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Abstract

The purposes of this study were to investigate the work values of 70
newcomers in the area of Thai civil service employed during fiscal years 2006
to 2007 in 14 ministries and to examine the factors influencing their work
values. The original 16 work value items by Karl and Sutton (1998), with 5
additional Thai bureaucracy-related work value items, were used as measuring
instruments. We found that newcomers ranked job security as highest in
importance, followed by interesting work and full appreciation of work done.
The results of the Multivariate Analysis of Covariance (MANCOVA) revealed
that there were no significant main or interaction effects between gender, age,
educational level, academic major, household income, and number of dependents
on any of the work values. Also, as hypothesized, gender, age, household
income, and number of dependents were related to work values. Theoretical
and practical implications (i.e., psychological contract and public service
motivation) are discussed.

Keywords: work values, civil servants, newcomers, public personnel
management, Thai bureaucracy, psychological contract,

public service motivation (PSM)
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Introduction

Since the revolution in 1932, with the transition from absolute monarchy
to democracy, bureaucracy has played an important role in Thai administration
due to the vulnerability and instability of Thai politics. From 1932 to 2007 there
were nine coups and during that time 17 constitutions were promulgated, with
an average of 5 years per constitution. For every coup, the bureaucracy has
been a significant pillar of the administration. This phenomenon has been
described as the Bureaucratic Polity (Dhiravegin, 2005, 2006: Neher, 1979;
Riggs, 1964, 1966).

During the regimes of absolute monarchy, working in government service
was an ideal for Thai workers and at the time the role of civil servants was to
work for the kings. Meanwhile, the kings formulated policy, the civil servants
implemented it, and would receive rank and pension from the monarchs (Graham,
1924). In addition, civil servants were classified as the elite in the society and
seemed to be a ladder elevating the social status of Thais.

After the revolution, according to democratic values, bureaucrats should
have been an important mechanism for governments or politicians in
implementing their policy or election campaigns (Denhardt & Denhardt, 2009;
Dhiravegin, 2005), Instead, the Thai bureaucracy has played a vital role as both
policy formulator and executor due to unstable political situations (Dhiravegin,
2005; Sutton, 1962; Vinijnaiyapak, 2008).

Nowadays, Thai bureaucracy consists of a workforce of more than
1,275,350 civilians (Bureau of Position Classification and Compensation
Development, OCSC, 2007) and the expenditure budget for income payment is
461,718.6 million Baht or 27.8 percent of total disbursement (Bureau of Budget,
2008). These facts reflect the role of the bureaucracy and civil servants as an

important mechanism for the country's development.
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The objectives of this study are to investigate the work values of Thai
civil servants, particularly newcomers to bureaucracy employed during fiscal
years 2006 to 2007 in 14 ministries and to examine the personal factors
influencing those newcomers’ work values since the newcomers 1epresent the
‘new wave’ of change in bureaucracy. Also, it is expected that the empirical

findings will be beneficial in policy formulation of public personnel management.
Work Values

Definition ,

According to Rokeach (1973), values can be defined as the enduring
belief which persons or societies consider as a favorable mode of conduct or
end-state. In individual's values are comprised of several related values and are
hierarchically arranged in the value system (Kluckhon, 1951; Meglino & Ravlin,
1998; Rokeach, 1973). The first-ranked values in importance influence an
individual's behaviors (Allport, Vernon, & Lindzey, 1960; Almeida & Pinto, 2004;
Crace & Brow, 1966; Super & Sverko, 1995). A number of scholars have pointed
out that work values are associated with general values (Roe & Ester, 1999)
and are affected by one’s life values as well (Elizur & Sagie, 1999; Spence,
2003). In addition, work values have been defined as the motive drive affecting
preference of type of work and work environment (Pine & Innis, 1987; Roe &
Ester, 1999; Super & Bohn, 1970). Values, in turn, are termed as the beliefs
affecting work behaviors (Meglino & Ravlin, 1998). Moreover, some scholars
argue that work values can be reflected by job outcomes (Licata, 2007; Roe &
Ester, 1999).
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Type of Work Values

Generally, work values have been classified into two types: intrinsic
work values and extrinsic work values. The first values represent the internal
factor of work content affecting employees, such as challenging work, pleasing
work, and interesting work (Van Schuur, 1997). Intrinsic work values affect the
employee’s pride in his or her work and job involvement (Butler & Vodanovich,
1992; Maslow, 1968), including self-esteem (Deci & Ryan, 1985b; Elizur, 1984).
Conversely, extrinsic work values have been defined as the factors which are
the outcome of work or job benefits, such as salary, bonus, or other rewards
(Elizur, 1984), as well as job security (Van Schuur, 1997) and social rewards
(Simerson, 1984). Moreover, Licata (2007) has noted that both types of work
values are related to Maslow’s hierarchy of needs. On the one hand, intrinsic
work values respond to psychological states, especially the need for esteem
and the self-actualization stage. On the other hand, extrinsic work values relate

to fundamental needs, such as physiological needs or the need for safety.

Impact of Work Values

A number of academics insist that work values influence an individual's
occupational choice (Holland, 1959; Johnson, 2001; Osipow, 1973; Sagive,
2002; Super, 1957; Thorndike, Weiss, & Dawis, 1968). They have also been
considered the source of motivation in action (Roe & Ester, 1999) and work
satisfaction (Taris, Feij, & van Vianen, 2005; Waskom, 1981). In addition, work
values enable the prediction of work achievement (Atkinson, 1964; Eccles &
Wigfield, 2002; Meglino, Ravlin, & Adkins, 1991; Morrison, 1975; Wu, 1976),
length of employment, and intention to leave the job (Johnson, 2001; Taris et
al., 2006). Also, work values are associated with organizational commitment
(Johnson, 2001; Oliver, 1990; Pelled & Hill, 1997), especially intrinsic work
values (Butler & Vodanovich, 1992; Elizur, 1996; Putti, Aryee, & Liang, 1989).




