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This study attempted to explore opinions of IRPC employees in the Bangkok branch
towards organizational culture and organizational commitment. The instrument used for
collecting data in this study was a questionnaire. The participants of the study were 228 IRPC
employees permanently working for IRPC in the Bangkok branch for at least three years. The
questionnaire distribution and data collection were conducted in September 2011. The data
were analyzed by using percentages, mean scores, and standard deviations.

The results of the study revealed that the overall characteristics of organizational
culture highly influence the organizational commitment. In sequence of means, it was found
that the individualism and collectivism strongly influenced IRPC employees’ organizational
commitment especially in terms of teamwork and assistance among co-workers, while the
power distance moderately affected their commitments. In terms of the organizational
commitment, the study found that IRPC employees fit well into all models of organizational
commitment including affective commitment, continuance commitment, and normative

commitment.
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CHAPTER 1

INTRODUCTION

Background of the Study

In the current business competition, many organizations have to put forth much
effort to do everything possible to become or remain competitive. It is noticed that it is
not only true in Thailand, but also the other South East Asian countries that face rapid
changes occurring in the market place. The changing circumstances come from such
factors as technological development, higher education of employees, domestic and
global competition, and the worldwide economic climate. These factors also affect other
aspects of organizational functioning, such as organizational commitment
(Ngamchokchaicharoen, 2003).

According to Mowday, Porter, and Steers (1982), organization commitment is
usually referred to an employee’s psychological attachment to the organization. In terms
of human resource management, organizational commitment is an important tool that can
push the employees’ opinions towards their organization. In addition, organizational
commitment also correlates with some organization behavior (Phukaoluan, 1998).
Moreover, the positive outcomes of organizational commitment reflect higher rate of
attendance, employee retention, better job performance, higher quantity and quality of
work, reduced tardiness and reduced the amount of employee turnover (Tan & Akhtar,
1998; Somers & Birnbaum, 1998). Angle and Perry (1981) asserted that if the employee
in an organization have low organizational commitment, human resource management
may face bigger problems including an increase of resignation, absenteeism, and the

tardiness.



To build effective organizational commitment, the management philosophy, in
terms of organization culture, is employed. Kotter and Heskett (1992) pointed out that
organizational culture is a method of managing an organization to improve its overall
effectiveness and performance. For the industrial sector, organizational culture is an
influential tool used to quantify the organization functions (Gray et al., 2003).
Consequently, understanding organization culture is necessary because it affects not just
particular thoughts, values, and feelings, but rather the interactions and performances in

an organization (Lawson & Shen, 1998).

Statement of the Problems

In 2010s, the petrochemical industries are encountering noticeable and increased
competition among the industrial sector. A competition will be affected by an
increasingly intense competitive environment. Organizational achievement will come
from the capability with cooperation of the community and its customers. Employees are
considered to be paramount in providing sustainable accomplishments for organizations
resulting in an increased competitive advantage. Phukaoluan (1998) suggested that
employees are considered to become “the extremely valuable cost” (p. 20). Therefore,
maintaining effective and high-performance employees should be recognized towards
achieving organizational culture in terms of power distance, uncertainty avoidance,
individualism and collectivism, and masculinity and femininity.

One of the leading players in petrochemical sector is IRPC Public Company
Limited, previously known as Thai Petrochemical Industry Public Company Limited
(TPI). The organization has participated in the petrochemical and petroleum business for
more than 20 years. IRPC is a pioneer in the integrated petrochemical industry in the

South East Asia. lIts refinery and petrochemical complexes are situated on its own



industrial estate on the Eastern coast of Thailand in Choeng Nern District, Rayong
Province. IRPC also operates another administration branch located at Energy Complex
Building in Chatuchak, Bangkok. Besides its basic utilities operations, there are necessary
supporting facilities to its business operation including deep-sea port, tank farm and
power plant.

In terms of business, IRPC operates petrochemichfefinery businesses where
petroleum products are also the source of raw materials for the petrochemical plants.
With its oil refining total capacity of 215,000 barrels per day, IRPC is Thailaffd’s 3
largest oil refinery organization. It produces various kinds of refined oil, including diesel,
gasoline, lube based oil, and asphalt.

According to the various economic stimulus planspéeid by governments
around the world throughout 2011, the global economy has shown significant recovery.
To sustain a positive business momentum and to become the Top Quartile Integrated
Petrochemical Complex in Asia by 2014, IRPC has continuously developed its business
plan and strategies. The top management administrators realize that having personnel
with high commitment is an important factor to IRPC short and long term success. The
organization emphasizes “human capital” or “employees” which are regarded as a vital
asset that creates higher value to the organization and keeps the organization taking
leadership as a fully-integrated petrochemical player. Thus, the organization should
realize how to develop and improve the organization in order to motivate and encourage
its employees. In addition, these motivated employees may have strong organizational
commitment by accepting the organization goals, by willing to show their sincerity along
with a full range of knowledge and capabilities of their work. Furthermore, the high-

commitment employees will be the key drivers that enable the organization to achieve the



organization’s goal of being a high performance organization, increase competitiveness

and realize its vision of becoming the leader in Asia’s petrochemical industry by 2014.
As mentioned above, IRPC has recently introduced the organizational

commitment, and feels its necessary to learn how the organizational culture prepares the

organization for taking leadership as a fully-integrated player.

Objectives of the Study
The main objectives of the study are:
1. Explore how organizational culture influences the organizational commitment
of IRPC employees in the Bangkok branch.
2. Investigate three models of organizational commitment regarding affective
commitment, continuance commitment, and normative commitment and determine which

model the IRPC employees fit in.

Significance of the Study

This study can provide information to human reseunanagement to develop
the organization influencing organizational culture on commitment. Human resource
management also could use the results of this study as a guideline to enhance strong
commitment of its employees which will significantly result in reducing turnover and
retaining its strong workforce.

The organization will also continuously grow and d@e more stable with the
loyal employees. The more the employees value themselves as one of organizations’

assets, the more likely they are to stay with the organization.



Research Questions
1. How does the organizational culture influence the organizational commitment
of IRPC employees in the Bangkok branch?
2. Which model of organizational commitment including affective commitment,

continuance commitment, and normative commitment do IRPC employees fit in?

Scope of the Study

The study focuses on how organizations process employees by creating the
effective commitment that transmit beliefs, values, and norms towards employees. IRPC
is selected for this study because it is a pioneer in the integrated refinery and
petrochemical business in South East Asia. Moreover, IRPC has succeeded in petroleum,
petrochemical and other industries with revenue in the amount of 221,611 million baht in
2010 (IRPC Annual Report, 2010).

To answer the research questions, this research aims to study the organizational
culture influencing organizational commitment and the model of organizational
commitment that the IRPC employees in the Bangkok branch fit in.

The target participants of the study have been working for IRPC in Bangkok
branch for at least three years. This is well supported from some of employees stating that
the participants with at least three-year experience with IRPC may have some
commitments to the organization. The questionnaires designed to explore the
organizational commitment were distributed to 228 IRPC employees regardless of
gender, age, and educational level. The participants were asked to participate in this

study, and complete a set of questionnaires.



Definitions of Terms
The definitions of the terms used throughout this study are presented below:

Organizational Culture: a set of values, morals, and understanding of organization
members’ behavior

Organizational Commitment: an attitude that reflects the strength of the linkage between
an employee and an organization, such as feeling and
behavior. Three-component model of commitment,
including affective commitment, continuance commitment,
and normative commitment, can characterize an
employee’s commitment to the organization (Meyer and
Allen, 1991)

Employees: IRPC employees permanently working in the Bangkok

branch during the time of the study



CHAPTER 2

LITERATURE REVIEW

To understand the overall concept of this study, this chapter focuses on related
literature concerning characteristics of organizational culture and models of commitment
in an organization. This chapter reviews four areas including theoretical background of
the concept of organizational commitment, organizational culture and characteristics of

organizational culture, organizational commitment, and related studies.

