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This research aimed to explore how these key factors – leadership styles, 

board roles and responsibilities, and ICT adoption – are related to the performance of 

nonprofit organizations (NPOs) in Thailand. The resource-based view theory, the 

agency theory, the resource dependent theory, the institution theory, leadership 

theories, as well as concepts about ICT adoption were studied to create factors that 

affect the performance of NPOs. 

The samples used in this research were 906 NPOs that were registered with 

the Ministry of Social Development and Human Security. Questionnaires were 

employed to gain opinions from management, such as board chair, executive director 

or managing director, board member, secretary general, and middle management 

(project manager and department manager). The number of respondents was 329. The 

Stepwise Regression Analysis was utilized to test the framework and assumptions of 

the research. To support and verify the findings from quantitative research, qualitative 

research by means of in-depth interviews and a review of case studies of NPOs was 

employed. The in-depth interviews were conducted with top management from 14 

organizations, which had wide diversity in terms of management approaches, 

purposes, sizes, target groups for their services, and the nature of the activities 

undertaken. 
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The study found that the most important factor that positively influenced the 

performance of the NPOs was the charismatic leadership style of the leader. Also, the 

NPO leaders were also equipped with the transformational leadership style, in terms 

of intellectual stimulation. The second factor was the adoption of ICT in 

communications and information sharing. The third factor was board roles and 

responsibilities, in terms of financial management and fundraising; this factor could 

least explain or forecast the performance of NPOs in Thailand. 

Also, the qualitative research revealed that leadership was an important factor 

to the success of NPOs because it encouraged other significant factors that are 

valuable and which affect NPO performance. These factors included innovativeness 

and revenue generation and sources. The board roles and responsibilities also dealt 

with giving advice and building relationships with communities and external 

organizations, which resulted in networking, a critical factor to innovativeness and 

NPO performance. Based on the findings, an integrated framework was proposed to 

manifest the relationship of these factors. 
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CHAPTER 1 

 

INTRODUCTION  

 

1.1  Statement and Significance of the Problem 

 

A nonprofit organization (NPO) is an organization or foundation with the aim 

to support groups of people who have common ideas, goals and objectives in regard 

to producing goods, offering services, or meeting certain social needs that the 

government and for-profit sectors cannot provide for some reason. For example, the 

beneficiaries may be a number of people who need a particular service which is small 

and their problem is a specific one. Mostly, government policies include services for 

the majority of the population for equality; the government sector is not likely to 

formulate specific policies or policies for the minority. This is the reason why the 

government sector has attempted not to expand itself, and it has assigned some public 

services to the private sector and NPOs instead of directly providing the services itself 

(Smith, 2010). The business sector often contends that services offered to the private 

sector and NPOs do not make profits or are not economically worthwhile (Salamon, 

1987; Weisbrod, 1977). 

NPOs play very important roles in providing complex, highly diverse and 

specific social services (Weisbrod, 1989). Their continuous growth shows their 

importance in social, cultural and economic development. There is a wide diversity of 

NPOs, which also manifests a diversity of social needs (O’Regan and Oster, 2002). 

For example, the needs are concerned with promotion of people’s quality of life, 

children, education, women, the elderly, health, residence, the environment, and 

victims of disasters. NPOs have continuously played significant social roles; most 

importantly, they are an important part in supporting government actions. The NPO is 

known by different names, e.g. civil society organization, public interest non-
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governmental organization, non-governmental organization, and philanthropic 

organization.  

In addition to services or contributions to socio-economic systems, NPOs are a 

source of economic value (Anheier and Ben–Ner, 1997; Parsons, 2003; Schmid, 

2004). For instance, NPOs make products and offer services, generate new jobs, and 

provide worker’s skill training (Salamon and Anheier, 1996). The Office of the 

National Economic and Social Development Board and the Johns Hopkins Riverside 

Center for Civil Society Studies conducted a survey using data from 2006 to 2008 in 

order to prepare an account of NPOs in Thailand. The survey suggested that the ratio 

of value added of NPOs and volunteers to gross domestic products (GDP) was 1.6% 

per year, on average, and Thai NPOs’ total values of products and services were 

94,488 million baht in 2006 and reached 103,727 million baht in 2007.  This resulted in 

economic value added, which is GDP, of 61,872 million baht, 66,555 million baht and 

72,112 million baht in 2006, 2007 and 2008, respectively. It also revealed that their 

average growth rate was 7.6% in 2007 and increased to 8.4% in 2008, while the 

country’s overall economy slowed down in 2008. 

To sum up, NPOs have played crucial socio-economic roles in Thailand. A 

2007 survey by the National Statistical Office of Thailand (NSO) found that there was 

a rapid growth of NPOs, as evidenced by the fact that the number of NPOs across 

Thailand in 2007 was 65,457, compared to 55,805 in 2006. A 5-year survey, from 

2001-2006, suggested that during this period, there were 9,654 NPOs, representing an 

increase of 160 NPOs per year. NPOs belong to one of seven groups, classified by 

service objectives: 1) Social welfare organization; 2) Cremation association; 3) Trade 

association/Chamber of Commerce; 4) Employee association/Labor union; 5) Religious 

organization; 6) Political party; and 7) International non-government organization. 

The rapid growth in NPOs has led to fierce competition for financial support 

and volunteers (Schmid, 2004; Thompson, 2002). The world’s economic crisis has 

greatly affected and challenged the survival of NPOs in terms of organizational 

performance as a result of the loss of funding from government and private donors. 

This is in consistent with the findings of the study by Amara Pongsapich et al. (2002) 

that the numbers of donors for NPOs in Thailand has decreased, especially foreign 

donors. Foreign donors may think that Thailand’s economic development has already 
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created enough wealth, infrastructure, and a higher standard of living. In reality, there 

are many NPOs that are small-scale and do not have much funding. Also, they 

experience uncertainty of funding support from government and private donors, 

whose financial status has been affected by the economic crisis (Brock, 2008; Smith, 

2010). Also, government and private donors are concerned about the duplication of 

services, which will cause unnecessary loss of funding and complexity of social 

service management (Smith, 2010). 

According to the Master Plan to Enhance Social Affairs, B.E. 2553-2557 

(2010-2014), it is reported that NPOs in Thailand are experiencing a similar problem 

relating to revenues and raising funds to run their public activities. Due to extremely 

low interest rates, NPOs have little revenue from interest on their savings. In addition, 

foreign donors almost ceased funding NPOs in Thailand, and the numbers of local 

donors are low. Furthermore, the general public and business sector do not have 

systematic donation-making cultures for diverse NPOs. Most donations are 

concentrated mainly in temples (member organization’s activity), schools, and 

royally-initiated projects. The ONESDB’s report on the account of NPOs in Thailand 

(2006-2008) found that the revenue of NPOs in Thailand amounted to 263,119 

million baht in 2006 and 306,363 million baht in 2008. The major sources of their 

revenue were donations or money transfers, especially from the private sector 

(47.1%); abroad (2.8%); the government’s budget (8.3%); and their property (5.2%). 

This has caused NPOs providing social services to continuously experience severe 

financial difficulties, and this has affected their personnel development.   

At the organizational level, NPOs are different from business organizations in 

terms of their missions. NPOs’ missions deal with social value creation with the 

objectives to provide diverse social services; to develop activities to satisfy 

stakeholders, e.g. government, users or beneficiaries, donors, members, employees, 

and other interest groups; and to maintain a balance between financial purposes and 

social purposes of the organization (Mort, Weerawardena and Carnegie, 2003). 

This phenomenon or challenge has forced NPOs to search for new ways to 

maintain the levels of their capability to provide social services to achieve their 

organizational missions while creating financial sustainability. The environmental 

complexity and dynamism have affected and challenged the organization’s internal 
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resources and capability in terms of leadership and culture (Coombes, 2008). This is 

in line with the study of Hudson (1999), who confirmed that NPOs’ maximum 

effectiveness involves a shared common value, commitment, and assumption of the 

organizational purpose. These factors rely on leaders equipped with appropriate 

leadership styles to successfully influence members in the organization to bring about 

self-sacrifice and determination to organizational missions over personal interest. 

Therefore, leaders are crucial to the performance of NPOs in Thailand (Juree Vichit-

Vadakan, Interview, 2012). Furthermore, good leadership results in the involvement 

and commitment of the board of directors, an important mechanism of organizational 

operations and survival (Harris, 1998 quoted in Iecovich, 2004). Accordingly, the 

board of directors should have roles and responsibilities that focus on and link to 

external resources that are important to the achievement of organizational missions 

and purposes (Iecovich, 2004). This achievement depends on effective and efficient 

management of resources and capabilities of the organization to attain good 

performance (Brown, 2005). In the challenging fiscal environment and the information 

technology era, NPOs have adopted information and communication technology 

(ICT) as a key tool (Pinho and Macedo, 2006) to optimize their performance to 

achieve organizational missions and goals (Hackler and Saxton, 2007). 

Fierce competition for resources has forced NPOs to manage their resources 

and capabilities in an efficient and effective manner. Therefore, this research involved  

resource-based views, which attach great importance to the creation of sustainable 

value or benefits by means of important, specific resources through organizational 

capability. In order to establish components of important variables in the conceptual 

framework, the research integrated resource-based views with the leadership theory, 

nonprofit governance theories (e.g. the agency theory), the resource dependence 

theory, and the ICT adoption concept.  

There have been very few research works concerning the relationship of 

leadership styles, board roles and responsibilities, and ICT adoption with organizational 

performance in the Thai context. Previous relevant studies deal with the origin or 

evolution of NPOs’ roles, duties, financial status, and law; there have been no 

empirical studies or research in this area. Accordingly, the main objectives of this 

research were to explore the relationships of leadership styles, board roles and 

responsibilities, and ICT adoption with organizational performance. 
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1.2  Research Questions 

 

Are there significant relationships between board roles and responsibilities, 

leadership styles and ICT adoption on organizational performance of nonprofit 

organizations (NPOs) in Thailand? If so, why and how do they influence on 

organizational performance? 

 

1.3  Objective of the Study 

 

1.3.1 To investigate the impacts of leadership styles, board roles and 

responsibilities, and ICT adoption on organizational performance.  

1.3.2 To explain the nature of relationship between independent variables: 

leadership styles, board roles and responsibilities, and ICT adoption and the 

dependent variable: organizational performance. 

1.3.3 To recommend good practices to NPOs leaders and policies and strategies 

to government for the achievement of high organizational performance. 

 

1.4  Scope and Limitation of the Study 

 

1.4.1  The characteristics of samples of this research conformed to the common 

characteristics of NPOs (Salamon and Anheier, 1996 and Shigetomai et al., 2004). 

NGOs sampled were those registered with the Ministry of Social Development and 

Human Security (MSDHS). As of October 29, 2012, there were 3,549 NPOs across 

Thailand. However, because there were many MSDHS-registered NPOs that did not 

share the common characteristics, the purposive sampling technique was employed. 

This technique yielded a population consisting of 906 NPOs, all of which shared the 

common characteristics. Questionnaires were sent to the NPOs for data collection.  

The population surveyed by the NSO in 2007 (16,768 NPOs across the 

country) was not sampled in this research because the address information for almost 

all NPOs is not complete, which made it difficult or impossible to contact them.  
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1.4.2  Responding to the questionnaires-The NPO Board exists in a particular 

place and time, and the board behavior may develop or may vary based upon a 

particular time or situation. Therefore, research with the longitudinal approach may be 

useful for future research.  

 

1.5  Expected Benefits of the Study 

 

1.5.1  Academic Benefits 

There have been no research works revealing factors that have quantitative 

associations with and effects on the performance of NPOs in Thailand, so this 

research aimed to explore important factors that affect performance of NPOs in 

Thailand. The expected academic benefits of the research are as follows: 

1) Contributing to strategic management theories, i.e. the resource-

based theory, nonprofit governance theories (such as the agency theory), the resource 

dependence theory, the institute theory, the leadership theory, and the ICT adoption 

concept in order to create a new model of analysis.   

2) Contributing to empirical work to explore major factors that have 

associations with and effects on NPOs’ performance, which will lead to good 

organizational performance for the survival and sustainability of NPOs.  

3) Achieving an understanding about the meanings of NPOs, types of 

NPOs in Thailand, and operations of NPOs, as well as an understanding as to whether 

foreign concepts can be applied to the Thai context.  

 

1.5.2  Practitioner Benefits 

This research enhances knowledge about the governance of NPOs, particularly 

about what types of leadership organizational leaders should possess, on which areas 

board roles and responsibilities should focus on, and in which activities ICT should be 

adopted. Enhancing knowledge will help to achieve social missions and good 

organizational performance for survival and sustainability to serve the 

underprivileged, communities or the general public in Thailand.  



 

CHAPTER 2 

 

LITERATURE REVIEW 

 

This chapter is dedicated to the analysis of literature, including concepts, 

theories and research that contributed to the development of the conceptual 

framework of this research. The literature is reviewed under the following topics: 

scale and growth, definitions and types of NPOs in Thailand, board roles and 

responsibilities, leadership in NPOs, NPO performance measurement, conceptual 

framework, and hypotheses.  

 

2.1  Scale and Growth, Definitions and Types of NPOs in Thailand 

  

There are very few studies relating to NPOs in Thailand, especially empirical 

studies in different dimensions, and there have been no studies on important factors 

that have association with or effects on NPOs’ performance or survival. Existing 

relevant studies deal with NPOs’ background, origin, roles and duties, financial status 

and laws only despite their important socio-economic roles, as presented in Chapter 1. 

It has been shown that NPOs are an important mechanism that allows civil societies to 

grow and provide assistance or services to groups of people that have received no 

donations from the government or the private sector. The author contends NPOs can 

reduce the size of the government sector as the government sector just serves as their 

supporter or facilitator. An NPO is an efficient and effective mechanism because it is 

the public sector that provides services or solves problems for the public. Accordingly, 

in-depth research into Thai NPOs needs a basic understanding about the definitions of 

NPOs, their scale and growth in the Thai context, as well as their types.  

 

2.1.1  Scale and Growth of NPOs 

 Surveys by the Office of the National Economic and Social Development 

Board (ONESDB) and the Johns Hopkins Riverside Center for Civil Society Studies 
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(JHU/CCSS) to prepare an account of non-profit organizations in Thailand based on 

2006-2008 data, suggested that the ratio of value added by non-profit organizations 

and volunteers to GDP was 1.6 percent, which was less than that in many countries, as 

illustrated in Figure 2.1.  

  

 

 

Figure 2.1  NPO Share of GDP, 2006-2008 (%) 

Source:  Office of the National Economic and Social Development Board, 2010. 

 

 Thai NPOs’ products and services were valued at 94,488 million baht in 2006, 

which increased to 103,727 million baht in 2007. They contributed to value added in 

the economic system, which is GDP (Gross Domestic Product), of 61,872 million 

baht, 66,555 million baht and 72,112 million baht in 2006, 2007, and 2008, 

respectively. The growth rate was 7.6% in 2007, and the rate went up to 8.4% in 2008 

while the country’s overall economy slowed down in 2008. Figure 2.2 shows that the 

growth rate of GDP contributed to by NPOs in Thailand was faster than that of many 

countries, e.g. Belgium, Canada, Japan and the United States. 
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Figure 2.2  Changes in NPO Gross Value Added versus Change in GDP 

Source:  Office of the National Economic and Social Development Board, 2010.  

 

 2.1.2  Definitions of NPOs 

 The term nonprofit organization (NPO) here refers to a public interest non-

governmental organization, non-governmental organization, third sector, private social 

welfare organization, and philanthropic organization. It has been assigned different 

meanings, as follows:   

 The System of National Account in 1993 (Office of the National Economic 

and Social Development Board, 2010) defined nonprofit institutions as legal or social 

entities created for the purpose of producing goods and services whose status does not 

permit them to be a source of income, profit or other financial gain for the unit that 

establishes, controls or finances them. In practice, their productive activities are 

bound to generate either surpluses or deficits but any surpluses they happen to make 

cannot be appropriated by other institutional units. 

  The Commission of Social Welfare defined public interest non-governmental 

organizations as private organizations that have been certified to operate social 

welfare activities. According to the Act on Social Welfare Promotion B.E. 2546, the 

social services include protection, problem-solving, development and promotion of 

social security to address people’s basic needs to achieve a better quality of life and 

self-reliance under comprehensive, appropriate and fair manners, and high standards. 

The high standards cover those for education, health, residence, work and revenue, 

recreation, justice processes, and social services while taking into account human 

dignity and rights to which people are entitled and their participation in social welfare 

at all levels.  
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 The National Statistical Office (2008) defined the term nonprofit organization 

when they conducted a survey of NPOs in Thailand in 2007, as an organization, 

foundation, association, union, and political party that has been established to govern 

themselves and to operate or conduct activities for the public interest, not the interest 

of particular groups. In these organizations, the board formulates policies and makes 

decisions without pursuing profits or distributing benefits to board members. NPOs 

will never be governmental organizations even if they have been established by the 

government or funded by the government.  

 Jirawan Phakdibut and Pawana Khemarat (2000) defined the term nonprofit 

organization as a business organization that has been set up not to make profit but to 

serve the public. However, there are agencies that are not intended to pursue profits 

but do not provide public services but services that meet their needs or some groups 

of people, e.g. clubs and labor unions. NPOs have been established to solve social 

problems or conduct activities for public interest (Wolf, 1990 quoted in Jirawan 

Phakdibut and Pawana Khemarat, 2000). NPOs are not profit-making organizations or 

governmental organizations, so they can operate in a flexible manner. Furthermore, 

one of their elements is voluntary actions, which are concerned with the gathering of 

volunteers to work for the public interest on a voluntary basis. Family work consists 

of social expression and cooperation, but government work is on an order basis 

(Smith, Baldwin and White, 1988 quoted in Jirawan Phakdibut and Pawana Khemarat, 

2000). Some people identify that public interest non-governmental organizations 

include legal entities operating charity activities or NPOs that have been set up to 

serve public purposes, are exempted from tax, and have the following major five 

characteristics: 

1) Having the task of providing public services. 

2) Being set up as a non-profit agency or charity agency. 

3) Having an administrative structure that is not related to benefits of 

personal property. 

4) Being exempted from taxes. 

5) Having a special legal status that allows for tax deductions for 

money or things donated.  
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 Apart from the above-mentioned five characteristics, Wolf (1990 quoted in 

Jirawan Phakdibut and Pawana Khemarat, 2000) regards that NPOs should not include 

organizations that have been established with the objective to make profits but do not 

operate to achieve the objective, organizations that have been established for public 

interest but are not granted a legal status, or organizations that are recognized NPOs 

according to the Department of Revenues’ regulations but have no public purposes, 

such as trade associations and labor unions because their activities and aims are 

towards a person or group of people, not for public interest.  

Kramer (1957 quoted in Jirawan Phakdibut and Pawana Khemarat, 2000) 

described three characteristics of volunteer organizations:  

1) A voluntary organization that is an interest group operating for a 

specific group of people or specific problem-It provides specific services and protects 

its target group. Its characteristics include those of an association, volunteer, and 

interest group. 

2) A voluntary organization that controls its resource allocation – As 

for voluntary organizations that have been founded by the government, they still need 

to provide specific services to particular groups of population. Nonetheless, the target 

population has no legal right to call for the services. The organizations may provide a 

service that is subsidized by the government or request funding from other 

organizations. Furthermore, they may perform other tasks that are not service-

oriented, such as conducting research and preparing publications.  

3) A voluntary organization that depends on the quality of its leaders 

rather than the organizational structure under the relations with the government. 

Salamon and Anheier (1996) defined NPOs as organizations with the following 

five common characteristics:  

1)  Organized – what is important is that the organizations have some 

institutional reality and internal organizational structure to it. This is typically 

signified by a legal charter of incorporation, but it can also be demonstrated in other 

ways in countries where legal incorporation is neither common nor readily available.  

2)  Private – NPOs are nongovernmental in the sense of being structurally 

separate from the instrumentalities of government. This does not mean that they may 
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not receive significant government support or even have government officials sit on 

their boards.  

3)  Nonprofit-distributing – NPOs may accumulate profits in a given 

year, but the profits  must be plowed back into the basic mission of the agency, not 

distributed to the organizations’ owners, members, founders or governing board. 

NPOs are private organizations that do not exist primarily to generate profiles, either 

directly or indirectly, and that are not primarily guided by commercial goals and 

considerations.  

4)  Self-governing – NPOs must be self-governing and in a position to 

control their own activities through internal governance procedures, and enjoy a 

meaningful degree of autonomy.  

5)  Voluntary – To be included in the nonprofit sector, organizations 

must embody the concept of voluntarism to a meaningful extent. 

 After synthesizing the above-mentioned definitions, the author added more 

details to the definitions in this research. To sum up, the common characteristics of 

NPOs are presented in Table 2.1 below. 

 

Table 2.1  Common Characteristics of NPOs 

 

Common Characteristics Description 

1. Organization  Institutionalized to some content and 

must be an ongoing entity. 

2. Private or non-government  Institutionally separate from government.  

This means that they must count on 

contributions from the private sector for 

significant portions of their funding. The 

hospitals and educational institutions will 

not be major focus in this research study. 

3. Nonprofit-distributing Not returning profits generated to their 

owners or directors. 

4. Self-governing Equipped to control their own activities. 
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Table 2.1  (Continued) 

 

 

Common Characteristics Description 

5. Voluntary Involving some meaningful degrees of 

voluntary participation, either in the 

conduct of activities or in its 

management. 

6. Public services Really services for public activities and 

not set up to pursue the specific common 

interest of local people. 

7. Nonpolitical Not primarily involved in promoting 

candidates for election office. 

8.  Nonreligious Not primarily involved in the promotion 

of religious worship or religious 

education. 

9.  Philanthropic Receive inadequate payments from the 

recipients of services.  

 

From the above table, some types of NPOs according to the classification of 

the National Statistical Office (2008) do not share the common characteristics. 

Therefore, they did not serve as population in this research; they included trade 

associations/chambers of commerce, employer associations/labor unions, political 

parties, religious organizations, hospitals, universities, associations or foundations that 

are under universities, government educational institutions or sports associations.  

 

 2.1.3  Classification and Roles of NPOs 

 The nonprofit sector has evolved over a long time, and NPOs in Thailand have 

a long history in serving diverse needs of Thai society. The types of NPOs vary to 

their aims of providing social services. They are classified as follows:  

 Amara Pongsapich and Nitaya Kataleeradabhan (1994: 42) classified NPOs 

into two major types by statute law-registered organizations and unregistered 
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organizations. Type 1, registered organizations are under close supervision by 

government agencies, which include:   

1)  Foundations and associations, which were registered with the 

National Cultural Commission from 1980 to 1993-Most of them play roles in 

promoting and conserving culture or providing humanitarian assistance. 

2)  Trade associations, which are registered with the Department of 

Internal Trade-They have been established by members from different agencies that 

have trade relationships, e.g., import-export groups, commodity sales groups, and 

banking and finance groups. Their role is to make sure that market mechanisms are 

appropriate and help promote fair trade and efficient exchange.  

3)  Cremation associations, which are registered with the Department of 

Public Welfare – From 1960 to 1974, Thailand was under military administration and 

social welfare services were not sufficient, which led to this type of organizations at 

the village level. Members of the cremation association have to pay funeral fees when 

a member dies. This is to ensure that when they die, their traditional funeral will be 

properly arranged under the management of other members. 

4)  Labor unions, which are registered with the Department of Labor – 

They include labor unions and employer’s associations. Labor unions’ members are 

workers and their objective is to promote a good relationship between workers and 

employers, as well as among workers.   

 Type 2, unregistered organizations. In the latter part of the 1980s, many new 

NPOs that were not registered with government agencies emerged. They were formed 

by people who shared the same ideas about ‘development’ and solving social 

problems. The NPOs regarded that the government sector had failed to effectively 

address social problems, so they proposed alternative services. They are middle-class 

organizations, which are different from the first type of organizations whose founders 

are mostly upper-class people.  

 Amara Pongsapich et al. (2003) researched into roles of NPOs in Thailand 

classified by the ICNPO, which showed their diverse roles, as presented in Table 2.2. 
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Table 2.2  Overview of NPOs 

 

Organizations Roles 

Social Services Strengthening of the 

Movement 

1) Culture and recreation 

 

Serving individual needs. Networking. 

2) Education and research 

 

First period: Serving 

individual needs. 

Later period: Supporting 

learning of the community 

and society. 

3) Health 

 

First period: Solving 

individuals’ health 

problems and analyzing 

service systems.  

Emergence of 

organizations working on 

drug problems, consumer 

protection, anti-smoking, 

alternative medicine, and 

AIDS. 

4) Social services, 

philanthropic 

intermediaries, and 

voluntarism promotion 

Mostly serving socio-

economically 

underprivileged groups. 

Network of organizations 

mostly working on human 

rights issues. 

5) Environment 

 

Conserving the 

environment, e.g., forest, 

wildlife, and water bodies. 

Environmental 

conservation has led to 

protests against the 

construction of large-scale 

infrastructure, e.g., dams. 

Holding forums for 

people, grassroots 

organizations and 

transnational 

organizations. 
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Table 2.2  (Continued) 

 

  

Organizations Roles 

Social Services Strengthening of the 

Movement 

6) Urban and rural 

development 

 

Working and learning with 

communities. 

Protesting against 

government policies or 

projects that affect local 

communities.  

Supporting the gathering 

of local organizations and 

assemblies.  Questioning 

about production methods. 

7) Advocacy, legal and 

politics 

Boosting the sense of 

grouping and solidarity. 

Partly helping individuals’ 

problems.  

Campaigning.   

Fundamental rights.  

The Constitution. 

8) International activity Unclear. Unclear. 

9) Business and 

professional associations, 

unions 

Mainly serving their own 

group.  

Employee and employer 

movements are in Group 7. 

 

 

 

 Jirawan Phakdibut and Pawana Khemarat (2000) collected data and studied 

types of public interest private organizations from documents, e.g. books, textbooks, 

and articles and adopted types identified according to the International Classification of 

Nonprofit Organization (ICNPO), Typology of Foundations in Europe of the 

European Foundation Centre etc. NPOs can be classified as follows:  

1) NPOs classified by roles 

2) NPOs classified by tasks 

3) NPOs classified by objectives 

4) NPOs classified according to the ICNPO 
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Table 2.3  Classification of NPOs 

  

By Roles Details 

1. Specialization As the organizations provide social services or are 

in the public interest, in addition to those provided 

by government agencies and private agencies, they 

may choose specific social services for specific 

groups of people. 

2.  Advocacy  

 

Providing social services or being in the public 

interest and promoting projects and operations 

related to social services for the government or 

private sectors. 

3. Consumerism  Providing aids and services for target groups. 

4. Service provider 

 

Government agencies that provide social services 

may not able to operate in a comprehensive 

manner, so voluntary organizations assist them.  

By Types Details 

1.The service providing 

agencies 

Agencies that directly provide services to the 

public, where staff are employed or are volunteers, 

and are or are not supported by the government.  

2. Mutual aid agencies Agencies that support themselves and make 

benefits by themselves, most of which lack 

professionalism and may be dominated by interest 

groups that offer support that contributes to 

themselves and provide consultation.  

3. Pressure group agencies Agencies that disclose information and discuss 

causes or their own benefits and use the 

information in public by means of direct practices, 

campaigns, lobbying, and support to achieve 

changes they want.  
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Table 2.3  (Continued) 

 

 

By Types Details 

4. Resource agencies Agencies that provide services for other agencies 

in specific areas or act as stimulator or a source for 

depositing knowledge, skills and information that 

are useful for other agencies.  

5. Coordinating agencies Agencies that protect public interest non-

governmental organizations or governmental 

organizations, of which public interest non-

governmental organizations are members  and act 

as the coordinator for the organizations in terms of 

public relations or linking the organizations with 

the government. 

By Objectives Details 

1. Community  

service and action NPOs 

 

Organizations that aim to develop communities in 

terms of living conditions and socio-economic 

conditions through multi-purpose projects and 

attempt to improve the quality of life of 

community members. They include public and 

community service groups, residential 

improvement groups, groups providing activities 

that allow the public to participate in protecting 

communities from disasters etc.  

2. Other-helping health NPOs Organizations that aim to maintain and promote 

physical and intellectual health of people, take care 

of health and illness, prevent accidents, and 

provide treatment for various health problems and 

post-treatment care and rehabilitation, excluding 

social welfare. 
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Table 2.3  (Continued) 

 

 

By Objectives Details 

3. Educational welfare NPOs 

 

Organizations whose objectives relate to education 

or enhancement of learning and knowledge of the 

general public, which may include educational 

processes or operations that allow the 

administration/management of the processes to 

succeed. The operations may be related to the 

educational project in schools, tutoring project, 

adult education project, preschool project and 

childcare facilities, Sunday religious school 

project, alumni association, and teacher-parent 

association. 

4. Personal-growth, self-

development, self-improvement 

NPOs 

Organizations whose objective is related to 

personalities and development of skills of 

individual members by allowing members to help 

themselves and learn from experience rather than 

studying in the school system. They include 

organizations working on self-development of 

youth, e.g. Boy Scouts, Girl Guides, 

YMCA/YWCA, and adult self-development 

organizations.  

5. Communication and 

information-dissemination 

NPOs 

Organizations that aim to deliver information to 

the general public via mass media, publications or 

consultation. They include public relations and 

public awareness groups, technical and academic 

assistance groups, and information linking groups, 

which inform the public of, and allow the public 

access to, sources of academic knowledge and 

assistance. 
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Table 2.3  (Continued) 

 

 

By Objectives Details 

6. Scientific, technical, 

engineering, and learned NPOs 

Organizations with the aim to collect and structure 

existing knowledge and propose innovation or 

develop new inventions, especially in terms of 

research and development. They are, for example, 

academic and professional associations, research 

associations, and nonprofit researchers. 

7. Other-helping social welfare 

NPOs 

 

Organizations that aim to provide social services to 

target groups with special needs or special 

problems, such as groups with problems about 

living, work, employment, food, shelter, etc., 

groups with urgent problems, and groups with 

family and marital problems. 

8. Self-help disadvantaged and 

minority NPOs 

Organizations that aim to improve the quality of 

life and basic living of their members by allowing 

members to improve themselves and try to develop 

society’s understanding about, and sympathetic 

treatment of, disadvantaged groups. 

9. Political action NPOs Organizations that aim to persuade the legislature, 

executive branch, and judiciary to have informed 

opinions and an educated understanding about 

social systems and conditions by publicizing 

information about meetings, lobbying, 

campaigning, demonstrating or other means. 

10. Environmental and 

ecological NPOs 

Organizations whose objectives relate to welfare, 

the environment and ecology, conservation, 

maintenance of nature and the environment, and 

man-made environmental problems. They include 

nature and forest conservation groups, anti-

pollution groups, recycling groups, land use 

groups, etc. 
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Table 2.3  (Continued) 

 

 

By Objectives Details 

11. Consumer NPOs Organizations that aim to protect consumers’ 

rights.  

12. International and 

transnational affairs NPOs 

Organizations that aim to provide aids to a 

particular country or many countries. 

13. Occupation-related NPOs Organizations that aim to improve overall socio-

economic conditions and welfare of members who 

are paid from profitable activities or members who 

work in the government sector, volunteer sector, 

and businesses sector, such as trade associations 

and trade unions. 

14. Expressive-leisure NPOs Organizations whose aims relate to entertainment 

through activities for members or groups of 

individuals who want fun and entertainment. For 

example, they are sports groups and groups 

involved with hobbies and games, e.g. stamp 

collection groups, bridge groups, and music 

groups. 

15. Religious and related NPOs Organizations that aim to strengthen an 

understanding about religions, such as the church 

committee, temple committee, and religious 

groups. 

16. Deviant and criminal NPOs Organizations whose aims relate to violent 

activities that physically others and their property, 

as well as crime. 

17. Fund-raising and fund 

allocation or distribution NPOs 

Organizations that aim to raise funds for public 

interest activities and/or allocate or distribute funds 

to individuals/groups of individuals.  
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Table 2.3  (Continued) 

 

 

By Objectives Details 

18. Multipurpose, general, and 

other NPOs 

 

Organizations that cannot be classified into any of 

the other groups. They may have more than three 

objectives. 

 

Srisuwan Chanya (2007) researched roles and duties of non-governmental 

organizations or NPOs in Thailand and classified NPOs according to the ICNPO, 

which are as follows:  

1)   Culture and recreation 

 First, most social development organizations were cultural and recreational 

organizations, and cultural organizations focused on daily practices. For them, culture 

is a way of life, and it cannot be separated from recreation. Social activities usually 

conserve and revive local activities. The activities include local art and culture 

activities aimed at rehabilitating the mind and spirit and raise local awareness and 

sense of ethnicity. Also, they include recreational activities in the form of plays or 

games, music, shows, etc. Nonetheless, the globalization-anti process has affected the 

revival of local wisdom and local culture. This is an important cultural issue. Local 

products and traditional ways of life have been revived by awakening community 

culture to boost love for community and sense of community ownership, as well as to 

create community identity.  

2)  Education and research  

Most educational and research organizations widely support activities in 

schools and society, and their wok relates to social services rather than campaign. 

Most research-oriented NGOs are in almost all areas, such as the environment, rural 

development, welfare or even politics. There are NGOs dedicated to primary and 

secondary education services for children that are difficult to access, e.g., tribal 

children, girls and rural children, as well as NGOs working to extend comprehensive 

access to education. There are two groups of NGOs dealing with university education, 

which are NGOs supporting and developing pedagogy and research and academic 

associations. As for campaign for social changes, educational NGOs think that their 
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activities are just a complement to activities of the governmental sector; however, 

they are special in terms of enlarging the base of, and developing the movement for 

building, civil societies and strengthening the social movement. Their concrete 

outcomes are the acceptance of alternative education and network groups. 

3)  Health 

Health NGOs emerged as a result of two major factors: 1) Common 

interest – Some health NGOs provide medical services, disseminate health-related 

knowledge to help the public  depend on themselves, and push problem-solving at the 

national level; and 2) Professional – Some doctors and pharmacists gathered to exchange 

information and find solutions to problems among people in the same profession.   

 In Thailand, fundamental health-related problems have resulted in 

diverse public health activities, which can be divided into many groups. Very popular 

health NGOs are alternative medicine or alternative public health groups focusing on 

treatment methods that are different from mainstream medicine methods. To 

campaign for social changes, activities of current health NGOs are usually conducted 

in networks, which results in great power that has led to many social changes at 

different levels. Due to public awareness of health and the right to be protected as 

consumers, networks of consumer protection organizations become gradually stronger 

and can mobilize policy changes. 

4)  Social services 

Most traditional NGOs usually provide social services or welfare. They 

also include religious NPOs that focus not only on teachings but also charity and 

social services. It is obvious that their social service is providing knowledge or 

education and taking care of public health. Tasks relating to social services and 

welfare are usually divided into three major parts. The first part deals with social 

welfare services for people during difficult times or during times where they deserve 

social care. It relates to provision of aid and protection. The second part is involved 

with disaster mitigation and rescue. The third part deals with assistance in cost of 

living and job rehabilitation. 

 The NGOs focus on different target groups, e.g., the disabled, the 

elderly, and orphans. They provide assistance in emergencies, e.g. fire and flooding. 

For example, they include the armed service housewife group, the group of alumni of 
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a famous school, as well as the organization that provides scholarships for poor 

children. The social services are services for individuals in regards to ‘cost of living 

and income.’ Due to a large number of this type of organization, their services are 

widely seen and characteristics of their work are similar to those of religious groups. 

They run charities and donation activities but their people do not directly participate 

in these activities with their target groups. 

5)  Environment 

The emergence of NGOs in the areas of the environment and natural 

resource conservation in Thailand dates back around 40 years ago, when there were 

only three organizations working in the areas. The first was the Association the 

Conservation of Wildlife (ACW), which was founded before 1957. The second was 

the Siam Society, in which conservation is an area of its work, and arts and culture are 

its focal areas. The Society for the Conservation of National Treasure and Environment 

(SCONTE) was set up in 1969. The Bangkok Bird Club was established in 1975. In 

1983, the Wildlife Fund Thailand, under the Royal Patronage of H.M. the Queen, was 

initiated. The event, in which a helicopter transported wildlife in the west of the 

Wildlife Sanctuary Thung Yai Naresuan in Kanchanaburi province in 1972, ignited 

the demand for the Constitution of Thailand on October 14, 1973 and October 6, 

1976. The increasing growth and diversity of NGOs led to protests against the Nam 

Chon Dam in 1987 and 1988. This was the synergy of people from different 

professions and was the center for people and organizations who were concerned 

about natural resources and the environment.  The networks of the organizations were 

established across the country, including local organizations that work on community 

or conservation matters and national and international organizations.    

 As a result of the Act on the Enhancement and Conservation of 

National Environmental Quality Act, B.E.2535 (1992), acceptance of the roles of 

environmental NGOs improved. The Act allows environmental NGOs to be registered 

with the Ministry of the Natural Resources and Environment (MONRE). 