100 MsdomsMASDIaMAIONSU

Work Values of Thai Civil Servants

Job Security: Is It the Strength of Thai Bureaucracy?

Karl and Sutton (1998) conducted a comparative study of work values
between public officials (N=47) and employees of private companies (N=170)
in the U.S.A. The study found that public officials paid attention mostly to
interesting work, job benefits, job security, and work environment. Nonetheless,
study in European countries, namely the Netherlands, Denmark, United Kingdom,
and Sweden, reflect that employment security is given highest priority by
government officials (Willems, Janvier, & Henderickx, 2006, p. 615).

In the case of Thai bureaucracy, even if the disbursement of bureaucrats
is not competitive in the labor market, each year a large number of people
become interested in being bureaucrats. As Preecha Watcharapai, Former Secretary
of the OCSC stated, “In 2004, the total number of applicants who favor working
in Thai bureaucracy was more than 280,000 people” (Jiamrojananon, 2007). In
addition, a report of the Center of Recruitment and Selection of the OCSC
illustrates that the total number of applicants was 238,481 in 2008 (Recruitment
and Selection Center, OCSC, 2008).

The phenomenon mentioned above is explainable with several
justifications; for example, Thai bureaucracy offers more job security than the
private sector. It is noteworthy that no matter how many times Thailand encounters
political instability and economic recession, Thai bureaucracy continues to
thrive; meanwhile the private sector is rather sensitive. Yet, there is no empirical
finding that indicates if the new generation of Thai labor is in favor of being
public officials due to job security. Thus, we pose the following research
question:
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Research Question 1. Will newcomers to Thai civil service rank job

security as most important nowadays?

Traditional Work Values of Thai Civil Servants: Myth or Reality?

Before the 1932 revolution, the monarch was the center of power, ruler,
and policy formulator, whereas the bureaucrats served the king and implemented
the monarch’s policies. In addition, divinity made the monarch’s retinue status
different from the general people (Sutton, 1962), who were designated by rank
such as Khun, Laung, Phraya, etc. (Wiruchnipawan, 2004). As a result, Thai
bureaucrats received high respect from people (Graham, 1924; Raksasataya,
1990; Sutton, 1962). Wiruchnipawan (2004) concluded that bureaucrats’ values
at the time were comprised of the values ascribed to the monarch (to serve the
monarch), the values of Phraya (praise of bureaucrats, anticipation of rank and
honor, and abuse of positions), the value of being a master of other people, and

the values of power.

However, Thailand has been transformed into a democratic regime
since 1932 and this is considered to be a step toward modemizing society
(Sutton, 1962). Nowadays, the Thai government continues to reinvent the
bureaucracy to be efficient and effective, to respond to the people, and the gain
a competitive advantage in the global arena. In doing so, it is essential to
transform the values of Thai civil servants from traditional work values to
modernized ones, for example, the creative bureaucratic values declared by the
OCSC: moral courage, integrity and responsibility, transparency and accountability,
nondiscrimination, and result orientation (Rupkumdee & Kunakornsakul, 2001).
Still, it is interesting to investigate whether the mentioned values exist in the
new generation entering government service. Thus, we pose the following

research question:
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Research Question 2: Will the traditional of Thai civil service work
values (i.e., power, high social status, and respect from people) be held by the

young people nowadays?

Factors Affecting Work Values

Age

Age is one of the factors influencing work values (Cherrington, Condie,
& England, 1979; Kovach, 1987) and it is applied as a variable for testing work
values in much research. Susman (1973), for example, discovered that older
employees placed more importance on pride in accomplishment than younger
ones. Likewise, Gruenberg (1980) found that older workers gave more importance
to intrinsic work values than extrinsic work values. Also, Kuhn (1996) indicated
that older employees worked for personal satisfaction rather than reward and
advancement and emphasized a good workplace environment (Karl & Sutton,
1998). Otherwise, past research found that money was given highest priority by
younger workers (Cherrington et al., 1979). However, according to Osborn-
Jones (2004) and Hsieh (2006), a relation between age and work values was

not found.

Gender

Past research has insisted that differences in gender account for different
work values. For instance, Ben-Shem and Avi-Itzhak (1997) revealed that females
rather underscored the work of social services whereas males concentrated on
power, money, and independence. Also, females relied on ethics more than
males. However, Osborn-Jones (2004) argued that gender was not related to

work values.
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Academic Performance

Trank, Rynes, and Bretz (2002) examined the relation between capacity
and academic achievement and their effect upon workplace selection. The
results showed that graduates with high academic achievement were fond of
challenging and interesting work. In the meantime, Johnson (2001) discovered
that employees that had high academic achievement placed more importance
on achievement and power-related rewards than employee with lower academic
achievement. Moreover, a study of Henley Management College in 2000 revealed
that 476 talented workers that had graduated at a high level from college
considered self-fulfillment as most important, followed by a sense of

accomplishment and fun and enjoyment of life. (Osborm-Jones, 2004).

Academic Major

Previous studies found that workers with various academic backgrounds
hold work values variously (Rosenberg, 1957). To illustrate, students studying
commerce, hotel management, and finance focused on economic return most
(Rosenberg, 1957; Super & Bohn, 1970). However, students in the fields of
social science, social welfare, premedical study, and education were attracted
most by work concerned with assisting other people (Rosenberg, 1957; Super &
Bohn, 1970). On the other hand, students in the areas of engineering, natural
science, and agriculture paid attention to work helping other people least
(Rosenberg, 1957).

