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The objective of this research were to study the levels of motivations to work and 
work performance of personnel in the Graduate School of Suan Sunandha Rajabhat 
Unversity, Bangkok, Thailand and to examine the relationship between these two 
factors. This study was undertaken between between January 2017 and August 
2017. It employed a quantitative research approach. The data were drawn from 
30 personnel of the Graduate School, obtained by simple random sampling. 
A questionnaire was use to collect to the data. The data were analyzed with 
descriptive and inferential statistics. The research results showed that in terms of the 
motivations, the maintenance or hygiene factors including salary, organization 
policy and administration, and interpersonal relation with superior, 
subordinate and peers, and motivational factors including advancement and 
growth in work were rated at a medium level. In terms of the work performance, 
achievement motivation, good service, and expertise were rated at a high level, whereas 
ethics and collaboration were at a high level.  Moreover, it was also found that the 
motivations to work had a positive effect on work performance of the personnel of the 
Graduate School, with a statistical significance of .01. 
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1. Introduction 
 
 In the present time, the world has rapidly and drastically changed in every 
dimension in terms of society, economics, poltics and technology. Consequently, this has 
affected domestic and international environment in order to respond to the changing 
because an organization that has agood system of management tends to successfully 
achieve their goal. At the same time, the orgnization that is likely to succeed has to 
depend on internal personnel or workers that are willing to dedicate their skills, knowledge 
and their relationship with the orgnization in order achieve the highest level of efficiency. 
 
 Thus, the organization should value in developing various factors that are impactful 
to the organization’s growth in order to compete with other organizations. The most 
important factor of production of the organization’s growth is labor. They are important 
because they are the main driver of mechanism and all of the internal systems in the 
organization. Furthermore, work performance has to rely on employees’ skills and 
knowledge to successfully perform the organization’s work. With this reason, the quality 
organization tends to have potential when it comes to competition. Hence, labor is 
considered as the most important resource when it comes to working. At the same time, it 
can be a huge responsibility for a manager to develop his employees’ potential in order to 
successfully achieve the organization’s goal. The manager can develop his employee’s 
potential by sharing his knowledge, training his employees for improvement in skill and 
changing the employees’ attitude to be positive to their work. All these things can  
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contribute in helping the employees effectively and efficiently perform their work as 
Herzberg (Herzberg, 1959) once said that a man with a positive attitute or satisfaction to 
his work tends to have good work performance. Thus, with this process, the manager 
needs to explain and make an understanding with his employees for the benefitial 
outcome for their own growth. Hence, the manager must find a way to make his 
employees work with full potential in the organization. As a result, motivation has become 
of the techniques that helps inspiring the employees to have an interest inwillingly learning 
things by themselves. Moreover, an interest in constantly seeking for knowledge, which 
eventually can be a process of creating creativity. 
 
 Currently. Graduate School, Suan Sunandha Rajabhat University is the hub of 
coordination and control of the standard of higher education management. Its main 
objective is to produce a knowledgeable and specialized personnel with a skill for a 
specific field, which must be consistent to what the society needs for the country’s 
development.  The personnel  of  the Graduate School have to be able to give 
adviceregarding subjects and curriculum as a service to lecturers and students. They also 
have to be able to solve problems from beginning until end of a student’s issue effectively. 
Hence, motivation in work performance is a factor that has an affect in making the 
personnel feel satisfied with their work and the motivation can also influenece the 
efficiency of the work performance. 
 
 From the importance of the content above, it is the reason why researcher has an 
interest in the study of motivation and core competency of the personnel at Graduate 
School specifically in the part of the result of motivation in work performance as how it can 
impact and whether it is related or not. This is extremely important due to it is one of the 
factors that has a signifance in efficiency of the personnel’s work performance. With this 
reason, this research is about the study of the relationship between motivation and core 
competency on work performance of the personnel at graduate School, Suan Sunandha 
Rajabhat University in order to use the information to apply as a guideline for the manager 
and people who are involved to acknowledge the fact about the personel. In additon, it can 
use the result to manage appropriately, which will only continuously influence positive 
outcome for the efficiency of work performance and the organization.  