Environmental NGOs registered with the MONRE gathered and formed the 

‘Assembly for the Protection of the Environment and Natural Resources,’ which has 

worked on coordination work and mobilized environmental policies.  
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6)  Development and housing 

This group of organizations deals with urban and rural development, 

agricultural development, occupational development and training, and community 

business. Their activities are clear and their grouping is clear in the form of the NGO 

Coordinating Committee on Development and networks. Since the political events 

that took place in October 1973 and October 1976, together with the adoption of 

Policy 66/23, the numbers of NGOs have increased. Development-related activities 

are distinct activities, which makes a clear boundary between organizations working 

on development and those working on charity and social services. Ideas and 

philosophy about working of development-oriented NGOs are less traditional than 

those of social services-oriented NGOs. First, development-oriented NGOs focused 

on development made by themselves. Later, they shifted their focus to developing 

local organizations or collaborating with them and act as their advisors.  

In general, rural and urban development-oriented NGOs are classified 

into three activity groups, i.e. community development, which has a wide scope; 

urban and housing development; employment and occupational training. In Thailand, 

urban development work is mostly implemented in slums, and it focuses on people 

and communities. It is not very different from rural development or village 

development. Furthermore, it is not just urban or housing development.  

7)  Law, advocacy and politics 

NGOs dealing with these matters usually work with other groups of 

NGOs. There are not many NGOs that solely work on campaigns for law, advocacy 

and politics. However, if any campaigns on other matters are launched, the NGOs will 

actively collaborative their work. It is obvious that if human right organizations, 

health organizations, environment organizations, and development organizations work 

together, they will play roles in driving almost all activities in the people sector.  

In terms of roles in mobilizing activities in the people sector, advocacy 

and political NGOs are generally divided into four major groups, namely 1) People 

group, including ethnic groups; 2) Civil society group and campaign group 3); Law 

group, including legal services; and  4) Political group – Here, political parties are not 

included (in foreign countries, political groups are included) because of their long-

term aims and social agenda, as well as their differences in standing points, policies, 

and social, economic, political and environmental mobilization.  
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8)  Philanthropic intermediaries & voluntarism promotion 

These NGOs mainly work on donation and philanthropic activities. 

They provide money, supplies, and voluntary energy. They are similar to welfare 

NGOs, which help people in need in terms of cost of living. They are mostly initiated 

by Chinese people, Chinese associations, Chinese family associations, educational 

institution alumni associations, or other registered local organizations. There are a lot 

of groups working in these areas, and they are found across the country. They have 

carried out voluntary or philanthropic work since World War II. It started when 

Chinese people collected dead bodies, and they formed the Poh Teck Tung 

Foundation and the Ruamkatanyu Foundation.   

Philanthropic organizations range from individual organizations 

founded as a memorial to royal family members, renowned people or other general 

people to organizations at business, temple and foundation levels dedicated to local 

communities. Some of them grant scholarships, which are mostly foundations of 

large-scale companies which run a wide spectrum of charity work and are socially 

recognized. As for public interest voluntary organizations, they are usually substantially 

promoted by many government agencies and have a close relationship with bureaucracy. 

There are both provincial and national public interest voluntary organizations, levels 

in the forms of associations and foundations, e.g. housewife associations of ministries 

and departments. They are, for example, the Armed Service Housewife Group, 

Female Territorial Defense Volunteer Association, Public Welfare Volunteers 

Association, and the Volunteer Probation Officer Association under of the Ministry of 

Justice. As for the Public Disaster Relief Volunteer Association of Thailand, it has 

been granted a special status by law due to its roles in national security. 

9)  International Activities 

Universally, international NGOs mainly run international activities 

concerning international affairs in cultures, international friendship, international aid, 

and environmental activities without frontiers. The roles in providing social services 

among international organizations in Thailand are not very different since their 

purposes are similar to those of local NGOs. However, some international NGOs have 

a mother organization abroad that serves as their consultant and provides them with 

funding and personnel to develop their capacity. Most of them launch campaigns for 
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international policies in a broad picture rather than changing particular matters. As a 

result of their organizational structure, their movement is mostly at a national and 

international level. 

10)  Religion 

Universally, religious NGOs refer to organizations that run activities 

related to religions or beliefs, e.g., supporting religious affairs and disseminating 

religious beliefs and teachings. 

Religious groups’ role is a spiritual refuge for individuals rather than 

public interest because their activities are involved with beliefs and spirit. The 

emergence of the NGOs in Thailand can be traced back to the time when religions 

were first introduced in Thailand, but at that time they were not real organizations. 

They have a close relationship with cultural NGOs. Therefore, it is somewhat difficult 

to differentiate between both groups of NGOs. Sometimes, they are placed in the 

same group because in the old times religious institutions were usually attached to 

temples, churches, and mosques. Today, they have become independent, and their 

numbers have been increasing. They have more space of their operations; however, 

they mostly use temples, churches and mosques as the center of activities 

11)  Business and professional associations, unions 

 In general, these NGOs are divided into three groups, namely the 

business group, professional group, and labor group, which may include abor unions. 

Nonetheless, most labor groups are registered with the Ministry of Labor. Their 

activities concentrate on people in the same profession. Their roles in social 

movement exist when they gather with other organizations. Therefore, their 

movement is usually formed as a movement network and deals with pushing policies 

towards the welfare of their group. A prominent movement is the labor movement in 

the case of labor unions. If workers do not form a labor union, they will not be strong 

enough to achieve efficient movement. As for professional and business NGOs, their 

focuses are promoting, supporting, and protecting their businesses and professions. 

However, some of their activities are related to social aid. Currently, they are more 

likely to pay attention to social activities, and they will be organizations with high 

potential if they can incorporate prominent features of business into social 

responsibility.  
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 The study by Srisuwan Chanya (2007) suggests that NPOs in Thailand have 

diverse operations or activities, which are mostly in line with their philosophy, vision and 

objectives. Overall, their roles can be summarized as follows (Srisuwan Chanya, 2007): 

1)  Roles in mitigating and assisting the underprivileged and victims of 

disasters.  

2)  Roles in reinforcing educational processes and reviving local 

wisdom for target groups to address problems in a sustainable development and self-

reliance manner without destroying natural resources and the environment. 

3) Roles in communication, dissemination of information and campaigns 

in order to boost public awareness, presenting new ideas, preventing and solving 

social problems, as well as determining the directions of development in accordance 

with local culture to boost public awareness and understanding and provide them with 

channels of participation in development.  

4) Roles in monitoring government authorities’ performance and 

policies that affect people, natural resources, the environment, society, and the 

economy, as well as presenting appropriate policies for society. 

 

2.1.4  Types of NPOs 

 The literature review suggests that public interest non-governmental 

organizations are classified by roles, major activities, purposes, etc. Also, they are 

categorized according to the ICNPO, the National Statistical Office, or the Ministry of 

Social Development and Human Security, as presented in Table 2.4. 
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Table 2.4  Types of NPOs  

 

Types of NPOs classified 

according to the 

National Statistical 

Office 

Types of NPOs classified 

according to the  

ICPNO 

Types of NPOs classified 

according to social welfare 

1) Private social work 

organization 

2) Funeral association 

3) Trade association 

4) Chamber of commerce 

5) Employer association   

6) Labor union 

7) Religious organization   

8) Political party  

9) International 

organization 

 

1) Culture and Recreation 

2) Education and Research 

3) Health 

4) Social services 

5) Environment 

6) Urban and rural 

development 

7) Advocacy, legal  

and politics 

8) Philanthropic and 

voluntarism promotion 

9) International activities 

10) Religion 

11) Business and 

professional associations, 

unions 

1) Education 

2) Health 

3) Housing  

4) Occupational training 

5) Occupation 

6) Recreation 

7) Justice system  

8) Social services 

 

 

 The above table reveals that some NPOs cannot be placed into a particular 

group due to their diverse activities and focus, which vary from time to time. For 

example, the Raks Thai Foundation, their budget is sometimes concentrated on health 

issues and sometimes on  community development, education or disaster management. 

There are many NPOs that operate in this way.   

 NPOs in Thailand are divided into two main groups – NPOs set up by Thais 

and NPOs that are local branches or local operations of international organization 
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based in foreign countries. The second group of NGOs was not studied in the 

research. Despite fund raising in Thailand as the first group, the second group of 

NGOs has advantages over the first group as a result of its relationship or connection 

with its mother organization abroad. The advantages include regular funding and 

transfer of knowledge about management, organizational culture, etc. Therefore, 

despites adverse impacts of the Thai environment, especially during a crisis, the 

second group of NGOs organizations is at a greater advantage than the first one. 

 Thai NPOs are divided into two groups based upon the philosophy behind 

their establishment: 1) Welfare-oriented NPOs, which focus on well-being or aid to 

individuals, families, and the environment. They deliver goods and services directly to 

their target groups; and 2) Development-oriented NPOs, which assist in development 

at the community and policy levels and aim to identify root causes of problems and 

implement activities to tackle them in collaboration with communities  and people 

(Gawin, 2004). 

Welfare-oriented NGOs are divided into two major groups. The first deals 

with explicit service delivery, which focuses on goods or services that are tangible 

and yield immediate, short-term outputs. It is divided into four subgroups, namely 

social human services, culture/recreation, philanthropic/volunteer/charities, and animal/ 

environment services. Each of the sub-groups can be divided into different categories 

by types of services: services for individuals, general services and services for 

communities. Their social services include, for example, health care, individual and 

family life, mental health care and counseling, income security, environmental 

quality, education, youth development. The second group deals with implicit service 

delivery, involving goods or services that are intangible and yield long-term 

outcomes. Its sub-groups include: 1) education and research, 2) funding/grants/ 

scholarships, and 3) information. Under the sub-groups, organizational members do 

not directly participate in activities with their target groups.  

 Development-oriented NGOs are divided into two major groups. The first is 

the advocacy and public policy group, which focuses on campaigns, advocacy, and 

monitoring of networking. They represent communities and people to create policy-

level impacts for the sake of communities, human rights, prioritization of resource 

allocation, involvement in democracy, NPO networking, and counselling for other 
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NPOs. The second group is the development group, which focuses on urban 

development (e.g., slums) and rural development. NPOs that are in this group are the 

People Development Associations (PDA), CARE Thailand, etc. Service users of 

development-oriented NPOs are at a wider scale, which includes communities and the 

country. On the contrary, service users of welfare-oriented NPOs are individuals and 

families. However, there are some NPOs that, in practice, cannot be clearly classified 

into a particular group. They are philanthropic education/research scholarship advocacy 

and human rights groups. They can become part of, or cross over to, any groups. 

Different features of both major types are presented in Table 2.5. 

 Currently, there are a lot of NPOs working on both welfare and development 

in an integrated way. For example, if their target group is children, their tasks usually 

deal with aid, educational development, knowledge, health, and occupation. Whatever 

criteria may be used, some NPOs cannot be clearly classified.  

 

Table 2.5  Comparison of NPO Philosophy 

 

Welfare-oriented Type Development-oriented Type 

1) Conducting no activities with target 

groups. 

1) Conducting activities directly with 

target groups. 

2) Focus on immediate or short-term 

outputs.  

2) Focusing on long-term outputs. 

3) Target groups are individuals and 

families. 

3) Target groups are communities and 

groups of people. 

4) Providing aid for affected target 

groups.  

4) Providing aid or solving problems at 

their root causes. 

Social services, culture/recreation, 

animal/environment service, health 

Urban and rural development 

Cross over types: Philanthropic, education/research, grant/scholarship, advocacy and 

public policy, and human rights. 

 

Source:  Author.  
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The author established the conceptual framework that comprises two 

dimensions to classify NPOs: 1) Major roles, consisting of services provider, 

collaboration or support, networking or synergy, innovation, advocacy, critics, 

catalyze, and energize; and 2) Major activities based on the ICNPO, whereby major 

roles are considered before major activities. In the case that an NPO has many main 

activities, it is considered to have multi-purposes. The conceptual framework can be 

synthesized as shown in Table 2.6. 

 

Table 2.6  Conceptual Framework for Classifying NPOs 

 

 

Major Roles 

 

Main Activities Classified According 

to the ICNPO 

Single Purposes Multi-

Purposes 

Services provider: 

Provide services of welfare and 

development for sustainability. Mostly, 

they provide the services by themselves.  

Example: 

The Foundations for 

Slum Child Care, The 

Foundation for the 

Welfare of the Crippled 

Example:  

The Raks 

Thai 

Foundations. 

The Mirror 

Foundation.   

Collaboration or support: 

Conduct activities concerning supporting 

and providing resources, e.g. funding, 

things, and human resources to target 

individuals or organizations.  

Example: 

The Rainbow Sky 

Association of 

Thailand. 

 

Networking or synergy: 

Coordinate or connect organizations and 

NPOs to work as a network. 

Example: 

 

 

Innovation: 

Conduct research, organize seminars, and 

create processes or knowledge.  

Example: 

The Sustainable 

Agriculture  
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Table 2.6  (Continued) 

 

  

 

Major Roles 

 

Main Activities Classified According 

to the ICNPO 

Single Purposes Multi-

Purposes 

 Foundation, 

The Napamitr 

Foundation. 

 

Advocacy: 

Recommend or formulate policies and 

project plans. 

Example: 

The Thailand 

Environment Institute 

Foundation. 

 

Criticize: 

Evaluate, compare, direct or monitor 

agencies or organizations. 

Example: 

Consumer Protection 

Foundation 

 

Catalyze: 

Campaign, disseminate information, 

publicize and/or represent people and 

society to create awareness of problems 

and importance of matters, e.g.  pollution, 

forest resources, and human rights.  

Example: 

The Seub Nakhasathien 

Foundation. 

 

 

 

Energize: 

Provide advice and recommendations for 

individuals or organizations.  

Example: 

The Human Settlement 

Foundation. 

 

 

Source:  Author. 

 

2.2  Concept and Related Theories 

 

 Factors or independent variables that influence NPOs’ sustainability and 

survival measured based on organizational performance were considered and derived 
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from the resource-based view (RBV). In the RBV, resources within the organization 

are essential for creating a sustainable competitive advantage. The advantage comes 

from resources possessed by the organization and the organization’s capability in 

exploitation of the organization’s resources (Barney, 1991). Some concepts and 

theories related to nonprofit governance help to explain why resources and capability 

possessed by NPOs affect their performance; for example, the agency theory and the 

resource dependence theory, institutional theory, leadership theory, and ICT adoption 

concepts.    

 What are the critical resources and capabilities of NPOs that enable them to 

deliver social value or achieve social missions to result in their sustainability? Based 

on the RBV, the resources include tangible and intangible resources. Tangible 

resources are humans, property, buildings, machines, land, information technology, 

etc. As for intangible resources, they include, for example, culture and values, beliefs, 

legitimacy, behavior, satisfaction, reputation, and organization, which deals with 

planning systems, working structures, and networks (Barney, 1991; Mills, Platts and 

Bourne, 2003). Intangible resources seem to create substantial competiveness (Hitt, 

Bierman, Shimizu and Kochhar, 2001) as a result of long development, and they 

usually depend on attitudes of the founders and past events that are difficult to imitate. 

  In this research, three major variables under the aforementioned concepts and 

theories were applied, namely board roles and responsibilities, leadership, and ICT 

adoption. Board roles and responsibilities are an important aspect of an NPO. Herman 

and Renz (1999) stated that an effective board leads to good organizational 

performance. Leaders’ leadership is required in an organization that needs to manage 

changes based upon the external environment, which is subject to uncertainty. ICT 

adoption is an organization’s capability to utilize its resources to achieve the 

maximum benefits in order to optimize its performance. The following topics are 

dedicated for the explanation of these three main factors and their correlation with 

NPOs’ performance. 
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2.3  Board of Directors in NPOs 

 

 The board of directors is important for an organization. They are the core of 

nonprofit governance, and their roles include setting directions for the organization, 

making policies, making strategic decisions, overseeing and monitoring organizational 

performance, as well as ensuring overall accountability. (Stone and Ostrower, 2007; 

Rena, 2004 quoted in Kreutzer, 2009). This is consistent with Liu (2010) and 

O’Regan and Oster (2005), who suggested that effective governance will equip NPOs 

with a solid reputation, sustainability, and long-term effectiveness in a highly 

competitive, complex environment.  

The board is an important component or resource of an organization (Regan 

and Oster, 2005). They are in charge of organizational performance and ultimate 

achievement.    

Management is a staff function, whereby the Chief Executive Officer (CEO) is 

the center of management. It can be noted that governance and management in a 

small- and medium-scale organization overlap (Anheier, 2005).  

Based on the resource based view, the board of directors is a valuable 

resource. In this research, roles and responsibilities of a board that make them become 

a valuable resource and affect organizational performance were taken into account. 

The agency theory, resource dependence theory, and the institutional theory were 

studied in order to elaborate the resource based view. These theories have a different 

assumption, which shapes an understanding about board’s behavior of governing, 

directing and controlling the organizations to achieve good performance.  

The agency theory comprises perspectives of the significance of separating 

ownership from control (Fligstein and Freeland, 1995 quoted in Miller-Millesen, 

2003). The principal here is an individual or group of individuals who allocates 

resources for the organization, such as donors, beneficiaries, and customers and 

clients (Steinberg, 2008). The principal delegate control to their agent – executive 

managers (Jensen and Meckling, 1976. quoted in Miller-Millesen, 2003), who they 

expect to act in accordance with their benefits. However, an assumption of this theory 

is that benefits of the agent or executive manager are not always in line with those of 

the principal.  
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An NPO board is responsible for governing, directing and controlling the NPO 

to ensure the fulfillment of their organizational missions and objectives.  They serve 

as the intermediary between the principal and the agency (Coombes, 2008). Also, they 

are delegated to control ratification and separate the monitoring of decision-making 

from implementation of the manager (Fama & Jensen, 1983 quoted in Miller-

Millesen, 2003) to make sure that the managerial objectives are in line with the 

principal’s benefits.   

The agency theory can be employed to explain the monitoring behavior of the 

NPO board in terms of mission development, strategic planning, program evaluation, 

executive recruitment and oversight, resource allocation, and information requests 

from management. The board’s monitoring behavior can ensure that the executive’s 

and manager’s benefits are aligned with the organization’s benefits (Fligstein and 

Freeland, 1995 quoted in Miller-Millesen, 2003) or the organization’s missions and 

objectives. To sum up, the board is responsible for ensuring that the organization will 

serve society and will not do something that is not identified in the organizational 

mission.  

The resource dependence theory, it is noted that the key to organizational 

survival is the ability to acquire and maintain resources (Pfeffer and Salancik, 1978). 

However, acquiring resources is a difficult task as a result of external conditions, 

including resource scarcity, instability, and uncertainty (Froelich, 1999). Therefore, 

regular environment scanning will help to identify and obtain resources to optimize 

performance to increase legitimacy and the chance of survival of the organization 

(Pfeffer, 1972/1973; Zald, 1967 quoted in Coombes, 2008). In the NPO context, the 

board is an important resource for linking the organization to resources in the external 

environment (Zald, 1969; Pfeffer, 1973; Pfeffer and Salancik, 1978; Barney, 1991; 

Wernerfelt, 1994; quoted in Coombes, 2008). Meanwhile, the organization attempts to 

find ways to depend on other organizations in order to acquire resources using 

necessary tactics (Pfeffer and Salancik, 1978). In the context of NPOs, the board is an 

important resource that links the organization to existing resources in the external 

environment (Zald, 1969; Pfeffer, 1973; Pfeffer and Salancik, 1978; Barney, 1991; 

Wernerfelt, 1994; quoted in Coombes, 2008). 
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Empirical research by Zald (1969, 1970 and Pfeffer, 1972, 1973 quoted in 

Miller-Millesen, 2003) proposes a conceptual framework for considering the board as 

a mechanism for reducing the uncertainty of the environment and how to access 

important resources (Johnson, Daily & Ell strand, 1996 quoted in Miller-Millesen, 

2003). There are studies by other academics who have applied the assumption of the 

resource dependence theory to create an understanding of NPO board’s capabilities to 

span boundaries and co-opt resources from the external environment. As a boundary 

spanner, a board performs the following four major tasks (Middleton, 1987 quoted in 

Miller-Millesen, 2003).  

First, a board develops exchange relationships with external constituencies to 

reduce their dependency on organizational resources and the external environment, as 

well as increase the flow of organizational resources. Second, a board assures that 

their organization is still adaptive by gathering and interpreting information from the 

external environment and processing complicated information to maintain 

organizational competiveness in the dynamic environment. Their strategies include 

buffering, collusion, contracting, acquisition, or integration, which can reduce uncertainty 

and cope with the dynamics of the environment. Third, a board protects against 

environmental interference by delivering only necessary information into 

organizational operations. Fourth, a board represents the organization as ambassadors, 

advocates, and community representatives (Ingram, 2003 quoted in Miller-Millesen, 

2003) and link their employees or volunteers with its members and clients.  

A board consists of members who influence the environment outside the 

organization by performing a boundary spanning function that absorbs uncertainty, 

reduces operational dependencies, exchanges information, represents their 

organization to external stakeholders, and enhances overall performance (Price, 1963; 

Zald, 1967; Pfeffer, 1972, 1973; Proven, 1980; Middleton, 1989 quoted in Miller-

Millesen, 2003). 

Accordingly, the resource dependence theory establishes a basic understanding 

about NPO boards’ expectations and behavior that affects organizational performance. 

The institutional theory regards that organizational behavior is determined by 

the institutional environment (Meyer and Rowan, 1977; DiMaggio and Powell, 1983; 

Zucker, 1987 quoted in Miller-Millesen, 2003). To achieve organizational legitimacy, 
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the organization has to embrace norms, values, beliefs, and expectations that conform 

to the social environment. An assumption of the institutional theory is the 

isomorphism process, which pressures the organization to share common 

characteristics of other organizations in the same population group (DiMaggio & 

Powell, 1983 quoted in Miller-Millesen, 2003). The process is the result of three 

driving forces, as follows:  

1)  Social driving force, which encourages an organization to 

isomorph processes, ways of working, or structures of other successful or renowned 

organizations. This is a mimetic process.  

2)   Cultural driving force, which directs an organization to behave in a 

proper or expected direction, such as establishing orders and norms of professionals. 

This is a normative process.  

3)  Political driving force, which arises when a dominant organization 

forces other organizations to conform to the government sector and funding agents.  

Therefore, this is a coercive process. For the nonprofit board, the failure to conform to 

institutional expectations will strongly impact organizational legitimacy, thus 

depriving them of their tax exempt status, employment rights and contract, or 

volunteers.  

A nonprofit board must respond to external mandates as a result of the legal 

environment by strictly fulfilling their responsibilities. Their responsibilities include 

attending meetings, adhering to local law and national laws, filing required 

documents, ensuring compliance with occupational, safety, health, labor and related 

regulations, and avoiding conflict-of-interest situations (Block, 1998; Ingram, 2003 

quoted in Miller-Millesen, 2003). 

In the institutional theory, the major goal of the board is to establish 

organizational legitimacy. Legitimacy is a valuable resource needed to attain access to 

other resources that are necessary for organizational survival and growth (Zimmerman 

and Zeitz, 2002 quoted in Coombes, 2008). 

Many research works (Zald, 1967; Pfeffer, 1973; Harlan and Saidel, 1994 

quoted in Miller-Millesen, 2003) identify boards that implement boundary-spanning 

activities as they are influenced by levels of dependency on external sources of 

funding, environmental complexity, and the need for information. Pfeffer (1972, 1973 
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quoted in Miller-Millesen, 2003) and Pfeffer and Salancik (1978) predicted that this 

will exist in a highly complex environment. An NPO depends on environmental 

munificence for its survival. Boards focus on actions for external roles, for example 

serving as organizational representatives to establish a solid relationship with network 

organizations and establish a positive organizational image with them, and searching 

external information that is necessary for analysis in strategic decision-making about 

external funding. In the meantime, boards will perform a lot of administrative 

functions if their organization has low dependency on the external environment. On 

the contrary, if the external environment is stable and the organization is not exposed 

to significant change or does not need to respond to any crisis, it can be assumed that 

boards will not concentrate on external roles or boundary-spanning behavior.  

Based on the above-mentioned concepts and empirical evidence, a board’s 

behavior is more likely to focus on the boundary-spanning role when the external 

environment is complex or chaotic. However, a board’s behavior is more likely to 

focus on monitoring when the external environment is stable.  

 

2.3.1  Board Roles and Responsibilities 

Responsibilities of nonprofit boards are defined by many scholars as follows:  

Brown and Guo (2010) conducted qualitative research by means of the content 

analysis technique in order to classify and explore board roles and responsibilities. 

The samples were 120 community foundation executives. Institutional and 

organizational attributes, such as environmental uncertainty and complexity, were 

considered to explore more prevalent board roles under the circumstances. The 

findings of Brown and Guo identified seven important board roles, namely fund 

development, strategy and planning, financial oversight, public relations, board 

member vitality, policy oversight, and relationship to executives.  

Iecovich (2004) conducted quantitative research to understand the types of 

roles and responsibilities of boards of NPOs in Israel, and compared them with those 

of NPOs in other countries. The samples were culture and recreation, education and 

research, health, and social services and advocacy NPOs. 

Iecovich (2004) classified NPO board roles and responsibilities using the 

factor analysis technique, which are as follows:  



40 
 

1)  Senior human resource management: Hiring an executive director 

and senior paid staff and deciding on their job descriptions. 

2) Maintenance of relationships with the task environment: Establishing 

inter-organizational relationships on local and national levels and promoting the 

organization’s goals by advocacy and lobbying activities. 

3) Policymaking: Making changes in the organization’s activities, 

including changes in services and programs that are provided by the organization and 

determination of internal procedures relating to policy implementation. Viewed 

together, this group of variables relates to organizational activities and operations. 

4)  Fiscal management and fund raising: Managing internal financial 

affairs, which include budget determination and allocation, as well as raising of 

revenues from the external environment. 

 The study results revealed that boards’ roles and responsibilities mostly relate 

to policymaking and financial management, rather than human resource management 

or maintaining relationships with task environment. A comparative study by Iecovich 

(2004) shows that NPO board roles and responsibilities are similar across countries, 

societies and cultures. They have a different focus on specific roles and responsibilities, 

which may result from different factors, as mentioned above. This is in consistent 

with the findings of a study by Guan (2003 quoted in Liu, 2010) and Liu (2010), 

which compared the roles and responsibilities of boards of NPOs in China and those 

of boards of NPOs in the U.S.A. In the study, Iecovich separated fundraising roles and 

responsibilities from fiscal management roles and responsibilities.  

Miller-Millesen (2003) developed nonprofit boards’ behavior models based on 

the theoretical-based model from multi-disciplinary and multi-theory approaches. 

Adopted theories included the agency theory, the resource dependence theory, and the 

institutional theory. These theories have a different assumption, which will create an 

understanding of board’s behavior concerning organizational governance, directing, 

and controlling to result in good performance, as presented in Table 2.7. 
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Table 2.7  Nonprofit Board’s Behavior Based on Theories 

 

Theoretical 

Framework 

Focus Nonprofit Board Roles and 

Responsibilities 

 

 

 

Agency theory 

 

 

 

Separating ownership and 

control. 

Monitoring agency 

actions to assure 

managerial behavior is 

congruent with 

stakeholder’s 

expectations. 

Emphasis is placed on the board’s role 

in developing the mission and 

purpose. 

Focus is on establishing program 

evaluation criteria to assure that 

existing and proposed programs 

reflect missions and purposes.  

Reflects board satisfaction with the 

chief executive’s actions in support of 

missions and purposes. 

Emphasis is on translating the mission 

and purpose into measurable goals 

and objectives. 

Focus on monitoring resource 

allocation decisions to assure 

congruence with mission-related 

priorities. 

 

 

Resource 

dependence 

theory 

 

 

 

Linking the organization 

with its environment. 

The goal is to link the organization to 

constituent groups with the requisite 

knowledge to contribute to the 

governance process. 

Focus is on boundary-spanning 

functions to increase flow of critical 

resources 

Focus is on serving as ambassadors, 

advocates, and community 

representatives. 
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Table 2.7  (Continued) 

 

Theoretical 

Framework 

Focus Nonprofit Board Roles and 

Responsibilities 

Institutional 

theory 

Conforming to 

institutional pressures 

that legitimate 

governance practices. 

Adhere to legal mandates and 

statutory requirements. 

Appraise board performance. 

 

 

Nonprofit board’s roles and responsibilities are also defined by the following 

scholars, as presented in Table 2.8. 

 

Table 2.8  Nonprofit Board Roles and Responsibilities 

 

Scholar Board Roles and Responsibilities 

Axelrod (1994) - Determine the organization’s missions and purposes. 

- Select and support chief executive.  

- Review the executive’s performance. 

- Plan for the future. 

- Approve and monitor the organization’s programs and 

services. 

- Provide sound financial resources. 

- Ensure adequate financial resources.    

- Advance the organization’s public image. 

- Strengthen its own effectiveness as a board.  

Block (1998) - Determine the organization’s missions. 

- Recruit, hire, evaluate, reward, or terminate, if necessary, the  

  executive director. 

- Set policies and adopt plans for the organization’s 

operations. 
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Table 2.8  (Continued) 

 

Scholar Board Roles and Responsibilities 

 

 

- Approve budget, establish fiscal policies and financial 

controls, and monitor finances. 

- Provide adequate resources for the organization. 

- Develop organizational visibility. 

- Recruit and select new board members and provide them 

with an orientation to the board’s business. 

- Ensure that the organization’s corporate governance 

documents are updated and all reports are filed, as required. 

- Protect and preserve the organization’s tax exempt status. 

Worth (2009) -Establish a clear institutional mission and purpose.  

- Approve the organization’s program.  

- Ensure sound financial management and the organization’s 

financial stability. 

- Establish standards for organizational performance and hold 

the organization accountable. 

 

Source:  Miller-Millesen, 2003: 526-527. 

 

Based on the above-mentioned literature, board roles and responsibilities 

defined in this research are as follows:  

1)  Mission and planning: The most basic role of an NPO board is to 

set its mission, review the mission periodically and revise it whenever necessary and 

ensure that the mission achieves results and that the organization attains its goals. In 

addition, board responsibilities include defining goals and objectives and setting 

priorities with respect to resource allocation to support the necessary activities that 

will take the organization where it wants to go (Liu, 2010; Iecovich, 2004; Millesen 

and Lakey, 1999). 

2)  Relation and advocacy: The board maintains a relationship with the 

public, communities and institutions to construct good exterior conditions. In 
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addition, board members should periodically seek out key stakeholders in inform 

them about the activities and plans of the organization and to learn about concerns and 

interests of various groups (Liu, 2010; Iecovich, 2004; Millesen and Lakey, 1999). 

3) Fiscal and fund raising management: The board approves the 

organization’s annual operating budget, fiscal oversight and effective money 

management, conducts audits, and assists in fundraising, for example, making 

personal contributions to the organization, recruiting friends and colleagues to 

consider supporting the organization. It also recommends to the staff particular 

individuals, corporations and foundations that might be asked for support (Iecovich, 

2004; Millesen and Lakey, 1999). 

4) Human resource management: The board is responsible for 

identifying and recruiting the most appropriate people to serve on the board, as well 

as the chief executive or senior executive. In addition, the board should be responsible 

for measuring and overseeing their performance. (Liu, 2010; Millisen and Lakey, 1999) 

 

 2.3.2  Board Roles and Responsibilities and Organizational Performance 

Empirical research by Coombes (2008) found that the board’s behavior is 

positively linked with organizational performance. For example, the board actively 

participates in strategic planning, intentionally planned change (Bradshaw, Murray, 

and Wolpin, 1992; Siciliano, 1996; Herman, Renz and Heimovics, 1996; Brudney and 

Murray; 1998; Holland and Jackson, 1998; Inglis and Weaver, 2000; Brown, 2005), 

and training (Jackson and Holland, 1998 quoted in Coombes, 2008). 

The findings of Coombes (2008) suggest board behavior has a positive 

relationship with organizational performance when it focuses on strategic orientation 

and active orientation, such as setting priorities, resource acquisition, performance 

monitoring, improving relationships with external constituents (Brudney and Murray, 

1998; Inglis and Weaver, 2000 quoted in Morris et al., 2007) as well as cohesive 

orientation. In addition, entrepreneurial orientation is a cause or mediator of levels of 

the relationships.  

Brown (2005) tested the conceptual framework of the relationship of board 

performance, which has been synthesized by Chait, Holland and Taylor. The samples 

tested were NPOs. This showed that the contextual dimension (monitoring function), 
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strategic dimension (planning, setting priorities of exploitation of resources, and 

setting organizational direction), and the analytic dimension have a positive 

relationship with organizational performance, which involves six roles and 

responsibilities.   

There are also other research works dealing with board roles and responsibilities 

that have a relationship with organizational performance (Herman et al., 1996). The 

roles and responsibilities include strategic planning, fundraising, financial reviews, 

monitoring of management, meeting attendance, etc. The results of the studies 

identify that the board attributes and actions, e.g., board size, establishment of visions, 

strategic planning, and resource acquisition have a positive relationship with respect 

to organizational performance.  

There are studies on board characteristics, such as diversity of members, e.g., 

gender, age, religion, occupation, knowledge, and experience (O’Regan and Oster, 

2002), as well as board composition, e.g. major donors, outsiders versus insiders, and 

well-known individuals (O’Regan and Oster, 2002) were also studied to see if they 

affect NPOs’ performance.  

Coombes (2008) reviewed literature pertaining to board composition and 

board characteristics that are linked to organizational performance. He found that they 

are inconsistent, or inconclusive findings could not be reached because they were 

equivocal. The research findings showed both correlations and non-correlations of 

board composition and characteristics with organizational performance. Appendix A, 

Table A1 presents research findings concerning the correlations of board composition 

and characteristics with organizational performance.  

The study results in Table A1 showed empirical findings that the correlation of 

board composition and characteristics with organizational performance are not 

straight forward. The author believes that there may be other elements that affect the 

correlations since the NPO context is heterogeneous in different dimensions, e.g. 

organization size. Large-scale organizations may have a bigger board and more 

famous and experienced members than small-scale organizations do (O’Regan and 

Oster, 2002). Nonetheless, this does not mean that small-scale organizations have 

poor performance as a result of a smaller board size. A bigger board size may be 

disadvantageous in terms of communication and decision-making, which may delay 
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work and have the potential to create poor relationships between board members 

(Coombes, 2008). Also, there is a diversity of organizational structures. Some 

organizations have a formal structure, but some an informal one. Some organizations’ 

operations mainly depend on volunteers.  

 

2.4  Leadership in NPOs 

 

In the NPO context, to foster social values or fulfill social missions, an NPO 

has to rely on internal resource-generation mechanisms through its charitable value 

without involving monetary transactions (Knutsen, 2013). For example, volunteers 

sacrifice their time and energy to perform activities for their organization or 

employees perform beyond their responsibilities. To create their shared values and 

beliefs, an organization needs leaders with desirable leadership styles to motivate their 

volunteers and employees, as well as to influence them and shape their behavior. 

Particularly, organizational leaders must satisfy their volunteers to gain their loyalty 

so that they are willing to sacrifice their time and money or persuade other people to 

volunteer for the organization. These components will allow an organization to 

succeed or achieve social missions and to sustainably survive (Wisner, String fellow, 

Young dahl and Parker, 2005). 

The value-based self-sustaining mechanism (Knutsen, 2012) identifies NPOs 

as being different from business corporations. NPOs have to focus on social missions 

(Quarter and Richmond, 2001), but business corporations aim to make profits for 

themselves or shareholders. Furthermore, NPOs rely on a voluntary workforce and 

creation of positive emotions and motivation of employees to perform well, which is 

crucial to the overall organizational performance (Rowold and Rohmann, 2009). 

Leadership is important for high performance motivation of employees or followers. 

For example, employees and volunteers who join and make money for their 

organization will be compensated by positive emotions, e.g., pride and joy in having 

success in helping others (Rowold and Rohmann, 2009). According to Riggio et al. 

(2004 quoted in Rowold and Rohmann, 2009) to motivate employers, volunteers, or 

followers in NPOs, leaders must inspire and appeal to their higher motives.  

Also, NPOs confront the external environment that is complex and subject to 

change. Their success and sustainability relies on their ability to respond to changes 
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using new ideas, new structures, and linkage to resources (Green, 2004 quoted in 

Riggio and Orr, 2004). Green suggested that to survive and adapt to the environment, 

which changes all the time, organizations need leaders with proper leadership styles. 

This is inconsistent; however, with Conger (1999), who found that in organizational 

self-adjustment, the transformation process is highly complex and consumes time. He 

argued that leadership talent is important for the transformation process, while the 

organization has limited resources. 

Based on the resource-based view, leadership of leaders is an intangible 

resource that is valuable, rare, difficult to imitate, and imperfect in substitution. It is a 

real source of an organization’s competitive advantage. Most NPOs in Thailand are 

small-scale organizations, where leaders with appropriate leadership styles serve as an 

important resource to the access to external resources to achieve organizational goals. 

Leaders in unstable, high risk situations, and in crises may play symbolic roles 

(Agle, Nagarajan, Sonnenfeld and Srinivasan, 2006). Under these circumstances, 

followers want direction and guidance from their leaders. This manifests the 

significance of charisma and social needs during a crisis (Beyer and Browning, 1999 

quoted in Angle et al., 2006). 

Khandwalla (1997) suggested that the external environment impacts the 

effectiveness of different managerial styles. Managers and executives must be 

equipped with sensitivity to the constraints and opportunities associated with the 

environment for the formulation of organizational strategic directions (Conger and 

Kanungo, 1998). Similarly, Bass and Avoilio, (1993 quoted in Fleener, 2009) argued 

that when the external environment becomes more turbulent, an organization with 

high transformational leadership will outperform other organizations. Environmental 

turbulence will cause executives a need to anticipate future scenarios, embrace 

change, make decisions under conditions of uncertainty, and motivate employee 

actions in ambiguous circumstances (Dulewicz and Higgs, 2005). 

