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The Factors Affecting Employees’ Organizational Commitment

and Work Behaviors in Thai-Japanese Joint Venture Company

Praphan Chaikidurajai
Navarat Sornsuriya

Graduate School, Sripatum University

ABSTRACT

Company. This analyze stanstrcs are frequencies. percentage. means standard devnatron independent

sample tes analy5|s of varrance(F test) and Pearson's correlatlon boer‘ﬁcrents These findings are the

employees organrzattonal commitment in Thai- Jap’mese Jomt Venture Company is moderate level.

z
i

Personal charactenstrcs in terms of income and tenure at pnesent company only affect organizational

mltment Job characteristics . m terms of \ob related independence and freedom. job variety.

opportum’nes to interact with people and opportunrtres for advancement are related to employees’
organizational commltment an "work oxperrences in terms of organization stability and creditability.
dependable organrzatlon E’and amtudes toward peers and organization are related to employees'
organlzatrogal commrtment in Thar -Japanese Joint Venture Company. In addition. organizational
commr’fment rn terms of confidence and acceptance to goal and value of organization. willingness to
provrde aH efforts for organizational benefits and strong desire to be organizational membership are

related to employees” work behaviors in Thai-Japanese Joint Venture Company also.
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INTRODUCTION

Human is the most imporfant resources in
the organization. The management in each
organizations try to retain their talents who are able
to work effectively and efficiently and to stay at their
organization for a long time. Therefore. human in the
organization as human capital are the most valuable
resources to the organization. Human with
competency-based management can provide
productivity to the organization and make it survive
and sustainable.(Thongsri.
efficiency of the employees is enhanced, the mo

goals of the organization can be achieved. So

management should recognize their emp|oyees needs 2

and link them and rewards to thelr performance it

the management can prov1de thelr employees job

satisfaction and org \aﬁonall%commltment they will

be energet}o and canw f‘(hleve the organization goal

(VlChal 992 11 1)

1993: 151). The more .,

dont have any 0 gantzatlonal commitment, there would

The management is art of work‘ﬂx

Steers and Porter (1983:443) said that
organizational commitment is deeper feeling than job
satisfaction. When employees have organizational
commitment, they would be pay attention to do the
job efficiency. Thus, the different efficiency and
effectiveness of employees performance that lead to
different service quality are associated with the

different levels of organlzatlonal cornmnment if

organizational members hav‘

‘hlgh ‘levels of the

organizational commrtment they-have high employee

mvolvement and follow through organizational rules

and regulat ons % »0n the other hand. if employees

e happen some inapproptiate behavnors such as

vhlgh turnover, high absenteeism or work late\ess efc.

In addition. the organizational commltment can prednct

the turnover rate better than the JOb satlsfactlon

{AW\fh and ’through other people by coordinating. and SN

........

Siriporn Phongsriroj, 2000: 258)

people can be compared w hsthe dlfference of each

The dlfference of each

chemical substance the execuhves were regarded,
_._‘therefore as the Chemlsts mlxmg and inventing the
b;\.xe‘rﬂment and compa’uble chemical substance in terms
‘of\ poth people and organizational objectives. The
e;ecutives should understand each employees
characteristics and capacity as same as the chemists
mix the qualifications of each chemical substance in
order to achieve the employees’ performance and
organizational goals (Karnchanat Ruangwarakorn,
2003:237). "

‘tegratmg their work activities in order to acoomperh"“’;

. forganizational goals (Peter Drucker.. 1954 cnted in Objectives

1. To explore employees’ organizational
commitment in Thai — Japanese Joint Venture

Company.

2. To study the factors affecting the

employees’ organizational commitment in

Thai — Japanese Joint Venture Company.

3. To study the organizational commitment is
associated with work behaviors of the employees in

Thai — Japanese Joint Venture Company.

