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ABSTRACT

Nowadays, continuing education in the form of training plays a significant role
in human resource development. In particular, the training program for high-level
executives in the justice system, who provide justice to the public nationwide, is
fundamental to efficiency in investigating cases and other operations to bring justice
to the public and simultaneously helping national development. Organizing the
training program for each course requires a large budget, averaging 6-7 million baht
annually, get there have never been any studies on per head capital cost for these
trainees

The objective of this research was to analyze the total per head capital and
investigate the ratio of investment, equipment and labor costs and local and
international fieldtrip expenditure of course 6 and 7. The training of each course lasts
12 months. The research is analytical in nature, analyzing total cost of each cost unit
and per head capital of trainees.

From the analysis, it was found that the total cost of course 6 was 8,898,354.30
baht, consisting of 60,206.05 baht for investment costs, 60,652.25 baht for equipment
costs and 1,676,144.00 baht for labor costs. Per head capital of trainees in course 6
was 171,122.19 baht. The total costs of course 7 was 8,213,147.14 baht, consisting of
67,061.14 baht for investment costs, 48,000 baht for equipment costs and 1,869,998
baht for labor costs. Per head capital of trainees in course 7 was 157,944.87 baht.

It is recommended that the College of Justice use these findings to develop its
existing resources for their maximum benefit. Furthermore, computers should be used
to create a better database system to enhance working efficiency and reduce work
redundancies.

KEYWORDS : PER HEAD CAPITAL ANALYSIS / COST IN THE TRAINING
PROGRAMME / FOR HIGH-LEVEL EXECUTIVES IN THE
JUSTICE SYSTEM
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CHAPTER 1
INTRODUCTION

1.1 Background and significance

Human resources or personnel are regarded as an essential component of an
organization as well as a foundation for developing work efficiency. This is
particularly true for developing personnel involved in justice for the public, who need
to be developed for their efficiency in investigating cases and other related operations
in an attempt to facilitating justice for the public and national development
simultaneously.

Human resource development by means of training is different from other
social development and/or physical projects because it focuses on individual
development in various aspects according to the training’s objectives. It is expected
that personnel having undergone the training would change or develop in a positive
manner regarding knowledge, attitude and skills. It is further expected that these
changes would be put into practice for the benefits of their organization or the society
as a whole.

Based on the concept of development and change concerning organizational
human resource development, the responsibility of a training and development agency
should be more related to other human resource functions, especially man-power
plans, job/structure designs, and human information technology systems. These
functions are a part of human resource management under interactive effects and
relationships between a training agency and a client unit. Thus, it is imperative to
establish policies as a practical and cooperative guideline within the training unit and
between the unit and other external agencies.

From the above conceptualization, the Ministry of Justice is aware of the roles
of personnel development in the justice system and the public. As a result, the College
of Justice was established on February 9, 1996 with an intent to set up a cooperative
agency in the justice system. During that period, the justice system was composed of

several organizations in different departments and ministries. For instance, a part of
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probation and civil works was under the responsibility of the Ministry of Justice.
Criminal investigation, prevention and suppression, immigration, criminal work, and
a part of probation were under the supervision of the Police and Corrections
Departments, Interior Ministry. Additionally, case filing was under the authority of
public prosecutors, which was an independent agency under direct supervision of the
Prime Minister. Furthermore, the work system of prosecutors was managed by the
private sector with partial financial support from the government and minister of the
Ministry of Justice oversaw the agency as an honorary chairman of Lawyers Council.

Initially, the college was informally equivalent to a division under the Office
of Justice Promotion. The main objectives were to cooperate with other agencies,
solve problems in the justice system, conduct research, provide recommendations, and
cooperate at the policy level in solving justice problems.

When the Court of Justice was separated from the Ministry of Justice,
authority, mission and direction of the court were revised in the fiscal years 2001-
2006. Under Article 5 of the Court of Justice Administration Act (2000), the college
was officially recognized as an agency under the Institute of Judicial Personnel
Development, Office of the Court of Justice.

The training program for high-level executives in the justice system is aimed
for executives class 9 or equivalent and above to develop their knowledge and gather
their opinions in an attempt to create their quality and coordination so that they could
carry out their duties and protect the rights and freedoms of the public more
efficiently. Two training programs have been conducted, namely, enrichment and
research and academic fieldtrips. Since the programs were launched, there has not
been a systematic study on actual costs of trainees. Therefore, cost-effectiveness and
proper costs of the training could not be realized just yet.

Generally, in a routine job operation, an administrator would know the overall
overhead costs, but not the cost of each activity in the organization. Just as this
training program, there have been seven training programs so far and each program
spent approximately six to seven million baht for the operation. However, per head
capital has not been analyzed. A capital analysis is an economics instrument that
investigates current operation systems in an attempt to reduce operational costs and

improve working efficiency so that the goals could be better achieved (Somkid



Fac. of Grad. Studies, Mahidol Univ. M.Ed. (Adult and continuing education) / 3

Kaewsonthi, 1989:6-7). It could be seen that if training capital was systematically
analyzed, it would be beneficial to administrators since they could use the results as
their data in administering and following-up operational costs of the college. In
addition, the system analysis and methodology of this research could be applied in
similar studies in other organizations, particularly human resources development
institutions.

The emphasis on capital analysis for efficient service management is crucial in
setting up policies and administration. Such systematic data could be used to define
standard costs of an activity. The standard costs could be utilized as a criterion in
allocating and controlling budgets and evaluating production efficiency and budget
administration more suitably. Moreover, they could be used in assessing working
efficiency and goal-oriented achievement of activities (Ruamphol Suanjinda, 1997:3).
It could also be stated that a capital analysis is a compilation of existing financial data,
which could be applied to improving the data to facilitate practicality in decision-
making.

From the above problems, this investigation would focus on analyzing per
head capital of the training program, batches 6 and 7, in which the researcher was
involved. The findings would result in developing a suitable approach that could
improve resource administration of the college, which is limited, so that it could be
used justly with maximum benefits. Furthermore, financial, bookkeeping
administration and financial information system of the college could be improved so

that the administration would be more efficient.

1.2 The objectives of this study

1. To investigate the unit cost used in the training program for the justice
system
2. To study the ratio of proportion unit cost and expenses on academic

fieldtrips within the country and abroad for the two batches.
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1.3 Scope of is study

This study focused on analyzing per head capital of the training program for
high-level executives in the justice system, batches 6 and 7, by finding out the ratio of
per head capital between investment cost, equipment cost, labor cost, and cost for

local and international academic fieldtrips.

1.4 Definition of terms

1. Cost refers to the overall/total expenses incurred during the operation of
the training program for batches 6 and 7. The cost is both direct and indirect,
consisting of investment cost, equipment cost, and cost for local and international
academic fieldtrips These exclude expenditure incurred during the preparation step
before and after the training.

2. Capital goods is a preparation cost for carrying out the training, which is
divided into four parts:

2.1 Building cost is an annual depreciation of the building used as the
training venue. It is derived from the straight-line depreciation method and the
duration of the building is 20 years.

2.2 Material cost is an annual depreciation of all materials, e.g. office
materials. It is derived from the straight-line depreciation method and the duration of
the materials is five years.

2.3 Infrastructure cost is the cost of electricity, telephone and postage.

3. Material cost is all the expenses related to materials used in the training,
such as, paper, pencils, pens, erasers, liquid erasers, staplers, films, rulers,
transparencies, pens for transparencies, and petrol.

4. Labor cost is expenses paid to officials involved in the training as well as
their welfare in monetary form, including salary, wages, odd-hour compensation,
position allowance, allowance for children, medical expenses, tuition fees, per diem,
expenses for additional training within the country and abroad, and expenses for

visiting lecturers.
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5. Expenses for academic fieldtrips within the country and abroad refers to
all the expenses allocated from Office of the Court of Justice for the purpose of
academic fieldtrips.

6. Direct cost is equipment cost, labor cost, and expenses of cost unit
incurred directly from organizing the training.

7. Indirect cost is investment cost, equipment cost, labor cost and cost of
fieldtrips, which are used by different programs, including administrative, audio —
visual and data — recording officials.

8. Per head capital is the total of capital goods, material cost, and labor cost
related to the training program.

9. Cost allocation is the cost allocation among supporting agencies and

ultimately the end users were trainees of the program, batches 6 and 7.

1.5 Expected results

1. The data could be used in administering the college, regarding organizing
data systems so that they could be actually controlled and done carefully.

2. The data could be used in planning and allocating budgets for training
more accurately and properly according to capital aspects and number of trainees.

3. Per head expenses could be elaborately investigated and revealed and the

results could be used to obtain the cost-effectiveness of the program.
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Conceptual framework

— ) )
Full Cost Direct Cost + Indirect cost

- Investment Cost = [ Buildings —»
- Durable equipment — L
- Infrastructure —>
- Equipment Cost > > Unit Cost
- Salary and wages -
- Labor Cost — | Lectures expenditure
- Welfare —>
- Local international fieldtrip cost ———»
Full Cost
Unit Cost =  Number of Participants

Full Cost = Direct Cost + Indirect cost
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CHAPTER 2
LITERATURE REVIEW

This investigation is a study on capital and per head capital analysis of trainees
in the training program for high-level executives in the justice system. The outcomes
would be beneficial to administrators in planning and allocating sufficient budget for
the training program so that it could be carried out more efficiently. The concepts and
theories from the library research could be summarized as follows:

1. Administrative structure and responsibilities of the College of Justice

Concepts on human resource development

2

3. Cost and cost theories

4. Steps in finding out costs
5

Related research studies

2.1 Administrative structure and responsibilities of the College of

Justice

An efficient justice system must be able to guarantee the protection of rights
and freedoms of the public and be a quality procedure throughout the system.
Agencies within the system must work, cooperate and solve problems in the same
directions, be they police, prosecutors, courts of law, corrections, administration and
other public and private agencies related to the justice system.

Personnel development in the system by means of training and seminar is
fundamental in coordinating different agencies to work together in order for efficient
protection of public rights and freedoms.