 

2. Literature Review 
 
 The researcher has studied the theories of motivation as follows: 
 
 The hierarchy of needs 
 
 The theory of hierarchy of needs is known as Maslow Hierarchy. (Maslow, 1954) 
provided each level of needs from lower-order need, which has physiological needs, safety 
needs, social needs, esteem needs and self-actualization needs, respectively. We can see 
that the lower-order need is extrinsic reward, which the manager should manage the 
system of work according to the need as follows. 
 1. Physiological needs 
 2. Safety needs 
 3. Social needs 
 4. Esteem needs 
 5. Self-Actualization needs 
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 ERG theory 
 
 ERG theory is a motivation theory by Clayton Alderfer known as Alderfer’s theory. 
The theory deals with basic needs of humans but considers which needs happen before or 
after and the possibility of more than one needs, can happen simultaneously. Hence, the 
ERG theory has lower level of needs than the Maslow’s theory. It was categorized into 3 
categories as follows. 
 1. Existence needs - refers to the basic need of every human requires for survival. 
 2. Relatedness needs – refers to the need of giving and receiving friendship from 
people. 
 3. Growth needs – refers to the highest level of need of a person, which has the 
lowest level of concrescence.   
   

 Acquired needs theory 
 
 David C. McClelland, the psychologist presented learned needs theory, which is 
about motivation involved closely with the idea of learning. From this theory, it is believed 
that normally there are only 2 types of needs in human, which are need of happiness and 
need of free from pain. However, for other needs, it only happens after the method of 
learning but humans still live their life looking for so many similar things. As a 
consequence, they all have the same experience of the type of needs but only different in 
the matter of how much the needs are. He also believes that motivation has foundation 
coming from society’s culture, which he believes that there are 3 types of learned needs 
as follows: 
 1. Need for achievement 
 It is the desire for doing something to be better or more efficient than ever done 
before. Moreover, to achieve something as one desires by struggling to overcome all kinds 
of problems and obstacles or solve all of those problems as expected. 
 2. Need for power 
 It is the desire to take and control someone or basically the need of having power 
over anybody else. 
 3. Need for affiliation 
 It is the desire to be loved and accepted by others. It has the need for building 
relationship and friendship with people. 
 

 Two-factor theory 
 
 Herzberg developed the two-factor theory as follows: 
 1. Hygiene factor – refer to as a source of dissatisfaction in work happened mostly 
due to job context, which includes 5 factors 
 1.1 Salary or compensation including stability of work and most importantly with 
the system of compensation. 
 1.2 Relationship in workplace such as relationship between an individual with 
colleagues, manager and client. 
 1.3 Policy management is usually about the system of work, rules and regulation 
and control in an organization. 
 1.4 Workplace environment such as room, weather, temperature, work 
equipment or tool, brightness and mostly material factor. 
 1.5 Leadership refers to knowledge and ability of a leader in terms of leadership, 
experience and expertise. 
 Lacking of appropriateness of these 5 factors will cause employees to be 
dissatisfied. On the on the other hand, if all of these 5 factors are completely appropriate 
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and well done, it would cause nothing to the employees. Thus, these factors are 
considered as the necessary factors for an organization to exist. Without properly 
managing the 5 factors, there will certainly be a problem in work.  
 2. Motivation factors or satisfier factor is the source of dissatisfaction in work 
happened mostly due to job content, which has 5 factors as follows: 
 2.1 Work success refers to the feeling of coming from the success of 
accomplishing the work with high standard and complication that can deal with. 
 2.2 Respect means the feeling of being accepted and appreciated by organization. 
 2.3 Type of task refers to the feeling of liking or not to the task that one is 
assigned. The task should accord with skill, knowledge and preference of the person that 
has to do. 
 2.4 Responsibility such as the feeling of having responsibility in work, which the 
work could be hard and challenging for the worker.  
 2.5 Growth is the progress in doing the work and expecting to be promoted. 
Furthermore, by doing the work makes one better in terms of expertise and knowledge.  
 Besides that, the researcher have also studied the concept of core competency in 
work performance by Office of the Civil Service Commission (2005), which stated that core 
competency is the type of attributes that every officer of the Civil Service must possess. 
There are 5 types of core competency as follows: 
 1. Achievement motivation – The focus on working beyond the standard that has 
set. The standard could be from the result of a previous task or criteria of achievement that 
the civil service has designated. It can also refer to developing and improving in the 
process of working to achieve a goal that is hard and challenging that no one has ever 
done before. 
 2. Service mind –A core competency that focuses on constantly providing good 
service that can satisfy the need of citizens and other government agencies.    
 3. Expertise – Perseverance in seeking for knowledge in order to develop potential 
in ability to work in the civil service. Moreover, to constantly develop oneself in order to 
practically use the expertise to work on technology and so on. 
 4. Integrity –Controlling oneself and to well behave according to law and integrity 
and to apply in the civil service. In addition, it is also an important force in motivating the 
government’s mission to achieve.  
 5. Teamwork –Intention in working with other people and to be a part of the team 
such as a member in an organization. 
 

