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CHAPTER 1

INTRODUCTION

1. Statements and significant of the problems

Pharmacy, like every other healthcare profession, is changing rapidly.
Almost every aspect of its knowledge and practice base is affected by external change
such as: technological developments; changing patient expectations; new professional
governance requirements; developments in other health professions; a modernizing
health service; and acute(commercial) competition in the community sector. This is
stimulating a variety of excellent and creative responses within the professional
including challenging new and extended roles for pharmacists, with much greater
clinical input and autonomy, and the rapid development of roles of supporting staff.
Changes in expectations of the quality of undergraduate education, changing student
population, decreasing resources, and widespread use of technology in teaching have
dramatically increased the need for creative faculty development program (Kathleen
2000). Many countries have continuously developed their healthcare systems for their
people follow mission of the governance. Healthcare should be a basic privilege for
people and accessible regardless of socioeconomic status and culture. This principle is
widely accepted by many countries, and the World Health Organization (WHO)
wanted to incorporate the concept into the Health for all by 2000 campaign (World
Health Organization 1978). Trends of ability of “new generation of pharmacists by
2013 “will have capability in (1) Providing pharmacy service (through prescriptions),

(2) Collaboration with others (community, leaders, doctors, nurses,

1



dentists,...etc), (3) Strategically educating the customers/patients (health
promotion/prevention), (4) Accountability (subjected to certain audit process), (5)
Learning and adjustability and (6) Harmonization and global practice. In traditional
and innovative pharmacy development, it is well considered to make decision dealing
with ideology, knowledge, belief, practice, culture, treatment measures, standards...
etc. right before expanding the management and stakeholders, vision or foresight into
future. At length, Who and What comprises Pharmacy Education and Development at
rationality? Whether may they be either educators or practices, educators, technicians,
students, preceptors, continuing education providers or non-academic continuing
education providers? The rationale of such answer(s) may not be absolute ones.
Education reforms for the professional degrees in pharmacy and related disciplines
emphasize on high quality of performances, outcomes and standards. To achieve such
relevantly strategic on-going development in not only education organizations but
also other institutions and societies one needs to adopt such as paradigm shift,
information, strategy, performance, quality networks and partnerships, activities with
value, relevant auditing systems and evaluation for accreditation, revision of strategies
with flexibility, management with good governance, decisive administration,
personnel and management working with highly responsibility and senses of loyalty
and belonging.

Faculty development must be considered an essential element in nurturing
and supporting this invaluable resource. By enabling faculty members to meet
individual goals as teachers, scholars, and leaders, the broader goals and missions of
the educational institution are also met. Establishment of faculty development

programs is a particularly important issue within colleges of pharmacy due to the



rapid growth in the number of institutions and a steady influx of junior faculty

members in recent years. (Bradley 2006:25)

2. Goal and objective

The main objective of this study is to develop directive of faculty of
pharmacy Silpakorn University to high performance organization model.

The specific objectives of this study are to:

1. Study and analyze identity of faculty of Pharmacy in Thailand.

2. Directive of faculty of pharmacy Silpakorn University to high

performance organization model.

Steps of study
Study Synthesis model and Adjust and modify
-identity guideline of faculty model, guideline and

-Model of development development steps of faculty

-Guideline of development * # development

-Steps of development

Literature review Quantitative analysis Synthesis Brainstorming: Focus
/in-depth interviews (Questionnaire) data group & In-depth of
researches interviews

Figure 1 Steps of study



3. Hypothesis to be tested

3.1 Identity of faculty of pharmacy, Silpakorn University relate to the
intention to first set the faculty of pharmacy

3.2 Step of faculty of pharmacy Silpakorn University development to high
performance organization.

3.3 Guideline of faculty of pharmacy development to be high performance

organization.

4. Scope or limitation of the study
Scope of the methodology and contents
To analyze and develop directive of faculty of pharmacy, Silpakorn
University to high performance organization.
Scope of the study area and study population
The study area is faculty of pharmacy, Silpakorn University, Thailand.
The study populations are specialists in education administration, representatives of
community pharmacy association, hospital pharmacy, industry pharmacy, alumni,
pharmacy council and faculty members of pharmacy Silpakorn university.
Scope of the study time

The study duration is in the year 2008-20009.

5. Process of the study
Phase I: Set identity and guideline of faculty of pharmacy development to

be high performance organization.



-Literature evaluation in faculty development, high performance
organization.

-Analyze philosophy, vision, mission of faculties of pharmacy in
Thailand.

-Analyze outcome, model of faculty development of faculty of
pharmacy, Silpakorn university from the past to present.

-Analyze the change , evolution of health science in last 10 years
and in the future, evaluate the correlation with philosophy and the working process

of faculty of pharmacy, Silpakorn university.

-Analyze the correlation of setting target and setting of working.
-Analyze and synthesis identity of faculty of pharmacy to high

performance organization
Phase I1: Set model of faculty of pharmacy development to be high
performance organization.

-Literature review of faculty of pharmacy , Silpakorn university

on SWOT analysis and the correlation of target of faculty.

-Literature review of faculty development to be the successful of

organization.

-Literature review of guideline and step of faculty development to

high performance organization.

-Synthesis the directive and step of faculty development to high

performance organization.



Phase I1: Study the feasibility of model of faculty of pharmacy
development to high performance organization.

-Analyze and Synthesis the feasibility of guideline, model of

faculty development and to high performance organization.

Research design
The research was designed as the qualitative and quantitative design: in-

depth interview, brainstorming by focus group and questionnaire.

Research Populations

Phase I: Specialists in education administration

Phase I1: Faculty members of pharmacy Silpakorn university

Phase I11: Specialists in education administration, representatives of
community pharmacy association, hospital pharmacy, industry pharmacy, alumni and

pharmacy council.

6. Definition

Identity mean the property that shows oneself that is the definite property of
the organization to recognize and outstanding property that differs from other
organization and correlate with concept, policy, determination and vision.

High performance organization is the organization that produce quality

outcomes from continuous developed system and modify to produce the outcome
outstanding, the important property are own identity, continued success and

sustainability, standardization, outstanding outcome and networks.



Faculty of Pharmacy Development to High Performance Organization is the

development of the mechanism to create faculty of pharmacy with outstanding
properties as follows

1) Own identity

2) Clear performance in creation of standard and excellent network of
working, continuous successful.

3) High performance to produce quality and outstanding products that are
accepted in area of pharmacy.

Guideline of Faculty of Pharmacy Development : 4 steps

Step 1:
1) Adjust foundation and readiness by establishing identity,
reconsideration vision and mission.
2) Announcement that can manage faculty to benchmark with other
faculties and work with network and competition.
3) Expand to sustainability. and
4) Maintenance the sustainability of organization.

Administration and management by Public Sector Management Quality

Award are (1) Leadership,(2) Strategic Planning, (3) Customer and market focus, (4)
Information, Analysis, and Knowledge management, (5) Human Resource Focus, (6)
Process management and(7) Business results

Good governance decisive administration mean guideline of working that

correlates with the usefulness to people, people center, response people’ need and

develop people quality of life.
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CHAPTER 2

LITERATURE REVIEW

Overview of pharmacy education
This chapter provides the background, concepts, and information relating to
pharmacy education. The literature review involved the pharmacy education in other

countries and Thailand to reveal the context of pharmacy education worldwide.

Introduction of pharmacy education

The pharmacist is recognized as a source of health advice and is viewed as
being well placed to advice on the management of minor illness and long-term care,
health promotion and education (Felicity Smith, 2004). Pharmacy profession has
shifted from a product orientation to a patient focus and moving toward a 6 year

program (Grider, 1967).The curriculum has been changed from more products to more

patients-oriented. Although the US schools of pharmacy have offered solely the
Pharm D program, a bachelor program is still operating in most other countries. In
Japan, no Pharm D program was offered until March 2006. All bachelors programs
contain a 4-year degree. The first 6 year program was introduced in April 2006. In
France, schools of pharmacy provide a 6-t09- year program. At the moment, a 6-year
program offered in several countries is more focused on a patient-based curriculum,
whereas the 4-, and 5-year programs are enduring with non-patient-based (i.e,

product-focused) curriculum.
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Since pharmacy education must prepare pharmacists who can optimize
medication therapy in the provision of patient-centered and population-based care,
consideration must be given to important societal and health care trends or changes
that are likely to influence our future pharmacy practice and education needs. Key
factors as identified by societal and health care trends or changes include the aging of
society, greater emphasis on public health, scientific and technological advances,
globalization, market forces in health care, increased accountability, shortages of
faculty and academic leaders, and a changing teaching model. Pharmacy educator
should provide sufficient attention to the populations in there are as and the impact
that future urbanization will have on health care in order to prepare students to care
for these residents. Research in the areas of patient safety and quality improvement is
critically needed. Pharmacy education should serve as a resource and catalyst for the
conduct of clinical research in the practice community and prepare students to
incorporate a “research culture” in their future practice. Pharmacy educators must also
teach students to effectively use technology to develop and manage drug distribution
systems, to access patient and scientific information, and to optimize patient care
provision in a variety of practice settings. A future care model needs to consider how
to best move services to the patient rather than having the patient move to the
services. Pharmacy education needs to take a lead, a leading role in strengthening
pharmacy image and in establishing duties and responsibilities that others will
immediately recognize as being in the pharmacist’s domain. (Roche 2006)

Many countries have continuously developed their healthcare systems for
their people as an obligation of the government. Healthcare should be a basic

privilege for people and accessible regardless of socioeconomic status and culture.
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This principle is widely accepted by many countries, and the World Health
Organization (WHQO) wanted to incorporate the concept into the Health For All by
2000 campaign (World Health Organization 2006). Countries have explored various
ways to determine services in beneficial packages. Most countries try to set the
gatekeeper or primary healthcare unit in order to screen patients and increase
efficiency of limited health resources. Some countries have a formal system, for
example, England uses a referral system that patients first visit a family doctor before
a specialist except in emergency cases. People from Korea and Malaysia pay for
healthcare based on the level of care needed. They will pay cheaper if they visit a
lower level of care first. Many countries provide a basic package and co-payment
system to prevent unnecessary usage of services (Ratanawijitrasin 2000). The 1988
Thai Constitution indicates clearly in Article 52 that “all Thai people have the right to
access quality healthcare in public facilities, especially the disabled.” In fact, since the
early 1990s there have been several attempts to make this a national policy but there

has been insufficient support from the government (Nittayarampong 1995).

Pharmacy education in Europe

In 1988 the WHO organized a meeting in Madrid on the role and function of
the pharmacist in Europe. Many aspects of the pharmacist’s professional role were
discussed. Research in the pharmacy is one of them and it is worthwhile to quote
some statements made in the report of this meeting. The report also states: “Practice-
oriented research is essential to the development of the pharmaceutical service. It is
important to develop a firm research base both in hospital and community pharmacy”

(Bakker 1996).
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Pharmaceutical education is based on scientific research and professional
practices in the field. The education must provide adequate communication language

and co-operation skills and lay a foundation for professional (FIP 2008).

England

Universal coverage of healthcare in England has been implemented since
1948. Government is purchaser and provider in healthcare system. National Health
Service (NHS) is main organization for health insurance and provides primary and
specialist care for all legal residents of the England. Few private providers participate
in the system. Services in clinics and community pharmacies provided by private
sector that registered with NHS and most public hospital (Tareonsettasin 2001).

The United Kingdom (UK)‘s National Health Service (NHS) is a
comprehensive service funded from general taxation and subject to frequent
organizational change. The NHS plan for pharmacy development is classified under
four broad headings: better access to services; helping patients get the best from their
medicines; re-designing services around patients; staff development and clinical
governance. Prescriptions may be dispensed by community pharmacists or, in rural
areas, directly by ‘dispensing doctors’. Historically, the pharmacy profession in the
UK, like most other countries, comprised two main branches: community and
hospital. Smaller numbers of pharmacists are employed in industry and academia. The
function and organization of the profession are like those in North America, and
unlike most of Europe, in two main respects, Firstly multiple retail pharmacy

ownership is allowed and has become the norm, secondly, hospitals tend to employ
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relatively large numbers of pharmacists whose primary role is giving advice rather
than supplying medicines. (Silcock 2004)

The Royal Pharmaceutical Society of Great Britain defines a pharmacist as
“an expert in the field of drugs and medicines, who may, according to his or her
personal preference, be involved in any aspect of their preparation and use, from the
discovery and development of a medicine to its eventual supply to the patient”. Since
1997, all undergraduate pharmacy programes in the UK have been of 4-year duration
and lead to the award of the Master of Pharmacy degree (M Pharm). Almost without
exception, pharmacy graduates then proceed to the one-year pre-registration training
that leads to membership of the Royal Pharmaceutical Society of Great Britain.
Students who successfully complete the first three years of the M Pharm programe
will have accumulated 180 credits and should they leave the university at this stage,
may be awarded a BSc in Pharmaceutical studies (Suresh 2005). There are 16
faculties or schools of pharmacy and until recently the first degree , B.Pharm was a 3
year course. Since October 1997 it has been extended to a 4 year course (M.Pharm, a
master of pharmacy). Student then have to practice pharmacy under supervision for 1
year before they are admitted as qualified pharmacists by the ‘Royal Pharmaceutical
Society of Great Britain’ has the responsibility for maintaining standards of practice.
In the United Kingdom, evidence indicates that growing numbers of general
practitioners and consumers are in favor of increased responsible self-medication.
Positive support by physicians for self-medication is growing and research shows that
more than half of the general practitioners expect to increase their recommendations
of nonprescription medicines in the next year. It is reasonable to conclude that due to

the onset of the information age, change in consumer preferences and the availability
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of new nonprescription medicines that were previously unavailable, the significance
of nonprescription medicines in overall health care is bound to increase in the future.
In the United Kingdom, Medicines Control Agency (MCA) is an Executive Agency
of the Department of Health responsible to promote and safeguard public health
through ensuring appropriate standards of safety, quality and efficacy for all
medicines on the UK market. Additionally, the Agency is required to advise Ministers
on policy relating to pharmaceuticals and regulatory systems and assist Ministers in
achieving their high level objectives on health. The EU Directive on classification of
medicines has been implemented in the United Kingdom. The UK’s agenda for the
promotion of self care and self-medication was given a boost when in 2000 UK
ministers issued the NHS plan. One theme which pervaded the whole plan was the
promotion of the ability to patients to take more responsibility for their own health. It
was acknowledged in the plan that patients’ expectations for their health management
as well as for the quality of information they seek have risen, thus putting a
responsibility on all stakeholders, be it regulations, health care professionals or
industry, to provide the tools to achieve these expectations. Not only must the
information provided with medicines be more comprehensible and accessible, but the
range of OTC medicines which the patient can safely purchase for himself must also
be increased. One of the UK health ministers recently said that “Health care is self
care.” There is of course an economic background to increasing the availability of
OTC medicines-especially in a country with more elderly people in the population,
and with more diseases becoming amenable to medical treatment. The actions taken
by United Kingdom to promote self care included increasing the role of pharmacists

and nurses, both in providing advice and eventually prescribing.
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Pharmacy remains a life science, but the undergraduate pharmacy course is
now 4 years long. In addition to basic qualifications in clinical pharmacy, it is now
possible to complete courses specially designed to enhance collaboration with other

healthcare professionals.

Germany

Germany has universal healthcare coverage under the compulsory public
healthcare scheme. Germany is a union of states, health policies and laws that are
assigned by central and state government. The Ministry of Public Health enacts law to
regulate health service system. By law, people who have income below the criteria
must be a member of sickness funds by making contributions to funds. Civil servants
and those who have income higher than standard level can select to purchase private
insurance or sickness funds. Anyone who decides to pay for private insurance can not
also be a member of the sickness fund soon after (Srithamrongsawat 2000). The role
of community pharmacists has changed from dispensing medicines to consulting
patients as family pharmacists.

The education of German pharmacists is regulated by law which requires that
all universities with Pharmaceutical Institutes (there are 23) offer the same type of
lectures and practical courses. The course lasts 4 years plus 1 year at pharmacy
practice. The final degree is a state examination which leads to registration. A student
may then enter a Ph.D. course in natural science which ideally take 3 years (Gonellin

2000).

France
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There are 24 faculties of Pharmacy in France. The pharmacy course lasts 6
years to train a qualified pharmacist. After this, the student is permitted to enter the

Ph. D course which normally takes 3-4 years (Ganellin 2000).

Finland

The ultimate goal of the research-based educational development in the
Faculty of Pharmacy is to enhance the achievement of the curriculum objects and to
foster students deep-level learning to integrate theoretical studies more closely to their
application in the working life. Teaching and learning at the Faculty are evaluated
regularly. Good teaching (and research) practices are encouraged and presented
regularly to the whole faculty. Points are evaluated and corrected (priority
list).Systematic and active development has been appreciated. The Faculty of
Pharmacy has been nominated as a Quality Educational Unit in the University of

Helsinki in 2005 and in 2007.

United States

The U.S. is the only major industrialized nation in the world lacking universal
healthcare access (Institute of medicine, 2004). The U.S. spends more on healthcare,
both as a proportion of gross domestic product (GDP) and on a per-capita basis, than
other nation in the world. Current estimates put U.S. healthcare spending at
approximately 15% of GDP, the highest in the world(OECD 2008; World Health
Organization 2006). Healthcare in the United States is provided by many entities,
aroung 84% of citizens have health insurance, 60% through their employer, 9%

purchased individually, or 27% provided by government programs; there is some
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overlap in these figures (Carmen et al. 2006; World Health Organization 2006).
Government provides health insurance through two main schemes administrated by
Centers for Medicare and Medicaid Services; Medicare is a health insurance program
administered by the government, covering people who are either age 65 and over, or
who meet other special criteria. Medicaid is program for individuals and families with
low incomes and resources. It is jointly funded by the states and federal government,
and is managed by the states. Among the groups of people served by Medicaid are
eligible low-income parents, children, seniors, and people with disabilities. Medicaid
is the largest source of funding for medical and health-related services for people with
limited income. In 2006, Medicaid provided healthcare coverage for 38.3 million poor
Americans and Medicare provided healthcare coverage for 40.3 million elderly and
disabled Americans (Carmen et al. 2007). Nonprescription medicines now account
for about 60% of all medications used in the United States and may be used to treat or
cure about 400 ailments. The role and importance of nonprescription medicines in
healthcare delivery all over the world is rapidly increasing due to the shift in attitude
towards self-medication and the potential cost-savings. The growing global interest in
self-medication and related economic benefits accentuate the importance of and
necessity for a regulatory framework developed on the basis of sound scientific
autorities, academic and related industry/professional organizations. The US Food and
Drug Administration (FDA) recently announced a public hearing to evaluate the
Agency’s approach to regulating over-the-counter (OTC) drug products. The purpose
of the hearing was to solicit information from interested persons including scientists,

professional groups and consumers. .
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In 1992, the American Association of Colleges of Pharmacy (AACP)
developed educational outcomes under the Center for the Advancement of
Pharmaceutical Education (CAPE). Resources from the AACP Commission to
implement change in Pharmaceutical Education, and other professional organizations
surveys were used to complete the CAPE Educational Outcomes document. In 1994,
the first CAPE educational outcomes were presented. There were 3 competency
domains presented in the document, including pharmaceutical care, systems
management, and public health. According to changes in the roles of pharmacists and

health care systems, the CAPE Educational Outcomes have been revised periodically.

Australia

Australia offers universal access to healthcare, regardless of ability to pay,
through the public health insurance system, Medicare. Australia has a complex
healthcare system with several types of services and providers and a range of funding
and regulatory mechanisms. The Commonwealth provides health services, funding
the health system, and subsidizing pharmaceuticals and aged residential care (nursing
homes and hostels). The States, with Commonwealth financial assistance, primarily
are responsible for funding and administration public hospitals, mental health services
and community health services, as well as for regulating health workers. Private
practitioners provide most community-based medical and dental treatment. Benefits
are available to people who reside in Australia, who hold Australian citizenship
(Bloom 2000)

In Australia, the Therapeutic Goods Act of 1989 (TGAct) aims at providing a

national framework for the regulation of therapeutic goods to ensure their quality,
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safety, efficacy and timely availability. The Therapeutic Goods Administration (TGA)
as part of the Commonwealth Department of Health and Aged Care has the
responsibility for administering the Act and ensuring that the necessary evaluation
and assessment procedures are conducted to enable access to the lastest treatments
available that are safe, effective and of good quality. A general introduction to the
regulatory process for all medicines in Australia and other pertinent matters including
the role of TGA is presented in one of TGA publications. Another factor driving
growth is Australia’s aging population. Research suggests that elderly people spend
far more on healthcare products than younger people and Australia’s elderly
population grew steadily as the birth rate declines. The rising number of consumers
between the ages of 40 and 50 years of age is aiding growth in OTC healthcare.
Pharmacy society of Australia implemented the competency standard for
pharmacist in Australia. The example is Monash University is one of group of 8 (top)
universities in Australia offered two degrees :-Bachelor of pharmacy and Bachelor of

Pharmaceutical Sciences (Medicinal Chemistry and Formulation science streams).

Pharmacy education in Asia

There is a great movement of pharmacy practice towards providing
pharmaceutical care. Increasing awareness of pharmaceutical care in several Asian
countries, development of pharmaceutical care services in institutional care and
development of pharmaceutical care services in community care through community

pharmacy and primary care center.

Japan
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Universal coverage in healthcare was achieved in 1961. Japan showed good
performance measured at least by traditional quantitative health outcome measures
such as life expectancy and infant mortality rate. In 2000, Organization for Economic
Co-operation and Development (OECD) figures show that Japan spends 7.6% of its
GDP on health (Ward 2009).

People are assigned a health insurer according to their employment situation.
Health insurance in Japan has two main systems. The first system is employment
based insurance called as Social Insurance System (SIS) which consists of
Government-managed societies and Privately managed insurance. The second system
is community-based insurance called National Health Insurance (NHI) which covers
the self — employed. Retirees move from Employment-based insurance to retired
person insurance and when they are 70 years of age, they are covered by health
services for the elderly which is managed by NHI. By law, health insures are required
to offer an basic benefits package including medical consultation, drugs, and other
materials, medical treatment, surgery, and other services, home care treatment and
nursing, and hospitalization and nursing at medical institutions and they may offer
additional benefits such as funeral benefits, maternity allowances under the collective
scheme( Srithamrongsawat 2000).

The undergraduate programme(4 years) is controlled by the Ministry of
education. Graduate from the 4 year course take the government examination for
qualified pharmacists, The graduate schools encompass the first 2 years for an M.Sc.
and an additional 3 years for a Ph.D. In Japan the description pharmaceutical sciences
is more widely used than pharmacy. Pharmacy is one of the pharmaceutical science

(Ganellin 2000).
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India

Pharmacy education has largely been industry focused. In the 1990’s, efforts
began to introduces pharmacy practice in India. The duration of the course is of four
academic years 300 hours of practical training spread over a period of not less than 2

months.

China

The course contents and training aims of higher pharmaceutical education to
meet the needs of society for high-quality talents for pharmacists. The four —year
schooling results in a short time practice. The higher pharmaceutical education in
China has been started for nearly 100 years and has trained over 100,000 specialized
talents in pharmacy. The course contents and training aims of higher pharmaceutical
education should be shifted gradually from pure elite education to applied pharmacist
education to meet the needs of society for high-quality talents for pharmacists. The
social roles of the higher pharmaceutical education are 1)cultivating advanced
pharmaceutical talents 2)undertaking pharmaceutical researches and promoting its
applications. 3) pushing forward the development of pharmaceutical industry and
public health affairs 4) providing various higher pharmaceutical educations for adult .
These functions are embodied quite well in the higher pharmaceutical education in
some developed countries, for example in USA, UK, France and Japan. Because of
the different situations of the countries and the considerations in pharmacy education,
there exists a gap in pharmacy and pharmaceutical education between China and the

more developed countries. Resolution of the problem of the lack of pharmacist has
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become the key to the successful transformation of the hospital pharmaceutical work
of China in the new century. Therefore, training the clinical pharmacist becomes the
urgent task of pharmaceutical education in China. Furthermore, the four-year
schooling results in a short time practice. And the practice aims mainly at doing
experiment research and mastering laboratory skills, which can not meet the needs of
practical work, such as the work at hospital, in community and the work to promote

the rational drug-use(Chun 2548).

Singapore

Singapore has universal coverage through three healthcare funds that are
managed by the government consisting of Medisave, an individual account for
healthcare services, Medishield, and Medifund. People have basic privileges that are
covered by health funds. Patients pay for out-patient services and have co-payment

for in-patient service(Srivanichakorn 2000).

Pharmacy Education in Thailand: Current and Future

Healthcare education has a significant impact on the health of the community
and improving services for the patients. It also instills fundamental values and directs
specific attitudes in the healthcare professionals. In most of the world, pharmacy
education enables pharmacists to deal with the safe and effective use of drugs,
primary healthcare, preventative medicine and health promotion. It also emphasizes
on the research and development of pharmaceuticals and the production of new drugs.
Pharmacy education is responsible for preparing students to enter into the practice of

pharmacy and to function as professionals and informed citizens in a changing health
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care system. It is responsible for generating and disseminating new knowledge about
drugs and about pharmaceutical care systems. Since pharmacy education must prepare
pharmacists who can optimize medication therapy in the provision of patient-centered
and population —based care, consideration must be given to important societal and
health care trends or changes that are likely to influence our future pharmacy practice
and education needs.. Pharmacy education will prepare pharmacists to provide
patient-centered and population-based care that optimizes medication therapy; to
manage health system resources to improve therapeutic outcomes; and to promote
health improvement, wellness, and disease prevention. (Babar 2005; Trinda
1997;Roche 2006; Brink 2006) The profession of pharmacy has evolved in an ever-
changing environment. Changes in the profession occurred in the US, in Thailand,
and in other countries with the schools of pharmacy as a leading force. Schools of
pharmacy play a critical role in determining the quality and quantity of the members
the profession, and thus, the capacity of the profession of pharmacy to meet societal
needs depends on the capacity that the schools have to prepare the workforce that can
meet these needs. (Katanawijistrasin 1997)

Since pharmacy education was established in Thailand 97 years ago, the
schools of pharmacy have prepared a generalist workforce to build the nation’s
pharmaceutical industry, filled the various pharmacy functions in hospitals and
community pharmacies, and forced consumer protection of pharmaceuticals.
Increasingly, pharmacist roles in clinical drug use have been recognized and
performed in a number of hospitals. This new clinical role coexists with, rather than
replaces, other more traditional roles. As a result, today the roles of pharmacist have

become more diverse than before. The goals of the nation’s drug policy are to make
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quality drugs available and affordable: to promote rational drug use, and to achieve
national self reliance in pharmaceutical production. How well the profession can meet
and shape this wide range of demands depends on the capacity of pharmacy education
to define societal values and to prepare a competent and conscientious workforce for
the society. It remains a tremendous challenge for the university and the pharmacy
profession in Thailand to recognize trends in the demand made by the society and to
identify the direction for the future of the profession.

Pharmacy education in United States founded in 1900, The American
Association of Colleges of Pharmacy (AACP) is the national organization
representing pharmaceutical education in the United States. AACP’s mission is to
serve member colleges and schools and their respective faculties by acting as their
advocate and spokesman at the national level, by providing forums for interaction and
exchange of information among its members, by recognizing outstanding
performance among its member educators, and by assisting member colleges and
schools in meeting their mission of educating and training pharmacists and
pharmaceutical scientists. AACP initiated a series of initiatives under the Center for
the Advancement of Pharmaceutical Education (CAPE). For pharmacy education in
the United Kingdom, there are three institutions which largely determine the nature of
pharmacy, the university schools of pharmacy, the professional body(the Royal
Pharmaceutical Society of Great Britain), and the National Health Service. The
professional body has complete jurisdiction over the practice of pharmacy and
controls the registration (licensure) of all pharmacists and pharmacies. (Brink 2006)

Pharmacy education in Asia has been reacting to change. Interdependence

and cross border cooperation are seen as a beneficial way to shape education for the
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future. The new concept of pharmacy education in India, is that the government
should support the university to increase the role in research by integrating pharmacy
teaching activities and research go together, and the government support the research
in biomedical research to crate innovation to produce drug from biological
technology.

Plan of Pharmacy Education in 2008-2010 defines pharmacy service
competencies across all levels and systems, set educational objectives aligned with
competencies, develops global framework for quality assurance and the development
of accreditation systems. Gather data on academic/faculty workforce, development
strategies, develop holistic vision for pharmacy education at global, regional and local
level provide advocacy and technical guidance to country level educational
institutions, establish global platform for ongoing dialogue and sharing of lessons
learned (Thielke 2008).

Pharmacy competencies are often used as an alternative to outcomes
assessments in health care education, referring to a student’s or practitioner’s ability
to perform actions in a real life setting.(Maitreemit et al, 2008) In many countries,
national governments and/or pharmacy professional organizations have developed
competency standards or guidelines which pharmacy students must meet before
entering professional practices. (Kapol 2008). In the United States, competency
statements were initiated in order to revise the pharmacy curriculum. In addition,
professional organizations in many countries such as Australia, Canada, and the
United States have worked to develop pharmacy competency standards for
pharmacists in their countries. These standards were used not only to maintain

pharmacists’ competencies, but also to guide pharmacy schools in updating their
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curricula. Similarly, in Thailand, the pharmacy curriculum has been revised in an
ongoing manner based on changes in the profession. Although the Pharmacy Council
of Thailand developed the competency standards for licensure examination, the
patient-oriented competency proportion in the Thai didactic curricula does not satisfy
these standards. To meet the Pharmacy Council of Thailand standards and to meet
societal needs, there must be an expansion in patient-oriented material. As Thai
pharmacy schools further revise their curricula, it may be useful to decrease the
product-oriented content and expand patient-oriented material. (Kapol 2008). In 2002,
the Pharmacy Council of Thailand established their first competency standards with
the goal that new pharmacy graduates will know how to apply the knowledge and
skills they have attained during pharmacy school. The standards were developed by a
group of Thai pharmacy experts and included an evaluation of standards used by other
countries. The standards included eight domains. 1)Knowledge in pharmaceutical
manufacturing processes and quality assurance 2) Conduct a community health
problem and drug need assessment, drug selection and procurement of pharmaceutical
products to serve patients appropriately 3) Prepare an appropriate pharmaceutical
product by extemporaneous preparation 4) Conduct a basic health evaluation for
appropriate counseling, including referral if necessary 5)Provide rational drug use
planning for each patient, including drug use evaluation by focusing on patient
involvement 6) Follow up, prevent, and resolve drug related problems in a patient and
a community, and report to appropriate organizations 7) Provide up-to-date and
reliable pharmaceutical and health product information to patients, communities, and
health practitioners and 8)Knowledge in pharmacy-related laws. Currently, all Thai

pharmacy graduates from either the 5-year bachelor’s degree or 6-year PharmD
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degree have to take the same licensure examination, which is based on the Thai
competency standards. Thai schools of pharmacy use them to base curricula changes
and existing pharmacists use them as guidelines for maintaining their standards of
practice (Kapol 2008). To practice pharmacy, pharmacy graduates must pass a written
examination offered only in Thai by the Pharmacy Council of Thailand. The Thai
FDA and the Pharmacy Council of Thailand, appointed by MOPH, regulate all areas

of pharmacy practice (Chan 2005).

History of pharmacy education in Thailand

100 years of Thai pharmacy education will be in 2013, pharmacy education
in Thailand has undergone many changes in the past 90 years. The first phase of
pharmacy education was from 1914-1935, during which all students studied 3 years to
receive a certificate of pharmaceutical production. Pharmacy education expanded to a
4 year program in 1941, and then to a 5-year bachelor’s degree program in pharmacy
in 1957 and in 1989-1990 development of courses to tracts, areas of interests, clinical
pharmacy aspect in 5 years programs. Currently, another transition in pharmacy
education is occurring in Thailand. Several Thai pharmacy schools have recently
expanded to a 6-years doctor of pharmacy curriculum (PharmD) (Kapol 2008; Chan
2005). Today there are 16 schools of pharmacy in Thailand, including 4 private
institutions: 5-year program only (KKU,MU, UBU, HCU, RU,PU,UW,EU), 5-year
and 6 year programs (CMU, PSU,SWU,SU ,CU) and 6-year program only (NU,
MSU, SmU) ( Sripanidkulchai 2008).The detail of history of pharmacy education in

Thailand is shown in Table 1.
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The organization and the association that have roles in the Thai pharmacy
professtion are the Thai FDA and the Pharmacy Council of Thailand (PCT) appointed
by MOPH. Once yearly, FDA inspects pharmacies to ensure that they are adhering to
the appropriate rules and regulations. In addition to administering the pharmacist
licensing examination, the Pharmacy Council sets the ethical and practice standards
for pharmacists (Chan 2005). Other organizations that involve in the pharmacy
professional are Pharmacy Education Consortium of Thailand (PECT): the goal of
PECT is the standard of pharmacy education and produce high quality pharmacy
graduates, Pharmaceutical Association of Thailand (PhAT), Association of Hospital
Pharmacy, Association of Community Pharmacy... etc.

Pharmacy Education Consortium of Thailand (PECT) set trends and ability
of new generation of pharmacists by 2013 capability in 1) Providing pharmacy
services (through prescriptions) 2) Collaboration with others such as community
leaders, doctors, nurses and dentists 3) Strategically educating the customers/ patients
(health promotion/prevention) 4)Accountability (subjected to certain audit process) 5)
learning and adjustability and 6) Harmonization and global practice. (Sripanikulchai

2008)

Table 1 Historical Background of Pharmacy Studies in Thailand

Year History Backgrounds

1913 Proposed westernized, systemic pharmaceutical studies in Thailand
by H.R.H. Prince Pisanulok-prajanart to H.R.H. Prince Chainat-

narendhorn, then the Rector of Rajabhedhayalai
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8"Dec,1913 H.R.H. Prince Chainat-narendhorn established ‘School of
Pharmacy’ annexed to Medical College
April 6", 1917 | Ministry of Education announced the amalgamation of

Table 1 (continue)

Year History Backgrounds
Rajabhaedhayalai Medical College and Chulalongkorn University
7" Mar, 1934 ‘Department ~ of  Pharmacy’,  Chulalongkorn  University,

3 year study with Diploma of Pharmacy

19" May, 1939

Dr.Tua Lapanukrom, Head of the school revised and developed 4

years curriculum with the degree of Bachlor of Science in Pharmacy

24"June, 1941 | The first-founded Pharmacy Administration

1942 School of Pharmacy in Chulalongkorn university was transferred to
the University of Medical Sciences as “ Faculty of Pharmacy ’

1951 Graduate Study, degree of Master of Science in Pharmacy

1957 Extended to 5 year course

1965 Pre-professional and professional studies were separated
-2 year course as pre-pharmacy by the Faculty of Medical Sciences
- last 3 year course in the Faculty of Pharmacy

2" Mar, 1969 | The first founded Faculty of Pharmacy was transferred to Mahidol

Meanwhile, another new Faculty has also been established :

Faculty of Pharmacy, Mahidol University ( The third Faculty of
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Pharmacy in Thailand )

13" April, 1972

The first-founded Faculty of Pharmacy was transferred back to
Chulalongkorn University, where it remains until present.

Expansion of Pharmaceutical Education to provincial parts of the

Table 1 (continue)

Year

History Backgrounds

country is also granted by the government. Expansion of
Pharmaceutical Education to provincial parts of the country is also

granted by the government.

1971

Faculty of Pharmacy, Chiangmai University

(Located in the northern part of Thailand, Chiang Mai province)

1978.

Faculty of Pharmaceutical Sciences of Prince-of-Songkla University

(Located in the southern part of Thailand, Songkla Province)

1980

Faculty of Pharmaceutical Science of Khon-kaen University

Located in Northeastern part of Thailand, Khon-kaen province

1983

Faculty of Pharmacy, Silpakorn University

western part of Thailand, Nakornpathom province

1987

first private-owned school is the School of Pharmacy of Rangsit

University,

1993

Faculty of Pharmaceutical Sciences, Naresuan University

northern part of Thailand, Pitsanulok

1993

Faculty of Pharmaceutical Science of HuaChiew Chalermprakiet

university
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1994 Faculty of Pharmaceutical Sciences, Ubonratchathani University

the northeastern part of Thailand, Ubonratchathani province
1996 Faculty of Pharmaceutical Sciences, Srinakharinwirot University
1999 Faculty of Pharmacy, Mahasarakam University

Table 1 (continue)

Year History Backgrounds
northeastern part of Thailand, Mahasarakam province
2006 Faculty of Pharmacy, Siam University
2006 Faculty of Pharmacy, Payap University
2007 Faculty of Pharmacy, Walailuk University
2008 Faculty of Pharmacy, Eastern University

Factors affecting pharmacy education in Thailand

Factor affecting Thai pharmacy education are 1) Global factors such as

technology, free trade agreement (FTA), globalization/harmonization, energy crisis

...etc. 2) National factors: PMQA(Public Management Quality Assurance), New

financing and budgeting system, student income contingent loan (ICL) ,Autonomous

universities, new health law( emphasize on health prevention/promotion) and new

student admission system. 3)Professional factors: new Pharmacy Council of Thailand

regulation and accreditation (all Pharm D, 6 yr in 2009), increase in member of new

pharmacy schools, increase competitiveness (national/international), cross academic

discipline(trans-discipline), new emerging technologies and residency program and

board certified in pharmacotherapy(include consumer protection) (Sripanikulchai

2008).
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To study trend to develop the pharmacy education in Thailand, PECT report
situation analysis by study strength and weakness of mission, culture and management
, structure, resource, process or system and outcome. Another report from PECT is the
situation analysis of opportunities and treat of stakeholder, input, preceptor, graduate,
professional organization, social, economic and political (Sripanikulchai 2008). Another
situation analysis evaluated by SWOT analysis in the second meeting of pharmacy
education in Thailand the results were : the strength are unity, young staff and experts;
weakness are confinment, ability to accomplishment, body of knowledge and student
quality; opportunity are health, health services, future distribution need of pharmacist,
consumer protection concept, university autonomy and consortium; treat are gap to
meet client demand, deprofessional, isolation, ethical problems, expanded role of
other profession, professional organization and legal commitment (Tongnopnea 2002).

The working on undergraduate pharmacy education listed the followings as
common obstacles related to undergraduate pharmacy curricula : lack of
resources/funds (lecturers, supporting staff, teaching material and books,
infrastructure, equipment), lack of coordination between curriculum and practice and
between departments within the university, no political will/government
support/Government policies, lack of recognition within the healthcare system for
pharmacists, unavailability of jobs, lack of experience of teachers, inertia/bureaucratic
mindset of people, dependency on expatriate knowledge, weak enforcement on the
implementation of the new curriculum. The groups then worked out possible and
appropriate solutions as follows: a national political statement, its need to be
translated into action and enforced ,government policy on funding, provision to obtain

experts, resources, incentives for implementers, active participation of pharmacists in
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the formulation of national health and drug policies and their implementation, setting
up of a statutory body, pharmacy council, training of trainers on trends of practice and
education, network and collaboration, meeting of faculties from different universities
and bringing committed and motivated people together as a core group, adopting
benchmarking and quality assurance from other countries if appropriate, adequate
infrastructure, providing adequate and appropriate employment in the government
sector/recognition in the private sector/job security, accreditation of pharmacists’
functions, transparency in all steps of planning, identify relevant books and journals,
access to electronic libraries of universities/use of internet, virtual visits, share
resources on regional centre (Thompson 2005).

Trend of pharmacy education in Thailand are transition of Bachelor Degree
(5 yr) to Pharm D (6 yr), option to switch to Post Baccalaureate Pharm D degree,
both pharmaceutical care and pharmaceutical sciences are emphasized, development
of subspecialty in pharmaceutical care, emphasis on therapeutics as core curriculum
and clerkship rotations, MS/PhD degree in Clinical Pharmacy, post graduate training,
conventional: MS/PhD, new trans-discipline degree and primary health care service in
community VS secondary/tertiary care in the hospital ( Kaewkitichai 2003).

Concept and paradigm to develop pharmacy education in Thailand
emphasize on patient-oriented services, produce drug by good manufacturing practice,
recommend people how to administer appropriate drug uses at low cost and
counseling the patient to use drug effective safety and good quality of life correlated
with professional ethic that produce good pharmacy practice. The effective
management of education consider the factor affecting curricula such as the

philosophy, objective, the content or knowledge that correlate with the objective, the
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proper method of teaching. To search the answer of pharmacy education, one must
consider the outcomes of education, social needs , professional needs and individual
needs ( Kaewkitichai 2002). PECT goal of pharmacy education in next century is
develop pharmacist graduate that has ethic and knowledge leadership who can work
with health care team and help social and consumers. Graduates can solve the
problem and have life long learning. The faculties need the educators who have ethic
and knowledge to be the model for students so we will prepare and keep the educators
to work and to be the model of pharmacist.

The concept of good pharmacy education is the conceptual framework to
manage pharmacy education to produce pharmacist that have knowledge, competence
and behaviour. The desired competency of pharmacists can be divided into 2 groups;
the outcome of education specific to pharmacist: care-giver, manager, teacher and
propreties of desired graduate (decision maker, communicator, leader and life-long
learner).

From the SWOT analysis, the strategies to develop pharmacy education are to
adjust the education system, develop lecturer to more professional , adjust teaching
method to more student-centered ,adjust the curriculum, implement cooperative
education , share resources, develop more specialist, divide roles, create knowledge,
expand education role, recruit student and No-NATO (No action talk only)
(Tongnopnia 2002)

Good pharmacy practice involves four main groups of activities: 1)Activities
associated with the promotion of good health, the avoidance of ill-health and the
achievement of health objectives. 2) Activities associated with the supply and use of

medicines and of items for the administration of medicines or for other aspects of
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treatment. 3) Activities associated with self-care, including advice about and, where
appropriate, the supply of a medicine or other treatments for symptoms of ailments
that lend themselves to self-treatment and 4)Activities associated with influencing the
prescribing and use of medicines. (Thompson 2005)

The goal of faculty of pharmacy is the good faculty. There are many
strategies to be a good faculty such as selection of appropriate students ,socialization
of students , good infrastructure, good evaluation system, external reviewers ,good
training and clerkship, internal and external audits, modernizing and monitoring in
learning process, evaluation by students, standards and accreditation process,
structure-process-outcomes assessment and presentation of new curriculum to various
stakeholders. It was also discussed that undergraduate education and health promotion
in the global world should be addressed globally (Thompson 2005).

Undergraduate pharmacy curriculum expected outcomes are seven-star
pharmacist: care giver, decision maker, communicator, leader, manager, life-long
learner and teacher (The Regional workshop 2003). Professional competencies that
must be achieved by graduates through the professional degree program curriculum
are the ability to 1) provide patient care in cooperation with patients 2) manage and
use resources of the health care system 3) promote health improvement, wellness, and
disease prevention in cooperation with patients (Vlasess 2008).Standards 2007,6
areas: mission, planning, and evaluation, organization and administration, curriculum,
students, faculty and staff and facilities and resources (Roche2006).