As a consequence, the College of Justice was founded under the supervision of
the Office of Justice Promotion to train and develop justice personnel at all levels in
legal and new sciences as well as to act as a coordinating center. This would enable

justice personnel in both public and private sectors to become knowledgeable,
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competent and highly efficient in line with changes. Thus the system could be in the
same direction and it would be upgraded in its services to the public.
The college was established on February 9, 1996 and is under the supervision
of the Institute for Judicial Personnel Development, Office of the Court of Justice.
Later in early 1994, a committee considering workplaces of state agencies in
Bangkok and major cities proposed the cabinet to define principles and guidelines in
using the Crown Property. It was agreed that agencies in charge of training with their
own buildings and trainees attending should be moved to more suitable places. The
Office of Judicial Works Promotion considered that a land plot on Ratchadapisek
Road next to the Northern Metropolitan Court, where the Ministry of Justice leased
from the State Railway of Thailand, was an appropriate place to build a building for
the Institute for Judicial Personnel Development.
The office then sought an approval from Mr. Sawai Phathano, the then
Minister of Justice, for a budget of 10,000,000 baht for designing the building.
Consultant of Technology Co., Ltd. was selected to design the building at the budget
of 6,506,670 baht. It was a 19-storey building and the design was complete on August
2, 1995.
In late 1995 when Pol. Gen. Chalerm Yubamrun was the Minister of
Justice, the office asked for a budget of 404,000,000 baht to construct the building as
designed. The expense was tied to the fiscal year 1996.
The construction was carried out by Chonithi Co., Ltd., on the land
leased from the State Railway of Thailand. The construction started from May 2, 1996
to April 16, 2000. Professional Project Management Co., Ltd., was hired as the
consultant and supervisor of the construction and the Civil Department was in charge

of interior decoration.
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Administrative Structure of College of Justice

Institute for Judicial Personnel Development

Administrative Department Training and Technology
Division
Policy and College of College of College of
Development Judicial Justice Personnel Justice

Administrative structure of the Institute for Judicial Personnel Development

The Institute for Judicial Personnel Development has the following

authorization:

Studying, analyzing and researching on policies, systems and guidelines
and evaluation and follow-up of the development of judicial officers and
employees

Studying, analyzing and researching on the standard, development and
evaluation of training curricula for judicial officers and employees
Promoting, coordinating, planning and implementing the training
curricula, as well as producing and servicing training documents, media
and technologies

Organizing training development programs for judicial officers, employees
and the concerned public

Cooperating with and supporting operations of related or authorized

agencies
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The Administrative Department has the following duties and responsibilities:

Carrying out administrative and secretary works of the institute or agencies
under no specific authorization of any institutions

Conducting personnel administration works of the institute

Involving in treasury, financial and equipment works of the institute
Carrying out budget and planning works as well as reporting the
operational results and expenditure of the institute

Supporting training organization, coordinating with training programs and
compiling trainers and trainees’ records and operational statistics
Facilitating accommodation for trainees, supervising, coordinating and
facilitating on cleanliness, security and engineering systems of the

buildings

The Policy and Development Division has the following duties and

responsibilities:

Proposing and carrying out policies and plans for developing judicial
personnel and developing data system and information technology to
become the information center on judicial personnel development
Proposing policies and establishing and allocating annual budget on local
and international personnel development for other agencies under the
Justice Office

Coordinating in carrying out annual operation and expenditure plans on
developing judicial personnel

Selecting judicial personnel to attend training programs, conferences or
seminars organized by external agencies and organizations

Studying, analyzing and researching to recommend guidelines in
developing and improving the systems and standards of training curricula,
as well as following-up and evaluating them

Reporting the results of the training curricula to Judicial Commission and
Administration Commission

Working with or supporting the operations of other related or authorized

agencies
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The Training Technology Division has the following duties and

responsibilities:

Promoting, disseminating and publicizing judicial personnel development
operations and affairs of the institute

Studying, analyzing, researching, developing and producing training
technologies and media

Promoting and following up the use of technological training media
Producing training documents or operating with or supporting the

operations of other related or authorized agencies

College of Judicial Personnel has the following duties and responsibilities:

Coordinating with the judicial personnel developing plans

Studying, analyzing, researching, recommending and developing training
curricula

Organizing and supporting the organization of the training and
development programs

Coordinating on training and developing judicial personnel with agencies
under the supervision of the Justice Office, the central organization and
other institutions

Jointly operating with or supporting the operation of related or authorized

agencies

College of Justice Personnel has the following duties and responsibilities:

Coordinating with the judicial personnel developing plans

Studying, analyzing, researching, proposing and carrying out the
development of training curricula as well as following up the
implementation of the curricula

Conducting and supporting the organization of the training programs
Coordinating on training and developing judicial personnel with agencies
under the supervision of the Justice Office, the central organization and

other institutions



Jipreeya Sermsuwan Literature Review / 12

- Jointly operating with or supporting the operation of related or authorized

agencies

College of Justice has the following duties and responsibilities:

- Promoting, coordinating and conducting the plans for developing middle
and high-level administrators in the justice process

- Studying, analyzing and researching training curricula and seminars and
well as following up the training programs for the middle and high-level
administrators

- Carrying out and supporting the organization of the training and
development programs for the middle and high-level administrators

- Coordinating on the training and seminars for the middle and high-level
administrators with the central organization and other institutions

- Jointly operating with or supporting the operation of related or authorized

agencies

Authorities and responsibilities of the College of Justice

The college is responsible for promoting, coordinating and carrying out
middle-and high-level executives development plans. In addition, it carries out
research, analysis, evaluation, implementation and recommendations about training
course development. Moreover, it coordinates with the central organization and other
institutes about trainings and seminars. Additionally, it works with or supports the
operations of other related agencies as authorized.

The Senior Executives in Justice Administration Program is a program held
and operated by the college of justice which the participants do not have to pay any
expenditures in order to make the excellent cooperation in the process of justice. The
executive Board of court of justice has issued a Regulation of the program
administration committee for the Senior executives in Justice Administration
Program, B.E. 2544. The Program Administration Committee shall be established,
comprising the President of Supreme Court as the Chairman, Vice-President of

Supreme Court as Vice-Chairman, the Judicial Training Institute Director as
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Committee and Secretary, the College of Justice Director as Assistant Secretary.
Other Committees shall be appointed from the internal and external connected
experts. This Committee shall have the power and duty to supervise the operation of
the Program including formulate the policy, supervise the operation of the College of
Justice which is related to the Program, such as ; approving the project ; number and
qualification of participants, awarding the certificate and the honorary credential

badge for successful participants etc.

The Program Administration Committee shall appoint the Program
Administration Director and the Deputy Director, in 2 persons who are the judges and
have responsibility to supervise the operation of the Program in accordance with this
Regulation. The structures and methods for the administration of the Program have

been prescribed in 4 methods as follows.

1. Organizing training and seminars
Organizing academic fieldtrips

Promoting compiling research documents

PP o

Evaluation

1. Guidelines for organizing training and seminars

The guidelines for conducting a training course are as follows:

1.1 Lecture. The purpose of lecture is to enable trainees to understand course
contents and scope. Visiting lecturers from both private and public sectors are invited
to give lectures on related topics. Training participants are divided into 10 groups of
five to six. They are required to write up a summary of the lectures and submit to the

college.

1.2 Seminar. The aim of a seminar is to provide trainees an opportunity to
exchange opinions and experiences. The guidelines are as follows:

1.2.1 A seminar for brain-storming. All trainees are required to propose

their opinions on a designate problem provided to them in advance. Opinions on that

particular issue must include seriousness, causes and recommendations to solve that
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problem. (This approach is used for political, economic and social problems as well as
results from international fieldtrips.)

1.2.2 Seminar for voicing opinions. Trainees are divided into four groups
and provided an issue to discuss and express their ideas together. One drawback is
that it is spontaneous so the opinions are mainly based on their experience related to
the issue.

1.2.3 Seminar for defining a conceptual framework on problems of the
justice system. Trainees are divided into ten groups to investigate concepts, theories,
weaknesses and strengths of 2 problems related to the justice system. The college
provides them issues and they select as their case studies according to group interests.

1.2.4 Seminar for proposing strategies to solve problems of justice system.
Trainees are divided into 4 groups to propose strategic plans to solve the problems
according to patterns deemed suitable by the college or their groups.

1.2.5 Seminar for public opinions. Trainees are required to organize a
seminar or a public forum on national problems (related to justice system) for
interested public or concerned individuals to express their opinions. Results are
revealed to the public through media and a report submitted to the college within the
specific timeframe so that related agencies could put the recommendations for further
implementation.

1.3 Support compilation of individuals research document. In order to
complete the training course, a trainee is required to submit his/her research
documents according to the standard set up by the board. Thus the college provides an
opportunity for trainees to learn and practice standard research methodology, such as,
lectures on conducting an individual research, social and legal research methodology,
writing up a research proposal, and presenting research results so that the

congregation could provide comments to improve the procedures.

2. Guidelines for academic fieldtrips

The objectives of the fieldtrips are to enrich trainees’ knowledge and
experience in the justice system and related fields and to provide them an opportunity
to exchange experience and opinions among themselves and with specialists. There

are three types of fieldtrips.
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2.1 Fieldtrips in the Central. Site visits to related agencies in the central region
are organized in both public and private sectors, e.g., justice, economy and science
and technology.

2.2 Fieldtrips in the regions are organized twice and each time lasts five
official days. Places are designated by the college as deemed appropriate.

2.3 A fieldtrip abroad is organized once and lasts ten days to perceive justice
system activities in other parts of the world. Trainees are expected to obtain direct
experience and knowledge so that they could be applied to their respective agencies
and to define strategies in developing the justice system. They are also required to

write up a report summary to the college within the specific timeframe.

3. Guidelines in promoting compiling research documents

To complete the training course, a trainee is required to submit his/her
research documents according to the standard set up by the board. Thus the college
provides an opportunity for trainees to learn and practice standard research
methodology, such as, lectures on conducting an individual research, social and legal
research methodology, writing up a research proposal, and presenting research results
so that the congregation could provide comments to improve the procedures.

Each trainee is required to submit a research proposal approved by the board
to Office of the Court of Justice. An oral presentation is allocated for 20 minutes and
five trainees as well as the board members would give comments for each proposal.

