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ABSTRACT

The purpose of this study was to investigate the influence of quality of work
life and organizational commitment on Organizational Citizenship among personnel of
sub-district administration organizations in the, Sakon Nakhon district area, Sakon
Nakhon province. A sample used in the study was 186 personnel of sub-district
administration organizations in the Sakon Nakhon districts area, Sakon Nakhon
province. The sample size was determined based on Krejcie and Morgan’s table and
the sample was selected by Stratified Random Sampling. The instrument used in data
collection was a questionnaire which had a reliability coefficient of .98. Statistics used
in data collection were frequency, percentage, mean, standard deviation, Pearson’s
product moment correlation coefficient, and multiple regression analysis.

Findings of the study were as follows:

1. Quality of work life of personnel in the sub-district administration
organizations as a whole was at high level. Considering it by aspect, the aspect that
gained the highest mean score was of ‘balance between work load and personal life’,
followed by the aspect of ‘acceptance by co-workers’. The aspect that gained the
lowest mean score was of ‘adequate and fair remuneration. Organizational
commitment of personnel in the sub-district administration organizations as a whole

was at high level. Considering it by aspects, the aspect that gained the highest mean



score was of ‘willingness, dedication and full effort for the benefit of the organization’,
followed by the aspect of ‘high confidence in accepting the goals and values of the
organization’. The aspect that gained the lowest mean score was of ‘the strong desire
to retain membership in the organization. Organizational Citizenship of personnel in the
sub-district administration organizations as a whole was at high level. Considering it
by aspect, the aspect that gained the highest mean score was of ‘consciousness of
duty’, followed by the aspect of ‘giving assistance’. The aspect that gained the lowest
mean score was of ‘cooperation’

2. Quality of work life as a whole had no relationship with being
Organizational Citizenship as a whole, whereas organizational commitment as a whole
had significant relationship with being Organizational Citizenship as a whole at the .05
level with a positive (r = .389) and moderate level of correlation.

3. Quality of work life could not significantly predict being Organizational
Citizenship of personnel in the sub-district administration organizations at the .05 level,
whereas organizational commitment could significantly predict being Organizational
Citizenship of personnel in the sub-district administration organizations at the .000
level with a multiple correlation coefficient (R*4) of 17.60. Quality of work life and
organizational commitment could jointly predict 15.90% of being Organizational
Citizenship. As each variable was considered, it was found that organizational
commitment could significantly predict with the highest 39.50 percent of being
Organizational Citizenship at the .000 level; whereas quality of work life could predict

-13.10 percent of being Organizational Citizenship.
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