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ABSTRACT 

This thesis investigated attributes of national and organizational culture and their 

influence on the culture and administrative behaviours in the Thai civil bureaucracy. 

This thesis posits that important influences on the organizational culture in the Thai 

civil bureaucracy derive from historical provenance. One strand of research inquiry 

has been genealogical in order to understand this organization's past and its influence 

on the present-day organization. A second strand of inquiry investigated the 

organization's ideological foundations. 

Primary data collection used a mixed methods approach to generate both qualitative 

and quantitative data sets. Qualitative data were gathered through exploratory 

interviews conducted face-to-face with twenty-four senior officials representing 

various parts of the Thai bureaucratic infrastructure. Interviews were conducted using 

a Delphi methodology and, with respondents' permission, were video-recorded by a 

professional cameraman. The interview data were used to design an attitude survey 

questionnaire. The attitude survey questionnaire was administered to a mixed 

population of ministry officials. 

This research study has uncovered three key findings each of which has a powerful 

influence on the workplace culture and administrative behaviour in a bureaucracy. 

The first key finding is that the quality and conduct of leadership greatly influences 

public management by shaping the organizational cultures. Effective styles of 

leadership set the 'tone' of the workplace climate and increase employee motivation. 

Leadership styles which employees perceive to be 'too authoritarian' diminish 

employee motivation and work effectiveness. The second key finding is that 

xiv 



employees at all levels of the Thai public bureaucracy have an innate sense of 

belonging to their organization and strive to provide a supportive environment for 

their work colleagues. This finding suggests that public bureaucracies have features of 

a cadre organisation (Rothstein, 1996; 1998). A key motivational factor for public 

service employees includes a sense of duty to serve their nation, especially in national 

economic development. The third key finding is that public service employees at all 

ranks have a high level of concurrence about their organization's cultural attributes. 

This is a further feature denoting a cadre organization and contributes to a positive 

work environment and high levels of employee motivation. National cultural concepts 

such as the spirit of compromise and the preservation of harmony at work also exert a 

positive influence on workplace behaviour. Findings from this research support a 

view that a public bureaucracy functions effectively through the unity of officials at 

all ranks. 

The thesis identified and examined critical features of a civil bureaucracy which 

influence governance and the public administration. lne research findings have 

significant relevance for politicians, key decision makers in government, and civil 

administrators. Furthermore, the findings make important contributions to current 

knowledge about the management and work of public administration. 
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NOTES 

Calendar 

In this thesis dates are given in the Roman (Gregorian) calendar. The Thai calendar, 

designated Buddhist Era (BE), begins from the death of Lord Buddha in 543BC. To 

convert the Roman calendar to the Buddhist calendar add 543 (e.g. 2007 AD+543 = 

BE2550). To convert the Buddhist calendar to the Roman calendar subtract 543 (e.g. 

BE251l-543=1968AD). 

Citations 

In Thailand it is customary to cite references using an author's given (first) name. To 

avoid confusion with the current use of Thai and foreign authors, all citations in the 

text and bibliography are referenced using the author's family name. 

Spelling of Thai Names 

The spelling of Thai names and words can be complex as transliteration and 

approximations of phonics are often mixed giving different spellings in the English 

script. To avoid confusion the spelling in this thesis uses official spellings for names 

using the Thai Royal Institute system. 

xvi 
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INTRODUCTION AND BACKGROUND 



CHAPTER ONE 

THE FOCUS, CONTENT, AND STRUCTURE OF THIS THESIS 

1. THE FOCUS OF THIS THESIS 

This research examined organizational culture in the civil bureaucracy in Thailand. A key 

objective was to understand the influences of national culture and history on day-to-day 

workplace behaviours in an organization that is proud of its history and heritage. At its 

core, the thesis addresses the question: 

What attributes of national and organizational culture influence workplace 
behaviours in the context of the Thai civil bureaucracy? 

The focus of this thesis, the Thai civil bureaucracy, is an organization whose heritage is 

said to date from 13 51 AD. From this date is charted the foundations and subsequent 

course of the Thai nation-state (see, for example, Wyatt, 1994; Keyes, 1995 [1977]; 

Baker and Phongpaichit, 2005). The present-day Thai bureaucracy claims its structural 

roots in the administrative reforms that began in the reign of King Borommatrailokanat 

(King Trailok: r. 1448-1488), a monarch in the nation's Ayudhaya period (1351-1767) 

(Riggs, 1966: 74-75; Tambiah, 1976: 140-148). One attribute of organizational culture is 

that it provides "an interpretation of an institution's history that members can use to 

decipher how they will be expected to behave in the future" (Martin and Siehl, 1983: 52). 

Thus, one strand of inquiry in this thesis is genealogical in approach. Genealogy 

identifies "in the past, traces prefiguring the present" (Chan and Clegg, 2002: 261). 
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One component of this research reviewed secondary data in an attempt to understand the 

historical root sources of cultural features that continue to influence current-day 

workplace behaviours of the bureaucracy and its members. Through primary data, the 

research sought to explore key attributes of organization culture as identified by current 

members of the organization. The genealogical component of this thesis examined 

elements from the organization's past to "delineate those conventions that frame and 

order ideas, statements, and finally 'accepted' knowledge" (Chan and Clegg, 2002: 261). 

This thesis took a culturalist approach. This approach suggests that attributes of current-

day Asian organizations can be explained by "pre-modem belief systems" (Wilkinson, 

1996: 421). A culturalist approach posits that the behaviours within organizations can be 

attributed to "variables located in their ideological structures" (Reed, 1996: 140). These 

ideological structures include: "culturally derived norms and values which would 

determine the cognitive, ethical and attitudinal structures through which social and 

organizational practice would be made possible" (Reed, 1996: 140). 

Underpinning this thesis are two strands of argument. Firstly, that the traditions and 

mores extant in the culture of the current-day Thai civil bureaucracy have lengthy 

historical precedents. Part of this argument suggests that, in the context of the Thai civil 

bureaucracy, historical precedent endures for very long timeframes. A second strand of 

argument is that these historical cultural mores continue to play important roles in 

shaping behaviour in this organizational context. Specifically, cultural influences from 
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India, China and the Khiner (Cambodia) continue to influence workplace behaviours of 

the Thai civil bureaucracy as an organization and its members as individuals. 

1. 2. THE ORGANIZATION OF THIS CHAPTER 

This introductory chapter has two purposes: it describes (briefly) the content of this thesis 

and it maps the thesis structure. The chapter is organized in six sections. This first 

section, the Focus of this Thesis, gives an overview of the thesis topic. The second 

section, Theoretical Approaches taken in this Research, describes the theories 

underpinning the research choices and the research design. The approaches taken by this 

research are positivist, inductive and empirical. The third section, Research Focus details 

the research objectives, maps this research, and outlines the preliminary research 

questions. This section contains a list of the working definitions of terms used in this 

research composed from various salient literatures. The fourth section, Research Design, 

describes the data collection methodology and instrumentation and shows the conceptual 

models and describes the inter-relatedness of the components in the design. The theories 

underpinning the selection and use of these two methodologies are described in relevant 

chapters. This section also includes a note about the ethics considerations of this research 

and the steps taken to minimize bias in conducting the research. The fifth section, Why 

this Research is Important, provides a wider context for the research by describing the 

New Public Management (NPM) and its influences on reforms taken by the Thai 

bureaucracy. The final section, An Overview of this Thesis, delineates the structure of the 

whole thesis and outlines the content of the remaining chapters. 
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1.3. THEORETICAL APPROACHES TAKEN IN THIS RESEARCH 

The research reported here is exploratory and descriptive, and takes an inductive 

approach. In an inductive research process "observations are made (possibly casually at 

first), data are collected, general patterns are recognized and relationships proposed" 

(Black, 1999: 8). An inductive approach begins with detailed observations and develops 

these into abstract generalizations, refining the concepts to "develop empirical 

generalizations" (Neuman, 2003: 51 ). Figure 1.1 shows a five-stage model of an 

inductive approach to qualitative social science research. 

Generalizations, or themes to 
past experiences and literature 

Researcher looks for broad patterns, generalizations, 
or theories from theme of categories 

Researcher analyzes data to form 
themes or categories 

Researcher asks open-ended questions of 
participants or records field notes 

Researcher gathers information 
(e.g. interviews, observations) 

START 

Figure 1.1 A Five Stage Inductive Approach to Qualitative Research 
(Source: adapted from Cresswell, 2003: 132) 

While providing a helpful 'broad brush' framework, the model is somewhat simplistic as 

it portrays the processes of inductive research as linear and sequential. In practice this is 
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unlikely: some elements of the current qualitative research were distinctly non-linear and 

key stages in the research involved processes of iteration, feedback and reflection. 

1.3.1. Mixed Methods Research 

In this research, data were gathered using two methodologies: qualitative and 

quantitative. A qualitative methodology was selected because it offers the ability to 

"capture and code cultural, experiential data" (Kenyon, 2004: 428). Given the respective 

shortcomings of qualitative and quantitative research methods, a mixed methods 

approach accepts that these methods are complementary rather than competing (Jick, 

1979: 602). Researchers who employ a mixed methods approach seem to accept that "no 

single method can grasp the subtle variations of on-going human experience" (Denzin 

and Lincoln, 1998: 25). A mixed methods approach was chosen for this research because 

qualitative research methodologies (appropriate in studies of culture and behaviour) have 

been seen as 'speculative' and 'soft' (see the discussion in Goulding, 2005, 294ff). It is 

suggested that devising a research methodology which integrates quantitative and 

qualitative investigative tools is "likely to be a fruitful course, especially in management 

science" (Karami et al, 2006: 44). 

The collection of qualitative data used a series of semi-structured interviews with selected 

expert respondents (n=24). The interviews were structured around a 'prompt' checklist of 

topics intended to encourage respondents to share their knowledge and experience. The 

experts' responses were analyzed using frequency analysis. The findings were used to 

design the content of an attitude survey questionnaire, administered to officials (n=82) 
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from twelve ministries and four departments within the Thai civil bureaucracy. This 

questionnaire comprises the quantitative component of the methodology. The primary 

data from the questionnaire responses were triangulated with the primary data gathered 

from the expert informants in a methodological triangulation. Methodological 

triangulation is defined as "the use of both qualitative and quantitative methods and data 

to study the same phenomena within the same study or in different complementary 

studies" {Tashakkori and Teddlie, 1998: 18). This methodology generated three types of 

data: video-recordings of the interviews, related interview transcripts, and responses to 

the attitude survey questionnaires. Figure 1.2 shows the stages in the inductive approach 

used in the current research inquiry. 

The Inductive Approach: Building Theory 
(sour~: Cresswell, 2003: 132). 

Generalizations, or themes to past 
experien~s and literature 

Researcher looks for broad 
patterns, generalizations, or 

theories from theme or categories 

Researcher analyzes data to 
form themes or categories 

Researcher asks open-ended questions 
of participants or records field notes 

Researcher gathers information 
(e.g. interviews, observations) 

START 

The Inductive Approach in this Research: 
The Sequence of Research Tasks 

Analyze responses from expert interviews; identify 
generalizations and themes from expert opinions; seek 

explanations from past experiences and literature. 

--0-
categorize individual expert interview responses; 

cross-check categories from individual expert 
responses with all other expert responses; prepare 

composite data corpus. 

-0-
Transcribe interviews from video-recordings; review 

interviews from transaipts and ' real-time' notes; cross-
check individual interview transaipts with all other 
expert interview transaipts and 'real-time' notes. 

--0-
Gather data from expert respondents; video-record 

expert interviews; take notes during interviews; 
question experts to clarify their views and opinions. 

-0-
Create research design; create the interview pr~ss 

(using the literature); set expert profile; identify experts 
(and make contact); design expert 'prompt' questions. 

START 

Figure 1.2 Stages in the Inductive Approach in the Current Research 
(Source: Adapted from Cresswell, 2003:132, and an audit of the current research inquiry) 
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1.3.2. A Positivist Approach 

The current research adopted a positivist approach. Positivism promulgates the view that 

"the social world is external to the researcher and that its properties can be measured 

directly through observation" (Gray, 2004: 18). A positivist approach "promotes the 

notion of neutral (i.e. theory-free) observations that can be used to confirm or disconfirm 

theory" (Tinsley, 2005: 186). Considered to be "the 'correct' scientific paradigm" 

positivism requires the researcher to be detached, occupying the role of a neutral observer 

and searching for objectivity (Gummersson, 2000: 176ff). This was the research 

paradigm in the current study. A research paradigm is defined as "a basic set of beliefs 

that guide action" (Denzin and Lincoln, 2000: 157). 

The foundations of positivism evolved from the so-called Vienna Circle of philosophers 

who met in the 1920s and 1930s (Goulding, 2002: 12). Influenced by the work of the 

Austrian physicist and philosopher Ernst Mach (1838-1916), this group declared that 

"science should avoid metaphysical concepts and rely only on observables" (Goulding, 

2002: 12). Positivism is one of five methods underpinning qualitative research enquiry 

(Lincoln and Guba, 2000). 

Figure 1.3 shows a simplified model of a positivist research framework. The model is 

cyclical (the letters A-F indicate progression clockwise around the six stage process). The 

triangle shows the three central pillars of positivism: induction, deduction, and 

falsification (see Popper, 1959: 41-42). 
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C: General laws __ .... ---
..... .-- - and theories - -.. , 

..... ' 
/ ', 

/ ' I \ 
B: From facts ac~uired D: From gen~ral laws and 

through observation use o~ ~ . 
INDUCTIVE REASONING (tt;y ~ theories use DEDUCTIVE 

~ ~ REASONING to make 
to make gene~al laws ;:,CJ) ~ predications and 

and 1heones ~ ~ explanations 
I ~ ~ I 

I 
I .. 

I 
I 
I 

A: Facts acquir 
through observation 

~ 

E: Predictions 
- - -FALSIFICATION - - - - and explanations 

I 

' / ' ; ' , F: Assess the TRUTH of predication~ ..... ""' 
' and explanations by testing against 

observable facts 

Figure 1.3 A Positivist Research Framework 

I 

(Source: Adapted from Cummings, 2002: 46 - after Newton and Popper) 

Starting at A the researcher gathers data through observation. This process accords with 

an inductive approach, wherein the first stage of research is to make observations (Black, 

1999: 8). At stage B the researcher applies inductive reasoning to the observed data. 

Inductive reasoning allows a researcher to "refine the concepts, develop empirical 

generalizations, and identify preliminary relationships" (Neuman, 2003: 51 ). Progressing 

to C, the researcher generates general laws supported by the deductive reasoning. 

Deductive reasoning is defined as moving from abstract concepts towards concrete 

empirical evidence in which there appear to be "logical relationships" (Neuman, 2003 : 

51 ). In developing a scientific law, researchers begin by "the observation [of] a particular 

set of objects and look for regularities" (Karami et al, 2006: 45). Stage D requires the 

researcher to generalize predictions and explanations from the posited general laws. 
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Popper suggests that what characterizes empiricism is its "manner of exposing to 

falsification, in every conceivable way, the system to be tested" (Popper, 1959: 42). At 

stage E, the predictions and explanations are available for empirical testing in order to 

test the truth condition when held up against observable data (stage A). 

A phenomenon is verifiable "only if it is capable of being tested by experience" (Popper, 

1959: 40; emphasis in original). In a hard positivist approach, the expected result is 

"certain knowledge, even when bounded by probabilities or correctness" (Hansom and 

Grimmer, 2007: 59). In a positivist research inquiry that takes a softer approach, there 

exists "an objective reality" (Hansom and Grimmer, 2007: 59). 

1.3.3. Research Taking an Emic Approach 

In studying culture in one large complex organization, this research takes an emic 

approach. Such an approach aims to gain "an insider's view" of an organization and its 

members (Brislin, 1976: 16). In this type of approach, a researcher seeks to discover 

aspects of an organization's cultural behaviours "taking into account what the people 

themselves value as meaningful and important" (Brislin, 1976: 16). In anemic approach, 

a researcher investigates features of an individual culture in order to explain these 

features. In order to understand these phenomena the researcher develops constructs from 

the single culture being investigated (Hunter, 2006: 76). In anemic approach, "relevant 

constructs will be unique to a given country" (Douglas and Craig, 1983: 133). Within the 

culture itself are contained both the antecedents and the consequences of the behaviour of 

that culture (Adler, 1983: 36). In anemic approach researchers attempt to make "a deep 
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internal analysis of that culture's unique meaning and social structure" and this approach 

tries to discover "a culture's emergent structure or model for a phenomenon" (Tinsley, 

2005: 188). 

1.4. RESEARCH FOCUS 

Figure 1.4 shows the key variables in the current research model and the preliminary 

research questions. The model is theory-driven and was developed and refined over time 

as research data verified the component parts. 

Q2: What a ibutes of 
national cultur influence 

behaviours i this 
organizatio 

Q3: What ibutes of 
organiz onal culture 

influenc haviours in this 
rganization? 

Figure 1.4 The Research Model (Preliminary Research Questions) 
(Source: model constructed from the current research inquiry) 

Addressing the preliminary research questions aimed to establish linkages between the 

main themes of this current research. A deeper understanding of the issues underlying 
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these questions helped provide the background for the main focus of this research, and 

helped frame the subsequent data collection activity. These preliminary questions helped 

shape the structure and processes of the qualitative inquiry. The questions formed the 

basis of the 'prompt' checklist of topics used in the in-depth semi-structured interviews 

with the selected expert informants. The checklist content was refined from secondary 

data sources on the nature of civil bureaucracies (for example: Eisenstadt, I959, I968; 

Du Gay, 2000; Meier and O'Toole, 2006b ). Also consulted were descriptive analyses of 

the features and structure of the Thai bureaucracy (e.g. Shor, I960; Riggs, I966; Siffin, 

I 966). The research questions are discussed and explicated in later chapters of this thesis. 

1.4.1. Definitions of Terms used in this Research 

The literature reviews of this research use a number of specific terms relating to culture 

and organizations. It is helpful to make clear these terms at this early stage of the thesis. 

Table I . I lists the terms, using definitions drawn from salient literature sources. 
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Table 1.1 Terms and Definitions used in this Research 
Term Working Definition (and sources) 

National The collective programming of the people in an environment, through which 
Culture one group distinguishes itself from another. Societal and cultural norms as 

reflected in the favoured behaviours of most members of the group most of 
the time. The learned responses of group members to their environmental 
conditions and social stimuli. (Hofstede, l 980b: 43; Hofstede, 1981: 24; 
Adler, 2002: 18-19; Hoogervorst et al, 2004: 293). 

Societal The tendency for a group to prefer certain states of affairs over others 
Values according to their environment and social education (Hofstede, l 980a: 19). 

Societal The outward and therefore observable manifestations of people's behaviour 
Practices in a certain society (Hofstede, 1999). 

Organizational The pattern of basic assumptions, shared beliefs and values invented, 
Culture discovered, or developed, and learned by a certain group in order to cope with 

the problems of their organization. The shared perceptions, assumptions and 
values of daily practices that have been developed over time and which 
produce patterns of recognizable behaviour. The set of values and norms that 
underlie a social system. (Schein, 1984: 3; Hofstede et al, 1990: 311; Gordon, 
1991: 397; Gordon and DiTomaso, 1992: 784; Burke and Litwin, 1992: 526) 

Workplace The sense ofan organization's members of the ideal rather than the real. 
Values Factors which are able to motivate the behavi.ours of the organization' s 

members, based either on the members' aspirations or their perceptions of 
normality, acquired over time through socialized practices. (Schein, 1985: 15; 
Komin, 1990: 685; Hatch, 1993: 663; Grojean, et al 2004: 226; Danisman et 
al, 2006: 302). 

1.5. RESEARCH DESIGN 

A key element in research design is "the consistency of the method with the research 

questions being asked" (Dreher, 1994: 293). A researcher's choice of method(s) should 

be dictated by "the research question and context" (Karami et al, 2006: 45). The primary 

data in the current research were gathered using a mixed methodological approach. In 
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such an approach a researcher employs more than one data gathering technique "either 

simultaneously or sequentially to best understand research problems" (Creswell, 2003: 

18). Also called a 'multiple methods' approach, this can involve within-method or 

between-methods techniques (Brannan, 1992). The current research design uses a 

between-methods approach. A between-methods approach is defined as "using different 

methods in relation to the same object of study ... " (Brannan, 1992: 11). A between-

methods approach leads to convergent validation (Jick, 1979: 603). Convergent 

validation happens when two different instruments measuring the same concept reveal 

scores that are highly correlated (Sekaran, 2000: 208). When employing mixed methods 

sequentially, a researcher "first conducts a qualitative phase of study and then a 

quantitative phase or vice versa" (Cresswell, 1994: 177). As will be described, the current 

research inquiry employed mixed methods sequentially. The research began with a 

qualitative phase (semi-structured interviews with expert respondents) followed by a 

quantitative phase (a survey questionnaire comprising both open- and close-ended 

questions). Data gathered from the semi-structured interviews were analyzed and 

provided topics for the content of the questions on the survey questionnaire. 

1.5.1. Stages in the Process of Research Inquiry 

Early months of the current research inquiry were occupied with identifying a research 

design that would aid the smooth operation of the research process. The Brewerton and 

Millward (2001) model was identified as an appropriate foundation on which a working 

research design could be developed. The original model contains seven steps, each of 

which is discrete and sequential. The model is shown in figure 1.5. 
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Select data collection methods 

Collect data 

Analyze and interpret data 

Report and present findings 

Figure 1.5 The Stages in a Research Process 
(Source: Brewerton and Millward, 2001: 3) 

In the current research inquiry the steps were not necessarily conducted in sequence nor 

were the steps overly discrete from each other. Some steps (such as designing the study, 

gaining access to the organization, and selecting appropriate data gathering methods) 

were conducted concurrently. Other steps (such as sampling and data collection) involved 

iterative processes of data combination. These processes also warranted reflection on the 

outcomes of earlier steps, as well as learning from those steps. As the current research 

employed two methodologies, the Brewerton and Millward (2001) model was developed 

to show this feature. While acknowledging the utility of the original model as a 

foundation for the current research design, it was decided to develop the model to 

represent more closely the actuality of the current research process. Figure 1.6 shows the 

parallel methods model developed for this research. 
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Select data collection methods 
Quali tive 

Design 'prompt' 
questions checklist 

Obtain sample (1) 

Collect data ( 1) 

Quanti tive 

Use data (1) to design 
research instrument (2) 

Obtain sample (2) 

Analyze and interpret data 

Report and present findings 

Figure 1.6 Stages in the Current Research Process 
(Source: Developed from Brewerton and Millward, 2001: 3) 

As mentioned, primary research data were first gathered using a qualitative instrument 

(semi-structured interviews). Data from the qualitative research shaped the content of the 

subsequent quantitative instrument (attitude survey questionnaire). An interval of several 

months separated the administrations of these two methodologies. 

1.5.2. The Sequential Use of the Two Methodologies in this Research 

In the current research inquiry, the two selected methodologies were employed 

sequentially. Figure 1. 7 has been constructed from the research design to show the 

sequence of methodologies. 
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Qualitative methodology 

Design interview 
questionnaires and 
interview process 

Conduct in-depth 
interviews with 

expert informants 

" Theot-etical 
input tp design 

" f racticalAtlput 
1 t9d:sign 

I 
I 

Ii" 

Consult literature 

Fin4ings 
inpat to 
de~gn 

sources 1 
I 

~, . •. - I Theoretl{al Pract1cal1nput.,!o 1 
input to design- .... •design - .., - _ .... 

Design attitude 
survey 

questionnaires 

Administer 
attitude survey 
questionnaires 

Quantitative methodology 
TIME ---------------------------------

Figure 1.7 The Sequential Use of the Two Methodologies in this Research 
(Source: model constructed from this research inquiry) 

1.5.3. Gathering Qualitative Data 

As shown in figure 1.7, qualitative data were first gathered thorough face-to-face 

interviews conducted with a body of experts (n = 24) selected according to a pre-designed 

profile of required attributes. A set of 'prompt' questions was prepared to help frame the 

interview, to focus the expert respondents on the key issues, and to ensure consistency 

across each interview. With respondents' permission, each interview was video-recorded 

by a professional cameraman. Each video-recording was supplemented by 

contemporaneous (hand-written) notes. In designing this methodology, techniques were 

adopted from ethnographic methodology and from the Delphi methodology. The expert 

interviews generated a set of qualitative data which form one leg of the triangulation 

process. 
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The opinions of the expert respondents shaped the content of an attitude survey 

questionnaire. The protocols of the research design and of the interview process are 

introduced below and described more fully in later chapters of this thesis. The attitude 

survey questionnaire was administered to a different sample group comprising the heads 

of ministry departments and middle- and junior-ranking officials (n=82). Data generated 

by the attitude survey questionnaire form a second leg of the process of triangulation. 

Secondary data sources complete the triangulation framework. The design features of the 

attitude questionnaire are described in chapter nine. 

1.5.4. Gathering Quantitative Data 

Quantitative data were gathered through use of an attitude survey questionnaire of 

government officials. Ninety-five (95) questionnaires were distributed. Eighty-two (82) 

were returned completed (a response rate of 86 percent). The questionnaires were 

administered in one sitting to officials from 12 ministries who attended a series of 

seminars and workshops related to their work. The ranks of the respondents ranged from 

most senior positions and those holding more subordinate (middle and junior) positions. 

The attitude survey questionnaire had threefold aims. Firstly, it was used to augment the 

accuracy of the data gathered via the expert interviews. Secondly, it was used to gain 

insights into workplace behaviours at the middle levels of administrative officials. 

Thirdly, it was used to generate appropriate data such that by synthesizing each data set 

(qualitative and quantitative) a more fuller picture would emerge of how people behave 

in their workplaces and what individuals perceive as the constraints and independence of 

their actions against a background of national and workplace culture. The questionnaires 
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were designed with a section of open-ended questions which allowed respondents to give 

a personal perspective. The overall aim was to generate responses in order to learn more 

about individual perceptions of the workplace and its cultural environment. 

Both the 'prompt' questions checklist and the attitude survey questionnaires were 

bilingual in Thai and English. In each case, a process of back-translation was used to 

minimize possible bias through misunderstandings due to cultural or linguistic 

misunderstandings. Competent translators, proficient in Thai-English and English-Thai 

translation, were used for this purpose. Experience suggests that back-translation helps 

ensure a closer parity between questions asked in each of the two languages. (The process 

of back-translation used in this research is described in chapters eight and nine). 

1.5.5. The Interrelatedness of the Two Methodologies 

In designing the process of this research, it was educative to consider the relatedness of 

the two methodologies. Figure 1.8 shows the model of research design and the 

relatedness of the two data methodologies. The primary data (1) were gathered through 

face-to-face interviews with expert respondents using investigate techniques borrowed 

from the Delphi methodology (as described in Tersine and Riggs, 1976). The primary 

data (2) were gathered through attitude survey questionnaires administered to a mixed 

sample of career officials in the Thai bureaucracy. 

As the model in figure 1.8 shows, these two data sets are interrelated in that the initial 

qualitative data aid the design of individual questions in the quantitative research 
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instrument. The findings from attitude survey questionnaires were used to reflect on the 

data provided by the expert respondent interviews. The combined findings from the 

qualitative and quantitative data sets provide a picture of organizational behaviour from 

two perspectives. The advantage of dual research is discussed in chapter nine. 

Data gathering (1): QUALITATIVE DATA ... -. 
Expert Respondent Interviews: n = 24 1 

I 
Expert Opinion Guid'15 Content of 

Attitude Survey Qupstionnaire 

I 
I 

Findings of Survey 
Questionnai1e validate 

Expert Ofinions 
I 
I 
I 
I 
I Data gathering (2): QUANTITATIVE DATA 

Attitude Survey Questionnaire: n = 82 ..., - ' 

' -------- ........ ,_- ..... ' 
~ Influences of Culture on ' Data 

l Behavior in the Thai '- - •interpretation 
' ..... civil bureaucracy ,- ~ and findings 

.... ._. ----------
Figure 1.8 A Model of the Research showing Interrelatedness of Data 
(Source: model constructed from the current research inquiry) 

1.5.6. Ethical Considerations 

This research was conducted within the guidelines of sound ethical practices. Application 

was made to the University of Technology, Sydney (UTS) for ethic approval to conduct 

this research. Clearance to proceed with this research was granted on 17th August 2006. 

(A copy ofHREC Ethics Approval number 2006-32A is shown in Appendix 1). 
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1.5.7. Taking Steps to Minimize Bias 

Bias is defined as "errors or inaccuracies in the data collected" (Sekaran, 2000: 226). Bias 

can come from the interviewer through misunderstanding and distortion of the 

informant's proffered data or from an interlocutor who does not express their true 

opinions (Sekaran, 2000). Bias might also occur if informants respond without 

understanding the tenor of a question and fail to ask the interviewer for clarification 

(Sekaran, 2000). In the current research a process of back-translation was used to help 

minimize bias. According to Douglas and Craig (2007), back translation is the most 

commonly used technique when a researcher needs to ensure accuracy of translation 

(Douglas and Craig, 2007: 30). Introduced as part of research methodology in the 1970s, 

back translation techniques have been continually discussed, tested, and subsequently 

developed (see: Brislin, 1970; Werner and Campbell, 1970; Brislin, 1980; Marin and 

Marin, 1991; McGorry, 2000; Temple and Edwards, 2002; Harkness, 2003; Douglas and 

Craig, 2007). 

In research, processes of back translation are intended to help minimize error attributable 

to cross-linguistic and/or cultural misalignments (Douglas and Craig, 2007: 3 lff). In 

helping prepare bilingual versions of the research instruments, the translators suggested a 

number of linguistic amendments to the interview 'prompt' checklist questions and the 

attitude survey questionnaire. Video-recorded interviews with the translators ensured an 

accurate record of their suggestions. A subsequent collaborative process made 

appropriate amendments to the data gathering instrumentation. A description of the 

design and administration of the process ofback translation is contained in chapter eight. 
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1.6. WHY THIS RESEARCH IS IMPORTANT 

This research is important for a number of reasons. Firstly, global changes in the nature 

of the roles and functions of public administration have increasingly guided the agendas 

of politicians and public administrators. From the 1970s onward, governments in North 

America, Europe and the Pacific Rim have increasingly infused their public sector 

bureaucracies with reforms based on a "new managerialism" (Pollitt, 1986: 155). In the 

1980s and 1990s, with public sector reforms gathering momentum, a key focus became 

performance and performance measurement. In the early 1980s, a handbook produced by 

the UK Audit Commission stated the need for public sector performance to address the 

virtuous three Es of "economy, effectiveness and efficiency" (Pollit, 1986: 157). In 1992, 

in their book Reinventing Government, Osborne and Gaebler set out what became a 

manifesto for public sector reform in what came to be designated the New Public 

Management (NPM). The NPM agenda has unleashed "a tidal wave of reform" (t.Jonnan, 

2004: 429). The focus was often a quest for increased efficiencies and improved 

performance of the bureaucracy (Terry, 2005). The civil bureaucracy of Thailand sought 

to transform itself using features contained in the NPM (Malee, 2003; Painter, 2004; 

Haque, 2005; Bowomwathana, 2006). Successive national development plans reflected 

these new focuses (Teokul, 1999). 

Secondly, Thailand, largely recovered from the effects of the 1997 financial meltdown, is 

arguably better placed economically than some other Asian countries whose governments 

seemed unable or unwilling to make radical changes to political and commercial 

infrastructures - either through a lack the political will or lacking the critical mass of 
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support. This and other features of the Thai economy make Thailand an attractive target 

for Foreign Direct Investment (FDI). The quality of the bureaucratic infrastructure is a 

key feature on attracting inward FDI, for example through the activities of the Board of 

Investment (Bol), the Bank of Thailand, the Ministry of Industry, and the Ministry 

Commerce. 

Thirdly, reforms in the civil bureaucracy and its processes are a key strand of national 

development. Civil bureaucrats interpret government policy and instigate initiatives in 

ways set by the Thai government agenda. In the aftermath of the 1997 Asian financial 

crisis, the International Monetary Fund (IMF), the World Bank and similar agencies 

insisted that the Thai government make reforms to its bureaucracy as a prerequisite for 

bailout loans ofUS$17.2 billion (Chotigeat and Lin, 2001; Dixon, 2004; Leightner, 

2007). However, the nature of their innate cultures is likely to make organizations in the 

Thai civil bureaucracy less pliable than is needed for reforms to become embedded as 

common practices. Stability rather than flexibility are the hallmarks of the civil 

bureaucracy in Thailand (Malee, 2003; Ockey, 2004a; Bowomwathana, 2006). It is this 

key factor that the current research has investigated. However, even with the requisite 

political will to undertake reforms, obstacles persist (Connors, 2003; Painter, 2004). It is 

not usual to find resistance to reform in civil bureaucracies as these organizations tend to 

be particularly resilient to change (see Stull et al, 1988; Furukawa, 1999; Painter, 2004). 

Over recent years the political landscape in Thailand has grown uncertain. Contributing 

to this uncertainty were a military coup on 19th September 2006 and the perceived 
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ineptitude of the military appointed interim government. As recently as December 2007 

parts of the country were under martial law and national elections took place (as 

scheduled) on 23rd December 2007. 

1.7. AN OVERVIEW OF THE STRUCTURE OF THIS THESIS 

This thesis comprises fourteen chapters and is organized into three parts. Part one 

contains chapters that form the Introduction and Background. This part contains details of 

the theoretical design of the research and reviews the literatures that were used in 

investigating the research issues. Part Two describes the operation of the qualitative and 

quantitative components of the empirical research. The chapters which comprise part 

three describe the data analysis, the interpretation of the data and the implications of the 

research findings. The following lists the overall structure of this thesis: 

Part One: Introduction and Background 
Chapter One: The Focus, Content and Structure of this Thesis 
Chapter Two: Towards Understanding Organizational Culture 
Chapter Three: An Early History of Thailand: Roots of a National Culture 
Chapter Four: The Thai Bureaucracy Early History and Monarchical Reforms 
Chapter Five: History and Bureaucracy in the Twentieth Century 
Chapter Six: Towards Understanding the Culture of the Thai Bureaucracy 

Part Two: The Empirical Research Study 
Chapter Seven: Qualitative Research Methodologies and Instrumentation 
Chapter Eight: Researching across Cultures, Difficulties and Avoidance Strategies 
Chapter Nine: Quantitative and Quantitative Research Methodologies 
Chapter Ten: Presenting the Empirical Data: Qualitative and Quantitative Sources 

Part Three: Research Findings and Interpretations 
Chapter Eleven: Analysis of the Data: Implications for Public Management 
Chapter Twelve: Interpreting the Data: Culture in the Thai Bureaucracy 
Chapter Thirteen: The Research Findings and Contribution 
Chapter Fourteen: Limitations of this Research, Learning and Future Research 

Bibliography 
Appendixes 
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1.7.1 The Content of this Thesis: Chapter-by-Chapter 

The current chapter, Chapter One, gives an introductory overview of the whole thesis. 

Chapter Two reviews the literature pertaining to organizational culture and offers three 

perspectives on this phenomenon. Chapter Three presents a focused early history of 

Thailand in an attempt to discover the roots of the country's national culture, and the 

early socio-cultural influences on behaviour in the Thai civil bureaucracy. These 

influences derive from the early civilizations of India, Khmer (Cambodia), and China. 

Chapter Four describes an early history of the nation and its bureaucracy, and the various 

reforms to the bureaucracy. Chapter Five describes Thailand's more recent history during 

which the civil bureaucracy was reorganized 'top-down' in response to perceived 

national threats both external and domestic. The current-day civil bureaucracy retains 

elements of this reorganization. Chapter Six reviews data from secondary sources in 

order to gain a clearer understanding of the culture of the Thai bureaucracy. These six 

chapters form part one of the thesis. 

Part two of the thesis contains four chapters (chapters seven to ten) and describes various 

aspects of the empirical study conducted in the current research inquiry. Chapter Seven 

describes the qualitative research methodologies employed in this research and the 

related data gathering instrumentation. Chapter Eight uses an example of the early 

research of Margaret Mead to note the difficulties in conducting research across cultures. 

Learning from some of the shortcomings of Mead's research, this chapter concludes with 

a set of strategies designed to minimize difficulties in the current research. Chapter Nine 

discusses the combined qualitative and quantitative methodologies employed in the 
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current research inquiry. Chapter Ten presents the empirical data gathered in the research 

from the qualitative and quantitative sources. 

Part three of the research study also comprises four chapters (chapters eleven to fourteen) 

which together describe the findings and interpretations of the research inquiry. Chapter 

Eleven outlines the analysis of the data gathering in this study and describes the 

implications for public management in Thailand. Chapter Twelve offers an interpretation 

of the data gathered in the current research study to describe attributes of the workplace 

culture in the Thai bureaucracy. Chapter Thirteen contains a discussion of the research 

findings and the contribution made by the current research to extant knowledge in the 

topic area. Chapter Fourteen, the concluding chapter, outlines the limitations of the 

current research. Also included in this chapter are discussions of what was learned during 

the current research study, and a future research agenda designed to develop the 

knowledge gained from the research inquiry. 

The following chapter, Towards Understanding Organizational Culture, discusses 

organizational culture from three perspectives using supportive and relevant literatures. 

Schein's (1984, 1985, 1997 [1992]) model of organizational culture as a three-tiered 

phenomena is used to discuss fundamental attributes of organizational culture. The Hatch 

(1993) dynamic model of organizational culture includes two additions to the Schein 

model: the inclusion of features that show dynamic processes of organization culture 

development and the inclusion of symbols as a feature of organizational culture. The 

chapter concludes with a discussion of organizational culture from a historical 

perspective, drawing on the theories of organizational social evolution of Kieser (1989, 
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1994) and the genealogical approach to organizational analysis (e.g. Chan and Clegg, 

2002). The chapter draws on these three perspectives to construct a working framework 

for the current research study. The chapter begins with a parable to illustrate some key 

features of organizational culture. These features are developed in the remainder of the 

chapter. 
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CHAPTER TWO 

TOW ARDS UNDERSTANDING ORGANIZATIONAL CULTURE 

2. THE CONTENT AND ORGANIZATION OF THIS CHAPTER 

This chapter is the first of five chapters that review relevant literatures in an attempt to 

understand organizational culture, specifically within the Thai bureaucracy. The current 

chapter discusses organizational culture from three perspectives. In the first of these 

perspectives, organizational culture is considered for its propensity to become embedded 

in an organization over time. The second perspective considers the theories of 

organizational culture proposed by Schein (1984, 1985, 1997 [1992]) and Hatch (1993). 

In the Schein model, organizational culture comprises three tiers: surface phenomena, 

espoused values, and core phenomena. Of the three tiers, the core phenomena (basic 

underlying assumptions) constitute the "essence of the culture" (Schein, 1997 [1992]: 

17). The Hatch (1993) critique suggests that the Schein (1984) model is static whereas 

real-world organizational phenomena are dynamic. Hatch (1993) proposes the addition of 

dynamic processes to the Schein (1984) model. 

The third perspective discusses organizational culture from a historical perspective. This 

discussion draws on Kieser's (1989, 1994) theories of organizational social evolution. 

Added to this discussion is a genealogical approach to organizational analysis (see Chan 

and Clegg, 2002). In organizational genealogy, "past evidence is studied to determine 

how current knowledge is an outcome of wider social practices mirroring underlying 

forces" (Chan and Clegg, 2002: 261). Kieser (1994) suggests that an organization's 
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structures and behaviour "reflect culture-specific historical developments" Kieser (1994: 

609). Incorporating Kieser's (1989, 1994) models of organizational social evolution with 

the Hatch (1993) dynamic model enables a historical dimension to be added to the Schein 

(1984) three-tiered model of organizational culture. By drawing upon these three 

perspectives this chapter constructs a framework for the current research study. The 

chapter begins with a parable. Most likely apocryphal, the parable describes an 

experiment to illustrate key features of organizational culture. An analysis and discussion 

of the parable lead into the first perspective of organizational culture. 

2.1. EVOLVING AND EMBEDDING ORGANIZATIONAL CULTURE 

One explanation of how organizational cultures evolve and become embedded in 

organizations takes the form of a parable and describes an experiment. The experiment 

involves a large cage and a small troupe of monkeys. Outside the cage, a keeper monitors 

the experiment and directs events as a participant-observer. The inside of the cage is bare 

except for a step-ladder over which is suspended a bunch of bananas. Five monkeys are 

brought into the cage. The keeper remains outside. The animals explore their new 

environment and, after a while, notice the bananas. Too high to be reached from the 

ground, the step-ladder is invitingly placed beneath them. One monkey approaches the 

step-ladder and begins to climb. As soon as the animal puts one foot on the middle rung 

the keeper turns on a hose and sprays the other monkeys with icy cold water. Predictably, 

pandemonium ensues as four cold and wet monkeys screech and run for cover and set 

about regaining their dignity. Reacting to he screeching, the inquisitive ladder-climbing 

monkey also retreats to a comer of the cage, the bananas all but forgotten. 
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After a while the excitement dies down. The inquisitive monkey, tempted by the bananas, 

again approaches the ladder. No doubt recalling recent events, the animal cautiously steps 

on the bottom rung and begins to climb. As before, the keeper gives the other monkeys an 

icy spray. Pandemonium breaks out anew. This time the wet monkeys attack their cage 

mate who escaped the icy soaking. Eventually, things settle down. Different monkeys 

approach the ladder and, in response, the others receive an icy dowsing. This is followed 

by a virulent attack by the cage inmates on the food-seeking monkey. Before long each 

monkey is either fearful of a dowsing or an attack by its cage-mates. No monkey dares 

try to reach the suspended bananas. In an added refinement, the creatures avoid the 

proximity of the ladder. Icy water sprays are no longer needed. 

Now the keeper removes one monkey from the cage and replaces it with another. Before 

long, the newcomer notices the tempting bananas and the conveniently placed step-

ladder. Unable by nature to resist the lure of food, the new inmate tentatively begins to 

climb the ladder. It is attacked by the other monkeys with a vehemence honed by 

practice. The monkey scoots away into a comer of the cage, somewhat surprised that its 

fellow inmates should prevent it from reaching the only visible source of food. When 

normality returns, the newcomer tries again. The others attack with renewed enthusiasm. 

The keeper replaces another of the original monkeys. History repeats itself. In a new 

development, the previous newcomer joins in the attack (even though it was not party to 

the purpose for the attack). The keeper replaces all of the cage inmates one by one until 

none of the monkeys was among the original occupants when the experiment began. Thus 

none of the current occupants of the cage has experienced the icy water treatment. For a 
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number of 'generations' of cage-dwellers, this has been unnecessary. An external means 

of coercion has been superseded by internal peer pressure. This ensures that individual 

members behave in ways acceptable to the whole community. None of the creatures 

therefore knows why it should collude in an attack on any monkey climbing the ladder to 

reach the fruit. Each occupant knows that the ladder is out of bounds. And, as far as any 

of the monkeys in this community knows, that's the way it's always been. 

2.2. FUNDAMENTAL FEATURES OF ORGANIZATIONAL CULTURES 

Though no doubt apocryphal, this parable encapsulates elements of what we know about 

organization culture. Organizational culture evolves over time (Schein, 1984; Gordon and 

DiTomaso, 1992; Williams, 2007). Often it is a product of history. In the monkey 

experiment, the culture of the community evolved over time. Although successive 

generations of members of the community lacked immediate involvement or awareness 

of the reasons or purposes of the original cultural responses to the stimuli, learned 

responses passed down from generation to generation ensured cultural compliance. 

Kroeber and Kluckholm (1952) emphasize that "the essential core of culture consists of 

traditional (i.e. historically derived and selected) ideas and especially their attached 

values" (Kroeber and K.luckholm, 1952: 181; cited in Berry, 2000: 199). Hatch and 

Schultz (1997) suggest that organizational culture is founded on a "broad-based history" 

and that this is manifest in the organization's "material aspects of the organization" 

(Hatch and Schultz, 1997: 359). 
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Also in the experiment, the community acted in unison to inculcate in newcomers the 

community's collective responses to events. On occasion, the community ;it large 

resorted to tactics of bullying, aggression, and intimidation. Newcomers were left in no 

doubt of the message conveyed by their peers. Socialization of newcomers into the 

community's values ensured that they, in tum, would be able to contribute to the 

socialization of later newcomers. The original reasons for the cultural responses were lost 

over time, 

The development of organizational culture can be through ideational systems and/or 

adaptive systems. In ideational systems cultures are seen as shared sets of ideas, symbols 

and meanings; in adaptive systems cultures are seen as a total way of life (Keesing, 

1974). In the ideational perspective, systems of shared ideas and meanings have "a 

persistence" over time" and are "transmitted across generations through socialization" 

(Child and Tayeb, 1982: 42). Adherents of this so-called "cognitive approach" regard 

culture as "a collection of normative convictions that acts rather as a guidance for 

behaviour" and as "something that organization has" (Hoogervorst et al 2004: 293; 

emphasis in original). In contrast, adherents to the "behavioural approach" regard culture 

as something an organization is (Hoogervorst et al 2004: 293; emphasis in original). It is 

suggested that organizations are "caught in evolution" which creates novel phenomena 

that continue "along the line that is already established" (Sorge, 1982:118). Each of these 

approaches can help in analyzing the development of the organizational culture in the 

experiment described above. A cognitive approach would suggest that the members of 

the community contribute to their own cultural norms by their combined practices over 
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time. Newcomers are 'encouraged' to engage in these practices in order to become fully 

accepted into the community. A behavioural approach would suggest that cultural norms 

and values of the community represent the community and that the behaviours of the 

members of the community pass on these norms and values to newcomers. 

The origins of organizational culture are often opaque, which means that "unexamined 

patterns of thought" are taken for granted (Triandis, 1982: 139). Organizational culture is 

a factor of socialized groupings. Members of a social group are conditioned by various 

attributes of their culture to perceive phenomena in a particular way. This perception is 

often, but not exclusively, shared by other members of the social group but is less likely 

to be shared with members of a different grouping. This social-cultural conditioning can 

be defined as, "collective mental programming" (Hofstede, 1983: 76). By definition, 

culture is said to be, Helusive, intangible, implicit, and taken for granted" (Deal and 

Kennedy, 1983: 501). 

In any setting, culture tends to be determined by the prevailing dominant group and its 

actions. In the experiment, only newcomers questioned the behavioural norms of the 

community. Collective education of a newcomer ensured their compliance to shared 

cultural norms. The combined will of the majority of community members ensured 

compliance of the minority. Socialization, in the case of the experiment by enforcement, 

ensured that new members quickly became aware of cultural norms ('the way we do 

things around here'). 
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Gordon (1991) notes, "culture is not deterministic of specific forms, but exerts an 

influence upon the nature of the forms that will be developed" (Gordon, 1991: 398; 

emphasis in original). Hofstede (1997, 1999) draws the distinction between cultural 

values and cultural practices. The former are the preferred states of being over other 

states and may be expressed (somewhat bluntly) as polarized opposites (good versus evil, 

moral versus immoral, rational versus irrational). Cultural practices are the outward 

manifestations of people's behaviour and, as such, they are observable (Hofstede, 1999). 

The culture inside organizations tends to reflect the culture outside organizations. 

Workplace behaviours take place within the ether of socio-cultural norms and mores; 

employees do not deposit their cultural baggage on the thresholds of their workplace. 

2.3. ATTRIBUTES OF ORGANIZATIONAL CULTURES 

From various literatures, it can be seen that organization cultures have a variety of 

attributes. Table 2.1, constructed from a number of relevant sources, lists key attributes of 

organizational culture. For ease of reference the table is organized in topic areas. These 

are listed in approximate chronological sequence, beginning with the foundations of 

organizational culture, passing through the socialized construction and structures of 

organizational culture, and concluding (here) with the continuation of organizational 

cultures. This listing does not claim to be exhaustive. Rather, its purpose is to display key 

attributes of organizational culture, to indicate some of its features, and to list relevant 

reference sources wherein are contained more detailed discussions. 
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Table 2.1 Attributes of Organizational Culture and Sources 
(Table constructed from various literature sources) 

Attributes Sources 
The Foundations of Organizational Culture (OC) 

OC evolves over time Hofstede et al, 1990; 
OC is often determined by history; though its origins may be Gordon and DiTomaso, 
opaque. 1992. 
OC is related to anthropological concepts. Hofstede et al, 1990. 
The Social Construction of Or2anizational Culture (OC) 

OC is a system of collectively held values and belief systems. Hofstede, 1981; 
Sackmann, 1991. 

OC occupies such a deep level people are unaware of its existence. Triandis, 1982. 
OC is taken for granted by an organization's members. Gregory, 1983. 
OC is a factor of socialized groupings, and is socially-constructed. Hofstede et al, 1990. 
OC is an invisible yet powerful social force. Schein, 1996. 

The Structures of Oreanizational Culture (OC) 
OC is something an organi:zation is. 1\1.organ, 1986;1\1.eyerson 

and Martin, 1994. 
OC is something an organization has. Schein, 1985; Hofstede, 

1986. 
OC is shared perceptions of daily practices, assumptions, and Hofstede et al, 1990; 
beliefs. Gordon, 1991; Schein, 

1996. 
OC is holistic; OC is soft. Hofstede et al, 1990. 
OC is the glue that holds many organizations together Dowling, 1993 
OC is easy to observe and very difficult to decipher Schein, 1997 [ 1992]. 

The Transmission of Or2anizational Culture (OC) 
OC is transmitted formally and informally to its members. Gordon, 1991 
OC is perpetually being formed: there is constant learning. Schein, 1984. 
OC is passed on without question to new members. Schein, 1984. 

The Functions of Or2anizational Culture (OC) 
OC implicitly communicates what is considered important and acts Deal and Kennedy, 1982. 
as a source of uncertainty reduction. 
OC represents the social and symbolic side of corporate life. Gregory, 1983. 
OC helps members of the organization interpret their organization's 1\1.artin and Siehl, 1983. 
history and use this to gauge how they should behave. 
OC can generate members' commitment to their organization's 1\1.artin and Siehl, 1983. 
corporate value and philosophy. 
OC provides control mechanisms. 1\1.artin and Siehl, 1983. 
OC influences productivity and profitability 1\1.artin and Siehl, 1983. 
OC is integrative and unifies an organization's diverse elements. 1\1.artin and Siehl, 1983. 
OC provides group members with a paradigm of how the world 'is' Schein, 1984. 

The Continuation of Organizational Culture (OC) Sources 
OC is difficult to change. Hofstede et al, 1990. 
OC is beyond the direct control of management 1\1.artin and Siehl, 1983. 
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2.3.1. Functions of Organizational Cultures 

Explicating research studies on organizational culture, Martin and Siehl (1983) suggest 

four functions of organizational culture. In summary, these are: as a historical precedent 

for members' behaviour; a mechanism to encourage members' common commitment; a 

control mechanism; and a stimulus for increasing productivity and profitability. In its 

historical role, organizational culture provides exemplars from past precedent of 

sanctioned behaviour for the organization's members. This attribute of organization 

culture helps members of the organization to interpret key messages from their 

organization's history. Organizational processes encourage members to interpret these 

past messages as exemplars to gauge how they should behave in the future (Martin and 

Siehl, 1983). The education of new members is a key function of culture: unless taught to 

new members culture "would not serve its function" (Schein, 1984: 10). 

Organization cultures serve as control mechanisms (through sanctioning or proscribing 

certain behaviours). An important aspect of organizational culture is "behavioural 

regulation" (Hoogervorst et al, 2004: 294). In this respect organizational culture acts as a 

"social control system" (O'Reilly, 1989: 9). However, an organization may engage in 

counter-cultural practices which "undermine top management's objectives" (Martin and 

Siehl, 1983: 53). A fourth attribute of organization culture is as a means of stimulating 

"greater productivity and profitability" (Martin and Siehl, 1983: 52). In certain types of 

organization, such as so-called cadre organizations, "goal fulfilment" creates intrinsic 

motivation and is seen as a way ofrewarding employees (Rothstein, 1996: 51). The 

phrase "value congruence" describes workplace environments in which there is a close fit 
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between the values of an organization's individual members and the values extant in the 

wider organization (Wilkins and Ouchi, 1983; Ostroff et al, 2005). When the perceptions 

and practices of members of an organization are in concordance, there is likely to be a 

positive climate in the workplace (Hunt and Ivergard, 2007). 

2.3.2. Organizational Culture Unifies Organizations 

An organization culture helps unify the diverse personalities and personal behaviours of 

the organization's members. Without the unifying properties of organization culture it is 

likely that behavioural norms of individuals would drift to create a diversity that may be 

difficult to manage (and control). Such a situation has been called management by 

adhocracy (Mintz berg, 1980; Mintzberg and Mc Hugh, 1985; Waterman, 1992). However, 

organizational cultures are not monolithic; rather they should be seen as an interlocking 

pattern of subcultures that nest one within the others and sometimes conflict (Martin and 

Siehl, 1983). In this instance one (or more) cultures would be predominant and display 

core values "more fervent than in the rest of the organization" (Martin and Siehl, 1983: 

54). In such a situation the organizational culture is designated as "strong": defined as the 

degree to which behaviours are shared by members of the organization (Saffold, 1988). 

In organizations where employees hold a diversity of views towards assumptions and 

values that are not widely shared, the culture of the organization may be described as 

weak (Gordon, 1991). An organization may comprise a number of subcultures where 

employees in different parts of the organization conduct themselves slightly differently 

(Sackman, 1992). Cultural strength helps predict an organization's performance, 

especially in the short-term (Gordon and DiTomaso, 1992). This study also suggests that 
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"a culture of adaptability but not stability is also predictive of short-term performance" 

(Gordon and DiTomaso, 1992: 787ff). As the authors note "a strong culture from the 

standpoint of consistency, and an appropriate culture in terms of content, will produce 

positive results" (Gordon and DiTomaso, 1992: 794). 

The holistic nature of organizational culture stems from the notion that culture is all-

pervasive in organizations; although the larger the organization the greater the variation 

of culture(s) among subgroups (Schein, 1997 [1992]). As such it refers to a "whole which 

is more than the sum of its parts" (Hofstede 1997 [1991]: 179). Organizational culture 

has the capacity to influence an organization's behaviours and activities. Influence can be 

positive as in a cadre organization where employees share similar social or professional 

backgrounds and thus cherish the same values (Hunt and Ivergard, 2007). Influences can 

be negative as in organizations where "standard management practices punished those 

who do not fit in" (Martin and Siehl, 1983: 58). 

Organizational culture is a facet of an organization's history and has a tendency to evolve 

over time (Hatch and Schultz, 1997; Williams, 2007). Traditions and time-honoured 

behaviours (and the values inherent in these behaviours) are key influencing factors on 

organizational culture (Kroeber and Kluckholm, 1952; Berry, 2000: 199). Organizational 

culture is a product of individual and collective thinking which is invariably taken for 

granted. Members of a social group (such as members of an organization) are subject to 

social-cultural conditioning, defined as, "collective mental programming" (Hofstede, 

1983: 76). A key (and early) definition of corporate culture is "the way we do things 
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around here" (Deal and Kennedy, 1982: 49). Commentators note that there are discreet 

differences between organizational culture and corporate culture. Whereas organizational 

culture is socially constructed by the members of an organization, corporate culture stems 

from interplays between internally-oriented beliefs and externally-oriented beliefs 

(Gordon, 1991). The presence of externalities as an influence on corporate culture may be 

a reason why this phenomenon is not wholly within the control of an organization's 

managers (Martin and Siehl, 1983: 53 ; also see: Meijs, 2002). 

2.4. ORGANIZATIONAL IDENTITY 

Concepts of organizational identity aim to address the question: ''who are we as an 

organization?" (Rondeaux, 2006: 570). The concept of corporate or organizational 

identity as a component feature of organizational design stems from the 1970s (Melewar, 

2003; also see: Melewar and Jenkins, 2002). Organizational identity is important. This is 

especially so in turbulent environments when an organization tends to become more 

dynamic and when organizations lose "many of the institutionalized repositories of 

organizational history and method" (Albert et al, 2000: 13). There are number of 

definitions of organizational identity, developed over several decades in response to 

empirical evidence (Albert et al, 2000; Gioia et al, 2000; Melewar and Jenkins, 2002). 

Initially, organizational identity was regarded as a set of social codes or rules which 

prescribed an organization's required behaviours (see: Hsu and Hannan, 2005). 

Theoretical concepts of organizational identity have developed and include the essence of 

the organization that "provides meaning to a level above and beyond its individual 
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members - a self-referential meaning where the self is the collective" (Corley et al, 2006: 

87). This was evident in the monkey experiment described above. 

Organizations have audiences which can observe, monitor and participate in the 

organization's behaviours. Such audiences can be internal (employees, managers) or 

external (customers, suppliers). Audiences observing the behaviours of an organization 

are said to regard corporate identity as "defaults for an organization" which create a 

framework for an organization's features and its expected actions (Hsu and Hannan, 

2005: 476). It is expected that different audiences (e.g. managers, employees, 

government regulators, analysts) are likely to have a different set of expectations for an 

organization. Organizational identity can be anywhere between two extremities. At one 

extreme is institutional consolidation (all audiences are in complete agreement of the 

organization's identity) and what might be termed 'institutional anarchism' (all audiences 

disagree on the organization's identity) (Hsu and Hannan, 2005). However, a key issue 

for a researcher investigating organizational identity is to decide who is to be included in 

the audience membership (see discussions in Hatch and Schultz, 1997; Scott and Lane, 

2000; van Rekom and van Riel, 2000). 

Relevant literatures offer three perspectives on organizational identity. The most 

prevalent framework is known as the interpretive approach. Two other approaches are 

called interactionalist and functionalist. The specific focus of the interpretive approach is 

to identify and describe features of an organization's identity which are "stable, central 

and distinctive" (Albert and Whetten, 1985: 264ff). Stability, centrality and 
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distinctiveness are three defining features of an organization's identity (Gioia et al, 2000). 

The interactionist approach suggests that organizational identity is a social construct and 

develops from the negotiated involvement of the organization's members (Hatch and 

Schultz, 1997; Hogg and Terry, 2000). The functionalist approach, a third perspective on 

organizational identity, suggests that this phenomenon is constructed by the explicit 

actions of an organization's leaders and managers (Pratt and Foreman, 2000; Curry, 

2002). Mc Whinney and Batista (1988) offer a theory of organizational re-mythologizing 

that helps explain how founding ideals help an organization maintain its identity. These 

authors suggest organizations should "re-mythologize", to recapture the "original source 

energy" and thereby bring back to collective consciousness "the founding ideals and the 

oft-told tales that helped establish and maintain an organizations identity'' (Mc Whinney 

and Batista, 1988: 46). 

While members of organizations tend to claim that their own organization is unique, a 

phenomenon designated "the uniqueness paradox" suggests that "a culture's claim to 

uniqueness is expressed through cultural manifestations that are not in fact unique" 

(Martin et al, 1983). 

2.5. ORGANIZATIONAL CULTURE: A THREE-PERSPECTIVE THEORY 

Meyerson and Martin (1987) and Martin (1992, 2002) propose a three-perspective theory 

of culture. A central tenet of this theory is the inherent ambiguity of the cultures in 

organizations. Burnes and James (1994) note that "culture is not homogeneous" in 

organizations and any organization will have subcultures (Burnes and James, 1994: 15). 
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In an organization, subcultures may exist laterally or vertically. In a lateral plane 

subcultures may exist between divisions, functions, or workgroups and in a vertical plane 

between employees at different levels in a hierarchy (Ostroff et al, 2005). Subcultures 

play two valuable roles in organizations. Firstly, a subculture can indicate what should be 

employees' appropriate and inappropriate behaviours and secondly a subculture can be a 

haven for ideas generation (Martin and Siehl, 1983). However, culture and counterculture 

tend to "exist in an uneasy symbiosis" (Martin and Siehl, 1983: 54). 

Ambiguity is a feature of the differing perspectives on the organizational environment by 

employees who occupy different positions in the organization and perform different roles. 

Ambiguity occurs when "a lack of clarity, high complexity, or a paradox makes multiple 

(rather than single or dichotomous) explanations plausible" (Martin, 1992: 134). An 

individual's perceptions of ambiguity in their work and social environments can lead to 

employee stress and burnout (Meyerson, 1989: 628). Martin (1992) defines ambiguity as 

"subjectively perceived", "unclear, highly complex, or paradoxical" (Martin, 1992: 134). 

In organizations individuals may experience external sources of ambiguity, such as 

environmental 'jolts' and structural variables such as a perceived mismatch between the 

organization's pronouncements to the outside world and its internal actions (Martin, 

1992: 134). Cognitive dissonance is the term used to describe employees' sensitivity 

towards ambiguity in their organization. Burnes and James (1994) note that cognitive 

dissonance "states that people try to be consistent in both their attitudes and behaviour" 

and will "feel frustrated and uncomfortable" when they "sense an inconsistency" (Burnes 

and James, 1994: 16). The reaction of employees to ambiguity in their organization can 
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be more strongly expressed as ranging from "disgust and antipathy" to 'joy and elation" 

and can thus be negative or positive (Martin, 1992: 134). In instances where features of 

an organization's climate remove ambiguity, then that organization's culture is strong 

(Dickson et al, 2006). The three-perspective theory of culture helps highlight different 

aspects of an organizational culture. Ideally, a researcher will investigate all three 

perspectives simultaneously to identify features of an organizational culture. Table 2.2 

shows three dimensions on three perspectives on organizational culture. 

Table 2.2. Three Dimensions of Three Perspectives on Organizational Culture 
(Source: Meyerson and Martin, 1987: 624ff; Martin, 2002: 95) 

p f erspec 1ve 
Integration Differentiation Fragmentation 

Orientation to Organization-wide Sub-cultural Lack of consensus 
consensus consensus consensus 
Relation among Consistency Inconsistency Not clearly consistent 
manifestations or inconsistent 
Orientation to Exclude it Channel it outside Acknowledge it 
ambh~uity subcultures 

The three perspectives on organizational culture proposed by Martin (2002) are 

designated Integration, Differentiation, and Fragmentation. The Integration perspective 

focuses on "those manifestations of a culture that have mutually consistent 

interpretations" (Martin, 2002: 94). In this perspective consensus is noticeable throughout 

an organization, although consensus does not necessarily imply unanimity of opinion. 

Such consensus suggests "a net of mutually reinforcing elements" (Martin, 2002: 95). 

Integration can be expected in organizational settings that are homogeneous (Sackmann, 

1992). Consensus between members in an organization tends to encourage harmony and 

loyalty (see: Ouchi and Price, 1978; Ouchi, 1980). Differentiation refers to "cultural 

42 



manifestations that have inconsistent interpretations" (Martin, 2002: 94). Examples of 

this phenomenon are the lack of concord between management's policy statements and 

perceived actions in practice. Levels of ambiguity are likely to exist between the 

predominant culture and any subcultures. Thus, where differentiation is evident, 

consensus may be apparent only in certain parts of the organization (such as in a 

subculture). These subcultures are "like islands of clarity in a sea of ambiguity" (Martin, 

2002: 94). Fragmentation describes the relationship among an organization's cultural 

manifestations. In this case, these manifestations are "neither clearly consistent nor 

clearly inconsistent" (Martin, 2002: 94). In organizations which display fragmentation, 

where there is consensus this is "transient and issue specific" (Martin, 2002: 94). 

2.6. ORGANIZATIONAL CULTURES AS A THREE-TIERED PHENOMENON 

Edgar Schein (1984) defines organizational culture as: 

" ... the pattern of basic assumptions that a given group has invented, discovered, or 
developed in learning to cope with the problems of external adaptation and internal 
integration and that have worked well enough to be considered valid, and therefore to be 
taught to new members as the correct way to perceive, think, and feel in relation to these 
problems." 

Schein, 1984: 3 

In Schein's definition, organizational culture thus encompasses people, their response and 

adaptability to externalities, the need for internal integration (consensus), the time-

relatedness of cultural standpoints, and the purpose of cultural stances and behavioural 

norms to be passed into new members for prolongation over future time horizons. From 

these principal features, Schein ( 1984, 1986) notes three levels of organizational culture. 

Schein's (1984) model is shown in figure 2.1. 
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Artifacts 
(surface phenomena) 

'~ 
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Espoused Values 

(phenomena below the surface) 
H 

1, 
Basic Underlying Assumptions 

(core phenomena) 

Figure 2.1: Schein's (1984) Model of Organizational Culture 
(Source: Schein, 1984: 4; also Schein 1985, 1997 (1992]: l 7ff) 

Readily visible on the surface (as observable surface phenomenon) are overt behaviours 

and other physical manifestations. Examples of these visible artefacts are the constructed 

physical environment of the organization, its architecture, technology, and layout of the 

work environment. Included in Schein's (1984) examples are human attributes such as: 

manner of dress, the need for employees to wear uniforms or conform to stipulated dress 

codes, behaviour patterns, public documents, and materials that contribute to employee 

orientation, the propensity for ritualised activities such as ceremonies to celebrate 

success, to welcome new members or to mark the passage of members who leave the 

organization. Also included are linguistic phenomenon such as specialized vocabulary or 

jargon used by the members within the organization. Artefacts can be "visible, tangible, 

and audible results of activity grounded in values and assumptions" (Hatch, 1993: 659). 
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At this level it is relatively easy to observe culture, but "very difficult to decipher" 

(Schein, 1997 [ 1992]: 17). In the absence of physiological intrusion, it is difficult to 

monitor human thoughts (and thus underlying motivations). It is relatively less difficult to 

observe the external manifestations of people's behaviour (Hofstede, 1999). 

2.6.1. Organizational Culture and Values 

On a second level ofSchein's (1984, 1986) model are the values of a society. Values 

represent a sense of how things "ought" to be and, as such, may be the idealized view that 

members of a society have of themselves. In a culture the basic values and beliefs result 

from "learned responses of group members to environmental conditions and stimuli" 

(Hoogervorst et al, 2004: 293). These values are usually "the manifest or espoused values 

of a culture" (Schein, 1984: 3). At the deepest level of the Schein model are the "basic 

assumptions" of a culture. Often taken for granted, basic assumptions are at the heart of a 

culture. Members of a culture often take their basic assumptions for granted in ways that 

are often unquestioned (and often unquestionable in the sense that they are 'out of 

bounds'). Examples of values are: "the notion that businesses should be profitable, that 

schools should educate, or that medicines should prolong life" (Schein, 1984: 4). In order 

to understand a particular culture, it is "imperative to delve into the underlying 

assumptions" (Schein, 1984: 3). Organizational culture involves deeply-held beliefs and 

inbred values often learned through socialized conditioning. Such beliefs and values are 

held as innermost feelings and tend not to be subject to change or negotiation. "Often 

unconscious and rarely discussable" beliefs and values are "manifested in alternatives of 

behaviour" (Hofstede et al, 1990: 291 ). This makes organizational culture difficult, if not 
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impossible, to change. At the deepest level of the human psyche are those phenomena 

that form the basic assumptions which people take for granted and do not question. Of 

these three levels and phenomena, Schein (1986) suggests that phenomena at the deepest 

level are basic assumptions which individuals take for granted and, as such, are the most 

difficult to study. 

2.6.2. Organizational Culture as a Social Construct 

The three tiers co-exist simultaneously. The basic underlying assumptions (the deepest 

level of phenomena) of a culture constitute the "essence of the culture" (Schein, 1997 

[ 1992]: 17). It is notable that only one of the three levels is the essence of culture 

(Gordon, 1991: 3 97). Assumptions at the deepest level of culture tend to be those deep-

seated beliefs about what the members of the culture consider to be their reality. As such 

these beliefs are "taken-for-granted assumptions" that are "less debateable and 

confrontable than espoused values [at the higher level]" (Schein, 1984: 4). Reality is a 

social construct (Berger and Luclcmann, 1966 [1991]; Arbib and Hesse, 1986; Gergen, 

2001). In organizations, members share their personal perceptions of workplace reality to 

"structure the unknown" (Watennan, 1990: 41; quoted in Weick, 1995: 4). Members of 

an organization interact with their organization's cultures to make sense of various 

phenomena that they encounter day-to-day. Recourse to their perceived commonalities in 

a culture helps members interpret their organization's history and use this to gauge how 

they should behave in the future. Organization cultures can generate members' 

commitment to their organization's corporate value and philosophy. Organization 

cultures serve as control mechanisms (through sanctioning or proscribing certain 
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behaviours) (O'Reilly, 1989). Culture is an invisible yet powerful social force: the 

members of a culture "are not even aware of their own culture until they encounter a 

different one" (Schein, l 996b: 236). 

2.7. ORGANIZATIONAL CULTURE: THE ICEBERG MODEL 

It is something of a cliche to use an iceberg to portray layers of an organizational theory. 

That said, expanding this cliche allows a further understanding of key attributes of 

organizational culture. Figure 2.2 shows Schein's three-tiered model as an iceberg model. 

Schein indicates the varying degrees of difficulty in investigating and analyzing cultural 

phenomenon. The uppermost layer (shown above the waterline in the iceberg model) is 

"tricky, because data are easy to obtain but hard to interpret" (Schein, 1984: 3). While we 

may be able to observe artifacts and other visible evidence of an organizational culture, 

the underlying logic is likely to evade our perceptions and understanding. Examples of 

the visible evidence of organizational culture are: the uniforms of employees, 

photographs, pictures, and official publications. Espoused values, Schein's second tier of 

cultural phenomenon are "hard to observe directly" (Schein, 1984: 3). (Hence these are 

shown just below the waterline in the iceberg model). A key issue here is that values " .. . 

represent accurately only the manifest or espoused values of a culture" (Schein, 1984: 3). 

Value patterns in a culture define "the basic orientation of the system" and guide "the 

activities of participant individuals" (Parsons, 1956: 67). 

47 



Figure 2.2: Schein's (1984) Model as an Iceberg 
(Adapted from Schein, 1984: 4; see also Sackmann, 1991) 

Espoused values are idealized; "what people say is the reason for their behavior, what 

they ideally would like those reasons to be, and what are often their rationalizations for 

their behavior" (Schein, 1984: 3). The key to understanding the organizational culture of 

a particular group is to "delve into the underlying assumptions" (Schein, 1984: 3). In an 

organizational culture, the underlying assumptions are "typically unconscious but which 

actually determine how group members perceive, think and feel" (Schein, 1984: 3). 

(Hence the basic underlying assumptions are shown well below the waterline in the 

iceberg model). And, as is well-known, it is unwise to judge the size and shape of an 

iceberg merely from it appearance above the waterline. 
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Developing the iceberg metaphor, the surface phenomena at the apex of the iceberg are 

not only visible but exposed to the elements. Over time, the caps of icebergs are prone to 

erosion from external forces, such as the sun, wind, and weather, which change the 

shapes of icebergs above the waterline. In a similar manner, the overt phenomena of 

organizational culture can change - although this may take decades or generations. (In 

western cultures, unlike in the early decades of the twentieth century, it is no longer 

socially prescribed that male members of the society should wear hats, neither are female 

members of the society required to cover their ankles in public). Espoused values (below 

the surface of social intercourse, and hence below the waterline in the iceberg model), are 

less easy to observe and less prevalent to change. Social systems theorists have long 

pointed out that values are at the heart of any social system (see, for example, Parsons, 

1956). 

The basic underlying assumptions of an organizational culture (its core phenomena) are 

likely to be the most difficult to identify and will change extremely slowly, if at all. In the 

model these phenomena are at the base of the iceberg far below the surface and at the 

lowest depths. As Captain Smith and the passengers and crew aboard the ill-fated Titanic 

tragically discovered, the robust parts of the iceberg are below the icy waterline. 

2.8. ORGANIZATIONAL CULTURES AS A DYNAMIC SYSTEM 

In 1993, Mary Jo Hatch proposed a model that develops from Schein's (1984, 1985) 

three-tiered attributes of culture. Hatch suggests that the Schein model lacks links 

between the three tiers of organizational culture (see Figure 2.1). In particular, Hatch 

49 



considers Schein' s model has an "under-specification" that "hampers" the clinical 

examination (by a "motivated group of insiders") of the various components of the model 

(Hatch, 1993: 659). In Batch's view, the Schein model, "leaves gaps regarding the 

appreciation of culture as symbols and processes" (Hatch, 1993: 687). This view opposes 

the Schein model which suggests that organizational cultures have a high level of stasis. 

Hatch ( 1993) proposes a dynamic model that fills these gaps and adds symbols to the 

model. While acknowledging that the Schein model "continues to have relevance", the 

Hatch "cultural dynamics" model "brings together in one model ideas that have 

traditionally been kept separate in organizational theory" (Hatch, 1993: 683). Figure 2.3 

shows the four attributes of culture proposed by Hatch ( 1993) and the connections 

between the attributes. 