 

 2.4.1  Leadership Styles 

The term leadership has been defined in different ways. To achieve the 

objectives of the research, it is necessary to understand the definitions in the context 

of NPOs. 
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Bass (1990) defined that leadership has been conceived as a focus of group 

processes, as a matter of personality, as a matter of inducing compliance, as the 

exercise of influence, as particular behaviors, as a form of persuasion, as a power 

relation, as an instrument to achieve goals, as an effect of interaction as a 

differentiated role; as initiation of structure, and as many combinations of these 

definitions.  

These are scholars’ views of the term leadership. 

 

Table 2.9  Summary of Various Scholars’ Views of Leadership 

 

Scholars Leadership Definition 

Panitee (2010) Leadership is an individual interpersonal ability to 

influence a group’s set of activities in an effort to 

achieve the goals of an organization. 

Northouse (2009) Leadership is process whereby an individual influences 

a group of individuals to achieve a common goal. 

Clark and Clark (1996) Leadership is an activity or set of activities, observable 

to others, which occurs in a group, organization, or 

institution and which involves a leader and followers 

who willingly subscribe to common purposes and 

work together to achieve them. 

Robbins (1993) Leadership is the ability to influence a group toward 

the achievement of goals. 

Lussier (1990) Leadership is the process of influencing employees to 

work toward the achievement of objectives. 

Tannenbaum et al. (1961) Leadership is interpersonal influence, exercised in a 

situation, and directed through the communication 

process toward the attainment of a specified goal or 

goals. 
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Table 2.9  (Continued) 

 

Scholars Leadership Definition 

Hemphill & Coons (1957) Leadership is the behavior of an individual… directing 

the activities of a group toward a shared goal. 

Katz & Kahn (1978) Leadership is the influential increment over and above 

mechanical compliance, with the routine directives of 

the organization. 

Smirchch & Morgan 

(1892) 

Leadership is realized in the process whereby one or 

more individuals succeed in attempting to frame and 

define the reality of others. 

Rauch & Behling (1984) Leadership is the process of influencing the activities 

of an organized group toward goal achievement.  

Richards & Engle (1986) Leadership is about articulating visions, embodying 

values, and creating the environment within which 

things can be accomplished. 

Jacobs & Jaques (1990) Leadership is a process of giving purpose (meaningful 

direction) to a collective effort, and causing willing 

effort to be expended to achieve purposes. 

 

Source:  Panitee Karnsomdee, 2010; Yukl, 2006. 

 

Based on the above definitions, major elements of leadership include 

influence, the relationship between leaders and followers, and leaders’ determination 

to make changes (Anderson, 2003) and achieve goals. 

Ronquillo (2011) argued that in NPOs and social beneficial organizations, 

leadership is a quintessential element. There are many case studies and research 

works concerning leadership in NPOs, but there is no singular successful leadership 

theory or practice (Ronquillo, 2011). 
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Leadership theory has been studied for a long time, so there are many concepts 

that have been developed related to leadership. Attempts were made to classify 

literature concerning major approaches to the study of leadership. Yukl (2006) 

suggested that a good approach to classify leadership theories and research involves 

three main variables, including 1) characteristics of leaders; 2) characteristics of 

followers; and 3) characteristics of situations. These three variables can create an 

understanding about leadership effectiveness. 

Yukl (2006) divided the approaches to the study of leadership into two major 

styles ones. The first is the traditional approach, which involves trait theories, 

behavioral theories, situational leadership theories, the leader-member exchange 

theory, and psychodynamic theories. The second is the integrative approach, which 

aims to address limitations of the traditional approach. The second approach is 

involved with study of leadership variables from two or more theories and topics 

studied in this approach are charismatic leadership and transformational leadership. 

Both leadership styles are studied in a more scientific manner using a wide variety of 

research methods, such as field surveys (Hater and Bass, 1988; Conger and Kanungo, 

1992, 1994, 1997; Podsakoff, MacKenzie, Moorman and Fetter, 1990 quoted in 

Conger, 1999), laboratory experiments (Howell and Fort, 1989; Kirkpatrick and 

Locke, 1996; Puffer 1990 quoted in Conger, 1999) content analyses of interviews and 

observation, (Conger, 1985, 1989; Conger and Kanungo, 1998; Howell and Higgins, 

1990 quoted in Conger, 1999) and analyses of historical archival information (Deluge, 

1998; Shamir, Arthur and House, 1994; Chen and Meindel, 1991; House, Spangler 

and Woycke, 1991 quoted in Conger, 1999). This research focuses on both leadership 

styles, which are more likely to affect NPO performance.  

2.4.1.1  Charismatic Leadership 

The charismatic leadership concept was developed by a German 

sociologist, Max Weber, from 1925 to 1968. Weber (1947 quoted in Yukl, 1999), who 

described charismatic leadership as “how followers attribute extraordinary qualities 

(charisma) to the leader.”  Weber contended that a charismatic leader is gifted, 

exceptional, and superhuman. Based on this concept, many social scientists developed 

theoretical models of charismatic leadership, as follows:  
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House’s charismatic leadership theory identifies specific behaviors of 

charismatic leaders as follows:  

1) Articulation of an ideological vision – a vision that specifies a 

better future stated in terms of social contribution and moral values, such as human 

rights, peace, freedom, order, equality and attainment of status and privileges that are 

claimed to be the moral right of the followers. 

2) Communication of messages that contain reference to distal as 

opposed to proximal goals, frequent reference to values and moral justifications and 

to the collective identity, and frequent reference to followers’ worth and efficacy as 

individuals. 

3) Behaviorally role-modeling the values implied in the vision by  

personal example. 

4) Expressing high performance expectations of followers. 

5) Expressing a high degree of confidence in followers’ ability to 

meet such expectations. 

6) Behaviors that selectively arouse the non-conscious achievement, 

power and affiliate motives of followers, when these motives are specifically relevant 

to the attainment of the vision. 

Shamir, House and Arthur (1993 quoted in Conger, 1999) improved 

the leadership theories of House using the self-concept based theory. They applied the 

self-concept of followers to explain followers’ motivational effects on leaders. The 

self-concept is related to human behavior towards creating and confirming their 

identity and values (Csikszentmihaly of Roohberg-Halton, 1981; Kinder and Sears, 

1985; Snyder and Ickes, 1985; Prentice, 1987 quoted in Conger, 1999). 

Charismatic leaders create values and identity to influence their 

followers’ self-concept by tying followers’ self-concept to collective goals and 

experience and linking them to their mission (Conger, 1999). To influence followers’ 

attitudes and  behaviors, leaders should be equipped with the following behaviors: 1) 

Articulating an appealing vision; 2) Using strong, expressive forms of communication 

when articulating the vision: 3) Taking personal risks and making self-sacrifices to 

attain the vision; 4) Communicating high expectations; 5) Expressing confidence in 

followers; 6) Modeling behaviors consistent with the vision; 7) Managing follower 
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impressions of the leader; 8) Building identification with the group or organization; 

and 9) Empowering followers. 

Bass (1985 quoted in Conger et al., 1997) explained that charismatic 

leadership is a subscale of transformation leadership in the dimension of idealized 

influence. He implied that charisma is a product or an outcome and at the same time is 

a component of transformation leadership. In many studies, the tool developed by 

Bass and Avolio was adopted to measure charismatic leadership. The tool is called the 

multi-factor leadership questionnaire (MLQ), which Bass and Avolio developed 

mainly based on the theoretical model of transformation leadership and transactional 

leadership.  

Conger and Kanungo (1987, 1998; Conger, 1989 quoted in Conger et 

al., 2000) developed a model of charismatic leadership within an organizational 

setting and created measurement scales (Conger, Kanungo, Menon and Mathur, 

1997). In the model, charismatic leadership is an attribution that relies on followers’ 

perceptions of their leaders’ behavior.  

Based on this theory, Conger and Kanungo created a measurement tool 

called the C-K Scale. This tool was verified by the confirmatory factor analysis (CFA) 

for categorizing variables. Tests on its convergent and discriminant validity were 

conducted in three countries, i.e., the United States of America, Canada, and India. 

Co-relational analysis was conducted between the C-K Scale and other scales-

leadership role behavior measures. Leadership role behavior measures consist of four 

subscales, which are task-oriented, participative, people oriented, and charisma. The 

tests revealed that there are five sub-factors of charismatic leadership and the 

correlations among the five subscales of the C-K Scale are lower than the MLQ scale 

of Bass and Avolio (1990 quoted in Yukl, 1999).  

Conger and Kanungo (1998) defined charismatic leadership as a 

process of transforming followers from their present stage to an improved future stage 

through the following behavioral dimensions:  

Strategic vision and articulation-Charismatic leaders propose idealistic 

goals, which identify brighter pictures of the future. The more different idealistic 

goals are from existing conditions, the more likely followers are to believe that their 

leaders have a special vision. Charismatic leaders are able to clarify and identify the 
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importance of their vision via language that is easy to understand.  The vision will 

create inspiration and a dream and persuade followers to perform to achieve their 

goals. 

Environmental sensitivity-Charismatic leaders can realistically assess 

situations in terms of limitations and need for resources that can be used to create 

changes.  

Sensitivity to followers’ needs-Charismatic leaders can perceive their 

followers’ skills and potential. They know what type of jobs each follower should be 

assigned and perceive their followers’ emotions, feelings, and needs quickly and can 

respond timely to these.  

Personal risk-Charismatic leaders are willing to take a risk and are 

ready to mobilize a large quantity of resources and everything related to them to 

achieve goals. 

Unconventional behavior-Charismatic leaders’ behaviors are not 

mainstream behaviors and they defy old norms. If the behaviors are well-received, 

they will lead to excitement and admiration among followers. 

Jayakody (2009-2010) established a concept that charismatic leadership 

is a cognitive-affective phenomenon, whereby charismatic leadership has multi-

dimensions. Many scholars (House, 1977; Bass, 1985; Conger and Kanungo, 1998) 

argued that charisma is an attributional phenomenon, defined by the perceptions held 

by followers or the observable behavior of the charismatic leader (Conger, Kanungo 

and Menon, 2000). This dilutes the extraordinariness of leaders and leads to uni-

dimension (Hinkin and Tracey, 1999 quoted in Jayakody, 2008). For example, in the 

idealized influence of the MLQ scales, there are only two indicators that reflect 

charismatic leadership (Conger, 1999 quoted in Jayakody, 2008). 

Jayakody (2009-2010) suggested that conceptualization and 

operationalization of charismatic leadership is a cognitive and affective phenomenon 

defined by the perceptions held by followers, based on the follower-centric idea. 

Based on literature by scholars from various disciplines, e.g. sociology, psychology, 

organizational theories, social psychology, applied psychology, and cognitive 

psychology, Jayakody (2009-2010) divided charisma into five types as follows:  
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1) Leader extraordinariness: refers to the follower’s belief that the 

leader is beyond any ordinary person in many, if not all, aspects of human beings. 

2) Leader archetypicality: refers to the follower’s belief that the leader 

is an ideal representation of whom the follower expects the leader to be, i.e. a hero, a 

father, and Indian. 

3) Leader group prototypicality: refers to the follower’s belief that the 

leader is an ideal representation of the people to whom the follower belongs. 

4) Reverence with awe: refers to the follower’s sentiments 

characterized by respect, admiration and fear towards the leader which are aroused 

when the follower interacts with the leader in person or otherwise. 

5) Love with enthusiasm: refers to the follower’s sentiments 

characterized by devotion and enthusiasm towards the leader, which are aroused when 

the follower interacts with the leader in person or otherwise 

Jayakody (2009-2010) divided the conceptual framework of charisma 

into five dimensions. The first three-leader extraordinariness, leader archetypicality, 

and leader group prototypicality are cognition or beliefs. For example, a leader is an 

original person not bound by routine ways and methods. The last two dimensions are 

reverence with awe and love with enthusiasm, which show affection or sentiment, i.e. 

he makes me feel proud to be Thai. The operational definitions of these dimensions are: 

Based on the concepts and operational definitions, Jayakody (2009-

2010) developed a measurement tool for charismatic leaders. Validity and reliability 

tests were conducted and the test results were confirmed by the confirmatory factor 

analysis (CFA), which identified four major variables. Before, there were five main 

factors. The factor that is no longer included is leader group prototypicality. In 

addition, “reverence with awe” is redefined into “reverence” and “love with 

enthusiasm” is redefined into “passion.”  

Based on the literature, it is found that definitions of charismatic 

leadership are similar or converge, no matter if they are related to operationalization 

by cognition or belief, and affection or sentiments of followers, which are multi-

dimensions (Jayakody, 2009-2010), selected personality’s characteristics of leaders, 

or unique behaviors of leaders (Bass and Avolio, 1994; Conger and Kanungo, 1998).  

The author synthesized charismatic leadership by integrating these concepts, as 

presented in Table 2.10, below. 
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Table 2.10  The Convergence of Charismatic Leadership 

 

Cognitive-Affective Model  Personalities/Characteristics & 

Behavioral Model 

Extraordinariness:   

The follower’s belief that 

leaders are not ordinary 

The C-K model (visionary and articulation, 

sensitivity to environmental, personal risk and 

unconventional behavior) 

According to House’s Theory of Charismatic 

Leadership and Shamir, House and Arthur (1993 

quoted in Conger, 1999), charismatic leadership 

includes 9 behaviors and 

personalities/characteristics (i.e., greater self-

confidence, non-verbal expressiveness, ability to be 

articulate, exceptionally strong convictions in 

moral correctness, managing followers’ impression, 

building identification with groups or 

organizations, empowering followers) 

According to House (1992), Charismatic leadership 

includes personalities traits as follows: high energy 

and endurance, cognitive, achievement-oriented 

value, work involvement and enthusiasm, strong 

tendencies to creative, innovative visionary and 

inspirational, strong inclination to be confident in 

and encouraging followers. 

 

Archetypicality: 

The follower’s belief that 

leaders are ideal representatives 

(e.g., hero, teacher and father) 

In the personality and behavioral model, 

charismatic leadership characteristics are not 

defined 

 

. 
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Table 2.10  (Continued) 

 

Cognitive-Affective Model  Personalities/Characteristics & 

Behavioral Model 

Reverence with awe:  

The follower’s sentiments are 

respect, esteem, trust, 

satisfaction and admiration 

toward the leaders. 

Creation of idealized influence by acting as a role 

model and being moral and ethical will result in 

followers’ admiring and respecting their leaders 

(Bass, 1985). 

Promote participation of groups or followers, 

acknowledgement of goals of groups, risk taking, 

and personal sacrifices to create trust, which leads 

to respect and reverence (Conger, et al., 2000). 

 

Passion:  The follower’s 

sentiments, such as devotion, 

enthusiasm, energized and 

awaking. 

In the personality and behavioral model, 

charismatic leadership characteristics are not 

defined. 

 

2.4.1.2  Transformation Leadership 

Bass (1985) defined transformational leadership as behavior inspiring 

members to perform above expectations by increasing their confidence and praising 

the value of their performance to inspire them to greater devotion.  Bass and Avolio 

(1994) explained that transformation leadership is more proactive than reactive and 

focuses on creating awareness of organizational mission and vision. 

Bass and Avolio (1994 quoted in Bolden et al., 2003) defined 

transformation leadership as “a process in which the leaders take actions to try to 

increase their associates’ awareness of what is right and important, to raise their 

associates’ motivational maturity, and to move their associates to go beyond their own 

self-interest for the good of the group, the organization, or society.” 

Bass (1985) defined transactional leadership as a continual negotiation 

between leaders and followers to make followers conform to goals by giving 

compensation desired by followers to serve as a driving force to achieve goals.  
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Transaction leadership is an original leadership model from the 

perspective of the business sector. However, Bass (1985) found that to lead a group to 

perform a particular task to perform above expectations and exceed their expectations, 

leaders must demonstrate both leadership styles – transformational leadership and 

transactional leadership. The directions of leadership behaviors rely on the 

environment outside the organization, e.g., economy, society, culture, tradition, and 

the environment within the organization, e.g., work, colleagues, superiors, and 

organizational culture. 

In terms of organizational structure, transformational leadership is 

suitable for organic organizations (Bass, 1985), but transactional leadership is suitable 

for mechanistic, bureaucratic organizations (Bass, 1985). Hartog, Muijen and 

Koopman (1996) suggested that NPOs are more likely to have a less bureaucratic 

structure than for-profit organizations.  Therefore, the author thinks that transactional 

leadership is not suitable for NPOs since they utilize volunteers as a human resource 

to run activities to achieve social goals based on the public mind and a voluntary 

basis, rather than personal benefits. 

 Bass (1985) developed a concept consisting of four main factors to 

create transformational leadership, which include idealized influence, inspirational 

motivation, individualized consideration, and intellectual stimulation.  

Idealized influence – Charismatic leaders must serve as a role model of 

high standards for moral and ethical conduct (Tracey and Hinkin, 1998) so that they 

are admired, respected, and emulated by their followers. Furthermore, transformational 

leaders want to create a shared vision and are pleased to take and share of risks with 

their followers (Bass, 1985; Bass and Avolio, 1994). This can result in the followers’ 

having pride in, loyalty to, and trust in their leaders so that they perform to achieve 

organizational goals.  

Inspirational motivation – Transformational leaders  use a shared vision 

and inspire followers to strive to achieve goals by presenting attractive future pictures 

that arouse followers’ team spirit to gain their enthusiasm and optimism. 

Intellectual stimulation – Transformational leaders stimulate or encourage 

workers’ efforts in innovative and creative ways. Followers’ mistakes will not be 
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mentioned in problem-solving or criticized in public, but followers are encouraged to 

find new ways based on principles (Bass, 1990). 

Individualized consideration – Transformational leaders pay attention 

to followers’ needs, achievement goals, and growth. Leaders must be mentors and 

coaches to improve followers’ leadership and must be effective listeners. At the same 

time, they must be sensitive to followers’ emotional needs and concerns.  

Leaders of NPOs need to demonstrate inspiration, motivation, 

commitment, and sensitivity to motives of volunteers and employees who work for 

the organization.  The volunteers do not seek financial return or reputation, but 

instead seek opportunities to receive experience and skills. These opportunities do not 

occur easily for general employees in business organizations. Therefore, transformation 

leadership is essential to NPOs’ adjustment to achieve organizational survival and 

renewal in a highly complex, dynamic environment at present and in the future. This 

aims to create good organizational performance and survival.  

 

2.4.2  Leadership Styles and Organizational Performance 

Leadership is an important factor that influences organizational performance, 

leaders, followers, or employees, according to Wang et al. (2005 quoted in Vigoda-

Gadot, 2007) There was empirical research that shows that leadership styles, such as 

charismatic leadership and transformation leadership influence the performance of 

employees in pro-profit organizations, as summarized below.  

A study by Waldman and Yammarino (1999 quoted in Waldman et al., 2004) 

revealed the charismatic leadership traits of top-level management. For example, 

CEOs stimulate organization members’ cohesion. The cohesion is determined by the 

vision of a charismatic leader, and it results in increased role in modeling of 

charismatic bachelors and heightening intergroup and intergroup concession. 

Symbolic behaviors, vision, and storytelling also increase cohesion when leaders 

perceive environmental uncertainty. Organizational cohesion and performance are 

fostered by stimulation of closed relationships and distant relationships with senior 

executives. This leads to improved coordination between units within the organization, 

thus leading to greater organizational performance. 
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Similarly, Finkelstein and Hambrick (1996 quoted in Waldman et al., 2004) 

acknowledged that charismatic leadership should affect organizational performance in 

one way. For example, leaders’ values should influence strategic choices through the 

effects on their vision, perception and interpretation of information, and strategic 

decision-making.  However, Finkelstein and Hambrick did not clearly link charisma 

with performance.  

There is empirical research that reveals the relationship between charismatic 

leadership and organizational performance. Agle and Sonnenfeld (1994 quoted in 

Waldman et al., 2004) reported positive relationships between CEO charisma and 

organizational performance with respect to stock returns.  Waldman, Ramirez, House 

and Puranam (2001) found that there are no direct relationships between CEO 

charisma and organizational performance, as measured by net profit margin (NPM). 

Instead, they found that CEO charisma will predict organizational performance when 

leaders perceive the uncertainty of the environment. This is in consistent with the 

findings of Tosi, Misangyi, Fanelli and Yammarino (2004), who argued that there are 

no direct relationships between CEO charisma and organizational performance, as 

measured by the shareholder return or return on assets. They found that there are 

positive moderating effects of the perception of the environmental uncertainty on the 

relationship between CEO charisma and the shareholder return. The study by 

Waldman, Javidan and Varella (2004) found a different finding. That is, CEO 

charisma has a relationship with organizational performance, as measured by net 

profit margin (NPM) and return on equity (ROE). They did not find that perception of 

environmental uncertainty moderate the relationship between CEO charisma and 

organizational performance.  Furthermore, the research by Bass and Avolio (1993 

quoted in Fleener, 2009) shows that there is a positive relationship between 

charismatic leadership, which is part of transformational leadership (Bass, 1985) 

(MLQ’s Charisma Scale), and organizational effectiveness. 

Rowold (2011) studied five types of leadership behavior: 1) Transformational; 

2) Transactional; 3) Laissez-faire; 4) Consideration; and 5) Initiating structure in 

terms of their effects on staff performance. It was revealed that the relationships are 

moderated by team heterogeneity, for example age, gender, and culture. He conducted 

a test with leaders in 700 fire departments in Germany and found that transformational 
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leadership had a relationship with performance, and the relationship would be 

strengthened by team heterogeneity. The higher the followers’ or employees’ performance 

is, the higher the organizational performance will be.  

Chung and Lo (2007) conducted a study on the relationship between 

leadership behaviors and performance of NPOs in the U.S.A. The samples were social 

welfare charity foundations. It found that the organizations are affected and 

influenced by leadership behaviors.  These organizations had “high-transactional-high 

transformational” leadership behavior, which influenced organizational performance 

in terms of internal communicational, management and finance structure. Chiang 

(1995 quoted in Chung and Lo, 2007) found that leadership behaviors in the NPOs 

included transactional leadership, 21.7%; servant leadership, 45.2%; transformation 

leadership, 21.7%, and charisma leadership, 10.9%. This is in line with Riggio and 

Orr (2004), suggesting that the transformation leadership theory developed by Burns 

and Bass was a good model of leadership in NPOs.   

A study by Limsila and Ogunlana (2008) suggested that results of 

transformational leadership had a positive relationship with subordinates’ work 

performance and organizational commitment. Transformation leadership has significant 

relationships with work quality, creativity for solving problems, satisfaction, and extra 

effort of followers. These factors will increase productivity and organizational 

performance.  

Furthermore, there are other research works that identify that transformational 

leadership has positive effects on factors in creating and improving organizational 

performance (Smith et al., 1984; Kets de Vries, 1996 quoted in Yousef, 1998; Panitee 

Karnsomdee, 2010). 

The findings are from research works where samples were mostly profit 

organizations and data were collected from top management team member (TMT 

members). These results can be applied in this research, and they can imply and 

suggest that leadership styles will predict or be related to organizational performance.

  

2.5  Information and Communication Technology (ICT)  in NPOs 

 

To explain ICT adoption in NPOs, it is necessary to understand the meaning of 

ICT. In this research, ICT refers to computer-based technologies used to create, 



61 
 

access, store and distribute information or to communicate between individuals (Zorn, 

Flanagin and Shoham, 2011). Based on this definition, ICT includes electronic mails, 

electronic database, the Internet, websites, videoconferencing, etc. Also, it can be 

classified into software, hardware, and telecommunications (Beynon-Davies, 2002 

quoted in Dimovski and Skerlavaj, 2004). 

Accordingly, ICT mentioned in this research covers information systems (IS), 

the Internet, as well as the infrastructure of ICT, e.g. computer hardware and software 

and computer applications. These technologies process or transmit information within 

and outside an organization to enhance individual and organizational effectiveness. 

Influences on ICT adoption in NPOs include the use of fewer resources, which 

are an external factor. Reduction in government subsidies and competition for 

volunteers has resulted in fiercer competition. These challenges have forced NPOs to 

seek innovations to deal with existing resources and capabilities in a more efficient 

and effective manner (Pinho and Macedo, 2006) by means of ICT (Berlinger and 

Te’eni, 1999; Burt and Taylor, 2000, 2003; Cnnan, 1989; Elliott, Katsioloudes, and 

Weldon, 1998; Kolleck, 1993; Te’eni and Speltz, 1992 quoted in Hackler and Saxton 

2007).  

A study by Zorn et al. (2011) found that organizational characteristics, e.g. IT 

knowledge, IT budget, and IT support affect ICT adoption. The institutional theory 

indicates that factors that greatly influence ICT adoption in NPOs are institutional 

isomorphic pressures, which include leadership in the field, expected practices, 

competitor scanning, marketization in the government and private sectors, 

accountability, and professionalism.  

Literature review suggests that NPOs cannot avoid adopting ICT during the 

information technology age in order to optimize organizational efficiency and 

effectiveness and build capability to achieve the organization’s mission and goals 

(Hackler and Saxton, 2007) and to play roles in creating sustained competitive 

advantages for the organization (Barney, 1991).  Accordingly, ICT is an essential 

resource for NPOs in the view of the resource-based view. Organizations’ capability 

to utilize their resources can create sustained competitive advantages; however, they 

need to be equipped with the ability to strategically use ICT.   
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 2.5.1  ICT Adoption within NPOs 

In North America and the United Kingdom, ICT  has been adopted in the 

nonprofit sector (Burt and Taylor, 2000). This is in line with the study by Hackler and 

Saxton (2007), which suggested that NPOs have been encouraged to adopt ICT more 

widely to build  the organization’s ability to achieve their mission, increase scrutiny 

of the spending of funds for more transparency, and promote organizational 

performance (Heckler and Sexton, 2007). This is also consistent with the study by Zorn 

et al. (2011), who argued that NPOs regard ICT as a tool to increase efficiency and more 

importantly a tool to create legitimacy in the eyes of stakeholders.  

NPOs adopt ICT to support work within the organization, e.g., administrative 

foundations. The Internet has played an important role in ICT; it allows NPOs to 

communicate with the outside world, other organizations, and stakeholders for the 

raising of funds, as well as for volunteering, education, and other program activities, 

e.g. disseminating information, conducting research, advocacy work, creating 

community, help lines, public education, and teleconferencing. NPOs have been 

encouraged to use the Internet to search for funding sources, for advertisements, and 

for the marketing of programs through websites (Zorn et al., 2011). 

A survey by the National Statistical Office in 2007, which was conducted on 

16,768 social service organizations across Thailand, revealed that 22.6% used the 

Internet while 9.9% used websites. In the case of the Internet, it was mostly used to 

search for data, 88.4%; to communicate via e-mail, 67.5%; to support organization 

operations, 52.1%; to use banking and financial services, 7.6%; and others, 4.7%.  

 

Table 2.11  Percentage of ICT Adoption 

 

ICT adoption Yes No Total 

Internet 3,781 (22.55) 12,987 (77.45) 16,768 

(100) 

Website 1,653 

(9.86) 

15,115(90.14) 16,768 

(100) 

 

Source:  The National Statistical Office, 2008. 



63 
 

Table 2.12  Percentage of Internet Use  

 

Search for data Email Support 

organizational  

activities 

Others 

3,342 (88.40) 2,554 (67.50) 1,970 (52.10) 176 (4.70) 

 

Source:  The National Statistical Office, 2008. 

 

Based on the above-mentioned 2007 survey by the National Statistical Office 

of Thailand, the percentage of ICT adoption by NPOs in Thailand was very low. Only 

9.9% used websites, and the Internet was mostly used for searching for data. In 

conclusion, NPOs adopted ICT as a tool to improve efficiency and effectiveness 

(Zorn et al., 2011) and build the organization’s ability to achieve its missions and 

goals (Hackler and Saxton, 2007). 

Hackler and Saxton (2007) explained that ICT is adopted to achieve NPOs’ 

social mission in three dimensions: (1) Strategic communications and relationship 

building, (2) The acquisition of funding sources and financial sustainability, and (3) 

The use of partnerships, collaborations and donor assistance. Zorn et al., (2011) 

described ICT adoption in NPOs in three dimensions: (1) Communication and 

information flow, (2) Stakeholder engagement, and (3) Resource acquisition, as 

presented in Table 2.13. 

 

Table 2.13  ICT Adoptions in NPOs 

 

Hackler and Saxton (2007) Zorn et al. (2011) 

Strategic communications and relationship 

building  

Adopting ICT to create a relationship and 

communicate with customers or stakeholders 

through an electronic network, e.g. to deliver  

Communication and information 

flow 

Adopting ICT to share messages and 

information within and outside the 

organization. For example, ICT is  
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Table 2.13  (Continued) 

 

 

Hackler and Saxton (2007) Zorn et al. (2011) 

services to clients, conduct advocacy 

campaigns, and encourage involvement in 

community programs. 

used to share information between 

individuals within and outside the 

organization, communicate with 

people within and outside the 

organization, store the list of actions 

taken, and publicize programs and 

social values (Pinho and Macedo, 

2006). 

IT, funding sources and financial 

sustainability 

ICT equips an organization with financial 

sustainability, which is an important element 

to achieve the organizational mission. NPOs 

use ICT to increase revenue and expand 

services. They utilize the Internet to conduct 

marketing research, send e-mails, and conduct 

web-based fund-raising campaigns, e.g. online 

donations and researching funding sources 

from the government and private sectors. 

Resource acquisition  

Adopting ICT to search and apply 

for funding from the government 

and private sectors, search for 

funding sources from organizations, 

and access information from 

government agencies (Pinho and 

Macedo, 2006). 

Collaborations, partnerships and donor 

assistance  

Using external partnerships, joint ventures, 

strategic alliances, and donor relationships to 

expand capacities and achieve desired results 

is an important strategy of nonprofit 

organizations (Moore, 2000 quoted in Hackler 

and Saxton, 2007). 

Stakeholder engagement  

Adopting ICT to work with 

stakeholders, such as providing 

training and staffing (Pinho and 

Macedo, 2006), conducting 

advocacy campaigns, or preparing 

technology to service users.  

 

Source:  Hackler and Saxton, 2007; Zorn et al., 2011. 
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2.5.2  ICT Adoption and Organizational Performance 

There are many studies that analyze the relationship between ICT adoption 

and organizational performance, and their findings show disagreement in the 

relationship. Banner and Kauffman (1988 quoted in Powell and Dent-Micallef, 1997) 

found that they did not have a significant relationship. This is in line with Zahra and 

Covin (1993 quoted in Powell and Dent-Micallef, 1997) who found that technology 

and performance have no direct relationship. Similarly, Kettinger et al., (1994 quoted 

in Powell and Dent-Micelle, 1997) discovered that out of 31 organizations, 21 

organizations that had adopted ICT for five years had decreased competiveness, in 

terms of market shares or profits, or both. With regards to the resource based theory, 

ICT is a resource whose sustainable advantage cannot be maintained by organizations 

because it can be used by any organization (Floyd and Wooldridge, 1990; Demons 

and Row, 1991; Kettinger et al., 1994 quoted in Powell and Dent-Micallef, 1997). 

This is consistent with the findings of the study by Mata (1995), who found that 

adoption of ICT to create a sustained competitive advantage is not very easy as it 

relies on different factors, e.g. technical IT skills and managerial IT skills. 

Some empirical research found that ICT adoption affects organizational 

financial performance (Dew an and Kramer, 1918; Dimuvski and Skerlavaj, 2004; 

Navarette and Pick, 2002 quoted in Dimovski and Skerlavaj, 2004). The effects of 

ICT adoption on organizational non-financial performance was identified in a 

qualitative study by Rau (2003 quoted in Dimovski and Skerlavaj, 2004). This is 

consistent with the findings of the research by Hackler and Saxton (2007) that NPOs 

adopted ICT to enhance organizational capacity and sustainability of an organization’s 

mission and performance.  

 

2.6  NPO Performance Measurement 

 

There is a small amount of literature related to the performance of the NPO 

sector which is compared with that of the business sector. As for research in the field 

of NPOs, there is no single definition of the term performance (Forbes, 1998 quoted 

in Turbid and Laurin, 2009). This means that the measurement of NPOs’ performance 

should be further researched. Similarly, Morrison and Salipante (2007 quoted in 
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Turbide and Laurin, 2009) suggested that NPO’s performance is a multidimensional 

concept; there is no universal model to measure performance. 

Literature relating to NPOs shows that the concept of organizational 

effectiveness has replaced the concept of organizational performance   (Forbes, 1998; 

Murray and Tessie, 1994 quoted in Turbide and Laurin, 2009). Effectiveness is 

defined in terms of outcomes and goal accomplishments (Georgopolous and 

Tannenbaun, 1957; Etzionoi, 1964: Price, 1968; Campbell, 1977; Hall, 1978 quoted in 

Kanter and Brinkerhoff, 1981). Price (1972) defined organizational effectiveness as 

“The level of outcomes and the degree to which an organization is doing what it was 

setup to do accomplish its mission and meeting its objectives and the degree to which 

a social system reaches its goal.” 

There are research works that present performance measurement models or 

conceptual frameworks for multidimensional performance measurement in non-

financial and financial terms. This is consistent with ideas presented by many 

researchers (Kirca, Kotter and Andreasen, 1991, 2005; Brooks, 2008; Wood, Bhuian 

and Kiecher, 2000 quoted in Coombes, 2008) who agreed that when conducting 

empirical research, both financial performance and social mission achievement should 

be appraised in the measurement of NPOs’ performance.   

Robbins (1991) established approaches that comprise methods or concepts to 

appraise organizational effectiveness, as shown in Table 2.14. 

 

Table 2.14  Approaches to Organizational Effectiveness (OE) 

 

Approaches OE Definitions 

Goal-attainment 

 

An organization’s effectiveness must be appraised in terms 

of the accomplishment of ends rather than means. 

System The ability to acquire inputs, process these inputs, channel 

the outputs, and maintain stability and balance in the system  

Strategic-

constituencies 

Satisfying the demands of those constituencies in the 

environment from which the organization requires support 

for its continued existence. 
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Table 2.14  (Continued) 

 

Approaches OE Definitions 

Competing-value Synthesize the large number of OE criteria into four models, 

each of which is based on a given set of values. Each  set 

defines a unique organization effectiveness as follows: 

Human-relations model defines OE in terms of a cohesive 

(as means) and skilled (as an end) work force. 

Open-system model defines OE in terms of flexibility (as 

means) and the ability to acquire resources (as an end). 

Rational-goal model defines OE in terms of existence of 

specific plans and goals (as means) and highlight 

productivity and efficiency (as an end). 

Internal-process model defines OE in terms of people and 

control and stresses adequate dissemination of information 

(as means) and stability and order (as an end) in the 

assessment of effectiveness. 

 

Source:  Robbins, 1990. 

 

Callen, Klein and Tinkelman (2003) appraised organizational performance 

based on the following indicators: the rate of administrative expenses to total expense, 

the rate of fundraising expenses to total expenses, and the ratio of program expenses 

to total expenses. This was based on the assumption that these indicators are 

appropriate signals that NPOs’ social missions can be achieved if they have received 

sufficient financial support (Callen et al., 2003; Ritchie and Kolodinsky, 2003). This 

is consistent with findings of the study by Kirca (2005), Wood, Bhuian and Kiecher 

(2000), in which performance indicators of NPOs did not include net revenue, 

revenues divided by expenses, total expenditures, total funds raised, etc.   

Bradshaw, et al. (1992) indicated that measures of NPOs’ performance have 

two main characteristics: subjective performance measures and objective performance 

measures. As for subjective performance measures, they deal with self-reposed rating 
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by organizational members in terms of social outcomes, e.g., respecting the welfare of 

animals, raising people out of poverty through work, and feeding the hungry. 

Objective measures of performance are divided into three parts: measures of board 

performance in obtaining resources, measures of board performance in organizational 

attainment (effectiveness), and measures of board performance in transforming inputs 

into outputs (efficiency), which are difficult to measure in figures, e.g., the percentage 

of change in the annual budget in the previous three years. 

Nobbie and Brudney (2003) designed a conceptual framework for measuring 

organization effectiveness of NPOs and conducted a statistical test for a relationship 

with organizational performance. Appraisal of organizational effectiveness consists of 

1) Goal attainment – it assumes that organizational goals are clearly identifiable and 

specific and the goal approach leads to objective measures that are in line with 

organizational goals and serve as performance indicators; 2) Financial viability and 

resource acquisition – appraisal of the topics deal with productivity, profitability, and 

resource acquisition, whereby the indicators are revenue to expenditure ratios (a 

measure surplus or deficit) of NPOs for the previous five years. This was divided into 

two periods: Year 1 and Year 5. Statistical tests showed that they had no statistical 

significance. This implies that board performance has no significant effects or 

influence on the indicators; 3) Internal process – this is used for examining the 

relationship between the board of directors and CEO to see if internal strain, trust,  

benevolence, smooth information flow, and systematic decision-making are in the 

relationship. Therefore, the internal process is established to consider the governance 

procedure; 4) CEO job satisfaction – this is to appraise executives’ satisfaction with 

power and authority and responsibility delegated to the CEO by the board, the 

opportunities the CEO has to de creative work in programs and services, the 

discretion the CEO has to deal with problems, and the delegation of responsibilities 

between the CEO and the chairperson of the board; and 5) CEO performance – this 

deals with how the board would rate the performance of the CEO in terms of his or 

her  ability to work toward the goals of the organization without violating the 

organization’s policies.  