Theoretical Background of the Concept of Organizational Commitment

It is noticed that commitment in the workplace is continually popular in the
literature on many disciplines including industrial psychology, industrial sociology,
management, business administration and also public administration (Cohen, 2007).

Porter, Steers, Mowday and Boullian (1974) mentioned that the earlier studies on
organizational commitment viewed the concept as a single dimension, based on an
attitudinal perspective, embracing identification, involvement, and loyalty. The
psychological attachment formed by employees in relation to the identification and
involvement with the respective organization also represents as an attitudinal perspective
(Peter et al., 1974).

In addition, Porter et al. (1974) asserted that organizational commitment is a
willingness to exert extra effort on its behalf, and identification with the values and goals
of the organization. Organizational commitment is further referred to an attachment to

the organization characterized by an intention to remain in it. Individuals consider the



extent to which their own values and goals relate to that of the organization; as a result, it
is considered to be the linkage between the individual employee and the organization.

Howard Becker’s (1960) introduced “Side-bet” theory, another perspective on
organizational commitment. This theory was one of the earliest attempts to study a
comprehensive conceptual framework about organizational commitment from perspective
on the individual’s relationship with the organization. According to Side-bet theory, the
relationship between employees and organization are investments or contract of economic
exchange behavior. ‘Side-bet’ refers to the accumulation of investments valued by the
individuals. It is also suggested that committed employees are committed because they
have totally hidden or somewhat hidden investment. Becker also claimed that the greater
the costs and investments which accrue, the more difficult a person disengages from a
consistent pattern of maintaining membership in the organization.

Supporting the “side-bet” theory, Mowday, Porter and Steers (1982) described
organizational commitment as a behavior relating to process by which individuals
become fit into a certain organization. This behavioral aspect of organizational
commitment is explained through calculative or normative commitments. This type of
commitments refers to an employee’s commitment to continue working for the
organization based on the notion of weighting cost-benefits of leaving an organization
(Hrebiniak & Alutto, 1972).

Allen and Mayer (1990) asserted that normative commitment is employee’s
feeling with some obligation to remain in the organization. For example, the organization
may have invested resources in training an employee who then feels a moral obligation to
put forth effort on the job and stay with the organization to repay the debt.

According to the study of Meyer and Allen (1991), it was viewed that

organizational commitment has two dimensions; affective and continuance. The affective



commitment is a positive feeling of identification with attachment and involvement in the
workplace; however, the continuance commitment is the extent which employees feel
committed to their organization by virtue of the costs that they feel concerned with when
leaving.

In sum, three dimensions of organizational commitment are psychological states
that can characterize organizational member’s relationship with the organization. Each
dimension of organizational commitment relates to the employee’s decision in continuing

or discontinuing being a member in the certain organization.

Organizational Culture

Organizational culture has been defined according to a variety of researchers’
veiws. Rachid et al. (2003) and Lund (2003) stated that organizational culture is a set of
key values, beliefs, and behavior model especially the employees behavior, that shape the
significant identity of organization. Recardo and Jolly (1997) also cited that
organizational culture is generally a set of values and beliefs understood and shared by
members in an organization. It can shape and determine the member’s behaviors and the
practices in the organization. Moreover, the organizational culture does not relate to only
thoughts, values, and actions, but also, the combination of organizational employee’s
sharing, learning, and internalization (Lawson & Shen, 1998). It is also observed that an
employee could contribute the success to the organization in various aspects such as
economy, growth, and financial if the employees knows the organizational culture
(Maloney & Federle, 1990).

Besides, the organizational culture can drive the workforce’s behavior and more

importantly influence a large-scale of productivity and operational efficiency. It can



10

control the members’ behavior and can lead to the proper working directions. In short,
organizational culture generally reflects the organization itself (Korwattanasakul, 1996).

Organizational culture is also indirectly influencing behavior by using proper
managerial tools, such as strategic direction, goals, tasks, technology, structure,
communication, decision making, cooperation and interpersonal relationships, and so
forth, which are all designed to do things (Martins & Terblanche, 2003).

In conclusion, in order to become an efficient organization, organizational culture
should be definitely emphasized since it directly affects how an organization can
effectively survive. Moreover, the organizational culture can create the identity among

personnel and commitment to the organization.

Characteristics of Organizational Culture
The current study is emphasizing the variables of organizational culture in
accordance with the cultural framework introduced by Hofstede, an influential Dutch
psychologist and anthropologist. Hofstede’s cultural framework includes power distance,

individualism and collectivism, masculinity and femininity, and uncertainty avoidance.

Power Distance

Power distance is defined as the extent to which the less powerful members of
organizations accept and expect that power is distributed unequally (Hofstede, 2009). It
expresses about working characteristics, parti@pathe relationship between supervisor
and subordinates, and difference in rewards and salary among people who have different
power and authorities.

In organizations with high power distance, the supervisor and subordinates will

never have the same status and will have a high structure with a lot of executive levels.
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The authorities are centralized to few core persons, the subordinates are required to report
to immediate supervisors by cascading or hierarchy which reflects the existential
inequality between higher-ups and lower-downs. For example, people under supervision
expect to be assigned or informed what to do. Supervisors will be the ones who make the
decisions, command or influence subordinates, and encourage their subordinates in
managing things by offering rewards as incentives. It is observed that a big salary gap
system is maintained between management and lower levels. In addition, special
privileges for upper management such as parking spaces, lavatory and private elevators
are provided to represent the status (Hofstede, 1997: 27-30).

For the organizations with a low power distance, supervisors and subordinates
will have equal status. However, the positioning level shows the inequality of roles in
order to be convenient to work with and these roles can be changed. Supervisors can get
along with their subordinates well, encourage their subordinates to coordinate in
managing things and let them have feelings of participation. Furthermore, the ideal of
democratic management exists in the organization. These subordinates are pleased to
make their own decisions by consulting with their supervisors. The final decisions will
be made by the upper management levels, after subordinates obtain the results from

brainstorming among them (Hofstede, 1997: 30-37).

Individualism and Collectivism

Individualism and collectivism is related to the integration of individuals into
primary groups (Hoftede, 2009). It also expresses working behavior, for instance,
working with a team, working alone, and working atmosphere. The relationship between
individualism and working goals include personal time, freedom, and working related

challenge represents the independence from an organization. Whereas, the relationship
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between collectivism and working goals in training, physical condition, and use of skills
represents reliance on the organization (Hofstede, 1997: 51-52).

While an organization which values a culture of individualism, the relationship
between employees and employers is in the form of exchanging benefits to each other.
The individualism organization will reflect its opinion in the form of encouraging
employees to have working independence and containing competition among the
employees. Employees behave in accordance with whatever they are interested in. The
employees, as a result, are assigned to work consistent with their interests. It is believed
that employees are willing to work so that they can receive some benefits, rewards, or
satisfy their needs of both economy and mentality (Hofstede, 1997: 67).

In contrast, for the collectivism organization type, employees will express their
feelings to what their groups are interested even though it conflict with their real feelings.
The organizations encourage employees to work together in groups or teams and
encourage an agreement. Employees rely on one another for coordination and for
cooperation. Supervisors always need their subordinates to present their ideas, opinions
and express agreements. The relationship between employees and employers is in the
form of ethics and morals, and is similar to family relationship. Harmony should always

be maintained and direct confrontations avoided (Hofstede, 1997: 166-171)

Masculinity and Femininity

Masculinity and femininity is related to the division of emotional roles between
women and men (Hoftede, 2009).

