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The two objectives of the study were 1) to investigate the form of the current
corporate culture and the expected corporate culture of the Islamic Bank of Thailand, and 2)
to find out some way to change the corporate culture of the Islamic Bank of Thailand.

The quantitative data were gathered from 64 managers and bank employees
at the Islamic Bank of Thailand. The qualitative data were collected from 12 key information :
the members of the Islamic Bank of Thailand, top executives, and bank employees. The
quantitative data were collected by using a questionnaire, while the qualitative data were
collected by an interview guide. Frequency, percentage, mean and standard deviation were

used {o describe the data, and paire — sample t-test to test the hypotheses.

There results were briefly stated as follows :

The current corporate culture of the Islamic Bank of Thailand is a hierarchy
culture, while the expected corporate culture is clan culture. The data from both the
quantitative and the qualitative research reveal that the sample in the study want the bank to
reduce the hierarchy of administration and regulations. They expects that the following should
be added :

1. Outstanding nature of the organization. At present the organization focuses
on the business efficiency and profit — making ; therefore, it expects the personnel to have a
good relationship. In other word, its expected corporate culture is clan-oriented.

2. Leadership. The leader is expected to be decisive and initiative.

3. Human resource management. The personnel management is expected to

be changed, with emphasis on teamwork and participation decision-Making.
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4. Cooperation in the organization. The personnel are expected to have
loyalty to the organization, having a sense of belonging and developing themselves and their
work all the time.

5. Organizational strategy. The organization should increases the importance
of the personnel by giving them an opportunity to express their opinions.

6. Criteria for achievement. The criteria for achievement should be set and the
development of an employee and teamwork should be considered for promotion.

7. Overlapped power. There is still some overlapping of power in the
organization at a rather high level. The power is centralized and the salary gap in large.

8. Unity of corporate culture. There one no values that go in the same

direction. At present the bank is united in sub-culture groups, which is suitable for it.

Ways to change the comorate culture :

1. Training should be given to the bank mangers who are going to be
promoted to top management and to heads of different sections so that they will be change
leaders. The principle of good governance and transparency should aiso be inciuded in the
training.

2. Emphasis should be placed on training the employees to have a better
knowledge and understanding in their work. The should also be given an opportunity to
express their opinions and participate in several activities.

3. The administration should be restructured in all aspects to be flexible and
just.

4.The hierarchy of management and work should be clearly set. It is
necessary to put the right man on the right job. Some complicated work procedures should
be reduced.

5. There should be follow-up and evaluation at all levels based on a fair
standard and flexibility.

6. The organization should be developed toward a leamning organization.
Knowledge management and database should be introduced to work. The KM activity should

be arranged 1 -2 hours a work to preside a wider knowledge to the employees.