Journal of Global Business Review ® Volume 9 February, 2007



Literature Review

There are many theories of organizational
commitment. The first theories proposed by Steers
(1977) that a model of organizational commitment
focuses three components. The first component is
the factors affecting the organizational commitment
in terms of three groups. The first group is the personal
characteristic such as gender, age, educational level,
marital status, income and tenure at present company
etc. The second group is the job characteristics such
as job-related independence and freedom., job variety.
opportunities to interact with people. feedback and

opportunities for advancement etc. The third group is

the work experiences such as organization sta\t;i’ifi/ty?\

and creditability, expectation to be respo

their organization, dependable orgamza‘clon and

attitudes to peers and; ”'gamzatron:ftc The second

Commltment such as

component is orgamzatlonal

N

conﬁdence and acceptance To goal and value of

is outcomes of commitment in aspect Qf desrre to’f

work in the organlzatlon mtent“; 0 \l|ve in the

organization, employee retenilo n’the organization,

gomg to- work and‘ mployees performance The
second the nes proposed by Mowday, Porter and
Steers (\1 982) that organizational commitment focuses
only on affectlve commitment. Moreover. factors affect
organizational commitment as follows: personal
characteristic. job characteristic, work experience and
structural characteristic in which work experience affect
the most affective commitment. The third theories
proposed by Allen and Meyer (1990) that organizational
commitment has three different components: affective

commitment, continuance commitment and normative

o e i et i g =

" é‘e‘«from

e

commitment. According to Allen and Meyer (1990),
affective commitment is the employee’s emotional
attachment to, identification with, and involvement in,
the organization. Continuance commitment is based
on costs that employees associate with leaving the
organization's feelings of obligation to remain with
the organization. The fourth theories proposed by
Thomson and Mabey (1994) that there are the

antecedent factors and consequences of the

ntecedent factors

organizational commltment

of the organlzatlonal . m‘mitme"nt are personal

vanab|es task vanables ‘supervrsory variables, freedom

of**chome match of..expectatrons to assessment

commltment a"‘ deftned by Steer (1977). Mowday,
“-""Porter and Steers (1 982) and Thomson and Mabey
‘(1994) ‘

Earlier researchers by Hrebiniak and Alutto
(1972) supported the personal characteristics such
as gender, age, educational level and marital status
affected organizational commitment. Moreover.
Buchanun Il (1974) found that personal characteristic
such as seniority and tenure at present company
affected organizational commitment and Arree (1997)
found that work company affected organizational
commitment too. Therefore, the first hypothesis in

this study is:

H1 : Personal characteristics as follows:

gender, age, educational level, marital status, income,

Journal of Global Business Review ® Volume 9 February, 2007
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tenure at present company and work company affect

the organizational commitment.

Orawan (2001), Varaphen (2001) and Keesti
(2000)

characteristics and organizational commitment .

analyzed the relationship between job
They
showed that there were the relationship between job
characteristics and organizational commitment
especially Orawan (2001) indicated that job
characteristics such as job-related independence and

freedom, opportunities to interact with people,

feedback and opportunities for advancement

influenced on the organizational commitment:

Moreover. Varaphen (2001) found that jt}

In addition. Varaphen (2001) found that work
experiences in terms of dependable organization and
attitudes to peers and organization were related to
the organizational commitment. Moreover, Oraphin
(1999) found that work experiences in terms of
expectation to be response from their organization.

dependable organization and attitudes to peers and

Therefore the thlrd hypothesrs in this

commitment.

study is:

characteristics in terms of job-related mdependenc :,_

and freedom, job variety, opportunf es to rnteract"

with people and feedbaok were posrtrvely ‘related to

the organizationg ,c,,om‘mrtm‘e t Thus the second

hypothesis in this \stud:y s

kN
5

\ mrﬂependence and freedom. job variety, opportunltreS\-v—v»

* for advancement will be related to the orgamzaﬂonal

commitment.