The organization which follows the masculinity type prefers the achievement,
heroism, assertiveness, and material success (Hofstede, 1991). Employees seem highly

enthusiastic in competition and have high motivation to become successful. Employees
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concern with reasons rather than feelings, and they are not afraid to make decisions.
Supervisors are expected to be decisive and assertive. People show off their power and
would like to be on top of everything. Employees consider salary, wealth, proficiency,
and challenge to be important while at the same time stress on equity, competitions
among colleagues and performance are found (Hofstede, 1997: 80-96).

In contrast to masculinity, relationships towards supervisors, cooperation, friendly
working environments, quality of work life, and stability of work are considered to be
important for the femininity organization. Employees feel sympathetic for others and
keep good relationships with others emphasizing on correlating relationships and
services. Supervisors solve problems or conflicts with compromise and negotiation, at
the same time they use much endeavor to make harmony in the organization and do not
pay attention to leadership and freedom. Supervisors use intuition and strive for

consensus (Hofstede, 1997: 98, 1984: 200-205).

Uncertainty Avoidance

Another characteristic of organizational culture, uncertainty avoidance, expresses
the characteristics that members in an organization avoid the pressure of uncertainty
things or ambiguous situations. It deals with an organization's tolerance for uncertainty
and ambiguity and indicates to what extent a culture programs its members to feel either
uncomfortable or comfortable in unstructured situations which are novel, unknown,
surprising, and different from usual (Hofstede, 2009). Organization members believe in
culture and a certain system. It is unwise to go against new changes and inventions. Yet,
they trust in the certification and officially accept the word from any profession in any
field. They also respect elders because of their knowledge, intellectualness, age, and

experience. In the organization which has strong certainty avoidance, employers set rules
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and regulations in both formal and informal styles for controlling employees not to break
the rules and regulations (Hofstede, 1984: 132-140).

On the other hand, for organization with weak uncertainty avoidance, employees
work hard when they want to face low pressure at work, and have high motivation to
become successful. Furthermore, the employees in an organization accept high risk and
accept high ambition in their work progress. Conflicts in an organization may be caused
from times to times (Hofstede, 1997: 111-126).

To conclude, it is essential to understand each characteristic of organizational
culture if you want to make changes to how work is done, what type of work is being
done, or at the broadest level, to affect the organization's standing in its industry.
Understanding the organizational culture can mean the difference between attracting and
retaining good employees and keep the best employees with an environment that

encourage, challenge, or reward them.

Organizational commitment

Definitions of organizational commitment include the description by Miller
(2003) that the organizational commitment is a state in which an employee indentifies
with a particular organization and its goal, and wishes to maintain membership in the
organization. Therefore, the degree in which an employee is willing to maintain
membership based on interest and association with organization’s goals and values.
Bateman and Strasser also stated that organizational commitment has been operationally
defined as multidimensional in nature, involving an employee’s loyalty to the organization,
willingness to exert effort on behalf of the organization, degree of goal and value congruency
with the organization, and desire to maintain membership (p. 95). Sheldon (1971) defined

commitments as being a positive evaluation of the organization and the organizations goals.
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According to Buchanan (1974), commitment is a bond between an individual (the employee)
and the organization (the employer), though his own definition of commitment.
Organizational Commitment Model

According to Meyer and Allen (1997), the tri-dimensional model can be used to
indicate employee’s attitudes towards their organization. This model includes affective,
continuance, and normative commitments, which can reflect the organizational

commitment. (See Figure 1)
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Affective commitment

Affective commitment involve with emotional attachment, involvement in, and

identification with the organization. The commitment exists when employees feel happy

to be member of an organization, believe in the organization, and focus on the goal of the

organization (Kanter, 1968 & Mowday et al., 1982).

Role clarity, goal difficulty, goal clarity, job challenge, personal importance,

feedback, dependability and participation are considered to influence the affective
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commitment. Some employees exhibit a strong belief in and an acceptance of the new
organization’s goals and value. This group of employees also exhibits a strong desire to
maintain membership.

It is observed that members in an organization, who is committed to an
organization on affective basis, continue working for the organization because they want
to (Meyer & Allen, 1991). This group of members will stay with organization because of
their personal employment relationship as similar to the goals and values of the
organization (Beck & Wilson, 2000). Affective commitment is also seen to create
“favorable intentions that help preserve and reinforce the relationship” and therefore
plays an important role in the longevity of the relationship (Evanschitzky et al., 2006).

The strength of affective commitment is affected by extending to which the
individual’'s expectations and needs about the organization are matched by their actual
experience (Storey, 1995). Whereas, Beck and Wilson (2000) stated that affective
commitment involves with identification and internalization. Individuals’ affective
attachment to their organization is firstly based on identification with their desire to

establish a rewarding relationship with an organization.

Continuance commitment

The characteristic of continuance commitment is induced as a willingness to
remain in an organization not out of loyalty or innate beliefs (Baker, 1960). The
continuance commitment exists when employees are committed to the organization
because of personal investment such as relationship with co-workers and pension accrual.
The employees will perceive that it is costly to lose organizational membership or

abandon the respective entity such as aborting a project (Meyer & Allen, 1991). Costs
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may be both financial and non-financial (Becker, 1960), lack of alternatives (Hrebiniak &
Alutto, 1972), or binding organizational arrangement (Hartmann & Bambacas, 2000).

The continuance commitment can be defined as an instrument attachment to the
organization, where the individual’s involvement with the organization is based on an
assessment of economic benefits gained. Members in the organization develop the
commitment to the organization because they gain the positive rewards (Beck & Wilson,
2000).

Tetrick (1995) also supported that the profit notion by defining a concept of the
continuance organizational commitment as an exchange framework, whereby loyalty and
performance are offered in return such as material reward and benefits. The need to stay
is profit or return involved with continued participation; however, the termination of
service is a cost associated with leaving.

The strength of continuance commitment, which implies the need to stay, is
determined by the perceived cost of leaving (Meyer & Allen, 1984). Moreover, Best
(1994) described that continuance commitment will be the strongest when availability of
alternatives are few and the number of investments are high. This argument supports the

view that when given better alternatives, employees may leave the organization.

Normative commitment

Finally, a third form of organizational commitment is normative commitment.
Wiener (1982) argued that normative commitment should be viewed as the totality of
internalized normative pressure to act in a way that meets organizational goals and
interests. It can be explained by other commitment, for instance, marriage, family, and
religion. Such perceived feelings generally motivate individuals to behave appropriately

and do what is right for the organization (Meyer & Allen, 1991). Employees with a high
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level of normative commitment remain in the organization because they feel that they
‘ought to’ do so (Meyer & Allen, 1990).

Wienner and Vardi (1980) asserted that the normative commitment is working
behaviors of individuals, obligations guided by a sense of duty and loyalty towards the
organization. In addition, organization members are committed to an organization based
on moral reasons. This group of employees does not develop as strong an emotional
attachment to the organization (lverson & Bulttigieg, 1999: 307-333). However,
employees who possess high level of this form of commitment continue to work
productivity as a result of cultural, familial, and organizational ethics that direct their
behavior (Wiener, 1982).

