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Abstract

Organizational climate refers to the shared perceptions of organizational members regarding
the psychological and social environment within their organization, which directly influences motivation,
organizational commitment, and employees' decisions to stay or leave—particularly among high-potential
employees, who command significantly greater options in the labor market than their peers. Examined
through three theoretical frameworks—Lewin's Field Theory, which explains the dynamics of driving and
restraining forces within the organizational environment; Herzberg's Two-Factor theory, which underscores
the necessity of integrating hygiene factors with motivational factors; and Job Embeddedness Theory,
which accounts for deeply rooted attachment through the dimensions of links, fit, and sacrifice—the
findings reveal six key dimensions of organizational climate that influence employee retention in public
sector agencies: 1. transformational leadership, 2. high-quality interpersonal relationships at work,
3. transparent two-way internal communication, 4. a fair recognition and reward system, 5. clear career
advancement opportunities, and 6. a work environment conducive to learning and holistic well-being.
Furthermore, a synthesis of both domestic and international research confirms that public sector organizations
investing in a positive organizational climate achieve higher retention rates among high-potential employees,
with consequent gains in public service quality and long-term strategic organizational capacity. This article
proposes policy recommendations for the Thai public sector, encompassing the development of
participatory leadership, the design of a recognition system that balances substantive and symbolic
dimensions, the establishment of transparent career pathways within the AMO Model framework, and
the realignment of organizational climate to foster public service motivation —the intrinsic driving force

distinctive to public sector personnel.

Keywords: organizational climate, high-potential employees, employee retention, public sector agencies,

strategic human capital
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NAIIU-91978 LazlilaANUABINITRATE AUEINNSD karANUANNUSN1dIRNlAsUNISRBUaNDY (Vroom, 1964)

N5ONKUUEUNIAAIVIEN UNUIMTINMe wagseuugansuamaYIensenuneliivesdng

o

AmUSBUEy “ginanuge” AU “gidnenings” Yadanusinsdifnysevingiinaa1uga (high performer)

1

v va o . . A A o o A o A v ° va
ﬂ‘UZJJlIﬂﬂEJﬂTW%\T (hlgh potentlal) L'WaLaﬁlﬁﬂ’nmauauﬁluwﬁﬂmLaaﬂLLazwmuﬂ Na1IAY @meamquwﬂﬂﬂm

v o o

lunseulagu fiadesnmuazanudiuiygs vaenidneningiond 1ﬂ1ﬁ;§ﬁmamuqaﬁqﬂu‘hﬁ unddeyaie
wusuNNTEouisa Anunzleenze Ui aunafieaiesssu AmnuansausuiadeuIunlus mssuanudes
\Beareasse uazussgdlaiienmaasisuy Weisliuminddnenin-nanuodeseingeds Uszneundngiu
Benginssu waedoya 360 asm agtaelimIssynduyeansiifidnenmgaismssiusazanenilunisdaass
MsYsINNTYAIINSAnenNgsiugnsmanuNyudvesignsiianuddryfuyaainsiddnening
liesdulassnsuendiu mindesilsegluantinenssy HRM siaszuu Tdun 1) nsdamauuazuusudunedng
Ay fdeansaaA1 “nuiiiirnuming nanseyuate wasmadulslue Iwidaiey” 2) msUssdiudnenmuuunaneis
UseiRnaau MdTangiinssu masassaniumsal (assessment center) wazdayaLATaIN8N13YINIU (workplace
network data) 3) unserdnuagaeurnenudand s (stretch assignments) tioiansoud 4) ssuuilidey
Waiivdedomunmedsnuuazmstenennnud 5) ssuunstauasnseeniuiiaunasswitensy (Anouuny Tona)
wardsnual (Aeshen awlsla) 6) ussernresdnisiia orensmaanuarasieuunEey telwluma AMO
hausuiimueddeulasssnniviadeyayaaa Weaudussan anuluidla uasnisduasosdeyadiuyaaa
anuimeuazdonissrTadeaiesssunistmuanguyaansiiddnnmgs envadeeuiFnudsiu
wazaulidusssy mnuavdninaeiiusslawaznisdeansiia asiiusie 1) inusiuaznseuiunsidamdngiu
nsraeuld aneed 2) Tenamuuuuiads fedmsunguynannsiifidnenwgauazyrainsaaulng dWeldliie
“FRunpIgIUMIHAL” 3) nalnedouihedamibsmuitavguiodadumadulrlussuurmmsisssuy Tdlddes
Tumhesnulamhsnuils 4) nsdassesssuwarUssloviasisasdunseulnglunsiaun “anumzigenseny”