Values 

Assumptions 

Symbols 

Figure 2.3 The Components of Cultural Dynamism 
(Source: Hatch, 1993: 660) 
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The model includes "ideas drawn from the symbolic-interpretive perspectives" whose 

adherents interpret organizational culture by "focusing on symbols and symbolic 

behaviour in organizations" (Hatch, 1993: 658). Hatch acknowledges that, more than 

most other commentators of the subject, Schein "articulated a conceptual framework for 

analyzing and intervening in the culture of organizations" (Hatch, 1993: 657). However, 

according to Hatch (1993) the Schein (1984) model leaves "gaps regarding the 

appreciation of organizational culture as symbols and processes" (Hatch, 1993: 657). To 

redress these gaps, Hatch adds two extra components to the Schein model. The first of 

these is the addition of symbols as a feature of organizational culture. According to 

Hatch, the addition of symbols allows the new model to encompass Schein's theories as 

well as those of the symbolic-interpretive school (Hatch, 1993: 660ff). 

In the symbolic-interpretive approach, symbols are defined as "anything that represents a 

conscious or unconscious association with some wider, usually more abstract, concept or 

meaning" (Hatch 1993: 669). An anthropological interpretation defines symbols as, 

"objects, acts, relationships, or linguistic formations that stand ambiguously for a 

multiplicity of meanings, evoke emotions, and impel men [sic] to action" (Cohen, 1974: 

23). It has been suggested that "symbols in particular and culture in general are not 

politically neutral; they can be created and propagated by political and economic elites" 

(Perrow, 1986 [1972]: 269). Hatch's second development is the introduction into the 

Schein model of four dynamic dimensions: Manifestation, Realization, Interpretation, and 

Symbolization. Table 2.2 summarizes the Hatch (1993) dynamic model. 
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Table 2.2 The Hatch (1993) Model of Culture: Components and Processes 
(Table summarized from Hatch, 1993: 660-677) 
Details Dynamic Process 

Manifestation Realization Symbolization Interpretation 
Definition Any process that Occurs through an Shifts concern with Interpretation 

reveals itself via the activity that gives physical forms to the establishes the literal 
senses, through substance to ways in which these and surplus meanings 
cognition or through expectations revealed fonns are produced and combined by 
emotion. by the manifestation used by organizational prospective 

process. members. symbolization 
Has the ability to processes. 
transform values and Addresses the post-hoc Artefacts must be 
expectations by contribution of artefacts translated as symbols if Interpretation 
making them appear to values and to they are to be contextualizes current 
differently prior to expectations of "how apprehended as symbolization 
their proactive things should be" culturally significant experiences by evoking 
realization as objects. a broader cultural frame 
artefacts. as a reference point. 

Function Translates intangible The process that brings The cultural processing Interpretation involves 
assumptions into into being the artefacts that enables members a second-order 
recognizable values. of the organization. of the organization to experience of 

recognize artefacts as symbolization. 
This process Makes real the symbolic forms. 
generates values and organization's values. The meaning 
expectations that are established by 
capable or Transforms interpretation is 
organizing action expectations into social derivative of the direct 
and experience. or material reality. (first-order) association 

of literal and surplus 
meaning. 

Dynamic Proactive Proactive Realization: Prospective Prospective 
focus Manifestation: Transforms values into Symbolisation: Interpretation: 

Shapes what the artefacts (thereby Links an artefact's Maintains or challenges 
organization's bringing about the objective form and basic assumptions. This 
members believe tangibility of culture. literal meaning to part of the process 
reflect the world and experiences that lie either meshes or 
the organization. Retroactive beyond the literal collides with the 

Realization: domain. retroactive 
Retroactive Addresses the post-hoc manifestation. 
Manifestation: contribution of artefacts Retrospective 
Reaffirms or to values and to Symbolization: Retrospective 
buttresses the expectations of "how Enhances awareness of Interpretation: 
assumptions of the things should be" the literal meaning of Reconstructs the 
value. symbolic artefacts. meaning of symbols via 

feedback (from the 
same interpretive 
mode). 

Example Perceptions, Production of objects, Corporate logo, Views of 'service' and 
cognitions and e.g. products (e.g. slogans, stories, actions 'customers' held in by 
emotions activated official reports), events and non-actions, people in different parts 
by cultural (e.g. meetings, parties), organizational charts, of the organization. 
assumptions. discourse (e.g. corporate architecture, 

speeches, rites and rituals. 
conversations). 
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Thus developed the model now suggests "the relationships between cultural elements as 

processes" (Hatch, 1993: 660). With these additions Hatch's interpretation and 

development of Schein' s original model more closely represents extant situations in 

organizations. Underlying the proposal of a dynamic model is a desire to represent "both 

stability and change as outcomes of the same processes" (Hatch, 1993: 661 ). In 

organizations these processes co-occur, "in a continuous production and reproduction of 

culture in both its stable and changing forms and conditions" (Hatch, 1993: 661 ). 

2.9. ORGANIZATIONAL CULTURES: HISTORY MATTERS 

A Persian proverb states that "History is a mirror of the past and a lesson for the present." 

Culture is a key facet of an organization and its prior experiences which provide "a 

storehouse for past history and lessons, an interpreter of events and actions, and a 

designer of strategy'' (Lewis, 2002: 282). Past events reinforce organizational behaviours 

in the present, such that investigating an organization's biography can be a useful 

research methodology (Salama, 1992). Past events influence subsequent behaviours by 

reminding an organization's members what are acceptable (approved) behaviours in their 

workplace. This particularly applies to the stock of assumptions that have stood the test 

of time and thus have become "taken-for-granted" (Schein, 1984: 10). 

Organizational culture is historically determined by being an attribute of the life of the 

organization from its inception. Kieser (1994) suggests that as "culture-specific historical 

developments" shape current structures and behaviours, "[ d]ifferences between 

organizations in different cultures can, therefore, only be explained completely if the 
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historical dimension is included in the comparison" (Kieser, 1994: 609). The 

personalities and personal attributes of an organization's founders are especially powerful 

forces (Salama, 1992). When founders leave their existing organizations to begin anew 

they also take with them "transfers of routines" (Philips, 2005: 442). 

Rituals and celebrations of organizational success (as well as past failures) play an 

important role in this aspect of organizational culture by reminding an organization's 

members of what is important in terms of mindset and conduct (Denison and Mishra, 

1992). Shared knowledge provides a mental template for each member to follow. Shared 

beliefs, values, and symbols, especially when these are widely understood throughout the 

organization, have "a positive impact on their ability to reach consensus and carry out 

coordinated actions" (Denison and Mishra, 1992: 168). History thus directs how 

members of an organization behave, and often has a constraining influence on an 

organization's options in terms of its behavioural possibilities (Hofstede, 1981). 

In an approach to organizational analysis known as genealogy, a researcher identifies 

elements from the past that play a role in prefiguring an organization's present 

environment (Chan and Clegg, 2002). A historical analysis of an organization can aid 

interpretation of current organizational structures and behaviours. It may then be possible 

to notice that these attributes are "not as determined by laws but as a result of decisions in 

past choice opportunities" (Kieser, 1994: 611). Some of these attributes, such as 

organizational structures, "represent culture-specific historical developments" (Kieser, 

1994: 609). Some choices made by organizations in the past were made intentionally; 
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other choices were made in a more implicit manner (Kieser, 1994: 611). Genealogy "sifts 

out patterns and continuities that reveal the causes of present ways of thinking, talking 

about, and acting upon people, things and events" (Chan and Clegg, 2002: 261; emphasis 

in original) . Schein notes that a group's survival is determined by the group resolving the 

problems of"extemal adaptation" (Schein, 1984: 9). 

Sagas and stories contribute to processes through which organizations seek to preserve 

the past (Clark, 1972). Recourse to past events and organizational responses aids 

individual awareness (Wilkins and Ouchi, 1983). This process is abetted by the shared 

experiences of the organization's members. An interactive model of organizational 

membership suggests individuals collectively interpret their workplace environment (see 

Moran and Volkwein, 1992: 20ff). When an organization's members share a common 

cultural experience, this "predisposes members to perceive the environment in a certain 

way'' (Schein, 1984: 9). In essence, the members of an organization must develop "a 

shared concept of its ultimate survival problem" (Schein, 1997 [1992] : 53). In engaging 

in processes of re-mythologizing, organizations uncover the myths of their own creation 

"that is their origin and development and the related tales that consciously or 

unconsciously guide the course of organizations and cultures" (Mc Whinney and Batista, 

1988: 46). 

Hannan and Freeman (1989) describe organizational ecology which posits that 

organizations grow in a manner not unlike other living organisms. Through technological 

change organizations create variation of their species, unsound practices lead to decay 
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and extinction through, for example, bankruptcy, and judicious preservation of 

organizational knowledge and practices ensures the organizational equivalent of the 

survival of the fittest (Hannan and Freeman, 1989). Kieser (1989, 1994) discusses the 

evolutionary growth and development of organizations as a facet of an organization's 

success in adapting to its environment. The relationship between organizations and their 

environments seems to be symbiotic. Gordon (1991) suggests that the statement 

'"environments affect organization cultures' is obviously related to the claim that 

organizations, in general, are affected by their environments" (Gordon, 1991: 398). In 

the context of the growth of craft guilds in fifteenth century Europe, Kieser (1989) 

describes features of institutionalized evolution as the genesis for the formalized 

organizations that followed. In this approach, the structures of organizations such as 

"manufactories and factories" were shaped by features of their external environments, 

such as the markets for capital and labour (Kieser, 1989: 54lff). This theme is developed 

in more detail in Kieser (1994) in which historical context (such as technological 

developments, consumer preferences, changes in production processes) and events (e.g. 

wars, civil strife) collude to shape and structure organizations through their corporate 

responses to the world as they perceive it. 

2.10. ORGANZATIONAL CULTURE WITH A HISTORICAL DIMENSION 

The following section reconsiders the various models of organizational culture described 

in this chapter. The chapter focused on three perspectives. The first part of the chapter 

described the three-tiered model of organizational culture offered by Schein (1984). The 

second part of this chapter focused on the cultural dynamics model proposed by Hatch 
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(1993). The third part of the chapter described a number of theories that suggest that 

history is a key element in the cultures of an organization. This section draws together 

these three perspectives and in so doing constructs a historical-cultural framework for the 

current research study. Figure 2.4 shows Schein's (1984, 1985) three-tiered model of 

organizational culture with a historical dimension. (A similar model of Hatch (1993) 

would include symbols as the fourth attributes. But, as time is the third dimension, the 

model would become difficult to display as a two-dimensional representation on paper). 
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Figure 2.4 Shein's (1984) Model with a Historical Dimension 
(Developed from Schein, 1984, 1985) 

In figure 2.4 the relationship of the present to the past is shown in the shape of an oblong 

figure. The present is shown in the foreground and indicated by bold lines. The past and 

the present are represented here as bi-directional (as indicated by dotted lined arrows). 
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The past influences the present; particularly current-day perceptions of the past. The past 

in often reinterpreted solely from present perspectives. In the figure the past is shown 

receding towards the background and indicated by dotted lines. Looking from the present 

towards the past, lines become thinner and less pronounced. As the past becomes the 

present lines become thicker and bolder. This design is intended to represent the fading 

remembrance of things past. In some ways this is overly simplistic: some experiences of 

the past (e.g. successes, tragedies) often appear more dominant in one's memory than do 

more recent experiences. Each of the historically-centric features of organizational 

culture incorporates a process of embedding preferred features of the past into the 

present. (This is described in more detail in subsequent chapters). Figure 2.5 shows a 

simplified model of the Hatch dynamic model with a historical dimension. 

Assumptions Artifacts 

Symbols 

Figure 2.5 The Hatch (1993) Model with a Historical Dimension 
(Developed from Hatch, 1993: 600) 
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As in the Hatch (1993) model and critique of Schein (1984), the model has four attributes 

of culture. As in Hatch (1993) the model includes a dynamism represented by the 

constituent processes of manifestation, realization symbolization and interpretation. Also 

(as per the Hatch, 1993 description) direction and location of arrows mean different 

things. Directional arrows pointing clockwise are proactive (uppermost arrows) and 

prospective (bottommost arrows) while directional arrows pointing counter-clockwise are 

retroactive (uppermost arrows) and retrospective (bottommost arrows). These eight 

possibilities take on an added richness when the model is situated in a historical 

dimension. The adapted model shows the relationship of the past to the present (the past 

influences the present), and the present to the past (the present reinterprets the past). In 

each of the cultural components proposed by Schein (1997 [1992]) and Hatch (1993) 

there are processes whereby organizations embed past attributes into present (and future) 

behaviours. 

The following chapter, The Early History of Thailand: Roots of a National Culture 

delineates Thailand's historical and cultural antecedents with the intended aim to develop 

the theoretical discussions of this current chapter and to develop premises for subsequent 

argument in later chapters of this thesis. 
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CHAPTER THREE 

AN EARLY HISTORY OF THAILAND: 

ROOTS OF A NATIONAL CULTURE 

3. THE ORGANIZATION OF THIS CHAPTER 

The second of the chapters which review relevant literature this chapter describes 

Thailand's early history and explores the roots of the national culture. This chapter is 

intended to provide historical background to aid understanding of the discussions in 

subsequent chapters. Throughout her history Thailand's geography and topography have 

been important. The nature of the country's foundations in 1351 AD can be ascribed to 

her geographical location and her topographical features (see discussion in Phongpaichit 

and Baker, 2002 [1997]: 7ff). These features have played key roles in the nation's 

development, and continue so to do. From around 800 AD until the mid-thirteenth 

century, the area that is the heartland of current-day Thailand was a vassal state on the 

western fringes of the Khmer (Cambodian) Empire. Over time, the power of the Khmer 

Empire waned while states located on its outer reaches gained in strength. Over a period 

of four centuries, one former vassal state emerged as the city-state of Ayudhaya. 

The chapter is organized into four parts. The first part describes the development of the 

nation-state, including its early historical and cultural roots, which included cultural 

borrowings from India and China. The second part describes the growth of the nation 

during the Ayudhaya period (1351-1767). This period of the nation's history saw the 

development of the Siamese state into an international trading centre. Included in this part 
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is a discussion of sakdina, a formalised structure of social hierarchy introduced by laws 

promulgated in the mid-fifteenth century. The third part describes the eighteenth and 

nineteenth centuries when the nation responded to threats from colonial powers. The final 

part of this chapter brings together the various strands of history as a way of uncovering 

the nation's cultural antecedents. The section entitled, Summary Conclusions of this 

Chapter reviews key points discussed in this chapter. The intention of the summary 

conclusions is to provide a bridging link between this current chapter and the following 

chapter so that the reader may better follow the sequential steps in the thesis discussion. 

To help achieve this goal the section includes a discussion of the importance of the 

content of the current chapter as a component in the development of the thesis overall. 

3.1. A NOTE ABOUT THAI HISTORIOGRAPHY 

Analyzing Thai history is not straightforward. The study of Thai history is said to be 

"relatively superficial, based on very scanty resources" with a tendency for "reading 

contemporary and recent situations back into the past" (Wyatt, 1994: 69). While not 

formally colonized by European powers, the nation faced colonial threats during the latter 

years of the eighteenth century and throughout the nineteenth century. The responses to 

these threats (including trade treaties, bureaucratic reorganization, and the ceding of 

territory) helped shape the modem nation and also its bureaucratic infrastructure. 

Against this historical background, building the nation has been a priority activity. In the 

interests of national development and state-building various Thai elites selected idealized 

versions of history to portray continuity and purported historical roots of their civilization 
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(see Winichakul, 1994: 12ff; Winichakul, 2000; Baker and Phongphaichit, 2004: 263-

265). Elites within the bureaucracy and military have used "the idioms and symbols of 

the state" to legitimize their "domination and aggrandizement" (Samudavanija, 2002: 61). 

Such phenomena have been referred to as "processes of administrative and institutional 

reformation" (Peleggi, 2002: 3). Such historical revisionism is not unusual: 

"Modem states or movements seeking to capture state power have sought to promote 
('invent') dominant narratives about the cultural heritage and destiny of those claimed to 
constitute a national community. Nationalist discourses have created an environment in 
which ethnicity has flourished" 

Keyes, 1997: 153. 

Southeast Asia is a relatively new concept devised by western powers during World War 

II (King, 2008: 3ff). Southeast Asia's historiography is said to be "still immature in the 

sense that some aspects have been relatively well cultivated, and others not" (Tarling, 

1999 [1992]b: xi-xii). Added to this is the further difficulty ofa Eurocentric perspective 

attributable to the available sources of documentary evidence. In the current context, it is 

said that "the historian's sources were often those created by the intruder" (Legge, 1999 

[1992]: 27). 

3.2. THE DEVELOPMENT OF THE THAI NATION-STATE 

The Thai nation-state is a relatively recent phenomenon. The concept of the nation-state 

is "essentially a western- and northern-European invention; elsewhere the nation-state is 

a novelty, and corresponds even less to any sense of cultural homogeneity or identity" 

(Tayeb, 1994: 432). Until the middle of the nineteenth century, the Siamese state was 

"distinctly casual about defining borders" (Englehart, 2001: 58). Instead of delineated 

lines on maps, frontiers or borders were established locally and related to the perceived 
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limits of territorial sovereignty (see Winichak:ul, 2004 [1994]: 74-80). To understand the 

extent of political power, a geophysical map is more helpful as "natural waterways, 

mountains and forests" inhibited central power (Rajchagool, 1994: 2). In practice, the 

delineation of perceived frontiers usually meant "an extremity without a clear-cut edge 

and without a sense of division between two powers" (Winichakul, 2004 [1994]: 75). 

Arbitrariness in the drawing of what became national political boundaries have occurred 

"throughout history", often "cutting across cultural/linguistic groupings" and "internally 

riven by divisions of class, region, and ethnicity" (Tayeb, 1994: 432). From the early 

nineteenth century to the early twentieth century colonialists re-drew the map of Asia 

(Keyes, 2002: 1174). 

In the latter decades of the nineteenth century, the Siamese state came under political 

pressure from European colonial powers. Although the country remained free from 

direct colonization, it was "nevertheless subordinated to Western imperial power" 

(Jackson, 2004: 229). This has been described as "the imperialism of free trade" 

(Gallagher and Robinson, 1953). Also known as "informal empire" the phenomenon is 

evident in the histories of countries (such as China, Japan and Siam) that have not been 

colonized by military force (Fay, 1940; Gallagher and Robinson, 1953; Jackson, 2004: 

230-231). Gallagher and Robinson (1953) suggest that the differences between formal 

and informal empire "have not been one of fundamental nature but of degree" (Gallagher 

and Robinson, 1953: 7). While "never forced to cede all its sovereign powers" the 

Siamese state appeased colonial powers by relinquishing territory (Reynolds, 2002: 19). 

Land in the north and north east was ceded to France and land in the south and southwest 
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was ceded to the British (Ganesan, 2004). While issues with Great Britain were settled 

peacefully through treaties, there were prolonged and violent disputes between Siam and 

France over territory adjacent to the Mekhong River (Landon, 1941; Thomson, 1945; 

Briggs, 1946; Winichakul, 1994: 109ff). Treaties signed with the French and British 

colonial powers between 1893 and 1909 established the current-day political borders 

(Baker and Phongpaichit, 2005: 61 ). Figure 3 .1 shows political borders from 1909. 

3.3. EARLY CIVILIZATIONS OF SOUTHEAST ASIA 

The continental landmass of Southeast Asia is "dominated by mountain ridges that run 

chiefly from north to south" (Terwiel, 2005 : 11). Over the course of millennia, processes 

of orogenesis have given the Asian region high mountains and deep valleys (Kaida, 2003: 

373). From these uplands flow the larger rivers. In the Southeast Asian region, lines of 

latitude and altitude demarcate the land mass. This is further shaped by climate, rainfall, 

and ambient temperatures. Throughout the Indochinese peninsula, the soil quality is 

relatively poor for agricultural use. Throughout this region, the most suitable areas for 

agriculture (specifically the cultivation of wet rice) are "the main rivers (the Red River, 

the Mekong, the Menam [the Chaophraya], the Salween, and the Irrawaddy) and the 

plains bordering their middle reaches ... " (Credes, 1967 [1962]: 2). In Southeast Asia 

generally the alluvial deposits along the major river valleys make the_ soil suitable for 

growing crops (Owen, 2005: 5). Rice cultivation in lowland areas is particularly 

supported by rich soils and hydrological conditions (Kaida, 2003: 373). Globally such 

alluvial plains occupy one-twentieth of the land area, in tropical Asia they occupy one-

sixth of the land area (Kaida, 2003: 373). 
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Figure 3.1 Map of Thailand showing Political Borders since 1909 
(Source: www.visit-thailand.info) 



3.3.1. Early Social Settlements 

Archaeological findings in the region suggest that around 10,000 BC and the ensuing 

millennium, the peoples of south-east Asia moved their way of life from hunting and 

gathering as their main activity to domestication of animals (such as pigs) and crops 

(such as rice) (Keyes, 1995 [1977]: 15ff). Due to their dry natural conditions, the 

mountainous regions and high plateaux supported slash-and-bum (swidden) agriculture 

and the inhabitants lived a nomadic cultures; a style of existence "incompatible with the 

founding of a centralized state" (Credes, 1966: 2). Agriculture is thought to have begun in 

Southeast Asia around 1500 BC - "considerably later" than its inception in China (Keyes, 

1995 [ 1977]: 15). In forested areas, the predominant means of agriculture is said to have 

been shifting cultivation. In this form of agriculture inhabitants clear a different patch of 

forest each year, burning the undergrowth and bushes to add nutrients to the soil. Crop 

yields from this form of agriculture would be relatively meagre (as compared to, say, 

floodplain agriculture). Called swidden cultivation, these agricultural techniques are "the 

least demanding means to produce a single crop in terms oflabour input" (Reid, 1988: 

20). However, the rotation of the plot of land from growing season to growing season 

means that the nutrients added to the soil by the burning of brushwood are washed away 

with the seasonal rains and "impose an upper limit to population density of about twenty 

to thirty persons per square kilometre" (Reid, 1988: 20). Settled agricultural societies 

tend to enjoy greater material wealth than hunter-gatherer societies and also tend to have 

greater densities of population (Bellwood, 1992: 90). In these settled agricultural 

societies where crops were predictable, the early rulers based their sovereignty on income 

generated from stability of farming (Hall, 1999 [1992]: 255). 
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3.4. EARLY HISTORICAL ROOTS OF THAILAND 

Thailand's early historical roots began with centuries-long migrations of Tai-speaking 

peoples from China into Southeast Asia (Keyes, 1995 [1977]: 74). Some forty thousand 

years ago Southeast Asia was home to communities of hunters and gatherers which, 

approximately ten thousand years ago, began to divide into various tribal groups along 

ethnic lines (Wyatt, 1984 [1982]: 3). Some two thousand years ago these various groups 

shared a civilization which was "common, distinctive and advanced" (Wyatt, 1984 

[1982]: 4). The earliest references to a people called Tai is by the Chinese who used this 

name to refer to migrants from south and southwest China in the early centuries AD and 

who settled in valleys and lowland areas (Wyatt, 1984 [1982]: 3-5). Migrating over 

centuries, these settlers were "barbarians", neither "Indianized" nor "Sinified" (Keyes, 

1995 [1977]: 74). It is likely that these peoples were "South Mongolians, generally 

known by their cultural and linguistic name of Tai" (Briggs, 1946: 440). By the twelfth 

century, the Tai who inhabited the fertile central plains of the Chaophraya delta were 

already referred to as Syam (Briggs, 1948: 3). 

By the beginning of the twelfth century, the Tai had begun to populate the upper valleys 

of the Menam and Meping rivers (Briggs, 1946: 440). Other races who inhabited upland 

areas were regarded as "slaves and menial labourers", a relationship similar to that 

between the Tai and distant Chinese rulers, to whom the Tai paid annual tribute (Wyatt, 

1984 [1982]: 8). In the latter years of the thirteenth century, the Tai-speaking peoples had 

organized themselves into muang (communities ruled by "chiefly families") and were 

sufficiently established to resist invading Mongol tribes (Keyes, 1995 [1977]: 74). 
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Originally, muang meant "city" but, with usage over time, its meaning came to include 

the surrounding countryside (Riggs, 1966: 80-81 ). As these societies grew, this system of 

social organizational system further developed. At this time parts of what is present-day 

Thailand were disparate provinces within the western borders of the Khmer Empire. 

3.4.1. The Khmer (Cambodian) Empire 

From the ninth until the early fifteenth centuries the Khmer Empire dominated much of 

Siam (Keyes, 1995 [1977]; Reynolds, 2002: 265). Founded in about 802 AD, the Khmer 

(Cambodian) Empire had grown by 1050 AD into a state more powerful than 

neighbouring rival states (see, for example, Wyatt, 1984: l 7ff). Based in their capital 

Angkor (derived for the Sanskrit word for city nagara) the Khmer kings claimed to be 

divine (Keyes, 1995 [ 1977]: 69). The Khmer Empire exercised control over an area from 

what is now central Cambodia north to Vientiane in current-day Laos, westwards to what 

are now the central plains of Thailand, northwest to present-day Chiang Mai and south to 

the Malay peninsula (Wyatt, 1984: 18). 

The early decades of the fourteenth century saw the amalgamation of the Empire's 

outlying western provinces as a single political entity. The desire of these outlying 

provinces to secede from Khmer rule coincided with an apparent political vacuum and a 

certain degree of commercial opportunism. By the fourteenth century, the Khmer empire 

had dissipated into a number of small states. Various regional chieftains consolidated 

their local rule over the next forty years. This eventually led to the founding of the 
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Kingdom of Ayudhaya. Figure 3 .2 shows the diverse tribes of the Southeast Asian region 

before the imposition of borders in the nineteenth century. 

• .:, :1.:;.:~ !'v 
I 

l~ .\'\CUA!\G 

Figure 3.2 Southeast Asia: Tribes before Borders 
(source: Phongpaichit and Baker, 2005: 2) 

3.4.2. The Kingdom of Sukhothai 

.. 
,• 

•, 

In the thirteenth century, the Tai overthrew a regional Khmer outpost at Sukhothai in the 

northern central Chaophraya plains (Taylor, 1999 [1992]: 169). Sukhothai (1220-1350) 

was the first independent Tai kingdom that "shook off the yoke of Khmer domination" 

(Credes, 1966: 139). Now independent, the Tai established a society that was in total 

contrast to their former Khmer overlords (Credes, 1966: 140; Tambiah, 1976: 89). Where 

the Khmer society had emphasized the superiority of the rulers over those ruled, the 

rulers ofSukhothai seem to have been more benign (see Credes, 1966: 145-6; Tambiah, 
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1976: 84ff).The Tai subsequently extended their territory by conquering the upper and 

central valleys of the Chao Phraya basin formerly dominated by the Khiner (Briggs, 

1948: 3). 

Around 134 7 a cholera epidemic forced the Tai to abandon Sukhothai and found a new 

capital city some distance south in Ayudhaya (Credes, 1966: 140). As they moved their 

capital, "the Thais borrowed from the ancient Khmer kingdom they helped to displace", 

and "also assimilated the Theravada version of Buddhism which originated in Sri Lanka" 

(Tarling, 1999 [1992]: 309). In their new capital the Tai retained some elements of the 

social structure of Sukhothai such as referring to the monarch as 'father' and a social 

organization which separated the rulers (a warrior aristocracy) from those who had been 

conquered (commoners and serfs) (Credes, 1966: 144). Other elements of Sukhothai were 

discarded as the rulers of Ayudhaya "openly imitated and assimilated K.1:1mer customs" 

(Tambiah, 1976: 89). However, some historians emphasize the need for caution in stating 

too strong linkages between the kingdom of Sukhothai and the later state of Ayudhaya as 

continuity between the two societies may be "more a product of twentieth century 

historiography that of any past reality'' (Wyatt, 1994: 70). Thus while using elements of 

the past to interpret elements of the present may be helpful, a researcher should maintain 

a sceptical viewpoint. In the mid-thirteenth century, Lopburi (one of the administrative 

centres of the Khmer Empire) became independent (Taylor, 1999: 169). Some 150 miles 

north of current day Bangkok, Lopburi lay on the western outskirts of the Khmer Empire. 

The early decades of the fourteenth century saw the amalgamation of the Empire's 

outlying western provinces as a single political entity. 
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3.5. EARLY CULTURAL ROOTS OF THAILAND 

Historians trace Thailand's early cultural roots to the so-called "Indianized" civilizations 

that developed in the south-east Asian region from the early centuries of the Christian era 

(see: Credes, 1966; Tambiah, 1976; Keyes, 1995 [1977]; Bellwood, 1999 [1992]). The 

term "Indianized" refers to the extended contacts between Indian civilization and the 

communities of the Indo-Chinese peninsula, especially during the fourth and fifth 

centuries AD (see, for example Credes, 1966: 50ff; Tambiah, 1976: 78ff). The cultural 

influences from India were said to be strongest in those areas where there was political 

continuity and strong centralized government (Credes, 1966: 219). Some elements of 

Siamese culture derived from the adaptation of Indianized cultures of Mon and Khmer by 

immigrants in the central region of current-day Thailand (Keyes, 1995 [ 1977]: 77). The 

Khmer civilization has been described as an "Indianized state par excellence" and as a 

"Classic Indianized Civilization" (Tambiah, 1976: 79; Keyes, 1995 [1977]: 65). 

3.5.1. Cultural Borrowings from India 

Various historians suggest that the major cultural borrowings from India are the Buddhist 

religion and associated social-economic ideas (see, for example, Credes, 1967; Tambiah, 

1976; Keyes 1995 [1977]). The origins of Buddhism date back to the fifth century BC 

and the teachings of Siddharta Gotama. From the third century BC the religion spread as 

Buddhist missionaries began travelling to Southeast Asia (Keyes, 1995 [ 1977]: 78ff). 

Riggs (1966) notes that "Brahmanic strains in the organization of court life and the role 

of monarchy" were the "more significant" influences from India (Riggs, 1966: 17). 
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Theravada Buddhism was transmitted to Southeast Asian societies by Brahmin priests, 

monks and scholars (Keyes, 1995 [ 1977]: 66). These migrants from Ceylon and India 

provided the Indianized states of Southeast Asia with a "politic-religious ideology and 

mold" (Tambiah, 1976: 78). With the acceptance of Buddhist concepts of monarchy, 

these societies were able to develop through federated annexation of neighbouring 

societies (Credes, 1967; 220-221). Along with Theravada Buddhism, the bases of social 

order in these societies were "cosmologically ordered and monarchic institutions" (Riggs, 

1966: 17). This religion spread to the region from India via Ceylon by way of trading 

links that began from the fourth and fifth centuries AD and prolonged contact over time 

resulted in the importation of art and styles of architecture and the founding of religious 

communities (Tambiah, 1976: 78-81 ). 

Arguably the most famous structure in Indochina influenced by India is the Angkor Wat. 

Built in the thirteenth century AD, Angkor Wat is a funerary temple and "reveals 

devotion to the cult ofVisnu at a time when Visnu cults were also prominent in India and 

Java" (Taylor, 1999 [1992]: 161). Between the fifth and fifteenth centuries, Buddhist 

monks came from India to Southeast Asia via established trade routes. By the fifteenth 

century monks who had travelled to Ceylon to be ordained returned to Thailand and 

founded a sect based on their beliefs (Peleggi, 2002: 37). Trading and commercial links 

developed over time rather than through waves of mass migration of Indian colonialists 

(Keyes, 1995 [ 1977]: 66). Local chieftains perceived that the imported lndic culture 

could be a new basis for their power (Keyes, 1995 [1977]: 66). 
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3.5.2. Cultural Borrowings from China 

Although Chinese migration to Thailand accelerated from the mid-nineteenth century 

until the 1930s, the influence of Chinese artisans and traders dates back centuries 

(Skinner, 1957; Tobias, 1977). In the first century AD, Chinese migrants established the 

kingdom of Fu-nan in the lower valley of the Mekong River (Credes, 1967: 57). By the 

second and third centuries AD, Fu-nan had become rich and powerful and had conquered 

lands around the northern rim of what is today the Gulf of Thailand (Hall, 1999 [ 1992]: 

194). Historical texts suggest that surrounding kingdoms gave allegiance to Fu-nan 

(Credes, 1967: 57). Trade in Asian products, including Chinese silks, passed through 

Southeast Asia on the way to India and thence to the markets of the Roman Empire (Hall, 

1999 [1992]: 192). The maritime route between China and India became an overland 

route at the Kra Isthmus where the landmass is at its narrowest point. Travellers ventured 

overiand across this narrow isthmus to the Gulf of Thailand whence they recommenced 

their sea journey (Hall, 1999 [1992]: 192). 

Chinese migration to Thailand has been lengthy and large scale (Tobias, 1977: 303). By 

the mid-twentieth century Chinese immigration had lasted for "at least six centuries" 

(Skinner, 1957: 237). Chinese settlers are recorded from at least the thirteenth century 

AD (Baker and Phongpaichit, 2005: 4). In the Sukhothai period (1220-1350), Chinese 

craftsmen made ceramics (Taylor, 1999 [1992]: 169). Thai tradition suggests that King 

Ramkhamhaeng (r.1279-1298) personally brought back 500 Chinese artisans from China 

(Tobias, 1977: 303). Former monarchs employed Chinese advisers and administrators to 

manage their affairs and governors of provinces were Chinese (Skinner, 1957: 242). 
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Monarchs awarded Siamese names to their Chinese employees in important posts and 

also leased them land (Owen, 2005: 28). Chinese merchants played key roles in the 

founding of Ayudhaya (Taylor, 1999 [1992]: 169). By the early seventeenth century 

Chinese migrants to Ayudhaya were well-established and probably outnumbered other 

races (Reid 1999 [1992] 149ff). In the nineteenth century Chinese migrants were 

encouraged by the king who "absolved them of produce taxes, corvee [forced labour] 

duty, and travel restrictions" (Phongpaichit and Baker, 2002 [1995]: 14). The latter part 

of the nineteenth century saw Chinese migrants employed in government work, for 

example to build the nascent railway system (Phongpaichit and Baker, 2002 [1995]: 189). 

3.5.3. Cultural Borrowings from Khmer (Cambodia) 

Other cultural influences came from the Mon and Khmer civilisations (Tambiah, 1976: 

79). The Mon and Khmer tribes were related by race, language, and culture (Briggs, 

1948: 6). Some commonalities found in these language families are attributed to the 

"intensive interaction" between Tai speakers during their southward migrations and the 

longer established Mon-Khmer speakers (Reid, 1988: 33). The Mon adapted peacefully; 

Khmer adaptation was bathed in strife and conflict (Keyes, 1995 [ 1977]: 77). Language, 

especially the formal languages of religious and courtly ceremony stem from this period 

(Briggs, 1948: 6; Reid, 1988: 33). King Ramkhamhaeng is credited with modifying the 

written form of the Kmner language which became the foundation for the modem Thai 

writing system (see Wyatt, 1994: 48-58; Keyes, 1995 [1977]: 76). Also from this time the 

Tai peoples imported loanwords from Sanskrit and Khmer (Reynolds, 2006: 265). Under 

its last ruler, the Khmer Empire included "all of the southern part of Indo-China except 
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the Malay portion" (Briggs, 1946: 439). Archaeological evidence of this period can be 

seen in the northeast of current-day Thailand in older monuments which have the distinct 

architectural features of the Khmer style (Reynolds, 2002: 265). 

3.6. THE AYUDHAYA PERIOD 

The early decades of the fourteenth century saw the outer western provinces of the 

Khmer Empire amalgamate as a single political entity. Various regional chieftains 

consolidated their local rule over the next forty years. By the mid-late fourteenth century, 

"Ayudhaya emerged as the dominant centre" (Baker and Phongpaichit, 2005: 8). In the 

fourteenth century the nascent power of Ayudhaya conquered the Khmer Empire 

(Reynolds, 2006: 265). The emergence of an alternative political force sounded "the 

death knell of the older Indianized Mon and Khmer kingdoms" (Tambiah, 1976: 79). The 

downfall of the formerly dominant Khmer Empire eventually led to the founding of the 

Kingdom of Ayudhaya. In 1351 Ayudhaya became the capital city of those former 

eastern provinces in and around the central plain of what, decades later, became Siam. 

Siam was "a polity originally confined to the central part of the present state" (Owen, 

2005: 93). 

The Ayudhaya period (1351-1767) represents an important period in the development of 

the political and geographic entity now known as Thailand. During this period of the 

nation's development are laid down key foundations that underpin the modem-day 

cultural, social and political edifices of the Thai nation-state. The founding of the new 

city of Ayudhaya represents a development of the various neighbouring races of the time. 
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It is said to bring together "the Angkorean-style administrative skills of the Mons and 

Khmers of Lopburi, the manpower and martial skills of the Tais of Suphanburi, and the 

wealth and commercial skills of the local Chinese merchant communities" (Taylor, 1999 

[ 1992]: 170). The socio-economic growth in the fifteenth and sixteenth centuries of 

Ayudhaya into an international trading port and administrative and political capital laid 

the foundations for the nation-state of Siam, that later (in 1939) became known as 

Thailand. Ayudhaya had the advantage of river access to the sea. The underlying basis for 

this growth was the cultivation of wet rice and the proximity of water borne 

transportation. Figure 3.3 shows an aerial photograph of the flat Central Plains of 

Thailand and the flat landscape subdivided into areas for the cultivation of rice. 

Figure 3.3. Aerial Photograph of the Landscape of the Thai Central Plains 
(Source: Kermal-Torres, 2004: 14) 
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In the alluvial plains regions, rice is the "only crop fully adaptable" to the 'amphibious' 

nature of the environment (Kaida, 2003: 374). The twin natural assets of agricultural 

fertility and water-borne communications also contributed to the growth and development 

of Bangkok (Rajchagool, 1994: 7ff). Bangkok's strategic location between a rich 

agricultural hinterland and the river mouth port made it a natural gateway for subsequent 

international trade and communications (Rajchagool, 1994; Askew 2002: 16). At a time 

when land was seemingly abundant, Siam and her neighbouring territories were "sparsely 

populated" (Muscat, 1994: 19). Conversely, the lowland basins of the Chao Phraya Delta 

supported relatively dense populations around areas of wet rice cultivation (Phongpaichit, 

and Baker, 1995: 4). The land beyond these populated areas was a wilderness. 

3.6.1. Ayudhaya as a Crossroads for Culture and Trade 

Strategically located on the overiand trade routes between mainland Southeast Asia an.d 

southern China, the city-state of Ayudhaya was also on the maritime routes that 

connected peninsula Southeast Asia to the Indian Ocean (Phongpaichit and Baker, 2002 

[1995] : 7). An island situated at the confluence of three rivers, the Chao Phraya, the 

Pasak, and the Lopburi, Ayudhaya became the capital of the Siamese kingdom. 

Surrounded by the three rivers, and with strong fortifications built up over time, the 

capital city was "almost impregnable" (Terwiel, 2005: 38). By the fourteenth century 

Ayudhaya was a thriving regional centre built on the twin resources of aquaculture and 

water-based transport. From this time onwards, and thanks to its strategic location, the 

city-state became an entrepot between east (China), west (India and the countries of 

Arabia) and south (the Malay archipelago) (Baker and Phongpaichit, 2005: 10). Over the 
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four centuries of its existence Ayudhaya grew in political and mercantile strength until 

she became an international port and trading centre. Key cultural features of modem-day 

Thailand can be traced back to these earlier historical periods. Elements of religion, key 

attributes of monarchy, types of social structure and bureaucratic organization, and 

language systems have recognisable antecedents from earlier historical precedents. 

3.6.2. Beginnings of the Thai Na ti on State 

Modem historians give the founding of the independent city-state of Ayudhaya in 1351 

AD as the start of the Thai nation state (see, for example, Keyes, 1995 [1977]; Wyatt, 

1994; Baker and Phongpaichit, 2005). The rise of the political and commercial power of 

Ayudhaya laid the foundations for the nation-state of Siam, that subsequently (in 1939) 

became known as Thailand. Siam became a nation-state only in the early 1900s. Prior to 

this time, Siam was a loose conglomeration of states (Rajchagool, 1994). 

From the early fourteenth century Ayudhaya rose as a trading centre. Nowadays, 

Ayudhaya is a small city situated some 60 kilometres north of Bangkok. But from the 

mid-thirteenth century until 1767 when the city was sacked by an invading Burmese 

army, Ayudhaya was a thriving metropolis and international port city. Within a period of 

about one hundred years Ayudhaya had outstripped other ports in the region, and has 

been described as "one of the great royal capitals of Southeast Asia" (Owen, 2005: 3). 

Ayudhaya flourished through trade and warfare and became "one of the major economic 

and political centres of mainland Southeast Asia" (Phongpaichit and Baker, 2002 [ 1995]: 
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11). In the sixteenth century, Portuguese traders had noted Ayudhaya as "one of the three 

great powers of Asia" (Baker and Phongpaichit, 2005: 10). 

3.7. SAKDINA: A FORMALIZED HIERARCHICAL STRUCTURE 

In the Ayudhaya period, laws introduced in the reign of King Boromotrailokanat (King 

Trailok, r 1448-1488) established an "enormously complex hierarchical society in which 

the place and position of every individual was carefully specified" (Wyatt, 1984 [1982]: 

73). Called the Law of Civil Hierarchy, this built "upon principles and practices long 

established in the kingdom" (Wyatt, 1984 [1982]: 73). Called sakdina (literally, power 

over the land), this was a system of allocating land according to rank and social status. 

The sakdina system applied "to everyone from the king himself to the meanest slave" 

(Riggs, 1966: 73). The laws of sakdina ranked the whole population into a hierarchical 

social structure, "capped by the king" (Englehart, 2001: 26). In essence, the sakdina 

system ranked every possible gradation of individual position and status and thus 

specified "everyone's relative position" (Wyatt, 1984 [1982]: 73). 

The purpose underlying this structure was said to be "to regulate human inequality'' ... 

"for the proper functioning of social order" (Wyatt, 1984 [1982]: 73). In terms of the 

prevailing Theravada Buddhist concepts of society, this structure aimed to replicate the 

"cosmic moral order" (Wyatt, 1994: 132). Buddhist teachings, themselves derived by the 

Hindu scriptures, used cosmological principles in the structure of government and civil 

society (see Riggs, 1966: 69-72). An awareness of social hierarchy is a key feature of 
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modern-day society in Thailand where, "when Thais meet, they have to establish 

hierarchy in order to interact effectively" (Surin, 1999: 404). 

In the sakdina system, land allocation was measured in rai (2 Yi rai = one acre). The 

system began from the top of the hierarchy with the presumption that the monarch 

"controlled everyone and everything in the kingdom" (Englehart, 2001: 26). From thence 

downwards the different royal ranks, nobles, and officials qualified for different amounts 

of land. Royal ranks received an allocation ranging from one hundred thousand rai to five 

hundred rai, while officials received an allocation ranging from ten thousand rai to four 

hundred rai (Englehart, 2001: 26). In practice the system was symbolic and became 

"devoid of any literal meaning" (Wyatt, 1984 [ 1982]: 73). 

3.8. THE EIGHTEENTH AND NINETEENTH CENTURIES 

In 1767 Ayudhaya was attacked and razed by invading Burmese forces. In the early 

1760s the Burmese army made various incursions into outlying provinces of Siam. These 

provinces fell without resistance (Terwiel, 2005: 33ff). For a period of two years the 

Burmese lay siege to the capital Ayudhaya, which fell in April 1767. Slightly earlier, in 

1758, a succession crisis led to internal conflict which weakened the Siamese at a time 

when the Burmese were powerful and extending their territory. As a result, when the 

Burmese attacked in 1767, there was "no central government and little authority of any 

kind existed" (Wyatt, 1984 [1982]: 139). The city was "plundered and destroyed" 

(Owen, 2005: 93). The population was depleted as "thousands were being carried away 

as captives" (Kathirithamby-Wells, 1999 [1992]: 234). Some sources blame the cause of 
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the defeat at the hands of a weak monarch, with the situation exacerbated by a weak 

Siamese army unused to fighting for a generation (Terwiel, 2005: 36). Others suggest 

that the defeat was "less a failure of its administrative institutions than a symptom of a 

much more persistent problem inherent in a situation where manpower is more valuable 

than land" (Wyatt, 1984 [1982]: 137). The sacking of Ayudhaya was not only "the last 

serious invasion of the Chaophraya Basin by its neighbours" ... it also heralded "an 

unprecedented period of peace and security" (Phongpaichit and Baker, 2002 [1995]: 12). 

Their capital Ayudhaya destroyed, the Siamese abandoned it and moved southwards. 

3.8.1. A New Capital and the Start of the Bangkok Era 

The new capital was located in Thonburi on the western bank of the Chaophraya River in 

what is now a suburb of greater Bangkok. A subsequent relocation to the eastern bank of 

the river and a spur bounded by the river on three sides marked the founding of Bangkok 

as the new capital city. The location of Bangkok explains to some degree why this city 

became the focal point for the subsequent centre of political power and administration. 

Not only is the city situated on the "most significant river in terms of both agriculture and 

of waterways in Siam, it is also in a "very fertile rice-producing area", the "trough of the 

Chaophraya drainage system" and "strategically placed as a gateway for commercial 

transactions once international trade developed" (Rajchagool, 1994: 9). In some senses, 

the relocation of the capital did not mean a new beginning as "the rulers rebuilt the 

trading systems and social structures of the Ayudhaya era" (Phongpaichit and Baker, 

2002 [1995]: 12). Now situated nearer the coast it did not take many years for the new 

capital to become a major port in the region. This had future consequences, particularly in 
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relation to neighbouring Burma. The Siamese capital "remained an important city during 

the colonial era, while the Burmese capital did not" (Keyes, 1995 [ 1977]: 265). 

3.8.2. Colonial Threats and Responses 

In the eighteenth and nineteenth centuries, the societies of Southeast Asia faced threats 

and acts of aggression from European colonialists. With Siam the sole exception, by the 

beginning of the twentieth century, all of Southeast Asia had been "incorporated into the 

British, French, Dutch, and Spanish-American empires" (Tipton, 1998: 46). Of the 

European colonialists, "only the Belgians and Italians were missing" (Anderson, 1998: 

4). For Siam, astute acts of diplomacy are said the have averted colonization (see 

Jackson, 2004: 230ff; Rajchagool, 1994: 36). Two monarchs, King Mongkut (r.1851-

1868) and King Chulalongkom (r.1868-1910), have been "credited with the energy and 

vision in pushing through reforms to modernize the country in order to prevent the 

Siamese monarchy from falling victim, like its neighbours in Burma and Annam, to the 

European powers expanding eastwards in search of trade and empire" (Stowe, 1991: 3). 

For Siam the two contending colonial powers were Great Britain and France. In the 

nineteenth century Britain's colonial empire extended into the Shan states of Burma and 

what is now northern Thailand, and parts of Malaya. The French held territories in 

Cambodia, parts of Laos and Indo-China. The Siamese sought to evade colonization by 

showing themselves to be self-civilizing (Jackson, 2004: 231 ff). History shows that the 

Siamese successfully adapted to changes demanded by the encroaching imperialists and 

thus avoided direct colonization (Tarling, 2001: 114). It is also said that Great Britain and 
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France wished to maintain a buffer state between their two colonized territories, and that 

Siam benefited from this policy (Thomson, 1945: 47; also Rajchagool, 1994: 34-39). 

From the late 1700s, the British "had been nibbling" at the Siamese empire: taking 

colonial possession of Penang (1785), Providence Wellesley (1800), and territories 

bordering Siam and Burma (1826) (Landon, 1941: 28-29). From 1810 parties of British 

merchants and diplomats visited the major river posts of Asia "from the Irrawaddy to 

Shanghai" offering "free trade" treaties, if necessary by force (Phongpaichit and Baker, 

2002 [1995]: 101). Trade treaties signed in the nineteenth century are said to be 

"unequal" (Jackson, 2004: 230; Peleggi, 2007: 94). During the nineteenth century Siam 

signed treaties with various foreign powers, including Great Britain (1824, 1855), the 

USA (1856) and France (1856). Other treaties were signed with Denmark, Portugal, the 

Netherlands and Germany. However, such treaties were often open-ended without time 

limits and often imposed by threats of force (Landon, 1941: 29ff). 

As noted above, Siam was not formally colonized by European powers. However, during 

the colonial period, "the country's economy, legal system, and public culture were 

subordinated to W estem norms, and the former Siamese tributary states of Laos, 

Cambodia and some northern Malay states were ceded to France and Britain, 

respectively" (Jackson 2004: 235). Relinquishing territory achieved what diplomacy 

failed to accomplish as land was traded for independence. In the early years of the 

twentieth century, Siam ceded 290,490 square miles of territory to France and ceded 

165,510 square miles of territory to Britain (see: Landon, 1941: 37; Wyatt, 1984 [1982]: 

208; Trocki, 1999 [1992]: 115). Thailand's current-day borders are impositions from 
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colonial powers (Winichakul, 1994: 110-111; Baker and Phongpaichit, 2005: 61; also see 

Figure 3 .1 on page 65). 

3.9. SEEKING CULTURAL ANTECEDENTS 

Geographically situated close to the epicentre of the continental land mass of Indochina, 

throughout her history Thailand has been influenced by the cultures of India and China. 

Borrowings from these cultures have for centuries influenced the nation's socio-

economic organization, language, religion, political thought and action, and governance. 

In describing the early years of her history, Thailand has been referred to as an 

Indochinese state (Credes, 1966: 137ff). Together with the Khmer culture (based in 

Angkor), the distinct cultures of India and China have for centuries influenced the culture 

of Siam (more recently called Thailand). These influences continue to be observable in 

the society today. 

The history of the Tai suggests that throughout their history they have assimilated 

features of other cultures (Credes, 1967: 102; Peleggi, 2008). In their new city-state of 

Ayudhaya the Tai adopted from the former Khmer Empire elements of its language, the 

nature of kingship, socio-political structure of statecraft, the writing system, and 

administrative skills (Tambiah, 1976: 89-90; Keyes, 1995 [1977]: 76; Taylor, 1999 

[1992]: 170). Borrowings from Khmer were one feature of the evolving Tai culture. 

Other important cultural borrowings are from India and China. Various modem historians 

suggest that the Buddhist religion which reached Indochina around 1000 AD from India 

via Ceylon underpins the social-economic organization of the Tai (Credes, 1967; 
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Tambiah, 1976; Keyes 1995 [1977]: 80ff). While the ethnic and linguistic roots of the Tai 

came from Sino-Thai roots (from various migrations from China's south-western 

frontiers), predominant influences on political and social organization (both at the levels 

of the village and the family) came from India (Riggs, 1966: 17). 

The predominant religion of Thailand dates back to cultural influences from south Asia 

from the fourth century AD (Tambiah, 1976). From this time, the Theravada form of 

Buddhism was imported into Southeast Asia from India and Sri Lanka. The religious 

influence was widespread and long-lasting. Until the early nineteenth century, the 

Theravada Buddhist societies of Southeast Asia lived in a world "as expressed by the 

teachings of the religion" (Keyes, 1995 [1977]: 94). Today Theravada Buddhism 

pervades a Thai person's daily life from infancy, schooldays, marriage, workplace, and 

death. Ninety-five percent of current-day Thais claim Theravada Buddhism as their 

practiced religion (Bureau of East Asian Affairs, 2005: 1). 

It is suggested that in Siamese society (as compared to, for example, Japan) "Buddhism 

was more closely linked to dominant values and to the social order" (Reynolds, 1976: 

22 1 ). Other significant influences from India were "Brahmanic strains in the organization 

of court life and the role of monarchy" (Riggs, 1966: 17). Also associated with cultural 

practices in Indianized states was the concept of divine kingship (Credes, 1966: 220). 

Traditionally, Siamese kings had claimed the status of Buddha-to-be (bodhisattva) 

(Tambiah, 1976: 97). Both the Buddhist and Brahmanic features of the religion were 

assumed by the monarchs of the Ayudhaya period (Siffin, 1966: 12). The practices 
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survived through much later historical periods and, having been revived during recent 

monarchies, continue into modem times. For example, the foundation of the current 

dynasty in 1 782 was a monarchy "based on the Brahmanic model of divine kingship" 

(Peleggi, 2007: 92). Perceptions persisted that monarchs "were imbued with divine 

attributes" until a revolution on 24th June 1932 overthrew the absolute monarchy (Stowe 

1991: 1). 

A corollary of the religious practices of Theravada Buddhism was the bases of social 

order which were "cosmologically ordered and monarchic institutions" (Riggs, 1966: 17). 

These reflected the Siamese notion of power as reflecting a person's karmic status 

(Englehart, 2001: 55). The use of Buddhist cosmology formed "the core of Siamese 

Buddhist belief for centuries, serving as an all-embracing statement of the world as seen 

through Siamese Buddhist eyes ... " (Reynolds, 1976: 203). One strand of Theravada 

Buddhism is the notion of a benevolent monarch. This thread has been evident in the 

societies of Sukhothai (1220-1350), Ayudhaya (1351 -1767), and the nineteenth and 

twentieth centuries (Tambiah, 1976: 96). In this aspect of the religion, the monarch was 

regarded as the head of the religion and its protector. In earlier reigns, vocabulary usually 

reserved for describing the Lord Buddha and his activities became established ways to 

talk about the actions of the monarch (Tambiah, 1976: 97). Buddhism thus represented a 

hierarchical society and, like the secular elements of the world outside the religious 

confines, was stratified with marked differences in status between members (Siffin, 1966: 

13). At the pinnacle of the hierarchy was the absolute monarch (Bunnag, 1977: 5). The 

king was also the "centre of the socio-political system" (Siffin, 1966: 14). 
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3.10. SUMMARY CONCLUSIONS FROM THIS CHAPTER 

This chapter has presented key features of the country's early history and geography and 

described some historical foundations that influence the current-day culture. Strands of 

cultural influences from the ancient civilisations of India, China, and Khmer (modern-day 

Cambodia) can be followed through into the contemporary settings. Tambiah (1976) 

suggests 

"it is possible to see Indian and Chinese precedents, Hindu and Buddhist sources, for 
these ideas [geography and topography, agricultural styles, political structures] but one 
thing is clear: They could have taken root in Southeast Asia only because indigenous 
conditions and social practices favoured their incorporation or because they represented a 
'literate' culture's formation of images already experienced and emergent in local 
conditions, a convergence that makes the quick and ready borrowing of classical Hindu-
Buddhist charters readily understandable." 

Tambiah, 1976: 103. 

This chapter has also presented aspects of the development of the Thai nation-state from 

its early beginnings in the mid-fourteenth century when it was called Siam. Various 

historians emphasize that current-day Thailand is a relatively new phenomenon, 

introduced by European nations and ratified in treaties signed separately with the colonial 

powers of Great Britain and France between 1893 and 1909 (see: Reynolds, 2002; 

Jackson, 2004; Baker and Phongpaichit, 2005: 6 lff). 

Throughout the early history of Siam a social system developed that displayed three key 

strands of influence from neighbouring countries whose political strength surpassed that 

of the nascent Siam: India, Khmer (Cambodia), and China. From India came social 

features of a 'Classic Indianized Civilization" (Tambiah, 1976: 79; Keyes, 1995 [1977]: 

65). Key features of the social system imported from India over several centuries are the 
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Buddhist religion and a monarchical system of governance derived from the Brahmin cast 

(for detailed descriptions see: Keyes 1995 [1977]: 87ff; Tambiah, 1976: 78ff; and Riggs, 

1966: 17 passim). In the wake of religious and social practices followed trading links 

brought eastwards by missionaries from Ceylon (now Sri Lanka) (Keyes, 1995 [1977]: 

66ff). It is apparent that these trade links colluded to increase the strategic importance of 

the nascent kingdom of Siam (as described in the following chapter). 

Influences from the Khmer (Cambodian) empire were essentially twofold: language and 

social customs, especially those of the ruling elites (see: Briggs, 1948: 6; Reid, 1988: 33; 

Wyatt, 1994: 48-58; Keyes, 1995 [1977]: 76). The strictly hierarchical social structure 

extant in the Khmer empire demarcated society into rulers and ruled, and explicitly 

emphasized that the rulers were superior to the rest of society whom they ruled (see: 

Credes, 1966: 145-6; Tambiah, 1976: 84ff). The Khmer (Cambodian) system of 

governance also rested on the notion of a divine monarch (see: Keyes, 1995 [1977]: 69ff). 

The separation of the ruling elite (the minority) from the rest of society (the majority) 

was also emphasized by the language system. The business of the court and its 

ceremonies and the religious affairs were couched in a formal language and structure 

(Reid, 1988: 33; also see: Engelhart, 2001: passim). The current-day writing system of the 

Thai language derives from the Khmer language of the late eleventh century (Wyatt, 

1994: 48-58; Keyes, 1995 [1977]: 76). Loanwords imported into Thai from Sanskrit and 

Khmer also from this period (Reynolds, 2006: 265). Concurrent with these influences 

from India and Khmer (Cambodia), and also evolving over several centuries, were 

Chinese influences on the Siamese kingdom's social and governance systems. However, 
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unlike the flow of religious thought, structures and practices imported from India by 

missionaries, influences from China were from successive migrations of traders (Skinner, 

1957: 23 7ff; Baker and Phongpaichit, 2005: passim). The work of Chinese artisans and 

craftsmen were highly valued by ruling elites, as were the administrative and managerial 

skills of Chinese migrants (see: Taylor, 1999 [ 1992]: passim). By the mid-late fourteenth 

century the kingdom of Ayudhaya had become "the dominant centre" of the region with a 

trading environment populated by a predominantly Chinese community of traders (Baker 

and Phongpaichit, 2005: 8ff; also see Skinner, 1957). The following chapter, The Thai 

Bureaucracy: Early History and Monarchical Reforms describes the growth of the 

trading hub of Ayudhaya and its importance to the development of the civil bureaucracy. 

The following two chapters describe features of later historical periods that have 

contributed to the shape and structures of the civil bureaucracy. Chapter four develops the 

focus on the historic antecedents of cultural influences of the current-day Thai civil 

bureaucracy. In the mid-fifteenth century, changes were made to the extant structure of 

the civil bureaucracy. These changes remained until fundamental structural changes were 

made in the mid-nineteenth century. For a century or more from the late eighteenth 

century, Siam faced colonial pressures from France and Great Britain. During this 

period, key features of organizational culture became embedded in the organization and 

its members as the monarchs sought to modernize in efforts to fend off colonial threats. 

The mid-late nineteenth century saw modernization of the bureaucracy (along the lines of 

the civil bureaucracies in Europe). Structural changes made to the contemporary civil 

bureaucracy endure until today. 
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CHAPTER FOUR 

THE THAI BUREAUCRACY: 

EARLY HISTORY AND MONARCHICAL REFORMS 

4. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter focuses on the socio-historical antecedents that shaped the civil bureaucracy 

and which continue to influence the behaviours of the organization and its officials. The 

chapter illustrates features from the early development of the nation-state and indicates 

how these features have influenced the organization, structure, and behaviour of the 

bureaucracy. This theme is developed in the following chapters. In the mid-fifteenth 

century, structural changes were made to the bureaucracy in terms of its shape and scope. 

These changes remained until the mid-nineteenth century when the incumbent monarchs 

undertook further reforms. For over a century from the late eighteenth century, the nation 

faced colonial pressures from France and Great Britain. In the mid-late nineteenth 

century, in an effort to curb the colonialists' ambitions, two monarchs, King Mongkut 

(1804-1868) and his son King Chulalongkom (1853-1910) modernized their country and 

the bureaucracy. Some structural changes made at that time endure until today. This 

chapter is organized into two parts. The first part describes the traditional structure of the 

bureaucracy as it was established in the fifteenth century. At this time, the infrastructure 

of government was organized following principles of cosmology whereby structures on 

earth replicated and represented celestial structures. This applied to features of buildings 

and architecture, the structure of society (including the predilection for hierarchy 

according to age and rank), and features of governance. The second part describes the 
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reforms made by King Mongkut and King Chulalongkom made in response to threats and 

pressures both internally and from outside. The chapter concludes with a summary 

conclusion section which discusses how the chapter content contributes to the 

development of this thesis. 

4.1. THE TRADITIONAL STRUCTURE OF THE THAI BUREAUCRACY 

The structure of the Thai bureaucracy dates back to the fourteenth century. From the 

founding of the nation-state of Ayudhaya in 1351 until around one hundred years later, 

the government was structured in four courts (Tambiah, 1976: 142; Riggs, 1966: 72-88). 

Figure 4.1 shows a hypothetical plan of the four courts and their inter-relationship. 

Na 

Muang 

Wang 

Klang 

Treasury 

Palace 

Royal city 

Countryside 

Figure 4.1 Hypothetical Plan of the Thai Bureaucracy (early Ayudhaya period) 
(Source: Riggs, 1966: 74; Tambiah, 1976: 142) 
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These courts managed the royal treasury (klang), the palace (wang), the royal city 

(muang), and the countryside (na). Most of these words have the same meanings in the 

modem-day Thai language (for example, klang is the Thai word for centre: klang muang 

= city centre). The courts were arranged concentrically with the most important at the 

centre and the least important (and possibly the least manageable) at the outside. 

4.1.1. Cosmology and the Structure of Government 

The courts followed the principles of cosmology derived from Buddhist teachings and 

used as the basis of the structure of government (see Riggs, 1966: 69-72). (As noted in 

chapter three, Buddhism had been imported by missionaries beginning from the third 

century BC). In essence, the principles of cosmology reflect the "magical correspondence 

between the microscopic world of men and the macroscopic universe of the gods" (Riggs, 

1966: 71). The physical design and layout of palaces replicated perceptions of the shape 

of the universe (known as the galactic polity). The concept of "galactic polity" was 

coined by the anthropologist S. J. Tambiah to indicate Inda-Tibetan traditions that were 

incorporated in the various cultures of Southeast Asia {Tambiah, 1976: 102ff). These 

traditions include the architecture of cities and palaces, prevalent agricultural types, 

social structures and styles of governance (Tambiah, 1976: 102ff). Physical layout also 

provided a guide to the design of governance. In particular, the "structure of government 

corresponded to this cosmological architecture" (Riggs, 1966: 71ff). Surviving examples 

of Buddhist cosmology in architectural layout can be found in ruins at Borobudur (in 

modem-day Indonesia), Angkor Wat (in modem-day Cambodia), and Ayudhaya (in 

modem-day Thailand). 
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4.1.2. The Socio-bureaucratic Structure in the Fifteenth Century 

King Boromotrailokanat (King Trailok, r1448-1488) is credited with establishing the 

socio-bureaucratic structure of the Thai bureaucracy into a central headquarters and 

provinces (Siffin, 1966: 19). Laws introduced in the reign of King Trailok formalized the 

hierarchical nature of the civil, military and provincial administrations (Wyatt, 1982 

[1984]: 73). Central headquarters comprised four civil ministries. The functions of these 

four ministries were to administer the palace, the treasury, the capital and the lands 

(Siffin, 1966: 20). This structure remained in place until 1892, when King Chulalongkom 

reorganized the central bureaucracy into twelve separate ministries (Bunnag, 1977: 82). 

Figure 4.2 shows the structure of the Thai civil bureaucracy from the mid-fourteenth 

century until the structural reforms made in the late nineteenth century. 

Ministry of 
Civil 

Administration 
(Hahattha1) 

Ministry of 
Military 
Affairs 

(Kalahom) 

* Also called Wiang 

The Monarch 

I 
Ministry of 

the Metropolis 
(Nakomban)* 

Ministry of Treasury Ministry 
the Palace (Phra /dang) of Land 

(Wang) (Na) 

Figure 4.2 The Structure of the Thai Bureaucracy (in the 15th Century) 
(Source: Figure constructed from Siffin, 1966: 20; Rajchagool, 1994: 4-5) 
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While each of the six ministries was under the monarch, not all were of equal ranking. 

The three most powerful ministries (mahatthai, ka/ahom and phraklang) "each governed 

townships, collected taxes, and organized the corvee [forced labour] in a section of the 

country" (Rajchagool, 1994: 5). As such each acted as a government in its own right. It is 

known that parallel departments "collected taxes and other resources to sustain itself, 

enforced its own laws, administered justice, and operated its own prisons" (Siffin, 1966: 

34). Departments could duplicate work effort (for example in employee recruitment and 

training) (Rajchagool, 1994: 5). The lack of interdependence between branches of the 

administration was "a corollary of the grand hierarchical pattern of society'' and "both 

reflected and sustained the pattern of organized personal relationships within the society" 

(Siffin, 1966: 34-35). 

4.1.3. The Bureaucracy as a Hierarchical Structure 

Traditionally, the Thai civil bureaucracy has been strictly hierarchical in its structure 

(Bunnag, 1977). The system was designed to serve the king: "the bureaucracy- the entire 

society - was formally organized on the premise that it existed to serve the king, the 

source of all authority" (Siffin (1966: 25). The ministry of the palace contained personal 

staff such as bodyguards, the harem, and the king's personal treasury funds. Included in 

this coterie were possibly scribes, poets, and the royal astrologers (Siffin, 1966: 20). 

Different parts of the palace were segregated according to gender. Parts of the royal court 

were therefore strictly divided according to functionality. The outer court "included male 

officials and male members of the royal family, and the inner court ... was restricted to 
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the king, his many wives, and consorts, female members of the court attached to the royal 

harem, and pre-adolescent royal children" (Jackson, 2004: 224). 

The Ministry of the Metropolis (the capital city) most likely included departments 

concerned with law and order, justice and similar responsibilities (Siffin, 1966: 20). The 

treasury subsequently became the Ministry of Trade, Treasure and Foreign Affairs and 

developed the country's "seventeenth century contacts with the larger world" (Siffin, 

1966: 20-21). The Ministry of Land was responsible for land cultivation and, "using 

corvee labour, it cleared jungle, ... developed and maintained canals, and collected rice, 

fodder, ivory, leather, and eventually agricultural taxes" (Siffin, 1966: 21 ). At the 

pinnacle of the civil hierarchy was the absolute monarch (Bunnag, 1977: 5). The monarch 

was the "one sweeping principle of authority'' upon which the "traditional Thai socio-

bureaucratic system" was based (Siffin, 1966: 26). 

4.2. THE BUREAUCRACY IN THE EARLY NINETEENTH CENTURY 

The shape, structure, functions and psychology of the modem day civil bureaucracy 

began in the mid-late nineteenth century (Bunnag, 1977). Two monarchs, King Mongkut 

(1804-1868) and his son King Chulalongkom (1853-1910) are regarded as the vanguards 

of this modernization (Vickery, 1970; Baker and Phongphaichit, 2005: 47ff). These 

reforms are reported in a number of histories (see, for example: Shor, 1960; Riggs, 1966; 

Siffin, 1966; Bunnag, 1977; Engelhart, 2001). The fourth and fifth monarchs of the 

Chakri dynasty (designated Rama N and Rama V) reigned for a combined period of 59 
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years, including five years of regency (1868-1873). The dynasty continues today: the 

current monarch King Bhumibol Adulyadej (1927-; rl946-) bears the title Rama IX. 

4.2.1. The Reforms of King Mongkut 

King Mongkut (rl851-1868) introduced the "beginnings ofWesterization" to his nation 

(Terweil, 2005: 135). This reign saw the beginning of formal trading relations with 

European nations beginning with the signing in April 1855 of the Bowring Treaty with 

Great Britain (Wyatt, 1982 [1984]). The year 1855 is said to date "the modem era of 

Siam's history" (Anderson, 1998: 175). The treaty "radically altered the status quo" and 

broke the royal monopoly of trade (Wanno and Bums, 1998: 1). With the signing of the 

Bowring Treaty the nation's economy became interlinked to the European world-

economy (Mead, 2004: 31 ). The treaty_ had two major benefits: it stimulated economic 

growth while helping the nation preserve its independence (Funston, 2000: 90). 

The first modem treaty signed with a foreign power, the Bowring Treaty became a model 

for further treaties and within a decade trading relationships were established with twenty 

other foreign powers (Jackson, 2004: 232ff; Owen, 2005: 99ff). Following the treaty, 

Siam became a major exporter of teak and rice with a concomitant increase in national 

revenues {Tipton, 1998: 50). The treaty did not completely 'open up' the country; rather 

it re-directed economic activity. Formerly focused eastwards towards Asia the nation's 

main trade now focused westwards towards Asia Minor and Europe. Trade with Europe 

increased while it declined within the Asian region, especially with China (Phongpaichit 

and Baker, 2002 [1997]: 455). The upsurge in trade during the nineteenth century ensured 
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"the population in the central region increased greatly" (Terwiel, 2005: 228). The reign 

of King Mongkut saw the importation of steam engines for industrial production, the 

introduction of minted coinage, printing, telegraph and postal services, and the paving of 

streets (Owen, 2005: 100). Sea-borne trade progressed from sailing junks to steam-

powered vessels (Wyatt, 1982 [1984]: 185). 

4.2.2. Structure of the Bureaucracy in the Mid-nineteenth Century 

At this time, the bureaucratic structure was strictly hierarchical. One contemporary author 

(writing in 1854) noted five gradations of rank within which were thirty-three different 

titles. Figure 4.3 shows the ranks and some of the titles extant in the mid-nineteenth 

century. 

The Mqnarch ,, 

1 { • Somdet Chao Phaja Chalcri: Chief ::.~al7~~~tendent of the Provinais of the North 
• Somdet Chao Phaja Kalahom: Chief Gene~I It ~perintendent of Navy 8t Southern Provinc:es 
• Chao Phaja lllarama: Governor of the P~ace \ 

•Chao Phaja Phra Klang: Chief Treasurer,' \ 
2 • Chao Phaja Pholla lllep: Minister of Agriculture \ 

I \ { 
/ \ 

• Chao Phaja Jomarat: Principle Chief of the Tributar~ 
• Chao Phaja Maha Jotha: Chief of the Peguan Nation ' 

I \ 
I \ 

, I \ 

• Phaja Aphai Norit: First Lieutenant,bf the Chief of the'\Tribut.aries 
I \ 

• Phaja Nuxit Raxa: Sea>nd Lieuten~nt of the Chief of tHf! Tributaries 
3~ • Phaja Raxa Montri: First Chief of the Pages \ 

I I 

• Phaja Thi bet Second Chief of th~ Pages \ 
• Phaja Rak: First Lieutenant oft~e Governor of the Pala~ 

' I \ 

f 
Phaja Bamro Phak: Sea>nd Lie~tenant of the Governor of \f1e Palaai 

I \ 

Two further ranks : \ 
I I 

Twenty further titles ! __ -- - -- - -- - -- - -- - -- -~ 

Figure 4.3 Titles and Ranks of the Thai Bureaucracy (cl 854) 
(Source: Figure constructed from Pallegoix, 2000 [1854]: 149-151) 
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The highest rank is held by the mandarins within which are five sub-rank gradations and 

progressing down the rankings the number of mandarins increases (Pallegoix, 2000 

[1854]: 149-150). Thus the structure resembles a tall pyramid as each rank includes a 

number of titles (each graded according to hierarchical order of seniority). At the apex of 

the pyramid was the monarch who "is indeed master of the whole country" (Pallegoix, 

2000 [1854]: 133). A second king (uparat), usually a brother or relative of the monarch 

commands armies in times of war (Pallegoix, 2000 [ 1854]: 148). Below the monarch are 

the princes who manage affairs of the palace. Tradition and "polygamous complexities" 

decreed that "all princes were ranked in descending order depending on their lineal 

proximity to a monarch" (Stowe, 1991: 2). Administration of the state is similarly 

ordered; graded into the first order of ranking are the capital and cities paying tribute to 

the monarch. 

Several factors influence the hierarchical rankings and titles. Firstly, the nation was 

divided into three important administrative entities, each overseen by a team of 

administrators under one senior bureaucrat. The provinces of the north and south, from 

which tributes were gathered, were regarded as separate regions and were administered 

by a Chief General and Superintendent (Somdet Chao Phaja). The third important 

administrative entity was the palace itself, administered by a Governor (Chao Phaja 

Tharama). According to Pallegoix (2000 [1854]), within this overriding structure, the 

outlying cities of the nation-state were organized into four ranks, each city overseen by 

different officials according to the importance of the city. The ranking of each city was 

made according to the tribute payment gathered from each one. The more important the 

98 



city, in terms of the value of the tribute paid to the central administrators, the higher the 

rank of the relevant central administrator. The capital city and any other tributary cities 

wherein resided a monarch, carried the highest rank and were administered by the most 

senior administrator. Lower ranked cities were administered by bureaucrats holding 

lesser ranks. However, the bureaucracy lacked a regional administrative infrastructure; a 

feature not developed until the 1960s (Phongpaichit and Baker, 2002 [ 1995]: 68) 

4.3. REVOLUTION FROM ABOVE: THE CHAKRI REFORMATION 

The reign of King Chulalongkorn (Rama V; r.1868-1910) saw the first concerted reforms 

in the early 1870s (Bunnag, 1977: 56ff; Mead, 2004: 38ff). This period has been referred 

to as "the golden age of reconstruction" (Siffin, 1966: 136). During this reign the 

bureaucracy was revised in both form and functions. This period of Thai history has been 

referred to as "the Chakri reformation" (Peleggi, 2002: 4 ), "the great transformation" 

(Riggs, 1966: 117), and "revolution from above" (Wyatt, 1982: 220). This reign, "saw a 

dramatic transformation in almost every aspect of Thai national life; and the pennanent 

changes made in Thai governmental institutions, no less than in the structure and 

composition of the society and economy ... " (Wyatt, 1994: 267). 