The strength of normative commitment is affected by accepted rules about
reciprocal obligation between organization and its members (Suliman & Lies, 2000). The
reciprocal obligation based on the social exchange theory suggested that a person
obtaining benefits is under a strong normative obligation or rule to repay the benefits in
some way (McDonals & Makin, 2000). It implies that individuals often feel an obligation
to repay the organization for investing in them such as through development and training.

Three of these different characteristics can reflect different effects on workplace
behavior. Zain, Ishak and Ghani (2009) mentioned that employees’ commitment profile
could be influenced by many factors, one of them being organizational culture.
Moreover, these three different characteristics are a psychological state that either
characterize the employees’ relationship with the organization or has the implications to
affect whether they will continue to work with the organization (Meyer, Allen, & Smith,
1993).

To sum up, these three factors of commitment (-affective, continuance, and

normative-) definitely affect each employee’s behavior: employees’ with strong affective
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commitment will stay with an organization because of the preference; employees with
strong continuance commitment will remain with an organization because of some
benefits; and employees with strong normative commitment will stay with an

organization because of reciprocation.

Related Study

Several studies have been conducted to explore the organizational commitment,
accordingly, research relevant to this study in Thailand is revised and summarized as
follows:

Sangudompaisan (2008) explored the factors affecting organizational commitment
of Thanachart Bank (TBANK) employees and the level of their organizational
commitment towards five aspects including the importance of work, compensation and
fringe benefit, attitude with co-workers, recognition, and career advancement. The results
of the study showed that TBANK employee’s organizational commitment was at a high
level and the two most influential factors influencing their organizational commitment
were the importance of work and attitude towards co-workers.

Another research was conducted to investigate the perception of corporate culture
and organizational commitment of employees in hotel business in Pattaya, Chonburi
Province by Aungkanurakphan (2003). The study revealed that employees had their
organizational commitment at a high level concerning the characteristics of affective
commitment and continuance commitment.

In addition, Phakapongphan (2006) carried out a research regarding a perception
of organizational culture and commitment of 382 operation officers in electronic industry
in Rodjana Industrial Park. The findings revealed that those operation officers had a high

level of organizational commitment. Employees with different of gender, education level,
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marital status had no different perception of organizational commitment. However, age
and period of working were factors affecting their organizational commitment.

The relationship between perception of organizational culture, organizational
commitment and work absence of employees in instrument trading company was
explored by Toyai (2007). The samples of the study were 178 employees chosen by
random sampling. The result from this study showed that employees had perception of
organizational culture at high level, had organizational commitment at high level, and had
work absences at low level. Employees with different gender, age, period of working
time and education level had no different organizational commitment. The perception of
organizational culture was associated with organizational commitment which could be
defined four characteristics consisting of power distance, uncertainty avoidance,
individualism and collectivism, and masculinity and femininity. All characteristics were
positive to organizational commitment.

Yodyimsiri (2009) investigated organizational culture and employees
organizational commitment of the Stock Exchange of Thailand (SET). Three hundred
officers of SET were as samples. The researcher used questionnaires as an instrument for
the study. The result of the research shows that the majority of sample is female, aged
between 28 to 40 years, held a bachelor degree or equivalent, had working experience
more than seven years. Most of the sample had organizational culture at low level in term
of power distance and uncertainty avoidance. On the individualism and collectivism
characteristic, it is at high collectivism level. Organizational culture in characteristic of
masculinity and femininity was at high level on femininity. The level of employees’
commitment was at high level.

In conclusion, the organizational commitment in various business areas has been

studied and revealed some significant results beneficial to some certain business.
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However, based on the researcher’s knowledge, a study concerning organizational culture
and organizational commitment in the petrochemical industry has not been yet carried

out. Since the petrochemical industry currently takes shape as a significant force for
country economy and society, organizational commitment is focused as one of instrument
to drive its workforce to reach the goals. As well as the organizational commitment also
reflects the success of the organization itself. Consequently, this study is attempted to
explore the influence of organizational culture on the organizational commitment of IRPC

employees in the Bangkok branch.



CHAPTER 3

RESEARCH METHODOLOGY

This chapter presents the methodology of the research. It contains three sections:
participants of the study, instrument of the study, and procedures of the study. The details

are as follows:

Participants of the Study

The researcher interviewed a manager in the IRPC human resources management
department for information regarding the current number of IRPC employees working in
the Bangkok branch. It is revealed that there were 547 permanent employees working in
the selected area during the time of the study. In order to obtain the proper sample size,
the researcher employed Yamane’s principle in the study. According to Yamane’s
sample size, the proper sample size of the study should be at least 222. In order to evenly
distribute questionnaire to twelve departments at IRPC in the Bangkok branch, the
participants of the study were 228.

The participants of this study, both male and female regardless of their ages, must
be permanently employed and they must have at least three-years of employment at
IRPC.

Nineteen participants were asked to complete questionnaires for each department.
The convenience sampling method was used to select the participants who were willing to

participate in the study.
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Research Instrument
A set of questionnaires were used to collect the data for the study. The
questionnaire employed in this research consisted of three parts as follows:
Part I: Demographic information of the participants
The first part focuses on demographic information including gender, ages,

educational level, and total years of working as an IRPC employee.

Part Il: The participants’ opinion towards four characteristics of organization culture
influencing organizational commitment

In answer to the first research question, the questionnaire was designed based on
the model introduced by Lau and Idris (2001) with some modifications to suit the context
of this study. The model solicited participants to explicitly identify their opinions
towards each characteristic of organizational culture influencing organizational
commitment regarding power distance, uncertainty avoidance, individualism and
collectivism, and masculinity and femininity. Five statements were provided in each

characteristic, so there were twenty statements for this part.

Part Ill: The participants’ opinion towards organizational commitment

Based on the second research question, the questionnaire was adapted from the
organizational commitment questionnaire or OCQ (Mowday et al., 1979). Nine
statements used in the study explored the employees’ opinions towards three models of
organizational commitment including affective commitment, continuance commitment,
and normative commitment. They also aimed to remain within the organization and

employees’ willingness to put forth more effort on behalf of the organization.
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In part Il and Part I, the participants were asked to provide their responses in the
form of a five-point Likert scale ranged from: 5 (Strongly agree), 4 (Agree), 3
(Moderate), 2 (Disagree), to 1 (Strongly disagree). Five-point-scale of Likert Scale was
designed to use in the questionnaire because it was believed that the odd-numbered scale
provided an option for indecision or neutrality (Markusic, 2009). Therefore, the
researcher designed the questionnaire with a five-point scale.

Since the target participants of this study were Thai IRPC employees and to
ensure the respondents’ clear understanding of the entire questionnaire, the questionnaire
was in Thai language. The questionnaire including a cover letter explained the purpose of
this study and assured the confidentiality of the employees’ responses. The master
project advisor and human resource department managers of IRPC in Bangkok branch
were asked to examine the questionnaire content validity. Accordingly, their comments
and suggestions on the questionnaire were used to revise and develop the research
instrument.

According to Leedy and Ormrod (2005), a pilot test is essential because it can find
out the questionnaire’s validity used for collecting the needed information. Therefore, the
researcher conducted a pilot test before conducting the survey in order to standardize, to
test the quality and efficiency of the questionnaire before it was used in the main study.
For this pilot test, the questionnaires were distributed to 23 employees who were willing
to participate in the test. Participants in the pilot test, representing 10% of the research
target group, were recruited from IRPC in Rayong which was not included in the selected
area in this study. These pilot participants had at least three-years of employment. After
responding to the questionnaire, the twenty-three participants were individually
interviewed for their opinions regarding the comprehension of the statements in the

guestionnaires. Accordingly, awkward questions and ambiguous wording were
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indentified and revised. Finally, the final revised draft was used for gathering data. The
final draft of the questionnaire used in the study was in Thai because the participants of
the study were Thai employees. Furthermore, the English questionnaire was included in

the Appendices according to the requirement of the study program.

