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University lecturers are high in human capital value for the development of a 

nation. In Thailand, there has been inadequate and no-direct empirical evidence of the 

degree  of  university  lecturer  development.  This  study  aims  to  measure  the  level  of 

university  lecturer  development  and  factors affecting  the  levels  of  development  for 

academic staff.  The thesis will provide recommendations on how to improve human 

capital (lecturers) in Rajabhat universities in the Northeast of Thailand.  

A mixed methods research strategy was employed, which includes quantitative 

and  qualitative  data.  For  quantitative  research,  questionnaires  were  used  to  collect 

data  by  using  a  sample  of  284  lecturers  out  of  968  lecturers  from  Rajabhat 

Mahasarakham  University,  Surin  Rajabhat  University  and  Kalasin  Rajabhat 

University.  Descriptive  and  inferential  statistics  are  utilized  to  test  hypotheses.  For 

qualitative  research,  in-depth  interviews and  case  studies  of  university  lecturer 

development are used to substantiate and further explain the quantitative results. 

The results of the study revealed low levels of university lecturer development 

in  the  Northeast  of  Thailand.  The  chance  of  gaining  further  higher  education 

development  was  recorded  as  a  significant issue  as  staff  were  not  gaining  PhD.’s, 

whilst  university  lecturer  learning  from  their  own  work  was  common.  Factors 

affecting  university  lecturer  development  were;  1)  Policy  support  from  external 

organizations, 2) Communications within organizations, 3) Support from executives, 

4)  Cooperation  with  external  agencies and  5)  Positive  incentives.  The  hypotheses 



iv 
 

were  confirmed  at  the  0.05  level  of  statistical  significance.  The  main  multiple 

regression equation used in the study has explanatory power at 47.3 percent. 

This  study  confirmed  the  theory  that university  lecturer  development  has 

relied on both internal and external organization factors, justifying the theory of the 

significant  relationship  between  closed  system  and  open  system  organizational 

theories.  Moreover,  the  results  of  the  qualitative  research  partially  confirmed  the 

findings of the quantitative research while reflecting the fact that lecturer developing 

should  start  through  lecturers’  personal  motivation  to  increase  their  own  academic 

credentials. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1  Background and Significance of the Problem 

 

The present environment is changing all the time. Thus, various organizations 

need to have the capacity to adapt in order to be competitive. Organizations face three 

competing challenges, which are: 1) The challenge of sustainability or the survival of 

the  organization  in  the  environment,  where  there  is  a  great  deal  of  dynamic 

competition  2)  Organizations  must  be  prepared  to  deal  with  challenges  at  a  global 

level, and 3) The challenge in technological development. The importance of modern 

technology helps improve the efficiency and quality of work. (Noe, et al, 2010). The 

external environment is changing and it will change in the near future. For example, 

Thailand  is  going  to  join  the  ASEAN  Economic  Community  (AEC)  in  2015.  Thus, 

organizations  must  adjust  their  strategies  and  the  directions  of  human  resource 

development in order to meet the challenges of vigorous competition in the region’s 

international context and for gaining the competitive edge in the process (Leardchai 

Suthanmanont, 2011: 29). 

Human  resources  are  considered  valuable  resources  and  are  important 

components  in  various  work  operations.  Hence,  human  resource  development  has 

been  designated  as  an  important  policy  and  is  considered  a  crucial  strategy  for 

national development. All these can be witnessed in The Eighth National Economic 

and  Social  Development  Plan  to  The  Tenth  National  Economic  and  Social 

Development  Plan,  which  emphasize  human  resource  as  the  center  of  development. 

The plans have indicated that human resource development is a kind of government 

investment  (Nisada  Wedchayanon,  2005:  119).  In  addition,  The  Eleventh  National 

Economic  and  Social  Development  Plan (2012-2016)  has  designated  a  strategy  for 

human development within the learning society which provides lifelong, sustainable 
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learning. The purpose was to provide development for the Thai people of all ages by 

providing skills in public services in five  areas,  which  included  learning  throughout 

one’s  lifetime,  being  able  to  think,  to  act,  and  to  synthesize  the  accumulated 

knowledge  and  be  able  to  extend  one’s  self  toward  innovative  endeavors  (Office  of 

the National Economic and Social Development Board (NESDB), 2011: 68). 

The  fact  that  human  resource  is  important  for  the  organization’s  ability  to 

compete has stimulated human capital investment in the learning process, in training, 

and  in  health  care  for  personnel  has  been initiated  in  order  to  raise  human  capacity 

levels.  The  reason  is  that  humans  help  improve  the  value  and  capacity  of 

organizational competition (Kim, 2006: 3). 

The  tertiary  or  the  college  level  education  is  expected  to  be  the  important 

mechanism  that  will  enhance  the  nation’s  competitive  edge.  However,  such 

responsibility  cannot  be  realized  if  human  resource  development  is  not  promoted, 

particularly,  training  of  personnel  in academia  (Office  of  the  Higher  Education 

Commission: OHEC, 2007). 

The Thai educational system is heading toward changes in order to meet the 

demands  of  global  educational  management. Therefore,  education  is  deemed  as  an 

important  means  in  which  to  contribute  to  Thailand’s  national  development. 

Education is the foundation for national development and can also create cooperation, 

which  increases  the  capacity  to  compete  with  other  countries.  Thus,  education  can 

help nations to achieve sustainable economic development.  

The institutions of higher education have important roles in educating people 

and  are  the  most  important  institutions, which  produce  educated  graduates  who  can 

contribute to the development of Thai society. It is crucial that these institutions must 

be able to adapt in order to handle changes that take place in the world. The creation 

of  a  good  educational  system  can  aid  the  sustainable  development  of  a  nation. 

Therefore,  educational  institutions  need  to  promote  the  overall  educational 

development through the training and development of university lecturers. 

Lecturers  are  the  most  valuable  resources  to  the  university.  If  the  university 

wants to achieve academic excellence, Lecturers are the most important components, 

which  may  lead  to  either  success  or  failure  in  achieving  academic  excellence.  The 

development  process  must  result  in  instructor’s  increasing  their  productivity  by 
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performing  their  jobs  in  universities  and  in  taking  responsibility  for  their  own  self-

development.  It  is  crucial  that  the  potential  of  lecturers’  must  be  cultivated  and 

promoted in order to achieve this goal.  

The  responsibility  of  the  higher  educational  system  is  to  produce  educated 

graduates  in  order  for  them  serve  the  society  and  the  country  efficiently.  Thus,  the 

ability  to  take  on  such  responsibility  requires  high  efficiency  in  educational 

achievement.  Instructors  should  be  well-trained,  competent,  skillful,  attentive,  well 

intended,  devoted  and  should  have  positive  attitudes  toward  teaching.  All  these 

qualities will eventually contribute to the creation of quality universities in Thailand 

(Pensri Shirinang, 2007: 35). 

The  main  agencies  that  control  the  standards  of  the  institutions  of  higher 

education  are  composed  of  two  organisations,  The  Office  of  the  Higher  Education 

Commission (OHEC), and The Office for National Education Standards and Quality 

Assessment (Public Organization) (ONESQA). The evaluation data of the committee 

for higher education of 2011 indicated that  there  are  12  Rajabhat  universities  in  the 

Northeast  region  of  Thailand,  which  are  1) Kalasin  Rajabhat  University  2)  Buriram 

Rajabhat  University  3)  Nakhon  Ratchasima  Rajabhat  University  4)  Chaiyaphum 

Rajabhat  University  5)  Rajabhat  Mahasarakham  University  6)  Roi  Et  Rajabhat 

University  7)  Loei  Rajabhat  University  8)  Sakon  Nakhon  Rajabhat  University  9) 

Surin Rajabhat University 10) Sisaket Rajabhat University 11) Udon Thani Rajabhat 

University and 12) Ubon Ratchathani Rajabhat University.  

Data  for  this  study  indicate  that  the  percentage  of  lecturers  with  a  doctorate 

degree  is  18.25%  and  about  18.20%  percent of  the  lecturers  acquire  academic 

positions.  These  numbers  indicate  that  many staff  are  employed  on  yearly  contracts 

rather than through permanent positions. 

The  development  of  the  lecturers  in  the  higher  educational  system  is 

considered  the  means  toward  the  achievement  of  expansion  and  competitiveness  of 

the  Rajabhat  Universities,  which  in  turn,  could  aid  regional  and  national  economic 

and social development. The most important factors in this process are the quality of 

the lecturers, since it affects the quality of the graduates. Therefore, the development 

of  lecturers’  quality  will  result  in  the  development  of  human  capital  within  the 

organization and the key to such development is Lecturers’ qualifications. However, 

until  recently,  there  was  a  dearth  of  teachers  and  lecturers  both  qualitatively  and 
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quantitatively and that resulted in the production of students and graduates with low 

quality (Office of the Education Council, 2011: 17).  

If  the  lecturers  are  of  a  high  quality,  it  will  result  in  better  academic 

achievement  and  create  qualified  graduates who  will  be  efficient  workers  who,  in 

turn,  could  raise  Thailand’s  capacity  to compete  in  the  international  context. 

According  to  the  report  of  the  Office of  the  Higher  Education  Commission  (2011: 

176-177  quoted  in  Voradej  Chandarasorn,  2012:  29)  in  2011,  there  were  2,011,194 

students  who  were  enrolled  in  the  higher  educational  system  or  universities.  They 

were  divided  between  private  and  public  institutions.  According  to  the  report,  there 

were 259,547 students or 12.9% who were in the private institutions. As for the public 

institutions, there were 1,751,647 students, who made up 87.46% of the total number 

of students within the country. The Rajabhat universities produced the highest number 

of  graduates.  However,  if  the  quality  of the  lecturer’  is  poor,  it  will  result  in  the 

production of graduates with poor quality, and the Rajabhat universities lecturers still 

need  further  academic  development  and  training.  Therefore,  it  is  crucial  that  the 

matter requires investigation through research.  

The  present  study  might  be  able  to  shed  light  on  the  issue  relating  to  the 

direction of lecturers’ development with the question, what should be this direction? 

The results are the yielding of the data, and the thesis employs a multiple regression 

method  for  the  estimation  of  chances  for Rajabhat  university  lecturersto  achieve 

future development. 

Currently, the group of Rajabhat universities are expanding rapidly. In order to 

meet  the  demand  of  expanded  educational  opportunity,  especially,  for  the  local 

people, there must be improvement of human capital among the lecturers. Therefore, 

it is crucial that universities and related government agencies must promote lecturers’ 

qualification  enhancement.  Lecturers  should  have  the  opportunity  to  receive  further 

training and they should be able to improve their academic status. Lecturers should be 

ready  to  meet  the  demands  of  the  curricula  and  must  be  able  to  promote  their 

respective universities and student’s potential. Instructors should have high academic 

credentials and further training is very important. 

The  Rajabhat  universities  have  their  roots  as  teacher  training  colleges.  The 

first  teacher  training  school  started  teaching  on  12th  October  1892.  After  that,  they 



5 
 

 

were expanded in all regions of Thailand. Later on, the teacher’s training school was 

renamed as a “teacher’s college”. In 1895, there was a royal decree for the “Rajabhat 

institute”, which elevated the status of the teacher’s college to a “Rajabhat Institute”. 

Consequently, the Rajabhat institutes had thus become institutes for higher education 

for  local  development.  The  objectives  of  the  institutions  were  to  provide  advanced 

academic  as  well  as  professional  training, for  conducting  research  and  to  provide 

services  for  Thai  society,  improving technology  and  imparting  technological 

knowledge, preservation of arts and culture production as well as promoting teachers’ 

academic  status.  In  2004,  the  “Rajabhat institute”  was  renamed  as  “Rajabhat 

University” in order to be congruent with the royal decree of Rajabhat University. At 

present, there are 40 Rajabhat universities in Thailand. 

However, up until now there has been no direct empirical study on the subject 

regarding  how  much  development  university instructors  have  received  and  what  the 

factors are that affect lecturer’s development. Therefore, I am interested in studying 

lecturer’s  development  at  Rajabhat  universities  in  the  Northeast  region  of  Thailand. 

When  the  results  of  the  research  are  completed,  they  will  be  able  to  be  applied  for 

developmental  benefits,  which  are  benefits  in  terms  of  policy  implementation,  i.e., 

develop the means and strategy for helping the lecturers to receive more development. 

As for the benefits in terms of development and enhancement of knowledge in public 

administration,  particularly,  relating  to  human  resource  development  and 

organizational  theories,  the  present  study  aims  at  investigating  factors  within  the 

organization  and  factors  external  to  the  organization,  which  may  have  been 

influencing lecturers’ development. This is to test the weights of significance of the 

closed as well as opened systems in organizations. 

 

1.2  Research Questions  

 

1.2.1  What  are  the  levels  of  development  have  the  Rajabhat  university 

lecturers’ in the Northeast regional areas received? 

1.2.2   What are the factors affecting the levels of development of the Rajabhat 

university lecturers in the Northeast region of Thailand?  
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1.2.3   What  suggestions  could  be  made  for  the  development  of  Rajabhat 

university lecturers in the Northeast of Thailand? 

 

1.3  Research Objectives 

 

The present study has the following objectives: 

1.3.1  To  study  the  level  of  development  of  Rajabhat  university  lecturers’  in 

the Northeast region of Thailand. 

1.3.2   To study factors affecting development of Rajabhat university lecturers 

in the Northeast region of Thailand. 

1.3.3   To  present  suggestions  for  the  development  of  Rajabhat  university 

lecturers in the Northeast region of Thailand.  

 

1.4  Scope of the Study 

 

This study will consider the sample area of population as follows: 

1.4.1  Scope of the Population 

The  population  in  this  study  covers  lecturers  of  Rajabhat  universities  in  the 

Northeast  region  who  are  from  Rajabhat Mahasarakham  University,  Surin  Rajabhat 

University and Kalasin Rajabhat University. 

1.4.2  Scope of the Contents 

The  present  research  aims  at  investigating  the  opportunities  provided  for 

further  academic  development  among  Rajabhat university  lecturers  in  the  Northeast 

region  of  Thailand.  The  present  study  shall  be  conducted  in  accordance  with  the 

theories, which are synthesized from various theories developed by scholars who are 

experts in the field of human resource development. They serve as the framework for 

the  study  of  the  case  study  universities  and  their  lecturers’  academic  development. 

Other  factors  being  studied  are:  Support  from  the  administrators,  incentives, 

communication,  the  objectives  and  goals  relating  to  the  policy  of  the  organizations 

and the budget. 

Other factors relating to the external environment of the organization such as 

support in terms of policy of the external agency and the cooperation of the external 
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agency, which affect the opportunity for receiving academic development among the 

Rajabhat university lecturers, will also be investigated. 

It  is  hoped  that  the  study  will  reflect  the  overall  picture  regarding  the 

management  of  human  resource  development  in  Rajabhat  universities.  Finally, 

suggestions  shall  be  presented  to  the  authorities  who  are  charged  with      lecturer’s 

academic development in Rajabhat universities. 

1.4.3  Research Period 

The  research  shall  be  conducted  during  the  period  from  November  2011  to 

October 2012. 

 

1.5  Specified Definitions 

 

1.5.1  Human Resource Development means the systematic operations of the 

organization, which involves training, educating, developing and learning in order to 

bring about proper improvement in terms of skills and capacity among its personnel, 

and  responding  to  the  present  job  demands  and  improving  the  organizational 

operations. 

1.5.2  Lecturers’ Development means that the lecturers or the personnel in the 

academic circle receive support as well as the opportunity to develop their academic 

potential through various practices.  These include the provision of training through 

academic  seminars,  promoting  further  study  within  the  country  or  in  foreign 

countries,  promote  academic  development  and  learning  by  working,  encouraging 

improvement  in  academic  positions  and  presentation  of  academic  research.  In 

addition, lecturer skills, knowledge and capacity must be elevated through academic 

development.  

1.5.3  Lecturers  of  Rajabhat  University in  the  Northeast  Region  of  Thailand 

means  personnel  in  the  teaching  positions  who  teach  at:  1)  Kalasin  Rajabhat 

University 2) Buriram Rajabhat University 3) Nakhonratchasima Rajabhat University 

4) Chaiyaphum Rajabhat University 5) Rajabhat Mahasarakham University 6) Roi Et 

Rajabhat University 7) Loei Rajabhat University 8) Sakonnakhon Rajabhat University 

9) Surin Rajabhat University 10) Sisaket Rajabhat University 11) Udonthani Rajabhat 

University 12) Ubonratchathani Rajabhat University.  
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1.5.4  Personal  Factors.  These  include  are  gender,  age,  monthly  salary, 

educational  credentials,  academic  position,  work  tenure,  employment  condition, 

faculty affiliation and university affiliation. 

1.5.5   Internal  Organization  Factors  means  conditions  of  the  organization 

which  affected  lecturers’  development  which  include  administrator  support,  positive 

incentives,  negative  incentives,  ideological  incentives,  communication,  objectives  and 

goals  relating  to  the  organization’s  personnel  development  policy  and  budget  which 

are as follows: 

1)   Administrator’s support means that the administrators have policies 

to support lecturers in regards to academic development. For example, administrators 

can provide scholarships for further studies within the country or in foreign countries, 

provide  training  opportunities,  arrange  field  trips,  and  promote  the  elevation  of 

academic positions. 

2)   Positive incentives mean that the university supports the writing of 

articles,  presentation  of  academic  works outside  the  university.  Universities  should 

provide  research  grants  and  funding  for  writing  textbooks  as  well  as  conferring 

awards, financial rewards, and praise to those who have undertaken self-development.  

3)   Negative  incentives  means  the punishment  measures  such  as  the 

university  ending  the  employment  contract of  the  instructors  that  do  not  develop 

themselves.  For  example,  they  do  not  conduct  research  and  do  not  seek  to  improve 

their academic positions. 

4)   Ideological  incentives  mean  that  instructors  have  faith  in  being 

university  lecturers.  They  have  the  intention  to  be  university  lecturers  and  they 

believe that lecturer development is part of the university organizational culture. 

5)   Organization  communication  means  that  lecturers  receive 

information  about  personnel  development  through  both  the  meeting  of  the 

administrators and through the administrators’ indirect and informal communications. 

6)   The objectives and goals relating to the policy of the organization 

means  that  the  universities  have  clear  objectives  to  develop  personnel  and  have 

training that follows the designated plans for development. The universities have the 

objectives  and  goals  set  to  increasing the  proportion  of  lecturers  who  receive 

promotion in academic positions. University policy should enforce the rules that cover 



9 
 

 

all lecturers equally so that they will not become obstacles for further studies and for 

achieving academic positions. 

7)   Budget  means  that  the  level  of  significance  being  assigned  to 

developing lecturers academically and the proportion  of  budgets  being  allocated  are 

from both the national budget, from the income of the universities and from university 

trust funds. All of these budgets should be directed toward lecturer development. 

1.5.6   External  organization  factors  means  the  universities  benefit  from  the 

public policy to develop lecturers or from educational institutions from both domestic 

and foreign sectors in the form of cooperation from external agencies which involves 

policy support of external agencies and cooperation with external agencies. These are 

outlined as follows: 

1)   The policy support from external agencies is when the universities 

have benefited from the public policy to develop lecturers both within the country and 

in foreign countries. 

2)   Cooperation  with  external  agencies  means  that  the  universities 

have signed a joint agreement to develop university lecturers with external agencies. 

1.5.7   The Needs to Develop Lecturers means the levels of needs that lecturers 

have for enhancing knowledge, capacity and skills in various areas such as techniques 

in teaching, writing texts, articles, and skills, and conducting research. 

1.5.8  Contract  lecturers  mean  instructors  who  are  officers  in  the  universities 

who are hired through the university income budget or according to the contract that 

is signed on a year by year basis. 

 

1.6  Expected Results 

 

1.6.1  Benefits in Terms of Policy 

The  research  will  shed  light  on  the  direction  and  measures  that  might  help 

increase  Rajabhat  university  lecturers’  chances  of  being  developed  and  data  can  be 

used  as  information  for  the  university  administrators  to  form  strategies  to  develop 

lecturers’ academic standards. 



10 
 

 

1.6.2  Benefits  in  Terms  of  Development  and  Improvement  in  Academic 

Performance  and  Increased  Knowledge  in  Human  Resource  Development 

Theories 

This  research  enables  us  to  check  whether  internal  organization  factors  or 

external organization factors are responsible for affecting the levels of development of 

Rajabhat  university  lecturers.  This  will involve  the  assessment  of  significance  of 

theories  in  human  resource  development  in the  closed  system  and  the  theories  of 

closed  organization  in  comparison  to  the  level  of  significance  of  human  resource 

development  theories  in  the  open  systems  and  theories  in  open  organizations.    This 

approach attributes significance to networking within the empirical data of lecturers’ 

development in Rajabhat universities of Thailand.  

 

1.7  Limitations of the Study 

 

The  study  on  factors  affecting  human resource  development  of  Rajabhat 

university lecturers in the Northeast of Thailand has the following limitations. They are:  

1.7.1  The  study  only  covers  three  Rajabhat  universities  because  of  the 

constraint of time in collecting data. 

1.7.2  The study covers only public universities and does not include private 

universities. 

 

1.8  Thesis Structure 

 

The present thesis is composed of six chapters, which are: 

1.8.1  Chapter  1:  The  introduction  which  includes  the  statement  of  the 

problem and the significance of the problem, research questions, research objectives, 

scope of the research, specific definitions, anticipated benefits and limitations of the 

study. 

1.8.2  Chapter 2: Reviews the academic literature and related research present 

within academic debates relating to human development and theories linked to human 

resource  development.  Policies  and  processes  in  human  resource  development  will 

also be considered along with internal organization factors and external organization 
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factors,  factors  affecting  human  resource  development  and  data  from  educational 

organizations.  After  the  review  of  literature,  there  will  be  the  creation  of  research 

scope of key concepts and the setting of hypotheses.   

1.8.3  Chapter  3:  After  the  review  of literature  is  completed,  the  following 

chapter  will  present  the  research  methods  being  employed.  It  begins  with  the 

presentation  of  the  quantitative  method,  which  composed  of  the  population  and 

sample group, variables which are used in the research, instruments being employed, 

operational  definitions  and  measurements,  checking  on  the  instrument  and  data 

collecting  methods,  data  analysis  and statistics  employed.  Then,  there  is  the 

presentation  of  the  qualitative  method,  which  includes  data  collection,  checking  on 

the quality of the methods being used and the analysis of the data. 

1.8.4  Chapter  4:  There  is  a  presentation  on  the  results  of  the  quantitative 

study,  which  begins,  with  the  results  of  the  quantitative  study,  which  are  obtained 

from  questionnaire  responses  from  lecturers.  There  are  data  related  to  personal 

matters, internal organization factors and external organization factors; and the levels 

of development that the lecturers at Rajabhat universities in the Northeast of Thailand 

have  received.  There  are  comparative  studies  of  the  means  of  the  sample  groups  in 

large, medium and small universities. Then there is the analysis of the correlation of 

the independent and dependent variables and factors affecting the lecturers’ chances 

of achieving higher levels of development. 

1.8.5  Chapter  5:  This  chapter  presents  the  results  of  the  qualitative  study, 

which  are  derived  from  the  in-depth  interviews  of  lecturers  and  administrators  in 

order  to  learn  about  the  organization’s  policies  regarding  lecturers’  development  as 

well as the obstacles, suggestions and the needs of lecturers’ development at Rajabhat 

universities in the Northeast region of Thailand. 

1.8.6  Chapter 6: This chapter concludes the thesis and includes conclusions, 

discussions and suggestions.  



 

CHAPTER 2 

 

LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK 

 

In  the  study  entitled  “Factors  affecting  human  resource  development  of 

Rajabhat university lecturers in the Northeast region of Thailand”, the researcher has 

reviewed  the  literature,  concepts,  theories,  articles,  books  and  related  research  as 

followed: 

2.1  Human Resource Development: Concepts in the Present  

2.2  Concepts related to Human Resource Development 

2.3  Theories of Human Resource Development. 

2.4  Policies Relating to Human Resource Development. 

2.5  The Process of Human Resource Development. 

2.6  Internal Organizational Factors and External Organizational Factors. 

2.7  Factors Affecting Human Resource Development. 

2.8  Data from Studied Universities. 

2.9  Research Relating to Human Resource Development. 

2.10  Conceptual Framework 

2.11  Hypothesis 

2.12  Summary 

 

2.1  Human Resource Development: Concepts in the Present 

 

Originally,  ideasrelating  human  management  within  the  organization  were 

called  “personnel  management”  which  was  concerned  with  only  the  staff  and  other 

major  works  in  the  organization.  People  are  considered  as  the  organization’s  cost. 

Later,  the  term  was  changed  to  “Human  Resource  Management”  which  viewed 

humans  as  valuable  resources.  Still  later,  the  term  was  altered  to  “Strategic  Human 

Resource Management” which views humans as valuable resources who contributes 
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to  the  organization’s  capacity  to  compete,  which  is  the  integration  of  personnel 

management within all levels of  organizations (Nisada  Wedchayanon, 2005: 27, 32). 

At present, the new role of the personnel is related to “Human Capital” which helps 

promote and support the management of various tasks within the organization so that 

the organization will be able to operate efficiently and productively, resulting in the 

progress of the organization. As a result, human resource management was accepted 

and considered an important part of organizational management. 

Human  capital  is  a  subjective  asset,  which  is  intangible.  It  has  increasingly 

gained  significance  in  the  age  of  the  knowledge-based  society  and  it  is  the  driving 

force in the global economy, which is based on information technology (Ehrlich and 

Murphy, 2007: 1).  The reason is that human capital is the source of information and 

knowledge, which contributes to the competitive edge of the organization. As for the 

age  of  digital  technology,  what  the  organization  wants  from  human  capital  is  rapid 

adaptation  so  that  jobs  can  be  completed  on  time  and  people  can  learn  new  skills 

rapidly (Lewis Wright and Geroy, 2004: 205). 

Factors  that  serve  as  driving  forces for  development  are  not  limited  to  only 

capital,  technology  and  modern  machinery,  but  competent  human  resources,  who 

have the potential for work, are essential. Therefore, human resource development has 

become  an  important  process  that  continually  drives  people  in  an  organization  to 

develop  and  better  themselves.  The  idea  of  the  ‘developmentalist’  was  formulated 

since 1969 by Leonard Nadler who talked about human resource development in the 

conference  of  the  American  Society  for Training  and  Development  (ASTD)  and  in 

1970 Nadler had designated the meaning of “Human Resource Development” as the 

experience  of  learning  that  occurs  in  a  certain  period  of  time.  It  has  the  purpose  of 

improving  and  promoting  progress  in work  among  the  personnel  (Arporn  

Poowitayapan, 2008: 71). 

At  present,  aside  from  having  human  resource  development  within  the 

organization,  it  has  been  designated  as  “Strategic  Human  Resource  Development” 

which  can  be  related  to  the  organization’s  strategy  and  plan  relating  to  human 

resources  (Rothwell  and  Kazanas,  1989). However,  later  on  it  became  “Human 

Capital Development” because organizations that have high human resource capacity 

will have the sustainable competitive advantage (Nummelin, 2008).  Human capital in 
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the organization must be valuable resources that are rare and costly to imitate and are 

non-substitutable (Pearse, 2009: 371). 

 

2.2  Concepts Related to Human Resource Development 

 

The  variable  that  the  present  study chooses  to  study  is  “human  resource 

development.” Details about the concept are as follows: 

 

2.2.1  Definition of Human Resource Development 

The term “Human Resource Development” can be frequently found in various 

academic  literature,  books,  articles  and  research  conducted  within  Thailand  and  in 

foreign countries. The usage of the term may differ. For example, there are personnel 

development,  human  development,  human  resource  development,  etc.  As  for 

Thailand,  research  that  supports  human  resource  development  is  still  scarce, 

especially  in  the  context  of  the  universities.  From  examining  research  relating  to 

human  resource  development,  I  have  discovered  several  definitions  provided  by  a 

number of scholars. They are detailed below. 

Nadler (1989: 6) Nadler was a professor in human resource development who 

had defined human resource development as the operations that provides experience 

and  learning  at  a  certain  period  of  time  that  can  be  used  for  improving  job 

performance.  There  are  three  types  of operations,  i.e.,  training,  education,  and 

development  that  are:    Firstly,  training which  means  the  changes  which  occur  in  a 

short  period  of  time  that  provides  knowledge,  skills  and  attitudes  that  help  improve 

job  performance  in  the  current  work  position.Secondly,  education  which  means  that 

changes that occur during the middle period that provide learning for the job, prepare 

the  personnel  for  promotion  or  increase  technical  capacity  in  the  current  work 

setting.Thirdly, development means the attempts to change, in the long run, so that the 

individual can perceive and can catch up with future changes which is congruent with 

the  ideas  presented  by  Leathebarrow,  Fletcher  and  Donald  (2010:  201).This  work 

stated  that  the  human  resource  development  is  anintegral  part  of  organizational 

operations that emphasizes learning, training and development, which are learning in 

the  work  place,  professional  development  and  lifelong  learning,organizational 
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development  and  learning  in  the  organization.  However,  in-terms  of  practice,  many 

people still mention training in the work place and employ training methods targeting 

at learning in the work place.  

At  the  same  time,  Gilley  and  Eggland  (1989:  13)  had  stated  that  human 

resource development means the systematic designating and setting of frameworks of 

the activities in order to increase knowledge, skills, and competency to improve the 

workers’  behaviors.  There  are  three  parts  of  development,  First,  individual 

development  which  is  developing  knowledge,  skills  and  behaviors  in  current  job 

operation.Second,career  development,  which  is  the  analysis  of  interests,  values, 

competency  and  each  individual’s  needs  for  development.    This  is  related  to  skills 

required for future work such as career planning, career counseling and guidance, and 

thirdly,organization development, which means the development and problem solving 

for  the  organization  which  is  related  to  the  organizational  structure,  organizational 

culture, the process and strategy related to human resources. 

 

 

 

Figure 2.1  Components of Human Resource Development 

Source:  Gilley and Eggland, 1989: 13. 

 

Human resource development 
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Figure 2.1 has shown that the three components that have a common goal, i.e., 

the  improvement  of  personnel  performance  which  is  an  important  part  of  human 

resource development. Therefore, human resource development is a collective activity 

of all three components. 

Human resource development is organizational development that results in the 

establishment of alearning organization which is a concept that integrates learning and 

working. They can be continually combined into a system that consists of three parts, 

i.e.,  the  individual  level,  group  level,  and  the  overall  level  (Woolner,  1992:  41).  In 

addition,  Werner  and  DeSimone  (2006:  5)  have  defined  the  meaning  of  human 

resource  development  as  systematic  planning  activity  that  is  designed  by  the 

organization  in  order  that  the  personnel  will  have  the  learning  opportunities  and 

increase  necessary  skills  for  their  current  and  future  work  demands.  The  most 

important thing in human resource development is learning. Thus, activities relating 

to human resource development should begin as soon as workers take up the job and 

should  continue  throughout  the  worker’s  professional  life.  There  is  designation  of 

human  resource  development  programs  that  responds  to  the  strategic  changes 

effectively and productively. However, human resource development also means the 

process  of  developing  human  resources,  which  is  achieved  through  organizational 

development by training and personnel development in order to improve performance. 

The  components  of  this  process  are  training  and  development,  organizational 

development,  improvement  of  organizational  performance,  work  process  and 

development at the individual level. (Richard A. Swanson and Elwood F. Holton III, 

2009:  4).  In  addition,  the  development  of  human  resources  also  means  the 

development  of  knowledge,  skill  and  potential  of  the  individual,  which  are  in 

accordance with the organizational strategy so that the organization can fulfill its goal 

(Armstrong and Baron, 2002; quoted in Phichit  Thepphawan, 2011: 156). In addition, 

human  resource  development  is  the  integration  of  training  and  development, 

professional  development,  and  organizational  development  in  order  to  improve  the 

level of efficiency in the organization (McLagan, 1989). 

Because of the definition of the mentioned human resource development, we 

may  be  able  to  conclude  the  dimensions  relating  to  human  resource  development, 

which can be shown in Table 2.1 as follows: 
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Table 2.1  Dimensions of Human Resource Development 

 

 

Scholars 

 

Learning 

 

Training 

 

Development 

 

Education 

Career 

development 

Organization 

Development 

Leonard 

Nadler 

(1980) 

  

 

 

 

 

 

  

Leathebarrow 

(2010) 

 

 

 

 

 

 

  

 

 

 

Swanson 

(2009) 

  

 

 

 

    

 

McLagan 

(1989) 

  

 

 

 

  

 

 

Pace, Smith 

Mills (1991) 

 

 

 

 

 

 

 

 

  

Armstrong 

(2001) 

 

 

 

 

 

 

 

 

  

Total  3  6 6 3 2 2 

 

Source:  Swanson and Holton, 2009.   

 

Table 2.1 had indicated that most scholars attributed most significance to the 

dimensions  of  human  resource  development  such  as  learning,  training,  development 

and education.  
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Table 2.2  Definitions and Key Components of Human Resource Development 

 

 

Author 

 

Definitions 

Key 

Components 

Basic 

Theories 

Nadler 

(1970) 

Human resource development 

means the process that enables 

the personnel to receive 

experiences and learning at a 

certain period of time in order to 

change the individual’s 

behaviors. 

Behavioral 

Change  

Adult learning 

Psychological 

theory 

McLagan 

(1989) 

Human resource development 

means the integration of training 

and development, the 

professional development and 

the organizational development 

in order to increase productivity 

at the organizational and 

individual levels. 

training 

development 

professional 

development 

career 

organizational 

development 

Theories in 

psychology 

System theory 

Economic 

Theories 

Gilley and 

England 

(1989) 

Human resource development 

means organizing activities or 

within organization learning for 

improving performance and 

growth of the workers with the 

purpose of improving work,  

personnel, and organization. 

Learning 

activity 

The 

improvement of 

performance 

 

Psychological 

theory 

System theory 

Economic 

Theories 

Nadler and 

Nadler (1989) 

Human resource development 

means the process of enabling 

the personnel to receive 

experiences and learning at a 

designated period of time in 

order to improve working ability 

and to promote personnel 

growth. 

Learning 

Improvement of 

performance 

 

Psychology 

performance 
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Table 2.2  (Continued) 

 

 

Author 

 

Definitions 

Key 

Components 

Basic 

Theories 

Chalofsky 

(1992) 

Human resource development 

means the study and practice for 

increasing individual, group and 

organizational learning via the 

development of various tools 

that shall assist learning with the 

purpose of increasing efficiency 

of the workers and the 

organization. 

Ability to learn 

Improvement of 

performance  

Practice 

Psychological 

system theory 

performance of 

the personnel 

Marsick and 

Watkins 

(1994) 

Human resource development 

means the integration of 

concepts such as training, 

professional development, and 

organizational development in 

order to create learning within 

the organization and the 

concepts shall be systematically 

applied throughout the 

organization. 

Training and 

development 

professional 

development 

Organizational 

development 

Learning 

Organization 

Results of 

performance of 

the personnel 

Organizational 

performance 

System Theory 

Economic and 

psychology 

Theories 

Swanson 

(1995) 

Human resource development 

means the process of 

development and the process of 

providing expertise to the 

personnel via organizational 

development and training. 

The purpose of the development 

is to improve performance. 

Training and 

development 

Organizational 

development 

Improving 

performance and 

the working 

process of the 

organization and 

individual  

System 

Theory 

Economic 

Theory 

Psychology 

Theories 
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Table 2.2  (Continued) 

 

 

Author 

 

Definitions 

Key 

Components 

Basic 

Theories 

Swanson 

(2009) 

Human resource development 

means the process of 

development and the release of 

expertise to the personnel with 

the purpose of improving 

performance and work process 

team work and performance at 

the individual level HRD tries to 

instill all these via training and 

development, organizational 

development, the improvement 

of performance, organizational 

learning, professional 

management, leadership and 

development, etc. 

Development of 

expertise 

Release of 

expertise 

Improving 

performance 

System 

Theory 

Economic 

Theory 

psychology 

Theory 

 

Source:  Swanson and Holton, 2009.   

