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This dissertation investigates the problem of a shortage of physicians
in Thailand. Without abatement, this has been a problem for more than four
decades and has been a major obstacle to the building of a good and efficient
health system for the general public. In carrying out this investigation,
the researcher has studied or carried out the following: (1) problems regarding
methods designed to solve the shortage of physicians in public hospitals under
the supervision of the Ministry of Public Health; (2) the integration of concepts

of private-sector management applicable to providing solutions to the problem
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under study; and (3) the relationship between private-sector management and
potential solutions to the problem under study.

The résearcher was able to develop a public administration theoretical
framework on the basis of having verified or falsified putative knowledge in
this area. The researcher found it necessary to integrate public management
theory with institutional economics and management philosophy. These areas
of investigation are new to Thailand and provide the basis for bureaucratic
reform in many countries, including Thailand. In view of the contempt evinced
for public-sector management, recourse has been had to private-sector
management in order to alleviate weaknesses and to foster management
capability. As such, the researcher designed an analytical framework consisting
of the dimensions of authority, leadership, management strategies and
techniques, and culture in order to test the set hypotheses posited for this inquiry.

A cross sectional survey was carried out in connection with this
investigation. The researcher employed both qualitative and quantitative
methods i order to be able to use the ﬁndiﬁgs obtained on the basis of both |
methods in providing in line with research objectives an explanation of the
phenomenon of physician shortage and the means of being able to examine
whether private-sector management techniques could be applied successfully
in this case and to ascertain whether or not there were potential solutions to
difficulties obtaining at public hospitals. Involving organizational research,
the researcher accordingly collected a sample population of administrators of

public hospitals falling under the supervision of the Ministry of Public Health.
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Iﬁ this investigation, the qualitative research undertaken involved analysis of
documents, a survey conducted by means of a questionnaire, and a semi-
structured in-depth interview questionnaire. Respondents were 201 administrators
of general hospitals and community hospitals under the supervision of the
Ministry of Public Health. In-depth interviews were conducted with nineteen
administrators of selected hospitals.

Moreover, quantitative research was undertaken after the qualitative
research had been completed. Using quantitative methods, it was necessary to
use the empirical data collected qualitatively in order to test the hypotheses
posited for this investigation and to explain the relationships between variables
isolated by the researcher. The collection of quantitative data derived from
usihg a questionnaire as an instrument of research for respondents who were
administrators at 135 public hospitals from the total of 800 hospitals.

In pursuing the first objective and the methods used to solve the problem
of physician shortage in this investigation, the researcher found that 90.31 percent
of general and community hospitals had a problem of physician shortage,
particularly in view of continual transfers and resignations. Predictions for
future demand for physicians were usually lower than the actual demand for
both general practitioners and specialists. However, there is a tendency indicating
that this problem is decreasing in urgency in view of more physicians nowadays
being produced, increased payments for physicians, and better managements

of departments.
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In respect to findings regarding the integration of the concept of
inanagement of the private sector as pertains to the second objective of
finding ways to sdlve the problem of physician shortage, the researcher found
that almost all hospitals depended on physicians repaying monies for
scholarships which had been used for completing medical studies. Moreover, |
public hospitals were obliged to use those who were still being trained in the
central unit. Securing the services of these medical personnel had to proceed
on a year by year basis. Furthermore, hospital location was a factor of
significance. Hospitals which were in an area which was experiencing economic
growth, a good econofny, or with convenient transportation facilities easily
attracted physicians. However, these considerations were not found to be as
important as was the overarching need to foster a culture of trust, commitment,
innovation and community service. Additionally, more important was it for
a hospital to have leaders who saw to it that there was efficiency in hospital
organization and that the hospital provided high-quality services. It was also
more significant that such leaders are good role models for physicians, and
explicitly make use of management strategies and techniques to the end of
drawing a balance between the needs of society and those of the organization.
It was equally important that the following of mere personal advantage be
eschewed concomitant with ensuring that authority was well distributed
throughout the organization.

The study of the influence of private management and the potential to

solve the problem of physician shortage in accordance with the third objective
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of the quantitative research conducted was undertaken through the application
of factor analysis. Independent variables with fourteen subfactors were analyzed.
These includéd (1) changes in managerial authority; (2) flexibility and deftness
in operation; (3) scope of decision making; (4) perceptions of benefits flowing
from decentralization; (5) a raise in the level of knowledge and authority
exercised by personnel in organizations; (6) image management by a leader
who builds relationships; (7) entrepreneurial leadership; (8) a leader who
efficiently uses resources; (9) work design method; (10) motivation;

(11) entreprencurial management methods; (12) a reduction in traditional
bureaucratic culture; (13) the promotion of culture accommodating the fostering
of innovation; and (14) the promotion of a culture accommodating innovation;
and (14) the promotion of values.

