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Preface
The 2021 EROPA Virtual Conference took place between 2-3 August 2021 hosted by
the Graduate School of Public Administration (GSPA), National Institute of Development
Administration (NIDA). Across the globe, growth and productivity have fluctuated while people
of both developed and emerging countries face rising levels of inequality as well as erosion
of social cohesion. This has led to a global consensus on the need for a more inclusive and
sustainable model of growth and development that promotes higher living standards for all.
Additionally, the spread of the COVID-19 pandemic around the globe even reinforces the
problem of inequality not only in access to healthcare but also to other social services. Central
to the policy debate on the issue of inclusive growth is the ability of governments to put in
place policies that deliver economic growth together with better sharing of the benefits among
social groups. These benefits go beyond income to include inclusive outcomes across the
different dimensions that matter for societal well-being, such as jobs, education, health, and
other public services. This is a vast agenda and a huge opportunity to deliver real, tangible
benefits for the citizens. The Conference attempted to reveal a substantive degree of
convergence and common ground on the content of the principles on enhancing inclusive
growth and development across the region. The agenda of the dialogue was deepening to
include a thematic dialogue on “Public Governance for Inclusive Growth: Accountability,
Engagement, and Digital Transformation in the COVID-19 Pandemic Era” with following subthemes.
1. Promoting Government Accountability for Inclusive Growth
2. Stakeholder Engagement for Inclusive Policy Making
3. Making Service Delivery Inclusive through Digital Transformation
4. Improving Public Sector Performance through Employee Engagement
The conference brought together scholars and experts from a wide range of Public
Administration fields and offered a wealth of opportunities for defining new ways for
governments to serve and interact with citizens for their better life and highlighted possible
avenues for cooperation between countries to promote resilience and sustainable the PostCOVID-19 recovery.
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Foreword
It is our great pleasure to present the proceedings of the 2021 EROPA Virtual
Conference. We have compiled the latest quality papers from scholars in the region and
around the world.
After blind review process, a total of 17 papers were accepted for presentation in
several parallel sessions of the conference broadcasting on GSPA Official Facebook and EROPA
Facebook, on 2-3 August 2021.
The papers are resourceful and contribute a great deal to the academicians and
practitioners in the field related to Public Administration. The organizing committee wishes to
express our special thanks to the authors, the reviewers, and all those who have contributed
to the conference. We would like to express our gratitude to all those individuals and
institutions who had supported this conference professionally and enthusiastically, without
whose commitment this special conference would not be possible.

The Graduate School of Public Administration
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------------------------------------------------------------------------“Public Governance for Inclusive Growth: Accountability, Engagement, and
Digital Transformation in the COVID-19 Pandemic Era”
Across the globe, growth and productivity have fluctuated while people of both
developed and emerging countries face rising levels of inequality as well as erosion of social
cohesion. This has led to a global consensus on the need for a more inclusive and sustainable
model of growth and development that promotes higher living standards for all. Central to
the policy debate on the issue of inclusive growth is the ability of governments to put in place
policies that deliver economic growth together with better sharing of the benefits among social
groups. These benefits go beyond income to include inclusive outcomes across the different
dimensions that matter for societal well-being, such as jobs, education, health, and other
public services. The spread of the COVID-19 pandemic around the globe even reinforces the
problem of inequality not only in access to healthcare but also to other social services.
The nature of inclusive growth itself demands strong government capacity to deal with
complex problems as well as strong levels of policy coherence. Public governance, through
the principles and mechanisms driving decisionmaking with accountability and engagement of
stakeholders with the more advanced digital tools, can be a key reinforcement of sound and
sustainable policy making for inclusive growth. This may require new approaches to policy
making that cut across policy sectors and levels of governments with the aim of pursuing
inclusive growth and development outcomes. In particular, a whole-of-government approach
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that aligns vision, incentives and delivery mechanisms across the policy-making cycle should
be required.
Despite relatively brighter economic growth prospect for Asia-Pacific countries, at least
in the near future, concerns over the issue of inequality and the sustainability of long-term
growth that benefits all social groups remain strong and there are high demands for
governments in the region to deal with this issue. The theme for 2021, therefore, focuses on
the role of public governance that is central to the promotion of inclusive growth and
development across the region. There are four main related issues presented in the following
sub-themes.

Sub-themes
1. Promoting Government Accountability for Inclusive Growth
Greater accountability is needed to achieve more inclusive growth in developing AsiaPacific countries. Despite being able to achieve economic growth, a high degree of inequality
constrains the impact growth can have on reducing poverty and achieving desirable
development outcomes. High levels of gross inequalities can also undermine social cohesion
and stability. Making growth more inclusive requires greater accountability of public institutions
as poor public sector management undermines economic growth as well as puts inclusion
out of reach. A range of initiatives involving increased accountability in all level of
governments’ activities should be supported. Policy implications on the improvement of
accountability across the region are needed for governments to use as a tool to achieve
inclusive growth.
This sub-theme will focus on the following areas:
Public sector reforms
Open and inclusive governance
Decentralization and local governance
Polycentric governance
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Upward and downward accountability of public organization
Governance networks in the public sector
Social capital and institutional trust
Public-private-society partnerships
2. Stakeholder Engagement for Inclusive Policy Making
Better stakeholder engagement both within and outside the public sector can help
ensure that policies to promote inclusive growth are the right ones and are implemented
efficiently and successfully. There can be many economic and social benefits to be gained
from effectively engaging stakeholders as policies are more coherent and more synergy among
projects can be expected. Greater acceptance as well as public trust can also be gained from
more engagement of stakeholders. Public administration solutions are crucial to promote
engagement of all stakeholders at all level of public policy making in order to ensure that
policies to promote economic growth are inclusive. Several issues concerning the role of the
public sector to support stake holder engagement for inclusive policy making should be
addressed critically and receive targeted attention from policy makers across the region.
The sub-theme will focus on the following areas:
Redistribution policies
Policy implementation and evaluation
Project management
Citizen engagement in public service delivery
Citizen engagement and poverty eradication
Participatory budgeting and auditing
Social innovation
Co-production and co-creation
Sustainability performance in public organizations
3. Making Service Delivery Inclusive through Digital Transformation
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Digital transformation is rapidly changing service delivery practices. New and more
demand for public services are expected from citizens. The shift from reactive to proactive
service delivery mechanisms, enabled by a transition from e-government to digital
government, offers the chance to better respond to user demand. Governments across the
region need to mobilize a more effective response to widening inequality and stagnating
median income as technological change and globalization have gathered force. Public data
are powerful asset to move from citizencentered to citizen-driven approaches, allowing
governments to better design and tailor public service delivery processes.
This sub-theme will focus on how public administration utilizes digital technology to
achieve inclusive public services in the following areas:
Digital government for inclusive development
Public service Innovation
Digital transformation in the public sector
Social Media and Inclusive growth
Digital welfare
Cloud computing services for government
Digital technology as a tool for inclusive development
Smart city management
Artificial intelligence in public service delivery
Transparent government through information disclosure
Inter-organizational information sharing
Making service delivery inclusive with the use of Big Data
4. Improving Public Sector Performance through Employee Engagement
Across the globe, the public sector has seen a sharp expansion in the amount of
activity devoted to improving government performance. It is important to ensure that any
government activities can produce the highest possible outputs in order to meet citizens’
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expectation and hence lead to desirable development outcomes. One important tool to
achieve higher performance in the public sector is through employee engagement. Civil service
operations are at present considered to be in the very challenging times especially as they
are faced with higher citizen expectations, yet, they have fewer resources. It is crucial for public
sector administrators to find mechanisms that lead to stronger and more efficient employee
engagement to achieve higher productivity and better performance at all levels.
This sub-theme addresses the question of how to improve public sector performance
through employee engagement in the following areas:
Integrated human resource management strategies
Performance management reform
Policies in human resource developmentMaintaining employee engagement and
motivation
Building social and ethical capital in public sector organizations
Participatory monitoring and evaluation
Employee performance and public service improvement
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ABSTRACT
Strategic human resource development (SHRD) has been studied for several years as
an approach to improving the knowledge and skills of employees and integrate employees’
work with learning, training, and development in the organization. This strategic development
aiming at individuals and teams could ultimately achieve the organization’s goals. The key
goal is to aim at the creation of quality products and services to customers as well as the
quality of life for employees on the basis of development. The idea is to try to maintain the
ability of the organization to compete in business and create returns to the organization. It is
highly recognized for its impact on organizational performance. Employee performance
through SHRD is the cornerstone of good organizational performance; therefore, it is a matter
of interest in the research for effective SHRD. Given this significance, the study is to present
the literature review of SHRD studies by explaining the meanings and identifying such variables
as employees’ job satisfaction and commitment. This paper will highlight the components of
SHRD through available literature and present the conceptual model among factors relating
to SHRD.
Keywords: strategic human resource development (SHRD), employee performance,
job satisfaction and employee commitment
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INTRODUCTION
During the past several years, strategic human resource development (SHRD) has
become more widely accepted as an approach built on the concept of the currently available
human resource development (HRD). It is also a concept that focuses on how to develop the
knowledge and skills of employees and organizations as well as how to integrate between
work and employees’ learning (Swanson and Holton, 2009). The existing HRD concept is used
as a guideline in the developmental process to create employees with expertise at the
individual, team, and organizational levels. The integration of HRD into the vision, mission, and
strategy of the organization is necessary and driven to SHRD. This is a new management
concept aimed at creating and applying for the organization in the long run-in terms of the
policy on human resources of the organization. In other words, how SHRD is implemented can
lead to success in organizational goals or strategic purposes. The concept developed from the
existing HRD is intended to be applied to employees at each level of the organization. What
is important is the ability to integrate HRD with the strategy of the organization. This new
perspective is considered part of the strategic human resource management to create a
competitive advantage. However, it is important to now extrapolate what an essential element
of an effective SHRD should look like from the available literature.
It goes without saying that the ultimate goal of the organization is its effectiveness. In
general, the effectiveness of an organization is reflected in the profits that the organization
generates or can be reflected in the return on equity of shareholders. As for SHRD in an
organization, the organization must provide employees with satisfaction so that it results in
the improvement of their performance. This is because employees are the main resource to
drive the organization to achieve the organization's goals. SHRD is management that must be
consistent with the organization's business strategy. Because the way that HRD for an
organization is not usually determined based on just one of the issues within the organization,
it arises from the consideration of the organizational structure as a whole to be used as a basis
for the formulation of guidelines. Such management change is considered an organizational
strategy that focuses on business consistency and organizational structure (Boxall, 1992).
Previously, the existing knowledge on SHRD in organizations, especially from
international academic articles, has mostly focused on the study of the overall strategy.
However, relatively little research focuses on SHRD, which is considered part of human
resource strategy and strategic human resource management (SHRM). In addition, achieving
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operational efficiencies through SHRD is a matter of interest in the search for SHRD approaches
because it still remains controversial in the various ways proposed to organizations in the form
of alternative models.

OBJECTIVE
The present study aims at reviewing the available literature in the context of SHRD
concepts and characteristics applied by previous research, articles, and books in order to
define components of SHRD to be designed to align with the goals and strategies for improving
employee performance of the organizations. This study also reviewed the literature of
employees’ job satisfaction and commitment as mediating roles for further exploratory
research.

METHODOLOGY
The present study is based on the empirical data from published sources, which mainly
came from articles published in journals, thesis papers, and academic books. To continue with
a review on SHRD and an endeavor to bring some clarity on the area of SHRD concepts, this
paper focuses on the mapping review to categorize existing literature on SHRD concepts. This
is to apply for further exploratory study in the Thai organization context.

LITERATURE REVIEW
The literature review focuses on SHRD literature and employee performance. In doing
so, it attempts to identify the relationships between employees’ job satisfaction and
commitment through a conceptual model involving key factors relating to SHRD.
STRATEGIC HUMAN RESOURCE DEVELOPMENT (SHRD)
The emergence of SHRD
The concept of SHRD became more prominent at the end of the 1990s, which saw a
wide variety of scholars and researchers (Becker et al., 2001; Ericson, 2006; Garavan et al.,
1995; Harrison, 1997; Nadler & Garland, 1986) endeavored to extend the concept of HRD to
be consistent with operating conditions of organizations that needed to be adjusted to reflect
changes in economic conditions and society of the world. The search for such ideas defined
HRD as a component of human resource management (Yorks, 2004). Under the concept of
human resource management, HRD involved training and development as a sub-specialty
element and subsequently elevated to the concept of learning and development (Walton,
1999) and into the development of people seeking strategic human resources that became
more apparent from the early stages of the 21st century to present. The concept of SHRD was
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further developed by Grieves (2003) who saw it as a development connected to the concept
of organizational development as well. For this reason, the concept of SHRD resulted in many
different perspectives. Under the concept of SHRD of the above diverse scholars, mentioned
that SHRD was a matter that arose from the vision of the organization for seeing the ability
and personnel potential based on business strategy, which was the overall view of the
organization. However, Armstrong (2000) suggested that it was a matter of developing learning
organizations, and the organization provided educational opportunities for personnel to learn
and develop at the individual, team, and organization levels. Another researcher who had
been trying to study and conceptualize this subject since the late 19th century, Garavan (1991)
looked at SHRD as strategic management of developing training and managing or being
involved in the education of personnel at a professional level so that such groups could
achieve the objectives of the organization. It also ensured the efficient use of knowledge and
skills of each person. Besides, Armstrong (2000) also argued that the SHRD concept was a
vision of the long-term operation of the organization and how SHRD would play a role in
fostering successful business strategies. It clearly shows that SHRD is based on the
organization's business strategy, which dictates SHRD. This role in HRD was to ensure that
businesses in operation could achieve their goals.
SHRD aims to create coherence and encompass operational guidelines for HRD. In most
cases, the HRD process focuses on creating an environment that encourages personnel in the
organization to learn and develop. HRD activities might include traditional training programs
used to guide HRD. However, SHRD will focus more on the development of intellectual capital
in the organization. Such a focus can be considered the creation of knowledge for the
organization under systematic knowledge management. In addition, SHRD has also considered
a means of planning for personnel to access development on their own, also known as, selfadministered learning under the support and guidance of appropriate knowledge
development from the organization. Even though SHRD is in line with business directions, its
policy should also take into account the wishes and needs of individual development. Another
priority in HRD policies is to take into account the ability to work from both outside and inside
as well (Armstrong, 2000).
SHRD Approach
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With the concept of HRD expanding considerably, it raises the question of how
important an effective SHRD should be. A number of researchers have tried to build on the
idea of SHRD with a basic conclusion that SHRD is linked to organizational strategies. In
addition, under various perspectives in the construction of the model, SHRD and strategic
development perspectives are also designed under different foundations. Some research has
a process perspective. To achieve SHRD, some views were built on contexts or various
elements to achieve an SHRD approach.
Armstrong (2000) made efforts to define an SHRD approach, focusing on the elements
of organizational action that were linked to the concept proposed by Grieves (2003) that
strategic development was fundamentally derived from organizational development. That was
how the elements of organizational operations to create a strategy in this area should be
looked at.
The individual learning strategy
The individual development is to discover the development and learning
opportunities: 1) identification of learning needs; 2) planning roles in self-administered
individual development and learning; and 3) supporting learning in a guiding manner of the
development, coaching, mentoring, designing third-party development courses to meet
individual development needs with internal and external training programs.
The development of organizational learning and the learning organization
strategies
Organizational learning happened under two conditions: learning from success and
learning from failure (Argyris, 1992). In a learning organization, however, it was a skill of the
organization created by the organization and its transfer of knowledge (Garvin, 1993). There
was also a change in knowledge to create new knowledge that was more profound. Previously,
Senge (1990) called the learning organization a continuous learning organization to build the
future of the organization.
Knowledge management strategies
Knowledge is the result of learning. Organizational learning can be developed and
enhanced as the organization develops and implements a systematic knowledge management
strategy. The knowledge management strategy encourages the sharing of knowledge by
connecting individuals in the organization through documented information transfer to create
learning from the experiences of the people in the organization in the information system.
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The development of intellectual capital
Intellectual capital emphasizes the importance of adding value to assets and reducing
the burden of expenses to a minimum. The basis of this strategy is to gather information on
the specific knowledge that the organization has and assesses future needs.
Manager development strategies
These strategies are the subject of a long-term view on how to create an effective
organization for 1) making certain supervisors and executives understand the expectations the
organization has for themselves and accepting of the goals that the organization wants and
the results of assessments and areas that need improvement from performance deviations
from the goals; 2) classification of supervisors according to their potential to stimulate
preparation and action in HRD and to ensure that supervisors are required to have greater
responsibility in their area and elsewhere within the organization, and 3) implementing
successors and building systems and reviewing them regularly.
Emotional intelligence development strategies
Emotional intelligence will make a person successful as a leader and can be identified
as having the abilities to 1) control one's own emotions and behavior; 2) perceive and
understand emotions, conveying them and knowing their impact on others; 3) understand
other people's emotions and skills in responding to others' emotions; and 4) manage
relationships and build networks with others to get results or achieve goals desired (Goleman,
1998)
The development of strategic capability
Strategic capability includes the ability to properly select strategies and actions as well
as the selection of suitable resources. Harrison (1997) proposed that the stimulation of
strategic competence involved planning the learning activities that individuals needed to
improve, including 1) understanding the rapidly changing business environment; 2) the ability
to create a strategic vision; 3) understanding strategic decision-making tools and processes; 4)
understanding of methods for creating strategies; 5) selection and evaluation of strategic
decision-makers; 6) linkages between strategy and performance; 7) quality of thinking and
strategic learning, and 8) management and development of organizational knowledge base.
According to Garavan's concept, SHRD was regarded as the strategic management of
development training and management or professional educational intervention to achieve
organizational objectives. At the same time, the effective use of the detailed knowledge and
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skills of each employee was ensured (Garavan, 1991). It has also highlighted the need for
integration into business planning as essential for SHRD, as well as participation in
organizational goals and mission awareness. It was then suggested that the active support and
involvement of senior management as a stakeholder was essential to the development of an
SHRD approach. Garavan (1991) argued that the external environment affected opportunities
or obstacles to business operations and HRD. It was an important factor contributing to the
strategic development of human resources. The nine key features of SHRD proposed by
Garavan (1991) were: 1) integration with organizational missions and goals; 2) top management
support; 3) organizational environmental inspection; 4) HRD plans and policies; 5) supervisor’s
commitment and involvement; 6) existence of complete human resource management
activities; 7) expanded role of trainers; 8) creation of HRD as part of organizational culture; 9)
focus on evaluation. It was generally accepted that SHRD was representative of a model
developed from previously emerging HRD. Swanson et al. (2009) identified HRD as a process
of developing expert knowledge for the purpose of developing individual and teamwork
processes, which included the organization system. HRD was clearly focused on the
development of skills, knowledge, and competence specific to the organization's objectives
to ensure that employees were able to apply knowledge to their responsibilities (Mankin,
2009). However, it was also argued as to what direction should SHRD be. Certainly, SHRD still
aimed to achieve organizational objectives of performance resulting from the effective
performance of employees.
Grieves (2003) offered four key characteristics for SHRD. He stated that the four key
principles should consist of SHRD as part of the organization’s strategy; Responsibilities
assigned to the supervisor; Raising the level of training to learn; and Learning of the
organization from the basis of the work, which could be described in detail as follows: 1)
Creating SHRD as part of organization’s strategy; 2) Assigning responsibilities to supervisors; 3)
Raising the level of training to learn; 4) Learning of the organization from the fundamentals of
work.
After the study by Thomas N. Garavan in 1991, Garavan (2007) tried to introduce a new
approach in terms of SHRD integrated into alignment with the organizational structure at each
level (vertical) and the same level within the organization (horizontal) in learning activities and
development, which could lead towards the achievement of strategic goals. SHRD was divided
into four levels: Level 1 was the international environment, which focused on the adaptation
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of various systems, policies, and practices. This level model proposed an international
environment that could be understood under local, national and international conditions.
Level 2 included strategy, culture, and leadership. The model at this level influenced SHRD
practices adopted by the organization and the organization's priorities in obtaining a price
strategy. They generally focused on training skills that led to productivity and efficiency. Level
3 was job value. Job specificity was at different levels in job value and job specificity. The
organization decided on the applied SHRD practices based on the importance of the job. The
last level had to do with the individual expectations of the value of the person in the
organization. Employee expectations and organizational decisions were relevant to employees
who were considered good in the organization through the implementation of SHRD or
strategic approaches by the organization (Furnham, 2003).
From a collection of important research efforts to present a model of SHRD as a
guideline for the development of employee performance and the performance of the above
organization, it can be seen that each conceptual perspective and sub-element of SHRD are
focused on two levels. They focused on the development of employee performance and
building the performance of the organization as shown in a wide variety of SHRD models
today. Some of them were Becker et al. (2001), Boudreau and Ramstad (2004), Dwyer (2000),
Garavan (1991;2007), Gilley and Maycunich (2000), Gilley et al. (2002), Lee (1996), Pfeffer (1998),
Robinson and Robinson (2005), Torraco and Swanson (1995), Ulrich (1998). Many of the studies
attempted to apply the principles of Garavan (1991) as a model for testing relationships with
organizational performance. There were many elements in the strategic operation of the
organization, the researcher was of the opinion that the results of previous studies could not
answer whether "Strategic HRD" and "HRD strategy" was the same or different. In addition, the
writer is of the view that many components of SHRD could be categorized in contextualization
through strategic organizational management in order to create a suitable environment for
learning. The concept of Armstrong (2000) was also aimed at raising the level within the
organization to learn and develop human resources to be more strategic. The components of
SHRD based on the concept of key researchers and scholars could be divided into two
contexts as follows:
Table 1 Structural Components of SHRD
Scholars
Armstrong (2000) 1. Individual learning

Components of SHRD

Contexts
Development
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Scholars

Components of SHRD

Contexts

2. Development of learning and learning organization
3. Knowledge management
4. Intellectual capital development
5. Supervisor development
6. Emotional intelligence development
7. Strategic capability

Organization
Organization
Organization
Development
Development
Development

Garavan (1991)

1. Integration with the mission and goals of the organization
2. Support from top management
3. Organizational environment inspection
4. HRD plans and policies
5. Supervisor’s commitment and involvement
6. Existence of complete human resource management activities
7. Expanded trainer roles
8. Creation of HRD as part of organizational culture
9. Focus on evaluation

Organization
Organization
Organization
Organization
Organization
Organization
Organization
Organization
Organization

Grieves (2003)

1. Development of strategic human resources as involved in strategy
2. Responsibilities assigned to the supervisor
3. Raising the level of training to learn
4. Learning of organization from the fundamentals of work

Organization
Organization
Organization
Organization

Garavan (2007)

Level 1: Overall environment at local,
national and international levels
Level 2: Strategy, structure, culture and
leadership
Level 3: Work value, specificity of work
Level 4: individual expectations, the value of
the individuals in the organization

Organization
Organization
Organization
Organization

Source: Adapted by the author
According to the varieties of SHRD components from the literature above, it is evident
that many scholars and researchers have alternatively proposed components of SHRD linked
to the organization’s strategy for the executives of organizations and human resource
professionals for their management.
EMPLOYEE PERFORMANCE
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Employee performance had been of interest, especially during the late 20th century.
Various researchers and scholars have still been trying to define "performance" giving different
meanings according to their study findings. However, the definition of employee performance
shares a core concept that performance is determined by the results in which employees
deliver to the organization. Among a number of diverse researchers having given the
definitions, Campbell (1990) defined that "performance" as a behavior or action related to the
goals of the organization. This concept was in the same direction as that of Kenney et al.
(1992), which stated that employee performance was measured by the operational criteria
established by the organization. Furthermore, Bernardin and Russell (1998) added that this
performance was the result of a job or activity that had been scheduled for a specified period.
This is in line with Herbert et al. (2000) that employee performance was the result or
engagement of employees to achieve their goals.
After the year 2000, Williams (2002) stated that performance was considered a product
of work. He stated that there were many terms that could be used to reflect performance,
such as results, targets and goals, and so on. As for research in the following year, Ellinger et
al. (2003) concluded that performance was the sum of results obtained from the
implementation of expertise and skills of employees. The efficiency of the employees was
considered from the results of the employees accumulated from the skills, efforts, and the
ability to jointly increase productivity in order to achieve the organization's goals.
Components of employee performance
The concept of performance began to be widely accepted as having a
multidimensional construct involved in employee performance in the organization. Especially
in the last decade of the late 20th century, many researchers tried to study and find
conclusions in this matter, with examples of important researchers during this period, such as
Borman and Motowidlo (1993); Bates and Holton (1995); Campbell et al. (1993); Campbell et
al. (1996), etc. As for performance components, Campbell et al. (1993) searched for the
performance components and defined the contexts of behavior expressing the performance
in eight aspects. These eight aspects were not in the same format as they had differences in
the form of sub-factors and the content varied according to the work performed. However,
Campbell et al. (1996) conducted further studies and stated that some work might be beyond
the eight aspects, which included: 1) specific ability; 2) ability to work in addition to specific
job duties; 3) ability to write and verbal communication; 4) attempt to show dedication in the
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work; 5) self-discipline; 6) participation in working with teams and helping colleagues; 7) ability
to supervise the operations of subordinates closely; and 8) ability to manage people and other
resources in an organization for cost control and finding the necessary resources for
organizational management.
Moreover, among the number of researchers looking at the diversity of the
components of performance, Borman and Motowidlo (1993) divided the performance into
two parts. The first part was the task performance, which consisted of various tasks that were
the main activities of the organization, such as production, marketing, and purchasing, etc. The
other was the contextual performance, which was a performance that was not a direct role
but a context-related work. For example, the behavior of the employees that showed kindness
and sacrifice, which were expressed in the form of helping colleagues in the operation, etc.
Furthermore, Borman and Motowidlo (1993) identified the researchers and organizations that
rarely paid attention to studying samples to explore the other performance contexts, which
could achieve more efficiency for organizations. As a result, there was a tendency to find the
answer by focusing only on the task performance. The second form was the context
performance, which was related to the organization's service activities, distribution of products,
important event planning, coordination and supervision of various related tasks, or even
helping the work of colleagues in order to work efficiently and effectively. When activities
related to these tasks were carried out through effective work behavior, they could lead to
expectations of the employee performance that would support the organizational goals.
A few years later, the components were divided into two parts: task performance and
contextual performance. There were more restrictions as the organization felt the lack of
performance consideration. This allowed Heskett et al. (1997) to propose a third component
in performance based on adaptive performance. The newly added performance component
provided a unique perspective on the ability of employees to change work under a dynamic
situation that was constantly changing. Additionally, many researchers described the work
behavior of employees that could be adjusted according to the situations (London, 1983;
Murphy & Jackson, 1999; Pulakos et al., 2000). One of the mentioned in this regard, Pulakos
et al. (2000), said that employees could show their organization adaptive performance by
changing the behavior according to the needs of the work that changed according to the
situations that affected operations. From the 21st century onwards, many researchers have

12

tried to frame the concepts or classify the performances for measuring employee
performance.
The concepts of employee performance suggested by these scholars were based on
the extension of two key components: task performance and contextual performance (Borman
et al., 1993). The efforts in finding the more comprehensive components of the performance
were mainly related to the search for behavior that affected the employee performance in
the organization, such as Johnson (2003), Parker et al. (2006), Audrey and Patrice (2012), and
Koopmans et al. (2014) and so on.

Figure 1 Components of employee performance
Source: Adapted from Borman et al. ( 1993), Johnson (2003), Parker et al. (2006), Audrey and
Patrice (2012), and Koopmans et al. (2014), etc.
However, under the behavioral controversy, Motowidlo and Schmit ( 1999) described
the performance view of the sum of behavior that people expected to receive from that
employee in contributing to the organization under his or her work environment. Those
considered highly effective in their work often got employment priorities from the organization
when compared with less efficient employees. Therefore, it can be said that the success of
every organization depends on the work efficiency of the employees. However, although the
behavior in the operation is only a feature that is relevant and affects the performance, it is
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considered related because the behavior is what the employee shows in the operation to the
organization.
RELATIONSHIP BETWEEN SHRD AND EMPLOYEE PERFORMANCE
Employee performance is a variable as this paper aims to find out in what ways
organizations can generate efficiency through SHRD. In terms of performance, a number of
academic works have been studied from different perspectives in order to lead to good
employee performance. Academic work examples, such as those of Shields et al. (2015),
indicated that employee performance was divided according to the level of work performed
by the employees and their responsibilities, and found that employee performance at each
level was relevant to results and success. In addition, Ahmad et al. (2015) stated that
employee performance was relevant to organizational culture. According to the concept of
SHRD by Armstrong (2000), it differed from HRD that defined a general development model
focusing on individual development. However, the concept of strategic development needs
to be consistent with the strategy and goals of the organization. Therefore, multi-dimensional
development is the overall development or the creation of a development environment in
the organization that will support individual development. This includes the importance of
employee development at the supervisor level in order to drive the strategy of the
organization, which can anticipate the success of the organization from SHRD.
FACTORS RELATING TO THE RELATIONSHIP BETWEEN SHRD AND EMPLOYEE
PERFORMANCE
Job satisfaction and employee performance
A number of researchers and organizations are trying to find answers about the
relationship between job satisfaction and employee performance. In particular, such
organizations aim to seek the opinions reflected from the views of the employees through
activities or what the organizations carry out. Thus, it can be seen that this kind of action will
result in employee satisfaction reflected back to the organization as a dependent factor that
results from what the organization has done, which is considered a causal factor. In studying
the interrelationships between these factors. Hersen (2004) stated in his academic work under
the topic of psychological assessment that there was only a small positive relationship
between efficiency and job satisfaction and work performance. However, he stated in his paper
that employees who were satisfied or happy would be able to work more efficiently.
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Since 2000, most studies have shifted to focus on job assignments in terms of results
and behavior because studies of this nature are easier to find and can provide more
observations than studies of individual characteristics. A study by Judge and Bono (2001)
argued that there were seven models that could be used to describe performance and
relationships with satisfaction. This identification means that some of these models could be
used to determine the relationship between job satisfaction and work efficiency. As a result,
it could be said that employee satisfaction could either improve their work performance or
vice versa. In the same year, Schermerhorn Jr et al. (2001) stated in their academic work that
job satisfaction was the level that each employee felt positively or negatively about the job.
This showed that job satisfaction was a general attitude that people had toward their job.
Moreover, the said academic work also addressed job-related factors, such as wages and job
responsibilities, opportunities for promotion, support from supervisors, and relationships with
colleagues that might affect employee satisfaction or dissatisfaction. The factors in each of
these tasks have a positive correlation. In addition, Sarmiento et al. (2007) concluded from a
study that claimed that performance was a consequence of two components: the ability and
the skills of employees to better use their work. Moreover, some researchers tried to explain
job satisfaction by separating into the job satisfaction directly under the responsibility of the
employees and the job satisfaction that was not their direct responsibility. In this study, it was
found that there was only a small relationship between job satisfaction and job performance.
This study did not summarize the direction of the relationship of these factors (Van den Bergh
& Behrer, 2011).
Finding the link between job satisfaction and employee performance, which was
reflected in the results of many organizational behavior studies, led to the conclusion that
employee performance and job satisfaction in the past few years. An example of such was
the Yahaya et al. (2012) study, which was a psychological study of career pressure,
organizational commitment, and job satisfaction and employee behavior as members of the
organization discovered that the performance of employees depended on job satisfaction.
Therefore, the relationship between job satisfaction and employee performance is an issue
that organizations have to consider and lead to SHRD. In general, these two variables show
the direction of a logical relationship between each other. Successful organizations are those
that use periodic satisfaction tests and job performance tests to monitor the levels of these
important variables and determine the level of values that need to be improved. According
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to a study by Rose et al. (2011) regarding the impact of organizational learning on
organizational commitment, job satisfaction, and performance, their objective was to observe
a connection between job satisfaction and performance through a sample of public service
supervisors in Malaysia. The results of this study made us aware that organizational learning
had the same positive impact as organizational commitment, job satisfaction, and
performance.
However, in the study of the relationship between job satisfaction and performance,
there was still controversy about the role of satisfaction variables as independent variables
that affected or being a factor that was affected as a dependent variable. An example of a
relevant study included the Muindi and K’ Obonya (2015) study indicating job satisfaction as
something that caused better performance than independent performance, resulting in job
satisfaction. In addition, the previous work of Shaikh et al. (2012) during the past few years
attempted to put forth the view that if job satisfaction was due to extrinsic satisfaction, it
would lead to good work. However, if satisfaction was achieved through an inner feeling, that
satisfaction would result from performance instead. In studying the interrelationships between
these factors, Farsi et al. (2017) conducted a study of employee satisfaction between the
Oriental Ready Mix Company Sultanate of Oman and reported that in building the satisfaction
of employees in most companies, 75 percent of the employees stated that their boss
appreciated them. The results of this study could be linked to the appreciation of hard-working
employees and good job performance in supporting the company to get good results from
their work. This study, therefore, suggested that job satisfaction played an important role in
the efficiency and effectiveness of employees.
Role of employee commitment
Commitment is one of the factors that researchers and scholars continuously pay
attention to in the study of the impact on the performance of employees and the organization
through a lot of research (Baron & Greenberg, 1990; Herbert, 1976; Kanter, 1968; Mowday et
al., 1982; Northcraft & Neale, 1990; Northcraft & Neale, 1996; Sheldon, 1971; Steers, 1977), all
of whom defined the meaning in the same direction in a number of these studies: Herbert
(1976) said that organizational engagement coordinated employee behavior with
organizational goals that defined activities and behaviors. Employees intended to accept those
goals as incentives to meet them. Even though they might have to sacrifice some of their
personal interests. Defining the meaning of commitment was another difficult factor as
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proposed by Mayer and Allen (1991; 1997) and Meyer and Herscovitch (2001) attempted to
compile and analyze both similar and distinct traits to describe the essential characteristics of
commitment. They stated that commitment was the driving force that bound a person to act
in connection with a set goal. In addition, Sheldon (1971) defined commitment as a worker's
attitude or feelings to an organization, which was a positive assessment of the organization
and it would be the link between that person and the organization. Later, Mowday et al.
(1982) and Northcraft and Neale (1990) all referred to commitment as a deep, strong
relationship between employees and the organization, rather than the typical loyalty. It was
because the commitment was considered a strong relationship and drove employees to be
willing to devote themselves to creating better-performing organizations. Under the
perspective of Baron and Greenberg (1990) and Steers (1977), they agreed that commitment
referred to a person’s desire to be a part of the organization forever. It was the employee’s
sense of self-unity with the organization, the value that he was in harmony with the other
members of the organization, and the willingness to devote his energy and encouragement to
the mission of the organization.
Additionally, there were researchers who had tried to conceptualize commitment in
such a way that it could be characterized in multiple issues. In this number of researchers,
Steers and Porter (1983) defined organizational commitment as a three-character trait of
individual relationships: 1) strong beliefs and acceptance of goals and values 2) willingness to
put forth their best efforts for the organization and 3) great hopes of continuing to be a
member of the organization. Steers (1977) said that organizational commitment could be
better used to predict the turnover rate of employees in an organization than the job
satisfaction study. That is to say 1) the commitment to the organization is a concept that
covers more than job satisfaction. It can reflect the general effect that the individual responds
to the organization as a whole. Job satisfaction, however, reflects a person's response to the
job or only one aspect of the work. 2) Commitment to the organization is more considerable
than satisfaction despite its firm but slow development and 3) Commitment to the
organization is a measure of the effectiveness of the organization.
Jones et al. (2006) stated over that over the years career commitment had been
defined and measured in several areas, including 1) Job commitment could be a balanced
force that served to maintain and encourage employee behavior. 2) A polite power
commitment required the person to honor the commitment. 3) Work commitment could
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identify the individual strength and physiological commitments that people in the organization
felt (Rehman et al., 2013). It can be concluded that commitment to work in the organization
is composed of employee behavior, focusing on real career commitment that provides
concrete internal and external substantive material environments within the organization and
retaining the organization's employees. Career commitment is based on the performance of
the employees receiving and appreciating the temptation to match the performance that
might be rewarded as well as the organization’s returns. One of the key factors is the
physiological or emotional engagement of the employees responsible for the positive
response from the organization through loyalty, feelings of warmth and happiness, etc. Overall,
the career commitment supported organizational goals.
This study analyzed various theories, focusing on the conceptualization model of
Meyer and Allen (1997). Most organizational careers were planned with strategic procedures
under the control of the organization. Most behavioral characteristics were presented in a
manner aimed at improving current jobs and relocation intent Kossek et al. (1998) In addition,
there were studies that indicated that commitment related to employee performance through
measuring employee work behavior was positively correlated with career commitment.
Dramatic changes had occurred in the past few decades that could be seen in large retail
organizations. Arnold and Davey (1999) conducted a study to help retail organizations
understand the rationale for employee performance through motivation, job satisfaction, and
job commitment. Employee performance could be measured in terms of motivation and
satisfaction. A conclusion could be drawn from this study that there is a significant positive
relationship between motivation, job satisfaction, and job commitment. These variables are
determined by the education and work experience of the employees.
According to the preceding discussion, employee commitment was what helped
support organizational goals by emphasizing the conceptual framework-building model of
Meyer and Allen (1997) in three components: continuance commitment from employees
working with the organization, an effective commitment that they were part of the organization
and had to be dedicated to working, and normative commitment from general social
norms that instilled the individual responsibility for work and the organization. For this
employee commitment to develop most organizations had to plan and strategic procedures
had to be in place in order to create a feeling of attachment in the employees.
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Figure 2 Conceptual model of the relationship related to SHRD
Source: Adapted by the author

CONCLUSION
The preceding discussion from the perspectives and test results of various concepts
on SHRD in the available literature, the meaning and essential elements of SHRD that could
be summarized as a guideline for members of the organization to acquire in the learning
process is that knowledge learning and sharing as well as applying the existing and acquired
knowledge to connect with the vision, mission and strategy of the organization either persist
or change. The development focuses on two contexts: development context, which mainly
focuses on the development of knowledge, abilities, skills, emotional intelligence especially
for middle managers, supervisors, and employees to have the ability to meet the needs of
the organization. The other is organizational context, which is to create an environment to
support such development as that from the management of effective HRD policies and plans
and the increasing roles of human resource professionals. Therefore, it can be said that
components of SHRD linked to an organization’s strategy for the management of the
organization are alternatively proposed by scholars and researchers. However, an effective
SHRD approach is expected to be useful to those involved at both the organizational and
personal levels. Eventually, this paper could lead to the design development for SHRD that
could affect employee performance in line with the strategies and goals of the organizations
as well as for HRD professionals.
In light of the details obtained from the past literature reviews of SHRD, the results
indicate that a number of quantitative studies have been used to apply components related
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to creating an organizational environment to test the effectiveness of the improvement of
employee performance rather than factors related to training and development. It is,
therefore, interesting to explore how each context of SHRD affects employee performance
and what components of an effective SHRD should be widely used in organizations.
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BUILDING A DIGITAL TRANSFORMATION CITY FOR HO CHI MINH CITY
FROM SINGAPORE’S EXPERIENCE
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ABSTRACT
When Singapore is mentioned, we immediately think of a country famous for its
synchronous and modern urban infrastructures. Singapore is known as one of the pioneers in
the development of smart urban in the world. Currently, this country owns a smart transport
network and advanced public services, which brings a very efficient and convenient experience
for its citizens. Ho Chi Minh City in Vietnam has a geographical location and importance which
are identical to that of Singapore. It is the priority of Vietnam to develop Ho Chi Minh City into
a smart urban with the trend that Singapore applies to serve the requirement of sustainable
urban development. Ho Chi Minh City should pay attention to the experience that Singapore
has undergone and use smart systems to improve life quality. This essay shall summarize
Singapore's smart city building experiences and suggest solutions for Ho Chi Minh City in
Vietnam.
Keywords: electronic government, smart urban, Singapore, Ho Chi Minh City.
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1. INTRODUCTION
1.1. Smart urban
Smart urban can be envisioned as urban areas that use different types of electronic
methods and sensors of AI technology to collect data relating to human life within a certain
scope. Once detailed information is collected from such data will be used to manage assets,
resources, and services effectively; in return, such data will be used to better manage activities
and daily activities across the area. Data is collected from the citizens, equipment, buildings,
and assets. With such data, a machine system operated by AI technology will analyze, handle
and transfer data to the state’s administrative management authority to serve (electronic
government), transmit information to functional units to improve the service quality of urban
government, reduce energy consumption, and effectively manage natural resources.
Smart urban technology allows urban officials to interact directly with both
communities and urban infrastructure while monitoring the happenings in the development
of regional and local. The technology is applied to increase quality, efficiency, and interaction
of the urban services, to decrease management fees and other resources consumption as well
as increase contact between the citizens and government. Smart urban applications are
developed to manage the urban flow and allow real-time responses. As a result, a smart urban
may be more prepared to deal with challenges than an urban with a simple "transaction"
relationship with its citizens.
For instance, using a sensor system to detect the point of domestic water leakage, and
then take measures to repair timely to avoid the loss of water resources. Thus, smart urban is
an urban model that applies information technology and artificial intelligence to manage and
raise urban living standards, improve the service quality of urban, rural, and island areas as
well as special economic administrative zones and enhance efficient use of energy resources
and natural resource.
1.2. Criteria for smart urban determination
Official standards for smart urban have yet been introduced in the world; however,
some main criteria are determined as factors for smart urban assessments and standards
some organizations and countries, they are:
+ Smart economy.
+ Smart transportation.
+ Smart environment.
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+ Modern urban management.
+ Smart citizens.
+ Smart life.

2. REAL-LIFE EXPERIENCE LEARNED FROM SINGAPORE
2.1. Singapore’s achievement
Singapore is a country with relatively limited resources. In the past, the late Prime
Minister Lee Kuan Yew, once said that Singapore had to face several certain challenges due
to limited natural resources and capital; in addition, citizens residing were those who came
here to earn a living, and not for building and developing this land. Thus, Singapore was not
deemed as a country with a strong and sustainable economic potential to build a smart urban
basing on economic potential. Despite such fact, Singapore has urbanized wildly; Singapore’s
economy is becoming larger and larger even though it suffered severely from Asia financial
crisis in 1997-1998. In the last few years in the 20th century and the beginning of the 21st
century, Singapore has become the busiest deep-water port country in the world and the
largest financial, banking, logistics, and commercial center in Southeast Asia. Socially, more
than 90% of Singaporeans have their own houses, and there are virtually no homeless people
and starvation. The reasons are:
2.1.1. Essential urbanization determination: Urban administrators of Singapore
assume that urbanization is an essential process that should not be avoided and should be
deemed as a challenge for businesses to create an image of a prosperous and healthy urban,
yet still ensure the sustainable factor over time. Accordingly, Singapore emphasizes on
innovative planning, smart design, and sustainable development. Since 1971, Singapore has
operated comprehensive planning of the entire country 1/5,000 and has persisted in
implementing the plan until today. With this comprehensive planning, Singapore has divided
sections into high-rise buildings (10 floors), medium-rise buildings (3-10 floors), and low-rise
buildings (1-2 floors). Preservation of ancient architecture and synchronous infrastructure
connection is taken into consideration in building construction with capital invested by the
state.
2.1.2. Respecting nature: Nature is brought into urban areas to soften the hard aspects
of urbanization. By applying a series of strategies including the garden in the street, or roof
garden and so on. Hence, Singapore is currently the country with the highest density of tree
cover in the world.
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2.1.3. Optimizing public spaces and civilizing public places: Right from the
beginning of Singapore planning, the state has operated a series of propaganda programs for
people to practice civilized lifestyles in public places and high-rise apartment buildings.
Currently, when visiting Singapore, we cannot help but be surprised at its cleanliness with no
indiscriminate littering. The people here have self-awareness in all aspects of social life, from
which government can save a large number of fees for pollution prevention, litter treatment,
and penalty handling.
Since 2014, Singapore has started the program “Smart Nation – Vision of a Smart
Country” with the purpose to develop information technology and media system, network,
and data to seek solutions for challenges posed by population aging, urban population
density, and energy conservation of this country. As a result, currently, Singapore is in the Top
20 smart urban worldwide according to Juniper Research’s results based on the assessment
of urban in four areas: transportation, health care, public security, and citizens’ labor
productivity. In the World Urbanization Prospects list, Singapore is described as an urban
country without a rural area whose urban lifestyle is always positively developed with better
improvements in the following year compared to the previous year. In addition, according to
an assessment of Easy Park Group – a pioneer in smart urban development, this country is
also ranked 2nd in the list of 100 smart cities in the world based on criteria such as
transportation, sustainable development, state management, digitization, living standards,
creative economics, etc.
2.2. Elements creating smart urban in Singapore
2.2.1. Smart transportation application
Singapore is known for its modern urban infrastructure with a smart transportation
network that is effective and convenient for the citizens. The transportation system in
Singapore includes these means of transportation: Taxi, bus, subway, Trishaw (a type of vehicle
similar to pedicab), boat, and ship. The 2 types of public transportation that are mainly used
in Singapore are subway and bus. Singapore has developed a Smart transportation system
through One Motoring service, which is an electronic information portal providing traffic
information to the driver and allowing fine payment in case of violation. It is also a smart
management system for public transportation, which includes SBS Transit and SMRT. It
forwards real-time information to provide a more accurate estimate of bus schedules. This
allows operators to optimize bus routes and schedules according to the number of travelers.
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As a result, Singapore’s public transportation system becomes convenient, comfortable, and
reliable. Both the residents of local and tourists are satisfied with its transportation system,
especially public transportation system. To gain such achievement, Singapore has carried out:
- Long-term transportation planning and flexible adjustment to conform to actual
situation: The government has introduced a strategic plan for the network of transport axes
to form a rigid framework for the transport system in the future after 40 years and is phased
in investing in each period of 5 years, 10 years and 15 years. After every 10 years of planning,
this strategy will be considered for adjustments once. The planning vision of Singapore is to
build a high-quality public transport system. Currently, Singapore’s vision in transport planning
up to 2030 is to strongly increase the public transport system by 75%, build a transport system
for users, reduce travel time and 80% of households take only a 10-minute walk to public
transportation stations.
- Imposing heavy penalties for traffic violations: to make sure transport station operates
safely and effectively, traffic violations are heavily fined by the state, from hundreds to
thousands of Singapore dollars based on the severity of the violation.
2.2.2. Development of green urban architecture
The late Prime Minister of Singapore, Lee Kuan Yew launched a campaign of greenery
planting in the lion island, focusing on growing and popularizing the urban greenery since he
held the government of this country; always creating the priority policy for architectural works
which are close to the nature and friendly with the environment. There are comments that
several houses in Singapore if viewed from a distance, look like a tropical forest. Trees are
planted on the roofs and the outer surface of buildings like a garden. Importantly, the current
buildings in Singapore have always been digitized and their data are saved. These data serve
as a resource to provide builders with the information to quickly design and synchronize the
smart and environmentally friendly design.
Measures of green urban architecture in Singapore include:
- The construction permits are only granted for projects which are featured by “green”
factors: Singapore's rapid urbanization speed has made the land fund for green trees and
flowers which are used for urban beautification be narrowed. Therefore, the Singapore
government has forced the high-rise buildings to arrange the space of green trees following
regulations. Accordingly, as stipulated by Singapore's construction law, to obtain the
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construction permit, the apartment buildings and large offices are required to arrange the
space of green trees.
- Model of forest in the city of Singapore has implemented the Work of Forest in the
City. This is the trend for eco-friendly houses, which the world will use to perform the greenery
planting in the cities. The promotion of this model is partly caused by the high labor costs, so
it will be ineffective if Singapore implements the disorderly planting of green lines or pruning
like in Vietnam or Thailand. Therefore, they choose the measure of city greenery planting by
creating multi-layer vegetation, depending on the characteristics of plants in terms of
photosynthesis and water sources. As a result, many areas in Singapore have been zoned into
semi-natural forests, becoming the green lungs and tourist destinations that attract many
tourists.
- Make use of all the gaps in the city to plant flowers and trees: Through the design of
green streets, green apartments, green corridors, even the bridge are covered with green vines.
In addition, this country also implements the model of a green rooftop garden, rooftop grass,
rooftop flower garden – i.e. planting trees and flowers on the roof of construction works.
- Organize the National tree planting festival and green tree protection by Law: The
Tree Planting Day has celebrated annually in Singapore on November 2nd.
This activity will mobilize the participation of all people in creating a green, beautiful and
friendly Singapore. The activity also aims to educate the awareness and spirit, connecting each
citizen with the social responsibility.
2.2.3. Application of innovative technology solutions
The State prioritizes the application of technology to bring happiness to every citizen
through the improvements in the supply of public services. In particular, the government has
implemented a large number of sensors and cameras across the country to monitor all aspects
of society. In such a way, the State will monitor the level of cleanliness and tidiness of the
public spaces when the warning system can provide information on the situation of people
who smoke in the no-smoking area or discharge the rubbish from upper floors. The public
transport system has also been synchronously set up from smart traffic lights, smart street
lights, cameras, and sensors to the precise movement of vehicles. The State can also forecast
any epidemics that could spread or warn crowds when dangers such as fire, explosion, and
terror occur. On February 23rd, 2018, in Singapore, Fantasia Investment (Singapore) Pte. Ltd
officially launched the first apartment building integrated with the “3 in 1” LifeUp technology
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solution, including Smart home, smart community, and smart payment firstly in Southeast
Asia.
2.2.4. Construction of electronic government, and safe data environment
Singapore has maintained a high level of e-government. All activities of the people
who are related to the public administration apparatus and all problems can be solved
through the automatic e-system from the upper to the lower management level.
Since 2015, Singapore has given the goal of becoming the first smart country, cybersecurity
creating the foundation for all other technologies and innovations that can be safely deployed,
the publicized national cybersecurity strategy focuses on four important goals:
- Increase the construction of the country's critical facilities and protect such facilities
from cyber-attacks;
- Build a broad cybersecurity ecosystem from businesses to individuals;
- Create jobs through the employment of cybersecurity talents;
- Strengthen international cooperation to better respond to cyber threats.
From the above-mentioned issues, it can be seen that to have the current urban face, to be
recognized as the world's leading "smart" country, Singapore has implemented synchronous
and effective measures. These are suggestions of high reference significance for Ho Chi Minh
City, Vietnam.
3. SOME LESSONS FOR HO CHI MINH CITY, VIETNAM
3.1. Current situation in Ho Chi Minh city
The construction of a smart city has been and is a strong development trend of the
times. In recent years, the Party and the State of Vietnam have promulgated the policies and
orientations for smart urban development. According to the Resolution of the XII Central
Committee of the Communist Party of Vietnam: “Early commence the construction of several
special administrative-economic areas; give priority to the development of several smart
cities”. In Decision No. 1819/QDTTg dated October 26th, 2015 by the Prime Minister approving
the National Program on the application of Information Technology in State Authorities'
activities, the following objectives and tasks are given: “implementation of smart cities in at
least 3 locations according to the criteria guided by the Ministry of Information and
Communications”. Ho Chi Minh City, one of the largest cities in Vietnam, issued Decision No.
4693/QD-UBND dated September 8th, 2016 on the establishment of the Executive Board of

32

the Project: “Construction of Ho Chi Minh City to become a smart city”. This project focuses
on three major contents, which are:
1. construction of e-government to improve the state management, increase the
openness and transparency of the government, reduce troubles for the people and
enterprises.
2. construction of open data centers for the society and (iii) supply of utility services
for the people in areas such as smart planning, smart education, smart health, smart traffic. In
addition, the People's Committee of Ho Chi Minh City also promulgated Decision No. 6179/QDUBND dated November 23rd, 2017 approving the Project “Construction of Ho Chi Minh City to
become the Smart City in the period 2017-2020, vision to 2025”. This is an important project
of Ho Chi Minh City, requiring the active participation of all authorities, organizations, units,
and individuals, especially enterprises across the city. To develop Ho Chi Minh City into a
smart city, it is not possible to copy all of Singapore's models for application, but the
implementation is required based on a vision that is broad, deep, and solid; characteristics of
each specific area must be grasped.
3.2. Solutions and recommendations for Ho Chi Minh City
3.2.1. Long-term urban planning
Vietnam in general and Ho Chi Minh City at present have faced difficulties by term
thinking in urban planning. Urban planning requires profound and modern characteristics.
When any planning is approved, in the next term, it is necessary to avoid any modification of
the planning and failing the planning structure. The development of urban infrastructure
requires a long time, tens or even hundreds of years, so if the planning with a short-term vision
is implemented, the infrastructure construction works will soon become out of date, waste,
and impede the long-term urban development. There have been many projects that are not
suitable to the planning, paying the economic price to overcome the problems caused by the
planning failure.
3.2.2. Application of a model of green architecture in urban development
The urbanization in Ho Chi Minh City coincides with the narrowing of rural areas. But
it does not mean using concrete to erase the natural landscape. In recent years, the
greenhouse effect has been more and more serious in big cities such as Ho Chi Minh City, and
so on causing suffocation, environmental pollution, affecting the living quality of urban
residents. Therefore, it is necessary to change thinking in urban architecture by the
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implementation of green architecture. The movement of urban peasants emerging among the
current population needs the proper attention and support. Urban peasants are contributing
to the improvement of the living environment in Ho Chi Minh City with gardens and rooftop
vegetable gardens that provide both environmental and economic benefits. However, this
model is still small, needs support and help to promote in the future.
3.2.3. Application of technology in urban infrastructure management
Public goods are characterized by non-exclusion, so in reality, Vietnamese people,
especially those in Ho Chi Minh City, have still not been consciously aware of their use of
public goods and services, such as lighting systems, public trash ... causing the budget waste.
This shows that the propaganda for people to understand and coordinate with the public
authorities and organizations has not been closely matched with the requirements of smart
city development. Therefore, in order to improve the efficiency of using these goods, Ho Chi
Minh City needs to soon implement the application of technologies such as sensor systems,
surveillance systems to support the people to use these services.
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ABSTRACT
Vietnam's population officially entered the aging stage in 2011 with 7% of the
population aged 60 years and over. The speed of population aging is very fast and will reach
the age threshold by 2030. To address this issue, the Vietnamese government has put its
priority on the elderly people - a vulnerable group in the society in its population-related
policies to ensure sustainable development. However, little research on developing effective
population policies in the context of population aging in developing countries exists. This
research contributes to the panel by addressing the following questions: (1) How are the
population policies in Vietnam developed in the context of population aging? (2) What are the
factors influencing the transformation of flexible population policies in Vietnam? The study is
based on both official reports and documents provided by government agencies, especially
the Directorate of Population (Ministry of Health), and in-depth interviews with senior public
managers and civil servants in several ministries (e.g., Ministry of Health, Ministry of Justice)
and local authorities (e.g., Hanoi, Vinh Phuc, HCMC) that participate in the process of
population policy development in Vietnam. Our research results show that developing a
flexible population policy leads to the effectiveness of policy implementation in practice.
Also, the study reveals that strategic thinking of policy makers has the strongest impact on
population policy. The study includes several recommendations for developing effective
population policies in the context of population aging in developing countries.
Keywords: Population policy, sustainable development, public policy.
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1. CURRENT POPULATION POLICY OF VIETNAM CONCERNING POPULATION
AGING
According to the Population Committee of the United Nations Economic and Social
Council, population policy is about solutions and programs designed to contribute to the
achievement of socio-economic, demographic, and political goals and other targets through
influencing key population variables such as population size and growth, population
distribution and other demographic characteristics. It can be understood that population
policy is the direction set by the state to regulate population processes to achieve certain
goals in each period, following the socio-economic conditions of the country.
Population issues have been officially mentioned in Vietnam for more than 50 years,
starting from the first document, Decision 216 / CP dated December 26th, 1961 to more
comprehensive documents such as Resolution No. 21-NQ / TW dated October 25th, 2017 at
the 6th Conference of the 12th Party Central Committee on population work in the new
situation, the 2003 Population Ordinance, Vietnam Population Strategy by 2030, and Decision
1679 / QD-TTg approved by the Prime Minister on November 22th, 2019. Up to now, Vietnam's
population policy has achieved many encouraging results in terms of scale, population
structure, distribution, and quality. However, the reality has shown that making a reasonable
and feasible population policy is a complicated process because population is a sensitive area
constantly changing and associated with cultural, psychological, ethical, economic, and social
factors.
One of the current problems that Vietnam is facing is population aging. This is the
increase in the proportion of the elderly (or the people aged 60 and over) in the total
population.
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Figure 1: Proportion of population in Vietnam over 60 years old period 2009-2019, forecast to
year 2049.
Source: UNFPA (2019), Towards Comprehensive National Policy Adapting to population aging
in Vietnam, Hanoi.
Figure 1 shows that the percentage of the elderly in Vietnam is increasing in the period
2009-2019 and it is predicted that by 2049, the percentage of the elderly may account for
17.98% of the total population. Rapid success in the population-family planning policy, rapid
fertility reduction along with achievements in health care, and increased longevity are key
factors leading to the aging process in our country’s population.
Population aging creates opportunities for the development of rich experiences of the
elderly; however, it poses many great challenges in building a society suitable for the elderly
in both infrastructure and production of goods, services, transportation, health, labor,
employment and retirement policies, and provision of healthcare service facilities. The
development of policies to implement the aforementioned contents must be prepared as
soon as possible to make the best use of the opportunity factors and limit the negative effects
of this phenomenon.
Population aging in Vietnam is currently taking place according to the following
trends:
Firstly, the proportion of the elderly in the oldest group (group from 80 years old) is
increasing.
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This is due to the dramatic improvement in healthcare that helps the elderly have a
healthier, and longer life.
The proportion
of elderly
people over 80
years old in the
total number of
elderly people
over 60 years
old

Figure 2: Aging elderly population
Source: General Statistics Office (2015), Population Census Data and Population Forecast 20142039, Statistics Publishing House, Hanoi.
Figure 2 shows that the proportion of the elderly in the elderly population has
increased from 7.8% in 1979 to 14.2% in 2019 although it tends to decrease in the following
years but will start to rise in 2039 (expected to account for 10.8%). The older the elderly are
the more serious problems they encounter, especially those related to their healthcare needs.
As a result, costs for health and associated services increase, creating financial pressure on the
elderly.
Secondly, the elderly population is feminizing. This is a common trend in most
countries in the world when women currently account for more than 50% of the global elderly
population. The life expectancy of women is higher than that of men, leading to a higher rate
of women reaching old age than men.
Table 1. Feminization of the elderly population
Age
2009
2014
2019
2024
2029
group
Percentage of women in the population
60- 64
54,8
55,7
53,6
52,5
51,9
65- 69
57,1
55,8
55,8
54,5
53,4
70-74
59,0
59,0
59,8
56,9
55,7

2034
51,7
52,8
54,6
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Age
2009
2014
2019
2024
2029
2034
group
Percentage of women in the population
75-79
61,3
61,4
62,4
61,5
58,6
57,4
80+
68,3
65,7
69,2
68,5
67,3
64,4
Source: General Statistics Office (2011), Vietnam Population Forecast 2009-2049, Statistical
Publishing House, Hanoi.
From Table 1, it can be seen that the proportion of women over the age of 80 is
increasingly high, which requires special attention for elderly women because they are
vulnerable, especially in case they are elderly widows living alone in old age.
Thirdly, population aging varies between urban, rural, and regional. The proportion of
the elderly in rural areas is increasingly higher than in urban areas and is located mainly in the
deltas (Red River Delta, Central Coast, and Mekong River Delta). This difference should also be
noted to give priority to areas with a large proportion of the elderly.

2. SOME PROPOSALS TO MAKE POPULATION POLICY TO ADAPT TO THE AGING
POPULATION IN VIETNAM
With the above analysis, it can be seen that population aging in Vietnam in recent
years is the result of changes in the implementation of the population-family planning policy
from 1961 up to now with constant goals of reducing population growth and improving the
life expectancy of the people. Therefore, to take advantage of the positive points and at the
same time overcome the limitations of population aging, when making population policies in
Vietnam in the coming time, it is necessary to focus on the following contents:
Firstly, ensure finance for the elderly. The elderly is often financially dependent
because a large part of their income has to pay for their health care. According to the 2011
Vietnam Elderly Survey (ISMS, 2011), the most important source of income for the elderly is
the support from their children (32%), followed by income from work (29%), salary retirement
(16%), and monthly benefits from the State (9%). In addition, only 10.4% of the elderly have
accumulated savings from the previous working time. Therefore, financial security is one of
the first needs of the elderly. As they get older, the need for financial security increases as
they will have to pay more and more for medical services and healthcare. In Vietnam today,
there are 2 financial support mechanisms for the elderly: social insurance (pensions
contributed) and social assistance (pensions not contributed). According to the Vietnam Social
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Insurance, an average pensioner receives a pension of 24.1 years. Retired pensions have nearly
doubled (compared to 1995). Thus, early retirement when the life expectancy is increasing is
a big challenge for the social insurance fund. Therefore, it is necessary to have a mechanism
to encourage and create conditions for the elderly to continue to contribute to society through
jobs suitable to their capacity and health conditions. Such mechanism both help the elderly
increase their income and reduces state support for them. When participating in the labor
market, the elderly has a special position because they have accumulated experience and
skills to do the best work. Besides, they possess a better sense of compliance and
understanding of the law, thus, it is less likely to have occupational accidents.
Therefore, encountering the aging population, the employment of older workers is
very necessary. Moreover, there are many jobs that older people can do without affecting the
job supply of young people such as working in units and businesses from gateways such as
security to administrative jobs, service, warehouse, and management. Even, in many factories
of enterprises, the production lines also have the participation of elderly workers. Although
they only do simple jobs, they do it very meticulously.
Secondly, increase the well-being of the elderly. As the older age is, the greater the
risk of diseases becomes especially terminal diseases. Aging is the inevitable human law. As
we get older, the aging parts of the body are accelerating. How fast or slow the parts of the
body age depends on exercise regimes, healthcare, timely prevention, and treatment. In
addition, in the elderly, the disease develops slowly and silently. Thus, it is difficult to detect
disease early. If not promptly treated, it may not be effective, and may even lead to death.
Pathological characteristics of the elderly are also different from other ages such as organ
aging, multi-pathological properties, and specific syndromes in the elderly; multiple drug use
and dependency also increase the risk of complications. Besides, the ability of the elderly to
recover is also very poor. Therefore, when making a population policy, it is necessary to pay
attention to the medical examination and treatment needs of the elderly with increasingly
high quality, appropriate cost, and form; at the same time, coordinating healthcare for older
persons in health facilities and community-based is also important. In particular, the
establishment of gerontology departments in hospitals will help the elderly receive
professional, comprehensive, and continuous care.
The present reality shows that the Vietnamese health system has changed quite slow
to adapt to the aging population. By the end of 2018, there were only over 60 geriatric
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departments in provincial and central hospitals with more than 450 geriatric clinics in the
country. The hospital system and geriatrics department are therefore always in a state of
overload, and the elderly often spend time waiting for medical examination and treatment.
Thirdly, provide the elderly with social care services. In addition to the need to
ensure financial security and healthcare, the elderly also have the need to use social care
services such as support for basic activities of daily living such as personal care (brushing teeth,
bathing, dressing, and going to the toilet), daily activities (cleaning the house, cooking, and
washing clothes), and social support (chatting, confiding, helping with reading, and attending
religious activities). This is a gap in the healthcare system for the elderly in Vietnam. Currently,
the social care service system is mainly social protection centers, social houses, and volunteer
care in the community. Therefore, most of the elderly in need of support are often not
promptly met. Therefore, in the coming time, when building a population policy, it is necessary
to combine with the formation of social care centers for the elderly to meet their increasing
needs.
Fourthly, arrange life accordingly. In Vietnam, the elderly mainly live with their
families and their children are responsible for taking care of the elderly. The elderly even
supports their children in taking care of children, doing housework, and so on. This is an
advantage in Vietnam when helping the elderly to arrange a more reasonable life when they
get older.
However, as society develops, the number of older people living separately from their
families and alone is increasing. When older people live alone, they will feel lonely and
abandoned. Old people living alone without children or due to the death of their partner are
more likely to produce loneliness than older people living with children and their spouse or
others living with them. Therefore, to provide psychological support for the elderly, it is
necessary to form a network of centralized nurturing care facilities. However, at present, the
expansion of nursing facilities, especially private elderly centers, is taking place slowly due to
the lack of necessary incentives such as concessional loans or tax breaks. Therefore, in the
future, it is necessary to have specific instructions and regulations on the establishment and
function of nursing homes and healthcare centers for the elderly.
Fifthly, reduce loneliness and isolation. The rates of loneliness and isolation increase
with age. Due to their limited health and ability to walk, meeting the elderly's friends is very
difficult. Along with that, the proportion of elderly women is higher than that of men, and the
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number of the elderly widow is increasing, making them feel lonely when having no friends
to share. One solution that Vietnam has implemented quite effectively to reduce the above
situation is to promote the role of the family. The family itself helps the elderly be less lonely.
However, with the popularity of nuclear families, it is necessary to find suitable solutions to
solve the above situation. The establishment of the Elderly Association is one of the
government's priorities measures to reduce loneliness for the elderly. The Association of
Elderly Vietnam was established in 1995 and has a network of Associations of the Elderly at
all levels in nearly 11,000 communes and wards and more than 100,000 branches at the
village level. With more than 8 million members nationwide, the Association of Elderly
Vietnam has carried out many activities to motivate and encourage the spirit of the elderly
such as celebrating longevity or protecting the interests of members. The performance of the
Association of the Elderly is not high, still formalistic, and needs more attention in the coming
time.
Sixthly, protect the elderly from abuse and violence. This is the situation in which
the elderly is mistreated in many forms such as verbal (shouting, insulting, using bad language)
to physical abuse (beating) or emotional abuse (bullying, threatening, or health disregarding).
Figure 3: Acts of abuse against the elderly
Prohibit spending and communication
Take away a portion of income or savings
Financial and emotional neglect
Pressure to divide assets
Threatening behavior
Physical abuse
Use vulgar language
Insult, quarrel

Source: Vietnam Domestic Violence Survey 2012
It can be seen that the elderly can be classified as the disadvantaged, in need of
protection.
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Seventhly, support the elderly in emergency situations. In emergency situations,
such as natural disasters and epidemics, and the elderly are always the most vulnerable. For
example, the last Covid 19 epidemic showed that the proportion of the elderly infected with
the disease was quite high in European countries, along with slower ability to recover than
other age groups and to be susceptible to develop severe symptoms because they already
have the underlying medical conditions. Currently, Vietnam has a 2013 Law on Natural Disaster
Prevention and Control, but the provisions to support the elderly are not specific.
With the above-mentioned contents, I have the following recommendations to make
a more reasonable population policy to adapt to the aging population in Vietnam in the
coming time: For the Government. The Vietnamese Government has been aware of the
population aging trend as well as the challenges posed to the elderly when the proportion of
the elderly is increasing rapidly. This awareness is reflected in the Government's regulations
for the elderly such as the National Action Program on the Elderly Vietnam 2012-2020, or the
Law on the Elderly 2012. However, the Government needs to integrate the contents on health,
finance, and social care when planning population policies in the coming time, ensuring
effective coordination between the Ministry of Health and relevant ministries such as the
Ministry of Finance, and the Ministry of Labor - Invalids and Social Affairs when setting up a
rational population policy.
When establishing an adaptive population policy for the aging population in Vietnam,
it is necessary to ensure the basic principles including
1) Ensuring the maintenance of good cultural traditions of our people, which is the
respect and appreciation of the elderly role
2) Enhance the role of families in taking care of the elderly physically, mentally, and
financially
3) Ensure equality of the elderly with other citizens
4) Pay attention to the diversity of the elderly in interests, habits, and needs
5) Pay attention to the higher proportion of elderly women than men.
The Ministry of Health, which has the function of state management in the field of
population, needs to conduct research and synthesize information to identify the problems
the elderly in Vietnam face to provide suggestions for the Government regarding designing the
population book reasonable and adaptive to the aging population.
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Socio-political organizations, social organizations, especially the Vietnam Association of
the Elderly, play the role of helping and assisting the elderly to overcome difficulties in order
to enjoy happy, healthy, and productive lives. In addition, other organizations can also provide
financial support to the action programs of the Government with the target audience of the
elderly.
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ABSTRACT
Competition enhancement in the business sector is a key driver of economic
development and community innovation, especially in terms of local investment. However, it
can lead to many environmental problems. The present research aimed to analyze the factors
affecting odor and fly problems from poultry farms and to create a memorandum of
understanding for resolving those problems. The sample consisted of 252 households. A
statistical regression model was used to analyze the obtained data. The results showed that
most people were severely affected by odor and fly problems from poultry farms. The
people’s needs for assistance could be ranked in ascending order as follows: 1) the
improvement of living conditions, 2) the public communication about poultry farming of the
poultry farm operators, and 3) the solutions to odor problems. The most affected period was
during the poultry catching process. Importantly, a memorandum of understanding for
resolving odor and fly problems was developed under the cooperation of various parties,
including District Office, Public Health Office, Livestock Development Office, related local
administrative organizations, and poultry farm operators in Na Phra Lan Sub-district, to be used
as a long-term action plan for sustainable community development.
Keywords: odor and fly problems, poultry farms, memorandum, public communication,
Thailand
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INTRODUCTION
Rapid environmental changes have led to modern technological and environmental
developments, easy accessibility of natural resources, and the increasing importance of
communication channels, especially online communication. People’s quality of life is always
related to the environment. Natural resource development and environmental preservation
are likely to be simultaneously carried out in an area where people have a good quality of
life because they want to preserve local cultures and lifestyles sustainably.
However, at present, the environment is being destroyed by various pollution
problems caused by the expansion of the capitalist system, including the construction of
industrial plants in communities and the operation of farms in provincial areas. As a result,
local people have to deal with chronic environmental problems on their own for a long time,
especially odor and fly problems. In Na Phra Lan Sub-district, Chalerm Phra Kiat District,
Saraburi Province, odor and fly problems from the stone mill and poultry farm operators, have
caused a huge impact on the local people. Currently, there are six poultry farms located in
Moo 5, 6, and 10 of Na Phra Lan Sub-district, Chalerm Phra Kiat District, Saraburi Province,
namely Natthaphorn Farm, Thossaphon Farm, Netbaramee Farm, Kasi Farm, and Ruacha Farm
(Department of Livestock Development, 2021).
The operation of the large poultry farms mentioned above has continually affected
the environment and the well-being of the local people, leading to various problems that
have never been practically solved (Saraburi Provincial Livestock Office,2021). Most complaints
have been sent to Damrongtham District Center, but there is still a lack of follow-up measures
to regularly monitor the operation of each poultry farm. As the Chalerm Phra Kiat District in
Saraburi Province has been aware of the importance of this issue, a working group was
established to address all related complaints. A meeting between community leaders and
poultry farm operators was held to find appropriate solutions to odor and fly problems. The
meeting passed a resolution to use the questionnaire as a tool to obtain data from the local
people to systematically solve existing problems and reduce conflicts under the concept
Farms and People Survive Together. Thus, the present research aimed to analyze the factors
affecting odor and fly problems and to create a memorandum of understanding for resolving
the odor and fly problems from poultry farms in Na Phra Lan Sub-district, Chalerm Phra Kiat
District, Saraburi Province.
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OBJECTIVES
1. To analyze the factors affecting odor and fly problems in Na Phra Lan Sub-district,
Chalerm Phra Kiat District, Saraburi Province.
2. To create a memorandum of understanding for resolving the odor and fly problems
from poultry farms in Na Phra Lan Sub-district, Chalerm Phra Kiat District, Saraburi Province.

HYPOTHESES
1. The living area influences the period affected by poultry farming.
2. The number of household members influences the period affected by poultry
farming.
3. The living area influences the attitude of the people affected by poultry farming.
4. The number of household members influences the attitude of the people affected
by poultry farming.

LITERATURE REVIEW
Implementation of strategies
To effectively deal with the odor and fly problems from poultry farms in Na Phra Lan Subdistrict, Chalerm Phra Kiat District, Saraburi Province, it is necessary to formulate strategies for
actual implementation by focusing on the following issues (Certo and Peter, 1990: 121).
Table 1 Analysis of strategic changes
Level of Strategic Change
Business
Continuation strategy
Same
Routine strategy change
Same
Limited strategy change
Same
Radical strategy change
Same
Organizational redirection
New
Source: Priyakorn, 2016: 159

Organization
Same
Same
Same
New
New

Products
Same
Same
New
New
New

Market
Same
New
New
New
New

From table 1, strategic changes can occur in many forms, which may result in the same
performance or new one. Considering the revision of strategies for resolving the odor and fly
problems from poultry farms, it is important to adjust the collaboration process between the
government, business operators, and local people to enhance collaborative work and
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problem-solving through a selection of practices (Brodwin and Bourgeois, 1984: 176-190),
which should be done in a participatory manner so that all parties can truly understand the
nature of the problems and the environmental context. In addition, a cultural approach
should be used in communicating and clarifying related strategies to make all parties clearly
understand the process of work. In other words, the implementation of strategies must focus
on the success of implementation (Bonama, 1985: 112-121) in the following aspects:
1. Interaction building
2. Sharing and allocation
3. Supervision
4. Organizational arrangement
Thus, to systematically formulate strategies for collaborative problem-solving in
(Waterman, 1982: 69-73), the seven success factors that must be taken into account are 1)
strategy, 2) structure, 3) system, 4) practice, 5) personnel, 6) skills, and 7) shared values.
Community-based environmental marketing
1. Environmental marketing
Environmental marketing is associated with a business operation that is conducted
together with environmental preservation. It includes entrepreneurs’ awareness of their
environmental responsibility (Coddington, 1993) that has an impact on customer satisfaction
and the well-being of local people (Stanton and Futrell, 1987). Environmental marketing can
be divided into two approaches (Mcdaniel and Rylander, 1993) as follows.
1.1 Defensive or reactionary approach: companies that use this approach comply with
the minimum environmental regulations only to gain acceptance from the public and
governmental agencies and to avoid negative consequences.
1.2 Assertive or aggressive approach: leaders in the environmental-related industry use
this approach to determine long-term marketing plans to create a good corporate image.
2. Environmental concern
Dunlap and Jones (2002) stated that environmental concern refers to the degree to
which consumers are aware of environmental problems and support solutions to the
problems, which is associated with individual attitudes (Bamberg, 2003). Thus, it can be said
that environmental concern refers to consumers’ general attitudes and inclinations towards
environmental protection resulting from the individual assessment, which plays a key role in
changing a person’s behavior to be more environmentally friendly (Jaipaukdee, P, 2017).
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Measuring success and failure in policy implementation
Measuring success and failure in policy implementation is involved with the
measurement of performance or effectiveness and ineffectiveness of policy implementation
(Glynn III, 1977: 65). Six factors are affecting the success and failure of policy implementation
(Ingram and Mann, 1980):
1. Conflicts of interest of involved parties
2. Social needs
3. Advantages and disadvantages of each policy
4. Problems from environmental changes
5. Relationships between one policy and other policies
6. Unclear scope of problem and objectives
Jantarasorn, W (2016: 105) divided the measurement of success and failure in policy
implementation into three dimensions. The first dimension focuses on the three levels of
policy implementation: 1) productivity, 2) results, and 3) end-results. The second dimension
emphasizes that successful policy implementation must not cause problems for other policies
or programs. The last dimension pays attention to the overall result of policy implementation,
which should have a desirable effect on national development.
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Odor and fly
problems

Fly problems
- Effects on living
conditions
- Number of flies
- Time when flies are found

Odor problems
- Odor intensity level
- Time when odor is
detected

Local people’s
problems and needs

Create a memorandum
of understanding for
resolving odor and fly
problems

Conceptual Framework
Source: The author

All sectors
1. Government sector
2. Private sector
3. People sector
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RESEARCH METHODOLOGY
1. Data collection: to collect the data, the target households were classified into three
groups: 1) 50 households in Moo 5, 2) 100 households in Moo 6, and 3) 150 households in
Moo 10. Out of 300 distributed questionnaires, a total of 252 questionnaires were returned
(84%).
Questionnaires for examining the factors influencing the odor and fly problems in Na
Phra Lan Sub-district, Chalerm Phra Kiat District, Saraburi Province. It comprises 4 factors: 1)
personal factors of the respondents, 2) the local people’s needs regarding the operation of
the poultry farms, 3) the relationships between the living areas and the affected periods and
demonstrating the attitudes of the people affected by odor problems and poultry farming
and 4) The influencing the effects of poultry farming. The Questionnaires are in the Thai
version. (Burns & Grove, 1993: 368)
2. Data analysis: Descriptive statistics such as frequency, mean and standard deviation
(SD) were used for statistical analysis. Analysis of Variance (ANOVA) was applied to compare
the differences between two or more groups.
Parametric tests and multiple regression analyses were carried out to analyze the
factors influencing the effects of poultry farming. The variables were analyzed, using the
following equation by SPSS Program (Polit & Hungler, 1997).
Y = b0 + b1 X1 + b2 X2 + b3 X3 +. . . +bk Xk

RESULTS
Factors influencing the odor and fly problems in Na Phra Lan Sub-district,
Chalerm Phra Kiat District, Saraburi Province
1. Personal factors of the respondents
The general information of 252 respondents, including gender, address, number of
household members, occupation, and proximity to poultry farms, was collected and analyzed
as follows:
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Table 2 Personal factors of the respondents
General information
1. Gender
Male
Female
2. Address
Moo5
Moo6
Moo10
3. Number of household
members
1 person
2 - 5persons
More than5 persons
4. Occupation
Merchants
General workers
Entrepreneurs
State
employees/
government officials
Farmers
Others
5. Proximity to poultry farms
5.1 Proximity to Natthaphorn Farm
Less than 500 meters
501to1 ,000 meters
5.2 Proximity to Thossaphon Farm
Less than 500 meters
501to1 ,000 meters
5.3 Proximity to Netbaramee Farm
Less than 500 meters
501to1 ,000 meters
5.4 Proximity to Kasi Farm
Less than 500 meters
501to1 ,000 meters
5.5 Proximity to Hathaiyuth Farm

Number
)n=252)

Percentage
)100.0(

106
146

42.1
57.9

50
87
115

19.9
34.5
45.6

64
156
32

25.4
61.9
12.7

52
116
3
3

20.6
46.0
1.2
1.2

70
8

27.8
3.2

50
201

19.0
78.6

48
198

19.0
78.6

28
164

11.1
65.1

25
164

9.9
65.1
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Number
)n=252)
29
168
252

General information
Less than 500 meters
501to1 ,000 meters
Total

Percentage
)100.0(
11.5
66.7
100.0

From table 2 shows that the respondents had gender mostly was females as 146
persons (57.9%), followed by males were 106 persons (42.1%) respectively. They were mostly
lived in Moo 10 as 115 persons (45.6%), Moo 6 was 87 persons (34.5%), and Moo 5 was 50
persons (19.9%) respectively.
They had the number of household members mostly 2-5 household members were
156 persons (61.9%), followed by 1 household member was 64 persons (25.4%), and more
than 5 household members were 32 persons (12.7%) respectively.
They had the occupation mostly as general workers were 116 persons (46.0%),
followed by farmers were 70 persons (27.8%), merchants were 52 persons (20.6%), others such
as housewives, company employees, and clerks were 8 persons (3.2%), also, entrepreneurs
and state employees/government officials were 6 persons (2.4%) respectively.
Lastly, they had proximity to poultry farms mostly lived near Natthaphorn Farm was
251 persons, followed by Thossaphon Farm was 246 persons, and Kasi Farm was 189 persons
respectively
Table 3 The Factor of Effects of poultry farming: Number, frequency, mean and standard
deviation (SD)
Effects of
poultry farming
1. Odor problems
1.1 Odor intensity level
1.2 Time when odor is
detected
2. Fly problems

New during the
poultry poultry
raising
raising
process process
1
(0.4)
(-)

22
(8.7)
9
(3.6)

during the
poultry
catching
process

after the
poultry
catching
process.

160
(63.5)
161
(63.9)

69
(27.4)
82
(32.5)

S.D

Rate
opinions

3.18 0.60

Neutral

3.29 0.54

Agree

X
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Effects of
poultry farming
2.1 Effects on living
conditions
2.2 Number of flies
2.3 Time when flies are
found
Average value

New during the
poultry poultry
raising
raising
process process
6
(-)
(2.4)
4
(-)
(1.6)
4
(-)
(1.6)

during the
poultry
catching
process
143
(56.7)
144
(57.1)
144
(57.1)

after the
poultry
catching
process.
103
(40.9)
104
(41.3)
104
(41.3)

S.D

X

Rate
opinions

3.39 0.55

Agree

3.40 0.53

Agree

3.40 0.53

Agree

3.33 0.50

Agree

Table 4 The factors of attitudes of the affected people: Number, frequency, mean and
standard deviation (SD)
Attitudes of
No
the affected opinion
people
1. Odor
problems
1.1 Odor
1
intensity level
(0.4)
1.2 Time when
1
odor is detected (0.4)
2. Fly problems
2.1 Effects on
3
living conditions
(1.2)
2.2 Number of
3
flies
(1.2)
2.3 Time when
3
flies are found
(1.2)
Average value

Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

1
(0.4)
2
(0.8)

20
(7.9)
21
(8.3)

58
(23.0)
61
(24.2)

66
(26.2)
65
(25.8)

106
(42.1)
102
(40.5)

4.00 1.03

Agree

3.95 1.05

Agree

1
(0/4)
2
(0.8)
2
(0.8)

17
(6.7)
17
(6.7)
16
(6.3)

31
(12.3)
24
(9.5)
24
(9.5)

62
(24.6)
61
(24.2)
61
(24.2)

138
(54.8)
145
(57.5)
146
(5793)

4.23 1.05

Strongly
agree
Strongly
agree
Strongly
agree
Agree

X

S.D

4.27 1.06
4.28 1.05
4.15 0.76

Rate
opinions

From table 4 shows that the respondents had the levels of the factors of attitudes of
the affected people all factors were at the high level (  = 3.95-4.28). On the other hand,
considered in particular each factor found that the highest levels of the factors of attitudes of
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the affected people were time when flies ) = 4.28(, followed by number of flies ) =4.27(,
effects on living conditions ) = 4.23(, Odor intensity level ( = 4.00(, as well as time when
odor is detected ) =3.95( respectively.
2. The local people’s needs regarding the operation of the poultry farms
Table 5 The local people’s needs regarding the operation of the poultry farms.
Living areas
The people’s needs
ranked in ascending
Moo5
Moo6
Moo10
Rank
order of priority
Number % Number % Number %
Improvement of living
50
41.3
56
46.3
15
12.4 1
conditions
Public communication
41
78.8
6
11.5
5
9.7 2
about poultry farming of
each farm
Solutions to odor
39
44.3
35
39.8
14
15.9 3
problems
Solutions to fly problems
40
81.6
3
6.1
6
12.2 7
Systematic farming area
36
46.2
16
20.5
26
33.3 4
management
Safety management of
10
15.4
41
63.1
14
21.5 5
each farm
Cleanliness management
15
30.0
9
18.0
26
52.0 6
of each farm
From Table 5 shows that the respondents had the local people’s needs could be
ranked in ascending order of priority was 1) the improvement of living conditions, 2) the public
communication about poultry farming of each farm, 3) the solutions to odor problems 4)
Systematic farming area management, 5) Safety management of each farm, 6) Cleanliness
management of each farm, as well as solutions to fly problems respectively.
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3. Testing the relationships between the living areas and the affected periods and
demonstrating the attitudes of the people affected by odor problems and poultry
farming
3.1 The affected periods
Table 6 Comparing the effects of poultry farming on different living areas
Effects of poultry farming
Living areas
%
S.D F
P-Value
1. Odor problems
1.1Odor intensity level
Moo5
2.98 0.14 47.993
0.000
Moo6
2.85 0.38
Moo10
3.51 0.65
1.2 Time when odor is detected
Moo5
2.98 0.14 82.292
0.000
Moo6
2.98 0.35
Moo10
3.65 0.51
2. Fly problems
2.1Effects on living conditions
Moo5
3.00 0.28 75.910
0.000
Moo6
3.13 0.43
Moo10
3.73 0.46
2.2Number of flies
Moo5
3.00 0.28 93.558
0.000
Moo6
3.13 0.40
Moo10
3.76 0.42
2.3Time when flies are found
Moo5
3.00 0.28 86.869
0.000
Moo6
3.14 0.41
Moo10
3.75 0.43
Average value
103.005 0.000
From Table 6, the results show that the affected periods indicated that the local
people’s living areas were not correlated with the effects of poultry farming at a statistical
significance level at .05. When considering each item, the affected periods of the three living
areas (Moo 5, Moo 6, Moo 10) also were different at a statistical significance level at .05 as
well.
3.2 The local people’s attitudes
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Table 7 Comparing the local people’s attitudes towards the effects of poultry farming
classified by the living areas.
Effects of poultry farming
Living % S.D
F
P-Value
areas
1. Odor problems
1.1Odor intensity level
Moo5 4.32 0.81 5.692
0.004
Moo6 3.75 1.04
Moo10 4.09 1.00
1.2 Time when odor is detected
Moo5 4.18 1.00 4.263
0.015
Moo6 3.72 1.06
Moo10 4.07 0.98
2. Fly problems
2.1Effects on living conditions
Moo5 3.14 1.10 71.019
0.000
Moo6 4.52 0.67
Moo10 4.60 0.63
2.2Number of flies
Moo5 3.12 1.13 83.261
0.000
Moo6 4.58 0.63
Moo10 4.66 0.58
2.3Time when flies are found
Moo5 3.12 1.13 90.134
0.000
Moo6 4.57 0.64
Moo10 4.70 0.52
Average value
29.330
0.000
Based on Table 7, the results show that the local people’s attitudes towards the
effects of poultry farming. The people’s living areas were not correlated with the effects of
poultry farming at a statistical significance level of .05. When considering each item, the
attitudes of the affected people in the three living areas also were different at a statistical
significance level of .05.
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4. The factors influencing the effects of poultry farming
Table 8 Influences of the living areas on the affected periods
𝑹𝟐
Affected periods
B
1. Odor problems
1.1Odor intensity level
0.182 0.541
1.2 Time when odor is detected
0.311 0.795
2. Fly problems
2.1Effects on living conditions
0.367 0.534
2.2Number of flies
0.410 1.165
2.3Time when flies are found
0.411 0.121
Average value
R=0.641,𝑅2= 0.411, S.E.=0.595
Remark: n=252 * p < .05. ** p < .01.

Beta

t

P-Value

0.427
0.564

7.457
6.823

0.000**
0.000**

0.383
0.816
0.085

4.684
4.259
0.391

0.000**
0.000**
0.000**
0.000**

From Table 8, the independent variables of odor problems were odor intensity level
(X1) and the time when the odor is detected (X2). In terms of fly problems, the independent
variables are effects on living conditions (X3), the number of flies (X4), and the time when flies
are found (X5).
The raw score regression equation of the period affected by poultry farming is as
follows.
Y = 0.958 + (0.541)X1 + (0.795)X2 + (0.534)X3 + (1.165)X4 + (0.121)X5

The standardized regression equation of the period affected by poultry farming was
shown below.
Y = (0.427)X1 + (0.564)X2 + (0.383)X3 + (0.816)X4 + (0.085)X5

The analysis results indicated that all five variables were correlated with the period
affected by poultry farming at 0.641. The predictive power was reported at 0.411 and the
standard error of prediction was 0.595 as well.
To test hypothesis 1 “The living area influences on the period affected by poultry
farming,” the following hypotheses were determined.
H0 The living area does not influence on the period affected by poultry farming.
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H1 The living area influences on the period affected by poultry farming.
The analysis results showed that the living area and the affected period are significantly
different in all aspects. H1 was accepted and H0 was rejected.
Table 9 Influences of the living areas on the attitudes of the affected people
𝑹𝟐
Attitudes of the affected people
B Beta
t
1. Odor problems
1.1Odor intensity level
0.003 0.038 0.051 0.813
1.2 Time when odor is detected
0.010 0.141 0.194 1.320
2. Fly problems
2.1Effects of living conditions
0.314 0.405 0.557 10.479
2.2Number of flies
0.338 0.323 0.448 3.050
2.3Time when flies are found
0.362 0.600 0.824 3.031
Average value
R=0.602, 𝑹𝟐= 0.362, S.E.=0.619
Remark: n=252 * p < .05. ** p < .01.

P-Value
0.417
0.302
0.000**
0.000**
0.000**
0.000**

From Table 9, the raw score regression equation of the attitude of the affected people
can be written as follows.
Y = 0.583 + (0.038)X1 + (0.141)X2 + (0.405)X3 + (0.323)X4 + (0.600)X5

The standardized regression equation of the attitude of the affected people was as follows.
Y = (0.051)X1 + (0.194)X2 + (0.557)X3 + (0.448)X4 + (0.824)X5

The analysis results suggested that all five variables are correlated with the attitude of
the affected people at 0.602. The predictive power was reported at 0.362 and the standard
error of prediction was 0.619.
To test hypothesis 3 “The living area influences the attitude of the people affected by
poultry farming,” the following two hypotheses were developed.
H0
The living area does not influence the attitude of the affected people.
H1
The living area influences the attitude of the affected people.
The results showed that the living area and the attitude of the affected people are
significantly different, indicating that H1 was accepted and H0 was rejected.
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Table 10 Influences of the number of household members on the affected periods
𝑹𝟐
Affected periods
B Beta
t
P-Value
1. Odor problems
1.1Odor intensity level
0.000 0.022 0.022 0.349
0.727
1.2 Time when odor is detected
0.061 0.428 0.385 3.993 0.000**
2. Fly problems
2.1Effects of living conditions
0.061 0.049 0.045 0.450 0.001**
2.2Number of flies
0.063 0.150 0.133 0.552 0.003**
2.3Time when flies are found
0.064 0.179 0.159 0.583 0.006**
Average value
0.006**
R=0.253, 𝑹𝟐= 0.064, S.E.=0.591
Remark: n=252 * p < .05. ** p < .01.
From Table 10, the independent variables of odor problems were odor intensity level
(X1) and time when odor is detected (X2). In terms of fly problems, the independent variables
were effects on living conditions (X3), number of flies (X4), and time when flies are found (X5)
significant at .01 level.
The raw score regression equation of the affected period was shown below.
Y = 1.503 + (0.022)X1 + (0.428)X2 + (0.049)X3 + (0.150)X4 + (0.179)X5

The standardized regression equation of the affected period was as follows.
Y = (0.022)X1 + (0.385)X2 + (0.045)X3 + (0.133)X4 + (0.159)X5

The analysis results indicated that all five variables are correlated with the affected period at
0.253. The predictive power was recorded at 0.064 and the standard error of prediction was
0.591.
To verify hypothesis 2 “The number of household members influences on the period
affected by poultry farming,” the following two hypotheses were formulated.
H0 The number of household members does not influence on the affected period.
H1 The number of household members influences on the affected period.
The results revealed that the number of household members and the affected period
are significantly different, indicating that H1 was accepted and H0 was rejected.
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Table 11 Influences of the number of household members on the attitudes of the affected
people
𝑹𝟐
Attitudes of the affected people
B
Beta t
P-Value
1. Odor problems
1.1Odor intensity level
0.009 0.056 0.096 1.528
0.128
1.2 Time when odor is detected
0.010 0.045 0.079 0.539
0.272
2. Fly problems
2.1Effects of living conditions
0.015 0.039 0.068 1.067
0.291
2.2Number of flies
0.016 0.062 0.109 0.611
0.392
2.3Time when flies are found
0.020 0.173 0.301 0.894
0.428
Average value
0.428
R=0.140, 𝑹𝟐= 0.020, S.E.=0.605
Remark: n=252 * p < .05. ** p < .01.
From Table 11, the raw score regression equation of the attitude of the affected
people can be written as follows.
Y = 1.648 + (0.056)X1 + (0.045)X2 + (0.039)X3 + (0.062)X4 + (0.173)X5

The standardized regression equation of the attitude of the affected people was shown
below.
Y = (0.096)X1 + (0.079)X2 + (0.068)X3 + (0.109)X4 + (0.301)X5

To test hypothesis 4 “The number of household members influences the attitude of
the affected people,” the following two hypotheses were generated.
H0 The number of household members has no influence the attitude of the
affected people.
H1 The number of household members has no influence the attitude of the
affected people.
The results showed that the number of household members and the attitude of the
affected people are significantly indifferent in all aspects, indicating that H0 was accepted
and H1 was rejected.
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5. Analysis of Pearson correlation coefficients of odor and fly problems from
poultry farms in Na Phra Lan Sub-district, Chalerm Phra Kiat District, Saraburi Province
Table 12 Comparing the relationships among the effects of poultry farming, the affected
periods, and the attitudes of the affected people.
(n=252)
Effects of poultry farming
Effects of poultry farming
Pearson
Sig.
Correlation )r(
)2-tailed(
Affected periods
0.694**
0.000
Attitudes of the affected people
0.880**
0.000
Remark: ** Correlation is significant at the 0.01 level (2-tailed)
From Table 12, the results suggested that the affected periods and the attitudes of the
affected people were positively correlated and have an impact on the effects of poultry
farming in Na Phra Lan Sub-district, Chalerm Phra Kiat District, Saraburi Province had significant
at the .01 level.

CONCLUSION
The respondents of this study comprised 146 females (57.9%) and 106 males (42.1%).
Most of them lived in Moo 10 (n=115, 45.6%), followed by Moo 6 (n=87, 34.5%), and Moo 5
(n=50, 19.9%). They mostly had 2-5 household members (n=156, 61.9%), followed by 1
household member (n=64, 25.4%), and more than 5 household members (n=32, 12.7%). The
majority of the respondents worked as general workers (n=116, 46.0%), followed by farmers
(n=70, 27.8%), merchants (n=52, 20.6%), others such as housewives, company employees, and
clerks (n=8, 3.2%), and entrepreneurs and state employees/government officials (n=6, 2.4%).
They mostly lived near Natthaphorn Farm (n=251), followed by Thossaphon Farm (n=246),
and Kasi Farm (n=189)
The research hypotheses were tested using multiple regression analysis. The results
showed that only three hypotheses were accepted, comprising Hypothesis 1 “The living area
has an influence on the affected period,” Hypothesis 2 “The number of household members
has an influence on the affected period,” and Hypothesis 3 “The living area has an influence
on the attitude of the people affected by poultry farming.” On the other hand, Hypothesis 4
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“The number of household members influences the attitude of the affected people” was
rejected.
In addition, the results indicated that the first three issues that need to be addressed
are 1) the improvement of the people’s living conditions, 2) the public communication about
poultry farming of the farm owners, and 3) the solution to odor problems. The most affected
period was during the poultry catching process. The most frequent effects of poultry farming
were odor and fly problems.

RESEARCH RECOMMENDATIONS
1. According to the suggestions obtained from the respondents, each farm should
determine a communication measure to inform the local people both before and after the
poultry catching process. Fly glue traps should also be provided to the local people. Moreover,
a continuous fly control should be systematically carried out to reduce odor and fly problems.
2. Each poultry farm should cooperate in establishing a fund to provide support for
those who are directly affected by poultry farming under the same common goal.

IMPLEMENTATION OF RESEARCH RECOMMENDATIONS
1. The Chalerm Phra Kiat District, Saraburi Province, issued the Notification No. 15/2564
regarding the appointment of a committee to solve problems caused by the operation of
poultry farms in the responsible area of Na Phra Lan Sub-district Administrative Organization,
Chalerm Phra Kiat District, Saraburi Province.
2. A memorandum of understanding for resolving problems caused by the operation
of poultry farms in the responsible area of Na Phra Lan Sub-district Administrative Organization,
Chalerm Phra Kiat District, Saraburi Province was created under the cooperation of various
parties, including Na Phra Lan Sub-district Administrative Organization, related governmental
agencies, and poultry farm operators in Na Phra Lan Sub-district.
3. A fund for solving problems caused by poultry farming in the responsible area of Na
Phra Lan Sub-district Administrative Organization, Chalerm Phra Kiat District, Saraburi Province
was established according to the corporate social responsibility (CSR) concept.
4. A chat group, comprising community leaders as well as representatives of Na Phra
Lan Sub-district Administrative Organization and related governmental agencies, was set up
on the Line application to urgently solve problems.
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ABSTRACT
The Covid-19 pandemic has had a strong and comprehensive impact on all countries
in the world and is currently continuing very complicatedly. The pandemic has plunged the
global economy into a serious crisis, many countries are witnessing negative growth indexes.
Vietnam’s open economy and extensive international integration have been affected by many
influences in all fields, in which human resource management, especially human resources of
the public sector, is also facing many challenges. This requires the public sector to constantly
adapt and improve governance efficiency to develop human resources to meet the
requirements of international integration in the context of the current pandemic.
Keywords: The Covid-19 pandemic, impact, Vietnam, human resources
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1. General issues on the impact of the COVID-19 pandemic on the development of
human resources for state administration
1.1. Impact of the Covid-19 pandemic
An acute respiratory infection caused by a new strain of coronavirus (referred to as
COVID-19) broke out in 2019, originating in Wuhan (China), so far it has spread to most of all
countries. Up to now, the total number of people infected worldwide is more than 170 million,
of which more than 150 million people have recovered, more than 3 million have died. In
Vietnam, the number of cases is 6,908 people, more than 2,000 people have recovered from
the disease, and 47 deaths (data recorded on May 30, 2021). Every day, the world records
hundreds or even thousands of new cases, thousands of deaths, and it seems to be no sign
of stopping, even in some countries after easing social distancing measures, the number of
infections increases exponentially multiplier. The COVID-19 pandemic has had a strong,
comprehensive, and profound impact on all countries. The COVID-19 pandemic has impacted
and changed the entire political, economic, cultural, and social life, focusing on a number of
aspects such as having a strong impact on social order and economic activities, commercial
manufacturing services; in response to the pandemic, most countries have had to apply social
distancing measures, even closing their borders to minimize the increase in the number of
cases in their country; changing production and business models, changing the way in which
public services are provided to better suit the epidemic situation, leading to a change in the
method of administration and use of human resources in the new context. In addition, the
strategic competition between the superpower countries is extremely fierce while they have
to ensure that their economies do not grow negatively, while also strengthening anti-epidemic
and racing production of vaccines to compete for the world market. At the same time, the
pandemic has a major adjustment effect in the relationship between the governments,
societies, and individual citizens; people's consumption habits change, agencies, organizations,
and businesses everywhere are affected in many ways, including human resource
management, especially public sector human resources are also facing many difficulties in
terms of the trend of internationalization of human resources is being promoted in many
countries. All these impacts and changes are posing requirements and expectations for the
government's administrative capacity, with a focus on human resource management in the
public sector to meet the requirements of international integration in the context of the
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pandemic, and soon lead the country to overcome the pandemic and stabilize socioeconomic life.
1.2. Vietnam's response to the COVID-19 pandemic
As soon as the epidemic broke out, the whole political system of Vietnam got involved
in a drastic and strong way with the motto "fighting the epidemic like fighting the enemy", with
the consensus and support of the people, Vietnam has basically controlled and repelled the
epidemic after experiencing 3-time outbreaks. Facing the impacts of the pandemic and the
practical requirements posed by it, Vietnam Government has been quick to change the
appropriate management and administration methods to ensure the realization of the dual
goal of "both socio-economic development and effectively combating the pandemic". In order
to minimize adverse impacts on the economy as well as the safety of people's lives, Vietnam
has been proactive in epidemic prevention and control with the aim of ensuring the safety of
people's lives, stabilizing national security and social order, and in the meanwhile, maximizing
the activities of the economy. Being proactive in economic recovery scenarios, paying attention
to social security, especially the informal economy and disadvantaged groups. Production
activities are facing many difficulties and need attention and support from the State. Faced
with that situation, the Government has taken measures to respond to support businesses
and workers as well as disadvantaged groups in society. Support measures introduced by the
Government are tax reduction, bank interest rate reduction, capital debt extension, and delay
in payment of social insurance to support and improve production resilience of enterprises.
The Government also implemented a series of special social security policies for employees
such as supporting the minimum wage for workers, implementing support packages for the
poor and disadvantaged groups in society.
Promote the role of the State in operating and controlling the market, ensuring
adequate medical and essential goods, and stabilizing people's psychology. Faced with the
fact that some businesses and shops dealing in medical products and essential goods to serve
people's needs have arbitrarily increased prices, collected goods, and consumed fake goods
of poor quality, and so on, the Government has to direct market inspection, strictly sanctioning
business activities that take advantage of the epidemic for personal gain. Continue to promote
propaganda and varied communication channels to repel discrimination, stigma, spreading
false rumors about the epidemic, there are many forms of propaganda to reduce
discrimination against unfortunate individuals and communities infected with the SARS-CoV-2
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virus. Local authorities also diversify forms of propaganda such as distributing leaflets to
households, promoting the strengths of social networks as well as the role of communities,
clans, and families in propaganda.
Issue guidelines and encourage agencies and businesses to adjust their working
organization, behavior, and lifestyle appropriately to limit the spread of the Covid-19 epidemic.
In the context that the disease is likely to spread to the community, affecting habits, lifestyle,
organization, and arrangement of family and social life, Vietnam has proactively taken many
timely control measures to prevent and then stop the epidemic and at the same time to
ensure social activities without much disturbance. Recommendations and guidelines such as
wearing face masks, washing hands, social distancing, online classes, online work meetings,
some jobs that can be worked from home are given in moderation, control, in order to help
people and social organizations adjust their behavior and adapt to life when the epidemic
situation has not ended.
Besides, the Government has promptly issued many policies to support businesses
and people to overcome the difficulties of the COVID-19 pandemic; changing the way the
entire administration operates in accordance with the conditions of epidemic prevention and
control such as promoting the provision of online public services for people and businesses,
operating a model of online conferences or meetings to direct and operate from the
Government to localities...
1.3. Impact of the COVID-19 pandemic on public administration human resource
management in the context of the epidemic time and requirements for public
administration human resource management rise
In Vietnam, the COVID-19 pandemic has had a strong impact on many fields, especially
the process of accelerating industrialization, modernization, and international integration. In
production and business activities, the pandemic disrupted supply chains and trade flows,
stalling production, business and service activities; has directly affected the import and export
industries, aviation, tourism, accommodation services, food and beverage, healthcare,
education, labor, and employment; several domestic small and medium enterprises are facing
the risk of bankruptcy, dissolution, temporary suspension of operation, downsizing; some large
enterprises employ a large number of experts and foreign workers, and the application of
some measures to restrict entry and movement affects production lines and work efficiency;
this rises the problem to businesses to efficiently solve effective human resource management
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for organizations and businesses, as well as to limit the reduction of personnel and
appropriately assign jobs in accordance with current human resources. In the public sector,
the legal-administrative transactions of citizens with the state must be provided regularly and
continuously to properly and fully meet the legitimate rights and interests of citizens, however,
the implementation of social distancing measures, limiting mass gatherings to reduce the risk
of infection in the community has been creating a requirement for the administration to
change the way in which services are appropriately provided; while ensuring the rights and
interests of citizens and balancing effective epidemic prevention and control. In addition, the
COVID-19 pandemic also has an impact on changing the management and administration
methods of the Government and local authorities at all levels, in which the application of
scientific and technical advances, the E-government in governance and administration has
become an inevitable trend. The process of international integration in the context of the
COVID-19 pandemic is posing an urgent requirement to improve administrative efficiency, that
the key is to focus on building and developing state administrative human resources which is
capable of mastering scientific and technological progress, being agile, adaptive and effectively
applying them to the process of performing official duties to meet the needs of the public,
and requirements of the task in the new context and situation as well.
2. Situation of state administrative human resources in Vietnam in the context of the
COVID-19 pandemic
Vietnam has always determined that state administrative human resources are the
core force of the state administration, an important force to ensure the quality, effectiveness,
and efficiency of the public service. According to the assessment of the Ministry of Home
Affairs, after more than 30 years of renovation, the state administrative human resources have
gradually matured and developed in many aspects, the quality has been increasingly
improved, gradually meeting the requirements of the push-up period in terms of strong
industrialization and modernization of the country. However, before the impact of the COVID19 pandemic, administrative human resources have revealed certain shortcomings and
limitations such as not timely adapting to changes when applying social distancing measures
society; slow innovation of thinking, awareness, and improvement of working methods, and
the development of administrative human resources also encounters many difficulties and
challenges; especially the work of attracting international human resources in response to the
requirements of human resource internationalization; exchanged programs in international
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cooperation, collaboration in training and human resource development are affected by the
implementation of social distancing measures, restricting entries between countries, territories,
and localities.
2.1. Survey results on the status of state administrative human resources from
the reality of Ho Chi Minh City
In order to have a basis for assessing the current situation of state administrative human
resources before the impact of the COVID-19 pandemic, the author conducts a sociological
survey from the human resource practice of state administrative agencies in Ho Chi Minh City.
The author built a questionnaire form and conducted a random investigation and surveys for
a number of civil servants at state administrative agencies in Ho Chi Minh City, 120 survey
sheets were distributed, of which 30 were for civil servants of departments and branches
under the People's Committee of Ho Chi Minh City, and 50 sheets were for civil servants of
the People's Committees of some urban and rural districts of Ho Chi Minh City (District 1,
District 10, Tan Phu District, Binh Chanh, Hoc Mon, Can Gio Rural Districts), 40 ones were given
to civil servants of the People's Committees of some communes and wards in districts (District
1, District 10, Tan Phu District, Binh Chanh, Hoc Mon and Can Gio Rural Districts) and collected
115/120 sheet of questionnaires. On the basis of collected information, the author synthesizes,
does the statistics, and analyzes the results to make comments and assessments on the
current state of state administrative human resources before the impact of the COVID-19
pandemic.
First of all, it can be seen that the "inertia" of administrative human resources is still
present, a part of cadres and civil servants is still passive, not quick to respond promptly to
the rapid changes of socio-economic conditions domestically and internationally, especially
when changes with great impact occur. A part of cadres and civil servants still has a subjective
mentality, neglects, lacks a sense of responsibility, does not actively research, and innovates
working methods in terms of applying for scientific and technical advances in performing
official duties instead of traditional working methods. According to the survey results on the
adaptability of civil servants to the impact of the COVID-19 pandemic, up to 61.7% (71/115
sheets) of civil servants, of which 71.05% (27/38 sheets) commune-level civil servants
answered that they did not respond in time to changes in management and administration
methods when an epidemic occurred; up to 78.95% (30/38 sheets) of commune-level civil
servants and 56.25% (27/48 sheets) of district-level civil servants found it difficult, inconvenient
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and inefficient to work from home during social distancing time followed by the directives of
our Vietnam government.
Some survey results on the current state of civil servants' capacity related to the ability to use
computers and smart devices; ability to use foreign languages; operate and apply online
meetings, conferences, etc., specifically:
About the ability to use computers and smart devices
The COVID-19 pandemic has changed the working method, shifting from the traditional
method to a modern management method based on the application of modern science and
technology, which requires civil servants to be able to use scientific and technological
advances in public service performance.