3.1 Following-up the research 3 times and each time does not exceed one day.

3.2 Presenting research results within 3 official days (venues could be in the
province.)

3.3 Writing up the complete research

4. Guidelines for evaluating trainees

From seven training courses, two evaluation criteria are (1) attendance and (2)
research. They have to complete the two requirements, otherwise they would be
considered failure.

From the structure and administrative guidelines of the training course
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2.2 Concepts about human resource development

Human resource development concepts

Human resource development is a function of personnel management, which
has been developed from human resource management.

1. There have been attempts to define human resource development, which
could be summarized as follows:

Phanat Hannakhin defined staff development as training to increase special
working skills and competency. Another definition of development was education,
referring to an attempt to increase knowledge and attitude in order to adapt
themselves to activity environment. Training and education could enhance working
competency and efficiency.

Khruawan Limaphichart (1987) defined training as an activity increasing
knowledge, skills and attitude suitable for behavioral changes that enhance working
standard and professional progress.

Phayom Wongsarasri (1995) defined development as an increase in
knowledge, competency and positive attitude toward work so that job performance
could be efficient and satisfactory for an organization.

Thanong Thongtem (1996) defined personnel resource development as a
personnel administration activity that increases competency, attitude and skills of
workers at present and in the future. An organization could fully benefit from efficient
operations of its personnel and they progress along their career paths.

Nadler, Leonard (1982) defined human resource development as a process of
activities performed in a particular timeframe so that there would be behavioral
changes

Nadler divided human resource development activities into three types:
training, education and development. The three activities differ in concepts,
principles, process, focus, results, evaluation, and rate of waste.

Training is an activity designed for an individual to enhance his competency
and attitude necessary for efficient operations. It is expected that trainees could
promptly apply their knowledge or their behaviors are changed according to the desire
of the organization. Furthermore, they could progress to higher positions in their

career paths.
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Education or continuing education or on-the-job education focuses on human
resources rather than job. The aim is to prepare readiness of personnel for a particular
work or a work group desirable by an organization in the future. Or it focuses on
enriching knowledge of personnel so that they could climb up their career ladder.
Education for a new issue is imperative to enable them to adjust and function in a new
environment.

Development, either self or employee development, is a preparation of human
resources to enable them to progress with change or growth. An organization plays a
part in promoting and supporting projects or experiences in the form of activities.
They could be training or education or others in terms of personality, attitude and
competency. These are variables under the control of individuals that could be
developed or flexible. Such a development is an integration between personal and
organization needs. The result is a goal-oriented personnel development, which is
crucial to efficiency and success of an organization.

It could be summarized from the above that human resource development is a
learning activity that enhances knowledge, skills and attitude appropriate to their
work, which would contribute to their career progress. Whatever forms of
development, it is designed to assist an organization to achieve its policy, plan and
responsibility.

In practice, human resource development could be carried out as follows:

- Education in educational institution

- Previous or on-the —job training

- Orientation for new recruits

- Job training

- Practicum or site visits

- Seminar

- Job rotation

- New job assignment

- Promotion

- Other activities conducive to behavioral changes
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What needs to be clear here is that it is not necessary that human resource
development is only “training current workers” as most organizations practice and
carry out with large numbers of workers, which is more economical and clearer than

other activities.

Benefits and significance of human resource development

It is evident that human resources are a crucial factor for the development of
an organization. Training is a process that would change desirable behaviors of
personnel with regard to knowledge, skills and attitude for the success and

achievement of their work.

Benefits and significance of human resource development are as follows:

1. To improve or enhance working efficiency

2. To enable personnel to adapt themselves to social and economic changes

3. To promote correct working attitude

4. To boost morale of workers

5. To solve problem of personnel shortage by increasing quality, rather than
quantity, of workers, especially the process of downsizing in the state sector

6. In the state sector, effective human resource development would upgrade
competency of officials so that they could better carry out national development

projects according to the directions, policies and plans

It could be seen that an individual directly involved in human resource
development will have wider and more important responsibilities. Based on the
principle that whoever would be developed, they must develop themselves first. It is
crucial that this group of people be developed in line with changes so that they would
possess necessary potential to develop others. They must, in other words, be
developed into “human resource developers”.

Agencies and personnel responsible for human resource development within an
organization

Agencies and personnel responsible for human resource development within

an organization are:
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I. Human resource development department is responsible for defining
policy and plan, carry out and control human resource development work according to
the plan.

2. Personnel administration agency. If the above agency does not exist in the
organization, personnel administration section would be responsible for the work in
addition to personnel recruitment, personnel needs responses, and personnel
maintenance and development.

3. Administrators. It could be said that administrators of all levels are
responsible for human resource development at different levels. High-level
administrators are responsible for designing policies and plans while middle-level
ones are to carry out those policies and plans into practice. Low-level administrators
or immediate supervisors of workers promote, support an supervise the development

of workers under their authority so that they could work more efficiently.

Conclusion

It is generally accepted that “man” or human resources is/are different from
other administrative resources. To improve or change the organization in compliance
with socio-economic changes, it is crucial and necessary to change personnel.
Nowadays, both private and state organizations perceive the importance of human
resources, resulting in personnel being trained and developed according to needs of an

organization.

2.3 Concepts on training
1. Definition of training

The success of an organization depends largely on using its existing
limited resources efficiently. These resources include man, money and material
(Phayom Wongsarnsin, 1977:2). Man or human resource is a crucial component of
administration because man uses other resources to achieve the goals of the
organization. It is thus necessary for man to be developed so that he is ready to work.
One popular way in developing personnel of an organization is training. Training, as
defined by many academics, is a systematic process aimed at developing personnel to

have knowledge, skills and positive attitude, so that changes of their behavior would
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help them carry out their responsibilities more efficiently and effectively, which in
turn affects the progress of oneself and one’s organization (Win Chuaphohak,
1994:23; Charn Sawatsali, 1996:14; Goldstein, cited in Chuchai Smithikrai, 1997:5;
Achanya Ratana-ubol, 1997:4; Kruawan Limapichart, 1998:2; and Thongfu
Chinachot, 1988:12).

It could be summarized that training is a process that enhances working
efficiency of personnel in an organization by equipping them with knowledge, skills
and attitude, leading to working behavioral changes and desirable lifestyle. At the same
time, it helps them to lead a happy life and progress in their careers.

2. Importance of training

Administering an organization or agency is not generally done for its
existence only, but for the growth of it as the ultimate goal. As a consequence, it is a
necessity for the organization to achieve the goal. On popularly used method is to
train its personnel because training could meet organizational needs, which is an
essential activity for the administration of the organization. Thongchai Santiwong
(1996: 187-188) points out the importance of training according to work as follows:

1) Since the scope of certain work has been expanded, it is thus necessary
for personnel to have more knowledge and skills.

2) On the contrary, certain work may be changed, requiring personnel
with specific expertise to handle.

3) Many works become obsolete, with new works taking their places, for
instance, doing accounting by computer instead of by hand.

These situations are a factor for administrators to prepare personnel for
changes of works in different aspects by mainly relying on training. Supranee
Srichatraphimuk (1981: 3-4) states that besides viewing the importance of training
based on characteristics of work change, the other two factors are the organization and
its personnel. They include survival of the organization under tough competition
nowadays, organization growth, introducing and developing new recruits, developing
existing workers who are fed up with their jobs, and preparing personnel for
promotion or transfer. These require training and personnel development as a tool.
Suanrom Boonprasarn (1994: 14-18) indicates the importance of training on

organizational administration as follows:
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1) The existence of an organization. Both private and state
organizations share a common goal, that is, their existence. It is thus necessary to
maintain the organization in good health by increasing working efficiency of its
personnel. Personnel training and development could do such an undertaking.

2) The growth of an organization. Besides its existence, the
organization must grow up by expanding its operations and businesses. The result is
that there are more difficult and complicated operations. Consequently, it’s necessary
to train the personnel to equip with required knowledge, skills and expertise, so that
they could work more efficiently and catch up with the growth.

3) Adjustment of an organization. Social, economic and environmental
conditions are in constant changes. State policies are required to alter according to
these changes, affecting operations of every organization. Therefore, it is essential to
train personnel so that they are able to work under constant environmental changes.

4) Job introduction to new recruits. New recruits are not yet familiar
with new jobs or assignments. As a consequence, pre-service training or introduction
training is necessary for them.

5) Implementation of new technologies. Rapid technological progress
brings about new inventions beneficial to work in terms of production speed and
accuracy. New equipment with high efficiency is used for operation. Therefore, it is
essential to train and develop personnel to have knowledge and skills in operating
these technologies for maximum benefits of the organization.

6) Motivation for efficiency. Routine works bore workers and make
them less enthusiastic, reducing their productivity. It is thus necessary for the
organization to motivate its personnel to become more productive and active by
organizing training programs for them.

7) Increasing working competency. It has become a necessity for
employees or state official to increase their knowledge regularly due to environmental
changes. Existing special knowledge is no longer sufficient, requiring the expansion
of expertise boundaries to catch up with the changes.

8) Pre-career promotion. In general, everybody wants to climb up his

or her career ladders and jobs are expanded, creating new positions. Consequently, an
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organization is required to prepare their personnel for such an event. Such training is
known as a pre-promotion training.

From the importance of training above, it could be summarized that
training is significant to both the organization and its personnel. It enables the former
to expand its production capabilities. For the latter, they are knowledgeable, skillful
and posses positive attitude toward their work, increasing a chance to get promoted
and be happy and content with their jobs and their lives. A personnel training is an

essential factor for efficient and successful administration of the organization.

3. Types of training

Training could be categorized into several types, depending on opinions,
tastes, work condition and time. It could be divided according to characteristics of
trainees, training objectives or duration of training. Uthai Hiranto (1988:111-113)
categorizes the types of training based on temporal duration (before and during the
work) as follows:

1) Training for new recruits is called introduction or orientation.

2) On-the-job training provides knowledge and skills necessary for actual
operations.

3) Supervisory training is organized for top, middle and first line
management executives in state agencies or business organization. They are in charge
of supervision and work commands, therefore, they must be well trained.

4) Executive development is conducted for top executives of agencies on
policy formulation, administration or line of authorization rather than general

knowledge.

