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ABSTRACT

This study was explanatory research which aimed to analyze the level and
direction of the relationship between organizational culture and organizational climate
according to the opinions of professional nurses at the operations level in Siriraj
Hospital by using questionnaires. 222 questionnaires or 88.8% were completed and
returned. Data were analyzed by frequency, percentage, mean, and standard deviation.
Relationships were analyzed by using Pearson’s product moment correlation
coefficients and multiple regression analysis.

The results revealed that organizational culture according to the
professional nurses at Siriraj Hospital had a positive relationship with organizational
climate at a moderate level overall (r = 0.65, p < 0.001). When each type of culture
was inspected, it was found that clan culture had a high level of relationship with
organizational climate and had the highest level when compared with other cultures
(r =0.71, p < 0.01). Next were adhocracy culture, which had a moderate relationship
(r = 0.62, p < 0.01); hierarchy culture, which had a moderate relationship (r = 0.61,
p < 0.01); and marketing culture, which also had a moderate relationship (r = 0.42,
p <0.01). Organizational culture could adequately explain the variance in organizational
climate. However, only 2 culture types could significantly explain the variance in
organization climate: clan culture accounted for 51.9% of the variance with
organization climate at a 0.05 level of significance (R? = 0.519), and marketing culture
explained organization climate by affecting it negatively at a level of significance of
0.05 at 51.9% (R? = 0.519).

It is recommended that hospital administrators should set policies to
promote more clan culture and reduce marketing culture in the organization in order to
improve organizational climate at Siriraj Hospital.

KEY WORDS: ORGANIZATIONAL CULTURE / ORGANIZATIONAL CLIMATE /
PROFESSIONAL NURSE
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