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CHAPTER I.

INTRODUCTION

Thailand, formerly Siam, is a southeast Asian country
adjoined by Laos to the north, Malaysia to the south, Burma
to the west, and Kampuchea to the east.

It has a land area

of 513,115 square kilometers or 128,278,755.2 acres (Center
for Agricultural Statistics, 1987).
area looks like an axe.

The shape of the land

Its location is a 5 to 20 degrees N

lattitude and 95 to 105 degrees E longtitude.
provides three seasons a year;
season.

This location

winter, summer, and rainy

The average temperature ranges from 23.7 to 32.5

degree Celcius or 75.6 to 90.5 degree Fahrenheit (Office of
the Prime Minister, 1986).
Because of its location in the tropical climate zone,
Thailand is predominantly an agricultural country. The main
agricultural products are rice, para rubber, corn, sugar
cane, cassava, livestock, poultry, and marine and fresh
water products.

Agriculture in Thailand is regarded as a

fundamental source of the national economy.

In the year

1985, agriculture contributed about 17.4 percent of the
gross national product, provided over 59.5 percent of the
country's export and employed around 61.34 percent of the
nation's total labor force (Division of Policy and
Agricultural Development Plan, 1986).
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Thirty-three million farmers, who are approximately 64
percent of the total population (52 million in December
1985) (Division of Policy and Agricultural Development Plan,
1986), live in rural areas in homogeneous groups along
rivers, canals, and roads.
away from home.

They have their farms not far

Of the country's total area, about 38

percent is under cultivation; with some 20 percent of this
presently under irrigation.

This land, both irrigated and

non-irrigated, is used by some 5.8 million farm families to
produce agricultural goods for domestic consumption and
export (Department of Agricultural Extension, 1985).

Each

family has a farm on the average of 10.55 acres of a total
farm land holding of 51,441,308.8 acres (Center for
Agricultural Statistics, 1987).

Primary school education is

free-of-charge, and consequently, the national literacy rate
of 86 percent in 1985 is relatively high in South-East Asia
(World Almanac, 1987).

The majority of the people (95%) are

Buddhists (World Almanac, 1987).
Thailand is divided into six regions:

northern,

northeastern, eastern, central, western, and southern, based
on language, beliefs, geography, and especially on
agricultural practices.
Six Regional Agricultural Extension Offices (RAEO) are
under the Department of Agricultural Extension, Ministry of
Agriculture and Cooperatives,

They provide technical
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knowledge to provincial and district offices; receive
policies, plans, and projects from central administration
divisions and use them to set up implementation plans for
the region so as to provide support and develop local staff;
supervise, monitor, and report field operations.

They are

settled down in each region to serve as centers for
agricultural information and extension research study,
agricultual extension planning, organizing training
programs, supervising extension activities, monitoring and
evaluating extension programs, and rendering technical
knowledge services.

Under the responsibility of Regional

Agricultural Extension Offices are Agricultural Extension
Offices at the provincial, district, and sub-district levels
(Appendix A).
Besides disseminating agricultural technologies to
farmers, extension personnel also assist farm families in
planning educational and community development programs.
This study focuses on farmer organizations under the formal
name of "Farmer Associations" in Thailand, and their
leadership needs.
The informal Farmer Association was first established
in 1955 through the cooperation of farmers who intended to
help one another in managing their agricultural businesses.
Finally, the government considered that the Farmer
Association was important, and therefore formally
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established the Farmer Association in 1972 by Decree #140
and 141.
The number of Farmer Associations increased rapidly in
the first ten years, and consequently, there are now

3,876

Farmer Associations and with a total membership of 486,664
as of August, 1987 (Agricultural Administrative Development
Division, Department of Agricultural Extension, 1987).

Each

Farmer Association, based on a main agricultural product,
has at least 30 persons (e.g., paddy-land, upland crops,
horticultural crops, livestock husbandry, fisherman, aquatic
culture, silkworm culture, mushroom culture, etc.). If there
are different agricultural occupations in a sub-district,
there may be more than one Farmer Association.

The Thailand

government encourages Farmer Associations by providing
farmers with a stronger bargaining position via the
middlemen in marketing their crops at the highest available
price, and supplying fertilizers, farm equipment, machinery
and other farm factors at the lowest possible price.
Furthermore, Farmer Associations are able to provide farm
credit from governmental banks for the members' activities
on the farm. Agricultural extension activities which
provide agricultural information and technology to farmers
is effectively and efficiency provided through these Farmer
Associations.
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Each Farmer Association is managed by a committee of
leaders elected by members, and composed of five positions;
chairperson, vice-chairperson, treasurer, secretary, and ex
officio member.

The chairperson of each Farmer Association

is a member of the District Central Committee of the Farmer
Association. District Central Committee members elect
officers to guide their activities.

The same pattern

(process) holds true at the provincial, regional, and
national Central Committee level (Appendix B).

However,

both the chairperson and vice-chairperson of each region are
members of the National Committee.

Extension workers

provide information and support to the different levels of
the Farmer Association.
Key questions arise as a result of the organization of
Farmer Associations in Thailand.

What leadership needs

exist in these Farmer Associations?

How can leadership of

these Farmer Associations be enhanced?
Purpose of the Study

The main purpose of this study was to describe the
leadership roles of leaders of Farmer Associations in
transferring new technologies to farmers in Thailand. A
secondary purpose was to describe the need for leadership
training.
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The objectives of this study were as follows:
1.

To identify the characteristics of Farmer
Association leaders.

2.

To identify the leadership activities performed by
Farmer Association leaders.

3.

To identify the perceptions regarding selected
leadership concepts of these leaders.

4.

To identify the need for leadership training of
Farmer Association leaders.

5.

To compare the dependent variables of these leaders
by selected demographic data.
Need for the Study

In this study, Farmer Associations were studied
regarding their leadership role in the organization.
Chairpersons of the Farmer Associations are elected by the
voting members every year. A chairperson is one of the
members and manages group activities for all members,
administrates the committee activities, and contacts outside
resource people.

Some of these chairpersons are elected to

serve a two year period on a Central Committee of Farmer
Associations.
A review of the literature made it clear that an
organization which is useful to members, and works
efficiently, is often based on the leadership ability of
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those elected to Igad.

Peters and Waterman (1984)

identified the following vital factors regarding the
efficiency of an organization:

(1) having a sound

philosophy, (2) having acceptable and clear values, (3)
providing positive reinforcement, (4) giving due
recognition, (5) supportive innovativeness, (6) motivating
people along the line of human nature.

Abeysekera (1986)

reported that an organization cannot achieve its objectives
if members are not motivated, if members do not have
reliable leadership, if members' values are not clear to
them, if communication is blocked, if action is delayed, and
if clients' views are not considered.

In this way, it

becomes essential for the leader of the organization to have
skills in administration, management, public relations and
human behavior.
Therefore, these skills are suitable for leadership.
Lassey and Sashkin (1983, pp. 11-12) stated:

"Leadership is

clearly a role that leads toward goal achievement, involves
interaction and influence, and usually results in some form
of changed structure or behavior of groups, organizations,
or communities."

Stogdill cited by Lassey and Sashkin

(1983, p. 11) suggested that there were eleven perspectives
of leadership: (1) a function of group process, (2)
personality or effects of personality, (3) the art of
inducing compliance, (4) the exercise of influence, (5) a
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form of persuasion, (6) a set of acts or behaviors, (7) a
power of relationship, (8) an instrument of goal
achievement, (9) an effect of interaction, (10) a
differentiated role, and (11) the initiation of structure.
Techniques of leadership should be involved in a direct
training program in order to improve leaders' leadership
ability.

Bass cited by Lassey and Sashkin (1983, p. 31)

indicated that
Leadership training apparently aims to;
(1) increase the ability to solve the problems of
those to be led;
(2) reinforce success as a leader by giving
opportunities to attempt leadership and to see
the effects of the attempts; and
(3) increase motivation to attempt leadership.
Implications of the Study

The purpose of this study was to identify the
leadership roles of chairpersons of Farmer Associations and
their needs for leadership training.

From this study, the

Thailand Department of Agricultural Extension, which plans
programs based on the National Social and Economical
Development Plan, and other government policies, could
consider the needs of target audiences in planning programs.
Based on the findings of this study and others like it,
government administrators could make decisions in setting
policy priorities.

Policy and programs on developing

leaders by training could also improve efficiency management
of Farmer Associations.

More effective management of each
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Farmer Association will mean less government support needed
by each Farmer Association.

Therefore, the Agricultural

Extension philosophy of "teaching farmers to help
themselves"' could be realized.
Operational Definitions

The following terms are defined to provide clarity in
understanding the research study:
Farmer;

A person who gains most of his/her revenue from an

agricultural enterprise, which may be only one crop/herd or
integrated farming.
Farmer Association; A formral organization of farmers which
is composed of farmers, administered by farmers, and for
farmers.

Its area of responsibility is at the sub-district

level to achieve four main objectives:
1. Provide coordination for selling agricultural
production of members.
2. Provide coordination for buying agricultural
input/factors to members.
3. Provide farm credit at the lowest interest for
short and long term projects.
4. Provide agricultural information and new
technologies/innovations to members.
The Central Committee of Farmer Associations;

An

administrative group of Farmer Associations, which is at a
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higher level than the sub-district.

People in these

positions have two year terms. The committee is elected
from the chairpersons of Farmer Associations and from the
lower levels of each central committee.
Chairperson; A person who is elected by voting to be a
leader in each Farmer Association and the Central Committee
of a Farmer Association.

In this study, the chairperson is

a leader in the provincial Central Committee of a Farmer
Association.
Vice-chairoerson;

A person in the Farmer Association who is

selected by a chairperson to be a committee in the position
of vice-chairperson in the provincial Central Committee of a
Farmer Association.

However, this person still holds the

position of chairperson of the Farmer Association, and the
district Central Committee of the Farmer Association.
Leader;

A chairperson and a vice-chairperson of the

provincial Central Committee of a Farmer Association.
Leadership; The process of interpersonal influence which
moves a group from assessment of its needs and strengths
toward attainment of objectives and goals (Miller, 1986).
An important aspect of leadership is initiation and
maintenance of group structure (Garaon, 1984).
Leadership Perception; The awareness through the sense of
being a good leader in a group.
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Assumptions of the Study

This study was based on the assumption that leaders of
Farmer Associations perceive themselves as the legitimate
leaders of their groups and are recognized as such by
extension personnel.
Limitations of the Study

The study had the following limitations:
1. Inferences and implications of this study were
limited to and assumed to represent only the
leaders in the local Farmer Associations, the
district and provincial Central Committee, not
every Farmer Organization.
2.

The focus of this study was on the leadership
activities, perceptions and training needs of
chairpersons and vice-chairpersons at the
provincial levels in the year 1987-89.

The results

of this study should be used as a reflection of
activities, perceptions, and training needs of
those leaders of the Farmer Associations.
Summary

Thailand, an agricultural country, has about 33 million
farmers or 64 percent of the total population, who provide
over 59.5 percent of agricultural product for export.
Although the government encourages farmers to become
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actively involved in farmer organizations, only 486,664
(1.47%) farmers are members of 3,876 Farmer Associations
(August, 1987).

The association consists of at least 30

farmers who engage in the production of a main agricultural
product. The association provides members marketing,
credit, information, and farm supply services.

Each one is

managed by a committee board which is composed of a
chairperson, vice-chairperson, treasurer, secretary, and an
ex officio member.
In this study, the main purpose was to describe the
leadership roles of leaders of Farmer Associations in
transferring new technologies to farmers in Thailand. A
secondary purpose was to describe the need for leadership
training.
The implications of this study are not only a
reflection of the perceptions of leadership by Farmer
Association leaders, but also as a data-base for the
Thailand government to make decisions in setting policy
priorities and programs on developing leaders by training.
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CHAPTER II.

REVIEW OF LITERATURE

The purpose of this study was to describe the
leadership roles of leaders of Farmer Associations in
transferring new technologies to farmers in Thailand, and to
describe the needs for leadership training.

Only limited

research has been conducted on this topic.

Therefore, the

literature is reviewed in terms of farmer organization and
leadership.

This chapter is composed of six parts, as

follows:
1.

Farmer Associations in Thailand;

2.

Farmer Cooperatives in other countries;

3.

Leader and leadership;

4. Profiles of agricultural development; and
5. Profiles of leadership.

Farmer Association in Thailand

QBÂ History
The Department of Agricultural Extension (DOAE) of the
Ministry of Agriculture and Cooperatives is the organization
directly concerned with the farmer families in the process
of agricultural development.

DOAE has developed its

structure and functions suitable to the tasks to cope with
farmer needs and problems in a changing social and economic
situation.

According to DOAE (Undated), overall policy of
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DOAE in 1987-1991 toward farmers included:
1. encouraging farm groups to merge into farmer
institutions, and improve efficiency of existing
groups.
2. developing extension projects and plans which
specifically fit local conditions and serve as
effective mechanisms of promoting agricultural
production in line with prevailing conditions and
market demands.
3. providing production inputs sufficient for all
farmers, and support the realistic effectiveness of
the agricultural production policy.
The total amount of personnel in DOAE (Undated) in
December, 1985 was 11,615 and 83.48 percent (9,697 persons)
were deployed to rural areas working directly with farmers.
Therefore, the government has charged DOAE with the
responsibility for supporting, directing and guiding Farmer
Associations.

The scope of operation of the Farmer

Association in Thailand is extensive.
Authority and Responsibility
The Farmer Association (FA) in Thailand was established
under the Decree #140 and 141, May 1, 1972.

The FA is a

corporate body with perpetual succession and a common seal.
Therefore, it has the power to enter into contracts to
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institute and defend actions, suits and legal proceedings,
and to do all things necessary for the purpose of achieving
its objectives.

Also, it has the authority to seek for

funds from monetary institutions, belongs to government and
private sectors in order to provide activities that are
useful to members. Once each FA is strong enough to manage
its activities in line with cooperative principles, it can
be registered as a cooperative under the Cooperatives Act.
This situation is the main reason why the Thailand
government enacted Decrees #140 and 141.
the basic farmer cooperative in Thailand.

Therefore, FA is
In order to serve

the interests of its members, certain objectives guide the
activities of the FA.
Objectives of a Farmer Association
A Farmer Association may be formed with the objectives
of promoting the economic and social interests or wellbeing
of its members or member-units through direct participation.
According to the Agricultural Administration Development
Division, DOAE (1980), without prejudice to the generality
of the foregoing, the following activities may be undertaken
for the purpose of achieving the objectives;
1.

Expansion of the agricultural production of farmers
so as to promote greater diversification and
commercialization of agriculture and expansion and
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promotion of agri-business.
Making available farm supplies and daily
necessities including other facilities required for
progressive farming and better rural living.
Provision of extension services and training
facilities to farmers so as to equip them with the
technology essential for the advancement of
agriculture, animal husbandry, home-economics,
agri-business, and other commercial enterprises.
Provision of marketing services, storage, drying
complexes, warehousing, and other facilities.
Operation and provision of transportation and
facilities to enhance agricultural marketing and
related operations.
Provision of credit facilities and services, and
promotion of greater investment in agricultural and
economic pursuits.
Provision of farm mechanization facilities and
services necessary for modernizing farming
operations.
To promote, encourage, facilitate, and offer
services for rural savings.
To promote and stimulate group action through
various community projects and facilitate
leadership development.
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10. Facilitation of capital formation, and promote
investment among farmers through equity
participation in commercial and agri-business
ventures.
11.

Provision of social services, educational, and
recreational facilities to enhance the social
advancement, and wellbeing of farm families.

12.

To assist members in acquiring land, and to
undertake land development projects for the benefit
of members.

Organization and Administration
A Farmer Association committee board elected by members
has the authority to manage its own group at the subdistrict
level for one year. Afterward, the number of FA increases
until coordinations among themselves or among FA and
government, or other representative groups are rather
difficult. It is necessary to have a central committee of
FA at a higher level than the subdistrict (district,
province, region, and nation) in order to coordinate and
close the gap among each level of FA.

Therefore,

Agricultural Administration Development Division, DOAE
(1981) provided guidelines for the establishment of a
central committee at different levels to represent FA for
the following purposes:
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1. to propose opinions, solving problems in agricultural
occupations and FA's activities, and guide
government, and other related institutions.
2. to enpower PA to solve problems in agricultural
production, management, and marketing.
3. to liaise with government officials and the private
sector in developing agricultural policies.
4. to manage problem-solving, and decrease conflict
between FA, and other institutions.
Farmer Cooperatives in Other Countries

The term "cooperative" usually refers to an economic
enterprise operated on the basis of joint-ownership and
self-help.

A cooperative is a type of company organized by

and for groups of people who wish to satisfy their direct
interests.

