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Abstract

This study investigated conditions and problems in personnel
administration of Maejo Institute of Agricultural Technology with
respect to personnel recruitment, personnel development, personnel
maintenance and personnel dismissal. The population under study
consisted of 149 lecturers, 41 teaching assistants, and 88 administra-
tive personnel. Thirty executives, selected by purposive sampling,
were interviewed. The collected data were analyzed through the
application of percentage and then presented in tabular form to
support descriptions.

The results revealed that in personnel recruitment, the Institute
as well as the departments carried out manpower planning, search of
personnel, and job advertisements. In personnel selection, qualifica-
tions, abilities, and experience were considered; personnel selection
committees were appointed but the patronage system was still practised.

Selection methods included written examination and interview. New




coming personnel were advised dn job practices by heads of departments,
and they were evaluated on their jobs during a certain period. 1In
personnel development, needs analysis and personnel development
projects were carried out. De&elopment activities conducted included
support for further studies; orientation; training; seminars; researéh;
academic information dissemination; personnel transfer; change of
assignments; and job rotation. More activities should be conducted;
study tours should be organized; personnel should be encouraged by the
public relations unit to participate in activities; and a higher budget
should be allocated. The personnel required the Institute to provide
aQademic support; providing more research funds; publicizing-their
research; and encouraging the personnel to write érticles. Follow-up
of personnel development evaluation should be presented in written
reports. For personnel maintenance, the personnel should be motivated
to work and received fiscal incentives and job assignments. Relation-
ships among personnel should be created. Personnel should have
advancement in their positions. .Working disciplines should be
emphasized. Job evaluation, formal and informal communications should
be conducted. Working.facilities wefe insufficiently provided to the
personnel. Concerning personnel dismissal, there was no survey of
personnel's dismissal needs, but dismissed personnel were informed of
the cause of their dismissal and those retired were invited to partici-
pate in the Institute's activities.

The problems in personnel administration were as follows:

Personnel recruitment: allocation of limited positions; existance

of the patronage system in personnel selection; insufficient budgets;




scarce personnel to fill some positions; insufficient manpower; and
unqualified personnel. Personnel development: uneven development

in various work units; insufficient budgets; existence of the patronage
system in selection of personnel to undergo development programs; and
no clear criteria for personnel development consideration. Personnel
maintenance: insufficient welfare benefits; insufficient budgets;
uneven welfare benefits in various work units; and infrequent provi-
sion of welfare benefits when requested. Personnel dismissal: non-
enthusiasm in work by personnél who were near-retirement; difficulties
in dismissal of unqualified personnel due to the patronage system; and

resignation of personnel.




