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Abstract

The aim of this article is to suggest how building up the organizational commitment
of generation Z. Generation Z tends to leave their jobs after for 1-2 years. To retain the employees,
it needs to build up the organizational commitment, which work values can predict. After reviewing
the literature of Three Component model of commitment of Meyer & Allen since 1991, guideline for
develop the commitment of Meyer & Hescovitch, which is presented in 2001, and work values
of generation Z, it was found that the work values of generation Z were different from other
generations such as compensation, job-advancement, and social-impact work. Three Components
Model and human resource management activities are used to build up the organizational
commitment by create the meaningful work design, performance management and compensation,

participation, shared values, and corporate social responsibility.
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= =3 o 1 4 A o Y o 3 o ! =2
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FINTTUR Ao AauA LY (Kongkaew, 2016 ; Lovell, 2017 ; Ranstad, 2016) FRLUTTME
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o A 1 Q{I o ! % o 3 v
NNV LT ALY V]@t@qﬂ’]iﬂu’]'lﬂ@;LLu’W]’Nﬂ’]ﬁ‘@ﬁ"Nﬂ'J’mE&ﬂWlﬂM‘ﬂ\? ﬂﬂ’]ﬂﬁ

LUINNNITAINAMNYNRUADBIANSUDILAULUBLTTUT

anluina 3 a9Alsznauras Meyer & Allen (1991,1997) ﬁﬂmqﬁammaﬂﬁuﬁamwaﬁ
finiinauinfiazjanlfiuessnng mm;_gnﬁm%qngmmm‘“ﬁwﬁmmm@giummrmﬂfimﬁ’ffm
mmiﬁﬂﬁwﬁﬁ ANFLEATELIAREIANNT LL@zm’man‘v’uﬁqLﬂ?ﬂgﬁ@ﬁwﬁm’mm@aﬁumﬁmi
manzmsAnieiennagay Auiasldi nsdnrmvangiuduansinnnagnifuseesAnstuLAnsg

FulUpuiaeLedi A9n1919n 2



Il 18

NsaNsIBIMSUMdNENaewWIsdalinosu
U1 13 auN 3 NINGIAN 2562 - NueIEK 2562

A15719N 2

ANNENNUAREIANITTBAAUUBITT A )
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LUUHNLN@?@

LAULUBLTTULANG

LRULUALSTUINY

LRULUALSTUT

- Hanuyniulngsan

s

gandnauiuasuend

a

- HANYNIWTUATEETA
deﬁmummﬁutﬁn%
UATANENITY
1T9e13Nniganan
EATTAES (Rt
(Constanza, Badger,

Fraser, Severt & Gade,

2012)

Haugniiulagsau
Qqndﬂmmumﬁumﬂ
(D’Amato & Herzfeldt,
2008)
HAuynuLEensnnl
UATATNENI
VENNLNEUTIEaNan
EORIIES e
(Constanza et al.,

2012)

o

- Havuyniug
ﬁqmmﬁﬁmﬁ'mdﬁ
LN g
(Glazer, Mahoney,

& Randall, 2019)

- HavuynWuRINg
RULULITURY
dszauminugdnisa
Iesaaaang
o a =
FNELATITN
(Arar & Oneren,

2018)

miﬁﬂmmmQﬂﬁu%\w:ﬁuqmmLL@mzﬁumﬂ’m?ﬁuv‘iﬂﬁmmmﬂﬁ*umiu?wa‘
NiNeNINYEE M RNAIUBIANNT MENIU wasTnuTiuansafilE (Meyer, 2017) ileRansaunnins
7l 2 wudnauuedud SanugniuiandiaumerduEu fuimsisansldiaauaulalunisiy
Lmeqmi‘u?miwi”wmmmwﬁ{@m%wmmgnﬁuﬁf@mm‘miﬁumum@Li%u% 54 Meyer &
Hescovitch (2001) ”LﬁmuﬂLmeﬂumimemwgﬂﬂumumﬁﬂizﬂfauﬁqmmm Meyer & Allen
(1997) lAun 1) AnuynRTsensnnl armnsaRmuIAanIsidauson f”T\'mmmaﬂ@mﬂ”Lw?@
ma‘%wiuma‘mtﬁﬁﬁuj N1sENgadANENIINTBINULENIUITENINTEIN WaznTaF1eEnansnl
annadndanmiseurzaa nnIaineuussqitiunng 2) AnugnEINg N Tneanun s
Lﬁ'faqﬂﬂmﬁmaﬁmgmmmﬁizwqﬁmmmu Iaga1annaInn1dainan19§9An (Socialization)
wazafelifunadslsnhiefllszaunianilunanansusugiiie dandheu viefieusauey
WAT 3) ANTNENHITNLATEENA mmmﬁmuﬁuﬁmﬁﬁ@mnuiﬂLmﬁuifa’qm@mmv;ul,ﬁ@izimzﬁﬁ
dniusie

Lmeﬂumm%‘NmwQﬂﬁuimmﬂau?mam*wmm‘wwﬁﬁuﬁﬂgoﬁ’wﬁwm&u,mmq
laignaziflunisliAimeuunulugtuuusine mslfRuieuiigandnesdnistu nmslkatannis
fimilandn nedaasuliypannsléfunnuinutilugiaendn nsdeasluasimsuazmsfuney
1aansdeyasie] neluesdnis nsidaudanaesyrainsuazniatalanialiiuyaaing uas
AglAsuNNseNsiaaTaLme (Yodwisitsak, 2014) Faganadaqiy Meyer (2017) AifiudnaadnnAa e
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AN 2: ATENLAZANAIANIITBAULBLITUT NEINABIDLWINIINITATIIAINYNAL

ﬁm: Meyer & Allen (1991, 1997) ; Meyer et al. (2002) ; Meyer & Maltin (2010) ; Meyer (2017)
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