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Introduction. The world today is progressing enormously. Changes occur rapidly and 
affect people and society as a whole. The most effective factors that bring change are 
technologies. As we stand on the edge of the 21st century, several countries around the world 
are transforming their public sectors with new reform paradigm under the terms like the new 
public management [1], entrepreneurial government [2], and governance [3]. 

Thailand is bound to change too - as Peter Drucker (referred to in Yosyingyong) put it: 
«No organization will survive without change management» [4]. All organizations, lead by 
the organization leader, must learn to develop new products and services continuously and 
this is the key factor to initiate change and manage it for sustainable success. They must face 
the above-mentioned change. Therefore, all organizations must adapt their missions, business 
goals and business strategies, all organizations must adapt to be more flexible, must improve 
their HR management, must modernize their structure together with aims for more 
developments, all of which are considered to be a constructive change. Change Management 
is yet another important tool of the management to utilize for bringing effectiveness and 
innovation in the organization. 

1. Concepts of Change Management and Innovation in the Public Sector.  
1.1. Change Management. Change is the gradual improvement and/or development of 

the existing services provided by a public service organization (PSO) or their organizational 
context. It represents continuity with the past [5]. Paul F. Wilson et al. (referred to in 
Chaowarit, 2005) defined that the change management is a process to improve or revise the 
design of operation, techniques or system, including all that is structural and non-structural 
context, such as organizational processes, documentation revision, all of which follow 
systematic change pattern [6]. 

Change Management is there to lay out plans and activities that help reduce the impacts 
caused by change. Change management also covers supports adaptation and change 
acceptance, developments of new potentials in order to accommodate changes that take place 
to ensure it achieves as planned because when a change occurs, it will affect both 
organizational level and personal level. Change management can be said to be a process and 
systematic activities occurred to handle and answer to change affecting organization, aiming 
to improve, change and develop potentials to achieve goals.  

1.2. Innovation Management. There have been ideas and discussions on innovation 
development for at least 50 years up to now. In the 1950s, an academics look at innovation as 
another branch of development separated from all other researches and studies. Nowadays, 
innovation is not being looked at as merely an output of the performance of one separate 
individual, but rather is an output of a problem-solving process within the organization, an 
interactive process as an output of the inter-relationships between organization and personnel 
with important roles. Nevertheless, in the 1960s there was a research on innovation activities 
in non-profit organizations or volunteer units, where the innovation study is treated as a 
branch of social sciences [7].  

At the early stage of the study, it involved examining the role of innovation with regard 
to the economic change in micro-prospective. Later, it was developed by prominent 
economists (Adam Smith, Karl Marx, A. Marshall) [8]. After that, there were studies of 
innovation with relations to competition environment in order to create competitiveness 
(Porter, Goumulka) [9], studies of the role of innovation with relations to the organization’s 
life cycle by Bessant and Grunt [10], it has also gained the attention of gurus specializing in 
innovation application management (R. Kanter, P. Drucker, Peters, J. Adair) [11]. 
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Innovation is defined differently dependent on the researcher. It is generally defined as 

«the introduction of new elements into a public service in the form of new knowledge, a new 
organization, and/or new management or processual skills. It represents discontinuity with the 
past» [12]. 

Comparatively, the management standard of services provided by the public sector is 
lower than that provided by the private sector. As such, it leads to less efficiency and less 
effectiveness in operation and less competitive advantage, as Michael Porter put it the lack of 
innovation in public sector is obstacle to better performance and productivity [13]. 
Innovation is undoubtedly one enhancing factor of government’s services. 

1.3. The application of concepts of change and innovation in the public sector. For 
centuries, the Thai public sector has a long tradition of being ruled by the few. Under absolute 
monarchy, kings exercised authoritarian rule over the public sector. The establishment of 
constitutional monarchy in 1932 paved the way for the powerful bureaucratic elite, especially 
the military, to assume control over the public sector [14]. Administrative reform has been a 
matter of utmost importance for centuries in Thailand. But the idea of reforming the Thai 
public sector in accordance with the principles of governance paradigm and the new public 
management is quite novel. For example, downsizing and privatization have become major 
policies of Thai governments only since the decade of the 1980s. But the major impetus for 
governance arrived very recently with the promulgation of the new 1997 Constitution which 
contains clauses in full support of the development of the governance paradigm in Thailand. 