Pharmacy students feel the need for more practical, different teaching
methods, such as case studies, practical courses and internships. Different teaching

methods will make education more attractive and effective. Students also expressed a
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need for good teachers: in several faculties, professors are attached to the university
due to research, and not because they are brilliant teachers. Students think professors
should also learn proper teaching skills. Students think that basic scientific knowledge
is very important for the pharmacist: this gives value to pharmacist in the healthcare
system, due to their specific knowledge on drugs that other professionals do not have.
Finally, students want to see more flexibility and the opportunity to choose for a
certain direction in their education in the last years of their education. This phase

would be dedicated to specialization in a certain field of pharmacy (Brink 2006).

The evolution of faculty of pharmacy development

Four main tasks of faculty of pharmacy to provide education, research,
academic service and culture include the development of pharmacy professional. The
faculty of pharmacy have effective plan of development and have the clear target
include support to solve the health problem of the country. Pharmacists will develop
and maintain a commitment to care for, and care about, patients and an in-depth
knowledge of medications, and the biomedical, pharmaceutical sociobehavioral, and
clinical sciences.

The PECT proposed that the vision of the pharmacy education organization is
the organization that educate support, create ethic graduate, excel in pharmacy and
society. The desired graduate student has ethic, knowledge excellence, skill,
professional and leadership. The mission are to support teaching method with

emphasize on student, curriculum and management process to create desired graduate.

The regional workshop on the development of pharmacy curricula for

countries in the ASEAN and Western Pacific Region suggested the future role of
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pharmacists in ASEAN and Western Pacific Region and studied the basic knowledge
and skill required by the pharmacy graduates to perform the identified roles. The
strategies to improve pharmacy curriculum are 1) The formation of an advisory
committee on pharmaceutical education in ASEAN 2) to improve collaboration
between in ASEAN 3) to look on the possibility of publishing a scientific and
professional journals 4)exchange of staff and teaching materials,5)regular evaluation
of programs by a committee(The Regional workshop 2003)

The PECT proposed the strategies of pharmacy education to 3 phases; 1)

create intensity of network (2008- 2013) 2) development to network of knowledge
2014-2020), 3) unity of professional2021)

The strategy of faculty of pharmacy to develop quality of teaching are consist
of 1) adjusts plan and change context to produce quality graduate in the curricula,
process, method of teaching, students, ethic, management process and supporting
system that help to produce quality graduate correlate with need of professional,
socialize, country and technology. 2) manages the system and mechanism in
administration, human resource, research, academic service, cooperation with other
organizations (public and private), knowledge and innovation , technology and 3)
solves country problem to consumer protection and increase the social acceptance for
the professional.

The potential and trend to produce pharmacist from different faculties with
difference identity will depend on age and philosophy of each institute. The first 11
faculties of pharmacy produce pharmacists from undergraduate curricula. , The first 6
faculty of pharmacy also offer the master degree program leading to M. Pharm

degree. Other new faculties offer only 6 years program and have potential to produce
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PharmD pharmacists. The faculties of pharmacy in Thailand must plan together to set
plan to produce pharmacist that have the strength of their own faculty and find the
proper amount and quality of new pharmacists each year .The faculty that have
potential to produce the MPharm may consider to increase quantity and quality more
than BPharm pharmacists and build new curricula for research and development for
specialist (Sakonchai 2003).

Recommendation for pharmacy schools and the expectations of a new
curriculum are as follows: Future curricula revisions should emphasize patient-
oriented content. The most important competency to provide pharmaceutical care is
promoting rational drug use. Product-oriented material should be focused mainly on
product differentiation, and extemporaneous and general preparation rather than skills
in special product preparation. General competencies should be integrated into core
curriculum courses. The most important general competencies needed are to practice
within applicable laws, professional standards and ethics, and to communicate and
disseminate knowledge effectively. Pharmacy schools should re-evaluate their
curriculum periodically to satisfy Thai pharmacy competency standards.

Recommendations for the Pharmacy Council of Thailand is a major
organization involved in the determination of pharmacy competencies in Thailand.
Although the Thai Pharmacy Council developed pharmacy competency standards that
have been effective in the licensure examination, the standards need to be revised
periodically. The current standards mainly focus on knowledge and skills in
pharmacy, but not on general competency. Therefore, general competencies such as

ethical issues, effective communication, information management, and management
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skill application should be integrated into pharmacy competency standards. In

addition, the revision of competency standards should base on societal needs.

Trend and concept to develop faculty

Pharmacy education needs many developments especially the management
system to search for the desired educator, happiness working, model of teaching,
knowledge and skill in professional. Faculty considers quantity and quality of the
educator and increment of new faculty. The management of pharmacy education need
the cooperation from every health care professional, pharmacy council, hospital,
menufacturer and other organization.

In the past, the development of faculty of pharmacy, each faculty of pharmacy
may be limited depends on the plan of each faculty without cooperation from other
faculties. From the situation analysis, the problem in each faculty is not different from
others, and other countries have similar problem. To solve the problem, start at the
structure of the faculty, the system of working. The aim of each faculty emphasize on
producing graduate and ignoring some tasks , no system of thinking, no cooperation ,
no network of faculty of pharmacy include private and government, lack of clear

target, no policy or the cooperation from government.



CHAPTER 3

FACULTY DEVELOPMENT TO HIGH PERFORMANCE ORGANIZAITON

1. Necessity of faculty development to support the changes in the future.

Faculty development could contribute to increased satisfaction with the faculty
role and serve as a strong recruitment and retention strategy. Faculty development is
important because of continual changes in expectation of the quality of pharmacists,
social needs and the new information technique in education. Faculty development
programs have been defined as a tool for improving the educational vitality of
institutions through attention to competencies needed and to the institutional policies
required to promote academic excellence and enable faculty and staffs to meet their

goals. The faculty also noted that a strong faculty development program could assist

in finding and retaining the best faculty in a competitive market (Foley 2003).

Faculty development programs are limited by the institution’s scope and
mission, the environment in which the faculty live and work, expectations for faculty
performance, and the existence of other programs that address faculty development
concerns. Faculty development programs are more important today than in previous
decades for many reasons. The reasons for faculty development programs are (1)
changes in expectations about the quality of undergraduate education(2) changing
student populations (3)societal needs (4)decreasing resources and (5)the widespread

use of technology in education, business, and industry (Babar 2005). The purpose of a

40
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faculty development program is to enable faculty and staff to meet their goals, and
through their accomplishments to achieve the missions of their department, faculties,
and universities. Hence, faculty development programs should be designed to foster
the growth of faculty to their maximum potential while achieving the mission and

goals of their respective educational institution.

2. Why set target to High performance organization?

High performance organization should also include identity, continuity,
outstanding, sustainability and superiority. The definition of high performance
organization is the organization that produce quality outcomes from continuous
developed system and modify to produce the outstanding outcomes. The important
properties are own identity, continued success and sustainability, standardization,
outstanding outcome and networking (Miller 2005). The details of High performance
organization are shown in table 2, can support the change in the social, continuous
change of evolution of the world and the social expectation and faculty of pharmacy

had potential to be high performance organization.

Table 2 Concept and performance to be high performance organization

Item Classic organization High performance organization
Management High Control High Trust

Target Produce Things Produce Knowledge

Making a decision Individual Decisions Team Decisions

Reward Individual Reward Team-based Reward
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Table 2(continue)

Item Classic organization High performance organization
Enforcement Vertical-functional Horizontal-Flow-based
Structure Organization Fixed Organization

Correlation with Structure Dynamic Structure

other organization Companies with Walls Companies without Walls
Financial
Solve error Financial Secrecy Open-book Management

Blame-Fix the Person Blame-Fix the Process

Source: Miller M. Lawrence, “The high-performance organization an assessment of
virtues and values prepared for the European BAHA’l business forum,”, 2005.

(Mimeographed)

3. Identity of high performance organization

Identity is the outstanding property of each organization that sometime can be
the target for best practice of organization. ldentity is the important point to develop
organization to high performance organization because if the organization has clear
identity they will also have clear target and aim. Organizational identity describe as
the object of commitment and a sense of belonging, providing a cognitive and
emotion at foundation on which organizational members build meaningful
relationships with the organization concerns. The creation of strong organizational
identity has significant influence on identification and therefore, the creation of trust

(Oliver 2009; Flores 2007; Berzonsky 2005). Organizational identities may be
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conceptualized as insiders’ relatively enduring perceptions of their organization’s fit
with distinctiveness categorizations and status categorizations along both general and
specific dimensions. As a result, organizational identity management may be
motivated as much by members’ desires to maintain positive perceptions of their own
individual identities, as by desires to maintain positive perceptions of their
organization’s identity. Further complicating the management of organizational
identities is the fact that organizations may be defined by more than one identity (e.g.
a business school may have a teaching identity and a research identity). In some cases,
these multiple identities may appear to be in conflict with one another. That is
organizations may have hybrid identities that are “composed of two or more
(identities) that would not normally be expected to go togetherv( Elsbach 2003).
Identity means the property that shows oneself that is the definite property of the
organization to recognize outstanding property that differs from other organization
and correlate with concept, policy, determination and vision. In Thailand, the office of
the commission on higher education suggests trend to develop university by giving
support to each university to create their own identity that assign many things such as
philosophy, vision, directionand mission, including the system of teaching, supporting
system and staff development of university and cooperation for strength and
emphasize university to follow their own identity (The Regional workshop 2003). The
identities of higher education retain tension between universalism and particularism,

between a language for equivalence and a language for difference (Anthony 2007).

4. The guideline and step of faculty development to high performance

organization
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There have standard quality criteria for evaluate high performance
organization in many countries such as Malcolm Baldrige National Quality
Award(MBNQA), Deming prize or Japan quality award in Japan, European
Foundation Quality Management(EFOM) Award, Singapore Quality Award. In
Thailand office of the public sector development commission and Thailand
productivity institute suggest public sector management quality award (PMQA) to be
guideline for the public sector to evaluate themselves and develop the organization to
be the quality organization , the concept of the PMQA are shown in figure 3. The
researcher uses the concept of PMQA as the guideline to develop faculty of pharmacy

to high performance organization.
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Figure 3 The concept of the MBNQA

Source:The Baldrige National Quality Program, Baldrige Education Criteria for

Performance Excellence Framework 2008 [Online],accessed 22 May 2009.Available

from http//www. Baldrige.nist.gov
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There are many tools for faculty development such as knowledge
management, change management that use blueprint for changes and redesign
process. The important role is to link the relation between tools of administration and
characteristic of high performance organization, how to use tools of administration to
meet the plan or objective plan that serve with vision, mission, strategy, project and
budget.

The main principles to develop organization to high performance
organization are good governance, learning organization and the public sector
management quality award. The good governance emphasizes on participation,
honesty &transparency, responsiveness, consensus oriented, accountability, equity
and fairness, efficiency and effectiveness. Another concept is learning organization
that emphasize on shared values, personnel mastery, mental models system thinking
and team learning that is the most difficult.

In Thailand public sector management quality award is the guideline use to
develop public sector organization to high performance organization feature of
leadership, strategic management, stakeholder, measure analyze knowledge
management, human resource development, system management and result (figure 3).
Another of concept management is the strategic management that feature of strategic
formulation, strategic implementation and strategic control (Baldrige national quality
program 2008; Miller 2005). To reform the governance service system, the objective
of the processes are efficiency organization, performance to perform duties by
emphasize people, the processes to adjust thinking that follows the concept of good
governance and the working system are consisted of integrated, active, quick,

perform, highly output, transparent, checked, learned, adjustable under good
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governance and used strategic management. The key points to high performance
organization are 1) designed organization, system of working 2) the flexible and
adjustable structure 3) less procedure and decentralization 4) system connection in
organization 5) staff with knowledge management. The concept of strategic
management suggests on leadership, convert strategic to concrete object,
harmoniously and affect, persuade staffs and strategic management (Willcoxson 2006;
Miller 2005).

Steps in faculty development that the researcher suggested are to 1)adjust
foundation and readiness that is started by setting identity, reconsider vision and
mission 2) announce how faculty manage and benchmark with other faculties and
work with network and competition 3)expand to sustainability and 4)maintain the
sustainability of organization; every stages use the same tools that include blueprint
for change, redesign process, capacity building and human resource development by
the concept of strategic managementand monitor by PMQA (that adjust from
MBNQA /Thailand quality award(TQA)/Performance Assessment Rating
Tool(PART)). The human resource development emphasize on skill, knowledge,
worth and performance, besides the information and knowledge. Knowledge
management is one of the tools in management to develop the faculty such as
leadership, culture, vision, mission, strategic, structure, system of management, skills
of staff, information technology, database and network. Redesign process is one of the
processes that is used in faculty development by giving precedence to stakeholder and
system management and using capacity building, human resource development and
strategic management. Professionals suggested that to start faculty development ,

staffs may have shared vision, objective, mission, popularity and support faculty
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development by technology and facility in the faculty that can adjust by situation. To
create performance for competition, the faculty develops prominent point. Staff share
targets to develop, adjust system and coordinate with stakeholder (inside and outside
faculty). The faculty supports social, focus performance and motivate human resource
include measure analyze, set key performance indicators for individual and systems.
Structure modification is another point in faculty development by using
integration model of Aypay and Kalayci that composed of structural, human
resources, political, symbolic and cybernetic models, and concept of Mintzberg that

composed of 5 paths strategic apex, middle line, operating core, techno structure and

support staff (Aypay and Kalayci2008; Mintzberg1981). We synthesize the most
appropriate trend to adopt faculty development to high performance organization, the
faculty of pharmacy development model starting from the own identity, excel
standard , network , performance to create quality and outstanding outcome that are
accepted in pharmacy professional in Thailand. After derived objective of faculty,
shared vision under objective of faculty cover research, produce graduate students,
academic service and maintain culture under principle of good governance and
knowledge management. The strategy involves in performance of faculty and staffs,
good management, coordination with people, develop network. The principle of

administration and management are public sector management quality award (PMQA)

and good governance.

5. Method to build model of faculty development
Model of faculty development feature with administrative, shared of

determined, set objectives and relate with social. Figure 4 describe the principle to
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develop faculty of pharmacy to high performance organization. Integration all of

trends and classify development to 4 components: organization, system, people and

administration.
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CHAPTER 4

ORGANIZATION DEVELOPMENT

The term organization has been defined in several ways. Leavitt (1962)
defines it as a specific configuration of structure, people, task and techniques.
Structure describes the form of departments, hierarchy and committees. It influences
the organization's efficiency and effectiveness. People refer to the skills, attitudes and
social interaction of the members of the organization. Task refers to the goals of the
individual and the organization. Techniques refers to the methodical approach used to
perform tasks. Organizational structure thus refers to the institutional arrangements
and mechanisms for mobilizing human, physical, financial and information resources
at all levels of the system. Organization is also defined as a system incorporating a set
of sub-systems (Katz and Kahn 1978). These sub-systems are related group of
activities which are performed to meet the objectives of the organization.
Fundamentally, Organization development is the implementation of a process of
planned change for the purpose of organizational improvement. Many definitions of
Organization development are shown in table 3 .

Table 3 Definitions of Organization Development

Source Definition

Burke(1982) Planned process of change in an organization’s culture through
the utilization of behavioral science technologies, research, and

theory.
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Source Definition

French& A long-range effort to improve an organization’s problem solving

Bell(1978) and renewal processes, particularly through a more effective and
collaborative management of an organization culture with the
assistance of a change agent, or catalyst, and the use of the theory
and technology of applied behavioral science, including action
research

Margulies& A value-based process of self-assessment and planned change,

Rala(1972) involving specific strategies and technology, aimed at improving
the overall effectiveness of an organizational system

Porras& Planned, behavioral science-based interventions in work settings

Robertson(1992) | for the purpose of improving organizational functioning and

individual development

Jamieson, Bach

Long-term, planned changes in the culture, technology, and

Kallick & management of a total organization or at least a significant part of
Kur(1984) the total organization
Warrick (1984) | Planned, long-range systems and primarily behavioral science

strategy for understanding, developing, and changing
organizations to improve their present and future effectiveness

and health

In conclusion, Organizational development is the process through which an

organization develops the internal capacity to most efficiently and effectively provide




51

its mission work and to sustain itself over the long term. This definition highlights the
explicit connection between organizational development work and the achievement of

organizational mission. This connection is the rationale for doing OD work.

Organization Structure

Mullin (1993) and Mabey (2001) describe the structure of an organization as
the pattern of relationships between roles in an organization and its different parts.
They see the purpose of this structure as serving to allocate work and responsibilities
in order to direct activities and achieve the organisation’s goals. Structure enables
managers to plan, direct, organizes and control the activities of the organisation
design that uses principles derived from classical and scientific management.

It is also logical to talk about the structure of processes, or the dynamic
structure of an organization. In contrast to the static structure that usually defines
formal subordination in work relations, the dynamic structure defines how elements
interact in a common process and generate a certain common result. An important
issue in organizational structuring is whether the structure of an organization should
be dynamic and change according to changes in the environment or remain stable in
the face of such changes. Since an organization exists in an external environment, it
cannot remain indifferent to changes in its external milieu. However, the extent of
changes would depend upon the degree of influence the changing environment exerts
on the efficient functioning of the organization and sub-units.

Organizations can have simple to complex structures, depending upon
organizational strategies, strategic decisions within the organization and

environmental complexities. The structure of the organization can be traditional
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(bureaucratic) or modern (organic), according to needs. The traditional organizational
structure is mechanistic and characterized by high complexity, high formalization and
centralization. The classical organization structure designs are simple, centralized,
bureaucratic and divisionalized. Modern organizational designs include project

organization, matrix design and adhocracy design.

Component of organization: Minzberg

Figure 5 has almost become the trademark of Mintzbergs work. This
structure embodies Mintzbergs definition or every organizations basic parts.

1. Strategic apex is the organization head with the top managers and
directors. They act as the head, or brain, of the organization, conceiving visions and
strategic goals. Their primary job is to maximize the organizations return on
investment.

2. The Middle line comprises all the employees who delegate the work to
the operating core in concordance with the lines drawn by the strategic apex. The
height of the middle line typically depends on the size of the organization. The
purpose of the middle line manages work, is to manage the unit for which he has been
given responsibility. Periodically he delivers performance feedback to his own
managers.

3. The Operating Core includes all employees who directly works with
producing the organizations products. This part of the organization is where the
organization usually produces its business value.

4. The Technostructure represents the organizations analysts and specialists
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who define which techniques and tools should be used by the operating core, this is
known as standardization. Because of this, they are not considered a part of the
operating core. The technostructure can operate on all levels of an organization,
depending on its type.

5. The Support Staff can include several groups of people in the
organization, their primary purpose is to support the rest of the organization by
ensuring them the optimal settings for doing their work. This description matches as
varied groups as the employees who empty paper baskets to those who performs the

organizations accounting

Strategic Apex

. . Su
techno Middle line ort
structu staff

re

Operating core

Figure 5 Structure in Five Designing Effective Organization

Source: Mintzberg Herry, “Organization:Fashion or fit?” Harvard Business Review

(1983): 103.

Model of organization
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Organizations can have simple to complex structures, depending upon
organizational strategies, strategic decisions within the organization and
environmental complexities. The structure of the organization can be traditional
(bureaucratic) or modern (organic), according to needs. The traditional organizational
structure is mechanistic and characterized by high complexity, high formalization and
centralization. The classical organization structure designs are simple, centralized,
bureaucratic and divisionalized. Modern organizational designs include project

organization, matrix design and adhocracy design.

The Simple structure

This is the most basic structure, and is characterized by its lack of being
elaborate, both in structure as it has no tech-or support parts but it usually also has
very little formalization and standardization. The main coordinating mechanism is
direct supervision by the strategic apex, which usually also has very little
formalization and standardization. The main coordinating mechanism is direct
supervision by the strategic apex, which normally is very small often consisting of
just a single person, thus making it the most important organizational part in this

structure. Overall the organization is usually also very small, and often quite young.

The Machine Bureaucracy

Its work processes are highly defined, and each part has an explicit function
which is a part of a greater whole. This structure is primarily recognized by the
foundation of routine it imposes on its work processes. Tasks are highly specialized,

and it has a sharp distinction between line and staff workers, all guided by strict rules.
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Coordination is achieved by standardization, and no middle line in any other
configuration is as developed as in this structure. Every middle line manager has three
distinct tasks; to handle the disturbances that arise in the operating core, to act as a
liaison with the technostructure analysts and propagate their standards to the operating
core, and finally to support the vertical information flow in the organization. The
machine bureaucracy is typically found in large mass production firms, especially

when they grow old.

The Professional Bureaucracy

This configuration uses coordination by standardization of skills, and is in
effect the only organizational structure that allows standardization and
decentralization to coexist. The standardization is closely, and therefore largely lies
outside the control of the organization itself. Because of its professional workers, the
operating core becomes the key organizational part, but it is usually supported by a
very elaborate support staff. The middle line is very short, and if often populated by
professionals whom also participate in the operating core. The technostructure is very
small and without importance. The Professional Bureaucracy is highly decentralized
in both dimensions, but because the support structure is so large, a parallel machine
like configuration sometimes emerges in this part. As a consequence of the
decentralization, the strategic apex is not that powerful, instead it is mainly concerned
with handling disturbances in the structure , an ensuring the right resources for the
professinonals. Because the work requires difficult, but well defined, skills. Minzberg
states that it’s a fact that complex work cannot be effectively performed unless it

comes under the control of the operator who does it.
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The Divisionalized form

The divisionalized form can be viewed as a set of near autonomous units
contained within a larger superstructure. These units are controlled by a central
management structure, often refered to as the headquarters. Each division within the
organization can theoretically have different substructures, but in reality the divisions
has a tendency to approach the Machine Bureaucracy as time goes by. The managers
of each division is given a certain amount of power, but he reports back to the
headquarters, and in order to ensure an organizational valid measurement system, the
coordinating mechanism has to be standardization of outputs. This is ensured by a
performance control system. Divisionalized Forms says it makes the organization
more strategically responsive. Furthermore the performance control system which is
the backbone of the Divisionalized Form, can also be one of its biggest liabilities.
Maximizing performance and evaluating results from a strict often economical
related , set of variables , can cause the organization to disregard softer social issues

which in the long run may harm the organization it left un recognized.

The Adhocracy

When the environment is dynamic and the problems that the organization
profits from solving are complex, the organizational structure has to be both very
flexible and adaptive, knowledge and skills are required to solve tasks, which because
of their complexity often spans several problem domains. Therefore information is
very valuable, and an uninterrupted flow of it, is crucial in ensuring the optimal
solution. Jobs are highly specialized horizontally, and the employees are

professionals. The strategic apex, although small compared to other configurations,
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plays an important role in running the organization. Furthermore the strategic apex
often acts as salesperson’s and liaisons to the external environment, due to its high
reliance of project based work, the future is not predictable and a steady flow of client
projects is needed to ensure the survival of the organization. Overtime, many
Adhocracies tend to restructure themselves as professional or even Machine
Bureaucracies, typically because it starts focusing on a fixed product range instead of
a dynamic one.

Choosing the organizational structure: organization design is a continuous
process. While a simple design is needed for simple strategies, complex designs are
necessary when organizational strategies involve complex interactions. The choice of
any type of organizational design should be in consonance with the organizational
requirements, strategy and environment. The simple centralized and bureaucratic
organizational design based on functional departmentation focuses on work and is
thus better suited for getting work done efficiently. The team or project type of
organizational design is appropriate where inputs from several functional areas are
required. The divisional structure is appropriate if performance and results are to be
assessed. Matrix and adhocratic designs focus on coordination and relationship.

The organizational structure of colleges and universities is an important guide to
institutional activity, but not the only one. Scholars of higher education have
developed a variety of multi-dimensional models of organizational behavior that also
shed considerable light on college and university structure and process. Multi-
dimensional models seek to explain organizational behavior across institutional types,
and in various institutional activities. The models vary somewhat in the number of

dimensions incorporated, from Baldridge's three dimensions (bureaucratic, collegial,
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and political) and four-cornered frame (structural, human resource, political, and
symbolic) to five dimensions (bureaucratic, collegial, political, anarchical, and
cybernetic). These models are quite helpful in thinking about organizational structure
and process within colleges and universities. The same institution may evidence a
bureaucratic, hierarchical decision-making process in its central administration, and a
collegial process in its academic senate. It is a combination of organizational structure
and process that shapes college and university behavior. Public and private colleges
and universities of all types incorporate key authority structures, including a
governing board, a president or chancellor, a cohort of administrative leaders, and an
academic senate. In public institutions these core organizational entities collaborate
with such external authorities as state and federal political leaders, community
organizations, and members of the public, as well as business interests and
philanthropic foundations. These external organizations routinely interact with and

shape the policies and procedures of the university's internal organizational structures.

The change of environment of administrative and concept of high performance
organization

Over the course of the past twenty years the assumptions about management
practice, organization design, and the role of managers and employees has shifted
dramatically. The motives for this shift are many and include global competition,
transition to an information economy, and the increased emphasis on quality and
productivity. All shifts in management and organization practice are not necessarily

good. Improvements in productivity and quality of products and services are
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unquestionably good. The decrease in loyalty to corporations, a growing self-centered

focus, and a growing gap in incomes are undoubtedly negative trends.

Eight quality management principles have been identified that can be used
by top management in order to lead the organization towards improved performance

1. Customer focus. Organizations depend on their customers and therefore
should understand current and future customer needs, should meet customer
requirements and strive to exceed customer expectations.

2. Leadership. Leaders establish the unity of purpose and direction of the
organization. They should create and maintain an internal environment in which
people can become fully involved in achieving the organization’s objectives.

3. Involvement of people, People at all levels are the essence of an
organization and their full involvement enables their abilities to be used for the
organization’s benefit.

4. Process approach. A desired result is achieved more efficiently when
activities and related resources are managed as a process.

5. System approach to management, Identifying, understanding and
maintaining interrelated processes as a system contributes to the organization’s
effectiveness and efficiency in achieving its objectives.

6. Continual improvement, Continual improvement of the organization’s

performance should be a permanent objective of the organization

7. Factual approach to decision making. Effective decisions are based on
the analysis of data and information

8. Mutually beneficial supplier relationships. An organization and its
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suppliers are interdependent and mutually beneficial relationships enhance the ability
of both to create value.

The concept of a high-performance organization, high performance work
system refers to the design of jobs, how work is organized and assigned to individuals
or teams. The high performance team is generally considered to be the fundamental
work unit, the building block, of the high-performance organization. High
performance teams know their customers, have defined processes that they
continuously improve, measure their performance and are skilled in techniques of

problem solving.

The Principles of High-performance organizations

The Gartner Group, Information Technology Advisor Company identify
characteristic of high performance organization are as follow:

1. Setting ambitious targets and achieving them

2. Shared values

3. Strategic focus and alignment

4. Translating strategy into operational teams

5. Business Agility

Jane C.Linder and Jeffrey D. Brooks from the management advisor
company show the properties or direction to high performance organization of
government office as follow:

1. Clients Centered

2. Outcomes Oriented

3. Accountability

4. Innovative and Flexible
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5. Open and Collaborative

6. Passionate

Linder and Brooks give the details of capabilities of government office are
1. Strategy and Policy management

2. Organization and Process Design

3. Performance Management

4. Partnering

5. Operations

6. Marketing and CRM

7. Procurement and Logistics

8. Human Capital Management

9. Information Management

And Vivienne Jupp and Mark P. Younger suggest the properties of high

performance organization as follow:

1. Relentlessly outcomes and value focused

2. Highly Efficient

3. Aware of change in their environments, and able to translate insight into
action

4. Highly focused on their core capabilities, and adopt outsourcing
strategies to improve efficiencies in noncore activities

5. Highly Agile

6. Committed to the growth and development of their employees

7. Headed by courageous leaders

Strategic Management
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From above concepts, ideas or principles to be excellence or high
performance organization is the same as the strategic management. The concept of
administrative compose of set the clear targets, practice direction to demand direction
and clear evaluation so the strategic management compose of :

1. Strategic Formulation
2. Strategic Implementation or Execution
3. Strategic Measurement and Evaluation
1. Strategic Formulation
1.1Strategic Analysis: SWOT Analysis, Value Chain Analysis,
Stakeholder Analysis, Driving Forces Analysis
1.2 Strategic Direction Setting
1.3 Strategy Development
1.4 Strategy Communication and Translation
2. Strategic Implementation or Execution: Strategic Alignment and Strategic
Capability
2.1 Strategic Alignment,
1. Project and Budgets
2. Structure and Process
3. Personnel’s Competencies
4. Organization Culture and Share Values
5. Knowledge and Information System
6. Performance Measurement Systems
7. Incentives and Motivation Systems

2.2 Strategic capability
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1. Leadership Skills and Styles
2.Passion and Commitment of Top Management in
Implementing Strategy
3. Set the responsible man to control the strategic capability
4. Organization Agility and Innovation

5. Open and Collaborative

6. Best Practices and Knowledge Sharing

3. Strategic Measurement and Evaluation

The administration and management in Thailand
Good Governance

Principle of good governance compose with participation, rule of law,
transparency, responsiveness, concensus oriented, equity, effciency effectiveness,

accountability and strategic vision.

Targets and objectives
1. Responsiveness
2. Result-based Management and Performance Agreement
3. Cost/benefit Analysis ,Individual Scorecards, Organization Scorecards
4. Process Simplification, Empowerment and One-Stop Service
5. Process Redesign, Program Evaluation
6. Citizen Survey, Customer Survey

7. Internal Control
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Public Sector Management Quality Award

The concept of Total Quality Management (TQM) was developed by many
authors, actually since the 1960s. By Oakland’s definition, “TQM is as an approach to
improving the competitiveness, effectiveness and flexibility of a whole organization.
It is essentially a way of planning, organizing and understanding each activity, and
depends on each individual at each level. For an organization to be truly effective,
each part of it must work properly together towards the same goals, recognizing that
each person and each activity affects and in turn is affected by others.”

One such TQM management and planning tool that has gained widespread
recognition in the business world is the Malcolm Baldridge National Quality Award
(MBNQA). The MBNQA was developed by the U. S. Department of Commerce in
1988 to honor Malcolm Baldridge, who was Secretary of Commerce form 1981-87.
Three yearly awards in three possible categories are given to U.S. companies for
accomplishments related to quality and business performance. The award is intended
to raise awareness about the importance of quality and performance excellence as a
competitive edge, The Baldridge Award has given thousands of U.S. organizations a
significant tool that can be used to assess and improve their performance on those
critical factors that drive success. In 1999, non-profit and for-profit educational or
private organizations that provide educational services in the United States or its
territories were considered eligible to apply for an award in the education category.
The nineteen criteria used by the National Institute of Standard and
Technology(NIST), which were selected by Congress to design and manage the award
programs comprised the framework of TQM. These criteria, which have become

national standards by which primary, secondary and higher educational institutions
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can evaluate themselves, are organized into categories representing seven dimensions
of quality management. These categories are (1) Leadership, (2) Strategic
Planning,(3) Student and Stakeholder Focus, (4) Information analysis, (5) Faculty and
Staff Focus, (6) Educational and Support Process Management, and (7)
Organizational Performance Results. Correlated with the core value are (1) Visionary
Leadership, (2)Learning-centered education,(3)Organizational and Personal Learning,
(4)Valuing faculty, staff, and partners, (5)Agility, (6)Focus on the Future,
(7)Managing for Innovation, (8)Management by Fact, (9)Social Responsibility,
(10)Focus on Results and Creating Value, and (11)System Perspective

In effective organizations, the vision, values and mission derive from the
convictions of people in the organization and inform all other components of the
organization. When the core components listed below are in alignment with the
vision, values and mission, they are more likely to be in alignment with one another
and lead to effective work and a sustainable organization.

The implementation and evaluation of a High Performance Organization can
be done by different directions. One direction is to select a world’s leading
organization as a benchmark, which is to follow the frameworks of The Malcolm
Baldrige National Quality Award (MBNQA) and to apply for this award. As being
MBNQA, the world’s standard reward that is applied to more than 70 countries
worldwide including Thailand, the award winner of each country can be described as
a High Performance Organization.In Thailand, Thailand Productivity Institute by
Ministry of Industrial Thailand is responsible for Thailand Quality Award (TQA)

aiming to improve the quality of production and service of Thai organizations.



CHAPTER 5

RESEARCH METHODOLOGY

Research design

The study design comprised of various methods for data collection. In order
to achieve research objectives, combinations of methods were conducted. This chapter
presents research design, research procedures, research population and sample group,

research instruments, data gathering and data analysis respectively.

Research Procedures

Based on the research objectives of this study, the development model of
faculty of pharmacy to high performance organization is the core topic of this study.
To achieve the goal, the research procedures are divided into three phases- Phase 1:
literature survey and in-depth interviews, Phase 2: Development the model of faculty
development, Phase 3: the brainstorming method by focus group technique and in-

depth interview. Subjects selected on the basis of expertise in the subject investigated.

Phase 1: Literature survey and in-depth interviews

Study design

Literature reviews of high performance organization, faculty development
and strategic management are studied and content analysis. Analyzed conceptual
framework, issue of the model, and qualitative methods included semi-structured in-

depth interviews are used in planning and extension programs to evaluate and propose

67
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Study population
The researcher used purposive sampling. It became necessary to obtain

information from specific persons. The sampling was confined to specific groups of
people who could provide the desired information. Purposive sampling involved the
choice of subjects who were in the best positions to provide the information required.
This sampling design was the only useful one for answering certain types of research
questions. Six experts had been in-depth interviewed, the properties of experts are

1. Doctoral degree graduated or academic position is associated professor

2. At least 10 years of teaching experience in university or

3. At least 10 years education administrative experience or

4. Academician in pharmacy education.

Each of experts may have just one property but all of them have altogether
properties. The experts of in-depth interview are as follows:

1. Assoc. Prof. Dr. Sindhchai Keokitichai,

2. Asst. Prof. Dr. Wanchai Sutanan

3. Assoc. Prof Dr. Jurairat Nanthanit

4. Dr. Jarunsang Laksanabunsong

5. Asst. Prof Dr. Maneepin Promsuthirak

6. Prof. Dr. Chomchin Chantaraskul

Research instruments
Research instrument comprising guiding questions for in-depth interviews

were constructed by the researcher in order to guide the participants during interview
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session. Semi-structured in-depth interviews were conducted to obtain opinions of

experts to create preliminary model.

Data collection

Conceptual framework, related theories, models of faculty development, and
background information about the model of high performance organization and the
strategic plan was sent with the guiding question to all experts one week prior to the
day of the interview. Day and time of the interviews were determined by the
participants. Interviewees were allowed to skip, partially answer, or provide full
response to the questions. Additional comments not directly related to the interview

were also collected when provided.

Data analysis

The primary data was gathered from literature survey and in-depth
interview, content analysis was used to evaluate the responses from the in-depth
interviews, congruent analysis and consequence analysis were conducted to determine

the opinion to design the preliminary model.

Phase 2: Development of the model of faculty development
Study design
Members of faculty of Pharmacy, Silpakorn university were the
population that we send the questionnaire to evaluate and propose the directive

development of faculty of pharmacy to high performance organization.



70

Study population
Study populations are the person who worked in faculty of pharmacy,
Silpakorn University in May 2009. Quantitative method assessed the opinions of 150

members of faculty of Pharmacy, Silpakorn university by questionnaire.

Research instruments

Based on the literature survey and the opinions of experts in in-depth
interviews, a questionnaire was then developed.

The next step involved testing the questionnaire for content validity by
experts. Subsequently, a pilot test of the questionnaire was completed by current and
former administrators of Faculty of Pharmacy, Silpakorn University. This pilot test
assessed the clarity of wording and content of the cover letters, instructions, and
questions. The questionnaire was then modified based on the feedback from the pilot
testing. The final questionnaire was 16 pages in length, containing two pages of cover
letter and instructions, and 14 pages of faculty development statements. The
questionnaire is shown in Appendix B. Within the 14 pages faculty development
statements, there were 4 sections, section 1 is conceptual framework of faculty
development, section 2 is concept of faculty development, section 3 is faculty
development to high performance organization, and section 4 is administrative

faculty.

Data collection
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The cover letter and questionnaire were sent to all members of the faculty
of pharmacy, Silpakorn University. The researcher collected the questionnaire four

weeks after the questionnaires were distributed.

Data analysis

A reliability test was performed on the responses. The collected
questionnaire data and the basic statistical parameters were analyzed, the data were
stratified to officers and executives or lecturers and officers. See Appendix C for
details of the concept, guideline and phase of faculty development. The data were
analyzed by SPSS-X (Statistic Package for Social Science Version X). A p-value
<0.05 was used for all analysist to determine statistical significance. Descriptive
statistics such as mean, standard deviation, standard error of mean and coefficient of
varience were calculated for demographic variables and attitudinal data. A one-way
Analysis of Variance (ANOVA) was used to analyze the difference of the mean

attitudinal scores across gender, educational background, work position.

Phase 3: Brainstorming method and in-depth interview
3.1 Brainstorming method by focus group technique
Study design
The research used brainstorming method to provide suitable
model of faculty of pharmacy development and confirm model by in-depth interview.
Before conducting the brainstorming, the researcher had to be
well-planned. First sending the letters, proposed model, and brainstorming guides

from Silpakorn University to the experts to invite them to participate in the
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brainstorming. Before the brainstorming session, the researcher confirmed the experts
on the telephone for the brainstorming date and time.

The model was subsequently improved based on the
recommendations of the experts. All experts were well-known and were the right
person with whom to conduct brainstorming based on their expertise on the subject
investigated and their responsibilities within the organization.

Study population

Brainstorming session consists of at least 15 persons, the researcher
used brainstorming as a tool for testing the developmental model of faculty
development to make sure that the model is correct and it can ensure the
implementation. The research population consisted of High-level Education
Administrators, Community Pharmacy Association representative. Pharmacy Council
representative, Hospital pharmacist representative and representative from
Manufacturers Association. The researcher used purposive sampling and used
brainstorming method for interviewing the experts in faculty development. Subjects
selected on the basis of expertise in the subject investigated. The experts of
brainstorming are as follows;

1. Asst. Prof Dr. Wanchai Sutanan

2. Prof. Dr. Chomchin Chantaraskul

3. Assoc. Prof Dr. Sindhchai  Keokitichali,

4. Asst. Prof Dr. Somjade Waiyakan

5. Assoc. Prof Dr. Jurairat Nanthanit

6. Assist. Prof.Dr: Maneepin ~ Promsuthirak

7. Dr. Jarunsang Laksanabunsong
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8. Assoc. Prof Dr.Tanasait Huowhiranpapat
9. Mrs.Nipaporn busararakpong
10. Mr. Kitti Pitaknitinan

11. Mr.Teera Chakannarodom
12. Mr. Teerawut Pongsetpaisan
13. Dr. Chernporn Thakamnuai

14. Mr. Amnuai Prugpakpumg

15. Mr.Kamonsak Ruangcharoenruk
16. Mr.Chusak Maitreemit

17. Mr.Prapon Pertnoi

To start, the chairman of the meeting gave a welcome speech to all
participants and introduced each expert to get to know each other. Next, the
researcher presented her study with its objectives, research procedures and the
proposed model by using power point. Then the chairman invited the participants to

make comments on the model and all of the participants were actively involved.

Research instruments
Research instrument comprising guiding questions for brainstorming were
constructed by the researcher in order to guide the participants during brainstorming

session.

Data analysis
The data was illustrated in the form of tables and model. Both primary and

secondary data were explained by description. The researcher analyzed the data. The
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goal was to identify the model of faculty development. Data analysis consisted of the
following:
1.Evaluation of qualitative brainstorming data.

2.Analysis the data collection by congruent and consequence analysis.

In-depth interview

Five experts had been in-depth interviewed, to test feasibility, evaluate and
comment the final draft of model. The properties of experts are

1. At least 10 years of administration experience or

2. Academician in pharmacy education.

Each of expert may has one property but all of them have altogether
properties. The experts of in-depth interview are as follows:
1. Assoc. Prof. Dr. Sindhchai  Keokitichai,

2. Asst. Prof. Dr. Wanchai Sutanan

3. Prof. Dr. Chomchin Chantaraskul
4. Mr.Teera Chakannarodom
5. Assoc. Prof Dr. Bangon Sripanikulchai

Research instruments

Research instrument comprising guiding questions for in-depth interviews
were constructed by the researcher in order to guide the participants during interview
session. Semi-structured in-depth interviews were conducted to obtain opinions of
experts to create appropriate model. The semi-structure in-depth interviews contain 3

questions.



Concept of HPO

Standard of professional

Guideline to develop sussessful

A 4

A 4

(Draft) Faculty of pharmacy (HPO)

A

Idea on stage of faculty

development

Strategic planning, Strategic
management, Standard » ¢
criteria(MBNQA,PMQA,TQA)
A 4
Phase1 Guideline of faculty development to HPO

In-depth interviews
experts( pharmacy
education/ education

administrative)

\ 4

(Draft) Guideline of faculty

of pharmacy development to HPO

Phase 2

Opinion of members of

faculty of pharmacy,

[P R i

A 4

Phase 3

Guideline of faculty of pharmacy development to HPO

Focus aroun of stakeholder

In-depth interviews experts

\ 4

pharmacy development to HPO

Evaluate and study possibility of the model of faculty of

A 4

Utility

A 4

A 4 A 4

Possibility

Suitable

Figure 6 Phase of study faculty of pharmacy development to HPO

Correct and cover




Phase 1

76

Literature review of idea, theory and researches

involve in faculty development and HPO

y

Conceptual framework of faculty of

pharmacy development to HPO

v

In-depth interviews
experts( pharmacy education/

education administrative)

(Draft) Guideline of faculty of pharmacy development to HPO

Phase 2

Phase 3

\ 4

Questionnaire of members of

faculty of pharmacy, SU

Model of faculty of pharmacy development to HPO

Focus group of

stakeholder

In-depth interviews

A

A 4

experts( pharmacy education/

administrative)

Evaluate and study possibility of the model of faculty of pharmacy

development to HPO

l

A 4

\ 4

A 4

Utility

Possibility

Suitable

Correct and cover

Figure 7 Phases and instruments of study faculty of pharmacy development to HPO




CHAPTER 6

INSTRUMENT DEVELOPMENT FOR DATA COLLECTION

Instrument used in this research

In the process to develop a model for faculty development to high
performance organization, the researcher created 4 instruments and examined the
instrument by the following procedure.

1. Study the theory and literature review about the analyze factors involved in
model development.

2. Create instrument used for data collection.

2.1 First interview instrument is the semi-structured interviews which
contained 4 open questions including frame reference and model, used the interaction
interview to obtain opinions of experts about identity and how to develop the faculty
of pharmacy.

2.2 Second instrument is the questionnaire for members in faculty of
pharmacy, Silpakorn University to consider development, identity and stage of
development of the faculty of pharmacy.

2.3 Third instrument is the guiding questions for brainstorming in order to
guide the participants during brainstorming session.

2.4 Forth interview instrument is the semi-structured interviews contained
3 open questions including frame reference and model, used the interaction interview

to obtain opinions of experts about conceptual framework of faculty development.

7
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Instrument development for data collection
1. Set definition of variable parameters under research conceptual framework
Variable parameters under research conceptual framework were latent
variables or latent constructs. The researcher set definition of variable parameters
from literature review in chapter 1.
2. Frame of instrument development
Develop instrument for collect data were proceeded following the
academic concept and content frame are as followed Organization development ,
Learning organization, Good governance, Blueprint for change, Knowledge

management and Structure adapting.



