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This study aimed to: 1) study the current state of innovation competency of 

basic education schools, 2) study the factors that influence innovation competency of 

basic education schools, and 3) propose a model for the development of innovation 

competency of basic education schools.  

The relationships between the factors influencing innovation competency were 

developed from a competency-based view perspective, resource-based view perspective 

and dynamic capabilities theory. The key elements for innovation competency of an 

organization are composed of managerial competency (transformational leadership, 

innovation strategy, support from management and HR practice), transformation-

based competency (organizational structure, organizational culture, organization learning 

and research and development), organizational resources (tangible resources: financial 

resources, physical resources and intangible resources: human resources and organization 

knowledge), and organizational environment (government support, competition and 

environment uncertainty). 

 This study used mixed methods. The data from the qualitative study were used 

to supplement the information obtained from the quantitative study, which was the 

principal method. The quantitative study was to test the influence of factors that affect 

innovation competency of schools providing basic education. The data were collected 

from sample groups of 420 schools through a questionnaire related to basic information 
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of the school and also the factors that affect innovation competency including the 

recommendation for developing innovation competency. Three hundred and thirty-

five questionnaires, (79.76%) were returned. The qualitative study was conducted by 

exploring the school’s documents and interviewing school administrators in seven 

schools which had won the "one school, one innovation" award for three consecutive 

years in order to obtain data for the analysis of the key elements that affected 

innovation competency, including recommendations for developing the innovation 

competency of the school. The data from this qualitative study was used to 

supplement the data from the quantitative study.  

 The results of the quantitative study, using descriptive statistics and analysis of 

the relation of factors using structural equation modeling (SEM), showed that the 

basic education schools have an average mean value of 7.89 of innovation 

competency. From testing the correlation factors that affected innovation competency, 

it was found that managerial competency, transformation-based competency and 

organizational resources had a direct effect on innovation competency. The organizational 

environment had no significant direct effects on innovation competency, but it had an 

indirect effect on innovation competency through managerial competency and 

organizational resources. This showed consistency with the analysis of data from the 

qualitative study, which showed that the organizational environment had no great 

effect on innovation competency. In addition, the results of the qualitative study 

showed that managerial competency, transformation-based competency and organizational 

resources were important for innovation competency of an organization. 

 The results of both quantitative and qualitative studies were developed to 

provide a model for developing innovation competency, theoretical recommendations, 

practical recommendations, including policy recommendations and proposals for 

future research. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1  Statement and Significance of the Study 

 

The Constitution of the Kingdom of Thailand B.E. 2550, section 49, Right and 

Freedom of Education Management, states that every person has an equal right to 

have no less than 12 years of formal education and that the government is obliged to 

provide an education to all with quality and equality. Section 86 (1) mentions that the 

state has to support the development of science, technology and innovation, and 

budget for the allocation of research and the application of knowledge. Section 86 (2) 

mentions that the state should support inventions or initiatives that promote new 

knowledge (Office of the Council of State, 2007) to facilitate learning based on the 

National Education Acts B.E. 2542, second amendment B.E. 2545 and third amendment 

B.E. 2553, which states that education is a learning process that promotes the 

prosperity of people and society through knowledge sharing, training, cultural 

preservation, and academic development, as well as knowledge enhancement based 

on setting up environments, societies, and key factors to facilitate lifelong learning. 

Section 8 (3) also states that the development of this learning process and its contents 

must be provided on a continuous basis.  

Section 9 (1) states that the education structure and management must be set 

up based on a unity of policies and diversified practices. Section 9 (5) states that there 

must be various resources used to support education management. Section 20 (5) also 

encourages teachers to have pleasant environments, learning media, and facilities that 

promote learning, and be able to apply research in the learning process.  Section 39 

states that the Ministry of Education must decentralize education management in 

terms of academic knowledge, budget, human resources and administration. Section 

67 states that the government must support research and development and technology 
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production and development for education, and conduct a follow-up and evaluation 

process to insure that the application of technology is compatible with the learning 

process of Thai students (Office of the Prime Minister, 2014).  All of the laws 

mentioned above are objectives at the national level that comply with the right to have 

no less than 12 years of formal education provided by the government, which includes 

the pre-primary level, primary level, and secondary levels.  

 For educational institutions or at the school level, the school administrator 

plays a vital role in managing and administering education provisions, to be sure that 

they are actively based on policies and laws in response to changes in technology. As 

well, global competition nowadays requires Thailand to urgently improve the quality 

of its population and enhance its competitiveness with other countries. This is because 

today’s world is recognized as a learning society, in which education is one of the 

significant drivers of prosperity for countries, both at the regional and global levels. 

Thus, education is also recognized as a stimulation of knowledge sharing, and a 

development of ideas, methods, and innovations that can be applied towards further 

progress on a large scale.   

However, a recession of education in Thailand has been demonstrated in many 

aspects, based on a study called the Global Competitive Report 2014-2015 by the 

World Economic Forum (WEF). Competitiveness in Thailand is ranked 31
st
 in the 

world, and 3
rd

 within ASEAN, following Singapore (world 2
nd

 ranking), while 

Malaysia is ranked 20
th

 in the world. In terms of education quality, basic education in 

Thailand is ranked 7
th

 in ASEAN (6
th

 rank last year) and 86
th

 in the world. 

Meanwhile, Lao People's Democratic Republic has occupied the 6
th

 rank in ASEAN 

and the 79
th

 rank in the world. (Ministry of Education, 2014). In previous times, many 

countries, including Thailand, have reformed education for a long time with the 

objective of enhancing the efficiency of education. However, such developments have 

not been successful according to many factors. Scholars and researchers have 

concluded that education reform is needed because of many factors that cause a 

failure of learning quality in schools. These failures in education have occurred 

because school administrators have failed to recognize the importance of academic 

evaluation and improvement in all aspects of a school’s processes. These failures 

include the lack of effective human resource management and the promotion of 

educational innovation. 
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Gazeil (2008: 337) conducted studies about the leadership of school directors 

in terms of learning and efficient teaching, and the findings showed that leaders of 

efficient secondary schools demonstrated enthusiastic behavior and active 

participation in all aspects of  the teaching process. School leaders who are highly 

experienced and promote effective learning activities will continuously demonstrate 

transformational leadership, clear vision and emotional stability. Furthermore, Boam 

and Sparrow (1992: 310) stated that successful organizations require strategic change, 

internal support to enhance the capabilities and learning skills of employees, 

environment management to ensure readiness for competition, exploitation of internal 

and external resources, human resource development, and operations based on the 

strategies and goals of the organizations. This corresponds with Zoltán, Zoltán,  József, 

Tamás and Gábor (2013: 48). who stated that factors of innovation that enhance the 

operational efficiency and success of an organization are knowledge management, 

access to resources, availability of financial resources, formal and informal 

management, internal cooperation, and the application of innovations and technology. 

A company should also promote learning activities and continuous improvement by 

focusing on applying innovation in growing competitiveness through knowledge 

management of schools, an innovation culture, and an innovation system and 

organization structure in order to strengthen the competitiveness of the country (The 

National Innovation Agency, 2006). Sunisa Todla (2012: 27) also stated that, in 

developing learners to be highly capable people, the teacher is the key factor for 

training students and promoting a pleasant learning atmosphere. Teachers should 

ensure 3 learning factors: be a happy teacher, have a happy student, and include 

participation of the community in the learning process. This means that factors 

influencing the capabilities of teachers include human factors (such as skill, 

motivation in working, personality, gender, age, experience) leadership factors (such 

as leadership, management, communication, teambuilding, evaluation processes, 

working atmosphere) environment factors (such as social environment, working 

environment, working equipment, and organization culture). As well, the findings also 

showed that minor factors that significantly affect the capabilities of teachers include 

skills, experience, working atmosphere, and environment of organization, social 

environment, and working equipment.  
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 The Office of The Education Council (2014a) talks about education system 

development in 4 aspects, which are 1) Improvement of education standard quality, 

allowing students to analyze, solve problems, initiate creative ideas, practice self-

learning, and encourage teachers to apply technologies and communication tools to 

improve teaching efficiency 2) Developing education provisions that respond to the 

careers needed in society 3) Lifelong learning for all ages and 4) Learning for 

innovation by supporting researchers who pioneer innovations in various fields of 

expertise and expand networks of research in both domestic and international markets. 

 Data from the Office of the National Economic and Social Development 

Board (2013) regarding the proportions of learning age people to the total population 

by education level, showed that 

 

Table 1.1  Populations by Education Level                 

 

Unit: Percentage   

 

Education Level 
Year 

2010 2020 2030 2040 

Kindergarten (3-5 years) 3.78 3.29 2.83 2.4 

Primary school (6-11 years) 8.16 6.76 6.07 5.26 

Lower secondary school (12-14 years)  4.31 3.56 3.23 2.87 

Upper secondary school (15-17 years)  4.36 3.76 3.32 3.02 

University (18-21 years)  5.61 5.30 4.49 4.23 

 

Source:  The Office of the National Economic and Social Development Board,  2013. 

 

 According to Table 1.1, populations in learning ages who are supposed to have 

formal education from kindergarten to upper secondary school are likely to decline. 

Therefore, basic education becomes a challenging factor in setting education policies 

to enhance the competitiveness of the country and ensure sustainable development. 

Applications of technologies and knowledge that create added value and enhance the 

quality of people are essential but, in the long run, the competitiveness of Thailand is 

not widely accepted, especially in terms of people’s capability, expertise in science 
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and technology, education innovation, management efficiency, and infrastructure. 

These aspects are important factors that drive the economy and increase the 

sustainable competitiveness of Thailand (The Office of the Education Council 2014a). 

Innovation is also essential for education development and capability enhancement of 

human resources because innovation can solve education problems and promote the 

learning ability of students (Cox, 2010). 

Currently, innovation is still an important problem that is recognized as a high 

priority. Utterback (2004: 98) stated that key problems in an organization include a 

shortage of technology and innovation development, while competitors illustrated 

systematic innovation, new working processes, and technology. Schilling and Werr 

(2009: 25) stated that innovation management, despite its complexity, is related to 

knowledge, network and relationship development, involvement in innovation, 

collaboration of stakeholders, employees, environment, communication, and human 

resource management.  Somneuk Eurjirapongpun; Phukphajong Wattanason; Atchara 

Chanchai and Prakob Khuparat (2010: 49) stated that innovation is different based on 

the knowledge base. The principle of innovation includes many dimensions, such as 

1) Newness 2) Economic Benefits 3) Knowledge and Creativity Ideas. Likewise, The 

National Innovation Agency (2014: 4) also attempts to promote innovation as a part 

of production, learning, knowledge management and application of new ideas to 

create benefits for the economy and society and facilitate education effectiveness 

countrywide. Therefore, innovation is a key factor of the economy and education 

systems. This corresponds to recommendations by The Office of The Education 

Council (2014b), derived from focus group among teachers and management of 

educational institutions, in which the results showed that a sufficient budget should be 

prepared to ensure continuous development of innovation, capability development of 

teachers to promote interactive teaching, and the application of innovation in 

enhancing teaching and learning skills.   

Because of the importance of innovation and the problem of education 

management in schools, it makes for  interesting research to study how to enhance the 

innovation competency of schools in order to provide quality education; to develop 

educational innovation in schools; to increase the skills of related contributors in 

education and also management skills; and lastly, to develop factors that ensure 
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sustainable innovation development in order to achieve the utmost benefits in the 

education sector. 

 

1.2  Objectives of the Study 

 

1.2.1 To study current situations of innovation competency of schools that 

provide basic education  

1.2.2 To study factors that influence the innovation competency of schools 

that provide basic education     

1.2.3 To propose a model For developing  the innovation competency of schools 

which provide basic education  

  

1.3  Scope of the Study 

 

This research studies the recent situations of innovation competency and 

factors that influence innovation competency of schools, both public and private, that 

provide basic education from kindergarten to Grade 12 (Kindergarten level up to 

secondary level).  

The unit of analysis of this research is an organizational level. The unit of 

study is a school of an educational institution that provides basic education. Both 

quantitative and qualitative methods were applied in order to obtain the data for 

analysis. The quantitative data were collected from 13 areas of inspection under the 

Ministry of Education. Respondents included directors and deputy directors. For the 

qualitative data, the researcher selected 7 schools to be samples of this research that 

have been awarded “One School, One Innovation” for 3 consecutive years from the 

Teacher Council of Thailand (Kurusapha) and are considered to have high innovation 

competency, the schools are 1) Patai Udom Suksa School 2) Wat Suthat School 3) Sathya 

Sai School 4) Baan Muang Sam Pi School 5) Baan Huay Hia School 6) Anubaan 

Baan Mor (Pattanarat) School and 7) La Salle Chotiravi Nakhonsawan School. 
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1.4  Limitations of the Study 

 

Based on the scope of this study, there are some limitations that may inhibit 

the richness of information for applying the development of innovation competency in 

all business areas.  The limitations are as follows: 

1.4.1 This research focuses on quantitative data collection from 

directors and deputy directors. The data and information that are obtained are only 

based on the experience and perception of that school’s director and deputy director. 

Further research can be conducted by collecting data from teachers, students, related 

persons or stakeholders in the education sector.  

1.4.2 Qualitative data collection focuses on the 7 schools awarded with 

“One School One Innovation” for 3 consecutive years from the Teacher Council of 

Thailand (Kurusapha) only. Nonetheless, there are some schools that have been 

awarded the “One School One Innovation” award as well, but less than 3 consecutive 

years. As a result, the data obtained from these 7 schools may be insufficient to 

generate enough information for developing innovation competency. Thus, other 

researchers can study more by collecting data from all awarded schools or innovation-

awarded schools regardless of the number of awards. 

1.4.3 The data collection process was limited based on time 

constraints. This is because of the location of some schools, e.g. remote areas, or the 

distance between schools and post office, in which the information of some schools 

were rarely accessed within the duration time that the researcher had. 

  

1.5  Benefits of the Study  

   

1.5.1  Academic Benefits 

1) This study can increase and improve our knowledge of education 

innovation, organization development, innovation management, and the competency 

development of educational institutions that provide basic education.  

2)  The results of the study can be applied as a guideline for those who 

are interested in developing organizational competency in educational institutions that 

provide basic education. 
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3)  The results can be a guideline for organizational strategy formulation 

in order to enhance the innovation competency of educational institutions that provide 

basic education. 

 

1.5.2   Professional Benefits 

1) School administrators, teachers, stakeholders and related persons 

from educational institutions/schools can understand the factors that enhance 

innovation competency, and be able to apply such factors into their work and 

education management in order to ensure high quality education provision. 

2) School administrators, teachers, stakeholders and related persons of 

educational institutions can extend their knowledge toward educational innovation 

development in their schools, and be able to develop innovation competency for their 

schools.  

3) School administrators, teachers, stakeholders and related persons of 

educational institutions can learn how to enhance their professions by creating 

educational innovation in order to improve their instruction for better quality in 

education provision. 

 

1.5.3  Policy Formulation Benefits 

1)  Research findings regarding the current situation of innovation 

competency of basic education in schools shall promote the awareness of related 

persons in the education sector concerning the current innovation competency of 

schools in Thailand.  Policy formulators can apply such findings in order to develop 

guidelines or government policies that enhance the education quality of schools and 

the country through innovation development. 

2)  Findings about the factors that influence innovation competency can 

enable related persons who create policies about education at all levels to set up 

government strategies to support continuous innovation development in schools. 

Policy formulators can also create such government strategies that support the 

development and improvement of factors affecting innovation competency; for 

example, with the government policy and strategy that supports schools with resource 

allocation (such as budget, know-how) or government policies that provide free 
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training courses for school personnel. With these mentioned policies, it can help 

schools to eventually develop sustained innovation competency. 

 

1.6  Definitions of Terms  

 

Innovation refers to something with “newness”, such as a new approach, a 

new process, new creative knowledge, new ideas, and new technology, which can 

contribute to the development and improvement of related work for individuals/ 

organizations.  

Innovation Competency refers to the capability to create innovation of an 

organization continuously, and apply such innovation in order to enhance the 

efficiency and effectiveness of the organization. 

 Managerial Competency refers to the ability to manage an organization, and 

consists of Transformational Leadership, Top Management Support, Innovation 

Strategy, and Human Resources Management Practice. 

Transformational-based Competency refers to the ability to convert input 

(resources of the company) into innovation. This competency consists of 

organizational structure, organizational learning, organizational culture, research and 

development. 

Organizational Resource refers to tangible resources such as financial 

resources and physical resources, and intangible resources such as human resources 

and the organization’s knowledge. 

Organizational Environment refers to external factors that affect an 

organization’s operation, these include competition, government support, and 

environmental uncertainty. 

Basic education is formal learning, starting from kindergarten or pre-primary 

school, up to primary school, lower secondary school and upper secondary school.  

    

1.7  Organization of the Study 

 

Chapter 1 describes the background of the study and a statement of the 

problems regarding education management and innovation in basic education, the 
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research objective, the scope of the study, limitations of the study, applications and 

benefits of the study, definitions of operational terms and thesis structure.  

 Chapter 2: describes the basic education system, a background of basic 

educational provision, levels of the education system, types of educational systems, 

and policies regarding innovation educational management and development. 

Chapter 3 concerns literature review, theory, and research about innovation 

competency, which consists of a definition of innovation, classifications and methods 

of innovation development, managerial competency, transformational-based 

competency, organizational resources, organization environment, relevant concepts 

and previous research, and the research hypothesis. 

Chapter 4 describes the conceptual framework and research methodology, it 

consists of samples and populations, the data collection process, and data analysis. 

Chapter 5 is a qualitative presentation of the researcher’s findings and data 

analysis that is relevant to the development of innovation competency in schools 

under the Office of The Basic Education Commission. 

Chapter 6 describes the presentation of quantitative research findings, with 

data and analysis of the factors that influence innovation competency in schools under 

the Office of The Basic Education Commission. 

Chapter 7 is the conclusion and recommendations, with a discussion about the 

factors affecting innovation competency of schools under the Office of The Basic 

Education Commission, our conclusion and discussion of the research results, 

limitations of the study, theoretical contributions and recommendations for future 

research and policy formulation. 

 

 

 



 

CHAPTER 2 

 

EDUCATIONAL SYSTEM AND EDUCATIONAL INNOVATION  

 

2.1  Background of Educational System in Thailand  

 

Education is a tool for conveying knowledge through the communication 

process using methods and techniques for transferring knowledge gained from 

experiences of learning and concepts, and then conveying such concepts or 

knowledge from one generation to the next generation up to the present. Currently, 

education is communicated through various methods such as innovations and 

technological media, from individuals to family members, educational institutions, 

learning places, learning sources, innovative media, and technologies. It is recognized 

that educational institutions are the places where this educational transfer is the most 

acceptable, because there is a government agency that will provide inspections to 

make sure that the education and knowledge will be provided with standards and 

regulations stipulated by the government. The government agency responsible for the 

educational provisions of educational institutions is the Ministry of Education of 

Thailand. This agency was established in the past and continues until present day. 

In the reign of King Rama V, on April 1, 1892, the Ministry of Education 

(Krasuang Thammakan) was established to regulate and supervise religion, education, 

healthcare, and museums. The name of the ministry changed several times between 

“Krasuang Thammakan” and “Krasuang Seuksathikan”, but in 1941, the ministry 

changed its Thai name to the present one, “Krasuang Seuksathikan”. Its headquarters 

has been located at the “Chan Kasem Palace” until now. The Ministry of Education is 

a Thai government office in the form of a Ministry, responsible for promoting 

the education of all citizens thoroughly and equally. Additionally, the Ministry of 

Education is also responsible for building educational equality and opportunity, 

supporting all public and private agencies that engage in educational participation, 

promoting vocational education and allowing the private sector to engage in 

http://en.wikipedia.org/wiki/Thailand
http://en.wikipedia.org/wiki/Education_in_Thailand
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educational participation with an emphasis on offering education for all by local 

agencies and charity institutions, focusing on lifelong learning, providing services to 

society, developing educational personnel, and promoting talented persons to learn 

and express themselves in appropriate ways.   

The Ministry of Education is the main agency responsible for administrating 

and managing education in Thailand, it consists of sub-agencies for the decentralization 

of authority in educational management, as follows:   

1) Department Level consists the Office of Minister; Office of the 

Permanent Secretary, Ministry of Education; Office of the Education Council; Office 

of the Basic Education Commission; Office of the Vocational Education Commission; 

Office of the Higher Education Commission. 

2) Public Organization Level is divided into those public organizations 

established according to the Public Organization Act B.E. 2542, such as Mahidol 

Wittayanusorn School, International Institute for Trade and Development, National 

Institute Educational Testing Service; and those public organizations established 

according to the Special Act, which includes such institutions as the Institute for the 

Promotion of Teaching Science and Technology (IPST), The Teachers' Council, and 

the Office of the Welfare Promotion Commission for Teachers and Education 

Personnel. 

3) Other agencies, such as the Educational Radio Station, Education 

Television Station, Business Organization of the Office of the Welfare Promotion 

Commission for Teachers and Educational Personnel, and Chulabhorn Research 

Institute. 

 As a result, at the Department level, the main agency relating to the 

educational management of the basic education level is the Office of the Basic 

Education Commission, as it is the entity at the Department level under the 

jurisdiction of the Ministry of Education, or so-called OBEC. It is responsible for the 

management of education from primary educational level to upper secondary 

educational level. Sub-agencies under the supervision of Office of the Basic 

Education Commission are located widely in each region and province around the 

country, they include 183 areas of the Education Service Area Office, 42 areas of the 

Secondary Educational Service Area Office, and 16 central agencies, namely: 1) Bureau 

http://en.wikipedia.org/w/index.php?title=Office_of_the_Permanent_Secretary_(Thailand)&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Office_of_the_Permanent_Secretary_(Thailand)&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Office_of_the_Education_Council&action=edit&redlink=1
http://en.wikipedia.org/wiki/Office_of_the_Basic_Education_Commission
http://en.wikipedia.org/wiki/Office_of_the_Basic_Education_Commission
http://en.wikipedia.org/w/index.php?title=Office_of_the_Vocational_Education_Commission&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Office_of_the_Higher_Education_Commission&action=edit&redlink=1
http://en.wikipedia.org/wiki/Mahidol_Wittayanusorn_School
http://en.wikipedia.org/wiki/Mahidol_Wittayanusorn_School
http://en.wikipedia.org/w/index.php?title=International_Institute_for_Trade_and_Development&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=National_Institute_Educational_Testins_Service&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=National_Institute_Educational_Testins_Service&action=edit&redlink=1
http://en.wikipedia.org/wiki/Institute_for_the_Promotion_of_Teaching_Science_and_Technology
http://en.wikipedia.org/wiki/Institute_for_the_Promotion_of_Teaching_Science_and_Technology
http://en.wikipedia.org/w/index.php?title=The_Teachers%27_Council&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Office_of_the_Welfare_Promotion_Commission_for_Teachers_and_Education_Personnel&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Office_of_the_Welfare_Promotion_Commission_for_Teachers_and_Education_Personnel&action=edit&redlink=1
http://en.wikipedia.org/wiki/Education_Service_Area_Office
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of General Administration, 2) Bureau of Finance, 3) Bureau of Monitoring and 

Evaluation, 4) Bureau of Educational Testing, 5) Bureau of Technology for Teaching 

and Learning, 6) Bureau of Policy and Planning, 7) Bureau of Special Education 

Administration, 8) Bureau of Educational Innovation Development, 9) Bureau of 

Personnel Administration Development and Legal Affairs, 10) Bureau of Student 

Activities Development, 11) Bureau of Teachers and Basic Education Personnel 

Development, 12) English Language Institute, 13) Bureau of Education Development 

for a Special Administrative Zone in Southern Border Provinces, 14) Upper 

Secondary Education Bureau, 15) Public Sector Development Group, and 16) Internal 

Auditing Unit (Ministry of Education, 2014). 

Regarding current educational management, the Ministry of Education 

determines educational policies and management. Its missions and obligations are in 

accordance with the Administrative Organization of the Ministry of Education Act 

B.E. 2546. According to Section 12 of such act, the Ministry of Education and its 

government officers are supervised by the Minister of Education and the Minister 

determines policies, targets and achievements of the Ministry of Education pursuant 

to the policies announced by the Cabinet to the Senate or established or approved by 

the Cabinet. Section 20 of the abovementioned Act identifies that the Ministry of 

Education shall have the Inspector-General of Ministry who is responsible for 

performing the inspection, studying, analyzing, researching, following up, and 

assessing policy levels in order to provide advice and suggestions for improvement 

and development. In addition, the National Government Organization Act, No.2, B.E. 

2553, pursuant to the Royal Thai Government Gazette Vol.127, Page 4, Part 45A 

dated July 22, 2010 has amended some parts of the original Administrative 

Organization of the Ministry of Education Act, that is, Section 5 prescribes that the 

Minister of Education, with the advice of the Education Council, shall have the power 

to issue a Notification in the Royal Thai Government Gazette in order to establish or 

amend educational service areas, both primary educational service areas and 

secondary educational service areas. Since the administrative organization in 

educational service areas defines each educational service area to be comprised of the 

primary educational level and the secondary educational level, which are under 

supervision of the educational service area, it causes inefficiency and delay in 
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management. As a result, the educational service area should be divided into the 

primary educational service area and the secondary educational service area for more 

efficient management and compliance with the law on national education. In addition, 

the Ministry of Education has been restructured and the new structure of the Ministry 

of Education therefore comprises 7 agencies under its supervision as follows: 1) Office of 

the Minister, 2) Office of Permanent Secretary, 3) Office of the Education Council, 4) 

Office of the Basic Education Commission, 5) Office of the Higher Education 

Commission, 6) Office of the Vocational Education Commission, and 7) Public 

organizations/Subordinate Organizations (Ministry of Education, 2014).   

 

2.2   Educational System in Thailand 

 

As prescribed in the National Education Act B.E. 2542, Amendments (No.2) 

B.E. 2545 and (No.3) B.E. 2553 (Office of the Council of State, 2013), it represents 

the intention of basic educational provision as shown in Section 4, stating that 

“Education” means the learning process for personal and social development through 

imparting of knowledge; practice; training; preservation of culture; enhancement of 

academic progress; building a body of knowledge by creating a learning environment 

and learning society and the availability of factors conductive to continuous lifelong 

learning. In this Section, the Basic Education School or Institute is also defined as an 

institution providing basic education, which means any educational institute or school 

providing education before the level of higher education.  

In addition, the intention of educational provision is also prescribed in Section 7, 

stating that the learning process shall aim at inculcating sound awareness of politics; a 

democratic system of government under a constitutional monarchy; the ability to 

protect and promote their rights, responsibilities, freedom, respect of the rule of law, 

equality, and human dignity; pride in Thai identity; ability to protect public and 

national interests; promotion of religion, art, national culture, sports, local wisdom, 

Thai wisdom and universal knowledge; inculcating the ability to preserve natural 

resources and the environment; ability to earn a living; self-reliance; creativity; 

acquiring thirst of knowledge and capability of self-learning on a continuous basis.  
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In the structure of educational management, there is decentralization of 

authority to educational service areas, educational institutions and local administration 

organizations as prescribed in Section 9. Additionally, the educational standards are 

set and the system of quality assurance for all levels and all types of education are 

also implemented. The professional standards and the development of teachers, 

faculty, staff and educational personnel on a continuous basis are raised. There is the 

mobilization of resources from different sources for provision of education and also 

for partnerships with individuals, families, communities, community organizations, 

local administration organizations, private persons, private organizations, professional 

bodies, religious institutions, enterprises, and other social institutions as well.     

The educational system in Thailand is categorized into 3 types of education, 

which are formal education, non-formal education, and informal education. 

1) Formal education is the education which specifies the aims, 

methods, curriculum, duration, assessment, and evaluations conditional to its 

completion. 

2) Non-formal education has flexibility in determining the aims, 

modalities, management procedures, duration, assessment and evaluation conditional 

to its completion. The contents and curriculum for non-formal education must be 

appropriate, respond to the requirements, and meet the needs of individual groups of 

learners. 

3) Informal education enables learners to learn by themselves 

according to their interests, potentialities, readiness and opportunities available from 

persons, society, environment, media or other sources of knowledge.    

Formal education is divided into 2 levels, those being basic education, and 

higher education. Basic education is that which is provided for the 12 years before 

higher education. Differentiation of the levels and types of basic education is in 

accordance with those prescribed in the ministerial regulations. Higher education is 

divided into two levels, lower-than-degree level, and degree level. Differentiation or 

equivalence of the various levels of non-formal or informal education is in accordance 

with those stipulated in the ministerial regulations.  

Apart from the management of basic education and higher education, Early 

Childhood Education or Kindergarten is also prescribed in Section 8 of the National 
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Education Act B.E. 2542, stating that early childhood education and basic education 

shall be provided in the following institutions: 1) Early childhood development 

institutions, namely: child care centers; child development centers; pre-school child 

development centers of religious institutions; initial care centers for disabled children 

or those with special needs, or early childhood development centers under other 

names, 2) Schools, namely: public schools, private schools, and those under 

jurisdiction of Buddhist or other religious institutions, and 3) Learning centers, 

namely: those organized by non-formal education agencies, individuals, families, 

communities, community organizations, local administration organizations, private 

organizations, religious institutions, enterprises, hospitals, medical institutions, 

welfare institutes, and other social institutions.     

  

2.3   Basic Education System 

 

Basic education is provided for at least 12 years of education. It is divided into 

the following levels. 

2.3.1 Early childhood education level, pre-school education level, or 

kindergarten level is provided for children aged 3 to 6 years old.  

2.3.2  Elementary education level spans 6 years of education. 

2.3.3  Secondary education level is divided into 2 levels, which are lower-

secondary education level and upper-secondary education level. Both require 3 years 

of education. The upper-secondary education level can be categorized into 2 types as 

follows; 1) General Education is the preparation needed for further study in higher 

education levels, 2) Vocational Education is that provided for developing knowledge 

or skills for employment or further study in higher vocational levels.  

The 12-year basic education (From Prathom 1 to Matthayom 6, equivalent to 

Grade 1-12) is also divided into Compulsory Education, which must be provided for 

at least 9 years (Matthayom 3, equivalent to Grade 9). Compulsory Education is 

different from basic education. Thai citizens are not required to attend the basic 

education but it is the choice of Thai citizens as to whether or not they continue their 

education. However, compulsory education is mandatory for all Thai citizens 

according to the duty of citizens as stipulated in Section 69 of the Constitution of the 
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Kingdom of Thailand. In addition, the basic educational system is classified into 2 

major curriculums, which are an English Program and a Thai program. Any school 

who provides the abovementioned educational level can establish their own 

curriculum and ask for permission of the original affiliation to provide an English 

Program. (Ministry of Education, 2014)  

   

2.4   Administrative Structure of Ministry of Education 

 

The administrative structure of the Ministry of Education is comprised of 5 

major bodies. Public schools providing basic education from the pre-elementary 

education level (kindergarten) to the upper-secondary education level (Matthayom 6, 

equivalent to Grade 12) must be under the control of the Office of the Basic 

Education Commission, while private schools must be under the supervision of the 

Office of the Private Education Commission, administrated under the Office of the 

Permanent Secretary. In the educational administration, the Ministry of Education 

decentralizes authority to educational service areas. The Ministry of Education 

divides the educational service area into 183 Primary Educational Service Areas 

and 42 Secondary Educational Service Areas throughout the country. Primary 

Educational Service Area Offices will supervise public schools providing 

education from the pre-elementary education level to the elementary education level, 

including coordination with and support for private schools in the educational 

service area. (Administrative Organization of the Ministry of Education Act B.E. 

2546, 2557)   

The Office of the Basic Education Commission (2014) divides the administration 

into 13 Inspection Area Offices throughout the country according to the Inspection 

Area Office of the Ministry of Education. The details are as follows;  
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Table 2.1  The Office of Inspection Area of the Ministry of Education 

 

Office of Inspection  Area Provinces 

Office of Inspection  Area  1 consisting of 8 provinces, 1) Chiang Mai, 2) Mae 

Hong Son, 3) Lampang, 4) Lamphun, 5) Nan,  

6) Phayao, 7) Chiang Rai, and 8) Phrae   

Office of Inspection  Area  2 consisting of 9 provinces, 1) Phitsanulok, 2) Tak,  

3) Phetchabun, 4) Sukhothai, 5) Uttaradit,  

6) Kamphaeng Phet, 7) Nakhon Sawan, 8) Phichit, 

and 9) Uthai Thani 

Office of Inspection  Area  3 consisting of 4 provinces, 1) Lopburi, 2) Chainat,  

3) Singburi, and 4) Ang Thong  

Office of Inspection  Area  4 consisting of 4 provinces, 1) Pathumthani,  

2) Nonthaburi, 3) Phra Nakhon Si Ayutthaya, and  

4) Saraburi  

Office of Inspection  Area  5 consisting of 9 provinces, 1) Chonburi,  

2) Chachoengsao, 3) Nakhon Nayok, 4) Prachinburi, 

5) Samut Prakan, 6) Sa Kaeo,  

7) Chanthaburi, 8) Trad, and 9) Rayong 

Office of Inspection  Area  6 consisting of 8 provinces, 1) Ratchaburi,  

2) Kanchanaburi, 3) Nakhon Pathom,  

4) Suphanburi, 5) Prachuap Khiri Khan,  

6) Phetchaburi,  

7) Samut Sakhon, and 8) Samut Songkhram  

Office of Inspection  Area  7 consisting of 8 provinces, 1) Udon Thani, 2) Nong 

Khai, 3) Nong Bua Lamphu, 4) Loey, 5) Khon 

Kaen, 6) Maha Sarakham, 7) Roi Et, and  

8) Kalasin  

Office of Inspection  Area  8 consisting of 4 provinces, 1) Nakhon Ratchasima,  

2) Chaiyaphum, 3) Buriram, and 4) Surin  

Office of Inspection  Area  9 consisting of 8 provinces, 1) Ubon Ratchathani,  

2) Nakhon Phanom,  



19 

 

Table 2.1  (Continued) 

 

 

Office of Inspection  Area Provinces 

 3) Mukdahan, 4) Sakon Nakhon, 5) Yasothon,  

6) Sisaket, and 7) Amnat Charoen 

Office of Inspection  Area  10 consisting of 5 provinces, 1) Phuket, 2) Ranong,  

3) Krabi, 4) Phang Nga, and 5) Trang  

Office of Inspection  Area  11 consisting of 4 provinces, 1) Nakhon Si Thammarat, 

2) Chumphon, 3) Surat Thani, and  

4) Phatthalung 

Office of Inspection  Area  12 consisting of 5 provinces, 1) Yala, 2) Songkhla,  

3) Narathiwat, 4) Pattani, and 5) Satun  

Office of Inspection  Area  13 Bangkok. 

 

Additionally, for effective administration, the Ministry of Education divides 

the inspection area into 18 areas and one central inspection area in Bangkok, 

according to the requirements of the Ministry of Interior. The details are as follows;  

 

Table 2.2  Area of Inspection 

 

Area of Inspection Provinces 

Area of Inspection 1 consisting of 4 provinces, 1) Pathumthani, 2) Nonthaburi,  

3) Phra Nakhon Si Ayutthaya, and 4) Saraburi  

Area of Inspection 2 consisting of 4 provinces, 1) Lopburi, 2) Chainat,  

3) Singburi, and 4) Ang Thong  

Area of Inspection 3 consisting of 5 provinces, 1) Chachoengsao, 2) Nakhon 

Nayok, 3) Prachinburi, 4) Samut Prakan, and 5) Sa Kaeo 

Area of Inspection 4 consisting of 4 provinces, 1) Ratchaburi, 2) Kanchanaburi, 

3) Nakhon Pathom, and 4) Suphanburi  

Area of Inspection 5 consisting of 4 provinces, 1) Prachuap Khiri Khan,  

2) Phetchaburi, 3) Samut Sakhon, and 4) Samut Songkhram 



20 

 

Table 2.2  (Continued) 

 

Area of Inspection Provinces 

Area of Inspection 6 consisting of 4 provinces, 1) Nakhon Si Thammarat,  

2) Chumphon, 3) Surat Thani, and 4) Phatthalung 

Area of Inspection 7 consisting of 5 provinces, 1) Phuket, 2) Ranong, 3) Krabi, 

4) Phang Nga, and 5) Trang  

Area of Inspection 8 consisting of 5 provinces, 1) Yala, 2) Songkhla,  

3) Narathiwat, 4) Pattani, and 5) Satun  

Area of Inspection 9 consisting of 4 provinces, 1) Chonburi, 2) Chanthaburi,  

3) Trad, and 4) Rayong 

Area of Inspection 10 consisting of 4 provinces, 1) Udon Thani, 2) Nong Khai,  

3) Nong Bua Lamphu, and 4) Loey 

Area of Inspection 11 consisting of 3 provinces, 1) Nakhon Phanom,  

2) Mukdahan, and 3) Sakon Nakhon 

Area of Inspection 12 consisting of 4 provinces, 1) Kaen, 2) Maha Sarakham,  

3) Roi Et, and 4) Kalasin  

Area of Inspection 13 consisting of 4 provinces, 1) Ubon Ratchathani,  

2) Yasothon, 3) Sisaket, and 4) Amnat Charoen 

Area of Inspection 14 consisting of 4 provinces, 1) Nakhon Ratchasima,  

2) Chaiyaphum, 3) Buriram, and 4) Surin  

Area of Inspection 15 consisting of 4 provinces, 1) Chiang Mai, 2) Mae Hong 

Son, 3) Lampang, and 4) Lamphun 

Area of Inspection 16 consisting of 4 provinces, 1) Nan, 2) Phayao, 3) Chiang Rai, 

and 4) Phrae   

Area of Inspection 17 consisting of 5 provinces, 1) Phitsanulok, 2) Tak,  

3) Phetchabun, 4) Sukhothai, and 5) Uttaradit 

Area of Inspection 18 consisting of 4 provinces, 1) Kamphaeng Phet, 2) Nakhon 

Sawan, 3) Phichit, and 4) Uthai Thani 

 

Inspection areas of the Ministry of Education are determined for the 

convenience of operation under their missions and duties, according to requirements 
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which are consistent with their educational management policy and for effective 

follow-up and assessment. 

Regarding the missions and duties of the Ministry of Education according to 

Section 20 of Administrative Organization of the Ministry of Education Act B.E. 

2546, it stipulates that the Ministry of Education must have an inspector of the 

Ministry in order to perform inspections, study, analyze, research, monitor and assess 

the policy level and give advice for improvement and development. To be in 

accordance with the spirit of the law and have an operational approach, the Ministry 

of Education selects policies, action plans, and tasks/projects which are significant to 

the mission in order to determine the inspection policy and issues of the inspection 

specified in the inspection plan of the Ministry of Education. The frameworks for 

consideration are as follows:   

1) It must be made up of policies, action plans, and tasks/projects 

corresponding to the government’s policy, the government administration plan (B.E. 

2555-2558), and the educational development policy of the Ministry of Education.  

2) Inspection Plan Commission of the Ministry of Education considers 

and selects policies, action plans, and tasks/projects to determine the inspection policy 

and issues of the inspection according to the consideration criteria. They must be 

policies, and action plans/projects with a sufficient budget. The operational areas must 

cover various provinces all over the country. Plus, they must be highly significant to 

the policy or risks.  

3) It must be made up of policies, action plans, and tasks/projects 

corresponding to national educational situations or educational issues that urgently 

need to be solved or improved.  

According to the new administrative structure of the Ministry of Education, 

the administration is divided into 3 sections, as follows: 1) Central Administration,    

2) Administration of Educational Service Area, and 3) Administration of State 

Educational Institutes Providing Education at the Degree Level and Being Legal 

Entities. The missions, roles and duties of the Ministry of Education are shown in 

Figure 2.1.  
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According to Figure 2.1, within the Administrative Structure of Ministry of 

Education there is the central administration at the ministerial level, whose roles, 

powers and duties are to promote and monitor all levels and types of education, 

establish educational policies, plans, and standards, support resources for education, 

as well as strengthen and organize matters relating to religion, art, culture, and sport 

for education, and follow up, inspect and assess performance. The government chiefs 

belong directly to the Minister of Education as follows:     

1) The Office of the Minister takes charge of administrative work in 

order to support the mission of the Minister and coordinates policies among the 

ministries.  

2) The Office of the Permanent Secretary, Ministry of Education, is 

responsible for developing strategies, applying the policy of the Ministry to the action 

plan, implementing the law on national education, providing budgets and 

administering general affairs of the Minister in order to achieve desired targets and 

results according to the mission of the Ministry.  
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Figure 2.1  Administrative Structure of Ministry of Education 

Source:  The Office of the Basic Education Commission, 2014. 
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3)  The Office of the Basic Education Commission has the mission of 

providing and promoting basic education, proposing policies, educational 

development plans, educational management standards, and basic education core 

curriculum, determining rules, guidelines and implementation of resource support, 

allocating resources and managing budgets, supporting the basic education 

management, developing the administrative system, promoting the coordination of 

information networks, applying information technology to education, strengthening 

educational supervision, administration and management, and monitoring, inspecting 

and assessing basic educational management performances of the educational service 

areas. In addition to such abovementioned duties, the Office of the Basic Education 

Commission is also responsible for developing educational innovation, coordinating, 

promoting and supervising basic educational management, education for disabilities, 

persons with learning deficiencies and gifted persons, cooperating and supporting the 

basic educational management of the private sector, local administrative 

organizations, individuals, families, community organizations, private organizations, 

professional bodies, religious institutions, enterprises, and other social institutions of 

educational service areas, and performing the secretarial operations of the Basic 

Education Commission.        

4)  The Office of the Higher Education Commission takes charge of 

managing and promoting higher education with respect to the academic freedom and 

excellence of degree-granting institutions. 

5)  The Office of the Vocational Education Commission is responsible 

for managing and promoting vocational education and professional training with 

respect to professional quality and excellence.  

 

2.5   Implementation of Ministry of Education 

 

The Ministry of Education performs implementation according to the action 

plan so that agencies under its jurisdiction have operational guidelines which are 

consistent with educational policies and goals. According to the provisions of Section 

9 of the Royal Decree on Criteria and Procedures for Good Governance, B.E. 2546, it 

stipulates that, in performing its duties as a government agency, for result-based 
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management it shall make its performance plan prior to the carrying out of any 

mission. In terms of education, it specifies that;  

1)  Education is the foundation leading Thailand to sustainable 

progress, so it is necessary to support and leverage education for all ages. All sections 

must perform their educational task in a holistic way. Educational tasks should not be 

separated because they will not then have clear approaches for developing national 

human resources.  

2)  Development of teachers/educational personnel and educational 

technologies towards modernization, with the children, youth, and students as a center 

of interest. Any changes in the educational system must respond to the question of 

whether children or students in all levels will obtain benefit from such action.  

3)  Creating methods for making Thai youths aware of love of nation 

and benefits to the nation, respect the King, learn and be proud of the history and 

background of their Thai ancestors and Thailand, and show gratitude towards the 

nation.  

4)  Allowing the Security Department to provide for cooperation in all 

educational institutions in order to create physical and mental discipline and empower 

the nation for sustainable national development.  

In addition, the Office of the Basic Education Commission has determined the 

policy, vision, and mission for the basic education as of fiscal year 2014 as follows: 

(The Office of the Basic Education Commission, 2014) 

1) Vision:  

 The basic education in Thailand has quality and international standards 

based on Thai identity.  

2) Missions: 

(1) Promoting and supporting all citizens to thoroughly receive 

quality education.  

(2) Promoting learners to have morals, ethics and desired 

characteristics according to the curriculum.  

(3) Developing the administrative system, emphasizing participation 

in education provision in order to strengthen responsibility on educational quality. 
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3) Targets: 

(1) Students at the preschool education level have a balanced and 

appropriate development based on their ages. All students in the basic educational 

level have qualified and appropriate development based on their ages.   

(2) All citizens have an opportunity to study thoroughly and 

equally at the basic educational level.  

(3) Teachers, directors of educational institutions, and educational 

personnel have proper skills and a result-based working culture.  

(4) Educational Service Area Offices and educational institutions 

have efficiency and become a mechanism for driving the quality of basic education to 

an international standard.  

(5) The Office of the Basic Education Commission must operate in 

a holistic way and emphasize the participative administration which decentralizes 

powers and responsibilities to Educational Service Area Offices and educational 

institutions. 

(6) Educational quality in special areas must receive special 

support for improvement. 

Furthermore, the Office of the Basic Education Commission establishes 

strategies and schemes to respond to its vision, missions and targets as shown in Table 2.3. 

 

Table 2.3  Strategies and Schemes of the Office of the Basic Education Commission  

 

Strategy Developing quality of learners in all types and levels 

Scheme 1. Organizing the data system of learners  

2. Proving understanding of educational provisions to society  

3. Managing budgets corresponding to all situations 

4. Applying the curriculum to be practiced  

5. Utilizing various innovative media 

6. Organizing the supervision system, following up, and reporting  

    results  

7. Coaching learners (Counseling System)  
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Table 2.3  (Continued) 

 

Strategy Developing quality of learners in all types and levels 

Scheme 8. Applying tests to any part of the teaching and learning process  

9. Promoting internal quality assurance  

10. Teaching regular subjects and vocational subjects  

11. Promoting English language for communication and one    

      language of ASEAN  

12. Coordination for student recruitment in various ways 

Strategy Expanding opportunity of equally accessing qualified educational 

services  

Scheme 1. Developing individual student data  

2. Administering a budget of subsidies per learner  

3. Providing opportunities to learners to study in qualified schools until   

    completion of the curriculum  

4. Supporting good and qualified schools to be located in all districts  

5. Supporting upper-secondary educational schools in special areas to  

     provide vocational education  

6. Promoting various and proper management according to standards  

7. Promoting and constantly assisting a learners system 8.Coordinating, 

assisting and managing an appropriate education for children who 

are unregistered with the civil registration  

Strategy Developing the quality of teachers and educational personnel 

Scheme 1. Developing knowledge and competencies of teachers through actual 

practice and providing constant assistance  

2. Developing directors of educational institutions in the groups that 

urgently need to be developed  

3. Reinforcing a work motivation system that corresponds with 

students’ results  

4.  Coordinating with and supporting relevant organizations and groups 

of person that are involved with preparing and allocating skilled 

teachers that correspond to the requirements of schools and societies  



28 

 

Table 2.3  (Continued) 

 

Strategy Developing the educational system, support and management 

Scheme 1. Decentralizing power 

2. Promoting participation in educational services 

3. Promoting schools, district offices, educational service offices and 

groups of persons to be responsible for performance of educational 

services 

 

Source:  The Office of the Basic Education Commission, 2014.   

 

2.6   Educational Innovation 

 

Innovation relates to new applications and new inventions that have never 

been applied before, it also includes development and adaptation of existing items to 

be modern, and unique. (Pornphimol Tungchaisin, (2013);Ruethai Plaengwattana 

(2013) In addition, innovation is an idea, practice or invention which is recognized as 

a new item by persons or agencies. 

Educational innovation is the innovation used in education, including new 

actions, new creations, and new developments or adaptations from old items for new 

teaching and learning processes. It can be classified into 5 categories as follows; 

(Monsit Sitthisomboon, 2013)     

1)  Innovation of instructional media  

2)  Innovation of instructional management methods  

3)  Innovation of curriculum  

4)  Innovation of measurement and evaluation  

5)  Innovation of administration and management  

In conclusion, applying new and unique ideas to educational development, 

creation or invention of new items, or even developing new concepts that become new 

knowledge that result in effective and qualified learning, is considered to be 

educational innovation. In addition, innovation resulting in education and learning for 

the development of educational quality is also educational innovation.   
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2.7   One School One Innovation Award 

 

The “One School One Innovation” award has been operating since 2004. Its 

objective is to encourage all schools at the basic educational level to be aware of the 

importance of educational innovation. The project expects to stimulate all schools in 

the basic educational level to develop their educational quality by creating their own 

innovations. (The Vocational Promotion and Development Office and Secretariat 

Office of the Thai Teachers' Council of Thailand, 2010). The details that relate to the 

“One School One Innovation” award are as follows: 

 

2.7.1 Selection of “One School One Innovation” performances of the 

Teachers' Council of Thailand is organized every academic year through the process 

of innovation performance selection and educational service areas all over the 

country. The list of innovations passes the assessment criteria based on its quality 

level and will be submitted to the Secretariat Office of the Teachers' Council of 

Thailand in order to select which outstanding innovation deserves to be awarded 

further. The process of submitting innovations to the contest is based on the Council’s 

rules. Educational institutions can submit only one innovation in any of following 

categories.  

2.7.1.1 Curriculum: Providing a curriculum that corresponds to the 

core curriculum for developing learners; linking to conservation and development of 

the environment, culture, new knowledge and desired characteristics based on the 

context of educational institutions, allowing learners to have knowledge, skills, 

morals and ethics; supporting each learner to develop competencies by showing the 

components of the presented curriculum and experiences in which the learners can 

successfully and happily practice applying their knowledge. 

2.7.1.2 Learning process management: Offering opportunities for 

learners to practice, solve problems, or study; creating new meaningful knowledge 

based on preferences and interests; discovering knowledge and providing learning 

with respect to the difference between individuals; respecting the rights and duties of 

learners; planning and designing activities; managing experiences meaningfully and 

systemically; aiming for the highest benefits to learners for learning and developing 

learning from real experiences; thinking, acting and solving problem efficiently.  
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2.7.1.3 Learning sources: Process of using sources of data, information, 

local wisdom, natural resources and the environment to encourage learners to be eager 

to learn, seek for and learn knowledge widely and continuously. Innovation of 

learning sources should use media for strengthening learners to create the learning 

process, realize the value of learning sources, and think and develop in order to retain 

the value of sustainable learning sources.   

2.7.1.4 Educational media and technology: Working examples derived 

through creativity, having traces and evidence of tests or applications to the learning 

management process, resulting in useful learning to learners; “Printed Media”, such as 

books, textbooks, magazines, reports, annals, memos, theses, and other printed 

materials; “Technological Media”, including software produced to be used together 

with hardware such as video, recording tape, computer assisted instructions, 

programmed lessons, instructional modules, distance training modules, or any type of 

multimedia; “Other Media”, single media or additional media, such as personal 

media, media from resource centers, learning resources, activity media, games 

showing the learning process, or audio-visual media.  

2.7.1.5 Measurement and evaluation: Systemic process of measurement 

and evaluation; Quality assessment in any aspect of learning by using a variety of 

methods and tools and emphasizing an authentic assessment and evaluation of results 

that reflects learning, behavior and practices in the real world of learners in all 

aspects; Basic data that is used for developing learners further.  