Procedures of the Study

Data Collection

The researcher distributed questionnaires to twelve Bangkok department managers
at IRPC in the beginning of the first week in September 2011. These department
managers also distributed the questionnaires to their employees who were willing to
participate in this study on the same day. The data of the study was collected from 228
participants, currently permanent employed and worked for IRPC in the Bangkok branch
for at least three-years of employment. The voluntary participants were asked to
complete and return the questionnaire to their department managers at the end of the
week. After all questionnaires were collected, the data derived from the questionnaires

were verified and analyzed.

Data Analysis

The researcher used the Statistical Package for Social Sciences (SPSS) to analyze
the data gathered from 228 respondents. The outcomes were presented through
descriptive statistics: percentage, standard deviation, and mean. Percentage was used to
calculate and analyze the general information of the participants. The standard deviation

was used to measure the variability of the distribution of a random variable. In addition,
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the value of mean introduced by Pisarnbut (2007) was used for interpretation as follows:
1.00 — 1.80 = Very low
1.81 -2.60 = Low
2.61 — 3.40 = Moderate
3.41 - 4.20 = High

4.21 - 5.00 = Very high



CHAPTER 4

FINDINGS

This chapter presents the findings of the study. The questionnaire collected
demographic information of the participants, four characteristics of organizational culture
influencing organizational commitment, and the participants’ opinions towards

organizational commitment.

Demographic Information of the Participants
This part provides the demographic information of 228 participants regarding
gender, age, educational level, and total years of working as an IRPC employee. The
demographic information data collected are presented as percentages (%) and followed by

a descriptive data. The findings are presented in Table 1 as follows:
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Table 1

Demographic Information of the Participants

General Information N %

Gender:

Male 90 39.47

Female 138 60.53
Age

21-30 years old 34 14.90

31-40 years old 110 48.25

41-50 years old 81 35.53

Over 50 years old 3 1.32
Educational Level:

Bachelor’s degree or equivalent 190 83.33

Master’s degree 30 13.16

Others 8 3.51
Total Yearsof Working asan |RPC Employee:

0-3 years 4 1.75

More than 3 years 224 98.25

Total 228 100.00

Table 1 provides the demographic information of the participants as follows:

In terms of gender, the majority or 60.53% of the participants in this study were
female. The remaining 39.47% of the participants in the study were male.

The data gathered on age and educational level revealed that most of the
participants (48.25%) were between the ages of 31-40 years old, while only 1.32% of
them were over 50. Additionally, 83.33% of the participants graduated with a Bachelor’'s
degree, while 13.16% of them hold a Master’s degree, and the remaining 3.51% of the

participants in the study graduated at a diploma level.
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In regard to the number of years of working as an IRPC employee, almost all of
the participants (98.25%) have been working as IRPC employees for more than three

years.

The Participants’ Opinion towards Organizational Culture

This part explores the opinions of IRPC employees in the Bangkok branch
towards the organizational culture including power distance, uncertainty avoidance,
individualism and collectivism, and masculinity and femininity on organizational
commitment. The standard five-point Likert scale was employed to measure each aspect.
The data gathered in this part were presented in megrekstandard deviations (S.D.)
followed by brief descriptions of the findings. Meang (xere used to describe the
average degree of the participants’ opinions on the influence of organizational culture on
organizational commitment. The mean score was interpreted according to the mean range
introduced by Pisarnbut (2007). The standard deviation (S.D.) indicated the variation in

the distribution of the data. The results are demonstrated in Tables 2 and 3.

Table 2

Characteristics of Organizational Culture Influencing Organizational Commitment

Characteristics of Organizational Culture

I nfluencing Organizational Commitment X S.D. Meaning
1. Power distance 3.32 0.64 Moderate
2. Uncertainty avoidance 3.64 0.53 High
3. Individualism and collectivism 4.07 0.53 High
4. Masculinity and femininity 3.91 0.60 High

Total 3.73 0.47 High
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Table 2 presents the mean score of IRPC employees’ opinions towards the
influence of organizational culture on organizational commitment. The findings reveal
that mean score for all characteristics were rated between 3.32 and 4.07. From the study,
the employees revealed that the overall characteristics of organizational culture
influenced the organizational commitment at high levek(2.73). The table shows that
among the four characteristics, individualism and collectivism rated at the highest level
(x =4.07), followed by masculinity and femininity x 3.91), uncertainty avoidance (x

= 3.64), and power distance & 3.32).
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Table 3
The Participants’ Opinion towards the Influence of Organizational Culture on

Organizational Commitment

Power Distance X SD. Meaning
1. Management properly assigns work to employees 3.46 0.72 High
2. Management fully gives employees the right to 3.67 0.79 High

their own work.
3. Management and employees receive the same 3.14 0.98 Moderate
benefits with no differences, for example, vacation
leaves and training courses.
4. Management is fair with all employees at work. 3.09 0.97 Moderate
5. Decentralization of the organizational structure 3.24 0.72 Moderate
spreads over - every employee is responsible for
their work.

Total 3.32 0.64 Moderate

Uncertainty Avoidance

6. Your organization is stable and sustainable. 4.13 0.67 High

7. Management has the responsibility to help solve 3.60 0.64 High
problems in the workplace.

8. Employees are allowed to work without restraint. 3.65 0.67 High

9. Management encourages employees to have the 3.41 0.79 High
right in making decisions by themselves.

10. Management listens to different opinion at work. 3.43 0.84 High

Total 3.64 0.53 High
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Individualism and Collectivism X SD. Meaning

11. The organization encourages employees to work in 4.15 0.69 High
teams.

12. Employees can share their opinions when working in ~ 3.99 0.64 High
groups.

13. Management and employees realize the organization 411 0.64 High
benefits rather than the individual's.

14. Regardless of what department employees work for, 411 0.59 High
assistance among them is performed.

15. Employees work happily with others. 3.98 0.71 High

Total 4.07 0.53 High

Masculinity and Femininity

16. Employees are satisfied with a better work life. 4.07 0.71 High

17. Employees can balance their private lives and 3.91 0.74 High
working lives.

18. The organization takes care of you well in terms of 4.04 0.64 High
well fare such as visiting employees when admitted in
a hospital, and providing medical benefits for
families.

19. Employees fully have the right to express opinions 3.64 0.76 High
to the organization.

20. Employees are happy in work and have good mental 3.87 0.80 High
health.

Total 3.91 0.60 High

Total of opinionstowar ds organizational culture 3.73 0.47 High

influencing or ganizational commitment

Table 3 reveals the results of the influence of organizational culture on

organizational commitment in each of four characteristic including power distance,

uncertainty avoidance, individualism and collectivism, and masculinity and femininity.
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Regarding the power distance, participants expressed that the power distance
influenced the organizational commitment at a moderate leveB(82). With regard to
the five aspects within power distance, only two aspects were rated at a high level. The
first one explored whether the management fully gave employees the right to plan their
own work (x= 3.67) and the second one investigated if the gemant properly
assigned work to employees£x3.46). Additionally, the participants rated ttber three
aspects at a moderate level. In terms of decentralization, the participants were asked if the
decentralization of the organizational structure spreads over-every employee responsible
for their work (x= 3.24). Additionally, in terms of benefits, therfp@pants were asked if
the management and employees received the same fringe benefits with no diffefences. (x
= 3.14). The last aspect, focusing on the fairness, asked the participants whether the
management was fair with all employees at work (x09).

