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ABSTRACT

The Comparative Study of the Human Resource Management Schemes between
National Astronomical Research Institute of Thailand (Public Organization): NARIT and
Highland Research and Development Institute (Public Organization): HRDI in the fiscal years of
2011 to 2012 aims to meticulously analyze the human resource management schemes of both
institutes whether they serve the purpose of their institutional establishments and to study the
factors that affect their human resource management schemes.

The study employs Qualitative Research Methodology to analyze the data collected
through 15 in-depth case-study-based interviews and via documents of rules, regulations and
mandatories in relation to human resource management of both institutes. The analyzed findings
of the research are displayed below;

1. Human Resource Action Plans: Long-term plans have been implemented by both
institutes and in compliance with their development or strategic plans. Short-term plans — Annual
action plans are also tailored and revised in order to suit the ever-changing working environment.

2. Recruitment Processes: The Recruitment Processes of both institutes are stipulated

by the manpower headcounts, which are set and revised with the approval of their executive



boards. Such processes are identically derived into 2 categories; internal recruitment and external
recruitment. Directors of both institutes are recruited exclusively, employing different selection
process from the rest of other officers and employees.

3. Development Programs and Trainings: Both institutes are engaged to manpower
development programs and trainings. As can be seen in their human resource management
policies, a wide range of such programs and trainings are conducted domestically and
internationally. Moreover, these aforementioned programs and trainings are also subsidized by
their governed ministries to ensure sufficient funds are rendered.

4. Incentives and Remuneration Packages: According to the Royal Decree of the
Establishment of Public Organizations BE 2542; Both institutes, by law, are obliged to dispense
incentives and remuneration packages to their directors, officers and employees not less than what
is stipulated in the Labor Protection Act, Social Security Act and Compensation Act.

5. Affecting Factors on Human Resource Management Schemes: According to the
research, the affecting factors on Human Resource Management Schemes fall into 2 categories;
1) internal factors play a dominant and direct role in the so-mentioned schemes such as the
efficiency on human resource management of both institutes, competency management
implementations, policies on human resource management as prime organizational priority,
flexibility and adaptability of both institutes to the changing environment of the human resource
management and lack of efficient internal communication integration; 2) external factors which
have an indirect impact on the schemes are dedicated to the following attributes; unemployment
rate, number of new graduates, organizational image, office location, and change of new
organizational management.

The researcher proposes the following recommendations to improve the existing human
resource management schemes including; human resource management planning by all
stakeholders, minimization of procedures and processes, internal awareness enhancement and
knowledge disseminations, benefits after retirement, constant analysis on updated internal and
external affecting factors on human resource management, positive attitude towards a red-tape-
free working environment and compliance and conformity towards authentic public organization

management atmosphere.



