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ABSTRACT:

Thai education administrators had opinions on the
assessment to prioritize the needs for human
resource management of Thai education
administration, both overall and by management
experience and geography, most executives had
corresponding opinions of the priority of the needs.
The first priority was recruitment and appointment,
followed by legal affairs and disciplinary, manpower
planning and positioning, and rewarding and
personnel record.
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RESUMEN:

Los administradores de educacion tailandeses tenian
opiniones sobre la evaluacién para priorizar las
necesidades de gestion de recursos humanos de la
administracion educativa tailandesa, tanto en general
como por geografia y experiencia, la mayoria de los
ejecutivos tenian opiniones correspondientes sobre la
prioridad de las necesidades. La primera prioridad fue
la contratacién y el nombramiento, seguidos de los
asuntos legales y disciplinarios, la planificacion y el
posicionamiento de la mano de obra y el registro de
recompensas y personal.

Palabras clave: Necesidades, Gestion de Recursos
Humanos, Administrador de Educacion, Tailandia

1. Introduction

The changes resulting from globalization and the rapid development of science and
technology has led to shifting innovation that has affected the country's development in
various dimensions. Internal and external contexts and environments are likely to alter
quickly, with high dynamism and complexity. Therefore, inclusive development strategies to
develop the country are required. Relevant cooperation has been provided by the civil state,
from diverse sectors, as an integrated development partnership, as all development
dimensions are related. To drive the efficient and effective development of the country,
Thailand implemented a 20-year national strategy (2018-2037). One of the six strategies
used is a balancing and public management strategy that the government has given priority
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to. It focuses on public sector adjustment, based on the principle "Public sector is of the
people for the people and common interest". The public sector should be of a well-suited
size, with roles and missions, and distinct roles in governance, or in providing service, in
high potential and competitive markets. Furthermore, the public sector should adhere to
good governance, adapt work culture to focus on achievements and common interests, be
able to keep pace with modernity, be prepared for world changes, and continuously improve
public human resource management systems that motivate and draw capable people to
work together in order the turn the country towards the desired goal (Government Gazette,
2018).

The Ministry of Education, as the agency responsible for the education of the country, set
the National Education Plan (2017-2036) as the guideline for moving national strategies
forward. One significant objective is to develop an efficient educational management system,
particularly in terms of the adjustment of structure and roles, to have an educational
management system which is flexible, explicit, and accountable. Moreover, the human
resource management system for teachers, professors, and educational personnel should be
fair, motivating, and promote personnel with high potential to perform work (Office of the
Education Council: ONEC, 2017). This is in line with the education development plan set by
the Ministry of Education No. 12 (B.E. 2017-2021) (Office of the Permanent Secretary,
2016), which aims to develop a flexible management system for educational management
with transparency and the acceptance of service users. The ministry structure has been
enhanced by decentralization towards the regional sector and educational institutions. It has
been seen that the personnel factor is the key matter for driving educational strategies. For
this reason, the Bureau of Personnel Administration Development and Legal Affairs, the main
agency responsible for the system and human resource management of the Office of the
Basic Education Commission (OBEC), was authorized to enhance the system, public
structure, criteria and standards of human resource management, human resource
management-related operations (including purpose policies, regulations, criteria, and
practices), and perform legal and contact affairs. Therefore, it is necessary to study the
needs for human resource management, based on the opinions of Thai education
administrators, in order to obtain useful information for planning the development of
educational personnel.

1.1. Research objectives (Initial cap only. Not increase indent)

1. To examine the actual state, and the desired, state of human resource management,
based on the opinions of Thai education administrators.

2. To study and prioritize the needs for human resource management, based on the opinions
of Thai education administrators, both overall and in terms of working experiences by
administrative field and geographic area.

2. Methodology

2.1. Population and sample group

The population comprised education administrators under the Ministry of Education,
consisting of Directors of Education Areas, Provincial Education Officers, and Regional
Education Officers under the Office of the Basic Education Commission, Ministry of Education
(OBEC) B.E. 2561, with 2,526 persons in total. The sample group, 345 persons, was
obtained by applying Krejcie and Morgan (1970), at 95% reliability. Multi-stage random
sampling was also applied.

2.2. Research tool

The research tool used was a 5-rating scale questionnaire (Likert's Rating Scales) (Likert,
1967), with questions about the desired state and the actual state of the human resource
management of Thai education administrators. The questionnaire consisted of 33 questions,



covering four aspects. The Index of Item Objective Congruence: IOC was 1.00, and the
reliability of the questionnaire, based on the Coefficient Alpha of Cronbach (1984), was 0.88.

2.3. Data collection

The researcher collected data from Thai education administrators, consisting of Directors of
Education Areas, Provincial Education Officers, and Regional Education Officers under the
Office of the Basic Education Commission, Ministry of Education (2018), by distributing 198
sets of questionnaires, with 100% of them being returned. The human resource
management of Thai education administrators, in terms of the actual state and the desired
state, was evaluated.