Figure1 Ability to use computers and smart devices
Source: The author
Figure 1 shows that up to 76% of civil servants are able to proficiently use computers
and smart and convenient devices when performing official duties; however, 7% of civil
servants are still limited in using computers and smart devices, according to the survey results,
the majority of commune-level civil servants accounts for 23.68% (09/28 sheets).

73

About the ability to use foreign languages of civil servants
This is an important requirement in the current integration context, the deployment
of technology platforms in international diplomatic relations before the impact of the
pandemic is requiring civil servants to be able to use foreign languages, especially English to
easily access and exploit the necessary information and data sources in the process of
performing official duties. About the ability to use foreign languages of civil servants, in order
to assess the above situation, the author included a survey item in the questionnaire that is
the ability to use English skills and attitudes to use English.

Figure 2 Frequency of using English skills according to the 6-level framework of foreign
language competence designed for Vietnamese students and civil servants
Source: The author
From the survey results, it is possible to assess the frequency of using English skills of
civil servants in state administrative agencies in Ho Chi Minh City as follows:
1 Listening skill: The survey results (Figure 2) show that most of the surveyed civil
servants only have a listening level reached at levels of 1-2, which is understanding phrases
and expressions related to daily basic conversations (about family, personal information,
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shopping, place to live, study and work…) when spoken slowly and clearly; understand the
main ideas of familiar everyday topics only when expressed slowly and clearly.
2 Speaking skill is one of the reflexive and reactive skills, helping learners to use foreign
languages to express opinions, thoughts, and feelings to their partners or their listeners.
According to the survey results (Figure 2), most surveyed civil servants only reach level 1
(41/115 or 35.65%) according to the 6-level foreign language competency framework for
Vietnamese is to make and respond to simple statements relating to very familiar topics such
as personal information, family, school, or minimal daily communication needs.
3 Reading skill: Among the four basic skills (listening, speaking, reading, and writing),
reading is considered to be one of the skills used by civil servants more often and more
proficiently than the other skills. Being surveyed according to the 6-level foreign language
competency framework for Vietnam (according to figure 2), civil servants can understand very
short and simple texts on provided topics such as themselves, family, school, friends, and so
on.
4 Writing skill: Compared with the survey results (according to figure 2), civil servants
can only write detailed and clear articles on many different topics of interest, giving specific
ideas or information and arguments from a number of different sources.
According to the survey results on the use of English by civil servants in some job
positions, the proficiency level in using English skills civil servants is still at a low level; In some
work positions such as receptionist, public relations agent or diplomat, citizen reception
employee, due to the frequent use of English in dealing with work, the proficiency level is
higher. On the contrary, for other work positions (administrative and service organizations)
where there is little opportunity to use English, most civil servants working in these positions
are not proficient or are not interested in practicing English ability. Among 4 skills of English,
reading and writing are more proficiently used by civil servants, one of the main reasons given
by surveyed civil servants is that they regularly read and write documents in English, whereas
communication conditions in English are limited, so the proficiency in listening and speaking
skills are not high.
Thereby, it can be seen that civil servants use English skills to a certain extent, only
competent at applying them in specific, simple, and basic conditions, but still have not met
the requirements of society. The main reason is that working conditions and environment play
a very important role. For positions with frequent contact and working in an international
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environment, the level of proficiency in skills is higher; For positions of administrative and
incidental work, with little connection to foreign factors, the frequency of using English skills
is still limited.

Figure 3 Level of self-searching and self-study of English by civil servants
Source: The author
Figure 3 shows that civil servants are still not fully aware, disregarding their own English
learning, only 20.39% try very hard to learn and self-study English, while up to 34.21% of civil
servants consider self-searching and self-studying English as a normal thing.
This is considered a subjective cause affecting the quality of human resources in the public
sector. A survey on attitudes and awareness in learning and using English of civil servants after
working hours shows that the attitude and sense of English self-study after working hours of
civil servants is not high; civil servants only spend about 2 hours per week (accounting for
46.71%) to self-study English; only 13.16% of civil servants spend more than 4 hours each
week studying English. This shows that the awareness and attitude in studying and improving
the English capacity of civil servants are still not so high as expected.
Regarding the English ability of civil servants, it can be seen that the majority of surveyed civil
servants use basic English skills (listening, speaking, reading, writing) to a certain extent to meet
the requirements of their duties as they are aware of the importance of English in today's
ever-deepening integration. However, the use of English skills by civil servants only reaches to
a certain extent, compared to the 6-level foreign language competency framework used for
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Vietnam as well as the required practical conditions, English skills of civil servants in Ho Chi
Minh City is still low, not meeting the requirements of integration in the current situation;
Besides, the awareness and attitude in studying and improving English capacity of civil servants
is still not high. Many civil servants still do not have full awareness and accurate assessment
of the position and role of Regarding the use and operation of online meetings and
conferences.
The survey results showed that 67.83% (78/115 sheets) of civil servants responded
that they were not familiar with the form of online meetings; 73.91% (85/115 sheets) of civil
servants rated online meetings as ineffective; 70.43% (81/115 sheets) civil servants are not
able to use the equipment for online conferencing by themselves, of which, at the commune
level, this proportion is 86.84% of civil servants who are not familiar with the way to use and
operate online meetings and conferences.
Regarding training and capacity building to perform public service for civil
servants
The COVID-19 pandemic has disrupted training and capacity building for civil servants
to perform official duties; shifting from the method of direct training and retraining, face-toface workshops or seminars to online forms. Online learning has many conveniences and
advantages such as being able for learners to study anytime, anywhere, not affected by social
distancing measures, restricting movement due to the epidemic, but the quality, efficiency is
not high. According to the survey results, only 23.28% of civil servants (23/115 sheets) support
online training and retraining; 79.13% of civil servants (91/115 sheets) assessed that online
learning is not effective. Several surveyed civil servants also pointed out the main limitation
because the management of training in this form is not strict and scientific.
2.2. General assessment of state administrative human resources in the face of
integration requirements and the context of the COVID-19 pandemic
Through the results of a case study of administrative human resources in Ho Chi Minh
City, the situation of state administrative human resources before the impact of the COVID-19
pandemic can be summarized as follows.
Firstly, a part of cadres and civil servants is still passive and has not yet responded in
time to promptly adapt to working methods in the context of applying for scientific and
technical advances when performing official duties instead of other traditional working
methods.
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Secondly, the capacity of administrative human resources has not yet met the practical
requirements. The COVID-19 pandemic has impacted and changed the mode of
administration, operation, and public service provision of the public administration.
Meanwhile, the process of cooperation and linkage between countries is still happening
regularly and continuously, moving from face-to-face conferences and forums to online forms
poses new requirements for public sector human resources. However, at present, a part of
cadres and civil servants is still not quick enough to adapt and effectively use online and
useful applications of a modern public administration; ability to use foreign languages; the
operation and application of online meetings and conferences are still limited and have not
met the integration requirements in the context of the current pandemic.
Thirdly, the work of training, capacity building, and updating knowledge for state
administrative human resources faces many difficulties due to the impact of the COVID-19
pandemic, the transformation from training and retraining affairs directly to an online form,
the approach and operation of the new training management mechanism still reveal many
shortcomings, therefore, the quality and effectiveness of training and retraining are not high;
the design and development of training content and training programs have not kept up with
the trend of transforming administrative management methods and required the development
of state administrative human resources in the context of the pandemic.
3. Some suggestions to develop state administrative human resources to meet
international integration requirements in the context of the Covid-19 pandemic
In the process of leading the Vietnamese revolution, especially in the innovation
period, the basic guiding view of our Communist Party is to put people at the center of the
development process, considering people as both goals, an essential target as well as the
driving force of the country's development. Vietnam is focusing on implementing
industrialization and modernization of the country, innovation and integration are two
important tasks in the process of integration into the world economy. There are also
innovations to meet mission requirements. State administrative human resource development
policy is the State's political views and decisions on the development of administrative human
resources with specific goals and solutions to build and develop state administrative human
resources with opportunities to develop and reinforce administrative personnel, appropriately
restructure from quantity to quality, sufficient qualifications, professional capacity, and
professional ethics to meet the requirements and tasks of the aim of national construction
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and development. The goal of public policy in general, and the policy of human resource
development for state administration in particular, is the goal of the policy subject to achieve
the defined results. Specifically, the policy objective of developing state administrative human
resources is to build state administrative human resources with a reasonable structure,
quantity, and quality, with sufficient qualifications, professional capacity, and ethical qualities,
professional ethics to meet the requirements of the task of building a socialist rule of law
state, a socialist-oriented market economy, and international integration, for the sake of a rich
people, a strong country, democracy, justice, equality, and civilization. Developing state
administrative human resources has always been a concern by our political Party and State.
The Resolution of the 3rd Central Committee Conference, term VIII affirmed that
"cadres are the decisive factor for the success or failure of the revolution, associated with the
destiny of the Party, the country and the regime. President Ho Chi Minh and our Party have
diligently trained, reinforced, and built a team of dedicated, resilient cadres who have
completed their tasks through the stages of the revolution.
Our country is entering a period of accelerating industrialization and modernization.
The new political task is very heavy, complicated, requiring our Party to build a contingent of
cadres on a par, contributing to the implementation of two strategic tasks of building and
defending the socialist Fatherland.
The 11th National Party Congress affirmed that the current basic and urgent task is to
"Improve the quality of the contingent of cadres and civil servants in terms of political bravery,
moral quality, leadership capacity, directing, administering, managing the state, Having policies
to treat, motivate and encourage cadres and civil servants to complete their tasks and have
a mechanism to eliminate and dismiss those who fail to complete their tasks, violate
disciplines, lose credibility with the people".
In the Socio-Economic Development Strategy for the 2011-2020 period, our Party has
stated affirmably: "Building a contingent of cadres, civil servants and public employees of good
quality, dedicated to serving the people, with professionalism "high career" is an important
content to perfect the state apparatus, contributing to the successful implementation of the
contents of the administrative reform program.
The 12th Party Congress continued to affirm the view “Industrialization and
modernization in the coming period is to continue promoting the implementation of the
model of industrialization and modernization in the context of socialist-oriented market
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economy development and international integration associated with the development of a
knowledgeable economy, taking science, technology, knowledge and high-quality human
resources as the main driving force...”. At the same time, the direction and task of human
resource development in the coming time are given as “Formulate a strategy for human
resource development for the country, for each industry, for each field, with synchronous
solutions, in which focusing on training and retraining ones for human resources in schools as
well as in production and business processes, focusing on improving professionalism and
practical skills". The development of human resources in general and state administrative
human resources, in particular, has always been the most important task, which has been
concerned by the political party and the State so far, especially in the context of the COVID19 pandemic and current international integration requirements, improving government
efficiency and developing state administrative human resources becomes even more
important and necessary. This is the basic premise to improve the effectiveness and efficiency
of the state administration in the new context and situation. From the above requirements
and current state administrative human resources practice, the author proposes several
solutions to develop state administrative human resources to meet the needs of international
integration in the context of the global economic crisis specifically during the Covid-19
epidemic period time.
Firstly, it is necessary to change awareness and renew administrative thinking on the
development of state administrative human resources. It is essential to be properly aware of
the function of the state in the new era, which is a modern administration, serving the People,
the impact of the COVID-19 pandemic clearly shows the close relationship between the State
and the People. Building a service administration needs to focus on building a compact
apparatus, building a high-quality human resource to meet the requirements of the task,
capable of adapting to the change of natural conditions, economy, society, capable of grasping
and mastering scientific and technological advances and modern working methods.
Secondly, improve the quality of training, integration knowledge for state
administrative human resources. This is an important solution that is decisive to the creation
of high-quality human resources for the current state administration. First of all, it is necessary
to focus on renovating the content of training programs, reinforcing and updating knowledge
for state administrative human resources; it is compulsory to concentrate on the content of
international integration, at the same time, focus on training as well as fostering in the direction
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of improving forecasting skills, analyzing the strategic situation of the locality, industry, and
field; agility, adaptability, and ability to handle real situations occurring within agencies,
departments, and localities when dealing with crises and disadvantages.
Thirdly, improve the quality of training, fostering and updating integration knowledge
for state administrative human resources. This step plays a fundamental role and would be
the main factor in the creation of high-quality human resources for the current state
administration by immediate as well as long-term requirements. Nowadays, training and
retraining programs are still heavily theoretical and academic, lacking in practical skills,
inflexible training methods, heavy on qualifications, and not providing much experience or
practice in management. Therefore, it is inevitable to change the current training programs
and methods. First of all, it is certain to focus on renovating the content of training programs,
fostering and updating knowledge for state administrative human resources; it is also obligatory
to focus on the content of international integration, paying attention to training and fostering
in the direction of improving forecasting skills, analyzing the strategic situation of the locality,
industry, and field; sharpness, swiftness, flexibility, and expertise to handle real circumstances
occurring within agencies, units, and localities when dealing with emergency and drawback or
downside.
Fourthly, build and create an environment for state administrative human resources
to have conditions for practical interaction, contact, and handling of real situations. Invest in
upgrading specialized equipment; technological innovation, application of scientific advances
in administrative operation; regularly train and foster the ability to apply information
technology in handling professional work for cadres and civil servants. Apply the management
and administration methods of modern public administration to the performance of public
duties. Build reasonable remuneration mechanisms and policies in attracting state
administrative human resources to meet the requirements of international integration in the
context of the current Covid-19 pandemic, focus on attracting and giving appropriate policies
as well as practical remuneration to a team of young, well-trained, full-time, or regular mode,
qualified and capable staffs who are suitable for each position and job requirements,
especially for job positions which directly apply scientific and technological advances in the
operation of modern and professional public administration.
Finally, enhance international integration of state administrative human resources to
ensure safety measures in disease prevention and control. Promote links and cooperation with

81

international organizations and prestigious universities to design, build, train, foster, and
reinforce human resources in the public sector; innovate the method of organizing training
through online and online forms. Focus on investment, cooperation, technology transfer,
modern and high-quality application in service of training and retraining. In addition, it is
necessary and crucial to developing specific regulations to create a legal and practical learning
environment that is applicable so that personnel from the public sector can practice and be
sensitive in handling situations, crises, or arisings.

4. CONCLUSION
The COVID-19 pandemic, which has had a profound impact on all countries, it is still
evolving in a very complicated way. In Vietnam, the COVID-19 pandemic has impacted many
areas of social life. The process of international integration in the context of the COVID-19
pandemic is placing an urgent requirement to improve the efficiency of administrative
administration, the key is to focus on building and developing human resources for the state
public administration to have enough capacity to master scientific and technological progress,
be agile, adaptable and applicable effectively in the process of performing official duties to
meet the task requirements in the new context and situation. An assessment of the current
state of national administrative human resources in the context of integration by the specific
case study method in Ho Chi Minh City shows that a part of cadres and civil servants is still
passive, not responsive and adaptive timely with new working methods; the capacity of
administrative human resources has not met the practical requirements set forth, has not
effectively used online and utility applications of a modern public administration. The training,
capacity building, and knowledge updating for state administrative human resources face
many difficulties, the new training management mechanism still reveals many shortcomings.
On that basis, the author proposes 5 key solutions in the construction and
development of human resources for the state public administration to meet integration
requirements in the context of the specific COVID-19 pandemic
(1) It is inevitable to change awareness and renew administrative thinking on the
development of state administrative human resources.
(2) Completing the method and improving the quality of recruitment of state
administrative personnel.
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(3) Improving the quality of training, fostering and updating integration knowledge for
state administrative human resources.
(4) Building and creating an environment for state administrative human resources to
have conditions for practical interaction, contact, and handling of real-life situations.
(5) Enhancing international integration of state administrative human resources to
ensure safety measures in disease prevention and control.
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ABSTRACT
This paper explores how Vietnam’s leadership communicates public health policy to
respond to the Covid 19 pandemic. As one of the few countries with the lowest number of
COVID-19 cases and deaths, Vietnam’s response to the pandemic has been a successful case
study of public management. It mobilizes the participation and engagement of various
stakeholders, such as government agencies, citizens, artists, and the private sector. The
country’s achievement in dealing with COVID-19 could attribute to harmonious factors,
including prompt public health policy communication in various media channels, inspiring
messages, entertainment products, and ethical leadership. Regarding timely public health
policy communication, Vietnam leadership has been proactive and prompt in providing
information on COVID-19 since very early. Public texting, media coverage, and social media
campaigns are used actively. Regarding the messages, the Vietnamese government has been
using patriotic rhetoric by calling COVID-19 an “enemy” and Vietnamese people as “soldiers”
to fight against the “COVID-19 battle” since the first phase of the pandemic. This tactic has
been utilized to provoke the patriotism and altruism of the Vietnamese to follow the
government’s public health policy. Regarding the entertainment products containing public
health messages, the Vietnamese authorities collaborated with artists to produce music videos
promoting hygiene measures, such as hand washing and social distancing. Regarding ethical
leadership, there are leaders portrayed in the Vietnamese media as COVID-19 battle heroes.
Those leaders have been inspirations to the Vietnamese people’s effort and solidarity to
combat the COVID-19 battle.
Keywords: COVID-19; Vietnam; communication strategies; pandemic; political communication

1. INTRODUCTION
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Since the initial phase of the COVID-19 pandemic, Vietnam has been praised as one of
the best countries to handle the pandemic effectively and efficiently at a low cost (Hartley,
Bales, & Bali, 2021; Mekong Development Research Institute & United Nations Development
Programme, 2020). One factor contributing to this success is an effective communication
strategy during the pandemic of the Vietnamese government (Dao & Nguyen, 2020; Hartley et
al., 2021; Mekong Development Research Institute & United Nations Development Programme,
2020). Previous literature stressed the importance of communication with the public during a
pandemic (Hyland-Wood, Gardner, Leask, & Ecker, 2021; Malecki, Keating, & Safdar, 2021; World
Health Organization, 2005). Some significant factors in heath crisis communication include
public trust, early response, and transparency.
This case study describes an overview of the COVID-19 pandemic in Vietnam from
January 2020 to early May 2021 and Vietnam’s communication strategy and implementation
during the pandemic. The paper has two objectives: (1) to summarize Vietnam’s
communication strategies during the pandemic between January 2020 and January 2021; and
(2) to identify distinctive features of Vietnam’s communication strategies that contribute to
the country’s effective response to the pandemic. The paper follows a case-centric approach
to study the characteristics of communication responses of an authoritarian state. The paper
uses secondary sources, such as media reports, online news, government data and policies,
and publications for analysis. Reports and working papers of relevant international
organizations and local think-tanks are also used for analysis.
Overview of the Vietnamese government’s response to the COVID-19 pandemic
Vietnam is one of the countries which have been containing the COVID-19 pandemic
successfully (Hartley et al., 2021; Van Nguyen, Cao, & Nghiem, 2020). Despite its close border
to China, Laos, and Cambodia and its large population of over 96 million, Vietnam has only
4,175 confirmed cases and 37 deaths as of 16 May (WHO Vietnam, 2021). There have been
four waves of COVID-19 pandemic in Vietnam so far.
The first wave was in January 2020, when two Chinese living in Vietnam was the first
Covid cases. More than 300 cases and no deaths over the following four months were reported
in Vietnam (Hartley et al., 2021; Q. Van Nguyen et al., 2020). The second wave started in July
2020, after 100 days without any community transmission.
The second wave marked a lockdown to Da Nang City to contain the spread of the
COVID-19 virus.
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The third wave occurred when the whole country was preparing for the Lunar New
Year holiday and the 13th National Congress of the Communist Party of Vietnam from January
to February 2021. This wave started with 84 community cases within a single day in Hai Duong
and Quang Ninh provinces, marking the first UK variant appearing in Vietnam. These clusters
emerged right before two important events of the country: the Tet Holiday and the National
Congress of the Communist Party. Strict measures were imposed by the government to
prevent the spread of the virus. The entire Hai Duong Province was locked down. Two big
cities Hanoi and Ho Chi Minh city prohibited all entertainment activities. Mass vaccination
campaigns for frontline workers started to be administered in March 2021.
The fourth wave, which has been considered the most severe and widespread one
began at the end of April 2021. There have been a variety of clusters spreading in different
provinces across Vietnam.
Vietnam’s response to COVID-19 has received praise from international organizations
and the media. The World Health Organization (WHO)’s representative to Vietnam Dr. Kidong
Park acknowledged that Vietnam had been handling the outbreak effectively by maintaining
a low level of positive cases and deaths compared to other countries (Voice of Vietnam, 2021).
As of January 2021, Dr. Park claimed that “the cumulative number of confirmed cases per one
million population was about 16, and the cumulative number of deaths per one million
population was about 0.4”, and this remained the lowest rate among 15 countries whose
population is over 90 million for each country (Voice of Vietnam, 2021). The World Health
Organization in Vietnam recognized three factors contributing to Vietnam’s effective
management to deal with the pandemic: its capacities of public health management;
persistent and prompt response plans and guidelines; and strong leadership with active
participation of the whole society (Ngan-Ha, 2020). As of January 9, 2021, Vietnam ranked
second in the COVID Performance Index, which analyzed countries with the most effective
COVID-19 response, released by Lowy Institute (Lowy Institute, 2021).
Since the first cases were detected, the Vietnamese government imposed strict
measures against the spread of coronavirus. In January 2020, Vietnam announced a higher
emergency level than most countries and restricted flights from the COVID-19 affected
provinces in China (H. Van Nguyen et al., 2020). A few days after China announced its outbreak
of a new virus in January, the Ministry of Health took immediate actions, including having
followed up meetings regarding the outbreak and then imposing decisions No. 125/Q--BYT and
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No. 156/Q--BYT to provide guidance to prevent the spread of the virus (La et al., 2020). More
policies were issued from January to February 2020, including compulsory quarantine of
travelers who had come or transited through China. On February 1, when the number of
confirmed cases in Vietnam reached six, the country’s leadership announced a novel
coronavirus (nCov) epidemic, mobilizing the military and police force as well as health care
workers to control the spread of the virus (Viet-Tuan, 2020). The government imposed further
measures, including a lockdown of the affected commune, public health communication
campaign on hygiene, isolation of suspected areas, and a policy against price-gouging for
medical commodities, such as masks and groves (Hartley et al., 2021). In March 2020, when
more community cases were detected, Vietnam implemented intensive contact tracing and
massive quarantine in government facilities for incoming passengers from international flights
and suspended entry for all foreigners. From March to April 2020, schools, mass gatherings,
and entertainment activities were closed temporarily. From May 2020, schools resumed, and
from June 2020, entertainment activities were reopened (Hartley et al., 2021). From July 2020
to February 2021, the Vietnamese government handled two the COVID-19 waved effectively
without imposing national lockdown or social distancing. From May 2021, the government
released a national mandate that required people to wear masks in the public (Announcement
89/TB-VPCP) and limit social activities in an attempt of containing the fourth wave.
Some Vietnamese scholars acknowledge the role of communication from the
government and the media to provide timely and reliable sources of information to the public,
leading to the success of Vietnam’s response against the COVID-19 (Dao & Nguyen, 2020; Do
et al., 2021; La et al., 2020). Communication is also a factor promoting the participation and
support from the Vietnamese public to trust and collaborate with the government to deal
with the pandemic.
Key factors of an effective communication strategy during a health pandemic
Communication plays a tremendously important role in an outbreak response (Gollust,
Nagler, & Fowler, 2020; Hyland-Wood et al., 2021; Ratzan, Sommarivac, & Rauh, 2020; World
Health Organization, 2005). Several instruments are leading to an effective communication
strategy during the COVID-19 pandemic. Malecki et al. (2020) argued that how the public
responds to the pandemic message, social and cultural factors, and trust in institutions and
media could have impacts on risk messaging and the implementation of measures to deal
with the COVID-19. According to guidance from the WHO, five vital factors contributing to
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effective public health communication during an outbreak are “build trust, announce early,
be transparent, respect public concerns, and plan (World Health Organization, 2005). HylandWoord et al. (2021) argued that an effective communication strategy should be a two-way
process that provides clear messages on the right platforms and enhances public trust. They
emphasized the importance of continuous engagement with diverse audiences and the use
of digital technologies (Hyland-Wood et al., 2021).
Ratzan et al. (2020) suggested three major factors leading to effective health
communication during a crisis: be proactive, plan, and focus on people. “Be proactive” means
competing for the public’s attention to deliver health messages and stop misinformation to
build trusted leadership, especially in the case of the COVID-19 pandemic: (1) where there are
many sources of information from diverse stakeholders, such as individuals and the private
sector and (2) misinformation has been spread widely that the government needs to take
actions to give a louder voice than false information (Ratzan et al., 2020). “Plan” means
disseminating scientific information on COVID-19 so that the public could approach scientific
evidence to follow the right actions (Ratzan et al., 2020). For example, providing scientific
information may encourage citizens to take a COVID-19 vaccine instead of denying and creating
the chance of transmission. “Focus on people” means engaging people in spreading
trustworthy and accurate information on the pandemic to increase the public’s health and
media literacy (Ratzan et al., 2020).
From previous literature on critical factors of an effective communication strategy
during a health pandemic, this paper concludes all elements into three most important ones:
Public trust, Early announcement, and transparency.
1. Public trust
Public trust is one of the most critical foundations to enhance public cooperation and
appropriate public behaviors to deal with a health pandemic (Agley, 2020; Devine et al., 2020
as cited in Hyland-Wood, Gardner et al., 2021; World Health Organization, 2005). Trust is built
from the “motives, honesty, and competence of authorities” (World Health Organization,
2005). According to the WHO guidance, to gain public trust, the government needs to act early
to provide recommended heath measures to have high compliance from the people (World
Health Organization, 2005). If the government has sufficient competencies to control the
pandemic, it will also gain public trust. (World Health Organization, 2005)
2. Early Announcement
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An early announcement could lead to a better response to the pandemic.
Furthermore, an early announcement could enhance public trust since when the government
is open to providing information, the public could perceive that the information on the
pandemic would be transparent (World Health Organization, 2005). The first announcement
about the pandemic is often the most important because of its surprising characteristics, which
attract the attention of the public and the media (World Health Organization, 2005). It is also
essential to detect the first cases of the pandemic because late detection could lead to a late
announcement. As a result, the public may be doubtful about the government’s capacities.
3. Transparency
Transparency could enhance public trust and encourage people to follow the
guidance of the government. Without transparency, the public could lose confidence in
institutions (Hyland-Wood et al., 2021; World Health Organization, 2005). Transparency means
that communication is accurate, easy to be understood, and trustworthy, but confidential
information should not be made public, such as personal information of confirmed cases
(World Health Organization, 2005).
Other countries’ communication during the COVID-19 pandemic
New Zealand, one of the most successful countries in dealing with the COVID-19
pandemic (Beattie & Priestley, 2021; Lowy Institute, 2021), considers communication as one
of the significant factors of the country’s strategy (Beattie & Priestley, 2021). During the
lockdown in 2020, the country’s leadership, Prime Minister Jacinda Ardern and the DirectorGeneral of Health Ashley Bloomfield delivered their daily press briefing, which consisted of
three successful factors, namely transparent communication, “motivational language”, and
“expressions of care” (Beattie & Priestley, 2021, p. 1).
Australia also achieved successes in its initial response to the pandemic by having
quick and decisive communication from all government levels (Swerrisen, 2020 as cited in
Hyland-Wood et al., 2021) and consistent messages between public health advice and leaders’
actions (Hyland-Wood et al., 2021). Hyland-Wood et al. (2021) argued that Australia’s
communication strategies during the pandemic have helped the government gain public trust
and collaboration of a diversity of public groups, such as individuals, communities, and
organizations.
South Korea is another successful case in handling the COVID-19 pandemic. In South
Korea, the authorities used a variety of channels to communicate the pandemic information
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to the public (Choi, Cho, Kim, & Hur, 2020). Different media platforms were used, such as social
media, websites, and television to reach different public groups (Choi et al., 2020).
Furthermore, the government leaders also took prompt actions to prevent misinformation of
the pandemic by performing as fact-checkers (Choi et al., 2020). These actions could enhance
public trust in institutions when the government provides timely and relevant information,
uses a variety of ways to engage as many community groups as possible, and takes immediate
actions against the confusion of information among the public.

2. FINDINGS
2.1 Timely messages via various media platforms
The Vietnamese government-provided information on the new coronavirus at a very
early stage. In January 2020, when two Chinese confirmed cases were detected in Vietnam,
the public was widely informed about this disease. Unlike the government of some countries,
Vietnamese leadership considered this a serious infectious disease and not just seasonal flu
(Q. Van Nguyen et al., 2020, p. 160). The government recommended that the public should
wear masks when outside, wash hands regularly, reduce social contacts, and wear gloves. This
helped the public be more aware of how severe this disease is and how important it is to
compliance the public health guidance. According to research conducted by the Mekong
Development Research Institute and United Nations Development Programme with a sample
size of 1135 phone respondents across Vietnam, 99% of the respondents reported that they
wore masks outside, 93% of them washed hands daily, 92% of them reduced social contacts,
and 89% of them maintained social distancing (Mekong Development Research Institute &
United Nations Development Programme, 2020).
Through the immediate phase of the pandemic, the Vietnamese government used
different measures, including community quarantine, restriction of international flights, social
distancing, contact tracing, lockdown, and public health promotion campaigns (Q. Van Nguyen
et al., 2020).
Zaller (1992) and Cobb (2005) as cited from Gollust et al., 2020 stated that citizens
were likely to depend on the information provided by political leadership on media platforms.
One factor contributing to effective communication strategies is to actively circulate
information on the health crisis by various media channels in the pandemic.
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In Vietnam, many different media platforms have been used to promote the
information of the COVID-19 pandemic to a variety of audience groups. Social media has been
using regularly to engage with citizens. In Vietnam, Facebook is the most popular social media
platform, followed by Zalo, Vietnam’s chatting platform since 2012 (Statista Research
Department, 2021). The Vietnamese government uses both Facebook Fan page and Zalo
account to inform the public of updates on the pandemic. The government’s Facebook fan
page named “Thông tin Chính phủ” (Government’s Information)
(https://www.facebook.com/thongtinchinhphu) has 1.6 million followers as of May 20, 2021.
According to the data from the Facebook Karma application, the content of 20 posts that had
the highest rate of reaction and user engagement in May 2021 was all about the COVID-19.
The top 3 hashtags in May 2021 of this fan page are “covid”, “covid19”, and “vaccine”. Since
the immediate phase of the pandemic, the “Thông tin Chính phủ” Facebook page has been
actively provided daily updates to users. Most of the posts use emoticons and icons to attract
more attention from followers, especially young users and make the post content easier to
read. Posts on this fan page receive many reactions from users, such as likes, shares, and
comments. Using various social media platforms promotes engagement from the citizens by
notifying them on the COVID-19 and providing them a channel to express their ideas and
emotion.
Mobile phone messages were sent daily to the public (Do et al., 2021). In 2020, the
Vietnam Ministry of Health (MOH) sent approximately 14 billion messages to citizens to raise
public awareness on the COVID-19 (Thuy-Giang, 2020). By July 2020, there were 3.5 billion
messages from the Vietnam MOH’s Zalo account to circulate updates on the pandemic (YYen, 2020). As of February 6th, 2020, there were 1.1 billion text messages on the COVID-19
from domestic telecom operators sent to the public (Vuong-T, 2020).
Some mobile applications to protect citizens from the COVID-19, such as Bluezone,
NCOVI, and COVID-19 were provided and encouraged the public to install by the Ministry of
Health and other leading agencies. Bluezone is a contact tracing application that alerts the
users whether they have close contact with a confirmed the COVID-19 case. According to the
MOH, as of February 1st, 2021, there were 27th million downloads of the Bluezone application
(Trong-Dat, 2021). On January 1st, 2021, the app became the number one with the highest
downloaded number in the Health category on Google Play and the most downloaded free
application on App Store (Trong-Dat, 2021).
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Another mobile phone application is NCOVI, developed and managed by the MOH and
the Ministry of Information and Communications. NCOVI is a platform for citizens to make
voluntary health and travel declarations and receive official information on the COVID-19
pandemic from the authority. This app also has the monitoring function, which checks the
compliance of quarantined people by using facial recognition technology three times per day,
alerting when they are away 100m from the quarantined place, and showing the pandemicaffected area map. According to the Ministry of Information and Communications, as of
February 1st, 2021, the number of users who installed NCOVI reached 7.72 million; the number
of health declarations was 18 million; the number of the medical following-up declaration
was 52.95 million; and the number of QR code scan was 7.2 million (Pham, 2021; Vietnamnews,
2021b).
The COVID-19 is another application developed by a private company (Advanced
International Joint Stock Company) and the MOH to provide free guidance on fighting against
the pandemic. The application also offers live updates, such as the number of confirmed
cases and the COVID-related deaths in Vietnam and other countries.
2.2 Using patriotic rhetoric to encourage the public’s consensus and engagement
A famous motto used by the Vietnamese government is “chống dịch như chống giặc”,
which means “fighting the pandemic is like fighting against the enemy” (La et al., 2020; ThuVan, 2020; Q. Van Nguyen et al., 2020; Vietnamnews, 2020). During the second wave of the
pandemic, Prime Minister Nguyen Xuan Phuc spoke at an online national meeting in July 2020
that Vietnamese people was like in a wartime and the pandemic was considered as an enemy;
each citizen should be considered themselves as a soldier and each house and village should
be considered as a fortress (Voice of Vietnam, 2020). This war rhetoric raised awareness of the
Vietnamese public and engaged them to actively participate in the government’s policy
implementation. As a result, the public have been prepared to follow the guidance against
the pandemic and notify any suspected cases in their neighborhood.
Another motto is “We do not leave anyone behind”, which was used for repatriation
flight campaigns, indicating that Vietnamese citizens stuck overseas during the pandemic
would be “rescued” to return home (Le, 2020). Repatriation flights are called “Rescuing
flights” by Vietnamese media. Healthcare workers, flight attendants, pilots, and other
employees who worked in repatriation flights were praised for their bribery and patriotism
(Lien-Chau; & Mai-Ha, 2020; Nhan Dan News, 2020; Quang-Toan, 2020). According to Mr. Dang
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Anh Tuan, Head of the Vietnam Airline's Communications and Branding Department, all
employees of the Vietnam Airline, which is a national airline, are always “ready to be in the
frontline of the battle against the COVID-19” as their motto “listen to my country calling my
name” (Quang-Toan, 2020). Deputy Prime Minister Vu Duc Dam, Head of the National Steering
Committee Vu Duc Dam said that the success of Vietnam’s COVID-19 response was attributed
to the active participation of Vietnamese people with the spirit “each citizen is a soldier fighting
against the pandemic” besides the leadership of the government and the Party (VOV
Transporation News, 2020). Deputy Prime Minister Dam also highlighted the role of the military
in the “battle” against the COVID-19 (Le-Nga, 2020), which stresses the war rhetoric when
having the participation of military force.
This patriotic rhetoric also helps enhance the patriotism and solidarity of the
Vietnamese people. Social solidarity and unity have played a crucial role in demonstrating the
self-sacrifice value for the community of Vietnamese people throughout the country’s history
to protect its sovereignty (Hartley et al., 2021). Trevisan et al. (2020 as cited in Hartley et al.,
2021) state that during a crisis, the public in many countries might be more willing to accept
restrictions from the government to protect the lives of themselves and their community.
2.3 Using entertainment to soften public health messages
Vietnam’s response to the COVID-19 pandemic has the participation of not only
government, authority leadership, and citizens, but also the artists and media practitioners.
The country’s public health campaign involves entertainment products, such as music videos,
making the campaign messages more relaxing and attractive. The most popular media product
is “Ghen Co Vy” (“Jealous Coronavirus”), which is a hand washing music video, gaining both
national and international attention (La et al., 2020; Mamo, 2020; O'kane, 2020; Q. Van Nguyen
et al., 2020). The name “Co Vy”, which means Ms. Vy, is a local nickname for the COVID-19 as
it has a relatively similar pronunciation with COVID in the Vietnamese language. “Ghen Co Vy”
music video is a public health communication campaign led by the Vietnam National Institute
of Occupational and Environmental Health, Ministry of Health. The video was a parody of a
famous Vietnamese song called “Ghen” (Jealousy). Its lyrics and video graphic were about
measures to protect the public from contracting the COVID-19, such as how to wash hands
properly and how to keep social distancing. The video was released on February 23th, 2020,
just a few weeks after the first COVID-19 cases were detected, and receives 84 million views
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on Youtube as of 20th May 2021. This health campaign indicates three strengths of the
Vietnamese leadership, which are:
(1) Communication and propaganda campaign was planned and implemented
proactively to raise the public’s awareness at the very initial phase of the pandemic.
(2) The government actively collaborates with private stakeholders, such as singers,
songwriters, and music producers to engage them in public health communication campaigns.
(3) Public health guidance can reach young people easily because the campaign uses
a creative and easy-to-remember way to attract Vietnamese youth’s attention. The Ministry
of Health varied its communication strategy to reach a diversity of audiences.
Other influencers and artists in Vietnam also produced music videos that encouraged
the public to fight against the pandemic by following the government’s public health
guidance. This trend happened from February to April 2020, when the country was in the first
wave of the pandemic. As a result, those music videos received millions of views and
engagement from viewers. The list of these music videos is in Appendix.
Not only the government initiates communication campaigns to promote public health
measures, but also the citizens. For example, in April 2020, an artwork designed by the artist
Le Duc Hiep received much attention from the local and international media. His artwork was
created in a Vietnamese propaganda style, using slogans “To stay at home is to love our
country” and “For a better future and the year 2020 without COVID, if anyone coughs, please
notify the medical staff; if anyone spreads fake news, please report them to the police; if
anyone escapes from the quarantine area, please report them to the online community”
(Minh-Nga, 2020).

2.4 Ethical leadership
Leaders are often assessed in their abilities to deal with a crisis to guide people to
overcome the crisis and achieve recovery (McGuire, Cunningham, Reynolds, & Matthews-Smith,
2020). Leadership in crisis requires a set of skills and traits to communicate with the public,
especially under the security of the people (Wooten and James, 2008, as cited in McGuire et
al.,2020). Leaders in crisis have two prominent roles: engaging the authenticity and delivering
institutional messages (Gigliotti, 2016, as cited in McGuire et al.,2020). Authenticity engagement
means the leaders demonstrate the role of comforter to assure the public of a positive future.
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Institutional messages mean the leaders deliver official statements on the crisis. During a
health crisis, it is effective if the leaders communicate to build rapport and connection with
the public (McGuire et al., 2020). When ethical leaders promote their visions and inspire the
public to believe in a better future and follow the government’s guidance, the public trust
could also be enhanced.
In Vietnam, Deputy Prime Minister cum Head of the National Steering Committee for
the COVID-19 Prevention and Control Vu Duc Dam is an ethical leader that earns public trust
and praises on social media and press. Since the initial phase of the pandemic, Deputy PM Vu
Duc Dam led the national response and was the primary spokesperson communicating the
pandemic to the public. During March-April 2020, there were a large number of social media
posts and media articles showing the public’s appreciation of his devotion to help the country
overcome the COVID-19 waves. In March 2021, he was one of two Vietnam’s high-ranking
officials who received trial jabs of Nano Covax, a Vietnamese-made the COVID-19 vaccine,
when the second phase of human trials for the vaccine was run (Vietnamnews, 2021a). During
the pandemic, Deputy PM Vu Duc Dam was portrayed on social media and press as a “COVID19 hero”, receiving respect and appreciation from the Vietnamese public (Anh-Dao, 2020;
TTKHCN Binh Phuoc, 2020). When he led the pandemic response, there was a trend on social
media that drew and painted Deputy PM Dam by Vietnamese young people to show the
public’s love for him (Dan-tri, 2020). In his public speech, Deputy PM Dam often emphasized
the expression “Faith to conquer the epidemic” and called Vietnamese people “soldier to
fight against the COVID-19 battle” (Anh-Dao, 2020). The way that Deputy PM Dam
communicates to the public is a role model for leadership in crisis. He has delivered clear
information on the pandemic and inspired the public to believe in a more positive future.
Furthermore, images on the media showing his dedication to handle the pandemic, such as
his lack of sleep and his visits to the pandemic hotspots, inspired the public.

3. CONCLUSION
This paper demonstrates distinctive features of Vietnam’s public health
communication to the Covid 19 pandemic. The paper’s findings contain four main points. First,
the Vietnamese leadership delivered timely messages and information on the pandemic on a
variety of channels, such as social media, phone text messages, press, and online news
platforms. This helped to reach a diversity of audiences and enhance public trust in the
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government’s response. Second, patriotic rhetoric has been used intensively by government
officials to promote people’s unity and solidarity to follow the government’s guidance. The
Vietnamese leadership considered the COVID-19 pandemic as an “enemy”, the country’s
response to it as a “battle”, and the Vietnamese people as “soldiers” to fight against the
virus. As a result, the public’s compliance to follow public health hygiene guidance was
significantly high. Third, public health campaigns using entertainment products and mobilizing
the participation of various stakeholders have softened the medical languages and attract not
only the public but also local and international media. There were various music videos
produced by Vietnamese artists to encourage people to stay home and follow hygiene
guidance. These products became viral and attracted millions of views on Youtube and other
platforms. This creative communication trend reached young people widely and promoted
public health messages in a positive and youthful way. Other arts from the public, such as
paintings, with public health messages to deal with the COVID-19 were also promoted. Lastly,
ethical leadership in communicating the pandemic is another factor contributing to the
success of Vietnam’s response to the COVID-19 pandemic. The way leaders communicating
during a health crisis should encourage the public to trust in a better future and provide official
and transparent messages. During the pandemic, Deputy Prime Minister cum Head of the
National Steering Committee for COVID-19 Prevention and Control Vu Duc Dam receives a high
level of trust and appreciation from the Vietnamese public and media. His dedication and
effort in handling the pandemic were recognized by the public and inspired the public to trust
in the government’s responses.
This paper still presents an incomplete analysis of Vietnam’s communication strategy
during the pandemic the COVID-19. At the time of writing this paper, the fourth wave of the
pandemic in Vietnam was still severe, and more serious cases may happen in the future with
different communication strategies. Therefore, more in-depth research on Vietnamese
communication during the pandemic with intensive methodology should be conducted in the
future.
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ABSTRACT
The purpose of this study is to analyze the system and actual conditions of advisory
referendums in local governments in Japan and to consider the role that referendums should
play in local autonomy and the methods for realizing that role. As a method of research, we
will focus on the cases of 48 referendums conducted on themes other than the merger of
municipalities by 2020 since the first referendum was held on the issue of nuclear power plant
construction in 1995. We will analyze the themes of the referendums so far and the political
factors that lead to the referendums. As a result of the analysis, from 1995 to the early 2000s,
there were many referendums against annoying facilities such as nuclear power plants,
industrial waste facilities, and US military bases. However, since the 2010s, due to financial
difficulties of local governments, there have been an increasing number of cases where
referendums are held due to the conflict between the mayor and residents over the
construction and development plans of public facilities, which are the local government's
projects. In addition, in Japanese local governments that have a dual representation system,
the administrative control function of local councils is weak, and the policy initiative of the
chief is strong. As a result, it was found that about half of the referendums were held when
the local council agreed with the policy promoted by the chief and the residents opposed
the all-ruling party system. On the other hand, when the chief's policy and the local council's
claims conflicted, a referendum was held at a rate of about one-third of the total. In these
cases, about half of the chief's allegations were denied by the referendum, and in several
cases, the chief's policy was withdrawn. From the above results, it was found that the
referendum has the function of complementing the weakness of the check function of the
local council and setting the confrontation between the chief and the local council in the
dual representation system. In addition to these roles, the referendum also has the important
role of reflecting the people's will in the policy-making process. The author concludes that
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after sufficient information disclosure and explanation to the residents, it is essential to have
dialogue and deliberation between the local government and the residents so that the voting
results from the consensus of the residents.
Keywords: initiative, NIMBY, all-ruling party system, administrative control, consensus
democracy
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INTRODUCTION
Local governments in Japan have adopted a dual-representation system. The
popularly elected executive and the assembly share the authority and responsibility for
policymaking and implementation, respectively. However, local assemblies have adopted a
major constituency system that hinders the establishment of a party system. As a result, most
local assemblies have become the ruling party of the chief and have become a confirmation
body for the budget and ordinances proposed by the chief. Citizens' distrust of such local
governments has led to an increase in referendums based on direct requests from voters.
Since the first referendum on the issue of nuclear power plant construction was held in 1995,
48 referendums on policy themes have been held by local governments to date[1]. In this
study, we analyze these 48 referendums and discuss the following: 1) what kind of content
was the referendum conducted for, 2) what are the political factors that lead to the
implementation of the referendum, and 3) whether the referendum will promote consensus
democracy in local governments.
[1] Forty-eight cases were adopted based on the materials described on pages 408438 of Imai ed., (2020). In addition, there are 18 referendums on the Local Autonomy Special
Law based on Article 95 of the Constitution, 75 referendums based on the Municipal Merger
Special Law, 2 referendums based on the Metropolitan Special Zone Establishment Law, and
363 referendums on mergers of cities, towns, and villages based on the ordinance, which have
been conducted so far but are not included in the analysis of this paper.
Previous Research
The referendum is a system that is widely adopted not only in Japan but also in other
countries worldwide as a direct democratic system that complements and replaces the
deficiencies of the representative system. Gallagher & Uleri (1996) categorized this referendum
based on direct democracy as follows: (1) "mandatory referendum" that is required to be
implemented based on the Constitution and the law, (2) "conditional referendum" that
requires a certain number of residents' signatures or the consent of the local assembly to
carry out a referendum, and (3) "voluntary or optional referendum" that the result of the
referendum is not binding and is determined at the discretion of the chief or local assembly.
The referendum in Japanese local governments is based on the Local Autonomy Law, and
the request for the referendum ordinance signed by a certain number of residents, the vote
of the local assembly, and the result of the referendum is not legally binding to the decision
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of the chief or the local assemblies. Therefore, it corresponds to a conditional, voluntary, and
selective referendum. Switzerland is the country where this referendum is held most
frequently. Vatter (2000) points out that plebiscite or binding referendums without consensus
requirements are equivalent to majority democracy because they can be done by the majority
alone, and it is like consensus democracy, as voluntary referendums and conditional initiatives
with consent requirements require consensus to implement. Furthermore, he points out that
referendums and initiatives in Switzerland are less likely to be implemented if the coalition
government or local autonomy is strong.
However, in Japan's previous research, Shindo (1998, pp.11-12) categorized
referendums by function, citing dispute resolution type and policy counter-type. The former
is a vote as a means of resolving conflicts in the local community over project plans in local
governments, and the latter is a vote based on the presentation of policies that oppose the
legislative policies of local governments. Imai (2000, pp.184-188) points out the opposition to
parliamentary politics, which has become a confirmation body, and the referendum as an
intention that cannot be expressed in elections. Ueda (2003, p.50) divides the motives of the
referendum movement into four types: 1) appeal the will of the local government or residents
as a result of voting, 2) settle conflicting issues within the local government, 3) settle conflicting
issues between the chief and local assembly, and 4) control the policies of the chief and local
assembly or propose alternatives. He points out that there are many cases in which the
referendum is rejected because both the chief and the local assembly oppose the referendum
requested by the residents. In fact, the probability that a referendum ordinance based on the
direct request of residents will be passed by the local assembly is less than 10% (Ueda 2018,
pp.121-122).
Sunahara (2017, p.77) regards the referendum as an administrative control through the
veto of the residents and pointed out that the turnout of referendums related to annoying
facilities, such as nuclear power plants, industrial waste, and bases, which are factors that
encourage participation in the referendum, was more than 20% higher than others. Okamoto
(2012, p.125), who positions the referendum as a policy process, states that the referendum
functions as a means of participation for the residents raise the sense of the political
effectiveness of the residents, and functions in the development of political literacy. On the
contrary, as Ueda (2016, p.173) points out, compared to the first half of the 2000s, when most
of the issues were annoying facilities, to the latter half of the 2000s, the financial aspects of
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projects were promoted by local governments, such as the construction of public facilities.
Regarding these changes in the issues of referendums in recent years, Minami (2018)
reconsiders referendums from the perspective of policy evaluation and examines whether
referendums lead to rational policy decisions in local governments.
Therefore, the significance of the referendum is positively emphasized from the
perspective of local autonomy, while Kanai (2016, p.168) points out the limitations of
referendums, which have difficulty reflecting consensus-type public opinion because the
referendum is a majority democratic public opinion that presupposes the majority public
opinion of a simple majority. If the referendum is of a nature that requires a choice from the
two proposals, the process of narrowing down to those two proposals will be important (Ueda
2016, pp.182-183). Despite these problems, if the representative democracy is dysfunctional,
the referendum can still be a means to point out that and seek a decision that is in line with
the will of the people (Ueda 2018, p.125).

METHOD OF ANALYSIS
Based on the above studies, this study first considers the relationship between the
chief, the local assembly, and the residents in the dual representation system. Next, we
analyze in chronological order what kind of referendums are common under such a dual
representative system, excluding mergers of cities, towns, and villages from the 1990s to the
present. The referendum targeted in this analysis is conducted based on the enactment of
the referendum ordinance and refers to an advisory referendum, the voting results of which
do not legally bind the actions of the local assembly or the chief. Then, the types of
referendums are classified into annoying facilities and others, and the political factors of
whether the referendums are implemented in the unified government or the divided
governments are analyzed. Finally, we will consider how the implementation of the
referendum can contribute to the resolution of problems and conflict structures in the region,
reflecting the diverse public opinions of the residents and examine the consensus-building
function of the referendum.
Dual Representative System and its Effects
Local Government Election System
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In Japan's local politics, a dual representation system is adopted, and the chief and
members of the local assembly are elected separately. The local election system is stipulated
by law, based on the Public Offices Election Act. In other words, local governments can't
design their election systems. A single-member constituency system was adopted for the
election of the chief. Governors and mayors of municipalities are often carpooling candidates
who are less partisan to gain the support of more voters.
However, in the case of prefectural councils, except for cities designated by
government ordinance, cities, towns, and villages are the units of constituencies. Therefore,
an election system that mixes single-member constituencies, middle-sized constituencies, and
large constituencies is adopted. Municipal councils (excluding cities designated by government
ordinance) have adopted a large constituency system with local governments as one
constituency. In the large constituency system, local councilors are less meaningful to belong
to a political party because they can be elected by solidifying their local votes. In other words,
in municipalities that adopt a large constituency system, the proportion of local councilors
who belong to political parties is small, and independents are the majority. As a result, many
local councils in Japan, unlike national politics, have not been politicized as political parties.
In the dual representation system, unlike the parliamentary cabinet system, the chief does
not have the support of the majority in the local assembly from the beginning, and it is
essential to form the majority. However, since many members of the local council can be
elected even if they are independent in the election, the parliamentary groups of the local
council have a diverse composition, and it is not easy for the chief to form a majority on a
political party basis.
Divided Government and Unified Government
Under the above dual representative system, it is easy for a divided government to
disagree with the chief and the local assembly. Nevertheless, in actual local politics, it is
common to form a unified government in which the chief and the local assembly have the
same partisanship. The reason for this is that in local politics, the local assembly is the
decision-making body, but almost all the cases decided by the local assembly are based on
the proposal of the chief, and the chief has the right to re-vote and dispose of the exclusive
decision. However, the authority of the local council is weak. The chief also has an advantage
in resources, such as monopolizing the right to prepare and execute the budget, and the local
council members have an incentive to build a cooperative relationship with the chief to induce
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profits to the constituency. Due to the strength of the chief's authority and the superiority of
resources, the local council will be dominated by members who support the chief. This is a
great need, even from the chief’s perspective. If it is a dual representative system, the
formation of a majority is indispensable for the passage of a bill and the unity of the
parliamentary group is weak, such as the division of the local assembly into small groups.
Therefore, the chief needs to make the local assembly members the ruling party. In this way,
the chief election becomes a carpool election of each political party, and the local assembly
becomes an all-ruling party system in which there is no opposition except the Communist
Party. Such an all-ruling party will not be able to fully fulfill the checking function role that
the local assembly should play. The fact that 99.3% of the bills proposed by the chief have
been passed as originally proposed would indicate that (Tsuji 2021, p.228).
Direct request from Residents
The Local Autonomy Law of Japan stipulates two types of direct claims from
residents: initiative and recall. First, the initiative requests the enactment, revision, or abolition
of the ordinance, which is requested to the chief by the signature of one-fiftieth or more of
the voters, and the chief gives an opinion and submits it to the local council, and the local
council decides whether to accept it. Taxes and fees are not levied on the content of the
initiative. The approval rate of the directly requested ordinance is low because the opinion of
the chief is attached and the approval of the local assembly is required. Between 1999 and
2016, the number of ordinances passed by direct requests in prefectures was 0 out of 10, and
the municipal council approved 41 drafts, 63 amendments, and 565 vetoes. The pass rate was
only approximately 15.5% (Uga 2019, p.344). Next, the recall requests the recall of the chief
and local councilors and the dissolution of the local council. A referendum will be held with
the signature of more than one-third of the voters, and if the majority agrees, the chief and
members will be dismissed and the local council will be dissolved. Between 1999 and 2016,
17 mayors were dismissed, and between 1999 and 2016, 38 municipal councils were
dissolved1.
1

In a "divided government" where local councilors who do not support the chief are the majority of the local council, there was a policy
conflict between the chief and the local council, and the local council voted to distrust the chief and demanded the dismissal of the
chief involving the residents. Yasuo Tanaka, Governor of Nagano Prefecture (2002), who was distrusted by the local council, and Takashi
Kawamura, Mayor of Nagoya (2011), who substantially led and realized the resident movement for the dissolution of the local council,
Mayor Shinichi Takehara (2011) of Agune City was dismissed after the distrust of the local council and the dissolution of the local council,
and finally the request for dismissal by the opposition residents was passed by a referendum, all of these cases stem from the conflict
between the chief and the local council in the split government over policy.

109

There is no provision in the Local Autonomy Law for the advisory referendum, and it
is implemented with the approval of the referendum ordinance based on the initiative of the
residents. From 1979 to 2020, the number of cases requested by direct requests from residents
under the individual referendum ordinance (excluding mergers of cities, towns, and villages)
was 264, but the number passed by the local council was 19 cases (pass rate 7.2%), of which
16 cases were referendums. In contrast, 22 referendum ordinances were passed at the same
time by the proposal of local councilors (pass rate 35.5%), of which 11 were referendums.
There were 19 referendum ordinances passed at the same time by the chief's proposal (pass
rate 76%), of which 15 were referendums. The pass rate of the top-down referendum
ordinance proposed by the chief.

Figure 1 Number of Referendums by Content
Source: Imai ed., (2020, pp. 408-438)
Although this change in the situation led to a referendum by the residents who
opposed the base, the local government finally accepted the acceptance, so after that, except
for the main island of Okinawa, the opposition to the base through the resident movement
has probably led to a certain convergence.
Thus, since the 2010s, the referendum has not been against annoying facilities, and
the growing awareness of the residents about the financial management of local governments
has led to an increasing number of cases asking whether the development of local
government facilities is appropriate (Figure1). The dependence of local bond revenue on total
revenue reached 13.3% in fiscal 2010, fiscal consolidation, which targets services for citizens
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such as the welfare field, has become an important issue in local governments where the
financial crisis is serious. Regarding the construction of public facilities, there are cases where
the project cost is reduced or cheap renovation or extension is selected instead of new
construction. The themes of the referendum on public facilities have expanded to a wide
variety of themes, such as redevelopment plans, attracting ranches, constructing cultural
facilities, relocating new city halls, constructing urban roads, building new stations, integrating
schools sports park development, hospital plans, disaster prevention center construction,
library consignment, and accommodation business facilities. These themes are not conflict
over national policies such as nuclear power plants and US military bases, but are issues that
can be resolved independently by local governments as individual regional issues.
Therefore, in these themes, it is often preferable to ask the residents' intentions in the
form of a referendum at the discretion of the chief or local councilors, after the debate over
the pros and cons or multiple options has been boiled down. In fact, since 2010, referendums
by the proposals or proposals of chiefs or local councilors have become more important than
referendums by direct request of residents (Figure2).

Figure 2 Number of Referendums by Proposer
Source: Imai ed., (2020, pp.408-438)
Political Factors of Referendum
In this study, it was pointed out that the referendum can be broadly divided into a
bottom-up type, which is a direct request from residents, and a top-down type, which is a
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proposal from the chief and the local council. Therefore, in this chapter, we analyze the
political conflict structure between the chief, the local council, and the residents. First,
according to the theme of the referendum, the patterns of pros and cons of the chief and the
local council were classified into the following four cases based on the agreement or division
of the claims of the chief and the local council: (1) cases promoted by the chief and in favor
of the local council; (2) cases in which the chief disagrees and the local council also disagrees,
(3) cases in which the chief promotes and the local council disagree; and (4) cases in which
the chief disagrees and the local council agrees (Table1).
In case (1), under the pattern in which the local council agrees with the proposal of
the chief, the so-called unified government, some residents oppose the policy promoted by
the chief and the local council, and a referendum is held. Of the 48 cases, half of the 24 cases
fall into this case. In the policy field, not only annoying facilities, such as nuclear power plants,
industrial abolition, and bases, but also opposition residents have stopped planning public
facilities, such as new construction of city halls, cultural facilities, and new stations. In 14 of
the 24 referendums, the policies promoted by the chief and the local council were denied in
the referendum, forcing the plan to be withdrawn. However, since the result of the referendum
is not legally binding on the decisions of the chief and the local council, there are cases where
the chief and the local council enforce the initial plan despite the opposition of the residents.
In addition, since the national government has the final say in the decision-making of nuclear
power plants and US military bases, even if the intention of the residents of one municipality
is indicated by a referendum, it does not cause a change in national policy.
Table 1 Comparison of Pros and Cons Patterns of Chiefs and Local Councils by Policy and
Issue
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Pros and cons split
type

Pros and cons pattern

Agree type

Opposite match type

Claims of the chief and the local council

chief (promote) and
local council
(approve)

chief (opposition) and chief (promote) but
local council
local council
(opposition)
(opposition)

Nuclear power plant
U.S. military base
Self-Defense Force
Industrial waste
Movable weir
Quarry
Abolition of boat racing
Leave the town name
Redevelopment
Attracting a ranch
Cultural facility
City hall
Road
New station
School
Athletic park
Hospital planning
Disaster control center
Reduction of local councilors
City name change
Ward reorganization
Library
Accommodation business
Total

1(1)
1(1)
2
1(1)
1
1(1)
1(1)

2
5

1
1(1)
24(14)

1
1(1)

chief (opposition) but
local council
(promote)
1

1(1)

1
2(1)
6(4)
1
1(1)
1(1)
1
1(1)

2(1)

Pros and cons split
type

1

1(1)

1
3(2)
2(1)

1
1(1)
8

8(5)

1
8(3)

Note: the number of cases in which the chief's claim was not supported as a result of the
referendum is shown in parentheses.
Source: The author decided on each claim of the chief and the local assembly based on
the news articles of the Asahi Shimbun and the Yomiuri Shimbun.
Next, in case (2), despite opposition from both the chief and the local council, the
referendum voted against the national policy and the business plan of the contractor at the
suggestion of the chief, the local council, and the residents. In this case, US military bases and
industrial waste are subject to referendum. The construction of the US military base is being
promoted by the Japanese government, and even if the local government conducts its
referendum and shows its opposition, it cannot change its national policy. Nevertheless, the
referendum is held because the purpose is to express the opposition of local governments
and residents to the policies promoted by the national government. Similarly, the governor
has permission to build an industrial waste facility, and the mayor of the municipality has no
legal authority to stop the industrial waste facility. Therefore, by showing the clear opposition
of the residents by referendum, it must be aimed at appealing effects, such as affecting the
permission of the governor and stopping the establishment plan of the contractor. Therefore,
the impact of the referendum on conflict must be indirect.
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Case (3) is a case in which the local council opposes the policies and projects
promoted by the chief. Like the split government, the claims of the chief and the local council
conflict, and a referendum is used to settle the conflict between the two. Therefore, this case
corresponds to the proposal of the chief or the case where the local council decides the
referendum at the request of the residents. In the policy field, annoying facilities, such as
nuclear power plants, the Self-Defense Forces, and industrial waste, also apply. From the
perspective of regional development, the chief will accept the acceptance of unsolicited
facilities in dealings with national promotion measures. However, because many of the
inhabitants are against it, the local council will choose to confront the chief with a focus on
public opinion. Similarly, in public facilities, such as redevelopment, sports parks, and libraries,
many members of the local council question the policies of the chief from a financial
perspective and act together with the residents of the opposition. In this case, many of the
referendum’s results do not support the chief's proposal and are more likely to be in line with
the opposition of the local council. As a result, the chief will also withdraw the proposal in
response to the opposition from the referendum.
The last type (4) is when the local council promotes policies and projects despite the
opposition of the chief. This happens when the mayor is replaced by an election and the new
mayor reviews the relocation of the city hall and the integration of schools, which were
promoted during the time of the former mayor. In this case, there are cases where the chief
responds to the resistance of the local council and tries to review the policy by boosting the
public opinion of the residents by referendum.
In the above four types, in the cases of (1), (3), and (4), the result of the referendum
was half the pros and cons of the policies and projects promoted by the chief. However, in
case (2), the result of the referendum was consistent with the chief's claim in all cases. In this
way, the referendum has the role of stopping opposition to the policies and projects promoted
and endorsed by both the chief and the local council. Furthermore, it can be pointed out
that the referendum has the role of deciding the policies and projects in which the chief and
the local council conflict the discretion of the residents.

CONCLUSION
The referendum is based on the ordinance and is not subject to the Public Offices
Election Act as in ordinary local assembly elections. Therefore, there are no legal restrictions
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on the voting movement, no restrictions on door-to-door visits or the number of villas
distributed, and free activities are guaranteed. In contrast, the freedom of the voting
movement may affect the voting results depending on the financial strength, organizational
strength, and mobilization power of the supporters and opponents. It is the chief of the
municipality who hosts and enforces the referendum, and even if the policy is promoted by
the chief, it does not mean that the local authorities can carry out a systematic voting
campaign for approval. However, in many cases, the financial and organizational power of the
side that promotes the business plan is superior, and the residents must confront the
systematic movement of the promotion side in the same shortage of resources as the civic
movement.
However, to clearly show the public opinion in the referendum, it is necessary to raise
the turnout. The average turnout in 48 cases was approximately 60%, while the turnout in 16
referendums on annoying facilities was 75%, which was approximately 15% higher than the
average. This may reflect the growing opposition to NIMBY facilities. On the other hand,
regarding the turnout of the referendum, the intention of the chief who was reluctant to vote
in the referendum and the amendment by the local council often add the condition that the
voting will not be counted if the voter turnout falls below 50%. In 48 cases, voter turnout of
50% was stipulated as a requirement for establishment in 11 cases, and in fact, voter turnout
was less than 50% in 7 cases and was unsuccessful. In the case of failure, there are cases
where the temperature difference in the area is different, and it is difficult for many residents
to be interested in it, such as urban road planning and public facility planning. In some cases,
the promoter or the other side urges a systematic abstention with the aim of failing to vote.
Thus, in the referendums conducted so far, nearly 60% of the policies and business
plans promoted by the chief and local councils were denied as a result of the referendum,
and the promotion side was forced to withdraw. In that respect, it can be said that the
referendum played a role in breaking down the majority rule under the all-ruling party system,
which is a unified government in which the chief ruling party members occupy most of the
local assembly. In addition, as a result of the referendum, the policy claimed by the chief was
not supported in 50% of the cases regarding the policies and business plans in which the chief
and the local council confront each other. It can be said that the residents exercised a casting
boat from the viewpoint of residents' autonomy under the divided government, where the
members who do not support the chief are much of the local council. In this way, the
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referendum of local governments in Japan has the significance of correcting the harmful
effects of majority rule and the deficiencies of indirect democracy as an opportunity for
residents to express their intentions directly from the perspective of residents' autonomy.
However, the solution to the problem by referendum is like majority politics in that
it is settled by the will of the majority from among multiple options. However, the creation of
such a majority carries the risk of making decisions. As Condorcet pointed out, if a majority
vote is taken from among three or more proposals, the votes may be split and the judgment
of the majority may not be respected (Sakai 2015, pp.39-40). To eliminate such vote splitting,
we must narrow down the options to two options. As an option in the actual referendum, not
only the selection from two proposals but also the referendum by selecting from three or
four proposals are carried out2. Even if the referendum is a choice between two or more
proposals, problems arise when the alternatives are not selected because of sufficient
deliberation when deciding on these options. This is because the result of the referendum
itself may be questioned in terms of its specialty, effectiveness, and legitimacy (Ueda 2016,
pp.182-183).
If the referendum is a means of opposition from the referendum to the majority rule
of the municipality, or if the referendum entrusts the casting boat in the split government,
disclosure of information and sufficient explanation in advance to the residents who have
such decision-making power is required for voting. In that regard, a minimum of three months
is required for the pre-referendum campaign period. In addition, in the process of narrowing
down the options for the referendum by the chief and the local council, it is necessary to
gather opinions involving the residents of the opposition and the supporters. By increasing
political literacy among residents, referendums will become an important element of the
legitimacy of decision-making after deliberation. For the referendum to not fall into the mere
authority of majority rule or the containment of minority opinions by the majority, it is essential
to form a sufficient consensus in the preliminary preparation process leading to such a vote.
This is because it enhances the legitimacy of the referendum's voting results and forms the
basis for consensus building for both pros and cons.
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ABSTRACT
In cash-based economy, local governments depend on local tax collectors—nonprofessional employees who wander in neighborhoods to collect cash as tax payments from
the local residents. Their encounters, nonetheless, may not always go smoothly. Despite
mentally exhausted, local tax collectors must effectively exert emotional labor—the
management of feelings to create preferred facial and bodily display—so as to maximize local
revenue. Most studies on emotional labor focus on professional occupations in developed
countries. Hence, though a process-tracing method, this study qualitatively inquires the causal
sequence of emotional labor and job performance of local revenue collectors in Thailand. It
conducts fifteen in-depth interviews and applies a constant comparative method to analyze
the interview data. The results offer a preliminary causal process of emotional labor and job
performance, underscoring the existence and the relationship between emotional labor on
performance. Particularly, general tax knowledge among local residents and revenue
collectors’ local knowledge can simmer down the intense encounters and lower the levels
of emotional labor. In the case of surface acting, the revenue collectors can seek support and
professional advices from the online network of local revenue administration to surpass those
intense encounters without jeopardizing the revenue-generating performance. Meanwhile,
revenue collectors’ local knowledge leads them to perform deep acting and provide tax
education to the local residents which eventually boosts their willingness to pay local taxes.
This study recommends local policymakers include emotional labor training into their
organizations’ performance improvement platforms. It also discusses methodological
limitations and future research directions.
Keywords: Emotional labor, process tracing, performance, deep acting, surface acting,
nonprofessional employees

118

INTRODUCTION
In cash-based economy, local governments in rural areas are largely dependent on
local tax collectors—nonprofessional employees who wander in neighborhoods to inform
local residents of their tax dues, service charges, or fees; collect cash as tax and fee payments
from the residents; eventually make revenue collection reports back to their finance
department heads as a part of revenue budgets. The encounters between these revenue
collectors and local residents may not always go smoothly especially during the economic
downturn resulted from the COVID-19 pandemic. Despite, mentally exhausted, local revenue
collectors must perform emotional labor—the management of feelings to create publicly
facial and bodily display intended to produce a particular state of mind in others (Hochschild,
1983)—so as to maximize their local governments’ revenue and to minimize overdue
payments. Most studies on emotional labor involve such professional occupations or experts
as teachers (Schwarzer et al., 2000), attorneys, cops (Maynard-Moody & Mushenno, 2003),
physicians, nurses, correction officers (Mastracci et al., 2010), who directly deliver public
services to public organizations’ clients or local residents (i.e., education, public health, and
public security) in the developed countries particularly the US. In other words, the extant
Public Administration research has inadequately investigated the emotional labor the nonprofessional and low-ranking public employees experience and rarely applied this concept to
understand emotional labor under the context of developing countries.
This exploratory study, therefore, aims to describe the emotional labor performed by
local revenue collectors and explains whether and how it leads to local revenue generation.
It concentrates on the local revenue collectors in Thailand since there has been a limited
number of studies investigating emotional labor in such occupational groups (Sutton, 1991)
and a developing country in the Southeast Asian region (Tamronglak, 2019). In particular, it
asks two main questions: “what is emotional labor the local revenue collectors perform?”
and “how is emotional labor associated with revenue-raising performance?”. Since emotions
and emotional labor are of people’s subjective experiences, this study applies a qualitative
approach to unpack the interrelationships among local revenue collectors’ occupational lives,
activities, situations, and circumstances (Leavy, 2017). Specifically, it chooses the process
tracing methods to develop the causal process and identify possible causal mechanisms of
how emotional labor leads to revenue-raising performance under the particular occupational
and spatial contexts previously mentioned (Collier, 2011).
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Theoretically speaking, the answers to these questions can provide a thick description
of emotional labor the nonprofessional public employees experience and how they manage
it on a daily basis while keeping a high level of revenue-raising performance. Occupational and
spatial contexts bring about additional causal mechanisms, slightly changing a causal process
of emotional labor and its outcomes. Meanwhile, practically speaking, these answers can
underscore the existence and the importance of emotional labor on performance.
Furthermore, it can inform the policymakers in developing countries of how to recognize and
promote emotional labor management in a way that possibly enhances the revenue-raising
performance among local government employees.
Answering the research questions and fulfilling those research goals, the remainder of
this article is organized into five sections. In the next section, a review of the literature and
previous empirical studies offers an understanding of emotional labor in terms of its
characteristics and its associations with relevant mediators and performance-related
outcomes. After such review, the methodology section details the study’s context, sampling
scheme, data collection mode, and instrument as well as analytical techniques centering on
process tracing methods. Then, this article reports the results so as to provide the answers to
the research questions. It also presents a causal process and its mechanism of emotional labor
and revenue-raising performance. Next, the discussion section details the key findings, taking
into account the aforementioned research gap, the existing empirical studies, as well as the
current practice of emotional labor management or the lack thereof. Eventually, the last
section with concluding remarks reinstates the research questions and their answers offer
policy recommendations, and discusses the study’s limitations as well as the future research
directions.

LITERATURE REVIEW
As briefly introduced in the previous section, this article applies the method tracing
methods as an overarching approach to qualitative inquiry. It centers on the abductive logic
which builds an inference from both deduction and induction or analytics and empirics
respectively (Bennett & Checkel, 2014; Van de Ven, 2007). While the latter component is based
on empirical data discussed later, the first component largely depends on theory construction
or insight into prior knowledge and its diagnostic pieces of evidence (Collier, 2011; Mahoney,
2015). This section, hence, presents relevant theories, concepts, and previous studies on
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emotional labor and its mediators leading to an outcome of individual performance. In other
words, this literature review aims to provide a theoretical framework that primarily includes
key causal mechanisms into a single causal process. On this ground, there are three groups of
literature focused here—emotional labor, a causal sequence highlighting a process of casual
mechanisms relating emotional labor to performance (from antecedents, mediators, and
outcomes), and previous studies identifying and explaining the sequential mechanisms and
the associations between emotional labor, mediators, and individual performance.
Emotional labor
Generally, emotional labor is the management of feeling to create a publicly facial
and bodily display which usually results in suppressing or inducing one’s feelings which are
not always pleasant, and occasionally requires employees to employ a series of emotive
strategies and techniques to regulate their emotions (Hochschild, 1983). These strategies and
techniques can be categorized into two groups—surface acting and deep acting.
(1) Surface acting occurs when frontline staff members regulate, modify, and possibly
pretend to have particular appropriate emotional expressions or outward displays without
altering their inner feelings while reacting and engaging to a given situations (Cheung & Tang,
2010; Hsieh, 2019; Roh et al., 2016). Examples of surface acting include faking a smile or feigning
cool and confident gestures when dealing with difficult customers.
(2) Deep acting occurs when frontline employees modulate or elicit their inner feelings
or actually feel underlying emotions corresponding to align with the expressions their
organizations prefer, (Nixon et al., 2011; Noor & Zainuddin, 2011). For instance, despite being
mentally exhausted, a social worker always appears to be cheerful toward orphans because
she or he believes that this can radiance positivity and make a huge difference in the orphans’
lives (Guy et al., 2008).
Under the context of public administration, the frontline public employees often
interact with citizen customers while delivering such public goods and services as health care,
education, emergency services, social work, and law enforcement (i.e., correctional measures
and rehabilitation and police interrogation). As a result, appropriate displays of feelings
become indispensable for quality interactions between public employees and citizen clients
and definitely determine individuals’ job performance as well as the everyday performance
of any public organizations and how well these organizations can achieve their goals (Ashforth
& Humphrey, 1993; Guy et al., 2019).
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A causal sequence of emotional labor and job performance. Affective events
theory states that every event in the workplace (especially one where employees feel they
are treated unfairly) directly has an impact on employees in terms of their emotional reactions,
feelings, and behaviors (Rupp & Spencer, 2006; Simillidou et al., 2020). However, allowing
interactional mistreatment to spawn negative feelings and later unleash anger via undesirable
reactions towards customers or clients are evidently not the best way to accomplish both
individual tasks and organizational goals.
Consequently, reaching high levels of both individual and organizational performance,
organizations often make employees respond to those unfair treatments with appropriate
displays of feelings. This type of appropriate feelings employees expected to perform is called
an organization display rule which ensures that an employee suppresses the undesirable
emotions and only expresses the desirable ones (Allen & Augustin, 2021; Holman et al., 2008).
Other organizational measures and supports are also in place--for instance leadership, team
support, competency-building and training programs, and a supportive work environment.
Meanwhile, each employee applies self-regulation of emotions and reactions through
emotional intelligence and emotional labor as previously explained. Other individual
characteristics such as gender and work experience also mediate the negative impacts of those
unfair treatments on job performance. The sequence of all related affective activities here
can be broadly summarized by the control theory which centers on the feedback loop(s) of
action or, under this context, the emotion-related management of negative input in order to
eventually offers positive output (Diefendorff & Gosserand, 2003; Klein, 1989). With empirical
findings of previous studies on emotional labor, this article explains the causal sequences of
emotional labor and job performance through the control theory as follows.
1. The citizen-state interactions: Under the context of policy implementation and service
delivery, policy designs can elicit citizens’ attitudes, perceptions, and expectations of
states and, as a result, determine the nature of encounters between frontline public
employees and customers or clients, which is called citizen-state interactions
(Jakobsen & Mortensen, 2016; Moynihan et al., 2014; Nisar, 2018), can incite negative
feelings among the first party and require the emotional strategies and techniques later
in the process.
2. Emotional dissonance: Often, there is the discrepancy between how a frontline
employee feels and how he or she is expected to feel according to a certain display
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rule they believe to exist (Kammeyer-Mueller et al., 2012; Nguyen et al., 2016). This
triggers emotional labor, taking two forms—surface acting and deep acting explained
earlier.
3. Emotional regulation strategies or emotional labor: Surface acting is usually negatively
associated with job performance (Hulsheger et al., 2010; Hur et al., 2020; Lively, 2013).
For instance, public school students can detect emotional inauthenticity among
trainee teachers in German public schools who engage in surface acting. The students
negatively perceive this fake effective delivery of their trainee teachers, resulting in the
teachers’ relatively low score on teaching performance (i.e., their classroom
interactions become unpleasant and mundane and teaching style is not perceived as
friendly and warm) (Hulsheger et al., 2010). On contrary, deep acting often shows
positive consequences on individual and organizational performance (Lee, 2021; Lee
& Kim, 2020; Liu et al., 2008). Specifically, despite emotional exhaustion, deep acting
has positive ramifications on work outcomes in the long run by buffering employees
against negative emotions and ego depletion (Hur et al., 2020). For example, hotel
employees who truly prefer to work in service organizations frequently emotionally
invest in and are attentive to interactions can deliver excellent hotel service to
customers (Lee & Kim, 2020).
4. Job performance: There are three components of job performance by each frontline
employees especially in public organizations—task performance, service performance,
and relational performance. Task performance shows how well one can deliver the
core service for which he or she is responsible according to his or her job description.
Regarding the revenue-raising responsibility, the relevant performance indicators
include a number of taxpayer registration, revenue levels, overdue tax payment,
reduction of tax compliance cost, to name a few (National Audit Office of the United
Kingdom, 2008). However, during the citizen-state interactions, public employees are
also expected to actively promote equity, transparency, responsiveness, as well as
other democratic outcomes (Boyne, 2002; Bozeman, 2013; Brewer & Walker, 2009).
Additionally, through emotive work, human relations, and communication skills during
such interactions, a frontline employee can build or strengthen good relationships
between his or her organization and its citizens or residents (Erickson & Ritter, 2001;
Mastracci et al., 2006).
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5. Mediators of emotional labor and job performance: Several intervening factors are able
to moderate the negative impact emotional labor has on performance. The frequently
discussed mediators include gender, team support, emotional intelligence, and work
experience. According to the gendered study in the US federal and subnational
governments, a female employee is expected to be cordial, tender, and supportive
during the citizen-state interactions so that they must engage in these emotions in
order to reach high-performance levels (Bishu & Heckler, 2020; Meier et al., 2006; Yang
& Guy, 2015). Note that mostly the interactions between a frontline employee and a
customer go through two feedback loops or more before ending with a certain
outcome (or performance in this context). Some mediators are involved in this type of
citizen-state interaction. For example, a nurse is highly likely to offer support if he or
she witnesses that his or her teammate performs deep acting (Becker et al., 2018). This
significantly reduces the turnover intention which makes employees stay on the tasks
more. This tends to result in desirable performance. In addition, emotional intelligence
is the ability to accurately sense and constructively control one’s own emotional state,
to sense the emotional state of another person, and as a result to respond in a way
that elicits desirable behaviors (Guy & Lee, 2015; Liu et al., 2008). This social skill assists
Chinese employees in public organizations to correctly detect interpersonal emotional
cues and to choose the most appropriate emotional strategies so as to enhance his or
her performance and to accomplish the individual and organizational goals (Ma et al.,
2020; Simillidou et al., 2020). The final mediator here is work experience which is
positively associated with high levels of job performance. Particularly, a frontline
volunteer in a nonprofit organization with many years of volunteering experience tends
to feel less distressed and mentally exhausted while interacting with customers or
clients (Allen & Augustin, 2021). They can perform either surface acting or deep acting
which is a part and parcel of quality service delivery. Their polite and cordial displays
smooth the conflicting interactions and eventually lead to the preferred performance.
Based both on the relevant theories (the affective events theory and the control
theory) and the previous studies on emotional labor and job performance, the conceptual
framework, Figure 1, summarizes the hypothesized causal sequence from antecedents and
mediators to the outcome of emotional labor (job performance). Also, given that local
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revenue collection is one type of service by a public organization, the details in Figure 1 can
broadly offer the propositions to the research questions as follows.
Proposition 1: The local revenue collectors must perform both surface acting and deep
acting during the citizen-state interactions
Proposition 2: Deep acting is positively associated with revenue-raising performance
but surface acting is negatively associated with such performance. Meanwhile, work
experience, emotional intelligence, and team support are associated more with deep acting,
resulting in enhanced job performance.
(A)
Citizen-State
Interactions

(A)
Emotional
Dissonance

(M1)
Gender (-,+)
and Work
Experience (+)

(X)
Emotional Labor:
Surface Acting (-)
and Deep Action (+)

(Y)
Job Performance
(Task, Service, and
Relations)

(M2)
Emotional Intelligence (+)
Team Support (+)
Work Experience (+)

Note: (A) = antecedent, (M) = mediator, (X) = causal factors, and (Y) = outcome; (-) = negative
association with outcome and (+) positive association with outcome; and = casual sequence
and feedback loop and causal sequence
Figure 1. The causal sequence and hypothesized associations between antecedents,
mediators, and outcome of emotional labor (job performance)

METHODOLOGY
Applying a process-tracing method, this exploratory study qualitatively investigates the
causal sequence using causal process observations (observations on contexts, process, or
mechanisms) to evaluate prior explanatory propositions as well as to provide alternative
means of the causal relationship of interest (Bennett & Checkel, 2014; Collier, 2011). As a
qualitative study with a process tracing, this section elaborates research design, case study
and sampling, data collection, and data analysis as follows.
Research design. This study applies a theory-guiding process-tracing method as an
overarching approach to understanding the causal process of emotional labor and job
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performance. A process tracing is a temporal and causal analysis of the sequence of events
that constitute the causal process which must be theoretically and operationally
conceptualized in details with references to previous theories and related studies (Falleti,
2016). On this ground, the research design for a process-tracing method is abductive reasoning
in which logical conclusions are drawn from both deduction and induction (Bennett & Checkel,
2014; Van de Ven, 2007).
For a theoretical component or deductive reasoning, the previous section thoroughly
reviews related theories, conceptions, and previous studies. Then, it offers a theoretical
framework identifying antecedents, causal factors, mediations, and outcomes of emotional
labor as well as how these variables are possibly interrelated and positively or negatively
associated (Collier, 2011). Additionally, as a part of the theory-guided process-tracing method,
propositions based on the conceptual framework are set in order to guide data collection
specifically through the causal process observations (Collier, 2011; Falleti, 2016). For
operational competence or inductive reasoning, this study centers on the data collection
methodologically based on the causal process observations. Particularly, the recurring
empirical regularities or the daily work routine of each local revenue collector are the
phenomena of interest. The data this study collects should be able to present good snapshots
at a series of specific moments on how emotional labor leads to job performance (Collier,
2011). Eventually, with both deductive and inductive reasoning, the research results from a
process-tracing method are presented via a causal process, incorporating an extensive process
(the empirically key variables) and an intensive process (the causal interrelations among those
key variables) (Falleti, 2016; George & Bennett, 2005).
Case study and sampling scheme
As mentioned earlier, the emotional labor performed by nonprofessional public
employees in a developing country has been inadequately explored. Therefore, this study
serves as a heuristic case study that attempts to identify new variables, hypotheses, causal
mechanisms, or causal paths by concentrating on the new group of participants whose
expertise is relatively low but emotional labor performed is high (George & Bennett, 2005).
Note that tax collection is a unique service in that it does not offer any particular benefits to
citizens. These tax collectors usually wander from one household to another either to
campaign or to collect tax dues. See table 1 which details the work context and work roles
that justify the possibly high levels of emotional labor experienced by local revenue tax
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collectors in Thailand, considering each dimension of their emotional work (Morris & Feldman,
1996).
Table 1. Dimensions of Emotional Labor performed by Thailand’s Local Revenue Collectors
Relatively High Levels of
Dimension
Related Work Roles
Emotional Labor
Daily interactions with taxpayers
either in the local government office Requirement to build affective
and in the neighborhoods
bonds of liking, trust, and respect
Frequency of campaigning and collecting several
despite the irritation and
interactions types of revenues (usually costing less confusion of newly implemented
than $2 per transaction, in total about property tax shared among
1,000 transactions per a local revenue taxpayers
collector)
Uncertainty and unpleasantness
Most of the time, feeling persuasion,
during such encounters
enthusiasm, cheerfulness,
demanding emotion management
detachment as well as coercion
Attentiveness
which should be intense to
required in a quite long encounter
successfully convince each
with each taxpayer especially when
taxpayer to pay their tax
wandering in the neighborhoods
obligations
A variety of emotions as well as
A wide range of work roles
neutral demeanors ranging from
Variety of
demanding revenue collectors
cheerfulness, politeness, ignorance, to
emotions
exerting different types of
toughness necessary for tax
required
emotions for long workhours per
campaigns, taxpayer services, tax
day
collection, and tax recovery
Always being confident, cheerful,
Dissident, suspicious taxpayers
helpful, and informative toward
Emotional
causing emotional dissonance
difficult, impolite citizens doubting
dissonance
and exhaustion among local
authority’s tax policy, transparency,
revenue collectors
and fiscal prudence
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Sampling scheme
To represent and highlight what is descriptively normal or average in terms of
emotional labor performed by local revenue collectors in Thailand, this study selects and
qualitatively collects related data from the typical cases from Thai localities (Gerring, 2017;
Miles & Huberman, 1994). Given that revenue administration and its performance are
dependent largely on the economic features, this study samples the localities which
statistically presents the average of the 2019 gross provincial product (GPP) per capita[1],
172,789.92 Baht with the standard deviation of 158,695.55 Baht. Based on the z-score of 0.14,
Prachuab Khiri’s GPP per capita is equal to 195,923.01 Baht per year. It is among 7 provinces
(approximately 10 percent of totally 76 provinces in Thailand), whose GPPs per capita are the
closest to the mean. Furthermore, there are three types of local jurisdictions in Thailand and
most of them (about 5,300 out of 7,850) are Subdistrict or Tambon Administrative
Organizations (TAOs). This study, hence, qualitatively examines the emotional labor and job
performance of TAO revenue collectors in Prachuab Kiri Khan. The data collection ends once
it reaches the saturation point to avoid inundation and redundancy (Leavy, 2017). However, it
also sufficiently theoretically and evidently guarantees that everything can be reasonably and
diligently undertaken so that this study can identify all relevant data (Randolph, 2009).
Data Collection
Due to the fact that most Thai localities are of a cash-based economy, direct and
prolonged state-citizen encounters are a daily routine of most local revenue collectors. Often,
these encounters are possibly complex and pertaining to several factors. This study, thus,
conducts in-depth interviews with the semi-structured questions to grasp how those factors
and revenue collection performance are interrelated as well as to facilitate comparisons of
findings to the existing literature shown in the conceptual framework, enhancing confidence
in the trustworthiness of the interview data (Fujii, 2018). The interview protocol for this study
includes the following questions.
1. Tell me about a typical day at your work
2. What is the work environment like?
3. How can you describe success in revenue collection? What are the key indicators of
your job performance?
4. How do you establish rapport on your job especially with your clients or taxpayers?
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5. Do you engage in emotional management and how? Can you provide examples?
6. What are gestures or emotional displays your organization prefers you to show?
7. How do your feelings or emotional conflicts with your organization’s display rules
affect your job performance?
8. What does make those situations less intense and how?
Participants
The in-depth interviews take place in five randomly selected local jurisdictions (whose
pseudonyms are TAO A, B, C, D, and E) in Prachuab Kiri Khan Province during January 5 and
February 5, 2021. There are fifteen interviewees from both executive and operational levels.
The interview data from the first group (two TAO mayors and one TAO clerk) provide the
overall current situations of local revenue collections as well as the contextual elements of
the sampled localities. Meanwhile, the data from later (three finance department heads, five
revenue collectors, and three assistants to the revenue collector) offers the understandings
regarding the revenue collection process, emotional labor, and job performance. Table 2
summarizes the key characteristics of all interviewees in this study.
Table 2. Demographic Characteristics of Interviewees at the Time of Interview
Characteristics
Women
Percent
Men (n=4)
Percent
(n=11)
Work positions
Executive level
0
0.00
3
75.00
Operational level
11
100.00
1
25.00
Education
High school graduate
6
54.54
1
25.00
Bachelor’s degree
5
45.46
2
50.00
Graduate’s degree
0
0.00
1
25.00
Average work experience
13.89
17.54
(years)
Family status (married with
9
4
children)
Working in the hometown
9
3
-
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DATA ANALYSIS
To develop empirically grounded themes or main patterns concerning key elements
and their associated relationships with emotional labor and revenue-raising performance, this
study conducts a constant comparative analysis based on the interview transcripts (Glaser &
Strauss, 2006; Morse et al., 2009; Nowell & Albrecht, 2018). In other words, the transcripts are
deliberately read (open coding) and then some chunks of data are chosen and summarized
(selective coding) in order to incorporate a complete causal process (Strauss & Corbin, 1998).
Particularly, these descriptions are compared and contrasted with the conceptual framework
elaborated in the literature review section to (dis)confirm the propositions regarding the
sequential and causal associations between emotional labor (deep acting and surface acting),
its mediators (gender, work experience, emotional intelligence, and team support), other key
contextual elements, and local revenue-raising performance. In addition, this study applies
the in-vivo coding or includes the direct quotes from the interviewees into the research results
to certainly offer the thick descriptions reported in the next section.

RESULTS
This section summarizes the study’s context, its findings based on the research
questions and the propositions set according to the conceptual framework, and its emergent
findings which report the results that capture themes beyond the study’s original
propositions.

The overall context of sampled jurisdictions
Most residents in the sampled localities work in the agricultural section (i.e., farming,
fishery and aquaculture, and ranching). The main crops are coconuts and oil palms. A fewer
number of the residents engage in retail merchandising at their own houses, at the markets,
or on the wheels, selling ready-to-eat food and beverages. Their daily routines, especially
men, are out to the farm or the ocean during the day. The women are mostly stay-at-home
wives, living with and taking care of the seniors—their in-laws.
Regarding taxation and revenue administration, there are two main types of TAO’s
own-source revenues (taxes and service charges). Their main taxes include signboard tax and
property tax. The central government has just updated the tax rate of the first in 2021.
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However, it had radically changed the whole tax structures of property tax and promulgated
this new property tax in 2020. Both new standard operations procedures and new tax
administration (new tax bases and property categorization, their tax rates, and their deductions
and exempts) have been effective and, as a result, added into the tax calculations in each
local government briefly after such promulgation as well the nation-wide administrative and
managerial preparations. Besides, the service charges these localities collect are tap water
charges (usually $3.25 a month per household) and garbage management fees (the flat rate
payment of $1.25 or 50 Baht each month).
Partially elaborated earlier in Table 1, local revenue collectors’ work roles include
three main areas—tax policy campaign, tax administration, revenue collections, and
enforcement of tax laws and regulations. A tax policy campaign includes such activities as
attending a community meeting and engaging in a locality’s community outreach to ensure
that all residents understand and accept the tax policy. Regarding the tax and revenue
administration, these local revenue collectors wander about the neighborhoods to conduct
the tax survey (i.e., measuring and counting signages); to measure and determine types of
buildings located in a certain parcel of land; to calculate tax dues according to the tax bases,
tax rates, tax deductions, and tax-exempts; and to mail and hand in the tax notice to the
residents. Then, the local revenue collectors proceed with the tax or revenue collection. Most
of the time, they ride their motorbikes to each household in the locality where the interactions
take place and emotional labor is intensively used and managed. The local revenue collectors
engage in emotional labor in order to avoid the mismatch between their emotional gestures
and the local government’s emotional display rules and to maximize tax compliance and the
levels of tax revenue and service charges. Eventually, the local revenue collectors pay their
attentions to the tax overdues. As an unofficial measure, they usually call or pay a taxpayer a
visit and give a gentle reminder at first. These interactions also elicit intense emotional labor
from the revenue collectors. However, as an official measure, they sometimes issue followup letters or calls. Some fines or other types of penalties may be enforced.
Findings
Before directly answering the research questions, this sub-section begins with an
abductive picture of a causal process of emotional labor and job performance for the case of
local revenue collectors in Thailand. Both theoretical and empirical data are incorporated and
painstakingly analyzed. Note that this part identifies two groups of causal mechanisms (one
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triggering emotional labor and another associated with revenue-raising performance) and,
simultaneously, clarifies that each mechanism is of theoretical themes according to the
conceptual framework and its propositions or emergent themes according to the empirical
data from the in-depth interviews. This sub-section proceeds from the antecedents (citizenstate interactions and emotional dissonance), the mediators (1) (gender and work experience),
the causal factor (emotional labor), the mediators (2) (work experience, team support, and
emotional intelligence), and the outcome (revenue raising tasks, forging good citizen-state
relationships, and customer service with equity and democracy)
(Antecedent) Citizen-State Interactions.
Some contextual elements play a crucial role in shaping the emotional landscape of
these interactions or encounters. The interviewees specify that the relatively low level of
general understanding of local taxation and the promulgation of the new property tax causes
some confusion, suspicion, and dissidence toward the local governments as well as the local
revenue collectors. They specifically note these emergent themes as follows:
“50 percent may understand that local tax revenue goes to community development. Another
half thinks we collect their money to share and spend it with our team members” (The
assistant to local revenue collector at the TAO C, January 21, 2021).
“If you talk to local residents or villagers here, you would realize that their basic
knowledge on taxing system and local politics are starkly different from those who live in the
city. Even we repeatedly try explaining local tax and revenue systems to them, they would
just bring the issue to the Office of Ombudsman or related agencies. This situation will never
happen in urban areas” (The local revenue collector at the TAO C, January 21, 2021).
“Admittedly, the new property tax is the most complicated tax I have ever
experienced. We are not well prepared. So how can we really make the local people
understand and comply with it?” (The local revenue collector at the TAO E, February 3, 2021).
(Antecedent) Emotional dissonance.
The emotional discrepancy occurs when what the local revenue collectors feel toward
the interactions with their taxpayers is different from what they should feel according to their
organization’s emotional display rules. As a result, it can easily trigger intense emotional labor.
As theoretically anticipated, the organization’s emotion display rule exists and triggers the
intensive use of emotional labor. This rule is an unwritten but generally accepted display rule
that expects highly of female local revenue collectors. Particularly, they should cheerfully

132

greet each taxpayer, invite taxpayers into the office and offer them iced water, politely and
respectfully converse with them, and, restrictively, avoid confrontation with any taxpayer at
all cost. Few interviewees mention that:
“Revenue collection is a woman's work. Almost every revenue collector is a woman.
Women pay more attention to details. They are good at math. Importantly, they are much
more polite, cordial, amiable, and sweeter than men” (The mayor of TAO A, January 11, 2021).
“Generally, women have manners more than men. They are usually better with
people. We send them out to the community to talk with local residents and make them
understand the tax and service charges the local government collects” (The finance
department head at the TAO A, January 11, 2021).
“While interacting with local residents, we have to talk nicely. Remember we work in
the customer service kind of department. The mayor specifically demands that we greet the
residents first whatever the reason they come in or see us” (The assistant to revenue collector
at the TAO B, January 13, 2021).
“When a taxpayer comes in, we have to greet and bring them some water. Also, always
keep in mind that we will never have a fight with them whatsoever” (The finance department
head at the TAO A, January 11, 2021).
(Causal Factor) Surface acting.
The local revenue collectors underscore the surface acting they often perform when
interacting with taxpayers. As the conceptual framework suggests, work experience involves
performing this type of emotional labor. The local revenue collectors--especially the
inexperienced ones or the experienced ones facing unusual new situations or new difficult
taxpayers--attempt to hide or conceal their true feelings and then politely note the issues to
deal with later. Some local revenue collectors relate work experience with surface acting as
follows:
“It is incredibly exhausting when there is a taxpayer coming in just to rant. And we
cannot and should not react” (The assistant to revenue collector at the TAO C, February 3,
2021).
“All we have for them are manners. We cannot argue or challenge them back. So, we
can do nothing except politely ask them to take it easy” (The revenue collector at the TAO
A, January 11, 2021).
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“When I have just started working, I always said ‘yes, alright’ while dealing with a
difficult taxpayer or while in an intense situation. We have to face it with smiles on our faces.
We cannot show our anger” (The assistant to revenue collector at the TAO D, January 21,
2021).
(Causal Factor) Deep Acting.
The local revenue collectors perform deep acting in a variety of situations. Somewhat
elaborated in the conceptual framework, work experience plays a key role in eliciting deep
acting. Additionally, the emergent themes pointing out the cause of deep acting. Often, based
on their previous social interactions and understanding the background of each household,
the local revenue collectors truly understand that the source of anger, suspicion, and
dissidents among local residents or villagers. It is possibly rooted in the complex tax
administration, the lack of tax education, or the socioeconomic background of each taxpayer.
Therefore, their ability to come to terms with the unfriendly encounters or not to take any
altercation personally largely depends on both their work experiences and their local
knowledge as being a local resident for a long period of time.
“It does not make sense if we show disappointment or disagreement to our taxpayers.
They barely understand the new property tax. So, how could they really be willing to pay tax?
As you see, the central government has done so little on tax campaigns specifically for the
grassroots level. These taxpayers are out to the farm almost all day. They do not even really
have time for watching TV” (The finance department head at the TAO A, January 11, 2021).
“Well, I go to their house asking for their money every month. And usually more than
once a month for different types of taxes or service charges. Also, it’s difficult to directly link
their tax payment to the benefits they receive. Yeah, so it is common if they get sick of us”
(The assistant to revenue collector at the TAO A, January 11, 2021).
“The key to managing our emotions is to keep in mind that there is a misunderstanding
in the new property tax. The residents and villagers have to pay for this tax a lot more than
before so they get angry. We just stay calm and are not going to take it personally because
whoever talks to them regarding this matter will just get scolded” (The finance department
head at the TAO D, February 2, 2021).
“It does not seem like some of them are not willing to pay. They are simply very poor.
Or occasionally they cannot make ends meet” (The assistant to revenue collector at the TAO
C, February 3, 2021).
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Research Question 1 and Proposition 1.
The research results on the associations between the antecedents, the mediators of
emotional labor, and the emotional labor can be summarized that similar to proposition 1,
the local revenue collectors in Thailand perform both surface acting and deep acting due to
the emotional dissonance between what they actually feel and what they are expected to
feel, or called the organization’s display rules. Particularly, this discrepancy is caused by the
collector’s demographic characteristics (being female and limited work inexperience), the lack
of general knowledge of the local tax system among local residents, and the complex tax
administration designed by the central government (especially in case of the promulgation of
new property tax in 2020). These causal elements elicit high levels of emotional labor,
particularly surface acting, from the local revenue collectors. Nonetheless, there are some
mediators which can lessen the intensity of emotional labor. Work experience and local
knowledge among the local revenue collectors require lower levels of emotional labor from
the local revenue collectors. Also, these two causal elements diverge them to perform deep
acting, instead of surface acting.
Job performance.
There are two paths of the causal process from emotional labor to revenue-raising
performance. The first path is how surface acting is associated with job performance. This type
of emotional labor usually ends with the local revenue collectors fading or disappearing from
the intense situations or altercation with the taxpayers. Some of the local revenue collectors
provide the following examples of this emotional withdrawal which results in undesirable
performance or sometimes results in acceptable revenue-raising performance if there is
support from their team members or from their professional network.
“I just step back from an angry taxpayer and inform him that I will come back later.
But sometimes I will ask my work partner or another team member to revisit that angry
resident’s house (The assistant to revenue collector at the TAO A, January 11, 2021).
“Sometimes in a difficult situation or intense exchange with taxpayers, I make an
ingenuine apology and leave the scene. I just need a break at that moment” (The assistant to
revenue collector at the TAO B, January 13, 2021).
“If there is an altercation, I will just ask them to come in and pay at the local
government building later” (The revenue collector at the TAO E, February 3, 2021).
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“If it is urgent, I can call someone in the LINE group of local revenue collectors and
ask for their suggestions. Most of them are informative and helpful” (The revenue collector at
the TAO A, January 11, 2021).
Meanwhile, the second path of the causal process shows how deep acting is associated
with job performance. The experienced local revenue collectors must put more emotional
effort in terms of tax education in order to make the taxpayers with a limited understanding
of the local tax system comply with the tax rules and regulations. This can forge good
relationships with local residents; add equity, transparency, and democracy into taxing service;
and eventually increase the levels of revenue generation. The following statements are the
example of enhanced job performance from deep acting.
“Our accomplishment is to have zero tax overdue. If there is a chance and I can explain
my tax calculation, the residents tend to pay their tax dues. So, if there are confusions or
questions from the taxpayers, we must be ready and well-prepared to provide answers and
explanation” (The assistant to revenue collector at the TAO B, January 13, 2021).
“I always have a mini-whiteboard and markers with me especially while wandering in
the neighborhoods. So that I can help a resident calculate their tax burden. Correct tax
calculation helps convince them to pay tax” (The revenue collector at the TAO A, January 11,
2021).
“The good local revenue collectors are ones who provide the taxing service with
fairness and have the local governments and the citizen’s interests at heart. Keep in mind
that the residents do have no or limited knowledge and information regarding tax system”
(The local revenue collector at the TAO C, January 21, 2021).
“If we can forge a good relationship with local residents. They are likely to pay tax
easily (The revenue collector at the TAO A, January 11, 2021).
Feedback loop
Despite the attempts to explain tax calculation and other types of prolonged citizenstate interactions, the local residents, from time to time, negotiate tax burden with the local
revenue collectors. This starts the causal process all over again because it may cause
emotional dissonance as well as elicits surface acting and/or deep acting from the local
revenue collectors. The local revenue collectors who are the local people themselves may
face this situation more often than those who are from other districts or provinces. Some
provide details of this situation as follows.
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“They would ask for me to advance the garbage management fees for them. I have to
respectfully explain to them that I do not have much money myself. And this may end with
a penalty for them (The assistant to revenue collector at the TAO A, January 11, 2021).
“After I measure a signboard and inform the shop owner whom I know well of his
signboard tax dues. He casually complains that it does not match with what they earn from
the shop and ask me how to make such tax dues lower. (The assistant to revenue collector
at the TAO A, January 11, 2021).
Research Question 2 and Proposition 2.
Regarding the second research question of “how is emotional labor associated with
revenue-raising performance?”, the results here suggest that surface acting may lead to
relatively low levels of job performance among local revenue collectors but deep acting
possibly leads to relatively high levels of all components of job performance (to forge good
relationships with local residents; to add equity, transparency, and democracy into taxing
service; and eventually to increase the levels of revenue generation). These findings are mostly
consistent with proposition 2.
However, the mediators of job performance such as team support and support from
a professional network can help the local revenue collectors who perform surface acting keep
the high levels of local revenue generation. Meanwhile, work experience is the mediator of
performance in the case of deep acting. The local revenue collectors with many years of work
experience can make use of tax educational techniques to forge a good relationship with local
taxpayers as well as to convince them to pay their tax dues. Therefore, this partially confirms
proposition 2 that work experience, team support, and support from the professional network
are the main mediators that can lead to preferred job performance among local revenue
collectors. Additionally, local knowledge is possibly associated with a feedback loop. In other
words, local residents usually negotiate tax dues with local revenue collectors whom they
know for a long period of time and not with someone from outside the community. This
results in another round of the emotional labor process as explained at length earlier.
Based on both answers, it can be said that even though the affective events theory
and the control theory still hold under this developing country’s context, there are few
emergent mediators inductively from the empirical data added into the conceptual framework
from the literature review section. This study, hence, can summarize the causal sequence of
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emotional labor and job performance through the elaborated casual graph as shown in Figure
2 on the following page (Gerring, 2012).