2.7.1.6 Administration and management of educational institutions: 

Systemic model of educational institution administration and management, 

decentralizing the powers of all concerned persons who are engaged in decision 

making and administration together with the directors of educational institutions in 

terms of developing the budget system, personnel, academic works (especially 

learning management), and development plan based on requirements of the learners, 

parents and communities; assigning tasks for preparing strategic plans, improving 

educational institutions and providing information technology systems.   

2.7.1.7 Psychology: Application of psychological knowledge and 

education coaching to the problem solving process or learner development in 

educational institutions, allowing learners to live in society happily and learn very 
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well, for example, by providing assistance to learners, studying learners case by case 

and by group, advancing learners into special groups, managing classes, etc.  

  

2.7.2 Assessment Methods for Quality Innovation: Quality assessment for 

innovation can be categorized into the following levels:  

2.7.2.1 Innovation at the educational service area level: The Commission 

for Educational Service Area, Teachers’ Council of 183 areas evaluates each 

innovation from documents and CDs according to the assessment criteria for quality 

specified by the Teachers’ Council. Innovation that passes the assessment criteria and 

is approved by the Commission of Teachers’ Council of Educational Service Area 

will be submitted to the Secretariat Office of the Teachers' Council of Thailand in 

order to receive further assessment for an innovation contest at the national level.  

2.7.2.2 Innovation contest at the national level: The Commission 

inspects and evaluates performances of One School One Innovation for 2 rounds.  

1) First Round: Innovations that completely pass the assessment 

from the educational service area level will be assessed from documents and CDs of 

the educational institutions. Qualified innovations will be selected and considered 

according to the criteria specified by the Teachers’ Council. They will be categorized 

based on the type of innovation. However, the score obtained from the assessment 

operated by the Commission of Teachers’ Council of Educational Service Area will 

not be taken into consideration in this round.   

2) Final Round: Innovations that passed the first-round assessment 

will be evaluated using empirical evaluation by considering the innovation exhibited 

in the contest area. The Commission, which inspects and evaluates performances of 

One School One Innovation, will select the qualified innovation which deserves to be 

granted the “One School One Innovation” award according to the assessment criteria 

for quality specified by the Teachers’ Council. The award can be classified into 3 

levels: gold medal, silver medal and bronze medal.  

   

2.7.3 Assessment Criteria for Quality Innovation: Criterion-referenced 

assessment is applied to the assessment for quality innovation. The assessment criteria 

are as follows:  
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2.7.3.1 Process for selecting innovations for the “One School One 

Innovation” award will be based on the assessment criteria for quality of innovation 

performance using quality dimension, scales and indicators. The total score for 

innovation performance in each aspect is 36 points as follows:    

1)  Academic Value (9 Points), Scoring scale 3, 2 indicators, 

which are thinking process and development, and results 

2)  Benefits of Innovation (12 Points), Scoring scale 4, 2 indicators, 

which are significance towards professions, and application 

3)  Nature of Performance (3 Points), Scoring scale 1, 1 indicator 

which is outstanding uniqueness 

4)  Participation (6 Points), Scoring scale 2, 3 indicators which 

are variety of concerned persons, behavior of participation, and duration  

5)  Presentation (6 Points), Scoring scale 2, 3 indicators which 

are presentation technique, details, and trace evidence 

2.7.3.2 Consideration for granting the “One School One Innovation” 

award can be divided into 2 levels as follows:  

1) Innovation award at the educational service area level: 

Innovation that passes the assessment criteria and is approved by the Commission of 

Teachers’ Council of Educational Service Area, according to the assessment criteria 

for quality as specified by the Teachers’ Council. The score starts from 24 points or 

higher.  

2) Innovation award at the national level: Innovation that 

passes the assessment operated by the Commission for Inspection and Assessment of 

the “One School One Innovation” award according to the assessment criteria.   

2.7.3.3 Quality specified by the Teachers’ Council is as follows:  

1)  Gold medal: Score of 33-36 points 

2)  Silver medal: Score of 29-32 points 

3)  Bronze medal: Score of 25-28 points 
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Table 2.4  Summary of Assessment Criteria for “One School One Innovation” Award 

of Teachers’ Council     

 

Quality 

Dimension 

Quality Level 

Level 1 Level 2 Level 3 

1. Academic 

Value  

- Thinking 

process and 

development 

- Results and 

impacts 

Uncomplicatedly 

thinking, using one 

side of 

information, 

representing 

principles, 

theories, or 

highlights of 

innovations used 

for development, 

having concepts 

and accuracy of 

presented contents, 

having procedures 

leading to results 

based on existing 

or used models, 

results for a short 

term  

Having various 

thinking processes, 

representing 

principles, theories, 

or highlights of 

innovations used for 

development, having 

concepts and 

accuracy of 

presented contents, 

having procedures 

leading to results by 

self-design, able to 

adjust and improve 

innovation that 

creates good results 

to relevant groups 

for a certain period  

Having relative, 

systemic and 

reasonable thinking 

processes, representing 

principles, theories, or 

highlights of 

innovations used for 

development,  

having concepts and 

accuracy of presented 

contents, having 

procedures leading to 

actual results as 

specified, generating 

new knowledge, having 

direction of continuous 

development, having 

good results to the 

overall society in the 

long term 
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Table 2.4  (Continued) 

 

Quality 

Dimension 

Quality Level 

Level 1 Level 2 Level 3 

2. Benefits of 

Innovation 

- Significance 

towards 

professions 

and career 

- Application  

Performance 

leading to a specific 

development and 

allowing concerned 

persons to learn it, 

less widely applied.  

Innovation leading to 

developments and 

allowing concerned 

persons in specific 

groups to learn it 

together, can be 

applied in specific 

groups or tasks  

Innovation leading to 

sustainable 

development and 

changes of 

development in all 

aspects of concerned 

persons at the school 

level with results to 

communities, 

causing actual 

collaborative 

learning, being 

widely applied  

3. Nature of 

Innovation 

- Outstanding 

Novelty 

similarity to 

existing innovations  

Innovation that is 

partially adapted from 

existing ones 

Newly created 

innovation with 

outstanding novelty 

4.Participation 

- Variety of 

concerned 

persons 

- Behavior of 

participation  

- Duration 

time 

Concerned persons 

in specific groups or 

individuals 

participate only in 

thinking and 

performing the 

assigned innovation 

work at the initial 

phase only.  

Concerned persons in 

various groups 

participate in thinking 

and performing the 

work in some 

procedures of 

innovation process or 

at some phases only. 

 

All concerned 

persons participate in 

thinking, planning, 

deciding, performing, 

and assessing the 

results occurred in 

the innovation 

process from the 

beginning to the end.  
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Table 2.4 (Continued) 

 

Quality 

Dimension 

Quality Level 

Level 1 Level 2 Level 3 

5. Presentation 

- Presentation 

technique  

- Details of 

innovation 

- supporting 

evidence  

Performing 

presentation 

interruptedly, 

presenting only 

major topics, lack 

of details, 

information and 

evidence supporting 

the clear 

performance of 

innovation 

Performing 

presentation orderly 

and continuously, 

clear and interesting 

presentation, having 

some details but not 

covering all aspects, 

having clear 

supporting evidence 

that ensures the actual 

operation and result 

Performing 

presentation step-by-

step, representing the 

systemic relation, 

concise, clear and 

interesting 

presentation, having 

sufficient 

information 

supporting the actual 

operation and result, 

having clear and 

reliable supporting 

evidence 

corresponding to the 

performance of 

innovation 

 

2.8  Conclusion  

 

Chapter two describes the details relating to the educational system in 

Thailand and basic education provisions. It also contains the details of the 

administrative structure of the Ministry of Education and agencies supervising schools 

that provide basic education, which can be classified into The Office of Basic 

Education Commission (OBEC), and the Office of the Private Education Commission. 

The Office of Basic Education Commission (OBEC) is responsible for supervising the 

basic education provision of schools at the policy level and national level and also 

directly monitors schools providing education under the jurisdiction of the Office of 
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Minister. The Office of the Private Education Commission takes charge of 

supervising and promoting all kinds of private schools, including private schools 

providing basic education.      

In addition, it also contains the types of educational innovation and the “One 

School One Innovation” contest, including the criteria, rules and conditions of 

submitting innovations for the contest.  

 

 



 

CHAPTER 3 

 

LITERATURE REVIEW 

 

 This chapter presents the variables the researchers need to study. The contents 

are arranged and gathered from local and international literature reviews in order to 

represent the definition of studied variables and relationships of each variable 

previously studied by various scholars and researchers. The contents in this chapter 

are useful for understanding the theoretical concepts relating to this research, finally 

leading to the conceptual framework.  

 

3.1  Organization Innovation 

 

Innovation is widely recognized as the factor contributing to an organization’s 

success and achievement of its objectives. Innovation is generally considered to be 

one of the key drivers of corporate success (Cardozo, Mclaughlin, Harmon, Reynolds 

and Miller, 1993) and it is also important to the competitive advantages of organizations 

through their human capital having abilities in innovation creation Mayfield and 

Mayfield, (2004).  

Innovation is the process of transforming novel ideas or fresh knowledge into 

new management or original products (Ramadani and Gerguri (2011). It can be new 

products, services, technologies or management approaches (Hage, 1999). Elements 

of initiation of the innovation process are interaction of personnel in an organization, 

creativity, knowledge, experience, networks, cooperation, competition, and location. 

When most of these elements are in place (it is unnecessary for it to be all elements), a 

climate of organization innovation will take place (Goldsmith, 2001).  

Currently, there are many literatures relating to innovation that have 

elaborated innovation in different perspectives and used various terms to describe 

innovation (Zaltman, Duncan and Holbeck, 1973 quoted in Meulenberg and Verhees, 

2004). For example, organization innovation is the process of developing and 
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adopting new products. Organizational innovation refers to the generation, 

development, and implementation of tools, systems, programs, products or services 

which are new to that organization. Innovation has occurred when an organization 

performs some actions they have never done before and operates activities other than 

original forms or patterns (Kessler, 2004). When an organization learns to do 

something that they did not know before and they can proceed to do it in a sustainable 

way, a process of innovation has occurred (Shepard, 1967). Roger (1995) defined 

organizational innovation as an idea, practice or object that is perceived to be new by 

an individual and an organization that adopts such innovation. In addition, innovation 

was also defined as development and implementation (Andrew, 1986: quoted in 

Birchall and Armstrong, 2003), since innovation is accepted as a factor of efficiency 

of various industries’ performance (Zahra et al, 1999).   

Pornpimon Tungchaisin (2013) defined innovation as a practice or new 

invention which has never been adopted before or the development or adaptation of 

existing things to be more modern and more effective. When innovations are used, 

work or operations will be more efficient and effective, as well as saving time and 

labor. 

Ruethai Plengwattana (2013) said that the term innovation represents 

modernity, novelty of equipment and technology.  

The National Innovation Agency (2006) defined innovation as the production, 

learning, knowledge management, and exploitation of new ideas that will be 

beneficial to the country's economy and society, including the creation of products, 

services, new production processes, technology improvement, technology diffusion, 

and exploitation of technology that leads to enhancement of social and economic 

value. In addition to the wide definition of innovation, the National Innovation 

Agency also defines innovation in terms of economy as the application of new ideas 

or exploitation of existing things in new patterns or the generation of new products 

from knowledge and creativity for the economic and social benefits. 

Somneuk Eurjirapongpun; Phukphajong Wattanason; Atchara Chanchai and 

Prakob Khuparat. (2010) summarized the meaning of innovation defined by scholars 

as follows;  
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Table 3.1  Name of Scholars and Definition of Innovation 

 

Scholar (Year) Definition of Innovation 

Utterback (1971,1994, 

2004) 

Innovation is a new invention, developed from the old, 

which is accepted by the market as a new product or a 

new process first developed and used; it also causes 

economic benefits.  

Drucker (1985,1993) Innovation is a specific tool of entrepreneurs for 

enhancing competence, business competition and 

wealth by means of creating new-producing resources 

or endowing existing resources, including developing 

from new knowledge.  

Tushman and Nedler 

(1986)  

Innovation is the creation of any product, service, or 

process, which is new. 

Damanpour (1987) Innovation, in terms of organizational innovation, are 

new products developed to use in an organization and 

they are accepted by the organization’s personnel.  

Rogers(1995) Innovation is an idea, practice or object that is 

perceived to be new by an individual and organization 

that adopts such innovation. 

Smits (2002) Innovation is a successful combination of apparatus and 

ideas for social and economic benefits.  

Herkema (2003) Innovation is the adaptation of an idea or behavior that 

is new to the organization. The innovation can be a new 

product, a new service or a new technology which is 

related to radical or incremental change.  

Schilling (2008) Innovation is the practical implementation of an idea 

into a new product or new process. 

 

Source:  Somneuk Eurjirapongpun; Phukphajong Wattanason; Atchara Chanchai and 

Prakob Khuparat, 2010. 

 



40 

According to the above literature review, it can be concluded that innovation 

refers to something new as both knowledge and creative idea, which are applied to 

generate or improve performances through management process, concept and new 

methods. 

Innovation occurs through the initiation process arising from the decision-

making of the organization in order to respond to internal requirements and external 

environment. Any initiation of such organization derives from the needs of the 

organization to perform new actions which have never been done or occurred before 

in the organization (Kessler, 2004). When the initiation process of innovation occurs, 

the organization will start to learn new changes. When the organization is successful 

in handling these new changes, it means that the innovation process completely 

becomes part of the internal process of the organization (Shepard, 1967).  

 Kamal (2006) stated that the innovation process in the organization is the 

innovation adoption process. The concepts of innovation process of various scholars 

in different point of views are shown in Table 3.2.  
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Table 3.2  Innovation Adoption Models and Process 

 

DIVERSE INFORMATION TECHNOLOGY ADOPTION MEDELS 
References Stages/Phases 

Change Model 
(Lewin,1952) Unfreezing Change(or Moving) Refreezing 
Organisational 

Innovation Model 
(Pierce and 

Delbecq,1977) 
Initiation Adoption Implementation 

Four Phase 
Innovation 

Adoption Process 
(Darmawan,2001) 

Initiation Adoption Implementation Evaluation 

Stages of Innovation 
Adoption 

(Becker and 
Whisler,1967) 

Stimulus Conception Proposal Adoption Decision 

The Research Model 
(Agarwal and 
Prasad,1998) 

Awareness Perception Adoption Decision 
Channel Type Personal Innovativeness 

Organisation 
Innovation 
Adoption 

(Frambach and 
Schillewaert,2002) 

Awareness Consideration Intention Adoption 
Decision 

Continuous 
Use 

User 
Acceptance 

Innovation Adoption 
and Implementation 

(Gallivan,2001) 
Primary Authority 
Adoption Decision 

Secondary Adoption 
and   

Organizational 
Assimilation 

Organisational Acceptance 
And Consequences 

Innovation Adoption 
(Rogers,1995) 

Knowledge of 
Innovation 

Attitude 
towards 

Innovation 
Adoption 
Decision 

Implementing 
Innovation  

Idea 
Confirmation 
of Decision 

IT Adoption Model 
(Dixon,1999) 

Analysing 
Requirements 

& 
Assessing 

Capabilities 

Analysing 
Fit of 

Technology 
Adoption 
Decision 

Accept for 
Utilisation 

or  
Upgrade Capabilities 

Rejection 
Technology 
Acceptance 

Model 
(Davis,1989) 

Investigating 
the External   

Variables 

Perceived 
Usefulness 

Attitude 
Towards 

Technology 

 
Behavioural  
Intention for 
Technology 
Acceptance 

Actual 
System 

Accepted 
and in Use 

Perceived Ease  
of Use 

Two  Stage 
Innovation 

Adoption Model 
(Zaltman et al.1973) 

Primary Adoption Secondary Adoption 
 

A Firm Level Decision for 
Technology Acceptance 

 
Actual Innovation Implementation and 
including Individual Adoption by Users 

 

Source:  Kamal, 2006. 
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Table 3.2 shows the innovation process in the viewpoint of various academics. 

Most of them are innovation adoption processes. No scholars referred to processes 

relating to the generation or creation of innovation in an organization. AbuJarad and 

Yusof (2010) proposed that most innovation studies aim to look at innovation 

adoption in an organization only. In fact, innovation can be explained as a form of the 

innovation creation process and innovation adoption process.  

Damanpour and Wischnevsky (2006) distinguished the innovation creation 

process from the innovation adoption process by citing that innovation refers to 

novelty, so it should contain any process creating something which is a new 

innovation. It means that the process of innovation creation must occur first and then 

such innovation will be adopted and consumed by any organization. Table 3.3 

presents the process of innovation in view of the innovation creation process and 

innovation adoption process.  

 

Table 3.3  Process of Innovations in the Perspective of Damapour and Wischnevsky   

 

Study Generation Adoption 
Hage and Aiken 
(1970) 

- Evaluation initiation 
Implementation   routinization  

Kanter (1988) Idea generation  coalition building  
Idea realization 

 transfer or diffustion 

Klein and Sorra 
(1996)a 

Research  development  testing  
manufacturing  packaging  
dissemination 

Awareness  selection  
adoption   implementation  
routinization 
 

Roberts (1988) Recognition of opportunity  

idea formulation   problem solving  

prototype solution  

commercial development  

 Technology utilization 
and/or diffusion 

Rogers (1995)b Needs/problems  

research (basic and applied)  
development commercialization   
- 

 Diffusion and adoption 
 
 
Agenda-setting  matching 
redefining/restructuring 
clarifying   routinizing 
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Table 3.3  (Continued) 

 
Study Generation Adoption 
 

Rothwell and 
Robertson 
(1973) 

Idea generation  project definition 

problem solving   

design and development 

production  marketing 

- 

Tornatzky and 
Fleischer 
(1990)c 

Researchdevelopment   
deployment 

Adoption   implementation 
Routinization 

Angle and Van 
de Ven (2000) 

Initiation development   Implementation/termination  
 

Zaltman el 
al.(1973) 

- Knowledge awareness 
attitudes formation 
(adoption) decision 
initial implementation 
continued-sustained implementation 

 

 Table 3.3 shows the process of innovations divided into two categories, 

innovation creation and innovation adoption. Most previous research focuses on 

innovation in terms of innovation adoption and overlooks innovation creation. 

Therefore, most researchers aim to study organizations adopting innovations as an 

innovative organization and organizations which do not adopt innovations as a non-

innovative organization. Damanpour and Wischnevsky (2006) suggested that further 

research topics should relate to the study of innovation-generating organizations and 

innovation-adopting organizations from organizations or units that generate 

innovation. Moreover, they stated that both kinds of organization (innovation-

generating organizations and innovation-adopting organizations) are different kinds of 

organizations that are facilitated by different organizational conditions. They 

suggested that there should be a study of how the innovation-generating organization 

and the innovation-adopting organization exist and how these two kinds of 

organization are different. Damanpour and Wischnevsky (2006) referred to Kimberly 

and Evanisko (1995), the creator of the innovation organization matrix to represent 
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the distinction between the innovation-adopting organization and the innovation-

generating organization as shown in Figure 3.1.  

 

Generation of Innovation 

    High   Low 

 

 

 

 

 

 

 

 

Figure 3.1  Types of Organization and Innovation 

Source:  Damanpour and Whischnevsky, 2006   

 

An innovation-generating organization presents new products, services, and 

technologies to the market.  

An innovation-adopting organization applies existing new products, new 

services, and new technologies to the organization’s operations. 

AbuJarad and Yusof (2010) attempted to propose the distinction between 

innovation creation and innovation adoption in different perspectives by combining 

the concept of innovation from two dimensions. These are radical innovation and 

incremental innovation. This represents the different dimensions of innovation 

adoption and creation as well. Innovation creation and innovation adoption have 

different concepts. It is necessary to distinguish these two concepts since it causes 

misunderstanding in perceiving the term innovation, which is always incorrectly 

aware as the adoption of innovation. Put differently, most people consider 

organizational innovation in terms of an adoption of innovation. In addition, AbuJarad 

and Yusof (2012) also proposed a matrix which indicates the distinction between 

innovation creation and innovation adoption as shown in Figure 3.2.  

  

Innovation 

Organization 

Innovation- 

adopting 

Organization 

Innovation- 

Generating 

Organization 

Non-innovative 

Organization 
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Create Adopt  

I II Radically 

II IV  Incrementally 

  

Figure 3.2  Innovation Creation vs. Innovation Adoption 

Source:  AbuJarad and Yusof, 2012. 

Note:  (create radically) refers to radical real innovators)  

(create incrementally) refers to incremental real innovators 

(adopt radically) refers to radical adopters of innovation 

(adopt incrementally) refers to incrementally adopters of innovation 

 

Figure 3.2, shows that innovation adoption and innovation creation have 

obviously different concepts and they must be treated separately. 

   

3.2  Types of Innovation 

 

According to the literature review, innovation is categorized into various types 

with different perspectives as each researcher has distinct viewpoints on the topic. For 

instance, Lin (2007b) classified innovation into product and process innovation, while 

Damanpour and Wischnevsky (2006) categorized it into technology innovation and 

management innovation. Saenz, Aramburu and Rivera (2009) distinguish between 

incremental and radical innovation. Regarding incremental innovation, innovation 

will be developed increasingly and changed gradually and continuously, whereas 

radical innovation is the innovation which is dramatically and wholly changed to a 

new one (Damanpour, 1991: quoted in Naranjo, Raquel and Jiménez, 2010).  

Wang and Ahmed (2004) classified innovation into product innovation (ability 

to create new product innovation), market innovation (ability to create new marketing 

advantages over competitors), process innovation (things that are valuable and 
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beneficial to operation or internal management of an organization) such as TQM 

System (Ismail, 2005), and strategic innovation (ability to develop new strategies 

continuously for creating sustainability and competitive advantages). Regarding the 

concept of Ramadani and Gerguri (2011), innovation is categorized into product 

innovation, service innovation, process innovation and administrative innovation.  

Yeh-Yun and Yi-Ching, (2007) additionally explained that both radical and 

incremental innovation can be classified into technology innovation, marketing 

innovation, administrative innovation, and strategic innovation. Technology 

innovation is the internal change leading to a new product, new process, and new 

services. Marketing innovation relates to the creation of new brands, new patterns of 

marketing, and new service procedures. Administrative innovation causes new 

efficient structures and new services leading to the success of creating value for 

customers. Strategic innovation emphasizes building competitive advantages 

sustainably, leading to new achievement for fulfilling and meeting the objectives.  

Somneuk Eurjirapongpun et al. (2553: 54-55) classified types of innovation 

into three categories based on the scope and objectives of its application as follows: 1) 

Categorized as the target of innovation such as, product innovation and process 

innovation, 2) Categorized as the degree of change such as, incremental innovation 

and radical innovation, and 3) Categorized as the area of impact such as, technology 

and administrative innovation. 

In conclusion, according to the innovation-related literature review, there are 

many researchers and scholars explaining the types of innovation. It starts from the 

characteristics of innovation which can be classified into two categories, radical 

innovation and incremental innovation. Both categories have types of innovation as 

follows: product innovation, process innovation, service innovation, technology 

innovation, marketing innovation, administrative innovation and strategic innovation. 

Technology innovation refers to changes in product, process and service. Marketing 

innovation refers to creating new brands, new markets and new patterns of sale. 

Administrative innovation refers to changes of organizational structures or 

administrative process. Strategic innovation focuses on measures on creating 

sustainability of competitive advantages such as, strategy of competitor alliances, etc. 

Radical innovation is a totally change of innovation are changed from the original to 
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the new one, whereas incremental innovation is a gradual change from an existing 

innovation.  

 

3.3  Educational Innovation 

 

Educational innovation refers to new action, creation, or development and 

adaptation from something that leads to more efficient education or better 

instructional activity management and also causing learners to gain better academic 

achievement. Educational innovation also constitutes learning motivation and the best 

efficiency and effectiveness for learners (Monsit Sitthisomboon, 2014: 2).  

Educational innovation has been significant to learners for a long time. It can 

be said that schools have to develop new models or approaches that are conducive to 

the achievement of teaching and learning processes. According to the concept of 

education reform, innovation is important to the constant educational system 

improvement and enhancement of learning achievement, leading to equality, cost-

efficiency and students’ satisfaction (OECD, 2012). Innovation in educational 

institutes is inevitable because mostly they normally apply technologies to their 

regular operations and accordingly, educational institutes all over the world have their 

own educational innovations in order to expand their services, to improve their 

performances and to reduce costs of educational provision (Westera, 2004). 

Sukanya Chaemchoy (2012: 118) mentioned about the concept of innovations 

for educational institute management in the 21
st
 century, the era of the knowledge-

based economy, in which the factors of production and competition are changing to 

more intangible factors. As a result, innovation development is recognized as a way 

that helps all organizations to build a strong advantage and to become innovative 

organizations with the targets of survival, growth and sustainable competitive 

competency. The tendency of changes in such an innovation era is consistent with the 

concept of the National Education Act B.E. 2542 and Amendments (No.2) B.E. 2544, 

Chapter 9 Technologies for Education, which stipulated that the state shall promote 

and support the production and refinement of text books, reference books, academic 

books, publications, materials, and other technologies for education through 

acceleration of production capacity, provision of financial subsidy for production and 
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incentives for producers and development of educational technologies. Therefore, it is 

necessary that educational institutes have to develop innovations or apply innovations 

to develop educational quality in educational institutes. Leaders or directors of 

educational institutes have to apply different creative thinking skills or innovation 

thinking skills which are the basics for generating organizational innovations. 

Innovative leaders will apply innovations to lead their organizations creatively which 

requires the cooperation of teachers and educational personnel to attain good 

outcomes, which is the quality of learners, by using innovations such as new concepts, 

methods, media, materials, equipment, and technologies . This will cause educational 

institutes to become an innovative organization.  

 Wichit Sukhathorn; Worachai Yaowapanee; Weerawan Jongjit Sirijirakan and 

Panjit Longpradit (2556: 54) stated that the educational management of educational 

institutes currently aims to develop new innovations in order to enhance instructional 

efficiency and move forward to the era of quality assurance, especially in the form of 

e-Learning. It is a new educational innovation by using electronic or digital 

technology to present the instruction and education, educational services and 

educational management in order to meet the requirements of seamless educational 

management regardless of time and boundaries. E-Learning systems can be presented 

in various ways such as, content transmission through electronic devices, internet 

network or television and satellite signals. The contents of information may be in the 

form of computer-assisted instruction, on-line learning, video on-demand and web-

based instruction. 

Tobin (2012) defines educational innovation as the conception, early adoption 

and implementation of significant ways of doing things perceived to be innovative 

and are executed in order to improve schooling and education as far as possible. The 

Centre for Educational Research and Innovation (CERI) defined innovation as the 

implementation of a new product or significantly improved product, or process, a new 

organizational method or a new marketing method. Al-Husseini and Elbeltagi (2012) 

indicated that process innovation and product innovation are significant to educational 

institutes since innovations enable educational institutes to adapt and timely respond 

to changes of the environment. In terms of the education sector, product innovation 

refers to equipment relating to instruction, curriculum, and research projects, whereas 
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process innovation is a new instructional method and new approach of educational 

management.  

Patterson (2011) studied educational innovation and defined product innovation 

as a new model of instructional curriculum or a newly developed curriculum, new 

educational software, etc. In addition, Patterson (2011) also defined process 

innovation as a new concept of improving and developing the production of 

knowledge or instructional method, including changes in techniques, equipment 

and/or software as well as any educational improvement. In terms of education, new 

organizational innovation refers to the adoption of new management approaches to 

enhance performances of teachers or new management models and methods for 

improving the management of schools.  

Regarding the marketing innovation, in terms of the business sector, it is the 

implementation of a new marketing methods involving significant changes in product 

design or packaging, product placement, product promotion or pricing. However, in 

terms of the education sector, marketing innovation refers to a new way of pricing the 

education services or a new admission strategy.  

 Organization for Economic Co-operation and Development (OECD) quoted in 

Wong-Kam (2012) compared 4 types of innovation to educational innovation as 

follows: 

1) Product innovation is a product or service that is new or 

significantly improved. In terms of education, this product innovation refers to new 

curriculum or new educational software. 

2) Process innovation or the implementation of a new or significantly 

improved production or delivery method can refer to educational innovation as the 

development of instructional methods. 

3) Marketing innovation, such as new marketing methods, can refer to 

educational innovations as a new approach in tuition fee pricing, a new education 

service and a different admission strategy.  

4) Organizational innovation involves a new organizational method. It 

can be explained in the view of education as a new organization of work between 

teachers and directors or a new approach to educational management.  
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3.4  Resource-based View Perspective 

  

Resource-based View Perspective: RBV is a fundamental theory of business 

policy explaining that resources are important to the competitive advantage of 

organizations including superior performance amongst organizations (Clulow, 

Gerstman and Barry, 2003). Organizations are considered for resource accumulation 

(Barney, 1991). With this perspective, any organization consists of resources and 

capabilities which can be managed to create competitive advantage. It means that any 

organization or firm which possesses excellent resources will have more competitive 

advantages in business practices than organizations having insufficient resources. This 

is consistent with the suggestion of Freiling (2004) who stated that an organization or 

firm A is more successful than an organization or firm B if firm A have more efficient 

and sufficient resources than firm B. An organization having resources which are rare, 

valuable to the operation of the organization, non-substitutable and difficult to imitate 

by other organizations will have competitive advantages (Peteraf, 1993). 

de Eduardo and Jaime (2003) classified the resource into physical resources 

such as building, land, equipment, material, natural resources; human resources such 

as personnel with knowledge and skills and organizational resources which are 

approaches and processes combining physical resources and human resources to 

create quality products. If considering products of an organization as an innovation, 

the organizational innovation is recognized as a driver of completive advantage of the 

organization with a collection of valuable and sufficient organizational resources that 

creates higher-order competency (Lily and Ahmad, 2010).  

Prastacos, Spanos, Kostopoulos, (2002) suggested that organizational resources 

have an influence on an organization’s capability for innovation creation. Resources 

affecting the capability of innovation creation can be categorized into intangible 

resources and tangible resources. However, organizational resources can be described 

in a form of tangible assets such as land, capital, equipment, and intangible assets 

such as knowledge, skills of personnel, etc. (Clulow et al, 2003). In addition, 

Kandampully (2002) further suggested that organizational resources consist of all 

assets of an organization, organizational capabilities, organizational processes, firm 

attributes, and information and knowledge that can be adopted for ultimately 

improving its efficiency and effectiveness.  
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Although the resource-based view identifies that organizational resources 

enable the organization to have competitive advantage and leads to the success of 

organization, but not all organizational resources can increase potential to provide the 

organization with the competitive competency (Clulow, 2007). To exploit 

organizational resources for gaining a superior capability and competitive advantage, 

such organization has to manage the resources through its appropriate internal 

operations. In the meantime, the organization has to add values to organizational 

resources to become valuable and beneficial resources for the organization, and make 

such attributes unable to be imitated or duplicated by other organizations.  

Barney (1991) suggested that resources generating a competitive advantage to 

the organization must have the following attributes: 

1) A resource must enable an organization to employ a value-creating 

strategy that improves its efficiency and effectiveness.  

2) It must be rare; resources that are scarce and in high demand. If any 

organization has this resource, it will have more competitive advantages than other 

organizations. 

3) It must be imperfectly imitable; resources which cannot be 

duplicated by other organizations.  

4) It must have non-substitutability; it is not only a rare and inimitable 

resource, but also not easily substitutable by other resources.  

However, there are some arguments relating to the limitation of the resource-

based view perspective. For example, Cavusgil, Seggie and Mehmet (2007) stated that 

the resource-based view perspective does not explain how organizations use resources 

to build competitive advantages in rapidly changing organizational environments and 

also does not fully identify how organizations can acquire sustainable competitive 

capabilities. Similarly, Grant (1991) pointed out that there is no clear practical 

implications relating to the resource-based view perspective which can be identified 

as the organizational framework so that an organization is able to use resources for its 

competitive advantage. Besides, Grant (1991) also proposed the framework for 

organizations to exploit resources according to the resource-based view perspective. 

He presented that organizational resources can generate competitive advantages when 

there are some processes affecting organizational resources, as shown in Figure 3.3.  



52 

 

Figure 3.3  The Practical Framework for Organizational Resource   

Source: Grant, 1991. 

 

According to Figure 3.3, it is the practical framework for organizations to 

exploit their resources in order to acquire competitive advantages. The first stage 

shows the process where organizational resources are collected and grouped in order 

to examine the advantage of organizational resource compared to its rivals. In this 

stage, it completely passed the decision process of organizations (Fifth stage) through 

the strategy of organizational resource management which enables the organization to 

have qualified and sufficient resources.  

The second stage involves the organization’s capabilities or competencies in 

exploiting resources over competitors and inputting resources into any processes of 

the organization corresponding to the organizational competency. 

 In the third stage, the organization will assess and review competencies of 

resources how they can build competitive advantages for the organization and 

whether they are worth it.  

In the fourth stage, the organization will design a strategy of organizational 

resource management that makes the appropriate use of resources according to the 

organization’s goal and capabilities, corresponding to opportunities from external 

organization, such as, competition, etc. When the organization can formulate the 

strategy, the cycle of the process in which organizational resources are used in 
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practical way for the benefits of the organization in terms of competitive advantage 

will be emerged further.  

 As the above-mentioned, it was found that organizational resources can build a 

competitive advantage for the organization and provide benefits, and it is necessary to 

have the internal process of the organization for managing organizational resources so 

that these resources will be valuable and suitable to the internal process causing the 

organization to have a competitive advantage over its rivals. 

 

3.5 Dynamic Capabilities Theory 

 

Dynamic capabilities theory was introduced in 1994 by Teece and Pisano 

(1994) and applied further by various scholars in order to extend the limitations of the 

resource-based view perspective (Cavusgil et al., 2007).  This theory focuses on the 

strategic value of valuable resources which supports the creation and development of 

organizational competency, including the competitive advantage of the organization 

(Teece, Pisano and Shuen 1997). The organization must be able to build and integrate 

internal and external capabilities in order to respond to rapidly changing environments. 

Organizational capabilities are continuous, ongoing and dynamic because the 

organization has to constantly interact with the organizational environment. Such 

organizational capabilities can refer to adaptation and improvement of internal 

organizational competency in response to changes of external environments (Wheeler, 

2002).  

Regarding the dynamic capabilities theory, organizational resources will be 

managed efficiently in accordance with the demands of organizational environments, 

such as competition, customers’ needs, etc. As a result, any organization must have 

routine processes relating to organizational resource management so that the 

organization will be able to handle changing external environments, for example, 

product development, strategic decision making, and cooperation with business 

alliances (Eisenhardt and Martin, 2000). The word ‘dynamic’ in this context refers to 

change or adaptation arising from new movement and trends of the organizational 

environment, so that dynamic capability can refer to attributes of adaptation 

developed through an ongoing learning process of the organization. This corresponds 
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to Teece, Pisano, and Shuen (1997) who defined the term ‘dynamic’ as the ability to 

constantly renew organizational competency corresponding to the business 

environment at all times.  

Kandampully (2002) suggested that the value of current organizational 

resources may depreciate when new valuable resources are developed and substituted. 

This proposal supported the concept of dynamic capabilities theory stating that the 

development of all elements of the organization must be done continuously and 

unceasingly so that the organization will be able to develop its competitive advantage 

and create products that correspond to changing organizational environment. This 

concept is different from the resource-based view perspective, which does not 

consider the resource’s value comparing to time change and does not mention the 

approach for improving organizational resources to be consistent with, and suitable to, 

the organizational environment. The resource-based view perspective is also different 

from the dynamic capabilities theory in terms of perspective and concept supporting 

the open system theory which explains that the organization has to face the need for 

changes from external organizations over time. Therefore, the organization has to 

handle these needs by adapting, improving or changing its internal process constantly 

in order to efficiently respond to pressures from the environment.  

 

3.6 Competency-based View Perspective 

 

Competency is considered as both personal and corporate. Corporate 

competencies consist of a combination of skills and knowledge that belong to the 

organization itself and competencies are embedded in work processes and systems 

and absorbed by the corporate’s members and structures (Escrig-Tena and Bou-

Llusar, 2005). In other words, organizational competency is the combination of 

personal competency and corporate competency. Systems and competencies of the 

organization are accepted as the tools that help the organization acquire efficient 

performances and competitive advantages. This is consistent with the suggestion of 

Freiling (2004) stating that organization A is more successful than organization B if A 

possesses and controls more efficient and sufficient resources than B.  
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 Competency is the major factor to complete a specific task (Bai-Chuan, Bing-

Eng, Pei-Gi and Ming-Hsien, 2006) and also a performance indicator (Thornston, 

1992; Spencer and Spencer, 1993). Various literatures relating to organizational 

competency refer to the core competency of organization which is the important 

factor affecting the business competitive advantage. Core competency was first 

introduced in the literature of Selznick in 1957 and it links the competency to the 

advantage of the organization. When organizations or firms have core competencies, 

such company will have competitive advantage over its rivals. This core competency 

must be unique and difficult to imitate by other firms (Bai-Chuan, et al, 2006).  

Prahalad and Hamel (1990) suggested that core competency of an organization 

refers to major attributes that make a significant contribution to customers’ perceived 

value. It is the competency that is difficult to imitate by other firms. As a result, to 

identify which one is a core competency, it is necessary to consider whether that 

competency can be imitated by other firms. If it is inimitable or difficult to imitate, it 

is called a core competency. However, in the scope of an organization, there are 

competencies other than the core competency of the organization. Drejer and 

Sorensen (2002) suggested two types of organizational competency which are 

complementary competencies and support competencies. Complementary 

competencies will add value to the core competency while support competencies are 

important to the competitive advantage but they are not sufficient enough to make the 

organization possess the competitive advantage. According to this suggestion, it can 

be seen that the organization consists of various types of competency. It is not 

necessary that some competencies will always be a core competency. Organizational 

competency can be any types of competency depending on the context of operation 

and practice of the organization, for example, managerial competency, transformation- 

based competency, and innovative competency which is currently interesting many 

scholars, such as Hsien-Tang and Hsi-Peng (2010), Goswami and Mathew (2011).  

There is also some confusion in identifying individual competency and 

organization competency. Lahti (1999) identified two levels of competencies in an 

organization; organizational level core competencies and individual level core 

competencies. Organizational level core competencies concern knowledge, skills, 

abilities and other characteristics of an organization as a whole that are the 
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organization’s strengths, while a competency of an individual is a set or integration of 

knowledge, skills, abilities and other characteristics of organization that contribute to 

the success of an individual within the organization Lahti (1999). Adelaide, Fowler  

and Zeithaml (2001) stated that competencies combine knowledge and skills required 

to perform useful action and competencies that are located in employees or 

individuals are easier to imitate than competencies residing in managerial systems or 

organizational culture. Though there are two levels of core competencies within the 

same organizational boundary of work, core competencies also are the property of 

companies as a whole, not of individual (Gallon, Stillman and Coates, 1995). Gallon 

et al. (1995) presented a diagram representing different levels of organizational 

competency as shown in Figure 3.4. It shows the hierarchy of organizational 

competency in which organizational core competency is on the top of the pyramid 

above the critical capabilities of strategic business units (SBU) and the primary 

capabilities of the organization which are the responsibility of individuals within the 

organization. Organizational core competency are the collective competencies in the 

organization which cause them to gain competitive advantage over other 

organizations.  

 

 

 

 

 

 

 

 

 

 

  

Figure 3.4  Organizational Competency based on Organizational Hierarchy  

Source:  Gallon et al., 1995. 
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 According to the concept in Figure 3.4, it presents that core competencies of 

the organization are the combination of capabilities of their strategic business unit. 

Such a conclusion is consistent with the concept of Bai-Chuan, et al. (2006), stating 

that organizational core competency can be explained through the role of the top 

management and individuals of the organization that are at the bottom of the 

organizational hierarchy. Figure 3.5 shows four perspectives identifying the 

organizational core competency, consisting of the model of Top-Down, Bottom-Up, 

External-in and Internal-out. 

 

 

Figure 3.5  Model of Four Perspectives that Identifying Core Competencies 

Source:  Bai-Chuan et al., 2006. 

  

 According to Figure 3.5, from a top-down perspective, the strategy is made to 

shape all processes in an organization. Combining with individual competencies, the 

strategy made from the top of the hierarchy is fulfilled. According to the strategic 

thinking from the top management bridging with individuals form the bottom, 

external environments are examined and internal resources must be effectively 

exploited to fulfill the strategy in order to gain competitive advantage. The model 
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implies that core competencies of an organization can be established through the 

accomplishment of all perspectives in Figure 3.5 and the core competencies of an 

organization are a combination of all properties that involves organizational 

processes. Individual competencies alone cannot push an organization to meet 

competitive advantage, there are also some compositions that make an organization 

acquire core competencies such as the way of manipulating resources (strategy) or the 

way that an organization adapts to the external environment. 

The term “competency of an organization”, sometimes, is used interchangeably 

with “capability”. Smith (2008), there were some authors that modified core 

competencies and turned it into capability of organization. Competency should be a 

source of potential to create new products to fulfill a wide variety of markets and 

perceived customer benefit and also be difficult for competitors to imitate (Prahalad 

and Hamel, 1990). Smith (2008), posited that competencies involving something new 

and unique are often created in the R&D labs, while capability of organization is an 

ability to deliver new solutions and fresh approaches along the entire value chain. 

This corresponds to the concept of Sharif (1995), stating that competency must 

include an ability to seek out new solutions with the synthesis of new ideas. It means 

that organizational competency involves the creation of new innovations which are 

valuable to the organization and its customers and create competitive advantages to 

that organization, whereas organizational capability relates to practices of any parts 

according to the internal processes of the organization, causing the organization to 

present valuable products to anywhere outside the organization efficiently.  

 

3.7  Innovation Competencies of Organization 

 

As mentioned in the term ‘organizational competency’ in the above topic, 

competencies are kinds of abilities of an organization to produce an outcome that is 

rarely imitated by competitors and also helps organizations to gain organizational 

performance and competitive advantages. When an organization can develop 

competency for some parts of the working processes such as HR management 

competency, the organization uniquely gains expertise in HR management and has an 

outstanding way to run HR management that makes the organization become more 
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advanced than other organizations that cannot develop their own competencies. New 

(1996) described competency as knowledge, expertise and abilities that an 

organization learns and collects over a period of time. Such competency causes the 

organization to be outstanding and unique in terms of performance over competitors. 

Escrig-Tena and Bou-Llusar (2005) proposed a concept relating to competency as the 

skills of the organization (knowledge and expertise in solving problems systemically 

with appropriate methods) or a specific ability of the organization to exploit 

organizational resources through internal activities of the organization for achieving 

its goals.  

Hurley and Hult (1998) proposed definitions relating to innovation, which are 

“innovativeness” and “capacity to innovate”. “Capacity to innovate” refers to the 

ability of the organization to adopt or implement new ideas, processes, or products 

successfully, while innovativeness is the notion of openness to new ideas as aspects of 

a firm’s culture and is recognized as a measure of the organization’s orientation 

toward innovation. When “innovativeness” is combined with organizational component 

factors, the organization will be able to create the “capacity to innovate”.  

According to the above mentioned topic, organizational competency is the 

combination of skills, expertise, organizational resources and internal processes of an 

organization which make the organization able to use organizational resources to 

produce quality outcomes to the organizational environment (Fiol, 2001). Like 

innovation competencies, when organizations develop innovation competencies, the 

organization gains expertise to produce innovative outcomes and becomes 

successfully innovative again and again (Gina and Ayers, 2005), whenever the 

organization want to do so. To develop innovation competency, the organization must 

have the appropriate organizational structure which supports human resource 

development and training of the organization. Besides, it must provide a knowledge 

exchange process among personnel (Farrington, Kirk, Peters and O'Connor, 2011).  

 

3.8  Innovation Performance of Organization 

  

Nowadays, the research concerning innovation have been conducted at a 

multidimensional level; firm level and project level. For firm level, the studies pay 
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attention to the differentiation of firm structure, culture and management in order to 

understand success of innovations of each firm (Meulenberg and Verhees, 2004) 

Organizations and firms, that are successful in innovation, seemingly ignore the 

disruptive technology but instead favor technologies that can help organizations and 

firms to improve continually (Christensen, 1997). According to the concept of 

innovation organization, it is the adoption of knowledge to create innovations for an 

organization systemically in order to add values, develop and produce quality 

products and services for responding to needs and satisfaction of customers, including 

creating competitive advantages to the organization.  

Under the current global trends, innovation organizations have become a new 

concept of organizational management for adapting attributes of the organization, 

which have never been changed before. In order to respond to the stimulus of the 

globalization environment having knowledge and innovation as key factors to add 

values, develop and produce quality products and services for responding the needs 

and satisfaction of customers, including survival and competitive advantages of the 

organization are all important. Therefore, outcomes gained from innovation 

organizations are new and valuable to the market. Indicating the quality and 

performance degree of an innovation organization can be considered based on 

innovation performance of the organization. It can be observed from the firm’s 

satisfaction towards the success of its innovation activities (Fazlzadeh and Khoshhal, 

2010). Similar to the work of Ibarra (1993), the tool for measuring innovation 

performance was developed to reflect the extent to which organizations were satisfied 

with achievements in their development or implementation of innovation activities.  

Innovation performance is divided into two dimensions. These are administrative 

and technical innovation performance. The administrative factor was assessed by 

responsiveness to environmental changes and the administrative development in terms 

of planning procedures, process control systems, and integrated mechanisms. The 

technical factor was measured by the development and promotion of new 

technologies, incorporation of technologies into new products, and facilitation of new 

processes to improve quality and lower cost of production. In addition, the efficiency 

of innovation performance of an organization can be observed from the number of 

innovations, degree of novelty and value creation (Shyu, Chi, Chiu and Cheng, 2006). 
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In conclusion, it can be proposed that innovation performance of an organization can 

be assessed using four measures, which are number of new and valuable ideas funded, 

return on investment of innovations, devotion and commitment to innovations of 

innovators, and long-term innovation adoption of customers or users.  

 

3.9  Factors enabling Innovation Competency 

  

Innovations in an organization result from various factors which have been 

studied by many researchers. Understanding factors influencing or enabling 

innovations in an organization is of benefit for any firms or organizations requiring 

the adoption of innovations to create changes and improve their organizations for 

progress and competitive advantages. Studies relating to factors enabling innovations 

in an organization have diverse results based on the context of organizations. For 

example, regarding the study of factors on organizational size influencing innovations 

in an organization, we have to consider details of the study and types of innovation. 

For instance, small-sized organizations will have more capabilities to create 

innovations in a form of a radical innovation than large-sized organizations which 

always have an incremental innovation. However, inconsistencies in studying factors 

on organizational size influencing innovations in an organization can be seen in the 

literature of Nord and Tucker (1987). It summarizes that smaller organizations will 

have more innovation competencies because of their flexibility, adaptability, and 

ability to accept changes. Hitt, Hoskisson and Ireland (1990) stated that, in the 

perspective of corporate organizations, large organizations may have more innovation 

competencies because they have more financial resources, diverse facilities, 

professional and skilled workers, and higher technical potential and knowledge. 

However, there is still controversy about the effect of size of organization on 

innovation (Damanpour and Wischnevsky, 2006). 

 There are also inconsistencies relating to organizational age in many 

researches that are similar to the studies on organizational size influencing 

innovations. Some researchers showed that organizational age possibly helps to create 

innovations because the collection of knowledge base is the opportunity of possessing 

organizational innovations. In the meantime, organizational age may obstruct 
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innovation creation because longstanding organizations cannot change their routines 

easily and are unable to adapt to their innovative activities in order to respond to 

technological advances occurring outside the organization (Abernathy and Utterback, 

1987; Tushman and Anderson, 1986; quoted in Damanpour and Wischnevsky, 2006).  

Additionally, there are various studies on organizational innovation which 

focus on factors influencing organizational innovations, such as organizational 

innovation-oriented strategies of organization, market orientation, effect of 

competitiveness orientation on organizational innovation (Laforet, 2009). O’Regan 

Ghobadian and Sims (2006) suggested that organizational innovation is driven by an 

organization’s culture, leadership and strategic planning. Dougherty and Hardy (1996) 

proposed that sufficient organizational resources, determining innovative strategies as 

a business action plan, and organizational structure supporting cooperation between 

departments or teams will drive the organization to create innovative products. 

O'Regan and Ghobadian (2005) suggested that the organizational environment affects 

the organizational innovation. Knowledge creation is recognized as the major attribute 

of an innovation organization. Both innovation and knowledge creation share 

meaning with each other (Merx-Chermin and Nijhof, 2005). Moreover, firms and 

business agencies should also strive to institutionalize innovation as a part of internal 

operations by establishing an appropriate factor, such as, culture, structure, incentives, 

systems, and processes that facilitate innovation to occur as part of daily business 

(Yeh-Yun and Yi-Ching, 2007).  

Tidd, Bessant and Pavitt (2001: 313-340) proposed that innovative organization 

consists of the following components:  

1) Shared vision, leadership and the will to innovate 

2) Appropriate organization structure: An appropriate structure or 

structure supporting innovative organization will not have a specific form. 

3) Key individuals: Persons having knowledge and expertise in 

operation, communication skill, individual interaction skill, internal and external 

power, influence and network, and being a gatekeeper  

4) Stretching training and development: Knowledge and skills are 

important to innovation creation so that training and development are necessary to 

personnel in the organization.  
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5) High involvement in innovation: Innovation creation involves 

individuals who are experts in technology, engineering, and design.  

6) Effective team working: Innovation is the beginning of aggregating 

differences of perspective on problem-solving and experiment. It indicates that 

working as a team will cause more fluency of creative idea generation and flexibility 

in the problem-solving process than working alone.  

7) Creative climate: Good organizational climate will stimulate 

creative behavior in employees. It is what an organization should do to create a 

creative climate.  

8) External focus: Successful innovative organizations must be open 

for external opinions in order to develop and understand needs from environment. It is 

the approach for solving problems and the source of innovation.  

9) Extensive communication: Innovative organizations must have 

comprehensive communication models. 

10) Learning organization: Learning and transferring knowledge 

becomes the basic factor of an innovative organization. Innovations can be presented 

through the learning cycle, experience sharing, and perspective reflection. The 

organization must support and promote learning and channels for exchanging and 

sharing knowledge and learning.  

