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and Development - Orientedness of Thai
Civil Servants: An Empirical Test*

Tin Prachyaprnit

I. Introduction

The effort of every Thai government (regime) for the past two decades
has been toward national development. Thailand’s first national economic plan,
which was later than most comparative countries, was put info effect in 1961. At
the present time the government is implementing the fourth plan (1977-1981) and
has just put the fifth plan on the national agenda intended to be implemented during
1982 through 1986.  These past efforts at national development, however, can
hardly be called a success. The reasons for this seem to he attributable to hoth
external and internal factors. The external faciors can be attributed to worldwide
economic recession, (leflation: devaluation of the American dollar, a decrease in the
volume of foreign aid and assistance, and a decrease in the price of Thailand’s food
and agricultural products in world markets, Admittedly, these external factors are
beyond the Thai government’s control, a force majeure. This research will not be
concerned with these external variables,

On the other hand, the problem of Thailand’s economic and social deve-
lopment. plans is also a result of internal factors—[aciors that the Thai government
should (has to) be able Lo control if development is to take place. At least three
internal factors can be singled oul as significant in negatively aflfecling national,
economic, and social development; the deficiency of the national economic and social
development plans themselves; the defecl of administrative structure and practices,
and the sociclogical characieristics or values of the civil servants who implement the
plan.  In the pages which follow these internal variables will be cxamined system
attically in order to understand better the Thai environment for national development,
This study will concentrate on sociological and personnel system independent. variables.

*For more detail, sce Tin_ Prachyapruit, “ Adminisirative Practices and Development—
Orientedness of Civil Servants in Six Public Organizations in Thailand” (Ph.D.
dissertation, Kansas University, 1982).
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The deficiency of the national economic and social development plans
‘has been reflected hy several authorities in the field. According to Jamlong Atikul,
the first Thai national economic development plan (1961-1966) was hastily drafted,
following the recommendation of the International Bank for Reconstriction and
Development, without any economic model to be used as a guideline. As a result,
the plan contained only national economic development programs in the public
nalional sector. Those in the private sector and within local governments were not
yvet included. Also excluded were social development programs. And even though
social development and other development programs for private sector and local
governments were later incorporated in the second {1967-1971) and the third (1972-
1976} plans, all three national economic and social developrnent plans remained
deficient. The major deficiency was that the plans relied too heavily on some
economic and social models, e.g., based on Keynesian economics, which assume that
supply is given and hence effective demand is the only constraint to output.  This
assumption of economic and social development, according to Atikul, is not suitable
for a developing country such as Thailand since the rigidity in supply has been
known to exist.! '

In its special report recently published, Sayamrath Weekly Critiques also
pointed out that the third development plan failed because the government had
pursped a development inflation strategy which Thalland was unprepared to
accomodate, By spending too much in order to accelerate economic growth without
carefully watching price levels, the government’s development expenditure itself was
the main cause of inflation, Sayamsath Weekly Critiquss went on to point to the
deficiency of the fourth plan (1977-1981) was because it was “scratching the
wrong place”. While the plan pledged to lessen social and economic inequity, it
fails because poverty has not been seriously taken as a target to be tackled.® This
ohservation is shared by a first - hand national development observer of the National
Institute of Development Administration, Chakkrit Noranitipadungkarn, who suggested
that if the goal of the fourth plan was to be achieved, poverty and the poor had
‘to be the first target.?

From this brief discussion, it is seen that deficiency of the national plans
themselvea in one of the major sources of the lack of national economic and social
development in Thailand. But comparatively Tittle is koown about the critical
variables which influence national development in Thailand. This study is an
attempt to study carefully the forces which have influenced or hampered national
development.

The problems of administrative structure and practices have heen cited
by both foreign and Thai scholars - - including the ternational Bank for Reconstruction
and Development - - as heing detrimental 1o Thailand’s national economic and social
development.
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As early as 1952, the Public Administration Service has submitied, on
request, to the Thai govenment a report, prepared by Messrs. Lyman S, Moore
and Edmund T. Ricketts, delineating administrative problems faced by Thailand.
Among them were the problems on capital budget, revenue administration, budget
and accounting, purchasing, municipaliies, use of staff, fixing responsibility,
organization, province and district administrations, and on record keeping.*

Simitarly, the International Bank for Reconstruction and Development,
in its report made public in 1959, suggested to the Thai government that the
organization and management problems be tackled if the goal of national develop-
ment was to be achieved. By pointing to the Thai government that “Government
administration presents its own additional problems,” the World Bank had recommended
that organization arrangements based on political considerations and adherence in
the administration to traditional practices and to status relationship which tended
to diffuse authority and responsibilities be dropped or improved if efficiency and
economy for national development is to be realized. And at the end of the report,
the World Bank stressed the problems of adminisirative structure and practices by
stating that :

Just as good organization usually requires a specific agency
to perform a specific function, so good management requires that
someone supervise the work of different agencies, and, in particular,
that he prevent them from working at cross purposes. Such
coordination is inadequate in Thailand.