The reclassification of appropriate factors for hyimthesis testing
uncovered eleven subfactors as follows: (1) changes in management authority
(the second and third factors are new factors resulting from the reclassification
of an old factor, that is, flexibility and deftness in operation are divided into
two subfactors); (2) flexibility and deftness in work systems are coalesced as
ﬂle subfactor of work system in a single group; and (3) flexibility and deftness
in the aspect of timetable and work criteria which combines subfactors in the
aspects of work timetable, the determination of periods of projects, and work
criteria as a new factor group; (4) scope of decision making and benefits from
decentralization (the new name resulting from the combination of old factors,

that is, the scope of decision making and perception of benefits of
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decentralization as a single factor; (5) the authority exercised by personnel in
the organization (the new name stemming from a portion of the old factor,
that is, a rise in the levels of knowledge and authority of personnel in the
organization and thus renamed to match the meaning of the variable; (6) leader
for integration (the new name resulting from the coalescence of two old factors
into one, that is, an image management and relationship building leader and
an entrepreneurial leader; (7) the creation of balance between agency interest
and personal interest (the new name resulting from the synthesis of old factors
into a single one, that is, work design method and motivation and part of the
factor of entrepreneurial management method; (8) entrepreneurial management
method; (9) a reduction in traditional bureaucratic culture; (10) learning promotion
(a new name resulting from the separation of old factors, that is the promotion
of a culture fostering innovation as a new factor; (11) the culture of trust,
commitment, innovation, and work for the group as a whole (the new name
resulting from the combination of old factors, that is, part of the promotion of
culture accommodating the fostering of innovation and the promotion of values
as one factor. The factor deleted is the factor of a leader who efficiently uses
resources.

The factor analysis of dependent variables was conducted by means of
analyzing four subfactors governing the potentiality of being able to solve the
problem of physician shortage as follows: (1) the ability to foster satisfaction;
(2) the ability to make adjustments; (3) the ability to promote values; and

(4) agency output. These were reclassified as a new group of appropriate
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factors for research hypothesis testing with two subfactors, that is, (1) the
ability to manifest quality, efficient, and cultural management (the new name
deriving from combining old factors, that is, the ability to adjust, the ability to |
promote values, and the agency output as a single factor; and (2) the ability to
manage physicians (a new name deriving from the combination of old factors,
that is, the ability to create satisfaction and part of the factor of the ability to
adjust as a single factor.

Findings of the study of the influence of private management on the
potential to solve the problem of physician shortage in an overall picture show
that the variables of factors having importance in descending order were
(1) the culture of trust, commitment, innovation, and work for the group as
a whole; and (2) the entrepreneurial management method, respectively.

The predictive power was determined to be at 50.9 percent.

When considered in each dimension when management uses the private
sector pattern, the findings of the study in respect to the influence of the
dimension of authority indicated that the variables of factors with importance
in descending order were (1) the flexibility and deftness in the aspect of
timetable and work criteria; (2) the authority of personnel in the organization;
and (3) changes in managerial authority, respectively. The predictive power
was determined to be at 28.3 percent.

The findings of the influence of the dimension of the leadership found

that the variable of leader of integration had an influence on the potential to



223769

solve the problem of physician shortage. The predictive power was at
22.6 percent.

The findings concerning the influence of the dimension of strategies
.and management techniques show that the variables of factors of importance
in descending order were (1) the entrepreneurial management method; and
(2) the creation of a balance between agency interest and personal interest,
respectively. The predictive power was determined to be at 39.4 percent.

The findings concerning the influence of the dimension of culture and
values show that the variables of factors of importance in descending order
were (1) the culture of trust, commitment, innovation, and work for the group
as a whole; and (2) the reduction of traditional bureaucratic culture, respectively.
The predictive power was determined to be at 45.8 pércent.

As for practical recommendations, the researcher recommends using
private-sector management techniques in the framework of public management
so as to enhance the potential of hospitals being able to solve the problem of
physician shortage. The starting points for such an endeavor are as follows:

1. Instituting a culture of management which involves being supportive
of needs to make organizational changes, developing higher levels of quality
in services performed, promoting innovation, and utilizing the techniques of
knowledge management. All of these should be instituted in consonance with
the special needs of each organization. Moreover, explicit standards should be

formalized and values promoting the benefits to be delivered to the general
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public. Undesirable values should be clearly identified and social measures
used to combat them or otherwise conditions at hospitals will deteriorate.

2. In order to create a good work environment, performances should be
of high quality and efficient. A good work environment can be promoted
if employees are content and cooperative as members of a team. Furthermore,.
iJrofessional advancement should be encouraged.

3. New methods of planning should be instituted such that problems
could be addressed in the short, medium and long term in a sysiematic and
careful manner. The factor integrating all of these factors is the fundamental

factor of having leaders who are capable and determined.