Sowa, Selden and Sandforth (2004) developed a multidimensional integrated 

model of nonprofit organizational effectiveness (MINOE) to serve as a framework for 
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appraising organizational performance. The two dimensions are management of 

systems and management of activities and programs, which are assessed based on 

capacity and outcome.  

Mwenja and Lewis (2009) established organizational performance attributes 

that are in line with strategies, consisting of the perception of board members’ view of 

the overall success in meeting organizational goals, the quality of services, increase or 

decrease in the numbers of programs, and the level of satisfaction by the clients. 

However, NPOs are non-profit organizations; therefore, they do not think 

about how to make more money. Their main goal is to achieve social objectives rather 

than financial objectives. That is, organizational goal achievement is appraised based 

on non-financial measures. More importantly, the ultimate goal of NPOs is the 

achievement of ultimate values to society, not non-sustainable profitability (Moore, 

2003). Most NPOs tend to link organizational performance to the outcomes of 

activities or work plans and organizational goals (IUCN, 2004). This does not mean 

that financial measures are not important. In NPOs, financial measures identify 

financial viability, cost of operations (Moore, 2003), and organizational effectiveness. 

Furthermore, financial measures of NPOs are scrutinized to ensure long-term survival 

(Rojas, 2000 quoted in Hodge, 2006). 

The literature review shows that indicators used in the measurement of 

organizational performance vary from NPO to NPO. Different types of measures are 

presented in Table 2.15, which shows that there is no best NPO performance appraisal 

criterion or criterion that is agreed upon by all NPOs. This depends on who appraises 

it and their interest with regard to its benefits and objectives.   
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Table 2.15  The Measurement of Organizational Performance in NPOs 

 

Measurement Scholars Analysis 

1. Non-financial 

1.1 Goal attainment, 

Mission achievement, 

the overall success in 

meeting organizational 

goals 

 

Robbins (1991), 

Bradshaw et. al. 

(1992), Siciliano 

(1996), Nobbie and 

Brudney (2003), Sowa 

et. al. (2004), Turbide 

and Laurin (2009),  

Mwenja and Lewis 

(2009) 

 

NPOs’ ultimate goals are social 

goals and mission achievement 

in terms of effectiveness, e.g.  

achievement of goals, work 

plans, programs, or  donations 

that are used according to 

objectives. 

1.2 Number of programs Mwenja and Lewis 

(2009) 

 

Over the years, some NPOs may 

have constant or slightly 

increased numbers of programs 

because they provide a single 

type of service, such as 

occupational training programs.  

Therefore, it should be 

scrutinized if there are more 

activities in the same program.  

1.3 Quality of services Mwenja and Lewis 

(2009) 

Hardly used in research. 

1.4 Internal process Nobbie and Brudney 

(2003) 

Hardly used in research. 

1.5 Stakeholders’ 

satisfaction 

(Donors/customers, 

volunteers, employees, 

public, government, 

community, etc.) 

Nobbie and Brudney 

(2003), Mwenja and 

Lewis (2009), Turbide 

and Laurin (2009) 

 

Stakeholders will have conflict 

or disagree with the objectives of 

measurement of organizational 

performance   and the collection 

of data from many sources is 

difficult.  
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Table 2.15  (Continued) 

 

Measurement Scholars Analysis 

2. Financial 

measurement 

Budget size, net 

revenues, net assets, total 

revenue to total expense 

ratio, total contribution 

to total revenue ratio, 

total expenditure, total 

funds raised. 

 

Bradshaw et al. 

(1992), 

Siciliano (1996), 

Wood, et al. (2000), 

Nobbie and Brudney 

(2003), Callen et al. 

(2003), Turbide and 

Laurin (2009) 

 

NPOs are nonprofit seeking 

organizations; they do not 

maximize financial performance. 

Financial measures will be proxy 

for financial viability and cost of 

operations (Moore, 2003). They 

are also scrutinized to ensure 

organizational long-term 

survival. 

 

In the highly dynamic, competitive environment and competition for 

resources, NPOs in Thailand would like to create a sustainable organization that can 

survive. This matches the findings of the study of Mort, McDonald and 

Weerawardena (2009) that suggested that the theme of NPOs is organizational 

sustainability and survival so as to continually deliver social values through social 

missions.  

 Therefore, the author employed measures identified in Table 2.15, which 

reflect sustainability and survival to appraise the performance of NPOs in Thailand. 

The indicators are goal achievement, budget size, as well as the number of 

programs/activities. The hypothesis is that social goals and mission achievement are 

measures of the levels of the achievement of goals, work plans, programs, and budget 

spending that are in line with organizational purposes. Comparisons will be made to 

compare the levels of achievement with those in the previous three years. Budget size 

indicates costs to run programs and activities of an organization that shows how the 

organization operates all the time. As for revenue, it is not an indicator because 

although some organizations, despite having a lot of revenue, do not include revenue 

to do budgeting to run activities. Percentage change in annual budget and numbers of 

programs and activities in the previous three years will be measured.  
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2.7  Conceptual Framework 

 

 The theories studied included the agency theory, the resource dependence 

theory, and the institutional theory, which were studied to create the concepts of board 

roles and responsibilities, leadership theory, and ICT adoption. These factors affect 

organizational performance. The conceptual framework serving as the guidelines for 

the research and hypothesis testing is shown in Figure 2.3, which is as follows:  

 

 

 

Figure 2.3  Conceptual Framework of the Study 

 

 The conceptual framework of the research focuses on the relationship between 

board roles and responsibilities, leadership styles, and ICT adoption. It was studied to 

see if they affect or are related to the organizational performance of NPOs in 

Thailand.  However, the research model did not involve an independent variable – 
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environmental turbulence, which is expected to directly affect board roles and 

responsibilities and leadership styles that affect NPOs’ performance. 

Based on the conceptual framework of the research, the research hypotheses 

will be tested. Independent variables include board roles and responsibilities, 

leadership styles, and ICT adoption. Dependent variables are organizational 

performance.   

 

2.8  Hypothesis Development 

 

The hypotheses of this research are based on the above-mentioned conceptual 

framework and are outlined below: 

H1: Board roles and responsibilities (R&R) is positively associated with 

organizational performance of NPOs in Thailand. 

H1.1: The mission and planning component of R&R is positively 

associated with organizational performance of NPOs in Thailand. 

H1.2: The relation and advocacy component of R&R is positively 

associated with organizational performance of NPOs in Thailand. 

H1.3: The fiscal and fund raising management component of R&R is 

positively associated with organizational performance of NPOs in Thailand. 

H1.4: The human resource management component of R&R is 

positively associated with organizational performance of NPOs in Thailand. 

H2: Leadership styles is positively associated with organizational performance 

of NPOs in Thailand. 

H2.1: Charismatic leadership styles is positively associated with 

organizational performance of NPOs in Thailand. 

H2.2: Transformation leadership styles is positively associated with 

organizational performance of NPOs in Thailand. 

H3: ICT adoption is positively associated with organizational performance of 

NPOs in Thailand. 

H3.1: The ICT adoption in communication and communication flow is 

positively associated with organizational performance of NPOs in Thailand. 
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H3.2: The ICT adoption in resource acquisition is positively associated 

with organizational performance of NPOs in Thailand. 

H3.3: The ICT adoption in stakeholder engagement is positively 

associated with organizational performance of NPOs in Thailand. 

 

 

 

 

 

 

 

 

 



 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

This chapter describes the research methodology used in this research which 

explores the dominant factors affecting the organizational performance of nonprofit 

organizations in Thailand.  The methodology used in the study included research 

design, unit of analysis, population and sampling, data collection procedures, data 

analysis and statistic, validity and reliability measurements, and operational definitions 

and measurement. 

 

3.1  Research Design 

 

The research is based on survey data collected from sample sets selected from 

the target population through both quantitative and qualitative methods. Quantitative 

and qualitative techniques were adopted with the assumption that both techniques 

would provide more reliable and valid information for data analysis. 

This research study focuses on the relationship of dominant factors which 

affect to organizational performance. Thus, the quantitative method was used as a tool 

for hypothesis testing and the qualitative method was used as a supporting technique 

describing the results of hypotheses to gain a deeper understanding. 

 

3.2  Unit of Analysis 

 

For this research study, all nonprofit organizations as a unit of analysis had to 

meet nine criteria: 1) organization, 2) private or nongovernmental, 3) non-profit-

distributing, 4) self-governing, 5) voluntary, 6) public services, 7) non-political, 8) 

non-religious, and 9) philanthropic. Thus, the nonprofit organizations (NPO) meeting 

these criterion represented the unit of analysis for this research study. 
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3.3  Quantitative Method 

 

This research study focuses on the relationship of board roles and responsibilities, 

leadership styles and ICT adoption to the nonprofit organization’s performance. Thus, 

the quantitative method was the main method used in this study. 

 

3.3.1  Target Population and Sampling 

The target population of this research study comes from two sources. First, 

NPOs that are registered with the Ministry of Social Development and Human 

Security. There were 3,549 nonprofit organizations, as of October 24, 2012. Second, 

the listed NPOs provided by the National Statistics Office (NSO), as of 2009. The 

target population of this research study is NPOs that met the nine specific criteria as 

defined in Section 2.1.2 “Definitions of NPO.”  Thus, nonprobability, purposive 

sampling procedures were utilized as the sampling objective of this research study. 

Several types of organization were excluded from the sample: hospitals; universities; 

organizations directly affiliated with colleges, universities, or public schools; 

neighborhood associations, and sport associations. 

There were 906 organizations remaining in the target population. Since it was 

expected that there may be some unreturned questionnaires and others that may be 

unusable, the study gathered the data from all the population sets. The target 

population can be the leaders or top management of the organization as follows: 

1) Chair of the foundation or association or board chair. 

2) Senior or top management, such as chief executive officer (CEO), 

executive director, managing director (MD), board member, manager, foundation 

secretary, or chief financial officer (CFO). 

3) Middle management, such as project manager, program manager, 

or department manager (e.g. humane resources, fundraising, public relations, etc.). 

 

3.3.2  Data Collection Design and Method 

This research study primarily relied on a mail survey for several reasons.  A mail 

survey enables the researcher to reach selected sample sizes using a minimal amount 

of time. A mail survey can reach a sample population that is widely dispersed and 
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difficult to find, such as busy executives and directors. A mail survey also offers 

anonymity to participants, which might increase the likelihood of an honest response.  

The questionnaire was distributed to 906 NPOs across the country. The date  

of collection  started on 10 December 2012 and ended on 31 March 2013.  The 

mailing list was from the Ministry of Social Development and Human Security, as of 

24 October 2012. For each organization, three sets of questionnaire were sent to 

obtain valuable data from respondents which are board chairs, top management and 

middle management. 

 

3.3.3  Questionnaire Design  

The survey packages contained a cover letter explaining the significance of the 

study, the importance of participation, timeliness, guarantee of anonymity and 

separate letters signed by the Dean of the Faculty of Public Administration. The 

questionnaires also emphasized that the purpose of the research study was not to 

evaluate the respondent’s performance, but to be used only for academic purposes. 

The questionnaire contained questions divided into five sections: 

Section 1  Demographic information of respondents 

Section 2  Roles and responsibilities of a board of director, as they perceived 

Section 3  Leadership styles of respondents and their immediate supervisor, as 

they perceived 

Section 4  ICT adoption 

Section 5  Organization information and organization performance, as they                  

perceived. 

A copy of the questionnaire, both in English and in Thai, is attached as 

Appendix B and the final set of questions used to guide the interviews is included as 

Appendix C.  

 

3.3.4  Data Analysis and Statistics 

Data gathered from the questionnaire surveys was mainly used for carrying 

out quantitative analysis for determining organizational performance at the 

organization level. A statistical technique, the Pearson Correlation Analysis Method, 

was used to examine and indicate the association or correlation of the relationship 



78 

between the dependent and independent variables which are the hypothesis testing. 

Multiple Regression Analysis was used to test the model to explain the dominant 

factors which effect organizational performance.  

 

3.3.5  Validity and Reliability Measurement 

3.3.5.1  Pre-testing of Questionnaire Survey  

The pre-testing of questionnaires was done in order to improve the 

quality of the instruments. The pre-testing questionnaire was sent to 100 target 

respondents, of which 53 completed questionnaires were used to conduct the pre-

testing.   

3.3.5.2  Validity and Reliability  

The validity of the questionnaire was analyzed by using the expert 

method, which is called content validity. Content validity is concerned with the 

adequacy of the items, that is, the extent to which a specific set of items reflects a 

content domain of the dependent variable (Kerlinger, 1973: 140). Therefore, the 

researcher tried to avoid subjective determination of the indicators to be measured.  

The use of multiple judges enhances the probability of developing valid measures. 

Vice Presidents, Assistant Vice Presidents, and the Thesis Committee were requested 

to examine and provide comments about the items in the questionnaires for content 

validity during the questionnaire development stage. 

An item analysis was conducted in all scales to determine the measure 

of internal consistency, known as the Cronbach’s Alpha measure. All scales in this 

study have acceptable Alpha Coefficients, as shown on Table. 3.1 

 

Table 3.1  Reliability of Instruments 

 

Scale Items Alpha value 

Board Roles and Responsibilities 1-16 0.92 

    Mission and planning 1-5 0.85 

    Relations and advocacy 6-8 0.67 

    Fiscal and fund raising management 9-12 0.86 

    Human resource management 13-16 0.78 
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Table 3.1  (Continued) 

 

  

Scale Items Alpha value 

Charismatic leadership 1-10 0.91 

    Leader extraordinariness 1-4 0.75 

    Leader archetypically 5-6 0.81 

    Reverence with awe  7-8 0.92 

    Passion 9-10 0.96 

Transformation leadership 11-26 0.96 

    Idealized influence 11-14 0.86 

    Inspirational motivation  15-19 0.93 

    Intellectual stimulation 20-22 0.92 

    Individual consideration 23-26 0.93 

ICT adoption 1-13 0.88 

     Communication and information flow 1-5 0.78 

     Resource acquisition 6-9 0.79 

     Stakeholder engagement 10-13 0.83 

Organizational performance 1-7 0.80 

 

The reliability of the measure scale for board roles and responsibilities, 

charismatic leadership, transformational leadership, ICT adoption and organizational 

performance was highly satisfactory, as indicated by a Combat’s Alpha value of 0.92, 

0.91, 0.96, 0.88 and 0.80, respectively. Therefore, the results of the reliability testing 

indicated that the questionnaire survey was highly reliable. Reliability for the 

measures of board roles and responsibilities, leadership styles, ICT adoption and 

organizational performance was assessed using the Cronbach’s Alpha method. Alphas 

meeting a criterion of > 0.70 are considered acceptable for demonstrating internal 

consistency among measurement items (Nunnally, 1978 quoted in Coombes, 2008) 

and are appropriate for inclusion in the analysis. 
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3.4  Qualitative Method 

 

3.4.1  Target Population and Sampling 

The NPO respondents were sampled based on the following characteristics: 

NPOs that have operated and provided social services for 10 years or more; are 

successful compared to similar organizations and provide assistance for other 

organizations in providing social services; and are recognized as philanthropic 

organizations that render public interest services for target groups, communities, and 

communities. The samples were diverse in terms of management approach, purpose, 

size, and target group for their services, as well as the nature of activities undertaken. 

New NPOs and small-scale NPOs were also involved in this research, as presented in 

Table 3.2 

 

Table 3.2  List of Key Informant NPOs and Their Profiles 

 

Organization Key informant Organization profile 

1. The Rural 

Reconstruction 

Movement 

Foundation (NPO1) 

Board 

Member/Managing 

Director 

Major task: Develop rural areas in 

terms of jobs, training, and health in an 

integrated way. 

Age: 46 years old.    

2. The Seub 

Nakhasathien 

Foundation (NPO2) 

Secretary General Major task: Conserve forests, wildlife, 

and natural resources, especially in the 

western part of the country. 

Age: 23 years old. Number of staff: 32  

3. The Raks Thai 

Foundation (NPO3) 

Communication and 

Resource 

Development 

Director, Human 

Resource Director 

Major task: Build the capacity of poor 

communities and the disadvantaged in 

terms of jobs, education, health, human 

rights, as well as disasters risk and 

environmental management in an 

integrated manner. 

Age: 16 years old. Number of staff: 250 
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Table 3.2  (Continued) 

 

Organization Key informant Organization profile 

4. The Foundation 

for Slum Child Care 

(NPO4)  

Secretary General, 

Manager 

Major task: Provide assistance for, and 

develop, small children (1-5 years old) 

in terms of health and education, and 

assist parents in slums or other 

communities across the country. 

Age: 32 years old.  Number of staff: 58  

5. The Duang 

Prateep Foundation 

(NPO5)  

Vice Secretary 

General, Public 

Relations Manager 

Major task: Provide assistance for, and 

develop, children in communities across 

the country in terms of health and 

education. 

Age: 34 years old. Number of staff: 111  

6. The Mirror Art 

Foundation (NPO6) 

Board Chair 

 

Major task:  Develop human rights, 

media and information technology, 

volunteers, as well as sharing of 

resources to build the capacity for 

learning and everyday life of people in 

rural and urban communities.  

Age: 22 years old Number of staff: 300  

7. The National 

Council on Social 

Welfare of Thailand 

Under the Royal 

Patronage (NPO7) 

Vice President, 

Executive Director. 

Group discussion 

with Office Chief, 

Center Chief, and 

administrative staff.  

Major task:  Provide assistance for 

people living with difficulties and the 

disadvantaged, such as children, 

women, the elderly, and disabled 

people; and support, promote, protect 

and develop society. 

Age: 53 years old. Number of staff: 200  

8. The Rainbow 

Sky Association of 

Thailand (NPO8) 

Executive Director Major task: Campaign for AIDS 

protection and human rights of gays, 

lesbians, bisexuals, and transvestites. 

Age: 11 years old. Number of staff:  35 
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Table 3.2  (Continued) 

 

Organization Key informant Organization profile 

9. The Change 

Fusion Institute 

(formerly Thai 

Rural Net: TRN) 

(NPO9) 

Director Major task: Develop innovations for 

problem-solving and social and 

environmental development with 

regards to information technology, 

organic agriculture, global warming, 

renewable energy, corporate social 

responsibility (CSR), and investment in 

social business of private companies, 

the government, and philanthropic 

people. 

Age: 10 years old. Number of staff: 20  

10. The 

Sathirakoses-

Nagapradjpa 

Foundation  

(NPO10) 

Managing Director Major task: Promote and develop art, 

culture, religious and alternative 

education affairs, as well as human 

rights.  

Age: 34 years old. Number of staff: 50  

11. The Sustainable 

Agriculture 

Foundation 

(Thailand) 

(NPO11) 

Director Major task: Study, research, and 

promote the learning process and 

knowledge of communities and 

networks in terms of sustainable 

agriculture and food security.  

Age: 15 years old. Number of staff: 10  

12. The Napamitr 

Foundation 

(NPO12) 

Secretary General Major task: Study and research global 

warming issues. 

Age: 4 years old. 

13. The World 

Vision Foundation 

of Thailand 

Governance 

Coordinator, 

Administration  

Major task:  Develop the quality of life 

of, and provide assistance for, the 

underprivileged, the disadvantaged, and  
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Table 3.2  (Continued) 

 

Organization Key informant Organization profile 

(NPO13) Division Manager, 

Website Marketing 

Manager 

people living in difficulties; develop 

children by supporting education, health 

care, and mental development; and 

provide assistance for families, 

communities, and disaster victims. 

Age: 40 years old. Number of staff: 800 

14. The Foundation 

for the Welfare of 

the Crippled 

(NPO14) 

Board Chair 

 

Major task: Provide medical 

rehabilitation, jobs, education, and 

social welfare for people with 

disabilities and their families. 

Age: 59 years old. Number of staff: 120  

 

3.4.2  Data Collection Methods 

In-depth interviews were conducted to gain a wealth of information that could 

be steep in detail and depth to clarify the results. The face-to-face interviewing lasted 

between 45 and 90 minutes. The interviewer or researcher took careful notes in 

addition to tape recording the interview to ensure accuracy. The author began each 

interview with a statement about the purpose of the research study. At the conclusion 

of the interviews, the results were transcribed into a report averaging about 12 pages. 

An independent transcriptionist was retained to type the interviews.  The author asked 

17 questions about board roles and responsibilities, leadership, ICT adoption, and 

organizations and organizational performance. 

In-depth interviews were conducted with leaders or top and middle 

management, such as president or vice president, board members, secretary or vice 

secretary general, executive or managing director, and manager. These people 

understand the direction, strategies, and performance of their organization. Furthermore, 

they are familiar with operations of the organization and push or set organizational 

direction. They are leaders who play significant roles in ICT adoption.  
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In addition to interviews, documentary or archival data were used to 

supplement other methods as a means of triangulation. The documents that were 

analyzed in this qualitative study included annual reports, brochures, archival 

documents on the Internet, case books, and academic publications. 

 

3.4.3  Data Analysis 

The data from face-to-face interview and documentary research were used to 

support and clarify the quantitative results for a more in-depth understanding. 

Typological analysis and the matrix technique were employed as an analytical tool to 

analyze and report data from the in-depth interviews, as outlined in the following 

stages:  Stage 1: Once all the interviews were completed, the preliminary data analysis 

efforts involved reading the transcript of each interview at least two times in its 

entirely and verify with the taken notes; Stage 2: Transcripts were organized or 

categorized based on three major factors and organizational performance; Stage 3: 

Analyze the actual word contents by the author and arrange the findings into the 

matrix of major factors and the additional revenue generating matrix. The matrix 

technique promotes pattern matching and the effective categorization of data. 

 

3.4.4  Validity and Reliability 

In order to validate the accuracy of the qualitative findings, the multiple 

methods of data collection utilizes triangulation of findings in order to be sure that 

finding and conclusions are valid and reliable (Yin, 2003). 

 

3.5  Operational Definitions and Measurement 

 

The conceptual framework of the research study depicts the relationship 

variables affecting the organizational performance of the NPOs in Thailand which 

comprise organizational performance as the dependent variable (DV) and the 

independent variable (IV) are board roles and responsibilities and leadership styles. 

The measurement of organizational performance used in this study was 

determined through  self-rating by  executive directors or managers (top or middle 

level) in each NPO  using a 4-point rating scale, anchored by 1-Extremly low, 2-Low, 

3-High and 4-Extremely high.  
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The measurement of board roles and responsibilities in this study was 

determined through self-rating by executive directors or managers (top or middle 

level) in each NPO by 4-point rating scale, anchored by 1-Strongly Disagree, 2-

Disagree, 4-Sometime and 5-Strongly Agree.  

The measurement of leadership styles in this study was determined through 

self-rating by executive directors or managers (top or middle level) and based on the 

Multifactor Leadership Questionnaire (MLQ) (Bass and Avolio, 1994) for Transformation 

Leadership and the Jayakody (2008) for Charismatic Leadership. For each of MLQ 

item was measured on 4-point Likert scale, anchored by 1-Not at all, 2-Once in a 

while, 4-Sometimes and 5-Frequently, if not always.  

The measurement of ICT adoption and use in this research study adopted from 

Zorn et al. (2011) and Hackler and Saxton (2007) were obtained from self-rating by 

executive directors or managers (top or middle level) in each NPO by 4-point rating 

scale, anchored by 1-Strongly Disagree, 2-Disagree, 4-Sometimes and 5-Strongly 

agree.  In order to decrease non-responses, and because it is conceptually distinct, 

participants were also given the option to note if the use of some ICT was ‘‘not 

applicable’’ to them. Such responses were recoded prior to analysis as “strongly 

disagree,” because they are, in effect, equivalent (e.g. an organization indicating that 

the use of ICT to recruit volunteers was not applicable to  them would also strongly 

disagree with the statement that they use ICT to recruit volunteers). 

The operational definitions and measurements of this research study are 

defined and illustrated in Table 3.3. 

 

Table 3.3  Operational Definitional and Measurements 

 

Dependent Variable Operationalization 

Organizational performance 

 1) Budget size 

2) Number of staff and volunteers 

3) Number of activities or programs 

4) Perform successfully in accordance with planning, 

objective, and mission. 

5) Perform in accordance with the funding received. 
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Table 3.3  (Continued) 

 

 

Independent Variable Operationalization 

Board roles and responsibilities 

1. Mission and planning 

 

1) Knowledgeable about the culture, history, and 

values of the community. 

2) Regularly reviews the mission and purpose of the 

organization. 

3) Spends adequate time discussing future needs and 

direction of the organization. 

4) Approves and monitors the organization’s programs 

and services. 

5) Sets annual goals or priorities in conjunction with 

the CEO and monitors progress toward them. 

2. Relations and Advocacy 

 

1) Maintains and establishes relationships with key 

constituencies. 

2) Is a vocal advocate for the organization 

3) Advocates or represents on behalf of key 

stakeholders, i.e. clients, donors, communities, 

organizations or the public. 

4) Enhances the organization’s public image. 

3. Fiscal and fund raising 

management 

 

1) Approves and allocate the organization’s annual 

budget that reflects priorities. 

2) Maintains an adequate financial reserve. 

3) Regularly receives and reviews reports on the 

financial status of the organization. 

4) Raises money or revenue from external sources. 

4. Human resource 

management 

 

1) Recruits and selects new board members and 

assesses board performance. 

2) Selects and hires the executive director or paid 

senior staff. 

3) Supports the executive director or paid senior staff 

and assesses his or her performance. 
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Table 3.3  (Continued) 

 

 

Independent Variable Operationalization 

Charismatic Style  

1. Leader extraordinariness 

 

1) My leader is in many ways above any ordinary 

person I can think of. 

2) My leader is in many ways a new ideal of human 

capabilities. 

3) My leader shows me the potential of human beings 

that I otherwise thought impossible. 

4) My leader is a new model of leadership, which I 

had not thought of previously. 

2. Leader archetypicality 

 

1) My leader meets my expectations about the kind of 

person that I expect him/her to be. 

2) My leader is the kind of person that I expect 

him/her to be. 

3) My leader is a model of the kind of person that I 

expect him/her to be. 

4) My leader displays the behavior of the kind of 

person that I expect him/her to be. 

5) My leader is an embodiment of the values of the 

kind of person that I expect him/her to be. 

6) My leader has the same outlook that I expect 

him/her to be. 

3. Reverence with Awe 1) When I interact with my leader, I feel obliged to 

respect him/her. 

2) When I interact with my leader, I feel driven by an 

inner regard for him/her. 

3) When I interact with my leader, I feel devoted to 

him/her. 

4) When I interact with my leader, I feel intimidated. 
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Table 3.3  (Continued) 

 

 

Independent Variable Operationalization 

4. Passion  1) When I interact with my leader, I feel energized. 

2) When I interact with my leader, I feel an 

awakening. 

3) When I interact with my leader, I feel enthusiastic. 

Transformation leadership  

1. Idealized Influence (II): 

Respect, trust, and faith 

1) Instills pride in others for being associated with 

them 

2) Goes beyond their self-interests for the good of the 

group 

3) Acts in ways that build others’ respect 

4) Displays a sense of power and competence 

5) Makes personal sacrifices for others’ benefit 

6) Reassures others that obstacles will be overcome 

2. Inspirational Motivation 

(IM): Inspiring others 

1) Talks optimistically about the future 

2) Talks enthusiastically about what needs to be 

accomplished 

3) Articulates a compelling vision of the future 

4) Expresses confidence that goals will be achieved 

5) Provides an exciting image of what is essential to 

consider 

6) Takes a stand on controversial issues 

3. Intellectual Stimulation 

(IS): stimulating others 

1) Re-examines critical assumptions to question 

whether they are appropriate 

2) Seeks differing perspectives when solving problems 

3) Gets others to look at problems from many different 

angles 

4) Suggests new ways of looking at how to complete 

assignments 

5) Encourages non-traditional thinking to deal with 

traditional problems 
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Table 3.3  (Continued) 

 

 

Independent Variable Operationalization 

4. Individualized 

Consideration (IC): 

coaching and development 

1) Spends time teaching and coaching 

2) Treats others as individuals rather than just as 

members of the group 

3) Considers individuals as having different needs, 

abilities, and aspirations from others 

4) Helps others to develop their strengths 

5) Listens attentively to others’ concerns 

6) Promotes self-development 

ICT adoption and use 

1. Communication and 

information flow 

1) Shares information such as files and data with other 

people within our organization. 

2) Communicates with other people within our 

organization. 

3) Shares information such as files and data with 

people outside our organization. 

4) Disseminates programs and social values. 

5) Improves the public image. 

2. Resource acquisition 1) Applies for government and private funding. 

2) Researches funding sources. 

3) Accesses government information. 

3. Stakeholder engagement 1) Provides training to others. 

2) Conducts advocacy campaigns. 

3) Acquires training from others. 

4) Makes computer technologies available to clients. 

5) Recruits staff and volunteers. 

 



 

CHAPTER 4 

 

 RESEARCH FINDINGS 

 

In this chapter, research findings are presented according to the framework 

and methodology which are outlined as below: 

The general characteristics of the samples: These are Gender, Age, Years in 

the Organization, Employment status, and Position 

The general characteristics of the organization: These are Organization age, 

Organization type, and Sources of funding 

Data Analysis and Hypothesis Testing: This is to determine the influence of 

board roles and responsibilities, leadership styles, and ICT adoption on the 

performance of non-profit organizations. 

Qualitative findings and discussions: This is to analyze and review the 

findings from in-depth interviews which can be used to support and confirm the 

results from quantitative analysis. 

 

4.1  The General Characteristic of the Samples 

 

This section will show the preliminary statistics in order to summarize the 

characteristics of the samples, who were the responders to the questionnaires. The 

responders were categorized into senior/top management (such as executive director 

or managing director, board member, and secretary general), middle management 

(such as project manager, and department manager), and chair of board. These groups 

of responders can be good representatives of their organizations because they 

understand and are able to contribute to the direction of organizational policy, mission 

and planning. In addition, they were also actively involved in the administration and 

management, resource allocation for projects and activities within the organization, 

and responsible for the organizational performance and achievement of the objectives. 

Furthermore, they were important leaders who had influence and power to decide on 

the application of technology within the organization while working closely with 
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other members of the senior management team, including the managing director, 

chairperson or president who could answer the questions related to their organization.  

Three sets of questionnaires were sent via post to each of the 906 non-profit 

organizations nationwide with a response rate of 24.83%, or 225 organizations. A 

total of 447 responded questionnaires were returned but 118 of these were incomplete 

and could not be used for analysis. So, the analysis was based on 329 questionnaires. 

Table 4.1 illustrates the basic demographic statistics of the responders, such as 

gender, age, position in the organization, years in the organization, and employee 

status.  

 

Table 4.1  Demographic of Respondents (N = 329) 

 

Characteristics Percent(N) Characteristics Percent(N) 

Gender  Employment Status  

   Male 42.60(140)    Full-time with salary 34.65(114) 

   Female 51.70(170)    Full-time with no pay 12.77(42) 

   No response 5.80(19)    Part-time with no pay 1.82(6) 

Age     Volunteer with no pay 44.68(147) 

   20 – 25 years 1.52(5)    Volunteer  with pay 4.86(16) 

   26 – 30 years 3.04(10)   

   31 – 39 years 10.03(33) Position  

   40 – 49 years 20.97(69)    Chair/Board Chair 32.82(108) 

   50 – 59 years 23.10(76)    Senior/top management 38.30(126) 

   >= 60 years 40.73(134)    Middle management 28.88(95) 

   No response 0.61(2)   

Years in the Organization    

   Less than 5 years 19.50(64)   

   5 - 15 years 45.30(149)   

   16 - 25 years 17.00(56)   

   26 – 35 year  7.90(26)   

    More than 35 year 2.40(8)   

Mean = 13.28, S.D. = 9.37, Min = 0.4, 

Max = 56 
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Table 4.1 shows that the responders or samples from non-profit organizations 

had similar gender distribution (i.e., 51.7% were female and 42.6% were male). The 

majority of these were aged 40 years or above and 63% were more than 50 years old, 

which was expected as the objective is to collect data from senior executives. 

Responders with years in the organization less than 4 years accounted for 

11%, while 66.99% had been with their organization between 4 and 23 years and 

14.3% worked for more than 23 years. The average number of years with an 

organization was 13.3 years. 

The employment status was divided into 5 groups and the analysis shows that 

most of the responders were volunteers with no pay (44.7%), followed by full-time 

employees with salary (34.7%). This is similar to the positions of the responders, 

which was divided into board hair, top management, and middle management, as 

most of the responders were board hair (32.8%). Some of them were board members 

and worked as volunteers with no paid for charitable or altruistic cause without any 

self-benefits 

Responders who were in top management positions accounted for 38.3%, 

which may include executive director and secretary general, and people in these 

positions would work full-time with salary and their roles would be to develop 

strategy, allocate resource for all the projects and activities, fundraising and screening 

projects before sending it to the board for final approval.   

 As a results, the basic demographic data will be skewed to the left which is 

associated with age, years with the organization, employment status and position, as 

previously explained and aligned with the study objectives which required data 

collection from organization leaders (e.g. board, senior and middle management) who 

are good representative of non-profit organizations as the unit of analysis for this 

study is the organization.  

In this study, the analysis of general characteristics of the organization was 

conducted from 329 respondents on organization age, organization type, and sources 

of funding, as shown in Table 4.2. 
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Table 4.2  The General Characteristics of the Organization  

 

Characteristic Percent(N) 

Organization Age  

   < 3 years 5.47(18) 

   6.83 – 40.82 years 71.12(234) 

   > 40.82 years 14.59(48) 

   No response 8.81(29) 

   Mean = 23.83, S.D. = 17.0, Min = 3, Max = 105  

Organization Type   

   Ranked #1
 
as a social welfare organization 21.00(212) 

   Ranked #2 as an educational organization 11.80(119) 

   Ranked #3
 
as a  health organization 11.40(115) 

   Others  55.80(74) 

Sources of Funding  

   Individual donators 45.29(149) 

   Government 19.45(64) 

   Private organization 6.38(21) 

   Others 27.88(95) 

 

Table 4.2 shows that most of the sampled non-profit organizations (NPO) in 

Thailand were in the group that has been founded for 7-41 years, or 24 years on 

average. There was only one organization which has been operating for 105 years 

while a number of older organizations were set up around 86 years ago. The youngest 

organization in this study was founded three years ago. From the average age of the 

organization, it can be seen that most of the NPOs in Thailand have been founded and 

operated for quite some time, whereas there were hardly any new NPOs included in 

this study.   

As for organization type, it was found that most NPOs provided services to 

their target population in an integrated manner which meant that a variety of services 

were provided in parallel. For example,  for the children population, services related 

to education and health were provided at the same time. From the statistics, the 
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organization emphasized social welfare the most (21%), followed by education 

(11.8%) and health (11.4%). 

Regarding sources of funding, the majority of NPOs in Thailand acquired 

funding for their activities from individual donors (45.3%) which is a traditional 

revenue generation method, followed by government grants (19.5%) and grants from 

private organizations (6.4%). However, resources generated from commercial 

activities contributed very little (3.0%). This meant that the majority of NPOs in 

Thailand still relied on traditional methods of resource generation and depended on 

donations and support from individuals and organizations who believed  the NPOs 

causes  will be beneficial to the public.   

 

4.2  Data Analysis and Hypothesis Testing 

 

This section shows the data analysis which advanced statistical methods were 

used to test the hypothesis in order to confirm and support the relevant theories 

obtained from literature review. There were nine hypotheses in this study, as shown in 

Chapter 3.  

 

4.2.1  Correlation Coefficient and Descriptive Statistics   

The Pearson’s Correlation analysis method was applied to investigate the 

correlation between independent and dependent variables. The results are presented as 

mean, maximum value, and correlation coefficient (r-value) in Table 4.3 below. 

 

Table 4.3  Description Statistics and Correlations Matrix 

 

Variables 1 2 3 4 5 6 7 8 9 10 

1. BMAP 1          

2. BRAA .560** 1         

3. BFFM .572** .506** 1        

4. BHRM .594** .549** .680** 1       

5. CHLS .490** .365** .392** .468** 1      

6. TFLS .463** .345** .327** .364** .692** 1     

7. ICTC .364** .333** .274** .371** .320** .327** 1    
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Table 4.3  (Continued) 

 

Variables 1 2 3 4 5 6 7 8 9 10 

8. ICTR .272** .270** .341** .346** .309** .334** .520** 1   

9. ICTS .365** .366** .374** .417** .333** .294** .630** .667** 1  

10. OPM .274** .252** .284** .308** .364** .320** .300** .235** .280** 1 

      Mean 21.10 62.30 16.41 15.906 40.38 50.74 20.52 15.41 11.97 13.32 

      S.D. 3.50 2.20 3.21 3.24 7.12 8.53 3.86 3.49 2.56 3.19 

      Min 5.0 3.00 4.00 4.00 10.00 23.00 5.00 4.00 3.00 0.00 

      Max 25.0 15.00 20.00 20.00 50.00 60.00 25.00 20.00 15.00 20.00 

 

Note:  ** Correlation is significant at the 0.01 level (two-tailed) 

 

Abbreviation: 

BMAP  =  Mission and Planning 

BRAA  =  Relations and Advocacy 

BFFM  =  Fiscal and Fund Raising Management 

BHRM  =  Human Resource Management 

CHLS  =  Charismatic Leadership Style 

TFLS  =  Transformation Leadership Style 

ICTC  =  Communication and Information Flow 

ICTR  =  Resource Acquisition 

ICTS  =  Stakeholder Engagement 

OPM  =  Organizational Performance 

 

Table 4.3 showed that Charismatic Leadership (r = .364), Transformational 

Leadership (r =0.320), board role and responsibility in human resource management 

(r = .308) and ICT adoption in Communicating and Information Flow (r=0.300) had 

positive and moderately significant relationship with Organizational performance (p-

value = 0.01, 2-tailed). Whereas five other factors, which were Board role and 

responsibility in Fiscal and Fund-raising Management (r=0.284), Stakeholder 

Engagement (r=0.280), board role and responsibility in Mission and Planning 

(r=0.274), Board role and responsibility in Relation and advocacy (r=0.252) และ ICT 

adoption in Resource Acquisition (r=0.25) had positive but weakly significant 
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relationship with Organizational performance (p-value = 0.01, 2-tailed). This is shown 

in Table 4.4. 