Likewise, in it 1980 report, the World Bank once more calied attention to the
concern for the need of administrative reform conducive to national development :

Present institutional and administrative acrangements are likely
to impade the Government’s attempt to ensure broader participation
in future deveiopment. In particular the highly centralized nature
of the Government and the phenomenon of excessive functional
duplication and overlap of responsibilities hetween government
departments sericusly hinder the public sector from dealing
effectively with emerging issues of development; annual alloca-
tions of public resources tend to he influenced by historic patterns
of expenditure and by institutional or informal pressures rather
than by national development priorities. Many institutional difficulties
will only be resolved by the gradual evolution and modernization of
civil service practices and personnel administration, since these
condition the behavior and attitudes of officials as well as affecting
the efficiency of all public sector agencies invoived in develop-
ment. .. .¢
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In addition, a group of Thai scholars from the Thai University Research
Agssociation have suggested based on the results of a seminar held at Pattaya,
Thailand, in October 1978, that an “alternative development sirategy” be adopted
if national economic and social development is to be successful. Among others, they
called for a reform in the bureaucracy and institutions dealing with development :7

(1) The existing administrative structure is obsolete and unable to
accommodate developmental tasks, Additionally, it is organized in the same way
as it was a hundred vears ago when the duties of the government were basically
confined to a few tasks, e.g., defense of the country, taxing, and maintaining law
and orfer, the structure is presently not conducive to national development,

(2) The administrative practices are “anti-development’” in that every
important decision has to be made by the Council of the Ministers and controver-
sial ones by the Prime Minister himself.

Considering the suggestions and recommendations of hoth foreign and
Thai experts, it becomes clear that the problems of national economic and social
development of Thailand rests heavily on the administrative structure and practices
which inspire the research of this study. This research, by necessity, can take up
only one facet of administrative practice. That is, the research will explore administra-
tive personnel practices as important variables in explaining development - orientedness
of the civil servants under study.

Finally, according to Likhit Dhiravegin, the sociological characteristics of
the Thai elite civil servants are the major variables in explaining their liberal or
conservative political attitudes which, in turn, are inferred to be related io the
prospect of modernization in Thailand. The more liberal the political attitude of the
Thai elite civil servants, the more likely the prospect of modernization in Thailand.?
By using age, level of education, place of training, and father’s occupation as
independent variables and political attitudes, liberal/conservative (computed from a
composite mean score of three measures of political attitudes : change, equality, and
tolerance) as dependent variables, he found that hoth age and level of education are
related to political attitudes of the elites whereas place of training and father’s
occupation are not. The elites included in Dhiravegin's study are 56 in number,
drawn from three ministries (Interior, Education, and Office of the Prime Minister)
at the “Super Grade” or the three highest grades, that is, grades 9to1l. The
holders of these grades range from Deputy Directors-General, Directors—~General,
Deputy Undersecretaries of State, to Undersecretaries of State.

de Guzman and Carbonell also include demographic characteristics and
recruitment and career patterna of the Filipino administrators in the study of the
laiters’ development—orientedness ot value commitments to national development. In
their study, development—orientedness is composed of 8 measures : change, action
propengity, economic development; economic equality, citizen participation, conflict
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avoidance, concern for nation, and selilessness. Based on 176 samples studied, de
Guzman and Carbonell found that professional degree is related to conflict avoidance
and concern for nation, and father’s occupation is related to action propensity. On
the contrary, work place, tenure, and education are not found to be related te any
one of the development—orientedness measures.®

From the above discussion, it is evident that sociological characteristics
are important variables in explaining development-orientedness of the civil servants.
Therefore, an attempt is also made to test the hypothesized relationships between
sociological characteristics of the civil servants studied and their development—
orientedness in order to compare the result of the study with those of other studies.

One of the assumptions (hat underlines the view that development-
orientedness or value commitments to national development is a function of sociological
characteristics and personnel practices is that Thai public administration is gradually
moving towards professionalism, as stated by Siffin :

The Thai case raises, but hardly answers the guestion :
What is the nature and magnitude of force which must be brought
to bear in order to change a bureaucratic social system? Actually,
there may be a new Thai case in the making, as such forces as
professionalism begin to permeate various sectors of the system
a professionalism characterized by dedication to specific purposive
aims and a rationale for pursuing them.  Possibly evolutionary
changes in the thematic value orientations of the system are
occuring, but no one knows at present.’®