Trlslddunalseloviidiuny

nsUszenalduulfnuasngullunisaieusseiniAeednis
N158519U5581N1ABIANTT (organizational climate) 1utladedAgyfiazieudsusseanianisineu

ANUTEN waznsuivesyaaInTsieanmIndeunluesinis Fullnalaenswiowseydla ANUKNTY LaN1IALEE

Y o w v

Yaayaa1ng nelamglumhienuniasgiddednianulasiasiuasssuuaants nMslinguuasiuifianiadsine,

[ o

waznsdanaUszgnd Jaduuumsddglunisadisussemaiidaronissnsyeainsiiddnsamlier i
sAMI0L1eSiBY

1. nufauinvaualu (Lewin’s field theory) N1318909ANINIUNATAVBILTS (forces in the field) tawedn
wgAnssuvesyaaa (B) lunaunannnsinnusiniusswinsyana (P) wazanmuindeu (E) wseluaunis B = f(P, E)
Tngluuiunesdnis “anmwinden” luldmnsfaissganinnien1n uasaudsimusssy ngunae auduius
waznsdeansaeluesinis (Lewin, 1951) Usznausie

1.1 u3anan (driving forces) Ao Uadeiaduayun1siufsuwuamian1sddiusinvesunains wu

o o

Ameuaduayy madalenmalvldisin wagnisvensuuinnssy
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1.2 W96U (restraining forces) A Jadefidaune wu amlituas andandsniely nsianiseeusy
AULANANY

o

N1985719U558IN1ABIANITTIVINTUNUIBIUAIAS TR DU ULIIHANLATANLIIAIY 1B 1158319

| =

YRINNHDATUUUADIN MIARUTINYE B aiuayuy wavnseeniuURuiivhaiidederusmile wadns
AoynansariuiiinuBos usananimindeuuasniougnufussinis
2. ufaestadevendiodin (Herzberg's two-factor theory) Yaduasnauseyslanaraduguoundy
Frederick Herzberg 88u1871 ussgslalumsinuiinainasanguiladofiuansiaiu (Herzberg et al., 1959)
Usznaume
2.1 Uadwasnausegala (motivators) wu Aud15a (achievement) Msl@suniseausu (recognition)
uiivhnig (challenging work) waglen1annamii (advancement)
2.2 Uaduaveunse (hygiene factors) Wu Fuifiou AusuAs an N9y wazanuduius i
Wleusamau
Tunisauniasy wihtedvgueuntoaztsdesiuniulinels udliiiemedazairsniugniiu
ogneAnds Suduonaiuiladvatoussgilanug Wy msliyaansléfdusululasmaddy msueumneasia
fifianumnededan uazn1ssuilannuAniiuresyrainog1aied Makaunausaesdadee g ay
wneliAnussemaiinszduliynainseneguaziivlalufuesdnis
3. mufinsiln3dluau (job embeddedness theory) Wuaugnitufiilssnlusnuuazesdnig nowj
msilnisluny edunedavpaiiyaainsidenseiuosdnig lilvinszussgslaiissenaien uwimszanuidenles
wazdayniuvaedia laun
3.1 anuidenles (links) Ao Avmdiiusiuifiousinay yuvy uazinTetney
3.2 Amusnzay (fit) Ae Msfienden finwe uazidmnevesyrainsaenndesiuinmsssuariusia
YDIDIANTT

'
A a

3.3 ANugadonnesnaInay (sacrifice) Ae Asfiyaansdosgapdemnanoen Wy atadnis lena
At ¥3eANNaNAaYINN1TINY
Tumess maasuauilsniaunsoildlnensaieinusssuiiaenadostunmuaosyaains (eloma
Tifinsa¥raeTovignisvirauiiuiuniu uaznsuevansussloviifaamnedenuandin wu atafinng
AseuURI MsanTinueselles uaznsengesyamnslugius “yuuywd” Adamue
4. madeleamnuiifieaiisussenmiaesdnisiidalayaains Wefinnsandauiu feaumnuiasiou

[

WUIAREARYAY

he

4.1 vuiausvenaiu (Lewin’s field theory) Flvifiuanudduesnisuuaunausndnuazuseinu
TUANNWINAINBIANTT

4.2 nufansladevendsudsn (Herzberg's two-factor theory) L3N N13AIBEVDIYAAINTABINUA
fatladuguondouasusegdla