DISCUSSION
Overall, it can be said that there exist causal relationships between emotional labor
and job performance in the case of nonprofessional employees who work for public
organizations in developing countries. Deductively, the affective events theory and the control
theory can explain such a causal process. The process-tracing method here underscores the
significance of the theoretical mechanisms regarding causal elements of emotional
dissonance, gender (female), work experience, and team support. Inductively, this study also
identifies the emergent causal mechanisms—general local knowledge and local knowledge
which helps frontline employees avoid emotional exhaustion and professional network which
can enhance their job performance. Additionally, the deep acting and work experience
altogether facilitating the tax education to residents can enhance job performance among
local revenue collectors in terms of revenue generation, equitable and transparent taxing
service, and good relations with the community. It also helps frontline employees circumvent
tax negotiations which likely result in repeatedly engaging intense emotional labor and
undesirable job performance. Based on these theoretical and emergent findings, there are
causal mechanisms worth discussing.

(A)
Emotional
Dissonance (+)
General Tax
Knowledge (-)

(M1)
Female (+)
Work
Experience (-)
Local
Knowledge (-)

(X)
Emotional
Labor:
Surface
Acting (-)

(M2)
Team Support
(+)
Professional
Network (+)

(X)
Emotional
Labor:
Deep Acting
(+)

(M2)
Work
Experience (+)

(Y)
Job
Performance
(Task,
Service, and
Relations)

(Feedback Loop)
Tax Negotiation
Note: 1. A= Antecedent, M = Mechanisms, X = Causal factor, Y = Outcome.
2. Elements in italic implies emergent themes
3. → Causal relationship ---> Feedback

Figure 2. An elaborate causal graph of emotional labor and job performance among local
revenue collectors in Thailand
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Emotional labor and performance management in revenue administration.
First and foremost, the empirical findings echo the causal relationships between these
two components of the daily routine at work of every frontline public employee. Like other
professional occupations (teachers, professors, policemen, correction officers, attorneys,
physicians, nurses, etc.) local revenue collectors who are non-experts and do not have direct
quid-pro-quo relationships with taxpayers tend to exert emotional labor in the same levels, if
not higher, as other professionals during the citizen-state interactions. Therefore, in general,
emotive prowess is probably as important as cognitive, technical, and political capabilities and
certainly is needed for high performance or getting public services done effectively, equitably,
and cordially (Guy et al., 2019). Performance management in the public sector has started to
fully embrace emotional labor into performance design, measures, compensation, and
improvement to ensure and promote efficiency, effectiveness, equity, and democracy in
public service delivery (Chi & Grandey, 2019; Grandey & Sayre, 2019).
Local fiscal autonomy, administrative burden, and emotional labor.
Historically speaking, much of the developing world is characterized by highly
centralized public sectors (Oates, 1985; USAID, 2000). After the promulgation of
decentralization policy, the subnational governments are expected to possess autonomy in
making decisions for the provision of public services, personnel administration, and finance
and revenue administration. Nevertheless, many local governments in developing countries
possess a limited degree of tax autonomy because their central governments still fully or
partially determine local tax base, local tax rate, and local tax exemptions. Unless a tax policy
and its administration are based on a bottom-up approach (being formulated by local civic
engagement or by local councils and then proactively campaigned), local people tend to have
limited or inadequate general tax knowledge. Often, local revenue collectors who only
implement such tax policy face angry, misunderstanding local residents and villagers, and tax
negotiation or altercations. They opt for surface acting to surpass intense engagement but are
likely to end with undesirable job performance (unable to collect tax or revenue and unable
to cordially forge good relations with the community).
Note that residents are willing to fully understand a local tax system and local revenue
administration. Occasionally, new or complex tax policies and measures can undermine the
residents’ and villagers’ willingness to invest their time and resources in updating and reading
tax laws and regulations or asking for clarification from the authorities. This signifies the
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association between learning cost—any costs arise from engaging in a searching process to
collect information about tax measures and building understanding of whether they are
required to pay tax or eligible for tax-exempts—and tax compliance (Herd & Moynihan, 2019;
Moynihan et al., 2014). The central governments possibly in incorporation with local
governments should take into account this learning cost and then design appropriate or
customized approaches to tax campaigns to enhance general tax knowledge as well as tax
compliance among local residents and villagers in rural areas.
Local knowledge and pedagogical approach to tax education.
One of several trends of Asian labor markets which have continued for decades is that
many young graduates express their preferences to work close to where they grew up (Li et
al., 2020; Woo & Kim, 2020). In this case study, four out of five interviewees serve as the local
revenue collectors or the assistants for local governments in their hometowns. Therefore, their
local knowledge becomes highly beneficial in local revenue administration. Often held by
community members and acquired through life experience, local knowledge or sometimes
called contextual intelligence is an organized body of thoughts regarding local contexts or
settings and their specific characteristics, circumstances, events, and relationships as well as
an important understanding of their meanings (Corburn, 2003, 2007).
Understanding the socio-economic and demographic characteristics of each
household, these local revenue collectors with local knowledge fully understands the reasons
behind hostile reactions from the local residents or villagers and then automatically opt for
deep-acting to have them comply with tax laws and regulations. Under this context of revenue
collectors in a developing country, tax education is so crucial that there should be a better
pedagogical approach to understanding the rationales of new tax laws and revenue
administration and calculating tax amounts. This can boost the levels of general tax knowledge
among the local residents and eventually increases the overall job performance of local
revenue collectors as well as local governments’ revenue levels. Even though some
experienced local revenue collectors have been finding their own best approach to tax
education, there exist some good practices which can be readily shared and learned without
any costs. Accordingly, the capacity-building programs for local revenue collectors should
include the pedagogical approaches to local tax education to enhance overall job
performance and revenue generation for local governments.
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Online professional network, street-level bureaucrats, and sociological
institutions in local revenue administration.
Even though there is not an official professional network for local public employees
at the operational level, an online unofficial group of local revenue collectors plays a role in
local revenue administration and performance. The local revenue collectors may seek team
support from the work partners or others working in the finance department, while facing
intense encounters with taxpayers, applying new tax rules and regulations, or solving technical
obstacles with bookkeeping and online reporting tax revenues. However, most of the time,
they wander in the neighborhoods and communities so that they largely depend on prompt
consultation and suggestions from this online unofficial group via LINE application. Accordingly,
like other types of street-level bureaucrats who almost all the time interact with customers
or deliver services directly to customers, the local revenue collectors are dependent on
administrative discretion and work autonomy to accomplish their responsibilities despite
several tax rules and regulations as well as standards of procedures stated in the new property
tax and the new signboard tax (Lipsky, 2010). They create and share a sociological institution
or the cognitive scripts, moral templates that provide the frame of meanings guiding their
operational and managerial behaviors toward the goal accomplishment of collecting local
taxes (Dimaggio & Powell, 1983; Hall & Taylor, 1996).

CONCLUDING REMARKS
This study asks two main questions: “what is emotional labor the local revenue
collectors perform?” and “how is emotional labor associated with revenue-raising
performance?”. With the process-tracing method and in-depth interviews with local revenue
collectors in Thailand, the answer to the first question is that: the local revenue collectors in
Thailand perform both surface acting and deep acting due to the emotional dissonance
between what they feel and what they are expected to feel. Particularly, this discrepancy is
partially caused by the collector’s demographic characteristics (being female and limited work
inexperience), the lack of general knowledge of the local tax system among the local residents,
and the complex tax administration designed by the central government. Nonetheless, there
are some mediators which can lessen the intensity of emotional labor, including work
experience and local knowledge. For the second question, this study finds that surface acting
may lead to relatively low levels of job performance among local revenue collectors but
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deep acting possibly leads to relatively high levels of job performance. The mediators of job
performance such as team support and support from a professional network can help the
local revenue collectors who perform surface acting keep the high levels of local revenue
generation. Meanwhile, work experience is the mediator of deep acting and job
performance. Theoretically speaking, fulfilling the research goals through a method tracing,
this study adds a few new causal mechanisms into the emotional labor studies. First, the
general tax knowledge and local knowledge can lessen the intensity of emotional labor and
divert a local revenue collector to exert deep acting, instead of surface acting, which leads to
higher levels of job performances (to forge good relationships with the local residents; to add
equity, transparency, and democracy into taxing service; and eventually to increase the levels
of revenue generation). Second, the online unofficial professional network of local revenue
collectors is an incredibly helpful and informative source of instant consultation and advice
that can complement, if not substitute, the team support. This network provides the somehow
taken-for-granted predispositions, scripts, or schemas oriented to revenue generation and
simultaneously promotes work autonomy which is necessary for accomplishing tasks bound
to new laws and regulations. Third, this study identifies the feedback loop caused by the
taxpayers’ negotiations which trigger at least another round of emotional labor and
management. This highlights the fact that, without deep acting and tax education with a
customized pedagogical approach, the taxpayers may strongly show lower levels of tax
compliance or willingness to pay local taxes and service charges.
Practically speaking, based on the theoretical and emergent findings, this study
concludes that there are two main policy recommendations for policymakers in developing
countries with a cash-based economy. First, the policymakers should be aware of the
existence and the importance of emotional labor. Even though they cannot pay for emotive
performance right away, they can start with the emotional labor trainings, the capacity-building
programs based on emotional management, and the techniques for tax educations to
promote the general tax knowledge among the local residents and villagers. Second, they
may turn to local people when recruiting local revenue collectors or assistants because their
local knowledge is highly likely to be beneficial for local revenue generation.
Note that there exist at least two methodological caveats which require future research
on emotional labor and job performance. First, as the qualitative study with a process-tracing
method, this study does not systematically take into account confounders of emotional labor
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and job performance such as public service motivation, gender, burnout, and job satisfaction.
Hence, the internal validity of the research results and findings is limited (Bennett & Checkel,
2014). Second, this study applies the qualitative approach which is occasionally subject to
internal consistency or intra-rater reliability by the data collector (Onwuegbuzie, 2003).
Consequently, controlling for confounders, the future research should apply other research
designs such as quantitative approach or mixed methodology with reliable instruments to
increase levels of intra-rater reliability and internal validity. These types of studies especially
in other countries or socio-demographic contexts can eventually (dis)confirm the causal
relationships between emotional labor and job performance in the local revenue
administration.
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ABSTRACT
Several local governments in Japan have formalized Tip-off systems with the
enactment of by-laws for this purpose. Mainly these by-laws contain protection given for
those who made tip-offs for public interest and the creation of special organizations for
accepting these tip-offs. However, what these by-laws aim at is to encourage tip-offs and the
true target behind is closer ‘compliance’ to rules. The author is a member of a Special
Commission in a city created to deal with these tip-offs, which have hardly presented
themselves. In this paper, the author intends to discuss two things. One is the reason why
this system is hardly used in local governments in Japan and the other is the need to ascertain
the ‘true rules,’ compliance with which makes public entities more accountable and useful
ones. This is because, in the author’s opinion, there were discrepancies between the written
rules and the real accepted rules in government organizations in Japan, like those induced by
aging population and, if tip-off system only forces compliance to the written rules, it would
not make the desired outcome of the creation of tip-off system.
Keywords: Formalization; Tip-off System; Local Governments; Japan
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1. Systems around ‘Tip-Off Encouragements’ in Japan
(1.1) National government legal system for encouraging ‘Tip-Offs’
In Japan, the importance of whistle-blowing was first recognized to protect consumers
from defective products and such. To encourage whistleblowing, the national government
drafted and enacted the Whistleblower Protection Act (Act No. 122 of 2004) in 2004. This act
is a comparatively short one and its informal English version is available at Cabinet Secretariat’s
HP (http://www.cas.go.jp/jp/seisaku/hourei/data/WPA_2.pdf). This act aims to encourage
whistleblowing through protection accorded to whistleblowers.
(1.2) Local government by-laws to entice ‘Tip-Offs’ from inside the government
Many but not all local governments have been introducing by-laws. about internal
whistleblowing. The reason not all local governments have them is that it is up to individual
local governments to introduce them. An example is shown in Appendix 1.
2. The position of local governments about the national legal system of ‘Tip-Off
Encouragements'
According to the Consumers Agency, the government agency in charge of the
Whistleblower Protection Act, the local governments have three roles to play.
They are as follows:
(2.1) As a general manager of a business entity vis-a-vi their employees
(2.2) As a public administrator that has authority acting as a receiver of ‘Tip-Offs’ from
the general public and
(2.3) As a public administrator to encourage private entities’ good practice in the
system.
In this paper, the author is concerned with whistleblowing from inside the local
governments. It is mainly about the first role of local governments above.
3. The reasons why ‘Tip-offs’ are more important recently in local governments
(3.1) General Realisation of more need for internal control and compliance to rules in
local governments Whistleblowing is considered as one of the tools to exert more control for
legal compliance in local governments, where the need for more ‘Internal Control’ is being
realized. ‘Internal Control’ is a new concept in local governments in Japan and it was just
introduced on April 1, 2020. It was compulsorily introduced only to prefectures and
Designated Cities, larger-scale local governments at the moment.
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It started with the 31st Local Government System Investigation Commission which expressed
its opinion in its report. It said that “since (1) local governments are expected to resolve
issues about which it is difficult to make a consensus in the coming depopulation society, and
(3.2) to increase the well-being of residents and to realize the best result with the smallest
cost, there will be larger request to secure proper implementation of its business.
Therefore, Chief Executive Officers, Auditors, local assemblies and residents must make
efforts in this direction based on the advantages each of them has.”
Following this view, the Commission recommended that ‘Internal Control’ systems of
the local governments in the hands of the chief executive officers of local governments should
be systematized.
As a result of this report, the Cabinet submitted a bill to amend the Local Autonomy
Act in 2017 and the Diet passed it in the same year.
As a measure to introduce this new concept, Article 150, a new article to systematize
‘Internal Control,’ was added. This article was introduced and became effective as of April 1,
2020.
What this article means is that there are new obligations for Governors of Prefectures
and Mayors of Designated Cities to make a policy statement to secure proper and lawful
management and execution of part of his/her business, which shall include financial matters,
and establish a necessary system for its implementation.
The same is optional for ordinary Cities, Towns, and Villages.
As the report of the Local Government System Investigation Commission pointed out,
Japan is seeing depopulation and aging of the population. This tendency will certainly
continue for a long time.
In this circumstance, local governments in Japan must increase their efficiency since
they will have more tasks with the increased size of the senile population and less financial
resources for their tasks from the older population. This tendency is especially clear in smaller
local governments, smaller in terms of population, in rural remote areas. Almost every one of
them has a population that is rapidly decreasing as well as aging. According to the Population
Census of the central government conducted in 2015, 1,419 municipalities out of 1,719
municipalities had a smaller population compared with the figures in Population Census 2010.
This means that 82.5% of municipalities are facing depopulation.
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Also, 41 prefectures out of 47 prefectures have a population that contains more than
a quarter of people aged 65 and above. This leads to less local tax revenue and more financial
burden in the field of social welfare, especially for the aged population. One of the
countermeasures taken by the central government was the promotion of amalgamation of
basic local governments, municipalities. This was widely promoted by the central government
in the early years of this century. As a result, the number of municipalities, which was 3,229
on April 1st, 1999, is now 1,718 (as of July 2021). The number has been nearly halved. Since
this measure has achieved considerable outcome, the next measure the central government
took was the effort to minimize losses from avoidable causes in existing local governments.
Therefore, this amendment was made.
It is interesting to note that although the need for ‘Internal Control’ seems larger for
smaller local governments on the rural side, it is only large local governments that are
compulsorily required to introduce the system provided for in the new provision in the Local
Autonomy act. This is because at the moment the introduction of the new system is
considered to require a high degree of the capacity of a local government and is only possible
for larger, and consequently more capable, local governments.
However, the central government has an intention to broaden the application of this
system gradually to a wider range of local governments.
To have a system to encourage whistleblowing activities is considered an effective tool
to promote compliance to rules and consequently better internal control. Although it has
not been made a legal requirement for local government to have a system to deal with
whistleblowing and protect whistle blowers, many local governments have introduced bylaws to that effect. Even before the introduction of this new system, many local governments
had introduced by-laws to encourage whistleblowing, and their importance was endorsed by
this new development.
(3.3) Changes in the structure of local government personnel
The author has some roles to play in four city governments as a member of a
committee of experts. Last summer, government officials’ misconducts were found in two of
those cities almost simultaneously. To the author both seemed unlikely cases and they also
looked to represent changes in the structure of local government personnel. These cases are
shown in detail in the next chapter.
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It looks to the author that the old structure in Japan’s local governments of
homogeneous officials hired until the retirement age, with the equal opportunity for further
advancement, working in close cooperation to each other, with responsibilities collectively
taken, is gone. Before the decision-making process involves everyone in the section and
everyone was expected to be able to contribute something. Now the offices of local
governments contain many kinds of people under a different kind of employment for various
terms. Some of them are not interested or do not have the necessary experiences and
knowledge outside their assigned work. The author thinks that public administration in Japan
was done relatively cleanly because of this collective way of decision-making. Now, this old
deterrent to misconducts in Japan no longer exists in local government offices.
The author also participated in an External Committee in a city government where
payment of a large sum of tax refund based on typing error was made without being duly
checked and Residents ID cards were lost. The author had the same impression that the
situation in local government offices had changed.
4. Recent cases of local government officials’ misconducts
(4.1) A case in City A
In City A, it was released in June of 2020 that the mayor took disciplinary actions against
several city officials in its Construction Department.
The reason for these disciplinary actions is the conclusion of a false contract and the
case is as follows according to the release in the City HP:
City Official A (a Section Chief in the Civil Engineering Division, Construction Department) was
in charge of the construction of a Bicycle Parking near a railway station. Construction of bicycle
sheds needs building certification from the prefectural government but Official A had the
construction started by the contractor who had won the contract at the tender even before
he started the procedure to get the certification. City Official B (Deputy Director of the Civil
Engineering Division, Construction Department) found out about this. City Official B instructed
City Official A to visit the prefectural government office in charge and talk to them. At the
same time, City Official B decided to demolish the bicycle parking facilities already under
construction. City Official B told the contractor to demolish already erected part of the bicycle
parking facilities. He apologized to the contractor and told the contractor that he would make
good the damage caused by the demolition. In three days, everything was brought back to
its original state.

153

Ten days after completion of the demolition, the contractor asked City Official B to
pay for the expenses incurred by this set of construction and demolition. This amounted to
¥1,193,500. City Official B felt he could not but pay this amount to the contractor, having
caused a great deal of trouble to the contractor.
Then he instructed City Officials C and D to make up documents for a small piece of
fictitious public work (displacement of dirt in river bed according to a newspaper report) and,
it being of a small amount of money, had the contract concluded between the city and the
contractor in question without a tender process. At that time, City Official B told City Officials
C and D that he would take all the responsibilities for these procedures. He feigned as if this
public work was made and completed. Then the contractor received the money about one
month after the demolition.
However, all these were found out by his superior, soon after the payment was made.
Disciplinary actions were taken.
(Disciplinary actions for those misconducted)
City Official A: Reduction of Salary by one-tenth for three months. (He spontaneously
resigned from the city office when he had this disciplinary action.)
City Official B: Suspension from duty for three months. (He spontaneously resigned
from the city office when he had this disciplinary action.)
(Disciplinary actions for those in supervisory positions)
City Official E (Director of Construction Department): Reprimand
City Official F (a Vice Director of the Civil Engineering Division, Construction
Department): Caution in document
City Official G (a Vice Director of the Civil Engineering Division, Construction
Department): Caution in document
(Disciplinary actions for those involved)
City Official C (a Section Chief in the Civil Engineering Division, Construction
Department): Caution in document
City Official D (a Senior Official in the Civil Engineering Division, Construction
Department): Caution in document
City Official H (a Senior Official in the Civil Engineering Division, Construction
Department): Caution in document
City Official I (a Divisional Director in Construction Department): Caution in document

154

The reasons for these misconducts and negligence given by the City Hall were:
1) Negligence in the office,
2) Insufficient supervisory capacities of senior officials and
3) Lack of ethics as public officials.
As a measure to prevent recurrence of this kind of misconduct, the mayor of city A
raised the issue of securing awareness of being a public official and a sense of compliance to
regulations and reform in office culture to make possible unrestricted discussion.
Periodic training will be held for all city officials. At the same time, city officials will be
notified more about the whistle-blower system, which did not work on this occasion.
Public work projects whose contract is worth more than 2.5 million yen are inspected
by Contract Inspection Division at the time of completion. (This contract was below that
amount.) All other projects worth less than 1.3 million yen completed in the past 5 years
(9,043 in total) were inspected but they were found to be appropriately completed.
Projects in the past 5 years that were worth between 1.3 million and 2.5 million are
being inspected at the time this release was made.
(4.2) A case in City B
In City B, it was released in August of 2020 that the manager of City B Piped Water and
Sewage Public Enterprise took disciplinary action against two public officials
The reason for these disciplinary actions is again conclusion of a false contract and the
case is as follows according to the release in the City HP:
City Official J (a Section Chief) planned to replace an old water pump used for water
provision but because of an error in recognizing the appropriate type of a pump, he ordered
the wrong kind of pump.
When he found out about this, instead of canceling the contract for the water pump,
knowing that the pump can be used to replace another pump in a different place, which
would also require replacement in near future, he made an order for another water pump to
replacement the second water pump. However, in this order, he specified a pump appropriate
for the replacement of the previous one. He used the pump previously ordered for the
replacement of the second pump and used the one ordered later for the replacement of the
first one. This way he successfully replaced both pumps with appropriate successors,
switching those two new pumps. However, the documentations for concluding those
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contracts for pumps did not reflect the true places of their fixing. City Official K (a Deputy
Director in the same division) found out about this but allowed City Official J to do it.
At the time of inspection after completion of planned works, City Official L (a director
in a division) made an examination and let it pass even though he noticed the switching of
the pumps.
However, this was later found out and related officials were given disciplinary actions
as follows:
(Disciplinary actions for those misconducted)
City Official J: Reprimand
City Official K: Reprimand
City Official L: Caution
(Reasons given by the city government for these disciplinary actions)
For City Officials J and K: They placed a wrong order and instead of reporting this
mistake to their senior official, they made wrongdoing of rectifying the situation by making a
false order in another work.
This is due to an insufficient sense of compliance to regulations and they damaged
the reputation of the public administration entity.
For City Official L: At the time of inspection of completion of work, he let it pass
without making sufficient examination, and he did not notify the senior and tried to rectify the
situation even though he found out that procedures were not duly observed.
(4.3) Elements unique in these cases
To the author following points look especially unique in these cases.
1) These cases are those that are considered as cases of fraud.
Fraud cases are very rare in Japan and, according to the survey by the Ministry
of Internal Affairs and Communications, in Fiscal Year 2015 there were 3 cases of fraud and 3
officials received disciplinary action for this.
In Fiscal Year 2016 there were 2 cases of fraud and 2 officials received
disciplinary action. In Fiscal Year 2017 there was only 1 case and 1 official received disciplinary
action. In Fiscal Year 2018 there were 4 cases and 4 officials received disciplinary action.
These are the figures for all local governments in Japan, 47 prefectures, and 1,718 cities,
towns, and villages.
2) These cases were results of regular office procedures.
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These cases occurred while normal routine procedures in government offices were, at
least in appearance, observed.
One of the main reasons why misconducts, especially, those that are considered as corruption
including bribery, embezzlement, and fraud are rare in Japan is the way officials make
decisions and follow administrative procedures.
Decisions are always collectively made.
In other words, decisions in local government offices are always made with plural
people involved. In a common situation, a junior member of an organization starts a decisionmaking process by drafting a proposal for a decision.
Then the document is circulated in the office in the order of seniority and when the
official in charge of the affair and responsible for the final decision approves the document,
the decision is finalized. Basically, the flow is the same if this circulation is electronically made,
using computer software. Since many officials are involved in decision-making, it is difficult to
have everyone involved in wrongdoing and this works as a deterrent against corruption in
offices in Japan.
Therefore, these cases must have required either cooperation or ignorance by many
officials in the office.
3) These cases are misconducts related to public works which require a tender
process.
Procurement requires very strict procedures and, therefore, to do something wrong
related to public works which require tender process needs to deceive or coerce cooperation
from many officials in various divisions.
These cases involve the process of procurement through tender. This process
normally includes several divisions, including those in charge of public works, in charge of
procurement, and in charge of contract conclusion.
Therefore, these cases suggest that the check by many parties in a decision, which is
probably one of the main deterrents against corruption in government offices in Japan, is no
longer functioning.
All these facts indicate that these cases are those which were not very common in
local governments in Japan. The fact that two such cases were observed one after another
may mean that there are things that are changing in the situation in local governments in
Japan.
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(4.4) Possible reasons that led to these cases
There are several conceivable reasons for the occurrence of these cases. As the author
mentioned, the collective way of the decision-making process has been working as a very
effective deterrent to the misconducts of public officials in government offices in Japan.
However, these cases occurred nevertheless. Therefore, the author suspects that the situation
which supported this set of procedures of collective decision–making has changed.
More specifically, the author suspects that there are two large changes with profound
consequences in public offices in Japan. The first change I suppose to be there is the
segmentation of public officials. Public officials in Japan’s local governments after WWII were
almost homogeneous. It was the commonest practice for a local government to provide only
two entrances for new recruits.
They are entrance examinations for senior high school graduates and entrance
examinations for university graduates.
Those successful ones were and are expected to work for the same local government
until retirement comes to them.
However, now this is no longer true.
As the financial situation of local government worsened, local governments started to
make use of different kinds of human resources. Local governments in Japan started to
employ irregular workforces. They are (1) part-time employees, whose working hours in a
week is less than three-quarters of those of regular working staff, (2) provisional employees,
who can be hired for six months only and their contract can be renewed just once, (3)
workforce sent by worker dispatching companies and (4) employees of companies which
concluded outsourcing contract with the local government who are actually working inside
the local governments’ offices.
Even in 2016, the number of people belonging to categories (1) and (2) occupied
28.4%of the total of them and regular employees in Japan’s local governments, according to
a survey by All Japan Prefectural and Municipal Workers’ Union. The same survey shows that
in municipal governments (excluding Designated Cities), the situation is even more pronounced
and the share of workforce belonging to the same categories is 36.0%. Before, everyone was
on the same standing in that every one of them was treated equally in terms of the structural
scope of promotion and salary hikes. Even the difference in the possibilities for future
promotion between those who graduated from high schools and those who graduated from
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universities was not clear in many local governments. This, the author thinks, is one of the
reasons that let the collective decision-making system function well in Japan’s local
government offices. However, this condition no longer exists in local governments’ offices in
Japan. On April 1st, 2020, a new system that allows local governments in Japan to employ
officials on contract for a year was introduced. The number of renewals of these contracts
is restricted to four times.
In a sense, this gives more scope for local governments in Japan to employ short-term
officials. This would reduce the labour costs of local governments in Japan. But this would
not make any solution to the problem the author mentioned before, for this would not cure
the problem of segmentation of officials.
The other major change which might have changed the situation is the weakening of
the hierarchical structure of supervision in local governments. This, the author thinks, is
caused by the increased amount of works and fewer number officials in local governments.
Local governments in Japan are never given fewer tasks in recent years but have been given
more in the tendency of decentralization in Japan. At the same time, the number of local
government officials has been reduced greatly. According to the Ministry of Internal Affairs’
‘Survey on Local Governments’ Personnel Management 2019,’ the number of regular
employees in 1994 was 3,282 thousand, but in 2019, the number was 2,741 thousand.
Part of this reduction was achieved by the separation of some organizations like local
governments’ universities from the local government itself. The reduced number has been
partly cancelled out by irregular employees but it is undeniable that local government officials
have, on average, more on their plates.
As a result, the author suspects that there is too much work, and even supervisory
officials, who could have devoted their time to supervision of junior officials’ work, are now
involved in duties of their own, for there are not enough junior workers. The author means
here that even senior officials cannot devote all their time to supervisory responsibilities, and
they have to attend to some of the works as a primary official in charge. This has caused the
weakening of the former system which comprised multi-layered checks on a work. In other
words, the shortage in the number of officials made it difficult to check the business in detail
with multiple opportunities with supervisors.
4.5. The inferred reasons why ‘Tip-Offs’ are not so frequently made in local
governments in Japan. Even though the importance of whistleblowing in local government
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offices is reaffirmed, the systems to encourage whistleblowing do not look to be working
effectively. In none of the cases I mentioned earlier, there had been no whistle actually
blown. During the ten years, I have been the chairman of the Whistleblowing Examination
Committee there was only one case, which was not a very appropriate one.
The first reason the author can think of is that whistleblowing is considered as
something unethical in offices. If an official finds something untoward, he/she should point
out the fact openly through the chain of command in the office. The fact that decisions
tended to be made jointly with many in the same section involved meant that one should
have expressed the opinion on that occasion, usually when he/she checked the document
for the decision, and should not express one’s opinion in other places. The way of decisionmaking has been changed to some degree, but this feeling may still remain in government
offices in Japan.
The other reason I can think of is the ambiguousness of the rule in offices. There are
rules but they are not always applied all as they are. Treatment of rules about applications
from senior citizens in city halls makes a good example. There are certain certificates residents
can get from the city office about their residency or ID numbers. With the emphasis on
compliance with the law in Japan, some important ones of them are only issued by application
from him/herself. The application can usually be made by proxy, but the applicant must put
his/her signature on the letter of attorney. With the aging of the population, there are many
senior citizens in Japan who are in reasonably good health but cannot write down one’s
signature.
The law has some way in everything and one such way is to ask the family court to
appoint a guardian. However, this is something that requires payment to the guardian, which
is too expensive for many. In reality city, offices are taking risks by admitting suspicious
applications, trying to make sure that they are not for some evil doing. Many people are
actually grateful for this. This is something that should be corrected with the national
legislation but new discrepancies between legal systems and reality keep on coming up. City
offices, being nearest to the people always face these discrepancies and tries to make do with
them. This leads to practices that do not go totally by the book, even though they are not
out of the purpose of the system. Therefore, it seems that distinguishing something really bad
and worth whistleblowing can be difficult.
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5. Conclusion
Local government offices are changing in their structure and consequently in their
culture.
It started with financial consideration. As Japan’s economy stagnates local
governments had to cut their personnel expenditures. In this situation, continuing to hire
officials with life-long employment was found too costly and they resorted to other ways like
short-term employment and contracting out some of their works which actually meant let
employees of contractors working inside the office.
This made the old way of office decision making which was an effective way of securing
a correct implementation of public administration less effective. This certainly increased the
importance of the promotion of whistleblowing as the importance of ‘internal control’ is
emphasized. However, changing office culture is a difficult and, anyway, slow process. On one
occasion the author talked to city government officials about compliance with rules. This was
part of the efforts of the city government. At that time, I could not help talking about the
importance of making clear what the rules are. Probably, a new system for ‘internal control’
requires a new attitude to the clearness of rules. Without this clearness, it is very difficult to
summon the courage needed to blow a whistle.
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Appendix 1.
By-law for the Promotion of Compliance to Acts and Regulations of Fukuchiyama City3
(Author’s abridged translation) 27th March, 2008 By-law No. 20
Index
Chapter 1. General Provisions (Article 1 ~ 5)
3

Fukuchiyama City is a city in northern part of Kyoto Prefecture with a population of about 80,000.
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Chapter 2. Fukuchiyama City Judging Committee for Compliance to Laws and
Regulations (Article 6 and 7)
Chapter 3. Whistleblowing for Public Interest (Article 8 ~ 11)
Chapter 4. Improper Requirements, etc. (Article 12 ~ 15)
Chapter 5. Miscellaneous Provisions (Article 16 ~ 19)
Supplementary Provisions
Chapter 1 General Provisions (Article 1 ~ 5)
(Purpose)
Article 1.
This be-law aims to secure the trust by citizens and to contribute to the protection of
interests of citizens by providing for matters necessary to promote compliance to acts and
regulations and to maintain ethics in relation to the City’s administrative organisation and its
personnel’s works and by taking necessary measures to secure fair and correct
implementation of the works
(Definition)
Article 2.
The definitions of the words in this by-law are shown in each item below.
(1) Official Ordinary officials working for the City under Article 3, Paragraph 2 of the Local
Government Personnel Act (Act No. 261 of 1950 (hereinafter referred to as ‘the Act’)
and among the special officials under Paragraph 3 of the same Article, Mayor, Vice
Mayor, Chief Manager of Education Board, Water Supply Manager, Sewage Manager,
Hospital Business Manager and those whose working form is similar to ordinary
officials’.
(2) Quasi-official
(a) Those who offer their work, defined in the article 1, Paragraph 1 of the Whistle-blower
Protection Act (Act No. 122 of 2004), to the city.
(b) Those who are engaged in the works of those appointed by the City for the management
of facilities of the City based on Article 244-2, Paragraph 3 of the Local Autonomy Act
(Act No. 67 of 1947)
(3) Acts and Regulations Acts, Orders based on acts (including public notices), by-laws,
regulations and office orders
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(4) Appointment authority
Appointment authority defined in Article 6, Paragraph 1
of the Act
(5) Whistle-blowing for public interest Internal tip-offs made to the Fukuchiyama City
Judging Committee for Compliance to Laws and Regulations by Officials and Quasiofficials to prevent improper deeds (including inactions), by an official or a quasiofficial, when he/she thinks that violation of laws and regulations, deeds that shall
inflict grave damage to lives, bodies, assets or living environment of the people, or
other improper deeds have been made or is about to be made, in relation to the City’s
business. However, those made with improper purposes, including making improper
profit or damaging others are excluded.
(6) Improper demand Deeds described below
(a) Deeds to demand realisation of something through measures outside social
tolerance like violence
(b) Deeds forcibly to make improper demands through overbearing attitude
(c) Deeds to force an interview to an official without due reason
(d) Deeds to demand money or some sort of right improperly through measures
unlawful or outside social tolerance in a guise of rightful exercise of a right
(e) Course and violent attitude which let officials feel threatened o their security
(f) Deeds of those outside officials to make an approach to officials to ask them to
treat an entity or an individual differently (including inaction) like giving them
favours in relation to their responsibility
(g) Other deeds which shall or may pose obstacles to the maintenance of public
facilities like government offices, maintenance of public order or execution of
public administration
(Principles of Ethics)
Article 3.
1 . Officials shall be aware that they are the servant of all the citizens, not servant of
only a part of it, shall not make any improper discriminatory treatment like giving favourable
treatment to only a part of citizens with regard to the knowledge they acquire in the course
of their work and shall always be fair at their work.
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2. Officials must always distinguish their work from their private and shall not take
advantage of their work or position for the sake of the private interests of themselves or the
organisation they belong to.
3. Officials shall not make any deed which will invite suspicion and distrust in the eyes
of the citizens like receiving gift from those on the receiving side of the exercise of their
authorities.
4. . Officials shall follow the acts and regulations at their exercise of authorities and
deal with improper demands with decisive manner. Officials must make sufficient explanation
about the principles in this by-law to citizens and try to extract maximum understanding and
cooperation to the city administration by making transparent public administration.
(Responsibilities of the Mayor)
Article 4.
1. Mayor and Appointment Authorities (hereinafter called ‘Mayor etc.’) shall take
necessary measures to respond to the trust of citizens and to promote compliance to acts
and regulations and maintenance of ethics including establishment of organisations
appropriate to this purpose and offer of protection to those (hereinafter called
‘whistleblower’) who made whistleblowing for public interest (hereinafter called
‘whistleblowing’)
2. Mayor etc. shall respond to improper demand etc. and deeds preventing appropriate
exercise of the City’s public administration in organisational fashion.
(Responsibilities of Citizens)
Article 5.
1. Citizens shall pay attention to the management of public administration of the City
as a member of the local public entity and shall endeavour to understand and cooperate
with the fair and correct exercise of officials’ responsibilities.
2. No one shall demand any deed that may prevent fair and correct exercise of
officials’ responsibilities.
Chapter 2. Fukuchiyama City Judging Committee for Compliance to Laws and
Regulations
(Fukuchiyama City Judging Committee for Compliance to Laws and Regulations)
Article 6.
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1. Fukuchiyama City Judging Committee for Compliance to Laws and Regulations
(hereinafter called ‘Judging Committee’) shall be established in order to make investigation
and examination about compliance to laws and regulations and maintenance of ethics
(hereinafter called ‘investigation etc.’).
2. The judging committee shall be organised by members not exceeding five.
3. The members shall be appointed by the mayor from among those who have
expert knowledge about laws and regulations and those who have academic knowledge and
experiences.
4. The term of office of a member shall be two years, and reappointment is
allowed. However, when a member is appointed to fill a gap, his/her term shall be the
remaining term of the predecessor.
5. The members shall keep the secret he/she came to possess in the course of
his/her business. This shall apply even after he/she retires from the position.
6.
The mayor may dismiss a member if he/she recognises that the member
committed a untoward deed like an offence to his/her obligations.
(Duties of the Judging Committee)
Article 7. The judging committee shall perform following functions.
1. Matters related to receipt of and investigation on whistleblowing provided for in
Article 10.
2. Matters related to investigation on improper demands provided for in Article 14.
3. Matters not included in the two items above but related to promotion of
compliance to laws and regulations and maintenance of ethics.
4. Judging committee may offer its opinion to the mayor etc. about not only matters
related to investigation provided for in the Paragraph 1 of the preceding Article but also
matters related to the management of the system provided for in this by-law.
4 . Meetings of the judging committee shall not be open to public. However, a
meeting can be open when the committee finds it necessary.
Chapter 3. Whistleblowing for Public Interest
(Whistleblowing for public interest)
Article 8
1. Officials and quasi-officials may make a whistleblowing to the judging committee or
those the mayor provides for in a regulation (hereinafter called ‘whistle-blowing receiver’).
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2. Officials and quasi-officials shall blow the whistle, in principle, sincerely under
his/her name and shall not abuse the system.
(Protection of Whistle-blower)
Article 9
1.Mayor etc. shall not make any unfavourable treatment to a whistle-blower based on
the fact that he/she blew a whistle.
2. A whistle-blower can, when he/she thinks that he/she was treated unfavourably
based on the fact that he/she blew a whistle, request its correction to the receiver of the tipoff. In this case, the unfavourable treatment the whistle-blower received after the
whistleblowing shall be presumed to be based on the fact unless there are special reasons
to think otherwise.
3. The mayor can, when he/she thinks that a quasi-official received unfavourable
treatment based on the fact that he/she had blown a whistle from his/her employer, request
its correction.
4. The mayor etc. shall not publicise information with which the whistle-blower may
be identified, in order to protect the whistleblower.
5. A whistle-blower may, when he/she had made a tip-off to the receiver the mayor
determines in a regulation and the receiver had not sent the notification about all or a part
of its content, provided for in Paragraph 2 of the following Article, without due reasons, may
request the judging committee to make an investigation about the tip-off.
6. The provision in the preceding paragraph is applicable mutatis mutandis to the
request of correction based on Paragraph 2.
(Duties of the Judging Committee with Regard to a Tip-off)
Article 10
1.The judging committee can let members of the committee receive a tip-off.
2. The receiver of the tip-off shall notify the judging committee without delay when
he/she receives a tip-off.
3. the judging committee shall investigate the content of the tip-off without delay.
4. The judging committee shall, after the investigation, report to the mayor, with its
opinion about the rectifying measures, when it thinks that there are facts as stated in the tipoff, or to the effect that there are no facts as stated in the tip-off or it is not clear whether
there are such facts even all investigation are made, when this is the case.
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5. Notwithstanding the provision in the preceding paragraph, when the content of the
tip-off is concerned with the mayor himself/herself, the judging committee shall not make the
report provided for in the preceding paragraph to the mayor but publicise the main points of
the report.
6. The judging committee shall publicise the fact when the mayor does not take
measures provided for in Paragraph 1 of the following article without due reasons and may
require the mayor to take rectifying measures when the content of the measures is insufficient.
7. The judging committee shall notify the whistle-blower of the outcome of the
investigation. This does not apply to those whistleblowers who do not want the notification.
8. The provisions from Paragraph 1 to the preceding Paragraph are applied mutatis
mutandis to the request of correction provided for in Paragraph 2 of the preceding Article.
(Measures against a Tip-off)
Article 11
1. Mayor etc. shall confirm the necessary facts based the outcome of the investigation
without delay, rectify illegal deeds etc. and take necessary measures to prevent recurrence,
when he/she receives a report provided for in Paragraph 4 (including when the paragraph is
applied mutatis mutandis by Paragraph 8).
2. Outside the cases in the preceding paragraph, Mayor etc. shall take necessary
measures without delay for alleviation and prevention, when he/she recognises that the
whistleblower is treated unfavourably or in danger of such treatment based on the fact that
he/she had blown a whistle.
3. The mayor shall publicise the main points of the measures he/she took based on
Paragraph 1 and the preceding Paragraph.
Chapter 4. (6) Improper demand etc.
(Organisational Response to Improper Demands)
Article 12
Officials shall reject improper demands and report them to immediate senior official,
when they are made.
(Obligation of the Senior Officials etc.)
Article 13
The senior official who received the report provided for in the preceding Article shall
respond organisationally to those improper demands and the mayor etc. shall submit the
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record to the judging committee. However, the mayor etc. may skip this when he/she thinks
that it is clearly not a case of improper demand or when urgent response is needed.
(Responsibilities of the Judging Committee with Regard to Improper Demands)
Article 14
1 . The judging committee shall make necessary investigation without delay on the
record submitted according to the main part of the preceding Article and shall examine if it is
an improper demand.
2. The judging committee shall report to the mayor etc. with its opinion about
measures for correction when it recognises it as an improper demand as a result of its
investigation, and when it recognises that it is not an improper demand, its opinion to that
effect. (Measures against Improper Demands)
Article 15
When the mayor etc. receives the report that there is an improper demand based on
Paragraph 2 of the preceding Article, he/she shall confirm the necessary facts based the
outcome of the investigation and take necessary measures like giving warning to the one who
had made an improper demand. In this case, the mayor etc. can publicise the name of the
one who had made an improper demand, the content of the warning and other matters, when
he/she recognises as necessary.
Chapter 5. Miscellaneous Provisions
(Cooperation by Officials and Quasi-Officials)
Article 16
Officials and Quasi-Officials shall cooperate when asked by the judging committee for
the purpose investigation on a tip-off or an improper demand.
(Publication of the Situation)
Article 17
The mayor shall publicise the number of tip-offs and improper demands and their
main points once a year.
(Consideration in the Process of Management)
Article 18
The human rights of those concerned must be so respected that they are not unduly
impaired in the process of management of this by-law.
(Delegation)
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Article 19
Those matters necessary for the execution of this by-law outside those provided for
in this by-law shall be determined by the mayor.
Supplementary Provisions
(Date of Introduction)
1. This bylaw shall be introduced on the day determined by a regulation within three
months of the day of promulgation (herein after called ‘Introduction day’).However, the
provision in Paragraph 3 shall be introduced on the day of promulgation.
(Introduced on June 26th, 2008 with Regulation No. 4 of June, 2008)
(Application)
2. The provision of this bylaw shall be applied to tip-offs and improper demands made
on after the date of introduction and shall not be applied to those made before the date.
(Preparation)
3. Preparation for the system for the promotion of compliance to laws and regulations
and maintenance of ethics can be made even fefore the introduction of introduction date.
Appendix 3. Article in the Local Autonomy Act related to internal control of local
governments
(author’s abridged translation)
Article 150
1. Governors of Prefectures and Mayors of Designated Cities shall make a policy
statement in order to secure proper and lawful management and execution of following
business of his/hers and establish necessary system for its implementation.
1.1) Business enumerated in the Decree of the Minister for Internal Affairs and
Communications which must include financial business, and
1.2) Other kinds of business whose proper and lawful management and
execution by the Governor or the Mayor are deemed especially important.
2. Mayors of Cities, Towns and Villages, except for Mayors of Designated Cities, shall
endeavour to make a policy statement in order to secure proper and lawful management and
execution of following business of his/hers and establish necessary system for its
implementation.
2.1) Business enumerated in the Decree of the Minister for Internal Affairs and
Communications which must include financial business
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2.2) Other business whose proper and lawful management and execution the Mayor
deems especially important
2.3 Governors and Mayors must make it public without delay, when they make or
amend the policy statement mentioned in Clauses 1 and 2.
2.4 Governors of Prefectures, Mayors of Designated Cities and Mayors of Cities, Towns
and Villages who have made a policy statement according to Clause 2 above, must make a
report evaluating the policy statement and the system established according to it, following
the regulations of the Minister for Internal Affairs and Communication’s Decree, at least once
in a fiscal year.
2.5 Governors of Prefectures, Mayors of Designated Cities and Mayors of Cities, Towns
and Villages who have made a policy statement according to Clause 2 above, must have the
report made based on the preceding Clause examined by the Auditors.
2.6 Governors of Prefectures, Mayors of Designated Cities and Mayors of Cities, Towns
and Villages who have made a policy statement according to Clause 2 above, must submit
the report, after it is examined by Auditors, according to the preceding Clause to the Local
Assembly of the local government, together with the opinion of the Auditors.
2.7 The opinion of the Auditors mentioned in the preceding Clause must be made
through consultation of all the Auditors.
2.8 Governors of Prefectures, Mayors of Designated Cities and Mayors of Cities, Towns
and Villages who have made a policy statement according to Clause 2 above, must publicise
the report submitted to the Local Assembly according to Clause 6.
2.9 Other necessary matters concerning the policy statement mentioned in Clauses 1
and 2 and the systems established according to the statement shall be provided for with a
Minister for Internal Affairs and Communication’s Decree.
(What this article means is that there are new obligations for Governors of Prefectures
and Mayors of Designated Cities to make a policy statement to secure proper and lawful
management and execution of part of his/her business, which shall include financial matters,
and establish necessary system for its implementation. The same is optional for ordinary
Cities, Towns and Villages.)
( This paper was composed as part of the research susidised by Kagaku-kenkyu-Hi
adopted in FY 2019)
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ABSTRACT
The rampant COVID‐19 crisis has simultaneously given rise to global economic
recession and has led to a massive loss of lives. Its consequences are yet more pronounced
in numerous developing nations as a result of their inadequate health infrastructure, and
already deteriorating economic performance, with substantial segments of their population
struggling to survive under the poverty line in squalor. To what extent public policies
implemented in response thereto are effective still remain to be ascertained since this very
much depends on the actual timeframe whereby the spread is put under control.
Comprehending the economic consequences of the pandemic proves crucial in the
formulation of public policy and action in this regard. we trace integrated literature in an
attempt to develop a general conceptual CRM/DRM framework – EECDMM – to explain the
formulation of response policy and measures in the wake of crises. the newly proposed
conceptual framework is used to explain the formulation of India’s response policy and
measures in the wake of the current COVID-19. This conceptual framework is designed in such
a way that it may be applied principally to explain any such event in developing economies.
Keywords: Policy Determination, Economic Crisis Management, India’s Economic Crisis, the
COVID-19 Pandemic
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1) Background
Table 1 Key Global COVID-19 Statistics as of 1st of June, 2021
Ranking

Country

1
2
3
4
5
6
7
8
9
10

World
USA
India
Brazil
France
Turkey
Russia
UK
Argentina
Italy
Columbia

Total
Cases
179,536,267
34,419,838
29,973,457
17,969,806
5,757,798
5,375,593
5,334,204
4,640,507
4,277,395
4,253,460
3,968,405

New
Cases
+278,178
+9,306
+39,096
+41,878
+487
+5,294
+17,378
+10,633
+8,606
+495
+23,239

Total
Deaths
3,888,377
617,463
389,268
502,817
110,778
49,236
129,801
127,981
89,490
127,291
100,582

Total
Recovered
164,232,159
28,767,507
28,913,191
16,288,392
5,566,434
5,237,731
4,878,333
4,303,996
3,910,835
4,049,316
3,685,947

Active
Cases
11,415,731
5,034,868
670,998
1,178,59
80,586
88,626
326,070
208,530
277,070
76,853
181,876

Serious,
Critical
82,638
3,942
8,944
8,318
1,655
808
2,300
223
7,345
385
8,155

Source: Selected and compiled by Pootirat from Worldometer (2021)
As of the 22nd of June, 2021, a total number of 179,536,267 cases throughout the world
have contracted the COVID‐19 disease with a total of 3,888,377 deaths, and 164,232,159
recovery cases. In 2021, this pandemic has spread across at least 221 countries across the
world (See Worldometer, 2021). The disease has been identified as being capable of reaching
a sizeable proportion of the world population (Worldometers, 2021). Certain estimates point
out that broadly 40-70 percent of the global population might potentially contract the disease
(Baldwin and Mauro, 2020). India is one of the top countries affected by the COVID-19 – i.e.
the country ranks first in Asia, and second in the world in terms of the absolute number of
the infected population. As of the 22nd of June, 2021, a total of 29,973,457 Indian patients
have been diagnosed with the COIVD)19 virus. Global economic and employment prospects
have been deteriorating drastically. Simultaneously, updated forecasts highlight a clearly
negative bearing on the world’s economy, and point to looming signs of recessions (ILO, 2020).
In addition, the COVID-19 outbreak has led to containment measures, giving rise to substantial
negative consequences across various sectors – the entertainment and leisure sector, as well
as the travel and tourism industry included – further hindering the world’s supply chains
(Baldwin & Mauro, 2020). Graphically, the lower levels of economic activity may be depicted
as a leftward shift of the IS line, representing a general reduction in the goods and services
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market in the lower panel in Figure 1. This ultimately results in lowers output and national
income (a lower Y).

Figure 1 Effect of a Decline in Production Capacity as a Result of the COVID-19 Crisis
Source: Drawn and explained by the author
The current crisis occurred just when the world’s economic functioning is by far more
interconnected than previously, a factor having simultaneously led to a rapid global virus
spread, and started off reverberating consecutive economic shocks (The Economist, 2020c).
Chronologically, global outbreaks have categorically been exerting deep impacts on the
world’s population and economy. The current pandemic’s immediate impacts are evidently
and readily detected in service‐related undertakings (The Economist, 2020a), as well as the
informal economic sector (Chandrasekhar and Ghosh, 2020), culminating in soaring increases
in unemployment (ILO, 2020). In light of these developments, the banking industry is plagued
with challenging loans, whereas retailers and manufacturers are having access to fewer
business orders, and are accordingly reducing production, (Buehler et al., 2020). In the labor
market, certain segments of the workforce globally are likely to be subject to unemployment.
Numerous sectors – aviation, tourism, and restaurants included – are bearing the brunt directly
as a result of lockdowns across diverse economies, which has generally resulted in substantial
public physical mobility (Krader and Vines, 2020; World Tourism Organisation, 2020). With
lockdowns imposed, the international community is confronted with a devastating dilemma
of safeguarding human lives, while simultaneously being bound to exert a negative bearing on
the global economic performance and human livelihood. Although the COVID‐19 mortality
rate is relatively low compared with previous pandemics, its economic impact proves
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particularly pronounced in a globalized world (World Economic Forum, 2020a). The crisis is
forecast to drive the world’s GDP growth rate down by 1.5 percent (OECD, 2020). The overall
effect could potentially prove yet higher in developing nations on account of their poor health
infrastructure, weakening growth rates, and substantial segments of the population living vastly
under the poverty line. In India, the pandemic has further worsened the country’s economic
performance (Goyal, 2020). India’s 2020-2021 unemployment stands at a peak of 20.13%
(Barbate, Gade, and Raibagkar, 2021). The sudden lockdown disruption also involves a series
of shocks across much of India’s informal sector, constituting almost 80 percent of the nation's
employment. To address this pressing issue, the Indian government put in place a relief
package amounting to 1 percent of the economy’s GDP, as well as other measures. Profoundly
comprehending the scope and intricacies of the outbreak’s sheer impact on India’s economic
performance should prove essential in the nation’s relevant economic policy formulation.
(Sharma, Talan, and Jain, 2021)
2) Conceptual Foundation: a Literature Review
Two lines of literature serve as our conceptual framework for our discussion and
construction of a conceptual framework for crisis/disaster risk management (CRM/DRM): 2.1)
literature on infectious outbreaks and their impacts, and 2.2) integrated literature on
CRM/DRM.
2.1 Literature on infectious outbreaks and their impacts
This pandemic was first reported in Wuhan, in December 2019 (WHO, 2020). The virus
then spread in certain other areas in the country, next to Thailand as a popular destination
among Chinese citizens where the first Chinese citizen was diagnosed with the COVID-19
infection outside China. Subsequently, the COVID-19 infection was detected in other
continents. (Thompson, 2020). Confirmed cases in other nations rose continuously even in
light of more stringent medical efforts and mobilization (The Economist, 2020a). WHO officially
declared a public health emergency of global concern, acknowledging the COVID-19 infection
as a global pandemic amid a major global public health risk (WHO, 2020). The threat of
coronavirus evolution is not as yet thoroughly comprehended (Cohen and Normile, 2020).
Inquiries into infectious disease surveillance and control, together with their
consequences on economic performance and development received due attention not long
ago (Brahmbhatt and Dutta, 2008). This research focus was reignited with numerous emerging
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nascent infectious outbreaks (King, et al., 2006). With increasingly stronger global connectivity,
the effect of diseases transcends the conventional mortality or morbidity notions. Numerous
paths exist, whereby a pandemic may greatly exert its bearing on the global economy.
However, such economic effects are not adequately captured by the conventional approach
used to measure the economic costs of diseases (cf. McKibbin & Fernando, 2020).
To highlight such circumstances, the “cost of illness” concept, has been posited to
highlight such circumstances. This approach focuses on the opportunity cost of resources
either consumed during medical care as well as medical treatment. This approach comprises
1) direct medical treatment costs; and 2) indirect costs – i.e. the present or future cost to the
society for disability, morbidity, or loss of output as a result of decreased productivity or
individuals' death (see Brahmbhatt and Dutta (2008). Meltzer, Cox, and Fukuda (1999)
conducted an economic analysis along the line of this method to evaluate the possible
financial estimates of a U.S. influenza epidemic. They postulated that the highest economic
cost was attributed to death and that members of the public aged 65 years and above should
be the first group to receive the vaccination. It is to be noted that, most studies evaluated the
economic impact of pandemics/epidemics on the foundation of private and non‐private
medical costs related to the diseases or the demographic effects thereof (Lee and
McKibbin, 2004). On the contrary, Rich and Niemi (2017) argued that the analyses in numerous
cases are less reliable and valid as the costs of the disease are presented with either no
context or with little utilization of appropriate denominators.
The neoclassical growth model suggests that a decrease in population growth
culminates in faster capital accumulation, which further strengthens and increases the output
growth of the economy concerned (Lee & McKibbin, 2004). The 1918–1919 Spanish influenza
epidemic, culminating in 675,000 deaths in the U.S, and 40 million deaths globally, was
positively correlated with U.S.’s growth in subsequent stages (Brainerd and Siegler, 2003).
Meanwhile, Bloom and Mahal (1997) found that the AIDS epidemic had exerted an insignificant
effect on the IPC/per capita income growth rate, with no evidence of reverse causality across
51 industrial and developing economies. In this light, McKibbin & Fernando (2020) poignantly
postulated that the standard method of calculating the associated economic costs fails to
capture the measuring of the actual economic costs of highly infectious diseases for which no
vaccines are available.
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E. Bloom, Wit, and Carangal‐San Jose (2005) evaluated the consequences of avian
influenza (H5N1) on Taiwan's macroeconomy and industries and concluded that, if the disease
had transformed itself into a human‐to‐human pandemic, it might have negatively impacted
Taiwan’s real GDP by 4.2 to 5.9 percent. Sander et al. (2009) examined the potential impact
of pandemic influenza in the U.S. and concluded that there was an economic impact of USD
187 per capita as a loss to society in the absence of any intervention. Empirical findings from
these previous outbreaks offer valuable insights that assist in effectively formulating corrective
measures to redress issues related to COVID‐19.
In the 2nd half of 2019, and before the COVID‐19 outbreak, the Indian economy had
been experiencing a slower growth rate of 4.7 percent in the previous year. In addition, the
country’s unemployment rate stood at a 45‐year high, and India’s industrial output across 8
key industries dropped by 5.2 percent (Mukharji, 2020). India Ratings and Research cut the
country's 2020–2021 GDP forecast figures from 5.5 percent to 3.6 percent (Kumar, 2020). In
considering suggestions of a need for more impactful policy interventions, instead of
conceding to minimal monetary adjustments and “structural reforms,” the gap between the
reality, calling for bold and concentrated policy measures, and a persistent belief in a classical
self‐correcting global economy comes into play. Rajan posits that India is confronting the most
severe economic exigencies since the nation’s independence, and insists that the government
consult those with proven capabilities (The Economic Times, 2020).
2.2 Integrated literature on CRM/DRM
The integrated literature on CRM/DRM comprises a great many sub-literatures, all of
which collectively serve as the foundation for our developing a model for CRM/DRM. This
section incorporates 2.2.1) general crisis and disaster management, 2.2.2) crisis and disaster
management models and 2.2.3) the Eclectic Public Developmental Model. Collectively, these
concepts lead to the construction of the Extended Eclectic Crisis and Disaster Management
Model proposed by Pootirat.
2.2.1 General Crisis and Disaster Administration
2.2.1.1 Definition of a Crisis, and Crisis Management (CM)
A crisis refers to a low-probability or unpredictable event capable of causing substantial
negative impacts to an organization. Numerous models have been postulated as part of a
larger effort to enhance aggregate institutional capabilities, and skills concerning crisis
anticipation, avoidance, and mitigation. Therefore, the majority of the models proposed that
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emphasized actively undertaking initiatives. This range of CM/DM skillfulness is expounded
as a crisis management maturity model ranging from reactive to proactive, and eventually preemptive action. Fearn-Banks (2002) postulated that “a crisis is a major occurrence with a
potentially negative outcome affecting an organization, firm or industry, as well as its publics,
products, services, or good name.”
2.2.1.2 A Definition of a Disaster
Numerous sources provide definitions of a disaster. Waltzman & Fleegler (2009)
postulated that a disaster indicates a low-probability but high-impact event that causes a large
number of individuals to become ill or injured. The International Federation of Red Cross and
Red Crescent Societies defines a disaster as “a sudden, calamitous event that seriously
disrupts the functioning of a community or society, and causes human, material, and
economic or environmental losses that exceed the community's or society's ability to cope
using its resources” as per the following equation (IFRC, 2020): Disaster = (Vulnerability +
Hazard)/ Capacity. Where the people’s coping capacity (C) is incorporated into a disaster
scenario in conjunction with their specific vulnerabilities to various hazards, the equation
becomes D = H x V/C with disaster (D) as a function of hazards (H), human beings’ vulnerability
to those hazards (V), and the populations’ existing capacity to address hazards (C). In this case,
disaster risk assessment has transformed into a more sophisticated interpretation as people
are equipped with the active capacity to respond to hazards (cf. Boudreau, 2009).
2.2.1.3 Community-Based Disaster Management
As a result of the evolution of state governance, community-based disaster risk
management (CBDRM), and community-based disaster risk reduction (CBDRR) have been
developed to provide organized assistance to communities. Different stakeholders are
responsible for community-based actions; the two key players are the local governments and
civil society, or NGOs. The private sector and academic and research institutions also play
significant roles in CBDRR. Numerous innovative CBDRR practices exist.
As different entry points as well as change agents exist and are to be identified,
and developed for the institutionalization of CBDRR/CBDRM. Also, social networking is to be
integrated to achieve effective CBDRR/CBDRM. In the same vein, Zhang, Li, and Zhao (2013)
postulated that China had built up advanced community-based disaster management
(henceforth CBDM) capability. Communities constituted a social foundation, and CBDM served
as the mainstay of the society’s DM configuration. In Thailand’s 2011 Great Flood, public
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participation has been identified as a major component in the development of the Nakorn
Pakkred Municipality Flood-Prevention Model prove effective and successful (Wongpreedee
and Sudhipongpracha: 2014). Public participation in each preparatory phase of flood
management was essential. The actual degree of “social capital” proved commendable.
People from all sectors were involved in all activities. In this light, it has been posited that
communities have developed their own corpus of DM knowledge. What is required is a further
investment to incorporate DRR into development plans, policies, and practices across all
administrative levels. (Tanwattana, 2018).
2.2.1.4 International Dimensions
Against the backdrop of the sheer number and severity of recent
crises/disasters, cooperation and coordination across local, national, and international levels
prove increasingly more crucial. CM/DM serves as the foundation upon which effective
international cooperation and coordination hinge. Through collective work, a proactive plan
may be formulated for subsequent international CM/DM activities. Additionally, an
international exchange of views and ideas, as well as sharing of experiences among experts
could potentially give rise to a practical model/framework applicable in disaster prevention
and mitigation globally. Also, disaster mitigation entities should capitalize on opportunities to
work collectively in a bid to provide CM/DM personnel with relevant technical training (Hagen,
J. C., Chhetri, M. B. P., and Steiner, N., 2013).
For this, Thailand actively participates in international affairs as a long-standing state
member of ASEAN and the UN. In particular. As far as DM is concerned, the Thai government
has decided to participate more actively than ever in a bid to safeguard both its people’s lives
and assets. Aptly In line with the ASEAN framework for Disaster Management and the Sendai
Framework, Thailand established its National Disaster Prevention and Mitigation Program under
the country’s Disaster Prevention and Mitigation Act B.E. 2550 (2007) in tandem with the
Disaster Mitigation Plan under the Ministry of Defense (DDPM: 2015).
2.2.2 Crisis management models
There is a rich literature on crisis risk management models, that serve as a foundation
for developing disaster management models. Figure 2 summarizes some major models, two
of which are briefly explained hereunder.
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Figure 2 Selected Major CM Models
Source: Drawn by the author, based on Coombs (1999), Gonzalez-Herrero and Pratt (1996),
Fink (1994), Burnett (1998), and Jacques (2007)
Fink (1986) posits a 4-stage crisis model – a Crisis and Other Lifecycle Crisis
Management Model – consisting of the prodromal, acute, chronic, and resolution stages with
the following salient features:1) the prodromal stage; 2) the acute stage;3) the chronic stage;
4) the resolution stage. Along with other major crisis management models, Fink’s 4-stage
model ‘likens the unfolding of a crisis to a lifecycle with multiple sequential stages.’ GonzalezHerrero and Pratt (1996) define a CM model that parallels these stages as including issue
management, planning-prevention, crisis, and post-crisis, highlighting the
communication aspects of CM/DM. Issues management is portrayed as a highly proactive
phase whereby the organization concerned searches for and anticipates issues capable of
turning problematic.
2.3 The Eclectic Public Developmental Model (EPDM)
While the conceptual models shed light on certain aspects of CM/DM, there exists an
immediate need for a comprehensive conceptual framework for an operational and technical
aspect – one of the main academic contributions of this research. This conceptual framework
involves 1) public administration and 2) macroeconomic policies, which when combined
should shed light on a country’s domestic macro-level CM. In the “eclectic public
developmental model”, we have integrated an episode of the IS-LM model in
macroeconomics with Chandarasorn’s management model and organization development
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model, as well as our own contributions. The IS-LM model represents an increase in
government spending – a possible scenario of the budget deficit fiscal policy.
In the “eclectic public developmental model” (EPDM),[1] we have integrated the IS
component of the IS-LM model in macroeconomics with Chandarasorn’s management model
and organization development model. The IS model forms part of fiscal policy with special
reference to the IS model to fully reflect the importance of public spending, in a sense of
both normal DM line items, and actual recovery/resilience public spending, and – if necessary
– a reduction in taxation). In EPDM an increase in government expenditure feeds into public
administration in the form of an increased budget. The channel feeds into the physical nuts
and bolts of the public administration system as portrayed in Chandarasorn’s management
model. This then is released through the various constituent parts of the management model
in the form of implemented project output(s), which are delivered in turn through intertwined
transmission arrows. Eventually, all these proceed towards the eventual implemented policy
outcome(s). Along the way, the subtle and soft-yet-secure organization development
model plays a pivotal way in supporting the delivery of the output(s) and outcome.[2]
However, we have further adjusted the focus from the sole prominent role of the
organization towards collective roles equally shared between the public organization and
members of the public envisaged by many public administration thinkers as important, Badach
included. The eclectic public developmental model is designed to concretely and tangibly
integrate macroeconomic policy and public administration mechanisms in light of a major
public policy. This model is readily applicable and replicable in other contexts across the
world.
[1] The EPDM model refers to a model proposed to conceptualize policy intervention
in the development process as a whole. When this concept is applied to a specific
program/project, it may well be referred to as the “eclectic public developmental
program/project implementation model” (EPDPIM).
[2] It is to be noted that, the EPDM is capable of embracing both the upward and
downward trends in public spending, and taxation (as represented by IS) in fiscal policy, as
well as monetary policies (as represented by LM). Only the upward trend in public spending
is explored due to limited space.
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Figure 3 Effects of an Increase in Government Spending, as reflected in the rightward shift of
the IS Curve
Source: Written, drawn, and explained by Pootirat (2019)4

Figure 4 The Eclectic Public Developmental Model (EPDM)
Source: Written, drawn, and explained by Pootirat (2019)
3) Constructing a Conceptual CRM/DRM Framework:
3.1 The Extended Eclectic Public Developmental Model. (EEPDM)
To develop the original EPDM model even further, Pooirat (2019) believes that
international aspects and the people’s quality of life play a decisive role. A further model is
referred to as the Extended Eclectic Public Developmental Model. (EEPDM) has been
developed The EEPDM may be sub-divided into 2 sub-models: 3.1.1 The Generic EEPDM
model, and 3.2.2 the compartmentalized EEPDM model.
3.1.1 The Generic EEPDM model
4

For further details of the on the original IS-LM model see Hicks (1937).
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In the wake of the importance of international development cooperation, this
component has been incorporated in the model and is referred to as the Generic
EEPDM model. This model applies to public development policy intervention applicable to
all parties concerned, rather than to specific segments. The model diagram is presented
below.

Figure 5 The Extended Eclectic Public Developmental Model (EEPDM): The Generic
EEPDM model
Source: Written, drawn, and explained by Pootirat (2020)
3.1.2 The Compartmentalized EEPDM Model
Members of a “compartmentalized developmental target” may play a very
constructive and decisive role in the success of any developmental policy intervention. In the
context of CRM/DRM, another area to which we apply the extended eclectic public
developmental model. In this light, CBDRM practice has been identified to be of utmost
importance in building resilience against disasters and it should be institutionalized and
established at the national level of respective countries to reduce the impact of disasters. The
top-down approach of disaster risk management does not prove to be sufficiently effective,
while a bottom-up approach involving the communities proves more effective and efficient in
disaster risk management. Plans and policies at the governmental level do not lend
themselves as sufficiently effective disaster risk management because they are not adequately
flexible in catering to the needs of the vulnerable communities in the events of a disaster.
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Previous research reports that community participation is of utmost importance in building up
a resilient society in response to disasters (Gupta and Barman: 2021). This is exactly why the
community-based approach is included in this proposed model.

Figure 6 The Extended Eclectic Public Developmental Model (EEPDM): The
Compartmentalized EEPDM Model
Source: Written, drawn, and explained by Pootirat (2020)
Accordingly, a more focused role of target segments of the public has been
incorporated into our new model. Specifically, this more focused role of target segments of
the public may be referred to as “compartmentalized target public contribution
andaccountability”. Notwithstanding, it is to be noted, the quality of public staff per se is of
utmost relevance. This is also where human resource management throughout the entire
public administration system and processes should be integrated into the framework.
3.2 The Extended Eclectic Crisis and Disaster Management Model (EECDMM)
When applied to the fields of CRM and DRM, the EEPDM Model may be referred to
as the Extended Eclectic Crisis and Disaster Management Model (EECDMM), which may be subdivided into 2 sub-models: 3.2.1 the Generic EECDMM model, and 3.2.2 the
compartmentalized EECDMM model.
3.2.1 The Generic EECDMM model
In the wake of the importance of international cooperation, this component has been
incorporated in the model and is referred to as the Generic EECDMM model. This model
applies to the general developmental policy applicable to all parties concerned, rather than
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to specific segments. For example, IS-enhancing, relief-related fiscal policy belongs to this
category. The model diagram itself shares the same components as the Extended Eclectic
Public Developmental Model presented in section 3.1.1 above.
3.2.2 The Compartmentalized EECDMM Model
In light of the importance of the “compartmentalized target cluster’s contribution and
accountability” (in this case, Community-Based Disaster Risk Management: CBDRM), and
international cooperation, these two elements have become two additional integral parts to
the model (Pootirat, 2020). This serves as a mainstay model throughout this paper to ensure
sustainability in practical terms to provide a more complete picture of the entire process as
presented in the figure below.
CBDRM practice has been identified to be of utmost importance in building resilience
against disasters and it should be institutionalized and established at the national level of
respective countries to reduce the impact of disasters. The top-down approach of disaster risk
management does not prove to be sufficiently effective, while a bottom-up approach
involving the communities proves more effective and efficient in disaster risk management.
Plans and policies at the governmental level do not lend themselves as sufficiently effective
disaster risk management because they are not adequately flexible in catering to the needs
of the vulnerable communities in the events of a disaster. Previous research reports that
community participation is of utmost importance in building up a resilient society in response
to disasters (Gupta and Barman: 2021). This is exactly why the community-based approach is
included in this proposed model. For international cooperation, it is contended that
constructivism proves to be an applicable rationale for the growing trend in international
relations. National interest is not the sole motive for member states to support this agenda;
some norms dictate how states recognize the appropriateness of behavior. For example,
ASEAN member states believe that establishing regional disaster management is appropriate
behavior. In an attempt to discuss how the norms for disaster management were adopted in
the Southeast Asian region, this paper underlines the importance of international dynamics of
norms in the formation of the ASEAN regional disaster management architecture. Ideas travel
from one mind to another, and this happens also in international politics (Rum: 2016).
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Figure 7 The Extended Eclectic Crisis and Disaster Management Model (EECDMM)
Source: Written, drawn, and explained by Pootirat (2020)
4) India’s Public policy and measures in response to the COVID-19 Outbreak
The Indian Government has developed policy and measures across 8 areas in response
to the COVID-19 outbreak as follows:
4.1 Fiscal policy and the stimulus package
The government put in place a USD 22.6 billion economic stimulus package
(approximately 1 percent of the country’s GDP) to operate, food security action, and direct
cash transfers to impoverished people affected by an imposed lockdown in the wake of the
COVID-19 crisis (CNBC Asia Economics, 2020). In addition, the government extended the 3‐
week lockdown by a further 21-day up to the 3rd of May, 2020, resulting in the exigency for
the government to implement more proactive fiscal measures. Numerous scholars expect the
government to initiate a far larger-scale stimulus package of about USD 39 billion to cater to
the requirements of the country’s vulnerable and affected sections of the population
(BusinessLine, 2020b). The fiscal package emphasizes implementing direct bank transfers and
food security for impoverished daily wage earners, and households (CNBC Asia
Economics, 2020). The fiscal package is least focused on other industries and does not furnish
concrete measures to cope with problems faced: i.e. horticulture, transportation, retail,
tourism, exports, imports, fuel, and crude oil.
Domestic consumption has borne the brunt as a result of unemployment and a
decrease in income levels. Meanwhile, production shocks have escalated globally. Businesses
of all sizes face pressing issues, particularly in the tourism, hospitality, and aviation sectors
with corresponding slumps in insolvencies, revenue, and employment losses (ILO, 2020).
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Additionally, in light of rampant fear and panic, consumers’ overall confidence has decreased,
causing buying decisions to be postponed, which pulls the demand from sectors, including
aviation, hospitality, tourism, cinema, and apparel industries (FICCI, 2020).
4.2 Monetary Policy
Apart from the fiscal economic measures to address the COVID‐19 lockdown, liquidity
in the economy is equally essential in keeping the economy operates. The Reserve Bank of
India or RBI (भारतीय ररज़र्व बैंक ) has stepped up monetary action to inject liquidity into
the Indian economy. The measures applied to embrace 3‐month credit cards and EMI
moratorium of loans to effect relief to a great number of borrowers. Emergency measures
undertaken involve an extension of realization of export proceeds; implementing a 30 percent
hike in the operational ways and means advances (WMA) limit for all states as well as union
territories; decreasing the liquidity costs; a 100-basis points reduction of the effective cash
reserve ratio (CRR); and 75 basis points cut in the operational repo rate. All of these measures
are designed to collectively impact the monetary base, enabling financial relief to the
country’s aggregate banking system and the state governments (ET Bureau, 2020a).
4.3 Sector‐specific measures
Tourism, hospitality, aviation, and the retail sector are among the worst affected
sectors bearing the maximum brunt throughout the current crisis (Business Standard, 2020;
and FICCI, 2020). Domestic consumption is also affected as a result of unemployment and
decreases in income levels, especially among daily wage earners as a result of weakening
economic transactions across numerous industries– e.g. construction, retail, and entertainment
(ILO, 2020). On the supply side, factory closures and the resulting delays in the supply of
goods from China have affected numerous of India’s manufacturing sectors sourcing their
intermediate and final product requirements from China (FICCI, 2020). Certain industries – e.g.
electronics, automobiles, chemical products, and pharmaceuticals – are faced with imminent
component and raw material shortages. In particular, against the backdrop of Chinese
industrial plant closures, Indian pharmaceutical firms’ reliance on Chinese suppliers for active
pharmaceutical ingredients (APIs) turned into a cause for concern from health-related
perspectives. As a response to such circumstances, the Indian government urges the country’s
API sector to step up its production capacity, and enhance the performance of the country’s
pharmaceutical manufacturing clusters (Chatterjee, 2020).
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Growth looms large as the primary source of concern for the respondents. As far as
the government is concerned, jobs, inflation, debt, together with innovation constitute another
key component in its policy formulation designed to contain the impact of the outbreak on
particular sectors. Additionally, hospitals, health, and medicine manufacturing are among the
aspects discussed the least, suggesting that in light of such an outbreak, it proves crucial for
the economy to provide support to its citizens’ economic well‐being and health. Also, the
government needs to prioritize health spending, and ensure that clinics and hospitals have
access to sufficient protective resources to function effectively (PTI, 2020b). Innovation does
not appear to constitute a concern in the ongoing discussions, and may potentially make
substantial contributions in the form of AI technology during this virus outbreak across all
aspects (Xu, Luo, Yu, and Cao, 2020).
4.4 Small Business and Daily Wagers
The COVID-19 pandemic has already escalated into becoming severe shocks across the
economy and the labor market in particular, having bearing goods and service production and
supply, as well as demand – i.e. investment and consumption (ILO, 2020). Quarantine
measures, border closures, and travel bans all have given rise to unemployment and lower
disposable incomes (BBC News, 2020c). Sustaining business operations under these
circumstances prove highly intriguing, especially for SMEs. The G20 member states have
developed an Action Plan to safeguard human lives, preserve financial stability, restore
confidence, safeguard people's jobs and incomes, and provide assistance to developing
economies to various health-related dimensions. This Action Plan has also been designed to
attenuate disruptions in the world’s supply chain (ET Bureau, 2020b). Moreover, with the
growing number of confirmed the COVID-19 contraction cases, the government extended the
lockdown, and imposed further rounds of lockdowns, while making allowances for specific
sectors to be partially operational from 20th April 2020 (see ET Online, 2020).
To maintain the interests of farmers and daily wage earners, economic transactions
and activities in some sectors have been allowed with certain restrictions, including farming
operations, and the movement of cargo. This is to ensure that while generally observing the
publicly prescribed social distancing and safety protocols, the farmers, plantations, animal
husbandry, fisheries, and private commercial enterprises, manufacturing, e‐commerce, as well
as other industrial enterprises may function to trigger additional employment opportunities,
(ET Online, 2020).
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4.5 Current Economic Measures
These measures mean the remedial measures and courses of action undertaken by
the government in light of the COVID‐19 outbreak. The first 21‐day countrywide lockdown
was announced on 24th March 2020 (BBC News, 2020b). Nevertheless, the lockdown in India
was extended to 3rd May 2020 prompted by the fact that the death tolls rose to 339 and the
number of active cases soared to 8,988, (BBC News, 2020a). This was further followed by the
announcement of the USD 22.5 billion economic stimulus package on 26th March 2020 (CNBC
Asia Economics, 2020). On 13th March 2020, the government prohibited gatherings involving
over 200 members of the public and imposed stringent travel restrictions (The Print, 2020).
With the COVID‐19 pandemic, a host of measures has been continually implemented
to cope with and curb this pandemic. The Indian government extended the lockdown until
3rd May 2020 (BusinessLine, 2020b). The extended lockdown would categorically exert a
massive impact on the jobs and livelihoods of sizeable segments of the population. In the
context of the current capital and financial markets, words such as law, synergies,
collaborations, linkage, and interventions have not adequately gathered the attention of top‐
ranking officials and eminent economists. Dun and Bradstreet postulate that legal linkages,
supply chain, and macroeconomic factors constitute 3 key channels of impact for India’s
businesses (Press Trust of India, 2021).
Numerous Indian agencies and enterprises maintain legal connections with firms in
economies with a great number of confirmed the COVID‐19 infection cases, indicating that a
slowdown in the business activity across these foreign markets are likely to exert a
complementary negative impact on their Indian counterparts. Rate cutting, returns, and
profitability also constitute highlights. Yet, other dimensions on lending provisions, interim
rollover, wage transactions, and work-related arrangements necessitate further concrete steps
being implemented to ensure that the workers survive this loss of livelihood.
4.6 GST‐related Measures
These policy packages are geared towards benefitting the export sector, especially the
pharmaceutical industry, as a result of the increased demand for Indian COVID‐19 medicine
overseas. Some adjustments/improvements in the income tax and goods and services tax
(GST) rates are equally required to add on to monetary measures. The government postponed
the income tax returns filing date from 31st March 2020 to 30th June 2020, while extending the
GST returns filing date for smaller enterprises for March, April, and May to June 2020
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(Mondal, 2020). Manufacturing, as well as micro, small and medium enterprises (MSMEs)
constitute 2 sectors severely affected by a lockdown in addition to deteriorating domestic
demand already at work. The country’s supply chain has also been plagued with imported
raw material short supplies. To address these double economic complications, the Indian
government released the pending GST and customs refund, potentially beneficial to all
industrial sectors – MSMEs included (Entrepreneur India, 2020). Moreover, the GST
reconciliation obligation was also relaxed, potentially to serve as a relief to the enterprises.
Nevertheless, further measures are needed to extend further relief to tax-paying enterprises.
Industries bearing the bigger brunt – hospitality, aviation, and tourism included – are expecting
more focused action – e.g. further tax waivers (ET Contributors, 2020).
4.7 Global Outlook and Pressing Issues
China accounts for approximately 17 percent of the global GDP at purchasing power
parity, and hence shall substantially impact the economy globally, including economic
slowdown, trade, supply chain disruption, and so forth (The JP Morgan, 2020). The COVID‐19
pandemic has already given rise to substantial human suffering and major economic shocks,
with containment efforts such as border closures, quarantines, wider regional declines in
international business travel and tourism, as well as wider final demand for imported goods
and services. Thus, the annual global GDP growth was forecast to decrease to 2.4 percent in
2020, from an already weak 2.9 percent in 2019 (OECD, 2020).
India still emphasizes the economic factors during a recession – GDP, growth, and the
market rate of return included. The country is likely to register its worst economic performance
since the 1991 liberalization as the economy severely bears the brunt of the pandemic (World
Bank, 2020). Moreover, during health, debt, capital flows, as well as currency and exchange
rates, India's currency depreciated by 5.5 percent in the first quarter, contributing to a 33
percent loss for the benchmark stock index against the U.S. dollar. Approximately USD 15
billion left the Indian stocks and bonds in March, registering the highest record among the
Asian economies (Bloomberg, 2020).
In particular, emerging economies and developing countries face unparalleled reversals
in capital flows and currency pressures while struggling with weaker health systems and limited
fiscal space in a bid to recover. In addition, economic disparities have not been addressed
adequately of late. Yet, economic disparities should be the policymakers’ focus since they
present substantial threats to the country’s post‐COVID recovery (India Today, 2020). Policy
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measures should target promoting/supporting employment growth, education, and healthcare
provisions, amid stronger labor market regulations leading to income security. (United Nations
Conference on Trade and Development, 2020).
4.8 Long‐term Economic Impacts
The outbreak has fundamentally transformed the global economy with lock-downs
imposed and implemented to safeguard the population. As a result, the businesses are kept
firmly checkmated, and economic development has virtually come to a standstill. The
immediate announcement of the nationwide lockdown left a sizeable number of
impoverished people and daily wage earners with no access to decent food nor adequate
cash. The current scenario puts the primary concern on food, the poor, workers, and
employees, their employment, income, and wages. Moreover, the suddenly imposed
lockdown further led to impoverished re-migrating homes, as they had no access to any means
of supporting their livelihood in urban areas (BBC News, 2020c).
Fiscal responses to this crisis differ from previous ones. Such policies and measures
will give rise to substantial debt relative to GDP. Under these circumstances, emerging
economies would require grants and loans through international coordination
(Blanchard, 2020). Garg posited that the sheer number of infection cases will incur further
expenditure of approximately USD 39 billion on the part of the state governments to provide
support to the small informal enterprises, as well as unemployed workers (PTI, 2020a),
culminating in long‐term fiscal obligations. In addition, the government needs to step up
measures designed to attend to the livelihood, healthcare, and welfare requirements of the
population working in the impoverished informal sector. Infection management and crisis relief
constitute priority undertakings. Moreover, numerous scholars predict workforce shortages
post‐lockdown as the workers may not return soon. Indian firms would have to undertake
robust steps and measures for workers' safety, as well as to further secure additional benefits,
as well as multiple shifts to efficiently maintain the workforce.
5 Discussion: Managing Indian socio‐economy in the wake of the COVID‐19
pandemic
The crisis has categorically unleashed havoc on the world economy and presents a
significant risk to heighten the current problematic socio‐economic challenges. India has been
affected utterly as a result of an already weakening economy. Thus, it is essential to
comprehend the way economic administrators are planning to address this situation
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efficiently. The government is operating packages incorporating monetary and fiscal policy
measures working to restore the Indian economy exacerbated by the crisis. India’s stimulus
package, as well as cash transfers, would not be large in comparison to those in many major
nations on account of the country’s limited fiscal resources. In addition, India’s specific sectors
– e.g. construction, hospitality, tourism, and retail – are more affected than the others.
Accordingly, it is just as vital to comprehend how these industries are to be restored. Moreover,
the country plays host to large segments of its population engaged in informal sectors. These
individuals migrate from villages to cities in search of more decent livelihoods. Large-scale
reverse migration back to remote places is detected in the aftermath of the country’s
lockdown.
Additionally, demand creation constitutes a salient dimension for the revival of a post‐
COVID‐19 India. Adjustments in India’s tax composition, especially GST, will transfer extra cash
to members of the public, which should prove to preempt a demand collapse. The current
crisis has as well made a dent in globalization deeply plagued with currently spiraling “neomercantilist” trade protectionism. Even though numerous economies – India included – are
bent on promoting localization and self‐reliance, it should prove intriguing to observe how
the interconnected economies will strike a balance among their specific issues in light of
currently resulting conditions. Lastly, the current crisis is likely to leave long‐lasting impacts
as a result of substantial shocks across virtually all sectors. It thus proves essential to examine
long‐run economic reforms on top of the economic package in response to a potentially long
post‐COVID‐19 slowdown.
The following points are of relevance:
5.1) The COVID‐19 pandemic has given rise to both the lost incomes as a result of
mortality and morbidity and sizeable increases in public and private healthcare expenditures.
It further exerts a more significant impact on India’s human capital and demographic structure
(Lee and McKibbin, 2004). India resorted to a nationwide lockdown for 21 days (BBC
News, 2020b). In light of the nation’s massive unorganized sectors characterized by migrant
labor (Chandrasekhar and Ghosh, 2020), the lockdown has already given rise to the loss of
livelihood for numerous people, whereby hundreds of thousands of migrant workers left their
workplaces and walked hundreds of miles to return home, accordingly culminating in
lockdown infringements.
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5.2) The government has undertaken measures to ensure that the masses stay inside,
thus allowing the nation time to prepare for the crisis by providing some economic support
to the segments of the population susceptible to socioeconomic distress (Mukharji, 2020).
India had already been in a substantial fiscal deficit even before the COVID‐19 outbreak,
(Goyal, 2020). Accordingly, it would not prove financially comfortable for the government to
overspend. The Indian government has as yet put in place certain packages to restore the
economy. Unlike Malaysia where 18 percent of the nation’s GDP has been mobilized, and the
United States, where the administration announced a USD 2.2 trillion stimulus on a USD 20
trillion GDP base (Moitra, 2020), India may not prove capable of matching up with the
resources of these economies. However, the country is surely in a position to operate
respectable policy packages. As far as either a cure or a vaccine is yet to be founded, the
government will have to develop a plan to create an additional stimulus package worth 10
percent of its GDP, so that public spending continues, the daily wage earners, agrarian homes,
and migrant workers are reasonably safeguarded.
5.3) Although this would put additional pressure on the deteriorating fiscal condition,
there is a need to strike a balance between the two extremities. Problems faced by the private
sector have not been adequately redressed, and stressed sectors require additional
government support.[1] A further package worth Rupees 3.55 trillion is needed to redress this
crisis (Business Standard, 2020).[2]
5.4) With the ongoing lockdown, food prices are likely to increase, rendering the
impoverished population unable to purchase necessary food items on account of their
unemployment problem and insufficient income. Furthermore, numerous industries remained
inactive, potentially culminating in their eventual closures or unemployment. In this light, two
measures may prove readily practical. Firstly, innovative ways of managing SMEs and daily
wage earners should be adopted. For example, the Danish and the U.K. governments
contribute 75 percent and 80 percent, respectively, for those unemployed workers suffering
this crisis (The Guardian, 2020a, 2020b). This strategy would widen the country’s fiscal deficit
but will allow the vulnerable segments of the population to maintain their living. Secondly,
the government shall have to extend effective support to the agricultural sector in the wake
of reverse migration (Business Line, 2020a, 2020b).
5.5) As the 2nd most populous nation in the world, India is characterized by a
pronounced degree of poverty and income disparity. During the COVID-19 lockdown, a large
number of Indians may proceed further to be placed under the poverty line and are on the
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verge of starvation as a result of a loss of income and livelihood (The Indian
Express, 2020).[3] An interim solution to this issue could involve an effective distribution of
surplus food grains among the impoverished segments of the population. The Food
Corporation of India (FCI) generally maintains a sizeable food grain surplus in its
warehouses.[4]
5.6) To the lockdown imposition strategy, the population might willingly conform to
such a strategy so long as this is imposed temporarily. Such an imposition strategy may
function effectively temporarily, and subsequently, a term policy is surely needed. If the
government incurs massive socio-economic costs, and the COVID-19 virus affects sizeable
segments of the population, then such a scenario could well prove destabilizing vis-à-vis the
politicians and government officials alike.
5.7) Garrett (2008) postulates that in redressing/mitigating a pandemic, successful
cooperation, and planning involving all levels of government are of utmost importance.
Parallel to this, Brahmbhatt and Dutta (2008) posits that during a contagious outbreak, and in
light of globalized communications, individuals sometimes perceive the risk of contracting or
dying of the disease in question. Thus, the surveys recommend the optimal application of
public information strategies to minimize unwarranted panic, as is currently the case for
COVID‐19. Accordingly, information communication problems point, in turn, to the evolution
of an emergency management system. Quality communication and coordination involving
organizations prove crucial. Information sharing and communication constitute vital tools for
the coordination of prevention and management of infectious diseases (Qiu, Chu, Mao, and
Wu, 2018).
5.8) During the post‐lockdown recovery a comprehensive debt restructuring measure
is needed to enable all business undertakings to adequately sustain the recession, and return
to a normal condition. This takes spending-stimulation measures directed simultaneously at
individual consumers and employees (Moitra, 2020).
The 8 thematic topics discussed so far highlight preliminary issues related to the
economic impact of the pandemic. With soaring increases in the number of confirmed
infection cases and the limited fiscal space throughout the nation, further effective measures
and policies capable of handling the pandemic are needed to secure disaster relief to prevent
members of the public from suffering unemployment and hunger and matching the country’s
aggregate demand with the potential production. This paper reflected on the issues of interest
to economic administrators and top‐ranking public-sector executives. In addition, such policies
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should address issues inadequately addressed as yet, which could assist in designing key
measures, and gearing due attention to key issues as appropriate.
[1]As highlighted by former RBI governor C Rangarajan.
[2] Posited by State Bank of India chief economist Saumya Kanti Ghosh.
[3] As posited by Amartya Sen and Abhijeet Banerjee along with Former FBI governor
Raghuram Rajan.
[4] While distributing these food grains can be one response option in addressing the
crisis, it proves complicated in a society as diverse as India. For further details of the operations
in India, see PTI (2010 a, b), The Print Team (2020), and ET Bureau (2020c).
6. Policy Implications and suggestions
While certain fundamental measures have been put in place, numerous other sectors
still require a comprehensive sector‐specific economic stimulus package, necessitating a
thorough combination of the fiscal, monetary, financial market, and other measures to help
alleviate the negative consequences of the COVID-19 pandemic. The policy implications and
suggestions below are regarded as productive in reinvigorating the Indian economy during and
post the lockdown.
Table 2 Economic Policy Suggestions for India’s Management of the Covid‐19 challenges
1. Economic Policy Implications and Suggestions
Issue Thematic focus Fiscal, Monetary, and Other Policy Implications and Suggestions
No.
1.
Fiscal Policy and 1.1 Further fiscal assistance is required as an economic package involving as
Stimulus
much as USD 91 billion allocated for health services and services related to
Package
healthcare infrastructure. This includes allocating ample resources to enable
adequate testing facilities and staffing, and for additional remedial/mitigation
measures (Roy, 2020).
1.2 The country’s current economic package represents 1 percent of its GDP.
The government should deliberate upon securing additional fiscal stimulus
packages worth up to 10 percent of India’s GDP (Moitra, 2020).
2.
Monetary Policy The Central Bank should consider easing its non-performing loan
categorization practices, as well as widening the banks’ scope to raise their
loan facility vis-à-vis the sectors severely affected: expanding the state’s and
the RBI’s financial limits across 1‐year financing arrangements.
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3.

Sector‐specific
Measures

4.

Small Business
and Daily Wages

5.

Current
Economic
Measures

6.

GST‐related
Measures

7.

Global Outlook
and Pressing
Issues

The Indian government shall have to specifically implement targeted and
temporary fiscal measures for the benefit of businesses in sectors profoundly
bearing the brunt of the sharp downturn in tourism and travel, and
additionally give support to such sectors as tourism, aviation, retail, and
restaurants.
4.1 Against the backdrop of increases in unemployment, India’s food prices
are also expected to soon increase to a level at which the unemployed with
no income can no further afford. Therefore, on the foundation of the
measures taken on board by the U.K. and Danish governments, the Indian
government may partly contribute to their salaries such that jobs may be
sustained.
4.2 Government shall have to proceed with public spending vis-à-vis migrant
workers, their employers, and agrarian homes. Also, the interest rates need
to be reduced by at least 200 basis points from the current levels
(Moitra, 2020).
4.3 Provide without any cost 80 million tons of food grains to segments of
the population susceptible to socioeconomic plights (Roy, 2020).
4.4 Packages for SME businesses should be strategically provided.
Under India’s current stimulus package, the budget allocation directed at
the impoverished has not proved adequate. Thus, further cash payments to
millions of daily wage earners and self‐employed citizens shall have to be
allocated to increase the country’s consumption (C).
The government shall have to offer tax postponement arrangements to
additional sectors – e.g. hospitality, aviation, and small firms – so that they
shall become less susceptible to closure, or irreversible unemployment is
pre-empted effectively.
As the country’s state governments constitute
frontline units operating public health as well as other
essential services, they thus shall have to effectively gain
access to adequate financial resources to preempt a dire
public fiscal condition. India’s RBI has of late allowed
further access for overseas financial investors purchasing
Indian publicly issued bonds, and simultaneously seek
inclusion of the country’s debts into the world financial
markets (Bloomberg, 2020).
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8.

Long‐term
Economic
Impacts

8.1 Soon after the country’s first lockdown; India shall have to resume its
transport operations, first with its key supply chains, involving, in particular,
the resumption of the airlines and trains, accept reservations of up to 25
percent, to curb mass public traveling. This will efficiently allow the citizens’
and goods’ movement, while effectively driving the country’s economy.[1]
(As suggested by Kaushik Basu during a television program (see Roy, 2020).
8.2 Longer‐term measures should be designed to reestablish certain major
production activities – in particular essential API/pharmaceutical
components in India. Alternatively, the Indian government is urging the
country's API producers to extend their capacity, or revive/revitalize its public
pharmaceutical manufacturing sector (as recommended by
Chatterjee, 2020).
8.3 The country should continually sustain its supply‐side improvements to
minimize the transaction costs of doing business in India in the long run to
attract overseas enterprises seeking to reduce dependency on suppliers in
China.

2. Public Administrative Implications

1

2

Thematic
Public Administrative Policy Implications and Suggestions
focus
CMCM/ CBDM The government should develop CBCM management across the
Development country to serve as a transmission mechanism for assistance and
strengthen support at the community level. This should prove
particularly relevant and useful in developing nations with a
sizeable population living in rural/remote communities.
Public
As rightly pointed out by Barbate, Gade, and Raibagkar (2021), the
Participation importance of public participation and a ‘strong sense of
responsibility from all the stakeholders are of paramount
importance on account of the gigantic nature of the challenge.
This involves workers, private firms, industrialists, members of the
general public, and all other stakeholders. Wongpreedee and
Sudhipongpracha (2014) empirically support this point in their
study of the Nakorn Pakkred Municipality Flood Management
Model.
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5

3

International
Dimensions

4

Cooperation
and
Coordination

The government should seek and initiate international
cooperation as well as a part in the already existing international
framework in key areas such as vaccine development, medical
supplies, and humanitarian causes, as well as other social
arrangements at bilateral, regional, international, and global
levels. One concrete example would involve cooperation with
JICA, which has been actively engaged in South Asia and has set
forth COVID-related issues as one of its major missions.
Kline and Smith (2006) posit that two significant keys factors have
been identified as enabling factors that lead to successful crisis
management – i.e. communication and coordination. They
postulate that a well-articulated communication plan proves
essential in crisis plan development. In this light, the
communication plan offers a clearer explanation concerning
coordination efforts, which are correlated as well as overlaps with
communication. Two main objectives of coordination are as
follows: firstly, to induce an effective response, and secondly
effect work with external counterparts in designing effective CM
plans. Also, it is necessary to coordinate with focal responders
and facilities in the wake of a real-life crisis scenario. Porche (2009)
highlighted the significance of communication, recommending
that an effective CM team fosters open communications among
leaders, managers, and employees. Clas (2008) concurred with
Kline and Smiths’ suggestions, highlighting coordination with the
media as well as stakeholders to ascertain that clarity is effectively
achieved during crisis communication.5 In this regard, numerous
scholars such as Rich and Niemi (2017) poignantly postulate that
better cooperation and coordination at the global level in
economic development and public health should accordingly

These points are corroborated by Garrett (2008), Brahmbhatt and Dutta (2008), and Qiu, Chu, Mao, and Wu (2018) as
discussed earlier under section 5.7.
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prove essential, particularly in a bid to preempt a large-scale
outbreak in the long run.
Source: Section 1. ‘Economic policy implications and suggestions’ was improved, edited, and
extended by Pootirat from Sharma, Talan, and Jain (2021), while section 2 ‘Public
administrative implications and suggestions’ was written and compiled by Pootirat.
The Indian Government’s policy response to the COVID-19 Pandemic includes
measures, as well as suggestions presented in the table above, do mention small business
and daily wage earners. In particular, reference has been made to the suggestions that the
government may partly pay their salaries to sustain jobs. The government is also encouraged
to increase spending on agrarian homes, migrant workers, and their employers. It has also
been pointed out that the interest rates need to be reduced by at least 200 basis points from
the current levels. In addition, it has been suggested that 80 million tons of food grain stocks
are to be distributed to vulnerable people without any cost. All these should prove useful to
the impoverished sections of the population. However, it is to be noted that, no concrete
policy related to community-based CRM/DRM has been proposed at any rate, even though it
is widely accepted that a community-based approach constitutes an integral part of the
success of any efforts or plans to redress crises/disasters. Also, the international dimension, as
well as communication, coordination, and cooperation remain key in the entire crisis
management process.