2.4. Data analysis

The following methods were used for data analysis.

1. The actual state of the human resource management of Thai education administrators
was analyzed by mean and standard deviation. The interpretation was:

4.50-5.00 Very High
3.50-4.49 High
2.50-3.49 Moderate
1.50-2.49 Low
1.00-1.49 Very Low

2. The study and prioritization of needs for human resource management of Thai education
administrators, both overall and in terms of work experiences by management field and
geographic area, were analyzed using the Priority Needs Index Modified (PNIModified)
approach.

3. Results

The research findings are shown as follows.

3.1. General information of respondents

From Table 1, from 198 respondents, 184 were male (accounting for 92.93%); 143 of them
had Master’s degrees (accounting for 72.22%); 87 people had had experience in
management of between 11-20 years (accounting for 43.94%); 155 people held the position
of Director of an Education Area (accounting for 78.28%), and 65 people were
administrators in the northeastern region (accounting for 32.83%).

Table 1
Frequencies and percentages of respondents classified by status

General Information Amount Percentage
1. Gender
® Male 184 92.93
® Female 14 7.07
Total 198 100

2. Highest education



® Bachelor’s degree 6 3.03

® Master’s degree 143 72.22
® Doctoral degree 49 24.75
Total 198 100

3. Experience in management

® |ess than 10 years 43 21.72
e 11-20 years 87 43.94
® More than 20 years 68 34.34

Total 198 100

4. Current management position

e Director of Education Area 155 78.28
® Provincial Education Officer 34 17.17
® Regional Education Officer 9 4.55
Total 198 100
5. Region
® Central region and the eastern region 56 28.28
® Northern region 42 21.21
® Southern region 35 17.68
e Northeastern region 65 32.83
Total 198 100

3.2. State of human resource management for Thai education
administrators

Table 2
Means and standard deviations of state of human resource management
for Thai education administrators- actual state and desired state

Actual State Desired State

(n=198) (n=198)
Area Interpretation Interpretation

X S X S



Manpower planning and

positioning 3.40 .69 Moderate 4.70 .62 Very High
Recruitment and .
. 3.18 .76 Moderate 4.73 41 Very High
appointment
Rewarding and personnel )
3.53 .65 Moderate 4.69 .46 Very High
record
Legal affairs and .
T 3.19 .81 Moderate 4.63 .46 Very High
disciplinary
Total 3.33 .66 Moderate 4.69 .39 Very High

From Table 2, the state of human resource management for Thai education administrators, it
was found that the overall actual state was at the moderate level ( X=3.33, S=0.67), and
the overall desired state was at the very high level (X =4.67, S=0.40).

3.3. Prioritization of needs for human resource management

Table 3
Results of evaluation and prioritization of human resource
management needs of Thai education administrators

Area I D PNI(Modified) Priority
Manpower planning and positioning 4.70 3.40 0.28 3
Recruitment and appointment 4.73 3.18 0.33 1
Rewarding and personnel record 4.69 3.53 0.25 4
Legal affairs and disciplinary 4.63 3.19 0.31 2

Total 4.69 3.33 0.29 -

From Table 3, the results of the evaluation and prioritization of needs for human resource
management for Thai education administrators, there was a need to develop human
resource management for Thai education administrators, using PNIModified, of 0.25-0.33.
The priority was, in order, recruitment and appointment, legal affairs and disciplinary,
manpower planning and positioning, and rewarding and personnel record.

Table 4
Results of evaluation and prioritization of needs for human resource management for
Thai education administrators classified by experience in the management field

Management

i Area I D PNI(M) Priority
Experience

Manpower planning and positioning 4.54 3.4 0.25 3

Recruitment and appointment 4.70 3.11 0.34 1



Less than 10 years

Rewarding and personnel record 4.67 3.53 0.24 4
Legal affairs and disciplinary 4.64 3.18 0.31 2
Manpower planning and positioning 4.74 3.41 0.28 3
Recruitment and appointment 4.70 3.28 0.30 1
Between 11-20 years
Rewarding and personnel record 4.62 3.54 0.23 4
Legal affairs and disciplinary 4.58 3.22 0.30 1
Manpower planning and positioning 4.74 3.4 0.28 3
Recruitment and appointment 4.77 3.1 0.35 1
More than 20 years
Rewarding and personnel record 4.79 3.53 0.26 4
Legal affairs and disciplinary 4.70 3.17 0.33 2

From Table 4, the results of evaluation and prioritization of the needs for human resource
management for Thai education administrators classified by experience in the management
field showed that most of the administrators had a corresponding priority of needs. The
priority was, in order, recruitment and appointment, legal affairs and disciplinary, manpower
planning and positioning, and rewarding and personnel record.