4.3 nquinsilandsluau (ob embeddedness theory) 13uin agniulaildiAnandadeiden

widuraTINTeIRNENTIS AuEenAdes wazAd gy denInaIniy
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N5839UTTHINABIANTSTTANSFIFBIHAINEUNTUSUaN RSN (Lewin) N153ansdadeusegela

=

(Herzberg) uagnistatuasnasnauEniu (job embeddedness) wheiiu Inglunasggaivedninaurnauunu

nsiuasanuveresy aAnunaniilalunsiaieasisuy warauduiusianglunilgau sxhedela

yransnidnenwldednedivse@nsnn (Herzberg, 1966; Lewin, 1951)

asAUsznaudAylunisadsussenirasAnIsidwananisgelayaains

o

nsassuTIIMAssnsiiBeromsialayaansiadnenmlumhsnumessiodutaduddaiivel
mhsuamnsadnwyeainsaanmlildegadsdu iesanluuiunvesniaig yrainsidanug amnuannsa
wagyinwelanenslunumdAgydenisiauiuleuis MsUImMsIants uaznstiuinisansisae nsdalayrains
(employee retention) Fshuiisadunisannisgaydeidaay Lwié“uﬁumﬁﬂmmwmiaLﬁawaaaﬁmmiuaz
Uszaunisalluesdnis vuddeuasnguiifliieteddtldifiuinesdussneuddyuesusseniresdnisitdsuane
nsgdlayaannsiivaneusenis feil

1. Uuuunzii (leadership style) amigginiussduszneuddnyiidsnalnenssiousseininesdnis
wazANgNUYeIyYAaINg FhiTideviemitanu fanuansalunsioasdivne waratuayumshauvesdi

artwaiusegtlanaraulingda (rust) luesdnis nauinnigthuuunisiudeuudas (transformational leadership

theory) 98¢ Bass & Avolio (1994) a3ueddiniannsaasisusedunala inseusuauuwansie uaznsedu

U

o o

Tiupanslddneningean asvibiAnanuyniuniiensualnesidnis (affective commitment) Fuduiladuddey

] <

'
® o AY o v Y 1

sonspslaymans lneanizlunaszduiniidednindumnauunu

2. e uduiusludnu (interpersonal relationship) @mmwmmmmﬁuﬁua‘iwdwLﬁauﬁammuaziwdw
vnthruglédsdudyunildvinaemnufisnslauaznsasegluosdnis nquinisuandsussninsinfuamdn
(Leader-Member Exchange Theory: LMX) %8 Graen & Uhl-Bien (1995) 331 audusitugiauananelumea
wahuusssmamahauiiiega ananudauds uasfiuanugniuresyaains nsfieudiusinlumiseay
mesgiisanaidnlanifelussuvandtingsydeudusn

3. MsAeasneluBAnIs (internal communication) Msdeasnglussdnisifvszansamdusingiu
voamehausmiunaznsaaudlalutvineg msfeasuuuasa (two-way communication) ANLAIAR
484 Downs & Adrian (2004) Frelupainsianimnuiidrusinlunssuiunsdndulanasinuailuernig n1sde
Fosynimsdemsilusdldlumienuniaigdisanmiunquedevendoue iinanudamulumiiamusuiaveu
waziliiynansiinrusiulasefimnsvesesdnsg

o

4. szuunsengeuazlisnata (recognition & reward system) nsengesuagliansiaduedesiod iy
Tumsarausagslauazanuynity noufassdedeveadsmdsn efunedn “msseuiunau” (recognition) Wunils
Tutladugsla (motivators) v lsiyaainsiinanufienelaluny lunhesauniady ulasfidedidadusda
s uimslsisetadedadnual Wy nmsusemafesinu madeudumis vdenslflomadisulassnsfivey
fanunsaasraussgdlanazanunagilaluauld

5. TonamuATIElue1UN (career development opportunities) lonalunsiulalaziaumagan
\dutadeddnonsinuiyaainsisidnenim vgufanufonisves Maslow (1943) uagnquiaiiuainnis

(expectancy theory) 483 Vroom (1964) Aadinnsiiudunisanuinndiluerinassdisliyrainsyumiingmuy
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wazAdagiueIAn1s TuuIuneenasy N13IReUTH NMSUBUMNENUATIIME Lagn13ad1eseuunIsiaausmumie

Musdla amnsaetuasnanuysiuvvesyaainslisg1alided Ay

a a

6. ANINLINGDUNNNILAINLAZININET (physical & psychological work environment) @n1nHIAGDY
lunishnuimngauiananiganiazininednadennuinelakaravnninvesynains ngufteisenies