Economic and Social Factors

Center (1948) and Peter and Hansen (1966) discovered that employees
from lower economic and social classes emphasized job security and economic




104 mMsdoMmsmAsSianmnioNsu

return most. Further, Karl and Sutton (1998) found that those with greater household |
incomes gave more consideration to ethical and honest management than
those with lower incomes. Furthermore, workers that had to look after a number
of dependents considered job security and interesting work most. In the same
way, Yuprasert (1976) pointed out the relation between social and economic

status and work values in a sampling of first year students in Thailand.

Other Factors

Hartung, Leong, Grotti, Goh, and Gaylor (1998) discovered only children
were more attracted by extrinsic and intrinsic rewards than the eldest child or
lateral child. In terms of settlement factor, Elder and Conger’s (2000) study
revealed that employees from rural communities exhibited altruism and focused
on job security more than employees from urban communities. Additionally,
Johnson (2002) showed that those that had faith in religion tended to concentrate
more on unselfishness and job security.

Nevertheless, most studies concerning the factors affecting work values
have been conducted outside Thailand. Some of the studies’ findings revealed
contrasts perhaps due to variations in sampling, contexts, and period of time.
This study examines how differences in personal factors impact Thai civil
service newcomers work values and the factors that affect these work values.
We therefore hypothesize the following:

Hypothesis 1: There will be no differences in work values in terms of
age, gender, educational level, academic major, household income, or number
of dependents among newcomers to Thai bureaucracy.

Hypothesis 2: The work values of newcomers to Thai civil service can
be predicted by gender, age, educational level, academic major, household

income, and number of dependents.
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Method

Sample and Procedure

The sample for this study comprised 105 new civil servants appointed
during fiscal years 2006 to 2007 in 14 ministries. Data were collected via a
questionnaire sent by e-mail to the new civil servants. Seventy respondents
completed the questionnaire (67% response rate). Of the respondents, 37 were
female and 33 were male, with a mean age of 28.63 years (SD = 3.04 years).
Thirty-nine percent of the respondents were employed in the position of C3 and
61% in C4. They were working during the organizational entry phase, with an
average of 7.74 months of work experience (SD = 1.94). Twenty-seven respondents
held a bachelor's degree, while 43 respondents graduated with a master’s
degree. Of those respondents with academic majors that had studied in college
or university, 3b were from the disciplines of the social sciences and 35 were
from the sciences/health sciences. The total household income ranged from
50,000 to 3,000,000 Baht, while the average number of dependents was .56 (SD
= 97).

Instrument

The questionnaire consisted of the original 16 work value items by Karl
and Sutton (1998) (e.g., interesting work, good wages, job security, ethical, and
honest management, etc.). With regard to the Thai context, however, we introduced
five more aspects of values in this study: three aspects of traditional work
values of Thai civil servants (respect from people, power, and high social
status) and two aspects of creative bureaucratic values of the OCSC (moral
courage and integrity and responsibility) (Rupkumdee & Kunakornsakul, 2001).
These five additional aspects of work values were examined for content validity

by 3 panels on psychology, public administration, and public personnel
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management. Using the Index of Item-Objective Congruence (IOC), the values
found ranged from .67 to 1, indicating that all added values were appropriate for
this study (Rovinelli & Hambleton, 1977).

To summarize, the work values in this study consisted of 21 values: (1)
Job security, (2) Interesting work, (3) Full appreciation of work done, (4) Promotion
and growth in company/organization, (5) Feeling “in” on things, (6) Good working
conditions, (7) Sympathetic help on personal problems, (8) Good wages, (9)
Ethical and honest management, (10) Integrity and responsibility, (11) Moral
courage, (12) Personal loyalty to workers, (13) Job training, (14) Tactful disciplining,
(15) Flexible work schedule, (16) Company benefits, (17) High social status,
(18) Respect from people, (19) Amount of travel involved in job, (20) Commute
time to and from work, and (21) Power.

Measures

As noted earlier, individuals’ values are comprised of various values in
the value system. Each value can be arranged hierarchically and is related to
others (Kluckhon, 1951; Meglino & Ravlin, 1998: Rokeach, 1973) and is the
primacy influence on the individual's behavior (Allport et al., 1960; Almeida &
Pinto, 2004; Crace & Brow, 1966; Super & Sverko, 1995). Hence, the ipsative
measurement methodology was applied. The forced choice format was employed
to ask respondents to rank the order of the values set (e.g., job security, good
wages, power, etc.) (Baron, 1996; Meglino & Ravlin, 1998, p. 359). A large
number of academics, such as Allport et al. (1960), Cable and Judge (1997),
Chatman (1991), and Meglino, Ravlin, and Adkins (1989) have used this
technique in their study; they particularly believed that this method fit the
nature of values (Meglino & Ravlin, 1998).
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Analyses

Respondents were asked to rank 21 values ranging from 1 (the most
important) to 21 (the least important) and the results were organized by mean
rarikings in order to answer research questions 1 and 2. For hypothesis 1, we
conducted a 3-way Multivariate Analysis of Covariance (MANCOVA) to examine
the differences in work values between gender, educational level, academic
major, age, household income, and number of dependents. Last, we performed a
multiple regression analysis to examine the hypothesis 2; how gender, age,
household income, and number of dependents affected the work values of new
public officials. |

Results

Table 1 illustrates the means (M), standard deviations (SD), and
intercorrelations among variables. Thus, the problem of multicollinearity was
not found in the study. Note that we controlled for gender (0 = male, 1 =
female), position (0 = C3, 1 = C4), educational level (0 = bachelor's degree, 1 =
master’s degree), and academic major (0 = sciences/health sciences, 1 = social
sciences). The results of the mean rankings comparison (see Table 2) revealed
that all new civil servants valued Job Security highly (M = 3.90, SD = 3.91).
Likewise, newcomers classified by gender (Mmale = 3.91, SD = 3.97; Mfemale
= 3.89, SD = 3.82), educational level (Mbachelor's = 3.63, SD = 3.66; Mmaster's
= 407, SD = 4.24), academic major (Msciences = 3.74, SD = 3.46; Msocial
sciences = 4.06, SD = 4.47), household income (Mbelow B250,000 = 3.03, SD =
3.12; MmB250,001-500,000 = 4.74, SD = 4.51; Mabove B500,001 = 461, SD =
4.63), and number of dependents (Mnone = 3.67, SD = 3.94; Msome = 4.43, SD
= 4.08) placed Job Security as the first priority, followed by interesting work
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and full appreciation of work done (excepted female respondents with household
income less than 250,000 Baht and those that looked after dependents gave
importance to full appreciation of work done in second place and interesting
work third place). Therefore, research question 1 was supported.