7. CONCLUSION
This article examines recent academic developments in the fields of public
administration and economics that enhance directing appropriate public policies, steps, and
procedures vis-à-vis remedial and corrective operations under such circumstances, as well as
further broadening the conceptual and practical approaches: This paper contributes to the
prevailing corpus of knowledge in 2 manners: i.e. 1) a conceptual framework, referred to as the
Extended Eclectic Crisis and Disaster Management Model, incorporating disaster management,
public administration, a community-based disaster risk management (CBDRM), international
dimensions, and economics (the IS-LM model); and 2) a practical contribution by providing
public policy administrators in developing nations with insights, based on an analysis of India’s
management of the COVID-19 pandemic. Despite life and health implications, as well as the
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wide-ranging shocks across a sizeable section of the population, numerous public officials and
agencies still have not adequately invested in public health care facilities as such.[1] Currently,
consequences of zoonotic and other novel diseases differ vastly across developing and
developed countries. Zoonotic diseases are expected to continually effectively present severe
threats to the world population, comprehensively disrupting a globalized economic milieu
(Baldwin & Mauro, 2020). Accordingly, a thorough understanding of the conceptual model and
practical policy formulation and responses should prove beneficial in this light.
[1] Meanwhile, a great many contagious diseases originate in developing economies
(Kimball, 2008).
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THE RELATIONSHIP OF EMPLOYEE MOTIVATION AND JOB
SATISFACTION ON THE WORK-FROM-HOME PERFORMANCE DURING
THE COVID-19 CRISIS: A CONCEPTUAL FRAMEWORK
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ABSTRACT
This paper aims to explore how Herzberg’s two-factor theory of motivation impacts
job performance during the COVID-19 crisis. To decrease the infection rate and safety,
employees have changed to working from home to maintain social distance. Herzberg’s
motivation includes achievement, recognition, responsibility, work itself, advancement,
personal growth, and Hygiene factors, working conditions, co-worker relations, policies rules,
supervisor quality, wage, and salary, which are variables for the study. Data collection is
distributed an online questionnaire to workers in Bangkok. The study has implications for
business practitioners who intend to measure the effectiveness of their work-from-home
policies. Thus, the results show the correlation of each hygiene factor and motivation factors
related to job satisfaction when employees work from home. These findings can adapt to new
human resource management strategies or new human resource development policies.
Keywords: Motivation, Two-factor theory, Effectiveness, Working-from-home
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1. INTRODUCTION
Nowadays, any company faces an inescapable market impact because of the COVID19 pandemic situation, which directly impacts the business sector’s revenue and has a
secondary effect on the daily lives of the organization’s workers. Almost all organizations,
public and private, have responded to this condition by introducing a modern work model
that allows workers to work-From-Home to prevent the spread of the virus (COVID-19).
According to an Adecco Group survey (Adecco, 2563), 80% of employees expect employers
to support the Work-From-Home program. The scheme is being maintained, and work-fromhome days should be included to minimize the possibility of contacting COVID-19. Moreover,
to maintain a healthy relationship between work and personal life, about 54% of workers
agree that reporting to work is also vital to facilitate team coordination. In general, workers
want their employers to prioritize efficiency over hours worked and desire more excellent job
stability. Although many technology firms, such as Twitter, Facebook, and Google, now
embrace work-from-home solutions and encourage workers to work-From-Home on a longterm basis(Alex Kantrowitz, 2020). However, many businesses encounter work-from-home
challenges and obstacles. There is trouble with the more recognizable buildings, which many
businesses and executives face. Several projects or tasks on developments take longer to
complete. Also, it has become more challenging to train staff in routine courses.
For instance, IBM, which has long been a leader in enabling remote working (USEEM,
2017) that desired thousands of employees who formerly served on the move, returned to
the business office. Many former technology firms, i.e., Yahoo and Bank of America, also have
a policy of calling staff back to the workplace. Additionally, The Wall Street Journal (Cutter,
2020) reports that several businesses discovered that workers’ excitement and vigilance during
the early hours of work were motivated by fear of the worst-case scenario for COVID-19. The
Washington Post (McGregor, 2020) reported a study conducted by the US National Bureau of
Economic Research (National Bureau of Economic Research) indicates that work-from-home
effect to staff working an additional 50 minutes per week, 13% attending more meetings, and
a 2017 United Nations study (Messenger et al., 2560) showed 25% of office workers were
overwhelmed when work-from-home and 41% of employees are increasingly stressed by the
inability to distinguish between a workplace and a resting place. Additionally, a Harvard
Business Review report (Grenny & Maxfield, 2017) surveyed 1,100 employees and discovered
that 52% of whom work-from-home felt worthless and encountered more clashes with co-
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workers, such as E-mail messages could often be misinterpreted due to the absence of a
speaker’s accent or mannerisms. Which results in the transmission of material we did not wish
to send or being too harsh. In summary, a new job model that enables workers to work-FromHome has been developed to reduce the risk of illness among travel by social distancing.
However, even though several significant problems are to be examined, it is nevertheless
necessary to identify and investigate some potential operational issues that may be present
because of vague coordination issues or other variables.

2. DEFINING EFFECTIVE WORK-FROM-HOME
Frederick W. Taylor’s Theoretical Concepts of Effective Management
Taylor recommended that the company implement a practical management
framework based on a scientific approach to education(Taylor, 2004). Thus, developing a
management theory requires a systemic approach using experimental testing techniques,
processes, laws, and work procedures. The company would adhere to a set of job standards.
It must first complete an observational analysis by carefully watching, pacing, taking notes,
studying, and investigating. This framework is the most effective process. Taylor developed
four principles of scientific management (Wren, 2011). First, create a scientific approach to
work as a norm of work as Standardization is critical and crucial in the workplace because all
jobs must be entered into the usual framework based on how it operates. The amount of
work done, the hours worked, the salary earned, and the benefits received must be consistent.
Place a premium on the most efficient method of operation (One Best Way). Second, there
must be a set of individuals based on scientific criteria. To hire the most qualified individuals
for the job, the best compensation for management and employees can be determined by
everyone’s job, so everyone must work as well as possible. According to science, the concept
of selecting individuals for work involves recognition of both experience, skill, and passion for
work. As a result, the hiring of workers must consider the point of selection and the future.
There is input from various sources such as a person’s talents, intelligence, abilities, and job
experience, as shown during a test. Alternatively, uniqueness, cunning intelligence the
interviewee’s passion for work are palpable. Third, everyone must be developed to maximize
their effectiveness (Develop person) for everyone to function correctly according to science;
this must be done concurrently. If an individual is accepted to work, the worker must receive
instruction or teach each person to work professionally in compliance with the organization’s
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processes and methods to prepare those who work to perform well-defined tasks and progress
in their future roles. Taylor’s idea grew out of the assumption that each supervisor was a
leader with a unique practice experience and that no single supervisor could manage anything.
As a result, it is recommended that each supervisor’s jurisdiction be limited to the tasks for
which he is eligible. Lastly, teamwork and positive working relationships within the association
(Friendly Cooperation) where each party would respect the other Taylor’s organizational
principles apply to all kinds of operations (Taska, 2017). By synthesizing Frederick W. Taylor’s
principle of productive management, the researchers determined that the aspects affecting
Taylor’s success that were worth investigating in the case of working from home were three:
the amount of work done each day, the type of work performed, and the location of the
work. Daily time spent at work. Additionally, there are protocols for working from home. The
researchers examined the above ones associated with motivation and job satisfaction on workfrom-home performance.
Herzberg Theoretical Concept of Motivation Factor.
The Motivation Factor refers to an individual’s internal needs that affect job
satisfaction. This factor is closely linked to employment to inspire employees to enjoy it and
increase employee productivity to work more effectively. Since the factors that contribute to
an individual’s fulfillment include personal growth, job content, achievement, recognition,
and accountability. Accountability To substantiate Herzberg’s hypothesis, it was discovered
that Wall, Toby D., et al. (Wall, Stephenson, & Skidmore, 1971) obtained data from career
candidates using the same questionnaire that Herzberg used. Interviews of prospective hire
Worker seekers predictably provided facts through the lens of Herzberg’s two-factor
theoretical incentive attitude. They are responding to the same series of questions that
produced an implausible outcome for Herzberg. In determination, Herzberg’s findings were
the product of internal self-defense mechanisms. They resulted in a response that, even
though it was understood to be socially successful, did not fit the genuine sentiment of the
interviewed. Alongside the study of the kinds of literature on employee morale and
commitment revealed that several studies have shown that work impacts employee
engagement and efficiency, a study of the literature on employee morale and commitment
revealed that several studies have shown that work impacts employee engagement and
efficiency (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001). Personal Growth, Work Content,
and Achievement are both associated favorably with employee activity and organizational
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involvement. Motivating factors play a critical role in increasing work productivity by
encouraging workers to participate in their employment. Accordingly, it contributes to work
satisfaction, which is a cause linked explicitly to work that encourages people to like and
appreciate their jobs(Jeung, 2011). Employee commitment increases because of career
development (Rich, 2010). Good relationships between workers and employers or
subordinates at work have been shown to improve morale (Alok & Israel, 2012), and
experiments by Sobaih and Hasanein validated Herzberg’s hypothesis (Sobaih & Hasanein,
2020). To conduct an empirical study of motivation and its relationship in developing
countries, a test was developed and administered in ten international five-star hotels in
Greater Cairo, Egypt. That found Hygiene Factor had a beneficial impact on job satisfaction.
On the other hand, enthusiasm influences workplace satisfaction adversely and serves
as a cause of frustration from an analysis of the literature on motivational factors affecting job
performance. The researchers discovered that the primary motivator affecting the efficiency
of five significant variables is a professional achievement. To be regarded, the essence of the
job entrusted, Accountability Additionally, career progression. In brief, the researchers
examined the above ones associated with motivation and job satisfaction on the work-fromhome performance.
Herzberg’s theory of Hygiene Factor.
The hygiene factor is often referred to as ensuring a person’s work motivation is always
maintained. Suppose there is none or inconsistency with the individual’s position within the
organization. In that case, the individual may develop a disdain for his or her work. On the
other hand, Herzberg’s theory of motivation is controversial. Many experiments have sought
to demonstrate Herzberg’s theory of motivation (Wall & Stephenson, 1970), implying that the
theory continues to have shortcomings that prevent it from being used as the primary reason
for the theory of motivation. Therefore, there is volatility associated with the output
determinant in all contexts. Herzberg’s assertion that the Hygiene Factor was not a motivator
contained contradictions.
Emrah Ozsoy’s report (Ozsoy, 2019) study of 162 municipal employees discovered that
the Hygiene Factor, or pay, was the incentive associated with the highest level of work
productivity. According to the Vevoda report, Jiri and his faculty (Vevoda, Ivanová, Nakladalová,
& Mareckova, 2011) surveyed 653 nurses and discovered that salary was the most significant
work aspect followed by job stability. Consistent with Rathakrishnan and his colleagues’
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study(Rathakrishnan, Imm, & Kok, 2016) examined which factors associated turnover rates of
private university teachers in Malaysia’s Klang Valley. Two hundred fifty-three people from
the sample population completed a questionnaire survey that inquired into six significant
factors (Job security, Support from supervisors, Satisfaction of compensation, Key Performance
indicators (KPIs) or ability to achieve results, and job performance). This survey was conducted
using Herzberg’s two-factor principle, descriptive statistics, and multiple regression. The
findings indicated that only four variables were associated with the attrition rate of university
teachers. Pay is the most crucial factor influencing job satisfaction, followed by freedom and
ability to achieve objectives (Key Success Indicators) and perform well. It is discovered that
Herzberg’s hypothesis that incentive factors trigger work satisfaction is incorrect. However, it
was discovered in this research that the supporting factor (Hygiene Factor), namely wage, is a
factor that is specifically linked to work to inspire people to enjoy and appreciate their jobs
and to stimulate employee happiness to work efficiently. Besides, This is consistent with
Malgorzata Chmielewska’s study with faculty (Chmielewska, Stokwiszewski, Filip, &
Hermanowski, 2020), who discovered that supervisors’ methods and habits of governance
were most closely linked to job motivation by questionnaires administered to a group of
medical practitioners. The annual success assessment has the most negligible impact on
motivation. Another supporting analysis was Hyun and Oh’s (Hyun & Oh, 2011), which
attempted to validate Herzberg’s two-factor principle of motivation through interviewing
soldiers working in the food service and others on the service staff. In the Korean military, the
Hygiene Factor was the most strongly associated with the motivation of foodservice soldiers
to fulfill their duties.
In contrast, supply service soldiers were motivated to accomplish their mission and
the surrounding conditions. As part of their investigation, the researchers discovered that the
Hygiene Factor, which influences the efficiency of five primary factors, is the company's
management strategy which has either been associated with co-worker, compensation, or
salary. Additionally, the workplace influences the researchers examined the two topics as
mentioned above related to motivation and job satisfaction, which had a direct influence on
work-from-home performance.

3. AN INTEGRATIVE CONCEPTUAL FRAMEWORK OF EFFECTIVE WORK-FROMHOME
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The purpose of motivational research is to understand the relationship between
motivation and success. It was found that while the significant criteria in the case studies of
individuals who worked from home during the COVID-19 outbreak were gender, age, and level
of education, personal characteristics such as gender, age, and level of education were also
found to be significant. It should be noted that the lifespan of the organization's driving forces
is as follows: performances in operational operations proper regarding the work's basic idea
Follow these steps to ensure that an organization is doing well, measure its progress, and gain
more support: The strategic philosophy of the company also includes a partnership with one's
coworkers. Salary or compensation the environment in which the workers is an important
consideration when examining the variables case studies of people who worked from home
due to the COVID-19 virus epidemic, as described in the study's daily productivity results from
what was done the day before. The practices of work-from-home and operating hours daily.
The paper researched ideas and hypotheses from scholars to examine the strengths and
weaknesses of two scientific variables: Herzberg's theory, according to which motivation is
governed by two distinct factors: either an individual or job-related. The way to increase
employee efficiency is to use variables that enable workers to do their jobs more efficiently.
Additionally, it operates at a higher rate of efficiency. There are two classification
schemes: Some factors that influence hygiene are listed below. A factor contributing to the
company's indispensability is its variety of goods and services. If only one of these variables is
missing, employees are more likely to negatively impression their job. While increasing this
element does not increase employee satisfaction with their work obligations or with the
company, nor does it inspire employees to improve their efficiency, increasing this element
has no effect on employee satisfaction with their work obligations. Extrinsic influences are
those that come from somewhere other than the person being influenced. The motivators of
this work environment are those that encourage employees to be eager, creative, and hardworking. Also, a more adequate or increased level of organizational loyalty Employee
retention and worker efficiency could be substantially compromised if the company did not
place importance on employee retention or the level to which it could persuade employees
to be more efficient. The "intrinsic factor" is another form of factor. The management
philosophy of Frederick W. Taylor, which claims that companies should design better
management structures, is also referred to as an "effective management philosophy." Based
on scientific concepts, the results of our educational approach are well-founded. A systemic
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approach is required to ensure adherence to a set of job standards. The company will
implement various experimental testing and process techniques and the applicable laws and
work procedures. Before they can expand their knowledge, they must first complete an
observational analysis by studying, pacing, taking notes, evaluating, and investigating
thoroughly. They will be utilizing the findings and theories of these influential thinkers to
evaluate the variables in their work. The rest of the thesis presented the conceptual
framework shown in Figure 1: Conceptual Framework. In this model, the hypothesized
outcomes are as follows:
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Independent
•
•
•
•

Personal factors
Gender
Age
Education level
Working time

•
•
•
•
•

Motivation factors
Achievement
Recognition
Work itself.
Responsibility
Advancement

•
•
•
•
•

Hygiene factors
Policies and rules
Supervisor quality
Coworker relations
Benefit and salary
Working conditions

Dependent

Work-From-Home Performance
During the COVID-19
• Amount of work per day
• Time spent on work per day
• Work-From-Home Procedures

Figure 1: Conceptual Framework
Source: The author
H1: Personal factors are gender, age, education level, and working time has
associated with productivity when employees Work -From -Home.
In the research paper by Ryan E. Smerek and Marvin Peterson (Smerek & Peterson,
2006), roughly 2,700 workers from accounting, banking, human resources, and operations were
surveyed to determine the validity of Herzberg’s hypotheses. Do personal characteristics
(gender, age, experience, etc.) and job descriptions (responsibilities, tasks, duration of
employment, etc.) influence job performance and productivity? The thesis discovered that
Herzberg’s hypothesis that the enabling element (Hygiene Factor) was not the motivator was
incorrect. This study demonstrates that age, gender, occupation status, and working
environments have a more significant impact on motivation than motivation factor, as well as
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studies conducted by Khiavi, F Faraji, et al. (Khiavi, Amiri, Ghobadian, & Roshankar, 2015) on
120 hospital nurses to determine whether annual evaluations influence job motivation levels.
The findings of this study indicate that the agency’s annual appraisal has no motivational
impact and varies across age ranges and genders. Annual success evaluations have a more
negligible impact on motivation.
H2: Compensation and salary factors have associated with productivity when
employees Work -From -Home.
Compensation refers to the costs incurred by a company is paying its employees. This
factor can be nominal or non-monetary, such as base salary, other forms of compensation
(Allowance), or bonuses and benefits (Benefit / Fringe Benefit) to motivate employees to
perform their duties and obligations effectively. Additionally, it motivates staff to perform
effectively, boosts employee productivity, and improves the well-being of employees’
families. Additionally, Munaf and his colleagues’ study (Herlena, Yogia, Rahman, Prayuda, &
Munaf, 2021) discovered that pay satisfaction impacts individuals as compensation have
significant consequences for workers representing their essential jobs. They were also on staff.
Employees are happier when their pay is commensurate with their experience and job title,
particularly when compensation directly impacts results. This factor is consistent with
Hasanah’s study (Hasanah & Supardi, 2020), examining the association between private school
teachers’ pay rates and work satisfaction levels. Data were gathered from a convenience poll
of 216 participants. The study discovered that work environment and pay were strongly
associated with job satisfaction and teacher efficiency. This study is consistent with the findings
of a report on the effect of pay on Nguyen and his colleagues’ success (Nguyen, Yandi, &
Mahaputra, 2020), demonstrating that compensation influences employee performance.
H3: Company policy and management factors have associated with productivity
when employees Work -From -Home.
Corporate governance policy the operating rules, discipline, and values have been
selected to direct the work toward achieving the organization’s goals. Additionally, American
political scientist Frank J. Goodnow, describes the decision-making mechanism, including
selecting organizational criteria for handling the organization to meet fiscal, political, and
marketing goals (Motta, 2004). The partnership between the policy and top management is
that top management organizes the policy. The policy’s execution is the responsibility of
middle management (Goodnow, 1900), and Lambright provided the concept to help the
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organization’s administration. It is policy formulation, where policy is a variable that can have
both positive and negative consequences for the organization (Kim, Ashley, & Lambright, 2014).
H4: Co-worker relations factors have associated with productivity when
employees Work -From -Home.
Relationships in the workplace are critical for job advancement. They can positively or
negatively impact results, the opportunity to advance, and employee respect. When the
partnership is positive, workers are more at ease during meetings or negotiations, which
reduces workplace misunderstandings. Employees establish a psychological bond with their
bosses and co-workers, directly or indirectly affecting their success (Pfrombeck, Doden, Grote,
& Feierabend, 2020). The relationship between colleagues and organizational loyalty was
examined to determine if organizational affiliations had a positive and significant impact on
work motivation. A survey of 70 individuals revealed that organizational affiliations had a
positive and significant effect on work motivation. Additionally, peer connections and
corporate bonds influence career motivation positively and significantly (Ramaditya, Liana, &
Maronrong, 2020).
H5: Working environment factors have associated with productivity when
employees Work -From -Home.
The term “working environment” refers to the items that affect an employee in an
organization. This factor impacts employees’ and co-workers’ emotions (Abrey & Smallwood,
2014). Employees would be encouraged to use their physical abilities. Morale and mindset to
collaborate and assist in resolving challenges by collaboration a positive work climate
contribute to an organization’s overall performance improvement. On the other hand, a poor
work atmosphere may contribute to unpleasant situations and employee exhaustion, which
is why workers leave a company.
H6: Supervisor factors have associated with productivity when employees Work From -Home.
The command is intrinsically connected to management, and any business must have
a command to establish control and accountability (UNEGBU, 2019). by making the command
more understandable (in this case, for everyone in the organization) and putting rules on how
jobs should be performed (e.g., for discipline and acknowledgment of results), the supervisor
demonstrates her dedication to motivating workers to perform at their maximum capacity to
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meet the organization's goals. Through a command or a set of instructions, the method of
communication varies according to the intended function.
H7: Achievement factors have associated with productivity when employees Work
-From -Home.
The research of Fatemeh Khosravi Saleh Baberi and Zahra Dasht Bozorgi (Baberi &
Bozorgi, 2016) looks into the correlation between social skills and productivity in the nursing
profession, specifically in the care of individuals. The study enrolled 40 nurses, each of whom
was randomly assigned to one of two treatment groups: the control group, which was analyzed
using the ANCOVA and MANCOVA approaches, and the test group, which was used in the study
for statistical testing techniques. Community members who were provided with social skills
training to find work showed a significant increase in productivity.
H8: Recognition factors have associated with productivity when employees Work
-From -Home.
Everyone needs to be appreciated and described as an emotion and a mental attitude
that fuels confidence. While on the one hand, a positive sense of self-worth and well-being
serves as an individual's most important asset and makes them indispensable to the world,
an absence of esteem results in a negative view of oneself and a demeaning attitude. Similarly,
dissatisfaction with one's current circumstances and a fear of being stuck tend to produce
feelings of insecurity and inefficiency (Tarasenko-Struc, 2020). While compliments from others,
such as supervisors, are essential for employee success, compliments from others do not
significantly. A boost in loyalty is delivered to the employee both directly and indirectly by
receiving recognition from their supervisor (Bergin & Jimmieson, 2020).
H9: Working conditions factors have associated with productivity when employees
Work -From -Home.
Organizational management has established procedures and strategies to ensure that
employees' service and quality of life are consistent with the organizational philosophy that
includes concepts like work, staffing, and atmosphere. This factor will have an impact on their
overall performance. Sunarsi's research aimed to discover the relationship between the school
environment and organizational culture and the productivity and employee satisfaction of
elementary school teachers in Bogor (Sunarsi, 2020). Using the data from a survey of 18,653
participants, the study discovered that all workplaces, as mentioned above, factors and
organizational culture, and leadership have a substantial impact on employee performance.
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H10: Job responsibility conditions factors have associated with productivity when
employees Work -From -Home.
In this case, accountability is described as the duty or responsibility to carry out
activities in compliance with the organization's objectives (García‐Sánchez, Aibar‐Guzmán,
Aibar‐Guzmán, & Azevedo, 2020). To be on top of one's work, an employee must monitor the
company's job position, such as the CEO role, which is known as an executive position.
Additionally, since any decision would significantly affect both internal and external
stakeholders, the company's executive management team will have additional responsibilities.
H11: Advancement factors have been associated with productivity when
employees Work -From -Home.
Career development is the act of progression through the various positions that come
with one's career. The company's goal is for employees to be fulfilled by their careers and, as
a result, gain new skills while employed by the company. When an individual is called a
"promising individual" with whom others want to collaborate, it can mean one of two things:
that the individual is career-advancing or that the individual possesses something that others
desire. Employees who are not compensated on time are highly likely to become dissatisfied
and resign; subsequently, multiple employees must remain happy to maintain workforce
stability (Erasmus, 2020).

4. CONCLUSION
In the United States and the United Kingdom, the decline in internet job postings was
still apparent. There was a high demand for workers in 'front-line' positions, such as those in
charge of pandemic response. For instance, job listings in healthcare and other "important"
industries such as retail trade increased above their January and February 2020 levels. On the
other hand, Internet job postings fell precipitously in industries that were forced to close due
to government-imposed social distance limits. The number of job openings has declined by
more than 50% year over year. As a result of the changing nature of employment caused by
COVID-19 containment efforts, the percentage of employment advertisements stating "work
from home" has increased. (OECD, 2021)
In summary, the findings of this study established a conceptual framework in which an
integrative conceptual framework is an excellent tool for comprehending Work-From-Home
performance management by utilizing scholars' concepts and theories to establish the
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theoretical variables. This conceptual framework is built on Herzberg's two-factor theory and
Frederick W. Taylor's concept of efficiency management as the key ideas. It is encouraging to
note that many firms want to assign workers to work from home to avoid infection and spread
of disease in the workplace and public spaces, as this will considerably increase the company's
hours worked. The organization's management model should be adjusted to reflect the
changes. Human resource management is critical because it entails the inherent importance
of comprehending and identifying motivations both within and outside the organization to
facilitate communication between the organization and its employees, particularly in matters
of the individuals' health and well-being. By and large, more responsive businesses flourish.
One of the critical strategic objectives is to guarantee that the organization maintains a
continuously high level of performance and that employees are prepared to return to work
once normalcy is restored.
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ABSTRACT
The vicious circle of inequality and poverty has become the most intriguing issue for
decades to combat in developing countries. Unfortunately, despite growing slowly, Pakistan
failed to lessen the gap among people with ‘Haves’ and ‘Have Not.’ While battling these
issues, the Covid-19 pandemic has shaken the economies and raised the need to re-shape the
governance bodies for the post-Covid-19 crisis. With the careful review of social and economic
shockwaves posed by the Covid-19, the author unfolds the study into two sections – the
impacts of the Covid-19 & the prospects of the governance in Pakistan. First, the study
investigated the adequacy of the government’s arrangements to combat the Covid19. Secondly, could the pandemic have been restrained if the governance system of Pakistan
had not been severely strained, with poverty and inequality? Lastly, what should be the
outlook of governance in Pakistan after the pandemic crisis? Several answers emerged from a
careful analysis that the economy must go beyond the conventional limits of orthodox
approaches to social innovations. Moreover, digital transformation is indispensable with egovernance and public service delivery processes (PSD) for making services inclusive. The postCovid-19 development should include egalitarian, highly transformative, and inclusive politics.
Keywords: Poverty, Inequality, Social Innovation, Digital Transformation, E-Governance, Post
Covid-19 Development
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INTRODUCTION
Since the Second World War, the Covid-19 has become one of the most enticing
challenges and deadliest tragedies of the century (Gautam, 2020a). The shockwaves
transmitted by the Covid-19 around the world have proved the unpreparedness of economies
and societies. The impact of disease as well as the steps are taken to combat it has raised
concerns about governance and development of the present and future. Because of the
impact of the Covid-19, the entire globe is today facing severe problems, including social,
healthcare, ecological, and economic issues (Gautam, 2020b). The vulnerability of developed
and developing nations was initially indistinguishable however, the developed economies
have shown greater progress in terms of governance and social well-being later on. The
developing economies are not only struggling hard to mitigate the health issues but also to
minimize the impact of rising poverty, social complexities, and inequality. The level of extreme
poverty raised by more than 100 million due to pandemic (Sumner et al., 2020) moreover the
highly gendered effects (De Paz et al., 2020) raises concerns globally. The huge global health
crisis engulfed by the Covid-19 pandemic has revealed the limitations of traditional
development frameworks in the least developed nations specifically. Pakistan not only failed
to lessen the gap between ‘HAVES’ and ‘HAVES Not’ but also in contracting rising inequalities.
Although the governments formulated a set of relief mechanisms through overwhelming
expansionary fiscal policies, the pandemic exposed the existing contradictions and fragilities
in the system.
Economic, political, and social advancement are three fundamental components that
define 'development.' The inadequacies of classic development approaches and mainstream
methods to pandemic preparedness are exposed as they clash with varied social, political,
and economic environments. Nonetheless, now is the moment to start considering three
questions as a path to improve the responses and outcomes for the post-Covid-19 transition.
First, where are the Pakistani government's steps to address the crisis sufficient,
coordinated, and timely?
Second, could the pandemic have been restrained if the governance system of
Pakistan had not been severely strained, with many flaws and gaps and unsuccessful reforms
to reduce poverty and inequality? Moreover, was the Covid-19 situation aggravated by the
poverty crisis caused by the economic downturn?
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Third, and most crucial, what should be the outlook of governance in Pakistan after
the pandemic crisis?
Multiple answers have emerged after more than a year of crisis: (1) Orthodox
development and governance techniques have resulted in insufficient government action to
provide a prompt, coordinated response. (2) The governance failure was not only due to the
tremendous strains generated by poverty and inequality but also to insufficient inclusive
politics (ANI, 2020); (ANI, 2021); (3) The government will not descend on its own in the postCovid-19 world; instead, an escalation and transformation of traditional governance practices
will generate and integrate a more comprehensive, stronger economy for the benefit of all.
As a result, the author argues that the Covid-19 crisis offers a unique chance to investigate
how transformative governance processes influence development and social well-being.
Researchers should establish adequate methods to separate the numerous effects of the
crisis, both in terms of the 'triggers' and 'responses' to the Covid-19 pandemic (at the
governmental level).
Disease prevention and effect mitigation are frequently developed ad hoc and
situational alternatives embedded in local networks and solidarities. However, global
solidarity, interdependence, and mutual learning opportunities are rising, questioning the
deeply established and problematic borders and hierarchies that dominate most
development ideologies and practices. All these aspects unitedly raise the concerns to rethink
the pandemic in terms of preparedness, responsive actions, and the notion of development
(Oldekop et al., 2020; Lambert et al., 2020). Thus, much beyond the profusion of scattered
views and comments triggered by Covid-19, the current study comes up with the theoretically
grounded and cohesive contribution that can be regarded as post-pandemic changes while
considering the consequences for the notion of development.
Pandemic Impacts
The Covid-19 epidemic has caused chaos around the globe since its inception in late
2019. Understanding how it began, how it spread across multiple regions, and the inconsistent
manner in which human beings and places have been affected, necessitates paying attention
to both structural drivers and conditions. Furthermore, it is critical to evaluate how people
have responded to and interacted with nature and one another.
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1. Covid-19 and Economic Downturn
A wide-reaching pandemic can intensify the poverty in a developing country that is
already struggling on societal and economic levels since unemployment and income deficits
have risen (Haider, 2020). The preliminary economic losses in several industries have been
projected at 5 billion rupees in Pakistan (Asian Development Bank, 2021). Pakistan has faced
a decline in GDP growth due to losses in airline enterprises, declining profitability, steep
declines in imports and exports, cuts in remittances, and shortages in the food supply. Because
of the disruptions created by the Covid-19, the country's GDP is likely to drop roughly 5 billion.
Furthermore, the lockdown in the major financial metropolis city of Pakistan (Karachi) further
escalates the situation, and Karachi is expected to lose up to 380 million rupees in revenue
(Rana, 2020). Since the social impacts and safeguarding the livelihood of the masses, the
federal government opposed a complete lockdown that worsened the situation by huge
Covid-19 cases. The daily wage sellers and the labor class are the most vulnerable
communities for lockdown enforcement. Approximately 24.3 percent of Pakistan's population
lives in poverty (Asian Development Bank, 2021). There are, however, procedures in place to
assist society's most vulnerable citizens. Many social protection programs are working in
Pakistan, such as Shelter Homes, Social Security Insurance for the poor, Ehsaas program, and
many more. These should be used to assist the underprivileged. Poverty is widespread in the
country, with many individuals struggling to make ends meet, with the Covid-19 being the
least of their worries.
Pakistan's per capita income was much lower than that of other countries that
implemented complete lockdowns. Thus, it is critical to keep the economy afloat while
ensuring that people are safe from the pandemic. To mitigate the current outbreak's economic
effects, the government has announced a comprehensive financial strategy that includes
corporate protection and incentives, as well as relief packages for the poor and vulnerable.
Additionally, the provincial authorities have extended the deadline for submitting utility bills
under 5000 rupees by three months. Pakistan's total population is 211.17 million (PBS, 2019)
the overall labor force in the country is estimated to be over 63 million people, and 6% of
them have already lost their jobs due to the pandemic crisis. The epidemic has had the
greatest impact on restaurants, the hospitality industry, educational institutions, small retail
marketplaces, and transportation, and 7.15 million people are directly related to these
adversely affected sectors (PBS, 2018).
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2. Structural Vulnerabilities and Dynamic Inequalities
The Covid-19 has proved to be a mirror to the globe as it revealed the highly
inequitable world. It has drawn attention to disparities and structural weaknesses, which are
frequently the product of prolonged periods of marginalization. Although initially, the virus
spread in the rich developed countries, however, the pattern quickly reversed. It was easier
for wealthy groups of people to comply with preventive measures of the pandemic as they
had secure jobs, and they were able to do their jobs from home without getting exposed to
the virus. Due to socio-economic differences in underlying health conditions, they were also
less vulnerable to severe illness and death (Patel & Hardy, 2020). However, black and ethnic
minorities died at higher rates than other groups in the United Kingdom and the United States
(Freshour & Williams, 2020). The disease is depicted in its racial, gendered, and social class
components. This is referred to as 'structural violence’ (Farmer, 2001), in which diseases
disproportionately impact the poor and marginalized.
3. Instability in Health System
For decades, Pakistan has spent less than 1% on public health expenditure as a
percentage of its GDP, far lower than many developing countries (MOF, 2020). However, the
Covid-19 pandemic exposed the weaknesses of the vulnerable healthcare sector in Pakistan.
Being the 5th populous country globally with more than 210 million people, the population
per doctor is 910, and per bed, the population is 1608. Furthermore, the government's failure
to provide ventilators raises huge concerns for the well-being of the masses, as the total
number of ventilators is about 1650 for such a big country (MOF, 2020). As a resource-poor
country with an unstable healthcare system, Pakistan is vulnerable to devastating
consequences in a large-scale outbreak, as Iran and Italy have experienced. It is doubtful that
the healthcare system's present surge capabilities will withstand the shock caused by Covid19's exponential spread. There would be a nationwide scarcity of ventilators if the number of
critically ill patients needing assisted ventilation increased. If hospitals continue to be
overburdened, healthcare providers may be forced to make difficult decisions regarding who
receives access to ventilators, as has happened in Italy (Lintern, 2020).
4. Failure of Governance
More than a year since the pandemic began, not only had the government failed to
take the required steps to fight Covid-19, but the arrangements were also insufficient to ensure
the livelihood of the masses. The government proposes numerous relief programs for the
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economy's poor and middle class. Still, it was difficult to offer benefits to all people for whom
relief packages were intended due to a lack of data. Moreover, the failure to restrain the
opposition from protests during the breakout of infection makes the situation too worse to
handle (DAWN, 2021; International News, 2021). The Covid-19 proved that the moregrave issue
than the crisis is the ignorant behavior and lack of education of citizens as people have great
vaccine hesitancy WHO, (2019) that itself a big threat to wellbeing and healthcare.
Furthermore, the illogical vaccination myths, rumors, and the doubt of citizens Abbas et al.,
(2021); Ullah et al., (2021) and future impacts of vaccination on them make it harder for
governments to protect their citizens' health. On the one hand, the government works to
provide ventilators, medical equipment, and testing kits, while on the other, it strives to
persuade individuals to get vaccinated. The Pakistani people, however, are unaware of the
gravity of the situation and behaving ignorantly (Kanozia & Arya, 2021). Additionally, front-line
personnel are unprepared to deal with the situation. Thus, the government of Pakistan is
supposed to pay attention to this matter and foster awareness at all levels (Khan et al., 2020).
Despite the first-time elected administration of the "Pakistan Tehreek Insaaf" (PTI)
(Kermani, 2018) working diligently to address these challenges, they could not make significant
progress. Although the government's high degree of political commitment, the ongoing Covid19 epidemic has uncovered significant impediments and deficiencies in the health system and
raises concerns about how the administration is handling the pandemic. The current pandemic
scenario has demonstrated that conventional approaches to development and governance
are no longer adequate or relevant. However, the government has a lot of potentials to
successfully deal with the pandemic, which the author will discuss in the next section.
The Way Forward
The current pandemic crisis is a multifaceted problem for the government of Pakistan,
and it requires the government's attention on several grounds simultaneously. For example,
the Covid-19 affected the livelihood of the masses; the prevailing lockdowns raised the need
for digitalization. Moreover, the ignorant role of opposition and the general public requires reshaping governance bodies in Pakistan.
1. Governance and Social Innovation
The process of social innovation begins with identifying a problem and recognizing that
a solution is required to a social issue. Social innovation can be used to combat social
exclusion and create more sustainable forms of development by fostering collective wellbeing
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(Baker & Mehmood, 2015). Social innovation has best described as "the process of inventing,
acquiring support for, and implementing novel solutions to social needs and problems” (Phills
et al., 2008). Nevertheless, top-down assistance, mainly through state steering, is required to
fully realize social innovation's promise. In early 2020, the globe was caught off guard by the
Covid-19 epidemic, and the economy has continued to suffer a significant downturn, with
ramifications for working conditions and livelihoods (Adams-Prassl et al., 2020). Therefore, it is
critical to improving Pakistan's employment sector, fueled by competition, open cultures, and
readily available money to address lost livelihood and poverty. Social innovation should cover
both labor market innovation on a societal and organizational level for workplace innovation
and long-term inclusive growth. Furthermore, the Pakistani government must ensure that
urban elites do not impede this process by monopolizing capital. The concept of social
innovation can be used by Pakistani governmental authorities to encourage more participatory
forms of involvement in social transformation. As a result, new types of engagement and
partnerships between public and private institutions and citizens will emerge. However, there
is a more critical requirement for the 'State' to continue leading and coordinating the social
innovation process.
2. E-Governance, Digitalization and Public Service Delivery
To promote economic growth, enhancing social prosperity, and combating the impact
of the Covid-19, Pakistan requires to focus on e-governance. E-governance was found to have
a large positive impact on the economic growth of developing countries (Srivastava & Panigrahi,
2016). The idea of e-governance can also impact the progress of sustainable development
goals since SDGs are focusing on societal, economic, technological, and environmental factors.
Thus, the goal of e-governance to achieve more equitable, accountability, sharing common
resources effectively, and a gender-balanced approach perfectly complement the SDGs
(Koirala & Pradhan, 2020; Akber et al., 2017). Riley (2001) defines e-governance as “the
commitment to use appropriate technologies to improve governmental relationships, both
internal and external, to advance democratic expression, human dignity, support economic
development, and encourage fair and efficient service delivery”. In Pakistan, e-governance is
still in its early stages and experiencing challenges primarily in the implementation phase.
Nevertheless, E-governance efforts are becoming increasingly widespread, delivering a more
citizen-centric government while also lowering operational costs.
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The mishandling of public services delivery (PSD) in Pakistan is a crucial hindrance to
exemplary e-governance implementation. PSD facilitates the transparent transfer of cash and
in-kinds and reduces economic inequality, and accelerates human and social functionality
within a country (Shaikh et al., 2016). Therefore, the government of Pakistan (GOP) should
establish an unorthodox framework of e-governance for the sake of effective governance and
socio-economic development. The framework should prioritize four goals: increased social
accountability, implementing a digital service delivery system (DSDS), the system of
decentralization, and socio-economic development.
Additionally, the enhanced participation between government and citizens should be
encouraged to improve transparency in public service delivery (PSD) procedures for the
welfare and protection of all citizens. The issue of ineffective public service delivery (PSD)
systems should be addressed by the state while focusing on equity, social justice, and fair
resource allocation for socio-economic growth. Inefficiencies can lead to information
asymmetry, which can limit public participation in the development process. Therefore, the
Pakistani government (GOP) must address fundamental problems such as the barrier between
citizens and local governments, incorrect use of public resources, and top-down decisionmaking and implementation processes to achieve social and economic progress.
3. Unorthodox Model of Development
The key features of effective economic governance identified for post-pandemic
transformation include ‘distributed authority’ in business management, engagement, and
mobilization of workers. Moreover, networks and coalitions central to economic activity should
be deliberated for subsequent decisions and democratize knowledge for collective action.
The relevance of the commons – collectively managed resources in generating economic
activity and livelihoods is a primary concern. Shared networks can support effective, long-term
economic activity, not individualistic, competitive economic processes presented in traditional
economic development models in textbooks.
4. Changing Role of Politics
The changing role of politics in the post-Covid-19 transformation is inevitable. The
Covid-19 provides an opportunity for Pakistan's political leadership to experiment with new
forms of relationship and action to create alternatives. It can be unique styles of local
politics and state-citizen interactions that help in a crisis and last beyond it. Moreover, it could
also include the reformed approaches to global coordination, more structural economic and
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social reforms that lead to new development paths. The Pakistani political leadership needs
to build a more trustworthy relationship with the public. It is important to understand the
need for a good state-citizen relationship for delivering quality services by the government.
Furthermore, the public can also trust the action of their leadership and both works hand a
hand for the growth of the economy.
It is unfortunate to observe the hesitancy and doubt of the general public on the
government of Pakistan during the Covid-19 pandemic. the pandemic proved that if the state
did not maintain a strong relationship with its public, the repercussions would be alarming as
seen in Pakistan. For instance, people did not follow the lock-down SOPs because they do
not trust the actions of the PM of Pakistan which lead to a severe breakout with few days
after the 1st case of the Covid-19. (Noreen et al., 2020). Furthermore, the hesitancy towards
vaccination proved to be the failure of the state-citizen relationship because the government
failed to persuade the public to get vaccinated (Abbas et al., 2021). People did not cooperate
with the PM of Pakistan and continued to participate in the protests along with oppositions
which not only became the cause of the Covid-19 spread but also harm the economy severely
in many ways. Thus, For the transformative future, it is necessary to build a more trustworthy,
participative state-citizen relationship for more inclusive growth.

CONCLUSION
The recent history of pandemic – the Covid-19 send shockwaves to the whole globe.
The pandemic outlined many lessons and warnings for developing as well as developed
economies. The study aimed to investigate the adequacy of the government of Pakistan's
(GOP) activities in combating the epidemic and the future of governance in the post-Covid-19
era. The Covid-19 pandemic is a test case for both Pakistan and the world as a whole.
Therefore, it seems critical to learn from history and improve future preparedness for any
infectious outbreaks. The unfolding impacts of an epidemic that the author has highlighted for
the post-pandemic transformation include inequalities, poverty, sustaining the masses'
livelihood, and fulfilling the rising need for a changing role of politics with more participation
from stakeholders. Furthermore, to foster an egalitarian viewpoint and reduce poverty,
Pakistan must embrace the concept of social innovation, which should include both societal
and organizational labor market innovation for sustaining livelihoods and socioeconomic
growth. The need for rethinking extends to how we think of 'development.' It is now critical
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to shift the focus of development from efficiency to effectiveness. Social safety, basic income
for sustainable livelihoods, encouraging informal economies, and healthcare providers are all
key areas that require the attention of administrative and governmental authorities for the
transformative future.
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ABSTRACT
Japan is currently suffering severe labor shortages. This situation is also prevalent in
the public sector, including local governments. Among the developed countries, Japan has
the least number of employees in the public sector. This study aims to clarify the current
situation and issues in recruiting local government engineers in Japan. Public data on
architectural and civil engineering jobs from 23 wards of Tokyo Local government were
analyzed. In addition, interviews were conducted with architects and engineers and
questionnaires were sent to the departments of human resources, and engineering at several
local governments. The findings elucidate the measures taken by local Japanese governments
to hire engineers. The most effective measures are identified along with the challenges faced
in hiring for a position so crucial in the overall development of an area.
Keywords: professional personnel, personnel administration, collaboration, special wards of
Tokyo
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1. INTRODUCTION
1.1. The situation surrounding local government professionals
This study examines the current situation and challenges in the recruitment and
training of professional human resources in Japanese local governments, focusing mainly on
the 23 wards of Tokyo. In general, the role of government is not only changing dramatically
but also becoming more complex and sophisticated. As a result, the skills required by people
who make up the government are also becoming more sophisticated. Of course, the Japanese
government is not exempt from these global trends. In particular, Japan's local governments
are required to have a high level of “expertise” because their role is becoming much larger
due to continuous decentralization reforms (Japan Municipal Research Center 2020)[1].
However, in recent years, Japan has faced major challenges in the recruitment and
training of civil servants, who play an important role in society. First, there is an insufficient
number of applicants for civil servant positions; moreover, the quality of personnel who are
interested in becoming civil servants is declining. In addition, some local governments are
unable to meet their recruitment needs because of the small number of applicants.
Second, with regard to the training of civil servants, it has become difficult for them to
develop talented people within their own organizations and to pass on the skills necessary to
perform their duties. Unlike the image of a strong Japanese bureaucracy claimed in traditional
Japanese studies conducted mainly in the United States, the number of civil servants in Japan
is extremely small according to global standards (Maeda 2014). In Japan, human resource
development is conducted through on-the-job training within the organization. Therefore,
when the number of organizational members is small and the workload is excessive,
supervisors cannot spend time training their subordinates.
The problems described above are particularly apparent in the recruitment and training
of professional personnel engaged in specialized and technical work, rather than in clerical
work. For example, the shortage of technical civil servants, such as architects and civil
engineers, became a concern in reconstruction projects following the Great East Japan
Earthquake in 2011. In the case of the current outbreak of new coronavirus infection, a major
bottleneck is the shortage of staff at public health centers who are in charge of PCR testing
and other infectious disease countermeasures[2].
In this study, we discuss the current situation and issues regarding the recruitment and
training of professional personnel in local governments who are closely connected to our
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daily lives. Although local governments have several professional personnel, including
administrative staff as well as technical personnel, the actual situation of securing and training
such professional personnel has not been clarified[3]. In addition, while there are studies on
the principles and consequences of the behavior of civil servants with expertise from a
political science perspective, there are only a few studies that have clarified the actual
situation from the perspective of recruiting and training professional human resources.
Therefore, it would be a meaningful attempt to share information on how public sector
professionals are recruited and trained, which is still necessary under the conditions of the
declining population, low birthrate, aging society, and critical financial situation that Japan is
facing today.
The professional human resources examined in this study are architectural and civil
engineering personnel. This is because architecture and civil engineering occupations account
for the majority of professionals in local governments[4], and they are the core professionals
who support our safe daily lives through the maintenance and management of public facilities
and countermeasures against large-scale disasters[5].
As a method of survey and research, we used public data related to architectural and
civil engineering jobs to understand the current situation, as well as interviews and e-mail
questionnaires to the departments of human resources and engineering at several local
governments. The specific targets of the interviews were several wards in the 23 wards of
Tokyo. The reason for the selection of these interview targets is to show that even the special
wards of the capital city of Tokyo, where various conditions are in place and the recruitment
and training of human resources are thought to be easy, face challenges in securing and
training professional human resources. In addition, the unique hiring methods implemented
by the 23 wards of Tokyo may provide a solution to the problems of securing and fostering
professional human resources that are occurring throughout Japan.
The remainder of this paper is organized as follows. First, the shortage of engineers in
local governments is confirmed using public statistics. Next, the local government initiatives
that are making characteristic attempts to recruit engineers are introduced. Finally, the results
and challenges of these efforts are presented.
[1] An argument that classifies expertise in terms of the existence of qualifications is
Fujita (2002). Inatsugu (2011) classifies “expertise” in terms of qualification, ease of changing
jobs, and acceptability outside the local government. On the other hand, “expertise” is one
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of the basic concepts explored by public administration studies, and Fujita (2008) is a study
that further examines its semantic content.
[2] The “critical situation” of public health centers has been reported in various media
reports (e.g., Asahi Shimbun, January 8, 2021 morning edition).
[3] Timely discussions have been developed on technical and professional positions
in local governments. For example, Fujita (2002), mentioned above, addresses the existence
of qualifications, and Fujita (2020) discusses the ambiguity of technical and professional
positions in local governments. Kawate (2006) can also be cited from the perspective of the
treatment of municipal technical personnel. On the other hand, Uchikoshi (2016) examines
municipal professionals in a specific administrative field, specifically in the field of animal
administration, with a focus on veterinarians.
[4] Of the 5,874 general engineering staff in the entire special wards, 1,811 are in
construction and 2,099 are in civil engineering, accounting for more than 60% of the total
general engineering staff.
[5] Electrical and mechanical occupations are two technical occupations for which
prior research is scarce. Takemura (2019) discusses the state of the electrical and mechanical
professions, based on a review of previous studies and a questionnaire survey.
Recruitment of local government specialist
What is the situation for securing technical and professional personnel in local
governments? Considering the situation nationally, it is very difficult for local governments to
secure professional personnel. Figure 1 shows the number of examinees and successful
applicants for competitive examinations in municipalities nationwide. Evidently, the number
of examinees has decreased significantly over the past 10 years. On the other hand, the
number of successful applicants increased from 66,426 in FY2010 to 78,049 in FY2019. This is
partly because local governments are sending out more successful candidates than the
demanded number in anticipation of the successful candidates' withdrawal, which is probably
a sign that they are struggling to secure human resources. Therefore, as shown in Figure 2, the
magnification of competitive examinations over the past decade has also been on a downward
trend.
Although this data does not cover only technical personnel, we can understand how
local governments as whole face difficulties in securing human resources. Therefore, what is
the situation for local governments in terms of securing human resources for technical
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positions only? According to an independent survey conducted by Motomichi Otani, a public
administration scholar, securing technical personnel is even more difficult than securing
administrative personnel. According to table 1 showed that the average multiplier for
competitive examinations conducted in the recruitment category of “civil engineering” in
FY2017 was 2.5 times for prefectures, 2.6 times for ordinance-designated cities, 3.6 times for
other cities and wards, and 2.3 times for towns and villages, indicating considerable difficulty
compared to clerical positions (Otani 2019b: 9). Although the focus here is on “civil
engineering”, it is particularly difficult for local governments to secure professional human
resources, partly because of the substantial demand for architectural and civil engineering
positions.
It is not enough to have a sufficient number of technical and professional staff to fill
the positions. In other words, it is necessary to train hired personnel so that they can perform
specialized tasks within the organization. What is the situation regarding the training of
technical and professional staff? Local governments face difficulties in training and securing
human resources. In the earlier survey that confirmed the status of securing the capacity of
technical personnel in local governments, of the 200 organizations that responded to the
questionnaire, 53 organizations for architectural positions and 64 organizations for civil
engineering positions recognized that they were unable to secure the technical skills of their
staff (Japan Municipal Research Center 2020: 276). As for the reasons for this lack of technical
personnel skills, it has been cited that it is difficult to share and pass on technical skills to the
next generation and that there is no room to improve technical skills due to the increase in
workload and qualitative changes (Japan Municipal Research Center 2020: 277, 294). The
problem of skill shortage among technical personnel is particularly pronounced in smaller
municipalities. In short, the small overall number of technical personnel cast a large shadow
on the availability of technical skills.
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Figure 1: Number of examinees and successful applicants for competitive examinations in
local governments
Source: Compiled by the Author from the "Results of Survey on Working Conditions of Local
Governments in (2019)”.
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Figure 2: Average competitive ratio for competitive examinations in municipalities
Source: Compiled by the Author from "Results of Survey on Working Conditions of Local
Governments in 2019.
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Table 1: Results of "Civil Engineering" recruitment examinations conducted in 2010 and
2017
Recruitment examinations for
general administrative positions

Civil engineering employment examination

FY

Prefectures

Ordinancedesignated
cities
Other cities &
special wards

Towns & Villages

successful
Average
Successful examinees
Applicans Examinees
Competitive
examinees
who
ratio
withdrew

Withdrawal rate
among
successful

Withdrawal rate
Average
Competitive
ratio

examinees

among
successful
examinees

FY2010

3,756

2,565

691

110

4.9

8.7%

14.1

16.6%

FY2017

3,483

2,569

1,022

186

2.5

13.6%

6.9

20.9%

change

▲ 273

4

331

76

▲ 2.4

4.9%

▲ 7.2

4.3%

FY2010

1,909

1,387

470

22

4.0

6.5%

12.6

13.8%

FY2017

1,555

1,060

460

29

2.6

6.7%

9.1

16.4%

change

▲ 354

▲ 372

▲ 10

7

▲ 1.4

0.2%

▲ 3.5

2.6%

FY2010

6,030

4,411

864

86

5.3

9.9%

14.5

7.4%

FY2017

5,459

4,192

1,265

239

3.6

18.8%

10.2

10.9%

change

▲ 571

▲ 219

401

153

▲ 1.7

8.9%

▲ 4.3

3.5%

FY2010

129

93

25

3

3.8

15.0%

10.1

4.2%

FY2017

362

292

88

19

2.3

17.1%

6.8

9.9%

change

233

199

63

16

▲ 1.5

2.1%

▲ 3.3

5.7%

Source: Prepared by the Author Based on Excerpts from Otani (2020: 52), Figure 5.
1.1. Circumstances surrounding specialized human resources for special wards
Although several local governments nationwide face challenges in securing and
developing professional human resources, why does this study focus on the special wards?
According to Nozomi Matsui, a public administration scholar, the discourse on the shortage of
professional human resources in local governments that has been cried out in recent years,
including the report of the 32nd Local Government System Research Council, indicates a
situation of "absence" rather than a strict “shortage” of professional human resources (Matsui
2020: 57-58). In other words, the smaller the size of a municipality, the more likely it is that
professional human resources are not assigned to it, and the more unevenly distributed the
professional human resources are.
If that is the case, then do special wards, the most populous urban municipalities in
Japan, face the challenge of securing and training professional human resources? The
population of special wards will continue to grow until 2035, and the elderly population will
reach its peak in 2055 (Kuchokai Institute for Research and Study 2020: 10-11). These
demographic trends in the special wards are very different from the national trends, where
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the population has already entered a phase of decline and the elderly population will peak
by 2040. In other words, the special wards are relatively fortunate when viewed from a
national perspective.
However, despite the seemingly blessed situation, the unique circumstances
surrounding the special wards pose challenges that other municipalities do not have to deal
with. Being the most densely populated municipality in Japan means that the maintenance
and management of public infrastructure that supports the lives of these people is a heavy
burden. In addition, due to the large absolute number of the elderly population and the small
range of population decline, it is necessary not only to maintain and manage the public
infrastructure but also to respond to new demands. Furthermore, the importance of
countermeasures against emerging infectious diseases in densely populated areas, such as the
current new coronavirus infections, and countermeasures against large-scale disasters, such as
the earthquake that is expected to hit the Tokyo metropolitan area in the future, are also
being studied (Kuchōkai Institute for Research and Study 2020: 44-46, 54-55). Therefore, it is
highly likely that special wards will find it difficult to adequately respond to these
administrative demands (Kuchōkai Institute for Research and Study 2020: 86-87).

2. STATUS OF SECURING PROFESSIONAL HUMAN RESOURCES IN SPECIAL
WARDS
Assignment status of architectural and civil engineering positions
Now, we check the status of securing professional human resources (architectural and
civil engineering staff) in special wards. First, as a prerequisite, we check how many
architectural and civil engineering staff are assigned to each ward. Figure 3 shows the trend of
the number of construction and civil engineering staff in the special wards using the data from
the “Local Government Capacity Management Survey” conducted by the Ministry of Internal
Affairs and Communications. As of April 1st, 2020, there were 1,855 construction workers and
2,318 civil engineering workers in special wards as a whole. Comparing the number of
construction and civil engineering staff, the number of civil engineering staff is higher, and the
number of civil engineering staff is about 1.25 times the number of construction staff. The
number of civil engineering workers is approximately 1.25 times that of architectural workers.
The number of architectural staff increased by 453 (from 1,402 to 1,855) between 2005 and
2020, while the number of civil engineering staff increased by 536 (from 1,782 to 2,318).
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As Matsui (2020: 58) points out, there is an increase or decrease depending on the
demand for each type of professional personnel[1]. Figure 4 shows the trend in the total
number of employees in local governments from 1995 to 2020. Although the data includes
occupations other than engineering, it shows that the total number of municipal employees
continued to decline from 1995 to 2010. In contrast to this decline in the total number of
employees, the slight increase in the number of employees in recent years can be interpreted
as a radical change from the sharp reduction in the number of employees.
Next, we check the status of the architectural and civil engineering positions in each
ward. Figure 5 shows the changes in the number of architectural and civil engineering staff in
each of the special wards from 2005 to 2020. While it is natural that the number of
architectural and civil engineering staff differs, there are variations in the ratio of architectural
and civil engineering staff and the degree of increase or decrease in each ward. First, wards
with a large population tend to have a large number of architectural and civil engineering staff
(Figure 6 and 7)[2]. The Setagaya ward, which has the largest population, has the largest
number of architectural and civil engineering staff, while the Chiyoda ward — with the smallest
population — also has a certain number of architectural and civil engineering staff. In other
words, regardless of the size of the population, a minimum number of architectural and civil
engineering positions is necessary to provide administrative services[3].
Second, the ratio of architectural staff to civil engineering staff varies greatly in each
ward. Figure 8 shows the ratio of the number of architectural staffs to the number of civil
engineering workers in each ward in 2020. The ratio of construction workers to civil engineering
workers is generally around 70 %–80%, but unlike other wards, the Chiyoda, Shinjuku, and Kita
wards have more construction workers. On the other hand, in Shinagawa, Katsushika, and
Edogawa wards, the number of construction workers is approximately half that of civil
engineering workers. The demand for each type of occupation differs in each ward.
Third, the ratio of increase/decrease in the number of architectural and civil
engineering jobs also differs in each district. Figure 9 shows the ratio of increase/decrease in
the number of architectural and civil engineering staff in 2020 compared to 2005. In this graph,
for example, if the ratio of increase/decrease is set to 1, the number of employees doubles
from 2005 to 2020. As can be seen from the graph, the ratio of increase/decrease for each job
category differs greatly in each ward. On the one hand, there are wards such as Chiyoda (civil
engineering), Meguro (architecture), Toshima (architecture), and Adachi (architecture and civil
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engineering), where the number of employees has hardly increased, compared to 2005. On
the other hand, it can be confirmed that some wards have significantly strengthened their
engineering staffing structure, as is particularly evident in the Nakano (civil engineering) and
Katsushika (architecture) wards.
[1] In interviews with each of the special wards, it was recognized that reducing the
number of employees at the same pace as before, would be difficult from the perspective of
maintaining the administrative structure.
[2] Figures 6 and 7 show scatter plots using the number of building and civil engineering
employees in 2020 and the population of each ward in 2019. The correlation coefficients
between the variables are 0.8626 for the number of construction workers and the population
of each district, and 0.9353 for the number of civil engineering workers and the population of
each district.
[3] On the other hand, the situation where the minimum number of personnel is
secured for the different population sizes of the wards needs to be examined from the
perspective of the historical history of personnel administration in special wards and the
metropolitan financial adjustment system (Tsuchiya 2011).
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Figure 3: Number of employees in architectural and civil engineering positions in special wards
Source: Compiled by the author from "Capacity Management Survey of Local Governments,"
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Table 4, Number of Employees by Job Category (General Administration Division) (Hokkaido to
Okinawa Prefecture), each year's edition.
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Figure 4: Total number of employees in local governments
Source: Compiled by the author from "Overview of the Results of the FY2020 Local Public
Entity Capacity Management Survey," local public entity capacity management survey.
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Figure 5: Allocation of architectural and civil engineering positions in each special ward
Source: Compiled by the author from "Overview of the Results of the FY2020 Local Public
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Figure 6: Relationship between architectural jobs and population in each special ward
Source: Compiled by the author from Capacity Management Survey of Local Public
Entities. Table 4, number of Employees by Job Category (General Administration
Division) (Hokkaido to Okinawa Prefecture), each year's edition, and "Population and
Households in the 23 Wards" (website of the Conference of special wards).
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Source: Compiled by the author from "Overview of the Results of the FY2020 Local Public
Entity Capacity Management Survey," local public entity capacity management survey.
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Source: Compiled by the author from "Overview of the Results of the FY2020 Local Public
Entity Capacity Management Survey," local public entity capacity management survey.

256

2.1. Current status of recruitment and attempts to secure human resources for
architectural and civil engineering positions
Next, we consider the situation of securing architectural and civil engineering positions
in special wards. The special wards are the only ones in Japan that have formed a special
ward personnel and welfare affairs union and established a personnel committee based on
the partial administration union system. This joint processing of administrative work related to
personnel administration makes it possible for special wards to secure human resources as
one (Matsui 2020: 60-61)6.
First, we check the status of the recruitment examinations for architectural and civil
engineering positions in the special wards as a whole. Table 2 shows the latest status of
recruitment examinations for FY2020. Overall, 16,860 people applied for the exam, 9,566
people took the first exam, and 2,342 people passed the final exam, compared to the 1,276
people expected to be hired. The final passing rate for those who underwent the first
examination was 24%.
The number of applicants for clerical positions is 14,339, which is approximately 85%
of the total number of applicants for Class I examinations (general system) in special wards.
The number of applicants for the exam is 8,121, which is 57% of the total number of
applicants, indicating that many people will not actually take the exam. The passing rate for
the first examination was 59%; similarly, the passing rate for the second examination was 79%.
The final pass rate for those who underwent the first examination was 21%.
On the other hand, if we look at the technical positions covered by this study, the
number of applicants for architectural positions is 160, while the number of applicants
planned to be hired was about 50. The number of applicants for architectural positions was
160, while the number of planned hires was approximately 50. The number of examinees was
101, and the ratio of applicants to examinees was 63%, which is not much different from that
of clerical positions. However, the pass rate for the first exam was 87%, and that for the
second exam was 89%, showing a marked contrast to the clerical positions. In addition, the
final pass rate for those who took the first exam was 40%. As in the case of architectural
positions, civil engineering positions also tend to have high pass rates for applicants. The
number of applicants for civil engineering positions is 432, compared to the expected number
6

For a study that analyzes the process by which the Tokyo metropolitan government and the special wards gradually weakened their
unity and strengthened the unity of the special wards with each other in terms of personnel administration, see Tsuchiya (2011) above.
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of 48, and the number of examinees is 201, for an examination rate of 47%. The pass rate for
the first examination was 90%, the second examination was 86%, and the final pass rate for
the first examination was 33%.
Next, we checked the changes in the ratio of applicants passing the examinations for
architectural and civil engineering positions. Figure 10 shows a time-series graph of the ratio
of applicants who passed the exam for architectural and civil engineering positions in the
Special Administrative Region I recruitment exam. For reference, the ratio of applicants who
passed the exam for administrative positions is also shown. This chart shows that the ratio of
applicants who pass the exam to those who pass it is on a long-term downward trend. In
addition, the pass rate for architectural and civil engineering positions is around 2-3 times
lower than that for clerical positions. It is evident that special wards as a whole are struggling
to secure staff, and it can be seen that architectural and civil engineering staff are having a
hard time being recruited, just as there is a nationwide shortage of technical staff[1].
[1] Matsui (2020: 62) points out that the lengthening of the examination period through
“wide-area cooperation” is one of the reasons for applicants who apply for jobs in the private
sector to also decline taking the exam.
Table 2: Implementation Status of the Special Administrative Region I Recruitment
Examination (General System) (FY2020)
Number of
people to be
hired

Number of
applicants (A)

General Administrative
Staffs

906

Civil Engineers

Examination Category

1st stage employment examination

2nd stage employment examination

Examinees(B)

(B)/(A)

14,339

8,121

57%

4,791

59%

2,197

1,741

79%

21%

48

432

201

47%

180

90%

77

66

86%

33%

Architectual Staffs

50

160

101

63%

88

87%

45

40

89%

40%

Total*

1276

16,860

9,566

57%

6,038

63%

2,932

2,342

80%

24%

pass rate

Successful
Examinees
applicants

pass rate**

Successful
applicants

pass rate

Note: * includes all occupations other than clerical work, civil engineering, landscape
gardening (civil engineering), and architecture.
Note: * includes all positions other than clerical work, landscape gardening (civil engineering),
and architecture.
Note: ** The pass rate is the ratio of applicants who passed the second examination to those
who took the first examination.
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Source: Prepared by the author based on the "Implementation Status of Recruitment
Examinations (Selection) for Special Ward Officials" (website of the Special Wards Personnel
Commission).
Thus, even in the special wards that occupy the central part of Tokyo, it is difficult to
secure human resources for architectural and civil engineering positions. For this reason,
special wards are taking various measures for technical personnel who face difficulties in
securing human resources (Partial Affairs Association of Tokyo Metropolitan Area Cities for
Personnel Affairs and Welfare Services 2020: 20-21). The first was to expand the scope of the
recruitment examination. In the cleaning business, limited experienced recruitment for
mechanical and electrical positions had been conducted since 2005, but in 2007, recruitment
examinations and selections were started for other positions as well, to utilize knowledge and
experience gained in the private sector, etc., as an immediate asset. Furthermore, in 2016, the
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upper age limit for eligibility was raised from under 28 to under 32 for clerical work and the
so-called four major technologies among the Class I examination categories. These measures
have helped expand employment opportunities for special ward officials.
In 2004, the date of the first round of Class I examinations was moved up by about
one month to secure qualified personnel. In 2004, the date for the first round of Class I
examinations was moved up by about one month to secure qualified personnel, from the
viewpoint of placing greater emphasis on the personality of the candidate, the number of
interviews was increased to two for administrative positions, and a problem-based essay
examination was introduced for technical positions. Later, in 2008, the number of interviews
was increased to two for technical positions, further reinforcing the emphasis on personality
in the content of the examinations. Furthermore, in 2013, the final acceptance announcement
date for engineering positions, which are "difficult to secure," was moved earlier than for other
examination categories, in an attempt to reduce the percentage of applicants who withdrew
from the examination after applying to private companies. Since then, the timing of
recruitment examinations has changed as required, based on the recruitment schedules of
private companies.
Another important change in the content of the examinations, which is a measure to
secure technical positions is the “new recruitment system for civil engineering and
architecture” which has been in effect since 2014. In addition to the professional examinations,
this system requires an aptitude test that is "also used in recruitment examinations for private
companies" to "make it easier for those who want to work for private companies and those
who do not have enough time to prepare for the examinations" to take the examinations
instead of the liberal arts examinations and essay examinations required in the general
system[1]. Under the new system, the first round of the examinations will be completed in 1
hour and 30 minutes, and the aptitude test in 27 minutes, compared to 2 hour for the general
test, 1 hour and 30 minutes for the specialized test, and 1 hour and 20 minutes for the essay
test. The introduction of this new system was effective in securing the number of
examinees[2]. Thus, by changing the examination schedule and content to a "reduced
examinee burden" system[3], it can be seen that even special wards are struggling to secure
qualified personnel.
The third is to strengthen recruitment publicity activities related to technical positions.
In recent years, wide-area and urban municipalities have been actively providing recruitment
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information through brochures and websites (Otani 2019a: 151-152). In special wards as well,
to evoke an image of what it is like to work in a special ward in candidates, not only is
information presented on what kind of municipality the special ward is and what kind of
personnel it is looking for, but also information on the work content and schedule for each
department and job category is provided in pamphlets and on websites, including photos of
staff. In particular, for technical staff, pamphlets, and other materials continuously feature job
descriptions and attractiveness, as shown in Figure 11, indicating that they are making efforts
to secure human resources[4].
In addition, the government is actively implementing measures to secure examinees,
such as holding information sessions jointly with the 23 special wards (Figure 12) and
participating in information sessions organized by universities, university co-ops, and
preparatory schools for qualifying examinations[5]. In light of the difficulty in securing
candidates for these positions, the government is also holding a separate “Technical
Recruitment Forum” for technical positions (Figure 13) and holding school information sessions
for candidates for technical positions[6].
[1] Information on the 2020 recruitment examination for special wards (Tokyo 23
wards) officials I (new system for civil engineering and construction).
[2] The Special Wards Personnel Commission, keeping in mind that human resources
will flow to the private sector due to the increased demand for construction related to the
Tokyo Olympics and Paralympics, conducted the test for this new method in September in
addition to the regular recruitment conducted in May every year (Nikkan Kensetsu Kogyo
Shimbun, December 25, 2014).
[3] According to Otani (2019a), local government hiring examinations are changing from
an “academic ability-oriented” to a “personality-oriented” and even “examinee burdenreducing” approach. Traditionally, these changes were aimed at securing significant human
resources to run local governments in the era of decentralization, but in recent years, the
hiring methods have changed to cope with the difficulty of securing human resources in local
governments.
[4] Every year, a special website is created to promote the appeal of the engineering
profession (Special Site for the Joint Briefing Session and Technical Recruitment Forum for the
23
Special
Wards,
the
Special
Wards
Personnel
Commission,
http://www.tokyo23city.or.jp/saiyo/2020/23forum2020/index.html#banner_area).
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[5] As for the joint briefing sessions for the 23 wards for FY2021 recruitment, despite
the new coronavirus disaster, they have decided to conduct the sessions online to secure
candidates (Special Site for the Joint Briefing Session and Technical Recruitment Forum for the
23
Special
Wards,
the
Special
Wards
Personnel
Commission,
http://www.tokyo23city.or.jp/saiyo/2020/23forum2020/index.html#banner_area).
[6] The results for fiscal 2019 show that they have held information sessions at socalled science universities and participated in industry seminars for technical jobs conducted
by qualification exam prep schools and private human resources information service
companies (see the website of the Personnel Committee of the Special Administrative Region,
“Results of Information Sessions for Universities and Other Institutions in Fiscal 2018”:
http://www. tokyo23city.or.jp/saiyo/college/h30.htm).

Figure 11: Examples of special features for technical staff on the website (FY2021)
Source: Prepared by the author from the Special Wards Personnel Commission website.

Figure 12: Special website for the 23 special wards joint information session and forum for
recruiting technical personnel (FY2021)
Source: Prepared by the author from the Special Wards Personnel Commission website.
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Figure 13: Technical staff Recruitment Forum (FY2021)
Source: Prepared by the author from the Special Wards Personnel Commission website.
1.1. Situation in the Tokyo Special Wards where the interviews were conducted[1]
Based on the situation regarding the securing of architectural and civil engineering
personnel in the special wards as a whole that we have clarified so far, we now listen to the
voices of the wards that we interviewed. First, we examine the status of securing professional
human resources in each of the wards we interviewed. On the other hand, it became clear
that there is not a complete lack of concern about securing professional human resources
and that each ward has its perception of various issues.
In particular, when it comes to securing professional human resources, there is
competition with other entities, and they seem to compete with each other for the small pie
of technical jobs. For example, when it comes to securing technical personnel, competition
generally occurs in the private sector. As is the case with other occupations, the popularity of
civil servants declines during boom times, and people flow to the private sector, while the
popularity of civil servants rises during recessions. For this reason, many wards recognize that
there will be competing with private companies for technical positions, especially during boom
times. In addition, as a special circumstance in recent years, the increase in demand for
engineering positions due to the hosting of the Tokyo Olympics and Paralympics may make it
difficult to secure personnel, especially for architectural positions. In addition, as a result of
the competition for these technical positions, problems may arise not only in terms of the
number needed but also in terms of the quality of available human resources.
However, the competition for these technical jobs is not limited to the private sector.
In other words, there is competition with other municipalities in the special section or the
neighborhood for the recruitment of technical personnel. For example, some wards are
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already in competition with other wards and expect that it will be difficult to secure technical
positions in the future. In addition, in the peripheral wards bordering other municipalities,
there is competition with neighboring municipalities in Chiba and Kanagawa prefectures, which
may cause some people to withdraw.
Recruitment examinations in the special wards are collectively conducted by the
Special Wards Personnel Commission, but each ward is hiring. Therefore, for each ward to
secure talented human resources, it is necessary to take measures to ensure that the final
applicants choose their ward as their first choice. In addition to the measures taken by the
special wards as a whole, what measures are being taken by the wards interviewed to secure
technical personnel?
The first is to provide recruitment information unique to each ward. Apart from the
recruitment pamphlets of the Special Wards Personnel Commission, each ward prepares its
recruitment pamphlet with its unique flavor. In addition, each ward holds its recruitment
information sessions, and recruitment-related events are separate from the 23 wards' joint
information sessions. For example, in Suginami Ward, a recruitment event called “Suginami
Recruit Festival (Sugifes)” is continuously held by young staff volunteers. This event is an
"unofficial job-hunting student support event by Suginami Ward employees" that is held "from
the perspective of job hunters[2]. Young employees who were job hunters until recently
provided consultation on various questions that job hunters aiming to become civil servants
have and this is thought to play a role in supplementing the information provided informal
information sessions. Although each ward has its initiatives for this kind of interaction with
young employees, the “Suginami Recruitment Festival” is worthy of special mention because
it is a continuous and large-scale event.
The second was the internship program in each ward. The purpose of the internships
is to give prospective public servants a concrete image of what it is like to work in a special
ward through work experience. Those who are not interested in public service itself but are
only interested in the compensation will enter the special wards and receive a reality shock
due to the gap between their image of working and what they had imagined, which may cause
them to lose their commitment to the organization and, in some cases, may even lead to
them leaving the organization. To avoid such a situation, it is important to deepen the
understanding of public services through work experience. For example, in Toshima City,
universities accept undergraduate and graduate students for five to ten days during the
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summer vacation period as an internship program. The departments that accept students vary
depending on the year of the project, but various departments from planning and general
affairs to culture, tourism, and child-rearing support accept students[3].
The third is the implementation of a unique recruitment system. Among the special
wards, only the Edogawa Ward has its unique recruitment system. Edogawa Ward hires people
who wish to work only in Edogawa Ward to hire enthusiastic people who want to contribute
to the Edogawa Ward government, not people who think that “any ward is fine as long as I
can find a job[4]”. The difference in the recruitment flow from the other 22 wards is shown in
Figure 14. Specifically, those who pass the recruitment examination conducted by the Special
Wards Personnel Commission are placed on the list of candidates for employment, in the
order of their performance. Of these candidates, all those who entered only Edogawa Ward
as their preferred ward when applying for the examination to the Special Wards Personnel
Commission will be presented to Edogawa Ward. On the other hand, those who wish to apply
to other wards are required to enter up to three choices of their preferred wards, which will
be taken into consideration and presented to each ward, where they will be interviewed and
selected. By implementing this unique recruitment system, it is possible to secure talented
human resources and prevent mismatches caused by the inability to work in the ward of one's
choice[5].
[1] The contents of this section are based on an interview survey of each special ward.
[2] According to the website of the “Suginami Recruit Festival”
(https://sugifes.wixsite.com/sugifes-2020), the festival has been held every year since 2010, as
far as we can confirm from the website.
[3] "Introduction of Toshima City's internship program" homepage
(https://www.city.toshima.lg.jp/031/kuse/jinji/2004091844.html).
[4] Edogawa
Ward
Employee
Recruitment
Guide
(https://www.city.edogawa.tokyo.jp/e011/kuseijoho/saiyoboshu/shokuinsaiyo/guide.html).
[5] In an interview with the department in charge of human resources in Edogawa Ward,
the real feeling in the field is that by hiring on a unique single-application system, they have
already succeeded in eliciting commitment to the ward from the time of training for new
appointments.
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Figure 14: Process from application to employment
Source: FY2021 Edogawa Ward Employee Recruitment Guide, p. 11.
Status of professional human resource development in Tokyo Special Wards
1.1. Efforts to develop professional human resources throughout the Tokyo
Special Wards
As long as talented people are hired, this does not mean that hired people will
naturally become proficient in their work. In addition, in the public sector, which is a prime
example of a Japanese organization with “membership-type”[1] employment practices,
human resource development after hiring is crucial. Even in technical positions, where people
with a certain degree of academic expertise related to the job are hired, the importance of
human resource development is the same as in any other occupation.
To develop human resources for these technical positions, personnel exchanges with
other local governments, various training programs, and on-the-job training (OJT) are being
implemented nationwide. In particular, small-scale local governments tend to have fewer
opportunities for building and civil engineering professionals to study through their work, as
there are fewer large-scale construction projects (Furuya 2020: 114). Therefore, external
organizations, such as training institutions established by other local governments or regional
governments, are utilized (Matsui 2020: 63).
How do special wards conduct human resource development for technical personnel?
What is unique about the efforts of the special wards is that joint training is conducted at the
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Special Ward Staff Training Institute established by the Partial Affairs Association of Tokyo
Metropolitan Area Cities for Personnel Affairs and Welfare Services. A wide range of training is
provided, from basic training courses for first-time employees to knowledge of laws and
regulations related to the work they are in charge of, examination of specific cases, and OJT
(Matsui 2020: 64). To give one specific example, among the specialized training courses, the
training course for building supervisors in the field of urban development was implemented
on a trial basis and was so well received that it was decided to be implemented on a full
scale. This is because there is a shortage of qualified first-class architects and building
supervisors in the special wards[2].
1.2. Situation in the Tokyo Special Wards where the interviews were conducted[3]
To develop excellent technical personnel, non-routine training at the Special Ward
Staff Training Institute is insufficient. Rather, OJT was conducted through daily work
performance in each ward to which the individual technical staff belongs and career design of
what kind of technical staff should be developed through personnel policies such as
personnel transfers. We now look at the efforts to develop human resources for technical
personnel in the wards covered in the interview survey.
The first is training to acquire the knowledge and skills necessary for technical positions.
In addition to having employees participate in specialized training at the Training Institute for
Special Ward Officials, OJT is also provided in the workplace of each ward in line with the
content of their work. In addition, to acquire knowledge of new technologies, they are
encouraged to actively participate in external technical seminars conducted by private
companies, and technical staff other than those in charge are also allowed to observe the
actual use of such technologies, thereby sharing knowledge and skills.
Second is the encouragement of the acquisition of qualifications. For qualifications that
contribute to the execution of work based on technical expertise, the company provides
incentives to acquire such qualifications by partially subsidizing the cost of training and
courses. For example, for architectural positions, the company encourages employees to
become first-class architects and building standard compliance judges (building inspectors);
for landscaping positions, the company encourages employees to obtain at least the first level
of landscape architecture construction management. In addition, to deepen their
understanding of urban planning, they encourage their employees to obtain a chief real estate
transaction officer certification and to deepen their understanding of asphalt and concrete,
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they encourage their employees to obtain a level 2 civil engineering construction management
certification.
The third is career design to cultivate expertise as technical personnel. Approximately
career design, the transfer policy differs from ward to ward, but many wards conduct
personnel transfers so that young employees can have a broad experience in departments
where the relevant technical positions may be assigned during their first 10 years of
employment so that they can have a bird's eye view of the entire business. For this reason,
some wards have longer intervals between personnel transfers compared to clerical positions,
and some wards have standardized personnel transfers, such as having employees experience
three different locations in 10 years. In addition, if they have a specific job in mind that they
want a particular technical staff member to be engaged in in the future, they may assign the
staff member to a related job at an early stage.
1. Challenges and prospects for securing and developing professional human
resources in Tokyo special wards
So far, we have clarified the current status of securing and fostering professional human
resources in special wards. Finally, I present the challenges and prospects for securing and
fostering professional human resources in special wards.
The first issue facing special wards in terms of securing professional human resources
is the decline in the quantity and quality of professional human resources. As mentioned
above, at present, the demand for specialized human resources in special wards has been
met. However, not only are we struggling over the long term to secure candidates for technical
positions, but also the private sector, neighboring municipalities other than the special wards,
and even special wards are competing with each other for the precious pie of specialized
human resources. Some local governments are already unable to meet the demands of
technical personnel, even after recruiting several times a year[4]. Although they may not have
the same sense of urgency as other local governments in securing professional human
resources, it will only be a matter of time before the situation of difficulty in securing
professional human resources comes to special wards.
The second issue that special wards face about the development of professional
human resources, is the problem of technical succession due to the small number of technical
positions and the distorted age structure. Figure 15 shows the age structure of architectural
professionals in the wards for which data were provided and in the special wards as a whole.
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The horizontal axis shows the age groups (the first age group is 22-25 years old, and thereafter
the age groups are divided into 5-year intervals), and the vertical axis shows the number of
employees in each age group, but it can be seen from the graph that the number of
employees in each age group itself is small. The graph also shows that the number of
employees in each age group is small and that the middle-ranking employees in their 40s and
50s, who play a central role in the organization, are in a large valley due to the effects of
reduced hiring and other factors, resulting in a distorted age structure. Although the situation
may differ from ward to ward, the age structure of the wards for which the data were provided
is particularly distorted compared to the trend for the special wards as a whole. The special
wards have already shown a sense of crisis, in that the skills required for technical positions
are not being passed on to the younger employees who will be responsible for the next
generation, due to this situation.
Third, as special wards face difficulties in securing and developing specialized human
resources, a possible way to cope with these difficulties would be to further strengthen the
coordination and cooperation among special wards. As it has already become difficult to
secure professional human resources nationwide, the report of the 32nd Local Government
System Research Council has indicated a policy of “joint utilization” of professional human
resources (The 32nd Local Government System Research Council 2020: 14).
Before these discussions (for example, in the Nara Prefecture) the prefectural
government and municipalities in the prefecture that wishes to participate in the program
jointly administered the employment examination (Otani 2020a: 38-39). In this so-called “Nara
model,” the prefectural government and participating municipalities jointly administer the first
round of liberal arts examinations and specialized examinations, and each candidate takes the
second round of examinations administered by each municipality based on his or her
performance in the examinations and his or her desire at the time of application[5].
In addition, from 2020, prefectures will increase the number of technical staff who are
difficult to secure in smaller local governments, and a scheme to secure them collectively as
a new “group of technical staff” has been launched[6]. When prefectures increase the number
of technical staff to secure a shortage of technical staff in times of peace and medium- to
long-term dispatchable staff in times of large-scale disasters, local governments will be
provided with local financial measures to cover the personnel costs of the increased staff.
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During this trend of “joint utilization” of professional human resources, special wards
already have a rich history of “wide-area cooperation” in securing and training technical
personnel (Matsui 2020). In general, for diverse administrative organizations to carry out
administrative activities through cooperation and collaboration, the “place” where the various
organizations and people involved in the collaboration gather, the “people” who are the staff
for the collaboration, and the “system” as formal and informal rules that govern such
collaborative relationships play important roles (Ito, ed. 2019). In this regard, if we consider
the “joint utilization” of specialized human resources in special wards, we can see that the
Special Wards Personnel Commission has been established under the Partial Affairs Association
of Tokyo Metropolitan Area Cities for Personnel Affairs and Welfare Services and that the
special ward is not only engaged in collective recruitment of human resources but also in
human resource development at the Special Ward Staff Training Institute. This has already
been mentioned previously. In addition, there is a unified approach to the selection of
managers, and because of the historical background, there is also a basic unification of salaries
and other aspects of treatment. In other words, there are “places” and “people” for the
“joint utilization” of specialized human resources, and the “system” that regulates such
cooperation has been developed to a certain extent. It can be said that the conditions that
form the basis of cooperation for the “joint utilization” of specialized human resources in the
special wards are outstanding compared to other municipalities.
Certainly, from the perspective of respecting local autonomy, the personnel
administration of hiring and training the human resources required by each ward on its
responsibility is a fundamental part of local autonomy. However, the above-mentioned
scheme of “joint utilization” by professional personnel does not in any way damage the
autonomy of each ward. This does not mean that all specialized personnel should be pooled
and utilized in all special wards, but rather that cooperation should be promoted for those
roles that require specialized personnel to be handled in a broad and standardized manner.
For example, in response to the crisis of decreasing the number of technical personnel who
are responsible for the maintenance and management of aging social infrastructure, so-called
“construction technology centers” have been established across a wide area to provide
technical support to local governments, develop human resources, and order infrastructure
inspections on a regional basis (Kenmochi 2020).
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Furthermore, the “joint utilization” of professional human resources through such
coordination and cooperation is not a passive stopgap measure to cope with the “supply
crisis” in the age of limited resources. Rather, in the special wards, which currently have more
favorable conditions than other municipalities, this kind of collaboration and cooperation is
nothing but a proactive and future-oriented attempt to secure administrative resources to not
only stably provide administrative services to citizens but also to develop creative and
ingenious local autonomy in the coming “age of resource constraints.”
[1] “Membership-based employment” refers to the employment practice of entering
into a “membership contract” with an organization without defining detailed job descriptions
(Hamaguchi 2009).
[2] Tosei Shimpo (August 30th, 2011).
[3] The contents of this section are based on an interview survey of each special ward.
[4] In Shiga Prefecture, for example, since 2012, the prefecture has been using "special
recruitment" in October to fill the recruitment quota that cannot be secured through the
regular June recruitment alone. However, in 2017, the final number of successful applicants
for the regular recruitment and the special recruitment did not reach the quota (Nikkei Cross
Tech, March 9th, 2020).
[5] The website of the "Nara Prefectural and Municipal Civil Engineering Personnel
Recruitment Joint Examination" (http://www.pref.nara.jp/42115.htm).
[6] “Strengthen the System for Municipal Support and Medium to Long-Term Dispatch
by Enhancing Technical Staff” (https://www.soumu.go.jp/main_content/000722257.pdf).
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Figure 15: Age structure of construction workers (wards A-C, all special wards)
Source: Prepared by the author based on materials provided by each special ward and by the
Kuchokai Institute for Research and Study.
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ABSTRACT
The COVID-19 crisis has forced governments around the world to rethink their
policymaking and policy implementation processes to alleviate the catastrophic impacts
brought about by this deadly virus. The effectiveness of responses from human beings seems
to be highly varied throughout the globe. Although it has limited resources, Vietnam’s handling
of this highly infectious virus outbreak has been widely praised at home and abroad. This
paper investigated the Vietnam policy responses leading to the success story. Qualitative
research was conducted to analyze Vietnam policy responses through content analysis. It
found that Vietnam policy reflecting the commitment of “No One Left Behind” and the 2030
Agenda for Sustainable Development is a good model to respond to this enormous challenge.
Based on that commitment, the country’s success story should be derived from implementing
agile and adaptive practices based on good governance.
Keywords: Vietnam, Vietnamese government, COVID-19, good national governance, the
pandemic, No One Left Behind.
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INTRODUCTION
As a country of the one-party system, Vietnam has developed an effective model of
infectious disease control, which includes tracing back first infection cases, and with people
strictly following preventive and control guidelines from the public healthcare system. With
this form of governing, some critics still argue that the Communist Party of Vietnam may be
“lucky”, or otherwise “has sealed off the real statistics of infections”. Several Vietnamese
watchers argue that Vietnam’s “one-party rule as a whole” is easier to tighten, isolate areas
with infection cases, and control media for the sake of limiting transparency (Binh, 2020).
Despite such observation, it cannot be denied that Vietnam has a variety of conditions, such
as being as a multinational race with a population of 97 million, among them, millions of poor
people scattered across the country, and having limited resources to respond to the COVID19 crisis, Vietnam has had so far low infection rates than other developed countries (Tran Thi
Phuong Thao, 2021).
Vietnam has recorded over 3000 cases since the beginning of the outbreak. Vietnam is
a country with a much lower number of people infected with the COVID-19 than China, Japan,
and the United States. Vietnam’s local cases reached 3710 on 14th May, while China recorded
90,815 infections (May 14th, 2021), 651.702 in Japan (May 13th, 2021) 33.624.904 in the US (May
14th, 2021). Similarly, the COVID-19 fatalities in Vietnam have been much lower than that in
many advanced countries. Vietnam has experienced several waves of infections, but, to date,
the Vietnamese government has managed to keep the COVID-19 situation in check.
Table 1. Overall information about the COVID-19 in Vietnam, China, Japan and the U.S.
Vietnam
China
Japan
The U. S.
First case
January 23th,
Early January January 16th, Mid-January 2020
2020
2020
2020
COVID-19
May 14th, 2021
May 14 th,
May 13 th,
May 14 th, 2021
cases
3.710
2021
2021
33.624.904
90.815
651.702
Recovered
2.657
85.894
573.913
26.666.278
Deaths
35
4.636
11.064
598.523
The
1st March 3rd, 2021 January 2021
April 12 th,
December 14 th,
vaccine
2021
2020
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Vietnam
People fully 37.145 Doses
vaccinated
(May 12th, 2021)
< 1% of
population fully
vaccinated

China
333M Doses
(May 12th,
2021)
4.3% of
population
fully
vaccinated

Japan
The U. S.
1.429.966
118M Doses
Doses
(May 12th, 2021)
(May 12th,
35.8% of
2021)
population fully
1.1% of
vaccinated
population
fully
vaccinated
Source: Created by the author, compiled from different sources: IMF, WorldOmeters
How countries with limited healthcare resources can survive a deadly pandemic? This
paper aims to identify the focal points of Vietnam’s infectious disease control model and to
explore factors leading to its success in fighting the COVID-19. “No one Left Behind”, Policy
Commitment of Vietnamese Government
There is a vulnerable segment of Vietnam society, including poor women, children,
and other disadvantaged groups such as the elderly and the disabled. The need for basic
public services such as clean water, sanitation, and hygiene facilities among these groups has
been more urgent during the COVID-19 crisis. Although Vietnam has had some early success
in dealing with the COVID-19, it has been doing its utmost to ensure that no one is left behind
(Nguyen Thuy, 2020). If any Vietnamese citizens are still at risk of infection, the control and
management of the epidemic remain an urgent concern. With this commitment, Vietnam has
succeeded in combating the COVID-19 pandemic by putting the interests of its people first
(Hang, 2020).
The nationwide response, initiated by the Vietnamese government, has focused on the
policy of “working together against the COVID-19 which leaves no one behind”. In any crisis,
women, children, and the most vulnerable are the worst affected. To mitigate the far-flung
impact of the pandemic, the government has worked with Thrive Networks - East Meets West,
in collaboration with the Vietnamese Women’s Union, initiated a VND 2.4 billion project called
“Women’s initiatives in ensuring no one is left behind in the fight against the COVID-19” (Fund,
2020). With Australia’s aid, Vietnam also established a program called the “Women-led
Output-Based Aid (WOBA) project”. The above programs have mainly focused on the most
vulnerable communities in 5 provinces, including Hoa Binh, Thanh Hoa, Nghe An, Ha Tinh, and
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Ben Tre. The project consists of several activities in 173 communities in the project provinces.
The project also demonstrates an effective national coordination mechanism to reduce the
potential second wave of the COVID-19 in the Indochinese country (Fund, 2020).
After the second wave of infections, the Vietnamese government has enhanced the
pursuit of no one left behind policy. The second wave of the pandemic had a devastating
impact, particularly affected workers, the unemployed, children, and the disabled. Even if the
government decides to support them, but some people still cannot have access to
sustenance. The Management and Sustainable Development Institute (MSD Vietnam) joined
14 partners on August 15th to launch the project “For a Vietnam with no one left behind amid
the COVID-19”. Under the scheme, more than 400 impoverished households in Hanoi and Ho
Chi Minh City will be provided with food and hygiene supplies and advice to stay safe during
the pandemic. The program was funded with $78,500 by United Way Worldwide (UWW), 3M
Company, and Community Chest of Korea (CCK), which is aimed to ease the burden of people
affected by the COVID-19 (Anh, 2020).
Controlling the pandemic to those goals can be achieved with the distinguishing
characteristics of the Vietnamese people. The very unique characteristics of the Vietnamese
nation have historically been dubbed as “loving, helping each other with humanity and onehearted solidarity” when the country faces hardships and challenges (Binh, 2020). The COVID19 crisis has also provided a unique opportunity for Vietnam. A greater focus on people's wellbeing has helped to create a much-needed shift in personal and collective behavior toward
more responsible management of the country’s resources (Bank, 2020). Therefore, the
government has designed and implemented a fair and effective redistribution policy, which
became more urgent in the new post-COVID-19 era, which could pursue the good for public
health. This decent approach will help prevent and control future outbreaks with the support,
cooperation, and unanimous consensus from the people.
Implementing Agile and Adaptive Practices Based on Good Governance
The Vietnamese government has established a framework to combat the spread of
this disease as “a fight against an enemy” (Nguyen Thuy, 2020). This has aroused a sense of
emergency to stop the ongoing crisis. The reactions have been therefore very fast, and
preventive and control measures have timely adapted according to such an ever-changing
situation of the pandemic. Although Vietnam must emphasize agility, the Vietnamese
government also takes into account good national governance in the management of the
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crisis. Vietnam’s success of the application of good national governance set by the United
Nations Development Agency (UNDP) has shown that Vietnam has truly promoted the state
model of socialism by operating the entire political institutions effectively in the time of need
(Binh, 2020). In the fight against the COVID-19, Vietnam has maneuvered smoothly to meet
good national governance criteria.
Vietnam has taken measures to rapidly control the spread of the virus after the first
outbreak of infections. (1) Travel restriction: All flights from and to the Chinese city of Wuhan
were canceled following the very first confirmed cases discovered there. (2) Border control:
Vietnam consequently closed all border crossings by the end of March to help to curb
imported cases from neighboring countries. (3) Raising public awareness of the virus: It also
promoted the dissemination of information and knowledge of how to stay safe to raise public
awareness, preventive measures, and laboratory centers for SARS-CoV-2 tests.
Participatory governance
Vietnam has mobilized all resources and the entire political institutions in a collective
response to the pandemic. Since the COVID-19 outbreak, Vietnam has rallied support from all
sectors to combat the disease and to raise awareness and consensus from central to local
levels (Binh, 2020). Vietnam does not have sufficient resources to adopt Taiwan or Greecestyle models in the fight against coronavirus. The country’s medical system is limited.
Therefore, Vietnam deployed mandatory quarantine and implemented complete tracing of
all people who have close contact with the COVID-19 patients. These measures were taken
much earlier than in China, where complete lockdowns were imposed as the last resort to
prevent the virus from spreading to other localities. Moreover, rather than solely counting on
its health care system, resources from all sectors have been mobilized, in which military
personnel, border guards, civil organizations, and the entire nation have all participated in the
fight.
Around 60% of the COVID-19 confirmed cases include foreigners, Vietnamese returning
home/overseas students, or international visitors/workers. In the first wave of the pandemic
(January 23 to February 25, 2020), most imported cases seem to be from China, whereas most
imported cases arrived from Europe and North America during the third phase (March 6, 2020)
(Nguyen Van Quang, 2021). The findings also indicated that the majority of infections (79%)
came from main infected generations (F0), while a small proportion was recorded in the
second and third infected generations. This demonstrates that the COVID-19 could be
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contained by those policies and measures (Au, 2020). Whilst in some countries, such as China,
The U.S, and Japan the number of infections and deaths caused by the COVID-19 has
essentially risen, the situation in Vietnam has so far remained under control. Consequently,
no reported cases were found from 16 April to 24th April 2020. In most provinces, except for
those with reported cases, social distancing was lifted on 23th April 2020 (Nguyen Van Quang,
2021).
Additionally, Vietnamese people have shown good collaboration with the health
sector, such as wearing masks and exercising social distancing. About 97 percent of Vietnamese
nationals agreed with the government’s response to the COVID-19, a survey by YouGov (a
British company) showed (Thoa, 2020). Mobilizing resources from all sectors have been proved
to be a comprehensive solution to the crisis.
The prevention and control of the Covid-19 pandemic were undertaken by the Steering
Committee which is chaired by a deputy prime minister in collaboration with all sectors and
levels of the whole institutions. A National Steering Committee on the COVID 19 control was
set up by the Government, which has branches in every locality across the country.
Pandemic control achievements have been the work of security forces, government
officials, the media, and especially all efforts from the health sector. With the highest goal of
“people’s health”, the whole society has followed guidelines from the health sector and
helped to run the pandemic control model.
Transparent governance
Communications about the coronavirus and anti-epidemic strategies have been very
transparent. All information about the COVID-19 epidemic and government anti-epidemic
measures has been fully published, current, clear, accessible, and understandable to
everyone. Information about symptoms, treatment, infectious disease examination sites, and
preventive measures are transmitted through various channels such as media, government
websites, government agencies, hospitals, markets, etc. Public campaigns have been
successful in raising awareness about the coronavirus outbreak and curbing the spread (Fages,
2020). The government also uses mobile alerts, risk messages, applications to monitor
vulnerable groups. In particular, with Vietnam bordering China, widespread public health
campaigns on both conventional and social media platforms initiated by the government have
also contributed to the unity of the population.
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The Vietnamese government has communicated widely with people about the severity
of the epidemic, pointing out that the COVID-19 is not just flu but very serious disease. People
have access to the pandemic information so that the public does not panic. This wellcoordinated multi-media approach fosters public trust and helps society adhere to preventive
and quarantine measures.
The country has pushed ahead with the application of information technology for the
sake of the COVID-19 prevention and control. Particularly, the Ministry of Information and
Communications, the Ministry of Health launched a campaign to persuade people nationwide
to install Bluezone - a smartphone application (VGPNews, 2020). This application helps health
authorities to quickly trace those who have been in contact with suspected and infected
people. This can also provide people with useful information to analyze infection risks by
themselves. The solution has played an important role to limit those who need to be
quarantined. Instead of forcing thousands of people into quarantine, health authorities only
need to test and monitor symptoms from people who are at high risk of infection. Bluezone
can sound alarmed to users who have been in contact with an infected or suspected patient.
There has been a significant increase in the number of people downloading and using
Bluezone after the second outbreak of the COVID-19 in Vietnam. According to the Department
of Informatization (Ministry of Information and Communications of Vietnam), Bluezone
recorded a sharp increase in the number of downloads, reaching 26 million as of January 30th,
2021 (Bich, 2021). In addition, the proportion of users continued to increase by 1 million times
and reached 27 million downloads as of February 1st, 2021. The figure above has shown the
quick reaction of the authorities and improved awareness of the COVID-19 prevention.
Moreover, immediately after the epidemic broke out again, the Department of Information
issued Document No. 110/THH-VP (January 29th, 2021) to the Department of Information and
Communications of the localities, requesting to strengthen information and propaganda about
the epidemics the COVID-19 and prevention measures. The content of the dispatch focuses
on advising people to install and use the Bluezone application to be ready to serve and
support the tracing and zoning of the pandemic (Portal, 2021).
Vietnam has complete, transparent, and efficient institutional and legal systems, which
form a consistent groundwork for dealing with this type of crisis. In legal terms, the country
has established a system in which guidelines and measures were formulated based on
accurate assessment of the real-time situation (e.g., the Law on Infectious Disease Prevention
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and Controlling takes effect from the 1st of July 2008). In institutional terms, a National Steering
Committee, with a slogan of “4 on-field practices”, including on-site guidelines, on-site
decision-making process, and based on local logistics was formed to systematically deal with
the COVID- 19.
Being open and constructive in engaging with the public, the government has been
able to gain and stabilize public confidence. In a Dalia Research survey in 45 countries about
public opinion of the governments’ response to the pandemic, 62% of Vietnamese
participants said that the government has worked sufficiently, a very high rate of satisfaction
in comparison with the average results in more developed countries, such as Singapore and
South Korea (Vu Minh, 2020).
Agile and responsive decision
With the first reported the COVID-19 infection in China, Vietnam acted promptly.
Vietnam closely monitors border areas to prevent the spread of the virus. If any infection is
detected, the whole community will immediately be quarantined. Vietnam conducts airport
health checks. All visitors had their body temperature measured. If confirmed, all passengers
and crew, and contacts have been quarantined for 14 days (Fages, 2020). Indeed, Vietnam
reacts faster than most Asian countries by traveling to and from China will shut down in
January 2020, although there was an outbreak in the Chinese New Year with family and friends
(Hang, 2020). Vietnam closed all border crossings at the end of March 2020 (Thoa, 2020).
“Vietnam is acting quickly and comprehensively and Vietnam has a system in place that can
help control the COVID-19” said by Maria Van Kerkhove, WHO Technical Team Leader (Tuấn,
2020).
A variety of strong steps are thought to be the achievement of Vietnam in coping with
the pandemic. Vietnam has had prompt directives and regulations from central to local with
numerous extensive and detailed steps from the beginning and during the crisis. To rally
cooperation from the whole society, Dispatch 79-CV/TW has been sent to the local
government committees, local people committees, and party committees, party delegations,
and party committees by the Secretariat of the central Party committee as a systematic
guideline for fighting the pandemic.
So far, Vietnam has experienced 4 COVID-19 waves. The government has always
brought in measures to limit domestic and international travel, even ban travel activities, close
tourist, and religious attractions in all 4 waves of the COVID-19. These measures have worked
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as the number of people infected with the COVID-19 so far is still a very low number compared
to China, Japan, or the United States.
For instance, In Japan, after the first COVID-19 epidemic was controlled on June 19th,
2020, the Japanese Government still implemented the domestic tourism stimulus “Go to
Travel” campaign (the Japanese government announced from the end of July 2020). The “Go
to Travel” campaign is one of the main reasons leading to the second wave of COVID-19
causing Tokyo to raise the COVID-19 alert level to the highest level on July 15th and the third
time in Japan when new infections increased on November 19th, Tokyo raised the COVID-19
alert level to the highest level once again. Sapporo and Osaka have been temporarily removed
from the “Go to Travel” campaign - a government subsidy program to promote domestic
tourism - through December 8. On December 14th, the government temporarily suspended
the suspension of the “Go to Travel” campaign nationwide from December 28, 2020, until the
state of emergency is lifted. As a result, the effectiveness of Vietnam's epidemic control
depends largely on the policies of the Vietnamese government and the cooperation of people
across the country.
To minimize the economic costs associated with the current epidemic crisis, some
governments have adopted a range of policy measures. The most visible package is the one
designed by the Chinese Government, but other countries have followed suit such as Hong
Kong, Cambodia, and Malaysia. In all of these response packages, the focus is on the supply
side of the economy, primarily to support cash-strapped businesses in most vulnerable sectors
such as hotels and transportation through a combination of actions to reduce their payments
including debt relief and mandatory taxes. However, at this stage, the Vietnamese Government
has not yet announced such an action plan, while the costs related to the coronavirus are
expected to be not small. The government has focused its attention on controlling the spread
of the disease, with apparent success, by strengthening control and surveillance (Group, 2020).
Proceeding with rule of law
From the start and during the anti-epidemic, Vietnam has implemented appropriate
orders and regulations from central to local, with a wide range of comprehensive measures.
The National Steering Committee is established as the highest steering government body for
fighting the COVID-19. The state issued urgent documents for the situation to declare the
outbreak across the country and the enforcement of regulations in the prime minister’s
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documents and orders. In addition to complying with disease prevention and control
regulations, Vietnam also enacted policies to support and create conditions for citizens to be
confident in fighting the epidemic, which will create momentum to drive out pandemics across
the country (Binh, 2020).
The government has also released several urgent documents during the time of the
COVID-19, including Decision No. 447/QD-TTG-2020 declaring the COVID-19 a pandemic at the
national level. These documents are classified as legal documents that are needed to be
enforced to deal with this infectious disease.
However, economic activities have been affected by those abovementioned measures.
Vietnam’s GDP dropped to 3.8% in the first quarter of 2020, compared to 6.8% in the same
period in 2019, according to the General Statistics Office of Vietnam's (GSO)’s report. Almost
35,000 companies went bankrupt in the first three months of the year - the highest rate in
decades. The number of companies closing down was greater than the number of newly
registered companies. The International Monetary Fund (IMF) has also estimated that the
economy will only grow to 2.7% this year (Ha, 2020). In addition, there are several other fields
such as tourism, manufacturing and supply chains, aviation, ... have also felt the harms caused
by the pandemic.
Gaining consensus
The great experience of epidemic prevention and control in Vietnam is the political
system that drives the entire system, from central to local, ministries, social, and political
organizations. There is a clear segmentation and coordination of epidemic prevention among
Vietnamese ministries and agencies. Extremely important, people support, participate and
experience the measures (Portal, 2020b). People strictly obey the orders of the Prime Minister,
including strict new measures. The National Steering Committee for the COVID-19 Control was
established which has local units at all levels, from central to the local level.
As a result, tools to prevent the spread of the COVID-19 - stay-at-home orders,
lockdowns, and border closures - are common in most countries. But the way governments
persuade or force their citizens to comply with these measures often reflects the nature of
their political systems. In Vietnam, the Government has persuaded people to strictly abide by
the regulations in the prevention of the COVID-19 since Vietnam recorded the first case of the
COVID-19 infection. When people believe the government, they do what the government says.
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The cooperation of the Vietnamese people when the government introduced
measures to prevent the COVID-19 pandemic proves that the government has put in place
reasonable policies and measures and the fact that Vietnamese people trust the government.
The four mobile network providers - Viettel, MobiFone, VinaPhone, and Vietnamobile - have
launched a free data offer for potential Bluezone users, to enable consumers to install
Bluezone applications. After successfully downloading the Bluezone, 5GB of data will be
available for free to Viettel, MobiFone, and VinaPhone subscribers, both prepaid and postpaid from August 11th. Up to 10GB of free data is available from Vietnamobile to new Bluezone
consumers (Dat, 2020).
Driving equitable and inclusive
The Vietnamese government makes fair decisions and does not exempt anything.
Vietnam has taken a fair approach to people in society despite their differences such as race,
ethnicity, and religion in response to the epidemic. All people have access to health facilities
and medical supplies, especially face masks, alcohol protection, and hand washing. Moreover,
the state budget will cover all testing and treatment costs related to the COVID-19 pandemic,
contrasting to France, which has health insurance coverage that is regulated by law to limit
the generation of co-pays by the people. The price of each coronavirus test in France is set
at 54 EUR, of which 60% is covered by insurance through Social Insurance and the rest is paid
by private insurance. Additionally, in Mexico, health insurance covers the full cost of testing
in public hospitals only for patients who fully meet the case definition set forth by the
Department of Health, which means that everyone can get tested at private health facilities,
but they have to pay the full cost of testing themselves. According to information from the
media in this country, the price of a diagnostic test for the COVID-19 ranges from 227 to 378
EUR, while the Ministry of Health has stated that the production cost of each test is 87 euros
(OECD, 2020).
The Vietnamese government guarantees access to the COVID-19 treatment for all
patients. Following Vietnamese law, patients will be honored and protected for examination
and medical treatment. Patients will not be discriminated against by age, gender, ethnicity,
beliefs, and social status. Discriminating behavior and providing negative imagery and
information about patients are prohibited.
The humanitarian policy and responsibility of the Vietnamese government are evident
in the fight against the COVID-19. The Government has paid 100% of the cost of testing and
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treating the COVID-19 as well as immediately directed the support to bring Vietnamese citizens
in China and pandemic-affected countries back home with the spirit of being “ready to
welcome them back home” (Tam, 2020). With the fact that patients worldwide must cover
all the COVID-19 care expenses on their own, the Vietnamese Government is making a
humanitarian attempt to ensure that all patients have access to the COVID-19 care.
Being effective
The government at all levels has taken strict measures against those who fail to
comply with the legal documents they provided. Investigation and prosecution processes in
these matters have been taken in shorter steps to bring the cases to comply with the COVID19 prevention and control regulations voluntarily (Binh, 2020). Vietnam’s aggressive efforts to
combat the COVID-19 have improved its quality of life. Vietnam’s healthcare system is being
improved, with limited resources. Vietnam appears to be able to control the outbreak (Portal,
2020a).
Vietnam has recorded substantial results alongside drastic steps since the outbreak. It
is a country that has a low rate of infections and no deaths in the first waves of Covid-19
cases. Vietnam has chosen a cost-effective, resource-saving anti-COVID. Many other factors
help Vietnam to overcome the Covid-19 pandemic. For example, the characteristics of
Vietnamese people, with the tradition of enhancing national solidarity in difficult times, or
even a long Confucian tradition, creating the collective culture of Vietnamese society; the
Vietnamese government’s success is the mobilization of nationalism, Vietnam’s climate
features warmer than European countries; experience against SARS in 2003; …
In February 2020, after Vietnam announced a 3-week village quarantine, its borders
were closed and suspended flights from mainland China, the UK, Europe, and the rest of the
world. When cases appear, infection areas are sealed off locally with the policy of “no-in, noout, no-entry”. Instead of locking down the entire country, the Prime Minister of Vietnam
directed the implementation of social distancing measures across the country within 2 weeks
in April 2020, which meant that people were able to return to their daily lives living normally
in early May 2020. Since the first case of the COVID-19 infection, Vietnam has never had to
blockade the whole country (VOV, 2021a). Like Vietnam, French President Emmanuel Macron
announced the decision to blockade the whole country from 0:00 on October 30th, 2020, to
December 1st, 2020 (Hoan, 2020). As another example, on May 10th, Prime Minister Muhyiddin
Yassin of Malaysia announced that he would once again impose a nationwide blockade
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measure, including a ban on interstate travel (An, 2021). So far, Malaysia has recorded more
than 460,000 cases of the COVID-19 (WorldOmeters, 2021).
Australia’s Lowy Institute researchers have collected data from a series of different
countries around the world to create new interactions, most accurately assess the response
of countries to the disease. From aggregated information from foreign media, Lowy Institute
for International Policy has published data on pandemic prevention results of countries
around the world, based on Confirmed cases; Confirmed deaths; Confirmed cases per million
people; Confirmed deaths per million people; Confirmed cases as a proportion of tests; and
Tests per thousand people to calculate. Lowy Institute has ranked New Zealand, Vietnam,
and Taiwan (China) among the top 3 countries and territories dealing with the COVID-19
pandemic most effectively in the world (Institute, 2021). In particular, the remaining countries
in the top 10 in the Lowy Institute’s ranking include Thailand, Cyprus, Rwanda, Iceland,
Australia, Latvia, and Sri Lanka - which recorded the lowest total number of cases and deaths
from the COVID-19 per capita. The Lowy Institute’s ranking is based on research data from
more than 90 countries and territories around the world and the ranking period is calculated
within 36 weeks after a country or territory recorded its 100th case of COVID-19 and uses
available data up to January 9th, 2021 (Lan, 2021).
Having responsibility and accountability
Responsibility for solving problems and to the public is clearly identified through orders
or laws. Ministries, bureaus, departments, government agencies, provincial people’s
committees, and the central government undertake to improve the discipline and
responsibility of the head, strictly implement measures to prevent and combat epidemic
(directive 19/CT-TTG of the Prime Minister). These agencies are also responsible for seriously
enforcing the government measures, and report to the central Government, and the Prime
Minister. In fact, the above-mentioned model was performed in a good manner, which can
mobilize national resources from all sectors to fight against this “invisible enemy”.