Tusruuaznswenslusiu Job Demand-Resource theory: JD-R theory) (Bakker & Demerouti, 2007) 85U187

a

N1sHaNINIAFENTIB AN WU Nuviuiiasainaule aunsalasuaAsy SIUTIUTIEINATIVINUGE

a a

NFATUAYUNIDITUA] ¥YILANANMULATEALAZLTINANURNHLYBIUAAINT lnglanzlumiienunasineunis

Py o

v v

Fodrinsuaudszana nsamuluanimwindeuifdatadunsamu Aduealunisinwuaainsaunm

q

uniBeuInuIdludssmanazansuseme
UITYTEAVUIUNTIRT IR UAMUFUNUSITITTUUTENINUIIBINIABIANTS (organizational climate)

AUNAENEATULINNY WU AaRNY Auanalalunisieu uaemsaslavganaen (tumover intention) Yaswiina

[

TnenguauddeiuuannlbinudAgivesdusenauges wu n1satvayuaniiniiau lonanaudvdn

srUUNTAeasngly kazanImKIAdeNN1TINNUNLERABN1TR U UATUIANTIN IUWITLTINARBILALITIATIA

v A v ¢

wanedunUIn “Uiimmﬂaﬂﬁmi‘ﬁlLﬁy@(}iaﬂ’liﬁﬂui (learning/work climate)” 1WusulswensaldAaidunus
fumssnwmiinnuifianuaansa (retention of talented employees) lngnalnnanssindurugnitusionsdnis
(organizational commitment) kagn135uitean1satiuaywaINBIANTS (perceived organizational support) Fadawa
Twinawiuuilduegreinntunasinaauiinay

NUAIWavaIv (multidisciplinary reviews) §s3din@adesuuuas (transformational leadership)

o

wazuleuneiuatannis/aunadinnisineu (work-life balance) iuihidusdweneua (moderator/mediator)

v AaYy o o v

SEMINUTIEIMABIANISAUNSINYIYAINT Inslanizluuiunniasgiidedninaulas@asuneunisuimsyana

3

a &)

NuduaTziargaduiuuwInuUandugusssy wu nswauniausssuessAnsiiiunisiiulavesynains

Al a

M1599NUUULEUNN TN (career pathing) wazn1sdeansiBenagnd Weliminaugsdneamidniinisegselu
onTuduA

Tussiuuumnd nsitefiiendestunisinvyaansluniadgisiuaumnn uazindliifiui usseinia

psAnsdavan WldiAnandwindeumemenimidissagiafie uasudelamusssunsihnutasaudusiug

s¥MIayAAINg 879 Schneider et al. (2013) AnwlussAnsniasguosanigewin wuln UssEINIABIANTTTL

“Employee Voice” wianmailnfiuiiliyaarnsiaueanufniu dwaliiAnanuidnddiusiuwazanuyniy

v

#eosAn1segefituddny Perry et al. (2006) Anwinudn yaainslunasgiusegsleidudouninniaeny
nsafreussemaiinevaussiaussgilanelu (wu anumanilalusnuuimsmsisue) uasussgslanisuen
(Wu afafn1sia) aztheaseudsildiniuumislanummiafivsegrafion OECD (2019) 9189191 Useine
fszaunnudisslunisinuiyaainsmasy Wy uauen wagiluaus snasisussemansyinauiifiensilindags
waziUalondliyaansiaiusumnuaiAnIn1 s uYeIiIed

dwsuusunive Sowidedassendduuniefng “nsfudusseniaesinis” luesdnsiguassgiavia
wui1 Yadeegrenndnuasanu (job characteristics) nsatuayuaniiing1a waznisiiulonialunisiaun

fdvnadonuyniuseaddnsuaznginssunsiuauBniifvesesrns (organizational citizenship behavior)
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MATBIINUIMINIdeLazsEsineaeIuTIusseIneesRnslumuUsddgysenau juRausaranussle

8YVBIYARINT WU MsAnwIAvYAaInTangatvayulumInedevessy uarns@nwmdundnauiziamig
FanumnuduiusiBsuinseninamsiuiusssnassdmsiunnugniusessdnsuasnnAnssudauinveswiineu
wennifflnufnuitinsztunumeeinsdeasnelunaznisidusanlunsdnauleinduledoesuid iy
Tuusunlng