 

Table 2.2 has shown the definitions, components and basic theories of human 

resource  development  which  are  employed by  each  scholar  which  differ  from  each 

other.  As  for  concepts,  they  are  widely  quoted.  For  this  study,  the  researcher  has 

chosen  human  resource  development  components  such  as  training  and  development 

because  it  has  been  found  that  they  are  the concepts  that  are  widely  used  in  human 

resource development. As for education and learning, it is another factor that affects 

personnel  development.  Such  factors  are  consistent  with  the  concepts  of  human 

resource development, which require personnel development that will increase skills, 

knowledge and capability among teaching staff. All these requirements will contribute 

to  the  advantage  in  achieving  sustainability  in  the  process  of  competition.  These 
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concepts  are  congruent  with  the  ideas  of,  Nadler  and  Nadler (1980:  5)  for  whom 

human  resource  development  is  a  process that  enables  the  individual  to  receive 

experiences  and  learning  during  a  designated  period  of  time  in  order  to  improve 

working capacity by providing training, education and development.  

 

2.2.2  Components of Human Resource Development 

2.2.2.1  Education 

Scholars provided many definitions of education. For example, Nadler 

and Nadler (1980) stated that “Education” is the activity that is arranged for learning 

for future work. It prepares people for promotion and career development in order to 

avoid  losing  personnel.  The  organization  must  support  its  employees  for  the 

completion  of  education  so  that  they  will  eventually  able  to  apply  what  they  have 

learnt to the job to the fullest of their potential. While Miller (1994) has argued that 

education is the activity for learning or acquiring new information in order to make 

sure  that  one  can  be  confident  in  the  organization’s  technological  operation  and 

employment  of  tools  and  materials  effectively  in  order  to  fulfill  the  organization’s 

expectations. 

Bunkong    Hanjangsit  (2010:  27-29)  indicated  that  there  were  two 

meanings  which  were    Education  in  the  popular  view  and  second,education  in  the 

narrower  sense.  Education  in  the  broader perspective  or  popular  view  means    the 

process  of  learning  everything  since  infancy,  childhood,  adolescence,  young 

adulthood, adulthood and old age. This process might rely on educational media such 

as homes, schools, temples, society and environment. In this case, all of our lives and 

activities  in  life  are  all  real;  schools  are  source  of  educational  learning.  Thus, 

education  means  experiences  that  individuals  receive  from  within  and  outside 

educational system. As for education in the narrower sense, this means learning and 

teaching  in  schools  and  universities  only.  Education  begins  when  one  enters  the 

educational  system  and  the  process  ends  when  one  leaves  school  or  the  educational 

system.  In  this  case,  often  the  parents  and  teachers  shall  prepare  for  the  children’s 

education  so  that  they  can  be  educated  and  be  equipped  for  their  functioning  in  

society.  In  addition,  Bunkong  Hanjangsit  (2010)  had  also  classified  the  type’s 

education into three categories, first, formal education, which is a kind of education 
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provided at various educational institutions such as schools, colleges or universities. 

There is designation of curricula, the number of year required for learning as well as 

designated  rules  and  regulations  that  accompany  the  process.    Second,  non-formal 

education  and  thirdlyinformal  education/lifelong  learning,  which  is  self-learning  in 

everyday life. Learning from experiences and surroundings is lifelong learning. 

Hence,  it  can  be  concluded  that  education  is  a  process  in  which  the 

organization encourages its personnel to further study at a higher level. The purpose is 

to  improve  the  quality  of  the  personnel and  help  them  acquire  more  knowledge. 

Therefore, the organization must support its personnel for further studies, whereby the 

learning  process  provides  opportunity  for  human  resource  development.  It  prepares 

the individuals for promotion and career development and it makes them ready to take 

responsibility in the future work of the organization. 

2.2.2.2  Training 

Kossek and Block (2002: 197) noted that training is a formal activity, 

which  develops  personnel  for  the  current work  responsibility.  In  addition,  training 

prepares  personnel  for  promotion.  For  example,  leadership  training  wasprovided 

topeople  in  order  to  develop  the  skills for  fulfilling  administrative  potential.  In 

addition,  training  increases  functioning values  for  the  organization  and  the 

individuals. If training is congruent with the organizational strategy, it will be more 

effective. This is in accordance with the ideas of Ivancevich (2003: 397) and Mondy 

and Noe (2005: 202) which described training as the activities for development so that 

the  personnel  will  acquire  knowledge  and  skills,  which  are  necessary  for  the 

improvement and correction of mistakes within the organization. 

We may summarize that training is the process, which is systematically 

arranged  for  the  purpose  of  changing  behaviors  in  order  to  be  able  to  function 

effectively  which  is  hopedwill  result  in an  increase  in  productivity  and  success 

according  to  the  goal  of  the  organization.  The  purpose  is  for  the  people  to  learn,  to 

increase  skills  and  to  be  more  prepared  for  the  job  so  that  they  will  be  able  to 

complete the current work more efficiently. 

2.2.2.3  Self-Academic Development 

The purpose of development is to develop human potential, which are 

directly related to the jobs (Nadler and Nadler, 1980). Development is the process for 
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organizational growth in terms of the expansion of the limits for job operation and to 

modernize  the  work  process.  (Miller,  1994)  While  Mondy  and  Noe  (2005:  202) 

indicated, that development is the learning that is beyond the current work setting. It 

provides preparation in order to respond to the long-term changes and growth of the 

organization. 

Self-development  means  the  promotion  and  support  for  the  personnel 

so  that  they  can  have  self-development,  knowledge  and  elevated  capacity.  The 

individuals themselves must pursue self-development. Other people can only provide 

partial assistance and support. 

Self-Academic  Development  is  the  learning,  which  is  beyond  the 

current stage of the university lecturers. The objectives are to prepare these lecturers 

for  the  long-term  changes  and  growth by  providing  career  development  such  as 

applications  for  academic  position  promotion  through  being  assistant  professor, 

associate  professor  and  professor.  Lecturers  are  encouraged  to  pursue  academic 

activities such as conducting research, writing textbooks and academic articles, etc. 

Learning  in  organization  emphasizes diversity.  In  the  context  of  the 

organization  diversity  among  students and  in  the  internal  context  among 

organizations, diversity can be applied to the learning design process so that learning 

will be efficient and productive. All these are important to the designing of outcomes 

such as organization context, learning contexts, learning orientation, learners, learning 

methods, learning support and learning through flexibility (Smith and Smith, 2006). 

The  present  learning  through  practice approach  means  the  process  of 

changing  behaviors  of  the  lecturers  which is  a  result  of  the  accumulation  of  work 

experiences, can be difficult. 

 

2.3  Theories Related to Human Resource Development 

 

Economic  theories  and  psychological  theories  are  basic  concepts  of  human 

resource development (Swanson and Holton, 1997). The research findings lead to the 

questioning  of  adult  learning  theory,  which  is  considered  a  basic  theory  of  HRD.   

(Yang,  2004).  As  for  the  application  of psychological  theory  and  adult  learning 

theory,  they  should  be  considered  part  of  basic  psychology.  (Weinberger,  1998). 
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However,  adult  learning  theory  should  be  separated  from  psychological  theory 

because it is the basis for other HRD theories, which designated psychology theory as 

the basic theory of HRD (Wang, and Sun, 2008). 

 

2.3.1  Core Theories Underlying HRD Practice 

HRD benefited from the bases of various theories in many disciplines, which 

are related to HRD. Theories from other disciplines which attributed significance to 

HRD  theory  are  general  theory  on  human capital,  organizational  behavior  theory, 

change theory, social learning theory, situated learning theory and leadership theory, 

job  design,  motivation  at  work,  workers’ performance  and  professional  ethics.  In 

addition,  there  are  also  theories  from  various  disciplines  such  as  management, 

economics, education, psychology as well as other disciplines related to HRD, which 

will lead to the formation of concepts, the conducting of research and other operations 

related to HRD (Swanson and Holton, 1997: 133-134). 

Jacob et al. (1989) employed system theory as a basis for theorization because 

Jacob proposed that system theory is congruent with HRD and develops performance 

that  affected  HRD.  As  for  Marsick  and  Watkins  (1993),  they  had  developed  a 

framework  for  learning  under  basic  theories.  Swanson  (1994)  supported  the 

development of expertise in order that the work process will be more efficiently based 

on the economic theory, psychological theory and system theory. 

 

Table 2.3  Theories Related to Human Resource Development 

 

 

HRD Theory 

Swanson 

1997 

Yang 

2004 

Weinberger

1998 

Jacobs 

1989 

Watkins 

1993 

Arporn 

Poowitayaphan 

2008 

Economic 

theory 

       

Psychological 

theory 

      

Adult Learning 

theory 
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Table 2.3  (Continued) 

 

 

HRD Theory 

Swanson 

1997 

Yang 

2004 

Weinberger

1998 

Jacobs 

1989 

Watkins 

1993 

Arporn 

Poowitayaphan 

2008 

System theory       

Human capital 

theory 

        

Organization 

behavior 

        

Change theory         

Social learning 

theory 

        

Situated 

learning theory 

        

Leadership 

theory 

        

Learning 

Organization 

        

 

There are many scholars in Table 2.3. The table has shown that there are many 

HRD theories involved. These theories represent different points of view. Therefore, 

they  are  arranged  into  groups  that  can  be used  for  the  support  of  the  framework  of 

HRD in the organization. They can be explained as followes: (Swanson and Elwood 

Holton III, 2001. quoted in Arporn Poowitayaphan, 2008: 95-120). 

The concept of human resource development has evolved from the integration 

of three main theories, which are: 

2.3.1.1  Economic Theory 

Studies in economics have resulted in the acquisition of knowledge and 

understanding about the designated framework and methods as well as strategy for the 

improvement of human resources within the organization. 
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The economic theories that are related to HRD are: 

1)  Scare  Resource  Theory,  whichstated  that  there  are 

limitations  in  the  use  of  resources  such as  budget,  materials  and  tools,  time  etc. 

Therefore, it is necessary to consider the return on investment (ROI) and whether the 

usage of certain resources will ensure a good return on investment. 

2)   Sustainable Resource Theory 

This theory emphasizes the return, which one receives, and the 

future  long-term  goal.  The  investment  must  consider  sustainable  competitive 

advantage by the employment of modern technology to improve the work process. 

3)   Human Capital Theory  

This  theory  emphasizes  investment  and the  limitations  of  human  capacity  and  skill 

within the organization. Such knowledge provides the means toward good operation 

at  work.  Human  capital  theory  is  most  frequently  applied  in  economic  theory. 

Consideration is given to the productivity that the organization obtained from workers 

via  the  comparison  of  Cost-Effective  Analysis.  There  is  a  presentation,  which 

compares people’s increased levels of learning and the higher levels of productivity. 

This  resulted  in  increased  rewards  for  the workers.  All  these  are  from  cost-benefit 

analysis  and  return  of  investment.  The  measurement  of  results,  which  occur  in  the 

organization,  can  be  measured  as  follows:  1)  Input  measures  2)  Cost  Measures  3) 

Reaction  measures  4)  Learning  Measures  5)  Application  Measures  6)  Impact 

Measures 7) Return of Investment (ROI) 

2.3.1.2  Systems Theory 

Systems  theory  leads  to  the  application  to  human  resource 

development  both  currently  and  into  the  future.  It  emphasizes  the  process  and 

methods  in  systematic  personnel  development.  This  theory  consists  of  a  number  of 

sub-theories, which are: 1) General System Theory 2) Chaos Theory 3) Future theory 

which emphasizes future planning. 

2.3.1.3  Psychological Theory 

In  the  past,  psychological  theory  has  been  widely  applied  to  human 

resource  development  in  the  organization.  This  theory  includes  concepts  relating  to 

organization learning, employee motivation, and group management with the purpose 

of  monitoring  human  behavior  within  the  organization.  The  objective  is  to  yield 
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desirable behaviors for the organization. When behaviors are modified, the result is an 

improvement in efficiency. Psychological theory can be divided as follows: 

1)  Gestalt Psychology 

Which  views  human  behavior  from  a  holistic  perspective. 

Gestalt  theory  emphasizes  perceptual  behavior,  which  is  the  basis  that  creates 

learning.  When  people  have  different  perceptions,  they  will  learn  and  behave 

differently. 

2)  Behavioral Psychology 

It  emphasizes  overt  human  behaviors,  which  can  be  observed. 

Human learning is a result of the stimulus, which is the input. This theory argues that 

human  behaviors  are  the  results  of  reinforcement  which  can  be  classified  as  (1) 

Positive Reinforcement and (2) Negative Reinforcement. Reinforcement composes of 

leading conditions, behavior and outcomes. 

3)  Cognitive Psychology 

This  theory  emphasizes  understanding  and  the  evaluation  of 

events through perception of which if it is correct will result in appropriate behavior. 

This theory needs to rely on cognitive processes, which affected learning. 

2.3.1.4  Adult Educational Theories 

Watkins and Marsick (1995) has defined learning in the framework of 

personnel development which means that human resource development is concerned 

with    knowledge  and  practices  for  the support  of  learning  and  improving  human 

capacity in relations to the individual’s, groups’ and organizations’ long term development. 

Learning according to the concepts in psychology is composed of the following: 

1) Learning that will affect permanent behavior change, which 

relies on experiences, which one has. 

2) Learning  that  will  affect  permanent  psychological  change 

which is also dependent upon the experiences that one has. 

Therefore,  it  is  necessary  to understand  the  nature  of  learning, 

especially, adult learning which is learning at working age. However, adult learning is 

different from childhood learning in the following ways: 

1) Adult learning is done through a desire to learn, freely learn 

and the learner does not like to be controlled. 
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2) It  is  the  type  of  learning  that  can  be  practiced  in  the 

immediate surrounding which occurs in the present. 

3) The  learning  emphasizes  actual  practice  more  than 

knowledgeof theory. 

4) There  must  be  a  connection  between  the  practices  and  the 

experience, which adults accumulate. 

5) Problems should be pointed out so that adults can realize on 

their own;work is required beyond the classroom. 

6) Technique  for  participation  should  be  employed  in 

discussions and exchanges of ideas. 

 

Table 2.4  Adult Educational Theories 

 

Adult educational 

theory 

 

Overview of theory 

 

Application for training 

Sensory stimulation 

theory 

Sense must be used in the 

learning process for change 

to occur. 

Use of media and a variety 

of techniques. 

Cognitive theory  The purpose of learning is to 

teach the brain to engage in 

critical thinking and 

problem solving. 

Provide hands-on problem 

solving activities. 

Reinforcement theory  Based on behavioral 

psychology; stimulus and 

response. 

Provide opportunities 

observe the participant’s 

response, then provide 

reinforcement. 

Facilitation theory  Emphasizes the learner’s 

involvement in the learning 

process and the relationship 

between the instructor and 

the learner. 

Provide opportunities for 

the learner to interact with 

the instructor/facilitator. 
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Table 2.4  (Continued) 

 

Adult educational 

theory 

 

Overview of theory 

 

Application for training 

Andragogy Focuses on the importance 

of relevance and other adult 

learning principles. 

Explain the training 

objectives up front and 

immediately engage 

trainees. 

 

Source:  Galbraith and Sandra Fouch, 2007: 36. 

 

Table 2.4, Adult Learning Theory consists of fivesubcategories, which 

are:  1)  Sensory  stimulation  theory  2)  Cognitive  theory  3)  Reinforcement  theory  4) 

Facilitation theory and 5) Andragogy. 

 

2.4  Policies Relating to Human Resource Development 

 

Policies  relating  to  human  resource  development  within  the  educational 

system  will  be  associated  with  the  importance  of  developing  lecturers’  potential. 

Since  the  National  Plan  for  Educationhas  mentioned  about  the  strategy  relating  to 

lecturers’ development as well as personnel development in the educational system, it 

can be seen in theEducational Development Planning for Higher Education No. 10th 

and 11th and the strategy of the Office of the Education Council, which promotes the 

strategy  in  reinforcing  the  strength  in  lecturers’  development.  The  objectives  are  to 

increase the competitive edge of the Thai educational system and achieve sustainable 

development  through  the  proposal  of  strategy  for  personnel  development  in  the 

universities. The details are as follows: 

 

2.4.1  Higher Education Policy Context 

Higher Education Development Plan No. 11 (2008-2011) has indicated that it 

has a strategic goal which has designated the objectives in 2011 which are conducting 

reform of lecturers as well as other personnel in the higher educational circle in order 
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to increase the proportion of lecturers who graduate with a doctorate degree to 30%. 

This  will  be  done  through  the  strategy  of  developing  Thailand’s  higher  educational 

system. As for the third strategy, which mentioned the role of Thailand’s strategy in 

developing  higher  educational  system  in order  to  expand  Thailand’s  capacity,  it  has 

five objectives, which are: (Officer of the Higher Education Commission, 2007) 

2.4.1.1  Setting up a center for academic excellence which shall serve 

as the source of intellectual activities but it is limited to the use of the fields that are 

ready  and  have  specialists  in  conducting  academic  duties,  such  as  teaching  and 

research. This is because there is a need for setting new rules for the management of 

graduate  study  and  for  the  integration  of research,  which  will  meet  the  demands  of 

people concern. 

2.4.1.2 There  must  be  an  evaluation  system,  which  provides 

promptness for conducting research for academic excellence. 

2.4.1.3 There should be a transparent policy in promoting research in 

the  graduate  school  so  that  the  university  will  be  able  to  position  itself  as  leader  of 

national development. 

2.4.1.4 The  curriculum  must  be  jointly  established  among  higher 

educational institutions, which include both the public as well as the private sectors 

and the local communities. The objective is to respond to the needs and requirements 

of  the  private  sector  as  well  as  the  local  communities.  The  process  must  be  an 

integrative one and the students should be able to practice their knowledge full time 

and be able to apply their learning to their future professions. 

2.4.1.5 Lecturers  in  the  universities  should  receive  academic 

development training and increase their productivityin relation to their careers. 

It  can  be  seen  that  Higher  Education  Development  Plan  No. 

10emphasizes the reformation, which aims at promoting academic development of the 

lecturers as well as other personnel in the universities. The objectives are to increase 

the  proportion  of  lecturers  who  receive  a doctoral  education  to  30%,  and  want  to 

develop academic skills and improve their careers. 

 

2.4.2  Higher Education Policy Context (2) 

Higher Education Development Plan No. 11 which is used for the year 2012-

2016  has  designated  the  vision  of  the  year  2016  that  Thailand’s  higher  education  is 
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the  source  of  knowledge  which  can  respond  to  crisis  and  guide  the  sustainable 

development of the nation and local communities according to The Eleventh National 

Economic and Social Development Plan (2012-2016). The plan is to produce quality 

graduates who have the potential to meet the demands of the job markets. They will 

be able to work in order to support themselves and to contribute to the welfare of the 

society.  The  plan  is  to  employ  proactive  organizational  strategies  including 

developing  professional  expertise  among  the  lecturers  so  that  they  will  be  able  to 

compete with higher quality academic staff in many ASEAN member states. 

As  for  the  strategy  relating  to  lecturer’s  development  inHigher  Education 

Development  Plan  No.  11is  strategy  number  4:  Develop  professionalism  among  the 

university lecturers through the cultivation of intellectual spirit so that they can serve 

as role models,as knowledgeable and ethical instructors which shall enhance the credit 

and dignity of the teaching profession.In addition, other people will be encouraged to 

join the teaching career while opportunity for developing professional expertise will 

be  encouraged.  The  opening  up  of  opportunity  will  attract  talented  people  to  the 

profession.  As  a  result,  the  higher  education  of  Thailand  will  be  improved  and  the 

personnel in the field will be respected. The objectives are to have enough personnel 

in the profession who are qualified and can meet the demands of a large number of 

students.  These  instructors  must  be  qualified.  They  should  be  able  to  improve  their 

ranks in academic positions and they should be skilled and competent and they should 

have  the  expertise  to  teach.  They  should have  the  spirit  of  a  good  teacher  who  is 

ethical  and  responsible.  They  should  always  be  ready  to  impart  knowledge  to  their 

students.  

To  conclude,  The  Higher  Education Development  Plan  No.  11  emphasizes 

developing professional expertise among the university lecturers so that Thailand will 

be  able  to  compete  in  the  ASEAN  community  in  terms  of  developing  higher 

education. 

 

2.4.3  Office of the Education Council 

The  Office  of  the  Education  Council  has  designated  the  strategy  and 

productive  measures  for  developing  human  resources.  (Office  of  the  Education 

Council, 2011) through the designation of visions that the productive system and the 
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human  development  of  the  nation  must  be  in  accordance  with  the  demands  and 

required  efficiency  in  establishing  sustainable  national  development  which  will  be 

enable Thailand to compete in the international arena. Through the cooperation of all 

parties concerned and with the common objectives for the year 2018 (2561) which is 

having  a  National  Qualification  Framework  (NQF)  and  with  the  development  of 

productivity  and  human  resources  according  to  the  national  qualification  standards 

together with the establishment professional qualification institute for the purpose of 

certifying academic competency, the quality university lecturers is hoped to improve 

over time.   

The  strategy  of  human  development  of  Office  of  the  Education  Council  has 

indicated in the strategy number seven, that the strengthening of teachers, lecturers’ 

and administrators’ professional competency consists of the following measures. 

First, developing the system that produces teachers, lecturers and instructors in 

the  professional  fields  including  supporting  the  personnel  or  experienced  people  in 

schools, colleges and universities for teaching positions though the arrangement of the 

system. 

Secondly,  continually  providing  development  opportunities  for  teachers  and 

administrators  by  associating  them  with teaching  capacity,  administrative  skills  as 

well as other experiences in the field. 

Thirdly,  develop  teachers,  lecturers,  educational  institution’s  capacity  for 

conducting research and creation of commercial products. Improve state enterprise’s 

technology by cooperating with the private sector and the industrial sector. 

Fourth,  establishing  teacher’s  and  educational  administrator’s  professional 

standards  in  professional  schools  including  creating  a  system  that  can  induce 

experienced  people  to  teach  or  to  impart  knowledge  and  to  perform  teaching 

according  to  their  competencies  in  various  fields.  Most  importantly  professional 

teachers  are  in  high  demand  due  in  part to  an  overall  lack  of  quality  teaching 

professionals. 

Fifth,  creating  motivation  for  experienced people  to  be  instructors,  lecturers, 

professional teachers by providing pay for performance.  

Sixth,  cooperating  with  the  organization  of  teachers  careers  in  developing 

competency and raising the standards of teachers and educational administrators and 

encourage them todevelop real expertise in their jobs. 
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Seventh,  adjust  the  selection  system and  develop  the  quality  of  the  existing 

teachers  or  create  new  qualified  teachers with  high  academic  standards.  Adjust 

teacher’s  salary  structure  in  order  to  increase  salary  in  order  to  encourage  them  to 

stay.  The  system  needs  talented  and  good teachers  who  can  solve  the  problem  of 

quality and qualifications among teachers and lecturers.  

Eighth,develop  teachers,  lecturers  in the  area  of  guidance  and  counseling 

before  they  further  their  study  in  the higher  educational  system.  The  counseling 

service shall enable students to see the possibilities and make proper choices for their 

future studies and careers.In addition, instructors should be trained with skills to teach 

theories through the effective means of imparting knowledge that will meet the needs 

of the students. Lecturers must be also equipped with the capacity to demonstrate and 

teach in an imaginative way to stimulate the minds of the students who want to learn.  

Knowledge  should  be  most  compatible with  society’s  current  and  future 

development.  Teachers’  attitudes  should  be  positive  toward  teaching.  New  teachers 

should  be  socialized  in  terms  of  teaching  methodology.  Teaching  is  analogous  to 

doing  business.  Students  are  customers  and  through  the  teaching  process,  students 

will be educated according to the way they have been taught in the curriculum. They 

will be enthusiastic if the process is interesting.  

Ninth, continually develop teachers and lecturers while increasing rewards at 

the  same  time  so  that  they  will  be  motivated  to  improve  themselves.  Such  are  the 

strategies  that  will  create  a  new  generation  of  teachers  and  lecturers  with  higher 

standards in terms of possession of knowledge and skill as well as good character as 

instructors  and  tenthElevate  teachers’  quality  so  that  they  will  be  able  to  handle 

modern technology and knowhow.  

It  may  be  concluded  that  the  strategic plan  of  The  Office  of  the  Education 

Council  puts  emphasis  on  the  development  of  teaching,  research,  academic  service, 

teachers’  competency  in  order  to  increase  efficiency  and  to  create  professional 

expertise among the instructors. 

Aside from having domestic and national educational development planning in 

Thailand, the planning and policy is also linked to the readiness in facing the advent 

of ASEAN community, which will occur in 2015. The reason is that the present world 

is  full  of  dynamism,  and  various  nations  in the  world  need  to  cooperate  as  well  as 
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compete with each other in terms of quality of the products and services. For the sake 

of survival and for national interest, especially, when joining the ASEAN community 

in  2015,  which  will  have  free  trade  and  services,  Thailand  needs  to  improve  its 

academic  standards.  Thus,  the  Thai  government  must  realize  that  there  is  an  urgent 

need for developing its workforce quality and increase its quantity in order to meet the 

future changes (Office of the Education Council, 2011: 1-2). 

 

2.4.4  Plan for Developing University Personnel 

A  plan  for  developing  Rajabhat  universities’  personnel  aims  at  promoting 

personnel in the areas of training, further study, promoting activities such as research 

and writing articles and books and achieving academic positions, etc. 

The Office of the Higher Education Commission (OHEC) has designated the 

indicators  for  the  evaluation  of  educational  quality  within  the  higher  educational 

institute.  Each  university  is  required to  conduct  annual  quality  evaluation.  The 

indicator relating to lecturers and university personnel’s development is indicator  2.4. 

The system for developing lecturers and the support personnel has the following rules, 

i.e.,  First,there  is  a  plan  to  develop  lecturers’  academic  performance,  technique  in 

teaching and evaluation. There is also planning to develop support personnel quality. 

Secondly,there is management and development of lecturers and supportive personnel 

according  to  the  designated  plans.Third,the  support  for  the  lecturers  and  support 

personnel  in  terms  of  welfare  and  health as  well  as  supporting  the  morale  of  these 

people  so  that  they  will  be  able  to  function  efficiently  should  be  considered. 

Fourth,there  is  continual  evaluation  of  teachers  and  supportive  employees’ 

employment  of  knowledge  and  skills,  which they  receive  from  training  to  the 

managerial  activity.  Fifth,there  is  training relating  to  instructors  professional  ethics. 

Sixth,there  is  evaluation  of  the  success of  personnel  development  plans.  Seventh, 

theresult  of  the  evaluation  shall  be  used  for  the  improvement  of  the  personnel 

development plan. 

The topic of human resource development can be linked to the importance of 

developing  lecturers  in  the  higher  educational  system,  which  is  the  most  important 

institution  where  human  capital  is  produced.  It  is  very  important  to  produce  quality 

graduates  according  to  the  designation  of Higher  Education  Development  Plan  No. 

10-11 as well as the personnel development plan of each university. 
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  The personnel development plan of Rajabhat universities is associated with the 

national  educational  development  plan  and  the  strategic  plan  of  the  university,  with 

personnel development plan whichnow,  arefive year plans that last during the period 

2012 to 2016. 

 

2.5  The Process of Human Resource Development 

 

The Human Resource Development System Within the Organization 

The  human  resource  development  system  is  a  subsystem  of  human  resource 

management,  which  is,  associated  with  others  systems  within  the  organization  that 

isaffected  by  the  environmental  factors.  Human  resource  development  has  the 

associated components as shown in Figure 2.2 overleaf:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

Figure 2.2  Human Resource Development System 

Source:  Wararat Kieopairee, 2008: 19. 
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From Figure 2.2, the human resource development system is composed of: 

The  input  of  human  resource  development  system  such  as  vision,  target 

mission,  objectives,  information  technology on  human  resource  development,  the 

demand  of  the  organization,  plans,  human  capital  in  the  organization,  budget, 

equipment and computer technology. 

The  transformational  process  of  human  resource  development  system  is 

conducted  by  each  individual,  group  or  organization  such  as  the  evaluation  of 

demand, design and development of human resources. 

The product of human resource development  system. The product is a result 

of the transformation process, which can be measured from the result of the operation 

of the individual, group and organization that can be in the form of feedback, which 

will raise the levels of knowledge, skill, capacity and operational competency, as well 

as the morale of the individual or group. It will also change the attitudes, personality 

and  behavior  so  that  they  will  be  compatible  with  the  goal  of  organizational 

development.  It  will  also  create  readiness to  handle  changes  as  well  as  continually 

create self-learning. 

The  result  of  human  resource  development  is  whichever  organization  has  an 

efficient  human  resource  development  system  will  have  better  performance,  higher 

capacity  to  compete,  create  added  value  and  continual  organizational  growth,  if  we 

take the chains of value, which is the organizational profits, into consideration. 

 

2.6  Internal Organizational Factors and External Organizational Factors 

 

Atpresent,  there  is  increasing  interest  in  the  area  of  human  resource 

development  which  can  be  seen  in  The  Eighth  National  Economic  and  Social 

Development Plan - The Eleventh National Economic and Social Development Plan, 

which  still  emphasizes  human  resource  development.  Human  resource  development 

theory  has  its  origin  from  four  branches  of  knowledge  including  economic  theory, 

system  theory,  psychological  theory,  learning  theory  and  adult  learning  theory 

Swanson  and  Holton  (2009).  Concepts  and  theories  that  explain  human  resource 

development  are  closely  linked  to  organizational  development,  especially,  theory 

related to closed organizations and theories related to of open organizations, including 

factors within the organization and environmental factors outside of the organization. 
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2.6.1  Closed Systems and Open Systems Theory 

David Eastern is the first person to employ the concept “Open Systems” and 

later Katz and Kahn (1966) developed Open Systems Theory by dividing organization 

into two systems, i.e., closed systems and open systems as follows: 

2.6.1.1  Closed Systems Organization Theory  

This means organizations that have no interaction with the environment 

because  the  environment  does  not  affect  the  organization  or  because  there  is  little 

change in the environment (Thipawan  Lawsuwanarat, 2008). The system is complete 

within  itself.  It  does  not  affiliate  with  other  systems  and  it  isolates  itself  from  other 

surroundings in the society. 

2.6.1.2  Open Systems Organization Theory  

This theory relates to organizations that continually interact with their 

external  environment.  The  organization  is related  to  the  society,  clients,  economic 

system,  politics,  technology,  environment and  various  information.  When  the 

organization has these interactions with the environment, it has to adapt so that it will 

be able to handle these things which means that the administrators must have visions 

that  shall  lead  the  organization  towards various  dimensions  and  designate  policies 

which are the tools of the administrators.The goal is for the lower level administrators 

to  apply  them  at  work  (Luhmann,  1995).  Alternatively,  it  may  be  said  that  open 

system is the system that requires interactions with other people, organization or other 

departments in terms of exchange of interests and interests must be equitable. At the 

same  time,  situational  changes  canalso  affect  or  influence  the  way  the  organization 

operates French and Bell, (1978: 53-54).  

In  general,  system  theory  is  divided  into  two  types  which  are  closed 

systems  and  open  systems.  In  a  closedsystem,  it  will  not  be  affected  by  the 

environment. As for open system, it will be highly affected by the environment. The 

operational  system  of  the  organization    consists  of  three  major  parts,  input,  process 

and output. Each part will be related to and combined into a unified process so that it 

will be able to achieve the goal of the organization (Bertalanffy, 1988). 
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2.6.2  The Functions of the Executive: An Example of the Open System 

Barnard  (1938)  was  a  business  administrator  who  was  also  akeen    academic 

and  published  a  book  entitled:  “The  Functions  of  the  Executive.”  Barnard  viewed 

organizations as cooperative systems between people and the working system with the 

success of the management achieved through: 

1)   Organization clearly set the objectives and goals. 

2)   All parties concern should have continual communications. 

3)  Motivating  devices  should  involve  rewards,  provision  of 

opportunity for progress, punishment, and ideological motivation. 

These  are  three  major  factors  that  could  motivate  organization  members  to 

cooperate.  Barnard  emphasized  the  process of  decision  making  in  the  organization 

and that decision makers have limited choices. In addition,Barnard also put emphasis 

on the nature of the group within the organization, communication from the bottom to 

the top and authority given by the bottom. Barnard’s proposals are useful in practical 

terms  in  relation  to  leaders  and  communications  (Jaffee,  2001  quoted  by  Thipawan 

Lawsuwanarat,  2008:  51).They  emphasized  the  importance  of  management  of  the 

communication  system  within  the  organization  between  the  superiors  and  the 

subordinates and the influence of the informal organization. 

 

2.6.3  Resource Dependence Theory 

Resource  Dependence  Theory  has  mentioned  relationships  between  the 

organization  and  the  environment  (Pfeffer,  1982).  It  indicated  that  resource 

dependence  theory  and  theory  related  to the  control  of  factors  external  to  the 

organizational  environment  can  be  viewed  from  the  perspective  of  resource 

dependence theory that organization and members will be able to develop if they can 

receive cooperation and can depend on resources or if they can control resources from 

the external environment. 

  As  for  resource  dependence  theory,  most  organizational  theories  emphasize 

the use and allocation of resources but fail to consider the process of acquisition such 

as  leadership  theory,  motivational  theory,  and  organizational  design  theory.  These 

theories  emphasize  the  maximum  utility  of  the  resources,  which  would  yield  the 

highest  amount  of  products  or  to  be  most  efficient.  However,  resource  dependence 
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theory  has  offered  different  viewpoints.  This  theory  proposed  that  the  key  of  the 

matter is the survival of the organization, whichis the ability to acquire and maintain 

resources (Pfeffer, 1982). 

The important point is that resource dependence theory has proposed that the 

organizational survival is dependent upon resources such as raw materials, workforce, 

capital,  tools,  knowledge  which  are  used for  the  production  of  goods  and  services. 

However, these resources are controlled by the external social groups. Therefore, the 

organization will try to adapt to the environment in order to make sure that it will be 

able to access and use these resources. At the same time, the organization will try to 

find the way to reduce dependency on other organizations to obtain these resources. 

They might employ the following strategies, which are: 

1)   If  the  organization  does  not  have  sufficient  resources,  it  needs  to 

seek them from external sources (Pfeffer, 1982). 

2)   If  the  relationship  between  the  organization  and  the  environment 

have  becomede-coupledwhich  means  that  they  do  not  have  a  close  relationship  or 

when the environment cannot totally control the operation of the organization. 

3)   The  alternatives  of  the  organization  are  limited  by  many  external 

pressures  and  the  survival  of  the  organization  is  dependent  upon  the  ability  to  meet 

external demand and expectation (Oliver, 1991). 

4)   The organization must seek certainty and responsibility. 

5)  The  organization  should  put  emphasis  on  the  technological 

environment and task environment. 

In  addition,  Pfeffer  (1982)  further  explained  about  the  theory  of  control  of 

external  organization  factors  from  the  resource  dependence  perspective,  which  are 

related to the following theories, i.e: 

1)   The  organization  must  depend  upon  the  resources  which  are 

obtained from the environment for survival. 

2)   The organization has originated from the cooperation of the interest 

groups based on competition and conflict. 

3)   The organization must operate efficiently in terms of acquiring and 

maintenance of resources. 

4)   The management of the organization must communicate about the 

need for continual dependency on resources in the future. 
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 5)  The  management  that  does  not  study  and  learn  about  resource 

dependence will encounter  organizational problems. 

The important point of the theory from the perspective of externalorganization 

factors is that the key to the survival of the organization is dependent upon its ability 

to acquire and maintain resources. The organization has the tendency to increase its 

control  of  the  situation.  If it  really  needs  to  depend  on  resources  from  outside  the 

organization  and  if  that  resource  is  very  important  for  the  organization,  the 

organization’s  dependency  on  external  resources  for  its  operation  and  the  need  for 

organizational survival will increase. 

The  organizational  environment  consists  of  1)  the  entire  system  of  inter-

connected  parts  2)  the  set  of  individuals and  organization  and  3)  the  level  of  the 

organization’s  perception  and  representation.  All  these  resulted  in  the  enacted 

environment. 

 

2.6.4  Communication in Organizations 

2.6.4.1  The Definition of Organization Communications 

Communication is an important tool for conducting daily life in terms 

of  creating  mutual  understanding  and  for  conveying  one’s  intentions,  needs, 

problems,  thought,  and  feelings.  It  helps  the  administrators  to  manage  the 

organization efficiently (Patchanee Tharasaena, 2003). 

Communicating  is  the  moving  or  sending  of  information  or  certain 

meanings  of  two  or  more  people  for  the  purpose  of  creating  understanding  or  for 

certain desired objectives (Suphanee Saritvanitch, 2009: 269). 

