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Re: Information Enquiry
To: Dear Respondent

The attached document: Questionnaire
Dear Sir/Madam

| am a doctorate student at Chulalongkom University, Faculty of Education.
I am now conducting research in the area of Developing a Learning Organization
Model via Human Resource Development Unit as an Extension of Higher Education,
which is a new wave of importance for both government and private sectors.
Consequently, the Human Resource Development Unit should encourage and support

the organization to become a learning organization.

This research aims to develop the learning organization model facilitating

HRD to apply methods to improve the efficiency of the organization.

Since your organization is considered an outstanding leader in the field of

business / education it would be valuable and useful in completing this research.

| would be most grateful if you could complete the attached questionnaire, put
it in the provided enveloped, and return it to your coordinator at your organization
before October 27, 2000. | very much look forward to receiving the completed

guestionnaire.

Respectfully yours,
&Y 1 ”\
/ﬁ)(i/(,({/ué/\ C:z:')/s/\ P2
(Mrs. Malee Dhamasiri)
Director of Corporate Development Department

Thai Airways Intematinal Company Limited
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Learning Organization
Definition

A “learning organization” is an organization, which have a capacity to learn,
adapt, and change continuously in order to enhance productivity and quality of service.
In such a learning organization, its operational values, work procedure and system as
well as its organizational structure can support and accelerate organizational learning.
Its learning leads to paradigm shift, the improvement towards efficiency and the ways

in which individuals and organizations operate.
Three Key Characteristics of Learning Organization

1. Openness: the responsiveness to the external environment trying to learn
what is going on the outside world relying on research reports, periodicals
and docuementation from outside experts.

2. Creativity: the necessary characteristic for learning. Learning oganizations
nurture and promote two most important aspects of creativity-personal
flexibility and willingness to take risks.

3. Cooperation is a fundamental necessity for all activities.

4. Every employee undergoes the process of growth, development and
Involement in the process organizational change.

5. A learning organization is a creative organization, in which every
employee participates.

6. Working in any learning organization is enjoyable and challenging.
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Instruction

This questionnaire consists of three parts

Part 1 Personal Data
Part 2 : Questions concerning functional systems in your organization

Part 3 : Questions concerning personal traits of Thai People

In part 2 of the questionnaire, you are asked to examine twelve sub-systems
in your organizational learning. Although it can be examined separately for
convenience, a sub-system is a component that is not separate entity but it linked to all
others that form the whole. Each sub-system has mutual impacts on one another. The
sub-systems that you will assess are as follows:

Vision and Strategy

Executive Practices

Managerial Practices

Climate

Organizational andjob Structure
Information flow

Individual and Team Practices

r 6 mm o o = »

Work Process

Performance and Education

J. Training and Education

K. Rewards and Recognition

~

Individual and Team Development
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Questionnaire: Learning Organization
Questionnaire to ask opinions ahout subsystems in your organization

Please consider the following sentences and put/ in an appropriate box that correspond to your opinion about the current

A. Vision and Strategy
Very

Much

The vision and strategy are continually updated, based on
changes in the business environment and customer’s needs.
People take into account the organization’s long-term goals
and strategies as they plan and execute their work.

We discuss trends and forces that drive current and future
changes in our marketplace and industry as a normal part of
our work.

We have avision of ourselves as an organization in which
learning and purposeful change are expected.

People have a broad understanding of our organization’s

structure, processes, and systems and how they are related.

reality of your organization and to what extent can it be developed in the future.

Current Reality

Much Moderate

Little

Least

Very
Much

Future Possibilities

Much Moderate

Little

Least



, _ Current Realty Future Possibilities
B. Executive Practices

Very Much Moderate Little Least Very Much Moderate Little Least
Much Much
6. We are inspired to follow our executives toward our

organizational vision.

7. Executives visibly lead and facilitate problem-solving
efforts or special projects.

8. Executives speak about the connections between continuous

learning, continuous improvement, quality, and business

results.
9. We believe that our executives are proud of us.

10. Executives hold managers accountable for supporting the

development of their employees.
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12.

13.

14.

15.

c. Managerial Practices very

Much
Managers encourage USto pursue personal development as

part of ourjobs and to learn by doing.

Managers help their people integrate what they have
learned in development or training programs by discussing
business applications.

Managers communicate effectively with their employees
about the employees’ developmental needs and progress.
Managers encourage people to contribute ideas for
improvements through individual conversations and/or
group meetings.

Managers admit their own mistakes.

Current Reality

Much Moderate

Little

Least

Very
Much

Future Possibilities

Much Moderate

Little

N
NJ

Least



16.

17.

18.

19.

20.

p. Climate very

Much
We are not afraid to share our opinions and speak our
minds.
We have a healthy sense of “play” about our work; it's
0O.K. to enjoy ourjobs.
We work hard to eliminate “we/they” mindsets; we
cooperate and collaborate whenever possible.
We treat one another as adults-as people who can think for
themselves and be responsible.

People are interested in and care about one another.

Current Reality

Much Moderate

Little

Least

Very
Much

Future Possihilities

Much Moderate

Little

Least



21.

22.

23.

24,

25.

Very

E. Organizational and Job Structure

Much
Job rotation, ad hoc assignments, and/or cross-training (for

otherjobs) are used to build work-force flexibility.

We utilize self-directed work teams that have responsibility
for work processes from start to finish.

Our work spaces are designed to allow for easy and
frequent communication among those who work together
most often.

We routinely modify work processes in response to
changing circumstances or priorities or to improve
efficiency.

We are reducing the number of rules, policies, forms, and

procedures, allowing more individual judgement.

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

9

Least



26.

27.

28.

29.

30.

F. Information Flow Very

Much

We utilize advanced technology to improve the flow of
information and to enhance our communication with one
another (for example, satellite TV, computer networks,
electronic mail, cellular phones, or pagers).

We communicate key business information to all
employees through channels such as organizational
newsletters, department meetings, and/or all-personnel
meetings.

Those of us for whom it is appropriate have learned to use

our computer system effectively.

All of our employees receive quality, productivity, cost, or
sales data relevant to theirjobs on a daily or weekly basis.
As our work groups or project teams solve business
problems or create new approaches, we communicate our
learnings and results throughout the organization (through

things such as memos, presentations, E-mail, etc.).

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

Least
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32.

33.

34.

35.

G. Individual and Team Practices very

Much

Individuals and teams are encouraged to identify and solve

problems in their work areas.
In conflict situations, blaming is minimized so that people

can openly and honestly discuss the issues and work toward

solutions.

People and groups are encouraged to analyze mistakes in
order to learn how to do it better the next time.

We routinely ask one another for feedback on our
performance so that we can continually improve our work.

We share our expertise and learn from one another through

informal conversations and “storytelling.”

Current Realty

Much Moderate

Little

Least

Very
Much

Future Possihilities

Much Moderate

Little

ON

Least



36.

37.

38.

39.

40.

Very

1. Work Processes

Much
We routinely and purposefully use systematic problem-
solving techniques for solving difficult problems.
We routinely experiment with new approaches to our work;

we try out new ideas.

When a group leams or discovers new information that
would be helpful to others, that infoimation is quickly
disseminated throughout the organization (for example,

through presentations, memos, computer networks, etc.).

When we engage in problem solving, we consider the
“ripple” effects that various solutions or actions may have
throughout the organization.