According to Siffin, the Thai bureaucracy is not resistant to change
provided that such change must be from outside and approved first from the higher—
ups.  Thai bureaucracy was and has been an established social system which is
based on a hierarchical status, status quo, and authoritarianism. As such, il is not
conducive to national development (e.g., productivity) unless it is stimulated by
outside forces, e.g., traditional authority and effective political leadership. But because
traditional authority and effective political leadership are not stable and institutionalized
and they are still based on personalism, chances are the Thai bureaucracy will enjoy
its status quo and serve its own self interest most of the time. This is so becauge
while the outside forces have always come and gone, the bureaucracy stays on. To
put it another way, the Thai bureaucracy is capable of fulfilling its maintenance
function, ie., preventing the society from collapse hut it is unable to induce
development or productivity. This is not to say that the Thai bureaucracy is totally
anti=development.  As observed by Siffin above, probably the Thai bureaucracy is
moving towards professionalism by internalizing development values as its own
without external intervention. For like any living organism, the Thai bureuacracy
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must adjust its structutal and functional aspects (statts value vis a vis developmental
value) in accordance with changes in today's changing world-- political awareness
among educated populace, urbanization, population growth, and new material desires
and expectation. Otherwise it will not survive amidst these turmoils. This observation
will be considered again as ihe study progresses. o

The purpose of this research is not io understand and explain the
weakness and strength of each economic model which guided or is guiding the
national economic and social development plans in Thailand.  Others in the field of
economics are better prepared. This research’s focus is on public administration and
public personuel in Thailand as important variables that affect development in
Thailand. The reason for this focus is because empirical research on the relationship
of socielogical characteristics and personnel practices of Thailand’s national civil
servants at all grades or position classifications to national development is lacking.
The reasons for this gap in research are twofold. First, although the ‘“‘major
problems of administering the public services and public enterprises of the Kingdom”
have heen identified and *‘a program for overcoming thess administrative difficulties”
has been proposed by the Public Administration Service to the Thai government as
early as 1952, the works of Thai scholars on personnel practices in relation to
national development are almost nonexistent, Even though the Thai government
has been “reinforced” twice by the International Bank for Reconsiruction and
Development, first in 1959 and later in 1980, as mentioned above, most major
works on the topic have remained to be undertaken by American scholars, notably
Kingsbury,11 Siffin,* and Riggs'® to mention but a few.

Second, when the works on the above topic were carried out by the
Thai scholars themselves, the content_and research findings were still based mostly
on intuition andfor normative substances without any empirical support, and they
were out of touch with Thai administrative reality. An exception i probably the
work of Dhiravegin. Another way of putting this matter is that most writers have
borrowed some theories and practices in toto from other sources to serve as a model
for Thai administration without hothering to consider its applicability to the Thai
spatial and temporal settings. Hence the research is like putting a round peg in a
square hole or vice versa. As Golembiewski contends : '

Development suitable for the American goose.....was
assumed to be good enough for the underdeveloped gander. If
spoils politics were “bad” for America, why not just skip to
“responsible political parties” in Southeast Asia, for example?
Such developmental jumps were doubly dangerous, Thus, they
assumed that development? = development?, despite huge difference
in culture and historical experiences. Moreover, such jumps often
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were incautious. For example, spoils politics no doubt was useful
in helping develop political parties, American style, and perhaps
may have been similarly useful elsewhere.:*

An excellent analysis of Thai personnel administration problems and the
way in which such problems can be tackled were presented by Kasem Suwanagul.1®
written in 1962, these “classicial” works might have been adequate then. They
seem to be outdated at present. Ancther work that deserves mentioning is the worl
of Sompong Kasemsin!® whose research on the problem of both military and civil
services is adequate and well conceptualized. However, this work seems to be
loaded with too many techniques which, from Sayre’s perspective, might obscure
the purposes on hand.'” In his Modern Personnsl Management, Kasemsin tried to
include almost every technique found in foreign-language standard textbooks on the
field in every facet of Thai personnel policies and practices, ranging from recruitment
to sanction, intended for use in both public and private Thai organizations. Although
it was intended to be a “how to” texthool, the techniques included were not supported

by cft:gltérete' evidence. Kasemsin, however, did point out the need for research in
the field.

Probably the works of Dhiravegin provide 2 departure paint from most
of his research peers. Unlike their works, Dhiravegin’s were empirically based,
Using a survey research hased on a sample size of 56 drawn from three ministries,
he found that some sociological characteristics--age and education- - of Thailand’s
elite civil servants (grade 9 to grade 11 or from Deputy Director-General to
Undersecretary of State) are related to their conservative or liberal attitude- -an
orientation which he inferred to be related to the elites’ policy stand which, in turn,
impinges upon the prospect of modernization in Thailand.** More comments will
be specifically made on this work later on as this study progresses. In another work
of a similar type, Dhiravegin also found that the composition of Thailand’s civil
service, based on a sample size of over 4,000 and drawn from first-and special grade
civil servants, is made of the members of the elite backgrounds : 40.98% are from
the “bureaucratic” families; 31.44% from business—commerce backgrounds, but
only 5.60% and 0.18% from peasant and labor families, respectively.?? Viewed from
this perspeclive, Dhiravegin concluded that the Riggsian contention of Thailand as
a bureaucratic polity®® has been confirmed.®* Ajl three of Dhiravegin’s works are
empirical ones, but his first work (Political Attitudes...) only uses a small sample
size of 56. This may have had some effect on the usefulness of his data. Dhiravegin
also confined his research to elites in studying Thai national service. By limiting
his study only to the upper echelon of the bureaucrats, the larger picture of Thai
civil service is not well understood. For the success or failure of modernization of
a country does not necessarily depend only upon the predisposition and action of
the elite ranks alone. Rank-and-file civil servants also have their own predisposi-
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tion and action, and hence their contribution to modernization. This ¥¢ very similar
to a situation where one cannot describe an iceberg by ohserving only its tip. The
International Bank for Reconstruction and Development has cautioned the Thai autho
rities on this point :