4.3.1. The Reign and Reforms of King Chulalongkorn 

King Chulalongkorn reigned for forty-two years from 1868-1910. The reign is noted for 

concerted nation building often using radical reform processes. The reign began with a 

five-year period of regency which the king "spent in conflict with officials who opposed 

him" although allegedly having a strong personality, the king "was determined to push 
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through the reforms he thought necessary" (Mead, 2004: 101). The reforms were wide-

ranging and covered "finances, administration, and communications", various western 

technologies were introduced, including weaponry, as well as "organizational and 

institutional structures" (Kratoska and Batson, 1999 [1992]: 289). The king's reforms 

resulted in major changes in the bureaucracy and established the foundations of the 

modem Thai Civil Service. During his reign, various departments of government were 

"not merely reorganized, but reconstructed afresh" (Thompson, 1987: 59). The 

administrative infrastructure was overhauled and streamlined and was revised in both 

form and functions. In so doing, the king created "a centralized and unified nation-state 

under the rule of Thailand's first absolute monarchy" (Ungpakom) 2001: 155). Wyatt 

suggests that this reign, 

"saw a dramatic transformation in almost every aspect of Thai national life; and the 
permanent changes made in Thai governmental institutions, no less than in the structure 
and composition of the society and economy, still in many ways bear the imprint both of 
that great king's and his ministers' reforming ideas and of the pressures of the times in 
which he lived." 

Wyatt, 1994: 267 

4.3.2. The King' s Reforms of the Late Nineteenth Century 

From the 1870s, King Chulalongkom began his major project: the centralization of the 

bureaucracy into a pyramid structure resembling "the colonial government of a British 

Indian district" (Baker and Phongpaichit, 2005: 54). The years 1872-1873 saw a 

tightening of royal control over departments concerned with gathering taxation revues 

(Mead, 2004: 52). The system of tax gathering changed very rapidly and in "less than 

three generations" informal personalized systems of local gathering of taxation had been 

replaced by systems which were "highly impersonal and intrusive" (Owen, 2005: 215). 
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In 1873, the king issued a number ofroyal decrees designed to restructure sections of the 

bureaucratic infrastructure and, in so doing, established key administrative functions. The 

judiciary was overhauled, processes were introduced for centralized budgeting and the 

monopolies for gambling and opium trading were put to public auction (Wyatt, 1984: 

192). One result of these acts was to remove these latter spheres of activity from the 

control of certain families who thus saw their traditional power bases decimated and their 

influence wane. This date is said to be the beginning of the absolute monarchy when the 

monarch attempted to take political control at the expense of other powerful noble 

families (Rajchgool, 1994: 85). In 1874 came the establishment of a State Council, a 

Privy Council, and a Supreme Court (Bunnag, 1977: 56; Mead, 2004: 54ff). 

Apart from infusing new blood into the administrative infrastructure, the king established 

new ministries and government departments. The first to be created was the Ministry of 

the Capital which was responsible for justice and public order in the Bangkok area 

(Wyatt, 1984: 197). In 1882, the king appointed a Minister of the Palace. In 1885, two 

new ministries were created, the Treasury and the Ministry of Foreign Affairs, thus 

breaking up a former fiefdom (Wyatt, 1984: 197; Tarling, 1999 [1992]: 117). Between 

1882 and 1888 most ministry departments saw power transferred from old guard to new 

guard (Trocki, 1999 [1992]: 117). The year 1889 saw the creation of a Ministry of 

Education. 

Away from the capital, changes also took place in the outlying provinces which were 

governed by hereditary rulers. A system of royal commissioners was established at this 
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time to oversee the bureaucracies in outlying principalities such as Chiang Mai (Owen, 

2005: 207). Replacing the hereditary rulers these commissioners gradually strengthened 

to hold of the capital over the tributary states (Phongpaichit and Baker 2002: 239ff). The 

newly centralized structure of the state ensured that "revenues flowed into the ministries, 

and power flowed outwards" (Baker and Phongpaichit, 2005: 96). Unifying the outlying 

provinces also brought in welcome extra revenues as the central state budget "could not 

begin to cope with all the claims on its limited resources" (Wyatt, 1984 [1982]: 211). The 

Ministry of Finance was tasked to consolidate disparate revenue gathering functions. 

Thus the key functions of state "territorial control, defence, foreign affairs, finance, 

communications, training (education), and justice - were consolidated in new ministries" 

(Riggs, 1966: 118). 

In 1890 the finances of the royal household became subject to reform. The expansion of 

the Privy Purse Bureau (PPB) brought some order to palace expenditures and investments 

with between 5 percent and 20 percent of government revenues passing through the 

Bureau (Baker and Phongpaichit, 2005: 67-68). Investments in trade, property 

development and commercial infrastructure development accumulated, and by 1910 the 

PPB held the country's largest property portfolio (Baker and Phongpaichit, 2005: 68). 

From the 1890s onward the government infrastructure was overhauled and streamlined. 

With the development of the infrastructure into a professional bureaucracy of trained civil 

servants, "the elite and the bureaucratic bourgeoisie began to emerge as new social 

groups" (Mead, 2004: 93). Mostly recruited from the aristocracy, these new bureaucrats 
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were the "servants of the (royal) state, the king's men" (Phongpaichit and Baker, 2002 

[ 1997]: 252). Previously, inadequate resources had precluded the payment of regular 

salaries to government administrators (Bunnag, 1977: 13). Former practices allowed 

officials to retain fees from official revenues. The newly introduced system was the 

beginning of a professional civil bureaucracy. 

On 1st April 1892, the king signed an edict which "effectively restructured the entire 

bureaucracy and laid the foundations upon which the present system of government 

continues to rest" (Riggs, 1966: 117). The year saw the reorganization of the bureaucracy 

into twelve separate ministries, the introduction of cabinet government, and the first joint 

meeting of the heads of the various ministries as a cabinet (Bunnag, 1977: 82; Wyatt, 

1982 [1984]: 201; Tarling, 1992 [1999]: 117; Trocki, 1999 [1992]: 117). Dramatic 

changes were made to the Ministry of the Interior and the Ministry of Finance. New 

ministries were created for Defence, Justice and Public Works (for details see Riggs, 

1966: l l 7ff). At the Ministry of the Interior the key role was to unify the outlying 

provinces into a national entity. To this end the ministry "served as an incubator of a 

series of new departments, each of which, having gained strength within Interior, was 

transferred to another ministry of more specialized function" (Riggs, 1966: 119). 

The hierarchical social structure of Siam meant that "only a small group of people at the 

top were important" (Ockey, 2004a: 144). Members of the royal family were appointed to 

senior levels in the bureaucracy (as shown in figure 4.3). The procurement of personnel 

for the civil bureaucracy is said to be one of the positive effects of polygamy (see Siffin, 
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1966: 94-95). For example, when the civil bureaucracy was reorganized in 1892 the 

heads of the twelve ministries comprised two of the king's brothers and seven half-

brothers, commoners held the other three ministerial positions (Bunnag, 1977: 82; Ockey, 

2004a). Mead (2004) identifies three categories of rank within the bureaucracy at this 

time. At the uppermost levels were the department heads. These men came from the 

"highest social rank, and in general were highly educated" (Mead, 2004: 94). Next were 

middle-rank bureaucrats ("the bureaucratic bourgeoisie") who composed "a new social 

class which went through the modem education system and acquired noble status" 

(Mead, 2004: 94). At the lowest tier ofrank were officials with clerical duties. 

4.4. REFORMATION AND NATION-BUILDING 

As described above, the nineteenth century saw concerted activity directed towards 

reformation of administrative structures and functions and collective development of a 

national unified state. During the latter decades of the nineteenth century, the central 

administration strengthened its political hold over outlying regions that loosely comprised 

the rest of the country. Processes of nation building undertaken by the Ministry of the 

Interior were one way of drawing the administration of the outlying provinces into the 

centralized bureaucracy. At this time the state developed a "new form" by being shaped 

in two key ways: through "territorial integration" and through "administrative 

centralization" (Rajchagool, 1994: 90-91). The monarch now "possessed a set of 

administrative mechanisms more or less commensurate with the principle of his 

encompassing authority'' (Siffin, 1966: 126). As a result, the nation became "a relatively 

powerful, centralized state facing little local power" (Unger, 1998: 38). 
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Pressures to reform came from within and from outside. Within, the reforms were a royal 

response to domestic issues (Englehart, 2001: 90). Internal pressure often came from 

within the palace ranks. Externally, there were encroaching political and territorial threats 

from European colonial powers on the nation's borders (for discussions see: Wyatt, 1984 

[1982]; Engelhart, 2001; Tarling, 2001; Samudavanija, 2002). France and Great Britain, 

colonialists respectively of Vietnam, Laos and Cambodia, and Burma and Malaya, 

perceived commercial and political benefits for a 'modem' state on their borders. 

4.4.1. Internal Pressures for Bureaucratic Reform 

Current-day historians attribute the domestic threats to evolving political structures that 

favoured the monarchy to the detriment of the existing economic and political powers of 

other elites (Wyatt, 1982; 78ff; Engelhart, 2001: 90). A key impetus for reform emanated 

from the monarch himself who feared that "bureaucratic routine threatened his authority" 

and that "the observance of bureaucratic hierarchical values" would aid the retention of 

power (Mead, 2004: 102). One key domestic issue was the collection of tax revenues 

which were "siphoned off by rapacious officials" (Englehart, 2001: 90). Traditionally, the 

monarch 'farmed out' taxation authority to the highest bidder in return for a fixed fee; 

ostensibly 'outsourcing' control of national revenues. In so-called revenue farming, a 

political authority sells the right to collect revenues in a particular area for a particular 

good (Owen 2005: 216). Once in control of taxation, the tax-farmers could maximise 

revenues which they collected on their own behalf (Bunnag, 1977: 12-13). In existence in 

Southeast Asia for many years, this system of taxation became more prevalent in the 

nineteenth century (Owen, 2005: 216). The system was open to abuse. The first five years 
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of King Chulalongkom's reign (1868-1873) were a period of regency as he was only 15 

years old at the time of his succession. During this period, royal revenues from taxation 

fell from 4.8 million baht to 1.6 million baht per annum (Bunnag, 1977: 12). Other 

internal pressures came from the breaking up of former trading monopolies such as 

gambling and opium trading. 

Pressures also came from inside the palace walls. In 1885, palace courtiers presented 

their king with a 60-page document outlining areas for reform. Written by eleven 

courtiers (some of whom were directly related to the king, all of whom had recently 

returned from studies overseas) the document advocated a parliamentary democracy 

within a constitution monarchy. Of particular concern was the inter-relatedness of the 

executive, legislative and judicial branches of the government. Within government 

ministries and departments, a lack of functional differentiation was seen as contributing 

to inefficiency, exacerbated by delays and corruption (Bunnag, 1977: 14ff). While 

amenable to change, the king believed that a dearth of suitably educated administrators 

precluded immediate action. It would take a decade before schools produced sufficient 

numbers of officials able to take their place in public administrative posts. 

4.4.2. External Pressures for Bureaucratic Reform 

Throughout the nineteenth century, the colonial powers established treaties with countries 

in Southeast Asia. In 1819 Sir Stamford Raffles founded the island of Singapore as a 

trading port. 1895 saw the creation of the Federated Malay States after a period in which 

British Resident Officers held administrative positions in various parts of the country and 
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the so-called Straits Settlements of Penang, Malacca and Singapore were acquired by 

Great Britain (Owen, 2005: 141-143). Over this same period France also acquired 

colonies in the region: Cambodia (1867), Vietnam (1882), and Laos (1896). With the 

Treaty of Siak in 1858 the Dutch claimed colonial possession of parts of Indonesia 

(Tarling, 1992 [ 1999]: 18). During this period, the countries of Southeast Asia were 

formally colonized by European powers. For myriad reasons, Siam was the sole 

exception. 

In the nineteenth century the Siamese government faced threats from European colonial 

powers in neighbouring countries (V atikiotis, 1996: 51 ). Throughout this period, Siam 

maintained her independence through compromise (Tarling, 1999 [ 1992]: 42). This 

strategy has been called "the politics of passivity (Hindley, 1968). However, Siam has 

been described as "semi-colonised" and "subordinated to Western imperial power" 

(Jackson, 2004: 229). Political, diplomatic and commercial manoeuvring by King 

Mongkut (rl 851-1868) secured the recognition of Siam as an independent state in a 

pattern of relationships that lasted until the end of the nineteenth century {Tarling, 1999 

[1992]: 46-47). Rivalry between France and Great Britain aided the country's survival as 

an independent state, with Bangkok acting as a "fulcrum" to balance these two powers 

(Owen, 2005: 103). During the colonial era, Siam ceded much territory to colonizers in 

adjacent countries through aggression and threats of war or diplomacy and treaty-making. 

Called a "secessionist" policy, this involved "ceding not only economic and political 

privileges but increasingly giving up territory as well" (Kratoska and Batson, 1999 

[ 1992]: 288). 
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Before the late nineteenth century Siam was a "loosely defined and broad cultural region" 

(Rajchagool, 1994: 2). It was not until the latter part of the sixteenth century that Siam 

first began to be delineated on European maps (Thongchai, 1994: 113). In 1900, for 

example, the only national border on an official map was between British Burma and 

Siam as, at this time, the eastern territories bordering Indochina were still under 

negotiation with France (Peleggi, 2002: 150). Long engaged in territorial disputes along 

the Mekong River, in 1888 the two countries engaged in armed confrontation at Thaeng, 

modem-day Dien Bien Phu (Winichakul, 1994: 110). In a later crisis in 1893, French 

gunboats blockaded the mouth of the Chaophraya. Further hostilities in 1893, 1904, and 

1907 led to treaties in which Siam ceded border territories to France (Wyatt, 203-207). 

4.4.3. The Education of an Elite 

As the nineteenth century came to a close, the education of princes and male members of 

the nobility became a primary concern. Princes were enrolled in education institutions in 

European countries that were monarchies, mainly in Britain but also in Germany and in 

Russia (Rajchagool, 1994: 134; Peleggi, 2002: 31 ). This brought advantages unavailable 

to others of their generation. On their return, the princes were appointed to senior 

positions within the administrative infrastructure (Rajchagool, 1994: 134). Service in the 

Ministry of War was especially popular (Peleggi, 2002: 31). For the government, 

education was one of three "major foci of expenditure"; the other two foci being the 

financing of public ceremonies and "extensive overseas travels by the king, princes, and 

high-ranking officials" (Peleggi, 2002: 25). Of these, education of the princely elite was 

paramount (Peleggi, 2002: 31 ). Gradually, selected commoners travelled abroad for 
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specialized training and education. A British-run forestry school in India, a teacher-

training college in England and German and British military academies each received 

students from Siam (Wyatt, 1982: 219-220). 

4.5. THE LEGACY OF KING CHULALONGKORN 

When he died in 1910, King Chulalongkom left a legacy of civic administration and 

modernization. State enterprises had a new structure and the organization has begun 

moving towards a professional bureaucracy (Baker and Phongpaichit, 2005: 96ff). A mix 

of treaties, compromise and territorial concessions had helped keep at bay the European 

colonial powers. To the south and west, Great Britain held territory in Malaya and 

Burma. To the east, France occupied Indochina. This period of the country's history has 

been described as "semi-colonial" which "released the potential of the indigenous, 

absolutist, state" (Jackson, 2004: 219). Around the middle of the century, a period of 

intense diplomacy saw the establishment of trading links with other nations such as the 

United States of America (which signed treaties in 1856). Influences from a number of 

countries were brought in to reshape Siamese society, for example from France in the 

fundamentals of civil law, road design and construction, Italy in urban architectural 

design, Great Britain in civil administration and education (Baker and Phongpaichit, 

2005: 67ff). 

It is noted that from this time can be dated the separation of the management of state 

from the management of "affairs of the court and the crown" (Rajchagool, 1994: 134). 

The reforms were modelled on the European styles of administration that exemplified 
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new structures for political power (Engelhart, 2001: 109). During this reign, various 

departments of the government infrastructure were "not merely reorganized, but 

reconstructed afresh" (Thompson, 1987: 59). The bureaucracy was revised in both its 

form and functions. It is said that the king "demanded rational bureaucratic organizations, 

shaped to pursue given aims and regularized by rule and procedure" (Siffin, 1966: 126). 

The reforms of King Chulalongkom contained "certain irreversible features" including a 

formal organization of the bureaucracy and bureaucratic processes "which could hardly 

be abandoned once they had been established" (Siffin, 1966: 144-145). 

One view of the Chulalongkom reformation is as a deliberate strategy to stem the threat 

of European colonization on the nation's borders. This view contends that the monarch 

sought to centralize power by rationalizing and centralizing the civil bureaucracy (Ockey, 

2004b: 9). One historian suggests that "Chulalongkom did not merely re-create the First 

Reign partnership between crown and ministers he also re-established royal authority 

over the whole of government by breaking the old social hierarchy and making a new 

one" (Wyatt, 1984: 220). Another view suggests that in the process of civil reform, King 

Chulalongkom "mobilized an array of Siamese traditions into a coordinated phalanx of 

state power, transforming a field of cultural norms into a legally codified domain of 

surveillance, enforcement, and punishment (Jackson, 2004: 238). Yet another view 

suggests that the king's reforms were not only "his duty to look after national interests 

but because it was also a means of restoring power to the monarchy" (Bunnag, 1977: 16) 
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The reforms instigated by the monarch brought two key features that were to have 

ramifications for the future of the monarchy and the bureaucracy. In the first, "the king 

had become the primary source of the authority upon which the bureaucracy depended 

for its purposive thrust" (Siffin, 1966: 139). In subsequent decades, during the reigns of 

less powerful monarchs, this authority would weaken with resultant detrimental effects. 

In the second, the bureaucracy had "acquired, in the course of the Chakri Reformation, a 

structure and a set of processes which made it substantially independent of the king for its 

sheer continuance" (Siffin, 1966: 139). In the twentieth century, the bureaucracy would 

move further away from its traditional connections to the crown. 

The modernization of the state and its bureaucracy in the reign of King Chulalongkom 

was seen as "uneven development" with "different social groups becoming modem at 

different rates" (Wyatt, 1984 [1982]: 223). Lack ofresources by the Crown and the 

governmental bodies meant that the civil bureaucracy was not a professional civil service 

(Bunnag, 1977: 13). It was not until the early twentieth century that the civil bureaucracy 

recruited career professionals. From 1890 and 1919 the numbers of salaried officials at 

the lower ranks grew from 12,000 to 80,000 (Rajchagool, 1994: 105; Phongpaichit and 

Baker, 2002 [1997]: 251). These professionals became known as the nakpokhkrong (the 

professionals who govern) (Phongpaichit and Baker, 2002 [1997]: 254). The Civil 

Service School was established in the early 1900s, in 1916 to become Chulalongkom 

University (Phongpaichit and Baker, 1997 [2002]). 
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Another step in professionalizing the bureaucracy and preventing its commercialisation 

was the passing of the Civil Service Act of 1928, which was based on Weber-type 

separation of personal interests from state-interest (Samudvanajiva, 2002b: 55). 

Henceforward, civil servants were hired on merit rather than through patronage 

(Bowomwathana and Poochareon, 2005). This is not to say that the bureaucracy 

comprised a homogeneous body of administrators. Rather, the bureaucracy was "not 

homogenous, being sharply divided between high-ranking officials, who bore nobility 

titles and wielded considerable personal power, and low ranking officials in need of their 

superior's patronage to advance their careers " (Peleggi, 2007 :69). 

4.6. THE THAI BUREAUCRACY: CHANGE AND CONSTANCY 

From its inception until the nineteenth century reforms, changes in the civil bureaucracy 

have been top down and driven by the monarch. When introduced, changes endured for 

lengthy periods of time. In the mid-fifteenth century, King Trailok restructured the 

bureaucracy into a centralized headquarters and provincial outstations. This configuration 

of the operations of the bureaucracy endures. Also persisting until the current day is the 

structure of the bureaucracy into a hierarchy (Shor, 1960; Riggs, 1966; Bunnag, 1977; 

Reynolds, 1987; Samudavanija, 1987; Kamin, 1990; Phongpaichit and Baker, 2002 

[1997]). Constancy in the structure of the bureaucracy is its pyramid-like organizational 

structure. Introduced in the mid-fifteen century and re-introduced in 1870s to replicate 

the structure of British colonial administration, this organizational type is recognizable in 

the organizational charts of today's bureaucracy. Discrete gradations of ranking based on 

age, qualifications, and length of service denote an individual's place in the hierarchy. On 
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officially formal occasions, uniforms and insignia, adornments and medals show a 

person's rank to others. Traditionally, designated servants of the king (kharatchakan) it is 

difficult to avoid regarding the institution as a bastion of elitism, a feature noted and 

commented upon by modem historians (for example, Riggs, 1966; Mead, 2004). Siffin 

(1966) notes that, "[a]s royal servants they were to behave in accordance with the king's 

law" (Siffin, 1966: 121). 

Bureaucratic reforms of the nineteenth century were made in response to pressures 

external and domestic. The activities of European powers, especially Great Britain and 

France who already had a colonial presence in neighbouring countries, constituted 

powerful external forces. Direct colonial rule was avoided, but at the loss of some 

sovereignty (over trade and the judiciary) and at a loss of territory historically regarded as 

within Siamese influence. Ironically, in avoiding colonization, Siam becan1e "more like 

the colonial realms among which it was determined not to be numbered" (Tarling, 2001: 

230). As Siam had succeeded in escaping direct colonization, and the bureaucracy was 

expanded during the colonial era, "the bureaucratic elite remained in power and its 

influence was enhanced by its expansion" (Yong 1999 [1992]: 109). Apart from 

modernizing the bureaucratic and civic infrastructures, the institution of the monarchy 

modernized itself (Peleggi, 2002; 2007: 91-109). The institution of monarchy has been 

central to the country's history and development and, "for the greater part of Thai history, 

the monarchy has been the focus of consensus" (Yong, 1999 [ 1992]: 109). In terms of 

governance, Thailand has been referred to as a "consensual polity'' 
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Internally, the monarch undertook strategic initiatives to preserve waning power against 

the rise of the nobility and, in the last decade of the nineteenth century, the nascent class 

of professional bureaucrats. Bureaucratic reforms by the monarch can be interpreted as a 

means by which traditional powers of the monarchy were retained, even strengthened 

(Ockey, 2004b: 9). Reforms made in the nineteenth century shaped the current-day 

bureaucracy. These include: government by a cabinet of ministers and governance by a 

professional body of officials. In the nineteenth century there were attempts at changing 

the culture of the civil bureaucratic institution. For example King Chulalongkorn replaced 

the sons of royal and noble families with professionally trained officers. However, it is 

debateable whether such reforms were as effective as intended because the professionals 

themselves were from prestigious families and, as such, were arguably not overly 

different in outlook from the people they replaced. As described in the previous chapter, 

the culture of the civil bureaucracy has a historical provenance stretching back centuries. 

Against this timeframe, modern bureaucratic structures are a relatively recent import. 

4.7. SUMMARY CONCLUSIONS FROM THIS CHAPTER 

The purpose of this current chapter is to describe and examine historic antecedents that 

shaped the Thai civil bureaucracy. In the previous chapter were outlined early historical 

influences the Thai culture. This chapter develops these themes and describes events that 

shaped the organization, structure, and behaviour of the bureaucracy. In the mid-fifteenth 

century, structural changes were made to the bureaucracy in terms of its shape and scope. 

Formulated by law, these changes remained until the mid-nineteenth century. Top-down 
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change (for example by edict from the monarch) is a key feature of the Thai civil 

bureaucracy in which authority is said to be "habitually hierarchical" (Shor, 1960: 77). 

According to historians, the structure of the Thai bureaucracy dates back to the Ayudhaya 

period of the fourteenth century. The structure of the royal courts derived from principles 

of Buddhist cosmology which decreed that the physical design and layout of palaces 

replicated the then-perceptions of the shape of the universe (see discussions in Riggs, 

1966; Tambiah, 1976). Organization of the bureaucratic arm of statehood into a central 

headquarters and provinces was carried out in the mid-late fifteenth century and remained 

until the reforms of the late nineteenth century. The current-day civil bureaucracy 

continues to grapple with a centralized bureaucracy in which key decisions are taken by 

administrators in their headquarters located in the capital city. Provincial areas did not 

have an administrative infrastructure until the 1960s (Phongpaichit and Baker, 2002 

[ 1995]: 68). Other administrations began initiatives to move away from a highly 

centralised structure. For example, in 1975, following the 1973 civil disorders, the 

government ofKukrit Pramoj introduced a programme of decentralization with the aim of 

developing the provincial economies. More recently, inroads were made by the 

government of Thaksin Shinawatra, which was deposed in a military coup on 19th 

September 2006. Under the Shinawatra initiatives, programmes were set up to provide 

provincial governors with CEO-type training as a step towards creating regionally-based 

executive government (Painter, 2006). At the time of writing (February, 2009) Mr 

Thaksin Shinawatra is in self-imposed exile, having fled the country while on bail when 

facing charges of abuse of power while in office. The 2008 Civil Service act which 
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focuses on developing relevant human resources contains a component intended to re-

balance the civil bureaucratic infrastructure towards regional autonomy. 

In the mid-nineteenth century the bureaucracy had a structure that was strictly 

hierarchical. Finely graded rankings were commonplace within departments and even 

within discreet ranks and the bureaucratic structure overall resembles a tall pyramid, with 

the monarch at the apex. The first tranche of concerted reforms took place in the early 

1870s, and over subsequent decades the bureaucracy was centralized in a manner which 

resembled British colonial administration. Over time, this strategy resulted in a radical 

shift in the balance of power away from regional power bases of the nobility and towards 

the monarchy. Principalities located at the extremities of the emerging nation became the 

responsibility of a network of royal commissioners. This further removed power from 

noble families and brought their territories under the control of the central monarchy. A 

newly created Ministry of the Interior was given the task of unifying outlying provinces 

that formerly had enjoyed an informal relationship with the central power base. The 

integration of outlying territory and centralization of power and control went hand-in-

hand as unification brought additional revenues to the central administration. 

Professionalism in the administration of nationhood became the watchword of the day as 

the work of trained personnel replaced informal administrative practices. More efficient 

management of royal finances in the last decade of the nineteenth century led to increased 

revenues from royal investments in trade, property and the development of commercial 

infrastructure. Increased royal revenues could now remunerate paid civil servants. 
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In the context of the current research inquiry, the various developmental initiatives of the 

"Chakri Reformation" have a three-fold importance. Firstly, they exemplify the top-down 

nature of change in Thailand; a phenomenon that persists into contemporary society and 

organizations. Secondly, the monarchical reforms were seemingly exhaustive and 

addressed all key aspects of civil administration. And, in controlling key levers of state, 

the reforms brought about a stronger centralized power with a simultaneous weakening of 

other power bases such as the nobility. Thirdly, the reforms of the nineteenth century 

established the frameworks and structures of civil administration that endure. The 

interlacing of the three aspects of change described above with the three strands (the 

Buddhist religion, monarchical government, and social systems), described in the 

previous chapter set the environment for the culture and behaviours of the current day 

bureaucracy in Thailand. 

The following chapter describes a history of the twentieth century. The era is punctuated 

with major historic events that influenced the bureaucracy, its structure and the 

framework within which it operated. If the period from the fourteenth to the nineteenth 

centuries heralded evolutionary changes to the bureaucracy, then the twentieth century 

contained revolutionary changes. This was literally so in the events of 1932 which 

changed the monarchy from an absolute to a constitutional institution. And, where 

reforms of the nineteenth century were 'top-down', reforms of the twentieth century were 

often (but not exclusively) 'bottom up'. 
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CHAPTER FIVE 

HISTORY AND BUREAUCRACY IN THE TWENTIETH CENTURY 

5. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter describes historic events of the twentieth century and their influences on the 

civil bureaucracy. As noted in the previous chapter, in the nineteenth century bureaucratic 

reforms were 'top-down' driven by the two monarchs in response to perceived external 

and internal threats. In Thailand reforms are often shaped by external events (Funston, 

2000). In the twentieth century change was frequently driven from below; the most 

apparent example being the 1932 coup d'etat. By the final decades of the twentieth 

century reform was more likely to be driven by the people (Rathanamongkolmas, 2001). 

This chapter is organized into three parts. The first part describes the early decades of the 

twentieth century from the death of King Chulalongkorn in 1910 and the reigns of the 

two subsequent monarchs leading to the dramatic events of 1932. From this time until the 

1970s, the country was ruled by a succession of military governments interspersed with 

brief periods of civilian governments. The second part describes the decades following 

the Pacific War during which the country modernized. Aligned with the United States 

against communism, Thailand received massive incoming investment which helped 

create a modem infrastructure as the country became a Newly Industrialising Economy 

(NIE). The Asian financial crisis of 1997 brought economic growth to an abrupt halt, 

albeit temporarily. The third part of this chapter considers the evolving nature of the 

bureaucracy over the turbulent years of the twentieth century. A section entitled summary 
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conclusions outlines the content of this chapter and highlights its importance in the 

construction of the overall thesis. 

5.1. THE EARLY TWENTIETH CENTURY 

The death of King Chulalongkom in 1910 did not signal the end of the so-called Chakri 

Reformation. Initiatives set in motion during the fifth reign continued under the new 

monarch Vajiravudh (Rama VI, r1910-1925). Reforms, "felt for years after 1910", were 

in "education, public health, transportation and other fields" (Siffin, 1966: 137). The 

reign of King Vajiravudh brought in a period of"elite nationalism" in which the 

modernized kingdom was made into a nation (Wyatt, 1984 [1982]: 223). As noted in the 

previous chapter, the country succeeded in avoiding direct colonization by European 

powers. Free of the experience of being colonized there was no development of an anti-

colonial faction and thus Thai nationalism is said to be "necessarily in many ways unique 

in Southeast Asia" (Kratoska and Batson, 1999 [1992]: 287). This feature gives a 

continuity that "sets Thailand apart from the historical discontinuities experienced by the 

majority of developing countries as they fell under and later emerged from colonialism 

after many decades if not generations of colonial rule" (Muscat, 1994: 28). 

5.1.1. The Reign of King Vajiravudh (1910-1925) 

Called "the father of nationalism", King Vajiravudh introduced a tripartite nationalistic 

framework of: King, Nation, Religion, "three fundamental institutions" that became "the 

guiding principles for state and society" (Kratoska and Batson, 1999 [1992]: 290). Also 

called 'elite nationalism', 'sakdina nationalism' and 'official nationalism' this was a 
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period in which earlier bureaucratic and civil reforms were "intensified, formalized and 

institutionalized" (Kratoska and Batson, 1999 [ 1992]: 289). The first Thai monarch to 

have studied abroad, Vajiravudh was sent to England at the age of twelve (in 1893) where 

he studied with private tutors (Siffin, 1966: 139). This experience makes Vajiravudh "the 

first bicultural monarch" (Hamilton, 2002: 296). Vajiravudh was reportedly "naturally 

introverted", ill-prepared to mix socially" and "lethargic" (Mead, 2002: 128). His period 

of private education was followed by military training at Sandhurst and service with the 

Durham Light Infantry after which he read history and law at Christ Church, Oxford 

(Wyatt, 1984 [1982]: 224; Mead 2004: 128). 

By the time of his return home in 1903, after an absence of ten years, foreign influences 

had changed his homeland, not least the institution of monarchy (Siffin, 1966: 139). It is 

likely that the years of overseas education would have also changed Vajiravudh. In 1907, 

King Chulalongkorn travelled overseas and Vajiravudh became regent. In spite of this 

preparation, Vajiravudh seemed to exercise poor judgement and, on becoming king in 

1910, he dismissed "all but one of King Chulalongkom's ministers and surrounded 

himself with a government made up of his personal favourites" (Owen, 2005: 352). 

While overseas, Vajiravudh seems to have acquired "many of the Western prejudices of 

his day, which he mixed with more traditional Thai elements into a rather eclectic 

national ideology'' (Kratoska and Batson, 1999 [1992]: 289). In 1911, he instigated the 

Wild Tiger corps (sua pa), a quasi-bodyguard unit, whose role was to defend "nation, 

religion and king" (Wyatt, 1984 [ 1982] :225). The ranks of the corps were from the higher 

ranking members of the civil bureaucracy. The corps was "the main vehicle" through 
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which was transmitted the king's nationalist ideology, even though as a nationalist 

movement it was a failure (Mead 2002: 144-153). 

An attempted coup in 1912 was "the first great challenge to absolutism" (Mead, 2002: 

154). In the wake of the unsuccessful coup King Vajiravudh placed close personal friends 

in key positions as ministers in the bureaucracy, a manoeuvre which was seen as direct 

interference in civic matters (Wyatt, 1984 [1982]:227-228). Other changes made by the 

king included redesigning the national flag. Formerly, a white elephant on a red 

background the flag became a tricolour of red, white and blue. The colours signify 

monarchy (blue), religion (white), and nation (red). The colour red signifies the "blood 

that Thai people should be prepared to sacrifice in defence of the nation" (Baker and 

Phongpaichit, 2005: 107). For the first time, citizens were encouraged to take surnames, 

the first national holidays were introduced (Chakri day on 6th April, Chulalongkom day 

on 23rd October), the status of women was improved, and education was developed (for 

details see Wyatt, 1984 [1982]:228-229). 

Capricious and imperceptive, King Vajiravudh is said to have "assiduously squandered 

his royal patrimony'' (Siffin, 1966: 138). According to Wyatt, the reign had two financial 

failings: "royal profligacy" and an inability to manage expenditures (Wyatt, 1984 [1982]: 

233). Over several years royal expenditures increased. Projects which contributed to the 

formation and development of the state had been costly with salaries consuming large 

quantities of budget. Increases in the size of the bureaucracy (by numbers of salaried 

employees) accounted for as much as 60-70 percent of expenditure, and in 1920 there 
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was a national budget deficit of 13 million baht (Rajchagool, 1994: 158-159). In the 

period from 1919-1921, government revenues "slipped into deficit for the rest of the 

reign" (Wyatt, 1984 [ 1982]: 233). Development expenditures in areas such as education 

were three percent of the national budget while military spending consumed twenty-three 

percent of the same national budget (Wyatt, 1984 [1982]: 233). Budget cuts were 

instigated throughout the bureaucracy with the sole exemptions of the royal purse and 

Ministry of Defence (Rajchagool, 1994: 159). In the final year of his reign, King 

Vajiravudh had a personal expenditure of nine million baht "equal to about one-fourth of 

the annual payroll of 87,000 civil officials" (Siffin, 1966: 141). On his death in 1925, 

King Vajiravudh was succeeded by his younger brother, Prajadhipok. 

5.1.2. The Reign of King Prajadhipok (1925-1935) 

The reign of King Prajadhipok (Rama VII, r1925-1935) was destined to be the "shortest, 

and probably the most controversial, reign in the history of the Chakri dynasty'' (Wyatt, 

1984 [1982]: 234). The youngest of King Chulalongkom's thirty-two sons, Prajadhipok 

was not naturally destined to be a King of Siam (Stowe, 1991: 4). Also educated abroad, 

in England (at Eton and the Woolwich Military Academy) and in France (at the Ecole 

Superieure de Guerre), he seemed destined for a career as a military officer (Wyatt, 1984 

[1982]: 235). However, in the final months of the sixth reign, his brother named him 

heir. On the throne, King Prajadhipok proved to be less nationalistic than his brother and 

former ministers returned to their posts. King Prajadhipok held "strong liberal-democratic 

sentiments", made use of his ministers and officials, and "considered turning them into a 
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parliament" (Owen, 2005: 352). He asked for advice from senior princes "whom his 

predecessor had largely ignored" (Siffin, 1966: 141). 

Financial difficulties persisted, inherited from the sixth reign. Almost as soon as the 

seventh reign began there were further budgetary cuts and a reduction in royal household 

expenditures of 37 percent (Rajchagool, 1994: 159). Some financial matters were beyond 

the control of the Siamese monarch or his government. The Wall Street Crash of 1929 

had led to a global recession. Britain and her empire, "Siam's main trading partner", left 

the gold standard and, in response, the Supreme Council of Siam introduced higher taxes 

and reductions in official expenditures, including military spending (Stowe, 1991: 2). 

Apart from financial matters, there were incipient differences of ideology between the 

king and courtiers and nobles (see, for example, Rajchagool, 1994: 160-161). 

5.1.3. Constitutional Monarchy 

In June 1932, a coup overthrew the monarchy. Led by Pridi Phanomyong, the People's 

Party (a 100-strong group of graduates educated in France) seized power and issued a 

manifesto for change (Kratoska and Batson, 1999 [1992]: 293-294). The group's main 

ideology "was one of political and socio-economic reform" (Wasi, 2002: 21). The coup 

was "a bold stroke by a small group of dissidents" (Siffin, 1966: 138). Proposing an 

economic programme and voicing criticisms of the outgoing government, the group 

advocated a move from absolute to constitutional monarchy. The group also drew up the 

first 'provisional' constitution. The new constitution was "an eclectic mixture of W estem 

parliamentary ideas and Soviet doctrines, with an infusion of Sun Y at Sen' s theories" 
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(Riggs, 1966: 153). The group did not dissolve the monarchy which "remained as a 

figurehead" (Ockey, 2004b: 9). In the months prior to the coup the king had "formulated 

a range of proposals for political change" (Kratoska and Batson, 1999 [1992]: 293). 

Within these proposals were ideas for institutions to represent people at local and national 

levels, and a constitution which would constrain the absolute power of the monarchy (see 

Stowe, 1991: 5; Kratoska and Batson, 1999 [1992]: 293). The Supreme Council (whose 

members comprised the king's elder half-brothers) had dissuaded the king from 

introducing these proposals (Stowe, 1991: 5-6). 

5.1.4. The First Constitution (1932) 

Following a backlash against the People's Party the group modified its demands. An 

amended constitution was prepared by the National Assembly "in cooperation with King 

Prachapidok" (Riggs, 1966: 159). This amended constitution was promulgated on 1 oth 

December 1932 and "officially - if reluctantly - bestowed on the nation by King 

Prajadipok" (Peleggi, 2002: 103). In Thailand the 1 oth December remains Constitution 

Day. Pridi Phanomyong went into exile in France. (Histories of this period can be found 

in: Wyatt, 1984: 239-242; Tarling, 1999b: 292-295; Kratoska and Batson, 1999 [1992]: 

293-294). Some time later (in early 1933) the National Assembly was dissolved and parts 

of the constitution were suspended. 

From 1932-1948 the country had no resident monarch. Royal family members were 

"purged" from senior ranks in the military and the bureaucracy (Baker and Phongpaichit, 

2005: 164). The regime change meant that civil bureaucrats became the "new ruling 
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elites" (Samudvanajiva, 2002b: 56). At this time the shaping of a state identity became 

important. A Ministry of Culture and National Council of Culture were created which 

each set about "shaping a new Thai consciousness through a combination of legal and 

socializing instruments", including the use of new mass media such as radio broadcasting 

(Samudvanajiva, 2002b: 58-59; also see Hamilton, 2002). Developments in education 

ensured a wider readership of print media and radio broadcasts "made official 

propaganda accessible to even the considerable numbers of those not functionally 

literate" (Kratoska and Batson, 1999 [1992]: 294). 

A resurgence in nationalism led to the recovery of territories ceded to France (Kratoska 

and Batson, 1999 [1992]: 296). Exiled in London after the 1932 revolution, King 

Prajadhipok abdicated in 1935 and died in 1941 (Terwiel, 2005: 271). The country's 

years of military rule is dated from the 1932 coup (Wyatt 1984 [1982], especially 243-

275; Bennett and Tangcharoensathien, 1994; Neher, 1995; Ganesan, 2001). Since that 

period, the military had dominated Thai politics (Unger, 1998: 68). The period of military 

rule lasted "with few interruptions" until the 1980s (Phongpaichit and Baker, 2004: 184). 

During this period, the military was "the dominant force in politics and policy-making" 

(Bennett and Tangcharoensathien, 1994: 3). One commentator suggests that "Thailand 

has been governed by non-democratic, military-dominated regimes" for "80 percent of 

the period since 1932" (Neher, 1995: 195). In the post-1932 administration, government 

decisions made at this time are attributed to the influence of military members of the 

cabinet which voted, for example, to re-equip the army, navy and air force with weaponry 

from Italy, Japan and the USA (Terwiel, 2005: 268-269). 
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5.2. THE YEARS OF MILITARY RULE 

Phraya Phahon, a senior military officer who led one of the two factions involved in the 

1932 coup, became prime minister in June 1933. A second coup in July 1933 made way 

for the military to take a more major role in government (see, Muscat, 1994: 33ff; Baker 

and Phongpaichit, 2005: 124ff; Terwiel, 2005: 268ff). In 1938, conflicts over government 

spending led to a dissolution of the National Assembly (Terwiel, 2005: 270). Also in 

1938 the prime minister resigned and was replaced by Colonel (later Field Marshall) 

Phibul, "the army's choice" (Ganesan, 2001: 271; Terwiel, 2005: 269). Described as "the 

early architect of military authoritarianism in Thailand", Phibul had been minister of 

defence from 1934-1938 (Ganesan, 2001: 5). With an admiration for Adolf Hitler and 

Benito Mussolini, from 1942 he styled himself 'The Leader' (than phu nam) (Baker and 

Phongpaichit (2005: 126). Phibul "seemed to be in tune with the times" as a strongman at 

the helm of the nation (Stowe, 112). He had a reputation for provocative statements and, 

during one speech, he stated that the country had four basic institutions" "monarchy, 

parliament, bureaucracy and military - of which only the military was 'abiding and 

permanent'" (Baker and Phongphaichit, 2005: 124). 

The military was a competent dominating force as "it was the best organized group in the 

kingdom" (Naber, 1995: 195). During the period of the Phibul regime the country 

aggressively pursued "a type of nationalism in many ways unique in the Southeast Asian 

context" (Kratoska and Batson, 1999 [1992]: 296). During the extended period of 

military control, military leadership was said to occupy "the apex of the Thai political 

system" (Hindley, 1968: 357). In a number of ways the military ideally represents "some 
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of the strongest and most enduring values of Thai society" (Wyatt, 1984 [1982]: 243). 

The institution is strictly hierarchical (not unlike the sakdina system of fifteenth century 

Siam), and the prevalence of uniforms and badges means that everyone "knew his place 

exactly" through a shared process of training and socialization (Wyatt, 1984 [1982]: 243). 

At this time military officers "all went through a single military academy, to be shaped by 

the same curriculum and imbibed with a core of common values that laid special stress 

upon the role of the military as the guardian of the nation, giving it a sense of mission" 

(Wyatt, 1984 [1982]: 244). One role of influential military figures is to counterbalance to 

the activities of politicians, especially in the unelected Senate (Unger, 1998). Some 

commentators argue that this situation persists (Kazmin, 2007; Montesano, 2007). 

5.2.1. War and Peace 

In May 1939, the cabinet took "a mere ten minutes" to change the name of the country 

from Siam to Thailand (Samudavanija: 2002a: 62). The first cultural mandate from the 

Secretariat of the Cabinet issued on 24th June 1939 announced the name change "Thai" to 

"the Country, Peoples, and Nationality" (Samudavanija: 2002a: 64 footnote 3). The name 

change was "intended internally as a declaration of Thai domination vis-a-vis Chinese or 

W estem influence, and externally to advertise Thailand as the natural home of all of the 

'Thai' peoples" (Kratoska and Batson, 1999 [1992]: 296). 

In November 1940, Thailand invaded Laos and Cambodia in an attempt to re-gain 

territories ceded to France in 1909. Diplomats in Paris had referred to these 'lost' 

territories as "'the Siamese Alsace-Lorraine" (Baker and Phongpaichit, 2005: 131). 
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Japan, whose forces had invaded parts of China and had ambitions for other parts of Asia, 

brokered a compromise (see Stowe, 1991, 143ff). Tensions reached a high point in 

January 1941 when French ships attacked Thai naval vessels, after which Japan stepped 

in again and this time brokered a cease-fire (Stowe, 1991, 172-173). A subsequent non-

aggression pact signed in March between Thailand and Japan was interpreted as 

"Thailand had now become a stepping stone for Japan to attack Singapore" (Stowe, 1991, 

185). An alternative view suggests that "the post-1932 leadership rolled with the 

Japanese punch" (Hindley, 1968: 361). Later the same year, on the gth December in a 

move coordinated with the attack of the US naval base at Pearl Harbor and attacks across 

Asia, Japanese for forces invaded Thailand, having been refused permission to cross Thai 

territory (Wyatt, 1984 [1982]: 256; Stowe, 1991: 217ff; Muscat, 1994: 40). Thailand 

"aligned itself rather half-heartedly with the Japanese side while the war was run in 

Japan' s favour" (Osborne, 2004: 170). In January 1942 Thailand declared war on the 

USA and Great Britain. On receipt of the declaration the Thai Ambassador to 

Washington disregarded the document as "illegal and unrepresentative of the Thai 

people's wishes" (Wyatt, 1984 [1982]: 258). Allegedly, he placed the document in the 

embassy safe for the duration of hostilities. As the Pacific War progressed, the policies of 

the Thai government changed. 

In the period since the end of the Pacific War, Thailand had various military and civilian 

governments in quick succession. Since the 1932 coup, political leadership moved from 

one extreme to the other as a series of military coups were followed by a return to civilian 

rule which preceded another military coup. After each political change, the incoming 
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government made a further attempt to draw up an acceptable constitution. Not until 1973 

was Thailand able to shake off military rule with "a 1973 student-led uprising" the 

purpose of which was "to break this cycle and to promulgate a new, pluralistic 

constitution of accountable leaders, all to be carried out in the name of bureaucracy'' 

(Neher, 1995: 196). In the years following the end of the Pacific war, the complexion of 

Thai governments is "directly correlated with the emergence of the Cold War" (Ganesan, 

2001: 5). Pressed by Great Britain for war reparations for loss of territories gained from 

British Burma and Malaya during the Japanese occupation, Thailand aligned with the 

USA in "the fight against international communism" (Yong, 1999 [1992]: 113). In return 

for this alignment Thailand received US aid funding. During the 1950s and early 1960s, 

aid funding increased and by 1965, incoming foreign economic aid amounted to US$32.4 

million, with the USA providing US$18.6 million (Hindley, 1968: 359, footnote 8). 

Thai politics between 1938 and 1957 are said to be dominated by two personalities: Pridi 

Phanomyong and Field Marshall Phibul (Suwannathat-Pian 1996). Pridi Phanomyong 

was leader of the People's Party and cabinet member until December 1941, after which 

he founded the Free Thai resistance movement in the USA and subsequently worked with 

members of the underground resistance movement who parachuted into Thailand (Baker 

and Phongpaichit, 2005: 137; also see Suwannathat-Pian 1996). Free Thai officers made 

their headquarters in Pridi' s office of the Regency Council in Bangkok (Wyatt, 1984 

[1982]: 259). Field Marshall (he promoted himself) Phibul served two terms as Prime 

Minister from December 1938-July 1944, and April 1948-September 1957 (Baker and 

Phongpaichit 2005: 279). His periods as Prime Minister thus coincide with two critical 
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periods of history in Southeast Asia: the years of the Pacific War and the increasing 

tension in the region following French withdrawal from Vietnam after her defeat at Dien 

Bien Phu in 1954. Although the Vietnam War did not 'officially' begin until 1965 a 

presence of US military 'advisers' in the region had built up over several years. 

5.3. MODERNIZATION 

Beginning in the late 1950s, the Thai economy had enjoyed lengthy periods of sustained 

economic growth with high levels of GDP growth. From 1965-1996 real GDP grew at an 

annual average of seven percent against a background of economic stability and reduced 

levels of poverty (Vines and Warr, 2003). At 2003 prices, 1951-2003 saw real GDP per 

capita grow in the region of fourteen percent per annum (Warr, 2004). From 1958-1996 

there was positive growth year-on-year, a phenomena unique among developing 

countries (Warr, 1993). The period from 1987-1996 has been referred to as an era of 

"super-growth" when real GDP grew at and average rate of between eight-ten percent per 

capita (Warr and Nidhiprabha, 1996; cited in Vines and Warr, 2003). During this heady 

period economic performance was near "miraculous" and the economy was the fastest 

growing in the world (Vines and Warr, 2003). 

5.3.1. Thailand's 19th Coup d'Etat 

On 23rd February 1991, the Thai military under General Suchinda Kraprayonn abducted 

at gunpoint Prime Minister Chatichai Choohavan as he was en route to an audience with 

King Bhumibol in his northern palace (Malee, 2003: 344; Baker and Phongpaichit, 2005: 

245). This action unseated an elected civilian administration which had taken office in 
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April 1988. The abduction signalled the start of Thailand's 191
h coup d'etat and the 

collapse of another government that did not complete it full term of office. Since the 

inception in 1932 of a Constitutional Monarchy, Thailand has rebounded with marked 

regularity between military and civilian rule. This cycle of alternating styles of 

government suggests that Thai politics moves in a "vicious circle" (Uwanno and Bums, 

1998: 2). The seeming persistent lack of stability and continuity of elected parliaments 

has been designated '"revolving door' government" (Hewison (1997: 14). Such was the 

predictability of events that, in the first forty-eight hours following the February 1991 

coup, television announcements were "re-runs of announcements used in 194 7, 1957, and 

1958" following earlier coups d'etat (Phongpaichit and Baker, 2002 [1995]: 373). To the 

Thai population, long accustomed to overnight changes of government, the mechanisms 

must have seemed like clockwork. The situation became somewhat familiar: the military 

announces a coup accusing the incumbent government of mismanagement, corruption or 

both. The government departs and the army installs a government more to its liking. A 

new administration is formed, usually comprising some of the same individuals recently 

dismissed. A new constitution is drawn up to direct the incoming government away from 

the past excesses. Promises are made, and often broken. Some months later, the military 

announces a coup and dismisses the incumbent government which it accuses of 

mismanagement, corruption or both. The cycle begins anew. The 1991 coup led to "five 

years of contentious constitutional reform" that ended in 1997 (Munger, 2006: 820). 

In 1992, the incoming military leadership introduced a new constitution. Despite 

promises to the contrary, General Suchinda became Prime Minister. The streets of 
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Bangkok came alive with pro-democracy demonstrations, bloodily suppressed by the 

military in a clash that left a hundred people dead (or permanently missing) (McCargo, 

2002: 54). The episode came to be known as "Black May" (see Eng, 1997). King 

Bhumibol summoned the two rival faction leaders to the place and in an image carried by 

media news around the world General Chamlong and General Suchinda prostrated 

themselves before their king (Baker and Phongpaichit 2005: 245; Ockey, 2005). 

5.3.2. The 1997 Asian Crisis 

The Asian financial crisis began in Thailand in July 1997 with the collapse of the Thai 

baht. The aftershocks of the crisis reverberated in economies throughout Asia. The crisis 

led to the floatation of the Thai currency and the meltdown of the Thai financial sector. 

The currency went into freefall. Trading at 25 baht to the dollar earlier in the year it 

plummeted to 54 baht to the dollar (Leightner 2007: 64). By January 1998, ''when it 

bottomed" Thailand's currency had lost 50 percent of its value against the dollar 

(Anderson and Avery, 1999: 66-67). A year after the crisis the Thai currency had lost 

"about 42 percent of its dollar value" (Bello, 1999: 35). In 1998 the economy contracted 

by more than eight percent and experienced zero growth in 1999 (Glassman, 2001: 141). 

International agencies stepped in to advise the Thai government strategies to help restore 

the confidence of international investors (Chowdhury, 1999). The International Monetary 

Fund (IMF), the World Bank, and the Asian Development Bank (ADB) agreed a number 

of requirements that the government would need to meet in order to receive support 

through loans and other fiscal instruments. In parallel with bail out loans ofUS$17.2 

billion, these institutions suggested putting in place policies that would help offset the 
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social consequences of the crisis (see, for example: Chowdhury, 1999; Chotigeat and 

Lim, 2001; Leightner, 2007). 

The 1997 crisis was not the country's first economic crisis. In the 1930s, the country had 

been "well-integrated into the world market" and consequently "suffered the effects of 

economic depression" {Ungpakom, 2001: 157). Repercussions from the crisis continued 

throughout 1997. In October, under increasing domestic pressure following the crisis, 

Prime Minister Chavalit had tired to arrange with the Thai military to organize a coup -

against himself and his government (McCargo, 2002). The resultant state of emergency 

would have taken some of the pressure away from the Chavalit administration. Feelings 

were running high in the wake of the crisis and civil demonstrations again took place on 

the streets of Bangkok. A state of emergency would have also given the Chavalit 

government some breathing space. However, the military declined to sanction another 

coup. On 6th November 1997 Prime Minister Chavalit resigned and was replaced by the 

democratically elected leader of the Democrat Party, Chuan Leekpai, who led an eight-

party coalition (Rodrik, 1999). 

5.3.3. The 1997 Constitution 

On 2ih September 1997, Thailand adopted a new constitution. Variously called 'The 

People' s Constitution' and 'The Anti-corruption Constitution', this was Thailand's 

fifteenth attempt to draw up a workable constitution in her sixty-five year history since 

the inception of constitutional monarchy in June 1932 (Klein, 1998). The most 

democratic of all of the constitutions since the 1949, the 1997 Constitution aimed to 
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balance between the monarch, King Bhumibol, regarded by Thais as a unique attribute of 

their governance, and the notion of constitutional monarchy (Suwannathat-Pian, 2003: 3). 

The bedrock of the 1997 Constitution was threefold: public participation, stability and 

efficiency, transparency and accountability (Klein, 1998: passim). In a speech delivered 

in January 1999 at the Global Forum in Washington the Honorable Abhisit Vejjajiva, 

then Minister of the Office of the Prime Minister (now leader of the Democrat Party and 

Thailand's current Prime Minister), noted: 

"The Constitution aims to achieve a transparent and effective government through the 
creation of a greater direct participation from the people, decentralization and a setting up 
of checks and balances mechanisms .... That is why we need to have comprehensive 
sector reform to complement and support our political reform." 

Vejjajiva, 1999 

Historically, for around the previous 150 years, Thailand had maintained central, top-

down governance. The 1997 Constitution therefore represented a step-change in this 

time-honoured system. The new constitution represented the accumulation of "a long 

history of 'bottom up' pressure for democracy and the "right to have rights" (Munger, 

2006: 832). The new constitution set "the Thai people firmly on the path to reform and 

equitable development" (UNDP, 2003: 2). It "initiated an unprecedented democratization 

process encompassing newly created independent bodies promoting accountability and 

transparency in public life" (UNDP, 2003: 2). National elections under the guidelines of 

the new constitution were held in January 2001. The elections brought a change of 

government in a landslide victory that was seen as "ushering in a new democratic era in 

which a strong checks-and-balances system, a strong government, and a wider people's 

participation in the political process could co-exist" (Maisrikrod, 2007: 344). Apart from 

bringing in a new era in Thai politics, the resounding electoral victory was regarded as a 
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move away from centralization and the security state (Phongpaichit and Baker, 2004; 

Brown and Hewison, 2005). 

5.3.4. The Thaksin Government and the 20th Coup d'etat 

Victory in the January 2001 elections went to Thaksin Shinawatra, a telecoms billionaire 

who headed the Thai Rak Thai (Thais love Thais) party. The party's landslide win meant 

it did not need to resort to the coalition building that had become conventional practice in 

democratic Thai politics (Chambers, 2005; Hicken, 2006). The new government 

included in its ranks "leftist-orientated student leaders from the 1970s", seemed to be 

open the ways in which it conducted its business, and expressed a concern for issues of 

social justice (Keyes, 2006: 18). The after-effects of the 1997 financial crisis with its 

emotive bailout by outside institutions aided the electoral success of Thai Rak Thai. 

During the processes of electioneering, Mr Thaksin had emphasised populist policies, 

self-sufficiency, and grass-roots development (Ganesan, 2004: 29-30). With memories 

still fresh from the 1997 financial crisis, he presented himself as "'a knight on a white 

horse' who had come to rescue Thailand from foreign takeover" (Maisrikrod, 2007: 345). 

With his background in business, Thaksin proposed to manage the country as a CEO with 

economic policies that became known as "Thaksinomics' (Looney, 2004; Phongpaichit 

and Baker, 2004: 99-133). In his first term Thaksin practised a "soft authoritarian" 

personal style (Kuhonta and Mutebi, 2006: 43). However, the Thaksin administration 

took a hard-line approach to the problem of unrest in Thailand's southern provinces 

(Hicken, 2006: 381). A similarly hard-line approach was also evident in a much 
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publicised clampdown on illegal drugs in which 2,000 alleged traffickers were killed, 

often with police and military citing self-defence (Ganesan, 2004: 31-32). In explaining 

his government's policy on these issues, the prime minister's statements seemed to be 

self-contradictory (Hanna, 2007). 

By 2004-2005 Thaksin's personal and governmental style was becoming clear. Formerly 

loyal supporters "left him in droves because they thought he lacked the moral authority to 

rule" (Maisrikrod, 2007: 349). In spite of these defections, the party still had a wide 

appeal to "rural people and among members of the urban working class who remained 

closely tied to their rural families" (Keyes, 2006: 19). The party was the first in Thai 

democratic history to serve its full term in office (Rathanamongkolmas, 2001 ). In 

February 2005 the party won re-election (another first in Thai history) with a mandate of 

3 77 (out of 500 parliamentary seats), which "made it impossible for the opposition to 

mount a vote of no-confidence" (Ockey, 2006: 133). The continued popularity for 

Thaksin and his party was overwhelmingly from rural voters who had benefited from his 

policies of funding grass-roots development projects at the village level. 

Opposition came from two sides. Firstly, from middle class Bangkok dwellers, politicians 

on the opposition benches, intellectuals and academics who saw that the prime minister 

had "eroded the mechanisms and principles of democracy'', and ''undermined the 

independence of neutral monitoring agencies" (Ockey, 2006: 133-134). A second focus 

of opposition came from the southern (largely-Muslim) provinces of Thailand. By 2006 

pro- and anti-government protests were held regularly on the streets of central Bangkok. 
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On 19th September 2006 the army's tanks took to the streets. Soldiers of the Thai Army's 

4th Cavalry battalion entered Government House (which contains the office of the prime 

minister) and other key strategic buildings (including the offices of Thaksin's businesses) 

(for details see: Keyes, 2006; Jones, 2007; Maisrikrod, 2007; Montesano, 2007). The 

Thaksin government was deposed in a bloodless military coup while the prime minister 

was visiting New York to address the Assembly of the United Nations. 

5.4. THE BUREAUCRACY IN THE TWENTIETH CENTURY 

For the Thai bureaucracy, as with the country at large, the twentieth century was one of 

turbulence and change. The century had an elegant symmetry. It began with the final 

decade of the then longest reigning monarch and ended with the reign of the monarch 

who has become the longest reigning monarch in Thai history. However, the various 

events had changed the social complexion of the nation. At the end of the twentieth 

century power structures differed from those prevailing in the century's infancy. Within 

the century Thailand had experienced revolution, military coups, economic crises, and a 

prolonged period when the economy grew at a faster rate than any other country. In civil 

society change was engineered from below (as evidenced in events ranging from the 

1932 coup d'etat to the nationwide process of focus groups which contributed to the 1997 

Constitution). Groundwork for the 1997 Constitution included public seminars, nationally 

distributed questionnaires, and public forums. Unusually, these activities were conducted 

country-wide rather than confined to urban dwellers in the capital city, Bangkok (see: 

Maisrikrod, 1999b; Laird, 2000; also see: McCargo, 2002; Ockey, 2004a; Phongpaichit 

and Baker 2004). Key events of the twentieth century, especiallypost-1932, represented 
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both zenith and nadir of national development. Regardless, each of these events 

influenced the functions and structures of the civil bureaucracy. 

Current-day historians concur that reforms begun during the fifth reign carried forward 

into the ensuring decades of subsequent reigns (Riggs, 1966: l lOff; Siffin, 1966: 137ff; 

Wyatt, 1984 [1982]: 208ff; Muscat, 1994: 28ff). Reforms in the fields of education, 

public health, and transportation continued into the mid-1920s and "the motive behind 

the [Chakri] Reformation- national survival -was never lost" (Siffin, 1966: 137). 

Similarly, the three fundamental institutions of "King, Nation, Religion" introduced by 

King Vajiravudh endure and continue to be represented in the colours of the national flag. 

In the area of bureaucracy, Vajiravudh "tinkered with his ministries", such as the 

Ministry of Interior which he stripped of "substantive departments" (Siffin, 1966: 140-

141). Inheriting a budget deficit "along with the throne", King Prajadhipok made drastic 

cuts in expenditure and also established the 1928 Civil Service Act which comprised "a 

committee of ministers to standardize disciplinary and selection procedures for the civil 

bureaucracy" (Siffin, 1966: 141). 

The 1932 coup was notable for the non-involvement of the bureaucrats, and a post-coup 

edict issued by the coup leaders stated that both the military and the bureaucracy should 

continue their work ''without interruption" (Siffin, 1966: 141). Following the coup, 

changes were made in the organization of the bureaucracy but these were "largely 

formalistic" and "behind this front, real power passed largely to members of the 

bureaucracy and the military" (Riggs, 1966: 148). There was little change in the "basic 
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position of the administrative apparatus in the government structure" nor in its "prime 

values" (Siffin, 1966: 141). Seemingly, remaining aloof from politics, the bureaucracy 

continued its work "the epitome of a stable, neutral administrative mechanism" (Siffin, 

1966: 149). In the aftermath of the coup, the political environment had changed and the 

bureaucracy "instead of serving largely an administrative function" became "the arena for 

political rivalry" (Riggs, 1966: 148). In the post-1932 era, when the senior ranks of the 

military and the bureaucracy were 'purged' of royal family members, the resultant power 

vacuum made way for professional bureaucrats to become the new elite. This period also 

saw the creation of new parts of the bureaucratic infrastructure, including a Ministry of 

Culture and a National Identity Board (Samudvanajiva, 2002b: 58ff). 

5.4.1. Modern Development 

The period of modem development is said to begin from 1958, when this became "a 

major focus of government attention" (Muscat, 1994: 47). A 1959 report by the World 

Bank had proposed a systematic program of economic development, including a central 

agency (the National Economic and Social Development Board, NESDB) managing a 

state-led development program with a "series of development plans" (McCargo, 2002a: 

55). One consequence of the inward investment by the USA in the period from the 1960s 

was a major expansion of the bureaucracy. There were increases in recruitment of 

officials and in the number of new departments needed to manage development (Baker 

and Phongpaichit, 2005: 171-172). This factor led to later criticisms that the bureaucracy 

had become "overmanned" (Malee, 2003: 346). Concerted social development under a 

series of national development plans were instigated from the first national development 
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plan, which covered the period from 1961-1966 (Teokul, 1999). By the 1980s, intrusion 

from the bureaucracy began to pervade "almost every aspect of national life" (Wyatt, 

1984 [1982]: 277). Ordinary citizens found that the bureaucracy "loomed larger" in their 

lives as it distributed more public goods and insisted on citizens showing their national 

ID card and house registration documents in "any transaction with officialdom" (Baker 

and Phongpaichit, 2005: 171). 

5.4.2. Public Participation: The Democracy Development Committee 

One feature of Thai civic life during the 1980s and 1990s was the increase in public 

participation in the political processes and the rise of professional politicians (McCargo, 

2002: 59). By the 1990s, there were indications that "Thailand seemed to be moving 

away from the centralization and repressive controls of the old security state towards 

more participation, debate, and respect for rights and freedoms" (Phongpaichit and Baker 

2004: 134). The process of creating the 1997 Constitution provides an example of the 

wider range of participating contributors. The process began in June 1994 with the 

appointment of a Democracy Development Committee (DDC) (for details see Wasi, 

2002). The DDC was set up by the President of the National Assembly and comprised a 

wide body of members from across the political spectrum. Heading the Committee was 

Dr. Prawase Wasi, an MD and professor of medicine who is regarded as one of 

Thailand's foremost intellectuals. The Committee was tasked to investigate the 

dysfunctional nature of Thai politics and to suggest ways in which these could be 

overcome. The DDC took a creative approach to its work and took its message to the 

people in a series of seminars and discussion forums. The process of sampling public 
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opinion was also gathered through questionnaires (Laird, 2000: 163). A process of debate 

involving regional inhabitants as well as those people living in the central plain and 

Bangkok was a somewhat novel approach. Hundreds of thousands of people contributed 

to the stages of drafting, public consultation, debate through public hearings, and giving 

feedback thorough questionnaires (Maisrikrod, l 999b: 365-366). 

The DDC report, A Proposed Framework for Political Reform in Thailand was presented 

in April 1995. The document proposed to overturn the exiting prevalence for 

"parliamentary dictatorship" through a parliamentary system that involved public 

participation. The incumbent Chuan Leekpai government was embroiled in political 

scandals of corruption and vote rigging and was in no position to beat the opposition's 

promise to implement the DDC recommendations if it won the election. The newly 

elected government of Banharn Silpa-archara established the Political Reform Committee 

to propose amendments to the existing constitution to allow a new constitution to be 

drafted. The Political Reform Committee, again chaired by Chumpon Silpa-archa, set up 

a constitution drafting committee and, after two readings of the proposals in the upper 

and lower Houses of Parliament, it was agreed to appoint an independent body to draft 

the new constitution. This body was the Constitution Drafting Assembly (CDA). The 

CDA was tasked to produce a draft constitution and submit this to parliament. In May 

1996 the amendment to the existing constitution was passed. The resultant Constitution 

Amendment Bill thus allowed the CDA to do its appointed task of drafting a new 

constitution. The work of the DDC and CDA had identified three focuses for reform. 

Firstly, there was a perceived need to move from a system of representative democracy to 
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one of participative democracy. The new constitution thus emphasized public 

participation and encompassed issues pertaining to human rights. Secondly, there was the 

need to ensure government stability and efficiency. This included monitoring of public 

sector activity and processes of complaining against public officials through an 

Ombudsman, should this become necessary. Thirdly, there was the need to make public 

bodies more transparent in their work and more accountable in their processes and 

decision making. The draft of the new constitution was submitted to parliament in August 

1997 and became law on 2ih October 1997. The resultant document has been hailed as 

"the people's Constitution" and "the anti-corruption" Constitution. 

5.4.3. Optimism for the 1997 Constitution 

As noted above, preparing the 1997 Constitution was a lengthy process involving various 

forms of public consultation. The impetus for such public engagement grew "out a broad-

based opposition to military rule" (Hewison, 2007: 928). The 1997 Constitution lays the 

foundation for: "a truly participatory, rights-based, and accountable form of democratic 

governance in Thailand" (UNDP, 2003: 4). The 1997 Constitution gave Thailand its "first 

ever Constitutional Court" and a "much strengthened" National Counter-Corruption 

Commission (NCCC) (Phongpaichit and Baker, 2004: 2). Contained within the new 

constitution were articles that stipulated increased involvement of the Thai people in the 

political mechanisms that affect their lives and have more control over the public sector 

(Bowornwathana, 2002). Specifically, Article 82 stipulates the rights of people to 

participate in national development (Teokul, 1999: 367). The new constitution legislated 

that the mechanisms of national and local governance would be operated within the 

142 



principles of democratic processes. Also contained in the Constitution were Articles that 

ensured the quality of public services, equity of opportunity and access to those services, 

efficiency in delivery and of good quality, the Constitution also states that citizens have 

social protection (perhaps even the beginnings of a welfare state). 

Thailand's new constitution stipulated increased involvement of the Thai people in the 

political mechanisms that affect their lives. Specifically, the new constitution legislated 

that the mechanisms of national and local governance would be operated within the 

principles of democratic processes. The 1997 Constitution therefore represented a radical 

departure from the centralized, top-down approach to national governance that had been 

the norm for around 150 years since the modernizing movement of King Chulalongkorn 

in the mid-nineteenth century. The government of Prime Minister Prem Tinsulanonda 

(1980-1988) introduced a national reform commission, and institution replicated by 

successive government administrations (Bowornwathana, 2006). The instigation of the 

1997 Constitution saw the civil society develop with the inclusion of new constituencies 

of "activists, academics, and other middle-class oriented groups" (Ockey, 2004a: 153). 

Described as "a civil polity'', this phenomenon saw the establishment of new institutions 

such as: an Office of an Ombudsman, a National Anti-corruption Office, and an 

Administrative Court (Bowornwathana, 2000: 394). 

5.4.4. Reforms Stipulated by the World Bank and the IMF 

The 1997 crisis has been assessed as, "a crisis of development manifested in financial 

crisis" (Chowdhury, 1999: 167). The crisis highlighted fundamental flaws in the Thai 
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economy; weaknesses that, left unchecked would continue to undermine economic 

potential (Dollar and Hallward-Dreimeier, 2000; Dixon, 2004). Especially highlighted 

were weaknesses in Thailand's political institutions and governance system (Macintyre, 

1998). Since 1997 Thai governments of various complexions have instigated policy 

initiatives to try to rectify these weaknesses (Fry, 2004; Hanna, 2007). 

New rules and regulations have been imposed on the financial services sector to promote 

good governance, greater transparency and sound management practices (see, for 

example, Funston, 2000: 94ff). Liberalization policies and a lifting of restrictions have 

encouraged increased levels of foreign ownership in local companies, including the 

banking sector (Dixon, 2004). Foreign banks have expanded their operations in Thailand 

and a number of foreign-owned banks bought shares in ailing Thai banks (Dixon, 2004: 

51-56). Four medium-sized banks were bought by foreign banks and foreign 

shareholdings in other local banks increased to levels of 40-49 percent (Baker and 

Phongpaichit, 2005: 255). Other local banks strive to match the performance of foreign 

competitors now operating on their doorstep. International competition from within Thai 

borders is intended to push domestic banks towards greater operational efficiencies. In 

the aftermath of the crisis, a number of financial institutions went bust, having failed to 

secure government bailouts. Following the 1997 Asian financial crisis, the World Bank 

the IMF and other lenders stipulated as part of their loan packages that the Thai 

government undertake reforms to its public bureaucracy (Bowomwathana, 2000). 
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Inroads into bureaucratic reform were made by the Thaksin government, which regarded 

the bureaucracy as "unresponsive, inefficient, and unwieldy, [and] as a barrier to 

democracy" (Ockey, 2004a: 143). The reforms made by the Thaksin administration to 

develop the bureaucracy were said to be "the most extensive reforms of the Thai 

bureaucracy since King Chulalongkorn sought to modernize it in the 19th century" 

(Ockey, 2004a: 143). The incoming Thaksin government began by "making many 

changes to senior bureaucratic appointments" (Phongpaichit and Baker, 2004: 185). This 

was followed by changes to the bureaucratic structure, reassigning departments, and 

shuffling senior appointees by promotions and transfers which removed duplicated effort, 

reduced costs and accelerated decision-making (Phongpaichit and Baker, 2004: 185). In 

provincial politics, Prime Minister Thaksin used a '"top-down', autocratic CEO-style of 

government" and introduced CEO-style regional governors as a way to decentralize 

power (Maisrikrod, 2007: 348). Training courses provided provincial governors with 

CEO-type training as a step towards creating executive government (Painter, 2006). 

5.5. PERPETUAL CRISIS: A PLETHORA OF CONSTITUTIONS 

The period from 1932 onwards has been described as "factional constitutionalism" 

(Wilson, 1962: 262; cited in Samudavanija 2002: 103). The path from the first 

constitution until the present time is littered with a miscellany of political debris. From 

the constitution of the 1932 coup until the People's Constitution of 1997 Thailand has 

had sixteen constitutions. There have also been thirteen general elections and forty-three 

cabinets in government. Of sixteen prime ministers, six have been serving military 

officers. Ten prime ministers have been civilians with some fronting military 
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governments to give these a more acceptable face. The various military governments held 

power for forty-four years, civilian governments for eleven years. Military intervention in 

government has resulted in a number of undemocratic activities (excluding the coup 

themselves). The various coups have resulted in "the abrogation of constitutions being 

abrogated, abolishment of parliaments, and the suspension of participative political 

activity'' (Samudavanija, 2002: 103). Including the most recent coup d'etat of 19th 

September 2006, there have been eighteen successful coups, and several unsuccessful 

ones (Jones, 2007: 116). 

Samudavanija (2002: 103ff) notes that the sixteen constitutions fall into one of three 

categories. The first is a democratic model. Based on the British parliamentary model, in 

this model the legislature is an elected body based on a system of political parties which 

play an active role in the political process. The prime minister is a member of major 

political party and is an elected member of parliament. There may be an upper legislature 

but its powers are less than the elected house. Its power is thus likely to be minimal. 

Serving bureaucrats are not allowed to take political office. Serving military officers 

cannot become prime minister. In Thailand four constitutions were derived through this 

democratic model. These were the constitutions of 1946, 1949 and 197 4, 1997. These 

four constitutions lasted 6 years, 2 months and 6 days. 