2.6.4.2  The Importance of Communication 

Since organizational communication is unavoidable,an important factor 

that  canfacilitate    organizational  success in  management  is  communications.  More 

importantly, the administrators must undertake the process by themselves. In reality, 

the administrators usuallyuse a certain kind of communication by employing certain 

methods  for  different  individuals  or  groups.  This  poses  a  number  of  questions,what 

would be the result of the communication? Does it yield the intended outcome? The 

benefits of communication are, it provides control, motivation, emotional expression 

and various information. 
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Communication  can  be  divided  into  two  groups,  i.e.,  formal 

communication which is a kind of orderly communication with clear designation. It is 

undertaken  in  written  materials  and  the  second  type  of  communication  is  informal 

communication,  which  is  a  kind  of  nonsystematic  communication.  It  is  the 

communication  that  occurs  among  individuals  in  social  groups.  Information  is 

communicated  quickly  among  individuals (Wichien  Witaya-udom,  2008:  231).  In 

addition,  communication  can  also  be  divided  into  two  types,  i.e.,  1)  Downward 

Communication which are sent by superiors to the subordinates for assigning jobs, or 

assigning  work  responsibility  and  calling  for  meeting  and  taking  notes  of  formal 

information  2)  Upward  Communication  which is  the  type  of  communication  that  is 

sent  from  the  personnel  to  the  administrators.  The  process  opens  up  opportunity  for 

the subordinates to participate in the decision making process by expressing opinion 

such as asking for suggestion and reporting the results of the operation. This type of 

communication  has  included  the  setting up  of  opinion  box,  group  meeting  and  the 

petition process. 

It might be concluded that efficient communication in the organization 

will  help  creating  efficient  teamwork  and  create  understanding,  as  well  as  good 

relationships  between  the  administrators  and  the  personnel.  In  addition, 

communication  could  also  help  creating strong  organization  culture  as  well  as 

contributing to the creation of the learning organization. 

 

2.6.5  Incentive and Motivation 

Motivation  stimulates  workers’  improvement  at  work.  It  stimulates  devotion 

and increases attempt to work within the direction of the assignment. It makes people 

more  persistent.  Motivation  is  an  internal  mental  process,  which  creates  energy  in 

order to fulfill the goals according to what is expected (Greenberg and Robert, 1997; 

Robbins, 2003). 

2.6.5.1  Reinforcement Theory 

Positive  incentive  and  negative  incentives  can  be  explained  by 

reinforcement theory in the organization. The origin of the theory is in learning theory 

and  the  Law  of  Effect.  The  main  point  of  the  theory  is  that  people’s  behavior  is 

dependent upon the reinforcement that one receives from the previous behavior that 

was enacted. 



42 
 

 

Reinforcement is the tool for channeling behaviors according to what is 

desired. Models for reinforcement in the organization include positive reinforcement, 

negative  reinforcement,  extinction  and  punishment.  They  are:  (Suphanee  Saritwanitch, 

2009: 52, 173). 

1)   Positive  Reinforcement:  It  is  a  rewarding  process  or 

providing  desirable  outcome  for  behaving  in  a  certain  way.  For  example,  by  giving 

higher  pay,  providing  praise,  or  giving  promotion  with  the  hope  that  the  individual 

will enact the same behavior again in the future. The management should provide the 

opportunity  for  everyone  to  receive  positive  reinforcement,  especially,  the 

organization  should  create  intrinsic  rewards  by  giving  praise  which  is  a  powerful 

motivational  tool  which  can  be  done  in  the form  of  giving  distinguished  awards  to 

Lecturer’, for example.  

2)   Negative Reinforcement is giving the personnel things that 

they do not desire if they behave inappropriately such ascomplaining or criticizing the 

workers. 

3)   Extinction,  which  is  the  ending  or  stop  providing  desired 

reward so that the individual will stop the undesirable behavior. For example, if the 

workers are late, the supervisor will not praise them and will not increase their pay etc. 

4)   Punishment which is initiated as a result of an undesirable 

outcome when one enacts undesirable behavior. For example, in the case of individual 

who is always absent from work the punishment might involve criticism, cutting pay, 

stopping workers from work, etc. 

It  might  be  concluded  that  if  personnel  receive  appropriate 

reinforcement, they will learn and will be motivated to repeat desirable behaviors. The 

most  powerful  reinforcement  is  the  positive  reinforcement  such  as  increasing  pay, 

promotion  and  giving  praise.Management  should  choose  the  appropriate 

reinforcement model that is compatible with the needs of the personnel employed. 

2.6.5.2  Ideological Motivation 

Ideological  motivation  is  the  intrinsic  quality  of  each  individual.  It  is 

related to morality and responsibility, which are basically derived from the philosophy 

of Aristotle. 
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Based  on  the  mentioned  concept  and theory,  we  might  conclude  that 

factors  internal  to  the  organization  can  be  explained  by  open  organization  theory 

proposed by Chester I. Barnard which is the concept related to communication within 

the  organization.  As  for  factors  related  to an  organization’s  external  environment  it 

can  be  explained  by  resource  dependence theory  by  Pfeffer  and  Salancik  (1978); 

Pfeffer  (1982).  For  this  research,  the  researcher  had  created  the  framework  by 

studying factors relating to two major groups which are internal organizational factors 

and external organizational factors. The details are as follows: 

1)   Internal  organization  factors  which  compose  of  the 

management’s support, internal organizational incentives (positive incentive, negative 

incentive and ideological incentive) communication, objectives and goals relating to 

the policy of the organization and the budget. 

2)   External  organization  factors  which  compose  of  policy 

support of the external agency and cooperation with the external agency. 

We  can  conclude  from  the  mentioned  group  of  factors  on  the 

supportive theories, which are presented in Table 2.5 (see overleaf). 

Table  2.5  presents  the  concepts  and  theories  that  support  the 

independent  variables  that  can  be  divided  into  two  groups,  which  are  internal 

organization factors, which are composed of sub variables such as, leadership or the 

management’s  support,  internal  organization  incentive,  communication,  objectives 

and  goals  relating  to  the  policy  of  the organization  and  budget.  As  for  external 

organization  factors,  which  are  composed of  sub  variables  such  as  policy  support 

from external agencies and cooperation with the external agencies, are supported by 

the aforementioned academicians’ concepts concerning the independent variables. 
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Table 2.5  Concepts and Theories that Support the Variables 
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2.7  Factors Affecting Human Resource Development 

 

The study on factors affecting human resource development helps increase the 

ability to designate the structure of the appropriate roles, strategy and the operation of 

human  resource  development,However,  human  resource  development  which  creates 

learning  for  solving  operational  problems  is  not  sufficient  to  meet  the  demand  and 



45 
 

 

expectation  in  everyday  settings.In  some  organizations,  the  personnel  possess 

knowledge  and  ability  but  lack  the  will  to achieve  the  goals  and  are  not  willing  to 

work hard.  This can often be linked to Thai culture, which places a greater emphasis 

on  family  compared  with  westernized  countries  where  work  is  more  important  in 

everyday life. 

Human resource development factors can be divided into threegroups, which 

are: 

1)   External organization factors such as globalization, technology and 

innovation, economic conditions, demographic and workforce structure and consumer 

behavior. 

2)   Internal  organization  factors,  which  are  organizational,  culture, 

organizational structure, human resource and organizational management. 

3)   Individual’s  factors  which  are  values,  attitudes,  personality, 

motivation, perception and learning ability. 

Factors  of  the  three  groups  are  connected  and  have  affected  human  resource 

development as follows: 

 

 

 

 

 

 

 

 

 

 

Figure 2.3  The Linkage of Human Resource Development Factors 

Source:  Wararat  Kieopairee, 2008: 30. 

 

From  Figure  2.3,  we  can  see  that  the  connections  related  to  human  resource 

development factors can be considered from the perspective of external organization 

factors, which affected the internal organization factors and the individual factors. As 
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for the internal organization factors, they also affect individual’s basic factors and the 

individual’s  basic  factors  also  affect  the internal  organizational  factors.  All  three 

factors  affect  human  resource  development  in  the  organization  in  terms  of  structure 

and the roles of human resource development. The designation of strategy for human 

resource development, the plan and program for human resource development as well 

as the operation of human resource development resulted in the outcome of individual 

human  resource  development  operation  as  well  as  developments  at  group  and 

organization levels.  

They serve as feedback, which are employed for the improvement and changes 

of the internal individual basic factors, especially, the learning of the personnel within 

the  organization.    Human  resource  development  requires  serious  support  from  the 

management in terms of providing education, training and organization development. 

Aside  from  obtaining  support  from  the  management,  it  needs  to  have  cooperation 

from  various  units  in  other  related  organizations,  which  includes  having  specialists 

who can help providing training. The persons who control the training process must 

be from the administrative level so that prompt services can be provided. The human 

resource  development  process  is  directly  associated  with    profit  and  loss.  When  the 

personnel  have  higher  efficiency  it  means  that  the  organization  has  higher  levels  of 

productivity which means that  profits increase. The training controller must try every 

means  to  increase  the  personnel’s  knowledge relating  to  the  present  as  well  as  the 

future operations (Nisada Wedchayanon, 2005: 123). 
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Figure 2.4  Factors affecting Human Resource Development 

Source:  Nisada Wedchayanon, 2005: 123-124. 

 

From  Figure  2.4  the  first  and  the  most important  factor  is  human  resource 

development must receive full support from top-level management who must be able 

to communicate their real support which will not be merely giving out orders but they 

need to prepare the resources for human resource development as well. For example, 

they should prepare the budget and rules and regulations or the permission for training 

on  the  job,  etc.  In  addition,  they  must  obtain  cooperation  from  the  specialists  who 

shall conduct the training process. All these are for the designation of direction and 

for providing appropriate alternatives for the goals that the organization setup. Such 

preparations  have  indicated  that  the  management  attributed  significance  to  human 

resource development which is not merely related to the costs but in the long run, the 

value of personnel development is associated with the strategy of the organization and 

the chance to achieve targeted goals. Such decision makingcould result in the future 

savings in training and development costs.  
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Factors relating to the existence of many  learning  theory  and  neo-behavioral 

science theory have originated from the works of scholars in the field of behavioral 

science,  which  are  related  to  human resource  management,  which  resulted  in 

management  seeking  ways  to  use  the  existing  knowledge  for  the  benefits  of  full 

human resource development. In addition, it is aiming to make sure that the process 

will be in accordance with the culture and goals of the organization. At the same time, 

other  measures  in  the  human  resource  management  that  result  in  the  success  in,  for 

example,  the  recruiting  and  selection  of  qualified  people  whose  talents  meet  the 

demands of the organization. All these are supporting factors, which will reduce the 

costs  of  human  resource  development.  It  is  analogous  to  human  resource 

development, which provides payments and awards to the operating workers who are 

creative and efficient. 

Such factors are motivating factors in human resource development which will 

lead to the fulfillment of organizational goals in terms of increased productivity. The 

preparation  for  the  planning  and  operation  of  the  organization  and  the  readiness  to 

meet the demands of modern technology are crucial for organizational development. 

However, in human resource development, aside from the mentioned various 

factors,  there  are  also  internal  organization  factors  and  external  organization  factors 

which can strongly affect human resource development. The stages in the process of 

human  resource  development  start  with  the consideration  relating  to  the  need  for 

changes, the designation of objectives, models of development, the operation as well 

as the steps towards the assessment of  results. 

 

2.7.1  Factors that Affect Training and Development 

There  are  many  factors  that  affect  training  and  development  (Mondy,  2008: 

165-166). They are as follows:  

1)   Senior Management Support 

 Activities  related  to  training  and development  will  be  successful  if 

they  receive  support  from  the  top  manager  of  the  organization  that  includes, 

education, training and organizational development. 

2)   Commitment from Specialists and Generalists 

Aside  from  receiving  support  from  top  managers,  the  organization  of 

training  and  development  must  also  receive  cooperation  from  other  related  sectors, 
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which include specialists who will provide training. As such, the persons who will be 

the  specialists  must  have  direct  knowledge  and  ability  on  matters  related  to  the 

training. 

3)   Technological Advances 

Factors  that  strongly  affect  training  and  development  are  technology 

such  as  computers  and  the  internet,  which  affects  the  management  in  all  business 

processes  since  technology  has  important  roles  in  the  changes,  especially,  the 

transmission of knowledge within the organization. 

4)   Organization Complexity 

The  flat  organization  structure  is  the  result  of  the  shortening  of  the 

chains of command, which in turn, results in efficiency and ease in human and work 

management. The individual and team will have job enlargement and job enrichment. 

The  result  is,  workers’  will  be  able  to  devote  more  of  their  time  and  efforts  to  the 

complex  work  assignments,  which,  in  turn,  will  increase  the  complexity  of 

interactions among individuals and groups. 

5)   Learning Styles 

The general responsibility of training and development is related to the 

acquisition of knowledge and skills. Personnel at all levels must have the motivation 

for continual self-development in terms of knowledge and skills which are required in 

a more competitive environment, particularly with Thailand’s membership of ASEAN 

in  2015  making  it  even  more  important  to  consider  how  to  develop  the  intellectual 

potential of its academics and associated administrators. 

To conclude, the study on factors affecting human resource development such 

as  external  organization  factors,  internal organization  factors,  and  individual’s  basic 

factors  all  affect  human  resource  development  and  they  differ  according  to  the 

characteristics of the organizations. The systematic study will help the organization to 

acquire valid information promptly and will be able to apply them efficiently. 

 

2.8  Data from Studied Universities 

 

The  Rajabhat  universities  are  a  group  of  universities,  which  were  developed 

teachers’ training schools. The first teacher training school started to teach on the 12th 
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of October 1892. From then on, it was expanded to all regions of Thailand. Later, the 

teacher  training  school  had  changed  its  name  to  teacher’s  college  and  was  formally 

named  under  the  royal  patronage  as  “Rajabhat  Institute”  in  1985.  The  Rajabhat 

Institute was established as an higher educational institute for local development. Its 

purpose  was  to  provide  higher  academic education  and  professional  education, 

conduct research, provide educational services to the society, improve and impart as 

well as develop technology andpreserve Thailand’s cultural heritage. . Later on, it was 

named again under the royal patronage as “Rajabhat University” in 2001 and in 2003 

the  Rajabhat  institute  was  formally  renamed  as  “Rajabhat  University”  according  to 

the  Royal  Decree  of  Rajabhat  University.  At  present,  there  are  40  Rajabhat 

universities nationwide. 

His Majesty the King has given the name “Rajabhat” and the Royal Seal of the 

universities.  The term “Rajabhat” means “Philosopher of the King”. 

 

2.8.1  Rajabhat Mahasarakham University  

Rajabhat  Mahasarakham  University  was  founded  in  1925.  It  was  developed 

from  the  primary  agricultural  school,  the  primary  school  in  1935  from  teacher’s 

training  school  for  certificate  from  Mahasarakham  Province  in  1938,  teacher’s 

training  school  of  Mahasarakham  in  1944  teacher’s  college  of  Mahasarakham  in 

1962, Rajabhat Institute in 1992 and became Rajabhat University in 2004. At present, 

Assoc.Prof.Dr. Somjet Poosri is the president. 

At  present,  there  are  altogethereight faculties  which  are  1)  the  Faculty  of 

Education  2)  the  Faculty  of  Sciences  and  Technology  3)  the  Faculty  of  Humanities 

and  Social  Sciences  4)  the  Faculty  of Management  Sciences  5)  the  Faculty  of 

Agricultural Technology 6) the Faculty of Information and Technology 7) the College 

of Law and Government and 8) the Graduate School. 

The vision of Rajabhat  Mahasarakham University is to be a leadinguniversity, 

which  takes  part  in  the  improvement  of  intellectual  power  of  the  land  in  order  to 

develop  the  local  communities  and  the region,  according  to  the  philosophy  of 

sufficiency economy. 
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2.8.1.1  The Structure of the University 

The  structure  of  the  university  is  that  it  is  divided  into  five 

departments,  eight  faculties  and  seven  schools,  which  comprise  of  the  Rector’s 

administrative  department  such  as  the  Central  Department,  the  Finance  Department, 

the  Policy  and  Planning  Department,  the  Personnel  Department  and  the  Students’ 

Development Department.  

The  support  and  administrative  units  are  as  follows:  the  Institute  for 

Resource and Development, the school of Arts and Culture, the Institute for Academic 

Promotion and Registration. The Institute for Services and Information Technology, 

the  Institute  for  Standards  and  Quality  Guarantee  Office  of  International  Relations 

and International Educational Management and the Institute of Academic Providers. 

The number of personnel includes 913 people who can be classified as 

belonging  to  the  teaching  division,  which  has  556  members,  and  the  supportive 

personnel, which have 357 members. The teaching division which composes of 162 

civil  servants  in  the  institute  of  higher education,  384  officers  in  the  Institute  of 

Higher  Education  (128  university  officers and  256  contract  employees)  five  civil 

servant officers and five foreign employees. 

The  qualifications  of  the  personnel are  classified  according  to  their 

levels of education, which composed of 100 doctorate graduates, 433 master’s degree 

graduates and 23 bachelor’s degree graduates. As for the personnel who are classified 

according  to  the  academic  positions,  they  composed  of  80  assistant  professors,  13 

associate professor and 463 lecturers. 

2.8.1.2  The Number of Students 

Rajabhat  Mahasarakham  University  has  altogether  21,336  students 

who  can  be  classified  as  bachelor’s level  17,459  people,  graduate  certificate  681 

people, master’s degree students 2,625 people and doctoral students 571 (The annual 

report of the fiscal year of 2011, Rajabhat Mahasarakham University). 

Budgets:  The  Rajabhat  Mahasarakham  University  has  the  annual 

budget  for  the  fiscal  year  of  2011,  amounted  to  632,486,000  baht,  which  can  be 

divided  as  the  national  budget  with 278,435,000  baht  and  the  university  income 

budget,  which  amounted  to  354,051,100  baht  (The  self-assessment  report,  Rajabhat 

Mahasarakham University, the academic year of 2011). 
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2.8.2  Surin Rajabhat University  

Surin  Rajabhat  University  was  founded  on  the  29th  September  1976.  The 

vision of the university was to be a higher education institution for local development 

through the participation of the communities. It manages education in various fields. 

It has freedom of management and put emphasis on conducting research and creating 

local  as  well  as  international  knowledge.  It  is  a  source  of  academic  services,  which 

increase social values and develop quality of life. 

The  structure  of  the  university  can  be divided  into  three  departments,  six 

faculties, and three schools. It composes of the rector’s administration unit such as the 

central  department,  the  Policy  and  Planning  Department,  and  the  Student 

Development  Department.  The  academic  sectors  include:  the  Faculty  of  Education, 

the Faculty of Humanities and Social Sciences, the Faculty of ManagementSciences, 

the Faculty of Science and Technology, the Faculty of Industrial Technology and the 

Graduate School. The supportive and service sectors include The School of Arts and 

Culture,  The  School  for  Academic  Promotion  and  Registration,  the  School  for 

Management  and  Information  Technology  and  the  Institute  for  Research, 

development and center of services. 

The overall composition of the personnel of Surin Rajabhat University is 815 

people  who  can  be  divided  as:  personal  in  the  teaching  division,  319  persons, 

personnel in the support division, 496 persons. The personnel in the teaching division 

compose of 188 civil servants, 97 university officers, one officer of civil servant, 33 

contract employees. Overall, there are 319 personnel in the academic division. 

Personnel  who  are  classified  according  to  their  academic  qualifications 

compose of 63 lecturers with doctorate degrees, 252 lecturers with master’s degrees 

and  four  bachelor’s  degree  graduates.  As  for  classification  according  to  their 

academic  positions,  there  are  eight  associate professors,  53  assistant  professors  and 

258 lecturers. 

Altogether,  Surin  Rajabhat  University  has  15,022  students.  There  are  65 

curricula, which are 48 bachelor’s level curricula, 13 master’s level curricula and four 

doctorate level curricula. 

As for the budget, Surin Rajabhat University ’s annual budget for 2011 was in 

total 357,975,577 baht, which can be divided as the national budget 223,001,600 baht 

and the university income budget of 134,973,977 baht. 
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2.8.3  Kalasin Rajabhat University  

The  Kalasin  Rajabhat  University  was  founded  in  1997  and  started  teaching 

during the academic year of 1999. In 1997, five Rajabhat institutes were founded in 

the  northeast  region  of  Thailand.  They  were:  the  Rajabhat  Institute  at  Chaiyaphum, 

The  Rajabhat  Institute  at  RoiEt,  The  Rajabhat  Institute  at  Sisaket,  The  Rajabhat 

Institute at Nakhonphanom and the Rajabhat Institute at Kalasin. 

The vision of Kalasin Rajabhat University is it is a higher education institute 

for  local  and  regional  development  with the  aims  of  becoming  the  knowledge  base 

and a creative university for the benefit of Thai society, which has good balance and 

sustainability. 

2.8.3.1  The Structure of the University 

It  is  composed  oftwo  departments and  fourfaculties,  which  are:  the 

rector’s administrative unit which compose of the Central Department, the Policy and 

Planning  Department.  The  academic  sectors includethe  Faculty  of  Liberal  Arts  and 

Science, the Faculty of Political Science and  Law,  the  Faculty  of  Creative  Industry, 

and the Faculty of Business Administration. 

The total personnel of  Kalasin Rajabhat University is 189 people who 

can  be  classified  as:  the  teaching  division,  93  people  and  the  supportive  personnel 

division,  97  people.  The  personnel  at  the  teaching  division  can  be  classified  as:  17 

civil servants, 62 university officers, four officers of the civil service, and 4 contract 

employees  and  when  they  are  classified  according  to  their  academic  qualification, 

there  are  14  doctorate  graduates,  75  master’s  graduates  and  four  bachelor’s  degree 

graduates. There are nine lecturers who have acquired academic positions. 

In total, there are 3,097 students who are 2,242 regular session students 

and 389 special session students who study on weekends (Saturday and Sunday) and 

166  master’s  students.  Kalasin  Rajabhat  University  offer  altogether  17  curricula 

which compose of 15 bachelor’s level curricula and twoMaster’s level curricula. 

As for the budget, the Kalasin Rajabhat University has the 2011 annual 

budget of 123,532,204 baht, which can be divided as 91,833,300 baht national budget 

and  31,698,904  baht  university  income  budget. During  the  fiscal  year  of  2012,  the 

university  received  132,099,422  baht,  which can  be  classified  as:  90,216,300  baht 

national budget and 41,883,120 baht university income budget. 
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Table 2.6  Data Summary of the Studied Organizations 

 

 

Basic data 

Rajabhat 

Mahasarakham 

University 

Surin 

Rajabhat 

University 

Kalasin 

Rajabhat 

University 

Total number of students  21,336 person 15,022 person  3,097 person

Total number of lecturers 556 person 319 person  93 person

1) Civil Servants 162 person 188 person  17 person

2) University Officers 128 person 97 person  62 person

3) Civil Servant Officers 5 person 117 person  4 person

4) Contract employees 261person 3,362 person  4 person

The number of assistant 

professor / associate professor 

93 person 

(16.72%)

614 person 

(19.12%) 

9 person

(9.67%)

Lecturers that have doctorate 

degrees 

100 person

(18%)

63 person 

(19.75%) 

14 person

(15%)

The university were founded in  1,925 (2468) 1,976 (2519)  1,997 (2540)

Number of faculties 8 faculties 6 faculties  4 faculties

Number of curricula 87 curricula 65 curricula  17 curricula

The Annual budget of 2011  632,486,000 

baht

357,975,577 

baht 

132,099,422 

baht

 

From Table 2.6 the table has shown the basic information of all three 

Rajabhat  universities  which  are  used  in  the  present  study  for  the  classification  of 

sizes, which are: large, medium and small. 

 

2.9  Research Relating to Human Resource Development 

 

2.9.1  Domestic Research 

Cholada  Chaichana  (2004)  studied  factors  related  to  human  resource 

development  of  the  Oriental  and  Peninsula  Hotels  by  dividing  the  related  human 

resources  into  two  factors.Firstly,  factors that  obstruct  human  resource  development 

such  as  workers’  working  time  which was  around  the  clock-24  hours  a  day.  This 
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results  in  the  difficulty  in  providing  training.  In  addition,  there  is  the  problem  of 

training location because training has many sessions. 

There are few curricula for administrator’s training. It was also discovered that 

some  workers  have  negative  attitudes  toward  training.  As  for  the  factors  that 

contribute  to  the  success  of  human  resource  training,  they  are  the  support  from  the 

management and there is an avant-garde administrative system in these organizations. 

  Santichai Intorn-On (2003) studied the direction and trends of human resource 

development    in  Thai  Commercial  Bank (Thai-Phanit  Bank)  and  it  was  discovered 

that factors related to technological progress are factors that influence the success of 

human resource development at the highest level. As for the factors related to the pay, 

that the workers receive has the lowest influence on human resource development. 

  Somchai Suksirisaereekul (1998) studied the role and potential of universities 

in improving and developing human resources in order to meet the challenges of the 

21st century. From the synthesis of the results of the studies conducted since the past 

until  the  present,  it  shows  that  the  Thai universities  must  develop  their  potential, 

which means that they must succeed in fulfilling their duties or roles, which compose 

of  seven  items.  They  are:  the  universities must  be  able  to  teach,  conduct  research, 

provide services to the local communities and Thai society, preserve and promotelocal 

arts and culture. The seven potentials are: the quality of being lecturers, having proper 

curriculum,  having  quality  research,  being  internationally  renowned,  have  academic 

quality  guarantee,  the  process  must  be  cost-effective,  and  there  is  equality  of 

education.  

It was discovered that quality of the lecturers, appropriate curriculum and the 

guaranteeing  of  academic  quality  are  the  most  important  potential  development 

factors.  There  are  also  suggestions  for  important  potential  development,  which  are: 

the development of lecturers’ quality in terms of knowledge, ethics and responsibility. 

There should be new curriculum which is arranged by the college is at medium level. 

As  for  the  demands  of  development,  it  was  discovered  that  most  lecturers  at  the 

College  of  Dramatic  Arts  demand  the  development  in  the  quality  of  the  contents  of 

the  instruction.  In  addition,  they  want to  improve  their  personality  and  human 

relations  accordingly.  As  for  other  areas,  they  would  like  to  further  their  studies 

within the country. They are demanding the arrangement of teacher’s mentoring from 
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the experienced people who can provide knowledge as well as guidance. Finally, it is 

the designing of the environment at the college so that it will have the atmosphere of 

an academic institution. As for the lecturers’ development, all twelvethe Colleges of 

Dramatic  Arts  should  have  the  centers  for  lecturers’  development  in  terms  of 

academic  as  well  as  professional  development.  Activities  that  should  always  be 

provided  are:  academic  seminars,  training,  conferences  about  the  operations, 

providing academic guarantee, teaching, etc. 

  Pensri Shirinung (2007) has conducted research relating to the development of 

lecturers  in  the  higher  educational  institutions  of  Thailand.  The  study  compared  the 

Rajabhat  universities  with  a  private  university  (Doctoral  students  of  public 

administration  at  Ramkhamhaeng  University).  The  objectives  of  this  study  were: 

First,study the practices of lecturers’ development and the need for developing closed 

public  university’s  lecturers,  open  public  university’s  lecturers  and  lecturers  from 

private  university.  Second,  Compare  personal factors  and  workloads  of  lecturers  in 

closed  public  university,  opened  public  universities  and  private  universities. 

Third,compare the relationship between the ways toward lecturers’ development and 

the  need  for  lecturers’  development.Fourth,  toexamine  the  practices  of  lecturers’ 

development  and  the  workloads  of  the  lecturers.    Fifthlook  at  the  workload  of  the 

lecturers  and  various  methods  in  lecturers’  development  and  sixth,  examinethe 

practices in lecturers’ development and the various ways to develop lecturers and the 

demands for lecturers’ development and the various ways to develop lecturers in the 

closed  public  university,  opened  public  university,  and  the  private  university.  The 

sample was divided into two groups. The first group is lecturers in the closed public 

university opened public university and the private university which consists of 389 

subjects.  The  tools  being  used  in  this  study  were  questionnaires,  statistics  for  data 

analysis that are frequency, percentage, means, qui-square test, Oneway ANOVA and 

the Pearson’s correlation coefficient.  

The second group is the administrators of the universities, the employee of the 

enterprise  and  students,  which  composed  of  the  enterprise  and  students,  which 

wasmade up of 31 people. The results indicate that: 

1)   There are no differences in the ways the closed public university, 

the open public university and the private university conduct lecturers’ development 
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program. These universities have the same proper practices in lecturers’ development 

at a medium level.  

2)   Lecturers  at  the  closed  public  university,  the  opened  public 

university  and  private  university  have  different  demands  for  development,  which  is 

statistically  significant  at  the  level  of  .05.   When  it  is  considered  from  a  different 

perspective,    it  was  discovered  that  the  lecturers  in  a  private  university  have  higher 

needs  for  writing  text  books  and  academic articles,  and  developing  techniques  to 

provide academic services to the society and have  a higher need to increase academic 

qualification  than  lecturers’  from  the  closed  public  university  and  open  public 

university.  

3)   Lecturers from the closed public university, open public university 

and  private  university  who  have  different  personal  factors,  tends  to  have  different 

workloads which is statistically significant at the level of .01. 

4)   The  practices  of  lecturers’  development  of  the  closed  public 

university had little negative correlation with the needs for lecturers’ development and 

the  practices.  Lecturers’  development  in  the  openpublic  university  has  very  little 

positive correlation with the need to develop lecturers.  

5)   The  practices  of  lecturers’  development  of  the  closed  public 

university,  the  open  public  university  and  the  private  university  had  no  correlation 

with lecturers workloads. 

6)   The  present  workload  of  lecturers  in  the  closed  public  university, 

the  open  public  university  and  the  private  university  had  no  correlation  with  any 

aspect of lecturers’ development.  

7)   The  practices  in  lecturers’ development  of  the  closed  public 

university,  the  open  public  university  and  private  university  had  a  medium  level  of 

positive  correlation  with  various  practices in  lecturers’  development,  which  is 

statistically significant at the level of .01. As for the need for lecturers’ development 

in  closed  public  university  and  private university,  there  was  no  correlation  with 

various areas of lecturers’ development. 

  Sahataya  Damrongkietisak  (1997)  had conducted  research  into  lecturers’ 

development  at  Mae  Joe  University  and  discovered  that  the  lecturers  development 

department  encountered  budgeting  problem  in  the  lecturers’  development  activity. 

Therefore,  there  should  be  allocation  of  sufficient  budget  in  order  to  support  the 
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lecturers’development.  In  addition,  the  university  should  set  upa  unit  for  lecturers’ 

development  at  the  faculty  level  and  the  university  level.  As  for  the  methods  being 

employed,  there  is  problem  relating  to  taking  field  trips  in  foreign  countries.  The 

university  must  be  fair  in  selecting  lecturers  for  development.  It  should  uphold  the 

policies and measures that have been set up.  

As  for  furthering  studies,  there  are problems  related  to  funding  and  the 

university must be fair in terms of selecting lecturers for further study. The university 

must be active in seeking funding from both the domestic and foreign circles. As for 

training  and  seminars,  there  are  problems  regarding  the  ability  to  motivate  the 

lecturers  to  participate  in  these  activities.  The  university  should  support  lecturers’ 

attendance in training and seminars in the fields of their teaching and lecturers should 

take  interests  in  external  organizations  or  they  should  be  interested  in  domestic  as 

well as foreign affairs and participate in these activities at least once or twice per year.  

As  for  research,  there  is  problem  in  seeking  funding  from  foreign  sources. 

Also,  the  library  should  provide  sufficient  materials  for  the  researchers.  As  for  the 

management,  they  should  support  lecturers’  serious  efforts  in  conducting  research. 

Relating to the access to academic positions, there is problem relating to provision of 

experts  in  the  area  of  guidance.  As  for personality,  ethics  and  morality,  there  are 

problems  relating  to  the  provision  of  opportunity  for  lecturers  to  attend  lecturers’ 

development  activities.  The  university  should  provide  annual  training  relating  to 

ethics and morality to the lecturers so that the impacts of corruption can be limited, 

which is a real problem in the Thai higher Education sector. 

  Suwaree Tiengtat (1999) has conducted research in the area of lecturers in the 

private  higher  educational  institution’s  academic  self-development.  The  study  was 

conducted as a case study of  Mahanakorn Technology University. The objective of 

the study was to study the level of academic self-development and factors associated 

with  academic  self-development.  It  was  discovered  that  lecturers  in  Mahanakorn 

technological university have high level of academic self-development. The variables 

that  are  related  to  academic  self-development  are:  gender,  age,  level  of  education, 

experience  in  work,  the  working  environment  which  includes  academic  facilities 

which  are  provided.  As  for  the  atmosphere at  work,  welfare  and  benefits  provided, 

they are all related to academic self-development and encouraging a better work ethic 

from staff and thus, higher salaries. 
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  2.9.2  Research in Foreign Countries 

  Katou  (2009)  studied  the  Impacts of  Human  Resource  Development  on 

organization performance using thetest of a causal model. The objective of this study 

was  to  survey  the  path  that  leads  human  resource  development  to  organization 

performance through the employment of structural equations and employed the tools 

for data analysis in order to test the research concepts. They compose of batteries of 

causal relations among the organizations as well as other conditions, such as resources 

and  HRD,  skills,  attitudes  and  behaviors and  organization  performance,  and  the 

employment  data  of  the  production  sector  of  Greece.  The  results  indicated  that  the 

impacts  of  HRD  on  organization  performance  had  a  positive  correlation  and  are 

mediated by skills, attitudes and behavior. As for the resources, organization context 

as well as other conditions, they are correlated at a medium level. Hence, the present 

research supports that HRD has positive impacts on organization performance and can 

explain the mechanism via HRD in order to improve organization performance. 

  Tabibi  (2011)  has  conducted  a  research  entitled:  “Factors  Affecting  Human 

Resource Development in the Iranian Social Security Organization’s Hospitals”. The 

objective  of  this  study  was  to  indicate  the  major  factors  in  human  resource 

development  in  the  Iranian  Social  Security  Organization’s  Hospitals.  The  sample 

group consists of 96 personnel of Iranian Social Security Organization’s Hospitals of 

which the conceptual model of HRD was designed and accepted by the administrators 

and the hospitals’ specialists for the first time.  

The research employed questionnaires and content validity as well as construct 

reliability. The reliability was achieved through the employment of Cronbach’s alpha 

and  Pearson  correlation.  The  analysis  was  undertaken  by  the  employment  of  factor 

analysis for the confirmation. Then a structural equation approach was used in order 

to  designate  the  correlations  of  direct  factors  and  indirect  factors.  It  was  discovered 

that  after  conducting  factor  analysis  in  the  areas  of  organization  commitment, 

planning, operation and evaluation of the results, the research also yielded results in 

organization development, employment system, the path toward career development, 

HRD  activities,  performance  management,  welfare  system  and  the  development  and 

evaluation systems. 
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  Conducted research on: “The online evaluation of the efficiency of lecturers’ 

development: A case study of the factors affecting complete conceptual development 

of the lecturers in the community college.” It was  quantitative research, which was 

conducted  through  online  information technology.  It  was  a  study  on  personnel 

development,  which  employed  the  standard  measurement  from  documents, 

educational  media  and  the  teaching  processes  according  to  the  standards,  which  are 

developed by the university for different group of students.  

The research put emphasis on the study of lecturers’ group which consists of 

tenured lecturers, special lecturers and assistant lecturers who are hired to teach at all 

23 districts’ ofVirginia Technology group. The sample consisted of 75 lecturers from 

all  regions  of  Virginia,  which  have  different  rules  and  regulations,  age,  and 

experience  in  teaching.  The  major  objective  of  the  study  was  to  present  the 

relationship  between  different  standards, which  compose  of  the  environment,  which 

designs the operational process for lecturers’ development.  

The posting of questionnaires resulted in the environmental development and 

improvement  of  teaching  facilities,  which  enabled  the  instructors  to  teach  their 

students  more  efficiently.  Instructors  can teach  without  prejudice  as  a  result  of 

ethnicity, basic culture, learning characteristics, and basic ability of the students. The 

standard of the index has indicated that those who responded to the interview having 

high efficiency. It is the first-time most of them havebecome familiar with complete 

conceptual  development  and  employ  them  as  a  medium  for  continual  development, 

which will be completed through the following developmental process.  

