standards.
Faculty and staff training helps make the 4.47 | 0.61 | Highest
implementation of AUN-QA criteria more effective.
Improving the quality assurance system according to| 4.50 | 0.68 | Highest
AUN-QA helps raise overall educational standards.

Overall Average 449 | 0.63 | Highest

University Holding Companies (UHCs)

University Holding Companies (UHCs) Mean | SD Level
Promoting the commercial use of research helps add 4.51 | 0.68 | Highest
value to academic work or routine-to-research
development (R2R).

Collaboration with industry helps better address labor] 4.58 | 0.63 Highest
market needs.

Having students do real work and start businesses] 4.42 | 0.66 | Highest
helps increase practical skills and gain real

experience.

Encouraging staff to work with industry increases] 4.48 | 0.66 | Highest

expertise and experience.
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University Holding Companies (UHCs) Mean | SD Level
Finding diverse research funding sources increases] 4.50 | 0.65 | Highest
opportunities for quality research.

Instilling innovation and entrepreneurship concepts| 4.46 | 0.66 | Highest
helps create graduates with creativity and initiative.

Overall Average 449 | 0.66 | Highest

Multi-institutional Cooperation
Multi-institutional Cooperation Mean | SD Level

Collaboration with other institutions in developing 4.58 | 0.61 Highest
multi-disciplinary curricula helps create educational
change.
Joint research with multiple institutions helps elevate] 4.53 | 0.59 | Highest
research  quality —and leads to  educational
transformation.
Student exchange and joint curriculum development 4.43 | 0.61 | Highest
with other institutions helps increase educational
opportunities and learning experiences.
Creating collaborative networks between universities,| 4.54 | 0.57 | Highest
industry, and government helps develop educationall
innovations.
Collaboration with international institutions helps| 4.56 | 0.57 | Highest
increase  cultural understanding and  global
perspectives for students.
Using the strengths of each partner institution helps| 4.57 | 0.60 | Highest
enhance educational management efficiency.
Exchanging best practices in administration between] 4.60 | 0.59 | Highest
institutions helps improve operational efficiency.

Overall Average 4.55 | 0.59 | Highest




Leaders and Governance
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Leaders and Governance Mean | SD Level

Leaders in the organization have clear guidelines| 4.57 | 0.68 | Highest
regarding good governance principles to facilitate
educational change.
There are direct responsible persons to ensure that 4.52 | 0.62 Highest
educational changes comply with laws and standards.
Leaders have clear practices for avoiding conflicts of 4.36 | 0.68 | Highest
interest.
Leaders can oversee educational  changes with| 4.41 | 0.69 | Highest
transparency.
Ethical ~ guidelines  regarding ~ changes ~are 4.53 | 0.63 | Highest
communicated to all personnel thoroughly.
All personnel have equal opportunities to express| 4.44 | 0.72 Highest
opinions on educational changes.
The university's governance structure is flexible and 4.42 | 0.75 | Highest
responsive to changes quickly.

Overall Average 446 | 0.68 | Highest

Faculty and Staff Engagement
Faculty and Staff Engagement Mean | SD Level

Encouraging faculty and staff participation in 4.53 | 0.65 | Highest
decision-making helps drive educational change.
Adjusting institutional policies to align with faculty] 4.44 | 0.71 Highest
and staff needs helps promote educational change.
Supporting faculty and staff to propose new ideas 4.41 0.63 Highest

helps create educational innovations.
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Faculty and Staff Engagement Mean | SD Level

Creating understanding and acceptance among faculty| 4.51 | 0.63 | Highest
and staff helps make educational changes sustainable.
Faculty and staff engagement is a key driver in] 4.53 | 0.62 | Highest
educational change.