Hage (1999) identified that a complex division of labor, an organic structure 

and a high-risk strategy relate to organizational innovation. Particularly, the complex 

division of labor highly relates to organizational innovations because it would lead to 

much greater adaptiveness and flexibility relative to changes in the organizational 

environment. In addition, the complex division of labor reduces number of 

centralization and formalization which are characteristics of bureaucracy. 

Previously, there were many researchers considering factors influencing 

organizational innovations. Organizational factors or organizational characteristics or 

organizational context is one of the factors influencing organizational innovations 

(Kimberly and Evanisko, 1981; Kwon and Zmud, 1987; Tornatzky and Fleischer, 

1990 quoted in Chieh-Yu, 2007). Organizational characteristics influencing organizational 

innovations have been studied widely, for example, the organization’s structure, 

culture and climate have an influence on the adoption of organizational innovations. 
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Amabile (1988 quoted in Chieh-Yu, 2007) stated that management skills organization’s 

support on innovation, and support of resources for innovation affect organizational 

innovation. Tornatzky and Fleischer (1990 quoted in Chieh-Yu, 2007) stated that the 

linkage between slack resources, communication among employees, quality of human 

resources, and leadership behavior can encourage the adoption of innovation.  

 Merx-Chermin and Nijhof (2005) studied the learning organization, 

knowledge creation, and innovation in an organization. According to some research 

results, it was found that there are impacts of organizational factors on innovative 

processes such as strategy alignment, structure, system, climate, and leadership. 

While strategic alignment plays an outstanding role towards innovation process.  

Read (2000 quoted in Kenny and Reedy, 2006) studied the determinants 

of innovation and found that the most important determinant was management 

support for innovation and an innovative culture, while market orientation and 

customer orientation are also important as well. Besides, internal communication is 

one of the determinants influencing innovations. In addition, Read (2000 quoted in 

Kenny and Reedy, 2006) added that human resource innovation strategy, team 

emphasis, and knowledge management are the drivers of innovation. Glinska, Carr 

and Halliday (2012) concluded that research and development, internal communication 

and knowledge dissemination, and risk-taking culture involves the achievement of 

innovations in an organization. 

 Research and development also plays an important role in the achievement of 

innovations in an organization by creating new knowledge. Organizational culture 

which bears risks on failure from initializing any activities can encourage the 

organization to initiate something new and make innovation successful. In addition, 

good communication and knowledge dissemination will increase the knowledge of an 

organization’s personnel and enable the research and development team to have 

sufficient knowledge and abilities to develop successful innovations. Freel (2005) also 

concluded that research and development, training and development will cause the 

organization to have greater knowledge and more qualified human resources, leading 

to the ability to develop new knowledge and innovations.  

According to the abovementioned study, issues relating to factors influencing 

organizational innovation of scholars, it can be seen that there are various similar 
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perspectives relating to factors influencing organizational innovation proposed. This 

literature review has gathered study issues relating to factors influencing 

organizational innovation from various scholars as shown in the table below.  

 

Table 3.4  Summary of Issues relating to Factors Influencing Innovation of Scholars  
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1. Shyu et al (2006 )          

2. Wolfe (1994)          

3. Prakash and Gupta (2008)          

4. Garcia - Morales (2008)          

5. Merx - Chermin and 

Nijhof (2005) 

         

6. Gloet and Terziovski 

(2004) 

         

7. Jing - Wen and Yong - 

Hui (2009) 

         

8. Nielsen (2007)          

9. Sáeng, Aramburu and 

Rivera (2009) 

         

10. Borins (2001)          

11. Lievens, Moeneart and S' 

Jegers (2000) 

         

12. Hartmann (2006)          

13. Read (2000)          

14. Hage (1999)          

15. Burns & Stall (1961)          

16. Zammuto & o' Connor 

(1992) 

         

17. Tidd, Bessant and Pavit 

(2001) 

         

 

 

 

 

 



66 

Table 3.4  (Continued) 
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18. Birchall and Armstrong 

(2003) 

         

19. McLean (2005)          

20. Damanpour (1991) quoted in 

Hage 

         

21. Naranjo Valencia (2010)          

22. O’Regan,&Ghobadian,2006          

23. Damanpour & 

Fariborz(1991) 

         

24. Ke & Wei (2006)          

25. Hallinger (2003)          

26. Scott and Bruce (1994)          

27. Aragon-Correa et al (2007)          

28. Hu et  al (2013)          

29. Patterson (2011)          

30. King and Anderson (1990)          

31. Scupola (2003)          

32. Chieh-Yu lin (2007)          

33. Tornatzky (1990)          

34. Alam and Nandan(2010)          

35. Chieh-Yu          

36. Lindgren et al (2004)          

37. Lawson & Samson(2001)           

38. Lattuch et al (2013)          

39. Glinska et al (2012)          

 

 According to Table 3.4, it can be concluded that the factors having an 

influence on organizational innovation are organizational culture, organizational 

structure, human resource practices, learning of organization, leadership, 

organizational environment, organizational resources, and research and development.  
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3.10  Components of Organizational Competency   

 

According to the perspective of Lado, Boyd and Wright (1992), the model of 

organizational competency consists of four main types of competencies: managerial 

competency, input-based competency, transformation-based competency and output-

based competency. Figure 3.6 shows the details of the relationship of four main types 

of competences as follows:  

 

 

 

Figure 3.6  Competency-based Model  

Source:  Lado, Boyd and Wright, 1992. 

 

1) Managerial competencies refer to the formulation of an organization’s 

strategy and decision-making process of the top management. Strategies, visions and 

goals of the organization will be communicated throughout the organization. In the 

meantime, the organization will provide the process which enhances the abilities of 

the organization’s personnel so that they are able to perform duties according to the 

goal of the organization. Such process must be applied efficiently by the management 

of the organization. Besides, the management of organizational resources must be 

efficient as well in order to create good outcomes for the organization. In this stage, 
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management support will be important in enhancing the efficiency of innovative 

activities of the organization (Hoonsopon and Ruenrom, 2012).  

2) Input-based competencies or resource-based competencies involve 

the acquisition and deployment of organizational resources and the efficient 

conversion of these resources into innovation capability. Based on the resource-based 

view, the organization possessing this type of competency will succeed in the 

acquisition of valuable resources and efficient resource management (Daft, 2001). 

The acquisition and management of resources does not mean the existing internal 

resources only, but also external resources and the organizational environment 

acquired through purchasing and borrowing from other sources or organizations.  

3) Transformation-based competency are the organizational capabilities 

required to advantageously convert inputs or organizational resources to outputs. To 

have this competency, the organization must have the capability in producing outputs 

in the form of new products or new processes which are more rapid than other 

organizations. Organizational culture, research and development, and organizational 

learning can enhance this type of competency of the organization. In addition, 

Cavagnoli (2011) stated that innovations are the outcome of a process of the 

organization’s knowledge transformation to new products and services (Audretsch, 

2006) and the appropriate organizational culture will also support the learning of the 

organization which is considered to be a part of this competency. Investment in 

research and development of new products is an effort in differentiating outputs of the 

organization. According to the study of various literatures, it was found that the 

differentiation effort is one of the attributes of an innovative organization.  

4) Output-based competencies refer to the outcomes arising out of the 

organization’s processes which can give value to customers in the form of innovation 

of quality products or service.  

5) The major components of the competency-based model are the 

environmental factor of the organization, which has an influence on innovative 

competency through the managerial competency of the organization, and the input 

factor of the organization as shown in Figure 3.6. An example of environmental 

impact on organizational competency is governmental support (Chieh-Yu, 2007) such 

as budget contribution, etc. In addition, customer and market orientation is also the 

significant external factor influencing organizational innovations.  
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Freiling (2004) studied organizational competency by linking to the open-

system theory. The organization manages its resources and changes them to the 

outputs which can respond to the organizational environment such as marketing 

competition. The process starts from the management process which determines the 

strategic framework for developing and managing the operating system of the 

organization in order to transform organizational resources to organizational outputs 

which can respond to the organizational environment such as market competition. In 

the aspect of competitive advantages of the organization, organizational outputs 

generating competitive advantages are considered innovation, which creates value to 

customers of the organization and a sustainable business operation. 

  

 

Figure 3.7  Relationship Between Internal Processes of Organization and   

                    Organizational Environment 

Source:  Freiling, 2004. 
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Figure 3.7 shows the relationship between resource management processes to 

the output of the organizational competency process and organizational environment. 

The stage of strategic logic will be the development of action plans and approaches 

for managing organizational resources through the decision-making process of the 

organization in which all departments of the organization are involved in formulating 

methods and strategies for managing their resources.  

The management process is the stage that the management applies strategies to 

all sections of the organization, such as organizational resources, internal process 

relating to transforming input into output, and organizational output management. In 

Figure 3.7, tangible resources and intangible resources are applied and managed 

according to the established action plans and strategies. These resources will be 

transformed to outputs of the organization in order to present to customers or relevant 

individuals in a form of products or services. Outputs of the organization will interact 

with the organizational environment, such as, competition, market condition, and 

demands of societies. The feedback of the environment towards products of the 

organization will flow into the management process of the organization. Such 

feedback will have an influence on the decisions of the management in determining 

processes of further stages of Figure 3.7. This will cause an ongoing cycle of the 

internal process of the organization.  

According to the study of the organization’s processes in an open-system 

view, it was found that such process derives from the foundation of organizational 

competency. In comparison with the organization competency model, it was found 

that the stage of strategic logic and management process has the similar function to 

the managerial competencies of Lado, et al. (1992) as shown in Figure 3.6. It also has 

the transforming operation of the input, (both types of organizational resources), into 

the output in a form of products and service that will interact with the organizational 

environment and provide the feedback to the organization.  

Various scholars considered the organization as the open system which is one 

consisting of input, output, internal process, and organizational environment. The 

open system theory was introduced and developed by Ludwig von Bertalanffy in 1956 

(Dubrovsk, 2004). This theory defines the concept of the system describing the 

interdependent function of parts of organization. The system theory is applied to the 
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organization study evidenced in Figure 3.8 which shows the relationship of 

components; input, output, internal process, and organizational environment, in a 

form of an ongoing cycle. The open system starts from an organization which 

determines and identifies an input such as organizational resources or external 

resources. Such resources will be transformed by the internal process to an output 

which is delivered to outside the organization and interacts with the organizational 

environment, resulting in the infinite cycle of the organization.  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.8  The System Theory  

Source:  Lunenburg and Ornstein, 2008: 70. 
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Figure 3.9  Management System of Organization 

Source:  Potocki and Brocato, 1995. 
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and output. The input is the factor relating to acknowledgement and understanding of 
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and output-based competency. The components of organizational competencies are 

aligned in a form of the open system theory as shown in Figure 3.10.  

 

 

 

Figure 3.10  Organizational Competencies in view of Quality Management 

Source: Escrig-Tena and Bou-Llusar, 2005. 
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external. In view of quality management, it consists of human resources having 

creativity and know-how, including skills and knowledge arising from external 

supports. Inputs or such resources will be transformed to outputs through the 

transformation-based competency of the organization. In view of quality management, 

transformation-based competency relates to changes of the organization’s internal 

process which integrates and unites individuals of the organization to perform duties 

for the purpose of achieving the organization’s goals.  

Integration of the organization’s personnel in terms of ideas includes the 

creation of an organizational culture which supports the behavior of the organization’s 

staff to perform duties in the same direction with commitment to the organization. 

Additionally, in view of quality management, the organizational learning process and 

learning process must occur continuously because it will affect the development and 

reinforcement of development culture and organizational innovation simultaneously. 

Besides, the flexible organizational structure, that supports rapid work processes, will 

act as the mediator to pass authorities and responsibilities to all parts of organization 

in expectation of effective internal processes of the organization. In view of quality 

management, outputs of the organization involve the outcomes of the internal process 

that creates the output such as product and service innovation that will result in 

customer satisfaction. This will influence reputation and social acceptance and also 

greatly respond to the organizational environment, such as competition.  

According to the study of literatures regarding organizational competencies 

and the relation of organizational competencies influencing innovation competencies, 

it can be concluded as follows;   

 Organizational competencies consist of the following managerial input-based, 

transformation-based and output-based competency, which interacts with each other 

according to the suggestion of scholars; Escrig-Tena and Bou-Llusar, 2005; Lado and 

Wilson, 1994;  Freiling, 2004; Lado et al., 1992; Sanchez, 2004. These academics 

proposed organizational competencies through the organization’s process as the open 

system. Thus, components of organizational competency affecting the competency of 

output production (such as products, goods, and service) which provide value in a 

form of organizational innovation to customers, consisting of managerial competency, 

transformation-based competency, organizational resources, and organizational 
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environment. The definition of components of organizational competency can be 

described as follows. 

 

3.10.1  Managerial Competencies 

Kearney, Harrington and Kelliher (2014) stated that managerial competencies 

are a key factor influencing organizational innovations. Managerial capability is 

derived from owners or managers who focus on the development of their abilities in 

leading the organization and its personnel to perform work efficiently by enhancing 

proficiency. Managers learn, acknowledge and understand the needs of the 

organizational environment and improve the organization’s capabilities by exploiting 

organizational resources. Eventually, it will lead to innovation as an outcome of 

organizational processes. This suggestion verifies that managerial competencies relate 

to the leadership, strategic thinking, problem solving or strategy management, and 

individual relationship management.  

As described in Figure 3.6, factors relating to managerial competencies are the 

model and method that the organization has to determine its vision, mission, policy, 

strategy and human resource management. The top management contain the 

significant individuals who initiate some processes (such as decision-making) 

affecting other competencies, such as, input-based competency (organizational 

resources), transformation-based competency and output-based competency (Lado et 

al, 1992). To make an organization more efficient, the top management has to apply 

an effective leading model for organizations to achieve their goals and mission. The 

leadership is considered to be the significant process in communicating strategies and 

missions to any parts of the organization. In the meantime, the organization has to 

manage its personnel so that they will have sufficient authority and abilities to 

perform their work according to the vision of the organization (Escrig-Tena and Bou-

Llusar, 2005).  
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Figure 3.11  Management Function 

Source:  Daft and Marcic, 2004. 
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the major foundation and basic element for organizational innovation (Stewart and 

Fenn, 2006). Organizational strategy can fulfill the competitive advantages of the 

organization by means of determining approaches for creating innovations, which are 

valuable to customers and causing the innovative outputs to be accepted in the market 

and resulting in competitive advantages for the organization. 

There are many researches concerning the relationship between 

organizational strategy and organizational management innovation (Hoholm and 

Strønen, 2011). Similar to Andrew (1986), stated that the management of innovation 

is not only the development of new ideas but it is also the allocation of resources and 

leadership strategy to the organization’s operations. Therefore, top executives will 

determine the strategies for the lower levels of the organization so that they can 

perform their work according to the decisions of leaders for responding to such 

strategies.  

The strategy of organizational management has a positive relationship 

with the innovation of organizational management according to the study of Wu and 

Lin (2011). Stewart and Fenn, (2006) provides the emphasis of the strategy, which is 

the motivation for innovation of organizational management, suggesting that 

innovation is the exploitation of new ideas for the benefit of an organization. In the 

meantime, the organization needs to have two significant things, which are a source of 

new ideas and a goal conducive to exploitation of such new ideas. The goal must be 

met by innovative strategy as well. The organization must be driven towards the goal 

by the control of the top executives who formulate the organizational management 

plan. Strategy and policy provide the guidance for each individual in the organization 

to accomplish their tasks according to the objectives of the work. Corso and Pavesi 

(2000) noted that strategy consists of decisions aiming at the planning, 

implementation and communication consistent with the policy, priority and 

improvement of products relating to planning and innovation. The organization 

applies the innovative plan to formulate strategies that will help the organization and 

its members to create innovative outcomes. Peeters, et al. (2006) suggested that 

innovation strategies support the behavior of creative innovative outputs. Besides, 

innovation strategies greatly focus on the research and development aspect. Caetano 

and Amaral, (2013) stated that the firm’s strategy relating to creating innovation is the 
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strategic planning which identifies the effort of innovation development through core 

technologies of the organization, new ideas, and products and services required by the 

organization. Barros (2003) noted that the strategy for innovation is the large plan 

linking the environment to the action plan based on requirements that correspond to 

the organization’s vision and existing resources for the creation of innovations. 

To promote and encourage the creation of innovations in educational 

institutes, the significant key person is the director who is recognized as someone 

directly responsible to educational institutes, and one having the key role in driving 

teachers to develop educational innovations. Chompoonuch Sripong (2007) stated that 

strategies that encourage work motivation is one of the important factors which 

encourage staff to perform their work with full effort. Motivation must relate to the 

work performance, so that executives have to acknowledge and understand motivation 

strategies in order to use them for enhancing work motivation. Strategies used for 

motivation can be a money incentive motivation, such as salary and wage system 

which must be reasonable and accepted and responds to individual satisfaction. 

Executives have to be fair when giving this type of reward. Besides, there is the 

strategy of non-money incentive motivation, such as compliments, promotion, 

offering opportunities to develop competency, providing stability and attention, warm 

and friendly environment, appropriate task design to make it interesting and challenge 

ability, good work environment and proper operational terms and conditions.  

3.10.1.2  Practices of Human Resource Management  

Many researchers commented that human resources are an important 

factor driving innovative activities in the organization. Competitive advantages are 

the result of innovations which depend on the human capital, especially the 

organization’s members who can create new innovations smartly (Mayfield and 

Mayfield, 2004). Human Resource Management (HRM) is the policy of utilizing 

human resources for managing the organization in order to achieve its objectives. 

Generally, HRM consists of the design and planning of efficiently deployed human 

resources in order to create competitive advantages and good performances for the 

organization. HRM is considered to be the duty of executives for enhancing positive 

the abilities of employees. Human resource department has a significant role in 

supporting employees to achieve its objectives and also take responsibility in creating 
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good operating outcomes in organizational management. Wichitchanya and 

Durongwatana (2012) concluded that human resource management is a matter relating 

to policies, practices and systems influencing behavior, attitude and employee 

motivation and retaining process, and also the tool measuring employees’ 

performances in order to achieve the firm’s goals. This is similar to Chieh-Yu (2007) 

who stated that the higher the quality of human resources, the organization will have 

higher innovative capability.  

Human resource management is the practice supporting and encouraging 

individuals to be efficient in their responsible duties corresponding to the 

organization’s objectives. Fazlzadeh and Khoshhal (2010) noted that human resource 

practices that have a positive effect on innovation performances, are staffing, training, 

participation, performance evaluation, and incentive compensation, which motivates 

employees to have commitment and participate in innovation development. As such, 

human resources should be persons who have sufficient abilities in achieving goals 

according to duties and completing outcomes based on the organization’s objectives. 

In order to do so, top executives must apply proper recruitment and selection 

principles, compliments, training, and rewarding in order to encourage and enhance 

abilities of employees for achieving the goals. Good human resource management 

practices will affect the productivity of employees, flexibility of the organizational 

management, and performances (Iqbal, Arif, and Abbas, 2011).  

Ling and Nasurdin (2010) found that human resource training has a 

positive impact on product, process and administrative innovation. Employees can 

enhance knowledge through training so that they can create new ideas supporting 

organizational innovations. Similarly to the suggestions of many researchers, it was 

found that human resource management has a positive role on organizational 

innovation due to individual factors, particularly, human resource management, such 

as training and job security, which is an important part of innovation achievement and 

it is also significant to all procedures of the innovation process (Daniel and Sanz-

Valle, 2005). Regarding the management of innovation, assignment, division of work, 

job creation, and training they must be managed in the direction corresponding to the 

rewarding system in order to encourage and reward those employees having creative 

and innovative ideas (Cavagnoli, 2011). This is because the reward system can 
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motivate employees to perform new innovative activities. Compensation and 

promotion are also important, but not equal to the recognition of executives. 

Recognition is necessary because it is a type of reward that motivates employees and 

persuades them to perform operations according to the objectives of the organization 

(Conceicao, Hamill and Pinheiro, 2002).  

Kanyamon Inwang and Kwanhathai Yimlamai (2013) referring to 

organizational management stated that people are the significant and essential 

resource and numbers of human resources must be utilized in various duties. 

Developing and retaining the workforce to labor for the organization efficiently and 

effectively has to rely on good human resource management. As a result, human 

resource management is greatly significant to the organizational management. Human 

resource practices for innovation development have to rely on an important 

component which is personnel. Acquisition of qualified personnel depends on 

efficient tools and processes in order to gain workers suitable to duties and 

responsibilities allocated. In addition, the abilities of staff must be evaluated regularly 

so that they will have efficiency, responsibility, and attentiveness. Besides, the 

method to retain personnel is to motivate them by means of reward. When staff are 

satisfied, they will have commitment and effort to work with full ability for the 

organization.  

1)  Acquisition of Personnel 

Acquisition of personnel for performing operations in schools 

is greatly significant. Selection of suitably qualified staff requires efficient tools in 

order to select those based on the requirements corresponding to goals and missions, 

and culture of schools. To recruit competent personnel to work for an organization 

and to acquire those with relevant knowledge and abilities along with duties and 

responsibilities, executives and persons concerning recruitment must focus on the 

effective procedures of employee acquisition. Chaloemphong Meesomnai (2013) 

refers to the attitude of David A. Williams who stated that the goal of human capital 

management is to make the human capital value of the organization to be the highest 

significance. The methods for adding value to individuals are as follows; providing 

education, training, knowledge, skill and good health care.  
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Therefore, good human capital management is to perform 

five significant functions which are: 1) acquiring human value, 2) developing human 

value, 3) deploying human value, 4) motivating individuals to deploy value for 

organization’s benefits, and 5) retaining human value. These five functions have to 

be operated respectively in a form of the process as shown in Figure 3.12. Each step 

has significant contents as follows: 

 

Figure 3.12  Human Capital Management Process in Organization  

Source:  Chaloemphong Meesomnai, 2556: 54. 

 

2)  Performance Appraisal  

Wutthiphong Phakdeelao. (2011) stated that performance 

appraisal is the auditing and controlling of all procedures or work processes. 

Performance appraisal requires objectives which cover any operations relating to the 

innovation process. There are three major components of performance appraisal as 

follows: 

(1) Time for performance appraisal: Since innovation 

cannot occur immediately, so that the returns or profits gained from the creation of 
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such innovation are mostly delayed. It often causes cost and expenses long term 

before gaining returns or profits. This is always the conflict of designing the model of 

performance measurement between short-term and long-term performance.  

(2)  Methods of performance appraisal: It must have a 

method which can measure performances correctly. For innovative performance 

measurement, it requires focusing on three issues as follows: 1) Input factor, such as 

time spent on idea creation, number of individuals trained for creativity and 

innovation skills, time spent on idea evaluation, and measurement of characteristics 

and behavior supporting the innovative organization, for example, knowledge sharing, 

team participation, innovative work instruction, acceptance of others’ opinions, so 

appropriate methods for measurement are required 2) Process, such as the number of 

new ideas in the idea creation process, number of ideas evaluated, rapidness of the 

evaluation process and number of ideas developed 3) Final outcome that emphasizes 

the measurement of achievement in operation and management of innovative goals 

such as profits earned from new products, reduction of production cost resulting from 

new processes. For organizations being at period of creating and developing 

innovations they have to focus on the performance appraisal of input factors of the 

innovation creation process, such as the number of individuals attending the training 

for creativity and innovation and time spent on idea creation and evaluation.  

Pholsan Phosrithong (2013) introduced the concept, theory 

and best practice for the human resource management process in order to enhance the 

efficiency of human resource management as follows: 1) Strategic Human Resource 

Management: SHRM, 2) Competency–Based Human Resource Management, 3) Ability 

to manage human resources in terms of Human Resource Development: HRD, 

learning, knowledge management, change management and leadership, in order to 

lead the organization to become the Learning Organization: LO  
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Figure 3.13  Human Resource Management Process: 5 Processes 

Source:  Pholsan Phosrithong, 2014.  

 

Patcharakrit Phuangnin. (2010) noted that the performance 

appraisal should be objective and result-centered or method appraisal by results. The 

important rules and methods of performance appraisal are as follows: 1) Evaluator 

and evaluated persons have to set out the objectives and factors of performance 

appraisal together at the beginning of the year or before establishing the action plan. 

2) Performance appraisal based on this principle aims to develop individuals and 

enhance performances rather than considering good behavior or punishment 3) It 

focuses on the measurement of final performances. Besides, it emphasizes the 

achievement of performances and unexpected problem-solving rather than behaviors 

of operators. 4) Applying objectives and performances to the evaluation rather than 

scoring 5) Performance appraisal is performed when the final performances are 

completed. The evaluator and evaluated persons can consult and discuss during the 

period of establishing objectives and evaluating performances. 

3)  Rewarding  

Rewarding is a significant motivation of personnel working 

in the organization. Motivation is one of the major tools of management. 

Organizations investing in money, tools, machinery and technology cannot have good 

results, comparing to motivation reinforcement. 

Career Development Plan 

 

Labor plan 

Recruitment and selection 

 

Evaluation and Compensation Human resource training and 

development 
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Teerasak Sangdit (2010) noted that motivation is important to 

personnel as follows: 

Motivation causes job satisfaction. It is considered as 

satisfactory incentives which cause a change of behavior. Satisfaction stimulates the 

drive to achieve the goal.  

(1) Motivation can increase performances and products. 

It is the principle and technique of management. Motivation causes extra effort and 

hard work. 

(2) Motivation enhances the efficiency of performance 

evaluation.  

(3) Motivation is the tool for solving various problems in 

the organization, including human resource problem, internal and external problems, 

because it causes recognition.  

(4) Motivation can change undesired behaviors of 

individuals when they receive attention and support from supervisors. Therefore, they 

will have spirit in achieving the tasks according to the organization’s goal.  

(5) Motivation can increase the number of an 

organization’s members without hiring more employees, that is, an employee will 

work for the organization with their full effort and abilities. 

Chompoonuch Sriphong. (2007) noted that work motivation 

is one of the important factors which causes employees to express some behaviors 

relating to work. Motivation influencing individual’s behavior can be categorized into 

two types as follows; 1) Intrinsic Motivation is motivation that comes from inside an 

individual and self-desire. It is different based on personality of individual, which can 

be called self-motivation, such as ambition, curiosity, expectation, interest, etc. 2) Extrinsic 

Motivation is motivation that comes from external stimulus or is stimulated by the 

external environment, including culture and tradition, belief, and value of society, 

such as power, dignity, respect, competition, working conditions and environment, etc.  

Regarding study and research on factors having a relation to 

work motivation of employees, it was found that there are two major factors being 

organizational and individual. For the organizational factor, it was found that there are 
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components which relate to work motivation of employees, which are performance 

evaluation and fair promotion of the organization. In addition, it was found that good 

work conditions and good management policy of the organization will encourage 

employees to have more work motivation. While, the differences in individual factors 

of employees make employees have different attitudes on reward’s value and different 

needs. For example, senior employees may have less work motivation if the 

organization changes its technologies that will make the senior employees feel that 

their skills are obsolete. Administrators can increase work motivation of employees 

by making them feel that they have sufficient abilities and skills to work and develop 

knowledge and abilities to catch up with technologies and give support to them for 

their better work.  

4)  Training and Development  

Somphit Supphaphong (1997) stated that directors of 

educational institutes should specially focus on human resource management because 

people are the most important resource. Therefore, it is necessary that directors of 

educational institutes have to pay attention and assist staff to perform tasks with their 

full effort and abilities effectively and efficiently so they will have good heart and 

motivation to achieve the operation of the educational institutes according to the 

goals.  

Wutthiphong Phakdeelao.(2011) noted that training, innovation 

and creativity are the skills that can be learned so that an organization has to develop 

and improve its in-house training activities by adding innovation and creativity to the 

training and development program of the organization. For the approach that makes 

the organization’s training program successful, the organization must have three types 

of personnel as follows: 

(1) Expert: The person who is successful in innovative 

operations must be trained on the topic relating to innovative tools and techniques. 

Any training course for experts must be run for at least two days so they will have 

good management and become a tool for leading and creating workshops on idea 

creation and evaluation process.  

(2) Facilitator: These persons are responsible for 

facilitating and training employees so they have to be trained on the topic relating to 
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innovation and creativity, especially idea creation. Facilitators must have skills and 

confidence in facilitating, including in-depth knowledge relating to creativity and 

innovation. Most training courses for facilitators are over five days covering such 

things as video training and discussion on innovative operation.  

(3) Training Participant: All personnel, both experts and 

facilitators, will encourage employees to have ideas and participation in creating and 

assessing ideas, so that staff must be trained sufficiently on the topic relating to tools 

and techniques.  

3.10.1.3 Leadership 

Leadership is described as the process of getting things done through 

members of organizations by convincing, persuading and motivating individuals. 

Dixon (2008) viewed leadership as a process of getting a group to perform actions 

that embodies the leaders ‘mission’. Leadership consists of management and business 

techniques, but today it is changing across new social expectations, so leadership in 

education involves management and academic instruction. Leadership plays a 

significant role in facilitating a firm’s potential for innovative activities by promoting 

creativity, and providing relevant decision-making that encourages innovation. 

Patterson (2001) found that leadership actions and decisions were critical in creating 

the environment for innovation and described leading educational innovations as a 

change process. During the change process, guiding change process by leaders is 

important and is concerned with convincing the organization’s members to do what is 

needed according to change purposes. As well as in the work of Chieh-Yu, 2007; 

Tornatzky and Fleischer, 1990, top management’s leadership behavior significantly 

influence innovation in organizations. Leadership style is recognized as one of the 

most important influences on firm innovation (Aragon-Correa, Garcia-Morales and 

Cordón-Pozo, 2007) because leaders can decide to introduce new ideas into an 

organization. 

 In the educational sector, leadership is the most important for school 

reform and also concerns the responsibilities to identify a clear mission and goals, 

maintaining good relations among teachers and staff, managing classroom practices 

and teachers, coordinating the curriculum and instruction, ensuring students’ 

achievements (Onorato, 2013). The most popular style of leadership in educational 
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sectors in nowadays is transformational leadership focusing on development of 

capacity to innovate (Hallinger, 2003). It is recognized to be a necessary skill for 

school administrators in leading schools to meet the educational standard.  

Al-Husseini and Elbeltagi (2012) defined transformational leadership 

as a process that changes and transforms people by motivating and trust-building, so 

that followers are willing to do more than they expected. Garcia-Morales, Matias-

Reche and Hurtado-Torres (2008) support that transformational leadership has a 

positive relation with organization innovation because transformational leaders 

encouraged a combination of beliefs, expectations and basic principles that shape the 

conduct of individuals on expected organizational goals and innovations. 

Transformational leaders concentrate their efforts on goals, value and emphasize 

developing visions and then inspiring followers to pursue organizational goals 

(Howell and Avolio, 1993), by coaching followers, organizations accomplish their 

goals effectively. Avolio and Bass, 2002 quoted in Al-Husseini and Elbeltagi, 2012), 

considers transformation leaderships in terms of four components: 

1) Charismatic behavior that reflects the manners of sharing 

risks with followers, high standards of ethical conduct and avoiding abusing power 

2) Inspiring and motivating followers to commit to an 

organizational vision and to focus on organizational interests and teamwork. 

3) Intellectual stimulation to encourage followers to try new 

approaches 

4) Considering followers as specific needs persons and 

treating followers individually as they need different specific support and appreciation 

of their work. 

Hu, Gu and Chen (2013) also found that the leadership facilitates 

organizational learning by promoting intellectual stimulation. In organizations, 

transformational leadership is an important means in developing learning 

organizations (Aragon-Correa et al. 2007). Transformational leadership can encourage 

employees, (when perceiving support in innovation) to behave in such a way that 

leads to employees’ innovative behavior (Scott and Bruce, 1994). And at the same 

time, providing adequate resources from top management also contribute to 

organizational innovation. To encourage and facilitate innovation in education, 
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Transformational leadership exercises individual support, shared goals, vision, 

intellectual stimulation, culture building, rewards, high expectation, modelling 

(Hallinger, 2003). 

Murphy (1996: 26) noted about important leadership roles in summary 

as follows: 

1)  Role of selector is to choose the right people for the right 

job. Role of connector is to foster and expand relationships through communication 

and change negative attitudes to positive attitudes, connect the right people to the 

right cause and problem. 

2)  Role of problem solver is to solve problems according to 

causes or objectives. Good leaders use around 60% of their time to perform this role 

and use 30% of their time to perform the other seven roles of leader. They use only 

around 10% of their time to do their other routine jobs.  

3)  Role of evaluator is to comply with procedures which are: 

identifying objectives of the evaluation, levering competency of individuals, teams 

and organization providing individual evaluation, suggesting for competency 

development, and supporting individuals having positive reinforcement 

4)  Role of negotiator is to consider all groups and seek 

approaches for solving problems creatively.  

5)  Role of healer is to make subordinates work in harmony 

without conflict. 

6)  Role of protector is to protect the organization from 

negative impacts, predict potential crises, and change crisis to opportunity.  

7)  Role of synergizers is to consider problems in holistic 

way, be able to adapt themselves to problems as well as improving themselves all the 

time.  

3.10.1.4 Top Management Support 

Roles of top managers in the innovative process are important in 

driving the development of new products and applying their roles to support the 

development of new products. The role of top managers includes four primary aspects 

as follows (Zairi and Al-Mashari, 2005): firstly, it is to apply leadership to the 

planning process, establish and communicate strategies that lead to outcome 
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accomplishment. Secondly, top managers have to follow up the results of applying 

new projects and inspect outcomes. Thirdly, top managers need to facilitate flexible 

operational process. Fourthly, top managers need to provide support to facilitate the 

development of innovation. These four areas represent the management support in 

order to promote and encourage the development of organizational innovations. 

Besides, top management support also refers to the degree to which high-level leaders 

can help support the development of new projects and innovation (de Brentani and 

Kleinschmidt, 2004). If there is no management support, it is difficult to allocate 

resources efficiently and the process for innovation development is also hard to 

accomplish.  

Lin (2007b) discovered that top management support affects the 

knowledge process. Hoonsopon and Ruenrom (2012) proposed that top management 

support has a direct impact on product innovation. They also introduced the 

measuring approaches of top management support influencing organizational 

innovations as follows: 

1) Fully supporting the need of using resources for 

developing new products  

2) Guiding and suggesting for the development of new 

products to accomplish the goals 

3) Assisting and supporting employees to express ideas 

relating to the development of new products 

 

3.10.2  Organizational Resources 

Resources have been an interesting issue among scholars for a long time. It is 

widely known that resources are important. Most researches relate to the study of 

organization’s resources and methods of efficient resource deployment. Daft, 1983; 

Barney, 1991, noted that resources include all assets, capabilities, organizational 

management process, information, and knowledge of the organization, that enable the 

organization to deploy for its benefits and implement strategies for resource 

management that improve its efficiency and effectiveness.  

If considering from the concept of resource-based view, the firm is the 

collective source of resources (Liao, Kickul  and Ma, 2009). Generally, organizational 
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resources can be categorized into two major types, which are tangible resources and 

intangible resources (Lily and Ahmad, 2010). Tangible resources refer to capital, 

land, building and supporting equipment, while intangible resources refer to 

knowledge and skills of personnel. Similarly (Navas and Guerras, 1998), organizational 

resources are divided into tangible resources and intangible resources. Tangible 

resources include physical resource and financial resource, whereas intangible 

resources can be categorized into human resources and non-human resources such as 

technology source and management resources.  

3.10.2.1 Tangible Resources 

As mentioned above, tangible resources are divided into physical 

resources and financial resource. Physical resources relate to infrastructure of 

management that stimulates managerial operation of an organization to achieve its 

objectives. Physical resources include computers, tools, equipment, laboratories, 

buildings, etc. Financial resources include supporting budget or fund allocation that 

enables the organization to perform and achieve managerial operation.  

According to the findings of Prastacos, Spanos and Kostopoulos 

(2002), financial resources (internal/external capital) and technical resources (physical 

resource), such as equipment and IT systems, are recognized as the drivers of 

organization’s capabilities in creating innovations in the IT industry. As a result, it 

can be concluded that financial resources and physical resources can facilitate 

innovations in the organization.  

Financial resources refer to the budget that is sufficient for completing 

projects according to the established objectives. Importantly, it requires setting out a 

clear budget for innovation development stipulated in the school development plans. 

Besides, it is necessary to allocate sufficient budgets for any development, such as 

equipment procurement, building and property development, personnel development, 

etc. Allocating sufficient budgets for educational management as the goals specified 

by schools can bring about efficient management. In addition, the executives should 

provide sufficient budgets for good remuneration and welfare which must be enough 

to create good morale and motivation for personnel.  

Physical resources refer to technological equipment for efficient 

educational management and technological equipment for efficient information 
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communication technology. Physical resources can also refer to a place or location of 

organization that can be easily accessed. It also refers to sufficient activity rooms and 

activity corners, including resources facilitating innovations. Chester (1972: 149) 

stated that physical incentives that play significant roles in an organization refers to 

working environment, materials, equipment, tools, devices and facilities that are the 

key factor that contribute to efficiency. Thus, the physical resources are equipment 

and tools such as computers, internet, and materials, location, buildings, and facilities. 

Sufficient time for developing innovation projects is also recognized as physical 

resources that affect innovation competency.  

3.10.2.2 Intangible Resources  

Intangible resources in this research can be divided into human 

resource and knowledge of organization (Prastcos, Spanos and Kostopoulos, 2002). 

Bates and Flynn (1995) asserted that the existence of innovation capability rests on an 

accumulated expertise and set of skills which supports innovation and the 

accumulated expertise enables or constrains innovation has been identified as 

knowledge and is based on human and organizational resources. As a result, it can be 

concluded that intangible resources include human resources and knowledge of 

organization. 

Quality human resources are one of the key factors influencing 

innovation management in the organization because it is an important capital. Human 

capital greatly relates to organizational innovation (Santos-Rodrigues, Dorrego and 

Jardon, 2010). Abilities and skills, including creativity and competencies of an 

organization’s employees are the attributes of quality human resources of the 

organization. Chieh-Yu (2007) found that quality human resources have a relationship 

to the creation of innovation and development in the organization. The same author 

also stated that quality and good human resources (i.e. good education and well-

trained) are the factors supporting innovations. To acquire quality human resources 

have innovation capabilities, an organization needs to have effective tools to recruit 

employees who have skills and abilities in creation of innovation.  

Personnel who show organizational commitment are also recognized as 

one characteristic of human resource that encourages an organization’s productivity 

(Dost, Zia-ur-Rehman and Awan, 2012). Allen and Meyer (1996) defined organizational 
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commitment as a psychological link between the employee and the organization that 

makes it less likely that the employee will voluntarily leave the organization. There 

are about five factors that facilitate commitment in among employees which are clear 

communication, high job satisfaction, inspired leadership and management, effective 

management systems and positive work environment (Leininger, 2004). Kimbel 

(2002) related an organizational commitment questionnaire developed by Mowday, 

Steers and Porter  (1979) to three aspects of organizational commitment that are 

characterized as: 1) a strong belief in, and acceptance of, the organization’s goals and 

values. 2) the willingness to exert considerable effort on behalf of organization. 3) a 

strong desire to maintain membership in the organization. 

An organization’s knowledge is the resources of the organization 

which are necessary for enhancing marketing efficiency and innovations of the 

organization (Egbu, 2004). Fitchett (1998) stated that knowledge management is the 

core competency for professionalism in general industries. According to the concept 

of Drucker (1985), when familiar knowledge is applied, we will call it productivity. 

However, when applied knowledge is new and different from the previous one, we 

will call it innovation. Prahalad and Hamel (1990) proposed that knowledge derived 

from learning process and learning of the organization is a part of core competencies. 

The organization will have a continuous learning process and transform gained 

knowledge to products and services to meet the needs of customers (Chew, 2008). 

Bollinger and Smith (2001) stated that an organization’s knowledge will increase 

constantly when the organization has good knowledge management. This good 

knowledge management and organization’s knowledge will cause the organization to 

have innovations.  

 

3.10.3  Transformation based Competency 

Escrig-Tena and Bou-Llusar (2005) suggested that transformation based 

competency is the creation of a collective mind, organizational commitment, 

enhancement of organizational learning, and flexibility of work structure. These 

attributes of the transformation based competency correspond to the concept of Lado 

et al. (1992) who state that organizational competencies are the ability to transform 

input to output, and the components that lead the organization to have the 
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transformation-based competency are organizational structure, organizational culture, 

organizational learning, and research and development.  

3.10.3.1 Organizational Structure  

Flexibility in an organization is perceived as a collective task or 

processes that allow change, adaptation, and modification when necessary. To be 

flexible, organizations are design to have structure that are organic. There is 

consensus about the influence of organizational structure on innovation. Many 

researches show that organizational structure encourages initiative and creative ideas 

that lead to innovation in organizations. But not every type of organizational structure 

can facilitate innovation. The organizations that are characterized as “Machine Like” 

in a close-system are struggling with developing some changes and adaptation in 

organization (Sawhney and Prandelli, 2000). In a decentralized structure, managers 

are provided with greater decision-making autonomy for planning and control 

(Subramaniam and Mia, 2001). The organizations that favor organic structure tend to 

decentralize their chain of command and be more flexible while applying less 

complexity to their rules and protocols and recognizing employees as potential 

resources. By these reasons, organization’s members in organic organizations tend to 

be more motivated and have positive satisfaction toward responsibilities and be more 

adaptive to changes. 

Organic structure is recognized as organizational structures that 

support innovation activities in an organization because the characteristics such as 

flexibility tend to facilitate initiation of new ideas (Pierce and Delbecq, 1977). 

Prakash and Gupta (2008), in their study about the relation between organizational 

structure and innovation, found that a flat structure that has horizontal command and 

authorities, formalization, decentralization and participation in decision-making, have 

a positive relation with innovation. Laforet (2011) found that flexibility, short 

communication lines and less bureaucracy affect successful innovation. Zdunczyk and 

Blenkinsopp (2007) concluded that a flat, decentralized, flexible structure are 

considered to be factors that support creative action and innovativeness in 

organizations; decentralized structure encourages flows of information throughout the 

workplace and facilitate freedom and more autonomy in job position; a flat structure 

makes accessibility to a superior easier and facilitates effective communication in an 
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organization; while structural flexibility provides employees the ability to be more 

initiative and innovative.  

Communication in any organization is important to distribution and 

diffusion of knowledge, concepts and information throughout the organization. 

Beside, informal communication by employees also encourages diversity that lead 

creation of new ideas. This is evident by the research of Damapour (1991)’s which 

found that the flow of effective communication create a positive relation with 

organizational innovation.  

3.10.3.2 Organizational Culture 

According to the literature review, it was found that organizational 

climate and organizational culture are different based on theories related to each 

concept. Organizational culture relates to sociological theory, while organizational 

climate is rooted in psychological theory. Employees work within an organizational 

climate where culture is readily observable. Organizational climate is based on 

individual perceptions, whereas the culture is based on inherently social meanings that 

are latently shared with other members of the organization (Crespell, 2007).  

Organizational culture is recognized as important and critical for the 

successful organization that can absorb innovation into the management process 

(Martins and Terblanche, 2003). Organizational culture can be defined in terms of 

values and beliefs shared by individuals in an organization. Obendhain and Johnson 

(2004) summarized the notion of organizational culture from their literature review as 

the taken-for-granted values the underlying assumptions, expectations, collective 

memories, and definitions present in the organization. Organizational culture reflects 

the prevailing ideology that members of an organization carry inside their heads. 

Apart from that, culture also conveys a sense of identity and provides unspoken 

guidelines for how to get along and enhances the stability of the social system to 

which they belong. From literature, organizational culture is different from 

organizational climate in the context of theory of each concept. Organizational culture 

involves sociological theory while organizational climate is rooted in psychological 

theory. Organizational climate is noticeable by employees while culture is a result of 

social interaction that shares value among members of an organization (Crespell, 

2007).  
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According to (Martins and Terblanche, 2003), Organizational culture 

can be divided into its function and its influence on processes in any organization. 

The functions of organizational culture are to socialize the organization’s members 

with feelings of identity among staff and commitment through integration of all 

aspects in the organization and at the same time, organizational culture generates its 

functions in terms of coordination that can make sense of acceptable behavior and 

social system stability. The other is the influence of organizational culture that plays 

significant roles in guiding behavior and change in an organization.  

Tushman and O’Reilly (1997) pointed out that organizational culture 

influences innovation in two ways. These are firstly, through a socialization process 

that individuals in an organization learn through shared values and norms about 

innovative behavior. Secondly, individuals learn what is valuable and how should 

they react in the workplace through the basic values, assumptions and beliefs that are 

enacted in structures, policy, practices and procedures. Organizational culture is an 

informal guidance for members in an organization to respond and act upon situations 

in which the accumulation of these actions reflect overall performance of 

organizations. When an organization is rendered with culture related innovation, all 

members of the organization follow the same innovative approaches of 

implementation and share the same sense of value, and also hold common innovation 

faith (Wu and Lin, 2011). This is consistent with Tipu, et al. (2012)’ work that 

described organizational culture as a set of cognitions such as values and belief, and 

the outcome of those cognitions can be observable in terms of behavior or 

organizational artifacts. The same authors also found that organizational culture has a 

significant role in enhancing innovation, in which employees’ willingness to share 

information and teamwork important cultures that encourage innovation. 

Martins and Terblanche (2003) also suggested that strategy, structure 

support mechanisms, behavior that encourages innovation and communication in an 

organization are the determinants of organizational innovations. Lado, et al. (1992) 

also stated that strong culture unleashes human creative potential for idea generation.  

Kenny and Reedy (2006) define innovation culture as value and 

attitude developed by a way of thinking and behavior that causes acceptance and 

support of ideas and change within the organization and such innovation culture can 
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be noticed in terms of corporate management’s willing to take risks, the participation 

of all members of the firm, creativity, and shared responsibility. Petraite, Janiunaite 

and Cibulskas (2012) pointed out that the organizational culture in relation to 

innovation is characterized as orientation to flexibility, cooperation, teamwork, 

openness to change and new ideas, creativity, climate supporting diversity of ideas 

and opinions, value based orientation towards innovation, and high tolerance of 

innovation risk. 

Conceicao, Hamill and Pinheiro (2002) posited that firms embedding market/ 

customer orientation culture into their routine work strive very hard based on the 

belief that when a firm understands customers’ needs, they will be able to introduce 

innovations that are attractive to the market and customers. The same authors also 

found out that 3M Company employ this strategy by establishing a close relation 

between customers and their sales force in order to gain understanding about 

customers’ needs that can be communicated throughout the firm, so that the firm 

acquires useful information for quick response to the market and customers. Naranjo, 

et al. (2010) who conducted a study concerning the relation between innovation and 

organizational culture, found that an adhocracy culture (flexibility, freedom, risk-

taking) generates a positive relation with innovation. Tabor (2007) reviewed that the 

cultures such as risk-taking and flow of communication, allow for self-directed and 

self-initiated activity, needed to honor ideas, it can encourage innovation in 

organization. 

3.10.3.3 Organizational Learning 

Aragon-Correa et al. (2007) defined organizational learning as a 

collective capability based on experiential and cognitive processes and involving 

knowledge acquisition, knowledge sharing and knowledge utilization. This is because 

organizational learning stipulates knowledge collection as a form of organizational 

resource that can be used in transformation processes into organization’s products or 

innovations. Robey, Ross and Boudreau (2002) extends that organizational learning 

can be described as capabilities and processes of acquiring organizational memory, 

including the ability to access/retrieve organizational memory and modify that 

memory at the same time.  
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When organizations acquire new knowledge that leads to the 

improvement of organizational memory, organizations can receive new approaches 

and directions for activities (Ke and Wei, 2006). Organizational learning also 

influences innovation in some way. Zhining and Nianxin (2012) found out that 

knowledge sharing has an effect on innovation and organizational performance, 

describing that explicit knowledge sharing has more significant effects on innovation 

speed and financial performance, while tacit knowledge sharing has more significant 

effects on innovation quality and operational performance. Organizational learning 

starts at individual level and spreads over an organization, when the organization has 

learnt about new knowledge and could apply that knowledge into work process 

sustainably, innovation process takes place (Shepard, 1967). This can imply that to be 

innovative, top management should realize the importance of organizational learning 

as it is a significant resource for innovation and provides support that sustain abilities 

of acquisition of knowledge, knowledge creation, and transferring/sharing of 

knowledge (Lin, 2007a). 

The prominent characteristic of organizational learning is commitment 

to learning by the organization’s members (Hill, Hazlett and Meegan, 2001). 

Commitment to learning is one of the means to acquire new knowledge and sharing of 

knowledge. When an organization’s members commit to learning by sharing and 

learning from each other, the ways of collecting knowledge and how that knowledge 

in organization’s memory can be used effectively are needed and then, people may 

think of “knowledge management” 

When considering in terms of a knowledge-based view, the knowledge 

is recognized as value resources of the organization because the roles of knowledge as 

knowledge management are about helping organizations to gain capabilities to deal 

with innovations and value creation for their work. Knowledge management is a 

process of collecting knowledge of organizations, both at the present time and in the 

future, and is a distribution of that knowledge over the organization’s arena. 

Knowledge management is a mechanism that encourages individuals to create new 

knowledge, collect and share this knowledge among each other (Argote, 2003). 

Knowledge management is also relative to creativity and organizational innovation 

(Gurteen, 1998)  
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 Knowledge creation is recognized to be an important part of 

innovative organizations. Innovative organization, at the same time, is also defined in 

terms of knowledge creation (Merx-Chermin and Nijhof, 2005). Nielsen (2007) 

conducted a study related to knowledge management and innovation capabilities and 

found out that organizations that practice knowledge management are likely to be 

innovative organizations than those that do not practice. Innovation in an organization 

is all about the creation of something new such as new knowledge Cavagnoli, 2011) 

and that new knowledge will be used in the process to produce new services and 

different products that deliver value to customers. 

Knowledge sharing in an organization can enhance innovative 

capabilities of the organization (Sáenz et al, 2009). Cavagnoli (2011) stated that 

innovation is the creation of new knowledge and the use of that knowledge. It also 

relates to the transformation of knowledge to new products and services which is 

considered to the innovative process. Additionally, rewarding relates to the learning 

of individuals and leads to new ideas.  

Besides, organizational learning is a mediator between transformational 

leadership and organizational innovation because transformational leadership can 

encourage organizational learning by inspirational motivation and then that 

organizational learning could positively influence organizational innovation (Hu et al. 

2013).  

Learning in organizations take place in two ways, first is acquiring 

knowledge from outside and second is sharing internal knowledge among 

organization’s members. Calantone, Cavusgil and Zhao (2002) found out that sharing 

of knowledge has a positive influence on a firm’s innovation capability. 

