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ABSTRACT

TE 159004

This study is designed 1) to study perceived and expected organizational culture, 2) to
make a comparative study of differences between perceived and expected organizational culture, 3) to
analyze the relationship of inconsistency between the perceived and expected organizational culture

and the personnel’s satisfactions, and 4) to give suggestions for improvement and change of the current

organizational culture to the expected one.

The researcher collected data through sending the questionnaire to sampling population,

consisting of 45 bank officers.

The data are quantitatively analyzed by means of statistics displaying frequency,
percentage, arithmetic mean, standard deviation and coefficiency with statistical significance 0.05.

The study results are summarized as follows:

1) The perceived organizational culture of the officers of Small and Medium Enterprise
Development Bank of Thailand, Northern Region reflects their coordination or cooperation

emphasizing patience towards conflicts, management supports and personal initiation.

2) The expected organizational culture of the officers of Small and Medium Enterprise
Development Bank of Thailand, Northern Region depicts their requirements emphasizing

management supports, communication pattern, reward system, and patience towards conflicts.

3) Inconsistency between the perceived and expected organizational culture towards the
personnel’s satisfaction shows the negative coefficiency in all aspects, except that the controlled
organizational culture has the positive coefficiency equal to 0.00. That is, inconsistency between

the perceived and expected organizational culture towards personnel’s satisfaction points up the
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ncgative relationship with personnel’s satisfaction almost in all aspects with statistical significance

0.01.

4) Suggestions for improvement and change of organizational culture from the perceived

organizational culture to the expected organizational culture are as follows:

4.1) As regards reward system, there should be a more appropriate and just evaluation of

duty performances. Besides, procedures or criteria for incumbency considerations should also be

improved.

4.2) Regarding communication networks, there should be an improvement of
communication pattern inside the bank for more dexterity, cutting down somewhat bureaucratic

communication and instead introducing the two-way communication.

4.3) In view of coordination or cooperation, the officers should be given opportunity to
exchange ideas or consult each other in order to achieve work proficiency. In addition, the bank should

establish some regulations for different bank sections to exchange data among themselves for

effectiveness of the work.

4.4) Concerning management supports, the boss should give assistance and advice to the
officer when the latter confronted with the problem. Besides, data and equipment should be provided in

order for the personnel to carry out their duty conveniently.

4.5) With a view to patience towards the conflicts, bank officers should be much more

patient towards stimulants leading to conflict and about criticism by the boss as well as customers.



