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ABSTRACT

This independent study aimed to study supporting factors for organizational learning
at the personnel, group, and organization levels and to compare the levels of these supporting
factors between operational staff and executive staff, as well as problems and obstacles
concerning organizational learning at Bank for Agriculture and Agricultural Cooperatives, Chiang
Mai Provincial Office. The samples were 200 staffs of Bank for Agriculture and Agricultural
Cooperatives, Chiang Mai Provincial Office. The tool to collect data was based on questionnaire
by Nick Bontis and Mary Crossan (1999).

The results showed that supporting factors for learning organization were ranked at
the medium level in the following order: 1) personal knowledge 2) relation between
organization’s work and staff 3) group or team knowledge 4) leader’s influence on organization
5) organizational influence on personnel or team 6) organization 7) personal and team influences
on organization.

The results from the comparison of supporting factors for learning organization
between operational and executive groups showed that executive group ranked all 7 factors at the
level higher than that ranked by operational group, but for sub-factors the ranking by both
operational and executive groups did not show difference in energy for work and appropriate

training for the job.



When analyzing all 7 factors according to learning groups, namely knowledge stock,
feed-forward learning and feed-backward learning among personal, group and organization levels,
the following differences were found: personal knowledge was at the high level (3.65%), group
knowledge was the medium level (3.42%), and organization knowledge was at the medium level
(3.24%).

For the analysis of feed-forward and feed-backward learning, it was found that
knowledge transfer at personnel level and group level was higher than that between group level
and organization level, which was higher than knowledge transfer between personnel level and
organization level.

When analyzing the balance of knowledge transfer between different categories, it
was found that there was no balance between personnel-to-organization feed-forward learning and
organization-to-personnel feed-backward learning because personnel-to-organization feed-
backward learning was at a higher level than personnel-to-organization learning. This resulted in
different levels of learning and learning cycle not happening.

When comparing learning between operational and executive groups, it was found
that both groups shared the same ranking in the following order: personnel, group and
organization, respectively. This result conformed with the level of learning of Bank of
Agriculture and Agricultural Cooperatives. It could be concluded that at this organization, there
was more knowledge at the personnel level than at the group and organization levels. This was
because of the imbalance knowledge transfer from personnel level to organization level and feed-
backward learning from organization level to personnel level.

This imbalance created bottle-necked congestion in knowledge transfer from
personnel level to organization level and vice versa, and it prevented indefinite learning process to
happen at Bank of Agriculture and Agricultural Cooperatives. It is suggested that Bank of
Agriculture and Agricultural Cooperatives should promote personnel learning so that personnel
are involved more in setting direction, operation, and vision of the organization. Executives
should support personnel learning, promote belief in sharing knowledge, and organize appropriate

training for personnel.