@rawan (2001) Varaphen (2001), Keesri (2000)

in | 999) analyzed the relationship between

Work experlences and organizational commitment.
They showed that there were the relationship between
work experiences and organizational commitment.
Keesri (2000) indicated that work experiences in terms
of organizational stability and creditability influenced
Orawan (2001)

indicated that work experiences in terms of

on the organizational commitment.

dependable organization and attitudes of employees

influenced on the organizational commitment also.

orqamzational eﬁectrveness

interact with people. feedback and opportumtresu

,ganlzatlonal commitment and
They found that the

\\\\\

) ;Job characterrstlcs as follows: Job-related\“\‘ \more organlzatlonal commitment in which employees
: have ‘the more involvement and productivity in which

employees provide and the less absence. work late

and intention to quit in employees provide also.
Vipada (2003) studied the relationship between
organizational commitment and employees’ work
behaviors. She found that organizational commitment
in terms of willing to provide all efforts for
organizational benefits affected employees’ work

behaviors. Thus, the fourth hypothesis in this study is:

H4 : The organizational commitment will be

related to the work behaviors.

Journal of Global Business Review @ Volume 9 February, 2007



Definition of Terms

The following terms are defined in the context

in which they are used in this study.

Personal characteristics include gender.
age. educational level. marital status. income, tenure

at present company and work company.

Job characteristics include job-related
independence and freedom. job variety. opportunities

to interact with people. feedback and opportunities

for advancement.

that reqﬁ"e knowledge ablhty skills, expertise and

%,
AN

techques e{c

Feedback is deﬂned as job characteristic

requmng feedback to make the employee realize

about their performance.

Opportunities for advancement is
the chance to be promoted to the more important
position of the organization and have opportunity to
knowledge, skill and expertise development in present
job in which is measured by assignment to more
important job requiring more knowledge. ability and
responsibility, opportunity to be promoted to higher

position etc. : v

Work expenences mclude organlzatlonal
stability and credxtabmty expectatlon to be response

from the|r organlzatlon dependable organization and

atn udes to '-peers and orgamzatlon

'/Organizational stablhty and

\'Credltablllty are the perceptlon of/employees that;-f_‘

their organization is accepted and credltable to the
people from outSIde in terms f_l ‘stable and effective

organization.

thelr orgamzatlon is the desire of employees to
. be satisfied by their organization such as career path

and development etc.

Journal of Global Business Review ® Volume 9 February, 2007
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Conceptual Framework

Individual demographics

Gender

Income

Age

Tenure at present company

Educational level
- Work Company

- Marital status

g
%

;ob related independence and freedom }

job vanety

‘ ’"'.,Work\ expenences

&
o

\Organlzatlon stability and credltablhty

Expectation to be response from their
organization
- Dependable organization

- Attitudes to peers and organization

Work behaviors

- Absence

- Work late

- Employee involvement

- Follow through organizational
rules and regulations

- Intention to quit

Journal of Global Business Review ® Volume 9 February, 2007




Dependable organization is the
employees perception to their organization could be
response for physiological needs of human in terms

of enough compensation and benefits etc.

Attitudes to peers and organization
are the employees feeling to peers and the overall

organizational environment.

Organizational commitment is the
employees feeling in terms of believe and strong
acceptance to organizational goal, to pay all their

effort to the organization as the organizational

representative and to maintain the organizational

membership that measure confidence and acceptance»_‘f_

to be organizational me""i}’bershlp NG

Confidence and acceptance of goal
and, value of organlzatlon are the agreement or

g\drsagreemem on the goal and value established.- by

thefo g hization.

Willingness to provrde ala efforts for
the orgamzatlonal beneﬂts are their mental
power labor and trme devotlon in order to achieve

the orgamzatronal goals by willingness.

/

\"Strong desire to maintain the
organizational membership is the desire to work
as one of the organizational membership without any

feeling to leave from their organizational membership.

Work Behaviors are defined as the actions
of employees’ performance including absence . late
for work, employees involvement. follow through the

organizational rules and regulations, intention to quit.

Absence means the employees don't go

to work dependent on various reasons.

ctrvrtres With other persons. paying attention to the Y

work dont avoid organizational job or: rettrng others i

" work alone, joining orgamzatronal actrvmes and‘}

devoting their private tlme to do the specral

organizational jobs. _

Fo!low through organizational rules

and reguiatlons means the willing to do rules and

\‘reguratlons established by the organization without

any break the rules such as work time record. holidays.

off days and work within the organization.