In a semi-democratic model there is a strong executive branch and a relatively less strong 

legislative body. The prime minister is not necessarily an elected official or even a 

member of parliament. The upper house, comprising bureaucrats from military and 
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civilian life, has similar powers to the lower house. The total number of senators almost 

matches the elected officials. In Thailand six constitutions came from a semi-democratic 

model. These were the constitutions of 1932 (twice), 1947, 1952 (amended from the 1932 

constitution), 1968 and 1978. These six constitutions lasted 34 years, 3 months and 5 

days. In the undemocratic model there is no elected parliament. Members of the 

legislative body are appointees rather than elected. The process of making and passing 

laws is for the legislature to 'rubber stamp' decisions made by the executive. This 

undemocratic model accounted for the constitutions of 1959, 1972, 1976, and 1977. 

These four constitutions lasted 13 years, 3 months and 25 days. 

5.6. SUMMARY CONCLUSIONS FROM THIS CHAPTER 

This current chapter describes and examines some events in Thailand of the twentieth 

century and their effects on the civil bureaucracy. By all accounts, the twentieth century 

brought turbulence to the nation. Events included war (both direct and in neighbouring 

countries), various coups d'etat, occupation by a foreign power from 1940-1945, and 

several financial crises (one of which began with a run on the Thai baht). Approximately 

half-way through the century, the nation and the world was stunned to learn of the 

regicide of Rama VIII, King Ananda. Since the coup d'etat of 1932, the country's 

political complexion has ranged from hard-line military dictatorships to more moderate 

governments of technocrats. However, as noted above, military governments have been 

in power much longer than civilian-led administrations. Given its track record of coups 

d'etat the Thai political process has, not surprisingly, been described as '"revolving door' 

government" (Hewison (1997: 14). Leaning towards the west during the cold war (1946-
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1989), Thailand faced Communist insurgency within her own borders. Each of these 

external events helped shape the nature and purpose of the civil bureaucracy. 

The Chakri Reformation continued after the death of King Chulalongkom in 1910. 

Reforms continued apace in the fields of education, public health provision, and the 

development of a transportation infrastructure. A period of pronounced nationalism under 

the reign of King Vajiravudh helped further consolidate the nation into one political 

entity. The three pillars of society of King, Nation, Religion, date from this reign, as do 

the changes made to the national flag into a tricolour of red, white and blue. Unlike 

neighbouring countries (such as Burma, Malaya, Singapore, and Indonesia), Thailand did 

not have to contend with civil disorder to discard colonialism, and thus has experienced 

comparatively less internal unrest from factionalism than her neighbours. 

The year 1933 saw Thailand's first constitution, the first of many over the next 75 years. 

The year 1933 also gave the nation its first experience of military rule; a phenomenon 

which continued with periodic interruptions until the 1980s. The nation also had its first 

experience of an authoritarian political leader in Field Marshall Phibul, who was later to 

be Prime Minister for two terms (December 1938-July 1944, and April 1948- September 

1957). In many ways the military is an ideal replication of the nation's key values. A 

strictly hierarchical organization and finely tuned system of rank means that members 

know their precise position in the hierarchy. Added to this is the inculcation of core 

values from the commonly experienced training curriculum of the military academies and 
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the awareness of all members that they are the guardians of the nation (see the discussion 

in Wyatt, 1984 [1982]: 243ff). 

Changes in the civil bureaucracy accompanied the changes in the political arena with the 

waxing power of civil servants to become the new elite. Amidst drastic, and often violent, 

turbulence in which prevailing power structures changed, the bureaucracy along with the 

monarchy represents order and stability. However, the institutions of the bureaucracy 

have experienced change along with the changes in the external environment. For 

example, in the 1920s, the civil bureaucracy managed on-going reforms in education, 

public health, and transportation begun in the reign of King Rama V. Also in the 1920s, 

the Ministry of the Interior (a key ministry in building the nation into one coherent entity 

from disparate provinces) was trimmed down (see discussion in Siffin, 1966: 140-141). 

The 1928 Civil Service Act laid down rules and procedures for employee selection and 

discipline. In the wake of the 1932 coup, royal family members who occupied senior 

ranks of the military and the bureaucracy were removed. Professional bureaucrats now 

became the new elite. The bureaucracy was re-organized and new components added, 

such as the Ministry of Culture and a National Identity Board (Samudvanajiva, 2002b: 

58ff). For the most part, this re-organization was mainly superficial as real power 

remained the prerogative of senior members of the bureaucracy and their counterparts in 

the military (see discussions in Riggs, 1966: 148ff; Siffin, 1966: 141ff). While the outer 

surfaces of the bureaucracy exhibited some cosmetic changes, the core values of the 

institution remained the same (see: Siffin, 1966: 141-149). These core values are 
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described and discussed in the following chapter, Towards Understanding the Culture of 

the Thai Bureaucracy. 

The modernization of the civil bureaucracy gained impetus in the late 1950s when 

national development became a key plank of government activity. As recommended by 

the World Bank in a 1959 report the National Economic and Social Development Board, 

(NESDB) coordinated and managed national development, and largely aided by US 

inward direct investment. The first national development plan (1961-1966) dates from 

this period. Over the following decades, the bureaucracy imposed itself on many aspects 

of daily life through the distribution of a range of public goods and services. 

The 1997 financial crisis brought a need for economic bailouts. The World Bank and the 

IMF offered loans with the condition that the government make fundamental reforms to 

its bureaucracy and processes of public governance and administration (see discussions 

in: Macintyre, 1998; Dollar and Hallward-Dreimeier, 2000; Bowomwathana, 2000; 

Dixon, 2004; Fry, 2004; Hanna, 2007). In 2001, the incoming Thaksin government 

introduced radical reforms to the bureaucracy that were said to be the most extensive 

reform initiatives since the Chakri Reformation of the nineteenth century (see Ockey, 

2004a: 143). These reforms began at the top of the organization with a range of new 

appointments. In close order followed changes in structure, functions and personnel, each 

of which was intended to streamline the organization and make it more responsive (see: 

Phongpaichit and Baker, 2004: 185). 
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The following chapter considers the Thai public bureaucracy from the perspective of a 

number of theoretical models. Using these models aids an understanding of the cultural 

environments of the Thai civil bureaucracy, its structure, and its functions. 
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CHAPTER SIX 

TOWARDS UNDERSTANDING THE CULTURE 

OF THE THAI BUREAUCRACY 

6. CHAPTER OVERVIEW AND ORGANIZATION 

The three previous chapters situate the Thai civil bureaucracy and its development in the 

context of various historical periods. This current chapter presents and discusses a 

number of theoretical models as an aid to understanding the structure, functions and 

cultural environments of the Thai civil bureaucracy. Also presented is published 

empirical evidence from research both outside and within the organization. Using these 

resources, this chapter attempts to disentangle the design and architecture of the civil 

bureaucracy with the intention of achieving clarity. To paraphrase Marx, it is necessary to 

analyze structure before venturing to analyze superstructure. By the latter decades of the 

twentieth century the Thai civil bureaucracy was the "pre-eminent secular institution", 

"heir to a venerable royal tradition" which "links the nation's proud past with its rapidly 

ever-changing present" (Shor, 1960: 70). At this time, the bureaucracy was slowly 

moving towards "modem constitutionalism" although the institution itself was 

"conceived in the image of autocratic despotism" (Shor, 1960: 70). 

The chapter is organized into three parts. The first part describes perspectives on civil 

bureaucracy and lists Eisenstadt's (1959) insights into bureaucratic organizations. The 

second part discusses national cultures and organizations. The third part of this chapter 

describes salient features of the Thai civil bureaucracy. Central to this third part are two 
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'insider' perspectives by Riggs (1966) and Siffin (1966). In the mid-1960s, these two 

authors spent time in different branches of the Thai civil bureaucracy and produced 

detailed case studies (along the lines of emic studies suggested by Brislin, 1976; Hunter, 

2006). These 'insider' analyses are augmented here by other authors (e.g. Shor, 1960; 

Bunnag, 1977; Unger, 1998; Samudavanija, 2002; Ockey, 2004a; Painter, 2004; 

Bowomwathana and Poocharoen, 2005). Collectively, these authors have produced 

academic analysis and commentary that have variously contributed to understanding of 

this institution. The chapter concludes with a summary conclusions section which 

discusses how the chapter content contributes to the development of the overall thesis. 

6.1. THE DEVELOPMENT OF THE THAI BUREACRACY 

The development of the Thai bureaucracy towards a modem state-run bureaucracy took 

place slowly over several centuries. Development of the bureaucratic infrastructure has 

often been in parallel with social and geographic expansion outwards from the central 

area to unify the disparate local states at the outermost reaches of the nation. Until the 

twentieth century, these states were often engaged in mutual conflict. During the latter 

decades of the nineteenth century, this development accelerated with the reforming zeal 

of the Chakri reformation (for discussions see chapters four and five). 

A concerted period of nation-building from the mid-nineteenth century onwards turned 

disparate regions into a nation-state (see, for example, descriptions in Wyatt, 1984 

[1982]: 18lff; Elson, 1992 [1999]: 137 passim; Mead, 2004: 38ff; Baker and 

Phongpaichit, 2005: 4 7ff). The traditional role of the civil bureaucracy was in service of 
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the monarchy. As such, the bureaucracy "had been the primary organization in the 

Siamese social structure" Wyatt, 1984: 221 ). In the fourteenth and fifteenth centuries this 

function related to national security. For example, in times of war, which in these times 

was often, the relevant organization within the bureaucracy was responsible for raising 

the appropriate number of troops, requisitioning adequate supplies, and recruiting leaders 

(Wyatt, 1984: 74; also see figure 4.2). External threats from colonial powers established 

the nation's current-day borders in a series of treaties signed with Great Britain and 

France between the years 1900-1909. The twentieth century was a period of relative 

peace. Neighbouring countries experienced internecine conflict and wars while Thailand 

was regarded as a place of comparative stability. Part of this stability may be attributed to 

the structure and ethos of Thai society which was (is) inherently patrimonial: the 

monarchy and the state being considered a conjoined identity (Unger, 1998: 30). 

6.2. PERSPECTIVES ON BUREAUCRACY 

According to Olsen (2005), Weber used the word 'bureaucracy' to signify three concepts: 

the organizational setting (bureau or office including hierarchies and rules); professional 

administrators; and a normative structure founded on "legitimate, rational-legal political 

order" (Olsen, 2005: 2). Eisenstadt (1959) identified two views ofbureaucracy. Firstly, 

bureaucracy is "a tool or mechanism for the successful and efficient implementation of a 

certain goal or goals" and, secondly, bureaucracy is "mainly an instrument of power, of 

exercising control over people and over different spheres of life, and of continuous 

expansion of such power either in the interests of the bureaucracy itself or in the interests 

of some (often sinister) masters" (Eisenstadt, 1959: 303). Riggs (1997) notes that: 
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"As hierarchies of appointed officials, bureaucracies were never democratic in structure 
or purpose - they were designed to enable monarchs to administer domains under their 
authority, to expand these domains, and to protect them from neighbouring people." 

Riggs, 1997: 34 7. 

The two models proposed by Eisenstadt are polar opposites and thus mutually exclusive: 

bureaucracies are either the one (power-based and self-serving) or the other (goal and 

task-driven). However, in practice the situation is less simplistic. Civil bureaucracies 

operate under a number of constraints. As a result the effort of civil bureaucratic work 

may have a multitude of focuses which result in a variety of outputs intended to satisfy 

the needs of a range of stakeholders. However, the number of stakeholders and the 

multiplicity of tasks may lead to conflicting goals (Propper and Wilson, 2003). A civil 

bureaucracy is likely to have a wide extent and diversity of principals and stakeholders 

and, in consequence, will often have to serve several ends (Dixit, 1997, 2002). 

Weber suggested that rationalization of processes lessened "freedom, initiative and 

individual power" (Courpasson and Clegg, 2006: 320). However, a possible counter-

argument is that "political control as a process is no different from the internal 

management question of how one gets subordinates to comply with the wishes of 

superiors" (Meier and O'Toole, 2006: 178). In Weber's model, effectiveness is an 

amalgam of "successful application of shared values and fair treatment of citizens and the 

promotion and defence of the public good" (Caron and Giauque, 2006: 548). It is often 

said that a disadvantage of civil bureaucracies in terms of culture is that they are too 

hierarchical and that their work processes are too inflexible (Du Gay, 2000; Budd, 2007). 
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Eisenstadt offers five "insights" into bureaucratic organizations: 

1. They constitute a social system in which "personal, primary, or power 
elements" are part of the system and, in which some of these elements "perform 
functional tasks." 
2. Each of the roles within the bureaucratic organization is "systemically related" 
to the outside world. Thus the organization "must manipulate several aspects of 
its external environment." These external relationships influence the behaviours 
of the organization's members and affect organizational performance. 
3. Within the organization, subgroups may hold "different conceptions and 
attitudes towards the organization's goals and needs." The organization needs to 
co-ordinate and regulate the behaviours of the various subgroups. 
4. Subgroups and the organization interact in a continuous process of 
communication. 
5. Over time, these processes, and the variety of the external relationships, give 
rise to many different type of activity. Thus organizations evolve. The 
evolutionary nature of this process creates organizational tensions which might 
"necessitate modification [by the organization] of at least some of its goals." 

(summarized from Eisenstadt, 1959: 8-10). 

6.3. THE CULTURES OF A CIVIL BUREAUCRACY 

The organizational cultures within public bureaucracies are said to have "idiosyncrasies" 

which relate to "the uniqueness of the external environment characteristics shaping the 

boundaries and expectations of these organizations" (Schraeder et al, 2005 : 494). Civil 

bureaucracies are said to possess an "administrative culture", defined as "the general 

characteristics of public officials (shared values, attitudes, beliefs)" (Henderson, 2004: 

236). Developing such a loose definition gives an overly-prescriptive list of parameters: 

"a set of commonly-held values, attitudes and beliefs to which public servants (appointed 

not elected 'public officials' or bureaucrats') subscribe and are expected to follow, and 

which provides the ' ideal-type' of actual and official behaviour" (Henderson, 2004: 236). 
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An administrative culture is classed as distinct from a "political culture" which reflects 

"distinguishing values, attitudes and beliefs characterizing a political community" 

(Henderson, 2004: 236). In the various agencies that comprise a civil bureaucracy, the 

functional role of culture is twofold. Firstly, "it demarcates bureaucracies one from the 

other" and secondly it "strengthens the cohesion, coordination and commitment among 

agency personnel" (Yesilkagit, 2004: 529). The culture of a civil bureaucracy is said to be 

"a transmissible pattern of beliefs, values and behaviours in public agencies about the 

agency's role and relationship to the public" (Anechiarico, 1998: 17). 

It is accepted that the cultures in a civil bureaucratic organization will differ from those in 

private (commercially-oriented) enterprises (Schraeder et al, 2005). A civil bureaucracy 

is more complex than a private sector organization and bureaucrats often have to manage 

discontented citizens (Hoggett, 2006). According to Weber (1979) civil bureaucracies 

have a number of fundamental features, including hierarchical structure, divisionalization 

of the work tasks, a set of formal rules and regulations (also see: Hopfli, 2006). However, 

it is suggested that Weber' s concept of a bureaucratic organization as a moral institution 

has been lost (Du Gay, 2000, 2005; also Hoggett 2006). There appear to be identifiable 

attributes common to the cultures of a civil bureaucracy. These include: compliance to a 

rational set of rules and regulations, a hierarchical organizational structure, decision-

making procedures that are highly formalized, and career advancement consequent upon 

proven administrative expertise (Bozeman, 1979, cited in Parker and Bradley, 2000). 

However, there is a caveat: it is emphasized that the culture of a civil bureaucracy 
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"differs from one country to another" and that within a civil bureaucracy "there are 

agencies with their own peculiar characteristics" (Claver et al, 1999: 455). 

6.3.1. The Dual Character of Civil Bureaucracies 

A civil bureaucracy has a "dual character" as it is in an environment with "complexity of 

governance" while at the same time it manages the "social anxieties and other collective 

sentiments" of a nation's citizens (Hoggett, 2006: 176). As such, a civil bureaucracy 

works in an environment in which the number of principals is extensive and various 

(Dixit, 1997, 2002). These principals include the end-users of public goods and services, 

the taxpayers, public bureaucrats and officials (i.e. career civil servants as well as 

contacted employees), and politicians. The perspectives and agendas of the various 

constituent parties collude to make the work of the bureaucracy complex. Often, the work 

is politically-charged. In essence, the outcomes of a civil bureaucracy depend "on too 

many factors" (de Bruijn, 2002: 579). The diverse number of principals and the many 

different work tasks may lead to conflicting goals (Propper and Wilson, 2003). The 

diverse actors engage to shape the culture of a civil bureaucracy. Among the influences 

on the culture of a civil bureaucracy are: "a combination of historical, structural, and 

contemporaneous political factors" which collude to "shape internal rules, and customs 

and the predisposition to reform" (Anechiarico, 1998: 17). 

Dierickx (2003) lists attributes of the Belgian civil service which includes civil servants 

and their politicians strictly demarcated in their labours, a strong hierarchy, the work of 

ministries and service providers operationally compartmentalized, seniority being a 
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hallmark of career progress and longevity, a patronage system that is partisan, and an 

overall culture that is "technocratic" (Dierickx, 2003: 324). This same study noted "the 

domination of ministers over civil servants" happens "both in fact and in principle" 

Dierickx, 2003: 325). Schraeder et al (2005) identify autocratic decision-making at the 

departmental level, very structured and rule-governed communication styles, a mix of 

appointed officials and employees who have passed through a hiring process, and a lack 

of consistency across the organization in financial management (Schraeder et al, 2005: 

496). Describing the effective behaviours of the Japanese public bureaucracy, Jun and 

Muto (1995) suggest that the prevalence of relationships based on strict hierarchy which 

may be augmented by horizontal relationships, a group orientation that engenders a 

'close-knit' community, and the need to "depend and presume on another's benevolence 

which leads to increased harmony" (Jun and Muto, 1995: 126-129). 

6.4. NATIONAL CULTURE AND ORGANIZATIONS 

National culture is said to be "the internal mechanism that drives the behaviour of 

people" (Venezia, 2005: 345). Cultures comprise the favoured behaviours of the people: 

"the attitudes of most people most of the time" (Adler, 2002: 18-19). While there may be 

"overlapping dimensions", each nation has "shades of differences that makes it unique" 

(Venezia, 2005: 345). There is some agreement that cultures inside organizations reflect 

the national culture of the outside world in which the organization is situated (Gerhardt 

and Fang, 2005; de Hilal, 2006). Empirical evidence suggests that a national culture (in 

which an organization is situated) directly impacts an organizational culture (Soeters and 
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Schreuder, 1988; van Muijen and Koopman, 1994; Nelson and Gopalan, 2003). De Hilal 

(2006) suggests that: 

"The basic assumptions, costumes, beliefs and values, as well as the artifacts that 
characterize the culture of an organization, are always somehow encompassed by the 
corresponding national culture" 

de Hilal (2006: 160). 

It is suggested that not only organizational behaviour but organizational structure "may 

be closely tied to little-understood national culture patterns" (Fairchild, 1989: 455). In a 

civil bureaucracy, there will be similarities, particularly at the level of local government, 

that are attributable to "both functional and institutional reasons" (Peterson and Ruiz-

Quintanilla, 2003: 194). 

Pan-Asian research by Redding and Casey (1976) studied managerial attitudes of 880 

managers in organizations in East and Southeast Asia. The authors administered 

questionnaires face-to-face to survey the attitudes of managers in eight Asian countries 

(Hong Kong, Japan, Philippines, South Vietnam, Thailand, Malaysia, Singapore, and 

Indonesia). As a result of their study, the authors categorized organizations in these 

countries into three organizational styles: democratic, pragmatic and autocratic according 

to the managers who responded on how they worked with subordinates, particularly 

concerning sharing information and engaging subordinates in participative involvement. 

Of the three categories, the responses of the managers from Japan indicated democratic 

approaches. Responses from managers in Hong Kong and Singapore indicated pragmatic 

approaches. Responses from managers in Malaysia, the Philippines, South Vietnam and 

Thailand indicated autocratic approaches. Managers taking an autocratic approach feel 
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that "the involvement of subordinates in decision-making is not particularly relevant" 

(Redding and Casey, 1976: 352). The authors suggest that in this environment, 

"motivation is lower, need fulfilment is less, need importance is less, and consequently 

need satisfaction adjusts to an acceptance of what is available" (Redding and Casey, 

1976: 352-353). This framework of management and organization seems to indicate an 

approach to management that accepts McGregor's Theory X as the profile of the 

workforce (see McGregor, 1960: 33-48). 

6.5. UNDERSTANDING THE THAI BUREAUCRACY: THE RIGGS MODEL 

Professor Fred W. Riggs spent the academic year of 1957-58 in Thailand, attached to the 

Institute of Public Administration at Thammasat University, Bangkok. Riggs conducted 

research throughout Thailand under the auspices of the Department of Rice of the Thai 

Ministry of Agriculture. This research led to the publication of the book Thailand: The 

Modernization of a Bureaucratic Polity (Riggs, 1966). In his book, Professor Riggs 

proposed a model of the Thai civil bureaucracy as a "bureaucratic polity" in which 

military figures and senior bureaucrats share power (Riggs, 1966: 312-366). 

In his book, Riggs describes the evolution of the civil bureaucracy in Thailand over 

approximately 100 years of national modernization from the mid-nineteenth to the mid-

twentieth centuries. This timeframe thus includes the Chakri reforms of the late 

nineteenth century, on-going reforms of the early decades of the twentieth century, the 

1932 coup d'etat, and the prevalent military dictatorships extant from the 1930s to the 

book's publication in 1966 (see details in chapters four and five). Riggs contrasts the 
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traditional and modem forms of the bureaucracy, explaining historical provenance and 

noting evolving structures and functions. He describes the Thai civil bureaucracy as "a 

bureaucratic polity" to denote the relationship between the military and the civil 

bureaucrats. Bureaucratic polity comprises national governance by an elite comprising 

key bureaucrats and members of the military establishment. In Riggs' model, the 

bureaucracy is an elite metaphorically surrounded by "a thousand special-grade and high 

military officers" (Riggs, 1966: 329). This configuration became increasingly prevalent 

after the 1932 revolution reduced the power of the monarchy from absolute to 

constitutional. Earlier authors had also noted that the Thai civil bureaucracy is a 

subsystem of the country's political system (e.g. Shor, 1960). Riggs suggests that the 

Thai state, the ruling government, and the polity were all conflated in a single entity. 

Samudavanija notes that: "The bureaucracy is not merely officialdom and an instrument 

of the state but it is also a specific social and political entity" (Samudavanija, 2002b: 54; 

also see: Ockey, 2004a: 144ff). 

Critics of Riggs suggest that this model is unclear and has therefore been "misconstrued 

as a model ofreality, rather than an analytical model" (Ockey, 2004a: 143). Other critics 

suggest that the Riggs (1966) model is too static, whereas the Thai civil bureaucracy is 

dynamic, and now includes "extra-bureaucratic" forces (Nelson, 1998; Ockey 2004a: 

145). Several recent authors suggest that the mechanism of state governance in Thailand 

comprises the bureaucratic structures and bureaucrats, together with the regime (the 

government in power) and the polity (power brokers without formal positions in 

government) (see Samudavanija, 1997; Engelhart, 2001; Ockey, 2004a). However, as the 
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country has become more pluralistic power has dissipated from the hands of the military 

and bureaucrats (McCargo, 2000: 132). Thai public sector structures and bureaucrats are 

parts of the mechanism of state, "the state within the state" (Samudavanija, 2002:66). 

Professor William J. Siffin, a contemporary of Riggs and a fellow faculty member at 

Indiana University, independently investigated the Thai civil administration at around the 

same time as Professor Riggs. Siffin's book The Thai Bureaucracy: Institutional 

Development and Change (Siffin, 1966) focuses on the development of the bureaucratic 

processes, including the development of the social and cultural complexions of the 

bureaucracy. Seeking to "sketch the major characteristics of the traditional society and its 

governmental apparatus", Siffin aims to "set the scene for the events of the nineteenth 

and twentieth centuries and to identify patterns and forces which affected the Thai 

response to those events" (Siffin, 1966: 4). Both the Riggs (1966) and ihe Siffin (1966) 

texts are detailed longitudinal case studies of the institution and its institutionalised 

operations processes. Each of these authors embeds the current-day bureaucracy in the 

bureaucracy of the past. This is a methodology that each shares with a number of other 

writers before and since (for example, see: Shor, 1960; Muscat, 1994; Unger, 1998). 

6.6. CULTURAL ATTRIBUTES OF THE THAI BUREAUCRACY 

That, unlike her neighbours, Thailand escaped formal colonization by a European power 

has enabled "Thailand's society to remain a relatively open social system, with 

egalitarian Buddhist beliefs contributing to this" ... "without the direct intervention of 

outside forces" (Samudavanija, 2002a: 157-158). Her civil bureaucracy has been 
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described as being "self-determined", "self-developed", with a "cultural uniqueness" and, 

in the absence of colonial intrusion, able to "shape its own modem institutions" (Shor, 

1960: 66-67). Since the revolution in 1932 overthrew the absolute monarchy, the 

bureaucracy has been one of the three key forces of the state (Phongpaichit and Baker, 

2002 [ 1995]: 258). In the ensuing decades, and for lengthy periods, the country was 

governed by military-led dictatorships (for details see chapter five). The post-war years 

up to the 1970s were especially turbulent in terms of economic disruption and political 

discord (Baker and Phongpaichit, 2005). In those periods when the military dominated 

Thai politics there has been a resultant effect on government :fragility (Unger, 1998: 68). 

Against a background of turbulence and uncertainty, the Thai civil bureaucracy is said to 

be "an anchor of stability" (Shor, 1960: 71). It is suggested that the military and the civil 

bureaucracy were the only "legitimate and legal organizations permitted to engage in 

organized collective action" (Samudavanija, 2002a: 166). 

6.6.1. The Bureaucracy as a Power Elite 

A recent United Nations report noted that, traditionally, government in Thailand has been 

"centralized, top-down, and urban-based" (UNDP, 2003: 27). Traditionally, the Thai civil 

bureaucracy has been strictly hierarchical in its structure with the absolute monarch at its 

pinnacle (Bunnag, 1977: 5). Senior levels in the bureaucracy, including key cabinet 

ranks, were occupied by members of the royal family and the nobility (Bunnag, 1977; 

Ockey, 2004a; Baker and Pongpaichit, 2005). By the 1960s this had changed so that the 

hierarchical structure was surmounted by the "government headed by the king" 
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(Pongpaichit and Baker, 2002 [1997]: 303). However, even in the late 1950s, there was 

still a traditional "vertical orientation" and "acute status consciousness" (Shor, 1960: 69). 

Hierarchical rigidity and autocratic leadership is attributed to the feudalistic roots of 

contemporary Thailand. Relationships between individuals are personal and based on 

patron-client relationships (Thanasankit, 2002). Civil bureaucrats are held in high esteem 

by the rest of society (Leung and Tjosvold, 1998: 179). Holders of public office "expect 

to receive esteem and personal tributes from subjects and subordinates and place a high 

value on the symbols of office - status, rank, uniforms, and titles" (Painter, 2004: 377). 

Following development of the bureaucracy in the reign of King Chulalongkom, there 

were three main gradations of bureaucrat: the bureaucratic elite, middle-level officers (the 

"bureaucratic bourgeoisie"), and the clerical ranks of officialdom (Mead, 2004: 94). At 

the top levels of the bureaucracy, leadership has been a nexus of individuals forming a 

personal clique. In this environment, these personal cliques are based on "a feudal-like 

system of personal obligation" (Shor, 1960: 80). The middle-level bureaucrats were part 

of the new emerging professional class trained within the modem education system, and 

thereby acquiring noble status (Mead, 2004: 94). 

By their composition and nature the cliques of powerful individuals require and re-

enforce "bonds of reciprocal obligation reminiscent of earlier patron-client structures in 

the traditional social system" (Shor, 1960: 70). As a fundamental element in the Thai 

social structure, these relationships have been described as "despotic paternalism" 

(Chaloemtiarana, 1979). This framework has a historical precedent as Prime Minister 
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Sarit (October 1958-December 1963) stated that the government of Thailand must be 

"paternalistic, despotic, and benevolent" (Yong, 1999 [1992]: 112). The interlocking 

social system of ranks, obedience to authority, and the "sense of camaraderie" has been 

described as "the 'uncertain' patron-client ties of Thai society'' (Santasombat, 1989, cited 

in Ockey, 2004b: 13). Access to the decision-making processes at senior levels was 

through "personalistic ties to high ranking bureaucrats in the cabinet and the ministries" 

(Ockey, 2004a: 144). The networks that these ties engendered "informal behaviours" 

which included taking bribes and buying office (Painter, 2004: 377). A survey in 1977 

revealed that 95 percent of a sample of bureaucrats stated that patron-client relations were 

the way to gain career advancement (Phongpaichit and Baker, 1997 [1995]: 254). 

6.6.2. Cultural Features of the Bureaucracy 

Samudavanija (1987) identified six cultural features of Thai civil bureaucratic 

organizations. These are hierarchy, personalism, arrogance and disdain for outsiders, 

paternalism, security, and the pursuit of sanuk (having fun) (Samudavanija, 1987: 91-94 

cited in Painter, 2006: 29). Komin (1990) conducted two national surveys to ascertain the 

prevailing attributes of Thai national culture which could be identified in the civil 

bureaucracy. Komin identified seven key features: 

• A rigid hierarchical structure 
• Autocratic leadership 
• Conflict between work values and social relationships 
• Power aggrandizement 
• Non-acceptance of criticism 
• Payment for services 
• Cultivating higher level officials 

(summarized from Komin, 1990: 698-699) 
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Komin's (1990) findings suggest that current-day behaviours and structures are based on 

historical precedent. For example, a number of historians note that social mores imported 

from the Khmer (Cambodian) empire gave Siam (subsequently Thailand) a social 

structure based on hierarchy that required superiority of the rulers from those ruled (see: 

Credes, 1966: 145-6; Tambiah, 1976: 84ff). Such a separation was a feature of language 

and accepted formalized behaviours (see, for example, relevant discussions in Reid, 

1988: 33; Engelhart, 2001). Descriptions of the bureaucracy's structure of a strict 

hierarchy can be found in a number of relevant texts, and is attributed to laws dating from 

the fifteenth century (see discussion in chapter three). It is not arduous to identify 

examples of these features in official ceremonies, especially those involving public 

figures. Figure 6.1 shows a news photograph of preparations for a royal ceremony. 

Figure 6.1 Royal Appointment to a Ceremonial Rank 
(Source: Bangkok Post, 11th May 2005: 3) 
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The photograph shows appropriately attired civil servants participating in a royal 

ceremony officiated by HRH Crown Prince Vijiralongkom. The purpose of the ceremony 

is to confer royal ceremonial rank on a senior civil servant to allow him to be the Master 

of Ceremonies at the annual Royal Ploughing ceremony. The official receiving royal 

appointment is the Permanent Secretary of the Ministry of Agriculture whose department 

organizes and manages the ceremony. The Royal Ploughing ceremony is held annually in 

late spring at the start of the rice planting season. In this ceremony the Lord of the 

Ploughing Ceremony (phraya raek na ), the appointed Permanent Secretary in the 

photograph, scatters rice seedlings as a way of ensuring a good rice harvest. During the 

ceremony various foodstuffs (such as unhusked rice, maize, beans, grass, sesame seeds, 

and water) are offered to oxen. Based on which food the oxen choose, royal astronomers 

predict the conditions of the rice harvest. Held on public open space adjacent to the 

famed Grand Palace in Bangkok, the ceremony is attended by a wide variety of people, 

including rice farmers . In style and content, the Royal Ploughing ceremony exemplifies 

many principles of cosmology derived from Buddhist teachings and 'Indo-Tibetan 

traditions' imported beginning in the third century BC (see discussions in chapter four; 

also Tambiah, 1976: 102ff). 

6.7. RECENT DEVELOPMENTS: NEW PUBLIC MANAGEMENT 

From the 1970s onward, governments in North America, Europe and the Pacific Rim 

have increasingly infused their public sector bureaucracies with reforms based on a "new 

managerialism" (Pollitt, 1986: 155). In 1992, in their book Reinventing Government, 

Osborne and Gaebler set out an agenda for New Public Management (NPM) which 
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unleashed "a tidal wave of reform" (Norman, 2004: 429). The Osborne and Gaebler 

blueprint has prompted government initiatives around the globe (Ferlie and Steane, 

2002). The "ripple effects" reached both developed and developing countries 

(Bowomwathana and Poocharoen, 2005: 233). Countries that have embraced NPM 

include: Australia, Austria, Bangladesh, Chile, South Africa, the UK, and the USA (see: 

Jilberto, 1993; Curtis, 1999; Di Francesco, 1999; Hammerschmid and Meyer, 2005; 

Sarker, 2005; Talbot, 2005; Moynihan, 2006; Norton, 2007). 

Arguably, NPM represents a "standard international model" of reform (Schedler, 2003: 

332). However, while the NPM provides civil officials with "new principles and tools" it 

also confronts officials with "conflicting values that may lead to paradoxes calling into 

question the professional identity of public employees and even their capacity for ethical 

and critical deliberation" (Caron and Giauque, 2006: 543-544). In the framework of New 

Public Management, there are new modes of control which are arguably "beyond 

bureaucracy" (Haggett, 1996: 10). Thailand's vmth Economic and Social Development 

Plan (1997-2001) involved a twofold strategy aimed at establishing good governance and 

the reform of the administrative processes of national development {Teokul, 1999). The 

new 'managerialism' paradigms represents a threat "to government officials because they 

stand to lose their domains and traditional power" (Bowornwathana, 1997: 302). There 

are also concerns that NPM may not be suitable for all countries (see Norton, 2007). 

The need for reforms in the civil bureaucracy has been emphasized in a number of policy 

documents and publications of the Office of the Civil Service Commission (e.g. OCSC, 
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2001; OCSC, 2003-2004). Reform of public sector work is a key strand of Thailand's 

national development. Elements of the NPM agenda have driven and guided initiatives in 

various countries around the world. Governments have re-designed their public 

bureaucracies to engage and drive social democratic processes (see, for example, Green-

Pedersen, 2002). Among the many issues faced by the Thai bureaucracy is to move away 

from a highly centralised structure. Efforts to do so have been made in the past. In 1975, 

following the 1973 civil disorders, the government ofKukrit Pramoj introduced a 

programme of decentralization with the aim of developing the economies of provincial 

districts (tambol). Called, in English, the Tambol Development Programme, the aim was 

to encourage villages to be self-sufficient and engage people in local decisions under the 

leadership of a district council (Fry, 1982). Under current initiatives, regional officers are 

encouraged to shoulder more responsibility, especially in decisions such as infrastructure 

planning and investment that directly affect their region. 

Since the 1980s downsizing the size of the bureaucracy has been a Thai government 

policy (Bowomwathana, 2000: 394). Various administrations, e.g. those of Prem 

Tinsulanonda (1980-1988) and Anand Panyarachun (1991-1992) have tried to control the 

size of the bureaucracy by restricting the numbers of employees (Malee, 2003). Another 

key concern is reform of the "cultural and public values" of public officials (Painter 

2004: 379). Following the 1997 Asian financial crisis, the World Bank and IMF 

stipulated as part of its loan package that the Thai government undertake reforms to its 

public bureaucracy (Bowomwathana, 2000). As noted in the previous chapter, the 

recently deposed Thaksin government initiated programmes to provide provincial 
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governors with CEO-type training as a step towards creating executive government 

(Painter, 2006). Further issues include reforming work routines and building capacity 

(Malee, 2003). There have been initiatives to reform the budgetary processes and 

restructure the processes of personnel management (Painter, 2006: 35ff). 

6.8. UNDERSTANDING THE CULTURE OF THE THAI BUREAUCRACY 

In the Thai civil bureaucracy, hierarchical rigidity and autocratic leadership is attributed 

to the feudalistic roots of contemporary Thailand (Reynolds, 1987). So-called "ancient 

hierarchical traditions" are also cited as the foundations of respect and deference (Shor, 

1960: 69). In the Thai civil bureaucracy, organizational structure is organized on a 

traditional "vertical orientation" (Bunnag, 1977: 5). Within this structure, authority is 

"habitually hierarchical, predominantly personal, and inherently unstable" (Shor, 1960: 

77). It is said that "authority was embedded in individuals, and not individuals in the 

authoritative office" (Rajchagool, 1994: 43). 

In terms of structure, the Thai civil bureaucracy is deemed to have a "rigid hierarchical 

structure" coupled with "autocratic leadership" which features are said to "go hand-in-

hand along the line of command" (Komin, 1990: 698). As noted and described by Claver 

et al (1999) these are among the generic features commonly found in the culture of public 

administration. Claver et al (1999) list seven key features: an authoritarian management 

style (with a high level of control), little communication (and usually top-down), 

individual members seek stability, are limited in scope for initiative, and have a tendency 

to obey orders, decision-making is repetitive and centralized, a reluctance to begin 
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innovative processes, high levels of conformity, and highly reluctant to change (Claver et 

al, 1999: 459). Weber uses the word "monocratic" to describe an organization ruled by a 

single person (Hopfli, 2006). As discussed in chapter three, hierarchy has been a 

predominant feature of the Thai social structure and dates back to cultural mores 

imported from India and China and adapted by social elites. Social hierarchy is said to 

have been introduced in the fifteenth century "for the proper functioning of social order" 

(Wyatt, 1984 [1982]: 73). 

Bureaucratic organizations in Thailand have been described as a pyramid configured in 

strict hierarchical style with rule-governed behaviours (Hofstede, 1984: 215-18; 

Hofstede, 1991: 140-43). Pyramid-like organizations have large Power-Distance (PD) 

and strong Uncertainty Avoidance (UA) and are configured in strict hierarchical style 

with rule-governed behaviours (Hofstede, 1991: 140-43). According to Hofstede's 

research, the structures of Thai organizations tend to be strictly hierarchical, with a clear 

demarcation between senior levels and subordinates (Hofstede, 1980a, 1983). In such 

structures, power remains strictly at the top of the organization. Management processes 

are carried out in a 'wheel-and-spoke' configuration with all decisions going via the hub. 

Within the bureaucratic infrastructures, leadership was "conceived in the image of 

autocratic despotism" (Shor, 1960: 70). Organizations in Thailand in the civil 

bureaucracy or elsewhere tend to be autocratic; a feature shared with organizations in 

Malaysia and the Philippines (Redding and Casey, 1976). According to Hofstede (1991), 

authority is from a father-figure but the organization has few formal rules; disputes are 
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settled by recourse to the judgment and rulings of the father figure (Hofstede, 1991: 140-

43). In this setting, the leadership cadre in the Thai bureaucracy is a "mandarinate" 

(Phongpaichit and Baker, 1997a: 22). As individuals, leaders are" ... the unquestioned 

boss, highly sensitive to criticisms" (Komin, 1990: 699). The giving and receiving of 

favours (reciprocity, indebtedness, bun khun in Thai) is a key value in Thai culture (see: 

Holmes and Tangtongtavy, 1995: 30; Maisrikrod, 1999; Thanasankit, 2002: 132-133). 

Findings from Komin's (1990) study indicate a propensity for favouritism and the 

advancement of favoured groups, and a predilection of authority figures for power 

aggrandisement (Komin, 1990: 699ff). For an authority figure, power aggrandizement is 

" ... derived from and expressed in signing his signature on papers passing through his 

desk" (Komin, 1990: 699). In such an environment subordinates are expected to please 

the boss and "work to boost his ego 'face' and prestige in public" (Komin, 1990: 699). 

These features (hierarchy, rigidity, autocracy, and favouritism) contribute to an 

environment where criticism is unacceptable and subordinates are expected to maintain 

submissive roles (Komin, 1990: 698ff). An amalgam of these features gives rise to the 

prevalence of social network relationships. Reflecting the wider society, social networks 

are a predominant feature of the Thai civil bureaucracy (see Riggs, 1966: 242-310). 

In the Thai bureaucracy, authority is "predominantly personal" (Shor, 1960: 77). There is 

"a likelihood of conflict between the values of work and social relationships" (Komin, 

1990: 698). This leads to an ambiguity of work values and personal relationships. 

Cultivating the influence of higher officials is done with "visits and expensive gifts, and 
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sometimes 'collects' money from his subordinates to do so" (Komin, 1990: 699). The ties 

from such network relationships gave rise to "informal behaviours" which included 

taking bribes and buying office (Painter, 2004). However, such behaviours serve to 

strengthen the "personalistic ties to high ranking bureaucrats in the cabinet and the 

ministries" (Ockey, 2004a: 144). Personal linkages thus tend to form the basis of 

decision-making (Shor, 1960: 77; Ockey, 2004a: 144). One feature of these social 

networks is the giving and taking of favours, "informal behaviours", which tend to be a 

consequence of so-called patron-client relationships (Thanasankit, 2002: 132-133). It is 

suggested that a combination of "power and status" allows Thai officials to "sell access to 

the means of production and markets to Sino-Thai businesses who themselves could not 

operate in the public, political sphere prior to the 1970s" (Mushtaq and Jomo, 2000: 

153). The Chinese (including the large business community) "lacked the opportunity to 

become an independent bourgeoisie" because the power base was "in the state power 

structure rather than in civil society" (Samudavanija, 2002a: 67). 

Personalism and paternalism have been identified as two of six traits of the value system 

of the Thai civil bureaucracy (Samudavanija, 1987: 91-92). This trait may include 

"bribery" (Komin, 1990: 699). Technocrat and former (twice) Prime Minister Anand 

Panyarachun described networking and patronage as "a system based on connections ... 

not based on merit" as one that "tends to breed inefficiency and corruption" (Aziz and 

Lefler, 2001:3). The drafters of the 1997 Constitution sought to eradicate bureaucratic 

corruption (Painter, 2006). 
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6.9. SUMMARY CONCLUSIONS FROM THIS CHAPTER 

This purpose of this chapter was to examine the Thai civil bureaucracy from a number of 

theoretical models with the aid of reported empirical evidence. As described in earlier 

chapters, a central tenet of the current thesis is that the shape, design and functions of the 

Thai civil bureaucracy evolved over centuries. Thus it is contended that historically-

embedded influences on social and political organization from, for example, India, 

Khmer (Cambodia), and China are key elements in understanding the present-day 

organization and its fundamental underpinnings. Similarly, the various reforms of the 

organization which have taken place (especially in the nineteenth and twentieth centuries) 

aid understanding of the organization in response to the political and social pressures of 

the nation. 

Bureaucracy encompasses three dimensions, in essence: a social setting, the people who 

populate this setting, and the "legitimate" structure of this social setting and its 

population (see Olsen, 2005: 2). Two further dimensions of bureaucracy are as a means 

for implementing goals as well as an instrument of power (Eisenstadt, 1959: 303). Thus, 

at one extreme is the view of bureaucracy as a self-serving entity based around power 

while at the other extreme bureaucracy is driven in its behaviours by goals and tasks. The 

expected features of a civil bureaucracy include a hierarchical structure, divisionalization 

of the work tasks, and formalized rules and regulations (see: Weber, 1979; Bozeman, 

1979, Parker and Bradley, 2000; Hopfli, 2006). However, the culture of public 

bureaucracies can often be too hierarchical and the work processes too inflexible (see 

discussion in: Du Gay, 2000; Budd, 2007). Weber suggests that to be effective, a public 
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bureaucracy needs to ensure a culture of shared values, equity of treatment, and delivery 

of public goods and services (see discussions in Caron and Giauque, 2006: 548ff; 

Henderson, 2004: 236). Public bureaucracies are said to have unique cultures as a result 

of the collective values of employees (see: Schraeder et al, 2005, Henderson, 2004). 

Functionally, such a culture serves to strengthen the commitment of employees 

(Yesilkagit, 2004: 529). This culture is evident in the external relationships that the 

bureaucracy displays to the public in the delivery of public goods and services 

(Anechiarico, 1998: 17ff; Henderson, 2004: 236). 

Organizational cultures in some ways replicate the national culture of the outside world 

and this extends to an organization's basic assumptions, costumes, beliefs and values, and 

its artifacts (de Hilal (2006: 160). It is likely that organizational structures also replicate 

features of a national culture (see the discussion in Fairchild, 1989: 455). From empirical 

research, Riggs proposed a model of the Thai bureaucracy as a "bureaucratic polity" so 

designated because power is shared by a coalition of the military and senior figures in the 

bureaucracy. Other commentators have followed a cultural-historical approach in 

analyzing the Thai bureaucracy and note the powerful influences of the past in current-

day behaviours and actions. The Thai civil bureaucracy has a vertical organizational 

structure in which leadership is autocratic (K.omin, 1990: 698). Earlier chapters of this 

thesis described cultural and social mores imported from India and Khmer (Cambodia) 

which imprinted these features over a number of centuries. Hofstede notes that Thai 

bureaucracies are pyramid-like with strictly hierarchical power configurations (Hofstede, 

1984: 215-18; Hofstede, 1991: 140-43). In the often turbulent period of Thai history, the 
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nation's civil bureaucracy has arguably been "an anchor of stability" (Shor, 1960: 71). In 

recent years, official policies (for example, in the national development plans and in 

various initiatives) have sought to develop an environment of good governance though 

administrative reform (see Bowomwathana, 1997; Teokul, 1999; OCSC, 2001; OCSC, 

2003-2004). 

The following chapter, Qualitative Research Methodologies and Research Design, 

describes the use of expert informants in the qualitative part of this research design. 

Principles from a Delphi methodology were used to gather the opinions of these expert 

respondents. The chapter describes this element of the research design and its rationales. 

The content and focus of the expert respondents aided the design of the subsequent 

attitude survey questionnaire. 
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PART TWO 

THE EMPIRICAL RESEARCH STUDY 



CHAPTER SEVEN 

QUALITATIVE RESEARCH METHODOLGIES 

AND INSTRUMENT DESIGN 

7. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter describes the qualitative research methodologies and related research 

gathering instrumentation. As mentioned, this research uses both qualitative and 

quantitative data methodologies in a mixed methods approach. The quantitative data 

methodologies are described in chapter nine. Gathering qualitative data involved semi-

structured in-depth interviews conducted face-to-face with 24 expert respondents using a 

series of prepared 'prompt' questions. This part of the research design borrowed 

underlying principles from the Delphi methodology. In a Delphi methodology researchers 

gather the opinions of expert informants to generate qualitative data. 

In the current study, data gleaned from the expert respondents were used to design an 

attitude survey questionnaire. Prolonged and concerted access to high level informants 

was constrained by unforeseeable political difficulties. In September 2006, in the middle 

of the qualitative data collection process, the Thai military conducted a military coup 

which received wide coverage in the world's media. Military hardware (tanks and 

personnel carriers) and soldiers blocked key road junctions and government buildings. 

These events and their aftermath precluded the use of a full-blown Delphi methodology 

as key informants became 'unavailable' citing 'pressure of work'. 
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This chapter is structured in two parts. The first part of this chapter describes design 

features of the qualitative data methodology. The second part focuses on the design of the 

attitude survey questionnaire. 

7.1. THE QUALITATIVE METHODOLOGY 

Interviewing and ethnographic fieldwork are two of the five main methods of qualitative 

research (Travers, 2001: 2). Ethnography, which includes interviewing as a research tool, 

has been described as one of the five traditions of inquiry in qualitative research 

(Cresswell, 1998). Ethnography has its roots in anthropology and thus seeks to identify 

and understand the culture of a particular group of people (Patton, 2002: 13 lff). The 

interview is said to be one of the key tools of the qualitative researcher (Bryman and 

Cassell, 2006). 

In qualitative research, semi-structured and in-depth interviews are used in the initial 

stages of discussions with informants "not only to reveal and understand the 'what' and 

the 'how' but also to place more emphasis on understanding the 'why' (Saunders et al, 

2000: 245). Structured interviews are used when a researcher knows what information is 

needed "from the outset" (Sekaran, 2000: 224 ). However, in the current research design, 

part of the purpose of gathering qualitative data before the quantitative data was to 

explore the topic with the selected expert respondents. One benefit of employing a 

Delphi methodology is that it allows researchers to 'trawl' expert opinions (Gladstone, 

1998: 432). This also accords with an inductive approach to research where the 

researcher first tries to make observations of the topic of the inquiry (Black, 1999: 8). 
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Sampling is an important step in the research process because it helps to determine the 

quality of inferences made by the researcher that stem from the underlying findings 

(Collins et al, 2006: 83). In both qualitative and quantitative studies, researchers must 

decide the number of participants (i.e. sample size) and how to select these sample 

members (sampling scheme) (Collins et al, 2006). Sampling schemes fall into one of two 

classes, random sampling (probabilistic sampling) or non-random sampling (non-

probabilistic sampling) (Collins et al, 2006: 83). The current research design included 

non-random (non-probabilistic) sampling as the profiles of the expert respondents guided 

who should be approached and invited to participate. 

It is advised that qualitative interviews be conducted "until theoretical saturation takes 

place" (Stauss and Corbin, 1998: 292). In practice, this occurs when the researcher 

assesses that no new data are being generated from the corpus of respondents. In the 

current interview the research process design took into consideration the incoming data 

by a process of post-interview analysis. This comprised reviewing the video-recordings 

of each interview and comparing the data with the contemporaneous notes taken in 'real-

time' during the interview. This informal process was augmented by a second viewing of 

the video-recording and timing the data generated by each informant. The data generated 

by interviews with each individual respondent is therefore cumulative and builds up over 

time with the data gathered from subsequent interviews. 

With an underlying tradition from sociology and anthropology, ethnographic interviews 

are "designed to discover cultural meanings which exist within a social group, 
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emphasizing interaction, social context and the social construction of reality'' 

(Lowenberg, 1993, cited in Sorrell and Redmond, 1995: 1118). Hence, gathering 

qualitative data through interviews with expert respondents was adjudged to be an 

appropriate methodology to employ in the current research inquiry. Figure 7 .1 shows a 

schema of the expected cumulative data from the interviews with the expert informants. 