3.10.3.4 Research and Development (R&D) 

Research and development is an important factor of innovation 

development in an organization (Mairesse and Mohnen, 2005). Organizations or 

departments focusing on innovation should have sufficient investment in research and 

development (Bai and Li, 2011). Kim, Cho and Khieu (2014) identified that an 

organization will have innovation when it starts doing research and development. 

Similar to the study and research of Huang and Yu (2011), it was found that research 

and development of the organization has a positive effect on the efficiency of 
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organizational innovation. This research and development will result in the learning 

process of the organization which affects the capability of innovation development of 

the organization.  

Noppakaow Na Phatthalung (2009) concluded that training and 

development will cause teachers to do better educational research. The ways to train 

teachers to have abilities in research and development was as introduced as follows: 

1) Studying the basic information of developing teachers to 

have abilities in classroom research, studying conditions of classroom research of 

teachers, problems of classroom research of teachers, and needs of teacher for self-

development in classroom research, building good relationships and friendliness with 

teachers  

2) Before training, clarifying the goals of developing 

teachers for classroom research and building the awareness of the value of classroom 

research to teachers, such as, explaining benefits of researching, which results in the 

development of learners and self-development of teachers, motivating teachers to 

conduct classroom research 

3) In the process of teacher training, lecturers must act like a 

friend so they will have courage to ask questions and inquiries during the training for 

classroom research. When teachers feel discouraged, lecturers have to give support 

and encourage them to conduct their research successfully, which will contribute to 

the efficient development of teachers and learners. 

4) In the process of teacher training and classroom research 

of teachers, lecturers must prepare sufficient documents for teachers to search and 

study or allow teachers to search and study from learning sources, such as library or 

internet.  

5) For schools having various levels of teachers, such as, 

elementary educational level in any learning substance groups and early childhood 

educational level, during the training on classroom research, lecturers have to raise 

some examples, such as educational innovation, various researches, which cover all 

learning substance groups and educational levels.  
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3.10.4  Organizational Environment 

The impact of the environment on organizations has been recognized by many 

scholars (such as Burns and Stalker (1961), Thompson (1965), Perrow (1979) and 

Khandwalla (1977)) and the organizations will be driven toward innovation when 

they perceive uncertainty in their environment (Prajogo and Sohal, 2001). Zdunczyk 

and Blenkinsopp (2007) concluded that the external environment has an influence on 

organizational innovation, especially when organizational environment is uncertain 

and turbulent. Organizations, when confronted with uncertain external circumstance, 

tend to seek for new ideas to cope with that uncertainty. Uncertainty is conceptualized 

in terms of complexity and dynamics and the more uncertainty is perceived by 

managers, the more innovation is generated (Freel, 2005). Alam and Nandan (2010) 

found that organizations will show innovation to change, or adapt to the environment. 

Drejer and Sorensen (2002) gathered the external factors that influence organizational 

competency and listed these factors as following: political initiatives technological 

opportunities, supply relations, the market, customer behavior, product development, 

competition based on price, competitors’ competency development, quality costs and 

scarcity of capital.  

King and Anderson (1995) proposed that the external environment influences 

the innovative capability of a firm. As same as the work of Hu et al. (2013), factors 

outside organizations such as environmental uncertainty, competition, and external 

support for innovations are part of the contribution to innovation in organizations. The 

external environment in a view of Scupola (2003) includes pressure from competitors 

and the role of government. When a firm is facing environment uncertainty and 

complexity, seemingly that the firm will increase incentives to adopt innovation 

(Chieh-Yu, 2007). Government support as external environment, in terms of 

regulation, provides a positive influence on a firm’s innovation. This is the same as 

suggested in the work of Kshetri (2007); Murtha and Lenway (1994), the institutional 

factors such as rules and government regulations have a potential effect on firm’s 

decisions about innovations. 

Prajogo and Sohal (2001) also revealed that the maturity of a market has an 

effect on the type of innovation. The maturity of markets can be translated as 

competition. Competition is often identified with price-taking behavior, and its 
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implication of equality of price to marginal cost, while some perspectives view that 

competition is either linked to the number of firms present in a market, or to the 

aggressive conduct by an incumbent firm, which affects prices and costs. Thus, an 

increase in competition is signaled, respectively, by an increase in the number of 

firms operating in the market, or by the cost-price politics of operating firms (Peroni, 

Ferreira and Gomes, 2012). 

Hu and Chen (2013) suggested that the factors outside an organization such as 

uncertainty, competition, and external support for innovation also have an effect on 

organizational innovation. According to the author, uncertainty can be characterized 

as the environment becomes uncertain such as customer’s preference change or shift. 

Competition refers to when the market is highly competitive, members of an 

organization which operates in the market are more likely to accept the need for 

innovation. The external support comes up as various meanings such as knowledge 

and slack resources from outside, and also the network of alliance and cooperation 

with other organizations can encourage innovation as well. 

According to the abovementioned literature review, it can be concluded that 

environments influencing organizational innovation are government support, 

competition, and uncertainty of organizational environment.  

 

3.11  Previous Studies and Researches 

 

Goswami and Mathew (2011) have examined competencies that contribute to 

innovation in information technology organizations with the purpose to evolve a 

measure of organization competencies that enable innovation. The study was 

conducted to comprehend what organizational competencies enable innovation. From 

the literature review, the authors purpose many competencies that might contribute. 

Only four competencies have significant effect on innovation. They are product 

breadth competency, new business competency innovation adaptability competency 

and organizational learning competency. Product breadth competency refers to 

developing new product ranges that are genuine improvements as compared to 

products currently available. It is also an organization’s ability to implement changes 

and new ideas into product features. New business development competency refers to 
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the extent to which the organization focuses on the development of new market 

opportunities and products. New business development encourages innovation by 

promoting and discovering new uses for products and services in new markets. 

Innovation adaptability competency (absorptive capacity), when combined with 

resources and other organizational characteristics, can create greater capacity to 

innovate. The last one is that of organizational learning competency which is 

recognized as the strongest competency predictor of organizational innovation 

potential. It enhances knowledge creation and efficiency of innovation. 

 Hsien-Tang and Hsi-Peng (2010), have conducted research to gain insight into 

firm’s innovation competencies and at the same time, to develop an instrument to 

examine innovation competencies. From reviewing literatures, the authors divided 

innovation competencies into two categories; generic innovation competencies and 

specific industry-related innovation competency. For generic innovation competencies 

that most firms probably have, four dimensions of innovation competencies were 

proposed. These are product-related innovation competency, market-related 

innovation competency, technology-related innovation competency and organization-

related innovation competency. For specific industry-related innovation competencies 

that come with the specific type of industries was described in term of industry-

specific innovation competency. The descriptions of five dimensions are as follows: 

The Product-related innovation competency comes up with three sub-

dimensions which are: 

1) Customization capabilities, which are the ability to understand 

customers’ needs and develop mechanisms to provide products or process that match 

with customers’ needs. 

2) Human resources capabilities being employees’ skill and 

knowledge. Firms can provide incentives to encourage employees to come up with 

creativity that facilitates innovative new products. 

3) Product characteristics which are compatibility, complexity and 

relative advantage of innovation to the decision-makers who decide to adopt or not 

adopt the innovation. 

The market-related innovation competency dimension is divided into sub-

dimensions: 
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1) Marketing capabilities, as explained that a firm needs to identify 

market segments that are worthy to enter and a firm also need to achieve the extension 

of innovation into a new market. 

2) Time to market capabilities, as explained that, a firm needs to 

consider the time to provide innovation that meets customers’ needs, in which the new 

needs and time-to-market must be matched effectively in order to allow for 

acceptance of new products. 

Technology-related innovation competency is divided into sub-dimensions as 

follows: 

1) R&D activities, refers to a body of empirical research that can 

expand the potential for the creation of new knowledge and facilitate the development 

of new products. 

2) Technological capabilities are described as building up specialized 

technological capabilities through the development of cutting-edge technology and 

also being combined with the current firm’s technology, so they can attain high 

overall technological competencies. 

Organization-related innovation competency has six sub-dimensions as shown 

below: 

1) Operation management, as stated that innovative firms emphasize 

quality and flexibility. It is true that the most significant characteristics of those firms 

that have clear direction towards the development of innovation. 

2) Supply chain management, a firm needs to allocate and use 

resources effectively to ensure a stable supply of raw materials. 

3) Organizational structure portrays that centralized control and 

complexity formalization strategy are the main features affecting innovation. 

4) Management attitudes that reflects demonstrative and risk-taking 

attitudes of senior executives can acquire better results in innovation. 

5) Business strategy; researches show that firms with well-defined 

business strategies and development plans can attain high rates of innovation. 

6) External resource management, to gain maximum benefit from the 

resources utilized, firms need the ability to make effective use of external resources in 

combination with their own core competency. 
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For industry-specific innovation competency, the following sub-dimension of 

innovation competencies are related to what firms should have in order to be leaders 

in a specific industry or have components that can facilitate innovation competencies. 

And because the population of this research were communication industries, so the 

description and definition of industry-specific innovation competencies in this 

research were related to the competencies that the communication industry should 

have. In order to make the elaboration of this innovation competency become more 

generic and applicable to other industries, the implication from the research will be 

described by interpreting the characteristics of industry-specific innovation 

competency in this research and we described industry-specific innovation 

competencies that imply to what firms should have in order to facilitate their industry-

specific innovation competencies eventually. Industry-specific innovation competency 

contains four sub-dimensions as follows: 

1) System integration capabilities which are described as the 

combination of all abilities of firms to develop all parts of a system to function well 

related to characteristics of firm’s industry such as having culture of creativeness, 

ability to renovate and redesign and etc. 

2) Special process capabilities; which is the developments process in 

organization requiring project team to deal with know-how, communication, 

coordination, management, ability to design and execute standard of process. 

3) Special function capabilities; according to the firm’s industry, they 

should have special function capabilities that can accomplish the objective of its 

work. That means, firms should have capabilities to do their work that can help the 

company to produce effective outcomes comparing to competitors. 

4) Special operation capabilities: companies must be capable to 

generate operations that can gain better systems or mechanisms to improve firm’s 

operation, for example, flexible capability to accommodate changes, systems or 

mechanisms to upgrade the firm’s operation. 

 The benefits that are gained from reviewing this previous research are the 

implications that can be used to develop instruments to measure innovation 

competencies of a firm, and as well as the reviewing also implies the determinants of 

innovation competencies. 



105 

 Shyu et al. (2006) studied organizational innovation in vocational education 

and proposed a model containing factors that affect innovation performance. The 

authors developed constructs of capability of organizational innovation as 

organization level and facilitating factors of innovation as innovative activity level. 

Both levels generate effects on innovation performance as shown in Figure 3.14.  

 

 

Figure 3.14  Factors Influencing Innovative Performance 

Source:  Shyu et al, 2006. 

 Two universities in Taiwan were the sample of this study. The findings were 

as follows:  

1) capability of organizational innovation implies generation of 

innovation ideas and activities 

2) capability of organizational innovation positively implies innovation 

performance 
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3) innovation ideas and activities promoted by facilitating factors of 

innovation positively imply innovation performance 

From the result of the study, the authors suggested that top management 

should possess abundant technology knowledge, vision of innovation promotion, 

good skills of communication, and risk-taking for innovation. The authors also 

suggested that human resource management practices such as training and rewarding 

should be considered. Project teams of innovation promotion should be organized to 

encourage innovation ideas. 

Cavagnoli (2011) has conducted research on exploring the concept of 

innovation within the field of organizational innovation, aiming to offer a framework 

for human resource management policies that encourage innovation. The author found 

that HRM practices are an important force in implementing innovation. Innovation 

portrays a process of learning in organizations and learning is affected by the system 

of rewards. So the strategy developed in organizations by top management and 

government policies affect the system of rewards and learning and thereby 

contributing to harnessing (or inhibiting) innovation. 

 

3.12  Conceptual Framework of Research 

 

According to the literature review and related theories, such as resource-based 

view (RBV), competence-based view, and dynamic capability theory, the conceptual 

framework of the research is developed with the following explanations.  

Freiling (2004) studied organizational competencies by applying the open-

system theory to the approach of organizational competency development. Based on 

the open-system theory, organizations consist of major components, such as input, 

internal process transforming input to output delivered to external environment 

outside the organization, which will receive feedback from the external environment 

(Thippawan Lorsuwanrat, 2008: 58) and cause the organization to adapt or change 

internal components corresponding to the external environment like organizational 

environment. If an organization’s outputs are innovative outputs of the organization, 

organization’s inputs will be organizational resources, which are managed and 

transformed to innovative outputs delivered to external environment and interacting 
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with external environments such as customer satisfaction, marketing recognition, and 

the feedback will be sent to the organization as an infinite cycle.  

When the feedback from the external environment flows back to the 

organization, components of the organization will be affected by this feedback. 

Factors receiving feedback based on the open system theory are input, such as 

organizational resources, and internal components, such as decisions of the 

management, etc. Inputs, such as organizational resources, are the key factor of 

innovativeness. If, considering from the resource-based view perspective, 

organizations having valuable and inimitable resources will have competitive 

advantages over its competitors. Competitive advantages derive from innovativeness 

of organization, such as marketing innovation (Ren, Xie and Krabbendam, 2010). 

This represents the concrete relationship of organizational resources, organizational 

innovation and competitive advantages.  

Several scholars have presented the relationship between organizational 

resources and innovation. For example, Lily and Ahmad, (2010) studied the result of 

organizational resources influencing product innovation of organizations and found 

that organizational resources are the major driver of product innovation. It can be 

concluded that organizational resources can help the organization to have the capacity 

to innovate if the organization owns good and quality resources (Schubert, 2010).  

 According to the resource-based view, there were studies on organizational 

resources and innovation. Organizational resources determine the organization’s 

capacity to innovate. From this perspective, organizational resources consist of 

tangible resources and intangible resources as shown in Figure 3.15. Both types of 

resources will be transformed to the capacity to innovate which affects competitive 

advantages (Prastacos et al, 2002).  
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Figure 3.15  Resources as Factors determining Firm’s Capacity to Innovate 

 

Wang and Ahmed (2004) suggested that organizational resources alone cannot 

make organizations effective. Organizations must have skills and abilities in 

deploying resources for the highest benefits according to the organization’s needs. 

This means organizational competencies. Mathien (2013) noted that the combination 

of organizational resources, operations, and organizational capabilities based on the 

organization’s strategies enable the business to have competitive advantages, which 

refers to the ability to create good innovation. Holcomb (2007) proposed that the 

resource-based view is rooted from four areas of arguments which are: 1) 

Organizations have different resources, 2) Organizational resources enable the 

organization to have competitive competency and efficiency when they are sufficient 

and difficult to imitate, 3) Competitive advantages and performances of an 

organization occur when organizational resources are integrated and used for creating 

values to the organization, 4) Competitive advantages will be sustainable when 

resources are applied to internal operations better than competitors and the application 

of those resources can also deliver value to customers, and in the meantime, those 

resources must be processed to protect against imitation from other organizations.  
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These four suggestions clarify that an organization’s resources can benefit an 

organization whenever effective management is met, so that organizational resources 

will be transformed to valuable outputs as expected by the firm. To support the 

suggestion stating that only resources cannot cause organizations to have competitive 

advantages over its competitors, the organization must have good resource 

management so that the organization can eventually obtain competitive advantages. 

Zona (2009) suggested the synthesis of “Who-How-What” concept relating to 

innovation process, in which; “Who” refers to individuals making decisions, 

administering and managing for supporting the innovative process; “How” refers to 

the adoption of organizational resources through the creation of new ideas, problem 

solving, development and implementation for trading in order to make the 

organization’s innovation successful; “What” refers to determining what outcomes of 

innovative process are, such as types of innovation (management, technology), forms 

of innovation (product and service, process, and business model).  

 According to the perspective of Zona (2009), Table 3.5 illustrates the “Who-

How-What” concept and it is summarized that only resources cannot cause 

organizations to have innovation and competitive advantages over competitions. 

Organizations must have managerial competency which will transform organizational 

resources to innovativeness, causing the organization to have efficiency over its 

competitors. “Who” represents leadership recognized as a key innovator who decides 

to create innovation strategy for developing innovation. “How” represents the process 

of innovation, in which the resource utilization, idea generation will be developed to 

make use of resources for the innovation process. While, “What” represents an 

innovation outcome that is identified related to organization’s goals. 
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Table 3.5  Conceptual Framework of Organizational Innovation in a form of “Who-  

                  How-What”  
 

 

Other than good resource management, the organization must have 

competency in adapting to changes of the organizational environment by adopting 

dynamic capabilities efficiently Teece (2007). Dynamic capabilities refer to the model 

of continuous and systematic learning and activities of the organization for creating 

and adapting the organization’s operation for efficiency at all times (Zollo and Winter 

2002). With dynamic capabilities, the organization will reconsider organizational 

competencies in order to respond to external changes. The organization will transform 

organizational resources and develop competitive strategies through abilities in 

learning, and also integrate internal and external resources for responding to the 

changing external environment. To do this, the organization must have abilities in 

learning and adaptation for developing organizational competency in all aspects and 

eventually leading the organization to efficiency.  

Organizations must develop organizational competency in all aspects so that 

the innovative process will be efficient and able to transform organizational resources 

to valuable outputs, leading to competitive advantages for the organization. Based on 

the competence-based view perspective, the organization will be more successful than 

other organizations when they can make use of organizational resources more 

efficiently and effectively than others (Freiling, 2004). Competence-based view 

perspective shows that, if organizations have resources that are more advantageous 

than its competitors but they are unable to make use of those resources efficiently, 

Organizational Innovation Framework 

Leadership > Innovation Process > Innovation 

who Leadership Decide and create strategy and recognized as key 

innovators  

How Innovation Process Utilize resource, make idea, develop, make use 

 

What Innovation 

Outcomes 
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such an organization will not be able to develop competitive advantages over rivals. 

This corresponds to the suggestion of Liao et al. (2009) who stated that, no matter 

how much valuable resources the organization has, it is not enough to acquire 

competitive advantages, but in contrast, competitive advantages occur from the 

organization’s capability in exploiting resources, improving resources and managing 

resources appropriately, including the organization’s capability in responding to the 

organizational environment effectively.  

The term “competency” has different meanings based on various perspectives. 

Mostly, competency is describes as having knowledge, abilities, skills and capabilities 

(Gliddon, 2006) that enable an organization to achieve its goal. Amabile (1988) stated 

that management skill, organization’s support in innovation, and resource support for 

innovation development can help the organization develop its own innovation. From 

the previous perspectives, it can be seen that organizational competency has several 

models and it can help an organization create innovation successfully. Sanchez (2004) 

stated organization competency can be categorized into five different modes as 

follows: 

Competency Mode 1 refers to cognitive flexibility to imagine alternative 

strategic logics. It can identify the market needs and respond to such needs by 

creating strategies which encourages the organization to have a process of developing 

new products to fulfill market needs. In Competency Mode 1, the organization 

competency relates to know-what.  

Competency Mode 2 refers to cognitive flexibility to imagine management 

processes relating to managerial competency of the organization in resource 

management (assets, knowledge and capabilities), which can be executed based on 

specified strategies through the appropriate control process and incentives in order to 

have a process that can create values. Top management will be responsible and 

supervise for innovative leadership and also design the efficient work of the 

organization, such as, task assignment and allocation, decision-making, exploitation 

of resources for applying organization strategies effectively. In addition, high-level 

executives have to understand behaviors of personnel in the organization. This mode 

of competency relates to the manager’s understanding of “know-why”. They have to 
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realize why organization strategies are applied and can create the value as outputs of 

the organization.  

Competence Mode 3 refers to coordination flexibility to identify, configure 

and deploy resources of the organization. It is the duty of the management to provide 

sufficient resources to the organization and allow it to be accessed in a form of the 

resource chains which cause successful product development. For this competency, 

the management has to have the ability in determining processes and activities 

relating to resource deployment, including configuring models for the process of the 

organization influencing creation of new products.  

Competence Mode 4 relates to the resource flexibility to be used in processes 

of the organization. The management has to have the capability in using resources for 

producing valuable products which are appropriate to each process of the 

organization.  

Competence Mode 5 relates to the operating flexibility in applying skills and 

capabilities to available resources of the organization in each step of processes 

appropriately and creating products to meet the targeted markets correctly.  

Figure 3.16 shows the details of five modes of competency in the form of 

relationships between each mode of competency which is elaborated in the 

perspective similar to the open system theory. It starts from the top where the 

organization realizes the needs of environment and decides to formulate strategies in 

order to determine the operational direction in the organization (Competence Mode 1). 

The formulated strategies will lead to the internal process relating to the allocation 

and deployment of organizational resources (Competence Modes 2 and 3). Later, 

resources will be used in any processes within the organization (Competence Mode 

4). Finally, they will be transformed to valuable outputs which attract the market and 

environment very well. (Competence Mode 5)  
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Figure 3.16  Five Modes of Competency 

Source:  Sanchez, 2004. 

 

 The Five Mode of Competencies is similar to the open system perspective 

which consists of input that will be delivered to the organization and transformed to 

outputs in the form of products responding and interacting with the organizational 

environment, and then feedback related to the outcomes will return to the organization 

as a cycle. Similarly, Lado et al. (1992) suggested organizational competency which 

consists of four main types of competencies: managerial competency, input-based 

competency (resources-based competency), transformation-based competency and 

output-based competency. These competencies will enable the organization to have 

sustainable competitive advantages. The relationships of such competencies is shown 

in Figure 3.6 as presented in section 3.10.  
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 According to the resource-based view, dynamic capacity theory, competency-

based view, and literature review in previous topics, the conceptual framework of 

research is developed as follows. 

 

Figure 3.17  Conceptual Framework of Research 

 

 According to the study on organizational competencies in Section 3.9, 

managerial competency is important to the innovative competency of the organization. 

Based on the perspective of Lado et al. (1992), the organization’s management is 

comparable to the center of the organization, it formulates strategies, plans action 
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which will interact with customers’ satisfaction and the pressure of the organizational 

environment. The outputs of the organization are like the organizational innovation 

that is new and can create value for persons concerned with the organization. Gray 

(2006) suggested that to create new products or new knowledge as an innovation, the 

organization has to maintain managerial competency to be efficient at all times. 

Escrig-Tena and Bou-Llusar (2005) concluded that managerial competency, 

consisting of leadership, relates to establishing action plans and strategies of the 

organization to respond to feedback of outputs towards organizational environment 

and bringing such feedback to the management process of the organization for the 

revision of strategies.  

The management process of the organization must support good relationships 

between customers and those involved in the organization by creating worth (product 

and service innovation) to customers and individuals involved. In addition, the study 

on organizational competency of Freiling (2004) and Sanchez (2004) also presented 

the relationship between managerial competency and output-based competency of the 

organization. This output is delivered to customers in a form of products and services 

recognized as innovations. Managerial competency will enable the organization to 

have good innovative strategies and good resource management practices, leading to a 

good process of transforming organizational resources to outputs, such as 

organizational innovations. This is consistent with Dougherty and Hardy (1996) who 

stated that any organization’s action plan of innovation development as its business 

strategy will facilitate the organization to be capable in developing innovations. 

Additionally, major components of managerial competency as mentioned in section 

3.10, such as top management support, leadership, organizational strategy, and human 

resource management practice, have a direct effect on organizational innovation as 

well. As a result, it can be concluded that managerial competency has a direct 

influence on innovative competency. 

H1: Managerial competency has a direct effect on innovation competency  

According to the literature review, it was found that managerial competency is 

important to transformation-based competency (Escrig-Tena and Bou-Llusar (2005) 

(Lado and Wilson, 1994; Freiling, 2004; Lado et al, 1992; Sanchez, 2004). Managerial 

competency consisting of organizational strategies, transformational leadership, 
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management support, and human resource management practice has an effect on 

components of transformation-based competency (organizational structure, organizational 

culture, organizational learning, research and development). Jerez-Go´mez, 

Ce´spedes-Lorente and Valle-Cabrera, (2005) identified that management can 

enhance the learning process in the organization. Management focusing on the 

organizational learning will support and promote the learning culture in order to 

acquire new knowledge and transfer knowledge among personnel in the organization 

(McGill, Slocum and Lei, 1992). In addition, López-Cabrales, Real and Valle (2011) 

discovered that human resource management practice in terms of performance 

evaluation has an effect on organizational learning. The human resource manager of 

the organization should consider and apply competence-based appraisals to the 

performance evaluation in order to increase the quality for human capital. This affects 

the ability in learning of personnel and causes the organization to have greater 

knowledge. Therefore, it can be concluded that managerial competency has a direct 

influence on transformation-based competency. 

 H11: Managerial competency has a direct effect on transformation-based 

competency 

According to the study of Lado et al. (1992), managerial competency involves 

organizing organizational resources as the input of the organization’s process. 

Managerial competency consisting of leadership, top management support, 

organizational strategy, and human resource management practice has a direct effect 

on resources in terms of quality and quantity. Human resource management plays an 

important role in the development of organizational innovation because personnel 

with knowledge and abilities will have good heart and motivation to help the 

organization develop and accomplish innovations according to the established goals. 

Similar to the training and development of an organization’s personnel, this will cause 

the organization to have knowledgeable and skillful human resources. The more 

organizations support staff development through training, the more innovations 

organizations will have (Freel, 2005). Additionally, López-Cabrales et al. (2011) 

discovered that human resource management practice in terms of performance 

evaluation has an effect on the organizational learning. This is because the human 

resource manager of the organization will consider and apply competence-based 
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appraisals to the performance evaluation so that the organization’s members will 

improve themselves by learning, this will help the organization to have more efficient 

human capital. In addition, Freel (2005) suggested that good human resource 

management practices, such as staff development and training, will cause the 

organization to have greater knowledge which becomes the organizational resources. 

Consequently, it can be concluded that managerial competency has a direct influence 

on organizational resource. 

 H12 : Managerial competency has a direct effect on organizational resource 

According to the competency-based view, if any organization can deploy 

organizational resources more efficiently than other organizations, they will have 

more completive advantages. Resource deployment refers to the organization’s ability 

to transform organizational resources to outputs. From the study of Lado et al. (1992) 

which proposed the approach to develop organization competency that managerial 

competency has an effect on creating organization’s outputs which are accepted by 

the external environment. As organizational innovation is considered as one of the 

organization’s outputs, so that good transformation-based competency of the 

organization plays a significant role in transforming organizational resources to 

quality innovation of the organization. In addition, components of transformation-

based competency, such as, research and development, organizational learning, 

organizational culture, and organizational structure, are all verified that they are 

factors influencing organizational innovation. Dougherty and Hardy (1996) noted that 

the structure supporting teamwork with good cooperation and coordination will make 

the organization have capability in innovation development. Similarly, Laforet (2009) 

suggested that collaborative structure refers to cross-functional structure or the 

structure having a team consisting of personnel with diversified expertise, skills, 

knowledge and responsibilities. Such structure causes the organization to have 

capability in innovation development. As a result, it can be concluded that 

transformation-based competency has a direct influence on innovative competency. 

H2: Transformation-based competency has a direct effect on innovation 

competency 

According to the open system theory, organizations will transform inputs to 

outputs that are delivered to customers outside the organization. When the outputs or 
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products of organization interact with the environment (customers, market and 

competition), there will be feedback toward that output/product back to the 

organization again as it is an infinite cycle. From the study of Escrig-Tena and Bou-

Llusar, 2005; Lado and Wilson, 1994; Freiling, 2004; Lado et al, 1992; Sanchez, 

2004, the input refers to organizational resources transformed to outputs by 

transformation-based competency which consists of organizational structure, 

organizational learning, organizational culture, and research and development. Other 

than transforming resources to outputs, the value of organizational resources is also 

added. For example, research and development will allow the organization to have 

greater knowledge and intellectual properties (Freel, 2005). Therefore, it can be 

concluded that transformation-based competency has a direct influence on 

organizational resources. 

H21: Transformation-based competency has a direct effect on organizational 

resources 

 According to the resource-based view theory, organizations that own resources 

that are inimitable or non-substitutable will have more competitive advantages than 

other organizations. Moreover, many studies and researches confirm the relationship 

between organizational resources and innovation. Organizations will have innovations 

when they have valuable resources (Schubert, 2010). Similarly, Lily and Ahmad, 

(2010) studied the effect of organizational resources on product innovation of 

organizations and found that organizational resources are the key driver of product 

innovation. Dougherty and Hardy (1996) stated that resources influencing innovation 

capabilities of an organization are resources such as knowledge and expertise relating 

to innovation, good financial channels, sufficient equipment, necessary data, such as 

marketing data and customer data, etc. Laforet (2009) identified that organizational 

innovation occurs when that organization has innovation capacity. Innovation 

capacity refers to resource availability. Similar to the suggestion of Prastacos et al, 

(2002), it was proposed that innovation capacity of organization is a consequence of 

ability to transform both tangible resources and intangible resources to innovation 

successfully. Therefore, it can be concluded that organizational resource has a direct 

influence on innovative competency.  
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 H3: Organizational resource has a direct effect on innovation competency 

 Organizational environment is the key driver enabling the organization to be 

innovative. There are many academic literatures showing that organizational 

environment influences organizational innovation. Laforet (2010) studied 

organizational innovation and identified that the external environment has a direct 

effect on organizational innovation, in which organizations operating in 

more competitive environments show higher product innovation capability. O’Regan 

and Ghobadian (2005) concluded that under the environment of technological changes 

and increasing number of competitors, organizations will adopt a greater emphasis on 

innovation. This is because the frequent change of organizational environment and 

increasing of competitors will make organizations attempt to differentiate their 

products from others by seeking support and collaboration, and creating new 

products/innovations or new production methods (Ozsomer, Calantone and Di 

Bonetto, 1997). Thus, it can be concluded that organizational environment has a direct 

influence on innovative competency. 

 H4: Organizational environment has a direct effect on innovation competency 

According to the open system theory and dynamic capability theory, 

organizations have to adapt to the organizational environment at all times. 

Organizational environment affects the internal processes of the organization, such as, 

decision-making of administration, etc. In addition, according to the study of Escrig-

Tena and Bou-Llusar, 2005; Lado and Wilson, 1994; Freiling, 2004; Lado et al., 

1992; Sanchez, 2004, it showed the significance of organizational environment on 

managerial competency of the organization. The management of the organization will 

attempt to adapt the organization’s components and internal operation that can 

respond to stimulus from the organizational environment, for example the decision-

making of the administrator on establishing strategies for handling business 

competition. Additionally, Bamberger and Phillips (1991) identified that when the 

organization realizes the pressure from organizational environment, the administrator 

will respond to external stimulus by determining strategies of the organization 

corresponding to the pressure from environments. Human resource strategy is also a 

part of strategies which are affected by the organizational environment. As such, the 

organizational environment has a direct influence on managerial competency.  
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H41: Organizational environment has a direct effect on managerial 

competency 

 According to the concept of the open system theory identifying the 

relationship between organizational environment and internal system of the 

organization, the organizational environment, such as competition and customer 

satisfaction, will affect the input factors (resources) which are transformed to outputs 

or products such as innovations (Escrig-Tena and Bou-Llusar, 2005; Lado and 

Wilson, 1994; Freiling, 2004; Lado et al., 1992; Sanchez, 2004). In addition, the 

concept of dynamic capability theory also identifies that the organization has to adapt 

to the environment at all times in order to maintain organization competencies and 

efficiency which will result in competitive advantages for the organization. Besides 

this, the theory also explains that in order to maintain competency and efficiency, the 

organization has to improve internal and external resources for creating organizational 

innovations corresponding to the changes of organizational environment. As a result, 

it can be concluded that the organizational environment has a direct influence on 

organizational resources which are the inputs being applied and developed to the 

organizational innovation further.  

 H42: Organizational environment has a direct effect on organizational 

resources 

 

3.13  Conclusion 

  

In this chapter, the definition of innovation is described. According to the 

meaning of innovation defined by various scholars, it can be concluded that 

innovation refers to new things and fresh methods which have never been used before 

and can add value to the tasks of the organization and customers of the organization 

simultaneously. Innovation can be product and service innovation, managerial 

innovation, and process innovation. Innovation can be categorized as radical 

innovation and incremental innovation. The innovation process can be divided into 

innovation creation process and innovation adoption process. Some scholars stated 

that both types of innovation process have different methods and supporting factors. 

Regarding this research, it is the study of two processes, which are innovation 
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creation and innovation adoption. When schools completely create innovation, they 

will adopt or exploit such innovation for their benefit and the advantage.  

 Factors influencing organizational innovation are presented in this chapter. 

Through the literature review and study of previous researches, it was found that the 

leadership, organizational strategies, top management support, human resource 

management practice, organizational structure, organizational culture, organizational 

learning, research and development, organizational resources, and organizational 

environment have a positive effect on organizational innovation. According to the 

development of the research framework developed from the application of dynamic 

capability theory, resource-based view (RBV), and competency-based view (CBV), 

including studies relating to organizational competencies, it can be concluded that 

managerial competency (leadership, organizational strategies, management support, 

human resource management practice), transformation-based competency (organizational 

culture, organizational learning, research and development), organizational resources 

(tangible resources and intangible resources) and organizational environment have a 

relationship with innovative competency. The relationship of such factors is presented 

in a form of research framework. In addition, the research hypothesis is identified for 

statistical testing by the research methodology as described in the next chapter. 

  



 

CHAPTER 4 

 

RESEARCH METHODOLOGY 

 

 This chapter presents the research methodology for studying the current 

situation of innovation competency of basic education schools and finding the 

relationship between factors influencing innovation competency of schools. Data was 

collected by means of quantitative research and qualitative research from the samples 

used in this study. This chapter includes details of the research design, population and 

sample, and methods of data collection and analysis using both research 

methodologies, as well as details of variable measurement relating to this research.  

 

4.1  Research Form and Method 

  

This research applies the quantitative research method and qualitative research 

method for collecting data. The quantitative research method is the major method 

used for studying data according to the scope of the study. The qualitative research 

method is applied as a tool for obtaining the supporting and additional data so that the 

data collected by the quantitative research method is reliable and answers research 

questions comprehensively.  

 This quantitative research method is a form of cross-sectional research. It aims 

to study real situations in order to study relationships between elements of 

organization influencing innovation competency of organizations. For this 

quantitative research, questionnaires were used to collect data from samples of basic 

education schools. Advantages of using questionnaires are convenience and speed 

since they can collect data from samples simultaneously in a shorter time than using 

qualitative research methods. Therefore, the data obtained can well represent the 

relationships between the variables studied. Disadvantages of questionnaires are that 

data are likely to lack details or in-depth information. Respondents cannot respond in-

depth to questions and their answers may be influenced by the questions. As a result, 
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data collected from qualitative research well supports the in-depth data collected from 

quantitative research. Collected data is therefore more complete and comprehensible. 

As face-to-face in-depth interviews using open-ended questions are used through the 

qualitative research method, respondents have opportunity to present detailed 

information. The semi-structured interview contains clear, open-ended questions 

prepared beforehand which relate to the issues being researched.  However, the 

questions can be flexible as long as they stick to the research issues.  

 As such, this research can be categorized into two methods. The quantitative 

research method is the major method of this research. The qualitative research method 

is used for acquiring supporting data that cannot be figured out through the 

quantitative research method, for example, reasons for relationships between studied 

variables.  

 

4.2  Population and Sample for Quantitative Research 

 

4.2.1  Population 

 This research is a cross-sectional survey and its objective is to study the 

innovation competency of basic education schools and factors influencing the 

innovation competency of these schools. The number of basic education schools is 

34,850.  

 The population used in this research is basic education schools both in the 

public and private sectors (from Kindergarten to Matthayom 6, equivalent to Grade 

12). Vocational schools, schools providing alternative education and international 

schools are not included in the population of this research because they are not under 

the rules, regulations and guidelines of educational management according to the 

policy of the Office of Basic Education Commission (OBEC). In addition, supporting 

approaches from the public sector are included as factors of this research. Schools 

operate under a variety of rules and regulations and this may affect the research 

results. 
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 4.2.2  Samples 

 The number of basic education schools is 34,850. (OBEC, 2013) As a result, 

the size of the sample, based on the method of Taro Yamane, is suitable for this 

research. It can be calculated by using the mathematical formula as follows: 

 

n= N/ (1+N (e)
2
)} 

 

  n = Sample size 

  N = Population 

  e = the level of precision or sampling error (here we choose ±5 

percent) 

 

According to the calculation, the result is 395.45. To make the research result 

more accurate, the sample size should be 400 schools.  

Based on the rules of Structural Equation Modeling (SEM) used for analyzing 

quantitative data, the sample size should be 20 × Number of observed variables. 

(Hair, et al, 2010) The number of observed variables for this research is 21. The 

calculated result is as follows:  

 

Number of observed variables × 20 

21 × 20 = 420 

 

 The result obtained from the rules of (Hair, et al. 2010) equal the result 

calculated by Taro Yamane’s method. Thus, the number of schools used as the sample 

for this research is 420.  

The researcher uses a random sampling from 13 inspection areas of the 

Ministry of Education. The number of schools in each area is averaged equally and 

the names of 13 inspection areas are selected by drawing lots in an equal amount until 

the number of schools is 420.  

 

4.3.3  Data Collection for Quantitative Research  

The questionnaire developed from the literature review is used to collect data 

for this research. It can be divided into 3 parts as follows: Part 1 is the basic 
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information of samples and respondents; Part 2 is questions relating to variables by 

using the 0-10 Rating Scale; and Part 3 is open-ended questions relating to 

suggestions, problems and obstacles of innovation development. 

The validity of the questionnaire for this research was s investigated by 7 

experts. Before using this questionnaire, it was tested on 40 schools to measure its 

reliability. The results of validity and reliability measurement are described as follows.  

4.3.3.1  Validity Measurement 

Validity of the questionnaire refers to whether the questionnaire 

actually measured what it was intended to measure. (Miller, 2013) In other words, the 

questionnaire uses questions that are consistent with the focus of the study in order to 

acquire information corresponding to the research objectives. For the validity 

measurement of this research instrument, the questionnaire was examined by 7 

experts. The technique used to measure validity was Index of Item–Objective 

Congruence (IOC). The results can be summarized as shown in the table below.  

 

Table 4.1  Results of Validity Measurement 

  

Variables No. or 

Question 

IOC Result Revision 

Innovation Competency 7 Higher than 

0.5 in all 

questions 

Usable 

Revise Question 

No. 2,5,7 

 

Transformational Leadership 7 Higher than 

0.5 in all 

questions 

Usable 

Revise Question 

No. 1-7 

 

Support from Management 4 Higher than 

0.5 in all 

questions  

 

Usable 

 

Innovation Strategy 7 Higher than 

0.5 in all 

questions  

Usable 
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Table 4.1  (Continued) 

 

Variables No. or 

Question 

IOC Result Revision 

Human Resources Practice: 

Employee Acquisition 

4 Higher than 

0.5 in all 

questions 

Usable 

  

 

Human Resources Practice: 

Performance Appraisal 

 

4 Higher than 

0.5 in all 

questions 

 

Usable 

  

Human Resources Practice: 

Training and Development 

 

4 Higher than 

0.5 in all 

questions 

 

Usable 

 

Organizational Culture 

 

8 Higher than 

0.5 in all 

questions 

Usable 

Revise 

Question  

No. 4,6 

 

Organizational Learning 6 Higher than 

0.5 in all 

questions, 

except No.4 

 

Usable 

Delete Question 

No. 4 

Research and Development 

(R&D) 

5 Higher than 

0.5 in all 

questions 

Usable 

Revise 

Question No.3 
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Table 4.1  (Continued) 

 

Variables No. or 

Question 

IOC Result Revision 

Organization Structure 8 Higher than 

0.5 in all 

questions 

Usable 

Revise 

Question 

No.1,2,3,5 

 

Tangible Resources: 

Financial Resources 

 

5 Higher than 

0.5 in all 

questions 

Usable   

Revise 

Question No. 

1,4 

 

Tangible Resources: 

Physical Resources 

 

7 Higher than 

0.5 in all 

questions 

 

Usable 

Revise 

Question No. 7 

Intangible Resources: 

Quality of human resources 

 

8 Higher than 

0.5 in all 

questions 

Usable 

Revise Question 

No. 2,3 

 

Intangible Resources: 

Organization’s Knowledge 

7 Higher than 

0.5 in all 

questions, 

except No.2 

Usable 

Delete Question 

No. 2  

Revise Question 

No.5 

 

External Environment: 

Government Support 

 

3 Higher than 

0.5 in all 

questions 

Usable 
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Table 4.1  (Continued) 

 

Variables No. or 

Question 

IOC Result Revision 

External Environment: 

Competition 

 

3 Higher than 

0.5 in all 

questions 

 

Usable 

 

External Environment: 

Environment Uncertainty 

4 Higher than 

0.5 in all 

questions 

Usable 

Revise Question 

No. 1 and 4 

 

To measure this validity, the calculation formula, IOC = ∑R / N, is applied. 

The calculated figure must be equal to 0.5-1.00, so it is considered that the question of 

such a variable is valid and can be used for collecting data.  

4.3.3.2  Reliability Measurement of Questionnaire 

Reliability of the questionnaire refers to whether the questionnaire is 

able to be repeated and yield the same results. Even though the questionnaire is 

repeated over again, the same results will be obtained (Miller, 2013). In this study, the 

questionnaire’s reliability was tested by a try-out process on 40 schools. The internal 

consistency of the questionnaire results was measured through Cronbach's alpha 

coefficient which was processed by the SPSS program. The results are shown in Table 4.2.  
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Table 4.2  Results of Questionnaire Reliability Measurement 

 

Variables  Item 

Deleted 

Cronbach’s 

Alpha 

1. Innovation Competency (7 Questions) 

2. Managerial-based Competency 

2.1 Transformational Leadership (7 Questions) 

2.2 Top Management Support (4 Questions) 

2.3 Innovation Strategy (7 Questions) 

2.4 HRM Practices: Employee Acquisition 

2.5 HRM Practices: Performance Appraisal 

2.6 HRM Practices: Reward Systems 

2.7 HRM Practices: Training and Development 

3. Transformational-Based Competency 

3.1 Organizational Culture (8 Questions) 

3.2 Organizational Learning (5 Questions) 

3.3 Research and Development (5 Questions) 

3.4 Organizational Structure (8 Questions) 

4. Organizational Resources 

4.1 Tangible Resources (5 Questions) 

(Financial Resources) 

4.2 Tangible Resources 

(Physical Resources) (7 Questions) 

4.3 Intangible Resources  

(Quality of Human Resources) (8 Questions) 

- 

 

1 

- 

- 

 

 

 

 

 

- 

- 

- 

- 

 

- 

 

- 

 

- 

 

0.944 

 

0.913 

0.957 

0.964 

 

 

 

 

 

0.963 

0.981 

0.949 

0.922 

 

0.915 

 

0.926 

 

0.957 

 

4.4 Intangible Resources 

(Organization’s Knowledge) (8 Questions) 

5. Organizational Environment 

5.1 Government Support (3 Questions) 

5.2 Competition (3 Questions) 

Environmental Uncertainty (4 Questions) 

- 

 

 

- 

- 

- 

0.980 

 

 

0.965 

0.641 

0.904 
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 According to the results shown in Table 4.2, Cronbach’s alpha coefficient of 

all variables is higher than 0.7, indicating that this questionnaire is acceptable and 

reliable.  

 

4.3  Population and Sample for Qualitative Research 

  

The objectives of the qualitative research are to study general conditions of 

innovation competency of schools based on the first research objective, and to present 

guidelines on development of innovation competency of schools based on the third 

research objective. The qualitative research can support data obtained from the 

quantitative research. In-depth data collected from the interviews will clarify the 

details of factors influencing innovation competency and enable this research to 

answer the first objective. The samples for the qualitative research were schools that 

were granted an innovation award for at least 3 consecutive years, indicating their 

high level of innovation competency. Data obtained from the interviews and 

document studies of these schools enables this research to create suggestions for the 

development of innovation competency in other schools. It supports the qualitative 

research in answering the third objective. 

 

4.3.1  Sample for Qualitative Research 

 The sample used for the qualitative research comprises schools that were 

granted the “One School One Innovation” award by the Teachers’ Council of 

Thailand for at least 3 consecutive years,  from B.E. 2553–2555 (Year 2010–2012). 

Since these schools have proved to have high innovation competency, data collected 

from these schools will make the research results more reliable. The name list of 

schools and the description of awarded innovation of each school are shown in Table 

4.3 below.  
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Table 4.3  List of Sample for Qualitative Research 

 

Name of School  Year 2010 Year 2011 Year 2012 

Patai Udom Suksa 

School, Laksi, 

Bangkok 

Office of the 

Private Education 

Commission 

10 Gold Medals  

7
th

 Rank of 

Integrated 

Curriculum 

“Once Upon A 

Time”  

9 Gold Medals 

6
th

 Rank of Integrated 

Curriculum of 

Jurisprudential Model 

on Sufficiency 

Economy Path: Phan 

Thai Norasing, 

Legendary Coxswain 

31 Silver Medals 

21
st
 Rank of Patai 

Triple I Model 

Sathya Sai 

School, Badan 

District, Lopburi 

Province  

Office of the 

Private Education 

Commission 

10 Gold Medals 

9
 th

 Rank of Soil 

Improvement for 

Sustainable 

Sufficiency 

19 Silver Medals 

22
nd

 Rank of Good 

Citizen Development 

Process based on 

Sathya Sai Approach: 

Development from 

Inner Mind to Public 

Mind through 

Voluntary Service 

Activities  

31 Silver Medals 

29
th

 Rank of Flood 

Crisis Management 

through Natural 

Approach, Sathya 

Sai School, 

Lopburi Province  

La Salle Chotiravi 

Nakhonsawan 

School, Mueang 

District, 

Nakhonsawan 

Province  

Office of the 

Private Education 

Commission 

19 Silver Medals 

14
 th

 Rank of 

Knowledge 

Cooperatives of 

Communities 

9 Gold Medals 

8
 th

 Rank of Miracle of 

Reading and Thinking 

for Life Development 

and Reading Habit  

31 Silver Medals 

38
 th

 Rank of 

Reading 

Innovation from 

Mobile Top Up 

Card to 

Knowledge Top 

Up Card  
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Table 4.3  (Continued) 

 

Name of School  Year 2010 Year 2011 Year 2012 

Anuban Ban Mor 

(Phatthanarat) 

school, Ban Mo 

District, Saraburi 

Province  

Saraburi 

Educational 

Service Area 

Office 1 

19 Silver Medals 

15
 th

 Rank of 

Hydraulic Saw 

19 Silver Medals 

15
 th

 Rank of High-

Speed Saw 

31 Silver Medals 

24
 th

 Rank of 

Scissors Hedge 

Trimmer 

Ban Muang Sam 

Pi School, Lee 

District, Lamphun 

Province 

Lamphun 

Educational 

Service Area 

Office 2 

31 Bronze 

Medals  

32
nd

 Rank of Thai 

Local Violin, 

Integrated Model, 

Learning 

Management for 

Thai Language 

Skill  

19 Silver Medals 

26
 th

 Rank of 4 Steps 

for Living Library 

Muangsampi Model  

39 Bronze Medals 

71
st
 Rank of 9 Sor. 

Strategy for 

Quality 

Educational 

Institute 

Management  

Ban Huai Hea 

School, 

Pangmapha 

District, Mae 

Hong Son 

Province 

Mae Hong Son 

Educational 

Service Area 

Office 1 

31 Bronze 

Medals 

 43
rd

 Rank of 

Lesson in 

Sparkleshark and 

Action 

29 Bronze Medals 

36
 th

 Rank of Drama 

to Creative Film, 

Moral and Academy, 

Development of 

Learning 

Achievement  

 

39 Bronze Medals  

50
 th

 Rank of 

Methodology of 

Language Skill 

Development to 

Knowledge 

Summary Shown 

in Screenplay and 

Film Script  
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Table 4.3  (Continued) 

 

Name of School  Year 2010 Year 2011 Year 2012 

Wat Suthat 

School, 

Phra Nakhon, 

Bangkok  

Bangkok 

Metropolitan 

Education Office  

31 Bronze 

Medals 

55
 th

 Rank of 

Thainess Schools 

with Advanced 

Technologies  

19 Silver Medals  

10
 th

 Rank of Miracle 

Fairy Tales  

 

39 Bronze Medals  

58
 th

 Rank of 

Market Fairs, 3 

Coordination, 3 

Human 

Development 

Strategy  

  

Qualitative research data was collected by in-depth interviewing. Interviewees 

are directors or deputy directors and teachers responsible for developing innovation in 

schools that were granted the “One School, One Innovation” Award. To obtain 

reliable data, Data Triangulation or the method of cross-checking data from three 

sources was applied to this qualitative research. Therefore, observation methods and 

document studies are used together with the interviews of 2 representatives of each 

school. The names of the schools and the personnel who were interviewed is shown in 

the table below.  

 

Table 4.4  List of Interviewees for Qualitative Research 

 

Name of School 

Interviewee 

Directors or Deputy 

Directors 

Personnel Responsible 

for Innovation 

Development  

Patai Udom Seuksa 

School 

Rajaya Suphapodok Thapanee Traiyan 

 

Wat Suthat School Kamol Uppaphol Thanakorn Tuansiri and 

Netnapha Srijamphalang 

Sathya Sai School Dr.Art-Ong Jumsai Na 

Ayudhya 

Ladda Julawong 

Jarurat Imsamran  
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Table 4.4  (Continued) 

 

Name of School 

Interviewee 

Directors or Deputy 

Directors 

Personnel Responsible 

for Innovation 

Development  

Anuban Ban Mor 

(Phatthanarat) School 

Suwat Saentawee Thaweep Mahavijit  

Ban Muang Sam Pi 

School 

Patchara Wongkhamtan  Umphaphorn Rinpanyo 

and Saowaros Pothika 

Ban Huai Hea School Ura Thasom Master Sergeant Second 

Class Sanya Sonboonthong 

La Salle Chotiravi 

Nakhonsawan School 

Thassanee Kannika Anna Srithubthim and 

Omsin Pongkasetkam  

 

4.4  Measurement and Operational Definition 

  

This topic describes the details of variables used for this research. The 

operational definition of variables was developed from the definition and suggestions 

of scholars. In addition, the indicators and questions were developed to enable the 

creation of further questionnaires. 

 According to the research framework, variables used for this research are 

shown in the descriptions and operational definitions as follows.  