Table 4 Variable and Concept

Variable

Concept

Identity

Images, Reputations, identities
Image, Stakeholder Expectations, Perceive Quality,

Perceive Value

High performance

organization

-ldentity
-Continuity

-Outstanding
-Sustainability

-Superiority

The way to develop

faculty

-Organization development
-Instructional development
-Professional development

-Leadership development

The administrative and
management by the
public sector
management quality

award

(1)Leadership

(2)Strategic Planning

(3)Customer and market focus

(4)Information, Analysis, and Knowledge management
(5)Human Resource Focus

(6)Process management

(7)Business results




Table 4 (continue)
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Variable

Concept

Good Governance

-Participation

-Rule of law
-Transparency
-Responsiveness
-Consensus oriented
-Accountability

-Equity and inclusiveness

-Efficiency and Effectiveness

Concept of development

(1) Organization
(2) System
(3) People

(4)Administration

Under the concept of Public Sector Management Quality

Award And Learning organization

Model of faculty

development

-Structural model
-Human resource model
-Political model
-Symbolic model

-Cybernetic model

Phase of faculty

development

1.Preparing for change

2.Announcement
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Variable

Concept

3.Expand to continuity

4.Maintain the continuity -Engage key stakeholders

Phase of faculty

development

Adapt from the concept of Office of the public sector
development commission

(-Raise awareness,Conduct assessment, Plan course of
action,

Check alignment, Build internal capacity, Implement

plan, Measure results and Continuous improvement

Concept of adminis-

trative management

-Good Governance

-Public Sector Management Quality Award

Learning organization

-Shared values
-Personel mastery
-Mental models
-System thinking

-Team learning

Faculty of pharmacy
development to high
performance

organization and

(1) Make sense of members in faculty to realize the
important of faculty development to high performance
organization

(2)Role of leaders harmoniously with learning of

members in faculty

Strategic plan

(3)Human resource administration harmoniously with
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Table 4 (continue) Variable and Concept

Variable

Concept

learning of members in faculty

(4) Efficiency and effectiveness of knowledge
management

(5) Shared vision

Adapted from 7s of Mckinsey (Strategy, Structure,

System, Staff,Skill, Shared value and Style)

The good collective data instrument has 3 basic quality properties: content

validity, reliability and objectivity.

Conceptual framework of developed instruments

The researcher set conceptual framework to create and develop instrument as

follow



83

Frame variables to be measured
‘ Review literatures
‘ «— Conceptual framework of variables
(Draft) in-depth interviews questions
In-depth interviews

4+

(Draft) first questionnaire

Check content structure, quality of
4—
1 instruments by experts

- Content Validity
- Objective
First adjusted questionnaire
Check reliability of questionnaire
By pilot group
(similar properties as target group)

Final questionnaire
Figure 8 Stage of instrument development

Stage of instrument development

The researcher set stage of instrument development related to conceptual
framework (figure 6) and classified into 3 stages

(1) Study the properties of measurable variables

(2) Develop instruments

(3) Check quality of instrument
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Stage 1: Study the properties of measurable variables

The objectives of the study of properties of measured variables were to set
the content frame of measured variable or research variable under the research
conceptual framework. The study of the properties of variable are as follows

(1) Set definition of variables under conceptual framework.

Variables under conceptual framework are latent variables, the
analyze variables from literature review and set the definition of variables were shown
in chapter 1.

(2) Frame of develop instruments
Under the structure of properties of variables under conceptual
framework as definitions in chapter 1, the researcher set frame to create instrument in

table 5 as follow.

Table 5 Instrumental Framework

Variables Properties to Measurable Point

measurable variables

Faculty -Target (1)1dentity
development to (2)Standard and networks
high performance (3)Quality and outstanding products
organization (4)Continuous suscess
Visions (1)Research

(1) literature review (2) Produce graduate students
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Variables Properties to Measurable Point
measurable variables
(2) faculty of (3) Academic services
pharmacy, Silpakorn (4) Maintain art and cultures
university (5)Good governance
(6)Learning organization
-Mission (1)Research
(2)Develop system of teaching
(3)Center of pharmacy education
(4) Center of health science
-Strategic setting (1) Performance of organization
(2) Performance and potential of staff
(3) Good of administration
(4) Shared with people
(5)Development networks
Identity - Necessity (1) Pharmaceutical technology
‘Point to set identity emphasize on herb
(2) Health consumer protection
(3) Health informatic
Concept of (1) Create high innovation

development of

(2) Create culture and identity
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Variables

Properties to

measurable variables

Measurable Point

potential of

organization

(3) Opinion of stakeholders

@ Knowledge management

(5) Resource usage

Concept of
development of

potential of system

(1) create network, alliance
(2) system security.
(3) corporate of working

¢good governance

(5)The public sector management

Concept of
development of

potential of people

(1) High skill of thinking
(2) Leadership and team working

(3) Set concept of working

Faculty
development to
high performance

organization

Model of faculty

development

(1) Administrative
(2) Shared decision
(3) Target of staffs

(4) Relation to social

Way and stage of
develop faculty
1. Way to

development

create high innovation

(1) Structure adjustable

(2) Race performance




Table 5 (continue)
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Variables

Properties to

measurable variables

Measurable Point

potential of

organization

(3) Monitor and evaluation system
(4) Quality of leadership

(5) Transparency

2. Way to

Create culture and

identity

Opinion of

(1) Create understanding and
coordination

(2) Set identities, shared popularity,
culture of faculty

(3) Standard, quality of education

management

(1) Opinion of stakeholders
(2)Create please

(3) Public hearing

(4) Resolution of staffs

(1) Mechanism to create and affect
network, mission and partners

(2) Create standard and quality
continuously

(3) Management follow objective
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Variables

Properties to

measurable variables

Measurable Point

development

potential of system

stakeholders

Create network,
mission and partners
System security.

Team working

plan
(4) Increase efficacy of administration
(1) Standard system of working
(2) Develop system of working
(1) Integration curriculum

(2) Coordination network

(3) Coordination in faculty

(4) Integration of system and human

3. Way to
development

potential of human

Give precedence to
develop skill of
thinking and
performance

Create leadership and

team working

Shared popularity , be
proud of working ,

owner of faculty

(1) Skill of thinking
(2) Knowledge

(3) Instrument and other technique

(1) leadership, team working
(2) Knowledge and communication

(3) Coordination in working

(1) Conscious
(2) Join in thinking and working

(3) Team working
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Variables

Properties to

measurable variables

Measurable Point

Administrative

-Good governance
- Public Sector

Management Quality

Award

(1) Leadership

(2) Strategic Planning

(3) Customer and market focus
(4) Information, Analysis, and
Knowledge management

(5) Human Resource Focus

(6) Process management

(7) Business results

Faculty
development to
high performance

organization

1. Organization

2. System

3. People

(1) Structure
(2) Culture

(1) System of working

(2) Administrative and management

(1) Potential of working of staff
(2) Leadership

(3) Team working

Stage 2: Instrument development

Instrument development (questionnaire) under properties of measurable

variables, details were shown in stage 1. The design of instrument and type of

instrument were shown in table 6.
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Measurable Properties

Measurable main points

Section 1 Faculty
development to high

performance organization

Aim at measure knowledge and understanding of the

person who answer questionnaire on faculty

development to high performance organization in 4

main points
-Target
-Vision
-Mission
-Strategic

-ldentity

-Concept of faculty

development

-Process of faculty

development

-Administrative and

management of faculty

Aim at 4 main points in faculty development
-Organization development

-System development

-People development

-Administration development

Aim at 2 main points in faculty development

-Model

-Way and stage

Aim at 2 main points in administrative of faculty

-Good governance

-Public Sector Management Quality Award
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Measurable Properties

Measurable main points

Section 2 Status of the
person who answer the

guestionnaire

Aim at measure characteristics of the person who answer
the questionnaire feature of

1.Gender

2.Age

3. Educational background

4. Work position

5.Experience in working

6. Experience in administration

Stage 3: Evaluation of quality of instrument

3.1 Type of quality of instrument

To evaluate instrument (questionnaire), use 3 techniques to evaluate

the properties of instrument as follow

(1) Content Validity

(2) Reliablility

(3) Objectivity

The details were shown in table 7




Table 7 Details of quality of evaluate instrument

Items Quality
Content Validity | Reliablility | Objectivity
Concept of faculty development N N N
1.Concept of faculty development N N N
- Potential of organization
- Potential of system N N J
- Potential of people N N J
Faculty development to HPO N \ N
2. Way to develop potential of system N N N
3. Way to develop potential of people N N N
-Administrative of faculty N N J

V : evaluate item

3.2 Data to evaluate instrument

Data to evaluate instrument as follow:

3.2.1 Data from experts

To evaluate quality of instrument in content validity,

objectivity by

(1) Assoc. Prof. Dr. Sindhchai

(2) Asst. Prof .Dr. Wanchai

(3) Dr. Jarunsang

(4) Asst. Prof Dr.

Maneepin

Keokitichal,
Sutanan
Laksanabunsong

Promsuthirak
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(5) Prof. Dr. Chomchin Chantaraskul

3.2.2 Data from pilot study 23 questionnaire that got back (27

questionnaire was send)

Table 8 Percent of questionnaires classified by job position in pilot study to validate

instrument
Job position | Send questionnaire Responded questionnaire
N % N % %compared with send ques.
Lecturers 19 70.37 17 73.91 89.47
Officers 8 29.63 6 26.09 75.00
Total 27 100.00 23 | 100.00 85.19

4. Results of evaluate quality of instruments
Results of evaluate quality of instruments were content validity, reliability and
objectivity that was shown in table 9.
4.1) Content Validity
All of items were evaluate
1. Concept framework of faculty development
2. Concept of faculty development
2.1 Concept of development of potential of organization
2.2 Concept of development of potential of system
2.3 Concept of development of potential of people

3. Faculty development to high performance organization

3.1Model of faculty development



3.2 Way and stage of develop faculty

94

3.2.1. Way to development potential of organization

3.2.2. Way to development potential of system

3.2 3. Way to development potential of people

4. Administrative and management of faculty

All data were accurate to content or measure propreties related to

set objective that can describe by index of ICC between 0-100.

4.2 Reliability

The measurable instrument had reliability or consistency, internal

consistency of every items were in the high level explained by confidence coefficient

of Cronbacs or «o-coefficient , every items were similar parameter and more than 0.

4.3 Objectivity

Objectivity mean that every question were the same understanding

when reading , most of them depend on wording or language .From the comment of

experts, the researcher modified the word that made the questionnaire more

objectivity. In conclusion, the instrument had the good quality and in accept criteria.

Table 9 Quality of questionnaire

Evaluate items Quality Number of
Content | Reliabl | Objectivity | questions
Validity | ility
Concept framework of faculty development 1.00 0.981 remained 29
Concept of faculty development 1.00 remained 6

-potential of organization
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Evaluate items Quality Number of
Content | Reliabl | Objectivity | questions
Validity | ility
-potential of system 1.00 remained 7

-potential of people 1.00 remained 6

Faculty development to HPO

- Model of faculty development 1.00 remained 5

Way and stage of develop faculty 1.00 remained 23

-Way to development potential of

organization

-Way to development potential of system 1.00 remained 27

-Way to development potential of people 1.00 remained 16

Administrative of faculty 1.00 remained 16




CHAPTER 7

RESULTS

This chapter summarizes the results and the data analysis of the studies and
research findings which were aimed to investigate, the results of study are divided
into two parts base on the research objective. First part is results of the study of the
faculty of pharmacy development model to high performance organization. The
second part is results of the guideline and steps of faculty of pharmacy development

to high performance organization. Details of the findings are listed as follow:

1. Faculty of pharmacy development model to high performance organization
The study begins by a comprehensive literature review on the topic of high
performance organization and a faculty development. Before the researcher search an
answer of how the directive development of faculty of pharmacy to high performance
organization. The criteria for conducting a literature review are to see how the term
“high performance organization” has been described and how the high performance
organization has been characterized. This is in order for us to determine how the high
performance organization should be defined and characterized, while reviewing the
literature we have been exposed to numerous suggestions concerning the definitions
and characteristics of the high performance organization, and tried to scope them
down to a few key ideas. It was found that the definition of high performance

organization is shown in chapter 1. After the researchers synthesis and analyze the

96
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target of high performance organization form documentation analysis and in-depth
interviews, the conclusion of the components of high performance organization are
identity, continuity, outstanding, sustainability and superiority. In phase 1 experts
were asked to express their understanding of the term high performance organization.
This was done by asking them to define and characterized the term high performance
organization. It was found that there were no major conflicts between the expert
definitions and that of the author’s understanding as described earlier. Therefore, it
concluded that the experts and the researcher have similar understanding of the term
high performance organization. All of the experts accepted that high performance
organization can support the change in the social, continuous change of evolution of
the world and expect of the social. Faculty of pharmacy had potential to be high
performance organization. Afterthat the concept and potential of HPO was asked in
the questionnaire and brainstorming by focus group technique, they accept the

concept and approved the necessary to develop faculty of pharmacy to HPO.



Table 10 Data analysis of phase | “Preliminary model”

Statements Result of data analysis Conclusions
Documentary analysis In-depth interview
Phase | Set
Preliminary
model

(1) Set format of
faculty of
pharmacy
development
model to HPO
(1.1) General

concepts

(1.1) Components of HPO

-Clear targets

-Emphasize on outcomes and
outputs
- Emphasize on strategy

-Leader to change organization

(1.1) Components of HPO

(1) Go along with concepts of
faculty of pharmacy
development model to HPO

(2) Develop faculty of pharmacy

in overall image of pharmacy in

(1.1) Components of HPO
(1) Set clear components of HPO

(2) Overall image of Thailand
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Table 10 (continue)

Statements

Result of data analysis

Documentary analysis

In-depth interview

Conclusions

-Flexible organization
-Work with Network and

alliance
-Realize on changing of

environment

Thailand
(3) Each faculty of pharmacy
emphasize on the readiness of

own faculty.

(3) Each faculty of pharmacy start

from the readiness of own faculty.

Format of faculty
of pharmacy
development
model to HPO
(1.2.1) Targets of

facultly of

(1.2.1) Targets of faculty of
pharmacy development model
to HPO

Set targets of development

(1.2.1) Targets of faculty of
pharmacy development model to
HPO

Experts go along with 4 targets

(1.2.1) Targets of faculty of pharmacy
development model to HPO

. set 4 targets
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Statements Result of data analysis Conclusions
Documentary analysis In-depth interview
pharmacy under component of HPO by 4 | under the component of HPO (1) Superiority (2)Continuity

development

targets Superiority, Continuity,

Outstanding, Sustainability

and added opinions as follow
1)Under 4 targets , emphasize to
produce outputs and has clear
targets

2)Use Strategymanagement

3) Adjust and set rule/regulation
to support working under
strategic plan

4) Follow under different

identity of each faculty

(3)Outstanding

(4)Sustainability

Under 3 conditions

(1) give precedence to outputs

(2) Administrative and quality
management under

proper strategy plan

(3) Administrative under faculty ‘s

identity *

00T



Table 10 (continue)

Statements Result of data analysis Conclusions
Documentary analysis In-depth interview
(1.2.1.1) (1.2.1.1) Identity of faculty (1.2.1.1) Identity of faculty of | (1.2.1.1) Identity of faculty of
Identity of of pharmacy* (1) Identity of | pharmacy* (1)Experts go along | pharmacy* (1) Identity of faculty of

faculty overall

image of faculty
of pharmacy in
Thailand and
case study of
faculty of
pharmacy,
Silpakorn

university)

faculty of pharmacy in
Thailand

“emphasize to produce
pharmacists that excellent in
academic , professional and
support society”

(2) Case study: Identities of
faculty of pharmacy, Silpakorn

university.

with the suggested identity of
overall image faculty of

pharmacy in Thailand.

(2) Case study: Identities of
faculty of pharmacy, Silpakorn

university.

pharmacy in Thailand , the overall
image “emphasize to produce
pharmacists that excellent in
academic , profe ssional and support
society”

(2) Case study: Identities of faculty of
pharmacy,

Silpakorn university.
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Table 10 (continue)

Statements

Result of data analysis

Documentary analysis

In-depth interview

Conclusions

(2.1) Qutstanding in
pharmaceutical technology

emphasize on herb

(2.2) Outstanding in health
consumer protection
(2.3) Outstanding in health

informatics

(2.1) Capability to has
outstanding in pharmaceutical
technology emphasize on herb
(the most possibility)

(2.2) Outstanding in health
consumer protection

(2.3) Outstanding in health
informatics

Conclusion: potential and
capacity to develop in every

fields and use same method to

(2.1) Outstanding in pharmaceutical

technology emphasize on herb

(2.2) Outstanding in health.
consumer protection

(2.3) Outstanding in health
informatics

Identity is set by commitment of

faculty members and correspond
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Table 10 (continue)

Statements Result of data analysis Conclusions
Documentary analysis In-depth interview

develop with visions and policy of
Identity correlate with potential, | faculty , correlate with potential,
capacity and the intention of capacity and the intention of setting
setting faculty. faculty 1.2.2) Model
1.2.2) entity is set from In figure

1.2.2) Model 1.2.2) Model: the component | commitment of faculty members | -concept of strategic management,

as follow

(1) Organization
(1.1) Restructure
(1.2) Reparadigm

(2) System

and correspond with visions and

policy of faculty,

work by harmonize and good
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Table 10 (continue)

Statements

Result of data analysis

Documentary analysis

Indepth interview

Conclusions

1.2.3) Guideline

(2.1) Work simplification
(2.2) Deregulaiton
(2.3) Quality
management
(3) People
(3.1) Capacity
building
(3.2) Teamwork
(3.3) Leadership
(4)Administration

(PMQA)Under the concept

1.2.2) Model
(1) Experts go along with model
that the researcher presented and
(2) Added opinions

(2.1) Set structure and
mechanism to propel strategic
plan (2.2) Set proper and clear
strategic plan to develop faculty

(2.3) Give precedence to
every groups of members

especially

communication.

-Development concepts are

organization, system, people and
administration under concepts of
Knowledge Management and

Information technology.
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Statements Result of data analysis Conclusions
Documentary analysis In-depth interview
and steps of Knowledge Management and | (2.3.1) paradigm 1.2.3) Guideline and steps

(2)Steps in faculty

development

Information technology

1.2.3) Guideline and steps
(1)Frame to set development
guideline 1.1) Specification
targets, identities, visions,
mission and strategies

1.2) Especially administration
follow strategic plan under
development concepts of
organization, system, people and

administration.

(2.3.2) leadership

(2.3.3) shared of members

(2.3.4) communication

1.2.3) Guideline and steps

(1) Guideline of development
1.1) Start at shared vision

1.2) Create, shared understanding
and communication

1.3) Emphasize on leadership
1.4) Teamwork Develop every

levels by adjust structure and

(1) Guideline of development 1.1) Set
targets of faculty pharmacy development

t0 HPO: continuity, outstanding, sustainability and
superiority UNder identity of each faculty.

1.2) Shared vision 1.3) Specification
targets, identities, visions, mission and
strategies. Create understanding, shared
communication and develop every fields

and every levels.
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Statements

Result of data analysis

Documentary analysis

In-depth interview

Conclusions

(2)Steps in faculty development
Classify to 4 steps

2.1) Adjust foundation and
readiness in the first 5 years by
adjust foundation, potential
and endogenous capacity and
has potential to competition at
international or world levels.

2.1.1 Re-Structure

2.1.2 Re-Paradigm

system of working

(2)Steps in faculty development
Experts go along with
documentation research model
that the researcher presented and
(2) Added opinions

2.1) Specification targets in
stage 1 and 2: produce excellent
outputs, research work,
academic services and good

administrations.

(2)Steps in faculty development
Classify to 4 steps and manage as

follow
2.1) Manage step 1 and 2 at the same
time: adjust foundation, readiness and

announcement.
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Statements

Result of data analysis

Documentary analysis

In-depth interview

Conclusions

2.2) announcement Step of
faculty of pharmacy
developmentin middle stage
by start to produce systemic
outputs under mission frame.
2.2.1 Process Reengineering
2.2.2 Performance Agreement
2.2.3 Capability building

2.3) Expand to sustainability
In last 5 years stage emphasize

on

2.2) Specification targets in
stage 3 and 4: manage faculty to
quality faculty, research faculty,
learning faculty and social

faculty

2.2) Manage step 3 and 4 at the same
time: expand to sustainability and

maintain the sustainability

L0T



Table 10 (continue)

Statements

Result of data analysis

Documentary analysis

In-depth interview

Conclusions

create successful excellent
outputs and accept in health

science in country ,

international and world level.

2.3.1 Strategic funding
2.3.2 Empowerment
2.3.3 Pay by performance
2.3.4 Management
cockpit/War room

2.4) Maintain the

sustainability of

80T



Table 10 (continue)

Statements

Result of data analysis

Conclusions

Documentary analysis In-depth interview

organization:Step of faculty of
pharmacy development in next
15-35 years, faculty of
pharmacy reinforce the
substitute resource especially

human resources.

*Literature review such as developing plan, annual report and self assessment report

60T
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“Preliminary Model”

CONTINUITY

OUTSTANDING

HPO [ SUSTAINABILITY
SUPERIORITY
IDENTITY
Organization Restructure
Reparadigm

Faculty System

Development

Work simplification

Deregulation

Quality management

People

Capacity building

Teamwork

Leadership

Administration

PMQA

1

Knowledge Management == | |nformation Technology

Figure 9 Conceptual preliminary model of faculty of pharmacy development




Concept

N (1) The organization create wisdom of pharmacy to be leader social in country level

| Frame (2) Quality organization emphasize on research go together with transfer knowledge on the basis of learning organization bring about
to develop social and country within 2024

(3) Be engrossed to develop in 4 mission of faculty and good governance 9

—
| |

Continuous development standard and quality \
= Qutstanding

Faculty of quality - Continuity

Faculty of research S
Faculty of learning = Sustainability

Faculty of social = Superiority
= |dentity

= The readiness and capability to produce the quality,outstanding

and accept in pharmacy profession products
TARGET = Has own identity <:>

= Continuous success and
= Capability to make standard and network of excellent working

T

Increase standard and quality of hiagher education

STRATEGY Ad.miniSt Produce Academi Research Academic Maintain Finan Ex » Syncronize
ration graduated ¢ service art/cultur H ce cell = Harmonize
student strength e enc
—L_T
PRINCIPLE Increase performance in competitive in higher education = Learning
of organization
DEVELOP | [ | = Good

MENT Organization <:> System <:> People Governance
=Public Sector
GUIDELINE | | [T T : | T o 1T | Management

C:} oy Quality Award
Restructr Reparadig Reengineering Quality Dereg Capability Team Leade

STEP ue m work o ion | managemen ﬁ ulatio building C:P work | rship I

Figure 10 Scope and guideline of Preliminary Model of Faculty of pharmacy development
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To address the study’s objectives and research questions, a survey
methodology was used in phase 2. The population for this study included 150 faculty
member of faculty of pharmacy Silpakorn University, a total of 96 surveys were
returned, resulting in a response rate of 62%. Respondent demographic data are
provide in table 11 and the conclusion of the opinion of total members and concept of
faculty of pharmacy development to HPO of faculty members are shown in table 11-
15 and appendix 2. The opinion of the total members of faculty of pharmacy
Silpakorn University about faculty of pharmacy development to HPO are shown in
table 15- . All of members of faculty of pharmacy Silpakorn University accept the
necessary to develop faculty of pharmacy to HPO at high level in every groups of
members. There are statistical significant at P<0.05 when compared group of lecturers

and staff in the opinion of the level of necessary to develop faculty (mean of lecturers

are 8.67 from 10 and mean of staff are 7.97).



Table 11 Demographic Characteristics of respondents of faculty member of faculty of pharmacy, silpakorn university

Characteristics

Structure

Gender

The overall proportion are male: female = 1:2

Highest education

Lecturers bachelor: Master: PhD degree = 1:4:15 Staff ~ Bachelor: Master: PhD degree

=1:0.5.0
Position Lecturers: Staff =1.6:1.0 Executives: Officers= 1.0:1.4
Age of staff Lecturers had mean age 41 years older than staff that have mean age 37 years

Age of working

Lecturers had mean age of working 14 years higher than staff that have mean age of working 9

years

Age of executives

Lecturers had mean age of executives 4 years higher than staff that have mean age of

executives 2 years
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Research findings in Phase 2 (Case study: faculty of pharmacy, Silpakorn University [Quantitative analysis])

Table 12 Overall image of faculty of pharmacy develop to high performance organization: classified by groups of faculty members

produce the quality, outstanding and

accept in pharmacy profession products

Statement * Type of members Conclusions
All lecturers | staff
members
1. Level of necessary in develop faculty 842 867 797® 1) Total members agreed with the necessary to develop faculty of
of pharmacy to HPO pharmacy to HPO.
(1.37) (1.23) (1.49) 2) But the group of staff agreed less than group of lecturers statistical
significant difference at a =0.05.
2.Possibility to develop faculty of 6.89 6.95 6.79 1) Total members agreed with the possibility to develop faculty of
pharmacy to HPO pharmacy to HPO in moderate level
(1.23) (1.10) (1.45) | 2) The opinions of possibility to develop faculty of pharmacy to HPO
no significant difference between groups.
Components of HPO Total members agrees with the target of faculty development
3 3.1The readiness and capability to 1" 1 1 1)Quality outputs of faculty of pharmacy

2) Outputs have own identities.
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Table 12 (continue)

Statement * Type of members Conclusions
All members lecturers staff
3.2 Has own identity 2 2" 4"
3.3 Continuous success 3 3 2"
3.4 Make standard and network of 4" 4" 3 Specify clear targets are important especially faculty of
excellent working. pharmacy start with shared target to produce clear
outputs under shared identies.
4. ldentity of faculty of pharmacy Total members agree with the necessary to set identity
4.1 Level of necessary to set identity of 8.17 8.40 7.80 of
faculty of pharmacy (109 059 (1.58) faculty of pharmacy in high level and not statistical
difference
4.2 Identity of faculty of pharmacy, 1) Total members and group of staff agree with the
Silpakorn university 1 2* 1 identity: outstanding in pharmaceutical technology

4.2.1 Outstanding in pharmaceutical

technology emphasize on herb

emphasize on herb.
2) Group of lecturers agree with : outstanding in health

consumer protection

qT1



Table 12 (continue)

Statement * Type of members Conclusions
All members | |ecturers staff
4.2.2 Outstanding in health consumer protection 2" 1" 3
4.2.3 Outstanding in health information 3 3 2"
5 Specification of vision of faculty of pharmacy Total members agree with the vision “the organization
to be HPO 1 1 1 create wisdom of pharmacy to leader social level of
- the organization create wisdom of pharmacy country”

to be leader social in country level

- Quality organization emphasize on research
go together with transfer knowledge on the 2" 3 2"
basis of learning organization bring about to

develop social and country within 2024

- Faculty be engrossed in develop: 3 2 3

* * *

- the quality of graduate that can competition [1] [1] [1]
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Table 12 (continue)

Statement * Type of members Conclusions
All members | |ecturers staff

- the research leader to find new [2]” 3] [3]
educational knowledge

-Reinforce performance of research to be [3]” [5]" [3]"
the center of pharmacy research

-Develop pharmacy information [4]" [3]° [5]"
technology system to be the center of
pharmacy information technology

-Develop Thai folk wisdom to be the [5]" 41" 41
center of Thai folk wisdom in health science
Specification of mission of faculty of pharmacy 1) Total members give precedence to mission is
to be HPO 1" 4" 1" develop administration of goverment by good
-Develop administration of government by governance
good governance 2)Group of lecturer give precedence to develop system

of education and teaching and pass on knowledge
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Table 12 (continue)

Statement * Type of members Conclusions
All members | |ecturers | staff

-Develop system of education and teaching and 2" 1" 270 of pharmacy education
pass on knowledge to be the center of pharmacy
education
- Promote potential of research to be the center of 3" 2" 37@
research in pharmacy
- Develop system of information technology to be 4" 3" 5"
the center of information technology in pharmacy
-Development folk wisdom in health science to be 5" 5" 4"
the center of folk wisdom in health science
Specification of strategy of faculty of pharmacy to 1) Total members and group of lectures give
HPO precedence to increase capability and potential of
-Increase capability and potential of faculty 1 1 4" faculty member to learning organization.

members to learning organization
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Table 12 (continue)

Statement * Type of members Conclusions
All lecturers staff
members
-Develop potential and capability of working unit 2" 2" 2" 2) Group of staff give precedence to develop system of

- Develop system with good management 3" 4" 17 | working with good management.

- Promote potential of research 4" 3" 3"

- Develop networks and alliances 5" 5 5

-Create mechanism to share working with people 6" 6" 6"

Strategy administration by PMQA 7.83 8.24 7.20 Total members give precedence to strategy
(1.15) (0.84) (1.49) administration by PM QA and not statistical significant
between groups.

Mean(SD), @ statistical significant difference at o =0.05

,*= CV < 0.20 the opinion of faculty member have stability opinion

Table 13 Model of faculty of pharmacy development to high performance organization
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Statement * Type of members Conclusions
All lecturers staff
members
Model of faculty development Total members agree with model of faculty
-Flexibility structure, clear targets and adjustable 1 1" 1@ development start with flexible structure, clear targets
- Shared decision ,administration and policy 2 3 3 and adjustable.
- Establish target of staff correlate with target of faculty 3 2 5
- Emphasize on create correlation with community 4 4 4
- Central admin system coordinate with internal unit 5 5 2"
Principle of potential organization development 1) Total members and group of staff give precedence to
- Give precedence to create high level of innovation 1 4 1"@ | capacity to create high level of innovation
- - — = * =@ 2) But group of lecturers give precedence to external
- Give precedence to internal personnel opinions 2 2 2
personnel
- Emphasize on create culture and organization identity 3 5 3
- Give precedence to share central resource 4 3 4
Table 13(continue)
Statement * Type of members Conclusions
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All lecturers staff
members
- Give precedence to external personnel opinions 5 1 6 opinions.
-Give precedence to knowledge management 6 6 5
Principle of potential system development 1) Total members and group of staff give precedence to
- Develop system by empowerment in working 1" 3 1" develop system by empowerment in working
_ _ 2) But group of lectures give precedence to Have
- Develop system by PMQA 's principles 2 2 6
environment in shared working and team working.

- Have shared working and team working 3 1" 7@
-Give precedence to finance stable systems 4 6 2°@
- Strategic plan under networks, alliances and 5 4 3@
partnerships
- Develop key performance index in working 6 5 5
- Develop process hold to regulation and good 7 7 4
governance

Table 13(continue)

Statement *

Type of members

Conclusions
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All lecturers staff
members
Principle of potential people development 1) Total members and group of staff give precedence to
- Create principal of working in every level to proud of 1" 3" 5@ create principal of working in every level to proud of
working Working.
- Emphasize on create leadership and team working 2" 1 4@ 2) But group of lectures give precedence to emphasize
i i _ i . . . on create leadership and team working
- Give precedence to skill of thinking and capacity of 3 2 170
3) Group of staff give difference opinion: give
working
precedence to develop skill of thinking and capacity of
- Create system of develop outcomes 4 4 3
working
- Create accepted system of evaluation capacity of staff 5 5 6¢
-Create system of evaluation by key performance index 6 6 2

Table 14 Guideline and step of faculty of pharmacy development to high performance organization

Statement *

Type of members

Conclusions
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All lecturers staff
members
Guideline and step of faculty development Potential organization development
| Potential organization development Development capacity of create high level of
1.1 Development capacity of high level of innovation innovation
-Increase effectiveness of working 1 2" 3@ 1)Total members give precedence to increase
-Create transparent of working 2" 6 470 | effectiveness of working
_ _ _ _ - ~ - 2) But group of lectures give precedence to set
-Develop quality/ leadership of academic/ professional 3 3 8@
effective system to monitor and evaluate working.
-Create learning organization 4" 5 17@
3) Group of staff give difference opinion: give
-Set effective system to monitor and evaluate working 5 1" 7@ ) L
precedence to create learning organization
-Adjust organization structure to support the working 6 7 2@
-Increase capacity to compete in higher education 7 4 8"
- Appoint committee responsible in faculty 8 9 5
development.
- Create research organization 9" 8" 6@

Table 14(continue)
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Statement * Type of members Conclusions
All lecturers staff
members
1.2 Emphasize on create culture and identity of faculty 1) Total members and group of lectures give
_Create shared vision, mission and strategy 1 1 5 precedence to create shared vision mission and
. —— - - . strategy.
- Create the cooperation trough communication 2 2 6@
2) Group of staff give precedence to promote
- Produce specific identity products of faculty 3 3 7 _
development of performance to invade compete
-Shared to set identity, share-popularity and culture 4 4 4
- Create Thai knowledge 4" 4 6
- Promote development of performance to compete 6 6 1
- Adjust paradigm to understand targets of faculty 7 7 3@
_ Standard and quality of education 8 8 2"
1.3 Give precedence to opinion of internal and external 1) Total members and group of lecturers give
stakeholders 1 1" 5*@ | precedence tocreate services satisfaction of
-Create services satisfaction of stakeholders stakeholders

Table 14(continue)
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Statement * Type of members Conclusions
All lecturers staff
members
-Create system to listen to the opinions of stakeholders 2 2 4@ 2) Group of staff give precedence to emphasize on
- Target of working emphasize on the opinions of 3 3 3@ learner centers
stakeholders
- Emphasize on learner centers 4 4 1
- Public hearing on faculty development 5 5 5
-Use consensus in faculty development 6 6 2"
2 Potential system development 1) Total members and group of lecturers give
2.1 Strategic planning under network, alliance and precedence to allocate
partnership budget follow strategic plan. 2) Group of staff give
~Allocate budget follow strategic plan T T 5 precedence to increase efficacy of administration
- Give precedence to communication in faculty 2 2 7
- Create standard of working and quality products 3 3 4

Table 14(continue)
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Statement Type of members Conclusions
All lecturers staff
members
- Manage follow strategic plan , guarantee outcome 4 4 8
- Increase efficacy of administration 4 12 1"
- Create to benchmark with other faculty of pharmacy 6 5 9
- Continuous development alumni / network, alliance 6 7 107@
- Create system of monitoring and evaluation 6 7 2
- Create cooperation of network/alliance 9" 6 12°@
- Increase efficacy of administration :good governance 10° 10 6
- Increase efficacy of administration :sufficient economy 117 117 3
-Create system of report and evaluate outcome 12 9 11
2.2 Give precedence to stability of system of finance and 1)Total members give precedence to create system of
other systems information
-Create system of information 1" 2" 4@

Table 14(continue)
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Statement Type of members Conclusions
All lecturers staff
members
- Create system of finance accountancy and budget 2" 1 6 2) Group of lecturers give precedence to create system
- Specify concrete standard of working 3 3 27@ | of finance accountancy and budget
“Create system of quality education guarantee 7y & 1@ 3) Group of staff give precedence to create system of
i, i, i, quality education guarantee
- Specify plan to increase efficacy of working 5 4 70
- Appoint development committee hold to PMQA 6 8" 5
-Develop working hold to change management 7 7 30
2.3 Shared working and charitable to team working 1)Total members and group of lecturers give
-Create coordinate between working units in faculty 1" 1" 4@ precedence to create coordinate between working units
- Adjust/ decrease process of working 2" 3 3@ | infaculty
- } - 2) Group of staff give precedence to management by
- Specify role duty responsibility related staff 3 5 5@
coordinate network
- Management by integrate curriculum andnetwork 4 5 1@
- Create system to compete with other faculty 6 7 2"

Table 14(continue)
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Statement Type of members Conclusions
All lecturers staff
members
- Manage place and environment charitable to working 7 6 70
-Specify mentor system in working 8" 2" 8"
3.1 Potential people development 1)Total members give precedence to continuous
A. Develop skill of thinking and capacity of working develop learning of staff
-Continuous develop learning of staff 1" 3 2@ 2) Group of lecturers give precedence to develop skill
-Develop skill of thinking and capacity of working 2" 1 3@ | of thinking
-Create attitude of staff in good working 3 5 4@ 3) Group of staff give precedence to promote usage of
- Usage tools and techniques in administration 4 2" 1"@ | tools and techniques in administration
-Establish center to evaluate results of administration 5 4 5
3.2 Emphasize on create leadership and teamwork 1) Total members give precedence to develop create

-Develop leadership and effective leaders 1" 5 5@ | effective leaders.
—-Reinforce skill of administration 2" 1 1@ 2) Group of staff and group of lecturers give
-Develop skill/public relations/ team working 3 3 47@ | Precedence toreinforce skill of

Table 14(continue)
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Statement Type of members Conclusions
All lecturers staff
members
-Cooperate working under change management 4 2" 20 administration and other skill to administrators
-Small group activities of quality works 5 4 3
3.3 Proud of working and sense of owner 1)Total members give precedence to Create conscious,
-Create conscious, shared thinking and responsibility 1" 4 2"@ | shared thinking , working and responsibility
- Shared working to be effective teamwork 2" 1 5@ 2) Group of lecturers give precedence to create
-Understand vision, mission and targets of faculty 3 6 1°@ | environment in shared
-Create knowledge, love and harmony in working 4 2" 4"@ | working to be effective teamwork
-Specify standard and culture of working 5 3 3" 3) Group of staff give precedence to create staff to
-Arrange system of pay/special reward by outcome 6 5 6 vision, mission and targets of faculty

Table 15 Administrative of faculty of pharmacy
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Statement Type of members Conclusions
All members | lecturers staff
In administrative of faculty hold 8.68 8.96 8.179 1) Total members agree with regulation of good governance in high level.
on regulation of good governance (1.22) (0.90) | (1.63) | 2)But group of staff agrees with regulation of good governance less than group of
lecturers statistical significant difference at o =0.05
Concept of PMQA 1) Total members and group of staff agree with start with leadership.
Leadership 1 2 19 2) Group of lecturers agree with start with human resource.
Stakeholder 2 5 3@
Strategic planning 3 3 5@
Process management 4 4 49
Human resource 5 1 79
Result 6 6 69
Faculty development to HPO 1) Total members and group of lecturers agree with develop culture of
Organization: culture 1 1 29 | organization.