Interviews with Expert Informants 

~~~le!l~[!JI ~~~ @ w u w L:J L:J 6 ~ L:J w········-w 
.... .... .... ' , ..-

........ ', ' ' \ I I ,,,,~ , ,..-' .... .... ' ' ~ ..-........ · Qiiall'-l-ative: data inputs .. ' - .... , ' ' , .... _. . .... ..,:.. .... , • / ~, _. .. ~ ~ _. 

Data 1analysis · 

(Input for quest~nnaire design) 
I 

~ 

Figure 7.1 Cumulative Data from Expert Respondent Interviews 
(Source: Model Designed from the Current Research Inquiry) 

7.1.1. Gathering Qualitative Data: Choices of Methodologies 

In a qualitative research study, a researcher can gather four basic types of data: 

observations, interviews, documents, and audio-visual materials (Creswell, 1998: 120). 

Also included may be artifacts from the organization being investigated, such as statues, 

badges and emblems, insignia. Within these data gathering possibilities, there are further 
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discrete types of data. For example, observations might involve the researcher as 

participant or as a non-participant. Ideally, the researcher-observer is able to become "an 

accepted member of the participant community" in the research site (Brewerton and 

Millward, 2001: 96). Qualitative interviews may be open-ended or semi-structured. 

Documents can be in the public domain or privately viewed. Audio-visual materials can 

include an assortment of communicative items and devices. 

7.1.2. A Profile of the Current Research Methodology 

The qualitative component of the current research inquiry involved focused interviews 

conducted with the aid of a semi-structured questionnaire. This methodology was 

supported by audio-visual recordings of the interviews with the selected expert 

informants. A number of salient documents were consulted such as translations of the 

various Thai constitutions, publications of the Office of the Civil Service Commission of 

Thailand, and translations of the series of national development plans. All of these 

documents are in the public domain. 

During the visits to the organizations to conduct the interviews it was possible to make an 

informal observation of an informant's work environment. While there were 

opportunities to do so, the research design did not include any systematic processes of 

observation. Instead, the research focused on the opinions of the expert respondents to the 

extent of making video recordings of the interviews for subsequent analysis. Notes taken 

during the interview were supplemented by the audio-visual record of the encounter. 
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7.2. QUALITATIVE DATA: INTERVIEWS WITH EXPERT RESPONDENTS 

In a grounded theory methodology, the term theoretical sampling is used to identify and 

select individuals "who can contribute to the evolving theory (Creswell, 1998: 118). In 

this form of research, the researcher studies a homogenous sample of people in order to 

develop a theory, and then studies a heterogeneous sample to test the theoretical model 

(Creswell, 1998: 118-119). The current research used two forms of sampling. Criterion 

sampling was used to set the profiles of the expert informants to determine a profile of 

people who could contribute to the research study. Having framed a profile of the 'ideal' 

set of individuals whose opinions could aid the research inquiry, it was then necessary to 

select people to populate the sample. This stage of the research design was implemented 

by opportunistically selecting suitable individuals who met the pre-designed profile. 

The rationale for selecting the expert respondents was on the basis of their lengthy years 

of service with organizations within the Thai bureaucracy. All expert respondents 

selected in this research are Thai nationals. The majority ofrespondents (22/24) are (or 

have been) career civil servants. Two (out of 24) respondents are professionals who are 

from outside the civil bureaucracy but who have an interest in its work (for example, as 

'outside' consultants). The Delphi methodology suggests dividing experts into 

'Advocates' and 'Referees' (Critcher and Gladstone, 1998: 435). In the current context, 

advocates are those experts whose expertise stems from their career involvement in the 

civil bureaucracy. Such experts are able to describe the particular system through 

knowledge and expertise accumulated over time and through inside experience. Referees 

are those who are "disinterested experts on the topic" (Critcher and Gladstone, 1998: 
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43 5). The selection of individuals who can provide neutral, dispassionate expertise is 

intended to act as a form of control for the expert opinions of those within the system. 

(Profiles of the expert respondents are given in table 10.2). 

Most of the selected experts requested detailed information about the research inquiry. To 

satisfy this request, a summary overview was prepared and was sent by e-mail attachment 

to any expert who requested it as a part of the initial approach. Several expert 

respondents' follow-up questions were discussed in telephone conversations. After 

drawing up profiles of expert informants and making contact, a researcher's next step is 

to decide the interview format. Qualitative research interviews can be conducted via a 

telephone, face-to-face (one-to-one), or face-to-face (in a focus group format) (see 

Cresswell, 1998). Given the research questions and focus of the current research inquiry 

it was decided to interview respondents individually. Selection was non-random and 

purposive. In the administration of the qualitative data instrument effort was therefore 

taken to keep the experts apart the one from the others. In using experts in this type of 

methodology it is important that the selected experts remain unknown to each other 

(Tersine and Riggs, 1976; Chan et al, 2001). This is a key feature of a Delphi 

methodology. Research studies of the effectiveness of using a Delphi methodology 

indicated that data gathered in this way is independent, richer, and is less likely to overlap 

with opinions of other experts (see discussions in: Dalkey and Helmer, 1963; Fischer, 

1978; Sutton and Hargadon, 1996). In the current research design, this spirit of the Delphi 

methodology extended to not revealing how many experts were contributing to the study 
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and what were the experts' workplaces. The selected experts therefore remained unaware 

of the other sources of expert opinion in this research study. 

In a research interview, the researcher-interviewer is part of the instrument through which 

the data are gathered. As such, the skilled interviewer: "uses responses of the respondent 

to guide data collection, probing for further information as needed for depth and clarity" 

(Sorrell and Redmond, 1995: 1118). The role of the qualitative interviewer is to "listen 

and encourage the respondent to talk - not to engage in debate" (Ticehurst and Veal, 

2000: 100). As such, qualitative researchers work "very closely with their research 

participants" (Hunter, 2006: 76). 

7.3. USING GUIDELINES FROM A DELPHI METHODOLOGY 

The Delphi methodology is a specific research methodology that makes use of expert 

informants. The Delphi methodology has been described as, " ... a method to 

systematically solicit, collect, evaluate and tabulate independent opinion without group 

discussion" (Tersine and Riggs, 1976: 51 ). The basic Delphi methodology was developed 

in the early 1950s at the RAND Corporation (the name stands for Research and 

Development: R and D). Established in 1945 by the United States of America Air Force 

(USAAF), the RAND Corporation is a quasi-government 'think tank' and research 

agency of the US military establishment based in Santa Monica, California. The main 

body of this research was carried out by two mathematicians, Norman Dalkey (1915-

2003) and Olaf Helmer (1910-), both based at the RAND Corporation (Fischer, 1978). 

The Delphi methodology seeks to ascertain the "most reliable consensus of opinion of a 
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group of experts" (Dalkey and Helmer, 1963: 458). Since its inception in the early 1950s 

the Delphi methodology has been used in many research studies around the world. The 

Delphi methodology has been refined over time. 

7.3.1 The 'Classic' Delphi Methodology 

While the Delphi methodology has evolved into a number of variations, the so-called 

'classic' Delphi methodology as designed by Dalkey and Helmer has a multi-staged 

process as shown in figure 7 .2. 

ST4RT 
Problem refinltlon 

Detennine exP:ertise required 

I Select fxperts I 
Prepare qiestionnaire I 

Distribute q;estionnaire 

I Analyze questio+alre responses 

yes I Has consensusibeen reached? I 
r(o 

Provide requested informa~ion and tabulate responses 

Prepare the nex; questionnaire 

Compile final responses and disseminate results (final report) 

Figure 7 .2 Stages in the 'Classic' Delphi Procedure 
(Source: Tersine and Riggs, 1976: 53) 

In this methodology data are gathered from the informed opinions of experts. In early 

experiments at RAND, it was discovered that when experts meet and discuss face-to-face 
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the results are less accurate than the average of combined opinions formed individually 

(Fischer, 1978). Subsequent research also indicates that face-to-face interaction (e.g. in a 

brainstorming technique) is less likely to generate ideas than people working alone, and 

likely to generate fewer ideas; especially non-overlapping ideas (Sutton and Hargadon, 

1996). The Delphi methodology has been described as "a method of trawling opinion 

amongst experts via a series of questionnaires" (Critcher and Gladstone, 1998: 432). The 

aim of the Delphi methodology is to attain objectivity (Helmer and Rescher, 1959: 27). In 

a 'classic' Delphi study, although experts give their views independently, they collaborate 

in a debate managed away from each other. As previously mentioned, a key operational 

component of the current research design is the interrogation of experts in isolation from 

each other. In this situation, a researcher has a prime role as an interpreter of the data 

thereby generated. 

In the methodology evolved by Dalkey and Helmer, a number of ex.perts were questioned 

individually by either interview or questionnaire. While experts 'collaborate' in giving 

their opinions to the researcher, at no time do the experts meet. The process is intended to 

preserve anonymity and avoid face-to-face confrontation of the experts with each other. 

When a group of experts meets, for example, in a round-table format there may be a 

number of potential disadvantages. Organizing experts to meet and exchange ideas in a 

round-table configuration naturally engenders confrontations when opposing views are 

expressed and opened up for discussion. The process of the Delphi methodology also 

ensures that the experts, in isolation from their peers, can develop their opinions 

objectively. This would help ensure that an expert would not be influenced by the robust 
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(or otherwise) opinions of the other experts participating in the study. Thus while minds 

may meet in anonymity, egos do not intrude. 

7.3.2. Avoiding the Bias from a Clash of Experts' Egos 

The early experiments by Dalkey and Helmer indicated that face-to-face interactions gave 

rise to bias. These were: certain individuals could influence the discussions; background 

noise (the spoken interchanges in managing the group) interfered in the discussions; 

group interactions led to group conformity (Fischer, 1978). Bias occurred when one or 

more individuals had an overwhelming reputation that caused other experts to defer to 

this expert's judgment. Figure 7.3 shows a model of possible inhibitors to data gathered 

from expert in a discussion process. 

Expert 2 

Figure 7 .3 Engaging Expertise: A Clash of Egos 
(Source: Model Constructed from Interpretation of Salient Literature) 
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As shown in figure 7.3 the experts' individual egos would intrude into the information 

exchange and thus distort equitable dialogue. When experts met in group interactions, 

possible bias came from a halo effect (where others' opinions congregate around a 

predominant opinion) or bandwagon effect (the propensity of individual members of a 

group to agree with the opinions of the majority) (Tersine and Riggs, 1976). Dalkey and 

Helmer evolved their methodology to neutralize these interfering elements. As noted 

above, expert anonymity is a key feature of the Dalkey and Helmer methodology. This 

reduces potential bias from over-opinionated experts. Direct confrontation by one expert 

with another is avoided. When experts meet in an open forum there is a possibility of 

their discussions becoming confrontational which would dilute the contributions of the 

experts' expressed opinions. Dalkey and Helmer suggest that direct confrontation, 

"all too often induces the hasty formulation of preconceived notions, an inclination to 
close one's mind to novel ideas, a tendency to defend a stand once taken or, alternatively 
and sometimes alternately, a predisposition to be swayed by persuasively expressed 
opinions of others." 

Dalkey and Helmer, 1963: 459. 

Using a Delphi technique brings a number of advantages. Most of these advantages are 

"the result of keeping the identities of the participants unknown" {Tersine and Riggs, 

1976: 51 ). On an individual basis, individuals "tend to do worse that the median" 

(Fusfeld and Foster, 1971 : 71). When expert opinions are given from group discussions 

held face-to-face, opinions were less accurate than the average of individual opinions 

given without a discussion (Dalkey, 1968; cited in Fischer, 1978: 64). The methodology 

is intended to counteract the bias of group interaction. In later work, Dalkey (1969) 

suggests a continuum along which are three possible sources of expert viewpoints. Figure 

7.4 shows the three possible viewpoints of expert informants. 
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Speculation 
(no evidence) 

Opinion 
(evidence to varying degrees) 

Knowledge 
(substantiated 
by evic ence) 

Figure 7.4 Three Possible Viewpoints of Expert Informants 
(Sources: Dalkey, 1969; Fischer, 1978) 

The figure has two outlying extremities. On the left-hand side of the figure is Speculation 

(that which lacks supporting evidence). On the right-hand side of the figure is Knowledge 

(that which can be supported by evidence). Located somewhere between these two 

extremities is Opinion (which has evidence in varying degrees). Precisely where opinion 

is located between the two extremities depends on the weight of evidence (Dalkey, 1969; 

Fischer, 1978). 

Dalkey and Helmer designed their methodology to generate collaborative expert opinion 

while seeking to avoid undermining these opinions by the experts themselves in a peer-

group situation. The model thus aims for both quality and quantity: quality of the 

individual expert's opinions and quantity of the combined body of expertise. The authors 
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consider their research methodology to be "more conducive to independent thought on 

the part of the experts and to aid them in the gradual formation of considered opinion" 

(Dalkey and Helmer, 1963: 459). This would not be possible to achieve in a situation 

where experts exchange their views face-to-face. Here, the confrontational nature of the 

discussions would likely dilute the contributions of the experts' expressed opinions. In 

direct confrontation, experts proffer pre-conceived ideas, are close-minded to new ideas, 

defend their own ideas, and are likely to be swayed in their ideas by others (Dalkey and 

Helmer, 1963: 459). 

The Dalkey-Helmer model aims to capture the experts' thoughts and to ensure these are 

unencumbered by the opinions of others in face-to-face discussion. A key feature of this 

model is the quest for pristine opinions of the expert respondents. The model aims to 

minimize this fom1 of bias. However, it is noted that in research investigations bias 

cannot be completely eliminated (Strauss and Corbin, 1998: 97). For the researcher the 

important issues stem from recognizing the existence of possible "biases, assumptions, 

and beliefs are intruding into the analysis" and to take appropriate steps to minimize these 

intrusions (Strauss and Corbin, 1998: 97ff). 

7.3.3. Features of the 'Classic' Delphi Methodology in this Research 

Three key features of the 'classic' Delphi methodology were adapted for use in the 

gathering of qualitative data for the current research inquiry. Firstly, the study used a 

body of expert respondents as a key resource to generate data. Experts were interviewed 

individually face-to-face. The time taken for each interview varied between one hour and 
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two and a half hours. Secondly, the expert respondents were interviewed in-depth with 

the aid of a list of purpose-designed 'prompt' questions with the expert respondents. 

Interviews were semi-structured in that prompt questions were given but the respondents 

gave their opinions in a free-flowing manner. Thirdly, expert informants were promised 

anonymity both from each other and from the public at large. It was considered that 

having more than one expert from an organization would compromise the promised 

anonymity. For this reason experts were selected from different organizations. 

7.4. THE RESEARCH PROCESS (QUALITATIVE DATA COMPONENT) 

Figure 7.5 shows the research process for the collection of qualitative data, adapted and 

developed from the 'classic) Delphi methodology ofTersine and Riggs (1976). 

STA.RT 
Problem definition 

, f ' _, .... 
Iterath~ process .... ... 

Prepare Interview of c•king Determine 
"Prompt" 

___ _.. 
Expertise Required 

Questionnaire Process of 
I 

I Expert interviews I 
I • ... 

Interview Expert 14---------- .. Select Expert 
Respondents Respondents 

I 
I Input for I Analyze Responses Content of l _ -· of Expert -- _ ... 

Attitude Survey 
Respondents Questionnaire 

Figure 7.5 The Current Research Process (Qualitative Component) 
(Source: Model Constructed using the Tersine and Riggs (1976) framework). 
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The first stage is to define the problem and, in so doing, consider what expertise could 

best address the problem. The problem definition delineates who should be selected as an 

expert as the body of expertise has to be competent to address the specific research 

issues. The problem definition (formulation of issues) and the selection ofrelevant 

experts are critical design factors because this stage sets the agenda for the subsequent 

inquiry. Thus, a researcher planning to use a Delphi methodology has two critical issues 

at the outset: problem definition and expert selection. These issues follow one from the 

other and it is important that both issues are satisfactorily resolved from the outset. In the 

current research the problem definition was a lengthy process which took several months 

to address. During this time there evolved an iterative process of checking and re-

checking to ensure the relevancy of issues to be addressed during the qualitative data 

collection (at interview via the prompt question checklist). This stage comprised short 

pilot tests of questions, question types, anticipated responses and possible avenues for 

data analysis. When administering interviews with the selected informants, avenues of 

questioning are shaped by the problem definition (as indicated in the questionnaire) and 

the subsequent responses of the experts. Selection of informants becomes an issue when 

people need to be selected by "type" rather than as named individuals (W engraf, 2001 : 

95). Expert selection is of critical importance to the technique and its effectiveness 

{Tersine and Riggs, 1976: 53). 

7.4.1. Identifying and Selecting Expert Respondents 

In using this type of methodology, much rests on the selection of appropriate experts to 

give their informed opinions. According to the literature, the selection of experts should 
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be based on objective criteria and not "mere personal preference" (Helmer and Rescher, 

1959: 42). Individually, experts may hold incorrect opinions, false assumptions and 

preconceived ideas. To offset these possibilities, the Delphi methodology uses a number 

of expects acting independently. Although giving their views independently, the experts 

collaborate in a debate managed away from each other and with the researcher as a proxy 

manager and moderator. The aim is to "seek increased accuracy [of opinion] through the 

opinions of a collection of experts" (Fusfeld and Foster, 1971, 64). The methodology 

rests on the premise that the combined opinions will be "somehow corrected for 

individual bias and misinformation" (Fusfeld and Foster, 1971, 64). 

7.4.2. The Nature of Expertise and Being an Expert 

The nature of experts and their sources of expertise has been a topic of debate over 

several decades (see, for example, Dalkey, 1968; Dalkey, 1969; Dalkey and Helmer, 

1963; Oranga and Nordberg, 1993). One strand of the debate involves who should be 

invited to be an expert. A key issue is the lack of "measurable criteria" for judging the 

quality of purported experts (Mullen, 2003: 69). Some commentators ask whether the 

opinions of 'experts' are any more valid ("significantly better") than the opinions of 

others (Sackman, 1975: 704; Mullen, 2003) The selection ofrelevant experts is similarly 

subject to debate. Fischer (1978) cautions against selecting experts "with similar interests 

and ideas" or people with vested interests (Fischer, 1978: 69). A second strand of the 

debate involves the number of experts that should ideally be invited to contribute to a 

study. A further strand of the debate involves the quality of the experts' contribution to 

the combined knowledge. This question concerns the nature of who can be designated as 
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'an expert' for the purposes of a research investigation. The human dimension is central 

to the debate. This issue has been addressed over a lengthy period of time (see, for 

example, Pill, 1971; Sackman, 1975; Cantrill et al, 1996). 

According to Pill (1971) an expert can be "anyone with a relevant input" (Pill, 1971: 

cited in Mullen, 2003: 40). By this reasoning, the parameters bounding expertise are 

delineated by the topic under investigation. This reasoning does not automatically 

attribute expertise as a result of professional training or certified knowledge. Here, it 

would be possible, for example, to suggest that expertise is a post-hoc interest in a topic, 

perhaps developed through practical knowledge and long-term usage. Sackman (1975), 

noting the dearth of relevant literature to assist in answering this question, asks whether 

experts and 'informed' non-experts are not equally suitable. Again, prolonged training of 

a professional nature resulting in certified knowledge does not seem to be a paramount 

prerequisite. This thinking has a later echo in Cantrill et al (1996) who suggest that an 

expert includes "any individual with relevant knowledge and experience .. . " (Cantrill et 

al, 1996: 69). 

The definition of what attributes should be possessed by an expert in a Delphi study have 

been the subject of much debate. Sackman (1975) asks pertinent questions such as "what 

is an expert" in a particular field, and how best to define expertise operationally for the 

Delphi methodology (Sackman, 1975: 695ff). A strand of questioning asks whether 

'experts' are better qualified than non-experts who are informed. For example, Linstone 

(1978) describes a study using a panel of 'expert' housewives in research intended to 
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gather data to help formulation of public policies. Here the rationale is that certain 

problems and issues (such as public policy issues) warrant the inclusion of a wider 

variety of stakeholders than a community of expert insiders and "must obviously include 

the public at large ... [and] representatives of a large and wide spectrum of vested 

interests, ranging from bureaucrats to minority groups" (Linstone, 1978: 294). In the 

healthcare sector, expert panels have included patients as well as healthcare professionals 

(see, for example, Gallagher et al, 1996). 

The question of what constitutes 'expertise' and what are the attributes of an 'expert' can 

be approached in several ways. One approach is to expand the definition of 'an expert' to 

include other relevant stakeholders: such as users of a product or service (e.g. patients, 

customers), non-professionals, and citizens, an approach that may generate greater detail 

or give a finer focus to the study. The various stakeholders are likely to identify differing 

priorities and areas of interest. Their differing perspectives and sense of what is important 

are likely to add valuable data to the corpus of expert opinion. 

7 .4.3. The Contributions of Experts 

In cognitive science, experts can be labeled according to the nature of their expertise and 

what are the sources of this expertise (Ericsson and Smith, 1991 ). One key issue is the 

stability of the surrounding environment and whether prevailing conditions are unique 

(Ericsson and Smith, 1991: 2). Another approach is to ask all selected experts to self-rate 

their expertise: for example, experts could complete a numerical rating scale, rate their 

areas of expertise on a descriptive scale or evaluate their familiarity with aspects of the 
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topic in question. Ishikawa et al (1993) asked experts to rank attributes of their expertise 

on a scale of 1-10. In a Delphi study of developments in medicine Bender et al (1969) 

asked their selected experts to categorize their knowledge related to the investigative 

questions. The experts completed a short pro-forma to indicate their source of their 

knowledge in a particular area (Bender et al, 1969). A similar, but perhaps more 

simplified, approach is to ask the selected experts to rate their knowledge of constituents 

of the questions asked as being fair, good, or excellent (see, for example, Linstone 1978). 

As a result of such self-rating by experts, the Delphi study researchers would be able to 

use these ratings to 'weight' the expert responses to their questionnaires. This would be 

beneficial not only for the researchers in their assessment of the experts' responses but 

also useful to the experts themselves in assessing the contributions of the other experts 

participating in the Delphi study. Arguably, this relates to the ability of an invited 

'expert' to make a potentially worthwhile contribution to the research. 

The ideal expert should have a nwnber of key attributes. These key attributes include: 

understanding the issues, having a vision, and representing a substantial variety of 

viewpoints (Czinkota and Ronkainen, 1997). The nature of the problem directs the 

choice of experts. If the problem is industry-specific, experts from within that industry 

may be the best choice of informants for assessing the problem. For example, in a study 

of Internet banking in 2001-2002 the experts "ranged from chief executive officers to 

senior vice presidents of electronic banking to electronic banking managers within retail 

banks" (Bradley and Stewart, 2002: 252). It is judicious to set criteria for expert selection. 
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7.4.4. Criteria for Selecting the Expert Respondents in this Research 

In the current study three criteria were set for the profiles of experts. The criteria and 

rationales are discussed below. Firstly, all of the selected expert respondents should be 

Thai nationals. Although various foreign advisers are periodically seconded to 

organizations in the Thai civil bureaucracy, the length of their seconded service tends to 

be limited to two or (at most) four years. It was therefore felt it would not be especially 

helpful to use respondents with relatively limited experience of the organizations in 

which they worked. It was also felt that their nationality (some American, some Swedish 

or other European nationals) meant that they would not be 'within' the culture of their 

host organizations. The research design specifically intended that indigenous members 

would be asked to inform the researcher about behaviours inside their organization. This 

aims at developing concepts using indigenous information as the primary guide for 

learning about the organization (see discussions in Kim et al, 1999; Kim, 2000). 

Secondly, all of the selected expert respondents should have had a lengthy service history 

with their respective organizations. By definition this meant that respondents would be 

advanced in age. This was seen as a positive feature as such people would be able to 

reflect on their lengthy experiences over time. Naturally, it was very educative to 

interview experts of an advanced age. Combined with lengthy records of public service 

this generated a rich data set. However, when gathering expert data, old age can be 

disadvantageous. One identified expert declined to participate due to ill-health. Another 

person who fitted the ideal expert profile in terms of age, experience and length of years 
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of public service was hospitalized and died in the period prior to being asked to 

participate. 

Thirdly, all of the selected expert respondents should be willing and available for 

interview. This criterion was often a 'sticking point' for including the respondent in the 

research. Many people who were approached who were willing - even enthusiastic - to 

participate were not able to schedule appointments for several months. Some people who 

were approached commended the research topic, but were unwilling to participate. The 

corpus of respondents comprises those people who were willing to participate and who 

also were able to schedule appointments in a few days. Even so, the nature of the selected 

experts as senior people meant that setting appointments was time-consuming. Some 

experts needed to cancel and reschedule appointments as more pressing matters arose. On 

one occasion an expert postponed an appointment on meeting the researcher in the lobby 

of his institution. Within the previous 15 minutes, this expert had been summoned by the 

prime minister to discuss matters of state. 

7.4.5. Selecting the Appropriate Number of Experts 

In a 'classic' Delphi methodology, opinions vary as to the optimal number of expert 

informants that are required. At the lower extremity, the minimum number appears to be 

seven persons (Philips, 2000). A research study conducted at the University of Virginia 

used 421 expert respondents (Cypert and Gant, 1971, cited in Tersine and Riggs, 1976: 

54). The more likely is to gather between ten and fifty experts (Turoff, 1975: 86). The 

rationale for using a number of experts is to "seek increased accuracy [of opinion]" 
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(Fusfeld and Foster, 1971, 64). The presumption is that the combined opinions of a 

number of experts are more valid than any one individual expert; i.e. that increasing the 

number of experts improves the quality of the responses. In general, increasing the 

numbers of members of a group reduces the potential group error (see, for example, 

Fusfeld and Foster, 1971; Mitchell, 1991). This potential for error decreases substantially 

as the group size increases from eight members to twelve (Dalkey, 1969). The 

methodology rests on the premise that the combined opinions will be "somehow 

corrected for individual bias and misinformation" (Fusfeld and Foster, 1971, 64). Tersine 

and Riggs (1976) list the basic criteria for someone selected as an expert informant: 

• A basic knowledge of the problem area being investigated and a willingness to 
use that knowledge in the questionnaires; 

• A good performance record in their areas of expertise; 
• A high degree of objectivity and rationality; 
• Time available to allow participation throughout the investigation; 
• A willingness to provide time and effort to the investigation. 

Tersine and Riggs, 1976: 53-54. 

Such a list can include other attributes, such as: ease of access, honesty and the 

researcher's perceptions of the potential informant's experience (Wenger, 2001 : 95). 

In the current research study, several factors colluded to direct the number of experts. 

Firstly, the lengthy (and slow) process needed to identify experts who fit the desired 

profile and gaining agreement from the experts to participate. All experts were 

approached in person, mostly at the conclusion of a seminar, conference or press briefing. 

One advantage to this was that a person could be observed 'in action' presenting their 

expertise in the public domain. Several people who were approached agreed immediately. 
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Some put appointments in their schedules straightaway while others asked for time to 

consider. This lead-time between initial face-to-face contact and (possible) future 

agreement meant that the corpus of experts was larger than anticipated. Five people took 

several months to agree and set an appointment for interview. One person made belated 

re-contact and agreed after an elapsed period of ten months. Even after such a time delay, 

to have declined these acceptances to participate would have seemed grossly impolite. 

Hence the relatively large number of experts in the study. This had implications for 

managing the process of qualitative data gathering. These issues are discussed in 

subsequent chapters. 

The following chapter continues this discussion on qualitative methodologies by 

considering research inquiry across cultures. In such a research environment there are 

likely to be a number of difficulties and potential pitfalls. These may occur throughout 

the conduct of the research as well as during the planning and design stages. The chapter 

uses early anthropological research conducted by Margaret Mead (1901-1978) as a case 

study of qualitative research inquiry and explores what have been suggested as flaws in 

her research design and implementation. 
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CHAPTER EIGHT 

RESEARCHING ACROSS CUL TURES: 

DIFFICULTIES AND AVOIDANCE STRATEGIES 

8. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter discusses research inquiries conducted across cultures. In a research 

environment which involves a culture other than the researcher's own, there are predicted 

to be difficulties. These may be at all stages of the research from the concept and design 

of the inquiry to the analysis and interpretation of data. A researcher therefore needs to 

take great care in managing and conducting the research and to be aware of pitfalls that 

may occur. Part of a strategy to minimize potential difficulties involves translation of 

instruments. However, this needs to be done sensitively and preferably to involve native 

speaker informants. Especial care needs to be taken to ensure that translated research 

instruments convey both linguistic and cultural equivalents to participants whose cultures 

differ from the researcher's own (Berry, 1980; McDonald, 2000). 

This chapter is organized in five parts. The first part outlines two approaches for 

investigating phenomena across cultures. In an emic approach, a researcher takes an 

inside view of a single culture and attempts to understand the feature of that particular 

culture. In an etic approach a researcher makes comparisons across two or more cultures. 

The second part describes the potential difficulties likely to be encountered in managing 

and conducting research across cultures. In this area of research, a researcher is faced 

with choices: of methodologies, epistemologies, perspectives and processes such that a 
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key research task is "to find the middle road" (Tinsley, 2005: 183). The third part ofthis 

chapter describes strategies for identifying and avoiding these difficulties through, for 

example, translation of research instruments. The fourth part describes the research 

experience of Margaret Mead in Samoa and presents a summary of what came to be 

called the Mead-Freeman controversy: "the longest, most acrimonious controversy in the 

history of cultural anthropology" (Caton, 2000: 587). In the course of replicating 

Margaret Mead's classic study of adolescent sexual behaviour in Samoa, Professor Derek 

Freeman identified several questionable features of Mead's methodology and findings. 

Part five describes strategies employed in the current research inquiry intended to avoid 

the criticisms levelled at Margaret Mead by a later generation of researchers. 

8.1. RESEARCHING ACROSS CULTURES: TWO APPROACHES 

By definition, cross-cultural research "is the empirical study of members of various 

cultural . .. groups who have had significant and identifiable experiences leading to 

predictable, and theoretically important, similarities and differences in behavior" (Brislin, 

1976: 368). The field of study is divided into two areas: investigations that take an emic 

approach and investigations that take an etic approach. These differing approaches have 

been described as "an insider's view ( emic) versus "an outsider's view" ( etic) (Brislin, 

1983; Tinsley, 2005). 

In an emic approach, a researcher investigates features of a culture in order to explain 

these features. Typically, the researcher documents "valid principles that describe 

behaviour in any one culture under study, taking into account what the people themselves 
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value as meaningful and important" (Brislin, 1976: 16). Underlying this perspective is the 

view that every culture "should be understood in its own terms" (Brislin et al, 1973: 24). 

In an emic approach, the researcher develops constructs from within the organization 

being studied in order to understand the cultural phenomena (Hunter, 2006: 76). Thus, in 

this approach, "relevant constructs will be unique to a given country" (Douglas and 

Craig, 1983: 133). In this approach investigators expect that the characteristics of an 

organization and its member community will "vary according to their nation or social 

community" (Child and Tayeb, 1982: 24). As individual countries are "characterized by a 

distinctive pattern of socio-cultural behaviour patterns and values" each country is likely 

to express behavioural phenomena "in unique ways" (Herche et al, 1996: 83). A 

researcher taking an emic approach is "striving for a deep internal analysis of that 

culture's unique meaning and social structure" (Tinsley, 2005: 188). This is the approach 

taken in the current research. 

Conversely, a researcher taking an etic approach aims to discover universal constructs by 

comparing one culture against another (Hunter, 2006: 76). A researcher taking this 

approach seeks to discover generalizations from one culture in terms of other cultures 

(see discussions in Brislin, 1976, 1983; Douglas and Craig, 1983). One difference 

between these two approaches is the degree of distance between the researcher and the 

organizations. In an emic approach the researcher works in close proximity to managers 

and their organization while researchers taking an etic approach maintain a distance 

between themselves and the managers and organizations they are investigating (see the 

discussion in Walsh et al, 2007). 
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Researchers following an etic approach examine "human behavior from an external or 

outsider's perspective, and they tend to study the same phenomena across multiple 

cultures (Tinsley, 2005: 188). In this approach, researchers have three goals. Their first 

intention would be to "transport current hypotheses and conclusions about human 

behaviour to other cultural contexts in order to test their validity" (Berry, 2000: 198; 

emphases in the original). Secondly, they would wish to "explore new cultural systems 

to discover psychological phenomena not available in the first culture (Berry, 2000: 198; 

emphases in the original). Exploring a cultural system is also part of the emic 

investigative approach. Thirdly, the researchers would aim to "integrate psychological 

knowledge" gained from the first two goals (Berry, 2000: 198; emphasis in the original). 

An interpretive approach to research suggests that there are "multiple socially-

constructed realities" which present the researcher with difficulties in "any theory 

generalization" (Tinsley, 2005: 186). 

From a research perspective, a key difference between the emic and etic approaches 

seems to be one of outcomes. Ernie-oriented research aims to discover "a culture's 

emergent structure or model for a phenomenon", while etic-oriented research aims to 

"develop and impose a theory, structure or model to understand a phenomenon" {Tinsley, 

2005: 188). Ernie concepts are culture-specific, etic concepts are culture-general (or 

universal) (Brislin, 1983: 382). These two conceptual approaches to the phenomena of 

culture in organizations represent the ''within-and-across perspectives on culture-

behaviour relationships" (Berry, 2000: 197). 
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8.2. DIFFICULTIES IN RESEARCHING ACROSS CUL TURES 

Sekaran (1983) suggests two benefits for studying different cultures. Firstly, there is a 

need to understand "the differences in management practices and organizational 

behaviours that exist across cultures, whether or not such differences can be pinpointed 

specifically to cultural differences alone" and secondly there is a "a dire need to engage 

in cross-national research to move away from ethnocentricism" (Sekaran, 1983: 68-69). 

Research conducted in the environment of a differing culture can help "make 

contributions to theory development by identifying groups of people who seem not to 

behave according to established theories" (Brislin, 1976: 215). Researching across 

cultures is said to be "consuming of time and other resources" (Sekaran, 1983: 69). In 

spite of difficulties, the rewards of conducting cross-cultural research studies are said to 

be "significant" (McDonald, 2000: 89). 

Cross .. cultural research has been described as "the heart of darkness" containing a set of 

"dichotomies" for the researcher to navigate (Tinsley, 2005). For the researcher faced 

with choices of epistemologies, perspectives and processes, there is a need to strike a 

balance between "competing interests and continuously trying to find the middle road" 

(Tinsley, 2005: 184). A key issue in cross-cultural research is ensuring that linguistic and 

conceptual items in the one language are adequately expressed in the other language. 

Among the potential errors are those concerned with "vocabulary, idiomatic, 

grammatical, syntactical, and score components" (McDonald, 2000: 99). Other errors 

may stem from "poor understanding on the part of the subjects due to poor translation of 

the test instructions or the question" (Brislin et al, 1973: 32). The absence of linguistic 

206 



and conceptual equivalence can affect data gathering from both an epistemological and 

ethical standpoint (Maclean, 2007). Discussions concerning equivalence tend to focus 

either on the research processes or on the research outputs (such as analysis or 

interpretation of data) (see, for example, Herk et al, 2005: 360-362). 

8.2.1 Equivalences across Cultures 

Craig and Douglas (2000) suggest three types of equivalence: construct equivalence, 

measurement equivalence, and equivalence of data gathering methodologies (Craig and 

Douglas, 2000: 158-160). These authors define construct equivalence from three 

perspectives: conceptual equivalence, categorical equivalence, and functional equivalence 

(Craig and Douglas, 2000: 158-160). Conceptual equivalence relates to "the 

interpretation that individuals place on objects, stimuli or behaviour, and whether these 

exist or are expressed in similar ways in different countries and cultures" (Craig and 

Douglas, 2000: 158). Categorical equivalence refers to the "categories in which objects or 

other stimuli are placed" (Craig and Douglas, 2000: 159). Functional equivalence refers 

to whether concepts, objects, or behaviours have the same roles in the cultures being 

studied (Sekeran, 1983: 62; Herk et al, 2005). 

According to Craig and Douglas (2000) there are three attributes of measurement 

equivalence. Translation equivalence refers to the translation of research instruments to 

ensure accessibility by the research participants; calibration equivalence refers to the 

units of measurement used in the research instruments; and metric equivalence refers to 
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the "scalar or scoring procedures" (Craig and Douglas, 2000; Herk et al, 2005: 353; also 

see the discussion in Sekeran, 1983). 

8.2.2. Communications across Cultures 

A key issue is for researchers to realize that language is "an important part of 

conceptualization, incorporating values and beliefs, not just a tool or technical label for 

conveying concepts" (Temple and Edwards, 2002: 5). Communication across cultures 

involves more than linguistic elements. Communication is a "key element of culture as it 

provides a mechanism for transmitting and interpreting messages relating to the world 

around an individual" (Craig and Douglas, 2006: 328). In such interactions, it is likely 

that non-linguistic issues pervade, including "cross-cultural style of elicitation, groups 

dynamics, spatial arrangements, gender issues, protocol patterns of participation and 

perception of time" (Laverack and Brown, 2003: 333). In face-to-face interviews non-

verbal cues are also important. For example, when non-Japanese researchers conduct 

interviews with Japanese respondents it is advisable to allow respondents sufficient time 

to consider and formulate their responses and be aware of "any disparity in the use of 

silence between the two cultures" (Irvine et al, 2007: 55). 

In research where the culture of the researcher differs from that of the respondents, there 

is a possibility of "experimental effects", in which the researcher somehow "creates a 

bias in the data collected or ... may have inadvertently communicated his/her preferred 

research outcomes" (McDonald, 2000: 92). Even in an environment favourable to the 

research study, there may still be a further difficulty of gathering data, especially in the 
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area of "unexamined patterns of thought" that people take for granted (Triandis, 1982: 

139; also see Deal and Kennedy, 1983; Gregory, 1983). As Hall (1990 [1973]) suggests: 

"Even the best of informants can never describe informal patterns though they have been 

raised in the culture and have their wits about them" (Hall, 1990 [ 1973]: 126). Schein 

(1986) suggests that there are basic assumptions of cultural phenomena that are located at 

the deepest level of the individual's psyche and, as such, are the most difficult to study. 

8.2.3. Potential Pitfalls in Researching across Cultures 

In preparing the list of 'prompt' questions to aid the interviews with expert respondents in 

the current research, it was important to ensure that intended content was communicated 

effectively to the expert respondents across the two languages (English and Thai). A 

number of competent (Thai) native-speaker translators were therefore asked to contribute 

to a translation of the document from the source language (English) to the target language 

(Thai). Part of this process was to assess the accuracy of translation from the source 

language (English) to the target language {Thai) and back to the source language. (A 

schema of the process is shown in figure 9.2 in the following chapter). This process was 

designed and employed in this research in order to avoid some of the pitfalls of 

conducting research across a potential cultural gap between researcher and respondents. 

Conducting research in cultures other than one's own can be fraught with pitfalls. The 

importance of adequate preparation and the necessity of having language and cultural 

informants can be noted from a high profile example that has come to be called the 

Margaret Mead Controversy (see, for example, Cote, 1992, 2000; Shankman, 2000). 
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8.3. RESEARCHING ACROSS CULTURES: MARGARET MEAD 

As her doctoral thesis, Margaret Mead (1901-1978) studied sexual behavior of female 

adolescents on the island of Samoa. In 1928, following its completion, Mead's doctoral 

research was published as Coming of Age in Samoa: A Psychological Study of Primitive 

Youth for Western Civilization. The book was a publishing sensation and became an 

acclaimed international bestseller. Although Mead wrote and published subsequent 

numerous books, research papers and academic journal articles in a writing career 

spanning fifty-two years (1928-1980- some writings were published posthumously in 

1979-1980), Coming of Age in Samoa is the book that is "by far the most widely known" 

(Freeman, 1983: xi). For Margaret Mead, the book brought fame, accolades and 

international recognition. It laid the foundation for a lifetime as an anthropologist of 

world-wide repute. By the 1960s, when the book found another generation of readers, "its 

reputation, like that of Margaret Mead, continued to effloresce" (Freeman, 1983: 106). 

Margaret Mead's death on 15th November 1978, at the age of77, made headline news 

around the world. Details of Mead's life and life's work in the field of anthropology were 

carried in bulletins by "ABC, CBS, NBC, the UPI, the AP - over and over" (Howard, 

1983: 426). A memorial service held in December at the National Cathedral in 

Washington D.C. was attended by then First Lady Rosalynn Carter and two services were 

held at the United Nations (Howard, 1984: 426-427). In 1979, many other memorial 

services were held and, on the island of Manus (the locale for Mead's fieldwork), "a 

Community Centre was dedicated to Mead in Peri village, where she was ceremonially 

mourned for five days" (Howard, 1984: 427). 
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Margaret Mead arrived on Samoa on 31st August 1925, at the age of twenty-three. She 

had traveled by ship from San Francisco via Honolulu to Pago Pago, the capital of 

American Samoa and a US naval base. She carried a letter of introduction from her 

father-in-law (who happened to be the Surgeon General of the US Navy) to the Chief 

Medical Officer of the US naval base in Pago Pago. Mead acknowledges that this letter 

"opened the doors to the medical department" (Mead, 1973: 14 7). Once established, 

Mead began to learn the Samoan language. Through her personal contact, Mead was 

assigned "a young Samoan nurse, who had been in the United States and spoke excellent 

English, to work with her for an hour a day on Samoan" (Freeman, 1983: 65). Mead spent 

seven weeks in Pago Pago "mostly in the vicinity of the naval station" and, in 

correspondence with her doctoral supervisor, reported that "her knowledge of Samoan 

was progressing more slowly than at first" (Freeman, 1983: 67). Mead's doctoral 

supervisor was Professor Franz Boas (1858-1942), Professor of Anthropology at 

Columbia University, New York having been appointed its first professor of 

anthropology in 1899. 

Mead herself acknowledges the difficulty of the Samoan language for someone from an 

Indo-European language background. Describing one of her research informants Mead 

writes "she spoke a language the very sounds of which were strange, a language in which 

nouns became verbs and verbs nouns in the most sleight-of-hand fashion" (Mead, 1961 

[1928]: 15). Arguably, this period oflanguage study was too brief to reach the level of 

linguistic fluency needed for the forthcoming research task: " ... the ten or so weeks she 

gave to this task [of learning the Samoan language] before beginning her researches was 
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far too brief a period for obtaining a fluent command of the formidable Samoan tongue, 

with its multiple vocabularies stemming from the distinctions of the traditional rank 

system" (Freeman, 1983: 296). 

Mead conducted her doctoral research on the neighbouring island of T'au, one of three 

islands of Manu' a in the archipelago of eastern Samoa. The primary reason for choosing 

this island was the convenience of travel provided by regular shipping which serviced the 

nearby US naval base. The island of T' au is "one of three small islands in the Manu' a 

group about a hundred miles east of Pago Pago" (Howard, 1984: 79). T'au is "an island 

of about fourteen square miles, which rises like a huge cone to an elevation of nearly 

3,000 feet" (Freeman, 1984: 68). Mead's choice ofT'au as her research site was 

influenced by a number of factors but principally, it was: " ... the only island with villages 

where there are enough adolescents, which are at the same time primitive enough and 

where I can live with Americans" (Mead, 1977; cited in Howard, 1984: 79). Arrived on 

T' au, Mead lodged with another American family. Mead states, "I spent the greater part 

of my time with them" (Mead, 1973 [1928]: 16). The US naval medical dispensary was 

her headquarters, her operational base, and her place of overnight accommodation. Mead 

now began her doctoral research, beginning, " ... her inquiries with her girl informants 

with a far from perfect command of the vernacular, and without systematic prior 

investigation of Manu' an society and values" (Freeman, 1983: 286). 

Mead collected her data by interview and observation, spending a little over five months 

in the Manu'a islands during which time she conducted face-to-face interviews with 
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adolescents and other members of the society. In an appendix to Coming of Age in 

Samoa, Mead explains her choice of research methodology. It was based "upon the 

assumption that a detailed intensive investigation will be of more value than a diffused 

and general study based upon a less accurate knowledge of a greater number of 

individuals" (Mead, 1973 [ 1928]: 206). The data on which Mead's thesis was based were, 

"detailed observations were all made upon a group of girls living in three practically 
contiguous villages on one coast of the island ofT'aii. The data upon [sic] the ceremonial 
usages surrounding birth, adolescence, and marriage were gathered from all the seven 
villages in the Manu'a archipelago." 

Mead, 1973 [1928]: 206. 

Reading Mead's own descriptions of her research process, her preparation and reflection 

seem somewhat rudimentary:" ... because one girl's life was so much like another's, in 

an uncomplex, uniform culture like Samoa, I feel justified in generalizing although I 

studied only fifty girls in three small neighbouring villages" (Mead, 1973 [ 1928]: 16). 

8.3.1. The Mead-Freeman Controversy 

After Margaret Mead's death, Professor Derek Freeman published Margaret Mead and 

Samoa: The Making and Unmaking of an Anthropological Myth (Harvard University 

Press, 1983). Freeman based his own research on access to letters from Mead to her 

doctoral supervisor and reports from Mead to the US National Research Council which 

funded her research (Cote, 2000b). Freeman's book refutes "the scientific import" of 

Mead's researches on Samoa (Freeman, 1983: xiii). The resultant so-called Mead-

Freeman controversy became "the longest, most acrimonious controversy in the history 

of cultural anthropology'' (Caton, 2000: 587). 
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In the late 1930s, Derek Freeman had studied anthropology at Victoria University 

College, Wellington, New Zealand under Ernest Beaglehole (who had himself studied 

anthropology under Edward Sapir at Yale University, USA). In tum, Sapir had been 

taught anthropology by Franz Boas, the doctoral supervisor of Margaret Mead. In the late 

1930s, Freeman was encouraged to undertake ethnographic research in the Samoan 

Islands, and in April 1940 arrived in Western Samoa. Over the following two years, 

Freeman "came to know all the islands of Western Samoa", and he "could speak Samoan 

well enough to converse in the company of chiefs with the punctilio that Samoan 

etiquette demands" (Freeman, 1983: xiii). A key criticism made by Freeman of Margaret 

Mead and her research is that after rudimentary tuition in the language, Mead, " ... began 

her inquiries with her girl informants with a far from perfect command of the vernacular, 

and without systematic prior investigation of Manu' an society and values" (Freeman, 

1983: 286). 

Analysis of Mead's own descriptions of her research (particularly Mead, 1961 [1928]; 

1973 [1928]; 1977) and the work of her critics (especially Freeman, 1983; Shore, 1983; 

Ember, 1985; Laing, 1987; Feinberg, 1988; and Cote, 1992, 2000a, 2000b) suggests that 

Mead's research may have at least five areas of concern. The first is inadequate 

preparation for research in a new cultural environment. Mead was encouraged by her 

doctoral supervisor to conduct research in Samoa but as far as can be ascertained her 

prior preparation (such as language study and cultural awareness) was limited. Freeman 

writes that Mead's departure from New York to Samoa was "in a rush" that "she had no 

occasion for any study in the Samoan language" (Freeman, 1983: 65). 
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Mead seems also to have been poorly prepared and briefed in the area of research. In her 

later career, and reflecting back on her earlier years and her experience in Samoa, Mead 

writes: "When I sailed for Samoa, I realized only very vaguely what a commitment to 

field work and writing about field work meant" (Mead, 1973: 13 7). Mead had been 

taught "methods" by Professor Boas, but this was "not about field work. It was about 

theory - how material could be organized to support or call into question some theoretical 

point" (Mead, 1973: 137). Mead admits that prior to her departure for Samoa she knew 

she would have to learn the language but "did not know anyone who was colloquially 

proficient in the language of the people they studied except missionaries, or the children 

of missionaries, turned ethnologists" (Mead, 1973: 139). 

Secondly, and by her own account, Mead did not live in her subject cultural milieu. At 

one early stage of her time in Samoa, Mead contemplated living with a Samoan family. 

This would have brought opportunities for both language and cultural learning. She 

decided against living with a Samoan family because, as she wrote to Professor Boas, 

"I might conceivably get into a little more intimate touch with that particular family. But 
I feel that such advantage as might be reaped would be more than offset by the loss in 
efficiency due to the food and the nervewracking conditions of living with half a dozen 
people in a house without walls, always sitting on the floor and sleeping in the constant 
expectation of a pig or chicken thrust itself upon one's notice." 

Mead, 1977: 26. 

Instead, Mead boarded with an American family, the Holts, where she was given "a small 

room on the back veranda of the large one-storied building" (Freeman, 1983: 69). This 

room also became Mead's research headquarters. Edward R. Holt was "the chief 

pharmacist's mate of the US naval dispensary" (Freeman, 1983: 66). The household was 
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English-speaking and the Holts "as Navy people had canteen privileges" (Freeman, 1983: 

67). Mead traveled daily from the Holt household to interview her respondents. 

Thirdly, at one hour per day for a period of seven weeks, Mead's language education 

seemed to have been somewhat scant. In this timeframe, the maximum number of hours 

of formal (teacher-contact) tuition could only be forty-nine hours. Having organized her 

work day into eight hours, Mead writes that she spent "the other seven [hours] 

memorizing vocabulary ... " (Mead, 1973: 147-148). Conscious of her limited language 

proficiency, Mead planned to live partly in a girl's boarding school "where no English 

was spoken" and partly "with a half-caste family ... where she would be able to hear 

Samoan spoken most of the time" (Freeman, 1983: 67). This plan did not materialize and 

Mead spent ten days with the family of a local chief. 

Fourthly, Mead's choice of adolescent respondents as her main subjects seems 

questionable - especially considering the acknowledged hierarchical structure of Samoan 

society. As her respondents Mead had selected fifty adolescent girls aged between eight 

and twenty years of age from the sixty-eight girls who lived in three villages. Mead 

categorized the girls by age from their first menstruation. Six had menstruated in the past 

six months, three within the past year, five within the past two years, seven within the 

past three years, three within the past four years, one within the past five years (Mead, 

1961 [1928]: 224). Mead consciously chose to study adolescent girls. Her rationale was, 

"because I was a woman and could hope for greater intimacy in working with girls than 

working with boys and because owing to a paucity of woman ethnologists our knowledge 
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of primitive girls is far slighter than our knowledge of boys" (Mead, 1961 [1928]: 15). 

Mead established an investigative routine of private interviews with each subject, and 

observations of the girls going about their daily lives. During school holidays Mead 

borrowed the local schoolhouse "to give intelligence and other tests", her small and slight 

stature enabling her to "move comfortably among the fourteen year olds who were her 

daily companions" (Freeman, 1983: 70). 

Fifthly, Mead seems to have held a somewhat naive view of the Samoan cultural mores 

and seems to have approached her research study with pre-conceived notions of the 

Samoan culture and society. Before departing San Francisco for Samoa, Mead received 

an invitation from the Director of the Bishop Museum who suggested she stop off in 

Honolulu to study "Samoan material" and consult with "members of staff who worked in 

those islands" (Cote 2000b). It is not recorded whether Mead accepted this invitation. 

Mead writes that she considered the Samoan culture "uncomplex and uniform" such that 

she felt justified in making generalizations about the whole system from a population 

sample of "fifty girls in three neighbouring villages" (Mead, 1961 [ 1928]: 16). In Coming 

of Age in Samoa Mead describes her subject culture as: "[a] primitive people without a 

written language" and suggests that such societies "present a much less elaborate 

problem" than "complicated civilizations like those of Europe or the higher civilizations 

of the east" (Mead, 1961 [1928]: 14). To be fair, Samoan society at this time (the mid-

1920s) was conducted in a traditional manner and Mead was prohibited from engaging in 

"any political participation in village life" (Freeman, 1983: 71 ). In January 1926 a 

hurricane struck the Samoan islands and "the whole village is busy building itself new 
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houses or weaving new houses or weaving itself new walls and floors, according to the 

sex of the workers." Mead, 1976: 45). This environment ofreconstructing storm damage 

seems to have involved all of the village population as Mead writes, "informants were not 

to be had for love or money" Mead, 1976: 45). 

Some commentators on Mead's research note that when she conducted her research in her 

early twenties, Mead ''was a woman in a male-dominated society, she was young in a 

culture that venerates age, she was on her first field trip when research methods were 

crude, and she was a student of an influential anthropologist Franz Boas, and so went 

armed with a particular theoretical frame of reference" (Holmes, 1983: 14). However, 

this critic also concedes that "despite her tender age, her inexperience, and the great 

possibilities for error in a seminal scientific study, I found Mead's Samoan research 

remarkably reliable" Holmes (1983: 16). 

8.3.2. Unpicking the Mead-Freeman Controversy 

Professor Freeman's contention against Mead's Samoan findings can be summarized as: 

" it is evident that her eristic approach to anthropological inquiry, which had sprung from 
the febrile nature-nurture controversy of the 1920s, is fundamentally at variance with the 
methods and values of science, and there can be no doubt that Mead's fervent desire to 
demonstrate the validity of the doctrines she held in common with [Ruth] Benedict and 
Boas led her, in Samoa, to overlook evidence running counter to her beliefs, and to place 
far too ready a credence in the notion than Man 'u could be put to anthropological use as a 
'negative instance'." 

Freeman, 1983: 283. 

Various commentators have offered explanations for the so-called Mead-Freeman 

controversy (e.g. Harris, 1983; Holmes, 1983; Cote 1992, 2000; Shankman, 2000; Caton, 
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2000, 2005). Other scholars, as well as Professor Freeman, have followed in Mead's 

footsteps to Samoa and made a methodological restudy of Mead's research. Holmes 

(1983) "retraced Mead's steps with the express purpose of testing the reliability and 

validity of her investigation and establishing the kinds of errors of interpretation she 

might have made" Holmes (1983: 14). In his own researches, Holmes (1983) found "that 

the culture was not quite as simple as she [Mead] claimed, nor was Ta'u village life quite 

the paradise she would have us believe" (Holmes (1983: 15). However, Freeman (1999) 

claims that Mead's (1928) research is a hoax. This claim stems from the discovery (in 

1987) that two of Mead's key informants misled their inquisitor by "telling her, when she 

questioned them, the antithesis of the truth about Samoan sexual behavior and values" 

(Freeman, 1992: 25). The elderly informants (who in 1925 were teenagers) had "no idea 

that Margaret Mead was an author and that their wild untruths would be published as 

facts in an influential book" (Freeman, 1992: 25). Other commentators disagree (e.g. 

Cote, 2000a, 2000b ). Freeman himself is criticized for completely disregarding "time, 

change and locality'' (Holmes, 1983: 17). 

When all is said and done (as now seems to be the case with the death of both of the main 

protagonists) the explanation may be more mundane and less controversial than a hoax, 

faulty research methodologies, or a naive apprentice researcher. An explanation for the 

controversy may be the differing perceptions of the protagonists and that, in the period 

between the researches and publications of Margaret Mead (1925-1928) and Derek 

Freeman (1983), the discipline of anthropology has seen a paradigm shift (see discussions 
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in Caton, 2000; Murray and Darnell, 2000). It is comparatively easy for paradigms to be 

in collision (see Freeman, 1992, 1997). Paradigms are also known to shift (Kuhn, 1966). 

8.4. AVOIDING THE PITFALLS OF RESEARCH ACROSS CULTURES 

It is possible to use the concerns expressed by her critics to learn from Margaret Mead's 

research experience and to forestall similar criticisms. The current research employed 

native-speaker informants in a process of checking language accuracy and suitability for 

the task. A process of back translation was designed to help ensure that the research 

instruments were able to carry of the burden of meanings in the two languages and 

cultures. Also called double translation, this process is "effective because the instrument 

goes through a number of filters produced independently by researchers" (McGorry, 

2000: 76). In investigating across cultures it is important "that the researcher be prepared 

to reflect on the differences between the frameworks of the researcher and the research 

participants" (Hunter, 2006: 76). 

In the current research elements of the research design were specifically intended to avoid 

the pitfalls of the research across two cultures. The possible pitfalls and the avoidance 

strategies designed to avoid these are shown in table 8.1. 
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Table 8.1 Avoidance Strategies m the Current Research Design 
Pitfalls in Conducting Research Avoidance Strategies in the Current Research 

across Cultures 

1. Inadequate preparation 

2. Maintaining a distance from the 
environment being investigated 

3. Inadequate knowledge of the 
target language 

4. Identifying suitable respondents 

5. An unrealistic view of the target 
culture 

Extensive research of secondary sources of data on culture 
(chapter 2), historical precedent (chapter 3) and the Thai 
bureaucracy (chapters 4 and 5). 

From 1986-1989, the current researcher was a civil servant 
in the Thai bureaucratic infrastructure conducting a 
government-to-government aid project which fell within the 
jurisdiction of the office of the Thai prime minister. 

From the year 2000 until the present day, the current 
researcher is employed in a Thai public (state) university. 

The current researcher studied the Thai language on a 
formal basis from 1986-1989 and passed two grades of the 
examinations set and administered by the British Foreign 
and Commonwealth Office (FCO). Each of these 
examinations had a reading component. 

The researcher's linguistic competence is used every day in 
a natural environment of social intercourse. 

The research design included a lengthy process of 
identifying suitable expert respondents matching a profile 
designed from data gathered during the literature search. 

The current researcher conducts daily personal and 
professional routines in a wholly Thai environment. 

8.4.1. Back Translation in Research Instrument Design 

Back translation is said to be the "technique most commonly used to check the accuracy 

of translation in survey research" (Douglas and Craig, 2007: 30). The techniques of back 

translation were introduced in the 1970s (Brislin (1970, Werner and Campbell, 1970) and 

have been developed and refined over time (see descriptions in Brislin, 1980; Marin and 
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Marin, 1991; McGorry, 2000; Temple and Edwards, 2002; Harkness, 2003; Douglas and 

Craig, 2007). 

In its simplest form, the back translation technique involves the use of a bilingual native 

speaker to translate from one language (usually the original language of a research 

instrument) into the target language (usually the language of the research respondents). 

The two resultant documents (the original and its translation) are compared for accuracy 

and equivalence, ideally by an independent bilingual native speaker of the target 

language. The linguistic and cultural expertise of the bilingual native speakers (of the 

target language) helps filter out any errors in the language to be used in the research 

instrument. The technique is also called double translation (McGorry, 2000). McGorry 

(2000) sets of the steps in a back (double) translation process (as shown in table 8.2). 

Table 8.2 Steps in a Back (Double) Translation Process 
(source: McGorry 2000: 76) 
Steps Description of the Process 

I The version of the original language is translated by the first translator into the target 
language. 

2 A second independent translator takes the results from the previous step and 
independently translates the instrument back into the original language. The researcher 
now has two versions of the instrument in the original language and can compare them 
for any inconsistencies, mistranslation, meaning, cultural gaps and/or lost words or 
phrases. If any differences are found the researcher can consult with the translators to 
find out why this occurred and/or how the instrument can be revised. 

3 The investigator compares both versions in the original language and checks with the 
translators for inconsistencies. 
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8.4.2. Developments of the Back Translation Technique 

Some researchers suggest that relying on back translation processes "in isolation" does 

not necessarily "ensure equivalence in meaning and concepts" and a later model of the 

back translation process recommends "collaborative and iterative translation" to obviate 

such errors (Douglas and Craig, 2007: 31). In this version of the technique researchers 

use committees and teams in different configurations to produce different versions of a 

translated text. The number of participating translators, and an extended process 

(including committee review stages, adjudication, pre-testing of instruments, and 

retranslation) is said to offset "the complexity of translation and the multiple skills" 

required for an accurate translation (Douglas and Craig, 2007: 33-34). In a further 

development, a reflexive approach uses translators as "key informants" who collaborate 

in the instrumentation design process (Temple and Edwards, 2002). In this model, the 

researcher and the native speaker informant collaborate so that their respective skills 

(research instrument design and knowledge of a language and culture) combine 

synergistically. Here the innate skills of the native speaker informant are especially 

important as these help the researcher design a research instrument which accommodates 

the subtleties of language and culture that may otherwise be overlooked. 

Brislin (1976) warns that the back translation technique "can give a false sense of 

security'' (Brislin, 1976: 221). This may happen when the users of the prepared bilingual 

instruments are used by people who have an incomplete knowledge and understanding of 

the target language (i.e. the language of the research respondents). At the translation stage 

of the process there may also occur "decentering"; defined as "taking the research 
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instrument away from the original language form" (Brislin, 1976: 222). In practice, 

decentering removes the possibility that the research instrument is "centered around any 

one culture or language" and the "idiosyncracies of each language under study 

contribute" to the design and content of the research instrument (Brislin, 1976: 222). 

In the current research a process of back translation was designed for both the qualitative 

and quantitative data gathering instrumentation. This process is described in the 

following chapter, Combining the Two Research Methodologies. The following chapter 

also describes the relationship in the current research between the qualitative and 

quantitative research methodologies. 
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CHAPTER NINE 

COMBINING THE TWO RESEARCH METHODOLGIES 

9. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter describes salient aspects of the quantitative research methodologies and 

related research gathering instrumentation. This is the second of the two methodologies in 

the mixed methods approach employed in this research. As indicated in the research 

design (see Figures 1.6 and 1.7 in chapter 1), data gathered from the expert respondent 

interviews were a source of input into the design of the attitude survey questionnaire 

administered to a different population sample. After completing the expert respondent 

interviews these data were subjected to frequency analysis. Below are described the 

findings and how these were used in the design of the attitude survey questionnaire. The 

attitude survey was administered some four months after the last of the respondent 

interviews. The time during this interim period was used to synthesize, analyze, and 

reflect on the opinions given by the expert respondents. The attitude survey questionnaire 

was conducted with 82 officials from twelve ministries and four departments within the 

Thai civil bureaucracy. Questionnaire respondents varied in age and work service. The 

questionnaire response rate was 87 percent (82 returned from 95 distributed). (Appendix 

2 contains a copy of the bilingual attitude survey questionnaire). 

This chapter is organized in three parts. The first part describes the advantages of using a 

mixed methods approach in research design. The second part describes the findings from 
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the expert respondent interviews. The third part describes the design features of the 

attitude survey questionnaire. 

9.1. USING A MIXED METHODS APPROACH IN RESEARCH 

Mixed methods research is defined as: " ... research that involves both quantitative and 

qualitative data in a single study or in multiple studies in a sustained program of inquiry" 

(Creswell, 2002: 1). Using a methodology to generate both qualitative and quantitative 

data complies with the conventions of 'mixed-methods research'. Hunnerinta-Peltomaki 

and Nummela (2006) define a mixed methods research study as one that "combines 

qualitative data collection and/or analysis with quantitative data collection and/or 

analysis in a single study" and note that it is possible to gather the data "concurrently or 

sequentially and combined at one or more_ stages of the research process" (Hurmerinta-

Peltomaki and Nummela, 2006: 441; emphases in the original). Cresswell (2003) 

suggests that when a researcher decides to collect qualitative data first, the aim is "to 

explore the topic with participants at sites", with a second phase conducted subsequently 

in which the researcher gathers data from a "large number of people" who "typically 

representative" (Cresswell, 2003: 212). This approach was a key component of the 

current research design (see chapter 1, figures 1.2, 1.6 and 1.7 and related discussions). 

When researchers use a mixed methods research approach, Cresswell (2003) notes two 

overarching strategies (sequential implementation or concurrent implementation). Each of 

these two strategies offers three possible approaches: explanatory, exploratory, or 

transformative. A sequential explanatory approach aids the researcher in "explaining and 
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interpreting the findings" using qualitative findings in a research study which is primarily 

quantitative (Cresswell, 2003: 215). In a sequential exploratory approach the researcher 

gives priority to the collection of qualitative data, the two phases of research inquiry are 

"then integrated during the interpretation phase" (Cresswell, 2003: 215). There are also 

two distinct phases of data collection in a sequential transformative approach. This 

approach allows the researcher to integrate data from the two phases for the interpretation 

stage of the research study. A key intention of this latter research design is to allow the 

researcher to build on a theoretical foundation (underpinning the initial data collection 

methodology whether this is qualitative or quantitative) and to allow a better 

understanding of the phenomenon being investigated (see the discussion Cresswell, 2003: 

216-217). 

The aim of a conducting research using a mixed methods approach is to help ensure that 

sufficient data are generated to aid the researcher's understanding of the issues. In 

essence, researchers use mixed methods approaches because "no single source of 

information can be trusted to provide a comprehensive perspective .. . " (Patton, 2002: 

307). A research design that involves gathering data from different sources helps ensure 

robustness of the data in combination: each of the two types of data contributing to a 

mutual strength. The processes of mixed methods research are likely to involve 

"corroborating evidence from different sources to shed light on a theme or perspective" 

(Creswell, 1998: 202). One of the primary goals of using mixed methods research is to 

be able to triangulate the results. Triangulation increases the reliability of results so that 

these latter may be regarded with greater confidence (Jick, 1979: 608). Some researchers 
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believe that triangulating methods improves reliability over using a single method 

approach (Silverman, 2005 [2000]: 121). 

9.1.2. Triangulation 

Triangulation based on a between-methods approach tests external validity (Jick, 1979: 

603). The use of triangulation in research design is "the recognition that data-set or 

investigator survey bias can be introduced by using only one research method" 

(Oppermann, 2000: 143). Figure 9.1 shows the components of triangulation used in the 

current research. 

Compare opinions 
of expert 

respondents with 
literature 

Literature 

\ Compare opinions of 

Triangulation 

senior, middle-rank, 
and new officials 
with literature 

Interviews with expert 
respondents • Compare responses of 

( • 1 • the two data samples 

Attitude Survey 
• Questionnaire 

(senior, middle-rank, and 
newly-hired officials) 

semor, ong service 
officials) 

Figure 9.1 The Process of Triangulation used in this Research 
(Source: Model Constructed from Reflection on the Current Research Processes) 

228 



Triangulation of data helps minimize bias, aids data reliability, and allows researchers "to 

be more confident of their results" (Jick, 1979: 608). It is suggested that the use of 

triangulated research methodologies "should improve the ability of researchers to draw 

conclusions from their studies" (Scandura and Williams, 2000: 1250). 

In combination, the expert in-depth interviews and the attitude survey questionnaire help 

'triangulate' the data by providing a qualitative methodology to balance the qualitative 

survey methodology. The intention of this facet of the research design is to acknowledge 

potential bias and attempt to minimize this. In the current research design, the two types 

of empirical data collection (qualitative and quantitative) provide two comers of the 

triangulation. The apex of the triangle uses extant literature (i.e. secondary data sources) 

to complete the triangulation process. It is recommended that researcher try to triangulate 

"key informant information with a broader foundation of knowledge from relevant 

literature" (Tinsley, 2005: 199). Across the base of the triangle there is opportunity to 

compare the responses of the senior officials (as gathered from the in-depth research 

interviews) and other officials (as gathered from the attitude survey questionnaires). As 

described in later chapters, this method was employed in the current research to check 

and confirm the nature of the responses of the expert respondents (who had long service 

histories in public organizations) with a range of officials some of whom had similar long 

service records and other officials whose public service careers were beginning or at the 

mid-term. Triangulating the data in this way allowed richer data to emerge than if only 

one data gathering method had been employed. 
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9.2. THE 'PROMPT' QUESTIONS: BACK TRANSLATION PROCESS 

In part attributable to their different language roots, the languages of Thai and English 

languages rarely convey one-for-one meaning parity. Thus a process of back translation 

of the 'prompt' questions was designed in order to minimize any misunderstandings 

attributable to language. Seven translators were identified based on the recommendations 

of work colleagues. All seven potential translators were approached and interviewed 

face-to-face about the research. The interviews included discussions of each person's 

background and experience and a descriptive overview of the specific translation tasks. 

From the seven people interviewed, four translators were selected. The selections were 

made based on a person's time availability, prior translation experience, perceived 

competences in the two languages, and willingness to participate. 

Each of the four selected translators was a Thai native-speaker who is functionally 

bilingual in the spoken and written forms of the two languages. Each translator had a long 

experience of working in the two languages either in their tertiary education studies, in a 

professional capacity, or both. All four translators had conducted work assignments 

overseas using English as the medium of communication. Three of the translators 

(designated B, C, and D) had work experience in public sector organizations. Their 

sensitivity to this type of organization greatly aided the production of an appropriately 

worded document. Each willingly shared their knowledge as a way of educating the 

researcher. Table 9 .1 gives summary profiles of the translators and their professional 

background. 
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Table 9.1 Profiles of the Translators 
Translator Education attainment Professional background 

A Secondary schooling and Six years employment with a multinational 
Batchelor's degree attained in consultancy company based in Thailand with 
Thailand. Master's degree an international work assignment portfolio. 
attained from a university in Overseas work assignments include: Canada, 
the USA. PhD attained from a Malaysia, Singapore, and the USA. 
university in Australia. 

Currently Assistant Professor on an 
International Master's degree programme in a 
Thai university. A track record of research 
publications in international journals and 
presentations at international conferences. 

B Secondary schooling and Twenty-five years as a senior administrator in 
Batchelor' s degree attained in a Thai public university. Twelve years 
Thailand. Master's degree working with international partners in a 
attained from a university in public university in Thailand. 
the UK. 

Overseas work assignments include: Canada, 
China, Japan, Malaysia, Singapore, and the 
UK. 

c Secondary schooling, Ten years working as a manager in a 
Batchelor's degree, and government education bureau. Eighteen years 
Master's degree attained in working in the field of library science in 
Thailand. English language contexts. Overseas work 

I assignments include: Japan, the Philippines, 
and Singapore. 

D Secondary schooling (Jesuit Six years as a business and market analyst in 
School), Batchelor's degree, a Thai conglomerate. Three years as a 
attained from a prestigious business development manager in a Thai 
university in Thailand. bank. Five years as a researcher in two Thai 
Master's and PhD degrees government research institutes. 
attained from an international 
university in Thailand. Seven years as a faculty member in an 

international university in Thailand. A track 
record of international conference 
presentations and research publications in 
international academic journals. 
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To ensure objectivity the four translators worked independently, and each translator 

remained unknown to each of the other translators. The back translation process was 

broken down into discrete tasks and each translator was given a designated task in the 

process. Apart from seeing the translated contributions to the process, the translators were 

oblivious to their peers. Figure 9 .2 shows a schema for the back translation process. 

Original Translated Back-translated 
document document document 

English ••• r ;:;.;;~;.;;u~~-("i)"tr::-1 .• r ;:;.;;~;.~ti~~· ("2)"1. English 
language L.E~.~?.1!~.~:~~~!U L:J L..~~~i:.~~~!!~~~-j language 

!. ~ :····· .............................................. : 
~ ................... ~ Documents comparison ;. ................. i 

: (back-translated to source document) : 
~ ......................... , ......................... : 

·································'································· ~ Discussion of linguistic and cultural differences ~ 
: (social construction of knowledge) : . . . . 
: Video-recorded interviews : . . ................................. , ................................ . .. 

English 
Bilingual language p·l t A~ • ·ct document ••••••• .J Q., •••••••••••• m-1ffilm~ .. ~r. ......• ,,,H'l test questionnaire 

l'MU 

Figure 9.2 The Back Translation Process Designed for this Research 

The process began with an original list of questions in English (described later in this 

chapter). Over a period of some 3-4 days, translator A produced a translation in Thai of 

this document (designated translation 1 ). Translation 1 was passed to the researcher and 

thence to translator B with the request for an English language version of the document. 

Over a further 3-4 day period, translator B produced an English-language translation 

(translation 2). The two English-language documents were now passed to the third 
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translator (translator C). Translator C was asked to undertake two tasks: firstly, compare 

translation 2 with the original English-language document; secondly, identify any 

linguistic inconsistencies generated by the translation between the two versions of the 

document. The few linguistic inconsistencies that emerged were resolved through 

collaborative discussions between translator C and the researcher. These discussions were 

recorded on video as a record of the tasks and recommended actions to modify the 

documents. The linguistic inconsistencies resolved, the bilingual document was passed to 

translator D who made a final cross-comparison check for language accuracy and 

consistency prior to printing multiple copies for distribution. Again, this stage of the 

process was video-recorded to make a permanent record of the generated knowledge. 

The product of the back translation process was a bilingual document created through a 

process of socialized sharing of tacit knowledge converted to explicit knowledge through 

the dialogue of question, answer, and discussion. This collaborative process accords with 

later versions of back translation (see discussion in Douglas and Craig, 2007). The whole 

process from composing the original English language list of questions to the bilingual 

interview document occupied between 3-4 weeks of collaborative work between the 

researcher and the translators. The prior work experience of three of the translators in 

public organizations greatly aided the sensitivity of the translations. The depth of 

involvement of the four translators and the researcher aims to avoid the criticism that a 

back translation process needs to result in a "direct or literal translation" and does not 

address "issues of conceptual equivalence" (see the discussion in Douglas and Craig, 

2007). (Appendix 3 contains a sample copy of the bilingual 'prompt' questions). A 
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similar back translation process was replicated in the translation of the bilingual attitude 

survey questionnaire. (Appendix 2 contains a sample copy of the bilingual attitude survey 

questionnaire). Table 9.2 shows the steps and rationales in the back translation process 

employed in the current research. 

Two express rationales warranted the use of native-speaker bilingual translators. The first 

rationale was to avoid the problem of emic-focused research whereby outsiders to an 

organization have difficulty understanding the perspectives of the organization's insiders 

"because, by definition, they are not part of the outsider's frame of reference" (Brislin, 

1983: 383). The current research design expressly sought to avoid such a situation. The 

second rationale was to avoid criticism of the findings due to miscommunication. As 

noted in the previous chapter, this was at the heart of some criticism of Margaret Mead's 

cross-cultural research. It is suggested that, in research across cultures, " ... translation 

problems will always be a plausible hypothesis for any obtained results" (Brislin et al, 

1973: 32). The expert interview checklist was designed to address three purposes. Firstly 

to focus the respondent on the research questions while, at the same time, allowing time 

and opportunity for the researcher to make contemporaneous notes from the respondent's 

opinion. Secondly, to ensure data consistency across respondents it was necessary to have 

a checklist of the topic questions. This gave some structure to each interview. Thirdly, as 

the questions remained in the same order throughout the process of interviewing the 

expert respondents, this was a relatively straightforward way in which subsequently to 

retrieve the data. 
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Table 9.2 Back Translation m this Research: Steps and Rationales 
Step Description of the Process Rationale 

1 The researcher writes content of the checklist to The content of the checklist needs to 
be used in expert respondent interviews. relate to the research questions. 

2 The original English language version of the The first translation is a ' first cut' of 
checklist is translated into the target language how the English-language version 
by the first translator (A). appears in the other language. 

3 The translated document is given to a second Re-translation back into the first 
translator (B) for translation back into the language reveals linguistic and cultural 
original language. mismatches. 

4 The researcher takes the original and translated Comparison of both the original and 
document to a third translator (C). The translated document by a third 
researcher and the third translator compare the translator (i.e. one who has not been 
two documents and discuss any inconsistencies. involved in the translations) allows the 
The third translator explains reasons for the researcher to get a feel for the 
inconsistencies. The researcher and translator differences between the two languages 
work together to revise the original document in in this context. The video-recording 
the light of the translated version. The meeting allows the researcher to review the 
is video-recorded to provide a record of the discussion and learn from the socially 
discussions. constructed knowledge so generated. 

5 There are now three documents: the original Meeting with a fourth independent 
English language document, the translated translator to examine and discuss the 
version of this document, and the revised various documents enables the 

I English language document. The researcher researcher to further refine the final 
meets separately with a fourth translator (D) and bilingual document. The video-
discusses the inconsistencies. These meetings recording enables the researcher to 
are video-recorded to provide a record of the review the discussion and learn from 
developments made to the translated document. the socially constructed knowledge so 

generated. 

6 After this round of discussions the two language The researcher can be assured that the 
versions of the document are combined to create final bilingual document has satisfied 
a bilingual version of the checklist. the linguistic and cultural filters of 

several native-speakers. 
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However, even using a cross-translation approach to the design of the data gathering 

instruments raises issues for consideration (Temple, and Young, 2004). For example, the 

scales and constructs created for a questionnaire to be administered in one cultural setting 

may be inappropriate for administration in another setting. Scales and constructs in one 

cultural setting may not "describe the experience of individuals in another culture" 

(McGorry, 2000: 74). Berry (1980) describes the importance of translating research 

instruments that convey similar meanings between different groups engaged in the 

research. In particular it is essential that "conceptual equivalence" spans any cultural 

divide (Berry, 1980: 119). In this way, the instrument will not only be a linguistic 

translation, but also a "cultural translation" (McGorry, 2000: 75). Arguably, Margaret 

Mead's research was flawed in both of these areas. When researchers attempt to 

communicate with research participants in a language another than their own they (the 

researchers) may distort the data by imposing "another conceptual scheme on their 

thoughts" (Maclean, 2007: 784). In this area ofresearch, problems are both 

epistemological and ethical (Maclean, 2007). Some researchers advocate a reflexive 

approach to translation as a possible means to help eliminate the problem in order to "talk 

with" rather than "talk for" the participants contributing their data to the research 

(Maclean, 2007: 784). 

9.2.1. Designing Quantitative Research Instruments 

Figure 9.3 lists the 'prompt' questions from the checklist prepared for interviews with the 

expert respondents. The purpose of these questions was to encourage the respondents to 

share their opinions. The semi-structured format of the interviews allowed scope for the 
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researcher to delve deeper into the respondents' initial responses through confirmatory 

questioning. This dialogue-like format also allowed the respondents to elaborate on their 

opm10ns. 

1. In your opinion, and from your experience, what are the three most Important influences on 
workplace behavior in the Thal public sector 

2. In your opinion, and from your experience, what are the three most Important features of Thai culture 
that influence oeople's workplace behavior In the Thai public sector? 

3. In your opinion, and from your experience, what are the three most important factors that encourage 
~ in the Thai public sector? 

4. In your opinion, and from your experience, what are the three most important factors that inhibit 
change in the Thai public sector? 

5. In your opinion, and from your experience, what are the three most Important factors that encourage 
people to work in new ways in the Thai public sector? 

6. In your opinion, and from your experience, what are the three most important factors that inhibit 
people from working in new ways In the Thal public sector? 

7. In your opinion, and from your experience, what are the three most Important factors that encourage 
innovation in the Thai public sector? 

8. In your opinion, and from your experience, what are the three most important factors that inhibit 
innovation in the Thal public sector? 

9. In your opinion, and from your experience, what are the three most important factors that encourage 
people to learn new skills In the Thal public sector? 

10. In your opinion, and from your experience, what are the three most important factors that Inhibit 
people from learning new skills In the Thal public sector? 

Figure 9.3 'Prompt' Questions asked of the Expert Respondents 

It is permissible to "change the format, timing, and sequence of questions" during the 

data gathering process (Sorrell and Redmond, 1995: 1118). However, this possibility was 

not entertained in the current study. In essence, this decision was made from two 

rationales. Firstly, it was felt that, at the stage of data analysis, there would be benefits to 

maintaining the sequence of questions both for ease of reference to the data. Secondly, it 

was felt that for transcribing the recorded data there would be merits in terms of time and 

ease of access to have data consistently ordered across the different respondents. 
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As indicated in the research design (see figures 1.6 and 1.7 in chapter 1), the respondents' 

stated opinions were analysed by frequency analysis and then used to guide the content of 

the attitude survey questionnaire. One example of mixing qualitative and quantitative 

research methodologies is when interviews are used as a basis for orienting questions to 

be used in a subsequent survey (Hanson and Grimmer, 2007). Part of the research task is 

to "document research participant's [sic] interpretation of personally experienced events" 

(Hunter, 2006: 76). 

9.3. QUESTIONNAIRE DESIGN USING EXPERT RESPONDENT DATA 

The following two tables show the opinions of the expert respondents in response to two 

key questions. Table 9.3 shows the combined opinions of the expert respondents on 

organizational and cultural influences in their organization (ranked by the frequency of 

response). (Appendix 4 contains a summary of the data gathered from the expert 

interview responses). 

T bl 9 3 I fl a e . n uences on w kl or ~Pace Bh . th Th . B e av1our m e a1 ureaucracy 
Qt. In your opinion, and from your experience, what are the three most important influences 
on workolace behaviour in the Thai public sector? 
Rank Opinion of Expert Respondents (n = 24) frequency Median Expert ranking 

(avera~-
l st The boss 10 1.000 1.500 
2nd W orkolace environment (social) 8 3.000 2.625 
3rd One's colleagues 7 2.000 1.857 
4m Thai cultural norms 6 1.500 1.750 
5Ul Public service mindset 6 2.000 1.833 
6th Organizational culture 5 1.000 1.600 
7Ul Internal rules and regulations 5 2.000 2.200 
8th Salary and benefits 4 1.500 1.750 
9Ul Workplace environment (physical) 3 3.000 2.667 
10th Workplace philosophy 3 2.000 2.000 
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Table 9.4 shows the combined opinions of the expert respondents on the influences of 

Thai culture in their organization (ranked by the frequency of response). 

T bl 9 4 F a e . eatures o fTh . C I h I fl a1 u ture t at n uence w kl or .pace Bh e av1our 
Q2. In your opinion, and from your experience, what are the three most important features of 
Thai culture that infl,uence people's workplace behaviour in the Thai public sector? 
Rank Opinion of Expert Respondents (n = 24) Frequency Median Expert ranking 

(avera2e) 
1st Respect for seniority 16 1.000 1.438 
2nd Thai cultural norms 15 2.000 1.993 
3rc1 Consideration for others 10 2.500 2.300 
4th Training from school 5 3.000 2.875 
5th Organizational environment (people) 3 3.000 2.667 
6th A person's expertise 3 3.000 2.333 
7th= Buddhist teachings and practices 3 2.000 2.000 
7th=. Level of seniority in the organization 3 2.000 2.000 
9th Organizational culture (psychological) 2 1.500 1.500 
10th= Public service mindset 2 2.000 2.000 
10th= Homogeneous work & social environment 2 2.000 2.000 

The experts show some consistency in their responses to the open-ended questions of the 

'prompt' sheet. Three issues emerge as considered important as cited by more than a 

handful of experts. The most important influences seem to relate to authority in the 

organization: "the boss", "seniority", "the level of seniority" . The second most important 

influences seem to relate to implicit rules of how to behave in the organization, arguably 

through culturally prescribed means of control: "Thai cultural norms", "organizational 

culture", "having consideration for others". The third most important influences seem to 

relate to implicit rules of how to behave towards other people in the organization: "one's 

colleagues", "consideration for others", "organizational environment (people)", 

"workplace environment (social)". These findings are discussed in greater detail in the 

following chapters. 
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9.4. QUANTITATIVE DATA: AN ATTITUDE SURVEY QUESTIONNAIRE 

In October 2006, the Office of the Civil Service Commission OCSC) held a four-day 

seminar/workshop on the topic of administrative reform. Invited participants were mainly 

senior and middle-ranking officers, although the participant body also included six 

newly-recruited officers still serving in their probationary period. The current researcher 

was invited to contribute to this seminar/workshop by conducting an attitude survey 

questionnaire and to provide subsequent feedback. After periods of preparation, back 

translation, and pilot testing, this instrument was distributed prior to the first morning 

briefing. Completed questionnaires were collected from participants after the first 

morning briefing and prior to the series of seminar/workshop sessions. Ninety-five 

questionnaires were distributed of which eighty-two were completed and returned for 

analysis. This was a response rate of over 86 percent. 

Respondents who returned their questionnaire represented twelve ministries and four 

official departments. The mainstream ministries represented included the Ministries of 

Education, Finance, Interior Affairs, and Justice, whose ministers holds cabinet rank. 

Also represented in this data set are the Ministry of Commerce, the Ministry of Culture, 

and the Ministry of Labour, whose ministers are not cabinet members but who join 

cabinet meetings when appropriate. Government departments in the sample are the Office 

of the Prime Minister, the Office of Budgeting, and the Office of the National Police. 

Apart from the benefits of using mixed methods in research (as described earlier in this 

chapter), the attitude survey questionnaire was intended to increase the researcher's 
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understanding of the workplace environments of the Thai civil bureaucracy. Whereas the 

expert respondents in the qualitative component of this research were senior officers with 

many years of public service in their organizations, the profiles of the respondents of the 

attitude survey questionnaire encompassed a range of public organizations, a range of 

ages, and a range of job functions. (See details in tables 10.1, 10.2 and 10.3 in the 

following chapter). The attitude survey questionnaire was designed for three purposes. 

Firstly, it provided a channel for the participants to express their opinions on workplace 

issues relevant to the seminar topic. Secondly, it provided readily accessible data for 

further thought and reflection on the everyday concerns of these officers. Thirdly, it 

provided a sub-set of quantitative data for in-depth analysis. The questionnaire responses 

were analysed during the series of workshops, and preliminary findings presented to the 

participants on the last day of the workshop. 

The topic content of the questionnaire addressed three issues: the influences of national 

culture on organizational culture; the influences of elements of national culture on 

individual behaviours in the workplace; the influences of organizational culture on 

behaviours in the Thai public sector workplace. These three focuses match those given in 

the original research question design (see relevant discussion in chapter one). 

9.4.1. Design of the Attitude Survey Questionnaire 

The overall questionnaire comprised ten questions. An introductory section requested 

respondents to give personal limited details, including their department, their job title, 
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their age and their length of public service. To preserve anonymity respondents were not 

requested to provide their names. A few participants declined to name their workplace. 

Within the body of the questionnaire, the questions were designed in one of two formats. 

Questions 1-4 (inclusive) and question 10 employed multiple-choice, closed-ended 

responses. These questions were on a 6-point Likert scale arranged into two balanced sets 

of responses (positive and negative), as in the example shown below. Appendix 2 

contains a copy of the bilingual attitude survey questionnaire. Figure 9 .4 displays sample 

questions from the attitude survey questionnaire. 

1. How do theJollowing influence workplace behaviour in Thai public sector organizations? 
1.il~~u~n1uu~~~fiwa~n'Wq~n,,"n1,~1'11u'u~u1u~1u,1~n1,nu1~1, 

1.1 The boss 
1.1 ~u'1A'uucy~1 

Very 
Negatively Negatively 

Slightly 
negatively 

1.2 The workplace social environment 
1.2 Hfl1'Wil'1fl"'UVIU1U'11U 

Very Slightly 
Negatively Negatively negatively 

Slightly Very 
positively Positively positively 

Slightly Very 
positively Positively positively 

Figure 9.4 Sample Questions from the Attitude Survey Questionnaire 
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These closed-ended questions generated quantitative data. Each of these questions 

focused on the respondents' workplace environment in a range of topic areas. These 

questions were designed with the intention to generate data about the day-to-day 

environment in which respondents work and also their views on the importance or 

otherwise of these features of their workplace experience. 

The use of a 6-point Likert scale was chosen to prevent respondents choosing the central 

point. When questionnaires are designed using a Likert scale based on odd numeration 

(conventionally 5, 7, or 9), respondents may (and often do) choose the mid-point in the 

range of possible responses. The current questionnaire design used an even numeration 

scale intended to encourage respondents to select one side of a positive-negative cline. 

Each of the questions 1-4 (inclusive) had the Likert scale responses 1-3 as negative 

influences and the Likert scale responses 4-6 as positive influences. Question 10 also had 

possible responses along a Likert scale but with the responses along a scaled gradation 

from "never ... always". Table 9.5 shows the types of questions contained in the attitude 

survey questionnaire, together with their rationales. 

The questionnaire design included an additional possible response of"I don't know" to 

allow respondents this alternative response option. Respondents could therefore select 

responses on the positive or negative side but not take a neutral stance in between. The 

values on the Likert scale of possible responses intensified along a cline towards most 

positive or most negative at the extreme values of the scale. Included in the questionnaire 

was a set of open-ended questions (numbers 5-9, inclusive). 
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Table 9.5 Attitude Survey Questionnaire: Question Types and Rationales 
Question Type of Question Rationale(s) 

number(s) 