We learn from marketplace through studies of competitors

and/or other industry leaders.

Current Realty

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

to

Least



41.

42.

43.

44,

45.

Very

|. Performance Goals and Feedback

Much
The satisfaction of our internal and external customers is
considered in our performance reviews.
As appropriate, people periodically renegotiate their goals
with their key customers, suppliers, and/or managers.
We routinely give our suppliers (internal and external)
feedback on the quality of the products and services they
deliver to US.
We set our individual-development goals during an annual
goal-setting process, rather than during our performance
appraisals.
Individuals’ performance goals are clearly aligned with the

organization’s strategic goals.

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possihilities

Much Moderate

Little

NJ

Least



46.

47.

48.

49.

50.

J. Training and Education Very

Much

Educational programs include skill training on “learning
how to learn” from one’s own experience and from others.
Educational programs include skill ‘raining on becoming
more creative problem solvers.

We have diagnostic tools for individual development and/or
developmental-planning processes available for everyone.
We assign special work projects in which people are given
the time and support to learn new skills and knowledge, as
well as do the work.

Formal training programs provide US with tools, job aids, or

processes that enhance on-the-job performance.

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

Least
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52.

53.

54.

55.

Very

K. Rewards and Recognifion

Much

People are recognized for being courageous, that is, for
experimenting and taking appropriate chances.

Managers are rewarded for supporting the development of
their employees.

We share directly in the profits of the business through a
profit-based reward system.

We are not punished for making honest mistakes, for
having tried something worthwhile and failed.

We are recognized for solving business problems or

successfully meeting challenges.

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

Least



Very

L. Individual and Team Development

Much

56. Much of our ongoing learning comes directly out of our

57.

58.

59.

60.

work experiences rather than through formal training
programs.

Teams are given appropriate assistance with their
development (e.g., process facilitation, team-building
support).

People have individual-development plans that impact their
performance in a positive way.

Work teams and long-term project teams have specific
learning agendas.

Taking responsibility for our own learning and

development is considered part of ourjobs.

Current Reality

Much Moderate

Little

Least

Very

Much

Future Possibilities

Much Moderate

Little

B

Least
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Questionnaire to survey opinions about subsj stems in your organization.

Please consider the following phrases and put y in appropriate boxes that correspond to your opinions about individual
characteristics of Thai people and how much each individual characteristic supports the learning organization concept.

Individual Characteristics

Assertiveness is valued.

Sensitivity is valued.

Long-term oriented, focus on present and future.

Short-term oriented, focus on past and present.
Ambitious.

Contented.

Decentralization is popular.

Centralization is popular.

Dislike initiatives, failure is stigma.

. Creative, take risk if appropriate.
. Attribute failure to individuals.

. Attribute failure to outside forces.
. Disagreement is common.

. Do not disagree to keep harmony.

How much of these phrases
oescribe individual chiiracteristics

Very
Much

of Tlai peap €

Much Moderate Little

How much of these individual
characteristics support the

leaming organization conoept?

Least Very
Much

Much Moderate

Little

to
to

Least



15.
16. Supervisors must look for problems, subordinates wouldn't initiate

17.
18.
19.

20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.

Individual Characteristics

Subordinates always seek help when encounter problems.

a discussion.

Responsive to situation-opportunities.

Speaking one's mind is a characteristic of an honest person.

Tolerance is shown toward those with differing opinions and

standards of behaviors.

Low tolerance for deviant behavior and ideas.
Empowerment is accepted and initiative is shown.
Instructions are sought and responsibility is avoided.
Indirect or circuitous.

Get to the point and be efficient.

Purpose of education is learning how to learn.

Purpose of education is learning how to do.

Rarely plan ahead, especially in long range, play it by ear.

Always plan ahead.
Reward behavioral traits.

Reward performance.

H frhﬁph
desm% %ﬁ/‘igual a(r:tag%tics
of T lai peope?

Very
Much

Much Moderate Little

Least Very
Much

Much Moderate

Little

00

How much of these indlividlual
characteristics support
learning organization conoept?

Least



284

0302(2770.0603)1275

10330

12 2543

. 218-2582



285

89

10900

12 2543

(DEVELOPING A LEARNING ORGANIZATION
MODEL VIA HUMAN RESOURCE DEVELOPMENT UNIT AS AN EXTENSION OF

HIGHER EDUCATION)"

(02) 545-154,545-1535
(02) 545-3903

(01) 621-9353
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(Learning Organization)

(Openness)

(Creativity)

(Self-efficacy)

286



10.

11.

12.

12

(Respondent)
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o (1)
O(1) 20-25
O (4) 36-40

o (7) 51-55

o (1)

o (4

o (1)

o (3)

o (1)

o (3)

o (2)
O(2) 26-30
O (5) 41-45

O (8) 56

o (2)

0O (5)

0(3) 31-35

O (6) 46-50

O (3)
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26.

27.

28.

29.
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36.

37.

38.

3.

40.



41.

42.

45.



46.

47.

48.

49.

50.

10.
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52.

55.
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56.
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58.

59.

60.
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Names of HRD Professionals And University Professors
Validating the Questionnaire:

1 Assistant Professor Chidpong Sayamnet
Former Vice President, Human Resources Department,

Thai Airways International Public Company Limited

2. Ms. Prapattra Laowchaiwat
Director of Personnel & Training,

Dusit Thani Hotel

3. M.L.Wannamart Thongtham
Director of Human Resources,

The Regent Bangkok Hotel

4. Ms. Sivapom Thapanasuth
Senior Vice President & Manager,
Training Department

Bangkok Bank Public Company Limited

5. Mr. Tawatchai Treewitya
Executive Vice President,

Exim Bank

6. Dr.Suchart Sungkasem
Deputy Chief Executive Officer,

Phatra Insurance Public Company Limited

7. Mr. Amop Pomdhiti
President,

CGU



8. Mr. Panaros Malakul Na Ayudhya

Assistant Professor,

Department of Public Administration,
Faculty of Political Science

Chulalongkom University

9. Mrs. Nupagom Chantrapagom
Educational Officer,
Human Resources Institute,

Thammasat University

10. Ms. Prapapen Suwan
Assistant Professor,
Faculty of Public Health,
Mahidol Universityl

11. Mr. Pomchai Mongkhonvanit

President, Siam University



Name List of Enterprises and Institutions

Private Enterprises

Multinational Banks
1 Citi Bank
2. Bank of Asia Public Company Limited
3. Deutsche Bank Group
4. Bank of America NT & SA

Thai Banks
1. Thai Farmers Bank
2. Siam City Bank PCL
3. Thai Military Bank

Multinational Hotels
1 Shangrila Hotel
2. Grand Hyatt Erawan Bangkok Hotel
3. JW Marriott Hotel
4. The Regent Bangkok Hotel

Thai Hotels
1 Dusit Thani Hotel
2. Sofitel Central Plaza Bangkok
3. Asia Hotel

4. The Emerald Hotel

Multinational Insurance Companies

1 Thai Zurich Insurance
2. Aetna Osotspa Life Insurance Co., Ltd.

3. American International Assurance Co., Ltd.



Thai Insurance Companies
1 Phatra Insurance Public Company Limited
2. The Dhipaya Insurance Company Limited
3. Bangkok Insurance

4. Muang Thai Life Insurance Company Limited

Public Enterprises
1 The State Railway of Thailand
2. Metropolitan Waterworks Authority
3. Thai Airways International Public Co., Ltd.