 

Table 4.4  Summary of Strength of Relationship 

 

Strength of Relationship Variables 

Strong 

(-1.0 to -0.5 or 0.5 to 1.0) 

 

 

 

Moderate  

(-0.5 to -0.3 or 0.3 to 0.5) 

Charismatic Leadership Style (r = 0.364) 

Transformation Leadership Style (r = 0.320) 

Board in Human Resource Management  

( r= 0.308) 

ICT adoption in Communication and Information Flow (r = 

0.300) 
 

Weak  

(-0.3 to -0.1 or 0.1 to 0.3) 

Board in Fiscal and Fund-raising Management  

(r = 0.248) 

ICT adoption in Stakeholder Engagement 

(r = 0.280) 

Board in Mission and Planning (r = 0.274) 

Board in Relation and Advocacy (r = 0.252) 

ICT adoption in Resource Acquisition (r = 0.250) 

 

None or Very Weak  

(-0.1 to 0.1) 

 

 

From Table 4.4, it can be seen that every independent variable had a positive 

correlation with the dependent variable and confirmed the theories obtained from 

literature review. Pearson’s correlation analysis method can be used to verify  whether 

independent and dependent variables were significantly correlated or not and whether 

it was positive or negative. However, the relationship may occur as a result of 

Confounding Variables. Because of this, the results in Table 4.4 cannot be used to 

‘predict’ the effect of the independent variables on organizational performance. 

However, the information can be used to develop the best possible prediction model 

using Stepwise regression analysis. This method was used for this study.  
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4.2.2  The Effect of Board Roles and Responsibilities, Leadership Styles 

           and ICT Adoption on Organization Performance 

The results from Pearson’s correlation analysis method showed that all of the 

independent variables correlated with the perception of organizational performance. 

Stepwise Regression Analysis was also employed to predict the influencing factors 

which can affect organizational performance at a p-value of 0.05. There were three 

main independent variables:  

1)  Board Roles and Responsibilities: This consists of Mission and 

Planning, Relations and Advocacy, Fiscal and Fund-Raising Management, and 

Human Resource Management.   

2)  Leadership styles: This consists of Charismatic Leadership Style 

and Transformational Leadership Style.  

3)  ICT Adoption: This consists of Communication and Information 

Flow, Resource Acquisition, and Stakeholder Engagement. 

All of the independent and dependent variables were input for regression 

analysis for which there were no multicollinearity problem. From Table 4.5, it showed 

that the Variance Inflation Factor (VIF) was below 5.0 and the Tolerance Value was 

less than 1.0. 

 

Table 4.5  The Results of Multiple Regression Analysis for Board Roles and  

                  Responsibilities, Leadership Styles and ICT Adoptions Predicting  

       Subjective Measures of Organizational Performance of NPOs. 

 

Factors Beta t Sig. SEest Tolerance VIF 

Charismatic Leadership Style .252 4.495 .000 .025 .797 1.254 

Communication and 

Information Flow 

.182 3.390 .001 .044 .871 1.148 

Fiscal and Fund Raising 

Management 

.136 2.455 .015 .055 .821 1.217 

R = .430, R Square = .185, adjusted R Square = .177, F = 24.558, SEest = 2.89 

a. Dependent Variable: organizational performance 

* Statistical Significance at the .05 level 
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Table 4.5 shows that out of nine independent variables, three variables are 

positively associated with organizational performance. The variables include the 

charismatic leader style, communication and information flow, and fiscal and fund-

raising management. The charismatic leadership style is positively associated with 

organizational performance (Beta = .252), followed by the communication and 

information flow positively (Beta = .182), and fiscal and fund-raising management 

(Beta = .136). These three independent variables have correlations with organizational 

performance at a moderate level (R= .430). They can predict dependent variables with 

a statistical significance at the .05 level. Their overall predictive strength is 

approximately 19% (R Square = .19), with a standard error of estimation of 2.89 

(SEest = .18). The predictive equation is as follows:  

 

Standardized equation: Z' = .252 (charismatic leadership style) + .182 

(communication and information flow) + .136 (fiscal and fund-raising management). 

 

 The standardized regression coefficient (beta weights) of the charismatic 

leadership style is .252. The increase of 1 unit in the charismatic leadership style 

indicates the increase of .252 units in organizational performance. The significance 

test shows that the hypothesis is accepted (P < 0.05). This implies that NPOs’ focus 

on leadership styles and possession of charismatic leadership (for example, courage, 

risk-taking, self-sacrifice, doing unexpected things, breadth of vision, thorough 

knowledge and experience, high ethical standards, high socioeconomic status, fame 

and honor, and reputation) result in followers having reverence with awe for, and faith 

in, leaders. Apart from driving followers to work, copy their leaders’ behavior, and 

devote themselves to work, these characteristics can create creditability and respect 

for the leaders by outside organizations. These result in positive changes in 

organizational performance. 

The standardized regression coefficient (beta weights) of communication and 

information flow is .182. This shows that an increase in 1 unit in communication and 

information flow indicates the increase of .182 units in organizational performance. 

The significance test shows that the hypothesis is accepted (P < 0.05). This manifests 
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that NPOs that promote or adopt ICT on communication inside and outside the 

organization (for example, to disseminate organizational information, e.g. 

organizational purposes, projects, or activities) can create awareness among 

stakeholders. Also, the use of emails for communication can achieve faster 

communication and save costs. These make positive changes in organizational 

performance. 

The standardized regression coefficient (beta weights) of fiscal and fund-

raising management is .136. This suggests that the increase of 1 unit in fiscal and 

fund-raising management indicates the increase of .136 units in organizational 

performance. The significance test shows that the hypothesis is accepted (P < 0.05), 

which implies that NPOs whose board is responsible for overseeing and monitoring 

organizational spending to ensure its consistency with organizational direction and 

purposes, supporting fund-raising, or donating can make positive changes in 

organizational performance. 

From this analysis, the results supported only three hypotheses, as shown in 

Table 4.6  

 

Table 4.6  Summary of Results of Hypotheses Test 

 

Hypotheses Results 

H1.1: The Mission and Planning is positively associated with 

organizational performance of NPOs in Thailand. 

 

Not Supported 

H1.2: The Relation and Advocacy is positively associated with 

organizational performance of NPOs in Thailand. 

 

Not Supported 

H1.3: The Fiscal and Fund Raising Management is positively 

associated with organizational performance of NPOs in Thailand. 

 

Supported 

H1.4: The Human Resource Management is positively associated 

with organizational performance of NPOs in Thailand. 

Not Supported 
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Table 4.6  (Continued) 

 

 

Hypotheses Results 

H2.1: Charismatic Leadership Style is positively associated with 

organizational performance of NPOs in Thailand. 

 

Supported 

H2.2: Transformation leadership style is positively associated with 

organization performance of NPOs in Thailand. 

Not Supported 

H3.1: The ICT adoption in Communication and Information Flow 

is positively associated with organizational performance of NPOs 

in Thailand. 

 

Supported 

H3.2: The ICT adoption in Resource Acquisition is positively 

associated with organizational performance of NPOs in Thailand. 

 

Not Supported 

H3.3: The ICT adoption in Stakeholder Engagement is positively 

associated with organizational performance of NPOs in Thailand. 

Not Supported 

 

From Table 4.6, the results of the multi-regression analysis demonstrate that 

there are significant positive impacts on organizational performance. Three out of 

nine independent variables have positively impacted on dependent variable, while the 

other six independent variables – mission and planning, relations and advocacy, 

human resource management, transformational leadership style, resource acquisition 

and stakeholder engagement have impacts on organizational performance without 

statistical significance. These six independent variables have low impacts, so they can 

be considered to have no impact. 

This section presents the results of quantitative research from all independent 

variables in the conceptual framework. The charismatic leadership style positively 

impacts on organizational performance the most, followed by ICT adoptions on 

communication and information flow, and fiscal and fund-raising management. Other 

independent variables that have no impact on organizational performance include 

mission and planning, relations and advocacy, human resource management, 

transformational leadership style, resource acquisition and stakeholder engagement. 
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Also, in-depth interviews, a qualitative research method, will be conducted with NPO 

senior executives to explain the reason of quantitative research results. Findings from 

the qualitative research method will be presented in the next section. 

 

4.3  Qualitative Findings 

 

Based on findings from the fourteen NPOs and answers from key informants 

during interviews and document research confirm that boards focus on fiscal and 

fundraising management and senior executives and managers responsible for strategic 

planning, resource allocation and play active roles as the representative of 

organizations, leaders in board level and management level has charismatic leadership 

style but different in the qualification of charisma and NPOs have adopted ICT for 

communication and information flow to support their operations as shown in Figure 

4.1. Further more, the nature and practice of organizations (e.g. organizational 

structure, management system and revenue generations and sources) will be 

elaborated in order to create a basic understanding and reasonably explain findings.  

 

Save costs and promote 

efficiency.

Visible to society and expose 

to donors and supporters 

which is conducive to 

resource support.

Build respectability and 

creditability leading to more 

donate and support.

Result in motivation, 

aspiration, admiration and 

reverence of followers 

leading to slf-sacrifice, role-

model and cohesion.

Build creativity, innovation, 

productivity and adaptability.

Bring external resources 

using connections.

Advice and consult can help 

to improve organizational 

performance.

The nature and practice of NPO
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Senior executive and 

management level
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taking
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experience
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Board level

· Approve plan and budget
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others
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· Formulate, review and 

revise strategic plan

· Mange resources i.e. money 

and staff

· Raise fund and generate 
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· Represent the organizationTransformational leadership

ICT adoption

Communication and 

information flow

· Disseminate organization profile (i.e. history, 

ideas, vision, mission and objective), program 

and activities via web sites and social media

· E-mail, Virtual meeting

· Intellectual stimulation

Organizational structure
Board Level (Governance), 

Senior executive and management level 

(Administrative and Operation)

System management
Board Composition, Decision-Making Process, 

Governance Models (Corporate Governance, Driving 

Force and Network Models)

Revenue generation and sources

Special events (concerts, art auctions, Red Cross 

Fairs), Commercial activities,

Proposal, Donation, Corporate Social 

Responsibilities (CSR)

Organizational 

Performance

 

 

Figure 4.1 Board Roles and Responsibilities, Leadership Styles, ICT Adoption and  

                  Organizational Performance 
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The following subsections revealed the detailed analysis and findings what 

key factors are, why and how they influence on organizational performance which 

will be discussed in the discussions of findings section. From the qualitative study, the 

following were the key findings. 

 

4.3.1  Board Roles and  Responsibilities 

From the conceptual framework which focused on studying the governance 

layer, looking at the roles and responsibilities of the board of directors which consist 

of: 1) mission and planning; 2) relations and advocacy; 3) fiscal and fundraising 

management; and 4) human resource management. From in-depth interviews of 

leaders and executives of NPOs, it was found that most board of directors have the 

following roles and responsibilities: 

4.3.1.1 Approving Organizations’ Strategic and Action Plans: The 

management team is responsible for developing work plans for all the activities 

together with the program leaders and senior management as they will have a better 

overall understanding of the needs of the organization. After that, the secretary 

general, executive director, or managing director will screen and initially approve the 

plan, which will then be presented to the board for final approval. In the approval 

process, the board will provide advice and recommendations before approving the 

annual plan and budget in principle, as mentioned by one of the managers at the 

Foundation for Slum Child Care on Friday the Fourth of June 2013:  

 

… Every year, directions and objectives are proposed and the 

members in the Managing Committee who closely monitor the 

situation are the chairman, vice chairman and secretary general. All the 

members in the ‘Big Committee’ will be at the meeting to approve the 

plan and budget. On the other hand, the management committee will 

provide advice and steer us in the right direction. When we are 

confident that the plan will get approved, we are all happy to give our 

all. If there are problems, we will seek their advice. (Sinda 

Rangsikanpoom, Interview, 2013) 
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4.3.1.2  Introduce and Create Connections: This may relate to external 

people or resources in order to support the fundraising activities. Most of these will be 

a ‘door-opener’ for the organization which can help find new sources of funds by 

building new connections. The connections of board members who come from a 

variety of backgrounds can help these activities or even donate the funds themselves. 

On Friday the Twenty-second of June 2013, the HR director at Raks Thai Foundation 

said that: 

 

… Some board members show support by presenting us with 

opportunities or by introducing some people with ‘prospects’… 

fundraising is about making connections and in some cases the 

members even dialed the numbers for us. Sometimes the donation was 

made directly from a board member… (Yuvaluck Hemmavibul, 

Interview, 2013) 

 

Similarly, the Secretary General of the Seub Nakhasathien Foundation 

explained on Tuesday the Eleventh of June 2013:  

  

…They (board members) will usually have some good advice or 

connections for us. If we have a member who is a government officer 

in the National Park Department, it can lead to confidence. If the 

members can lead us to someone rich or an elite group, then we can 

access investors… (Sasin Chalermlarp, Interview, 2013) 

 

4.3.1.3 Advise, Recommend and Help to Define Organization’s 

Directions: For this role, the board must depend on the knowledge and experience of 

their own expertise and background. From an interview with a senior executive, it can 

be concluded that the board will help in providing direction or overall guidance, or to 

the proposed plan and programs presented by the management team. When advice is 

given, it is usually very good, detailed and precise.  

 

…During the annual general meeting, the board will ask what the 

foundation is doing, and then they will make some suggestions or 
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provide advice. Then we will present the policy plan to them and they 

will provide some feedback before approval. For the budget plan, the 

program leaders will be the one who develop their own plan and 

present it to the department head who will then propose it to the 

secretary general as the first screener. After that, it will be presented to 

the board for their consideration. (Penwadee Saengchan, Interview, 

2013) 

 

4.3.1.4  Represent the Organization to create Visibility to the community 

and public: For example, a manager from the Foundation for Slum Child Care 

mentioned, “…the chairman who was involved in the Project Honesty in Children has 

a goal to take us out to participate with other civil groups…” or in the case of a 

Director at the National Council on Social Welfare of Thailand Under the Royal 

Patronage, he said that “when there is an event, we (board members or president) 

attend.” 

From qualitatively analyzing the findings using in-depth interviews in 14 

NPOs, classification can be made for the roles and responsibilities of board of 

directors for NPOs in Thailand. The following synthesis can be made, as shown in 

Table 4.7. Further more, the research findings show that senior executive and 

management levels are responsible for strategic formulation, resource management, 

fundraising and organization’s representative. The senior executive and management 

levels of NPOs used the same strategies or methods to generate their resources and 

incomes as follows: 

1) Writing project proposal to seek funding support from 

government agencies and oversea organizations. 

2) Seeking donations from the individuals and organization 

through donation from direct mails, boxes and special events. 

3) Organizing commercial activities to generate incomes from 

fees, goods and services. 

4) Seeking cooperation from private or business sector 

through Corporate Social Responsibility (CSR) projects. 
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Table 4.7  The Analysis of Roles and Responsibilities of the Board of Directors in  

                  NPOs 

  

 

NPO 

Roles Responsibilities 

Advisory and  

Approver 

Mission and 

Planning 

Relations and 

Advocacy 

Fiscal and 

Fundraising 

Management 

Human 

Resource 

Management 

1. X   X  

2. X   X  

3. X X  X X 

4. X X X X X 

5. X   X  

6. X   X  

7. X  X   

8. X     

9. X     

10. X     

11. X   X  

12. X   X  

13. X X  X X 

14. X X X X  

  

As seen in Table 4.7, the board has an important role in providing 

recommendations, consultation, and guidance whether it is in a formal meeting or 

informally, which includes personal contact with the staff. One of the main 

responsibilities of the board include fiscal and fundraising management by approving 

work plans and the budget which align with organizational direction and support 

fundraising activities within the NPO. In addition, the board is also responsible for 

setting the direction and policies for the organization and building connections for 

promoting resource generation activities within the organization.  

 

4.3.2  Leadership Style 

From the in-depth interviews conducted with leaders and executives in NPOs 

about leadership style, the informants explained leadership styles in multiple aspects, 

such as personalities, behaviour, beliefs and feeling about the leaders. From the 
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review of literature, it was also found that most of these can be classified as a 

Charismatic Leadership Style, of which an analysis was made using qualitative 

method according to the conceptual framework as set forth in Table 2.9 “The 

Convergence of Charismatic Leadership.”  

4.3.2.1 Extraordinariness: This type of leader has extraordinary 

characteristics, is influential, or is very resourceful and popular. An informant in NPO 7 

mentioned that “…Influence in fundraising or in securing donations for the organization, 

being popular, gracious, friendly, sympathetic (are important)…” The comment is 

similar to another informant from NPO 14 who said that, “… (I) need to be influential 

otherwise no one will pick me to be the chairman. If you are not influential, you need 

to be popular amongst your peers and knowledgeable. The time has changed and it’s 

not like anyone with high social status can become (board chairman)…” In addition, 

you also need to be brave to face tough challenges, as mentioned by an informant 

from Raks Thai Foundation on Friday the Twenty-second of June 2013, who stated: 

 

…As the organization leaders need to work with their target 

population which can be hard to access, such as drug addicts, migrant 

workers, and people in border areas, it’s my view that these are 

‘fragile’ population groups which are at risk of being impacted. 

Because of this, I feel that it’s difficult to perceive (the view of) the 

people that we would work with but we need to face the challenge. 

(Prasong Lertpayub, Interview, 2013) 

 

For risk-taking or doing something unexpected, an informant from NPO 

10 explained,  “…if we take Ajarn Pridee Phanomyong, no-one else can do it because 

it’s sensitive in Thai society… in the beginning, Ajarn Suluck understood him and 

when a mistake was made she  apologized. No one would dare speak about the 

King’s death in Thailand...” In the case of Mr. Mechai, who is the leader of PDA, he 

was active in the prevention of HIV/AIDS using unconventional method that no one 

expected. The same can be said about how he rode a buffalo to a government agency 

to present his ideas or how he gave out free condoms to the public in order to 

emphasize the intention of PDA to prevent the spread of HIV. He even produced  
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chocolate-flavored condoms to give out in a Parliament meeting in 2004. It became 

big news then and he received well-deserved praise in the prevention of HIV/AIDS 

infection.  (Arpapat Mungthanya, 2005). 

Being a visionary will allow the leaders to explain their vision so that 

others can see as he sees it. An informant from NPO 4 said that “From Ajarn Juree, 

staff will feel that she has a great vision. So anything that we propose, she can reflect 

back very clearly (on what she felt about the proposal)...” This aligns with another 

informant from NPO 14 who explained, “…we need to have vision in order to use 

technology to allow disabled children to overcome their difficulties. Now there is a 

contest on how to invent a ‘book page turner’ for children with amputated arms…” 

Also, we need to learn new things in  society or see the future as elaborate by an 

informant from Sathirakoses-Nagapradjpa Foundation on Friday the Twenty-eighth of 

June 2013: 

 

…Another thing about Ajarn Suluck is that she liked to learn about 

new ideas in  society. She always brings in these new things quicker 

than others. For example, she has been talking about alternative education 

for 30 years already and then Dr. Prawase took up the Spritiual 

Wisdom Education… (Somboon Chungprampree, Interview, 2013) 

 

Sacrifice and patience are also important attributes when working for 

charitable organizations. The leaders should be social activists with an unaltered 

commitment and principles. For example, Khun Rojana Phreasrithong, the Director of 

Ban Tan Nam Jai which is a subsidiary of Duang Prateep Foundation (Bundit 

Shovityakool, 2008), expressed her sacrifice and patience during the tsunami mission 

in the South of Thailand which has the objective of providing psychological 

rehabilitation to children who lost their parents and relatives and help them to 

continue living in  society through a number of initiatives, including the Life Skill 

project which Khun Rojana needed to relocate to Phang-nga for two years from 

Klongtoei. However, other staff rotated and only worked there for three month per 

rotation. She had to work in an area which was affected by the tsunami and, therefore, 

the area was difficult to work in and she needed to work with several groups of 
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affected people who may have different needs. In addition, she has to travel between 

several areas including Bann Muang, Bann Tap Tawan, and Phu Tiao, which at that 

time the roads were severely damaged.  

Knowledge, capabilities, and evidence-based decision-making are also 

important in leadership and they need to understand and have real experience, as 

explained by an informant from NPO 5, “…The stories that you presented were from 

your own direct experience and you really grew up in under-privileged conditions. So 

when you are involved in helping poor people, it makes me believe that you really 

understand them…” This is similar to another informant from NPO 7 which stated 

that, “… (You) have real capabilities. Come and help us. (We) need leaders who are 

knowledgeable and give attention to details about the things that we want to 

implement…” In addition, the leaders should be popular, charming, friendly, and 

sympathetic. 

Leaders should also have sensitivity to the environment, which include 

social and cultural aspects of the community in order to be able to achieve the 

objectives. For example, the population and family planning service by PDA was 

initiated by Mr. Mechai, who was aware and understand  Thai culture and traditions 

that contraceptives were considered to be a personal matter and should not be talked 

openly in public. Furthermore, Thai people 40 years ago were not familiar with 

contraceptives, nor aware of the problems of having too many children. As a result, 

Mr. Mechai adapted the strategy to promote family planning and contraceptive using 

several methods, such as free condom giveaways wherever you meet in order to 

change the perception that condom use is normal.  

The use of various networks can be employed to utilize external 

resources, such as capabilities, labors, and skills from other organizations. An 

informant in NPO 14 mentioned, “…We asked the provincial office of the Ministry of 

Social Development and Human Security to conduct home visits in order to monitor  

the needs of services related to social welfare in the community. We wanted to know 

what we need to add so that we can make a request (to the ministry).” 

In addition, it was also found that most of the leaders in NPOs tend to 

empower or share power between senior management (e.g., secretary general and 

directors) and operational layer (e.g., staff) in order to allow the middle management 
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people to work to their full capacity and be proud of their achievements. An informant 

from NPO 4 said that they had leaders that were not dictatorial but more like friends 

who provide support and useful advice. The management empower the staff at all 

levels by giving them responsibilities to make decisions related to the work, including 

planning and resource allocation. Once this is developed, they can have some 

discussions with the senior management in order to fine-tune their proposals before 

presenting them to the board for approval.  

4.3.2.2 Archetypicality: A number of informants believed that their 

own leaders were good examples for their staff. An informant in NPO 10 felt that his 

leader was like a teacher to him and to be a teacher is to be a good example to her 

students. Another informant from NPO 3 explained that his most senior leaders were 

good role models down the chain of command down, from management to the 

operational level staff, and the staff must also be good examples to the community, 

which is important. This view is similar to the informant from NPO 4 who said that, 

“… leadership is not just about giving out orders but they need to participate with the 

team so they can see and learn with us which will make everyone feel that they are on 

the same team.” In other words,  the president and secretary general must show 

leadership by being a good role model or lead by doing, which means that they 

participate in the activities and work with staff at all level in order to show them how 

to succeed. The staff will show their acceptance, admiration, and respect. 

4.3.2.3  Reverence: The informants mentioned that their leaders 

allowed the staff to participate and the leaders also contribute to their work. An 

informant from NPO 4 said that, “… leadership is not just about giving out orders but 

they need to participate with the team so they can see and learn with us, which will 

make everyone feel that they are on the same team.” An informant from NPO 5 was 

also impressed with her leaders:  “… I’m impressed with Japanese people. They 

actually do things and not just talk and let their staff do the work...”    

Leaders must have honesty, transparency and act according to the 

organization’s objectives. An informant from NPO 14 mentioned that, “… (You 

must) have honesty and integrity. In NPOs, you must be accountable to  society and 

allow them to check. You cannot distort anything and you must do things with the 

organization’s objectives in mind. ” 
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In addition, the informants also explained about respect, trust and pride 

towards their own leaders, as mentioned by an informant from NPO 3:  “… when we 

can encourage the committee members to be involved in the activities and make them 

feel that they are proud to be part of this organization, then that would also make me 

proud, excited and enthusiastic.” Trust is also important in leadership, as the staff 

would feel safe that their leader would not lead them into trouble. The leader must 

have good intentions and help the organization. Also, the leader must build faith as 

explained by an informant from NPO 8,   “… if we have faith in this person and if we 

trust and believe in their decision then we will believe that whatever he does, he will 

not harm us for sure…” This is similar to an informant from NPO 1: “… I was a 

student of Ajarn Puey, directly, so we must have faith in our organization leader.” 

These personal characteristics, behaviour and other feelings which have been 

mentioned will lead to reverence of the leader, eventually. 

4.3.2.4 Passion: The informants mentioned that they could feel the 

energy and confidence of the leader, as explained by an informant from NPO 4, “… 

he was able to reflect it back clearly which will give the staff the energy and 

confidence to work. When they saw this, they felt that their work was complete…” 

An informant from NPO 7 talked about determination in their work, “… we were 

impressed about your capabilities and sacrifice as well as your determination. It 

makes us feel that we also want to be as determined as you to work for  society…” 

As for the form of transformational leadership, the interviews revealed 

that not many informants mention about the behaviour of their leaders, such as 

inspirational motivation, intellectual stimulation, and individualized consideration. An 

informant from NPO 3 explained that, “… There are still some concerns with your 

direct report and how each staff will turn out and whether they can adapt to my style 

of leadership…” 

For examples, in NPO 4, they have a very influential leader, but at the 

same time their leader has transformational leadership as well, particularly with 

respect to intellectual stimulation. So, this leader didn’t use his power to order, but he 

was opened to let his staff voice their opinion, present new ideas, and solve their own 

problems. However, help can also be provided when needed.  
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The characteristics of leadership mentioned above can lead to a process 

for the exchange of ideas between staff and the management team. This can lead to 

creativity and innovation. Furthermore, the process can promote recognition, good 

intentions, and dedication amongst the staff towards delivering services to the 

community and society, and eventually leading to higher productivity and better 

impact to society. In an organization of 55 staff, they help a number of communities 

to set up their houses to be infant day care centers. There are other Child 

Development Centers in about 100 houses which have done this for almost 10 years. 

At the same time, the organization acts as a role model and disseminates the know-

how to other teachers and care centers who can then teach others by themselves. So, 

the organization networked with these new centers who can also create their own 

network and, therefore, increase the number of day care centers in the communities 

and create income for the careers. From this innovation, the organization was able to 

provide day care service to 800 infants and this number is still increasing.  

By analyzing the findings from in-depth interviews with 14 NPOs, 

leadership shown in these organizations can be categorized and synthesized in 

manners shown in Table 4.8.  
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Table 4.8  The Analysis of Leadership 

 

 

NPO 

Charismatic Leadership 

(Beliefs and Sentiments Combined with  

Personality Characteristics and Behaviour) 

Transformation Leadership 

(Behaviour) 

Extraordinariness 

 

Archetypicality Reverence 

& Idealize 

Influence 

Passion Inspirational 

Motivation 

Intellectual 

Stimulation 

Individualized 

Consideration 

1.   X     

2. X       

3. X X X    X 

4. X  X X X X  

5. X  X     

6.      X  

7. X   X    

8.   X     

9.      X  

10. X X      

11.      X  

12. X       

13.      X  

14. X  X     

  

From Table 4.8, it can be seen that the leadership style in NPOs is 

found to be mostly the Charismatic Leadership Style with strong emphasis on 

Apartness from Ordinary or Extraordirinariness. Reverence was the second most 

important characteristic, followed by Archetypicality and Passion.  

 

4.3.3  ICT Adoption 

From the in-depth interviews with the leaders and executives, the information 

was   then triangulated with the information on their websites. It was found that NPOs 

are using information and communication technology (ICT) which include the 

Internet, websites, e-mails, social media, (e.g., Facebook, Twitter), communication 

devices (e.g., smartphones), and other applications (including MS Office, Database 

Management Software). Utilization of ICT in NPO’s work was found to include the 

following: 



113 

4.3.3.1  Communication and Information Sharing:  In 13 out of 14 

organizations, ICT was used for communication and sorting basic information which 

can be communicated both internally or externally to stakeholders (e.g., clients, 

donors, and the public). External communication would be done mainly through the 

internet, websites and social media. The following example was found 

Dissemination of information on organization profile, such as history, 

ideas, vision, mission and objectives of the organization. This is used to communicate 

the ideas within the organization to the outside in order to educate the public on the 

purpose of the organization. Almost every organization has a website to show this 

information. Only NPO 8 and 12 did not have a website.  

ICT can be used to present the information about the current programs 

and activities, as well as the implementation timeline and progress of all these 

activities. ICT can be used to promote the organization’s image to the public and also 

the information about its network partners and subsidiaries. The content of the 

activities for dissemination should be revised and updated regularly so it always 

reflects the current situation. The content can be presented in the form of short video 

clips through various social media, including Facebook, Twitter, YouTube and 

Instagram, as explained by an informant from The Seub Nakhasathien Foundation on 

Tuesday the Eleventh of June 2013: 

 

… During the boom of social media, Facebook has been used to ‘lead’ 

more browsers to the website. Facebook also allow us to continuously 

update the news in real time. On the websites, there are more details 

and there may be 20,000 ‘likes’ on the Facebook page. On YouTube, 

video clips would be posted there and they would be related to the 

activities that we did in the field. For Instagram, we would post some 

photos on the activities. 

  

In some organizations, there is a strategy to use ICT to recommend or 

send out information about their programs and activities through their network, as 

they already know that a high number of interested people come to visit the 
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organization regularly. This was mentioned by an informant from The Foundation for 

Slum Child Care on Friday the Fourth of June 2013: 

 

…We have a system that we need to do because we have a lot of 

visitors. So, an ICT system or computer has been set up at the head 

office (2 computers), Sua Yai Office (4 computers), the other offices 

(2 computers each) for students and the general public to see and 

follow the progress of the activities of the foundation and to introduce 

us to them. We always update the information… 

 

The dissemination of information has a purpose, which is to educate the 

viewers. For example, NPO 2 produced the content in the form of an e-book and they 

posted it on their website. The e-Book was on the environment, wildlife, and natural 

resources and it should create an understanding on the ideas of conserving the forests. 

An example of this was the work on Mae Wong Dam, which the information on the 

environment was revealed along with the losses to, and importance of, the ecosystem. 

The benefit of this tool is that the story can be told in a lively way and can be used to 

educate the readers on the issues of children, child abuse, and convicted children. This 

aligns with NPO 11, which  tried to educate about city farming and created online 

community or chat room to discuss problems with growing vegetables in the city. 

Furthermore, this can be used to tell the public about a significant event, such as the 

2004 tsunami via multimedia which can help explain what happened, as well as 

initiating some chatter in the social media to increase awareness and refer for help.    

As for internal communication with internal members, this can be done 

via e-mail and other advanced technology. In most cases, e-mail ix used to 

communicate between staff and also from the organization to external people and/or 

organizations. E-mail can be used to send various types of information, including 

pictures and voice and written messages in a cost-effective way, as explained by an 

informant from NPO 1, “… But what we’re definitely trying to do is to save costs on 

communication, so we now send out all our invitation letters via e-mail which can 

really help. This is something we should all learn to do…”  



115 

Furthermore, it was also found that 6 NPOs use advanced ICT for 

effective internal communication, which can help reduce  gaps and connect  staff from 

all levels. This allowed the organizational structure to be flatter, which increased 

productivity because there are many meetings and in some of those, the meeting was 

arranged for reporting purposes. So, virtual meetings (i.e., teleconferences) can be 

used when the participants cannot be at the same place at the meeting time or when 

the purpose of the meeting was to report. This can be done through an application 

called ‘Voxer’ which can be installed onto the mobile phone of staff, so all the 

relevant staff can receive the information at any time without having to waste time. In 

addition, the senior management can also see the overall picture and be able to 

understand the current situation. The staff can report anything  to anyone including 

the managers at the same time without arranging a face-to-face meeting.   

4.3.3.2  Resource Acquisition: It was found that ICT was used to accept 

online donations through the organization’s website or  third party website (e.g., bank 

websites). Most of the informants provided very similar information that there is still 

potential to develop resources  from this channel further. However, in some NPOs, 

ICT has been used for their main source of income, as explained by an informant from 

NPO 13, “… For this, we used it for resource acquisition (about 70%) and for 

communication (30%) because we focus more on fundraising…” Also, there is an 

opportunity to partner with the banks to acquire funding through credit card payment 

from that bank.  

Furthermore, websites can also be used to support the search for new 

sources of funds, as explained by an informant from NPO 3, “… we started to know 

in advance about a call for proposals, so we would go and look at the website about 

the details and requirements.”   

4.3.3.3  Stakeholder Engagement: It was found that ICT can be used to 

engage stakeholders as well. For example, this can be a channel for the general public 

to learn about charity, so they register themselves on the website or on a social  media 

page. In the case of The Mirror Art Foundation, a training center was set up for other 

NPOs to educate them about ICT for social development. Another example was the 

partnership between the foundation and the National Commission for 

Telecommunication to implement a pilot project to install computer systems and 
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equipment in four hospitals (Ramathibodi Hospital, Phra Mongkutklao Hospital, 

Queen Sirikit National Institute for Child Health, and Panya Nanthapikhu Health 

Center) focusing on helping patients with chronic diseases. The commission provided 

funding worth 3.7 million baht to support this initiative. This will allow patients to 

access technology and receive information, as well as reducing the stress. The pilot 

program will be completed in one year and then an assessment would be done to see 

whether the program is beneficial or not. If the result is positive, then the program can 

expand to  other hospitals.   

 

Table 4.9  The Analysis of ICT Usage in NPOs 

 

NPO Communication  

and Information Flow 

Resource Acquisition Stakeholder Engagement 

1. X   

2. X X  

3. X X  

4. X X  

5. X   

6. X X X 

7. X   

8. X   

9. X   

10. X X  

11. X   

12. X   

13. X X X 

14. X   

  

From Table 4.9, it can be seen that ICT adoption in NPOs is for the 

purpose of communication and information flow and they are mainly used for external 

communication.  
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4.3.4  Organizational Structure 

The NPOs in this study had different organizational structure depending on 

their functional structure. In other words, the arrangement, workload and strengths of 

all the departments or units were different from one NPO to another.  

The top unit of Nonprofit Organizational structure consists of the president or 

board chair and board members because by law this type of organization needs to 

register with the government and is required to have a board of directors or sub-

committee. However, the number of members within the board or subcommittee is not 

specified. The board of these organizations needs to comply with the law and must 

not threaten national security (Juree Vichit-Vadakan, 2006 quoted in Hasan and 

Onyx, 2008). In some cases, the board may set up an executive committee responsible 

for specific functions, such as the Budget and Financial Committee, Project and 

Planning Committee, and Public Relations Committee. However, this is not true for 

all NPOs.  

Most of the NPOs in Thailand have one highest executive to perform the 

administrative and management activities in order to for the organization to achieve 

its mandate and/or objectives with the support of other reporting functions. The way 

these supporting functions are structured will be different. For example, in general, 

fundraising functions are still centralized. In other words, NPOs have a dedicated 

fundraising department that generates revenue to be used in the operation of other 

departments or programs. On the other hand, some NPOs have ”fundraising 

decentralization” which means that fundraising activities will be done according to 

the project or department responsible for the fundraising, while at the same time 

providing service to the target population. In some NPOs, a ”fundraising hybrid” was 

adopted and there will be more than one dedicated fundraising department or project 

which the funds will be used to support the projects and/or activities conducted by the 

organization. Such NPOs include The Mirror Art Foundation which have 3 projects 

for fundraising or resource generation. 

In addition, some organizations set up local centers or branches in different 

areas across the country, and in some cases a subsidiary organization is established 

under as part of a foundation. The subsidiary will have autonomy to manage itself and 

has the responsibility to produce goods and services which may or may not be related 
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to the mandate of the main organization/foundation. Some subsidiaries will have a 

role in generating income and transfer this to the mother organization for its 

operations, such as Suan Ngern Mee Ma Co. Ltd. and Siam Ban Din Co. Ltd. which 

are organizations under the Sathirakoses-Nagapradipa Foundation. Sometimes, the 

subsidiary is  under the mother organization by law only and there is very little 

relationship between each other in terms of management, policy formulation, or 

financial structure. Such organizations include the Change Fusion Institute and The 

Rural and Social Management Institution: RASMI, which were under The Rural 

Reconstruction Movement Foundation. 

It can be seen that NPOs in Thailand have different organization structures 

depending on what the organization feels is appropriate. However, it was found that if 

the ”authority level” is considered, the general governance structures were similar. In 

other words, the roles and responsibilities are divided into three parts which consist of 

Governance Layer, Administrative Layer, and Operation Layer, as shown in Figure 4.2. 