1-4 

5-9 

10 

Likert scale: scale 1-3 (negative 
influences); scale 4-6 (positive 
influences). 

Open-ended responses: each question 
addresses a different element of 
workplace behaviour (e.g. participative 
decision-making, workplace values, key 
human resource strengths, etc). 

Likert scale: responses graded from 
"never ... always" with a possible 
response of"I don't know". 
Likert scale values of possible 
responses intensified along a cline 
towards most positive or most negative 
at the extreme polar values. 

Respondents evaluate cultural 
influences on their workplace 
environment as negative or positive. 

Respondents provide three examples of 
workplace behaviour in a range of 
areas. 

Respondents select positive or negative 
aspects of their work, but cannot be 
neutral. 

Question responses structured in this 
way provide a "broad brush" view of 
the perceptions of officers of attributes 
of their workplace. 

Open-ended questions allow respondents to write responses in their own words, and 

generate qualitative data. The open-ended questions each requested respondents to 

provide three examples of workplace behaviour. An example is given in figure 9.5. 

6. Please indicate THREE va~ues that influence the work of your department: 
6. i:i.1,~,::11Fi1Ul11J 3 11,~n1,ViiHlVIB'WRfinn1-;tliju'1'11U 'luLL~Un'11U'lJih1vi1U: 

6.1 ---------------------------------------------------------------------------------------
6.2. 

---------------------~-------------------------------------------------------------

6.3. ________________________________________________ _ 

Figure 9.5. Attitude Survey Questionnaire: Sample Open-ended Question 
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Each of these five questions addressed a different facet of workplace behaviour (for 

example, participative decision-making, workplace values, key human resource strengths, 

etc). These questions required an open-ended type of response. Open-ended responses 

allow respondents more freedom of expression in their responses. Such questions were 

designed to elicit examples from the respondents of the work processes extant in their 

workplace. The intention in this sub-set of questions was to gather data about features of 

the workplace which aid or inhibit the respondents in their day-to-day work environment. 

9.5. QUALITATIVE AND QUANTITATIVE DATA COMBINED 

When combined, the two forms of data gathering in this research design are combined to 

provide an effective corpus of data to address the research questions (see Figure 9.6). 

Interviews with Expert Respondents (ERs) 

~ [D [] [!] ~-·········· .. ·····{!] 
.... ' ' I .~ .,,,,,._. .... --Qualitative data inputs - ..,,. 

Figure 9.6 Research Schema: Combined Qualitative and Quantitative Data 
(Source: Model Constructed from Reflection on the Current Research Processes) 

245 



9.6. SUMMARY OF THIS CHAPTER 

This chapter has described the benefits of using a mixed methods approach in research 

and how the two methodologies employed in the current research inquiry were combined. 

Qualitative data from interviews with selected expert respondents provided topics to be 

included in the attitude survey questionnaire. Each form of research instrument was 

administered to a different population sample with a lag time of some four months 

between the two administrations. A key feature of the current research design was back 

translation of the research instrumentation. Research findings from the combined 

methodologies are described the following chapters. 

The next chapter, Presenting the Empirical Data: Qualitative and Quantitative Sources, 

presents the empirical data and describes the statistical processes of data analysis. The 

following chapter, Analysis of the Empirical Data and Implications for Public 

Management, describes interpretation of these data and discusses the implications of 

these data for public management. 
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CHAPTER TEN 

PRESENTING THE EMPIRICAL DATA: 

QUALITATIVE AND QUANTITATIVE SOURCES 

10. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter presents the two sets of data gathered in this research. Qualitative data were 

gathered through semi-structured in-depth interviews conducted with twenty-four expert 

respondents. Twenty-two respondents were long time-serving officers from organizations 

within the civil bureaucracy. Two 'outside' experts were selected as referees. Not 

surprisingly, access to such informants was constrained by their time and busy work 

schedules. Unforeseeable political events added to the difficulties of data collection 

(these disruptions are reported in chapter fourteen). Data gathered from expert respondent 

interviews provided the basic content of the quantitative attitude survey questionnaire. 

This chapter is organized in three parts. The first part presents the qualitative data 

gathered from the interviews conducted with the expert respondents. Overall, the experts 

show some consistency in their responses on three issues: authority, implicit rules how 

individuals should conduct themselves in the organization, and behaviour towards others 

in the organization. The second part presents the quantitative data gathered from the 

attitude survey questionnaires. Respondents varied in age from 28 to 58 years of age and 

in service history from less than one year to 36 years. In spite of this diversity, 

respondents show a high level of consistency in opinions. The third part describes the 

statistical processes used to make sense of the two sets of data. There was little, if any, 
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divergence of opinion attributable to the different age groups (young or old) or to the 

length of service (pre- or post-mid-career). This was unexpected. Statistical evidence 

suggests that (overall) the respondents concur in their opinions. 

10.1. THE BENEFITS OF TRIANGULATED DATA 

When analyzed in isolation from each of the other two data sets, each data corpus 

provides one perspective of culture and behaviour in the Thai civil bureaucracy. The data 

were analyzed at the level of the individual within his/her organization. Data collection 

and data analysis focused on individual perceptions. The data in combination allowed 

interpretation of the individual perceptions at the levels of the department (and the 

organization), as shown in figure 9 .6 in chapter nine. Further research is envisaged to 

investigate the current research findings by gathering more data (from a wider corpus of 

respondents) and to develop a deeper understanding of the workplace environment in the 

Thai public bureaucracy (see discussions of a future research agenda in chapter fourteen). 

The research design envisaged that the qualitative data gathered from expert interviews 

would be a valuable input for content of the subsequent quantitative data gathered from 

the survey questionnaires (see chapter 1, figures 1.2, 1.6 and 1.7 and related discussions). 

Findings from the qualitative data provided by the expert respondents served a two-fold 

purpose, one internal and the other external. Internally, the expert-generated data 

provided insights into the thinking and mindsets of the most senior people engaged within 

organizations comprising the Thai public sector. During the process of interviewing it 

was possible to question individuals in the light of a corpus of data accumulating over 
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time. This feature is a key benefit of employing a Delphi methodology (see discussions 

in: Dalkey and Helmer, 1963; Linstone and Turoff, 1975; Tersine and Riggs, 1976; 

Critcher and Gladstone, 1998; Chan et al, 2001). Thus the level of internalized robustness 

to the qualitative data accrued with each successive interview. (This feature of the 

research is discussed more fully in chapters twelve and thirteen). Externally, data gleaned 

from the process of expert interviews provided relevant input for the topic content of the 

survey questionnaires. 

Morgan (2006) suggests that there are two difficulties in combining mixed methodologies 

in a single research design. Firstly, it is said to be "a technical challenge" and, secondly, 

combining two research methodologies sets up conflicts between the theories underlying 

each of the methodologies (see the discussion in Morgan, 2006: 166-168). Employing 

two research methodologies requires a researcher to move between two paradigms "at the 

levels of epistemology and theory" (Brannen, 2003 [1992]: 3). In this context, some 

researchers frame their discussion of mixed methodologies in terms of "paradigm wars" 

{Tashakkori and Teddlie, 1998: 3; also see Cresswell, 1994). 

The current research study used a sequential exploratory design. In a sequential 

explanatory approach the researcher uses qualitative and quantitative data to help explain 

and interpret the research findings, even though the data collection uses primarily 

quantitative data (see the discussion in Cresswell, 2003: 215ff). In the current research 

study, the findings from the qualitative interviews with expert respondents aided the 

design of a quantitative research instrument (a survey questionnaire). At a later stage of 
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this re:search inquiry, data gathered from the qualitative interviews were also a valuable 

resource in understanding the questionnaire data. This contributed to a process of 

triangulation (see figure 10.1 on page 251). The qualitative data were primarily analysed 

thematically (as indicated by the stated preferences of the expert respondents). This 

process accords with suggestions made by Miles and Huberman (1984; also see relevant 

discussions in Huberman and Miles, 2002, passim). These authors suggest that when data 

are captured in the form of text, a researcher can note "recurring patterns, themes, or 

'Gestalts' which pull together a lot of separate pieces of data" (Miles and Huberman, 

1984: 216). This informed the choice of analysis for the qualitative data set in the current 

research inquiry. 

As described earlier (in chapter eight), in the current research the construction of 

internally-driven criteria (from the expert respondents) provided an emic perspective on 

the organization. An emic perspective on an organization and its environments uses the 

perspective "of a person who is familiar with the system, and who knows how to function 

within it" (Brislin, 1976: 16; also see discussions in Harris, 1976; Berry, 1989; Herche, et 

al, 1996). Researchers who employ an emic perspective to investigate an organization 

attempt to understand the organizational environment from the inside using appropriate 

representatives of this population who are able to help the researcher understand the 

culture being investigated (see discussions in Brislin, 1976; Tinsley, 2005; Hunter, 2006). 

It is suggested that the culture itself contains both "the antecedents and the consequences" 

of the behaviour of that culture (Adler, 1983: 36). 
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In the interests of triangulation, each of the data sets can be analyzed in constructive 

combination with each of the other two data sets. Thus the qualitative data (from the 

expert respondent interviews) can be analyzed with the aid of the reported findings from 

earlier empirical research as noted in the literature review (data set 1 ). The quantitative 

data gathered (from the attitude survey questionnaires) can also be analyzed by 

consulting the reported findings from earlier empirical research of a similar nature (data 

set 2) . Furthermore, the qualitative data can be analyzed in conjunction with the 

quantitative data (data set 3). This process was followed in the current research (see 

discussions in chapters eleven, twelve and thirteen. Triangulation in this manner 

strengthens the data overall and provides a richer picture of the research findings . Figure 

10 .1 shows a model of this approach. 

Findings from earlier empirical research 

(as reported in the literature review) 

Data set 1: Qualitative data 
from expert interviews 

compared to findings from 
earlier empirical research 

Data set 2: Quantitative data 
from questionnaires 

compared to findings from 
earlier empirical research 

Qualitative data 
{expert interviews) 

Data set 3: Comparison of Quantitative data 
findings from quantitative {questionnaires) 

.,_ _______ and qualitative data ------+ 

Figure 10.1 Triangulation of the Three Sources of Data in this Research 
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10.2. QUALITATIVE DATA FROM THE EXPERT RESPONDENTS 

Twenty-four experts were selected to participate in this research inquiry. Of the twenty-

four expert respondents interviewed for this research, twenty-two respondents were long 

time-serving officers from organizations within the civil bureaucracy. Two 'outside' 

experts were selected as referees. Table 10.1 shows the profiles of the expert respondents 

in this study. 

Table 10.1 Profiles of the Expert Respondents in this Research 

Expert code Workplace Role* Current status Public 
number Service 

Record 
1200632A Govt. Institution Advocate Vice President (now retired) 38 years 
2 2006 32A Govt. Institution Advocate Vice President (now retired) 35 years 
3 2006 32A Govt. Institution Advocate Vice President (now retired) 30 years 
4 2006 32A Ministry Advocate Career civil servant 23 years 
5 2006 32A Govt. Institution Advocate Department Head 28 years 
6 2006 32A Ministry Advocate Secretary-General 27 years 
7 2006 32A Consultancy Referee Adviser to Thai government 11 years 
8 2006 32A Ministry Advocate Senior Adviser 28 years 
9 2006 32A Ministry Advocate Department Director 24 years 
10 2006 32A Consultancy Referee Chairman None 
11200632A Govt. Institution Advocate Vice President (now retired) 34 years 
12 2006 32A Govt. Agency Advocate Department Head/ Adviser 26 years 
13 2006 32A Govt. Institution Advocate Vice President 22 years 
14 2006 32A Ministry Advocate Director 19 years 
15 2006 32A Govt. Institution Advocate Secretary-General 24 years 
16 2006 32A Govt. Institution Advocate Chairman 16 years 
17 2006 32A Govt. Bureau Advocate Executive Director 24 years 
18 2006 32A Govt. Bureau Advocate Director of Division 18 years 
19 2006 32A Govt. Institution Advocate Executive Vice President 25 years 
20 2006 32A Ministry Advocate Retired Director-General 28 years 
21200632A Govt. Institution Advocate Department Head 21 years 
22 2006 32A Govt. Institution Advocate Director 19 years 
23 2006 32A Govt. Bureau Advocate Senior Specialist 13 years 
24 2006 32A Ministry Advocate Deputy Director 25 years 

Total years of government service (advocates+ referees) 558 years 
Average years of government service (advocates + referees) 23.25 years 
Experts' total years of government service (advocates only) 547 years 

Average years of government service (advocates only) 22.79 years 
* Advocates are organizational insiders; referees are organizational outsiders 

252 



In the current study, the advocates (insiders) were full-time career officers within the civil 

bureaucracy. Seven respondents were career civil servants in government ministries, 

some of whom have attained the highest levels in their chosen careers (e.g. Director-

General). Ten respondents worked in government institutions. In the Thai bureaucracy 

such institutions are constituent parts of the whole system. These include: the public 

education system (e.g. state schools, public universities, public graduate colleges, and 

specialist training institutes (including those training civil service personnel), the public 

health system, the national transport system (such as the State Railway of Thailand), and 

the Police Service. 

Four respondents worked in government bureaux or agencies; i.e. subsidiary 

organizations of the civil bureaucracy. Bureaux or agencies include the Bureau of the 

Budget, specialist revenue collecting departments, national development agencies, policy 

units, advisory boards and similar institutions. In some cases government bureaux or 

agencies were set up as offshoots of mainstream government ministries (such as the 

Ministry of Industry) in an attempt to establish a leaner organizational (in terms of 

structure and culture) in critical areas such as tax collection, enterprise development, 

strategic resource planning. The cohort of expert respondents included four retirees. 

Although retired from the career positions, public officers who pass the age for retirement 

are often retained 'on the payroll' by their employer and placed in senior (often 

leadership) roles in specialist projects. This was the profile of the retired officials selected 

as experts in the current research inquiry. In many cases, retirees retain their former work 

rank and continue to receive their pre-retirement salary. Two respondents are referees 
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(outsiders) who engage in periodic advisory work with organizations in the Thai 

bureaucracy. 

The length of public service of the expert respondents ranged from zero (expert I 0 2006 

32A) to 38 years (expert I 2006 32A). For the purposes of comparison, Expert I 0 2006 

32A is a consultant who, although never a civil servant, advises the Thai government on 

policy issues. Expert 1 2006 32A joined an organization in the civil bureaucracy 

immediately on graduating with a Batchelor' s degree and served for an entire career in 

public service. The expert respondents' average length of public service is 23.25 years. 

In Thailand public service has traditionally been seen as a 'job for life' - and often 

extends beyond the working life and into official retirement. Comparatively generous 

terms of employment not only attract high calibre candidates from prestigious universities 

but also retain their commitment. While the base salary may be low, especially at the 

beginning of a public service career, the perquisites can add considerably to this. The 

ethos of public service also helps attract suitably-minded candidates (see discussions in 

Perry, 2000; Camilleri, 2007). 

Additional components of the remuneration package include an attractive pension 

scheme, healthcare for family members, and mid-career educational opportunities. 

Entering the profession is sometimes a family tradition: two out of the twenty-four 

experts in this study had followed their fathers into public service. Now in mid- to late-

career, they each recalled being taken as children to 'dad's office' as a treat. One expert 
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respondent in the current study is encouraging his infant son to consider a public service 

career. The expert said he often brought his son to work where he [the son] is the centre 

of attention. Informal inquiries of other public service officials not participating in the 

current research indicated that such hereditary approaches to public service are relatively 

commonplace. As in some other countries, in Thailand the choice of a career in public 

service can be a function of family background and ancestry. 

10.3. DATA FROM THE ATTITUDE SURVEY QUESTIONNAIRE 

The attitude survey was administered to officers from the civil bureaucracy who 

participated in a series of professional development seminar-workshops in October 2006. 

Eighty-two seminar participants returned completed questionnaires (a response rate of 

over 87 percent of the ninety-five questionnaires that were distributed). The majority of 

respondents (46 officers) represent the Office of the Civil Service Commission (OCSC). 

In this data corpus, other departments of the Thai civil bureaucracy were represented by 

smaller numbers of people. Table 10.2 shows profiles of the respondents of the attitude 

survey questionnaire. To preserve the respondents' anonymity the names of ministries 

and specific job titles have been omitted. 
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Table 10.2 Profiles of the Respondents of the Attitude Survey Questionnaire 
(N f ... d fi.b 1 d f d) ameso mimstnes an speci 1c JO tit es omitte to preserve anonymity o respon ents 
Code Department Position Age Years 

of 
Service 

001 Office of the Civil Service Commission Personnel Analyst 50 30 
002 Office of the National Police Investigator 39 15 
003 Office of the National Police Chief Inspector 53 28 
004 Office of the Civil Service Commission Department Director 58 34 
005 Ministry Head of Inspection 49 26 
006 Ministry Personnel Officer 44 11 
007 Office of the Civil Service Commission Department Director 58 31 
008 Office of the Civil Service Commission Personnel Analyst 37 11 
009 Office of the Civil Service Commission Officer 53 30 
010 Ministry Department Director 50 25 
011 Office of Budgeting Budget Analyst 42 17 
012 Ministry Officer 32 11 
013 Office of the Civil Service Commission Not given 51 29 
014 Office of the Civil Service Commission Training Officer 53 26 
015 Office of the Civil Service Commission Personnel Analyst 54 34 
016 Office of the Civil Service Commission Personnel analyst 50 23 
017 Office of the Civil Service Commission Personnel Analyst 32 8 
018 Office of the Civil Service Commission Personnel Analyst 50 26 
019 Data not given Data not given Anon Anon 
020 Office of the Civil Service Commission Personnel Analyst 42 18 
021 Office of the Civil Service Commission Policy/Plam1ing Analyst 50 20 
022 Ministry Department Director 56 36 
023 Office of the Civil Service Commission Personnel Analyst 55 Anon 
024 Office of the Civil Service Commission Personnel Analyst 54 30 
025 Ministry Department Director 52 Anon 
026 Office of the Prime Minister Department Director 55 32 
027 Office of the Civil Service Commission Personnel Analyst 57 30 
028 Office of the Civil Service Commission Personnel Analyst 49 27 
029 Bureau of the Budget Budget Analyst 52 29 
030 Ministry Personnel Analyst 48 24 
031 Office of the Civil Service Commission Computer Specialist 40 16 
032 Office of the Civil Service Commission Personnel Analyst 29 -1 year 
033 Ministry Head of Division 53 26 
034 Office of the Civil Service Commission Personnel Analyst 52 28 
035 Office of the Civil Service Commission Personnel Analyst 47 22 
036 Ministry Personnel Officer 45 16 
037 Research and Development Office Department Director 57 28 
038 Office of the Civil Service Commission Personnel Analyst 49 25 
039 Office of the Prime Minister Deputy Under-secretary 56 32 
040 Office of the Civil Service Commission HRD Senior Expert 55 27 
041 Ministry Work Systems Analyst 49 22 
Table continued overleaf ... 
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Table 10.2 Profiles of the Respondents (continued) 
Code Department Position Age Years of 

Service 
042 Office of the Civil Service Commission Personnel Analyst 45 20 
043 Office of the Civil Service Commission Personnel Analyst 54 27 
044 Office of the Civil Service Commission Personnel Analyst 49 27 
045 Office of the Civil Service Commission Personnel Analyst 49 27 
046 Ministry Personnel Analyst 44 19 
047 Office of the Civil Service Commission Data not given 53 25 
048 Office of the Civil Service Commission Senior Officer 52 28 
049 Office of the Civil Service Commission Personnel Analyst 48 23 
050 Office of the Civil Service Commission Personnel Analyst 42 17 
051 Office of the Civil Service Commission Personnel Analyst 55 31 
052 Ministry Lawyer 29 5 
053 Ministry Personnel Analyst 32 4Yi 
054 Office of the Civil Service Commission Personnel Analyst 51 28 
055 Office of the Civil Service Commission Department Director 57 35 
056 Ministry Personnel Officer 32 3 
057 Ministry Personnel Officer 30 3Yi 
058 Ministry Personnel Analyst 45 18 
059 Office of the Civil Service Commission Department Director 55 24 
060 Office of the Civil Service Commission Personnel Analyst 57 32 
061 Office of the Civil Service Commission Personnel Analyst 56 33 
062 Ministry Administrative Officer 52 25 
063 Ministry Policy I Planning Analyst 51 27 
064 Ministry Personnel Officer 30 5 
065 Office of the Civil Service Commission Personnel Analyst 46 18 
066 Data not given Data not given anon anon 
067 Ministry Personnel Officer 44 15 
068 Ministry Personnel Officer 46 11 
069 Ministry Personnel Officer 35 10 
070 Office of the Civil Service Commission Personnel Analyst 45 18 
071 Office of Budgeting Department Director 58 34 
072 Office of the Civil Service Commission Personnel Analyst 51 31 
073 Office of the Civil Service Commission Lawyer 53 29 
074 Office of the Civil Service Commission Personnel analyst 30 2 
075 Ministry Director General 57 30 
076 Ministry Officer 31 6 
077 Ministry Officer 28 4 
078 Office of the Civil Service Commission Legal Consultant 58 33 
079 Office of the Civil Service Commission HRD Officer 52 27 
080 Ministry Officer 45 20 
081 Office of Budgeting Budget Analyst 50 24 
082 Not given Not given 56 35 
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Respondents ranged in age from 28 to 58 years. Their length of service in public 

employment ranged from less than one year to 36 years. (Six people gave their job title as 

"probationer"). Table 10.3 gives details of the respondents and their workplace. 

T bl 10 3 W k I f h Q a e . or ~P aces o t e uestionnaire R d espon ents 
Respondents' Place of Work Respondents (n) 

Office of the Civil Service Commission 46 
Ministry of Justice 11 
Ministry of Education 2 
Ministry of Finance 2 
Ministry of Social Development and Human Security 2 
The Office of Budgeting 2 
The Office of the National Police 2 
The Office of the Prime Minister 2 
Ministry of Agriculture 1 
Ministry of Culture 1 
Ministry of Commerce 1 
Ministry of Energy 1 
Ministry of Interior Affairs 1 
Ministry of Labour 1 
Ministry of Resources and Environment 1 
Ministry of Tourism and Sports 1 
Respondent declined to state their workplace 5 

TOTAL 82 

Noticeably, this data corpus of respondents is "top-heavy'' towards those officers who are 

aged over 40 and towards those officers who have longer than 20 years of public service. 

This data corpus will be the subject of further statistical analysis using ANOVA 

multivariate methods. Current analysis indicates that this sub-set of the sample differed in 

their responses from the other members of the sample. Table 10.4 shows the respondents' 

age range and lengths of service. 
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T bl 10 4 Q f a e . ues 10nna1re R d t 'A espon ens .ges an d L th f P bl" S . * eng 0 u IC erv1ce 
Age Number of Length of Public Service Number of 

Respondents (years) Respondents 
28 1 Less than 1 year 1 
29 2 2 1 
30 3 3 1 
31 1 3Yi 1 
32 4 4 1 
35 1 4Yi 1 
37 1 5 2 
39 1 6 1 
40 1 8 1 
41 1 10 1 
42 2 11 4 
44 3 15 2 
45 5 16 2 
46 2 17 2 
47 1 18 4 
48 2 19 1 
49 6 20 3 
50 6 22 1 
51 4 23 2 
52 5 24 3 
53 6 25 4 
54 3 26 4 
55 5 27 7 
56 4 28 4 
57 6 29 3 
58 4 30 5 

Age not given 2 31 3 
TOTAL(n) 82 32 4 

Age (combined total) 3814 33 2 
34 3 
35 2 
36 1 

Years of service not given 4 
TOTAL(n) 82 

Years of service (total) 1719 
* As at end of October 2006 

The questionnaire respondents had a relatively wide range of job functions with sixteen 

different job functions represented within the corpus of 82 respondents (five respondents 

declined to reveal their job function). These range from the level of probationer at entry 
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and during the very early years of service to the level of Director-General which may 

await the officer in the concluding years of their public service career. The respondents 

also hold a relatively wide variety of professional functions. Table 10.5 lists the stated job 

function of the respondents. 

T bl 10 5 St t d J b F f a e . ae 0 unc 10ns o fth Q f e ues 10nna1re R esp on d t ens 
Respondents' Stated Current Job Function* Number of 

respondents 
Director of Division 10 
Departmental Head 2 
Deputy Under-secretary 1 
Police Chief Inspector 1 
Police Investigator 1 
Senior Adviser (HRD) 1 
Senior administrator 1 
Lawyer 1 
Computer Analyst 1 
Policy Analyst/Planner 2 
Budget Analyst 3 
Legal Consultant 1 
Administrator 6 
Training Officer 1 
Personnel Analyst (various departments of OCSC) 39 
Probationer (person in the lower tiers of entry)** 6 
Respondent declined to give their job function 5 

TOTAL 82 

*Presented in descending order (according to approximate job scale). 
**Not a formal title; someone who is still within their one-year probationary period in the organization. 

The corpus of eighty-two respondents represents almost the whole range of ranks that an 

officer can expect to achieve during a lifelong career in the Thai bureaucracy. However, 

it should be remarked that in a pyramid-like organizational structure not everyone reaches 

to uppermost pinnacle. 
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The questionnaire data show that the respondents work in different functions, within 

which the respondents work in a range of professional disciplines. Respondents at lower 

ages stated that their pay grades are low (e.g. at C3, C4) and that they occupy general 

administrative positions. As indicated in table 10.3 the respondents represent a wide 

range of organizations within the bureaucratic infrastructure. The corpus of respondents 

contains a relatively high number of Personnel Analysts (39 officers) who are based at 

the OCSC. This feature of this respondent population reflects the fact that the seminar 

was organized under the auspices ofOCSC. One role of the OCSC is to develop skills 

and competences for officers in the bureaucracy. 

10.4. INVESTIGATING DATA CONSISTENCY 

In the conceptual model of this research (see chapter one, figure 1.6) it was envisaged 

that data from the attitude survey questionnaire would be used to verify consistency 

across the two samples of data. This process involved two stages of analysis, and 

proceeds in reverse order from the attitude survey data to the expert respondent data. The 

first stage was to test for internal consistency across the question responses on the attitude 

survey questionnaire. The second stage was to compare question responses with high 

levels of internal consistency against the most frequent responses offered by the expert 

respondents. As a separate investigative activity, the questions were constricted through 

rotated factor analysis in an attempt to discover common groupings. The factor analysis 

grouped together data with values above 0.6. These data show the levels of agreement 

between respondents on the range of questions. Table 10.6 shows tentative constructs. 
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Table 10.6 Constructs Generated by Rotated Factor Analysis (data values above 0.6) 
Extraction Method: Principal Axis Factoring (5 factors extracted, 7 iterations required) 

*Factor key (tentative): 
1 : Cultural and social environment in our organization 
2: Working with the boss and colleagues 
3: Working within external quality standards 
4 : Working within Thai cultural norms 
5: Working within Thai and organization cultural norms Factors* 
Question number and topic 
QUESTION 1: How do the following influence workplace behaviour 
in Thai public sector organizations ... ? 
1.3 The organization's regulations 
1.4 The culture of the organization 
1.5 Aspects of Thai culture 
QUESTION 2: How do the following attributes of Thai culture 
influence workplace behaviour in Thai public sector 
organizations ... ? 
2.2 Consideration for others (grengjai) 
2.3 An attitude of "it doesn 't matter" (mai pen rai) 
2.4 A spirit of compromise 
2.5 Working in ways to save face 
2.8 Working together with colleagues in groups 
QUESTION 3: How do the following factors influence change in the 
ways of working in Thai public sector organizations ... ? 
3 .1 Good examples from the leadership 
3.2 A strong leader 
3 .3 Government policies 
3.4 New technologies 
3.8 The organization culture of the Thai public sector 
3.9 The attitudes of people in the organization 
3 .1 0 The structure of the organization 

.755 

.689 
3.11 Workplace procedures in the organization .675 

QUESTION 4: How do thefollowingfactors encourage people to 
learn new work skills in Thai public sector organizations ... ? 
4.3 Support from the boss .667 
4.4 The workplace social environment 
4. 7 Appropriate training for the people involved 
4.9 Support from workplace colleagues 
4.10 The structure of the Thai public sector organizations 
QUESTION 10: In your department, how frequently are the 
following used in the processes of day-to-day working ... ? 
10.1 Results-based management 
10.2 Performance-based management 
10.3 Competence-based management 
10.4 Quality management concepts (e.g. ISO 9000 or similar 
standards) 
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.759 

.603 

.774 

.699 

2 

.661 

.825 

.789 

.653 

.757 

3 

.795 

.692 

.799 

.608 

4 

.71 5 

.807 

.758 

.655 

5 

.639 

.777 

.610 



These generated constructs from the grouped questionnaire responses show an interesting 

list, the content of which bears a resemblance to rankings of influences on workplace 

behaviour displayed and discussed above. It should be noted that these groupings were 

generated from the relatively low number of seven iterations. This seems to suggest that 

the sample group of respondents is in a high level of consensus as these consistent factors 

can be extracted at an early stage of the iterative process. Further analysis to a greater 

depth of 17 iterations (again processing data values of above 0.6) generates the constructs 

displayed in tab le 10. 7. A separate but similar list of constructs can be proposed from the 

grouped questionnaire responses. 

Table 10. 7 Constructs Generated by Rotated Factor Analysis (data values above 0.6) 
Extraction Method: Principal Axis Factoring. Rotation Method: Varimax with Kaiser Normalization. 
R . d. 17. . otatlon converge ID iterations. 

*Factor key (tentative): 
I: Working with the boss and colleagues 
2: Leadership and service with colleagues 
3: Working within Thai cultural norms 
4: Working within external quality standards 
5: Working within Thai and organization cultural norms Factors• 
Question number and topic I 2 3 4 5 
QUESTION I: How do the following influence workplace behaviour 
in Thai public sector organizations ... ? 
1.3 The organization's regulations .607 
1.5 Aspects of Thai culture .698 
QUESTION 2: How do the following attributes of Thai culture 
influence workplace behaviour in Thai public sector 
organizations ... ? 
2.2 Consideration for others (grengjai) .650 
2.3 An attitude of"it doesn't matter" (mai pen rai) .732 
2.4 A spirit of compromise .773 
2.5 Working in ways to save face .545 
2.6 A sense of duty to serve the nation .524 
2. 7 The need to preserve harmony .610 
2.8 Working together with colleagues in groups .647 
QUESTION 3: How do thefollowingfactors influence change in the 
ways of working in Thai public sector organizations ... ? 
3.1 Good examples from the leadership .783 
3.2 A strong leader .733 

Continued overleaf .. 
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Table 10.7 (Continued) Factors* 
*Factor key (tentative): 
1 : Working with the boss and colleagues 
2: Leadership and service with colleagues 
3: Working within Thai cultural norms 
4: Working within external quality standards 
5: Working within Thai and organization cultural norms 

Question number and topic I 2 3 4 5 
3.3 Government policies .601 
3.4 New technologies .706 
3.6 The vision of the leadership .595 
3.8 The organization culture of the Thai public sector .612 
3.9 The attitudes of people in the organization .725 
3 .1 0 The structure of the organization .604 
3.11 Workplace procedures in the organization .650 
3.12 The role played by executives in the organization .614 
QUESTION 4: How do the following factors encourage people to 
learn new work skills in Thai public sector organizations ... ? 
4.1 The willingness of the people themselves .631 
4.2 Support from workplace colleagues .667 
4.3 Support from the boss .752 
4.4 The workplace social environment .735 
4.5 Recognition from the organization when people put in work effort .703 
4.6 The policies of Thai public sector organizations .607 
4. 7 Appropriate training for the people involved .719 
4.8 The workplace physical environment .517 
4.9 Support from workplace colleagues .709 
4.10 The structure of the Thai public sector organizations .615 
4.11 The availability of appropriate physical resources .624 
4.12 Time available for new learning .663 
QUESTION 10: In your department, how frequently are the 
following used in the processes of day-to-day working .. . ? 
10.1 Results-based management .723 
10.2 Performance-based management .586 
10.3 Competence-based management .755 

While slightly different from the list of constructs displayed in table 10.6, the list in table 

10. 7 is nonetheless recognizable as having some resemblance to the rankings of 

influences suggested by the expert respondents. 
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10.5. DATA VARIANCE (ATTITUDE SURVEY QUESTIONNAIRE) 

It was anticipated that there would be differences both between younger and older 

employees as well as between employees with different lengths of service. Research 

suggests that different audiences within an organization (such as employees and 

managers) would be expected to have different perspectives on their organization (Hsu 

and Hannan, 2005: 476). If this were to be the case in the Thai public bureaucracy, an 

interesting avenue of investigation would be to uncover the causes of this phenomenon. 

The quantitative data were analysed by splitting the data corpus into physical age of the 

respondents and their lengths of service. The aim was to discover the strongest and most 

robust measures that would account for significant amounts of variance. Firstly, the 

sample was divided into three approximate sized segments according to the respondents' 

stated physical age. Dividing the sample into more discrete segment sizes (for example, 

in blocks of five or ten years) gave too little data for analysis in some segments. Dividing 

into three segments gave approximately similar population sizes: 22 persons (aged 28-40 

years old), 25 persons (aged 41-50 years old) and 26 persons (aged 51-58 years old). 

Omitted from this analysis were 9 respondents who returned incomplete questionnaires. It 

was conjectured that three data sub-sets of this size and spread of ages would reveal 

differences in the respondents' perceptions of their organization. 

These data sub-sets contain officers entering the organization, officers entering or leaving 

their mid-career mark, and officers approaching the retirement age of 60 years of age. 

Included in the first sub-set are probationers who have yet to pass their probationary 
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period. In the second sub-set are officers who have not yet completed their mid-career 

(assuming they will continue in their current career path). Included in the third sub-set are 

officers in the final stages of their career. 

It is noticeable that this sample leans towards employees at the older age groups. As 

discussed above, there were no discemable differences in the data attributable to the 

respondents' age. Analysis of the data according to the service length of the respondents 

revealed similar findings. These findings are displayed in the following tables. 

10.5.1. Variance Attributable to the Respondents' Service Length 

For this analysis, the sample was divided into respondents with 18 years of service and 

below, and 19 years' service and upwards. In the current sample, this represents a mid-

way point in the respondents' career pattern. This break point of 18 years after initial 

career entry represents someone's pre- and post-mid career assuming they complete their 

service until retirement age. A wider implication of this break point figure is that an 

officer does not achieve mid career until giving 18 years of service. In the sample, 

twenty-five respondents had served 18 years or fewer; forty-six respondents had longer 

than eighteen years' service and were thus in the second half of their careers. Four 

respondents declined (or omitted to include) their length of service in their response. 

Table 10.8 shows the univariate analysis of the questionnaire responses from respondents 

before and after the 18-years of service (mid-career) point. In this analysis there is no 

significant difference on factor 1 (Cultural and social environment in our organization) 

attributable to the length of public service of the two subject groups. 
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Table 10.8 Univariate Analysis Factor 1 (Cultural and Social Environment) 
Dependent Variable: A-R factor score 1 for analysis 2 

Type III Sum of Mean 
Source Squares df Square F Sh~. 

Corrected Model .263(a) 1 .263 .254 .616 
Intercept .002 1 .002 .002 .963 
Length of public service .263 1 .263 .254 .616 
Error 71.653 69 1.038 
Total 71.959 71 
Corrected Total 71.916 70 

(R Squared = .004; Adjusted R Squared = -.011) 

Table 10.9 shows the analysis of variance of the respondents before and after the 18-years 

of service (mid-career) point. In this analysis there is no significant difference on factor 2 

(Working with the boss and colleagues) according to people's length of public service. 

Table 10.9 Univariate Analysis Factor 2 (Working with the Boss and Colleagues) 
Dependent Variable: A-R factor score 2 for analysis 2 

Type III Sum of Mean 
Source Squares df Square F Sif!. 

Corrected Model 2.266(a) 1 2.266 2.235 .140 
Intercept .127 1 .127 .125 .725 
Length of public service 2.266 1 2.266 2.235 .140 
Error 69.963 69 1.014 
Total 72.238 71 
Corrected Total 72.229 70 

(R Squared = .031; Adjusted R Squared = .017) 

Table 10.10 shows the analysis of variance of the respondents before and after the 18-

years of service (mid-career) point. In this analysis there is no significant difference on 

factor 3 (Working within external quality standards) according to people's length of 

public service. 
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Table 10.10 Univariate Analysis Factor 3 (Working with Quality Standards) 
D d V . bl A R f: 3 f; I . 2 epen ent ana e: - actor score or analysis 

Type III Sum of Mean 
Source Squares df Square F Si2. 

Corrected Model 1.164(a) 1 1.164 1.158 .286 
Intercept .006 1 .006 .006 .941 
Length of public service 1.164 1 1.164 1.158 .286 
Error 69.351 69 1.005 
Total 70.580 71 
Corrected Total 70.515 70 

(R Squared= .017; Adjusted R Squared= .002) 

Table 10.11 shows the analysis of variance of the respondents before and after the 18-

years of service (mid-career) point. In this analysis there is no significant difference on 

factor 4 (Working within Thai Cultural Norms) according to people's length of public 

service. 

Table 10.11 Univariate Analysis Factor 4 (Working within Thai Cultural Norms) 
D d t V . bl A R f: t 4 £ I . 2 epen en ana e: - ac or score or ana 1

, IS1S 

Type III Sum of Mean 
Source Squares Df Square F Sie. 

Corrected Model .390(a) 1 .390 .372 .544 
Intercept .005 1 .005 .005 .946 
Length of public service .390 1 .390 .372 .544 
Error 72.232 69 1.047 
Total 72.637 71 
Corrected Total 72.622 70 

(R Squared= .005; Adjusted R Squared= -.009) 

Table 10.12 shows the analysis of variance of the respondents before and after the 18-

years of service (mid-career) point. In this analysis there is no significant difference on 

factor 5 (Working within Thai and Organization Cultural Norms) according to people's 

length of public service. 
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Table 10.12 Univariate Analysis Factor 5 (Thai and Organizational Cultural Norms) 
D d t V . bl A R t t 5 ~ 1 . 2 epen en ana e: - ac or score or ana ys1s 

Type Ill Sum of Mean 
Source Squares Df Square F Sig. 

Corrected Model .OOO(a) 1 .000 .000 .986 
Intercept .015 1 .015 .015 .904 
Length of public service .000 1 .000 .000 .986 
Error 72.606 69 1.052 
Total 72.621 71 
Corrected Total 72.606 70 

(R Squared= .000; Adjusted R Squared= -.014) 

10.6. CONCURRENCE BETWEEN RESPONDENTS: A COMMENT 

For a number of reasons, it is not wholly surprising that the data analysis suggests high 

concurrence between respondents; at least in response to particular questions. The expert 

respondents have an average of over 22 years of service in government institutions in 

Thailand. The questionnaire sample comprises career civil service officers in what the 

literature suggests is a tightly structured traditional hierarchical organization (see the 

discussion in chapter six, and passim). And their average length of service is approaching 

21 years. The closeness of the two samples in terms of length of service is shown in table 

10.13. The slightly higher lengths of service for the expert respondents are attributable to 

the inclusion of retirees in this population sample. 

uantitative data res ondents to attitude surve 
1719 ears 

Average years of government service 20.96 years 
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Indeed, it would be somewhat unusual if people committed themselves to working over 

twenty years in an organization with others of similar commitment and lengths of service 

and not during that timeframe developed shared beliefs, assumptions, values and 

practices (pace Schein, 1984, 1985). This would be especially so in an organization that 

traditionally has recruited from a limited range of schools and universities. Theories of 

the cadre organizational form suggest that employees who share a common background 

also share perceptions of the organization (see, for example, Rothstein, 1996: 48ff). The 

framework of government service also encourages closeness between employees and also 

between employees and senior officials. Proximity is part of the work environment. 

Neither the sample of expert respondents nor the respondents to the attitude survey 

questionnaire were drawn by random sampling selection methods: rather the samples are 

homogenous. One population of respondents were individuals who were empathetic to 

the research and had the time and willingness to participate. The other population sample 

comprised serving officers selected by their superiors to attend development seminars. 

The literature indicates that this should be an expected feature of personnel in the Thai 

civil bureaucracy (Komin, 1990). On the one hand, career advancement in the Thai civil 

bureaucracy is partly achieved through conformity (Shor, 1960; Riggs, 1966). Cognitive 

dissonance suggests that employees in an organization are sensitive to matches in their 

organization's professed statements and the behaviours within the organization (see 

discussions in Burnes and James, 1994; also Ostroff, 1993). Employee involvement in 

their organization is likely to be a factor of the employee's sense of fit between their own 

perceptions and those of their organization (Burnes and James, 1994). 
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On the other hand, this should be noteworthy for the statistical analysis in organizations 

in collectivist cultures where features of the organization itself (such as policies of 

employee recruitment, selection, and workplace acclimatization) encourage a body of 

employees to have a close affinity. 

10.7 SUMMARY OF THIS CHAPTER 

This chapter has presented the qualitative data and quantitative data gathered in this 

research inquiry through interview and survey questionnaire. Data gathered from 

interviews with experts indicate consistency in responses on three issues which are 

claimed to influence behaviours in the workplace: notions of authority, the organization's 

implicit, and individuals' behaviour towards their work colleagues. Data gathered from 

the survey questionnaires indicate high levels of concurrence in responses, in spite of 

differences in the age and service length of the respondents. In these latter data, detailed 

statistical analysis indicated little divergence of opinion regardless of age or length of 

service of the respondents. A schedule of future research is intended to follow-up the 

current research and focus on these issues (see chapter fourteen). 

The following chapter, Analysis of the Empirical Data and Implications for Public 

Management, presents an analysis of the data gathered in this research. The chapter 

includes the beginning of a discussion on the implications of the data for public sector 

management; a discussion developed more fully in chapters twelve and thirteen. 
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PART THREE 

RESEARCH FINDINGS AND 

INTERPRETATIONS 



CHAPTER ELEVEN 

ANALYSIS OF THE EMPIRICAL DATA AND 

IMPLICATIONS FOR PUBLIC MANAGEMENT 

11. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter presents an analysis of the data gathered in this research. As described and 

discussed in earlier chapters, this research used a mixed methods approach. A series of 

semi-structured in-depth interviews provided preliminary qualitative data which were 

used to construct an attitude survey questionnaire to generate quantitative data. The data 

generated by this research therefore provide three data sets. The first set of data is the 

qualitative data provided by responses to the semi-structured in-depth interviews. This 

data set is augmented by the quantitative data gathered from the attitude survey 

questionnaire. Each of these data sets can be compared to earlier empirical research 

reported as part of the current literature review. A third data set stems from the qualitative 

and quantitative data in combination. 

This chapter is organized into four parts. The first part sets out and describes the 

qualitative data gathered from the interviews conducted with the expert respondents. The 

second part presents and describes the quantitative data gathered from the attitude survey 

questionnaires. The third part describes the statistical processes used to make sense of the 

two sets of data. The fourth part begins a discussion of the implications of the empirical 

data for public management. This discussion is developed more fully in the following 

chapter entitled, Interpreting the Data: Culture in the Thai Bureaucracy. 
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11.1. THE OPINIONS OF THE EXPERT RESPONDENTS 

Overall, the experts show some consistency in their responses on three issues: authority, 

implicit rules how individuals should conduct themselves in the organization, and 

behaviour towards other members of the organization. 

The following two tables show the opinions of the expert respondents in response to two 

key questions. Table 11.1 shows the combined opinions of the expert respondents on 

organizational and cultural influences in their organization (ranked by the frequency of 

response). (Appendix 4 contains a summary of the data gathered from the expert 

interview responses). 

Table 11.1 Influences on Behaviour in the Thai Bureaucracy (expert rankin2s) 
Ql. In your opinion, and from your experience, what are the three most important influences 
on workplace behaviour in the Thai public sector? 
Rank Opinion of Expert Respondents (n = 24) frequency Median Expert ranking 

(avera2e) 
l st The boss 10 1.000 1.500 
2m1 Workplace environment (social) 8 3.000 2.625 
3ro One's colleagues 7 2.000 1.857 
4t11 Thai cultural norms 6 1.500 1.750 
5tn Public service mindset 6 2.000 1.833 
6th Organizational culture 5 1.000 1.600 
7th Internal rules and regulations 5 2.000 2.200 
gtn Salary and benefits 4 1.500 1.750 
9th Workplace environment (physical) 3 3.000 2.667 
lOUl W orkolace philosophy 3 2.000 2.000 

The experts show some consistency in their responses to the open-ended questions of the 

'prompt' sheet. Considered important to be cited by more than a handful of experts are 

three issues. The most important influences seem to relate to authority ("the boss", 
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"seniority", "the level of seniority"). The second most important influences seem to relate 

to implicit rules of how to behave in the organization {"Thai cultural norms", 

"organizational culture", "having consideration for others"). The third most important 

influences seem to relate to implicit rules of how to other people in the organization 

("one's colleagues", "consideration for others", "organizational environment (people)", 

''workplace environment (social)"). Table 11.2 shows the combined opinions of the 

expert respondents on the influences of Thai culture in their organization (ranked by the 

frequency ofresponse). These findings are discussed in detail in the following chapter. 

Table 11.2 Features of Thai Culture in the Thai Bureaucracy (expert rankings) 
Q2. In your opinion, and from your experience, what are the three most important features of 
Thai culture that influence people's workplace behaviour in the Thai public sector? 
Rank Opinion of Expert Respondents (n = 24) Frequency Median Expert ranking 

(avera2e) 
1st Respect for seniority 16 1.000 1.438 
2nd Thai cultural norms 15 2.000 1.993 
3ra Consideration for others 10 2.500 2.300 
4th Training from school 5 3.000 2.875 
5th Organizational environment (people) 3 3.000 2.667 
6th A person's expertise 3 3.000 2.333 
7th= Buddhist teachings and practices 3 2.000 2.000 
7th=. Level of seniority in the organization 3 2.000 2.000 
9th Organizational culture (psychological) 2 1.500 1.500 
10th= Public service mindset 2 2.000 2.000 
lOUl= Homogeneous work & social environment 2 2.000 2.000 

The attitude survey was administered to officers from the civil bureaucracy who 

participated in a series of professional development seminar-workshops in October 2006. 

Eighty-two seminar participants returned completed copies of the survey questionnaire. 

This number represents a response rate of over 87 percent of the ninety-five 
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questionnaires that were distributed among the participants. The majority of respondents 

(46 officers) represent the Office of the Civil Service Commission (OCSC). In this data 

corpus, other departments of the Thai civil bureaucracy were represented by smaller 

numbers of people. (Details of the population of respondents answering the survey 

questionnaire are given in chapter ten). 

11.2. QUANTITATIVE DATA ANALYSIS 

The quantitative data were analysed using a variety of statistical methodologies in 

Statistical Package of Social Sciences (SPSS) version 14.0. As a preliminary test, the 

quantitative data from the attitude survey questionnaires was subjected to two tests of 

normality: the Kolmogorov-Smimov test and the Shapiro-Wilk test. Neither of these tests 

suggests that the questionnaire responses reveal a normal distribution. Appendix 5 lists 

the data from these two tests. Examining these data item by item indicates that the 

questionnaire items have a tendency to bunch together. This is confirmed by inspecting 

the bar charts relating to the closed-ended questions, i.e. questions numbered 1-4 

(inclusive) and question 10. Appendix 6 contains a summarized report of the number of 

respondents answering each closed-ended Likert-scale question. Factor analysis also 

reveals that respondents display a concurrence on a number of question responses. (This 

phenomenon is discussed below and in the following chapter). 

It would be expected that responses to some questions bunch together. This is likely to be 

especially so if a question has a patriotic focus (in the current context no-one would wish 

to be considered unpatriotic). As noted in earlier chapters (especially chapters five and 
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six) the lineage of the Thai public bureaucracy is interwoven with the Thai nation and the 

development of nationhood. Indeed, as noted (in chapters four and five) the institution of 

the Thai civil bureaucracy has been shaped and developed under royal decree (see the 

relevant discussions in Siffin, 1966; Riggs, 1966; Bunnag, 1977; Wyatt, 1982; Wyatt, 

1994; Peleggi, 2002; Mead, 2004). And, as noted, the bureaucracy was "heir to a 

venerable royal tradition" (Shor, 1960: 70). The work tasks of the bureaucracy include 

national development such as managing the successive national and economic plans and 

aiding efforts to reform public governance and administration (see, for example, 

discussions in Bowomwathana, 1997; Teokul, 1999). While the later years of the 

nineteenth century saw sustained efforts to consolidate otherwise disparate parts of the 

state and establish the infrastructures of governance, national development accelerated 

apace from the mid-twentieth century with a renewed government focus on this task and 

the establishment of specialized government agencies set up to carry out facets of this 

task (see relevant discussions in Muscat, 1994; Teokul, 1999; McCargo, 2002a; Baker 

and Phongpaichit, 2005). 

Table 11.3 displays the responses to question 2.6 (attributes of Thai culture: A sense of 

duty to serve the nation) in terms of individuals and percentages (rounded up or down as 

appropriate). 

Table 11.3 Question 2.6 A Sense of Duty to Serve the Nation 
Very Negatively Slightly Slightly Positively Very Don't No N 

negatively negatively positively positively know data 
1 0 3 19 35 23 0 1 82 

1.2% 0% 3.6% 23.2% 42.6% 28% 0% 1.2% 99.8% 
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The responses bunch at the positive end of the Likert scale. The few outlying dissenters 

are from the younger age groups. In the sample overall over 93 percent of respondents 

stated that a sense of duty to serve the nation was an attribute of Thai culture that 

influences behaviour in their workplace. A similar occurrence can be seen in question 3. 

How do the following factors influence change in the ways of working in Thai public 

sector organizations? Table 11.4 shows the responses to sub-question 3 .2 A strong 

leader: 

T bl 11 4 Q f 3 2 A St L d a e . ues ion . ron2 ea er 
Very Negatively Slightly Slightly Positively Very Don't No n 

negatively negatively positively positively know data 
3 2 1 9 38 28 0 1 82 

3.6% 2.4% 1.2% 11% 46.3 34.1% 0 1.2% 99.8% 

In this response 75 people indicated that a strong leader has a positive influence on 

change in the ways of working in their organization. This represents over ninety percent 

of the sample who completed the questionnaire. Of these, 28 people (34 percent of the 

sample) indicated that a strong leader can influence change very positively. As discussed 

in greater detail in the following chapter, a hierarchical organization established and 

refined over many centuries as a monarchical institution would be expected to value 

strong leadership (see discussions in: Maisrikrod, 1999; Ganesan, 2004b ). Research 

conducted in several Asian countries indicates that management in Thailand tends to be 

autocratic (Redding and Casey, 1976). This is born out by empirical research conducted 

within the institution itself (Riggs, 1966; Siffin, 1966; Komin, 1990). Notably, the 

institution itself was "conceived in the image of autocratic despotism" (Shor, 1960: 70). 
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In terms of influences from within the organization, the expert respondents cited 'the 

boss' as the primary influence on workplace behaviour in the public sector environment. 

Here, the concept of the boss includes both the most senior figure in the organization (i.e. 

the Director-General) as well as more immediate authority figures such as the department 

or unit supervisor. As several respondents explained, the character and personal 

demeanour of this figure is important. Descriptions such as "regimental", "a stickler for 

the rules", "demanding" suggested an authoritarian approach. Other respondents 

described their experience of 'the boss' as: "he delegates authority and influences what 

gets done". At the one extreme of boss-like behaviour are those figures who hold 

authority but who tend to be inactive. In this case, the workplace will likely lack firm 

leadership (and possibly a sense of purpose or direction). This environment may not 

overly affect day-to-day routinized work, but may adversely affect longer-term strategic 

goal-setting and hamper potential initiatives. Leadership style and effectiveness have 

been cited as important for readying the organization (and its employees) for future 

strategic tasks (see discussions in Chen and Silverstone, 2005). In such environments the 

leader's style influences the organization's environment and the personal development of 

the employees. Leaders who can adapt their leadership style to the readiness of 

employees tend to generate high levels of employee job satisfaction and performance 

(Chen and Silverstone, 2005: 281). In such environments, employees experienced less 

stress and stated their intention to remain in the organization (Chen and Silverstone, 

2005: 286). Leaders who communicate with employees is a key feature of organizational 

effectiveness (Hoogervorst et al, 2004). The work climate in an organization is improved 

and work conducted more effectively when employees perceive that their managers 
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involve them in operational and strategic matters (Shadur et al, 1999). Conversely, when 

employees perceive that their manager's style is more authoritarian and does not involve 

employees, the work climate will be less effective. The demeanour of some leaders in the 

Thai bureaucracy has been described as "despotic paternalism" (Chaloemtiarana, 1979). 

Of whatever complexion, it is important that the boss is able to make decisions, as one 

respondent expressed it, "to give his approval yes or no". 

The empirical data in the current research indicates a strong organizational climate. By a 

'strong' organizational climate is meant "agreement among an organization's members 

regarding the policies and practices as well as the shared values" (Dickson et al, 2006: 

351). The respondents to the attitude survey questionnaire showed high levels of 

agreement to questions of their organizational culture. For example, question 2: How do 

the following attributes of Thai culture influence workplace behaviour in Thai public 

sector organizations? (Sub-question 2.6: "a sense of duty to serve the nation"), the 

respondents are almost totally in agreement. Seventy-seven respondents (94 percent) 

suggested that attributes of Thai culture have a positive influence on their work. Twenty-

two respondents (27 percent) suggested that this would influence their work "slightly 

positively". Thirty-four respondents (41 percent) suggested that this would influence their 

work "positively". Twenty-one respondents (26 percent) suggested that this would 

influence their work ''very positively". Only four respondents (5 percent) felt that this 

would have some measure of negative influence on public sector work. One person stated 

that they "don't know". It is to be expected that the organization would display features 

of the national culture as this is a well-known attribute of organizations (see discussions 
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in Soeters and Schreuder, 1988; van Muijen and Koopman, 1994; Nelson and Gopalan, 

2003; Gerhardt and Fang, 2005; de Hilal, 2006). An interesting feature of these data is the 

high number of respondents (seventy-seven, 94 percent) who believe that attributes of 

Thai culture have a positive effect on their workplace behaviours. This would have 

pronounced consequences for inter-relationships with colleagues which are another 

feature of behaviour that was deemed by the expert respondents to have an important 

influence in this workplace. In the questionnaire, seventy-three out of the eighty-two 

responses (89 percent) suggested that this was an important feature of the workplace. 

On the issue of leadership, data from the closed-ended questions on the attitude survey 

questionnaire suggest that the respondents are in close accord. Leadership is a key facet 

of organizational climate (Schein, 1997 [ 1992]; Chen and Silverstone, 2005). In 

particular, the leaders' values (as perceived by employees) are a crucial dimension in 

establi hing a positive organizational climate (Grojean et al, 2004). In the environment of 

public administration the actions and behaviours of leaders can influence innovativeness 

and organizational change, and also set the organization's ethical framework (Borins, 

2002; Fleming and McNamee, 2005). On the attitude survey questionnaire, this issue is 

addressed in three questions. Question 1 asks: How do the following influence workplace 

behaviour in Thai public sector organizations? The first sub-question ( 1.1) is "the boss". 

Of the 82 respondents, 65 respondents (79 percent) answered on the positive side of the 

6-point Likert scale. Twenty-one respondents (26 percent) suggested that "the boss" 

influenced workplace behaviour "slightly positively". Thirty-one respondents (38 

percent) suggested that "the boss" influenced workplace behaviour "positively". Thirteen 
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respondents (16 percent) suggested that "the boss" influenced workplace behaviour "very 

positively''. 

Question 3 asks: How do the following influence change in the ways of working in Thai 

public sector organizations? The first sub-question (3 .1) is "Good examples from the 

leadership". Of the 82 respondents, 73 respondents (89 percent) suggested that good 

examples from the leadership would have a positive influence on change in the ways of 

working. Fifteen respondents (19 percent) suggested that good examples from the 

leadership influence change "slightly positively''. Thirty-one respondents (38 percent) 

suggested that good examples influence change "positively''. Twenty-seven respondents 

(33 percent) suggested that good examples influence change "very positively''. In sub-

question 3.1 eight respondents felt that good examples would have some measure of 

negative influence on change. One respondent answered "don't know". 

The following sub-question (3 .2) is "A strong leader". Of the 82 respondents, 74 

respondents (90 percent) suggested that a strong leader has a positive influence on change 

in the ways of working. Eight respondents (10 percent) suggested that a strong leader 

influences change "slightly positively''. Thirty-eight respondents (46 percent) suggested 

that a strong leader influences change "positively". Twenty-eight respondents (34 

percent) suggested that a strong leader influences change "very positively''. 
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11.3. INFLUENCES ON WORKPLACE BERA VIOUR 

The following responses have been extracted from question 1 of the attitude survey 

questionnaire, How do the following influence workplace behaviour in Thai public sector 

organizations? According to the percentage of respondents indicated a level of positive 

influence (slightly positively, positively, very positively) the most important is one's 

work colleagues (89% ). Table 11.5 displays the influences on workplace behaviour 

ranked in order of importance from the analysis of the attitude survey data. 

Table 11.5 Influences on Workplace Behaviour (questionnaire responses) 
QUESTION 1: How do the following influence workplace behaviour in Thai public sector 
or2anizations? 

Slightly Positively Very 
positively positively 

Ranked in order of importance n O/o n % n % Total Total 
n % 

One's work collea211es 27 33 39 47.5 7 8.5 73 89 
Aspects of Thai culture* 33 40.2 31 37.8 5 6.1 69 84.1 
The or2anization's reeulations 37 45.1 30 36.6 2 2.4 69 84.1 
The workplace social environment 26 31.7 35 42.6 7 8.5 68 82.8 
The culture of the oreanization 31 37.8 31 37.8 5 6.1 67 81.7 
The boss 21 25 .6 31 37.8 13 15.8 65 79.2 

* equal in terms of total respondents, but rated by more respondents as a "very positive" influence 

Comparing these rankings with those revealed in the interviews with the expert 

respondents (see tables 11.1 and 11.2, above), similar items appear. The expert 

respondents ranked 'the boss' as the most important influence. This was followed by the 

workplace environment as a social setting, and thirdly by 'one's colleagues'. The expert 

respondents and the survey respondents share remarkably similar profiles in terms of 

length of public service: approximately 23 years by the experts compared to 

approximately 21 years by the survey respondents. In spite of this near replication of 
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service history, the two groups appear to have differing perceptions. This is exacerbated 

in the example of the features of Thai culture that each sample suggests influence 

workplace behaviour in their organization. Table 11.5 displays the attributes of Thai 

culture that survey respondents ranked in order of importance. In the view of this sample 

'a sense of duty to serve the nation' is clearly considered important. In the sample, 28 

percent consider this to be a very positive influence on workplace behaviour. A further 43 

percent indicated that this feature is of positive influence. Out of the total sample (n=82) 

only four people (4.8%) indicated that this feature has some degree of negative influence 

on workplace behaviour. 

The expert respondents did not place this feature in their ten most important rankings. 

Rather the experts cited 'respect for seniority' as the paramount feature of Thai culture 

that influences behaviour in this setting. This high ranking accords with the survey 

respondents who place this feature second in their ranking of importance. Interestingly, 

both samples consider relationships with others as important. The expert ranked 'top ten' 

includes 'consideration for others' and 'organizational environment: people'. Similarly, 

the survey respondents indicate that 'the need to preserve harmony', 'a spirit of 

compromise', and 'consideration for others (grengjai)' are key issues from Thai culture 

that influence workplace behaviour. The concept of greng jai is a common everyday 

feature of Thai culture and not readily translatable into western or European concepts. 

The usual 'approximate' translations are: being sensitive to others' feelings and concerns, 

consideration for others, and an unwillingness to disturb others. Everyday examples from 

the workplace would be a subordinate employee not interrupting a manager even in a 
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situation that is urgent or pressingly important. Preserving the concept of 'not disturbing' 

would be more imperative to the subordinate than responding to the immediate situation. 

Table 11.6 displays the attributes of Thai culture that influence workplace behaviour 

ranked in order of importance from analysis of the attitude survey data. 

Table 11.6 Thai Culture and Workplace Behaviour (questionnaire responses) 
QUESTION 2: How do the following attributes of Thai culture influence workplace 
behaviour in Thai public sector or2anizations? 

Slightly Positively Very 
positively positively 

Ranked in order of importance N % n O/o n % Total Total 
n O/o 

A sense of duty to serve the nation 19 23.l 35 43 23 28 77 94.1 
Respect for seniority 32 39 35 42.7 7 8.5 74 90.2 
The need to preserve harmony 29 35.3 36 44 8 9.8 73 89.1 
A spirit of compromise 42 51.2 25 30.4 5 6.1 72 87.7 
Working together with colleagues in 29 35.3 33 40.2 8 9.8 70 85.3 
2roups 
Consideration for others (greng jai) 29 35.3 19 23.2 6 7.3 54 65.8 
An attitude of "it doesn't matter" 32 39 14 17.1 4 4.9 50 61 
(mai pen rai) 
Workin2 in ways to save face 21 26 16 19.5 3 3.6 40 49.1 

Another common and every-day feature of Thai culture is mai pen rai. This is usually 

translated as: it doesn' t matter, it ' s not important. However, it would be misleading to 

think that these are literal translations. In Thai culture the concept is broader than the 

brushing off a mild irritant or inconvenience. Everyday examples would be when 

someone who is insistent or pushy realizes that their behaviour is potentially upsetting. 

The person would use this phrase to diffuse a faux pas that risks being seen as 

embarrassing, impolite or hurtful. In general Thai culture has a range of strategies to 

excuse behaviour, soften aggressive behaviour (or tone of voice), diffuse threats, and aid 

social interaction - especially with unknown individuals such as officials, people in 
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uniform (such as police or military officers), and other authority figures. Foreigners are 

sometimes categorized into a similar category as they often cannot be immediately placed 

in a Thai socio-cultural framework. Communication strategies include a modest 

demeanour (softly spoken, gentle movements), submissive body language (head bowed, 

limited eye contact), and the famous Thai smile. (The Thai smile serves a range of 

functions including nervousness, fear, apprehension, and uncertainty). In many ways 

these communication strategies help relieve the tensions of living in close proximity to 

others (in a culture acknowledged to be group-oriented and hierarchical). 

The quantitative data were analysed with a number of expectations in mind. Central to 

these explanations was the premise that the responses of older respondents would 

represent traditional values while younger respondents would offer more diverse 

(possibly more radical) responses. This would in some ways reflect the national 

development of Thailand in which, over several decades, cultural incursions from 

western societies have taken hold along with imported capital goods, technological 

innovations, and other symbols of progress (see discussions in Booth, 1999; Maisrikrod, 

1999; Goss and Burch, 2001; Frankema and Lindblad, 2006). These expectations stem 

from an awareness of Thai history. The revolution of 1932 deposed the monarchy. For 

the next 14 years (until the coronation of the ill-fated King Ananda in 1946), Thailand 

was ruled by a regent until the (then) underage monarch-in-waiting reached the 

appropriate age of ascension. In the 1950s Thai politics became a 'merry-go-round' with 

politicians elected, quasi-elected, and military followed each other in swift succession. 

These events would be in the personal experience of some of the questionnaire 
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respondents, the oldest of whom was born in 1948. Some of the expert respondents, who 

in some cases are a generation older than the questionnaire respondents, would have 

personal experience of the events that took place from the late 1930s. However, the data 

did not reveal such a range of viewpoints. There was little, if any, divergence of opinion 

attributable to the different age groups (young or old) or to the length of service (pre- or 

post-mid-career). This was unexpected. The statistical evidence suggests that (overall) the 

respondents concur in their opinions. 

11. 4. IMPLICATIONS FOR PUBLIC MANAGEMENT 

Traditionally, the complexion and behaviours of the Thai civil bureaucracy has been as 

an elite instrument of governance serving various monarchs (see discussions in Bunnag, 

1977; Baker and Pongpaichit, 2005). As described and discussed in chapters three-five, 

monarchs in diverse dynasties throughout the ages have taken active roles in shaping this 

instrument and its functions. For its part, the bureaucracy has contributed to the 

development of the national entity. This was especially evident during the late nineteenth 

and early twentieth centuries when outlying provinces were increasingly brought into a 

unified national entity directed by the newly-created Ministry of the Interior under the 

leadership of Prince Damrong Rajanubhab (1862-1943). Appointed by King 

Chulalongkorn (and one of the king's many half-brothers) as Minister of the Interior from 

1892-1913, Prince Damrong changed the public administrative structure of the provinces 

of Siam. 
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The continued loyalty of the bureaucracy to the state was critical during times of 

turbulence - whether this was external (as in the propositions of colonial powers in the 

nineteenth and early twentieth centuries) or internal (as in the coup d'etat of 1932 or the 

various military coups during the latter half of the twentieth century). In its organizational 

structure, the civil bureaucracy has traditionally had the reigning monarch at the pinnacle 

of the civil hierarchy with senior tiers being held by other members of the royal family 

and the nobility (Bunnag, 1977; Ockey, 2004a; Baker and Pongpaichit, 2005). With 

minor changes (in the late nineteenth and early twentieth centuries, see chapters three and 

four) this structure was extant throughout the lengthy history of the bureaucracy. It 

remained so until constitutional changes in the late twentieth century designated the 

government (with the bureaucracy as an instrument of state) headed by the king (see 

discussions in Pongpaichit and Baker, 2002 [1997]: 303ff). 

Mirroring Thai social norms, Thai organizations tend to be strictly hierarchical and the 

various data gathered in this research confirms this. In workplace environments which are 

hierarchical, all major (and not a few minor) decisions are 'top down' from senior levels 

(often father figures). In practice this means not only what work is to be done, but also 

how this work is to be done and by whom. The work ofGeert Hofstede (especially 1983) 

categorized bureaucracy in Thailand as a 'full bureaucracy'. This is based on an amalgam 

of two attributes: a propensity for large power-distance (PD) in society and in 

organizations and a culture of moderately strong uncertainty avoidance (UA). According 

to Hofstede, organizations in societies with high power-distance (PD) tend to have a high 

degree of centralization and high levels of autocratic leadership (Hofstede, 1983: 91 ). 
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According to Hofstede (1983), collectivist countries always show large power-distances 

(Hofstede, 1983: 91, emphasis added). In Hofstede's work (e.g. 1964, 1980a, 1983; 1991, 

2001 ), Thailand is categorized as having high power-distance and low individualism. 

Figure 11. l shows the position of Thai bureaucracy in comparison with other state 

bureaucracies on the Hofstede (1983) dimensions. 

s Power-Distance (P-D) 
II L ma arge 

WORKFLOW FULL 
~ BUREAUCRACY BUREAUCRACY = = e.g. Israel, Germany, Costa e.g. France, Portugal, -Rica Belgium, Guatemala 

~ 
MARKETPLACE PERSONNEL 
BUREAUCRACY BUREAUCRACY 

~ e.g. UK, Ireland, countries in e.g. Hong Kong, Indonesia, 
~ Scandinavia Malaysia, India, West Africa 

Figure 11.1. Types of Bureaucracy from the Hofstede Framework 
(Source: Adapted from Hofstede, 1983: 84-87) 

Samudavanija (1987) notes that the civil bureaucracy has among its key features an 

institutionalized and personal arrogance and disdain for outsiders (Samudavanija, 1987: 

92-93). This mind-set is likely to be a feature of diverse factors such as recruitment, 

indoctrination of new members into the organization and its values, a strong sense of 

history and social roles, and on-going behaviours. By dress and manner Thai government 
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officials are differentiated from outsiders with ceremonies and events - especially those 

which have a connection with the monarchy (see chapter six, figure 6.1 ). For these 

occasions officers wear a formal 'dress' uniform comprising white tunic jackets and 

white trousers (white skirts for females). At more formal ceremonies (for example in a 

royal presence) male officials wear black trousers. Also on formal occasions, service 

medals are de rigu,eur as are any insignia symbolising a royal appointment or promotion. 

When a royal personage presides over such ceremonies members of the public will most 

likely be excluded. An official photographer from the Royal Household Bureau will 

record scenes of the ceremony or event. The taking of photographs by other 

photographers is proscribed. In traditional bureaucracies, such behaviours are 

commonplace. In the Hofstede framework (as in figure 11.1 ), the civil bureaucracies of 

Belgium, France, Guatemala, and Portugal would be expected to display similar attributes 

(see also Jun and Muto, 1995; Quermonne and Rouban, 1986; Christensen, 2000). The 

civil services of France, Japan, and Great Britain (to name a few) have strict codes of 

comportment, dress, and behaviour at formalized ceremonies of state. In Thailand, 

acceptance as a civil bureaucrat tends to be regarded as an honour with appropriate 

symbols of rank and office bringing concomitant esteem for the incumbent (Leung and 

Tjosvold, 1998: 179; Painter, 2004: 377). 

Team working is a (more or less) universal attribute of the Thai workplace; a feature of a 

collectivist approach to social interactions. Much less prevalent is the cross-fertilization 

of ideas-and suggestions at middle and junior levels, and between levels of hierarchy. 

This is likely to be a feature of a preference for high power-distance in the Thai social 
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environment which is similarly reflected in the workplace. Teams comprising people at 

the same level of hierarchy (i.e. of the same or similar status) may be self-selecting. 

Teams comprising people at different level of hierarchy (i.e. of the different rank or 

status) are unlikely to be self-selecting. Any junior members in such a team are likely to 

be under duress and will try to maintain a low profile. People avoid making suggestions 

from bottom-up as this would risk offending to the recognized authority figure and 

decision-maker and others in the room. Thai social mores require that the judgements and 

decisions of authority figures are unquestioned. In research studies concerning workplace 

relationships between subordinate and senior employees Asian respondents score low on 

issues such as listening to suggestions of subordinates, seniors admitting errors and 

seniors trusting subordinates (Adsit et al, 1997). 

11.5. THE THAI CIVIL BUREAUCRACY AS A CADRE ORGANIZATION 

In a cadre organization, a key skill of employees is the "ability to understand and 

embrace the organization's ideological goals and to implement them in varying 

circumstances" (Rothstein, 1996: 48). A cadre organization has a number of distinctive 

characteristics including an explicit ideology (and a commitment of the organization's 

members to this ideology), a lack of formal control, strong internal cohesion among the 

organization's members (Rothstein, 1996). One key feature which differentiates a cadre 

organization from other bureaucratic forms is the members' collective sense of mission. 

Members of a cadre organization are "strongly engaged in altering the norms and 

behaviour" of their environment (Rothstein, 1996: 50). As noted by Rothstein (1996), in 

such organizations, duty and public service take precedence over the usual forces of 
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human motivation such as personal self-interest, political manoeuvring, and coalition 

building. A collective sense of mission gives cadre members a shared sense of purpose. 

In a cadre organization, a kind of consensus exists between the will of the workforce and 

the policy setters. Similar professional backgrounds of the organization's members 

nurture a mutual mindset. This leads to a ready understanding of the philosophy and 

purpose of the work and the means of conducting day-to-day tasks. Members of a cadre 

organization work within a shared understanding, with mutual trust and a collective 

effort. Members work collaboratively towards the common good. Rules are interpreted as 

guidelines rather than as imperatives. 

A distinguishing feature of a cadre organization is that members are "highly sensitive to 

changing wishes on the part of their leaders, and are able rapidly to change their measures 

accordingly'' (Rothstein, 1998: 91). In one case study of a cadre organization in the 

public service sector, this manifested itself in a very high responsiveness to new 

directives from the top levels and a willingness to tum stated policies (decided centrally) 

into actions (carried out locally) (Hunt and Ivergard, 2007). In a cadre organization, 

employees implement new initiatives with minimum debate and delay thus shortening 

their response times. This is ensured by the close relationship between work colleagues, 

and especially implicit understanding of the organization and the individual's role in it. 

11.6. SUMMARY OF THIS CHAPTER 

The mixed methods approach employed in this current research allows cross-fertilization 

of the various data sets. Triangulation of these data provides each component of the 
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overall data with the potential for rich analysis and description. The data gathered from 

the experts' responses in qualitative interviews shows consistency in three areas: 

authority, implicit rules of conduct by individuals, and behaviour towards others in the 

organization. These areas featured strongly in the responses on the attitude survey 

questionnaires administered to a range of employees. In terms of attributes of national 

culture that emphasized workplace behaviours, the expert respondents cited respect for 

seniority, Thai cultural norms, and consideration for others as key influences in the 

workplace of the civil bureaucracy. An addition feature cited by questionnaire 

respondents was a 'duty to serve the nation'. People who dissented from this general 

view tended to be from younger age groups who accordingly had less work experience in 

the civil bureaucracy. An analysis of the Thai public bureaucracy from a historical and 

socio-cultural perspective indicates that key behaviours in the bureaucracy are time-

honoured. Comparison of data gathered from senior members of the bureaucracy with 

data gathered from a sample of senior middle-level and more junior managers indicates a 

high level of concordance of opinions. Close concurrence of respondents ' opinions 

indicate that the Thai public bureaucracy may have some of the inherent features of a 

cadre organization. 

The following chapter, Interpreting the Data: Culture in the Thai Bureaucracy, describes 

an interpretation of the findings from the qualitative and the quantitative data and 

discusses these findings from the perspective of the prevailing organizational culture of 

the Thai civil bureaucracy. 

292 



CHAPTER TWELVE 

INTERPRETING THE DATA: 

CULTUREINTHETHAIBUREAUCRACY 

12. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter gives an interpretation of the empirical data (presented and discussed in the 

previous chapter). As in the previous chapter, this chapter describes findings from the 

expert respondent interviews and the attitude survey questionnaire. This chapter revisits 

the focus of this research inquiry to address issues of the influences of national and 

organizational culture of the Thai civil bureaucracy. Part of the discussion on 

organizational culture includes a section on the organizational climate in the Thai 

bureaucracy. Organizational climate encompasses a range of issues, including leadership, 

the workplace ethos within the bureaucracy, and the values that influence employees in 

their workplace. 

This chapter is organized into four parts. The first part summarizes issues of culture and 

climate in organizations. Specifically, this describes the interrelatedness of organizational 

culture and climate and how these phenomena influence workplace behaviours. Using 

empirical data gathered in this research, the second part describes culture and climate in 

the Thai civil bureaucracy. In essence, the data suggest that this organization has a strong 

organizational climate as indicated by the high levels of agreement between respondents 

in different parts of the organization. The data also suggest that agreement between 

respondents is bunched together in particular areas which contribute to the workplace 
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environment of their organization. The third part of this chapter discusses espoused 

values of the Thai bureaucracy and presents a counterpoint to the earlier discussion. The 

chapter concludes with a discussion which seeks to understand the apparent homogeneity 

of opinions revealed in the empirical data. 

12.1. CULTURE AND CLIMATE IN ORGANIZATIONS 

Features of organization cultures can generate members' commitment to their 

organization's corporate values and philosophy (O'Reilly, 1989; Wallace et al, 1999; 

McMurray et al, 2004). One facet of organizational culture is an organization's ability to 

create a workplace climate (environment) that is sufficiently attractive to encourage the 

interest of good potential employees. Such an environment needs to be sustainable over 

time in order to retain good employees. However, workplace climate is said to be 

"relatively temporal, subject to direct control, and largely limited to those aspects of the 

[workplace] social environments that are consciously perceived by organizational 

members" (Denison, 1996: 624). 

Organizational climate refers to the perceptions of an organization's members of their 

work environment in terms of management, effectiveness and the working practices of 

their colleagues (see, Forehand and Gilmer, 1964; Burke and Litwin, 1992). Schneider 

(1975) defines organizational climate as "psychologically meaningful molar [i.e. 

environmental] perceptions that people have of their own work settings" (Schneider, 

1975: 473). Schneider et al (1996) identify four dimensions of climate: (i) the nature of 

interpersonal relationships in an organization (and whether characterized by trust or 
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conflict); (ii) the hierarchical nature of the organization (and its influence on decision-

making); (iii) the type of work carried out by the organization's members (e.g. whether 

challenging or boring); (iv) the type of support and reward for the organization's 

members (Schneider et al, 1996: 10-11). Organizational climate comprises members' 

shared perceptions of the day-to-day practices and procedures in their organization 

(Schneider, 1975: 473ff). The collective cognitions of an organization's members are a 

very powerful motivator in teams and workgroups (Gibson and Earley, 2007). 

Moran and Volkwein (1992) suggest that organizational climate is formed in either of 

three possible ways: (i) as a facet of an organization's structure, (ii) as an outcome of the 

individual perceptions of employees, and/or (iii) as an outcome of individual employees 

collectively interpreting their workplace environment (Moran and Volkwein, 1992: 20ff). 

Diverse empirical studies over several decades indicate that a supportive climate has a 

definite impact on employee performance and motivation (see, for example, Litwin and 

Stringer, 1966; Johannsen et al, 1977; Wimalasiri, 1993; Kangis and Williams, 2000). 

For Moran and Volkwein (1992), organizational climate is an enduring feature of an 

organization which distinguishes one organization from another. Organizational climate 

"embodies members' collective perceptions", is produced by members' interaction, acts 

as a mechanism for interpreting the workplace situation, reflects prevailing norms, values 

and attitudes, and shapes behaviour (Moran and Volkwein, 1992: 20). Organizational 

climate is said to "experiential, complex and enduring" (DeCotils and Koys, 1980: 172). 

In any one organizational system there may be many climates, created by the "practices 

and procedures" of the system (Schneider, 1975: 475). An organization's collective 
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perceptions include autonomy, trust, cohesiveness, support, recognition, innovation and 

fairness (Moran and Volkwein, 1992: 20). These attributes overlap somewhat with those 

in a cadre organization (see, for example, Rothstein, 1996: 47ff; Rothstein, 1998: 91ff). 

Nurturing mutual trust, for example, is seen as a win-win situation for both the 

organization and the employee (Gould-Williams, 2003: 31 ). Organizational climate is one 

of the key factors that "may influence employees' perceptions of involvement" in their 

workplace (Shadur et al, 1999: 480). The formation of workplace climate has been 

categorized as structural, perceptual, or interactive according to whether the main 

contributory factor to workplace climate stems from organization's structure, the 

perceptions of individual employees, or the socialized perceptions of groups of 

individuals (see Moran and Volkwein, 1992: 20ff). Empirical research suggests that 

workplace effectiveness increases when employees perceive they have a greater 

involvement in workplace decision making in a climate of information sharing and 

favourable management support (Burke and Litwin, 1992). Employee involvement is 

aided or impaired by organizational climate which has an important role in setting "the 

tone of an organization" (Shadur et al, 1999: 480). Empathy and trust within work groups 

plays an important role in generating a supportive workplace environment (Anderson and 

West, 1998; Colquitt et al, 2002). These factors contribute to the concept of a cadre 

organization (see discussion in chapter eleven). 

A key task for organizations is to identify suitable employees so that they can make 

appropriate contributions to the life and work of the organization (Shadur et al, 1999). In 

pursuing this task, organizations engage in a related series of activities which together 
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form the processes of employee selection, recruitment, development, and retention. In 

detail these activities comprise identifying and attracting from the labour market potential 

employees from people with relevant experience, skills, and qualifications. Ideally, and 

through appropriate processes, an organization engages in processes of sifting applicants 

to select suitable employees. Once recruited, the organization provides training to alert 

and educate the newly-hired employee in the organizational culture and values. Often, 

new employees are indoctrinated into their new organization through socialization by 

colleagues (recall the parable in chapter two, page 28ff). It is recognized that socialized 

engagement with work colleagues and day-to-day work practices can "stimulate, channel, 

and augment the intrinsic motivation" (Petersen and Ruiz-Quintanilla, 2003: 188). 

Of relevance here is the degree of ' fit' between an employee and the organization. Both 

will have a greater level of work effectiveness "when the attributes of the person and the 

situational environment match or are congruent" (Ostroff, 1993: 103). An organization's 

processes of engagement with employees is in the cycle known as A-S-A (attraction-

selection-attrition) which refers to attracting suitable recruits and hiring those deemed 

most suitable (Schneider, 1987). However, once hired, employees may be disappointed 

with their new employer (or vice versa). People who do not fit into the organization 

(either in their own or their employer's perception) are likely to leave. Those who remain 

will be similar to others who choose to remain, but "they will constitute a more 

homogenous group than those who were initially attracted to the setting" (Schneider, 

1987: 442). A workforce that is homogenous has the potential to become a clan 

organization in which "social enclaves or domains" encourage a greater bond between 
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employees and their organization (see discussions in: Ouchi and Price, 1978; Chan, 

1997). In so-called clan organizations members perceive high levels of congruency 

between their own personal objectives and those of their organization. This feature of the 

work environment may create a more efficient organizational culture (Wilkins and Ouchi, 

1983). 

Organizational climate and organizational culture seem to be "reciprocally related" as 

organizational climate is simultaneously influenced by organizational culture and vice 

versa (McMurray, 2003: 2; emphasis in original). Schein's (1984) definition suggests that 

organizational culture encompasses people, their response and adaptability to 

externalities, the need for internal integration (consensus), the time-relatedness of cultural 

standpoints, and the purpose of cultural stances and behavioural norms to be passed into 

new members for prolongation over future time horizons. Describing empirical research 

on the phenomenon, Martin and Siehl (1983) suggest four functions of organizational 

culture (see discussion in chapter two). In the context of an organization's history, 

organizational culture helps members to interpret key messages from their organization's 

history. Sanctioned past precedents provide members with models of exemplary 

behaviour through which they can make sense of current actions. Organizational 

processes encourage members to interpret these past messages as exemplars to gauge 

how they should behave in the future (Martin and Siehl, 1983). As noted in chapter two, a 

key function of organizational culture is to educate new members (Schein, 1984: 3ff; 

Petersen and Ruiz-Quintanilla, 2003; Akdere and Schmidt, 2007). An organization 

culture also helps unify the diverse personalities and personal behaviours of the 
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organization' s members and prevent drift towards behavioural diversity. Behavioural 

regulation is a key role of organizational culture. A blend of historical precedent and 

current socializing practices ensure that members conform, or are eccentric within 

recognized frameworks. Not all organizations are alike and some have a higher tolerance 

of eccentricity and atypical social behaviour than others. Organizational climate refers to 

the perceptions of an organization' s members of their work environment in terms of the 

management practices, organizational effectiveness and the working practices of their 

colleagues. An organization' s climate differentiates one organization from others. 

12.2. ORGANIZATIONAL CULTURE IN THE THAI BUREAUCRACY 

The literature states that organizations in the Thai bureaucracy are hierarchical in 

structure, rigid in work processes, autocratic in management and decision-making, with 

leaders prone to favouritism, and with a propensity for personal power aggrandisement 

(Riggs, 1966: 242-310; Samudavanija, 1987: 91-92; Komin, 1990: 698ff). Reflecting the 

outside world of Thai cultural norms, these organizations will comprise social networks 

as a factor of patron-client relationships in which favours and "informal behaviours" play 

a key role (Thanasankit, 2002: 132-133). Corollaries of this social structure are decision-

making based on personal relationships (Shor, 1960: 77; Komin, 1990: 699; Ockey, 

2004a: 144). 

As noted and discussed in chapter six, organizations within the Thai civil bureaucracy 

will have strict hierarchies and command-and-control systems based on rule-governed 

behaviours (Hofstede, 1991: 140-43). By their nature, organizations structured in strict 
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hierarchies tend to have clear structural lines between the ranks of senior officials and 

subordinates (Hofstede, 1980a, 1983). Authority is from a father-figure who, in the 

absence of employees' compliance with formal rules, settles disputes through personal 

judgment. The centre of power is at the organization's uppermost level and management 

is conducted through 'a hub' via a 'wheel-and-spoke' configuration (Hofstede, 1980a, 

1983). In the current study, data gathered from the expert respondent interviews indicate 

that specific dimensions of organizational climate influence the workplace behaviour in 

the respondents' workplace and that features of leadership and employee behaviours 

towards colleagues contribute to this (see the data presented in chapter ten). 

12.2.1. A Strong Organizational Culture and Climate 

By a 'strong' organizational climate is meant "agreement among an organization's 

members regarding the policies and practices as well as the shared values" (Dickson et al, 

2006: 351). The high levels of concurrence in the empirical data suggest a strong 

organizational climate within the Thai civil bureaucracy. In certain types of organization, 

such as those designated as cadre organizations, "goal fulfilment" creates intrinsic 

motivation and is seen as a way of rewarding employees (Rothstein, 1996: 51). When the 

perceptions and practices of members of an organization are in concordance, there is 

likely to be a positive climate in the workplace (Dickson et al, 2006; Hunt and Ivergard, 

2007). In parts of an organization where one (or more) cultures dominate the 

organization's core values can be observed more strongly (Martin and Siehl, 1983). A 

' strong organizational culture is one defined by the extensiveness of the shared 

behaviours of the organization's members (Saffold, 1988). Conversely, organizations 
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which are described as having a weak culture are those which tolerate a diversity of 

views not widely shared by other members (Gordon, 1991). 

In the current research study, respondents to the attitude survey questionnaire showed 

high levels of agreement to questions of their organizational culture, in particular a sense 

of serving the interests of their nation which received almost unanimous agreement. An 

ethos of public service, such as a sense of duty to serve, is one of several core attributes 

of public sector employees (see discussions in Perry and Wise, 1990; Breteton and 

Temple, 1999; Claver et al, 1999; Kyarimpa and Garcia-Zamor, 2005; Mann, 2006). 

It is axiomatic that national cultures are unique. However, recognizable "shades of 

differences" contribute to this uniqueness (Venezia, 2005: 345). This feature extends to 

the minutiae of organizational life including the basic assumptions of employees, their 

beliefs and values (De Hilal, 2006: 160ff). The structures of organizations will reflect 

patterns represented in a national culture with such patterns also evident in a civil 

bureaucracy (Peterson and Ruiz-Quintanilla, 2003: 194). This seems to be the case in the 

civil bureaucracy in Thailand. Various commentators note that the nation's civil 

bureaucrats need to be conscious of dual roles as both public administrators and as 

constituents of a political entity (see discussions in Riggs, 1966; Samudavanija, 2002b; 

Ockey, 2004a). It has been suggested that governance in Thailand is a tripartite 

partnership between the bureaucracy, the politicians, and people of influence who are 

outside of the formal workings the government of the day (see Samudavanija, 1997; 
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Engelhart, 2001; Ockey, 2004a). Such overlapping roles would seem to indicate that the 

strands of a national culture pass easily through porous boundaries of a work setting. 

12.3. ORGANIZATIONAL LEADERSHIP 

On the issue of leadership, data from the closed-ended questions on the attitude survey 

questionnaire suggest that the respondents are in close accord. Leadership is a key facet 

of organizational climate (Schein, 1997 [ 1992]; Chen and Silverstone, 2005). In 

particular, the perceived values of leaders are a crucial dimension in establishing a 

positive organizational climate (Grojean et al, 2004). In the environment of public 

administration the actions of leaders have an important as a role model of employee 

behaviour (Hallinger, 1998). For example, the actions of leaders can generate 

innovativeness and organizational change (Borins, 2002). Leaders who engage 

employees in a participative style of management are likely to encourage increased job 

satisfaction in their employees (Kim, 2000). On the attitude survey questionnaire, in 

responses to the three questions on the topic of organizational leadership, 65 respondents 

(79 percent of respondents) said that leadership has a positive effect on their organization. 

On a later question, 89 percent of respondents (73 respondents) suggested that good 

examples from the leadership would have a positive influence on change in the ways of 

working. Ninety percent (7 4 of the 82 respondents) suggested that a strong leader has a 

positive influence on change in the ways of working. (See details in chapter eleven). 

Similarly, in response to questions about learning new skills at work (questionnaire, 

question 4), 78 percent of respondents (64 of the 82 respondents) suggested that the boss 

would have a positive influence on encouraging people to learn new work skills. Of 
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these respondents, seventeen respondents (21 percent) suggested that support from the 

boss would "very positively" encourage people to learn new skills. However, eight 

respondents (10 percent) felt that support from the boss would have some measure of 

negative influence on encouraging people to learn new skills. 

The quality and behaviours of an organization's leaders are acknowledged to play an 

important role in public sector organizations (Hallinger, 1998; Hartley and Allison, 

2000). In terms of leading change, leaders in public bureaucracies represent models of 

behaviour to be replicated by employees at lower levels in the organization (Hartley and 

Allison, 2000). This role applies whether the leader occupies a formal role (with a formal 

job title), or whether the leader has a more informal role (for example as someone 

respected by others in an organization regardless of any formally appointed position) 

(Hartley and Allison, 2000: 36). In public bureaucracies, leaders have several important 

roles. They represent exemplars of the organization's ethical values. In this role, leaders 

exert a strong influence on the organization's work climate, especially in times when an 

organization is experiencing change (Daly, 2002). In public bureaucracy, a leader 

attempting to manage change faces several challenges including resource constraints and 

organizational structures which are "tradition-bound hierarchies" (Hallinger, 1998: 176). 

To these constraints can be added "budgetary pressures, perceived lack of responsiveness 

to public concerns, and globalization of many domestic issues" (Caiden, 1998: 35). In the 

countries of East Asia, these standard generic impediments are exacerbated by "cultural 

norms as well as large highly rigid organizational structures" (Hallinger, 1998: 176). 

Leaders implementing change in public bureaucracies need to overcome organizational 

303 



structures that include "the rule-bound inflexibility of large traditional government 

bureaucracies" (Ott and Dicke, 2001: 322). 

12.3.1. The Boss as a Key Influence on Workplace Behaviour 

Leaders are also key influencers of their organization's culture (Hartley and Allison, 

2000). In this role leaders must "walk the talk", particularly in relation to their standards 

of ethical behaviour (Daly, 2002). In terms of influences for the organization itself, the 

expert respondents cited 'the boss' as the primary influence on workplace behaviour in 

the public sector environment. Here, the concept of the boss includes a range of authority 

figures from the most senior to more immediate authority figures in departments or work 

units. It is notable that in public organizations middle managers play powerful roles as 

influencers of both senior officials and officials at more junior ranks (see discussion in 

Currie and Proctor, 2005: l 326ff). 

As several respondents explained, the character and personal demeanour of the authority 

figure is important. A leader who is perceived to be too authoritarian risks marginalizing 

the ideas and opinions of their subordinates and thus reduces the levels of subordinates' 

motivation, involvement, and job satisfaction (see discussion in Redding and Casey, 

1976). A leader's perceived values also exert a powerful influence on organizational 

climate and affect employees' productivity (see discussions in: Johannsen et al, 1977; 

Kangis and Williams, 2000; Grojean et al, 2004). When employees perceive that their 

boss has an empathetic style of leadership (i.e. was relationship-oriented) this can give 

higJ:ler job satisfaction and less workplace-related stress (Chen and Silverstone, 2005) 
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Other respondents described their experience of 'the boss' as: "he [sic] delegates 

authority and influences what gets done". At the one extreme ofboss-like behaviour are 

those figures who hold authority but who tend to be inactive. In this case, the workplace 

will likely lack firm leadership (and possibly a sense of direction). This environment may 

not overly affect day-to-day routinized work, but may adversely affect longer-term 

strategic direction and hamper potential initiatives. Several of the expert respondents 

emphasized the importance of relationships (both professional and personal) between 

authority figures and staff. New leadership skills such as coaching and developing the 

competencies of employees are among the requirements of senior figures in public 

organizations (Martin, 1998; Alimo-Metcalfe and Alban-Metcalfe, 2006). Senior figures 

in a public bureaucracy also need to be seen as supporting the empowerment of 

individuals and teams (Ott and Dicke, 2001: 322). Other roles for leaders in a public 

sector organization include: modelling required behaviours, articulating the goals and 

purposes of the organization, encouraging and fostering learning networks, developing 

the competences of employees, and managing information (Hallinger, 1998). 

When relationships were informal and relaxed (in Thai sabai jai; see discussion on pages 

341-342) there would be a noticeable influence on the work atmosphere as well as 

perceived mechanisms of control. However, informal and relaxed work relationships do 