4. Airport Authority of Thailand

Higher Education Institutions

Private Institutions
1 Bangkok University
2. Siam University
3. The Thai Chamber of Commerce University

4. Rangsit University

Public Institutions
1 Chulalongkom University
2. Ramkanghaeng University
3. Mahidol University
4

Kasetsart University



Subject

Thai Hotels

Dusit Thani
Hotel

Asia Hotel

The Emerald
Hotel

Sofitel Central
Plaza Bangkok

Multinational
Hotels

Shangrila
Hotel

Grand Hyatt
Erawan
Bangkok
Hotel

JW Marriott
Hotel

The Regent
Bangkok
Hotel

Profiles of Companies Under Study

Estab?r%ment

1970-present
1966-present
1989-present

1973-present

1986-present

1957-present

1997-present

1983-present

Number of

Employees

758
720
800-900

960

929

649

620

300-400

Number

of
Rooms

532
650
625

607

850

400

425

356

CIaSS|F ation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation

Service and hotel
accommodation
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Type of
vl?/ner

Hotel
Hotel
Hotel

Hotel

Hotel

Hotel

Hotel

Hotel



Subject

Thal Insurances
Companies

Phatra Insurance
Public Company
Limited

The Dhipaya
Insurance
Company
Limited

Bangkok
Insurance

Muang Thai Life
Insurance
Company
Limited

Multinational
Insurances
Companies

Thai Zurich
Insurance

Aetna Osotspa
Life Assurance
Co., Ltd.

Years of
Establishment

1978-present

1951-present

1947-present

1951 -present

1953-present

1853-present

Number of
Employees

180

583

1,052

234

625

899

Profiuct
Classification

Service for insurance

Service for insurance

Service for insurance

Service for insurance

Service for financial
protection and asset
accumulation

Service for financial
protection and asset
accumulation
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Type of
vF\)/ner

Insurance

Insurance

Insurance

Insurance

Insurance

Insurance



Subject

American
International
Assurance
Company
Limited

CGU

Thai Banks

Thai Farmers
Bank

Siam
Commercial
Bank

Bangkok Metro
Politian Bank

Military Bank

Mul[(inational
Banks

Deutsche Bank
Group

Bank of Asia
Public
Company
Limited

Citi Bank

Years of
Establishment

1919-present

1999-present

1977-present

1976-present

1950-present

1957-present

1997-present

1939-present

1812-present

Number of
Employees

1,300

340

2,869

3,018

2,916

3,242

836

2,535

2,089

Product
Classification

Service for insurance

Service for insurance

Service and support for
financial

Service and support for
financial
Service and support for

financial

Service and support for
financial

Service and support for
financial

Service and support for
financial

Service and support for
financial
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Type of
vF\)/ner

Insurance

Insurance

Bank

Bank

Bank

Bank

Bank

Bank

Bank



Subject

Bank of
America

Public
Enterprises

Metro Water-
works
Authority

Airports
Authority of
Thailand

State
Railway of
Thailand

Thai Airways
International
Public
Company
Limited

Years of

Numpber of

Establishment  Employees

1949-present

1914-present

1983-present

1896-present

1960-present

104

5,234

3,426

17,370

13,947

oduct
CIassﬁJI ation

Service and support for
financial

Support the customers
for water

Support the government's
policy of prosperity
distribution

Provide service for

transportation

Provide service for air
transportation
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it

Bank

State
enterprise

State
enterprise

State
enterprise

State
enterprise



Subject

Higher
EdUcation
Institutions

Public |
Institutions

Kasetsart
University

Chulalong-
Kom
University

Ramkham-
Haeng
University

Mahidol
University

Private
Institutions

Thai
University
of Thai
Chamber
Commerce

Bangkok
University

Rangsit
University

Siam
University

Year of

1943-present

1911-present

1971-present

1969-present

1940-present

1962-present

1986- present

1973-present

Number of

Establishment - Employees

3,457

3,681

3,818

2,300

2,828

3,443

2,082

700

Number
8]‘
Students

15,999

27,236
314,229

12,000
18,635
24,550

11,000

15,000

Prodluct
Cla53|ﬁ|cat|on

Service for education

Service for education
Service for education

Service for education
Service for education
Service for education

Service for education

Service for education

3

Type of
vF&ner

Public
university

Public

university

Public
university

Public
university

Private
university

Private
university

Private
university

Private
university
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Profile of Thai Airways International Public Company Limited

An airline industry is considered as one of the most competitive industry,
especially in the Asia/Pacific region, Thai Airways International Public Company

Limited is no doubt a member of this category (Chantarachoti, 1994)

A modem airline is one of the most complex and technologically advanced
forms of corporate organization ever created, the aviation industry is among the most
dynamic and rapidly changing ever known. A successful airline must combine
traditional standards of hospitality and personal service with ultra-modem mechanical
and electronic equipment. It must succeed in presenting, at the same time, a number
of contrasting images: to be acknowledged for its warmth, friendly staff, for its
gourmet food, technically fined reservations and ticketing systems, modem aircraft
and convenient timetables. It must also cater to many different needs, offering
efficiency and effortless transportation to the business executives as well as

transporting tourists and commuters. (Chantarachoti, 1994)

For THAI to remain competitive and keeping ahead of change a new way
of managing its organization is needed. THAI must have the capacity to learn and
change consciously, continually and quickly. Since knowledge is what matters,
organizations and individual alike must become continuous learners. Learning
organization is a critical capability for any organization that wants to navigate the

coming years successfully.

History Thai Airways International Public Company Limited is the
national carrier of the kingdom of Thailand. It operates domestic, regional and
intercontinental flights radiating from its home base in Bangkok to key destinations
around the world and within Thailand. The company’s share capital, authorized and
fully paid, amounts to 14,000 million baht and is owned, through the Thai
Government, by the people of Thailand. Total assets of the company were over
136,000 million baht at the end of September 1997. In its operations, THAI has

achieved profitability every year for the last 33 consecutive years, since 1965.
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The overall objectives of THAI as stated in the Company’s Corporate plan
are firstly, to develop and expand company business, as THAI is a national flag
carrier, to become one of the world’s best airlines; secondly, to promote Thailand as a
gateway into the Asia-Pacific region; thirdly, to support Thailand’s tourism industry
and finally, to maximize profit in order to raise funds for human resource

development and equipment necessary to achieve the above objectives.

Thai International was founded in 1960 as a joint venture between
Thailand’s domestic carrier, Thai Airways Company (TAC) and Scandinavian
Airlines System (SAS) with the Scandinavian carrier initially providing a 30% share
capital of two million baht. SAS also provided operations, managerial and marketing
expertise, with training assistance aiming at building a fully independent national
airline within the shortest possible time. Thai nationals, through training and
experience, were gradually able to assume full managerial responsibility and the
number of expatriate staff duly reduced until, in 1987, expatriates accounted for less

than one percent of staff based in Thailand.

On April 1, 1977, after a 17-year capital participation partnership with SAS,
the Thai Government bought out SAS remaining 15 % holding and THAI became
fully owned by the Thai people. In 1960, flights were inaugurated from Bangkok to
90 overseas destinations all within the Asian region. Intercontinental services were
launched in 1971, to Australia, followed by flights to Europe in 1972, and to North
America in 1980.

