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Abstract

Objectives of this research were 1 . To study the organizational
commitment of personnel, 2. To study factors affecting the organizational
commitment of personnel, and 3. To propose the guideline for development of
the organizational commitment of personnel, conducted by the mixed research
methods. The quantitative research applying survey research, using questionnaire
for data collection from a sample of 348 personnel computed by Taro Yamane’s
formula from the population of 2,670 personnel. The collected data were
analyzed by frequency, percentage, mean, standard deviation, simple linear
regression, and stepwise regression analyses. The qualitative research used face-
to-face in-depth interviewing 20 key informants, purposefully selected. The data
collected from in-depth interviews were analyzed by descriptive interpretation.

The research findings were as follows: 1. The overall of sampled
personnel’s opinion on average of organizational commitment was at the high
level. When considering each component, it was also found that every component
was at the high level. 2, From simple linear regression analysis, it was found that
every factor; job characteristics, working motivation, Sangahavatthu 4 and

Iddhipada 4 had significantly affected organizational commitment. But from
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stepwise regression analysis, it was found that Iddhipada 4, Sahgahavatthu 4 and
working motivation had significantly common affected organizational
commitment, respectively. 3. The proposal guideline for development of
organizational commitment where local personnel should apply Iddhipada 4 and
Sahgaha vatthu 4 in working. Executives should promote working motivation and
support job characteristics for local personnel.

Keywords: Job Characteristics; Working Motivation; Sahgahavatthu 4; Iddhipada

4; Organizational Commitment

UNAnEa

neideadalitngusyasd fe 1. ilofnwiaunniusioasdnisvasmiiney
2. lednuiladeiiidvdwasiomuynitusessdnisvesntinau 3. ilelausuuinianis
WaIA Uy NUA08IAN15e Nl nY NM33TeLdunuunaIuis seninan1 3T
U3u1auazns39ai@ananin d1usun1sidoidelsunandunisidenuudisalegld
wuvasuaulumsiiusiunudeyaainnguiieganinanus i 348 au Feiuim
lngldgnsves n1ls eru1d nUseyinsndnay 91U 2,670 AY ananlalunis
Anneideya loud mnud fesar Aede dudssuuinnsgiu msannesidaduagig
Seuarnisannesuuuiunou drunidedsgunm TWnsdunivalifadnglidoya
@Aty 91 20 AU TagnsidentuuIEd kasyinnsinszdeyalaglinsinsiey
HomiBemssnun

nan1s3dewudn 1. winauiidungusegisfinudaiiui stuanugniiuse
osAnslapsanedsegluszduin uazflefinnsausiediu Usingdn minswidungy
egsfinmAniuAsaiueuynusioosdnssefunniu Tnsiadeegluszduann
WULREINY 2. 31NATILATIEVNITOANBLT LA NBE19918 U3 wiazdade Ao
AuaNwazY useglalunisu iR vandeening 4 wasndndnSuim 4 snend
BvswaraAUKNUABaIANTYBINEINITY LAFIINMTIATIZVNIINNBBLUUT URDY
U527 ndndnsum 4 vandeandng 4 uazusegelalunmsuiaau G8vsnasiuiu
AOANURNTUADBIANITVRINUNIIUY 3. TOLAUDEIMTUNMITHAIUIAIIUNNNUABDIANTT
YRININUAD NNUAITUTEENALTNaNENS UM 4 wasnanderning 4 lunns
UURu uazuimsaisduaiuwsegadalunisujiiauressndnauuasaduayu
AMANYAULINUYDININITY
AdNARY; AudNwzaY; wiegslalun1suURa; nandeaning 4; nandvnsuim 4;
ANUENTUADBIANT