not necessarily imply a relaxing of authority. Thai social structures and behavioural rules 

ensure that authority frameworks are maintained through concepts such as greng jai 

(having respect for the feelings of others; see discussion on page 283-284). Such an 

environment would influence workloads and how workloads were allocated and shared. 
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Participative management gives a supportive work environment and increases levels of 

job satisfaction (Kim, 2002). 

The opposite environment would be a 'boss' who employees perceive maintains an 

authoritarian style which does not seem to encourage or establish a work environment of 

support for employees' work efforts. Respondents described personal examples from 

their work environments where their boss adhered rigidly to formalized roles and 

maintained strict separation between managerial and staff roles. Or the authority figure 

might intervene personally to allocate work assignments and, in so doing, leave little 

leeway for subordinates to make empowered decisions or choose their own work teams. 

As a way of enforcing strict compliance with rules, an authority figure would establish 

formal modes of communication, reporting, and monitoring. The channels so defined 

would ensure that subordinates followed restricted ways of working. Already noted is the 

propensity of public organizations to be rule-governed (see discussions in Weber, 1979; 

Hofstede, 1991: 140-43; Hopfli, 2006). 

Some interview respondents described their experiences under both types of regimen as 

they and the senior officials progressed through their career paths. It is no surprise that 

the respondents expressed a preference for the informal and relaxed style over one that is 

strict and stern. One respondent noted the difference between an authority figure prepared 

to listen to the views and ideas of others, and an authoritarian figure unwilling to consider 

the views of others. The change of emphasis between the words 'authority' and 

'authoritarian' indicates the subtlety of the two styles of behaviour. The former word 
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conveys the meaning of someone who is accepted as an acknowledged leader whose 

instructions are to be followed. The latter word conveys the meaning of someone whose 

managerial demeanour implies no discussion or opposing viewpoints. Of whatever 

complexion, it is important that the boss is able to make decisions, as one respondent 

expressed it, "to give his [sic] approval yes or no". This is a clear example of 'the boss' 

allowing subordinates to carry out their work with minimal hindrance. Other types of 

boss include those who are inactive and those who practice 'self-interested behaviours'. 

These include nepotism (such as hiring family members and associates), giving favoured 

employees preferential treatment (such as education scholarships, lighter workloads, 

training benefits), and corrupt working practices (such as using an organization's official 

resources, including its human resources, for personal ends and gains). 

12.4. ESPOUSED VALUES OF THE THAI BUREAUCRACY 

Value patterns in a culture define "the basic orientation of the system" and "guide[ s] the 

activities of participant individuals" (Parsons, 1956: 67). Table 12.1 displays the values 

cited by the attitude survey respondents. From these data the most frequently cited values 

are transparency, honesty and integrity. Following closely are the values of 

accountability, rightness, ethics and equality. This list of professed values draws on the 

agendas of the New Public Management (NPM) (see, for example Hood, 1991). The 

NPM frameworks envisage the re-design of bureaucracies towards increased efficiencies 

and transparency, market-driven provision of public sector products and services, and a 

demand-driven focus on consumer needs (see, for example, Hood, 1991; Green-Pedersen, 

2002). Although the NPM framework contains some common features (such as some 
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themes, some terminology and some concepts), there is no one interpretation ofNPM 

(Pollitt, 2001; Schedler, 2003). 

Table 12.1 Values that Influence the Department (questionnaire responses) 
Value* Number of Respondents 

(n = 82)** 
Transparency 12 
Honesty/integrity 12 
Teamwork 10 
Fairness 7 
Achievement-based/results-based working 7 
Accountability 7 
Rightness 5 
Ethics 5 
Capability of staff/personnel 4 
Creativity 4 
Working for the public benefit/public interest/national interest 4 
Equality 4 
Co-operation/give and take [between colleagues] 4 
Participation 4 

* Where respondents gave two or more diverse values in one response, these are shown as discrete items. 
** The possible total number of items is 246 (82 respondents x 3 values = 246). 

The values cited by the respondents convey both a sense of personal morality as well as 

an ethos of professional conduct. Some respondents cited "co-operation and give-and-

take between colleagues" as a value of their organization. These latter values accord well 

with the spirit of public service that is possible in a cadre organization where key features 

are mutual trust and collaborative working with like-minded people (see discussions in: 

Rothstein, 1996, 1998; Hunt and Ivergard, 2007). And, as noted, both sets of respondent 

data allotted high importance to socialized aspects of the workplace (see tables 11.5 and 

11.6). In organizations, collaborative working contributes to a positive climate for work 

(K.angis and Williams, 2000). Respondents also cited achievement- and results-based 

working as values in their organizations. Reframing the tasks of public officials to meet 
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achievement- and results-based working is among the central tenets of public 

management reform (see: Heinrich, 2002; Moynihan, 2005; Micheli and Kennerley, 

2005; Hood, 2006). These two features of an organization afford employees the 

opportunity to monitor and evaluate their performance. When such processes are 

embedded in day-to-day work, employees are better able to interpret the instructions and 

needs of their managers. 

An organization which can establish processes of achievement- and results-based 

working and augment these with sensitive mechanisms to measure performance brings 

the possibility of a closer alignment between the stated goals of senior managers who set 

policy and the lower level officials who implement policy (for a discussion see Heinrich, 

2002). Performance measurement has become an increasingly popular feature of work 

parameters of public service officers (see Carter and Greer, 1993; Christensen and 

Yoshimi, 2001; Wilson, 2004; Micheli and Kennerley, 2005; Plant, 2006). Honesty is 

important as employees need to feel that their organization's values " ... represent 

accurately only the manifest or espoused values of a culture" (Schein, 1984: 3). The 

concept of "value congruence" describes workplace environments in which there is close 

fit between the values of an organization's individual members and the values extant in 

the wider organization (Wilkins and Ouchi, 1983; Ostroff et al, 2005). Espoused values 

are idealized: "what people say is the reason for their behavior, what they ideally would 

like those reasons to be, and what are often their rationalizations for their behavior" 

(Schein, 1984: 3). 
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12.5. HOMOGENEITY OF RESPONDENTS' OPINIONS 

From the attitude survey questionnaire, it is notable that respondents show high levels of 

homogeneity in their responses to some of the questions. In their responses to certain 

questions (such as "a sense of duty to serve the nation"), the respondents are almost 

totally in agreement. This seems to indicate a homogenous workforce. The more 

heterogeneous is any sample of respondents, "the less likely they are to share perceptions 

ofreality" (Tinsley 2005: 187). Seventy-seven respondents (94 percent) suggested that 

'serve the nation' has a positive influence on their workplace. From one perspective, such 

high levels of homogeneity are somewhat to be expected in career civil servants. The 

nature of public service work tends to attract people who are motivated by certain 

attributes and values (see Perry and Wise, 1990; Wittmer, 1991; Camilleri, 2007). Not 

everyone is willing to enter a profession and devote their life to public service and a 

personal motivation is important (see discussions in Prachyapruit, 1984; Perry, 2000; 

Camilleri, 2007). A range of alternative professions offer apparently more attractive 

career options. Many people see public service work as a vocation. In such cases, 

individuals may be eager to join the ranks of public service professions out of a sense of 

duty or "a motive to serve" (Mann, 2006). The choice of a public service career is also 

by competitive entry. Candidates successfully screened on entry are likely to possess 

similar attributes of personality, character and mindset with the organization aiming to 

recruit people who 'fit in' rather than mavericks or individualists. Over time these like-

minded people populate the organization, give it its unique culture, and create a 

homogenous body. 
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This finding offers several alternative interpretations. Firstly, it could indicate that the 

officers in the Thai civil bureaucracy are well-versed in their organizational culture. In 

particular it could indicate that officers have a finely-tuned sense of expected norms of 

behaviour. In so-called clan organizations (in which members share a sense of purpose) 

the day-to-day work is often driven by ideology or sense of mission. This ethos overrides 

other considerations (such as financial remuneration or other forms of personal gain). In 

such organizations, the collective individual behaviour combines and follows the 

overarching goals of the organization. Employees may also show high levels of zeal and 

enthusiasm. For example, employees in religious organizations often have a passion for 

action supported by their spirituality. In organizations driven by ideology members share 

"a rich system of values and beliefs" (Mintzberg, 1989: 221). In such organizations, 

individual and combined beliefs replace standards and procedures (rule-governance) and 

the organization's members can be "trusted to perform their work free of all controls of 

conventional bureaucracy" (Mintzberg, 1989: 295). This finding may thus reflect the 

homogeneity of the organization's HR focus and work effort. This may include 

standardized recruitment policies and practices, unity of social practices of indoctrination 

and acclimatization of newly-hired officers on entry to the organization and subsequent 

common themes of in-service training while officers pursue their career goals. 

Secondly, it is possible to suggest that there is a level of success in the organization's 

ability to deliver key messages to serving officers. This may be a feature of length of 

service coupled with organizational commitment (see, for example, Liou and Nyhan, 

1994). There may also be an innate motivation from the ethos of public service (see, 
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Perry, 2000; Moynihan and Pandey, 2007). There may also be in place standardized 

parameters of promotion that are made explicit to officers as they plan and conduct their 

career progressions. It is possible that attributes of workplace culture ensure on-going 

workplace alignment of personal and organizational goals. It would be important not to 

overlook the prevailing cultural norms of the organization and the influence of this 

phenomenon on serving members (in whichever part of the organization they might 

work, and at whatever rank they have achieved). 

The literature acknowledges the special features of public-service motivation (called 

PSM), defined as "an individual's predisposition to respond to motives grounded 

primarily or uniquely in public institutions and organizations" (Perry and Wise (1990: 

268). Where an organization functions through a group-oriented culture, it would be 

expected that employees' "compliance with organizational goals flows from trust, 

tradition and allegiance to the organization" (Parker and Bradley, 2000: 129). Reflecting 

some features of national culture, it would be expected that the work culture of the Thai 

public bureaucracy would be one categorized by group-oriented work effort. Mintzberg 

(1991) suggests that organizations which function on the basis of a shared ideology 

promote a spirit of mutual cooperation, collegiality and consensus. 

From another perspective, the finding that certain responses are homogeneous is rather 

surprising given the range of respondents' ages and lengths of service (see tables 10.4, 

10.5, and 10.6 for details ofrespondents' profiles and their workplaces). A sceptical 

interpretation might suggest that the respondents were less than candid in their responses 
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to the questionnaire and sought to give with the "right' (i.e. acceptable) response. The 

feature may here be exacerbated by the fact that the questionnaire was administered 

immediately prior to an official seminar in which the participants (respondents) were 

gathered together in one place, in a formal lecture theatre in one of the ministry sites. 

Cultural factors may also contribute to this homogeneity. A key attribute of Thai culture 

is an unwillingness of individuals to disagree with others, especially people senior in age 

and rank. This applies to either a public or private domain. If disagreement occurs (which 

is extremely rare), it is likely to be finessed with due attention to the need to maintain 

apparent harmony in a group collectivist setting where implicit social rules can be 

followed. This reflects Hofstede's (1980a, 1983, 1991) views on Power-Distance and 

Uncertainty Avoidance. (See the discussion in chapter 6,passim; also chapter 11, page 

287ff). This may help explain why questionnaire responses bunch together, and 

particularly bunching towards the positive end of the Likert continuum. 

Assuming that the respondents are well-indoctrinated into their organization, it is 

suggested that some organizations are able to engender in their employees high levels of 

agreement and conformity of views. Rothstein (1996; 1998) describes work environments 

in cadre organizations, in which employees are motivated by a collective sense of mission 

which also gives the employees a shared sense of purpose. In a cadre organization the 

prevalence of common ideals between officers at different levels in the organization 

reduces possible conflicts between employees holding different ranks. There appears to 

be some similarities here with organizations that are driven by ideologies in which 

employees share "a rich system of values and beliefs" (Mintzberg, 1989: 221 ). In 
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ideology-driven organizations, norms and beliefs replace standards and procedures. 

However, before new recruits can be "trusted to perform their work free of all controls of 

conventional bureaucracy" they undergo a period of socialization into the organization 

(Mintzberg, 1989: 295). 

In the Thai civil bureaucracy new recruits are extensively screened during the initial 

recruitment stages (for example by sitting written tests, attending several interviews with 

panels of current officers and HRM specialists). On entry recruits serve a one year period 

of probation. Periodic reports from superiors and department heads are reviewed before 

probationary officers are offered career employment. However, as this thesis shows, the 

culture of the bureaucracy draws on historical precedent from centuries past. The 

organization itself is proud of its heritage as an institution established and developed to 

serve the needs of the monarch. Compared to this long history, the 'modem' 

infrastructure of professional governance is a relatively recent importation from models 

extant in late nineteenth century Europe. It is commendable to develop ('modernise') 

features of the bureaucratic infrastructure. However, this should not be allowed to divert 

attention away from the powerful influences exerted by cultural phenomena embedded 

and enduring over centuries. Reports in the local English-language and the Thai media 

and by academic commentators suggest that Thailand is making headway with new 

models of governance (see discussions in Teokul, 1999; Malee, 2003; Painter, 2004; 

Haque, 2005; Bowomwathana, 2006). Against the historical and political background, it 

seemed logical to infer that there would be noticeable differences between the 

questionnaire responses given by younger and older respondents. The first series of 
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statistical analysis of the attitude survey questionnaire data attempted to test this. 

However, protracted analysis indicated that this was a naive supposition. The data did not 

speak with this voice and, if at all, suggested the opposite. 

12.5.1 Homogeneity of Respondents' Opinions: Occam's Razor 

In the early fourteenth century, Sir William of Occam expounded the merits of reducing 

problems to their simplest solution. This philosophy is considered "one of the 

fundamental tenets of modem science" (Domingos, 1999: 409). Sir William of Occam 

wrote nunquam poneda est pluraitas sin necessitate, which translated means "entities 

should not be multiplied beyond necessity" {Tomay, 1938; cited in Domingos, 1999: 

409). In essence, Occam's philosophy is the principle of parsimony, in which the simpler 

of two explanations is the preferred option (Blumer, et al, 1987). The philosophy has 

been termed "deterministic reductionism" (see, for example, Young et al, 1996: 166). It 

may be judicious to apply the principles of Occam's Razor in explaining the homogeneity 

of the respondents' opinions in the current research. 

One issue that arose during data analysis of the attitude survey questionnaires was 

whether the respondents either allowed themselves an appropriate period of time to 

consider their answers to the questions or fully understood the tenor of the question itself. 

Question-by-question scrutiny of the responses of some respondents indicates a hurried 

handwriting style and sequential questions answered on the same point on the Likert 

scale. And, frequently, the responses of such respondents were contrary to their peers. 
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Re-checking the raw score questionnaires it is tempting to conclude from the style of 

writing and the consistency of answering particular questions, that these respondents did 

not fully understand the questions or read the questions sufficiently thoroughly. Had time 

allowed, it would have been informative to conduct follow up interviews with, for 

example, a samples of 10-20 percent of respondents and to ask these respondents to 

explain their responses in more detail. 

Ways to overcome this possibility would be to re-design the questionnaire so that the 

Thai translation appears first for every question. This would focus respondents on first 

reading the instruction and question item in their mother tongue. Alternatively, the 

questionnaire can be wholly in Thai and the English language translation retained by the 

researcher as a 'crib sheet' for the subsequent analysis. By comparison, it is perhaps 

worth mentioning that the interviews with the expert respondents took up to two hours 

(and several took longer). Part of the interview methodology involved a discussion with 

the respondents on their responses to the questions posed. Often this event was less like 

an interview and more like a discussion to construct knowledge in a social framework. 

Conversely, the attitude questionnaire occupied respondents for between fifteen and 

thirty minutes (depending on the speed of the individual). In seeking a reasonable 

explanation of the data diversity in terms of depth, one explanation may be the intensity 

of the inquisitive encounter with the respective sets of respondents. 

12.6. SUMMARY CONCLUSIONS OF THIS CHAPTER 

This chapter has presented discussions that interpret the data gathered in this research 

inquiry and framed these discussions around the culture of the Thai bureaucracy. To aid 
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interpretation recourse was made to secondary published data reporting earlier empirical 

studies. The current empirical data suggest that the culture in this organization is 

influenced by the organization's leadership (particularly at the uppermost levels in the 

hierarchy). Other features which contribute to the organizational culture include the 

perceived relationships between employees and the nature of authority. Each of these 

attributes influences the organizational climate: the perceptions of an organization's 

members of their work environment in terms of management, effectiveness and the 

working practices of their colleagues (see discussions in: Forehand and Gilmer, 1964; 

Schneider, 1975; Burke and Litwin, 1992; Moran and Volkwein, 1992; Denison, 1996; 

Schneider et al, 1996) 

Data from the current research inquiry suggest that the Thai public bureaucracy has a 

strong organizational climate evidenced by the high levels of concordance between 

respondents. When organizations show high levels of agreement between employees 

(especially if these hold different ranks in the organization), there are likely to be 

concomitant high levels of motivation both individual and collective. This feature of an 

organization can be an indication of a cadre organization (see discussion in the following 

chapter). In essence, in a cadre organization, employees enjoy a close affinity with work 

colleagues with whom they likely share a social background (such as belonging to the 

same professional association, or sharing membership of a union). This shared affinity 

nurtures a shared sense of mission. This is especially likely when the organization's 

mission is clear and simple (as is likely to be the case in a religious or missionary-type 

organization). In such instances, employees will be able "to understand and embrace the 
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organization's ideological goals and to implement them in varying circumstance" 

(Rothstein, 1996: 48). 

The following chapter, Research Findings and Contribution to Knowledge, reviews the 

current research findings in relation to the literatures and describes contributions that can 

be made by the current research. 
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CHAPTER THIRTEEN 

RESEARCH FINDINGS AND CONTRIBUTION TO KNOWLEDGE 

13. CHAPTER OVERVIEW AND ORGANIZATION 

This chapter discusses the research findings and the contribution these make to the extant 

literature. This research inquiry set out to understand features of organizational behaviour 

in the Thai civil bureaucracy. The principle focus was the Thai national culture and its 

influences on the culture and behaviours of the civil bureaucracy. Central to this focus 

was a historical overview of both the development of the nation and its civil bureaucracy. 

This historical approach aided understanding of the bureaucracy and helped uncover the 

particular national cultural features that became embedded in this organization over time. 

From the research findings it is evident that members of the subject organization look 

towards their organization's history for guidance in their behaviours and thinking. 

This chapter is organized in three parts. The first part reaffirms the utility of investigating 

organizations through a historical approach. In essence, such an approach delineates the 

context of the organization which, in tum, is reinterpreted by the organization's members 

for guidance in thought and behaviours. In essence, members turn to their organization's 

history to make sense meanings of the current-day organization. The second part of this 

chapter develops earlier discussions of the selected research methodologies. As described 

in earlier chapters (chapters one, nine, and ten), this research inquiry employed an emic 

approach in which the opinions of the organization's insiders were sought to help 

understand the feature of that particular culture. The third part of this chapter describes 
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the contributions to extant literatures in each of three areas: research approach, research 

methodology and research findings. 

13.1. UNDERSTANDING THE ORGANIZATION 

In conducting the research, and especially in gathering data, it became apparent that there 

was overlap in the data generated. Hence, the previous three chapters have focused 

mainly on presenting and interpreting the data rather than the specific methodology 

through which the findings were generated. Figure 13 .1 reviews the model of the research 

derived from reflection of the research outputs. 

SECONDARY DATA 
(Views from Outside the Or ganization) 

Lit Review ( 1) Fea tures of Organizational Culture 
Lit Review (2): The Bureaucracy and its History 

t 

,-------1------, 
: Understanding the ~ 

Organizational - - - ~ Culture of the Thai :.. - - • Organizational 
culture : Civil Bure.aucracy : climate 

' I .._ - - - - - - T - - - - - - .,,,, 
I 
I 

' PRIMARY DATA 
(Views from Inside the Organization) 

'-----t""' 1. Expert Respondent Interviews (n=23) 
2. Attitude Survey Questionnaire (n=B 2) 

Figure 13.1 Outputs from the Combined Secondary and Primary Data 
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This thesis sought to address the question: What attributes of national and organizational 

culture influence workplace behaviours in the context of the Thai civil bureaucracy? A 

key research objective was to understand the antecedents of behavioural norms in the 

Thai civil bureaucracy. From the outset, the research aimed to understand the historical-

cultural frameworks of the Thai civil bureaucracy (detailed in chapters three, four, five, 

and six). 

As figure 13 .1 shows, there are perspectives from secondary data sources (literature 

reviews 1 and 2) and perspectives from primary data sources (expert respondent 

interviews and attitude survey questionnaire). Secondary data sources which provided 

helpful perspectives are from commentators outside the organization looking (perhaps 

temporarily) into the organization. Data from primary sources (gathered from 

organizational insiders) augmented these outside-in perspectives. Once gathered, 

codified, and re-checked, the primary source data became of paramount importance. Its 

richness and depth required constant recourse to the secondary data sources to aid 

understanding. However, continued use of secondary source data in this manner risked 

minimizing the importance of the primary data. In any piece of research, the findings are 

only as good as "the measures that tap into the concepts in the theoretical framework" 

(Sekaran, 2000: 208). It thus made sense to re-focus. 

13.1.2. The Benefits of Re-focusing 

From a certain stage in the research it became necessary to re-focus from secondary data 

(the upper half of Figure 13.1) to the primary data (the lower half of Figure 13.1). The 
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upper and lower halves of this figure represent two perspectives on the organization; here 

these are designated "views from outside the organization" and "views from inside the 

organization". In this research, the views from outside the organization serve a twofold 

purpose to aid understanding. Firstly, they are used to exemplify aspects of the theoretical 

dimension of the roles and functions of cultures in organizations. This discussion is 

contained in chapter two, Towards Understanding Organizational Culture. Secondly, 

these views are used to describe aspects of the historical dimension that is the foundation 

of the organization (as described in chapters three, four, and five and synthesized in 

chapter six). While the secondary data described in each of these chapters was helpful in 

understanding features of the organization and its provenance, deeper understanding 

emanated from the primary data (the views from the insiders with direct experience of the 

current-day organization). Synthesizing the data from these different sources led to an 

even deeper understanding. This process continues. 

13.2. THE RESEARCH FINDINGS 

This research study has uncovered three key findings each of which has a powerful 

influence on the workplace culture and climate in the civil bureaucracy. These key 

findings are summarized below. The first key finding is that both the expert respondents 

(the qualitative data set) and the survey respondents (the quantitative data set) agree that 

the organization's leader ('the boss') is the primary influence on the workplace behaviour 

in the Thai civil bureaucracy culture. The second key finding is that both the expert 

respondents and the survey respondents (i.e. employees at all levels) have an innate sense 

of belonging to their organization. The third key finding is that statistical analysis of the 
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data indicates that employees in the Thai civil bureaucracy display a high level of 

agreement in their responses about what is important in their organization and what key 

attributes of national culture influence work in the civil bureaucracy. 

13.2.1. The Primary Influence on Workplace Culture 

From the current research study, expert respondents stated that ''the boss" is a primary 

influence on workplace behaviour in the Thai civil bureaucracy culture. In the context of 

this particular organization, the boss means anyone with authority over others. Such a 

figure could range from the topmost position in the organization at the level of the 

Director General or the head of a work unit. In the qualitative data set (gathered from 

face-to-face interviews with expert respondents), the demeanour of"the boss" is an 

important consideration for employee behaviour in the workplace. The behaviour and 

pronouncements of this person sets the operational 'tone' of the organization. An 

authority figure whom employees regard as "too authoritarian" is as capable of 

influencing the workplace environment as an authority figure at the opposite extreme 

whose managerial style is to delegate authority to others and maintain a 'hands off 

approach. Within the middle ground can be authority figures who do not exercise strict 

authority but who rather maintain an inactive stance to command and control. Here, in the 

absence of recognized firm leadership, the work of other (subordinate) members of the 

organization will be affected, be it adversely or positively. Naturally, each of these 

polarized influences can be expected to generate differing consequences for the 

organization's subordinate members. Contextual frameworks for understanding the 

nature and practice of authority in the organization seem to stem from a historical 
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perspective inherited (and institutionalized) and interpreted in the current-day 

organization (see salient discussions in Kieser, 1989; Goldman, 1994; J effcut, l 994a, 

l 994b; Pailot, 2002; Parnell et al, 2005). 

In the context of organizations in Asia the notion of an authoritarian figure is not unusual. 

Empirical research suggests that managers in Malaysia, the Philippines, South Vietnam 

and Thailand display autocratic approaches to managing others (Redding and Casey, 

1976). Several countries in the Asian region have at some time been led by leaders with a 

distinct predilection for authoritarianism. Countries as diverse economically, politically 

and socially as Indonesia, Malaysia, the Philippines, and Singapore have each had 

autocratic leaders. Thailand too seems to have had more than her fair share of such 

leaders (see, for example, Ganesan, 2001; Reynolds, 2004). On balance, it is probably 

fair to suggest that the political leaders Sukarno, Suharto, Mahathir Mohamad, Ferdinand 

Marcos, Lee Kuan Yew, and Thaksin Shinawatra led their countries with a firm hand on 

the reins of power. And, for the most part, these leaders held popular support, at least at 

the peak periods of their political tenure. For example, in 1992 Thaksin Shinawatra, 

wealthy businessman and leader of the Thai Rak Thai party, was elected with a landslide 

majority vote; twice (in January 2002 and January 2006). President Marcos, Prime 

Minister Mahathir Mohamad, and Prime Minister Lee Kuan Yew each held political 

power over several decades. In an empirical study of Asian business leaders "aggressive 

management" was cited as a positive attribute (Sankrusme, 2006). In research into 

leadership styles in the Asia-Pacific region, Petzall and Quentin (1996) found that Thai 

respondents (n=26 out of a total population of 449 respondents) overwhelmingly chose 
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Benevolent Autocrats as their preferred style of manager (Petzall and Quentin, 1996: 

52ff). These authors suggest that an explanation of this preference can be found in "an 

examination of what is known about Thai culture and social values" including Hofstede's 

(1991) framework of Thai culture's large power-distance, strong uncertainty avoidance, 

collectivism and femininity (Petzall and Quentin, 1996: 52). In each of these frameworks, 

there is a certain clarity between the leaders and those being led so that no-one can doubt 

the different roles. For example, the existence in a culture of a large power-distance 

would indicate a deferential approach to authority figures. While in a culture that has a 

strong uncertainty avoidance subordinates would be more comfortable if decisions were 

made on their behalf by others (such as socially agreed or acknowledged leaders). A 

culture of collectivism would encourage individuals to defer to group-oriented decision-

making, and a culture of femininity acts to restrain individuals from aggressively pushing 

their opinions onto others. 

13.2.2. Employees have a Sense of Belonging to their Organization 

The second key finding is that employees at all levels of the organization have an innate 

sense of belonging to their organization. This is in accord with the labelling of an 

organization as a cadre organisation (see discussion in chapter eleven). In Asia a 

community spirit replaces the individualized worldview prevalent in western societies 

(see: Hallinger, 1998: 177-178). 

Key features of the data identified by respondents for their organization (and their 

membership of it) are the motivation to serve the nation and the support of one's work 
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colleagues. In Thailand, membership of the civil service is by stringent entry 

requirements. These ensure extremely high levels of competition for applicants and 

relatively low numbers of acceptance. Applicants wishing to be considered for the ranks 

of the bureaucracy must undertake a series of examinations and interviews, and must 

proffer personal references. Successful applicants undertake a one-year probationary 

period. Written entry examinations are "open competitive examinations, based on general 

knowledge and on some specialized subject matter" and are followed by oral 

examinations (Shor, 1960, 74). Candidates who successfully complete their probationary 

period and pass into the mainstream workforce would be entitled to regard themselves as 

a breed apart. Commentators have often noted that the quality of public officials has 

always been important in Thailand, especially at the senior levels {Shor, 1960, 72ff; 

Prachyapruit, 1984; Komin, 1990; Bowomwathana, 1994; Nikomborirak, 2007). This is 

especially so when civil bureaucrats play important roles in national economic 

development (Prachyapruit, 1984; Bowomwathana, 1994; World Bank, 2005; World 

Banlc, 2008). 

13.2.3. Employees have a Close Concurrence of Opinions 

The third key finding from the current data is that statistical analysis indicates that 

employees in the Thai civil bureaucracy display a high level of agreement in their 

responses about features of their organization. This not only applies to senior level 

officials who are long-serving individuals (and where such accord might be expected), 

but also officials at a range of levels throughout the organization. The relevant literature 

reminds us that organizational culture is an amalgam of beliefs shared between members, 
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often unconsciously and thus taken for granted (pace Hofstede, 1981; Triandis, 1982; 

Gregory, 1983; Sackmann, 1991 ). It is not unexpected that serving members of a 

prestigious organization would display concordance in their opinions (see discussion in 

chapter eleven, passim). And, as noted above, cultural features such as selective 

examinations, a relatively lengthy probationary period, and the wearing of uniforms for 

ceremonial occasions add to the organization's prestige and help affirm members' sense 

of exclusivity of belonging. 

Two features of the data are relevant. Firstly, respondents are in agreement on key 

components of their organizational culture such as those important features which 

contribute to the work environment. Questionnaire respondents stated that the workplace 

social environment had a positive influence on their behaviour in the workplace. Twenty-

six respondents {n=82) stated that this factor had a slightly positive influence, thirty-five 

respondents stated that this had a positive influence, while a further seven respondents 

stated that this factor "very positively'' influenced the workplace behaviour. Only thirteen 

respondents (n=82) viewed this factor with any degree of negativity. Similar levels of 

agreement (or disagreement) were noticeable with the topic of their organization's 

culture. Thirty-one questionnaire respondents stated that organizational culture had a 

slightly positive influence. Thirty-one respondents viewed this factor as having a positive 

influence, while five respondents perceived organizational culture as ''very positively" 

influencing workplace behaviour. Again, only thirteen respondents viewed their 

organization's culture in a negative light. Somewhat similarly, respondents' views of the 

Thai concept of respect for seniority were positive overall. Seventy-four respondents 
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(n=82) stated that this feature of Thai culture had some degree of positive influence on 

workplace behaviours. Only eight respondents viewed this concept as having any 

negative influence on workplace behaviours. However, the Thai cultural concept of greng 

jai (consideration for the feelings of others) split the respondents' opinions more 

divisively. Twenty-five respondents regarded this cultural feature as having some degree 

of negative influence on workplace behaviour. Respondents who regarded this feature as 

having any degree of positive influence numbered fifty-four. Overall, a majority of 

respondents regard this feature as positive. That said it is somewhat surprising that the 

large minority (almost thirty percent) ofrespondents dissent from this view. 

Similar data can be observed in several other aspects of Thai cultural influences on 

workplace behaviours in the civil bureaucracy. For example, two alleged foundations of 

Thai culture, a spirit of compromise and the preservation of harmony, attracted 

overwhelmingly positive responses from the questionnaire respondents. Data from the 

interviews with experts had ranked "Thai cultural norms" as important features of the 

civil bureaucracy (see table 11.2). Komin (1990) identifies nine values specific to Thai 

culture that Thai respondents to a questionnaire stated were important to their life. These 

included concepts such as a spirit of brotherhood, gratitude, caring and consideration for 

others, and a calm and cautious approach to situations (Komin, 1990: 687fi). These 

values and others such as passivity, refraining from causing upset to others, 

submissiveness to people in authority, and a sense of community, stem from core 

principles of Buddhism (Maisrikrod, 1999a: 403). Principles of personal and social 

behaviour feature heavily in Thai provincial life although they may feature less 
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prominently in contemporary urban dwellers whose social rules are becoming more 

westernized (Maisrikrod, 1999a; also see Pfanner and Ingersoll, 1962, 350ff). 

Concerning the spirit of compromise, seventy-three respondents to the questionnaire 

stated that this feature of Thai culture influenced their workplace to some level of 

positive degree ( 42 said slightly positively, 25 said positively, and five said very 

positively). Only eight respondents said this feature had a negative influence (and of 

these eight, seven said the influence was only slightly negative). Regarding the 

preservation of harmony at work, seventy-three respondents stated that this had some 

degree of positive influence on workplace behaviour. Only six people held an alternative 

opinion and stated that this feature had some degree of negative influence. 

13.3. TRANSFERABILITY OF THE RESEARCH FINDINGS 

Commentators note that Asian countries are different one from the other (Hofstede, 1983; 

Whitley, 1991). Asian organizations are organized and managed within different 

institutional and corporate frameworks environments from that prevailing in Western 

organizations (Shih, 1993). These organizational environments are social constructs and 

reflect local socio-cultural systems and historical patterns of social development (Komin, 

1990; Whitley, 1991). This has implications for this current research which focused on 

one national group in one workplace setting. It may be unwarranted to suggest that the 

views of the Thai respondents in this study represent the views of their Southeast Asian 

neighbours. However, as civil bureaucrats and members of a highly symbolic institution, 

their views are arguably not only representative of their own institution but of similar 
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institutions worldwide. Civil bureaucracies proudly claiming ancient historical roots are 

not uncommon (the civil services of France, Japan, and Britain instantly spring to mind). 

In monarchies the civil bureaucracies hold a similarly symbolic place and play equally 

emblematic roles. Particular types of organizations tend to be similar regardless of 

nationality due to the phenomenon of"comparative craft", defined as the "production 

demands, technologies, and roles that create similar organizational subcultures" 

(Fairchild, 1989: 454). In a centralized bureaucracy, as in Thailand, officers in Bangkok 

represent not only the major component of the civil bureaucracy, but also represent the 

nation's key decision-makers. 

13.4. CONTRIBUTIONS OF THIS RESEARCH STUDY 

The research conducted in this research study focused on one organization. However, 

within that over-arching organization data were gathered from sources representing a 

variety of locales and perspectives. The research conducted for this thesis arguably makes 

a contribution in three areas: approach, methodology and findings. Each of these is 

discussed in separate sections below. 

13.4.1. Contribution of this Research Study: Research Approach 

As described and discussed in chapters three through six, historical precedent plays an 

important role in shaping the Thai public bureaucracy and the behaviours of its members. 

This is borne out by both the qualitative and the quantitative data sets gathered from the 

organization' s current (in some cases former) members. As noted by Pfeffer and Sutton 

(2000) managers need to be wary of over-reliance on historical precedent for behaviours 

as this may indicate that "existing practices are rarely thought about, let alone questioned 
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and examined to see if they make sense in the context of what managers know and are 

trying to accomplish" (Pfeffer and Sutton (2000: 70). The work of Berger and Luckmann 

also suggests that socially-constructed shared meanings can constrain an organization' s 

members in their future potential thought and actions, and that time-honoured social 

structures eventually become the embedded boundaries which direct the freedoms of 

these individuals and their groups (Berger and Luckmann (1991 [1966]: 57ff). A counter-

argument suggests that managers can learn much from their organization's past successes 

and failures (Parnell et al, 2005). Other authors use the term 'remythologizing' to 

describe a process that "recaptures the original source energy of organizations and 

communities" (McWhiney and Batista, 1988: 46). 

Investigating an organization's culture from a 'processual' perspective is an accepted 

research approach. The approach is dynamic rather than a static and assumes that 

organizations are dynamic phenomena liable to change over time. Kieser (1 989) notes 

that "most organization theories are ahistoric" and do not ask "why and how formal 

organizations emerged" (Kieser, 1989: 540). So-called processual research therefore 

seeks to understand the development of an organization in relation to its history. This 

approach is not new. In a study of a manufacturing concern, Jacques (1951) plotted key 

events in the organization's life in order to analyze its patterns of history and growth. 

Later research studies which took this approach include Greiner (1972) and Salama 

(1992). Greiner's (1972) theoretical work suggested that, in like manner to human beings, 

organizations experience life stages. Hence an organization will progress through several 

stages including birth, youth and maturity and which will be bounded by organizational 
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crises (Greiner, 1972). However, researchers talcing such an approach are cautioned 

against "the errors of generalization" due to attributing human biological features to 

organizational phenomena (Walsh and Ungson, 1991: 59). 

Salama (1992) reviewed different studies to demonstrate the advantages of a historical 

approach as a research methodology. An important insight from Salama's work was that 

it is possible and legitimate to view organizational culture as a development of an 

organization's personality and growth. In this view an organization's cultural personality 

develops in response to inherited features (from its history) as well as learned experiences 

(Salama, 1992: 229ff). In effect, this represents a combination of nature and nurture and 

reflects human growth and development. Other authors describe similar analytical 

frameworks as an intersection between "two potent sets of practices" which involve, on 

the one hand, selection, interpretation, and representation of evidence from the past, 

present and future and, on the other hand, formalized practices of these phenomena to the 

various audiences inside and outside the organization {Taylor and Freer, 2002: 563). 

Kieser (1994) cites four advantages in using a historical analysis of organizations. These 

include: the propensity of current-day structures and behaviours "to reflect culture-

specific historical developments", the need to overcome ideological prejudices, 

interpreting current organizational structures as a result of past choices (either overt or 

implicit), and the use of longer term data as beneficial in the analysis of organizational 

development (Kieser, 1994: 609ff). In later work, this author suggests that organizational 
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development follows evolutionary developments in society at large, the internal world of 

organizations in many ways imitating external realities (Kieser, 1989). 

The current research inquiry can make a twofold contribution to this body of literature. 

Firstly, the research identified an organization with a lengthy and proud pedigree and, 

secondly, has succeeded in gathering empirical data from insiders about the organization. 

The first contribution centres on the organization and the striking features of its history 

which would account for its current-day shape and form and the behaviours of its 

members. The data clearly demonstrate features from historical precedent that influence 

the organization 's current-day culture and behaviours. For example, the socially-

constructed frameworks with which the organization's members delineate authority and 

the recognized behaviours of authority figures seem to derive from cultural features 

found in Thai society at large, which in turn are trajectories from the nation's history. As 

noted below, the propensity of both the wider society and the organizations within it form 

an interesting locus for further analysis and discussion. The analysis would be both 

historical and contemporary and focus on precedent (features of the past) and the 

replication of social mores in an organizational microcosm. There is also some overlap 

with the cultural mores and values of other, similar, Asian societies (see, for example, 

Petzall and Quentin, 1996; Maisrikrod, 1999). In Thailand, the bureaucracy's long 

association with the institution of monarchy also shapes the organization's culture and is 

exemplified in formalized structures of ceremonies, especially those conducted under the 

auspices of the monarch (such as that shown in figure 6.1 . and described in chapter six). 
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A second strand of contribution stems from the informative profiles of organizational 

behaviour provided by the expert respondents. The data gathered from insiders (some of 

whom have spent their entire careers in the bureaucracy) give an in-depth view of the 

organization, its work styles and structures, the ethos of its management and workforce. 

These data not only greatly aid understanding of the day-to-day workings of the 

organization, but provide remarkably rich data for constructing several case study 

vignettes of the organization at work. These data shed light on areas such as the 

organization's leadership styles and how these contribute to the work climate in this 

organization, features of organizational structure (such as hierarchy and frameworks for 

career advancement), and socialized interactions in a workplace. Other areas that could 

be developed from the current data set are features of the organization's identity. Of 

special relevance is the relationship of this organization's identity to change and public 

management reform initiatives. Noteworthy here is a question of whether the 

organization's identity is permanently fixed in time or transient and subject to on-going 

development and refinement (see also the discussion in chapter two of the features of 

organizational identity). An additional benefit of the data is in providing insights into the 

concerns of individuals. The semi-structured design of the expert interviews and the 

open-ended questions on the survey questionnaire provide data on individuals' opinions 

on their organization. These data move from comments about the formal organization of 

the work environment towards more personal reflections on the workplace. 

Olsen (2005) notes that Weber's concept of bureaucracy includes the organizational 

setting and the officials engaged in the bureaucratic work. A third dimension of Weber's 
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concept is bureaucracy as an instrument of control (Olsen, 2005; also see Eisenstadt, 

1959). From Riggs (1997) we learn that the "structure or purpose" of bureaucracies is not 

intended to create democratic institutions but to gain and retain control (Riggs, 1997: 

34 7). The necessary standardization of work in a bureaucracy entailed reduced levels of 

freedom for individuals in the organization (see discussions in Du Gay, 2000; Olsen, 

2005; Courpasson and Clegg, 2006; Budd, 2007). Data from respondents in which they 

portray personal views of work in their organizations adds a useful dimension to this 

study. These two aspects of the organization warrant further research investigation with a 

view to framing theories that contribute to the literature cited and discussed above. 

Details of focused work in these are described more fully in chapter fourteen in the 

section on the proposed future research from this current inquiry. 

13.4.2. Contribution of this Research Study: Research Methodology 

As described in chapter seven this research inquiry utilized key features from a Delphi 

methodology, including expert interviews. The resultant mixed methods approach 

blended together qualitative and quantitative approaches. Delphi studies are not unusual 

in research investigating issues of public management. For example, the Delphi approach 

is particularly popular in investigations in healthcare (see, for example, Bender et al, 

1969; Cantrill et al, 1996; Critcher and Gladstone, 1998; Helle et al, 2003). In particular, 

Delphi-type studies have focused on policy discussion and public policy design (e.g. 

Bender et al, 1969; Mullen, 1983; Oranga and Nordberg, 1993; Gallagher et al 1996; 

Critcher and Gladstone, 1998; Wild and Torgeson, 2000). The Delphi methodology has 

also been used successfully in nursing science, particularly where researchers wish to 
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investigate improvements to current practice (see, for example, Goodman, 1987; Rudy, 

1996; Xiao et al, 1997; Fraser, 1999). Traditionally, the methodology has been employed 

in predication and forecasting (Bender et al, 1969; Turoff, 1970; Cavalli-Sforza and 

Ortolano, 1984; Woudenberg, 1991; Gallagher et al, 1996; Czinkota and Ronkainen, 

1997). The use of the methodology for the purposes of forecasting was the original 

intention of the creators of the Delphi technique (Dalkey and Helmer, 1963; Dalkey, 

1968; Dalkey, 1969; Linstone and Turoff, 1975; Linstone, 1978). With modifications to 

the 'classic' Delphi methodology, the technique has been employed for studies other than 

predication and forecasting: consumer preferences (Buckley, 1995; Bradley and Stewart, 

2002); choice of technology management (Coates, 1997); procurement systems selection 

(Chan et al, 2001); and as a part of action research (Fraser, 1999). However, the Delphi 

technique seems not to have been employed in investigating cultures in organizations. 

Hence the current research design and implementation has a contribution to make to the 

literature on public management research. 

There would seem to be three avenues worthy of further development. Firstly, there 

would be a description of research design and a discussion of the rationales for choosing 

a Delphi technique for this purpose. Secondly, there would be an outline of the 

implementation of the technique in this context and a discussion of possible difficulties. 

Thirdly, would be a discussion of the research data and findings. It is therefore intended 

to replicate the current research using a full Delphi methodology and with an awareness 

of the lessons learned from implementing the current research methodologies (see 
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relevant discussions in the following chapter, Limitations, Learning and Future 

Research). 

13.4.3. Contribution of this Research Study: Research Findings 

In terms of findings from the research there is much scope for making contributions to 

the salient literature. The findings are in the areas of leadership ("the boss"), the 

organizational culture (especially the organizational climate that employees encounter in 

their day-to-day environments), and the close concurrence of opinions across different 

sectors of the organization. An added dimension to the findings about leadership would 

be a discussion of the frameworks of leadership behaviours extant in Asian organizations, 

especially in Thai public organizations (see relevant discussions in: Shor, 1960; 

Santasombat, 1989; Komin, 1990; Ockey, 2004a). Models of autocratic leadership are 

acknowledged to be a generic feature of public organizations (see: Claver et al (1999; 

Schraeder et al, 2005). As indicated by empirical data a benevolent autocratic style of 

leadership is preferred by Thai people (Petzall and Quentin, 1996). In fact, what seems to 

be preferred is a leadership style appropriate to the national culture and the organization 

culture (Sankrusme, 2006). 

The notion that leadership in public organizations can (should?) be autocratic is at some 

variance with some current theories of leadership, although not at variance with styles of 

leadership in public organizations (Reynolds, 1987; Komin, 1990; Claver et al, 1999; 

Schraeder et al (2005). Empirical research on leadership qualities suggests that leaders 

are most effective when they exhibit certain traits or behaviours, and are able to adapt 
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their behaviours according to contingencies, or changing situations (Chen and 

Silverstone, 2005). The persona of the leader as a charismatic figure may be at odds with 

the leader as an autocratic figure, or not. Indeed, these two personal attributes may be 

mutually dependent and reinforcing. Much depends on the organizational context, and the 

cultures within which it exists. Further research into this topic would aim to establish 

frameworks for autocratic leadership and address questions such as the effectiveness of 

an autocratic leader. Data from the current research inquiry suggests a cline ranging from 

'too authoritarian' to ineffectual (defined here as a leader who is indecisive). In this case, 

a leader's authoritarian stance would serve to inhibit the progress of daily work; in effect 

creating non-negotiable barriers to organizational development. Other parameters would 

likely include the "boss who is firm but fair", that is someone who is authoritarian in 

style but who spends sufficient time (as defined by employees) making decisions that 

employees deemed acceptable within the context or the local or organizational cultural 

frameworks. Ofrelevance in this context is the notion of 'distant' leadership (Alimo-

Matcalf and Alban-Metcalf, 2006). That is, leadership qualities that are respected in 

nearby leaders, such as those heading a work unit or department, are different from those 

qualities that are admired of leaders who are socially distant, such as politicians, military 

leaders, and CEOs (Alimo-Matcalf and Alban-Metcalf, 2006: 295-296). In public sector 

organizations this suggests that different qualities are required for a Director General and 

a Departmental Head. Apart from natural attrition towards the top of an organizational 

pyramid, this may help explain why not every civil bureaucrat attains the top job. 
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In the structural context of the Thai public bureaucracy, the boss could mean the leader of 

the overall organization at the level of the Director General (the most senior public office 

of a salaried civil servant). Alternatively, the boss could be the leader in more localized 

terms and thus include the leader of a workgroup, a work unit, or a department. Thus, the 

setting of research parameters is of major relevance. Investigating an organization at the 

uppermost level will provide a wider scope for appraisal and critique of an organizational 

system. That was the task of the current research in selecting insider experts as a frame of 

reference. In the qualitative data set (gathered from face-to-face interviews with expert 

respondents), the demeanour of "the boss" is an important consideration for employee 

behaviour in the workplace. 

An authority figure regarded by employees as "too authoritarian" is as likely to influence 

the workplace environment as an authority figure at the diametrically opposite extreme 

who delegates authority to others. Somewhere occupying the middle ground can be 

authority figures who do not exercise their authority but who prefer to maintain an 

inactive stance to command and control. Here, in the absence of a recognized firm 

leadership approach, the work of other (subordinate) members of the organization is 

likely to be adversely affected. Naturally, each of these polarized influences can be 

expected to generate differing consequences for subordinate members of the 

organization. Contextual frameworks for understanding the nature and practice of 

authority in the organization seem to stem from a historical perspective inherited (and 

institutionalized) in the current-day organization. 
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Several expert respondents emphasized the importance of relationships (both professional 

and personal) between authority figures and staff. When these relationships were 

informal and relaxed (in Thai sabai jai) there would be a noticeable influence on the 

work atmosphere as well as perceived mechanisms of managerial control. That said, 

informal and relaxed work relationships do not necessarily imply a loosening of 

authoritarian control (see discussions in: Shor, 1960; Santasombat, 1989; Kamin, 1990; 

Ockey, 2004a). Thai social structures and behavioural rules ensure that authority 

frameworks are maintained through concepts such as greng jai (see the discussion on 

pages 283-284). Such an environment would influence workloads and how these 

workloads were allocated and shared by the authority figure. 

Conversely, if employees perceive that the 'boss' takes a more authoritarian approach 

then the atmosphere would be totally different. In this context, an authoritarian approach 

takes many forms. For example the authority figure can insist on strict demarcation 

between managerial and staff roles, enforce strict discipline on organizational structure 

and lines of reporting and control, personally allocate work assignments, establish formal 

modes of communication, reporting, and monitoring. Some interview respondents 

described their experiences under both types of regime and expressed a preference for the 

informal and relaxed over the strict and stem. One respondent noted the difference 

between an authority figure prepared to listen to the views and ideas of others and an 

authoritarian figure unwilling to consider other's ideas or opinions. The former practised 

an inclusive managerial style while the latter aimed towards an exclusivity of decision-

making. The scenario of an authority figure who nonetheless listens to the ideas of 
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subordinates does not wholly negate an authoritarian approach as they may be occasions 

where this figure has firm ideas of how work should be done and is sufficiently inflexible 

on these occasions. The description of the second (authoritarian) figure has the subtlety of 

meaning that such a person always maintains the authoritarian approach and never shifts 

from this character to take stock of subordinates ' opinions. 

The second key finding is that employees at all levels of the organization have an innate 

sense of belonging to their organization. This is in accord with the labelling of an 

organization as a cadre organisation. When employees sense a climate of 'belonging' 

and inclusion in their organization this perceived environment tends to have a positive 

effect on employee motivation (see discussions in: Litwin and Stringer, 1966; Johannsen 

et al, 1977; O'Reilly, 1989; Kangis and Williams, 2000; Peterson and Ruiz-Quintanilla, 

2003; McMurray et al, 2004). The work of Rothstein (1996; 1998) suggests that 

employees' mutual acceptance of the organization's mission generates not only a sense of 

'togetherness', belonging, and trust but also encourages employees to be mutually 

supportive in work effort towards the organization's goals (both explicit and implicit). 

The task of national development would be a mission that would mobilize the efforts of 

like-minded employees in a civil bureaucracy. Such a task 'in the national interest' would 

cement the necessary sense of mission required for the formation of a cadre organization. 

The current data set allows much scope for contribution to the literature relating to 

organizational design and management, as well as the literature pertaining to 

organizational climate. In terms of contributing to extant knowledge in the field of 

341 



organizational design and management, the current data encourages approaches which 

focus on, for example, the perceptions of employees (at various levels of seniority) 

towards both organizational structure (e.g. the individual's place in the organizational 

hierarchy) and the influences of seniority within hierarchical organizational 

configuration. Alternative contributory discussions could address the nature of 

leadership, for example the selection of a next generation of leaders. In an environment 

acknowledged to be authoritarian (by both primary and secondary data sources) are 

ambitious employees required to display authoritarian traits in order to be considered as 

suitable for promotion? If this is the accepted organizational framework for career 

progression, what personal management styles can an ambitious employee as alternatives 

to authoritarianism within the framework of this organizational cultural setting? As the 

foregoing discussions indicate, there is more than sufficient scope to expand from the 

current data sets into areas that are both interesting and of direct relevance to practitioners 

and management thinkers. 

13.5. SUMMARY OF THIS CHAPTER 

Table 13.1 summarizes the key findings from the current research and indicates the tenet 

of discussions that could contribute the extant literature in each of three areas. These are: 

1. The importance of the leader (and appropriate leadership) in the context of 

public bureaucracies 

2. The factors which encourage employees to be motivated to join a civil 

bureaucracy and the nature of the work that retains their continued services. 
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3. The factors which nurture in such employees a close concurrence of affinity to 

their organization and its work. 

Table 13.1 Summary of the Key Findings and Contributions to the Literature 

Findin2s Tenet of the contribution to the extant literature 

Respondents agree that in the Thai In organizations based in authoritarian national cultures, 
civil bureaucracy the leader is the employees accept organizational leaders of a similar 
primary influence on workplace style. Such figures can be found at the topmost levels of 
behaviour of the Thai public the organization (such bas at the level of Director-
bureaucracy General), or lower down the organization (e.g. middle 

ranked officials) . 

Employees have an innate sense of Stringent recruitment criteria, a history of the 
belonging to their organization and organization as an elite body, and an organizational 
show a motivation to: culture that values elitism contributes to a collective 
i. serve the nation. sense of belonging and reinforces this to the 
ii. support work colleagues. organization's insiders. 

Employees have a close concurrence The organization's culture encourages employees to see 
of opinions themselves as a body that is differentiated from outsiders. 

This is especially so with long-serving employees. New 
members are inculcated into the organization's prevailing 
norms and thus empathize with colleagues. 

The following chapter, Limitations, Learning and Future sets out and discusses the 

limitations experienced in conducting this research. In so doing, it describes the strategies 

taken to help minimize these limitations. During the processes of conducting the research, 

there was much opportunity for learning. These opportunities were not only from the data 

gathered but also from the employment of the research methodologies in this particular 

context. The chapter concludes with a projected outline of a future research agenda. 
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CHAPTER FOURTEEN 

LIMITATIONS, LEARNING, AND FUTURE RESEARCH 

14. CHAPTER OVERVIEW AND ORGANIZATION 

During the stages of planning and implementing the research design it was possible to 

identify a number of potential pitfalls and difficulties. Forewarned, it was then possible to 

devise strategies to minimize these difficulties. Even with these efforts, a number of 

limitations remain. This chapter discusses the limitations of this research and the 

strategies designed to minimize these limitations. In this chapter is also described the 

learning from conducting the research. Specifically, the learning stems from the design 

and use of the research methodologies in the context of the Thai public bureaucracy and 

from the insights provided by the various respondents into the workings of this 

organization. The research has been stimulating and educative and has generated much 

reflection on the various issues discussed throughout this thesis. Thus, this chapter 

concludes with a section describing research outputs to date and outlining a future 

research agenda. In this final section are discussed aspects of the current research that can 

be prepared for publication to take the learning into a more public domain. 

This chapter is organized in three parts. The first part reflects back on the research 

implementation, itemizes the predicted difficulties and limitations and describes the steps 

taken to minimize these. Some of these difficulties were discussed in an earlier chapter 

(chapter eight). The discussion here is more panoramic. The second part reflects on the 

learning experience from conducting the research. There is much on which to reflect. 
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Many strands of current thought warrant further development. To this end, the third part 

of this chapter presents a research agenda for expanding the research into publishable 

outputs. In part this continues the discussion on the research contribution (as discussed in 

the previous chapter). In other ways this research agenda is a continuing work-in-

progress which contributes to the reflection on the experience of conducting the research 

and composing this thesis. 

14.1. STRATEGIES TO AVOID DIFFICULTIES IN THE RESEARCH 

As discussed in chapter eight, Researching Across Cultures: Difficulties and Avoidance 

Strategies, engaging in research across cultures is likely to give rise to a number of 

pitfalls. In the current research design, steps were taken to predict the pitfalls and to 

devise strategies to minimize these. Below are listed some predicted pitfalls and the 

avoidance strategies employed in the current research. 

14.1.1. Failure to Make Adequate Preparation 

As described in earlier chapters (especially in chapters three, four five and six), this 

research inquiry followed an emic (insider) view of a specific organisation and its culture. 

That is, the research design envisaged that members inside the organization would be 

encouraged to share opinions from their experiences. In such an approach an outsider (the 

researcher) becomes responsible for making sense of the insiders' views and for 

interpreting these in the light of extant knowledge and acceptable frames of reference. An 

added complexity was that the research inquiry would involve investigation and 

interpretation across cultures. It therefore seemed judicious to conduct extensive 
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preparations about the background of the organization. This involved conducting detailed 

and concerted research into secondary data sources to understand the organization's 

historical and cultural antecedents. This research provided contexts and content for 

further inquiry through primary data gathering. The historical methodology undertaken 

drew on the work by Kieser (1989, 1994) and Usdiken and Kieser (2004) in the area of 

historical analysis of organizations and their social evolution. Within this historical 

methodology was incorporated a genealogical approach to organizational analysis (see, 

for example, Chan and Clegg, 2002). During the current research time was allocated prior 

to the primary data collection to an extensive secondary research in the areas of national 

and organizational culture, and the historical background of the Thai public bureaucracy. 

This chronological sequencing is shown in figure 1. 7 and 1.8 in chapter one. 

14.1.2. Failure to Engage with the Subject Organization 

As mentioned at several points in this thesis, this research inquiry involved engaging with 

insiders in the organization in an emic approach to the organization, in which insiders 

help a researcher generate constructs in order to understand the organization and its 

environment (Hunter, 2006). This approach makes the assumption that an organization 

will display characteristics of the national and social communities of its host country (see 

discussions in Child and Tayeb, 1982; Herche et al, 1996; Tinsley, 2005). As mentioned, 

in the current research the opinions of the selected insiders was augmented by prior 

information from secondary sources written and published by some investigators who 

themselves became temporary insiders in parts of the Thai civil bureaucracy. From this 

privileged position they were able to observe and write commentary on both the history 
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and contemporary workings of the bureaucracy in the style of a focused case study (see: 

Shor, 1960; Riggs, 1966; Siffin, 1966; Riggs 1997). Other insiders whose work greatly 

aided an understanding of the bureaucracy include Bunnag ( 1977) who described the 

development of governance in provincial Siam in the decades spanning the early 

twentieth century and Samudavanija (1987, 1997) who provides insightful descriptions 

and analyses of key functions of the Thai bureaucracy, especially against a background of 

political and social change. Other writers whose work covers the wider perspectives of 

economic, social and political development in Thailand include Baker and Phongpaichit 

(2002 [1997]; 2005), Connors (2003), Hewison (2001, 2007), Muscat (1994), Ockey 

(1996, 2004a, 2004b), Painter (2004), and Unger (1998). 

In order to generate an in-depth understanding of the organization and its environment 

the series of focused interviews with expert respondents was semi-structured to allow 

each respondent a flexibility of response. The semi-structured design was intended to 

facilitate a more relaxed and open dialogue in which the experts felt comfortable to share 

their ideas and opinions. As noted, the Thai bureaucracy claims an ancient historical 

birthright and has had a lengthy period of gestation. It was considered necessary to be 

aware of these facets of the organization and to describe these facets in this thesis. 

14.1.3. An Inadequate Knowledge of the Language of the Respondents 

As described in chapter eight some commentators consider that Margaret Mead produced 

flawed research for her doctoral thesis. In part any deficiencies in the research are said to 

be attributable to Mead' s insufficient preparation in attaining relevant linguistic skills for 
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her research, and thus her failure to attain functional competence in appropriate language 

needed to conduct research tasks. As far as can now be ascertained, prior to conducting 

the research Mead's language tuition in Samoan was rudimentary and involved contact 

with a native speaker of the language for one hour per day for a period often weeks (see 

Freeman, 1983: 65ff). And prior to her departure for Samoa, Mead suggested that it was 

not wholly necessary to be "colloquially proficient" in the language of the peoples in an 

anthropological study (Mead, 1973: 139). Freeman (1983, passim) suggests that the 

period of formalized study with a native speaker of the Samoan language was inadequate 

for conducting research with monolingual native speakers of the language. According to 

Freeman (1983) Samoan has linguistic features (such a grammatical structures and 

systems of personal address) that it would be difficult, if impossible, to learn within such 

a short time frame. In written correspondence with her doctoral supervisor Mead 

acknowledged the difficulties of learning the language (Mead, 1961 [ 1928]). 

In a research inquiry across two diverse cultures, it would seem helpful for a researcher to 

attain a certain level of linguistic competency and, if time allows, attain language fluency. 

The current researcher has a working knowledge of the Thai language in its spoken and 

(some) written forms from formal classroom study and from a total of twelve-years of 

residence in the country, using the language on a daily basis. 

14.1.4. Inadequate Time Given to the Selection of Suitable Respondents 

The current research design included a lengthy process of identifying suitable expert 

respondents. In employing features of a Delphi technique in the current research, 
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selection of suitable informants is a key issue of the research design, as this is critical to 

success of the methodology (Tersine and Riggs, 1976: 53). As required by the 

methodology, expert selection was based on objective criteria (Helmer and Rescher, 

1959). To ensure consistency it was essential that each respondent matched a pre-set 

profile designed from data gathered during the literature search. Expert respondents were 

then 'hand picked' from suitable candidates who matched the pre-set criteria. 

In the selection of appropriate experts the current research study employed two forms of 

sampling: theoretical sampling and criterion sampling. Theoretical sampling was used to 

gather salient topics from a homogeneous body of experts. In theoretical sampling (a 

concept derived from grounded theory methodology) a researcher uses a homogenous 

sample of people to help develop a theory. The evolved theory is subsequently tested 

using a heterogeneous sample of respondents (see Creswell, 1998: 118-119). As a 

preliminary to data collection, criterion sampling was used to establish a requisite profile 

of the expert respondents. Details of the experts' profiles are discussed in chapter seven. 

In designing the current research it was envisaged from the outset that indigenous 

members of the organization would be selected to comment on the work environment of 

their organization. This design accords with existing approaches to research conducted in 

cross-cultural settings (see discussions in Kim et al, 1999; Kim, 2000). 

14.1.5. Difficulties Inherent in Investigating Culture 

Investigating behaviour attributable to culture involves delving into the personally held 

beliefs and values of individuals. Individuals' beliefs and values are often learned 
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unconsciously through socialized conditioning within a cultural environment. 

Importantly, culturally conditioned beliefs and values (learned over time as part of 

upbringing and adaptation to a culture) tend not to change or be negotiated. This social 

feature brings difficulties in investigating culture (Schein, 1986). Studies of cultural 

patterns of behaviour are invariably fraught with difficulties (Hofstede 1993; Sivakumar 

and Nakata, 2001). Attributing behaviours to sources oflearned cultural behaviours is 

complex as what can be observed are merely the outward manifestations of human 

behaviour (Hofstede, 1999). Thus for the source for understanding an individual's 

underlying rationales and motivations for their behaviour, researchers need to rely on 

external evidence (such as what people are observed to do, what people are prepared to 

admit they do, or what other informants report what others do). The strategies used in the 

current research of pre-preparation to engage with host organizations, attain appropriate 

levels of linguistic and cultural awareness, and select willing respondents arguably 

diffuse some of the potential difficulties in researching in a cross-cultural setting. 

14.2. LIMITATIONS OF THIS RESEARCH 

As noted above, a number of strategic decisions were made in the research design to 

preempt and minimize difficulties in conducting this research. However, there remain 

several limitations of the research as described below. 

14.2.1. Limitations of the Data Collection Methodology 

In terms of methodology, it is important to choose the right level of analysis for the 

problem under investigation (Hofstede et al, 1993). In the current investigation this is the 
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behaviour of individuals in their organizational setting and the socio-cultural variables 

affecting this behaviour. The organization setting here is naturally complex and dynamic. 

An attempt was made to balance data from the two perspectives of qualitative and 

quantitative enquiry. Within the process of expert interviews, an attempt was made to 

capture the cognitive processes of individuals through asking for personal reflection and 

exemplification. This in itself is complex and may often be post hoc with the benefit 

20120 hindsight. 

Undoubtedly, there remain limitations. However, efforts to minimize these limitations 

include the selection of a research approach which, as part of the research design, 

employs mixed methodologies and the cross-fertilization of the qualitative and 

quantitative data sets. As noted (in chapters seven, nine, and ten) much was gained from 

this approach, including some confirmation that the respondents from each data set 

considered certain attributes of their organization of equal importance. During the latter 

stages of collection of qualitative data from the selected expert respondents, it was 

evident that there was a certain repetitiveness of opinion. From this point, additional 

interviews were conducted until this was assured and that no new data were forthcoming. 

Confirmation was attained by re-checking the data in two ways. An immediate check of 

the latest data was done immediately after each interview. This was followed by a 

subsequent re-checking of the interview notes and comparing the contemporaneous notes 

made in real time during each interview with the transcribed notes similarly made during 

the earlier interviews. Strauss and Corbin (1998) suggest that when collecting research 

data through the use of qualitative interviews that the interviews continue until the 
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interviewer becomes aware of the "theoretical saturation" of the data (Strauss and Corbin 

(1998: 292). 

14.2.2. Limitations from Data Gathering Across Cultures 

Chapter eight Researching across Cultures: Difficulties and Strategies described and 

exemplified some of the predicted difficulties involved in such studies. Part of chapter 

eight used the Mead-Freeman controversy as a case study to exemplify potential pitfalls 

in researching across cultures. A researcher (even, it seems, someone who later became 

an iconic figure in the field of anthropology) may encounter difficulties at any or every 

stage throughout the research. For the researcher it is not only advisable to be aware of 

possible problems that could inconvenience the research, but to give forethought to 

evolving workable strategies to overcome these problems. Part of the reward for this prior 

planning is the satisfaction of knowing that strategies are in place to minimize any pitfalls 

while conducting the research. For example, a strategy of back translating relevant 

documents used in the data gathering process helps minimize uncertainties in this 

process. In the current research, part of the research design involved two sequences of 

back-translation of data gathering instrumentation. As parts of the research inquiry these 

activities were both helpful and informative in improving the design of the 

instrumentation. 

There is an inherent difficulty in attempting to gather research data from respondents 

whose culture stresses modesty and who possess such a keen sensitivity to the feelings of 

others as to make great personal efforts to avoid giving offence (including to third parties 
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not currently present). People may be reluctant to reveal their feelings to one person 

(even under the cover of anonymity) especially if it risks offending a third person. In 

Asian cultures, forthright opinions also bring the perceived risk of putting the speaker in 

an unfavourable light (as someone unable to control their emotions). This may be 

exacerbated when the interviewer represents a different (in this case non-Thai) ethnic 

origin and cultural background. The notion of 'ourselves and others' is a prevalent theme 

in Thai cultural mores (see discussions in Jackson, 2004; Reynolds, 2006, especially 

pages 245-276; Peleggi, 2007). In such an environment data may not be forthcoming or, 

if forthcoming, may be unreliable. In order to lessen this possibility, the interview 

processes was closely monitored and subjected to frequent quality checking through re-

questioning and asking for clarification. Cross-comparison of respondents' data was an 

essential step in this process. The nature of the topic and issues of being able to break 

down socio-cultural norms into individual parts of a larger whole was less than wholly 

straightforward and needed careful reflection and trail-and-error throughout the design 

stages. However, it has been noted that isolating attributes of culture impinges on the 

scientific 'uncertainty principle' in that "the act of observation alters the conditions under 

observation" (Hall, 1990 [1973]: 111). 

14.2.3. Limitations of Language and Shared Meanings 

It would be naive to overlook issues arising out of research enquiry across a different 

language, especially two languages as unalike as English and Thai. Prior research 

experience of the current researcher indicates that certain concepts do not 'travel well' 

and need to be glossed as near as possible with the closest equivalent word or phrase. 
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There is particular difficulty with some business, social, and personal concepts as well as 

some concepts that are 'context-bound' within the one culture or the other (see 

discussions in Brislin, 1983; Rieger and Wong-Rieger, 1988; Sin et al, 1999; Schaffer 

and Riordan, 2003; Herk et al, 2005). Lessons from various academic criticisms of 

Margaret Mead's anthropological research (see chapter eight) suggest that researchers in 

cross-cultural situations need to proceed with due caution. The solution chosen in the 

current research was to utilize the expertise of Thai work colleagues who have experience 

living overseas as well as competent professionals who are proficient translators from the 

one language to the other. These colleagues greatly helped in linguistic and cultural 

aspects of the questionnaire content and in the back translation process (see description 

and rationales in chapters seven and eight). Each of the expert respondents demonstrated 

their fluency in the two languages. Only a small minority said they used the translated 

Thai version of the questions to help frame their responses. Many of the expert 

respondents commended the quality of translation of the bilingual question checklist. 

14.3. LEARNING FROM THIS RESEARCH 

This research represents a number of learning experiences and presented the researcher 

with many learning opportunities from the methodologies and from the host organization 

itself. Primarily, there were interesting lessons to be learned from the choice of a mixed 

methodologies and using the selected methodologies in the context of a large 

organization. Encounters with the organization and its members proved to be both 

interesting and informative. Particularly exciting was to be party to the fascinating shared 

experiences of the expert respondents. Their lengthy service histories and wealth of 
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expertise within national governance were in themselves a worthy education. Well worth 

the effort was the experience of conducting research across two different cultures. Each 

of these activities provided valuable lessons and contributed greatly to the form and 

content of the thesis. The learning opportunities from this research are described below. 

The research design of a mixed methodology approach maximized the benefits of 

learning from practical application of the chosen methodologies. The research design 

occupied considerable time at the beginning of the research, and involved making some 

operational adjustments during the research processes. It was time-consuming to choose 

a qualitative methodology that involved face-to-face interviews with experts using 

selected features of a Delphi methodology. But, as noted above, this brought helpful 

benefits for the research inquiry. Several types of interview and interview format were 

rejected, including interviews with randomly selected employees in a limited number of 

government departments. Also rejected was a design that used a minimum number of 

interviews with experts. A 'classic' Delphi Methodology suggests the use of between ten 

and fifty experts (see discussions in Turoff, 1975; Philips, 2000). Also considered but 

eventually rejected was a research design that would involve a questionnaire in which 

content was designed from extant literature, or the replication of earlier frameworks 

adapted to the context of the Thai bureaucracy. 

The eventual decision to design a research study using expert interviews from which data 

would be used to design a survey questionnaire made sense from a number of 

perspectives. Firstly, in Asia expertise is held in high esteem (especially when the 
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expertise is demonstrably a factor of advanced age or lengthy experience). Complying 

with local cultural mores, there seemed to be much to be gained from listening to the 

opinions of long-serving members of the host organization and equally esteemed outside 

commentators. Secondly, using selected elements from a Delphi methodology seemed to 

offer an appropriate research framework that would generate data without the need to 

gather experts together in one location. This would represent a win-win situation for both 

parties (the experts and the researcher) in terms of time effectiveness. It would also allow 

time for reflection between interviews. Reflection is acknowledged to be one of the key 

components oflearning (see Schon, 1983; Kolb, 1984; Raelin, 1997). 

The qualitative data gathering methodology used in this research borrowed from Delphi 

techniques. From utilizing aspects of Delphi, three lessons emerged. Firstly, high level 

access is critical to the methodology. However, in practice gaining and maintaining high 

level access is time consuming. People who have achieved the highest positions in 

organizations tend to have busy work schedules. With their perceived expertise, they are 

also invited to engage in outside activities that encroach on their available time. Other 

people in sister organizations as well as people wider afield seek access to their time and 

expertise. In the current research this feature often delayed and frequently intruded into 

the process of enlisting the participation of the selected respondent. Some experts who 

were approached declined to participate. Several of the expert respondents serve on 

government committees. Crowded work schedules apart, some senior officials in the Thai 

bureaucracy hold advisory positions with outside agencies such as non-governmental 

organizations (NGOs ). Two respondents participating in this research give their time to 
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serve on committees of the United Nations (UN), which maintains its Asian regional 

headquarters in Bangkok. 

Apart from overseas visits in cooperation with multinational Non-Government 

Organizations (NGOs ), some of the selected expert respondents were regularly called 

upon to meet with their ministers or with politicians. For example, one respondent was 

called to the prime minister's office thirty minutes before the scheduled interview 

appointment. Similar situations became more noticeable in the period of political unrest. 

In February 2006 the then Prime Minister Thaksin Shinawatra dissolved parliament. 

Subsequent national elections held on znd April were ruled invalid by the Constitutional 

Court in May. Several months of civil unrest of street demonstrations and strikes 

culminated in a military coup d'etat on 19th September 2006. These events took place 

during the qualitative data collection phase of the current research. As political events 

unfolded, key expert respondents became 'unavailable' and 'too busy' citing 'pressure of 

work'. Subsequent political uncertainties affected work and motivation within the civil 

bureaucracy. 

With the benefit of learning and hindsight, several amendments could be suggested to 

improve the research design. Apart from the importance of achieving momentum as 

quickly as possible, and then sustaining this momentum, the research methodology could 

be further developed by reducing the number of questions asked of the respondents. The 

current qualitative instrument design incorporated ten questions, with these questions 

arranged in pairs. Evidence from face-to-face interviews showed some overlap 
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(especially in the pairs of questions 5-6 and 7-8). It would also be useful to reduce the 

number of expert respondents to accelerate the cycle of interviewing. 

14.4. TWO STRANDS OF THIS RESEARCH: PROCESS AND CONTENT 

This thesis followed two strands of investigation: one of process and one of content. By 

investigating process, this thesis tested methodologies for gathering salient data about the 

subject organization. In the second of the two threads of investigation, the research has 

identified a range of underlying cultural factors that influence the workplace behaviour of 

officials in the Thai civil bureaucracy. The conduct of the qualitative expert respondent 

interviews is described in chapter seven and the related data is described in subsequent 

chapters. With due recognition to the advantages and disadvantages of the qualitative 

methodology (as described above), this methodology was successful. However, in future 

studies using this methodology, the methodology would be adjusted by selecting a 

smaller number of expert respondents. The face-to-face interview process could be 

streamlined by using fewer questions. This would help reduce the time needed to 

incorporate the expert opinions into the data set. Experience from the current research 

indicates that the greater the number of respondents selected, the more time-consuming 

the process. Valuable research time can be expended waiting for respondents to agree to 

participate and give an appointment date in their schedules and the adjustment would aim 

towards minimizing the waiting time to establish contact with appropriate expert 

respondents and reducing the downtime required for conduct and completion of the 

interview processes. 
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14.5. CONDUCTING RESEARCH IN TIMES OF POLITICAL UNREST 

In September 2006, the elected government was ousted in a high profile bloodless coup 

d 'etat, an event that received high profile media coverage around the world. Elected in a 

landslide election victory in January 2001, the Thai Rak Thai (Thais Love Thais) political 

party led by telecoms-billionaire Thaksin Shinawatra was the first administration in Thai 

history to serve a complete term in office. Earlier administrations had their parliamentary 

lives curtailed by similar coups and counter-coups. In January 2006, Thaksin was re-

elected to a second term of office, albeit with a reduced minority. Dissatisfaction with the 

Thaksin style of government mobilized the military. The military made its move on 19th 

September 2006, while the prime minister was en route to address a session of the United 

Nations Assembly in New York. 

Not surprisingly, the putsch disrupted political activity and the workings of government. 

It also disrupted processes data gathering for this thesis. In the months leading to the coup 

it had become increasingly difficult to schedule appointments with expert respondents as 

civil protests took place with little forewarning. As key figures in the civil bureaucracy, 

many of the expert respondents in this research were affected by the uncertain political 

situation. Daily work was disrupted as the Council for National Security (CNS)-

appointed cabinet discarded Thaksin associates in government and drew in untainted 

personnel in attempts to demonstrate legitimacy for the coup and manage the affairs of 

state. Figure 14.1 shows a collage of news media photographs showing streets blocked 

with crowds of protesters (pre-coup) and military hardware (post-coup). These media 

photographs show buildings wherein parts of the current research were conducted. 
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Figure 14.1 Scenes of Civil and Military Disruption outside the Research Sites 

14.6. AN AGENDA FOR FUTURE RESEARCH 

This research is part of longitudinal on-going research that forms the author's research 

portfolio. From the findings and processes of the current research study, there appear to 

be several avenues for further research that are likely to be fruitful. A primary follow-up 

research study will involve replicating (in a smaller framework) a series of interviews 

with experts in the field of public management. This research will take the form of a 

'classic' Delphi study and incorporate learning from the current study. In the current 

study the number of expert respondents made the study somewhat unwieldy and overly 

time-consuming. A replication study involving a smaller number of different experts 

would bring added benefits to the current study. For example, a follow-up study could 

help re-test the qualitative methodology in this environment. The current study clearly 
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indicated areas of the research process that have scope for improvement: the selection of 

appropriate experts, assessment of experts' expertise, design of suitable questions, and 

the management of the interview process to maximize the data gathering process in terms 

of efficiency. Reflection on the processes in the current research suggests that a more 

streamlined research study (in an encapsulated form) could generate interesting data for 

cross-comparison with the current data set. 

A second research investigation would develop the data gathered from the current study 

and augment these data with additional data from the organization. The aim would be to 

construct a case study of the organization and its work environment. Senior officials in 

the Thai civil bureaucracy have already stated their desire for a series of case studies of 

their organization for training purposes. To provide benefit for training and development, 

the case studies could focus on current practices and might take a contrastive perspective 

on public management issues. Follow-up interviews could be conducted with some of the 

experts respondents interviewed as part of the current study. A random cross-section 

(possibly fifty percent) of the current body of experts would likely give the data sufficient 

depth and focus. The interview data could be augmented by data generated through 

additional qualitative research strategies, such as observation studies or critical incident 

analysis. A third area of follow-up work will focus on extending the research inquiry into 

the public bureaucracies of neighbouring countries. Possible sites include other 

developing countries in ASEAN such as Cambodia, Laos, and Vietnam. Singapore, as the 

most developed country within ASEAN, would provide a useful benchmark for this 

research study. 
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14.7. PLANNED OUTPUTS FOR PUBLICATION 

As discussed, there are a number of possibilities for developing parts of this research and 

planning has already begun towards this end. One related article has already been 

published in peer-reviewed academic journal: 

Hunt, Brian and Ivergard, Toni (2007) Workplace Climate and Workplace 
Efficiency: Learning from Performance Management in a Public Sector Cadre 
Organization, Public Management Review, 9, 1, 27-47. 

A number of related presentations have been made at international conferences: 

Ivergard, T., Hunt, Brian, and Rodsutti, M. C. (2004) eLearning and 
eGovernment in the Thai Public Sector, presented at the International Ergonomics 
Association xvth Triennial Conference, Seoul, Korea, 24th-29th August (peer 
reviewed). 

Hunt, Brian and Ivergard, Toni (2004) Education Reforms: Too Little and Too 
Late? presented at the International Conference: Making Education Reform 
Happen - Learning from the Asian Experience and Comparative Perspectives, 
Bangkok, Thailand, 22nd_24th September. 

Ivergard, Toni and Hunt, Brian (2007) A High Ceiling Environment for Learning 
and Creativity, Presented at the 4th ASIALICS Conference, Kuala Lumpur, 
Malaysia, 22nd_24th July (peer reviewed). 

Ivergard, T. and Hunt, Brian (2008) Public Administration and Public 
Governance: Thailand, paper presented at the 3rd Annual Conference of Public 
Sector Management in ASEAN, Seoul, Korea, 5th_ 7th December (peer reviewed). 

These research outputs have been stepping-stones en route to the current research. Some 

content and thinking underlying this published research have helped shape the focus and 

direction of the current thesis. The current thesis itself is a stage of intended future 

research direction and focus. 

Further journal articles are currently in progress. These address some of the topics 

discussed in this chapter, including the use of a dual methodology in research into public 
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sector organizations and back-translation as a process in cross-cultural research. One 

primary focus would be to refine the quantitative methodology by re-designing the 

prompt questions in the light of current findings. By selecting fewer respondents the 

methodology could be developed into a full Delphi procedure. Several respondents who 

participated in the research have proposed this possibility in their organizations. With 

fewer respondents and a narrower institutional context it would be possible to build up a 

database of behaviours by successive administrations of the procedure. 

Similarly, the attitude survey questionnaire would benefit from further administrations. 

Again, there is a possibility to conduct further research into the Thai civil bureaucracy at 

the departmental level. Each of these proposals offers exciting research potential. The 

current data corpus would benefit from being examined further using a variety of 

statistical tools. Further detailed and contrastive comparisons can be made between the 

qualitative and quantitative data sets. Similarly, the quantitative data warrants further 

analytical investigation. In the immediate future is planned a follow-up journal article to 

Hunt and Ivergard (2007). This publication describes work in a department in the civil 

bureaucracy in Sweden and discusses workplace climate and employee efficiency in a 

cadre organization. Using data from the current research study, a follow-up article will 

compare the Thai and Swedish civil bureaucratic environments. 

14.8. CONCLUDING REMARKS 

The research findings reported above are the antithesis of the original expectations. Over 

a number of decades there has been concerted activity to reform and thereby develop the 
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various institutions within the Thai civil bureaucracy. Effort has also been focused on 

overall refom1 of the bureaucracy. Initial expectations were that the different populations 

in the research would show differences in responses to the questions posed. At the least, 

age and length of service were identified as potential areas where differences of opinion 

would occur. As reported above, this was not the case and there are extremely close 

similarities of opinions across the physical age groups and across the different lengths of 

service. The research activity has generated rich data. There is more work that can be 

done to focus on research questions emerging from the current study, such as to 

investigate further how such closeness occurs. 

As a final reflective comment, it is worth noting that the current research was exploratory 

and, in its implementation, has generated a number of fruitful avenues for future research 

on the topic of the Thai bureaucracy. If anything the research reported here indicates that 

the organizations of the Thai bureaucracy warrant investigation, analysis and 

commentary from many perspectives. The organizational culture and climate of this 

institution has a fascinating, and often colourful, provenance. The organization, its 

members and other stakeholders are proud of this heritage which is a cornerstone of both 

the Thai national identity and the organization's identity (see, for example, Reynolds, 

2006: 245ff). This thesis has attempted to show linkages between historical-cultural 

precedent and current-day activity. Further research in this area would undoubtedly 

reveal features of the bureaucracy and its organizational preferences. 
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The September 2006 coup throws into high relief key motifs of the current research. The 

weight of historical precedent bears heavily on current thinking and behaviours in the 

Thai civil bureaucracy. Not only is this reflected in ceremonies which draw on historical 

traditional and decorum (such as the one depicted in chapter six, figure 6.1 ). But also 

much recent history pervades bureaucratic work; for example, the 19th September coup 

was the seventeenth since the revolution of 1932. Periodically, such external events 

impose on the work of the bureaucracy and distract bureaucrats from key tasks of 

delivering public goods and services. In their lifetimes, the older expert respondents in 

this research will have experienced several coups and respondents from the younger 

generation will have experienced the coups of 1992 and 2006. In spite of such external 

political events, the work of the bureaucracy continues. The work of the civil bureaucrats 

is closely allied to national governance as much as (if not more so than) the delivery of 

public products and services. Recent events also highlight the need for a civil 

bureaucracy that forms part of the legitimate checks and balances of national governance. 

In this respect the civil bureaucracy continues to evolve. 
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APPENDIX 1: ETHICS APPROVAL 

17 August 2006 

Professor Thomas Clarke 
CM05B.04.34 
Faculty of Business 
UNIVERSITY OF TECHNOLOGY, SYDNEY 

Dear Thomas, 

UTS HREC REF NO 2006-032 - CLARKE, Professor Thomas, PALMER, Professor 
Ian (for HUNT, Mr Brian PhD student) - "The Thai Public Sector: Framing Learning 
Organizations in an Asian Context" 

Thank you for your response to my email dated 21 March 2006. Your response 
satisfactorily addresses the concerns and questions raised by the Committee, and I am 
pleased to inform you that ethics clearance is now granted. 

Your clearance number is UTS HREC REF NO. 2006-32A 

Please note that the ethical conduct of research is an on-going process. The National 
Statement on Ethical Conduct in Research Involving Humans requires us to obtain a 
report about the progress of the research, and in particular about any changes to the 
research which may have ethical implications. This report form must be completed at 
least annually, and at the end of the project (if it takes more than a year). The Ethics 
Secretariat will contact you when it is time to complete your first report. 

I also refer you to the AVCC guidelines relating to the storage of data, which require that 
data be kept for a minimum of 5 years after publication of research. However, in NSW, 
longer retention requirements are required for research on human subjects with potential 
long-term effects, research with long-term environmental effects, or research considered 
of national or international significance, importance, or controversy. If the data from this 
research project falls into one of these categories, contact University Records for advice 
on long-term retention. 

If you have any queries about your ethics clearance, or require any amendments to your 
research in the future, please do not hesitate to contact the Ethics Secretariat at the 
Research and Innovation Office, on 02 9514 9615. 

Yours sincerely, 

Professor Jane Stein-Parbury 
Chairperson 
UTS Human Research Ethics Committee 
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APPENDIX 2: ATTITUDE SURVEY QUESTIONNAIRE 
Questionnaire 

Prepared for the Workshop on 
HRM and Public Sector Reform 

October 2006 
LLUUAillJ fl1JJL -Anm ·nJ-;::t.qJJL 4l'1tJi)u;lm-; 

fl1"5U~M1"5\'l;'WfJ1fl"5JJ~ttULLR::n1,tJ~1tJ,::uu,1-irn1, 

f1R1AJJ 2549 

Dear Participant, 
Please use your own experience to answer the following items about your workplace. 

Please indicate your answer by writing an X in the appropriate box: (!] 
111,~',ytJ,::aun1,nr~n'1~1u,un1,~nuA1a1JJfin1ud 

'iil'iflmLA~iN\u11u x Riltuo!/n;i: 0 
Please provide ~hese details about y2urself. (Data will be treated in confidence) 
'\tJ"5~' li4'iuJJRLOU10Ufl1~1U ( 4'in)JR\'1'1MJJ~Q::;ntti 1 iLiJUA11JJftU) 

Your department/agency: 
Mu1u'11u / a'1n~: 