 

Board Of Director

· Advisor

· Consultant

· Approver

Governance Layer

Executive Director,

Secretary General

· Coordinator

· Facilitator

· Fundraiser

· Resource Manager

Administrative Layer

Programs/Projects/Units/

Department

· Implementer 

Operational Layer

Subsidiary Organizations  

· Implementer 

Operational Layer

Managing Committee 

· Direct

· Review and revise  

Governance Layer

Networks (Alliances)

· Implementer 

Operational Layer
 

 

Figure 4.2  Governance Structure  
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1)  The Governance Layer is part of the board of directors and has the 

responsibility to make important decisions related to the direction and/or policies of 

the organization. Its roles also include providing advice and guidance, and approving 

key strategic plans and the budget. This activity will take place in a board meeting 

together with the management team. Formal meetings will be organized  one to four 

times annually as all of the board members are volunteers without pay. The chair and 

board members would mostly come from a variety of professional backgrounds and 

are highly recognized socially from various public and private organizations. Because 

of this, their availability would be quite limited.  

2)  The Administrative Layer consists of senior executives which may 

be called differently from one organization to another, such as executive director, 

secretary general, and managing director. This layer acts as a collaborator or 

intermediary between the board of directors and staff, and the activities that take place 

here are strategic planning, project development, and  review & revise, in order to 

ensure that the plans and budgets were allocated appropriately and aligned with the 

objectives, mission and values of the organization. However, the managerial practices 

in this layer are different between organizations and this will be explained in more 

depth in the topic on “Management System.” 

In addition, the chief executive officers will have an active role to 

represent the organization to promote its visibility to the community and to lead 

and/or conduct fundraising activities. This is true for organizations such as Raks Thai 

Foundation, Seub Nakhasathien Foundation, Naphamitr Foundation, Foundation for 

Slum Child Care, Sustainable Agriculture Foundation (Thailand), The Mirror Art 

Foundation and Rainbow Sky Association of Thailand. 

3)  The Operation Layer consists of middle management people, 

including department manager, director, project manager, and staff. They are 

responsible for executing the tasks and projects, such as fundraising activities and the 

delivery of goods and services to the community and/or target population. This layer 

may have different functions, including finance and accounting, and fundraising.  
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4.3.5  Management System 

NPOs have different management systems. For example, they have different 

board sizes and composition, decision-making processes, and governance models. 

However, the similarity is that they would all like to achieve the organizational 

objectives. From the interviews, the following was found about management systems.  

1)  Foundation for Slum Child Care The secretary general will work 

with the manager and assistant manager to coordinate between the board of directors 

and all the staff. The manager will be responsible for internal activities, while the 

assistant manager will be responsible for external activities. At the staff and 

department head levels, they will jointly develop proposals about the direction and 

objectives that the organization needs to work towards to the board for their review 

and provide consultation for the purpose of steering these to align with the overall 

direction of the organization. The foundation also has sub-committee meetings every 

two months to monitor the activities and progress. There are several subcommittees 

responsible for various aspects, including the Academic Subcommittee on Training 

Curriculum and the Administrative Subcommittee. Lastly, the secretary general and 

department heads jointly propose the annual plan and budget to the board, who will 

provide advice, guidance and approve as appropriate. 

Furthermore, the board members can help with day-to-day work, as 

mentioned by one of the key informants, “Ajarn Juree who worked to promote 

honesty in children and has a mission to take us to work with larger civil groups and 

gave us the opportunity to present on how to create value in teachers so they 

recognize the importance of their work…” In some cases, the board members might 

be familiar with a production activity or fundraising, so they would be able to provide 

advice and support these activities. The vice chair of the board is also an expert in 

legal matters. The sub-committee will elect the chair of the board who, in turn, will 

select the board members. The board of directors will have a term of four years while 

the annual performance evaluation of staff will be done first by their direct 

supervisors and then approved by the board. However, the secretary general will not 

be evaluated as he/she is not considered to be staff with permanent wages.  

2) Sathirakoses-Nagapradipa Foundation From the interview, it was 

found that the foundation has a number of subsidiaries and projects. Each project and 

each subsidiary is a semi-autonomous entity. However, if they are ready to become 
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independent, then they can become completely autonomous. The setting of objectives, 

strategies and operations are based on the project which is a bottom-up approach. The 

project managers are responsible for project management and resource allocation to 

the project. At higher level, there would be many projects under the organization 

where there would be a number of systems and a structure to manage these projects.  

As there are a number of subsidiaries under the foundation, the head of 

each subsidiary who are empowered to drive their own organizational activities will 

meet in the Network Committee in order to review and monitor the overall direction 

of the projects proposed in the different subsidiaries. However, the budgetary 

approval will come from the project under the understanding that the resources 

budgeted for the project must be generated by those who initiate it.  

The foundation has a decentralized style of management to the 

department, projects and subsidiaries. From the interview, it was found that it had an 

idea to set up a centralized department, such as fundraising department, but it became 

apparent that it would have larger structure costs but would be less effective. Also, 

with the previous practices which were decentralized, the organization tended not to 

get attached to the ‘pyramidal’ structure. In fact, there are numerous small pyramids 

which are autonomous in themselves and so the board of directors will have less 

power than the subcommittee.    

3) National Council on Social Welfare of Thailand under the Royal 

Patronage The Board of the Council is very important as it has a very large board 

consisting of 43 members with the chair developing the policies. Most of the board 

members volunteer to work for the Council to develop its direction and policies. 

However, it should be noted the overall policy directions have not changed much, 

except for the details. Sometimes, the board may focus on specific issues but the 

broad picture remains mostly the same.  

In the case that it’s a new job or special projects (e.g., Flood Alleviating 

Program, Disaster Alleviating Program) the staff will receive the tasks or policies 

from the board and the chair, vice chair or board members will act as the Head of 

Project Committee who will monitor and provide direction and policies. In the case of 

regular jobs, the staff needs to propose a work plan to the relevant committee, such as 

the Support and Coordinating Committee, Social Service Committee, Social 
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Development and Human Security Committee. Each of these committees will have 

various subcommittees including subcommittees on Promotion and Collaboration of 

Subsidiaries, Academic and International Relations, and Environment Conservation 

and Development. These subcommittees will screen and consider the work plan and 

direction each year. After that, if the subcommittee approves the plan, the proposal 

will be presented to the board chair and members through the Project and Planning 

Committee who would have already screened the proposal. The board will then have 

the authority to approve the plan, which occurs most of the time once the proposal has 

reached this stage. 

4)  The Mirror Art Foundation The chairman of the foundation, who 

was also the co-founder, revealed in an interview that the organizational structure of 

the foundation was quite strange due to the culture, components and the variety of 

projects in the foundation. Because of this, each project is managed uniquely on their 

own specific to their needs. This makes the organization structure very flat. The 

foundation recognizes the importance of the staff, so the project leaders will have the 

highest influence within their own projects. They will also be the one who presents 

their work plan to the Management Committee. This committee acts as a stage which 

can be used to share and support each other’s work, such as for project collaboration 

and knowledge exchange. 

Most of the projects find the funds to support themselves. The 

organization does not have a specific fundraising or resource generation department 

so it is the responsibilities of the project team to raise the resources. Because of this, 

the project management team will have total authority to utilize the funds that they 

acquire themselves. However, in a situation where there is a lack of funds, the 

foundation has an internal fund to support programs with financial difficulties and the 

board or the Foundation chairman will consider whether to approve this or not.  

The foundation had also discussed the recruitment of board members 

since the beginning and whether a member should be someone reputable. In some 

organizations, people with high social status were invited to be  board members in 

order to help support the foundation’s activities, but in the end they were forced to 

recruit others with lesser status to join the board in order to work together. Because of 

this, the principle of the foundation is to allow the work and the program to drive 
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itself, which means that the program will ask for funding support from sponsors using 

the work as selling point instead of using people and fame, as expressed by the 

chairman of the foundation on Tuesday the eleventh of June 2013:    

 

He’s the project leader. I think it’s not necessary at all, as I 

think it’s a trap for most of the NGOs. The staff and management 

usually misunderstand each other. When you go into the meeting 

room, you can see that when we talk to the staff and when we talk to 

the executives who are older… can you see the picture. It’s a total 

contradiction, and there is no time to look at the work in detail. During 

the meeting, I don’t know what they were talking about. Sometimes, 

they talk about something really irrelevant. Some of the junior staff 

also attended and they just sat there doing nothing. I think that it’s 

taking too much time and ineffective. Why don’t we make the 

organization structure as flat as possible. I have some ideas about that 

and it will help the communication internally. The flat organization 

will help reduce the gaps within and facilitate communication. 

(Sombat Boongamanong, Interview, 2013)  

 

So, the board will work in the background. The foundation never uses 

the board to do work upfront, as they are supposed to carry out internal monitoring. 

During a consultation in the case of internal human resource shuffling, there will be 

mostly talk and discussion. When there is a problem within the organization, the chair 

of the foundation or the board will have an important role in the decision-making 

process, but the foundation also has various management committees, including in 

Bangkok, Ranong, Chiangrai, and Phang-nga, for developing the direction for each 

center. This helps in setting the vision, mission and strategies of the organization. 

There is also an ‘Innovation Team’ which has an important role to provide advice to 

the different programs in order to help improve them. As for the central management 

committee, the main responsibility is to develop the overall plan of the foundation 

leading to the alignment of mechanism and management. As a result, the board of 

directors has a relatively light workload. 
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5)  Duang Prateep Foundation In terms of organizational structure, the 

board of directors has the chairman and vice chairman, whose roles are not to come 

down and manage.  The board will look at the key policies and consider the annual 

work plan. The term of the board members is four years and each member cannot stay 

for more than two terms. New members are nominated by the existing board. There is 

also the Management Committee assisting the secretary general who is the head of 

organizational management and responsible for all the major decision-making and 

approving binding commitment. The vice secretary general is responsible for general 

contracting and legal issues.   

The secretary general is responsible for both the management and 

administration of the organization and he/she receives the policies from the board for 

implementation and passing them on to other members of the management team and 

staff in order to allow the program leaders to develop the work plan and budget. The 

proposal will be initially considered by the head of the department who, in turn, will 

present it to the secretary general for screening. Once satisfied, the secretary general 

and vice secretary general will present the proposal to the board during the annual 

meeting. The board will comment on what they would like to see the foundation 

achieve and in which direction in order to provide guidance and advice which will be 

of some benefit to the proposed plan. As the board consists of members from a variety 

of sectors and professional backgrounds, including those who have worked in an 

NGO, the private sector, and academic fields, they will be able to provide invaluable 

advice. 

The board usually trusts the secretary general to carry out the 

implementation, particularly on fundraising which is his/her main responsibility. The 

secretary general may sometimes need to travel abroad (e.g., Japan, Australia) in 

order to present project proposals, work plans, and also achievement to secure funding 

support. Because of this, the work plans already blessed by the secretary general will 

usually get approved by the board.  

6) Sustainable Agriculture Foundation (Thailand) The foundation’s 

director and staff (e.g., program leader) have a main role in the analysis and 

brainstorming of issues that need to be addressed and in which direction and how to 

develop the organization. The output will then be presented to the board to ask for its 
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opinion and advice on how to move forward. Sometimes the board will have a 

different opinion and there will be some discussion amongst the board and 

management team.  

The roles of the board of directors are quite general, such as setting the 

direction and roles of the foundation.. The management team and staff can consult 

with each of the board members periodically while developing the work plan because 

the organization is not that large. There is only the board of directors without other 

committees and there is only one annual meeting. There used to be a management 

committee consisting of some board members who were knowledgeable in sustainable 

agriculture. However, there were some issues with the meetings which seemed to be 

similar to the annual board meeting, as the members were almost identical. For this 

reason, the committee was disbanded.  

In addition, the board of directors also has a role in considering the 

details of the proposed budget and its approval, as expressed by the director of 

foundation on Friday the twenty-eighth of June 2013:  

 

…We have to help with generating the budget and we need to have 

new project proposals. During the meeting, we will see how much 

money and how many programs we have. Everyone will be able to 

participate and not just the members. So, if committee set something, 

the staff may not yet know how to do what the committee wants them 

to do, or they may disagree. This will lead to difficulties in 

implementation and ineffectiveness. Because of this, we need 

participation from all levels of stakeholders who can all show 

leadership and discuss the solutions to the problems. We usually have 

a meeting with staff every month and we sometimes call some of the 

board members that we would like to consult. We usually get good 

cooperation from the board. (Supa Yaimuang, Interview, 2013) 

 

The board of directors must have the knowledge related to the work or 

ideas which is in alignment to the foundation. The board allows the community to 

participate in the brainstorming as well. For example, in community development, the 
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villagers will help develop some ideas on how to implement an agricultural practice. 

Because of this, the board members need to come from various sectors. When the 

management team or other staff needs support or advice from the board members who 

were working in the universities, the foundation can plan the activities together and 

save some costs. In addition, participatory decision-making process is a normal 

practice in the foundation, as expressed by Supa Yaimuang (Interview, 2013):  

  

…When we talk about leadership (in the organization), it’s not that the 

director can lead by himself. He needs to listen to the committee 

because they have the knowledge on the issue and the staff will have a 

part to drive the project. Because of this, the mobilization of staff is 

also important and will support other processes.  

 

The proposals of the work plan or projects are done with a bottom-up 

approach which means that the staff who works on the project develop the proposal 

and present it. The director and staff will hold a meeting first before presenting it to 

the Committee. Most of the work plans and projects would usually be an extension of 

existing programs unless there were some major problems with them, such as climate 

change, which may affect the agriculture practices in the community. The working 

group may not yet have all the information, so they will need to work with them to 

help planning the project. Sometimes, experts will need to be consulted before the 

direction is known and how to implement with the committee. 

7) Foundation for Disabled Welfare The Foundation’s board of 

directors   sets the overall policies and direction within the organization. The board 

members consist of people from a variety of backgrounds, including members from 

the Ministry of Education, Ministry of Labor, and Ministry of Social Development 

and Human Security, as well as the Ministry of Public Health, who is an expert in 

medical rehabilitation.  

The foundation has a number of departments, such as General 

Administration Department, Rehabilitation Service Center, and Srisangwan School. 

The foundation organized its structure by function or service that they provide to 

disabled people. The service provided is holistic and consists of four aspects. These 
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include Medical Rehabilitation and Social and Vocational Education. In some cases 

when a person becomes disabled from an accident, rehabilitation plays a role in how 

to maximize that person’s potential and how to use medical devices to address the 

disability (e.g., use of prosthetics for severed limbs) which would allow this person to 

be independent as much as possible. Once the rehabilitation is completed, he/she can 

choose to receive more education depending on his/her existing knowledge and skills 

but the emphasis would be to assist disabled people to cope with the daily living 

activities and to fulfill their potential in order to allow themselves to feel useful and 

contribute to  society.  

The management team will have a role of general management. In other 

words, they are responsible for overall management and the coordination of all 

departments. There are the Board of Directors and Management Committee, which 

are separate. The Management Committee has a role of reviewing and screening 

relevant matters and seeking approval from the board on important issues. The 

Management Committee consists of a number of subcommittees, such as the 

Subcommittee on Human Resources, Subcommittee on Staff’s Quality of Life, 

Subcommittee on Venues Management, and Subcommittee on Program Management. 

These subcommittees have very important roles in solving problems with the 

foundation. They are the ones who screen everything before forwarding them to the 

board for approval. For example, the emergency approval limit of 50,000 baht was 

allowed for the Board Chairman. If there is a need to go over this limit, the whole 

Board of Directors must approve.  

The subcommittees meet once a month. Sometimes when there is an 

urgent issue, they may meet more often. The reason why they are required to meet 

frequently is that they need to provide services to 300-400 disabled persons which are 

crucial to their lives and the issues must be addressed promptly. The subcommittees 

need to act quickly and process the work plan as soon as possible. Furthermore, the 

subcommittees have the responsibility to set the roles of each program and compile 

them together to develop the objectives which are up-to-date and relevant to the 

current situation, as sometimes there are changes in the law, the social context or the 

nature of disabilities. In some cases, we may need to extend the service scope, 

coverage and/or types.  
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8) Raks Thai Foundation This foundation is a member of CARE 

International and the management team consists of the secretary general and directors 

of different departments, including, the Fund Development and Marketing 

Communications Department, Human Resources Department, and Program and 

Quality Department. The departments develop the annual work plan and budget and 

present them to the board for advice and recommendations. After that, the 

management team will apply and implement the plan. The board meetings are 

scheduled around three to four times a year, not including the extraordinary meetings. 

As the board is quite large, it is difficult to ensure that a quorum is reached in all of 

the meetings, and so in some cases, there is a special subcommittee, such as the 

Fundraising Subcommittee, which will help the board to screen the issues. 

9) Supanimitr Foundation The board of directors will normally have 

three to four meetings a year and consists of a management committee and four 

subcommittees related to Stewardship, Audit and Risk Management, Governance and 

People and Strategy, and Church Relations. The most senior administrator is the 

national director who reports directly to the board. The national director is selected by 

the board of directors and it is written in the regulation that the decision must come 

from the whole board and not just a single member. In practice, the development of 

annual plans and projects will be done by the management which will be screened by 

the relevant subcommittees, which can then be presented to the board for 

recommendation and revision. The foundation’s regulation is quite specific on the 

roles and responsibilities of the board. It also specified that the board members must 

be volunteers who will not receive any wages, nor allowance. Because of this, the 

members will have limited time and they will only provide recommendations and 

guidance to the management team for them to implement or for revisions to the plan. 

In some special cases, the board may choose to present the plan and budget amongst 

itself, and in this case the meeting agenda will be clearly set. In most cases, the board 

will follow a preset agenda and make a decision whether to approve and reject a 

proposal, which the management team can revise accordingly based upon direction 

received from the board.  

From the qualitative study, the NPOs in Thailand have internal 

management systems which are unique to each NPO. This will have an effect on the 
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board’s roles and responsibilities. So, from this study the internal management system 

of NPOs in Thailand can be explained based on applicable laws and regulations, 

board governance model, board composition, board governance, decision-making 

process, and governance structure as set forth below. 

 

Table 4.10  The Unique Internal Management System of NPOs in Thailand 

 

Characteristics Descriptions 

Laws and Regulations It was found that most NPOs can be classified as a 

foundation or association. Furthermore, every NPO is 

registered with the government in order to gain benefits, 

including income tax exemption, government subsidy, and 

international funding eligibility.  

NPOs which are registered must have a board of 

directors or sub-committee. However, the size or number 

of its members, as well as the selection process and 

responsibilities, will depend on the organization. 

According to the law, the board must carry out their duties 

as specified by the organization and must not conduct any 

illegal activities or compromise national security. (Juree 

Vichit-Vadakan, 2006 quoted in Hasan and Onyx,  2008) 

 

Board Composition The board members are volunteers and do not receive 

wages. Most of the members come from a variety of 

professional backgrounds and sectors. The size of the 

board differs from one NPO to another. For example, the 

National Council on Social Welfare of Thailand Under the 

Royal Patronage has 43 board members, whereas the 

Sustainable Agriculture Foundation of Thailand has 17. 

In addition, most NPOs would normally invite people 

with a good reputation and/or socioeconomic status to 

become their board members, as they would like to gain  
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Table 4.10  (Continued) 

 

Characteristics Descriptions 

 legitimacy, creditability, respectability, and prestige (Juree 

Vichit-Vadakan, 2006 quoted in Hasan and Onyx, 2008). 

However, the leaders or founders of the organization 

(e.g., The Mirror Art Foundation) have an ideology that 

the organization would only survive by continuing to do 

good work and achieving its goals, and it does not depend 

on just having high-status board members. For such NPOs, 

they gave very little importance to the issue and the board.  

 

Decision-making 

Process  

        NPOs have different decision-making processes:  

1) Upward and Top-down: The management team 

and staff will jointly develop the plans and screen them 

before proposing them to the board who would provide 

advice and recommendations for revision. Such 

organizations include the Foundation for Slum Child Care, 

the Supanimitr Foundation, the Raks Thai Foundation, and 

the Sustainable Agriculture Foundation (Thailand)   

2) Top-down:  The decision-making would already be 

made from senior management or the board down to the 

management team and staff. Examples of NPOs with this 

type of decision-making process are the Foundation for 

Disabled Welfare and the National Council on Social 

Welfare of Thailand Under the Royal Patronage. 

3) Decentralization: The most senior manager for  

each project, branch, or subsidiary organization will be 

autonomous in terms of decision-making within their own 

unit or department. The NPOs that use this method are the 

Sathirakoses-Nagapradipa Foundation and The Mirror Art 

Foundation. 
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Table 4.10  (Continued) 

 

 

Characteristics Descriptions 

 However, all of the NPOs have similar values 

regarding the participation of staff in the decision-making 

process, with the board being the final approving body. 

 

Board Governance 

Model 

NPOs in Thailand have different board governance 

models as identified below:  

1) Corporate Governance (CG) Model: This is the 

model that has been adopted in NPOs in the U.S.A., 

Canada, the UK, Australia and New Zealand (Hasan and 

Onyx, 2008). This model is suited for NPOs which need to 

have “Publicness” or they are required to register with the 

government and the board to work on a voluntary basis. 

The board will be the one who sets the direction and 

policies of the organization and separate from the 

administrative branch, which consists of the secretary 

general and executive directors. The staff are the 

implementers.  The decision-making would be in the form 

of a majority vote (Hasan and Onyx, 2008). The 

organization would also have sub-committees with some 

of the board members being the chairperson and they will 

have a role in developing policies and strategies for 

implementation. In addition, transparency is also 

considered and an annual report would be produced for 

public dissemination.  
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Table 4.10  (Continued) 

 

 

Characteristics Descriptions 

  From the research, it was found that the Supanimitr 

Foundation adopted the CG model, whereas the 

Foundation for Slum Child Care,  the Raks Thai 

Foundation, and the National Council on Social Welfare of 

Thailand Under the Royal Patronage and Sustainable 

Agriculture Foundation (Thailand) adopted the modified 

CG model. 

2) Driving Forces (DF) Model:  The organizations  

that are driven by an important figure, such as the 

foundation president or the highest ranking officials, who 

are highly influential in all of the important decisions are 

considered to have governance structure similar to the 

Driving Force (DF) Model. This lead person usually 

makes policy, develops the mission, and develops 

important project plans for the organization. However, this 

does not mean that the staffs are not allowed to participate 

in the decision-making process.  The organizations which 

adopt this model will not utilize the board much, and from 

the research, it was found that The Mirror Art Foundation 

adopted the DF model and their board was responsible for 

internal management, audits, and recommendations on the 

reshuffling of staff. Mostly, these were achieved through 

discussion. In the case of Duang Prateep Foundation, the 

board respected the secretary general quite a lot and would 

not interfere. Their role is to provide recommendations on 

the direction of the organization. Apart from these two 

organizations, there are others who would not interfere. 
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Table 4.10  (Continued) 

 

 

Characteristics Descriptions 

 Their role is to provide recommendations on the direction 

of the organization. Apart from these two organizations, 

there are others who have adopted this model, including 

the Napamitr Foundation (driven by the secretary general), 

and the Foundation for Disabled Welfare (driven by the 

president). 

3) Network (NW) Model: This model has a 

characteristic of decentralization like distributed networks 

(Bradshaw, Hayday and Armstrong, 1998) to the 

subsidiary organizations which have an autonomous leader 

to set his/her own direction, policies, planning and budget. 

However, the parent organization have a “Network 

Committee” which used to exchange ideas and 

information between the subsidiaries. From this study, it 

was found that the Sathirakoses-Nagapradipa Foundation 

adopted this model. 

 

 

4.3.6  Revenue Generation and Sources 

NPOs are similar to government and private organizations as they also need to 

generate income or funding in order to use it for their own operations, which allow the 

organizational objectives to be completed. However, from the qualitative study, it was 

found that NPOs had more complex revenue generation and sources compared to 

government agencies which generate revenue from taxation or compared to 

businesses which obtain income directly from the sales of goods and services. NPOs 

have a number of methods to generate revenue and sources of revenue, as follows:  
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4.3.6.1 Donations: This is an important source of revenue for NPOs. 

There are many types of donors, including monthly donors, annual donors, and 

occasional donors. These donors can come from a number of sectors and can be 

individuals, domestic or international donors. Most donors would specify how their 

donation is to be used, such as for children’s education, for children’s lunch fund, or 

other pre-specified projects/programs. A number of methods can be used to ask for 

donations; for example, through direct mail, newsletter, donation boxes, or directly 

from board members and senior executives. The form of payment can be by cash, 

credit card or bank account transfer.     

NPOs also have similar practices inviting their donors and supporters to 

visit in order to allow them to see the activities regularly and show the organization’s 

achievements in terms of outcome and the target population reached. Also, it is an 

opportunity to show the donors about the current activities and the plan for the future, 

which can lead to continuous support. For example, the Foundation for Slum Child 

Care has three information centers in Khlongtoei, Soi Sua Yai and Onnut. In each 

center, there are staff to provide information about the foundation and its programs, 

and this will allow the donors to learn how their money is spent and how it benefits 

the target population. In addition, the foundation also invites the supporters to observe 

their activities first hand, such as child care and development, so they can realize that 

the staff has been carrying out their work seriously which will maintain the support. 

Furthermore, this is an opportunity to advertise the foundation to other potential 

donors and this can be done in a number of ways, as set forth below.  

Special Events This method requires the organization’s leaders to use 

their fame, social status, and relationships to support fundraising. For example, the 

concerts by the Seub Nakhasathien Foundation, the art auctions and fundraising  by 

the Foundation for Disabled Welfare, or the participation in the Red Cross Fairs by 

the National Council on Social Welfare of Thailand Under the Royal Patronage which 

include activities such as raffles, bingo games, and selling second hand goods. In 

addition, the Council also organized the Nom Klao Ball on December 5, 2011 at the 

Army Television Station in order to raise funds to build the Sala Chalerm Prakiat 

Building for the armed forces and the communities in three southern border 

provinces, and also to support under privileged people. Donations worth 3,154,664 
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baht were made that night. Another fundraising event was the 4
th

 Ruam Num Jai 

Huang Yai Sangkom in 2011 at Siam Commercial Bank which was able to raise 

2,000,000 baht. There is also a monthly market at the Government Saving Bank 

which generates a great deal of income and they were able to raise 16.7 million baht 

in 2011.  

4.3.6.2  Grant Seeking: The sources for the grants are either from the 

government or private funds and can also include funding from international sources, 

such as The Global Fund. From in-depth interviews, the proposal development 

strategy required the NPOs to send out their staff to attend meetings and develop the 

plans with funding organizations. They need to understand the issues and address 

them with others. It was also found that every NPO used this method to generate 

revenue.   

4.3.6.3 Corporate Social Responsibility: This is done with other private 

organizations in order to raise funds from their own initiatives. These include the 

following:  

Raks Thai Foundation organized a joint project with a petroleum 

company to emphasize  issues on the environment and people development. In 2010, 

they organized an event with a private company to honor the 84
th

 birthday of the King 

which aimed to promote and develop the education of children on the environment 

and global warming issues. It also promoted teamwork and community mindset. The 

schools included in the programs were located along the southern and northeastern 

borders and those in the northern mountain communities. Other joint projects were 

with Merck, which provided medicine to 84 schools, and with the Anatra Resort and 

Spa, which donated 3,184,000 baht to the project.    

National Council on Social Welfare of Thailand Under the Royal 

Patronage organized an event to raise funds for a scholarship for underprivileged 

children and organized a children’s camp with Citibank. This is a continuous 

program.  A similar project was done with Tokio Marine, but it emphasized older 

youths at secondary and university level. In the aftermath of the 2004 tsunami, the 

National Council on Social Welfare partnered with Samsung to set up community 

service centers in Takuapa, Phang-nga province and the services include a library, 

healthcare, meeting rooms and education centers.   
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4.3.6.4 Commercial Activity: From in-depth interviews, all the 

informants gave similar opinions that revenue from this method can give the 

organization steady income, the operation costs can be controlled, and predicted. In 

addition, revenue from commercial activity can promote organizations with high 

autonomy and flexibility which can mobilize this revenue for their own activities. 

Revenue generated from commercial activities can include fees for services and 

goods, dues, or annual fees. For example, the Raks Thai Foundation collects annual 

membership fees of 500 baht which include a T-shirt, gift, and foundation magazine. 

Commercial activities can be seen as an innovative strategy which 

NPOs are currently employing to generate income for the organization. This can be 

done in a number of ways. For examples, some NPOs set up a subsidiary to run this 

operation independently in a form of a social enterprise with the objective of 

generating profit. The goods and services provided may or may not be linked to the 

mission of the mother organization, but need to be marketable. The following 

examples were obtained from the qualitative research. 

The Mirror Art Foundation has the projects with total income of 

100,000 baht per month. The project Read to Build the Country will accept book 

donations which will be sorted by volunteers. Some of these books will be distributed 

to schools, while some of those which cannot be used are sold for paper.  This project 

allows book and paper to be recycled with only two permanent staff. The other two 

projects operate in a way similar to the Book Project. The Project Computer for 

Brother and Sisters accepts donated computers and resells them to generate an income 

of 800,000 baht per year. The Project Sharing has a shop in the foundation area and 

sells all types of second hand goods in mint condition to the general public at a very 

reasonable price.  

The Foundation for Disabled Welfare set up rehabilitation centers and 

the Srisangwan School to generate income from school fees of 1,200 baht per 

semester for each day student and 2,000 baht per semester for each boarding student. 

This includes full-board, healthcare and rehabilitation services. The reason that the 

school collects the fees is to teach the students to learn to give. However, if any 

parents have difficulties, the school will assess the financial status of the family and 

exempt  all or most of the fees for that particular student.  
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The Foundation for Slum Child Care produces goods and services 

related to their mission, which is also marketable. In some cases, they provide service 

to those who have the ability to pay. For examples, they produce clothes which have a 

picture related to the foundation’s activities, provide training related to caring for 

children aged one to five years to teachers and careers in various child care centers in 

32 provinces. In the case of the Seub Nakhasathien Foundation, they publish their 

own magazine and collect an annual fee of 199 baht for the general public. In 

addition, they also have T-shirts with pictures of Khun Sueb or a bag with forest 

maps.  

The Sathirakoses-Nagapradipa Foundation set up a number of subsidiaries 

to generate income which operates to maximize profit like a business organization. 

These subsidiaries are autonomous and join with other private organization once they 

are profitable. The revenue will be divided with the private partners or sent back to 

the mother organization. For example, Suan Ngern Mee Ma Co. Ltd. Produces 

newspaper which emphasizes  topics such as education, health, and community news. 

They also sell handicrafts, local music and help organize entertainment events. 

Another example is the Siam Ban Din Co. Ltd. Which is derived from the Nature 

Home Project and the aim of this company is to learn the know-how and spread  

knowledge on how to build housing without damaging the environment for those in 

rural  communities who may lack resources. During the project, a number of parties 

were interested and so the company trains people to build houses and also build them 

themselves for a fee.  

The Rural Reconstruction Movement Foundation set up The Rural and 

Social Movement Institution, or RASMI in 1994 to be the fundraising organization 

for the foundation by providing research services which include writing proposals and 

providing project management and training. The institution received a lot of praise for 

its work and a number of clients were requesting the service, so this allowed RASMI 

to generate substantial revenue for the foundation. In addition, the assets of the 

foundation have been used to generate income through accommodation fees, meeting 

room fees, and rentals for a training center in Chainat.  

Population and Community Development Association (PDA) From the 

review of Pawana Ankinun (2011), it was found that PDA is a good example for 
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generating income from commercial activities from past to present because PDA 

believes that a program can survive on its own if can generate sustainable income. 

Donations alone are not the answer. Commercial activities are done under the Self-

Reliant Projects or other subsidiaries, as outlined below (Pawana Ankinun, 2011) 

Under the Self-Reliance projects which are not business-oriented and so 

not aimed to maximize profit, they provide family planning services and physical 

check-up services in both rural and urban areas. In urban areas, the services are 

provided in clinics run by the association in large provinces (e.g.. Chiangmai, 

Chiangrai, and Nakorn Ratchasima). However, in remote rural areas, mobile units are 

used and they can provide counseling on unplanned pregnancies, provision of 

contraceptives, urine analysis, blood tests, parasite tests, chest X-rays, and 

vasectomies. These services also receive funding from the Ministry of Public Health 

of 1,500 baht per patient.  

Training programs are provided by The Asian Training Center which 

has a number of programs available to Thais and foreigners who may be interested. 

These include the design and management of family planning, HIV/AIDS prevention 

and care strategies, and business initiative for rural development. PDA also conducts 

numerous research related to rural development, and project evaluation for various 

state enterprises and government agencies (Pawana Ankinun, 2011). 

The business for social development projects are a collaboration with 

other private companies (initiated since 1994) and now the collaboration has 

expanded to other stakeholders, including foundations, associations, embassies and 

individuals. These projects are used to gather resources from the private sector to help 

developing rural areas, particularly the development of skills in business for the 

community as well as creating jobs and business opportunities for the villagers. 

Examples of successful programs include the business of producing shoes parts for 

Bata since 1991 which has a plant in Buriram province. With the help in training, 

machinery and tools, PDA was able to arrange for villagers to attend the training, 

provide financial incentives and benefits as well as providing the training venues. It 

allowed three cooperatives to be set up and operate like a business and generate 

sustainable income.  
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Under affiliated companies and subsidiaries, PDA has operated its 

activities with an aim to maximize profits. There are 16 companies which operate 

under the objective of achieving moderate income (Pawana Ankinun, 2011) including 

clinics, restaurants, and resorts and the profit share will be sent back to the mother 

organization in the form of donation to fund their activities. One of the most 

successful businesses is Cabbages and Condoms which is a restaurant that creates 

good profits and has many branches in Bangkok and upcountry, including Pattaya, 

Wieng Pa Pao, Sub Tai, and Photharam. Other than food, they also sell souvenirs 

made by the locals who are a network of PDA. 

National Council on Social Welfare of Thailand Under the Royal 

Patronage opened shops selling the products made from Office for Vocational and 

Development for the Disabled and United Way Thailand since 2003 in order to 

generate income. This also includes goods made by the Council members and other 

groups. Every month, there is also a Council shop opened in the Government Saving 

Bank Market. 

Duang Prateep Foundation is another example which conducts 

commercial activities. During the aftermath of the 2004 tsunami, the foundation 

decided to give a hand in the crisis as they understand the problems related to injured 

children, homelessness, and psychological traumas which occurred as a result of 

losing their parents. The foundation estimated that the assistance program would need 

to last 2-3 years and needed a lot of funding and resources to maintain this operation. 

Because of this, the foundation went to a number of organizations with common 

causes to seek funding support, including Save the Child UK, Save the Child Sweden, 

Siam Sovey, and Dragon Fly (Bundit Shovitayakool, 2008). In addition, to ensure 

financial sustainability, it was decided that additional income could be gathered from 

selling Batik products and other handicrafts (e.g., candles, painted T-Shirt). These 

activities also help to provide some psychological treatment for the affected people.  

In addition, the foundation also set up a number of local restaurants 

because most of the local income came from tourists. As a result, a restaurant business 

has good potential in the area as it also has good support in terms of human resources. 

The foundation provided the initial funding but they were operated by the locals. The 

restaurants were able to provide the foundation with a great deal of revenue which can 
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be used to fund the activities as well as sustaining the business (Interview Rojana 

Phraesrithong, Director, Ban Tan Nam Jai, 2006. Quoted in Bundit Shovitayakool , 

2008). 

 

Table 4.11  Summary of Revenue Generation and Sources. 

 

 

 

NPO 

Private-Giving 

(Individual, Corporate, 

 Business, Foundation) 

Government 

(Grants, 

Contracts) 

Commercial Activity 

(Fees, Dues, Sales) 

Oversea 

Org. 

Donation 

 

Direct 

Mail 

CSR Proposal 

Writing 

Asset/ 

Project  

Subsidiary 

 

Separate 

Entity 

Private 

& Gvt. 

1. X  X X X    

2. X  X X X   X 

3. X X X X X   X 

4. X X X X X  X X 

5. X X  X    X 

6. X  X X X    

7. X  X X X X  X 

8.    X    X 

9.    X    X 

10. X  X X X X X X 

11.    X X    

12.   X X  X   

13. X X X X    X 

14. X   X X X   

  

From Table 4.11, it can be seen that NPOs all have diversification of 

revenue strategies to find new sources of financial support for their own activities in 

order to recover from the loss of existing funding which may come from individual 

and corporate donors or private foundations or government grants. This is particularly 

the case for international sources which tend to move their resources to a poorer 

countries, such as in Myanmar, Laos, Cambodia and other African countries. Most 

NPOs still depend on their main funding sources but also have commercial activities 

to help them with fundraising, as follows: 
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For projects which produce goods or services with low competition 

level in the market, they aimed for niche group of customers while they continuously 

maintain their production and provision of services.  

For affiliate or subsidiary organizations, or a separated organization 

which may be done as social or business enterprise, these require people with 

financial and business skills and know-how in order to create revenue and self-

sufficiency. The profits from these activities are ‘donated’ back to the mother 

organization.  

Goods and services produced can be classified into various types, but 

are either mission-centric, mission-less related, or mission-unrelated. 

