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ABSTRACT

This study aimed to examine the influence of organizational culture on work
engagement among employees in private organizations in Bangkok. The study used the
Competing Values Framework, which includes four types of organizational culture: clan
culture, adhocracy culture, market culture, and hierarchy culture. This research was a
quantitative study using a survey method. The sample consisted of 385 employees working
in private organizations in Bangkok. Data was collected through an online questionnaire and
analyzed using descriptive statistics and multiple linear regression analysis.

The descriptive results showed that most respondents were female, held a
bachelor’'s degree, had worked in their current organization for 1-3 years, and were mainly
at the operational level. In addition, the analysis of opinions on the four types of
organizational culture showed that all were rated at the highest level. This indicates that
respondents clearly perceived and understood the values, beliefs, and practices that reflect
the organization’s culture. Among the four types, hierarchy culture had the highest mean
score (M = 4.51, S.D. = 0.31), followed by market culture (M = 4.49, S.D. = 0.33), clan
culture (M = 4.48, S.D. = 0.35), and adhocracy culture (M = 4.48, S.D. = 0.30), respectively.

The inferential analysis revealed that the four types of organizational culture together
explained 15.3% of employees’ work engagement and had a statistically significant effect at
the 0.05 level. When each variable was considered separately, only clan culture had a
significant effect on work engagement, while adhocracy culture, market culture, and

hierarchy culture did not show a statistically significant effect.
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