 The Related Research 
 
  Pattranun Sirithai and Chitpol Chaimadun (2016)studied about the relationship 
between motivation and efficiency on work performance of personnel at Sakaew 
Community College and found that the overall level of motivation in work performance is 
high. They also found that highest level of average is status of occupation and the lowest 
one is salary. On the other hand, the result of analysis in the overall level of efficiency on 
work performance is also high. The highest level of average is the process of work and the 
lowest level of average is discretion and making decision. To conclude, the result of 
analysis of the relationship between motivation and efficiency on work performance was 
found that motivation has positive relationship with efficiency in medium level with 
statistical level at .01. 
 
  Anthika Sakkinadee (2016)found in the study of the relationship between motivation 
and work performance of personnel at Rajamangala Univesity of Technology Tawan-ok 
that the overall and average level of relationship between motivation and work 
performance of the personnel was high. Moreover, the overall result of the relationship 
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between motivation and work performance of the personnel at Rajamangala Univesity of 
Technology Tawan-ok all had positive relationship with statistical level at .05. 
 
  Thanasuwit Thabhiranrak (2016) studied about the Efficiency in the performance of 
financial personnel in Ranong province and found that 1) the performance of the financial 
performance of the personnel in Ranong. At a high level in all three areas. The first is time, 
the second is the same two aspects of performance and cost, respectively, 2) the internal / 
external sex, marital status and income, the average monthly personal financial well affect 
the performance of the operation. no difference in age, education and placement of 
personnel, financial differences that affect operational performance vary. Statistically 
significant at the 0.05 level 3) and the complementary factors of personnel, financial 
incentives differ affect performance in different operations. Statistically significant at the 
0.05 level, and 4) barriers, the amount of work, but with less personnel. Ways to enhance 
the performance of personnel, financial and other suggestions that should develop the 
capacity of staff to be more effective, such as training knowledge constantly reviewing 
procedures for operational financing. Always the financial operation manual or manual in 
VCD format for easy education etc. 
 

3. The Methodology & Model 
 

 Population 
 
 Population that was used for the research was academic support personnel of 
Graduate School around 34 people. 
 

 Research instrument 
 
 In the study, the researcher used questionnaire as a research instrument to record 
data. The step of creating the research instrument as follows: 
 1. Creating the research instrument 
 1.1 Study and review literature, theory and research documents that are exactly 
related to your study. 
 1.2 Review instruction of research and technique of creating questionnaire. 
 1.3 Create questionnaire by using all of related content to the study according to 
your objective. 
 
 2. Checking the research instrument quality 
 The researcher took the questionnaire to do some testing in order to check for 
validity and reliability as follows: 
 2.1 The researcher had 3 experts to find and check the content validity. As a 
result, the calculation of IOC (Index of Item Objective Congruence) was more or equal to 
0.5. However, the question was only the representative of particular group of attributes. 
 2.2 Checking reliability of the questionnaire was done by the research with try-
out for the population that was not the sample of 30 people. In order to further check the 
reliability, the researcher did it by using Cronbach Alpha Coefficient with the result of the 
reliability at 0.8417.  
 

 Analysis of Data 
 
 The researcher used the related statistics in analyzing data of the population that 
was studied and tested for hypothesis as follows: 
 1. Descriptive statistics  
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 1.1 Mean and standard deviation help explaining the data about opinions on 
motivation and core competency on work performance of the personnel at Graduate 
School, Suan Sunandha Rajabhat University. 
 2. Inferential statistics 
 2.1 Used Pearson Product Moment Correlation Coefficient to find the relationship 
between motivation and core competency on work performance of the personnel at Graduate 
School, Suan Sunandha Rajabhat University. 
 