A cooperative enterprise has a direct connection

with the needs and economic interests of its members (The
Swedish Institute, Undatedl).
During their emergence, cooperative enterprises have
developed a number of cooperative principles or rules of
conduct.

According to the Swedish Institute (undatedl),

these principles include:
1.

Open membership; no one may be excluded.

2.

Independence from political parties and religious
denominations.
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3. Democratic administration - one member, one vote.
4. Limited return on investments; patronage refunds in
proportion to purchases made; a cooperative society
is an association of people, not of capital.
5.

Capital formation for development and economic
independence.

6.

Informational activities.

7.

Cooperative teamwork.

The cooperative movement emerged in Europe in the
1880s, during the transition from an agrarian to an
industrial economy. The leading country was England, where
individual cooperative societies had arisen as early as the
end of the 18th century.

Several countries also have

cooperatives to run their agricultural enterprise.
Approximately 1,700 cooperative organizations in 66
countries (The Swedish Institute, Undated2) have adopted the
fundamental principles recommended by the International
Cooperative Alliance, which was formed in 1895.
Farmer Associations operate on the same principles and
methods as Cooperatives. However, there is only a few
research studies on Farmer Associations.

In this study the

literature review focuses on only two countries -Sweden and
Taiwan- which have the same Farmer Association structure as
that of Thailand.
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Farmer Cooperation in Sweden
According to the Swedish Institute (Undated2), the
cooperative movement developed through several parallel
organizations in the field of agriculture.

During the 19th

century various organizations were formed to support the
development of agriculture.

County agricultural societies

and regional agricultural committees were formed. They
later evolved into farmer associations which were
responsible for collective purchasing on behalf of farmers.
At first, the various associations did not work
together and were consequently short-lived.

Only around the

turn of the century did they begin to collaborate, and the
first national association was formed in 1895. Ten years
later there were 11 national associations and 380 local
farmer associations. It was not until the 1930s that these
branches of the cooperative movement assumed their presentday policies and structures.
The Federation of Swedish Farmer Associations (formed
in 1939), and the National Farmers Union (formed in 1929)
merged in 1970 to form the Federation of Swedish Farmers
(LRF).

LRF is the central coordinating body for both trade

union and economic activities of Sweden farmers.

LRF's task

is to safeguard agricultural interests at the central level,
e.g., in negotiations about agricultural pricing.

The LRF

also provides services for its member organizations and for
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individual members. These services include training
facilities for members and their employees, rationalization
and business development, book keeping and costing, and
legal advice to member organizations as well as to
individual farmers.
In 1982, the agricultural cooperative movement
consisted of 16 national organizations which coordinated
their work through LRF. The trade union aspect of farmer
organizations has members organized into local branches and
county or provincial associations.

The individual farmer is

generally a member of one local organization on the trade
union side, and one or more cooperative societies on the
economic side. Economic and trade union activities are
brought together in a joint annual assembly and board of
directors.

Internationally, through Swedish Farmers

Services, owned by LRF, Swedish agricultural and forestry
cooperatives offer a broad register of knowledge and
resources for widespread agricultural and forestry
development.
The agricultural cooperatives provide guaranteed sales
and stable prices, and take care of product development and
marketing. The cooperatives help regulate the market, smooth
out surpluses and shortages during the year and in different
parts of the country, ensure food supplies and assume
responsibility for reasonable and even price levels on food.
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Altogether some 75% of agricultural output passes through
these cooperatives.

They comprise 15 different branches.

The most important ones are dairy production, meat
production, forestry, supplies, and credit.
The cooperatives are very important to the Swedish
Society today.

They are organizations which fit the category

of "popular movements".

A crucial part of the cooperative

development is mobilization of people, member involvement
and member influence.

The foremost problem of cooperative

enterprises today and in the future is to maintain, develop,
and strengthen these qualities.

At present, members of the

cooperative movement are discussing and testing ways of
strengthening member influence, which is the fundamental
basis of all cooperative enterprise.
Farmer Associations fFAl in Taiwan
According to Wu (1983), the first Farmer Association
was organized by Taiwanese farmers themselves in 1900,
without legal status, to pursue the following aims;
encourage expansion of cultivated areas, secure right of
cultivation, request tax reduction.

It was legalized by the

Japanese government in 1908 with the following authorities
granted;

compulsory enrollment of farmers and membership

fees collection, and the right to operate economic business.
In accordance with the new regulations promulgated by the
Japanese in 1937, a two-level bureaucracy was created by
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establishing a Taiwan Farmer Association above the eight
state farmer associations.

Farmer association township

branches were also established under each state farmer
association.
In 1944, to enhance war-time control of food production
and supply, the Japanese promulgated the "Taiwan
Agricultural Society Law" by combining all farmer
associations, credit cooperatives, agricultural
cooperatives, livestock associations, fruit cooperatives,
fertilizer supply cooperatives, and forestry associations
into the Taiwan Agriculture Society, state Agricultural
Society, and township Agricultural Society.

By that time a

three-level bureaucracy of the agriculture society was
established.

The Agriculture Society at each level was

headed by the head minister of government.

Since

integration had taken place, farmer associations became
agricultural societies by combining extension, market,
supply and credit programs into one agency.

In 1945, when

Taiwan was restored to China, the Agriculture Society was
renamed as the farmer association. Farmers were allowed to
elect the president of each farmer association.

In 1946,

cooperatives were seperated from farmer associations
according to new regulations, but they were soon combined
again in 1949. Although the farmer association was
reorganized in 1950, 1974, and 1981, its organizational
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Structure and plural goals have not been changed.
Basically, it still maintains a complex type of
organization.
The components of the organization will be discussed in
terms of input, output, structure, and target.

The FA

obtained its inputs mainly from business surpluses, and had
to rely upon its business as a source of extension input as
well as personnel salary. The output is evaluated in terms
of growth of agricultural production, and thus can be
considered to have both cultural and economic goals.

This

kind of organization may be called a complex organization.
Cultural goals are identified as ideal goals and economic
goals as actual goals.

Structure and target of FAs extend

their extension programs for membership of farm families.
Since more than 90% of the farm families in Taiwan are
affiliated with FAs, their extension programs can cover the
majority of farm families. FAs build their extension
programs around the need of farm adults, farm women, and
rural youth.

Nevertheless, FAs also pay special attention

to commercial crops that are not catered by other agencies,
such as mushrooms, asparagus, vegetables, livestock, small
grains, and rice.

Very often, FAs integrate these programs

into farm adult education programs. This integration in
programs forced extension education programs to be fused
into market programs. Therefore, practically all farm adult
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extension programs are economically oriented, and only home
economics and rural youth programs are educationally
oriented.

Extension programs of FAs can reach farm families

effectively through their village networks.
Farmer Associations historically have established their
leadership among farmers in rural development.
Representatives of farmers elect board of director members
who in turn assign one general manager to operate the
association.

Through this democratic process and the

multiple role of farmer associations, channels for farmers
to participate in agricultural activities and other sociocultural affairs were created.

The need for using existing

local agencies in extension is well stated by Franco as
cited by Wu (1983, p. 10);
"Organization and agencies already have groups of local
people who have been brought together for special
reasons. These groupings, the leadership, and the
interests can be utilized to make contacts and develop
programs."
Suggestions for Farmer Associations in Taiwan, by Wu
(1983), was that FAs established on the cooperative basis
are more suitable to operate supply and market business in
different commodities. Policies should be installed to
encourage farmers to organize cooperatives on the basis of
one or few crops.

According to Liu (1985) in the future the

FA - based extension services will cover the economic
problems such as supplying high yielding varieties.
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implementing the contract farming of specialty crops and
livestock, helping farmers apply for loans, assisting in the
establishment of necessary infrastructure, and in the
purchase of farm machinery, fertilizers, pesticides, feeds,
etc. Liu was of the view that these services could be
supplemented by educational programs of District
Agricultural Extension Stations.
Farmer Associations, like any other human organization,
cannot achieve their objectives without effective
leadership.

Therefore, the following paragraphs focus on

the qualities and roles of leaders. From the review of
literature, cooperative movements depend mostly on their
leaders for success.

In Thailand, leaders or chairpersons

of the Farmer Associations have important roles in (1)
providing news, information, and innovation to members, (2)
being advocates, and (3) managing enterprise or activities
to reach group goals and objectives, and gain benefits for
the members.

However, most FAs' leaders in Thailand are

senior citizens, and/or local leaders.

Lack of young

members who have leadership qualities is one of the most
serious problems of the FA in Thailand at present.
Therefore, the need for leadership training of the younger
generation to be effective leaders is very critical.
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Leader and Leadership

Definition

Leader

The term "leader" has often been defined by various
authors based on their own perspectives.

Seal et al. (1962)

described leaders in a group as those who command and guide.
However, a leader is credited with both the successes and
failures of a group.

Yukl (1981, p. 3) also stated that

"one or more group members, at various times, can be
identified as a leader according to some observable
difference between the person(s) and other members, who are
referred to as "followers" or "subordinates".
Some authors defined leader according to the term
"leadership". Seal et al. (1962, p. 35) said that,
"A leader is anyone whose ideas are helping to give
direction toward the common goals of the group. Or to
paraphrase once more: An individual is a leader in
any social situation in which his ideas and actions
influence the thoughts and behavior of others."
Yukl (1981, p. 4) viewed leader in term of "leadership"
as distinct from "fellowship" as:

"The person who has the

most influence in the group and who carries out most of the
leadership functions is designated the leader.

Other

members are followers, even though some may be leaders of
subgroups, or may assist the primary leader in carrying out
leadership functions."
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Working with other people requires understanding of
others and of one's self.

Such understanding is a valuable

leadership tool. Understanding the other members of the
group is one of the first steps in becoming an effective
leader. Powers et al. (1980) gave suggestions for leaders
of groups and organizations about methods for
implementation:
1.

Leaders should react to members with consistency.

2.

Leaders should try to understand the social,
cultural, and physical environment of members as
well as their physiological capacities for various
tasks.

3.

Leaders should recognize that "personalities" are
relatively "fixed" at the adult stage, and that
leaders must work with people rather than on them.

4. Leaders should remember that a person joins a group
to meet one or more basic needs.

Consequently,

leaders must try to see the relationship between
the required activities and his/her personal needs.
5. Leaders should also remember that leaders strive to
keep all of their needs fulfilled, but that leaders
concentrate on the most potent ones at any given
time. A leader can motivate people by equating
his/her group's goals with the needs that the goals
are designed to satisfy.
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6.

Leaders should take into account the need for
security of people in new situations.

This factor

suggests personal contact, and the provision of
knowledge about the group in the recruitment of new
members.
Psfinition af Leadership
Leadership is usually defined according to a
researchers' individual perspective, and the aspect of the
phenomenon of most interest to him/her.
Yukl (1981) defined leadership in terms of individual
traits, behavior, influence over other people, interaction
patterns, role relationships, occupation of an
administrative position, and perception of others regarding
legitimacy of influence.
Leadership has been defined in terms of individual
traits, behavior, role relationships, influence over other
people, interaction patterns, and perception of others
regarding legitimacy of influence. Some definitions of
leadership, as cited by Yukl (1981, pp. 2-3) are as follows:
Leadership is "the behavior of an individual when he is
directing the activities of a group toward a shared
goal" (Hemphill & Coons, 1957).
Leadership is "interpersonal influence, exercised in a
situation, and directed, through the communication
process, toward the attainment of a specified goal or
goals" (Tannenbaum et al., 1961).
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Leadership is "the initiation and maintenance of
structure in expectation and interaction" (Stogdill,
1974).
Leadership is "a particular type of power relationship
characterized by a group member's perception that
another group member has the right to prescribe
behavior patterns for the former regarding his activity
as a group member" (Janda, 1960).
Leadership is "an interaction between persons in which
one presents information of a sort in such a manner
that the other becomes convinced that his outcomes
(benefits/costs ratio) will be improved if he behaves
in the manner suggested or desired" (Jacobs, 1970).
Definitions of leadership usually have as a common
denominator the assumption that it is a group phenomenon
involving the interaction between two or more persons
(Janda, 1960).

In addition, Yukl (1981) indicated that most

definitions of leadership reflect the assumption that it
involves an influence process whereby intentional influence
is exerted by the leader over followers.
Bass (1960) indicated that leadership is accomplished
by initiating structure - making others more able to
overcome the obstacles thwarting goal attainment activities,
including instructing, supervising, informing, ordering, and
deciding.
Lassey and Sashkin (1983) pointed out leadership as a
role that leads toward goal achievement, involvement,
involves interaction and influence, and usually results in
some form of changed structure or behavior of groups,
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organizations, or communities. Strength of personality and
ability to induce compliance or to persuade are critical
variables in the effectiveness of leaders, but their
relative influence depends on time and circumstance. Other
leadership variables are more directly applicable to
behaviors in group situations.

These might be classified as

functional definitions of the leadership role.

Anyone who

performs these functions is fulfilling a leadership role,
regardless of his/her formal status in the group.
Paul Pigors, as cited by Seal et al. (1962, p. 35),
indicated that "leadership is a process of mutual
stimulation, which by successful interplay of relevant
individual differences, controls human energy in pursuit of
a common cause."
Leadership, according to Bass (1960), is influenced by
others in a group.

Leadership is the observed effort of one

member to change other members' behavior by altering the
motivation of the other members or by changing their habits.
If the leadership is successful, what is observed is a
change in the member accepting the leadership. Changing
behavior by disturbing the central nervous system is
arbitrarily excluded, but psychotherapy and teaching are
included within the meaning of leadership. He also stated
there are differences in meaning related to leadership as
related to behavioral contagion, influence, and
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followership.
&9A49F9hiP Activities
Mann, as cited by Lassey and Sashkin (1983), defined
four basic types of leadership activity.

The first type

consists of technical work, the performance of specific
production - task activities involved in manufacturing or
service.

The second type involves interpersonal activities,

work focused on the management of interpersonal relations,
or human relations.

The third type is administrative work -

planning, organizing, cordinating, and, in general,
attending to the normal responsibilities of a manager. The
fourth and final type is called institutional activities,
representing the organization to other organizations (e.g.,
government agencies), and to the public in general.
Benn and Sheats, as cited by Lassey and Sashkin (1983,
pp. 12-13), identified two sets of leadership functions as:
1.

Task functions must be executed to rationally
select and achieve goals. These include initiating
activity, information seeking, information giving,
opinion giving, elaborating, coordinating,
summarizing, testing, feasibility, evaluating, and
diagnosing.

2.

Maintenance functions associated with emotional
satisfaction are required to develop and maintain
group, community, or organizational viability.
These include encouraging, gatekeeping, standard
setting, following, expressing group feelings,
consensus talking, harmonizing, and tension
reducing.
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Leaderghip effectiveness

J.

Conceptions of leadership effectiveness (LE) differ
from author to author.

Yukl (1981) stated that a major

distinction is the type of consequence or outcome selected
to be the effectiveness criterion.

The most common

measurement of LE is the extent to which the leader's group
or organization performs its task successfully and attains
its goals. In some cases, objective measures of performance
or goal attainment are available.

In other cases,

subjective evaluations of performance are used, including
rating of the leadership's effectiveness in carrying out
his/her duties and responsibilities, and rating of the
group's success in carrying out its mission, as perceived by
the leader's superiors, peers, or subordinates.

LE is

occasionally measured in terms of the leaders' contribution
to the quality of group processes, as perceived by followers
or by outside observers.

Therefore, the selection of

appropriate criteria of LE depends on the objectives and
values of the person making the evaluation.
Leadership has been studied in different ways, as Yukl
(1981) pointed, depending on the researcher's conception of
leadership and methodological preferences.

Nearly all of

the research can be classified into one of the following
four approaches: (1) power-influence approach, (2) trait
approach, (3) behavior approach, and (4) situational
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approach.
For the purpose of this study, an examination of leader
behavior was brought into practice.

The actions of a leader

were described by Yukl (1981, p. 92) in terms of "activities
patterns', "managerial roles", or "behavior categories".
Activities are defined as observable events.

Empirical

studies on managerial work activities have been limited in
number and scope.

Mintzberg, as cited by Yukl (1981),

reviewed the results from much of this research, and
concluded that managerial work appear to have several
distinguishing characteristics:
1.

Pace of work. The typical manager performs his/her
work at "an unrelenting pace."

2.

Activity duration and variety.

Managers typically

engage in a great variety of activities during a
work day, and they tend to spend only a brief amount
of time on each activity.
3.

Action versus reflection.

Managers tend to

gravitate toward active aspects of their jobs, and
they prefer activities that are non-routine but
well defined.
4.

Use of communication media. Each medium is used
for somewhat different purposes to obtain
information.

5.

Interaction patterns.

