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ABSTRACT

The study on “Organizational Culture of Chiang Mai Municipality” contained three
main objectives which were 1) to examine the organizational culture aspects of Chiang Mai
Municipality; 2) to investigate the correlation of the organizational culture aspects and the
paradigm shift, culture change and the new desirable value, “I AM READY™, of the Public Sector
Development Commission; and 3) to explore problems and obstacles of the paradigm shift,
culture change and the new desirable value of Chiang Mai Municipality. The sample of this study
were comprised of 200 Chiang Mai Municipality officers, permanent employees, temporary
employees and other employees whose tasks associated with people service, classified as the
executive officials, career officials and assistant officials. Data were analyzed by frequency,
percentage, mean, standard deviation and Pearson Product Moment Correlation Coefficient. The
study could be summarized as follows:

1) Regarding to Chiang Mai Municipality organizational culture aspects, the study
found that an organizational culture aspect in reaching for achievement or teamwork concept was
in the high level split namely inform to commander for meet search for condition for reduce
disagreement in the medium level. Furthermore, an organizational culture aspect in flexibility
and adaptation of learning new rules was in the high level whereas communication and decision
making concerning authority delegation for some approvals was in the medium level.

2) According to the correlation of the organizational culture of Chiang Mai

Municipality and the paradigm shift in organizational culture and a new desirable value, “I AM

READY?” in compliance with the Public Sector Development Commission, the study showed



that the organizational culture aspects in achievement oriented performance, communication
and decision making, flexibility and self-adjusting had the positive correlation in a fairly low
level and low level toward an honorably working aspect. However, the organizational culture
aspects in achievement oriented performance and flexibility and self-adjusting had the negative
correlation in a quite low level toward a working attention aspect while the organizational
culture aspects in achievement oriented performance and communication and decision making
had the positive correlation in a low level toward a morals and virtue aspect. Moreover, the
organizational culture aspect in flexibility and self-adjusting had the negative correlation in a
relatively low level toward a globalizing adaptation aspect and the organizational culture aspect
in achievement oriented performance had the negative correlation in a low level toward an
efficient oriented aspect. Besides, the organizational culture aspects in flexibility and self-
adjusting and achievement oriented aspect had the negative correlation in a quite low level and
low level toward a social responsibility aspect whereas the organizational culture aspect in
achievement oriented performance had the negative correlation in a fairly low level toward
democracy and transparency participation and output oriented performance. Finally, the
organizational culture aspect in participation had the negative correlation in a low level toward
an output oriented performance aspect.

3) With regard to problems and obstacles of the paradigm shift, the culture change and
the new desirable value, the study found that Chiang Mai Municipality had a local autonomous
administration with a strong systematic organizational culture. The majority of the
organization’s members were interested in human resource management that the merit and
patronage systems were both applied together. The hierarchical structure caused the slow
performance due to the required process of rules and law affecting the efficiency and
effectiveness of the staff. Nevertheless, it was suggested that all staff were supposed to be
trained and developed in quality service and service mind courses in order to change their
attitudes and behaviors in working. Finally, the organizational leaders had to create a desired
culture of team working to convey all staff to the same direction in order to achieve the

organization’s goal of success.