4. The Findings 
 
 The researcher presented the result of the analysis on the relationship between 
motivation and core competency on work performance of the personnel at Graduate 
School, Suan Sunandha Rajabhat University by dividing into parts as follows: 
 Part 1: The study of the maintenance factor such as salary, working environment, 
management policy, leadership and the relationship between them and their work can be 
concluded as follows: 
 1. The result of the study on the level of motivation of the personnel at Graduate 
School, Suan Sunandha Rajabhat University on salary was found that it was overall at 

medium level with average (µ) equals to 2.904 and standard deviation (σ) equals to 0.913. 
 2. The result of the study on the level of motivation of the personnel at Graduate 
School, Suan Sunandha Rajabhat University on working environment was found that it 

was overall at high level with average  (µ)equals to 3.725 and standard deviation  (σ ) equals 
to 0.656.  
 3. The result of the study on the level of motivation of the personnel at Graduate 
School, Suan Sunandha Rajabhat University on management policy was found that it was 

overall at medium level with average  (µ)equals to 3.319 and standard deviation  (σ ) equals 
to 0.616.  
 4. The result of the study on the level of motivation of the personnel at Graduate 
School, Suan Sunandha Rajabhat University on leadership was found that it was overall at 

high level with average (µ)equals to 3.666 and standard deviation (σ)equals to 0.553. 
  
 5. The result of the study on the level of motivation of the personnel at Graduate 
School, Suan Sunandha Rajabhat University on the relationship between them and their 
work was found that it was overall at high level with average  (µ)equals to 3.451 and 

standard deviation (σ)equals to 0.464. 
 Part 2: The result of the study of the motivation factor such as type of work 
performed, career advancement, responsibility, achievement and recognition can be 
concluded as follows: 
 1. The level of motivation of the personnel at Graduate School, Suan Sunandha 
Rajabhat University on type of work performed was found that it was overall at high level 

with average (µ)equals to 3.562 and standard deviation(σ)equals to 0.540. 
 2. The level of motivation of the personnel at Graduate School, Suan Sunandha 
Rajabhat University on responsibility was found that it was overall at high level with 

average (µ)equals to 3.813 and standard deviation (σ) equals to 0.557. 
 3. The level of motivation of the personnel at Graduate School, Suan Sunandha 
Rajabhat University on achievement was found that it was overall at high level with 

average (µ)equals to 3.962 and standard deviation(σ)equals to 0.571. 
 4. The level of motivation of the personnel at Graduate School, Suan Sunandha 
Rajabhat University on recognition was found that it was overall at high level with average 

µ)equals to 3.804 and standard deviation(σ)equals to 0.619. 
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 5. The level of motivation of the personnel at Graduate School, Suan Sunandha 
Rajabhat University on career advancement was found that it was overall at medium level 

with average (µ)equals to 3.291 and standard deviation (σ)equals to 0.925. 
 Part 3: Core competency of the personnel Graduate School, Suan Sunandha 
Rajabhat University: 
 1. The level of core competency of the personnel Graduate School, Suan 
Sunandha Rajabhat University on achievement motivation was that it was overall at high 

level with average (µ)equals to 4.049 and standard deviation(σ)equals to 0.657. 
 2. The level of core competency of the personnel Graduate School, Suan 
Sunandha Rajabhat University on service mind was that it was overall at high level with 

average (µ)equals to 4.111 and standard deviation(σ)equals to 0.552. 
 3. The level of core competency of the personnel Graduate School, Suan 
Sunandha Rajabhat University on expertise was that it was overall at high level with 

average (µ)equals to 3.885 and standard deviation(σ)equals to 0.684. 
 4. The level of core competency of the personnel Graduate School, Suan 
Sunandha Rajabhat University on integrity was that it was overall at the highest level with 

average (µ)equals to 4.242 and standard deviation (σ)equals to 0.614. 
 5. The level of core competency of the personnel Graduate School, Suan 
Sunandha Rajabhat University on teamwork was that it was overall at the highest level 