Managers spend considerable
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time in lateral communication and contacts with
persons outside of the immediate organization
subunit.
In most critical incidents studies, similar behaviors
are grouped into categories, either by researchers or by
some of the respondents. The following types of leader
behavior were considered important by respondents in most of
the studies (Yukl, 1981):
1.

Planning, coordinating, and organizing operations.

2. Establishing and maintaining good relations with
subordinates.
3.

Supervising subordinates (directing, instructing,
monitoring performance).

4.

Establishing effective relations with superiors,
associates, and outsiders.

5.

Assuming responsibility for observing
organizational policies, carrying out required
duties, and making necessary decisions.

The greatest number of studies on leader behavior have
used questionnaires to describe what leaders do.

The

program of questionnaire research on leadership under the
Ohio State University Leadership Studies was initiated in
the late 1940s, for the identification of leadership
behavior for the attainment of group and organizational
goals.
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The questionnaire responses in these studies were
factor analyzed to determine which behavior items were
highly intercorrelated and to identify meaningful clusters
of related items.

The analyses indicated that subordinates

perceived their leader's behavior in terms of two distinct
categories of leadership behavior - "consideration", and
"initiating structure".

Consideration includes behavior

items concerned with leader supportiveness, friendliness,
consideration, consultation with subordinates,
representation of subordinate interests, openness of
communication with subordinates, and recognition of
subordinate contributions.

These "relationship oriented"

behaviors are all instrumental for establishing and
maintaining good relationships with subordinates.
Initiating structure included behavior items concerned with
directing subordinates, clarifying subordinating roles,
planning, coordinating, problem solving, criticizing poor
work, and pressuring subordinates to perform better. These
"task-oriented" behaviors are instrumental for efficient
utilization of personnel and resources in the attainment of
group goals.

Both consideration and initiating structure

involve leader influence over the motivation and behavior of
subordinates (Yukl, 1981).
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L9949F Training
Democratic persons can be leaders, but these leaders
need education.

Beal et al. (1962) pointed that since every

member of a democratic group is a leader or a potential
leader, it becomes his/her duty to inform himself/herself
regarding the problems of that group. If he/she is to make
intelligent decisions and suggestions for action which will
provide leadership for his/her group, he/she must accept
responsibility.

Responsibility calls for knowledge:

knowledge of the group and its goals, knowledge of alternate
means by which the goals may be sought, and general
knowledge of the area in which the group operates. Thus a
full circle in pointing up the relationship between
democracy and education has occurred.
Education is regarded by Rao (1987) as part and parcel
of the overall social economic system of any society, and
the principle role of education is to promote and improve
the knowledge and value system of a given society. The
development of the society depends on the education system
that it follows.

Education is also a life long process

through which knowledge, ideas and skills of an individual
develop either in a formal or informal manner.

When proper

values are absorbed, the individual becomes a useful part of
the society.
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Stogdill (1974) indicated that training procedures are
seldom described in detail.

For this reason it is difficult

to determine the extent to which subjects are given direct
training in methods that may be used to gain and hold a
position of leadership.

Stogdill (1974) also reported that

training for leadership has been most widely used in
industry, the armed services, and educational
administration.

The earliest reports of leadership training

were concerned primarily with statements regarding the need
for and value of training, descriptions of programs, and
discussion of problems.

Stogdill (1974) concluded that the

research on leadership training is generally inadequate in
both design and execution.

It has failed to address itself

to the most crucial problems of leadership - consequences of
training for acquisition and retention of the role,
maintenance of leadership under concerted challenge of the
role, and effect of leadership on group performance and
member satisfaction. Training that ignores these issues can
hardly be called training in leadership.

The leadership

training, according to Bass cited by Lassey and Sashkin
(1983), apparently aims to: (1) increase the ability to
solve the problems of those to be led; (2) reinforce success
as a leader by giving opportunities to attempt leadership,
and to see the effects of the attempts; and (3) increase
motivation to attempt leadership. It is probable that those
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programs attempting to increase proficiencies rather to
modify aptitudes or personality traits are more likely to
succeed.
Leadership training gives many benefits to a person in
a group and society.

Stogdill (1974) noted that the early

research on training of group members in patterns of
behavior characterizing successful leaders suggests that
individuals profit from such training becoming more active
and effective leaders.

Stogdill also brought references

from other authors, which he cited (1974, p. 180) as
follows:
Maier (1950) demonstrated that discussion groups with
skilled leaders produce better decisions than those
with unskilled leaders.
Maire and Hoffman (1960) stated that groups with
trained leaders produce discussions of higher quality
than those with untrained leaders.
Maier and Hoffman (1964), and Maier and Solem (1962)
found that leaders using a problem-solving approach
help their groups to achieve solutions of higher
quality than do leaders who apply financial incentives
or concentrate on a solution.
Barnlund (1955) demonstrated that trained leaders in
comparison with a control group improved in leadership
quality in group discussion, regulated participation
more, and exhibited greater ability to resolve conflict
in group discussion.
Results of the above studies suggested that direct training
in the techniques of leadership tends to improve trainees'
leadership ability (Stogdill, 1974).
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Training for leadership skill is needed by leaders who
desire to have advancement in a group and provide much more
usefulness to members. Therefore, an important question is
"Are needs in leadership training different among leaders?".
Profiles of Agricultural Development

In this section, literature about agricultural
development that concerned cooperatives, farmers, and
adoption of innovation was reviewed.
Baviskar and Attwood (1984) indicated that the success
or failure of rural cooperatives in India is related to
geographic and social factors.

Regions with more open

social stratification systems where local initiative is
involved in managing cooperatives are more conductive to
successful cooperatives than are areas with rigid
stratification.

The development of mutual interest among

large and small farmers is crucial and depends on type of
enterprise and product.

Close links with the interests of

dominant castes and political leaders at the regional,
state, and national levels are also influential.
Feldman and McCarthy (1984) identified economic,
political, and policy constraints that shape the structure
and implementation of cooperatives development strategy in
East Pakistan and Bangladesh.

Despite their differences,

strategies have consistently placed a high priority on the
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needs of capitalist agriculture and the attendant
consequences of its growth, mobilizing rural resources to
institutionalize the utilization and distribution of modern
inputs.

It was demonstrated that agricultural development

strategies have come to be as important as industrial
priorities.
The agricultural practices of past decades have proved
the importance of cooperation in the field of production
development. The Hungarian National Union of State Farms
(1985) found that the union's organization should include a
central unit concerned with corporative leading; extension
units; other services concerned with various economic
activities such as operating a self-accounting system; and
branch committees promoting the work of member farms in
specialized production enterprises.

Jochimsen (1983)

supported the idea that the contribution of extension is to
get higher income by reducing expenditure.

He indicated

that the difference between costs and returns is what leads
to profitability, and that therefore the aim of advisory
services should be to justify expenditure by high returns.
Jochimsen further indicated that Chambers of Agriculture can
keep down input costs by providing good information
services, and finally the Chambers' activities in educating
farmers in marketing skills.

He concluded that government

has an important role to play in the development of rural
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has an important role to play in the development of rural
organizations.
Most of the government projects in rural areas will
succeed or fail depending on farmer involvement.

Lowdermilk

(1985) pointed that three basic questions concerning farmer
involvement in rural projects in India were;

the need for

farmer participation; why farmers do not cooperate more
effectively with aid agencies; and useful lessons about
farmer participation which can be applied.

Farmers need to

be involved in projects because of their historical
involvement, because of experience which indicates that
efficiency can only be improved with farmer participation,
and because of farmers' right to take part in any decision
which effects their lives.

Experiences in many countries

indicate that there may be common constraints in trying to
gain more farmer participation, particularly since public
gravity systems have not generally worked well for farmers,
and because large bureaucracies do not respond well to local
needs.

The major lessons learned in Asia which may be

relevant to Thailand include the following: (1) no
blueprint exists for gaining effective farmer involvement;
(2) farmers do respond to adequate incentives and
interventions; (3) government policies are required which
provide incentives and authority for farmer organizations;
(4) farmer organizations should be initiated where a
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(5) local forms of organization should be built upon,
beginning with small units; and (6) the capacity of the
implementing agencies should be increased.
Institution of Philippine Culture Ateneo Manila
University (1985) examined several methods used by farmers
to manage community development through pursuasion. These
were either culture-specific (e.g., mobilization of labor
and cash resources, or imposition of discipline among system
members) or cross-cultural (e.g., creation of mini-unit
organizational structures and the presence of leadership in
all parts of the system). Since these mechanisms represent
the farmers' solutions to organizational challenges specific
to community systems, they require careful attention in
development efforts.
An analysis of innovation diffusion in the process of
rural development in northeastern Thailand was done by Nobe
(1986).

Nobe identified specific aspects of the development

process and found: (1) more positive adoption of
agricultural innovations by richer farmers; (2) poorer
farmers' use of social networks among close relatives to
share agricultural innovations; (3) richer farmers' tendency
to invest in education for their children rather in
additional land or equipment, thus minimizing social
differences in innovation; (4) use of social networks as an
effective means for introducing agricultural innovation by
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development agencies; (5) use of wage labor as a means for
mobilizing rural development, which destroys traditional
systems of group work and diminishes the effectiveness of
social networks.
Casual relationships between information sources and
different factors influencing the adoption of agricultural
innovations were investigated in a study by Malhotra et al.
(1983).

Sources of information used in decisions involving

different agricultural practices were classified into three
categories - mass media, interpersonal cosmopolite, and
interpersonal localité - which were found to differ with the
farmers socioeconomic characteristics. The result revealed
that most of the variation in information sources was
accounted for by farmers' systematic linkages (e.g., radio,
newspaper, agency contacts) and social participation.
Communication has a role in diffusion of innovation,
especially in small groups, such as Farmer Associations.
According to Schultz (1986) who studied communicative
correlates of perceived leaders in small groups,
communication functions allow for identification of
potential group leaders.

He found that while leaders are

chosen for their positive qualities, they embody negative
qualities as well. Gemmill (1986) studied the mythology of
the leader role in small groups, and proposed that the
leader role in a small group is a myth unconsciously
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invented by group members to ward off anxieties and
uncertainties associated with the day-to-day exercise of
interpersonal power.
Profiles of Leadership

This section is a review of research on leader and
leadership. A limited amount of research has been carried
out which analyzes the leadership role of agricultural
leaders in farmer organizations.

Extensive efforts have

been made and documented regarding theories and principles
essential to the development of leadership, but none has
revealed any correlation between leadership perceptions and
agricultural variables.
Characteristics of farm leaders as personal, social,
and economic which affect the diffusion of agricultural
information were studied by Ganorkar and Khonde (1983).
They found that certain socio-economic characteristics are
more important than caste in assessing village leadership
patterns.
An investigation of the prominence of the concept of
leadership in the collective consciousness of the social
sciences was reported by Meindl et al. (1985).

In their

archival studies of Wall Street Journal articles on doctoral
dissertations related to the topic of leadership, and of
articles in business periodicals, the level of attention to
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articles in business periodicals, the level of attention to
leadership was examined in relation to national, industry,
and firm variation in performance. In experimental studies,
the effects of performance outcome levels on the strength of
leadership attributions were measured. The results support
an attributional perspective in which leadership is
construed as an explanatory concept used to understand
organizations as causal systems.
Persson (1984) studied about charisma, free riders, and
collective action.

Collective action generates pure public

goods, which, presupposing individualist maximization,
causes "free rider" behavior.

It is urgued that individuals

are able to pursue nonindividualist goals such as solidarity
and altruism under certain circumstances.

As a rule,

however, it is a sort of conditional solidarity or altruism,
i.e., the action is taken only if others do it as well,
which poses problems in obtaining the information needed for
action. Charisma is interpreted as a way of solving this
problem:

charismatic leadership makes it clear what the

appropriate action of all others will be.

Moral and

ideology, rather than providing symbolic coercion, are ways
in which members of society are informed about what others
plan to do.
Manz and Sims (1987) studied leading workers to lead
themselves by the external leadership of self-managing work
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generally indicated that the external leaders' most
important behaviors are those that facilitate the team's
self-management through self-observation, self-evaluation,
and self-reinforcement. It was suggested that there is a
legitimate role for external leaders of self-managing work
teams, but that it differs from traditional and
participative leadership roles.
Leana (1985) studied the effects of group cohesiveness
and leader behavior on defective decision making.

Results

showed that members of noncohesive groups engaged in more
self-censorship of information than did members of cohesive
groups. Teams with directive leaders proposed and discussed
fewer alternative solutions to the problem than did groups
with leaders who encouraged members participation. Groups
with directive leaders were also willing to comply with the
leaders' proposed solutions when the leaders stated their
preference early in the group discussion.
Howell and Dorfman (1986) investigated similarities and
differences between professionals and nonprofessionals in
their responses to managerial leadership behaviors and
substitutes for leadership.

Results indicated that role

clarification and support from leaders were important
predictors of workers' job satisfaction and organizational
commitment for both subsamples: formal rules and procedures
were an important supplement for instrumental leadership
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behaviors.

Professionals differ from nonprofessionals in

intrinsically satisfying work tasks and importance placed on
organizational rewards.
Dellva et al. (1985) studied the effect of leadership
behaviors on role conflict/ambiguity and job satisfaction.
It was concluded that relationship-oriented leadership
styles have a more positive impact on subordinate
satisfaction, indicating a need to incorporate leader
behavior into the role stress literature.
Sinha and Sinha (1984) also studied stress as a factor
of shift in leadership styles.

The results indicate that

stress increased the salience of authoritarian style and
decreased the salience of participative style, while there
was marginal increased in the nurturant-task style.
Morrison et al. (1985) investigated the impact of group
members' differential perceptions of their leaders on
splitting dynamics in large groups.

Results indicated that

female leaders with high authority were viewed as more
authoritarian and potent, and tended to be valued less
positively than their male counterparts.

Members perceived

same sex leaders, however, as more active and potent than
opposite-sex leaders. Findings support a psychodynamic view
of the nature of defensive processes activated in large
groups and provide partial validation of a gender-influenced
splitting mechanism.
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Different countries have their own styles of leader.
Misumi, as cited by Smith (1987, pp. 185-186) showed that
leaders highly oriented toward performance and maintenance
are most effective in a wide range of Japanese
organizations.

In conclusion, he discussed whether his

findings differ from those obtained in the U.S.A. due to
cultural differences.

Khadra (1984) studied leadership,

ideology, and development in the Middle East.

It was

concluded that the great man concept is a more important
binding force in Arab society than either ideology or
institutions.
Need for the study
From the foregoing, it is apparent that the success of
farm organizations in Thailand depends on the effectiveness
of the leaders.

This study is an attempt to ascertain the

views of such leaders about their needs for leadership
training in relation to their roles in agricultural
development.
As indicated earlier, the Farmer Association in
Thailand operates on cooperative principles.

The

cooperative idea in Thailand, according to Rose (1977) will
die in two generations if continuous education regarding the
benefits of the cooperative way of doing business is not
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carried on.

Therefore, the necessary role in general

education regarding cooperatives should be setting up all
details for schools and seminars covering cooperative
education for multipurpose agricultural cooperatives to
training people.

Studying leadership roles of leaders of

Farmer Associations and their needs for leadership training
would be a way of developing and enhancing the cooperative
idea for the future.
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CHAPTER III.

PROCEDURE

Statement of the Problem

The overall purpose of this study was to describe the
leadership roles of leaders of Farmers Associations in
transferring new technologies to farmers in Thailand. The
five objectives were: (1) to identify the characteristics
of Farmer Association leaders, (2) to identify the
leadership activities performed by Farmer Association
leaders, (3) to identify the perceptions held by these
leaders regarding selected leadership concepts, (4) to
identify the need for leadership training of these leaders,
and (5) to compare dependent variables of these leaders by
demographic data.
Population and Sample

The population of this investigation consisted of
members of the provincial Central Committees of Farmer
Associations in Thailand, comprised of a total of 510
leaders of the district Central Committees of Farmer
Associations. Lists of names and addresses of district
chairpersons and vice-chairpersons were collected from the
Department of Agricultural Extension, the Ministry of
Agriculture and Cooperatives in Thailand.
The sample was selected using a cluster random sampling
method.

The population was clustered into two groups in
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accordance with the position the Farmer Association leaders
served. There were two leadership positions represented in
this study, the chairperson and vice-chairperson of the
provincial Central Committee.

All these chairpersons and

vice-chairpersons were divided into six geographic groups by
regions as follows:
and south.

north, northeast, east, central, west,

The number of chairpersons and vice-

chairpersons in each region are presented in Table 1.

A

total of 73 chairpersons and 73 vice-chairpersons were
selected to participate in the study.

A master list was

compiled containing a three digit code number, name, and
address for each participant in the study.