In terms of considering the comparison of mean rankings of traditional
work values (respect from people, power, and high social status), Table 2 shows
that newcomers least emphasized traditional work values, particularly power,
which was considered least important. Thus, the research question 2 was

rejected.
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{1/3)
Table 1: Means, Standard Deviations, and Intercorrelations among Study Variables

Variable M SD 1 2 3 4 5 6 7 8
1. Gender (0 = Male, 1 = Female) 5 5
2. Age 28 30 002
3. Position {0 = C3, 1 = C4) H L 0% 006
4. Educational level 6l 9 019 015 086*
{0 = Bachelor's degree,
1 = Master's degree)
5. Academic major 0] 20 00 014 03 02
(0 = Sciences/health sciences,
1 = Social sciences)
6. Household income 846657 4636371 QM4 0 02 08 0@
7. Number of dependents % 9 004 08 00 012 01 08
8. Job security 390 39 00 0B o0 0k 004 019 0¢4
9. Interesting work H%4 4% 006 0% 006 04 006 016 0B 0l
10.  Full appreciation of work done h24 K101 007 07 016 007 019 O 0B
11.  Promotion and growth 687 4% 020 013 o0 0 0B 024 QoM 02
in company/organization
12.  Feeling “In” on things 707 6l 013 08 019 02 015 04 0B 0¥
13.  Good working conditions 811 40 024 03~ Q1 017 L1383 018 012 02D
14.  Sympathetic help on personal problems 817 4B 02 Q26 03 026 019 012 0B 018
15.  Good wages 87 bt 02 08 o001 0B 019 o0 O 0X
16.  Ethical and honest management 966 408 030* 0w om0 02 020 L2 0%
17.  Integrity and responsibility an 677 08 04 u 00 09 02 06 05
18. Moral courage 1009 641 0® 006 0o 0¥ 008 0m 01 L%
19.  Personal loyalty to workers 1nH K1: V)| Q1 016 012 06 03r 2 ou
20.  Job training 24 Mmoo 00t Q1 012 o0 Q11 00 O®
21.  Tactful disciplining 125 3w 010 010 oM 006 QW 08B 017 O0F
22.  Flexible work schedule 139 31 0 001 oz 02 00 08 0@ 02
23.  Company benefits 1493 4@ 009 01 oo 0@ 06 001 019 015
24.  High social status 1498 5% 0 Q10 o0 01 o 0B 02 02
25, Respect from people 1600 50 002 003 02 019 0w 001 017 02
26.  Amount of travel involved in job 1613 4% 00 912 41 02 010 014 L8 02
27.  Commute time to and from work 1628 4% 018 0w 0B ¢ 006 024 007 01
28.  Power 1887 2% 00 00 01 00 O 012 0@ 018
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(2/3)
Table 1: Means, Standard Deviations, and Intercorrelations among Study Variables

Variable 9 10 11 12 13 14 15 16 17 18

1. Gender {0 = Male, 1 = Femnale)
Age
Position {0 = C3, 1 = C4)

Educational level

> o N

{0 = Bachelor's degree,
1 = Master's degree)
5. Academic major
{0 = Sciences/health sciences,

1 = Social sciences)

6. Household income

7. Number of dependents

8. Job security

9. Interesting work

10.  Full appreciation of work done 047

11.  Promotion and growth 0o 008

in company/organization

12, Feeling “in” on things 042 049 08

13.  Good working conditions 010 06 024 015

14.  Sympathetic help on personal problems 020 Q17 018 018 060

15.  Good wages 019 0z¢ 0% 06 0B OB

16.  Ethical and honest management 012 {17 Q2 0@ 012 08 L1

17.  Integrity and responsibility 010 Q4 Q40 0260 06 NV K Tl V.

18. Moral courage S D26* 010 006 006 0 D49 0210 0%

19.  Personal loyalty to workers 008 g3 06 0B 0B 003 m 02 L3 00
20, Job training 008 4B 02 Q1B 0 02 417 02 05 02
21, Tactful disciplining 006 014 016 00 4B OB B OB OB 08
22.  Flexible work schedule on Q10 010 0% 08 0o OB 018 D14 016 J
23, Company benefits 0 40 032 424+ 010 0B 037 019 Q42 OH™
24.  High social status 03 03 48 0xR* 083 011 D49 0100 03 0z
25.  Respect from people Q3 Q4 41 42 L2 41’ 05 13 0 042+

26.  Amount of travel involved in job 03~ 08 012 D8 008 95 42 012 006
27.  Commute time to and from work 024%  Qxr 00 03* o011 1 01 0m e’ L
28.  Power 006 0% 02 010 Q4 04 0 O L2 0%
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(3/3)
Table 1: Means, Standard Deviations, and Intercorrelations among Study Variables

Variable 19 20 21 22 23 24 25 26 27 28

Gender {0 = Male, 1 = Female)
Age
Position (0 = C3, 1 = C4)

Educational level

LA e

{0 = Bachelor's degree,
1 = Master's degres)
5. Academic major
{0 = Sciences/health sciences,
1 = Social sciences)
Household income
Nurmnber of dependents