with average (µ)equals to 4.223 and standard deviation(σ)equals to 0.614. 
 Part 4: The relationship between motivation and core competency of the personnel 
at Graduate School, Suan Sunandha Rajabhat University: 
 Motivation in work consists of 2 types such as maintenance factor and motivation 
factor. 
 Maintenance factor includes salary, working environment, management policy, 
leadership and the relationship between them and their work. 
 Motivation factor includes type of work performed, career advancement, 
responsibility, achievement and recognition. 
 There are 5 types of core competency such as ahievement motivation, service 
mind, expertise integrity and teamwork. 
 The research found that the relationship between mainternance and motivation 
factors and core competency of the perosonnel at Graduate School, Suan Sunandha 
Rajabhat University by using Pearson Product Moment Correlation Coefficient with 
statistical level of 0.01 and can be concluded as follows: 
 1. The Pearson Product Moment Correlation Coefficient of between maintenance 
factor and core competency of the perosonnel at Graduate School, Suan Sunandha 
Rajabhat University had the result (r) equals to 0.378, Sig. = 0.000. It means that the 
relationship between maintenance factor and core competency of the perosonnel at 
Graduate School, Suan Sunandha Rajabhat Universityhas low level of relationship with 
statistcal level of 0.01. 
 It was found after consideration that the relationship between maintenance factor 
and core competency of the perosonnel had very low level of achievement motivation and 
the relationship between maintenance factor and core competency of service mind was at 
medium level, while core competency of expertise, integrity and teamwork were at low 
level.  
 2. The Pearson Product Moment Correlation Coefficient of between motivation 
factor and core competency of the personnel at Graduate School, Suan Sunandha 
Rajabhat University had the result (r)equals to 0.676, Sig. = 0.000. This shows that the 
relationship between motivation factor and core competency of the perosonnel at 
Graduate School, Suan Sunandha Rajabhat University is at high level with statistical level 
of 0.01. 
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 After being taken for consideration, it was found that the relationship between 
motivation factor and core competency of achievement moitvation, integry and teamwork 
were at medium level. On the other hand, the relationship between motivation factor and 
core competency of service mind adn expertise were at high level. 
 3. The Pearson Product Moment Correlation Coefficient of between motivation 
factor and core competency of the perosonnel at Graduate School, Suan Sunandha 
Rajabhat University had the result (r)equals to 0.596, Sig. = 0.000. It indicates that the 
relationship between motivation factor and core competency of the personnel at Graduate 
School, Suan Sunandha Rajabhat University is at medium level with statistical level of 
0.01. 
 It was found that the relationship between motivation factor and core competency of 
achievement motivation and integrity were overall at low level, while core competency of 
service mind was at high level. Besides that, the relationship between motivation factor 
and core competency of expertise and teamwork were at medium level. 
 

5. Summary & Conclusion 
 
 To conclude the research as follows: 
 1. 5 types of core competency on work performance of the personnel at Graduate 
School such as achievement motivation, service mind, expertise, integrity and teamwork 
were found that both achivement motivation and service mind were at high level of core 
competency. Moreover, expertise and integrity were over all at the highest level of core 
competency. 
 2. The relationship between motivation factor and core competency of the 
personnel at Graduate School was found as follows: 
 2.1 The Pearson Product Moment Correlation Coefficient of between 
maintenance factor and core competency on work performance had low level of 
relationship with statistical level of 0.01. 
 To consider the relationship between maintenance factor and core competency 
on work performance in each type, it was found that the relationship between maintenance 
factor and core competency was at very low level. Moreover, its relationship between core 
competencies of service mind was at medium level and core competency of expertise, 
integrity and teamwork were all at low level of relationship. 
 2.2 The Pearson Product Moment Correlation Coefficient of between motivation 
factor and core competency on work performance of the personnel at Graduate School 
had high level with statistical level of 0.01. 
 It  was found that the relationship between motivation factor and core 
competency of achievement motivaiton, integrity and teamwork were at medium level. On 
the other hand, the relationship between motivation factor and core competency of service 
mind and expertise were at high level. 
 2.3 The Pearson Product Moment Correlation Coefficient of between motivation 
factor and core competency on work performance of the civil service and cooperative 
technology transfer were medium level with statistical level of 0.01. 
 After consideration, it was found that relationship between motivation factor and 
core competency of achievement motivation and integrity were at low level, while service 
mind was at high level. Besides that, the relationship between motivation factor and core 
competency of expertise and teamwork were at medium level.  
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