 

4.4.1  Innovation Competency (Dependent Variable) 

Competency refers to skills and knowledge leading to the efficiency of an 

organization. Competency incorporates the skills and knowledge of both individuals 

and the organization.  There is a spectrum of levels of competency beginning at an 

individual level, then a team level, and up to an organizational level, which is called 

core competency. Core competency is the collective learning and skills of all sections 

and levels in the organization.  



135 

As such, competency of the organization can be measured by performance. 

Competency in any aspects of an organization can be measured by performance in 

those aspects. As a result, innovation competency is also measured by the innovation 

performance. Zhu, Wang and Hipel (2012) identifies that innovation competency can 

be described in a form of the innovation performance of the organization, that is, the 

evaluation of number of patents, number of innovation awards received and market 

shares of innovation products.  

 According to the study related to organizational innovation, there is a link 

between innovation performance and innovative organizations. The efficiency of the 

innovative organization can be observed from its performance in achieving innovation 

(Fazlzadeh and Khoshhal, 2010). Calantone et al. (2002) measured organizational 

competency in innovation by applying these following indicators: 1) frequency of 

using new concepts, 2) seeking new approaches for performing some operations, 3) 

creativity in organizational methods and operations, 4) leading the market in 

presenting new products and services, 5) a willingness to take risks, and 6) the 

launching of new products in the market over the last 5 years.  

  Ibarra (1993) developed a tool for measuring innovation performance of the 

organization by the level of the organization’s own satisfaction with its own created 

innovations and. Such satisfaction can be supported by the level of satisfaction of the 

organization’s stakeholders towards the quality of innovation. In the views of this 

scholar, innovation can be categorized into two dimensions: the level of response to 

environmental changes by the organization’s directors, and technology that is able to 

develop and improve the internal process of organization and reduce the cost of 

production processes. In the meantime, Aragon-Correa et al. (2007) developed a 

measurement method from Miller and Friesen’s (1983), which measures innovation 

competency by asking the organization’s members about the innovation of the 

organization in comparison with competitors and the frequency of offering new 

products and services. However, Shyu et al. (2006) defined innovation performance as 

the number of innovations of an organization, the degree of novelty of the innovation, 

and the value of the innovation. Similarly, Sbragia (1984) presented the indicators of 

innovation performance as the level of satisfaction derived by the organizational 

innovation, the amount of success derived from organizational innovation and the cost 
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effectiveness of innovation projects compared to innovation outcomes. In addition, 

Wu and Lin (2011) presented the following method for evaluating innovation 

performance:  

1) Rate of Innovation Success: Percentage of successful products and 

service innovations in any period. 

2) Market Shares: Proportion of organizational innovations sold in the 

market, compared to similar innovations of other organizations in any given period. 

3) Profits of Innovation: Proportion of income and costs of innovation 

investment in any given period.  

In line with data obtained from studies of attributes of innovation competency 

and measurement of innovation competency variables, Table 4.5 summarizes the 

measurement of independent variables and the definitions of innovation competency.  

 

Table 4.5  Study Issues and Measurement of Innovation Competency Variable from  

                  Perspectives of Scholars 

  

Independent Variable Indicators Scholars 

Innovation competency 

(ability of a firm to 

successfully 

commercialize innovations 

repeatedly, and across 

organizational settings 

(Gina and Ayers, 2005))  

Innovation competency 

can be measured in terms 

of innovation performance 

in fulfillment of 

organizational goals or 

satisfaction (Fazlzadeh, 

and Khoshhal, 2010) 

 (Number of 

Innovations) 

(Shyu, et al (2006) 

- Count of new market 

 

(Hadjimanolis (2000) 

Danneels, and 

Kleinschmidt (2001) 

- Count of new application (Hadjimanolis (2006) 

Loch (2002), Grossi (1990) 

- Count of new procedure 

 

(Hadijimanolis (2000) 

Loch (2002), Johne (1999) 

  

 (Degree of Novelty) 

  

Shyu, et at (2006) 

  

 



137 

Table 4.5  (Continued) 

 

Independent Variable Indicators Scholars 

 - Degree of customer/ 

market 

Danneels and Kleinschmidt 

(2001), Mankin (2007) 

Garcia and Calantone 

(2002) 

 - Difference type  Johne(1999),Grossi(1990), 

Loch (2002) 

 - Progressive type Hadjimanolis (2006) 

 - Break-through type Johne (1999), Loch (2002) 

 

  (Value creation) (Shyu, et al (2006) 

 - Market value 

 

Garcia and Calantone 

(2002), Wu and Lin (2011) 

 - Overall satisfaction with 

innovation 

Sbragia (1984) 

 - Cost control of 

innovation project 

compared to innovation 

outcome  

Sbragia (1984) 

 

Table 4.5 outlines studies of scholars in relation to operational definitions and 

the measurement of innovation competency variables. These studies relate to 

innovation in general organizations. However, this research relates to the study of 

innovation competency in terms of education in schools where organizational 

management and objectives are different from other businesses. As a result, to link the 

perspectives in Table 4.5 to an educational perspective, it is necessary to adjust the 

definitions and terms of variables as follows:  
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 Most educational institutes, such as schools, aim to provide educational 

services. They expect to provide education efficiently rather than making profits. As 

such, the measurement of innovation competency based on Table 4.5, in terms of 

indicators of Number of Innovation should focus on measuring the number of new 

methods and approaches rather than on marketing. Regarding indicators of Degree of 

Novelty, appropriate measurement should focus on innovations that help improve 

schools instead of the application of original innovations, as well as the novelty and 

prominence of innovations created by schools compared with similar or existing 

innovations. Value Creation should measure the organization’s efficiency (learning 

achievement and satisfaction of persons concerned with educational management of 

schools) and innovation outcomes compared to resources used for innovation 

development. As such, adjusted approaches of measurement and indicators of 

innovation competency for educational institutes are shown in Table 4.6 below.  

 

Table 4.6  Measurement and Indicators of Innovation Competency in terms of  

                  Education  

 

Dimensions Operational Terms Scholars 

(Number of Innovation) 

-  Number of new 

application 

-  Number of procedure 

 

-  Number of innovations 

created by school  

(Hadjimanolis (2006) 

Loch (1999), Crossi 

(1990), Johne (1999) 

(Degree of Novelty) 

-  Degree of progress in 

innovation 

-  Degree of outstanding 

newness of innovation 

 

 

- Most innovations created 

by the school can improve 

school tasks (resulting in 

high outcomes) 

- Most innovations created 

by the school are different 

from previous innovations  

Zahra , et al, (1999) 

 

 

 

Johne(1999),Grossi(1990), 

Loch (2002) 
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Table 4.6  (Continued) 

 

Dimensions Operational Terms Scholars 

(Value creation) 

-  Overall satisfaction with 

innovation 

-  Cost control of 

innovation project 

compared to innovation 

outcome 

-  Students’ academic 

achievement  

-  Overall satisfaction of the 

school' s stakeholders  

-  Ratio between 

innovational outcome and 

resource utilization 

Sbragia (1984)  

Sbragia (1984) 

 

 

Sbragia (1984)  

 

4.4.2  Factors affecting Innovation Competency (Independent Variables) 

According to the research framework, there are 4 independent variables 

affecting innovation competency: organizational resources, managerial competency, 

transformation-based competency, and organizational environment. From a resource-

based view, an organization that owns sufficient amounts of valuable, rare and 

inimitable resources will have more competitive advantages than its competitors 

(Barney, 1991 quoted in Freiling, 2004). Organizational resources are highly 

significant to competitiveness with other organizations. Research into the relationship 

between organizational resources and innovation competency found that resources 

and the ability of an organization to exploit its resources correlate with the 

organization’s innovation competency. This is because organizational resources 

(tangible and intangible) as an input factor can be transformed into innovation that 

contributes to the competitive advantage of the firm (Prastacos, Spanos and 

Kostopoulos, 2002). Without organizational resources a firm rarely develops 

innovation, so that it can be claimed that organizational resources are an important 

factor in the innovation competency of a firm. 

According to the open-system theory, the resource-based view, the 

competency-based view, and the dynamic capability theory, an organization consists 

of input factors, transformation factors, and output factors. These factors interact with 

the external environment and cause the organization to constantly adapt in response to 

its environment. The literature review in Chapter 3 found that merely possessing 
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organizational resources cannot make an organization innovatively competent. The 

organization must also have efficient resource management (such as resource 

allocation and strategic planning for resource utilization) for the transformation of 

resources into output or innovation. In order to continually create innovation and be 

considered an innovatively competent organization, the organization must have 

competency in resource management and transformation to innovative outputs. At the 

same time, the organization must be able to respond to its environment efficiently, 

adapting parts of the organization as needed. In summary, organizations having 

innovation competency have the supporting factors of organizational resources, 

managerial competency, transformation-based competency and responsiveness to 

organizational environment. These factors are relative and correlate to innovation 

competency as shown in the research framework in Chapter 3.  

4.4.2.1  Managerial Competency 

According to the competency-based view, Escrig-Tena and Bou-Llusar, 

(2005) described an organization’s competency from the perspective of quality 

management. One dimension of organizational competency is the management model 

relating to vision creation and good leadership. The literature review revealed that 

organizational innovation is affected by transformational leadership. Fairholm (2004) 

defined the term leadership as the action performed by a leader or the work of 

a leader. In other words, transformational leadership is the process of building trust, 

motivation and inspiration to promote change by the organization’s personnel. (Al-

Husseini and Elbeltagi, 2012) In addition, leadership and management are connected. 

Fairholm (2004) offered a classification of five leadership perspectives. Two of these 

involve scientific management (focusing on strategic planning) and excellence 

management (focusing on internal processes of development and improvement, and 

management of personnel participation in developing the organization’s action plan). 

Lado et al. (1992) developed the competency-based model that explained that 

managerial competency and strategic processes are part of organizational competency 

and are important in producing competitive advantage. Management is the process of 

organizing staff and other resources to complete organizational tasks. It involves 

routine tasks derived from setting objectives, motivating effort, coordinating 

activities, and shaping decisions. (Birkinshaw and Goddard, 2009) Management is 
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comprised of the following major components: 1) management is the process of 

continuous activities, 2) it involves the pursuit of the organization’s goals, and 3) it 

relies on personnel and resources to achieve those goals.  

As mentioned above, managerial competency involves strategic 

planning, decision making, and some actions of the top management. Leadership is 

considered to be part of the decision-making process and innovation promotion in the 

organization. Similarly, there are many researchers identifying the relationship 

between human resources management and organizational innovation. Accordingly, 

major elements of managerial competency are organizational strategy, top 

management support, leadership, and human resources practices.  

1) Strategy 

Strategy is the main element which helps an organization to 

achieve its goals. As a result, the organization’s strategies relate to the allocation of its 

resources (Smith, 2007), establishment of action plans and approaches concerning the 

management or conversion of organizational resources. Oliver (2001) developed the 

following definition of strategy from various scholars: 

(1) Strategy is a defined plan, approach or pattern of action 

to reach the organization’s goals.  

(2) Strategy can be either a plan or an action to bring about 

effort in the accomplishment of the organization‘s objectives.  

(3) Strategy is unity of commitment and activities 

designed to apply the core competency of an organization to create competitive 

advantage. 

(4) Business strategy is the process of using competitive 

strategy in resource allocation for achieving the organization’s objectives.  

According to the concept of Stewart and Fenn (2006), strategy 

is a factor determining long-term goals and objectives of the organization by initiating 

patterns of action and activity, including designing and planning the allocation of 

organizational resources to achieve the organization’s objectives. Additionally, 

focusing on customers is important for building the innovative strategies of the 

organization. Similarly, Chen and Yuan (2007) stated that organizational strategy 

results in organizational innovation. It is the development of personnel knowledge and 
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abilities as well as organizational resource management for better quality. Therefore, 

when innovation is the organization’s goal, its strategies should focus on activities or 

plans relating to the allocation and management of organizational resources necessary 

for obtaining organizational innovation. In addition, Lattuch et al (2013) suggested 

that focusing on customers and marketing, as well as technology, will result in the 

establishment of innovation strategies within the organization. The organization 

should create strategies for developing resources based on the resource-based view, 

which proposes that an organization consists of all assets, such as technology, skill, 

knowledge and capability of the organization. In conclusion, organizational strategies 

supporting innovation should emphasize marketing and the organization’s customers. 

In addition, the strategies should support the development of organizational resources 

and, at the same time, create a clear innovative direction and goal the organization.  

2) Top Management Support 

Top management support means that the organization’s top-

level executives provide support to develop internal processes and new products. (de 

Brentani and Kleinschmidt, 2004) Without support from top management, it is 

difficult to allocate resources in order to develop innovation and achieve success. 

Hoonsopon and Ruenrom (2012) suggested that top management support has a 

positive impact on innovation development. They added the following descriptions of 

top management support affecting innovation as follows:  

(1) Providing resource support necessary to the 

development of innovation 

(2) Providing ongoing advice for the innovation or new 

product development  

(3) Encouraging personnel to express constructive ideas 

for new innovations. 

3) Leadership 

Leadership is the process of inspiring and motivating others to 

work hard. Dixon (2008) stated that leadership is the process of encouraging groups 

within an organization to perform their duties according to the requirements of the 

organization. In terms of education management, leadership involves both general and 

instructional management. Patterson (2011) found that activities relating to leadership 
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are significant for building an atmosphere that promotes innovation within the 

organization. Transformational leadership is accepted as the model of leadership that 

supports organizational innovation. It affects the skills available for potential 

innovation opportunities in the dynamic condition of the organizational environment. 

Transformational leadership supports innovative creation through innovative 

inspiration, knowledge enhancement and creativity of personnel (Nusair, Ababneh  

and Bae, 2012). Al-Husseini and Elbeltagi, 2012 quoted in Avolio and Bass, 2002, 

considered that transformational leadership has the following 4 dimensions as 

follows: 

(1) Charismatic behavior reflecting a willingness to take 

risks, high morality and ethics, and avoidance of the abuse of power  

(2) Using inspirational motivation to encourage personnel 

or followers to  commit to the organization and its benefits through effective 

teamwork  

(3) Stimulating and promoting employees’ knowledge and 

wisdom regarding trying and developing new approaches  

(4) Consideration of the individual because each person is 

different and has specific needs, so that leaders should treat individuals according to 

their needs, including personal commendation.  

In addition, Podsakoff et al. (1996) applied and categorized the 

leadership approach into five models. This approach is used by Aragon-Correa et al. 

(2007) for measuring the leadership factors supporting organizational innovation. The 

five-factor model of leadership supporting organizational innovation is as follows:  

(1) Leaders support and create a process that represents 

their efforts to seek new approaches or methods for an organization 

(2) Leaders attempt to develop clear direction in the long 

term rather than in the short term 

(3) Leaders act to support motivation, and coach others 

rather than commanding or controlling them 

(4) Leaders use processes of leading rather than following  

(5) Leaders use processes that support coordination 

between staff members  
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4) Human Resource Management Practices 

Wichitchanya and Durongwatana (2012) concluded that human 

resources management involves policies, practices, and processes influencing 

personnel behavior and attitudes. This includes the process of attracting and retaining 

employees and ensuring that their performance helps the organization achieve its 

goals. In addition, Tornatzky and Fleischer (1990) suggested that innovation is the 

outcome of quality human resources. Chieh-Yu (2007) also stated that the higher the 

quality of human resources, the higher the innovative capability of the organization 

will be.  

Cavagnoli (2011) concluded that rewarding and training are 

factors of human resources practices that support innovation. Rewarding plays an 

important role in building motivation for developing innovation. Ling and Nasurdin 

(2010) stated that training and development can support product, process and 

managerial innovations while personnel performance evaluation has a positive impact 

on managerial innovation within the organization. Similarly, elements of human 

resource management, such as training and development, compensation, performance 

evaluation, and recruitment are considered to have positive relationships to 

organizational innovation. (Daniel and Sanz-Valle, 2005; Shipton, Fay, Patterson and 

Birdi, 2005) found that excellent human resources management such as recruitment, 

selection, induction, appraisal, training and development is a factor predicting 

organizational innovation. This corresponds to the study of Wichitchanya and 

Durongwatana (2012), stating that recruitment, selection, staffing, training, appraisal 

and compensation affect organizational innovation.  

Gupta and Singhal (1993) concluded that human resources are 

an important factor in organizational innovation. Consequently, an organization 

should select appropriate personnel for positions and responsibilities. The organization 

should have performance evaluation systems associated with innovation, reward 

systems for motivating personnel, and personnel development systems for career 

progress, assisting staff to develop greater knowledge and education. Shipton, Fay, 

Patterson and Birdi (2005) suggested that human resources management that supports 

innovation engages in the training and development of all employees in the 

organization. Moreover, there should be surveys about the areas in which personnel 
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need training and development. Agarwala (2003) defined the terms employee 

acquisition (recruitment), selection, reward system, training and development, 

compensation and incentives, performance appraisal, and professional development as 

follows:  

(1) Employee acquisition is the method of attracting 

competent personnel to the organization by selecting and recruiting people who fit the 

organization’s culture. 

(2) Reward systems include cash rewards and non-

monetary rewards. They must correspond to the performance of employees and 

provide both organizational and staff recognition of achievements of skilled 

employees.  

(3) Training must be provided systematically. Areas and 

topics where staff require further training should be surveyed. The training must be 

appropriate to the tasks of personnel. The organization must support personnel in 

reaching training outcomes for more efficient operations. 

(4) Rewards for performance must be specified clearly. 

Appraisals should be conducted at an individual level, a team level, and an 

organizational level. It must be transparent and accountable. The criteria for the 

performance appraisal must use empirical and numerical methods.  

(5) Professional development can be provided in the form 

of counselling, coaching and advising.  

4.4.2.2  Organizational Resources 

Laforet (2009) suggested that innovation competency depends on 

appropriate and sufficient resources. Organizational resources refer to physical capital 

and the skills or abilities of personnel. The literature review in Chapter 3 found that 

organizational resources can be divided into tangible resources (financial and physical 

resources) and intangible resources (qualified human resources and the organization’s 

knowledge).  

1) Tangible Resources 

Tangible Resources refer to financial resources and physical 

resources. Prastcos, et al (2002) wrote that financial resources refer to an amount of 

working capital from internal and external sources which is sufficient to complete any 
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operations of the organization. Thus, the organization must manage such resources 

efficiently and mobilize financial resources from internal and external sources 

(Sanchez, 2004). Physical resources refer to workplace, materials, equipment, tools, 

and facilities (Chester, 1972: 149). 

2) Intangible Resources 

Intangible Resources refer to the organization’s knowledge, 

experience, and the skills of personnel in creating new concepts (Díaz-García, 

González-Moreno and Sáez-Martínez, 2013). New concepts include the creation of 

new things and innovations as well. Therefore, intangible resources can be divided 

into human resources and the organization’s knowledge and are described as follows:  

3) Human Resources 

Tornatzky and Fleischer (1990) suggested that organizational 

innovations are the outcome of high quality, committed personnel, resulting in benefit 

to the organization (Dost et al, 2012). Similarly, Chieh-Yu (2007) concludes that 

qualified and creative personnel are a factor affecting organizational innovation. The 

quality of human resources can be measured by employees’ knowledge, abilities and 

skills relating to innovation. Quality can be measured by the instrument of Chieh-Yu 

(2007) as follows: 1) employees are fast learners, 2) employees can perform their 

duties and complete tasks by themselves, including solving problems, 3) employees 

share knowledge with each other, and 4) personnel present new concepts to the 

organization. Regarding the measuring of employees’ commitment, Kimbel (2002) 

notes the following; 1) employees are confident and accept the organization’s goals, 

2) employees are dedicated and put forth effort to perform tasks for benefit of the 

organization, and 3) employees wish to retain employment in the organization.  

4) Organization’s Knowledge 

Beatty (2003) stated that there are 4 types of knowledge, which 

are know-what, know-why, know-how and know-who. Know-how is highly 

significant to the organization. It represents skills and abilities that affect the 

performance and presentation of new products or innovations. As discussed by 

Bollinger and Smith (2001), innovation depends on efficient management of the 

organization’s knowledge. In addition, Chew (2008) stated that good knowledge of 
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the organization influencing innovations must be knowledge relating to the 

development of organizational innovation.  

Darroch (2005) stated that an organization having efficient 

knowledge management will be more innovative than other organizations. Accessible 

knowledge will make organizational operations and decision-making more efficient. 

New knowledge acquisition and knowledge dissemination in the organization 

influences organizational innovation as well. McAdam (2000) identified that new 

knowledge acquisition promotes innovation development in an organization. 

Innovation grows when organizational knowledge is shared among employees. At the 

same time, the organization must create new knowledge in order to support and 

enhance innovative potential (Braganza, Edwards and Lambert, 1999).  

Delgado-Verde, Martín and Navas-López (2011) proposed that 

employee knowledge is important to business activities. Employment or unemployment 

may depend on employees using their knowledge for the benefit of the organization. 

As a result, beneficial knowledge must correspond to organizational strategies for 

enhancing the development of new products or services (Chew, 2008). 

4.4.2.3  Transformation-based Competency 

According to the literature review, transformation-based competency 

refers to the organization’s capability of transforming assets such as organizational 

resources into innovation for the benefit of business operations. To have 

transformation-based competency, the organization must have good organizational 

culture, structure, organizational learning, and research and development. These 

elements are described as follows:  

1) Organizational Culture 

Organizational culture is defined as the values, beliefs and 

attitudes of an organization’s personnel which are accepted as normal practice for 

performing duties (Janićijević, 2012). Naranjo et al. (2010) observed that one 

organizational culture that influences organizational innovation is adhocracy culture, 

which consists of flexibility of operation, freedom of operation, and risk-taking. A 

risk-taking culture encourages acceptance of new ideas and promotes activities 

relying on initiative and self-reliance, including effective communication, which 

supports organizational innovation (Tabor, 2007). However, Tipu, Ryan and Fantazy 
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(2012) identified the cultures supporting innovation as information sharing and 

teamwork culture. Cultures like risk-taking, participation, creativity, and joint 

responsibility for organizational tasks are all factors supporting organizational 

innovation. (Kenny and Reedy, 2006) Conceicao et al. (2002) stated that organizations 

incorporating a customer- and marketing-oriented culture will better understand the 

needs of its consumers, allowing more successful creation and marketing of 

innovations. Petraite et al. (2012) stated that the organizational culture supporting 

innovation is one of flexibility of operation, cooperative teamwork, acceptance of new 

ideas, creativity, and a climate supporting new ideas and methods. 

2) Organizational Learning 

Lin (2007b) stated that knowledge sharing among employees 

can enhance the capability of the organization in terms of innovation development. To 

consider whether an organization has knowledge sharing, here must be a process of 

disseminating obtained knowledge from individual to individual within the 

organization. Aragon-Correa et al. (2007) defined organizational learning as the 

collective capability of the organization based on experience, knowledge, 

understanding, and new knowledge acquisition. Organizational learning also refers to 

the process of sharing useful knowledge among employees. Organizational learning 

can be measured and observed as follows:  

(1) The organization continually promotes the acquisition 

of new useful information.  

(2) Members of the organization gain new knowledge and 

acquire new skills and abilities.  

(3) The organization improves and develops in positive 

directions due to acquisition of new knowledge.  

(4) The organization is a learning organization.  

3) Research and Development 

Bai and Li, (2011) explained that investment in research and 

development positively influences both current and future organizational innovation. 

Research and development is considered to be the first step of the innovation process 

(Love and Roper, 1999). Similarly, Cassiman and Veugelers (2006) confirmed that 

research and development are elements of innovation activities. If organizations want 
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to improve their innovative ability, they need to invest in research and development in 

order to acquire new information relating to organizational innovation. Additionally, 

Gallie and Legros (2012) confirmed that research and development involves the 

process of training personnel, enhancing the quality of human capital, ultimately 

leading to innovative competence of the organization.  

Díaz-García et al. (2013) suggested that a research and 

development team should consist of personnel with a variety of knowledge and 

abilities. This variety of knowledge and abilities within a research and development 

team influences the development of radical innovation. Chiesa and Masella (1996) 

suggested that the efficiency of research and development can be measured and 

observed from the success of the organization’s works (improved internal processes 

and the organization’s products) and from efficient use of resources (time and 

investment spent on research and development). Besides, effective research and 

development is represented as a proportion of expenditures and time spent on research 

of organization which includes the proportion of the number of researches per the 

organization’s personnel (Mairesse and Mohnen, 2005).  

4) Organization Structure 

Organizational Structure is considered to be organizational 

characteristics that influence innovation. One of these characteristics that support 

innovation competency is a flexible structure in which autonomy is granted to all 

departments of an organization. (Martins and Terblanche, 2003). Similarly, Zdunczyk 

and Blenkinsopp (2007) identified that a flat, decentralized, flexible structure assists 

an organization to develop innovations successfully. Decentralization can be 

described as the allocation of responsibility to any section of the organization 

(Mulligan, 2001) or delegation of decision-making authority to all levels of the 

organization. Subramaniam and Mia (2001) concluded that a decentralized structure 

grants decision-making authority to managers and other persons responsible for tasks 

and matters relating to the responsibility of that department manager.  

 Flexibility refers to the ability to adapt quickly to new 

situations and changing environments (Sopelana, Kunc and Hernáez, 2014). Fioretti 

(2012) concluded that the organization with high flexibility consists of sections that 

are able to adapt themselves variously based on requirements and changes of 

environment.  
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In addition, Zdunczyk and Blenkinsopp (2007) stated that the 

organization with a flat structure allows personnel to interact directly and quickly. 

Such a flat structure allows the organization to adapt quickly due to efficient 

communication and a short line of command. Efficient communication also has a 

positive impact on organizational innovation (Damapour, 1991).  

4.4.2.4  Organizational Environment 

Organizational environment refers to markets, customers, technological 

changes, competition, business growth, and profit margin (Laforet, 2011). Peroni et al 

(2012) defined the term competition as the number of organizations existing in the 

same market, resulting in more alternatives offered to customers. As stated by 

Zdunczyk and Blenkinsopp (2007), the external environment influences organizational 

innovation, particularly when that environment is uncertain and turbulent. Much 

research has shown relationships between organizational environment and innovation. 

Zhu and Weyant (2003) stated that the organization tends to perform activities relating 

to innovation when it recognizes the uncertainty of external resources and 

environment. Characteristics of an uncertain organizational environment are 

complexity, instability, and unpredictability (Freel, 2005). This is similar to Bstieler 

and Gross, (2003), who suggest that unpredictability and instability of markets and 

technological development are characteristics of organizational environment 

uncertainty. Lynn and Akgun (1998) identified technological change as one of 

uncertainties of organizational environment.  

Scupola (2003) stated that, apart from pressure from the external 

environment such as competition, there is also the role of government support that 

influences organizational decision-making in initiating innovation activities. Chieh-

Yu (2007) commented that governmental support is an external factor influencing 

innovation and that such support can be measured and observed from financial 

support or rewards provided by the governmental sector. Scupola (2003) and Chieh-

Yu (2007) identified that governmental support and regulation, such as campaigns and 

rewards, have a positive influence on organizational innovation. In addition, Leitner, 

Wehrmeyer and France  (2010) found that governmental regulation, competition, and 

technological changes are significant drivers for organizational innovation.  
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4.4.3  Table of Operational Definition and Measurement of Variables  

According to the previous section, the scholars’ perspectives of variables 

affecting innovation were applied for the development of operational definitions and 

measurement of related variables as shown in the table below.  

 

 Table 4.7  Operational Definition of Dependent Variables (Innovation Competency) 

 

Operational Definition References 

Innovation Competency: Capability of schools in continually 

creating innovation: such innovation is novel and unique, 

enhances organizational efficiency, builds satisfaction in 

persons concerned with educational management, increases 

learning achievement of students, and provides value to schools. 

Gina and Ayers 

(2005), Shyu et al. 

(2006) 

 

Indicator Question Adapted from Measurement 

Number of 

Innovation 

1.The school has new 

methods/new 

approaches or 

innovations every year. 

(Hadjimanolis 

(2006) 

Loch (1999), Crossi 

(1990), Johne (1999) 

Questionnaire 

10-point scale 

0 = Minimum 

Point 

10 = Maximum 

Point 

Level of 

Measurement :  

Interval Scale 

Degree of 

Novelty 

2.New methods/ 

approaches or 

innovations that are 

different from existing 

methods and 

approaches. 

Johne(1999),Grossi 

(1990), Loch (2002) 

Questionnaire 

10-point scale 

0 = Minimum 

Point 

10 = Maximum 

Point 
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Table 4.7  (Continued) 

 

Indicator Question Adapted from Measurement 

Overall 

satisfaction 

with 

achievement 

from 

innovation 

3. New methods, 

approaches or 

innovations can 

enhance the efficiency 

of schools. 

Sbragia (1984) Level of 

Measurement :  

Interval Scale 

 4. What is the level of O-

Net results of students 

according to the 

criteria of NIETS? 

Sbragia (1984)  

 5. The school is satisfied 

with outcomes 

obtained from the 

application of 

innovation created by 

the school. 

Sbragia (1984)  

 6. What level of 

satisfaction do stake 

holders have with the 

educational 

management of the 

school? 

Sbragia (1984)  

Value 

Creation 

7. What is the level of 

value creation, 

compared with 

resources used in 

innovation 

development? 

Sbragia (1984)  
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Table 4.8  Operational Definition of Independent Variables (Transformational  

                  Leadership) 

 

Operational Definition References 

Transformational Leadership: Pattern or process of 

leaders that focuses on initiative and motivation rather than 

control, specifies clear innovation objectives, supports 

coordination and teamwork, and provides autonomy to 

subordinates to perform their duties. 

Avolio, B. and Bass, 

B. (2002) as quoted in 

Al-Husseini and 

Elbeltagi (2012), Hu, 

et al (2013). 

Indicator Question Adapted from Measurement 

Focusing on 

creating new 

methods 

1. Directors are 

initiators of new 

approaches or 

innovations for 

schools continually. 

Podsakoff et al 

(1996), Aragon-

Correa et al 

(2007). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

Specific 

timeframe 

and clear 

innovation 

goals 

2. Directors specify 

clear goals, 

timeframe and 

mission relating to 

innovation. 

Podsakoff et al 

(1996), Aragon-

Correa et al 

(2007). 

 

Emphasizing 

motivation 

rather than 

control 

3. Directors support 

and facilitate 

projects or activities 

for developing 

innovation. 

Podsakoff et al 

(1996), Aragon-

Correa et al 

(2007). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 4. Directors focus on 

emphasizing work 

motivation rather 

than control. 
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Table 4.8  (Continued) 

 

Indicator Question Adapted from Measurement 

Leading by 

coaching 

rather than 

monitoring 

5. Operators have 

autonomy in 

performing their 

duties. 

Hu, et al (2013).  

6. There is a process of 

coaching personnel 

to work rather than 

closely monitoring 

and commanding. 

Podsakoff et al 

(1996), Aragon-

Correa et al 

(2007). 

 

Supporting 

good 

coordination 

among 

personnel 

7. There is a process 

supporting 

coordination of 

personnel for 

teamwork. 

Podsakoff et al 

(1996), Aragon-

Correa et al 

(2007). 
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Table 4.9  Operational Definition of Independent Variables (Top Management Support) 

 

Operational Definition References 

Top Management Support: 

Full support of resources for creating new things (innovation); 

providing ongoing advice for creating innovation; 

encouraging teachers and educational personnel to continually 

present new ideas and concepts for developing new 

innovations.  

(de Brentani and 

Kleinschmidt, 2004), 

Hoonsopon and 

Ruenrom (2012) 

Indicator Question Adapted from Measurement 

Providing 

sufficient amount 

of necessary 

resources 

1. Providing full 

support of necessary 

resources for 

creating new 

innovations. 

Hoonsopon and 

Ruenrom (2012) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

2. Operators have 

sufficient time for 

creating 

innovations. 

Hoonsopon and 

Ruenrom (2012) 

Providing advice 

on approaches 

for creating 

innovations 

3. Providing advice on 

approaches for 

creating new 

innovations. 

Hoonsopon and 

Ruenrom (2012) 

 

Promoting and 

offering 

opportunities for 

personnel to 

express new 

ideas for creating 

innovations 

4. Promoting and 

offering 

opportunities for 

personnel to present 

new approaches and 

creative ideas for 

developing 

innovations. 

Hoonsopon and 

Ruenrom (2012) 
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Table 4.10  Operational Definition of Independent Variables (Innovation Strategies) 

 

Operational Definition References 

Innovation Strategies 

Plans, policies, approaches, suggestions for organizational 

resource allocation to achieve organizational goals and 

innovation; strategies emphasize customer orientation, 

technology, and resource allocation for developing 

innovations. 

(Stewart and Fenn, 

2006), (Smith, 

2007), (Oliver, 

2001), (Wu and Lin, 

2011), (Hoholm and 

Strønen, 2011). 

Indicator Question Adapted from Measurement 

Providing 

strategic plan 

for innovation 

development 

1. School has clear 

strategic plan and 

policies for 

developing new 

innovations. 

(Corso and Pavesi, 

2000), (Caetano and 

Amaral, 2013), 

(Oliver, 2001), 

Peeters, et al (2006) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum 

Point 

Level of 

Measurement:  

Interval Scale 

2. School’s policies 

constitute the 

development of 

new approaches 

for improvement. 

(Corso and Pavesi, 

2000), (Caetano and 

Amaral, 2013), 

(Oliver, 2001), 

Peeters, et al (2006) 

3. School has clear 

policies 

encouraging 

personnel to do 

research. 

(Corso and Pavesi, 

2000), (Caetano and 

Amaral, 2013), 

(Oliver, 2001), 

Peeters, et al (2006) 

 

 

 

 

 

 

 

 

 

 

 



157 

Table 4.10  (Continued) 

 

Indicator Question Adapted from Measurement 

Providing 

strategies 

relating to 

organizational 

resources for 

innovation 

development 

4. School has plans for 

resource allocation, 

such as budget, time, 

data sources, etc., 

which are appropriate 

and sufficient to 

create innovation in 

the school. 

Stewart and 

Fenn (2006), 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum 

Point 

Level of 

Measurement:  

Interval Scale 

 5. School has strategies 

for developing 

resources of the 

school, such as 

personnel and 

organization’s 

knowledge. 

(Stewart and 

Fenn,2006) 

Providing 

strategies 

emphasizing 

marketing 

and 

customers 

6. School has strategies 

for student 

recruitment in order 

to obtain the goal 

number of students. 

Lattuch et al 

(2013) 

 

 7. School focuses on 

stakeholders’ 

satisfaction with 

educational 

management of the 

school. 

Lattuch et al 

(2013) 
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Table 4.11  Operational Definition of Independent Variables (Human Resource 

                    Practices) 

 

Operational Definition References 

Human Resource Practices: Good management of 

personnel recruitment and selection; providing an appraisal 

system corresponding to innovation capabilities of personnel; 

providing a reward system motivating personnel to participate 

in innovation development; providing training and 

development for enhancing innovation capabilities of 

personnel.  

Agarwala (2003), 

Gupta and Singhal 

(1993) 

Indicator Question Adapted from Measurement 

Effective 

employee 

acquisition 

1. Providing effective 

tools for selecting 

qualified personnel. 

Agarwala (2003) Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

 2. Personnel selection is 

appropriate to and 

compatible with the 

school’s goals, 

mission, and culture. 

Agarwala (2003) 

 3. School focuses on the 

recruitment of 

competent personnel. 

Agarwala (2003)  

 4. School employs 

personnel by 

matching their 

knowledge and 

abilities with duties 

and responsibilities. 

Gupta and Singhal 

(1993) 
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Table 4.11  (Continued) 

 

Indicator Question Adapted from Measurement 

Performance 

appraisal 

that is 

connected to 

innovation 

5. Providing 

performance 

appraisal system 

related to 

innovation 

achievement of 

personnel. 

Gupta and Singhal 

(1993) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum 

Point 

Level of 

Measurement: 

Interval Scale  6. Rewards obtained 

from the 

performance 

appraisal are 

clearly identified. 

Agarwala (2003) 

 7. The criteria of 

performance 

appraisal is clearly 

identified and is 

understood by 

those being 

evaluated. 

Agarwala (2003)  

 8. Performance 

appraisal is based 

on transparency 

and accountability. 

Agarwala (2003)  

Reward 

system that 

facilitates 

innovation 

9. Providing a reward 

system 

corresponding to 

motivation in 

innovation 

achievement. 

Gupta and Singhal 

(1993) 
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Table 4.11  (Continued) 

 

Indicator Question Adapted from Measurement 

 10. Providing a reward 

system, using both 

monetary and non-

monetary rewards, 

such as 

commendation and 

recognition offered in 

front of colleagues. 

Gupta and Singhal 

(1993), 

Wichitchanya and 

Durongwatana 

(2012) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

 11. Providing rewards for 

outstanding ability in 

innovation 

achievement. 

Agarwala (2003) 

 12. School commends 

and recognizes 

personnel who 

develop even 

unsuccessful 

innovations. 

Agarwala (2003)  

Effective 

training and 

employee 

development 

13. Providing clear 

training plan for 

developing 

innovation capability 

Agarwala (2003), 

Shipton et al 

(2005) 

 

 14. Provision of survey 

relating to each aspect 

of personnel training, 

such as training topic 

and number of times 

per year training is 

undertaken. 

Agarwala (2003), 

Shipton et al 

(2005) 
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Table 4.11  (Continued) 

 

Indicator Question Adapted from Measurement 

 15. Training covers all 

levels of personnel. 

Shipton et al (2005)  

 16. Providing a follow-up 

system for giving 

suggestions or self-

development assistance 

to personnel. 

Agarwala (2003), 

Wichitchanya and 

Durongwatana 

(2012) 

 

 

Table 4.12  Operational Definition of Independent Variables (Organizational Culture) 

 

Operational Definition References 

Organizational Culture: Beliefs or values influencing the 

behaviors of personnel; Organizational cultures that influence 

innovation capability are customer-oriented culture, 

teamwork, operational flexibility, knowledge and information 

sharing, focusing on customers or stakeholders of school, 

acceptance of new innovations, and risk-taking culture when 

developing innovation. 

Tipu et al (2012), 

Kenny and Reedy 

(2006), Naranjo 

Valencia et al (2010), 

Tabor (2007) 

Indicator Question Adapted from Measurement 

Teamwork 

Culture 

1. Personnel of school 

always work as a 

team when assigned 

tasks. 

Tipu, et al (2012), 

Kenny and Reedy 

(2006) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

Flexibility 

Culture  

2. School has 

flexibility and 

freedom of 

operation. 

Naranjo Valencia, 

et al (2010), Tabor 

(2007) 
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Table 4.12  (Continued) 

 

Indicator Question Adapted from Measurement 

Information 

Sharing 

Culture 

3. Regularly and 

consistently 

sharing and 

exchanging 

information, such 

as meeting for 

exchanging 

instructional 

experiences, etc. 

Tipu, et al (2012), 

Conceicao et al 

(2002), Tabor (2007)  

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

Market/ 

customer-

oriented 

culture 

4. All personnel 

regularly focus on 

being stakeholder- 

oriented, including 

accepting 

comments from 

stakeholders 

relating to 

educational 

management and 

applying those 

comments to 

improve the 

school. 

Conceicao et al 

(2002) 

 5.All personnel 

perform their 

duties to build the 

highest 

satisfaction of 

stakeholders. 

Conceicao et al 

(2002) 
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Table 4.12  (Continued) 

 

Indicator Question Adapted from Measurement 

Innovation 

acceptance 

culture 

6. All sections 

believe that new 

innovations will 

improve 

operations and 

performance. 

Kenny and Reedy 

(2006), Petraite et al 

(2012), 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale Climate 

supporting 

innovation 

7. Personnel always 

present new ideas 

and approaches. 

Petraite et al(2012), 

Tabor (2007) 

Risk-taking 

culture 

8. School seeks 

change and 

accepts 

challenges to 

improve the 

school despite the 

risks. 

Kenny and Reedy 

(2006), Petraite et al 

(2012), 
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Table 4.13  Operational Definition of Independent Variables (Organizational  

                     Learning) 

 

Operational Definition References 

Organizational Learning: Capability of acquiring new 

knowledge and experiences by the organization and its 

personnel; personnel continually seek to increase their own 

knowledge; provision of processes of sharing knowledge 

which increases the knowledge of the organization. 

(Aragon-Correa et al, 

2007), Robey et al 

(2002), Lin (2007:1), 

Zhining and Nianxin 

(2012), (Ke and Wei, 

2006). 

Indicator Question Adapted from Measurement 

New 

knowledge 

acquisition 

1. School always 

acquires new 

knowledge. 

(Ke and Wei, 2006). Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

Continual 

learning 

 

2. School’s personnel 

continually increase 

significant abilities 

and skills. 

(Aragon-Correa et al, 

2007), Lin (2007:1) 

 3. School progresses 

and improves using 

new knowledge. 

(Aragon-Correa et al, 

2007) 

 

 4. School is a learning 

organization. 

(Aragon-Correa et al, 

2007) 

 

Encouraging 

knowledge 

sharing 

 

5. Encouraging the 

sharing or exchange 

of knowledge in the 

organization. 

Lin (2007:1)  
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Table 4.13  (Continued) 

 

Indicator Question Adapted from Measurement 

 

6. When teachers or 

other personnel 

acquire new 

knowledge or receive 

training, there are 

processes to allow 

them to disseminate 

knowledge to others. 

Lin (2007:1) Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement: 

Interval Scale 

 

 

Table 4.14  Operational Definition of Independent Variables (Research and 

                    Development) 

 

Operational Definition References 

Research and Development (R&D): Research and 

development that influences innovation creation must have the 

following characteristics: A high proportion of personnel to 

research projects, a continual flow of new research projects, 

appropriate investment in research and development, the 

application and integration of research results to general 

operations, and having research and development teams 

consisting of personnel with varying knowledge and abilities.  

Mairesse and Mohnen 

(2005), (Chiesa and 

Masella, 1996). 

Indicator Question Adapted from Measurement 

Having 

efficient 

R&D system 

1. Conducting 

research for 

developing and 

creating 

innovations. 

Bai and Li,(2011), 

Cassiman and 

Veugelers (2006) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 
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Table 4.14  (Continued) 

 

Indicator Question Adapted from Measurement 

 2. Establishing a work 

group comprising 

personnel with 

varying knowledge 

and abilities who 

are responsible for 

R&D and 

innovation 

development. 

Díaz-García, et 

al(2013) 

Level of 

Measurement:  

Interval Scale 

Number of 

research 

projects per 

employee 

3. What is the total 

number of research 

projects per 

employee in one 

academic year? 

(Chiesa and Masella, 

1996), Mairesse and 

Mohnen (2005). 

 

Practical 

application 

of research 

results 

4. Clearly applying 

research results to 

practice and 

operation. 

Cassiman and 

Veugelers (2006), 

(Chiesa and Masella, 

1996). 

 

R&D 

investment 

5. Providing sufficient 

budget for research. 

Mairesse and Mohnen 

(2005). 
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Table 4.15  Operational Definition of Independent Variables (Organization Structure) 

 

Operational Definition References 

Organization Structure: Flat structure with flexibility and 

speedy adaptability; decentralized; rapid communication 

between personnel. 

Martins and 

Terblanche, (2003) 

Zdunczyk and 

Blenkinsopp (2007) 

Indicator Question Adapted from Measurement 

Flexibility: 

ability to adapt 

to changes 

 

1. School can adapt 

its rules and 

regulations in 

order to achieve 

goals. 

Fioretti (2012) 

(Sopelana et al, 

2014) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 2. School can adapt 

operational models 

or work 

regulations to 

changes in society 

and the rules, 

regulations and 

requirements of 

the school’s 

stakeholders. 

Fioretti (2012) 

(Sopelana et al, 

2014) 

Flat structure 3. Personnel have 

easy access to 

directors. 

Subramaniam and 

Mia (2001) 

 

 4. Structure of the 

school is 

uncomplicated 

with a short line of 

supervision. 
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Table 4.15  (Continued) 

 

Indicator Question Adapted from Measurement 

 5. Communication 

between supervisors 

and personnel is 

efficient and rapid. 

Subramaniam 

and Mia (2001) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

Decentralization 

 

6. School has a 

decentralized 

structure with clear 

division of duties 

and responsibilities. 

Subramaniam 

and Mia (2001) 

 7. Decision-making 

authority is granted 

to deputy directors 

and heads of 

departments. 

Subramaniam 

and Mia (2001) 

 

 8. Departments are 

independent in 

operation and have 

autonomy in making 

decisions relating to 

assigned tasks, 

duties and 

responsibilities. 

Subramaniam 

and Mia (2001) 

 

 

 

  



169 

Table 4.16  Operational Definition of Independent Variables (Financial Resources as  

                    Tangible Resources) 

 

Operational Definition References 

Financial Resources: Budget for innovation development, 

sufficient capital for development, and organizational 

efficiency in allocation of financial resources.  

Sanchez (2004), 

Prastcos, et al (2002), 

Nohria and Gulati 

(1996) 

Indicator Question Adapted from Measurement 

Allocating 

sufficient 

budget for 

innovation 

creation  

 

1. School has 

sufficient budget 

for financing the 

creation of 

innovation 

projects. 

Prastcos et al (2002), 

Nohria and Gulati 

(1996) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale  2.  Budget for 

innovation 

development is 

clearly set out in 

the development 

plan of the school. 

Sanchez (2004) 

Providing 

sufficient 

budget for 

operating 

activities 

efficiently 

3. School allocates 

sufficient budget 

for equipment 

procurement, 

building and 

location 

development, 

personnel 

development, etc. 

Prastcos et al (2002), 

Nohria and Gulati 

(1996) 
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Table 4.16  (Continued) 

 

Indicator Question Adapted from Measurement 

 4.  School allocates 

sufficient budget 

for managing 

education 

efficiently. 

Prastcos, et al (2002), 

Nohria and Gulati 

(1996) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 5. School allocates 

remuneration to 

personnel at a 

sufficient rate to 

build motivation. 

Sanchez (2004) 

 

Table 4.17  Operational Definition of Independent Variables (Physical Resources as    

                    Tangible Resources) 

 

Operational Definition References 

Physical Resources: Providing sufficient physical resources 

to support innovations, such as equipment, instructional tools, 

computers, internet access, activity rooms, buildings and 

locations suitable for organizing activities efficiently, 

technology supporting operational efficiency.  

Prastcos et al (2002), 

Nohria and Gulati 

(1996) 

Indicator Question Adapted from Measurement 

Having 

technological 

support for 

innovation 

creation  

 

1. School has 

efficient 

technological 

equipment for 

instructional 

management. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 
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Table 4.17  (Continued) 

 

Indicator Question Adapted from Measurement 

 2. School has efficient 

technological 

equipment for 

searching for 

information. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 

Level of 

Measurement:  

Interval Scale 

Location 

conducive to 

innovation 

creation 

3. Location of school 

is convenient to 

transport and easy 

to access. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 

 

 4. Location of school 

facilitates access to 

resources necessary 

for innovation 

creation. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 

 

 5. There are sufficient 

suitable, convenient 

locations and 

activity zones for 

organizing projects. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 

 

Having 

equipment to 

facilitate 

creating 

innovations 

6. School provides 

sufficient 

equipment and 

tools for creating 

new innovations. 

Prastcos et al 

(2002), Nohria and 

Gulati 

(1996) 
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Table 4.17  (Continued) 

 

Indicator Question Adapted from Measurement 

Sufficient 

time for 

innovation 

operation 

7. School allocates 

adequate time for 

personnel to perform 

their duties and 

responsibilities 

efficiently. 

Prastcos et al 

(2002), Nohria and 

Gulati (1996) 

 

 

Table 4.18  Operational Definition of Independent Variables (Human Resources as  

                   Intangible Resources) 

 

Operational Definition References 

Human Resources: School has personnel with various skills, 

knowledge and creativity who are committed to the 

organization and to fully performing their duties. 

Díaz-García et al 

(2013) 

Indicator Question Adapted from Measurement 

Commitment 

to 

organization 

 

1. Most teachers 

and personnel 

accept and 

support the 

school’s goals. 

Kimbel (2002), Md 

Zabid et al (2003), Wu 

and Lin,(2011). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 2. Most teachers 

and personnel 

apply 

themselves to 

performing 

duties for the 

school. 

Kimbel (2002),Md 

Zabid et al (2003), Wu 

and Lin,(2011). 
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Table 4.18  (Continued) 

 

Indicator Question Adapted from Measurement 

 3. Most teachers and 

personnel are good 

representatives of 

the school. 

Kimbel (2002),Md 

Zabid et al (2003), 

Wu and Lin,(2011). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

Skilled and 

knowledgeable 

human 

resources 

 

4. Teachers and 

personnel have 

knowledge and 

abilities 

appropriate to their 

work and 

responsibilities. 

Chieh-Yu (2007), 

Tornatzky and 

Fleischer (1990) 

 5. Personnel are 

diversified in terms 

of skill, expertise, 

knowledge, and 

experience. 

Díaz-García et al 

(2013) 

 

 6. Teachers and 

personnel are 

appropriately 

skilled and can 

complete tasks 

efficiently. 

Chieh-Yu (2007), 

Tornatzky and 

Fleischer (1990)  

 

Creative 

human 

resources 

 

7. Teachers and 

personnel are able 

to find different 

approaches to 

problem-solving. 

Chieh-Yu (2007), 

Tornatzky and 

Fleischer (1990) 
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Table 4.18  (Continued) 

 

Indicator Question Adapted from Measurement 

 8. Teachers and 

personnel 

present new 

ideas to the 

school. 

Chieh-Yu (2007)  

 

Table 4.19  Operational Definition of Independent Variables (Organization’s  

                     Knowledge as Intangible Resources) 

 

Operational Definition References 

Organization’s Knowledge: School has knowledge 

corresponding to departmental requirements for innovation 

development; school’s knowledge must be easily accessible and 

managed well; continual efforts to increase knowledge in the 

school, either by increasing information sources or employees’ 

knowledge.  

Braganza et al (1999), 

Chew (2008), 

Delgado-Verde, 

(2011) 

 

Indicator Question Adapted from Measurement 

Knowledge 

that aligns 

with 

innovation 

requirements 

1. School has sufficient 

knowledge to create 

new innovations. 

Chew (2008) Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 2. School selects 

persons who have 

sufficient knowledge 

for the tasks assigned. 

Delgado-Verde, 

(2011) 
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Table 4.19  (Continued) 

 

Indicator Question Adapted from Measurement 

Effective 

knowledge 

management 

 

3. School provides 

personnel with 

convenient and 

comprehensive 

information sources. 

Darroch, (2005) Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement:  

Interval Scale 

 4. Knowledge, experience 

and expertise are 

disseminated to and 

among employees via 

organized meetings and 

lectures by experts and 

other experienced 

personnel. 