There  is  a  selection  process,  which is  conducted  on  the  experimental  group 

and  control  group.  Members  of  the experimental  group  will  be  given 

documents,which provide details relating to the concepts in the complete development 

and  self-managed  teaching.  This  is  a  system,  which  evaluates  the  information  via 

information  technology.  The  objective  is  to facilitate  the  operational  process,  which 

was already prepared in advance. The member groups will not get any documents or 

data in details relating to the complete development. The research divides the subjects 

into  two  groups  for  the  purpose  of  checking  for  differences.  Both  groups  must 

respond to the questionnaires through e-mails, which is the same requirement for both 

groups. The results of the questionnaires will be analyzed and there will comparison 
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of  the  differences.  If  the  results  differ between  the  two  groups, it  will  be  used  for 

academic development because it indicates that there are different forms of teaching 

development between the two groups. 

  Arokiasamy, et al. (2011: 589-605) had conducted a study entitled: “Predictors 

of academics’ career advancement at Malaysian private universities.” The objective of 

the  research  was  to  investigate  the  influences  of  individual  and  organizational 

variables  on  career  advancement  of  private  universities’  academicians  in  Malaysia. 

The  study  concentrated  on  the  relationships  of  six  private  universities,  which 

conducted research. The data was collected via structured interviews. The dependent 

variables  were  the  career  advancement  of academics’  and  the  independent  variables 

were  personal  factors  and  organization  factors.  Astratified  sampling  strategy  was 

employed.  

The sample group consisted of 105 full-time academics who responded to the 

questionnaires.  The  results  of  regression  analysis  indicated  that  variables  at  the 

organization  level,  especially,  the  social  network  and  organization  support  have 

influenced  academics’  career  advancement  with  the  power  of  prediction  at  56.1%. 

The  results  of  this  study  are  useful  for  human  resource  development.  The  results  of 

the  present  study  can  be  used  for  the  benefits  of  enhancing  the  existing  knowledge 

regarding career advancement of the academics in the private universities. In fact, the 

private  educational  institutions  are  expanding  rapidly  in  Malaysia  and  there  is 

attribution  of  importance  in  receiving education  from  the  higher  educational 

institution  among  40%  of  the  population  in  the  year  2020.  However,  in  the  higher 

educational  institution,  human  resource  development  is  considered  extremely 

important.  There  must  be  stimulation of  awareness  among  the  academics  who  are 

charged  with  the  career  planning  and  human  aspirations.  Factors  related  to  the 

organization which exists in lecturers’ careers should respond to the services provided 

by the universities. The origin or the values of the present research is that it has tested 

factors (at the individual and organization levels) which are related to human resource 

development and administrators’ management of academics’ career advancement. 

  Ullah (2011) conducted research entitled: “The need for personnel development 

in  the  higher  education  institution  in  Pakistan”.An  individual  who  graduated  with  a 

Master’s  degree  (and  never  had  teaching  experience)  will  be  hired  as  a  university 
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lecturer.  Hence,  it  is  time  to  find  out  whether  these  lecturers  want  to  further 

themselves through training. It is necessary to find out whether these individuals are 

interested in receiving training and in what aspects? The objective of the research was 

1) to survey the needs for training among the lecturers in the universities 2) to indicate 

the spheres of training required of the lecturers in the Pakistani universities or what 

are the fields that they need to be trained and 3) Designate the proposed structure and 

suggestions  of  these  lecturers  for  the  improvement  of  teaching  in  the  sample  group 

universities  who  are  lecturers  from  the public  universities  and  from  the  private 

universities. The tools being used in this research are: Questionnaires relating to self-

development. The results of the study indicated that lecturers in the universities want 

training  in  the  areas  of  teaching philosophy,  Islam  philosophy,  educational 

psychology,  techniques  for  conducting  research,  and  ways  to  become  professional 

instructors, class-room arrangement, provision of guidance and counseling, students’ 

discipline, communication skills, and the competitive professional skill, professional 

attitudes  and  ethics,  innovation  in  teaching  strategy,  learning  theories  and 

management. Therefore, it is crucial for lecturers to receive training which is linked to 

the curricula of the universities. 

  Samer  (2011)  conducted  a  research  entitled:  “The  human  capital  planning  in 

the  higher  education  institution:  A  case study  of  the  strategic  human  resource 

development in Jordan.” The purpose of the study was 1) To designate the status of 

human  capital  planning  in  the  higher  education  institution  in  Jordan.  The  sample 

group consists of 130 administrative personnel from various faculties. They were: the 

deans  and  the  assistant  deans.  There  were  120  responses  or  90%.  The  survey  of 

human  capital  planning:  HCP.  consisted  of five  dimensions,  i.e.,  planning,  analysis, 

organization  management,  chains  of  command  and  control.  The  results  of  the  study 

indicated  that  the  designation  of  the  status  of  human  capital  planning  in  the  higher 

education institution in Jordan was that there werefive dimensions in the universities’ 

administrative positions. They are: the planning, analysis, organization management, 

chains of command and the control which indicated that there is the highest level of 

human capital planning in the higher education institution (very strong level). As for 

the second objective, it is the designation of differences that is significant in terms of 

human  capital  planning  which  is  based  on the  characteristics  of  the  sample  group, 

which included, gender, work position, and the location of the university. 



63 
 

 

The statistics being used were the t-test and ANOVA in order to compare the 

dimensions of human capital planning. It was discovered that differences in terms of 

gender and work positions resulted in different planning of human capital. 

 

2.10  Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.5  Conceptual Framework of the Research 
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2.11  Hypotheses 

 

  The  objective  of  the  present  study  is to  study  factors  affecting  lecturers’ 

development.  In  setting  up  the  hypothesis,  the  present  researcher  has  attempted  to 

search  for  the  related  past  empirical  research  which  has  been  used  to  study  the 

relationships  between  the  independent  variables  relating  to  lecturers  development 

such  as  training,  further  studying,  self-development  and  learning  while  working.  It 

was  discovered  that  most  studies  did  not  favor  the  study  of  the  results  of  the 

independent  variables  through  direct  methods.  Additionally,  the  designation  of  the 

components  of  each  scholar  on  the  human  resource  development  that  the  lecturers 

received, also differed. Hence, the setting up of hypotheses between the independent 

variable and the dependent variable will be derived from a collection of theories and 

the opinion of the researcher.  Here are the hypotheses that have been formulated: 

1) Lecturers at Rajabhat universities in the northeast region received 

low level of development. 

2) Personal factors such as gender, age, work tenure, hiring status and 

faculty  affiliaion,  which  are  different, have  different  impacts  on  lecturers 

development. 

3) Universities which differ in terms of size also have different levels 

of lecturer development. 

4) Factors  that  affected  human  resource  development  in  Rajabhat 

universities  in  the  northeast  region  are  internal  organization  factors,  and  external 

organization factors. 

 

2.12  Summary 

 

  The dependent variable in this study is lecturer development levels, which in 

this  study  the  researcher  has  chosen  training,  further  studying  and  self-academic 

development  and  learning  form  working  experience  as  the  components  of  lecturers’ 

development. As for the independent variables, these included, internal organization 

factors  which  consisted  of  support  from  administrators,  positive  incentive,  negative 

incentive,  ideological  incentive,  organization  communications,  and  organization 
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policy related to the objectives and goals of the organization and budget. As for the 

external organization factors, they consisted of strategic policy support from external 

agencies and cooperation with external agencies. 

Internal  organization  factors  can  be  explained  with  closed  systems  theory, 

according to the concept provided by Chester I. Barnard, which is the concept, related 

to internal organization communication and motivational theories. As for the factors 

external to the organization, it can be explained by open systems theory and resource 

dependence  theory  by  Pfeffer  and  Salancik  (1978);  Pfeffer  (1982)  which  in  these 

studies, the researchers have created the conceptual framework which studies factors 

among  threecategories  including    personal  factors,  internal  organization  factors  and 

external organization factors. 

Lecturers’  development  means  the  process,  which  increases  the  values  and 

human capital of the lecturers, which are obtained from training, education, academic 

development and learning whilst working. 

Training  means  the  process  which  increases  lecturers’  skills,  knowledge  and 

ability  which  the  organization  should  have  adequate  funding  to  develop  through 

support  of  training  programs.  The  organization  should  attribute  significance  to 

training so that the personnel will able to function efficiently. 

Further education encourages learning that will enable the lecturers to handle 

future  responsibility.  The  aim  is  to  raise  the  levels  of  lecturers’  education  in  the 

various  fields  of  study  in  which  lecturers  are  part  of. There  is  formal  assistance 

through  educational  institutions  with  self-funding  or  obtain  scholarships  from  the 

university via external organisations. 

Self-academic  development  is  learning  beyond  the  present  work  requirement 

of the Rajabhat university lecturers which is the way to prepare oneself for changes 

and long term growth. The process covers education and learning of various subjects 

through research and seeking knowledge from various fields, which can manifest in 

conducting research, and seeking academic position elevation, etc. 

Learning  from  working  experience  is  the  process,  which  changes  lecturers’ 

behaviors permanently which is a result of the accumulation of experiences at work. 

The  researcher  has  applied  all  of  her  knowledge,  which  is  derived  from  the 

literature  review  to  the  creation  of  her  research  conceptual  framework,  which 
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designated  the  internal  organization  factors  and  external  organization  factors  as 

independent  variables  and  the  Rajabhat  university  lecturers’  development  as  the 

dependent  variable.  The  study  also  covers  the  relationship  between  the  variables 

within  the  conceptual  framework  of  the research,  which  will  be  presented  in  the 

following chapter on research methodology.  



 

CHAPTER 3 

 

RESEARCH  METHODOLOGY 

 

3.1  Research Methods 

 

The  study  of  the factors  affecting  human  resource  development  of  Rajabhat 

university lecturers in the North-east region of Thailand is an individual level analysis 

of  three  Rajabhat  universities  in  the  Northeast;  namely,  Rajabhat  MahaSarakham 

University,  a  large  sized  university,  Surin  Rajabhat  University,  a  medium  sized 

university  and  Kalasin  Rajabhat  University  a  small  sized  university.  This  research 

employs mixed methods consisting of quantitative and qualitative studies. 

 The  quantitative  research  surveys  used  random  sampling  technique  for 

collecting information by a questionnaire constructed based on the objectives of the 

study.  Statistics  used  in  data  analysis  are 1)  descriptive  statistics,  which  are  mean, 

percentage, standard deviation, and 2) statistics used in hypotheses testing that are t-

test,  F-test  and  Multiple  Regression  Analysis.  The  qualitative  research  employs  in-

depth  interviews  and  case  studies  to  understand  the  problems,  obstacles  and  needs, 

and suggestions on the guidelines to develop the lecturers including comments from 

the lecturers and the administrators from three universities regarding the universities’ 

policies.  

The objectives of this chapter are to describe the methodology of the study in 

which the quantitative research is discussed the population and the samples, factors, 

research instrument, instrument construction, operational definition and measurement, 

data collection, data analysis, and statistics used in the study. The qualitative research 

part  presents  data  collecting,  qualitative  research  tool  assessment  and  data  analysis. 

This  chapter  presents  the  quantitative  research  first  and  the  qualitative  research 

afterward.  
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3.2  Quantitative Research  

 

The quantitative research aims to describe and explore the factors affecting the 

human resource development of Rajabhat university lecturers in the Northeast region 

of Thailand. A research tool in this survey research is a questionnaire collecting data 

from the university lecturer respondents.  

 

3.2.1  Population and Samples 

This study describes the unit of analysis at the individual level. 

3.2.1.1  Population 

The  population  of  this  study  is  Rajabhat  university  lecturers  within 

three  universities  which  consisted  of  556  lecturers  from  the  large  sized  university  –

Rajabhat MahaSarakham University, 319 lecturers from the medium sized university 

– Surin Rajabhat University and  93 lecturers from the small sized university- Kalasin 

Rajabhat University. The total population is therefore 968 academics. 

3.2.1.2  Sample Size 

The sample size is defined at the individual level by calculating based 

on Taro Yamane’s formula having the reliability of 95% and a variance of ± 5%. 

3.2.1.3  Method of Random Sampling 

The  Stratified  Random  Sampling  technique  classifies  the  university 

sizes  into  levels  and  determined  the  university  as  a  sampling  unit.  Three  sample 

universities  are  obtained  with  population  of  968  people  and  the  sample  size  is  284 

samplings. The method can be described as follows: 

1)  Step 1: the researcher classified the population of Rajabhat 

universities into three sub-groups: large sized, medium sized and small sized. 

The  university  sizes  have  been  classified  based  on  student 

numbers.  It  is  required  that  there  are 20,000  students  or  more  in  the  large  size 

university,  10,000  -20,000  students  in  the  medium  size  and  not  more  than  10,000 

students in the small size university (www.mua.go.th/users/he-commission/doc).   

2) Step  2:  After  the  population  has been  classified  into  three 

sub-groups  according  to  the  university  sizes,  the  sampling  has  been  randomized  by 

draws in order to provide equivalent chances to the universities in all sizes. One large 
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size university out of three, one medium size university out of four and one small size 

university  out  of  five  have  been  chosen  based  on  proportionate  balance  considering 

the numbers of the universities in large, medium and small sizes and this resulted in 

three  universities  with  968  people  forming  population.  Stratifying  the  universities 

before randomizing the samplings has been conducted since the difference sizes of the 

universities may have effect on the efficiency of personnel development. 

Sample  group  in  this  study  has  been  calculated  based  on  the  Taro 

Yamane’s formula as described below: 

 

n   =    N 

    1+Ne2 

N  =   Number of Population (968 people in this study) 

n   =   Sample size 

e  =   Level of precision at .05 

 

Calculation 

  n   =               968 

      1 + (968 x .052) 

    =               968 

      1 + (968 x .0025) 

    =       968         =   968     =  283.04 

         1 + 242             6.70 

   

  n  =  284 samples 

 

In  summary,  the  university  sizes have  been  classified  based  on 

numbers of the students: 

1) Large size university  20,000 students or more 

2) Medium size university  10,101-20,000 students 

3) Small size university  less than 10,000 students 
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Table 3.1  Number of Lecturers, Students and University Size 

  

  

University 

Number  of 

lecturers 

Number of 

students  

University size 

Ratchasima Rajabhat University 489  40,051  Large 

Rajabhat MahaSarakham 

University 

556  21,336  Large 

Udonthani Rajabhat University 500  20,832  Large 

Surin Rajabhat University 319  15,022  Medium 

Ubonratchathani Rajabhat 

University 

473  10,979  Medium 

Loei Rajabhat University 313  11,610  Medium 

Sakolnakorn Rajabhat University  296  15,581  Medium 

Buriram Rajabhat University 317  8,568  Small 

Srisaket Rajabhat University 113  7,897  Small 

Chaiyaphume Rajabhat University  134  3,784  Small 

Kalasin Rajabhat University 93  3,097  Small 

Roi-et Rajabhat University 154  642  Small 

Total           3,757 167,504  

 

Source:  Commission of Higher Education Quality Assurance, 2011.   
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Table 3.2  Number of Lecturers and Sampling, classified by University Size 

 

 

Rajabhat University 

Number of 

lecturers(people) 

Number of samples 

(people) 

Large size university 

Rajabhat Mahasarakham University 

Medium size university 

 

556 

 

162 

Surin Rajabhat University 

Small size university 

319 92 

Kalasin Rajabhat University 95 30 

Total 968 284 

 

Source:  Commission of Higher Education Quality Assurance, 2011 

   

3.2.2  Variables 

Independent and dependent variables in this study are: 

3.2.2.1  Independent  Variables  are  personal  internal  factors,  internal 

organizational factors and external organizational factors; each factor comprises of: 

1)  Personal Internal Factors 

(1)   Gender-This factor is used to study whether male and 

female lecturers receive development at a significantly different level. 

(2)   Age-This  factor  considers  whether  lecturers  with 

different ages receive significantly different levels of development. 

(3)   Years  of  Work-This  is  used  to  consider  whether  the 

lecturers  with  differing  years  of  work  receive  significantly  different  levels  of 

development. 

 (4)  Hiring  Status  Pattern-This  factor  is  used  to  consider 

whether the lecturers with different employment status receive significantly different 

levels of development. 

(5)   Faculty-This  is  used  to consider  whether  the  lecturers 

in different faculties receive significantly different levels of development. 
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2)  Internal Organization Factors 

(1)   Support  from  Administrators-This  factor  examined 

whether  the  levels  of  the  support  from administrators  affected  the  lecturers’ 

development and in what way. 

(2)   Positive Incentives-This factor is considered if positive 

incentives affect lecturers’ development and in what way. 

(3)   Negative  Incentives-This  factor  is  considered  whether 

the negative incentives affects the lecturers’ development and in what way. 

(4)   Ideological Incentives-This factor is examined whether 

the ideological incentives affects the lecturers’ development and in what way. 

(5)   Organizational  Communication-This  factor  considered 

whether the organizational communication affects the lecturers’ development and in 

what way. 

(6)   Policy Objective and Targets of the Organization-This 

factor considered whether the policy objective and target of organization affects the 

lecturers’ development and in what way. 

(7)   Budget-This  factor  is  examined  whether  budget 

allocation affected lecturers’ development and it what way. 

3)  External Organizational Factors 

(1)   Policy  Support  from  External  Agencies-This  factor  is 

examined if the policy support from external agencies affected lecturers development 

and in what way.  

(2)   Cooperation  with  External  Agencies-This  factor  is 

considered  whether  the  cooperation  with external  agencies  affected  lecturer 

development and in what way. 

3.2.2.2  Dependent  variables are  the  factors  related  to  lecturers’ 

development, which consisted of: 

1)   Training-This  is  to  find out  whether  training  lecturers’ 

significantly affected their levels of development. 

2)   Further  Education-This  is variable  is  used  to  figure  out 

which  independent  variable  significantly affects  the  level  of  the  lecturers’ 

development in the dimension of education and it in what way. 
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3)   Academic  Self-Development-This  is  used  to  work  out 

which  independent  variable  significantly affects  the  level  of  the  lecturers’ 

development in the dimension of academic self-development and in what way. 

4)   Learning from Working Experience-This factor is to figure 

out  which  independent  variable  significantly  affected  the  level  of  the  lecturers’ 

development in the dimension of learning from working. 

This research is expected to present an overall relationship and 

the coefficient of independent variables that affect the dependent variables. 

 

3.2.3  Research Instrument 

The questionnaire and the in depth interview have been employed as research 

tools in collecting data. Thus, constructing the questionnaire and the interview form is 

a  very  important  step  in  order  to  collect  data  that  respond  to  the  study’s  objectives. 

The constructed questionnaire has been tested on its validity and reliability. 

 

3.2.4  Questionnaire Management 

In order to collect data from the educational institutions, the administrators of 

the three universities have been informed. The questionnaires were distributed to the 

faculties proportionately with the numbers of the lecturers. The appointed coordinator 

at  each  university  assisted  in  collecting  the  completed  questionnaires,  this  step  was 

completed in July 2012. 

The  questionnaire  and  the  interview  forms  contain  structured  of  close-ended 

questions providing the respondent with the choices of answers and the use of open-

ended  questions  encouraged  the  respondents  to  answer  freely.  The  questionnaire  is 

divided into five parts: 

3.2.4.1  Part 1 Demographic  Data  of the  Respondents  comprises  of  

nine  question  items  e.g.  gender,  age,  monthly  salary,  educational  credentials, 

academic  position,  work  tenure,  employment  condition,  faculty  affiliation  and 

university affiliation. 

3.2.4.2  Part  2  Internal  organizational factors  consists  of  27  question 

items in four rating scales stated that high, relatively high, relatively low and low. The 

question items 1 to 4 measure the support from administrators, items 5 to 8 measure 



74 
 

the positive incentives, the items 9 to 10 measure negative incentives, items 11 to 13 

measure  ideological  incentives  and  items14  to  19  measure  the  organizational 

communication,  items  20  to  25  measure  the policy  objectives  and  targets  of  the 

organization, and items 26 to 27 measure the budget. 

3.2.4.3  Part  3  External  Organizational  Factors  consisted  of  seven 

question  items  of  four  rating  scales:  high,  relatively  high,  relatively  low  and  low. 

Items 28 to 31 measured the external organization policy support and the items 32 to 

34 measured the cooperation with external organizations. 

3.2.4.4  Part 4 Level of Lecturer Development Received consists of 16 

questions of four rating scales: high, relatively high, relatively low and low. Items 35 

to 38 measured the training dimension, items 39 to 41 measured the further education 

attainment  dimension,  items  42  to  46  measured  the  academic  self-development 

dimension and items 47 to 52 measured learning from working experience dimension. 

3.2.4.5  Part  5  Open  ended  questions  inquired  about  comments  and 

suggestions  from  the  respondents  regarding  the  Rajabhat  university  lecturers’ 

development,  such  as  1)  Problems,  obstacles  in  developing  lecturers  and  problem 

solving  guidelines,  2)  Lecturers’  needs  for  self-development  and  3)  Guidelines  to 

develop  lecturers  covering  all  the  five  dimensions  such  as:  required  qualification  of 

the lecturers, which are teaching, researching, academic services, maintaining arts and 

culture  and  administration.  However, this  open-ended  questionnaire  inquired 

primarily  about  facts  of  the  current  condition  and  then  the  collected  information 

which included in the in depth interview questions. Item 39, item 40, item 51 and item 

52  use  Interval/  Ratio  scales,  instead  of nominal  scales,  since  various  types  of 

information needed to be collected and retrieved. 

Pearson’s  coefficient  formula  has  been  used  in  finding  out  the 

relationship between the independent variables before analyzing the quantitative data 

by  employing  Multiple  Regression  Analysis.  It  is  revealed  that  the  independent 

variable  has  a  relationship  less  than  0.75 within  the  Multiple  Regression  Analysis 

criteria specified. 
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3.2.5  Research Instrument Construction and Quality Test 

The  research  instrument  has  been  quality  tested  by  adjusting  and  tested  on  a 

non-sample group of 30 Rajabhat university lecturers. Conbrach’s Coefficient Alpha 

has been used in the overall questionnaire reliability analysis 

3.2.5.1  Questionnaire Construction Proceeded as follows: 

1)   Study  concepts,  theory,  literature  and  earlier  research  as 

well as documents about questionnaire construction were consulted. 

2)  Defining  the  questions  to  cover  all  the  conceptual 

framework, objectives and other elements that reveal the factors the could affect the 

lecturers’ development. 

3)   Present  the  questionnaire  draft  to  the  advisor  to  check 

validity, suitability and correctness. 

3.2.5.2  Checking the Questionnaire Quality 

1)  Validity 

After  revising  the  questionnaire  as  per  the  suggestion  of  the 

advisors,  experts  have  checked  validity  either  in  the  construct  validity,  content 

validity and wording.  In order to meet the requirements, the questionnaire has been 

checked by five experts: 

(1)  Prof.  Dr.  Voradej  Chandarasorn,  President, 

Shinnawatra University. 

(2)   Assoc. Prof. Dr. Chindalak Vadhanasindhu, Lecturer, 

School of Public Administration, National Institute of Development Administration. 

(3)   Asst. Prof. Dr. Saowaluk Kosonkitti-umporn, Deputy 

Director of Research Institute of Rajabhat MahaSarakham University. 

(4)   Dr.  Wittaya  Charoensiri,  Dean,  College  of  Law  and 

Government, Rajabhat MahaSarakham University. 

(5)   Asst.  Prof.  Dr.  Kallaya  Kulsuwan,  Head  of  Thai 

Program,  Humanities  and  Social  Sciences  Faculty,  Rajabhat  MahaSarakham 

University. 

The  IOC  (Index  of  Objective  Congruence)  has  been  used  in 

measuring  the  degree  of  consistency  between  each  of  the  question  items  and  the 

objective. The evaluation degrees of consistency measurement are: 
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  +1   If the question clearly measures the objective. 

   0   If the question measuring the content area is unclear. 

  -1   If the question clearly does not measure the objective. 

    Re-present the questionnaire after editing to the advisor. Print out the 

questionnaire and make complete copies. 

1)  Reliability 

The Reliability test is a technique for measuring the research 

tool  consistency  which  reveals  the  reliability  of  the  questionnaire  when  it  has  been 

repeatedly tested.  The questionnaire  must maintain the same results or at least show 

a similar trend of results (Kallaya Wanichbancha, 2003: 447). 

Reliability  test  was  performed  by  using  the  questionnaire  to 

try  out  on  30  sets  who  are  lecturers  in  Chaiyaphum  Rajabhat  University.  SPSS  for 

Windows were used to analyze the results which are shown in table 3.3  

 

Table 3.3  The Reliability of the Measurement 

 

 

Measurement 

 

Items of question 

Coefficient 

Alpha 

Internal organization factors   

Support from administrators Items 1-4 .84 

Positive incentives Items 5-8 .85 

Negative incentives Items 9-10 .86 

Ideological incentives Items 11-13 .85 

Organization communications Items 14-19 .85 

Policy objective and target of organization  Items 20-25 .85 

Budget Items 26-27 .85 

External organization factors   

policy support from external agencies Items 28-31 .84 

Cooperation with  external agencies Items 32-34 .85 

Level of lecturers’ development receive   

Training Items 35-38 .85 
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Table 3.3  (Continued) 

 

  

 

Measurement 

 

Items of question 

Coefficient 

Alpha 

Further education attainment Items 39-41 .85 

Academic self development Items 42-46 .84 

Learning from working experience Items 47-52 .85 

Total  .85 

 

 
The  acceptable  reliability  coefficient  is  a  minimum  of  .50  (Suchitra 

Punyaratabandhu,  2009:  154),  thus,  the  overall reliability  coefficient  .85  for  this 

research  measurement  is  considered  reliable  while  a  .838  reliability  coefficient  of 

each item insisting that all 61 questions are considerably reliable. 

3.2.5.3  The Research Instruments are: 

1)  Questionnaire 

2)  Questions for in depth interview 

3)  Government documents, research and other literature. 

 

3.2.6  Operational Definition and Measurement 

In  the  literature  review  phrase,  the  conceptual  frameworks  such  as  internal 

personal  factors,  internal  organizational  factors,  external  organization  factors  and 

human resource development and the hypotheses have been developed in order to be 

tested. This leads to the operational definition for all the variables to be applied in the 

conceptual  framework  and  the  validity  measurement.  It  consists  of  three  processes: 

conceptualization, operationalization and measurement. Babbie (2001) explained that 

conceptualization is to create specific terms according to the research objectives, later 

the  operationalization  is  conducted  in  order  to  create  measurement  tools  and  an 

operation including of the measurement process of constructing each definition. Each 

variable  is  recommended  to  have  different  indicators  or  different  dimension  of 

definition according to the research content. 
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3.2.6.1  Dependent Variable 

The  dependent  variable  in  this  study  is  the  Rajabhat  university 

lecturers’ human resource development that they receive; it is required to create the 

lecturers’ development measurement based on the operational definitions. 

3.2.6.2  Independent Variables 

One of the objectives in this study is to find out the factors affect the 

Rajabhat university lecturers development; thus, 14 factors from three dimensions are 

used.  There  are  five  factors  in  personal  domain:  gender,  age,  years  of  work, 

employment conditions, and faculty affiliation. There are seven factors in the internal 

organization factors: level of the support from the administrators, positive incentives, 

negative  incentives,  ideological  incentives,  organization  communications,  policy 

objective and target of organization and budget. There are two factors in the external 

organization  factors:  policy  support  from external  agencies  and  cooperation  with 

external agencies. 
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Table 3.4  Description of the Measured Variables 

  

Variables Definitions Source of Reference  Question Items/Indicators 

Dependent 

variables 

   

 

Human 

Resource 

Development 

Process of value adding and human 

capital of individuality through 

training, education and academic self-

development and learning from work. 

Applied from Nadler (1980) 

and Nisada Wedchayanon 

(2005) 

Human  resource  development  is 

measured from four topics: 

1) Training 

2) Further education attainment 

3) Academic self-development 

4) Learning  from  working 

experience 

 

Training A  process  in  which  providing 

knowledge and increasing capability of 

personnel  by  funds  supported  from  the 

organization  with  the    aim  to  increase 

work performance and efficiency.  

Applied from Snell and Lau’s 

(1994), Kossek and Blick’s 

(2002), Mondy and Noe’s 

(2005) 

 

1) How  often  have  you  received 

training? 

2) Does  your  organization 

designate  training  plan  and 

hours of training per year?  

3) From your experience of  
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

   training,  do  you  think  you  have 

gained  direct  knowledge  and 

skills  necessary  for  your 

teaching,  conducting  research 

and academic service?  

4)  Besides the questions 35-37,how 

much  training  have  you 

received? 

 

Further 

education 

 

Activities  conducted  in  order  to  learn 

from    future  work  by  encouraging  the 

personnel  to  gain  higher  or  additional 

education by attendingofficial academic 

institutes supported by either private or 

the university fund 

Applied  forNadler  and 

Nadler’s  (1980),  Mondy  and 

Noe’s  (2005),  and  Miller’s 

(1994) 

 

1) Are  you  undertaking  further 

education? 

2) What  types  of  funds  are  you 

using for your study? 

3) How much do you think you 

have received support on 

scholarship? 
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

Academic self-

development 

Additional  learning  outside  of  work. 

Long  term  advancement  including  of 

studying  and  learning  from  research 

and  knowledge  obtained  through 

various methods. 

Applied  from  Mondy  and 

Noe’s  (2005)  and  Miller’s 

(1994) 

1) You  have  increased  your 

knowledge of research. 

2) You  have  increased  your 

knowledge of text composing. 

3) The  university  encourages  you 

in attaining academic positions. 

4) You  have  attended  academic 

conference,  seminar  and 

present academic articles at the 

national level. 

5) How  much  have  you  received 

self-development as overall?  

 

Learning from 

working 

experience 

A  process  of  permanent  behavior 

changing  of  the  lecturers  which 

resulted  from  work  experience 

accumulation. 

Applied  from  Stephen  P. 

Robbins’  (2001),  Buchanan 

and  Huczynski’s  (1997),  and 

John Leopold’s (2002) 

1)    How  much  opportunity  have 

you  received  in  changing 

experience  or  learning  from 

work in the organization? 
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

   2)    How  much  opportunity  have 

you received incentives to learn 

from  work  through  the 

mentoring system? 

3)    After  you  have  been  working 

for  the  university,  how  much 

experience  do  you  think  you 

have gained? 

4)    How  much  do  you  think  you 

have  learned  from  work 

overall? 

 

Independent 

Variables  

 

Internal 

organization  

 

Organization condition affecting 

human resource development, namely, 

level of the support from the 

administrators, positive incentives, 

negative incentives, ideological  

 

Applied  from  Chester  I 

Barnard’s (1938), Pfeffer and 

Salanik’s  (1978),  Mondy  and 

Noe’s (2008) 

 

Internal organizational factors are: 

1)  Support from the administrators. 

2)  Provision of positive incentives. 

3)  Provision of negative incentive. 

4)  Ideological incentives. 

82 



84 
 

Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

factors incentives,  communication,  policy 

objective  and  targeting  of    the 

organization and budget. 

 5)  Communication 

6)  Policy objectives and targets of 

organization. 

7)  Budget 

 

Support from 

administrators 

The administrators have a plan and 

strategy encouraging the lecturers to 

receive continual self-development 

such as providing scholarships either 

domestically or abroad, training and 

supporting the lecturers to the higher 

academic positions. 

 

 

Applied from the work of 

Natre Phannayavira’s    

(2009) and Werner, Jon M., 

DeSimone, Randy L. ‘s(2006) 

1) The  administrators  supported 

scholarships to study abroad. 

2) The administrators supported 

scholarship to study 

domestically. 

3) The  administrators  supported 

funds for training or seminars. 

4) The  administrators  supported 

lecturers  to  achieve  higher 

academic positions. 
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

Positive 

Incentives 

Benefit  or  positive  result  that  the 

lecturers  are  supposed  to  receive  from 

decisions  of  whether  or  not  receive 

self-development 

Applied  from  Werner,  Jon 

M.,  DeSimone,  Randy  L.’s 

(2006)  and  developed  by  the 

researcher  as  a  new  body  of 

knowledge. 

 

 

1) The  university  supports    the 

lecturers  in  creating  academic 

articles. 

2) The  university  supports  the 

lecturers  in  presenting 

academic  work  outside  the 

university. 

3) The  university  supports 

lecturers  by  providing  research 

funds. 

4) The  university  supports  the 

lecturers by providing funds for 

text writing. 

 

Negative 

Incentives 

Benefit  or  negative  results  that  the 

lecturers  are  supposed  to  receive  from 

decisions of whether or not they receive 

self-development. 

Applied from Suphanee 

Saritwanich’s (2009). 

1)  The university will discontinue 

the lecturers’ employment 

contract if they show no 

evidence of self-development. 
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

   2)  Level of organization conflicts  

that obstruct lecturers from 

development. 

 

Ideological 

Incentives 

Benefits or results that the lecturers are 

supposed  to  receive  from  their 

determination of whether or not receive 

self-development 

Developed by the researcher 

as a new body of knowledge. 

 

1)  You have faith in teaching 

profession. 

2)  You intend to teach at this 

university and will never quit. 

3)  Lecturer development is part of 

your university organizational 

culture. 

 

Organization 

Communication 

 

Information exchange between 

lecturers and administrators and 

sources of information from both 

internal and external sources, to the 

university. 

 

Applied from Barnard, 

Chester I’s (1938),Ashcraft’s, 

and Karen L.’s 

 

1)  You have regularly received 

information regarding personnel 

development. 

2)  You are informed via document. 

3) You communicate with the  
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

   administrators. 

4)    You  are  unofficially  informed 

by the administrators. 

5)  You are informed by all parties. 

6)    How  difficult  for  you  was  it  to 

access  information  about  the 

human resource development?  

 

Policy 

Objectives and 

Target of 

Organization 

Objectives and targets to achieve based 

on the policy of lecturers’ development 

of  the  university  under  the  limits  of 

quantity, time and quality 

 

Applied  from  Wright  and 

Gardner’s  (2003)  ;  Grundy 

and  Brown’s  (2003); 

Werner’s  (2009)  Gilley  and 

Eggland’s (1989) 

 

1) The  university  has  a  concrete 

personnel development plan. 

2) The  training  and  personnel 

development of the organization 

is conducted as planned. 

3) The  university  has  objectives 

and  targets  to  increase  the 

proportion of higher education  
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

       credit lecturers. 

4)  The university’s policy of 

personnel development is fair 

and effective to all lecturers. 

5) How much of the university 

rules and regulation obstructs 

the lecturers’ further education 

attainment? 

6)   How much the university rules 

and regulation obstructs the 

lecturers’ higher academic 

position attainment? 

 

Budget Level of importance and proportion of 

the budgets either from the national 

budget, the university income and the  

National Budget Acts of 

1961and Rajabhat University 

Acts of  2007 

1)  The administrators pay prior 

attention to budget allocated to 

lecturers’ development. 
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

 university fund allocated to lecturers’ 

development. 

 2)  The administrators allocated the 

budget to establish funding 

support for lecturers’ 

development. 

 

External 

Organization 

Factors 

 

Benefit that the university gains in 

developing the lecturers from the 

policy of the government agencies, 

educational institutes in both domestic 

and abroad as the cooperation with the 

external agencies  

 

Applied from Pfeffer and 

Salancik’s (1978) 

 

There are two external organization 

factors: 

1) Level of policy support from the 

external agencies. 

2) Level of cooperation with the 

external agencies. 

 

Policy Support 

from the 

External 

Agencies. 

 

Benefits  that  the  university  gains  in 

developing  the  lecturers  from  the 

policy  of  the  government  agencies  and 

educational institutes both domestically 

and abroad. 

Applied  from  Pfeffer  and 

Salancik’s (1978) 

1) Level of the funds supported 

from National Research Council 

of Thailand. 

2) Level of the funds supported 

from the Office of Higher 

Education Commission that the 

university received.  
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Table 3.4  (Continued) 

 

Variables Definitions Source of Reference  Question Items/Indicators 

   3)   Level of the funds for lecturers’ 

development supported from the 

Office of Civil Service 

Commission received. 

   Besides the funds supported 

from the National Research 

Council of Thailand and the 

Office of Higher Education 

Commission, are there any other 

fund supporters? 

 

Cooperation 

with external 

agencies 

The university having cooperation in 

developing the lecturers with the 

external agencies 

Applied from Narver and 

Slater’s (1990) Pfeffer and 

Salancik’s (1978) 

1) Level of cooperation with 

external agencies in making 

academic MOU in the country. 