Table 15(continue)
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Statement Type of members Conclusions
All members | lecturers staff
Organization :structure 2 2 1@ [ 2) Group of staff agree with develop structure of organization
System: administrative 1 2 1@ [ 1) Total members and group of staff agree with develop administrative
System: system of working 2 1 20 2) Group of lecturers agree with develop system of working.
Human: performance 1 2 19 1) Total members and group of staff agree with develop performance
Human : team working 2 1 49 2) Group of lecturers agree with develop team working.
Human : leadership 3 4 20
Human : knowledge / 4 3 3@

capability of staff
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Table 16 Summary of concept of faculty of pharmacy development to high performance organization

Measured unit: rank

Statement * Total Lecturer Staff

Total Admin | Officer Total Admin | Officer

Level of necessary in develop faculty of pharmacy to HPO *

Target of faculty of pharmacy
-the readiness and capability to produce the quality, outstanding and accept in pharmacy 1 1 1 1 1 1 2

profession products

- has own identity 2 2 2 3 4 4 1
- continuous success 3 3 3 4 2 1 3
- Make standard and network of excellent working. 4 4 4 2 3 3 4

Possibility to develop faculty of pharmacy to HPO* - - = = = - -

Vision of faculty of pharmacy

-the organization create wisdom of pharmacy to be leader social in country level 1 1 2 1 1 1 2

- Quality organization emphasize on research go together with transfer knowledge on the basis

of learning organization bring about to develop social and country within 2024 2 3 3 2 2 1 1

- faculty be engrossed in develop: 3 2 1 3 3 3 3

* table of analyze data 1.1-1.5 in appendix B
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Table 16 (continue)

Statement * Total Lecturer Staff
Total Admin | officer | Total Admin | officer

- the quality of graduate that can compete in international [1] [3] [1] [1] [1] [3] [1]

- the research leader to find new education al knowledge [2] [2] [3] [3] [3] [1] [3]

- academic-service by join knowledge from research and information technology [4] [4] [4] [4] [4] [2] [5]

- maintain art and culture support development of Thai folk [5] [2] [5] [5] [2] [3] [2]

- develop Thai folk wisdom to be the center of Thai folk wisdom in health science [3] [5] [2] [2] [5] [5] [4]
Mission of faculty of pharmacy

-Develop administration of goverment by good governance 1 4 4 2 1 1 1

-Develop system of education and teaching and pass on knowledge to be the center of 2 1 2 1 2 2 2

pharmacy education

-Promote potential of research to be the center of research in pharmacy 3 2 1 5 3 2 3

-Develop system of information technology to be the center of IT in pharmacy 4 3 3 3 5 4 5

-Development folk wisdom in health science to be the center of folk wisdom 5 5 5 4 4 5 4
Strategy of faculty of pharmacy

-Increase capability and potential of faculty member to learning organization 1 2 2 1 4 5 4
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Table 16 (continue)

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer

-Develop potential and capability of working unit 2 1 1 2 2 3 1

-Develop system with good management 3 4 4 4 1 2 1

- Promote potential of research 4 3 3 3 6 1 5

- Develop networks and alliances 5 5 5 5 5 4 6

- Create mechanism to share working with people 6 6 6 6 3 6 3
Strategy administration by Public Sector Management Quality Award - - - - - - -
Level of necessary to set identity or set brand name of faculty of pharmacy * - - - - - - -
Identity of faculty of pharmacy

- Outstanding in pharmaceutical technology emphasize on herb 1 1 1 2 1 3 1

- Outstanding in health consumer protection 2 2 2 1 3 2 3

- Outstanding in health information 3 3 2 3 2 1 2
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Table 17 Total principle development of faculty of pharmacy to high performance organization

Measured unit: rank

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer

Principle of potential organization development

-Give precedence to capacity to create high level of innovation 1 4 3 4 1 6 1

-Give precedence to internal personnel opinions 2 2 2 5 2 5 2

-Emphasize on create culture and identity of organization 3 5 4 2 3 1 3

-Give precedence to share central resource 4 3 5 1 4 3 4

-Give precedence to external personnel opinion 5 1 1 3 6 4 6

-Give precedence to knowledge management 6 6 6 6 5 1 5
Principle of potential system development

-Develop system by empowerment in working 1 3 2 4 1 4 3

-Develop system by management follow PMQA'’s principles 2 2 3 1 6 7 5

-Have environment in shared working and team working 3 1 1 2 7 2 7

-Give precedence to finance stable systems 4 6 4 5 2 6 1

- Strategic plan under networks, alliances and partnerships 5 4 5 3 3 1 4
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Table 17 (continue)

Statement * Total Lecturer Staff
Total Admin officer  Total Admin officer
-Develop key performance index in working and persons 6 5 5 6 5 5 6
-Develop process hold to regulation and good governance 7 7 7 7 4 2 2
Principle of potential people development
-Create principal of working in every level to proud of working 1 3 4 3 5 3 4
-Emphasize on create leadership and team working 2 1 3 2 4 2 5
-Give precedence to skill of thinking and capacity of working 3 2 1 1 1 1 2
-Create system of develop outcomes 4 4 1 4 3 4 3
-Create accepted system of evaluation capacity of staff 5 5 5 6 6 4 6
-Create system of evaluation by key performance index 6 6 6 5 2 6 1

* table of analyze data 2.1-2.5 in appendix B
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Table 18 Conclusion of development of faculty of pharmacy to high performance organization

Measured unit: rank

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer
Model of faculty development
-Flexibility structure, clear targets and adjustable 1 1 1 2 1 2 1
-Shared decision, administration and policy 2 3 3 1 3 1 2
-Establish target of staffs correlate with target of faculty 3 2 2 3 5 3 4
-Emphasize on create correlation with community 4 4 4 4 4 5 5
Guideline and step of faculty development
Potential organization development
A. Development capacity of create high level of innovation
-Increase effectiveness of working 1 2 1 2 3 4 4
-Create transparent of working 2 6 5 6 4 2 5
-Develop quality and leadership of academic and professional 3 3 3 4 8 7 7
-Create learning organization 4 5 7 5 1 1 1
-Set effective system to monitor and evaluate working 5 1 2 1 7 9 9
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Table 18 (continue)

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer
-Adjust organization structure to support the working follow mission 6 7 9 7 2 3 3
-Increase capacity to compete in higher education 7 4 4 3 8 5 8
- Appoint committee be responsible in faculty development 8 9 8 8 5 8 2
-Create research organization 9 8 6 9 6 5 6
B. Emphasize on create culture and identity of faculty
-Create shared vision, mission and strategy 1 1 8 5 5 8 3
-Create the understand and cooperation trough communication 2 2 1 3 6 3 4
-Produce specific identity products of faculty 3 3 6 2 7 4 8
-Shared to set identity, share-popularity and culture 4 4 5 6 4 1 7
-Create Thai knowledge 4 4 3 4 6 7 6
-Promote development of performance to compete 6 6 4 7 1 6 2
-Adjust paradigm of staff to understand the targets of faculty 7 7 2 8 3 2 4
-Standard and quality of education 8 8 7 1 2 5 1
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Table 18 (continue)

Statement * Total Lecturer Staff
Total Admin | officer | Total Admin | officer

C. Give precedence to opinion of internal and external stakeholders 1 1 2 1 5 4 5
-Create services satisfaction of stakeholders
-Create system to listen to the opinions of stakeholders 2 2 6 2 4 5 2
-Target of working emphasize on the opinions of stakeholders 3 3 5 5 3 2 3
- Emphasize on learner centers 4 4 4 4 1 2 4
-Public hearing on faculty development 5 5 1 6 5 6 6
-Use consensus in faculty development 6 6 7 3 2 1 1
Potential system development
A. Strategic planning under network, alliance and partnership

-Allocate budget follow strategic plan 1 1 5 2 5 4 7

-Give precedence to communication in faculty 2 2 7 1 7 6 6

-Create standard of working and quality products 3 3 8 5 4 2 6

- Manage follow strategic plan , guarantee outcome of objective plan 4 4 1 6 8 8 9

-Increase efficacy of administration by public government 4 12 11 12 1 9 1
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Table 18 (continue)

Statement * Total Lecturer Staff

Total Admin | officer | Total Admin | officer

-Continuous development potential alumni / network, alliance 6 8 10 3 10 5 10
-Create system of monitoring and evaluation follow strategic plan 8 6 6 11 2 7 2
-Create cooperation of network/alliance government and private sector 8 6 7 9 12 9 1
-Increase efficacy of administration hold to good governance 10 10 9 7 6 2 4
-Increase efficacy of administration hold to sufficient economy 11 11 12 4 3 1 3
-Create system of report and evaluate outcome 12 9 5 8 11 11 11

B. Give precedence to stability of system of finance and other systems

-Create system of information 1 2 4 1 4 3 6
-Create system of finance accountancy and budget 2 1 3 4 6 2 4
-Specify concrete standard of working 3 3 2 2 2 6 2
-Create system of quality education guarantee 4 6 5 3 1 1 3
-Specify plan to continuous increase efficacy of working 5 4 1 5 7 4 7
-Appoint faculty development committee hold to principle of PMQA 6 8 7 7 5 7 1
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Table 18 (continue)

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer
C. Have environment in shared working and charitable to team working
-Create coordinate between working units in faculty 1 1 1 1 4 8 2
-Adjust/ decrease process of working 2 3 3 2 3 5 4
-Specify role duty responsibility related to position of staff 3 5 4 5 5 3 5
- Management by integration curriculum, coordinate network 4 5 8 3 1 1 3
-Create system of working that can compete with other faculty 6 7 5 6 2 6 1
-Manage place and environment charitable to working 7 6 7 4 7 3 8
-Specify mentor system in working 8 2 6 9 8 6 7
Potential people development
A. Give precedence to develop skill of thinking and capacity of working
-Continuous develop of learning of staff 1 3 3 1 2 1 2
-Develop skill of thinking and capacity of working 2 1 2 4 3 2 3
-Create attitude of staff in good working 3 5 1 2 4 4 4
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Table 18 (continue)

Statement * Total Lecturer Staff
Total Admi | officer | Total Admin | officer

-Establish center to evaluate results of administration 5 4 5 5 5 5 5
B. Emphasize on create leadership and concept of teamwork

-Develop leadership and effective leaders 1 5 2 1 5 1 5

-Reinforce skill of administration and other skill to administrators 2 1 3 5 1 3 1

-Develop communication skill, public relations and team working 3 3 1 2 4 5 3

-Cooperate working under principle of change management 4 2 4 3 2 4 2

-Small group activities of quality work 5 4 5 4 3 2 4
C. Principal of working to be proud of working and sense of owner

-Create conscious, shared thinking , working and responsibility 1 4 1 3 2 1 2

-Create environment in shared working to be effective teamwork 2 1 2 1 5 5 5

-Create staff to understand vision, mission and targets of faculty 3 6 3 3 1 3 1

-Create knowledge, love and harmony in working 4 2 4 2 4 2 4

-Specify standard of working related to culture of faculty 5 3 5 5 3 3 3

* table of analyze data 3.1-3.5 in appendix *
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Table 19 Conclusion of administrative of faculty

Measured unit: rank

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer

In administrative of faculty hold on regulation of good governance - - - - - - -
Concept of PMQA

Leadership 1 2 1 5 1 5 1

Stakeholder 2 5 6 7 3 7 2

Strategic planning 3 3 2 1 5 3 4

Process management 4 4 4 4 4 2 6

Human resource 5 1 3 6 7 4 7

Result 6 6 5 2 6 6 5

Measurement, Analysis and Knowledge Management 7 7 7 3 2 1 3
Faculty development to high performance organization

Organization: culture 1 1 1 1 2 2 2

Organization :structure 2 2 2 2 1 1 1

System: administrative and management 1 2 1 2 1 1 1

System: system of working 2 1 2 1 2 2 2
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Table 19(continue)

Measured unit: rank

Statement * Total Lecturer Staff
Total | Admin | officer | Total | Admin | officer
Human: performance of working of individual staff 1 2 2 3 1 2 1
Human : team working 2 1 1 2 4 3 4
Human : leadership 3 4 3 1 2 1 2
Human : knowledge / capability of staff 4 3 4 4 3 4 3

* table of analyze data 4.1-4.5 in appendix
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Table 20 Data compared gender, level of study and position of working in each of statement of faculty development

statement

gender

level of

study

position of

working

Level of necessary in develop faculty of pharmacy to HPO

*

Target of faculty of pharmacy

-Has own identity

- Make standard and network of excellent working.

-The readiness and capability to produce the quality, outstanding and accept in pharmacy profession products

-Continuous success

Possibility to develop faculty of pharmacy to HPO

Vision of faculty of pharmacy
- Quality organization emphasize on research go together with transfer knowledge on the basis of learning organization

bring about to develop social and country within 2024

-the organization create wisdom of pharmacy to leader social at country level

- faculty be engrossed in develop

- the quality of graduate that can compete in international

- the research leader to seek for new knowledge that useful for education

- academic-service by join knowledge from research and information technology
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Table 20(continue)

statement

gender

level of

study

position of

working

- maintain art and culture support development of Thai folk

- develop of Thai folk wisdom and good governance in administration

Mission of faculty of pharmacy

Promote potential of research to be the center of research in pharmacy

-Develop system of education and teaching and pass on knowledge to be the center of pharmacy education

-Develop system of information technology to be the center of information technology in pharmacy

-Development folk wisdom in health science to be the center of folk wisdom in health science

-Develop the govern and administer by good governance

Strategy of faculty of pharmacy

-Develop potential and capability of working unit

- Increase capability and potential of faculty member to learning organization

- Develop system with good management

- Create mechanism to share working with people

- Develop networks and alliances
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Table 20(continue)

statement

gender

level of

study

position of

working

- Promote potential of research

*

*

Strategy administration by Public Sector Management Quality Award

Level of necessary to set identity or set brand name of faculty of pharmacy *

ldentity of faculty of pharmacy

- Outstanding in pharmaceutical technology emphasize on herb

- Outstanding in health consumer protection

- Outstanding in health informatic

Principle of potential organization development

-Give precedence to capacity to create high level of innovation

-Emphasize on create culture and identity of organization

-Give precedence to internal personnel opinion

-Give precedence to external personnel opinion

Give precedence to knowledge management

-Give precedence to share central resource
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Table 20(continue)

statement

gender

level of

study

position of

working

Principle of potential system development

-Strategic plan under network, alliance and partnership

-Give precedence to finance stable systems

-Have environment in shared working and team working

- Develop key performance index in working and persons

-Develop process hold to regulation and good governance

-Develop system by management follow public sector management quality award 's principles

-Develop system by empowerment in working

Principle of potential people development

-Give precedence to skill of thinking and capacity of working

-Emphasize on create leadership and team working

-Create principal of working in every level to be proud of working

-Create accepted system of evaluation capacity of staffs
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Table 20(continue)

statement

gender

level of

study

position of

working

-Create system of develop outcomes

*

-Create system of evaluation by key performance index

Model of faculty development

-Central admin system coordinate with internal working unit

-Shared decision, administration and policy

-Establish target of staff correlate with target of faculty

-Flexibility structure , clear target and adjustable

-Emphasize on create correlation with community

Guideline and step of faculty development
Potential organization development
A. Development capacity of create high level of innovation

-Adjust organization structure to support the working follow mission

-Increase capacity to compete in higher education
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Table 20(continue)

statement

gender

level of

study

position of

working

-Set effective system of monitor and evaluate working

*

-Develop quality and leadership of academic and professional

-Create transparent of working

-Increase effectiveness of working

-Create learning organization

-Create research organization

-Appoint committee be responsible in faculty development

B. Emphasize on create culture and identity of faculty

-Create the understand and cooperation trough communication

-Adjust paradigm of staff to understand the targets of faculty

-Shared to set identity, share-popularity and culture

-produce specific identity products of faculty

-Create Thai knowledge

-Promote development of performance to compete
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Table 20(continue)

statement

gender

level of

study

position of

working

-Standard and quality of education

-Create shared vision, mission and strategy

C. Give precedence to opinion of internal and external stakeholders

-Target of working emphasize on the opinions of stakeholders

-Create services satisfaction of stakeholders -

-Create system to listen to the opinions of stakeholders

-Public hearing on faculty development -

-Use consensus in faculty development -

- Emphasize on learner centers

Potential system development
A. Strategic planning under network, alliance and partnership

-Create cooperation of network/alliance government and private sector

-Create standard of working and quality products

-Create system to benchmark with other faculty of pharmacy
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Table 20(continue)

statement

gender

level of

study

position of

working

-Manage follow strategic plan , guarantee outcome of objective plan

*

-Allocate budget follow strategic plan -

-Create system of monitoring and evaluation follow strategic plan

-Continuous development potential alumni / network, alliance

-Increase efficacy of administration hold to good governance

-Increase efficacy of administration hold to sufficient economy

-Increase efficacy of administration by public government

-Give precedence to communication in faculty

-Create system of report and evaluate outcome

B. Give precedence to stability of system of finance

-Create system of finance accountancy and budget

-Create system of information

-Create system of quality education guarantee
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Table 20(continue)

statement

gender

level of

study

position of

working

-Specify concrete standard of working

*

- Develop working hold to principle of change management

-Specify plan to continuous increase efficacy of working -

-Appoint faculty development committee hold to principle of public sector management

C. Have environment in shared working and system is charitable to team working

-Specify role duty responsibility related to position of staff

-Manage place and environment charitable to working

- management by integration curriculum, coordinate network

-Adjust/ decrease process of working -

-Create coordinate between working units in faculty

-Create system of working that can compete with other faculty

-Specify mentor system in working —
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Table 20(continue)

statement

gender

level of

study

position of

working

-Integrate system of working and human to team-working

*

Potential people development

Potential people development

A. Give precedence to development of higher skill of thinking and capacity of working

-Develop skill of thinking and capacity of working

-Create attitude of staff in good working

-Continuous develop learning of staff

-Promote usage of tools and techniques in administration

-Establish center to evaluate results of administration

B. Emphasize on create leadership and concept of teamwork

-Develop leadership and e effective leaders

-Small group activities of quality work

-Reinforce skill of administration and other skill to administrators

-Develop communication skill, public relations and team working
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Table 20(continue)

statement

gender

level of

study

position of

working

-Cooperate working under principle of change management

*

C. principal of working to be proud of working and sense of owner

-Create conscious, shared thinking , working and responsibility

-Create staffs to understand vision, mission and targets of faculty

-Specify standard of working related to culture of faculty

-Create environment in shared working to be effective teamwork

-Create knowledge, love and harmony in working

-Arrange system of pay/special reward by outcome

In administrative of faculty hold on regulation of good governance

concept of public sector management

Leadership

Strategic planning

Stakeholder

GST



Table 20(continue)

statement

gender

level of

study

position of

working

Human resource

*

*

Process management

Result

faculty development to high performance organization

Organization :structure

Organization: culture

System: system of working

System: administrative and management

Human: performance of working of individual staff

Human : leadership

Human : team working

Human : knowledge / capability of staff

= Non significant *

significant different

=P<0.05
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“Proposed Model”

HPO SUSTAINABILITY

CONTINUITY
OUTSTANDING

SUPERIORITY
IDENTITY

1

157

% | Organi | opinion of personal services satisfaction / listen to personnel /Target of
c | zation Working
L culture and identity shared vision mission / understand / identity of products
v high level of innovation | effectiveness of working /transparent/leadership
System | Network/ alliance/ strategic plan /communication /standard of working
D partner
v stability of system information /finance accountancy budget /concrete
: finance
0 team working coordinate /process of working / duty responsibility
m | People | skill of thinking learning / skill of thinking /attitude of staff
N Leadership/ teamwork leader/skill communication and teamwork
T proud of working shared thinking /effective teamwork /realize in targets
/owner
Admini | PMQA Leadership /Stakeholder/ Strategic planning/
stration Process management/Human resource/Result
/Measurement, Analysis and Knowledge Management

Knowledge Management

1

=== | |nformatic Technology

Figure 11 Conceptual proposed model of faculty of pharmacy development



FRAME

— - — CONCEPT
(1) The organization creates wisdom of pharmacy to be the leader social in country level.
(2) Quality organization emphasize on research go together with transfer knowledge on the basis of learning
organization bring about to develop social and country within 2024
VISION (3) Be engrossed to develop in 4 missions of faculty and good governance
1 T ?
Continuous development standard and quality
= the readiness and capability to produce the quality,outstanding and -Faculty of quality ;
TARGET accept in pharmacy profession products -Faculty of research - outs'ganc_img
= has own identity -Faculty of learning = continuity
= continuous success and -Faculty of social =sustainability
= capability to make standard and network of excellent working = 5y periority
]/\[ = identity
Increase standard and quality of higher education
share with potential capability Set standard of H Potential/ system of network
STRATEGY people to ) of and potential excell_ance of capabll!ty Wprklng and alliance
supnortworkin recearch Work|ng nfwinrlsinn arith
S N :
= Syncronize
Increase performance in competitive in higher education = Harmonize
[ I I
PRINCIPLE .
Organization <:> System <:> People =Total Quality
Management
1 1T = Good
| ' | | ' | | | Governance
Developme Emphasize Give prece Hold to stra Give Have Give Emphas Create H
GUIDELINE nt capacity on create dence to tegic plan precedence environ precedence ize on principa .PUbI ic Sector
of create culture and opinion of ing under to stability ment in to create | of
STEP high level I identity of I internal and network, I of system of I shared developmen I leadersh working Mana_'gement
of faculty external alli ance finance and working t of higher ipand C:} in every Qual Ity Award
innovation H H accessories and partner H other H and skill of H concept level to
chin Qvstema Quetem thinkinn - -

Figure 12: Proposed Model of Faculty of pharmacy development
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Research Findings phase 3: stage of specification of model/guideline and step of faculty of pharmacy development to HPO

Table 21 Model and concept of faculty of pharmacy development to HPO from brainstorming by focus group technique

Statement Data analysis by focus group Conclusion by focus group technique

3.1 Frame , guideline and stage of faculty development

vision 1) faculty members’ opinions not 1) Vision may derive from public hearing in faculty,
stakeholder’ s opinions start by make understanding with faculty members to
2) abstract vision understand and clear about policy and targets of faculty

3) not relate with brand name of faculty basis on situation analysis by SWOT analysis and

4) broad meaning PEST technique.

5) not specify period of time 2) Faculty try to set own identity/ brand of faculty
before set vision to correlate with identity.

2)Take the external opinion from stakeholders to adjust

vision
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Table 21 (continue)

Statement

Data analysis by focus group

Conclusion by focus group technique

Recommendation

1) Give the knowledge to faculty members
to understand visions, policy, and targets of
faculty.

2)Listen to the opinion of stakeholders
3)Situation analysis by SWOT analysis
4)Specify brand/identity of faculty

5)Limit timeframe of vision

3)Set timeframe of vision

Target of
faculty of

pharmacy

Faculty of pharmacy has various kinds of
products.

Recommendation

-First target may start at quality products that cover

graduated student, research and faculty members.
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Table 21 (continue)

Statement Data analysis by focus group Conclusion by focus group technique
-quality and 1) The properties of graduated students are
accept in cover both academic and professional.2)
pharmacy The researches are support social. May have identity of faculty or graduated student that
profession 3) Faculty members have the capability both | different from other faculty of pharmacy and social
products of academic and professional. accept.
Own identity 1) Cover drug, health and social. The focus groups do not oppose if faculty of
2) Graduated students may have different pharmacy, Silpakorn university has identity
identity from other faculty of pharmacy and | “outstanding in pharmaceutical technology
social accept. emphasize on herb”.
Identity of The focus groups do not oppose if faculty of | Clear concrete object to continuous successfully are
faculty of pharmacy, Silpakorn university has identity 1) Faculty of pharmacy accept by social
pharmacy , “outstanding in pharmaceutical technology 2)Stay at primary level of rearrange university
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Table 21 (continue)

Statement Data analysis by focus group Conclusion by focus group technique
Silpakorn emphasize on herb”.

University 1) Accept outputs by social 2)Stay at

- Continuous primary level of rearrange university

success

-Strategy 1) Set strategy correlate with targets and 1) Set strategy correlate with targets and vision.

vision.
2) Set sequence of manage, process (by
measure, concept, evaluate), responders,

what to do.

2) Set sequence of manage, process (by measure,

concept, process), responders, what to do.

3.2 Step of synthesis mo-del of faculty development

- Overall image

1) Image of faculty of pharmacy is HPO that

support academic matter, not only education

1) Image of faculty of pharmacy is HPO that support

academic matter, not only education or instruction
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Table 21 (continue)

Statement

Data analysis by focus group

Conclusion by focus group technique

or instruction but cover on drug, health and
transfer knowledge to be the learning center
in drug and health for people in the country.
2) Adjust vision correlate with brand of
faculty and opinion of external stakeholder
meanwhile give knowledge to faculty
members in every fields and set timeframe.
3) Give knowledge to faculty members in

every group and create timeframe of vision.

but cover on drug, health and transfer knowledge to
be the learning center in drug and health for people in
the country.

2) Adjust vision correlate with brand of facultyand
opinion of external stakeholder meanwhile give
knowledge to faculty members in every fields and set
timeframe.

3) Give knowledge to faculty members in every

group and create timeframe of vision.
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Table 21 (continue)

Statement Data analysis of brainstorming by focus group Conclusion from brainstorming by focus
group technique
-Guideline of | 1) Network of faculty of pharmacy and organization 1) Network of faculty of pharmacy and

development

involve in pharmacy.

organization involve in pharmacy.

Other

recommence

2) In part of faculty of pharmacy, create the outstanding
of each faculty and shared resource, exchange lecturers

and staff.

1) Exchange students in learning and other professional

2) In part of faculty of pharmacy, create
the outstanding of each faculty and shared
resource to cover drug, health and transfer
knowledge to be the center of learning of
drug and health of the people in country.
3) Shared resource exchange such as
lecturers and staff.

1) Exchange students in learning and

other

v9T



Table 21 (continue)

Statement

Data analysis by focus group

Conclusion by focus group technique

activities.

2) Pharmacists work with other such as co-research and
lecturers from faculty of pharmacy work at practice site
to get experience and exchange knowledge.

3) Specify Critical Success Factor(CSF)

4)Specify Corporate Social Responsibility (CSR)

5) Specify role of pharmacist in pharmaceutical care.
6)Specify outstanding characteristic of desired graduate
7) Specify Brand of each faculty.

8) Specification of distinction of desire graduated

students

professional activities.

2) Pharmacists work with other such as
co-research and lecturers from faculty of
pharmacy work at practice site to get
experience and exchange knowledge.

3) Specify Critical Success Factor(CSF)
4)Specify Corporate Social Responsibility
(CSR)

5) Specify role of pharmacist in
pharmaceutical care.

6)Specify outstanding characteristic of
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Table 21 (continue)

Statement

Data analysis by focus group

Conclusion by focus group technique

desired graduate
7) Specify Brand of each faculty.
8) Specification of distinction of desire

graduated students
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“Adjusted Model”

HPO SUSTAINABILITY

CONTINUITY
OUTSTANDING

SUPERIORITY
IDENTITY

; Organi | opinion of personal services satisfaction / listen to personnel /Target of working

c zation  7cylture and identity shared vision mission / understand / identity of products

L high level of innovation effectiveness of working /transparent/leadership

1 System | Network/ alliance/ partner | strategic plan /communication /standard of working
stability of system finance | information /finance accountancy budget /concrete

b team working coordinate /process of working / duty responsibility

E | People | skill of thinking learning / skill of thinking /attitude of staff

M Leadership/ teamwork leader/skill communication and teamwork

g proud of working /owner shared thinking /effective teamwork /realize in targets

p | Admini | PMQA Leadership /Stakeholder/ Strategic planning/

E" stration Process management/Human resource/Result

N /Measurement, Analysis and Knowledge Management

T

Knowledge Management

167

- | |nformatic Technology

Figure 13 Conceptual adjusted model of faculty of pharmacy development



VISION

TARGET

Faculty of quality emphasize on research go together with transfer knowledge based on
learning organization that bring about to social and country development within 2024

—

Continuous development standard and quality

STRATEGIES

= the readiness and capability to produce the quality,outstanding and

accept in pharmacy profession products
= has own identity
= continuous success and

= capability to make standard and network of excellent working

T

-Faculty of quality
-Faculty of research
-Faculty of learning
-Faculty of social

Increase standard and quality of higher education

PRINCIPLE OF
DEVELOPME
NT

CORE
MEASURE

TECHNIQUE
METHOD

1.management 2.Produce 3. develop strength of 4. Develop re 5. Social 6ma 7. s.Create
and adminis graduated acadenuc and search of fac academic inta Finance
trative students. curriculum of faculty of ulty of phar m service. in and excelle
faculty of pharmacy Ruiet
Increase performance in competitive in higher education
Organization System People
1 | 1
: ' ! ! ' ! !
Promote Promote Promote/ Develop informatic promote create Thai
invade performance \—/| produce \—| system for \—| knowledge
production develop identities administration
: I ! I I
-create_knowledge ~developm -maintain and develop environment _Create partners - mobilize
- learning -promote readiness Develop quality and valuable -Create networks everyforce
_ransfer knowledne resources -work together
1T = T 1T 1T 1T
Unders| internal internal internal Interna identities,standard Maintain
ing Cooperd o tornal Networ confidence [ gyternal and quality of Thai culture
external tion external academic

Figure 14 Modified Model of Faculty of pharmacy development

Good
Governance
PMOA

e

= outstanding
= continuity, ,
msustainability
= superiority
=identity

= Syncronize
= Harmonize

= [eadership
= innovation
= ethic

= recognition

=TQM
=GG
= PMQA
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Table 22 Model and concept of faculty of pharmacy development to HPO from In-depth interview (Implementation test)

Statement

Data analysis of in-depth interview

Conclusion from in-depth interview

3.1 Step of set
guideline and
steps of
development

-vision

Target of
faculty of

pharmacy

1) Broad meaning emphasize on working in
field of drug, health and support social.

2) Added recommend for faculty of
pharmacy: set real vision from readiness and

own identity of each faculty of pharmacy.

1) Target and products of each faculty set

from readiness and identity of each faculty .

1) Vision in each faculty may set from opinion of faculty
members start by give knowledge and make understanding.
2) Set from readiness and identity of organization.

3) Concrete object and has timeframe

4) Vision covers area of drug, health and support social.

5) Each faculty of pharmacy adjusts vision for themselves by
set from readiness and identity of each faculty.

1) Specification target of each faculty from readiness and

identity of each faculty.
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Table 22 (continue)

Statement

Data analysis of in-depth interview

Conclusion from in-depth interview

-Quiality,
outstanding and
accept in
pharmacy
profession
products

-Own identity
-Continuous

SUCCeSS

2) Develop faculty to stay at primary level of

rearrange university

2) Faculty has many products depend on readiness of each
faculty.
3) Targets of faculty of pharmacy are accepted by social

4) Faculty stay at primary level of rearrange university

- Strategy

Do not have more strategies, set strategy along

with identity and has plan what and how to do.

1) Set up the structure of strategy correlate with target and
vision.
2) Set sequence to manage, process powered (by measure,

concept, process).
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Table 22 (continue)

Statement Data analysis of in-depth interview Conclusion from in-depth interview
3) Set priority ,whom, what to do priority is to adjust structure
correlate with set of regulations and do not have more
strategies

3.2 Step of 1) Overall image of faculty of pharmacy to HPO is the

synthesis of

development

model.
-Overall image
of Develop
model.

organization supports academic matter, not only education or
instruction but focus on drug, health and transfer knowledge to
be the learning Centre of drug and health for people in the

country.

2) Adjust vision correlate with brand of faculty and opinion of
external stakeholder meanwhile give knowledge to faculty

members and set timeframe.
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Table 22 (continue)

Statement Data analysis of in-depth interview Conclusion from in-depth interview
3) Give knowledge to faculty members and create
vision with timeframe.

-Guideline of 1)organization: adjust structure 1) Faculty of pharmacy that has properties of HPO is

development

2)adjust rule/regulation
3)adjust culture of organization under good governance
4) People increase stability, progress, reward and

welfare.

the organization supportacademic matter, not only
education.

2) System development emphasizes on drug, health
and transfer knowledge to social.

3) Learning center in drug and health for people in
the country.

4)Adjust structure, rule, regulation and culture of
organization under good governance

5) In people increase stability, progress, reward and

welfare.
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Table 22 (continue)

Statement Data analysis of in-depth interview Conclusion from in-depth interview
Recommendati | 1) Create networks in group of faculties of 1) Create networks in group of faculties of pharmacy and
on pharmacy and professional organizations professional organizations include private organization.

include private organization.
2) Working with alliances.
3) Working in readiness field of faculty and

work with alliance.

2) In each of faculty of pharmacy create own outstanding and

shared resource.

Organization
structure
System
structure
Management
and

administrative

1) Organization structure is the super
organization or ideal institute of pharmacy,
none of faculty of pharmacy can use the
shown organization structure.

2) If faculty adjusts, start along readiness of

1) Organization structure is the super organization or ideal
institute of pharmacy, none of faculty of pharmacy can use the
shown organization structure.

2) If faculty adjusts, start along readiness of each faculty. 3)

Least step of structure.
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Table 22 (continue)

Statement

Data analysis of in-depth interview

Conclusion from in-depth interview

structure

each faculty.

3) Least step of structure.

4) The present structure, starts with main
structure cover missions and make complete
faculty.

5) Integrate working of each center.

6) Integration working of departments, follow
pharmacy council.

7) Center development, depend of readiness

of each faculty, role of center and the
responsibility.
8) Work 4 mission but different weight

depend on

4) The present structure, starts with main structure cover
missions and make complete faculty.

5) Integrate working of each center.

6) Integration of departments, follow pharmacy

7) Center development, depend of readiness of each faculty,

role of center and the responsibility.

8) Work 4 mission but different weight depend on potential
and readiness of each faculty, produce graduated student and
research is the prominent role. But which role that the faculty
raise to be prominent depend on readiness, social need and

regulation by pharmacy council.
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Table 22 (continue)

Statement

Data analysis of in-depth interview

Conclusion from in-depth interview

potential and readiness of each faculty,
produce graduated student and research is the
prominent role. But which role that the faculty
raise to be prominent depend on readiness,
social need and regulation by pharmacy

council.
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“Appropriate Model”

CONTINUITY
OUTSTANDING
HPO SUSTAINABILITY

Vision

<—Hrco»m

Strategy

Mission

Organization

SUPERIORITY
Restructure

IDENTITY
Adjust rule/regulation

Create culture and corporated value

System Integrate working in each of units
Create standard of working
Create networks

People Create leadership and Teamwork

Create environment of team working

Develop higher order of thinking & reparadigm

Administration

Leadership /Stakeholder/ Strategic planning/
Process management/Human resource/Result
/Measurement, Analysis and Knowledge Management

1

176

Knowledge Management = | |nformatic Technology

Figure 15 Conceptual appropriate model of faculty of pharmacy development



The organization of the knowledge of drug, health and serving social within 2024.

1T
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CHAPTER 8

DISCUSSIONS

1. Aim of faculty of pharmacy development to high performance organization
Health Professions Education: A Bridge to Quality, The Academy of
Pharmacy has heightened its awareness on issues such as inter-professional education,
evidence-based practice, quality improvement processes, and utilizing informatics.
The Standards for Pharmacy Education, which take effect in 2007, have also
heightened awareness of other “new”(and not so new) curricular issues such as
professionalism, critical thinking, problem-solving, health and wellness, patient
safely, teamwork, and information management (Poirier 2007). The profession of
pharmacy has evolved in an ever-changing environment. Changes in the profession
occurred in the US, in Thailand, and in other counties with the schools of pharmacy as
a leading force. School of pharmacy play a critical role in determining the quality and
quantity of the members of the profession, and thus, the capacity of the profession of
pharmacy to meet societal needs depends on the capacity that the schools have to
prepare the workforce that can meet these needs. Key ingredients of the HPO, first the
process comes first. The organization of people, particularly at the first level, is
designed around the work into small work groups, teams, with a high degree of self
management. The structure is highly flexible, with frequent changes in structure to
respond to changes in customer requirements, technology or work flow. Perhaps most

important, the employees have a high knowledge of all important measurements of
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A HPO is a learning organization. We learned to place the emphasis on performance
to customer requirements, to define performance in terms of customer satisfaction,
and to provide feedback to suppliers.

From literature review and in-depth interview in phase 1, the definition of
HPO is the organization that produce quality outcomes from continuous developed
system and modify to produce the outstanding outcome, the important property are
own identity, continuity successful and sustainability, standardization, outstanding
outcome and have networks(Miller 2005).The main principles to develop organization
to HPO are good governance, learning organization and the public sector management
quality award. To reform the governance service system, the objective of the
processes are create efficiency organization, performance to perform duties by
emphasize people, the processes is adjust thinking follow the concept of good
governance and the working system to be the invade integration, active, quickly,
performance, high output, transparent, check, learning, adjustable under good
governance and used strategic management. The key points to go to HPO are 1)
design organization, system of working 2) flexible and adjustable structure 3) less
procedure and decentralize 4) system connection in organization 5) knowledge
management. The concept of strategic management suggests on leadership, convert
strategic to concrete object, harmoniously and affect, persuade staff and strategic
management (Miller 2005). Key identified societal and health care trends or changes
include the aging of society, greater emphasis on public health, scientific and
technological advances, globalization, market forces in health care, increasing
accountability, shortages of faculty and academic leaders, and a changing teaching

model. Quality in education becomes therefore an essential concern, not only to those
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directly involved in the formal educational processes (such as students and educators),
but also to society as a whole, policy-maker, professional bodies, parents and other
stakeholders. In the 20" century, in all parts of the world, priorities and challenges
facing pharmacy and healthcare in general have changed considerably. The World
Health Organization estimates that by 2020, leading causes of the burden of diseases
are likely to be ischemic heart disease, depression and road traffic accidents, while
health trends are likely to be dominated by four factors; the ageing of the world’s
population, the unfolding of the HIV epidemic, the epidemic of tobacco-related
mortality and disability and the expected decline in childhood mortality from
infectious diseases. Quality of undergraduate education depends on student
population, decreasing resources, and widespread use of technology in education.

We synthesis the most appropriate trend to adapt faculty development to
HPO, the faculty of pharmacy development model start from the appropriate model to
develop faculty of pharmacy to HPO that have main target are own identity, create
excellent standard, excellent network, performance to create quality and outstanding
outcome that accept in circle of pharmacy in Thailand, national and continuous
successfully. After derive the objective of faculty, vision under objective of faculty
development cover research, produce graduate students, academic service and culture
hold to one’s principle good governance, knowledge management. Mission derived
from research, education and instruction, center of pharmacy and center of health
science. The strategic involve in performance of faculty and staffs, good management,
coordination with people, develop network. The principle of administrative and

management is public sector management quality award (PMQA) and good

governance.
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In Thailand, public sector management quality award suggest the guideline
to develop public sector organization to HPO feature leadership, strategic
management, stakeholder, measure analyze knowledge management, human resource
development, system management and result that correspond to strategy focused
organization that feature of strategic formulation strategic implementation and
strategic control(figure ). The professionals have the opinions in the same direction
and accepted the concepts to develop faculty of pharmacy to HPO, new concept of
education institute to HPO are flexible, adjustable, ready to study, creation, small
scale, less manpower, skillfully ,professional, teamwork based, achievement
,decentralize, exchange data, knowledge based and promote life long learning.

To set clear, ambitious, measurable and achievable goals which raise levels of
aspiration and thereby create a sense of stretch. Create clarity and a common
understanding of the organization’s direction and strategy which results in a
commonly held strategic mine-set among organizational members. Make sure
everybody understands the strategy and knows what matters. Create company-wide
understanding of individual, group, department and divisional contributions, and

clarity of purpose and action.



Table 23 Concept and perform to be High Performance Organization
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Item Classic organization High Performance
Organization

Management High Control High Trust

Target Produce Things Produce Knowledge

Making a decision
Reward

Enforcement

Structure
Correlation  with
other organization
Financial

Solve error

Individual Decisions
Individual Reward
Vertical-functional
Organization

Fixed Structure

Companies with Walls

Financial Secrecy

Blame-Fix the Person

Team Decisions
Team-based Reward
Horizontal-Flow-based
Organization

Dynamic Structure

Companies without Walls

Open-book Management

Blame-Fix the Process

Identity is one property of HPO and the outstanding property of each

organization that sometime can be the target for best practice of organization. From

self assessment report of faculty of pharmacy, Khon Kaen university academic year

2006 suggested the outstanding property that can be best practice of each faculty of

pharmacy in table 24. So each faculty of pharmacy must produce own outstanding or

create identity to be best practice.
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Table 24 Example of best practice of Faculty of pharmacy in Thailand

Faculty of pharmacy, Best practice

Chulalongkorn university Undergraduate students

Mahidol university Research and culture

Naresuan university Acedemic service

Chiang mai university Administrative and management

Identity is the important point to develop organization to HPO because if the
organization has clear identity they have clear target and aim of organization.
Organizational identity describe as the object of commitment and a sense of
belonging, providing a cognitive and emotion at foundation on which organizational
members build meaningful relationships with the organization concerned. The
creation of strong organizational identity has significant influence on identification
and therefore the creation of trust(Oliver 2003; Puusa and Tolvanen 2006; Flores 2007;
Berzonsky and Kuk 2005). Organizational identities may be conceptualized as insiders’
relatively enduring perceptions of their organization’s fit with distinctiveness
categorizations and status categorizations along both general and specific dimensions.
As a result, organizational identity management may be motivated as much by
members’ desires to maintain positive perceptions of their own individual identities,
as by desires to maintain positive perceptions of their organization’s identity. Further
complicating the management of organizational identities is the fact that organizations
may be defined by more than one identity (e.g. a business school may have a teaching
identity and a research identity). In some cases, these multiple identities may appear

to be in conflict with one another. That is organizations may have hybrid identities
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that are “composed of two or more (identities) that would not normally be expected to
go together (Elsbach 2003). In conclusion, identity mean the property that shown
yourself that is the definite property of the organization to recognize and outstanding
property that difference from other organization and correlate with concept, policy,
determination and vision. In Thailand, office of the higher education commission
suggest trend to develop university by support each university to create their own
identity that assign many thing such as philosophy, vision, direction and mission
include the system of teaching, support system and staff development of university
and create cooperation for strength and emphasize university to follow their own
identity( Report of the workshop Penang 2003).

When we specify identity of each organization, we consider potential,
strength, performance, intention to set up faculty and correlate to philosophy, vision
of faculty and start by situation analysis. The guideline to create identity of university
is integrated teaching, academic service and maintain art and culture in local context
by research is based. The identities of higher education retain tension between
universalism and particular, between a language for equivalence and a language for
difference. In conclusion, the identity of faculty of pharmacy in Thailand is depend on
the readiness of staff, facility and place of each faculty. For example, identity of
faculty of pharmacy, Silpakorn university is outstanding in pharmaceutical technology
emphasize on herb.

Define a strong vision that excites and challenges by developing an
envisioned, meaningful, compelling and persuasive vision. Continuously sell the
vision so organizational units become united by common goals, a shared ambition and

an all-encompassing purpose. Vision of faculty of pharmacy may cover the drug,
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health system and support people. We propose the general vision that every faculty
can adapt or adjust suitability for that faculty, after situation analysis the faculty of
pharmacy ,Silpakorn university we knew identity and the readiness so the vision of
faculty of pharmacy, Silpakorn university are “the organization of the knowledge of
drug, health and supporter people within 2024”.The good vision are derived the
opinion from internal and external stakeholders, vision may start from educate, inform
faculty members and get the opinion from stakeholders outside the faculty to broader
vision and is accepted from social.

In many countries they have standard quality criteria for HPO such as
Malcolm Baldrige National Quality Award (MBNQA) in united states, Deming prize
or Japan quality award in Japan, European Foundation Quality Management(EFOM)
Award, Singapore Quality Award. MBNQA is an initiative by the US Government to
promote the concept of quality and quality management to the enterprises in order to
maintain their national competitiveness. Traditionally, only the manufacturing and
commercial organizations would apply for MBNQA. However, starting from 1999,
education institutions are eligible to apply for the MBNQA with the newly introduced
Education Criteria 1999 for performance excellence(MBNQA-EC) and the major
criteria is leadership, Strategic planning, Student and stakeholder focus, Information
and analysis, Staff focus, Educational and support process management and course
performance results(Lee 2003). In Thailand office of the public sector development
commission and Thailand productivity institute suggest public sector management
quality award (PMQA) to be guideline for the public sector to evaluate themselves

and develop the organization to be the quality organization , the concept of the PMQA
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are shown in figure 2. we use the concept of PMQA as the guideline to develop

faculty to HPO.

The guideline and steps of faculty of pharmacy development to high
performance organization

Faculty development programs are more important today than in previous
decades for many reasons. Five reasons for this (1) change in expectations about the
quality of undergraduate education (2) change student populations (3) societal needs
(4)decreasing resources and (5)the widespread use of technology in education,
business, and industry (Poirier 2007).The Wilkerson and Irby model presents a
comprehensive faculty development program that addresses professional
development—an orientation to the academy that include faculty roles,
responsibilities and the values, norms and expectations of the university; ongoing
mentoring and development in clinical and research domains; Instructional
development—Dbasic and advanced teacher development through mentoring, peer
coaching, teaching improvement workshops and consultations; Leadership
development—orientation to leadership roles; the preparation of effective leaders who
understand formal and informal leadership styles; the ability to use various tools and
technique such as continuous quality improvement, change management, and
consensus  —building;  Organizational development—creating an effective
organizational climate that values and rewards education and research, fosters
continual learning, commits resources to faculty development programs, and
formulates policies and procedures that shape educational excellence and guide

faculty behaviors; Professional development programs should include strategies to



187

help balance academic and scholarly development needs with the need to maintain
updated clinical skills(Foley et al 2003). Faculty and the dean collaborated to identify
faculty needs, develop a realistic plan of action addressing varying levels of faculty
and mobilize appropriate resources. Successful transition to the faculty role depends
on several factors, including the reason for the professional change(whether from
pharmacy practice or from another faculty position); previous clinical, research, and
professional accomplishments; whether one continues to practice while assuming or
continuing the faculty role; and such personal attributes as temperament and
perceived support in the new role(Poirier 2007).

There are many tools for faculty development such as knowledge
management, change management that use blueprint for changes and redesign
process. The important role is to link the relation between tools of administration and
characteristic of HPO, how to use tools of administration to meet the plan or objective
plan that serve with vision mission, strategic, project and budget, every stages used
the same tools that include blueprint for change, redesign process, capacity building
and human resource development by the concept of strategic management and
monitor by PMQA (that adjust from MBNQA /Thailand quality award(TQA)
/Performance Assessment Rating Tool(PART)). Knowledge management is one of
tool in management to develop the faculty such as leadership, culture, vision, mission,
strategic, structure, system of management, skills of staff, information technology,
database and network. Redesign process is one of the processes that used in faculty
development by give precedence to stakeholder and system management and used
capacity building, human resource development and strategic management. The

important concept in faculty development is good governance emphasize on
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participation, honesty  &transparency, responsiveness, consensus oriented,
accountability, equity and fairness, efficiency and effectiveness. Another concept is
learning organization that emphasize on shared values, personnel mastery, mental
models system thinking and team learning that is the most difficult.

The guideline of faculty development, we suggest that initial at situation
analysis that show the trend or idea of faculty development. The result of SWOT
analysis of faculty of pharmacy Silpakorn university, the strength are staffs that young
,new generation, active , high qualification, high academic office, suitable places and
durable articles, enough budget, network, professional, centralize administration, the
weak points are staffs have that low experiences, do not show opinions, no shared
objectives, no leadership, narrow-minded, no suitable structure, no system
management, no co-ordination, no planning , no trust, no teamwork , no motivation,
no effective communication, no cooperate, no continue in working, no mind in
working, unsuitable location and no objective in research. After we studied strength
and weakness, set vision and mission from philosophy or intention of faculty then
make staff to understand policy and vision of faculty. The important point of
development are staff, leadership, team working with base concept are good
governance, learning organization and knowledge management, tools that use to
drive faculty development are leadership, innovation, ethic and recognition, manage
work by strategic management, blueprint for change, capacity building create
business result that recognition. The objective of development are outcome that
depend on shared vision, key point is the please of staff.