Darroch, (2005), 

Braganza et al 

(1999) 

 5. Having a method of 

knowledge collection 

that is systematic and 

easy to apply to routine 

operations. 

McAdam, (2000).  

Continually  

increasing 

knowledge 

 

6. Regularly providing 

activities to increase 

academic and practical 

knowledge of 

personnel. 

Braganza et al 

(1999) 

 

 7. School continually 

seeks new knowledge 

to develop tasks or 

processes. 

Braganza et al 

(1999) 
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Table 4.20  Operational Definition of Independent Variables (External Environment) 

 

Operational Definition References 

External Environment: This is the external factors affecting 

the organization, divided into three areas: innovation 

promotion and support from the government, competition in 

new student recruitment and reputation-building, and 

environmental uncertainty such changing requirements on the 

part of students or their parents, as well as changes in 

competition and technology that is difficult to predict. 

Scupola, A. (2003), 

Chieh-Yu (2007), 

(Peroni et al, 2012) 

Indicator Question Adapted from Measurement 

Government 

support 

(regulations  

positively 

influence 

school’s 

innovation) 

1. The government has 

policies supporting 

and promoting the 

development of 

innovations in 

schools. 

Scupola, A. 

(2003). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement :  

Interval Scale 

 2. Activities are 

organized by 

governmental 

agencies to support 

the development of 

innovations in 

schools. 

Chieh-Yu (2007)  
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Table 4.20  (Continued) 

 

Indicator Question Adapted from Measurement 

 3. The public sector 

supports and 

promotes innovation 

development in 

schools. 

Chieh-Yu 

(2007) 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement :  

Interval Scale 

Market is 

highly 

competitive 

4. School has to compete 

in recruiting new 

students in each 

academic year. 

Scupola (2003) 

 5. How many schools 

are recruiting students 

at the same level? 

Scupola (2003)  

 6. Parents and students 

always have new 

alternatives for 

selecting schools. 

(Peroni et al, 

2012) 

 

Unstable and 

complex 

organizational 

environment, 

such as 

changing and 

shifting 

customer 

preferences  

7. There are regular 

external changes of 

expectation, such as 

changing 

requirements on the 

part of parents, 

students, 

communities, and 

government. 

Chieh-Yu 

(2007) 
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Table 4.20  (Continued) 

 

Indicator Question Adapted from Measurement 

 8. There are continual 

changes in 

educational 

technology. 

Lynn and Akgun 

(1998), Zhu 

and Weyant 

(2003), (Laforet, 

2011). 

Questionnaire 

10-point scale 

0 = Minimum Point 

10 = Maximum Point 

Level of 

Measurement :  

Interval Scale 

 9. There are frequent 

changes to 

governmental 

policies or 

requirements. 

(Laforet, 2011). 

 10. Changes to 

organizational 

environment, such 

as competition or 

educational 

technology, are 

difficult to predict. 

(Freel, 2005) 

Bstieler and Gross 

(2003) 

 

 

 

4.5 Data Analysis 

 

Qualitative research and quantitative research methods were applied as the 

research methods for this study, and data obtained from each of these methods 

supplements and supports the other.  

 

4.5.1 Quantitative Data Analysis 

The quantitative data analysis aims to prove theories and relationship 

frameworks between variables and to measure and analyze descriptive data, which is 

the basic data used to answer the research objectives. Analysis methods can be 

divided as follows:  
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1) There is the analysis of basic sample data such as percentage, 

frequency, and mean, which are the features of descriptive statistics analysis. This is 

used to summarize the nature and basic information of studied variables, as well as to 

analyze relationships of sample characteristics influencing innovation competency. To 

analyze the data, the descriptive statistic was applied in this research. 

2) Analysis of factors that influence independent variables was 

required for this research. Data analysis for the quantitative research method acquires 

data through the analysis of causal relationships of independent variables influencing 

innovation competency of basic education schools. The relationship of variables was 

analyzed using structural equation modeling (SEM), and the AMOS program was 

used for statistical analysis. The SEM was used to analyze the structural relationship 

which is better than the original method of analyzing relationships between variables 

(Hair et al, 2010) as follows:  1) The ability to estimate multiple and interrelated 

dependence relationships. 2) The ability to represent unobserved concepts and 

account for measurement error in the estimation process. 3) Defining a model to 

explain the entire set of relationships. 

The quantitative data analysis is designed to answer the thesis hypothesis 

developed in association with the conceptual framework of this research. The research 

hypothesis and conceptual framework are: 

H1: Managerial competency has a direct effect on innovation 

competency 

H2: Transformation-based competency has a direct effect on innovation 

competency 

H3: Organizational resources have a direct effect on innovation 

competency 

H4: Organizational environment has direct effect on innovation 

competency 
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Figure 4.1  Conceptual Framework and Research Hypothesis 

 

 The conceptual framework developed from a review of the literature can be 

applied to the relationship of variables in the form of structural equation modeling 

(SEM) as shown in the figure below: 

 

 

Environment 
(Government Support, Competitors, 

Uncertainty) 

Organizational Resources 
 Tangibles 
 -Financial 
 -Physical 
 Intangibles 
 -Human 
 -Knowledge 
 
 
 

Transformation competency 
 Organizational Learning 
 R & D 
 Organizational Culture 
 Flexible Structure 

Managerial 
competency 
 Transformational 

Leadership 
 Strategy 
 Top management 

support 
 HR Practice 

Innovation 
Competency 

 
Ability of a firm 
to successfully 

create and 
implement 

innovations again 
and again 

H41 H4 

H3 

H42 

H12 

H21 

H11 H2 

H1 
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Inno_Comp =  Innovation Competency 

ACH       =  Innovation Achievement 

En          =  Organizational Environment 

Man        =  Managerial Competency 

Trans      =  Transformation-based 

Competency 

Resource     = Organizational Resources 

GS         =  Government Support 

Co        =  Competition 

Un      =  Environmental Uncertainty 

TM       =  Top Management Support 

IS         =  Innovation Strategy 

TL        =  Transformational Leadership 

EA       =  Employee Acquisition 

NO           =  Number of Innovations  

 

 

Val =  Value Created by 

Innovation 

TD  =  Training and 

Development 

PA  =  Performance Appraisal  

RE  =  Reward System  

OS  =  Organizational Structure 

OC  =  Organizational Culture 

RD  =  Research and 

Development 

OL  =  Organizational Learning 

FR  =  Financial Resources 

PR  =  Physical Resources 

QR  =  Quality Human Resources 

OK  =  Organization’s 

Knowledge 

 

Figure 4.2  Conceptual Framework in the form of Structural Equation Modeling  

                   (SEM) 
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4.5.2  Qualitative Data Analysis 

The qualitative data analysis seeks in-depth data obtained from interviews and 

document studies of 7 sample schools in order to support and supplement findings of 

the quantitative research. Additionally, data obtained from open-ended questions and 

suggestions from interviews can be used to support approaches for innovation 

competency developed from the quantitative data analysis.  

Procedures for analyzing data collected by the qualitative method according to 

the research framework are as follows:  

1) Collecting data through questions and observations according to the 

research framework.  

2) Collected data is classified into categories and type of content for 

summarizing. The data will be codified for easy classification. 

3) Generating a summary based on factors influencing innovation 

competency of schools.  

4) Presenting suggestions and descriptive information obtained from 

the data analysis.  

 

4.6  Conclusion 

 

The research objectives of this study are as follows: 1) To study the current 

situation of innovation competency of basic education schools, 2) To study factors 

influencing innovation competency of the schools, and 3) To propose approaches for 

developing innovation competency in other basic education schools. This research 

uses 2 research methods, the quantitative research and qualitative research methods. 

The sample for the quantitative research was 420 basic education schools and 

questionnaires were used as tools for data collection. The number of questionnaires 

returned was 365, equivalent to 79.76%. The sample for the qualitative research was 7 

schools, all of which were granted the “One School One Innovation” award for at 

least 3 consecutive years. Data was collected from in-depth interviews, observation 

and document studies of the sample schools. Questions were open-ended and a semi-

structured interview was used according to the conceptual framework of this research. 

Research instruments used in the study were investigated by 7 experts using the 
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content validity measurement process. In addition, the reliability of these instruments 

was tested through a tryout process with 40 schools and a confirmation factor analysis 

was provided to assess the reliability of the relationship structure of variables. The 

results of the validity and reliability measurements of this research passed the criteria. 

They are acceptable and able to be used as research instruments for data collection.  

To answer the research objectives of this study, the quantitative research 

method was used to study general conditions of basic education schools and analyze 

basic data such as means, frequency. This can answer the first research objective. In 

addition, the analysis of relationships between variables through structural equation 

modeling (SEM) was used to answer the second research objective that is, studying 

factors influencing innovation competency of schools. The results are applied to 

developing approaches for innovation competency in other basic education schools, 

which can fulfill the third research objective.  

The qualitative research was provided to support and supplement data from 

the quantitative research. A triangulation technique was used for cross-checking data. 

The data was analyzed through clustering and frequency for summarizing data. The 

obtained data supports and supplements the qualitative research data in answering the 

first research objective, which is the study of the current situation of innovation 

competency of basic education schools. The qualitative research used semi-structured 

interviews, in which pre-prepared, open-ended questions corresponding to the 

research framework allow respondents opportunity to express additional comments 

freely. This method can obtain additional data to support and supplement data 

obtained from the quantitative research. Such data can be used to generate suggestions 

and approaches for development of innovation competency in basic education 

schools, which answers the third research objective. The results of the data analyses 

will be presented in Chapters 5 and 6.  

 



 

CHAPTER 5 

 

QUALITATIVE RESEARCH RESULTS 

 

 In this chapter, all data were collected from basic education schools to support 

substantial factors that have an impact on innovation competency and to respond to 

the first research objective that seeks to study school innovation competency. The 

study has an emphasis on the study of the characteristics of various factors that enable 

schools to have innovation competency. In addition, these qualitative results can 

respond to the third research objective proposing the approach to develop innovation 

competency in basic education schools. 

 Initially, data were collected by interviewing two key informants involved in 

innovation development. These were an executive of an educational institution 

(director) and a person who takes responsibility to develop school innovation. In 

addition, the investigator also saw documents in order to obtain reliable data in 

accordance with the principle of Triangulation Technique. The schools participating 

in this study were selected based on their awards under the project of “one school one 

innovation” granted by the Teachers Council of Thailand for at least three years. Data 

were analyzed and used to support the qualitative research results in order to assure 

reliability of the innovation development model.  

 

5.1   Analysis for the Data Collected from Participating Schools 

  

This qualitative research of innovation competency in the schools providing 

basic education in Thailand, aims to study substantial factors that impact on school 

innovation competency. Seven schools were selected to participate based on their 

awards under the project of “one school one innovation”. These schools are 

recognized as having high innovation competency. The seven schools are listed as 

follows: 
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1) Patai Udom Suksa School 

2) Wat Suthat School 

3) Sathya Sai School 

4) Ban Muang Sam Pi School 

5) Ban Huai Hea School 

6) Anuban Ban Mor (Pattanarat) School 

7) La Salle Chotiravi Nakhonsawan School  

Multiple methods were used to gather all the data including face-to-face 

interviews and observing the school’s documents, e.g., Self-Assessment Report 

(SAR), vision, mission, strategy, plan, and operations. Only the director or deputy 

director and a person who takes responsibility to develop school innovation were 

selected for interview. This research combined multiple methods to collect the data in 

order to comply with the method of cross-checking and crediting data from multiple 

sources for reliability according to the methodological triangulation. Data obtained 

from three sources of each school was cross-checked and summarized as follows: 

 

5.1.1 Basic Information and Innovation Competency of Each Selected 

Schools 

5.1.1.1  Patai Udom Suksa School 

Patai Udom Suksa School is a private school under the Private 

Education Commission, Ministry of Education. The school provides education from 

pre-school through lower secondary school. It is located on 201 Wipawadi-rangsit 

Road, Lak Si District with an area of 20 rais. There are 3,172 female and male 

students, 286 Thai and foreign teachers, 33 officers, 55 workers at this school. The 

school was established on May 2, 1971 by having Pol.Gen. Pao and Lady Udomluk 

Sriyanont as the founders with the purpose to build a high quality school. Initially, it 

operated as a semi-public charity in order to lighten the load of government work and 

to be a social heritage of education.  

Innovation achievements developed by the school that won an award 

under the project of “one school one innovation” for at least three years granted by the 

Teachers Council of Thailand from year 2010 to 2012 are detailed as follows: 
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1) Year 2010, a gold medal awarded for the innovation of the 

integrated curriculum “once up on a time” 

2) Year 2011, a gold medal awarded for the innovation of the 

integrated curriculum “sufficiency based cross-examination: the steersman hero 

named Pantai Norasingh” 

3) Year 2011, a silver medal ranked on 21
st
 awarded for the 

innovation in title of “Patai Triple Model” 

The school clearly demonstrated the ability to develop innovation on 

their own. Their innovation exhibited the characteristics of innovation competency in 

accordance with the criteria used in this study. Therefore Patai Udom Suksa School 

was selected to participate in this study and observed in different aspects in real 

situations in order to obtain data for analysis and used as the guideline approach for 

further innovation development by other schools. Data were collected from 

documents and interviews of three people including Ratchaya Supapodok, Innovation 

Director and Tapanee Triyarn, Primary Education Headmaster.  

5.1.1.2  Wat Suthat School 

Wat Suthat School comes under Bangkok Metropolitan Administration. 

The school was established in 1902 with Phra Thep Moli as the founder. The school 

buildings were located on the south and the side of Tri Thong Road. Later in 1975, 

schools under Bangkok Municipal Administration were transferred to Bangkok 

Metropolitan Administration (according to the change authorized by Council of 

Ministers). Currently, the school is located on 18/1 Unakan Road, Wat Ratchabophit 

Subdistrict, Phra Nakorn District, Bangkok with area of 90.25 square wah and a three-

floor school building with a high roof. Mr. Kamol Oopaphol currently holds the 

position of School Director. The school provides education from pre-school through 

elementary school with eight classrooms and other activity rooms including a 

computer room, Dharma-Intellectual room (music and dancing). There are 150 

students and 17 personnel. 

 Innovations developed by Wat Suthat School won awards under the 

project of “one school one innovation” for at least three years granted by the Teachers 

Council of Thailand. Therefore, the school is qualified to be sample for this research. 

The school’s innovations are detailed as follows: 
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1) Year 2010, a bronze medal awarded for the innovation of 

“school with Thais living in parallel with modern technology” 

2) Year 2011, a silver medal awarded for the innovation of 

“miraculous tale” 

3) Year 2012, a gold medal awarded for the innovation “the 

market fair with three integrations and three strategies to develop people”  

Data were collected from documents and interviews including; Mr. 

Kamol Oopaphol, School Director; Thanakorn Tuansiri and Netnapa Srijumpalung, 

two other people who take responsibility for innovation development 

5.1.1.3  Sathya Sai School 

Sathya Sai School is a private institute located on 99 Narai Subdistrict, 

Chai Badan District, Lopburi Province. The school was established in 1992 under 

Lopburi Primary Educational Service Area Office 2, Private Education Commission, 

Ministry of Education. The school provides education from pre-school, primary, 

lower secondary school, and high secondary school with the aim to develop children 

to be a good citizen with excellence in virtue, academic achievement, sport and living 

in the current society. The aim is to foster loving, kind, well-mannered, humble, 

honest, brave, self-confident, intelligent students who show sacrifice, discipline, 

perform their work with responsibility, study Thai customs, tradition, and culture. 

There are 50 teachers/personnel and 350 students. 

Innovations developed by Sathya Sai School won awards under the 

project of “one school one innovation” for at least three years granted by the Teachers 

Council of Thailand. Therefore, the school is qualified to be a sample for this 

research. The school’s innovations are detailed as follows: 

1) Year 2010, a gold medal awarded for the innovation 

“recovering the power of land for sustainable sufficiency” 

2) Year 2011, a silver medal awarded for the innovation 

“strategy for developing good person created by Sathya Sai School: turning a general 

person into a public mind person through public service” 

3) Year 2012, a silver medal awarded for the innovation 

“flood crisis management using natural strategy created by Sathya Sai School, 

Lopburi” 
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Data was collected from documents and interviews of people including; 

 Dr Art-ong Jumsai Na Ayudhya, Chief executive on behalf of Sathya Sai Foundation, 

Miss Ladda Julawong, School Director,Jarurat Imsumran, (a teacher who takes 

responsibility to develop innovation). 

5.1.1.4  Ban Muang Sam Pi School 

Ban Muang Sam Pi School is an institute under the Office of the Basic 

Education Commission located in Li District, Lamphun Province. The school has 

operated since 1937 and provides basic education from pre-school through primary 

school. The school has enough buildings, space, and technology to support 

instruction. The director is the person who pushes the school toward the achievement 

and the mission. From the third round of external assessment, the school was granted 

excellence on the provision of pre-school and primary education. From many awards, 

it confirmed that the school continues developing strategy and providing various 

activities to their students. In that time, there were 344 students and Mrs. Patchara 

Wongkumton has held the position of school director since 2009. She has dedicated 

herself for the school’s innovation development receiving the award under the project 

of “one school one innovation”. The school’s innovations awarded for at least three 

years from 2010 to 2012 are as follows:  

1) In 2010, a bronze medal awarded for the innovation of Thai 

local violin (Sor Duoang) with integrated learning management aims for Thai 

language skills 

2) In 2011, a silver medal awarded for the innovation of four 

steps for being a living library  

3) In 2012, a bronze medal awarded for the innovation of 

strategy of 9 Sor. for a quality educational institution 

Data were collected from documents and interviews with people 

including Patchara Wongkumton, School Director; Mrs. Ampaporn Rinpunyo and 

Miss Sawarot Pothika, (two persons who take responsibility for school innovation 

projects). 

5.1.1.5   Ban Huai Hea School 

Ban Huai Hea School is located on 28 Moo 8, Pang Mapha District, 

Mae Hong Son Province under Mae Hong Son Primary Educational Service Area 
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Office 1, Office of the Basic Education Commission. The school has operated since 

1984 and provides education from pre-school and primary school with the area of 7 

rai, 3 ngan, and 96 square wah. On the day of interviews, there were 50 students and 6 

teachers/personnel (2 permanent employed teachers, 3 temporary employed teachers 

and 1 officer). In that time, Miss Ura Tasom, Acting Director and SM.2 Sunya 

Sornboonthong, the professional level teacher who created new learning process 

innovations under the project of “one school one innovation”. The school won awards 

for innovation for three years granted by the Teachers Council of Thailand. The 

school innovations are detailed as follows:  

1) In 2010, a bronze medal awarded for the innovation of 

“turn learning lessons into play” 

2) In 2011, a bronze medal awarded for the innovation of 

“From play to movie for virtue building and bringing academic achievement into 

learning development” 

3) In 2012, a bronze medal awarded for the innovation of 

“Strategy to develop language skill to summarize the knowledge appeared on the play 

and movie”  

In addition, the school also won an award under the project of “one 

school one innovation” at the level of “educational service area” in 2013 given by the 

Secretariat General of Teachers Council of Thailand with innovation of “sing, dance, 

play, and movies are the transnational activities to develop the student that lack 

learning in the Thai language” 

Huai Hea School clearly demonstrated that it has innovation 

competency with the ability to sustain innovation development for at least three years. 

Therefore, Huai Hea School was selected to participate in this study. Data on different 

aspects in real circumstances were collected to be analyzed and used as a guideline for 

further innovation development by other schools. 

Data were collected from documents and interviews of people 

including; Miss Ura Tasom, Acting Director and SM.2 Sunya Sornboonthong, the 

professional level teacher who take responsibility for school innovation projects that 

won awards granted by the Teachers Council of Thailand.  
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5.1.1.6  Anuban Ban Mor (Pattanarat) School 

Anuban Ban Mor (Pattanarat) School is located on Moo 3, Ban Mor 

Subdistrict m, Ban Mor District, Saraburi Province and has operated since June 22, 

1923. Initially, the school taught the students at the sermon hall in a monastery in Ban 

Mor Temple named Prachabarn Tumbon Ban Mor School (Wat Ban Mor). Later in 

1999, the school name was changed to Anuban Ban Mor (Pattanarat) School. The 

school provides basic education from pre-school (Kindergarten) through primary 

school under Saraburi Primary Educational Service Area Office 1, Office of the Basic 

Education Commission. Currently, there are 600 students and 30 teachers/officers. 

The school continues developing educational innovation and won 

awards under the project of “one school one innovation” for at least three years 

granted by the Teachers Council of Thailand. The school innovations are detailed as 

follows:  

1) In 2010, a silver medal awarded for the innovation of 

“hydraulic saw” 

2) In 2011, a silver medal awarded for the innovation of “high 

speed saw”  

3) In 2012, a silver medal awarded for the innovation of 

“scissors-like machine for trimming of ornamental shrubs” 

 Data were collected from documents and interviews of people 

including; Mr. Suwat Santawee, Director and Mr. Taweep Mahawijit, a person who 

takes responsibility for the school innovation project that won awards granted by 

Teachers Council of Thailand. 

5.1.1.7  La Salle Chotiravi Nakhonsawan School 

 La Salle Chotiravi Nakhonsawan School is a private institute under the 

Private Education Commission/ Nakhonsawan Primary Educational Service Area 

Office 1. The school provides basic education from pre-school through secondary 

school and is located on Pak Num Pho Subdistrict, Muang District, Nakhonsawan 

Province. The school has operated since 1960 and was founded by La Salle 

Foundation (Thailand) which had a “Brother in Christianity” Called Parada (in Thai 

language) as the representative of the foundation to obtain the school license and to 

take the position of President. Miss Tussanee Kunnika has been working as the school 
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director from 1981 to August, 2014 which is the time this interview took place for this 

study. There are 4,300 students and 250 personnel.  

The school innovations won awards for at least three years granted by 

the Teachers Council of Thailand. The school innovations are detailed as follows: 

1) Year 2010, a silver medal awarded for the innovation of 

”knowledge cooperative for community” 

2) Year 2011, a gold medal awarded for the innovation of 

”amazing reading and thinking generated by reading promotion” 

3) Year 2012, a silver medal awarded for the innovation of ” 

reading innovation: turn the money top up card into the knowledge top up card” 

The school clearly demonstrated the ability to develop innovation on 

their own. Their innovation exhibited the characteristics of innovation competency in 

accordance with the criteria used in this study. Therefore La Salle Chotiravi 

Nakhonsawan School was selected to participate in this study and observed on 

different aspects in real situations in order to obtain data for analysis and used as the 

guideline approach for further innovation development by other schools. Data were 

collected from document observations and interviews of three people: Miss Tussanee 

Kunnika, School Director; Mrs. Anna Sritubtim and Aomsin Pongkasetkun, (a person 

and teacher who takes responsibility for school innovation projects that won the 

awards granted by the Teachers Council of Thailand). 

 

5.1.2 Opinions about Important Factors that Facilitate Innovation   

           Competency 

In this study, those people involved in school innovations’ development were 

interviewed and given the freedom to express their opinions on the important factors 

that facilitate innovation competency. Data obtained from interviews were categorized 

and summarized based on the research conceptual frame designated in this research as 

shown in the following table.  
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Table 5.1  Summarized Opinion Toward Managerial Competency Factor’s Essential for Innovation Competency 

 

School 

Managerial Competency 

Transformational 

Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other factors 

Patai Udom 

Suksa School 

 

 

 

 

 

 

 

Essential: 

 as a driver to run 

innovation projects 

successfully as 

intended  

 

Essential : 

To designate 

the direction 

of school 

operation in 

innovation 

 

Essential: 

because it can 

facilitate the 

personnel 

working 

toward goals 

 

Essential: 

 for 

recruiting 

personnel 

with high 

competency 

and exertion 

 

Essential: 

To inform 

personnel 

about school 

requirements 

 

Essential : 

 To inspire 

personnel 

to work 

toward 

goals 

 

Essential:  

To increase 

personnel’s 

knowledge 

and ability 

 

Participation 

from all 

departments 
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformational 

Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other factors 

Wat Suthat 

School 

 

Essential: 

 To implement the 

guidelines and 

policy into the 

operation and to 

make decisions on 

how to develop 

innovation 

 

Essential:  

Without 

strategy, the 

school will 

not be able 

to develop 

innovation 

 

Essential: 

 To support 

personnel with 

the resources 

and advice in 

order to 

improve 

efficiency 

 

Essential: 

 To recruit 

personnel 

with high 

competency 

in order to 

develop the 

school on 

different 

aspects 

including 

innovation 

 

Essential: 

 To guide 

personnel to 

work 

according to 

the school 

requirements, 

but the 

assessment on 

school 

innovation is 

not clearly 

established 

 

Essential: 

To inspire 

personnel 

to work 

with 

exertion 

and 

efficiency  

 

Essential: 

 To increase 

skills required 

for 

developing 

educational 

innovation 

- 
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformational 

Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other factors 

Sathya Sai 

School 

 

Essential: 

Transformational 

Leadership is 

important person 

to designate the 

direction of school 

operation 

 

Essential: 

Innovation 

strategy is 

important 

and acts like 

an obligation 

to push the 

school into 

innovation 

achievement 

 

Essential: 

especially 

advice and 

comment 

given by 

administration 

to guide 

personnel on 

working with 

appropriate 

direction in 

order to 

achieve goals 

 

Essential: 

because it is 

the first step 

for recruiting 

competent 

personnel 

 

Essential: 

It is important 

for personnel 

to work with 

appropriate 

direction 

 

Essential : 

as it will 

inspire 

personnel 

to perform 

the work 

with effort. 

 

Essential:  

it is important 

to increase 

personnel’s 

skills required 

for the 

assigned 

position. 

 

- Participative 

administration  

- Participative 

decision 

making 

 



 
1
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformational 

Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other 

factors 

Ban Muang 

Sam Pi 

School 

 

Essential: 

Transformational 

Leadership can 

work for better 

(Change) as we 

know that 

innovation means 

change  

 

Essential: 

Innovation 

strategy is 

important 

and used as 

the roadmap 

of work for 

all 

departments 

 

Essential :  

as it helps to 

facilitate 

personnel to 

perform their 

work properly 

as assigned 

 

Essential: 

 as having a 

good method 

to recruit 

competent 

personnel 

will help to 

facilitate the 

development 

of school’s 

aspects and 

work 

 

Essential: 

used as it is a 

tool to push 

personnel to 

perform their 

work with 

effort 

 

Essential: 

It helps to 

inspire 

personnel 

and make 

them feel 

proud of 

their work 

which can 

be a good 

model for 

others  

 

Essential: 

because it helps 

to improve 

knowledge and 

competency 

required for 

innovation 

development. 

Observing other 

school’s 

innovation is also 

very useful 

 

- National 

educational 

innovation 

strategy is 

important 

 

 



 
1
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformatio

nal Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other 

factors 

Ban Huai 

Hea 

School 

 

Not Essential: 

The school does 

not have an 

official Leader. 

For that time, 

there was only an 

acting director 

who responsible 

for school 

administration.  

 

 

Not Essential: 

The school did 

not have any 

strategic in 

plan, however 

the decision to 

develop school 

innovation will 

be made based 

on contingency. 

 

Not Essential: 

because the 

persons who 

develop the 

innovation can 

find the 

resources 

required for 

the 

development 

by themselves 

 

Essential: 

personnel 

with 

knowledge 

and 

competency 

is required 

for the 

achievement 

on innovation 

development  

 

Essential: 

as it represents 

the expectation 

that the school 

want to get from 

the personnel. It 

helps the 

personnel to 

perform their 

works according 

to the school 

requirements. 

 

Essential: 

as it will 

inspire 

personnel 

to perform 

the work 

with effort. 

 

Essential: 

because it 

helps to 

improve 

personnel’s 

knowledge 

and 

competency 

 

-Financial 

management 

- Academic 

management 

that 

promotes the 

educational 

innovation 

development 

 

 



 
1
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformatio

nal Leadership 

Innovation 

Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewarding Training and 

Development 

Other 

factors 

Anuban 

Ban Mor 

(Pattanarat

) School 

 

Essential: 

The leader will 

help to coordinate 

all departments to 

perform their 

works with 

efficiency 

 

Not 

Essential: 

The school 

did not have 

clearly 

strategic 

plan to 

develop 

school 

innovation 

 

Not 

Essential: 

because most 

of the 

resources 

required for 

innovation 

development 

were 

supported by 

parents 

 

Essential: 

because having 

employee with 

competency, 

experiences, 

and effort will 

help the school 

to achieve the 

success on 

innovation 

development. 

 

Essential: 

as it impacts on 

the occupational 

progression. 

Personnel will 

perform their 

works according 

to the appraisal 

outcome in order 

to get the return 

as desired 

 

Essential: 

It helps to 

inspire the 

personnel 

and make 

them feel 

so proud 

on their 

works 

which can 

be a good 

model for 

other 

personnel 

 

Essential: 

because it 

helps to 

improve the 

personnel’s 

knowledge 

and 

competency 

 

- 



 
1
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Table 5.1  (Continued) 

 

School 

Managerial Competency 

Transformatio

nal Leadership 

Innovatio

n Strategy 

Top 

Management 

Support 

Employee 

Acquisition 

Performance 

Appraisal 

Rewardi

ng 

Training and 

Development 

Other 

factors 

La Salle 

Chotiravi 

Nakhonsa

wan 

School  

 

 

Essential: 

Especially the 

leader that helps 

to build work 

morale in the 

personnel, it helps 

them to have a 

commitment with 

school and 

perform their 

work with 

efficiency 

 

Essential: 

Although, the 

school did not 

directly create 

the innovation 

strategy, but 

the work and 

project plan 

were officially 

created to 

promote the 

innovation 

development 

 

Essential: 

Especially, 

sufficient 

resources 

that support 

for the 

project will 

facilitate the 

achievement 

of innovation 

development 

 

Essential: 

because recruiting 

employee with 

knowledge and 

competency as 

required for the 

position will allow 

them to perform 

their work with 

efficiency leading 

to the 

achievements as 

planned 

 

Essential : 

as it helps to 

inspire the 

personnel to 

perform 

their work 

according to 

the appraisal 

criteria 

 

Essential: 

It helps to 

inspire the 

personnel 

to develop 

innovation. 

It is not 

necessary 

to always 

give money 

as a 

reward. 

 

Essential: 

because it 

helps to 

improve the 

personnel’s 

knowledge 

and 

competency 

that benefit 

for their 

work 

including 

educational 

innovation 

 

- Academic 

management 

is important 



 
1
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Table 5.2  Summarized Opinion Toward The Essential of Transformational Competency Factor on Innovation Competency 

 

School 

Transformational Competency 

Organizational Structure Organizational 

Culture 

Organizational 

Learning 

Research and 

Development 

Other Factors 

Patai Udom 

Suksa 

School 

 

 

Essential: 

decentralization helps to 

facilitate and speed up the 

work. Horizontal structure is 

a good organizational 

structure with less hierarchy 

and Personnel can quickly 

ask for advice and make 

decisions. Therefore the 

development of different 

aspects including innovation 

can be 

rapidly/efficiently/convenien

tly performed 

 

Essential: 

because it helps to 

socialize teachers 

to think about 

something with the 

same attitude, e.g., 

culture of 

knowledge sharing, 

teaching each 

other, and team 

work. This will 

help to t achieve 

the development  

 

Essential: 

School is the 

organization of learning, 

therefore knowledge 

will be increased in 

school and personnel. 

Persons who responsible 

for innovation 

development will 

increase their 

knowledge which will 

be sufficient to create 

further innovation 

 

 

Essential: 

because it helps the 

school to gain more 

knowledge and the 

personnel can use 

the research 

outcome to develop 

further educational 

innovation 

 

 Having a 

department that 

is specifically 

responsible for 

innovation will 

help to increase 

efficiency in 

development of 

Innovations 



 
2
0
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational Structure Organizational 

Culture 

Organizational Learning Research and 

Development 

Other Factors 

Wat Suthat 

School 

 

Essential: 

 It should be small size and 

simple to increase closeness 

among the personnel 

resulting in rapid 

communication/decision 

making with higher 

efficiency, e.g., decisions on 

innovation development can 

be rapidly made as the 

school can easily call for an 

unofficial meeting for 

discussion 

 

Essential: 

it helps personnel 

to work as a team 

and the culture of 

creating new 

concepts or new 

approaches by 

school’s personnel 

will help the 

school to keep 

developing on 

innovation 

 

Essential: 

it helps personnel to 

increase their knowledge. 

The school has 

continuously promoted 

knowledge sharing and that 

leads to an increasing of 

knowledge among 

personnel and eventually 

leads to innovation awards 

granted by the Teacher 

Council of Thailand  

 

Essential: 

The personnel is 

promoted to 

conduct research 

in the classroom in 

order to develop 

new educational 

methods that can 

increase quality of 

education 

 

 Structure of 

state agency that 

controls the 

school is 

important as 

well. Because 

decisions are 

occasionally 

made by the 

state agency that 

controls the 

school 
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational Structure Organizational 

Culture 

Organizational 

Learning 

Research and 

Development 

Other 

Factors 

Sathya Sai 

School 

 

Essential: 

The school has a 

participative management 

structure. With this 

structure, decisions will be 

made by all departments and 

the authority will be 

decentralized. Moreover, 

communication between 

administrator and personnel 

is rapid. 

 

Essential: 

Culture represents 

resembling belief 

among personnel and 

makes them comply 

with that kind of belief. 

The school personnel 

believe that the 

innovation is good and 

developing new 

innovation will result in 

higher quality,  

 

Essential: 

Knowledge sharing 

between personnel helps 

to increase their 

knowledge and working 

experience, which result 

in the achievement of 

innovation development 

 

Essential: 

Research and 

Development is 

important. All 

school projects 

awarded for the 

innovation are 

continually 

developed from 

school research  

- 
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational Structure Organizational 

Culture 

Organizational 

Learning 

Research and 

Development 

Other 

Factors 

Ban Muang 

Sam Pi 

School 

 

Essential: 

The school has a 

decentralized structure and 

reduces impediments to the 

efficiency of work. 

Communication between 

administrator and personnel 

is important and needs to be 

rapid and always available. 

It helps the work to be 

accomplished as planned  

 

Essential: Especially 

the culture that 

focuses on the 

stakeholders’ 

interests will inspire 

personnel to develop 

new innovation in 

response to the 

maximum 

satisfaction from 

guardians, students, 

and community. 

 

Essential: 

When personnel 

knowledge is 

continuously increased, 

the school’s knowledge 

will be increased 

including the increasing 

of innovation 

development . 

 

 

Essential: 

The achievements 

gained from 

innovation 

development 

resulted from the 

research study 

conducted in the 

classroom by  

 

-Quality 

assurance 

system 

facilitates 

school 

innovation 

development 
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational Structure Organizational 

Culture 

Organizational 

Learning 

Research and 

Development 

Other 

Factors 

Ban Huai 

Hea School 

 

Essential: 

 It should be flexible and 

adjustable according to the 

conditions, time, and 

obstacles. The structure 

should be small and simple 

with rapid communication 

 

Essential: 

Especially the belief 

that new things 

should be 

continuously 

developed will 

encourage teachers 

to create new 

innovation. 

 

Not Essential: 

Organizational Learning 

is not important. 

Because the responsible 

person developing the 

school innovation used 

his own knowledge and 

experiences to develop 

innovation rather than 

team’s knowledge 

 

Essential: 

Research and 

Development is an 

initial step of 

innovation 

development 

- 
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational 

Structure 

Organizational Culture Organizational Learning Research and 

Development 

Other 

Factors 

Anuban 

Ban Mor 

(Pattanarat) 

School 

 

Essential: 

The Decentralized 

Structure will facilitate 

decentralization and 

clear responsibility of 

each department. This 

will inspire the school 

personnel to keep 

developing and have 

more responsibilities in 

their work. 

 

Essential: 

School culture is defined 

as belief among the 

personnel and make 

them to perform their 

work with the same 

direction. The success of 

school innovation 

resulted from the belief 

that the school shall keep 

developing the 

educational model with 

quality. 

 

Not Essential: 

Organizational Learning is 

not important. In school, 

the knowledge used in 

innovation development 

was not clearly 

demonstrated/shared/transf

erred from generation to 

generation. The school 

innovation development is 

accomplished because of 

the enthusiasm and 

intention of the person who 

develops the innovation. 

 

Essential: 

Research and 

Development is 

important for the 

school innovation 

developer. Because it 

helps school personnel 

to gain more 

knowledge. And the 

school’s innovation has 

been continuously 

developed from 

previous classroom 

research. 

- 



 
2
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Table 5.2  (Continued) 

 

School 

Transformational Competency 

Organizational 

Structure 

Organizational 

Culture 

Organizational Learning Research and 

Development 

Other 

Factors 

La Salle 

Chotiravi 

Nakhonsaw

an School 

 

Essential: 

When the delegation of 

responsibility is effective 

and autonomy is granted, 

it allows personnel to 

perform their work 

independently resulting in 

effective operations. The 

problems will be quickly 

solved and the innovation 

development will be able 

to respond to the need of 

the school environment. 

 

Essential: 

The culture whereby 

personnel care about the 

satisfaction from 

community guardians 

and students, makes 

them perform their work 

in order to build a good 

reputation for the school 

and also makes them 

keep developing their 

work. 

 

Essential: 

When school arranges 

essential training courses 

and promotes knowledge 

sharing, the increment of 

knowledge in both in 

school and personnel 

happens. And This causes 

benefit to the educational 

innovation development 

 

Essential: 

Research and 

Development is 

important as it is a 

learning process that 

benefits the school 

innovation 

development. 

- 

 



 
2
0
6

 

Table 5.3  Summarized Opinion Toward The Essential of Organizational Resources on Innovation Competency 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Patai Udom 

Suksa School 

 

Essential: 

There are many 

innovation projects 

developed and these 

are fully supported 

by the school budget, 

e.g., consumables, 

computers, and 

locations used in the 

innovation 

development 

 

Essential: 

There are several 

elements required for 

innovation 

development, e.g., 

meeting rooms, 

computers, internet, 

and educational 

technology that 

improve innovation 

competency 

 

Essential: 

Quality Human Resource 

is the most important 

element. Because the 

success of school 

innovation will be created 

and developed by 

personnel with 

knowledge and 

competency, who 

seriously devotes 

themselves to the 

teaching and learning 

process. 

 

Organization’s 

knowledge is 

important. Because the 

school’s knowledge is 

derived from previous 

classroom research and 

most of the school 

innovations are 

developed from 

previous school’s 

knowledge. 

- 
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Wat Suthat 

School 

 

Not Essential: 

The school won an 

award for innovation 

due to the ability to 

use available 

resources as much as 

necessary in the 

innovation 

development, 

therefore the budget 

is the least necessary 

element. 

 

 

Not Essential: 

The school owns a 

small area, but still was 

able to win an award of 

innovation. Some 

equipment and 

technology may be 

required for innovation 

development, but it is 

not completely 

necessary. 

 

Essential: 

To win an award for 

innovation, the school 

is required to have the 

personnel with 

knowledge, 

competency, and 

effort on educational 

development. 

 

Essential: 

The school’s 

knowledge is derived 

from the knowledge 

and experiences of 

teachers and that 

crucially impacts on the 

success of innovation 

development. 

- 
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Sathya Sai 

School 

 

Not Essential: 

Due to school 

innovation is the 

educational 

innovation that 

emphasizes the 

concept of novel 

educational process, 

therefore the budget 

required for the 

development is not 

great. 

 

Essential: 

The projects of school 

innovation require a 

large area to develop, 

e.g., the project of 

alternative energy 

which required a large 

area in school. 

 

Essential: 

To win an award for 

innovation, the school 

is required to have 

personnel with 

knowledge, 

competency, and 

effort 

 

Essential: 

Because the school 

innovations resulted 

from previous 

successful classroom 

researches, the school 

can continue 

developing innovations 

from those successful 

classroom researches 

- 
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Ban Muang 

Sam Pi 

School 

 

Not Essential: 

The school did not 

use much budget due 

to it being limited. 

Moreover, the 

innovation 

development 

normally requires 

other resources, e.g., 

knowledge, therefore 

the budget is not 

great. 

 

Not Essential: 

Most of the school 

innovations were 

developed by using the 

personnel knowledge 

rather than educational 

technology 

 

Essential: 

The personnel that is 

dedicated to his/her 

teaching duty and 

improving their 

knowledge are integral 

to the achievement of 

innovation 

development 

 

Essential: 

The school knowledge 

is derived from the 

knowledge and 

experiences of 

personnel and that 

crucially impacts on the 

success of innovation 

development. 

- 

 

 

 



 
2
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Ban Huai Hea 

School 

 

Not Essential: 

Financial resources 

are not important as 

the school used low 

budget to develop 

innovation 

 

Not Essential: 

Due to a limitation of 

locations and 

technology used to 

support the school 

innovation 

development, therefore 

it did not impact on the 

development of 

innovation. 

 

Essential: 

Because the school 

innovation that won an 

award was developed 

and led by personnel 

with knowledge and 

competency 

 

Not Essential: 

Organization’s 

knowledge is not 

important. The school 

has no system to 

transfer and share 

knowledge of 

innovation 

development among 

the personnel 

- 
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other Factors 

Anuban Ban 

Mor 

(Pattanarat) 

School 

 

Essential: 

The school was 

supported for the 

budget of 40,000 

Baht for developing 

the innovation. The 

school innovation 

was the invention of 

a mechanic branch 

trimmer, therefore 

the development was 

dependent on large 

budget. 

 

Essential: 

Although, there is no 

appropriate equipment 

and locations available 

for innovation 

development, but the 

person responsible for 

the development has 

used the guardian’s 

factory and garage to 

develop school 

innovation. Finally, the 

school innovation won 

an award. 

 

Essential: 

To achieve success on 

innovation 

development, the 

school is required to 

have personnel with 

knowledge, 

competency, and 

creativity 

 

Essential: 

Because new 

innovation is 

continuously 

developed/modified 

from previous 

innovation using prior 

knowledge. 

- 
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Table 5.3  (Continued) 

 

School 

Organizational Resources 

Financial Resources Physical Resource Quality Human 

Resource 

Organization’s 

knowledge 

Other 

Factors 

La Salle 

Chotiravi 

Nakhonsawan 

School 

 

Not Essential: 

Budget is not 

important as the 

school modified/used 

recycled materials, 

e.g. Plastic bottles, 

papers, to develop 

innovation 

 

Not Essential: 

Due to the school innovation 

won an award is the 

educational innovation that 

emphasizes concepts or 

teaching processes, therefore 

not much technology 

equipment is required for the 

development  Most of the 

personnel used their skill to 

modify recycled materials 

required for innovation 

development 

 

Essential: 

The school is required 

to have personnel with 

knowledge, 

competency, 

commitment, 

creativity, and teacher 

ethics to  achieve 

success on innovation 

development 

 

Essential: 

Because the innovation 

won an award from the 

Teachers Council of 

Thailand developed 

from previous 

knowledge 

- 
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Table 5.4  Summarized Opinion Toward The Essential of Organizational Environment on Innovation Competency 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Patai Udom 

Suksa School 

 

Not Essential: 

Government support is not 

important. In the past, the 

school received government 

support at a very low level or 

none for the innovation 

development  

 

Essential: 

As the future change is difficult 

to predict, e.g., competency in 

English language is required for 

AEC, so if the school can 

develop better educational 

innovation with English, it will 

increase popularity among 

guardians. Therefore Patai 

Udom Suksa School continues 

developing on several aspects in 

order to cope with changes that 

may occur in the future. 

 

Essential: 

Private school shall consider 

the competition. However, 

most educational institutes 

focus more on the competing 

of educational quality rather 

than business 

 

 Cooperation network 

from the external 

institute  
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Table 5.4  (Continued) 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Wat Suthat 

School 

 

Essential: 

The school received support 

from the original affiliation 

which is the Bangkok 

Metropolitan District Office 

for the allowance to use the 

traffic island to develop the 

school innovation. 

 

Not Essential: 

The future changes in different 

aspects, e.g., technology or 

social requirement has no 

impact on the decision of 

innovation development 

 

Not Essential: 

Competing for high 

enrollment is less important 

than the developing of 

educational quality and it has 

no impact on innovation 

development 

 

 Cooperation network 

between the external 

institute and school 
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Table 5.4  (Continued) 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Sathya Sai 

School 

 

Not Essential: 

The government takes no role 

in promoting and supporting 

the school innovation 

development 

 

Essential: 

The school innovation is 

developed based on the 

prediction of future 

environmental changes and the 

school needs to be ready for 

this, e.g., increase of electricity 

usage. Therefore the school has 

developed educational 

innovation to teach students on 

how to save energy and use 

alternatives in order to reduce 

the school expenses. 

 

 

Not Essential: 

School innovation was 

developed for the purpose of 

educational quality 

improvement, but not for the 

purpose of competing in the 

number of student 

admissions 

 

 Knowledge support 

from the external 

institute 
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Table 5.4  (Continued) 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Ban Muang 

Sam Pi 

School 

 

Not Essential: 

The government did not 

support the school innovation 

development, but promoted 

through the contest of 

innovation that considered 

not the important factor for 

the school innovation 

development 

 

Not Essential: 

The changes on needs outside 

school (e.g. technology change, 

policy, and social requirements) 

have no impact on the decision 

of school innovation 

development. 

 

Essential: 

The school attempts to 

satisfy the guardians by 

demonstrating how school 

innovation is developed. 

Therefore, the school 

continues developing 

innovation and submits it 

into the contest for the 

school reputation 

 

- 
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Table 5.4  (Continued) 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Ban Huai 

Hea School 

 

Not Essential: 

The school is usually 

supported by the government 

with general expenses 

required for operating the 

school. However, the it does 

not receive any support on 

the innovation development. 

The school shows the 

competency to develop 

innovation based on their 

own resources.  

 

Not Essential: 

 The changes in government 

policy, social requirements, and 

new educational technology 

have no impact on the school 

innovation development 

 

Essential: 

Competition is important. 

Because the school aims to 

develop innovation in 

education in order to be 

acknowledged by the 

community. And that the 

school will be considered as 

the first choice when 

guardians make the decision 

on sending their children to 

study in school. 

 

- 
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Table 5.4  (Continued) 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

Anuban Ban 

Mor 

(Pattanarat) 

School 

 

Essential: 

The school received a budget 

supported by the government 

to pay for the general 

expenses required for school 

development, so that school 

allocated parts of that budget 

for innovation development . 

 

Not Essential: 

The school keeps developing on 

the educational innovation that 

resulted from project based 

education in order to improve 

educational quality rather than 

to respond to social change. 

 

Essential: 

The guardians have a number 

of choices to be considered 

for sending their children to 

school. Therefore, the school 

needs to keep developing the 

educational innovation in 

order to be acknowledged by 

the community and 

guardians. 

 

 Help and support from 

guardians. 
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Table 5.4  (Continued) 

 

School 
Organizational Environment 

Government Support Environmental Uncertainty Competition Other Factors 

La Salle 

Chotiravi 

Nakhonsawa

n School 

 

Not Essential: 

 The government did not 

support or impact on the 

achievement of school 

innovation development. 

 

Essential: 

Because the social requirement 

(e.g. government policy) and 

new alternations are changing 

all the time, therefore the school 

needs to keep developing on 

innovation in order to respond 

to the social changes. 

 

Essential: 

The guardians and 

community satisfaction is 

crucially important to the 

school. The school promotes 

personnel to develop 

educational innovation in 

order to provide high quality 

of education and to be 

acknowledged by the 

guardians. 

 

- 
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5.2  Characteristics of Factors that Affect Innovation Competency 

 

According to the data that were collected from documents and interviews in 

this study for their opinions, The characteristics of factors that facilitate innovation 

competency as shown in the table above are summarized as follows: 

 

5.2.1 Characteristics of Transformational Leadership that Affect 

Innovation Competency (From the Interviews of Participating 

Schools that Won an Award for Innovation) 

The innovation director of Patai Udom Suksa School said that the school chief 

executive officer is the president of the executive board who has a good vision and 

foresees the importance of development that can impact on student quality. The 

school chief executive officer has continuously supported the school innovation 

development with the aim to improve the clarity of educational quality. A new 

department was specifically established and a director was appointed to take 

responsibility for innovation development. The chief executive officer trusted and 

gave freedom to the school director and department directors through the efficient 

coordinating strategy, e.g., frequent monthly meetings and teamwork promoting 

among employees. The School Executive did not use the strategy to dictate and 

control operations, but to motivate their staff to perform their work toward the goal as 

expected. 

The director of Wat Suthat School said that the school used a participation-

based strategy to decide and designate the direction of school operations. The school 

director listens to all the opinions given by each department with democratic 

judgment and did not use their authority to dictate the operation. The school director 

clearly assigned responsibility and gave some freedom to their staff to achieve the 

goal as expected. Advice will be promptly given by the director if needed. The 

director has good vision to initiate and push all the school work toward the expected 

goals. The staff were assigned their work based on the principle of decentralization 

and good governance.  

The director of Sathya Sai said that the school has been efficiently led by Dr 

Art-ong Jumsai Na Ayudhya who is a respected leader. He gave his advice to 
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encourage the employees to perform their work in accordance with the school 

philosophy that emphasizes the virtue and goodness of students. The school executive 

did not use the strategy to dictate and control their operations but to build motivation 

and encourage their personnel to perform their work with full effort. 

 The personnel have freedom to perform their work and were promoted to 

develop their performance in order to improve their instruction. They were also 

promoted to develop innovation and submit it in the contest arranged by the Teachers 

Council of Thailand. The school innovation was developed based on the principle of 

teamwork and all teachers participated in innovation developing including the 

processes of thinking and decision making. Therefore, the achievement of innovation 

development derived from good teamwork together with everyone’s cooperation 

within school.  

The director of Ban Muang Sam Pi School said that the executive shall be able 

to motivate their workforce to perform their duties with commitment and full effort. 

The school executive is sometimes required to initiate and propose new ideas in order 

to encourage their personnel to participate and express opinions on finding the 

appropriate strategy used in school operations. The school executive is occasionally 

required to clearly assign responsibility to individual teachers in each academic year 

and inform all personnel about the aims that the school designated in order to clearly 

design a roadmap of operation as a guidance for staff to perform their duty toward the 

school’s goals and mission. 

The acting director of Ban Huai Hea School said that the personnel have 

freedom to perform their assigned work with full effort. They worked as a team and 

supported each other. At the time of interview, the school had an acting director who 

has been working in school for 8 years. Working with the acting director, sounded 

like working with a friend rather than working in a superior-subordinate relationship. 