2) Level of cooperation with 

external agencies in making 

academic MOU abroad. 

3) The university provides external 

scholarship for the lecturers’ 

development. 
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3.2.7  Data Collection 

To  collect  data,  284  questionnaires  were distributed  to  the  lecturers  in  three 

universities;  Rajabhat  Mahasarakham  University,  Surin  Rajabhat  University  and 

Kalasin Rajabhat University. 

 

3.2.8  Data Analysis and Statistics 

3.2.8.1  Data Analysis 

After  questionnaires  returned  from  the  coordinators  of  all  three 

Rajabhat universities, the researcher evaluates the questionnaires and transforms raw 

data  collected  in  verbal  and  written  formats  into  information  or  statistics  in  which 

facilitate  the  researcher  in  reading  and  translating  the  information  retrieved  into 

correct and understandable meanings of interpretation (Pichit  Pitakthepsombat, 2004: 

355).  Data  analysis  in  this research  employs  statistics packages  for  social  science 

research.  The  process  of  data  analysis is  described  as  taking  the  returned 

questionnaires,  after  proceeding  there  are  284  complete  questionnaires,  categorizing 

and  collecting  score  of  each  item  of  question  by  using  a  code  form  or  sheet.  The 

scores of are designated as shown in the table below. 

 

Table 3.5  Score Designation 

 

Positive Question  Negative Question  Score 

High  

Relatively high  

Relatively low 

Low 

Low 

Relatively low 

Relatively high  

           High  

4 

3 

2 

1 

 

Mean scores are compared and the meanings are defined as the evaluation of 

the lecturers’ development as; 

Mean 3.26-4.00  =   the lecturers’ development is high  

Mean 2.51-3.25  =   the lecturers’ development is relatively high 

Mean 1.76-2.50  =   the lecturers’ development is relatively low /rather few  

Mean 1.00-1.75  =   the lecturers’ development is low/ few 
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3.2.8.2  Statistic Used in Data Analysis 

This research uses statistics in data analysis as described: 

1) Demographic  data  analysis  employs  descriptive  statistics; 

frequency, mean, percentage, standard deviation to describe the studied variables. 

2) Statistics  used  in  hypotheses  testing  were  the  f-test  and  t-

test  to  discover  the  difference  between  groups  and  Multiple  Regression  Analysis  to 

find  out  the  relationship  between  independent  and  dependent  variable.  Factors 

affecting the dependent variables in order to find out how the independent variables 

respond to the dependent one. 

 

3.3  Qualitative Research 

  

Literature  has  been  reviewed  from  academic  books  and  related  articles  by 

studying and  reviewing the existing  theories such as the  code of conduct in human 

resource  development  including  studying  the  details  of  policy  and  guidelines  in 

human  resource  development  and  the  plan  of  human  resource  development  at  the 

Rajabhat universities in the Northeast of Thailand. 

To  conduct  in  depth  interview,  the  samples  were  divided  into  two  groups  in 

order to cover all the aspects of lecturers’ development and for the depth interviews.  

Group 1:  There are three university administrators have been interviewed for 

the policy, problem and obstacles, factors and methods of lecturers’ development. The 

administrators  are  from  Rajabhat  MahaSarakham,  Surin  Rajabhat  University  and 

Kalasin Rajabhat University. 

Group  2:  There  are  six  lecturers, from  Rajabhat  MahaSarakham,  Surin 

Rajabhat  University  and  Kalasin  Rajabhat  University,  providing  comments 

concerning lecturers’ development. 

There  are  nine  people  in  total  for  the  in  depth  interview  to  confirm  the 

information since data from quantitative research and in depth interview process can 

help to validate the research findings.  

 

3.3.1  Data Collection 

To  collect  qualitative  research  data,  the  in  depth  interview  and  study  cases 

have been used with the school administrators and the lecturers from three Rajabhat 
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universities.  Data  has  been  collected  from  July  to  September  2012.  The  researcher 

conducted the interviews in person and each interview took between 60-90 minutes. 

The sample has been asked for permission to record their voice before the interview. 

The  structured  interview  used  the  same  list  of  questions  and  the  samples  have  been 

asked  about  their  biography;  factors  affecting  the  lecturers’  development;  personal 

factors  of  lecturers’  development  which are  further  education  attainment,  training, 

academic self-development and learning from working experience; university policy 

and actions toward lecturers’ development. 

 

3.3.2  Research Instrument Quality Check 

The  information  collected  from  documentary  and  the  data  from  the 

quantitative research have been selected to be included in the in depth interviews with 

the  university  lecturers  and  administrators  in  order  to  check  consistency  or  the 

contrary among the information from various sources of information. 

 

3.3.3  Data Analysis 

Qualitative  data  analysis  employs  statistics,  frequency  and  narrative 

description  to  compare  the  quantitative and  the  qualitative  studies  to  check  the 

consistency and validity of the data.  

 

3.4  Summary 

 

The  study  of  factors  affecting  the  human  resource  development  of  Rajabhat 

university  lecturers  in  the  Northeast region  of  Thailand  utilizes  a  mixed  methods 

approach of the quantitative and qualitative research having individual analyzing unit. 

The quantitative research instrument to collect data for the questionnaire was 

divided  into  five  parts  asking  for  personal information  of  the  respondents,  internal 

organization  factors,  external  organization  factors,  level  of  human  resource 

development  and  the  open-ended  questions. The  samples  consist  of  968  lecturers  in 

three Rajabhat universities in the northeast region who have been obtained by using 

the Stratified Random Sampling technique. 

To construct the questionnaire, first, the researcher has reviewed the literature 

and  studied  the  operational  definition  and  developed  appropriate  question  items. 
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Then,  the  experts  have  reviewed  the  questionnaire  and  evaluated  the  consistency 

between  the  questions  and  the  objectives  of  the  study  by  using  IOC  (Index  of 

Objective Congruence) for its validity in order to revise the questionnaire. After that, 

30  questionnaires  have  been  tested  on  the  target  group  whom  are  not  present  in  the 

final samples, to discover the reliability of the measurements in the questionnaire.  

Statistics  used  in  data  analysis  are  1)  descriptive  statistics;  frequency,  mean, 

percentage, standard deviation to describe the studied variables and 2) statistics used 

in  hypotheses  testing  are  F-test  and  t-test  (Independent  Sample)  and  Multiple 

Regression Analysis to find out the relationship between independent and dependent 

variables.  

The  qualitative  research  used  in-depth  interviews  with  the  lecturers  and  the 

administrators  of  three  Rajabhat  universities  in  the  Northeast  region  to  understand 

their thoughts on problems, obstacles, problem solving guideline and needs for human 

resource development and other comments related to the policy of Rajabhat university 

development.  The  researcher  conducted  the  interviews  in  person  and  used  a  voice 

recorder during the interview process. The research findings will now be presented in 

the Chapter 5.  



 

CHAPTER 4  

 

QUANTITATIVE RESEARCH RESULTS 

 

4.1  Introduction  

 

  This  chapter  presents  the  results  of  the  quantitative  research  on  factors 

affecting  human  resource  development  of  Rajabhat  university  lecturers  in  the 

Northeast  of  Thailand,  which  include  Rajabhat  Mahasarakham  University,  Surin 

Rajabhat  University,  and  Kalasin  Rajabhat  University.  The  presentation  of  the 

quantitative  research  results  begins  with  the  description  of  the  univariate  analysis 

followed by the analysis of the relationship between the independent and dependent 

variables.  The statistical analysis taken from the questionnaire and the results shown 

are as follows. 

  The  description  of  the  univariate analysis  includes  the  questionnaire 

respondents’ personal factors, internal organizational factors, external organizational 

factors, and university lecturer development dimensions consisting of training, further 

education  attainment,  academic  self-development,  and  learning  from  working 

experience.   

  The description of the univariate analysis is to answer the first objective of the 

research,  which  is  to  study  the  level  of  human  resource  development at  Rajabhat 

Mahasarakham  University,  Surin  Rajabhat  University,  and  Kalasin  Rajabhat 

University.    The  characteristic  of  each  variable  is  studied  and  which  variable  is 

suitable for further analysis is also considered (Pichit  Pitaktepsombat, 2004: 457).  

  Quantitative research is a study measurement using a deductive approach.  The 

researcher aimed to distribute the questionnaires to 284 Rajabhat university lecturers 

of which 162 lecturers were from Rajabhat Mahasarakham University, 92 from Surin 

Rajabhat  Uuiversity,  and  30  from  Kalasin Rajabhat  University.    The  questionnaires 

were distributed on July 9, 2012.  All completed questionnaires were returned on July 
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30, 2012.  The details of the distribution and returning of the questionnaires are shown 

in Table 4.1.  

 

Table 4.1 Number of Questionnaires 

 

 

University 

 

Number of 

Samples 

Number of 

Returned and 

Usable 

Questionnaires 

Rajabhat Mahasarakham University 162 162 

Surin Rajabhat University 92 92 

Kalasin Rajabhat University 30 30 

Total 284 284 

 

The researcher received the questionnaires back from Rajabhat universities in 

the  north-east  of  Thailand.  162  questionnaires  were  returned  from  Rajabhat 

Mahasarakham University, 92 from Surin Rajabhat University, and 30 from Kalasin 

Rajabhat University.  All 284 returned questionnaires were completed.   

After  receiving  the  completed  questionnaires,  the  researcher  adjusted  the 

scores  of  the  negative  statements  in  Items  10,  24,  and  25  for  the  consistency  of  the 

data.  Then the mean of the scores of all 61 questions was calculated.  The scores of 

each variable indicating sub-components of the training, further education attainment, 

academic  self-development,  and  learning  from  working  experiences  were  separated.  

The  scores  from  the  questionnaire  were analyzed  by  the  computer  program  using 

descriptive statistics.  The results are shown below. 

 

4.2  Personal Factors (Socio-Demographics) 

 

In this section, the personal factors were studied.  The personal internal factors 

include  gender,  age,  educational  qualifications,  academic  title,  monthly  income, 

number  of  years  of  working,  hiring  status,  and  faculty  affiliation.  The  details  are 

shown in Table 4.2. 
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Table 4.2  Percentage of Personal Factors 

 

Personal Factors Percentage  (Number)

Gender 
   Male 
   Female 
Total 

 
45.4 
54.6 
100.0 

(129)
(155)
(284)

 
Age 
   21 – 30 years 
   31 – 40 years 
   41 – 50 years 
   51 years and over 
Total 

 
 

30.3 
49.6 
14.1 
6.0 
100.0 

(86)
(141)
(40)
(17)
(284)

 
Monthly Income 
   Less than 20,000 baht 
   20,001-30,000 baht 
   30,001-40,000 baht 
   40,001-50,000 baht 
   50,001 baht and over 
Total 

 
 

44.7 
34.9 
11.6 
4.9 
3.9 
100.0 

(127)
(99)
(33)
(14)
(11)
(284)

 
Highest Educational Qualification 
   Bachelor’s degree 
   Master’s degree 
   Doctoral degree 
Total 
 
Academic Position 
   Lecturers 
   Professor Assistant / Professor Associate 

 
 

9.1 
74.1 
16.6 
100.0 

 
 

90.5 
9.5 
100.0 

(26)
(211)
(47)
(284)

(257)
(27)
(284)

Number of Years of Working 
Less than 1 year 
   1-5 years 
   6-10 years 
   11-20 years 
   21 years and over 
Total 

 
8.5 
57.7 
19.0 
9.2 
5.6 
100.0 

(24)
(164)
(54)
(26)
(16)
(284)

  
Hiring Status 
   Civil servants 
   University officers 
   Contract employees 
Total 

 
21.8 
50 
27.8 
100.0 

(62)
(142)
(79)
(284)
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Table 4.2  (Continued) 

 

 

Personal Factors Percentage  (Number)

 
Faculty  
   Science 
   Humanities and Social Sciences 
Total 

 
45.1 
54.4 
100.0 

(128)
(156)
(284)

 

University  

   Mahasarakham Rajabhat University 

   Surin Rajabhat University 

   Kalasin Rajabhat University 

Total 

 

57.4 

32.7 

9.9 

100.0 

(162)

(92)

(30)

(284)

 

According to Table 4.2, it was found that 54.2 percent of the respondents were 

male  and  49.6  percent  of  them  were  31-40  years  of  age.    For  educational 

qualifications,  74.3  percent  of  the  respondents  obtained  their  master’s  degrees  and 

44.7  percent  earned  20,000  baht  per  month.   90.5  percent  of  the  respondents  were 

lecturers with 57.7 percent, who had been working for 1 to 5 years.  For the faculty 

that  the  respondents  belong  to,  it  was  shown  that  55.2  percent  of  the  respondents 

belonged to the faculty of Humanities and Social Sciences.  Lastly, 57.04 percent of 

the respondents worked for Rajabhat Mahasarakham University. 

 

4.3  The Quantitative Research Results: Single Variable Description 

 

  4.3.1  University Lecturer Development Level 

 From  18  questions  on  university  lecturer  development  asking  about  training, 

further education attainment, academic self-development, and learning from working 

experience,  it  could  be  concluded  that  the  overall  level  for  university  lecturer 

development  was  relatively  low.  The  ranking  of  level  of  development  from  high  to 

low  were  university  lecturers’  learning  from  experiences,  training,  academic  self-

development, and further education attainment, respectively as shown in Table 4.3. 
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Table 4.3  Mean and Standard Deviation of Human Resource Development Levels 

 

University Lecturer Development  
 

 

 

S.D. 

 

S2 

Level  of 

Evaluation 

1)  Training 

2)  Further education attainment 

3)  Academic self-development 

4)  Learning from working experiences 

2.28 

1.40 

2.48 

2.69 

0.66 

1.03 

0.62 

0.62 

0.44 

1.06 

0.38 

0.38 

Relatively low 

Low 

Relatively low 

Relatively high 

Total 2.21  0.53   0.28  Relatively low 

 

  As shown in Table 4.3, the overall development level of Rajabhat University 

lecturers  in  northeastern  regional  areas  was  relatively  low  (=  2.21).    When  the 

dimensions  were  considered,  it  was  found  that  the  lowest  level  of  the  university 

lecturer  development  was  on  further education  attainment  dimension  (=  1.40).    It 

was  at  low  level.    Training  (=  2.28)  and  academic  self-development (=  2.48) 

were at relatively low level.  The development dimension that the university lecturers 

obtained most was learning from working experiences (= 2.69).  The dimension of 

the  university  lecturer  development  in the  lowest  level  was  further  education 

attainment (= 1.40). 

4.3.1.1  Training 

According to the four questions in the questionnaire regarding training, 

the Rajabhat university lecturers were asked about the quantity of training each year, 

planning and hour specification of training, benefits gained from training for teaching, 

researching, and academic services.  It could be concluded that the lecturers obtained 

training at a relatively low level and were especially unclear aboutyearly planning and 

hour specification of training as shown in Table 4.4. 
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Table 4.4  Mean and Standard Deviation of Training 

 

 
Training 

 

 

 
S.D. 

 
S2 

Level of 
Evaluation 

1)  To what extent do you obtain training 

each year? 

2)  Your institution has a clear yearly 

planning and specification of hours for 

training. 

3)  The overall result from the previous 

training gave you various knowledge 

and skills beneficial directly for 

teaching, researching, and academic 

services. 

4)  Apart from Items 1-3, to what extent do 

you obtain training overall 

2.18 

 

2.13 

 

 

2.58 

 

 

 

2.23 

0.75 

 

0.80 

 

 

0.80 

 

 

 

0.82 

0.56 

 

0.64 

 

 

0.64 

 

 

 

0.67 

 

 

Relatively low 

Relatively low 

 

Relatively 

high 

 

Relatively low 

Total 2.28  0.66 0.44 Relatively 

low 

 

According to the data shown in Table 4.4, it was found that the overall 

development of Rajabhat university lecturers in the Northeast region, in regards to the 

training  dimension,  was  relatively  low  (=  2.28).    When  examining  each  facet,  it 

was shown that one facet was at relatively high level, while the other three facets were 

at  relatively  low  level.    The  ranking  of  the  facets  from  the  highest  mean  to  the 

lowestare as follows. The overall result from the previous training gave you various 

knowledge  and  skills  beneficial  directly  for  teaching,  researching,  and  academic 

services  (=  2.58),  apart  from  items  1-3,  to  what  extent  do  you  obtain  training 

overall  (=  2.23),  to  what  extent  do  you  obtain  training  each  year  (=  2.18),  and 

your  institution  has  a  clear  yearly  planning  and  specification  of  hours  for  training 

(= 2.13). 
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4.3.2  Further Education Attainment 

From  three  questions  asking  about  whether  the  respondents  were  pursuing 

their  further  studies,  types  of  scholarship received,  and  level  of  scholarship  support 

from  the  university,  it  could  be  stated that  Rajabhat  university  lecturers  received 

scholarship support to further their education at a low level.  The details are elaborated on 

in Table 4.5.  

 

Table 4.5  Percentage of Scholarship Types for Further Studies 

 

Type of Scholarship Percentage  Number

Full scholarship from the university 

Partial scholarship from the university 

Scholarship from external agencies i.e.  

Office of the Higher Education Mission 

Self-support 

No comments 

(for those who have not further their education attainment or 

who have already completed their doctoral degrees) 

Total 

6.7 

9.5 

3.9 

 

26.7 

53.2 

 

 

100.0 

(19) 

(27) 

(11) 

 

(76) 

(151) 

 

 

(284) 

 

  Table  4.5  shows  types  of  scholarship to  further  education.    The  results 

gained  from  the  research  samples  showed  that  the  lecturers  supported  themselves 

most with the percentage of 26.7.  The second highest was 9.5 percent of the lecturers, 

who  received  partial  scholarships  from the  university  6.7  percent  received  full 

scholarships from the university and 3.9 percent received scholarships from external 

agencies,  i.e.  Office  of  the  Higher  Education  Mission.    Finally,  53.2  percent  of  the 

lecturers  who  had  not  furthered  their  educational  attainment  or  who  had  already 

completed their doctoral degrees did not give any comments. 
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Table 4.6  Percentage of Studying Lecturers 

 

Further Education Attainment Percentage  Number

Have not pursued doctoral degree 

Pursing master’s degree 

Pursuing doctoral degree 

Already completed doctoral degree 

Total 

45.1 

1.1 

40.8 

13.0 

100.0 

(128) 

(3) 

(116) 

(37) 

(284) 

 

 It is shown in Table 4.6 that 45.1 percent of the lecturers had not pursued their 

studies for doctoral degrees, while 40.8 percent of them were undertaking their studies 

for  doctoral  degrees.    13.0  is  the  percentage  of  the  lecturers  who  had  already 

completed their doctoral studies and only 1.1 percent of them were undertaking their 

studies for master’s degrees, although this might reflect in the fact many staff have at 

least a Master’s degree.   

 

Table 4.7  Percentage of Comments on Scholarship Support from the University 

 

Scholarship Supports from the University Percentage  Number

High 

Relatively high 

Relatively low 

Low 

No comments 

Total 

3.9 

13.7 

14.1 

16.2 

52.1 

100.0 

(11) 

(39) 

(40) 

(46) 

(148) 

284 

 

As  shown  in  Table  4.7,  the  percentage  of  the  lecturers  who  agreed  that  the 

university supported scholarship at high level was17.6 and 30.3 percent for those who 

agreed  that  the  university  supported  scholarship  at  low  level.    52.1  percent,  of  the 

lecturers  who  had  not  furthered  their  education  attainment  or  who  had  already 
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completed their doctoral degrees did not give any comments.  Therefore, it could be 

stated  that  the  problem  in  education  was  that  the  lecturers  received  low  levels  of 

scholarship support from the university.  

 

 4.3.3  Academic Self-Development 

 There  were  five  questions  on  ability  in  doing  research,  ability  in  writing 

textbooks,  encouragement  from  the  university  to  obtain  an  academic  position, 

participation in national level conferences, seminar, and academic article presentation.  

It  could  be  concluded  that  the  lecturers  received  academic  self-development  at 

relatively low level.  The results are shown in Table 4.8 below.   

 

Table 4.8  Mean and Standard Deviation of Academic Self-Development 

 

Academic Self-Development 
 S.D.  S2  Level of 

Evaluation 

1) Your ability in undertaking research 

increases. 

2) Your ability in writing textbooks 

increases. 

3) Your university encourages you to obtain 

an academic position. 

4) You participate in national level 

conferences, seminars, and academic 

article presentation. 

5) Apart from Items 1-4, to what extent do 

you have self-development overall. 

2.65 

 

2.52 

 

2.46 

 

2.30 

 

 

2.48 

0.69 

 

0.77 

 

0.89 

 

0.92 

 

 

0.86 

0.48 

 

0.59 

 

0.79 

 

0.85 

 

 

0.74 

 

 

Relatively high 

 

Relatively high 

 

Relatively low 

 

Relatively low 

 

 

Relatively low 

Total 2.48  0.62  0.38  Relatively 

low 
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The results shown in Table 4.8 indicated that the overall development level of 

the university lecturers in the dimension of academic self-development was relatively 

low (= 2.48).  When each facet was considered, it was found that two facets were at 

high  level  and  the  other  three  facets  were  at  relatively  low  level.    The  ability  of 

lecturers’ to undertake research (= 2.65) and write textbooks (= 2.52) were two 

facets  at  high  level.    Overall,  the  lecturers  had  self-development  at  low  level  (= 

2.48).    The  other  two  facets  at  low  level  were  the  support of  the  university  for  the 

lecturers  to  obtain  academic  positions  (=  2.46)  and  the  lecturers’  participation  in 

national  level  conferences,  seminars,  and  academic  article  presentation/production 

(=  2.30).  It  is  seen  that  the  lowest  level  in  the  dimension  of  academic  self-

development  is  the  participation  of  the  lecturers  in national  level  conferences, 

seminars, and academic article presentation.  Therefore, the research suggests that the 

university should encourage lecturers to take part in more national level conferences, 

seminars,  and  academic  article  presentation and  provide  lecturers  with  the  training 

and resources to do so.  

 

4.3.4  Learning from Working Experiences 

According to the six questions on receiving chances to exchange experiences 

or  to  learn  new  tasks  in  the  organization,  gaining  experiences  in  working,  and 

receiving  supports  for  development  from  the  university,  it  could  be  stated  that  the 

lecturers  obtained  development  in  the  dimension  of  learning  from  working 

experiences at a relatively high level.  The results are shown in Table 4.9. 

 

Table 4.9  Mean and Standard Deviation of Learning from Working Experience for 

Rajabhat University Lecturers. 

 

Learning from Working Experiences 
 

 

 
S.D. 

 
S2 

Level of 
Evaluation 

1) You have chances to exchange 

experiences or learn new tasks in the 

institution. 

2.66 

 

 

0.82 

 

0.67 

 

Relatively high 
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Table 4.9  (Continued) 

 

    

Learning from Working Experiences 
 

 

 
S.D. 

 
S2 

Level of 
Evaluation 

2)  You are supported to learn from 

working experiences in the institution 

through the mentoring system. 

3)  You gain more experience from 

working at this university 

4)  Apart from items 1-3, to what extent 

do you gain learning from working 

experiences overall. 

5) What level of scores from 0-10 do you 

give for your self-development? 

6) What scores from 0-10 do you give to 

the university for supporting the 

lecturer development? 

2.66 

 

 

2.34 

 

 

2.97 

 

2.81 

 

3.00 

 

2.40 

0.82 

 

 

0.90 

 

 

0.75 

 

0.76 

 

0.87 

 

0.93 

0.67 

 

 

0.81 

 

 

0.56 

 

0.58 

 

0.76 

 

0.86 

Relatively high 

 

 

Relatively low 

 

 

Relatively high 

 

Relatively high 

 

Relatively high 

 

Relatively low 

 

Total 2.69  0.62  0.38  Relatively 

high 

 

  According  to  Table  4.9,  it  was  found that  Rajabhat  university  lecturer 

development  level  within  the  Northeast  in  the  dimension  of  learning  from  working 

experiences  was  relatively  high  as  a  whole  (=  2.69).When  each  facet  was 

examined,  it  showed  that  four  facets  were at  relatively  high  level  and  the  other  two 

facets were at relatively low level.  Ranking from the highest to the lowest mean were 

getting  chances  to  exchange  experiences or  learn  new  tasks  in  the  institution  (= 

2.66),  level  of  self-development  from  scores  0-10  (=  3.00),  gaining  more 

experiences  from  working  at  this  university  (=  2.97),  learning  from  working 

experiences  overall  (=  2.81),  level  of  support  for  lecturer  development  from  the 

university  (=  2.40),  and  supports  to  learn  from  working  experiences  in  the 
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institution  through  the  mentoring  system, respectively.    Consequently,  assigning 

leadership  and  role  model  lecturers  to  be  mentors  for  new  lecturers  could  help  the 

university lecturers improve their learning from working experiences.    

 

4.4  The Study on Internal and External Organization Factors 

  

The internal organization factors include support from administrators, positive 

incentives,  negative  incentives,  ideological  incentives,  organization  communication, 

policy objective and target of organization, and budget.  It could be concluded that an 

overall  evaluation  of  the  internal  organization  factors  wasat  relatively  low  level  as 

shown in Table 4.10. 

 

Table 4.10   Mean and Standard Deviation of Internal Organizational Factors 

 

 

Internal Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

Support from Administrators      

1) Scholarship  granted  for  further  education 

in the country. 

2) Scholarship  granted  for  further  education 

overseas. 

3) Training, study tour, and seminar. 

4) Obtaining higher academic position. 

Total 

2.24 

 

1.85 

 

2.54 

2.39 

2.26 

.88 

 

.86 

 

.86 

.93 

0.88 

0.77 

 

0.74 

 

0.74 

0.93 

0.80 
 

Relatively low 

 

Relatively low 

 

Relatively high 

Relatively low 

Relatively low 

 

Positive Incentive Factors 

    

5) The university supports article writing. 

6) The university supports external academic 

presentation. 

7) The university supports funding for 

conducting research. 

2.53 

2.56 

 

2.42 

 

.84 

.76 

 

.73 

  

0.71 

0.58 

 

0.53 

 

Relatively high 

Relatively high 

 

Relatively low 



106 
 

Table 4.10   (Continued) 

 

    

 

Internal Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

8)  The  university  grants  budget  for  textbook 

compilation. 

Total 

2.19 

 

2.43 

.82 

 

0.79 

0.67 

 

0.62 

Relatively low 

 

Relatively low 

 

Negative Incentive Factors     

9) If the lecturers do not develop themselves 

academically,  the  university  will  not 

continue the contract. 

10)  The  level  of  internal  conflicts  obstructs 

the development of the lecturers. 

Total 

 

2.47 

 

 

2.24 

 

2.36 

.90 

 

 

.96 

 

0.93 

0.81 

 

 

0.92 

 

0.87 

Relatively low 

 

 

Relatively low 

 

Relatively low 

Ideological Incentive Factors     

11) You have faith in teaching profession. 

12) You intend to be a lecturer at this 

university continuously. 

13) The university has organizational culture 

or  regulations  that  focus  on  lecturer 

development. 

Total 

3.64 

3.38 

 

2.58 

 

3.20 

0.56 

0.76 

 

0.81 

 

0.71 

0.31 

0.58 

 

0.66 

 

0.52 

High 

High 

 

Relatively 

High 

High 

 

Organization Communications 

    

14) You always receive the information on 

human resource development. 

15) The information you receive is 

communicated through papers. 

16) The information you receive is 

communicated through an administrative 

meeting. 

2.52 

 

2.61 

 

2.34 

 

 

0.72 

 

0.76 

 

0.88 

 

 

0.52 

 

0.58 

 

0.77 

 

 

Relatively high 

 

Relatively high 

 

Relatively low 
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Table 4.10   (Continued) 

 

    

 

Internal Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

17) The information you receive is 

communicated directly from the 

administrator informally. 

18) You receive the information from all 

sectors of the university 

19) How easy or difficult for you to access 

the information on human resource 

development. 

Total 

 

2.24 

 

 

2.24 

 

2.23 

 

2.36 

0.84 

 

 

0.80 

 

0.73 

 

0.79 

0.71 

 

 

0.64 

 

0.53 

 

0.63 

Relatively low 

 

 

Relatively low 

 

Relatively low 

 

Relatively low 

 

Policy Objectives and Targets     

20) The university has clear plans for human 

resource development. 

21) Training and human resource 

development management of your 

department always follows the plan. 

2.33 

 

2.34 

 

.76 

 

.75 

 

0.58 

 

0.56 

 

Relatively low 

 

Relatively low 

 

22) The university has objectives increase the   

proportion of lecturers with higher 

educational qualifications. 

23) The university’s policy on human 

resource development is enforced with all 

types of lecturers equally. 

24)  Rules  and  regulations  of  the  university 

are obstacles to further studies. 

25) Rules and regulations of the university 

are obstacles to obtain academic 

positions. 

Total 

2.88 

 

 

2.24 

 

 

2.09 

 

2.17 

 

2.34 

.81 

 

 

.89 

 

 

.97 

 

.90 

 

0.84 

0.66 

 

 

0.79 

 

 

0.94 

 

0.81 

 

0.72 

Relatively high 

 

 

Relatively low 

 

 

Relatively low 

 

Relatively low 

 

Relatively low 
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Table 4.10   (Continued) 

 

    

 

Internal Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

     

Budget     

26)  Administrators give importance to spend  

 the budget on lecturer development as a   

 priority 

27)  Administrators allocate the budget to   

       support the development of lecturers. 

Total 

2.11 

 

 

2.12 

 

2.12 

.83 

 

 

.87 

 

0.85 

0.69 

 

 

0.76 

 

0.73 

Relatively low 

 

 

Relatively low 

 

Relatively low 

  

Table 4.10 shows that the internal organization factor evaluated at the highest 

level  were  ideological  incentives.    Most  of  the  lecturers  had  faith  in  their  teaching 

profession  and  intended  to  be  lecturers  at  the  university  they  were  working  atin  the 

future. Other factors such as support from administrators, positive incentives, negative 

incentives,  communication,  policy  objective  and  target  of  organization  were  at  a 

relatively low level. 

  External  organization  factors  include policy  support  from  external  agencies 

and cooperation with external agencies.  It could be concluded that an overall level of 

evaluation was at relatively low level as shown in Table 4.11. 

 

Table 4.11   Mean and Standard Deviation of the External Organization Factors 

 

 

External Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

Policy Support from External Agencies       

28)  Level  of  funding  support  to  do 

research  from  National  Research 

Council of Thailand (NRCT). 

2.48 

 

 

0.79 

 

 

0.62 

 

 

Relatively low 
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Table 4.11   (Continued) 

 

     

 

External Organization Factors 

 

 

 

S.D. 

 

S2 

Level of 

Evaluation 

29)  Level  of  funding  support  for  lecturer 

development  from  Office  of  the 

Higher Education Mission(HEC). 

30)  Level  of  funding  support  for  lecturer 

development  from  Office  of  the  Civil 

Service Commission (OCSC). 

31)  In  addition  to  the  funds  from  NRCT, 

HEC,  and  OCSC,  the  university  also 

receives funds from otheragencies. 

Total 

 

2.38 

 

 

2.19 

 

 

2.15 

 

 

2.30 

0.77 

 

 

0.80 

 

 

0.80 

 

 

0.79 

0.59 

 

 

0.64 

 

 

0.64 

 

 

0.62 

Relatively low 

 

 

Relatively low 

 

 

Relatively low 

 

 

Relatively 

low 

Cooperation with External Agencies     

32)  Level  of  university’s  cooperation  in 

signing MOU with external agencies  

33)  Level  of  university’s  cooperation  in 

signing MOU with overseas agencies  

34)  The university is able to call for 

scholarships from external agencies to 

support the lecturer development 

Total 

2.42 

 

2.25 

 

2.02 

 

 

2.23 

.72 

 

.79 

 

.83 

 

 

0.78 

0.52 

 

0.62 

 

0.69 

 

 

0.61 

Relatively low 

 

Relatively low 

 

Relatively low 

 

 

Relatively 

low 

  

According  to  Table  4.11, the  mean  and  standard  deviation  of  the  external 

organization factors were found to be relatively lowas most of the lecturers evaluated 

the policy support and cooperation with external agencies at a relatively low level. 
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4.5  Comparing Variance Between Groups 

 

The  comparison  of  mean  of  university  lecturer  development  as  classified  by 

sizes of the university and individual factors.  

  The variances of lecturer development level of Rajabhat university lecturers in 

theNortheast  ofThailandare  compared  according  to  different  sizes  of  Rajabhat 

Mahasarakham University, Surin Rajabhat University, and Kalasin Rajabhat University. 

 

Table 4.12  Comparing Lecturer Development by University Size and by Dimensions  

of Lecturer Development. 

 

Rajabhat University 
Lecturer Development 

Size of the University 

F  Sig. 
Large  Medium  Small 

X S.D. X S.D. X S.D
. 

1) Training 2.10  0.61  2.65  0.61  2.04  0.57  23.926  .000* 

2) Further education attainment  1.32  1.08  1.60  1.00  1.07  0.65  4.111  .017* 

3) Academic self-development  2.32  0.55  2.83  0.59  2.23  0.50  22.573  .000* 

4)  Learning from working  

     experience 

2.55  0.59  2.96  0.60  2.57  0.59  12.219 

 

.000* 

 

Total 2.07  0.46  2.51  0.55  1.98  0.35  24.044  .000* 

 

Note:  *Statistically significant at the .05 level 

  

 From  Table  4.12,  the  overall  mean  of  Rajabhat  university  lecturer 

development  in  all  dimensions  of  development  namely,  training,  further  education 

attainment,  academic  self-development,  and  learning  from  working  experiences  in 

which the university had different sizes was different.  It was found that the lecturers 

in the medium-sized university obtained higher level of development than those in the 

large  and  small-sized  university,  respectively  with  statistical  significance  at  the  .05 

confidence level. This is a key finding in this thesis. 
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Table 4.13 Comparing Variance of Lecturer Developmentby University Size  

 

Sources of Variance SS  df  MS F  Sig. 

Between Group 11.781  2  5.890  24.044  .000* 

Within Group 68.840  281  .245     

Total 80.620  283       

 

Note:  *Statistically significant at the .05 level 

 

  It  is  shown  in  Table  4.13  that  the  lecturers  from  different  sizes  of  Rajabhat 

university  (large,  medium,  and  small)  obtained  different  levels  ofdevelopment  with 

statistical significance at the .05 confidence level.  

 

4.6  Comparing the Differences of Lecturer Development by Personal  

       Factors 

 

  This  area  of  researchwas  conducted  to  test  research  hypothesis  number  two 

which  stated  thatlecturers  with  different individual  factors  as  sex,  age,  number  of 

years of working, hiring status, and faculty that the lecturers belonged to would obtain 

different development.  

 

Table 4.14   Comparison of Lecturer Development Levels by Sex 

 

Rajabhat University Lecturer 

Development 

Sex 

t  Sig. Male  Female 

X S.D. X S.D. 

1) Training 2.16  0.63  2.39  0.67  2.858  0.005*

2) Further education attainment  1.28  0.98  1.50  1.07  1.791  0.074 

3) Academic self-development  2.44  0.60  2.53  0.64  1.116  0.266 

4) Learning from working 

experience 2.67  0.61  2.72  0.65  0.758  0.449 

Total 2.14  0.50  2.28  0.55  2.303  0.022*

 

Note:  *Statistically significant at the .05 level 
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  Table  4.14  shows  that  the  overall  lecturer  development  was  significantly 

difference  at  the  .05  level  when  the  sex of  lecturers  was  different.    When  each 

dimension was considered, it was found that the significant difference was related to 

the  training  dimension;  female  lecturers  obtained  more  training  than  male  lecturers 

did with statistical significance at the .05 confidence level. 

 

Table 4.15  Comparison of Lecturer Development Levels by Age and Dimensions 

 

Rajabhat University 

Lecturer Development 

Age 

F  Sig. 

21-30  

years old 

31-40  

years old 

41-50  

years old 

51  

years old  

and over 

X S.D. X S.D. X S.D. X S.D. 