 

4.3.7  Barriers to the Organization 

From the interviews with senior executives, it was found that most NPOs have 

similar problems and barriers. Firstly, there are problems with human resources in 

terms of both quantity and quality of staff. At the operational level, there are not 

enough people working in the field, particularly in remote rural areas. Middle 

management also need to have experience to understand the social problems as well 

as coordinate between the staff and senior management. Because of this, it is difficult 

to find people that have the right skills, the right social mindset, and the willingness to 

work for less competitive wages compared to the private sector. The turnover rate in 

NPOs is quite high, as the incentives available for staff retention are not high. For 

example, there is no overtime pay, nor bonuses.  

In addition, in an emergency or during a crisis, the culture of NPOs is for 

everyone to cooperate and compile resources to work together, instead of each person 

focusing only on their tasks. For example, during the 2004 tsunami or the great flood, 

staff must all help out and work against time to provide timely support and assistance 

to the needy. 
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4.4  Discussion of the Findings 

 

The discussion of this topic will refer to the information obtained from the in-

depth interviews and the review of other literature in order to explain the results from 

quantitative research by connecting the qualitative analysis with the independent and 

dependent variables and to explain the findings which may or may not support the 

research hypotheses as follows: 

 

4.4.1  Board Roles and Responsibilities and Organizational Performance 

The roles and responsibilities of the board of directors related to the fiscal and 

fundraising management has a positive influence on the performance of NPOs, as the 

board has the role of approving work plans and budgets which have been proposed by 

the management team. The board must ensure that they align with the direction of the 

organization, and the resource dependency theory suggests that the board is 

responsible for bringing external resources to the organization by using their 

connections. These resources will help strengthen the organization’s performance. In 

addition, the board is responsible for advising the organization on important matters. 

So, the findings from the qualitative research align with those obtained from the 

quantitative method and, therefore, confirm the Hypothesis H1.3. 

In addition, from the in-depth interviews, it was found that even though the 

board may not be involved in the development of the mission and planning,  they 

recognize the importance of their role in providing advice, recommendations, and 

help in defining the organization’s direction, which may occur in a formal setting 

(e.g., board meetings) or via personal consultation. This role can help to improve 

organizational performance.  

From the findings related to organizational structure and management systems 

of NPOs in Thailand, it can be seen that the  mission of the organization has been set 

since the initial founding of the organization, and there may be some slight changes to 

add to the existing mission. So, the board has very a limited role and responsibility to 

revise this. With respect to planning and resource allocation, the administrative layer, 

which consists of the senior management, is responsible for developing these and for 

the screening of all work plans. The operational layer is responsible for the 
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implementation of field activities and monitoring the problems within the 

communities to reflect the situation in the planning and budget so that it aligns with 

the mission and values of the organization. Once this is achieved, they will be 

presented to the board, who will provide further advice and consider  approving it if 

they agree. Therefore, it can be concluded that the setting of the mission and planning 

of the organization is mobilized by the administrative and operational layers, so the 

hypothesis testing for Hypothesis H1.1 is not shown to have statistical significance.  

Regarding the roles and responsibilities of the Board relative to relations and 

advocacy, it was found that the administrative layer, led by the secretary general or 

executive director, played an active role as the representative of the organization to 

promote visibility to the community. The head of the administrative layer also leads 

fundraising activities and the NPOs found to adopt this practice include the Raks Thai 

Foundation, the Seub Nakhasathien Foundation, the Napamitr Foundation for Slum 

Child Care, the Sustainable Agriculture Foundation (Thailand), The Mirror Art 

Foundation, and the Rainbow Sky Association of Thailand. As a result, the testing of 

Hypothesis H1.2 is found to have results with no statistical significance. 

The role of human resource management was found to be of little importance 

to the board, as it was taken up by the senior management and staff who work 

together to find suitable candidates who have socioeconomic status and are well-

known to be board members. This is especially the case if the organization adopts the 

DF or NW model as the organization would be driven by the management team or 

leaders who are already the founders or co-founders of the organization. Because of 

this, the board has very little influence on this aspect, so the testing of Hypothesis 

H1.4 does not show results with statistical significance.  

In conclusion, the roles and responsibilities of the Board of Directors for 

NPOs in Thailand, when compared to NPOs in the West or by theory, it was found 

that there were some similarities, but the emphasis was different due to different 

context and organization characteristics (Iecovich, 2004) or the management system 

which consist of the board composition that has legitimacy and credibility.  This is 

because, according to Thai values and traditions, we are still attached to the patron-

client system, decision-making process, and organizational life-cycle (Liu, 2010), 

board governance model such as the DCG, DF or NW, as shown in Table 4.12. 



144 

Table 4.12  Comparison of Roles and Responsibilities (R&R) of the Board of  

                    Directors Which Influence the Organization Performance Between NPOs 

in Thailand and NPOs in Western and North American Countries. 

 

Board R&R in Western and North 

American Countries  

Board R&R of NPO in Thailand 

        Mostly in  the U.S.A., Canada, 

the UK, Australia, and New Zealand, 

the CG Model is adopted as their 

governance model (Hasan and Onyx,  

2008), so the board has the following 

roles and responsibilities: 

        1) The board has active 

orientation for participations in 

strategic planning and intentional 

planned change (Brown, 2005; 

Brudney and Murray, 1998; Holland 

and Jackson, 1998; Bradshaw, 

Bradshaw, Hayday and Armstrong, 

1992; Siciliano, 1990), policymaking, 

priority setting, resource acquisition, 

performance monitoring, and 

improving relationships with external 

constituents (Coombes, 2008). 

        2) Only a minority of boards 

were active in monitoring 

organizational programs and services 

(Ostrower, 2007 quoted in Hasan and 

Onyx,  2008 

       From the findings of the research, the 

board of directors have the following roles 

and responsibilities, as classified by the 

governance model: 

        NPOs adopting the CG model or 

modified CG model will have a board 

similar to some of those in the western 

world. Their roles include approving annual 

work plans and budgets, building 

relationships and bringing external 

resources to the organization, advising and 

assisting the management team in setting the 

organization direction, representing the 

organization to promote the visibility of the 

organization to the community. The board 

in this model is used to build legitimacy and 

credibility for the organization. For NPOs 

with the DF model, the Board will be 

responsible for providing advice and 

recommendations, both formally and 

informally. The senior management (also 

founder) will have high influence on 

important decision-making (e.g., policy and 

strategies). However, the board still has the 

role of final approver.  However, some 

NPOs have an ‘uninfluential’ board without  
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Table 4.12  (Continued) 

 

 

Board R&R in Western and North 

American Countries  

Board R&R of NPO in Thailand 

         However, this does not mean 

that NPOs in the above countries all 

have active orientation. (Hasan and 

Onyx,  2008) 

        3) The board is the final 

approver. 

any significant roles or responsibilities, not 

even as final approver as it would have been 

the decision of the program leader who 

found their own money.   

        For NPOs with the NW model, the 

board will have very little responsibility and 

its role is limited to only providing 

consultation. However, there is the network 

committee which provides a platform for 

exchange of knowledge and opinions 

between the networked organization and the 

senior management.  

 

Mostly, the roles and responsibilities of the board of directors of NPOs in 

Thailand is varied. However, the board may be a passive and reactive orientation with 

less involvement and representation. Most of these boards provide advice to the senior 

management and staff, make donations occasionally, and build credibility and 

acceptance for the organization using qualifications of board members, such as 

reputation, social status, economic status, and political status. (Juree Vichit-Vadakan, 

2006 quoted in Hasan and Onyx, 2008). However, in some cases, organization leaders 

have an ideology that does not believe in using people to build this. Instead, they use 

goods and services. This is consistent  with the results of multiple regression, which 

found that the board roles and responsibilities of NPOs in Thailand has low influence 

on the organizational performance. On the other hand, the administrative and 

operational layers, the senior management, and staff play a major role in the success 

of the organization’s performance.   
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4.4.2  Leadership Style and Organizational Performance 

From the qualitative analysis, the leaders of NPOs in Thailand have a 

charismatic leadership style by considering the personal characteristics and behaviour 

of the leaders which are told from the cognitive and affective of the followers that the 

leaders are brave, willing to take risks, have a vision, sacrifice personal benefit for the 

common good, knowledgeable and experienced. This is because working in NPOs can 

be quite complex and require integration of knowledge, it is important for the leaders 

to be honest, have high morality, and be able to utilize external resources to support 

the organization. Personal characteristics and behaviour of the leaders can express 

their extraordinariness, which can inspire others and build trust and faith. Their 

dedication and energy will drive the work forward and create cohesion amongst the 

staff (Waldman et al., 2004). In addition, it was also found that leaders within the 

governance layer (e.g., board president and board members) have a strong charismatic 

leadership style, particularly in terms of reputation, qualifications and socioeconomic 

status, which build credibility and respect for the organization. So this type of 

leadership style will result in more donations and support and subsequently, better 

performance which confirms hypothesis H2.1.  

In addition, the findings from the in-depth interviews also revealed that NPOs 

leaders have a transformational leadership style as well, in the aspect of Intellectual 

Stimulation which means that the leaders stimulate the followers to learn and 

reasonably express their opinion, as they may have new ways and perspectives to 

work or solve the problems in order to achieve organizational cohesion and 

organizational goals (Jayakody, 2008). However, from the bivariate statistics using 

Pearson’s correlation analysis method, it was found that the transformational 

leadership style correlates with the organizational performance of NPOs. On the other 

hand, when conducting Multivariate statistics with Stepwise regression analysis, it 

was found that the transformational leadership style did not have an influence on 

performance (H2.2 not shown to be statistically significant). This can be explained as 

follows: 

From this study, most leaders in NPOs have a charismatic leadership style and 

the governance style of these organizations adopted the DF model which means that 

the organizations depend on their leader quite significantly because they were actually 
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the founders of the organization as well and they have certain extraordinary 

personalities and behavior which the staff has faith in, and respect. These leaders have 

important roles in mobilizing the organization, or in some cases, they have a top-

down management style. Because of this, the organizations depend on their 

charismatic leader, especially on fundraising and external support. While these type of 

organizations are currently successful, there are concerns about  the long term and 

what would happen if this leader is no longer with the organization.  

As for the transformational leadership style which has been used in  Western 

countries, particularly in the business sector, in Eastern countries, the local culture, 

tradition, and values are different. For example, in Thailand, we are still attached to 

the patron-client system which still depends on individualism, especially for NPOs 

that have charismatic leaders who are needed for building credibility and acceptance 

for the organization (Juree Vichit-Vadakan, 2006 quoted in Hasan and Onyx, 2008). 

So, charismatic leadership style is more important for NPOs in Thailand, as it 

influences performance compared to the transformational leadership style.  

The individuals who come to work for an NPO, mostly, are high individualistic, 

independent, and have a charitable mindset. They work with pride and are self-

motivated. At the board level, the members are volunteers with very limited 

availability for the organization. So, the senior management must be determined and 

use their time effectively to drive the organization forward. This means that they may 

not have time to develop their transformational leadership style or express these 

characteristics, such as inspirational motivation and individualized consideration, to 

the staff.  

However, from this study, it was found that NPOs who were ‘born’ from their 

Western mother organization or NPOs with a strong association with a Western NPO, 

they would adopt their parent organization’s style of governance and culture. These 

type of NPOs may adopt the CG model and their leaders express strong 

transformational leadership, particularly on the utilization of innovation to raise funds 

for the organization. For example, advanced ICT may be used to manage the 

information of donors, or an advanced accounting system might be adopted to 

increase operational effectiveness.  If costs and output are considered, organizations 

with transformational leadership will be successful in increasing performance related 
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to revenue generation with statistical significance, which aligns with the leadership 

theory on the influence on performance.  

 

4.4.3  ICT Adoption and Organizational Performance 

From the findings, it can explained that ICT adoption for communication and 

information sharing through the internet and social media is an opportunity for an 

organization to achieve its goals and mission. This is because ICT can help in 

promoting visibility to the public and also allow relationships to be built with 

important stakeholders. The dissemination of information on activities, programs, and 

services provided can indirectly attract funding to the organization (Saxton and Game, 

2001 quoted in Pinho and Macedo, 2006). In addition, the use of social media can 

play an important role in building credibility for an organization. ICT can also be used 

for internal communication to lower costs, as technology allows communication to be 

cheaper and increases productivity due to more effective communication methods. In 

conclusion, a organization can achieve its objectives and improve its performance 

from ICT adoption, which supports Hypothesis H3.1. 

Furthermore, it was found that NPOs adopt ICT for other uses to support the 

organization’s mission in resource acquisition, such as fundraising, grant seeking, and 

stakeholder engagement. However, this is still underutilized by  NPOs and the 

outcome obtained from ICT is not that successful, which can be further explained as 

follows:   

Online fundraising cannot be the main source of income, as there are not that 

many people who use this channel. Most of the individual supporters are people from 

the older generation who have supported the organization from the start, and the 

invitation via post is a familiar method to them. Another practical method is to raise 

funds through bank account transfer, either on a monthly or annual basis.   

For grant seeking, there is something available through this channel, but this is 

not seriously utilized at the moment because the staff in the field consists of working 

staff and supporters who wish to provide assistance, and these people are potential 

sources of funding which means that they would have been located nonetheless. Some 

NPO which is the principle recipient works and coordinates together with funding 
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organizations and also provides and distributes the funds to its network organizations. 

Because of this, the use of websites will not be necessary for grant seeking.  

In conclusion, resource acquisition, particularly through fundraising, for the 

organization can be done using direct fundraising methods or through personal 

contact between the board and the donors in the form of cash or other items. 

Normally, support is maintained by inviting the supporters and donors to see the 

activities so they know how their donations are spent. In addition, volunteers which 

come to help the organization, either as board members or program volunteers, that 

came from existing relationships between the supporters themselves and spread 

through word of mouth. 

As a result, it was found that ICT adoption can be used to help resource 

acquisition activities. as well as stakeholder engagement, so the testing of Hypotheses 

H3.2 and H3.3 were not found to be statistically significant.  

 

 



 

CHAPTER 5 

 

 CONCLUSION AND RECOMMENDATIONS 

 

This chapter is dedicated to the conclusion and recommendations in relation to 

the findings from the research as described in Chapter 4. The previous chapter 

presents hypothesis testing according to the conceptual framework, as well as analysis 

and discussion of the findings from quantitative and qualitative research methods. In-

depth interviews, a qualitative research method, were utilized to verify findings from 

quantitative research.  

 

5.1  Conclusion 

 

This research aimed to explore how these key factors – leadership styles, 

board roles and responsibilities, and ICT adoption-are related to performance of NPOs 

in Thailand. The characteristics of NPOs that were studied conformed to the common 

characteristics of NPOs described in Chapter 2. In order to obtain in-depth, 

multidimensional data, this research employed mixed data collection methods, which 

included questionnaire surveys and in-depth interviews with top and middle 

management from 14 organizations. The qualitative research method (in-depth 

interviews) was employed to verify findings from the quantitative research method 

(questionnaire surveys) and to create an in-depth understanding that helps to explain 

these findings.   

To meet the objectives of this research, a conceptual framework was 

developed based on the resource-based view theory, the agency theory, the resource 

dependent theory, and the institution theory. The framework was aimed at 

determining four dimensions of board roles and responsibilities: 1) Mission and 

planning, 2) Relation and advocacy, 3) Fiscal and fundraising management and 4) 

Human resource management. The leadership theory was employed to establish 

leadership styles, which consisted of the charismatic leadership style and 
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transformational leadership style. As for the concept of ICT adoption, it involved 

three dimensions, which were communication and information flow, resource 

acquisition, and stakeholder engagement.  

The findings revealed that the most important factors that had positive effects 

on NPO performance were charismatic leadership and that leaders of the NPOs were 

equipped with and transformational leadership in terms of intellectual stimulation. 

The second most important factor was ICT adoption in terms of communication and 

information flow, and the third was board roles and responsibilities in terms of fiscal 

and fundraising management.  

 

5.1.1  Leadership Style  

The results of the quantitative research were in line with those from the 

qualitative research-charismatic leadership had the highest impact on organizational 

performance of NPOs. This implies that most domestic NPO leaders possess 

charismatic leadership that is derived from personal characteristics and quality of 

behavior, especially in terms of extraordinariness. The extraordinariness consists of 

courage, risk-taking, articulation of a vision that is easy for followers to understand, 

self-sacrifice, as well as work and decision-making on the basis of knowledge. 

Integrity and ethical standards are also characteristics that have been identified. 

Accordingly, the charismatic leadership style of NPO leaders results in motivation, 

aspiration, admiration, and reverence by people in the organization. All these will 

eventually lead to self-sacrifice (Conger, et al., 2000), archetypicality, and cohesion 

(Waldman et al., 2004) of people in the organization. This will lead all people to 

move towards common goals, and this would be an advantage for organizational 

performance.  Furthermore, charismatic leadership helps to promote and support 

fundraising in special events.  

The in-depth interviews revealed that the NPO leaders also had transformational 

leadership, especially in terms of intellectual stimulation. They allowed all followers 

or employees to express and share ideas, and they emphasized reasoning with 

followers. They were not likely to use absolute power or leadership to make decisions 

for other people. This leadership style results in innovativeness, productivity, and high 

impact, and it allows organizations to adjust to the environment that is subject to 

change.  
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Findings from the survey research and in-depth interviews support findings 

from many studies from foreign countries, as well as leadership-related concepts or 

theories explaining that charismatic leadership has effects on organizational 

performance of NPOs or business organizations. Nonetheless, they are not consistent 

with findings from the study by Chung and Lo (2007). Chang and Lo’s study on 

NPOs in the U.S.A. suggested that NPO leaders are equipped with “high-transaction 

and high-transformation” leadership. Also, findings of this research are inconsistent 

with those from the study by Bass (1998), who contended that transformational 

leadership is a good model for studying leadership in NPOs. However, it was 

discovered that Thai NPOs that originated in western countries were featured by 

transformational leadership. This can be explained by referring to the patron-client 

system in Thai society (Juree Vichit-Vadakan, 2002) and personalism, whereby 

people adhere to people with a high status, reputation, and honor. Charismatic 

leadership of NPOs in Thailand relies on advantages from this system. They appoint 

people with charismatic leadership as the chair or members of the board of directors 

to allow themselves to look respectable and reliable, acquire resources, and build their 

security. 

 

5.1.2  ICT Adoption 

Results from the quantitative research and those from qualitative research by 

means of in-depth interviews agreed with each other. That is, ICT adoption for 

communication and information flow, followed by charismatic leadership, had 

positive effects on organizational performance. The in-depth interviews revealed that 

ICT adoption for communication and information flow was mostly used for external 

communication, such as dissemination of activities, programs, or services through 

Internet-based networking and social media, e.g. Facebook, YouTube and Twitter. 

External communication by means of ICT resulted in NPOs becoming well-known 

and visible to society and exposed supporters or donors to organizational 

performance, which is conducive to resource support. These NPOs introduced ICT for 

internal communication to save costs. For example, they used emails to send texts, 

images or e-documents. In addition, they used ICT as a communication device for 

meeting among employees within the organization, which helps to save time and costs 
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and to accelerate and optimize operations. Therefore, ICT adoption for communication 

and information flow will allow NPOs to attain organizational goals and high 

performance.  

 Furthermore, findings from this research are consistent with the study by Rau 

(2003 quoted in Dimovski and Skerlavaj, 2004) and concepts of Zorn et al. (2011) and 

Hackler and Saxton (2007), which suggested that NPOs have adopted ICT to enhance 

organizational capacity, mission sustainability, and organizational performance. 

  

5.1.3  Board Roles and Responsibilities  

Results from quantitative research and those from qualitative research agree 

with each other. That is, they showed that fiscal and fundraising management had a 

very low effect on organizational performance. Board roles and responsibilities of 

NPOs in Thailand concentrate on providing advice and recommendations, as well as 

approving budgets and work plans that have been prepared and screened by 

management or management teams. A board also supports fundraising using their 

connections to link to resources outside their communities. They use connections with 

organizations from different sectors to establish cooperation networks. 

The qualitative research, by means of in-depth interviews, indicated that 

despite not participating in the formulation of strategic plans, which are mostly 

formulated by management teams, NPO boards played an active role in giving advice 

and recommendations for work plans and helping management teams to define 

organizational directions.  

Findings from this research partially support the agency theory and the 

resource dependency theory. It was found that these theories could hardly explain 

phenomena of NPOs in Thailand with regard to influence on organizational 

performance of NPOs. Thai NPO board roles and responsibilities detected in this 

research are different from those in studies from other countries. That is, studies from 

other countries showed that board roles and responsibilities are clearly-defined, 

including fundraising, financial reviews, and monitoring of management (Pfeffer, 

1972, 1973 quoted in Miller-Millesen, 2003; Pfeffer and Salancik, 1978; Herman, et 

al., 1996; Brown, 2005; Coombes, 2008). 
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5.1.4  Other Additional Critical Factors 

In-depth interviews and review of documents, e.g. annual reports, case studies 

of NPOs published in research works and academic publications, and the Internet led 

to the discovery of new factors under the resource-based view. The newly-discovered 

factors, namely innovativeness, revenue generation and sources, and networks are 

important to the achievement of organizational performance and sustainability.   

5.1.4.1  Innovativeness 

Transformational leadership in terms of intellectual stimulation, as 

well as charismatic leadership in terms of creativity, risk taking, and learning about 

new things in society resulted in the adoption of ideas or behaviors related to tools, 

technology, policies, strategies, programs, products or services that are new and 

enhance efficiency, productivity, adaptability, and high impacts on organizations, 

individual communities, and overall society. Furthermore, it was found that networks 

that were linked among organizations, communities, and societies resulted in the flow 

of information, ideas, and knowledge, thus leading to organizational innovativeness. 

This is in line with the study by Paolilo and Brown (1978) which revealed that the 

number of linkages across organizations at different levels had a relationship with 

innovativeness. The qualitative research found innovativeness in terms of: 1) Process 

innovativeness, such as the Child Care Center Program, the Family Relationship 

Program of the Foundation for Slum Child Care, real-time meetings through mobile 

phone of the Mirror Art Foundation; 2) Goods and service innovativeness, such as 

new programs in other countries, i.e. the Centre for the Promotion of Monastic 

Education, the Sustainable Empowerment of Civil Society in Myanmar, and the Lao 

Grassroots Leader Training and Action of the Sathriakosas-Nagapradjpa Foundation. 

5.1.4.2  Revenue Generation and Sources 

Some international organizations have reduced financial support for 

Thai NPOs or have shifted their support to other countries that need more urgent 

assistance, such as Myanmar, Cambodia, and the People’s Republic of Laos. These 

international organizations include the USIAD, WHO, Global Fund, etc. This 

phenomenon has caused financial constraints for Thai NPOs, which want autonomy 

and flexibility in operations to facilitate plan adjustment. They desire to attain 

autonomy in order to develop new programs or services in response to social issues 



155 

that are sensitive and subject to change all the time, as well as disasters that they need 

to quickly respond to. NPOs would like to be autonomous organizations that generate 

revenue on their own, or they wish that their funding sources will provide funding 

without, or with minimal, conditions or requirements. They will compensate for their 

lost funding support with money they can find. In addition, they want flexibility in the 

spending of funds to support their operations and achieve organizational objectives. 

To generate revenue with sources that can render organizational 

autonomy, an NPO should involve diverse operations. It should maintain donations 

and invent new forms of revenue through commercial activities under organizational 

programs or activities and set up social enterprises to serve as an important tool to 

respond to the highly-competitive external environment. Also, an NPO can establish a 

business venture as an independent organization that fully operates the business and 

shares profits in the form of donations back to it. Revenue from commercial activities 

provides NPOs with financial viability, which allows them to continue operating and 

maintaining social services. 

5.1.4.3  Networks 

NPOs have encountered similar obstacles concerning human resources 

and organizational capabilities. The fact that they are unable to support diverse 

programs or activities has forced them to depend on cooperation between individuals, 

organizations (government, private sector, and nonprofit sector), communities, and 

society in order to achieve organizational goals. NPO boards play an important role in 

utilizing their connections and organizational representativeness to establish a 

cooperative network. For example, the Raks Thai Foundation involved communities 

and local organizations in their operations during the tsunami disaster in the southern 

region, because this problem was complex and extensive and needed several 

capabilities. The Foundation for the Welfare of the Crippled has requested assistance 

from, and has collaborated with, nationwide provincial offices affiliated with the 

Ministry of Social Development and Human Security in the monitoring of children 

with disabilities in provinces and delivering information of these children back to the 

foundation. The Sustainable Agriculture Foundation has worked with academics from 

universities to produce knowledge about sustainable agriculture. Building cooperation 

and networks allow NPOs to achieve good organizational performance. 
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5.2  Recommendations 

 

In terms of the external environment, NPOs are being faced with fierce 

competition for resources, e.g. donors, supporters, and volunteers and the fact that 

funding sources from foreign countries have been shifting their support to other 

countries. As for the internal environment, they are experiencing a similar problem- 

inadequacy of the numbers of human resources and inadequacy of expertise of their 

human resources, as well as difficulty in recruiting people that understand social 

work. More importantly, NPOs must operate with transparency and accountability in 

order to continually receive grants from their supporters. 

Based on the research results, NPOs in Thailand can put factors that have 

effects on organizational performance into practice, and the government sector can 

use them as guidelines for policy formulation. 

 

5.2.1  Recommendations for Practice  

Based on the internal and external environments of NPOs and findings from 

this research,  the following recommendations have been developed for the 

achievement of high organizational performance. 

1)  Leadership, especially charismatic leadership, is a critical factor to 

the performance of organizations that adhere to the charismatic leadership of a single 

leader. In the long run, organizations should build leaders at all levels and establish 

leadership in all people in the organization, such as top and middle management. 

Also, they should strengthen organizational management. Whether they are top or 

middle management, they should develop their own charismatic leadership as follows:  

(1) Creating and maintaining positive attitudes – These are related 

to the view that everything can be improved or achieved and that problems are 

challenges to their abilities, such as commitment, courage, patience, and self-sacrifice 

to persevere through obstacles to become successful with integrity. They must realize 

that money donations must be given to others. People can inquire for which activities 

and for what purposes money donations have been spent. With these behaviors, 

leaders will have extraordinariness. 
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(2) Building confidence and faith – Leaders’ moral and ethical 

conduct will result in followers’ respect, faith, archetypicality, and commitment to 

achieve organizational goals. This will allow others to share opinions and experience, 

and learn together. 

(3) Practice providing opportunities to others in order to obtain new 

ideas and innovations in the organization. 

2)  Board roles and responsibilities – Although boards of NPOs in 

Thailand have little time and are unable to work full-time in an NPO, they are 

experienced or are experts in their field. Especially, NPOs with board governance 

model are Driving Forces (DF) model or Network (NW) model, board should utilize 

the intellectual property of its member to give advice and recommendations, as well 

as examine and approve work plans, annual operating budget, fiscal oversight and 

effective money management and conducts audits. Furthermore, they should ensure 

that strategic plans have been carefully formulated and screened by management 

teams of the organization. During the plan approval, boards should raise awareness 

and learn which internal and external stakeholders are engaged in organizational 

performance. Then, they should support their organization using their connections to 

involve parties or outside organizations to establish a cooperative network to support 

tasks for the organization. A board should assists in fundraising, for example, making 

personal contributions to the organization, recruiting friends and colleagues to 

consider supporting the organization. 

3)  ICT adoption – NPOs in Thailand must take opportunities of the 

technology era to develop internal and external communication systems because there 

are many people in Thailand who are ready to help society. NPOs must make 

themselves visible in Thai society by using all ICT channels for communication 

within and outside their organization. For example, they can use the Internet, 

websites, and social media to improve external communications for networking with 

peers. This is possible through transferring information among other organizations 

and online communication through bulletin boards or online chat rooms. 

Furthermore, NPOs should prepare and build their ICT capacity. ICT 

serves as a means of resource acquisition, such as fundraising and recruiting 

volunteers and employees. Target groups in the near future are people in the 
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information technology age who are familiar and live with information technology.  

Lastly, NPOs should request other forms of support or donations from business 

organizations or party organizations, e.g. training in IT and IT device maintenance, as 

well as IT infrastructure, e.g. storage space and Internet cost.  

4)  Creating revenue or fundraising by NPOs should involve different 

methods based on the organizational mission, their capabilities and stakeholders. They 

should possess good management systems and procedures and regularly build good 

relationships with donors. For example, they can organize site visits for donors to 

allow the donors to share their experiences with them and others. This will result in 

NPOs continuously receiving support and expanding the base of donors. 

5)  Revenue generation or fundraising under commercial activities, 

particularly in social enterprises or business units, should be operated by people with 

expertise in finance and business with vast experience in business operations. 

6)  Leaders in NPOs should always build networks and foster their 

connection with organizations, individual communities, and overall society using 

different strategies. The strategies may include sharing knowledge and expertise 

through research and publications and enhancing skills through training, meetings and 

seminars, and public relations via different  channels, especially the Internet-based 

networking sites and social media, e.g. Facebook, YouTube, and Twitter. 

7)  Leaders in NPOs should encourage creativity and social innovations 

within their organization by allowing the opportunity for members to express and 

share opinions, work as a team, and exchange information with other organizations, 

individual communities and overall society to attain adaptability to survival and 

sustainability. 

 

5.2.2  Recommendation for Policy 

1)  The government sector should apply tax measures to attract NPO 

supporters, such as offering tax reductions, whereby donators can deduct personal 

income tax and corporate income tax with better rates or even a full tax deduction. In 

addition, the government sector should encourage NPOs to generate revenue by 

making products and offering services in the market system. For instance, the 
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government sector may establish a fund for investment in a social enterprise that is 

operated under NPOs and facilitate regulations on the NPO establishment process.  

2)  The government sector should create and instill values about public 

mind to the public to make them realize the importance of their involvement in public 

interest activities in terms of donation of money, items or time. 

3)  The government sector should set up a central agency to be in 

charge of the supervising and monitoring of NPOs to result in efficient and 

transparent management that truly meets the needs of target groups that offer services 

for individual communities and overall society. 

4)  The government sector and educational institutions should support 

and promote courses about the management of public interest organizations to 

produce personnel equipped with skills and positive attitudes to work in the NPO 

sector.  

 

5.3  Future Research 

 

This research had many limitations. Samples in the research were not 

classified by type of NPOs. Therefore, it is suggested that future research should be a 

comparative study of NPOs by type: culture and recreation, social welfare, 

environment, etc. to explore if respective factors under a conceptual framework 

differently affect organizational performance. 

The study found that leadership had the greatest influence on organizational 

performance. However, this study was a snapshot study. As leadership styles may 

change over time, longitude research should be conducted to analyze the changes of 

leadership styles over time. 

Leadership styles and the interactions between leadership styles and 

organizational autonomy, innovativeness, and organizational performance are interesting 

topics for further study. 

Compared to business organizations, ICT adoption among Thai NPOs is still 

in an initial stage. Therefore, it should be further studied to determine what factors or 

theoretical frameworks can explain motives or factors related to ICT adoption in 

NPOs. 
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In-depth research should be conducted on new factors, e.g. innovativeness, 

networks and connections, as well as revenue generation and sources. The topics can 

include their creation processes, the levels of networks or cooperation, and 

antecedence causes of these factors. That is, quantitative research or survey research 

under the new conceptual frameworks should be conducted.  
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APPENDIX A 

 

Table A1  Studies of Relationship between Board Composition and Characteristics and Organization Performance. 

   

Study (year) Org 

Type 

(FP/NP) 

Composition 

Dimension 

Sub-Dimensions 

 

Findings 

Babchuck, 

Marsey, 

& Gordon 

(1960) 

 

NP 

 

Composition 

 

Gender 

Positive correlation between proportion of men on 

the board and  high organizational rankings by 

community 

Provan (1980) NP Composition Board size Positive correlation between board size and firm 

performance 

Provan (1980) NP Composition Board Ratio of Males No correlation between ratio of males, and  firm 

performance 

    Negative correlation between gender diversity and 

donations (when firm size controlled for) 

Siciliano (1996) NP Composition Diversity of gender, 

occupation, ethnicity etc. 

Positive correlation between diverse board 

composition (occupational) and fundraising and 

social performance levels 

    Positive correlation between gender diversity and 

social performance 

    Negative correlation between gender diversity and 

fundraising performance 

Herman & Renz NP Composition Demographics/diversity No significant correlation between intentional 
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Study (year) Org 

Type 

(FP/NP) 

Composition 

Dimension 

Sub-Dimensions 

 

Findings 

(1997) change to board composition and success of change 

Siciliano (1990) NP Composition Gender diversity of board No significant relationship between gender 

diversity and fiscal performance 

    Negative correlation between higher percentage of 

women on boards and public support 

Holland & 

Jackson (1998) 

NP Composition  Board competencies (e.g. 

contextual, educational, 

interpersonal, analytical, 

political, and strategic) 

Positive correlation between board development 

activities and increased board competence levels 

Jackson & 

Holland (1998) 

NP Composition?? Board competencies (e.g. 

contextual, educational, 

interpersonal, analytical, 

political, and strategic) 

Positive correlation between board competency 

levels and performance 

   Size Positive correlation between board size and total 

revenue 

Golden & Zajac 

(2001) 

NP/FP 

(hospitals) 

Composition Size Positive correlation between small board and 

strategic change; negative correlation between large 

board and strategic change 

   Board member age Positive correlation between younger boards and 

strategic change; 

Negative correlation between older boards and 

strategic change 

Brown (2002) NP Composition Diversity (e.g. education, 

profession, disabled, 

ethnicity) 

Positive (moderate)correlation between board 

diversity and inclusiveness 

Callen, Klein, & NP Composition Proportion of donors on Negative correlation between proportion of major 
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Study (year) Org 

Type 

(FP/NP) 

Composition 

Dimension 

Sub-Dimensions 

 

Findings 

Tinkelman 

(2003) 

board donors on board and ratio of total expenses : 

program expenses 

Siciliano (2003) NP Composition Gender diversity Positive correlation between equal representation of 

sexes and ability to fulfill social mission 

    Negative corre3lation between proportion of 

females and donation levels 

    Negative correlation between gender diversity and 

donations (when firm size controlled for) 

   Age diversity Positive (moderate) correlation between age 

diversity of board and donation levels 

Siciliano (2003) NP Composition Size Positive correlation between board size and gender 

diversity 

    Positive corre3lation between board size donation 

(with firm size controlled for) 

Peng (2004) NP Composition Inside : Outside No correlation between proportion of outside 

directors and firm performance 

Provan (1980) NP Characteristics Board member prestige and 

community relations 

Negative correlation between board linkages and 

ability to raise funds 

    Negative correlation between board prestige and 

ability to raise funds 

Siciliano (1997) NP Characteristics Occupational diversity of 

board 

No significant relationship between occupational 

diversity of board and fiscal performance 

Olson (2002) NP Characteristics Director background Positive correlation between homogeneity of 

functional background (business executive) and 

total revenue 

    No correlation between homogeneity of functional 
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Study (year) Org 

Type 

(FP/NP) 

Composition 

Dimension 

Sub-Dimensions 

 

Findings 

background (business executive) and donations 

Golden & Zajac 

(2001) 

NP/FP 

(hospitals) 

Characteristics Occupational heterogeneity Positive correlation between occupational 

heterogeneity and strategic change (only up to a 

certain point, at 3which too much heterogeneity 

would cause conflict) 

   Business orientation Positive correlation between business occupational 

background and strategic change 

Siciliano (2003) NP Characteristics Diversity Professional 

background 

Positive correlation between diversity in 

professional backgrounds of board members and 

social performance 

    Positive correlation between diversity in 

professional backgrounds of board members and 

fundraising/contributed revenue performance 

O’Regan & 

Oster (2005)  

NP Characteristics Diversity (e.g. gender) No significant correlation between gender and 

board role performance 

Zald (1967) NP Composition Professional background Positive correlation between proportion of business 

leaders and quality of programs 

Zald (1967Z) NP Characteristics Multiple board memberships Positive correlation between service on multiple4 

boards and personal giving and time 

Provan (1980) NP Characteristics Board power (e.g. prestige of 

members in community, 

links with other agencies) 

Positive relationship between board power and 

funding received (however, stronger boards and 

less effective at obtaining funding from important 

funding sources, than are less powerful boards) 

Herman & Renz 

(1997) 

NP Structure Committees Positive correlation between intentional change to 

board structure (e.g. committees) and success of 

change 
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Study (year) Org 

Type 

(FP/NP) 

Composition 

Dimension 

Sub-Dimensions 

 

Findings 

Olson (2000) NP Structure Tenure Positive correlation between board size and gift 

income 

    Positive correlation between board size and 

revenue 

Golden & Zajac 

(2001) 

NP/FP 

(hospitals) 

Structure Board power (relative to 

CEO) 

Positive relationship between board  characteristics 

and processes moderated by board power, and 

strategic change 

Comforth & 

Simpson (2002) 

NP Structure Subcommittees Positive correlation between  presence of 

subcommittees and performance  

    Positive correlation between presence of 

subcommittees and firm size 

O’Regan & 

Oster (2002) 

NP Structure Tenure Curvilinear relationship between length of board 

service and board behaviour (i.e. personal giving 

attendance, time) 

 

Source:  Coombes (2008). 

 
 
 
 



180 
 

 

APPENDIX B 

OPINION SURVEY: KEY FACTORS THAT AFFECT NPO 

PERFORMANCE 

 

Date:…………………………………… 

Organization:……………………………….………………………………………… 

 

Part 1  Personal Information 

This part asks about your personal information. I confirm that your information will 

be kept confidential. Please put an “x” in front of information that pertains to you.  