CONCLUSION
Despite having limited resources and having many challenges, Vietnam succeeds by
putting the people’s interests first. It takes action to resolve the epidemic with agility and
adaptation based upon good national governance but at the same time strict law
enforcement. In addition to law enforcement and strategic implementation, the success of
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management to resolve this the COVID-19 crisis has been achieved as a result of the unified
cooperation of all parties, the public sector, the private sector, and the country as a whole.
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ABSTRACT
In an increasingly complex and constantly changing society, governments around the
world have been facing common challenges, including lack of citizen trust, rising citizen
expectations of public services, reduced budgets, technological change, aging society,
environmental degradation, and climate change. Moreover, there has been increased public
demand for public sector reform in order to increase citizen participation in policy design,
implementation, and monitoring processes as well as to make government practices more
flexible, agile, and responsive (Ferreira & Botero, 2020).
To come up with new ways to tackle these complex challenges, it is necessary to
adopt a multisectoral approach that involves several public policy areas and requires
collaboration between various state and non-state actors. To achieve this, governments in
various countries have established government innovation labs to enhance their capacity for
public policy-making. Although these labs have become increasingly prevalent, they have only
recently begun to receive attention from public administration scholars (McGann, Wells, &
Blomkamp, 2021).
This study fills the research gap by adopting a documentary research approach to
examine the establishment and characteristics of well-established innovation labs in Singapore
and Indonesia in order to identify their key success factors and explore the challenges they
face. The lessons learned from these case studies will be beneficial to propelling government
innovation labs in Thailand. Such efforts to effectively enhance stakeholder engagement in
public policy making will result in innovative public services that better serve the needs and
demands of Thai citizens.
Keywords: Public sector innovation, Policy innovation, Government lab, Innovation lab,
Stakeholder engagement, Citizen participation
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1. INTRODUCTION
In an increasingly complex and constantly changing society, governments around the
world have been facing common challenges, including lack of citizen trust, rising citizen
expectations of public services, reduced budgets, technological change, and concerns about
climate change (Ferreira & Botero, 2020). These contemporary issues involved with growing
environmental, social, and economic complexities, so-called ‘wicked problems are difficult to
be solved by current policy processes and instruments. To address these problems,
governments need to focus on effectively engaging citizens, public employees, and other
stakeholders in understanding the relevant issues and identifying possible solutions in a
collaborative manner (Brookfield Institute, 2018; Holmes, 2011).
Apart from the need to tackle wicked problems, there has been increased public
demand for public sector reform in order to increase citizen participation in policy design,
implementation, and monitoring processes as well as to make government practices more
flexible, agile, and responsive (Acevedo & Dassen, 2016; Ferreira & Botero, 2020). The aim is
to develop and deliver public policies and public services that respond to citizen needs and
are relevant to their circumstances (Holmes, 2011). A disparity between what citizens demand
and what governments actually do has urged governments worldwide to find novel
approaches to engaging stakeholders in policy development (Cretu, 2016; Vaz & Prendeville,
2019).
To cope with these complex challenges and shifting citizen demands, new and
innovative approaches through policy innovation are required (Brookfield Institute, 2018). It is
particularly essential to adopt a multisectoral approach to policy making which involves many
policy areas and requires collaboration between various state and non-state actors. To achieve
this, governments in various countries have established government innovation labs to
enhance their capacity for public policy-making. These innovation labs can be understood as
new organizational arrangements for enabling more experimental and user-focused
approaches to public policy and service design (Acevedo & Dassen, 2016). Although these labs
have become increasingly prevalent, they have only recently begun to receive attention from
policy scientists and public administration scholars (Kimbell, 2015; McGann et al., 2021).
Furthermore, since a majority of well-recognized government innovation labs are in
Europe and North America, there has been a small number of studies on innovation labs in
Southeast Asian countries. The countries in Southeast Asia with well-established innovation
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labs are Singapore and Indonesia. This study, therefore, fills research gaps by adopting a
documentary research approach to examine the establishment and characteristics of
innovation labs in both countries. Their key success factors and the challenges they face are
also explored. The lessons learned will be beneficial to propelling government innovation
labs in Thailand. Such efforts to effectively enhance stakeholder engagement in public policy
making will result in innovative public services that better serve the needs and demands of
Thai citizens.

2. THE POLICY INNOVATION IMPERATIVE
In the face of increasing policy complexity and rising citizen expectations, governments
have little choice but to innovate. Exploring new and experimental ways of arriving at
innovative solutions – referred to as ‘policy innovation’ – has become an imperative for
governments across the world (Vaz & Prendeville, 2019). Governments need to be capable of
innovating not only in terms of their policies and services, but also in their processes,
organizational structures, and communication methods (Acevedo & Dassen, 2016; McGann &
Lewis, 2018).
Previously, when referring to policy innovation, most political scientists focused on the
resulting artifact or instrument being created, ignoring the processes and tools by which policy
is developed. However, currently, there is a general consensus that policy innovation
encompasses both the “what” (the policies themselves and the product or service they result
in at the implementation stage) and the “why” (the process of developing new policies)
(Brookfield Institute, 2018; Vaz & Prendeville, 2019). Policy innovation, along with service
innovation, can be seen as a subset of public sector innovation that encapsulates a wider
range of structural and capacity-building efforts to facilitate and accelerate innovation within
public agencies, which might include integration of new technologies and services (Figure 1).
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Figure 1: Interrelationships between public sector, policy and service innovation
Source: Brookfield Institute, 2018
One of the dominant and emerging approaches to policy innovation is design thinking.
During the past decade, policymakers worldwide have adopted design approaches for
developing policies and designing services across the stages of the policy cycle. The adoption
of design thinking into the policymaking process focuses on citizen-centeredness, futures
thinking as well as collaboration within, across, and outside government (Brookfield Institute,
2018). This has led to a growing consensus that design can play an important role in
restructuring governmental processes and structures. Design thinking not only shifts
policymaking paradigms and creates a new decisional process by putting end-user needs at
the center of the policy formulation process, but also makes governance tangible to all
citizens by giving them a voice in the policymaking process (Vaz & Prendeville, 2019).

3. INNOVATION LABS AS A VEHICLE FOR POLICY INNOVATION AND PUBLIC
ENGAGEMENT
The growing interest in policy innovation has propelled the creation of government
innovation labs, sometimes referred to as ‘policy innovation labs’ or ‘public sector innovation
labs with the purpose of applying novel approaches to policymaking (Brookfield Institute,
2018). Despite the global proliferation of innovation labs, there is little agreement about their
definition. Fuller and Lochard (2016) define innovation labs broadly as ‘emerging structures
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that construct public policies in an innovative, design-oriented fashion, in particular by
engaging citizens and companies working within the public sector (p. 2). According to Unceta,
Barandiaran, & Restrepo (2019), innovation labs are ‘trans-disciplinary collaborative spaces
where professionals from different sectors coexist to create a mature democratic sphere,
working together with the government and other key stakeholders’ (p. 3). These definitions
reflect the emphasis of innovation labs on design thinking and stakeholder engagement.
Innovation labs can be considered as part of a shift toward decentralized and
networked ways of governing or collaborative governance (Ferreira & Botero, 2020; McGann et
al., 2021; Unceta et al., 2019). Collaborative governance has managed to engage stakeholders
constructively across public agencies, levels of government, and the public, private and civic
sectors with the aim of promoting cooperation and the exchange of ideas in order to solve
social problems. Policy innovation plays an important role in these processes through the
creation of new public values by combining top-down and bottom-up approaches to the
achievement of better solutions (Unceta et al., 2019).
The proliferation of government innovation labs reflects a response to the scale and
complexity of contemporary policy challenges and the perceived inefficiency of traditional
approaches to policymaking and public service design (McGann & Lewis, 2018; Unceta et al.,
2019). According to the study conducted by Brookfield Institute (2018), the findings derived
from interviews reveal that the traditional policy process works in theory but rarely happens
in practice within time-constrained environments. In addition, there is the notion that it is
difficult to drive innovation within existing bureaucratic, hierarchical, and risk-averse structures
of public organizations and with public employees’ existing skills and capabilities. These
perceptions have led to the creation of government innovation labs worldwide in the pursuit
of enhancing stakeholder engagement while facilitating experimentation in the public sector
(Vaz & Prendeville, 2019). During the past few years, it has been widely recognized that
innovation labs play an essential role at every stage of the policy process, although their main
objective is to support innovation in the design of public policies and services.
Innovation labs purportedly adopt an approach based on open innovation,
experimentation, and citizen participation. They foster a culture of entrepreneurship and
provide public agencies with space to experiment with policy ideas and innovations (Roth,
Asmi, & Husar, 2020). By utilizing various design thinking methods, innovation labs aim to take
into account the knowledge, experiences, capabilities, and perspectives of people affected by
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a policy issue to actively engage in developing a solution for it. Citizens are treated as active
co-designers of public policies and services. This is in contrast to traditional models of public
administration where the policymaking process is monopolized by public officials and citizens
are treated as passive consumers (McGann et al., 2021). It can be said that co-production
redefines the relationship between public employees and citizens from dependency to
mutuality and reciprocity (Holmes, 2011). The involvement of a wide array of actors, which is
a distinct characteristic of innovation labs, benefits policymaking by enhancing understanding
of the nature and underlying causes of problems and offering more diverse insights into both
the process and the results. These could inform the future redesign of public services and
programs (Brookfield Institute, 2018; Cretu, 2016; McGann et al., 2021).

4. CASE STUDIES
4.1 Singapore’s Innovation Lab
Singapore’s Innovation Lab (Lab) started as a small Design Thinking unit of the Public
Service Division (PSD) of the Prime Minister’s Office in 2012, with the original role of being a
central consulting unit to serve other government agencies. This entity, unofficially known as
‘The Human Experience Lab (THE Lab)’, helps Singapore’s public agencies to bring citizen
perspectives into the design and development of public policies and services by utilizing
design thinking. THE Lab aims to shift public officers’ mindset from a “we know best” attitude
to one of co-creating and co-designing with citizens by evoking their recognition that a onesize-fits-all approach to policy and service design needs to be changed to one that takes into
account citizens’ different needs and aspirations. With a holistic view of citizens’ needs, public
employees should be better equipped to deal with contemporary issues that often cut across
agencies (Lau, 2019; Masramli, 2013).
Since 2016, the role of THE Lab has shifted from working on projects for public agencies
to providing consultancy and coaching to develop public officers’ skills and mindsets in three
areas for public service innovation including empathy, collaboration, and experimentation
(Lau, 2019). THE Lab staff serve as design mentors, helping project teams from relevant public
agencies apply the design thinking process to their challenges. Through its work, THE Lab aims
to develop design capabilities and communities across the public sector (Bason, 2013).
In 2017, as part of a renewed mandate to drive Public Sector Transformation, THE Lab
was officially named ‘Innovation Lab’. The approach employed by Singapore’s Innovation Lab
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is referred to as the blended innovation process (Figure 2), combining principles from design
thinking, behavioral insights, organizational development, data analytics, and futures thinking
into a simple-to-learn, use-what-works approach. This public service innovation process
provides public officers with a common understanding and a range of tools for innovation
practices (Lau, 2019).

Figure 2: Singapore’s Public Service Innovation Process
Source: Lau, 2019
Over the last five years, the Innovation Lab has been successful in cultivating
innovative mindsets and promoting collaborative culture within the Singapore public sector.
Public officers are able to better succeed in solving problems, reducing citizens’ pain points,
and offering more efficient and responsive services. The extent to which the Singapore
government has embraced design in its strategies to improve citizens’ lives make Singapore a
potent source of learning and inspiration for other governments (Ganesen, Lam, & Lin, 2019).
4.2 Indonesia’s Pulse Lab Jakarta
Pulse Lab Jakarta was established through a partnership between the United Nations
(Global Pulse) and the Government of Indonesia (via the Ministry of National Development
Planning, Bappenas) in 2012. Being the first innovation lab of its kind in Asia, the lab brings
together experts from UN agencies, the Indonesian government, non-governmental
organizations, and leading private companies, to explore how big data can support policies
and action for effective development and humanitarian practice (Pulse Lab Jakarta, 2020).
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In consultation with the Government of Indonesia and the United Nations Country
Team, Pulse Lab Jakarta identifies various national development priorities for applied research.
The projects are multidisciplinary with an emphasis on creating innovative pathways towards
inclusive growth and sustainable development. The Lab employs mixed-method approaches
to harness alternative data sources and advanced data analytics methods to obtain actionable
insights, and applies human-centered design to ground-truth insights from its data analysis and
research, providing evidence to inform policymakers (Pulse Lab Jakarta, 2020; UN Global Pulse,
n.d.).
Recently, Pulse Lab Jakarta has expanded its role from the initial function as a data
innovations lab to the role of an analytic partnerships’ accelerator. The emphasis is on building
solid partnerships and coalitions to promote effective collaboration and relationships within
Indonesia’s broader development ecosystem. In addition, to generate more ecosystemic and
operational impacts, the Lab’s focus has shifted towards the adoption and uptake of
innovations in the Indonesian public sector. The aim is to change the way public institutions
and communities operate and to enhance collaborative problem solving through a
combination of data innovations, analytics, and capacity building (Pulse Lab Jakarta, 2020).
The repositioning framework of Pulse Lab Jakarta (Figure 3), which is used to redefine its
objectives, functions, and work-flows, clearly reflects the Lab’s current focus on achieving a
balance between identifying problems by utilizing qualitative research, creating solutions
through human-centered design, and promoting collaboration with the identities identified as
partners.

Figure 3: Pulse Lab Jakarta’s Repositioning Framework
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Source: Pulse Lab Jakarta, 2020

5. LESSONS LEARNED FROM THE CASE STUDIES
Singapore’s Innovation Lab (previously known as THE Lab) and Indonesia’s Pulse Lab
Jakarta are selected as case studies in this study because they are well-established innovation
labs in Southeast Asia, with almost 10 years of establishment and significant contributions to
public policy-making at both national and local levels. Based on documentary research on
their success, it is found that both labs share some common characteristics. Therefore, several
lessons are learned in terms of their key success factors and the challenges they face.
5.1 Key success factors
Innovation labs’ success is measured by their potential for mainstreaming their
innovations and ensuring that innovations are effectively implemented, scaled up, and
sustained over time (Acevedo & Dassen, 2016). Based on this notion, there are three key factors
that determine the success of Singapore’s Innovation Lab and Indonesia’s Pulse Lab Jakarta:
leadership support, policy networks, and effective human capital management.
Leadership support
Successful innovation labs gain ongoing support from both political leaders and public
sector leaders. The support of political leaders plays a vital role in enabling the allocation of
resources necessary for innovation activities, facilitating collaboration between public
agencies, and supporting the exchange of information and data. Meanwhile, gaining support
and coordination from public sector leaders is important for persuading commitment,
particularly at the beginning when lab work may be uncommon for other public agencies.
Some practitioners indicate that the ability to get leadership support for an innovation lab
accounts for about half of its success (Acevedo & Dassen, 2016).
The two case studies clearly show that the main reason behind their success is
leadership support gained from the beginning. In the case of Singapore, the Innovation Lab is
established under the Public Service Division (PSD) – the central human resources agency
under the Prime Minister’s Office. Being centrally located within the executive branch of
government ensures that the Lab gains ongoing political leader support. Furthermore, the Lab
members are capable of persuading their leaders who were accustomed to relying on hard
facts and statistics to believe in the power of design thinking. The success of the Lab’s first
major multi-agency project named Moments of Life (Families) has caused both political and
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public service leaders to see the value of the blended innovation process. Those leaders have
commissioned other projects to look into how government agencies can work together
cohesively to better serve citizens at various moments of their life journeys (Lau, 2019).
As for Indonesia, Pulse Lab Jakarta was created 10 years ago when the government
decided to collaborate with the United Nations by becoming an open laboratory to
experiment with the use of big data for policy making (Pulse Lab Jakarta, 2019). Its
establishment at the national level clearly indicates the government’s intent and support.
Similar to Singapore’s Innovation Lab, Pulse Lab Jakarta is centrally located within the
government’s executive branch since it is led by the Ministry of National Development
Planning. The difference is that Pulse Lab Jakarta is jointly managed by the United Nations
which is an international development organization, with financial support from the
Government of Australia. Regarding public sector leaders’ support, Pulse Lab Jakarta has
gained increasing support in recent years. When it was established in 2012, big data was a new
and unfamiliar issue for most government agencies and those who knew about big data were
often skeptical of how it could be applied to policy-making. However, the situation has
gradually changed. Nowadays many government agencies at both national and local levels
actively seek to apply data innovations to policy-making, resulting in the increasing number of
public agencies seeking to engage Pulse Lab Jakarta in designing policies and services (Pulse
Lab Jakarta, 2019).
Policy Networks
In order to facilitate the implementation and diffusion of policy innovations within the
public sector, it is essential to create an environment with policy networks based on trust and
the free exchange of best practices, data, and ideas. While external networks allow innovation
labs to generate new ideas from external sources, internal networks allow labs to strategically
adapt proposed ideas to the interests and concerns of relevant key stakeholders. To enhance
internal networks, the staffing of labs is key. Recruiting lab staff with public sector experience
or with connections throughout the government will enable labs to better understand the
incentive structures and interests of the stakeholders with whom they interact (Acevedo &
Dassen, 2016).
Both case studies indicate how policy networks are mobilized through the provision of
collaborative spaces and the staffing of labs. Singapore’s Innovation Lab which recently won
Apolitical’s Workforce of the Future award has been successful in working across agency
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boundaries to create solutions collaboratively and make public sector transformation happen.
The Innovation Lab does not just encourage government agencies to adopt innovation
techniques, it also enables them to work across organizational boundaries to deliver better
public services. A key factor behind the success of the Moments of Life initiative – one of the
greatest accomplishments of Singapore’s Innovation Lab – is policy networks. This project is
an interagency project that brings representatives from 15 public agencies to work collectively
to deliver services around the needs of the citizens. The Innovation Lab was effective at
facilitating communication between different agencies and guiding them through the
development process while taking each department’s unique policy lifecycles and backend
processes into consideration (Guay, 2019). To utilize external networks, the Innovation Lab
engages with citizens directly by using narratives from citizens for understanding their real
journeys and steering the Moments of Life’s uses and design. These policy networks play an
essential role in generating support for the initiative (Lau, 2019).
Pulse Lab Jakarta also focuses on facilitating collaboration across government agencies,
the private sector, and civil society to support policies and action for effective development
and humanitarian practice. During the past ten years, Pulse Lab Jakarta has employed humancentered design to carry out many projects with high impact. It builds policy networks through
the design thinking process which creates space for every team member to engage and present
inputs, as well as raise questions and concerns. The Lab’s emphasis on collecting qualitative
data from the stakeholders involved in the delivery of the service – both public employees
and citizens who are service users – enables lab staff to gain deeper insights on issues that
affect citizens and perspectives of all stakeholders (Pulse Lab Jakarta, 2019; The Centre, 2019).
Citizen participation and involvement in the projects initiated by Pulse Lab Jakarta clearly
demonstrate the lab’s capability to make use of external networks.
Effective human capital management
Human capital management practices that are key to the success of innovation labs
include diversity and capacity building. In the innovation lab context, diversity means
multidisciplinary staff in terms of both expertise and experience. That is, labs need to be
composed of staff members from various areas of expertise as well as with and without public
sector experience. This combination can broaden the traditional vision of government
organizations and enhance their understanding of stakeholders in other sectors. The inclusion
of different viewpoints and external perspectives can lead to a high level of policy innovation
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(Acevedo & Dassen, 2016). With respect to capacity building, to enhance the role of innovation
labs as vehicles promoting government innovation and public engagement, labs need to
consider the training of other government agencies a top priority. They also need to support
public agencies to stimulate their implementation of innovation activities or methodologies
through coaching or mentoring.
Attracting and retaining a strong, multidisciplinary team has been a key to Singapore’s
Innovation Lab success. The Lab staff are experienced design practitioners drawn from diverse
backgrounds such as engineering, psychology, and economics. However, they share a passion
and belief in the potential of design to improve public services. This multidisciplinary team
has been working efficiently with public agencies and other stakeholders to identify solutions
to contemporary public problems and make government services more citizen-centric. In
addition, since 2016, the Lab has played an important role in providing consultancy and
coaching to enhance public officers’ skills and mindsets conductive to developing policy and
service innovations. It has succeeded in building an innovative culture in Singapore's public
service by spreading new ways of thinking (Guay, 2019; Lau, 2019).
Similarly, Pulse Lab Jakarta relies on the expertise of its team of data scientists, data
engineers, statisticians, policy specialists, and ethnographers. These various areas of expertise,
together with the utilization of human-centered design, enable the team to understand the
experiences, needs, and pain points of the end-users. Adoption and uptake of innovations in
the Indonesian public sector is also a current focus of the Lab. The aim is to change the way
public agencies operate and to enhance collaborative problem solving through a combination
of data innovations, analytics, and capacity building (Pulse Lab Jakarta, 2020).
5.2 Challenges
Despite the success achieved, the innovation labs in Singapore and Indonesia face
some challenges. The first challenge is the loss of funding and political support due to
ministerial changes and the turnover of departmental managers. Elections and changes of
government present considerable uncertainty for many areas of the public service (McGann
et al., 2021). This challenge is more applicable to Pulse Lab Jakarta since Indonesia has less
politically stable than Singapore. Secondly, there may be resistance to new ways of working
among senior managers and public employees due to the persistence of hierarchy in public
administration (McGann et al., 2021). Although both innovation labs succeed in enhancing an
innovative culture in the public organizations they collaborate with, it is still too early to
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conclude that co-designed solutions to public problems are diffused into the larger policymaking process. Since public sector transformations are more complex than private-sector
ones, it takes a long time to see whether innovation labs can deliver successful public sector
transformation through innovation.
Another challenge is that there may be a tension between the time and resourceintensive nature of co-creation and political pressures to achieve quick outcomes (McGann et
al., 2021). This is because co-creation, which is a pillar of the design thinking approach, involves
costly and time-consuming processes. This may be in conflict with government leaders and
senior managers’ demands for speed in innovation. The last challenge is the need to cope
with aligning agendas and being accountable to various groups and actors in their regional and
local context. These actors include national governments with their own imperatives,
experimenters with their mandates, local communities with their expectations, and enthusiasts
from international organizations (Ferreira & Botero, 2020). Therefore, the labs are entangled
with expectations from different stakeholders involved. This is especially the case for Pulse
Lab Jakarta which gets support from the United Nations and the Australian Government.

6. CONCLUSION
Policy innovation is not only important, but it is also imperative for driving public sector
transformation in the digital era. During the past decade, it is widely accepted that innovation
labs can help transform the public sector by fostering experimentation, co-creation, data
generation, and data utilization. Thus, they become a tool for modernizing and innovating
public administration (Acevedo & Dassen, 2016). Despite their seeming proliferation and
popularization, innovation labs have just recently begun to gain attention from policy scientists
and public administration scholars. Most existing studies on government innovation labs focus
on those established in Europe and North America.
Therefore, this study fills these research gaps by reviewing concepts of policy
innovation and public sector innovation labs and then examining the case studies of
Singapore’s Innovation Lab and Indonesia’s Pulse Lab Jakarta which are well-established labs
in Southeast Asia. Based on documentary research, it is found that their key success factors
include political support, policy networks, and effective human capital management in terms
of diversity and capacity building. Nevertheless, both innovation labs face several challenges
including loss of funding and political support, public managers’ resistance to new ways of
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working, a tension between the time and resource-intensive nature of co-creation and political
pressures to achieve quick outcomes, and the need to cope with aligning agendas and being
accountable to various stakeholders.
The case studies illustrate how government innovation labs can foster innovation and
enhance strategic policy capacity through pursuing more collaborative and citizen-centered
approaches to policy design. It should be emphasized that the introduction of design in the
policymaking process does not appear to be attached to the use of specific design methods,
but rather to certain mindsets of public employees – user-centredness, co-creation, and
exploration. It is all about how government works, how it understands citizen needs, and how
it addresses problems. The important role of innovation labs is to equip public employees
with a willingness to explore new solutions that do not necessarily resemble the existing
policies and a positive attitude towards failure, in which several iterations of a prototype are
tested with several stakeholders, consequently reinforcing the user-centered and co-creative
spirit. Innovation labs are promoters of the introduction of design mindsets in this realm (Vaz
& Prendeville, 2019).
These lessons learned are beneficial to propelling government innovation labs in
Thailand, and also other developing countries. Such efforts to foster innovation and enhance
stakeholder engagement in public policy making will result in innovative public services that
better serve the needs and demands of Thai citizens. Nonetheless, whether innovation labs
are capable of addressing larger-scale problems depends on the effective adoption and scaling
up of innovations by public agencies as well as the sustainability of innovations developed by
the labs (McGann et al., 2021).
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ABSTRACT
In the Philippines, we have been observing the proliferation of non-governmental
organizations (NGOs) since the 1970s. The 1986 Constitution and the Local Government Code
of 1991 had strengthened legal bases for NGOs participation in the policy process of local
government units (LGUs). Under this legal environment, NGOs in the Philippines have become
involved in local governance in various ways. In some cases, NGOs monitor the activities and
programs of LGUs. In other cases, NGOs having their own projects engage themselves in
policymaking and implementation of these policies.
Basing on the background abovementioned, this paper explores what relationships
between the mayor and stakeholders affect LGU’s performance in the Philippines. In
particular, we examine the effects of different relations between NGOs and mayors on the
performance of LGUs. For the analysis, we utilize performance scores of the Local Governance
Performance Management System in 2011 and 2012 as dependent variables. As to the
independent variables, we extract the data on the frequency of contact between mayors and
stakeholders, the political orientation of mayors, topics of discussions between NGOs and
mayors from the results of our survey which was conducted in three hundred LGUs from 2011
to 2012.
Keywords: NGOs, Performance, Local Governments, Philippines
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I. INTRODUCTION
The decentralization of the Philippines was positioned as an important factor in
promoting public participation in the democratization process after the collapse of the Marcos
administration (De Guzman and Reforma 1993 = 1998; Brillantes and Sonco II 2011). The Local
Government Act of 1991 strengthened the autonomy of local governments by strengthening
the authority of local chief executives and the financial base of local governments and
significantly strengthened the legal base of people’s participation. In addition, there are many
meeting bodies organized on the premise of the participation of related residents, their
organizations, and Non-Governmental Organizations (hereafter NGOs). Examples include the
Provincial Agrarian Reform Coordinating Committee and Barangay Agrarian Reform Committee
under the 1988 Comprehensive Agrarian Reform Law, and the Fisheries and Aquatic Resources
Management Councils under the 1998 Fisheries Act.
Under such institutional changes, the number of cases of participation in policy
processes by NGOs and community organizations (hereafter POs) has increased, while it has
been observed that the local chief executives who have expanded administrative authority
strengthens the control of local politics and administration (Bunte 2011; Hiskey 2010). For
example, some young politicians from political families who have traditionally dominated
local politics have begun to seek cooperation with NGOs (Abinales & Amoroso 2005; Kawanaka
2002), and there is a case where the person who is not of elite origin, such as political families,
was elected as the mayor with the support of NGOs and POs (Agarie 2017).
Behind this, there are the following changes in the political environment. After the fall
of the Marcos administration, various civil society organizations were formed to take up new
political issues. In other words, policy issues that were not previously in the elite-dominated
political arena (for example, land reform bills in favor of peasants and agricultural workers)
are now being input into the policy process. Behind this is the fact that a number of wideranging coalitions of organizations (NGOs and POs) representing the interests of various people
have been formed. These coalitions have a strong intention to not only criticize the
government as before but to present concrete alternatives to the policy process (Villanueva
1997). The existence of civil society organizations such as NGOs and POs in local politics and
administration has opposed the traditional rule of local politics by the political elite and has
made it possible for common people who had been alienated from the policy decision-making
process to participate in it (Wurfel 2006). It is expected that such participation of people in
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local administration will encourage local politicians to be responsive to the needs of local
residents (Sakuma 2012), and lead to the realization of better governance. For example,
according to Pollnac et al., who aggregated and analyzed 45 cases of marine environmental
management, a high level of community participation and continuous support from NGOs
enabled the effective operation of marine protected areas (Pollnac et al. 2001). However,
these studies are limited to the analysis of individual cases. Statistical analysis based on a
large survey is needed to determine the general factors that impact public participation in
municipal performance.
Therefore, we conducted the “2011 Local Government Survey in the Philippines” (The
principal investigator was Professor Fumio Nagai, Osaka City University), and performed
statistical analysis using the data obtained from this survey to confirm the general factors in
the relationship between local chief executive and stakeholders including POs, NGOs and
private sector that impact the performance of local governments.
Kobayashi and Osaki revealed that, in the two areas of administrative management
and social policy, the more contact between the “residents” and local chief executive the
better the performance of local governments (Kobayashi and Osaki 2019). However, in their
analysis, NGOs, POs, private companies, and local common residents are collectively referred
to as "residents," and it is unclear which of the four has the strongest influence. Nishimura,
using the data on the implementation status of the local development council, in which local
politicians including the local chief executive, a representative of the House of
Representatives, and the chairperson of the budget committee of the local council, as well
as the representatives of local constituents such as NGOs, POs, and the private sector
participation as the members, performs an analysis on the effects of the council on the
performance of local governments. As a result, it was revealed that the performance of local
governments improves as the number of the general assembly is increased (Nishimura 2019a).
However, Nishimura's analysis does not reveal the effect of contact frequency between
residents' representatives and local chief executives at the General Assembly on performance.
Furthermore, it can be said that the participation-oriented local chief executive itself will lead
to high performance. In addition to this, it is also necessary to analyze the effect of the
characteristics of the relationship between NGOs, POs, and local governments on the local
government performance. Whether NGOs and POs act as local government petitioners (that
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is, actors seeking to realize their individual interests) or as cooperating partners can affect local
government performance.
Therefore, in this paper, we will clarify who, among the “residents”, influence the
performance of local government units (hereafter LGUs). To this end, we divide the “residents”
into four groups: NGOs, POs, private companies, and local common residents, and perform
the statistical analysis to examine the effect of the relationship between each of them and
the local chief executive on the performance of LGUs. In addition to this, we will measure
whether the mayor's emphasis on public participation will improve the performance of the
LGUs.
Specifically, we will perform statistical analysis on the following questions. (1) Does
the performance of LGUs improve if the frequency of contact between NGOs, POs, private
companies, as well as local common residents and the local chief executive is high? (2) Will
the performance of LGUs improve if the local chief executive is willing to promote the
participation of local constituencies? (3) Will the performance of LGUs improve if NGOs and
POs function not as petitioners to LGUs but as partners for them who cooperate in solving
public problems?
In order to answer the questions above mentioned, we will perform a regression
analysis to explore the factors that influence the performance of LGUs. For this analysis, we
use the data obtained from our survey on the frequency of contact between the local chief
executive and each local stakeholder, the political orientation of the local chief executive,
and the character of the NGOs and POs as independent variables, and use the performance
score of the Local Governance Performance Management System (hereafter LGPMS)
developed by the Department of the Interior and Local Government of the Philippines as
dependent variables.

II. DATA
II-1 Overview of the Survey Data
The data used for the analysis was obtained by the above-mentioned survey “2011
Local Government Survey in the Philippines”. This survey was conducted under the Grant-inAid for Scientific Research of the Japanese government. The survey was conducted with the
aim of clarifying the factors that determine the performance of local governments in the three
countries that have experienced the most serious decentralization in Southeast Asian
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countries - the Philippines, Indonesia, and Thailand. In the Philippines, we conducted a
questionnaire survey of the local chief executive and the planning and development
coordinator (hereafter C / MPDC) of each LGU from 2011 to 2012 (interviews with them were
commissioned to Social Weather Stations (SWS)).
The survey data has a population of 1,515 LGUs (135 cities and 1380 towns) in 16
regions and 78 provinces, excluding the Autonomous Region of Muslim Mindanao, where the
political situation was unstable and the survey was expected to be difficult. Of these 1,515
LGUs, 300 LGUs were sampled by a one-step random sampling method. Population numbers
were assigned to all LGUs from the north, and 300 local governments were systematically
extracted in consideration of population size. The target LGUs are distributed in 16 regions
and 71 provinces out of 16 regions and 78 provinces. The breakdown by island group is 170
from Luzon, 67 from the Visayas, and 63 from Mindanao. By city or town, there were 93 cities
and 207 towns.
For the survey, we prepared two patterns of questionnaire, one for the local chief
executive and one for C / MPDC of LGU, and for each government, we interviewed both local
chief executive and C / MPDC. The reason for investigating C / MPCD is that they are centrally
involved in the most important policy process of formulating development plans for local
governments and oversee the secretariat of the Local Development Council (Article 113 of
the 1991 Local Government Code).
The interview with the local chief executives was conducted from November 12th,
2011, to November 27th, 2012, and the interview with C / MPCDs was conducted from October
12th, 2011, to April 19th, 2012. The respondence rate for both local chief executives and C /
MPCDs were 100%. For some reason, the interviews by SWS field researchers with three local
chief executives could not be completed, so the researchers from Japan went to conduct
interviews in November 2012.
II-2 Independent Variables
In this paper, we create the independent variables using the data on the frequency of
contact between the local chief executive and local stakeholders (NGOs, POs, private
companies, local common residents), on the political orientation of the local chief executive,
and on the main topics when the NGOs contact the local chief executive.
Regarding the frequency of contact, we asked the local chief executive about their
frequency of contact with "NGO members", "local PO members", "private sector officials", "local
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common people other than NGOs, citizen groups, and local PO members". The contact
frequency options are as follows: "Several times a week", "Once a week", "Two to three times
a month", "Once a month", "Several times a year", "None" (Table 1).
Regarding the political orientation of the local chief executive, we asked their opinion
on good local governance. At that time, the following options were shown. "Implementing the
project faster and at lower cost" and "Satisfying as wide a range of voters as possible, regardless
of cost or speed". We designated the local chief executives who chose the latter from these
options as " participation oriented". (Table 2).
Regarding the character of the NGOs and private companies that contact the local
chief executive, we designated NGOs and private companies aiming to realize their individual
interests as "petitioners" and those that work in cooperation with local governments on various
issues in the region as "partner". In the survey, we asked, "What are the most frequently
discussed issues with NGO / private company?" We then presented the following options and
asked the local chief executives to choose up to two. "New projects of local governments",
"New projects of organizations themselves", "Social problems of city/municipality", "Problems
related to the administrative management of local government", "New regulations", and
"Others". And we assume that NGO / private company is in contact with the local chief
executive as a "petitioner" if the answer includes "a new project of the organization itself",
otherwise as a "partner" (Table 3).
Table 1 Frequency of Contact

Several times a week
Once a week
Two to three times a
month
Once a month
Several times a year
None
Total

NGO

PO

Business

53
34
55

49
38
54

45
25
43

Common
Residents
181
24
25

77
76
5
300

80
74
5
300

72
98
17
300

23
44
3
300
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Table 2 Mayor’s Political Orientation
Leadership
Participation
Total
Table 3

Frequency
179
121
300

Characteristics of NGO and Business
Frequency

Petitioner
Partner
No answer
Total

NGO
101
196
3
300

Business
78
216
6
300

II-3 Dependent Variables
Data from LGPMS 2011 and 2012, which evaluate the performance of LGUs, are used
as the dependent variables. LGPMS consists of (1) administrative governance, (2) social
governance, (3) economic governance, (4) environmental governance, and (5) valuing
fundamentals of good governance. Each performance area has several indicators for the
evaluation of the performance of local governments on a five-point scale with the lowest
score being one and the highest score being five (Table 4). Among these, the governance
indicators with low frequency (support to agricultural sector, support to fishery services, forest
ecosystem management, freshwater ecosystem management, coastal marine ecosystem
management) are excluded from the analysis because there are many missing values due to
non-applicability. And we also exclude indicators whose scores are not normally distributed
because they are not suitable for regression analysis. Indicators for analysis and the descriptive
statistics of each indicator are shown in Table 5 (LGPMS 2011) and Table 6 (LGPMS 2012).
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Table 4 Governance Indicators
Local Legislation
Development Planning
Revenue Generation
Administrative Governance
Resource Allocation and Utilization
Customer Service
Human Resource Management and Development
Health Service
Support to Education
Social Governance
Support to Housing and Basic Utilities
Peace, Security and Disaster Risk Management
Support to Agriculture Sector
Economic Governance
Support to Fishery Services
Entrepreneurship, Business and Industry Promotion
Forest Ecosystem Management
Freshwater Ecosystem Management
Environmental Governance
Coastal Marine Ecosystem Management
Urban Ecosystem Management
Transparency
Valuing Fundamentals of
Participation
Good Governance
Financial Accountability
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Table 5 Descriptive Statistics (LGPMS 2011)

300

1.33

5.00

3.86

Std.
Deviation
0.741

300

1.63

5.00

3.78

0.690

300

1.00

5.00

3.54

0.815

300

2.60

5.00

4.39

0.460

300

1.48

5.00

4.01

0.655

300

2.99

5.00

4.63

0.317

N
Local Legislation
Revenue
Administrative Generation
Governance
Resource
Allocation and
Utilization
Peace, Security
Social
and Disaster Risk
Governance
Management
Urban
Environmental
Ecosystem
Governance
Management
Valuing
Fundamentals Financial
of Good
Accountability
Governance

Min

Max

Mean
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Table 6 Descriptive Statistics (LGPMS 2012)

Local Legislation
Revenue
Administrative Generation
Governance
Resource
Allocation and
Utilization
Peace, Security
Social
and Disaster Risk
Governance
Management
Urban
Environmental
Ecosystem
Governance
Management
Valuing
Fundamentals Financial
of Good
Accountability
Governance

N

Min

Max

Mean

299

1.45

5.00

3.87

Std.
Deviation
0.739

299

1.96

5.00

3.86

0.684

299

1.00

5.00

3.56

0.823

298

2.52

5.00

4.45

0.431

298

1.73

5.00

4.07

0.654

298

3.12

5.00

4.63

0.309

II-4 Control Variables
In order to control the influence of factors that are unrelated to the independent
variable, the following items are input to the model as control variables. (1) City / town (city
= 1, town = 0), (2) Income class 1 or more / 2 or less (1 or more = 1, 2 or less = 0), (3) Strength
of financial support from Congresspersons (strong = 1, weak = 0) ), (4) Strength of financial
support from Senators (strong = 1, weak = 0), (5) Strength of financial support from the
secretaries of departments (strong = 1, weak = 0), (6) Strength of financial support from private
sector (strong = 1, weak = 0), (7) Frequency of contact with city / town council members
(several times a week, once a week, 2-3 times a month, once a month, several times a year,
none), (8) Frequency of contact with the barangay captains (several times a week, Once a
week, 2-3 times a month, once a month, several times a year, none), (9) Business family origin
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/ others (business origin = 1, non-business = 0), (10) New public management (NPM) type
mayor / others (NPM type mayor = 1, other = 0).
Table 7 Attributes of LGU
City / Municipality
Frequency
Municipality
207
City
93
Total
300

Income Class
2 or below
1 or above
Total

Frequency
156
144
300

Table 8 Strength of financial support
Department
secretary
Frequency
154
146
300

Congressperson Senator
Frequency
83
217
300

Weak support
Strong support
Total

Frequency
193
107
300

Private sector
Frequency
135
165
300

Table 9 Frequency of contact
Frequency
Barangay captains

local assembly
members

several times a week

139

123

once a week

42

103

2-3 times a month

41

29

once a month

59

27

several times a year

18

16

no answer

1
300

2
300

Total

318

Table 10 Attributes of Mayor
Frequency

Frequency

Non-business

175

Non-NPM

50

Business

125

NPM

250

Total

300

Total

300

III ANALYSIS AND FINDINGS
We conducted a multiple regression analysis to clarify how the frequency of contact
between various stakeholders and local chief executives, the political orientation of local chief
executives, and the characteristics of NGOs and POs in contact with local chief executives
affect the performance of LGUs. The results of the analysis are shown in Table 11 (2011
LGPMS) and Table 12 (2012 LGPMS). Among the governance indicators shown in Tables 5 and
6, we excluded “Financial accountability” of 2012 from the analysis because the multiple
regression equation for this indicator was not significant and didn’t robust as a model.
III-1 Effects of independent variables
Regarding the frequency of contact between the local chief executive and various
stakeholders, we found the following points. The effects of contact frequency between the
local chief executive and stakeholders were not seen except for business people and the
local common residents. For business people, LGU performance was significantly lower in
“Resource Allocation and Utilization in 2011” where the frequency of contact was higher. For
the local common residents, the results were inconsistent. In “Resource Allocation and
Utilization in 2011”, the higher the contact frequency, the lower the performance of LGUs,
while in “Revenue generation in 2012”, the higher the contact frequency, the higher the
performance.
Regarding the mayor's political orientation, if the mayor is participation-oriented, the
performance of LGUs is low ("Financial Accountability in 2011" and "Resource Allocation and
Utilization in 2012").
As to the characteristics of NGOs and business, we found that if the business is in
contact with the local chief executive as a petitioner, LGUs perform better (“Revenue
generation in 2012” and “Peace, Security, and Disaster Risk Management in 2012”).
Table 11 Results of Multiple regression analysis (LGPMS 2011）
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Independent variables
Frequency of contact
with NGOs
Frequency of contact
with POs
Frequency of contact
with business people
Frequency of contact
with common residents
Participation oriented
mayor
Characteristics of
NGOs
Characteristics of
private companies
Control variables
City / Municipality
Income class 1 and
above / 2 and below
Financial support from
congresspersons
Financial support from
senators
Financial support from
department secretaries
Financial support from
private sector
Frequency of contact
with barangay captains
Frequency of contact
with local councilors
Mayors from business
family
NPM type mayor
R2

Dependent variables
Resource Peace, Security
allocation
and Disaster
and
Risk
utilization Management

Urban
ecosystem
management

Financial
accounta
bility

0.019

0.024

-0.050

0.110

-0.001

0.018

0.131

0.078

-0.137 †

0.043

-0.016

-0.009

-0.007

0.027

-0.108 †

0.036

-0.060

0.004

0.026

-0.078

-0.020

0.035

0.035

-0.126 *

-0.037

-0.020

0.066

0.087

-0.029

-0.053

0.057

-0.043

-0.093

-0.024

-0.027

0.019

0.284 ***
0.087

0.023
0.187 **

0.325 ***
0.258 ***

0.312 ***
0.141 *

0.237 ***
0.163 **

0.112 †
0.186 **

-0.087

-0.111 †

-0.034

-0.013

-0.049

-0.037

0.021

0.084

0.044

0.026

0.059

0.062

0.049

-0.029

-0.064

-0.057

-0.174 **

-0.010

0.078

0.139 *

0.000

0.112 †

0.175 **

0.136 *

-0.101

-0.160 *

0.093

0.033

-0.038

0.008

0.038

0.160 *

0.080

-0.023

-0.023

-0.096

-0.018

-0.024

-0.064

0.008

0.017

-0.049

0.024
0.100

0.051
0.071

-0.043
0.161

-0.027
0.111

0.004
0.108

-0.016
0.070

Local
legislation

Revenue
generation

0.100

-0.018

-0.085

-0.053

0.018

0.086

Note: †p<0.10; *p<0.05; **p<0.01; ***p<0.001．

Table 12

Results of Multiple regression analysis (LGPMS 2012
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Independent variables
Frequency of contact with NGOs
Frequency of contact with POs
Frequency of contact with
business people
Frequency of contact with
common residents
Participation oriented mayor
Characteristics of NGOs
Characteristics of private
companies
Control variables
City / Municipality
Income class 1 and above / 2 and
below
Financial support from
congresspersons
Financial support from senators
Financial support from
department secretaries
Financial support from private
sector
Frequency of contact with
barangay captains
Frequency of contact with local
councilors
Mayors from business family
NPM type mayor
R2

Dependent variables
Resource
Peace, Security
allocation
and Disaster Risk
and
Management
utilization

Urban
ecosystem
management

Local
legislation

Revenue
generation

0.063
0.025
-0.018

-0.081
0.056
0.114

-0.033
0.061
-0.108

0.032
-0.033
0.055

0.025
-0.009
-0.010

0.007

0.117 †

0.020

0.024

0.012

0.017
0.021
-0.035

0.055
0.061
-0.113 †

-0.11 *
0.065
-0.070

0.025
0.009
-0.154 **

0.052
-0.010
-0.067

0.317 ***
0.206 ***

0.044
0.152 *

0.363 ***
0.262 ***

0.307 ***
0.155 **

0.249 ***
0.276 ***

-0.011

-0.093

-0.037

0.042

-0.002

0.058
0.018

0.142 *
-0.080

0.065
-0.059

0.079
-0.101 †

0.086
-0.088

0.058

0.075

0.057

0.088

0.214 ***

-0.062

-0.052

0.017

0.066

-0.053

0.051

0.000

0.099

-0.005

0.033

-0.036
0.011
0.123

-0.072
-0.010
0.067

-0.029
-0.105
0.179

-0.069
-0.086
0.162

0.026
-0.080
0.182

Note: †p<0.10; *p<0.05; **p<0.01; ***p<0.001．

III-2 Effects of control variables
We found that large-scale LGUs and LGUs with a strong financial base generally perform
well. First, cities outperform municipalities in "Local legislation", "Resource Allocation and
Utilization", "Peace, Security and Disaster Risk Management", "Urban ecosystem management",
and "Financial Accountability" in 2011. Cities perform better than municipalities in "Local
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legislation", "Resource Allocation and Utilization", "Peace, Security and Disaster Risk
Management", and "Urban ecosystem management" in 2012 too. LGUs of higher-income class
(Class 1 and above) also outperform the ones of lower-income class in "Revenue generation",
"Resource Allocation and Utilization", "Peace, Security and Disaster Risk Management", "Urban
ecosystem management", and "Financial Accountability" in 2011. In 2012, LGUs of higherincome class again perform better than the ones of lower-income class in "Local legislation",
"Revenue generation", "Resource Allocation and Utilization", "Peace, Security and Disaster Risk
Management", and "Urban ecosystem management".
Regarding the mayor’s contact with local politicians such as barangay captains and
local councilors, frequent contact with local councilors improved the performance of LGUs,
while frequent contact with barangay captains reduced performance in "Revenue generation
in 2011".
With regard to financial support from outside the LGU, we found that more financial
support from private companies improves LGU's performance in several areas - "Revenue
generation in 2011 and 2012", "Peace, Security and Disaster Risk Management in 2011", "Urban
ecosystem management in 2011 and 2012", and "Financial Accountability in 2011". Also, more
financial support from Senators improves LGU's performance in "Revenue generation in 2012".
On the other hand, the strength of financial support from congresspersons reduce
LGU's performance in "Revenue generation in 2011". Also, with more financial support from
department secretaries of the central government, LGUs perform poorly in "Urban ecosystem
management in 2011" and "Peace, Security, and Disaster Risk Management in 2012".

IV DISCUSSION
In this paper, following discussions by Kobayashi and Osaki (2019) and Nishimura (2019)
that the performance of LGUs is better as the mayor comes into contact with "residents" more
frequently, we sought to find out who the mayor’s contact with would improve LGU’s
performance. We also tried to explore the effects of the political orientation of the local chief
executive and the characteristics of NGOs and the private sector on the performance of LGUs.
As a result of multiple regression analyses performed to investigate the effects of these factors
described above, the following points were clarified.
First, contact between the business and the local chief executive seems to worsen
LGU's performance. This is because, in "Resource allocation and utilization", the performance
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of LGU deteriorates as the contact with business people increases. However, businesses
increase LGU's performance in "Revenue generation" and "Peace, Security and Disaster Risk
Management", when they contact the local chief executive as a "petitioner". This shows that
businesses contribute to strengthening LGU's financial capacity if they have concrete projects.
In addition to this, "Financial support from the private sector" adopted as a control variable
improves the performance of LGU in several governance indicators such as "Revenue
generation", "Peace, Security and Disaster Risk Management", "Urban ecosystem management",
and "Financial Accountability". From these facts, it can be said that the contact between
business people and the local chief executive is facilitating financial support from business,
strengthening the financial base of LGUs, and enhancing the effectiveness of projects in the
fields of social policy and environmental policy.
As a case where the causal relationship shown here actually worked, there is a coastal
environment management project by the coastal local governments of Bataan (Nishimura
2012). In Bataan, several private companies operating in the province have set up funds to
actively provide financial and technical support to the province, cities, and municipalities. As
a result, the state's coastal environment management project was carried out relatively
smoothly. This case shows that the close relationship between private companies and LGUs
such as the local chief executive is one of the important factors to improve the performance
of local administration.
Second, the effects of frequent contact with NGOs and POs on the performance of
LGUs are not clear at least in the indicators examined in this paper because we can’t find any
significant features from the results of multiple regression analysis. Over the years, studies of
various cases in different parts of the world have shown that the active participation of NGOs
and POs improves the effectiveness and efficiency of local administration. Because of this, the
results of this paper are strange.
NGOs and POs have diverse characteristics depending on the origin of each organization
and the nature of the core business (Clarke 1995), and there is mutual distrust between them
and the government, politicians, and bureaucrats, including local governments in some cases
(Nishimura 2019b). In such cases, it may be difficult to improve LGU’s performance by
increasing contacts with NGOs and POs, even if they have relationships with the LGUs as
"partners". In addition to this, if NGOs and POs do not have enough capacity required for
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political participation, or if there are conflicts of interest between organizations, their
participation may not contribute to improving LGU’s performance.
Regarding contact with the local common residents, when the contact frequency was
high, the performance of "Revenue generation" in the field of administrative governance was
significantly higher, while the performance of LGUs was significantly lower in "Resource
allocation and utilization". The high performance in the "Revenue generation" may mean that
the more contact with the local common residents, the easier it is for the LGU to get their
cooperation in increasing revenue.
On the other hand, poor performance in "Resource allocation and utilization" may
reflect the difficulty of coordinating among residents of different interests. This point is
considered to be a reflection of the fact that the patron-client relationship has traditionally
defined the relationship between the local chief executive and the local common residents
in the Philippines. Under this relationship, the general public approaches the local chief
executive for various conveniences, and the latter responds to it in an attempt to secure their
political support.
The difficulty in coordinating interests among diverse populations seems to be
reflected in the poorer performance of the LGUs by the participation-oriented local chief
executives. The analysis results show that in the "2012 Resource Allocation and Utilization",
the LGU’s performance is poor when the local chief executive is participation-oriented. This
means that the more local chief executives are participation-oriented, the more they try to
hear the voice of a wider population, and as a result, they cannot efficiently prioritize policies
and effectively implement policies.
The patron-client relationship has been said to vertically connect from the end voters
through local politicians to national politicians. And it has been said that it is difficult to realize
rational allocation of resources under this relationship. The relationship between the local
chief executive and local common residents mentioned above seems to indicate this. In
addition, the findings of this paper - the LGU's performance is poorer with stronger financial
support from members of the House of Representatives - also suggest that the relationship
between local chief executives and congresspersons entails the problem presented by the
patron-client relationship.
On the other hand, as mentioned earlier, LGU performance is better when the business
contacts the local chief executive as a "petitioner" rather than as a "partner". Traditionally,
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local politicians have been accused of prioritizing private interests over public interests
because they are engaging in business or they have strong supporters from businesses, which
indicates the presence of the patron-client relationship between the local chief executive and
businesses (McCoy 1994; Lacaba 1995). However, this result suggests that meeting between
the business and the local chief executive for the individual businesses does not necessarily
impair the realization of public interests.

V CONCLUDING REMARKS
This paper categorizes stakeholders into NGOs, POs, private sector (businesses), and
the local common residents, and examines who the local chief executive should strengthen
relationships with to improve LGU’s performance. As a result, it was found that if financial
support from the business is strong, and if they form a relationship with the local chief
executive even if they aim to realize their projects, the performance of LGU is high. In contrast,
contact with NGOs and POs does not necessarily improve LGU’s performance. In addition,
contact with local common residents has been found to make rational allocation of policy
resources difficult, and it is suggested that the patron-client relationship affects this result. The
fact that the participation-oriented local chief executive worsens the performance of the LGU
also suggests that the patron-client relationship may negatively regulate the relationship
between the local common residents and the local chief executive.
However, this does not mean that the stakeholder's desire to realize individual
interests will have a completely negative impact on LGU performance. The fact that the
business's contact with the local chief executive in search of individual interests is improving
LGU's performance shows that the seemingly rent-seeking form of private-public connection
may not be the case.
In the future, it will be necessary to clarify under what conditions a private-public
connection over individual interests can be established without impairing the realization of
the public interest.
* This paper was prepared by modifying Kenichi Nishimura「地方自治体の政
策パフォーマンスに対する住民参加の効果―フィリピンを例と
して [Effect of Public Participation on the Policy Performance of Local Governments in a
Developing Country: A Case Study of the Philippines]」『阪大法学 [Osaka Law Review]
』(Vol. 70, No. 6) with variables and analytical models.
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ABSTRACT
In Japan, policies on cohesive society were a concept similar to inclusive governance,
which existed until 2020. Policies on cohesive society include policies for persons with
disabilities and poverty among children. There are two research questions in this study: (1)
Why were policies on cohesive society used for inclusive governance in Japan? (2) Has policy
coordination and governance around policies on cohesive society been successful?
Policies on cohesive society are based on the confluence of different ideas. According
to the Prime Minister’s Office in 2000, the Cabinet Office has coordinated the cooperation of
the police and schools in implementing measures against juvenile delinquency since
immediately after World War II. Thus, it has expertise in collaborative governance. Prime
Minister Koizumi institutionalized policy coordination by assigning measures against the
declining birthrate to this organization, which led to the development of policies on cohesive
society. However, this resulted in a mishmash of policies and failed to reform the meta-policy.
In the second Abe administration, some of the policies on cohesive society were transferred
to other ministries as well. In Japan, it also was difficult to establish a framework for the
functioning of an inclusive government.
Keywords: Coordination, governance, policies, cohesive, society, Japan
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1. INTRODUCTION
Policy coordination is one of the most important topics in policy design. To avoid
wasting government resources, policy programs must not be duplicated. If the policy goals of
the ministries and agencies are contradictory, the policies will be less effective.
Institutionalizing coordination and ensuring cooperation among government agencies has been
the subject of various public administration and policy studies worldwide (Metcalfe 1994;
Peters 2018).
Achieving inclusive governance requires collaboration and partnerships that include
both government agencies and the private sector. To protect vulnerable people from violence
and poverty, a framework is needed to effectively coordinate social services and police policy
implementation. In Japan, policies on cohesive society is an existing concept similar to
inclusive governance. They are similar yet different concepts (OECD 2020). This begs certain
questions. Why have two different concepts rooted in Japan? Have policies on cohesive
societies been able to achieve their goals?
The trend of inclusive governance in Japan is closely related to the administrative
reform of the 1990s. Since the 1990s, countries around the world have experienced
centralization of power in the executive branch. To respond to new policy challenges, such
as international terrorist activities and environmental issues, policy coordination capacity has
improved (Andeweg et al. 2020). As a result, the central government of Japan was reorganized
in 2001. The staffing of the Cabinet Secretariat was increased and a new Cabinet Office was
established, thus strengthening the institutional power of the prime minister (Mulgan 2018) .
In 2004, the Cabinet Office for policies on cohesive society was created. From then on, this
organization was responsible for the policy coordination of Japan-style inclusive governance
for 16 years, from 2004 to 2020.
The purpose of this report is to examine the history and challenges of policy
coordination for Japan's policies on a cohesive society. There are two core questions to be
answered. First, why did Japan's inclusive governance take the special form of policies in a
cohesive society? This question can be explained in terms of the historical development of
government centers. Second, has the symbiotic society policy been able to achieve its policy
goals? To answer this question, I will explain from the perspective of policy integration and
administrative coordination since the 2000s.
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2. POLICIES ON COHESIVE SOCIETY AS INCLUSIVE GOVERNANCE
The Cabinet Office defines policies on cohesive society as important issues related to
the future society, particularly issues of people’s lifestyle and safety. Policies on cohesive
society include measures for youth affairs, international youth exchange, policy on poverty
among children, policy on the aging society, policy for persons with disabilities, and traffic
safety policy. In the past, this organization was also in charge of supporting crime victims
(2005–2016), suicide prevention (2006–2016), and policies for foreign residents residing in
Japan (2008–2018). At first glance, it is a mishmash of various policies.
Sociologist Takegawa Shogo is uncomfortable with the concept of a cohesive society,
which emphasizes the power of bonds and gives the impression that things will work out in a
harmonious manner (Mieno 2008:149-150). Why has inclusive governance based on diversity
not taken root in Japan? It can be explained by the historical background on the development
of coordination to create policies on Cohesive Society.
(2.1) Before the Central Government Reorganization (–2000)
In Japan, reorganization of the administrative bureaucracy rarely takes place; from the
establishment of the Ministry of Home Affairs in 1960 until the reorganization of the central
government ministries in 2001, the 13th-ministry system was maintained. Historically, the
Japanese government has responded to new administrative demands by establishing agencies,
such as the National Land Agency and the Environment Agency. The administrative
bureaucracy also sought to explore new policy frontiers to expand their self-interests.
Consequently, intense sectionalism emerged. For example, considering environmental issues,
the Ministry of International Trade and Industry (MITI), which handles industrial policy,
represented the interests of industry and was negative for environmental regulations.
Consequently, the Environment Agency was slow to introduce environmental assessments
and failed to implement effective environmental measures (Imamura 2006). For these reasons,
the policy coordination capacity of the administrative bureaucracy before 2000 was extremely
low.
When the social environment changes, uninhabited areas (“no man’s land”) that are
not handled by the ministries and agencies are created (Downs 1967). In postwar Japan,
juvenile delinquency control, traffic safety policy, and gender were cross-ministry issues. After
World War II, there were many war orphans, and juvenile delinquency became more serious.
Runaway juveniles fell into poverty and were at a high risk of committing the crime. Therefore,
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the police and schools had to work closely together to deter juvenile delinquency. As car
ownership increased with economic growth, the number of people killed or injured in traffic
accidents increased dramatically, with the loss of workers plunging the families left behind
into poverty. To prevent traffic accidents, public transportation systems and the police had to
work together to ensure safety. The International Women’s Year was in 1975, and international
norms were raised to improve the status of women. To do this, the concept of gender had to
be reflected in various fields, such as labor and education. Thus, to realize measures against
juvenile delinquency, traffic safety policies, and gender equality, it was necessary for various
government agencies to work together. Therefore, the Prime Minister's Office took on the role
of summarizing and coordinating these policies.
Since the 1990s, various methods of policy coordination have been proposed, and
various concepts, such as multi-agency collaboration and policy mainstreaming have emerged
(Tosun and Lang 2017a). However, before that, the Prime Minister's Office gained knowledge
by working on the policy coordination of troublesome issues. At that time, the Prime Minister's
Office and the General Affairs Agency had weak authority and a few staff; however, the
administrative reforms of the 1990s would change the nature of the Office.
(2.2) Other coordination (2001–2003)
In 1996, Prime Minister Ryutaro Hashimoto established the Administrative Reform
Council to consult with university officials and business leaders on ideas for reform. The
Administrative Reform Council recommended that the Prime Minister's Office be reorganized
into the Cabinet Office to strengthen the functions of the Cabinet. However, a discussion on
inclusive governance did not take place here.
Four policies were important to this discussion. The first was to revive a strong
economy through deregulation, as the economic growth rate declined after the collapse of
the bubble economy. The second was to protect Japan's position as a science and technology
powerhouse. The third was to enhance the administration's crisis management capabilities in
preparation for a major disaster, such as the Great Hanshin-Awaji Earthquake. The fourth was
to improve women's participation in society, which had lagged internationally. To this end,
key policy councils on the economy, science and technology, disaster management, and
gender were established.
Gender is a core issue in the inclusive governance of many countries. International
political scientist Inoguchi Kuniko, a member of the Administrative Reform Council, believed
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that an institutional basis for gender policy had to be established. Most of the democrats in
Japan were bureaucrats in the Ministry of Labor, and there were few female civil servants in
other ministries. Inoguchi recommended the establishment of a council for the promotion of
gender equality. In the Liberal Democratic Party, a conservative political party, many members
defended traditional family policies. Therefore, an organization with expertise in countering
political pressure was created (Inoguchi 2007a).
The members of the Administrative Reform Council were so busy designing the four
key policy councils that they did not discuss the institutional design for inclusive governance
as a whole. Nevertheless, this did not mean that measures against juvenile delinquency and
traffic safety became less important. Expertise in coordinating the police, judiciary, and other
sectors that are difficult to work with was essential. Therefore, an organization called the
Cabinet Office General Planning and Coordination Division was created. Some documents from
that time refer to it as other coordination. In addition to youth issues and traffic safety
measures, it was also in charge of aging society measures and policies for the disabled. This
mishmash of areas requiring multi-agency coordination was biased toward areas close to
inclusive governance (Gyosei Kaikaku Kaigi Jimukyoku OB kai, 1998).
When the Cabinet Office was established in 2001, the Director-General for Policy
Planning and Coordination of the Cabinet Office began to seek an organizational identity.
Therefore, it gathered economists and sociologists and held a study group, which proposed
policies on cohesive society. It was envisioned to include the youth, the elderly, and the
disabled. It meant creating a symbiotic society in the community, transcending generational
conflicts. Nuances such as multiculturalism and poverty alleviation were not included at this
point.
(2.3) Policies on Cohesive Society (2004–2020)
The Cabinet Office in charge of policies on cohesive society had two pillars:
collaborative governance and social policy. In 2008, the Headquarters for the Promotion of
Measures Against Firearms and the Headquarters for the Promotion of Measures to Prevent
Drug Abuse were integrated into the Council of Ministers for Crime Control and Prevention.
This is where Prime Minister Koizumi's idea came from.
In 1990, the total fertility rate dropped to 1.57%. Many politicians felt a sense of crisis
and worked on policies to increase the birthrate; however, the situation did not improve. In
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2003, the Koizumi administration enacted the Basic Law on Measures for Declining Birthrate
and the Law for Measures to Support the Development of the Next Generation.
Before 2003, the Ministry of Health, Labor, and Welfare (MHLW) had been in charge of
measures against declining birth rates. The organizational goals of the MHLW were to improve
social security and the working environment. Compared to pension and medical cost issues,
the budget for measures against declining birth rates was small. To take a broader perspective
on measures against declining birthrate, the perspective of collaborative governance is
required. For example, cooperation with schools is needed to reduce the burden of education.
Youth administration and birthrate reduction measures are similar in that they cooperate with
schools and other educational institutions. In 2005, Koizumi appointed Inoguchi as the Minister
of State for Declining Birthrates and Gender Equality, thus bringing gender policy and
conviviality policy closer together (Inoguchi 2007b).
In the 2000s, the work of the MHLW became busier due to the aging population. With
its hands full with pension and medical issues, the MHLW had no time to take charge of new
policies. Therefore, the Cabinet Office took responsibility. The prolonged recession led to
violent crimes and an increase in the number of suicides. Support for victims of crime and
suicide prevention policies became necessary. When the government changed in 2009, Mizuho
Fukushima of the Social Democratic Party was appointed Minister of State for Declining
Birthrate and Gender Equality. In 2013, the Abe administration enacted the Child Poverty
Prevention Law.
However, the Abe administration did not want further expansion of the Cabinet Office
in charge of symbiotic social policy. In 2016, by streamlining the Cabinet Secretariat and the
Cabinet Office, some policies were transferred to various ministries. In 2018, the Immigration
and Residence Management Agency was established to transfer policies for foreign residents
in Japan. In 2020, the Cabinet Office in charge of symbiotic social policy was renamed the
General Coordination Office, and the symbiotic society policy, a Japanese style of inclusive
governance that developed from the 2000s to the 2010s, returned to its old state.
(2.4) Summary
The term inclusive governance rarely appears in the official documents of the Japanese
government. The reason for this is that it took the special form of policies on cohesive society.
Since the immediate post-war period, the Prime Minister's Office has promoted cooperation
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among government departments, such as the police, and educational institutions in areas,
such as youth administration. Although its policy coordination capacity was weak at the time,
it became a prototype for collaborative governance.
In the administrative reforms of the 1990s, inclusive governance was not an important
political agenda. The interests of politicians and business leaders were in four areas: economy,
science and technology, disaster prevention, gender, and a key policy council was created in
the Cabinet Office. Youth administration and policies for the disabled were not politically
important and were treated as others. As the bureaucrats in the Cabinet Office searched for
organizational identity, they found the idea of policies on cohesive society.
Prime Minister Koizumi respected this organizational identity and developed the
organization. The Cabinet Office's policies on cohesive society became a receptacle for various
issues that arose in the 2000s. As various policy issues were added the organization grew in
size and complexity. While the Abe administration focused on measures to combat child
poverty, the respective policies were moved from the Cabinet Office to the MHLW.
Thus, beginning from the youth administration in the immediate postwar period,
policies on cohesive society were developed by combining knowledge on collaboration with
the police and other agencies with ideas from the Koizumi administration. Thus, Japan's
inclusive governance has always been at risk of being swayed by political expediency.

3. WHY WAS THERE A LIMIT TO POLICY COORDINATION FOR POLICIES ON
COHESIVE SOCIETY
Japan policy formation system is bottom-up, with administrative bureaucracy playing
a major role (Terada 2019). Administrative bureaucracy has more policy information than
politicians due to its constant contact with industry groups and policy targets. Iio (2007)
describes Japanese politics before the reorganization of central government ministries as a
“bureaucratic cabinet system” because ministers acted as agents of the bureaucracy, not of
the political parties, and resisted the leadership of the prime minister.
The goal of Hashimoto’s reform was to establish political leadership. The aim was to
shift to a top-down policymaking system by increasing the political influence of the prime
minister. In the Cabinet Office, experts were mobilized to produce policy ideas and information
that differed from the administrative bureaucracy. For example, in the Koizumi administration,
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the economist Heizo Takenaka became a cabinet minister; thus, structural reforms were
implemented by making economists into bureaucrats through political appointments.
(3.1) Framework: Policy Coordination and Intergovernmental Politics
In this section, I examine two questions; was the Cabinet Office in charge of symbiotic
social policy able to make effective policy adjustments from the 2000s to the 2010s? Why
was it unable to evolve into inclusive governance? These will be examined by combining
recent policy coordination theory with research on the Ministry of Stewardship.
Firstly, in policy coordination theory, various concepts have emerged in the post-New
Public Management (NPM) reforms. A variety of analytical concepts are used depending on
the administrative reform situation in each country, with many of the concepts having similar
meanings (Tosun and Lang 2017b). In public administration and public policy theory, the need
to go beyond fragmentation and conduct research using more universal concepts has been
argued (Trein et al. 2020). For example, Trein, Maggetti, and Meyer (2020) also operationalized
policy coordination by dividing it into policy and administrative levels. Policy integration refers
to the formulation of government strategies, action plans, and the legislation of frameworks
for policy integration. Meanwhile, administrative coordination refers to the procedural
development of interagency coordination and the creation of new organizational units.
Secondly, it is the study of stewardship and meta-policy. Meta-policy is defined as a
policy on policymaking, that is policy dealing with the characteristics of the policymaking
system (Dror 1971:3). Achieving effective inclusive governance requires reforming the policy
formation system to set cross-sectoral policy goals. According to Jann and Wegrich (2019a)
mentioned that generalists in the stewardship department need to be strengthened to achieve
meta-policy. Specialists who are policy experts have incentives to stick to their interests and
not change the policy formation system.
In this chapter, the significance and limitations of policies on a cohesive society will be
clarified by combining policy coordination and stewardship politics theories. In conclusion,
gathering specialists was a point of failure for policies on a cohesive society. We succeeded in
developing a mechanism for joint decision-making by ministers in the areas of birthrate
reduction and suicide prevention; however, we lacked generalists to support them. As a result,
the influence of specialists in individual fields did not reduce, making it difficult to reform a
larger decision-making system for inclusive governance.
(3.2) Administrative coordination and policy integration
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They examine administrative coordination and policy integration for the
institutionalization of policies in a cohesive society. There are three mechanisms for
administrative coordination. Firstly, the council of ministers, similar to an inner cabinet is
established as Extraordinary Organs to ensure joint decision-making among ministers. This
council decides on policy documents, specifically, general guidelines and basic policies. The
local government prepares a basic plan following the general plan formulated by the central
government. The meeting itself, however, it is a forum for giving political approval, and the
actual policy formation takes place at the preliminary stage. It occurs once a year, and
consensus-building among the ministers takes place in a ritualistic manner for about 10 to 20
minutes.
Secondly, a section in charge of the coordination is established. This organizational
unit negotiates with relevant ministries and agencies before decision-making among ministers.
However, in Japan, the number of civil servants has been limited by severe capacity reductions
for many years, limiting the number of people in charge of coordination. For example, in the
2010s, the Suicide Prevention Division was staffed with approximately 10 people (Moriyama
2018a). Moreover, there are cases of a section chief uniting several sections. In the entirety of
the Cabinet Office's Symbiotic Society Policy Division, there are only around 70 people
(Kobayashi 2016). Most human resources are bureaucrats seconding from various ministries
and agencies.
Thirdly, to compensate for the shortage of personnel, various methods are used to
collect policy information. In particular, conferences that bring together university professors,
journalists, and other experts serve as centers for the production of policy ideas. In the study
of administrative bureaucracy in Japan, advisory bodies, such as councils, play a major role in
policy formation. A council is a collegial organization composed of researchers and interest
representatives; it has the role of proposing policies in response to politicians' advice (Schwartz
2001). In the Cabinet Office in charge of policies on a cohesive society, there are many
specialized research committees other than councils, and they have a strong influence.
Thus, although there are few organizational resources in themes related to inclusive
governance, it can be said that the institutionalization of administrative coordination is well
underway. Regarding policy integration, it is organized from three perspectives:
Firstly, there has been progressing in legislating a cross-ministry framework, starting with
the Basic Law on Measures for Society with Decreasing Birthrate in 2003, which has led to the
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creation of several laws with the name is Basic Law. This provides a legal basis for the
administrative coordination mentioned above. Many of these basic laws were created through
parliamentary legislation (Miyazaki 2017). In Japan, which has a parliamentary cabinet system,
most bills that are passed are cabinet bills. However, bills related to inclusive governance
include those voluntarily prepared by non-partisan parliamentary leagues.
Secondly, policy integration has not been given high priority with government strategies
and action plans. The Koizumi administration attempted to enhance social policies while
promoting structural reforms, such as deregulation. The Democratic Party of Japan
administration also made policy changes on the issues of declining birth rates and youth
development. However, in the second Abe administration, the policy idea of 100 million
people playing an active role was set forth. Rather than the idea of inclusive governance,
which aims to achieve justice and happiness by reducing social exclusion, the second Abe
administration aimed to mobilize women and immigrants to boost the economy.
Thirdly, budget constraints are an issue. Japan, with its high budget deficit, must
restructure its finances. In the Abe administration, consumption tax was raised twice, but the
debt-to-GDP ratio was 230%. Budget allocations for each organization are tight, and to work
on new policies, something else must be dropped. This has led to rivalry over the budget
within the Cabinet Office's Symbiotic Society Policy Division. The Lehman shock and the Great
East Japan Earthquake raised the urgency of suicide prevention, which led to inadequate
budget allocations for other policies (Moriyama 2018b).
Thus, several laws on symbiotic social policies were created in Japan, and the
institutionalization of policy integration and administrative coordination was strengthened.
However, the creation of such laws has resulted in difficulties in clarifying prioritization.
)3.3( Failure of meta-policy
The Cabinet Office in charge of policies for a symbiotic society became more complex
as it expanded in size. For example, there are four council bodies related to young people:
the Council for Child Care and Childrearing (Council), the Headquarters for the Promotion of
Support for the Development of Children and Youth (Extraordinary Organs), the Council for
Measures for Society with Decreasing Birthrate (Extraordinary Organs), and the Council for
Measures against Child Poverty (Extraordinary Organs). There is no overarching framework or
organization to decide on policies related to children and youth, and the multiple
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organizations are working in disparate ways. Since there are too many coordinating
organizations, coordination of coordination has become necessary.
Specifically, there are examples of overlapping policies between the Cabinet Office
and the MHLW. Local governments are obligated to create administrative plans based on legal
provisions. Similar plans end up overlapping. For example, the five-year plan for persons with
disabilities enacted based on the Basic Law for Persons with Disabilities is under the jurisdiction
of the Cabinet Office, while the three-year welfare plan for persons with disabilities enacted
based on the Child Welfare Law is under the jurisdiction of the MHLW.
In other words, even though Japan's policy for a symbiotic society has been expanded
for policy coordination; thus, it has failed to centralize and facilitate policies. From a
theoretical perspective, two solutions exist: one is to create an organization that coordinates
based on a more comprehensive framework by merging the organizations placed in the
Cabinet Office. The other is for the prime minister to give strong authority to the relevant
ministers, such as the Minister of Health, Labor, and Welfare so that organizations other than
the Cabinet Office can become the headquarters for inclusive governance.
Why was neither of these approaches taken? On this issue, we can refer to a discussion
based on cases in Germany and other European countries, which revealed that effective
methods differ between policy coordination and meta-policy (Jann and Wegrich 2019b). Firstly,
in meta-policy, the interests of specialists and generalists’ conflict. Specialists here mean
policy experts, line ministries, and other actors with a strong interest in individual policies. To
successfully reform the policy formation system, it is necessary to establish the dominance of
generalists (Jann and Wegrich 2019c:854-855). However, the Cabinet Office in charge of the
symbiotic social policy had a few staff of its own. Due to the strong influence of experts and
other ministries, there were limits to the reform of the policy formation system.
Secondly, an effective strategy to reforming the policy formation system is to emulate
areas that have worked well (Jann and Wegrich 2019d:855). The biggest success story regarding
policy formation system reform is the Central Disaster Management Council. In recent years,
it has gradually expanded the scope of its work to include disaster reduction and
reconstruction work, including support for disaster victims. However, the reason for large-scale
disaster reduction policies is that the Great Hanshin-Awaji Earthquake and the Great East Japan
Earthquake, which attracted the attention of the public. As long as successful examples are
outliers, they cannot serve as helpful hints in providing policies for a symbiotic society. Thus,
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while the Cabinet Office's “policies on cohesive society” had the potential to develop into a
core organization for inclusive governance in Japan, it failed to evolve into an institution.
)3.4( Summary
Why has the symbiotic social policy failed to grow as an organization for inclusive
governance, despite various institutionalization efforts, and has reached its limits? In this
chapter, I set up an analytical framework by combining policy coordination research and
stewardship politics.
Similar mechanisms are in place for various policies included in symbiotic social policy.
A system of joint decision-making by ministers based on law is in place, and the level of
institutionalization of administrative coordination and policy integration is high. However, the
coordinating body faces resource constraints and is limited in terms of the number. The
coordinating body has had to rely on specialists from ministries and external experts to
formulate policies.
The dependence on specialists weakens the role of generalists. As a result,
administrative reforms to expand inclusive governance were not implemented, and the
symbiotic society policy was transferred to other ministries and agencies through the
streamlining of the Cabinet Secretariat and the Cabinet Office. Although the Cabinet Office in
charge of symbiotic social policy had the potential to grow as an organization for inclusive
governance, it failed to develop sufficiently.

4. CONCLUSION
In this report, we examined the trend of policies on cohesive society that have played
a role similar to that of inclusive governance in Japan. The research questions for this report
are twofold: Firstly, why is inclusive governance a special form of governance in Japan? The
reason can be explained by the historical background of organizational development. Right
from the postwar period, the Prime Minister's Office had experience in policy coordination, as
it was in charge of policies that required cooperation with the police, educational institutions,
and so on. However, it had limited policy coordination capabilities in situations where the
prime minister’s leadership was weak. When the prime minister’s institutional power was
strengthened by the reorganization of the central government ministries in 2001, the policy
coordination capacity of the Cabinet Office also improved. Therefore, the Koizumi
administration aimed to facilitate policy coordination of social policies by evolving other
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coordination into policies on cohesive society. Policies related to inclusive governance were
strengthened more than before, such as those related to the low birthrate and aging
population, suicide prevention, policies for foreign residents settling in Japan, and measures
against child poverty. However, the collection of several tasks made it difficult to coordinate
the coordination. Consequently, in the second Abe administration, the signboard of the
symbiotic society policy was taken down.
Secondly, were policies on a cohesive society able to conduct effective governance?
The rapporteur's answer to this question was a partial positive. Policy coordination was
certainly facilitated on the strong legal basis that constrained joint decision-making among
ministers, and the establishment of mechanisms, such as those reflecting the expertise of
experts in policy formation. However, it failed to integrate the various policies included in the
policies on cohesive society at a higher level. Inclusive governance was not built because the
influence of specialists was too strong; duplication of policy coordination programs.
What can be learned from the Japanese case is a harsh lesson. Even if one succeeds
in institutionalizing policy coordination for measures against child poverty and suicide, this
does not immediately lead to effective inclusive governance. Rather, depending on the design
of the coordinating organization, even a certain level of success may not lead to subsequent
organizational growth.
The relationship between the center of government and the MHLW is still a problem
in COVID-19. In Japan, the Minister of Health, Labor, and Welfare, the Minister for Coronas, and
the Minister for Vaccinations are appointed separately. The MHLW has been reluctant to
approve vaccines for coronary disasters, and Prime Minister Abe has had to intervene in
coronary measures (Takenaka 2020). The problem of policy coordination is the problem of
inter-organizational relations.
However, there is one reservation to the conclusion of this report. In Japan, local
governments implement policies that are the main actors in inclusive governance. Even if
policy integration and meta-policies at the central government level are not successful, local
governments that have initiated policy innovations may be able to achieve the goals of
inclusive governance. The analysis of multilevel governance in Japan is an area of future
research.
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EXAMINING INSTRUCTIONAL LEADERSHIP AND EMPLOYEES’ BEHAVIOR
IN THAILAND PRIVATE VOCATIONAL EDUCATION: THE INTEGRATED
ADMINISTRATION OF PUBLIC DUAL SYSTEM
SARUN WIDTAYAKORNBUNDIT
National Institute of Development Administration

ABSTRACT
This research aimed to support instructional leadership acts which allow effective
leaders to efficiently collaborate with their personnel as well as their institutions. As dual
systems are being increasingly implemented, this study intends to survey leaders’ ideas and
characteristics of instructors in private vocational institutes that may lead to employees’
loyalty to their leaders. The moderator variable, which refers to the need satisfaction and job
satisfaction, will be analyzed. The study also searches for practical solutions that can help
transform instructors’ leaders that are suitable and beneficial to the development of a
stronger foundation for vocational education in Thailand. The study using the quantitative
method by using SEM analysis. The sample of this study was 396 instructors in Thailand private
vocational schools under dual system administration. The result showed that instructional
leadership influences leader loyalty at 51.3 percent via needs satisfaction and job satisfaction
at 0.05 significant level. The finding showed the alternative options for discovering a method
to improve the education system in an organization. The context of leadership and
educational system is related to a well-balanced between educational institutes and the
business industry. These are involved with a leader who has the suitable qualification and
leads the possible way to resolve difficult issues arisen based on standard rules and regulation.
Keywords: instructional leadership, loyalty, needs satisfaction
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1. INTRODUCTION
The dual system has been related to private vocational education in Thailand as a
pilot test of an alternative option for learners. The guideline of the system was the
collaboration among educational institutes, government (Ministry of education and Ministry of
labor), and the business sector. Ministry of education is the organization where respond the
criteria and regulation by delegate the function of development to Dual Vocational Education
Center (DVEC). The context of the dual system is related to a well-balanced design of an
educational program and adapted from German education. Objectives of this system involved
giving an opportunity to learners to study from real experience outside the class and prepare
the learner before access to be successful labor for support economic and develop society.
It is difficult for an educational institution and a business organization to find a balance of their
need. Although, the dual system could be another choice to create a better chance for evolve
the value of human capital in the future.
This research aimed to support leadership acts that allow effective leaders to
efficiently collaborate with their personnel as well as their institutions. One possible way for
this kind of collaboration to be effective is to have a leader who is knowledgeable, skillful,
flexible, and who can resolve difficult issues arisen based on standard rules and regulations.
As dual systems are being increasingly implemented, this study intends to survey leaders’
ideas, the structure of vocational colleges, and the demographic characteristics that may lead
to employees’ loyalty to their leaders and their educational institutions. The moderator
variable, which refers to the needs satisfaction and job satisfaction, will be analyzed the effect
on leader loyalty. The study also searches for practical solutions that can help transform
instructors’ leaders that are suitable and beneficial to the development of a stronger
foundation for vocational education in Thailand.
In light of dynamic administration with leadership, a delegation of individual
responsibilities in educational institutions should be based on the quality of relationship at a
good level to suggest effective collaboration (Leithwood et al., 2007). It is possible that the
equation of leadership and quality of the relationship will enable educational institutions to
gain their success and to meet their learners’ needs. It is also plausible that the character or
structure of school factor (Hulpia, Devos, & Van Keer, 2009; Leithwood & Jantzi, 1999) and
individuality factor (Foster, Whysall, & Harris, 2008; Lesinger, Dagli, Gazi, Yusoff, & Aksal,
2016; Southworth, 2002) that are investigated together with the concept of leadership may
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better support quality of relationship. Thus, the factors used in the concept of employee
behavior could be set as a mediator variable or a dependent variable that could allow more
examination into leaders’ behaviors in taking their educational institutions to success.
Even though instructional leadership and needs satisfaction of employees to build
awareness of instructors and train them to provide best practices to students, empirical
research using instructional leadership as a variable to explore its relationship to needs
satisfaction of employees has been scarce. The researcher expects that instructional leaders
prefer such needs satisfaction acknowledgment to work without knowing one. Thus, the
researcher decided to examine this work using needs satisfaction and job satisfaction as a
mediator variable to study the effect of leader loyalty for the dual system in Thailand.

2. LITERATURE REVIEW
2.1 Instructional leadership
The implementation of the instructional leadership emphasized goals and missions
through learners and instructors, including the transformation of learning to become
progressive and practical all the time (Klar, 2012). The concept to stabilize the institution
learning of various members who run the programs, and adapt the communication model
from internally accumulated information to the unique organizational structure and the values
that drive distinguished organizations (Brandon, Hollweck, Donlevy, & Whalen, 2018; Ng,
Nguyen, Wong, & Choy, 2015). Dimensions of instructional leadership are usually based on
educational institution’s needs and personnel’s behaviors which are applied by the
management of the organization for sustainable efficiency and effectiveness. The characteristic
of this leadership style based on Alig-Mielcarek and Hoy (2005) which there are three
characteristics (1) defining and communicating goals; (2) monitoring and providing feedback on
teaching and learning process and; (3) promotes school-wide professional development that
urging or persuading personnel in career advancement. It could be said that instructional
leadership responds positively to its members through the exchange of information from
teaching feedback, especially the knowledge essential for work (Widtayakornbundit &
Phinaitrup, 2020).
2.2 Needs satisfaction
The functioning of needs satisfaction is based on the self-determination theory, this
could explain the personnel behavior among leaders, employees, and job (Deci & Ryan,
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2000; Deci et al., 2001). It has a different impact on behavior output depend on social context.
Needs satisfaction could apply the policy implementation in an organization and strategy in
human resource management to provide relevant personnel with the necessary support
environment and to build on the effectiveness gained from the organization (Kovjanic, Schuh,
Jonas, Quaquebeke, & Dick, 2012). It can be said that the theory is a guideline for managing
the needs’ employees to encourage people to utilize the organization's resources to the
fullest potential. The theoretical also claimed that the use of the application could stimulate
self-initiation or self-regulation along with their organizations’ policies (Chen & Adesope, 2016).
The characteristic of needs satisfaction contains needs autonomy, need competence, and
needs relativeness (Van den Broeck, Vansteenkiste, De Witte, & Lens, 2008). Thus, needs
satisfaction is essential to an organization system where ensures personnel perception
throughout the organization, to be ready for changes and outcomes of the organization in the
future.
2.3 Job satisfaction
Job satisfaction is a positive attitude of result in good behavior through organization
goal (Gruneberg, 1979; Rojas-Méndez, Vasquez-Parraga, Kara, & Cerda-Urrutia, 2009). This
concept responds to the idea of managing people that need to connect the organizational
working systems to determine the direction in which employees feel they can work without
the internal obstacles (Boer, Deinert, Homan, & Voelpel, 2016). This concept of job satisfaction
is a psychological stage with responsive effects upon a condition that the unexpected event
could occur on situation involve the individual work (Noe, Hollenbeck, Gerhart, & Wright, 2014).
Job satisfaction is a process, working in the form of behavioral expansion as required for
economic or internal employee outcomes
2.4 Leader loyalty
Loyalty has therefore become the reason for other sequential behaviors, such as
satisfaction, resignation, or commitment, and so on. Creating an emotional attachment to the
organization is a challenge in management, for instance, making investments in employees,
promoting goals and values to the organization at the same time, including unity between
people and organizations (Hart & Thompson, 2007). Organizing an environment or practice that
is appropriate for people in the organization will help create loyalty, especially the human
resource management approach which are complementary functions that help guarantee any
satisfaction of people in the organization (Ting & Yeh, 2014). This is the fundamental emotion
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in loyalty that complements other emotional relationships. The operations of the loyalty can
be both emotionally responsive to organizational performance and can be an indicator of
performance (Jiang & Cheng, 2008). One important role of leaders is to understand their
employees’ individualities. Because of the high level of the individuality of some employees,
their loyalty could be considered as affect-based loyalty which could be quite unstable. This
suggests that individuality should be somewhat controlled so that it is not negatively affecting
the leaders or the organizations. Nonetheless, loyalty could not be nurtured in every
individual. Some may exhibit non-loyalty no matter what. Others could be disloyal to the
leaders or educational institutions. Therefore, leaders should incorporate morality training
together with other professional training.

3. PURPOSE OF STUDY
This research aimed to learn the influence of instructional leadership under private
vocational education context that affects employee’s behaviors, i.e., needs satisfaction, job
satisfaction, and leader loyalty. The study used a structural equation model to develop an
instructional leadership model in Thailand based on a public dual system.
When referring to the aforementioned ideas or research on the use of instructional
leadership, needs satisfaction, organizational commitment, and leader loyalty as variables to
describe the behaviors encountered, the structure of the research framework in this study is
built
Needs
satisfaction

Instructional
leadership

H3

H4

Organizational
commitment

Figure 1 Conceptual framework

Leader loyalty
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The detail of the conceptual framework shown in figure 1. The said research framework
demonstrates the relationship between the variables, resulting in the following hypotheses:
The hypotheses based on the research framework and literature can be identified from
figure 1
H1: Instructional leadership influences need satisfaction for the member in educational
institutes.
H2: Instructional leadership influences organizational commitment for the member in
educational institutes.
H3: Instructional leadership influences leader loyalty for the member in educational
institutes.
H4: Needs satisfaction influences organizational commitment for the member in
educational institutes.
H5: Needs satisfaction influences leader loyalty for the member in educational
institutes.
H6: Organizational commitment influences leader loyalty for the member in
educational institutes.

4. METHODOLOGY
Research design - The design of this research is using a quantitative research
methodology. The questionnaire would distribute to the participants who were classroom
teachers in 131 different Thailand private vocation educational in the context of a dual system.
Employees’ responses with those of their managers or supervisor in each division follow the
question on dual-system structure in their academy, i.e., demographic detail which consists of
percentage, arithmetic mean, and standard deviation. The data of the study would collect
through a questionnaire from literature review and analyze by using statistic techniques as
descriptive analysis, multiple regression, path analysis, and fitness index for structural equation
modeling (SEM). The study utilized the relationships between independent variables
(instructional leadership) and dependent variable (leader loyalty) which had related through
a mediator (needs satisfaction and job satisfaction).
Respondents-The criteria for selected informants are based on: The private vocational
institutes must have applied the dual system for at least one year or more than three
semesters, and complied by the Ministry of Labor. The respondents also have qualified at
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least a bachelor's degree with a teaching license from the teachers’ council of Thailand,
including experience in the dual system above a year. The sampling strategy in this study, the
researcher chooses simple random sampling and purposive sampling for explaining the sample
group of institutes in each region and chosen population. The size of the sample was
employed the Maximum likelihood method which depends on a latent variable in the
conceptual framework. This study has four latent variables that approximately 40 to 80 of the
sample group. Although the maximum of data must surpass 200 sample groups for SEM
analysis (Lindeman, Merenda, & Gold, 1980). Then the returned questionnaires are 396 which
are the research sample in this study.
Instrument-The measurement in the questionnaire was variable from the conceptual
framework by literature review. Instructional leadership was measured using a 23-question
that adapted from Instructional Leadership Inventory (Alig-Mielcarek & Hoy, 2005). For
example, the instructional toward private vocational institute measure, ‘The administrative
team has supported professional development for instructors to reach the institution’s
missions in becoming a vocational institution using the dual system’ and ‘The administrative
team has paid more attention to the importance of the instructors’ development plans. The
instructors are allowed to adjust themselves to the dual system properly and not just that
they can follow the regulations of such system’. The mediating variables, i.e., Needs
satisfaction, is presented a nine-question based on self-determination theory (Kovjanic et al.,
2012) such as; ‘You feel comfortable in being yourself at work. You can exhibit initiatives at
work in completing your given tasks that would be aligned with the dual system or without
having to have someone control you’, ‘You feel that you do not possess any ability or are
not good at any working activities when it comes to working under the dual system’, and ‘You
are close to the administrative team in your institution and are familiar with collaborations
with other administrative teams in other vocational institutions under the dual system. Job
satisfaction that applied from the job descriptive index (Vaughn & Dunn, 1974) containing a
ten-question, this including the statement such as ‘You feel that you love the job you are
currently doing’, ‘You feel that your current job is popular in the labor market’, and ‘You feel
that your current job will lead you to have success in life. For the dependent variable, leader
loyalty shown an 8-question, modified from loyalty measurement (Jiang & Cheng, 2008),
including a statement such as ‘You think that the academic success gained is because of the
collaboration between you and your administrative team under the dual system’ and ‘You
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are authorized to work in the dual system without any monitoring from your administrative
team or your direct boss’. Measurements in each variable are taken from the review of
relevant literature and theories, translated into Thai questionnaires, and applied to the context
in Thailand. Then, it is translated into English again (Brislin, 1980). The informants were
requested to answer the survey questionnaire on a five-ranging Likert scale from (1) absolutely
disagree and (5) extremely agree. The total of items in the questionnaire is obtained and
calculated from the reliability test and the factor loading analysis on the confirmatory analysis
method.

5. FINDING AND RESULTS OF STUDY
5.1 The results of the descriptive analysis
The informant data of gender; females’ percentage more than males’ number at 60.1
percent and 39.9. The education level of the sample group with bachelor's degrees is the
majority group at 68.9 percent. The instructor is the most group in an academic position of
the sample at 78.8 percent. The 41.7 percent of respondents in education institutes have
seniority in academics at one to five years. Finally, the tenue in current position between one
to five years is most of the group similar as the amount of seniority. The results of the
descriptive analysis of the score of instructional models’ variables are shown in the table
follow;
Table 1 Informant descriptive analysis
Status
Number
Percentage
Gender
Male
153
39.9
Female
238
60.1
Education level
Bachelor degree
273
68.9
Master degree
117
29.5
Doctoral and other
6
1.6
Academic Position
Instructor / Teacher
312
78.8
Supervisor / Director
34
8.6
Operation and Other
50
12.6
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Status
Seniority in Academic (year)
1-5
6-10
11-15
16-20
21 and over
Tenure in current position (year)
1-5
6-10
11-15
16-20
21 and over

Number

Percentage

165
90
43
26
72

41.7
22.7
10.9
6.6
18.2

189
95
37
21
54

47.7
24.0
9.3
5.3
13.6

5.2 the results of the descriptive analysis of instructional leadership model
The results of the descriptive analysis of the score of instructional models’ variables are shown
in the table follow;
Table 2 Mean, standard deviations, and reliability testing analysis
Cronbach
Variable
Item
Mean S.D.
alpha
Promote school-wide
Instructional
professional
4.19
0.54
0.687
Leadership (ISL)
development (ISL1)
Defines
and
communicates shared 4.24
0.49
0.804
goals (ISL2)
Monitors and provides
feedback on the
4.23
0.49
0.800
teaching and learning
process (ISL3)
Needs
Need
autonomy
4.04
0.68
0.799
satisfaction
(Needs1)
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Variable

Item

Job satisfaction
Leader Loyalty

Need
(Need2)
Need
(Need3)
-

competence
relativeness

Mean

S.D.

Cronbach
alpha

4.09

0.59

0.749

3.97

0.65

0.751

4.26
4.18

0.52
0.54

0.903
0.906

5.3 The results of the structural equation model for instructional leadership
model
The results of the structural equation model analysis for the instructional leadership
model are displayed in the figure below;

Figure 2 the result of instructional leadership testing
The factor loading values used to measure the internal consistency of the constructs
are obtained from internal latent variables as follows: 1) instructional leadership which
includes the value weighting factor derived from the standardized regression weight of the
variable divided into the following 3 dimensions: (1) defining and communicating goals (ISL1)
(factor score weight 0.865), (2) monitoring and providing feedback on teaching and learning
process (ISL2) (factor score weight 0.866), (3) promotes school-wide professional development
(ISL3) (factor score weight 0.861); and 2) needs satisfaction which includes the value weighting
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factor within the following variables: (1) needs autonomy (Needs1) (factor score weight 0.611),
(2) needs relativeness (Needs2) (factor score weight 0.878), and (3) needs competence
(Needs3) (factor score weight 0.710). The results from indexes consist of instructional
leadership as an independent variable; the mediating variable, i.e., needs satisfaction and job
satisfaction; and leader loyalty as the dependent variable. The result is presented in figure
2
The results from the structural equation modeling analysis from figure 1 that have
represented, CMIN (chi-square) = 44.463, df = 16, CMIN/df = 2.779, GFI = .974, AGFI = 0.942,
CFI = .983, TLI = .971 RMR = .012, RMSEA = .067, and HOELTER .05 = 234. All of these meet
the criterion set for the analysis. The chi-square/df should not exceed 5.00 (Loo & Thorpe,
2000), The number of GFI, CFI, and TLI should be equal to or more than 0.90 (Hair, Black,
Babin, Anderson, & Tatham, 2006). Also, RMSEA should be 0.08 (Hair, Anderson, Tatham, &
Black, 1998). In short, this model is in harmony with the empirical evidence. The fitness index
results were further confirmed that the model study has fit well for the standard
measurement. The results are shown in table 3 as followed;
Table 3 Fitness index
Index

Model fitness criteria

Model result

CMIN/df (χ2 /df)
GFI
AGFI
CFI
TLI
RMR
RMSEA
HOELTER .05

Below 5
Above 0.90
Above 0.90
Above 0.90
Above 0.90
Below 0.05
Below 0.08
More than 200

2.779
0.974
0.942
0.983
0.971
0.012
0.067
234

Model level of
fit
Moderate fit
Good fit
Good fit
Good fit
Good fit
Good fit
Moderate fit
Good fit

4.4 The results of the estimate value of instructional leadership model
The results of the regression weight analysis (default model) for the instructional
leadership model are demonstrated in table 2.
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Table 4 Regression weight: default model
Regression weight
Estimate S.E.

C.R.