Table 1. The number of chairpersons and vice-chairpersons
in each region

Position
Region

Chairperson

Vice-chairperson

North
North-East
East
Central
West
South

8

8

14

14

Total

73

73

17
17

17
17

8

8

9

9
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Instrument Development

The instrument for the collection of data was a
questionnaire.

Questions were designed by the researcher in

consultation with her major professor. Development of the
instrument items regarding characteristics of leaders,
leadership activities performed, perceptions regarding
selected leadership concepts, need for leadership training
among agricultural leaders in different groups, was based on
a comprehensive review of literature, experiences of the
researcher, and suggestions from government personnel in
Thailand.
The questionnaire consisted of three parts.

In part

one, the respondents were asked to indicate and rank their
leadership activities performed and their needs for
training. In part two, the respondents were asked to
indicate their perceptions regarding selected leadership
concepts and their needs for training.

Part three consisted

of questions designed to obtain demographic information and
other data from the respondents.
In parts one and two, respondents were asked to use a
5-point scale (1-5) to indicate the degree of agreement with
the statements on leadership activities performed,
perceptions regarding selected leadership concepts, and need
for leadership training.
follows:

Descriptors of the scale were as

1 = strongly disagree, 2 = moderately disagree,
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3 = neutral, 4 = moderately agree, and 5 = strongly agree.
The questionnaire was reviewed in order to establish its
content validity by the researcher, major professor, three
central extension officers, and six extension officers in
six regions, who worked with the Farmer Associations. They
clarified the statements in the instrument, and made
comments to help improve any vague or unclear parts.

After

revising the questionnaire, it was then submitted to the
staff of the Thailand Department of Agricultural Extension
for a final review to check for validity and suitability.
Afterward, these questionnaires were given to six Thai
chairpersons of Farmer Associations at the district level,
who were not included in the sample of the study, in order
to do a pilot test.

After testing, the questionnaire needed

to be modified and clarified in some sections in order to be
easily understood by the respondents.
Data Collection

The investigator asked the Department of Agricultural
Extension in Thailand to support the research effort by
preparing a cover letter to be attached to the coded
questionnaire and a self-addressed envelope.

The letter

explained the importance and objectives of the research, and
asked for the cooperation of respondents in completing, and
sending back the questionnaires to the investigators.
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To counter the possibility that respondents could not
read and write the English language, the questionnaire was
administered in the Thai language.
Respondents received the questionnaires in two ways:
by mail, and in person while attending a meeting. Handdelivered questionnaires were collected at the end of the
meeting. Follow-up letters were sent after two weeks to
respondents who did not return questionnaires in order to
encourage the respondents to return the questionnaires as
soon as possible.

The second mailing resulted in additional

questionnaires being returned for a total response rate of
85.62 percent (125 of 146 questionnaires).
To support the purposes and objectives of the study,
the investigator and her major professor visited eleven
Farmer Associations in five provinces of four regions in
Thailand during 13 days, June 21 to July 3, 1987 (Appendix
C).

Activities included visiting the Central Market

Organization for Farmers, rice-mill factory, and para-rubber
sheet collection; discussing problems and solutions in
managing Farmer Associations with the leaders; attending the
Farmer Association committee meetings; meeting and
discussing extension education with agricultural extension
staff in the Department of Agricultural Extension (DOAE) and
instructors in the university.
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Analysis of Data

Information obtained from the questionnaires was coded
by the investigator and entered into the computer.

The data

were machine tabulated by the Computation Center at Iowa
State University of Science and Technology.
The analysis of data was as follows:
1. A frequency program was run to check the
completeness of the modified data.
2.

The Statistical Package for Social Science was used
in analyzing this data from this study.

This

procedure yielded percentages, means, and standard
deviations for various tables presented in this
study.
3.

A post-hoc reliability test using Cronbach's
alpha reliability was run to test the internal
consistency of grouped instrument items.

4.

Pearson product-moment correlation was conducted to
determine if there was a significant relationship
among means between the following leadership
variables:- leadership activities performed,
perceptions regarding selected leadership concepts,
need for leadership training, and the demographic
data of leaders.
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5. One-way analysis of variance and a t-test were
conducted to determine which of the means of the
leadership variables were different.

Analysis of

variance and t-test procedures were employed to
determine if:
A.

significant differences existed in mean ratings
of leadership activities performed among
respondents with different characteristics of
leaders.

B.

significant differences existed in mean ratings
of perceptions regarding selected leadership
concepts among respondents with different
characteristics of leaders.

C.

significant differences existed in mean ratings
of the need for leadership training among
respondents with different characteristics of
leaders.

The scales in this study were designated according to
mean values as follows:

less than 1.50 = strongly disagree,

1.50 to 2.49 = moderately disagree, 2.50 to 3.49 = neutral,
3.50 to 4.49 = moderately agree, and more than 4.50 =
strongly agree.
The Scheffe' and Duncan tests were used to locate the
sources of differences when significance (0.5 level) was
found.
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CHAPTER

IV.

FINDINGS

The primary purpose of this study was to describe the
leadership roles of leaders of Farmer Associations in
transferring new technologies to farmers in Thailand. A
secondary purpose was to describe the need for leadership
training.
This chapter presents the results obtained from the
statistical analysis of the data.

The chapter is divided

into the following sections: (1) Reliability Tests, (2)
Demographic Information, (3) Leadership Activities Performed
by Farmer Association Leaders, (4) Perceptions Regarding
Selected Leadership Concepts by Farmer Association Leaders,
(5) Need for Leadership Training of Farmer Association
Leaders, and (6) Comparison Activities, Perceptions, Need
for Training Regarding Leadership of Farmer Association
Leaders by Demographic Data.
Reliability Tests

To examine the level of internal consistency and
stability of the grouped items in the instrument, Cronbach's
alpha procedure was used as a part of a data analysis in
reliability tests for the activities, perceptions, and need
for training regarding leadership.

Results of the

reliability tests are presented in Table 2.

The alpha

coefficient for the entire instrument was .96. The items
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were divided into four subgroups for further discussion and
analysis.

The alpha coefficient for the subgroups ranged

from .86 to .92.

The coefficient values were deemed to be

sufficiently high to proceed with analysis and
interpretation.
Table 2.

Results of reliability tests for the instrument
on leadership activities, perceptions, and
need for training

Number of
items in
scale

Instrument scale

Cronbach's
alpha
coefficiency

Leadership activities
20
Perceptions on leadership
51
Need for training to carry out
leadership activities
20
Need for training concerning
concepts of leadership
51
Total
142

.86
.89
.89
.92
.96

Demographic Information

This section describes the occupational and demographic
characteristics of Farmer Association leaders.

All

respondents were male.
The distribution of respondents by region is shown in
Figure 1.

Both the northern and northeastern regions

contributed 31 (24.8%) of the leaders studied, 23 (18.4%)
were in the southern region, 15 (12%) were in the central

RESPONDENTS BY REGION

NORTH (24.80%)
(n = 31) >

NORTH-EAST (24.80%)
^
(n = 31)

EAST (9.60%)
(n = 12)

SOUTH (18.40%)^
(n = 23)

CENTRAL (12%)
(n = 15)

WEST (10.40%)
(n = 13)

Figure 1. Distribution of respondents by region (N = 125)
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region, 13 (10.4%) were in western region, and 12 (9.6%)
were in eastern region.
The distribution of respondents by leader position
is presented in Table 3.

Seventy-two respondents (57.6%)

were chairpersons; and 53 (42.4%) were vice-chairpersons.
Table 3. Distribution of respondents by position of
leaders (N = 125)

Frequency distribution
Leader position

Chairperson
Vice-chairperson
Total

N

%

72
53
125

57.6
42.4
100.0

The distribution of respondents by age group is
presented in Figure 2.

Forty respondents (37.6%) indicated

an age between 50 and 59 years; 33 respondents (26.4%)
indicated an age between 40 and 49 years; 32 respondents
(25.6%) indicated an age between 60 and 69 years; 6
respondents (4.8%) indicated an age between 30 and 39 years,
and also between 70 and 79 years; and only one respondent
(0.8%) indicated an age between 20 and 29 years.
age of respondents was 53.97 years.
range from 20 to 76 years.

The mean

The age of respondents

RESPONDENTS BY AGE GROUP

20 TO 29 YEARS (0.80%)

(n = 1)
30 TO 38 YEARS (4.80%)
(n = 6)

70 TO 79 YEARS (4.80%)
(n = 6)

Figure 2. Distribution of respondents by age group (N = 125)
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The distribution of respondents by the highest level of
education completed is shown in Table 4. The data indicated
that 51 respondents (40.8%) had completed one to four years
of education; 37% respondents (29.6%) had completed eight to
ten years of education; 19 respondents (15.2%) had completed
five to seven years of education; 10 respondents (8%) had
completed education beyond high school; and 8 respondents
(6.4%) had completed eleven to twelve years of education.

Table 4. Distribution of respondents by highest level of
education completed (N = 125)

Frequency distribution
Educational level completed

Grade 1 to 4
Grade 5 to 7
Grade 8 to 10
Grade 11 to 12
Beyond high school
Total

N

%

51
19
37
8
10
125

40.8
15.2
29.6
6.4
8.0
100.0

Table 5 shows the distribution of respondents by
membership in their household.

The data indicated that 47

respondents (37.6%) had 5 to 6 people in their household, 36
respondents (28.8%) had 7 to 8 people, 22 respondents
(17.6%) had 3 to 4 people, 10 repondents (8%) had 9 to 10
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Table 5.

Distribution of respondents by household
membership (N = 125)

Frequency distribution
Household membership
N

1-2
3-4
5-6
7-8
9-10
11-12
Total

7
22
47
36
10
3
125

%

5.6
17.6
37.6
28.8
8.0
2.4
100.0

people, 7 respondents (5.6%) had 1 to 2 people, and 3
respondents (2.4%) had 11 to 12 people.

The respondents had

membership in their household between 1 and 12.

The mean of

membership in respondents' household was 6.03 people.
The amount of annual gross income of respondents is
illustrated in Figure 3.

All respondents were asked to

indicate their amount of gross income derived from all
sources.

Forty-two respondents (33.6%) reported an annual

gross income of 100,000 baht (US$1 = 27 baht) or above; 21
respondents (16.8%) reported an annual gross income between
20,000 and 29,999 baht; 17 respondents (13.6%) reported an
annual gross income between 50,000 and 59,999 baht; 12

RESPONDENTS BY INCOME
Frequency
50

Ol
U1

Income
Less than
10,000 to
20,000 to
30,000 to
40,000 to
50,000 to

10,000
19,999
29,999
39,999
49,999
59,999

Figure 3.

baht
baht
baht
baht
baht
baht

(n
(n
(n
(n
(n
(n

=
=
=
=
=
=

4, 3.2%)
5, 4.0%)
21, 16.8%)
12, 9.6%)
7, 5.6%)
17, 13.6%)

=
=
=
=
=
=

60,000 to 69,999 baht (n = 3, 2.4%)
70,000 to 79,999 baht (n = 4, 3.2%)
80,000 to 89,999 baht (n = 7, 5.6%)
90,000 to 99.999 baht (n = 1, 0.8%)
More than 100,000 baht (n = 42, 33.6%)
No response (n = 2, 1.6%)

Frequency of responses to amount of annual gross
income (N = 125)
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respondents (9.6%) reported an annual gross income between
30,000 and 39,999 baht; 7 respondents (5.6%) reported an
annual gross income between 40,000 and 49,999 baht, and
between 80,000 and 89,999 baht; 5 respondents (4%) reported
an annual gross income between 10,000 and 19,999 baht; 4
respondents (3.2%) reported an annual gross income less than
10,000 baht, and between 70,000 and 79,999 baht; and 3
respondents (2.4%) reported an annual gross income between
60,000 and 69,999 baht.

Only one respondent (0.8%) reported

an annual gross income between 90,000 and 99,999 baht.

The

average annual gross income was between 50,000 and 69,999
baht.
The distribution of respondents by the primary source
of gross income is shown in Table 6. Forty-seven
respondents (37.6%) indicated the primary source of gross
income from rice cultivation; 36 respondents (28.8%)
indicated from horticulture; 17 respondents (13.6%)
indicated from agronomy; 13 respondents (10.4%) indicated
from livestock; 7 respondents (5.6%) indicated from
merchandising; and 3 respondents (2.4%) indicated from
others. Both marine fishing and fresh water culturing
contributed to being the primary income source for only one
of the respondents (0.8%).
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Table 6.

Distribution of respondents by the primary source
of gross income (N = 125)

Frequency distribution
Primary source

Rice cultivation
Horticulture
Agronomy
Livestock
Merchandising
Others
Marine fishing
Fresh water culturing

N

%

47
36
17
13
7
3
1
1

37.6
28.8
13.6
10.4
5.6
2.4
.8
.8

Figure 4 shows the distribution of respondents by years
(length of time) they held leadership positions in a farmer
association.

The data indicated that 42 respondents (33.6%)

had served 10 to 12 years as a leader; 23 respondents
(18.4%) had served 13 to 15 years; 21 respondents (16.8%)
had served 1 to 3 years; 20 respondents (16%) had served 4
to 6 years; 14 respondents (11.2%) had served 7 to 9 years;
2 respondents (1.6%) had served 16 to 18 years, 2
respondents (1.6%) had served 19 to 21 years; and only one
respondent (0.8%) had served 22 or more years.

Respondents

held leadership positions between 1 and 22 years, of which
the mean was 9.06 years.

RESPONDENTS BY POSITION

10 TO 12 YEARS (33.60%) (n = 42)

13 TO 15 YEARS (18.40%)
(n = 23)

22 TO 24 YEARS (0.80%)fn = 1)
16 TO 18 YEARS (1.60%)(n = 2)
19 TO 21 YEARS (1.60%) (n = 2)

1 TO 3 YEARS (16.80%)
(n = 21)

^ 7 TO 9 YEARS (11.20%) (n = 14)

4 TO 6 YEARS (16%) (n = 20)

Figure 4. Distribution of respondents by years held
leadership position (N = 125)

a\

00
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Leadership Activities Performed

This section describes the extent of the leadership
activities that Farmer Association leaders perform in
Thailand.

The respondents were asked to rate the extent to

which 20 leadership activities were performed.

The

statements were rated on a five-point scale where 1
indicated "strongly disagree", 2 indicated "moderately
disagree", 3 indicated "neutral", 4 indicated "moderately
agree", and 5 indicated "strongly agree".

Table 7 shows the

means, standard deviations, and rankings regarding level of
agreement with the statements regarding the extent to which
leadership activities were performed by FA leaders.^
All activities received a mean rating of 4 (moderately
agree) or higher.

Fifteen activities received a mean rating

of more than 4.5 (strongly agree).

Three activities

received a mean rating of more than 4.80 with little
variability. The highest mean rated activity was
"coordinate with an extension agent in conducting the
extension programs" (4.86).

This activity also had the

lowest variability with a standard deviation of .38.

The

second highest mean rated activity was "organize committees"
(4.83) with a standard deviation of .46.

The third highest

mean rated activity was "delegate responsibility" (4.81)
with a standard deviation of .47.

The next twelve

activities were rated between the means of 4.50 and 4.78.
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Table 7.

Rank

1
2
3
4
5
6
7
8

9
10
11
12
13
14
15
16
17
18
18
20

Means, standard deviations, and rankings regarding
extent to which leadership activities were
performed by FA leaders (N = 125)

Activities

N

Coordinate with an extension
agent in conducting the
extension programs
125
Organize committees
124
125
Delegate responsibility
Prepare an annual program
125
of work
i
124
Formulate goals
124
Formulate objectives
123
Plan programs
Contact with an extension
agent to give information
and agricultural knowledge
125
at member meetings
122
Delegate authority
Conduct need assessments
124
Prepare a long-range program
of work
123
Manage resources, e.g., money,
125
people
Carry out activities by
125
working with committees
122
Analyze needs
Visit and give information
125
to members at home or farm
123
Manage time
Give information to members
125
by circular letters
Write and send appointment
letters to members and an
125
extension agent
Write articles for radio
125
broadcasting
Write articles for the local
newspaper
125

Mean

S.D.

4.86
4.83
4.81

.38
.46
.47

4.78
4.77
4.76
4.74

.55
.66
.50
.61

4.74
4.71
4.71

.53
.64
.64

4.68

.74

4.66

.75

4.61
4.61

.65
.72

4.50
4.42

.86
.85

4.42

.94

4.34

.98

4.34

.98

4.26

1.06
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The remaining five activities received a mean rating between
4.26 and 4.42 (moderately agree) with a considerable among
of variability in the responses.

These activities were:

(1) manage time (4.42), (2) give information to members by
circular letters (4.42), (3) write and send appointment
letters to members and an extension agent (4.34), (4) write
articles for radio broadcasting (4.34), and (5) write
articles for the local newspaper (4.26).
The 20 leadership activities under this study were
moderately to strongly confirmed by the respondents to be
performed by leaders of Farmer Associations.