Iy uvI dveumaaiSwyImi Journal of MCU Social Science Review 235

Introduction

The world is facing with many crises. Whether it is a political, economic, or
social problem, they all have affected the management of both public and private
organizations. These organizations must adapt themselves to survival and success.
These organizations are committed to high performance organizations. That is,
these organizations must produce high-performance. While the staff must satisfy
and focus on the success, too. But to be like that, organizations need qualified
human resources. Organizations with high qualified human resources are likely to
achieve better and faster results than competitors. (Smithikrai, 2013)

Whether it is a public or private organization, the human resource
management would focus on the management of personnel in the organizations
to perform the appropriate performance. The resource must be of value although
it is rare. The resource must be difficult to imitate but it must be organized. (Wright,
2001)

Organizational commitment may be defined as the relative strength of an
individual's identification with an involvement in a particular organization. It can
be characterized by at least three factors; a strong belief in and acceptance of the
organizational goals and values, willingness to exert considerable effort on behalf
of the organization, and definite desire to maintain organizational membership.
(Steers & Porter, 1979)

Organizational commitment affects the behavior of a person, such as the
absence of a job. Personnel with job satisfaction would be good members of the
organization. Public organizations currently focus on engaging personnel in the
organization or finding tools to lead to the creation and management of
organizational engagement. It is important to find out the answer the question of
"How do personnel stay with the organization well and happily, and at least, the
personnel must talk about the organization in a good way." (Attanit, 2011)

The local administrative organizations were established to decrease central
government’s mission and increase power to the community and local
administration. The local administrative organizations were assigned to be the
main organizations to provide public services according to the Thai Constitution

B.E. 2560 Article 249. The local administrative organizations must process the
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visions and strategies to provide public services by creating innovation that serve
the need of people with efficiency through the process of public participation.

Local administration is very important as a foundation for the
administration of the country. Local administrative organizations are more closely
related to the public than the central and regional administrations. It requires an
agency. Local administrative organizations have responsibility for operation and
provision of public services that meet the needs of the local community and truly
solve the problems of the community. (Puangam, 2016)

Maha Sarakham is one province in the northeastern part of Thailand. This
province composed of 13 districts, 133 sub-districts and 1,944 villages. The
population was 962,665 persons. (Office of Maha Sarakham Province, 2021) There
are 143 local administrative organizations in Maha Sarakham Province. There are
2,670 local personnel within these organizations.

Local personnel were important factor for local administrations. Success
or failure of the works for public services of the local administrations would be
mainly based on local personnel. Local personnel who have high level of
organizational commitment would intend and sacrifice using their knowledge and
abilities to work with the organizations until their retirement.

As the above mentioned, it was an interesting to study the organizational
commitment of personnel and to study also the factors affected the
organizational commitment of personnel in local administrative organizations of
Maha Sarakham Province. The results from this research would be used as a
proposal guideline for development of the organizational commitment of
personnel. If the organizational commitment of local personnel improved, the
local organizational works for public services and community development would

also be improved with effectiveness and efficiency.

Research Objectives

1. To study the organizational commitment of personnel in local
administrative organizations of Maha Sarakham Province.

2. To study factors affecting the organizational commitment of personnel

in local administrative organizations of Maha Sarakham province.
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3. To propose the guideline for development the organizational
commitment of personnel in local administrative organizations of Maha Sarakham

province.

Methodology

In this study, the research format was mixed methods research among
quantitative research and qualitative research. The quantitative research applying
survey research, using questionnaire for data collection from a sample of 348
operational personnel computed by Taro Yamane’s formula from the population
of 2,670 operational personnel in local administrative oreanizations of Maha
Sarakham Province. The collected data were analyzed by statistical methods;
frequency, percentage, mean, standard deviation, simple linear regression and
stepwise regression analyses. The qualitative research was face-to-face in-depth
interviews of 20 key informants by purposive selection. The data collected from

in-depth interviews were analyzed by analytical induction.

Research Results

1. From the study of the organizational commitment, it was found that the
overall sampled personnel’s opinion on average of organizational commitment of
local administrative organizations was at the high level. When considering each
component, it was also found that every component (a willingness to exert
considerable effort on behalf of the organization, a definite desire to remain
organizational membership, and a strong belief in and acceptance of
organizational goals and values) was at the high level, respectively.