Thai International growth was greatly accelerated on April 1, 1988 a result
of it merger with Thai Airways Company (TAC), to domestic airline, which raised the
Companys’ share capital from 1,400 million to 2,230 million baht. Under the Cabinet
policy, as authorized by General Prem Tinsulanonda, Prime Minister at the time, Thai
International would be responsible for commercial aviation, both international and
domestic. Thai International can now rightfully be called Thailand’s only national

carrier.

On June 25, 1991, Thailand Cabinet approved a resolution enabling THAI

to its shares on the Stock Exchange of Thailand (SET). The resolution authorized
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THAI to convert baht 10.77 billion of retained earnings into capital, and increase its
capital by an additional baht 3 billion with a first issue of 100 million shares. Of
those 100 million shares, five million shares were reserved for THAI employees at par

baht 10 and 95 million shares were to be offered to the public.

The listing of THAI shares was commenced on July 19, 1991. By
converting retained earnings into capital and increased its share capital upon the
Cabinet approval, THAI registered share capital has risen from baht 2,230 million to
total of baht 14,000 million. This has made the total amount of THAI share listing to
be the largest in the history of SET. Moreover, THAI public offering of shares is the

single largest one ever undertaken in Thailand.

The main purposes in listing on the SET and offering shares to the public
are to obtain the additional funds needed in keeping the airline competitive edge in the
international market and to allow members of the general public and THAI employees

to become shareholders in this national flag carrier of Thailand.

During its 40-year history, THAI has grown and expanded continuously to
the point where the company has become one of the largest corporations and
employers in the country and is recognized as being among the most progressive,
technologically advanced and efficient corporate organizations not only within
Thailand, but also the region. Among its many firsts is the fact that it is the largest
commercial catering organization in Southeast Asia producing an average of 50,000
meals a day for 50 scheduled airlines, including THAI, using Bangkok International

Airport.

In its first full year of operation, 1960/61, THAI carried some 83,000
passengers. In its latest financial year 1996/97, the annual passenger total had risen to

15.2 million.

The THAI fleet, at present, consists of 74 aircraft. At the end of fiscal year
1999/2000, 73 cities in 34 countries covering 4 continents of the world, including
domestic destinations, were covered by the company's own network. With joint
operations with other airlines, the serviced destinations were extended to the total of

101 cities in 44 countries within 5 continents.
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The airline Asian and Middle East destinations are operated with A300,
A310, A330, B747, B737 and B777 equipment according to distance and traffic

volume.

THAI inter-continental routes cover key destinations in Europe, Australasia

and North America, with mainly B747, MD-11, and A300 aircraft.

THAI serves its major and minor provincial destinations within Thailand

utilizing A310, A300, B737, ATR-72 and ATR-42 aircraft.

Finance: Total revenue from all activities for THAI during the
financial year 1999/00 reached 123,352 million baht which represented an increase of
11,199 million baht or 10.0% over last year. Sources of revenue for THAI were the
carriage of passengers, cargo and mail, the provision of ground and cargo handling to
other airlines using Bangkok International Airport, technical and engineering services,
flight catering, the provision of duty-free sales on board THAI flights and operation of
airport limousine and bus services for passengers and crew between the airport and

city, with connections to Pattaya.

Marketing : A significant development in May 1997 concerned THAI'S
joining the Star Alliance, a grouping of five leading airlines comprising Lufthansa.
United Airlines, SAS, Air Canada and THAI. Currently, the Star Alliance Network
consists of 15 member airlines, which include Lufthansa Airlines, Scandinavian
Airlines System, United Airlines, Air Canada Airlines, Varig Brazilian Airlines,
ansett Asutralian Airlines, Air New Zealand, All Nippon Airways, Austrian Airlines,
Lauda Air, Tyrolean Airways, Singapore Airline, Mexicana Airlines, British Midland
Airways, and Thai Airways International. The Star Alliance network cover more than
800 destinations in 130 countries, the alliance aims to provide passengers with
seamless global travel, including the convenience of through ticketing and check-in,
faster transfer and priority ground services. Frequent flyers are entitled to accrue

mileage from flights on all partner airlines.

Partnership in the Star Alliance will help THAI to expand its network and
to participate in the group’s policies relating to transport, spare parts inventory and

joint investment, which will lead to greater operational efficiencies for THAI.
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Management THAI'Sre-engineering scheme entered its final phase during
fiscal year 1997. During the program, a series of improvement initiatives has been
implemented in such performance areas as customer service, employee morale, staff

productivity and THAI'Sasset utilization.

Serious efforts to improve performance have been made by the various
departments, all sharing the corporate vision of THAI being the air traveller’s first
choice carrier. And such efforts have produced gratifying successes as evidenced by

the number of awards and praise received by THAI during the past year.

In response to the government’s privatization policy, THAI has de-
integrated some segments of its business by launching them as private subsidiaries to
allow these offshoots a high degree of management autonomy. THAI has also made a
performance evaluation agreement with the Ministry of Finance. Under this
agreement, the MOF, which is THAI’'Smajor shareholder, is to work with the airline
to define key performance indicators to be used in evaluating THAI'Soperation. The
performance results will be measured against airline industry norms. In order to
effectively implement the privatization plan, the State Enterprise Policy Committee
also proposed that the cabinet assign the current "Share Offering” Committee
authorization for the selection and distribution of shares to business alliances, public
investors, and THAI employees. Additionally, the Committee will oversee other
related issues in order to carry out such share allocation in accordance to the

privatization plan.

On February 28, 2000, the State Enterprise Policy Committee approved the
"Share Committee's" proposal, which further submitted for the cabinet's approval.
Two weeks later on March 14, 2000, the cabinet reached a consensus and approved

the privatization plan of Thai Airways International Public CO., Ltd.

Personnel : The total number of personnel employed by THAI has grown
from 477 in 1960 to over 24,000 of whom over 90 percent are based in Thailand,
where they have the privilege of participating in educational programs offerred by the

HRD department.
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Human Resource Development : Every year, THAI provides its 12,000
workers with some 300 training courses ranging from skills improvement to
management techniques, customer psychology to general knowledge. THAI'S
technicians are routinely assigned to advanced training courses in the countries of

aircraft and engine manufacturers.

THALI'S pilots are trained strictly to high international standards with the
foremost emphasis on safety. THAT has equipped its pilot training facility with the
region’s most modem flight simulators: Boeing 747-400, 747-200/300 and 737-400
and Airbus 300-600 and 300-B4. Two additional simulators - Boeing 777 and Airbus
330 - were ordered for delivery in 1998. THAI'Ssimulators are occasionally hired to

customer airlines.

In 1999, THAI opened a Cabin Crew Training Center to accommodate
inflight safety training including emergency and life — saving procedures. This
training center also provides both theoretical and practical training that will result in
higher efficiency in its inflight service. During 1997 THAI and Air China started a
program to exchange flight stewardesses on Bangkok-Beijing flights. The program,
apart from providing valuable experience for cabin attendants, helps to increase
customer satisfaction as it reduces language barriers and promotes better

communication with passengers.