As a group,

the respondents rated these leadership activities above a
mean of 4.00, a rating of moderate agreement or higher.
Perceptions Regarding Selected Leadership Concepts

This section describes the perceptions of FA leaders in
Thailand regarding selected leadership concepts.

The

respondents were asked to indicate their perceptions
regarding 51 leadership statements. The statements were
rated on a five-point scale where 1 indicated "strongly
disagree", and 5 indicated "strongly agree".

The means,

standard deviations, and rankings concerning the perceptions
held by FA leaders about selected leadership statements are
shown in Table 8.
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Table 8. Means, standard deviations, and rankings regarding
level of agreement with statements on leadership as
perceived by FA leaders (N = 125)

Rank

1

3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18

N

Be willing to share power
and prestige with other
125
group members
Organize and use staff
committees
123
Develop leadership potential
of staffs
125
Establish rapport with
government officials and
other organizations
125
Listen carefully to opinions
of group members
125
Make group members understand
the goals and objectives of
the group
125
Identify and use early
adopters in programs
125
Cooperate and work in a group 124
Explain difficult ideas to
others to help them understan*1125
Lead a discussion
124
Maintain staff morale
124
Respect the opinions,
feelings, and emotions of
125
people of different ages
Organize and use an advisory
committee
125
Manage work consistent with
125
resources
Plan activities of a group
effort
125
Establish communication
among members
125
Formulate realistic goal
for the group program
125
Share leadership
responsibilities
124

Mean

S.D.

4.86

00

2

Leadership Perceptions

4.86

.39

4.86

.40

4.85

.42

4.84

.43

4.83

.42

4.83
4.81

.54
.45

4.80
4.78
4.77

.52
.47
.62

4.77

.64

4.76

.50

4.75

.49

4.74

.52

4.74

.57

4.73

.53

4.73

.60
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Table 8. (continued)
Rank

19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39

Leadership Perceptions

N

Recognize leadership
125
potential in others
Provide recognition for staff 125
Communicate orally to groups 125
Express opinions when feeling
124
that they are important
Delegate responsibility and
125
authority
123
Possess listening skills
Determine objectives of each
125
program
125
Manage time effectively
125
Determine needs of members
Be able to communicate goals
and objectives to group
members
124
Manage correspondence promptly125
Prepare an annual program of
work for responsibility area 125
Provide leadership for program
planning and execution
124
Develop group communication
techniques and strategies
124
Communicate orally to
individuals
125
Be willing to accept different
ways of doing things
125
Use correct parliamentary
procedures to conduct meetingsl25
Prepare a long-range program
of work
125
Establish program priorities 125
Be able to check on the
progress of group activities
without intervening
125
Know the group members well
enough to have an idea of
their interests and abilities 125

Mean

S.D.

4.73
4.72
4.71

.61
.56
.58

4.69

.80

4.68
4.68

.74
.58

4.66
4.65
4.65

.54
.56
.61

4.63
4.62

.70
.72

4.61

.65

4.61

.67

4.58

.64

4.58

.77

4.58

.79

4.56

.86

4.54
4.53

.88
.80

4.53

.82

4.52

.75
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Table 8. (continued)
Rank

40
41
42
43
44
45
46
47
48
49
50
51

Leadership Perceptions

N

Deal with complaints
125
Make the development of
leadership in other people
124
one of their goals
Know which group members have
the interest and ability to do
a certain task
125
Compose written communication 125
Enjoy learning about people
with different backgrounds
and experiences
125
Evaluate one's own leadership
abilities
125
Provide recognition for
achievement
125
Delegate responsibilities to
others, but keep authority
125
Share the errors with the
people who are responsible
123
Make decisions as leaders as
much as possible
125
Do not listen to other
persons who have some
conflicting opinions
125
Take action first and report
to group later
125

Mean

S.D.

4.49

.89

4.48

.87

4.46
4.40

.86
.81

4.30

1.02

4.26

1.11

4.17

1.34

3.74

1.46

3.38

1.65

2.86

1.63

2.18

1.63

1.19

1.51

Forty-seven leadership statements received a rating of
4 (moderately agree) or higher.

Thirty-nine statements

received a mean rating of more than 4.50 (strongly agree).
Nine statements received a mean rating of more than 4.80
with little variability.

In descending order, these were;

(1) "be willing to share power and prestige with other group
members" (4.86), (2) "organize and use staff committees"
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(4.86)/ (3) "develop leadership potential of staffs" (4.86),
(4) "establish rapport with government officials and other
organizations" (4.85), (5) "listen carefully to opinions of
group members" (4.84), (6) "make group members understand
the goals and objectives of the group" (4.83), (7) "identify
and use early adopters in programs" (4.83), (8) "cooperate
and work in a group" (4.81), and (9) "explain difficult
ideas to others to help them understand" (4.80).

The 30

remaining items were rated between means of 4.52 and 4.78.
Eight statements received a mean rating between 3.74
and 4.49 (moderately agree).
highest rated item.

"Deal with complaints" was the

Two remaining statements received a

mean rating between 2.86 and 3.38 (neutral).

These were

"share the errors with the people who are responsible"
(3.38), and "make decisions as leaders as much as possible"
(2.86).
One statement received a mean rating of 2.18
(moderately disagree) "do not listen to other persons who
have some conflicting opinions."

One statement received a

mean rating of 1.19 (strongly disagree) "take action first,
and report to the group later."
The respondents rated 47 of the 51 statements regarding
leadership at 4.00 or above on a five point scale indicating
moderate agreement or higher on these items.
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Need for Leadership Training

This section focuses on training needs and is divided
into two sections: (1) needs for leadership training to
carry out selected leadership activities, and (2) needs for
leadership training as it concerns selected areas/concepts
of leadership.
Leadership Activities
The needs for leadership training to conduct selected
activities in farmer associations is described in this
section.

The respondents were asked to rate the extent to

which further training was needed to successfully conduct
leadership activities. The statements were rated on a fivepoint scale in which 1 indicated "strongly disagree", and 5
indicated "strongly agree".

The means, standard deviations,

and rankings regarding the need for further training to
conduct FA leadership activities are shown in Table 9.
All the mean ratings in this section of the
questionnaire were 4 (moderately agree) or higher on a fivepoint scale. Fourteen of the items received a mean rating
of 4.50 (strongly agree) or higher.
mean rating of 4.60 or higher.

Nine items received a

The highest rated

educational need was the statement "coordinating with an
extension agent in conducting the extension programs" with a
mean of 4.82.

This educational need had the least

variability with a standard

77

Table 9. Means, standard deviations, and rankings regarding
the need for leadership training to carry out
selected leadership activities in FAs in Thailand
(N = 125)

Rank

1
2
3

4
5
5
7
7
9
10
11
12
13
14
15
16
17
18
19
20

Activities

N

Coordinate with an extension
agent in conducting the
extension programs
125
Plan programs
122
Contact with an extension
agent to give information
and agricultural knowledge
124
at member meetings
Prepare a long-range program
123
of work
123
Delegate authority
Prepare an annual program
123
of work
125
Organize committees
124
Formulate goals
125
Formulate objectives
123
Delegate responsibility
123
Conduct need assessments
Manage resources, e.g., money,
people
124
Carry out group activities
125
by working with committees
125
Analyze needs
122
Manage time
Visit and give information
125
to members at home or farm
Give information to members
125
by circulating letters
Write and send appointment
letters to members and an
125
extension agent
Write articles for radio
broadcasting
124
Write articles for the local
newspaper
124

Mean

S.D

4.82
4.72

.43
.66

4.66

.73

4.63
4.63

.73
.76

4.63
4.62
4.62
4.61
4.59
4.59

.76
.89
.77
.67
.80
.69

4.57

.88

4.56
4.54
4.43

.68
.70
.84

4.41

.93

4.34

.97

4.34

1.00

4.25

1.05

4.22

1.15
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deviation of .43.

The second highest rated educational need

was the statement "plan programs" with a mean of 4.72.

The

third highest rated educational need was the statement
"contact with an extension agent to give information and
agricultural knowledge at member meetings" with a mean of
4.66.

The third highest rated educational need was the

statement "prepare a long-range program of work" with a mean
of 4.63.

The two educational needs which received the fifth

highest mean rating were: (1) "delegate authority" (4.63),
and (2) "prepare an annual program of work" (4.63).

The two

educational needs which received the seventh highest mean
rating were "organize committees" (4.62), and "formulate
goals" (4.62).

The ninth highest rated educational need was

"formulate objectives" (4.61).

The five remaining

educational needs were rated between the mean values of 4.54
and 4.59.
The other six educational needs received a mean rating
between 4.22 and 4.43 (moderately agree).

These educational

needs were: (1) manage time (4.43), (2) visit and give
information to members at home or farm (4.41), (3) give
information to members by circulating letters (4.34), (4)
write and send appointment letters to members and an
extension agent (4.34), (5) write articles for radio
broadcasting (4.25), and (6) write articles for the local
newspaper (4.22).
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Respondents confirmed that they moderately to strongly
supported the basic premise that the 20 activities
represented areas in which training was needed.
L99d9F9hiP Concepts
The need for leadership training as it relates to
selected areas/concepts of leadership is described in this
section.

The respondents were asked to rate the concept

statements in regard to the extent to which more training
was needed in that area. The statements were rated on a
five-point scale where 1 indicated "strongly disagree", and
5 indicated "strongly agree".

The means, standard

deviations, and rankings regarding the extent to which more
training was needed are shown in Table 10.
Forty-eight items in this section received a mean
rating of 4 (moderately agree) or higher.

Twenty-nine items

received a mean rating of 4.50 (strongly agree) or higher.
Eight of 29 received a mean rating of more than 4.70.

The

highest rated item was "establish rapport with government
officials and other organizations" (4.74).

This item also

had the least variability with a standard deviation of .55.
The second highest rated one was "organize and use staff
committees" (4.74).

The third highest rated item was "make

group members understand the goals and objectives of the
group" (4.73). The fourth highest rated item was "develop
leadership potential of staffs" (4.72).

The fifth highest
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Table 10.

Rank

6

7
,8
9
10
11
12

13
14
15
16

17
18

Means, standard deviations, and rankings regarding
the need for leadership training concerning
selected area/concepts of leadership (N = 125)

Items

N

Establish rapport with
government officials and
125
other organizations
Organize and use staff
124
committees
Make group members understand
the goals and objectives of
the group
125
Develop leadership potential
125
of staffs
Be willing to share power and
prestige with other group
125
members
125
Lead a discussion
Identify and use early
125
adopters in programs
Explain difficult ideas to
others to help them understandl25
Cooperate and work in a group 125
Establish communication among
125
members
Share leadership
123
responsibilities
Plan activities of a group
125
effort
Respect the opinions,
feelings, and emotions of
125
people of different ages
Organize and use an advisory
124
committee
Communicate orally to groups 125
Provide recognition for staffsl25
Be able to communicate goals
and objectives to group
124
members
Prepare an annual program of
work for responsibility area 125

Mean

S.D.

4.74

.55

4.74

.58

4.73

.63

4.72

.69

4.71
4.70

.63
.63

4.70

.64

4.70
4.69

.72

4.66

.61

4.65

.63

4.64

.67

4.62

.81

4.60
4.59
4.58

.72
.75

4.57

.79

4.57

.72

.62

.80
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Table 10. (continued)
Rank

20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38

N

Manage work consistent with
125
resources
Express opinions when feeling
124
that they are important
Provide leadership for program
124
planning and execution
Recognize leadership
125
potential in others
Make the development of
leadership in other people
125
one of their goals
125
Determine needs of members
Delegate responsibility and
125
authority
Listen carefully to opinions
125
of group members
Establish program priorities 125
123
Maintain staff morale
Formulate realistic goals for
125
the group program
Develop group communication
124
techniques and strategies
Determine objectives of
125
program
125
Manage time effectively
Know the group members well
enough to have an idea of
their interests and abilities 125
Prepare a long-range program
of work
125
Manage correspondence promptly125
Be able to check on the
progress of group activities
without intervening
125
Communicate orally to
individuals
125
Use correct parliamentary
procedures to conduct meetings125

Mean

S.D.

4.57

00

19

Items

4.55

.90

4.54

.82

4.53

.84

4.52
4.52

.80
.81

4.52

.96

4.51
4.51
4.51

.83
.85
.93

4.50

.90

4.49

.79

4.49
4.49

.81
.86

4.47

.81

4.46
4.46

.98
.84

4.43

.89

4.43

.93

4.42

.96
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Table 10. (continued)
Rank

Items

N

38 Be willing to accept different
125
ways of doing things
123
40 Possess listening skills
41 Know which group members have
the interest and ability to
do a certain task
125
42 Compose written communication 125
43 Evaluate their own leadership
abilities
125
44 Enjoy learning about people
with different backgrounds
125
and experiences
45 Deal with complaints
124
46 Provide recognition for
achievement
125
47 Delegate responsibilities to
others, but keep authority
125
48 Share the errors with the
people who are responsible
125
49 Make decisions as leaders as
much as possible
125
50 Do not listen to other persons
who have some conflicting
123
opinions
51 Take action first and report
to group later
125

Mean

S.D.

4.42
4.42

.96
.91

4.39
4.35

.87
.90

4.28

1.09

4.22
4.19

1.07
1.17

4.10

1.34

3.95

1.35

3.64

1.54

3.32

1.62

2.95

1.73

2.82

1.71

rated was "be willing to share power and prestige with other
group members" (4.71).

The sixth highest rated item was

"lead a discussion (4.70).

The seventh and eighth highest

rated were "explain difficult ideas to others to help them
understand" (4.70), and "identify and use early adopters in
programs" (4.70), respectively.

The 21 remaining items were

rated between the mean values of 4.50 and 4.69.
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Training needs for 19 leadership concepts were rated
between the mean values of 3.64 and 4.49.

"Develop group

communication techniques and strategies" was the highest
rated item. Three items were rated between the mean values
of 2.82 and 3.32.

These three neutral responses were: (1)

"make decisions as leaders as much as possible" (3.32), (2)
"do not listen to other persons who have some conflicting
opinions" (2.95), and (3) "take action first and report to
group later" (2.82).
Respondents confirmed that they moderately to strongly
supported the basic premise that training is needed in the
selected leadership areas.
Comparison of Leadership Variables by Demographic Data

Correlations
Computations of Pearson product-moment coefficients
were made to determine if a significant relationship existed
among the demographic data related to leadership position,
region, age, education, and amount of gross income of FA
leaders, and the following variables:
1.

Leadership activities,

2.

Perceptions regarding selected leadership concepts,

3.

Need for leadership training.

A correlation coefficient was calculated comparing the
leadership position of respondents (chairperson, and vice-
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chairperson) to their leadership activities, perceptions
regarding selected leadership concepts, and the need for
leadership training.

There were significant correlations

(oi-.05) between the leadership positions of respondents and
the following variables:
1.

Perceptions regarding selected leadership concepts,

2.

Need for leadership training.

There was a highly significant correlation («<=.01) between
the position of respondents and their leadership activities
(Table 11).
Table 11.

Correlations between position and leadership
variables (N = 125)

Position
Leadership variables
Correlation

1. Leadership activities
2. Perceptions regarding selected
leadership concepts
3. Need for leadership training

Probability

.27**

.003

.18*
.22*

.046
.015

*Significant at .05.
**Significant at .01.
A correlation coefficient was calculated comparing the
region of respondents (north, northeast, east, central,
west, and south) to their leadership activities, perceptions
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regarding selected leadership concepts, and need for
leadership training.

There was no significant correlation

(=(=.05) between the region of respondents and the following
variables:
1.

Leadership activities,

2.

Perceptions regarding selected leadership concepts,

3.

Need for leadership training (Table 12).

Table 12.

Correlations between region and leadership
variables (N = 125)

Region
Leadership variables
Correlation

1. Leadership activities
2. Perceptions regarding selected
leadership concepts
3. Need for leadership training

Probability

.04

.648

-.06
.01

.487
.889

•Significant at .05.
••Significant at .01.
A correlation coefficient was calculated comparing the
age of respondents to their leadership activities,
perceptions regarding selected leadership concepts, and the
need for leadership training.

There was no significant

statistical correlation f<=.05) between the following
variables:
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1.

Leadership activities,

2.

Perceptions regarding selected leadership concepts,

3.

Need for leadership training (Table 13).

Table 13.

Correlations between age and leadership variables
(N = 125)
Age

Leadership variables
Correlation

1. Leadership activities
2. Perceptions regarding selected
leadership concepts
3. Need for leadership training

Probability

.11

.205

.03
.07

.756
.475

•Significant at .05.
••Significant at .01.
A correlation coefficient was calculated comparing the
level of education of respondents to their leadership
activities, perceptions regarding selected leadership
concepts, and the need for leadership training.