Job security

© ® N o

Interesting work
10, Full appreciation of work done
11.  Promotion and growth
in company/organization
12, Feeling “in” on things
13, Good working conditions
14,  Sympathetic help on personal problems
15,  Good wages
16.  EKthical and honest management
17.  Integrity and responsibility
18.  Moral courage
19.  Personal loyalty to workers

20, Job training 012

21.  Tacthul disciplining 0 019

22.  Flexible work schedule 413 02 0

23.  Company benefits 006 44 013 012

24 High social status 4 014 012 o1 0

25, Respect from peaple 012 02 48 OB 013 o

26.  Amount of travel involved injob 029" 021 01 001 066 018 014
27.  Commute time to and from work 028+ 027 017 002 037 011 Q18 010
28.  Power o1 L8 0 0 0@ 07 4B o0k On

Note. N=70. *p< 05 *p<.0L




Table 2. Mean Rankings and Standard Deviations for All 21 Work Values of Thai Civil Service Newcomers and a
Comparison of Ranking between Position, Gender, Educational Level, Academic Major, Household Income,

48}

i

and Number of Dependents
Thai eivil service Position Gender Educational level
neweomers c3 C4 Male Female Bachelor’s degree Mauster’s degree
(N="710) (W=32) {NV=238) (W =33} (N=37) (N=27) (N=43)
Work values M SD  Rank M SD  Rank M S0 Rank M SD  Rank M $D  Rank M SD  Rank M $D Rank
Job secarity 390 397 1 372 385 1 405 4.12 1 391 419 1 389 382 1 363 356 1 4.07 424 1
Interesting work 504 436 2 478 439 2 526 437 2 479 439 2 527 437 3 430 376 2 551 467 2
Full appreciation of work done 524 308 3 500 329 3 545 292 3 530 327 3 549 234 2 463 165 3 563 330 3
Promotion and growth in company/organization 687 452 4 691 428 & 684 478 4 591 383 4 773 496 7 704 445 5 677 462 4
Fecling "in" on things 707 36! 5 634 302 4 768 397 7 758 407 5 662 313 4 600 260 4 774 400 7
Good working conditions 811 420 6 888 474 7 747 3.64 6 515 459 7 719 364 5 9.00 514 7 756 345 6
Sympathetic help on personal problems 817  4.03 7 916 424 8 734 369 5 921 430 8 724 377 6 948 434 8 735 362 5§
Good wages 879 565 8 875 571 6 882 568 8 867 624 6 889 515 9 900 3% 6 865 552 8
Ethical and honest management 966 403 9 10.06 383 11 932 421 9 1091 392 11 854 384 8 10,00 357 11 944 432 9
Integrity and responsibility 971 677 18 997 690 10 930 675 10 994 708 9 951 658 10 978 685 9§ 967 680 10
Moral courage 1009 541 11 991 521 9 1024 564 11 10.24 518 10 995 568 11 9.81 503 10 10.26 569 11
Personal loyalty to workers 1194 384 12 11.28 366 12 1250 3.9 13 1197 454 13 1192 316 12 1137 3719 12 1230 388 13
Job training 1247 371 13 13.09 335 14 1195 395 12 1167 385 12 13.19 348 14 13.04 324 14 1212 397 12
Tactfui disciplining 1254 390 14 1238 418 13 1268 369 14 1212 423 14 1292 359 13 1226 417 13 1272 376 14
Flexible work schedule 1399 3714 15 13.72 397 15 1421 357 18 1367 433 15 1427 315 15 1389 4.00 15 1405 361 15
Company benefits 1493 402 16 1491 429 18 1495 383 16 1455 428 16 1827 38 17 1507 421 18 (484 394 16
High social status 1493 531 17 14.19 566 16 1555 500 18 1470 517 17 15.14 550 16 13.96 559 16 {553 511 19
Respeet from people 1600 505 18 1478 568 17 17.03 425 28 1588 460 19 1611 548 19 1478 559 17 1677 458 20
Amount of travel involved in job 1613 4356 19 1669 435 19 1566 473 19 1636 476 2 1592 442 18 1730 392 19 1540 481 18
Commute time to and from work 1626 476 20 17.44 413 20 i5.26 508 17 1536 490 18 1705 455 20 1770 348 20 1535 525 17
Power 1887 292 21 1838 332 2 1929 250 21 1891 288 2 18.84 300 21 18.15 349 21 1933 243 21

Note. Respondents were asked to rank the order of all 21 work values (1 = most important; 21 = least important)
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Table 2 : (Continued)