To increase English language proficiency among THAI'S pilots and cabin
attendants, the company has established an Audio-visual Language Laboratory and a
Computer-assisted Language Laboratory, and equipped them with the latest English
teaching programs such as ELLIS, CPI, English Your Way and Learn to Speak
English. Both language labs, are operated as self-learning centres, are open to all
THAI employees and expert language instructors are available to provide guidance.
THAI also provides job-specific English training for staff in such sections as ticketing

and reservations.
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Objective

Designed For
Duration
Content

319

Course Content

TRANSFORMATIONAL LEADERSHIP WORKSHOP

It was the aims of the workshop to help leader develop clarity on
the direction. They need to tale for sustained personal change. It
also helped to improve oneself at physical, emotional and
intellectual levels which based on the simple truth that everyone
has unlimited potential deep inside, and yet not being realized. If
one learn to access his/her own consciousness, one can transcend
the present habits to make the desired change happen in their way
ofworking

Managerial Staff

212 days

-Telling us stories in getting to know the person behind the title
-The five senses and their role in leadership

- Exploring our “down side “or low moments

- Unstated emotional expectation from those we care

- Things that bother US

- The process of community building



Course Schedule

Course TRANSFORMATIONAL LEADERSHIP WORKSHOP

Period : 9-11 February 2001

\enue Sappraiwan Frand Hotel & Resort (Phitsanulok)
Course faclilitator : or. Pomchulee Achava-Amrung

Course Organizer : Mrs. Malee Dhamasiri

Friday 9 February
08.30- 17.00 - Telling our stories
- Getting to know the person behind the title
- The Five senses and their role in leadership :
» The power of listening
» The essence of observations
» The magic oftouch
- The nature of the mind and its emotions
- Sharing our peak experiences
Saturday, 10 February
08.30- 17.00 - Exploring our “down side “or low moments
- Unstated emotional expectation from those we care for
- Things that bother US
- The process of community building
- The intellect and its power
- Values that are dear to U5
- My personal mission
Sunday, 11 February
08.30- 12.00 - My transformational question
- My insights
- My plans

- Linking personal change to Organizational Transformation

320
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Participant List of Managerial Staff in Thai Airways International Public Company Limited

No.

14

16

17

18

19

20

21

22

23

24

MR.

MS.

MS.

MS.

MS.

MS.

MS.

MS.

MS.

MR.

MR.

FC

MR.

MR.

MS.

MS.

MS.

MS.

MS.

MS.

MS.

MS.

MR.

MR.

PRAPA1SR1

DHIPAYAVIMOL

CHUTIPORN

CHARLENE

KANNIKA

SERMCHAWEE

PIMPRAPAI

APINYA

SUPAPORN

THIRAPHAN

BUNDHIT

SUPACHOKE

SURAPHON

NOPPADOL

JIRAPA

NOPPAMAS

SANSANEE

CHIDCHANAN

DARAKA

SUWANNIN

PORNTIP

PIYARAT

NIPHON

BOONTHUM

NAME

SUTTH1SAMDAENG
AUTAIWAT
SEKORARI1TH
SUDDH1IMONDALA
TOROT
KRASIN
UPALAKALIN
LIENGCHARERNSIT
KITHIKORN
VIPHAVEKUL
KITHIKORN
SUTHICHOTI
ISRANGURA NA AYUTHAYA
MINGLADAPORN
ARTRITH
WATAGAVANICH
VARANETRA
SIRIWORAKUL
CHARTIKAVANIJ
KANANUWAT
THAPVONG
LEESAWAENGSUK
PANCHARATANA

KONGSAWAT



1 Sex
11
1.2

Age
21
2.2
2.3
2.4
2.5
2.6
2.7

Marital status

Participants' Profile of Case Study

Male

Female

26-30 years
31-35 years
36-40 years
41-45 years

46-50 years
51-55 years

Over 55 years

3.1 Single

3.2 Married

Education

4.1 Bachelor's degree and below

4.2 Master’'s degree

Level of position

5.1 First-line manager

5.2 Middle manager

5.3 Top manager

17

(€2 TN 2 BN B -

19

persons

persons

persons

persons

persons
persons
persons
persons

persons

persons

persons

persons

persons

persons
persons

persons
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6. Years of service

6.1
6.2
6.3
6.4
6.5

15 years
6-10 years
11-15 years
16-20 years

Over 20 years

7. Years of current position

7.1
7.2
7.3
7.4
7.5

15 years
6-10 years
11-15 years
16-20  years

Over 20 years

persons
persons
persons
persons

persons

persons
persons
persons
persons

persons

323
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Content Analysis of Pre-test and Post-test
Subject 1

Pre - Test
Personal Mastery - Self-development
- Self-responsibility
- Work satisfaction
System Thinking - Enhancing creative self-improvement
Mental Model - Providing staff with opportunities to employ

creativity at work

- Personal Mastery
~ Mental Model

“ Share Vision

Total

o N NN

Post - Test

Personal Mastery r- Self-adjustment
Focus on personal mastery
~Self-development
- Dedication to organization
L Sense of belonging
Shared Vision - Brainstorming
- Sharing experiences to develop organization

Mental Model

Visionary thinking

Team Learning

Collaboration in organizational development

Leadership Using all disciplines especially personal mastery

- Used 5 in organization

Personal Mastery

Shared Vision

6
3
Mental Model 2
Team Learning 2

2

Leadership
Total 15
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Subject 2

Pre - Test

Personal Mastery - Learning experience

System Thinking - Information between the network of individuals
- Professional learning
- Cooperation

Team Learning - Team learning

Mental Model - Being able to learn in several ways

Shared Vision ~Knowledge for individuals in those groupings
~ Shared knowledge
_ Support through sharing

Leadership - Maintaining supportive activities

- Shared Vision

- System Thinking
- Team Learning

- Personal Mastery

- Mental Model

N N NN DA

- Leadership

Total 16



Subject 2
Post- Test

Personal Mastery

System Thinking

Team Learning

Mental Model

Shared Vision

Leadership

Good manager
Visionary in concept
Mind in order

Personal mastery

Being necessary in the future

Balanced way of thinking

- Team learning

Seeing mistakes as learning

Advancing in several ways

Not only knowledge

~Shared knowledge

“

Shared information

Knowledge for individual

326

- Being a stronger leader more descriptive rather than

prescriptive

- Personal Mastery
- Shared Vision

- System Thinking
- Leadership

- Team Learning

N N W W 01 o

- Mental Model

Total 20



Subject 3
Pre- Test

Personal Mastery

Leadership

Post- Test

Personal Mastery

System Thinking

Leadership

[' Learning needs assignment
Succeed in Learning system
- Support

- Learning practice

-Vision +Wide
Far-sighted
Up-to-date
* Useful
Leadership 8
Personal Mastery 3

Total 1

[* Descriptive perspective
Decrease prescriptive perpective
System thinking
- Self-development
- Positive view
- Open minded r- Knowledge
L Descriptive thinking
Provide Knowledge
Good listener
Set goals
“ Good model - Staff [ Team work
—Shared vision
Support staff [-Training attendance

L Up-to- date learning



328

Leadership 16
Personal Mastery

System Thinking

3
2
Total 2
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Subject 4
Pre - Test

Team Learning - Staff Supportive inp Individual learning
- On the Job Training
-Training attendance

- Self-learning

— Self-Development
|~ Interpersonal relationship

Team work

Post- Test
Personal Mastery - Information accumulation
Education
- Planning

- Adjustment

Leadership " Vision in Learning organizations
Training used
Technology used

Communications

- Personal Mastery 5

)]