There was

no significant correlation («% =.05) between the level of
education of respondents and the following variables:
1.

Leadership activities,

2.

Perceptions regarding selected leadership concepts,

3.

Need for leadership training (Table 14).
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Table 14.

Correlations between level of education and
leadership variables (N = 125)
Education

Leadership variables
Correlation
1. Leadership activities
2. Perceptions.regarding selected
leadership concepts
3. Need for leadership training

Probability

-.05

.592

-.05
-.01

.555
.882

•Significant at .05.
••Significant at .01.

A correlation coefficient was calculated comparing the
amount of gross income of respondents derived from all
sources to their leadership activities, perceptions
regarding selected leadership concepts, and need for
leadership training.

Statistically, there was a negative

correlation (o(=.05) between the amount of gross income of
respondents and perceptions regarding selected leadership
concepts, but this only accounted for four percent of the
variance.

Ninty-six percent of the variance was not

accounted for.

Therefore there was very little of any

practical significance to this difference.

There was no

significant statistical correlation between the amount of
gross income of the respondents and their leadership
activities, and the need for leadership training (Table 15).
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Table 15.

Correlations between amount of gross income and
leadership variables (N - 125)
Gross income

Leadership variables
Correlation
1. Leadership activities
2. Perceptions regarding selected
leadership concepts
3. Need for leadership training

Probability

-.09

.330

-.23*
-.03

.012
.751

•Significant at .05.
••Significant at .01.

AnalYSee af variance
Using demographic data respondents were placed in groups
according to the following variables;

region, age, level of

education, and amount of gross income. This group data were
compared as to the leadership activities, perceptions
regarding selected leadership concepts, and need for
leadership training.
Analyses of variance indicated no significant
statistical differences («<=.05) based on region of the
respondents according to the leadership variables
(Table 16).
There were no significant differences («=.05) among the
respondents when grouped by age and analyzed with the
leadership variables (Table 17).

Table 16. Analysis of variance of leadership variables grouped by region
Region

Leadership

Group 1 Group 2 Group 3 Group 4 Group 5 Group 6^
Mean
Mean
Mean
Mean
Mean
Mean

variables
Leadership
activities
performed

S.D.

S.D.

4.51
27 ———
0.42

4.78
30 ————
0.25

S.D.

S.D.

ratio

4.57
4.64
11 ———— 14 ————
0.30
0.44

4.55
XI ———
0.47

4.57
22 ————
0.41

1.77

.124

1.13

.351

.21

.958

4.40
4.49
11 ——— 21 —
0.38
0.31

Need for
leadership
training

4.51
15 ———
0.49

4.39
13 ————
0.40

®Group
Group
Group
Group
Group
Group

1 =
2 =
3 =
4=
5 =
6 =

prob.

S.D.

4.57
15 ———
0.27

4.47
31 ————
0.45

F-

S.D.

Perceptions
held regard4.38
4.54
4.48
ing selected 28 ——— 27 —
10 ————
leadership
0.34
0.30
0.32
concepts
4.41
31 ———
0.39

F-

4.49
12 ————
0.50

Northern region.
Northeastern region.
Eastern region.
Central region.
Western region.
Southern region.

4.42
23 ————
0.36

Table 17. Analysis of variance of leadership variables grouped by age

Age
Leadership

Group 1 Group 2 Group 3 Group 4®
Mean
Mean
Mean
Mean

variables
Leadership
activities
performed

S.D.
4.60
12 ————
0.49

32

Perceptions
held regard4.43
ing selected 18
leadership
0.42
concepts

28

Need for
leadership
training

33

^Group
Group
Group
Group

=
=
=
=

20
40
50
60

-

S.D.

S.D.

ratio

prob.

4.72

4.59
41 ———
0.42

4.54
30 ———
0.36

1.20

.315

.61

.613

.21

.887

4.54

4.45
42

0.30

4.47
30

0.30

0.34

4.48

0.39
1
2
3
4

F-

S.D.

0.30

4.47
13

F-

39
49
59
69

4.45
4.40
47 ——— 32 —
0.43
0.38
0.47

years, and 70 years and above.
years.
years.
years.
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There were no significant statistical differences
(ot=.05) among the respondents when grouped by level of
education and analyzed with the leadership variables (Table
18).

There were no significant statistical differences (*
=.05) among the respondents when grouped by gross income of
respondents derived from all sources and analyzed with two of
the following leadership variables:

activities, and need for

training. However, there was significant statistical
difference («<=.05) in perceptions regarding selected
leadership concepts among the respondents when grouped by the
amount of gross income (Table 19).

The difference in

perceptions regarding selected leadership concepts of
respondents was between the groups with gross income less
than It),000 to 29,999 baht and 90,000 to more than 100,000
baht.
a t-test
A t-test was conducted to determine if a significant
difference existed between the positions of FA leaders
(chairperson, and vice-chairperson) and the following
variables of leadership:
1.

Leadership activities,

2.

Perceptions regarding selected leadership concepts,

3.

Need for leadership training.

Table 18.

Analysis of variance of leadership variables grouped
by level of education
Level of education

Leadership

Group 1 Group 2 Group 3 Group 4 Group 5^
Mean
Mean
Mean
Mean
Mean

variables

S.D.

4.57
47

————

4.57
17

0.41

18

Need for
leadership
training

19

®Group
Group
Group
Group
Group

————

0.43
1
2
3
4
5

————

————

0.40

Grade 1 to 4.
Grade 5 to 7.
Grade 8 to 10.
Grade 11 to 12.
Beyond high school.

10

——

0.32

—

1.46

.220

—

—

1.81

.132

1.51

.205

0.36

4.58
————

prob.

4.36
8

0.26

8

ratio

0.38

4.55
8

4.53
————

—

0.36

0.26

37

S.D.

4.67
7

4.59
32

4.47
0.38

——

0.31

0.34

————

S.D.

4.73
34

4.43

4.40
51

————

0.41

Perceptions
held regard
4.43
ing selected 46
leadership
0.35
concepts
————

S.D.

F-

00

Leadership
activities
performed

S.D.

F-

4.22
10

————

0.48

Table 19. Analysis of variance of leadership variables grouped
by amount of gross income derived from all sources
Gross income
Leadership

Group 1 Group 2
Mean
Mean

variables

Group 3 Group 4 Group 5^
Mean
Mean
Mean

F-

F-

ratio

prob.

S.D.

S.D.

S.D.

S.D.

S.D.

4.58
30 ————
0.46

4.63
18 ————
0.36

4.69
18 ————
0.32

4.55
11 ————
0.35

4.65
37 ————
0.34

.39

.819

Perceptions
held regard4.37
mg sëlGCtGd 28 ————
leadership
0.37
concepts

4.44
16 ————
0.33

4.52
4.3D
17 ———— 10 ———-r
0.34
0.26

4.59
39 ————
0.22

2*63

•038

Need for
leadership
training

4.57
19 ————
0.39

4.42
20 ————
0.52

.60

.661

Leadership
activities
performed

4.39
30 ————
0.36

^Group 1 =
Group 2 =
Group 3 =
Group 4 =
Group 5 =
E < .05.

Less than
30,000 to
50,000 to
70,000 to
More than

10,000
49,999
69,999
89,999
90,000

4.40
4.47
ll ———— 43 ————
0.34
0.44

to 29,999 baht.
baht.
baht.
baht.
baht.
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The first comparison of leadership activities was
between data provided by chairpersons and vice-chairpersons.
There was a highly significant statistical difference (*=.01)
regarding the leadership activities between the two
leadership positions of the respondents (Table 20).
Table 20.

Comparison of chairpersons and vice-chairpersons
to leadership variables

Chairperson

Vice-chairperson

Leadership variables
N
Mean
S.D.

N
Mean
S.D.

Leadership activities

72
4.71
0.32

53
4.51
0.41

3.06^*

.003

Perceptions regarding
selected leadership
concepts

72
4.52
0.33

53
4.41
0.30

2,,02^

.04

Need for leadership
training

72
4.52
0.39

53
4.34
0.43

2.AT*

.015

tvalue

tprob.

•Significant at .05.
••Significant at .01.

The second comparison was based on the perceptions
regarding selected leadership concepts of between
chairpersons and vice-chairpersons.

There was a significant
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statistical difference (oc=.05) concerning the perceptions
regarding selected leadership concepts as reported by
chairpersons and vice-chairpersons (Table 20).
The third comparison focused on the need for
leadership training as reported by chairpersons and
vice-chairpersons.

There was a significant statistical

difference (<^=.05) between the two leadership positions
regarding the need for leadership training (Table 20).
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CHAPTER V.

DISCUSSION

The primary purpose of this study was to describe the
leadership roles of leaders of Farmer Associations in
transferring new technologies to farmers in Thailand. A
secondary purpose was to describe the need for leadership
training.
The major findings of this study were:

leadership

training needs focused on the functions of coordinating,
planning, organizing, delegating, communicating - personal
and group, and directing.
The results from this study point to (1) the need for
leadership training of youths or young farmers in management
strategies to help them work with farm groups, (2) the need
for providing annual leadership workshops for the leaders of
Farmer Associations, (3) the need for teaching material and
leadership packets for training farm leaders, (4) the need
for involving government and private organizations that work
in planning, conducting, and evaluating leadership
development programs, (5) the need for including leadership
training into the Training and Visit System, (6) the need
for development and funding of a major project in rural
leadership development in Thailand, (7) the need for
cooperation between Farmer Associations and the Extension
Service, (8) a need for development of a program to have
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farm leaders to teach other farmers to be leaders, (9) the
need for Farmer Association groups to visit other Farmer
Associations to exchange ideas and strategies, (10) the need
for development of a management/leadership contest to
motivate farm groups to work to improve,(11) the need to
conduct exchange programs with farm groups from other
countries, and (12) the need for evaluating programs of each
Farmer Association on an annual basis.
This study and its results help to define the
leadership development program that needs to be delivered in
Thailand.

The section that follows outlines and describes

the model for leadership development in Thailand.

Model for Leadership Development

The model, as represented in Figure 5, indicates the
means by which Farmer Associations could promote leadership
development in cooperation with various other institutions
and agencies, i.e., universities. Extension Service and
government agencies. Farmer Associations need help in three
key areas.

The various institutions and agencies could

provide this assistance.

Universities could cooperate with

the Extension Service in developing leadership training
materials.

The Extension Service could provide the training

to the Farmer Association leaders via its Training and Visit
System.

This training would be based on the materials
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EXTENSION

UNIVERSITY

GOVERNMENT

SERVICE

SYSTEM

AGENCIES

Leadership
training and
T&V System

reaching
materials and
packets

Intemattonal
linkages

FARMER
ASSOCIATIONS

I

Workshops
(farm leaders
training other
fanners)

Local manage
ment and
leadership
contests

Youth/young
farmer
training

Figure 5. Model for leadersliip deveiopment in Thaiiand
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developed with the assistance of university educators.
Content of the educational materials will be based on the
results of this research study.
Government agencies will assist in establishing
policies to guide this project and seek funds to support the
effort. These agencies will also monitor progress of the
project through a series of evaluations during and at the
end of the process. These government agencies, with the
assistance of private organizations will foster
international linkages in order to promote communication
between and among Farmer Associations in other countries
with those in Thailand.
The leaders in the Farmer Associations will receive the
appropriate training in leadership and will in turn provide
training in leadership at the local level.

This training

will be done in cooperation with various agencies as well as
the key leaders in the Farmer Associations.

The principle

purpose is to have farmers helping other farmes learn basic
leadership skills.

To encourage this process local and

district contests and/or awards will be established to
recognize leadership and management development among local
Farmer Associations.

In addition, local Farmer Associations

will be encouraged to promote the leadership development of
youth and young farmers via training programs and other
activities.
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The model provides a means by which the findings of
this research study and others like it could be used to
benefit local Farmer Associations to foster leadership
development. The model provides for two-way communications
among the various participants. Information must flow from
the Farmer Association members to the various agencies
assisting them as well as vice-versa. The results of this
study provides the foundation for conducting these
activities.

Implications of the Study

Results obtained from this study revealed information
regarding the characteristics, leadership activities
performed/ perceptions regarding selected leadership
concepts, and need for leadership training of Farmer
Association leaders.
The findings of this study suggest that the respondents
who were chairpersons in the Central Corammittee of Farmer
Associations may perform more leadership activities,
different perceptions regarding selected leadership
concepts, and a higher need for leadership training than
vice-chairpersons.

This finding also suggests that factors

such as position may need to be taken into consideration in
planning training programs and other agricultural extension
programs for farmers.
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It is expected that this study will provide further
ideas to the people responsible for planning programs in
training farmers.

Similar studies with the necessary

adaptations may be developed at different levels of the
Central Committee of the Farmer Association, through which
it may be possible to increase and improve participation,
and determine needs and problems of local people.
The overall findings of the study were consistent with
the review of literature which indicated that the
demographic characteristics of learners are correlated with
the causes that lead adults to seek education (Aslanian and
Brickell, 1980).

Key variables, such as age, education,

farm size and cosmopolitanism of Iowa young farmers were
found not to be related to perceived effectiveness of
extension (Holberg and Swope, 1979).

Income level was not a

significant predictor of participation when education, age,
and occupational status were controlled (Anderson and
Darkenwald, 1979). Thailand Farmer Association members, who
had differences in age, income, and education, had no
difference in needs for training in agricultural occupations
(Boonyalert, 1984).
However, these findings were not consistent with other
literature that indicated that learners are younger and
better educated than nonlearners, and adults with high
incomes are more likely to be learners than are those with
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lower incomes (Aslanian and Brickell, 1980).

People in the

25-45 age range are likely to concentrate on occupational
and professional training for career advancement (Cross,
1981).

The 25-29 year age group contained a high proportion

of participants to nonparticipants (Aslanian and Brickell,
1980). Iowa young farmers between ages 19 to 29 and 30 to
39 rated the importance of extension methods significantly
higher than farmers ages 40 or over, but rated no difference
in level of education, and amount of annual gross income
(Omer, 1987).

It has been generally accepted among adult

educators that educational attainment is one of the best
predictors of participation in educational activities (Long,.
1983).

All these findings may imply that different

characteristics of farmers in different countries may affect
the needs for educational training.
Farmers need to take turns being leaders.

It seems

that supporting leaders through leadership workshops will
ensure that they will have positive perceptions regarding
leadership concepts in the long run.
The finding that Farmer Association leaders and
extension agents should cooperate with each other in
conducting extension programs supports the literature which
indicates that most government projects in rural areas will
succeed or fail depending on farmer involvement (Lowdermilk,
1985).

One specific aspect of the development process is
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the use of social networks as effective means for
introducing agricultural innovation (Nobe, 1986).
Findings in this study were consistent with a study
indicating that providing leadership development training
was one of the most important human resource development
functions (Hogan et al., 1985).
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CHAPTER VI.

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The primary purpose of this study was to describe the
leadership roles of leaders of the Farmer Associations in
transferring new technologies to farmers in Thailand. A
secondary purpose was to describe the need for leadership
training.

The study was specifically designed to: (1)

identify demographic characteristics of Farmer Association
leaders in Thailand, (2) identify leadership activities
performed by Farmer Association leaders, (3) identify
perceptions regarding selected leadership concepts of Farmer
Association leaders, (4) identify need for leadership
training of Farmer Association leaders, and (5) compare
dependent variables of Farmer Association leaders by
demographic data.
This chapter is presented in four sections: (1)
Summary, (2) Conclusions, (3) Recommendations, and (4)
Recommendations for Future Research.

Summary

The study was conducted using descriptive survey
methods to describe the characteristics of Farmer
Association leaders, and supply information on the performed
activities, perceptions held, and need for leadership
training of the study population.
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The population of the study consisted of the members of
the provincial Central Committee of Farmer Associations in
Thailand, comprised of a total of 510 leaders of the
district Central Committee of Farmer Association.

The

sample was selected using a cluster random sampling method.
The population was clustered into two groups in accordance
with the position which the Farmer Association leaders had,
either chairperson or vice-chairperson of the provincial
Central Committee.

The population was divided into six

geographic groups by region as follows:
east, central, west, and south.

north, northeast,

A total of 73 chairpersons

and 73 vice-chairpersons were selected to participate in
this study.
A questionnaire was used to collect the data.

The

instrument was developed using the experiences of the
researcher, the review of literature, related
questionnaires, and suggestions from government personnel in
Thailand. The questionnaire was reviewed in order to
establish its content validity by the major professor, and
officials in the Thailand Department of Agricultural
Extension.

The instrument was pretested by administering it

to six Thai chairpersons of the Farmer Associations who were
not included in the sample of this study in order to
strengthen the instrument. Nonessential questions were
eliminated and the wording was improved based on their
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suggestions.