Sawalak Singkowin and Kamol Adulphan (1984:231-234) posit
criteria for classifying training as follows:
1) Objective-based training is divided into 3 types.
(1) Skill-oriented training focuses on enhancing specific working

skills or intellectual skills, e.g., problem-solving and decision-making skills.
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(2) Attitude-oriented training focuses on changing positive attitude
toward the organization, work and colleagues. It is related to behaviorism, such as,
psychology, motivation or leadership.

(3) Knowledge-oriented training focuses on raising the knowledge
levels of trainees, e.g., problems of law or administration and management.

2) Pre- or post-job training is divided into 2 types

(1) Pre-service training is organized for new recruits before they
start their work or become members of the organization. It is carried out in two ways:
pre-career training, e.g., practicum or field practice, and introduction training before
taking a full charge of their positions, e.g., training sales clerks before their
employment.

(2) On-the-job training is conducted after new recruits are
employed, e.g., orientation or training for department heads.

3) Level-based training aims at needs of personnel on knowledge,
skills or expertise. It is divided into 5 levels based on their job responsibilities,
including labors, clerks, heads, middle-level executives and top-level executives.

Chuchai Smithikrai (1977: 8-10) categorizes training types based on
the following criteria.

1) Training sources. This means agencies responsible for training,
which is divided into two types as follows.

(1) In-house training is organized within an organization. The
training agency of the organization is in charge of designing and developing a
curriculum and schedule, and inviting specialists in and outside the organization as
trainers.

(2) Training by external agencies. The training is organized in the
organization but training operations are paid to an external agency. It may be sending
employees to attend training programs held by other organizations.

2) Experience arrangement. This criterion indicates that training is
held while trainees are still working or temporarily stop working.

3) Managerial training focuses on the target groups who are

department or middle-level managers of the organization. The contents focus on
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in-depth knowledge on principles of management and administration, so that they
could carry out personnel administration and management more efficiently.

4) Executive training focuses on top executives of the organization,
e.g., director, board executives, president or vice president, so that they would have
in-depth knowledge on organizational administration, such as, strategic planning and
decision-making or organizational development.

From the above criteria in categorizing training types, it could be
summarized that whatever criteria are used, the emphasis is on desirable behavioral
changes of personnel at all levels in an attempt to enhance their knowledge, skills and
positive attitude, which would in turn have positive impacts on their working

efficiency and the organization as a whole.

4. Training process
The ultimate purpose of personnel training, like other operations, is to
successfully achieve the objectives, but to do so, the operational process must be in
line with and suitable for the objectives. It could be stated that a working process is a
means to success. Some works might require a simple process while others require a
complicated one, depending on job characteristics and objectives. If the objectives
were high and good but hard to achieve, it required an even more complicated process
to achieve the goals. Training involves many people with diverse backgrounds,
emotions, thinking and behaviors. Therefore, a training process must be carefully
conspired to calculate whether it would be able to really achieve the objectives (Rom
Boonprasarn, 1994:56). Several types of training process have been proposed by
human resources developers, based on the concept of training operation systems.
1) The Critical Events Model (CEM) is proposed by Nadler (1982:11-13).
The model has been widely implemented, which is composed of 9 training steps as
follows:
(1) Identifying the needs of the organization
(2) Specitfying job performance
(3) Identifying learners’ needs

(4) Determining objectives
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(5) Building a training curriculum
(6) Selecting instructional strategies
(7) Obtaining instructional resources
(8) Conducting the training

(9) Evaluation and feedback

The nine steps above is illustrated into the following chart to indicate
the relationship of the steps, particularly evaluation and feedback, which are almost
related to all other steps. Nadler reasons that other models usually treat the evaluation
and feedback step at the end, which is not fully beneficial to preventing or suspending
immediate problems. As a consequence, evaluation and feedback should be
incorporated into every step in order to avoid time waste and promote the training

process to be carefully crafted.
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Nadler further comments that the model emphasizes on job-related training or
learning programs. If the programs are not work-related, the model might not be
suitable.

2) The model of the American Telephone and Telegraph Company (AT&T)
divides personnel training into 6 steps as follows: (The American Telephone and
Telegraph Company, 1988:9-10)

Step 1 Analysis, dividing into 3 types as follows:

(1) Needs analysis
(2) Training requirements analysis
(3) Cost analysis

Step 2 Objectives and test. The objectives are defined according to the
analysis results and used as the guideline in forming test criteria.

Step 3 Instructional design. This is to define or design training
objectives so that the objectives could be achieved, for instance, sequencing the topics
and selecting appropriate training techniques, media, course outline and lesson plans.
The curriculum is like the blueprint of training activities.

Step 4 Material development. This is to produce training media that
would affect the success of the training, such as, training documents, manuals and
workbooks for trainees, manuals of trainers, handouts for lectures, printed materials
and audio-visual media.

Step 5 Implementation. This is to carry out the training of the target
group according to the plans and to supervise the training operations throughout the
process. In addition, training documents should be collected and disseminated.

Step 6 Evaluation. The process is to decide whether and how the
objectives have been achieved. There are two types of evaluation, namely, formative

and summative evaluations.

Effectiveness of training

Four fundamental criteria are use together with observation to evaluate
whether a training is effective.

1. Evaluating feedbacks

2. Testing knowledge of trainees
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3. Observing working behaviors

4. Summarizing the results of training

Definitions of cost

Creese and Parker (1994:5) defined cost as value of resource used to obtain
certain products or services.

Piyathida Tridet (1997:65) defined cost as an amount or expenditure that a
producer or service provider spent in order to get materials or raw materials or
services in order to produce a product or service.

Wirote Tangcharoensathian (1995:8) defined cost as expenses in the monetary
and non-monetary forms.

Kanya Nuankhae (m.p.p.:30) defined cost as resources that could be measured
in monetary term. They must be disposed off to obtain other desirable benefits or
materials.

Somkit Kaesonthi and Phirom Kamonrathanakul (1991:139) defined cost as
spent monetary and non-monetary resources including negative consequences retained
and invisible, but could be evaluated and included in the cost.

Anuwat Suphachutikul (1996:3) defined cost as monetary and non-monetary
expenditure in order to obtain products and services.

To summarize, a cost is an expenditure or resource that could be evaluated in

monetary terms and spent in order to obtain a product or service.

Types of cost

There are two types of cost: economics and accounting
Economics cost

Creese and Parker (1994:54) stated that economics perceives cost beyond an
expenditure to obtain resources. It perceives that the value of things may not appear as
cost because certain resources could be obtained with little or no money, such as,
donated pharmaceutical products or labor from volunteers. When a resource is spent
on an activity, there is no opportunity for the society to use the resource with other

alternative activities, for instance, the work of public health volunteers.
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Wannarak Mingmaneenakhin (1997:80) stated that cost is the value of a
production factor used in producing a product or service. Cost in economics theory is
different from cost in accounting. The latter is real expenses that could be recorded,
whereas cost in economics theory is opportunity cost, which is divided into explicit
and implicit costs. An explicit cost is the actual monetary expenditure, such as, labor
and raw material costs. An implicit cost is the actual non-monetary expenditure. For
instance, an owner of his business does not have to pay for his labor or rent.

As a consequence, cost in economics term is an opportunity cost of using
production factors, which is equal to lost consequences due to using the production
factors in other activities. Therefore, expenses not related to the use of social
resources must be excluded, for instance, depreciation, interests from loans and sunk

cost (Phirom Kamonratanakul, 1989:3-4).

Cost in economics terms has 3 unique characteristics as follows:
1. Use of real resources, such as, land, labor or capital
2. Alternative use of resources in the economic system

3. Benefit foregone if production factors are used in other activities

Advantages of cost in economics term

1. To better predict budget needs in the future, particularly in projects or
services where inputs are from donation or volunteering, which is not sustainable

2. To become an indicator for the ability of the government in getting
supports from communities or other sources in case of donation of resources

3. To measure efficiency among alternatives in carrying out projects. The
government or top executives should utilize social perspectives in considering
efficiency, not just expenses under the responsibility of the government.

4. To compensate cost in accounting term, for instance, to calculate cost per
unit indicating efficiency, cost per population or household indicating equality, and to

consider the capability of distributing and allocating budget.
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Accounting cost

Wichitra Phoonphermsap (1997:28) stated that an accounting cost is a
compilation and explanation of data in order to

1. Plan and supervise

2. Make a decision of administrators

3. Find out production cost

An accounting cost focuses more on planning, supervising and solving
problems than finding out production cost.

It could be seen that economics and accounting costs are divided into similar
types, differing only their goals and objectives. A decision making criterion for
economics is to consider cost-effectiveness of investment or services provided
(Phirom Kamonratanakul, 1987: 772)

A decision-making criterion for accounting is to collect financial data in a
specific timeframe to evaluate operation and financial status of an organization with 3
main purposes:

1. To report to administrator to integrate in planning and supervising routine
operations

2. To report to administrator to integrate in planning for specific work, such
as, long-term planning and policies

3. To report to shareholders

In this investigation, the accounting cost would be used to calculate the per
head capital, since in defining production cost and supervising the operations,
administrators need to know which cost could directly be allocated to the operations
and which one could be controlled at a certain administrative level. Therefore,
additional data about cost behavior are crucial and there must be a difference between
costs, which could vary according to activities. The remaining cost is stable in the
change of activities or products at their levels. Cost difference is relevant to
identifying production cost and operation control. In addition, there are other
limitations if economics cost was used, such as, problems of data collection, which
required a lot of time, money and personnel, and the results might not be reliable or

too slow. Another technical problem is that in identifying measurement or value of the
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cost, the results may not be reliable, accurate and acceptable, for instance, value of
life,

Pain, sadness, loneliness, anxiety, absence from work or reduction in
productivity (Phirom Kamonratanakul, 1986:773). In the meantime, the accounting

data system is convenient, reliable and less expensive.

Cost identification

Different types of cost could be identified, depending on how the data would
be used and each type has its own implications. Each type may be suitable for one
work, but not others. For instance, an accounting cost could not be used to make
certain decisions. Standard cost of products is ever changing since the price of raw
material changes at all time. So the cost could not be integrated into price
identification. If types of cost were used in an incorrect or unsuitable way, project

analysis could be distorted. Economics cost could be divided as follows.