- Leadership

Total 10



Subject 5

Pre - Test
Personal Mastery - Life accomplishments in - Different ways
- Different regions
Team Learning -Several interests
-Curious to learn step by step - Beginning
- Process
- Result
-Learning by doing
Mental Model - Seeing
Shared Vision - Motivation

- Team Leader 7
- Personal Mastery 4
- Mental Model 2
- Shared Vision 2
Total 15
Post - Test
Personal Mastery - Explanation
-Productive
-Need to change - Thais don’ t like to share ideas
- Changing new generation
-Begin with |—Family
—School
—Communities
System Thinking — Solution
— Vision
— Comprehend mistakes |— Future problem-solving

*- Anticipate future
occurrences

- Arrange processing procedures



Team Learning Learning new things, be part of a system

~ Education r Source and destination
_ Practice
- New knowledge

- Team learning

Mental Model r- Perspective
- Mental Model
- Descriptive

Shared Vision ~ Goal - being changed in the future
— Result

- Shared Vision with staff

Leadership Team Leadership

- Having stable change agent

- Personal Mastery 10
- System Thinking

- Team Learning

- Shared Vision

- Mental Model

7
7

4

4

- Leadership 3
5

Total
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Subject 6

Pre - Test
Personal Mastery - Kindness
Team Learning ~ Learning Center ~ Direction
- Place
- Factors - People
- Knowledge
center
- Additional place
of knowledge
_ Open learning opportunities for staff
Leadership — Planning

- System Organizing

-Team Learning 9
- Leadership 3
- Personal Mastery 2

Total 14
Post - Test

Personal Mastery - Survival
- Open - minded
- Focus on productivity, efficiency
- Seniority respected
System Thinking |- Knowledge gained from others
- Responsiveness
- Awareness

Activities system arrangement



Team Learning '‘Effective task meeting r Positive
_ Negative
"Character r~ Adjustable
- Corrective
- Changeable

- Brain storming to achieve best results

- Teamwork
Mental Mode Nothing Static in the world
Shared Vision Flexible goals

Sharing ideas
Friendship
L Shared Vision
Leadership - Prioritize tasks to ensure maximum efficiency
- Supportive
- Well -Prepared human resources

- Fair leadership

Team Learning 10

Leadership

Shared Vision

System Thinking

Personal Mastery

N oo o Ol

Mental Model

Total 32



Subject 7
Pre - Test

Personal Mastery

Team Learning

Post - Test

Personal Mastery

Beliefin expertise
Respected r~ Expert person
- Senior person
- Experienced person

Learning Support - Every level Internal

External
Develop
Application in workplace " That which is
highly accepted
- Having awide
circle of friends
- Team Learning 9
- Personal Mastery 6

Total 155

Seniority respected r Experienced person
— Expert person
- Close person
Opened minded, listen to others
Decisiveness
Acceptance of others’ visions
Acceptance of others’ ways  Personally

_Opinions

— Humbleness

~ Attempt to please - attention span

— We cannot do everything by ourselves

334



Team Learning

Mental Model

Shared Vision

Leadership

335

.-.collaborative organizational development
Lstudy and analyze mistakes
implementation to JRight timing
Jituation
- Self- Improvement
— Organizational growth ESuccess
Goal achievement

Focus on high quality and productivity

Sharing of visions

Sharing happiness - mutual benefits

Support

Coordination

Sincere staff encouragement

Establish work satisfaction standards

Asa Change Agent  To be agood follower

_ To be good listener better than

being a speaker in some
situations
Supportive and passionate
with L Eye contact

Comfort

- Personal Mastery
- Leadership

- Shared Vision

Team Learning

N oo K&

Mental Model

Total 40
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Subject 8

Pre- Test
Team Learning Vocabulary - Learning and delegating r Internal
Staff
L Others
- Support knowledge changes
- Thai - Get together - Help others
Personal Mastery - Vocabulary - Eager to learn
System Thinking - Vocabulary
- Team Learning 9
- Personal Mastery 3
- System Thinking 2

Total 14

Post- Test

Personal Mastery 1-Decision making - the best
_ Teach children learn to walk ~ Self- responsiveness
Select their own style
— Nurturing r Understand
Practice self-support
System Thinking - Self - Not identify with each expertise,
Everyone knows and
understands
Listen to others
Variety of data sources
Look to others
Team Learning Learning together with children
Delegate knowledge to everyone - Equal
Internal company

External company



Mental Model Self- awareness

Shared Vision Share Knowledge
Experience
Leadership ~ Motivation - Consult

Descriptive vs Prescriptive

Supportive data — Tools
L Team work
- Personal Mastery u
- Leadership
- System Thinking
- Team Learning

- Shared Vision

N b OO oo N

- Mental Model

Total 36



Subject 9

Pre - Test

Shared Vision
Leadership

System Thinking

Team Learning

Post - Test

Personal Mastery

System Thinking

Shared Vision

~ Problem examination
— Arrangement of learning development
— Learning support
— Directional guidance established
- Problem solving
p- Support knowledge to all levels
— Increased responsibility to all staff

_ Stafftake care of each other

Team Learning

4
Shared Vision 3
Leadership 3
System Thinking 2

Total 12

Quality assurance management
Descriptive

Prescriptive

S elf- examination

System changing step by step

Expand learning fields

People development

Learn to know how to accept any change

System thinking connective

- Look for goals-analogy r What is thought

and Planned for?
—How is the design?

- What purpose to use?

338



Team Learning

Build up staff relationships
Shared responsibilities
Passivity

What materials?

Shared Vision

System Thinking

Personal Mastery

Team Learning

Mental Model

Total

w o o o O

%
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Subject 10

Pre - Test
Shared Vision
Mental Model

Team Learning

System Thinking

Post - Test
Shared Vision

Personal Mastery

Team Learning

System Thinking

340

Model, organizational system development
Ability to combine knowledge and establish model
systems

Modification in organizational development
Organizational knowledge

Developing and steping towards

Team Learning 3
Shared Vision 2
Mental Model 2
System Thinking 2

9

Total

Teamwork is necessary, such as to grow a banana tree;
all parts may be used beneficially.
Leaves used as a dish, banana as fruit and food
Banana tree as animal food
Banana flower as food
5 points of Learning Organization
Staff briefings to establish objectives and benefits
Growing bananas can be used :
To modify usage of staff

- Process step by step

_ For adaptation

_ Discipline
Developing social benefit
Using model of.....