Intention to quit is the employees making

decision to leave their organizational membership

Journal of Global Business Review @ Volume 9 February, 2007
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METHODOLOGY
Population and Sample

Population consists 369 employees in two Thai — Japanese Joint Venture Companies as follows: TOA-
SANKYO Industries Ltd. and Thai DNT Paint Mfg. Co., Ltd. The sample size is calculated by Taro Yamane
formula (Thanin, 2005:61-62) as follows:

le study to collect the data. Additionally, the

rs also study from the related journal and carefully developed a questionnaire to ensure its content
’ With

Lo

lnvome tenure at present company and work company. The second part measures the job characteristics
and work experiences. The third part measures the levels of organizational commitment and the fourth paﬂ
measures work behaviors. The study used a quantitative method using a questionnaire consisting of questions
that measure the attitudes of respondents.  The 5-point Likert-scale has been used. (scale running from

1-5: 1 is the least: 5. the most for positive questionnaires items and 1 is the most: 5. the least for negative

questionnaires items)

The total scores are interpreted to 5 levels of rating scale (Thanin, 2005:358) as follows:

Journal of Global Business Review ® Volume 9 February, 2007



Average Score Interpretation
1.00 — 149 Lowest Level
150 - 249 Low Level
250 -349 Moderate Level
350 - 449 High Level
450 - 5.00 Highest Level

personal characteristics. Mean and standard deviation t desm rbe the ;ob charactenstlcs work expenences

and levels of organizational commitment and work beha\ ¢ .J'\"he hypotheses were tested by mdependentx

samples test for different analyze of two group mdependent samples. For examples, gender and work‘: ;

For instances. age. edu atlonal Ievel mantal status, income and tenure at present Eompany af‘fect organlzatlonal

comm:tment. Wxth regards to the relationships between ]Ob charaotenstics Work expenences the organizational

. ./

Very High Correlation

High Correlation

Medium Correlation

Low Correlation

Very Low Correlation

A relationship with a statistical significance of at least .05 is accepted.

Journal of Global Business Review ® Volume 9 February, 2007
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RESULTS AND DISCUSSION

The results show 192 samples and study

findings can be concluded as follows:

1. From an analysis of the frequencies and
percentage of the respondents, it was found that 129
(67.2%) were males and 63 (32.8%) were females.
In terms of age. the sample consisted of 120 20-30
years (62.5%). 59 31-40 years (30.73%). 11 more
than 40 years and 2 less than 20 years (1.05%). For

educational level. 126 (65.6%) have lower than the
bachelor degree, 65 (33.9%) have the bachelor degree:f-'
and 1 (0.5%) have higher than the bachelor degreev \‘

For marital status. 106 respondents were- unmarned;
(55.2%) and 82 were martied (423’%) wrth the

remaining 4 (2.1%) being erther drvoroed or widowed.
Regarding incom&-91 (47 4%) have léss than 10,000
baht income, 76 39, 6%) fiave 10.000-20.000 baht

rncome 20001 30000 baht income and 6 (31%),,,

\,than 30 000 baht income.

\“\tenure'at present company, 77 (401%) have 1 3

years tenure. 76 (33.6%) have ‘more ’rhan ’3 years

tenure and 39 (20.3%) have IeS° “rhan a year The
respondents came from two work company as follows:
95 TOA- SANKYOJndustnes Ltd (49.5%) and 97 Thai

DNT Paint Mfg oo 1td.(50.5%).

Y ',_/,.xg'l'xherrespondents survey reflect the fact that
th"eﬁrnajonty of employees at TOA-SANKYO industries
Ltd. and Thai DNT Paint Mfg. Co., Lid. were male,
26-30 years old, lower than bachelor degree
educational level, single, less than 10,000 baht income
1-3 years and over 4 years tenure at present company.
It may be employees at TOA-SANKYO Industries Ltd.
and Thai DNT Paint Mfg. Co., Ltd. as the manufacturing

in heavy industries in which need male labor more

In terms of‘\

than female labor. They need youth and work aged
and use labor intensive and stay at the company for

a moderate time period.

