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ABSTRACT

A study of relationships between organizational culture and core
competencies of Corrections Department staffs was to investigate their core
competencies, core competencies of classification, the relationship between
personal factors, the organizational culture, core competencies of Corrections
Department staffs, supportive factors and limitations to raise their core
competencies. 235 samples were the Classification 6-7 staffs (C.6-7) working in
Bangkok by multiple sampling. A questionnaire was used in the data collection.
Statistical applications were percentage, mean, standard deviation, stepwise
multiple regression to explain the relationship between the independent variables
and the dependent vartables.

It was found that: 1) The staffs achieved level 3 of core competencies
standards related to the classifications at high level with the leading core
competencies of transparency followed by creativity, professionalism, human
rights-oriented and participatory-oriented, respectively. 2) The Corrections
Department maintained the constructive organizational culture style most tollowed
by the aggressive—defensive organizational culture style, and the passive—defensive
organizational culture style, respectively. 3) The personal factors having highest
relationship with their core competencies by statistical significance at 0.05 levels
were the C. 7, followed by male, and income by having the positive relationship
with core competencies. 4) The organizational culture having highest relationship
with their core competencies by statistical significance at 0.05 levels was the
constructive organizational culture style followed by the aggressive—defensive
organizational culture style having positive relationship with core competencies,
whereas the passive—defensive organizational culture style had no relationship with
their core competencies. 5.) For the relationships between the organizational
culture and core competencies of the Corrections Department staffs it was found
that the leading variable having a relationship with core competencies by statistical
significance at 0.05 levels was the constructive organizational culture style
followed by the aggressive—defensive organizational culture style, C.7, male, and
income, respectively. All the 5 variables had a positive relationship with core
competencies and could co-predict the staff core competencies at 40.7%. 6) Factors
enhancing their core competencies were goal-setting, clear action plan, work
atmosphere and motivation system within the workplace, personnel development.
applying new technology and innovation for working. 7) Limitations on core
competencies were bureaucratic red-tape, ill-facilitated action plans and inadequate
supports of budget, materials, and devices. In addition, the immediate supervisors
shut doors to staffs to equally comment and the personnel were not well-rounded
and were inexperienced in their responsible duties.
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