Using vocabulary



Leadership

Leader has to have qualification like a banana tree

Al

Evaluate key points of Learning Organization and use it

To adjust and correct

- System Thinking

- Personal Mastery

Leadership
Share Vision

Team Learning

Total

9
5
4
2
2
2



Subject 11

342

Pre-Test No Learning Organization exercise was provided

Post- Test
Shared Vision

Personal Mastery

Mental Model
Team Learning

System Thinking

Vocabulary
Vocabulary
Family members should have affection for each other
Acceptance from others  r- To be provident

- Risky

— Getting better
Vocabulary
Vocabulary - Help each other - Work together

Vocabulary

Personal Mastery
Team Learning
Mental Model

Shared Vision

N N DN DR

System Thinking

Total 17
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Subject 12
Pre - Test
Personal Mastery Trained - Continual practice
Duplication
- Behavioral changes
- To try right or wrong
Mental Model Steps towards knowledge experience
[ Lead to behavioral improvement
Team Learning - Unit development Delegation to staff

Opportunities for staff practice

To set agood example

- Personal Mastery 6
- Team Learning 5
- Mental Model 3

Total 14
Post- Test

Personal Mastery ~— Staffhas to learn - Experience
Natural
Fact
A Awareness
- Continual learning
- Descriptive
Shared Vision Leader has strategic planning
- To achieve efficiency goal

System Thinking - Have action strategy - By using more theories

Mental Model Applicability in a changing world

Personal Mastery

Shared Vision

System Thinking

N W W ©

Mental Model

Total 14



Subject 13

Pre- Test
Personal Mastery - To seek direction
- To use
- To adjust
System Thinking - Open - mindedness, problem solving and
comprehension
Mental Model Cultural changes
—Possibilities
Personal Master)' 4
Mental Model 3
System Thinking 2
Total 9
Post - Test
Personal Mastery Organizational learning

~ Knowledge management
_ To be understood as changing
System Thinking r What do we like?
What do they like?
Team Learning |— Study and understand each other
*- Study each others habits and emotions
Open minded
- Establish objectives together
Mental Model ~ Suitable adjustment
- Adaptation
Correct modes
Shared Vision - Shared thinking
— Shared vision

— Understand issues in the same way
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Leadership Being unit leader
Organizing data, knowledge to be always an effective
tool

Trying to allow everyone to use their authority

- Team Learning

- Personal Mastery
- Mental Model

- Shared Vision

- Leadership

[ T U O N N |

- System Thinking

Total 24
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Subject 14
Pre- Test
Personal Mastery ~ Having concept
u To obey

System Thinking Staff has decision authority

Big picture
Team Learning Notice

— Directional attentiveness

Mental Model - Changing is normal
Leadership - Support
- To applaud

Personal Mastery

- System Thinking

Team Learning

Leadership

N W W W w

- Mental Model

Total 14

Post - Test
Personal Mastery - To know what the other is up to
I- Self development
- Focus on management
- Apply
- Listen to others
~ Failures, disappointments

- Personal mastery



System Thinking

Team Learning

Mental Model

Share Vision

Leadership

Healthy

Select new methods

System Thinking
Big picture
— Find example of failure

organization

- Team Learning

- Group meeting

Inform superior
Re-engineering Certain things are changing
Mental Models

Changing

Shared Vision

To staffat all levels

No immediate action taken to be summarized
Communicating with staff

Explaining to all

Increasing content in people development

Personal Mastery
System thinking
Mental Model
Shared Vision

Leadership

A OO0 W o0 O

Team Learning

Total 3

A7



Subject 15
Pre-Test

Team Learning

System Thinking

Share Vision

Post -Test

Team Learning

System Learning

Shared Vision

Organization Non stop
In learning
Develop
Skills
- Develop Created
[ For working assignment
- Unit work Non-stop
To use
- At work

- Ability to develop people

To have vision

- Team Learning ik
- System Thinking 3
- Shared Vision 3

Total 17

- Develop - Organization
~ Learning
Non-stop activity
- Ingredient r  Even though got recipe
instructions
- But cannot get the same taste
food
- Ingredient to cook

Come from many sources

To be cooked
~ Get the taste needed

— Good taste and formatting
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Personal Mastery Cooker being willing to cook

- Food

Try to cook

adjust

Develop
- Keep on going
Leadership Organization Leader [ Is the cooker
Bring ingredients
Combination
~ Cook with heart
— Adjust tastiness

- At the end, everyone gets the best taste

- Leadership
- Personal Mastery
- System Thinking

- Team Learning

w o N N 0

- Shared Vision
Total 30



Subject 16

Pre-Test
Shared Vision - Understanding each other
- Factors
Leadership - Taking care of organization
- Shared Vision 3
- Leadership 2

Total )

Post-Test

Shared Vision - Having the same direction

Achieving goals

Hit targets
- Shared Vision

- Being in one brain

Mental Model Dynamic activity
— Observation of people Understand
Correct
Team Learning Open-minded listening
Consultation
Personal Mastery Comprehending work processes
System Thinking Working systems
Leadership Taking care of organization

Love to work, to satisfy, to be sincere

Shared Vision
Mental Model
Team Learning
Leadership
Personal Mastery

System Thinking

Total

BNI\)WO\JU‘I@



Subject 17

Pre-Test
Team Learning - Group learning
- Listening to problem
- Promptness
Personal Mastery Understanding in organizations

- Acknowledgement

- Team Learning 4

- Personal mastery 3

Total I
Post-Test

Team Learning - Job delegation
- Team work - Develop colleagues
- Working together
System thinking r- Problem-solving
- Brainstorming
System thinking
Personal Mastery r Job study
Self-development, increase knowledge
Mental Model - Self-awareness
Shared Vision - At the right time
- Succeed work, good results
- Beatone
Leadership Being responsible at work
Being mindful of duties
Providing consultation

People development



Team Learning
Personal Mastery
Leadership
System thinking
Shared Vision

Mental Model

Total

N N Ol o O

26
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Subject 13
Pre-Test

Personal Mastery

Leadership

Post-Test

Personal Mastery

System Thinking

Shared Vision

Team Learning

Mental Model

- Learning Process

- Supporting

- Personal Mastery

- Leadership

Total

Increasing knowledge

Data

Daily life learning
Environment

Training

Work unit

Stafftraining opportunity

To improve knowledge
Apply data and knowledge to

work unit

»

- Self-development I Setting up goal

_ Increasing responsibility

~ Organization development system

~ Keeping up with learning

-T o succeed

- To updated oneself

- Share knowledge
Learning
Adaptation

Goal set up

- ongoing fact

Self
Colleagues

Team work

Accept others’ ideas
Understand others

Customer focus

353



Leadership

354

Increase responsibility Customer complain
Required
“ Working adjustment
- Goal adjustment
- Self
- Colleagues

- Staffs

Team Learning
System Thinking
Personal Mastery
Mental Model
Shared Vision

Leadership

Total

(dool\)-b-bm\j
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Subject 19
Pre-Test

Shared Vision ~ Curriculum development
- Give education to young people
- Gateway to labor market
- Get avariety of jobs in the future
Team Learning Learning Organization should be included:
- People from different careers
- Agriculture, Science, Information Technology,
~ Industrial, Travel industrial
Other careers
Mental Model |~ Learning Organization

L- Education unit of Thailand

- Team Learning
- Shared Vision

- Mental Model

5

5

3
Total 13
Post - Test

Personal Mastery - Self-learning

Shared Vision - Shared learning to others to — Understanding
— Knowledge
— Adaptation

Team Learning Learn together Leader

_ Team work

~ Team development

~ To keep up with global development

“ To keep up with social development

— To keep up with information
technology development

Lead others to succeed



System Thinking Strategy thinking Create system
Create strategies
Combination thinking
A Action
- Succeed in productivity:
- To be the best

To be excellent

Team Learning

Shared Vision

System Thinking

w ©o© o1 ©

Personal Mastery

Total 26



Subject 20
Pre Test

Personal Mastery

Leadership

System Thinking

Shared Vision

Post-Test

Personal Mastery

Mental Model

Leadership

System Thinking
Shared Vision

Team Learning

Able to create (imaginative)
Enthusiasm for the development of the company
Support staff |— Attended training