P-value

Instructional leadership
Needs satisfaction
0.644
0.062 10.404 ***
Job satisfaction
0.550
0.067 8.175 ***
Leader loyalty
0.423
0.072 5.917 ***
Needs satisfaction
Job satisfaction
0.271
0.070 3.882 ***
Leader loyalty
0.165
0.069 2.405 0.016**
Job satisfaction
Leader loyalty
0.320
0.053 6.096 ***
* p < .05, ** p < .01, *** p < .001
The effect of instructional leadership in educational institutes was positively and
significantly influences needs satisfaction (β = 0.64, p < 0.000). This result of estimated value
was supporting H1. For H2, instructional leadership in education institutes was positively and
significantly influences job satisfaction (β = 0.42, p < 0.000). Instructional leadership has a
positive and significant effect on leader loyalty (β = 0.27, p < 0.016), supporting H3. According
H4, the significant of needs satisfaction impacts positively to job satisfaction positive (β = 0.27,
p < 0.000). Needs satisfaction has a direct impact on leader loyalty (β = 0.16, p < 0.016) which
has a significant value for support H5. Finally, Employees’ job satisfaction positively and
significantly influenced leader loyalty (β = 0.32, p < 0.000), supporting H6. The results
represent the estimated value from direct and indirect effect in each variable in the
instructional leadership model, support every hypothesis, and mediating the effect of
relationship in the model. These outcomes of the SEM are shown in table 4.
Table 5 Square multiple correlation: default model
Variable
Estimate Variable
Estimate
defining
and
Needs
0.748
0.428
communicating goals
satisfaction
monitoring
and
Needs
0.749
0.373
providing feedback
autonomy
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Variable
Estimate Variable
on teaching and
learning process
promotes schoolNeeds
wide
professional 0.742
relativeness
development
Needs
Job satisfaction
0.462
competence
Leader loyalty
0.516

Estimate

0.771
0.504

The results of the square multiple correlation values are present in the instructional
leadership model (table 5). It has shown the influence among independent variables to
mediating and dependent variables (p < .001)., which affected mediating variables, i.e., needs
satisfaction at 0.428 or 42.8 percent and job satisfaction at 0.462 or 46.2 percent. The effect
of instructional leadership also has impacted leader loyalty at 0.516 or 51.6 percent. This
outcome implied the significant effect of instructional leadership on every employee’s
behavior in private vocational education in Thailand.
Table 6 Statistic Total Effect Test Results.
ISL
Needs JS
Needs
0.644
JS
0.550
0.271
LL
0.423
0.165
0.320
The total effect of each variable, namely, instructional leadership is calculated through
needs satisfaction, job satisfaction, and leader loyalty has a total effect at 0.644, 0.550, and
0.423 in an order. The result in table 6 shows the output for the better value of total effect
among instructional leadership (ISL) which has mediating variables by needs satisfaction
(Needs), job satisfaction (JS), and leader loyalty (LL). For the other result has increasing
respectively, the total effect of needs satisfaction on job satisfaction at 0.271 and leader
loyalty at 0.165, The total effect between job satisfaction and leader loyalty at 0.320. In sum,
the part analysis of instructional leadership should be the conclusion as a leader who
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investigates the leader loyalty of the education instructors before assuming other types of
behavior. All results of total effect are shown in table 4 are as followed;

6. DISCUSSION
A study by Alig-Mielcarek and Hoy (2005) explained the educational institute has to
provide supports by creating a good environment that affects the psychological conditions to
strengthen the mental stability of the employees, such as a good communication system for
solving problems arising in the organization (Foo Seong David Ng, Thanh Dong Nguyen, Wong,
& Choy, 2015), issuing regulations that build a safe work environment (Kaparou & Bush, 2015),
or having good leadership that helps employees adapt to changing work conditions (Robinson,
2010), and so on. About the overview of instructional leadership for the institution, the
organization has to be careful with it since the methods are elaborate.
About the value of the job satisfaction gained at work, when employees have
performed their tasks, the knowledge from that work will be conveyed to other people. If the
organization facilitates human resource management and sharing necessary knowledge
thoroughly, it will enable individuals to realize the benefits of both work and organization that
support the development of their competencies (Asencio, 2016; Sayadi, 2016). Although. The
educational institute practice must survey on the requirement of employees which support
their knowledge and ability. Job satisfaction is not a single behavior that can respond to all
organization's missions. The implementation of the needs satisfaction concept must depend
on approaches appropriate to the organization. Based on self-determination theory can
encourage and maximize employee operation in an organization (Deci et al., 2001). The detail
of this theory links to self-management by funding on a member of the organization. This
would help minimize the difference from cultures, races, or identities to ensure proper
development (Deci & Ryan, 2000). In addition, the educational organization needs to separate
the unit analysis for development on human capital because problems at each level have
different impacts. The ideal of study must be a focus at a policy level, involving both an
organization system and instructor operation (Hetland, Pallesen, Schou Andreassen, Hetland,
& Notelaers, 2011). The overall idea of the suitable behavior concept for private vocational
education should describe the actual requirements of the organization, and the extent of
organizational demand and resource availability for a dual system. After that, the knowledge
to be provided for the members of the organization must be appropriate. This includes
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realizing the control and supervision of systems that need to be integrated with human
resource practice and managing style for a leader. The organization can create conditions that
facilitate the working environment that will improve the stability of organizational practices.
Particularly, when economic values change dynamically, knowledge is an important
asset, regardless of being information used in the network, feedback from organization and
leaner, or the relationship between both external and internal stakeholders. The complexity
management is therefore required to disseminate the knowledge available in both people
and system to the general public in a structured manner so that people in the network can
apply their resources to the organization's context to their full capacity (Campbell, Chaseling,
Boyd, & Shipway, 2018). The education institute structure and leader management seems to
be the immune system against the effects of changes that knowledge within the organizational
network works in line with supply chain management, with an adaptive pattern of workflow
that allows organization data and knowledge sharing between departments, leading to
learning in a network and rightly judging the acquired support (Enueme & Egwunyenga,
2008; Firestone & Cecilia Martinez, 2007; Tan, 2012; Widtayakornbundit & Phinaitrup, 2020)
The process of instructional leadership on private vocational education is not a single
concept that can respond to all organizations. The way to examines the effects of employee
behavior that depend on the prediction of expectation of desired behavior for complete the
goal of an organization. Not all behavioral causal factors can result in leader loyalty because
they have gained experiences from work, and the investment of the organization in these
human capitals are inputs that enhance individual motivation and satisfaction, or due to the
challenging work. The use of needs satisfaction and job satisfaction in making a decision
encourages employees to have self-esteem, and perform behaviors of leader loyalty (Ting &
Yeh, 2014; Wu & Wang, 2012). These studies show that needs satisfaction and job satisfaction
is more often a linkage between independent and dependent variables because it helps raise
understanding about the context of the research study. The independent variables applied in
the study mostly make employees feel positive about themselves.
The overall picture of the instructional leadership model in the study may be defined
by applying independent variables to describe the phenomena and manipulate outcomes
because not all functions have the sole response to engagement. Clearly, not only do the
leaders investigate the process in realization the needs of their personnel, but they also need
to thoroughly examine interactions between individuals and their work environments which
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affect their work quality. Functional relationships can be a control variable that forces
employees in the organization to fulfill organizational objectives, or the conditions of work in
the organization require employees to be part of the organization to achieve a collective
outcome in the preservation and supporting of their outcome behavior.

7. CONCLUDING AND RECOMMENDATION
It has been shown that instructional leaderships greatly affect employee’s behaviors
in educational institutions. The behaviors in this study are represented the individual
perception to motivate organization members successful in their work. Organizational
management is always aware of success. Creating a task to achieve missions always ignores
the context that affects members of the organization. The dual system is a new context of
education in Thailand. This dynamic changing become a new challenge to every stakeholder
in this community. Their direct effects on instructional leadership relate to personnel’s
behaviors which impacts personnel’s loyalty towards the leaders themselves. In this study,
the education institutes must take a closer look at their instructors and consider any practice
that designed the right behavior for the organization. Therefore, the instructional leader was
supported internal management in vocational education institutes and implemented dual
system policy from the public sector by cooperatively management. The organization has to
relate both sides of regulation and behaviors with employment succession plans for their
employee for the sustainability of good administration.
To apply the concept of instructional leadership in educational institutions, it is not
possible to ignore rules and regulations as well as policies set by public sectors such as the
Office of Vocational Education Commission. The plausible management could be
implemented when leaders or administrative executives of educational institutions are
involved in management processes. Instructional leadership provides contemporary and
powerful leadership which could lead to positive activate and work support. Both activity and
work support closely relate to the emotions and perceptions of employees to work for their
organizations. Leaders have their roles in persuading their employees to commit to their works
and to complete the tasks according to organizations’ goals. With this communicative strategy,
on the one hand, the employees feel that they belong to the organizations while working to
their best
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Recommendation for leadership style in this study may acquire suitable behavior that
fits well with most of the members in communities of practice in the educational institutes.
The organization should be aware of its availability, along with perceiving its context in the
same way as perceiving various work barriers. Instructional leadership cannot be motivated by
a single input. The flexibility of the organization and the adaptation of its members will further
stimulate those factors to achieve effectiveness. The approach of work may not be successful
at first, but the exchange will promote organizational development coupled with human
resources development, leading to a model organization that grows in a dual system in the
vocational education community.
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ABSTRACT
Japan’s workforce is decreasing due to its declining birthrate and aging population.
Moreover, work style reforms to pursue work-life balance and ensure efficient work for wellbeing have been prioritized. Teleworking can build a resilient, environment-conscious society
through population dispersal and widespread job creation and is especially beneficial during
pandemics and natural disasters. Therefore, the authors focused on workation, a word coined
by combining “work” and “vacation,” implying teleworking in the countryside—away from
the urban office—thereby blending leisure and quality of life with productivity. The research
method comprised text analysis of telework promotion policy materials issued by the national
and local governments and a field survey in two subnational areas. By adapting the framework
of the cascade model and horizontal approach for inclusive growth, the characteristics of
telework promotion policies were clarified, including diverse supporting institutions, with each
organization shouldering leadership, sharing visions, and co-creating workation ecosystem
governance with various local actors. Companies promote workations to enhance their
reputation, thereby strengthening employee recruitment. There is a gap between the goals of
companies and supporting institutions, which includes enhancing engagement between newly
located companies and local communities. Lastly, regarding policy implications, all levels of
the government take the initiative and share the role and responsibility to implement
innovative policies that utilize public-private partnerships as necessary, enhance matching and
collaborative functions with local companies and communities in the telework center, and
brand the region as a destination for workation.
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INTRODUCTION
Japan’s workforce is decreasing due to the country’s declining birthrate and aging
population. This trend is particularly noticeable in rural areas. The Organisation for Economic
Co-operation and Development (OECD) claims that globalization increases the benefits of
urban agglomeration; however, it may be disadvantageous in rural areas, resulting in disparities
in the quality and quantity of employment between cities and rural areas (OECD, 2015). The
continuing outflow of labor from rural to urban areas has led to a decline in the rural
population, creating regional inequality. In contrast, reforms for work-life balance and pursuing
work efficiency to tackle labor shortages are prevalent in Japan. Further motivated by the
COVID-19 pandemic and other disasters, teleworking has become a popular method for
building a resilient, environment-conscious society by dispersing the population and ensuring
widespread job creation.
Telework has been defined as “a form of organizing and/or performing work, using
information technology (IT), in the context of an employment contract/relationship, where
work, which could also be performed at the employer’s premises, is carried out away from
those premises on regularly” (ETUC-UNICE-UEAPME-CEEP 2002, art.2) and “working from a
variety of alternative locations outside of the central office and includes work from homebased businesses, telecenters, and call centers, and even work within an organization’s
central office between individuals who are interacting through the use of technology”(Allen
et al., 2015). The Ministry of Internal Affairs and Communications (MIC), which is responsible
for telecommunications administration, is engaged in the telework promotion policy in the
Japanese government. As shown in Figure 1, the MIC classifies the effects of telework not only
from the three perspectives of society, companies, and workers, but also from the perspective
of inclusive growth of urban and rural areas.
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SOCIETY
・ Secure a labor force in
rural areas
・ Revitalize regions
・ Reduce the environmental
load

・
・

・
・

COMPANY
Improved productivity
Securing human resources
and preventing employee
turnover
Cost reduction
Business continuity plan

Benefits of
work style reform
by telework

WORKER
・ Work-life balance
・ Childcare, long-term care,
and treatment
・ Reduction of commuting
time

Figure 1 Effects of telework
Source: Adapted from the Ministry of Internal Affairs and Communications “Promotion of
Telework.” Retrieved from https://www.soumu.go.jp/main_sosiki/joho_tsusin/telework/
As previous studies indicate, many peripheral communities in developed countries
have been showing a renewed interest in telecenters—facilities dedicated to the hosting and
nurturing of teleworkers and IT-enabled small firms (Moriset, 2011). Vitola and Baltina (2013)
revealed that people in less-populated areas are also interested in socializing and professional
networking activities in centers for teleworking. Dima et al. (2019) indicated that telework could
generate sustainable effects targeting the long-term management of the workforce, especially
in terms of job opportunities for women with children and reducing unemployment in rural
areas. Teleworking may result in higher levels of worker satisfaction and productivity, which in
turn lead to increased income levels. Thus, it is essential to modify the current economic and
workforce development policies to nurture, attract, and retain teleworkers more effectively
(Hambly & Lee, 2019). Therefore, teleworking is portrayed as one of the best prospects for
inclusive growth. However, because these are relatively new social changes brought about by
the recent development and spread of IT, only limited research has been conducted on the
policy and its implication in terms of promoting telework, especially in the countryside.
In this study, the authors focused on countryside workation as teleworking. A workation
involves working while away from the office, such as teleworking in the countryside, combining

365

leisure with productivity1. Workations may curb the widening economic disparities between
urban and rural areas and achieve inclusive growth by appropriately dividing the roles of both.
Thus, this study examines Japan's telework promotion policy from the perspective of the
cascade model and horizontal approach, which are the policy frameworks advocated by the
OECD to achieve inclusive growth. The OECD pointed out that because policy formulation for
inclusive growth poses new challenges for public governance, a cascade model is required in
which the government sets strategic goals, shares its vision, and presents the outputs of various
institutions toward it. In order to achieve inclusive growth, a clear and compelling vision with
key indicators will motivate government action and delivery. In addition, a horizontal approach
is important to achieve inclusive growth, requiring cooperation across the boundaries of
existing jurisdictions or with the private sector. Subnational and local governments are
expected to play an important role in technological development and maintaining and
expanding employment in the region (OECD 2015).
The research questions addressed in this study will clarify the policies that will take
advantage of the development of IT to promote inclusive growth between cities and rural
areas. In particular, all levels of the government take the initiative and responsibility to
implement innovative policies that utilize public-private partnerships. Thus, it presents policy
implications for decentralization and local governance, especially in the face of major lifestyle
changes due to the COVID-19 pandemic. The remainder of the paper presents the research
methodology and analysis, followed by a discussion of the results and a conclusion.

RESEARCH METHODS
The research methods included analyzing the text of policy materials and plans related
to workations, issued by the national and local governments, and conducting field surveys in
two regions in Japan. The field surveys were conducted in Shirahama Town of the Wakayama
Prefecture and Naha City of the Okinawa Prefecture, both of which are considered to be areas
where workation policies are effectively implemented, based on the text analysis. The field
survey was conducted a total of five times in the Wakayama and Okinawa prefectures from
July 2019 to October 2020 and included semi-structured interviews with a total of 19 people
from the Okinawa General Bureau Cabinet Office, the Information Policy Division and Corporate
1

The word “workation” has been used in Japan since around 2015. As a concept similar to workation, “bleisure” which is a
combination of “business” and “pleasure” or “leisure” has been gradually attracting attention since the mid-2010s. Refer to
Matsushita (2019) p.169-173.
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Location Promotion Division of the Wakayama Prefectural Government, the Industrial Policy
Division of Wakayama City Government, the Planning Policy Section of Shirahama Town Hall,
and four newly established companies located in Shirahama Town and Naha City.

RESULTS
In this section, we review the policies and programs related to countryside telework
promotions in Japan. First, we clarify the outlook of the digitalization policy of the Japanese
national government; second, we investigate the countryside telework promotion policies of
each Japanese municipality.
a. The Outlook of the Digitalization Policy of the Japanese Government
This section confirms the progress of the digitization policy by the Japanese
government (Table 1). In Japan, attention was paid to telework by the public authorities to
increase the size of the workforce while improving work-life balance (Sato, 2019). In January
2001, the Japanese government promulgated the Basic Act on the Formation of an Advanced
Information and Telecommunications Network Society, established the Advanced Information
and Communications Network Society Promotion Strategy Headquarters in Cabinet Office in
January 2001, and formulated the e-Japan strategy. This administrative plan indicated Japan’s
aim to become the “world's most advanced IT nation” by 2005 and promoted efforts for the
proliferation of broadband networks and lower communication charges. As a result, the
monthly average high-speed internet communication charges of 7,800 yen (72.2 USD) with
850,000 connecting users in 2001 decreased to 2,500 yen (23.1 USD), with 16.92 million users
in August 2004.2

2

For readers to easily understand this paper, the yen, the unit of Japanese currency, is simply exchanged into USD values using the
average annual exchange of calendar year 2004 (1USD = 108 yen).
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Table 1 Progress of digitalization-related plans by the Japanese government
Plan
Year Contents
e-Japan strategy
2001 Indicating that Japan will become the "world's most
advanced IT nation" by 2005
Widespread broadband networks
Lower communication charges
e-Japan Strategy II

IT New Reform
Strategy

2003 Indicating the significance of teleworking to allow a variety
of working styles and realize a creative and efficient
society
Aiming for teleworkers to constitute 20% of the working
population by 2010
2006 Improving
lives and
industrial competitiveness
Establishingpeople's
telework
introduction
guidelines for
with
IT used effectively from the user's perspective
companies
Developing
the optical
fiber to
network
nationwide
by
Active introduction
of telework
the workplace
of civil
FY2010
servants.
Encouraging the introduction of a telework-friendly
company system, labor management, and necessary
security systems

New Strategy for the 2009 Supporting the introduction of digital technology to
New Digital Era:
various regional issues
Three-year
Broadcasting programs on local agricultural products and
Emergency Plan
tourism resources, supporting their overseas expansion
Introducing information systems for tourism and directions
Activating local communities with regional social
networking systems
Revitalizing shopping streets with geospatial information
systems
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Plan
Year Contents
Declaration of the
2013 Utilizing IT in the fields of tourism, public administration,
creation of the
and local industries to ensure that children and elderly
world’s leading-edge
people live active lives, depending on the characteristics
IT state
of each region
The number of teleworking companies in Japan tripled in
2020 compared to 2012
Nationwide utilization of unused facilities as IT satellite
offices in remote areas
Source: Adapted from the materials published by the Cabinet Office of the Japanese
government each year.
The e-Japan Strategy II, formulated in 2003, indicated that teleworking would allow a
variety of working styles to realize a creative and efficient society. Aiming for teleworkers to
constitute 20% of the working population by 2010, the Japanese government implemented
some promotion programs such as the establishment of telework introduction guidelines for
companies and the active introduction of teleworking to civil servants’ workplaces.
In January 2006, the IT New Reform Strategy was formulated, which indicated that the
Japanese government would improve people's lives and industrial competitiveness by
constructing a society in which IT can be used effectively from the user's perspective.
Specifically, the Japanese government developed an optical fiber network nationwide by
FY2010, eliminated areas where broadband was not available, and encouraged the
introduction of telework-friendly company systems, as well as labor management and the
necessary security systems.
In April 2009, with the rapid development of digital technology, the New Strategy for
the New Digital Era: Three-year Emergency Plan was announced. Under this plan, the
Japanese government utilized regional resources to strengthen information dissemination,
enhanced regional competitiveness, and revitalized regional economies. The main features
included the production of broadcast programs of local agricultural products and tourism
resources, supporting their overseas expansion, introducing information systems for tourism
and directions, activating local communities utilizing regional social networking systems, and
revitalizing shopping streets with geospatial information systems. Thus, this plan focused on
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providing support for the introduction of digital technology to various regional issues. The iJapan Strategy 2015 was subsequently announced in July 2009, which set the goal of doubling
the number of home-based teleworkers to 7 million by 2015. This numerical target was
achieved as the teleworking population in 2012 was estimated to be 21.3% (about 14 million),
of which 14.2% (about 9.3 million) were home-based teleworkers3.
In June 2013, after experiencing the 2011 Great East Japan Earthquake, the Japanese
government announced the Declaration of the creation of the world’s leading-edge IT state.
This plan set the goal of realizing a new society that is strongly resilient to disasters. By utilizing
IT in the field of tourism, public administration, and local industries, children and elderly
people can live active lives, depending on the characteristics of each region. It is a virtuous
cycle model that creates attractive local vitality, discovers and fosters young people as well
as venture companies with new ideas and technologies that solve the problems facing the
region and society, and leads to the sustainable development of social and regional activation.
Furthermore, this plan set the goal of tripling the number of teleworking companies in Japan
between 2012 and 2020. Through the nationwide utilization of unused facilities such as closed
public schools and old private houses as satellite offices in remote areas, both regional
revitalization and work-life balance can be achieved4.
b. Countryside Telework Promotion by the Japanese Government
MIC has been implementing the Furusato (Countryside/Hometown) Telework project
since 2015 from the perspective of utilizing telework for regional revitalization. This project
expects that countryside teleworking will create a flow of people and work from urban to
rural areas, contribute to the realization of regional revitalization, and promote flexible working
styles that can effectively make use of time and place in the countryside.
Countryside telework promotion policies follow two approaches: first, establishing a
telework environment in a local satellite office or telework center and clarifying an effective
model of countryside teleworking according to the environment of the region and the needs
of companies; and second, demonstrating the ability of satellite offices/telework centers to
provide essential life services that are lacking in the community. In 2015, the first year of the
3

Ministry of Land, Infrastructure, Transport and Tourism. (2013). Heisei nijyuyonendo terewaku jinko jittai chosa -chosa kekka no gaiyo
[2012 Telework Population Survey -Summary of Survey Results]. Retrieved from https://www.mlit.go.jp/common/001099266.pdf
4 As for domestic communication infrastructure development in Japan, the fixed ultra high-speed broadband maintenance rate at the
end of March 2018 was 99.2% of 57.70 million households nationwide, and the mobile ultra high-speed broadband maintenance rate
was 99.8% of 127.77 million people nationwide. Retrieved from Cabinet Secretariat. (2019) IT shin senryaku no gaiyo [Overview of new
IT strategy]. https://www.kantei.go.jp/jp/singi/it2/kettei/pdf/20190607/siryou8.pdf
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program, 15 regions were designated as social demonstration sites, and a budget of 1 billion
yen was allocated to provide subsidies for local governments and private companies, with
part of the establishment cost earmarked for a telework environment such as satellite offices.
A total of 40 locations nationwide were supported in the three years up to 2018.
According to the MIC, countryside telework can be classified into four types depending
on whether or not workers have moved geographically, and whether it was by their own or
their companies’ initiative (Figure 2).
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entrepreneurs receive orders for
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cloud sourcing

Without geographical
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Figure 2 Typology of countryside telework
Source: Adapted from the MIC’s “Countryside Telework Promotion Project” p.7. Retrieved
from https://www.soumu.go.jp/main_content/000345803.pdf
Furthermore, the MIC reveals the outcome indicators for promoting hometown
telework from the following three perspectives: contribution to regional revitalization, the
effectiveness of companies, and the effectiveness of policies (Table 2).
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Table 2 Performance indicators for countryside telework promotion policy implementation
Perspective
Performance indicator
-How many people moved, settled, and were dispatched during the
demonstration period?
Regional
-How much local employment was created?
revitalization
-What is the extent of the economic effects produced for local
(local community)
industries?
-To what extent have local assets (unused facilities) been used?
-How much has the efficiency of work improved (increased number of
business cases, increased efficiency of internal communication,
increase/decrease in overtime hours, decrease in turnover)?
- To what extent has business creativity improved (development and
manufacturing of new products/services, improvement of sales
Telework
process)?
effectiveness
-To what extent has the cost been reduced?
(companies,
-To what extent has the external evaluation changed (securing human
workers)
resources, including increasing number of applicants)?
-Is it possible to work flexibly for workers (teleworkers) (increased time
with family, housework, childcare, parental care, and work-life
balance)?
-Are the internal personnel system and wage system effective in
teleworking?
-Is the consultation system for the newly located companies fully
functioning (introduction of various services and support measures in
Satellite office
the area)?
operation
-Do the promotion activities work effectively (improvement of
(management)
motivation of participating local governments and companies, ripple
effect to other areas, etc.)?
-How many of the self-sustaining management system has been built?
Source: Adapted from the MIC’s “Countryside Telework Promotion Project” p.5.
Retrieved from https://www.soumu.go.jp/main_content/000345803.pdf
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In this section, we summarized the digitalization promotion policy by the central
government of Japan and its efforts to support regional revitalization by promoting telework,
particularly in countryside areas. In the next section, we will confirm the cases of two local
governments that are leading the way in regional revitalization through the introduction of
workation.
c. Telework Promotion Policies in the Wakayama Prefecture
Telework promotion policies in the Wakayama Prefectural Government (WPG) are
divided into five approaches: The first is the development of information and communications
technology (ICT) infrastructure, aiming for all prefectural residents to have access to ultra-highspeed broadband of an optical fiber network and mobile phones. In FY2019, the WPG ensured
that 1,500 new households received ultra-high-speed internet connection. In terms of this
second approach, the WPG provides subsidies to newly located companies according to their
employment and investment status and compensates part of the office rent and flight fees
for the movement of employees.
The third approach is the attraction of IT-related national institutions. In 2018, as part
of the decentralization of government functions, the WPG attracted the Statistical Data
Utilization Center, a national independent administrative agency that promotes advanced data
utilization focusing on the three functions of providing statistical microdata, promoting the
utilization of statistical data to contribute to data science and evidence-based policymaking,
and developing human resources for the utilization of statistical data.
The fourth approach is human resource development. In 2005, the prefectural
government established the information exchange center, “Big U,” in Tanabe City, next to
Shirahama Town. This is a complex facility including a conference room for rent, a
multipurpose hall, a library, an incubator facility, and a cafe and restaurant. Here, programming
lessons are offered at low prices for people of all ages, from children in the third grade of
elementary school to working adults who want to acquire skills to change jobs5. Furthermore,
the prefectural government provides ICT education, including programming classes at all
public schools from elementary to high school in the jurisdiction6.

5

Retrieved from the Wakayama prefectural information center website http://www.big-u.jp/seminar_event/seminar.html retrieved
4/26/2021.
6 Retrieved from the WPG(n.d.). Kinokuni ICT kyoiku [Kinokuni ICT Education]. Retrieved from
https://www.pref.wakayama.lg.jp/prefg/501100/ictforum_d/fil/kiICT_taikeizu.pdf
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The fifth approach includes raising awareness of workation. The WPG provides free
workation experience programs in which parents and children can participate, using glamping
facilities and temporary work offices as telework places. Moreover, in November 2019, the
WPG took the initiative of creating a consortium, “the Workation Alliance Japan (WAJ),”
comprising 65 member municipalities. Its purpose is firstly to hold information exchange
meetings, including all member municipalities and, secondly, to jointly promote workation. As
of April 2021, there were 179 affiliated organizations7, representing about 10% of the local
governments in Japan. The council has been disseminating information on workation-related
events via more than 11 member organizations in the six months since October 2020.
d. The Shirahama Town IT Satellite Offices and Workation Promotion in Wakayama
In Shirahama Town, Wakayama Prefecture, a welfare facility of a life insurance
company was refurbished by the town government as an IT satellite office for rent to start
attracting companies. Initially, two companies were to move in, but one company moved out
in 2007 and the other one moved out in 2010, leaving vacant rooms. Then, in 2014, two
companies decided to move in while promoting the attraction of companies in cooperation
with the prefecture. In 2015, the number of IT companies increased due to the move of a
foreign-affiliated IT company8. In 2017, five companies entered the first IT business satellite
office, fully occupying it. Following this, the town government refurbished the park
management office by utilizing local revitalization grants from the central government to
establish the second IT business satellite office for rent. This office, which commenced
operations in June 2018, was fully occupied in four months. The town government then
decided to establish the third IT business satellite office through a public-private partnership
in FY20199.
7

22 prefectural governments and 157 city and town governments are participating in the council.
Retrieved from https://www.facebook.com/WorkationAllianceJapan/photos/a.114303996877431/2920
00632441099/retrieved 4/11/2021.
And according to the interview at WPG in 2019, the divisions in charge of this workation promotion in the local government in Japan
generally include 70% of departments of commerce and industry and 20% of departments of policy planning and local revitalization,
while the rest promotes emigration and settlement.
8 According to an interview survey with a company located in the Shirahama IT office, October 4, 2019, “The reason why we are
located in Shirahama is the convenience of access first. You can come by a 70-minute flight from Tokyo Haneda Airport. It is important
to have easy access, even if they are remote, and the executives of the head office can also visit here frequently. Also, the people
who work here do not have the negative image of ‘escape from the city’ or ‘transferred to a remote branch’ In other candidate
municipalities, it often takes 1 to 2 hours from the office to the nearest airport.” Thus, to promote Workations, it is important to have
good access even in rural areas.
9 Based on an interview with the Planning Policy Section of Shirahama Town Government, October 4, 2019.
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The WPG and the Shirahama Town government have been working closely together
to attract companies by promoting workations10. The WPG mentioned that the purpose of
attracting IT companies by promoting workations is not only to increase employment in the
region but also to expand the added value of local industries. By considering workations as a
tool for problem-solving and value creation, the WPG disseminates information on the
Wakayama Prefecture as a mecca for workations. The WPG has been trying to attract
companies from outside the region, especially from urban areas such as the Tokyo
Metropolitan Area, not only to create a “relationship population” attracted by the region and
its people, but to also emulate the successful method of Shirahama Town in other areas in
the prefecture11.
e. The Case of Naha City, Okinawa Prefecture
The Okinawa General Bureau’s Cabinet Office (OGBCO) in the Okinawa Prefecture has
been promoting a demonstration stay-type telework. OGBCO is a national agency established
for the promotion and development of Okinawa in a unified and efficient manner. Its work is
wide-ranging and includes the work of local branch offices of each ministry and agency directly
related to the promotion of Okinawa, such as the maintenance of dams, roads, ports, and
airports. OGBCO attaches great importance to Okinawa’s tourism industry and has been aiming
to increase the number of visitors to Okinawa beyond the number of Japanese tourists to
Hawaii. Although the total number of tourists has actually exceeded 10 million in 2019, the
number of stay days and the amount of tourists’ consumption are much lower in Okinawa
than in Hawaii. Therefore, OGBCO focused its efforts on workation while aiming to improve
the tourism industry by increasing the length of stay and the amount of tourism consumption.
Most visitors to Okinawa spend two nights but, with the introduction of workations, it
is expected that tourists’ consumption will be improved by extending the number of stay
days. OGBCO estimated that among the 10,000,000 tourists, roughly 1,433,000 visits Okinawa
for work. If 14,000 (1%) of these business travelers have a 10-day work vacation, the estimated
economic ripple effect will be valued at billions of yen. The image of the telework center
should be envisaged as renovating the lobby of a hotel’s first floor and converting it into a
10

What has become clear from the interview survey is that from 2017, the MIC has dispatched a bureaucrat to the manager of the
Information Policy Division of the WPG to demonstrate leadership. This may contribute to the great progress of Workation efforts in
Wakayama. It should be pointed out that there is cooperation between the central and local governments in terms of human
resources.
11 Based on an interview with the Information Policy Division of WPG, August 28, 2019.
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working space—this business-use training function can be positioned as a new business of the
local hotel industry. In 2019, OGBCO conducted a workation demonstration experiment in
which 25 monitors engaged in work for two weeks. This experiment aimed to examine the
performance of participating companies’ workers during the workation12.
“HOWLIVE,” a workation facility in Naha City, is a project sponsored by the Ryukyu
Times, a local newspaper company, and involves renovating the gallery space of its building
to start the first co-working office located in the most central downtown area of Naha, the
largest city in the Okinawa Prefecture. The second office is located in a large shopping mall in
Kitanakagusuku Village, a suburban area. Co-working office users will connect in two different
environments, with organizers expecting open innovations to occur. Furthermore, at this office,
inbound users are promoted through advertisements with airlines and travel agencies, not
only domestically, but also abroad. HOWLIVE maintains the excellently designed office
furniture in an office layout so devised that people can easily interact and provides back-office
services such as business card printing and mail collection. As a startup base for entrepreneurs
and a satellite office for local companies, it provides a place for entrepreneurs, locally
established companies, and temporary teleworkers to interact with each other13.

DISCUSSION
This chapter analyzes the research results from the perspective of the OECD’s cascades
model and the horizontal approach. As for the characteristics of telework promotion policies
in Japan, the supporting institutions are diverse, with each organization shouldering leadership,
sharing visions, and co-creating workation ecosystem governance with various local actors. In
the early stages of the Japanese government’s digitalization policy, the central government
promoted hardware development in terms of widespread high-speed telecommunication
networks and a reduction in usage charges. Although it was inadequate to reap the benefits
of digitalization as a society, the government indicated that it was necessary to change the
structure of society so that IT could be used in various situations and for diverse opportunities.
The “Countryside Telework Promotion Policy” is underway to promote regional revitalization
by encouraging telework in rural areas. The central government has established a subsidy
system to support the introduction of telework, while simultaneously realizing the vision of
job creation using IT in rural areas. The government publicly calls for the participation of
12
13

Based on an interview with the Commerce, Industry and Trade Division of OGBCO, November 29, 2019.
Based on a field survey and interview with HOWLIVE, November 29, 2019.
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municipalities to create a telework promotion ecosystem and compiles the best practices of
telework social experiment results and posts them on the government’s website. Through
these programs, the experience and knowledge of the preceding municipalities will be
transferred to the entities that are trying to promote countryside telework in the future,
thereby accelerating municipalities’ collective learning.
From the case study findings on Wakayama and Okinawa, the WPG revealed how
leadership presents a vision that raises people’s awareness about the possibility of workation
and seeks both work style reform and regional revitalization. OGBCO carried out a workation
research project, attracting attention due to its economic effect, and urged local municipalities
and private companies to commercialize it. This is also an initiative in which the local branch
of the central government assumes leadership to convey the vision. Therefore, for the
implementation of the countryside telework promotion policy in Japan, the cascade model is
applied, through which the government sets strategic goals, shares its vision, and presents the
outputs of various institutions toward it.
Regarding the horizontal approach, the central government supports the creation of a
mechanism for promoting telework in rural areas through the “Furusato Telework Promotion
Project.” As for the division of roles between the national and local governments, the latter
plan and implement telework promotion programs according to the local situation and receive
support from the former in the form of subsidies and public information backup.
In the Wakayama Prefecture and Shirahama Town, the WPG provided leadership
regarding the promotion of information policy in the area, focusing on public relations to
promote workation destinations and providing subsidies for the newly located companies. The
Shirahama Town government, in turn, attracts and retains companies in the area by developing
IT rental offices—by using vacant facilities—and building close relationships with companies
in the area.
The WPG, in cooperation with newly located companies in the Wakayama Prefecture,
advocates the values of workations and publicizes Wakayama as an excellent workation
destination. Additionally, from a company’s perspective, it is possible to enhance its brand
image by sincerely engaging in work style reforms, thereby creating a win-win relationship
between the government and the company.
Furthermore, when the IT rental office in Shirahama was full, a new one was built to
meet further demand. Here, the policy has evolved into development through a public-private

377

partnership in which the utilization of private capital and management expertise was
introduced. In this way, the development of the service facility, which was initially financed
by public funds, has accumulated success stories and stimulated demand, paving the way for
autonomous business operations.
In addition, from the perspective of horizontal partnerships by municipalities, the WPG
established a council for the promotion of workation by cooperating with various local
governments. Municipalities participating in the councils will raise the regional brand as an
area that actively supports workation. This competition between local governments over
workation destinations leads to increasing not only awareness about workation nationwide
but also the overall level of related institutional and infrastructure development in rural areas.
Okinawa’s HOWLIVE case is an approach in collaboration with a local media company,
establishing a place of interaction between local companies and visiting teleworkers who stay
in the telework office for a short period of time. The horizontal approach reveals how different
tiers of government in the workation service ecosystem cooperate to divide their roles and
achieve results, thereby pursuing a long-term perspective.
The research findings reveal that as governance progresses in establishing a workation
ecosystem, although the supporting institutions are diverse—including national as well as
local governments—each organization shoulders leadership and shares visions with various
local actors. In the horizontal approach, telework is conducted in collaboration between
national and local governments, between local governments, and between local governments
and companies (Figure 3).
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Figure 3 Cascade model and horizontal approach of the workation ecosystem
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5. CONCLUSION
In order to ensure the sustainability of the future society, inclusive growth of both
local and urban areas is necessary. Decentralizing work through telework enhances the
sustainability of the nation by encouraging the relocation of service industries from urban to
rural areas14. Teleworking can be used to alleviate overconcentration in cities and create a
society in which rural areas and cities enhance people’s happiness while ensuring a sound
work-life balance and increasing the relationship population in the region15. This is a means of
promoting not only regional revitalization but also the economic development of the nation,
leaving a few areas as possible behind. The recent COVID-19 pandemic has dramatically
increased the number of people who have embarked on teleworking. This will serve as a big
push for the promotion of not only teleworking percent, but also working in local areas. Local
telework promotion policies should evolve to ensure inclusive growth.
Toyokawa and Osajima (2009) highlighted three elements necessary for a positive
telework environment: a competent agent connecting the internal and external aspects of the
job, inexpensive broadband infrastructure, and IT education. Messenger (2019) emphasized
five requirements for the national proliferation of telework: adequate data for a national
strategy, an adequate national framework, support of top management at the organizational
level, overcoming resistance by frontline supervisors, and teleworkers learning how to engage
effectively in telework. As for the policy implications of promoting telework in rural areas, it is
important to improve the relationship between the company or teleworker and the region.
Specifically, after establishing high-speed communication lines and telework centers,
coordinating managers is a key to success. It is necessary to cultivate employees, enhance
matching and collaborative functions with local companies and communities in the telework
center, and brand the region as a destination for workation through effective regional
management.
Concerning the problem faced by teleworking in the countryside, local governments
are looking for regional offices of urban companies, increased orders from urban companies,
14

In 2015, the MIC published a report about ICT creating people’s flow to rural areas. According to the report, 40.7% of Tokyo
metropolitan residents mentioned that they were considering or likely to consider moving to rural areas. On the other hand, the
survey also stated that the problems created by migrating to rural areas include no work, anxiety about life services, inconvenient
transportation, lack of medical institutions and educational facilities, and insufficient environments in which to raise children.
15 Relationship population is defined as “neither a long-term ‘settlement population’ nor a short-term ‘exchange population’, but a
person who is diversely involved with the region or the people of the region.” Retrieved from MIC (2017). p.17. IT shin senryaku no
gaiyo [Overview of new IT strategy]. https://www.soumu.go.jp/main_content/000481869.pdf
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and employment in areas as the typology of countryside telework indicated in Figure 2.
However, the companies that employ them may not be able to recognize their need for
interaction with the local community. Rather, training, human resource development, and
improvement of the corporate image are the reasons for promoting workation. There is a gap
between the companies’ goals and the aims of the supporting institutions that want to
enhance engagement between newly located companies and local communities.
The present field study is intended to be exploratory, with a limited sample of regions.
The policies for promoting telework and workation have been relatively recent efforts, and it
is presumed that they have been given a priority weight in the formulation of regional policies,
which are consistently changing in response to the COVID-19 pandemic. Notwithstanding its
limitations, this study may offer some insight into promoting inclusive growth between cities
and rural areas. Further research should consider the possibility of eliminating the discrepancy
between the companies’ goals and the aims of the supporting institutions through
questionnaires and interviews with governments and companies as well as quantitative and
qualitative analyses of the effect of the actual telework facility on regional socio-economic
transformation.
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ABSTRACT
Vietnam consists of 54 different ethnicities. Of which, 53 are considered ethnic
minorities and include 14.1 million people (accounting for 14.7% of the country’s total
population). Ethnic minorities in Vietnam are scattered across the country, occupying an
important position in politics, economy, security, national defence and preservation of the
ecological environment. The State of Vietnam pays special attention to the formulation and
implementation of ethnic policies to narrow the development gap between each ethnic
group, thus promoting the general development of the country. Tuyen Quang province is a
northern rural province situated in the mountains. and home to many ethnic minorities. As a
result, the government of Tuyen Quang province has been invested in the development and
implementation of ethnic policies. This report focuses on researching and analysing the
participation of ethnic minorities in the formulation and implementation of ethnic policies in
Tuyen Quang province.
Keywords: ethnic minorities, ethnic policy, Tuyen Quang Province.
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1. INTRODUCTION
This report intends to clarify the role and the importance of ethnic minorities in the
formulation and implementation of ethnic policies in their locality.
1.1. Characteristics of Tuyen Quang, the definition of ethnic minorities’
participation in the formulation and implementation of ethnic policies
Tuyen Quang province is situated in the northern mountains of Vietnam, with a
population of nearly 790,000 people, 22 ethnic groups, of which the ethnic minorities account
for more than 50% of the province's population. Specifically, there are 93,502 people in urban
areas, 631,965 people in rural areas (Committee for Ethnic Minority Affairs of Tuyen Quang
Province, 2018a; Committee for Ethnic Minority Affairs of Tuyen Quang province, 2018; People's
Committee of Tuyen Quang province, 2019; Tuyen Quang Provincial Party Committee, 2018).
As for the ethnic group themselves, Kinh ethnic group accounted for 48.00%, Tay 24.97%, Dao
11.29%, San Chay 8.00 %, Mong 2.08%, Nung 1.91%, San Diu 1.60%, Hoa 1.00%, other ethnic
minorities accounted for 1.15% (Tuyen Quang Provincial Party Committee, 2018; Committee
for Ethnic Minority Affairs of Tuyen Quang Province, 2018a; Committee for Ethnic Minority
Affairs of Tuyen Quang province, 2018). The geological position of this province meets many
terrain difficulties: distant from the sea, has no railways or airports, and is far from any borders
(Committee for Ethnic Minority Affairs of Tuyen Quang Province, 2018a; People's Committee
of Tuyen Quang province, 2019; Tuyen Quang Provincial Party Committee, 2018; Vietnam
Committee for Ethnic Minorities and Mountains, 2001). Thus, local ethnic minorities can only
travel and interact with one another and surrounding areas by road. land and the river (Tuyen
Quang Provincial Party Committee, 2018). These characteristics make it difficult for these locals
to exchange goods, learn and apply new technology/methods, acquire, and share new
knowledge, and stunts economic development in general. In most ethnic communities,
traditional agriculture plays a dominant role (People's Committee of Tuyen Quang province,
2019). Production is based on land, simple human labor, limited capital resources, as well as
rudimentary labor tools (Committee for Ethnic Minority Affairs of Tuyen Quang Province, 2018a;
Committee for Ethnic Minority Affairs of Tuyen Quang province, 2018).
The formulation and implementation of ethnic policies are met with many challenges,
due to the disparity between regions in the province, between ethnic minorities and Kinh
people (who make up the majority). Ethnic minority people residing in remote areas retain
outdated habits and customs that delay the development of society in general (Committee
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for Ethnic Minority Affairs of Tuyen Quang province, 2018; People's Committee of Tuyen Quang
province, 2019). The education level of the ethnic minorities remains low (Tuyen Quang
Provincial Party Committee, 2018), as such, they have trouble understanding and following
several guidelines, policies, and laws of the State. Thus, if authorities only formulate,
promulgate, and implement policies without the consensus, coordination, help, and support
of ethnic minorities in the process of formulating and implementing policies on ethnic
minorities, the policies will fall short of expectations or have no effect. On the contrary, if
ethnic minorities are directly involved in this process, it creates favorable conditions for policy
implementation, contributing to making policies more effective, practical, and more efficient
(Committee for Ethnic Minority Affairs of Tuyen Quang province, 2018; Committee for Ethnic
Minority Affairs of Tuyen Quang Province, 2018a; People's Committee of Tuyen Quang
province, 2019; Tuyen Quang Provincial Party Committee, 2018).
In recent years, the State of Vietnam has always paid attention to ethnic minority
issues, and is clear that the development of these communities, as well as the mountainous
areas, heavily depends on restructuring the economy and the production of commodities
specified to the characteristics of each region, sub-region and ethnic group. Furthermore, the
State is enhancing the link between socio-economic development and solving communal
problems and national security. In order to narrow the development gap between ethnic
minority groups, most of the State's programs focus on supporting livelihoods and creating
opportunities for hunger eradication and poverty reduction, such as: Program 143 (hunger
eradication, poverty reduction and job creation program initiated during the period 2001 2005, approved under Decision No. 143/2001/QD-TTg, dated September 27, 2001 of the Prime
Minister) (The Prime Minister of Vietnam Government, 2001); Program 135 (Socio-economic
development program in extremely difficult communes in mountainous and remote areas,
approved by Decision No. 135/1998/QD-TTg, dated July 31, 1998 of the Prime Minister) (The
Prime Minister of Vietnam Government, 1998); Program 134 (a number of policies to support
land use for production and residential purposes, accommodation and domestic water for
impoverished ethnic minority households with insufficient living standards according to
Decision No. 134/2004/QD-TTg, dated 20/7/2004 of the Prime Minister) (The Prime Minister of
Vietnam Government, 2004); Program on allocation of forest land and afforestation; policies
on education, health, etc. Between 2011 and 2018, there were 205 policies to support socioeconomic development in ethnic minority and mountainous areas (Nguyễn, 2021). Specifically,
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from 2016 to 2018, the Government and the Prime Minister issued 41 programs and policies,
including 15 direct policies for ethnic minorities and 36 other policies in general which give
priority to this community (Ngọc, 2021). The content of these policies prioritizes mainly
reducing poverty; improving production efficiency and quality of agriculture, forestry, and
fishery; improving education, training, and culture (Nguyễn, 2021; Ngọc, 2021). For example
Policies in support of land use for residential, production purposes, of domestic water, of
improving production efficiency and income to raise living standards of low-income ethnic
minorities and destitute households (People's Committee of Tuyen Quang province, 2019); of
settling the lives of ethnic minorities who tends to migrate occasionally; socio-economic
development for smaller ethnic minority communities; develop labor resources of ethnic
minorities, key influencers in ethnic minorities; propagate, disseminate and educate these
communities of laws and policies in ethnic minority areas, etc.
As of October 2020, there are 118 policies in effect in ethnic minority and mountainous
areas (Ngọc, 2021), of which 54 are directly related to ethnic minorities and regions. ethnic
minorities and mountainous areas, 64 general policies favor ethnic minorities (Nguyễn, 2021).
In addition to policies that directly affect ethnic minorities and mountainous areas, as well as
21 other programs that are indirectly affecting these areas.
Following the direction of the Government, the Prime Minister and relevant ministries
and other government bodies, in recent years, Tuyen Quang province has also actively
developed and issued ethnic policies in a multitude of areas (Tuyen Quang Provincial Party
Committee, 2018; Committee for Ethnic Minority Affairs of Tuyen Quang Province, 2018a;
Committee for Ethnic Minority Affairs of Tuyen Quang province, 2018; People's Committee of
Tuyen Quang province, 2019), such as policies promoting economic development and
population stabilization in areas where the ethnic minority resides; policies on rural
infrastructure development in ethnic minority areas; policies on the construction of new rural
areas; policies on conservation, as well as the promotion of the traditional cultural values of
ethnic minorities.
The ethnic policy has been widely discussed and has many different approaches. From
a political perspective, the ethnic policy is a synthesis of the State's point of view, values, and
policies that have a direct impact on the nation and ethnic relations. Ethnic policy in essence
carries the class nature of the State within the scope of domestic and foreign relations (James,
2011; National Academy of Public Administration, 2013; Arpad & Agnes, 2019; Albert, 2008;
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Howlett, 1995). Ethnic issues and ethnic relations are deeply emphasized and that is the
essential nature of an ethnic policy. From the perspective of state management, the ethnic
policy is a system of decisions and legislation of the Party and State implemented through
the legislative apparatus to manage and develop the economy, politics, culture, and society
towards ethnic groups and ethnic minority areas to establish equality and integration for
development, as well as to consolidate and strengthen solidarity and unity in the community
of ethnic groups (Arpad & Agnes, 2019; National Academy of Public Administration, 2013;
People's Committee of Tuyen Quang province, 2019).
The participation of ethnic minorities in the formulation and implementation of ethnic
policies is defined as a voluntary activity of ethnic minorities in the process of formulating and
implementing the State's policies on ethnic minorities, ensuring that ethnic minority policies
are promulgated to meet the requirements of socio-economic development and aspirations
of ethnic minority people (National Academy of Public Administration, 2013). This is a
continuous two-way process, aimed at encouraging and mobilizing all knowledge and
awareness of ethnic minorities into the formulation and implementation of ethnic policies
(Arpad & Agnes, 2019; National Academy of Public Administration, 2013), making ethnic
minority policies consistent with ongoing problems, pragmatic, meeting the management
requirements of the State to better serve ethnic minorities.
In principle, ethnic minorities can participate in the contents (tasks) of formulating and
implementing ethnic policies (National Academy of Public Administration, 2013) such as:
identifying problems, objectives, solutions, tools, scope, policy targets, draft policy plans, etc.
or indirectly through organizations that represent them and act in their interest such as
National Assembly, People's Councils at all levels, Vietnam Fatherland Front at all levels
through other forms such as: participating in conferences to comment on draft policies;
dialogues with policymakers; submit comments on the draft policy through the mass media,
websites, newspapers, magazines, etc.
1.2. The meaning of the participation of ethnic minorities in the formulation and
implementation of policies on ethnic minorities
The participation of ethnic minorities in the formulation and implementation of ethnic
minority policies has great significance, reflected in the following:
- The participation of ethnic minorities is one of their basic rights, and it contributes to
the development of the individual's capacity. This is reflected in several key aspects:
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First, the participation of ethnic minorities contributes to ensuring the exercise of civil
rights. Through this participation, ethnic minorities can better understand their position, social
role as well as their rights and obligations (National Academy of Public Administration, 2013;
Arpad & Agnes, 2019). That creates an incentive for people of this community to be more
engaging, thus enforcing their civil rights;
Second, from the position of a contributor to the State, the participation of ethnic
minorities enables each civilian to exercise their control over the socio-political status quo;
Third, the participation of ethnic minorities contributes to heightening the sense of
responsibility of other citizens (Albert, 2008). It is an important factor contributing to the
formation and development of citizens' sense of social responsibility because the participation
of the people in all stages of the administrative management process is a process of political
socialization, and also, the process of education, and self-education;
Fourth, the participation of ethnic minorities contributes to realizing the interests of
ethnic groups in general and each ethnic minority in particular. In a parliamentary democracy,
for many reasons, elected representatives often do not perform their role well of representing
the will and protecting the interests of the people (Howlett, 1995). Therefore, the direct
participation of ethnic minorities in the process of building and implementing new ethnic
policies will help ethnic minorities better express their needs, aspirations, and interests;
- The participation of ethnic minorities carries high significance towards social stability
and development, as well as promoting social justice and equality among ethnic groups.
First, the participation of ethnic minorities contributes to social stability. The
participation of ethnic minorities is conducted in an open and equal manner among each
ethnic group. In a certain democratic order, ethnic minorities can freely express their views
and aspirations, listen to the opinions of others, as well as question other opinions (Howlett,
1995; James, 2011; National Academy of Public Administration, 2013). Through this act of
participation, it is possible to create an atmosphere of cooperation and lenity, promote sociocultural integration across a diverse spectrum of people, cultures, and ethnicity, thus mitigating
unwanted factors that could usually lead to social conflicts as well as promoting harmony,
which in turn is conducive to maintaining social stability and positive cultural interaction. In
addition, this initiative of ethnic minorities also contributes to limiting unnecessary conflicts
and instability stemming from the lack of publicity, transparency, and democracy in policy
issuance by administrative agencies;
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Second, the participation of ethnic minorities contributes to optimizing the general
social structure, promoting the integration of the country's resources. In essence, the
participation of ethnic minorities is the equivalent of the state's empowerment of ethnic
minorities to make good use of the resources and strengths of ethnic minorities and society
in management activities (Albert, 2008). This has the effect of promoting the development of
social organizations, improving the organization level of society, developing social capital,
thereby increasing the efficiency of mobilizing social resources to solve problems and to better
serve the public;
Third, the participation of ethnic minorities is beneficial to the formation and
development of collective awareness and a sense of community. The participation of people
of ethnic minority in this endeavor and their engagement in the bigger picture in general not
only help people of these communities be more aware of their rights and responsibilities of
themselves but also to acknowledge and respect the rights and interests of the people of
other ethnicities and the collective interests;
Fourth, the participation of ethnic minorities contributes to promoting social justice,
ensuring equal rights among ethnic groups. It emphasizes that each civilian, each community,
and especially communities with some disadvantages compared to others, can influence
policies related to their interests and lives (Albert, 2008). Therefore, the participation of ethnic
minorities plays a major role in the endorsement of both political and economic equality,
enabling disadvantaged groups to participate more effectively in the process of resource
allocation, as well as enjoying better benefits of policy outcomes.
- The participation of ethnic minorities is crucial for the political landscape
First, it contributes to enhancing the representativeness and responsiveness of the
political system. Through various channels and different forms, it helps to better protect, and
care for the interests of all classes of the population, making public policies suitable to the
needs of the vast majority of the people, as well as ensuring public authorities behave and
act in a way that represents the interests of the vast majority of the people and respond to
the needs of the people. Without transparency, clarity, and participation of ethnic minorities,
policy formulation can easily become a tool for specific groups to misuse and manipulate;
Second, the participation of ethnic minorities contributes to strengthening the support
and trust of ethnic minorities in state administrative agencies because it increases the
openness and transparency in decisions and actions of the state;
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Third, the participation of ethnic minorities complements some of the shortcomings of
representative democracy, enhancing the interaction between the government and the
people. Representative democracy emphasizes that people perform social management
functions through elections that form representative bodies or individuals who act for each
group/community’s interest (Albert, 2008; Howlett, 1995). In fact, in a representative
democracy model, the people only have real power during the period when elections are in
progress, and in the period between two terms, the power and control of the people are
often very weak. Only the chosen representatives have a real influence and impact on the
political landscape. Therefore, in addition to indirect democracy, it is necessary to strengthen
direct democracy through the participation of the public so that the people can better
influence politics, as well as to supervise and control representatives as well as improve
accountability. responsibility of state agencies;
Fourth, the participation of ethnic minorities complements the shortcoming of voting.
Majority voting is a fundamental rule of parliamentary democracy. When there is no consensus
on a public policy, the majority vote rule is used to decide. This can easily lead to the majority
infringing on the interests of the minority. Therefore, to allow the ethnic minorities to freely
and equally participate will allow the voices of minorities to be heard, and the interests of
minorities to be protected;
Fifth, the participation of ethnic minorities has the effect of strengthening ethnic
minority control over politics. The participation of ethnic minorities is beneficial to protecting
the legitimate rights and interests of citizens as well as preventing administrative authorities
from infringing upon that right and interest. Through the participation of people of ethnic
minorities, further strengthens the control on politicians and officials, compels them to better
implement their political responsibility to the people of the minority.
- The participation of ethnic minorities has far-reaching implications for public
administration
First, the participation of ethnic minorities can assist in resolving public problems. The
participation of ethnic minorities is an indispensable factor for state administrative agencies to
effectively deal with public issues and is an important mechanism of modern public
management, as well as a very important resource of the society;
Second, the participation of the population minorities contributes to improving the
quality and efficiency of public policy. Today, because policy issues are often very complex,
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it is difficult to ensure the quality of the policies by relying solely on the knowledge of
policymakers and the information that the policy-making agency has available to them. of
policy. Through the participation of ethnic minorities, the government can receive a wider
variety of information and knowledge from individuals and organizations from outside to serve
as a basis for a more diverse pool of policy choices, contributing to limiting policy error and
policy quality improvement;
Third, the participation of ethnic minorities contributes to effective policy
implementation. Without the recognition, coordination, and support of ethnic minorities, the
implementation of policies by state administrative agencies cannot proceed smoothly. If
during the policy formulation and implementation process, administrative agencies exclude
the participation of ethnic minorities, it is easy to encounter opposition and resistance from
ethnic minorities, thereby increasing the cost of implementing said policy. If administrative
agencies attach importance to ethnic minorities and encourage their engagement, it will
improve the level of reception of ethnic minorities, thereby improving the effectiveness of
policy implementation.
Fourth, the participation of ethnic minorities contributes to improving the efficiency
and quality of public services. It can diversify resource input and maximize the output
efficiency of public service. For example, the participation of organizations, voluntary
organizations, and self-managed organizations in the provision of public services at the
grassroots level will increase input resources for public service, expand the output of public
services. reducing pressure on human resources and financial resources for the government,
limiting delays, and improving efficiency in service provision activities of the government;
Fifth, participation contributes to strengthening the trust of ethnic minorities in state
administrative agencies. Confidence of people minority for the administrative offices of state
are determined by factors such as the administrative agency operating for public benefit, the
representativeness of governmental bodies, legitimacy, the legality and rationality of
administrative acts, the clarity and transparency of the administrative process, as well as the
capacity and governance effectiveness of administrative agencies (National Academy of Public
Administration, 2013). The participation of ethnic minorities demonstrates the democracy,
clarity, and transparency of the public management process, thus contributing to improving
the governance capacity of state administrative agencies and conducing administrative

392

agencies to maintain and create public values. All of which contributes to strengthening ethnic
minority people's confidence in administrative agencies
Based on the content above, this research put forth the question: Are the rights to
participate in the establishment and implementation of the ethnic policy of ethnic minority
people in Tuyen Quang province properly ensured and put in practice?

2. RESEARCH METHODS
This research uses quantitative and qualitative methods. The data used to interpret
this study are primary and secondary data. Primary data were collected through the survey
and interviews of the subjects involved. On the other hand, secondary data has been collected
from existing documents such as books, research results, magazines, articles, and websites
related to the topics of this study.
From the collected data, the author synthesized and analyzed information and data
to better demonstrate the participation of ethnic minorities in the formulation and
implementation of ethnic policies in Tuyen Quang province, Vietnam.

3. FINDINGS AND DISCUSSION
3.1. Status quo of ethnic policy
Based on reports of state management agencies, and the gathered general opinions
through in-depth interviews from experts and ethnic minority people, it shows that, up to this
point, the approach, development, and implementation of ethnic policy are met with the
following shortcomings:
First, there are many inefficiencies in handling the relationship between regional
policies, general policies, and ethnic policies, resulting in policy interventions that overlap and
are not appropriate nor effective;
Second, there is confusion in defining the formation of the policy, as there is a lack of
distinction in the names of the document forms such as resolutions, programs, schemes,
projects, and policies. Although these documents must be differentiated, that has not been
the case. For example, some resolutions prescribe specific content meant for policies
(Resolution 30a) (Vietnam Government, 2008); and between programs, projects, schemes, and
policies, it is even more difficult to show the difference between these documents;
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Third, ethnic policies are often designed in a manner of "one size fits all", despite the
difference in characteristics of each region, locality, ethnicity. This not only reduces the
relevance of the policy but also limits the creativity and effectiveness of policy
implementation at the local levels;
Fourth, most policies have one thing in common, which is “free” support without any
attaching conditions, meaning poor civilians, households, and villages are not required to bear
any responsibilities to benefit from the policy of the State. This is a problem since the
inception of such policies, resulting in poverty reduction policies approaching the wrong
people. Because there are no conditions for beneficiaries, leading to expectation and
dependence on the State's policies, the policies do not create a driving force for development;
Fifth, some policies do not approach the people from the right angle, as well as putting
restrictions on policy formulation capacity which resulted in the impracticality of the
objectives, contents, tasks, and norms of the policy. In fact, some newly promulgated policies
have to be supplemented and revised even before its implementation;
Sixth, some strategies, development plans, programs, schemes, projects and policies
related to this topic only include "prioritizes minorities" but could not clarify the specific
development results nor corresponding resources for ethnic minorities. Most only set outputs
but not development outcomes of ethnic minorities. What should have been done is that
each development indicator in general, and for ethnic minorities in particular, should be the
targets to be achieved for each relevant policy, and there should be output measurement
index systems corresponding to each specific period;
Seventh, there are discrepancies and inconsistencies between policy objectives, tasks,
solutions, and resources, causing policies to often fall into situations such as objectives are
too overreaching, while the task, solutions, and resources, even if they are met as specified in
the policy, cannot achieve the set goals;
Eighth, ethnic policies are designed in sectors relatively independent of each other,
causing a lack of cohesion in terms of policies within each sector (education, health, etc and
between different sectors, creating dispersions. Thus, some policies are overlapped, and
cannot be carried out in a coordinated and comprehensive manner;
Nine, policies for the ethnic minorities, in general, have not been designed, built, and
implemented to be suited the culture, customs, habits, and language of the people, thereby
achieving minimal effectiveness. Meanwhile, the information and database on ethnic
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minorities in Vietnam, especially related to the development level of the ethnic minorities, is
still incomplete, incomprehensive, and not up-to-date;
Ten, policies are often not effectively designed and lack clear mechanisms associated
with decentralized control, monitoring, and evaluation; delegation is associated with
accountability in the implementation of mechanisms of policies.
3.2. Status quo of ethnic minorities' participation in the formulation and
implementation of ethnic policies in Tuyen Quang province
According to the survey conducted during the author's in-depth interviews with the
subjects of the study, ethnic minorities in Tuyen Quang province are currently involved in the
formulation and implementation of ethnic policies through the following methods: direct and
indirect participation of the people (through elected representatives and social organizations).
Ethnic minorities participate in the formulation and implementation of ethnic policies
through institutions or representatives, who are directly or indirectly involved in various stages
of the policymaking process to provide and receive information; then, via different methods,
participate, discuss, and comment, influence, and pressure to affect the decision-making
process of the policies. Afterward, implement and benefit from the said policies. It can be
summarized in Figure 1 below:
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Figure 1. Model of participation in the formulation and implementation of ethnic policies
of ethnic minorities in Tuyen Quang province
Direct access to information
Access to information through
elected representatives
Ethnic minorities receive
and provide information

Access to information through sociopolitical organizations, social
organizations
Access to information through
mass media

Direct access to information
Methods of participating
in the formulation and
implementation of ethnic
minority policies in
Tuyen Quang province

Ethnic minorities
participate in discussions
and the decision-making
process

Access to information through
elected representatives

Access to information through sociopolitical organizations, social
organizations

Direct access to information
Ethnic minorities
participate in policy
implementation

Access to information through
elected representatives
Access to information through sociopolitical organizations, social
organizations

Source: the author
Current situation of providing and receiving information from ethnic minorities in the
formulation and implementation of ethnic policies
In the process of formulating and implementing ethnic policies, identifying issues
related to propaganda and engaging ethnic minorities must be heavily prioritized. Only when
the issues related to propaganda, advocacy, and persuasion of ethnic minorities are correctly
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carried out will they create a basis for good implementation of other contents. In Tuyen
Quang, the content of ethnic policy propaganda has become a political task, which is often
integrated with programs, activities, and movements, such as: raising awareness on the purpose
and meaning of the ethnic policy; the role of the people, especially ethnic minorities, in
formulating and implementing ethnic policies; promoting and encouraging good examples,
etc. thereby creating a contagion effect in the community to raise awareness of ethnic
minorities about the benefits of ethnic policies for themselves and the community. This laid
the groundwork for these people to change their attitudes, to actively participate in the
formulation and implementation of ethnic policies.
However, during the survey process of receiving information from ethnic minorities
about their participation in the formulation and implementation of ethnic policies, the author
found that very few ethnic minorities people actively participate in searching for information
related to ethnic policies, but mainly to access information about ethnic policies through
indirect forms through elected representatives, socio-political organizations, social
organizations and through the mass media.
Table 1. How ethnic minorities receive information about ethnic policies
Result
(unit: Ratio
Content
person)
%
Ethnic minorities actively seek information
14/570
2.45%
Receiving information through elected representatives
288/570
50.5%
Receiving information through socio-political organisations,
536/570
94.4%
social organisations
Receiving information through mass media
463/570
81.2%
Source: the author, 2021.
Specifically, 94.4% of ethnic minority respondents obtained information on ethnic
policies through socio-political organizations and social organizations; 81.2% receive
information through mass media; 50.5% of ethnic minority respondents get information
through elected representatives. However, only 2.54% actively seek information related to
ethnic policy. In addition, most of these respondents do not have a basic understanding of
ethnic policy. and are not aware that they are the “subjects” of this policy. They think that
this is a program of the State, of the provincial authorities to invest in their locality, and is
related to their superiors, not themselves.
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Current status of participation methods of ethnic minorities in ethnic minority policy
discussion and decision-making
Ethnic minority people's participation in discussions and decision-making is a higher
level of participation in ethnic policymaking. Based on the theory of participation, the author
and ethnic minority people need to be provided with sufficient information to participate in
discussions, debate, and providing final decisions on programs and topics in projects on the
ethnic policy that would be implemented in the community. Since these programs and
projects on ethnic policies have a direct impact on their lives, thereby reflecting the level of
participation of ethnic minorities. From there, the author can investigate if whether ethnic
minorities have the right to speak out their opinions or not in the decision-making process, to
discuss or decide on issues related to ethnic policies in their locality.
When asked about the forms which ethnic minorities used to participate in the
discussion, comment, and decision-making stages related to ethnic policy-making in Tuyen
Quang province, the survey results show that only 11.7% of respondents participated directly
in this activity, 14.7% of respondents answered that they participated through their delegates
and 24.9% participated through political organizations - society, social organization. However,
up to 48.7% of the respondents answered that they did not know there was an activity, so
they did not participate and were not allowed to participate.
Figure 2. Methods of ethnic minorities participating in discussions
and
ethnic
policy

11,70%
14,70%
48.70%
24,90%

Source: the author, 2021.

decision-making

Direct participation
Participate through representative

Participate through social and political
organizations
Không biết nên không được tham gia
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As the above figure illustrated, the percentage of people directly participating in the
discussion and decision-making of ethnic policies is not high and there are still many limitations
in the implementation process, there are many reasons, such as:
Ethnic minorities are still afraid to exercise their right to participate because they are
familiar with the top-down approach and are accustomed to obeying orders. Thereby showing
that the political perception of ethnic minorities in the province remains low. They are yet to
be paying attention and properly appreciating the importance of participating in local
democracy activities.
Local authorities do not have sufficient methods of encouraging the direct participation
of ethnic minorities, so they cannot attract a large number of people to participate in the
endeavor.
In the process of collecting comments on ethnic policy, the number of meetings held
is an indicator of success, with few or even no reports on the quality of the discussion or
about information exchanged directly by ethnic minorities in meetings.
Current status of participation methods of ethnic minorities in ethnic minority policy
implementation
The stage of implementation of ethnic policies is the step of putting the policy into
practice, introducing it to the general public, turning approved policy ideas and policy
objectives into concrete results.
Through the survey, the author found that the results of participation of ethnic
minorities in the implementation of ethnic policies have achieved remarkable achievements.
94.0% of the respondents answered that they directly participate in the implementation of
the contents in the policy implementation process; 41.5% of respondents participate indirectly
through elected deputies and 85.2% participate indirectly through socio-political organizations
and social organizations.
In the form of ethnic minorities directly participating in the implementation of ethnic
policies, through surveys and interviews, people said that they mainly contribute with
resources such as donating land, contributing labor to building roads, public works, and most
are in almost no conditions to contribute by cash.
The survey takers corresponding to the 41.5% indirectly participated through elected
representatives of ethnic minorities has not been effective due to several shortcomings such
as being a part-timer, only specialized in their fields. in charge without mastering other fields,

399

many of which are related to ethnic affairs and ethnic policy; in the management work has
not covered the situation and general direction, so many issues voters have opinions,
delegates should answer immediately, but it turns around like waiting for planning, waiting for
capital, will report. report to superiors… reduces the trust of ethnic minorities. In particular,
there are delegates when giving explanations and answers to voters due to the lack of research
on guidelines, policies, and legal documents, leading to psychological reluctance to contact
voters.
3.3. Discussion
From the status quo of how ethnic minorities receive and provide information, how
they perceive the general events regarding ethnic policies formulation and implementation,
how they contribute their opinions and impact the overall process of decision making in the
formulation and implementation of ethnic policies in Tuyen Quang province, the study came
to the following conclusion:
First, the majority of ethnic minorities still believe that the formulation,
implementation, and other related steps and factors of ethnic policies is the work exclusive
to the State, and people are not necessarily involved. They only participate at the stage of
benefiting from policies that are directly related to themselves.
Second, reality has shown that the forms of participation of ethnic minorities in the
formulation and implementation of ethnic policies are still in need of renovation to overcome
many limitations. In the form of direct participation, ethnic minorities are often passive when
participating. Participating in policy discussions and debates still meets many difficulties due
to the lack of capacity, training, awareness, and qualifications. The above limitations are since
ethnic minorities are still not aware of their role, responsibilities, and implications when
directly participating in the formulation and implementation of ethnic policies.
Third, due to many shortcomings in living conditions, experience, and education levels,
most people belonging to ethnic minority communities are still reluctant to exercise their
rights to participate in the formulation and implementation of ethnic policies, as they are
familiar with how the machine has always operated: working from the top down, and they are
accustomed to obeying orders. They are also psychologically affected by low self-esteem
when in a room of people different from them.
Fourth, the contingent of State cadres and civil servants, when in the process of
performing their tasks, are still mechanical, lacking in flexibility in their conduct, and has not
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fully understood the characteristics and cultural identities of ethnic minorities, making it
difficult to ensure that ethnic minorities can properly contribute their ideas, aspirations, and
interests in the formulation and implementation of ethnic minority policies. These
shortcomings have rendered many ethnic policies do not have been ineffective nor achieving
their intended goal.

4. CONCLUSION AND RECOMMENDATIONS
With the results of this research, the report reflects the reality of ethnic minority
people's participation in the formulation and implementation of ethnic policies in Tuyen
Quang province through the following two methods: direct and indirect participation. For the
participation of ethnic minorities to be truly effective and ensure equal rights of ethnic
minorities, the report proposes to further enhance the level of participation, encouraging the
expression of opinions, aspirations and exercise the ownership rights of ethnic minorities in
formulating and implementing ethnic policies.
The following are some recommendations proposed by the author to improve the
effectiveness of ethnic minority people's participation in the formulation and implementation
of ethnic policies in Tuyen Quang province:
Improve institutions, specify, and clarify regulations on the rights of ethnic minorities
to participate in the formulation and implementation of ethnic policies.
To further promote the role of the mass media in raising people's knowledge,
awareness, and legal education by quickly and objectively providing information on ethnic
policies. As well as to analyze and orient ethnic minorities in a rightful manner.
It is necessary to improve the capacity of elected deputies in the process of propagating ethnic
policies. Elected deputies must understand the culture of each ethnic group and must know
how to put themselves in the position of ethnic minorities, understand the people's thoughts
and aspirations.
Enhance the capacity of ethnic minorities to directly participate in policy discussion,
debate, and decision-making. Ethnic minorities need to understand that participating in
discussion, debate, and decision-making is necessary to promote their ownership in
policymaking.
To further improve the capacity of the social workers of socio-political organizations
and social organizations in gathering people and protecting the legitimate rights and interests
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of its members in each organization.; properly perceive the responsibilities and benefits of the
role and position of organizations in the formulation and implementation of ethnic policies.
Building the trust of ethnic minority people through improving the quality, attitude,
and responsibility of officials and civil servants, and strictly implementing regulations on clarity,
transparency, and accountability to the people of the government at all levels in the
formulation and implementation of policies on ethnicity.

REFERENCES
Albert, W. D. (2008). Democratic Professionalism: Citizen participation and the reconstruction
of professional ethnics, identity, and practice. Pennsylvania: The Pennsylvania State
University Press.
Arpad, S., & Agnes, H. A. (2019). The Political Anthropology of Ethnic and Religious Minorities
(1st ed.). London: Routledge.
Committee for Ethnic Minority Affairs of Tuyen Quang Province. (2018). Report on the
implementation of policies and laws on the implementation of the National Target
Program on Sustainable Poverty Reduction in ethnic minority and mountainous
areas of Tuyen Quang. Tuyen Quang: Committee for Ethnic Minorities of Tuyen
Quang Province.
Committee for Ethnic Minority Affairs of Tuyen Quang province. (2018). Summary report of
Program 135 and ethnic policies in the period of 2015 - 2018, direction for
implementation in the period of 2019 - 2021 in Tuyen Quang province. Tuyen
Quang: Committee for Ethnic Minority Affairs of Tuyen Quang province.
Howlett, M. R. (1995). Studying public policy: policy cycles and policy subsystems. Oxford:
Oxford University Press.
James, A. (2011). Public policy making: an introduction (7th ed.). Wadsworth: Cengage
Learning.
National Academy of Public Administration. (2013). Textbook of Policy Planning and Analysis.
Hanoi: Science and Technology Publishing House.
Ngọc, N. Đ. (2021). Chính sách dân tộc thúc đẩy phát triển kinh tế - xã hội vùng đồng bào
dân
tộc
thiểu
số.
Retrieved
June
1,
2021,
from
https://bandantoc.laocai.gov.vn/1252/28292/39069/587035/tin-tuc-su-kien/chinhsach-dan-toc-thuc-day-phat-trien-kinh-te-xa-hoi-vung-dong-bao-dan-toc-thieu-so

402

Nguyễn, T. (2021). Tạp chí cộng sản. Retrieved June 1, 2021, from
https://www.tapchicongsan.org.vn/web/guest/van_hoa_xa_hoi/-/2018/821701/chinhsach-dan-toc-cua-viet-nam-qua-35-nam-doi-moi.aspx
People's Committee of Tuyen Quang province. (2019). Report on results of the
implementation of socio-economic development tasks in 2020, expected socioeconomic development plan in 2021. Tuyen Quang: People's Committee of Tuyen
Quang province.
The Prime Minister of Vietnam Government. (1998). To approve the program on socioeconomic development in mountainous, deep-lying and remote com-munes with
special difficulties. Hanoi: SRV.
The Prime Minister of Vietnam Government. (2001). Decision approving the national target
program on hunger elimination, poverty alleviation and employment in the 20012005 period. Hanoi: SRV.
The Prime Minister of Vietnam Government. (2004). Decision of the prime minister no.
134/2004/QD-TTG date july 20, 2004 on policies on supporting production land,
residential land, housing and water for poor minority people. Hanoi: SRV.
Tuyen Quang Provincial Party Committee. (2018a). Summary report on ethnic work and
patriotic emulation movement of ethnic minorities in Tuyen Quang province. Tuyen
Quang.
Vietnam Committee for Ethnic Minorities and Mountains. (2001). Ethnic issues and ethnic
policies of the Party and State. Hanoi: National Political Publishing House.
Vietnam Government. (2008). Resolution on the support program for fast and sustainable
poverty reduction in 61 poor districts. Hanoi: SRV.

403

APPENDIX
MINORITY PARTICIPATION SURVEY
IN ETHNIC POLICY FORMULATION AND IMPLEMENTATION
IN TUYEN QUANG PROVINCE, VIETNAM
Survey period:………….date……month……year 2021
I. GENERAL INFORMATION
1. Full name of surveyor: …………………………………………………….
2. Age: ........................ . Gender Male  Female 
3.Address: Village…………..Commune…………………….District……………………
4. Education level of surveyor:
 Untrained
 Graduated from elementary school
 Graduated from junior high school
 Graduated from high school
 Beginner
 Intermediate
 College
 University
 Tertiary education
5. What ethnicity do you belong to:
 Kinh
 Tay
 Cao Lan
 Thai
 Muong
 Other:…………………….
II. SURVEY QUESTIONS
1.1. People's understanding of ethnic policy
Question 1: Do you know about ethnic policy?
 Yes
 No
Question 2: You approach information about ethnic policy through:
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 Actively searching for information
 Through elected representatives
 Through socio-political organizations, social organizations
 Through the mass media
Question 3: You approach information about ethnic policy through elected
representatives:
 Representative of the National Assembly
 Delegate of the Provincial People's Council
 Delegate of the District People's Council
 Delegate of the Commune People's Council
Question 4: From which of the following organizations do you get information
about ethnic policy:
 Farmer Association
 Woman's Union
 Veterans Association
 Youth Union
 Other:……………………………………………………
Question 5: How often do socio-political organizations and social organizations
discuss, comment, and implement the contents of the ethnic policy:
 Regularly organized
 Occasionally organized
 None
Question 6: Through which means of media do you access information on ethnic
policies:
 Broadcasting (speakers, radio)
 Television
 Newspapers
 Internet
 Leaflet
 Panels, posters, banners
 Contests, performances, arts
2.2. People’s participation in discussions and decision-making on ethnic policies
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Question 7: How do you participate in the discussion and decision-making of
ethnic policies in the locality:
 Direct participation (go to question 2)
 Indirectly through elected representatives
 Indirectly through socio-political organizations, social organizations
 I don't know, so I can't participate (go to question 11)
Question 8: Why did you participate in this discussion:
 Sent by the leader of the commune/village
 Sent by the people
 I actively participate
Question 9: Are your comments received and listened to:
 Yes
 No
 It won’t be so I did not speak out
Question 10: How did you participate in the discussion:
 Discussing enthusiastically
 Quietly observing
 Passively listen to others
2.3. People participate in the implementation of ethnic policies
Question 11: How do you participate in the implementation of ethnic policies?
 Directly involved
 Participation through elected representatives
 Participating through socio-political organizations, social organizations
 I don't care
Question 12: Direct forms of people participating in the implementation of ethnic
policies
 Land donation
 Donate money
 Labor contribution
 Other forms
Thank you!
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ABSTRACT
The COVID-19 pandemic prompted the imposition of a nationwide Enhanced
Community Quarantine (ECQ) in March 2020 that disrupted all forms of transportation except
for essential travel. During the ensuing months, the Department of Transportation (DOTr)
implemented a complete overhaul of bus operations in Metro Manila including the
implementation of a dedicated busway along the backbone route of the metropolis.
Consequently, the initiative met several challenges. This paper explores new collaborative
governance mechanisms in public transport by exploring the potentials of crowdsourcing and
digital co-production in supporting the transitions of the EDSA Carousel. The SafeTravelPH
public transport crowdsourcing app is a mobile application developed by the University of the
Philippines that allows bus operators to monitor their operations through real-time tracking of
vehicle positions and recording of operational parameters. Through collaboration with
operators and drivers, the SafeTravelPH platform was used to collect and analyze data on
vehicle location, boarding and alighting counts, occupancy as well as speed and RPM values.
The research found that crowdsourced data can effectively capture operational parameters
through a combination of technology and co-production strategies with the potential of
achieving safe and efficient public transport services amid the pandemic.
Keywords: Public transport, innovations, COVID-19, metro Manila
Sub-theme: 3. Making Service Delivery Inclusive through Digital Transformation
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1. INTRODUCTION
1.1. Background
The manifestation of the COVID-19 pandemic in 2020 grossly affected the Philippine
economy and prompted an emergency response from the national government to slow down
the spread of the virus. On March 15th, 2020, the President announced the Enhanced
Community Quarantine (ECQ), a national lockdown that stirred all sectors of the country
including public transportation. Travel restrictions were placed all over the country that
severely disrupted all forms of transportation except for essential travel. At the time of the
lockdown, only private vehicles were allowed, while a few shuttle services were deployed
under special permits to facilitate healthcare workers reach their work destinations.
It was then that the Department of Transportation (DOTr) found it opportune to move
through with its Public Utility Vehicle Modernization Program (PUVMP) by implementing 31
rationalized bus routes in Metro Manila through Memorandum Circular 2020-019 of the Land
Transportation Franchising and Regulatory Board (LTFRB). Among these 31 routes was the EDSA
Carousel - a dedicated bus route along the EDSA corridor running from Monumento to the
Pasay Integrated Terminal Exchange (PITX) physically set at the median lane. The route is
designed to ensure that EDSA buses operate at reliable travel time and consistent headways
without the ramifications of mixed traffic congestion along EDSA. Bus stops were also placed
along the median lane, most of which were placed either below pedestrian footbridges or
aligned with the MRT-1 stations.
The initiative has been met with several challenges. Travel demand remains largely
uncertain, brought about by health risks confounded by the reopening of the economy.
Second, the infrastructure was largely ad hoc augmentation of the existing MRT stations, and
a lot of stops were placed under pedestrian footbridges that are not designed to carry queues
of EDSA busway commuters. Lastly, the basis of travel demand on EDSA was based on the
MMUTIS Update and Capacity Enhancement Project (MUCEP) conducted back in 2015, which
does not capture more recent travel demand especially with uncertainties, resulting in highly
varied reliability and capacity of the busway. Currently, the EDSA busway runs with 273
operating units of the 550 authorized units from 31 bus operators. The EDSA busway’s success,
being the backbone route of the metropolis, is crucial to improving the rest of Metro Manila’s
transportation system. Incremental improvements in the service can best be achieved with
effective monitoring and data systems.
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Around the same time as the nation-wide lockdowns, the University of the Philippines
Pandemic Response Team, housed under the UP-Resilience Institute (UPRI), was established
as the University’s initiative in providing knowledge and proposing solutions to the pandemic.
The SafeTravelPH mobile application and information exchange platform was borne out of
the need to support contact tracing in public transportation alongside providing a long-term
more sustainable solution to the data needs of transport planning and operations. In the
platform’s development, a collaborative research partnership was forged between the
University, the LTFRB, and the Bus Consortium to promote and deploy the application.
1.2. Study Area
About 30% of the total number of the public utility buses (PUB) in the Philippines is
operating in Metro Manila, majority of which are city buses plying the stretch of Epifanio de
los Santos Avenue or EDSA. As such, EDSA is considered the prime route among bus operators
because of the exclusion of jeepneys for most of its stretch, wide carriageways appropriate to
bus operations, and the largest number of passenger flows generated by business districts
(Makati and Ortigas) as well as several malls (Ayala Center, Megamall, SM City, Araneta Center).
The use of public transport is continuously threatened by growing car ownership and
deteriorating levels of service of public transportation. According to the Metropolitan Manila
Development Authority, traffic volume along EDSA – whose capacity is around 245,000
vehicles a day – has risen to 385,000 vehicles a day in 2019 from 321,000 a day in 2016.
The EDSA Carousel is designed as a 28-km route from Monumento (North of Metro
Manila) to the SM Mall of Asia (South of Metro Manila) before terminating into the PITX (Figure
1). EDSA has six (6) lanes with a maximum width of over 20 meters per direction, and since
implementation, the median lane has been dedicated to the EDSA carousel. The route has 23
official stops as per the LTFRB MC 2020-019, also shown in Figure 1. By the end of 2020, there
are 273 authorized units running on the route.
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Figure 1. Map and Image of the EDSA Carousel
Source: Philippine News Agency
Table 1: Characteristics of the EDSA Carousel
Route Length
No. of Stops
Design Speed
Number of Authorized Units (NAU)
Number of Operating Units (NOU)
Number of Operators
Average Headway (NB)
Average Headway (SB)

28.1 km
27 stops
30 kph
550
428
31
4.1 minutes
2.2 minutes
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During the easing of the lockdown period, a public transport survey was lodged to
determine headways and occupancies of buses that were part of the initial implementation
of the EDSA carousel. In that study, the researchers found that bus arrivals have been quite
erratic, and while headways averaged at around 4 minutes per bus, it can reach up to 32
minutes before a bus arrives (Figure 3 and Figure 4). The EDSA carousel was in transition:
operating buses were constrained by a cap on occupancy to ensure crowding did not occur,
while the number of authorized units were restricted. Bus operators nonetheless complied
with the restrictions in observance of public health risks but it was clear from data (Figure 4
and Figure 5) that bus transport has been one of many sectors affected by the pandemic.

Figure 2. Bus arrivals per hour
Source: The author

Figure 3. Bus headways per hour
Source: The author
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Figure 4. Boxplot of observed occupancies of southbound trips per hour
Source: The author

Figure 5. Boxplot of observed occupancies of southbound trips per hour
Source: The author
1.3. Challenges and Early Lessons on Bus Transport Reforms
Lessons can be learned from the bus consolidation programs in the 1970s to inform
the current initiatives to consolidate public transport operations all over the country. Llanto
and Gerochi (2017) provide a thorough discussion of the Metro Manila bus consolidation
policies in the 1970s. There is, however, very scant information on how it was implemented.
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At that time, Metro Manila had a multitude of independent private bus operators
providing inadequate services, which faced stiff competition from the ubiquitous jeepneys
(Rimmer 1989). The chaotic situation prompted the government to establish a public utility
company in 1974, the Metro Manila Transit Corporation (MMTC), to operate and compete in
the market for urban bus services in a bid to improve the quality of transport services in the
metropolis. The private operators were then encouraged to consolidate into bus consortia.
Guariño et al. (2001) indicated that the proposal to form a manageable number of bus
consortia was aimed at producing economies of scale in operations, which would enable them
to borrow capital from commercial banks to procure new vehicles. However, there were
difficulties in complying with the consortia requirements and raising financing for new vehicles.
The government eventually bought brand new buses and leased them to private bus
operators at a subsidized rate. Fourteen (14) bus consortia, including MMTC, were formed in
1981, operating in designated routes. MMTC had the largest market share and operated in less
profitable routes to perform its social mandate as a government-owned and controlled
corporation. However, 7 out of the 14 bus consortia defaulted on their leases due to mounting
operating and maintenance costs, prompting MMTC to assume control of operations (Rimmer
1989). This added to the financial burden of MMTC, which was itself already operating at a
loss, quite typical of publicly owned and operated bus companies. A severe transport crisis in
1989-1991 brought about by the rapid increase in passenger demand and inadequacy of public
transport led the government to adopt another lease program, this time, for imported secondhand buses. The intention was to encourage private sector investment in bus operations
(Guariño et al. 2001).
Guariño et al. (2001) indicated that the experience of having bus consortia in the 1970s
did not work due to (i) the inadequate fare structure to cover increasing costs, (ii) stiff
competition with jeepneys, (d) maintenance costs charged by the government- accredited
contractors that have impacted the finances of the bus operators, (iii) the absence of
comprehensive operating guidelines in the implementation of the consortia, and (iv) bus
operators’ tendency to operate the buses themselves despite the presence of consortia.
Llanto and Gerochi (2017) assert that the consolidation efforts in the 1970s failed for
several reasons. The bus operators who had been consolidated into a few bus consortia
tended to still act or operate individually. It seems that inertia and the presence of influential
owners and bus lobby groups were also significant factors, among others, behind the
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ineffectiveness of the bus consolidation effort. In terms of addressing market failures that
affect market entry and driver behavior, the approach did not work because there was little
difference in the quality of the services provided by the bus consortia and the individual
operators who were still allowed to operate. Buses competed for passengers regardless of
safety and quality of service standards and held decisions on the frequency of trips, among
others. It was a chaotic bus market and a more effective regulatory and monitoring framework
would have certainly prevented the deterioration of bus service along EDSA and also the
whole of Metro Manila.
1.4. Need for Collaborative Governance Mechanisms
It is argued that there is a need to actively explore collaborative governance
mechanisms as innovations to the decades-old public transport policy in the Philippines.
Firstly, there is a need to identify policy gaps in the PUVMP implementation as there may be
underlying structural constraints and bottlenecks in the policy environment. Secondly, there
is a need to evaluate the institutional capacity of concerned national and local government
agencies involved in the roll-out of the PUMVP. Lastly, there is a need to take stock of the
responses of concerned public transport operations and the commuters at large for the policy
performance of the PUVMP. Overall, there is a need to explore a multi-stakeholder approach
in terms of sense-making as well as evaluating the present state of the public transport system
in the country.
Collaborative governance (CG) as a strategy has been used by governance scholars and
practitioners for decades to explore solutions to cross-boundary governance problems, but
without a clear analytical framework to explain its mechanisms, especially the collaborative
dynamics. Emerson et al. (2012) proposed a pioneering integrated framework that defines
collaborative governance broadly as “the processes and structures of public policy decision
making and management that engage people across the boundaries of public agencies, levels
of government, and/or the public, private, and civic spheres to carry out a public purpose that
could not otherwise be accomplished”. This provides a broad conceptual approach for
situating and exploring components of CG systems, ranging from policy or program-based
intergovernmental cooperation to place-based regional collaboration with nongovernmental
stakeholders to public-private partnerships. This integrative framework consists of three nested
dimensions, representing the general system context, the CG regime (CGR), and its
collaborative dynamics and actions.
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According to Howlett and Ramesh (2015), co-production, like other collaborative
governance arrangements, discounts the fact that it is often practiced without knowing exactly
under what conditions and constraints it is likely to succeed or fail. The authors say that each
arrangement has its prerequisites in terms of governing capabilities and competencies from
both governments and non-state actors. To take a significant step forward in understanding
co-production, it is necessary to clarify what resources are required at the individual,
organizational and systemic levels.
1.5. Research Objectives
The following are motivations to this research:
1) There is a lack of robust non-commercial systems for monitoring road public
transport performance that can provide reliable and consistent monitoring of public
transportation in Metro Manila. This limits the capacity of the government and private sector
in creating strategies for improving the service quality.
2) Upon the implementation of MC 2020-019 of the LTFRB, the EDSA busway has not
been clear of challenges based on public feedback. There seem to be real-world issues such
as reliability and capacity that need monitoring data to be addressed with a proper response
based on scientific data.
3) With the rationalization of bus routes, travel itself was shaken, with commuters
adjusting to the new transfers and route coverages. Lack of information on the routes at the
onset caused a lot of confusion from commuters. On the other hand, the fear of exposure to
COVID19 affected travel demand. These two points led to low occupancies and consequently
poor revenue for road public transportation.
4) At the time of writing, travel demand seemed to gradually return to pre-lockdown
levels even without students commuting due to stay-at-home directives during the pandemic.
However, route rationalization restricts the return to the original public transport supply as
the government handles the revision and provision of new franchises.
5) When the restrictions brought by the pandemic expires, the problem of sparse
monitoring data for fleet management and bus planning will persist without current options
in public transport monitoring systems. Existing commercial tools as of yet lack integration, are
costly and do not seem to capture the needs of the public transport system during the
pandemic and beyond.
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This paper aims to establish the use case for crowdsourced data platforms for
Philippine road-based public transport by evaluating the performance of the EDSA busway
using mobile phone application, Internet of Things (IoT), GIS and big data approaches at an
operational level to inform strategic planning and eco-driving policy. At the macro-level, the
research aims to identify key sections of the EDSA busway that are sources of inefficiency that
would point authorities and stakeholders to further investigate, formulate strategies and
innovate given that the EDSA busway is new. The busway was designed based on the EDSA
BRT proposal and data analytics would be key in constantly improving the route’s service.
The overarching goal of the research is to propose a robust approach in bus performance data
collection and analytics because of the National goal of modernizing public transport
technology and operations in the Philippines.

2. LITERATURE REVIEW
2.1 Crowdsourcing
Monitoring and analysis of driver’s performance via mobile phone GPS is quite novel
in the Philippine public transport regime, although several attempts have been done
elsewhere. The study of Shinde and Ansari (2017) proposed an intelligent bus monitoring
system for accident detection, emergency fail switch, and drunk and drive authentication using
GPS and RFID sensing. The study of Sultan et. al (2017) exploited crowdsourced user-generated
data, namely GPS trajectories collected by cyclists and road network infrastructure generated
by citizens, to extract and analyze spatial patterns and road-type use of cyclists in urban
environments. Spatial data handling processes including data filtering and segmentation, mapmatching and spatial arrangement of GPS trajectories with the road network were used to
address data deficiencies.
Mobile phone applications for transportation, in fact, have been around for some time.
Waze© has been a known brand as a decision support system for road navigation and trip
making for private cars. Google provides web-based navigation with mode options. In fact,
Waze itself utilizes machine learning and crowdsourcing in its backend navigation models. In
the Philippines, several applications already exist that apply real-time monitoring but mostly
for deliveries (Grab, Food Panda) or taxi services (Grab, Uber (defunct)). Few in so far provides
specifically for public transport. Sakay.ph since its creation has attempted building itself as a
multimodal platform for commuters.
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Recently, Falco and Kleinhans (2019) provides a review of over 100 digital participatory
platform (DPP) and provides a more comprehensive picture of the availability and
functionalities of DPPs. They reported that a renewed interest has appeared in citizen coproduction of public services, especially in view of the financial pressures currently facing
governments around the world. Co-production generally refers to the public sector and
citizens making better use of each other’s assets and resources to achieve better outcomes
and improved efficiency. In line with this stance, mobile applications and platforms created
by professional developers through government challenges, prizes, apps competitions, and
hackathons - where governments make their data available to produce new ideas and
solutions - are widespread and common.
2.2 Co-Production
Traditionally, public services are provided by the government - this model is employed
around the world and is the conventional way by which citizens avail of benefits. However,
there is a paradigm wherein citizens participate in producing public services alongside more
traditional service providers. Though this may seem counterintuitive, this paradigm, known as
coproduction, allows providers and citizens to work together towards reaching a collective
outcome, a value-driven approach built upon the understanding that those who are affected
by a service, those who use it, are the ones in the best situation to help design it (Brudney &
England, 1983).
Coproduction is not a method per se, but rather a design principle. It recognizes that
for organizations to provide effective services, these organizations need to understand the
requirements of their users and must be able to engage them in the design and delivery of
these services. The rationale behind this is that the service / user relationship is not like a
traditional good, wherein the consumer’s only interaction is to consume, but rather, by its
very nature, public services require citizen participation, and as such, there must be codependency and collaboration. When put into practice, this means that citizens who are
affected by a service are not only consulted, but also play an active part in the conception,
design, steering, and the management of services (Whitaker, 1980).
Coproduction as a design philosophy has numerous advantages. It allows policymakers
to tap into the experiences of users, and gain their insight, which allows them to better tailorfit services to the needs of the users, using real-world experiences, rather than acting on a
theoretical level. Coproduction also strengthens the civic spirit of citizens, by allowing them
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to have an active voice in the crafting of services and policies. This leads to better citizen
participation and allows the end user to feel more invested in a service and improves their
rapport with policy officials. In addition, coproduction allows for the better development of
skills and perspective for all participants involved, from end-users to policymakers (Etgar,
2007).
Jae Moon (2018) identifies four different categories of ICT-enabled co-production: (i)
crowdsourcing co-design, which refers to the active participation of individuals or groups of
citizens along with governments in the design of policies or public services; (ii) crowdsourcing
design and government delivery, which clusters the information, such as complaints and
pothole reports, transmitted by the citizens via online or mobile channels to the government,
whose actors then use the data for policy implementation and service delivery; (iii)
government design and crowdsourcing delivery, which classifies those situations in which
governments involved in the planning and design stages provide citizens with open databases
containing information for public services that the lay actors use to develop service apps; and
(iv) government and citizens co-delivery, which sees lay actors work with state actors to deliver
public services, for example, to develop integrated public service apps and make them
available to the public.

3. METHODOLOGY
3.1 Co-Production for Public Transport
Digital forms of co-production are key to solving public transport challenges, as
transport is undergoing rapid transformation through new forms of mobility models, and digital
coproduction is an opportunity for mobility systems to be designed to be inclusive from the
ground up. Participatory methods are a way to engage disabled users to become participants
in innovating, as they are experts of experience in their own needs, and have much to
contribute to the discourse surrounding developing new mobility methods. As such, this
engagement allows researchers a better insight into user needs in complex systems such as
transportation (Bogers, Afuah & Bastian, 2010). Participatory approaches such as Action
Research (Kemmis & McTaggart, 2006), Participatory Design (Muller, 2007) and Research through
Design (Stappers & Giaccardi, 2017) are well-established in research and development,
however there have only been a few attempts to adopt participatory coproduction methods
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in designing inclusive mobility solutions. (Carmien et al., 2005; Fischer & Sullivan, 2002;
Strickfaden & Devlieger 2011).
As such, digital technology is an enabler of reforms in public administration, as it allows
for improvement in efficiency and productivity of government agencies. Digital technology,
especially digital coproduction methods, improve the civic consciousness of citizens and
deepens the democratic process, as citizens are empowered to participate in policy
formulation.
3.2 Public Transport Crowdsourcing
SafeTravelPH is a mobile application and information-exchange platform that actively engages
government, transport industry providers, and passengers in sharing transformative information
to improve the quality, reliability, safety, energy-efficiency, and sustainability of public
transport operations and services. Originating as a platform for motorists to anticipate the
checkpoints in Metro Manila during the March 2020 lockdown, SafeTravelPH has been
developed as part of the efforts of the University of the Philippines UP COVID-19 Pandemic
Response Team1, which is spearheaded by the UP Resilience Institute (UPRI). The SafeTravelPH
app has aimed to help improve the quality, sustainability, and reliability of public transport
services. In the time of the pandemic, the mobile app provides real-time information to
commuters and transport operators while using data analytics to support public health in the
public transportation sector. At the end, it hopes to serve as a fleet management tool to help
reform the public transportation service.
The development of the SafeTravelPH public transport crowdsourcing app was guided
by the various challenges in public transport operations during the pandemic which include
serious capacity constraints and needs to ensure that safety protocols are in place to limit the
spread of COVID-19. The overarching goal the development of an open data platform that
enables sharing of transformative information to improve the quality, reliability, safety, energyefficiency, and sustainability of public transport operations and services. As such, the mobile
application addressed the following user requirements:
• Lack of real-time transit information restricts citizens’ mobility and leads to longer
waiting lines and overcrowding inside public transport vehicles;
• Lack of proper management on route-based fleet schedules increases citizens’
exposure due to packed stops waiting for public transport vehicles to arrive;
1

https://endcov.ph/
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• Lack of safe public transport contact tracing mechanisms increases risk of transmission;
and
• Lack of monitoring and feedback systems reduces government and operators’ ability
to ensure compliance of operations with safety and sanitary protocols.

Figure 6. Structure of SafeTravelPH app and platform
Source: The author
SafeTravelPH is anchored on the principle that the quality of a public transport system
can be measured by the service’s availability, reliability, comfortability, predictability, safety,
and timeliness. In order to achieve these, four (4) components must be considered in a public
transport system: technology, data analytics, user feedback, and partnerships. For
SafeTravelPH to be effective, partnerships between the stakeholders – commuter, operator,
government, academe, and private sector – are crucial. With the government acting as the
regulator, the academe as the deployer and researcher, commuters and operators as users,
and the private sector as the supporter, partnership with these actors must be established to
effectively and implement and maximize the potential and benefits of the app.
3.3 Crowdsourcing Technology
This study utilized crowdsourcing and co-production approaches to gather real-time
monitoring data on participating drivers and operators in the EDSA busway route. The
researchers collected data from two sources. First, the collection of real-time vehicle location
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and occupancy data involved the pilot deployment of the SafeTravelPH app that allows
commuters to report and view transport conditions and monitor Public Utility Vehicle (PUV)
availability and locations, arrival times at transit stops, and vehicle occupancies, as well as
rate and record the quality of their trips. At the same time, the app allows PUV operators to
better calibrate their routes, monitor their operations and improve their overall systems.
SafeTravelPH as an information exchange platform emphasizes the importance of co-design
and crowdsourcing through strong partnerships between the system developers, government,
and private institutions in the creation of systems, data collection, and policy development.
Part of the research in its development was the conduct of a series of design thinking
workshops with drivers, operators and government discussing user experience and proposing
the process upon which the platform was built.
The platform provides vehicle location feeds by the second and allows drivers to log
boarding and alighting. At the time of writing, four (4) buses have been monitored, although
the deployment was aimed for thirty (30) buses. Monitoring lasted from 30 October 2020 to
15 December 2020, and each day drivers were allowed to monitor anytime during their
operating hours, typically between 4AM and 7PM.
Second, wide-angle web cameras installed on the vehicle dashboards captured speed,
RPM, and fuel levels at a sensing frequency of up to four images per second. Images are
subject to computer processing to translate the dashboard images into values for RPM, speed,
and gas. Image processing was developed via Python. Although this method of collecting RPM
data.
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Figure 7. Image processing example
Source: The author
This paper uses a subset of the monitoring data from 23th November 2020 to 29th
November 2020. Data prior to this period were a result of testing and calibrating the platform
to suit the operational characteristics of the participating operators and drivers. A week of data
is used to provide a snapshot of a week-long monitoring. There are several factors that
contribute to the data quality that need to be addressed lest be wary of for further research
and development. First, the accuracy of vehicle locations (Long, Lat) depends on the
smartphone GPS and different cover types like buildings and trees. Second, occupancy
depends highly on drivers keying boarding and alighting accurately, thus the need for
incentives, training and quick feedback. Lastly, missing data tends to occur under poor
connectivity, when phone battery runs out, or when the driver turns off the phone during
operating hours.
3.4 Analytical Framework
The monitoring and analytics framework of this research frame bus performance within the
following service qualities:
• Safe and energy-efficient operating speeds and acceleration/ deceleration
• Safe loads compliant with pandemic restrictions; and
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• Reliable travel time and minimal idling
Because formal EDSA bus schedules do not exist at the time of this study, on-time
arrivals cannot be monitored, although schedules can be developed hereafter. The EDSA
busway is expected to have consistent travel time as a dedicated and protected bus lane.
The study also postulates that aside from idling time, clustering of vehicle data feeds over
space-time indicates waiting and/or idling and refines the monitoring framework. Table 2
presents the monitoring framework used in the study.
Table 2. Monitoring framework using crowdsourced and automatic vehicle data
Objective

Monitoring Parameter
and Methodology

Unit

State in
“Control”

Safe and energy-efficient
operating speeds and
acceleration/deceleration

Speed

Kilometers per
hour (kph)

Critical speed (85th
percentile)

Kilometers per
hour (kph)

Speed within
30 kph (design
speed)
The
critical
Speed
within
speed
the
60 kphis(speed
speed
limit) by
which the
monitored
vehicles
operated on
under which
85% of
observed
speed fall; the
critical speed
indicates the
level of
extreme speed

Acceleration/deceleration Meters per
over location
second squared
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Objective

Monitoring Parameter
and Methodology

Unit

State in
“Control”

Speed by time curve

(Control chart)

Stable speed
with minimal
variation

RPM (over time and
location)

RPM

Safe loads compliant with Occupancy
pandemic restrictions

Occupancy over time
Reliable travel time and
minimal idling

passengers

Occupancy
should not
exceed the
restrictions

Idling time

passengers/hour Occupancy
should be
hours
within bus
capacity
hours

Round trips

count

Clustering (DBSCAN)

Cluster size and Clustering
radius
patterns
should be
sparse based
on DBSCAN

Travel time

DBSCAN is a widely used methodology for spatial point data analysis. The method is
well-documented in computing and statistical literature. The method is quite straightforward.
However, the process of running DBSCAN is done iteratively by varying its two parameters: the
maximum radius, and the minimum cluster size. In this study, the “optimum” clustering is
decided when the chosen epsilon and cluster size arrives with the lowest number of changes
in cluster membership. At each iteration of epsilon and cluster size, the number of resulting
clusters and the change in clusters are examined.
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4. RESULTS
4.1 Crowdsourced Data
The data used for this study covers 7 days starting November 23th, 2020. There are four
bus drivers who participated in the study. The drivers were trained to use the mobile app and
record passenger boarding and alighting during their respective shifts.
The following table shows the availability of data for the drivers per monitoring day.
As can be seen from the table, some drivers did not participate on certain days be it due to
their work schedules or any other reason.
Table 3. Daily participation of each driver over monitoring days
Date of
Participation in the Monitoring (hours)
Operation
DriverE
DriverJ
DriverM
DriverP
11/23/2020
12.9
13.1
12.5
4.2
11/24/2020
14.7
3.8
14.1
11/25/2020
13.6
13.9
11/26/2020
13.8
13.7
13.3
11/27/2020
11.9
5.1
11.9
11/28/2020
2.0
12.3
11/29/2020
5.5
TOTAL
68.9
22.0
54.3
47.2
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Figure 8. Hours of participation in the monitoring per driver from 11/23 to 11/29
Source: The author
4.2 Route Characteristics
The table and graph below show the 85th percentile (also called the critical speed) of
all the calculated spot speed values during collection of vehicles tracking data. It shows that
the 85th percentile for the drivers lie mostly between 36 to 51 kph, with Driver P registering
the highest critical speeds and Driver E registering the lowest recorded critical speeds. The
85th percentile in spot speed surveys are often used in planning as a guide to determine the
highway speed limits (ITE, 2021).
Table 4. Critical speed per driver per day
Date
of Participation in the Monitoring (hours)
Operation
DriverE
DriverJ
DriverM
11/23/2020
38.92
45.38
43.63
11/24/2020
39.66
41.23
44.92
11/25/2020
36.88
43.36
11/26/2020
45.78
44.51
11/27/2020
41.15
46.23
11/28/2020
42.75
11/29/2020

DriverP
50.02

49.75
45.84
46.23
51.56
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Figure 9. “Pin” chart of critical speed per day of each driver
Source: The author
Figure 10 presents the distribution of observed bus speeds sans outliers and extreme
observations. It can be seen that most of the time, buses on the EDSA carousel route operate
typically within 40 to 50 kph. The frequencies also illustrate how intense the vehicle feeds
are per hour.
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Figure 10. Histogram of monitored bus speed per operating hour
Source: The author
Figure 11 presents the histograms on the frequency of the occupancy of the buses for
all drivers starting 04:00 (4AM) and ending at 19:00 (7PM). Histograms show that highest
occupancy times occur during morning from 6AM to 7AM and during the evening at 5PM as
shown by the high frequency for the occupancy value of 30. Occupancy values begin to go
low after these hours with the values going almost zero during the noontime.
The data also shows if the bus goes beyond the mandated capacity. The histogram at
17:00 (5PM) shows bars that are in values beyond the mandated 50% capacity for buses (33
passengers) during the General Community Quarantine that is being implemented at that time.
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Figure 11. Histograms per hour of observed occupancies
Source: The author
4.3 Speed and Occupancy by Driver
Figures 12 to 15 show the disaggregate per second load profile and the speed profile
of all the drivers for the day of November 23th, 2020. The light blue bars and the black lines
represent the spot speed of the bus and the number of passengers occupying the bus at a
certain second, respectively. All data collection was conducted during their revenue runs from
around 5:00 AM until 7:00 PM, except for Driver P who ran from 6:00 AM to 11:00 AM that day.
The number of trips done by Drivers E, J, M, and P are 6, and only 3 for Driver P who
only ran for 5 hours and 13 minutes that day.
In examining the load profiles and the speed profiles of each driver, we can see that
the areas where speed and the occupancy go high now mostly coincides, indicating that the
buses now travel faster during their revenue runs. The data also shows if the bus goes beyond
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the mandated capacity. The histogram at 17:00 (5PM) shows bars that are in values beyond
the mandated 50% capacity for buses (33 passengers) during the General Community
Quarantine that is being implemented at that time.