For Thailand, with regard to research on change management and innovation 
management, changes taking place at the workplace must be well planned, appraised and 
controlled to achieve the goals and strategies as determined. For example, the Office of the 
Public Sector Development Commission has planned and lay out 7 strategies to develop Thai 
public sector (2003-2007): Strategy I: Re-engineer the work process, Strategy II: Re-structure 
the framework and administration of public organization, Strategy III: Reform financial and 
budgetary system, Strategy IV: Review the Human Resources management and compensation 
system, Strategy V: Change management paradigms, culture and values, Strategy VI: 
Modernize the public sector through e-government system development and Strategy VII: 
Enlist public participation in the work of the government system. 

Analyzing the 7 strategies of the Office of the Public Sector Development Commission, 
one can see that all strategies involve Change. Key success factors (KSFs) are needed to make 
the change successful. KSFs range from enhancing supportive environments, ensuring the 
readiness and co-operation of the staffs in the organization to cope with the change coming 
up, with a jointly accepted mission, goals and strategies of change that take place under the 
close attention and leadership of enthusiastic management team, all to drive and forward plans 
that have been set in conjunction with time, situation and target group. With the above being 
mentioned, we can draw a primary conclusion that in order to realize and make possible the 
application of ideas of change management and innovation management to add values and 
provide best possible goods and services for the general public, it requires public sector’s 
understanding to perceive the nature and needs of the serviced groups.  

Patnaporn (2000) has summarized her research on factors affecting the change and 
innovation management in the bureaucratic setting as followed: 

There was a case study done on Social Welfare Office at Samutsakorn province, 
Thailand, applying the process and format of change management and innovation 
management and using result-based management (RBM) on a pilot project, for the purpose to 
adapt the outcome of the study to be used at the operation level countrywide. The 4 indicators 
set to be achieved for major operations are efficiency, effectiveness, service side and 
operations required by laws. The study showed that there are 3 factors affecting the change 
and innovation management. They are the management potentiality of the management level, 
the preparedness of the personnel, the cultural factor and the organization structure [15]. 
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With the fact that the personnel at the Social Welfare Office are new shoots of the new 

generation, they are apt for change; coupled with the fact that Social Welfare Office has 
received funds to do this project (Change and Innovation Management). The fund is screened 
and approved by a joint committee composed of representatives from the government, 
employers and employees, the project is feasible to initiate new concepts. The most important 
thing is that the change leader must understand what to be changed, what the will serve and 
what should be done to bring on-going change that is sustainable. 

Moreover, there are samples of change management bringing innovation in the public 
sector. One obvious example is the National Health Assurance Office (NHAO) in Thailand. 
The organization is set up under the decree of National Health Assurance 2002 to assure that 
all Thai citizens have access to public health service which is to be standard and effective. It 
is the duty of the public sector to provide heath assurance to all walks of life. The primary 
objective was to provide the service for bureaucrats and employees of the public enterprises 
together with their family members only. Realizing that there are 47 millions more people 
who are not included in the primary 2 groups and have thus been overlooked, the innovation 
in the public sector thus has come to play to assure that all citizens will have equal access to 
public healthcare. It took more than 10 years to propose and make out laws to govern this 
decision with many amendments in between. After it was tested many times in many 
provinces in Thailand, the public healthcare was finally approved and became law in 
November 2002.  

This is a significant change. It is the first time in Thai history that the 
government/country has taken charge of the expenses incurred with respect to this law and the 
policy of the government has been aimed at increasing people’s income and cutting down 
expenses on healthcare equivalent to money saved. The major change is to make happen what 
has never existed before. There is certainly an effect with regard to this change. The most 
affected was the major change in the monetary and fiscal systems of the country. In the past, 
the distribution of budget was done according to the capacity of each hospital. After the 
change, the fund is distributed by the number of population who choose to use the service of 
the hospital. Therefore, hospital with more patients will receive more funds. The country’s 
public health system was then changed dramatically. Hospitals are now more patient-oriented. 
Patients no longer need to go to big hospitals for healthcare services, there are now good 
patient transfer system in the networking. One interesting change which has never happened 
before is the participation of the public. These are powers needed to be exerted to bring about 
changes: knowledge power, political power and people power.  

2. Problems and Suggestion. There seems to be problems and complexity when one 
tries to apply change management and innovation management at the public sector setting. 
This is mainly because the values and cultures of the public sector together with the internal 
environment are not supportive to the change. The size of public sector is normally big and 
thus obstructs the communication. There are also concerns that new management system and 
creation of new services can be costly, if fails, the representative who takes charge of the 
change is scared of taking responsibility. Besides, change may harm the interest of some 
certain group and thus creates resistance to change. Obstacles to change and to innovation can 
be «Silent Killers». Other obstacles may include top-down or laissez-faire senior management 
style; unclear strategy and conflicting priorities; ineffective senior management; poor vertical 
communication; poor co-ordination across functions, businesses or borders; inadequate down-
the line leadership skills and development.  