Modify structure is the another important point in faculty development by use

integration model of Aypay and Kalayci that composed of structural, human
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resources, political, symbolic and cybernetic models and concept of Mintzberg that

composed of 5 paths strategic apex, middle line, operating core, techno structure and

support staff. (Mintzberg 1983). Aypay created structures are the structural, human
resources, political, symbolic and cybernetic model. The structural model reflects
organizational structures at universities, emphasis on structural goals such as a whole
tries to achieve the same goals by centralized control, coordination among units and
through intra-organizations try to realize values, formed by university’s upper
management via organizational operation. The human resources model emphasizes
contribution to decisions, a collaborative approach to administration, organizational
politics and shared responsibility on decisions. This model assumes that members are
strongly connected to the organization through strong normative bonds and that
participation in organizational activities is necessary, the expectation is that this
model would be more common in the faculties of education since there is a high
relationship between normative pressures and the human resources model. The
political model focuses on individual units’ goals rather than on organizational goals.
Organizational decision processes are rather negotiations and agreements, control of
scarce resources, and struggle for power. This model may be observed frequently in
the faculties of education with a large number of departments. The symbolic model
provide quality education with graduate programs, a complex but flexible
organizational structure, clear goals and adaptation to fast technological advances.
The cybernetic model is dominant, staff perceives organization and its relationship to
the environment as dominant. The model assumes that organizations are healthier and
more productive if the transformation processes in the organizational structure and

technology work well. (Aypay and Sezer 2008) Moreover, all of experts also existed
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agreement among the concept and the steps of faculty development to HPO,
conceptual strategy of faculty of pharmacy development. Also, as stated in the aim of
this research, the research gives more detailed explanation on how to develop
organizations to HPO.

The models of faculty development are proposed from the documentation
analysis, opinion from faculty members, brainstorming by focus group technique and
in-depth interview. Model of faculty development feature with administrative, shared
determine, set objectives , the relation with social under the principle of development
organization, instructional, professional and leadership by integration all of trends
and classify to organization, system and human (table 3). From figure 2 describe the
model to develop faculty of pharmacy to HPO then phase 2 of our study showed the
opinion of faculty member of faculty of pharmacy Silpakorn university, afterthat we
adjust the model and feasibility test by focus group of experts and stakeholders to set
suitable model of faculty of pharmacy and suggest trend of Thai pharmacy education
and determined how the faculty prepared themselves to the new target follow the
change of social and the world.

Focus groups are a powerful research tool for collective qualitative
information across many contexts. The results they generate provide insight into past,
present, or future actions; the why of those actions; and the meaning individuals
assign to them. Information from focus groups also complements quantitative
research by illuminating existing data or by generating ideas for new inquiry. Focus
groups are structured or semistructured meetings with a small group of individuals
that allow for the exchange of information, opinions, and feedback related to a single

topic. The recommend from focus group are to shared executive and senior
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management leadership processes to articulate and derive organizational direction,
direction and sense of purpose are more clearly understood, integrated and linked
planning processes with increased involvement and ownership, quality framework
driving review and improvement processes, KPIl development and a reporting
framework increasing accountabilities and increased focus and measurement of
customer feedback. Design a good and fair reward and incentive structure which
reinforces the design, core values and strategy of the organization and supports a
performance culture. Treat organizational members justly in relation to basic
conditions of employment by compensating them fairly. Base the compensation
structure on respect and trust, not on money. Be creative and flexible with rewards by
explicitly using intrinsic rewards which are meaningful (fun, growth, teamwork,
challenge, accomplishment). Reward people’s achievements with praise and pay-for-
performance, but also address poor results. Create compensation practices and
programs which accurately reflect organizational performance by tying them to
measures. Make sure the relation between reward and performance is transparent.
Rewards are based on relative, long-term performance and on results, not efforts.
Employ rewards that emphasize the group over the individual. Reward appropriate
risk-taking and failure, and honesty. Have a minimum threshold below which no
incentive is paid but also do not have a cap on payouts. Strategy as the direction and
scope of an organization over the long term, achieves advantage for the organization
through its configuration of resources within a changing environment to meet the
needs of markets and to fulfill stakeholder expectations.

Continuously simplify and improve all the organization’s processes to

improve its ability to respond to events efficiently and effectively. Look for ways to
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be more efficient by eliminating unnecessary procedures, work, and all forms of
excess and waste, and standardizing and simplifying remaining work. Keep the
processes relevant and simple, and fight information overload. Use just-in-time
processes, right-size processes and re-engineer processes to improve speed. It helps to
apply a strong systems perspective, to think lean about every aspect of work, and not
focus on the plan, but on process. Become adept at rapidly designing and installing
new ways of working.

Strive to be a best practice organization by being world-class in everything
the company does. Constantly strive to improve productivity and quality by
continuously identifying opportunities for improvement, searching for best practices,
and by executing flawless operations. Do everything that is necessary to be competent
and fight complacency. Appoint senior process owners to measure, manage and
improve processes, and emphasize quality in everything that is done. Frequently
assess the overall health of the company, to discover ‘loopholes’ in operations.
Develop an effective benchmarking system, and implement the best ideas regardless
of their origin. Create highly interactive internal communication through which a
continuous and open information exchanges take place. Clearly communicate strategy
and results achieved to spread conviction. Create new channels of communication and
use these as to create commitment. See communication as an ongoing senior
management responsibility. Drive clarity deep into the organization. Resource-based
planning and competency-based planning, the resource based view focuses on the
internal resources, capabilities and core competencies of the organization and the

attractiveness of the industrial sector( Poirier 2007 ).
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The objective of development aims at targets more than process. The
empowerment is based on problem and fact of each society, decrease steps of working
and high efficacy and effectiveness. The process of faculty development classify into
3 categories 1)organization re-structuring is to design flat or horizontal organization
to decrease step of administration and command ,grouping and working by teamwork
enhance with management information system to connect, coordination ,command,
assign responsibility, monitor working include the communication to create the
understand and the learning 2) process re-engineering has been to study the flow of
the work process and seek to redesign that work process to eliminate cycle time,
unnecessary steps and, particularly, apply the capabilities of information technology
to that process, to adjust system of production and service quickly and effectiveness,
giving knowledge emphasize on KUSA (Knowledge, Understand, Skill and Attitude)
the objective of learning to adjust behavior or pattern of working by adjust attitude to
be the reasonable person, understand the sense and thinking of other people and open
mind to listen other opinion and 3) re-engineering human resource,the important is to
adjust the leadership behavior, adjust himself to have vision and can anticipate the
future. Key areas regarding the recruitment and retention of faculty members across
all disciplines. The urgency of the situation has been articulated in a series of articles
that discussed key factors such as increased faculty retirements, increased non-
academic salaries that steer potential faculty members into non-academic careers,
decreased numbers of professional students entering graduate education, and
increased opportunities for faculty members outside the academy. The task force

focused on 4 key areas(1) the current status of the workforce, (2) anticipated demand
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for faculty,(3)supply dynamics, and (4)internal and external factors that influence

both the supply of and demand for pharmacy faculty (Beardsley et al 2008).

Table 25 Final Model of Faculty of pharmacy development

Principle Important Strategic
point

Organization | Develop Adjust structure of organization
structure Increase performance of race

Set system of monitor and evaluation

create culture | Create understanding and coordination

and corporate | Set identities, shared popularity, culture of

value faculty

Standard, quality of education management

Develop rule | Create please

Develop quality

Transparency
System create Mechanism to create and affect network,
network, alliance and partners

alliance and Create standard and quality continuously

partners Management follow objective plan

Increase efficacy of administration

system Standard system of working

security Develop system of working




Table 25(continue)
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Principle Important Strategic
point
Team Integration curriculum
working Coordination network
Coordination in faculty
Integration of system and human
People Give skill of thinking

precedence to

Knowledge

develop skill | Instrument and other technique
of thinking

and

performance

Create leadership, team working

leadership and

team working

Knowledge and communication

Coordination in working

Shared
popularity, be
proud of
working,
owner of

faculty

Conscious

Join in thinking and working

Team working
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Blueprint for change
Good Governance _structure
-process/IT
-people/culture
-deregulation

-management

. High Performance
Philosophy Faculty »| Organization
Vision development -1dentity
Strategic management 7' -Continuity
-strategic formulation -Outstanding
-strategic implementation -sustainability
-strategic control -superiority

Public Sector Management Quality Award
-leadership
-strategic planning
-customer focus
-information analysis
-human resource focus
-business result

Figure 17  The model to develop faculty of pharmacy to HPO

Limitation of faculty development

Faculty development programs are limited by the institution’s scope and
mission, the environment in which the faculty live and work, expectations for faculty
performance, and the existence of other programs that address faculty development
concerns. Deans and administrators are challenged to be creative in their approach to
faculty development programs in the face of shrinking resources. Opportunities to
share costs with other departments and collaborative approaches to development

should be pursued.



CHAPTER 9

CONCLUSION AND RECOMMENDATION

Faculty of pharmacy develop to High Performance Organization

Definition and indicator of high performance organization was shown in table
2. The components of high performance organization are continuous (a HPO focuses
on continuous improving and reinventing its core capabilities, develop process for
continuous improvement and enhance efficiency, effectiveness and sustainable
growth of the faculty), Outstanding(a HPO spends much effort on improving the
working conditions and development opportunities of its workforce, Strong
performance on various productivity measures), Sustainability(a HPO achieves
sustained growth, great ability to adapt to changes) Superiority(Better than
performance of its peer groups over a long period of time, Balancing global standards
and local needs and Identity(a HPO create greater identity within the immediate work
team and among teams). The objectives of high performance organization consists of
clear targets, focus on customers, quality outcomes, flexible structure, process
management, teamwork and learning organization (figure 16 ). The outcomes are
maturity, integration, coordination of internal organizational systems, revenue growth,
academic and managerial freedom to strength an atmosphere of intellectual
excitement, first rank university, adequate first rate facilities and financial resource
for academic work. Quality of governor role and continuous support to drive the
organization to the excellence depend on management. The vision of faculty in teams
of values, sincerity and attempt, total return to shareholder, to be best practice, widely

197
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recognized as a famous and admired institution, sustained connections outside the

institution and national and international.

Recommendations to the faculty of pharmacy

-Establish a formal faculty development program. The program should be
comprehensive with faculty development conceptualized.

-Establish a Mentoring Program as a component of the faculty
development plan.

-Establish a faculty steering committee. Faculty development belongs to
the faculty and needs to be faculty driven. Faculty oversight would best be
accomplished through a faculty steering committee that would be charged with
meeting the faculty’s developmental needs.

-Designate Administrative responsibility for faculty development .The
Task Force believed that in order for faculty development to be effective,
administrative responsibility within the faculty must be clearly assigned.

-Establish an Evaluation Component. As the faculty development program
is implemented, an evaluation system should be developed in order to assess how well
the program achieves its goals and to promote continuous quality improvement.

-Explore Funding Possibilities .The Task Force recommended exploring
funding sources to support faculty development activities, especially given the

resources constrained environment

Recommendations to Pharmacy Education Consortium of Thailand (PECT)

-Establish overall image guideline to faculty of pharmacy development .
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-Stimulate faculty of pharmacy has their own identity
-Establish network of faculties of pharmacy and other pharmacy

organizations.

Recommendations for Thai Pharmacy Council

The Thai Pharmacy Council is a major organization involved in the
determination of role of pharmacy in Thailand.

-Establish plan for pharmacy development is classified under four broad
headings: better access to services; helping patients get the best from their medicines;
re-designing services around patients; staff development and clinical governance.

-Establish network of faculties of pharmacy and organization involve in
pharmacy

-Establish strategic planning for pharmacy professional.

Recommendations to Government

-Establish policy of pharmacy professional.

Recommendations for further study

This study provided an assessment of the current situation within Thai
faculty of pharmacy and proposed new model of faculty of pharmacy development As
follow up to the present study, the author suggests a number of areas for further
studies:

1. The study of adopting and implement of this model of faculty

development to HPO.
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2. The comparison study on faculty development model in Thailand and
those of other counties should be conducted in order to compare the findings.

3. The study that conducted to formulate indicators to measure the level
of faculty development.

4. The study of an impact of this model of faculty development on
health policy system and planning to encourage responsible of role of pharmacists in
Thailand.

5. The comparison study of faculty of pharmacy related to benckmark

or best practice in Thailand and other countires.



Table 26 Definition and indicators of high performance organization

opportunities of its

Component | Definition Meaning Outcomes KPI
Continuous | -Continuous | -a HPO focuses on continuous -Maturity -All levels of the
developmen | improving and reinventing its -Integration organization understand
t system core capabilities -Coordination of internal the long term strategy
-develop process for continuous | organizational systems and that both
improvement and enhance -Revenue growth departmental and
efficiency, effectiveness and individual objectives are
sustainable growth of the aligned withit.
faculty. -Career development
Outstanding | -Quality -a HPO spends much effort on -Academic and managerial -Productivity
outcomes improving the working freedom to strengtean an -Quality
-Modify to | conditions and development atmosphere of intellectual -Workforce Performance

T0¢



Table 26(continue)

Component | Definition Meaning Outcomes KPI
produce the | workforce excitement -Performance Appraisal
outstanding | - Strong performance on various | -First rank university -Effectiveness in
products productivity measures -Adequate first rate facilities academic
and financial resource for administration -
academic work. Produce graduate
students :social need
Sustainability | -Continuous | -a HPO achieves sustained -Quiality of governor role and | -Ability to change
successful growth. continuous support to drive the | -Talent management

-great ability to adapt to changes
-a HPO has a long term
orientation

-Future value

organization to the excell ence
depend on management.
-vision in teams of values,

sincerity and attempt

-Competency
management

-Succession planing

c0¢



Table26 (continue)

Component | Definition Meaning Outcomes KPI
of HPO
-Total return to shareholder.
Superiority | -Sustained | -Better than performance of its -Best practice -Innovation
standardizat | peer groups over a long period of | -Widely recognized as a -Benchmark

ion -

networks

time
-Balancing global standards and

local needs.

famous and admired institution
-Sustained connections outside
the institution, national and

international

-Best practices
-Human capital
efficiency -
International standard
quality

-management with
private organization

and local organization

€0¢



Table 26 (continue)

Component | Definition Meaning Outcomes KPI

of HPO
-Excellences in
research and
quality of faculty
members

Identity -own identity | -a HPO create greater identity within | -own identity -ldentities of

the immediate work team and

among teams.

quality outcomes

v0¢
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Model of Faculty of pharmacy develop to High Performance Organization

Model of faculty of pharmacy development to high performance organization
is classified to 4 steps of development: 1.Adjust, 2.Announce, 3.Expand and
4.Maintain the continuity by 4 components (Organization, System, People and
Administration) as shown in table 27. In the development of organization, the
organization starts by restructure, shared target/ vision. In stage of announcement, the
organization set up center of research and development of drug. In announcement, the
organization set up center of pass on knowledge to social by network with public
health and in long time, maintain continuity by emphasize on outstanding products
and results, quality outcomes and social benefit and client-orient centered and
stakeholders. In the same time, the development of system starts by development
network /alliance and partners. Adjust role/rule/regulation to be charitable and support
powered by strategic. Afterthat use process reengineerting, develop performance of
competition, development components of people and administration. The details are

shown in table 27.



Table 27 Model of faculty development

Step Organization System People Administration
1.Adjust -Restructure -Network: pharmacy, other - Reparadigm : | | -Adjust administration
-Shared target, organization(academic/professional) AM READY system to strategic
vision -work with network/alliance/ partners -create identity | management
-Database -Leadership -PMQA
-Develop performance of students -Teamwork -Good Governance
-Adjust model of produce graduate -Understand -TQM
student to support policy of decrease mission,
proportion graduate student vision ,targets
-Adjust role/rule/regulation to be and objective
charitable and support powered by
strategic
2.Announce | -Set up center of | -Process reengineering -Performance Management

90¢



Table27 (continue)

Step Organization System People Administration
research and -develop performance of competition agreement cockpit/war room
development of | -strategic funding -Capability
drug -empowerment building

-adjust communication system -Pay by
-adjust information technology performance
-increase ratio of produce master and -Frame
PhD. students guideline to

-create outcome of student to be business
commerce.
-develop curricurum support changing of

health of country

evaluate results

of working

L0¢



Table27 (continue)

Step

Organization

System

People

Administration

-develop suitable model correlale with
health system of country to be the
prototype of the development of health
science

-create knowledge to produce drug instead
of import drug

-create the transnational manufacturing
-create module/part-time education system
-pass on knowledge to social by TV, cable
TV, internet, newspaper and academic

journal.

3.Expand

-Set up center of

-change teaching faculty to research

-transfer and

-create standard

80¢



Table 27 (continue)

Step Organization System People Administration

pass on faculty training and quality performance

knowledge to -expand the cooperation with alliance and | knowledge indicator of faculty

social by partner regarding folk | development , develop
network with medicine system of monitoring and
public health -create and evaluate plan

develop

knowledge and

process to
support the
strategy
4.Maintain | -emphasize on -Maintain the cooperation with alliance -Quality of
outstanding and partner personnel in

60¢



Table 27 (continue)

Step Organization System People Administration
products and every levels . -develop database of
results ,quality -Quality of faculty development by
outcomes and social leadership join network with
benefit -Quality of database in every levels
-Client-orient teamwork. of organization

centered and

stakeholders

0T¢
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Step and Directive of Faculty of pharmacy develop to High Performance
Organization

The targets of high performance organization are the organization manage by
bottom up, fluid structure adaptive& flexible, responsive to changing customers
&environment and innovative. The system manage by high knowledge of
performance and targets financial, quality around definded process, customer
satisfaction, highly autonomous units networked, design organization, process, less
level of process and empowerment. The people have knowledge about the
process/target /quality and satisfaction of customer, develop the knowledge and skill,
create up-to-date system of working and use total quality management. The
administration uses the concept of — Public Sector Management Quality Award,

strategic management and good governance

The steps and directive of development
We exemplify the faculty of pharmacy, Silpakorn University development to

high performance organization.

A. Set shared targets and shared vision (By education and communication)

The targets and vision of organization get from the members of organization
by education and communication to the members in the organization. In phase 2 of
this study: the research finding of vision of faculty of pharmacy, Silpakorn University
is the organization creates wisdom of pharmacy to be the social leader in country

level. The research findings of targets are capability to produce the quality,
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outstanding and accept in pharmacy profession products, have own identity,

continuous success and capability to make standard and network of excellent working.

B. Set mission and strategy
1) Stage of adjust organization and prepare the readiness of organization (2009- 2014)
Stage of first five years emphasize on adjust the readiness and internal
capability to competitive in world class. Develop system of working and
administration, integration of internal working, set standard of working, coordination
of networks/partners and alliances. Structure development adjust to flat organization,
adjust rule relate to change structure, simplify the steps of working, create shared
value and culture. People development: leadership, team working, skill of thinking
and paradigm (I AM READY)
2) Stage of announce is the middle stage of development (2011-2016)
Start at the mid-phase of stage 1, produce quality products continuously
under frame of 4 mission
3) Stage of expand to sustainability (2015-2020)
Step of development in next 5 years, emphasize on create of excellent
products and accepted by health science in Thailand, international and world class.
4) Stage of maintain the sustainability (2019-2024)
Final five years of development, the faculty creates substitute resource

emphasize on people.



Table 28 Guideline/Step of faculty development

Step Organization System People Administration
Target -Bottom up -High knowledge of -have knowledge about the | -Up to date system
-Fluid structure performance and targets process/target /quality and | -TQM/PMQA
adaptive& flexible financial, quality around satisfaction of customer -Strategic management
-responsive to definded process, customer -develop the knowledge -Good governance
changing customers satisfaction and skill
&environment -highly autonomous units -Create up-to-date system
-Innovative & flexible | networked of working
-design organization, process | -TQM
-less level of process
-empowerment
1.Adjust -Management follow | -Adjust process of working -create administrative -Up to date system

system

4



Table 28 (continue)

Step

Organization

System

People

Administration

organization concept
and policy

-Arrange practical
workshops for people
involved in order to
create knowledge and
understanding about
HPO and the
organization
development direction

-restructure

-Adjust finance system and
budget

-develop flexible process by
information technology
-learning organization
-adjust rule/regulation to

serve working

and payment

-adjust paradigm, culture
and values.

-partners of staff in every
level

-Set teamwork to plan and
self evaluation

-create and develop the

knowledge

-TQM/PMQA -
Strategic management

-Good governance

v1c



Table 28 (continue)

Step Organization System People Administration
2.Announce | -set organization -clarify roles/ responsibilities | -recognize contribution -Up to date system
profile -Define customers & -passionate -TQM/PMQA -
-set the important plan | requirement -human capital Strategic management
integrated to strategic management -Good governance
plan
-defined principle
3.Expand -Setting ambitious -analyse work process Highly efficient

targets and achieving

team

-Prioritize problem&
Opportunities

-Make continuous
improvement

-evaluate results &process

-highly focus on their core

capabilities and adopt
outsourcing strategies to
improve efficiencies in

noncore activities

174



Table 28 (continue)

Step

Organization

System

People

Administration

3.Expand

-shares value
-strategic focus and
alignment (Strategy
and policy
management)
-outcomes oriented/
outcome and value
focused

-active in contributing
to the communities in

which it operates

-Translating strategy into
operational terms/aware of
change in their environments
and able to translate insight
into action

-Business agility

-Clients centered/ marketing
and CRM

-Accountability

-committed to the growth
and development of their
employee

-headed by courageous
leaders -Highly satisfied
employees

-low turnover

-Up to date system
-TQM/PMQA
-Strategic management

-Good governance
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Table 28 (continue)

Step Organization

System

People

Administration

-Open and
collaborative/Partnering
-Organization and process
design

-performance management
-procurement and logistics
-information management
-work simplification
-business process
reengineering

-continuous improvement

LT¢



Table 28 (continue)

Step

Organization

System

People

Administration

4.Maintain

Same as above

Same as above

Same as above

Same as above

Table 29 Phase of study and the component of HPO

8T¢



Step of study Organization System People Administration
1 Blueprint For change : Blueprint For change : Blueprint For change : Strategic
(document structure process/IT, culture management
research) rule/regulation, GG
management. PMQA
1 Restructure Work simplification Capacity building Strategic
(in-depth interview) | Reparadigm Deregulation Teamwork management
Quality management Leadership GG
PMQA
2 opinion of personnel network, alliance and skill of thinking Strategic
(questionnaire) culture and identity partnership leadership and teamwork | management
high level of innovation | stability of system of proud of working and GG
finance owner PMQA

Table 29 (continue)
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Step of study

Organization

System

People

Administration

3
(brainstorming &in-

depth)

Restructure
Adjust rule/regulation
Create culture and

corporate value

shared working and team
working

Integrate working in each
of units

Create standard of
working

Create networks

Create leadership and
Teamwork

Create environment of
team working

Develop thinking

Strategic
management
GG

PMQA

0¢¢
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Organization Structure

The faculty of pharmacy that has property of high performance organization
has structure in figure. This structure embodies Mintzbergs® structure and consists of
1) strategic apex ,is the organization head with the top managers and directors ,in
faculty of pharmacy is dean. 2) The Middle line, comprises all the employees who
delegate the work to the operating core in concordance with the lines drawn by the
strategic apex, in faculty of pharmacy is associate deans or administrative team. 3)
The Operating Core, includes all employees who directly works with producing the
organizations products, in faculty of pharmacy is department and other units that
produce products. 4) The Technostructure, represents the organizations analysts and
specialists who define which techniques and tools should be used by the operating
core or standardization, in faculty of pharmacy is Consultant/Advisor committee and
information technology unit.5)The Support Staff, include several groups of people in
the organization, their primary purpose is to support the rest of the organization by
ensuring them the optimal settings for doing their work, in faculty of pharmacy is
supporting staff who help the operation core. Some work or some task we are
outsourcing corporation to reduce workload of our staff.
Detail of structures shown in table. The final model of faculty of pharmacy

development to high performance organization is shown in figure



Consultant/A
dvisor
committee

Informatio

Strategic Apex

-Dean
. . Su
techno Middle line ort
structu staff

Associate dean

Operating core
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Figure 18 The structure of faculty of pharmacy that has property of high

performance organization.

Table 30 Detail of component, position, person and duty of structure of faculty of

pharmacy.
Component | Position Person Duty
Strategic top managers and -Dean and/or conceive visions,
Apex directors faculty committee | policy and strategic
goals. maximize the
organizations benefit
Middle line | employees who -Associate deans or | manage the unit for

delegate the work to administrative team
the operating core in
concordance with the

lines drawn by the

which he has been

given responsibility




Table 30 (continue)
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Component | Position Person Duty
strategic apex
Techno organizations analysts | Consultant/Advisor | Operating core analysts
structure and specialists who committee and specialists who
define which -Information define which
techniques and tools technology techniques and tools
should be used by the should be used by the
operating core or operating core or
standardization standardization
Support several groups of supporting staff -Support working of
staff people in the who help the )
operating core to go to
organization, their operation core.
target follow the
primary purpose is to
strategy plan
support the rest of the
organization by
ensuring them the
optimal settings for
doing their work
Operating | Employees who department and directly works with
core directly works with other units that main mission

producing the

organizations products,

produce products.

producing the

organizations products
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Component

Position

Person

Duty

in faculty of pharmacy

is

to respond the vision

and mission of faculty.




Figurel9 Overall image of administration of Faculty of pharmacy, Silpakorn University: mission of teaching
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Figure 20 Overall image of administration of Faculty of pharmacy, Silpakorn University: mission of research
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Figure 21 Overall image of administration of Faculty of pharmacy, Silpakorn University: mission of Academic Service

Main mission Strategic Apex | Middle line Techno Structure Operating Core Support Staff
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Figure 22 Overall image of administration of Faculty of pharmacy, Silpakorn University: mission of maintain art and culture

Main mission Strategic Apex | Middle line Techno Structure Operating Core Support Staff
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Figure 23 Overall image of administration of Faculty of pharmacy, Silpakorn University

Main mission Strategic Apex | Middle line Techno Structure Operating Core Support Staff
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HPO

Continuous Outstanding | Sustainability Superiority

Identity

Clear targets
Focus on customets
Quality outcomes
Flexible Structure
Process Management
Teamwork
Learning organization

Maintain Outstanding products, quality outcomes/ social Organization
Client-orient centered/ stakeholders
Maintain the cooperation with alliance and partner System
Quality of personnel /leadership and teamwork. People
Database of faculty development by join network Administration
Expand Center of pass on knowledge to social Organization
Change teaching faculty to research faculty System
Expand the cooperation with alliance and partner
Transfer medicine knowledge ,support the strategy People
Standard and quality performance indicator Administration
System of monitoring and evaluate plan
Announce Center of research and development of drug Organization
Process reengineering System
Performance of competition/ empowerment
Performance agreement/Capability building People
Frame guideline to evaluate results of working
Management cockpit/war room Administration
Adjust Restructure, Shared target/ vision Organization

Leadership ,Teamwork , mission, vision ,targets

Network, /alliance/ partners System
Role/rule/regulation
Reparadigm/create identity, People

Adjust administration system to strategic Management
TOM /PMQA, Good Governance

Administration

Figure 24 Conclusion Model of Faculty Development to High Performance

Organization
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Questionaire for survey of faculty of pharmacy
Silpakorn University members
-English

-Thai



Questionnaire for the research

The model development of faculty of pharmacy to High Performance Organization

This questionnaire is used to collect the data that is a part of the dissertation of Srisombat Nawanopparatsakul,a Ph.D candidate in social and administrative
pharmacy program, Faculty of Pharmacy, Silpakorn University. The purpose of this questionnaire is to determine the attitudes of faculty members toward the directive
and the model development of faculty of pharmacy to High Performance Organization .

Instruction: To assess faculty of pharmacy development model,

1. The questionnaire is divided into 2 parts
Part 1: the model of faculty of pharmacy development to High Performance organization
Part 2: general information

2. Please answer the questionnaire relate to your opinions.Data from this questionnaires will be used only in determining the directive of faculty of pharmacy
development. Please provide information from your opinions. Your data will be kept anonymous and confidential. Your answers is useful in this research
because to set the directive of faculty of pharmacy development. The directive of faculty of pharmacy development is used to adjust and develop the faculty
of pharmacy to High Performance Organization.

3. After completion, please return the questionnaire to the researcher by 26" June 2009 . the data will be further analyzed to complete the study. I greatly

your participation in this study.

4. Please mark \/ or fill in the blank that most accurately applies to your ,the scale of the answer is 10 to 0 (10 mean the highest or 100% and 0 mean the

lowest or 0%) or give your opinions in the blank

Thank you very much n advance for your kind response.

Srisombat Nawanopparatsakul

A doctoral student in the social and administrative pharmacy program, Faculty of pharmacy, Silpakorn University.

6€¢C



Set the definition of variables under the framework of this research
1. identity mean the property that shown yourself that is the definite property of the organization to recognize and outstanding property that difference from
other organization and correlate with concept, policy, determination and vision.
2. HPO is the organization that produce quality outcomes from continuous developed system and modify to produce the outstanding outcome, the important
property are own identity, continuity successful and sustainability, standardization, outstanding outcome and have networks
3. Faculty of pharmacy development to HPO is to develop and have the target are
1)own identity,
2)create excellent standard, excellent network
3)performance to create quality and outstanding outcome that accept in circle of pharmacy in Thailand, national and continuous successfully
4.  Steps in faculty development
Step 1: adjust foundation and readiness that is started by setting identity, reconsider vision and mission
Step 2: announce how faculty manage and benchmark with other faculties and work with network and competition
Step 3: expand to sustainability and
Step 4)maintain the sustainability of organization
5. Public Sector Management Quality Award( PMQA) are (1) Leadership, (2) Strategic Planning,(3) Student and Stakeholder Focus, (4) Information analysis,
(5) Faculty and Staff Focus, (6) Educational and Support Process Management, and (7) Organizational Performance Results.
6. Good Governance : Principle of good governance compose with participation, rule of law, transparency, responsiveness, concensus oriented, equity,
effciency effectiveness, accountability and strategic vision

7.  Faculty means faculty of pharmacy, Silpakorn University

ove



Part 1: the model of faculty of pharmacy development to High Performance organization

Please mark \/ or fill in the blank that most accurately applies to your

Statement

Level of opinion

| 100% Sq% 0% |
10 5 0
10 918 |7 5 0

Section 1 Concepsual framework of organization development

In your opinions, which level of concepsual of organization development in each statement?

1. Level of necessary in develop faculty of pharmacy to HPO

2. The faculty set the targets of the principle of HPO in what level

(1) Has own identity

(2) Make standard and network of excellent working.

(3) The readiness and capability to produce the quality, outstanding and accept in pharmacy
profession products

(4) Continuous success

3. Possibility to develop faculty of pharmacy to HPO in 2

4. Specification of vision of faculty of pharmacy to be HPO
(1)Quality organization emphasize on research go together with transfer knowledge on the basis
of learning organization bring about to develop social and country within 2024

or (2) the organization create wisdom of pharmacy to be leader social in country level

Or (3) Faculty be engrossed in develop:
the quality of graduate that can competition

(3.2) the research leader to find new educational knowledge

Tve



Level of opinion

Statement | 100% 5q% 0% |
10 5 0
10 9 |8 |7 5 0

(3.3)  Reinforce performance of research to be the center of pharmacy research

(3.4)  Develop Thai folk wisdom to be the center of Thai folk wisdom in health science

(3.5)  Develop pharmacy information technology system to be the center of pharmacy
information technology

Or (4) Others

Specification of vision of faculty of pharmacy to be HPO

(1) Promote potential of research to be the center of research in pharmacy
(2)  Develop system of education and teaching/pass on knowledge to be the center of pharmacy education
(3) Develop system of information technology to be the center of information technology in pharmacy

“)

Development folk wisdom in health science to be the center of folk wisdom in health science

&)

Develop administration of government by good governance

Specification of strategy of faculty of pharmacy to HPO

(1) Develop potential and capability of working unit

(2) Increase capability and potential of faculty members to learning organization

(3) Develop system with good management

(4) Create mechanism to share working with people

&)

Develop networks and alliances

(6)

Promote potential of research

474



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

7. Level of necessary to use strategy administration by PMQA

8. Level of necessary to set identity of faculty of pharmacy

9. If set the identity of faculty of pharmacy, Silpakorn university: the level of possibility to set identity

as follow

(1) Outstanding in pharmaceutical technology emphasize on herb

(2) Outstanding in health consumer protection

(3) Outstanding in health information

(4)Other

Section 2 Concept of organization development

1. Which level of principle of potential organization development?

(1

Give precedence to create high level of innovation

@

Emphasize on create culture and organization identity

3

Give precedence to internal personnel opinions

“)

Give precedence to external personnel opinions

&)

Give precedence to knowledge management

(6)

Give precedence to share central resource

(7

Other

eve



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

2. Principle of potential system development

(1

Strategic plan under networks, alliances and partnerships

@

Give precedence to finance stable systems

(3) Have shared working and team working

(4) Develop key performance index in working

(5) Develop process hold to regulation and good governance

(6) Develop system by PMQA 's principles

(7) Develop system by empowerment in working

(8) Other

3. Principle of potential people development

(1)

Give precedence to skill of thinking and capacity of working

@

Emphasize on create leadership and team working

3

Create principal of working in every level to proud of working

“)

Create accepted system of evaluation capacity of staff

&)

Create system of develop outcomes

(6)

Create system of evaluation by key performance index

vve



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

Section 3 Organization development to HPO
Which level of organization development to HPO in each statement as follow?
3.1 Model of faculty development

(1) Central admin system coordinate with internal unit

(2) Shared decision ,administration and policy

(3) Establish target of staff correlate with target of faculty

(4) Flexibility structure, clear targets and adjustable

(5) Emphasize on create correlation with community

Other

3.2 Guideline and step of faculty development
3.2.1 Potential organization development
A. Development capacity of high level of innovation

(1) Adjust organization structure to support the working

(2) Increase capacity to compete in higher education

(3) Set effective system to monitor and evaluate working
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Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

(4) Develop quality/ leadership of academic/ professional

(5) Create transparent of working

(6) Increase effectiveness of working

(7) Create learning organization

(8) Create research organization

(9) Appoint committee responsible in faculty development

(10) Other

B. Emphasize on create culture and identity of faculty

(1)create the cooperation trough communication

(2) Adjust paradigm to understand targets of faculty

(3) Shared to set identity, share-popularity and culture

(4) Produce specific identity products of faculty

(5) Create Thai knowledge

(6) Promote development of performance to compete

(7) Standard and quality of education

(8) Create shared vision, mission and strategy

ave



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

C. Give precedence to opinion of internal and external stakeholders

(1) Create services satisfaction of stakeholders

(2) Target of working emphasize on the opinions of stakeholders

(3) Create system to listen to the opinions of stakeholders

(4) Public hearing on faculty development

(5) Use consensus in faculty development

(6) Emphasize on learner centers

Other

2 Potential system development
A. Strategic planning under network, alliance and partnership

(1) Create cooperation of network/alliance

(2) Create standard of working and quality products

(3) Create to benchmark with other faculty of pharmacy

(4) Manage follow strategic plan , guarantee outcome

(5) Allocate budget follow strategic plan

(6) Create system of monitoring and evaluation

Lve



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 514 0

(7) Continuous development alumni / network, alliance

(8) Increase efficacy of administration :good governance

(9) Increase efficacy of administration :sufficient economy

(10) Increase efficacy of administration

(11) Give precedence to communication in faculty

(12) Create system of report and evaluate outcome

(13) Other

B. Give precedence to stability of system of finance and other systems

(1) Create system of finance accountancy and budget

(2) Create system of information

(3) Create system of quality education guarantee

(4) Specify concrete standard of working

(5) Develop working hold to change management

(6) Specify plan to increase efficacy of working

(7) Appoint development committee hold to PMQA

(8) Other

8v¢



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

C. Shared working and charitable to team working

(1) Specify role duty responsibility related staff

(2) Manage place and environment charitable to working

(3) Management by integrate curriculum and network

(4) Adjust/ decrease process of working

(5) Create coordinate between working units in faculty

(6) Create system to compete with other faculty

(7) Specify mentor system in working

(8) Integrate system of working and people to teamwork

Other

3. Potential people development
A. Develop skill of thinking and capacity of working

(1) Develop skill of thinking and capacity of working

(2) Create attitude of staff in good working

(3) Continuous develop learning of staff

(4) Usage tools and techniques in administration

6v¢



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

(5) Establish center to evaluate results of administration

(6)Other

B. Emphasize on create leadership and teamwork

(1) Develop leadership and effective leaders

(2) Small group activities of quality works

(3) Reinforce skill of administration

(4) Develop skill/public relations/ team working -

(5) Cooperate working under change management

(6) Other

C. Proud of working and sense of owner

(1) Create conscious, shared thinking and responsibility

(2) Understand vision, mission and targets of faculty

(3) Specify standard and culture of working

(4) Shared working to be effective teamwork

(5) Create knowledge, love and harmony in working

0S¢



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 514 0

(6) Arrange system of pay/special reward by outcome

(7) Other

Section 4 Administrative of faculty to HPO

1 Which level of administrative of faculty organization development to HPO in each statement as follow?

2. Which level of administrative faculty hold on regulation of good governance?

(1) Leadership

(2) Strategic planning

(3) Stakeholder

(4) Measure, Analyze and Knowledge management

(5) Human resource

(6) Process management

(7) Result

3. In organization development to HPO, which level of the statement ?
3.1 Organization

(1) Organization structure

(2) Organization: culture

16¢



Statement

Level of opinion

| 100% 5q% 0% |
10 5 0
10 918 |7 5 0

3.2 System

(1)administrative

(2) system of working

3.3 Human

(1) performance

(2) leadership

(3) team working

(4) knowledge / capability of staff
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Section 2 Characteristics of the responder
1. Gender

[] 1. male [] 2. female

3. The highest degree of education
L] 1. bachelor’s degree [12. Master ‘s degree

L] 3. Doctoral degree

4. Position of working

L] 1. Lecturer U 2.Supporting staff
5. Ageof working .......ccccevueenenee. Year ..oocooceeeeneene month
6. Age of executives................ Year ...cccooveeenee. month

L] Dean, Associate president

[ ] Associate Dean, Head of department , assistant dean
U] Faculty secretary

[ |Head of job
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APPENDIX B
RESULT AND STATISTIC PARAMETER FROM QUESIONAIRE OF

FACUTLY OF PHARMACY SILPAKORN MEMBERS



Section 1 Conceptual of organization development

Table 31 Comparative data of all of members, lecturers and staff in conceptual of organization development

All of members Statement lecturers staff

CcVv semea sd mean r CcVv semea sd mean CV semea sd mea

01629 | 0.17 | 137 | 842 | - | Level of necessary in develop faculty of 0.1424 | 0.19 | 123 | 867 0.1869 | 032 | 149 | 7.97
pharmacy to HPO

0.1346 | 015 | 117 | 869 | 1 | Targetof faculty . 0.1036 | 0.17 | 0.93 | 8.93 0.1714 | 029 | 142 | 8.29
- The readiness and capability to produce the
quality, outstanding and accept in pharmacy
profession products

0.1427 | 0.15 | 120 | 843 | 2 | -Has own identity 0.1170 | 0.15 | 1.01 | 8.62 0.1851 | 031 | 1.50 | 8.11

0.1488 | 0.17 | 126 | 849 | 3 | - Continuous success 0.1294 | 0.19 | 1.13 | 871 0.1734 | 030 | 1.41 | 8.14

01565 | 018 | 132 | 842 | 4 |- Make standard and network of excellent 01383 | 021 | 1.19 | 8.61 0.1835 | 032 | 149 | 8.11
working.

0.1779 | 0.17 | 1.23 | 689 | - | Possibility to develop faculty of pharmacy to 0.1587 | 0.19 | 1.10 | 6.95 02132 | 034 | 145 | 679
HPO

0.1154 | 028 | 092 | 797 | 1 | Specification of vision of faculty of pharmacy | o.1228 | 045 | 0.97 | 7.92 0.1176 | 035 | 0.94 | 8.00
the organization create wisdom of pharmacy to
be leader social in country level

0.1420 | 026 | 1.14 | 800 | 2 | - Quality organization emphasize on research go | o.1517 | 045 | 1.22 | 8.07 0.1397 | 031 | 111 | 7.95
together with transfer knowledge on the basis of
learning organization bring about to
develop social and country within 2024

0.1474 | 018 | 110 | 9.00 | 3 | -Faculty be engrossed in develop: N 0.1269 0.1820
- the quality of graduate that can competition

0.1224 0.0963 | 020 | 0.89 | 9.27 0.1648 | 032 | 1.42 | 8.59

01374 | 019 | 114 | 827 | 3 | -Reinforce performance of research to be the 01129 | 021 | 094 | 833 0.1831 | 037 | 150 | 8.19
center of pharmacy research

0.1567 | 021 | 1.26 | 8.03 | 3 | Develop pharmacy information technology 0.1412 | 026 | 1.03 | 7.95 0.1901 | 036 | 155 | 815
system to be the center of pharmacy IT
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Table 31 (continue)

All of members Statement lecturers staff

cv semea sd mean cv semea sd mea CcVv semea sd meE]

0.1719 | 021 | 136 | 7.91 Develop Thai folk wisdom to be the center of | 91733 | 026 | 1.04 | 778 0.1764 | 035 | 143 | 8.12
Thai folk wisdom in health science

0.1486 | 020 | 128 | 8.61 administration of goverment by good 0.1107 | 021 | 1.06 | 8.90 0.1954 | 039 | 1.60 | 8.19
governance
Mission of faculty of pharmacy
-Develop administration of goverment by good

0.1420 | 0.17 | 123 | 8.68 0.1348 | 020 | 124 | 8.74 0.1563 | 029 | 1.34 | 859
governance

0.1486 | 0.18 | 126 | 8.46 - Develop system of education and teachingand | 1077 | 0.17 | 1.11 | 8.95 0.1806 | 033 | 1.39 | 7.69
pass on knowledge to be the center of pharmacy
education

0.1513 | 0.19 | 122 | 8.08 - Promote potential of research to be the center | 91287 | 0.19 | 1.00 | 8.58 0.1920 | 033 | 139 | 7.26
of research in pharmacy

0.1555 | 019 | 1.22 | 7.84 - Develop system of information technology to | o.1202 | 0.19 | 1.09 | 8.15 02157 | 036 | 1.59 | 7.37
be the center of IT in pharmacy

0.1618 | 0.19 | 127 | 7.83 - Development folk wisdom in health science to | 1360 | 020 | 1.17 | 7.95 02081 | 037 | 1.59 | 7.66
be the center of folk wisdom in health science
Strategy of faculty of pharmacy
- Increase capability and potential of faculty

0.1197 | 0.14 | 1.06 | 8.88 ) o 0.0909 | 0.14 | 0.83 | 9.09 01712 | 029 | 1.49 | 8.54
member to learning organization

0.1219 | 0.14 | 1.06 | 8.66 - Develop potential and capability of working 00907 | 0.14 | 0.81 | 8.96 0.1536 | 025 | 126 | 8.18
unit

0.1267 | 0.14 | 1.11 | 8.72 - Develop system with good management 0.1147 | 0.16 | 1.02 | 8.88 0.1462 | 026 | 1.46 | 8.47

0.1439 | 0.16 | 122 | 8.44 - Promote potential of research 0.1002 | 0.16 | 0.89 | 8.83 0.1901 | 030 | 1.46 | 7.86

0.1509 | 0.17 | 121 | 8.01 - Develop networks and alliances 0.1382 | 020 | 1.13 | 8.17 0.1882 | 030 | 135 | 7.76

0.1552 | 0.18 | 124 | 7.97 - Create mechanism to share working with 0.1489 | 024 | 1.19 | 7.98 0.1700 | 028 | 124 | 7.94
people
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Table 31 (continue)

All of members Statement lecturers staff
CV semea sd mean CV semea sd mean CV semea sd mean
0.1464 | 0.17 | 1.15 | 7.83 Strategy administration by Public Sector Management | o 1017 | 0.15 | 0.84 | 8.4 02190 | 034 | 149 | 7.20
Quality Award
0.1330 | 0.16 | 1.09 | 8.17 Level of necessary to set identity or set brandname | 1957 | 0.14 | 0.89 | 8.40 0.1949 | 035 | 1.58 | 7.80
of faculty of pharmacy
Identity of faculty of pharmacy
- Outstanding in pharmaceutical technology
0.1426 | 0.17 | 1.14 | 8.02 criesie e nh 0.1333 | 0.18 | 1.10 | 828 0.1756 | 033 | 1.52 | 7.59
0.1619 | 0.18 | 124 | 7.63 - Outstanding in health consumer protection 0.1353 | 0.17 | 1.03 | 7.62 02104 | 037 | 133 | 7.66
0.1685 | 0.18 | 1.29 | 7.63 - Outstanding in health information 0.1531 | 020 | 1.19 | 7.76 02000 | 035 | 1.61 | 7.43
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Table 32 Comparative data of all of lecturers,administrator lecturers and lecturers in conceptual of organization development

all of lecturers Statement administrator lecturers lecturers

CV semea sd mean r CV semea sd mea r CV semea sd mea

0.1424 | 0.19 | 123 | 867 | - | Level of necessary in develop faculty of 0.1464 | 028 | 124 | 848 |- | 01324 | 026 | 1.18 | 889 | -
pharmacy to HPO
Target of faculty
- The readiness and capability to produce the
quality, outstanding and accept in pharmacy

0.1036 | 0.17 | 093 | 893 | 7 | profession products 0.1067 | 023 | 094 | 848 |, |o0.1012 |024 | 092 |911 |

0.1170 | 0.15 | 1.01 | 862 | 2 | -Has own identity 0.1143 | 022 | 099 | 865 |2 | 01197 | 022 | 1.03 | 859 | 3

0.1294 | 0.19 | 1.13 | 871 | 3 | - Continuous success 0.1312 | 029 | 1.11 | 6.69 | 3 | 0.1209 | 025 | 1.08 | 8.96 | 4

0.1383 | 021 | 1.19 | 861 | ¢4 | - Make standard and network of excellent 0.1467 | 033 | 122 | 833 | 4 | 01183 | 025 | 1.06 | 893 | 2
working.