A decision (of the elite) on policy is the first step toward
its execution. But a top level decision remébins only a declaration
of interest until it is effectively followed through (by those who
implement it). In Thailand there are a number of factors which

have tended to diminish the effectiveness with which public policy
is administered.®*

After reviewing the contemporary writings on personnel, . Brinton
Milward comes to the same conclusion :

As the growing literature on implementation points out, policies
are not self~implementing. Those who wish to see these problems
adequately addressed should not only try to understand the causal
links between policies and solutions bui should also seek to
understand the policy consequences of the admmistrative subprocess
such as personnel,... on public policy outcomes.2?

In Light of the above account, the author feels very strongly that the study
of sociological characteristics and personnel practices of the Thai nstional civil
servants at every grads lavel or position classification in relation to national develop-
ment is necessary. This research is an attempt to generate new data, insight and
perception on the relationship between personnel policy and development-orientedness.
Milward speaks to this in a recent criticism made of public personnel administra-
tion :

One of the most striking things about an introduction to
public personnel is that there is no shortage of literature describing
what should be done, but there is little that deals with what is
done in personnel systems.

The gaps are astounding : there is no empirical work on
how a personnel agency operates, no systematic treatment of how
personnel procedures affect other aspects of an organization, and
little or no attempt to integrate any findings of the social or
behavioral sciences into public personnel......

Until personnel administration starte to view its role from
a systemic perspective and asks questions in terms of effect rather
than process, public personnel will remain at the peripheries of
power...... b '
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II. Conceptual Framework and Operationalization of Concepts

This research is an inquiry into the relationship between sociological
characteristics of civil servants at all grade levels and personnel practices of six
Thai national government organizations and their development - orientedness.
Sociological characteristics include such components as department affiliation, work
place, domicile, age, sex, religion, father's occupation, education, field of study,
tenure, grade, position held and monthly salary. These sociological characteristics,
demographic characteristics or backpground data are said to he either a prometing
or hindering factor for modernization of Thailand,?® as they were suggested for develop-
ment-orientedness of the Filipino administrators?® and for activeness and leadership
of a crossnational sample of India, Poland, the United States, and Yugoslavia,s?
respectively. For the purpose of this study, sociological characteristics are independent.
variables,

The above sociological characteristics are operationalized as follows
(1) Department affiliation : The Office of the National FEconomic and Social
Development Board=1 or national development policymaking agency; Department
of Technical and Economic Cooperation and Chulalengkorn University=2 or
national development auxiliary agencies; and Department of Local Administra-
tion, Department of Community Development, and Department of Labor=3 or
national development policy implementing agencies.

(2) Work place : Bangkok/Non-Bangkok.
(3) Domicile : Central/ Non-Central,
(4) Age : 18-30 vears=low; 31-4b=intermediate: and 46-60 =high.
(5) Sex : Male/Female.
{6) Religion : Buddhist/Non-Buddhist,
(7) Father's occupation ; civil servant, military and police = bureaucratic; businessf
commerce, politics, agriculture, and labor = non—bureaucratic.
(8) Education : No schooling to secondary vocational school =low; Military/police
academies and B.A. =intermediate; M.A. and Ph.D.= high.
(9) Field of Study : Sacial Science and Humanities=1; Science=2; Else=3.
(10) Tenure : 1-15 years=low; 16-30 years=intermediate; and 31-40 years=high.
(11) Grade : 1-3=low; 4-6=intermediate; and 7-11=high.
{12} Position : Clerk =low; Section Officer to Section Chief = intermediate; and Division
Chief and higher =high; and
(13) Monthly salary : Bht. 1,080-4,000 =low; 4,001-7,000=intermediate; and 7,001
and higher = high.

In addition, personnel practices are defined as the ways in which
personnel policies are implemented or actually carried out in each of the six
organizations under study. The components of personnel practices are grouped
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under four headings : recruitment, personnel development, advancement, and sanction ;
each of these components is, in turn, subdivided into subgroups as follows :

(1) Recruitment
— initial contact,
— types of examinations,
- Perception on weight of examination marks (points)
given to job requirements

(2) Personnel Dévelopment
— opportunity for training,
— recentness of opportunity for training.

(3) Advancement
— opportunity for two-step salary increases,
— nurber of opportunities for two-step salary increases, received
- criteria used for two-step salary increases,
~ opportunity for grade progression,
- criteria used for grade progression,
— opportunity for promotion,
— criteria used for promotion.

