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Abstract

The purposes of this research were. - 1) Examine the relationship between work
motivation and organizational commitment of supporting staff in Mahasarakham University and
2) Examine the effects of work motivation and organizational commitment of supporting staff in
Mahasarakham University. This study uses a questionnaire as an instrument for collecting the
data 248 Supporting staff at the University. The statistics used were mean, standard deviation,
multiple correlations, and multiple regressions analyses. The results of this study indicated that.
- 1) Work motivation in terms of achievement, recognition, the work itself, responsibility, and
advancement had a positive relationship with organizational commitment with the correlation
coefficients as 0.575, 0.673, 0.693, 0.744, and 0.832. 2) Work motivation in terms of advancement,
responsibility, recognition, and work itself positively affects the organizational commitment and
is significant at the 0.05 level. The value of predictive power was 74.50% (R* = 0.745) as shown
by predictive equation from raw scores YA = 0.173 + 0.528ADV + 0.262RES + 0.129REC +
0.132WOI and while the predictive equation in form of standard scores was Z*y = 0.529ADV +
0.200RES + 0.117REC + 0.111WOl
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Table 1
staff in Mahasarakham University
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1 ar [ 6
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Correlation analysis of work motivation and organizational commitment of support

Variable ORC ACH REC \}[e]} RES ADV VIFs
X 3.78 4.04 3.86 3.91 3.86 3.66
S.D. 0.75 0.55 0.68 0.63 0.57 0.75
ORC - 0.575** 0.673* 0.693** 0.744* 0.832*
ACH - 0.680* 0.607* 0.594* 0.547* 2.095
REC - 0.668* 0.631* 0.671* 2.600
WOl - 0.698* 0.688* 2.552
RES - 0.741* 2.748
ADV - 2.771

* statistically significant at 0.01 ** statistically significant at 0.05
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Table 2 Relationship test of regression coefficient and overall organizational commitment of

support staff in Mahasarakham University

Overall organization relation

motivation to work regression  standard  Standard Error of t p-value
coefficient score Mean

Constant 0.173 0.178 0.974 0.311
Job advancement (ADV) 0.528 0.529 0.064 9.820* < 0.0001
Responsibility (RES) 0.262 0.200 0.057 3.788* < 0.0001
Respectation (REC) 0.129 0.117 0.061 2.457* 0.015
Work identification (WOI) 0.132 0.111 0.070 2.179* 0.030
achievement (ACH) 0.058 0.041 0.067 0.866 0.386

F = 177.618 p < 0.0001 R* = 0.745 SEE = 0.381

* statistically significant 0.01 ** statistically significant 0.05
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