With respect to uncertainty avoidance, it was found that the uncertainty avoidance
highly affected the organizational commitment(8.64). With the highest mean score,
the participants thought that a stable and sustainable organization could influence their
commitment greatly(x 4.13). Also, in terms of independence of worle, plarticipants
were asked whether they were allowed to work without restramt3(60). While
concerning the supervision, the participants were asked if the management had the
responsibility to help solve problems in their workplace & 65). Additionally, the
employees also rated the other two aspects at a high level in terms of differentiation of
opinions (x= 3.43) and decision making £3.41). As previously mentioned, the
participants were asked whether the management listened to different opinions at work as
well as whether the management encouraged employees to make decisions themselves.

With regard to individualism and collectivism, the participants expressed the view

that the individualism and collectivism influenced their organizational commitment at a
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high level (x= 4.07). Among five aspects within this charactarjst was found that the
organization encouraging employees to work in teams was rated with the highest mean
score {x= 4.15). Furthermore, two aspects in terms of aegdional benefits and
assistance among employees were equally rated with a highlevdl1%). To support
the mentioned findings, the participants were asked if the management and employees
realized the organization benefits rather than the individual’'s. Moreover, the participants
were asked if assistance was performed regardless of what department employees work
for. The participants, additionally, revealed that sharing opinions and working happily
highly influence the organizational commitment. The participants were asked whether
employees could share their opinions when working in groups3(29), and whether
employees worked happily with others £3.98).

Finally, according to the masculinity and femininity characteristics, the overall
IRPC employees felt that the masculinity and femininity highly affected their
commitment {x= 3.91). It was found that IRPC employees wereesxély satisfied with
their better work life {x= 4.07). Besides, in terms of well-fare, the pgraats were
asked if the organization took care of them wek(%.04). Moreover, the participants
thought that employees could balance their private life and working [#€3(21), were
happy in work and had good mental healt+(3.87), and fully had the right to express

opinions to the organization & 3.64).

The Participants’ Opinion towards Organizational Commitment
This part presents which models of organizational commitment regarding
affective commitment, continuance commitment, and normative commitment the IRPC
employees fit in. Based on a five-point Likert scale, the participants were asked to rate

their commitment according to each aspect. The results are shown in Table 4.
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Table 4

The Participants’ Opinion towards Organizational Commitment

Affective Commitment X SD. Meaning
1. Irealize myself to be an asset of the organization. 411 0.61 High
2. IRPC is the best organization to work for. 3.97 0.74 High
3. | have a strong commitment to IRPC and would 414 0.70 High

like to stay with IRPC for the long term.
Total 4.07 0.57 High

Continuance Commitment

4. | would like to be an IRPC employee until retirement. 4.14 0.70 High

5. | have received many benefits from being an IRPC 4.07 0.72 High
employee.

6. There is a sustainable opportunity as well as stability 3.89 0.80 High

in working for IRPC.
Total 4.03 0.66 High

Nor mative Commitment

7. | am willing to dedicate yourself to IRPC. 3.97 0.75 High
8. | am willing to work hard in order to give great 4.00 0.71 High
value back to IRPC.

9. If over-time is necessary then | am willing to do it. 3.81 0.90 High
Total 3.92 0.72 High
Total of opinion towards organizational commitment 4,01 0.57 High

As presented in Table 4, the findings reveal that opinions of IRPC employees
towards the organizational commitment were at a high level. The total mean score on all
aspects was 4.01. One noteworthy observation is that the highest mean score was
affective commitment™(x 4.07), followed by continuance commitment(¥4.03), and

normative commitment (x 3.92).



37

In terms of affective commitment, it is found that the attitude of the majority of
the participants towards the organizational commitment was a high level with the mean
score from 3.97 to 4.14. The findings show that among the three aspects regarding
affective commitment, the participants showed a strong preference to stay with IRPC for
the long term %= 4.14). The employees also expressed that tiseysadongly
recognized themselves to be an asset to the organizatios.{4) and thought that IRPC
was the best organization to work for£>3.97).

With regard to continuance commitment, the overall IRPC employees’
commitment was at a high level £x4.03). With the highest mean score, the employees
revealed that they wished to be an IRPC employee until retirement.4).

Furthermore, the employees agreed that they had received many benefits from being
IRPC employees, and there was a sustainable opportunity as well as stability in working
for IRPC with the means of 4.07 and 3.89 respectively.

Finally, according to normative commitment, the overall IRPC employees
revealed that they were willing to work hard in order to give great value back to IRPC
with the highest level (x 4.00). It is followed by their willingness to dedte themselves
to IRPC (x= 3.97), and their willingness to work over-timeemnecessary (x 3.81).

Overall, this chapter presented the findings of this study conducted to investigate
the influence of organizational commitment of IRPC employees iBaingkok branch.

The participants’ general personal background was indentified. It was found that the
majority of the participants in the study were female with the ages between 31-40 years
old. Most of them graduated at Bachelor’s degree and have been working as IRPC
employees for more than three years.

Summing up, the two research questions posed were answered based on findings.

In answer to question 1, the findings indicate that the characteristics of organizational
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culture in terms of individualism and collectivism exert an extreme influence the IRPC
employees’ organizational commitment. Furthermore, in answer to question 2, the
findings show that IRPC employees have strongly commitment to their organization with
the all models of organizational commitment including affective commitment,
continuance commitment, and normative commitment at a high level.

Conclusion of the study, discussion of major findings, limitations of the study and

recommendations for further studies are presented in Chapter 5.



CHAPTER 5

CONCLUSION AND DISCUSSION

This chapter contains three main sections: conclusion, discussion of the major
findings, and limitations of the study and recommendations for further study. The details

are as follows:

Conclusion

This study attempted to explore the organizational culture influencing
organizational commitment, and the model of organizational commitment that IRPC
employees in the Bangkok branch fit in. The instrument used for collecting data in this
study was a questionnaire composed of three parts: (a) demographic information of the
participants, (b) four characteristics of organizational culture influencing organizational
commitment, and (c) the participants’ opinion towards organizational commitment. The
participants of this study were 228 IRPC Thai employees working in the Bangkok branch.
The study was conducted in September 2011, and the data from 228 returned
questionnaires were analyzed by using the Statistical Package for Social Sciences (SPSS)
to indentify the organizational culture influencing organizational commitment of
employees, and to answer the research questions of this study. The details of the findings

are as follows:
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Discussion of the Major Findings
The following presents a discussion of the major findings in accordance with the

research questions.

Research Question 1: How does the organizational culture influence the organizational
commitment of IRPC employees in the Bangkok branch?

Regarding the first research question, the employees were asked to indicate their
opinions toward organizational culture including power distance, uncertainty avoidance,
individualism and collectivism, and masculinity and femininity. Overall, the study found
that the organizational culture highly influences the organizational commitment.

According to the study, the results indicated that the individualism and
collectivism was perceived as a dominant characteristic of organizational culture since
there was a strong association with employees’ organizational commitment. IRPC
employees thought their organization greatly encouraged its employees to work in teams.
Moreover, the management and employees both worked towards organization benefits
rather than the individual’s, and regardless of what department employees work for,
assistance was also performed.