{4) Sanction
— perception on individual disciplinary action taken,
~ perception on overall disciplinary actions taken.

According to de Guzman and Carbonell’s model, these persomnel practices
have a bearing on “development-orientedness commitments” of the Filipino
administrators.’®*  Using a similar approach the auther would like to test this
hypothesis by using Thai data.*® For purposes of this study, personnel practices
are also independent variables. The operationalization of personnel practices is shown
in Table 1 below,
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TABLE 1

Classificatory Scheme of Personnel Practices
in Thailand’s Six Organizations

Components of Characteristics of personnel practices

personnel

practices

Type 1 Type II Type II

1. Recruitment

(1) Initia] contact : relatives and individual Mass media
friends departments and CS5C
via (personal) (semi—objective) (ohjeciive)
(2) Types of status adjust- expert Selective &
examinations ment {semi- Competitive
{personal) ohjective) (objective)
(3) Weight of exam- personal general- specialiation
ination marks character- education & skills re-
(points) given istics knowledge quired for
to job require- {personal) (semi- position in
ments {as objective} guestion
perceived by {objective)
civil
servants)
. Personnel

Development
(1) Opportunity Having no - Having an
for training opportunity opportunity
(2) Recentness not recent intermediate recent
of training {more than 6 (4-6 years) (1-3 years)
opportunity years).
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(Table 1 cont.)
Components of

Characteristics of personnel practices

personnel
practices
Type 1 Type U Type I
3. Advancement
{1} Opportunity having no - having an
for two - step opporiunity opportunity
salary increases
(2} # of two- low {one intermediate high
step salary & not at {two) (three &
increases all) more)
recetved
(3) Criteria used nonperfot- performance- performance
for two-step mance re- plus nonper- related
salary increases lated formance
related
(4) Opportunity having no - having an
for grade opportunity opportunity
progression
(5) Criteria used nonperfor- performance performance
for grade ' mance re- plus non- related
progression lated performance
related
(6) Opportunity having no - having an
for promotion opportimity opportunity
(7) Criteria used nonperfor- performance- performance
for promotion mance re- plus nonper- related
lated formance

related
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{(Table 1 cont.)

Components of Characteristics of personnel practices

personned _
practices
Type I Type 1T Type III
4. Sanction
(1) Individual monthly salary oral & personal warn-
disciplinary cuts & monthiy Written repri- ing & giving
action taken salary step mands advice
(as per- reduction ]
ceived by (not consid- (intermediate) (considerate)
civil erate)
servants)
(2) Overall punishment punighment. across-the-
disciplinary for wrong- for pumish- board punishment
actions doing & re- ment’s sake in accordance
taken (as ward for out- only with severity
perceived standing {intermediate) of wrongdoings
by the performance are (considerate}
civil totally non-
servants) exislanl
(not con-
siderate)

Finally, development-orientedness is defined as value commitments to
change, citizen participation, tolerance, equality, economic development, concern for

nation, selflessness, action propensity, commitment 1o work, and to result-orientation.?°
Considered in aggregate, these measures of development-orientedness or value
commitments amount to a professionalism of the civil service and are necessary for
national economic and social development, This research is devoted to understanding
better the variables which lead to a development-orientedness among the Thai civil
servants studied. Thus, development —orientedness is the dependent variahle,

The assignment of the measuring scales of low, intermediate, and high
to development-orientedness is hased on the mean score (the sum total of 27
questionnaire items on ten components of developmeni—orientedness divided by 27
after 7 ilems have been dropped due to their t-value being not significant at.0l1
level). Since the highest score is 4.85 and the lowest is 2.93 (¥ =3.648), there are
192 units hetween thern.  Hence the classificatory scales of development--orientedness
can be ranged as follows : 2.93 through 3.57 = low ; 3.38 through 4.21 = intermediate;
and 4.22 through 4.85 = high.
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III. Statement of Hypotheses

Based on the conceptual frameworks drawn from the value theories of
behavior and on theories of public administration and public personnel mentioned in
II, it is hypothesized :

1. That Thai civil servants, sociological characteristics are related to
their development-orientedness, This hypothesis is brokendown into 13 minihypotheses
as following :

o, 1.1 : Civil servants’ department affiliation is related to their developmeni—

orientedness,

Ho. 1.2 : Civil servanis’ work place is related to their development—
orientedness.

Ho, 1.3 : Civil servants’ domicile is related to their development—oriented-
ness.

Ho. 1.4 : Civil servants’ age is related to their development—orieniedness.
Ho. 1.5 : Civil servants’ sex is related to their development-orientedness,
Ho. 1.6 : Civil servants’ religion is related to their dévelopment—arientedness.
Ho. 1.7 : Civil servants’ father's occupation is related to their development—

orientedness,

Ho. 1.8 : Civil servants’ education is related to their development-
orientedness.