Overall Average 448 | 0.65 | Highest

Financial Management
Financial Management Mean | SD Level

Budget expenditure aligns with educational strategic| 4.47 | 0.72 | Highest
plans.
Resources are appropriately allocated to support 4.34 | 0.73 Highest
educational system development.
The budget is flexible and can be adjusted according 4.31 | 0.78 | Highest
to the needs of each project.
Revenue sources are diverse to continuously supportt 4.24 | 0.83 Highest
educational system development.
There is adequate investment in technology and 4.33 | 0.78 | Highest
teaching innovations.
Financial planning takes into account long-term| 4.37 | 0.73 | Highest
development goals.
There is financial readiness to handle unexpected 4.28 | 0.83 | Highest
situations.
All stakeholders, including faculty, staff, and 4.22 0.94 Highest
students, participate in the budget decision-making
process.

Overall Average 432 | 0.79 | Highest




Academic Programs and Curriculum Design
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Academic Programs and Curriculum Design Mean | SD Level
Curricula are updated to respond to changing societall 4.59 | 0.62 | Highest
needs.

There is integration of knowledge from multiple] 4.47 | 0.67 Highest
disciplines in curricula.
Digital technology is appropriately used in teaching 4.38 | 0.66 | Highest
and learning.
Curricula promote global perspectives and cross-{ 4.43 | 0.68 | Highest
cultural work skills.
Curriculum design begins with clearly defined 4.49 | 0.61 | Highest
learning outcomes.
Curricula emphasize the development of skills and 4.57 | 0.59 | Highest
specific knowledge according to required competency
levels.
Curricula are flexible and adaptable to various| 4.53 | 0.61 Highest
teaching and learning approaches.
Overall Average 449 | 0.63 Highest
Infrastructure and Facilities

Infrastructure and Facilities Mean | SD Level
Physical environments and classrooms align with| 4.51 0.66 | Highest
modern teaching methods and support diverse
teaching formats.
Technology is efficiently integrated into infrastructure| 4.48 | 0.61 Highest
to enhance learning experiences and support digital
transformation.
Facilities are designed to be flexible and easily] 4.34 | 0.64 | Highest

adaptable to different needs and teaching methods.
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Infrastructure and Facilities Mean | SD Level
Classrooms and learning spaces have sufficient, 4.39 | 0.69 | Highest
ready-to-use, modern equipment for hands-on student
practice.

The university is designed as a learning landscape] 4.42 | 0.69 | Highest
with diverse spaces for both formal and informal
learning.
Digital infrastructure is robust and can supportf 4.44 | 0.68 | Highest
learning needs both on and off campus.
There are adequate spaces and  facilities fory 4.36 | 0.66 | Highest
collaborative work that promote interaction and group
work among students, faculty, and staff.

Overall Average 442 | 0.66 | Highest

Technology Integration
Technology Integration Mean | SD Level

Appropriate use of technology to develop necessary] 4.53 | 0.60 | Highest
current skills.
Sufficient technological equipment and systems ready| - 4.37 | 0.65 | Highest
for teaching and learning.
Personnel receive training to use technology| 4.37 | 0.64 | Highest
efficiently in their work.
Personnel can effectively integrate technology into] 4.39 | 0.62 | Highest
their work.
Students develop both technical and analyticall 4.48 | 0.64 | Highest
thinking technology skills.
Appropriate integration of classroom and onlinel 4.47 | 0.62 | Highest
learning.
Use of data to analyze and improve student learning. | 4.43 | 0.63 | Highest
Security measures to protect personal data in| 4.44 | 0.63 Highest
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Technology Integration Mean | SD Level

educational technology.
All students have equal access to learning technology.| 4.47 | 0.64 | Highest

Overall Average 444 | 0.63 | Highest

Leadership and Vision
Leadership and Vision Mean | SD Level

Leaders in your organization clearly communicate] 4.58 | 0.63 | Highest
vision and organizational values.
Leaders promote organizational culture focused on| 4.57 | 0.65 | Highest
quality and continuous improvement.
Leaders demonstrate commitment to long-term| 4.29 | 0.62 | Highest
organizational sustainability.
Leaders can adapt strategies to the context aimed atf4.37 | 0.68 | Highest
international excellence standards.
Leaders promote stakeholder - participation in < 4.51 | 0.65 | Highest
organizational development.
Leaders demonstrate ethical values and integrity in] 4.46 | 0.68 | Highest
administration.
Leaders can inspire and motivate personnel toward 4.42 | 0.68 | Highest
excellence goals.
Leaders promote leadership development at alll 4.39 | 0.73 Highest
organizational levels.

