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This research aims to study Personnel Appraisal for Promotion to Administrative
Expert Position in the Thai Civil Service System. The objectives of this research are: 1) tc
study the principles, procedures and processes of the personnel appraisal for
promotion to expert position level 9 2) to study the problems and constraints of
personnel appraisal for promotion to expert position level 9 3) to study and analyzé
career path of the expert' position

Research methods for this study consisted of quzlitative research through face-
to-face interviews ‘with special committee in the administrative exnert position level 9
and with civil service officers in-charge of the personnel appraisal for promotion to
administrative expert position level 9 with a total of 12 people. There was also
documentary study from related documents including data retrieval from websites. Then
all the data were analyzed. |

The qualitative findings revealed that the Office of the Civil Service Commission
is responsible for setting the principles for the personnel appraisal for promotion to
expert position level 9 which is comprised of 3 parts such as: 1) to consider the
qualifications of each individual 2) to appraise the characteristics of each individual 3) to
appraise the performance which the steps as follows 1) the head department will select
the individual for personnel appraisal for promotion to expert position level 9 2) let the
individﬁal fill in his/her personal data invthe personal quafifica[ion form and staff will

examine the qualifications of the individual to be appraised 3) the superior who directly
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monitors the performance of the individual to be appraised and the superior higher by 1
level are the appraisers of the characteristics of eabh individual 4) when the individual to
be appraised passes the appraisél for his/her qualifications, the ministry sends request
for performance appraisal together with the personal qualifications of each individual
and details about academic papers produced and send them (not less than 1 paper
and not more than 3 papers) to the Office of the Civil Service Commission for
consideration of promotion by the special ‘Committee to do the personnel appraisal. After
an individual passes the personnel appraisal, he/she will be promoted to the expert
position level 9. |

Problems and constraints in the process of personnel appraisal are: 1) the
criterion that the organization uses changes and it is not clear 2) the superior uses the
patronage system to select the individuals 3) it costs much money and time for the
individual who is appraised in preparing academic papers 4; the appraising committee
cannot verify whether the individual who is appraised has produced his/her academic
papers or hired someone else to do them. 5) the individual who i$ appraised does not
understand the principies in writing their paper work and does not understand what the
appraising committee wants him/her to write.

Career path for expert position is a dual career path which in the past had only
administrative career path. There are many civil servants but few administrators.
Therefore, the academic path has been created to promote enthusiasm and boost
morale. It is a path that has been devéloped for civil servants who have knowledge and
expertise in their profession or academic field. That gives an option for academic caréer
path or expert career path

| Suggestions for the pefsohnel appraisal procedure for promotion to expert
pbsition level 9 are the superior should use his/hei competency in applying the merit
system in selecting the individual and should have a clear understanding of the
requirements that coincide with the Civil Service Commission and the individual being
appraised in preparing the paper work. The individual being appraised shculd be
interviewed so that personnel appraisal procedure would be more efficient and the most |

suitable individuc! can be promoted to the expert position.