1) Training 2.35  0.61  2.24  0.66  2.37  0.69  2.16  0.82  0.860  0.462 

2)  Education 1.33  0.99  1.46  1.05  1.59  1.12  0.84  0.72  2.405  0.068 

3)  Academic development  2.44  0.66  2.49  0.58  2.58  0.62  2.47  0.85  0.434  0.729 

4)  Learning from working  2.74  0.54  2.66  0.61  2.82  0.69  2.51  0.99  1.265  0.287 

Total 2.21  0.46  2.21  0.53  2.34  0.62  2.00  0.62  1.694  0.168 

 

 According to Table 4.15, it was found that the lecturers of Rajabhat University 

in theNortheast region of Thailand who were different in ages obtained the same level 

of development with statistical significance at the .05 confidence level.  The results of 

the  research  revealed  that  the  lecturers aged  between  41-50  years  obtained  more 

academic self-development than those of the other ages.  The lecturers aged 51 years 

and over obtained the least.   

 

Table 4.16   Comparison of Variance of Lecturer Development by Age 

 

Sources of Variance SS  df  MS F  Sig. 

Between Group 1.437  3  0.479  1.694  .168 

Within Group 79.183  280  0.283     

Total 80.620  283       
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It could be seen in Table 4.16 that there was no difference between the age of 

lecturers and university lecturer development level with statistical significance at the 

.05 confidence level.  

 

Table 4.17  Mean and Standard Deviation of Lecturer Development Levels by  

                   Number of Years Worked.  

 

Rajabhat University 

Lecturer Development 

Number of Years of Worked 

Less than 1 

year 

1-5 years  6-10 years  11-20 years  21 years and 

over 
F  Sig. 

X 
S.

D. X S.D. X S.D. X S.D. X S.D. 

1) Training 2.38  0.70  2.27  0.63  2.36  0.72  2.30  0.69  2.06  0.64  .743  .563 

2) Education 1.01  0.55  1.32  0.99  1.84  1.17  1.74  1.09  0.81  0.74  5.961  .000* 

3) Academic 

development 

2.53  0.58  2.44  0.63  2.59  0.62  2.65  0.51  2.34  0.75  1.361  .248 

4) Learning from 

working experience 

2.94  0.59  2.65  0.61  2.83  0.59  2.74  0.58  2.30  0.88  3.430  .009* 

Total 2.21  0.39  2.17  0.50  2.40  0.62  2.36  0.52  1.88  0.57  4.226  .002* 

 

Note:  *Statistically significant at the .05 level 

 

 It is shown in Table 4.17 that the mean of development for lecturers who had 

different  number  of  years  of  working  in  overall  dimensions  was  different.    When 

scrutinizing  each  dimension,  it  was  found thattwo  dimensions  –  further  education 

attainment and learning from working experiences were different. 

  The lecturers who had worked at the university for 21 years and over had the 

lowest  development  level  in  the  dimension of  further  education  attainment.    This 

could indicate that in the past, the government and the universities did not support the 

lecturers’ further education attainment. In addition, the group of Rajabhat Universities 

had just changed their status from Rajabhat Institutes to be Rajabhat Universities in 

2004.  Consequently,  some  of  the  government officials  had  just  transferred  to  be 

lecturers at the university.  Moreover, the lecturers with less than oneyear’s worth of 

work and one to five years of work at the universities also received low support for 

their further education attainment. This is a problem that requires attention urgently.  

It was also found that the lecturers with less than one year at work showed the highest 
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level in the dimension of learning from working experiences, while the lecturers with 

over 21 years of working learned from working experiences in the lowest level.  

 

Table 4.18  Analyzing Variance of Lecturer Development by Years of Employment. 

 

Sources of Variance  SS  df  MS F -test  Sig. 

Between Group 

Within Group 

4.606 

76.015 

4 

279 

1.151 

.272 

4.226  .002* 

Total 80.620  283       

 

Note:  *Statistically significant at the .05 level 

 

 Table 4.18 shows the results of the variance analysis of the development level 

of Rajabhat University lecturers in Northeasternuniversities.  The results revealed that 

the  lecturers  who  had  different  number of  years  of  working  obtained  different 

development with statistical significance at the .05 confidence level. 

 

Table 4.19  Mean, Standard Deviation, and Lecturer Development Level by Hiring 

Status 

Rajabhat 
University 
Lecturer 
Development 

Hiring Status 

Government 
Officials 

 University 
Staff 

Contract 
Lecturers 

F  Sig. 

X S.D. X S.D. X S.D. 

 
1) Training  2.34  0.63  2.38  0.69  2.08  0.59 

 
5.812 

 
.003* 

2) Education  1.36  1.00  1.47  1.05  1.31  1.04  0.704  .495* 
3) Academic   
    development 

2.56  0.52  2.61  0.62  2.21  0.63  11.686  .000* 

4) Learning 
from 
working 

2.54  0.62  2.87  0.59  2.51  0.61  12.002  .000* 

 
Total 2.20  0.52  2.33  0.55  2.03  0.46 

 
9.022 

 
.000* 

 

Note:  *Statistically significant at the .05 level 



115 
 

 Table  4.19  shows  that  the  mean  related  to  lecturer  development  for  the 

lecturers who had different hiring status in the overall dimensions obtained different 

development.    When  each  dimension  that was  studied,  the  differences  were  in  three 

dimensions, namely training, academic self-development, and learning from working 

experiences. 

  Apart  from  sex  and  thenumber  of  years  worked,  it  was  also  found  that  the 

contract  lecturers  obtained  the  lowest level  of  support  for  further  education 

attainment.    The  suggestion  for  policy  setting  is  that  the  government  and  university 

should have more support for the contract lecturers to further their education. It must 

be  recognized,  however,  that  the  quality  of Rajabhat  contract  could  also  affect  their 

ability to attain higher academic qualifications.    

 

Table 4.20  Analysis of Variances in Lecturer Development Levels and Hiring Status   

 

Sources of Variance  SS  df  MS F -test  Sig. 

Between Group 4.865  2  2.432  9.022  .000* 

Within Group 75.756  281  .270     

Total 80.620  283       

 

Note:  *Statistically significant at the .05 level 

 

 Table  4.20  shows  the  results  of  variance  analysis  of  Rajabhat  university 

lecturer development level.  The results revealed that the lecturers who had different 

hiring  status  obtained different  development  in  overall  dimensions  with  statistical 

significance at the .05 confidence level.    
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Table 4.21 Comparison of Lecturer Development Level by Faculty Type 

 

Rajabhat University Lecturer 

Development 

Faculty of the Lecturers 

Science  Social 

Sciences 

and 

Humanities 

 

t-test 

 

Sig. 

X S.D. X S.D. 

1) Training 2.44  0.66  2.15  0.62  3.712  .000* 

2) Further education attainment  1.52  1.05  1.30  1.00  1.773  .077 

3) Academic self-development  2.61  0.61  2.38  0.62  3.028  .003* 

4) Learning from working  

     experience 

2.80  0.61  2.61  0.63  2.498  .013* 

Total 2.34  0.52  2.11  0.51  3.658  .000* 

 

Note:  *Statistically significant at the .05 level 

  

From Table 4.21, the results of the comparison of lecturer development level 

for  the  lecturers  who  worked  for  different faculties  in  overall  dimensions  obtained 

different development.  When each dimension was examined, the differences were in 

three  dimensions,  namely  training,  academic  self-development,  and  learning  from 

working experiences.  For the dimension of further education, attainment was found 

to be not different. 

 

4.7  Analysis of Correlation between Variables 

  

The  analysis  of  the  correlation  of  variables  was  to  respond  to  the  second 

objective  of  the  research  study,  which  aimed  to  study  factors  affecting  human 

resource  development  of  Rajabhat  university lecturers  in  the  Northeast  of  Thailand.  

The  researcher  presents  the results  of  the  study  on  internal  organization  factors  and 

external  organization  factors  that  affected  the  lecturer  development  in  overall 

dimensions  and  separately.  Those  dimensions  are  training,  further  education 

attainment, academic self-development, and learning from working experiences. 
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The  study  on  factors  affecting  human resource  development  of  Rajabhat 

university  lecturers  in  the  Northeast  of  Thailand  was  to  respond  to  the  second 

objective of the research.   

 Multiple  Linear  Regression  Analysis  was  used  to  analyze  the  internal  and 

external organization factors that affect the human resource development of Rajabhat 

university  lecturers.    The  variables  were  arranged  and  conducted  as  shown  in  the 

tables below.  

 

  4.7.1   Specification of the Codes for Each Variable for the  Analysis 

 

Table 4.22  Specification for the Codes of Variables 

 

Type of Variable Code of 

Variable 

Support from Administrators SA 

Positive Incentives POS 

Negative Incentives NEG 

Ideological Incentives IDE 

Communications COM 

Objectives and Targets OBJ 

Budget BUD 

Policy Support from External Agencies SES 

Cooperation with External Agencies COO 

University Lecturer Development Level HRD 

Training TRA 

Education EDU 

Academic Self-Development DEV 

Learning from Working Experience LEA 
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4.7.2  Testing of the Correlation of Independent Variables 

 

The  independent  variables  are  support  from  administrators,  positive  incentives, 

negative  incentives,  ideological  incentives,  organization  communications,  policy 

objective  and  target  of  organization,  budget,  policy  support  from  external  agencies, 

and  support  from  external  agencies.    Correlation  Pearson:  r  was  used  to  analyze  all 

independent variables.  The results are shown in Table 4.23 (see overleaf). 

The  independent  variables  shown in  Table  4.23  were  support  from 

administrators,  positive  incentive,  negative  incentive,  ideological  incentive, 

organization  communications,  Policy  objectives  and  targets  of  organization,  budget, 

policy  support  from  external  agencies,  and  cooperation  with  external  agencies.   By 

using  the  multiple  regression  analysis  technique,  it  was  found  that  no  pair  of 

predictors  had  multicollinearity  because  the  correlation  Pearson:  r  of  all  pairs  of 

predictors  was  between  0.134-0.675.    The  independent  variables  that  correlate  with 

each other most were budget and communication.  The agreement in multiple linear 

regression analysis was that correlation Pearson: r should be less than 0.75 (r<0.75).  

Therefore,  all  variables  were  suitable  to be  analyzed  for  finding  factors  that  could 

affect human resource development of Rajabhat university lecturers in the Northeast 

region of Thailand. 
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Table 4.23   Results of Correlation Pearson R 

 

Factors 
 

Support from 
Administrators 

Positive 
Incentives 

Negative 
Incentives 

Ideological 
Incentives 

Organization 
Communication 

Policy 
Objective 
and Target of 
Organization 

Budget 

Policy 
Support 
from 
External 
Agencies 

Cooperation 
with External 
Agencies 

Support from 
Administrators 

1 .654** .274** .149* .624** .531** .626** .530** .503** 

Positive 
Incentives 

.654** 1 .349** .308** .665** .533** .655** .541** .484** 

Negative 
Incentives 

.274** .349** 1 0.083 .275** .252** .300** .295** .281** 

Ideological 
Incentives 

.149* .308** 0.083 1 .321** .226** .200** .137* 
.134* 

Communications .624** .665** .275** .321** 1 .627** .674** .565** .594** 

Policy 
Objectives and 
Target of 
Organization 

.531** .533** .252** .226** .627** 1 .565** .428** .489** 

Budget .626** .655** .300** .200** .674** .565** 1 .542** .551** 

Policy Support 
from External 
Agencies 

.530** .541** .295** .137* .565** .428** .542** 1 .554** 

Cooperation 
with External 
Agencies 

.503** .484** .281** .134* .594** .489** .551** .554** 1 

119 
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4.7.3  Testing  the  Hypothesis  on  Factors  Affecting  Development  of 

Rajabhat University Lecturers in the Northeast of Thailand  

by  using  step  wise  multiple  linear  regression  analysis  technique.  The 

factors  were  seven  internal  organization  factors  and  two  external  organizational 

factors.  The results are shown below.   

 

Table 4.24   Regression Analysis to Predict Overall Lecturer Development 

 

Order of Selected Variables b  SE b β t  p-value

Policy  Support  from  External  Agencies 

(SES)  
.157  .046  .200  3.441  .001* 

Communications (COM) .156  .058  .178  2.660  .008* 

Support from Administrators (SA)  .127  .046  .173  2.767  .006* 

Cooperation  with  External  Agencies 

(COO) 
.113  .047  .139  2.409  .017* 

Positive Incentive (POS) .132  .055  .156  2.395  .017* 

 

Note:  Constant= .632  ; SE = ± .106 ; R= .688 ; R2 = .473 ; F =  49.877;  

            p-value ≤ .05    

 

The results of the analyzed data shown in Table 4.24 revealed that there were 

five independent variables found to positively affect university lecturer development.  

Those  independent  variables  were  policy  support  from  external  agencies, 

communication, support from administrators, cooperation with external agencies, and 

positive  incentives.    All  of  which  had  multiple  correlations  with  university  lecturer 

development and  the  statistical  significance  was at  the  .05  confidence  level.    The 

multiple coefficient of correlation (R) was .688.  The ability to predict the university 

lecturer development (R2) or to explain the truth was 47.3 percent.  The standard error 

of the estimate was ±.106. 

When  regression  coefficient  of  the  predictors  was  considered,  it  was  found 

that  the  policy  support  from  external  agencies  could  best  predict  the  lecturer 

development  with  statistical  significance  at  the  .05  confidence  level.  The 
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unstandardized  coefficient  and  standardized  coefficient  (b, β)  were  .157  and  .200, 

respectively.  It was also found that the cooperation with external agencies could least 

predict  the  lecturer  development  with  statistical  significance  at  the  .05  confidence 

level.  Its unstandardized coefficient and standardized coefficient were .113 and .139. 

 

Prediction Equation in the form of Unstandardized Coefficient 

HRD (Total) = .632 + .157 (SES) + .156 (COM) +.127 (SA)  

+ .113 (COO)  + .132 (POS) 

 

Prediction Equation in the form of Standardized Coefficient 

HRD (Total) = .200 (SES) + .178 (COM) +.173 (SA)  

+ .139 (COO) + 156 (POS) 

 

Table 4.25  Regression Analysis to Predict Lecturer Development related to the  

                    Dimension of Further Educational Attainment.  

  

Order of Selected Variables    b  SEb   β    t  p -value

Support from Administrators (SA)  .379  .110  .268  3.436  .001* 

Policy  Objectives  and  Target  of 

Organization  (OBJ) 
-.422  .134  -.220  -3.156  .002* 

Positive Incentive (POS) .264  .128  .162  2.068  .040* 

 

Note:  Constant = .892 ; SE = ±.28 ; R = .32  ; R2 = .103  ; F =  10.681;  

            p-value ≤ .05    

 

  It  could  be  seen  in  Table  4.25  that  support  from  administrators,  policy 

objective and target of organization, and positive incentives had multiple correlations 

with  university  lecturer  development  level with  statistical  significance  at  the  .05 

confidence level.  The multiple coefficient of correlation (R) was .32.  The ability to 

predict the lecturer development in the dimension of education (R2) was 10.3 percent 

and the standard error of estimate was ±.28. 
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When  regression  coefficient  of  the  predictors  was  considered,  it  was  found 

that  the  support  from  administrators  could  best  predict  the  university  lecturer 

development  with  statistical  significance  at  the  .05  confidence  level.  The 

unstandardized  coefficient  and  standardized  coefficient  (b, β)  were  .379  and  .268, 

respectively.    Positive  incentives  could  least  predict  the  lecturer  development  with 

statistical significance at the .05 confidence level.  Its unstandardized coefficient and 

standardized coefficient were .264 and .162.  

 

Prediction Equation of University Lecturer Development in the Dimension 

of Education in Unstandardized Coefficient 

HRD (Education) = .892 + .379(SA) - .422(OBJ) + .264(POS) 

 

Prediction Equation in the form of Standardized Coefficient 

HRD (Education)   = .268(SA) - .220(OBJ) + .162(POS) 

 

Table 4.26 Regression Analysis to Predict Lecturer Development by Training 

 

Order of Selected Variables  B  SEb β t  p-value

Cooperation  with  External  Agencies 

(COO) 
.294 .53 .294  5.087  .000*

Budget (BUD) .162 .50 .194  3.229  .001*

Policy  Support  from  External 

Agencies (SES) 
.190 .49 .195  3.466  .001*

Policy  Objectives  and  Target  of 

Organization  (OBJ) 
.196 .48 .159  2.883  .004*

 

Note:  Constant = .388 ; SE =  ± .14 ; R =  .680  ; R2 = .462 ; F =  59.976 ;  

            p-value ≤  .05 

 

 Table  4.26  shows  that  cooperation  with  external  agencies,  budget,  policy 

support  from  external  agencies,  and  policy objective  and  target of  organization  had 

multiple  correlations  with  university  lecturer  development  in  the  dimension  of 
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training  with  statistical  significance  at  the  .05  level.    The  multiple  coefficient  of 

correlation  (R)  was  .680.    The  ability  to  predict  the  lecturer  development  in  the 

dimension  of  training (R2)  was  46.2  percent  and  the  standard  error  of  estimate        

was ±.14. 

When  regression  coefficient  of  the  predictors  was  considered,  it  was  found 

that  cooperation  with  external  agencies  could  best  predict  university  lecturer 

development  with  statistical  significance  at  the  .05  confidence  level.  The 

unstandardized  coefficient  and  standardized  coefficient  (b, β)  were  .294  and  .294, 

respectively.    Policy  objective  and  target  of  organization  could  least  predict  the 

lecturer  development  with  statistical  significance  at  the  .05  confidence  level.    Its 

unstandardized coefficient and standardized coefficient were .196 and .159.  

 

Prediction Equation of University Lecturer Development in Training  

Dimension in the form of Unstandardized Coefficient 

HRD (Training) = .388+ .294(COO) + .162(BUD) + .190(SES) + .196(OBJ) 

 

Prediction Equation of University Lecturer Development in Training  

Dimension in the form of Standardized Coefficient 

HRD (Training) = .294(COO) + .194(BUD) + .195(SES) + .159(OBJ) 

 

Table 4.27  Regression Analysis to Predict Lecturer Developmentby Level of Academic  

                    Self-Development 

 
Order of Selected Variables  b  SE b β t  p-value

Policy  Support  from  External 

Agencies (SES) 
.335 .051 .365  6.583  .000*

Communications (COM) .234 .063 .230  3.702  .000*

Positive Incentives  (POS) .245 .061 .247  3.988  .000*

Negative Incentives (NEG) -.135 .051 -.124  -2.638  .009*

 

Note:  Constant = .887 ; SE = ± .143; R = .683 ; R2 = .466 ; F = 60.968 ; p-value ≤.05 
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According to Table 4.27, the results shown could indicate that policy support 

from  external  agencies,  communication,  positive  incentives,  and  negative  incentives 

had multiple  correlations  with  university  lecturer  development  in  the  dimension  of 

academic  self-development  with statistical  significance  at  the  .05  confidence  level.  

The  multiple  coefficient  of  correlation  (R)  was  .683.    The  ability  to  predict  the 

lecturer  development  in  the  dimension  of  academic  self-development (R2)  was  46.6 

percent and the standard error of estimate was ±.143. 

When  regression  coefficient  of  the  predictors  was  considered,  it  was  found 

that  policy  supportfrom  external  agencies  could  best  predict  the  university  lecturer 

development  with  statistical  significance  at  the  .005  level.  The  unstandardized 

coefficient  and  standardized  coefficient  (b, β)  were  .335  and  .365,  respectively.  

Negative  incentives  could  least  predict  the  lecturer  development  with  statistical 

significance  at  the  .05  level.    Its  unstandardized  coefficient  and  standardized 

coefficient were -.135 and -.124.  

 

Prediction Equation of University Lecturer Development in Academic 

Self-Development Dimension in the form of Unstandardized Coefficient 

HRD (Development) = .887+ .335(SES) + .234(COM) + .245(POS) -.135(NEG) 

 

Prediction Equation of University Lecturer Development in academic 

Self-Development Dimension in the form of Standardized Coefficient 

HRD (Development) = .365(SES) + .230(COM) + .247(POS) -.124(NEG) 

 

Table 4.28 Regression Analysis to Predict Lecturer Development by Learning from 

Working Experience 

 

Order of Selected Variables  b  SE b β t  p-value
Communication(COM) .320  .062  .312  5.144  .000* 
Policy  Support  from  External  Agencies 
(SES) 

.246  .052  .267  4.762  .000* 

Ideological Incentive (IDE) .243  .058  .194  4.197  .000* 
Cooperation  with  External  Agencies 
(COO) 

.128  .055  .135  2.341  .020* 

 
 
Note:  Constant = .308 ; SE = ± .194; R = .685  ; R2 = .469  ; F =  61.562 ; p-value ≤.05  
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The results shown in Table 4.28 could be concluded that policy support from 

external agencies, ideological incentives, and cooperation with external agencies had 

multiple  correlations  with  university  lecturer  development  in  the  dimension  of 

learning from working experiences with statistical significance at the .05 confidence 

level.  The multiple coefficient of correlation (R) was .685.  The ability to predict the 

lecturer development in the dimension of learning from working experiences (R2) was 

46.9 percent and the standard error of estimate was ±.194. 

When  regression  coefficient  of  the  predictors  were  considered,  it  was  found 

that  communication  could  best  predict  the  university  lecturer  development  with 

statistical significance at the .05 confidence level. The unstandardized coefficient and 

standardized  coefficient  (b, β)  were  .320  and  .312,  respectively.    Cooperation  with 

external  agencies  could  least  predict  the  lecturer  development  with  statistical 

significance  at  the  .05  confidence  level.Its  unstandardized  coefficient  and 

standardized coefficient were .128 and .135.  

 

Prediction Equation of University Lecturer Development in Learning from 

Working Experiences Dimension in the form of Unstandardized Coefficient 

HRD (Learning) = .308+ .320(COM) + .246(SES) + .243(IDE) 

 

Prediction Equation of University Lecturer Development in Learning from 

Working Experiences Dimension in the form of Standardized Coefficient 

HRD (Learning) = .312(COM) + .267(SES) + .194(IDE) 
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Table 4.29  Summary of Factors Affecting to Lecturer Development 

 

Independent Variable Dependent Variables 
Training  Education  Development  Learning  Overall 

Internal Organization 

Factor 

1) Support from  

    Administrators 

 

 

 

 

 

 

   

 

 

 

2) Positive Incentives      

3) Negative Incentive      

4) Ideological Incentives       

5) Communication      

6) Policy Objectives and  

    Target of Organization 

      

7) Budget 

 

     

External Organization 

Factor 

1) Policy support from  

    external agencies 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

2) Cooperation with  

    external agencies 

    

 

Note:    Independent Variables Influence Dependent Variables with Statistical 

Significance at the 95 percent Confidence Level 
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4.8  Summary 

 

 The quantitative research results showed that Rajabhat university lecturers in 

the Northeast region of Thailand, pointed out that they obtained development at low 

level.  The dimension that was taken to be at high level was learning from working 

experiences.  The training and academic self-development dimensions were evaluated 

at  relatively  low  level.    The  problematic  dimension  was  on  further  education 

attainment, especially related to funding.  A large number of lecturers spent their own 

funds  to  further  their  studies.    Some  obtained  partial  support  from  the  university, 

while a small number of lecturers received government scholarships.  As a result, the 

university  should  have policy in budget allocation to support the lecturers to further 

their higher education.  

  The comparison of the mean of lecturer development classified by sizes of the 

university  found  that  the  development  of  the  lecturers  in  medium  and  large-sized 

Rajabhat  universities  was  higher  than  those  in  small  university  with  statistical 

significance at the confidence level of .05.  However, the lecturers in small, medium, 

and  large-sized  universities  obtained  no  differences  in  the  development  level  and 

support for further education attainment.  

  The testing of variances of individual personal factors including gender, age, 

number  of  years  of  working,  hiring  status,  and  faculties  affiliation  was  conducted. 

Overall,  female  lecturers  obtained  higher  level  of  development  than  male  lecturers 

did.  The lecturers with different number of years of working obtained differentlevel 

of development, especially in further education attainment and learning from working 

experience  dimensions.    The  lecturers  with  different  hiring  status  obtained  different 

level of development, especially in training, academic self-development, and learning 

from working experience dimensions.  The dimension of further education attainment 

yielded no different results for the lecturers with different hiring status.  The lecturers 

belong  to  different  faculties  obtained  different  level  of  development.    That  is,  the 

lecturers in science fields obtained higher levels of development.  Lastly, the age of 

lecturers did not statistically impact the level of development. 
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  The findings of the research on factors affecting human resource development 

of Rajabhat university lecturers in the Northeast region of Thailand revealed that there 

were  five  out  of  nine  independent  variables  affecting  lecturer  development.    There 

were three variables related to internal organization factors, which had positive effects 

on  lecturer  development. Those  variables  were  communication,  support  from 

administrators and positive incentives.  The other two variables that positively affect 

lecturer  development  belonged  to  external organization  factors.    They  were  policy 

support from external agencies and cooperation with external agencies.  The results of 

the study also pointed out the ranking of the most important factors.  Those were the 

policy  support  from  external  agencies,  communication,  support  from  administrators, 

cooperation with external agencies, and positive incentives, respectively.    



 

CHAPTER 5 

 

QUALITATIVE RESEARCH RESULTS 

 

5.1  Introduction 

 

In the previous chapter, the researcher presented the results of the quantitative 

research,  which  showed  the  influence  of some  of  the  independent  variables  on  the 

dependent  variables.  This  chapter  presents  the  findings  of  qualitative  in-depth 

interviews of the senior management and teaching staff to learn about the factors that 

affect  the  development  of  lecturers  and  learn  more  about  the  direction  and 

requirements  for  the  development  of  lecturers. For  the  in-depth  interviews,  the 

respondents were divided into two groups below and they covered the issues on the 

development of lecturers and additional resources.  

Group 1 consisted of three university  executives  of Rajabhat Mahasarakam 

Universities, Surin Rajabhat Universities and Kalasin Rajabhat Universities.  Issues 

included  the policy direction in Human  Resource  Development  (HRD), barriers & 

problems, and the influencing factors on HRD.  

Group 2 consists of six lecturers from three  Rajabhat Universities and the 

interviews focused on their opinions  about HRD.  From the in-depth interviews, ten 

case studies were developed and will be outlined in the next section.   

 

5.2 Case Studies  

 

5.2.1  Case Study 1: An Assistant Professor from Rajabhat University, 

Mahasarakam (University Employee)  

Interviewed on 2nd September 2012    

The  respondent  commented  that  the  factors  influencing  the  development  of 

lecturers, sorted from most to least influential were:  
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1) The support from administrators  

2) The policy support from external agencies 

3) Incentives 

4) Organization communications 

5) Collaboration with external agencies 

5.2.1.1  Influential Factors on HRD 

1)  Organization  Communications: Delays  can  occur  when 

using paper communication. On the other hand, electronic communication, such as via 

website,  internet  or  email  can  be  faster.  In  addition,  other  communication  channels 

like SMS messaging should also be included as a way to transmit information. 

2)   Policy  Support  from  External  Agencies: In  recent  years, 

there  has  been  some  support  from  a  number  of  external  agencies  such  as  TRF  and 

OHEC. Most of this funding is for further education and research.  

3)   Support  from  University  Administrators:  In  the  past, 

support  received  could  be  poor  as  teaching  staff  needed  to  drive  things  alone  in 

regards  to  training  and  self-development. For  example,  university  regulations  for 

academic  appointment  were  not  implemented  until  2011.  Also  funding  for  further 

education was still inadequate.  

4)   Collaboration  with  External  Agencies: The  benefits  of 

cooperation with external agencies (MOU) is that it is one of the KPIs from OHEC 

and ONESQA as they encourage universities to collaborate with external institutions. 

However,  this  has  not  happened  frequesntly  enough.  Therefore,  it  may  be  useful, 

when the universities collaborate with other institutions abroad, to exchange teaching 

staff and allow them to attend short-course training in order to to make the most out of 

the MOU. 

5)  Incentives: This  includes  compensation,  recognition  and 

credibility.  The  more  extensive  the  network,  the  higher  of  chance  of  attracting 

projects for research and consultancy. Regarding academic achievement of university 

employees,  any  publication  should  earn  them  equal  reward  as  is  the  case  with  staff 

that have civil servant status. The university should also support all publication work 

or academic presentations with an allowance limit of 30,000 baht/year. In addition, he 

also suggested that the development of a network with external agencies would also 

be important. 
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 5.2.1.2  Important Issues for this respondent’s HRD.  

1)  Further  Education: The  respondent  completed  his  PhD, 

which was funded by a Golden Jubilee Scholarship. He then worked as a lecturer at 

Rajabhat University, Mahasarakham.  

2)   Academic  Self-Development: The  respondent  applied  for 

the  position  of  Assistant  Professor  on  1st  June  2009  and  recently  received  the 

appointment  on  4th June  2011.  Previously  before  2012,  there  were  no  regulations 

regarding  the  appointment  of  academic positions  for  university  employees.  The 

position of assistant professor would be entitled for an increase in wage of 5,600 baht 

while  the  associate  professor  position would  receive  9,900  baht.  The  respondent 

suggested that the appointment process should be time-efficient and on time, as delays 

occurred in the past.    

3)   Learning from Working Experience: The approach used in 

clinical  training and  mentoring  system  should  be  used  in  order  to  facilitate  the 

academic appointment process. In addition, a ‘research method clinic’ should be set 

up to assist young researchers. 

 

5.2.2  Case Study 2: An Assistant Professor at Rajabhat University,  

          Mahasarakam (University Employee)  

Interviewed twice on 15th September 2012 and 3rd October 2012   

5.2.2.1  Influential Factors on HRD 

 From the interview, the following factors were listed according to their 

influence as perceived by the respondent. 

1)   Support  from  Administrators:  Respondent  felt  that  the 

support was one of the most important factors  internally  because  administrators  can 

create incentives for personnel. In the past, administrators have adequately provided 

the opportunity and support for teaching staff to develop without limiting the career 

direction. This includes the head of the program, dean and other administrators within 

the  university.  There  are  also  policies,  which  encourage  development  for  teaching 

staff  who  are  civil  servants  or  university  employees,  which  are  publically  funded, 

such as scholarship and academic appointment. “However, in the first two years when 

he  was  a  contract  lecturer,  there  were  some  regulation  barriers  which  did  not  allow 
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academic appointment for lecturers with this status and this is a problem as it does not 

facilitate career growth for this group of lecturers”.  

2)   Incentives: The  respondent  perceived  that  incentives  were 

something,  which  the  senior  management  could  create  such  as  financial  rewards  or 

incentivising  those  who  achieve  academic  positions.  In  addition,  the  prestige, 

reputation, and compensation can act as positive incentive to influence HRD.  

3)   Organizational  Communications: If  the  organization  has 

good  communications,  it  can  create  better  understanding  and  appreciation  and  this 

will reflect in the attitude and behavior of individuals. This is something, which the 

university and its HR Division can improve. In the past, teaching staff need to put in 

extra  effort  to  ensure  effective  communication.  The  respondent  proposed  that 

lecturers  needed  to  explore  about  HRD  themselves  and  the  university  should  help 

them  by  providing  useful  and  accurate information  through  the  appropriate 

communication channel.  

4)   Policy  Support  from  External  Agencies: The  external 

environment can be a facilitator for the internal organizational environment. Because 

of  this,  the  university  should  manage  the  funds  received  from  external  funding 

agencies  in  order  to  maximise  the  benefit  in  terms  of  HRD  through  providing 

scholarships, research grants or communication improvement. 

5)   Collaboration  with  External  Agencies  The  benefit  for  the 

staff should take precedent and must be based on utility gained and the university will 

later reap the benefits.  

In  addition,  the  respondent  also  suggested  additional  factors 

that  may  influence  self-development.  This  included  determination,  driveness, 

inspiration,  motivation  for  success  of  lecturers  and  academic  excellence,  which  are 

based  on  utility  principle.  Therefore,  university  policy  should  develop  favourable 

mechanisms and conditions to increase utility for lecturers.  

Recommendations for HRD by the respondent are outlined here 1) The 

university policy needs to motivate people to drive them to achieve and succeed, 2) 

The  policy  should  not  hinder  their  work  nor  career  progress,  3)  University  should 

develop an incentive system to promote self-development, such as staff performance 

assessment. In addition, the university should continue to find new ways to develop 
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lecturers’  4)  The  human  resource  development  plan  of  the  University  should  be 

formulated  through  brainstorming  amongst  representatives  from  all  departments  and 

faculties.  The  output  of  this  should  be debated  in  a  high-level  human  resource 

development  plan  meeting  and  then  approved  by  the  University  Council.  However, 

the  remaining  barriers  that  still  exist  for sucessful  HRD  at  Rajabhat  universities  are 

university policies and regulations, and the limited budget.  

5.2.2.2  Important Issues for this Respondent’s HRD.  

1)   Further  Education:  The  respondent’s  PhD  program  was 

prior to his employment at the university and self-funded. 

2)   Trainng:  He  attended  training/workshops  more  than  twice 

per year, which were funded by either the university or his department. 

3)   Academic Self-Development: The respondent was appointed 

as  assistant  professor  in  October  2012  and it  took  one  year  for  him  to  complete  the 

requirements (e.g. teaching aids, textbook, and research work) 

4)   Learning  from  Working  Experience:  Mostly  through  done 

through self-study.  

 

5.2.3  Case Study 3: A Contract Lecturer, Rajabhat Mahasarakam  

          University  

Interviewed on 21st September 2012      

 The  following  factors  have  been  listed  according  to  their  influence  as 

perceived  by  the  respondent  during  the  interview.  These  are  1)  The  support  from 

adminstrators;  2)  Policy  support  from  external  agencies;  3)  Collaboration  with 

external agencies, 4) Communications; and 5) Incentives.   

In addition, the respondent mentioned that there are also other factors, such as 

university regulations and policies, and employment status of lecturers, which might 

also be important consideration for access to HRD.  

5.2.3.1  Influencial Factors on HRD 

1)  Communications: SMS communication should be considered 

as a way to connect with lecturers. Paper-based communication, (e.g. official letter or 

one-way communication) can cause delays and sometimes the information gets lost. 

Electronic communication (e.g. Intranet, e-mail) should also be considered as it is a 

fast, less costly and does not get lost.  



134 

2)  Policy  Support  from  External  Agencies:  Every  year, 

university  lecturers  receive  scholarship  support  and  research  grants  from  OHEC, 

NRCT and OCSC, but the university still cannot communicate this information to the 

teaching staff thoroughly.  

3)   Support  from  Administrators:  It  is  the  respondent’s  view 

that the support will depend on the status of that individual lecturer. Contract lecturers 

were still the ‘under-privilege’ group in terms of human resource development. 

4)   Collaboration  with  External  Agencies.  The  university  has 

signed  a  number  of  MOU  with  a  number  of  external  institutions  as  academic 

collaborations.  However,  they  have  not  been used for human resource development.  

There should be an exchange program for lecturers and students between universities. 

Collaboration  in  terms  of  research  and other  knowledge  transfer  (e.g.  teaching 

technnique) should be set up.  

5.2.3.2  Important Issues for this Respondent’s HRD.  

1)   Further Education: The respondent mentioned that she had 

failed  to  obtain  his  PhD  scholarship  twice.  The  first  time  was  for  the  OCSC 

scholarship which the HR Division failed to send the required document to OCSC and 

so he was disqualified. The second time, it was a New Zealand Scholarship which he 

coordinate himself but because he was a contract lecturer, he was not allowed to take 

study  leave  for  his  full-time  PhD  course  and  so  he  did  not  succeed  in  securing  this 

funding.   

The respondent then gave the following suggestions relating to 

this issue as follows: 

(1)  The  University  should  have  a  strategy  to  promote  and 

encourage  lecturers  to  further  their  study  at  a  foreign  university  in  accordance  with 

the  University's  policy  and  objectives  of reaching  an  international  standard  and 

getting into the World University Rankings.  

(2)  Create equality of further education opportunities, and  

(3) Clear  targets  should  be  set  for  Human  Resource 

Development. 

2)  Training:  The  respondent  suggested  that  the  university 

should provide training courses on various fields. 
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3)   Academic Self-Development: The respondent would like to 

pursue a doctorate degree at Khon Kaen University and proposed that the university 

should  change  its  regulations  to  allow  contract  lecturers  to  apply  for  an  academic 

positions. 

Problems  identified  by  the  respondent  include  unsecured 

employment  status,  which  is  not  stable, regulations,  which  hinders  human  resource 

development, and inequality. Suggestions for human resource development include a 

HRD plan development process, which allows representatives from all of the faculties 

to participate.  