0.1587 | 0.19 | 1.10 | 695 | - | Level of necessary in develop faculty of 0.1749 | 026 | 117 | 810 | - | 01470 | 027 | 106 | 722 | -
pharmacy to HPO
Specification of vision of faculty of pharmacy

0.1228 | 045 | 097 | 792 | 1 the organization create wisdom of pharmacy to 0.1385 | 0.64 | 1.13 | 9.05 | 2 | 0.1000 | 050 | 0.75 | 7.50 | 1
be leader social in country level

0.1269 2 | -Faculty be engrossed in develop: N 0.1224 0.1299 1
- the quality of graduate that can competition

0.0963 | 020 | 0.89 | 9.27 0.1102 | 038 | 1.00 | 821 |.7 | 0.0787 | 0.19 | 0.74 | 9.45

01129 | 021 | 094 | 833 |.3 | -Reinforce performance of research to be the 0.1194 | 036 | 098 | 877 | .3 | 0.1082 | 024 | 091 | 843 |3
center of pharmacy research

0.1412 | 026 | 1.1 | 795 | .4 | Develop pharmacy information technology 0.1297 | 039 | 1.03 | 795 | .4 | 01517 | 034 | 121 | 795 | 4
system to be the center of pharmacy
information technology

01733 | 026 | 1.35 | 778 | .5 | Develop Thai folk wisdom to be the center of | 1328 | 030 | 1.04 | 7.84 | .5 | 02081 | 043 | 161 | 771 |5
Thai folk wisdom in health science

0.1107 | 021 | 099 | 890 | . | administration of goverment by good 0.1197 | 034 | 1.06 | 884 | .2 | 0.1028 | 025 | 092 | 895 | 2
governance
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Table 32 (continued)

all of lecturers Statement administrator lecturers lecturers
CV seme sd mean CV semea sd mean r CV semea sd mean
0.1517 | 045 | 122 | 8.07 - Quality organization emphasize on research go | g.1630 | 0.58 | 132 | 813 | 3 | 01250 | 071 | 1.00 | 8.00
together with transfer knowledge on the basis of
learning organization bring about to
develop social and country within 2024
Mission of faculty of pharmacy
-Develop system of education and teaching and
pass on knowledge to be the center of pharmacy
0.1077 | 0.17 | 0.96 | 8.95 education 0.1282 | 027 | 1.11 | 867 | 5 | 00849 |0.18 |079 | 927
0.1287 | 0.19 | 1.10 | 858 -Promote potential of research to be the center | 91159 | 027 | 1.00 | 866 | 7 | 0.1403 | 028 | 1.19 | 8.50
of research in pharmacy
0.1292 | 0.19 | 1.05 | 8.15 -Develop system of information technology to be | 1385 | 028 | 109 | 790 | 3 | 0.1180 | 024 | 0.99 | 8.42
the center of IT in pharmacy
0.1348 | 020 | 1.18 | 8.74 -Develop administration of goverment by good | 91458 | 031 | 124 | 854 | 4 | 01175 | 026 | 1.05 | 8.96
governance
0.1369 | 020 | 1.09 | 7.95 -Development folk wisdom in health science to | g.1515 | 031 | 117 | 772 | 5 | 01322 | 025 | 1.08 | 8.19
be the center of folk wisdom in health science
Strategy of faculty of pharmacy
- Increase capability and potential of faculty
0.0907 | 0.14 | 0.81 | 8.96 . . 0.0690 | 0.16 | 0.62 | 9.00 | 7 | 0.1141 | 023 | 1.02 | 8.92
member to learning organization
0.0909 | 0.14 | 0.83 | 9.09 - Develop potential and capability of unit 0.0755 | 0.16 | 068 | 9.07 | 2 | 0.1081 | 023 | 099 | 9.12
0.1002 | 0.16 | 0.89 | 8.83 - Develop system with good management 0.0864 | 020 | 076 | 880 | 3 | 0.1185 | 027 | 1.05 | 8.87
0.1147 | 0.16 | 1.02 | 8.88 - Promote potential of research 0.0984 | 020 | 088 | 897 | 4 | 01333 | 027 | 1.17 | 876
0.1382 0.20 1.13 8.17 - DEV9|0p networks and alliances 0.1239 0.26 1.02 8.28 5 0.1516 0.32 1.22 8.04
0.1489 | 024 | 119 | 7.98 - Create to share working with people 0.1378 | 034 | 1.11 [ 803 |6 | 01636 | 032 | 130 | 7.92
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Table 32 (continued)

all of lecturers Statement administrator lecturers
lecturers
CV semea sd mean r CV semea sd mean r CV semea sd mean

Strategy administration by Public Sector Management
Quality Award
0.1017 | 0.15 | 0.84 | 824 | _ 0.0886 | 0.19 | 073 | 824 | . | 0.1165 | 0.23 | 0.96 | 8.23

0.1057 | 0.14 | 0.89 | 840 | . | Levelofnecessary to setidentity orset brandname | o117 | 921 | 095 | 852 |- | 00916 | 020 | 076 | 827
of faculty of pharmacy

Identity of faculty of pharmacy
- Outstanding in pharmaceutical technology

0.1333 0.18 | 1.10 | 828 | 1 emphasize on herb

0.1139 | 023 | 096 | 839 | 1 | 0.1552 | 0.29 | 1.26 | 8.15

0.1353 | 017 | 1.03 | 7.62 | 2 | - Outstanding in health consumer protection 01293 | 022 | 098 | 755 |2 |01417 | 027 | 1.09 | 7.70

0.1531 | 020 | 1.19 | 7.76 | 3 | - Outstanding in health information 0.1293 | 024 | 098 | 755 |3 | 01759 | 033 | 1.41 | 8.00

LLC



Table 33 Comparative data of all of staff, staff administrator and supporting staff in conceptual of organization development

All of staff Statement staff administrator supporting staff
cv se sd mean r cv se sd mean r Ccv semea sd mea
0.1869 | 032 | 149 | 707 | . | Level of necessary to develop faculty of 02319 | 087 | 1.78 | 767 | - | 0.1824 147 8.08

pharmacy to HPO

Target of faculty
- The readiness and capability to produce the

0.1714 | 029 | 142 | 829 | 1 i ) 01270 | 052 | 114 | 900 | 7 | 01786 | 037 | 1.45 8.11
quality, outstanding products

0.1734 | 030 | 141 | 8.14 | 2 | - Continuous success 0.1270 | 052 | 1.14 [ 9.00 | 2 | 0.1814 | 035 | 1.44 7.93

0.1835 | 032 | 149 | 8.11 | 3 | - Make standard and network of working 0.1905 | 0.63 | 1.63 | 857 | 3 | 01852 | 034 | 1.48 8.00

0.1851 | 031 | 150 | 8.11 | ¢ | -Has own identity 02048 | 072 | 1.76 | 857 |4 | 0.1706 | 0.34 | 1.35 7.93

02132 | 034 | 145 | 679 | . | Possibility to develop faculty to HPO 03889 | 099 | 233 | 600 |- | 01821 | 034 | 126 6.92

0.1176 | 035 | 094 | 800 | 7 | Specification of vision of faculty of pharmacy | gosss | 033 | 050 | 850 | 7 | 01390 | 042 | 1.10 7.93

the organization create wisdom of pharmacy to
be leader social in country level

0.1397 | 031 | 1.1 | 795 | 2 | - Quality organization emphasize on research 00588 | 0.88 | 050 | 850 |7 |0.1389 | 034 | 111 | 800
with transfer knowledge on learning

organization todevelop social and country

within 2024

0.1820 7 | -Faculty be engrossed in develop: 0.1224 3 | 01812
- the quality of graduate that can competition

0.1648 | 032 | 1.42 | 8.59 0.1636 | 0.68 | 1.44 | 880 | .3 | 0.1659 | 0.36 | 1.41 8.48

0.1831 | 037 | 1.50 | 8.19 | .2 | -Reinforce performance of research to be the 0.1333 | 065 | 120 | 9.00 | .7 | 01823 | 042 | 144 7.90
center of pharmacy research

0.1901 | 036 | 1.55 | 8.15 | .4 | Develop pharmacy information technology 01391 | 068 | 128 | 920 | .2 | 01924 | 042 | 152 7.90
system to be the center of pharmacy IT

0.1764 | 0.35 | 143 | 812 | 2 | Develop Thai folk wisdom to be the center of | 91636 | 0.72 | 144 | 880 | .3 [0.1750 | 041 | 140 | 8.00
Thai folk wisdom in health science

01954 | 039 | 1.60 | 8.19 | 5 | Administration by good governance 0.1953 | 075 | 1.68 | 860 |.5 | 01905 | 045 | 1.52 8.00
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Table 33 (continues)

All of staff Statement staff administrator supporting staff
cVv sem | sd me cVv sem | sd me CcVv sem | sd me
ean an ean an ean a
Mission of faculty of pharmacy
-Develop administration of goverment by good
0.1563 | 029 | 134 | 859 0.0879 | 0.46 | 0.82 | 9.29 0.1636 | 035 | 1.38 8.46
governance
0.1806 | 033 | 139 | 7.69 -Develop system of education and teaching and | 90952 | 045 | 0.86 | 9.00 0.1891 | 039 | 1.39 737
pass on knowledge to be the center of pharmacy
education
02157 | 036 | 1.59 | 7.37 -Develop system of information technology to be | 91071 | 0.51 | 0.86 | 8.00 02405 | 044 | 1.74 722
the center of IT in pharmacy
0.1920 | 033 | 139 | 7.26 -Promote potential of research to be the center | 90952 | 048 | 0.78 | 8.14 02057 | 040 | 1.46 7.08
of research in pharmacy
02081 | 037 | 1.59 | 7.66 Development folk wisdom in health science to | o.1259 | 0.49 | 1.06 | 8.43 02358 | 045 | 176 | 748
be the center of folk wisdom in health science
Strategy of faculty of pharmacy
Develop system with good management
0.1462 | 026 | 146 | 8.47 0.0952 | 053 | 0.86 | 9.00 0.1481 | 029 | 1.23 833
0.136 | 025 | 126 | 8.18 - Develop potential and capability of unit 0.1198 | 055 | 1.06 | 8.86 0.1481 | 028 | 1.19 8.00
0.1700 | 028 | 124 | 7.94 - Create to share working with people 0.1786 | 0.46 | 143 | 8.00 0.1673 | 031 | 1.33 7.92
0.1712 | 029 | 149 | 8.54 - Increase capability and potential of faculty 0.1339 | 053 | 122 | 9.14 0.1778 | 033 | 1.48 833
member to learning organization
0.1882 | 030 | 135 | 7.76 Develop networks and alliances 0.1238 | 053 | 1.06 | 857 02033 | 035 | 1.53 7.54
0.1901 | 030 | 146 | 7.86 Promote potential of research 0.0922 | 046 | 0.82 | 8.86 0.1992 | 034 | 1.50 7.52
02190 | 034 | 149 | 7.20 Strategy administration by Public Sector Management | 597 | 076 | 1.67 | 7.29 02105 | 039 | 1.53 7.26
Quality Award
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Table 33 (continues)

All of staff Statement staff administrator supporting staff
cVv sem | sd me cVv sem | sd me cVv sem | sd me
ean an ean an ean an
0.1949 | 035 | 1.58 | 7.80 Level of necessary to set identity or set brand name 0.0952 | 0.40 | 0.86 | 9.00 02148 | 041 | 1.59 7.41
of faculty
Identity of faculty of pharmacy
- Outstanding in pharmaceutical technology
0.1756 | 033 | 1.52 | 7.59 e 0.1351 | 058 | 1.06 | 7.86 01829 | 040 | 1.36 7.42
02000 | 035 | 1.61 | 7.43 - Outstanding in health information 0.0602 | 032 | 049 | 8.14 7.15 043 | 1.62 0.22
72
02104 | 037 | 133 | 7.66 Outstanding in health consumer protection 0.1259 | 046 | 1.06 | 843 02356 | 045 | 1.74 737
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Table 34 Comparative data of all of non-administrator, non-administrator lecturers, and supporting staff in organization development

all of non-administrator Statement non-administrator lecturers supporting staff

CcV semea sd mean CcV sd semea mea CcV sd semea mea

0.1656 | 022 | 141 | 8.49 Level of necessary in develop faculty of 01324 | 1.18 | 026 | 8.89 0.1824 | 147 | 034 | 8.08
pharmacy to HPO

0.1460 | 021 | 1.21 | 826 Target Of_ facu_lty2 0.1197 | 1.03 | 022 | 8.59 0.1706 | 135 | 0.34 | 7.93
-Has own identity

0.1515 | 022 | 130 | 8.61 - The readiness and capability to produce the 0.1012 | 092 | 024 | 9.1 01786 | 145 | 034 | 8.11
quality, outstanding products

0.1580 | 023 | 134 | 846 - Make standard and network of working 0.1183 | 1.06 | 0.25 | 8.93 01852 | 148 | 037 | 8.00

0.1603 | 023 | 1.35 | 8.44 - Continuous success 0.1209 | 1.08 | 0.25 | 8.96 0.1814 | 1.44 | 035 | 7.93

0.1622 | 022 | 115 | 7.08 Possibility to develop faculty of pharmacy to 0.1470 | 1.06 | 027 | 722 01821 | 126 | 034 | 6.92
HPO
Specification of vision of faculty of pharmacy

o300 | 03 0 0 the organization create wisdom of pharmacy to be 01000 | o 0.50 o 0.1390 o | 0w 03

1 37110207, leader social in country level ! 751050173 1 1101042 1 7.

0.1364 | 032 | 1.09 | 8.00 - Quality organization emphasize on research go | g.1250 | 1.00 | 0.71 | 8.00 0.1389 | 111 | 034 | 8.00
together with transfer knowledge on the basis of
learning organization bring about to
develop social and country within 2024

0.1582 | 022 | 115 | 8.98 --Faculty be engrossed in develop: - 0.1299 0.1812
- the quality of graduate that can competition

0.1278 0.0787 | 0.74 | 0.19 | 9.45 0.1659 | 1.41 | 036 | 8.48

01389 | 0.2 | 114 | 817 Reinforce performance of research to be the 01082 | 091 | 024 | 843 01823 | 144 | 042 | 7.90

5 center of pharmacy research

0.1717 027 | 136 7.93 Develop pharmacy information technology 0.1517 121 | 034 | 7.95 0.1924 152 | 042 | 7.90
system to be the center of pharmacy IT

0.1948 030 | 153 7.85 Develop Thai folk wisdom to be the center of 0.2081 161 | 043 | 7.71 0.1750 1.40 | 041 | 8.00
Thai folk wisdom in health science
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Table 34 (continues)

all of non-administrator

Statement

non-administrator lecturers

supporting staff

cVv sem | sd me cVv sem | sd me [r | CV sem | sd mean
ean an ean an ean

0.1576 | 027 | 134 | 848 administration of goverment by good governance | 91028 | 092 | 025 | 895 | .2 | 0.1905 | 1.52 | 0.45 | 8.00
Mission of faculty of pharmacy
-Develop administration of goverment by good

0.1454 | 022 | 127 | 871 0.1175 | 1.05 | 026 | 896 | 2 | 0.1636 | 138 | 0.35 | 8.46
governance

0.1643 | 026 | 136 | 830 --Develop system of education and teaching and 0.0849 | 0.79 | 0.18 [ 927 | 1 | 0.1891 | 139 | 039 | 737
pass on knowledge to be the center of pharmacy
education

0.1738 | 027 | 136 | 7.81 --Develop system of information technology tobe | o.1180 | 099 | 024 | 842 | 3 | 02405 | 1.74 | 044 | 722
the center of IT in pharmacy

0.1738 | 027 | 135 | 7.79 - Promote potential of research to be the center of | 1403 | 1.19 | 028 | 850 | 5 | 02057 | 146 | 0.40 | 7.08
research in pharmacy

0.1772 | 027 | 1.39 | 7.83 - Development folk wisdom in health science to | 01322 | 108 | 025 | 819 |4 | 02358 | 1.76 | 045 | 7.48
be the center of folk wisdom in health science
Strategy of faculty of pharmacy
Develop system with good management

0.1438 | 020 | 123 | 8.54 01333 | 1.17 | 027 | 876 | 4 | 0.1481 | 123 | 029 | 833

0.1439 | 026 | 122 | 845 -- Develop potential and capability of unit 0.1141 | 1.02 | 023 [ 892 |2 | 01481 | 1.19 | 028 | 8.00

0.1467 | 022 | 128 | 871 - Increase capability and potential of faculty 0.1081 | 099 [ 023 | 912 |1 [01778 | 148 | 033 | 833
member to learning organization

0.1655 | 023 | 131 | 7.92 - Create to share working with people 0.1636 | 032 | 130 [ 792 |6 | 01673 | 133 | 031 | 7.92

0.1744 | 024 | 142 | 8.14 - Promote potential of research 0.1185 | 027 | 1.05 | 887 | 3 | 0.1992 | 150 | 034 | 7.52
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Table 34 (continues)

all of non-administrator

Statement

non-administrator lecturers

supporting staff

cVv sem | sd me cVv sem | sd me |[r | CV sem | sd mean
ean an ean an ean

0.1779 024 | 138 7.78 - DEVG'Op networks and alliances 0.1516 032 | 122 | 804 | 5 | 0.2033 153 | 035 | 7.54

0.1681 | 024 | 130 | 7.74 Strategy administration by Public Sector Management | 1165 | 023 | 096 | 823 |- | 02105 | 153 | 039 | 726
Quality Award

0.1468 | 024 | 1.15 | 7.83 Level of necessary to set identity or set brand name of | 09165 | 020 | 076 | 827 |- | 02148 | 1.59 | 041 | 7.41
faculty
Identity of faculty of pharmacy
- Outstanding in pharmaceutical technology emphasize

0.1678 | 025 | 131 | 7.79 01552 | 029 | 126 | 815 |2 | 01829 | 136 | 040 | 7.42
on herb

0.1885 | 027 | 1.42 | 7.54 - Outstanding in health consumer protection 0.1417 | 027 | 1.09 | 770 |1 | 02356 | 1.74 | 045 | 7.37

02064 | 028 | 1.56 | 7.57 Outstanding in health information 01759 | 033 | 141 | 800 |3 [02272 | 162 | 043 | 7.15
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Table 35 Comparative data of all of administrator, administrator lecturers, and administrator staff in organization development

all of administrator Statement administrator lecturers administrator staff
cv se sd mean r cv semea sd mea r Ccv semea sd mea
0.1574 | 028 | 131 | 835 | -| Level of necessary in develop faculty of 0.1464 | 028 | 124 | 848 |- | 02319 | 087 | 1.78 | 7.67

pharmacy to HPO

Target of faculty
- The readiness and capability to produce the

0111 1 021 1 0.98 882 11 quality, outstanding products

0.1067 | 023 | 094 | 848 | 1 | 0.1270 | 0.52 | 1.14 | 9.00

0.1303 | 024 | 1.12 8.63 | 2| - Has own identity 0.1143 | 022 | 099 | 865 | 2 | 02048 | 072 | 1.76 | 8.57
0.1340 | 0.26 | 1.15 g.58 | 3| - Continuous success 01312 [ 029 | 1.11 | 669 |3 | 01270 | 052 | 1.14 | 9.00
01561 | 029 | 131 | 838 | 4| - Make standard and network of working 0.1467 | 033 | 122 | 833 |4 | 01905 | 063 | 163 | 857
02050 | 028 | 135 | 657 |- E(I);"Cs)ibi"ty to develop faculty of pharmacy to 01749 | 026 | 1.17 | 810 |- | 03889 | 099 | 233 | 6.00

Specification of vision of faculty of pharmacy
the organization create wisdom of pharmacy to

0.1220 | 0.51 1 1.00 8201 1| pe leader social in country level

0.1385 0.64 1.13 | 9.05 | 2 0.0588 0.33 0.50 | 8.50

0358 | 033 | 108 | 9.00 | 2| Faculty be engrossed in develop: - 0.1244 | 038 | 1.00 | 821 |7 | 01224 | 068 | 144 | 880
- the quality of graduate that can competition

0.1204 7 0.1102 7 | 01636

0.1343 | 032 | 113 | 838 | 3| Reinforce performance of research to be the 0.1194 | 036 | 098 | 877 |.3 | 01333 | 065 | 120 | 9.00
center of pharmacy research

01472 | 036 | 121 |s21 | 5| Develop pharmacy information technology 0.1297 | 039 | 1.03 | 7.95 | .4 | 01391 | 068 | 128 | 9.20

system to be the center of pharmacy IT

01412 | 029 | 114 | 804 | 4| Develop Thaifolk wisdom to be the center of | 1328 | 030 | 1.04 | 7.84 | .5 | 01636 | 0.72 | 144 | 880
Thai folk wisdom in health science

01359 | 032 | 1.19 | 879 | 3| @administration of goverment by good 0.1197 | 034 | 1.06 | 884 | .3 | 0.1953 | 075 | 1.68 | 8.60
governance

0.1463 049 119 817 | 3| Quality organization emphasize onresearch go | 9.1630 | 058 | 1.32 | 813 |3 | 0.0588 | 0.88 | 0.50 | 8.50
together with transfer knowledge on the basis of

learning organization bring about to
develop social and country within 2024

¥8¢



Table 35 (continues)

all of administrator Statement administrator lecturers administrator
staff
cv se sd mean r cv semea sd mean cv semea sd mean
n
Mission of faculty of pharmacy
- Promote potential of research to be the center
0.1190 | 023 | 1.02 8.56 1 ) 0.1159 | 027 | 1.00 | 8.66 0.0952 | 048 | 0.78 | 8.14
of research in pharmacy
0.1235 | 023 | 1.08 8.73 2| - Develop system of education and teaching and | o.1282 | 027 | 1.11 | 8.67 0.0952 | 0.45 | 0.86 | 9.00
pass on knowledge to be the center of pharmacy
education
01333 | 025 | 106 | 792 | 3| - Develop system of information technology to | 9.1385 | 0.28 | 1.09 | 7.90 0.1071 | 0.51 | 0.86 | 8.00
be the center of IT in pharmacy
0.1376 | 026 | 1.20 8.69 4| -Develop administration of goverment by good | o.1458 | 031 | 1.24 | 8.54 0.0879 | 0.46 | 0.82 | 9.29
governance
01437 | 027 | 113 | 786 | 5| - Development folk wisdom in health scienceto | o.1515 | 031 | 117 | 7.72 0.1259 | 049 | 1.06 | 843
be the center of folk wisdom in health science
Strategy of faculty of pharmacy
- Develop potential and capability of unit
0.0788 | 0.16 | 0.71 8.97 1 0.0690 | 0.16 | 0.62 | 9.00 0.1198 | 055 | 1.06 | 8.86
00875 | 017 | 079 | 908 | 2| - Increase capability and potential of faculty 00755 | 0.16 | 0.68 | 9.07 0.1339 | 053 | 122 | 9.14
member to learning organization
0.0877 | 0.18 | 0.77 8.81 3| - Promote potential of research 0.0864 | 020 | 0.76 | 8.80 00922 | 046 | 0.82 | 8.86
0.0980 | 0.19 | 0.88 8.97 4| Develop system with good management 0.0984 | 020 | 0.88 | 8.97 0.0952 | 053 | 0.86 | 9.00
0.1244 | 023 | 1.04 833 5| Develop networks and alliances 0.1239 | 026 | 1.02 | 828 0.1238 | 053 | 1.06 | 8.57
0.1454 | 031 | 1.17 8.03 ¢| Create to share working with people 0.1378 | 034 | 1.11 | 8.03 0.1786 | 0.72 | 143 | 8.00
0.1057 | 022 | 0.85 8.06 _ | Strategy administration by PMQA 0.0886 | 0.19 | 0.73 | 8.24 02297 | 076 | 1.67 | 7.29
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Table 35 (continues)

all of administrator Statement administrator lecturers administrator staff
cVv se sd me CcVv sem | sd me Ccv sem | sd mean
me an ean an ean
an
0.1119 | 0.19 | 0.96 8.61 Level of necessary to set identity or set brandname | 1117 | 921 | 095 | 8.52 00952 | 0.40 | 086 | 9.00
of faculty
0.1183 | 021 | 091 | 7.66 Identity of faculty of pharmacy 0.1293 | 024 | 098 | 755 00602 | 032 | 049 | 8.14
- Outstanding in health information
0.1193 | 022 | 0.99 8.29 - Outstanding in pharmaceutical technology 0.1139 | 023 | 096 | 8.39 0.1351 | 058 | 1.06 | 7.86
emphasize on herb
0.1274 | 021 | 0.98 771 -Outstanding in health consumer protection 01293 | 022 | 098 | 7.55 01259 | 0.46 | 1.06 | 843
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Table 36 Conclusion of conceptual in faculty of pharmacy development to HPO

Measure parameter: rank

Statement All of lecturers staff
memb | All | admin | nonadmi | All admin | Suppo
ers n rting
Level of necessary in develop faculty of pharmacy to HPO * - - - - - - -
Target of faculty
- The readiness and capability to produce the quality, outstanding
products 1 1 1 1 1 1 2
- Has own identity 2 2 2 3 4 4 1
- Continuous success 3 3 3 4 2 1 3
- Make standard and network of working 4 4 4 2 3 3 4
Possibility to develop faculty of pharmacy to HPO * - - - - - -
Specification of vision of faculty of pharmacy
the organization create wisdom of pharmacy to be leader social in country | 1 1 2 1 1 1 2
level
Quality organization emphasize on research go together with transfer
knowledge on the basis of learning organization bring about to 2 3 3 2 2 1 1
develop social and country within 2024
Faculty be engrossed in develop: 3 2 1 3 3 3 3
- the quality of graduate that can competition
1Ty 79 : M (@[ (| (W (B |[
Reinforce performance of research to be the center of pharmacy research
Develop pharmacy information technology system to be the center of [2] [2] | [3] [3] [3] [1] [3]
pharmacy IT [ (@@ (@ [E @& |6
Develop Thai folk wisdom to be the center of Thai folk wisdom in health
scionce " 51 [[2 [[51 [151  [[2 |31 [[2]
81 |61 |2 |[2] (61 (6] | [4]

administration of goverment by good governance
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Table 36 (continues)

Measure parameter: rank

Statement All of | lecturers staff
memb | All | admin | nonadmi | All admin | Suppo
ers n rting
Mission of faculty of pharmacy 1 4 4 2 1 1 1
-Develop administration of goverment by good governance
- Develop system of education and teaching and pass on knowledge to be | 2 1 2 1 2 2 2
the center of pharmacy education
- Promote potential of research to be the center of research in pharmacy 3 2 1 5 3 2 3
- Develop system of information technology to be the center of IT in 4 3 3 3 5 4 5
pharmacy
- Development folk wisdom in health science to be the center of folk 5 5 5 4 4 5 4
wisdom in health science
Strategy of faculty of pharmacy 1 2 2 1 4 5 4
- Increase capability and potential of faculty member to learning
organization
- Develop potential and capability of unit 2 1 1 2 2 3 1
-Develop system with good management 3 4 4 4 1 2 1
-- Promote potential of research 4 3 3 3 6 1 5
- Develop networks and alliances 5 5 5 5 5 4 6
Create to share working with people 6 6 6 6 3 6 3
Strategy administration by Public Sector Management Quality Award - - - - - - -
Level of necessary to set identity or set brand name of faculty * - -
Identity of faculty of pharmacy 1 1 1 2 1 3 1
- Outstanding in pharmaceutical technology emphasize on herb
- Outstanding in health consumer protection 2 2 2 1 3 2 3
- Qutstanding in health information 3 3 2 3 2 1 2
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Table 37 Comparative data all of lectures and all of staff in concept of organization development

All of members Statements All of lecturers All of staff
CcVv Se sd m r cv Se sd m cv Se sd me
Principle of potential organization development
0.1363 017 | 110 | s03 | ;| - create high level of innovation 0.1258 017 | 1.05 | 835 0.1877 033 | 141 | 7.51
01412 | o018 | 121 | 856 | 2| - Give precedence to internal personnel opinions | o.it6s | 015 | 102 | 874 01910 | 037 | 158 | 8.26
01497 | 018 | 122 | 815 | 3| - create culture and organization identity 01282 | 017 | 107 | 834 02034 | 037 | 159 | 7.82
01s63 | 019 | 131 | 841 | 4| - Give precedence to share central resource 01246 | 017 | 107 | 8.60 02146 | 040 | 174 | 8.09
01612 | o019 | 123 | 761 | 5| - Give precedence to external personnel opinions | o.1094 | 015 | 087 | 7.91 02547 | 042 | 181 | 7.11
01684 | 019 | 139 | 826 | ¢| - Give precedence to knowledge management 01403 | 019 | 120 | 855 02242 | 040 | 174 | 7.77
Principle of potential system development
0.1354 017 | 114 | s40 | ;| - Develop system by empowerment in working 0.1061 091 | 0.14 | 857 0.1939 037 | 157 | 812
01455 | 017 | 116 | 798 | 2| - Develop system by PMQA 's principles 0.1044 | 085 | 015 | 813 0233 | 038 | 181 | 7.74
01499 | 020 | 132 | 883 | 3| - Have shared working and team working 00928 | 014 | 086 | 9.22 02488 | 044 | 203 | 817
01s2s | 017 | 125 | 820 | 4| - Give precedence to finance stable systems 01302 | 018 | 110 | 848 01973 | 033 | 152 | 7.70
01534 | o019 | 120 | 781 | 5| - Networks/alliances/partnerships 01223 | 018 | 101 | 825 02033 | 035 | 144 | 7.09
01603 | 019 | 132 | 825 | 6| - Develop key performance index in working 01277 | 017 | 107 | 840 02279 | 040 | 182 | 8.00
01689 | 020 | 142 | 841 | 7| - Process with regulation and good governance 01511 | 023 | 128 | 847 02042 | 035 | 170 | 831
Principle of potential people development
0.1311 019 | 116 | sss | ;| - Create principal of working and prouding 0.0837 078 | 013 | 926 02238 041 | 185 | 826
01334 | o019 | 116 | 872 | 2| - Create leadership and team working 00774 | 071 | 013 | 9.16 02143 | 041 | 171 | 8.00
013490 | 017 | 116 | 860 | 3| - Skill of thinking and capacity of working 00819 | 074 | 013 | 9.00 01969 | 035 | 156 | 7.94
01364 | o018 | 120 | 876 | 4| - Create system of develop outcomes 00883 | 081 | 0.4 | 918 02082 | 039 | 168 | 8.09
01543 | o019 | 131 | 8s0 | 5| - Evaluation capacity of staff 01133 | 099 | 016 | 874 02241 040 | 182 | 811
01s76 | 019 | 128 | 816 | 6| - Evaluation by key performance index 0.1365 114 | 019 | 835 02016 158 | 038 | 7.86
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Table 38 Comparative data all of lectures, administrative lecturers and nonadministrative lectures in concept of organization

development
all of lectures Statements administrative lecturers nonadmin lectures
cv Seman | sd mea | r cv Seme | sd mean cv Seme | sd mean | r
Principle of potential organization development
0109 | 015 |os7 | 791 | 1| - Give precedence to external personnel opinions | o048 | 020 | 083 | 7.90 01146 | 023 | 091 | 793 |3
oates | o1s | 102 | 874 | 2| - Give precedence to internal personnel opinions | o.10s1 020 | 093 | 887 01268 | 024 | 109 | 859 |5
01246 | 017 | 107 | 860 | 3| - Give precedence to share central resource 01414 | 026 | 119 | 842 01074 | 021 | 095 | 881 |1
01258 | 017 | 105 | 835 | 4| -create high level of innovation 01307 | 026 | 1.09 | 833 01200 | 023 | 101 | 837 |4
01282 | 017 | 107 | 834 | 5| -create culture and organization identity 01244 | 025 | 107 | 8.58 01138 [ 022 | 092 |s807 |2
01403 | 019 | 120 | 855 | 6| - Give precedence to knowledge management 01478 | 028 | 126 | 8.55 01318 [ 026 | 113 |85 |6
Principle of potential system development
00928 | 014 |o0ss | 922 | 1| -Have shared working and team working 00838 | 017 | 078 | 929 01035 | 023 [ 095 |95 |2
01044 [ o015 | oss | 813 | 2| -Develop system by PMQA 's principles 01107 | 093 | 020 | 838 01020 | 021 | 080 | 785 |1
0.1061 014 | 091 | 857 | 3| - Develop system by empowerment in working 00980 | 085 | 018 | 871 01119 [ 022 | 094 | 841 |4
01223 | o018 | o1 | 825 | 4| -Networks/alliances/partnerships 01268 | 024 | 108 | 852 01063 | 025 | 084 | 792 |3
01277 | 017 | 107 | 840 | 5| - Develop key performance index in working 01268 | 023 | 107 | 842 01288 | 026 | 108 | 837 |6
01302 | o018 | 110 | s4s | 6| Give precedence to finance stable systems 01117 | 025 | 098 | 877 01165 | 025 | 095 | 815 |5
0.1511 023 | 128 | 847 | 7| - Process with regulation and good governance 01130 | 023 | 101 | 897 01628 | 040 | 128 | 789 |7
Principle of potential people development
00774 | 013 | o7 | 916 | 1| - Create leadership and team working 00703 | 065 | 0.14 | 930 00854 | 022 | 074 | 900 |2
00819 | o013 | o074 | 900 | 2| -Skill of thinking and capacity of working 00676 | 063 | 013 | 937 00823 | 022 | 090 |85 |1
00837 | o013 | 078 | 926 | 3| -Create principal of working and prouding 00810 | 076 | 016 | 9.33 01044 [ 021 | 078 | 919 |3
00883 | 014 | 081 | 918 | 4| - Create system of develop outcomes 00676 | 0.64 | 013 | 9.47 01048 | 023 | 093 | 885 |4
01133 | o016 | 099 | 874 | 5| -Evaluation capacity of staff 00856 | 077 | 018 | 9.03 01295 | 025 | 109 | 841 |6
01365 | 019 | 114 | 835 | ¢| - Evaluation by key performance index 0.1321 113 | 026 | 859 01260 | 026 | 102 | 808 |5
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Table 39 Comparative data all of staff, administrative staff and nonadministrative staff in concept of development

all of lectures Statements administrative lecturers | nonadmin lectures
cv Seme | sd mea | r cv Seme | sd mean cv Seme | sd mean
0.1877 0.33 1.41 751 | 1| Principle of potential organization development 0.1303 057 1.06 8.14 0.2017 0.39 1.49 737
- create high level of innovation
0.1910 0.37 158 826 | 2| - Give precedence to internal personnel opinions 0.0879 032 0.82 9.29 0.2195 0.46 174 7.93
0.2034 0.37 1.59 782 | 3| - create culture and organization identity 0.0804 034 0.73 9.14 0.2307 0.44 1.73 7.48
0.2146 0.40 174 809 | 4| - Give precedence to share central resource 0.0829 033 0.73 8.86 0.2591 050 | 2.02 7.81
0.2242 0.40 174 777 | 5| - Give precedence to knowledge management 0.0804 031 0.73 9.14 0.2593 048 1.90 7.33
0.2547 042 181 711 | ¢| - Give precedence to external personnel opinions 0.0837 032 0.69 8.29 03012 0.52 2.03 6.74
Principle of potential system development
0.1939 037 1.57 s12 | ;| Develop system by empowerment in working 0.1381 0.59 1.18 8.57 0.2076 045 1.64 7.92
0.1973 0.33 152 770 | 2| - Give precedence to finance stable systems 0.1452 0.68 127 8.71 0.1977 0.36 147 7.42
0.2033 0.3s 144 709 | 3| - Networks/alliances/partnerships 0.1071 0.58 0.86 8.00 0.2142 0.41 147 6.85
0.2042 0.3s 1.70 831 | 4| - Process with regulation and good governance 0.1339 0.62 122 9.14 0.2075 0.41 167 8.04
0.2279 0.40 182 | 800 | 5| - Develop key performance index in working 0.1384 0.58 122 | 883 0.2527 0.47 196 | 7.74
0.2336 0.38 181 774 | 6| - Develop system by PMQA ‘s principles 02256 0.78 1.84 8.14 0.2364 043 1.79 7.56
0.2488 044 | 2.03 817 | 7| - Have shared working and team working 0.1339 0.62 122 9.14 0.2690 0.53 211 7.85
Principle of potential people development
0.1969 035 1.56 704 | ;| - Skill of thinking and capacity of working 0.0952 0.40 0.86 9.00 0.2287 0.43 1.75 7.67
0.2016 0.38 158 786 | 2| - Evaluation by key performance index 0.1598 0.60 1.35 8.43 0.2254 045 1.73 7.67
0.2082 0.39 1.68 809 | 3| - Create system of develop outcomes 0.1358 0.49 118 8.71 0.2358 0.48 1.86 7.89
02143 0.41 171 s00 | 4| Create leadership and team working 0.1071 0.41 0.98 9.14 0.2528 0.49 1.93 7.63
0.2238 041 1.85 826 | 5| - Create principal of working and prouding 0.1270 0.52 L4 | 9.00 0.2500 0.51 2.00 8.00
0.2241 040 | 182 | 811 | ¢| -Evaluation capacity of staff 01358 | 049 | 118 | 871 0.2561 050 | 203 | 7.93
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Table 40 Comparative data all of nonadministrative, nonadministrative lecturers and nonadministrative staff in concept of
Organization development

all of nonadministrative Statements nonadministrative lecturers | nonadministrative staff
cv Semen | sd mea | r cv Seman | sd mean | r | CV Seman | sd mean
Principle of potential organization development
01490 | 024 | 117 | 787 | 1| - create high level of innovation 01200 | 023 | 101 | 837 |4 |o02007 |03 | 149 | 737
01672 | 025 | 130 | 778 | 2| - create culture and organization identity 01138 [ 022 |09 |807 |2 |02307 |o044 | 173 | 748
0.1681 026 | 139 | 826 | 3| - Give precedence to internal personnel opinions | 01268 | 024 | 109 | 859 |5 | 02195 | 046 | 174 | 7.93
01776 | 028 | 148 | 831 | 4| - Give precedence to share central resource 01074 | 021 | 095 | 881 |1 | 02591 050 | 202 | 781
01867 | 029 | 148 | 794 | 5| - Give precedence to knowledge management 01318 | 026 | 113 |85 |6 | 02593 | 048 | 190 | 733

02071 03 | 152 | 733 | 6| - Give precedence to external personnel opinions | o1146 | 023 | 091 | 793 |3 | o302 | o052 |203 |674

Principle of potential system development

oasst | 025 | 127 | 817 | 1| Develop system by empowerment in working 01119 | 022 | 094 | 841 |4 [02076 |045 | 164 | 792
o1se2 | 023 | 122 | 779 | 2| - Give precedence to finance stable systems 01165 | 025 | 095 | 815 |5 | 01977 | 036 | 147 | 742
01700 | 024 | 131 | 770 | 3| - Develop system by PMQA 's principles 01020 | 021 | 080 | 785 |1 | 02364 |043 | 179 | 756
01777 | 026 | 131 | 737 | 4| - Networks/alliances/partnerships 01063 | 025 | 084 | 792 |3 |o02142 | 041 | 147 | 685
01824 | 028 | 147 | 806 | 5| - Develop key performance index in working 01288 | 026 | 108 | 837 |6 | 0227 |047 | 196 | 7.74
0183% [ 029 | 146 | 796 | 6| - Process with regulation and good governance 01628 | 040 | 128 | 789 |7 | 02075 | 041 | 1.67 | 8.04
01939 [ 031 | 165 | 850 | 7| -Have shared working and team working 01035 | 023 | 095 | 915 |2 | 02690 | 053 | 211 | 785
Principle of potential people development

01623 | 025 | 132 |si3 | 1| -Skillof thinking and capacity of working 00823 | 022 |09 |85 |1 |0287 |043 | 175 | 767
01702 | 029 | 146 | 850 | 2| - Create principal of working and prouding 01044 | 021 | 078 | 919 |3 | 0250 | 051 | 200 | 800
01721 | 028 | 144 | 837 | 3| - Create system of develop outcomes 01048 | 023 | 093 |88 |4 |o02358 | o048 | 186 | 7.8
01728 | 027 | 136 | 767 | 4| - Evaluation by key performance index 01260 | 026 | 102 | 808 |5 | 022554 |o041 | 735