1. Cost based on “cost-bearer” criterion

1.1 Internal cost refers to cost incurred within the organization

1.2 External cost refers to cost incurred outside the organization
2. Cost based on “operation” criterion

2.1 Direct cost is monetary expenditure incurred during the operation

2.2 Indirect cost or opportunity cost is an expenditure not related to the operation
3. Cost based on “expenditure” criterion

3.1 Explicit or tangible cost is real and visible expenses, such as, per diem or
travel expenses of service users.

3.2 Implicit or intangible cost is not the actual or visible expenses, such as, lost
income of a patient going to get services at a hospital.
4. Cost based on “medical” criterion

4.1 Medical cost is the cost concerning medical services, such as, costs of medical
equipment, drugs and pharmaceutical products and labor of medical personnel.

4.2 Non-medical cost, such as, costs of travelling, food and accommodation

during a hospital visit.



Jipreeya Sermsuwan Literature Review / 32

5. Cost based on “relationship and output” criterion

5.1 Fixed cost is a cost that does not change according to the number of output (at
least for a short term), such as, cost of buildings, land and equipment.

5.2 Semi-fixed cost is a cost that is not directly related to the number of output,
but may vary, such as, salary, wages or officers.

5.3 Variable cost is the cost that varies according to the number of output, but
may change according to the actual number of output or services, e.g., costs for non-
durable materials: cotton wool, alcohol, chemicals and slides.

6. Cost base on “expenditure” criterion

6.1 Capital cost is the cost used for activities in a long-term investment, for
example, an investment in durable equipment and buildings. The value of the cost is
derived from depreciation of the equipment and buildings.

6.2 Material cost includes costs of all types of materials used in providing
services for each activity.

6.3 Labor cost is the cost of labor of personnel involved in the production
process, such as, salary, wages, compensation and welfare of personnel.

7. Cost based on “duration” criterion

7.1 Short-run cost is the cost incurred during the production process when certain
production factors remain unchanged. Fixed and variable cost would vary according
to the number of products produced. This includes costs for non-durable goods and
materials.

7.2 Long-run cost is the cost incurred during the production process when all
production factors could be changed. This includes only variable costs as all factors

have already been changed, e.g., expansion of buildings or buying new machinery.

Anuwat Suphachutikul (1996: 3-8) classified costs as follows:
1. Classifying costs according to types of input, which is most fundamental,
consisting of:
1.1 Capital cost is the cost to obtain resources lasting over one year of use, e.g.,
building, durable equipment and training for long-term effects, which is called capital

development.
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1.2 Operating or recurrent or running cost is the cost for non-durable goods and
must be regularly replenished, such as, costs of labor, non-durable materials, repair,
infrastructure and short-term training.

2. Classifying costs for public health project analysis

2.1 Based on activities, e.g., training, supervision, administration, follow-up,
support and transportation

2.2 Based on levels of use, e.g., national, regional, provincial and district

2.3 Based on sources, e.g., Ministry of Public Health, other ministries, local
government, or international organizations
3. Classifying costs for production analysis and financial report

3.1 Direct and indirect costs

Direct cost is used for materials and labor directly related to production and
services, which could be specified. It would be gone when production and services are
stopped.

Indirect cost could not be identified with any product or service because it is
used together with many products or services, such as, costs for infrastructure,
depreciation, rent or equipment.

3.2 Product cost

Product cost is related to and could be identified with products and services,
such as, labor, material and overhead costs. It would remain in the inventory of the
balance sheet. When the products are sold, this cost would become the cost of goods
sold in the income statement.

Period expense is an expenditure that could not be identified with any product
or service and is reported as a general expenditure, e.g., cost of administration or
promotion.

4. Classitying costs for cost control

In controlling costs, the concept of responsibility unit must be clarified. It
represents a unit in an organization responsible for making costs remain at an
acceptable level. Individuals in charge collect cost data in each unit, compare actual
cost with estimated cost, and find out deviation and correct it.

4.1 Traceable and non-traceable costs. The former could be identified which unit

is in charge, while the latter could not, so it must be distributed to all units at the
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activity level, for example, production volume or areas and number of operators. This
classification enables an organization to know who has a role in controlling cost.
Administrators are in charge of controlling traceable costs only. The other is the
responsibility of other units.

4.2 Controllable and non-controllable costs. Despite being a traceable cost, certain
costs are uncontrollable, such as, cost of maintenance, depreciation of equipment and
buildings. This classification focuses attention of administrators on controlling
deviated controllable costs.

4.3 Fixed and variable costs

In controlling costs and defining selling prices, service providers must
understand cost behavior, changes of cost at the activity level, and production and
service quantity.

Fixed cost does not change the total value when activity level or
administration quantity changes. It does not mean that it would remain unchanged, but
changes do not occur automatically. It may change due to more investment in areas
and equipment because of increasing production volume.

Variable cost varies according to activity levels, such as, costs of recreational
or get-to-know parties.

This classification must have a definite timeframe and scope. In the long run,
fixed cost may be considered variable cost when employees are reduced due to lower
production volume.

5. Classifying costs for planning

Planning is defining goals for future operations. In business, an important goal
is income, expenditure and benefits. Estimation would help administrators compare
what is taking place to what is expected. The process of estimation and analysis of
income, expenditure and benefits is called budgeting. A budget plan may include
budget of each unit, estimation of balance sheet and earning and expenditure.

Expenditure estimation is based on estimated and standard costs, derived from
systematic analysis of past expenses. What to consider includes labor, material,
overhead costs and others, which derives from cost per unit. When integrated with

estimated service or production volume, an estimate is feasible.
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2.4 Related research studies

Jongkol Sayananon (2000) investigated cost and unit cost analysis of
outpatients at Prasat Neurological Institute, fiscal year 1998. The analysis focused on
service providers from October 1, 1997 to September 30, 1998. Agencies were
divided into three cost units: (1) non-income generating units, (2) Income-generating
units, and (3) patients service units. An arithmetic linear equation was used for cost
allocation.

It is found that the unit cost of the general outpatient unit was 260.37
baht/time, dividing into fundamental cost 160.91 baht/time, treatment cost 99.46
baht/time, direct cost 68.88%, indirect cost 70.02%, and total cost 69.45%. The
proportion of labor cost: material cost: capital cost was 75: 16: 9.

It is recommended from the study that control methods should be standardized
to reduce labor cost by developing officials for their maximum working efficiency.
The proportion of officials and workload should be appropriate and working steps
should be simplified. For infrastructure cost, economy measures should be
established, with continuous public relations on correct usage and cooperation. As for
pharmaceutical and drug cost, an inventory should be set up, and use and volume of
use by other units should properly recorded.

Wongduan Jindawat (1992) carried out a unit cost analysis in training of junior
health workers, dental nurses and pharmacy technicians in the Northeastern Regional
College of Public Health, Khon Kaen.

The purposive sampling method was used and retrospective data collection for
the fiscal year 1991 was carried out. Cost unit was defined according to the
administrative structure of the college, consisting of 7 cost units: one unit, one
division and five departments from the three courses. Total cost of each unit was
derived from labor, material and depreciation costs. The student-day criterion was
used to calculate the total cost from the Division of Academic Development and
Promotion to students and the effective credit from departments to students. These
costs were indirect costs of students and trainees. Number and percentage of per head
capital in producing students in each course were calculated and analyzed by the

Lotus 123 program. The findings could be summarized as follows.
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1. Labor cost of each cost unit was 7,891,499 baht, equipment cost 3,185,752 baht,
and depreciation cost 6,162,214 baht. Labor cost according to FTE was 82.14%
from the General Office and the Division of Academic Development and
Promotion. As for depreciation cost, it was mostly found in the Dental Nursing
Department.

2. The highest total cost was from the Dental Nursing Department (6,953,797 baht),
followed by the General Office (3,716,917 baht) and the Division of Academic
Development and Promotion (3,065,344 baht). The medium total cost was from
the Department of Community Public Health, and the lowest was from the
Departments of Pharmacy, Public Health Administration and General Foundation.

3. In terms of the total cost of students, the highest was from 141 dental nursing
students (10,045,038 baht), followed by 396 public health students (2,216,868
baht) and 96 pharmacy students (2,216,661 baht).

4. Regarding per head capital until graduation, it was found that labor, material and
depreciation costs of dental nursing students were highest with the ratio of 3: 2: 5.
The cost of pharmacy student came second, with the ratio of 6: 3:1, and that of
public health students was the lowest, with the ratio of 6: 2.5: 1.5.

5. With respect to per head capital of the institute in producing graduates, it was
found that per head capital of dental nursing students was highest (156,883 baht),
followed by that of pharmacy students (60,580 baht) and of public health students
(40,697 baht).

6. In comparing per head capital related to education with tuition fees, it was found
that the return rate of tuition fees of dental nursing students was lowest, 2.3%,
6.9% for pharmacy students, and 9.9% for public health students. Therefore, the
college provided 90.1% to 97.7% of educational support.

7. In comparing per head capital until graduation to tuition fees, it was found that he
return rate of tuition fees of dental nursing students was 2.0%, the lowest, 5.3%
for pharmacy students and 6.4% for public health students. Therefore, the college
provided 93.6% to 98% of educational support.

In the fiscal year 1978, per head capital of science department was 30,205
baht, dividing into 24,077 baht for overhead cost, 4,803 baht for annual investment
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cost and 1,325 baht for central cost. Per head capital of social sciences department
was 14,061 baht, dividing into 11,329 baht for overhead cost, 1,402 baht for annual
investment cost, and 1,325 baht for central cost. Per head capital of humanities
department was 17,459 baht, dividing into 14,972 for overhead cost, 1,162 baht for
annual investment cost and 1,325 baht for central cost.

In the fiscal year 1979, per head capital of science department was 36,728
baht, dividing into 29,390 baht for overhead cost, 5,974 baht for annual investment
cost and 1,364 baht for central cost. Per head capital of social sciences department
was 16,625 baht, dividing into13,712 baht for overhead cost, 1,549 baht for annual
investment cost, and 1,364 baht for central cost. Per head capital of humanities
department was 22,939 baht, dividing into 20,151 for overhead cost, 1,424 baht for
annual investment cost and 1,364 baht for central cost.