Tugsuleutsuaznisuuilumiienuniasging vuidesassienudauleuiy (savtenansdaaTe
wnUfiRmnaiusullatuniasy uuginlevieiitunisquaaiadnismnedale lemailneusuiiaonadesiu
dunaendn uazniseenuuuauiiiinnumine wWednwiyaainsiididneninlunindy egnelsfd muided
nsUszgnalduuImIadanalvd (private-sector HR practices) luniasgaesusulviindunseungsvideuuas
TausTsuNIureIIAigine

uenanil luusunmvesdsuinalne Sadlouidevareiuiiuduin msadeusseniaesdnisiintumiasanu
masgfesmaunausteiulassai Ui swasiinednineeayaains swidevesasny Inmnuusing
(2567) Anwuieafuusseniresinisiuanugniuseesdinisvesynanslumsnuigiavia nui vssena
Afunugdsssn Widla waznsdeansiidanine dssalagnssiesziuanuyniiuresynains lnglanizngs
ﬁﬁmmmmaaqqLLazﬁmqLﬁaﬂiumwﬁmumn warauitevesfive wawds (2563) Tinseitddeiidmace
nsAseguesyAansluntinenuswnng wui1 msldfunssensunaznmsdalemalilddnenmedraiudisinasie
aufianelalunisiney Jaduusmdnduddnliynainsidenegivesdnmssie ufsnddevesunden asudu
wagang (2568) Anwilungudnsunissedunats nud1 usseIman s danudangu nsaduayuain

YU o o v

AUy wazauianduadluedn Wutadedrdgiivibiurainsaunimlduaismauuenssuusivnis

]

uniSuanaddelulsenamaniasviowdn miisnuniasguesineastinnudAyiu anulusda anugisssy

(5%

Anufiuasiue1dn wavlonialuniswmuidngnn ieasraussenanfsgayaainsidianuaiunsagddvegiv

U q

DIANITIUTTELYD

29ARNN5 Ty
aadAusTildaunsaasuidunuuiiasusseimeaesdnisniaiglugaddiia lnedinaluladidugudnans
1

I
Meuluans 6 asAusenaurmeriu dulmmnensinwiyeainsdnenings fsnmd
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o

AN
Y

1 (leadership style)

ANNLINADY dususanluau

(work environment) (interpersonal relations)

PAILIDITN ASARANTBIANTT

(career development) (internal communication)

J8UUTNTA (recognition & rewards)

v

nMsSnwIuAINIANgNINgIRE 19Ty

aa o

AWM 1 kuueeIusIsINIresrnIsn1asglugafdva

o

NI 1 gudnans fe waluladfdvia Favihmdiigeulequuvasinng @nasaesiiang) fuesddsenay
U8INABIANTTNG 6 15 TnginaluladnvengnauasSudeyadeunduainynesdusenay uaznaansgaving Ae

nssneuaaInsAnenmases gy Matlanunsaadniiusasnaeiiedsiaussinuiiandule

unasy
mMsaseusssINAesnsTivasenssnuyaansdnanmasluenunesgindudesedenisysannis
6 asAUsznaUdAy laud aeguinuuildsunlas duiusamluruidaunin nmsdearsneluillsda ssuu

s dauaznisengesiilusssy lamaimuiandniidaau wasanmwndeunisvhauiidedegunie Tugatagiu

@ o

Naa v o @ ~ I3 ] a a & & 3 &,
walulag@dvia iuihiidugalienleuasveenannasdusenaumanilfiussdnsnmung iy lidnaudy

L

n1sdearsuuuisealniluunannasuadia ssuvengemanuilusdatasasirasula vSeunuimuIuAaINg

I~ v o
N

wisuseteya dnsuninsging dowausuus@aulovieiididy Ao 1) STRIUISEUUUTIMTIANIINTNEINS

U

o =

wywd (HRM) Advianuuysannisidenlewniifveiussenieesinsidimeiuy 2) aamuiauiniegungaiiva
muAfiulaTINsszuuiTMsiinadugnsge (HIPPS) vesdiinnuanznssunsiiswnmalzeu 3) ai1aimusssy

9IANINAUATENA15150UE (Public Service Motivation: PSM) LU NIIARBULNNSITEUS has U InN TSy

o | o

4) Wieyagaszdndluniseenuuunasssillunausseiniaesansegwalilos Nauatiagilugnmssnwiyaains

Y

Anenngaliasegiunenuniasgegnsdidu adusmngrudAguesnsuinsassugiiivssdnsnmlussezen
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