Hamza Ates (2004) studied the change from hierarchical-professional culture to 
business-like culture in the setting of Turkish health sector and found that it had never before 
applied new managerial techniques to change organization’s cultures and create innovation at 
the workplace [16]. This attempt is feasible as long as it changes the organization’s culture to 
be entrepreneurial, adaptive and positive to innovation management, which is a business-like 
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approach of the private sector. Brown et al. (2003) studied the change management and 
innovation management in the public sector using the case study of Australia’s Department of 
Main Roads, Queensland and found that by planning a change program with the goal to 
develop relational approach to manage change in the organization which consists of mostly 
engineers and technicians can best build competitiveness of these professionals in terms of 
their expertise and specialization, and as a result, lay a solid good foundation for future 
innovation for them to think, to take charge of the pressure arising in time of change [17].  

Speaking about change management and innovation, anyone embarking on a program 
of changing the way people work in organizations faces some enormous challenges [18, 
p.119]. Organization must enhance enablement, preparedness for change of the personnel and 
other factors which are supportive to change. The sense of ownership must be built from the 
start and everyone in the organization must aim at the same objective. Human resources 
management involves promoting employees’ level of knowledge and work capability, 
enhancing their work skills and attitudes for these activities to support the security and the 
growth of the organization [19]. Rewarding system must be set up in the organization to 
acknowledge personnel creating or bringing change and innovation. Also important is the 
awareness that, apart from the determination for change by the staff within the organization, 
the intention to make changes in the public sector in order to bring innovation will always be 
affected or influenced by the public policies. However, the management of the public sector 
needs a clear policy in order to confide all the staffs in the organization and finally bring a 
real change. 

It is not difficult to build innovation sustainability in the public sector, the major part is 
to choose clear targets for innovation, enabling and stimulating the enthusiastic government 
officers, to make them aware of the effectiveness that the change can bring, to build sub-
systems to support innovation after being started, ensuring the bureaucrats that the supporting 
system is there for them, making them feel that the bureaucrats and the interest groups will 
benefit from innovation and there is an appraisal system to support them (see Picture 1). 

Picture 1. Factors affecting change and innovation management in public organization 
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Conclusion. The public management reform is potentially a means to multiple ends. 

These include making savings (economies) in public expenditure, improving the quality of 
public services, making the operations of government more efficient, and increasing the 
chances that the polities which are chosen and implemented will be effective [20]. On the way 
to achieving these important objectives, the development of innovation management of the 
public sector is considered another important factor in bringing economic and industrial 
growth and upgrading the quality of life of the nation as a whole as the fundamentals of 
world’s economy and society nowadays are dependent on knowledge. Knowledge is the 
capital to all forms of intellectual property (IP) and the basics for innovation that can be 
applied for Thai public sector as followed: 

1. In order for the change management and innovation to be effective in the Thai public 
sector, it is important to adjust the Thai bureaucratic system which includes the bureaucrats 
themselves. In order to create organizational competitive advantage, each organization must 
treat their own employees as their customers [21]. The overall picture of the obstacles in 
today’s public sector in Thailand with bureaucrats included can be summarized as followed: 

The administration and decision-making of the bureaucratic system at present is still 
centralized with the politician being the authoritarian making the final decisions in all regards. 
In Thailand, a small group of political executives and senior bureaucrats who sit on top of the 
central government machine possess the sole authority to run the public sector. They exercise 
control over the national budget and two million public servants, and they have the 
authoritative decision-making power over the state machine. 

The public sector has over-expanded during the ‘Rush-Train’ for development period 
(1961–1977). It is the cause that jeopardizes the system, making too many work units and 
personnel work redundantly and thus causing problems with effectiveness. 

Most public sector structures are not flexible and irresponsive to the rapid change.  
The wages and compensation system in the public sector, compared to the private 

sector, differs tremendously, leading to moral weakness and turn to corruption and 
malfeasance in the pubic sector. 

Most civil servants lack moral awareness, work ethics; some are interfered by the 
political power - all that hampers the success of the work. 

2. All changes that benefit the majority may affect and lessen the power of the present 
authority and thus create resistance. Therefore, we need to get back to Principle I: Everyone 
should benefit from the change (a win-win solution) or the loss of the authority should be 
lessened; and Principle II: All changes that occur must be directed to correspond to the 
reinforcement of the rule «One receives what one contributes into» and «Virtue breeds 
virtue». 
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