2. From an analysis of the mean and standard
deviation of the respondents, it was found that mean
and standard deviation value for overall job
characteristics are at a moderate Ievel (X = 3.15,
SD = 0.32).
that the employees sEore the hrghest on opportunities
e}(X 345 SD = 0.52) followed
by JOb related rndependent and freedom ( X = 341.

In terms of eacn aspects it was found

1o interact wrth p

%D : 057) understandmg of job procedures
"x(X 31? SD = 0.44), opportunrtles for advancement

value for overall vvo‘”r.k ekperiehces’/are at a moderate
level (X=3.26.5D =0.39).
rt was, found that the organizational stability and

In terms of each aspects

odrtabllrty score is at a high level (X = 3.78.

SD - 0.68). while employees scores on dependable

organization, expectation to be response from their

organization and attitudes to peers and organization
are at a moderate level ( X = 3.26. SD = 0.51:
X = 304, SD = 055 and X = 3.03. SD = 046

respectively). Mean value and standard deviation for

]

1t

overall organizational commitment are at a moderate
level (X=3.22. SD = 0.30).
it was found that the employees score the highest on

In terms of each aspects.

willingness to provide all efforts for the organizational
benefits (X = 3.39. SD =
desire to maintain the organizational membership
( X = 3.17. SD = 0.45), while confidence and

0.45) foliowed by strong

acceptance of goal and value of the organization the
lowest ( X = 3.11, SD = 0.46). Mean value and standard

deviation for overall work behaviors are at a moderate

Journal of Global Business Review ® Volume 9 February, 2007



level (X=2.85, SD = 0.39).

it was found that follow through organizational rules

In terms of each aspects,

and regulations score is at a high level (X = 3.56, SD
= 0.51). while employees score on intention to quit
and employees involvement are at a moderate level
( X= 3.04. SD = 0.85 and X = 2.89,
SD = 0.42 respectively), while their scores on absence
and work late are at a low level { X = 2.38, SD = 0.84
and X = 2.32, SD = 0.95 respectively).

The above finding reflect the fact that
employees need further support with job characteristics
in terms of feedback. job variety. employees

expectation to be response from their organization,

understanding of job procedures, job—re!at"é"c"i‘f;\._\

independent and freedom and opportunltteq mteract

with people respectively. Accordlngly "'he management

organlzatlon respectively.

3. From hypothesrs 1/ persona! characteristics

as follows gender age ducahonal level, marital status.
mcome fenn\re at prnsent company and work company
affect tho e‘rganlzatlonal commitment and the analysis
of mference statistics in terms of independence
samples test and analysis of variance (F-test). it was
found that income and tenure at present company
only affect the organizational commitment with the
statistical significance at 0.05. (F=3.8. P-value=0.02).
Furthermore. analysis of pair cemparieon by Scheffe’,

it was found that there are organizational commitment

commltment

difference between less than 10,000 baht income
and more than 30,000 baht income and 1-3 years
and over 4 years tenure at present company in which
more than 30.000 baht income have higher
organizational commitment than less than 10.000 baht
income so much and over 4 years tenure have higher

organizational commitment than 1-3 years tenure also.
RN

The above findings are cons "istent wrth the

previous research that persona_. characterlstlcs
especially lncome and’ tenure affect the organizational
commltment (Anf‘k 1‘2001 Buchanan Il. 1974:

4. From hypothesns 2 ‘ob charactenstlos as
follows: job- rala ‘d depencent and freedom. job

vanety opportunmes xnteract with others. feedback

‘:_jand opponumtres for advancement will be related to

the orgamzahonal commitment and the analysis of

. Pearson correlation coefficient. it was found that there

" are not the relationship between feedback and

organizational commitment (r=0.015. P-value=0.833)
but there are the positive relationship at a low
correlation between opportunities interact with others.
opportunities for advancement. job-related
independent and freedom. job variety and
organizational commitment (r=0.380. P-value=0.000:
r=0258. P-value=0.000: r=0.233. P-value=0.001 and
r=0.224, P-value=0.002 respectively).

