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The study was aimed at (1) finding out the sense of belonging of the employees
at the Headquarters of the KASIKORNBANK Public Company Limited , and (2)
identifying the factors related to their sense of belonging to the bank.

Multistage random sampling was used to select the sample of 205 employees at
the Headquarters of the KASIKORNBANK Public Company Limited. A questionnaire
was used to collect the data. Percentage, frequency, mean, standard de\}iation and
Pearson product moment correlation coefficient were used to describe the data and to
find out the relationship between variables. l

The findings were summarized below:

More than half of the employees in the sample group were male and were 31 —
40 years of age. Most of them were single and had a Bachelor's degree. Also, most
were unit manager. They worked for the bank for less than 5 years and had an average
monthly income of 20,001 — 25,000 baht.

Overall, the employees had a.moderate degree of sense of belonging to the
bank. Only willingness to devoted oneself to the bank was found to have a high level.
Other dimensions found to have a moderate level were feeling that one was part of the
organization, acceptance of the bank's goal and values, and a strong desire to be a

member of the organization.
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Recommendations:

1. The performance of all lines of staff in the bank should receive equal
importance because both the business line and the support line must work in harmony
in order to achieve the bank's goal. Both lines of staff should work together to
determine the objectives and work procedures to reflect the overall performance. Both
lines of staff should hold a meeting fogether at least once a year or semi-annually or
every three months. The resolutions in the meeting should be used to improve the work
of each line.

2. Consideration should be made semi-annually on the appropriateness
between the work objectives and the remuneration, workload and responsibility and
between the performance and career advancement. This would enable the employees
to work for the organization to their full capability.

3. All the employees should be given an opportunity to set the work
objectives and should be listened to so that the executives will learn the employees’
work problems. Meetings within a work unit should be held at least once a year or semi-
annually. The resolutions in the meetings should be used to set up the work objectives
in the next year. There should be clear sub-objectives that are suitable for individual
employees.

4, The executives and the staff lines should build a good relatibnship with
each other in order to boost the latter's work morale. Activities and meetings in which
the employees can join, e.g. small group meeting at the end of the month or a yeériy
seminar, should be held so that the employees would have a better understanding
among tﬁem. Also, since there is difference in the nature of work in each position and
the degree of difficultly in work, the executive should give a reasonable pay for each

job.