L- Up to date learning
Open-minded
Develop working process

Planning ahead

Leadership
Personal Mastery
System Thinking

Shared Vision

Total

Ko v w o

Learning from competitor
Benchmarking

Expert to the utmost
Learning by doing
Develop thinking skills
Analyze problems

Set new goals

Set new strategies

Staff development
Develop working process
Shared strategies with others

Exchange feelings & attitudes among Teamwork

357



Personal Mastery
Mental Model
Leadership
Team Learning
Shared Vision

System Thinking

Total

B o v w bbb
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Subject 2L

Pre Test
LS Provide training — new knowledge
PM - Learn new things
TL — Working together
L- Give support to everybody working together
- TL 3
- PM 2
- LS 3
Total 8
Post Test
LS - Advise & recommend staff who need courselling
- Understanding
- Listen to staff problems
- Spirit
PM  ~ Be patient
_ Don’t be arrogant
TL - Be united
ST - Set goals
- Planning
- Adjust plan
- Decentralized power
MM Managing changes

- LS 5
- ST 5
- PM 3
- TL 2
- MM 2

Total 17
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Subject 2

Pre Test
PM - Learning commitment
ST - Expansionist thinking
LS Develop work process
*— Provide training
SYY) - Sharing information
- LS 3
- PM 2
- ST 2
- SV 2
Total 9
Post Test
MM Challenge assumptions
— Managing changes
SV ~ Shared vision
Co-develop vision
Innovation
TL — Team management
L- Task oriented
ST Change agent
1~ Build chain of development
LS ~ Discipline
PM - Sense of wisdom

Moral leadership
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Total

SV
MM
TL
ST
PM
LS



Subject 23

Pre Test
PM Develop & gain knowledge all the time
LS r~ Facilitate staffto develop themselves
Provide counselling for all staff
- LS 3
- PM 2
Total 5
Post Test
PM ~ Setlongterm planning
- Managing changes
- Self-development
- Sensitiveness
- Good human relations
- Positive thinking
MM - Strengthen strategies
ST ~  Systems thinking

~  Set goals ( task oriented )
- Analyze strategies
LS j— Brainstorming

Open discussion ( two-way communications )

—_—

TL Good cooperation
L Team management

SV Shared vision

(0))]
<
BNI\JQ)Q)#

Total
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Subject 24
Pre Test

PM Learning organization Organization that builds up knowledge

Learning people
L- Information to - encourage people to learn
MM - Work unit Ifesee a weak point, how where
Lifeory can be used to develop the organization
L Organization Need to see improvement of organization to be
successful

_ Organization willing to change for better

PM 6
MM 4
L 4

Total 14

Post Test

PM To became a housewife To control everything in daily-life
To take care of and run the house
In the past grandmother was taking care of
the house
Then, she got sick and was not able to

run everything in the house

TL ' - What is organization Selflearning
Team learning
Educate ( learning id education )
ST Self Attend training
Learn from experience
General experience

Learn from everything
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SV Organization needs r Know what part of organization
_ Need to develop - in which way
— If know- find out the way of knowledge to
support people in organization to learning
Supportive p In house training [- Invite guest teacher
- Invite educate internal person
- to share knowledge
— External training
E-leaming r Internet
Support new knowledge
Support long life learning
L- Inform management - to support budget
MM Observation - as observer, now using as experience to run the house

Observe and learn how the organization run of

SV
TL

MM

g-b cu-l\ICD':F?'\AJ

Total



APPENDIX C
Courses for Leadership Program



Course:

Objective;

Contents:

Duration:

366

CREATIVE THINKING AND PROBLEM
SOLVING

This program provides practical tools to link creative
and logical approaches to problem-analysis and
decision-making. Linear and creative problem-solving
technigues will be practiced in a fast-paced, interactive
learning environment. In this course, you will learn how

to:

Identify how you think and process information

Identify your preferred problem-solving and
decision-making styles

Apply the basic concepts of traditional problem-
solving creative and innovative thinking

Expand your vision and attack problems with more
and better idease

Use practical implementation strategies to take
innovative ideas to reality

Organize the action steps to taken

Make decisions with confidence

2 days



Course:

Objectives:

Contents:

Duration:

367

EMPOWERING EMPLOYEES FOR CENTERS
OF EXCELLENCE

Participants should be able to :
« examine the concept and nature of empowerment

» review the history leading to the necessity of
empowerment

« identify, analyze, and evaluate attempts to empower
employees

» practices means to both empower others and be
empowered

» learn to “self-empower’* by managing upward

» identify opportunities to implement empowerment
in their own environments

» Concept and Nature of Empowerment
* How to Empower Employees
* Self-Empowerment

« How to Give More Rights and Accept More
Responsibilitiese

*  How to Implement Empowerment

4 days



Course:

Objectives:

Contents:

Duration:

368

INTERPERSONAL COMMUNICATION SKILLS

Workshop

Participants should be able to :
* become more self-confident in communicating and

relating to others
%

» recognize and adapt to individual difference in
communication styles

* increase behavioral flexibility in communicating
with others

» develop an increased skill level of positive
responding techniques

+ Communication and Behavior
» Listening and Feedback Skills
» Conflict Resolution Strategies

« Communication Breakdown vs Effective
Communication

e  Problem Solving Techniques
» Handling Criticism and Complaints
» Successful Goal Setting

e Practicum and Group Discussion

5 days
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Course: TEAM DEVELOPMENT WORKSHOP
ObjeCtiveS: Participants should be able to:

» develop a cohesive team committed to working
together toward a corporate goal

« gain new perspectives on the role of teamwork as
well as appreciation for producing employee
satisfaction along with greater productivity for the
company

Contents: « Concepts in Team Building

» Team Selection Process

» Developing Teamwork

e Characteristics of Effective Teams

» Developing a Leadership Style that Promotes Team
Effort

» Techniques Approached to Work-Oriented Climate

« Removing Roadblocks to Teamwork

Duration: 3 days



Course:

Objectives:

Contents:

Duration:

THINKING SKILLS WORKSHOP

Participants should be able to :
« Learn how to think effectively

» Understand one’s own thinking potential
« Know how to watch others’ thinking
« Bein control of one’s own thinking

« With repetition, personal thinking skills will be
further developed

e Find thinking enjoyable

* How to Enjoy Thinking

e Thinking Strategics

* Concepts

* Analysis

e Comparison and choice

e Problem Solving

e Judgement

» Design

* Thinking Style

« Self-Directed Learning Activities
» Group Discussion and Activities

3 days

370



Course:

Objective:

Contents:

Duration:

371

TRANSFORMATIONAL LEADERSHIP
WORKSHOP

It was the aim of the workshop to help leaders develop
clarity on the direction they need to take for sustained
personal change. It also helped to improve oneself at
physical, emotional and intellectual levels which based
on the simple truth that everyone has unlimited potential
deep inside, not yet realized. If one learn to access
his/her own consciousness, one can transcend the
present habits to make the desired change happen in
their way ofworking.e

Telling US stories in getting to know the person
behind the title

* The five senses and their role in leadership

« Exploring our “down side” or low moments.

* Unstated emotional expectation from those we care
¢ Things that bother US. The process of community

building.

2.5 days
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