 

5.2.4  Case Study 4: A Lecturer from Kalasin Rajabhat University,  

          (University Employee)  

Interviewed on 23rd September 2012  

The  following  factors  have  been  listed  according  to  their  influence  as 

perceived by the respondent during the interview. These are: 1) Incentives; 2) Support 

from  administrators;  3)  Communications;  4)  Policy  support  from  external  agencies; 

and;  5)  Collaboration  with  external  agencies.  The  respondent  also  mentioned  that 

there are additional factors that influence HRD, including university regulations and 

HRD policy.   

5.2.4.1  Influencing Factors on HRD  

1)  Communications: Means of internal communication employed 

by the university, including official paper-based communication, which has been used 

most  frequently,  ‘word  of  mouth’,  communication  through  Facebook  and  websites, 

newsletters, and posters on information board. The respondent found that the senior 

management executives do not communicate nor interact as much as they should.  

2)   Policy  support  from  External  Agencies:   Some  university 

lecturers  received  scholarships from  OHEC  and  research  grants  from  NRCT  to 

support HRD. As for OCSC funding, it stopped a long time ago. 

3)   Support  from  Administrators: The  respondent  found  that 

the support was usually verbal and still lacked clear direction on implementation. For 

example,  the  senior  management  encourage lecturers  to  further  their  study  but  they 

have no financial support.  
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4)   Collaboration  with  External  Agencies: The  university  has 

academic  collaboration  with  external  agencies  at  local  level  in  order  to  service  the 

community  but  there  is  no  exchange  programs  for  student  nor  lecturers  with  other 

academic institutions abroad.   

5)   Incentives:  This  include  salary,  compensation,  welfare, 

housing,  and  job  security.  Advanced  degrees can  lead  to  improved  base  salary  and 

there  is  additional  compensation  if  academic  position  is  obtained.  However,  the 

university has no disincentives for lecturers who failed to develop themselves.  

5.2.4.2  Important Issues for this Respondent’s HRD.  

1)   Further Education: Currently, the respondent is studying for 

his PhD using an education loan from a Government Saving Bank. He did not receive 

any  scholarship  from  the  university,  as  they  have  no  policy  to  provide  financial 

support  for  further  education.  The  university  does  actually  have  scholarships  for  a 

limited number of staff but most of them find their own means for financial support 

for their PhD studies. Sometime, no more than five lecturers per year receive fundings 

from  OHEC.  The  university  did  not  have clear  criteria  on  for  OHEC  applicants.  It 

depends on the judgement of university senior management.  

There  are  no  clear  regulations  for  study  leave.  Civil  servants 

and  university  employees  can  go  on  study  leave  for  full-time  education  and  still 

receive  full  salary.  However,  the  same  does not  apply  to  contract  lecturers  and  can 

only take study leave for part-time education at the weekend and they must find their 

own financial support. The university still lacks a HRD fund as the implementation is 

still on-going. HRD plans exist but they are not yet clear.  

The  respondent  had  the  following  suggestions  for  further 

education: 1) Financial support should be provided for lecturers’ further education; 2) 

The  policies  and  regulations  on  further  education  are  still  unclear;  3)  Clear  criteria 

should be developed for scholarship applicants.  

2)  Training:  The  university  provided  funding  support  for 

training  which  were  allocated  to  all  the  faculties.  Usually,  lecturers  will  receive 

internal training at least twice a year on topics such as Education Quality Assurance, 

Teaching Preparation, Research Methodology. External training were also arranged 1-

2  times  a  year  and  each  lecturer  was  allocated  10,000  baht  for  this  purpose.  The 
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respondent felt that the university should also provide training on English language, 

computer  skills,  and  development  of  e-learning  materials  for  teaching,  research, 

publications and writing workshops.  

3)   Academic Self-Development: The incentives and  procedures 

for  applying  for  an  academic  position  are  not clear.  Research  grant  applications  to 

NRCT  and  OHEC  are  done  through  the  University  Research  Office,  while  there  is 

some research funding support within the faculty.   

4)   Learning  from  Working  Experience:  The  University  has  a 

mentoring  system  appointed  by  the  teaching  staff  within  each  department  and  the 

mentors  will  be  responsible  for  giving  advice  to  new  lecturers,  and  perform  initial 

performance  assessment  on  them  which will  be  submitted  to  the  assessment 

committee for review. 

Problems identified by the respondent included: 1) Budgets are 

limited  and  therefore  funding  allocation for  further  education  and  other  HRD 

activities; 2) The vagueness of university regulations regarding HRD; 3) The politics 

within the organization and senior management; 4) University policy which failed to 

have  a  positive  impact  on  management  within  the  faculty;  5)  In  the  past,  there  has 

been frequent changes in the senior management team (3 rectors in 1 year) leading to 

delays  in  development  and  implementation,  and  detrimental  effects  on  decision 

making  and  change  of  direction  from  the administration  6)  The  impact  from  the 

merging  between  Kalasin  Rajabhat  University  and  Rajamangala  Esan  University, 

Kalasin Campus to form Kalasin University is still unclear to university staff.   

 

5.2.5  Case Study 5: Lecturer from Surin Rajabhat University, (Civil  

          Servant) 

Interviewed on 29th August 2012      

The  following  factors  have  been  listed  according  to  their  influence  as 

perceived by the respondent during the interview. These were: 1) Incentives; 2) Policy 

support from external agencies; 3) Support from administrators; 4) Communications; 

5) Collaboration with external agencies.  

In  addition,  the  respondents  mentioned  that  there  are  also  other  factors  that 

influenced  HRD  including  university  policies  and  regulations  and  the  performance 

evaluation system.  
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5.2.5.1  Influential Factors on HRD  

1)   Communications:  Channels of communication can include 

letter, newsletter, websites and Facebook accounts of university staff. 

2)   Policy  Support  from  External  Agencies:   Some  lecturers 

received  support,  either  for  research  or futher  education  from  OCHE,  NRCT,  or 

OCSC.  

3)   Support from Administrators: Further education in domestic 

institutions  is  generally  supported  by  the  administrators  but  this  is  not  the  case  for 

studying  in  a  university  abroad. Support  for  the  training  seminars  and  supporting 

lecturers  with  higher  academic  positions was  raised  by  the  respondent.  There  is 

support for training, seminars and acquiring academic positions. However, there have 

been six active presidents in the past four years and this had a negative impact on the 

university administration.  

 4)  Collaboration  with  External  Agencies:  The  University  has 

signed a number of MOU on academic collaborations with a number of domestic and 

international academic institutions and there are exchange programs for both students 

and lecturers which can be used for short course training or joint research, particularly 

within universities in ASEAN.  

5)   Incentives: The  University  has  allocated  budget  for 

academic  publication  and  dissemination between  5,000-20,000  baht  per  publication. 

In  addition,  there  is  funding  support for  research,  textbook  publication,  and 

application for academic positions of between 30,000 to 50,000 baht. Recognition and 

awards were given out to outstanding individuals, including Best Research Award and 

Best Lecturer Award. 

5.2.5.2  Important Issues for this Respondent’s HRD  

1)   Further Education: The respondent was a PhD student and a 

university scholarship recipient. However, there were no clear criteria on scholarship 

award  processes  and  the  decision  depends  on  the  HRD  Committee  leading  to  no 

scholarship being awarded to any lecturers in recent times.  

The  respondent  felt  that  the  university  should  amend  the 

regulations to make it more comprehensive and maximise the benefit to the teaching 

staff by allowing them to seek further education according to their goals. In the past, 

funding was mainly available from the HRD funds.  
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2)   Academic  self-development:  In  addition  to  his  PhD  study, 

the  respondent  is  currently  applying  for  an  academic  position  and  planning  to  do 

research and publish textbooks to meet the requirement.  

3)   Learning from working experience: There are opportunities 

for  learning  new  things  and  exchanging experience  within  the  organization.  A 

mentoring system is in place for new lecturers.  

 

5.2.6  Case Study 6: A Lecturer at Rajabhat University, Surin (University 

          Employee) 

Interviewed on 29th August 2012     

5.2.6.1  Influencing Factors on HRD  

1)   Communications:   The  respondent commented  that  he  has 

been informed about HRD quite regularly either through formal channel (e.g. formal 

letter) or informal ways (e.g. websites, newsletter, Facebook and minute of the senior 

management meeting. 

2)  Policy  Support  from  External  Agencies:  The  external 

agencies, such as OCHE, have been instrumental in promoting HRD of lecturers, by 

providing  5  to  6  of  them  per  year  with a  PhD  scholarship  in  domestic  universities. 

Most of the lecturers received this information through the OCHE website or through 

the OCHE letter sent to the faculties. In addition, NRCT provided research grants and 

OCSC provided some scholarships for universities abroad.   

3)   Support  from  Administrators:  Study  loans  are  provided  by 

administrators  for  further  education  in  domestic  universities.  However,  there  is  no 

financial  support  for  study  abroad.  There are  incentives  for  teaching  staff  to  do 

research,  produce  academic  work,  training and  for  successfully  apply  for  academic 

positions. The acting rector can only take charge for 180 days and each acting rector 

has different visions about university policy. 

4)  Collaboration  with  External  Agencies:   The  university  has 

signed  agreements  for  academic  collaboration  with  outside  agencies,  both  with 

domestic  and  international  institutions.  This  allows:  1)  Exchange  Programs  for 

lecturers and students, especially in ASEAN countries, 2) the exchange of personnel, 

such as in Korea, China, Vietnam, India, 3) Joint curriculum development that is on 

going with Universities in Cambodia, India and Vietnam for Joint Degrees.  
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5)   Incentives:   The  University  awards  the  Golden  Elephant 

Prize  for  lecturers  with  outstanding  research  and  teaching.  Also,  the  university 

promotes academic publication and dissemination and research grants can be obtained 

in the region of between 30,000 to 500,000 baht. The University has no disincentives 

for lecturers who do not improve themselves. 

5.2.6.2  Important Issues for this Respondent’s HRD  

1)   Further Eeducation: The respondent completed his doctoral 

degree receiving a scholarship from the University.  

2)   Training: There are regular training sessions and sufficient 

support. 

3)   Academic Self-Development: Good support from university 

to do research and applying for academic position. However, he has not applied for 

one yet. 

Recommendations for HRD: There should be clear HRD plans 

and more resources should be allocated for this. Scholarships should be awarded for 

academic areas in need.  

Problems  identified  by  the  respondent  include  the  issue  with 

the ‘acting rector’, which affects the university administration. 

 

5.2.7  Case Study 7:  Top Executive at Mahasarakam Rajabhat University 

Interviewed on 16th August 2012   

Regarding  HRD,  there  are  two  key  performance  indicators  (KPI)  which  are 

academic and educational qualification of teaching staff. If these are to be achieved, 

opportunities must be created for self-development and further education.  

5.2.7.1  Guidance and Methods for HRD 

The  University  has  developed  a  method  for  HRD  in  order  to  build 

morale and create bonding with the organization as follows:  

1) Providing scholarship: The University HRD Fund provides 

5  to  7  million  baht  in  scholarships  each  year  in  order  to  increase  the  number  of 

lecturers  with  doctoral  degrees.  The  qualifications  of  a  lecturer  who  are  entitled  to 

study for full-time education are: 1) Civil servants or university employees; 2) Staff 

who has worked for at least 1 year; 3) Aged not over 45 years for study in domestic 
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universities or 40 years for study in universities abroad; 4) Not under investigation for 

disciplinary  or  criminal  offences.  As  for  contract  lecturer,  he  or  she  can  study  for  a 

part-time course.  

2) Support  for  staff  application  for  academic  positions:  The 

University will support academic staff who seeks to apply for an academic position. 

For  position  of  assistant  professor,  35,000  baht  will  be  provided,  and  for  associate 

professor, they will receive support of 50,000 baht.  

3) Support  for  publication  and  dissemination:  Lecturers  are 

encouraged  to  publish  and  present  their work  and  will  provide  support  for  staff 

participation in domestic and international academic conferences. Staff are entited to 

5,000  baht  per  year  for  domestic  conferences  and  20,000  baht  per  year  for 

international conferences.  

4) Research  grants:  The  University  supports  staff  to  achieve 

high academic productivity. From the university budget, teaching staff can apply for 

research grant from 25,000-50,000 baht per person per year. Furthermore, students are 

also allowed to apply for research grant of 10,000 baht for a research topic conducted 

as part of their study. Besides internal funding, the university will also seek financial 

support from funding organizations such as NRCT and OCHE.  

5) The  Human  Resource  Division  developed  a handbook  on 

study leave, training, field visit and research methodlogy for teaching staff.  

5.2.7.2  Policy Direction for HRD   

The  objective  of  this  policy  is  to  promote  teaching  quality  and  to 

increase research productivity.   

Contract  lecturers  are  eligible  for  PhD  scholarships  but  the  area  of 

study  must  meet  the  university  needs  and  when  they  graduate,  he  or  she  must  be 

involved in curriculum development and provide value to the faculty and university in 

general. Currently, the university has HRD funds of 5 million baht per year to fund 

PhD studies. The lecturers who use this scholarship to fund their studies must come 

back to work for the university no less than twice the period which they studied.  

Budget has been allocated to to support staff in academic presentations 

between 5,000 to 20,000 Baht  
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The  respondent  commented  that  there  are  a  number  of  factors,  which 

influence  HRD  for  lecturers,  which  are: 1)  Budget;  2)  Capability  of  staff;  3) 

Lecturer’s individual circumstances, which act as barrier to HRD (e.g. family, work)  

In  the  respondent’s  view,  he  believe  that  the  university  has  been 

successful in HRD based on the significantly increase in the number of lecturers who 

has graduated with a PhD and the number of academic positions achieved. Recently, 

the university has a policy to accelerate this process and has collaborated with King 

Mongkut University of Technology North Bangkok (KMUTNB) in order to develop a 

number  of  PhD  courses  in  education,  research  and  curriculum  development,  and 

computer science. This has led to an increase of lecturers with PhD’s in the field of 

research  and  curriculum  development  (14 lecturers)  and  computer  science  (6 

lecturers).  

At  present,  Rajabhat  University,  Mahasarakam  has  eight  doctoral 

courses  in  8  disciplines  as  there  are  qualified  lecturers  who  are  responsible  for 

curriculum development in accordance to the OCHE. 

5.2.7.3  Previous Problems and Barriers of HRD for Teaching Staff 

The  University  cannot  allocate  funding  to  develop  lecturers  to 

everyone who needs it due to limited resources. The successful candidate will need to 

apply  for  a  PhD  course  with  specific  interests,  which  the  university  is  short-handed 

and  must  align  with  university  strategy and  curriculum  needs.  In  addition,  the 

university cannot control whether the PhD candidates will graduate according to plan. 

 Nonetheless,  the  university  does  have  a  strong  point  in  terms  of  the 

increasing the diversity of the PhD courses on offer and as the capability of teaching 

staff  increases,  more  Masters  degree  and  Doctoral  courses  can  be  opened  in 

accordance to the OCHE standards. 

Collaboration  with  External  Agencies  has  occurred  with  a  number  of 

domestic and international institutions and some of these were undertaken at faculty 

level for specific needs. The current academic collaboration has been arranged with a 

number of institutions abroad, such as Indiana State University (USA), University of 

New  England  (Australia),  Aichi  University  (Japan),  The  University  of  Danang 

(Vietnam), University of Baguio (Philippines), China Chongging Normal University 

(China), National University of Laos and Massey University (New Zealand).     
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5.2.8  Case Study 8: Top Executive at Surin Rajabhat University,  

Interviewed on 29th August 2012    

  Policy  direction  related  to  HRD  of  teaching  staff  for  this  university  is  to 

encourage staff to apply for academic positions and increase the number of staff with 

a  PhD  (which  could  be  through  self-funding,  study  loans  or  from  university  HRD 

funds). 

  The respondent has ranked the factors according to their influence on HRD for 

staff as follows: 1) Support from administrators; 2) Incentives; 3) Communications; 4) 

Policy support from external agencies; and 5) Collaboration with external agencies.  

  In  addition,  the  respondent  would  like  to  include  other  factors,  which  could 

also influence HRD. These are: 1) University policy; 2) Educational quality assurance 

system which can have a major impact on how lecturers develop themselves based on 

the KPIs (e.g. PhD qualification, academic position); 3) Budget which can be used to 

support HRD activities; 4) Staff member’s individual circumstances which may limit 

their  ability  or  willingness  to  undergo  development  (e.g.  family,  workload);  and  5) 

Criteria set by OCHE, such as the condition on staff to have at least 35 lecture classes 

per week and six research sessions per week, and the university regulations related to 

development. 

Methods  on  development  of  teaching  staff  may  include  further  education, 

training,  research,  field  visits  and  mentoring  system  and  support  for  academic 

development, which have been detailed below. 

1)  Doctoral Education   

Requirements  for  scholarship  applicants  are  that  he  or  she  must  be  a 

civil servant or university employee, aged no older than 45 years and the PhD study 

must  be  in  the  same  discipline  as  his/her  current  position.  In  case  of  candidate 

requesting  study  leave  for  full-time  education,  the  PhD  candidate  will  continue  to 

receive full salary during study. The same regulations apply to both civil servants and 

university employees. However, contract lecturers are not included in this regulation 

currently. 

The University Development Fund, with current working capital worth 

around  70  million  baht,  is  used  to  support staff  further  education,  training,  and 

academic  publication.  At  present,  there  are limited  resources  to  provide  scholarship 
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for staff, however, there are study loans for PhD study (no more than 500,000 baht per 

staff) and Masters degree courses (no more than 300,000 baht per staff) at 1% interest 

rate. For contract staffs, who have worked for the University for three years or more, 

they can also apply for the loan. 

2)  Training  

The  University  has  allocated  a  budget  for  self-development  of  7,000 

baht  per  lecturers  per  year,  which  may  include  short  course  training  or  attending 

meeting  in  another  province.  Mostly,  the  faculties  arranged  the  training  themselves. 

The  regulations  related  to  leave  request  for training  are  the  same  as  the  Ministry  of 

Education Regulations that applies to both civil servants and university employees. 

3)  Support for Research  

At  present,  the  university  has  allocated  budget  for  research  worthed 

around  7-10  million  baht  and  staff  are  entitled  to  apply  for  grants  between  50,000-

70,000 baht per person per year and they can apply more than once a year. However, 

in  practice,  staff  focused  too  much  on  teaching,  where  there  is  high  work  burden, 

rather than research.  

4)  Application for Academic Position  

University can provide funding to support staffs who wish to apply for 

a higher academic position. The support provided is 20,000 and 40,000 baht for the 

assistant professor and associate professor positions respectively. 

5)  Academic Publication  

The University  can  provide  financial  support  for  publication  of  their 

research either in journals or presentations in domestic/international conference. 

6)  Teaching Techniques and Preparation  

Teaching workshops are provided by the university for lecturers, such 

as  development  of  teaching  materials, lesson  planning,  and  the  use  of  mentoring 

systems for inexperience lecturers. 

On the curriculum, the university has opened four doctoral courses to 

accommodate  further  education  for  staff within  Rajabhat  University,  Surin.  The 

students will have the chance to undertake research abroad and present at an academic 

meeting (Ph.D. program on regional development strategy in sub-mekong region).  

The  University  also  has  multiple  partnerships  with  domestic  and 

foreign institutions in order to collaborate on research, and serve the community. 
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The  University  has  strong  commitment  to  fostering  the  arts  and 

culture,  and  provide  academic  support  for the  community.  Therefore,  it  is  the 

university’s vision use culture to lead development within the community. 

Currently, the university has no punitive measures for staff who fail to 

develop  themselves  academically (e.g.  through  PhD  study,  academic  position 

orpublication). 

HRD  plans  have  been  developed  for  each  faculty  and  these  will  be 

consolidated  into  one  single  HRD  plan  for  the  whole  university.  The  current  plan 

being finalised is the HRD Plan 2012-2015 (draft). 

The barriers for HRD for staff include: 

1) Most  lecturers  are  not  qualified  teachers  and  so  there  may 

be some problems with teaching quality. However, this could be solved by arranging 

teaching workshops to lecturers.  

2) Brain drain due to a number of lecturers wish to have civil 

servant status for better job security. Therefore, they resign to apply for positions in 

other government agencies.  

3) Some civil servants are not interested in quality assurance, 

and so this group of staff need to be involved the QA process as soon as possible, or 

face being made redundant. 

4) Staff have a high teaching burden  and  regulations  actually 

encourage this by providing compensation for any extra lessons that the staff need to 

do. Because of this, there is no time to develop or to do research. 

5) Currently,  the  university  does  not  have  a  rector  on  a 

permanent  basis  since  2010  and  the  acting  rector  is  allowed  to  be  in  office  for  180 

days. This has meant that any decision making cannot be done in a timely manner and 

policy cannot be driven as effectively as it should be.   

 

5.2.9  Case Study 9: Top Executive at Kalasin Rajabhat University,  

Interviewed on 2nd October 2012  

 The respondent discussed the policy on HRD for staff at Rajabhat University, 

Kalasin  and  mentioned  that  there  were  three  main  areas.  These  are  1)  Support  for 

further  education;  2)  Encourage  staff  to  apply  for  academic  positions;  and  3)  Staff 

development related to research capabilities.  
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 Further  education: If  lecturers’  wish  to  study  for  a  PhD  in  areas  with  supply 

issues  and  also  meet  the  needs  of  the university,  the  university  will  apply  for  a 

scholarship  from  OCHE  on  the  staff  member’s  behalf.  If  the  staff  are  university 

employees, they will be allowed to be on study leave with full pay 

  Application  for  academic  position:  Incentives  will  be  awarded  to  staff  who 

successfully applied for an academic position.  

  Staff  development  on  research  capabilities: There  are  many  sources  of 

research  funding,  including  external  support  from  OCHE,  TRF  and  NRCT,  and 

research grants from the university budget. 

The  respondent  then  mentioned  about the  influencing  factors  on  HRD  and 

listed  them  according  to  their  importance  as  follows:  1)  Support  of  senior 

management;  2)  Communications;  3)  Incentives  4)  Policy  support  from  external 

agencies; and 5) Collaboration with external agencies.  

1) Support  from  the  Senior  Management:  Senior  management  is 

willing  to  support  the  candidates  who  meet  the  criteria  and  have  the  right 

qualifications. However, most candidates do not qualify. 

2) Communications:  Mostly,  the  senior  management  will  send  out 

information through the faculties.  

3) Incentives:  staff  with  PhD  qualification  will  receive  1.8  times 

higher salary   

4) Policy  Support  from  External  Agencies:  The  university  partnered 

with  TRF  for  research  project  done  with  the  community.  Research  grants  were  also 

obtained  from  NRCT  for  5-6  projects  a  year  worthed  around  500,000-600,000  baht 

for  each  project.  OCHE  also  provided  PhD scholarships  for  1  to  2  university  staff 

members per year. 

5) Collaboration  with  External  Agencies:  The  University  has 

academic  agreements  with  foreign  institutions,  especially  in  ASEAN  countries,  and 

China  to  hold  exchange  program  for  lecturers  and  training.  However,  this  has  not 

worked as expected.  

6) From the interview, it could be concluded that internal factors are 

more important than external ones. In addition to the previous five factors, there are 

other  factors,  which  may  influence  HRD,  including  personal  factors  such  as 

awareness, determination and motivation to succeed.  
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7) Problems and barriers for HRD: Most staff do not have sufficient 

capacity for self-development. There is also limitations on resources which needs to 

be  allocated  according  to  necessity  and  funding  may  not  be  enough  for  everyone. 

Furthermore, staff  are relatively new to research and some research projects were not 

used  further  once  completed.  Staff  aged  50 or  above  are  usually  not  interested  in 

developing  themselves  academically.  In  addition,  the  respondent  commented 

“Development  is  an  opportunity,  not  a right.  Development  will  depend  on  the 

capabilities of staff but other external factors will also need to be managed well”.   

  

5.2.10  Case Study 10: Senior Management Executive at OCHE,  

Interviewed on 19th July 2012     

 The respondent Commented about HRD for Teaching staff as follows: 

In  the  teacher  development  plan,  there  should  be  an  increase  number  of 

lecturers at university level who have obtained a PhD and the emphasis should be on 

science and social science disciplines. The most important thing is that teaching staff 

should  have  experience  in  research  both domestically  and  abroad.  More  than  100 

scholarships  are  available  for  funding  further  education  both  in  domestic  institution 

and abroad. On average, the funding is worth 2,250,000 baht per person per year but a 

number of these scholarships were not taken up because of English deficiency. After a 

person  qualifies  for  an  OCHE  scholarship,  the  candidate  has  one  year  to  select  an 

institution to do his or her PhD and needs to pass OCHE’s English proficiency test. 

The candidate must be able to complete the PhD program within four years.  

Preparation undertaken by higher education institutions for the introduction of 

ASEAN Community should be done early, particularly on the curriculum  development 

to  allow  students  to  have  wide  range  of skills.  In  addition,  the  university  should  be 

prepared to compete with other institutions in the labour market.  

Limitations  on  HRD  for  university  teaching  staff  include:  1)  high  teaching 

burden for lecturers which the university may need to employ more contract lecturers; 

2) The increased variety of the courses taught by the university 3) Strategic position 

of the university in terms of which subject areas that the university should encourage 

staff to take up, 4) Lecturers should be completing his or her degree course in another 

institution;  5) Once they graduate, the lecturer should be able to further develop the 
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organization,  and  hence  the  need  for  clear  HRD  plan;  and  6)  Competitor  analysis 

should be performed. 

 

Table 5.1  The Opinions of Interviewees for Ranking the Factors Affecting  

                  University Lecturer Development  

 

 

Case Studies 

 

Support from 

Administrators 

 

Positive 

Incentives 

 

Organization 

Communications 

Policy Support 

from External 

Agencies 

Cooperation 

with External 

Agencies 

Case study 1  1  3 4 2 5 

Case study 2  1  2 3 4 5 

Case study 3  1  5 4 2 3 

Case study 4  2  1 3 4 5 

Case study 5  3  1 4 2 5 

Case study 6  4  1 2 3 5 

Case study 7  1  2 3 4 5 

Case study 8  1  2 3 4 5 

Case study 9 

Case study 10 

1 

N/A 

3 

N/A 

2 

N/A 

4 

N/A 

5 

N/A 

 

Table 5.1 has shown the respondents gave their opinions on factors affecting 

university lecturer development by ranking from high to low as follows: 1) Support 

from administrators 2) Positive incentives 3) Organization communication 4) Policy 

support from external agencies and 5) Cooperation with external agencies. 

Furthermore,  each  respondent  offered  additional  factors  that  were  likely  to 

affect lecturer development as follows:  

Case study 1: Building connections with external agencies and Achievement  

                       motive.  

Case study 2: Achievement motive, academic excellence. 

Case study 3: University policy and rule of law, Hiring status. 

Case study 4: University policy and rule of law.  

Case study 5: University policy and rule of law, Performance appraisal  

                       system.  
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Case study 6: Performance appraisal system, Budget, and Achievement  

                       motive. 

Case study 7: Budget, Competency of lecturers, and lecturers’ readiness.   

Case study 8: Quality Assurance in Education, Budget, and the lecturers’  

                        readiness.   

Case study 9: Conscious, determination, Lecturer’s readiness  and  

                       Achievement  motive  

Case study 10:  Lecturer capability and quality 

 

Table 5.2  Additional Factors that are Likely to Affect Lecturer Development  

 

Ranking Additional factors Frequency 

 Internal personal factors  

1 Achievement motive 5 

2 Lecturer’s readiness   4 

3 Lecturer capability and quality 1 

 Internal organization factors  

4 University policy and rule of law 3 

5 Budget 3 

6 Performance appraisal system 2 

7 Hiring status  1 

 Quality Assurance in Education 1 

8 External organization factors  

9 Building  connection  with  external 

agencies 

1 

 

Table  5.2  has  shown  the  additional  factors that  are  likely  to  affect  lecturer 

development  as  follows:    individual  factors  include  achievement  motive,  lecturer’s 

readiness,  lecturer  capability  and  quality;  and  academic  excellence.  Internal 

organization  factors  include university  policy  and  rule  of  law,  budget,  performance 

appraisal  system,  hiring  status,  and  quality assurance  in  education.  Furthermore,  the 

external environmental factors include building connections with external agencies.   
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5.3  Problems and Difficulties: Ways to Develop Rajabhat University  

       Lecturers in Northeast Thailand 

 

5.3.1  Problems and Difficulties in Developing Lecturers 

The problems and difficulties to develop the lecturers from the point of views 

of most lecturers are as follows: 

1)   Some  of  the  university’s  rules,  regulations,  and  policies  were  not 

provided for the development of contract lecturers.  For instance, there was no set of 

regulations to support their applications for academic positions.  Although, they had 

been  working  at  the  university  for  many  years,  they  could  not request  to  obtain  the 

academic  positions  as  the  government  officials  and  staff  of  the  university  (annual 

government  statement  of  expenditure)  could.   Moreover,  they  were  not  allowed  to 

leave for further studies full time.  

2)   There  was  a  lack  of  announcements  of  the  information  related  to 

lecturer development. 

3)   The lecturers were overloaded with teaching responsibilities and so 

they did not have time to accomplish their academic self-development. 

4)   The cultural organization of Rajabhat University was conservative.  

People adhered to rules excessively.  This spoils the system and there was little or no 

competition in the organization. 

5)   Contract lecturers did not have motivation to develop themselves.  

They felt that their job positions were not steady enough. 

6)   The budget for lecturer development was too limited, especially the 

funds  to  support  further  studies,  intensive  training,  and  academic  achievement 

development. 

7)   Lecturer development plans were not clear. 

 

5.4  Ways to Develop the Lecturers as Recommended by the Respondents  

        of  the Questionnaire   

 

According to the answers in an open-ended questionnaire, most lecturers 

suggested the followings: 
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1)   The university’s regulations should be amended in order to support 

the  lecturer’  development  such  as  regulations  relating  to  academic  position 

achievement, and regulations regarding full-time leave for further studies for contract 

lecturers. 

2)   The cultural organization should be adjusted to be a task-oriented 

culture,  focusing  on  creative  academic  competitions,  participatory  working,  and 

equality. 

3)   All  groups  of  lecturers  should  get  opportunities  to  express  their 

opinions  and  suggestions  toward  lecturer  development.  The  lecturers  should 

participate in setting up the rules and regulations. 

4)   The budget needs to be allocated sufficiently for the development 

of  lecturers,  especially  the  scholarship  to  pursue  doctoral  degrees  and  intensive 

training.    

5)   Teaching  load  should  be  reduced  in  order  to  give  time  to  the 

lecturers  for  self-development,  produce academic  accomplishments,  and  request  for 

academic positions. 

6)   The  administrators  should  provide  the  lecturers  who  have  had 

excellent  work  and  developed  themselves  continuously  with  positive  incentives.  

Penalties should be set up for those who never develop themselves academically.      

The Needs for Lecturer Development 

The answers from open-ended questionnaire and in-depth interviews 

with the lecturers showed the following needs of the lecturers to develop themselves. 

1)   They needed to pursue their doctoral degrees. 

2)   They needed to obtain academic positions. 

3)   They needed to produce quality research. 

4)   The contract lecturers needed to be able to leave for studies full-

time.  Therefore, they could choose where to study from variety of choices. 

5)   They needed the university to organize the intensive training. 

6)   They needed a modern library where contained variety of journals, 

books, and textbooks both written in Thai and foreign languages.                 
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Table 5.3  Summary of Internal Organization Factors, External Organization Factors, and Lecturer Development 

 

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

Internal 

Organization 

Factors 

   

Support from 

Administrators 

1) The administrators 

supported the lecturers 

to further their studies, 

trainings, and academic 

position requests.  

2) Policy and regulations 

of the university 

supported the 

development of 

lecturers who were 

government officials 

and staff of university 

but not the contract 

lecturers. 

1) The administrators 

supported lecturers to 

further their studies, 

trainings, and academic 

position requests. 

2) Policy and regulations 

of the university 

supported the 

development of 

lecturers who were 

government officials 

and staff of university 

but not the contract 

lecturers. 

1) The administrators 

supported lecturers to 

further their studies, 

training, and academic 

position requests.  

2) Policy and regulations 

of the university 

supported the 

development of 

lecturers who were 

government officials 

and staff of university 

but not the contract 

lecturers.   
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

 3) The administrators 

supported the lecturers 

to further their studies 

overseas at low level. 

3) The administrators 

supported the lecturers 

to further their studies 

overseas at low level. 

4) Previously, the 

administrators changed 

very often.  There was 

an administrator who 

acted for the president 

for a long time and it 

affected the university 

administration.  The 

university was slow in 

reacting. 

3) The administrators 

supported the lecturers 

to further their studies 

overseas at a low level. 

4) Previously, the 

administrators were 

reshuffled  often.  There 

was an administrator 

who acted for the 

president for a long 

time and it affected the 

university 

administration.  

University policy was 

slow moving as a result. 
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

Positive Incentives  1) Teaching compensation 

2) Academic position 

compensation 

3) Academic paper 

presentation subsidy.  

4) Reward presentation to 

the lecturers who 

completed doctoral 

degrees and obtained 

academic position in the 

lecturer and personnel 

meeting.  

 

1) Teaching compensation 

2) Academic position 

compensation 

3) Academic paper 

presentation subsidy  

4) Golden Elephant 

Award’ was presented 

to the lecturers who had 

excellent performance 

on the university’s 

establishment day.  

1) Teaching compensation 

2) Academic position 

compensation 

3) Academic paper 

presentation subsidy  

 

Organization 

Communications 

1)  Communication and 

information 

announcement  

1) Communication and 

information 

announcement  

1) Communication and 

information 

announcement  
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

 to lecturers through 

official papers were 

always delayed.  There 

should be more electronic 

channels to communicate. 

to lecturers through 

official papers were 

always delayed.  There 

should be more electronic 

channels to communicate. 

to lecturers through 

official papers were 

always delayed.  There 

should be more electronic 

channels to communicate. 

 

External 

Organization 

Factors 

   

Policy Support 

from External 

Agencies 

1) The number of lecturers 

who received 

scholarships for further 

studies from Office of 

the Higher Education 

Commission (HEC) was 

around five  

1) The number of lecturers who 

received scholarship to further 

studies from Office of the Higher 

Education Commission was not 

over five lecturers  

1) The number of lecturers 

who received 

scholarship to further 

studies from Office of 

the Higher Education 

Commission was not 

over five lecturers  
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

 lecturers each year. 

2) The lecturers received 

research scholarships 

from National Research 

Council of Thailand 

(NRCT) and Office of 

the Higher Education 

Commission.   

3) There were not many 

lecturers who received 

scholarships from 

Office of the Civil 

Service Commission 

(OCSC). 

each year. 

2) The lecturers received 

research scholarships 

from National Research 

Council of Thailand and 

Office of the Higher 

Education Commission.  

3) There were few 

lecturers who received 

scholarships from 

Office of the Civil 

Service Commission. 

4) Lecturers of Science 

received scholarships 

from National Science 

and Technology 

Development Agency 

(NSTDA). 

each year. 

2) The lecturers received 

research scholarships 

from National Research 

Council of Thailand and 

Office of the Higher 

Education Commission. 
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

Cooperation with 

External Agencies 

1) The university signed 

MOU with external 

agencies and many 

universities abroad. 

2) However, there were no 

lecturer exchange to 

give lectures, to give 

trainings or to do 

research with university 

overseas.  The benefits 

of MOU on lecturer 

development were not 

much.   

1) The university signed 

MOU with external 

agencies and many 

universities abroad.  

 2) There were lecturer 

exchanging through 

training, study tours, 

and research with 

universities overseas. 

1) The university signed 

MOU with external 

agencies and many 

universities abroad. 

2) There were no lecturer 

exchanges to give 

lectures, to provide 

training or to do research 

with university overseas.  

The benefits of MOU on 

lecturer development 

were not much.   
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

Lecturer 

Development  

   

Further Education 

Attainment 

1) There was personnel 

development fund set 

up by the university. 

2) The university allocated 

the fund of 5 million 

baht per year for 

lecturers to further their 

studies. Most lecturers 

received the 

scholarships from the 

university.  Some used 

their own funds.  Very 

few received the 

scholarships from HEC. 

1) There was personnel 

development fund set up 

by the university. 

2) There had been no 

scholarships from the 

university for 2 years 

but there was a loan for 

further studies.  

3) Most of the lecturers 

took on loans for 

lecturer development 

fund to further studies. 