Academic major Household income {per year) Number of dependents

Sciences Social sciences below 8250,000 8250,001-500,000 above 8500,001 None Some
(N =35} (V=35 (N=33) (N=19) (N=18) (N =49) (V=21)
Work values M SO Rank M S0 Rank M SD  Rank M S0 Rank M S0 Rank M SD Rank M §D  Rank
Job security 374 346 1 406 447 | 303 312 1 474 451 1 461 463 1 3.67 394 1 443 408 1
Interesting work 480 434 2 529 442 2 491 439 3 521 500 2 511 377 2 486 433 2 548 449 3
Full appreciation of work done 503 261 3 546 352 3 445 266 2 568 367 3 622 292 3 5.16 29 3 543 353 2
Promotion and growth in company/organization 674 484 5§ 700 425 4 579 352 4 7.16 511 4 8.56 5.16 8 7.10 472 5 6.33 4.09 4
Feeling “in" on things 654 329 4 760 387 7 600 278 5 811 415 5 794 398 6 671 341 4 790 400 5
Good working conditions 866 462 6 757 373 6 812 335 7 932 316 8 683 582 4 8.04 444 7 829 3.68 8
Sympathetic help on personal problems 891 437 8 743 355 3 736 313 s 10.26 3.14 10 744 549 8 763 397 & 943 319% 10
Good wages 986 58 10 771 528 8 867 5.6l 8 905 630 7 872 531 9 9.04 583 8 819 528 7
Ethical and honest management 871 428 7 1060 357 11 1021 350 10 B.84  4.61 6 9.50 436 10 1033 400 1 810 374 6
[ntegrity and responsibility 911 626 9 1031 7.28 10 1033 640 11 1032 726 9 794 698 6 1002 639 10 9.00 729 9
Moral courage 1054 496 11 963 587 9 939 462 9 10.37 6.60 11 1.06 553 11 973 5313 9 1090 6,07 11
Personal loyalty to workers 11.74 420 12 i2.14 350 12 1103 267 12 1095 434 12 14.67 400 15 1192 375 12 1200 415 12
Job training 1243 378 13 1251 369 14 1285 339 14 1263 393 13 1161 409 12 1245 376 14 12.52 368 13
Tactful disciplining 1289 448 14 1220 324 13 1233 329 13 1321 439 14 12.22 426 13 11.94 357 13 1395 433 16
Flexible work schedule 14.00 387 18 13.97 366 15 1500 192 18 13.58 473 15 1256 467 14 1386 336 15 1420 458 17
Company benefits M7 427 16 15.14 3.80 17 1558 338 17 13.68 423 16 15.06 475 16 1537 394 16 13.90 412 15
High social status 1486 517 17 1500 553 16 1552 505 18 13774 6.67 17 15.11 414 17 15.53 484 17 13.52 6.19 14
Respect from people 1583 501 19 16.17 515 19 16.85 440 18 14.63 690 19 15.89 361 20 1661 447 20 1457 607 18
Amount of travel involved in job 1569 463 18 16.57 451 20 17.18 393 19 1521 505 20 1517 490 18 1629 448 19 1576 483 19
Commute time to and from work 1651 443 20 1600 513 16 18.15 400 20 13.89 527 18 1528 428 19 1608 504 18 1667 4.14 20
Power 19.03 295 21 1871 293 21 1833 290 21 1926 3.07 21 1944 277 2 1863 291 21 1943 294 21

Note.  Respondents were asked to rank the order of all 21 work values (1 = most important; 21 = least important). Household income was categorized into
3 groups (below B250,000, B250,000-500,000, and above 1B500,000). Number of dependent was categorized into 2 groups (none = number of dependents =
0, some = number of dependents > 1).
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Hypothesis 1, we conducted a 3-way Multivariate Analysis of Covariance
(MANCOVA) to examine the differences in 21 work values between gender,
educational level, academic major, age, household income, and number of
dependents.

We tested this hypothesis with the MANCOVA for the following reasons.
First, with respect to the nature of individual values, which are comprised of
several related values and are hierarchically arranged in the value system
(Kluckhon, 1951; Meglino & Ravlin, 1998; Rokeach, 1973), these correspond
with the basic assumption of MANCOVA, which provides comparisons of
group differences on a set of related dependent variables (Hair, Black, Babin, &
Anderson, 2010; Huberty & Morris, 1989). Thus, we determined the set of 21
work values as dependent variables. Second, the MANCOVA analysis allows
the researcher to use the set of nonmetric variables as the independent variable
and also provides a block for metric variables or so-called covariates as the
control variables (Hair et al., 2010; Huberty & Morris, 1989). In this study,
gender, level of education, and academic major were used as independent
variables; and age, household income, and number of dependents were used as
covariates. Third, this sort of analysis reduces the problem of Type [ error from
analyzing the variance of univariate several times (Hair et al., 2010; Huberty &
Morris, 1989).

The result of Bartlett's Test of Sphericity had a statistical significance
of (12(230, N =70) = 726.08, p < .001), indicating that the 21 work values were
related to each other and corresponded with the theory of the nature of values
and the basic requirement of the MANCOVA.
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Table 3: Multivariate Analysis of Covariance (MANCOVA) for Work Values

Effect Wilks® A F df  Ercordf Puwalue Putidd 1B
Age 85 1.01 21 39 47 .35 .60
Housenhold income .70 78 21 3 72 30 46
Number of dependents 57 1.43 21 3¢ 17 43 79
Gender (G) 67 93 21 39 56 .33 65
Educational level (£} 62 1.12 21 38 37 .38 66
Academic fnajor {A) .68 87 21 39 82 .32 52
GXE 81 43 21 39 .28 19 .24
GXA 65 1.00. 21 39 48 .38 58

Note.  N=170. Bartlett’s Test of Sphericity, y* (230, N = 70) = 726.08, p < .001

The results of the MANCOVA (Table 3) revealed no significant main effects
for age, Wilks' A = 65, F (21, 70) = 1.01, ns., household income, Wilks’ A=170,F @21,
70) = .79, ns., number of dependents, Wilks’ A = 57, F (21, 70) = 1.43, ns., gender,
Wilks’ A= 67, F (21, 70) = 93, ns., educational level, Wilks’ A = 62, F (21, 70) = 1.12,
ns., or academic major, Wilks 'A = 68, F (21, 70) = .87, ns. Once again, the interaction
effects did not reach standard levels of significance for GenderXEducational Level,
Wilks’ A = 81, F (21, 70) = 43, 1s., Gender X Academic Major, Wilks’ A= 65, F (21,
70) = 1.00, ns., Educational Level X Academic Major, Wilks’ A = 71, F(21,70) = 77,
ns., or GenderX Educational Level X Academic Major, Wilks’ A= 76, F (21, 70) = .58,
ns. Therefore, hypothesis 1 was supported.