Ho. 1.9 : Civil servants’ field of study is related to their development-
orientedness,

Ho. 1.10 : Civil servants’ tenure is related to their development- orientedness.
Ho. 1.11 : Civil servants’ grade is related to their development-orientedness,
Ho. 1.12 : Civil servants’ position is related to their development-orientedness.
and
Ho. 1.13 : Civil servants’ monthly salary is related to their development—
orientedness.
2. That persormel practices practices are related to development—
orientedness of the civil servants. This hypothesis is, likewise, brokendown into 14
mini-hypotheses as follows

Hypotheses on Recruitment and Development-Orientedness of the Civil
Servants

Ho. 2.1 : The more objective the initial contact of the civil servants, the
higher the level of their development—orientedness.

Ho. 2.2 : The more objective the examination of the civil servants, the
higher the level of their development-orientedness.
' He, 2,3 : The rmore the weight of examination marks (points) is perceived

to be given to job requirements, the higher the level of development-orientedness
of the civil servants.
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Hypotheses on Personnel Development (Training; and Development—
Orientedness of the Civil Servants.

He. 2.4 : Civil servants having an opportunity for traitning tend to have
2 higher level of development-orientedness than those who have no such opportunity.

Ho. 2.5 : the more recent the opportunity for training of the civil
servants, the higher the level of their develupment-orientedness.

Hypothesas on Advancement and Development-Orientedness of the Civil
Servants.

Heo, 2.6 : Civil servants having an opportunity for two-step salary
increases tend fo have a higher level of development—orientedness than those who
have no such opportunity.

Ho. 2.7 : The higher the number of two-step salary increses received
by the civil servants, the higher the level of their development—orientedness.

Ho. 2.8 : The more the two-step salary increases of the civil servants
are perceived to be based on performance-related criteria, the higher the level of
their development-orientedness,

Ho. 2.9 : Civil servants having an opportunity for grade progression
tend to have a higher level of development-orientedness than those who have no
such opportunity.

Ho, 2,10 : The more the grade progression of the civil servants is
perceived to be based on performance-related criteria, the higher the level of their
development-orientedness.

Ho. 2.1 ; Civil servants having an opportunity for promotion tend to
have a higher level of developmeni-orientedness than those who have no such
opportunity.

Ho, 2,12 : The more the promotion of the civil servanis is perceived to
be based on performance- related criteria, the higher the level of their development—
orientedness.

Hypotheses on Sanction (Discipline) and Development-Orientedness of
the Civil Servants.

Ho. 2.3 . The more considerate the individual disciplinary action taken
against the civil servants is perceived by them, the higher the level of their
development—orientedness.

Ho. 2.4 : The more considerate the overall disciplinary actions taken
agamst the civil servants are perceived by them, the higher the level of development—
orientedness.
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IV. Data and Statistical Treatment

Other than the background data which are collected from interviewing
and published sources, the data used in this study are obtained via mailed question-
naire or hand delivered to civil servants in six organizations--the Office of the
National Economic and Social Development Board (national development policymaking
agency), Department of Technical and Economic Cooperation and Chulalongkorn
University national development auxiliary agencies); and Department of T.ocal
Admijnistration, Department of Community Development, and Department of Labor
{national development policy implementing agencies). A total 600 questionnaires
were sent to these civil servants stratifically and proportionally selected in accordance
with their position classifications, of which 382 or 63.67% of the total sent had been
returned. However, among these 382 questionnaires, only 345 are usable; the

rest of them having too many ‘‘no answers”.

The guestionnaire itself has been pretested for its objectivily to 18 civil
servants in the Bureau of the Budget, stratifically and proportionally selected as are
the real samples. A “method of internal consistency’” was adminisiered in order io
obtain a t-value or discriminatory power in each item on measures of development.-
orientedness. As a result of this, only 27 out of 34 original questionnaire iterns on
development-orientedness were retained the other 7 items were dropped for . their
t-value is not significant at .01 level. The remaining 27 items were then tested
for their reliability by a Cronbach’s “‘coefficient alpha”. The result of the test

reveals that the remaining 27 questionnaire items haveahigh reliability (ryy of .9509,

But for the validity of the questionnaire items, the author has relied on factual
circumstances and his own personal experience and on critiques from colleaques at
Chulalengkorn University.