The personnel worked based on discussion and cooperation by having two 

professional teachers (acting director and the teacher who is responsible for 

innovation development) as the advisors. The employees were able to perform their 

work with good quality without the need of a tracking and controlling system.  

Director of Anuban Ban Mor (Pattanarat) School said that the role of director 

on innovation development is the person who pushes forward/encourages/supports 
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staff to participate in innovation development. The school administrator is the person 

who initiates new developments, (e.g., memorandum of cooperation with Thepsatri 

Rajabhat University) and gives freedom to their personnel, encourages them to work 

rather than to dictate.  

The director of La Salle Chotiravi Nakhonsawan School said that the school 

management differs from the other seven schools. The school has a chief executive 

officer or the authorized person as the school rector who was certified for a license 

who is the senior. At the same time, La Salle Chotiravi Nakhonsawan School also has 

a school director appointed from an experienced teacher. The school director was 

authorized to run the school according to the rules designated by the Ministry of 

Education together with approval from the school rector. The school director clearly 

designated the mission and gave freedom to the subordinates for working 

independently. The school director operates the school based on good governance, 

emphasizing team work, and supporting/reinforcing the personnel to perform their 

work in order to achieve the goals as expected. 

In conclusion, characteristics of transformational leadership that facilitate 

innovation competency (from interviews of participating schools that won an award 

of innovation) are summarized as follows  

 The school administrator or school leader shall be the person who has the 

following characteristics: They can initiate new development or search for new 

strategies for sustainable improvement of school quality; clearly design a concrete 

plan of innovation development; encourage personnel to perform their work in order 

to self-achieve the goals as expected; designate goals for personnel without dictation 

and intimate observation; trust and give freedom to their staff to perform their 

assigned work. 

 

5.2.2  Characteristics of Top Management Support that Facilitate 

Innovation Competency (From Interviews of Participating Schools 

that Won an Award of Innovation) 

 The innovation director of Patai Udom Suksa School said that the school 

supported sufficient resources required for the innovation development. The 

innovation department was established under the supervision of innovation director 
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including providing sufficient resources required for all the projects on innovation 

development. The personnel have freedom to express their strategy or opinion. Many 

meetings were frequently arranged by the school, therefore the personnel can easily 

meet their superior and that resulted in rapid communication. 

 The director of Wat Suthat School said that the school provided their 

personnel with sufficient time and resources to develop innovation. Brainstorming 

meetings were arranged in order to hear more opinion. The school director regularly 

gives advice and supports their team who take responsibility to develop innovation.  

 The director of Sathya Sai School said that they provided their personnel with 

sufficient resources and time required for innovation development. In addition, the 

school also provided staff with accommodation to stay after school hours and leisure 

time, so that personnel have an enough time for developing innovation. Those who 

take responsibility to develop innovation can always ask their school administrator for 

advice because the school administrator is also part of the innovation development 

team. Staff have freedom to express their opinion and new strategy either in the 

meeting or directly to the school administrator that could benefit school’s work.  

 Director of Ban Muang Sam Pi School said that the school normally arranges 

meetings to designate the annual roadmap. The meeting aims to obtain brainstorming 

opinions from all departments in order to designate the direction of the school 

operation plan, including innovation development. The school administrator will 

promptly give their advice to staff if required. As the school is not big, the personnel 

easily take/seek advice from each other while working. The employees and school 

director work closely and staff can always ask for advice. The personnel were given 

insufficient time to develop innovation due to lacking personnel however they were 

allowed to use their after school time and stay after school to develop innovation. The 

school provided their personnel with sufficient resources required for innovation 

development until the achievement is met.  

 The acting Director of Ban Huai Hea School said that it is small in having 

only 6 staff and having the acting director acting like a director. The school provided 

teachers who take responsibility to develop innovation with sufficient resources. The 

teachers who develop innovation have the longest working experience in this school, 

therefore the innovation developed is successfully based on this teacher knowledge 

and effort.  
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 The director of Anuban Ban Mor (Pattanarat) School said that they promoted 

and supported their employees to express their new strategy in order to develop 

innovation toward achievement. The school provided sufficient time for their staff, 

who took responsibility to develop innovation.  

 The director of La Salle Chotiravi Nakhonsawan School said that the 

management section, which accounted from the rector through other management 

teams, e.g., academic management, fully supported time and resources required for 

innovation development. The personnel who took responsibility to develop innovation 

can always ask for advice to solve problems/obstructions related to their work.  

 In conclusion, the characteristics of top management support that facilitate 

innovation competency (from interviews of participated schools that won for the 

award of innovation) are summarized as follows: 

 The management shall support sufficient resources for innovation 

development. The management section shall regularly give advice to their staff who 

take responsibility to develop innovation and give them the opportunity to express 

their new strategy or new innovation. The administrative section should employ the 

strategy of participative management and give freedom to their personnel to 

participate in decision making in order to designate the direction of innovation 

development or other development together.  

 

5.2.3 Characteristics of Innovation Strategy that Facilitate Innovation 

Competency (From Interviews of Participating Schools that Won 

an Award for Innovation) 

The innovation director of Patai Udom Suksa School said that the school had 

many plans/projects of innovation development according to the strategic plan 

designated by the school. These school strategic plans specifically indicate innovation 

development. Moreover, the school also had other strategic plans that successfully 

facilitate innovation development, e.g., a project of personnel development, research 

projects (e.g. the learning process of “Patai Triple I”), and a project of “cross-

examination based learning process and compoundable based on the evidence”, etc. In 

addition, the teachers had to do classroom research and that directly facilitates 

innovation development and student’s academic achievement. And whenever the 
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school achieves in developing innovation, students are recognized as the most 

important stakeholder who will gain the most benefit from self-developing 

innovations by the school.  

 The director of Wat Suthat School said that the school has emphasized 

development of several aspects, especially the teaching and learning process. The 

school attempted to prove that the school has competency by creating acknowledged 

work. By this reason, many school activities were submitted in the contest including 

the work on innovation development for proving that the school is excellent in 

education provision. The school always conduct staff meetings in order to inform 

about the designated aim of development on many aspects through the school 

missions and strategies, which eventually become the roadmap for developing 

innovation. 

The director of Sathya Sai School said that the school has a policy to support 

staff to conduct research and develop new approaches to the teaching and learning 

process. Staff were informed about the innovations that are required to be developed, 

but there was no clarification of plans or strategy for the innovation development. 

However, the school has the strategies that facilitate innovation creation such as a 

strategic plan on resource development, e.g., personnel development, research 

conducted by the staff to improve knowledge. The school has specifically set the 

budget for quality improvement. The school has emphasized the quality of students 

rather than the number of students and that conforms to the school aim and mission. 

The school cares about the consequence of school management on stakeholders, 

especially satisfaction from all stakeholders. Therefore the school has to keep 

developing and improving on many aspects including innovation development.  

The director of Ban Muang Sam Pi School said that they attempted to improve 

sustainable quality of education. Plans of innovation development was designated by 

informing personnel through meetings, but the school innovation strategy was not 

clearly specified in documents. The budget used to support school projects was 

systematically allocated. The personnel who take responsibility for the activity/project 

is the person who will request for the budget through the application for the project 

approval prior to the first semester of each year. The school has a strategic plan that 

emphasizes improving quality of students according to the National Education 
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Standards. The school has designated a strategy that emphasizes community 

participation through school activities. However, the school has not clearly designated 

strategy on recruiting as many students as possible.  

The acting director of Ban Huai Hea School said that the school innovation 

awarded by the Teachers Council of Thailand was initially created by the teacher who 

took responsibility for school innovation development. The school has not directly 

designated the strategy for innovation development. However, innovations were 

developed based on the individual teacher’s commitment toward educational quality. 

The director of Anuban Ban Mor (Pattanarat) School said that the school has a 

policy to develop new teaching approaches or innovation in the teaching and learning 

process. The school has designed a plan to allocate resources used for innovation 

development. There was no command to dictate staff to do classroom research, but 

they acknowledged that classroom research is required as it is one of the quality 

indicators according to the National Education Standards. The school has emphasized 

the importance of stakeholders, e.g., guardians, students, and the community. The 

school aims to develop student quality according to the requirements of the Ministry 

of Education. School innovation development has an impact on the number of 

students who applied for the school admission. However, the school has no emphasis 

on the importance of student numbers that applied for school admission, but instead, 

the quality of teaching and learning process. 

The director of La Salle Chotiravi Nakhonsawan School said that they has 

many plans and projects that contribute to the education quality and new strategy to 

improve the school on many aspects, e.g., the project of pre-school and basic 

education teacher development, curriculum development, improvement of all learning 

areas in order to develop important learning capabilities, learning achievement 

projects, academic excellence promotion projects, and other new innovations (e.g. 

reading promotion project using new procedure and method. There was also the 

project of teacher quality development according to the education reform that 

encourages the teacher to improve the use of instruction media/innovation.  

 In conclusion, the characteristics of innovation strategy that facilitate 

innovation competency analyzed from interviews of schools that won an award for 

innovation are summarized as follows: 
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 Schools shall create strategies that promote new development approaches or 

new methods for school’s duties, e.g., research to improve student quality and school 

of instruction in media development, etc. The school shall have plans/projects that 

promote and emphasize improving student quality in order to create satisfaction 

among those involved in school’s education provision. In other words, schools shall 

have a customer-oriented strategy that will cause all school’s departments to 

emphasize improving their work toward achievement according to the school strategy.  

 

5.2.4 Characteristics of Human Resource Management that Facilitate 

Innovation Competency (From Interviews of Participating Schools 

that Won an Award for Innovation) 

Innovation director of Patai Udom Suksa School offered an opinion toward 

school’s human resource management. 

For employee acquisition, the school recruited the person according to the 

knowledge required for the position. An examination and interview were required in 

order to make sure that school gets qualified personnel. The school has emphasized 

the importance of recruiting someone who has the qualifications that fit with the 

school mission and goals.  

For the appraisal, the criteria used to appraise employee performance is 

correlated to achievement in innovation, e.g., the outstanding development of one 

work or innovation. Rewards given to those who have outstanding work will be 

clearly specified, e.g., Patai Award. The appraisal is accountable and transparent 

because one of the appraisers will be an outsider who has no bias.  

For rewards, the school has given a bonus for the employee who has 

outstanding work including one involved in innovation development. The award 

included the Patai Quality Award, good teacher with Media Award, etc.  

For training and development, the school has frequently provided training 

(e.g., innovation training before the semester began and the annual training course 

given by experts or professionals from outside the school). Therefore, the training has 

covered all aspects for all employee levels. The school supported professional 

progress, e.g., supported staff for having higher education, etc. 
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The director of Wat Suthat School said that the school sees the importance of 

personnel development, therefore the school supported teachers to receive training as 

appropriate. The school has selected staff with appropriate qualifications to take 

responsibility on the research and innovation development. All personnel recognize 

that innovation work is one of the criteria that will impact on the annual performance 

appraisal. Because Wat Suthat is under the Bangkok Metropolitan Administration, 

therefore the process of recruiting employees will be conducted by the original 

affiliation through examination. The school will inform the original affiliation about 

the workforce needed and also positions required. Therefore, the school will have 

people with the appropriate qualifications required for the position. 

The director of Sathya Sai School offered an opinion about the school’s 

human resource management that, for employee acquisition, the school has tools to 

efficiently recruit staff. The process of personnel recruitment will take three days to 

give the opportunity for the candidates to hear about the school educational policy. 

The candidate will have a chance to display their skills in a real work situation on the 

second day. For the last day, the candidate will be observed by the school 

administrator. Then, the school administrator will select the successful candidate 

based on ability and at the same time, school administrator will observe if students 

feel happy with that candidate or not, if so, that candidate is qualified for the 

selection. With this selection method, the school will have personnel with the 

appropriate qualifications according to the school goals and mission.  

For performance appraisal, the school has a clear criteria that will be used to 

appraise the staff. All employees acknowledge all criteria used in performance 

appraisal prior to the appraisal. A reward for excellent performance will be given to 

staff in the form of compliments and encouragement. The appraisal is accountable and 

transparent.  

For rewards, those who perform their work on innovation will be praised and 

encouraged by the chief executive Dr Art-ong Jumsai Na Ayudhya. The school 

employs this strategy to inspire and appreciate everyone’s’ work, although the work 

cannot be accomplished.  

Training and development is planned by an unofficial survey on staff 

requirements. Moreover, the school has established an advisory system to guide on 
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self-development, e.g., a demonstration on instruction in order to advise personnel on 

the appropriate way of instruction with quality and sustainability.  

The school director of Ban Muang Sam Pi School offered an opinion toward 

the school’s human resource management that, 

 For employee acquisition, it is a government school, therefore personnel 

recruitment will proceeded through examinations conducted by original affiliation 

which is the Office of the Basic Education Commission (Sor Por Thor). With this 

process, the school will be able to recruit employees who have the qualifications 

required for the position according to the school goals. The school has to designate 

and inform the original affiliation for the number of employees and positions required 

in order to recruit the qualified personnel that fit the school’s work. 

For performance appraisal, all staff readily acknowledge all criteria used in 

performance appraisal designated by the original affiliation. Regarding the submission 

of work to request for promotion or academic standing promotion, it is an important 

part of performance appraisal. Those who display outstanding ability can present their 

work in the performance appraisal, including innovation work. The appraisal will be 

conducted based on the committee consideration being used by all the government 

schools in the country, therefore the appraisal is accountable and transparent.  

For rewards, the recompense for the teachers working in government schools 

is given in the form of salary increments and academic standing promotion. Praise is 

also counted as a reward. Work on innovation development can be submitted to 

request for academic standing promotion and certification. 

For training and development ,the school supported staff to receive training 

arranged by the original affiliation. There are surveys of training requirements from 

the schools within the educational service area, therefore the training will cover all the 

personnel knowledge levels and requirements.  

 Acting director of Ban Huai Hea School offered an opinion regarding the 

school’s human resource management that; 

 For employee acquisition, the school will recruit employees based on the 

selection tool designed by the original affiliation and the Office of the Basic 

Education Commission through a process of examination. For temporary employed 

personnel, the decision will be made by the school based on the qualification required 
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for the position. The school foresees the importance of recruitment in order to get 

qualified personnel. However, the school is located in a remote area so that the 

number of candidates applying for jobs will be based on the interest of applicants. 

This becomes difficult for the school to recruit qualified teachers to fill the vacant 

positions. 

For performance appraisal, the school did not have a performance appraisal 

system associated with innovation achievement. However, as the institute is a 

government school the school personnel who achieved in innovation could also 

request for performance appraisal based on the submission of work to request 

academic standing promotion or position promotion from the original affiliation. All 

staff readily acknowledged all criteria used in performance appraisal. Outstanding 

work on innovation development can be submitted to request for promotion as well. 

The appraisal will be conducted based on the same criteria being used by all the 

government schools in the country and the appraiser will be the person who does not 

receive any interest from the teacher who submitted the work for appraising, therefore 

the appraisal is accountable and transparent.  

For rewards, staff can submit their outstanding work to request a salary 

increment and academic standing promotion. Outstanding work on innovation can be 

submitted to request promotion as well, but there are no specific grades for the 

innovation work in the criteria of performance appraisal system of the original 

affiliation.  

For training and development, the school supported staff to receive training 

arranged by a variety of organizations. Because the school is located far from the 

community, there are not many courses conveniently available. There is no system to 

transfer the knowledge gained from the training to other personnel within school. 

Employees can share their knowledge when they talk to each other. 

 The director of Anuban Ban Mor (Pattanarat) School offered an opinion 

toward the school’s human resource management that, for employee acquisition, the 

school is operated under the responsibility of Saraburi Primary Educational Service 

Area Office 1. The school human resource is supported by the Primary Educational 

Service Area Office 1 and the school cannot directly recruit personnel. The school has 
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to designate and inform Primary Educational Service Area Office 1 for the number of 

employees and responsibility required. Then the Office of the Basic Education 

Commission (SorPorThor) will take responsibility to arrange the examinations for the 

selection of qualified personnel to work in the affiliated schools within the country. 

Therefore, the school employees are acquired by using a highly efficient tool in order 

to get the qualified personnel required for the position.  

For performance appraisal, the school director will appraise the performance 

of personnel and the Educational Service Area Office will appraise the school 

director. The indicators used to appraise the performance are clearly designated and 

accountable. The rewards given after the appraisal are also specified. Innovation work 

is counted as the performance of the appraisee and can be submitted in the appraisal.  

For rewards, the incentive for the personnel working in government schools 

will be given in the form of position promotion, salary increment, and academic 

standing promotion. Outstanding work including work on innovation development 

can be submitted to request promotion. The school has not given any reward for the 

work on innovation development. 

With regards training and development, the school and most of the training 

courses were arranged by the original affiliation. The school has not planned to 

arrange training for the teachers on innovation development and there is no survey for 

their training requirements. However, the school always support staff to access 

training arranged by the Educational Service Area and also the “free of charge – 

training” arranged by other organizations. 

 The director of La Salle Chotiravi Nakhonsawan School offered an opinion 

regarding the school’s human resource management in that the school foresees the 

importance of personnel competency development by giving employees support with 

the training. The school teachers can frequently receive the training that is required 

for the position. The school set a scheme to reward personnel in order to inspire them 

to perform their work with full determination. The reward is given to those who 

display excellent performance in the form of compliments, certificates, and 

compensation. The reward scheme is accountable and transparent. All staff 

acknowledge all criteria used in performance appraisal prior to receiving the 

appraisal, therefore the staff can efficiently perform their work according to the 
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criteria. The school foresees the importance of recruitment in order to get the qualified 

people required for the position. The school conducted a process of recruitment which 

differs from the government school where the personnel  are acquired through the 

central office or original affiliation.  

In conclusion, characteristics of human resource management practices that 

facilitate innovation competency analyzed from interviews of participating schools 

that won an award for innovation are summarized as follows: 

 Employee Acquisition: The school shall recruit qualified personnel who can 

work toward the school goals and mission by using efficient tools in the selection 

process. Most of the participating institutes are government schools that use an 

efficient tool designed by the original affiliation (e.g. Office of the Basic Education 

Commission, etc.) to select qualified personnel.  

 Performance Appraisal: The school shall appraise employee performance from 

their outstanding work. The work on innovation can be submitted as part of their 

outstanding work in the appraisal as well. The appraisal shall be accountable and 

transparent. All personnel shall be clearly informed about the criteria and methods 

used in performance appraisal, therefore the staff can perform their work correctly 

and respond to the school goals as expected. Rewards given shall be specified, e.g., 

rewards given to those who have shown the performance according to the criteria as 

designated.  

 Rewards: The school shall reward staff who perform their work with 

outstanding recognition including work on innovation development. The reward shall 

be something that can inspire them to participate in the innovation development, e.g., 

compliments, salary increment, academic standing promotion on professional working 

in government schools. 

 Training and Development: The school shall regularly provide training in 

order to improve the ability to develop their work efficiency. The training and 

development shall cover all instruction and learning aspects at all employee levels. 

The personnel shall be supported to observe other outstanding work or other 

innovations developed by other organizations or schools.  
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5.2.5  Characteristics of Organizational Structure that Facilitate Innovation 

Competency (From Interviews of Participating Schools that Won 

an Award for Innovation) 

 The innovation director of Patai Udom Suksa School said that they have an 

administrative structure called “School-in-School”. With this structure, each 

department (e.g., kindergarten, primary education (Thai Program), international, and 

gifted-learning) will be organized using the same structure as the school 

administration where each level has its own principal to supervise their departments. 

These principals are decentralized to make decisions according to the extent 

designated by the school. The school is managed using a horizontal structure. Some 

school regulations can be quickly amended in accordance with circumstances. 

Because the school is private, meetings can be often arranged, resulting in quick 

communication between staff and executives. In addition, the school also has a matrix 

structure called an integrated structure with many chains of command. 

 The director of Wat Suthat School said that the school is small and has 17 

employees and 150 students. There is no complexity in the chain of command. The 

personnel can easily communicate with each other. The executive work closely with 

staff and can quickly communicate with each other. The operation is flexible and can 

be adjusted as required according to the current circumstances, resulting in more 

flexibility.  

 The director of Sathya Sai School said that the school operated with flexibility 

and can be adjusted according to the circumstance in order to increase operational 

agility. The school has a small number of personnel and is located in a large area with 

the borderline between female and male students of secondary school, resulting in a 

moderate distance between their students. Therefore, communication is impeded, but 

it is not a big problem because the current communication is more convenient as high 

technology is integrated into it. The personnel can always meet and ask for advice 

from their superior and school administrator. The school has decentralized their 

authority into departments where each department will be supervised by the head that 

has full authority to made decisions according to their responsibility as designated. 

 The director of Ban Muang Sam Pi School said that the school is not big and 

has 20 employees as maximum. Therefore the school structure is small with high 
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flexibility. The personnel can always meet each other because the distance between 

the buildings is not far. The operation is flexible and adjustable according to 

requirements. The communication within the school is speedy. The personnel can 

easily meet the school administrator. The school administrative structure is the same 

as the structure designated for general government schools where many departments 

including academic, personnel budget, and general management can make their own 

decisions independently as assigned. 

 The director of Ban Huai Hea School said that the school has an 

uncomplicated structure with a short chain of command. Practically, the school has a 

horizontal chain of command where everyone has equal authority as the school did 

not have a director a while ago. Any issue can quickly be discussed among the 

personnel as there are only six people employed by the school. The operation is very 

rapid, flexible, and adjustable according to the circumstances.  

The director of Anuban Ban Mor (Pattanarat) school said that the school has a 

medium size structure providing basic education from pre-school (Anuban) through 

primary school with 600 students and 30 teachers/officers. The staff can easily meet 

and talk to each other and they can without difficulty meet the administrator if 

required. The school management is structured based on the government arrangement 

designated by the Ministry of Education. With this structure, the school director takes 

the position of Chief Executive to assign the deputy director for each department as 

designated. Any decision making will be decentralized to each department as assigned 

according to the regulations of the original affiliation. Each department can perform 

their work with more independence. The structure can be adjusted based on 

circumstances and the authority is decentralized from the government central office. 

However, there is some operations required to be strictly perform in accordance with 

the regulations from the central office.  

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has a big sized structure with 250 employees and 4300 students. The school is 

structured into departments with a medium size vertical chain of command. The 

decisions of each department will be directly based on the executive, however each 

chain of command is not too long or too short that suits the number of staff. The 

communication between employees and the administrative section may take time, but 
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not too long. There is some decision making required to obtain approval from the 

chief executive (Rector). The authority will be decentralized to each department in 

order to perform their work as assigned with more independence. 

 In conclusion, characteristics of organizational structure that facilitate the 

innovation competency, analyzed from interviews of participating schools that won an 

award for innovation are summarized as follows: 

The school shall have an uncomplicated structure with a horizontal chain of 

command (flat structure). Internal communication shall be efficient, rapid, and 

convenient. Authority shall be clearly decentralized to each department with more 

independence on decision making. Each department shall have their authority to 

adjust their operation based on circumstances in order to perform their assigned work 

toward the achievement of goals.  

 

5.2.6 Characteristics of Research and Development that Facilitate 

Innovation Competency (From Interviews of Participating Schools 

that Won an Award for Innovation) 

 The innovation director of Patai Udom Suksa School said that the school has a 

policy to support staff wanting to do research. The school has seen a lot of research 

conducted by the school personnel. The school supported sufficient resources for 

classroom research. Once the research outcome was obtained, the teacher will apply 

the knowledge gained to improve their work. The school has conducted many 

research topics in different aspects including research in curriculum improvement, 

innovation, and the learning process. A department specifically responsible for 

innovation was established in order to support and take charge of the use of 

innovation toward efficiency.  

 The director of Wat Suthat School said that the school personnel have to 

conduct classroom research based on the problems occurring during class in order to 

find solutions and develop the tools to improve the teaching and learning process. 

School innovation research is developed from the previous research conducted by 

staff. The research achievement is derived from the participation of all personnel 

working in school.  
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 The director of Sathya Sai School said that the school continues researching 

and developing new innovations. There was no team specifically assigned for 

research. The research was conducted based on some staff proposals, problems, and 

school requirements. For example the research on the project of alternative energy 

that came from an individual. However, all personnel participated and gave their 

cooperation to conduct research as agreed in the meeting. The school applied the 

research outcome to improve the teaching and learning process. The school supported 

a sufficient budget for the research.  

 The director of Ban Muang Sam Pi School said that the school continues 

developing on the research and school operation, e.g., the school innovation that won 

an award of “one school one innovation”. All innovations were developed from 

previous research and finally submitted to the contest called “one school one 

innovation”. In each year, the school may set an adhocracy team to temporary take 

charge of the research and development and this team may be not necessary to be 

permanent for research and development for next year. This means that the school can 

change the team members for research and development as appropriate. The ratio of 

research to the number of personnel is high because all staff are required to do 

classroom research each year. The school clearly demonstrated that the innovation 

which was awarded “one school one innovation” was developed from the previous 

classroom research. The budget required for the research is not too high but sufficient 

to support the research.  

 Acting director of Ban Huai Hea School said that the school innovations were 

developed from the previous classroom researches. The school has not officially seta 

specific team to take charge of the research and development, however all teachers 

were encouraged to get involved. The ratio of research to the number of personnel is 

high. Research outcomes have been applied to systematically improve the teaching 

and learning process. The school budget is not much but sufficient for the research 

and innovation development.  

 The director of Anuban Ban Mor (Pattanarat) School said that the school has 

encouraged staff to do research on the teaching and learning process. The ratio of 

research to the number of personnel is high because all staff are required to do 

classroom research according the requirements of the Educational Standard and 
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Quality Assurance by the Office for National Education Standards and Quality 

Assessment (ONESQA). The school has not set a permanent team to take charge of 

the research and development, but a temporary team will be set up as required. The 

budget required for the research is not too high but sufficient to support the research. 

The school innovation that won the award of “one school one innovation” was 

developed from the previous classroom research. 

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has encouraged its personnel to do the research on the teaching and learning process 

each year. The research aims to improve the teaching and learning process. The 

teachers shall apply the research outcome to their problem solving occurred during the 

teaching and learning process and to improve their performance on assigned work.  

 In conclusion, characteristics of research and development that impacts on 

innovation competency analyzed from interviews of participating schools that won the 

award of innovation are summarized as follows: 

 The school shall clearly designate and inform the direction of research and 

innovation development to employees. The school shall foresee the importance of 

innovation development by encouraging and facilitating its personnel to conduct 

research in order to improve their performance on assigned work. The research policy 

shall be designated to request staff on research conducting and applying the research 

outcomes to their performance. The school shall support sufficient budget for research 

and innovation development.  

 

5.2.7 Characteristics of Organizational Learning that Facilitate Innovation 

Competency (From Interviews of Participating Schools that Won 

an Award for Innovation) 

 Innovation director of Patai Udom Suksa School said that the school personnel 

have a learning culture because they are always learning, either from the training 

arranged by school or the knowledge exchange through the integrated learning 

strategy. For example, the mathematics group often arrange the meeting to exchange 

knowledge among the members and integrate this into lessons for the teaching and 

learning process. In addition, the staff also have the opportunity to exchange their 

knowledge through meetings with different departments, e.g., teachers from the 



238 

 

English department can exchange their knowledge and experience with teachers from 

the Thai language department when meetings to develop the integrative learning 

process is organized. The school has annually provided training by visiting speakers 

to increase knowledge. The school has also arranged field trips for the personnel in 

order to improve their knowledge. Those who received the training will have to 

transfer their knowledge to their colleagues and extend the knowledge into practice. 

 The director of Wat Suthat School said that they support staff to receive 

training on different aspects and encourage them to transfer their knowledge to 

colleagues through bulletins distributed to other teachers. In addition, the personnel 

who received the training are also required to disseminate the knowledge through the 

presentation board where the school personnel can read at their leisure time. The 

school keeps improving knowledge through personal experience/learning. The staff 

have exchanged their knowledge while working together, especially in working on 

innovation development. In this year, the school assigned staff are the personnel who 

contributed to the winning of a “one school one innovation” award to develop 

innovation, therefore they can transfer their knowledge to new members while 

working together. 

 The director of Sathya Sai School said that the school continues supporting 

personnel to receive training in order to improve school knowledge. Meetings among 

staff are frequently arranged resulting in experience exchange. The person who 

received the training will be encouraged to transfer their knowledge to colleagues 

while they are working together. 

 The director of Ban Muang Sam Pi School said that the school keeps 

improving their knowledge. This was evident by many awards received from many 

contests. The school achieved success in conducting educational researches and 

learning activities, therefore the school keeps improving their experience on different 

aspects, especially on innovation development. The school innovation development 

has won an award under the project of “one school one innovation” for several years. 

While submitting the school innovation for the contest, staff were given the 

opportunity to study and observe other school innovations, therefore they can apply 

their knowledge/experience gained from that observation to develop school 

innovation successfully. Moreover, the school keeps improving the knowledge by 
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encouraging staff who received the training to transfer their knowledge to colleagues 

and that leads to internal knowledge sharing.  

 Acting director of Ban Huai Hea School said that the school keeps improving 

their knowledge through classroom research and training. School innovation was 

developed based on staff knowledge and experience. Knowledge exchange has mainly 

occurred through unsystematic knowledge sharing among colleagues while working 

together. 

 The director of Anuban Ban Mor (Pattanarat) School said that the school 

occasionally support employees to receive training. Those who received the external 

training were required to transfer their knowledge to colleagues and extend the 

knowledge into practice. Knowledge exchange has mainly occurred through 

unsystematic knowledge sharing among colleagues. The school is a prototype school 

in Mathematics and English, so the school was appointed to be a Mathematics and 

English Learning Center of the Educational Service Area. As a result, the school 

regularly acquire new knowledge through the activities arranged by the center. 

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has designated a plan to turn the school into a learning society. The personnel who 

received the training or went on the field trip will have to transfer their knowledge to 

their colleagues and extend this knowledge into practice. The school keeps developing 

teaching and learning processes through the new knowledge gained from training and 

field trips. Apart from that, the school also has a policy to support school personnel to 

attend training related to their responsibilities resulting in the increment of school 

knowledge. 

 In conclusion, characteristics of organizational learning that facilitate 

innovation competency analyzed from interviews of participating schools that won an 

award for innovation are summarized as follows: 

 The school shall continue acquiring new knowledge through staff training and 

research. The school shall sufficiently support staff training. The school shall 

encourage their personnel to do research to develop new approaches or innovations in 

order to improve their student quality. The school shall arrange the activity that 

promotes staff to regularly exchange their knowledge through meetings or experience-
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exchange conferences, and shall encourage school personnel to extend the knowledge 

into practice.  

 

5.2.8 Characteristics of Organizational Culture that Facilitate Innovation 

Competency (From Interviews of Participating Schools that Won 

an Award for Innovation) 

Innovation director of Patai Udom Suksa School said that the school is 

operated based on the teamwork principle when employees are assigned to doing 

something, e.g., the cross discipline-based integrated learning where teachers from 

different disciplines have to construct and finalize an integrated learning plan 

together. The school has a culture with high flexibility and has no fixed regulations. 

The personnel have the culture to exchange their knowledge through regular 

meetings.  

Teachers are aware of the importance of stakeholders impacted by the 

education management. The school has a process to hear about guardian satisfaction 

through research and surveys in order to improve school instruction and encourage the 

personnel to realize the learner benefit and stakeholder’s satisfaction impacted by the 

instruction. The school encouraged the personnel to exchange their knowledge 

through small group meetings and subject-area meetings. The personnel can improve 

their performance with self-determination. And because the school uses an integrated-

learning approach, staff are required to create integrated-learning lessons at all times 

and that becomes the culture established among personnel to develop new approaches 

and new learning strategies.  

The director of Wat Suthat School said that the school has the culture of 

teamwork. All teachers participated and exchanged their knowledge to develop 

innovation. The school personnel are aware of the importance of the stakeholders 

(students, parents, community), therefore they perform their work with energy toward 

learner quality improvement. Employees attempted to search for new efficient 

strategies to improve their performance required for assigned work. With the attitude 

that mistakes on innovation development can be acceptable, therefore the school is 

bold enough to conduct many big projects as assigned by the original affiliation.  
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The director of Sathya Sai School said that the school personnel are excellent 

on working as a team and they work with each other without competition, but in a 

spirit of help and cooperation. The sample of excellence in teamwork was evident 

from teamwork in innovation projects that won the award on innovation development 

granted by the Teachers Council of Thailand. The staff can apply their competency 

based on current circumstances, e.g., problem solving in their class. The teacher is 

required to have quality performance to solve problems, e.g., most students did not 

understand the content that are being taught, therefore the teacher solved the problem 

by repeating the instruction once again, etc. The school personnel have a culture of 

knowledge exchange, e.g., a former teacher has given their advice to new teachers in 

order to help each other.  

Teachers performed their work with the emphasis on the learner. The teacher 

realizes their responsibility to train and teach their students which in turn contributed 

to their student progress and knowledge according to the school’s curriculum. 

Teachers performed their work with professional ethics and sacrifice, therefore the 

school’s teachers present excellent behavior in order to maintain a good school image. 

The teachers performed their work toward stakeholders’ concern and satisfaction. All 

personnel agreed that new innovations will help to improve their performance, 

therefore they continued putting forward new concepts to the school administrator. 

The school and personnel acknowledge that failure can happen during the 

development of innovation, However innovations are still developed because of the 

belief that achievement on innovation development is not so important, but the benefit 

that the student may receive using the new educational innovation is more important.  

The director of Ban Muang Sam Pi School said that the school personnel are 

excellent working as a team. The school is operated with the flexibility to adjust as 

appropriate. The employees exchanged their knowledge and experience while 

working together. They performed their work with the realization of the stakeholders’ 

interest and satisfaction. The school has a process to survey stakeholders’ satisfaction 

in order to improve the school teaching and learning process. By using innovation and 

learning media, the workforce agreed that the teaching and learning process will be 

improved. The school continues looking for new approaches as evidenced from the 

school’s support of teachers to develop new educational approaches and to submit the 
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school’s outstanding work to a contest without fear of failure. The success of 

innovation is not just in the award, but the experience on the development process and 

the new innovation that may benefit the school operation are more important.  

Acting director of Ban Huai Hea School said that the school personnel are 

excellent working as a team and they helped each other. The school operated with 

flexibility as appropriate. The personnel exchanged their knowledge and experience 

while working together, therefore the culture of knowledge exchange is generated. 

The staff performed their work with the realization of stakeholder’s satisfaction 

including guardians, students, and community. Unofficial meetings were arranged to 

discuss between staff and stakeholders to hear more opinions and suggestions in order 

to improve the teaching and learning process. The school keeps improving and 

searching for new strategies as evidenced by the awards that they regularly received 

for innovation. The school keeps developing innovation regardless of fear of failure 

because the benefit that the learner could gain from the innovation developed by the 

school is more important.  

The director of Anuban Ban Mor (Pattanarat) School said that the school 

personnel are excellent in working as a team. The school operation is flexible and 

adjustable based on the circumstances. The personnel exchanged their knowledge 

while working together in the form of unofficial discussions, therefore the culture of 

knowledge exchange is generated. Staff performed their work with full determination 

and the realization of stakeholders’ satisfaction, which is the professional ethics that 

the teacher has to follow. By using educational innovation and media, the teachers 

agreed that the teaching and learning process will be improved. 

The director of La Salle Chotiravi Nakhonsawan School said that their school 

is a learning organization. The personnel shared their knowledge through the process 

of turning knowledge to action. The school personnel are excellent in working as a 

team and help each other. All work processes in school are flexible. The employees 

love the school and are well behaved in order to maintain a good school image. The 

school continues developing new teaching approaches as evidenced by the innovation 

on reading that won an award granted from the external organization. The school also 

has the policy to encourage personnel on using the media and innovation to improve 

self-performance. Therefore staff keeps developing new approaches in order to 
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improve their performance. The personnel performed their work with full effort and 

the realization of the importance of learners and guardians, which is the professional 

ethics that the teacher has to follow. 

 The school is private with an emphasis on the importance of learner and 

guardian’s satisfaction. This is because the guardians pay for the tuition fee with the 

expectation their children will be provided with good teachers that can teach their 

children to be good citizens with intellectual achievements, so that school personnel 

and teachers perform their duties with full effort in order to provide education to 

students. 

 In conclusion, the characteristics of organizational culture that facilitate 

innovation competency analyzed from interviews of participating schools that won an 

award of innovation are summarized as follows: 

 The school personnel and teachers shall perform their work with the correct 

professional ethics to provide the most benefit to the learner and also perform their 

work that can ensure all persons involved in the school’s education provision are 

satisfied (Customer-Oriented Culture). The school personnel and teachers shall 

efficiently work as a team, help each other, and share their knowledge (Teamwork 

Culture). The school shall support personnel to keep developing new innovations and 

strategy regardless of fear of failure (risk-taking culture). The school personnel are 

required to employ flexibility in their work and be able to adapt or adjust their work 

associated with the situation. The school shall encourage the staff to regularly share 

their knowledge and experience while working together (learning culture).  

 

5.2.9 Characteristics of Organizational Resources (Financial Resources) 

that Facilitate Innovation Competency (From Interviews of 

Participating Schools that Won an Award for Innovation) 

 The  innovation director of Patai Udom Suksa School said that the school has 

provided sufficient funds for the developments, especially for innovation 

development. Normally, the budget will be allocated according to the project request. 

However, most of the projects did not request a lot of money because the innovation 

developer adapted and used equipment/devices that already existed in their 

developing process. Therefore, the budget used in innovation development is less 
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important. The school has also provided sufficient funds for other expenses including 

purchasing materials and equipment used in teaching and learning process. The school 

has provided personnel with sufficient compensation.  

 The director of Wat Suthat School said that the school has received their 

budget from the original affiliation according to the number of students. That used in 

innovation development is just a little part of the overall budget. Therefore, the funds 

used in innovation development is less important because most of the innovation 

projects did not use a lot of money because the equipment and devices used in the 

developing process were supported by the original affiliation, e.g., an allowance to 

use the government area for school innovation development. However, if the school 

can get more money from the original affiliation, it will facilitate the school to 

improve the current innovation to become more effective and interesting. 

 The director of Sathya Sai School said that most of the school innovation 

projects did not use a lot of budget because the innovation of education does not 

require a lot of money unlike product innovation. The school has provided sufficient 

funds for the innovation development. Besides, the school allocates school budget for 

excellence performance and also to facilitate establishment of morale in among 

employees.  

 The director of Ban Muang Sam Pi School said that the school has provided 

sufficient funds for the school activities although school has limited budget. The 

school could operate school’s work successfully according to the goals stipulated in 

their annual plan. For the budget allocation, the school has limited funds for other 

developments, e.g., purchasing of stationary equipment, educational equipment, 

technology equipment, and educational media. For staff salary and compensation, the 

school gets support for the original affiliation with the same rate as the other 

government school’s salary. The payment system has provided the personnel with fair 

pay rises, good benefits, and pensions, etc., and that can facilitate morale development 

among school’s personnel.  

 Acting director of Ban Huai Hea School said that the school has not 

specifically allocated funds for innovation development, but allocated for general 

routine work in education management. Therefore, the school budget was limited. The 

school has provided insufficient funds for other developments, e.g., purchasing of 
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educational equipment and school buildings, therefore the school budget was 

occasionally supported by the external organization. The school’s personnel received 

salary and compensation from the original affiliation at the same rate as the other 

government school teachers received and that was sufficient to encourage them to 

perform their work with assurance.  

 The director of Anuban Ban Mor (Pattanarat) School said that the school has 

received their budget from the original affiliation according to the number of students 

like other government schools. The budget was mostly spent for instruction. 

Employees received salary and compensation from the Office of the Basic Education 

Commission (SorPorThor.) at the same rate as the other government school teachers 

received. Based on the opinion of the director, the school has not enough funds for the 

school activities and the money spent on innovation development was also 

insufficient. However the budget for innovation development was supported by the 

guardians, therefore innovation can be successfully developed.  

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has provided sufficient budget for the previous innovation developments according to 

the details and category of innovation. Normally, the budget is sufficiently allocated 

for each project to be successfully developed. Most of the projects did not request a 

lot of money because the innovation developer adapted and used remaining 

equipment/devices in their developing process. For example, the innovation that won 

an award under the project of “one school one innovation” used existing materials 

such as plastic bottles to successfully develop the reading innovation toward the 

achievement.  

 In conclusion, the characteristics of organizational resources (financial 

resources) that facilitate innovation competency analyzed from interviews of 

participating schools that won an award of innovation are summarized as follows: 

 The school shall allocate sufficient budget to support the school development 

on all aspects to be achieved according to school’s goals. However, most of the 

projects on innovation development did not use a lot of money because the innovation 

was developed based on the developer’s knowledge and experience and using existing 

materials (recycled materials) and low price stationary equipment. From the opinion 

of school’s innovation developers, this was sufficient for developing innovation even 
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through the budget was quite low. Thus, the financial resource is not essential for 

innovation competency of school. 

 

5.2.10 Characteristics of Organizational Resources (Physical Resources) 

that Facilitate Innovation Competency (From Interviews of 

Participating Schools that Won an Award for Innovation) 

 The innovation director of Patai Udom Suksa School said that the school has 

provided sufficient technological equipment to support the school developments, e.g., 

computers, printers, and internet connection, etc., because the school is located in the 

capital where all equipment and physical resources can be easily accessed. The school 

has a large area with many classrooms available to sufficiently support the activities 

of innovation development. The personnel have sufficient time to develop their 

innovations. They think physical resources are the third important issue required for 

the school development, in which the importance of resources required for the school 

development are in descending order as follows; 1) human resources, 2) the 

organizational learning, 3) physical resources, 4) the financial resource.  

 The director of Wat Suthat School said that the school is located in a small 

area, however the school was allowed to use other external government areas to 

perform their activities for innovation development. The school has provided 

sufficient technological equipment required for instruction. It is located in a big 

community that can easily obtain different resources as required, e.g., the personnel 

and educational equipment. There is a limitation on school space, therefore the 

activities were performed in a limited space. The personnel have sufficient time to 

develop their innovations. The school has provided sufficient resources required for 

innovation development toward achievements, although there is less available 

resources compared to other big schools.  

 The director of Sathya Sai School said that the school has provided sufficient 

informative technological equipment and educational technology, but these are less 

available compared to other big schools. The school is located in the provinces and 

can obtain the necessary resources as required, therefore there is some obstruction to 

access other resources. The school has classrooms and sufficient space to perform 

activities. There is sufficient equipment and materials required for the innovation 
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development. Staff have sufficient time to develop their innovation toward the 

achievement as planned.  

  The director of Ban Muang Sam Pi School said that the school has provided 

sufficient educational equipment and informative technological equipment required 

for the operations toward quality. The school space and equipment are sufficient to 

perform the school activities to achieve success as planned. However, the employees 

have to use their free time after school to develop their innovations. The school has 

insufficient equipment required for improving the school’s effectiveness, but it is 

sufficient to successfully develop the innovations because the school’s innovation that 

won an award used little in the way of physical resources.  

 Acting director of Ban Huai Hea School said that the school has not much 

educational technological equipment. Computers and internet were supported by the 

government without expense. Other educational medias were applied by the teachers 

with a low budget. School buildings required for activities are sufficient, however 

more space and building is required for better educational management. The school is 

located in a remote area, therefore the accessibility of other resources is difficult, e.g., 

teachers, external learning resources, and field trips, etc. The personnel have 

sufficient time to successfully develop their innovations as planned.  

 The director of Anuban Ban Mor (Pattanarat) School said that the school has 

sufficient space to perform quality activities. It is located in an area where it, and 

other resources, can be easily accessed, for example, it is near the municipal office so 

that the school can use the municipality’s property for activities. The school has 

sufficient technological equipment and some of them (8 electronic smart boards) were 

supported by the Saraburi Administrative Organization. The teachers have sufficient 

time to successfully develop their innovations as planned. Occasionally, the teachers 

used their free time to successfully develop their innovations. 

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has occasionally used some resources of space, equipment, and informative 

technological equipment for innovation development. The school has provided 

teachers with sufficient time for innovation development. The school activities can be 

conveniently performed because it has a big space with sufficient buildings. The 

school is located in an area where other resources can be easily accessed. 
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 In conclusion, characteristics of organizational resources (physical resources) 

that facilitate innovation competency analyzed from interviews of participating 

schools that won for the award of innovation are summarized as follows: 

 The school shall provide sufficient equipment to develop innovations, e.g., 

ICT, internet connection, computers and printers, etc. The school shall prepare an 

appropriate area with sufficient space required for innovation development. The 

school shall have sufficient physical resources such as buildings, and technology that 

can facilitate innovation activities. The location of the school is also important for 

innovation development as other resources can be easily accessed, e.g., personnel and 

external learning resources, etc.  

 

5.2.11  Characteristics of Organizational Resources (Quality Human 

Resources) that Facilitate Innovation Competency (From Interviews 

of Participating Schools that Won an Award for Innovation)  

Innovation director of Patai Udom Suksa School said that the school has 

employed personnel with knowledge qualified for the position and responsibility. The 

school has an emphasis on the importance of employee recruitment, therefore most of 

the staff show their commitment toward the school goals and mission. Staff perform 

their work with an emphasis on the learner and guardian’s satisfaction. The personnel 

are able to solve problems on their own. Staff are able to respond quickly to learner 

and guardian’s requirements. The school has many personnel with long term working 

experience (over 20 years). In the same time, the school has the same number of new 

generation personnel. Staff have a variety of knowledge and skills because they were 

recruited to work in eight different disciplines. The school has employees having 

expertise in information and communication technology (ICT). For innovation 

development projects, the school was specifically assigned experienced teachers to be 

in charge of innovation development projects.  

The director of Wat Suthat School said that the personnel performed their 

work with full commitment according to the school goals and mission and always 

perform their duties with the professional ethics of teachers for school’s reputation. 

The personnel have knowledge and competency qualified for the positions and 

responsibility. Staff were clearly assigned for their responsibility and can make 
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decisions independently on their assigned work as appropriate. Teachers are able to 

efficiently perform their work toward achievements as assigned. The school 

innovation was developed by those with a variety of experience and knowledge. The 

personnel keep proposing new strategy through the school meetings.  

The director of Sathya Sai School said that their personnel performed their 

work with full determination according to the school goals and mission in order to 

build a good reputation for the school. Most personnel have knowledge and 

competency qualified for the position and responsibility. The staff have creativity and 

are able to efficiently solve problems while working. Staff are able to efficiently 

perform their work toward the achievements as designated.  

The director of Ban Muang Sam Pi School said that the teachers performed 

their work with full effort, commitment, and good behavior according to the school 

goals and mission to build a good reputation for the school. Most personnel have 

knowledge and competency qualified for the position and responsibility. Teachers 

graduated from a variety of disciplines, e.g., Thai language, Mathematics, Science, 

etc. The personnel have the ability to efficiently perform their work independently 

toward achievements as designated. Staff can efficiently solve problems while 

working in the classroom.  

Acting director of Ban Huai Hea School said that the employees helped each 

other and performed their work with full effort according to the school goals and 

mission. The school personnel are aware of having good conduct in order to maintain 

the school’s reputation. The staff have knowledge and competency qualified for their 

position and responsibility according to the school goals and mission with an 

emphasis on the guardian’s satisfaction. The personnel have knowledge and long term 

working experience in instruction. Employees have the ability to efficiently perform 

their work independently toward the achievement as assigned. The staff have 

creativity and are able to efficiently develop outstanding innovation that won an 

award given by the Teachers Council of Thailand. 

The director of Anuban Ban Mor (Pattanarat) School said that the school has 

30 personnel and they performed their work with full effort for the most benefit given 

to their students. They are committed to the school goals and mission and always hold 

the professional ethics of a teacher in order to maintain the school’s reputation. Most 
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personnel have knowledge and competency qualified for their position and 

responsibility. Teachers have a variety of experience and knowledge. They have the 

ability to efficiently perform their work independently toward achievement as 

assigned. The teachers who developed innovations has creativity and are able to 

successfully develop innovations toward achievements as designated. 

The director of La Salle Chotiravi Nakhonsawan School said that most of the 

teachers have long term working experience in the teaching and learning process and 

they performed their work with full effort for the benefit of students. The personnel 

clearly performed their work according to the school mission, uniqueness, and 

identity. Staff performed their work with an emphasis on the public benefit and good 

reputation of the school. Most personnel have knowledge and competency qualified 

for the position and responsibility. Many employees have long term working 

experience that efficiently benefits the school development. The teachers graduated 

from a variety of disciplines, e.g., early-childhood curriculum, Mathematics, Thai 

language, etc. The personnel perform their work with responsibility and creativity. 

They keep developing their work for better efficiency that results in stakeholders’ 

satisfaction.  

 In conclusion, characteristics of organizational resources (quality human 

resources) that facilitate innovation competency analyzed from interviews of 

participating schools that won an award of innovation are summarized as follows: 

 The school shall have quality human resources. The school personnel shall 

have the knowledge and competency qualified for their position and responsibility. 

Staff shall perform their work with full effort and perform their work on the basis of 

the public benefit and good reputation for the school. The personnel shall perform 

their work based on the professional ethics of teachers to build a good reputation for 

the school. Teachers shall perform their work with an emphasis on the learner’s 

benefit and the stakeholders’ satisfaction. The school shall have personnel with a 

variety of competency, skills, and ability to accomplish their work successfully. Staff 

shall have the creativity or keep developing new approach of teaching for better 

efficiency.  
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5.2.12  Characteristics of Organizational Resources (Organizational 

Knowledge) that Facilitate Innovation Competency (From Interviews 

of Participating Schools that Won an Award for Innovation)  

Innovation director of Patai Udom Suksa School said that the school obtained 

knowledge from their research and development, therefore the school is operated with 

an emphasis on the importance of research and development. There has been a lot of 

research conducted and the results were systematically kept and displayed in the 

library as a source of knowledge for the teachers. The school has regularly provided 

their personnel with internal and external training. The personnel who received the 

training will be encouraged to transfer their knowledge to colleagues and turn the 

knowledge into practice. The school has brought external knowledge into school in 

order to equip school personnel with a variety of teaching approaches, e.g., integration 

of intelligence of locality into the instruction, cooperation with international institutes 

to develop a special curriculum, etc. 