01764 | 029 | 147 | 831 | 5| - Create leadership and team working 00854 | 022 | 074 | 900 |2 | 02528 |049 | 193 | 7.63
0182 | 028 | 154 | 817 | 6| - Evaluation capacity of staff 012905 | 025 | 1.09 | 841 |6 | 02561 050 | 203 | 7.93
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Table 41 Comparative data all of administrative, administrative lecturers and administrative staff in concept of development

all of administrative Statements administrative lecturers administrative staff |
(6% Semean sd mea r Ccv Semean sd mean T (6% Semean sd mean r
0.1319 0.24 1.09 830 | s| Principle of potential organization development 0.1307 026 1.09 8.33 3| 01303 0.57 1.06 8.14 6

- create high level of innovation

0.1167 0.22 101 868 | 3| -create culture and organization identity 0.1244 025 1.07 858 | 4 | 00804 034 | 073 9.14 1
0.1015 0.18 091 895 | 2| - Give precedence to internal personnel opinions 0.1051 0.20 0.93 8.87 2 | 00879 0.32 0.82 9.29 5
0.0968 0.17 0.77 797 | 1| - Give precedence to external personnel opinions 0.1048 020 0.83 7.90 1| 00837 0.32 0.69 8.29 4
0.1350 0.24 117 866 | 6| - Give precedence to knowledge management 0.1478 028 1.26 8.55 6 | 0.0804 0.31 0.73 9.14 1
0.1300 0.22 L1 850 | 4| - Give precedence to share central resource 0.1414 026 119 8.42 5 | 00829 033 0.73 8.86 3
0.1276 0.22 1.07 s42 | s | Principle of potential system development 0.1268 024 1.08 8.52 5 | o071 0.58 0.86 8.00 1
- Networks/alliances/partnerships
0.1179 0.22 1.03 876 | 4| - Give precedence to finance stable systems 0.1117 025 0.98 877 | 4 | 01452 0.68 127 8.71 6
0.0921 0.23 0.85 926 | 1| - Have shared working and team working 0.0838 0.17 0.78 9.29 1| 01339 0.62 122 914 | 2
0.1320 0.18 112 | 849 | 7| - Develop key performance index in working 0.1268 0.23 107 | 842 |5 | 01384 0.58 122 | 883 5
0.1170 0.23 1.05 9.00 | 3| - Process with regulation and good governance 0.1130 023 1.01 8.97 7 | 01339 0.62 122 914 | 2
0.1311 0.22 1.09 833 | 6| - Develop system by PMQA 's principles 0.1107 0.20 0.93 8.38 3| 02256 0.78 1.84 8.14 7
0.1046 0.18 0.91 868 | 2| - Develop system by empowerment in working 0.0980 0.18 0.85 8.71 2 | 01381 0.59 118 8.57 4
0.0735 0.13 0.68 930 | 1| Principle of potential people development 0.0676 0.13 0.63 937 1 0.0952 0.40 0.86 9.00 1

- Skill of thinking and capacity of working 1%

0.0766 014 | o071 927 | 2| 1+ Create leadership and team working 0.0703 0.14 0.65 9.30 3| 01071 041 0.98 914 | 2
0.0894 0.17 0.83 927 | 4| - Create principal of working and prouding 0.0810 0.16 0.76 9.33 4 | 01270 0.52 114 9.00 3
0.0946 0.18 0.85 897 | 5| - Evaluation capacity of staff 0.0856 0.18 0.77 9.03 5| 01358 0.49 L18 8.71 4
0.0823 016 | 077 | 932 | 3| - Create system of develop outcomes 0.0676 013 | 064 | 947 1| 0a3ss 0.49 118 | 871 4
0.1385 024 1.19 856 | 6| - Evaluation by key performance index 0.1321 026 L13 8.59 6 | 01598 0.60 135 8.43 6
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Table 42 Conclusion of concept of organization development to HPO measure parameter: rank

Statements All lecturers Supportive staff

of

mem | All | admi | nona | All admi | nonad

bers n dmin n min
Principle of potential organization development 1 4 3 4 1 6 1
- create high level of innovation
-Give precedence to internal personnel opinions 2 2 2 5 2 5 2
- create culture and organization identity 3 5 4 2 3 1 3
- Give precedence to share central resource 4 3 5 1 4 3 4
- Give precedence to external personnel opinions 5 1 1 3 6 4 6
- Give precedence to knowledge management 6 6 6 6 5 1 5
Principle of potential system development 1 3 2 4 1 4 3
- Develop system by empowerment in working
- Develop system by PMQA 's principles 2 2 3 1 6 7 5
- Have shared working and team working 3 1 1 2 7 2 7
- Give precedence to finance stable systems 4 6 4 5 2 6 1
- Networks/alliances/partnerships 5 4 5 3 3 1 4
- Develop key performance index in working 6 5 5 6 5 5 6
- Process with regulation and good governance 7 7 7 7 4 2 2
Principle of potential people development 1 3 4 3 5 3 4
- Create principal of working and prouding
- Create leadership and team working 2 1 3 2 4 2 5
- Skill of thinking and capacity of working 3 2 1 1 1 1 2
- Create system of develop outcomes 4 4 1 4 3 4 3
- Evaluation capacity of staff 5 5 5 6 6 4 6
- Evaluation by key performance index 6 6 6 5 2 6 1
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Table 43 Comparative data of all of lecturers and all of staff in organization development to HPO

all of lectures Statements all of lecturers all of staff
CVv Se |sd | me CVv Se |sd | me CV Se |[sd | me
Model of faculty development
01186 | 017 | 1.04 | 8.80 - Flexibility structure, clear targets 00936 | 013 | 085 | 9.09 01615 | 029 | 134 | 832
01272 | 015 | 1.08 | 847 - Shared decision ,administration and policy | 00990 | 013 | 085 | 862 01813 | 034 | 149 | 821
01366 | 016 | 116 | 847 - Establish target correlate with faculty 00953 | 013 | 083 | 8.76 02071 | 037 | 166 | 8.00
01408 | 017 | 113 | 805 - Create correlation with community 01162 | 015 | 095 | 819 02027 | 036 | 159 | 7.83
01628 | 018 | 130 | 7.97 - Central admin system with internal unit 01570 | 022 | 125 | 7.97 01770 | 032 | 141 | 7.97
Guideline and step of faculty development
01121 | 015 | 1.00 | 891 Z?ggt/l::oc:)r%aezltzﬁglgjohnI(ej\i\éflc;pir:r?(r)]\t/ation 00842 | 012 | 078 | 921 01617 | 031 | 136 | 843
-Increase effectiveness of working
01278 | 015 | 112 | 875 - Create transparent of working 01061 | 015 | 094 | 889 01626 | 030 | 138 | 851
01293 | 016 | 111 | 857 - Develop quality/ leadership of academic 0.0851 013 | 076 | 893 02066 | 032 | 147 | 7.97
01304 | 017 | 113 | 8.66 Create learning organization 01059 | 0.16 | 095 | 895 01575 | 031 | 129 | 820
0.1341 016 | 115 | 854 Set system to monitor and evaluate working | 00795 | 012 | 071 | 898 0.1841 033 | 161 | 7.80
01366 | 015 | 112 | 822 - Adjust organization structure 01233 | 017 | 1.04 | 841 01609 | 027 | 128 | 7.94
01378 | 017 | 118 | 856 - Increase capacity to compete 0.0938 | 0.14 | 084 | 897 02066 | 033 | 1.63 | 7.89
01422 | 017 | 117 | 821 - Set development committee 0.1271 019 | 1.05 | 827 01702 | 032 | 138 | 811
01457 | 017 | 123 | 843 - Create research organization 01253 | 017 | 108 | 8.65 01805 | 034 | 146 | 8.09
Create culture and identity of faculty
01244 | 015 | 103 | 829 - Development of performance to compete 01119 | 014 | 093 | 844 01499 [ 031 | 121 | 8.06
01250 | 017 | 107 | 8.56 - create the cooperation passcommunication | o014 | 014 | 083 | .84 01689 | 035 | 137 | 8.09
01259 [ 015 | 101 | 804 - Create Thai knowledge 01106 [ 015 | 089 | 814 01703 [ 033 | 134 | 7.88
0.1301 017 | 112 | 858 - Adjust paradigm to understand targets 01126 | 015 | 090 | 8.88 01599 [ 033 | 129 | 8.09
01319 | 018 | 1.15 | 8.70 - Standard and quality of education 0.1243 021 [ 100 | 891 0.156¢4 | 031 | 130 | 834
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Table 43 (continue)

all of lectures Statements all of lecturers all of staff

cv Semea | sd mean | r cv Semea | sd mean | r | CV Semea | sd mean | r
01346 | o016 | 112 | 828 |6 | -Produce specific identity products 01092 | 015 | 094 | 849 |3 |o01762 | 035 | 140 | 794 |7
01374 | o017 | 117 | 848 |7 | -Shared to set identity/ popularity /culture 01106 [ 017 | 099 | 875 |4 | 01674 | 034 | 134 | 803 |4
01404 [ o017 | 119 | 848 |8 | -Createshared vision, mission and strategy | 0093s | 018 | 107 | 864 |1 |[o01675 | o031 | 138 | 823 |5

C. Give precedence to stakeholders opinion
1338 017 | 111 |82 |1 |- Targeton the opinions of stakeholders 01085 | 015 | 092 | 847 |3 |ous23 |o035 | 145 | 797 |3
01340 | o016 | 113 | 843 |2 | - Emphasize on learner centers 01190 | 006 | 102 | 860 |4 |o01s74 | o032 |128 |15 |1
0.1364 017 | 114 | 839 |3 | -Services satisfaction of stakeholders 0.1022 014 | 087 |85 |1 | 0195 037 | 160 | 812 |5
01364 | o017 | 116 | 853 |3 | -Listen to the opinions of stakeholders 01033 | 014 | 091 | 878 |2 | 01907 |037 | 154 | 809 |4
01500 | o018 | 124 | 820 |5 | -Useconsensus in faculty development 01385 [ 020 | 115 | 831 |6 | 01742 | 036 | 139 | 800 |2
01557 | o018 | 125 | 804 |6 | Public hearing on faculty development - 01345 [ 018 | 111 | 828 |5 | 02009 |03 | 161 |[765 |5

Potential system development

A. Strategic planning :network/alliance
onse | ois | 1o | seo |1 | Allocate budget follow strategic plan 00815 | 012 |09 |89 |1 | 01709 |333 [138 |809 |5
01233 |o16 | 100 |ss2 |2 | Give precedence to communication 00930 | 013 | 085 | 909 |2 | 01779 | 035 | 149 | 838 |7
01255 |o16 | 108 |86 |3 | Create standard of working and products - 0.0951 014 | 085 [893 |3 [01703 |03 [ 138 |800 |4
01283 |o1s | 103 |so2 |4 | Increase efficacy of administration 01242 [ 022 | 099 | 798 | 12| 01410 |020 | 114 | 809 |1
01298 | o016 | 104 | sos4 |s | Continuous development alumni/alliance | o107 | 014 | 101 | 838 |8 |01936 | 033 | 145 | 747 |.
01323 [o16 | 111 | s41 |6 | Manage follow strategic plan 01003 | 014 | 073 | 872 |4 | 01844 | 035 | 145 | 788 |8
01338 | o016 | 113 | 847 |7 | System of report and evaluate outcome 01104 | 015 | 093 | 872 |6 | 01651 |032 | 133 |80z |2
01354 | o016 | 114 | 839 |8 Benchmark with other faculty of pharmacy | o102s | 014 | oss | 871 |5 [ o191 | o034 | 149 |78 |9
01369 |o017 | 119 | s71 | o | Efficacy of administration:good governance | 01133 | 016 | 105 | 891 | 10 [ 01736 | 035 | 145 | 835 |6
01377 | o016 | 116 | s42 | 10 | Efficacy of administration: economy 01236 | 016 | 090 | 852 |1 | 01673 | 033 | 138 | 826 |3
01399 | o018 | 115 | s22 | 11 | Cooperation of network/alliance 00104 | 015 | 094 | 851 |6 |02201 [o0d0 |17 |772 |
01407 | 017 | 117 | 831 | 12 | System of monitoring and evaluation 01114 [ 015 | 095 | 857 |9 | 01964 |038 | 155 |78 |-
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Table 43 (continue)

all of lectures Statements all of lecturers all of staff
cv Semea | sd mean cv Semea | sd mean cv Semea | sd mean
B. Give precedence to stability of system
01240 | 016 | 1.07 | 8.65 Create system of information 0.0948 | 013 | 084 | 891 0.1784 | 035 | 146 | 821
01263 | 016 | 112 | 8.87 Create system of finance accountancy 00943 | 013 | 087 | 9.19 01827 | 034 | 152 | 832
01328 | 016 | 113 | 848 Specify concrete standard of working 00966 | 0.14 | 085 | 8.83 01676 | 033 | 132 | 7.88
0.1341 016 | 1.13 | 840 Create system of quality education 01148 | 016 | 1.00 | 8.68 01570 | 030 | 124 | 791
01399 | 017 | 118 | 842 Increase efficacy of working 00998 | 0.14 | 088 | 8.83 0.1888 | 034 | 146 | 7.74
01474 | 018 | 118 | 7.98 Development committee hold to PMQA 01326 | 020 | 1.07 | 8.00 01820 | 032 | 142 | 7.79
01477 | 017 | 123 | 830 Develop working :change management 01228 | 017 | 106 | 865 01769 | 030 | 136 | 7.71
C. Shared working and team working
01169 | 015 | 1.03 | 885 - Create coordinate between working units | 00781 | 033 | 0711 | o.14 01839 | 033 | 154 | 837
01252 | 017 | 110 | 8.78 - Adjust/ decrease process of working 00883 | 033 | 080 | 9.10 01825 | 033 | 151 | 826
01325 | 016 | 116 | 873 - Specify role/duty responsibility 01016 | 015 | 091 | 891 01872 | 034 | 157 | 841
01353 | 016 | 114 | 846 - Management by integrate curriculum 01093 | 031 | 095 | 8.67 01773 | 031 | 144 | 811
0.1393 0.16 | 120 | 8.60 - Integrate system of teamwork 0.1004 015 | 092 | 888 0.1882 032 | 154 | 817
0.1396 0.16 | 1.18 | 848 - Create system to compete 0.1112 0.15 | 097 | 874 0.1783 034 | 144 | 806
01464 | 018 | 127 | 870 - Manage place and environment charitable | o.1101 035 | 099 | 898 01952 | 035 | 161 | 823
0.1501 016 | 125 | 831 - Specify mentor system in working 0.0821 016 | 1.03 | 848 02029 | 034 | 163 | 8.03
3. Potential people development
A. Develop skill of thinking and capacity
01128 | 014 | 1.00 | 8.90 - Continuous develop learning of staff 00911912 | 075 | 919 01646 | 038 | 139 | 843
0.1141 015 | 1.02 | 897 - Develop skill of thinking and capacity 00822 | 013 | 080 | 921 01706 | 031 | 146 | 8.56
01216 | 016 | 110 | 9.04 - Create attitude of staff in good working 01326 | 012 | 077 | 938 01939 | 034 | 165 | 849
01278 | 015 | 1.09 | 855 - Usage tools/techniques in administration | oo0s72 | 014 | 088 | 879 01638 | 030 | 134 | 817
01565 | 017 | 123 | 7.88 - Establish center to evaluate administration | o036 | 019 | 108 | 812 02083 | 033 | 156 | 7.49
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Table 43 (continue)

all of lectures Statements all of lecturers all of staff

cv Semea | sd mean cv Semea | sd mean cv Semea | sd mean
B. Emphasize on create leadership and

01313 | 016 | 113 | 860 teamwork 01220 | 014 | 088 | 8.84 01840 | 032 | 151 | 820
Develop leadership and effective leaders

01325 | 015 | 112 | 847 Reinforce skill of administration 00939 | 018 | 1.02 | 869 01445 | 026 | 117 | 811

01343 | 015 | 116 | 8.60 Develop skill/public relations/ team 0.0989 | 014 | 088 | 8.88 01754 | 030 | 143 | 8.14
working

0.1406 | 0.16 | 119 | 843 Cooperate working under change 00958 | 0.16 | 1.01 | 871 01674 | 031 | 133 | 7.97
management

01457 | 017 | 119 | 8.16 Small group activities of quality works 0.1159 | 020 | 110 | 8.30 01741 | 029 | 138 | 7.94
C. Proud of working and sense of owner
Create conscious, shared

01241 | 016 | 111 | 892 thinking/responsibility 01173 | 014 | 087 | 926 01788 | 030. | 150 | 837

01326 | 017 | 118 | 886 Shared working to be effective teamwork 00849 | 013 | 078 | 9.24 02075 | 036 | 171 | 823

01336 | 016 | 117 | 8.72 Understand vision, mission and targets 0.1321 015 | 087 | 9.03 01784 | 030 | 146 | 820

01337 | 017 | 119 | 8.88 Create knowledge, love and harmony 00928 | 014 | 086 | 9.22 01995 | 034 | 166 | 831

0.1425 017 | 122 | 8.59 Specify standard and culture of working 0.1077 016 | 095 | 8.6 0.1875 033 | 153 | 814

01614 | o017 | 133 | 823 Arrange system of special reward by 01312 | 017 | 109 | 831 02211 035 | 179 | 8.09
outcome
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Table 44 Comparative data of all of lecturers, administrative and nonadministrative lecturers in organization development

all of lecturers Statements administrative lecturers nonadministrative
lecturers
cv Seme | sd mean cv Semea | sd mean cv sd Semea | mean | r
0.0936 | 0.13 | 0.85 | 9.09 Model of faculty development 0.0897 017 | 082 | 9.10 00983 | 089 | 020 | 907 |2
- Flexibility structure, clear targets
00953 | 013 | 083 | 8.76 - Establish target correlate with faculty 00904 | 018 | 079 | 877 01008 | 088 | 020 | 874 |3
0.0990 | 013 | 085 | 8.62 - Shared decision ,administration and policy | o.1150 | 020 | 099 | 8.8 00798 | 069 | 016 | 867 |1
01162 | 015 | 095 | 819 - Create correlation with community 0.1265 023 | 1.04 | 819 01042 | 085 | 021 | 819 |4
01570 | 022 | 125 | 7.97 - Central admin system with internal unit 01760 | 030 | 137 | 781 0.1397 114 |03 |815 |5
00795 | 012 | 071 | 898 Guideline and step of faculty development | o005 | 016 | 064 | 9.10 00951 | 084 | 019 | 885 |1
Potential organization development
A Development high level of innovation
- Set system to monitor and evaluate
working
00842 | 012 | 078 | 921 -Increase effectiveness of working - 00674 | 013 | 0.64 | 945 00975 | 087 | 021 | 892 |2
00851 | 013 | 076 | 893 - Develop quality/ leadership of academic - | 0.0717 015 | 065 | 9.00 00997 | 088 | 021 | 885 |4
00938 | 014 | 084 | 897 - Increase capacity to compete 0.0915 | 018 | 081 | 887 00083 | 089 | 022 |907 |3
0.1059 | 0.16 | 095 | 895 Create learning organization 0.1100 | 023 | 099 | 894 01000 | 090 | 022 |89 |5
0.1061 | 015 | 094 | 8.89 - Create transparent of working 00964 | 019 | 086 | 8.94 0.1171 104 | 025 | 885 |6
01233 | 017 | 1.04 | 841 -Adjust organization structure 01200 | 022 | 100 | 834 0.1253 106 | 025 | 848 |7
01253 | 017 | 1.08 | 865 - Create research organization 01100 | 022 | 096 | 8.74 0.1400 120 | 028 | 854 |9
0.1271 019 | 1.05 | 827 - Set development committee 0.1178 025 | 098 | 828 0.1374 114 | 028 | 827 |38
B Create culture and identity of faculty
00935 | 018 | 107 | 864 - Shared to set identity/ popularity /culture 01396 | 029 | 120 | 857 01061 | 093 |02 |87 |5
01014 | 014 | 083 | 8.84 - create the cooperation passcommunication | o.0s6s 017 | 078 | 893 01020 [ 089 |024 |87 |3
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Table 44 (continue)

all of lecturers Statements administrative nonadministrative
lecturers lecturers

cv Semea | sd mean cv Semea | sd mean | r | CV Semea | sd mean | r
01092 | 015 | 094 | 849 - Produce specific identity products - 0.1193 021 | 102 [ 852 |6 |01000 |08 |[020 |846 |2
0.1106 | 0.15 | 0.89 | 8.14 Create Thai knowledge 0.1118 020 | 091 |[810 |3 |o1058 | o087 |02 |89 |4
01106 | 017 | 099 | 875 - Create shared vision, mission and strategy | o.1171 025 | 102 [ 871 |5 |o01072 | o094 |[024 |881 |6
01119 | 014 | 093 | 844 Development of performance to compete 0.1121 020 | 095 | 848 |4 |o1080 |o091 |02 |838 |7
01126 | 015 | 090 | 888 - Adjust paradigm to understand targets 00886 | 018 | 081 |[916 |2 |01123 |09 | 024 | 854 |38
01243 | 021 | 100 | 891 - Standard and quality of education 01219 | 034 | 110 [900 |7 | 00984 [ 087 |021 |88 |1
01022 | 014 | 087 | 855 - Services satisfaction of stakeholders 0.1004 018 | 08 | 852 |3 |o01028 |o08 |021 |85 |1
01033 | 014 | 091 | 878 - Listen to the opinions of stakeholders 00977 | 018 |08 |877 |2 | 01097 |09 |023 |878 |2
01085 | 015 | 092 | 847 C. Give precedence to stakeholdersopinion | 00930 | 017 | o080 | 855 |1 | 01284 108 | 027 | 838 |5

- Target on the opinions of stakeholders
0.1190 | 016 | 102 | 8.60 - Emphasize on learner centers 01108 | 021 | 097 | 877 |4 |o01260 | 106 | 025 | 841 |4
01345 | 018 | 111 | 828 - Public hearing on faculty development 0.1298 026 | 106 | 819 |5 | 01367 114 | 027 | 837 |6
01385 | 020 | 115 | 831 - Use consensus in faculty development 0.1567 030 | 128 [819 |6 |o01170 | 099 |023 | 844 |3

Potential system development

A. Strategic planning :network/alliance
0.0815 | 0.12 | 096 | 8.90 Allocate budget follow strategic plan 00768 | 016 | 069 |[897 |1 |00868 | 077 |o019 | 881 |2
00930 | 013 | 085 | 9.09 - Give precedence to communication 00996 | 019 | 091 [917 |7 | 00823 [074 |018 | 900 |1
00951 | 014 | 085 | 893 - Create standard of working and products 0.0827 016 | 077 [926 |2 |o01058 | o091 |[023 |85 |5
01003 | 014 | 073 | 872 - Manage follow strategic plan 00840 | 017 | 075 |897 |3 |01072 |[091 |023 | 844 |6
01028 | 014 | 088 | 871 - Benchmark with other faculty of pharmacy | o.0s6s 017 | 077 [ 890 |4 |o11s8 | o098 | 023 | 848 |.
01104 | 015 | 094 | 851 - Cooperation of network/alliance 0.1051 019 |09 |857 |8 [o01150 | 097 | o023 |844 |°
0.1104 | 015 | 093 | 872 - System of monitoring and evaluation 0.0977 020 | 08 |88 |6 |o01216 105 | 024 | 859 |.
01107 | 014 | 101 | 838 - Continuous development alumni / alliance | o.1162 021 | 098 | 845 |10 | 01012 | o084 [020 |83 |3
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Table 44 (continue)

all of lecturers Statements administrative nonadministra
lecturers tive lecturers

cv Semea | sd mean | r cv Semea | sd mean | r | CV Semea | sd mean
0.1114 015 | 095 | 8s7 |9 | -System of report and evaluate outcome 0.0945 020 | 084 |88 |5 | 01120 093 | 023 | 827
01133 | 016 | 105 | sor | 10 | Efficacy of administration:good governance | o.1147 024 | 103 [ 900 |9 |o110s | o097 |o023 | 881
01236 | 016 | o090 | ss2 | 11 | Efficacy of administration : economy 01389 | 025 | 117 | 842 |12 | 01046 | 090 | 021 | 8.63
01242 | 022 |09 | 798 | 12 | Increase efficacy of administration 0.1371 028 | 112 | 821 |11 | 01262 | 098 | 035 | 774
00943 | 013 |os7 |919 |1 | B.Give precedence to stability of system 0.0827 016 | 077 | 926 |3 | 01084 |09 | 023 |91l

- Create system of finance accountancy
00948 | 013 |os4 |s91 |2 | -Createsystem of information 0.0883 017 | 079 | 894 |4 |o01026 | o091 |o021 | 888
00966 | 014 |oss | 8s3 |3 | -Specify concrete standard of working 00800 | 017 | 073 |913 |2 | 01071 091 | 021 | 848
00998 | 014 |oss |8s3 |4 |-Increase efficacy of working 00799 | 017 | 072 |906 |1 | 01183 101 | 024 | 856
o148 | 016 | 100 | ses |5 | -Createsystem of quality education 01124 |02 | 100 |890 |5 |01072 |091 |o021 | 844
01228 | 017 | 106 | 865 |6 |-Developworking :change management 0.1031 024 | 092 |89 |6 |o01276 107 | 025 | 835
01326 | 020 | 107 | 809 |7 |-Developmentcommittee hold to PMQA 01364 | 031 | 113|825 |7 | 01202 102 | 026 | 7.92
0.0781 033 | o071 |914 |1 | C.Shared working and team working 0.0736 015 | 068 | 919 |1 | 00831 075 | 018 | 9.07

- Create coordinate between working units
00821 | 016 | 103 | 848 |2 | -Specify mentor system in working 0.1138 020 | 098 | 861 |6 | 01304 109 | 025 | 833
00883 | 033 |os0 |910 |3 | Adjust/ decrease process of working 00886 | 017 | 081 |916 |3 | 00868 | 078 | 019 | 9.04
0.1004 015 | 092 |sss |4 | -Integrate system of teamwork 0.0815 018 | 073 | 900 |2 | 01261 110 | 026 | 873
01016 | 01s |o91 | 891 | s | -Specifyrole/duty responsibility 0.0945 019 | 087 [916 |4 |01078 | 093 |o021 | 863
01093 | 031 |09 | 867 |5 |-Management by integrate network 0.1151 021 | 100 | 868 |8 |o01026 |08 |[021 | 867
o101 | 035 |09 |89 |7 |-Manage place and environment charitable | 01147 | 026 | 103 | 900 |7 | 01047 | 094 | 022 | 896
0.1112 015 | 097 |874 |8 | -Createsystem tocompete 0.1038 020 | 092 | 884 |5 | o116l 100 | 023 | 8.62
0082 | o013 |os0 |921 |1 | 3. Potential people development 0.0681 013 | 064 | 943 |2 |o01044 | o094 | o022 | 896

A. Develop skill of thinking and capacity

- Continuous develop learning of staff
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Table 44 (continue)

all of lecturers Statements administrative nonadministrative
lecturers lecturers

(&\% Semea sd mean (&\% Semea sd mean r CvV Semean sd mean

00872 | 0.14 | 088 | 879 - Usage tools/techniques in administration 0.0974 021 | 087 |89 |3 | 00997 086 | 0.19 | 8.67

01036 | 019 | 1.08 | 8.12 - Establish center to evaluate results of 0.1452 030 | 116 | 800 |4 | 01179 097 | 022 | 826
administration

01326 | 012 | 077 | 938 - Develop skill of thinking and capacity 0.0621 013 | 060 | 958 |1 | 00966 088 | 020 | 9.15
B. Emphasize on create leadership and

00939 | 018 | 102 | 8.69 teamwork 0.0930 017 | 083 |89 |3 | 01433 121 | 032 | 844
Reinforce skill of administration

00958 | 016 | 101 | 871 Cooperate working under change 01036 | 022 | 093 | 894 |4 | 01209 102 | 025 | 844
management

0.0989 | 014 | 088 | 8388 Develop skill/public relations/ team 00833 | 016 |076 [910 |1 |o1164 | 100 | 024 | 863
working

0.1159 | 020 | 1.10 | 830 Small group activities of quality works 0.1254 029 | 105 | 840 |5 | 01411 116 | 028 | 819

01220 | 0.14 | 088 | 8.84 Develop leadership and effective leaders 0.0883 017 | 079 | 894 |2 |o1114 | 097 | o024 | 874
C. Proud of working and sense of owner

00849 | 0.3 | 078 | 9.4 Shared working to be effective teamwork 0.0827 018 | 077 | 926 |2 | 00875 081 | 020 | 922

00928 | 014 | 086 | 9.22 Create knowledge, love and harmony in 0093 | 020 | 087 |920 |4 |00897 |08 |021 |o9lis
working

01077 | 016 | 095 | 886 Specify standard and culture of working 01036 | 022 | 093 |894 |5 |o1113 | o098 |[025 | 877

0.1173 014 | 087 | 926 Create conscious, shared thinking and 0.0737 017 | 070 | 948 | 1 | 01070 096 | 024 | 9.00
responsibility

01312 | 017 | 109 | 831 Arrange system of pay/special reward by 0.1278 023 | 105 | 823 |6 |o01312 110 | 026 | 841
outcome

01321 | 015 | 087 | 9.03 Understand vision, mission and targets of 00866 | 021 | 078 |906 |3 |01070 |09 | 0235 | 9.00
faculty
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Table 45 Comparative data of all of staff, administrative and supporting staff in organization development

all of staff Statements administrative | supporting staff
staff
cv Semen | sd mean cv Semen | sd mean cv Semen | sd mean
Model of faculty development
01615 | 029 | 134 | 832 - Flexibility structure, clear targets 01198 | 055 | 1.06 | 886 0.1666 | 033 | 136 | 8.19
01770 | 032 | 141 | 7.97 - Central admin system with internal unit 01238 | 050 | 106 | 857 01950 | 038 | 153 | 7.85
01813 | 034 | 149 | 821 - Shared decision ,administration and policy | 01124 | 052 | 098 | 871 01930 | 040 | 156 | 8.07
02027 | 036 | 1.59 | 7.83 -Create correlation with community 01259 | 046 | 106 | 843 02319 | 045 | 178 | 7.67
0.2071 037 | 1.66 | 8.00 -Establish target correlate with faculty 02020 | 071 | 167 | 829 02124 | 043 | 167 | 7.85
Guideline and step of faculty development
Potential organization development
01575 | 031 | 129 | 820 A. Development high level of innovation 00876 | 038 | 078 | 8.86 0165 | 038 | 131 | 7.96
Create learning organization
01609 | 027 | 128 | 7.94 Adjust organization structure 01114 | 052 | 094 | 843 01690 | 033 | 133 | 7.89
01617 | 031 | 136 | 843 Increase effectiveness of working 0.1152 042 | 1.02 | 886 01737 | 037 | 143 | 826
01626 | 030 | 138 | 851 Create transparent of working 00952 | 040 | 0.86 | 9.00 01748 | 036 | 146 | 833
01702 | 032 | 138 | 8.1 Set development committee 01675 | 063 | 139 | 8.29 01667 | 037 | 133 | 8.00
01805 | 034 | 146 | 8.09 Create research organization 01244 | 060 | 1.10 | 8.86 01850 | 039 | 145 | 7.81
01841 | 033 | 1.61 | 7.80 Set system to monitor and evaluate working | o.17s6 | 061 | 143 | 8.00 02126 | 038 | 1.63 | 7.67
02066 | 032 | 147 | 7.97 Develop quality/ leadership of academic - 01270 | 025 | 114 | 9.00 01873 | 035 | 143 | 7.63
02066 | 033 | 1.63 | 7.89 Increase capacity to compete - 01244 | 060 | 110 | 8.86 02124 | 037 | 160 | 7.56
01499 | 031 | 121 | 8.06 B Create culture and identity of faculty 01238 | 046 | 106 | 8.57 0.1634 | 038 | 129 | 7.93
Development of performance to compete
01564 | 031 | 130 | 8.34 - Standard and quality of education 01198 [ 050 | 106 | 886 01566 | 037 | 128 | 815
01599 | 033 | 129 | 8.09 - Adjust paradigm to understand targets 00829 [ 030 | 073 | 886 01869 | 041 | 147 | 7.85
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Table 45 (continue)

all of staff Statements administra | supporting staff
tive staff
cv Seman | sd mean cv Seman | sd mean cv Seman | sd mean
01674 | 034 | 134 | 8.03 -Shared to set identity/ popularity /culture 00804 | 030 | 073 | 9.14 01955 | 041 | 151 | 7.70
01675 | 031 | 1.38 | 823 - Create shared vision, mission and strategy | 0.1571 056 | 135 | 857 01662 | 037 | 134 | 807
01689 | 035 | 137 | 8.09 - create the cooperation passcommunication | 0.0909 | 040 | 083 | 9.17 01869 | 041 | 147 | 7.85
01703 | 033 | 134 | 7.88 - Create Thai knowledge 01259 | 046 | 106 | 843 01948 | 040 | 151 | 7.73
01762 | 035 | 140 | 7.94 - Produce specific identity products 01065 | 038 | 090 | 843 02116 | 044 | 165 | 7.78
C. Give precedence to stakeholders opinion
01574 | 032 | 128 | 8.15 - Emphasize on learner centers 01203 | 053 | 098 | 8.14 01641 | 039 | 133 | 808
01742 | 036 | 1.39 | 8.00 - Use consensus in faculty development 00905 | 036 | 078 | 857 02045 | 045 | 159 | 7.76
01823 | 035 | 145 | 7.97 - Target on the opinions of stakeholders 01203 | 053 | 098 | 8.14 02021 | 042 | 159 | 7.85
01907 | 037 | 1.54 | 8.09 - Listen to the opinions of stakeholders 01554 | 059 | 127 | 8.14 02000 | 045 | 160 | 8.00
01965 | 037 | 1.60 | 8.12 - Services satisfaction of stakeholders 01429 | 060 | 118 | 8.29 02115 | 045 | 169 | 8.00
02109 | 036 | 1.61 | 7.65 - Public hearing on faculty development 01868 | 065 | 139 | 743 02199 | 044 | 167 | 7.62
Potential system development
A. Strategic planning :network/alliance
01410 | 029 | 114 | 8.09 Allocate budget follow strategic plan 01429 | 064 | 118 | 829 01399 | 034 | 112 | 8.04
0.1651 032 | 133 | 803 - System of monitoring and evaluation 01330 | 057 | 110 | 829 01764 | 039 | 139 | 7.88
01673 | 033 | 138 | 826 Efficacy of administration :sufficient 0.1084 | 046 | 090 | 829 01831 | 041 | 1.50 | 8.19
economy
01703 | 033 | 138 | 8.09 - Create standard of working and products 01124 | 045 | 098 | 871 01861 | 041 | 147 | 7.88
01709 | 333 | 138 | 8.09 - Increase efficacy of administration 01152 | 040 | 1.0 8.86 01938 | 041 | 152 | 7.85
01736 | 035 | 145 | 835 - Efficacy of administration 01124 | 048 | 098 | 871 01849 | 043 | 151 | 819
01779 | 035 | 149 | 838 - Give precedence to communication 01270 | 052 | 114 | 9.00 01872 | 043 | 153 | 815
01844 | 035 | 145 | 7.8 - Manage follow strategic plan 01358 [ 049 | 118 | 871 02036 [ 042 | 155 | 7.62

70€



Table 45 (continue)

all of staff Statements administrative | supporting staff
staff
cv Seman | sd mean | r cv Seman | sd mean cv Seman | sd mean | r
01901 | 034 | 149 | 785 |9 | -Benchmark with other faculty of pharmacy | 01955 | 067 | 159 | 8.14 01948 | 040 | 151 | 773 |8
01936 | 033 | 145 | 747 | 10 | - Continuous development alumni / alliance | 01259 | 046 | 106 | 843 02086 | 040 | 150 | 719 |
0.1964 038 | 155 | 78 | 11 | -System of report and evaluate outcome 0.1453 059 | 122 | 843 02145 | 046 | 164 | 763 | .
02200 | o040 | 170 | 772 | 12 | - Cooperation of network/alliance 01429 | 056 | 118 | 829 02500 | 050 | 188 | 7.50 | -
B. Give precedence to stability of system
01570 | 030 | 124 | 701 |1 | Create system of quality education 0.1084 | 042 | 090 | 829 01775 | 037 | 138 | 777 |3
01676 | 033 | 132 |78 |2 | -Specify concrete standard of working 01598 | 068 | 135 | 843 01749 | 038 | 135 | 773 |2
01769 | 030 | 136 | 771 | 3 | - Develop working :change management 01358 | 050 | 118 | 871 01873 | 036 | 139 | 742 |5
01784 | 035 | 146 | 821 |4 | -Create system of information 01198 | 048 | 1.06 | 8.86 01923 | 043 | 154 | 800 |6
01820 | 032 | 142 | 779 |5 | -Developmentcommittee hold to PMQA 01905 | 065 | 163 | 857 01744 | 035 | 131 | 750 |1
01827 | 034 | 152 |83 |6 | -Createsystem of finance accountancy 01099 | 050 | 1.02 | 9.29 01827 | 041 | 146 | 800 |4
01888 | 034 | 146 | 774 |7 | -Increase efficacy of working 01259 | 050 | 1.06 | 843 02070 | 040 | 154 | 746 |7
C. Shared working and team working

01773 | 031 | 144 |su |1 | - Management by integrate curriculum 01429 | 056 | 118 | 829 01930 | 038 | 156 | 807 |3
0.1783 034 | 144 | 806 |2 | -Createsystem tocompete 0.1773 065 | 147 | 829 0.1814 | 039 | 144 | 793 | 1
01825 | 033 | 151 | s26 |3 | -Adjust/ decrease process of working 0.1571 060 | 135 | 857 01937 | 040 | 159 | 819 | 4
01839 | 033 | 154 | 837 |4 | -Create coordinate between working units 01792 | 065 | 151 | 843 01862 | 038 | 154 | 830 |2
01872 | 034 | 157 | 841 [ s | -Specify role/duty responsibility 01598 | 062 | 135 | 843 01978 | 041 | 165 | 835 |5
0.1882 032 | 154 | 817 |6 | -Integrate system of teamwork 0.1429 056 | 1.18 | 829 02050 | 039 | 166 | 811 |6
0192 | 035 | 1e1 | 823 |7 |-Manage place and environment charitable | 01598 | 062 | 135 | 843 02062 | 042 | 170 | 822 |38
02020 | 034 | 163 | 803 |8 |-Specify mentor system in working 01773 | 065 | 147 | 829 02139 | 040 | 169 | 789 |7
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Table 45 (continue)

all of staff Statements administrative staff | supporting staff

cv Seman | sd mean cv Seman | sd mean | r| CV Seman | sd mean
3. Potential people development

01638 | 030 | 134 | 817 A. Develop skill of thinking and capacity 01259 | 046 | 106 | 843 | 3| 01714 | 036 | 138 | 804

Usage tools/techniques in administration

01646 | 038 | 139 | 843 - Continuous develop learning of staff 01152 | 042 | 102 | 886 | 1| 01761 | 034 | 145 | 826

01706 | 031 | 146 | 8.56 - Develop skill of thinking and capacity 01212 | 047 | 111 | 917 | 2| 01809 | 037 | 151 | 837

01939 | 034 | 165 | 849 -Create attitude of staff in good working 01358 | 048 | 118 | 871 | 4| 02130 | 042 | 178 | 837

02083 | 033 | 1.56 | 7.49 - Establish center to evaluate administration | 01604 | 059 | 131 | 814 | 5| 02181 | 039 | 158 | 7.26
B. Emphasize on create leadership and

01445 | 026 | 117 | 811 teamwork 01259 | 050 | 106 | 843 | 3| 01454 | 030 | 116 | 7.96

0.1674 0.31 133 7.97 - Cooperate change management 0.1571 0.56 1.35 8.57 401749 | 036 1.35 7.73

01741 | 029 | 138 | 7.94 Small group activities of quality works 01253 | 050 | 102 | 814 | 2| 01875 | 035 | 147 | 7.81

01754 | 030 | 143 | 8.14 - Reinforce skill of administration 01598 | 056 | 135 | 843 | 5| 01759 | 036 | 141 | 8.00

01840 | 032 | 1.51 | 820 - Develop leadership and effective leaders 01198 | 050 | 106 | 886 | 1| 01922 | 039 | 153 | 7.96
C. Proud of working and sense of owner
Shared working to be effective teamwork

01784 | 030 | 146 | 820 Understand vision, mission and targets of 01429 | 053 | 122 | 857 | 3| 01891 | 035 | 152 | 804
faculty

01788 | 030. | 1.50 | 837 Create conscious, shared thinking and 00804 | 036 | 073 | 914 | 1| 01958 | 037 | 159 | 811
responsibility

01875 | 033 | 1.53 | 8.14 Specify standard and culture of working 01429 | 053 | 122 | 857 | 3| 0202 |039 | 160 | 7.9

01995 | 034 | 1.66 | 831 Create knowledge, love and harmony in 01358 | 052 | 118 | 871 |2|02175 | o042 | 177 | 815
working

02075 | 036 | 171 | 823 Develop skill/public relations/ team 01475 | 0.53 | 131 | 886 | 5| 02022 |o043 | 178 | 800
working

02211 | 035 | 179 | 8.09 Arrange system of pay/special reward by 01855 | 065 | 151 | 814 | 6| 02315 | 042 | 185 | 800
outcome
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Table 46 Comparative data of all of nonadministrative members, lecturers and supporting staff in organization development

all of nonadministrative | Statements nonadministrative supporting staff
members lecturers

Ccv Semean sd mean r Ccv Semean sd mean r| CV Semean sd mean r
01367 | 020 | 118 | 863 | 1 Model of faculty development 0.0983 | 907 |08 | 020 |2 01666 | 033 | 136 | 819 |1

- Flexibility structure, clear targets
01383 [022 | 116 | 837 |2 | -Shareddecision ,administration and policy | 00798 | 867 | 069 | 016 | 1| 01930 | 040 | 1.56 | 807 |2

01549 [ o024 | 129 | 830 |3 | -Establish target correlate with faculty 01008 | 874 | 088 | 020 | 3| 02124 |043 | 167 |78 |4
01613 | o025 | 128 | 793 |4 | -Createcorrelation with community 01042 | 819 | 085 | 021 | 4| 02319 [o045 | 178 | 767 |5
01620 | 024 | 130 | 800 |5 | -Central admin system with internal unit 01397 [ 815 | 114 | 030 | 5| 01950 | 038 |15 |78 |3

Guideline and step of faculty development
Potential organization development
A. Development high level of innovation

-Increase effectiveness of working

01401 | 022 | 120 | 858 |1 00975 | 892 | 087 | o021 | 2] 01737 | 037 | 143 | 826 | 4
01443 | o023 | 122 |45 |2 | -Create learning organization 01000 | 896 | 090 | 022 | 5| 01650 | 038 | 131 |79 |1
01483 | 022 | 122 | 823 |3 |-Develop quality/ leadership of academic 00997 | 885 | 088 | o021 | 4| 01873 |035 | 143 | 763 |7
01490 | o021 | 122 | 817 |4 | -Adjustorganization structure 0.1253 848 | 106 | 025 | 7] 01690 | 033 | 133 |78 |3
01496 | 022 | 128 | 858 |5 |- Createtransparent of working 0.1171 885 | 104 | 025 | 6| 01748 | 036 | 146 | 833 |5
0.1530 024 | 124 |813 |6 |-Setdevelopmentcommittee 0.1374 827 | 114 | 028 | 8| 01667 | 037 | 133 | 800 |2
01558 | 023 | 120 | 826 |7 | -Setmonitorand evaluate working 0.0951 885 | 084 |019 | 1]02126 | 038 | 163 |767 |9
01583 | 025 | 120 | 817 |8 | -Createresearch organization 01400 | 854 | 120 | 028 | 9| 0180 |03 | 145 |78 |6
01675 | 024 | 139 | 831 |9 | -Increase capacity to compete 00983 | 907 |08 | 022 |3|02124 |037 | 160 |75 |38
01328 | o022 |1os |sis |1 | B Createculture and identity of faculty 01080 | 838 [091 |o022 | 7] 01634 [o038 | 120 | 793 |2
Development of performance to compete
0.1351 022 | 114 |[s47 |2 [ -Standard and quality of education 00984 | 881 | 087 |o21 [ 1]|o1se6 |037 | 128 |15 |1