In the fiscal year 1980, per head capital of science department was 14,155
baht, dividing into 32,550 baht for overhead cost, 7,085 baht for annual investment
cost and 1,520 baht for central cost. Per head capital of social sciences department
was 18,329 baht, dividing into14,983 baht for overhead cost, 1,825 baht for annual
investment cost, and 1,520 baht for central cost. Per head capital of humanities
department was 21,586 baht, dividing into 18,488 for overhead cost, 1,578 baht for

annual investment cost and 1,520 baht for central cost.

Lamduan Busabong (1985) investigated per head capital of students at Prince
of Songkla University during the fiscal years 1982-1983. The findings are as follows:
1. Inthe fiscal year 1982, per head capital of the students was as follows:

1.1 Faculty of Medicine had the highest per head capital, 173,890 baht,
dividing into 143,776 baht for overhead cost, 27,004 baht for investment cost and
3,110 baht for central cost.

1.2 Faculty of Education had the lowest per head capital, 22,156 baht,
dividing into 1,630 baht for overhead cost, 2,746 baht for investment cost and 3,110
baht for central cost.

1.3 The average per head capital of the university was, 50,148 baht, dividing
into 39,408 baht for overhead cost, 7,630 baht for investment cost and 3,110 baht for

central cost.
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1.4 The average per head capital of Had Yai and Pattani Campuses was
67,882 baht and 24,831 baht respectively.

2. Inthe fiscal year 1983, per head capital of the students was as follows:

2.1 Faculty of Medicine had the highest per head capital, 258,493 baht,
dividing into 221,065 baht for overhead cost, 35,132 baht for investment cost and
2,296 baht for central cost.

2.2 Faculty of Education had the lowest per head capital, 25,038 baht,
dividing into 19,677 baht for overhead cost, 3,065 baht for investment cost and 2,296
baht for central cost.

2.3 The average per head capital of the university was, 57,186 baht, dividing
into 19,677 baht for overhead cost, 3,065 baht for investment cost and 2,296 baht for
central cost.

2.4 The average per head capital of Had Yai and Pattani Campuses was
77,729 baht and 26,282 baht respectively.

Jamriang Hengcharoen (1988) investigated educational expenditure of
graduate students, Chulalongkorn University in order to compare their expenditure
according to gender, faculty, marital status, domicile, working status and income, and
to investigate their financial problems. Mean and standard deviation were employed
to analyze the data. The findings were as followed.

1. The average annual expenditure of master’s students was 49,914 baht,
dividing into 10,125 baht for educational expenses and 39,699 baht for personal
expenses. Social science students were found to have the highest expenditure.

2. The average annual expenditure of doctoral students was 70,913 baht,
dividing into 11,306 baht for educational expenses and 59,570 baht for personal
expenses.

3. The average annual expenditure of students graduated in 1983 was 70,913
baht, dividing into 11,306 baht for educational expenses and 59,570 baht for personal
expenses.

4. The expenditure of male students was significantly higher than that of

female student at the 0.001 level.
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5. Expenditure of married students was significantly higher than that of single
students at the 0.004 level.

6. Expenditure of students from provinces was significantly higher than that
of those from Bangkok at the 0.001 level.

7. Expenditure of employed students was significantly higher than that of
unemployed students at the 0.001 level.

8. Expenditure of students with the salary higher than 4,000 baht was
significantly higher than that of students with the salary lower than 4,000 baht at the
0.001 level.

Ruangchai Jarungsriwat (1993) analyzed per head capital of Khon Kaen
University students in the fiscal year 1992 by comparing the use of national and
income budgets of each faculty, and by investigating per head capital of students

according to financial groups. The findings were as follows:

1. Per head capital of the students was between 39,429 to 237,830 baht,
averaging 108,994 baht. The fist three faculties with the highest per head capital were
veterinary, pharmacy and medicine, with 237,830, 230,123, and 171,335 baht
respectively. Faculties of Humanities and Social Sciences had the lowest per head
capital. When overhead cost was considered, per head average was 64,744 baht. The
highest per head capital belonged to faculties of medicine, agriculture and technology,
with 135,863, 77,178 and 75,996 baht respectively. The lowest was faculties of
humanities and social sciences, with 39,326 baht.

2. Budgets for instruction were 785,260,400 baht or 91.1% from the national
budget and 76,518,390 baht or 8.9% from the income budget.

3. In terms of instruction-related expenditure, 360,135,123 baht or 41.8% of
the total budget was for salary and wages. In terms of overhead cost, salary and wages
were highest, totalling 61.9%.

Boonma Thaweesak (1993) analyzed per head capital of Khon Kaen
University during the Sixth University Development Plan (1987-1991) with the focus
on national and income budgets and per head expenditure. Frequency and percentage
were used to analyze the data. It was found that 1,918,707,117 baht was spent on the

operations of four plans, namely, educational administration, educational quality
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improvement, students affairs and management of higher education. The amount was
divided into 1,723,040,480 baht or 89.80% from the national budget and 195,666,637
baht or 10.40% from the income budget. When expenditure was considered,
1,719,274,694 baht or 61.46% was spent on salary and wages, 449,836,083 baht or
23.44% on equipment and 56,994,840 baht or 2.97% on support.

The highest per head expenditure was 116,968 baht. Faculties of veterinay and
dentistry had the per head capital of 91,793 and 83,682 baht respectively, whereas the
lowest was 27,407 baht for faculty of humanities.

Amnuay Saengsawang (1994) investigated per head capital of King Mongkut
Institute of Technology, North Bangkok, during the fiscal years 1985-1987. The
findings were as follows:

1. In the fiscal year 1985, the average per head expenditure was 16,394.03
baht. The highest, 17,628.07 baht, was from Faculty of Science and Industry
Education, and the lowest, 14,741.22 baht, was from the College of Industrial
Technology.

2. In the fiscal year 1986, the average per head expenditure was 14,543.94
baht. The highest, 15,599.19 baht, was from Faculty of Engineering, and the lowest ,
13,225.93 baht, from the College of Industrial Technology.

3. In the fiscal year 1987, the average per head expenditure was 16,578.76
baht. The highest, 17,852.98 baht, was from Faculty of Science and Industry
Education, and the lowest, 14,533.60 baht, from the College of Industrial Technology.

4. The average per head capital for the fiscal years was 15,838.91 baht. The
highest, 16,762.59 baht, was from Faculty of Science and Industry Education, and the
lowest, 14,166.92 baht, was from the College of Industrial Technology.

5. When per head expenditure during the fiscal years was compared, it was
found to be reduced to 11.28%. However, during the same period, per head

expenditure of the institute increased to 13.99%.

Wanida Changthet (1996) investigated per head expenditure of Khon Kaen

University for the fiscal year 1955. The findings were as follows:
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1. Per head expenditure from the operations budget was between 28,512 to
225,262 baht, averaging 89,814 baht. The highest per head was from faculties of
medicine, dentistry and science, with 225,265, 150,371 and 124,835 baht respectively.

2. The budget allocated specifically for instruction in 4 plans totalled
971,818,577 baht, from national budget 842,160,600 baht, from income budget
129,657,977 baht or 24.74%, from financial support and others 90,044,584 baht or
9.13%, and from the infrastructure, which was the lowest, 68,098,200 baht or 7%.
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This research is an analytical study analyzing per head capital of trainees

attending the high-level judicial administrators training course, by comparing

expenditure of the course for batch 6 and batch 7 and studying the ratio of investment

cost, material cost, labor cost and field-trip cost. Most of the study is retrospective in

nature while some is a prospective investigation.

3.1 The target group

The target group refers to all expenditure incurred during the organization of

the course during the fiscal years 2002, 2003 and 2004, involving direct and indirect

investment, material and labor costs and field-trip expenditure.

3.2 Research instrument

The research instrument includes existing data collection forms, which consist

of the following.

I.

2.

3.

Investment cost

Set 1 Building record

Set 2 Durable equipment depreciation record
Set 3 Infrastructure record

Material cost

Set 4 Material data record taken by officers

Set 5 Material data record for use during the training
Labor cost

Set 6 Labor record of officers

Set 7 Labor record of trainers
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4. Fieldtrip cost
Set 8 Expenditure record for local fieldtrip

Set 9 Expenditure record for international fieldtrip

3.3 Data collection

3.1 Preparation

3.1.1 Permission was sought from director of the Institute for Judicial
Personnel Development to conduct a research in the College of Justice. When the
permission was granted, cooperation and coordination were sought from department
and division heads.

3.1.2 System analysis and survey of the institute and the college were
carried out to investigate administrative system, work structure, job description and
responsibilities of the college in order to obtain a better picture of the structures for

identifying capital/cost units.

3.2 Implementation

3.2.1 Retrospective data collection from secondary sources, including
personal portfolios, financial statements, cash accounts and bookkeeping.

3.2.2 Prospective data collection. Some data could not actually be
obtained due to lack of previous records or details. Such data must be collected from
primary sources at a certain time. They include equivalent number of full-time
personnel of each cost unit, data on materials from Administration Department, travel

and postage costs, and some international travel expenditure.

3.3 Data collection methods
3.3.1 Data collection on investment cost
3.3.1.1 Durable materials. The data were collected from durable
material inventories of the college, which still keeps the costs of overdue materials
except maintenance costs.
3.3.1.2 Buildings. The data were collected from blueprints of the

Division of Design and Construction, Office of Judicial Courts.
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3.3.1.3 Electricity. The data were collected from receipts of
electricity payments from Administration Department, Institute for Judicial Personnel
Development.

3.3.1.4 Water. The data were collected from receipts of water
payments from Administration Department, Institute for Judicial Personnel
Development.

3.3.1.5 Postage. The data were collected by calculating from the
cost of each mailing of the college.

3.3.1.6 Telephone. The data were collected from receipts of
telephone payments of the college.

3.3.2 Data collection on material cost

Numbers and costs of the materials were collected from

inventories/registration of material distribution and use.
3.3.3 Data collection on labor cost

3.3.3.1 Data on salaries and wages of officials, permanent and
temporary employees were collected from salary and wage bookkeeping.

3.3.3.2 Data on medical welfare expenditure of officials were
collected from medical welfare bookkeeping.

3.3.3.3 Data on overtime payments were collected from overtime
bookkeeping.

3.3.3.4 Data on working hours of multi-task officials working on
the training, e.g., audio-visual and financial officers were collected from actual
practice survey, the annual operations plan files.