These findings confirm the results from
previous research of Oraphin (1998) and Somporn
(1998) which found that job-related independent and

Journal of Global Business Review ® Volume 9 February, 2007
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freedom. job variety and opportunities interact with
others affect organizational commitment in a study of

officers in public sectors.

5. From hypothesis 3: Work experiences in
terms of organizational stability and creditability.
dependable organization and attitudes to peers and
organization will be related to organizational
commitment. However. it was found that there are
not the relationship between work experiences in
terms of expectation to be response from their

organization and organizational commitment (r=0.109.

P-value=0.133) in which are not consistent with

Somporn (1998). which found that expectatlon t@/ be

response from their organization affect orgamzatlona

commitment. It may be Thai — Japanese Jomt Venture

Company as the labor mtensN ) n anufactu:er in which

b '@(iucatxonal level in lower

than bachelor ----- degre_ﬂ? nd dont have any career

development fors them " So they don't expect to be-

~"orgamzaﬁonal commitment. However. there are the

posmve relationship at a low correlaﬂon between

organizational stability and credstabi ny dependable
organization and organ:zattonal commltment (r=0.213.
P-value=0. 003 and r—O’.3b4 P value—O 000 respectively)

¥ and there are‘\the\‘posmve relatlonshlp at a moderate

¢ \ -
AN correiatyon between attitudes to peers and organization

and,orgamzatlonal commitment (r=0.416. P-
vaIue=0.000) in which are consistent with Oraphin
(1998). which found that dependable organization and
attitudes to peers and organization affect organizational
commitment.

6. From hypothesis 4 : organizational
commitment in terms of confidence and acceptance

to value and organizational goal. willing to provide all

efforts for organizational benefits and strong desire to
be organizational membership will be related to the
work behaviors and the analysis of Pearson correlation
coefficient. it was found that there are the positive
relationship at a very low correlation between
confidence and acceptance to value and organizational
goal and organizational commitment (r=0.147.
P - value = 0.042) and there are the pesmve relationship
at a low correlation between wﬂhng 10 provide all
efforts for organlzattonai" beneflts'strong desire to be
organlzahonal membershlp and work behaviors
OOOO and r=0.235. P-value=0.001

affect work behaviors.

(\mresponse from organization. it do not affect\_ e

Based on results of this study. the authors

provide recommendations for both company practices

and further research as follows:

Recommendations for Thai-Japanese Joint

Venture company practices

1. Findings about income affecting
organizational commitment in Thai-Japanese Joint
Venture company. most employees have income less
than 10.000 bath so they earmn income for physiological
need to survive themselves. we suggest that
management of Thai — Japanese Joint Venture
Company should provide many sources of income to
their employees such as over time income for

employees who work after normal tims. incentives

Journal of Global Business Review ® Volume 9 February, 2007



income for employees who work every day, don't
absent and don’t work late or bonus income for
employees who produce quality and a large numbers
of products over standard. In addition, there are
pay based on employees’ performance such as piece-
rate pay in which employees are paid a fixed sum
for each unit of production completed. profit sharing
that distribute income based on some established
formula designed around the Thai — Japanese Joint
Venture company's profitability, gain sharing that
another incentive plan in which improvements in group
productivity determine the total amount of money
that is allocated and skill-based pay in which pay
levels are based on how many skills employees have
or how many jobs they can do.
management should change from fixed beneﬂt as
same as one size fit all to flexible beneﬂts for vanety

needs of employees |n whrch employeee tallor their

personal need by picking

benefit program to meet tr
and Choosrng from a menu of’beneflt options and
R optlon plans (ESOPs) that
\

management estabhsh benefit plans in WhICh

employee'“ st

employees acquire stock as part of thelr beneﬂts |n
order to increase the sense of belonglng ln terms of