Figure 12. Speed and load profile over time – DriverE
Source: The author

Figure 13. Speed and load profile over time – DriverJ
Source: The author
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Figure 14. Speed and load profile over time – DriverM
Source: The author

Figure 15. Speed and load profile over time – DriverP
Source: The author
Figure 16 shows the histograms of speed by each driver, which are interpreted as the
distribution of bus speeds by which the driver operated on. In general, we see two peaks of
observed speed: at the low end, there is a peak of bus speeds from 0 to 10 kph, and at the
other end, a peak can be seen for bus speeds between 40 to 50 kph which coincides with the
critical speed of the buses that were determined earlier.
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Figure 16. Histogram of speed per driver
Source: The author

Figure 17. Hourly Occupancy by Driver
Source: The author
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The line chart above corresponds to the average hourly occupancies of each driver
from 04:00 (4:00 AM) to 19:00 (7:00 PM) during the survey days. For all drivers, the occupancy
goes up from 5:00AM to 6:00AM during the daytime peak and from 5:00PM to 6:00PM in the
nighttime peak. The nighttime peak has higher average occupancies than the daytime peak.
For individual drivers, Driver E got the lowest daytime and nighttime peak than his
peers while Driver P got the highest daytime and nighttime peaks of the four drivers who
participated, respectively.
4.4 RPM and Speed Profile
Figure 18 shows data collected from the image processing of the dashboard camera
capture. We can see that speed increases initially and then decreases later and increases
again. The orange line is the revolutions per minute as read in the dashboard, through the
wide camera that is installed in the dashboard of the bus. The RPM remains consistently high
throughout the time, signifying that while speed indicates it is slow or in idle mode, the fuel
consumption still remains high because of the RPM measure.
RPM data crowdsourced from the drivers themselves through the usage of the app
and camera helps them monitor their fuel consumption indirectly from the engine while in
operation.

Figure 18. RPM and Speed Profile
Source: The author
Figure 19 shows data collected from the image processing of the dashboard camera
capture. We can see that speed increases initially and then decreases later and increases
again. The orange line is the revolutions per minute as read in the dashboard, through the
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wide camera that is installed in the dashboard of the bus. The RPM remains consistently high
throughout the time, signifying that while speed indicates it is slow or in idle mode, the fuel
consumption still remains high because of the RPM measure. RPM data crowdsourced from
the drivers themselves through the usage of the app and camera helps them monitor their
fuel consumption indirectly from the engine while in operation.
4.5 Cluster Analysis for Traffic Detection for Segments
This study employed density-based spatial clustering with noise (DBSCAN) for multiple
purposes, namely, 1) Reveal underlying patterns of spatial point data over the EDSA trajectory;
2) Determine outliers that muddle spatial patterns; 3) Identify points of congestion along the
EDSA busway route; and 4) Segment EDSA based on an “optimum” clustering
DBSCAN is also capable of identifying segments of the transit corridor where congestion
or idling is frequent. Note that the data comprise vehicle location feeds per second, thus,
areas where data feeds are very dense (indicative of slow vehicle movement) tend to be
members of the same cluster under DBSCAN. DBSCAN adds value to the monitoring by
revealing patterns of clustering vehicle data feeds over space and time and presenting such
patterns visually through GIS. A similar approach can be found in the paper by Sultan et. al.
(2017).
Based on the iterations of DBSCAN, it seems the best clustering parameters that
minimizes noise without losing too much information on the vehicle tracks is using a minimum
cluster size of 15 and a cluster radius epsilon of 17 meters. Setting the minimum cluster size
at 20 results in clusters that highlight the traffic points along the EDSA busway but loses
insights on sections that are relatively stop-and-go. The Figures below illustrate sections of
EDSA busway. Colors indicate the clusters. The following observations arose from the chosen
clustering. As expected, clusters emerged from locations where vehicle location feeds are
most frequent in a short period of time, indicative of either regular congestion areas or waiting
areas. Secondly, the following segments have consistent clusters in the AM and PM: Ayala
Station, Guadalupe Station, Ortigas Station (Megamall), Main Avenue Footbridge, Q Mart
Footbridge, North Avenue Station, Roosevelt, Balintawak, and Monumento. Finally, the Taft
Footbridge consistently has a long clustering in the morning from 5AM indicating queuing of
buses waiting for their turn to enter the busway.
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Taft to Magallanes Interchange, AM

Taft to Magallanes Interchange, PM

Ayala to Buendia, AM

Ayala to Buendia, PM

Buendia to Guadalupe, AM

Buendia to Guadalupe, PM

Shaw to Ortigas (Megamall area), AM

Shaw to Ortigas (Megamall area), PM
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Main Avenue (Cubao) to Q Mart, AM

Main Avenue (Cubao) to Q Mart, PM

Quezon Avenue to Roosevelt (SM North), Quezon Avenue to Roosevelt (SM North),
AM
PM

Monumento, AM

Monumento, PM

Figure 19. Segmentation of EDSA busway: results of DBSCAN
Source: The author

5. DISCUSSION AND CONCLUSION
This study demonstrated the use of telematics and big data analytics through
crowdsourcing and open platforms in analyzing road public transport performance. In the case
of EDSA busway, this paper analyzed the performance of buses through one week of sample
monitoring and crowdsourced data from November 23th-29th, 2020, highlighting the
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ramifications of the quarantine restrictions still prevailing around the monitoring period due to
the COVID-19 pandemic. Through the monitoring exercise, the study found the following:
1. During the monitoring period, buses seemed to comply with quarantine restrictions
on bus loading, which was well within 35 passenger occupancies. Assuming that there is
minimal human error in the passenger counting method, the passenger data collected from
the app gives a good measure of the times in the operation where the bus service has a high
or low ridership demand.
2. The average speed of buses operated above bus lane design speed of 30 kph
although within the EDSA speed limit of 60 kph. This indicates that the design speed lacks
study on the efficiency of the lane speed when servicing the commuting public.
3.The data processed from the images of the dashboard images are an indicator of the
RPM, bus speed and the engine movement of the bus while in operation. The dashboard
capture data gives us a sense on how the bus consume its fuel throughout the operational
times.
4. The DBSCAN effectively detects idling and traffic points along the corridor, as the
results pointed to clustering at the bus stops along the EDSA bus. With some adjustment of
the maximum radius and minimum cluster size, DBSCAN is also able to suggest idling points
other than the stops, which is useful for recommending investigation towards traffic
management at identified stretches of clustering. DBSCAN, however, cannot characterize the
traffic in detail and should thus be used hand-in-hand with field verification and other
performance metrics (e.g. speed, idling time at subsection).
The success of this experiment falls on both technical soundness and effective
partnerships, i.e. operators, drivers, commuters, and developers working together in providing,
storing and analyzing data from an open platform that crowdsource from mobile phone data
feeds. It is also important that the developers and analysts provide feedback on the analysis
to incentivize the drivers to continue keying in the necessary inputs. Regular feedback to the
data providers (drivers and operators) also motivates cooperation which is key to the
crowdsourcing aspect of the platform.
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ABSTRACT
A common assumption among scholars and practitioners exists that transformational
leadership is powerful and more effective than transactional leadership in influencing
followers’ attitudes and behaviors. Is this always the case in the public sector? If it is not, then
why? Using data gathered in a dyadic survey of 484 public employees and 78 public managers
in Vietnam, followed by nine in-depth interviews, this study investigates and compares the
effect of transformational- transactional leadership in the public setting. TFL. The results
demonstrate that the former is more potent than the latter in predicting public employee
organizational commitment and performance behaviors
This study furthers the public administration and leadership literature by providing
empirical evidence of leadership style effects and explanation from an under-research
context: a developing, communist party-run country. Also, it underscores the use of exchange
and explicit values against leaders’ ambiguous visionary behaviors, thereby, mitigates the gap
between transactional and transformational research. Moreover, the paper discusses how the
findings may assist public managers in increasing employee loyalty and good performance,
especially among people of unaligned values.
Keywords: Transactional leadership, transformational leadership, public sector, public
employee, organizational commitment, job performance
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INTRODUCTION
Leadership styles and their effect are among the most discussed topics in public
administration (PA) literature. Great attention has been paid to the Transformational and
Transactional leadership styles of the Full-Range Leadership Theory because they are widely
applied in public organizations. In line with general leadership studies, PA researchers consider
them “overarching leadership theories” (Van Wart, 2013 p.553). It is empirically evident that
both styles associate with a wide range of organizational outcomes and employee behaviors
(see Paarlbergh & Lavina, 2010; Wright & Pandey, 2010; Bellé, 2014; Campbell, 2018; Andersen
et al., 2018; Jacobsen & Andersen, 2017; Taylor 2017).
Although the body of TFL and TLS research is extensive, some gaps exist. There is a
noticeable shortage of TSL studies compares to TFL studies. As reviewed by Dinh (et al., 2014),
TSL studies account for only 5% compared to 25% of TFL in top-tier journals. This problem
also exists in the PA domain: while TFL is the most researched leadership style (Vogel & Masal,
2015), TSL is “often neglected” (Jensen & Andersen, 2017, p.255). The second gap relates to
TFL. Although all leadership styles have their weaknesses, research seems to over-underscore
TFL’s bright side and extolls its effectiveness over TSL. PA researchers greatly emphasize the
visionary aspect of TFL and consider it “the core facet” of TFL (Vogel & Weikmeister, 2021;
Jensen, Andersen & Jacobsen, 2019, p.3).
Regretfully, these gaps lead to consequences. First, some critical aspects of TSL might
have been overlooked (Breeveart et al., 2014), albeit TSL has many valuable qualities (Bass,
1997; Van Wart, 2013). As a result, a common assumption exists that TL aims low, rigid and
dependent on material values and TFL addresses more complex and important issues than
TSL (Podsakoff et al., 2010, p.291). Because of that and because public employees are often
intrinsically motivated (Jensen & Andersen, 2015), TSL is considered an “imperfect tool” for
the public sector (Moynihan, 2010, p.25). Moreover, the general optimistic views on TFL might
also be questionable because scholars argue that visionary leadership is far from desire (Van
Knippenbergh & Stam, 2014).
Empirically, although some past PA studies have taken issue by showing evidence of
TSL stronger predive than TLF (see Trottier, Van Wart, & Wang, 2008; Vigoda Gadot &Beeri,
2011), this scholarship is fragmented. Moreover, it remains deficient for research that provides
insights to support and explain statistical results because past research mostly applied only
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cross-sectional research design. At the same time, the controversial topic on TFL power also
needs more diverse evidence.
These contrasting views and research gaps indicate that further investigation of TFL
and TSL is needed. It is now “time for a recall” for TFL research (Lee, 2014, p.17) for more
TSL research to address the “unfortunate consequence” of the academic gap caused by the
appeal of TFL research (Podsakoff et al., 2010, p.291). Leadership scholars call for linking
leaders’ behaviors with more organizational outcomes tors and sectoral and national contexts
(Dinh et al., 2014l Liden & Antonakis, 2009). Particularly, PA scholars also underline the
importance of embedding leadership in the specific context of the public sector for a better
understanding of this phenomenon (Ospina & Sorenson, 2006). Hence, re-testing leadership
effectiveness in the public sector in various countries is necessary.
Given the above reasons, this study draws attention to the classic TFL – TSL pairing
with the focus on TSL and links them to employee commitment and job performance, two
crucial organizational outcomes (Cohen, 2014; Kim, Egan & Moon, 2014; Caillier, 2014). Previous
studies revealed inconsistent findings on the relationships between these leadership styles
and these outcomes. Vietnam is well-suited for this study because TFL and TSL are used in
its public sector; additionally, public agencies in Vietnam are coping with low commitment
and work quality problems (Dao & Han, 2013; Pham et al., 2012; Pham, 2018).
Mainly, this study addresses the following questions:
Main question: What are the effects of TSL and TFL on employee commitment and
performance?
Sub-question: What is the difference in the effectiveness of TSL and TFL?
Sub-question: What is the reason for the difference in the effectiveness of TSL and
TFL?
These questions are still worth asking because we need to know if the TF-TS leadership
paradigm works in the public setting outside the western context, especially in a developing
country with distinctive political orientation, why they do or do not, and when TSL can prevail
TFL.
By addressing these questions, this study enriches the PA literature in three ways. First,
it contributes to leadership theory testing and building by re-examining some previouslyexplored relationships but in a new, rarely-researched context. Second, it mitigates the lack
of TSL studies, thereby, extend the new body of research that advocates TSL. This study is
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also practically valuable because it helps change the conservative views on TSL and TFL and
introduces ways to help public managers improve their management through training.
This study proceeds as follows. First, based on PA literature, it briefly reviews research
on TSL and TFL effects and their relationships with commitment and performance in the
public setting. Next, it argues why it expects TSL and TLF to affect employee commitment
and job performance and why TSL predictive power can exceed TFL. The research design is
then discussed, including the measurements and interviews. Finally, it discusses the results,
highlights the main limitations, and situates the findings regarding their academic and practical
implications.
Transformational – transactional leadership, employee commitment, and
performance in the public sector
PA studies often employ Bass’s conceptualization of TFL and TSL. It defines
Transformational leadership as the style of charismatic leaders elevating employees to
develop and motivating them to rise above their self-interests toward obtaining long-term
collective goals (Bass & Bass, 2009). TF leaders are expected to inspire followers to commit to
the collective visions (s), stimulate their innovation, and consider them individually (Bass &
Riggo, 2006). Among TFL aspects, the visionary characteristic is considered “lying at the core”
of TFL; hence, it is at the center of PA scholars (Knippenbergh and Stam, 2014, p. 241; Vogel
and Weiskmeister, 2021). It is not the entirety of TFL, but it is an important part.
TSL refers to the exchange-based relationship in which leaders provide followers with
what followers need in return for their expected behaviors and outcomes (Bass & Bass, 2009).
TS leaders motivate followers by providing them with support and rewards correspondingly
to their performance and achievements and regulations or/and warnings to help them avoid
errors. Leaders also use discipline and punishment to address rules violations or mistakes (Bass
& Bass, 2009; Walumbwa et al., 2008).
Organizational commitment and individual job performance are of public agencies
interest because they are related to productivity and work quality (Balfour & Welchsler, 1991;
Oberfield, 2014). OC is defined as people’s psychological attachment with their organization
based on the extent to which they accept and adopt the organizational values (O’Reilley &
Chatman, 1986). Job performance in this study refers to all behaviors that an individual
engages at work (cite). Job performance can be displayed in many forms, such as behavior
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related to core tasks, level of commitment to core tasks, and general work behavior (Fogaca
et al., 2018)
Both TFL and TSL are suitable in the public setting (Bass, 1997). TFL is found positively
associated with an array of desirable outcomes and behaviors such as public service
motivation, organizational citizenship behavior, commitment to change (Kim, 2014; Bellé, 2014;
Paarbergh & Lagvina, 2010; Sun & Henderson, 2016; Van der Voet, Kuipers, & Groeneveld, 2016
), particularly organizational commitment (Kim, 2012; Ashikali & Groeneveld, 2015; Caillier;
2015), and employee performance (Callier, 2014) as well as work quality – a key indicator of
performance (Oberfield, 2014).
Findings on TSL are mixed, as reviewed by Lowe (et al.,1996) in their meta-analysis.
Empirical results on TSL affecting OC in the public context are also inconsistent: some found
positive relationships (Ashari & Gibson, 2016; Nguyen. TT; 2020); some found negative
associations (Baladez, 2014). Similarly, the effect on individual performance is mixed. For
example, according to Jensen and Andersen (2015), rewards increased employee self-efficacy
and overall organizational performance while sanctions did not. Still, Choi and Rainey (2010)
found both of them positively related to performance. TSL was also found associated with
improved work quality (Oberfied, 2014).
How Transformational and Transactional leadership affect Organizational
Commitment and Job Performance
One primary mechanism used by transformational leaders to influence public
employees is through values congruence – the match of organizational values and personal
values (Paarlberg & Perry, 2007; Krogsgaard, Thomsen, & Andersen, 2014; Jensen, Andersen &
Jacobsen, 2019). Public leaders are representers or safeguards of public organizational values
(Dennis, Langley & Rouleau, 2005), including such values as serving the society and public
interests (Jørgensen & Bozeman, 2007). Not only that, but TF leaders also communicate and
advertise those values. Meanwhile, people join the public sector because they want to
contribute to the public by doing their job (Perry, 2020). The shared values and goals between
leaders and followers can result in increased mutual understanding, trust, and work motivation
(Wright & Pandey, 2008; Jensen, Andersen & Jacobsen, 2019) and low turnover intention
(Moynihan& Pandey, 2008). These factors increase employee favor to the organizations – a
reason for them to maintain their membership (Boxx, Odom & Dunn, 1991). Leaders can also
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encourage followers to perform better by stimulating their innovation and creativity. People
usually feel motivated to do their jobs when given reasonably challenging assignments and
opportunities to try new ways of thinking/doing or to involve in problem-solving (Locke &
Latham, 1984; Wright, 2007). Motivated employees often present good performance.
Therefore, this study suggests the following hypotheses:
H1a: Transformational behavior increases public employee commitment to their
organization.
H1b. Transformational leadership increases the job performance of public employees.
Transactional leaders use contingent rewards and disciplines to influence followers
(Bass & Bass, 2009; Taylor, 2017). Rewards can be either economic (for instance, material
intensives) or non-monetary (training opportunities; support in terms of task clarification,
direction) (Jensen, Andersen, Bro, et al., 2019; Van Wart, 2013). If done properly, rewards can
directly draw commitment from employees because they feel obligated to offer loyalty in
return for what they receive from their employers (Balfour & Wechsler, 1996; Meyer &
Herscotvich, 2001; Afshari & Gibson 2016). In another vein, employees become committed if
they see the organization treating them with fairness via contingent rewards and contingent
discipline. Moreover, TSL can also sustain job performance since good leaders provide
employees with “what they need to do the job: direction and training, encouragement and
support, participation, achievement-oriented motivation, and independence” (Van Wart, 2013,
p.561). Correspondingly, employees offer expected performance behaviors and outcomes.
Given these arguments, this study posits that
H2a: Transactional leadership increases public employee commitment to their
organization.
H2b. Transactional leadership increases job performance of public employees.
Why Transactional leadership prevails
This study fully acknowledges the importance of TFL and the view that the use of
non-material values may be more suitable than material rewards in motivating public
employees because they are less materialistic (Buelens & Van den Broeck, 2007.). However, it
argues that TFL, especially its visionary aspect, is not as strong as TSL in affecting public
employee commitment and performance. The main reason is attributed to two issues of
public organizations: goal ambiguity and role ambiguity, as outlined in the following paragraph.
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As discussed by PA scholars, the goals of public organizations are characterized by
intangibility, complexity, uncertainty, and ambiguity, and therefore, abstract (Chun &
Rainey, 2005; Pandey and Wright, 2006). In such an environment, it is difficult for employees
to identify what to do to obtain the goals; consequently, it leads to increased role ambiguity
(Campbell, 2016). Goal and role ambiguity result in undesirable outcomes, including high
turnover, low commitment and poor performance (Chun & Rainey, 2006; Jung, 2014, Hassan
and Rohrbaugh, 2011). This study argues that TLF, visionary leadership especially, is not the
best strategy to address ambiguity because visions are often idealistic, therefore, can be vague
and difficult to understand. Hence, employees need leaders who can clarify abstract goals
and translate those goals into specific duties. In goal-setting, the “tell and sell” approach is
better than “doing your best” (Locke and Latham, 1984 in Yukl, 1989). Transactional leaders
can handle this problem because, as asserted by Bass (cited in Yukl, 1989), TL is not only “the
use of incentives to influence effort, but also clarification of the work needed to obtain
rewards” (p.272). There are various methods they can apply to conduct clarification, as
suggested by Yukl (1989): instruction, guidance, feedback, goal setting, formalization, or job
redesign.
Given the above arguments, this study posits that
H3a: Transactional leadership is stronger than transformational leadership in
influencing public employee commitment.
Hb3: Transactional leadership is stronger than transformational leadership in
influencing public employee performance.
Research Design, Data, and Methods
Research design
This study applies the multi-phase mix-method design. Both exploratory sequential
and explanatory sequential methods are used and built on each other.
Data
The main survey involved 484 public employees and 78 managers in 27 public agencies
in Vietnam. The target agencies included 8 bureaucracy agencies, 11 service delivery agencies,
4 Communist Party agencies, 1 political-socio organization, and 1 public newspaper. The
dyadic approach is employed to mitigate the disadvantages of self-rating surveys, namely
common method biases (Podsakoff, MacKezie, Podsakoff, 2012). Specifically, the quantitative
data were drawn from two sources: employee self-rating (same source data) and supervisor
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rating (dyadic data). Nine in-depth interviews were conducted to gather insights from public
managers, employees, and scholars. The pre-survey interviews aimed at identifying the styles
of leadership practice used in Vietnam. The Post-survey interviews were used to help the
author explain quantitative results.
Measures
TSL and TFL, respectively, are measured by a 6-item and a 7-item sub-scale adapted
from Avolio and Bass’s Multi Leadership Questionnaire (2004) – the most applied TSL and TFL
measures in leadership studies and PA literature (Vogel and Masal, 2015). Regarding OC, the
employee survey adopted six items from the Chatman and O’Reilly’s scale, one of the bestknown and applied OC measurements in PA. research (see Pandey et al., 2016); 5 items from
the same scale were reworded and used for the supervisor survey. The JP scale in employee
survey involved five items adopted from the frequently-applied Williams and Anderson (1991);
1 item was used to obtain supervisor rating on employee performance. This study controlled
for several factors that can affect OC and JP, including gender and education as they are
antecedents of OC, and personnel classification, which reflects features of the Vietnam public
sector (Details of the measures and psychometric properties were presented in Appendix 2.
Analysis and results
This study conducted exploratory factor analysis (EFA) and average variance extracted
(AVE) to ensure the contingent validity of the measurement. After that, multiple regression
was applied to test the relationships between predictors and outcomes. The calculation was
conducted using SPSS26. The qualitative information was thematically analyzed with regards
to the procedure suggested by Braun & Clark (2006).
Quantitative findings
Table 1 shows that the study constructs with composite reliability, convergent validity,
and AVE exceeding the suggested cut-off points. Also evident from Table 1 is the strong
positive relationship between TFL and TSL and commitment and performance. These
intercorrelations are expected and not unusual (Kim, 2014) and do not exceed 0.8 (as
suggested by Field, 2005; cited in Vigoda-Gadot & Beeri, 2011). Also unexpected is the high
correlation between TSL and TFL (r=.747**) because both may involve individual consideration
(Trotier et al., 2008).
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Table 1 Reliability, means, SD, inter-correlations among the study constructs, and the squared
root of AVE
Variable
(1) TSL
(2) TFL
(3) OC-E
(4) OC-S
(5) JP-E
(6) JP-S
(7) Gender
(8) Education
(9) Profession

N
476
469
467
481
467
416
462
475
432

Alpha
.843
.873
.841
.816
.871
1
N/a
N/a
N/a

Mean
3.499
3.349
3.664
3.834
4.230
4.061
N/a
N/a
N/a

SD (1)
.791 .749
.815 .747**
.685 .494**
.572 .157**
.625 .190**
.588 .206**
N/a -.024
N/a -.140**
N/a -.067

(2)

(3)

.750
.524** .884
.081 .077
.088 .258**
.187** .122*
-.048 -.058
-.120** -.079
.003 .097*

(4)

(5)

.879
.156** .908
.331** .074
.013 .08
-.120** .130**
-.119* .023

(6)

(7)

(8)

(9)

1
-.022 N/a
-.161** .031 N/a
-.003 .086 .302** N/a

Note 1: ***p <.05; ** p <.01; *p <.001. 2: The squared root of AVEs is underlined and bolded.
For hypothesis testing, multiple regression was conducted using employee-self rating
(same source data). This procedure was repeated using supervisor rating (dyadic data). Table
2 offers the results of these analyses. First, it presents the direct effects of TFL and TSL on (1)
commitment and (2) job performance by the same source data. As shown in the table, TFL
and TSL each have a positive relationship with commitment (β =. 493***, β= .520***
respectively). Similarly, TFL and TSL were positively related to performance (β =.151** and β
= .252*** , respectively).
Second, the table shows similar results drawn from the dyadic data. According to that,
the effect of TFL and TSL on commitment were β = 099* and β = .143***, respectively; on
performance were β = .176** and β =. 211***, respectively. The dyadic results are employed
to conclusion on hypothesis testing because they are more conservative than the same source
ones, which are affected by common method biases. These results support H1a, H1b, H2a,
and H2b.
TFL and TSL were inserted in one model to test H3a and H3b. According to the multi
regression results, their effects on commitment were significant (β = .236: *** and β =.340 ***
respectively) in the same source data. The dyadic data shows an insignificant negative effect
of TFL (β = -.023) but a significant positive effect of TSL (β = .161*). Similar results were
repeated in the regression addressing job performance: insignificant negative effect of TFL (β=
-.046) and significant effect of TSL (β =.239**). That means TSL makes more contributions than
TFL to explaining the dependent variables. H3a and H3b, therefore, are supported.
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As showed in Table 2, a decrease in values and a change in direction occurred in the
TFL effect (H1b & H2b) when TSL was also introduced into the model (H3a & H3b). It might
be because of the correlations between TFL and TSL (r = .747**). This correlation, however, is
not unexpected because scholars have pointed out some degree of overlapping between TFL
and TSLl constructs (Trotiier et al., 2008; Anderson & Sun, 2017). The total R square and
Adjusted R square values of each model are significant.
Table 2 Findings of multiple regression analysis for the effects of independent variables on
OC and JP
Outcome=OC

Constant
TFL
Gender
Profession
Education

Constant
TSL
Gender
Profession
Education

Constant
TSL
TFL
Gender

Same source data
B
Beta
H1a
***
2.199
.414***
.493***
-.062
-.044
.111**
.104***
-.028
-.038
R2=.258***
AdjR2=.251***
H2a
1.91***
.450***
.520***
-.068*
-.048*
.144**
.136**
-.019
-.026
R2= .282***
AdjR2= .276***
H3a
1.81***
.295***
.340***
.198***
.236***
-.064
-.045

Outcome= JP

Dyadic data
B
Beta

Same source data
B
Beta

Dyadic
B

Beta

H1b
***

3.956
.069*
.099*
.009
.007
-.075
-.085
-.058
-.092
R2=.032**
AdjR2=.023**

3.793***
.104**
.143**
.008
.007
-.068
-.077
-.053
-.085
R2= .040**
AdjR2= .031**
3.802***
.117*
-.016
.008

.161*
-.023
.007

***

3.46
.101** .131**
.081
.062
-.019
-.019
**
.109
.159**
R2=.040**
AdjR2=.031***
H2b
3.03***
.199*** .252***
.081
.063
-.007
-.007
.121*** .177***
R2= .086**
AdjR2= .077**
H3b
3.085***
.284*** 3.085***
-.108
.284
.079
-.108

3.928***
.127**
.176**
-.026
-.021
.043
.047
**
-.111
-.173**
R2= 065***
AdjR2=.055***

3.764***
.157*** .211***
-.027
-.022
.054
.059
-.106** -.166**
R2= .078**
AdjR2= .068**
3.691***
.174**
-.032
.040

.239**
-.046
.034

451

Profession
Education

.131**
.123**
-.017
-.023
R2= .306***
AdjR2= .297***

-.067
-.076
-.053
-.085
R2= .043**
AdjR2= .031**

0.
.079
***
.119
0***
R2= .094***
AdjR2= .083***

.046
.052
-.099
-.169
R2= .080***
AdjR2= .066***

Notes: ***p <.05; ** p <.01; *p <.001
Qualitative results
Thematic analysis reveals three main themes, namely: (1) The presence of TFL and
TSL; (2) The effects of leadership styles; and (3) TSL vs. TFL.
Theme 1 was established based on the pre-survey interviews in which interviewees
provided descriptions of the behaviors carried out by public managers that they have
observed. Their responses revealed that both TSL and TFL were applied in Vietnam’s public
agencies; however, the former was more common.
Theme 2 and 3 concern the effects of leader behaviors on employee behaviors. Firstly,
the qualitative evidence supports the quantitative findings that both TSL and TFL are related
to employee desire to maintain their relationship with their organizations and their
performance. Specifically, public managers emphasized the use of “rewards,” “standards,”
“clear instruction,” and “specific support” to motivate and retain their subordinates. In
consistence with their views, employee’s responses showed that “clear instruction” and “fair
treatment” help them to perform better and “feel comfortable”; at the same time, the “lack
of support” and insufficient pay may lead to intention to leave. Secondly and notably,
managers expressed that they tried to avoid “big words” because “propaganda and ideology
no longer make an important influence on employees as they did in the past since public
employee needs have changed.” Similarly, employees shared that they “are not very fond of
speech of ideology” and want something “practical” and “realistic”. These responses may
provide some explanations why vision and intangible values are not very effective in
motivating public employees.
In summary, quantitative findings are in line with and support the statistical results.
The focus is placed on the importance of TSL. Table 3 provides some significant quotes
illustrating the presence and effect of TSL.
Table 3 Main themes and significant quotes
Theme 1 The presence of TFL and TSL in the public sector of Vietnam
Sub-theme: The popularity of TSL
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- In my 20 years working in the public sector, the leadership style that I
have seen the most in various organizations probably the “do what I tell
you”style (A)
- The most common practice is using commands based on the
administrative hierarchy. That means subordinates must obey their
superiors who also obey their higher managers; those orders are made
based on the rules and requirements of the organizations (B)
Theme 2 The effects of TFL and TSL
Sub-theme 2: The effect of TSL on OC and JP
- People like their managers being directive and task-focused because a
close supervisory help people avoid deviation and making mistakes. That
makes them feel safe staying in their job. (C)
- Yes, rewards and disciplines are good methods to reserve employees as
long as they are fairly provided; otherwise, there will be the counter effect.
(D)
Theme 3 TSF vs. TFL
- I use plain, explicit language and give them specific examples of good
conduct and misconduct (…). I avoid “big words” (E)
- [There is a] Great amount of political education and ideology. But abstract
slogans, which we have plenty of, do not help motivate people to work.
(G)
- No use to preach a hungry belly. Simple as that. (H)
- Many young and talented employees have left [my organization]. It is not
because they do not want to contribute or are unaware of our organization
s mission – ours is a high profiled-public agency, you know. It is pretty
simple: they need to earn incomes to ensure their livings. (I).
Notes. (A): A manager in a political-socio organization; (B): A scholar; (C) A lecturer at a public
college; (D): An employee in a ministry-level bureaucracy; (E): A manager in a central
government bureaucracy; (G) An employee in a public media agency; (H) An employee at
commune level bureaucracy; (I) An employee in a ministry-level bureaucracy
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DISCUSSION AND CONCLUSION
In general, this study joins previous empirical studies that reported positive
relationships between transformational - transactional leadership with organizational
commitment (Kim, 2014) and job performance (Oberfield, 2014; Jacobsen and Andersen,
2015). Moreover, it also provides qualitative evidence to support and further explain the
quantitative results. The findings are even more meaningful because they are drawn from a
particular context that has not been studied much previously.
Probably the most interesting findings of this study is TSL having more predictive power
than TFL. This finding differs from the assumption of the Full-range Leadership Theory and
multiple prior empirical studies in and outside the PA domain. Similar results, although rare,
were reported before by PA researchers. Vigoda-Gadot and Beerri (2011), using data collected
in the Israeli public sector, found significant effects of TSL and TFL on leader-member
exchange (β = .50*** and β = .39***, respectively). Trottier (et al., 2008) analyzed data from US
government organizations and came up with the following results: Rewards and Managementby-exception significantly positively affected follower satisfaction (β =. 022 and β = .018
respectively) while, surprisingly, the effect of the Intellectual Stimulation component was
negative (β = -.012). Notably, these authors advocated the arguments that Individual
Consideration was a property of TSL than of TFL, and found that this component was as strong
as Idealized Influence (β = .170) and almost as strong as Inspirational Motivation (β = .172) in
predicting follower satisfaction. From a developing country context, Kalsoom (et al., 2018)
reported that TSL had a greater effect than TFL on employee performance (B = 51.33 *** and
B = 44.57 *). The findings of this study contribute to a relatively small but important body of
PA literature that appreciates TFL but advocates the power of TSL.
To explain this finding, this study adopts two discussions from the abovementioned
and provides some insight from the Vietnamese context.
- First, TSL is often familiar and well-accepted in hierarchical and bureaucratic societies
(Paracha et al., 2012). Because Vietnam is described as a highly hierarchical society with
high power distance (Hofstede, 2009; Vu, Plimmer & Berman, 2019), people are familiar
and receptive to rules and regulations. This issue may be true also in public
organizations. That is one reason why TSL scores high.
- Second, the insignificant effect of TFL may be the consequence of its dark side (Tourish,
2014). When pursuing a high-performance and achievement culture, ambitious leaders
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may create pressure and stress for their followers (Vigoda-Gadot & Beerri, 2011). Hence,
their influence on followers is not as desired.
- The particular context of Vietnam’s public sector may contribute some explanation
about the weaker effect of TFL compared to TSL and the insignificant result TLF this
study found. As discussed before, TFL can sometimes be ambiguous and confuses
(Lee, 2014). In Vietnam, ambiguity can be even more serious because the managerial
practice in public organizations engages a great deal of political propaganda and
ideology. This practice may be the result of the Party involving itself in administrative
management practice on a day-to-day basis (Painter et al., 2009) through providing
policy guidelines and intervening in the management and decision-making process
(Painter et al., 2009). As revealed by interviewees, public employees found slogans
and speeches “dry” and “vague” and not useful for implementing their specific
assignments. They need specific and concrete instruction and direction instead.
Additionally, employees with unaligned values (non-party members, for instance) may
also not be motivated by the core values delivered by these leaders.
- Apart from the above reasons, the current problems in pay scheme and compensation
policy in the public sector may provide a further reason why TSL is taking point.
According to the Government, pay for public servants does not meet their basic needs
(The Ministry of Home Affairs, 2020; Bui Thi Ngan, 2015). Under such pressure, extrinsic
rewards and a stable job are more motivating to public employees than invisible pubic
missions and abstract values. As a result, TSL is more effective because it can address
their actual needs.
Given the results and explanations, this study found the answers to its questions. This
study offers several uses for practitioners in different levels of the administrative echelon.
- First, public managers should combine both TF and TS behaviors in their leadership.
This notion is not new because scholars have previously suggested it (Taylor, 2017;
Van Wart, 2013; Jensen and Andersen, 2019). However, it may be helpful to use this
study’s findings to remind them again. Moreover, it is critical to remind them not to
either overlook TSL or over-emphasized TFL.
- Second, how much each style to use is a subtle topic that public managers should
carefully consider. Usually, supervisors at the operational level are more TSL-oriented,
while top leaders may be more TFL-oriented. Still, it is not always the case because
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the needs of public employees frequently change and develop (Van Wart, 2013).
Therefore, leaders and supervisors should learn to understand and update their
followers’ developmental needs and be flexible to adjust their leadership styles
accordingly.
- Furthermore, public managers should avoid “big words” and speech and improve their
communication skills, thereby increasing the quality of their communication of vision
and values to translate visions and values for employees to understand.
- More attention should be paid to leadership development. Specifically, training should
focus on communication skills for both supervisors and top leaders. This study suggests
that mix training courses for supervisors and top leaders should be organized in
addition to the traditional specialized courses. This way, they have opportunities to
share and learn from each other and achieve a better understanding of leadership at
various levels.
No study is without limitation. The limitation of this study lies mainly in its
methodology, including data and instruments. This study uses non-probability and snowball
sampling, which may be insufficient to present the target population. To mitigate this
disadvantage, this study selected organizations from different sub-sectors, industries, levels,
and geographic locations. The data was collected at the same time, hence, resulting in the
impossible to confirm a causal relationship. However, the instruments also need to refine.
Furthermore, this study treats all of the constructs as unidimensional; therefore, the
mechanism of leadership influence may not have been fully explored.
Acknowledging the limitation helps to outline future research direction. This study
recommends scholars employ experimental design to explore the causal relationship of
leadership styles in the public setting. Another interesting direction is to further explore the
influence of national and cultural context on leadership practice. Future research would be
benefit from exploring more leaders’ behaviors, both transformational and transactional, in
the virtual environment and how they influence their employees in such an environment. It
will be inter.
Despite its limitations, this study addressed meaningful questions and made valuable
contributions to PA literature and leadership research. Given the dominance of TFL in the PA
literature, these findings are even more valuable because they help increase the attention to
TSL from both scholars and practitioners. It is one of few studies that strongly advocate TSL
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while still acknowledge TFL. Particularly, it provides not only quantitative evidence but also
insights and explanation of these leadership effects and practices. Also, this study brought
about suggestions to address a real-world issue, which is the quality of leadership and
management in the public sector.
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APPENDIX 1
Sample descriptive statistics of employee participants
N=484
Frequency
Percent
Gender
Male
173
35.7
Female
297
61.4
Total
470
97.1
Not report
14
2.9
Profession
Cadre
26
5.4
Civil servant
202
41.7
Public servant
199
41.1
Other
11
2.3
Total
438
90.5
Not report
46
9.5
Education
Vocational training
34
7.0
College graduate
27
5.6
Uni undergrad
261
53.9
Master
138
28.5
Ph.D
17
3.5
Other
6
1.2
Total
483
99.8
Not report
1
.2
Personnel Rank
Junior
38
7.9

Valid Percent
36.8
63.2
100

5.9
46.1
45.4
2.5
100.0

7.0
5.6
54.0
28.6
3.5
1.2
100.0

8.0
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N=484
Official
Medium
Senior
Other
Total
Not report

Frequency
364
33
4
38
477
7

Percent
75.2
6.8
.8
7.9
98.6
1.4

Valid Percent
76.3
6.9
.8
8.0
100.0

APPENDIX 2
Measurements
Transformational leadership: EFA: one factor
My supervisor…
- Gets me to look at issues from many different angles.
- Talks about his/her important values and beliefs.
- Emphasizes the importance of us having a collective sense of mission.
- Spends time teaching and coaching me.
- Talks enthusiastically about what needs to be accomplished.
- Challenges me to think about old problems in new ways.
- Says things that make me proud to be a part of the organization.
Transactional leadership: EFA: one factor
My supervisor:
- Provides me with assistance in exchange for my effort.
- Makes clear what I can expect to receive when performance goals are achieved.
- Expresses satisfaction when I meet expectations.
- Monitors my performance so that I do not make mistakes
- Takes action to deal with poor performer who cannot or will not improve
Organizational commitment (Employee self-rating): EFA: one factor
- What this organization stands for is important to me.
- I talk up this organization to my friends as a great organization to work for.
- My personal view about this organization goes in line with what I show publicly.
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- The reason I prefer this organization to others is because of what it stands for, that
is, its values.
- I am proud to tell others that I am part of this organization.
- I feel a sense of ‘ownership’ for this organization rather than being just an
employee.
Organizational commitment (Supervisor–rating): EFA: one factor
I think, in general, my subordinates under my direct supervision
- are proud to be members of this organization.
- have personal values that are similar to those of this organization.
- take it important what this organization stands for.
- express the right attitude in order to get rewarded.
- consider this organization a good one to work for.
Job performance (Employee self-rating) EFA: one factor
- I adequately complete assigned duties
- I fulfill responsibilities given to me by my supervisor
- I perform tasks that I am expected to do.
- I meet formal performance requirements of the job
- I engage in all activities that my job requires
Job performance (Supervisor rating): 1 item
Overall, how would you rate your employees’ performances over the past year? Please
use a 5-point scale that range from 1 (poor) to 5 (excellent)
Key interviews questions
Pre-survey interview questions
1. Could you please describe the leadership practice that you experience the most since
you joined the public sector?
2. Could you please share your opinions on leadership practice in public organizations?
Post-survey interview questions
1. Could you please describe behaviors you often carry out to get your subordinates to
implement their assignments? to motivate them? to retain them?
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2. Could you please share your views on the reasons why public servant leave their
organizations? Why do they do perform well?
3. Could you please share your views on supervisors talking about ideology, public values,
and mission?
4. Could you please share your views on supervisors using rewards and disciplines?
5. What do you think would make you perform well? Make you want to maintain in your
organization?
6. Ideology, Values, and propaganda used to be effective in motivating public servants?
What about now?
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ABSTRACT
The objective of this paper is to discuss the role of the Supreme Audit Institution (SAI)
of Thailand in integrating technological transformation into the process of auditing Sustainable
Development Goals (SDGs). SAI is one of the most important national agencies responsible for
auditing government revenue and spending. Based on the Moscow declaration 2019, all SAIs
should contribute to support the government in achieving the SDGs and adjust to the change
of data revolution by providing availability of data, promoting better use of new technology
for auditing SDGs, and also fostering the auditors of the future who can employ technological
skills into the practice.
To implement science and technologies for public sector audit, SAI should adopt new
technologies like AI, cybersecurity, 5G, big data analytics, and machine learning to enhance
the impact on government and auditors. For SAI Thailand, the technological transformation
has been realized leading to the implementation of the State Audit Policy (2018-2022) and
the 4-year Strategic Plan. The purposes are to adopt technology, online databases to audit,
and also promoted auditors for the future.
Keywords: Supreme Audit Institution, The State Audit Office of the Kingdom of Thailand, Digital
transformation, Sustainable Development Goals (SDGs)
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INTRODUCTION
Nowadays, the data revolution and digital transformation create new challenges for
various organizations, both public and private sectors, to cope with this change by leveraging
digital technology and innovation to improve organizational capabilities. As the Supreme Audit
Institutions 1 (SAIs) look to provide cutting-edge solutions to emerging Scientific and
Technological trends, we must embrace change, embrace risk and embrace the great rewards
that follow. Hence the Supreme Audit Institutions (SAIs) are expected to improve the public
audit to be consistent with the global changes and not to be the one who was left behind.
The objectives of this paper are to discuss the role of the Supreme Audit Institution
(SAI) of Thailand in integrating technological transformation into the process of auditing
Sustainable Development Goals (SDGs), to illustrate the implementation of science and
technologies for public sector audit, and also to point out the importance of promoting
the auditors for the future. This paper consists of three-part: the digital transformation in public
audit, the role of the Supreme Audit Institution (SAI) of Thailand in auditing SDGs using digital
transformation, and Improving the Capacity of the State Audit Office of the Kingdom of
Thailand.
Part I Digital transformation in public audit
1. Moscow Declaration2
According to the 23rd International Congress of Supreme Audit Institutions[1] (INCOSAI),
organized in Moscow, all SAI members of the International Organization of Supreme Audit
Institutions[2] (INTOSAI) made a mutual agreement called Moscow Declaration to adopt digital
transformation in a public audit. The Moscow Declaration mentioned the technological
advance that affected the audit, especially the impact of science and technology on audit.
The concept of 5ABCD as 5G, AI, Blockchain, Cybersecurity, and Data Analytics will change
audit perceptions from static to dynamic auditing. The concept of real-time audit seemed to
replace the traditional audit approach and promote the advisory role for Supreme Audit
Institutions (SAIs) to give constructive recommendations for government and audit entities.

1

Supreme Audit Institutions (SAI) are independent national oversight bodies, largely responsible for auditing a government’s revenue
and spending, helping to ensure full transparency and accountability, and even the performance of government bodies and ministries
in using public funds efficiently and effectively.
2 https://www.intosai.org/fileadmin/downloads/news/2019/10/EN_23_Moscow_Decl_300919.pdf
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Moreover, INTOSAI Development Initiative3 (IDI) attempted to introduce the concept
of Supreme Audit Institutions (SAIs) and engaging with stakeholders. At present, SAIs around
the world are facing big challenges not only the conducting audit under acceptable audit
standards, but also simplified their audit findings to communicate with stakeholders in the
digital era. The Moscow Declaration, one of the principles, is the direction for SAIs to focus on
applying data analytics, source code, and algorithms into audit works. Apart from that the
future directions for public auditing comprise of;
I. Providing independent external oversight on the achievement of nationally agreed
targets including those linked to the SDGs,
II. Responding effectively to opportunities brought by technological advancement,
III. Enhancing the impact that SAIs make on public management accountability and
transparency.
1. SAIs are encouraged to contribute to more effective, transparent
and informative accountability for outcomes, keeping in mind the
Providing independent
external oversight on

complexity of government efforts needed to support the
achievement of national priorities and the SDGs.

the achievement of 2. SAIs are encouraged to develop a strategic approach to public
nationally

agreed auditing to support the achievement of national priorities and the

targets including those SDGs.
linked to the SDGs

3. SAIs can enhance the value of public auditing by extending the
provision of audit-based advice on important and strategic issues
of parliament, government and public administration.

Responding effectively 4. SAIs could promote the principle of availability and openness of
to
opportunities data, source code and algorithms.
brought
by 5. SAIs could aim to make better use of data analytics in audits,
including adaptation strategies, such as planning for such audits,
3

The INTOSAI Development Initiative (IDI) is a not-for-profit, autonomous implementing body. IDI is mandated to support Supreme Audit
Institutions (SAIs) in developing countries to sustainably enhance their performance and capacity.
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technological
advancement

developing experienced teams for data analytics, and introducing
new techniques into the practice of public audit.
6. SAIs can foster an experimental mindset to enhance innovation
and development.
7. SAIs may extend the focus on (a) identifying risk areas of national

Enhancing the impact and international interest and raising awareness of risks; (b) the
that SAIs make on need for managing systemic risks in the government, in addition to
public

management operational, enterprise and other risks of a single entity.

accountability

and

transparency.

8. SAIs are encouraged to nurture the auditors of the future who
can employ data analytics, artificial intelligence tools, and
advanced qualitative methods, enhance innovation; and act as
strategic players, knowledge exchangers, and producers of
foresight.
9. SAIs should consider finding more ways to address inclusiveness
when conducting audits as a key point of the 2030 Agenda with its

Enhancing the impact principle of leaving no one behind and other development
that SAIs make on agendas.
public

management

accountability
transparency.

and 10. SAIs can increase their positive impact by establishing
productive interaction with the auditee, and enhancing cooperation
and communication with the academic community and public in
general.

Table 1: The future directions for public auditing
Source: https://www.intosai.org/fileadmin/downloads/news/2019/10/EN_23_Moscow_Decl_
300919.pdf
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2. Working Group on Impacts of Science and Technology on Auditing4 (WGISTA)
Considering the importance of applying data analytics, source code, and algorithms into audit
work from the Moscow Declaration, the Working Group on Impacts of Science and Technology
on Auditing (WGISTA) was officially formed at the 23rd International Congress of Supreme Audit
Institutions (INCOSAI), chaired by the State Audit
Institution of the United Arab Emirates (UAE) with
the U.S. Government Accountability Office (GAO)
acting as Vice-Chair. Moreover, WGISTA emphasized
the impacts of science and technology on public
audits such as artificial intelligence, blockchain
technology, cybersecurity, data analytics, 5G cellular
network technology, machine learning, and
Source: https://wgista.saiuae.gov.ae/Pages/default.aspx
quantum computing. Generally, Data Analytics is a
new audit
technique that enables an auditor to
examine the whole population of a dataset instead of taking samples while working together
with the Blockchain, auditors can easily and safely access the audit entities' database to
explore useful information to support their analysis. This mechanism works more effectively
with artificial intelligence (AI) for assisting auditors in simple tasks and ultimately. AI is trained
consistently; it becomes more capable as a cognitive technology.

Source: https://wgista.saiuae.gov.ae/Pages/default.aspx

4

https://wgista.saiuae.gov.ae/Pages/default.aspx
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With the establishment of WGISTA, the INTOSAI now has a forward-looking working group to
monitor potential impacts that science and technology may have on the audit profession;
share this specialized knowledge and experiences, and ensure INTOSAI’s work remains
relevant and impactful.
3. Integrated technologies with public audit
The data transformation, digital disruption, and Covid-19 impact on the operation of SAI, the
auditors cannot audit normally and they need the audit innovations to help them to carry on
their audit work. Even though the remote audit and real-time audit were known for a while,
only the private sector or potential SAIs execute that kind of audit due to resource issues that
require essential skills and huge budgets. However, there were many potential SAIs who have
attempted to initiate innovations in public audit as follows.
Table 2: Examples of SAIs using Data Analytic and Technology on Public Audit
Implementation
of
SAIs
Data Analytic and Technology on Public Audit
1

SAI Oman

SFFA Smartphone Application

2

SAI Ghana

A mobile technology application

3

SAI Slovak Republic

The Municipalities on Map (MuMAP)

4

SAI Brazil

The Artificial Intelligence (AI) - ALICE, ADELE, MONICA,
and SOFIA

5

SAI Philippines

A MIKA-EL project

6

SAI Norway

An Innovation Lab

7

The

U.S.

Government An audit innovation lab

Accountability Office (GAO)
8

European Court of Auditors

Source: The author

The ECALab

472

3.1 Supreme Audit Institution (SAI) and designing mobile applications
In 2011, The State Financial and Administrative Audit Institution of Oman (SAI Oman)
launched the SFFA Smartphone Application that could receive complaints and reports through
a mobile application, meanwhile, citizens can provide valuable input to audit planning through
the SFAAI smartphone application. In 2019,
The Ghana Audit Service has launched a
mobile technology application dubbed
CITIZENSEYE, to offer Ghanaians and other
residents in Ghana the opportunity to
engage the Service and make contributions
to audit planning and programs. This is the Source: https://ghaudit.org/web/citizenseye-app/
first time for the Supreme Audit Institution or an Auditor -General’s Office in Africa, to run the
mobile application on a smartphone or other computer devices.
In 2020, the Supreme Audit Office of the Slovak Republic (SAO SR) developed a new interactive
analytical tool called the Municipalities on Map (MuMAP). The application provides public
access to a broad range of information and can be used for a variety of audit-related functions,
such as identifying risks and planning and selecting entities for audit. Likewise, Supreme Audit
Institution initiated four information technology artifacts in helping auditors in the surveillance
against fraud and corruption. ALICE, ADELE, MONICA, and SOFIA, which were known as Artificial
Ladies against corruption, are Artificial Intelligence
(AI) systems proposed in helping auditors in the
surveillance against fraud and corruption, in order
to aid auditing processes in the public sector. As
well, The Commission on Audit (COA) launched a
project that aimed to leverage technology in the
conduct of its audits, namely Project MIKA-EL or
Source: https://www.coa.gov.ph
Machine Intelligence, Knowledge-based Audit, and Experience Learning is an
envisioned artificial intelligence (AI) that will work as an audit assistant, going through volumes
of government records and helping auditors sort and process available digital data for faster
and more efficient examination and audit.
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3.2 Supreme Audit Institution (SAI) and establishing Audit Laboratory
In 2019, the Office of the Auditor General (OAG) of Norway established an Innovation
Lab, which, much like a chemistry experiment, involved a hefty amount of trial and error to
find the right formula for success. The Office of the Auditor General (OAG) pulled together
three technologically capable people who also had creative minds, some coding skills, a touch
of audit knowledge, and a hint of quantitative methods comprehension, and added a heaping
spoonful of freedom. This Innovation Labs lead to invention, and there are few greater
professional pleasures than creating products, processes, and services that actually do or fix
something.
Meanwhile, in January 2019, the U.S.
Government Accountability Office
(GAO) provides Congress with a
thorough and balanced analysis of
technological
and
scientific
developments that affect the
society, environment, and economy.
To enhance the ability to analyze,
The U.S. Government Accountability Source: https://www.gao.gov/technologyOffice (GAO) established an auditscience
innovation lab to explore, pilot, and deploy new advanced analytic capabilities, conduct
research in information assurance, and explore emerging technologies that will impact future
audit practices. Besides, The European Court of Auditors launched the ECALab as a center for
exploring ideas and technologies and building on the new possibilities offered by digitalization.
The European Court of Auditors clearly realizes that the existence of technology is one thing,
using and applying it is another, therefore, the European Court of Auditors creating ECALab to
introduce auditors to new techniques to systematically move forward with a digital audit; data
analytics, text mining, visualization, etc.
Part II Role of SAI Thailand in auditing SDGs using digital transformation
1. What is SDGs audit?
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In September 2015, all United Nations (UN) the Members States jointly committed to
the Sustainable Development Goals (SDGs) or Agenda 2030 in making a difference in the lives
of citizens and ensure that “no one is left behind”. Since then, the International Organization
of Supreme Audit Institutions (INTOSAI) has recognized the importance of the UN Agenda 2030
and included SDGs as cross-cutting priority 2 in its Strategic Plan 2017- 2022. INTOSAI has
defined the “SDG audit” as an important mission for all member SAIs to monitor their
Box 1: What is SDGs audit?
SDG audit is the audit that contribute to the follow-up and review of the SDGs within
the context of each nation’s specific sustainable development efforts and SAIs’ individual
mandates to make sure that the government can achieve the agenda 2030.
government in achieving SDGs in 2030.
For the purposes of the SDGs Audit, it is defined as a “performance audit that focuses
on the achievement of nationally-agreed targets linked to the SDG targets.” Basically, it does
not focus on entities, projects, programs, or processes, but the interplay between them for
the achievement of cross-cutting results. The audit methodology focuses on the achievement
of outcomes while also encouraging SAIs to take actions for enhancing impact throughout the
audit process. 5 The SDG audit is divided into 2 stages; SDGs preparedness audit and audit of
SDGs implementation.
Stage 1: SDGs Preparedness audit6
Since the SDGs issue is the national agenda, SAIs have to firstly audit preparedness for
the implementation of SDGs. Unlike the traditional public audit, they need to look at the
extent to which these principles have been followed. The principles include wide stakeholder
engagement in the audit process, focusing on inclusiveness, examining interconnections, and
audit performance information.
One of the most important approaches in auditing preparedness on the
implementation of SDGs is the Whole of Government approach (WoG) which seeks unity of
5

https://sdg.iisd.org/news/audit-model-guides-evaluation-of-national-level-sdg-implementation/
https://www.idi.no/elibrary/relevant-sais/auditing-sustainable-development-goals-programme/807-auditing-preparedness-forimplementation-of-sdgs-a-guidance-for-supreme-audit-institutions-version-0-english/file
6

475

purpose among all government actors, levels, and sectors to increase integration and capacity
in order to reach the mutual benefits for all. Therefore, the audit methodology focused on
the results of government rather than the operations of any single programme or agency to
ensure the policy coherence and unduplicated tasks among related stakeholders. Moreover,
monitoring, follow-up, and reporting should be conducted through the audit recommendation
in order to make sure that all attempts of the government are effective and ready to
implement SDGs as planned.
Stage 2: Audit of SDGs implementation7
The audit of SDGs implementation is a performance audit (PA) focusing on
achievement of nationally agreed targets linked to SDG targets through policy implementation.
The INTOSAI Development Initiative (IDI) decided to continue supporting SAIs in audits
of SDG implementation by developing the guidance called IDI’s SDGs Audit Model (ISAM).
According to the figure 1, ISAM defined the 4
key elements of audit of the implementation of
SDGs.
Firstly, each government can set its own
national targets, based on national circumstances,
and will decide on how these global SDG targets
should be incorporated into national planning
processes, policies and strategies. The SDG auditor
has to audit based on the progress towards the
achievement of nationally agreed targets linked to
Figure 1 ISAM model: SDG audit principles
SDGs.
Secondly, the government has to use a Whole-of-government (WoG) approach which
is a holistic approach considering the complexity of SDG challenges and the interrelations
between social, economic and environmental dimensions, as well as aligning and coordinating
efforts of ministries and entities, to allow for integrated responses to national needs and
priorities.
Thirdly, the government has to combat poverty and inequalities to Leave no one
behind. This is to ensure that the vulnerable groups do not lack the choices and opportunities
7

ISAM model
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to participate in and benefit from development progress. Basically, people are being left
behind because of discrimination, isolation, low governance, disadvantages in socio-economic
status, and shocks and fragility.
Lastly, it is essential to improve policy coherence and integration and identify better
solutions by providing a more comprehensive and accurate understanding of the SDG issues
from various perspectives. Therefore, all implementation and follow-up processes of SDG
audit have to be participatory and inclusive by engaging with multi-stakeholders, including
government, civil society and the private sector, members of parliament, and national human
rights institutions.
These SDG audit principles help SAIs and SDG auditors understand more about the
macro view of the government performance, not just to audit specific programs and projects,
and make a constructive recommendation to ensure that the country can achieve the
nationally agreed targets and SDGs in 2030. Moreover, all principles have to comply with the
performance audit (PA) process including SDG audit topic selection, SDG audit design/planning,
audit conducting, audit report, and audit follow-up on the implementation of SDGs. This also
follows ISSAI 300- PA principles, and ISSAI 3000- Standard for PA8, as mentioned in figure 2.

Figure 2: Compliance of SDG audit principles with PA process
Source: the author
2.DigitaltraTransformation in SDG audit
To accelerate the implementation of SDGs, SAIs should not consider only these 4 ISAM
principles, but also embrace data-driven digital transformation. Nowadays, data is an essential
8https://www.intosai.org/fileadmin/downloads/documents/open_access/ISSAI_100_to_400/issai_300/ISSAI_300_en_2019.pdf

https://kniknowledgebase.org/wp-content/uploads/2017/07/ISSAI_3000_EN.pdf
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asset for SAIs to see the macro view of public money spent effectively. We, thereby, follow
information rather than follow the money in the digital era. Similarly, in the context of SDG
audit, data analytics are the key competency for digital transformation success.
As a member of INTOSAI and also a member of the Working Group on Impact of
Science and Technology on Auditing (WGISTA), SAI Thailand has adopted SDG audit using the
guidelines from the ISAM model and put effort to integrate technology as part of our audit
work. According to the Moscow declaration mentioning the significance of SDG audit and data
analytics as a tool for auditors of the future, SAI Thailand has paid special attention to the
upcoming digital transformation and also implemented these issues in the State Audit Policy
(2018-2022) and the 4-year Strategic Plan. Even though we are in the very early stage of
adoption, we have tried to conduct researches and learn from other countries in SAI
communities. In this paper, we will describe 1) using data analytics in SDG audit, 2) techniques
to analyze data and 3) the role of SAI Thailand in driving SDG audit through digital
transformation.
2.1 Data Analytics in SDG audit
To understand more about using digital transformation in SDG audit, the key
considerations for using “data analytics” should be studied. These considerations are in light
of the SDG principles of policy coherence, multi-stakeholder engagement, and leave no one
behind.
1. Policy coherence involves the cross-cutting nature and long-term impact of policies
that need interactions and aligning actions between levels of government. Therefore, SDG
auditors need to collect and link those data set to see the whole picture.
2. Multi-stakeholder engagement involves collaborating with all relevant stakeholders
which SDG auditor has to reach out to data sources outside of government sectors.
3. Leave no one behind a focus on inclusive actions for vulnerable groups to catch up
with the development, so SDG auditor may require data in a disaggregated form broken down
into characteristics of the individual or household (e.g. sex, age, income, disability, religion,
ethnicity, and indigenous status), economic activity and spatial dimensions. Moreover, an SDG
auditor needs to deal with different types of data to determine factors related to the progress
towards the achievement of the nationally agreed targets. Mostly, the sources that the auditor
should know are the indicator data, administrative data, third party data (non-state sources),
and integrated data, see in figure 3.
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1. Indicator data; SDG auditor has to understand
the national indicator framework of the
2.
1.
government to monitor progress made in the
indicator
administra
data
tive data
implementation of SDGs. Indeed, indicator data
can be applied in various stages of the audit. The
indicator data can be used to prioritize of the
4.
3. thirdintegrated
topics in the process of audit topic selection of
party data
data
the SDG audit portfolio. It also helps to select
focus areas in the subject matter, identify
Figure 3: Types of data in SDG audit stakeholders, prepare relevant audit questions
Source: the author
and select samples to audit in the audit planning
process. Moreover, the indicator data can be used as audit evidence to check whether it is of
high quality, determine whether anyone was left behind and identify whether the government
projects are collectively comprehensive enough to achieve the target in audit conducting.
Finally, it can be used to communicate audit reports and the results more effectively to the
stakeholders. It also helps SDG auditors to understand where follow-up is required, to ensure
that no one is left behind.
Moreover, SDG auditors can use data proxies when the target is too broad or data is
missing, and alternative data from non-traditional data sources such as global partnerships for
sustainable development.
2. Administrative data; This is the data that the government uses for devising policies
and strategies, implementing programs, monitoring implementation and making administrative
and management decisions. It can be in various forms such as documents, spreadsheets, or
large databases.
3. Third-party data; This is alternative data which is sourced from non-government or
collected by the SDG auditor to confirm the effectiveness of government measures aimed at
achieving the national target. However, an SDG auditor should ensure that this data is of good
quality and free from bias.

479

Audit stage
1. Audit topic
selection
2. Audit
design/planning
3. Audit conducting

Innovation
ex. AI

Techniques
Data collection, GIS data

Data collection, GIS data,
Clustering
ex. Remote audit
Data collection, Factor analysis
ex. data visualization, user- Data unification, Clustering, GIS
4. Audit Report
friendly communication
data
5. Follow-up
ex. Dashboard
4. Integrate data; It is the process of combining data from different sources and
providing a unified view for understanding and assessing coherence. The SDG auditor needs
to identify the data linkages between data sets and remove duplicates or mismatches.
However, an SDG auditor may need to invest in the understanding and provision of data
privacy and data protection.
2.2 Tools and techniques for data analysis in SDG audit
As an SDG auditor, we have to deal with a massive amount of data. Therefore, the
decision of using suitable tools and techniques is important. In general, we use quantitative
methods including surveys, questionnaires, polls, document review, querying databases to
measure the depth of any initiative. Moreover, qualitative methods including observation,
qualitative interviews, case studies and focus groups help in measuring intangible outputs and
outcomes and also provide insightful subject matters.
The digital transformation can be integrated into various audit stages, both using
innovations and techniques, which can be found in table 1 and box 2 as follows.
Table 3: The innovation and techniques for each audit process (gathered by authors)
ex. AI
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Box 2: Audit Techniques
1. Data collection can be used for any of the audit processes to collect disaggregated data
by using different techniques such as Mobile data collection kits or web scrapping to
extracting large amounts of data from the internet.
2. GIS data is a Geo-referenced data referring to location-specific information and can be
used for risk assessment and sampling.
3. Correlation clustering is used to divide the population into homogenous groups which
can then be sampled.
4. Factor analysis is a useful tool for investigating variable relationships for complex
concepts.
5. Data unification is a process of combining multiple, diverse data sets and preparing them
for analysis by matching, removing duplicates and cleaning the data. This concept
becomes relevant in the context of vertical and horizontal coherence.
According to table 3, in audit topic selection, SDG auditor has to collect data through
data collection kits, AI technology, and GIS. The power of these tools dealing with massive
information, thereby, can help auditors to quickly detect the irregularity or prioritize the audit
topics from risk assessment related to the SDGs. Next, audit design/planning requires auditors
to collect data from various sources to perform risk analysis and plan the audit process. Again,
data collection and GIS data can be adopted by using AI. Moreover, auditors can use the
correlation clustering technique to divide the population into a sample group since we cannot
audit a whole population.
In audit conducting, auditors can use factor analysis techniques to process the data
and see the relationship among them. In this stage, the remote audit can be adopted, allowing
the auditors to work from home and do not need an organized field trip to collect evidence.
All documents can be easily uploaded to the platform, which is more efficient for auditors to
work.
After processing all information, the auditors have to conclude the audit results by
comparing the audit criteria with audit findings. Then they should give constructive
recommendations back to the audited entities through audit reports. In this stage, data
unification is needed to combine all information and make a conclusion. The auditors should
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communicate the audit reports efficiently by using data visualization and media to become
more user-friendly for the auditees and related stakeholders.
Lastly, there should be a digital platform for auditors to follow up on whether the
auditees conform to the recommendations. The dashboard is an example to see the traffic of
audited entities’ performances. When they perform corrective actions, they can report back
to the platform and auditors will see it to follow further steps.
These are the overview ideas of how to integrate digital transformation in the audit
process, also SDG audit which require a whole picture of government performance, not just
to audit each project or program. Next, the role of SAI Thailand will be discussed.
2.3 The role of SAI Thailand in driving SDG audit through digital transformation
As mentioned before, although SAI Thailand is in a very early stage of adopting digital
transformation to drive SDG audit, we realized the importance of it and also enforced this
issue in the State Audit Policy. Moreover, we have participated in the research project and
academic activities to learn from other SAIs, and to see the possibility of the implementation
in Thailand. In this paper, we will show the past activities to reflect our efforts.
Asian Organization of Supreme Audit Institutions (ASOSAI) Research Project on “Audit
on implementation of SDGs: leveraging digital or big data
to achieve the SDGs
The research objective is to find the approach for
accountability lines aligned with SDGs audit. As SAI
Thailand was assigned to be a sub-group leader of
Evaluation of the importance of reporting frameworks,
which focused on evaluating the reporting framework.
We represented the analytical SDGs audit reports from
INTOSAI Atlas 9 , a platform which gather information
about SDG audit reports from member SAIs, to explain
the importance of the SDGs reporting framework. For
example, we found that among 52 SDG audit reports published in the English version, 21.15%,
came from ASOSAI members. The subject matter of the audit is Preparedness for the
implementation of SDGs.
9

https://www.intosai.org/system/sdg-atlas
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Based on the situation analysis, the research team conceptualized data from SDGs
audit reports of ASOSAI members, which reflected audit findings of Preparedness SDGs. These
findings could contribute to the impact of SDGs audit, in which SAIs could give constructive
recommendations for governments to implement SDGs in the future.
Moreover, we recommended that SAIs should publish user-friendly version of audit
reports. SAIs could utilize digital platforms like the podcast, YouTube, infographic and motion
graphic, to communicate their SDGs audit reports to stakeholders.
The research team focused on how to implement the evaluation for the SDGs audit
report. Initially, we found that we could evaluate the impacts by using qualitative and
quantitative approaches. The qualitative approach could determine the SDGs audit report by
actions of audit entities. However, the audit entities will accept and recognize the value and
benefit of SDGs audit report when SAIs could give constructive recommendations. For the the
quantitative approach, we emphasized three methods to evaluate the SDGs' audit impacts
including (a) statistics on audit recommendations, (b) financial impact estimates, and (c) postaudit surveys of auditees.
To sum up, the evaluation of reporting framework helps SDG auditors to understand
the progress of SDG, which cannot be identified without digital transformation. This research
projects gave the insightful information about the importance of digital transformation, such
as using for data analysis in both qualitative and quantitative approaches, information
assessment, and effective communication though digital platforms. These leads to the
purpose of giving constructive recommendation for the government and enhance the
possibility of achieving SDGs as expected.
Academic paper on "Improving the Capacity of the State Audit Office of the Kingdom
of Thailand" presented in the 8th Business, Economics and Communications International
Conference (BECIC 2021) on the theme: “Business Creativity and Innovation in the Age of
Transformation”10 Not only the research project, but we also worked on the academic paper
to study the capability of SAI Thailand in the digital era.
The objective of this paper is to emphasize the importance of disruptive technologies
on a public audit by illustrating how it affects SAO and the Supreme Audit Institution (SAI)
community. Cutting-edge technologies like AI, Blockchain and 5G are increasingly adopted into
audit works by many SAIs. Likewise, the SAO has also been introduced to the new audit
10

BECIC2021 - Faculty of Business Economics and Communications (nu.ac.th)
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techniques such as a remote audit and a real-time audit during this period. Additionally, this
paper provides an approach to cultivate auditors of the future who possess strategic thinking,
digital analytics, and soft skills as suggested in the Moscow Declaration. The last part is to
discuss the way forward including recommendations for improving the SAO, international
perspectives, and proper application.
Workshop on AI for audit
SAI Thailand has realized the importance of digital transformation. Therefore, the
project of “AI for audit” was initiated. The objective of this project was to support e-audit in
SAI Thailand to enhance efficiency of public audit, but still relevant to the State Audit Policy
and the audit standards. Moreover, it aimed to educate the auditors about using data analytics
and strengthening an ability to design AI for audit model. The participants accounted for 85
auditors from central and regional State Audit Offices and 10 observers from management
teams, and officials from policy and strategic plan office, human resource development office
and related stakeholders, in total for 95 people.
According to the project, there were 3 main workshops including “The improvement
of the audit process of SAI Thailand”, “The creation of dataset for audit” and “The data
analysis and design AI for audit model”. It took 3 days for each workshop and operated from
22th July to 23th September 2020. At the end of the workshops, most auditors had awareness
of the importance of audit in the digital transformation age and gained basic knowledge about
AI for audit.
In conclusion, the role of SAI Thailand in digital transformation was reflected through
these activities. Although we are in the initial stage of adoption, we put efforts to study and
learn from other stakeholders to improve ourselves. Importantly, we educated our auditors
since they were an essential asset of SAI Thailand. Part III Discussion
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Source:
http://intosaijournal.org/tag/incosai2019/

To enhance the impact of Supreme Audit Institutions (SAIs) as suggested in The
Moscow Declaration, we can foster an
experimental mindset to enhance
innovation and development. The State
Audit Office of the Kingdom of Thailand
(SAI Thailand) has also realized that the
development in information technology
provides an opportunity to collect,
process, and analyse data from various
sources, either obtained directly from
audit entities or acquired from the public
domain.
Big data analytics utilization is expected to improve audit quality, organization
responsiveness, and information resources optimization. To data-driven organizations, another
important issue to be considered is the skill sets of the auditor.
The Moscow Declaration mentioned the existing requirements for the skill sets of auditors,
"auditors of the future” skills, which consists of;
- Strategic thinking: feasibility analysis, hypothesis-driven thinking, identifying causal
relationships, goal orientation, foresight, strategic planning, systems thinking, prioritization;
- Data analytics skills: working with datasets and databases, data visualization, and
the presentation of complex data;
- Soft skills: effective communication, emotional intelligence, building and maintaining
trust based on professionalism, leadership, abilities to build consensus.
By fostering an appropriate mindset among the auditor, the changes can be easily
successful. Whenever the auditor changes their attitudes towards the new working mindsets
and willing to adapt to their works, their practices also have to change. Refer to key statements
in the Moscow Declaration, to strengthen analytical potential, SAIs may establish analytical
units to address particular problems. Likewise, in other initiatives, Data transformation also
faces challenges such as digital platform development and specialized skills, in order to
understand data platforms. To better facilitate and accommodate auditors’ need for analytics,
SAI Thailand plans to launch an "Audit Laboratory" composed of data engineers, data analysts,
and data scientists to work together in data preparation, requirements development, data
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model formulation, and output presentation. Furthermore, the State Audit Office of the
Kingdom of Thailand considers the necessary position for audit the algorithm work, which is
the algorithm auditor who has a computer science background and very good audit skills.
Computer
science
Algorithm
Auditor
Auditing

Figure 4: Algorithm auditor
Source: The author
SAI Thailand has realized that this is a continuous process. Hence it may require a lot
of effort and time to eventually reap the most favourable benefits. However, we had a good
start and we appreciate the experience from multi-stakeholders.
Part IV Conclusion
All Governments have the primary responsibility for follow-up and review, at the
national, regional, and global levels, concerning the progress made in implementing the goals
and targets over the “Transforming Our World: The 2030 Agenda for Sustainable
Development” agenda. Since Sustainable Development Goals (SDGs) issue is the national
agenda, Supreme Audit Institutions (SAIs), as independent national oversight bodies, largely
responsible for auditing a government’s revenue and spending, helping to ensure full
transparency and accountability, are expected to carry out high-quality audits and hold a high
degree of good governance.
Auditing the implementation of SDGs is different from the traditional public audit which
was followed up the route of audited entities' spending. SAIs need to look at the extent to
which SDGs have been followed, which is a follow-up to the audited entities' information.
With the wider boundary of audit tasks, SAIs need to examine the whole population of a
dataset instead of taking samples, to consider the importance of applying data analytics,
source code, and algorithms into audit work. Auditors can easily and safely access the audited
entities' database and can explore information to support the analysis by adopting digital
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transformation. Definitely, this mechanism assures that SAIs reach the inclusive audit in all
perspectives and be in line with their roles to audit on the implementation of SDGs.
SAI Thailand has realized that the development of information technology has
provided an opportunity to achieve the role of auditing the implementation of SDGs. SAI
Thailand also plans to initiate the "Audit Laboratory" project which is responding effectively to
the opportunities brought by technological advancement. Lastly, we also prepare ourselves,
both mindset and skills, to become auditors of the future.
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ABSTRACT
In 2020, Vietnam is considered an effective anti-epidemic country. Besides its
achievements in disease prevention and control, Vietnam has issued some policies to support
businesses, especially small and medium-sized enterprises, to overcome difficulties and
maintain production and business activities. The policies have been promulgated completely
and synchronously, which is shown in the big support packages. The promulgation of these
policies promptly encouraged the business community, especially small and medium-sized
enterprises, demonstrates the important role of the Vietnam Government in regulating the
economy in the crisis period. The role of the Government in supporting businesses during the
COVID-19 pandemic is demonstrated through the issuance and implementation of support
policies. The study focuses on evaluating the effectiveness of implementing policies to
support small and medium-sized enterprises during the COVID-19 period through surveying
businesses and consulting experts. From there, the assessments of the role of the Government
in supporting businesses during the COVID-19 pandemic are given.
Keywords: Vietnam, business support, small and medium-sized enterprises, the role of the
Government, COVID-19.
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I. INTRODUCTION
Small and medium-sized enterprises (SMEs) are an important part of the private
economic sector and account for a large proportion of the Vietnamese business community.
According to the General Statistics Office of Vietnam (2020) currently, Vietnam has about
541,753 SMEs operating in the economy, with a total registered capital of about 130 billion
USD, which accounts for about one-third of the total registered capital of enterprises. Every
year, SMEs contribute about 40% of GDP, 30% to the state budget, 33% of industrial output
value, 30% of export value, and attract nearly 60% of employees, etc. About the structure,
stemming from socio-economic historical conditions, SMEs in Vietnam are present in almost
all economic sectors, in which most of them are concentrated in four main areas namely
agriculture, industry, commerce, and services.
The COVID-19 is an infectious disease pandemic with the SARS-CoV-2 virus, which
started in December 2019 in Wuhan, China. The impact of COVID-19 has been happening on
a global scale, seriously affected the economic growth and social stability of countries.
According to the Ministry of Health, by the end of May 23, 2021, the total number of
infected cases in the world and Vietnam is shown in the following table:
Table 1. Update on COVID-19 situation in the world and in Vietnam
Objects
Infected cases Recovered
Death
Total cases
The world
15,617,464
147,942,788
3,468,016
167,028,268
Vietnam
2,320
2,721
41
5,086
Source: https://ncov.moh.gov.vn/ 1
In order to proactively respond to the epidemic, the Government of Vietnam has
introduced the motto “Active prevention - early detection - timely isolation – complete
localization - thorough suppression and effective treatment, with 4 on the spot: forces on the
spot, vehicles on the spot, command on the spot, and logistics on the spot” since the
epidemic appeared in Vietnam. This has shown the initiative of the Vietnam Government in
handling the epidemic and ensuring the safety of the people. Active anti-epidemic measures
have been effective in Vietnam. According to Ministry of Health, the controlled number of
infections is at a low level, all 100% of COVID-19 infections in Vietnam are well cared for, and
the number of deaths due to infection accounts for a low rate. The Vietnam Government's

1

Official information page about the COVID-19 epidemic in Vietnam
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successes in the COVID-19 prevention and control have been highly appreciated by the
international community.
SMEs are the most vulnerable to the economic crisis due to their small production
scale and limited capital. According to General Statistics Office of Vietnam (2020), SMEs in
Vietnam account for 96,7%2 of the total number of enterprises in the country. The growth in
both quantity, operation scale and internal resources of the SME sector has a great impact,
making an important contribution to Vietnam's socio-economic development and
international integration process. According to National Economics University-JICA Japan
(2020), in 2020, up to 87,2%3 of businesses were negatively affected by COVID-19. In 2020,
Vietnam has 101.7 thousand enterprises suspending business for a definite time, stopping
operations to wait for dissolution procedures and to complete dissolution procedures, an
increase of 13.9% compared to the previous year. On average, 8.5 thousand businesses
withdraw from the market every month. This is the highest number in 10 years (while the
country's target of 1 million enterprises in 2020 has not been achieved). For some industries,
the revenue was seriously affected, such as accommodation and catering services down 13%
over the previous year; travel tourism decreased by 59.5% compared to the previous year;
passenger and freight transport decreased by 29.6% and 5.2% respectively (National
Economics University-JICA Japan, 2020).
In addition to controlling and combating the pandemic, to help enterprises get out of
difficulties and maintain economic growth, the Government of Vietnam has promulgated many
policies to support enterprises to get rid of difficulties caused by COVID-19, especially for small
and medium enterprises (SMEs), to help these enterprises stabilize production and business.
The promulgated supportive policies demonstrate the Government's important role in
regulating the economy and creating a favorable business environment for businesses to
operate. Therefore, we choose the research problem namely the role of the Vietnam
Government in supporting small and medium enterprises during the COVID-19 pandemic in
the study at EROPA 2020 to evaluate the role of the Vietnam Government in promulgating
and organizing the implementation of policies to support small and medium enterprises to
overcome difficulties during the COVID-19 period.

2
3

General Statistics Office of Vietnam, 2020
National Economics University, JICA Japan, Evaluation of COVID-19 response policies and recommendations, Hanoi, December 2020
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The authors’ research goal is to evaluate the role of the Government in supporting
SMEs during the COVID-19 pandemic. To achieve this great goal, the research team collects
assessments of businesses and a team of experts on the promulgation and implementation
of the Government's policies to support SMEs during the COVID-19 pandemic. Because of
limited time, the research team only focused on evaluating the implementation of the SME
support policy through the survey results in SMEs and consulting experts on the necessity,
appropriateness, and significance of the Government's support policies for SMEs in the period
of COVID-19. Secondary data were used by the authors in the study until December 2020; The
primary data were collected by the authors in May 2021. The study was carried out in Hai
Duong province, Vietnam.

II. THEORETICAL BASIS
2.1. Concept of small and medium enterprises (SMEs)
In Vietnam, the relevant legal documents do not mention the concept of small and
medium enterprises, SMEs are basically an enterprise and there are several criteria to define
SMEs according to Article 4, Law on supporting small and medium enterprises in 2017:
“1. Small and medium enterprises include micro-enterprises, small enterprises, and
medium enterprises, with an average number of employees participating in social insurance
not exceeding 200 people per year and meeting one of the following two criteria:
a) Total capital must not exceed 100 billion VND;
b) Total revenue of the preceding year is not more than 300 billion VND.
2. Micro enterprises, small enterprises, and medium enterprises are defined by the
fields of agriculture, forestry, and fishery; industry and construction; trade and services.”
To concretize the provisions of the law, on the dated of 11/3/2018, the Government
issued Decree No. 39/2018/ND-CP detailing several articles of the Law on supporting small
and medium enterprises, in Article 6 of the Decree detailing the identification of small and
medium enterprises. Synthesized from the two documents mentioned above, it can be
understood that SMEs in Vietnam is first of all an enterprise - an organization with its name,
assets, transaction office, established or registered for establishment under regulations of the
law for business purposes (Enterprise Law, 2020) and at the same time are a type of enterprise
with a charter capital of less than 100 billion VND and an average annual number of employees
of less than 200 people.
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2.2. Government's role in supporting enterprises during COVID-19 in Vietnam
The Government is the highest state administrative body of the Socialist Republic of
Vietnam, exercising executive power, and the executive body of the National Assembly. The
Government is responsible to the National Assembly and reports on its work to the National
Assembly, the National Assembly Standing Committee, and the State President (National
Assembly of Vietnam, 2013).
During the COVID-19 period, the Government of Vietnam has achieved the dual goal
of both fighting the epidemic and ensuring economic growth. As a law enforcement agency,
the Government not only proposes, submits, and promulgates most legal documents and
policies, but also has to organize the implementation of legal documents following the
policies of the state authority agency (Communist Party of Vietnam) on supporting enterprises
to overcome difficulties during the COVID-19 period. Talking about the Government's role in
supporting SMEs during the COVID-19 pandemic is to means the position, and "the effect" of
the Government in the implementation of this activity. Accordingly, the role of the
Government is created and expressed in the following aspects:
- Promulgating or directing a system of legal normative documents to create a legal
corridor in supporting enterprises in general affected during the COVID-19 pandemic;
- Developing action plans and programs to implement support policies for enterprises
affected by the COVID-19 pandemic;
- Assigning tasks to ministries and branches to organize the implementation of support
policies in practice;
- Ensuring resources (financial, human) to organize the implementation of support
policies in practice;
- Inspecting and examining the implementation of policies to support enterprises in
general affected during the COVID-19 pandemic.
In theory, the Government has the above roles in supporting enterprises facing
difficulties during the COVID-19 pandemic, however, the process of organizing and
implementing support policies for enterprises in practice provides an overview of the role of
the Government. In particular, studying the role of the Government through the assessments
of enterprises and consulting experts will provide a more objective view of the Government's
efforts in supporting enterprises and regulating the economy in Vietnam.

493

III. RESEARCH METHODS
3.1. Quantitative research methods
To carry out this study, we conducted a sociological survey of a group of SMEs. Based
on information gathered from the survey results, combined with secondary data collected
from relevant studies and summary reports of state agencies, the research team analyzes the
implementation of the Government's support policies for enterprises affected by COVID-19.
And then, evaluate the role of the Government in supporting SMEs in the period of COVID-19.
Because of the complicated situation of the COVID-19 pandemic in localities, we collect survey
results through online survey forms sent to SMEs for sampling.
3.2. Consulting expert method
Consulting experts are an effective method to learn and share the research content of
the topic. The objective of the expert method is to use intelligence and exploit the opinions
of highly qualified experts to consider and comment on factors affecting the implementation
of policies to support SMEs in practice. Consulting experts on the difficult points in the
implementation of support policies and suggesting ideas to enhance the implementation of
policies to support SMEs during the COVID-19 pandemic are added.
The selected experts are civil servants working at state administrative management
agencies that are directly involved in the implementation of policies to support SMEs affected
by COVID-19 of Hai Duong province in a random way such as Department of Planning and
Investment; Department of Industry and Trade; Department of Finance; Department of Labor,
War Invalids and Social Affairs; Hai Duong Province Confederation of Labor; Social Insurance of
Hai Duong Province; Tax Department of Hai Duong Province.
The expert consultation was conducted by in-deep interviews, the content of the
interviews will help the research team collect the opinions of experts on the process of
implementing policies to support SMEs during the COVID-19 pandemic, thereby assessing the
results and limitations in the process of implementing policies.
3.3. Descriptive, statistical method
Secondary data are collected by the research team from research results of other
scientific works related to the research problem, reports of localities on socio-economic
development, and other mass media. This is important data for researching the topic.
Descriptive statistical methods are used to synthesize and analyze data related to statistical
content.
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For primary data, the research team collected 100 samples, based on the list of SMEs
provided by the Department of Planning and Investment of Hai Duong province. The samples
are randomly selected according to the representative of business lines of SMEs in the
localities, to ensure comprehensiveness and objectivity.
After collecting data from the survey, the researchers classified and used Excel to
summarize the survey results and then described the results on charts and figures.

IV. FINDINGS
4.1. Supporting policies for SMEs during the COVID-19 pandemic in Vietnam
The support policies formulated in the Law on supporting Small and Medium
Enterprises in 2017 are diverse, including supporting credit access; supporting tax and
accounting; supporting production premises; supporting industry; supporting incubators,
technical facilities, and common working areas; supporting market expansion; informational,
advisory and legal support; supporting human resource development and separate support
policies for each group of enterprises. During the COVID-19 period, SMEs in Vietnam, besides
the support policies specified in the Law on supporting Small and Medium Enterprises in 2017,
has also received several preferential policies:
4.1.1. 10% discount on electricity retail price for production and business
industries
This is a policy to support businesses facing difficulties because of Covid-19 as
stipulated in Official Letter 2698/BCT-DTDL dated April 16th, 2020, of the Ministry of Industry
and Trade. Specifically, for the retail price of electricity for production and business industries:
10% discount on the electricity retail price specified in Decision 648/QD-BCT dated March 20th,
2019, at peak hours, normal hours, and off-peak hours.
Customers who are tourist accommodation establishments (pursuant to the provisions
of the Law on Tourism 2017 and relevant legal documents): are discounted the electricity
price from the retail price applied for business to the retail price applied to the manufacturing
industry after the price reduction.
The electricity wholesale price in rural areas, wholesale electricity price in collective
areas, residential clusters, wholesale electricity prices for commercial - service - living
complexes discount 10% on wholesale electricity prices for levels 1 to 4 of the living electricity
price; discount 10% on wholesale electricity price for other purposes in Decision 648/QD-BCT.

495

The electricity wholesale price in industrial zones, the wholesale price of electricity for the
market discount 10% compared to the wholesale electricity tariff in Decision 648/QD-BCT.
4.1.2. Capital support
Right from the time when the epidemic has not been affected as severely as today,
the Prime Minister has issued Directive 11/CT-TTg dated March 4th, 2020, on urgent tasks and
solutions to remove difficulties for production and business, to ensure social security to cope
with the Covid-19 epidemic.
Accordingly, the Government assigned the State Bank of Vietnam to direct credit
institutions to balance, fully and promptly meet capital needs for production and business,
speed up administrative reform, and shorten the loan application processing time, improve
the customer's ability to access loans; promptly apply support measures such as restructuring
the repayment term, considering loan interest exemption and reduction, maintaining the same
debt group, reducing fees, etc., for customers facing difficulties because of the negative impact
of the Covid-19 epidemic (first of all, a credit support package of about 250 trillion VND).
4.1.3. Tax support
Because of the negative impact of the epidemic, many enterprises suffered great
damage, faced difficulties in the production and consumption of goods and services, and were
unable to pay taxes on time. To promptly remove difficulties for taxpayers damaged by the
Covid-19 epidemic, contribute to helping taxpayers stabilize production and business,
overcome difficulties; The General Department of Taxation has issued Official Letter 897/TCTQLN dated March 3th, 2020, on tax payment extension and exemption of late payment interest
because of the negative impact of the Covid-19 epidemic. Accordingly, Official Letter 897/TCTQLN guides the following cases of tax payment extension which have had material damage
directly affecting production and business because of natural disasters, fires, or unexpected
accidents. Dossier and procedures for requesting tax payment extension shall comply with
Clause 3, Article 31 of Circular 156/2013/TT-BTC.
Recently, the Government has issued Decree 41/2020/ND-CP dated April 8th, 2020, on
extending the time for paying tax and land rent, stipulating on subjects eligible for an extension
to pay tax and land rent; on the order and procedures for extending the payment of tax and
land rent.
4.1.4. Suspending payment of social insurance to the retirement and death
insurance benefit fund
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The Ministry of Labor, War Invalids, and Social Affairs issued Official Letter
1511/LDTBXH-BHXH dated May 4th, 2020, guiding the temporary suspension of contributions
to the retirement and death insurance benefit fund. Accordingly, the employer may suspend
payment to the retirement and death insurance benefit fund in one of the following cases,
suspending production and business for one month or more because of difficulties in
restructuring, technology changes or because of economic crisis or recession or
implementation of State policies when restructuring the economy or implementing
international commitments; facing difficulties because of natural disasters, fires, epidemics,
crop failure.
4.1.5. Postponing the time of paying Trade Union fees
The Vietnam General Confederation of Labor issued Official Letter 245/TLD dated
March 18th, 2020, on postponing the time of paying trade union fees for enterprises affected
by the Covid-19 epidemic. Accordingly, it is agreed to allow production and business
enterprises affected by the Covid-19 epidemic to postpone the time of paying trade union
fees for the first 6 months of 2020 to June 30th, 2020.
Enterprises affected by the Covid-19 epidemic are those with the number of
employees participating in social insurance that must temporarily quit at least 50% of the
total number of employees participating in compulsory social insurance. If after this time, the
Covid-19 epidemic has not reduced and enterprises continue to face difficulties, the time is
postponed to December 31th, 2020.
4.1.6. Exemption and reduction of interest and fees according to the internal
regulations of the credit institution
The State Bank of Vietnam promulgated Circular 01/2020/TT-NHNN dated March 13th,
2020, providing for credit institutions and foreign bank branches to restructure debt repayment
terms, exemption and reduction of interest rates and fees as well as keep the debt group
unchanged because of the negative impact of the Covid-19 epidemic. Accordingly, credit
institutions and foreign bank branches decide to exempt or reduce interest and fees according
to internal regulations for outstanding balances arising from credit extension activities (except
for buying and investing in corporate bonds) for with customers that:
- The obligation to repay the principal and/or interest is due within the period from
January 23th, 2020, to the next day after three months from the date the Prime Minister
announced the end of the Covid-19 epidemic;
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- Customers are unable to repay the principal and/or interest on time according to the
signed contract or agreement because of a decrease in revenue and income by the negative
impact of the Covid-19 epidemic.
4.1.7. Borrowing money to pay employee’s wages for a work stoppage
The Government issued Resolution 42/NQ-CP dated April 9th, 2020, on measures to
support people facing difficulties because of the COVID-19 pandemic. Accordingly, the
employer who has financial difficulties and has paid at least 50% of the termination salary to
the employee in advance according to Clause 3, Article 98 of the Labor Code 2012 during the
period from April to June 2020, can borrow without collateral up to 50% of the regional
minimum salary for each employee according to the actual salary payment time but not more
than 3 months with 0% interest and a maximum loan term of 12 months at Vietnam Bank for
Social Policies to pay the remainder of the salary and directly disburse monthly to the person
who has stopped working.
The Covid-19 pandemic has had a very negative impact on enterprises in Vietnam.
According to a survey conducted by the Vietnam Chamber of Commerce and Industry (VCCI)
in collaboration with the World Bank in Vietnam, for the report on the impact of the Covid-19
epidemic on Vietnam enterprises: Some key findings from the survey of enterprises in 2020.
In which, 87.2% of enterprises said that they were affected at "mostly" or "completely
negative". Only 11% of enterprises said they were “not affected at all” and nearly 2% reported
an “absolutely positive” or “mostly positive” impact. The sectors most affected are Garment
(97%), Information and Communication (96%), Electrical equipment manufacturing (94%),
motor vehicle manufacturing (93%), and so on (National Economics University-JICA Japan,
2020).
4.2. Structure of economic sectors in Hai Duong province in 2020
Hai Duong is a northern province of Vietnam and is located in the northern key
economic region of Vietnam. The favorable geographical position helps Hai Duong develop a
diversified industrial structure. During the COVID-19 pandemic, Hai Duong is a locality that was
heavily affected by the disease with three times having to implement social distancing
measures [1] to control the epidemic with the total number of infections as of May 24, 2021,
of 805 people (Health Department of Hai Duong Province, 2021).
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The structure of economic sectors has shifted in the direction of increasing the
proportion of industry - construction, and services, reducing the proportion of agriculture, and
developing in-depth agriculture in the direction of applying high technology in production.
Unit: %

29.50%

9.70%

Agricluture
Nông nghiệp
Industry
Công- construction
nghiệp - Xây dựng

60.80%

Dịch vụ
Services

Figure 1: Structure of Agriculture - Industry, Construction - Services in Hai Duong province in
2020
Source: Resolution of the 17th Hai Duong Provincial Party Representative Congress, 2020
- Agriculture: Continuing to carry out tasks and solutions to promote the structure of
the agricultural sector in a more substantive and effective manner; gradually shifting from
quantity to quality target, developing concentrated commodity agricultural production,
increasing added value; strengthening quality management, food safety, and hygiene. The
production value of agriculture, forestry, and fishery reached VND 19,071 billion, up 2.3%
compared to the plan and up 7.1% compared to 2019 (Hai Duong Provincial People's
Committee, 2020).
- Industry: Industrial production in the province is negatively affected by the Covid-19
epidemic, especially production and business establishments directly related to import and
export activities; Some production facilities lack raw materials, having no orders, stopping
production or produce in moderation.
Industrial production value reached 92.5% of the year plan and increased by 3.5%
compared to 2019 (the increase in 2019 was 14.4%). The index of industrial production (IIP)
increased by 2.1%. Hai Duong province continues to carry out the restructuring of the industry
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in a substantive direction and shifts positively and in the right direction; The processing and
manufacturing industry continues to be identified as the growth engine of the whole industry.
All levels and branches have regularly monitored and grasped the situation of
production and business activities; promptly implement solutions, mechanisms, and policies
to support enterprises, organizations, and individuals affected by the Covid-19 epidemic.
Immediately after the Covid-19 epidemic was controlled, several manufacturing industries
were recovering and had growth rates such as garment increased by 2.9%, clean water
increased by 9.7%, production electricity increased by 14.6 %, integrated electronic circuits
increased by 7.4%, other electrical equipment parts for cars and other motor vehicles
increased by 6.2%; however, some key products fell deeply, such as automobile assembly
down 62.2%, cement down 2.5%, iron and non-alloy steel down 9.4% (Hai Duong Provincial
People's Committee, 2020).
- Services: The service industry was seriously negatively affected by the Covid-19
epidemic, many service activities faced difficulties, especially non-essential service activities
had to stop operating during the complicated development of the epidemic. Total retail sales
of goods and services reached 61,152 billion VND, equaling 95.1% of the year plan and
increasing by 6.4% over the previous year; revenue in the number of service industries
decreased, such as tourism, accommodation, food, and beverage down 16.2%; transportation
and warehousing decreased by 8.3%. Market management and price management are
strengthened; inspecting and controlling the transportation and trading of banned goods,
smuggled goods and commercial fraud are focused on. The market in the province is
maintained stably; goods and services are abundant and diverse and there is no sudden
increase in prices; The average consumer price index in 2020 was relatively high, up 4.8% over
the previous year (Hai Duong Provincial People's Committee, 2020).
- Import and export activities: Import and export activities face many difficulties
because of the interruption of input materials supply and the narrowing of export output
markets in the context of the Covid-19 epidemic. Total export turnover of goods reached
89.4% of the year plan, increased 3.8%; goods import turnover reached 70.9% of the year
plan, down 13.2% compared to 2019 (Hai Duong Provincial People's Committee, 2020).
- Attracting investment capital: Investment promotion and investment attraction
activities face many difficulties because of the negative impact of the Covid-19 epidemic.
However, in 2020, domestic investment achieved good results, attracting 155 new projects
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(increase 13 projects) and adjusted 80 projects (increase 9 projects), with a total investment
capital of 12,800 billion VND, an increase of 11% compared to 2019; Foreign investment
dropped sharply, estimated at USD 549 million, equating to 63.2% compared to 2019, of which
35 new projects were registered, with a total investment capital of USD 145 million (compared
to 2019, the number of projects decreased by 48.5%, capital decreased by 68.8%), adjusted
to increase capital for 44 turns of projects, with total investment capital increased by USD 390
million (compared to 2019, the number of the project turns increased by 15.8%, capital
reduced by 2%) (Hai Duong Provincial People's Committee, 2020).
4.2. Small and medium-sized enterprises in Hai Duong province in 2020
According to the Communist Party of Hai Duong Province (2020), until December 2020,
Hai Duong province has about 14,000 operating enterprises. More than 90% of enterprises
operating in Hai Duong province are small and medium-sized enterprises, in 2020, despite the
impact of the epidemic, Hai Duong province still has 1702 newly registered enterprises, a slight
increase compared to 2019[1]; 178 enterprises were dissolved, a significant increase compared
to 2019[2] (Department of Planning and Investment of Hai Duong Province, 2020). There are
many reasons for enterprises to dissolve or stop operating, including the negative effects of
COVID-19.
According to the survey results of the research team, in a total of 100 small and
medium enterprises in Hai Duong province participating in the survey, up to 89 enterprises
responded that were affected by the COVID-19 pandemic.
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Enterprises affected by COVID-19
Unit: Enterprises
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Figure 2: Surveyed enterprises affected by the COVID-19 epidemic
Source: Survey results of the research team
The epidemic has affected most countries, has slowed import and export activities;
manufactured goods cannot be exported to foreign countries, and enterprises cannot import
raw materials from abroad; raw material prices increased; The transportation of goods faces
many difficulties because Hai Duong has to implement social distancing measures to prevent
epidemic; Progress of projects is slow; foreign experts cannot come to Vietnam; Payment to
workers in the condition of only moderate production also causes great difficulties for
enterprises, etc.
4.3. Evaluation of SMEs in Hai Duong province on the implementation of
enterprise support policies during the COVID-19 pandemic
- According to the survey results of the research team in May, the majority of
enterprises in Hai Duong province highly appreciated the Government's efforts when it
promptly provided support solutions to help enterprises overcome their difficulties. Out of a
total of 100 enterprises participating in the survey, 82% of enterprises evaluated that the
policies to support small and medium enterprises during the COVID-19 pandemic were very
important, have partly helped them overcome difficulties caused by the crisis caused by the
epidemic.
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Unit: %
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Figure 3: Importance of the Government's policies to support enterprises during COVID-19
Source: Survey results of the research team
Regarding the importance of policies to support SMEs during the COVID-19 pandemic,
when asked about the importance of policies to support enterprises during the COVID-19
pandemic, the research team obtained the following results:
Unit: %
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Figure 4: Importance of support policies
Source: Survey results of the research team
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According to the survey results, tax support policies are considered the most important
among the policies issued by the Government to support enterprises during the COVID-19
period. Tax policy allows enterprises to extend the tax payment time to help enterprises have
money to maintain production and business. After that, the policy of discounting electricity
prices by 10% for production and business industries; and the policy of exemption and
reduction of interest and fees according to internal regulations of the credit institution ranked
second. The policy of postponing the payment of trade union fees and the policy of borrowing
money to pay employee’s wages were evaluated as least important.
Regarding the effectiveness of implementing seven policies to support SMEs in practice
in Hai Duong province, the research team obtained the following results:
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Figure 5: Evaluation of the effectiveness of enterprise support policies
Source: Survey results of the research team
The widespread COVID-19 and economic uncertainties have brought many challenges
to society. In addition to the impact on people, the COVID-19 has been rapidly causing
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disruptions in business and consumption not only in the affected areas. The implementation
of social distancing for many days in Hai Duong province because of the outbreak of the
disease has greatly affected the production and business of enterprises. The Government's
support policies are issued when the business community in Hai Duong is facing great
difficulties caused by the epidemic, this is considered a lifeline to help enterprises recover
during the epidemic to maintain production and business.
Evaluating from enterprises in Hai Duong province about the effectiveness of the
implementation of these policies in practice, it can be seen that most of the policies when
applied in practice are highly effective. In which, the policies on fiscal and credit support are
assessed by enterprises as being implemented most effectively, reflecting the difficulties that
enterprises are facing. In addition, two policies are considered to be ineffective: the policy of
postponing the time of paying Trade union fees and the policy of suspending payment of
social insurance to the retirement and death insurance benefit fund.
Regarding the obstacles and limitations of these policies, some businesses think that
the implementation of the policies is slow, the procedures to enjoy the policies are
cumbersome; Determining the extent of damage of the enterprise is not accurate; The policies
do not apply to all businesses, to enjoy incentives from the Government, certain standards
must be met; Not reflect the actual difficulties of the enterprise; Some enterprises also think
that they do not understand the guidelines and support policies and have problems with
procedures while they need quick support.