Statistical treatment used in this study are crosstabulation, chi square
test and Pearson's r via the SPSS computer program. A relationship between
variables significant at least at .05 level is accepted. However, a significant at .10
level is also reported even though the hypothesis in question is still rejected,

V. Some Findings

Based on criteria and operationalization of concepis set forth in II and/or
statistical treatment mentioned in IV, it is found :

1. That seven out of 13 sociological characteristics of the civil servants
the author sludied are related io their development-orientedness. Department affiliation,
work place, domicile, tenure, grade, position, and monthly salary, all have a strong
relationship with development-orientedness (chi square and r are statistically
significant at least at .05 level). Therefore, Ho.'s 1.1, 1.2, 1.3, 1.10, 1.11, 1.12,
and 1,13, respectively are confirmed by our study. In addition, even though we
rejected Ho.’s 1.4 (age and DO), 1.5 (sex and DQ), and 1.7 (father’s occupation and -
D), there is a tendency that the independent and dependent variables in these three
hypotheses seem to agree with each other; for r in each of these cases is significant
between .05 and .10 levels (though chi square is not significant). But because we
set our criterin for statistical significance at .05 level and provided aiso that chi
square must first be significani, we have to let the data speak for themselves,
Hence Ho.'s 1.4, 1.5, and 1.7 were rejected. On the other hand, we did not find
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the following independent variables to be related to development —orienfedness
religion, education ard field of study.  Therefore, Ho.’s 1.6, 1.8, and 1.9, respectively
were also rejected. Turthermore. some of our findings are in contrast with a previous
study carried out on Thai elites by Dhiravegin (Political Attitudes....} in that whereas
he found age and education of the elites to be related to their liberal/conservative
attitudes, this study found only a weak relationship between age and development—
orienfedness while education has less to do with the development-orientedness of the
civil servants we studied, as will he geen in Table 2 helow.

TABLE 2

Summary of the Relationships Between Sociological Characteristics
of the Civil Servants and Their Development-Orientedness

DO Statistics Remarks :
Hypothesis con-
firmed/rcjected :
Seciological Chi square Pearson’s r
Characteristics . and df.
.
{(Ho. 1.1) Depariment 12.20%, df=4 (. 15%* Confirmed
affiliation
(Ho. 1.2) Work 11.42%% df=2 ().15%* Confirmed
place
(Ho. 1.3) Domicile 7.01%, di=2 0.10% Confirmed
(Ho. 1.4) Ape 439, =4  0.08% Rejected
(Ho. 1.5) Sex 4.34, df=2  .0.00% Rejected
(Ho. 1.6) Religion 122, df=2 -0.01 Rejected
(Ho. 1.7) Father’s 2.15, df=2 0.08“,“ Rejected
occupation
{Ho. 1.8) Education 3.45, df=4 0.05 Rejected
(Ho. 1.9) Field of 2.52, df=4 -0.05 Rejected
study :
(Ho. 1.10) Tenure 11.02%, di=t  0.087 Confirmed
(Ho. 1.11} Grade 46.98%%, d[=4 0.14%* Conlirmed
(Ho. 1.12) Position 19.91%*, df=4 0.06 Confirmed
{Ho. 1.13) Menthly 21.42%% df=4 0.11* Confirmed

NOTE : (1)** mcans the relationship between variables 1s significant al .01 level,
(2)* means the relationship hetween variables is significant at .05 level.
(3) T means the relationship between variables is only significant at .10

|

level.
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2. Thal vnly two measures of the personne] practices - -criteria used for
two-step salary increases and perception on overall disciplinary actions taken--were
found to be related to the development-oricntedness of the civil servants, for chi
square and r in both instances are significant at least at .05 level. This means that
objective, performance-related criteria used for two-step salary increases and
considerate overall disciplinary actions taken are related to development-orientedness
of the civil servants.  Hence, Ho's 2.8 and 2.14 respectively are confirmed
by the data of the studv. Furthermore, it was also found that criteria used [or
grade progression, criteria used for promotion, and individual disciplinary action taken
seem fo be congruent with development-orientedness, for r is significant either at
05 or .10 level. But because chi square in these three instances is nof statistically
significant at an acceptable level, Ho’s 2.10, 2,12, and 2.13 respectively had to be
rejected.  In addition, it was also found that there is a strong relationship between
opportunity for training and opportunity for two-step salary increases and development-
orientedness of the civil servants, But bhecause such rclationships were nversely
associated (a minus value of r's), Ho.'s 2.4 and 2.6 had to be rejected on a logical
ground.  On the other hand, the following personnel practice measures were not
found to be related to developmenti-orientedness : types of initial contact, types of
examination, perception on weight of examination marks (points) given to job
requirements, recentness of opportunity for training, number of opportunity for two-
step salary increases, apportunity for grade progression, and opportunity for promotion,
for both chi square and r were not statistically significant at an acceptable level.
Therefore, Ho.’s 2.1, 2.2, 2.3, 2.5, 2.7, 2.9, and 2.11 respectively were all rejected,
as will be seen in Table 3 below.
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Table 3

Summary of the Relationships Between
Personnel Practices and Development-Qrientedness
of the Civil Servants

Statistics Remarks :
Chi sguare Pearson’s Hypothesis con-
r firmed/rejected ?