2. From the study of factors affected the organizational commitment, by
simple linear regression analysis, it was found that job characteristics (X;), working
motivation (X,), Sahgaha vatthu 4 (Xs3) and Iddhipada 4 (X4) had significantly
individual affected the organizational commitment of personnel in local
administrative organizations. Among these four variables, |ddhipada 4 (X4) had
highest individual affected the organizational commitment of personnel (Y).
Sahgaha vatthu 4 (Xs) and working motivation (X;) had the next high individual

affected the organizational commitment of personnel (Y), respectively. While job
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characteristics had lowest individual affected the organizational commitment of
personnel (Y).

By stepwise regression analysis, it was found that Iddhipada 4 (X4), Sahgaha
vatthu 4 (X5) and working motivation (X;) had significantly common affected the
organizational commitment of personnel in local administrative organizations
Among these three variables, Iddhipada 4 (Xq) had highest affected the
organizational commitment of personnel (Y). While Sahgaha vatthu 4 (Xs), and
working motivation (X,), had the next high affected the organizational commitment
of personnel (Y), respectively.

3. The research proposes the guideline for development the organizational
commitment in local administrative organizations of Maha Sarakham Province as
following details.

3.1 Encouragement the Application of Principle of lddhipada 4

3.1.1 Chanda: (satisfaction in work assigned); Local
personnel should satisfy and happy with the works under their responsibilities.
They should intend to work until arriving the target. They should sacrifice their
knowledge and life to do the works for communities.

3.1.2 Viriya: (doing with effort), Local personnel should do their
duties with effort, patient and tolerant until arriving the targets. Some kinds of
works, personnel should have high effort and patient to do because it would take
long time.

3.1.3 Citta: (active thought); Local personnel should have active
thought, intend, and try hard to improve the works until finish. They should
commit to work, perceive on duty, do not negligent the responsibility.

3.1.4 Vimamsa: (investigation); Local personnel should use
intelligence to consider and analyze the appropriate worthiness of works before
doing. They should use investigation principle to consider and analyze the steps
in operations.

3.2 Encouragement the Application of Principle of Sahgaha vatthu 4

3.2.1 Dana: (giving, generosity); Local personnel should be provided
welfare and benefit according to organizational rules and regulations. Local
personnel should have generosity to each other in which it would be mental

binding and make them unity.
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3.2.2 Piyavaca: (kindly speech); Local personnel should use kindly,
benefit and creative speech with colleagues and people. Local personnel should
be sincerely in their speech and should not use naughty speech.

3.2.3 Atthacariya: (helpful action); Local personnel should behave
as good and right examples to others without illusive behave. They should
perform useful activities for their colleagues and subordinates.

3.2.4 Samanattata: (participation); Local personnel should behave
appropriately with their positions and responsible works. They should behave
according to the organizational rules and regulations.

3.3 Promotion of Working Motivation of Local Personnel

3.3.1 Achievement; Local personnel who were success in work
performance would receive promotion in position and salary. Local personnel
should be proud to solve community problems and the results were accepted by
the people.

3.3.2 Recognition; Executives should accept and command
according to knowledge and abilities of local personnel. Local personnel should
have confidence and work hard until arrive succession in work performances.

3.3.3 Work lItself; Works of local organizations should agree with
knowledges and abilities of local personnel. Works of local organizations should
originate from the need of people themselves.

3.3.4 Responsibility; Local personnel should be clearly assigned
work responsibilities and authorities. They should work with full capacities to finish
the works with efficiency. They should pay higher attention in solving various kinds
of important problems occurred.

3.3.5 Advancement; Local personnel should have the chance in
position progressing, changing of work line and salary increasing. They should have
equal chance to be promoted to higher position and increase the salary.