 

1.  Gender   Male    Female 

 

2.  Age    20-25 years old     26-30 years old      31-39 years old      

    40-49 years old     50-59  years old     60 years old or more    

 

3.  Years in the organization …………………..years  

  

4. Employment status 

       ..........  Full-time with pay   

       ..........  Full-time with no pay  

       ……..  Part-time with pay   

       ..........  Volunteer with no pay 

       ..........  Volunteer with pay (daily allowance or transport allowance) 

 

5.  Current position  

……..  President or Chair of Board, President of Center, President of Association 

..........  Senior or top management, e.g. Managing Director, Manager, Board  

          Member, Director or Vice President, Secretary General, Treasurer   

     ............  Middle management, e.g. Program Leader, Department Manager,  

                Assistant Secretary to Managing Director 

      ……..  Other, please identify………………………………………………………. 
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 Part 2  Scope of Board Responsibilities  

In this part, you are expected to describe the scope of board responsibilities. 

Please put an “x” in each box to express your opinion about each of the 

following statements.   

 

The Board in my organization….  Strongly 

disagree 

Disagree Agree Strongly 

Agree 

1.Has an understanding about culture and 

values, as well as are familiar with local 

areas or local communities where the 

organization provides services.  

 

1 

 

2 

 

4 

 

5 

2. Regularly reviews organizational mission 

and purpose. 

 

1 

 

2 

 

4 

 

5 

3. Participates in planning and considering 

directions and needs of the organization in 

the next 3-4 years. 

 

1 

 

2 

 

4 

 

5 

4. Sets annual goals or priorities with the 

management and monitor the progress on a 

regular basis. 

 

1 

 

2 

 

4 

   

5 

5. Monitors the progress of goals and work 

plans on a regular basis. 

 

1 

 

2 

 

4 

   

5 

6. Includes representatives from other 

organizations (government and private 

sectors) in the board as members or 

advisors. 

 

1 

  

 2 

 

4 

 

5 

7. Represents, or campaigns for matters for, 

service users, donors, communities, 

organizations or the public on a regular 

basis. 

 

1 

 

2 

 

4 

 

5 

8. Promotes the image of the organization in 

individual communities and the public. 

 

1 

 

2 

 

4 

 

5 

9. Approves and allocates annual budgets to 

programs or operations that are vital to the 

 

1 

 

2 

 

4 

 

5 
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The Board in my organization….  Strongly 

disagree 

Disagree Agree Strongly 

Agree 

organization. 

10. Monitors financial reports of the 

organization on a regular basis. 

 

1 

 

2 

 

4 

 

5 

11. Annually provides financial support to 

the organization. 

 

1 

 

2 

 

4 

 

5 

12. Is enthusiastic about inviting other 

people to provide financial support for the 

organization. 

 

1 

 

2 

 

4 

 

5 

13. Recruits new board members who are 

qualified to strengthen the organization. 

 

1 

 

2 

  

 4 

 

5 

14. Recruits and hire top or middle 

management with professional, systematical 

methods.  

 

1 

 

2 

 

4 

 

5 

15. Supports work of the management and 

respect their responsibilities.  

 

1 

 

2 

 

4 

 

5 

16. Apprises the management of the 

organization in a systematic and fair manner 

on a regular basis.  

 

1 

 

2 

 

4 

 

5 
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Part 3  Leadership  

 In this part, you are expected to describe the roles and leadership of the leader 

in your organization, e.g. Board Chair/Board Member, President of Association, 

Board of Directors or Sub-committee. Please put an “x” in each box to express your 

opinion about each of the following statements.   

 

 

 

Leaders or management in my 

organization…. 

 Strongly 

Disagree 

Disagree Agree Strongly 

Agree 

1. Have high charisma or some 

extraordinariness.  

1 2 4 5 

2. Are a role model of high-capacity leaders. 1 2 4 5 

3. Show capacity or do what I thought is 

impossible. 

1 2 4 5 

4. Are equipped with a new style of 

leadership that is not the same as old 

leadership styles.  

1 2 4 5 

5. Are courageous, represent communities, 

and create prosperity for the organization. 

1 2 4 5 

6. Are a role model as ideal leaders in the 

past, such as Gandhi, Nelson Mandela, Mae 

Chee Sansanee Sthirasuta, and Meechai 

Wirawaithaya. 

1 2 4 5 

7. Make me respect them and sacrifice myself 

when I work or am in close contact with them 

1 2 4 5 

8. Are inspirational when I work or am in 

close contact with them.  

1 2 4 5 

9. Stimulate me when I work or am in close 

contact with them. 

1 2 4 5 

10. Give me enthusiasm all the time when I 

work or am in close contact with them. 

1 2 4 5 
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Leaders or management in my 

organization…. 

 Never Seldom Rather 

often  

Often or 

usually  

11. Are able to create pride in others. 1 2 4 5 

12. Overlook personal interest for the 

goodness of the organization. 

1 2 4 5 

13. Behave well so that they gain respect from 

others. 

1 2 4 5 

14. Have authority, power, and abilities. 1 2 4 5 

15. Discuss future matters of the organization 

with positive and optimistic views.  

1 2 4 5 

16. Are enthusiastic about expressing needs of 

the organization. 

1 2 4 5 

 

17. Articulate a vision regarding the future of 

the organization  

1 2 4 5 

18. Build confidence in organizational goals 1 2 4 5 

19. Allow people to know what priorities they 

should consider or are aware of. 

1 2 4 5 

20. Find diverse solutions to a problem. 1 2 4 5 

21. Make others consider a problem from 

different, helpful angles. 

1 2 4 5 

22. Stimulate others to think outside the box 

when dealing with the same problem. 

1 2 4 5 

23. Sacrifice time to teach and train others. 1 2 4 5 

24. Treat everyone with respect for human 

dignity.  

1 2 4 5 

25. Look at other people with an 

understanding that each person has a different 

need, desire, and capability. 

1 2 4 5 

26. Pay attention to, and are patient with the 

concerns, problems or needs of others. 

1 2 4 5 
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Part 4 ICT Adoption  

 In this part, you are expected to describe ICT adoption in your organization.    

Please put an “x” in each box to express your opinion about each of the 

following statements.  Here, ICT refers to the Internet, websites, emails, computer 

programs or social media as well as technical devices, e.g. teleconference devices.  

 

My organization has adopted ICT 

to…….. 

Strongly 

disagree 

Disagree Agree Strongly 

agree 

1. Share information, such as data files, with 

people within the organization.  

1 2 4 5 

2. Communicate with people within and 

outside the organization.   

1 2 4 5 

3. Share information, such as data files, with 

people outside the organization. 

1 2 4 5 

4. Disseminate information about programs 

and activities that are beneficial to 

individual communities or overall society. 

1 2 4 5 

5. Promote the image of the organization. 1 2 4 5 

6. Request funding from government and 

private agencies or donations from 

individuals. 

1 2 4 5 

7.  Request donations from individuals.  1 2 4 5 

8. Search for funding sources.  1 2 4 5 

9.  Search for, and access information of, the 

government. 

1 2 4 5 

10. Provide training for other agencies. 1 2 4 5 

11. Campaign for activities and programs. 1 2 4 5 

12. Provide training administered by 

individuals or agencies for the organization. 

1 2 4 5 

13. Administer the job application process 

or recruit volunteers to the organization. 

1 2 4 5 
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Part 5  Organizational Profile and Performance 

 

  In this part, you are expected to describe the profile and performance of your 

organization.  

 

1. What type do you think your organization is? (Please put an “x” in front of 

information that pertains to you)  

………. Culture and performing arts ………. The environment  

………. Recreation and sports  ………. Animal and wildlife protection  

………. Education, technology or  

            development  

………. Community and residential  

            development  

………. Heath ………. Occupational training and jobs  

………. Social welfare for  

            children/youth/women/ 

            elderly/people with  

            disabilities, etc.  

………. Justice process, human rights, and                   

            campaign  

………. Support and promotion of           

            volunteerism  

………. Disaster mitigation, accident  

            response, and rescue  

………. Funding organizations  

………. Assistance in the cost of  

            living/expenditure  

Other ……………………………………….. 

  

 

2. The year when your organization was established: ……………………… or age of 

the organization.......................... year old 
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3. Please identify the number of permanent staff and volunteers in your organization 

compared with last year and 3 years ago.  I confirm that your information will be kept 

completely confidential.   

 

Number of Staff 2012  2010  

Permanent staff   

Volunteers    

Board members    

*Volunteers here refer to people who work on a voluntary basis with or without pay.  

 

4. Please identify the annual budget of your organization compared with last year and 

3 years ago.  Please identify a single number. I confirm that your information will be 

kept completely confidential.   

 

Annual Budget 2012 (baht) 2010 (baht) 

Budget  
(for activities/programs) 

  

 

5. Please identify the estimated revenue and expenditures of your organization 

compared with last year and 3 years ago.  Please identify a single number. I confirm 

that your information will be kept completely confidential.   

 

Revenues and Expenditure 2012 (baht) 2010 (baht) 

Total revenues  

(money and article donations, as well as 

sales of products or services) 

  

Total expenditures  

(for activities, programs, operations, 

salary) 
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6. Please rank the order of the sources of your organization’s revenue for the past 

three years.  Please rank them from 1, 2, 3….. for the most to the least important 

source (in the case there is more than one source).  I confirm that your information 

will be kept completely confidential. 

 

............ General public  ............ International foundations or organizations  

............ Government                              ............ Embassies 

............ Private business  

           organizations  

............ Religious institutions                  

............ Mother organization                        ............ Products and services  

............ Domestic  

           foundations 

…….... Others, e.g. membership fees, investment and  

           capital, and interest  
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7. How much change or success do you think your organization has undergone 

compared with 3 years ago? I confirm that your information will be kept completely 

confidential     

Please put an “x” on the number that pertains to you.  

 

 

Compared with 3 years ago 

Levels of change  

Very low Low Constant  High Very high 

7.1 Increase in the number of new 

activities, programs or services.  

0 1 2 3 4 

7.2 Increase in the number of 

permanent staff.  

0 1 2 3 4 

7.3 Increase in the number of 

volunteers.  

0 1 2 3 4 

7.4 Amount of yearly budget used 

to administer the organization. 

0 1 2 3 4 

 Levels of success  

7.5 Performance is in line with the 

amount of funding received.  

0 1 2 3 4 

 

7.6 Implementation of work plans 

and programs.  

0 1 2 3 4 

 

7.7 Achievement of organizational 

purpose, goals and mission.  

0 1 2 3 4 
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Report Request Form  

 

 

   Thank you very much for your precious time dedicated to completing the 

questionnaire. Your contribution will be beneficial to the research and development of 

non-profit organizations. 

   If you would like to receive the results of this research, please identify your name 

and the address of your organization. I will send it to you accordingly. 

 

Address……………………………………………………………………………… 

……………………………………………………………………………………… 

……………………………………………………………………………………… 

……………………………………………………………………………………… 

……………………………………………………………………………………… 

 

Email…………………………………………………………………………………. 

Telephone………………………………………………………………………….. 
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แบบส ำรวจควำมคิดเห็นปัจจัยหลกัทีม่ีผลต่อผลกำรด ำเนินงำนองค์กำรไม่แสวงก ำไร 

 
วนัที่:…………………………………….. 
ช่ือองค์กำร:……………………………………….………………………………………………… 
 
ตอนที ่1  ข้อมูลส่วนบุคคล 
แบบสอบถามส่วนท่ีมุ่งสอบถามขอ้มูลส่วนบุคคลของท่าน ขอรับรองวา่จะเก็บขอ้มูลท่ีท่านใหน้ี้ไวเ้ป็นความลบั 
กรุณาตอบโดยท าเคร่ืองหมาย กำกบำท ขอ้ท่ีตรงกบัตวัท่านมากท่ีสุด 

 
1.  เพศ    ชาย    หญิง 
 
2.  อาย ุ    20-25 ปี    26-30 ปี    31-39 ปี 
         40-49 ปี                       50-59  ปี    60 ปี หรือมากกวา่    
 
3.  ท่านท างานในองคก์ารน้ีเป็นระยะเวลา…………………..  ปี  

  
4. สถานภาพพนกังาน  
       ..........  ท างานเตม็เวลา มีเงินเดือน   
       ..........  ท างานเตม็เวลาโดยไมรั่บค่าตอบแทน  
           ……..  ท างานไม่เตม็เวลา แต่รับค่าตอบแทน 
       ..........  อาสาสมคัรโดยไม่รับค่าตอบแทน  
       ..........  อาสาสมคัรท่ีรับเบ้ียเล้ียงและหรือค่าเดินทาง  
 
5.  ต าแหน่งงานปัจจุบนัของท่านคือ 

……..  ประธานหรือประธานกรรมการ ประธานศูนย ์นายกสมาคม 
..........  ผูบ้ริหารระดบัสูง (Senior or top management) เช่น กรรมการผูจ้ดัการ ผูจ้ดัการ สมาชิก 
   คณะกรรมการ ผูอ้  านวยการหรือรองผูอ้  านวยการบริหาร เลขาธิการ เหรัญญิก 

       ..........  ผูบ้ริหารระดบักลาง (Middle management) เช่น หวัหนา้โครงการ/โปรแกรม หวัหนา้ 
   ฝ่ายงานต่างๆ ผูช่้วยเลขานุการฯ 
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       …….. อ่ืน ๆ โปรดระบุ………………………………………………………………………. 
 
ตอนที ่2  ขอบเขตควำมรับผิดชอบของคณะกรรมกำรอ ำนวยกำร (บอร์ด) 

แบบสอบถามส่วนน้ีมีวตัถุประสงคใ์หท้่านบรรยายขอบเขตความรับผดิชอบของ 
คณะกรรมการอ านวยการ (Board) ขององคก์ารท่าน วา่มีลกัษณะเป็นอยา่งไร 

กรุณา กากบาท บนหมายเลขท่ีตรงกบัค าตอบของท่าน หมายเลขเดียว  
 

คณะกรรมกำรอ ำนวยกำร (บอร์ด)  
                ขององค์กำรข้ำพเจ้ำ ………. 

 ไม่เห็นด้วย 
อย่ำงยิ่ง 

ไม่เห็นด้วย เห็นด้วย เห็นด้วย
อย่ำงยิ่ง 

1. มีความรู้ความเขา้ใจในเร่ืองวฒันธรรม ค่านิยม และ
ความคุน้เคยต่อพ้ืนท่ีหรือชุมชนทอ้งถ่ินท่ีองคก์าร
ใหบ้ริการ 

1 2 4 5 

2. มีการทบทวนพนัธกิจและจุดมุ่งหมายขององคก์าร
อยูเ่สมอ 

1 2 4 5 

3. เขา้ร่วมการวางแผน พิจารณาถึงทิศทางและความ
ตอ้งการ ในอนาคตขององคก์ารในอีก 3-4 ปี ขา้งหนา้ 

1 2 4 5 

4. ก าหนดเป้าหมายหรือความส าคญัประจ าปีร่วมกบั
ฝ่ายบริหารและมีการติดตามความกา้วหนา้อยูเ่สมอ 

1 2 4 5 

5. ติดตามความกา้วหนา้ป้าหมายหรือแผนงานอยูเ่สมอ 1 2 4 5 
6. มีตวัแทนจากองคก์ารอ่ืนๆ (ภาครัฐ, เอกชน)  เขา้
ร่วมเป็นคณะกรรมการ หรือเป็นท่ีปรึกษา  

1 2 4 5 

7. ท าหนา้ท่ีเป็นตวัแทนหรือรณรงคใ์นเร่ืองต่างๆ แทน
ผูรั้บบริการ ผูบ้ริจาค ชุมชน องคก์าร หรือสาธารณะ 
อยูเ่สมอ 

1 2 4 5 

8. ส่งเสริมภาพลกัษณ์ขององคก์ารในท่ีชุมชนและต่อ
สาธารณะ 

1 2 4 5 

9. อนุมติัและจดัสรรงบประมาณประจ าปีใหก้บั
โครงการหรือการด าเนินงานท่ีมีความส าคญัต่อ
องคก์าร 

1 2 4 5 

10. ตรวจสอบรายงานดา้นการเงินขององคก์ารอยา่ง
สม ่าเสมอ 

1 2 4 5 

11. สนบัสนุนดา้นการเงินต่อองคก์ารเป็นประจ าทุกปี 1 2 4 5 
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คณะกรรมกำรอ ำนวยกำร (บอร์ด)  
                ขององค์กำรข้ำพเจ้ำ ………. 

 ไม่เห็นด้วย 
อย่ำงยิ่ง 

ไม่เห็นด้วย เห็นด้วย เห็นด้วย
อย่ำงยิ่ง 

12. มีความกระตือรือร้นในการเชิญชวนใหบุ้คคลอ่ืนๆ 
สนบัสนุนดา้นการเงินต่อองคก์าร 

1 2 4 5 

13. คดัเลือกคณะกรรมการใหม่ท่ีมีคุณสมบติัในการ
สร้างความแขง็แกร่งต่อองคก์าร 

1 2 4 5 

14. คดัเลือกและจา้งผูบ้ริหารองคก์ารหรือผูบ้ริหาร
ระดบัสูง ดว้ยวธีิการอยา่งมืออาชีพและเป็นระบบ 

1 2 4 5 

15. สนบัสนุนการท างานของผูบ้ริหารและเคารพใน
ความรับผิดชอบของผูบ้ริหารองคก์าร 

1 2 4 5 

16. ประเมินผูบ้ริหารองคก์ารอยา่งเป็นระบบและเป็น
ธรรมอยา่งสม ่าเสมอ 

 
1 

 
2 

 
4 

 
5 

 
ตอนที ่3  ภำวะผู้น ำในองค์กำร 
 แบบสอบถามส่วนน้ีมีวตัถุประสงคเ์พื่อใหท้่านบรรยายลกัษณะและบทบาท ความเป็นผูน้ า
ของผูบ้ริหาร ขององคก์ารท่าน  เช่น ประธานมูลนิธิ/กรรมการ นายกสมาคม คณะกรรมการ
อ านวยการ คณะกรรมการบริหาร   

กรุณา กำกบำท บนหมายเลขท่ีตรงกบัค าตอบของท่าน หมำยเลขเดียว  
ผู้น ำหรือผู้บริหำรขององค์กำรข้ำพเจ้ำ……..  ไม่เห็นด้วย 

อย่ำงยิ่ง 
ไม่เห็นด้วย เห็นด้วย เห็นด้วย

อย่ำงยิ่ง 

1. เป็นบุคคลท่ีมีบารมีสูง หรือลกัษณะพิเศษบางอยา่งเหนือ
บุคคลอ่ืนๆ 

1 2 4 5 

2. เป็นแบบอยา่งท่ีดีเลิศท่ีมีความสามารถสูงของผูน้ า 1 2 4 5 
3. แสดงศกัยภาพหรือท าในเร่ืองท่ีขา้พเจา้คิดวา่เป็นไปไม่ได ้ 1 2 4 5 
4. มีภาวะผูน้ าแบบใหม่ท่ีไม่เหมือนภาวะผูน้ าในอดีต 1 2 4 5 
5. มีความกลา้หาญ เป็นตวัแทนชุมชน เป็นผูส้ร้างความเจริญ
ใหก้บัองคก์าร 

1 2 4 5 

6. เป็นแบบอยา่งของผูน้ าในอุดมคติ เช่น มหาตมคานธี เนล
สนั เมลดาลา แม่ชีสนัสนีย ์เสถียรสุต คุณมีชยั วรีะไวทยะ  
เป็นตน้ 

1 2 4 5 

7. ท าใหรู้้สึกมีความเคารพและอุทิศตน เม่ือไดใ้กลชิ้ดหรือ
ท างานดว้ย 

1 2 4 5 
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ผู้น ำหรือผู้บริหำรขององค์กำรข้ำพเจ้ำ……..  ไม่เห็นด้วย 
อย่ำงยิ่ง 

ไม่เห็นด้วย เห็นด้วย เห็นด้วย
อย่ำงยิ่ง 

8. ท าใหรู้้สึกเกิดแรงบนัดาลใจ เม่ือไดใ้กลชิ้ดหรือท างานดว้ย 1 2 4 5 

9. ท าใหมี้แรงหรือพลงักระตุน้ออกมา เม่ือไดใ้กลชิ้ดหรือ
ท างานดว้ย 

1 2 4 5 

10. ท าใหรู้้สึกต่ืนตวั ขยนัอยูแ่ละกระตือรือร้นตลอดเวลา เม่ือ
ไดใ้กลชิ้ดหรือท างานดว้ย 

1 2 4 5 

 11. สามารถสร้างความภูมิใจใหก้บัผูอ่ื้นได ้ 1 2 4 5 
 12. มองขา้มผลประโยชน์ส่วนตวัเพ่ือส่ิงท่ีดีขององคก์าร 1 2 4 5 
 13. ปฏิบติัตนดีท าใหไ้ดรั้บความเคารพจากผูอ่ื้น  1 2 4 5 
 14. มีอ านาจ มีพลงัและความสามารถ 1 2 4 5 
 15. พดูคุยเร่ืองอนาคตขององคก์ารในมุมมองท่ีดีและแง่บวก 1 2 4 5 
 16. มีความกระตือรือร้นในการส่ือถีง ความตอ้งการของ
องคก์าร 

1 2 4 5 
 

17. มีความชดัเจนในการอธิบายวสิยัทศัน์ท่ีเก่ียวกบัอนาคต
ขององคก์าร 

1 2 4 5 

18. สามารถสร้างความเช่ือมัน่ในเป้าหมายองคก์าร 1 2 4 5 
19. สามารถท าใหเ้ห็นวา่อะไรคือส่ิงส าคญัท่ีตอ้งค านึงถึงหรือ
ตระหนกัถึง  

1 2 4 5 

20. สามารถหาทางเลือกท่ีหลากหลายในการแกไ้ขปัญหา 1 2 4 5 
21. ท าใหผู้อ่ื้นมองปัญหาจากมุมมองต่างๆ ท่ีเป็นประโยชน ์ 1 2 4 5 
22. กระตุน้ใหผู้อ่ื้นคิดนอกกรอบในการจดัการกบัปัญหาเดิมๆ 1 2 4 5 
23. เสียสละเวลาในการสอนและฝึกงานใหก้บัผูอ่ื้น 1 2 4 5 
24. ปฏิบติัต่อทุกคนโดยเคารพในศกัด์ิศรีของความเป็นมนุษย ์ 1 2 4 5 
25. มองผูอ่ื้นดว้ยความเขา้ใจวา่แต่ละคนมี ความตอ้งการ ความ
ปรารถนาและความสามารถ ท่ีแตกต่างกนั 

1 2 4 5 

26. มีความตั้งใจและอดทนในการรับฟังความกงัวล ปัญหา
หรือความตอ้งการของผูอ่ื้น 

1 2 4 5 
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ตอนที ่4 กำรน ำเทคโนโลยสีำรสนเทศและกำรส่ือสำร (ICT) มำใช้ในองค์กำร 
 แบบสอบถามส่วนน้ีมีวตัถุประสงคเ์พื่อบรรยาย การน า ICT มาใชใ้นองคก์าร ของท่าน   
กรุณา กากบาท หมายเลขท่ีตรงกบัค าตอบของท่าน หมายเลขเดียว  

ICT ในท่ีน้ีไดแ้ก่ อินเตอร์เน็ต เวบ็ไซต ์จดหมายอิเลก็ทรอนิค แอปพลิเคชัน่ต่างๆ เช่น Microsoft 
Offices, ส่ือออนไลน์ เช่น เฟชบุ๊ค (Face book), ทวทิเตอร์ (Twister) รวมทั้งอุปกรณ์ติดต่อส่ือสาร เช่น การ
ประชุมทางไกล เป็นตน้ 
 

องค์กำรข้ำพเจ้ำมกีำรน ำ ICT มำใช้……..  ไม่เห็นด้วย 
อย่ำงยิ่ง 

ไม่เห็นด้วย เห็นด้วย เห็นด้วย
อย่ำงยิ่ง 

1. ใชใ้นการแบ่งปันหรือใชข้อ้มูลร่วมกนั เช่น ไฟล ์
ขอ้มูลกบับุคคลต่างๆ ภำยใน องคก์าร 

1 2 4 5 

2. ใชใ้นการตืดต่อส่ือสารกบับุคคลต่างๆ ทั้งภายในและ
ภายนอกองคก์าร 

1 2 4 5 

3. ใชใ้นการแบ่งปันหรือใชข้อ้มูลร่วมกนั เช่น ไฟล ์
ขอ้มูล กบับุคคลต่างๆ ภำยนอก องคก์าร 

1 2 4 5 

4. ใชเ้ผยแพร่ขอ้มูลเก่ียวกบัโครงการและกิจกรรมต่างๆ 
ท่ีเป็นประโยชน์ต่อชุมชน หรือสงัคม 

1 2 4 5 

5. ใชใ้นการส่งเสริมภาพลกัษณ์ขององคก์าร 1 2 4 5 
6. ใชใ้นการขอรับเงินทุนจากหน่วยงานรัฐบาลและ
องคก์ารเอกชน หรือรับบริจาคจากบุคคลต่างๆ 

1 2 4 5 

7. ใชใ้นการขอรับบริจาคจากบุคคลต่างๆ 1 2 4 5 
8. ใชใ้นการคน้หาแหล่งเงินทุนตา่งๆ 1 2 4 5 
9. ใชใ้นการคน้หาและเขา้ถึงขอ้มูลข่าวสารของรัฐบาล 1 2 4 5 
10. ใชใ้นการใหบ้ริการการฝึกอบรมแก่บุคคลหรือ
หน่วยงานต่างๆ 

1 2 4 5 

11. ใชใ้นการรณรงคกิ์จกรรมโครงการต่างๆ 1 2 4 5 
12. ใชใ้นการจดัหา การฝึกอบรมจากบุคคลหรือ
หน่วยงานอ่ืนๆ ใหก้บัองคก์าร 

1 2 4 5 

13. ใชใ้นการรับสมคัรหรือจดัหาพนกังาน อาสาสมคัร
หรือบุคคลากรใหก้บัองคก์าร 

1 2 4 5 
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ตอนที ่5  ข้อมูลและผลกำรด ำเนินงำนขององค์กำร 
  แบบสอบถามส่วนน้ีมีวตัถุประสงคเ์พื่อบรรยาย ขอ้มูลและผลการด าเนินงานขององคก์าร
ท่าน 
 
1. ท่านคิดวา่องคก์ารของท่านจดัอยูใ่นประเภทองคก์ารใด (โปรดใส่เคร่ืองหมาย กากบาท) 
………. วฒันธรรมและศิปการแสดง ………. ส่ิงแวดลอ้มทัว่ไป 
………. สันทนาการและการกีฬา ………. คุม้ครองสัตวแ์ละสัตวป่์า 
………. การศึกษา วทิยาการหรือการพฒันา ………. พฒันาชุมชนและท่ีอยูอ่าศยั 
………. กลุ่มสุขภาพอนามยั ………. ฝึกทกัษะอาชีพและประกอบอาชีพ 
………. สวสัดิการสังคม เพื่อ เด็ก/เยาวชน/ 
         สตรี/ผูสู้งอาย/ุผูพ้ิการ เป็นตน้ 

………. กระบวนการยติุธรรม สิทธิมนุษยชน รณรงค ์
………. สนบัสนุนและส่งเสริมงานอาสาสมคัร 

………. บรรเทาสาธารณะภยั อุบติัภยั กูภ้ยั ………. องคก์ารใหเ้งินทุน 
………. ช่วยเหลือดา้นการครองชีพ/ค่าใชจ่้าย อ่ืน ๆ ……………………………………………….. 
  
 
 
2. องคก์ารก่อตั้งเม่ือ ปี พ.ศ. ……………………… หรือ มีอายอุงคก์าร.......................... ปี  
 
3. กรุณาระบุจ านวนพนกังานประจ าและอาสาสมคัร ขององคก์าร เปรียบเทียบปีท่ีแลว้ และ 3 ปีท่ี
แลว้ ขอรับรองวา่จะเก็บขอ้มูลท่ีท่านใหน้ี้ไวเ้ป็นความลบัสูงสุด   
 

จ านวนพนกังาน พ.ศ.2555 (คน) พ.ศ.2553 (คน) 
เจา้หนา้ท่ีหรือพนกังานประจ า   
อาสาสมคัร   
สมาชิกคณะกรรมการอ านวยการ   
*อาสาสมคัรหมายถึงผูท่ี้เขา้ท างานโดยสมคัรใจ ซ่ึงรับค่าตอบแทนหรือไม่รับค่าตอบแทน 
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4. โปรดระบุ งบประมาณค่าใชจ่้ายประจ าปี ขององคก์าร เปรียบเทียบปีท่ีแลว้ และ 3 ปีท่ีแลว้ โดย
ใหร้ะบุเป็นจ านวนเดียว ทั้งน้ีขอรับรองวา่จะเก็บขอ้มูลท่ีท่านใหน้ี้ไวเ้ป็นความลบัสูงสุด   
 

งบประมาณประจ าปี พ.ศ. 2555 (บาท) พ.ศ. 2553 (บาท) 
งบประมาณค่าใชจ่้าย  
(เพื่อกิจกรรม/โครงการ ต่างๆ) 

  

 
5. โปรดระบุ ประมาณการรายไดแ้ละรายจ่ายประจ าปี ขององคก์าร เปรียบเทียบปีท่ีแลว้ และ 3 ปีท่ี
แลว้ โดยใหร้ะบุเป็นจ านวนเดียว ทั้งน้ีขอรับรองวา่จะเก็บขอ้มูลท่ีท่านใหน้ี้ไวเ้ป็นความลบัสูงสุด   
 

รายไดแ้ละรายจ่าย พ.ศ. 2555 (บาท) พ.ศ. 2553 (บาท) 
รายไดท้ั้งหมด 
(เงินและส่ิงของบริจาค จ าหน่ายสินคา้หรือบริการ) 

  

รายจ่ายทั้งหมด 
(เพ่ือกิจกรรม โครงการ การด าเนินงาน เงินเดือน) 

  

 
6. โปรดระบุล าดบัท่ี แหล่งท่ีมาของรายรับ เฉพาะท่ีองคก์ารท่านไดรั้บ ตลอดระยะเวลา 3 ปี  
ขอรับรองวา่จะเก็บขอ้มูลท่ีท่านใหน้ี้ไวเ้ป็นความลบัสูงสุด  
............ ประชาชนทัว่ไป             ............ มูลนิธิต่างประเทศหรือองคก์ารต่างประเทศ 
............ รัฐบาล                            ............ สถานทูตต่างๆ 
............ องคก์ารธุรกิจเอกชน ............ สถาบนัทางศาสนา                  
............ องคก์ารแม่                      ...........  การขายสินคา้และบริการ 
............ มูลนิธิในประเทศ …….... อ่ืนๆ เช่น ค่าธรรมเนียมสมาชิก การลงทุนและทุนดอกเบ้ีย 
โปรดเรียงล ำดับจำกมำกไปหำน้อย  เช่น 1., 2., 3. (กรณีมำกกว่ำ 1 ข้อ) 
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7. ท่านคิดวา่องคก์ารของท่าน ณ ปัจจุบนัเม่ือเปรียบทียบกบั 3 ปีท่ีแลว้ มีการเปล่ียนแปลงอยา่งไร
หรือประสบความส าเร็จมากนอ้ยขนาดไหน ดงัรายละเอียดต่อไปน้ีและ ขอรับรองวา่จะเก็บขอ้มูลท่ี
ท่านใหน้ี้ไวเ้ป็นความลบัสูงสุด     

กรุณา กากบาท บนหมายเลขท่ีตรงกบัค าตอบของท่าน เพียงหมายเลขเดียว 
 

 
เปรียบทยีบกบั 3 ปีทีแ่ล้ว 

ระดับกำรเปลีย่นแปลง 
ลดต ่ำมำก ลดต ่ำ คงที่ เพิม่สูง เพิม่สูง

มำก 

7.1 จ านวนกิจกรรม โครงการหรือบริการใหม่ๆ ท่ี
เพ่ิมข้ึน 

0 1 2 3 4 

7.2 จ านวนพนกังานประจ าท่ีเพ่ิมข้ึน  0 1 2 3 4 
 

7.3 จ านวนอาสาสมคัรท่ีเพ่ิมข้ึน  0 1 2 3 4 
 

7.4 จ านวนงบประมาณประจ าปีท่ีใชใ้นการ
ด าเนินงานขององคก์ารท่ีเพ่ิมข้ึน 

0 1 2 3 4 

 
เปรียบทยีบกบั 3 ปีทีแ่ล้ว 

ระดับควำมส ำเร็จ 
ต ่ำมำก ต ่ำ ปำนกลำง สูง สูงมำก 

7.5 ปฏิบติังานอยา่งสอดคลอ้งกบัเงินทุนท่ีไดรั้บ 0 1 2 3 4 
 

7.6 น าแผนงานและโครงการท่ีวางไวไ้ปปฏิบติัลุล่วง
ไดเ้ป็นอยา่งดี 

0 1 2 3 4 
 

7.7 โดยภาพรวมแลว้องคก์ารของท่านประสบ
ความส าเร็จตาม วตัถุประสงค ์เป้าหมายและพนัธกิจ 

0 1 2 3 4 
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หนังสือขอรำยงำนสรุปผลกำรวจัิย 

 
 
 

   ขอบพระคุณเป็นอยา่งสูงท่ีท่านเสียสละเวลาอนัมีค่าช่วยกรุณาตอบแบบสอบถาม ท่ีจะเป็น
ประโยชน์ต่องานวจิยัและการพฒันาองคก์ารไม่แสวงหาก าไร หากท่านตอ้งการผลสรุปงานวจิยั
น้ี โปรดระบุ ช่ือและท่ีอยูข่ององคก์ารท่าน เพื่อผูว้จิยัจะจดัส่งผลสรุปใหท้่าน 

 
ท่ีอยู…่……………………………………………………………………… 
……………………………………………………………………………… 
……………………………………………………………………………… 
……………………………………………………………………………… 

……………………………………………………………………………… 

 
อีเมล…์……………………………………………………………………… 

โทรศพัท…์…………………………………………………………………… 

 
 



 

APPENDIX C 

QUESTION GUIDELINES FOR THE INTERVIEWS  

 

Target Groups for the Interviews 

 Representatives of each NPO (1 to 3 people) 

1.  Chair of Board, President of Association, and Chair of Center (1 person, if 

possible) 

2.  Senior or top management (1-2 people, if possible) 

2.1 Secretary General, Vice Secretary General 

2.2 Board Member 

2.3 Managing Director, Manager, Director or Vice President  

        3.  Middle management (1-2 people, if possible) 

 3.1 Program leaders  

 3.2 Managers of departments, such as the Personnel, Public Relations,  

     Finance, Fundraising and Education. 

 

Date and time of the interviews (in June 2013, or as arranged with each interviewee) 

 

Interview agenda 

1.  Identify the purposes of the research and interview. 

2.  Conduct each interview for approximately two hours. 

 

Question guidelines  

 

1.  Board roles and responsibilities  

1.1  Who is the key person that drives your organization or plays the most 

significant role in your organization?  

1.2  What roles and responsibilities of each board member are the most 

important to organizational performance?  
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1.3  When referring to the board, what do you think are their advantages or 

strengths? 

1.4  What additional roles and responsibilities do you think the board should 

have?  Or, what is missing that they should do more? 

1.5  What do you think the board roles and responsibilities should be in 2-5 

years?  

1.6  Does your organization clearly separate between the board of directors 

and management (managers, directors, program leaders, and department managers)? 

What is the structure of your organization?  

 

2.  Leadership 

Leadership refers to personal characteristics, capability or behaviors of leaders 

or a process that influences followers or people to achieve common goals. 

2.1  What are the key characteristics, behaviors and skills of leaders in your 

organization that make them different from other leaders, in general? 

2.2  How do you feel when you work with your leaders or are in close contact 

with them with them? 

2.3  What leadership type would you like your leaders to have to lead your 

organization to achieve your social mission?   

  

3.  ICT Adoption 

ICT refers to the Internet, websites, emails, applications or computer programs 

(Microsoft Office, CMS word, Excel, PowerPoint), social media, e.g., Facebook and 

Twitter, as well as devices, e.g., computers and smartphones.  

3.1  Has your organization fully and widely adopted ICT?  

3.2  In which area has your organization adopted ICT the most? Why? 

 

4.  Organization and Organizational Performance 

Organizational performance means achievement of purpose, goals, or mission 

specified, the emergence of new activities, and expansion of services. 

4.1  What do you think the achievement of your organization is based on?  
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4.2  Does your organization have personnel or units in charge of fundraising or 

donations?  

      Who is the key person dealing with resource acquisition or fundraising? 

4.3  What are major sources of revenue for your organization? 

4.4  What methods have you used for fundraising?  

4.5  What do you think is the reason why your organization has received funds 

or donations? 

4.6  What do you think are your organization’s top two tasks or services?   

4.7  What program or activity do you think is the most important or gives you 

the most pride? (1 -2 programs/activities) 

4.8  On which program or activity do you think most of your budget has been 

spent? (How much is it? How much is its increase?) 

4.9  What are obstacles to implementation in your organization? From your 

analysis, what areas do you think cannot make a significant impact on society as 

planned? 

4.10  How do you appraise the performance of your organization? What are 

key performance indicators (qualitative and quantitative) of your organization?   
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