Hypothesis 2 was tested via multiple regression analysis. Table 4 displays
the results of this analysis. Gender was negatively associated with good working
conditions (B = -24, p < .05), sympathetic help on personal problems (B =-26,p<
.05), and ethical and honest management (B =-.30, p < .01). That is, female newcomers
placed greater value on good working conditions, sympathetic help on personal problems,

and ethical and honest management than male newcomers.
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Age related significantly and negatively to both good working conditions
(B =-.37, p <.001) and sympathetic help on personal problems (f =-.27, p <.05).
That is, older newcomers ranked good working conditions and sympathetic
help on personal problems higher in importance than younger newcomers.

Household income had negative, significant effects on ethical and
honest management (B = -.26, p < .05), integrity and responsibility ( =-.24, p <
.05), and commute time to and from work (B = -.24, p < .05). In other words,
newcomers with greater household incomes placed ethical and honest
management, integrity and responsibility, and commute time to and from work
higher in importance than newcomers with lower household incomes. Contrary
to expectation, household income had significant positive effects on personal
loyalty to workers (B = .33, p < .01), indicating that newcomers with greater
household incomes rated personal loyalty to workers lower in importance than
newcomers with lower household incomes.

Number of dependents related negatively to both ethical and honest
management (B = -.23, p < .05) and high social status (B = -.27, p < .05), but
positively related to sympathetic help on personal problems (B = .27, p < .05).
These results suggested that new civil servants with a greater number of
dependents valued ethical and honest management and high social status
higher in importance than new civil servants with fewer dependents, whereas
newcomers with a greater number of dependents valued sympathetic help on
personal problems lower in importance than newcomers with fewer dependents.

Thus, Hypothesis 2 was supported.




Table 4 : Results of Multiple Regression Analysis Predicting Work Values

Criterion variable
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- 24+
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11
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.06
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.05

-.01 21
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.00
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Gender (Male =0, Female = 1)

Age

04
04
16

18
-.24%
01

143

15
-.26%
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.09

22
14
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24
-.03

20
-.01

21

Household income

27*
4.18**
20

14
4 97+
23

07
.76
04

Number of dependents

13 48
.00 19 08 02
-.0b 14 02  -03

2.06 72
11 04
05 -.01 18 15

77
04
-.01

1.56
09
09

-.01

Adjusted R’

F
F




Table 4 : ( Continued )

Criterion variable
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Predictor A S = F, O s = g g 08 A,
Gender (Male =0, Female = 1) 01 20 10 08 10 06 03 -.05 17 -.01
Age -16 03 -12 02 13 -.09 -0 -.09 10 08
Household income 33 -1 .08 -.08 -.05 06 =01 -13 -.24* A1
Number of dependents 03 -.02 18 01 -21 -27* -17 -.03 03 -.01
F 2.07 .94 .95 20 1.10 1.62 51 5b 1.73 36
Jod 11 .05 05 01 06 09 03 03 .09 02
Adjusted R 05 00 00  -04 .00 03 -02 - 04 -03

Note. N = 70. The numbers in the table (except those in rows marked F, R, and Adjusted R’) are standardized

regression coefficients (b). * p < .05.

*p< .0l

% p < 001
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Discussion

The purposes of this study were to explore the work values of new civil
servants appointed during fiscal years 2006 to 2007 in 14 ministries and to
examine the personal factors influencing those newcomers’ work values. As we
predicted, this study suggested that newcomers underline job security the most.
These results correspond with the study of European government officials of
Willems et al. (2006). Nevertheless, it is in contrast with the study of Karl and
Sutton (1998), which found that public servants in the U.S.A. emphasized
interesting work most. The results can possibly be explained by the fact that
Thailand at present is encountering both economic and political obstacles-
political instability, soaring prices of oil, a decreasing index of economic
confidence, lower foreign investment, and a slowdown and removal of its
investment base (IMD World Competitiveness Yearbook, 2009). For this reason,
it is understandable why Thai workers are searching for job security, including
working in a stable workplace as, for example, public agents. However, the
results of this study is unlike to survey results of Holmes and Tangtongtavy
(1995, 2003), which indicated that Thai workers emphasized primarily “money.”
It can be noted that Holmes and Tangtongtavy's samplings were from diverse
occupations, not stipulated government officials.

One remarkable point is that the newcomers concentrated mainly on
interesting work and full appreciation of work done (the second and third
ranking). Theoretically, both values are intrinsic work values associated directly
with the nature of work. The respondents were aged between 16-34 years and
were identified as Young Workers (Dychtwald, Erickson, & Morison, 2006), or
so-called millenials, with the characteristics of loving freedom of thinking and
making decisions (Reece & Brandt, 2006). Young workers or millenials possess
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a good educational background and are high-technology skilled, e.g., skilled in
the use of computers, the cell phone, and the internet (Dychtwald et al., 2006).
They are quick learners, inventive, and easily accommodate circumstances
(Dychtwald et al., 2006). They also have various alternatives in their lives; thus
they are not pressured much to make choices between living and working
(Dychtwald et al., 2006). Correspondingly, these attributes affect their thought
about work i.e., they focus on interesting work predominately. The findings of
this study correspond with study of Henley Management College, which
investigated talented managers and reported that these groups of people are
captivated most by self-fulfilment (Osborn-Jones, 2004). We believe that the
results of this study represent a good signal for Thai bureaucracy because the
newcomers step into the bureaucrat system as a result of their understanding
and appreciation for the nature of bureaucracy. Additionally, their value of
achievement and enthusiasm regarding work is the driving force in developing
bureaucracy to a high performance organization (HPO).