Regarding individualism and collectivism, it is the fact that the individualism and
collectivism is associated with the integration of individuals into primary group. The
findings showed that teamwork was considered to be important, which may be plausibly
resulted from the fact that the IRPC management constantly encourages employees to
interact with other co-workers and promote teamwork culture. Among employees, it is
believed that each co-worker might be helpful to achieve work goals of one another. As a
result, being friendly and supportive co-workers possibly leads to an effective

organizational commitment. Generally, working in teams is increasingly important to
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productivity; it facilitates the meeting of affiliate needs within the workplace and has
been directly connected to organizational commitment. Therefore, based on the findings,
to strengthen an organizational commitment, IRPC management should allow employees
to brainstorm and share their ideas together. Consequently, the organization could
possibly gain some fruitful and significant outputs from them. In addition, the
management should place emphasis on the internal communication and value group
working to promote knowledge and understanding of the vision and core values of the
organization. This may help the IRPC human resource management department motivate
its employees to perform their work efficiently within the scope of their responsibility and
help enable the organization to achieve its goal of being a high performance organization.

According to the employees’ attitude, the results showed that IRPC employees
shared their opinion when working in groups and worked happily with others. It was
consistent with the IRPC policies and practices that emphasize on promoting knowledge
management and enhancing working happily practice. IRPC management, furthermore,
believes that happiness in everyday work is the beginning of creating new products and
innovation. It can be assumed that IRPC employees regularly share and happily learn not
only inestimable know-how, but also effective working procedure from each other. It is
well supported by the interview with IRPC human resources (HR) department manger
stating that the employees are capable of maintaining self development which is a crucial
factor driving the organization towards being a knowledge-based organization and
achieving its goals in the future.

The results of the study were consistent with the findings of Yodyimsiri's study
(2009) emphasizing an organizational culture and employees organizational commitment
of the Stock Exchange of Thailand (SET). Yodyimsiri concluded that the organization

should focus on organizational culture in terms of individualism and collectivism. She
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also recommended that the management should allow employees to voice their opinions
on work and taking part in planning organization event. In addition, teamwork and
assistance among co-workers should be promoted. This is well supported by Hofstede’s
theory stating that the organization with individualism and collectivism characteristic
usually encourages employees to work cooperatively together in groups, and the teams
regularly rely on one another for cooperation. Therefore, it can be plausibly assumed that
individualism and collectivism characteristic can strongly affect employees’
organizational commitment.

In addition, the study revealed that among the four characteristics of
organizational culture influencing organizational commitment, masculinity and femininity
was also highly influential. IRPC employees felt highly satisfied with their working life
and they thought that the organization took care of them well in terms of welfare such as
visiting employees when admitted in a hospital, and providing medical benefits for
families.

Regarding uncertainty avoidance, the findings indicated that it also highly
influenced IRPC employees’ organizational commitment. The employees thought IRPC
was a stable and sustainable organization, and they felt highly satisfied to be allowed to
work without restraint. This may be because allowing the employees to set their own
work-plan and goals allows them the opportunity to challenge themselves.

In terms of the power distance characteristic, the mean score indicated that it had
moderate influence on the employees’ organizational commitment; especially employees
thought that the management was moderately fair with all employees at work. It can
plausibly be explained by the fact that the large numbers of mor& 0@ IRPC
employees are individually different in terms of genders, ages, levels of education, or

durations of employment, and each individual can possibly have different needs.
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Therefore, the management cannot serve every need of each employee. As a result, the
decisions made by the management may not satisfy every employee, and the
dissatisfaction of some employees can plausibly occur. Additionally, with regard to the
fringe benefits, the employees claimed that there were moderate differences between
management and employees, for example, numbers of days for vacation leave and
chances of having training courses. The findings of the study were consistent with
Hofstede’s theory stating that an organization with power distance characteristic will
express by differences in rewards, benefits, or salaries among people who have different
power and authority. Consequently, the power distance can affect the IRPC employees’
organizational commitment at some certain level.

According to the findings in answer to the first research question, it can be
concluded that organizational culture in terms of individualism and collectivism greatly
influences the organizational commitment. Working in groups and realizing the benefits

of organization play an important role for IRPC organizational culture

Research question 2: Which model of organizational commitment including affective
commitment, continuance commitment, and normative commitment do IRPC employees
fitin?

To address the second research question, the employees were asked to indicate
their opinions towards organizational commitment including affective commitment,
continuance comment, and normative commitment. The findings regarding this question
are discussed as follows:

According to the findings, it is revealed that IRPC employees suitably fit in all
models of organizational commitment including affective commitment, continuance

comment, and normative commitment.
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In terms of affective commitment model, the mean score indicated that IRPC
employees suitably fit in this model which Meyer and Allen (1997) considered as the
most desirable form of commitment in enhancing organizational effectiveness. The
findings showed that IRPC employees thought they were extremely essential for the
organization as assets. This may be resulted from the fact that IRPC management
recognizes the importance of human resource management and the developing human
capital. Evidently, this is well supported by the interview with the IRPC human resource
(HR) department manager. He stated that the management greatly values employees and
sees them as a crucial factor affecting the growth of the organization in a highly
competitive market environment. The HR department manager also cited that IRPC
constantly trains, reviews, and develops its personnel so that the employees are able to
adapt themselves to become proactive, also raising their efficiency and professionalism.
Besides, most of IRPC employees are not only trained and mentored by their supervisor
in on-the-job trainings, but also have courses specific to their working areas. Therefore,
these training courses may benefit employee’s working skills and capabilities to enhance
professionalism in their respective field of work including decision making, managing,
and developing. The HR department manager additionally revealed that IRPC regularly
encourages its employees in an educational aspect. An education fund is supported for
employees to continue their studies in Master and Doctoral level in areas relating to the
organization business. The support in education, consequently, helps motivate employees’
strengths which can be applied to their jobs which directly affect to the organization
achievement. As a result, it may be assumed that IRPC employees may be satisfied to
work in the organization because they are highly encouraged and motivated to maintain

good performance.
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Additionally, the findings indicated that among aspects regarding to the affective
commitment, employees considered IRPC as the best organization to work for. It may be
assumed that IRPC employees feel secure working in this organization, become
emotionally attached to it, and enjoy continuing membership of the organization. This
may be resulted from the sustainability and reliability of the organization in terms of
business competiveness and the growth of organization which highly influencing
employees’ commitment. It is plausible to explain that IRPC employees have strongly
believe in the organization potential and corporate efficiency, and strong commitment to
organization goals. This is well supported by the IRPC annual report (2010), for instance,
in 2010 the top management has implemented a new policy goal that is to be a Top
Quartile Integrated Petrochemical Complex in Asia by 2014. The given policy plays an
important role in motivating employees to fully work on their jobs. In terms of the
preference to stay with the organization, IRPC employees wished to work with the
organization for the long term and they exhibit a strong desire to maintain their
membership of the organization. They may willingly perform their duties with their
dedication and diligence to reach the organization success. It is suggested that while the
business of the organization is continuously growing, the advancement of employees to
enhance sustainable growth should be continued.

Concerning the continuance commitment, the study revealed that IRPC employees
also fit well in this model referring that employees are willing to remain with the
organization because of personal investment. The results indicated that IRPC employees
strongly prefer working for the organization until retirement, and theyght they
received many benefits from being IRPC employees. This is well supported by the
interviews with some of the IRPC employees, stating that IRPC provided many fringe

benefits for employees such as shuttle bus, uniform, accommodation, monetary fund,
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bonus, life insurance, and medical service. The employees asserted that they valued close
working relationships with co-workers, career investments, years of employment,
involvement in the community in which the organization is located, and other benefits
that made them too hard to leave and seek employment elsewhere. The findings are
consistent with Becker’s study (1960) claiming that the continuance commitment exists
when employees are committed to the organization because of personal investment in the
form of both transferable and nontransferable investments. In addition, the study is also
consistent with Aungkanurakphan’s study (2003) on the perception of corporate culture
and organizational commitment of employees in hotel business in Pattaya, Chonburi
Province. She cited that employees who properly fit in the continuance commitment
model may stay in the organization because they thought it was a sustainable opportunity
and had stability in working.