01407 [ o023 | 118 | 840 |3 | - Create shared vision, mission and strategy | o.1061 873 [ 093 [o022 |5|o1662 | 037 [ 134 |[807 |3
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Table 46 (continue)

all of nonadministrative | Statements nonadministrative supporting staff
members lecturers
cv Semen | sd mean cv Semen | sd mean | r| CV Semean | sd mean
0.1421 023 | 113 | 7.96 - Create Thai knowledge 01058 | 819 | 087 | 022 | 4| 01948 | o040 | 151 | 7.73
01488 | 025 | 122 | 819 - Adjust paradigm to understand targets 01123 | 854 | 096 | 024 | 8| 01869 | 041 | 147 | 7.85
01494 | 025 | 124 | 828 - create the cooperation passcommunication | 01020 | 873 | 089 | 024 | 3| 01869 | 041 | 147 | 785
01502 | 025 | 122 | 811 Produce specific identity products 01000 | 846 | 085 | 020 | 2| 02116 | 044 | 165 | 7.78
01562 | 026 | 129 | 825 Shared to set identity/ popularity /culture 01072 | 881 | 094 | 024 | 6| 01955 | o041 | 151 | 7.70
. C. Give precedence to stakeholders opinion
01470 | 023 | 121 | 825 - Emphasize on learner centers 01260 | 841 | 106 | 025 | 4| 01641 | 039 | 133 | 8.08
01569 | 025 | 127 | 812 - Use consensus in faculty development 01170 | 844 | 099 | 023 | 3| 02045 | 045 | 159 | 7.76
01597 | 025 | 134 | 840 - Listen to the opinions of stakeholders 01097 | 878 | 096 | 023 | 2| 02000 | 045 | 160 | 8.00
0.1602 025 | 133 | 830 - Services satisfaction of stakeholders 0.1028 850 | 088 |021 | 1] 02115 | 045 | 169 | 8.00
01628 | 025 | 132 | 812 - Target on the opinions of stakeholders 01284 | 838 | 108 | 027 | 5| 02021 | o042 | 159 | 785
01745 | 026 | 140 | 8.00 - Public hearing on faculty development 01367 | 837 | 114 | 027 | 6| 02199 | 044 | 167 | 7.62
Potential system development
01312 | 024 | 103 | 7.89 A. Strategic planning :network/alliance 01262 | 774 | 098 | 035 |:| 01399 | 034 | 112 | 804
Increase efficacy of administration
01393 | 024 | 120 | 8.8 - Give precedence to communication 00823 [ 900 | 074 | o018 | 1| 01872 | 043 | 153 | 815
01426 | 023 | 120 | 842 Efficacy of administration : economy 01046 | 863 | 090 | 021 | 4| 01831 | 041 | 150 | 819
01427 | 024 | 117 | 823 Create standard of working and products 0.10s8 | 856 | 091 | 023 | 5| 01861 | 041 | 147 | 7.88
01439 | 024 | 120 | 8.34 Manage follow strategic plan 00868 | 881 | 077 | 019 |2 01938 | o041 | 152 | 785
01462 | 025 | 117 | 8.04 Allocate budget follow strategic plan 01072 | 844 | 091 | 023 | 6| 02036 | o042 | 155 | 7.62
01496 | 024 | 121 | 811 - Benchmark with other faculty of pharmacy | 01158 | 848 | 098 | 023 | .| 01948 | 040 | 151 | 773
0.1493 [ 023 | 123 | 825 - System of monitoring and evaluation 01216 | 859 | 105 | 024 | .| 01764 | 039 | 139 | 788
01518 | 025 | 129 | 851 - Efficacy of administration 01105 | 881 | 097 | 023 | 7| 01849 | 043 | 151 | 819
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Table 46 (continue)

all of nonadministrative | Statements nonadministrative supporting staff
members lecturers
cv Semen | sd mean | r cv Seman | sd mean | r| CV Seman | sd mean | r
01525 | 024 | 118 | 775 | 10 | - Continuous development alumni/ alliance | o012 | 830 | 084 | 020 | 3| 02086 | 040 | 150 | 719 |.
01528 | 026 | 122 | 796 | 11 | -Create system of report and evaluation 01120 | 827 | 093 | 023 | 8| 02145 | 046 | 164 | 763 |.
01618 | 027 | 129 | 800 | 12 | Cooperation of network/alliance 01150 | 844 | 097 | 023 | 9| 02500 | o050 | 188 |750 |-
B. Give precedence to stability of system
01373 |02 |11 |su |1 | Createsystem of quality education 01072 | 844 | 091 |o021 | 3] 01775 | 037 | 138 | 777 |3
01373 | 022 | 111 | 811 |1 | -Specify concrete standard of working 0.1071 848 | 091 |021 | 2] 01749 | o038 | 135 |773 |2
0.1491 025 | 126 | 844 |3 | Create system of information 01026 | 888 | 091 | o021 | 1| 01923 |043 | 154 | 800 |6
01543 [ 022 | 119 | 7711 | 4 | - Development committee hold to PMQA 01292 | 792 | 102 | o026 | 7| 01744 |035 | 131 | 750 |1
01552 | 023 | 122 | 788 | s | -Develop working :change management 01276 | 835 | 107 | 025 | 6| 01873 | 036 | 139 | 742 |5
01s62 | 025 | 134 | 857 |6 | -Createsystem of finance accountancy 01084 | 911 | 099 | 023 |4|0187 |04 | 146 | 800 |4
o1ss0 | 025 | 127 | 802 |7 | -Increase efficacy of working 0.1183 856 | 101 | 024 | 5] 02070 | o040 | 154 | 746 |7
C. Shared working and team working
01305 | 022 | 121 | se |1 | Create coordinate between working units 00831 | 907 | 075 | o018 | 1| 01862 | 038 | 154 | 830 |2
01455 023 | 125 | 861 |2 |-Adjust/ decrease process of working 00868 | 904 | 078 | 019 | 2] 01937 |o040 | 159 | 819 |4
01488 [ 022 | 125 | 837 |3 |-Management by integrate curriculum 01026 | 867 | 089 | 021 | 3| 01930 | 038 | 156 | 807 |3
0.1491 024 | 123 |82 |4 | -Createsystem tocompete 0.1161 862 | 1.00 | 023 | 6] 01814 | 039 | 144 | 793 |1
01502 | 023 | 128 | 849 | s | -Specify role/duty responsibility 01078 | 863 | 093 | o021 | 5| 01978 | 041 | 165 | 835 |5
0159 | 024 | 137 | 859 |6 |-Manage place and environment charitable | 01047 | 896 | 094 | 022 | 4| 02062 | 042 | 170 |82 |38
0.1684 024 | 142 |84 |7 | -Integrate system of teamwork 0.1261 873 | 110 [ 026 | 7| 02050 | 039 | 166 | 811 |6
01695 | 024 | 137 |s11 |8 | -Specify mentor system in working 01304 | 833 | 109 | 025 | 9| 02139 |o040 | 169 |78 |7
Potential people development
o134 | 021 | 116 | s3s |1 | Develop skill of thinking and capacity 00997 | 867 | 086 | 019 | 3] 01714 | 036 | 138 | 804 |1
- Usage tools/techniques in administration
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Table 46 (continue)

all of nonadministrative | Statements nonadministrative supporting staff

members lecturers

cv Seman | sd mean | r cv Seman | sd mean | r| CV Semen | sd mean

01426 | o021 | 123 |86 |2 |-Continuous develop learning of staff 00905 | 900 | 081 | o021 | 1|01761 | 034 | 145 | 826

01439 | o022 | 125 |s67 |3 | Develop skill of thinking and capacity 0.1044 | 896 | 094 | 022 | 4| 01809 | 037 | 151 | 837

01550 | 024 | 136 | 876 | 4 | - Create attitude of staff in good working s 00966 | 915 | 088 | 020 | 2| 02130 | o042 | 178 | 837

01668 | 024 | 120 | 776 |5 | - Establish center to evaluate administration | 01179 | 826 | 097 | 022 | 5| 02181 | 039 | 1.58 | 726
B. Emphasize on create leadership and

o142 |02 | 117 |see |1 | teamwork 01200 | 844 | 102 | 025 | 3| 01749 | o036 | 135 | 773
Cooperate working under change
management

01495 | 022 | 123 |s20 |2 | Reinforce skill of administration 0.1433 844 | 121 |032 | 5| 01454 | 030 | 116 | 7.96

01520 | o022 | 126 | 831 |3 | Develop skill/public relations/ team 0.1164 | 863 | 1.00 | 024 | 2| 01759 | 036 | 141 | 8.00
working

01559 | 023 | 130 | 835 |4 | Develop leadership and effective leaders 01114 | 874 | 097 | 024 | 1| 01922 |03 |15 | 796

01620 | 023 | 130 | soo | s | Small group activities of quality works 0.1411 819 | 116 | 028 | 4| 01875 | 035 | 147 | 781
C. Proud of working and sense of owner

o152 | 022 | 133 |ss2 |1 | Understand vision, mission and targets of 01070 | 900 | 096 | 023 | 3| 01801 | 035 | 152 | 804
faculty

01587 | o023 | 136 | ss6 |2 | Create conscious, shared thinking and 01070 | 900 | 096 | 024 | 3| 01958 | 037 | 159 | 811
responsibility

01613 | 024 | 140 | ses |3 |- Create knowledge, love and harmony in 00897 | 915 | o082 | o021 | 2| 02175 |o042 | 177 | 815
working

01624 | 024 | 136 | 836 |4 | -Specifystandard and culture of working 01113 877 | 098 | 025 | 5] 02012 | 039 | 160 | 796

0.1661 025 | 143 |se |s |-Shared working to be effective teamwork 00875 | 922 | 081 | 020 | 1|022 |043 | 178 | 800

01810 | o025 | 148 | 820 |6 |-Arrange system of pay/special reward by 01312 | 841 | 110 | 026 | 6| 02315 | 042 | 185 | 800

outcome
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Table 47 Comparative data of all of administrative members, lecturers and supporting staff in organization development

all of administrative members | Statements administrative lecturers | administrative staff
cv Semen | sd mean | r cv Seman | sd mean | r| CV Seman | sd mean | r
Model of faculty development

0093 | 017 |oss |o0s |1 |- Flexibility structure, clear targets 00897 | 017 |08 |91 | 1|o19s | 106 |o0ss |88 |2
01107 [ o020 | o096 | 8es |2 | -Establish target correlate with faculty 00904 [o018 |07 | 877 |2|02020 |[167 [071 |82 |3
0116 | 019 | 099 | se1 |3 | -Shared decision ,administration and policy | 01150 | 020 | 099 | sss | 3] 01124 | 098 |o0s2 |87 |1
01273 | o021 | 105 | 824 |4 | -Create correlation with community 01265 | 023 | 104 | 819 |4 01259 [ 106 |046 | 843 |5
01670 | 027 | 133 | 795 | s | -Central admin system with internal unit 01760 | 030 | 137 | 781 [ 5| 01238 | 106 | 050 | 857 |4

Guideline and step of faculty development
Potential organization development
A Development high level of innovation

00778 | 014 | 073 | 934 |1 00674 | 013 | 064 | 945 | 1| o152 | 102 | o042 |88 |4
-Increase effectiveness of working
00819 |o017 | o7 |00 |2 |-Developquality/leadership of academic 00717 | 015 | o065 | 900 |[3]|01270 | 114 |o025 | 900 |7
0.0891 019 | o079 |88 |3 [-Setsystem toevaluate working 00705 | 016 | 064 | 910 |[2]| 01786 | 143 | o061 | 800 |9
0.0963 017 | 086 | s9s |4 [ Create transparent of working 0.0964 019 | 08 | 894 | 5| 00952 |08 | 040 | 900 |2
00975 | 019 | o8 |887 |5 |-Increase capacity to compete 00915 | 018 | 081 | 887 | 4| 01244 | 110 | 060 | 886 |5
01065 | 020 |o09s |892 |6 | Createlearning organization 01109 | 023 | 099 | 894 | 7| 00876 |o078 |03 |88 |1
01136 | 021 | 100 |87 |7 | -Createresearch organization 01100 | 022 | 096 | 874 | 6| 01244 | 110 | 060 | 886 |5
01187 o020 |09 |83 |38 |-Adjustorganization structure 01200 [ 022 | 100 | 834 |9 o114 [o094 |05 |843 |3
0.1275 023 | 106 |s828 |9 | -Setdevelopmentcommittee 0.1178 025 [098 | 828 |8|o01675 | 139 | o063 |[829 |38
00868 | o016 | 078 |s97 |1 | BCreateculture and identity of faculty 00868 | 017 | 078 | 893 | 1| 00909 |[o08 |[o040 |917 |3
- create the cooperation passcommunication
00879 | o016 | oso |91 |2 |-Adjustparadigm to understand targets 00886 | 018 | 081 | 916 |[2]| 00829 |073 |03 |88 |2

01094 [ o021 |09 | 879 |3 | -Createshared vision, mission and strategy | o.1171 025 | 102 [ 871 | 5] 00804 | 073 |030 |94 |1

0.1146 018 | 097 |[s8s0 |4 [|-Developmentof performance to compete 0.1121 020 [095 | 848 | 4] 01238 | 106 |046 |85 |6

01158 | 019 | o094 |s16 |5 |-Create Thai knowledge 01118 [ 020 | 091 | 810 |[3]| 01259 | 106 | o046 | 843 |7
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Table 47 (continue)

all of administrative Statements administrative lecturers | administrative staff
members
cv Semen | sd mean | r cv Seman | sd mean | r| CV Seman | sd mean | r
01176 [ 019 | 100 | 850 |6 | -Produce specific identity products 01193 [021 | 102 | 852 [ 6| 01065 |090 | o038 |843 |4
01215 [o020 | 100 | 897 |7 | Standard and quality of education - 01219 [ 034 | 110 | 900 | 701198 [ 106 |[050 |88 |5
01429 |o026 | 122 | 857 |8 |-Shared to setidentity/ popularity /culture 01396 [ 020 | 120 | 857 |[8| o157t | 135 |ose | 857 |8

C. Give precedence to stakeholders opinion
0.0961 017 |ost |84 |1 | -Targeton the opinions of stakeholders 00930 | 017 |08 | 855 | 1|01203 |o098 |o0s3 |814 |2
o10ss | 018 | 092 | 847 |2 | -Services satisfaction of stakeholders 01004 | 018 |08 | 852 |3|01420 | 118 |o060 |820 |4
01086 | 019 | o094 |ses |3 |-Listentothe opinions of stakeholders 00977 | o018 | o086 | 877 | 2| 01554 [127 |o0s9 | 814 |5
01126 | 020 | o098 |ses |4 |-Emphasize on learner centers 01108 | 021 097 | 877 | 4] 01203 [098 |o0s53 |s14 |2
0.1321 024 | 106 |so0s |5 [|-Publichearing on faculty development 012908 | 026 | 106 | 819 |[s5|oises | 139 |oes | 743 |6
01448 | 026 | 120 | 826 |6 |-Useconsensus in faculty development 01567 | 030 | 128 | 819 |[6]| 00905 |o078 |03 |857 |1

Potential system development

A. Strategic planning :network/alliance
00s2 | 015 | o075 |ses |1 | -Allocate budget follow strategic plan 00768 | 016 | 069 | 897 | 1fo1s2 |10 |o40 |88 |4
0.0871 016 | 080 [o916 |2 [ -Create standard of working and products 00827 | o016 | 077 | 926 |[2]| 01124 |098 |o045 |87 |2
00942 |[o017 |o0s4 |s92 |3 |-Manage follow strategic plan 00840 [ 017 | 075 | 897 |[3]| 01358 | 118 | o049 |87 |8
01047 | o019 |09 | 914 |4 |-Giveprecedence to communication 00996 [ 019 | o091 | 917 [7]| 01270 | 114 |o0s2 | 900 |6
01059 | 020 | 093 |s877 |5 |-Systemof monitoring and evaluation 00945 | 020 | o084 | 886 | 5| 01453 [122 [o059 | 843 |
01059 | o019 | 093 | 874 |5 |-Createsystem of report and evaluation 00977 | 020 | 086 | 884 |[6]| 01330 | 110 |o057 |82 |7
o108 [ o020 |097 |[s76 |7 | Benchmark with other faculty of pharmacy | ooses | 017 [077 | 890 |4fo19ss [ 159 |o067 | 814 |
01127 | 019 |09 |ss1 |s | Cooperation of network/alliance 0.1051 019 |09 |[857 |8] 01420 | 118 | o056 |829 |9
01139 | o021 | 102 | 895 |9 | Efficacy of administration:good governance | 01147 | 024 | 103 | 900 [ 9] 01124 |o098 |o04s |s71 |2
0.1181 019 | 100 | 845 |10 [ Continuous development alumni / alliance 01162 | 021 | 098 | 845 |.| 01259 | 106 |o046 | 843 |5

4%



Table 47 (continue)

all of administrative Statements administrative lecturers | administrative staff
members
cv Seman | sd mean | r cv Seman | sd mean cv Seman | sd mean
01335 | o022 | 112 |s30 | 11 | Efficacy of administration :economy 01389 | 025 | 117 | 842 01084 | 090 | 046 | 829
01381 | 025 | 114 | 822 | 12 | .Increase efficacy of administration 01371 | 028 | L12 | 821 0.1429 | 118 | 0.64 | 829
00879 | o016 |ost | 926 |1 | B.Give precedence to stability of system 00827 | o016 | 077 | 9.26 01099 | 1.02 | 050 | 9.29
- Create system of finance accountancy
00004 |o017 |ost |89s |2 |-Increase efficacy of working 00799 | 017 | 072 | 9.06 01259 | 106 | 050 | 843
0093 | o019 |os4 |900 |3 |-Specifyconcrete standard of working 00800 | 017 | 073 | 913 01598 | 135 | 068 | 843
00938 |o017 |o0s4 | 892 |4 |-Createsystem of information 00883 | 017 | 079 | 894 01198 | 1.06 | 048 | 8386
0.1101 022 | o9 |ss7 |s |-Developworking :change management 0.1031 024 | 092 | 890 01358 | 118 | 050 | 871
oates | 020 | 103 | 878 |6 |- Create system of quality education 01124 022 | 100 | 890 01084 | 090 | 042 | 829
01488 | 028 | 124 | 831 |7 | Developmentcommittee hold to PMQA - 01364 | 031 | 113 | 825 0.1905 | 163 | 065 | 857
0.0881 018 | 080 [90s |1 [ C.Sharedworking and team working 00736 | 015 | 068 | 9.19 01792 | 151 | 065 | 843
Create coordinate between working units
00991 | 018 |09 |90s |2 | Adjust/ decrease process of working 00886 | 017 | 081 | 9.16 01571 | 135 | 060 | 857
0.0999 019 | o0so |[sse |3 [ Integrate system of teamwork 0.0815 0.18 [ 073 | 9.00 01429 | 118 | 056 | 829
01079 | 020 | 097 | 903 |4 | Specify role/duty responsibility 00945 | 019 | 087 | 9.16 01598 | 135 | 062 | 843
0.1208 021 | 106 |87 | s | Createsystem tocompete 0.1038 020 [ 092 | 884 01773 | 147 | 065 | 829
01217 | 020 | 105 |86l |6 | Management by integrate curriculum 0.1151 021 | 100 | 868 01429 | 118 | 056 | 8.29
01262 |o021 | 108 | sss |7 | Specify mentor system in working 01138 | 020 | 098 | s.61 01773 | 147 | 065 | 829
01274 | o025 | 113 | sso [ s | Manage place and environment charitable 01147 | 026 | 1.03 | 9.00 01598 | 135 | 062 | 843
00759 | o014 | o7 |93 |1 | Potential people development 0.0681 013 | 064 | 943 01212 | 111 | 047 | 947
Develop skill of thinking and capacity
00795 | o014 | 074 | 926 |2 | Continuous develop learning of staff 00712 | 014 | 067 | 935 01152 | 102 | 042 | 8386
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Table 47 (continue)

all of administrative Statements administrative lecturers | administrative staff

members

Ccv Semean sd mean Ccv Semean sd mean (6)% Semean sd mean

00809 | 015 | 076 | 9.42 Create attitude of staff in good working 0.0621 013 | 0.60 | 958 01358 | 118 | 048 | 871

0.1065 019 | 094 | 881 Usage tools/techniques in administration 0.0974 021 | 087 | 890 01259 | 106 | 046 | 843

01482 | 027 | 119 | 8.03 Establish center to evaluate results of 01452 | 030 | 116 | 8.00 01604 | 131 | 059 | .14
administration

00938 | 017 | 084 | 892 B. Emphasize on create leadership and 00883 | 017 | 079 | 894 01198 | 1.06 | 050 | 8.86
teamwork
Develop leadership and effective leaders

00977 | 017 | 088 | 897 Develop skill/public relations/ team 00833 | o016 | 076 | 9.10 01598 | 135 | 056 | 8.43
working

0.1018 017 | 090 | 8.82 Reinforce skill of administration 0.0930 017 | 083 | 890 01259 | 1.06 [ 050 | 843

0.1145 | 021 | 102 | 8.87 Cooperate working under change 01036 | 022 | 093 | 8.94 01571 | 135 | 056 | 8.57
management

0.1254 | 025 | 105 | 835 Small group activities of quality works 01254 [ 029 | 1.05 | 840 01253 | 1.2 | 050 | 8.14

00776 | 015 | 073 | 942 C. Proud of working and sense of owner 00737 | 017 | 070 | 948 00804 | 073 | 036 | 9.4
Create conscious, shared thinking and
responsibility

0.0935 018 | 086 | 9.18 Shared working to be effective teamwork 0.0827 018 | 077 | 9.26 01475 | 131 | 0.53 | .86

00982 | 020 | 088 | 897 Understand vision, mission and targets of 00866 | 021 | 078 | 9.06 01420 | 122 | 053 | 857
faculty

01029 | 019 | 094 | 918 Create knowledge, love and harmony in 0093 | 020 | 087 | 9.29 01358 | 118 | 052 | 87
working

0.1137 021 | 101 | 887 Specify standard and culture of working 0.1036 022 | 093 | 894 01429 | 122 | 053 | 857

01373 | 022 | 113 | 821 Arrange system of pay/special reward by 01278 | 023 | 105 | 823 01855 | 151 | 065 | 8.14
outcome
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Table 48 Conclusion of faculty of pharmacy development to HPO

Measurable parameter=rank

Statements

all of
members

lecturers

staff

all | admin

nonadmin

all

admin

nonadmi

Model of faculty development
- Flexibility structure, clear targets

- Shared decision ,administration and policy
- Establish target correlate with faculty

- Create correlation with community

- Central admin system with internal unit

1

1

1

2

1

2

1

Guideline and step of faculty development
Potential organization development
A. Development high level of innovation

-Increase effectiveness of working
- Create transparent of working

- Develop quality/ leadership of academic

Create learning organization
Set system to monitor and evaluate working
- Adjust organization structure

- Increase capacity to compete
- Set development committee
- Create research organization

Rlo| B WwWN

NLO1| &[N W

RlO BN W

NLO| & W| -~

wlnN| B|O1| W

Al |01 W[

Alw| o B[N

Create culture and identity of faculty
- Development of performance to compete

- create the cooperation passcommunication
- Create Thai knowledge
- Adjust paradigm to understand targets

Rl N[OOIl W|IDN

PO OB N0 W O

AlO|O| DB OIN|IN|W| O

QI O| 0| W| N0 | O

QI O| 01O NN &~

OO 0|01 WO || NN

WO N[O WO N O

N | W

(A~
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Table 48 (continue)

Statements

all of
members

lecturers

staff

all

admin

nonadmin

all

admin

nonadmi

- Produce specific identity products

4

4

7

4

6

- Shared to set identity/ popularity /culture
- Create shared vision, mission and strategy
- Standard and quality of education

C. Give precedence to stakeholders opinion
- Target on the opinions of stakeholders

- Emphasize on learner centers

- Services satisfaction of stakeholders

- Listen to the opinions of stakeholders
- Use consensus in faculty development
Public hearing on faculty development -

] o N O

Rl N O

N WwW|©| ol

|| o ~

AN W[+~

Al DN O

(G20 Bl I~ )

Potential system development

A. Strategic planning :network/alliance
Allocate budget follow strategic plan
Give precedence to communication
Create standard of working and products -

Increase efficacy of administration
Continuous development alumni / alliance
Manage follow strategic plan

System of report and evaluate outcome
Benchmark with other faculty of pharmacy
Efficacy of administration:good governance

Efficacy of administration :sufficient economy

Cooperation of network/alliance

Rlolo B~lWN

Rlo|o bW

QI NP>l O

NJWwW o b~lo1 DN

gl oW

BRI OIN DN O

NP ORI WON

VOO (AW

=
(N

= =
RiB|loo|olu|S|a] win
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Rlo|Nlo|5|lwR-]| o~

Ao BlwBIG|lo| o
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Table 48 (continue)

Statements

all of
members

lecturers

staff

all

admin nonadmin

all

admin

nonad

System of monitoring and evaluation

12

©

5

8

11

11

B. Give precedence to stability of system
Create system of information

Create system of finance accountancy
Specify concrete standard of working
Create system of quality education
Increase efficacy of working
Development committee hold to PMQA
Develop working :change management

1

N

4

1

o

w

C. Shared working and team working
- Create coordinate between working units

- Adjust/ decrease process of working

- Specify role/duty responsibility

- Management by integrate curriculum/ network
- Integrate system of teamwork

- Create system to compete

- Manage place and environment charitable

RINO|OIARWIN

RPN~ O(W|F

RPIO (N0 W

RPIONOIWIN |~

AlWOI NP (IO

OO N~ [POIN

NJOT P |NW(IN |

- Specify mentor system in working

3. Potential people development
A. Develop skill of thinking and capacity
- Continuous develop learning of staff

- Develop skill of thinking and capacity
- Create attitude of staff in good working

NP0 N[O WN

Pl WIN O N0 O] W

Nl Wl N|lo1oo| &~ W

ARO[ BRIOW OIDN

WINNJOONI DN~ O] W

NI FRPO W O W ol

WINNNO| R, W o1 >

Ny

W N

NI

w| >

I

- Usage tools/techniques in administration
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Table 48 (continue)

Statements

all of
members

lecturers

staff

all

admin nonadmin

all

admin

nonad

B. Emphasize on create leadership and teamwork
Develop leadership and effective leaders
Reinforce skill of administration

Develop skill/public relations/ team working
Cooperate working under change management
Small group activities of quality works

1

2

1

C. Proud of working and sense of owner

Create conscious, shared thinking/responsibility
Shared working to be effective teamwork
Understand vision, mission and targets

Create knowledge, love and harmony

Specify standard and culture of working
Arrange system of special reward by outcome

RO

AR DN W

Rlo|s|F|w

Wl [(wN|Oo1

NIWIN ||

RIN (B OT|W

NI~ N W

OO WIN

OIWINO |-
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O|W|h~(F, Ol

DOD|WIN (WOl

DWW |0l

8T¢E



Section 4 Administrative of faculty to HPO
Table 49 Comparative data all of lecturers and all of staff

all of members Statement all of lecturer all of staff
CV_ |Se |[sd |m CV. |m |[sd |Se CV. |m sd | Se
01402 | 018 | 122 | 868 administrative by good 0.1007 896 | 090 | 0.6 0.2000 8.17 163 | 039
governance
0.1237 | 0.15 | 1.07 | 8.68 Principle of public management | o.0980 | 8.84 | 0.87 | 0.14 0.1695 | 8.43 143 | 030
Leadership
0.1305 | 0.16 | 1.07 | 8.17 Stakeholder 0.1084 | 843 | 091 | 0.14 0.1746 | 7.74 135 | 032
0.1367 | 0.16 | 1.18 | 8.67 Strategic planning 0.0991 | 9.07 | 0.90 | 0.14 0.1786 | 8.00 143 | 032
0.1385 | 0.18 | 1.19 | 8.59 Process management 0.1066 | 8.93 | 0.95 | 0.16 0.1765 | 8.00 141 | 035
0.1413 | 0.17 | 1.23 | 8.69 Human resource 0.0977 | 9.02 | 0.88 | 0.15 0.2055 | 8.14 1.67 | 0.36
0.1427 | 0.18 | 122 | 8.58 Result 0.1116 | 895 | 1.00 | 0.16 0.1813 | 7.94 144 | 034
0.1554 | 0.18 | 1.29 | 8.30 Measure, Analyze and KM 0.1427 | 848 | 121 | 0.20 0.1714 | 8.00 137 | 032
0.1442 | 0.18 | 125 | 8.66 The important of organization 0.1033 | 893 | 092 | 0.15 0.2091 | 8.20 171 | 0.37
development to HPO
Organization: culture
01371 | 0.16 | 1.14 | 834 Organization: structure 0.1039 | 8.67 | 0.90 | 0.14 0.1934 | 7.80 151 | 0.32
0.1196 | 0.15 | 1.07 | 8.2 System : administrative 0.0850 | 932 | 0.79 | 0.13 01770 | 8.22 146 | 0.30
0.1326 | 0.16 | 1.16 | 8.72 System : system of working 0.0841 | 9.22 | 0.78 | 0.13 0.1857 | 7.89 146 | 0.32
0.1206 | 0.16 | 1.07 | 8.86 Human : performance 0.0861 | 928 | 0.80 | 0.13 01730 | 8.17 141 | 032
01252 | 0.17 | 1.12 | 895 Human : team working 0.0776 | 938 | 0.73 | 0.11 02113 | 823 1.74 | 038
0.1324 | 0.17 | 1.13 | 856 Human : leadership 0.0943 | 8.86 | 0.84 | 0.14 0.1846 | 8.06 149 | 035
0.1356 | 0.17 | 1.18 | 8.69 Human : knowledge/capability 0.0934 | 9.02 | 0.84 | 0.14 0.1952 | 8.17 1.60 | 0.35
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Table 50 Comparative data all of lecturers, administrative lectures and nonadministrative lectures

all of lecturers Statement administrative lectures nonadministrative lectures
Ccv Semaan sd mean Cv Se sd mean (6\% Semaan sd mean r
0.1007 | 0.16 | 0.90 | 8.96 administrative by good 0.1019 | 0.23 | 0.93 | 9.10 0.1055 | 0.22 0.88 | 837 | -
governance
0.0977 | 0.15 | 0.88 | 9.02 Principle of public management | o.0s49 | 0.18 | 0.78 | 9.19 01231 | 0.24 105 | 856 |6
Human resource
0.0980 | 0.14 | 0.87 | 8.84 Leadership 00739 | 015 | 068 | 927 0.1229 | 0.21 107 | 870 |5
0.0991 | 0.14 | 0.90 | 9.07 Strategic planning 0.0758 | 0.16 | 0.71 | 9.39 0.1066 | 0.14 0.87 | 819 |1
0.1066 | 0.16 | 0.95 | 8.93 Process management 0.0879 | 0.17 | 0.81 | 9.26 01210 | 0.26 106 | 878 |4
0.1084 | 0.14 | 091 | 8.43 Stakeholder 0.1047 | 0.19 | 091 | 8.65 0.1400 | 021 118 | 841 |7
0.1116 | 0.16 | 1.00 | 8.95 Result 01025 | 022 | 093 | 9.10 0.1164 | 025 100 | 863 |2
0.1427 | 020 | 121 | 848 Measure, Analyze and KM 0.1436 | 028 | 123 | 855 0.1173 | 029 103 | 881 |3
0.1033 | 0.15 | 092 | 8.93 The important of organization 0.0866 | 0.17 | 0.80 | 9.23 0.0907 | 0.26 082 [9.07 |1
development to HPO
Organization: culture
0.1039 | 0.14 | 0.90 | 8.67 Organization: structure 0.0927 | 0.17 | 0.81 | 8.70 01252 | 0.22 108 | 859 |2
0.0841 | 0.13 | 0.78 | 9.22 System : system of Working 0.0756 | 0.15 | 0.71 | 9.35 0.0970 | 0.88 021 | 912 |1
0.0850 | 0.13 | 0.79 | 932 System : administrative 0.0702 | 0.14 | 0.67 | 9.48 0.1026 | 0.93 022 | 9.04 |2
0.0776 | 0.11 | 0.73 | 9.38 Human : team working 0.0623 | 0.12 | 059 | 9.52 0.0991 | 0.88 0.19 | 889 |2
0.0861 | 0.13 | 0.80 | 9.28 Human : performance 0.0667 | 0.15 | 0.63 | 9.48 0.1054 | 091 022 | 867 |3
0.0934 | 0.14 | 0.84 | 9.02 Human : knowledge/capability 0.0911 | 0.19 | 0.83 | 9.14 0.1944 | 0.35 021 | 178 | 4
0.0943 | 0.14 | 0.84 | 8.86 Human : leadership 0.0829 | 0.18 | 0.75 | 9.03 0.0937 | 0.86 022 | 922 |1
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Table 51 Comparative data all of staff, administrative staff and nonadministrative staff

all of staff

Statement

administrative staff

nonadministrative staff

Ccv Semaan sd mean Ccv Semaan sd mean (&\% Semaan sd mean
02000 | 039 | 1.63 | 8.17 administrative by good 0.1488 | 0.65 | 128 | 8.60 0.2083 | 047 | 1.67 | 8
governance
0.1695 | 030 | 1.43 | 8.43 Principle of public management | o.1571 | 062 | 135 | 857 0.1748 | 045 | 146 | 833
Leadership
0.1714 | 032 | 1.37 | 8.00 Measure, Analyze and KM 0.1071 | 0.52 | 0.86 | 8.00 0.1922 | 0.40 | 1.53 | 7.96
01746 | 032 | 135 | 774 Stakeholder 0.1598 | 0.60 | 135 | 8.43 01795 | 037 | 135 | 7.52
0.1765 | 035 | 141 | 8.00 Process management 0.1303 | 0.56 | 1.06 | 8.14 01979 | 043 | 157 | 7.92
0.1786 | 032 | 1.43 | 8.00 Strategic planning 0.1429 | 0.60 | 1.18 | 8.29 0.1936 | 0.38 | 1.52 | 7.85
0.1813 | 034 | 1.44 | 7.94 Result 0.1571 | 0.60 | 1.35 | 8.57 0.1975 | 043 | 1.53 | 7.73
02055 | 036 | 1.67 | 8.14 Human resource 0.1521 | 0.63 | 135 | 8.86 0.2160 | 0.41 | 1.70 | 7.89
0.1934 | 032 | 151 | 7.80 The important of organization 0.1114 | 046 | 094 | 843 02124 | 039 | 1.60 | 7.56
development to HPO
Organization: structure
02091 | 037 | 171 | 820 Organization: culture 0.1358 | 052 | 118 | 871 02315 | 045 | 1.85 | 8.00
01770 | 030 | 146 | 8.22 System : administrative 0.1453 | 0.60 | 1.22 | 8.43 0.1856 | 0.35 | 1.50 | 8.08
0.1857 | 032 | 146 | 7.89 System : system of working 0.1941 | 0.65 | 1.47 | 7.57 0.1893 | 0.37 | 1.50 | 7.93
01730 | 032 | 141 | 817 Human : performance 0.1253 | 0.56 | 1.02 | 8.14 0.1857 | 0.39 | 1.51 | 8.11
0.1846 | 035 | 149 | 8.06 Human : leadership 0.1071 | 0.56 | 0.86 | 8.00 02037 | 043 | 1.63 | 8.00
0.1952 | 035 | 1.60 | 8.17 Human : knowledge/capability 0.1453 | 0.59 | 122 | 843 02075 | 042 | 1.67 | 8.04
02113 | 038 | 1.74 | 8.23 Human : team working 0.1452 | 0.61 127 | 871 0.2256 | 046 | 1.81 | 8.04
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Table 52 Comparative data all of nonadministrative member , nonadministrative lecturers and nonadministrative staff

nonadministrative Statement nonadministrative nonadministrative staff
member lecturers
CvV Semaan sd mean r Cv Semaan sd mean r mean sd Semaan CvV
01572 | 022 | 132 | 841 | - | administrative by good 0.1055 | 022 | 088 | 837 |- |8 1.67 | 047 | 02083
governance
01397 |08 | 117 | 835 | 1 | Principle of public management | 01229 | 021 | 1.07 | 870 |5 | 833 | 146 | 045 | 0.1748
Leadership
01559 | 022 | 129 | 826 |2 | Result 0.1164 | 025 | 1.00 | 863 |2 | 7.73 | 1.53 | 0.43 | 0.1975
01573 | 019 | 130 | 825 | 3 | Process management 01210 | 026 | 1.06 | 878 |4 | 792 | 157 | 043 | 01979
01576 | 0.18 | 130 | 828 | 4 | Strategic planning 0.1066 | 0.14 | 0.87 | 819 |1 | 7.85 | 1.52 | 0.38 | 0.1936
01424 | 020 | 112 | 7.85 | 5 | Stakeholder 0.1400 | 021 | 118 | 841 |7 752 | 135 | 037 | 0.1795
01666 | 025 | 136 | 8.19 | 6 | Measure, Analyze and KM 0.1173 | 029 | 1.03 | 881 |3 |79 | 1.53 | 040 | 0.1922
0.1676 | 0.19 | 140 | 835 | 7 | HUmMan resource 0.1231 | 024 | 1.05 | 856 | 6 | 7.89 | 1.70 | 0.41 | 0.2160
01633 | 0.6 | 132 | 809 |1 | Organization development 01252 | 022 | 1.08 | 859 |2 [7.56 | 1.60 | 039 | 0.2124
Organization: structure
01777 | 017 | 147 | 830 | 2 | Organization: culture 0.0907 | 026 | 0.82 [ 9.07 |1 |800 | 1.85 | 045 | 02315
01492 | 018 | 129 | 862 | 1 | System:administrative 01026 | 022 | 093 | 9.04 |2 | 808 | 1.50 | 0.35 | 0.1856
0.1547 | 021 | 131 | 850 |2 | System: system of working 0.0970 | 021 | 088 | 912 |1 [793 | 150 | 0.37 | 0.1893
01471 | 018 | 126 | 857 |1 | Human: performance 01054 | 022 | 091 | 867 |3 [811 | 151 | 039 | 0.1857
01556 | 0.19 | 130 | 833 | 2 | Human : leadership 00937 | 022 | 086 | 922 |1 | 800 | 1.63 | 043 | 02037
0.1580 | 020 | 134 | 846 |3 | Human : knowledge/capability 0.1944 | 021 | 035 | 178 | 4 | 804 | 1.67 | 042 | 02075
0.1656 | 0.16 | 143 | 8.63 | 4 | Human : team working 00991 | 019 | 088 | 889 |2 [804 | 181 | 046 | 02256

44>



Table 53 Comparative data all of administrative member , administrative lecturers and administrative staff

administrative member Statement administrative lecturers administrative staff
cv Sewan | sd mean cv Sewan | sd mean cv Semun | sd mean | ra
nk
01075 | 022 | 097 | 9.03 administrative by good 01019 | 023 | 093 | 9.10 0.1488 | 065 | 128 | 8.60
governance
Principle of public management
00870 | 018 | 079 | 9.14 Leadership 00739 | 015 | 068 | 9.27 01571 | 0.62 135 | 857 |5
00935 | 018 | 086 | 918 Strategic planning 00758 | 016 | 071 | 939 0.1429 | 0.60 118 | 820 |3
0.0951 019 | 087 | 9.3 Human resource 00849 | 018 | 078 | 9.19 0.1521 | 0.63 135 | 886 | 4
0.1047 | 019 | 095 | 9.05 Process management 00879 | 017 | 081 | 926 0.1303 | 0.56 106 | 814 |2
01111 022 | 100 | 9.00 Result 01025 | 022 | 093 | 9.10 01571 | 0.60 135 | 857 |6
0.1156 020 | 099 | 861 Stakeholder 0.1047 0.19 | 091 | 865 0.1598 | 0.60 135 | 843 |7
0.1443 0.25 122 845 - Measure, Analyze and KM 0.1436 028 123 855 0.1071  0.52 086  8.00 1
0.0951 017 | 087 | 9.13 The important of organization 0.0866 017 | 080 | 9.23 0.1358 | 0.52 118 | 871 2
development to HPO
Organization: culture
0.0961 0.16 | 0.83 | 8.65 Organization; structure 0.0927 0.17 | 0.81 | 870 0.1114 | 0.46 094 | 843 1
0.0886 0.18 | 082 | 929 System : administrative 0.0702 0.14 | 067 | 948 0.1453 | 0.60 122 | 843 1
01022 | 021 | 092 | 9.03 System : system of working 00756 | 015 | 071 | 9.35 0.1941 | 0.65 147 | 757 |2
0.0781 016 | 073 | 937 Human : team working 00623 | 012 | 059 | 952 01452 | 0.61 127 [ 871 |3
00870 | 018 | 080 | 924 Human : performance 00667 | 015 | 0.63 | 948 0.1253 | 0.56 102 | 814 |2
0.0988 020 | 0.89 | 9.00 Human: knowledge/capability 0.0911 019 | 083 | 914 0.1453 | 0.59 122 | 843 4
0.0999 019 | 088 | 8.4 Human: |eadership 0.0829 0.18 | 075 | 9.03 0.1071 | 0.56 086 | 800 |1
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Table 54 Comparative data all of member, all of lecturers and all of staff
Measure parameter: rank

Statement all of | all of lecturers all of staff

memb

er all admin nonadmin all admi nonadmin
administrative by good governance - - - - - |- -
Principle of public management 1 2 1 5 1] s 1
Leadership
Stakeholder 2 5 6 7 307 2
Strategic planning 3 3 2 1 s 3 4
Process management 4 4 4 4 41 2 6
Human resource 5 1 3 6 7| 4 7
Result 6 6 5 2 6| 6 5
Measure, Analyze and KM 7 7 7 3 2| 1 3
The important of organization development to HPO 1 1 1 1 2| 2 2
Organization: culture
Organization: structure 2 2 2 2 1|1 1
System : administrative 1 2 1 2 1o 1
System : system of working 2 1 2 1 2| 2 2
Human : performance 1 2 2 3 1] 2 1
Human : team working 2 1 1 2 4] 3 4
Human : leadership 3 4 3 1 2| 1 2
Human : knowledge/capability 4 3 4 4 3] 4 3

vee



APPENDIX C

Photograph of the experts in brainstorming session
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Figure 25 Brainstroming by focus group technique : Monday 24 August 2009, 01.00-
03.30 at Narissaranuwattiwong room, Silpakorn university , Bangkok
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