3.3.6 Growth; Local organizations should have the committee to
set the standard of personnel management. Executives should promote local
personnel to have higher study and training. Local personnel should be progress
in their positions from increasing of education and experience.

3.4 Supporting of Job Characteristics of Local Personnel
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3.4.1 Skill variety; The works of local organizations consisted of
many activities because they served many public services. The appointment of
local personnel should be based on their knowledge and abilities which would
be appropriate to the job description.

3.4.2 Task identity; Local personnel should be given the
opportunity to participate in decision making. They should have the freedom to
perform their duties from beginning until finishing. They should make their own
decision in finding the way to solve the problems in working by themselves.

3.4.3 Task significance; The works of local organizations relied on
specific needs of the communities. Local personnel should work with public
participation and past experiences from communities.

3.4.4 Autonomy; Local personnel should have freedom in working
under the organizational rules and regulations. They should have more freedom
in working when they were assigned higher responsibilities.

3.4.5 Feedback; There should be performance evaluation two
times a year and the evaluation results should be reported to local personnel.
There should be continuously evaluated of working performances of local

organizations.

Discussion

1. From the study of the organizational commitment, it was found that the
overall average of sampled personnel’s opinion on organizational commitment of
local administrative organizations was at the high level. This finding might be
because local personnel intended and tried hard to work in the local
organizations. They had dedicated knowledge and capacities for assigned
responsibilities. They had spent their physical and mental strength for working
until achieving the organizational goals.

This finding correspondents to the research work of Natchawan
Kosaiyakanont and Srirath Gohwong which conducted research on “Organizational
Commitment of the Employees in the Department of Science Service”. The
research concluded that the organizational commitment of the employee in the

department of science service was at the high level. (Natchawan & Srirath, 22020)
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2. From the study of factors affected the organizational commitment, it
was founded the following results.

2.1 For individual effect, it was found that.

2.1.1 Job characteristics had statistical significantly affected
the organizational commitment of personnel. This finding might be because the
works of local organizations consisted of many activities for serving many public
services. These works used skill variety to achieve the goals with efficiency and
effectiveness. Local personnel had to utilize many kinds of knowledge and
abilities. They had been given the opportunity to participate in decision making.
They had the freedom to perform their duties from beginning until finishing.

This finding correspondents to the research work of Kritpak Panthanom
which conducted research on “Influence of Job Characteristics, Social Support,
and Organizational Socialization on Organizational Commitment of Employees in
a Private Company, Nonthaburi Province.” The research found that organizational
socialization and job characteristics could jointly predict the employees’
organizational commitment. (Kritpak Panthanom, 2014)

2.1.2 Working motivation had statistically significantly
affected the organizational commitment of personnel. This finding might be
because local personnel who were success in working performance would receive
promotion in position and salary. Local personnel were proud to solve community
problems and the results were accepted by the people. Local personnel had
satisfied with the promotion to higher position and salary increasing. Thus, local
personnel had the feeling of organizational commitment.

This finding correspondents to the research work of Parichat Ritsongmuang
which conducted research on “The Relationship between Work Motivation and
Organizational Commitment of Government Officials in the Department of
Agricultural Extension, Ministry of Agriculture and Cooperatives.” The research
found that the work motivation had significant positive relationship with
organizational commitment of government officials. (Parichat Ritsongmuang, 2015)

2.1.3 Sahgaha vatthu 4 had statistical significantly affected
the organizational commitment of personnel. This finding might be because local
personnel were provided welfare and benefit according to organizational rules

and regulations. Local personnel used kindly, benefit and creative speech with
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colleagues and people. Local personnel behaved appropriately with their
positions and responsible works. Thus, local personnel were happy and had
commitment to their organizations.

This finding correspondents to the research work of Chananchida Ketkomol
et al. (2020) which conducted research on “A study of the Result of the
Commitment to the Organization according to Sahgaha vatthu 4 in the Office of
the Welfare Promotion Commission for Teacher and Educational Personnel.” The
research found that Sangahavatthu 4 should be used as a criterion for enhancing
the organizational commitment of personnel in the office.