DO

Personnel
Practices

Becruitment

(Ho. 2.1) Initial 3.27, df=4 (.04 Rejected
contact

(Ho. 2.2) Type of 0.47, df<4 0.02 Rejected
exam

{Ho. 2.3) Weight of 0.86, di=4 0.01 Rejected
examination
marks (points)
given to job
requirements

Parsonnel Development

(Ho. 2.4) Opportunity 11.18%%, df =2 ~0.18%* Relationship con-
for training firmed, Ho. rejected

(Ho. 2.5) Recentness of 0.54, dfad -0.03 Rejected
opportunity for
training

Bdvancement

(Ho. 2.6) Opportunity 12,17+, df=2 0.1 9%* Relationship con-
for two-step salary firmed, Ho. rejected
increases

(Ho. 2.7) No. of op- 1.69, df=4 0.07 Rejected.
portunity for two-

step salary
increases receiverd

{Ho, 2.8) Criteria used 11.83**, df=4 0.18*% Confirmed,
for two-step

salary increases

(Ho. 2.9) Opportunity 0.10, Af=2 -0.02 Rejected.
for grade
progression

(Ho. 2.10) Criteria 7.23, df=4 0.17%+* Rejected.

used for grade
progression
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(Table 3 Cont.)

P o DO ChlStatisﬁcs Remarks :
ersonn i square Pearson’s Hypothesis con-
Practices r firmed/rejected ?

(Ho. 2.11) Oppor- 0.67, df=2 -0.04 Rejected.
tunity for
promotion

(Ho. 2.12) Criteria 5.78, df=4 0.16%* Rejected.
used for
promotion

Sanction

(Ho. 2.13) Individual 2.15, df=4 0.08% Rejected.
disciplinary
action
taken

{Ho. 2.14) Overall 9.40%, df=4 0.15%* Confirmed.
disciplinary
actions
taken

Note : (1) ** means the relationship between variables is significant
at .01 level,
(2) * means the relationship between variables is significant
at .05 level,
(3) ¥ means the relationship between variables is significant
at .10 level.

3. That the development-orientedness of the civil servants studied is
quite low. Of the 345 civil servants drawn from six organizations under study,
10.7% belong to the High-DO group; 55.4% to the Intermediate-DO group; and
33.9% to the Low-DQ category (see Figure 15). This finding seems to be consonant
with those of other scholars, e.g., of Ayal and Komin and Smuckarn on Thai data,
Ho on Asian data, and of de Guzman and Carbonell on the Philippine data.

4. That the relationship between some sociological characteristics of the
civil servants--especially those which they have acquired after joining the public
service, including department affiliation, work place, tenure, grade, position, and
monthly salary.-and their development-orientedness or value commitments to
national development points to a tendency that the Thai civil service is gradually
moving towards more professionalism which, in turn, is defined herein as a thematic
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value orientation or an internalization of and dedication to development. Likewise,
the finding that some measures of personnel practices, e.g., objective rewards and
punishment (based on performance-related criteria) which are, in part, the
characteristics of a profession also indicates that probably the Thai civil service is
moving toward professionalism. However, the inference on this matter is made
with some reservation, for this study is not intended to research the professionalism
of the Thai civil servants directly. An in-depth study on this topic needs to be
made hefore a statement of this nature could be made with some confidence.

(b) That based on the findings of this study, sociological characteristic
variables are more important factors than are personnel! practices in explaining the
development-orientedness or value commitments fo national development of the Thai
civil servants under study.

V1. Concluding Remarks : Policy Implications of the Findings

Although Thailand’s personnel policies have been based on a merit
system for over fifty years, the fruit of which is still unevenly distributed. As
commented by one Thai personnel expert, even on its fiftieth anniversary, the Thai
public personel administration is still ““backing forward and backing backward (sic).”
What he means by this is that while some impressive progress in Thai public
personnel has been pushed forward there is always some pulling factors that hinder
its progression.®  In other words, there is some progress in Thai public personnel
but only at a snail's pace. Undoubtedly, this phenomenon of Thai public personnel
administration will have ramifications on other policies as well, as suggested hy the
findings of this study. However, it is not suggested herein that the Thai public
personnel system be based on a full-fledged, objective criteria andjor affirmative
action®® as practiced in the West in order to lessen the “suffering of those who are
within and without the organization”®; for being a developing country, Thailand
can hardly afford such a luxurious administrative philosophy. Rather, what it is
intended to suggest in this study is that there is still room for improvement even in
the existing merit system, Thai style, in order to serve the national goal, namely,
national development.

Thailand’s national goal is economic and social development, and public
personnel administration is one among other means through which national goal can
be achieved. This study has been constructed to contribute to that goal. On the
one hand, the findings on the relationship between sociological characteristics and
development-otientedness of the civil servants can be used as a guideline for
recruiting competent and qualified persennel into national development-related
agencies. The findings clearly show that such personnel can be found in the
national development “auxiliary”” agencies, in the Bangkok work place, from those
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who have place of origin in the Central vegion, have longer tenure, higher grades,
hold higher positions, and higher monthly salaries. On the other hand, the [indings
on the relationship between personnel practices and development—orientedness of the
civil servants suggest that more objective performance-related criteria used for
advancement and considerate overall disciplinary actions taken can contribute to a
higher level of development-orientedness,
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