Respondents received the questionnaires in two

ways: by mail, and in person while attending a meeting.
Follow-up letters were sent after two weeks to respondents
who did not return the questionnaires. The second mailing
resulted in additional questionnaires being returned for a
total response rate of 85.62 percent.
The instrument collected data relative to the following
areas: (1) demographic data, (2) leadership activities
performed, (3) perceptions regarding selected leadership
concepts, and need for leadership training.

Five-point

Likert scales were used for the last three sections as
follows:

1 = strongly disagree, 2 = moderately disagree, 3

= neutral, 4 = moderately agree, and 5 = strongly agree.
The (Cronbach Alpha) reliability coefficients for the entire
instrument on the importance of the leadership activities
performed, perceptions regarding selected leadership
concepts, and need for leadership training was 0.96.
Appropriate statistical procedures were employed to
analyze and summarize the data. These procedures yielded
percentages, means, standard deviations, correlations, one
way analysis of variance, and t-tests for various
information presented in this study. All analyses were
conducted to answer the specific objectives of the study.
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Conclusions

A review of the findings of this study resulted in the
following conclusions:
1.

All respondents were males.

2. Respondents were aged between 20 and 76 years, of
which the mean age was 53.97 years.
3.

Nearly 41 percent of the respondents had completed a
.fourth grade education, whereas 59 percent had
education beyond fourth grade.

4. Respondents had between 1 and 12 members in their
households, of which the mean membership was 6.03
people.
5. Nearly 34 percent of the respondents had income from
all sources of over 100,000 baht, whereas 66 percent
had lower income.
6.

Nearly 38 percent of the respondents indicated that
the major part of their annual gross income was
derived from rice cultivation.

7.

Fifty-two percent of the respondents served as a
leader (chairperson) of a Farmer Association for 10
to 15 years, 44 percent of the respondents served
for 1 to 9 years, and four percent served for 16
years or more, with a mean of 9 years.
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Analysis of leadership activities performed by
Farmer Association leaders indicated that:
A.

Coordinating with an extension agent in
conducting the extension programs had the
highest rating.

B.

Writing articles for the local newspaper had
the lowest rating.

C.

No significant statistical relationship or
difference existed between the leadership
activities performed and the following
demographic data:

region, age, education

level, and amount of gross income.
D.

A significant statistical relationship existed
between the leadership activities performed and
the positions held in the Farmer Association
Central Committee.

E.

A significant statistical difference existed
between the chairpersons and vice-chairpersons
of the Farmer Association Central Committee in
the leadership activities performed.

Analysis of perceptions regarding selected
leadership concepts by Farmer Association leaders
indicated that:

109

Willingness to share power and prestige with
other group members had the highest rating by
the respondents.
Taking action first and reporting to group
later had the lowest rating.
No significant relationship or difference
existed between the perceptions regarding
selected leadership concepts and the following
demographic data:

region, age, and education

level.
Two statistically significant relationships
existed between the perceptions regarding
selected leadership concepts and the following
demographic data: the positions held in the
Farmer Association Central Committee, and the
amount of gross income. An inverse relationship
existed between perceptions regarding selected
leadership concepts and gross income.
Statistically significant differences in the
perceptions regarding selected leadership
concepts existed between:
a.

Chairpersons and vice-chairpersons of the
Farmer Association Central Committee,
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b. Those farmers earning a gross income of
less than 10,000 to 29,999 baht and 90,000
to more than 100,000 baht.
Analysis of the ranking of need for leadership
training by Farmer Association leaders indicated
that:
A.

Respondents indicated a need for training in:
a. Organizing, coordinating and conducting
extension programs in cooperation with
extension agents.
b. Establishing rapport with government
officials and other organizations.
c.

B.

Organizing and using staff committees.

No significant relationship or difference
existed between need for leadership
training and the following demographic data:
region, age, education level, and amount of
gross income.

C.

There was a significant relationship between
1

the need for leadership training and the
positions held in the Farmer Association
Central Committee.
D.

A significant difference existed between
chairpersons and vice-chairpersons of Farmer
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Association Central Committee in the need for
leadership training.

Recommendations

1.

The results of this study should be shared with
agricultural extension administrators,
administrators of farmer cooperatives, and private
training institutes responsible for planning and
providing the training to farm organization leaders.

2.

Because most of the significant differences in the
ratings of the leadership activities performed,
perceptions regarding selected leadership concepts,
and need for leadership training were attributed to
the differences of position held in the Farmer
Association Central Committee, it is important to
consider this factor when planning and conducting
leadership training or agricultural extension
programs for Farmer Association leaders.

3.

The agricultural extension agent should increase the
involvement of Farmer Association leaders in
planning and conducting the extension programs.
Training should be conducted for Farmer Association
leaders in this area, because it had the highest
rating among the respondents. Training should also

112
be made available for agricultural extension
personnel on how to involve local people in program
planning.
4.

Develop and use models of leadership training
appropriate to local and organizational situations.

Recommendations For Future Research

Findings of the study indicated that additional research
should be conducted in the following areas:
1.

A more comprehensive study, involving all
chairpersons of Farmer Associations, should be
conducted and the results compared with the findings
of this study.

2. A similar study in which the leadership activities
performed, perceptions regarding selected leadership
concepts, and the need for leadership training with
Farmer Association members, and agricultural
extension agents who work with Farmer Associations
should be conducted to determine leadership needs by
different groups of people and perspectives.
3.

Research should be initiated to further expand and
validate the procedures used in this study with
other target groups in agricultural extension, such
as:

Home Economics, 4-H, and small farmers.
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Variables of demographic information other than
those utilized in this study such as land owned and
rented, expenditure of the agri-business, marital
status, and community position, should be identified
and investigated with Farmer Association leaders in
relation to the leadership variables.
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Organization Chart of Department of Agricuitural Extension
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Northern
RAEO

Northeastern
RAEO

Western
RAEO

Central
RAEO

Provincial Agricultural
Extension Office
(73 provinces)

District Agricuitural
Extension Office
(720 districts)

124

APPENDIX B.

ORGANIZATION CHART OF CENTRAL COMMITTEE
OF THE FARMER ASSOCIATION

125

Organization Chart of Central Committee
of Farmer Association (CCFA)

National CCFA

Northern
Region

North
eastern
Region

CCFA

Western
Region

Central
Region

Eastern
Region

Southern
Region

CCFA

CCFA

CCFA

CCFA

CCFA

Provincial

Provincial

Provincial

Provincial

Provincial

Provincial

CCFAs

CCFAs

CCFAs
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Date

Place

June 21, 1987 Arrived Bangkok, Thailand.
June 22, 1987 Visited FA at Maikao subdistrict, Muang
district, Phuket province.
June 2 3 , 1987 Visited leaders of FA and extension agents in
Phuket province.
June 24, 1987 Left Phuket to Bangkok.
June 25, 1987 Attended meeting of the Central Committee of
FA at Bangbuotong district, Nonthaburi
province.
June 26, 1987 Visited the Sukhothai Thammathirat Open
University, Nonthaburi province.
June 27, 1987 Visited the Central Market Organization for
Farmers at Bangkok.
Visited three FAs at Sumrong, Gayai, and
June 28,1987
Chanaeng subdistrict, Muang district, Surin
province.
June 29, 1987 Visited FA at Prasat district, Surin
province.
June 30, 1987 Visited the Department of Agricultural
Extension at Bangkok.
Visited FA at Klang district, Rayong
July 1, 1987
province.
Visited FA at Bangwa subdistrict, Klang
July 2, 1987
district, Rayong province.
Left Bangkok, Thailand to U.S.A.
July 3, 1907
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IVCrSif M of Science and Technolo

Ames, Iowa 50011

Department of Agricultural Education
201 Curtiss Hall
Telephone: 515-294-5872

Dear Farmer Association Chairperson:
Agricultural and extension educators are continually
searching for ways in which to better serve extension
clientele, especially leaders in farmer organizations.
Without input from extension clientele, extension
professionals may not know steps which should be taken
toward providing viable information in order to plan
effective and efficient programs.
We need your inputi We would like to have you complete
the enclosed questionnaire in order to help us describe
the leadership roles of Farmer Association chairpersons
in transferring new technologies to farmers in Thailand.
Your frank and genuine responses are very important to
the success of this study. Your responses will be kept
in strict confidence. Only group data, which is
compiled from individual responses, will be used in this
study. The code numbers on the survey form be used as a
means to contact those people who have not returned the
survey form. Upon receipt of the survey forms all code
numbers will be removed and destroyed. All
questionnaires will be destroyed upon analysis of the
data. Please return the survey within the next week in
the enclosed stamped envelope.
We appreciate your understanding and cooperation in this
important study.
Thank youI
Sincerely,
Pornchulee Nilvises
Research Assistant

Robert A. Martin
Associate Professor
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Code number

THE ROLE OF AGRICULTURAL LEADERS IN FARMER
ASSOCIATIONS AND THE IMPLICATIONS TO AGRICULTURAL
EXTENSION EDUCATION IN THAILAND.
BY
PORNCHULEE
PART A

NILVISES

ACTIVITIES AND EDUCATIONAL NEEDS

In this section you will find a list of activities. In
column A, you are asked to indicate the extent to which
leaders of Farmer Associations should conduct these
activities. In column B, you are asked to indicate the
extent to which you need updating and more training in
order to effectively conduct this activity. Please use
the following scale :
1

2

Strongly
Disagree

Moderately
Disagree

3

4

Neutral

5

Moderately
Agree

Strongly
Agree

EXAMPLE:
If you think an activity such as "organize meeting of
members" is very important for you, you will circle
number 5 in column A. If you think you know how to
organize meeting very welland you do not need more
training to conduct this activity effectively, you will
circle number 1 in column B.
Activity

A

Organize meeting of members 12345

B
12345
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Strongly
Disagree

Moderately
Disagree

Neutral

Activities that a leader
should have or conduct.

Moderately
Agree

Degree of extent
to which this
activity should
be conducted

1. Formulate goals
1 2 3 4 5
2. Formulate objectives
1 2 3 4 5
3. Manage resources, e.g.,
money, people
1 2 3 4 5
4. Manage time
1 2 3 4 5
5. Organize committees
1 2 3 4 5
6. Delegate responsibility
1 2 3 4 5
7. Delegate authority
1 2 3 45
8. Conduct need asssessments
1 2 3 4 5
9. Analyze needs
1 2 3 45
10. Prepare an annual program
of work
1 2 3 4 5
11. Prepare a long-range
program of work
1 2 3 4 5
12. Plan programs
1 2 3 4 5
13. Coordinate with an extension
agent in conductinging the
extension programs
1 2 3 4 5
14. Contact with an extension
agent to give information
and agricultural knowledge
at member meetings
12 3 4 5
15. Write and send appointment
letters to members and an
extension agent
12 3 4 5
16. Write articles for radio
broadcasting
12 3 4 5
17. Write articles for the local
newspaper
12 3 4 5
18. Visit and give information
to members at home or farm 12 3 4 5
19. Give information to members
by circulating letters
12345
20. Carry out group activities
by working with committees 12345

Strongly
Agree
B
Degree to
which you
need
further
training
in this
area
1 2 3 4 5
1 2 3 4 5
1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

12 3 4 5
12345
12 3 4 5
12 3 4 5
12345
12345
12345
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PART B PERCEPTIONS REGARDING LEADERSHIP
Please read each statement carefully and circle the
number under column A which best expresses your degree
of agreement with the statement, and circle the number
under the column B that best expresses your need for
further education and training in this area. Please
refer to the following scale:
1
Strongly
Disagree

2
Moderately
Disagree

3

4

Neutral

Moderately
Agree

Items
Degree of
Agreement
Leaders of Farmer Associations should:
1. Formulate realistic goals
for the group program.
1 23 4 5
2. Manage work consistent
with resources.
1 2 3 4 5
3. Manage time effectively.
1 2 3 4 5
4. Delegate responsibility
and authority.
1 2 3 4 5
5. Determine needs of members. 12 3 4 5
6. Determine objectives of
program.
1 2 3 4 5
7. Establish program
priorities.
1 2 3 4 5
8. Prepare an annual program
of work for responsibility
area.
1 2 3 4 5
9. Prepare a long-range program
of work.
12 3 4 5
10. Provide leadership for
program planning and
execution.
12 3 4 5
Leaders of Farmer Associations
11. Identify and use early
adopters in programs.
12. Organize and use staff
committees.
13. Provide recognition for
staffs.
14. Maintain staff morale.

5
Strongly
Agree

B
Need for more
education/
training

1 2 3 4 5
1 2 3 4 5
1 23 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 34 5
1 23 4 5
1 2 34 5
1 2 3 45

should:
12 3 4 5

1 2 3 4 5

12 3 4 5

1 2 34 5

12 3 4 5
12 3 4 5

1 23 4 5
1 2 3 4 5
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15. Develop leadership
potential of staffs.
1
16. Organize and use an advisory
committee.
1
17. Establish communication
among members.
1
18. Compose written
communication.
1
Manage
correspondence
19.
promptly.
1
20. Communicate orally to
groups.
1

2 3 4 5

1 2 3 4 5

23 4 5

1 2 3 4 5

2 3 4 5

1 2 3 4 5

23 4 5

1 2 3 4 5

2 3 4 5

1 2 3 4 5

2 3 4 5

1 2 3 45

Leaders of Farmer Associations should:
21. Communicate orally to
individuals.
12345
22. Possess listening skills.
12345
23. Listen carefully to opinions
of group members.
12345
24. Establish rapport with
government officials and
other organizations.
12345
25. Make group members
understand the goals and
objectives of the group.
12 3 4 5
26. Develop group communication
techniques and strategies. 12345
27. Do not listen to other
persons who have some
conflicting opinions.
12345
28. Use correct, parliamentary
procedures to conduct
meetings.
12345
29. Lead a discussion.
12345
30. Be able to communicate
goals and objectives to
group members.
12345
Leaders of Farmer Associations
31. Take action first and
report to group later.
32. Provide recognition for
achievement.
33. Deal with complaints.
34. Share the errors with
the people who are
responsible.
35. Cooperate and work in a
group.

12345
12345
12345
12345
12345
12345
12345
12345
12345
12345

should:
12345

12345

12345
12345

12345
12345

12 3 4 5

12345

12345

12345
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36. Plan activities of a group
effort.
12345
37. Be willing to accept
different ways of doing
things.
12345
38. Be able to check on the
progress of group activities
without intervening.
12345
39. Evaluate their own
leadership abilities.
12345
40. Make the development of
leadership in other people
one of their goals.
12345
Leaders of Farmer Associations should:
41. Recognize leadership
potential in others.
12345
42. Share leadership
responsibilities.
12345
43. Be willing to share power
and prestige with other
group members.
12345
44. Know which group members
have the interest and
ability to do a certain
task.
12345
45. Know the group members well
enough to have an idea of
their interests and
abilities.
12345
46. Delegate responsibilities to
others, but keep authority. 12345
47. Enjoy learning about people
with different backgrounds
and experiences.
12 3 4 5
48. Explain difficult ideas to
others to help them
understand.
12345
49. Express opinions when
feeling that they are
important.
12 3 4 5
50. Make decisions as leaders
as much as possible.
12345
51. Respect the opinions,
feelings, and emotions of
people of different ages.
12345

12345
12345
12345
12345
12 3 4 5

12 3 4 5
12345
1234 5

12345

12345
12345
12345
12345
12345
12 3 4 5
12345
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PART C

DEMOGRAPHIC DATA

Please fill in the blanks, and/or mark in the best item.
1. Name of your Farmer Association you attend:

2.
3.
4.
5.
6.
7.

8.

Subprovince name:
Province name:
Region name:
What is your present age:
What is your highest education level:
What is your gender: Male
Female
How many members are there in your household?
What was your total or gross income last year?
Please identify the source of income from most to
least by ordering numbers in front of each item that
applies. f1 = highest, 10 = lowest) Indicate all
that apply:
a. Rice cultivation.
b. Horticulture.
c. Agronomy (Crop production other than
rice).
d. Livestock.
e. Marine fishing.
f. Fresh water culturing.
g. Silk-worm culturing.
h. Mushroom culturing.
i. Bee-Keeping.
j. Merchandising (Sales of agricultural
products).
k. Other (Example: carpenter.household
industry).
Specify:
As of June 1987, how many years have you been a
member of a Farmer Association?