V. DISCUSSION
Thus, from the practice of implementing policies to support enterprises in Hai Duong
province through the assessment of SMEs, it can be seen that the Government's support
policies for enterprises during the epidemic period have promoted certain effects, especially
for SMEs because they are the most vulnerable group. The promulgated policies have
demonstrated the Government's responsibility in organizing and managing all aspects of social
life; demonstrated the Government's agility in recognizing problems and planning
development policies of the country during the epidemic period.
However, in the process of organizing and implementing in practice in Hai Duong
province, besides the positive aspects, the support policies also have certain limitations. The
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research team consulted experts on existing issues while implementing policies to support
enterprises during the COVID-19 pandemic to get the most objective view.
The experts consulted said that the implementation of support policies for enterprises
during the COVID-19 period still had limitations as assessed by the business group. This comes
from many reasons, one of the main reasons is that the procedure in determining the
beneficiaries of incentives is cumbersome, the support policies are not universally applicable
to all enterprises. Therefore, determining eligibility conditions takes a lot of time, which has
resulted in unpunctual support for enterprises. The documents guiding the implementation
of policies by the competent state agencies are still slow, making the subordinate agencies
confused in implementation. This is also one of the causes of the delay in the implementation
of enterprise support packages. The capital support packages are limited, unable to meet the
needs of enterprises for capital to maintain production and business, as well as do not
specifically assess the affection extent of enterprises by the COVID- 19.
Currently, the COVID-19 pandemic is still developing very complicatedly in the world
and Vietnam with new strains. Therefore, policies to support enterprises during the pandemic
are still being implemented. In the coming time, to enhance the effectiveness of these support
policies, the Government should play a more active role in evaluating policies and adjusting
policies following the actual situation of the enterprises and regions.
To complete and improve the effectiveness of implementing policies to support
enterprises, especially SMEs, as well as further strengthen the role of the Government in
management and administration, the research team proposes several following solutions:
- The Government needs to conduct investigations, surveys, and evaluate the
implementation of policies to support enterprises in localities to get an overview and adjust
support policies to suit the difficulties of enterprises affected by COVID-19;
- The Government should direct the implementation of the identification of
beneficiaries of preferential policies quickly and promptly in the direction of simplifying the
procedures for determining the beneficiaries and directing state agencies in localities to focus
on supporting enterprises and people during the epidemic in the direction of priority; to ensure
economic growth and social stability during the pandemic;
- The Government should continue to implement the administrative reform plan in
general, paying special attention to the reform of administrative procedures under the interagency one-stop-shop mechanism to ensure benefits for people and enterprises;
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- The Government should step up the inspection, examination, and handling of
violations in the implementation of policies to support enterprises in practice in the localities;
- In addition to fiscal policies and credit support, it is necessary to study and develop
policies to directly support affected workers during COVID-19, helping them to have a stable
income to maintain their lives.
- The Government should step up propaganda, education, and dissemination of law
on the guidelines of the Party and the State's policies so that the people know, understand,
and implement.
The COVID-19 is still negatively affecting more people and enterprises, so besides
effectively fighting the epidemic, the Government of Vietnam needs to adjust and develop
more policies to support enterprises and people more comprehensively and practically. At
the same time, it is necessary to mobilize and propagate to the people about the State's
guidelines and policies and build a great national unity bloc, mobilize the whole society to
fight the epidemic together with ensuring the indicators of socio-economic development.
The COVID-19 appeared in the last year of implementation of Vietnam's SocioEconomic Development Strategy for the period 2011 - 2020 and is likely to affect the first few
years of the 2021 - 2030 period, poses unpredictable and new challenges for Vietnam. This is
an unexpected shock that has derailed the economy from the track of development since
2012. The Vietnam Government's dual-target plan in COVID-19 prevention combining to ensure
economic growth targets has affirmed the Government's important role in socio-economic
management and administration. And this may be a lesson that governments in countries with
similar conditions to Vietnam can refer to in ensuring economic development and social
stability in association with people's health during the COVID-19 period.
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ABSTRACT
In 2020, due to the impact of the Covid-19 pandemic, there are many difficulties and
challenges posed for the world, for each country, organization, and individual. Education and
training institutions in general and university education also face difficulties in executing,
implementing training, and retraining tasks, requiring higher education institutions to conduct
stronger digital transformation to adapt to reality. Universities must organize online teaching
and learning in response to Covid-19 outbreaks. However, not only in the period of dealing
with the epidemic but online teaching and learning is becoming more and more popular,
particularly in the requirements of digital transformation in education and training. So which
trend will follow digital transformation in higher education in Vietnam? How will universities
in Vietnam continue to implement digital transformation in higher education? What barriers
and challenges face digital transformation in higher education? The article focuses on
answering the above questions, thereby making recommendations on some solutions for the
Government of Vietnam, the Ministry of Education and Training, universities as well as other
stakeholders in the digital transformation process at university education and training today.
The article uses the method of analyzing secondary documents (scientific articles,
research reports) and the method of in-depth interviews with 15 lecturers, 30 students of
some universities in Vietnam: University representing the southern region, there is Ho Chi Minh
City University of Technology and Education. In Ho Chi Minh City, representing the Central
region, there is the University of the Pacific (Nha Trang) and some universities in the North with
a larger number of schools: University of Foreign Languages (VNU), Women's Academy
Vietnam, National Academy of Public Administration; Hanoi Forestry University, Hanoi Law
University. In this article, the authors refer to a subjective perspective and exploratory on
trends, models, and the current situation of digital transformation in higher education in
Vietnam, with an approach that is based on digital conversion activities of lecturers and
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students in some universities into the above survey sample. The selection of schools in the
interview sample was selected according to the research content and objectives when there
is a diversity of students in terms of gender, region, the potential for owning learning facilities,
and. online learning conditions. With such responses, the authors will be able to answer the
research questions.
Keywords: Digital Transformation, E-learning
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1. Digital transformation in higher education in Vietnam: some theoretical
issues
Since the past two decades when information technology, the Internet has been
widely used in education and training so digital transformation has been set out, but this is
somewhat ambiguous because there are not really reasons to force it to be implemented.
Achievements and applications of information technology and the penetration of the Internet,
especially the impact of the Industrial Revolution 4.0 have led to initiatives on open education
with the appearance of study courses on online platforms. this context has caused significant
changes to global education, and Vietnam is not an exception to that trend. Digital
transformation in education through online teaching platforms, digital learning materials
develop very rapidly, not to mention that AI technology is gradually being applied more and
more in the field of education.
There are many different ways of defining digital transformation, but the most common
way is to move our activities from the real world to the virtual world on the Internet. The
ever-increasing participation of technology (mainly information technology telecommunications) in all aspects of life, economy, and society is fundamentally and
comprehensively changing the way we live, work, and contact each other.
Digital transformation has taken place strongly, with a clear strategy in many countries
worldwide such as in the UK, Australia, Denmark, Estonia... The content of digital
transformation is very broad and diverse but they have some common main contents
including digital government (such as online public services, open data), digital economy (such
as digital finance, e-commerce), digital society (such as education, health, culture) and digital
transformation into some core industry sector (such as agriculture, tourism, electricity,
transport). In the context of global integration, the education and training sector in general,
including higher education, in particular, cannot be left out of that trend. University education
institutions need to have a clear strategy, be ready for a comprehensive digital transformation,
and invest in a methodical strategy to be able to adapt and not be left behind with the higher
education system in the world as well as in the region.
Digital transformation in education University is a change in which modern information
technology is applied to meet the increasing learning needs of learners, students, lecturers,
and universities, creating a learning environment where everything is connected. It is an
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ecosystem that combines technology, services, and security to bridge the digital divide; create
collaborative, interactive, and personalized learning experiences.
1.1. Basic content of digital transformation in higher education
Digital transformation in education means technology application that depends on the
purpose and organizational structure of the university education institution and is applied in
three main forms:
(1) Applying technology in the classroom: Classroom facilities, teaching tools.
(2) Applying technology in teaching methods: Applying technology education trends
such as Smart Classroom, Gamification, Programming, etc. to teaching.
(3) Application of technology in management: Management and operation tools
Digital transformation in education and training focuses on two main contents: digital
transformation in educational management and digital transformation in teaching, study, test,
evaluate, and conduct scientific research (Scientific Research). Education management
includes digitizing management information, creating large interconnected database systems,
deploying online public services, applying 4.0 Technologies (AI, blockchain, etc.) data analysis)
to manage, operate, forecast, support decision making in the education and training industry
quickly and accurately. In teaching, learning, testing, and evaluation, including digital
documents (e-textbooks, electronic lectures, e-learning lecture warehouses, multiple-choice
question banks), digital libraries, virtual laboratories, implementing online training systems,
building virtual universities (cyber universities).
1.2. Levels of digital transformation in higher education
Through practical analysis of the process of digital transformation of schools in general, there
are 4 levels of transformation applied at present: Level 1. Spontaneous digital transformation;
Level 2. Basic digital conversion; Level 3: Full digital conversion; Level 4: Smart schools

Figure 1: Digital transformation at schools
Source: Quoted by Nguyen Hung Chinh (Hanoi National University of Education, 2020)
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Level 1. Spontaneous digital transformation
The school has some self-directed lecturers and online teaching products. These
lecturers have successfully organized some online learning contents/activities by themselves;
they know how to coordinate many IT tools to build lectures and to implement teaching and
interact with students. At this level, school leaders and administrators need to realize that
these lecturers are very important factors in the university, and immediate measures should
be taken to encourage, support the development and extension. The school's digital
transformation plan should be developed with activity centered around these factors.
Level 2. Basic digital transformation
University education institutions have a school year plan, detailing the implementation
of teaching via the Internet, assigning targets to subject groups, specialized faculties, and
lecturers to develop The lecture /online exam questions for some subjects in the program;
implementing online teaching interspersed with face-to-face teaching during the school year;
held periodic computer-based exams at least once a year for each subject with online content;
have a detailed plan on internal training at work in combination with inviting experts to train
for teachers to improve the quality and quantity of qualified lecturers to conduct online
teaching; form a repository of lectures/exams in the form of a linked list arranged in a
paginated form on the school's general portal and training portal.
This level marks the active and strong involvement of school leaders and managers
and the overall capacity of the teaching staff is improved with many factors existing in all
subjects/activities of education and training. The digital transformation plan at this stage
focuses on perfecting existing products, strengthening infrastructure, and continuing to extend
it among all staff and lecturers.
Level 3. Full digital transformation
Higher education institutions have a school year plan, detailing the implementation of
online teaching through the school's management system and all teachers can develop online
lectures/tests of some contents of all subjects in the program; implementing online teaching
interwoven with classroom teaching throughout the year; organize regular checks on
computers and mobile devices; have a detailed plan on internal training at work in
combination with inviting experts to train to improve teachers' capacity to conduct online
teaching; The lecture/exam repository is an important module or an independent system that
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organically connects to the school's website, containing the full content of online lectures
and additional learning materials. 100% of students have devices.
This level affirms the capacity and comprehensive quality of the school's leadership
and management team and staff; adequacy and quality of infrastructure; to reflect conditions
and relationships between learners and training institutions. The university's digital
transformation plan focuses on maintaining and improving the quality of current
achievements, while gradually modernizing infrastructure, faculty capacity, and management
qualifications.
Level 4. Smart School
All lecturers are proficient in technology skills, capable of creative application; facilities,
modern technological equipment used daily; 100% of lectures and teaching materials (except
for contents that cannot be digitized); all data/results of teaching and management activities
in the school's practice are scientifically electronic; The system is capable of integrating and
connecting in many ways.
This is the level that marks complete in all aspects from the quality of the creative
team to the modern infrastructure. Applying the achievements of artificial intelligence is
considered integrated systematically.
This model of digital transformation of schools needs to be concretized by a system
of standards and appropriate criteria based on current regulations as the foundation and vision
of the innovation trend of the times. Based on the results of in-depth interviews with lecturers
and students of some universities in the observed sample, combined with an analysis of the
university's online portal system, the majority of schools have achieved and Approaching Level
1. The effort to raise to Level 2 in Vietnam's current conditions is completely feasible for a
large number of schools nationwide. Level 2 reflects the results of the initial fundamental
innovation for the fundamental and comprehensive reform of education in the coming years;
it is a prerequisite for the successful implementation of the 2018 General Education Program.
If a large percentage of schools reach Level 2 or higher, it means that basic flexibility has been
achieved to innovate content, methods, and teaching organization forms – that will not only
create an important impetus to innovate education, enhancing teaching quality, but also
create a spillover to the rest and the education industry will respond proactively with the fast
change and unexpected of the times.
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At level 3, there is also a certain percentage of universities in Vietnam that have
reached this level, but the level of implementation is also different in groups of schools and
geographical areas. There is a new school at the beginning of implementing the digital
transformation plan for 5 years for a digital transformation cycle. For example, in the interview
sample at the University of Foreign Languages - VNU, which has implemented this process
since 2020. However, some schools have been proactive and well-adapted to digital
transformation like the Ho Chi Minh city university of technology and education has been
implementing the digital transformation process for more than 10 years. Besides Ho Chi Minh
city university of technology and education have built a digital teaching platform according to
the Blended Learning model and a Virtual Teaching Center (UTEx), the school also built a big
data center and many other digital transformation programs such as management software
systems, KPIs, E-Portfolio, social media and UTE-TV… However, with online teaching, in 2013
the school started to deploy strongly through receiving free software support. Teaching
Management (LMS) from Arizona State University (ASU) - a leading online teaching university
in the US. Until 2018, the school continued to receive support from BlackBoard. This platform
is using online teaching for high-quality training programs. Currently, every year, there are more
than 91 million learning interactions on both platforms of two digital teaching sites used for
mass education and high-quality training (Phuong Chi, 2020)
2. Ensuring conditions for digital transformation in higher education Vietnam's
University education system by the end of 2018 has 237 universities and academies
(including 172 public schools, 60 private and people-founded schools, 5 schools with 100%
foreign capital), 37 scientific research institutes tasked with doctoral training, 31 pedagogical
colleges, and 2 pedagogical intermediate schools. The training scale is about 1.7 million
students. Regarding the size of university lecturers, as of 2018, colleges (with teacher training)
have 4,416 lecturers (4,297 public and 119 non-public); Universities, academies, universities
have 74,991 lecturers (59,232 public and 15,759 non-public) (Thuy Linh, 2019).
Thus, with the number of lecturers, students, educational administrators... in the country with
nearly 2 million people, to ensure the success of digital transformation, it is necessary to
ensure the following prerequisites:
First of all, it is necessary to propagate, unify and smooth the awareness throughout
the industry, to each higher education institution, and each individual. It is recognized that
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digital transformation is an inevitable trend of higher education, taking place at a very fast
speed, so it requires preparation, worthy investment, creating resonance power, and high
determination.
Secondly, create mechanisms, policies, and legal corridors that have to create
complete and synchronously to create a favorable legal corridor for digital transformation in
the entire education and training industry, including university education. These are policies
related to learning materials such as intellectual property, copyright; related to the quality of
teaching in the network environment such as network information security; related to politics,
ideology, and ethics of teachers and learners such as personal information protection,
information security in the network environment; and regulations related to the conditions for
the organization of online teaching and learning, quality accreditation, legality and recognition
of results when teaching and learning online.
Thirdly, synchronously investing in ICT infrastructure and facilities throughout the
education sector to ensure that the management, teaching, and learning can be carried out
equally among localities, educational institutions, etc. In higher education, there is the best
accessibility between lecturers and students; ensure a smooth, stable and secure network
environment. To do this, it is necessary to mobilize social resources to join hands to support
terminal equipment and participate in providing systems and solutions to meet the
requirements of digital transformation.
Finally, it is necessary to foster human resources (managers, lecturers, students) with
knowledge and skills to meet the requirements of digital transformation. First of all, skills in
using IT, skills in information security, skills in exploiting and effectively using applications for
teaching and learning work.
3. The current situation of digital transformation in education and training in Viet
Nam before, during, and after the Covid-19 pandemic
Before the Covid-19 pandemic
In 2020, an important milestone related to national digital transformation in Vietnam.
The Prime Minister of Viet Nam issued Decision No. 749/QD-TTG on June 3, 2020, approving
the National Digital Transformation Program to 2025, with orientation to 2030. This is an
important document, defining the vision, goals, tasks, and solutions for Vietnam's digital
transformation. In this trend, digital transformation at universities has also been carried out to
varying degrees. The development of information technology (IT) has had a great impact on

516

higher education, in which, online communication technology has changed the academic
environment with a lot of different digital ecosystems and made positive contributions to the
powerful digital transformation in university education. However, ahead of this trend, many
large universities, key universities, and universities of science and technology have started the
digital transformation process in the past 10 years.
Currently, about 110/240 higher education institutions have implemented online
training at different levels. Due to the specificity, a lot of schools in the arts and culture sector
have not yet organized online training and 33 schools in the defense and security group are
providing concentrated training (Quynh Nhi, 2020). Before the Covid-19 pandemic broke out
and affected the world, although Vietnam had achieved a lot of results in prevention work.
However, Viet Nam was still not immune to the impacts of different outbreaks of the
pandemic. Higher education institutions are still in the trend of digital transformation and the
level of digital transformation is not the same between universities is obvious.
With some groups of universities with potential, strategic and well-invested, the digital
transformation process is quite fast, such as science and technology schools, key universities,
international universities, etc. For example, Ho Chi Minh City University of Technology and
Education, this school started the digital transformation process about 10 years ago with
available resources in terms of people and facilities. At the beginning of 2019, the school
established a Virtual Teaching Center (UTEx) to organize online courses. Accordingly, the
courses are still in the old format but have been enhanced to put learning materials online,
homework assignments, and calculate scores online. The contents will be quantified into three
levels according to the quantification criteria. As a result of applying the digital transformation,
there are nearly nine million interactions every year; The second semester of 2019-2020 has
nearly 24,000 participating students, especially the number of students interacting every day
during the Covid-19 epidemic season from the beginning of 2020 until now has continuously
increased.
In the group of universities in Hanoi with strong and positive results, before Covid-19
happened, there is the Hanoi National University System, including the University of Foreign
Languages. At the University of Foreign Languages, the application of digital transformation for
the period 2020-2025 according to decision No. 1288/QD-ĐHNN of the Rector of the University
of Foreign Languages and International Studies, VNU on August 12th, 2020, on the digital
transformation Plan of schools University of Foreign Languages, VNU. The key targets set by
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ULIS are: 100% of the staff is capable to apply basic technology in their profession, of which
30% has advanced capacity; 100% of subject websites are built for high school, undergraduate,
and graduate training programs; 30% of the time for practical subjects and 50% of the time
for theoretical subjects are taught and learned online; 50% of conferences and seminars are
conducted online; 80% of training management, science and technology, and university
administration activities are carried out by digital transformation; 100% of units in the school
develop and implement digital transformation plans in each school year; 8 materials/student
– the number of materials offered online out of the total number of students ( ULIS, 2020).
The implementation of digital transformation at ULIS has had a trial process, thereby providing
a synchronous way of operation in units, lecturers, and students. This transformation has been
positively adopted and loved by lecturers and students during the past time.
In a sample of interviews at some university groups, the level of digital transformation
is mostly above level 1, but not yet reached. The results of interviews with lecturers from
Hanoi Forestry University, National Academy of Public Administration, Hanoi Law University
show that the current transformation process is still slow, and has not yet adapted quickly
and synchronously, especially digital transformation. In digital learning materials, electronic
libraries have not yet met the needs of learners. The results of interviews with lecturers of
the Vietnam Women's Academy show that the online learning system has also been applied
at the school since 2020. Recently, Hanoi Law University (January 19, 2021), organized a
seminar "Innovation and digital transformation to build the 4.0 university" to learn about the
4.0 higher education model, its characteristics, the applied digital transformation in the world,
the applicability in Vietnam, and from there, they propose the direction of implementation at
Hanoi Law University. Thus, a comprehensive transformation will also be planned at the
University of Law from 2021 onwards. The University of the Pacific (Nha Trang) showed that,
before the time of Covid-19, teaching activities at the school were still 100% direct. The digital
transformation process has been set out, but the actual transformation is still slow and
challenging, including the resource factor to implement this process. The school has also
mobilized socialization resources to implement a stronger and more comprehensive digital
transformation in the coming time.
During and after the Covid-19 pandemic
From the beginning of 2020 until now, the world has been affected by the Covid-19
epidemic, the phenomenon of closing schools, offices, ... to prevent the epidemic, it is the

518

immediate solution. At the same time, applying to online teaching and learning with the motto
" we don't go to school but we don't stop learning" of the education sector. In this context,
universities must adapt extremely quickly and invest more in online learning systems,
equipped with copyrighted learning support software to help support lecturers and learners
continue education and training activities.
The impact of Covid-19 is also a big push for universities to promote faster and stronger
comprehensive digital transformation through the issuance of strong and breakthrough policies
related to digital transformation. The Vietnam Women's Academy issued the "Strategic Plan
for the Development of the Vietnam Women's Academy for the period of 2021-2025" on March
20, 2021, this mentioned a very important part that is the common solutions to implement
the development strategy is "Deploy digital transformation solutions in management,
operation, and professional activities to restructure educational services and products and
optimize the system.", the current operating procedures of the Academy". Accordingly, the
Academy will develop a separate project on digital transformation for the period 2021-2025
to submit to the competent authorities for consideration. This is an important basis for the
university to ensure a comprehensive digital transformation plan, focusing on investing in a
new training management software system, modern, connected and interconnected with
fields, access and operate online; complete online training system (LMS); invest in information
technology infrastructure equipment, digital learning materials, smart libraries; building an
electronic portal. To implement this solution, the university needs to improve the capacity of
the academy's personnel in the ability to use new technologies, to be skilled in using
technology, to apply and be creative; Solution for investment in technology infrastructure,
equipment as well as an indispensable factor (VWA, 2021). However, to carry out this digital
transformation process is within 5 years, this is an important transition to help schools be
autonomous and confidently integrate into the digital transformation process of global higher
education. However, not all higher education institutions can issue synchronous policies and
strategies in digital transformation because the process requires financial, synchronization to
perform human and physical resources to implement.
For human resources participating in the digital transformation process during the
Covid-19 epidemic, it is impossible not to mention the management staff, lecturers, and
students. Under the direction of the Government of Vietnam, the Ministry of Education and
Training, universities have developed strategies and issued documents to implement and
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guide online teaching and learning activities. However, due to the psychological influence in
the context of the epidemic and most people don’t have prior preparation for the
synchronous implementation of online teaching and learning, the implementation process
still faces barriers and difficulties about teaching and learning tools and means, as well as
students' learning attitudes. Although the number of online classes has increased and is widely
applied throughout the school, many teachers and the students’ express concerns about how
the quality of online teaching and learning affects students' learning outcomes. The results of
in-depth interviews with a group of students from some universities in Vietnam show that, in
online learning, students often face limitations and difficulties such as unsynchronized learning
equipment, unstable internet resources, and the learning software has not yet ensured the
continuity. At the same time, students also face more difficulties leading to psychological
stress, fatigue due to looking at computers and phones a lot of hours; feeling confined, unable
to walk; more tired because they cannot directly communicate and talk and do not have a
private space, easily disturbed and noisy. In particular, the survey results also partly reflect
the impact of the process of interaction and exchange between teachers and learners on
students' learning outcomes. Specifically, most students find that online learning makes
learners feel more stressed because it is difficult to absorb knowledge; Students and lecturers
are limited in interaction and exchange, and teachers are not as attractive and lively as direct
teaching.
Therefore, at the same time as the digital transformation process during and after the
Covid-19 pandemic, schools also need to have substantive assessments of the quality of
online teaching and learning, from which there are orientations to improve this quality. Those
assessments should be conducted regularly and synchronously to see the actual results of
the digital transformation process.
Currently, Vietnam is suffering from the third outbreak in 2021, which is serious and
complicated with a high rate of spread. According to a positive aspect, Covid-19 has been
accelerating the need for digital transformation in all industries, including education
everywhere at a faster rate than ever. As Microsoft CEO Satya Nadella said during the
company's April 2020 financial reporting conference: "We've seen the results of a two-year
digital transformation in just two months."
It can be seen that to develop into a smart digital university according to level 4,
universities need to have a comprehensive, overall and detailed digital transformation program

520

for the medium-term plan 2020-2025 with a vision to 2030. From the practice of some schools
that have successfully transformed, to implement the digital transformation process in higher
education, one of the biggest barriers in this strategy is the transformation of awareness among
staff and officials. Without the commitment and determination from this central audience, it
will be a major barrier to implementation.
In the spectacular and rapid change of all universities in digital transformation to meet
the school's management and development process, and to meet the needs of learning and
teaching in the context of the epidemic. The story does not stop at transformation during the
pandemic, but after the pandemic is over, the digital transformation of higher education must
become the core, long-term strategy of the university. However, this problem in reality and
the future still has difficulties and shortcomings that need to continue to be overcome and
perfected as follows:
First, the difficulty of human resources to carry out digital transformation, a large
number of lecturers and administrators do not have adequate access to information about
smart education trends, so the implementation is not complete and methodical; There is no
active participation and lack of connection between the team of education experts,
pedagogical experts, and technology experts in the digital transformation process at the
university. The process of digitizing, building, and updating digital learning materials, assessing
and sharing digital learning materials in universities, further connecting between groups of
schools with the same training majors, etc. requires a large investment in human resources
(including management and implementation personnel) as well as finance to ensure a
complete, high-quality digital data warehouse to meet the learning, research and reference
requirements of learners. In particular, the section of human resources has an important role
in connecting and supporting lecturers, students, and managers those are information
technology human resources of universities are still lacking, and the quality is not synchronized
between universities
Second, about network infrastructure, information technology equipment (such as
computers, cameras, printers, scanners), transmission lines, Internet services for schools,
lecturers, and students - especially in remote and disadvantaged areas - lacking, backward,
unsynchronized, a lot of places have not met the requirements for digital transformation (both
in education management and teaching-learning). This is also a cause leading to inequality in
learning opportunities and access to knowledge among students in different regions and
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schools. In many stories reflected in the epidemic season, highland students had to set up
shacks on hills and mountains to have access to 4G waves to study directly or many families
did not have computer equipment, smartphones for their children to learn fully. Especially
since their family has a lot of children, they don’t meet the requirement for every child to
have a separate computer if their children must learn at the same time.
Third, the problem of building digital learning materials (such as e-books, electronic
libraries, multiple-choice question banks, electronic lectures, e-learning software, simulation
application software) is still developing spontaneously, not yet entered into the system,
difficult to control the quality and content of learning. Following that, the VLE/LMS learning
solution system, which is highly interactive (different from online meeting systems) was also
deployed spontaneously, lacking synchronization and sharing among universities, leading to
general waste.
Fourth, collecting, sharing, and exploiting education management data and digital
learning materials needs a common legal corridor following regulations on copyright,
intellectual property, information security, e-transactions, and information sharing law,
specifically: Specifying the list of information subject to mandatory declaration and data entry
- distinguishing it from private personal information belonging to individuals; regulation of
copyright for electronic lectures (under what circumstances are used, under what conditions,
in whole or in part); regulations on the exploitation of databases and digital data warehouses
(who is entitled to exploit, what exploitation, to what extent, what conditions, who appraises,
who allows); regulations on the legality of electronic records in general… Only when these
bottlenecks are removed will the development of a digital data and learning data system be
large enough (including open data) to meet the requirements about national digital
transformation in general and higher education and training in particular.
Fifth, policies to support ecosystem development for companies investing in
educational technology (EdTech): focus on using technology in education such as AI, ML,
Blockchain in Vietnam still not synchronized, the feasibility is still limited. The regulations are
not specific, mainly associated with the support of production premises, public service
provision, training. The target audience is still wide, there are not many legal documents,
mechanisms, and policies specifically for start-ups in different fields, including education. If
the promotion policy is well developed, it will bring great success in addressing the
shortcomings affecting the current education system in Vietnam. Therefore, it is necessary to
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encourage EdTech startups to create innovative solutions that not only support the "new
normal" - when the epidemic is not over but need to be applied continuously after Covid- 19.
This will promote access and provide equal quality education to all, regardless of wealth or
geographic location.
4. Some general solutions to promote digital transformation in university
education in the post-Covid-19
From the analysis of impact factors, difficulties, and limitations above, in the coming time, to
promote digital transformation in higher education, for the universities don’t miss the
opportunity that the 4th Industrial Revolution brings, higher education in the coming time,
even if Covid-19 is controlled and stopped, so the authors propose some solutions following:
For the Government, the Ministry of Education and Training:
Firstly, popularize, propagate, raise awareness and responsibility, and they have
thought and determined to join forces to implement digital transformation in the entire
education sector, including higher education, to each locality, school, lecturer, teacher, and
manager; building a digital culture in the education sector.
Secondly, the Government and sectors need to continue to promote the
implementation of e-Government, towards the digital government in the whole industry. In
particular, focus on implementing and perfecting the database system of the entire education
and training sector, including higher education, connecting, to link and sharing data from
central to local levels, schools and synchronous national databases and other databases
specialty contribute to the formation of national open databases; promoting online public
services for lecturers and students; to implement radical digitization, use electronic
documents, electronic management to replace paper documents and documents; Directing,
operating, trading, meeting, and training activities are carried out mainly in the network
environment.
Thirdly, perfect the policy mechanism in the direction of one step ahead. In which
focus is on (i) the policy of perfecting the education management database, according to the
regulations on data sharing and exploitation; (ii) perfecting the legal corridor to promote the
development of teaching methods - online learning; The management policy of online courses
ensures quality through regulations on conditions for opening schools and classes, assessing
licensing content, accompanied by appropriate sanctions, avoiding loss of control, and
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protecting legitimate interests of learners. (iii) Completing policies to support and develop
startups in the field of education in Vietnam, thereby promoting the startup ecosystem in our
country, creating Vietnamese products that can be applied in digital transformation in higher
education in particular and education in general.
Fourthly, perfecting synchronous network infrastructure, practical information
technology equipment for teaching and learning, creating equal learning opportunities among
regions with different socio-economic conditions, prioritizing forms of hiring services, and
mobilizing resources for socialization to participate in the implementation.
For universities
Firstly, it is necessary to develop policies to encourage innovation in university teaching
methods, applying information technology in teaching, building lectures and learning materials
in the direction of blended teaching.
Secondly, plan implementation promotes the development of digital learning
materials (for teaching-learning, testing, assessment, reference, scientific research) at all
universities, according to a group of universities with training disciplines closely associated with
content appraisal, connection, and sharing of learning materials between localities and
schools; forming a repository of digital data and open learning materials for sharing in the
university system, linking with the world, meeting the needs of self-study, lifelong learning,
and narrowing the gap between regions; continue to innovate teaching and learning methods
based on applying digital technology, encouraging and supporting the application of new
educational and training models based on digital platforms.
Thirdly, to train and foster a contingent of managers and teachers with the necessary
information technology and safety knowledge and skills to operate in the digital environment
and meet the requirements of digital transformation. Deploying a higher education social
network with unified control and orientation, creating a digital environment for connection
and sharing among education management agencies, universities, lecturers, and students;
develop open online courses, form an open learning network of students of schools in
particular, and Vietnamese students in general.
Fourthly, for teachers and learners, educational administrators, etc., it is necessary to
clearly define digital transformation as an inevitable problem of the university development
process in the face of the challenges of the 4.0 industrial revolution in education. Education
aims to develop learners' capacity, increase self-study, and create learning opportunities
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anytime, anywhere. Therefore, the learners themselves (students, trainees) need to actively
and initiative integrate with this process, accumulate knowledge and enhance skills for global
educational integration. For teachers, it is necessary to hone skills, actively take the initiative
and adapt to digital transformation from teaching methods, assessment methods, learning
materials, testing, assessment... with a role is an important resource in the converter process.
Above the article has analyzed some contents related to the situation of digital
transformation in higher education before and after the Covid-19 pandemic in Vietnam,
including digital transformation content, digital transformation levels, conditions to ensure
digital transformation, the status of achieved results and shortcomings, causes of limitations.
On that basis, the article has proposed some general solutions to promote digital
transformation in higher education in particular and participate in the process of national digital
transformation in general. Each proposed solution needs to be further studied in detail,
detailed planning and roadmap are developed, the appropriate organization is assigned,
testing is evaluated to ensure effectiveness when deployed following diverse realities. Each
university, each region, and each specific time.
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ABSTRACT
In recent years, the use of strategic management in various fields, including human
resources, has gained widespread popularity and organizations have sought to provide the
ground for achieving organizational goals by designing the desired future and focusing on it. In
this regard, the present study aimed to design a model for developing human resource
strategies at the level of the Administrative and Recruitment Affairs Organization of Iran (ARAO)
using mixed methods research. The statistical population of the qualitative section included
all available 278 sources and documents, of which 141 sources were selected by a systematic
meta-synthesis method. Participants in the quantitative section included 380 key experts from
the Administrative and Recruitment Affairs Organization, and 181 individuals were selected by
stratified random sampling based on the Krejci-Morgan table. In the qualitative section, we
used an exploratory approach to examine documents within the framework of the thematic
analysis method and utilized a researcher-made questionnaire with a validity of 0.87 by
calculating Cronbach's alpha to collect data in the quantitative section. The results indicated
817 key propositions, 32 basic themes, 17 constructive themes, and 7 main themes, including
"strategic insight, strategic analysis, timely decision-making, strategic culture, strategic
leadership, strategic knowledge management, and strategic monitoring". Finally, we used the
confirmatory factor analysis and structural equation modeling for validation. The results
indicated a good fit and adaptation of the conceptual model of the research and the observed
data.
Keywords: Human resource strategy; Thematic analysis; Validation; Systematic meta-synthesis
method; Structural Equation Modeling (SEM)
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1 INTRODUCTION
The public organizations of Iran face challenges such as diversification of business
methods and models, changes in employee expectations, the emergence of new software
systems, and its relationship with human resources, attracting talent, and the emergence of
various risks of human resources, but they do not have adequate scientific and research
support for a macro look and strategic decisions that are affected by them in the field of
human resources. Most of the domestic studies have been conducted within the framework
of conventional strategic models and there is not any research on designing a strategy
development model according to environmental and indigenous characteristics of Iranian
organizations. Therefore, the present study aimed to provide a model for identifying and
developing human resource strategies in the Administrative and Recruitment Affairs
Organization of Iran (ARAO) from both theoretical and practical dimensions. In the theoretical
aspect, the present research can provide the context for a cohesive local model to develop
human resources strategies by taking into account the strategic management assumptions. In
the practical aspect, the research can provide the basis for developing a local strategy
development model in the Administrative and Recruitment Affairs Organization of Iran by
examining the existing models and the experts' opinions to identify different types of human
resource strategies, thereby helping improve their performance and effectiveness.

2 THEORETICAL FRAMEWORK
The examination of scientific sources indicates that various issues such as overtaking
the competitors in the production and provision of services with lower quality and prices,
economic, political, and global constraints affecting the production or service delivery, the
amount of production or service, place of production or the service delivery, changes in the
composition, and demographic characteristics of the workforce, the development of ethical
trends, and increasing expectations about the level of social responsibility have led many
leading organizations to seek solutions, which lead to their survival and continuity in
competitive conditions, by a meta-synthesis approach. They try to align their total energy by
using various tools to take effective and purposeful actions [1]. Program planning is such a
tool that helps organizations think creatively and innovatively through the identification and
development of strategies and provide the basis for life and competitive advantage by creating
synergies in organizational subsystems. From this point of view and considering the necessity
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of alignment between different organizational elements with the strategic orientations of
organizations, human resource management, and its subsystems are expected to enter the
topics of strategic human resource planning and management and play a meta-synthesis role,
rather than marginal, in fulfilling the organizational goals and retaining effective employees [1,
2, 3, 4, 5, 5, 6, and 7]. The management thinkers believe that effective employees are the
most important sources of organizational competitive advantage due to scarcity, value,
irreplaceability, and non-imitation and can meet needs, and increase the organizational
performance [8, 9, 10, 11, 12, 13, 14, 15, 16, 17, 18, 19, 20, and 36]. Lengnick-Hall & LengnickHall36 collected a variety of topics that were the focus of researchers of strategic human
resources during the past decades. The topics included human resource accounting, human
resource planning, human resource management response to strategic changes in the business
environment, adapting human resources to strategic or organizational situations, and the
broader scope of human resource strategies. For these researchers, strategic human resource
management is a multidimensional process with multiple effects. It should be noted that the
transition from an old human resource activity with a focus on employees has become a
reborn issue [23]. In other words, professional human resource systems are experiencing new
and challenging responsibilities that require new models, methods, and skills. In this space,
human resource management systems must think outside the limited and traditional space of
organizational human resources and take a fundamentally different approach to manage
human capital, and establish the compatibility between human resource architecture, and
regulate and implement a business strategy in the company [2]. From this perspective, studies
have been conducted at universities and businesses in different countries. Table 1 presents a
comparison of various models of human resource strategy development

36
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Table 1: A comparison of different models of human resource strategy development
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Despite many comments and different models in the field of developing human
resource strategies with common and different points, a review of the views of various thinkers
such as Mankin [24], Armstrong [25], Soul [26], Montgomery [27], Gavin Drajan [28], Labella et
al. [35], Widyanti et al. [37]. and Reeves et al. [29] indicated that several uncertainties such as
overcoming stereotyped approaches in strategy development, and belief in the stepwise and
date orientation nature, value-orientation, separating the program from implementation, the
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dominance of method over man, and the predictability of the future emphasized vertical and
horizontal mechanical coordination. The fact is that the strategy is a way to achieve the desired
business goals or results. When you think about the strategy, you unconsciously think about
planning by examining the situation, goal setting, and specifying a stepwise path to achieve it,
but effective strategies are not necessarily limited to this approach [30]. The question is by
which widespread ways a strategy can be achieved and which approach is the most effective?
Businesses not only need to take the right approach to strategy or use the right combination
of different approaches, but they also need to adapt the combination to changes in the
environment [29]. On the other hand, the conventional strategic models assume that the
strategic management process can be divided into several specific steps such as formulating
an organization orientation statement (vision, and values), internal and external environment
analysis, goal and strategy design, but the fact is that successful strategies have not necessarily
gone through these steps. It seems that the methodology is superior to ideas and people and
causes the control of tools over humans [26]. Therefore, the present study aimed to
investigate scientific resources and take into account the real considerations to design a human
resource development strategy model in public organizations of Iran.

3 RESEARCH METHOD
A mixed methods research was used in the present study in which we selected
the exploratory method from different designs (intertwined, descriptive, and exploratory)
based on the typology of Creswell, J.W. & Plano Clark Vicki L. [31] and collected and analyzed
the qualitative and quantitative data respectively. The statistical population of the qualitative
section consisted of scientific resources and documents that were selected and examined
according to the meta-synthesis of qualitative studies in the following four steps. After
reviewing the words of strategic human resource management and receiving experts' opinions
in the first step, we selected the main keywords such as "human resource strategy, strategic
human resource management, and human resource strategy development models" and
searched in available scientific databases. Table 2 presents the data of the first step.
Table 2: The first step of review of the sources and documents
Number of
Type of Time
Databases
Keywords
available
document interval
documents

532

WILEY
Emerald
Proquest
ScienceDirect
Taylor&Francis
SAGE
Springer
Google
Irandoc

Strategic Management
Strategic Management of
Human Resources
Strategy development models
Human resource strategy
formulation models
Human resource strategy
Task Strategies

Books and 2003theses
2020

22

English
articles

19902021

217

Persian
articles
The total number of sources selected in the first step: 278

20082020

39

Strategic environment

In the second step, we used the type of available sources (books, English, and Persian
articles) based on objective and subject relating to research, title, the author's credentials, and
year of publication and selected 200 out of 278 sources. In the third step, we studied the
abstract and introduction of the author or translator and removed 59 other sources. Finally,
we selected 141 sources after investigating the text of articles and some chapters of the books.
The statistical population of the quantitative section consisted of 380 key experts of
the Administrative and Recruitment Affairs Organization of Iran (ARAO). Based on the KrejcieMorgan table, we selected 181 individuals by stratified random sampling. Based on the findings
and the model developed in the qualitative section, we distributed a researcher-made
questionnaire with 656 items on a 5-point Likert scale among the statistical samples. Eight
professors and experts in the field of human resources confirmed the face validity of the
questionnaire. We used the Cronbach's alpha coefficient to evaluate the reliability and internal
consistency of the items and it was equal to 0.87 indicating the reliability of the questionnaire.

4 RESULTS
Question 1- What are the dimensions of developing a model for identifying human
resource strategies at the level of the Administrative and Recruitment Affairs Organization of
Iran (ARAO)?
In response to the question, we used the thematic analysis method after selecting the
relevant sources and documents. The thematic analysis method identifies and organizes
patterns in the content and meaning of data quality [34]. In the present study, we used the
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methods of identifying codes, basic themes, constructive content, and themes to analyze the
sources in the qualitative section. In the review of the sources, we identified 778 key
propositions, and then 121 codes for initial summarization. The commonly identified codes
were then reduced to 65 initial themes. The examination of the initial themes led to the
identification of 32 basic themes. Finally, the connection of the meanings of the basic themes
led to the identification of 17 constructive themes, and 7 main themes, namely "strategic
insight, strategic analysis, timely decision making, strategic culture, strategic leadership,
strategic knowledge management, and strategic monitoring" were identified by putting
together the related constructive themes. To evaluate the developed model, we used two
review methods by non-research-attending experts and university professors. Table 3
summarizes the extraction of qualitative data and Figure 1 shows the research model.
Table 3: Summary of qualitative research data extraction flow
Initial theme
The non-imitation and uniqueness of
human resources
Manpower as a competitive advantage
and strategic resource
Value creation and development of
human resources competencies
Focus on the company's internal
resources
A strategic and systematic look at
human resource activities
Identifying and classifying the
stakeholders
Identifying the needs and expected
results of stakeholders
Informing stakeholders
Satisfaction of stakeholders
Common interests and attitude of
employees as strategic stakeholders
Environmental dynamics and
complexity and interaction with it

Basic themes

Constructive themes

Inclusive
theme

The uniqueness of
human resources
Attitude about
manpower
Creating value for human
resources
Strategic insight
Analyzing the
Stakeholders
Strategic agreement
Satisfaction of
stakeholders
Environmental
assessment

Realism

Strategic
Analysis
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Initial theme

Basic themes

Analysis and evaluation of internal and
external factors
Quantitative and the use of data
analysis tools
The logical and step-by-step strategy
Using analytical tools
analysis process
Realism and attention to reciprocal
feedback
Involvement of all staff
Accountability and performance
Pragmatism
guarantee
Encourage to participate
Freedom of expression
Employee participation
Coordination of organizational and
personal values
Research and
Creativity orientation
Development
Initiative and innovation
Intuitive
Innovative actions
Divergence
Strategy development schedule
Optimal time horizon
Calendar
Different ways of understanding
Different problem
strategy
recognition channels
Pay attention to the underlying factors
Awareness and participation of
managers
Nonlinearity of the
Informal cycle of strategy recognition strategy identification
Strategy growth and development
process
cycle, strategic orientation
Timely response
Analyzing and prioritizing
Recognizing important and vital issues issues
Flexibility
Quick reaction
Beliefs and values of employees
Credibility
Cultural parameters

Constructive themes

Inclusive
theme

Activism

Exploration

Flexibility
Timely
decision-making

Timely response
Staff's tendency to
change

Strategic
culture
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Initial theme
The desire for constant change
Employee's influence
Organizational cognition
Personal perception
Organizational atmosphere
Employee attitude
Improving the employees' skill levels
Knowledge sharing
Tendency to learn continuously
Creating learning opportunities
Allocating time and ongoing training
Dynamics of working relationships
Free information flow
Effective dialogue
Focus on the internal environment of
human resources
Purposefulness of human resource
activities
Compatibility of different human
resource measures
Strategic alignment
Relationship between human resource
goals and organization
Vertical integration
Coordination of human resources and
other units
Creating and developing core
competencies
Developing knowledge of human
resource functions
The growth of strategic thinking
Continuous human resource research

Basic themes

Constructive themes

Inclusive
theme

Organizational Agility
Job attitude
Organizational
environment

Employees' image of the
organization

Skill level development
Organizational Learning
Learning opportunities
Information processing
speed
Freedom to having
information
Coordination of human
resource subsystems

Strategic
knowledge
management
Information circulation

Horizontal coordination

Interaction of human
resource subsystems
Strategic coordination
Vertical coordination
Strategic purposiveness

Development of strategic
competencies
Core competencies
Organizational
participation of human
resources
Improvement projects

Continuous improvement

Strategic
leadership
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Initial theme
Focus on human resource
improvement projects
Performance evaluation
Strategic progress evaluation
Providing feedback

Basic themes

Performance
management
Strategic progress rate

Basic themes

Constructive themes

Outcome feedback

Inclusive
theme
Strategic
monitoring

Constructive themes Inclusive theme

The uniqueness of human resources
Attitude
manpower

about

Creating value for human resources
Strategic insight
Analyzing the Stakeholders
Strategic agreement
Satisfaction of stakeholders

Environmental assessment
Realism
Using analytical tools

Strategic Analysis
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Pragmatism
Activism
Employee participation

Research and Development

Innovative actions
Exploration

Optimal time horizon

Different problem recognition channels
Flexibility
Nonlinearity of the strategy identification
process

Analyzing and prioritizing issues

Timely
making

decision-

Timely response

Quick reaction
Credibility
Organizational Agility

Staff's tendency to
Strategic culture
change
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Job attitude
Organizational environment

Employees' image of
the organization

Skill level development
Organizational
Learning
Learning opportunities

Information processing speed

Strategic knowledge
management

Information circulation

Freedom to having information
Coordination of human resource subsystems Horizontal
coordination
Interaction of human resource subsystems
Strategic coordination
Vertical coordination
Strategic purposiveness

Development of strategic competencies

Core competencies

Strategic leadership
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Organizational participation of human
resources
Improvement projects

Continuous
improvement
Strategic monitoring

Performance management

Outcome feedback

Strategic progress rate
Figure 1: The conceptual model for developing human resource strategies
Source: the author
Question 2: To what extent the designed model of the qualitative section is valid from
the perspective of the key human experts of human resources in ARAO?
In response to the second question, we used the goodness of fit index for validation.
Table 4 presents the results of the goodness of fit index of the model.
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Table 4: Goodness of fit indices in the research model
𝑿𝟐
𝒅𝒇
Themes

Strategic
insight
Strategic
Analysis
Strategic
decisionmaking
Strategic
culture
Strategic
knowledge
management
Strategic
leadership
Strategic
monitoring
Total
research
model

RMSA

4.81

0.067

0.91

0.93

0.96

4.70

0.062

0.90

0.91

0.94

4.82

0.032

0.95

0.90

0.91

4.31

0.063

0.93

0.94

0.93

4.86

0.068

0.94

The
accepted
value

More
than 0.9

The
obtained
value

0.92

The
accepted
value

GFI

The
obtained
value

Less than
0.1

The
obtained
value

CFI

The
The
obtained accepted
value
value

Less than
5

The
accepted
value

NFI

More
than 0.9

The
obtained
value

0.97

4.88

0.069

0.90

0.98

0.90

4.61

0.054

0.94

0.90

0.90

3.14

0.052

0.93

0.95

0.94

The
accepted
value

More
than 0.9

The fit indices and validity of themes in the above table indicated that each of them
had the goodness of fit and validity. The results of the validation analysis of the total research
model indicated the good fit of the model and the conformity of the conceptual model of
research and data. Figure 2 shows the final model after removing insignificant paths.
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Figure 2: The standardized coefficients of the corrected model after removal of insignificant
paths

5 CONCLUSION
Identifying and developing correct human resource strategies within the framework of
organization strategies are the main issues of human resource systems of the Administrative
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and Recruitment Affairs Organization of Iran before entering the executive topics and using
different methods of human resource planning, employment, payroll, performance, training,
or any other method. Due to the great importance of this issue, the lack of immediate
attention can provide the ground for the decline of trust of employees and organizational
decision-makers in the correctness and effectiveness of organizational activities despite the
great efforts of human resource unit managers. The alarm has been sounded and numerous
and sometimes contradictory challenges and expectations have been formed on the way to
achieving the goals that will sometimes be possible with reflection and foresight based on
effective methods and models (32). In this regard, the examination of the human resources
strategy model indicates that even though most models have common principles, they are
different according to types of assumptions and mechanisms to achieve strategies. For
instance, the models by Stewart and Brown (33), Bamberger and Meshoulam (34), Willing (35),
Lepak and Snell (34), Dyer and Holder (34), and Sterman (34) had similar frameworks to achieve
different strategies but their types of assumptions were different. According to Stewart and
Brown, a strategic orientation (reducing costs or differentiation) and attention to the labor
market (external or internal) were the main factors for identifying four strategies, namely loyal
servants, committed professionals, contract, and treaty labor. However, in a typology of
Bamberger and Meshoulam, the control (over a process or product) and the labor market
(internal or external) could identify four strategies, namely fatherly, secondary, and
committed, and treaty. In the range of rational and increasing models such as Schuler (1992),
Mello (2002), Devana (1984), Harvard (1984), David Gast (1997), and Wangdehin (2003),
common features such as vision development, having a process look and use of analytical
tools in the preparation of human resources strategies were outstanding common features
and also the stakeholders' views, the way to create strategic alignment with the organization
goals, the interaction of subsystems, etc. were among the differences. Along with the
similarities and differences, serious criticisms can be drawn for the models such as the
existence of a linear and stereotyped approach in developing the strategies, step-by-step
nature, calendar orientation, excessive quantification, separation of planning from
implementation, and the dominance of method over human.
Due to the need for strategic management and designing programs based on
organizational realities governing companies and enterprises, the present study sought to
identify a model for developing the human resource strategy in the Administrative and
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Recruitment Affairs Organization of Iran (ARAO) using the systematic review of scientific
resources relating to the thematic analysis and validation of the results through confirmatory
factor analysis and structural equation modeling. The results identified seven themes: "Insight,
Analysis, Culture, Timely Decision Making, Knowledge Management, Leadership, and Strategic
Monitoring". It is assumed that creating a comprehensive strategic program has roots in the
review of the above-mentioned themes proportionate to the maturity level of the organization
and the human resource systems. Therefore, this model is different from the other models
that only focused on one or some of these components. For instance, the theme "timely
decision" carries the message that the strategy development does not necessarily reflect a
certain period, but it can be depending on circumstances and unique, sensitive, and nonrepetitive issues relating to flexibility and accountability. On the other hand, neglecting or not
paying attention to horizontal and vertical coordination and integration, developing and using
core competencies to advance strategic plans, as well as providing appropriate opportunities
for learning, timely information, a sense of security, and freely feedback can indicate a very
serious gap in the implementation of programs arising from themes that are related to the
strategy development. Therefore, the roles of the comprehensive themes of "strategic
leadership, and knowledge management" in the present research model not only carry the
message of playing the role of emotional support and purposeful executive coordination but
also emphasizes the preservation and management of organizational information. Due to the
new needs for the maintenance and development of organizational knowledge, the research
model was seriously different from other conventional models in this field. Finally, the
"strategic monitoring" theme had a feedback role in formulating and implementing strategic
human resources programs derived from the model and sought to be a mirror in the evolution
of the model by assessing the progress of projects and improvement activities considered by
the model, changing the performance, and achievement of goals.
According to the research approach and results, we offer the following executive
suggestions for human resource administrators:
• Establishing a strategic human resource committee and eliminating uncertainties about
the relevant themes and components
• Explaining and teaching the way of establishing a strategy development model
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• Assessing the level of maturity of the human resource system and selecting each of
the themes of the strategy development model appropriate to the organizational
maturity level
• Identifying and developing relevant strategies based on the model
• Measuring the quality and success rate of human resource strategies appropriate to
the model
• Holding regular sessions about experiences gained from the establishment of the
model
Even though various sources and documents were reviewed to present and conduct
the research, due to the limited access to resources and key informants as well as the focus
on other public and private organizations, there may still be some components that have not
been examined. Therefore, we suggest future studies examine more organizations and update
the strategy development model according to new reviews. Given the similar status in other
industries, we suggest preparing a local model for developing the human resources strategy
in Iran after thematic studies in other industries.
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ABSTRACT
Amidst an evolution of public administration and policy making process, scenario
planning has been recognized as one of the most important instruments both in policy analysis
and conducting inclusive planning and participatory approach. It has been used among think
tanks, a de facto track II actors to reach to their intermediary role between the governmental
agencies (track I) and a grassroots sector (track III). There are some studies to address an
attempt to equip itself with postpositivist research methodology in modern think tank, called
think tank 2.0. Such modification is possible because of three major driving forces: an evolution
of governance, design technology and a paradigm shift in epistemology of public
administration as a backdrop of this transformation. The bigger picture of this transformation
is about to adopt simulation methodology in social science as found in agent-based model
(ABM) approach as a new epistemic paradigm. However, I’ll demonstrate from my experience
on various national policy research efforts that the scenario planning is a handy instrument
suitable for the new challenges with low cost that can attain better result even without a
sophisticated technique such as ABM.
Keyword: Agent-based Model, Scenario Planning, Strategic Foresight
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1. INTRODUCTION
Change is ordinary and inevitable, but we have faced more and more radical and faster
transmogrification in our time. Some scholar such as Raymond Kurzweil has popularized a
term “singularity” (abbreviate for technological singularity37) as the point that a fast pace of
change by disruptive technology will reach to an uncontrollable and irreversible point that it
may generate an unforeseeable impact to human civilization development. One possible
scenario is an emergence of “Artificial General Intelligence” (AGI) that can regenerate and
rebuild machine’s intelligence by itself and no longer require any intervention from human
being to make any improvement and thus can process a thinking capacity beyond a collective
cognition of human being. This is made possible by an exponential growth of technological
capacity such as a double of number of components per integrated circuit in every 18 months
predicted by Gordon Moore as “Moore’s law”:
“We are now in the early stages of this transition. The acceleration of paradigm shift
(the rate at which we change fundamental technical approaches) as well as the exponential
growth of the capacity of information technology are both beginning to reach the ‘knee of
curve,’ which is the stage at which an exponential trend becomes noticeable. Shortly after
this stage, the trend quickly becomes explosive. Before the middle of this century, the growth
rates of our technology – which will be indistinguishable from ourselves – will be so steep as
to appear essentially vertical. From a strictly mathematical perspective, the growth rates will
still be finite but so extreme that the changes they bring about will appear to rupture the
fabric of human history. That, at least, will be the perspective of unenhanced biological
humanity.” (Kurzweil: 2005, 9).

37

Although most people may be familiar with term “Industry 4.0”, firstly originated from the Federal Ministry of Education and
Research in Germany, to explain a broader concept of disruptive technology focuses on automation, internet of things (IoT) and
information technology, however this “singularity”, a more academic term than “Industry 4.0”, has covered a broader scope in
scientific development such as computers, genetics, nanotechnology, robotics and artificial intelligence, but it can be finally deducted
into a single factor of “exponential growth” in computation power that contributed back to an exponential growth in related fields
and thus will reinforce such growth further. Actually, “Technological singularity” was first coined in “The coming technological
singularity: How to survive in the post-human era” by Verner Vingein with the symposium “Vision 21: Interdisciplinary Science and
Engineering in the Era of Cyberspace” held at Holiday Inn in Westlake, Ohio on March 30-31, 1993, see
https://ntrs.nasa.gov/search.jsp?R=19940022855, retrieved on July 20, 2021.
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During this intermediate period before reaching such “singularity”, multiple chaotic
events appear to our naked eye in our time such as Trump’s victory in US election, Brexit, a
trade war between China and the US and also a pandemic of Covid-19 cast a cloudy vision
ahead, therefore some scholars such as Army War College’s documents has firstly cited an
acronym “VUCA”, abbreviated for “Volatility, Uncertainty, Complexity and Ambiguity), the
term is popularized to explain such a complex phenomenon driven by a fast pace of change
as described above nowadays. The term has been popularized and been widely adopted in
management science38.
It isn’t unusual that scientific explanation has now been challenged from both its
epistemology (see section 2) and its emerging of a new paradigm to absorb new realities and
findings as we see such as Capra (1983, 74) has started to raise a question on a legitimacy of
contemporary scientific concepts such as Descartes’ and Newton’s.
“At the end of the nineteenth century Newtonian mechanics had lost its role as the
fundamental theory of natural phenomena. Maxwell’s electrodynamics and Darwin’s theory
of evolution involved concepts that clearly went beyond the Newtonian model and indicated
that the universe was far more complex than Descartes and Newton had imagined.
Nevertheless, the basic ideas underlying Newtonian physics, though insufficient to explain all
natural phenomena, were still believed to be correct. The first three decades of our century
changed this situation radically. Two developments in physics, culminating in relativity theory
and in quantum theory, shattered all the principal concepts of the Cartesian world view and
Newtonian mechanics. The notion of absolute space and time, the elementary solid particles,
the fundamental material substance, the strictly causal nature of physical phenomena, and
the objective description of nature – none of these concepts could be extended to the new
domains into which physics was now penetrating.”
This is also in line with a suggestion to reinvent a new knowledge to pave the way for
“Post-Normal Science” (Ravetz and Funtowicz: 1999, 641-646). The proposal has been
originated from double failures of accidents in both Challenger and Chernobyl events and to
provoke a new possible body of knowledge to handle with such failures caused by
contemporary science.

38

U.S. Army Heritage and Education Center (February 16, 2018). "Who first originated the term VUCA (Volatility, Uncertainty, Complexity
and Ambiguity)?", http://usawc.libanswers.com/faq/84869 , USAHEC Ask Us a Question. The United States Army War College, retrieved
on July 20, 2021.

551

With an influence of Post-Normal Science together with a revolution in
“postpositivism” by Karl Popper, it will pose an endorsement in public administration which
will not only apply quantitative but also qualitative techniques in research methodology
suggested by Riccucci (2010, 47-48 and 118). We will see further that varieties of qualitative
technique such as Q-methodology39 and a software for using in qualitative, quantitative and
mixed methods research or Computer-assisted (or aided) qualitative data analysis software
(CAQDAS) such as MAXQDA40 will be in place, but it’s not enough to capture the fast pace of
change.
Scenario planning has emerged as an alternative instrument for management and
foresight practice (see section 3). It has now been adopted in public policy such as in inclusive
policy design (IPD). Boosssabong and Chamchong (2020, 95-117) have suggested various
instruments such as 21st Century Town Meeting, Citizens’ Jury, Consensus Meeting and
Planning Cell, Deliberative Polling, Participatory Budgeting, Foresights/Scenario Planning,
Online Space and Open Collaboration. In their book, “Policy Market” set up at February 27,
2019, was selected as a working instrument. The program was comprised of various techniques
such as “World Café” and “participatory mapping”, but in the end, they explained problems
in the workshop such as lacking enough participants and the workshop had been high-jacked
for political campaign and political interest by politicians (Boosssabong and Chamchong: 2020,
140). The book has placed “inclusiveness” as its central principle. There is no rational given
in the book why inclusiveness should be a core principle as of their suggestion. They just gave
an idea that because there is a shift of a definition in “policy” from “policy maker”, “policy
implementer”, “policy assurance” and “policy analysis” into a broader scope of “policy
design” (Boosssabong and Chamchong: 2020, 7).
This paper will give an insight that a revolution in policy design is based on three major
driving forces which are (1) epistemology: toward post positivism and post normal-science, (2)
design technology and deliberative design (Simonsen, Jesper and Robertson, Toni: 2013) and
(3) an evolution of governance (see section 2). Of these three driving forces, the dominant
force might be evaluated based on observer’s background, but this paper in order to maintain
39

See “Q methodology: A sneak preview by Van Exel, N. Job A. & de Graaf, Gjalt (2005),
https://qmethodblog.files.wordpress.com/2016/01/qmethodologyasneakpreviewreferenceupdate.pdf, retrieved on June 20, 2021.
40 See “Online Manual – MAXQDA 2020” at https://www.maxqda.com/help-mx20/welcome, and reviews of other CAQDAS packages at
https://www.surrey.ac.uk/computer-assisted-qualitative-data-analysis/resources/choosing-appropriate-caqdas-package, retrieved on
June 20, 2021.

552

its objective to attain an understanding in public administration, it will focus mainly in (3). All
these emerging trends will be in line with an application with scenario planning and why
“inclusiveness” is a key in this kind of methodology in order to resolve a complexity of
emerging realities. Although Boosssabong and Chamchong (2020, 149) have listed weaknesses
of scenario planning such as (1) it can’t resolve a variety of objectives, dreams and aiming so
it’s difficult to reach to a consensus and thus ending with selling a “sweet dream”, and (2)
thinking about a future will end up with “future trap” with an ignorance to handle with a
legacy problem from the past. This paper will demonstrate that these assumptions are
fallacious. Scenario planning, if uses rightly, can resolve problems suggested by their “Policy
Market” workshop either.
Scharmer (2016, 16) also suggests in his book that a new science is needed to resolve
the contemporary problem41:
“Twenty-three hundred years ago, Aristotle, arguably the greatest pioneer and
innovator of Western inquiry and thought, wrote in Book VI of his Nicomachean Ethics that
there are five different way, faculties, or capacities in the human soul to grasp the truth. Only
one of them is science (episteme). Science (episteme), according to Aristotle, is limited to the
things that cannot be otherwise than they are (in other words, things that are determined by
necessity). By contrast, the other four ways and capacities of grasping the truth apply to all
the other contexts of reality and life. They are art or producing (techne), practical wisdom
(phronesis), theoretical wisdom (Sophia), and intuition or the capacity to grasp first principles
of sources (nous). So far the primary focus of our modern science has been, by and large,
limited to episteme. But now we need to broaden our view of science to include the other
capacities to grasp the truth, including applied technologies (techne), practical wisdom
(phronesis), theoretical wisdom (sophia), and the capacity to intuit the sources of awareness
and intention (nous). (My own emphasize)”
As Heidegger’s interpretation when he saw Van Gogh’s a pair of shoes painting on
exhibition in Amsterdam in 1930, “In the shoes vibrate the silent call of the earth, its quiet
gift of the ripening grain and its unexplained self-refusal in the fallow desolation of the wintry
field”, an equipment (or instrument) is an intermediary between man and the world he lives
upon as suggested by Heidegger (2008),
41

Scharmer has concluded his message concisely on his Theory U introductory, please see more information at
https://www.youtube.com/watch?v=gF8wV9OlUHc , retrieved on July 20, 2021.
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“Equipment has a peculiar position intermediate between thing and work, assuming
that such a calculated ordering of them is permissible”
We can also view scenario planning as an “equipment” beyond “science” (episteme)
used by “policy maker” or “policy designer” to access to “techne”, “phronesis”, “sophia”
and “nous”42 to response to contemporary challenges.
We will see, for example, that Li (2015, 16) has introduced Think Tank 2.0 (TT2.0) to
employ “equipment” such as “post-positivist policy analysis” to satisfy an emerging context
on a mission to “supporting public participation process, promoting deliberation and
consensus building”. Think tank should be recognized as an important actor43 in policy making
process. This issue will be discussed in details in the last section.
1. Deliberative Participatory Approach in Public Administration Evolution
Nicholas Henry (2016: 48), in his sixth paradigm (governance: 1990 – present), has
mentioned “the rise of governance” as of witness by “more than 800 empirical studies”
display a shifting from “hierarchical government” toward “horizontal governing” (Hill and
Lynn: 2005). When asking about a definition of “governance”, Bidhya Bowornwathana (1997,
295-302) provides four critical questions to define the “new democratic governance” paradigm
which are “1) What should government do? 2) How should government work? 3) Who should
control government? And 4) Who benefits from government?” His subsequent answer and
explanation then define governance with four characteristics that are 1) A smaller government
that does less 2) A government with a global vision and flexibility 3) Accountable government
and 4) A government that is fair. For these extents, especially in the third characteristic,
Bowornwathana has suggested a government to be accountable to its citizens, “provision
must exist for citizens to control and monitor the use of discretionary power by bureaucrats”
42

‘In Ancient Greek the word praxis (πρᾶξις) referred to activity engaged in by free people. The philosopher Aristotle held that
there were three basic activities of humans: theoria (thinking), poiesis (making), and praxis (doing). Corresponding to these activities
were three types of knowledge: theoretical, the end goal being truth; poietical, the end goal being production; and practical, the end
goal being action. Aristotle further divided the knowledge derived from praxis into ethics, economics, and politics. He also distinguished
between eupraxia (εὐπραξία, "good praxis") and dyspraxia (δυσπραξία, "bad praxis, misfortune"’. See
https://en.wikipedia.org/wiki/Praxis_(process)#Origins, retrieved on June 20, 2021.
43 See how think tank can play an important role as a Track II initiator in “The Think Tank and Knowledge Regime in the Southeast
Asian Context” by Kan Yuenyong, TrendNovation Southeast, Issue 15. https://issuu.com/noviscape/docs/issue15-w, retrieved on June
20, 2021.
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(Bowornwathana: 1997, 300). Although Henry rejects governance as a panacea, neither any
paradigm, as Christopher Hood (1991) did on new public management (NPM) as of UK’s
experience. Although Henry rejects that “networking” doesn’t make any impact on
governmental performance, but he praises that making partnership with government agencies
will pose positive impact more than the agencies would do governmental work alone (Henry:
2016, 48). Brainard Guy Peters (1993: 299) has criticized NPM’s “market approach” and instead
suggests one of an alternative view on “the participatory state”. This also in line with a
suggestion from Rhodes (1996: 662) that one definition of governance should be as selforganizing networks,
“As networks multiply, so do doubts about the center’s capacity to steer. Kettl argues
that, as a result of contracting-out, government agencies found themselves ‘sitting on top of
complex public-private relationships whose dimensions they may only vaguely understand’.
They had only ‘loose leverage’ but remained ‘responsible for a system over which they had
little real control’.” From this evolution, we will see how legitimacy and popularity on the
participatory framework and deliberative policy have emerged into the governance paradigm
in public administration.
Boosabong and Chamchong (2020, 9 and 18-21) have defined meanings of
“inclusiveness” as inclusion, comprehensiveness, and “leaving no one behind”. They also
define meanings of “secondary-stream policy theory” that embeds a principle of
“inclusiveness” as mentioned earlier which are: (1) Pluralism, (2) Policy networks or policy
communities, (3) Nudging approach (or volunteering approach), (4) Critical policy perspective,
(5) Interpretive policy approaches, (6) Participatory policy process, (7) Deliberative policy
analysis and (8) Post-modern public policy.
The evolution of policy science and a rising of governance have cast a deliberative
policy analysis as mentioned by Hajer and Wagenaar (2003, 4 and 13) and especially in the
shift of epistemological body of knowledge itself,
“Key to our interpretative approach is the insight that a certain conception of the way
scientific method should proceed, and its grounding in beliefs about epistemology, almost
inevitably lead to a certain conception of society; an understanding of how society should
be organized and managed. Over the last decades, the critique of positivist policy analysis
has shown that epistemological beliefs, wittingly or unwittingly, have normative
consequences for one’s political preferences.”
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Li (2019) has thus mentioned Hajer and Wagenaar’s book and has pointed out that
“deliberative policy analysis (DPA) has become a new branch of post-positivist policy
inquiry since the release of a book edited by Hajer and Wagenaar fifteen years ago. The
status quo of this field, however, is not satisfactory. Particularly, there is an apparent shortage
of exploration on how to apply DPA to generate insights for policymaking. (My own
emphasize)”
Regarding the evolution of post-positivist policy inquiry, Riccucci has mentioned that
although Kuhn might get a revolutionary idea in the epistemology of natural science when
comparing between Aristotelian and Newtonian physics (Riccucci: 2010, 22), Riccucci has also
suggested that an idea to entertain about a paradigmatic status in public administration has
been insipid since its multidisciplinary feature.
Instead, Riccucci has introduced a concept of “post-normal science” pioneered by
Funtowicz and Ravetz
“To address the existence of societal and ethical complexities in the environments
we study. (Riccucci: 2010, 28)” Normally, post-normal science will focus more on quality issues
and it has been realized in policy circles that “in complex environmental issues, lacking neat
solution and requiring support from all stakeholders, the quality of the decision-making
process is absolutely critical or the achievement of an effective product in the decision.
(Ravetz: 1999)”
We can see a diagram to relate between a sensitivity of decision making
and stakeholders vis-à-vis a degree of system uncertainty as follow:

Figure 1: Position of “post-normal science” compared to professional consultancy and
applied science
Source: Ravetz (1999, 50).

556

We will see from the next section that scenario planning is an instrument suitable to
assess uncertain environments (Heijden: 2005, 91 and 98). For an application of scenario
planning in a deliberative framework and inclusiveness, we need to consult with Archon Fung’s
“Varieties of Participation in Complex Governance” (2006).
Fung has categorized “three dimensions of participant selection, communicative
mode, and extent of influence yields a three-dimensional space – a democracy cube – of
institutional design choices according to which varieties of participatory mechanisms can be
located and contrasted with more professionalized arrangements (Fung: 2006, 70) (my own
emphasize)”. We will see that Boosssabong and Chamchong (2020: 95-117) also mention
different types of Fung’s democracy cube with various techniques, including scenario planning
applied in respective democracy cube.
2. Scenario Planning
Although think tank is an important actor to demonstrate how to use scenario planning
or as we have seen in some quasi-government agency has already employed it such as
Singapore44, also in Thailand45 and around the world46,47, but previously, scenario planning has
been exploited by the military in war games, adopted by civil domain such as RAND
Corporation during and after World War II48, and was later developed by the Hudson Institute

44

See Center for Strategic Futures, Strategy Group, Prime Minister’s office, Singapore, https://www.csf.gov.sg/mediacentre/publications/foresight-series, retrieved on June 20, 2021.
45 See for example, APEC Center for technology foresight http://thaist.sti.or.th/ and Innovation Foresight Institute
https://ifi.nia.or.th/en/home/, retrieved on June 20, 2021.
46 See Searchlight Network, https://www.rockefellerfoundation.org/blog/using-foresight-surface-social-problems/, retrieved on June 20,
2021.
47 More application in “strategic foresight” in governmental policy science can be found at Kuosa (2011), such as in Finland (Kuosa:
2011, 33-46), the European Union (Kuosa: 2011, 52-56), and in old member states of the European Union (Kuosa: 2011, 57-66).
48 We should treat “strategic foresight” (which scenario planning is one of a technique within this school of thought) and “futures
studies” separately as mentioned by Kuosa (2011, 10): “On the other hand, foresight and futures studies have several things in
contrast too. For example, the origins of the two are different. While the roots of futures studies trace back to humanistic orientation
of Futurology (1972), which will be discussed in next sub-chapter, the history of foresight/technocratic orientation of futures studies,
traces back to military strategies and military technology foresight which are done especially in the U.S. military’s research units and
think tanks, such as RAND (Research and Development—a mutual project of U.S. Army Air Corps and Douglas Aircraft Company) in
1940s and 1950s. To specify the approach of foresight, we can say that it attempts to be more systematic, logical, participatory, and
planning or management oriented, but less value rational in comparison to futures studies. Strategic Foresight Group defines foresight
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founded and enhanced further by Herman Kahn after resigning from RAND, especially his book
“The Year 2000: A Framework for Speculation on the Next Thirty-Three Years” published in
1967 (Heijden: 2005, 3), scenario planning is one of the most popular tool apart of “Delphi
Method”, “Critical Technologies”, and “Technology Roadmapping” being used in the industry
(Keenan: 2004: 15). Later it has been adopted in business realm49 and inclusive public policy50
more.
To identify the deepest key driving forces in making things change, analytic framework
considering categories in Social, Technological, Economical, Environmental, and Political
(STEEP)51 will be applied to finally reach to designated mental models and to draw respective
scenarios further.
One problem for scenario planning experts would face is how to draw relationships
among those driving forces consensually founded by STEEP analytic framework identified by
experience and knowledge background of carefully selected participants in the workshop.
Furthermore, even they can draw relationships, how they can ensure that emerging
relationships are genuine, or statistically paraphrasing “how we can ensure that such
correlation does imply causation?” or how we can ensure that we will not fall into a fallacy
trap of cause-and-effect relationship (“cum hoc ergo propter hoc” or “with this, therefore
because of this”,) thus “correlation does not imply causation”.

as a combination of forecasting with insight. While forecasting requires methodologies, generated by computers or otherwise, insight
requires a deep understanding of the subject concerned. Foresight is developed by applying forecasting methodology to insight.”
49 See for an example https://www.shell.com/energy-and-innovation/the-energy-future/scenarios/what-are-scenarios.html, retrieved on
June 20, 2021.
50 See for an example, “Publication: Health System Scenarios: Possible Futures for Health and Health Equity in USA, 2017-2030,
https://reospartners.com/publications/health-equity-scenarios-usa-report/, retrieved on June 20, 2021.
51 “The STEEP analysis is often conducted by firms to get a detailed overview on what external factors determine the trends. It also
helps to predict what might happen in the future. STEEP is basically an acronym which stands for Social, Technological, Economical,
Environmental, and Political. It is also known around the world as PEST, PESTEL, PESTLE, STEPJE, STEP, STEEPLED, and LEPEST.”,
https://pestleanalysis.com/what-is-steep-analysis/ , retrieved on June 20, 2021.
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Figure 2: An example of driving forces and relationships among each other generated by
PESTLEWebTM for the Global Automotive Industry52
Source: Rob Collins (2010)
From common ground of central characteristic of scenario planning at STEEP analysis
framework, we can categorize scenario planning further into 3 subtypes 53 which are: (1)
52

See https://pestleanalysis.com/pestle-analysis-of-the-automotive-industry/, picture has come from “A Graphical Method for Exploring
the Business Environment” by Rob Collins, p. 6. https://docplayer.net/28072089-A-graphical-method-for-exploring-the-businessenvironment.html , both websites retrieved on June 20, 2021.
53 This is a categorization based on “scenario planning” centric. For another categorization based on “foresight” centric, it can be
addressed as follow:
“Interest in Foresight from the mid-1990s on has been fueled by three converging trends:
“1. In policy development, the shift from an elite-driven / top-down to a broader, more participatory approach. In part, this
reflects desires for greater democratization and legitimacy in political processes. Also, it builds on the increasing awareness
that no single body (especially not a government agency!) can know everything that needs to be known in order to effect
desired changes. Knowledge is distributed widely, and as the world grows more complex (through advances in science and
technology, through greater social differentiation, etc.), this is becoming ever more apparent. Decision-makers have to live
with this, and develop their intelligence-gathering methods accordingly.
“2. In strategic planning, there has been a move from a “rational” approach aimed at achieving equilibrium and stability, to
more evolutionary approaches. This is conditioned by the discovery that high levels of uncertainty are the norm, not the
exception. Economic progress seems to be more a matter of disruptive innovations than of the pursuit of equilibrium.
Qualitative changes frequently undermine the assumptions (built into most models, for example) that we can grasp the
dynamics of social and economic life on the basis of quantitative changes within stable structures. “Long-term planning” has
been discredited. But the long-term still has to be taken into account in many decisions, and planners have sought better
ways of so doing.
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Transformative Scenario Planning (both socio-economic transformation and management
basis), (2) Scientific Scenario Planning and (3) “Limited System” Scenario Methodology.
3.1 Transformative Scenario Planning
After Pierre Wack, Kees van der Heijden, a dutch economist had joined as the chief of
the scenario department, and then Joseph Jaworski in 1990. Adam Kahane had joined Shell
at 1988, and he had been dispatched to South Africa as the head of Mont Fleur scenario
project in 1991. Pieter le Roux, the left leaning intellectual had phoned Jaworski and Kahane
asking for help the opposition (ANC) to build the scenario after the releasing of Nelson Mandela
and endorsing the general election (Kahane: 2012, 15-25).
The passion of Jaworski to pursue the "desirable" scenario, rather than stay away from
the "as it is" scenario in Shell 1992 project, the idea of "transformative scenario" has emerged
ever since. Although both Jaworski and Kahane quit Shell to start their own consulting
business, Generon Consulting, together with Bill O'Brein (from Hanover Insurance) and Otto
Scharmer. It seemed they have separated from each other. Jaworski has built Generon
International, Kahane to build Reos Partner, and Scharmer to build the concept of "Theory U".

3.2 Scientific Scenario Methodology
“3. In futures studies, too, there have been several important developments. One is a shift from emphasis on predictive
approaches to more exploratory studies, and from one-off studies to more continual iterations of the process of envisioning
future challenges and opportunities. Equally important is increasing recognition of the need to involve “users” in the process
of study, rather than to present them with a vision or set of visions of the future that descends from “on high”. Part of the
reason for this is that “futures researchers” have found that such involvement is often essential for the messages of their
studies are absorbed into policymaking in a systematic – and ongoing – way.”, European Commission Research Directorate
General (2001): A Practical Guide to Regional Foresight (FOREN). European Commission – Joint Research Centre – Institute for
Prospective Technological Studies (IPTS) (Eds.), European Communities, STRATA Programme, pp. v–viii.
ftp://ftp.jrc.es/pub/EURdoc/eur20128en.pdf, retrieved on June 20, 2020.
For another alternative categorization based on “concepts in futures domain,” please consult table 1 in Kuosa (2011: 30). This
categorization can be divided based on the primary content of the concept (function A), the secondary (function B) and the tertiary
(function C) into 1) Participatory foresight, 2) Strategic foresight, 3) Corporate foresight, 4) Intelligence, 5) Horizons scanning, 6)
Technological assessment, 7) Forecasting, 8) Predicting, 9) Long-range planning, 10) Scenarios, 11) Future studies and 12) Futurology.
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Apart of the "socio-economic" transformation / management branch of Scenario (Shell/
Generon Consultant / Reos / Adam Kahane, Otto Scharmer, Joseph Javorski, etc), there is
another branch of scenario methodology, a future study.
This branch of methodology will not see on how to making any "social transformation",
but to observe the "driving factor" to drive the future. It's on scientific & forecasting approach.
Michio Kaku's book on "Visions: How science will revolutionize the 21st century” (1998) gives
a concise concept on how the future will evolve based on the power of the driving force of
computer, biotechnology, and quantum.
Kurzweil describes his law of accelerating returns which predicts an exponential
increase in technologies like computers, genetics, nanotechnology, robotics and artificial
intelligence. He says this will lead to a technological singularity in the year 2045, a point where
progress is so rapid it outstrips humans' ability to comprehend it.
Kurzweil predicts that the technological advances will irreversibly transform people as
they augment their minds and bodies with genetic alterations, nanotechnology, and artificial
intelligence. Once the Singularity has been reached, Kurzweil says that machine intelligence
will be infinitely more powerful than all human intelligence combined. Afterwards he predicts
intelligence will radiate outward from the planet until it saturates the universe.
3.3 “Limited System” Scenario Methodology
This is the last type of "scenario planning" method. It has been presented in the 1972
report of The Limits to Growth by "Club of Rome"54.
At the heart of this technique is the mathematic model called "World3”. This model
is quite straightforward. It plays with six different driving factors: population, (natural) resources,
food per capita, industrial output, pollution index, and life expectancy. With the stable growth
rate of global population, it will consume "limited" natural resources and produce more
pollution. At around 2030 something, it will be at the trigger point, or "point of no return". At
this point, natural resources will be consumed more than the availability of the global
population, thus there will be more population more than the available resources. After the
post-trigger point, human being welfare will dramatically decline. Life expectancy and life
condition will be worse; hence the overall population will decline.

54

See https://clubofrome.org/publication/the-limits-to-growth/, retrieved on June 20, 2021.
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As you may guess, the global warming advocacy group and the peak-oil theorist have
proposed the similar methodology: more population -> consume more resources -> price will
rise; More population -> produce more carbon-dioxide -> more greenhouse effect -> sea-level
will rise + more extreme weather.
However, the impact of this report is so huge. The book itself has been sold 30 million
copies in more than 30 translations. After the publishing of the limits of growth, it has
introduced birth control program to various government. The intergovernmental panel on
climate change (IPCC) has been introduced in 1988, and the Kyoto protocol has been
established in 1997.
Although, this is the "last type" of scenario but there is a lot of types of scenario school
such as: Royal Dutch/Shell and Global Business Network, The French School, The Futures
Group, Wilson and Ralston, Lindgren and Bandhold, Reference Scenarios, Decision Strategic
International, Procedural scenarios, Industry scenarios, and Soft creative methods, etc. By the
way, I'd like to call it as "the accounting technique", or "the limited system" technique.
Michio Kaku has conducted the expert interview, or Delphi method with more than
150 scientists around the world in the past 10 years in his writing of "Visions: How science will
revolutionize the 21st century". According to scientific revolution (especially in computer,
biotechnology and quantum), we may not face the "trigger point" as predicted in World3
model. The proof of my talking here is the shifting of "peak oil".
Hubbert has predicted Peak Oil or depleting of oil producing at 1970, but recently,
there is more oil supply than demand. How's that happen? It's the scientific revolution of oil
producing technique, such as shale
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Figure 3: An example of “World 3” depicted in “The Limits to Growth”55
So, World3 model might be the "worse" case scenario technique, while Kaku's might
be the "best" case scenario technique. The Royal Dutch/Shell technique may be the
"moderate" case scenario technique. As you will see, the Royal Dutch/Shell technique will
employ the "breathing in" process (or digesting gigantic information) for around 2 years before
processing the scenario methodology. The "transformative" scenario technique and U-process
may help transform the situation even better.
Joseph Jaworski, Adam Kahane, and Otto Scharmer have used the similar approach to
resolve the complex problem. It's about (1) the learning journey, (2) dialogue and presencing,
and (3) the scenario workshop (or collective co-creation work). But it seems Joworski will focus
on (1) + (2), while Kahane will focus on (3) + (2), and Scharmer on (1) + (3).
Jaworski will emphasize more on the leadership building capacity (or unveiling of the
inside leadership -- by servant leadership and the journey followed by Joseph Campbell's The
Hero with a Thousand Faces. Kahane has focused on "transformative scenario" or applying
scenario to transform the preferred scenario, while Otto Scharmer has emphasized his "Theory
U" and now "U.Lab".
But who has invented the "Theory U"? It's hard to say. In the book, "Presence: an
exploration of profound change in people, organization, and society" (2004) by Perter Senge,
C. Otto Scharmer, Joseph Jaworski, and Betty Sue Flowers says it's Scharmer who has
55

See https://insightmaker.com/insight/1954/The-World3-Model-A-Detailed-World-Forecaster, retrieved on June 20, 2021.
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developed the theory "on presencing of different levels of perception and change began to
merge with Joseph's ongoing work on 'sensing and actualizing new realities'.
While it has been mentioned at "Generon International" that it's "Generon" to develop
a process which enables teams to create breakthroughs in any field – the creation of
knowledge that changes the world as we know it. That process, now known world-wide as
“The U-Process”, was developed in response to a challenge issued by a senior officer of what
became known simply as the “Alliance”, then the world’s largest downstream organization
(Shell Oil Company, Texaco and Saudi Aramco). By the way, Otto Scharmer and MITx has
opened his open courseware U.Lab at edX .
3. Findings from past experiences in Scenario Planning
If conducted rightly, i.e. to successfully build a safe space and sense of community, a
well-decided series of scenario workshop can reach to a “presenting” and can produce
meaningful scenarios to be interpreted further or to be a guidance to collaborate or making
further in-depth researches either quantitative or qualitative research. Contrary to what
Boosssabong and Chamchong (2020, 149) have listed weaknesses of Scenario Planning such
as (1) it can’t resolve a variety of objectives, dreams and aiming so it’s difficult to reach to a
consensus and ending with selling a “sweet dream”, and (2) thinking about a future will end
up with “future trap” with an ignorance to handle with a legacy problem from the past,
instead scenario planning can present a desirable scenario as well as an unpleasant alternative
scenario. The participants are, therefore, can build a consensus to reach to a desirable future.
This kind of outcome can be found on my experience at Searchlight Workshop with Institute
for Alternative Futures (IAF) and Rockefeller Foundation in New York, US during April – May
201256 and ASEAN scenario workshop at C-ASEAN on Thursday, October 15th, 2015 (with the
Heinrich Boll Stiftung)57.
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See https://www.rockefellerfoundation.org/wp-content/uploads/Scanning-for-a-Brighter-Future.pdf, retrieved on June 20, 2021.
See https://www.geopolitics.asia/post/asean-scenario-workshop, retrieved on June 20, 2021.
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Figure 4: Varieties of Future of ASEAN as of findings at ASEAN scenario workshop at C-ASEAN
in Bangkok
Source: the author
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Figure 5. Secure livelihood as of findings at Searchlight Workshop with Institute for Alternative
Futures (IAF) and Rockefeller Foundation in New York58
Source: The Author
Some findings, although suggests a desirable outcome, it also poses a puzzle to making
an in-depth interviews research on respective matters. This kind of outcome can be found at
on “Thailand Scenario Workshop” to help easing political conflict in Thailand and project
future scenario pictures with 16 other partners59 such as Thai Journalists Association, Thai
Broadcast Journalists Association, Thai Health Promotion Foundation, Thai National Reform
Assembly, National Defence College Association of Thailand, Institute of Sufficiency Economy,
Civicnet Institute, Thai Research Fund, Council of University Presidents of Thailand, ‘For Thai’
Foundation, SCG Foundation, Tourism Council of Thailand, The Boss’ Foundation, Thai Phirom
Channel, CTH cable networks, and Scenario Thailand Foundation. There were three workshops

58
59

Ibid, Rockefeller Foundation, Scanning for a Brighter Future.
See https://www.geopolitics.asia/post/solution-talk-by-adam-kahane , retrieved on June 20, 2021.
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in 2013: (1) April 25th–28th at Ampwa report& spa, Samutsongkram, (2) July 4th–7th at Rajawadi
resort, Konkaen and (3) August 29 — September 1 at Villa Paradi, Khao Yai, Nakorn Ratchasrima.

Figure 6. the three trajectories of river or “maenam” as of finding at “Thailand Scenario
Workshop”
Source: the author
From the workshops, it can be concluded that Thailand has concurrently faced into
three categories, reflects the grand “tectonic shift”: (1) Economy or resources distribution, (2)
Politics and governance and (3) Society and culture. It has been addressed and included on
the top-left corner of this figure. This figure was the outcome of the final workshop. The main
figure is a solution to get out from these crises, on the beautiful mural to reflect a symbolic
notion of the country, the three trajectories of river or “maenam” (แ ม ่ น ้ ำ ) and “the ship of
state”, it has rightly convinced to the top choice, “unity” (เ ร า ร ่ ว ม ) , rather than either the
middle choice, “conflict” (เราสู้) or the bottom choice, “ignorance” (เราเฉย) on an implication
of the waterfall awaiting ahead on both choices. The third workshop had been significantly
influenced by the PDRC movement. The motto “conflict” (เราสู ้ ) was from the movement to
convince people to join their protest on the street and to topple the then government. Some
workshop’s participant also mentioned “the great reform” reflected some political agenda
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inside the PDRC movement, or “reforms before election”, which had bypassed the demand
of the grassroots, or at least an excuse rather than a continued reform agenda by national
reform council (under Dr Praves Wasee) and another redundant national reform council (under
NCPO), compared to the government’s implementation, “Thai Niyom Project”. The outcome
of the project was too shallow to address the real concern of the hidden psyche of the Thai
society including the challenges awaiting out there in the international context. The
momentum of the PDRCs movement, the coup and the struggle of the pro-democracy after
that until nowadays has eclipsed the conclusion from the workshops, it has failed to conduct
any significant influence neither to convey important message to the public to guide the
country out of the crisis, different from South African Mont Fluer. This outcome just gave a
clue and more questions to require more heavy research to find out the core problem and
solutions rather than an answer. Every great problem in the society requires deep research to
encounter such a huge problem. Apart of the Mont Fluer Project in 1991–1992, there was also
Don Edward Beck who made more than 63 trips to South Africa between 1981 and 1988 to
work with both F. W. de Klerk, Nelson Mandela and John C. Hall a decade before the Mont
Fluer. His finding was an excellent “Spiral Dynamic Integral”. Both have carried South Africa
out of the crisis under the “proper” international context and a breakthrough movement from
the local leader, Nelson Mandela to unite the country to tackle with the problem.
Furthermore, it doesn’t mean that the finding solution will end all problem in South Africa, it
will need a new guideline to address and resolve the future problem of the country.
5. Linkage between Think Tank and Policy Making Process
Instead of relying only on old methodologies used in old public administration, with
an emergence of new epistemology, policy design and deliberative governance, Li (2015, 2019)
has illustrated how these new contexts have evolved and thus an organization such as think
tank will evolve itself and exploited new instrument with this new environment in pursuing
policy design. Scenario Planning, especially a Transformative Scenario Planning should match
or should be in line with this kind of new trend of these respective contexts.
Li (2015) has defined a new kind of think tank (Think Tank 2.0, abbreviated TT2.0), its
characteristics and instruments used within the organization as follows:
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“It should be noted that the organizational characters of TT1.0 and TT2.0 are quite
different. TT1.0 usually operates with a fixed organizational structure, relatively stable staff,
and clear organizational boundaries. In contrast, TT2.0 is apt to be more flexible and resilient,
and its boundaries be more blurred. The staff and other components within a 2.0 institute
might connect to each other loosely. A TT2.0 can even exist as an inter-organizational
alliance or a virtual organization. Furthermore, as will be discussed in the following section,
TT2.0 embraces a variety of forms in practice. As for the resources utilized, there are no
boundary constraints for TT2.0. It could mobilize and employ both internal resources such
as expertise of its staff and external ones such as the knowledge and ability of the public.” (Li,
2015:16)

Figure 7.TT 1.0 external mode
Source: Li (2015,15)
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Figure 8:TT 2.0 external mode
Source: Li (2015,15)

Figure 9. A comparison of TT1.0 vs TT2.0 external mode
Source: Li (2015)
Altogether, I’d like to make an improvement from Li (2015) into next generation think
tank. While Li (2015)’s TT1.0 is the 1st Gen Think Tank to act as a policy advocacy, TT2.0 is the
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2nd Gen Think Tank to employ “post-positivism analysis”, and as this paper has suggested to
use scenario planning as an alternative instrument for participatory and inclusive policy design
framework.
TT3.0 or the 3rd Gen Think Tank in the future will be equipped with more advanced
instruments such as Big Data and Quantum computing and has a thorough geopolitical
knowledge to make a cohesion framework, well-rounded sensing of necessary information,
and a fine tuning at a global level. Some examples of this kind of instrument can be
demonstrated such as my own “Covid-19 Community Mobility Reports in Thailand60” at Kaggle
(data retrieved from Google61.) Another example is applications62 on applying Google’s GDELT
(The Global Database of Events, Language and Tone63) and GKG (Global Knowledge Graph)64
based on GDELT and Google’s BigQuery. This should be in line with a formation of digital
government trending such as a development of digital government in Thailand65. The 3rd Gen
Think Tank can be better dealing with complexity science with instrument such as AgentBased Model (ABMs).
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See https://www.kaggle.com/kanyuenyong/covid-19-community-mobility-reports-in-thailand, retrieved on June 20, 2021.
See “Helping public health officials combat COVID-19” at Google’s blog, https://www.blog.google/technology/health/covid-19community-mobility-reports, retrieved on June 20, 2021.
62 See https://blog.gdeltproject.org/a-compilation-of-gdelt-bigquery-demos/, retrieved on June 20, 2021.
63 See https://www.gdeltproject.org/about.html#creation, retrieved on June 20, 2021.
64 See https://blog.gdeltproject.org/google-bigquery-gkg-2-0-sample-queries/, retrieved on June 20, 2021.
65 See for example, Three-year Plan Digital Government Development, https://www.dga.or.th/th/content/890/10417/, retrieved on June
20, 2021.
61
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Figure 10: “Covid-19 Community Mobility Reports in Thailand”: The dashboard graph will
display information of percentage change from baseline correspondingly as follow: (1) Mixed
graphs, (2) Retail and recreation, (3) Grocery and Pharmacy, (4) Parks, (5) Transit stations, (6)
Workplaces, and (7) Residential. As expected, all but residential are decline due to the quasilockdown policy, people have chosen to stay more at home. This will inevitably impact to
GDP output and it's yet to return to normal capacity.
6. ABMs and Computer Simulation Technique in Full Postpositivist Paradigm
TT2.0, using scenario planning, can address challenges in participatory governance and
some parts in complexity science. But in order to address full challenges as in TT3.0, simulation
modeling will be a useful instrument. Both DARPA’s Next Generation Social Science (NGS2) 66
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See “The NGS2 program will work to determine fundamental measures and causal mechanisms that explain and predict the
emergence of collective identity. A focus on "what matters most" for emergent social phenomena such as collective identity presents
an important and complex challenge for NGS2 research communities as they seek to validate tools and methods,”
https://www.darpa.mil/program/next-generation-social-science, accessed on June 20, 2021.

572

and Ground Truth Project67 seem to link to the US BRAIN Initiative project68 (Brain Research
through Advancing Innovative Neurotechnologies,) which in turn has later inspired the EU69 to
facilitate its own brain research project, Human Brain Project (HBP) under a commission by
European Commission Future and Emerging Technologies Flagship, the link is critical in an
essence that they attempt to build neuromorphic computing and to generate the
computational social science (CSS), that relates to the bifurcation from focusing on machine
complexity (von Neumann machines) toward environmental complexity (neuromorphic
machine). Jim Gray has opined that scientific paradigm has transformed from the first paradigm
thousand years ago which was empirical research into the second paradigm few hundred years
ago on theoretical branch by using models, generalizations, into the third paradigm in last few
decades which is a computational branch and focusing in simulating a complex phenomenon,
and then nowadays it has been morphing into the fourth paradigm, called eScience that it
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See “The Ground Truth (GT) program aims to improve knowledge of social science modeling’s capabilities and limitations. The
purpose of the program is to use artificial, yet plausible, computer-based social-system simulations with built-in ‘ground truth’ causal
rules as testbeds to validate the accuracy of various social science modeling methods (i.e. the teams creating the simulations know
the rules, but the teams creating the models don’t),” https://www.darpa.mil/program/ground-truth, accessed on June 20, 2021.
68 See President Proclamation 6158, https://www.loc.gov/loc/brain/proclaim.html, the Decade of the Brain project can be accessed from
https://www.loc.gov/loc/brain/, both links have been retrieved on June 20, 2021.
69 The EU’s study, “Case Study Report: Brain Initiative (United States),” states an objective of American BRAIN initiative that it will produce
a knowledge to understand “how the brain’s cells and circuit interact at the speed of thought, ultimately uncovering the complex links
between brain function and behavior.” The project, in 2014, has proposed 12-year budget estimated of USD 4.5 billion. Some objectives
of IARPA to join the project is to achieve “Machine Intelligence from Cortical Networks (MICrONS), which will reverse-engineer the
algorithms of the brain to revolutionise machine learning” and to “Strengthening Human Adaptive Reasoning and Problem-solving
(SHARP), which will develop non-invasive neural interventions for optimising reasoning and problemsolving,” while DARPA has various
objectives such as “Neural Engineering System Design (NESD). The NESD program aims to develop an implantable neural interface able
to provide unprecedented signal resolution and data- transfer bandwidth between the brain and the digital world.” The current
president Biden used to engage in the “Cancer Moonshot” project during his vice-presidency in Obama’s administration under a
foundation, “Biden Cancer Initiative.” The foundation has a related project with the BRAIN initiative, see https://jiip.eu/mop/wp/wpcontent/uploads/2018/09/US_Brain- Initiative_ArriluceaKuittinen.pdf, accessed on June 20, 2021. See an example of tools to simulate
brain, such as Nengo (Neural ENGineering Objects), a graphical neural simulation environment developed by the Centre for Theoretical
Neuroscience at the University of Waterloo (Eliasmith, 2013 :25-30, 66-75).
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will unify theory, experiment, and simulation altogether70,71 (Hey, Tansley and Tolle, 2009:
xvii-xix). It’s not surprised that we will see a lot of body of knowledges on Agent-based Models
(ABMs) in social science (Gilbert and Troitzsch, 2005). Those programs aim to gain efficient
optimality human being alone difficult to attain and without biased.
There are more works to be discussed on how simulation can represent the reality.
Among four simulation model which are (1) Equation-based Model (EBM), (2) Agent-based
Model (ABM), (3) Multiscale Simulation (MS), and (4) Monte-Carlo Simulation (Winsberg, 2015).
The ABM (and in turn the MS) can finely demonstrate the complex system’s traits. The EBM
should be treated as the closest linkage between simulation and mathematics. Further
question is that why we believe the mathematical equation such as the most famous Kant’s
preposition of “7 + 5 = 12” which he suggests that mathematical judgments are synthetic and
a priori, “One must go beyond these concepts [of seven and five], seeking assistance in the
intuition that corresponds to one of the two, one's five fingers, say...and one after another add
70 For example, in Biotechnology, it means a shift from just in-vivo & in-vitro genetic engineering into in-silico rational design and simulated

revolution, see https://www.vice.com/en/article/59zj9b/craig-venters-digital-to-biological-converter-is-real, accessed on June 20, 2021. It
means that this kind of technique and epistemology can be applied in almost all scientific research including social science discipline. It
has already spilled over, according to a measurement of ABMs centrality research in academic journal, from ecology, to science, to AI,
to Economics, to Theoretical Biology, and to Fisheries and Aquatic Sciences accordingly (Niazi, 2010: 75). An advancement on simulation
technology might bypass causal linkage in respective epistemology into only simulation related result such as found in Qin (2020: 2,) “It
has long been theorized since Euclid’s study on mirrors and optics that as the most fundamental law of physics, all nature does is to
minimize certain actions. But how does nature do that? The machine learning and serving algorithms of discrete field theories proposed
might provide a clue, when incorporating the basic concept of the simulation hypothesis by Bostrom. The simulation hypothesis states
that the physical universe is a computer simulation, and it is being carefully examined by physicists as a possible reality. If the hypothesis
is true, then the spacetime is necessarily discrete. So are the field theories in physics. It is then reasonable, at least from a theoretical
point of view, to suggest that some machine learning and serving algorithms of discrete field theories are what the discrete universe,
i.e., the computer simulation, runs to minimize the actions.” This conclusion might be too extreme, but at least a causal linkage to link
computational power alone to dictate an advancement of whole system via simulation science and ability of advanced machine learning
and cognitive computing in reality is robust. Therefore, Kurzweil is right to state that “By the end of this century, the nonbiological
portion of our intelligence will be trillions of trillions of times more powerful than unaided human intelligence. We are now in the early
stages of this transition. The acceleration of paradigm shift (the rate at which we change fundamental technical approaches) as well
as the exponential growth of the capacity of information technology are both beginning to reach the ‘knee of the curve,’ which is the
stage, the trend quickly becomes explosive. Before the middle of this century, the growth rates of our technology – which will be
indistinguishable from our selves – will be so steep as to appear essentially vertical.” (Kurzweil, 2016 :9).
71 An increasing in research and development expenditure by the U.S. federal government at USD 25.7 billion in life science as the
highest sector in 2003 and a more complex value chain in biotechnology thus been regarded as an early signal of the sixth Kondratieff
wave centered as biotechnology (Nefiodow and Nefiodow, 2014 :339-343) seems to be too much mechanistic. If we take a look from
the broader picture, as cognitive revolution as a whole, this kind of increasing of investment and expenditure in the U.S. federal
government will be spilled over to other sectors either. The deep driver is, therefore, an exponential growth in computational power
and a rising of neuromorphic machine. Actually, short to medium term impact caused from geopolitical implication will make the U.S.
federal government pouring in its expenditure to some certain sectors in order to compete with China.
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the units of the five given in the intuition to the concept of seven...and thus see the number
12 arise” (B15).” (Shabel, 2013).
A proof to link ABM (and MS) with mathematics is much more difficult. But I’d like to
link between computer language and mathematical function as found in Malaquias and Lopes
(2007: 129) that it can transpose perfectly as of figure 1 below:

Figure 11: To demonstrate that high level computer language such as Haskell can compare
and transposable toward mathematics
Source: Malaquias and Lopes (2007: 129).
Therefore, mathematical function and computer coding are the same conceptual
“abstract” from the above simple equation “ax2 + bx + c = 0”, for much more advanced
algorithm can see further in Knuth’s “The Art of Computer Programming” (1997). If we trust
mathematics that it can represent reality as demonstrated in Kant’s transcendental deduction,
the simulation can be treated the same. Winsberg (2015) and Kalua and Jones (2020) have
discussed, however, a unique epistemology of simulation science further which is different
from the pure mathematical equation that
“Unlike the epistemological issues that take center stage in traditional confirmation
theory, an adequate EOCS (The Epistemology of Computer Simulations) must meet three
conditions. In particular, it must take account of the fact that the knowledge produced by
computer simulations is the result of inferences that are downward, motley, and
autonomous.”
An example here is Kaaronen and Strelkovskii’s essay that has employed a concept of
affordance or action opportunity from Anthony Chemero (2009: 135-161) and Kurt Lewin
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(1936). The authors have derived a model from Lewin’s equation that B = f (P, E). Which is a
“classic heuristic formula in social psychology where behavior (B) is a function (f) of the
person (P) and their environment (E), to include the aforementioned five feedback loops”
(Kaaronen and Strelkovskii, 2020: 86).
The authors have found that a result produced from running 300 simulations of the
model can be conformed with real-world empirical data of cycling and driving patterns in
Copenhagen from 1970-2018 (Kaaronen and Strelkovskii, 2020: 92). The model seems to grasp
an “emergence” (the tipping point pattern) from various feedback loops (either “negative” to
stabilize the system or “positive” to encourage changing the system) that happened in any
complex system (Hooker, 2011: 39). The essay has followed the new paradigm (eScience) and
it can detect the emergence pattern found in any complex system; fourthly, it even verifies
with real-world empirical data to show that the model is provable; and lastly, the extended
document[1] provides coding and outputs in details.

7. CONCLUSION
From our discussion, we can find that, although it is not perfect, TT2.0 with scenario
planning is enough to conduct a policy-making process to satisfy demand in participatory
governance and it can cover some challenges in complexity science which will distinguish
itself from the classic Newtonian/positivist science that heavily employs empirical approach,
therefore complexity theory belongs to postpositivist in this sense. Another strength of TT2.0
is that it has a low budget compared to TT3.0. The postpositivist will correct problems found
in postmodernism by extinguishing universal generalization out of local generalization (Morçöl,
2001: 108).
Since the epistemology to apply ABM is quite new in Social Science (albeit it’s not new
in a discipline such as biotechnology,) should be conducted a study of the philosophy of
science further on how we can ensure that the computational model can elegantly represent
reality as demonstrated in this essay.
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