Besides affective commitment and continuance commitment, it was revealed that
IRPC employees fit in the normative commitment. According to Allen and Mayer (1990),
the normative commitment involved a feeling of moral obligation to continue working for
the organization. The findings indicated that IRPC employees were willing to work hard
to give great value back to the organization and to dedicate themselves to IRPC.
Additionally, the results showed that if working over-time was needed, IRPC employees
were willing to do so. It can be plausibly explained that normatively committed
employees felt that they ought to remain working with the organization because of a
feeling of indebtedness or need for reciprocity (Allen & Mayer, 1990). This is well
supported by the interview with the HR department manger stating that success was not
merely about commercial gain, it is also about what IRPC employees can give back to the
organization. He asserted that IRPC employees put the best of their efforts and energy

into making IRPC of today better than it was yesterday. Moreover, these employees
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consistently collaborated with and supported projects of IRPC to achieve sustainable
business growth, and to drive for a better future footiganization.

In brief, IRPC employees fit well into all of organizational commitment models
including affective commitment, continuance commitment, and normative commitment.

It can be resulted from the sustainability of business administration and the reputation of
the organization. It can be summarized that ones whose attachment is the affective
commitment strongly feel safe to work with IRPC and enjoy continuing membership in

the organization. Those with continuance commitment may remain with the organization
out of need or to avoid the perceived cost of leaving which can be both financial and non-
financial. Finally, the employees who are normatively committed will remain in the
organization because they feel they ought to behave appropriately and do what is right for
the organization.

To conclude, IRPC employees realized that organizational culture in terms of
individualism and collectivism has strongly influenced their organizational commitment
especially teamwork and assistance among co-workers. To strengthen this organizational
commitment through the organizational culture, IRPC should strongly encourage
supportive teamwork because having friendly and collaborative co-workers possibly lead
to an even higher level of job satisfaction and result in high commitment to the
organization. In terms of organizational commitment, all models of organizational
commitment including affective commitment, continuance commitment, and normative
commitment were highly considered by the employees who fit well in the models. To
maintain high levels of organizational commitment, IRPC should consider its employees
as the key aspect leading to success with the aim of improving the quality of staff at all

levels.
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Limitations of the Study and Recommendations for Further Studies

Limitations of the study including recommendations for further studies are as
follows:

1. One limitation of this study was that it was conducted in a certain branch of a
company. It was limited to a small group of employees since the study recruited only 228
IRPC employees. Therefore, the results might not represent the organizational
commitment of all IRPC employees. Further studies could investigate in all branches
located in Samutprakarn, Ayuddha , Rayong, and Chumporn province to effectively
generalize the overall commitment of the organization.

2. The current research employed a closed-ended questionnaire focusing on the
organizational culture influencing organizational commitment; consequently, it may not
provide in-depth results. Conducting an in-depth and open-ended questionnaires, and/or
short interviews with employees are recommended for further studies as they would
effectively capture more personal employee perspectives on the influence of
organizational culture on the organizational commitment.

3. This study focuses on the influence of organizational culture on the
organizational commitment, so it is recommended that future research should explore
employees’ behavior and/or employees’ satisfaction with their job which are resulted
from the organizational commitment. This may help the organization efficiently and

effectively reach its goals by other aspects.
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QUESTIONNNAIRE

OPINIONS OF IRPC EMPLOYEES IN THE BANGKOK BRANCH TOWARDS

ORGANIZATIONAL CULTURE AND ORGANIZATIONAL COMMITMENT

This questionnaire is designed to explore the opinions of IRPC employees towards
organizational culture and organizational commitment. Your information would be very
helpful. It will be used as a guideline for the IRPC human resource management department
in motivating and developing employees’ commitment to the organization.

Please give your opinion for every statement. This information will be used only for

this study and will be kept strictly confidential. Thank you very much for your cooperation.

Part 1 Demographic Information of the Participants

Directions: Please mark ¥'in the ( = ) or fill the answer that is the most suitable to you.
1. Gender:

() Male (+ ) Female
2. Age:

.................. yearomiie.. . ....[NCNLIS

3. Educational level:
() Bachelor’s degree or equivalent
() Master degree
( )Other(please Siecily) sumamramsrammmasnnsms
4. Total years of working as an employee in IRPC in the Bangkok branch:

.................. YEArS: s ONENE
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Direction: Please mark v'in the () or fill the answer that is the most suitable to you and level

your opinion from 5 to 1.

(5) = strongly agree (4) = agree (3) = moderate (2) = disagree and (1) = strongly disagree.

Organizational Culture

Level of your opinion

Power Distance e o]l ] o
1. Management properly assigns work to employees
2. Management fully gives employees the right to plan their own
work.
3. Management and employees receive same fringe benefits with
no differences, for example, vacation leave and training course.
| 4. Management is fair with all employees at work. .
5. Decentralization of the organizational structure spreads over — "N
every employee is responsible for their work.
Uncertainty Avoidance 1@lelelo

& Eid o]
6. Your organization is stable and sustainable.

7. Management has the responsibility to help solve problems in

the workplace.

8. Employees are allowed to work without restraint.

9. Management encourages employees to have the right in

making decisions by themselves.

10. The management listens to different opinion at work.

dividualism and Collectivism T

C)

“)

. The organization encourages employees to work in teams.

12. Employees can share their opinions when working in groups.

13. Management and employees realize the organization benefits

rather than the individual’s.

14. Regardless of what department employees work for,

assistance among them is performed.

15. Employees work happily with others.
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Organizational Culture Level of your opinion

Masculinity and Femininity ) ) T ) 1 R 2 )

16. Employees are satisfied with a better work llfe

17. Employees can balance their private life and working life.

18. The organization takes care of you well in terms of welfare
such as visiting employees when admit in a hospital, and

providing medical benefits for families.

19. Employees fully have the right to express oplnloﬁs to the |

organization.

20. Employees are happy in work and have good mental health.

Part3 Organizational Commitment of IRPC employees in the Bangkok branch
Direction: Please mark v'in the () or fill the answer that is the most suitable to you and level
you opinion from 5 to 1.

(5) = strongly agree (4) = agree (3) = moderate (2) = disagree and (1) = strongly disagree.

Organizational Commitment Level of your opinion

Affective Commitm A1 F DWW Ofere

1. I realize myself to be an asset of the organization.

2. IRPC is the best organization to work for.

3.1 have a strong commitment to [IRPC and would like to stay

with IRPC for the long term.

Confinuance Commitmen L, “ =, ... ° __® | & | ® [ @ [ O

4. 1 would like to be an IRPC employee till retirement.

5. I have got many benefits from being an IRPC employee.

6. There is a sustainable opportunity as well as stability in working
for IRPC.

Normative Commitment [ GO [ @ | O | @ | @

7. You are willing to dedicate yourselfto IRPC.

8. You are willing to work hard to give great value back to IRPC.

9. If over-time is necessary then you are willing to do.

Thank you very much for your time and cooperation.
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Table for Yamane’s Sample Size

Population Number of Sample
100 81
125 96
150 110
175 122
200 134
225 144
250 154
275 163
300 1%
325 180
350 187
¥ 194
400 201
425 207
450 o4 g7
500 922

e 600 Y o
700 255
800 267
900 DT R

1,000 286
2,000 389
3,000 353
4,000 364
5,000 370
6,000 375
7,000 378
8,000 381
9,000 383
10,000 385
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