Table 5
Results of evaluation and prioritization of needs for human resource management
for Thai education administrators, classified by experience in geographic area

Region Area I D PNI(M) Priority
Manpower planning and positioning 4.61 3.34 0.28 3
) Recruitment and appointment 4.76 3.16 0.34 1
Central region
Rewarding and personnel record 4.63 3.44 0.26 4
Legal affairs and disciplinary 4.54 3.10 0.32 2
Manpower planning and positioning 4.89 3.45 0.29 2
Recruitment and appointment 4.71 3.22 0.32 1
Northern region
Rewarding and personnel record 4.71 3.65 0.23 4
Legal affairs and disciplinary 4.70 3.33 0.29 2
Manpower planning and positioning 4.69 3.07 0.35 3
Recruitment and appointment 4.69 2.96 0.37 1

Southern region
Rewarding and personnel record 4.67 3.28 0.30 4



Legal affairs and disciplinary 4.55 2.89 0.36 2

Manpower planning and positioning 4.66 3.61 0.23 3

Recruitment and appointment 4.73 3.30 0.30 1
Northeastern region

Rewarding and personnel record 4.72 3.68 0.22 4

Legal affairs and disciplinary 4.72 3.35 0.29 2

From Table 5, the results of the evaluation and prioritization of needs for human resource
management for Thai education administrators in different regions showed that all regions
had a corresponding priority of needs, which was, in order, Recruitment and appointment,
Legal affairs and disciplinary, Manpower planning and positioning, and Rewarding and
personnel record.

4. Discussion of the Results

The research showed that the overall actual state of human resource management for Thai
education administrators was at the moderate level (M=3.33, SD=0.67), while the desired
state was at the very high level (M=4.67, SD=0.40). This indicated that the actual and the
desired state of human resource management, according to the opinions of Thai education
administrators, were different. This was because Thailand started government reform in
2017, by announcing the 20-Year National Strategy for balancing and developing public
management to be more modern and to connect it to all development levels. In order to
respond to the national strategy, the Ministry of Education developed the National Education
Plan (2017-2036) to enhance the efficiency of the educational management system by
improving the management structures of the central, regional, and educational agencies,
coupled with resolving the problems of the human resource management systems of
executives, teachers, and educational personnel (Office of the Education Council, 2017). This
is consistent with the notion of Witkin and Altschuld (1995), who stated that one of the most
significant purposes of needs assessment was to develop and improve organizational
structure management programs and the performance of organizations.

The results of the evaluation and the prioritization of needs for human resource
management for Thai education administrators, both overall and classified by management
work experience and geographical area, illustrated that most administrators had a consistent
priority of needs. The ranking was, in order, tecruitment and appointment, legal affairs and
disciplinary, manpower planning and positioning, and rewarding and personnel record. This
was because recruitment is the process of searching for and motivating capable applicants to
work with the organization (Werther and Davis, 1996). The regulations to be considered for
recruitment process were organization policies, human resources plans, general
environment, job requirements, and recruiter qualification. An accurate and strict
recruitment process would identify the potential applicant suitable for an organization
(Pfeffer, 1994). Recruiting the wrong applicant for work might obstruct the efficiency level,
whereas a complex recruitment process ensures that an organization would recruit capable
personnel as required (Terpstra and Rozell, 1993). This is in line with OlSovska, Mura, and
Svec (2016), who stated that the key problem of human resource management related to
and was connected with the recruitment process. For this reason, the Slovak Republic
activated the consideration of the need to revise laws regarding the recruitment and
selection process. Furthermore, the research results indicated that Legal affairs and
disciplinary, Manpower planning and positioning, Recruitment and positioning, and
Rewarding and personnel record having less priority than recruitment was consistent with
Mondy and Noe (1996); they stated that the environmental factors affecting human
resource management consisted of external factors, such as manpower, legal affairs, society,



labor union, and technology, and internal factors, such as mission, policies, organizational
culture, and the management approach of executives.

5. Conclusions

This research examined the actual state and the desired state of human resource
management, based on the opinions of Thai education administrators, and studied and
prioritized the needs for human resource management, both overall and in terms of working
experiences by administrative field and geography. The sample group was Thai education
administrators, consisting of Directors of Educational Areas, Provincial Education Officers,
and Regional Education Officers under the Office of the Basic Education Commission,
Ministry of Education (OBEC) B.E. 2561, comprising 345 persons in total, obtained by multi-
stage random sampling. The research tool used was a questionnaire that had a validity of
0.88. The obtained data were analyzed by mean, standard deviation, and index analysis.
The needs were prioritized with the Priority Needs Index Modified approach. The findings
indicated that Thai education administrators had opinions on the overall actual state of
human resource management at the moderate level (M=3.33) and, on the overall desired
state, at a very high level (M=4.67). The evaluation and the priority of the needs for human
resource management for Thai education administrators, both overall and in terms of
working experiences by administrative field, as well as by geographic area, illustrated that
most of the opinions of the administrators were consistent in terms of the priority of needs,
being, in order, Recruitment and appointment, Legal affairs and disciplinary, Manpower
planning and positioning, and Rewarding and personnel record.
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