4) The lecturers who were  

1) The personnel 

development fund was 

being set up then. 

 2) The university did not 

allocate any scholarships 

for lecturers. 

3) Some lecturers used 

their own funds to 

further their studies.  

Very few received the 

scholarships from HEC. 

4) The lecturers who were 

government officials and 
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

 3) The lecturers who were 

government officials 

and staff of the 

university would 

receive 50% salary 

during their leave for 

studies. 

4) The university had a 

clear  procedure for 

study leaves. 

government officials and 

staff of the university 

would receive 100% salary 

during their leaves for 

studies. 

staff of the university 

would receive 100% 

salary during their leaves 

for studies.  

5) The order of procedure 

for study leaves had not 

been done clearly. 

Training 1) Lecturers obtained 

trainings at least twice a 

year.  

2) There should be 

intensive courses for 

lecturers.  

1) Lecturers obtained 

trainings at least twice a 

year. 

 

1) Lecturers obtained 

trainings at least twice a 

year. 

2) There should be 

intensive courses for 

lecturers. 
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

Academic Self-

Development 

1) There was clear order of 

procedure for holding 

academic positions and 

payment for academic 

positions.  

2) 35,000-50,000 baht was 

allocated to support the 

lecturers who were 

entering the academic 

position plan 

3) There was an allocation 

of 25,000-50,000 

baht/year/person from 

the university to support 

the research conducted 

and external 

scholarships such  

1) There was clear order of 

procedure for holding 

academic positions and 

payment for academic 

positions.  

2) 20,000-40,000 baht was 

allocated to support the 

lecturers who were 

entering the academic 

position plan 

3) There was an allocation 

of 50,000-100,000 

baht/person from the 

university to support the 

research conduct and 

external scholarships 

such  

1) There was unclear order 

of procedure for holding 

and payment for 

academic positions.  

2) The university had not 

had policy to support the 

lecturers who requested 

to obtain the academic 

position.  

3) There were scholarships 

to support the research 

conducted both from the 

university and from 

external agencies such as 

NRCT and HEC.  
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Table 5.3  (Continued) 

 

   

Factor Mahasarakham 

Rajabhat University 

Surin Rajabhat 

University 

Kalasin Rajabhat 

University 

 as from NRCT and 

HEC were also 

available.  

4) The university paid 

5,000-20,000 baht for 

the lecturers who 

presented their 

academic papers both 

inside and outside of 

Thailand. 

as from NRCT and HEC 

were also available.  

4) The university paid 

5,000-20,000 baht for 

the lecturers who 

presented their 

academic papers both 

inside and outside of 

Thailand. 

 

Learning from 

Working 

Experiences 

1) The lecturers actively 

learned by themselves. 

1) There was mentoring 

system.  

1) There was mentoring 

system. 
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5.5  Development Approaches   

 

5.5.1  In the Mode of Teaching  

Most  of  the  lecturers  stated  that  there  should  be  sufficient  and  up-to-date 

equipment and classrooms to support teaching and learning activities in the university.  

Trainings  related  new  technology  should  be  organized  for  the  lecturers  to  apply  in 

their teaching and research conduct.  The lecturers should have less teaching hours for 

them to have more time for academic self-development. The mentoring system should 

be employed so that the senior lecturers could give advice to new lecturers.  Lastly, 

the  university  should  support  and  promote  the  lecturers  to  further  their  studies, 

participate in training, seminars, and academic conferences.  The lecturers therefore, 

could  apply  the  knowledge  gained  from those  activities  into  their  teaching  and 

learning activities.      

 

5.5.2  In the Mode of Research  

There  should  be  more  budget  allocated for  research.    The  university  should 

promote  the  lecturers  to  present  their  research  papers  both  in  and  out  of  Thailand.  

The training on how to do research should be organized in every semester in order to 

increase the lecturers’ knowledge and develop the quality of research.   

  

5.5.3  In the Mode of Academic Services  

The  university  should  promote  the  lecturers  to  provide  academic  services  to 

the  community  at  least  in  their  taught  courses.  The  research  findings  should  be 

publicized.   

   

5.5.4  In the mode of Art and Culture Preservation 

The university should set up systems and mechanisms to work with local and 

regional networks to create and maintain the art and culture. 

 

5.5.5  In the Mode of Administration 

The  lecturers  wanted  the  administrators  to  listen  to  their  suggestions  and 

needs. They wanted their administrators to be participatory leaders. The  administrators 
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should  open  their  minds  to  accept  new  changes  for  development  and  personnel’s 

motive  for  creative  thinking.    The  administrator  should  be  brave  to  change  the 

university’s  inequitable  rules  and  regulations  to  foster  equality  and  have  the  same 

level of lecturer development.  The administrators should emphasize the participatory 

working  process  and  employ  the  principles  of  good  governance  in  their 

administration.    

  

5.5.6  Other Modes that the administrators should give importance to should 

be providing moral support to the working lecturers, promote profession stability and 

progress,  extra  teaching  hours  should  be  paid  accordingly  to  Ministry  of  Finance’s 

regulations, and the university should focus on the policy of lecturer development by 

setting up a participatory development paradigm and should give opportunities to the 

lecturers to exchange their ideas and experience.         

  

5.6  Summary 

 

The chapter presented the results of the qualitative research.  The study started 

with the in-depth interviews as case studies.  There were ten case studies conducted in 

the research.  The interviewees were divided into two groups – three administrators, 

and six lecturers. One interview was from an external organisation.  From the in-depth 

interviews,  the  interviewees  stated  that the  overall  factors  that  affect  lecturer 

development. 

Rankings  from  the  most  to  least  were  1) Support  from  administrators; 2) 

Positive incentives; 3) communication; 4) Policy support from external agencies; and 

5) cooperation with external agencies, respectively.  The interviewees also suggested 

other  factors  that  might  affect  the  lecturer  development.  Those  factors  were 

achievement motivation, readiness of the lecturers, policies, rules and regulations of 

the university, academic excellence, performance appraisal system and budget.  Then, 

the  factors  affecting  lecturer  development  were  analyzed.    The  interesting  findings 

can be concluded below.  

  Support  from  administrators.    The administrators  supported  the  lecturer 

development  in  the  areas  of  trainings, study  tours,  academic  position  requests,  and 
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further  study  attainment.    The  interviewees  viewed  that  the  support  from  the 

administrators depended on the university’s budget allocation and the lecturers’ hiring 

status.  The explanation of the previous statement was as follows: 1) The medium and 

small-sized universities had limited budgets so the lecturers obtained lower levels of 

development  than  those  in  the  large  university;  and  2)  The  university’s  regulations 

and policies supported only government official’s lecturers and staff of the university 

but not contract lecturers.   

The  second  finding  was  based  on  positive  incentives.    The  lecturers  with 

doctoral  degrees  holding  academic  positions,  producing  research,  writing  academic 

articles,  presenting  papers,  and  publishing  articles  would  receive  compensation, 

rewards,  and  gain  fame.  All  of  which  were  positive  incentives.    There  were  no 

positive  incentives  found  in  all  three  universities.    There  was  no  penalty  for  the 

lecturers who did not have self-development.   

The third finding was on communication. Delayed and ineffective communication 

included formal communication comprising circular notices and official papers, which 

were informed through each faculty and meetings.  Informal communication was the 

communication via websites, facebook, and newsletters.  The suggestion was to add 

more  communication  channels  such  as  through  Intranet  and  SMS  systems.    The 

personnel  department  served  as  the  central  sector  of  the  university  and  should 

facilitate,  support,  and  coordinate  more  effectively.    The  communication  between 

lecturers and administrators was at a low level.   

The fourth finding was on policy support from external agencies. The external 

agencies  who  financially  supported  the  lecturers  in  their  further  study  attainment, 

research conduct, and academic development were HEC, NRCT, and OCSC.   

The  fifth  finding  was  on  cooperation  with  external  agencies.    All  three 

universities signed MOU with domestic agencies and universities abroad but had not 

gained benefits from the MOU to develop the lecturers academically.  There was no 

lecturer  exchanges  for  the  purposes  of  researching,  teaching,  or  doing  study  tours.  

The  findings  indicated  that  not  only  internal  organization  factors,  but  also  external 

organization  factors  and  internal  personal  factors  affected  Rajabhat  lecturer 

development.     

The developments that the lecturers obtained were 1) Training; at least twice a 

year  and  mostly  on  research,  preparation  for  academic  position  request,  and 
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knowledge management; 2) Further study attainment; more lecturers belonging to the 

large  university  received  scholarships  than  those  in  the  medium  and  small 

universities.    The  reason  for  this  was  that  the  budget  of  the  medium  and  small 

universities was limited; 3) Academic self-development; there was higher motivation  

for  the  lecturers  to  request  the  academic positions  in  the  large  and  medium-sized 

universities.  If the lecturers attended the project, they would receive 30,000-50,000 

baht  from  the  university.    However,  the  small  university  did  not  have  such  support.  

The  request  for  academic  positions  could  be  done  only  for  the  government  officials 

and  staff  of  university.    There  was  no  order  of  procedure  to  support  the  contract 

lecturers  to  do  so.    For  research  funds, the  lecturers  from  all  three  universities 

received  financial  support  from  both  the  university  and  external  agencies;  and  4) 

Learning  from  working  experiences;  the  medium  and  small-sized  universities  gave 

importance to mentoring system and there was also a suggestion to set up a clinic for 

the promotion of obtaining academic positions and a research clinic for lecturers.           

 



 

CHAPTER 6 

 

SUMMARY, DISCUSSION AND RECOMMENDATIONS 

 

6.1  Introduction 

 

This  chapter  presents  the  research  summary  and  discusses  the  findings. 

Whether or not the findings confirm the hypotheses and support or conflict with the 

earlier  studies  will  be  illustrated.  Policy  recommendations  based  upon  the  findings 

and implications for further research will also be suggested. 

 

6.2  Summary of the Findings 

 

           This study focuses on the issue of human resource development with the aim of 

increasing  organizational  value  and  competitiveness.  The  research  attempts  to  show 

how  factors  within  an  organization  such  as  representing  a  closed-system  of 

organization  theory  and  external  organization  factors  as  representing  an  opened-

system  of  organization  theory,  affect human  resource  development  of  university 

lecturers in the Northeast region of Thailand. 

Four  dimensions  of  university  lecturer  development  have  been  examined:  1) 

training;  2)  further  education  attainment;  3)  academic  self-development;  and  4) 

learning  from  working  experiences.  Concise  definitions  of  each  development 

dimension  which  serve  as  dependent  variables  in  the  study  have  already  been 

specified in Chapter 3. 

The aims of the research are: 1) to study human resource development levels 

of university lecturers in the mentioned area; 2) to determine what factors affect their 

development; and 3) to come up with policy recommendations for the improvement of 

university  lecturers  as  high-value  human  capital,  valuable  to  Thailand  and  its 

knowledge economy. 



167 

 

A  closed  -system  of  organization  theory  included  factors  hypothesized  to 

influence the development of university lecturers, which were: support of university 

administrators; incentives including positive, negative, and ideological; organizational 

communications;  policy  objectives  and  targets  of  the  university  toward  human 

resource development; and budget for this kind of purpose. The two factors derived 

from an opened-system of organization theory are: policy support from governmental 

agencies; and cooperation with external organizations. 

 

6.2.1  Findings on Levels of University Lecturer Development 

Overall  development  level  of  university  lecturers  is  relatively  low.  When 

scrutinizing  each  dimension  of  university  lecturer  development,  the  results  are  as 

follows: 1) low on university lecturer further education attainment; and 2) relatively 

low  on  training;  and  academic  self  development;  but  3)  relatively  high  on  learning 

from working experience. 

Of central concern when considering the sampling is the low percentage (27.8) 

of university lecturers who are studying at doctoral level compared to 45.1 per cent of 

those  in  the  no-chance  to  study  group.  In  addition,  there  are  only  13.4  per  cent  of 

university lecturers who hold the doctoral degrees. Furthermore, the majority of those 

who  are  studying  use  their  own  funds.  Some  receive  partial  university  support  and 

very few get full support from the Office of Higher Education or other governmental 

agencies. 

 

6.2.2  Findings on Levels of University Lecturer Development as Classified  

          by University Size and Individual Factors 

The results were as follows: 

1)   University  size  (small-medium-large)  made  a  difference  on  all 

dimensions of university lecturer development. 

2)   Female  lecturer  development  level  on  training  was  found  to  be 

significantly  higher  than  that  of  males, while  there  are  no  significant  differences  on 

the other three dimensions of university lecturer development. 

3)   Age of lecturers was found to have no significant difference on the 

level of development. 
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4)   University lecturers' years of work were found to have significant 

difference  on  the  variables  learning  from work  experience  and  further  education 

attainment of university lecturers. 

5)   Hiring  university  lecturers  on different  status  would  result  in 

different  levels  of  development  on  individual  academic  improvement  and  learning 

from work experience. 

6)   Different faculty members possess different levels of development 

on  academic  improvement  as  well  as  learning  from  performance  experience.  It  was 

also  found  that  university  lecturers  in  the  field  of  Science  had  higher  levels  of 

development than those in the Faculties of Humanities and Social Sciences.  

 

6.2.3  Findings on Factors Affecting Levels of University Lecturer  

          Development  

           This is used to answer the second objective of the study. By utilizing multiple 

regression analysis techniques, five independent variables (organization communications; 

policy support from external agencies; support from administrators; cooperation with 

organizations  from  external  environment;  and  positive  incentives)  were  found  to 

positively  and  statistically  affect  university  lecturer  development  at  the  confidence 

level of 0.05. The whole model contains an explanatory power of 0.473.  

The  two  best  explanatory  variables were  policy  support  from  external 

environment and organization communications. 

To be more specific, the findings can be summarized as follows: 

1)   The overall independent variables are 10.3 per cent responsible for 

university lecturers further education attainment. Among those independent variables, 

support  from  administrators;  policy  objectives  and  targets  of  organizations;  and 

positive incentives were the best explanatory variables, respectively.  

2)   Concerning  university  lecturer  development  on  other  dimensions, 

all independent variables accounted for 46.2 per cent, 46.6 per cent, and 46.9 percent 

in the categories of training, academic self-development, and learning from working  

3)   The  best  explanatory  variable  for  training  was  cooperation  with 

external organizations. 

4)   The  best  explanatory  variable  for  academic  self-development  was 

policy support from government agencies. 
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5)   The best explanatory variable for learning from working experiences 

was organizational communications. 

Furthermore, based on in depth interviews with university lecturers via 

a qualitative research methodology, five independent variables, namely support from 

administrators; positive incentives; organization communications; policy support from 

government agencies; and cooperation with external agencies were ranked as the most 

important variables. 

 

6.3  Discussion of the Research Findings 

 

           Hypothesis I : It is expected that the level of Rajabhat university lecturer 

development in the north region would be low. 

          The  hypothesis  has  been  confirmed.  The  overall  level  of  university  lecturer 

development  was  found  to  be  relatively  low.  However,  the  concern  is  that  the 

development  is  at  low  level  only  in  the dimension  of  university  lecturer  further 

education attainment while there were higher levels of development in the other three 

dimensions. The crux of the problem remains that many Rajabhat university lecturers 

do  not  have  adequate  opportunities  and  funds  for  pursuing  further  study  at  doctoral 

level. Few university lecturers possessed a PhD, according to the survey. More than 

45 per cent hold only bachelor degrees and master degrees. In addition, only 27.8 per 

cent of university lecturers were studying in doctoral programs and very few receiving 

government scholarships. 

Hypothesis  2:  Different  individual  characteristics  of  university  lecturers 

would lead to their different development levels. The hypothesis has been confirmed 

within in the following categories of:  

1)   Sex  versus  level  of  training  of  which  females  have  been  trained 

more than males because there are more women than men;  

2)   Years  of  work  versus  higher  education  attainment  as  well  as 

learning from working experience. In particular, university lecturers with 6-10 years 

of work receive the highest level of development simply because of their job security 

and their financial readiness; 

3)   Hiring  status  pattern  versus  training  level,  academic  self 

development, and learning from working experience. 
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4)   The  schools  which  university  lecturers  belong  to  versus  level  of 

training,  academic  self-development  and learning  from  working  experience.  

University lecturers in the schools of Science have received more development than 

those  in  the  Faculties  of  Humanities  and  Social  Sciences.  The  results  also  confirm  

earlier  studies  on  academic  self-development within  the  higher  education  institute 

members by Suwaree Tiengtat (1999). 

Hypothesis  3:  Various  sizes  of  Rajabhat  universities  are  expected  to  reflect 

different level of university lecturer development. The hypothesis has been confirmed 

in all four dimensions of university lecturer development. University lecturers in the 

larger  size  of  university  receive  more  development  because  of  their  access  to  more 

resources and a higher budget than the small university.   

Hypothesis  4:  University  lecturer  development  was  hypothesized  to  be 

influenced  by  factors  within  university  organizations  as  well  as  factors  from  the 

external environment. The hypothesis has been confirmed. Five independent variables 

-3 from factors within university organizations and two from external environmental 

factors - statistically affected university lecturer development at the 0.05 significance 

level  and  have  the  explanatory  power of  47.3%.    Support  from  administrators, 

positive  incentives,  and  organization  communications  are  among  the  key  factors 

within  university  organizations  that  influence  university  lecturer  development. 

Support from top management is crucial for the success of education policy, training 

activities, and organization development in general, as earlier confirmed by Monday 

(2008).  

Positive incentives like outstanding lecturer awards, university recognition for 

the  most  devoted  lecturer  of  the  year, special  promotion  policy  for  the  academic 

achievement  of  the  lecturers,  benefits  in  terms  of  salaries  and  welfare  will  boost 

morale  of  organization  members  and  will help  incentivize  lecturers  to  undertake 

developmental training.  

An  earlier  classic  study  of  Barnard  (1938)  as  well  as  the  recent  work  of 

Supanee  Saritwanich  (2009)  endorsed  the merit  of  this  factor.  Organization 

communications also plays a part for the success of university lecturer development. 

Relevant  information  concerning  further  education  opportunities,  scholarships, 

academic chance for being promoted, have to be regularly communicated via formal 

two-ways  channel  and  informal  mechanisms  to  every  university  organization 
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members. Again, this is one of the main functions of the executive (Barnard, 1938).  

But  one  of  the  problems  is  that  information  is  still  communicated  via  letters  rather 

than  email  and  in  the  21st  Century  higher  educational  environment,  information  is 

constantly produced and consumed.   

Two factors from the external environment of university organizations - policy 

support  from  governmental  agencies  and  cooperation  with  external  organizations  - 

have also contributed to the success of university lecturer development. The validity 

and rationale comes from the work of Pfeffer and Salancik (1978) and Pfeffer (1982). 

Resource  dependence  theory  stresses  the survival  and  the  development  of  an 

organization and requires the support from outside for the gains of scare resources.  

Thus, universities need to make allies and compete with other organizations at 

the same time in order to acquire continued access to resources. Thus, gaining policy 

support for budget and scholarships as well as getting M.O.U and academic collaboration 

with famous institutions and resource abundant bureaucratic agencies will guarantee 

the  success  of  university  lecturer  development  in  the  short  and  long  term. 

             University  Lecturer  Achievement  Motive.  This  is  an  unintended  factor  that 

the researcher realized via interviews with a number of lecturers in various Rajabhat 

universities.  Achievement  motive  concerned  the  need  to  achieve  something  in  life 

without needing to get any reward in return.  David McClelland's human motivation 

theory supported the validity of this finding. When someone achieves something, she 

or  he  will  go  on  to  attain  the  next  accomplishment.  This  is  probably  the  way  to 

understand  individual  behavior  -  the  move from  fulfilling  achievement  need  to  the 

accomplishment of the need to affiliation, and finally the success of having power and 

authority over others.   

Overall,  when  integrating  the  results  from  quantitative  and  qualitative 

methods,  factors  influencing  university  lecturer  development  can  be  explained  from 

both  -  the  closed  and  opened  system  organization  theories.  In  fact,  the  two  theories 

support and help explain each other. 

        The  comprehensive  results  gained  from  this  research,  of  course,  would 

enhance  the  existing  body  of  knowledge  on human  resource  development  in  the 

Rajabhat  university  context.  Furthermore,  university  top  management  and  policy 

makers  will  be  able  to  comprehend  and  draw  effective  strategies  for  the  successful 

development of university lecturers from this research. 
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6.4  Model of Rajabhat University Lecturers Development  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 6.1  Model of Rajabhat University Lecturer Development   

Ultimate Outcomes 
Students, universities, and 

society as a whole benefited 

from university lecturer 

development. 

Outputs 
- Number of lecturers that 
have higher degrees per 
year.  
- Number of lecturers 
receiving academic. 
position upgrade per year 
- Number of lecturers that 
received new training per 
year.  

 Personal Internal 
Factor 
-  Achievement motive 

Internal 
Organization 
Factors 
-  Support from 
administrators 
-  Positive incentives 
- Organization 
communications 

External 
Organization 
Factors 

-  Policy support from 
external agencies 
-  Cooperation with 
external agencies 

University lecturer 
development 
-  Training  
-  Further Education 
attainment. 
-  Academic self-
development. 
-  Learning from working 
experience. 

Outcomes 
Improvement in teaching 
qualities and research works 
of university lecturers 
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6.5  Recommendations 

             

6.5.1   Based on the findings that policy support from external organizations is 

the  most  important  determinant  of  university  lecturer  development,  thus  it  is 

recommended  that  the  university  actively  plays  a  central  coordinating  role  with 

relevant external funding agencies. 

6.5.2   Since  organizational  communications  also  make  a  difference,  it  is 

imperative  for  the  university  to  set  a  policy  of  continuous  communication  aimed  at 

providing  information  to  university  lecturers  on  the  chance  of  getting  funding  for 

further studies and training. In essence, the communication channels should be a two 

way process, formally, informally, and easily accessible. 

6.5.3   Top management support also plays a positive role in university lecturer 

development.  Thus,  it  is  suggested  that  university  leaders  show  their  strong  

determination for supporting the development of university lecturers. 

6.5.4   University  cooperation  with  other  organizations  is  also  found  to 

enhance  university  lecturer  development.  Thus  establishing  agreements,  academic 

collaborations  with  other  universities  and  resourceful  institutions  will  guarantee  the 

sustainability of successful university lecturer development. 

6.5.5  Positive  incentive  factors  also  contributed  to  university  lecturer 

development.  Thus,  universities  should  set  out  clear  policies  for  rewarding  some 

specific incentive for university lecturers that successfully complete further education. 

Promoting those successful graduates or appointing them to be permanent university 

members is probably a realistic positive incentive action. 

6.5.6   Careful recruitment of university lecturers is also vital. It was found that 

university  lecturers  who  possess  the  achievement  motive  will  find  ways  to  achieve 

success  related  to  their  self-development,  thus  the  researcher  recommends  the 

utilization of the university lecturer recruitment process to screen Thai applicants to 

Rajabhat universities in a more rigorous way to identify high quality teaching staff.  

6.5.7   The explanatory model of Rajabhat university lecturer development in 

the  Northeast  region  of  Thailand  is  also established  as  shown  in  Figure  6.1.  It  is 

recommended for the interested scholars to conduct further research by utilizing this 

model and contribute to the body of knowledge based on this study. 
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6.6  Recommendations for Further Research. 

 

6.6.1   A comparative study between public and private universities should be 

conducted  in  order  to  gain  more  knowledge on  the  comparative  levels  of  university 

lecturer development and the determinant factors. 

6.6.2  Other  independent  factors  like university  lecturer  achievement 

motivations and lecturer readiness should be included in the quantitative model of the 

study. 

6.6.3  Support  related  university  personnel should  also  be  included  for  the 

expansion in scope of university human resource development. 

6.6.4   In the future, university human resource development surveys should be 

conducted nation-wide on the time series basis. 
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QUESTIONNAIRE 

 

Factors  Affecting  Human  Resource  Development  of  Rajabhat  University 

Lecturers in the North-east Region of Thailand 

 

 

This  questionnaire  is  part  of  a  dissertation  for  a  Doctoral  Degree  in  Public 

Administration, Human Resource Management, School of Public Administration, The 

National  Institute  of  Development  Administration  (NIDA).  The  Objectives  of  the 

study  are  1)  To  study  the  level  of  development  received  by  Rajabhat  University 

lecturers in the Northeastern region, 2) To study factors affecting Rajabhat university 

lecturer  development  and  3)  To  present  suggestions  of  the  approach  for  university 

lecturer development. 

 The  questionnaire  consists  of  five  parts.  Part  1  is  concerned  the  personal 

factors.  Part  2  is  concerned  the  internal  organization  factors.  Part  3  is  the  external 

organization  environment  factors.  Part  4 focuses  on  university  lecturer  development 

levels and part fiveis an open-ended questionnaire.  

All answers to the questions of this questionnaire will be kept confidential and 

the data obtainedwill be regarded as belonging to the respondent.  It is guaranteed that 

the responses will not affect the organization and the respondent in any way. 
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Part 1: Personal Factors  

Instruction: Please mark  in the box or fill in the blanks according  to 

your opinions  

 

For 

researcher 

1. Sex     

 1. Male   2. Female 

Q01  

2. Age 

 1. 21-30 years 2. 31-40 years 3.41-50 years 

4. 51-60 years 5.61 years and over 

Q02  

3. Income / month(including other incomes) 

 1. Lowerthan 20,000 baht   

2. 20,001 – 30,000 baht 

3. 30,001 – 40,000 baht 

4. 40,001 – 50,000 baht   

5. More than 50,001 baht 

Q03  

4. HighestEducational Qualification 

4.1 Your educational qualification when first started to work as a lecturer  

 1. Bachelor’s degree (if more than 1 major field, please specify.....)    

2. Master’s degree (if more than 1 major field, please specify........) 

3. Doctoral degree(if more than 1 major field, please specify........) 

4.2 Current educational qualification 

 1. Bachelor’s degree(if more than 1 major field, please specify.....) 

2. Master’s degree(if more than 1 major field, please specify........) 

3. Doctoral degree(if more than 1 major field, please specify........) 

 

 

 

Q04  

 

 

 

Q05  

5. Academic Position 

 1. Lecturer     

2.Assistant Professor 

3. Associate Professor   

4. Professor 

Q06  
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6. Number of Years of Working (as a lecturer)  

 1. Less than 1 year 2. 1-5 years 3. 6-10 years 

4. 11-20 years 5.21years and over 

Q07  

7. Hiring Status 

1.  Civil servant   

2.  University officer/ employee 

3. Government Employee 

4. Contract Lecturer  

 5. Other (please specify)…………….. 

 

Q08  

8. Faculty 

  1. Science   

2. Social Sciences and Humanities 

Q09  

9. University 

  1. Rajabhat Mahasarakham University 

  2. Surin Rajabhat University 

 3. Kalasin Rajabhat University 

 4. Other university........................................................ 

Q10  

 

Part 2: Internal Organizational Factors  

Please mark  in the box that is consistent with your opinions   

 

 

Factors 

Level of Evaluation 

High  Relatively  

high 

Relatively 

low 

Low For 

researcher 

Support from Administrators      

1. Scholarship granted for further 

education in the country 

        A01  

2. Scholarship granted for further 

education overseas 

        A02  

3. Training, study tour, and seminar           

4. Obtaining higher academic position          A04  
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Factors 

Level of Evaluation 

High  Relatively  

high 

Relatively 

low 

Low For 

researcher 

Positive Incentives      

5. The university supports article writing         A05  

6. The university supports external 

academic presentation 

        A06  

7. The university supports funding for 

conducting research  

        A07  

8. The university grants a budget for 

textbook compilation  

        A08  

Negative Incentives      

9. If the lecturers do not develop 

themselves academically, the 

university will not continue the 

contract  

        A09  

10. The level of internal conflicts 

obstructs the development of the 

lecturers  

        A10  

Ideological Incentives      

11. You have faith in the teaching   

profession  

        A11  

12. You intend to be a lecturer at this  

       university continuously  

        A12  

13. The university has an organizational culture or regulations that focus on  

       lecturer development  

 Strongly Agree    Agree   Little Agree    Disagree 

A13  

Organization Communications      

14. You always receive information on    

       human resource development  

        A14  

15. The information you receive is  

       communicated through papers  

        A15  

16. The information you receive is  

       communicated through  

       administrative meetings 

        A16  
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Factors 

Level of Evaluation 

High  Relatively  

high 

Relatively 

low 

Low For 

researcher 

17. The information you receive is  

       communicated directly from the  

       administrator informally  

        A17  

18. You receive the information from all  

       sectors of the university  

        A18  

19. How easy or difficult for you to access the information on human resource  

      development? 

 easy to access   relatively easy to access 

 relatively difficult to access  difficult to access 

A19  

Policy Objective and Target of 

Organization 

     

20. The university has clear plans for 

human resource development  

        A20  

21. Training and human resource 

development management of your 

department always goes along with 

the plan  

        A21  

22. The university has objectives and 

targets to increase the proportion of 

lecturers with higher educational 

qualifications  

        A22  

23. The university’s policy on human 

resource development is enforced 

with all types of lecturers equally  

        A23  

24. Rules and regulations of the 

university are obstacles to further 

studies  

        A24  

25. Rules and regulations of the 

university are obstacles to obtain 

academic positions  

 

        A25  
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Factors 

Level of Evaluation 

High  Relatively  

high 

Relatively 

low 

Low For 

researcher 

Budget 

26. Administrators give importance to 

spend the budget on lecturer 

development as priority  

     

 

A26  

27. Administrators allocate the budget to 

support the development of lecturers  

        A27  

 

Part 3: External Organization Environment Factors 

 

Factors 

Level of Evaluation 

High  Relative 

ly high 

Relatively 

low 

Low For 

researcher 

Policy Support from External 

Agencies 

     

28. Level of funding support to do 

research from National Research 

Council of Thailand (NRCT)  

    A28 

29. Level of funding support for lecturer 

development from The Office of the 

Higher Education Mission(HEC)  

    A29

30. Level of funding support for lecturer 

development from The Office of the 

Civil Service Commission (OCSC)  

    A30 

31. In addition to the funds from NRCT, 

HEC, and OCSC, the university also 

receives funds from other agencies  

    A31 

Cooperation with External Agencies      

32. Level of university’s cooperation in 

signing MOU with external agencies  

    A32 

33. Level of university’s cooperation in 

signing MOU with overseas agencies 

    A33 

34. The university is able to call for 

scholarships from external agencies 

to support lecturer development  

    A34 
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Part 4: Level of University Lecturer Development 

 

 

Factors 

Level of Evaluation 

High  Relative 

ly high 

Relatively 

low 

Low For 

researcher 

Training      

35. To what extent do you obtain training 

each year? 

        A35  

36. Your institution has a clear yearly 

plan and specification of hours for 

training  

        A36  

37. The overall result from the previous 

training gave you knowledge and 

skills beneficial directly for teaching, 

researching, and academic services. 

        A37  

38. Apart from Items 1-3, to what extent 

do you obtain training overall? 

        A38  

Further Education Attainment      

39. The university gives scholarships for further studies to the lecturers  

 1. who have already had doctoral degrees 

 3. who are going to pursue a Master’s degree 

 2. who have not pursued their studies  (go over to answer Question 42)   

 4. who are going to pursue a Doctoral degree 

A39  

40. How much does the university support you?  

 1. You use your own funds 

 2. You receive partial fund from the university 

 3. You receive a scholarship from other organization (please  specify) 

…………… 

 4. You receive a full scholarship from the university  

A40  

41. Overall, how much scholarship 

support do you receive from the 

university? 

 

        A41  
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Factors 

Level of Evaluation 

High  Relative 

ly high 

Relatively 

low 

Low For 

researcher 

Academic Self Development      

42. Your ability to undertake research 

increases 

    A42 

43. Your ability in writing textbooks 

increases 

        A43  

44. Your university encourages you to 

obtain an academic position  

        A44  

45. You participate in national level 

conferences, seminars, and academic 

article presentation  

        A45  

46. Apart from Items 42-45, to what 

extent do you  develop yourself 

academically overall 

        A46  

Learning from Working Experiences       

47. You have chances to exchange 

experiences or learn new tasks in the 

institution  

        A47  

48. You are supported to learn from 

working experiences in the 

institution through mentoring system  

        A48  

49. You gain more experience from 

working at this university  

        A49  

50.  Apart  from  Items  47-49,  to  what 

extent  do  you  have  self-development 

overall? 

        A50  

51. From 0-10 score levels, please specify the score of your development ……… A51 

52. What level of scores from 0-10 do you give to the university for supporting 

the lecturer development? 

A52 
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Part 5: Open-ended Questions 

 

1. Problems and Difficulties in Developing Yourself and Ways to Solve Such  

    Problems 

……………………………………………………………………………………… 

………………………………………………………………………………………… 

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………

…………………………………………………………………………………………  

…………………………………………………………………………………………  

 

2. The Need to Develop Yourself 

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………

…………………………………………………………………………………………  
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3. Approaches to Develop Lecturers 

 

3.1  Dimension of Teaching  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

 

3.2  Dimension of Research 

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………   

 

3.3  Dimension of Academic Services 

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  
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3.4  Dimension of Art and Cultural Preservation 

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

 

3.5  Dimension of Administration  

…………………………………………………………………………………………

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

 

3.6 Other dimensions (if applicable)  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  

…………………………………………………………………………………………  
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APPENDIX B 

Interview forms for Administrators and Lecturers 
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Structured Interview Questions for University Administrators 

 

“Factors  Affecting  Human  Resource  Development  of  Rajabhat  University 

Lecturers in the North-east Region of Thailand.”  

1. Ask  the  interviewees  to  talk  about  their  biography  such  as  work  experience, 

educational background, and self-improvement.  

2. What are your university policies? (Please specify if there are the dimensions 

of  training,  further  educational  attainment,  academic  self-development, 

research support and learning from work)  

3. What are the best ways to develop lecturers and how?  

4. How  do  you  develop  lecturers  in  the dimensions  of  teaching,  conducting 

research, academic service, cultural preservation and administration? 

5. What are the factors affecting the lecturer development in your opinion? 

6. Besides  the  factors  in  the  framework designated  by  the  researcher,  are  there 

any  other  factors  affecting  the  Rajabhat university  lecturers’  development  in 

your opinion?   

7. Ask  about  each  factor  affecting  the  development  of  the  lecturers.  (Support 

from  administrators,  internal  organization  incentive,  organization 

communications, policy support from external agencies and cooperation with 

external agencies). 

8.  How  does  your  organization  allocate  the  budget  for  the  lecturers’ 

development?  

9. What is the university’s standard in human resource development? 

10. What are the problems in lecturers’ development? 

11.  What are the university’s policy and strategy of lecturer’s development?  

12. What are the university weakness or strength in lecturer’s development? 

13. How much do you think your organization achieve in lecturer’s development?  

14.  Will  the  university  implement  the  policy  for  the  contract  term  lecturer’s 

development  scholarships  for  further  education  attainment  in  the  future?  Please 

give supporting evidence. 

15. Please  talk  about  your  experience  and  give  us  comments  regarding  the 

lecturer’s development problem solutions?  

 



198 

In-depth Interview Questions for Lecturers 

 

1. Ask  the  interviewees  to  talk  about  their  biography  such  as  work  experience, 

educational background, and self-improvement.  

2. What are the factors affecting the lecturer development in your opinion? 

3. Besides  the  factors  in  the  framework designated  by  the  researcher,  are  there 

any  other  factors  affecting  the  Rajabhat university  lecturers’  development  in 

your opinion?  

4. Ask  about  each  factor  affecting  the  development  of  the  lecturers. 

(administration  support,  internal  organization  incentive,  organization 

communication,  policy  support  from  external  agencies  and  cooperation  with 

external agencies). 

5. Question issues are related lecturer development as follow: 

a. Training 

b. Further  Education  – are  you  undertaking  further  education?  Are  you 

receiving  any  scholarships  either  from  the  university  or  from  the 

external  agencies?  Do  you  have  any  ideas  about  establishing  a 

university fund for human resource development? 

c.  Academic self-development/ working on academic position 

d. Learning from working experience 

6. What  are  your  organizational  communication  patterns?  How  do  you  access 

information about lecturer development?            

7. How do the university administrators support the lecturer development?  

8. How does the university cooperate with the external agencies and how does it 

affect the lecturer’s development?  

9. What are the problems and obstructions in lecturer development? 

10. Does your university have any punishment scheme for the lecturers who show 

no evidenceof self-development?  
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