2.1.4 Iddhipada 4 had statistical significantly affected the
organizational commitment of local administrative organizations. This finding
might be because local personnel had satisfied with works assigned. They had
done their duties with effort, patient and tolerant until arriving the targets. They
had active thought, intend, and try hard to improve the works until finishing. They
had used intelligence to consider and analyzed the appropriate worthiness of
works and the steps in operations before doing.

This finding correspondents to the research work of Surin Niyamangkoon
et al. (2021), which conducted the research on “Effect of Working Motivation, Self
Esteem, and Iddhipata Principle on Joy at Work of Supporting Personnel of
Mahachulalongkornrajavidyalaya University.” The research found that the
Iddhipata Principle had statistically affected on joy at work of supporting
personnel.

2.2 For common effect, it was found that.

Iddhipada 4, Sanhgaha vatthu 4 and working motivation had
statistical significantly common affected the organizational commitment. This
finding might be because local personnel had applied Iddhipata 4 in performing
their works. They had satisfied and intended to work. They had done their duties
with effort, patient and tolerant. They had active thought, intend, and try hard to
improve the works until finishing. They had used intelligence to consider and
analyzed the appropriate worthiness of works and the steps in operations before
doing.

Local personnel had also applied Sahgaha vatthu 4 for their works. The

executives gave useful things to colleagues and subordinates. Local personnel
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used kindly, benefit and creative speech with colleagues and people. Local
personnel worked in beneficial activities behaved appropriately with their
positions and responsible works.

Similarly, local personnel who were success in working performance had
received promotion in position, salary, and benefit. Local personnel were proud
to solve community problems and the results were accepted by the people. Local
personnel had satisfied with the promotion to higher position and salary
increasing. Thus, these three factors, Iddhipada 4, Sahgaha vatthu 4 and working
motivation had significant common affected on organizational commitment.

This finding correspondents to the research work of Nittaya Jitrumpun
(2016) which conducted research on “Iddhipada Principles for Success and
Happyness in Work Performance of Personnel Primary Care Unit of Mueang District,
Surat Thani Province.” The research found that the application of Iddhipada
principles in working would make personnel satisfy, love, and appreciate their
responsibilities, personnel had respected the organization’s team, and personnel
were also proud and need to work in the organizations.

It also correspondents to the research work of Universe Suksamaitri (2016)
which conducted research on “Organizational Culture Based on Sahgaha vatthu
4.” The research found that the Sahgaha vatthu 4 was recommended to use for
solving the problems in the organizations; the problem of (1) scarcity of giving,
sharing and forgiveness to each other, (2) speak impolitely, not nicely, not sweetly,
not pleasantly to coworkers, (3) lacking public will or service mindedness and
doing for the whole, and (4) appropriate behavior and fair shares.

Similarly, it also correspondents to the research work Sunisa Nopparat (2014)
which conducted research on “The Relationship between Working Motivation and
Organizational Commitment of Polices at Wang Noi Police Station, Pra Nokhon Sri
Ayuthya Province.” The research found that there was significant relationship
between working motivation and organizational commitment of polices at Wang

Noi Police Station.
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Body of Knoeledge

The research has the following recommendations.

1) Local administrative organizations should have the plan to promote the
application of Iddhipada 4 and Sahgaha vatthu 4 for local personnel use in
working.

2) Local organizational should have a concrete plan for human resource
management. The plan should clearly define the recruitment, compensation, and
development of local personnel.

3) Executives should give local personnel the chance in making comment
and suggestion for the organizational operation.

4) Local administrative organizations should have people participation
because the people will know the real situation of the communities. Succession
of the organizations will be known by response of people.

5) The promotion of local personnel should be based on their work
performances. Evaluation for personnel promotion should clearly and fairly

operate.
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