3.3.3.5 Data on payments of trainers were collected from accounts

of trainers’ payment.

3.4 Data analysis
Linear Equation is used to analyze the data to obtain the cost of each type,
which could be detailed as follows:
3.4.1 Calculating for investment cost
3.4.1.1 Depreciation cost of building is calculated from the cost of

building on a yearly basis, averaging 4 years.
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The depreciation cost of building is compared with areas used for

training against the total area.

Area of the training room on the 8" floor =309 square meters
Area of the cafeteria on the 2™ floor =446 square meters
Office area of officials on the 4™ floor =60 square meters
Total area of the building = 25,983 square meters
Cost of the whole building = 404,000,000 baht

3.4.1.2 Depreciation cost of durable materials is based on duration of
use, with the entire duration of use of 5 years.

3.4.1.3 Infrastructure cost

3.4.1.3.1 Electricity and water expenditure is based on the
entire monthly expenditure divided by number of trainees. It is on the daily basis.
3.4.1.3.2 Postage expenditure is estimated from the quantity of
each mailing.
3.4.1.3.3 Telephone expenditure is calculated from the monthly
expenditure during the training periods only.
3.4.2 Calculating for material cost

3.4.2.1 Training materials are calculated from the total cost of
materials used for training.

3.4.2.2 Materials used by officials are calculated from the proportion
of those taken for use in the training.

3.4.3 Calculating for labor cost

3.4.3.1 Labor costs of officials include salary, wage, overtime pay and
medical care, which are divided into 2 groups.

- Direct labor cost is derived from labor cost of each person working
for the training course.

- Indirect labor cost is calculated from labor cost of each person for a
number of days working for the training course, based on 259 days divided by labor
cost of each person.

3.4.3.2 Labor cost of trainers includes payments for trainers according
to the number of hours conducting the training course. The payments are in line with

the regulations of the Ministry of Finance as follows:
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Trainers from the private sectors: 1,600 baht/hour
Trainers from the state sectors: 800 baht/hour
3.4.4 Calculating for cost of fieldtrips
3.4.4.1 Local fieldtrip. Direct costs include accommodation, food,
round-trip plan tickets, vehicle, highway police and others. However, indirect costs
are not very much.
3.4.4.2 International fieldtrip. Direct costs include tour, round-trip
plane tickets (excluding tour), visa fee, airport tax, clothing and interpreter or guide.
Indirect costs include expenditure incurred during the meeting of board members
selecting tours, such as, meeting allowance, drinks, snacks and telephone.
3.4.5 Calculating for cost unit and proportion of cost unit in percentage
3.4.5.1 The total cost units are divided by number of trainees.
3.4.5.2 Proportion of investment, material and labor costs and fieldtrip

expenditure is divided by number of trainees.
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CHAPTER 4
RESEARCH RESULTS

An investigation on per head capital analysis of the high-level judicial
administrators training course is aimed at analyzing the per head capital of the course
for batch 6 and batch 7 and studying the proportion of investment, labor and material
costs and local and international fieldtrip expenditure. The analysis results would be
presented in the following topics.

1. Investment cost

2. Material cost

3. Labor cost

4. Fieldtrip cost

5. Cost unit and proportion of costs

Details of the results from analyzing data of the training course for the two

batches are as follows:

4.1 Investment cost is composed of the following

1.1 Depreciation cost. The building of the institute is a 19-story building
constructed on April 6, 2000 with the budget of 404,000,000 baht. The total area of
use is 25,983 square meters and the area used for the training course is 815 square
meters, which include 309 sq.meters of the training room on the 8" floor, 60
sq.meters of the offices on the 4" floor and 446 sq.meters of the cafeteria on the 2™
floor.

1.2 Durable material costs are those for the computers, copying machines and
a fax machine. All of them have the duration of use for over 5 years, therefore, only
maintenance cost would remain.

1.3 Infrastructure costs include those for electricity, water, telephone and

postage.
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Table 1 Number of investment cost of the training course for high-level judicial

administrators, batch 6 and batch 7

Investment types

Investment cost

Batch 6 Batch 7
1. Depreciation cost 25,686.75 26,909.93
2. Durable material cost (Maintenance cost) 4,000 7,000
3. Infrastructure
- Electricity 3,910.94 4,267.12
- Water 360.36 428.09
- Telephone 25,000 27,000
- Postage 1,248 1,456
Total 60,206.05 67,061.14

From Table 1, it is revealed that the investment cost for batch 6 is 60,206.50
baht and that for batch 7 is 67,061.14 baht. The difference of the investment cost for

the two batches is only 6,855.09 baht.

4.2 Material cost

The cost is calculated from all the materials used for the training and those

used by training officers.
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Equipment cost

Equipment types Batch 6 Batch 7
(baht) (baht)
Paper 10,529 10,500
Pencils 64.75 60
Pens 162.25 155
Erasers 30.25 60
Films 2,000 2,000
Transparency pens 220 220
Staples No.10 68 100
Staples No.50 42 -
PVC transparent stickers 90 -
Transparent tape 2” *36Y3M600 510 i
750 -
Transparent tape 1” *36Y3M600 1,156 990
Ring folder, Elephant Brand, 1” 210 o8 120
660 730
Ring folder, Elephant Brand, 2" 125 510 540
Ring folder, Elephant Brand, 3” 120 350 400
Squeeze folder, Elephant Brand, 590 1,672 1,220
Signature folder 7,200 B
Plastic folder F4 20,650 7,205
Ink Ricoh 6035, 4510, 5632 2,400 7,200
Laser ink HP C 3903F 10,000 12,000
Laser ink HP C7115A 1,500 4,500
Petrol
Toll way fees
Total 60,652.25 48,000
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From Table 2, it is revealed that there is no expense on staplers, transparent
stickers, transparent tapes and Ricoh ink for batch 7 because the materials are what

are left from batch 6.

4.3 Labor cost

The labor cost is divided into that of organizing officers and that of trainers.

Table 3 Direct labor cost of organizing officers for the training of batches 6 and 7

Batch 6 Batch 7
Number Position / Amount
(baht) (bath)
1 Director of Nation Academy 312,800 224,700
Of Criminal Justice
2 Human Resource Development 94,150 108,250
Officer
Finance and Account Officer 83,900 98,200
4 Audiovisual Staff 91,200 91,200
Data Recorder 64,700 64,900
Total 646,750 580,550

From Table 3, it is found that direct labor cost of officers and temporary
employees working for the training of batch 6 is higher than that of batch 7 for the
total amount of 66,200 baht.
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Table 4 Indirect labor cost of organizing officers working for the training of

batches 6 and 7
Batch 6 Batch 7
Number Position / Amount
(baht) (baht)
1 Judge 326,670 280,003
2 Judge 288,400 284,450
Director of Judicial training 127,000 111,987
Institute

4 Finance and Account Officer 4 22,675 19,575
Audiovisual Staff 5 24,649 15,033
Total 789,394 711,048

From Table 4, it is found that the salary of the judges No.l and No.2 is high,

raising the indirect labor cost of the two batches accordingly

Table 5 Labor cost of the trainers for batch 6 and batch 7

(Amount hour) (baht) (Amount hour) (baht)
Lecture 99 hour 240,000 Lecture 111 hour 578,400
Convention 13 hour Convention 25 hour

From Table 5, it is found that for batch 7, more trainers from the private sector
were involved and the number of seminar hours was increased, which required more
trainers than lecturing. As a consequence, the labor cost of trainers for batch 7 is

higher than that of batch 6.
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Batch 6 Batch 7
Expenses
(60 persons) (60 persons)
1. Accommodation 288,000 288,000
2. Food 480,000 480,000
3. Round — trip airfares 720,000 360,000
4. Transportation - 28,000
5. Highway police 1,200 2,000
6. Other expenses 5,000 6,000
Total 1,494,200 1,164,000

From Table 6, it is found that batch 6 traveled by plane two times while batch

7 did only once. The number of trainees and organizing officers is the same, 60

people. Therefore, the difference of the expenditure 1s 330,200 baht higher.
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Table 7 Direct international fieldtrip cost for batch 6 and batch 7

Batch 6 Batch 7
Expenses
(60 persons) (60 persons)
1. The expenditure for international 3,480,000 3,016,000
2. Fieldtrips included return 1,830,000 1,769,000
3. Visa fees 72,000 69,600
4. Airport tax 30,000 29,000
5. Clothing 162,000 135,000
6. Guides 20,000 20,000
Total 5,594,000 5,038,600

From Table 7, it is found that the number of trainees and organizing officers in

batch 6 is 60 while that in batch 7 is 58. The total expenditure of batch 6 is 5,594,000

baht and that of batch 7 is 5,038,600 baht.

Table 8 Indirect international fieldtrip cost for batch 6 and batch 7

The expenditure includes BRI Batch7
(60 persons) (58 persons)
1. labor cost of board members 9,000 21,000
2. labor cost of organizing officers 900 900
3. overtime pay 1,500 1,500
4. transportation fare 1,500 1,500
5. drinks and snacks 225 525
6. telephone bills 27 63
Total 13,152 25,488
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From Table 8, it is revealed that the indirect labor cost of batch 7 is higher
than that of batch 6 for 12,336 baht because the number of board members is more.

(The expenditures include 1. labor cost of the board members 2. labor cost of

organizing officers 3. overtime pay 4. taxi fares 5. drinks and snacks and 6.

telephone bills.)

4.5 Unit cost and proportion of overall costs

Table 9 Summary of the analysis of investment, material and labor costs and

fieldtrip expenditure

Batch 6 Batch 7
& S
Total Per head 8 Total Per head 8
= =
capital capital § capital capital §
A 4
1. Investment cost 60,206.05 1,157.80 0.68 67,061.14 1,289.37 0.82
2. Material cost 60,652.25 1,166.39 0.68 48,000.00 923.08 0.58
3. Labor cost 1,676,144.00 | 32,233.54 18.84 | 1,869,998.00 35,961.50 22.77
4. Cost for local and
international 7,101,352.00 | 136,564.46 | 79.80 | 6,228,088.00 | 119,770.92 75.83
fieldtrips
Total 8,898,354.30 | 171,122.19 100 8,213,147.14 | 157,944.87 100

Table 9 shows the comparison of the investment, material, labor and fieldtrip
costs for the training course for high-level judicial administrators batch 6 and batch 7.
That for batch 6 is 60,206.05 baht with the per head capital of 1,157.80 baht. As for
batch 7, it is 67,061.14 baht with the per head capital of 1,289.37 baht.