Overall Average 445 | 0.67 | Highest




Faculty and Staff Development
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Faculty and Staff Development Mean | SD Level
University promotes career developmentf 4.43 | 0.67 | Highest
opportunities for all levels of personnel.

Personnel development programs enhance job| 4.33 | 0.63 Highest
competencies, including knowledge, skills, and work
attitudes.
Administrators give importance to and continuously] 4.48 | 0.63 | Highest
support personnel competency development.
University ~ systematically = evaluates ~ personnel 4.47 | 0.63 | Highest
competency development and continuously uses
results for improvement.
Personnel development —programs increase ~jobl 4.35 | 0.73 | Highest
satisfaction and university engagement.
Personnel development directly impacts| 4.46 | 0.69 | Highest
organizational development toward excellence.
Overall Average 444 | 0.66 | Highest
New Curriculum Design and Pedagogy

New Curriculum Design and Pedagogy Mean | SD Level
University provides opportunities for faculty, currentf 4.56 | 0.62 | Highest
students, alumni, and stakeholders to participate in
curriculum design.
University curricula develop skills and abilities) 4.47 | 0.62 | Highest
necessary for future work.
University promotes new student-centered teaching 4.40 | 0.59 | Highest
methods such as Active Learning and Experiential
Learning.
Alignment exists between learning outcomes, 4.47 | 0.60 | Highest

teaching methods, and assessment methods in|
university curricula.
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New Curriculum Design and Pedagogy Mean | SD Level
University continuously evaluates and improves| 4.48 | 0.59 | Highest
curricula using student learning outcome data.

University curricula are flexible for adapting to] 4.53 | 0.62 | Highest
various teaching formats such as classroom, online,
and blended learning.
New curriculum design and pedagogy directly] 4.49 | 0.62 | Highest
impacts the development of academic excellence.

Overall Average 449 | 0.61 Highest

Assessment and Quality Assurance
Assessment and Quality Assurance Mean | SD Level

University  administrators = demonstrate  cleary 4.59 | 0.60 | Highest
commitment and support for = quality assurance
processes.
Personnel at all levels participate in quality assurance| 4.40 | 0.66 | Highest
processes.
University clearly communicates quality ~assurance| 4.33 | 0.62 | Highest
processes and goals.
Quality assurance processes are integrated into daily) 4.40 | 0.69 | Highest
university operations.
Student learning assessment helps in wuniversity) 4.44 | 0.64 | Highest
strategic decision-making.
University uses quality assessment results to improve, 4.44 | 0.63 | Highest
teaching quality and student learning outcomes.
University quality assurance aligns with Education] 4.51 | 0.63 Highest
Criteria for Performance Excellence (EdPEXx).

Overall Average 4.44 | 0.64 | Highest
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Student Support Services Mean | SD Level

University provides comprehensive and effectivel 4.54 | 0.64 | Highest
academic support services.
University has professional skill development 4.44 | 0.63 Highest
programs that enhance graduate employability.
University  provides adequate ~ mental healthl 4.37 | 0.64 | Highest
counseling and support services.
University has comprehensive financial support 4.35 | 0.69 | Highest
programs for students with needs.
University student support services are systematicallyy 4.40 | 0.70 | Highest
integrated and connected.
University student support services positively impact] 4.51 0.65 Highest
student retention and graduation rates.
University student  support services -align withl 4.51 | 0.64 | Highest
Education = Criteria = for = Performance  Excellence
(EdPEX).

Overall Average 4.45 | 0.65 Highest
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