Alas, this study was not able to explain how differences in personal
factors impacted the newcomers' distinction of work values. Yet, multiple
regression analysis indicated that gender, age, household income, and number
of dependents influenced the value of being a government official. Interestingly,
female bureaucrats emphasized ethical and honest management more than the
male officials, thus conforming to the study of Hill and Rojewski (1999), which
found that females were stricter on ethics. Moreover, our study shows that older
bureaucrats highlight good working conditions, which corresponds with the
study of Karl and Sutton (1998). In terms of economic factors and household
income, new public servants with greater household incomes underscored ethical
and honest management more than those with a lower income, which is
analogous with the findings of Karl and Sutton (1998). One notable finding was
that female bureaucrats and older ones valued good working conditions more
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than male government officials and younger ones. Indeed, new public servants
that are responsible for a number of dependents stressed high social status and
ethical and honest management.

Implications

Prior to this study, Putti et al. (1989) revealed that intrinsic work values
correlated significantly with organizational commitment rather than extrinsic
work values (e.g., disbursement and benefits provided by the organization).
Likewise, Elizur (1996) found that an interesting and challenging job, and
achievement intention, correlated significantly with organizational commitment.

Once again, our results indicate that newcomers focus mainly on
intrinsic work values (i.e., interesting work and full appreciation of work done).
Consequently, public sector managers should seek appropriate ways to meet
their work values; for instance, job enrichment, job enlargement, or self-managed
teams (Karl & Sutton, 1998, p. 3562). Undoubtedly, when the newcomers’ values
are responded to, organizational commitment will be extended.

Another point is that a psychological contract approach should be
proposed as an instrument to promote the work values of newcomers. A
psychological contract can be defined as an unwritten contract that refers to
the exchangeable relationship between employees and employers/organizations
(Argyris, 1960; Calo, 2006; Kotter, 1973; Levinson, Price, Munden, & Solley,
1962; Rousseau, 1989; Schein, 1965). The application of such a psychological
contract is expected to enhance understanding between newcomers and
employers/organizations. To demonstrate, public executives should realize that
newcomers need job security; meanwhile, workers should recognize that they
are supposed to hard work and be loyal. Insofar as both learn from each others’

expectations and react to one another properly, the level of perceived
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organizational support (POS), trust, commitment, and citizenship behavior will
be high (Calo, 2006; Coyle-Shapiro, 2002; Coyle-Shapiro & Conway, 2005;
Coyle-Shapiro & Kessler, 2003; Coyle-Shapiro & Neuman, 2004; Larwood, Wright,
Desrochers, & Dahir, 1998).

Ultimately, the principal mission of a bureaucracy is to serve the
people; therefore, public officials should have the impulse of public service
motivation, personal satisfaction to respond to the fundamental philosophy of
the institution or public agents (Perry & Wise, 1990). The study of Wright and
Pandey (2008) pointed out that those values which public servants count on
play the role of mediator between public service motivation and job satisfaction.
In other words, if civil servants exhibit motivation for public service at a high
level, including value congruence with public agents, their performance
satisfaction will ensue. In conclusion, in order to fulfill the commitment to serve
the nation and people effectively and efficiently, it is the responsibility of every
single concerned agent to seek out ways to harmonize bureaucrats’ values with
the organizational mission.

Limitations and Future Directions

Our study has at least four limitations that should be addressed. First,
the social desirability bias, a tendency of respondents to present themselves in
a way that makes them look positive with regard to norms and standards
(Ganster, Hennessey, & Luthans, 1983), should be considered, especially when
respondents are asked to report on values that may be incongruent with social
desirability (e.g., power, respect from people, and high social status). A future
normative technique may help address this issue because it permits the researcher
to develop a set of items or statements describing values (e.g., “A person
should strive to be successful at his or her job.”) and asks respondents to rate

them (Meglino & Ravlin, 1998). As a result, the researcher could embrace some
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items which might be discordant with social norms (e.g., “A person should
strive to hold a high-ranking government position in order to gain a lot of
benefits or, Having a high-ranking government position will make your life
easier’) and that provide respondents with an opportunity to rate the extent to
which these values are favored instead of directly ranking a set of values, as
with the ipsative method employed in this study. Such a technique may help
the researcher to gain more accurate information about an individual's work
values and scores derived from a rating system that can be analyzed by more
sophisticated statistical techniques as well (cf. Baron, 1996; Hicks, 1970; Karl &
Sutton, 1998, p. 525, Meglino & Ravlin, 1998, pp. 359-360).* Next, our study
involved cross-sectional data; consequently, the results can be applied only to a
certain period of time. Future research may apply a longitudinal study to
examine the transformation of newcomers' values and attitudes over time.
Another limitation of this study is that we include only two-fifth aspects of the
creative bureaucratic values. Research in the future might incorporate all five
creative bureaucratic values and explore their existence and the extent to
which they are endorsed by civil servants. Finally, the results of this study are
based on quantitative techniques, and future research may employ the qualitative
method to acquire in-depth data in order to make the research more

comprehensive.

This differs from Meglino and Ravlin's (1998, pp. 360-361) work, which addressed the idea that
the ipsative methods could minimize social desirability effects in measuring work values when
compared with the normative methods. The authors, however, believe that in order to gain more
accurate information about the work values that are rooted in Thai bureaucracy ( and also the
Thai culture), such as power, respect from people, and high social status, but which seem to be
adversative in relation to present social standard discourse, the normative technique may be a
way to extract their existence.
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In the future, other samplings should be selected, such as bureaucrats
of ages, civil servants of the High Performance and Potential System (HiPPS),
government scholarship students, etc. Alternatively, comparative study should
be employed to examine the work of the sampled groups, for instance, comparing
the staff in the public and private sectors or comparing executives and
subordinates. Of course, the factors affecting work values could be investigated
as well.

Last, in order to enhance our understanding of civil servants’ attitudes
and behaviors, the relations between the values of being a bureaucrat, the
psychological contract, and public service motivation should be explored.

In a nutshell, we expect that understanding the work values that
newcomers possess may be the key meeting the needs of the newcomers to
Thai bureaucracy. These empirical findings would be beneficial in policy

formulation for public personnel management.
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