The comparison of the material cost for the training of the two batches reveals
that the material cost for the training of batch 6 is 60,652.25 baht with the per head
capital of 1,166.39 baht. That for batch 7 is 48,000 baht with the per head capital of

923.08 baht.
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The comparison of the labor cost for the training of the two batches reveals
that the labor cost for the training of batch 6 is 1,676,144 baht with the per head
capital of 32,233.54 baht and that for batch 7 is 1,869,998 baht with the per head
capital of 35,961.50 baht.

The comparison of the fieldtrip cost for the training of the two batches reveals
that the fieldtrip cost for the training of batch 6 is 7,101,352 baht with the per head
capital of 136,564.46 baht of the total expenditure. The fieldtrip cost of batch 7 is
6,228,088 baht with the per head capital of 119,770.92 baht of the total expenditure.
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CHAPTER 5
DISCUSSIONS

After analyzing the cost per unit of the training program for high-level
executives in the justice system, courses 6 and 7 in the previous chapter and
presenting the results in the form of tables with description, this chapter will discuss
important topics on cost units, indirect and direct costs and compare the total costs of

the training for the two batches.

5.1 Investment cost

After analyzing the labor cost of the training for both batches, it is found that
the difference was merely 6,855.09 baht. Fixed investment costs included land and
buildings. However, infrastructure cost in terms of postage and telephone varied
because more contacts with the trainers and trainees had been made for course 7,
whereas, for course 6, confirmation was made only once, making information

erroneous. Nevertheless, more contacts improved better coordination.

5.2 Material cost

It is found that the material cost of course 6 was higher than that of course 7.
After a comparative study was done, the difference was only 12,652.25 baht. When
details were investigated, it is found that the cost of printer’s ink of course 6 was
higher than that of course 7 because what was left from course 6 was used for course
7. Therefore, all types of material for each batch should be checked for accuracy and
recorded properly and related documents should be kept so that the actual cost could

be realized.
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5.3 Labor cost

When comparing the labor cost of the training for courses 6 and 7, it is found
that the total labor cost was 1,676,144 baht and 1,869,998 baht or 18.84% and 22.77%
respectively. Comparatively, the labor cost for batch 7 was 193,854 bath higher than
that for course 6. For trainers’ pay, course 7 was 338,400 bath higher than course 6,
due to two factors. Firstly, lecturing on one topic for course 6 was conducted by one
lecturer whereas it was a group of lecturers for course 7. An instance is that one
lecturer was paid 800-1,600 bath an hour. If the topic lasted three hours, the pay
would be 2,400 — 4,800 baht. Consequently, if 3-5 lecturers conducted the same topic,
the pay would increase 3-5 times. Secondly, the pay for a lecturer from state and
private agencies was different. A lecturer from state agency was paid 800 bath an
hour whereas that from private agency was 1,600 baht an hour. Therefore, the pay
varied from the number and types of lecturers conducting the training for each batch.
The training program focused on exchanging opinions and experiences from one
another with common interests of topics in an attempt to find common solutions or
guidelines to solve particular problems. Furthermore, trainees were judges,
prosecutors, policemen and lawyers, who need to have similar perspectives toward
solving justice and relate problems. Using a single lecturer in one session may restrict
the diversity of ideas and experiences, consequently, trainees were not motivated
enough to express their opinions. On the other hand, using a group of lecturers who
were specialists would encourage the trainees to participate in discussions more
actively because of various input of ideas and experiences. This is a reason why the
training results and satisfaction with trainers of course 7 were at the high level, while
those of course 6, which were mainly based on one lecturer for one topic, were at the

medium level.
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5.4 Cost for local and international fieldtrips

The analysis of the cost reveals that for course 6, it was 7,101,352 baht or
79.80% of the total cost, and 6,228,088 baht for course 7 or 75.83% of the total cost.
The difference was 873,264 baht. The cost for course 6 was higher because local
fieldtrips by plane were organized for two times, resulting in the cost of local
fieldtrips 330,200 baht higher. For international fieldtrips, the difference was 543,064

baht due to the increase of number of staff and airfares.
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CHAPTER 6
CONCLUSION AND RECOMMENDATIONS

This research analyzes per head capital of the training program for high-level
executives in the justice system, batches 6 and 7, and investigates the ratio of
investment, equipment and labor costs of the training program. This investigation is
an analytical analysis by means of descriptive statistics and the linear equation is
employed to analyze the data. The data were derived from records and documents of

inventory control and infrastructure. The results could be summarized as follows:

6.1 Investment cost

It is found that the investment and labor costs for course 6 were 60,206.05
baht or 0.68% of the total cost, whereas those for course 7 were 67,061.14 baht or
0.82% of the total cost.

6.2 Equipment cost

It is found that direct and indirect equipment cost for course 6 was 60,652.25
baht or 0.68% of the total cost, while that for course 7 was 48,800 baht or 0.58% of
the total cost.

6.3 Labor cost

It is revealed that direct and indirect labor cost for course 6 was 1,676,144
baht or 18.84% of the total cost, while that for course 7 was 1,869,998 baht or 22.77%
of the total cost.

6.4 Cost for local and international fieldtrips

It 1s revealed that direct and indirect cost of local and international fieldtrips
for course 6 was 7,101,352 baht or 79.80%, whereas that for course 7 was 6,228,088
baht or 75.83% of the total cost.
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6.5 Total cost of the training program

The total cost derived from direct and indirect cost for course 6 was

9,795,806.08 baht and 8,250,545.83 baht for course 7.

6.6 Per head capital of the trainees
There were 52 trainees attending the training program for both courses and per

head capital was derived from the total cost divided by the number of trainees. Per

head capital for course 6 was 171,122.19 baht and 157,944.87 baht for course 7.

6.7 Ratio of cost of local and international fieldtrips, investment cost,

material cost labor cost and fieldtrip cost

The ratio of local and international fieldtrip cost : investment cost : material

cost : labor cost : fieldtrip cost

Course 6 =0.68 : 0.68 : 18.84 : 79.80
Course 7=0.82:0.58 : 22.77 : 75.83

Recommendations from the research

1. It is found from this investigation that there exists no data base system in
the College of Justice. It is recommended that the college have the data base system to
analyze, investigate and report training costs of each program. The findings from this
investigation could be used as a foundation for a systematic and up-to-date data base
system as follows:

1.1 Investment cost. It is found that investment cost of course 7 was
higher in postage and telephone, which could not be reduced. It is recommended that
water and electricity use be set up as a policy to be strictly enforced. For instance, in
the convention hall, air-conditioners should be turned on an hour before the session
begins and turned off an hour before the session ends. If the practice could be carried
out, up to 25,896 baht of utilities bills could be saved. (Air-conditioner + lighting in
the convention hall = 164+2 = 166 baht/hour x 2 hours = 332 baht, 332 x 26 days x 6

hours/day = 156 baht). In addition, public relations should be launched to create an
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awareness on correct use of office. For instance, one use of an elevator costs 8 baht,
so passengers should go in groups.

1.2 Equipment cost. It is found that the equipment cost of course 6 was
higher because inventory records had not been kept. It is recommended that inventory
records be kept according to regulations of the Office of the Prime Minister,
concerning inventory control.

1.3 Labor cost. It is found that the labor cost for courses 6 and 7 was

different due to lack of appropriate manpower and changes

2. Problems found from this research

2.1 Data on durable and non-durable equipment were not properly
recorded. Therefore, obtaining them was slow and frustrated.

2.2 Data on labor cost were difficult to obtain because there was a
discontinuation of personnel involved in the training program of the two batches.
Most of them were temporaries. Moreover, odd-hour compensation and medical
expenditure were not kept at all. The data had to be obtained from Office of the Court
of Justice, which complicated the matter.

2.3 Records on investment and building cost were not kept. Hence, areas
of use had to be recalculated. In addition, land and building values and depreciation

cost required new appraisal.

Recommendations from the research

1. The total expenditure and per head capital of the training should be
revealed to the public, especially during the orientation of future training programs for
high-level executives in the justice system. Trainees should know and be aware of the
huge investment for training them and the money is from tax payers who are mostly
the poor. It is expected that the final benefits of the training should go to the end users
who are the general public waiting to get justice services for them.

2. The presentation in item 1 should affect the responsibility, attention and
enthusiasm of trainees. The training program is a social investment and the
expectations are that the justice system and processes would be carried out in the

same directions and trainees would apply the training results to solve problems in the
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ever changing circumstances appropriately and immediately. As a consequence,
trainees should be reminded of these expectations from the society so that the rate of
absence could be reduced or avoided.

3. It is suggested that all training programs of Colleges for Judicial and
Justice Personnel be recorded and kept systematically as a data base, like what the
College of Justice has done.

4. Tt is recommended that campaigns and policies be launched and
established to reduce infrastructure costs. For instance, air-conditioners should be
turned on an hour before the first session starts and an hour before the last session
ends. If the undertaking could be carried out, it could save the infrastructure cost as
much as 25,896 baht per one training program. For elevator use, a group of people
instead of an individual should use the elevator together to save the operation cost

because it takes 8 baht to operate one way of elevator use.

Recommendations for further studies

1. There should be a research focusing on evaluation and follow-up of the
training programs for high-level executives in the justice system from the beginning
until now.

2. There should be an investigation analyzing per head capital of every
training program organized by the Institute for Judicial Personnel Development, be it
Colleges for Judicial and Justice Personnel.

3. In proposing future training projects, capital analysis should be conducted
to realize cost-effectiveness of the training, and budget and investment could be
properly planned.

4. There should be evaluation and follow-up of the training program. In-
depth investigation should be carried out to obtain cost-effectiveness of the program.

5. There should be a per head capital analysis in every program of the
Institute for Judicial Personnel Development, specially those conducted by the two

colleges.
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