9. As of June 1987, how many years have you been the
chairperson of the Farmer Association?
10. List other leadership positions and the length of
time you held this position in a Farmer Association
or other organization (e.g., secretary for five
years):
Position
for
years
Position
for
years
Position
for
years
Thank you for your cooperation.
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DATA COLLECTION INSTRUMENT COVER
LETTER (IN THAI)
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^ ni» 1009/1 196 •

nnKWiaîiiinnnwir
mmrmaTulu lîran-jiîu rni 10900
l(> îlçvimj 2530

ifaq îîirmijr):ûfetiranitiiijaai]tnj4lufnr0'»1i
I

lîtiu

iJTsinuncisnj-njinrnflijn^uiJwiTnn*ivrifiYnv*5M^

Sq&qmmu mjuflautnii 1 ^fi
fnunnrâ-jlaîjjtnnrawrniiraj uuthiinr^au îaBifia aontlnJrs^uvn^tnalj
, aTïvnmrnhSrw

"ïiwmMJtm'in^uirawrnrlujiijîijiaTuinTinimr

îa^îlrr ivfilwu" Tnoîh'îiçiJrsa<jmi^wlmnBsnrnjlaîuinrinwiria-j

imwrnnras

iYM%mÎMmnnqmT3n'iijnji4anîMih^9nTniimii& mraftwflnH'iPiriJjfifiiiluBîM^if^jJimifirnr
i^'jïlfiiflmJrrTtjîuunaïunîfnriliîîuiBaj'liimm^utmiSiJ^^iii^liJ
1-1i?tjun i^anTiiinijflarimnunjwinTaniiijmiaijnwiM^uumn^ir^
iiaiî)'i?lumï>jifcintniuî;iinimnwiT nnja-iiahimnnwir Tfiultfiunjflaijtnwlnrafiiraia-jlu
ïajvfiwunu^uinjuTiiTowî mulu-A^ 25 Snuoou 2530
ailvj îiauavlnunTanf'ïsil^fnin'l'JifttfiriJwiinïVslim'iinuîiMiflunu^nftîi
Tfiu^yjwyitrttJuuBa^iujuaaiJciiuiifias^eivsn'ivam " lam! " liiilaazmnlumTriijnuB^
MimnudilfiiHilutnrnTanBaMiJrsmrIf)
in^anifir^Su Oa^irtH innuiaflTwnfiw
(02) 4681028 uasBaBauçulupinjjnjâaBa^vnuiiluatn^a^jn ai Tama?
BaiwwmimSifla

mi'jiînininnjîvnniuirajfir
Tvir. 5793864

(uiuoir-ift dusiltjviu)
ra-wSufi iJ^iI^ln^mniviu
aSu^nrua^iaîuniTinufir
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^fnrJ7nagfiromD'imTintmjiit)WîvlimTiAi^

n'At4 IwimtariWws^w^^ i ifhi 2(hn ^ tfivftltrtîM n.&liijius
jinviftj^njuiremrnri!^^ rnlmnwtwwfmwIniibmA^

tUi^îuimiiMiT
AwliMW 1. «climmidn^mTW^ilhfyAYmiilumumi^lAMlfiMfalM
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, 4
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mrnmc

îWnuiib

fitrnn^

lAmw
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iDunn^ 1
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oimw

\

liflWurnnm^ «fihilhiinnlrsptbnîn» trwiûWnjji^hwîutiii^ài
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$
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n.

u
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1

9tn<jtl'j

2
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4
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iflunai-î'i

li^ufno

5
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12345
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3. ^Iimriïwfîitjinr ism i^u^,
^fifta
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12345

4. AmrAuyi

1 2 3 4 5

1 2 3 4 5 .

5. ^fiAiAmwnTmmT
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12345

6. nTs^nufiriufttlmitiu

12345

12345

7. nrs^iuantnwin^
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12345

12345
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12345

10. '^TnnmrilrsVnîl

12345

12345

11. ^nvhlfii'îfnrTSLstm

12345

12345

12. incwtrnÏMTcTnT
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8. ^IwflmnirsiSufmu
9

•

fra^jnwîMnçjj

13. ilrsanwnufîjinMin^

iflîjjlumnfuiufrw
Inntnrt'iitfTji

(•.i^n)
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"lî|i(hj!nu
ainq&

. fi^uîi'3
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1 2 3 4 5

1 2 3
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4
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•
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• »
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5
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1 2 3 4 5
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3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1 2

3

451 23 4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

19. immrlmmsiHjrgaiwTiQtn^

nnifi
20. ffilnÎJinmçtJîJîfiaiMiîanli

I I I
rsM-n-jn^um-j i
V

I

ciunmiuinwrnrpnr^s:
21; fF)lwmwfiçtJiJÎninin1''an1i

Tïvm^iJFirafn'j i
22. dnniiifluiInY?^w^

I I
23.

Ifiîwa^
I

1^

24. îiîjjImimn^înilrsîi'jwnTi
« " ** Jw
Tzrwm n^mnH?iTnTnlj
num'i^inwî
iratVIUIU-JIU^U 1 ^l^U'iîlîl'3
25. %iu1wun9nn^wml9S>] uhimu

irasTfijjilj-sîi-î^umîfn lîwnu
îiQ^n^u
26, #niviMÎ)pni9:nQ!^lumr

?l?)natlaaii^

(Ti^n)

146
I

2
•

I

n

Iwulufnu
I I

3'
#

.

'

»

5

II

#

piQUîn^a

ufniuiwi

n-auîii-j

luiT^UMU

iilurrai<j i

immiu

I

•atnoS'i

'

4

W

I

ifiufnu

I»

I

If
I# I w
nijBannuin'jaiviQ

I I

I

f

w
pinu^iwmm'atnr
Siraijnjfntrf

27
fUlPl'nuîiflli^ViîlîNfm
28.

12)45

1234$

12345

12345

12345

12345

1

1

lilu
ïn'amniij!ïïnà'ffîi:|«îim

29. uhTnniBiJnuvifail?nu'inn!'Bnui^Q
V
imiBjwi
I

y

30. 3pir))j«hjnrn1ufr>rtntjvraf)iihwinu
/
I
I
I

V I
uinrmwimmTnTMn: 1

2

3

4

5

2

3

4

5

31. a-JÎÎîinrs^nmxlfi «1 naum?<3ii^-a
Ivin^uvinijluinmia'^

12345

12345

1

1

32. î'îiSfi'ijaij'liirnrnrïviiMlîimTîTftBulî
'^inatn^wnrsiflhliJiia')
.1.

I •

2

3

4

5

2

3

4

5

33. tJayî1r?.nmi^u'3m)iîa-3ijUM?a
V

T0'3'Mnîifn>j 1

# y
I
34. nr:?nii(mw9fm iTinmaiic]i
J
"

i{nminjtlf«mjlTjfnrnr5;i*n&

35.

p

12345

12345

12345

12345

1 2 3 4 5

1 2 3 4 5 '

(M^n)

' 147

lui&Mu
I

FiDWK

l

I

gunqSq

dfi'îiJJifiii

fiauîn<3

M

i^îifwu

W

iJJiflufnu

iflun^n-j i

VI1U
alu
^
^
mjugpiiiwïn^an^u

^^nrnj

I

i&mu

I

aui-îû'i

muulufnovifBlynlj
"
pmwfitD<3fnm-3nir
Snajnjfnuî

36. ')i«3iimjnjj(wluinrnrsvi''iB^nrrjj
t
nusB'jn^jj

12345

12345

12345

12345

nrsitfoutl^fnTfi'iiîwiu
12345
«3
w
39. finunrnvi^5!Jysi3TiFinuii5utm*i

12345

37. UQwAsunqIM îr>3iw')vn«3wî»nijiâ
J

' '

n"

•) iwîfnf^

J

U

I»

38. niînrmiîsnn^îiaijn'îiufn'ïMin
lu^fnmîijn^Tfltjlunrsviii

aa'3nuia<jln

12345

12345

12345

12345

41. UQW Aminu

12345

12345

42. nTsriurmyjiJ^fiïïaij'lufrirtfluJu'i

12345

12345

43. ifiiA^^snrsnuQ'un^irasMiud
u I
^Qi^u^lvuinîijn^fin^ij

12345

12345

44. rS^Mnyîiul^iiîiïPinjJîmnrcilumr
I
•
vi'i'niiittnsainijîia-jîiîn'antiaij

12345

12345

40.

m
fnxjiihmntj^^'jl^lo
M I
mïhngnirmrnrnm: $
V

OT^n)

VJi

&
«
ra

S 5
fc2>

o

t

&

3'
3

€t

5.

OA
3

n-

ro

e

00

ro

-p-

N
\x
-p-

VJ1

vn

ru

vs
fvji

ru

ro

ru

ru

VI

VI

VI

-pVjl

-p-

-p-

VJl

VI

Vi
f
VJI

3"
o
3 %
3-K -

mi
3

vn

lU

ru

ru

ro

VI
f

(u
VI
-P-

VI

VI

VI

VjJ

•p-

-P-

Vn

vn

VI

Vjl

tu

V)

Vn

:^

Ml

r 1*

I C&
M
VI
f

a ë

^ «

I

r:

g'3"

g.

%

3 ir I

c) *S"^

ê»-3
CZ ^

VJI

149
J
K I
nnftvi 3 ïQuavrjliJ

1. ^Qn^uinunrnr^nu^^fffi

mm

I
2, în^iT^^Vjajvnu

.
3

3. rcraimrfinHi^'a^fi
•

4. ivifi nu

P

Jo

.(vi'uMB'jvjntj / wa-oMPiruMfiti'amT) •

5. gin^nlwrgunAiia^vinml^nviu

piu

6. Viu')un!jlf)T^<jwiJwhf)ftluraijil^ira'j (i!ivnsiJ«nwtjnwji) Tnululmrnpnlîiniilîi n
invi

7.

6 Tnulaiviu^jwjntJi^BlwinMftnjJiirasBaiYi'TU
munTiwijk??^ iJu'ianfiij'nmnnliJvnuatj
^
^n'lwufilwiwtjiB^ 1
iiaswuiuiîjîi 10 ijkiiii5^nu1mmn^m iMSufia-ars^^Viuiuioy
n. iintn
n,

TlhtllU

fi, vhlj- (vliB^u 1 UDniM^BrjrrtJio)
«3,

9, iJrsu^
D. iaij<3tîénin
####»##**#*##

% #

If, ivnsifin
* ##*##***### # 01#
w
I
/
.%. rnrfn (^hiimiiwamcjaiiQguafijmm^rnrinwmr)
2. ^li 1 (îftaui^

yiaiMnrnjlunAi^au) yr:y.

I.

u 1—

150

8 . m

y

m

r

a
a

i

n

w

m

r

1 D n u i w 2 5 3 0 ivmiuj

IflBU

9. înyfnrifluiJrsinun^iiifmyirnriia'iviiwutl'i'îiiii 1 2çtniiu 2530 mi%
ifiau

10. TL'îfirs^rfuinwlu 1 iiasrsusnan^uiftulfifijifianlt^rf'iT'jnnuMw'lun^uinimrnr
MÎaîNnfrïT^u 1( imi n'limw i^nujm rsusnai _2 3)
I
1
.
mniiMW
rstisnsn
I
pflllMW
yguziwi

3

(inuviu<]

3

r:U3iw

îQuaijçojluMiunjjSa

3

151

APPENDIX H.

FOLLOW-UP LETTER (IN THAI)

152

4 iw 1009/

nniti^iaJwnnftimr
tiuwwaTuSu mrajniim mi 10900
I

nxwpw

2530

iiQftrttjrââolwnmtimQiiJtimitnu
lAju
wASa ^ mt 1009/1.196

16 Symtm 2330

IwiîmriJjnjifenmnttnrttmtrWlujnrî^îi
, ifw

•imuiviim^tju'inçuiiwim'lwiuflaïaîjjtnTinwiTKi^iJrsiwrilxu" UMIWBU

nt^ifitinmnjîwNnuifmnr nmmaîjjtnrifBtfir

M

y

I

I

25 S^tnim 2530 A

( 0

im i-nilnai^iaunua') iinnrud4ia?urnrinunrtI^lulf)/!ljiujiKifnmiu
Anal") unilrstnrln i&NYiMmmniuaimrniw^Tmin^akTgliMmDwDqluniT

Ti'jttuuQunjiwsifenivj'ttJiflu^iliin^uiratfiTnTTitjliJ wnnlMl«fliwuni&imnu
mr^'RjînwslJlwftoatfnifwîiiJrïii^nln
1<)tfinm i^af^rujdQnrtiniunjafttiimt uaiaji^uTnuniu
muluiW 20 nrnipfw 2530 mu

rnrnrahîwiuTilTnnranliînnj^nttiuas

Ijmwifnu fnîaujoflnn
«auaMmnuiSitki

(inuts-^f dunJOvm)

nQvjïfeintnnjîmNnuinBîir
Twr, 5793064

Ta^gSufl ii^'Jnîmruvm
• çBurmnKi^larufnnnwiT

153

APPENDIX I.

THANK YOU LETTER (IN THAI)

154

i m* 1009/1.255

nnJti^i8î«mTinnfiî
tmuTwaluîlu nmn^mu iw 10900
11 Bwimj 2530

i^-j MOTuijmlufniJjnwlBnTBfiiiiiuaîiiJtnjj
iitju ilTsimutisnijiJTsiriumarnTniniTTia'i'jrtqjJinwiTiirf'awffi^nfni'i'f)
wî'<î3b d nu 1009/1.196 a^jiu^ 16 Syiiuu 2530

wmnunmlanTBniujuaaiitnui^-j » innrwM'Jou'i
nnjJimmTnrlu'îiiiajiflîwmnnunTïadTsiwfdviu " i^ilTsnaiimnhivitrwnuB HB-J
yuanTiïTiau îh9ifi« A
nnia'iiîiîuniTimKiTtfifijuuijaBiitfliiffjnîi'mîtJiJiBtiuai urisno'jouija
^«•WJiixiîjînw.miîIuBijijnm m «umu.
nfliianjfininlîitiB
(untnur-jn îlunluvm)
rB-jBÎufî i^ilîirrtirmivu
BBuîînnja jlawmiiniwT

nBiAmmninMTciuinwiT
IvT 5793864
/

^

(ui^fl^vîrt mamAî)
u I
;ft\nntlitJiPiwR^inii7iT fnwnnîïnyuviu
uBhuounnrnB'Jvîmi'irnnJTMi iniwT

155

APPENDIX J.

HUMAN SUBJECT RESEARCH APPROVAL FORM

INFORMATION ON THE USE OF HUMAN SUBJECTS IN RESEARCH
IOWA STATE UNIVERSITY
(Please follow the accompanying Instructions for completing t h i s form.)
Q T i t l e o f project (please type): The role of agricultural leaders In Fanner

Associations for the agricultural extension in Thailand.
r 2 J I agree t o provide the proper surveillance of t h i s project to Insure that the rights
and welfare o f the human subjects are properly protected. Additions to or changes
in procedures affecting the subjects a f t e r the project has been approved w i l l be
submitted to the committee for review.

Pornchulee

Nllvises

n/b 1^7

Typed Named of Principal Investigator

223

Date

Curtiss Hall

_
Signati7re o f Principal Investigator

294-0901

Campus Address
Cures of others ( I f any)

Campus Telephone
Date

Relationship t o Principal investigator

f

Major

Professor

r 4 J ATTACH an additional page(s) (A) describing your proposed research and (B) the
subjects to be used, (C) indicating any risks or discomforts to the subjects, and
(D) covering any topics checked below. CHECK a l l boxes applicable.

1 I Medical clearance necessary before subjects can p a r t i c i p a t e
I

I Samples (blood, tissue, e t c . ) from subjects

I i Administration of substances (foods, drugs, e t c . ) t o subjects
I I Physical exercise or conditioning for subjects
I i Deception o f subjects
I i Subjects under 14 years o f age and(or) Q Subjects 14-17 years of age
I I Subjects In Institutions
I i Research must be approved by another i n s t i t u t i o n or agency
( S j ATTACH an example o f the material t o b e used t o o b t a i n Informed consent and CHECK
which type w i l l be used.
I I

Signed informed consent w i l l be obtained.

Q Modified informed consent w i l l be obtained.
Month
12

©
Anticipated date on which subjects w i l l be f i r s t contacted:
Anticipated date for last contact with subjects:

Day
1

Year
^987

1

1988

( 7 ' J I f Applicable: Anticipated date on which audio or visual tapes will be erased and(or)
i d e n t i f i e r s w i l l be removed from completed survey instruments
Month
irperscn

Date
//y^

Day

Year

Department or Administrative Unit
Agricultural Education.

9 . J D e c i s i o n o f t h e U n i v e r s i t y C o m m i t t e e o n t h e U s e o f Human S u b j e c t s I n R e s e a r c h :

iTj
get Apprc'.'jj
Prcj
-.ct apprcvsd
[j M? act'cn rsqu!
G.'torc'i G. Ko ras
hi./Ùj"y7'..
McC's of Ccir.iTii
C;-.a i r-'^rson
Do:2
S!çnature of Coir.rrittaa Cha i rperscn