~~~~~~~~~~~~~~~~~~~~~-

Your age I mq: __ years I i] 

Your length of government service I "5::U::L 1R1-vi;u"51-itn1"5: _ _ years I i] 

Your current rank: 
~1LLMU'1UQ~uu: _________________________________________ _ 

1. How do the following influence workplace behaviour in Thai public sector 
organizationst 
1. i)Q~ufin 1tJitilij'1Bwafinwci~n"5"5JJn1"5~1'11U' UMU1u'11u,14!fm•mth'111 

1.1 The boss 
1.1 ~U'1AUUf\llJS1 

Very 
Negatively Negatively 

Slightly 
negatively 

1.2 The workplace social environment 
1.2 A1l1'Wft'1AJJ,UMU1U'11U 

Very Slightly 
Negatively Negatively negatively 

Slightly Very 
positively Positively positively 

Slightly Very 
positively Positively positively 
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I don't 
know 

D 

I don't 
know 

D 
1J.i'1"51U 



1.3 The organization's regulations 
1.3 ,::Lil uuilijui\IJ.lih1'MU 1 U'11U 

Very Slightly 
Negatively Negatively negatively 

1.4 The culture of the organization 
1.4 iauufi,,1Jt!.lil'1'MU 1U'11U 

Very Slightly 
Negatively Negatively negatively 

1.5 Aspects of Thai culture 
1.5 ftn~tu:m1'1i.,Ufi"5"51JL\'IU 

Very Slightly 
Negatively Negatively negatively 

1.6 One's work colleagues 
1.6 L ~DU. '511J'11U 

Very 
Negatively Negatively 

Slightly 
negatively 

Slightly Very 
positively Positively positively 

Slightly Very 
positively Positively positively 

Slightly Very 
positively Positively positively 

Slightly Very 
positively Positively positively 

I don't 
know 

I don't 
know 

D 
11ivt"511J 

I don't 
know 

D 
'l1ivt"511J 

I don't 
know 

2. How do the following attributes of Thai culture influence workplace behaviour in 
Thai public sector organizatipns? 
2.ftn~:m1"11iaa.1Ufi"j,1Jfiil lilitiHlvtBvu~finwqi\ni;·nm1"5Yi1'11U, u 'MU1U'11U "S11Jtn1,DU1'1 L "S 

2.1 Respect for seniority 
2.1 m·nF11,wn11tl( 

Very 
Negatively Negatively 

Slightly 
negatively 

2.2 Consideration for others (greng jai) 
2.2 Fl111JLn"5'1,Q 

Very Slightly 
Negatively Negatively negatively 

1Ju1n tt--Finu4!l1'1fttJ 

Slightly 
positively 

Very 
Positively positively 

1 ~u~~nu1n 

Slightly Very 
positively Positively positively 
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I don't 
know 

I don't 
know 



2.3 An attitude of "it doesn't matter" (mai pen ra1) 
2.3 l1AUFlil'luLLJ "1iJLiJU1"5" 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
LtU'1iUJ111n Ltft'1iUJ Fiilu1Jhum FlilU 'Ji1'11J1n LtU'11J1n Lf'11J1n111n 11i'Yl"511J 

2.4 A spirit of compromise 
2.4 n1"5t.1"5::Ui.1"5::Uil11 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11i'Yl"511J 

2.5 Working in ways to save face 
2.5 n1"5\11'11UL -Ail-inWl\.tU 1 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11i'Yl"511J 

2.6 A sense of duty to serve the nation 
2.6 ihitn'l U \.tU 1fi~il'1n1"5\11'11UL iJCl'Jf16' 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
1i.IV1"511J 

2. 7 The need to preserve harmony 
2. 7 n1"5-in111A1111nft11mfit11 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11i'Yl"511J 

2.8 Working together with colleagues in groups 
2.8 n1"5\11'11ULiJU "1tjFlfU:: 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11i'Yl"511J 
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3. How do the following factors influence change in the ways of working in Thai public 
sector organqations? 
3. i]QQlJftil ltlitiiil'Vlfi'Wflftiln1"5Ltl~uuLLtlfl'1ifim·u.lnuil'11U' u 'MU 1U'11U "51-Un1"5ilU1'1 L "5 

3.1 Good examples from the leadership 
3.1 '1U''1AlJUf\l-U1tli]uil"u' liLi.IUU1JlJilU1'1Ylli 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

3.2 A strong leader 
3.2 '1u1ilF11111Ll!i11u;J" 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

3.3 Government policies 
3.3 ULUlJ1lJ'lJiWi§lJ1fl 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

3.4 New technologies 
3.4 Ll1Fl"iULflfltMJJ -J 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

3.5 Financial incentives 
3.5 U"5'1~'1,QQ10A1"il1JU'VIU 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

-v--~ 
Finu'IJ1'1ft1J Finu'IJ1'1111n L '1tJ1n Li'1111n111n 

3.6 The vision of the leadership 
3.6 isu\1fi1u'lln'1F11111Ltlu'1u1 

Very Slightly 
Negatively Negatively negatively 

Slightly Very 
positively Positively positively 
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I don't 
know 

D 
1JJ'V1"511J 

I don't 
know 

D 
1JJ'V1"511J 

I don't 
know 

D 
1JJ'Vl"i11J 

I don't 
know 

D 
1i1l1"511J 

I don't 
know 

D 
lJJws111 

I don't 
know 

D 
li1l1"i11J 



3. 7 The organization's mission 
3. 7 1l1'5n~l!li:h1MU'llh11U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
1iiVl'l11J 

3.8 The organization culture of the Thai public sector 
3.8 i.UUfi'l"jJ.liNAn'll!IEh1MU 'lEh11U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
FiuU,.1'1ft1J Fiuu ,.,'11J'ln 1J..1Wi11J 

3.9 The attitudes of the people in the organization 
3.9 \1f1uAll,.u'1~fila1n,, u MU 'lEh11U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
1iiVl'l11J 

3.10 The structure of the organization 
3.10 tA'5'1i{-f 1'1,.u'1\.tU 'lEN1U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
111Vl"511J 

3.11 Workplace procedures in the organization 
3.11 n'5::1J'lUn1,vJ1'11Utl1U' U "U'lU'11U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11iW511J 

3.12 The role played of the executives in the organization 
3.12 1J\'11J1Vl,.iN~1J;\.t1'5' U 'MU 'lfJ'11U 

Very Slightly Slightly Very I don't 
Negatively Negatively negatively positively Positively positively know 

D 
11i'W511J 
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3.13 The availability of physical resources to do the work 
3.13 m·d'h1-ivm1n,L ~nt ,n um,tJijuti'11u 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

I don't 
know 

4. How do the following factors encourage people to learn new work skills in Thai public 
sector organ~ations? , 
4.ilQ~u'1n lt.Jilil~1un,~tju~Aft1n"it u MU 1u'11u ,,,,m,t ML =iuu 'f lim:t~t Mli')ii'l ,n um"itJiju 
ti'11unt11'1 l, 

4.1 The willingness of the people themselves 
4.1 F111J.JLibJtQ~il'1~Flft10, 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.2 Support from workplace colleagues 
4.2 m, l~-i11F111J.Jffu11ff~ UQ1nL Yinu "51J.J'1"lU 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.3 Support from the boss 
4.3 n1"5 i~"1UA111JRU1JR~ UQ"lfl~U'1AlJUfYIJ11 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.4 The workplace social environment 
4.4 Rll"lV.il'1FIJ.J'l u MU 1U'11U 

Very Slightly 
Negatively Negatively negatively 

Slightly Very 
positively Positively positively 

416 

I don't 
know 

D 
11i'1,11J 

I don't 
know 

D 
11i'1"511J 

I don't 
know 

D 
11i'1"511J 

I don't 
know 

D 
11i'1"511J 



4.5 Recognition from the organization when people put in work effort 
4.5 m,fi""u 1th11u11"S~'Munll'1A1111w1m l1u,, um,i.1nuil'11u11J.11N~flR1n, 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.6 The policies of the Thai public sector organizations 
4.6 u'it1111t111J.tu'1'MU1ll'11U 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4. 7 Appropriate training for the people involved 
4. 7 n1"S~~m"iilnulJ"i11YiL 'MJJ1~R1J, \in11~AR1n"iviLrit11~u" 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.8 The workplace physical environment 
4.8 R1l1'WLL1~ftu1JLf'1n1llll1Wll1f.J,U'MU1U'11U 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.9 Support from workplace colleagues 
4.9 Lfl"i'1R'i1'111J.tu'1'MU 1t1'11u 
Very Slightly 

Negatively Negatively negatively 
Slightly Very 

positively Positively positively 

4.10 The structure of the Thai public sector organizations 
4.10 °lfl"5'1Ri1'1llJ.lu'1'MU 1ll'11U 

Very 
Negatively Negatively 

Slightly 
negatively 

Slightly Very 
positively Positively positively 
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I don't 
know 

I don't 
know 

D 
''b.i~"S11J 

I don't 
know 

D 
''bJ~"i1lJ 

I don't 
know 

D 
11i~"S11J 

I don't 
know 

I don't 
know 

D 
11i~"i11J 



4.11. The availability of appropriate physical resources 
4.11. m"5ilY1;-wu1n"SLl°4ni.,J'lun1·n.lijuii'11u 

Very Slightly Slightly Very 
Negatively Negatively negatively positively Positively positively 

4.12 Time available for new learning 
4.12 m•djL1R1i.lintJn1"iL;uuiL~il'1,\U.i'l 

Very Slightly 
Negatively Negatively negatively 

Slightly Very 
positively Positively positively 

I don't 
know 

D 
''bh1"i11J 

I don't 
know 

D 
1ih1"i11J 

5. Please indicate THREE ways in which your organization engages in participative 
decision-making involving staff and line members working together: 
5. tt.l"ifl"i~~fim, 3 
~tivi\fU1U'11Ulllil'1vJ1U,,J'lum"i1'1'Q'MM1MU1LLR~~.,tiu'1A1JUqJl!f11~L,j1111ibhu"5111i.um 
"itif!Aui.Q: 

5.2. ___________________________ _ 

5.3. ___________________________ _ 

6. Please indicate THREE values that influence the work of your department: 
6. tt.l"i~"i~Fi1itu11 3 t.1-a~m.,fiiUi'Vlfi'WRfiilm"ii.l~u'1'11u i. ULLNUn'11Utt1il'1vi1u: 

6.2. ___________________________ _ 

6.3. ___________________________ _ 

7. In your opinion, what are your department's THREE key human resource strengths: 
7. fl111l1'F1U~l!.lil'1vJ1U ~flLLf'1 3 il-:i::n1"i~1U'Vl;'WU1n"511~ti6'ULLNUn'11Ul!.lil'1vJ1U 1~LLri: 

7.1 ----------------------------------------

7.2. ----------------------------
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8. In your opinion, what are THREE ,skills lacking in your department: 
8. fl111if f1u::4!.liNvl1U ifm:t:: 3 t.1"5::n1"5ViU'1 L1iilt UU.HUfl'11Ul!Jil'1vl1U 'l~u.ti 

9. In your opinion, what THREE skills of your own need developing to help you work 
more effectively: 
9. fl111iff1u::4!.lil'1vi1u ifnl't:: 3 
t.l"5::n1"54!.lil'1fi1\11uLn'1fiQ1Lilut\n'1~auu 1L iJn1t1ui. \.it.lijuil'11u 'l~nt11'1ilt.l"5::ftvifi111w111n4iu 
L~LLti 

9.3. ___________________________ _ 

10. In your department, how frequently are the following used in the processes of day-
to-day working? 
10. t ULLHUfl'11U4!.lil'1vl1U 
n"5::1..11un1,u;~,,Q~n1,~n'lt.1d~nu1'lt.lt4!M.un1,t.lijuj\'11ut.l"5::Q1iU111nunuL~fJ'1L"5 

10.1 Results-based management 
10.1 m•m;~1"5Q~fl1"5UUUfi'1HiH1U 
Never Rarely Occasionally Quite 

often 
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10.2 Performance-based management 
10.2 m·m~"M1"5Qfln1'iLL1JtJ~'101"5t.l~u;i'11u 
Never Rarely Occasionally Quite 

often 

10.3 Competence-based management 

Very often Always 

1 o.3 01,u;"'1,Qfln1'nmu~'1.-lna111'Wl!.lil'1~t.liiu'1'11u 
Never Rarely Occasionally Quite Very often Always 

often 

10.4 Quality management concepts (e.g. ISO 9000 or similar standards) 
10.4 L1U'lAfln1"5Q~n1"5FJnul1'W ( LtdU ISO 9000 'M;iliJ1fl'i§1UflU'l) 
Never Rarely Occasionally Quite Very often Always 

often 
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APPENDIX3 
QUESTIONS ASKED OF THE EXPERT RESPONDENTS 

1. ~ini.l->::a1m1•uu'llih1vi1u vi1uiiA112.1Lifui1il~~uif1A'iyvist~a1:ui.l->::n1-> 
'Viii ~n finvu1~ n->'5:un1->vi1'11u 't u111A->1-un1-> 1~LLfi 

1. In your opinion, and from your experience, what are the three most important 
influences on workplace behavior in the Thai public sector 
1.1 
~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

2. ~ini.l->::aun1-snitttnni1u vi1ujjA112.1Lifui1 
~ m~.uu.::L~u vl9~a12.11.l->::n1->tttn'1iC11urs->->2.11 vmvlii~afin'Wq~n'>'i:aJn1->vi1'11u 
't U1l1fl'i1-Un1-S 1~LLfi 

2. In your opinion, and from your experience, what are the three most important 
features of Thai culture that influence people's workplace behavior in the Thai 
public sector? 
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3.~1nu1::aun11nI~n~~1u 

~1Ui:i fl112J L \tu i1il~~Uit1A cyviif ~ff 12Jtl-S::n11Yiii~1un1::@i'U 'l '-" Lfi~n11LU~ f.JULLtliN 
'l \Ul1fl11,tn111~LLfi 

3. In your opinion, and from your experience, what are the three most important 
factors that encourage change in the Thai public sector? 

4. ~1nu1::aun1-snI~n~~1u 
~1uii fl112J L \tu i1il~~ mh A cu Yi st ~a1>Jt.l-s::n ,,.yi LiJUQUH-S-S fl finn1-s Lt.lfi f.JU LLt.I n~ 'l Ufl1 
fl11'!1n1'51~LLfi 

4. In your opinion, and from your experience, what are the three most important 
factors that inhibit change in the Thai public sector? 

4.1. ____________________________ _ 

4.3. 
--~-------------------------~ 
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5. ~1niJ.,~aun1.,nI-ttih1'Vi1u 
'Vi1ui.iA1111L \tu 11il~~t.1if1FT cyYict~a111iJ.,~n1.,Yii.ichun.,~Piu i \ii.in1.,iJiiu~'11u i u1iJ 
LL1J1J,\f1i iu1l1Fl'j11!fn1'jL~Uri 

5. In your opinion, and from your experience, what are the three most important 
factors that encourage people to work in new ways in the Thai public sector? 

6.~1nu,~aun1.,nI-ttn'1'Vi1u 

vi1ui.i Fl1111 L~u11il~~ aif 1 FT cyvie{ flif 111iJ'i~n 1 ,Yi LiJuaiJa.,, Flni \ii.in1 'ilJjju~'11U1iJ LLU 
u'l \fl.i Lfi'14Iu 'l U111Fl'i1-un1'i 'l~uri 

6. In your opinion, and from your experience, what are the three most important 
factors that inhibit people from working in new ways in the Thai public sector? 

6.2. ___________________________ _ 

423 



7. ~1m..l'i::if1Jn1'HU ~ih1'Vi1U 
'Vi1uiiFl"l1JJLifui1il~~t.1~1A'tyviit~if1JJ1.l'i::n1,fiiicf"lun'i::Piu'llf'Lfi~uifln'i'iJJ 
'l U1l1Fl'i1-!fn1, 'lfiuri 

7. In your opinion, and from your experience, what are the three most important 
factors that encourage innovation in the Thai public sector? 

8.~1n1.l'i::ifun1'inI~n~'Vi1u 
vi1uiiFl"l1JJL if u i1il~~mhfl'tyvitl~ct1111.l'l::n1'5vi LiJugtlit'i'iFlPinn1'iLn~u ifln , , " 
'l U1l1Fl 'S1-!fn1'i 'lfiuri 

8. In your opinion, and from your experience, what are the three most important 
factors that inhibit innovation in the Thai public sector? 

8.1. ____________________________ _ 

8.2. -----------------------------

8.3. ____________________________ _ 
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9. ~1nt..l'5::if1m1·mI,.iNYi1u 

Yi1uih•1112JL~ui1il~~ua1A'f\lvict~if11n..l'5::n1'5vijji41u~'1L~2J'l.liLli~n1'5L2iuuil1nlt::'l. 
\f1i') 'l.U1l1Fl'51~fl1'5l~l'LLri 

9. In your opinion, and from your experience, what are the three most important 
factors that encourage people to learn new skills in the Thai public sector? 

9.3. ___________________________ _ 

10.~1nU'5::ifun1'5nL,.D'1Yi1u 

Yi1uii Fl111J L if u i1il~~mf 1Af\Jvict~if 11JU'5::n1'5fiLiJUtJUif '5'5FlflDfl1'5L 15uu'f \1ntt::'l. \fl.i 
'\. \Ul1Fl'51~fl1'5 l~LLfi 

10. In your opinion, and from your experience, what are the three most 
important factors that inhibit people from learning new skills in the Thai public 
sector? 

10.2. 
~---------------------------

10.3. ----------------------------
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APPENDIX 4: EXPERT RESPONDENT INTERVIEWS (SUMMARY) 

~ 1. In your opinion, and from your experience, what are the three most important influences on 
rorkplllace behavior in the Thai public sector? 

~ hmportant #1 Important #2 Important #3 
I Ol>rganization culture Personal capability Work environment 
z A person's qualifications (in Confidence in the organization Friends/parents (who influence their 

reelation to their work) decisions) 
J Tlne boss (supervisor) Guidelines and regulations Colleagues 
~ V/ision of the organization Supervisor Technical support 
5 Cl:ulture of the organization Mindset of those who work in the The Thai education system (esp rote 

public sector learning) 
5 Ecducation Government policies The boss 
7 Soabai jai (in relationships) Compensation No comment 
8 S'bupervisor Colleagues Rules 
9 Lcow compensation = low Nepotism and corruption Loyalty to the King 

mnotivation 
10 Tfhe culture of the employees The race of the people who The age of the employees 

(~who prefer to work in a public choose public sector work 
seector organization) 

11 Hiead of the organization Other people (colleagues in the Workplace environment 
workplace) 

12 E'.~xisting patterns of behaviour Culture and upbringing of the Expected roles of the individual in 
individual the organization ·-13 SSalary (as compared to the The workplace environment Career path/career stability 

pnrivate sector) (including available facilities) 
14 RR.egulations Role models Colleagues 
15 !\Management style Work style Culture 
16 Hlabits and norms - cultural Discipline - Government laws (pressure from 

naorms Rules and regulations the laws) 
17 PPersonal ambition Patriotic thinking The bosses 
18 VW ork assignment from the Cultural norms Environment of the department 

oorganization 
19 Illntegrity (being paid to do the The network [of people] Focus on customers 

¥work) 
20 CGovernment regulations Non-blame culture Grengjai (we love each other too 

much) 
21 1The boss (it's a bureaucratic Your mentor (especially when The bureaucratic system 

ssystem) you first join the organization) 
22 VW orking partners (people on Morally good people (who work Vision and devotion 

eequal status) without personal consequence) 
23 1The head of the organization Other people (from top down) The location and environment 
24 !Respect as a government officer Career path Security of employment 
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~2: In your opinion, and from your experience, what are the three most important f ea tu res of Thai 
olture that influence people's workplace behavior in the Thai public sector? 

fl. Important # 1 Important #2 Important #3 
1 Seniority Family culture(= attitudes) Training from school 
2 Respect for seniority Promotion less than a senior Security of job 

person 
3 Grengjai Seniority Mai pen rai 
4 Consideration for others Seniority Teamwork 
5 Complacency Lack of service mind Fear of rocking the boat 
6 The notion of compromise Obey rather than challenge Patron-client relationships 
7 Non-threatening change Harmonize relationships (through Grengjai 

trust) 
8 Easy-going culture Personal relationships Humble in relation to referent 

power 
9 An authoritative culture A social structure of superior- People are unable to take 

inferior relationships responsibility and are 
unaccountable for their actions. 

10 Compromise (from Buddhism) Security (continuity of Focus on form rather than substance 
employment and benefits) 

11 Respect for elders Diversity in the workplace Etiquette and social behaviour 
(people's different religions, towards each other 
different regions of origin) 

12 Respect for seniority politeness Grengjai 
13 Respect for seniority Thai society (it's different from The Thai way of thinking 

western society) 
14 Respect/honour the older person Honour our colleagues The merit system (ability of 

individuals people) 
15 Obeying by the subordinates Static organization (rather than Area of functional interest 

dynamic) 
16 Compromise - [people are] Shy to talk - lose Behaviour is not revealed (so as not 

no face-to-face face to make you lose face) 
17 Seniority Grengjai Patriotic thinking 
18 Compromise Respect for seniority Grengjai 
19 A good education background Decision-making through Be polite (not direct) 

consensus 
20 More responsibility Work for the departmental goal Grengjai 
21 Seniority (mostly by rank) Consideration for mothers Being humble (not expressing one's 

( collea2Ues) thoughts too openly). 
22 Rules and regulations Authorized person (e.g. the direct Working partners (people who 

boss) share the office) 
23 Respect for elders Diversity (e.g. religious Etiquette (e.g. not touching a 

differences) person's head) 
24 [We are] easy to forget; easy to When the high ranking executive No comment 

forgive officer wants to have members of 
their family in the organization 
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13: In your opinion, and from your experience, what are the three most important factors that 
icourage change in the Thai public sector? 

# Important # 1 Important #2 Important #3 
l Personal attitudes Career path Team work 
~ Salary (low salary) Promotion system Security post-retirement 

' A ward success Training/ education Personal/individual 

' Government policy External environment (e.g. The private sector 
globalization) 

5 Good and strong leadership Leadership continuity Awareness raising (linked to 
motivation) 

) Political willingness Training to change the paradigm An enabling environment via a 
royal decree 

7 Think of [your] career path Coaching and praise No comment 
~ People in the civil service The 197 aftereffects globalization 
~ Acceptable role models that Tangible and fair rewards Changing the mindsets 

shows the way through 
leadership. 

lO Political will The state of the economy Pressure from receivers (of the 
services) 

l1 The king's opinion Monetary reward The boss and his work style 
l2 Sense of wanting to improve Incentives Vision and mission 

things 
13 Change in attitudes Regulations Salary structure 
14 Leadership Self-initiative Government policy 
15 StrQing leadership Leaming environment Step-by-step 

(no big bang) 
16 Human behaviour (put the Reform education (for critical No comment 

weight on developing staff) thinking) 
17 Globalization Government leading change Recognition within the organization 
18 Leaming together Encourage knowledge-based Ideas/opinions from outsiders 

society 
19 Leadership at the top level Customers' demand Outsider influences (e.g. changes in 

technology) 
20 Good work plan Job description Fair assessment 
21 KPis (as related to one' s Strategic plans (and action plans). Incentives and motivation. 

performance evaluation) 
22 The leader/leadership Reform (the new constitution) Benefits for the employees 
23 The King's opinion (e.g. Monetary influence (if you want Your boss (if he is harsh or wants to 

subsistence economy) more income do this) be praised) 
24 Benefits for the cost of living Evaluation of performance Fairness 

428 



~4: In your opinion, and from your experience, what are the three most important factors that 
h .b. h . th Th . bli ? l I 1t c ane:e m e a1 pu c sector. 
# Important # 1 Important #2 Important #3 
l Persjonal attitudes Timeliness and urgency of change Procedures 

2 Budget system Great number of steps in the The system of organization 
process 

3 Organization culture Regulations The boss 

" Acceptance by top executives Organization readiness The people themselves (within the 
organization) 

5 Work environment Lack of room for learning [in a Leaders are not good role models 
work schedule] 

6 Working within the old A political agenda The boss and his/her style of 
paradigm (e.g. historical and leadership 
social precedent) 

7 The leader can't walk the talk Comfort zone - why do I need to The organization discourages 
do anything? people 

8 Thai people are comfortable We have to learn shifts and new Technologies and knowledge 
with what they are used to ways of doing things 

9 The budgeting system Vested interests (of those in Civil society is not yet strong 
authority) enough (to force the public sector to 

be more responsive) 
10 The people themselves Complicated structure of the Compensation and reward system 

organization 
11 The boss's preference for the Education, in particular if people The location of the workplace in 

status quo have studied in the traditional relation to where people live. 
Thai systems or elsewhere 

12 Being conservative Lack of risk-taking No comment 
13 People themselves The structure of the organization The government's vision (and their 

challenge to improve public sector) 
14 Leadership Ourselves Limitations of resources 
15 Bad leadership Not enough deep coaching of the Lack of incentives 

benefits of change 
16 Our culture (it takes time to Not face-to-face communication Motivation (both personal and from 

change in our culture) outside) 
17 Organizational history Lack of status/prestige Lack of pressure (from outside) 
18 Fear to change Fashion Rules and regulations 
19 Long term vision versus short- Politicians' influence Availability of information 

term outputs 
20 Rules and regulations Lack of implementation Good support from the budget 
21 Lack of clear messages about Inadequate capacity (e.g. facilties) No-one wants to change (the cost is 

what change is needed too great) 
22 The bureaucratic mentality Education - weak education Problem of corruption 

inhibits change 
23 Laws and regulations People's competencies Management issues (it's hard to get 

people to work hard) 
24 
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~s: In your opinion, and from your experience, what are the three most important factors that 
I t k . . h Th . bl" ? 1couraf!:e neon e o wor m new wavs m t e a1 pu 1c sector. 

¥ Important # 1 Important #2 Important #3 
L See the reason for using new Depends on the new ways Supportive environment 

ways 
~ "put the right man in the right Salary People develop their quality 

job' 
J Know how (esp. computers) Benefits of the new way Better rewards 

' Top executives Technology (including training) Readiness of the people themselves 
5 Outside ideas Technology Training courses 
5 Communication of what is Incentives ("what do I get in Training in making actions 

needed return?") 
7 Reinforce ambition (i.e. Mentoring (the boss really cares) Silent resistance (when people don't 

encourage and support) know) 
g The immediate boss Technologies for performing The 1997 constitution 

government jobs 
~ A new set of ideas and Extrinsic and intrinsic rewards Communication (both internally 

information (for doing things in new ways) and externally) 
10 Political will Emphasis on output (not process) Public expectations 
11 The economy: the way things are Religious teaching (follow what New technology 

in the marketplace your priest tells you to do) 
12 Open-mindedness towards new Utility of the new idea No comment 

things 
13 The baseline salary structure Equitable evaluation The regulations 
14 Leadership Ourselves Regulations 
15 Education Paradigm shift (new capabilities) Face (and overcome) resistance 
16 Explain first (step-by-step) Team as a role model (to show Motivation (e.g. monetary 

the changes and their benefits) compensation) 
17 Policy of the boss Personal awareness No comment 
18 Benefits and rewards Convincing colleagues to give Acceptance from outside 

full support 
19 Rotation of benchmarking for Leadership as a role model Income differences (the gap 

knowledge between public and private sectors) 
20 Cannot remove the person who Culture (not strong enough to Assessment is not strong 

does not work punish) 
21 Recognition (e.g. can write To be accepted by the big boss. To ensure job security 

academic papers). 
22 The leader plays a significant The system needs major reform Financial incentives 

role 
23 We are in the service of the Rewards and benefits for the If people work hard but others don't 

government work 
24 
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~ 6: In your opinion, and from your experience, what are the three most important factors that 
h "b. I f k. . . th Th . b 1 · t ? l I 1t oeop e rom wor m2 ID new wavs ID e a1 po 1c sec or. 
~ Important #1 Important #2 Important #3 
1 Lack of being open-minded Fear of being blamed if things How the new ways are 

don't go well introduced 
2 Intentions of the Head Team work New technology 
3 If people don't know If they don't see the benefits of If the boss doesn't want to 

the new way change 
4 Style of the top executives Resources (inc technology) Readiness of the people 

themselves 
5 Cultural base (fear of Institutional base Intellectual laziness 

authority) 
6 Self-motivation Group pressure: not standing out Staying with the group norm 
7 [their] comfort zone Messenger versus delegating Unclear instructions and unclear 

messages 
8 The boss The practice of civil servants Heavy overload in provinces 
9 Lack of support from the Lack of research and certified Lack of performance appraisal 

boss knowledge and effort (no process of giving 
reward for effort) 

10 (lac.k of) Qualifications of The law and regulations [available] Resources 
the people 

11 Traditional Thais do not want [people are] afraid of change The opinions of one's friends I 
to change relatives 

12 Fear of failure Wishing to stand out No comment 
13 Change is not accepted Evaluation (performance based Prepare [them] for change 

quickly (slow change is on evaluation) 
preferred) 

14 Leadership Ourselves Limitations of administrative 
15 Lack of understanding (that Lack of training Lack of understanding of the public 

old ways are not good) sector and the customer) 
16 Misunderstanding People think inside (not knowing New knowledge 

(executive and staff) what they don't know) (visionary/ strategic thinking) 
17 Lack of initiatives [from top] Lack of good status/good pay No comment 
18 [1=] Fear to change [ 1 =] insufficient information [ 1 =] opportunity to succeed 
19 Leadership at the topmost Retention - smart people retire Incentives to employees 

levels from government service 
20 Set the goals and plan together Train people and support them Fair rewards 

(so that people know) 
21 People are afraid of their [lack of] guidance from the boss or A climate of "what's in it for me?" 

capabilities. mentor 
22 The mentality [of the people] The bureaucratic system itself The people themselves 
23 The law (if you want to blame Budget 

the officer you have to have 
good reasons) 
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7: In your opinion, and from your experience, what are the three most important factors that 
. t. . th Th . b r ? tcourae:e mnova 100 m e a1 pu 1c sector. 

~ Important # 1 Important #2 Important #3 
People have been trained in If the environment is supportive Recognition from the organization 
thinking (and don't need to be 
told) 

~ The head of the section Budget Team work 
~ Try something new Allow failure Show how to innovate 

' The people in the organization Top executives Technology and resources 
; Economic crisis Leadership recognizes that we Public demand/expectation for 

need top explore public services 
) Recognition (of achievements) Promotion Incentives (financial and otherwise) 
7 This hardly happens in Thailand We have difficulty in articulating We never teach people to observe 

- we are not good at analyzing 
things 

~ The civil servant himself The boss The rules and regulations 
~ Empowerment Leaming forums to encourage Positive reinforcement for 

exchange of ideas innovations 
LO Inputs from non-pubic sector Information Technology Thai education system 

organizations 
L1 Ideas of the superiors (whether New technology (some people Education 

people are praised or start with nothing and a small 
encouraged) invention makes them famous) 

12 Decisive leadership Awareness of the benefits Recognition [of the person 
adapting] 

13 Competition (and partnerships The policies [Change] to make life easier 
for collaboration) 

14 Leadership Ourselves Resources to support the work 
15 New ideas (do something Turn ideas into concepts Turn ideas and concepts into action 

different) plans 
16 Gain creative habits Knowledge (some knowledge Rewarding through incentives 

can't be learned) 
17 Passion of the leader of the New technology No comment 

organization 
18 Policy of the office Rewards and KPis Environment 
19 Leadership Good examples for people to learn Cost-benefit (in social terms) as a 

from driver for decision-making 
20 Provide more scholarships Find jobs/job creation Spread ideas (though publicity) 
21 Incentive systems (e.g. for Leaders should be ready to listen [Leaders should] give compliments. 

promotion) to new ideas. 
22 The leader (needs to have an Opportunity (give people an Financial support 

open mind) opportunity to experience 
knowledge) 

23 It begins from the top People think they're too old to Training - you have to train a lot 
learn 
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~8: In your opinion, and from your experience, what are the three most important factors that 
h "b. . f . th Th . bl" t ? l I 1t 1nnova ion m e a1 pu 1c sec or. 

,; Important # 1 Important #2 Important #3 
l Thai culture - need to be Open-mindedness of the boss Facilities and other supportive 

modest factors 
z The head of the organization Budget (esp for equipment) No comment 
3 Lack of creativity Thai regulations Training to be innovative 
4 Top executives Technology and resources The people themselves 
5 Lack of strong political Public is not ready Empirical studies 

leadership 
6 Self-motivation Group pressure: not standing out Staying with the group norm 
7 The individual - we adopt At the individuals level our Education (for risk-taking) 

what works in other culture is a barrier 
countries 

8 How can we bring in ideas Public pressure-People realize We don't challenge ideas 
for practical purposes that civil servants must serve 

them 
9 Structural politics allied A closed system of institutional Low expectations of the 

with vested interests policy making populous towards the delivery of 
public services 

10 Culture of the government Processes of the public sector Lack of pressure from non-
service sector public sector 

11 Encouragement (or not) by the Family support ( e.g when doing Facilities 
boss overtime) 

12 Leatning behaviour No comment No comment 
13 Grants/finance (we have Technology (compared to other HR expertise is lacking 

difficulty finding finance) countries) 
14 Leadership Ourselves Limitations of resources 
15 People still believe old ideas Ideas not turned into execution Not related to realities 
16 Think freely Knowledge Rewards 
17 The status quo Lack of good status Lack of pressure 
18 Lack of competencies Rewards and KPis The boss 
19 Peer influence Risk [to oneself] -people focus You 're not allowed to take risks 

negatively on the rising star - no environment for risk-taking 
20 Support from the D-G The org makes no difference Young staff cannot propose ideas 

between those ;people who are 
creative and those that aren't 

21 Capabilities and capacities Leadership needs to provide The infrastructure (includes library 
(e.g. no training). opportunities resources) 

22 The mentality of the The system itself People within the public sector 
government employees organization 

23 People - the structure of HR Budget Political interference 
in the public sector 
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19: In your opinion, and from your experience, what are the three most important factors that 
I t I k"ll . h Th . bl" t ? 1coura!!e peop e o earn _new s 1smte a1 pu 1c sec or. 

~ Important # 1 Important #2 Important #3 
l Nature of people who love Benefits from the new skills Depends on the skills: if hi-tech 

to learn some people are afraid 
~ Renovate the office with No comment No comment 

new technology 
~ Person enjoys learning Benefits of the new skills Future progress (bring benefits 

to others) 

' Top executives Organizational support (inc People eager to learn new things 
technological infrastructure) 

5 Leaming atmosphere Availability of mechanisms for Time off to learn (people work 
learning too hard on routine work) 

5 See the green light from the Opportunities to be promoted (in Group pressure 
boss. the long run). 

7 The boss thinks that [There's] no reward for risk- No comment 
innovation comes from the takers 
top1 

8 You need to train them in Sources of new knowledge (e.g. An environment that supports 
new shifts for learning libraries) me 

9 Clear policy objectives Reward for individuals Make the public sector 
comparable to the private sector 
(e.g. technology, rewards) 

10 State of the economy Comparison with the private Information Technology 
sector 

11 Pol icy of the workplace The working atmosphere New technology 
12 No comment No comment No comment 
13 Help their careers Reduce workload (technology Keep up with technology 

helps people to do their job 
quicker) 

14 Challenging jobs New technologies Ourselves 
15 Enjoy learning Leaming methodology Have a great coordinator 
16 Incentives (a positive Training and development Recognition 

approach) 
17 Awareness of opportunities Direction from the supervisor/boss Organizational policy 
18 The benefits of new skills Increased qualifications Modernization 
19 Learn from your mistakes A network for skills & learning Measure outcomes (e.g. KPls) 
20 Training Encourage self-learning Promote people as a reward 
21 Give clear directions and push Provide a training course Create a star team as a model 

people 
22 Opportunity (i.e. education) Financial support Leaders 
23 A clear career path New skills have benefit No comment 
24 
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~10: In your opinion, and from your experience, what are the three most important factors that 
h"b"t I f I . kill . th Th . hr t ? l I 1 peon e rom earnm!! new s SID e a1 pu 1c sec or. 
~ Important # 1 Important #2 Important #3 
1 Depends on a person's nature Beyond their ability Environment (including people) 

2 Background of people's Enthusiasm Unsuccessful response to budget 
knowledge application 

3 A soft culture (e.g. as in Adaptability Too old to learn 
Thailand) 

4 The people themselves Organizational support (e.g. Opportunity (provided by others) 
through budget) 

5 Right attitude about learning Not enough encouragement The boss (i.e. implementation) 

6 See the green light from the Opportunities to be promoted (in Group pressure 
boss. the long run). 

7 The education system, At school teachers are police and Outside training is fun or boring 
[are l responsible for measurement 

8 They don't want to learn Leaming skills People in the provinces never learn 
(they're not learning people) at all 

9 Lack of clear signals from the Lack of a critical mass or champion Customers are not demanding 
organization's leaders for new skills in the organization enough 

10 Over-security Less pressure from the receivers Bureaucratic structure 
[users] 

11 The availability of new The people near you (your own Personal opinion I your own 
equipment family) attitudes 

12 Unwilling to disturb others Respect for seniority No comment 
13 Age: older people learn lower Facilities to support learning Time: it takes time to learn 
14 Leadership People themselves Resources 
15 Lack of commitment to Training seen as a cost Methodology is one-way 

investing in people 
16 Knowledge (we can get Ways of thinking (let people think Step-by-step communication 

knowledge from nay ways freely) 
17 (lack of) Budget Lack of pressure Age of the individual 
18 Not realize the importance of Limitations of material Unsuitable environment 

new skills 
19 Stars are overworked English language skills Good training (the upper levels 

cannot identify the key problem) 
20 Too old Don't see the need to learn Provide time for learning during 

work time ·-
21 People are happy as they are. Not enough budget. Not enough [people as] role models 
22 Mentality (the bureaucratic Financial shortages) People are concerned with what 

culture) they get in return 
23 The job that people do Slow processes of change When you move out to learn new 

skills the boss calls you back to the 
office 
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APPENDIXS 
ATTITUDE SURVEY QUESTIONNAIRE (TESTS OF NORMALITY) 

Kolmogorov-
Question number and topic Smirnov* Shapiro-Wilk 

Stat elf Sig. Stat df Sig. 
Age of Respondent .180 55 .000 .882 55 .000 
Respondent's Length of Public Service .169 55 .000 .907 55 .000 
QUESTION 1: How do the following influence 
workplace behaviour in Thai public sector 
organizations ... ? 
1.1. The boss .250 55 .000 .870 55 .000 
1.2 The workplace social environment .242 55 .000 .889 55 .000 
1.3 The organization's regulations .222 55 .000 .872 55 .000 
1.4 The culture of the organization .249 55 .000 .866 55 .000 
1.5 Aspects of Thai culture .229 55 .000 .853 55 .000 
1.6 One's work colleagues .284 55 .000 .858 55 .000 
QUESTION 2: How do the following attributes 
of Thai culture influence workplace behaviour in 
Thai public sector organizations .•. ? 
2.1 Respect for authority .263 55 .000 .858 55 .000 
2.2 Consideration for others (grengjai) .211 55 .000 .894 55 .000 
2.3 An attitude of "it doesn't matter" (mai pen rai) .191 55 .000 .924 55 .002 
2.4 A spirit of compromise .278 55 .000 .859 55 .000 
2.5 Working in ways to save face .201 55 .000 .927 55 .003 
2.6 A sense of duty to serve the nation .257 55 .000 .820 55 .000 
2.7 The need to preserve harmony .245 55 .000 .865 55 .000 
2.8 Working together with colleagues in groups .228 55 .000 .857 55 .000 
QUESTION 3: How do the following factors 
influence cliange in the ways of working in Thai 
public sector organizations ... ? 
3 .1 Good examples from the leadership .255 55 .000 .812 55 .000 
3 .2 A strong leader .310 55 .000 .745 55 .000 
3 .3 Government policies .294 55 .000 .798 55 .000 
3.4 New technologies .297 55 .000 .843 55 .000 
3.5 Financial incentives .159 55 .001 .936 55 .006 
3.6 The vision of the leadership .312 55 .000 .794 55 .000 
3. 7 The organization's mission .306 55 .000 .772 55 .000 
3.8 The organization culture of the Thai public .230 55 .000 .842 55 .000 sector 
3.9 The attitudes of people in the organization .200 55 .000 .893 55 .000 
3 .10 The structure of the organization .240 55 .000 .878 55 .000 
3 .11 Workplace procedures in the organization .230 55 .000 .901 55 .000 
3.12 The role played of the executives in the .246 55 .000 .792 55 .000 organization 
3 .13 the availability of physical resources to do the .175 55 .000 .920 55 .001 work 

Continued ... 
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Kolmogorov-
Question number and topic Smirnov* Shapiro-Wilk 

Stat df Sig. Stat df Sig. 
QUESTION 4: How do the following factors 
encourage people to learn new work skills in Thai 
public sector organizations ... ? 
4.1 The willingness of the people themselves .214 55 .000 .852 55 .000 
4.2 Support from workplace colleagues .201 55 .000 .873 55 .000 
4.3 Support from the boss .206 55 .000 .869 55 .000 
4.4 The workplace social environment .280 55 .000 .812 55 .000 
4.5 Recognition from the organization when people .189 55 .000 .900 55 .000 put in work effort 
4.6 The policies of Thai public sector organizations .248 55 .000 .827 55 .000 
4. 7 Appropriate training for the people involved .199 55 .000 .888 55 .000 
4.8 The workplace physical environment .191 55 .000 .913 55 .001 
4.9 Support from workplace colleagues .270 55 .000 .842 55 .000 
4 .1 0 The structure of the Thai public sector .268 55 .000 .854 55 .000 organizations 
4 .1 1 The availability of appropriate physical .201 55 .000 .906 55 .000 resources 
4.1 2 Time available for new learning .192 55 .000 .916 55 .001 
QUESTION 10: In your department, how 
frequently are the following used in the processes 
of day-to-day working ... ? 
10.1 Results-based management .173 55 .000 .915 55 .001 
10.2 Performance-based management .205 55 .000 .912 55 .001 
10.3 Competence-based management .165 55 .001 .938 55 .007 
10.4 Quality management concepts (e.g. ISO 9000 .213 55 .000 .865 55 .000 or similar standards) 

* Lilliefors Significance Correction 
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APPENDIX6 
QUESTIONNAIRE RESPONSES (SUMMARY) 

QUESTION 1: How do the following influence workplace behaviour in Thai public 
sector organizations? 
1.1 The boss 

Very Negatively Slightly Slightly Positively Very Don't No 
neeatively neeatively positively positively know data 

4 3 8 21 31 13 0 2 

12 Th k I . I e wor :p ace soc1a env1ronment 
Very Negatively Slightly Slightly Positively Very Don't No 

ne2atively ne2atively positively positively know data 
1 2 10 26 35 7 1 0 

13Th . e or . ti I ti gamza on s regu a ons 
Very Negatively Slightly Slightly Positively Very Don't No 

neeatively neeatively positively positively know data 
0 2 10 37 30 2 1 0 

14Th ecu ltu re o f th . ti e or2aniza on 
Very Negatively Slightly Slightly Positively Very Don't No 

neeatively neeatively positively positively know data 
1 2 10 31 31 5 1 1 

Negatively Positively Don't No 
know data 

n 

82 

n 

82 

n 

82 

n 

82 

n 

--+---~--1 

0 3 10 31 5 0 0 

16 0 ' ne s wor k II co ea1 ues 
Very Negatively Slightly Slightly Positively Very Don't No 

negatively negatively positively positively know data 
0 2 6 27 39 7 1 0 

QUESTION 2: How do the following attributes of Thai culture influence workplace 
behaviour in Thai public sector organizations? 
2.1 Respect for seniority 

Very Negatively Slightly Slightly Positively Very Don't No 
neeatively neeatively positively positively know data 

0 1 7 32 35 7 0 0 

Negatively Positively Don't No 
know data 

0 2 19 6 2 1 

Negatively Don't No 
know data 

1 5 14 1 n/a 

438 

82 

n 

82 

n 

82 

n 

82 

n 

82 



24A f spirit o comprollllse 
Very Negatively Slightly Slightly 

neeatively neeatively positively 
0 1 7 42 

25W ki f or ne m ways to save ace 
Very Negatively Slightly Slightly 

neeatively neeatively positively 
2 13 23 21 

2.6 A sense of duty to serve the nation 
Very Negatively Slightly Slightly 

neeatively neeatively positively 
1 0 3 19 

2 7Th e nee dt o preserve h armony 
Very Negatively Slightly Slightly 

neeatively neeatively positively 
0 1 5 29 

2.8 Workin to ether with collea 
Negatively Slightly 

ne ativel 
1 1 9 29 

Positively Very 
positively 

25 5 

Positively Very 
positively 

16 3 

Positively Very 
positively 

35 23 

Positively Very 
positively 

36 8 

33 8 

Don't 
know 

1 

Don't 
know 

4 

Don't 
know 

0 

Don't 
know 

2 

Don't 
know 

0 

No 
data 

1 

No 
data 

0 

No 
data 

1 

No 
data 

1 

No 
data 

1 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

QUESTION 3: How do the following factors influence change in the ways of working in 
Thai public sector organizations? 
3 1 G d I f h I d h 0 

00 examp es rom t e ea ers 1p 
Very Negatively Slightly Slightly Positively Very Don't No n 

neeatively negatively positively positively know data 
2 2 4 lS 31 27 0 1 82 

32A tr I d s on2 ea er 
Very Negatively Slightly Slightly Positively Very Don't No n 

ne2atively ne2atively positively positively know data 
3 2 1 9 38 28 0 1 82 

33G r. overnment po 1c1es 
Very Negatively Slightly Slightly Positively Very Don't No n 

ne2atively ne2atively positively positively know data 
1 1 4 17 39 16 2 2 82 

34N h ew tee no oeies 
Very Negatively Slightly Slightly Positively Very Don't No n 

neeatively neeatively positively positively know data 
0 0 5 19 42 14 1 1 82 

3.S Financial incentives 
Very Negatively Slightly Slightly Positively Very Don't No n 

negatively ne2atively positively positively know data 
3 8 19 24 18 9 1 0 82 
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36Th . e VISIOn 0 f th I d h" e ea ers 1p 
Very Negatively Slightly Slightly Positively 

ne2atively ne2atively positively 
2 1 4 16 41 

3 7 Th . ti . e or ~amza on s 1D1ss1on 
Very Negatively Slightly Slightly Positively 

ne2atively ne2atively positively 
1 0 1 21 43 

38Th . f h Th . bl" e or1?amzation cu ture o t e a1 PU 1c sector 
Very Negatively Slightly Slightly Positively 

negatively negatively positively 
1 2 9 29 34 

Negatively Positively 

1 23 

3 lOTh . f h e structure o t e or2amzation 
Very Negatively Slightly Slightly Positively 

negatively negatively positively 
3 1 13 41 17 

Positively 

3 24 

3.12 The role la ed of the executives in the or anization 
Negatively Slightly Slightly Positively 

ne ativel ositivel 
2 3 30 36 

3.13 The availabili 
Negatively 

s 26 27 

Very 
positively 

18 

Very 
positively 

16 

Very 
positively 

6 

Very 
positively 

s 

Don't 
know 

0 

Don't 
know 

0 

Don't 
know 

0 

Don't 
know 

1 

Don't 
know 

2 

Don't 
know 

1 

Don't 
know 

0 

Don't 
know 

0 

No 
data 

0 

No 
data 

0 

No 
data 

1 

No 
data 

1 

No 
data 

0 

No 
data 

1 

No 
data 

0 

No 
data 

0 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

QUESTION 4: How do the following factors encourage people to learn new work skills 
in Thai public sector organizations? 
4.1 The willin ness of the eo le themselves 

Negatively Slightly Slightly Positively 
ne ativel ositivel 

0 s 18 37 

4.2 Su ort from work 
Negatively Positively 

0 35 
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Don't 
know 

0 

Don't 
know 

0 

No 
data 

0 

No 
data 

0 

n 

82 

n 

82 



438 . uppor tr th b rom e oss 
Very Negatively Slightly Slightly Positively Very 

negatively ne2atively positively positively 
2 2 4 24 33 17 

44Th k I . I e wor ~P ace soc1a environment 
Very Negatively Slightly Slightly Positively Very 

ne2atively ne2atively positively positively 
1 0 3 41 30 6 

4.S Reco 
Negatively 

1 2 

4.6 The 
Negatively Positively 

0 43 9 

riate trainin 
Negatively Positively 

0 28 

48Th . k I h . e wor :p: ace p 1ys1ca environment 
Very Negatively Slightly Slightly Positively Very 

ne2atively ne2atively positively positively 
1 2 13 31 26 9 

4.9 Su 
Negatively Positively 

0 26 

410 Th t tu . es rue re o fth Th . bl" t . ti e a1 pu 1c sec or orgamza ons 
Very Negatively Slightly Slightly Positively Very 

ne2atively ne2atively positively positively 
3 1 9 36 22 s 

4.11. The availabili 
Negatively 

1 28 

412 T" .• bl fi . 1me ava1 a e or new earmn2 
Very Negatively Slightly Slightly Positively Very 

ne2atively ne2atively positively positively 
1 2 13 . 27 30 7 

The questions from S to 9 are in an open-ended format. 
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Don't 
know 

0 

Don't 
know 

1 

Don't 
know 

0 

Don't 
know 

0 

Don't 
know 

0 

Don't 
know 

0 

Don't 
know 

1 

Don't 
know 

2 

No 
data 

0 

No 
data 

0 

No 
data 

0 

No 
data 

0 

No 
data 

0 

No 
data 

0 

No 
data 

0 

No 
data 

4 

Don't No 
know data 

0 1 

Don't No 
know data 

0 2 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 

n 

82 



10. In your department, bow frequently are the following used in the processes of day-
to-day working? 
10 1 R Its b d t . esu - ase mana2emen 

Never Rarely Occasionally Quite Very Always Don't No n 
often often know data 

3 5 23 25 12 11 2 1 82 

102P fi b d . er ormance- ase mana2emen t 
Never Rarely Occasionally Quite Very Always Don't No n 

often often know data 
0 3 20 33 16 7 1 2 82 

103C . t b d om >e ence- ase mana2emen t 
Never Rarely Occasionally Quite Very Always Don't No n 

often often know data 
4 7 23 26 15 5 0 2 82 

10.4 Quality mana2ement concepts (e.g. ISO 9000 or similar standards) 
Never Rarely Occasionally Quite Very Always Don't No n 

often often know data 
24 14 23 11 1 0 7 2 82 
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