more employee involvement in. 1err 1ob also

2, Flndmgs about tenure at present company

aﬁectrng (Mganlza‘uonal cémmitment in Thai- -Japanese
Joint Venture company the management of
Thai — Japanese Joint Venture company should
persuade their employees to save their money in a
provident fund and the longer employees work at
Thai — Japanese Joint Venture company, the more
company pay percentage of money to the accessory
of a provident fund also. Moreover, the management

should give the rewards to the employees who work

Moreover. the AN skriqu

at Thai — Japanese Joint Venture company for a

long time.

3. Findings about the relationships between
job characteristics and organizational commitment.
the management of Thai — Japanese Joint Venture
company should use job design such as job autonomy
in which the degree of the job prowdes substantlal
freedom and discretion to the employees in scheduhng

the work and in determining’ Jwe f“rooedures to be

used in carrying it out ¢ Sk!“ vanety in which the

\

degree of a ]Ob reqwres a vanety of different activities

and the management should assign employees to

vanous \JObS o that they acquire a wider base of“_,,.i

development It is ongoing effort that foouses on\

developing enriched and more.. capab” emp!oyees

including career path ln Wthh present the possible
directions and career oppOxtunmes available in

-}

omt Venture company and it

Thal - Japanese N
presents ‘ne steps in a possible career and plausible
txmetable for accomplishing them. Moreover, the
management should create the fast-track program
that encourages employees with high potential to
remain with an organization by enabling them
to advance more rapidly than those with less
potential. These methods can increase the degree
of the organizational commitment of employees in

Thai — Japanese Joint Venture company.

4. Findings about the relationships between
work experiences and organizational commitment, the
management of Thai — Japanese Joint Venture
company should survey employees’ attitude through
questionnaires about how they feel about their jobs,
peers, supervisors and their company. It provide the

management with feedback on employee perceptions
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also. The management should use careerf;
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of the company and their jobs. After that, the
management should develop the degree of employees’
attitude.  For instance, there are employee recognition
programs. Monthly awards and publicity are
presented to employees who have been nominated
by peers for extraordinary effort on the job. And
monthly award winners are eligible for further
recognition at an annual off-site meeting for all

employees.

5. Findings about the relationships between

organizational commitment and work behaviors, the
i Tha;»,

management should create employee involvemen

programs. It can use the capacity of employee

and is designed to encourage increased <:omml'cmentj_j;j

to the Thai - Japanese Joint Venture company 's

success. For example, ther '”rs ~tl;r' _partlcrpatrve

the s :‘o orn‘r décision making.

management that’i
The employees can share a srgnn‘rcant degree of

decrsron

akmg power wrth their supervisors that

Moreover, there is the, qualrt / crroles |n whrch a work

group of employees and supervrsors have a shared

area of responsrbrlrty and meet regularly once a week

"{ion a company trme in order to discuss their quality

problems mvestrgate causes of the problems,

reoommend solutions and take corrective actions.

. the manufacturmg mdustrres

Recommendations for future research

1. Future studies use the factors in other
variables affecting organizational commitment such
as challenging job, immediate superior leadership.
fairness of performance appraisal in terms of
distributive justice and procedural justice and
experience of training and development etc.

Y T

2. This research tudies the sample from

Thai — Japanec;e Jornt: enture company. For the future

researoh‘"’:' lt may be” studied the sample from

oy

European or Korean or Taiwanese

7Amerrcar
:‘Jornl enhture company in order to analyze the
tIsrmrlarlty or difference of organrzatlonal commnment
work behaviors and antecede‘nt\of\ organlzetlonal

e
N

commitment.

3 ~ThlS research studles the employees from

For the future research,

‘rt may be studied the employees from other industries

.,:?euch as hospitality, banking, telecommunication

" industries or educational institution especially service

business etc.

4. This research studies the employees from
the private sectors. For the future research. it may be
studied the employees from public sectors in order
to compare the difference of their organizational

commitment.
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