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Organizational Development: Context and Rationale
The Office of the Welfare Promotion Commission for Teachers and Educational
Personnel (OTEP) play a pivotal role in ensuring the stability and quality of life for educators
and educational personnel nationwide. With a long-standing mission of providing care,
support, and professional development, OTEP serves as a cornerstone of service excellence
dedicated to the Thai educational community. Amidst the transition of the Thai bureaucracy
towards New Public Management (NPM), OTEP is committed to enhancing its institutional
capacity in alignment with the High-Performance Organization (HPO) framework. This
framework emphasizes fostering leadership competencies and inspiring personnel at all
levels to function with heightened efficiency and well-being. Consequently, this
organizational development initiative transcends mere operational adjustments; it signifies
the cultivation of a new organizational culture where personnel recognize their inherent
value, experience professional growth, and collectively serve as a strategic driving force for
the organization.
Implementation Framework and Pilot Unit
The project employs a Participatory Systemic Analysis research methodology,
executed through three critical phases:
1) Comprehensive Organizational and Personnel Capability Assessment: A multi-
dimensional analysis of the Office of the Welfare Promotion Commission for
Teachers and Educational Personnel (OTEP), encompassing organizational
structure, institutional mandates, and core competencies.
2) Development and Prototyping of Competency-Based Management: Implementing
a pilot study at the Teachers’ Hospital, an integrated unit with comprehensive
systems in service delivery, human resource management, and budgetary
administration.
3) Knowledge Extraction and HPO Roadmap Design: Synthesizing lessons learned
from the pilot phase to formulate a Strategic Roadmap for transitioning towards a
High-Performance Organization (HPO), intended for institutional-wide scaling

across OTEP’s various departments.



The Teachers’ Hospital was strategically selected as a “Learning Space” and a model

for people-centric organizational development. Given its diverse professional environment

spanning

both clinical services and administrative functions the unit effectively

demonstrates that personnel competency serves as the fundamental catalyst for the

sustainability of all OTEP operational systems.

Analysis Results and Key Research Findings

1)

2)

3)

a)

High Potential and Readiness of Personnel: Personnel within the Office of the
Welfare Promotion Commission for Teachers and Educational Personnel (OTEP)
possess substantial “ Human Capital” , characterized by extensive experience,
specialized knowledge, and a positive professional attitude toward serving
educators and society. The critical requirement is the establishment of
“Supportive Mechanisms” to systematically leverage and advance these existing
competencies.

Organizational Culture Foundations: While OTEP’s culture is rooted in strong
interpersonal bonds and empathy, there is a strategic need to integrate a
“ Learning Organization” culture and foster “ Cross-functional Collaboration.”
Such integration is essential to catalyze operational innovation and ensure
continuous institutional development.

Systemic Development at Teachers’ Hospital: The pilot study at the Teachers’
Hospital demonstrates the efficacy of systemic personnel development. By
promoting  Servant Leadership, inspiring internal communication, and
implementing learning-oriented performance appraisals, the organization
successfully enhanced employee motivation and engagement in service
improvement.

Key Lessons Learned: The synthesis of findings indicates that the establishment
of a robust “ Competency System” and its strategic alignment with the
“ Organizational Strategic Plan” constitute the fundamental core of OTEP’s

transition toward a High-Performance Organization (HPO).

Policy Recommendations and Human Resource Development Guidelines

1)

2)

3)

Establishment of an OTEP Competency Framework: Define and implement Core
Competencies, Functional Competencies, and Behavioral Competencies that
authentically reflect the organization’s values and mission.

Enhancement of the Performance Management System (PMS): Redesign
performance appraisals to incorporate behavioral and learning-based indicators,
transforming evaluation into a developmental tool rather than a mere
measurement of output.

Promotion of Positive Leadership: Cultivate positive leadership qualities among
executives at all levels, encouraging them to serve as coaches and mentors to

inspire and drive collective organizational change.



4) Cultivation of a Happy Learning Workplace: Foster an organizational culture
centered on continuous learning and well-being through collaborative learning
activities, knowledge sharing, and the implementation of a formal Mentoring
System.

5) Integration of HRD and HRM with Corporate Strategy: Align Human Resource
Development (HRD) and Human Resource Management (HRM) systems with
OTEP’s strategic goals to ensure that personnel development yields measurable
outcomes in both operational efficiency and employee happiness.

Strategic Roadmap

Timeline Key Strategies Expected Outcomes
Year 1 Establishment of a Personnel Practical Understanding and
Competency System and the Implementation of the Competency
Teachers’ Hospital Model Framework by Personnel
Years 2-3 | Development of Internal Learning Institutionalization of a Collaborative
Networks and Organization-wide Learning Culture throughout OTEP

Coaching Systems

Years 4 - 5 | Integration of HRD-HRM Systems Recognition of OTEP as a Premier
with Corporate Strategy Model for High-Performance Public

Organizations

Conclusion

“A High-Performance Organization is not the product of complex structures, but of
individuals who possess determination, a commitment to learning, and a shared trajectory
for collective growth.”

This project has demonstrated that the Office of the Welfare Promotion Commission
for Teachers and Educational Personnel (OTEP) possess exceptionally robust human capital
and internal potential. With the implementation of appropriate management systems and
the cultivation of an inclusive, learning-oriented workplace culture, OTEP is well-positioned
to evolve into a “ High-Performance Organization with a Human Touch.” Ultimately, the
competencies of individuals will coalesce into the competencies of the institution. OTEP will
emerge as a model organization—one that not only functions with superior efficiency but
also serves as an inspirational workplace where personnel take profound pride in “Caring for
those who care for the nation's future.”
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