 The director of Wat Suthat School said that the school has sufficient 

knowledge based on research outcomes and teacher experiences/knowledge to create 

new innovation, therefore the school can develop the innovations and finally won an 

award. The school has provided staff with self-learning resources such as a 

knowledge board where the teachers can present the knowledge obtained from 

training in order to transfer their knowledge to others. The school has a good system 

in collecting knowledge but there is a lack of strategy to encourage school personnel 

to make use of school’s stock of knowledge for the benefit of school personnel.  

 The director of Sathya Sai School said that innovation was developed based on 

the requirement to improve operations. The innovation that won an award under the 

project of “one school one innovation” was developed from the previous research and 

development. Once this innovation has been successful, it will be submitted to the 

“One School, One Innovation” award. The school innovation development was 

initiated by conducting research and literature reviews. The innovation team (most of 

the school personnel) was assigned to take responsibility for innovation development.  

Historically, all innovations developed by the school have been successful. 

Knowledge used in development derived from the integration of staff knowledge and 

research and has been sufficient for innovation development. The workforce usually 
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share their knowledge while working together and this behavior of sharing knowledge 

helps the school to have a body of knowledge, which is increasing all the time. The 

school has gained this knowledge by providing the personnel with training as 

appropriate. The school always encourages staff to conduct research until success has 

been achieved and that research’s results eventually becomes the school’s new 

knowledge.  

The school has a knowledge collection room and those innovations that were 

successfully developed are collected in document form. However, the school has no 

official strategy to encourage staff to use these knowledge documents for their 

benefit.  

 The director of Ban Muang Sam Pi School said that the school innovation won 

the award of “one school one innovation” for several years was developed from the 

previous research and development that is conducted annually. For developing the 

school’s innovation, the school has assigned staff with knowledge and competency 

qualified for the innovation development. The school also sent the innovation 

developer on a field trip in order to observe other school innovations that submitted 

entries in the contest of “one school one innovation”. The school supported staff to 

receive external training. The personnel who received the training will be encouraged 

to transfer their knowledge to their colleagues and turn the knowledge into practice 

that help the school’s operation become more effective. 

 Acting director of Ban Huai Hea School said that the school has sufficient 

knowledge to successfully develop the school’s operations in different aspects as 

required. Many school personnel have knowledge and competency, but the system for 

knowledge collection for easy access by the personnel is not available. Knowledge 

exchange among colleagues mainly occurs while working together and unofficial 

discussions, e.g., advice on instruction given by the senior teacher. The school keeps 

improving the knowledge by providing teachers with training and encouraging them 

to conduct research. 

 The director of Anuban Ban Mor (Pattanarat) School said that the school has 

sufficient knowledge to develop innovation toward success. The school’s knowledge 

is in the form of experiences of one teacher who developed the innovation. This 

teacher has developed the innovations that won awards in the “one school one 
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innovation” contest for at least three years. The school keeps improving their 

knowledge by providing the personnel with external training. Those who received the 

training were encouraged to transfer their knowledge obtained to other colleagues. 

The school keeps knowledge in document form that is easily accessed by all 

personnel. However, the knowledge on innovation development that won the award 

has not been well collected and codified into document form.  

 The director of La Salle Chotiravi Nakhonsawan School said that the school 

has consistently provided the personnel with external and internal training. The staff 

who received the training were encouraged to transfer their knowledge to other 

colleagues through meetings. The personnel who obtained training are also 

responsible to extend the knowledge into practice. Moreover, the school has collected 

the knowledge and has codified it into document form, which makes it easy for the 

personnel to further their knowledge.  

 In conclusion, the characteristics of organizational resources (organizational 

knowledge) that facilitate innovation competency analyzed from interviews of 

participating schools that won the award of innovation are summarized as follows: 

 The school shall have sufficient knowledge to develop innovation. The school 

shall continuously keep improving knowledge by providing personnel with external or 

internal training and educational field trips. As recognizing overall personnel’s 

experiences and knowledge as organization’s knowledge, the school shall encourage 

staff to regularly exchange their knowledge with other colleagues and also encourage 

the personnel to transfer the knowledge obtained from training to other colleagues. By 

doing so, schools can increase knowledge, as recognized that the significant 

knowledge required for the innovation development is the experiences and knowledge 

of personnel, and schools can have quality performance personnel who are capable to 

develop innovation,  

 

5.2.13  Characteristics of Organizational Environment (Competition) that 

Facilitate Innovation Competency Analyzed (From Interviews of 

Participating Schools that Won an Award for Innovation)  

 The innovation director of Patai Udom Suksa School said that the school has 

emphasized the importance of learner development recognized as competition to 
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improve the quality of teaching and learning process. The school has developed 

innovations and improved the school’s operations on different aspects in order to 

acquire acknowledgement from stakeholders and to build a good reputation for the 

school.  

 The director of Wat Suthat School said that they have developed innovation in 

order to improve learner quality and to be acknowledged by the community and 

parents. When parents find that the school can provide their children with quality 

learning they will make the decision to send their children to study at the school. The 

school did not have a competitive strategy to gain more numbers of students, although 

there are many alternatives for choosing other schools nearby (private schools and 

government schools) that offer the same education for young Thais so that the school 

realizes this as competition, not for business purposes but quality in education 

provision. 

 The director of Sathya Sai School said that the school has emphasized the 

importance of learner development. The school operates as a charity that emphasizes 

providing education for the public benefit and developing good citizens for society. 

Therefore, the competition for business’s profit is not the main purpose for the school 

innovation development.  

 The director of Ban Muang Sam Pi School said that the school operates under 

the government policy with the aim to provide everyone with equality in education 

that can be assessed for all. The school has emphasized the importance of innovation 

development in order to improve school operations, not for business competition. The 

school realizes that improvement in instruction will impact the school image and 

reputation, so that the school tries hard to increase quality in education provision 

rather than the increasing student numbers.  

 Acting director of Ban Huai Hea School said that the school has competed the 

quality of instruction in order that the increment of student numbers will cause the 

increase of the budget subsidized by government in which it can make the teaching 

and learning process more fruitful and effective but not for business purpose. There 

are many schools in the same area providing education at the same level as the school, 

so that they have to increase quality in the teaching and learning process by 

developing education in order to be the first choice for the parents to choose a school 
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for their children. Thus the competition in this context means an attempt to develop 

better school’s operations superior to other schools, not for the profit. 

 The director of Anuban Ban Mor (Pattanarat) School said that the school is not 

for the purpose of business, but exists for the better quality of instruction, reputation, 

and acknowledgement. Therefore, the competition on the quality of instruction will 

help the school to put all efforts for school development in all aspects.  

 The director of La Salle Chotiravi Nakhonsawan School said that within the 

provincial area, the guardians have many choices for their children’s education. The 

school has emphasized competition to improve the quality of instruction, but not for 

to increase number of students. The school operates with commitment to develop the 

school in all aspects in order to maintain the quality of instruction, and is 

acknowledged by guardians and community as a high standard school. 

In conclusion, characteristics of organizational environment (competition) that 

facilitate innovation competency analyzed from interviews of participating schools 

that won an award of innovation are summarized as follows: 

 Schools shall emphasize the improvement of the school’s operations. The 

school shall be aware that there are many schools for parents to select for their 

children’s education and the they can change their minds to move their children to 

other schools. Thus, the school needs to increase the potential in competition of better 

quality in education provision by developing education innovation. 

 

5.2.14  Characteristics of Organizational Environment (Government 

Support) that Facilitate Innovation Competency (From Interviews 

of Participating Schools that Won an Award for Innovation)  

 The innovation director of Patai Udom Suksa School said that the school is 

private operated based on the school budget. The budget used in school management, 

including innovation development, is mainly obtained from tuition fees paid by the 

guardians. The government has not supported funds used in innovation development.  

 The director of Wat Suthat School said that they are a government school that 

is fully supported on resources allocation. However, the government supported the 

school only for the normal school operations, but not specifically innovation 

development. The school has to allocate a small part of its overall budget for 
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innovation development. The Office of Teachers Council of Thailand is only the 

government dept that arranged activities to promote school innovation development. 

Moreover, the school has been supported by the government to develop the school 

innovation, e.g., the innovation “rice in the city and the learning field”. The 

government support apart from that mentioned above has not been found. 

 The director of Sathya Sai School said that the government has not clearly 

designated a policy to promote the school innovation development. The school is 

private, therefore it has been supported by a small amount of subsidized money by the 

government. However, there is no government budget that specifically supports 

innovation development. The government has arranged the activity to promote school 

innovation development under the contest project of “one school on innovation”. The 

school has developed innovation based on the requirement to improve quality on 

school operations rather than receiving the reward.  

 The director of Ban Muang Sam Pi School said that they are a government 

school under the Office of the Basic Education Commission (SorPorThor) and the 

budget is normally supported by the original affiliation the same as other government 

schools. However, the support on innovation development is only in terms of 

inspiration by the contest of school innovation arranged by the Office of Teachers 

Council of Thailand. The school has to provide the resources required for innovation 

development on their own.  

 Acting director of Ban Huai Hea School said that they are a government 

school and the budget is supported by the government according to the number of 

students, however the budget is limited. The government has not fully supported 

innovation development, however there is an encouragement from the original 

affiliation to submit school innovations for the contest. Therefore, the school has 

submitted their innovations to the contest and finally won an award under the project 

of “one school one innovation” granted by the Teachers Council of Thailand.  

 The director of Anuban Ban Mor (Pattanarat) School said that they are a 

government school supporting the budget by the original affiliation. Apart from that 

budget, the government also supported the school in other ways such as training and 

incentives to motivate the school’s personnel to perform their work, but there is not 

much support directly for the innovation development. There is only promotion from 
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the original affiliation to encourage the school to submit innovation to the contest 

according to the school’s preference, which is not compulsory. 

  The director of La Salle Chotiravi Nakhonsawan School said that the school 

has been supported for the per capita subsidy by the government. The institute has to 

collect additional tuition fees from the students in order to manage quality education. 

The government has not supported directly innovation development. The school has 

to allocate the school’s resources required for innovation development on their own.  

 In conclusion, the characteristics of organizational environment (government 

support) that facilitate innovation competency analyzed from interviews of 

participating schools that won for the award of innovation are summarized as follows: 

The success of innovation development among the sample schools came by 

the efforts of the school management themselves. The support from government has 

had a less significant effect on the success of schools’ innovation development. Thus, 

the government should propose to support school innovation development or in 

different aspects that could facilitate the schools to have the potential to develop their 

innovation, e.g., training and development, rewarding to encourage on innovation 

development, etc. The government sector shall arrange activities, such as contests, to 

encourage the schools to submit their innovations in order to make schools decide to 

initiate their innovation development projects.  

 

5.2.15  Characteristics of Organizational Environment (Environmental 

Uncertainty) that Facilitate Innovation Competency Analyzed 

(From Interviews of Participating Schools that Won an Award for 

Innovation)  

 Innovation director of Patai Udom Suksa School said that the school needs to 

be adaptive based on new social requirements, e.g., requirements from the parents for 

English language that pushes the school forward to improve English instruction. The 

school has developed other innovations in order to respond to new social requirements 

that might happen in the future. From the vision created by the administrator, the 

school has developed innovation on educational technology in order to support the 

learning via internet network, e.g., skype or simulated school that the students can 

learn together with other students from other countries.  
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 The director of Wat Suthat School said that the external uncertainties 

including guardian expectation from the school, technology change, and government 

policy, have a minor impact on the school decision to develop innovation. However, 

the school has to keep developing innovations in order to improve the quality of 

instruction, otherwise the school may have low quality in education provision 

compared to nearby schools.  

 The director of Sathya Sai School said that the external uncertainties, 

including government policy and guardian expectation on language competency, have 

a minor impact on the school decision to develop innovation because the school has 

already provided education to cope with these uncertainties. Uncertainty of 

educational technology changes has a minor impact on the innovation competency, 

because the school has emphasized the importance of building good individuals and 

holding the principle of sufficiency, therefore the school instruction is not actually 

provided based on the technology. However, the school has conducted a project of 

alternative energy in order to encourage the students and community to learn about 

how to use energy appropriately in order to cope with the energy deficiency in the 

future. Therefore, the school has developed innovations in order to cope with these 

uncertainties that may occur in the future.  

 The director of Ban Muang Sam Pi School said that the school has developed 

different aspects in order to provide instruction required for stepping forward to enter 

the ASEAN Economic Community in 2015. The school cannot expect any change 

that may occur, but the school can be flexibly changed on different aspects according 

to the requirement of AEC, e.g., guardian requirements on additional language 

courses. The school has to promptly adopt new strategies to replace the old.  

 Acting director of Ban Huai Hea School said that there is not much external 

expectation for change. The parents expect to see good exam results in order that 

children can to continue studying at a higher educational level. Uncertainty of 

technology has a minor impact on school development. Therefore the uncertainties of 

environment may have a minor impact on the requirement of community near the 

school.  

 The director of Anuban Ban Mor (Pattanarat) School said that the school has 

encountered changes on community requirements, e.g., communicative language and 
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technology, therefore the school has to provide their students with additional foreign 

teachers for teaching English and also has to search for new equipment for 

information technology classes. It is necessary that the school has to improve and 

develop instruction required for both of these aspects in order to respond to the 

changes of community and guardian requirements. 

 The director of La Salle Chotiravi Nakhonsawan School said that they 

continue developing all the school’s aspects including innovation for instruction and 

administration. The innovation is recognized as a development. The development 

refers to the change. Innovation refers to new strategy in response to the requirements 

according to the circumstances, therefore the school has to be adaptive to change 

according to the social circumstances and requirements.  

 In conclusion, characteristics of organizational environment (environmental 

uncertainty) that facilitate innovation competency analyzed from interviews of 

participating schools that won an award of innovation are summarized as follows: 

 Schools attempt to adapt and adjust to external requirements, .e.g., guardian 

demands on language courses, government requirements on Thai educational system 

for preparation for the AEC, has a major impact on the school’s innovation 

developments, therefore the perception on the environmental uncertainty is important 

to the decisions of schools to develop innovation for better education quality.  

 

5.3  Summary of Important Factors that Contribute to Innovation   

       Competency  

 

The important factors that contribute to innovation competency analyzed from 

interviews of participating schools that won an award of innovation are summarized 

as follows:  

1) Managerial competency is a significant factor that facilitates 

innovation competency. The characteristics of transformational leadership also 

contribute to innovation competency. In addition, top management support including 

resources backing and advisory provision also facilitate the innovation competency. 

Innovation strategy is recognized as an important factor that facilitates innovation 

competency of a school. Thus, the administrative section shall create an innovation 

strategy to promote innovation development. 
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The administrative section shall emphasize human resources management 

especially on employee acquisition, e.g., using an efficient approach in order to recruit 

qualified personnel as required by the school. This is because the acquisition of 

qualified staff is recognized as an important factor that facilitates innovation 

competency. Human resource management practices on performance appraisal, e.g., 

appraisal criteria for the personnel who develop innovations, is also recognized as an 

important factor that facilitates the innovation competency. Human resource 

management practices on rewards, e.g., a reward scheme for outstanding work 

including innovation, is recognized as important that facilitate the innovation 

competency. Moreover, human resource management practices on training and 

development, e.g., frequently providing the training for all personnel, essential skill 

development required for the assigned work, are recognized as important factors that 

facilitate innovation competency.  

2)  Transformational-based competency is a significant factor that 

facilitates innovation competency. Transformational based competency including 

organization culture, organizational learning, research and development, and 

organizational structure, also have an important contribution to the innovation 

development. Organizational culture, e.g., awareness of stakeholders’ importance, 

teamwork, openness-to-innovation, of searching for new development to improve 

self-performance, has great impact on the innovation competency. Organizational 

learning also has a major contribution on innovation development, e.g., employees 

keep learning new knowledge, knowledge transfer among the personnel, 

knowledge/experience sharing, etc. All interviewees said that the research and 

development, e.g., personal research, high ratio of research to the number of staff, and 

research and innovation development assignment, have a major contribution to the 

innovation competency. Moreover, the organizational structure, e.g., flat structure, 

decentralization, and flexible operation according to the circumstance, have a major 

contribution to the innovation competency. 

3)  Some organizational resources are recognized as important factors 

that facilitate innovation competency. Tangible resources, e.g., financial resources and 

physical resources have minor contribution on innovation competency compared to 

intangible resources, e.g., quality human resource and organizational knowledge. 
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Financial resources (tangible resources), e.g., support budget and innovation budget 

designation, have only minor contributions to innovation competency because most of 

the innovation projects are the process innovation on teaching and learning and those 

innovation projects used recycled equipment/devices in their developing process 

unlike the product innovation that requires a lot of financial resources, e.g., the 

innovation of scissors-like machine for trimming of ornamental shrubs and hydraulic 

saw developed by Anuban Ban Mor (Pattanarat) School that required a lot of budget 

to purchase equipment/devices. Physical resources (tangible resources), e.g., 

equipment and technology support and space/building support, have a minor 

contribution on innovation competency.  

Most interviewees said that the school did not develop innovation based 

on the support from physical resources, however there is one interviewee from 

Anuban Ban Mor (Pattanarat) School who said that the physical resources have high 

impact on their innovation competency (innovation of electro-mechanical equipment 

that required welding factory). Quality human resources (intangible resources), e.g., 

personnel with knowledge, effort, dedication, and creativity, have a high impact on 

the innovation competency. Organizational knowledge (intangible resources), e.g., 

sufficient knowledge, systematic knowledge collection and management (easy to 

access), knowledge transferring, and frequently obtaining new knowledge, have a 

major contribution to innovation competency. All interviewees from participating 

schools agreed that the quality human resources and organizational knowledge are the 

important factors for innovation competency.  

4)  Organizational environmental has a minor contribution to innovation 

competency. Most interviewees from participating schools said that there is not much 

government support to the innovation development and has a minor impact on 

innovation competency. The schools successfully develop their innovation based on 

their own effort. Competition (organizational environment) has a minor impact on 

innovation competency. Most interviewees from said that the competition refers to 

that on quality education provision rather than the profit or business purpose. All 

interviewees agreed that the innovation is not developed for competition, but to 

increase the quality of instruction. Most interviewees said that the environmental 

uncertainty has no impact on the innovation competency. The school innovation was 
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developed in order to keep improving school quality rather than respond to the 

environmental uncertainty. In summary, all interviewees from participating schools 

agreed that the external environment has a minor impact on the innovation 

competency.  

 

5.4  Analysis Results of Factors that Facilitate Innovation Competency 

  

From the analysis of the importance of factors that facilitate innovation 

competency and the opinions on characteristics of factor that facilitate the innovation 

competency, the researcher can summarize the significance of each factor as per the 

following criteria: There are at least five schools consistently agreeing on the 

contribution of that factor toward innovation competency, therefore it has a 

contribution on innovation competency at a high level; if there are less than five 

schools agreeing on the contribution of that factor toward innovation competency, 

therefore it has a contribution on innovation competency at low level. According to 

the data obtained, the significant factors that facilitate innovation competency can be 

categorized into two groups, firstly is a group of factors with a major contribution to 

innovation competency and secondly is a group of factors with a minor contribution 

to innovation competency. Two groups are detailed as follows:  

 

5.4.1   Group of Factors with a Major Contribution to Innovation  

5.4.1.1 Competency Quality Human Resource (Intangible Resources)  

Quality human resource (intangible resources) is on the first rank of 

significant factors that facilitate the achievement of innovation development. From 

interviews of seven participating schools, there is consistent agreement found on the 

data about the importance of quality human resources on innovation competency. The 

personnel with knowledge, commitment, and creativity will push the innovation 

development toward success. This finding is consistent with Ling and Nasurdin 

(2010) in which they suggested that the personnel with inspiration and commitment 

will give the organization more competitive advantage. To initiate the innovation 

development, the organization will require personnel with knowledge, commitment, 

and creativity to develop the innovation toward achievement (Chung-Jen and Jing-

Wen, 2007).  
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5.4.1.2 Organizational Knowledge (Intangible Resources)  

According to data obtained from six schools, the organizational 

knowledge is illustrated in the form of staff experience/knowledge. From interviews 

of participating schools, teacher experience and knowledge obtained from the 

participation on the previous innovation development that won an award under the 

project of “one school one innovation” has a major contribution to the innovation 

competency. Because the personnel who participated in the previous innovation 

development will have the opportunity to share and exchange their 

knowledge/experience with each other, therefore the knowledge will be increased in 

each employee and that helps them to successfully develop the innovation.  

5.4.1.3 Transformational Leadership 

The achievement on innovation development from seven schools was 

the consequence of the organizational leader or school director’s initiation/decision to 

enter into the innovation development. Thus, the characteristic of such initiation has a 

major contribution to the innovation competency. The leader who emphasizes 

innovation development will promote and support any process conductive to the 

achievement of innovation, which is called transformational leadership. 

Transformational leaders will encourage their people to perform their work with full 

effort and independently. Trustworthiness given by the leader to their employees is 

also important to the success of innovation development. 

5.4.1.4 Top Management Support  

Five schools have demonstrated the support from top management to 

the team of innovation development. Top management support has a major 

contribution to innovation development including different resources support, e.g., 

sufficient time, advisory support, resources required for school innovation 

development.  

5.4.1.5 Human Resources Management  

Staff training and development can help schools to have an increasing 

number of personnel with knowledge and competency and it also contributes to the 

innovation competency, from interviews of seven schools, they have regularly 

provided their personnel with external or internal training and development. The 

training and development provided shall cover all areas of work and individual 
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responsibility. Those training courses increased personnel competency on innovation 

development. There are researches confirming that training and development have a 

positive impact on process innovation, product innovation, and administrative 

innovation consistent with the research performed by Ling and Nasurdin (2010). 

Because training and development will increase knowledge and encourage them to 

create new concepts and innovations for their organization. 

1)  Acquisition of qualified personnel , e.g., selecting those 

qualified for the responsibility will help the organization to achieve the work’s 

objective. According to the data from interviews, it revealed consistency from 

participating schools that these schools have recruited the personnel who qualified for 

the responsibility and these qualified staff contributed to the success of innovation 

development projects. 

2) Rewarding is kind of incentive that motivates and 

encourages the personnel to perform their work with full effort, including the 

determination to develop innovation. From interviews of participating schools, 

rewards refers to self-esteem, position promotion, academic standing promotion, or 

certificates of excellence granted by the school or external agencies. 

3)  Performance appraisal will encourage staff to realize the 

opportunity to obtain success or reward once they passed the appraisal. The 

performance appraisal is likely to be guidance for personnel to perform their tasks. 

When the staff understand the criteria of appraisal, it seems likely that they will 

perform their tasks in such a way that is conducive to good results of appraisal the 

criteria for academic standing promotion that indicates the guidelines that personnel 

have to practice and follow in order to obtain academic standing promotion. From 

interviews, there are five schools that have clarified appraisal criteria and their 

employees are acknowledged on the criteria used, therefore they can perform their 

work toward the criteria used in appraisal. However, there is no appraisal criteria 

directly designated for participating in innovation development, but there is criteria 

that indirectly facilitates participation in innovation development, e.g., staff will 

obtain a good appraisal result if they can demonstrate that they keep improving on 

their performance and work.  
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5.4.1.6 Organizational Culture 

Customer-Orientation culture, such as an emphasis on the learner and 

parent’s satisfaction, has a major contribution to the achievement of innovation 

development. The teacher who performs their work with an emphasis on the 

importance of student’s academic achievement will attempt to develop innovation in 

order to improve their instruction. Apart from this, there is a learning culture found 

from five participating schools where their personnel keep learning and obviously 

improving their performance. With the learning culture, the school will have staff 

with considerable abilities and knowledge for innovation development and that 

contributes to innovation competency of schools. 

5.4.1.7 Research and Development 

From interviews of seven schools, the teachers conducted at least one 

classroom research project a year. Classroom research increases staff knowledge and 

will improve the chance of achievement in innovation development. Besides, all of 

the participating schools also have appointed a group of employees to work together 

for developing innovation. For the small school, they will encourage all of their 

personnel to work as a team to develop innovation while big schools sets up 

teamwork for developing innovation by selecting some personnel to join the team. 

Form the interviews, the team to develop innovation will comprise of those with a 

variety of knowledge and skills required for the innovation development. However, 

the research and development team from participating schools in this study that 

contribute to the success of innovation development is temporary rather than 

permanent.  

5.4.1.8 Organization Structure 

From interviews, all schools with innovation competency have an 

organic structure. Organic structure refers to the that which have an uncomplicated 

arrangement, horizontal chain of command, rapid communication between 

administrative sector and personnel, decentralization, easy to access the 

administrative sector, adaptation, and flexibility, so that they can increase competency 

and facilitate innovation development which is consistent with the research conducted 

by Chung-Jen and Jing-Wen (2007) who demonstrated that the structure shall be less 

formalized but more decentralized under the autonomy system. With this structure, 
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personnel will be encouraged to improve their performance and social interaction. 

Social interaction will improve the atmosphere for innovation development as well. 

5.4.1.9 Innovation Strategies 

School strategy derived from the mission, vision, school identity, and 

school uniqueness will help to designate the annual operating plan. Plans and strategy 

on different aspects, e.g., personnel development, instruction development, and other 

developments will highly impact on the achievement of such a facet. From 

observation, interviews, and documentary research in the schools that participating in 

this study, there is no plan and strategy specifically designed for innovation 

development but there are other plans that indirectly impact on the innovation 

development, e.g., strategy to develop school personnel and instruction using 

technology, strategy to assign the personnel to conduct classroom research or other 

developments, etc. These reviewed strategies have indirect impact on innovation 

competency through other factors.  

5.4.1.10 Organizational Learning 

According to the interviews, learning will increase staff knowledge and 

that results in an increase of school knowledge. Experience and knowledge can be 

easily transferred among the personnel and that can increase individual knowledge. 

Therefore, the school knowledge refers to personnel knowledge rather than the 

knowledge written in their documents. From interviews, at least four schools have 

knowledge exchange among the personnel, or put differently, there is a collection of 

all the knowledge gained from the training such as documents and experiences of 

employees who will transfer their knowledge to other colleagues through a meeting 

called “the extension of knowledge into practice”. However, all participating schools 

have no official system for good knowledge management that can be easily accessed 

by all.  

 

5.4.2  Group of Factors with a Minor Contribution to Innovation 

Competency  

5.4.2.1 Organizational Environment  

Studying external factors that impact on innovation competency found 

from the participating schools demonstrated that there were two schools supported 
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from external factors, e.g., community and external government/private organizations. 

The other five participating schools used their own resources to develop innovation. 

This means that the backing from outside such as government support is less 

important to innovation competency of schools. Another factor of organizational 

environment is competition. Competition is a significant contribution to the initiation 

of innovation development because the schools want to be accepted and admired from 

the community and other organizations on the school quality, so that schools decided 

to develop innovation in order to raise the quality of schools’ operations.  

While environmental uncertainty has a minor impact on the initiation of 

innovation development as same as government support. Such environmental 

uncertainties are the change in guardian’s requirement and community’s requirements 

that impact on the school’s operation. Changes of educational technology has a minor 

impact on school operation because the schools do not require complicated 

technology and they can select the teaching and learning process that requires less 

technology. 

However, through the external environment factors such as government 

support and environment uncertainty did not impact school’s decision to develop 

innovation, there was one environment factor such as competition still generated 

impact on participating schools’ decisions to develop innovation for better quality in 

schools’ operation. From interviews, four schools made their decision to develop 

innovation although these schools already have quality in educational provision. This 

is because school administrators want to keep improving their quality of education 

provision in all aspects. As a result, it can be concluded that external environments do 

still contribute to innovation competency of schools but in a degree that is not major 

compared to other factors mentioned. 

5.4.2.2 Tangible Resources  

From interviews, at least five schools with medium to small size have 

no financial resources and physical resources (building and technology equipment), 

but these schools could successfully develop their innovation that won a “one school 

one innovation” award. These resources have a major impact on some innovation 

developments that require a larger budget such as product innovation, while as the 

innovations developed in these five schools required minor financial and physical 
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resources because such innovations were process innovations (teaching and learning 

process) that require another types of organizational resource such as intangible 

resources (knowledge and quality human resources). Therefore, tangible resources 

(financial and physical resources) have a minor impact on innovation competency.  

 

5.5  Approaches to Develop Innovation Competency 

 

From interviews of participating schools, the interviewees were given the 

opportunity to express their opinions to suggest the approach that may benefit the 

innovation competency. Information obtained from interviews is detailed as follows: 

Innovations from seven schools that won an award under the project of “one 

school one innovation” are the innovations that benefit both the school and learner. 

The interviewee from Ban Huai Hea School said that “innovation shall be a novelty 

and benefit learner’s achievements”. Other participating school also gave consistent 

opinions that the need to obtain a good reputation and acknowledgement by guardians 

and the community have an impact on the decision to develop innovation.  

The interviewee from Sathya Sai School said that the success of innovation 

development derived from external organization cooperation, community, and 

guardian support. While Patai Udom Suksa School also expressed a similar opinion 

that the school received academic cooperation from other countries in order to 

increase school knowledge and that impacted on the innovation competency of the 

school.  

To successfully develop innovation, leadership is an important factor for that 

success because the leader is the one who makes the decision to initiate the innovation 

development. Without the decision to initiate innovation development, there is no 

chance for success because the innovation process will not take place. Seven 

participating schools agreed that the leadership has a major impact on innovation 

competency. A good leader shall have vision, rapid awareness of external needs for 

the environment, and an emphasis on continuous development. Moreover, the 

interviewee from Sathya Sai School said that “ the leader (school administrator) shall 

be amiable and friendly, respect their personnel, grant freedom to pursue their ideas, 

and advise staff promptly”. Besides, the leader shall encourage their personnel to keep 
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developing and to emphasize the innovation development because such behaviors will 

contribute to the quality of teaching and learning processes. 

 At the same time, the school administrator shall initiate the strategy on 

innovation development, e.g., innovation development plan, innovation development 

projects, resources allocation required for innovation development. Such ideas are 

consistent with the opinion offered from Patai Udom Suksa School that stated that 

“strategy is the guideline and obligation for everybody in school to practice in order to 

obtain achievement”.  

Top management support is essential for employee’s success and that leads to 

the success of innovation development. Opinion expressed by participating schools is 

consistent. The top management shall provide the personnel with sufficient time and 

prompt advice. In addition, resource support is very important for the innovation 

development. If there is insufficient resources, innovation development will be 

difficult to be accomplished. Quality human resource is also the most important factor 

for the success of innovation development. These opinions are consistent across seven 

participating schools. However, an interviewee from Anuban Ban Mor (Pattanarat) 

School said that financial resources has an impact on the success of innovation 

development because their innovation is electro-mechanic equipment which is 

product innovation that required major investment. The interviewee from Patai Udom 

Suksa School said that “financial resources is not an important factor for the success 

of innovation, however it helps to obtain other quality resources, e.g., materials, 

sufficient buildings, or sufficient budget for human resource management practices.  

The school shall provide staff with regular training required for innovation 

development. The school shall recruit personnel with knowledge and commitment to 

develop innovation. Seven participating schools agreed that the human resource has a 

major contribution to innovation competency. Schools should encourage their 

personnel, e.g., rewarding to their staff with a variety of rewards including 

professional promotion and that can encourage them to perform their work with full 

effort. At the same time, the school shall build mindfulness in good teachers with an 

emphasis on learner benefit. Teachers shall aim to give benefit to their students and 

perform their work with professional ethics.  

In addition to the human resource, schools shall promote their teachers to 

continue conducting research and development. Research and development help to 
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increase teacher knowledge and is a major contribution to the success of innovation 

development. The school shall provide the innovation developer with sufficient time 

and encourage them to perform their work with full effort.  

The school structure also has an impact on the success of innovation 

development. The school shall have a flat structure with good flexibility. All work can 

be quickly operated and the innovation developer can communicate with the 

executive quickly, therefore all aspects can be quickly supported according the 

requirement of innovation developer. Staff experience and knowledge also contribute 

to innovation competency, therefore the school shall promote knowledge exchange 

among the employees in order to equip them with knowledge and competency. 

Most participating schools said that the government sector or original 

affiliation should support and promote innovation development, e.g., training for the 

approach to develop innovation, innovation exhibition, resources support including 

knowledge and budgets. The interviewee from Anuban Ban Mor (Pattanarat) School 

said that “innovation development should be a national agenda” and the government 

should have an emphasis on innovation development. The government needs to 

arrange more contests on innovation development.  

Most opinions from participating schools that won an award for innovation 

concluded that the important facilitators to the success of innovation development 

were: experiences and knowledge of personnel; staff commitment; a leader with 

vision and ability to respond to the requirements of external environment; the leader’s 

decision to initiate innovation development; an effective reward system that relates to 

career growth; training and personnel development; strategies that facilitate 

innovation development; the leaders and top management are amiable and easily 

accessible; top managements shall promptly give advice to their personnel; top 

management need to provide the teachers with sufficient time and advice; teachers 

should apply a student-oriented culture to their routine work; teachers shall perform 

their work with professional ethics; the school shall have a flat structure with major 

flexibility that promotes effective communication across the school; the school shall 

promote the teachers to carry on conducting the research and development; the school 

reputation and acknowledgement by guardians and their community will facilitate 

school administrator to make decisions to develop innovation. 
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As mentioned above, the summary of approach to increase innovation 

competency is shown in Figure 5.1 

 

 

 

Figure 5.1  Summary of Approach to Develop Innovation Competency 

 

 

Approach to develop innovation competency 

Managerial 
Competency 

Transformational-
based Competency 

Organizational Resources Organizational 
environment 

Leader is the person 
who initiates the 
innovation 

Leader has good 
vision and rapid 
perception on school 
environment 
requirements 

Good human resource 
management with an 
emphasis on 
- frequent training 
- innovation field trips 
-innovation training 

Availability of Innovation strategy 

Top management 
support should provide: 
-encouragement 
-training 
-prompt support 
-reward or admiration 
-prompt advice 
-amiable and friendly 

Operating structure 
with flexibility and 
fast communication 

Personnel have a 
student-oriented 
culture , teamwork 
culture and believe 
that innovation is 
important.  

Research and 
development generate 
innovation 

Human resource is most 
importance and shall be 
continuously developed 
- develop morale in staff 
- employees with 

commitment 
-personnel has an 

emphasis on learner’ 
benefit. 

-personnel with teacher 
ethics 

-personnel with 
knowledge and 
competency 

Financial resources has a 
minor impact, but without 
this resources the school 
cannot obtain other 
resources 

Government shall 
support knowledge 
and resources such as: 
- exhibition of 
educational innovation 
-training 
-policy to support 
school’s innovation 
development 

Competition impacts 
on development 
A national innovation 
award shall be 
arranged  

Searching for external 
support and 
cooperation 

The school promote 
personnel to exchange 
their knowledge and 
experience 
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5.6   Conclusion 

 

In this chapter, the researcher presents the data obtained from seven schools 

participating in this qualitative research study through the methods of interviews and 

document observation. The results demonstrated consistency with the research 

conceptual frame as designated. Managerial competency (transformational leadership, 

innovation strategy, top management support, human resources management 

practices), transformational-based competency (organizational structure, organizational 

culture, research and development, organizational learning) and organizational 

resources (tangible resources and intangible resources) have a major contribution to 

make to the success of innovation development. From interviews, intangible resources 

(quality human resource and organizational learning) have a major contribution to the 

success of innovation development compared to tangible resources (financial 

resources and physical resources). The results demonstrated that organizational 

environment has little contribution on innovation competency, but has an indirect 

contribution to innovation development through other factors, e.g., external 

organization support to increase school knowledge that will create innovation 

competency of schools. Additionally, competition is one of the factors of 

organizational environment that has an impact on the school administrator’s decision 

making to initiate innovation development. 



 

CHAPTER 6 

 

QUANTITATIVE RESULTS 

 

This research on the development of innovation competency in schools 

affiliated with the Office of the Basic Education Commission aims to 1) study the 

current innovation competency situation in schools that provide basic education; 2) 

study factors influencing innovation competency in schools that provide basic 

education; and 3) present a model for developing innovation competency in schools 

that provide basic education. The researcher has analyzed data and presented the 

analytical results in the form of tables according to the above objectives by 

conducting 2 steps as follows:     

Step 1: Study of the current innovation competency situation of schools that 

provide basic education by analyzing data from questionnaires.  

1) The basic data of each respondent comes from 11 questions, 

including the position and responsibility of the respondent, length of employment at 

the school, their highest level of education, original affiliation of the school, the 

school’s age of operation, the highest level of education provided, the number of 

students, the number of teaching personnel and staff, the assessment result from the 

Office of National Education Standards and Quality Assessment, and the innovation 

competency of the school.  

2) The results from analyzing the current innovation competency 

situation in schools that provide basic education according to five variables:  

(1) 7 items for Innovation Competency, and  

(2) Managerial Competency, which is divided into the sub-groups 

of 1) 6 items for transformational leadership; 2) 4 items for top management support; 

3) 7 items for innovation strategies; 4) 4 items for human resource practices; 5) human 

resource practices are further divided into 5.1) 4 items for Employee acquisition; 5.2) 

4 items for performance appraisal; 5.3) 5.3) 4 items for Rewards; and 5.4) 4 items for 

training and development. 



274 

(3) Transformation-based Competency is divided into sub-groups 

as 1) 8 items for organizational culture; 2) 5 items for organizational learning; 3) 5 items 

for research and development; and 4) 8 items for organizational structure. 

(4)  Resource-based Competency, is divided into sub-groups as 1) 

tangible resources, namely 1.1) 5 items for financial resources and 1.2) 7 items for 

physical resources; 2) intangible resources, namely 2.1) 8 items for quality human 

resources and 2.2) 6 items for organizational knowledge. 

(5)  External Environment, divided into the sub-groups of 1) 3 

items for government support; 2) 3 items for competition; and 3) 4 items for 

uncertainty of organizational environment.  

Step 2:  The analysis of factors influencing the innovation competency of schools 

that provide basic education, and the analysis of relationships between independent 

variables, namely managerial competency, transformation-based competency, 

organizational resources, and organizational environment; and the dependent variable, 

namely innovation competency. Statistics used in the analysis are the statistics derived 

from multiple variable analyses using structural equation modeling (SEM).   

 

6.1  Descriptive Statistics 

 

This section presents a study of the general conditions of schools providing 

basic education. It studies the current innovation competency of schools that provide 

basic education and analyzes data obtained from questionnaires in order to answer the 

first research objective by comparing the effects due to the size, type and age of the 

school to competency through statistical procedures by comparing averages of 

innovation competency for each school group. In addition, basic data derived from 

each sample and details of the variables used in this study will be presented as 

follows: 

 

6.1.1 Basic Data of Respondents   

In this research, the researcher obtained data from schools that provide basic 

education through questionnaires received from schools in 13 education zones. 

Respondents include directors and deputy directors, with 335 out of 420 schools who 
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were sent questionnaires returning their responses, which is equivalent to 79.76 

percent. The analytical result of the basic data from the respondents is illustrated in 

the form of a table with explanations, as presented in Table 6.1.    

 

Table 6.1 Frequency and Percentages from the Basic Data 

 

Status Amount Percentage  

1. Position       

1.1  Director                                                                                     183 54.60  

1.2  Deputy Director  144 43.0  

1.3  Not identified 8     2.40  

Total 335 100  

2. Age    

2.1  Below 25 years old     2 0.60  

2.2  26–35 years old    36 10.70  

2.3  36–45  years old 73 21.80  

2.4  46–55  years old 136 40.60  

2.5   More than 55 years old 88 26.30  

Total 335 100  

3. Length of employment at the school           

3.1  Less than 10 years 185 55.20  

3.2  10-20 years 86 25.70  

3.3  More than 20 years 

3.4  Not identified 

51 

13 

15.20 

3.90 

 

Total 335 100  

4. The highest level of education    

4.1  Bachelor degree               71 21.20  

4.2  Master degree          240 71.60  

4.3  Doctor of Philosophy 

4.4  Not identified 

21 

3 

6.30 

0.90 

 

Total 335 100  
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Table 6.1  (Continued) 

 

Status Amount Percentage 

5. Original affiliation of the school  

5.1  Public 

5.2  Private 

 

127 

208 

 

37.90 

62.10 

Total 335 100 

6. The school’s age     

6.1  Less than 10 years 24 7.20 

6.2  10-30 years 101 30.10 

6.3  31-50 years 100 29.90 

6.4   More than 50 years 

6.5   Not identified 

97 

13 

29.00 

3.90 

Total 335 100 

7. The highest level of education provided   

7.1  Kindergarten level 28 8.40 

7.2  Primary level 124 37.00 

7.3  Lower secondary level    60 17.90 

7.4  Upper secondary level 123 36.70 

Total 335 100 

8. The number of students   

8.1  Less than 499 students 131 39.10 

8.2  500-1,499 students 130 38.80 

8.3  More than 1,500 students 

8.4  Not identified 

68 

6 

20.30 

1.80 

Total 335 100 

9. The number of teaching personnel and staff 

9.1  Less than 100 persons            

9.2  100-200 persons           

9.3  More than 200 persons 

9.4  Not identified 

 

264 

49 

12 

10 

 

78.80 

14.60 

3.60 

3.00 

Total 335 100 
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Table 6.1  (Continued) 

 

  

Status Amount Percentage 

10. The assessment result (ONESQA)    

10.1  Very good            81 24.20 

10.2  Good 184 54.90 

10.3  Satisfactory 31 9.30 

10.4  Improvement required   8 2.4 

10.5  Urgent improvement required 

10.6   Not identified 

1 

30 

0.30 

9.00 

Total 335 100 

11. Innovation competency of the school   

11.1  A school that develops new  

         methods/practices or innovation on its own.  
9 2.70 

11.2  A school that adopts new methods/practices  

         or innovation to apply at the school.  
174 51.90 

11.3  Neither  

11.4  Not identified 

134 

18 

40.00 

5.40 

Total 335 100 

 

             From Table 6.1, it is found that, from the basic data of 335 respondents, most 

of the respondents are school directors, at 54.60 percent, deputy directors were 43.00 

percent, most were aged between 46–55 years old, or more than 55 years old, at 40.60 

percent and 26.30 percent, respectively. Most reported their length of employment at 

the school at less than 10 years with 55.20 percent, and those with between 10–20 

years were at 25.70 percent. Most of them graduated with a master degree or bachelor 

degree, with 71.60 percent and 21.20 percent, respectively. 62.10 percent of the 

schools were private. Most schools have been in operation for 10–30 years or 31–50 

years, 30.10 percent and 29.90 percent, respectively. The highest level of education 

provided was at the primary level with 37.00 percent, and upper secondary schools 

with 36.70 percent. The number of students was mostly no more than 499 students at 

39.10 percent, and schools with between 500–1,499 students came in at 38.80 percent. 
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The number of teaching personnel and staff was mostly less than 100 persons with 

78.80 percent, while the assessment result (ONESQA) was mostly good with 54.90 

percent. The innovation competency of most of the schools were schools that bring in 

new methods/practices or innovation to apply at the school, at 51.90 percent.     

 

6.1.2 The Results from Analyzing the Current Innovation Competency 

Situation and Factors Influencing the 5 Aspects of Innovation 

Competency   

The results from analyzing the current innovation competency situation can be 

categorized into 5 groups, namely 1) Innovation Competency; 2) Managerial 

Competency; 3) Transformation-based Competency; 4) Organizational Resources; 

and 5) External Environment. The researcher obtained data from schools that provide 

basic education through questionnaires and presented the analytical results in tables 

with explanations as follows:  

 

Table 6.2  Averages, Standard Deviations of Innovation Competency   

 

Items X  S.D. 
Level of 

Opinions  

1. School continues to create new innovation 

every year.  

7.58 

 

1.60 

 

High 

 

2. Created innovation can improve the 

school’s achievements 

8.33 

 

1.83 

 

Highest 

 

3. Created innovation is new and clearly 

different from existing practices and 

methods. 

7.43 

 

1.61 

 

High 

4. Innovation created by the school contributes 

to the increased academic achievements of 

the students.  

8.10 

 

1.61 

 

Highest 

5. You are satisfied with the results of using 

the created innovation.  

7.96 

 

1.44 

 

High 
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Table 6.2  (Continued) 

 

   

Items X  S.D. 
Level of 

Opinions  

6. Those associated with the school’s 

education provision (Stakeholders) are 

satisfied with the school’s education 

provision.  

7.50 

 

1.45 

 

High 

7. The level of innovation value considering 

the outcome of the created innovation as 

compared to resources required in 

developing such innovation.   

8.30 

 

1.49 

 

Highest 

Average Total 7.89 1.58 High 

 

From Table 6.2, it is found that the overall level of innovation competency is 

at a High level ( X = 7.89). Created innovation can improve the school’s achievements 

the most (Highest level) ( X =8.33). The level of innovation value considering the 

outcome of the created innovation as compared to resources required in developing 

such innovation has the highest average ( X =8.33), while the school’s innovation is 

developed by the school itself and contributes the most to the increased academic 

achievements of the students (highest level) ( X =8.10).  

 

Table 6.3  Averages, Standard Deviations of Managerial Competency 

 

Managerial Competency Average ( X ) 

Standard 

Deviation 

(S.D.) 

Level of 

Opinions 

1. Transformational leadership 

2. Top management support 

3. Innovation strategies 

4. Human resource practices on 

employee acquisition 

7.47 

7.72 

7.78 

7.73 

 

1.49 

1.53 

1.66 

1.51 

High 

 High 

High 

High 
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Table 6.3  (Continued) 

 

Managerial Competency Average ( X ) 

Standard 

Deviation 

(S.D.) 

Level of 

Opinions 

5. Human resource practices on 

performance appraisal 

6. Human resource practices on 

rewarding 

7.  Human resource practices on 

training and development 

7.57 

 

7.63 

 

7.71 

 

1.60 

 

1.65 

 

1.52 

High 

 

High 

 

High 

 

 

From Table 6.3, it is revealed that overall managerial competency regarding 

transformational leadership is at a high level ( X = 7.47).  Overall managerial 

competency regarding top management support is at the high level ( X = 7.72). The 

overall managerial competency regarding innovation strategies is at a high level ( X = 

7.78). Overall managerial competency regarding human resource practices on 

employee acquisition was at the high level ( X = 7.73).  Overall managerial 

competency regarding human resource practices on performance appraisals was at the 

high level ( X = 7.57). Overall managerial competency regarding human resource 

practices of rewarding was at the very much level ( X = 7.63). The overall managerial 

competency regarding human resource practices on training and development was at 

the high level ( X = 7.71). 

 

Table 6.4  Averages, Standard Deviations of Transformation-based Competency 

 

Transformation-based 

Competency 

Average  

( X ) 

Standard 

Deviation (S.D.) 

Level of 

Opinions 

1. Organizational culture 

2. Organizational learning 

3. Research and Development 

4. Organizational structure 

7.43 

7.48 

7.08 

7.59 

1.61 

1.47 

1.61 

1.57 

high 

high  

high 

high  
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From Table 6.4, it is revealed that the overall transformation-based 

competency regarding organizational culture is at the high level ( X = 7.43) Overall 

transformation-based competency regarding organizational learning was at a high 

level ( X = 7.48). Overall transformation-based competency regarding research and 

development is at the high level ( X = 7.08). Overall transformation-based competency 

regarding organizational structure is at high level ( X = 7.59).  

 

Table 6.5  Averages, Standard Deviations of Organizational Resources 

 

Organizational Resources Average ( X ) 

Standard 

Deviation 

(S.D.) 

Level of 

Opinions 

1. Financial resource  

2. Physical resource 

3. Quality of human resource 

4. Organizational knowledge 

7.70 

7.72 

7.91 

7.68 

1.51 

1.36 

1.34 

1.37 

high  

high  

high  

high  

 

From Table 6.5, it is revealed that overall financial resources are at the high 

level ( X = 7.70). Overall physical resources is at the high level ( X = 7.72). The overall 

quality of human resources is at a high level ( X = 7.91). Overall organizational 

knowledge is at a high level ( X = 7.69).  

      

Table 6.6  Averages, Standard Deviations of External Environment 

 

External Environment 
Average  

( X ) 

Standard 

Deviation 

(S.D.) 

Level of 

Opinions 

1. Government support 

2. Competition 

3. Uncertainty of the 

environment 

7.61 

7.81 

7.38 

1.75 

1.64 

1.58 

High 

High 

High 
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From Table 6.6 it is revealed that the overall external environment regarding 

public policies on promotion and support is at a high level ( X = 7.61). The overall 

external environment regarding competition is at a high level ( X = 7.81). The overall 

external environment regarding uncertainty of the environment is at a high level ( X = 

7.38).  

 

6.2  Analysis of Variable Relationships 

 

In this research, there are 4 latent variables as independent variables, with 1 

latent variable as the dependent variable. Each latent variable will be explained by its 

observed variables.   

   

6.2.1 Confirmation Factor Analysis 

A Confirmation Factor Analysis is a statistical method that studies the 

relationship between a set of observed variables and latent variables in a measurement 

model (Kallaya Vanichbuncha, 2013). This analysis aims to examine the ability of 

observed variables in predicting the latent variables. In this research, Confirmation 

Factor Analysis is used to examine whether the latent variables used as independent 

variables are mutually related (multicolinearity problem), and can be appropriately 

used to predict the dependent variable or not. The Confirmation Factor Analysis 

begins with the independent variables, which are the latent variables, and the observed 

variables of each latent variable, as follows:    

6.2.1.1 Confirmation Factor Analysis of Independent Variables 

The independent variables that are latent variables in this research 

consist of managerial competency, transformation-based competency, organizational 

resources, and organizational environment. The factor analysis aims to examine the 

extent that the observed variables can be used to predict the latent variables. The first 

thing to do in the analysis is to preliminarily examine whether variables used in 

predicting are mutually related and result in a multicolinearity problem. The values of 

an acceptable correlation coefficient must be less than 0.75 (r < 0.75) such that the 

predicting variables are not mutually related (Suchart, 2005) and can thus be used for 

further statistical analyses.   
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This research uses an AMOS program for the Confirmation Factor 

Analysis of the observed variables and latent variables with the details as follows:  

 

Figure 6.1  Results of Confirmation Factor Analysis of Managerial Competency 

Variables 

 

From Figure 6.1, the managerial-based competency (Man) consists of 7 

observed variables, namely transformational leadership (TL), innovation strategy (IS), 

top management support (TM), employee acquisition, performance appraisal (PA), 

rewarding (RE) and training and development (TD). The results of the correlation 

coefficient examination are presented in the following table.   

 

Table 6.7  Correlation Matrix of Observed Variables of the Managerial Competency  

                  Variable 

 

Variables TM IS TL EA TD PA RE 

Top Management Support (TM)    1.00       

Innovation Strategy (IS)   .730 1.00      

Transformational Leadership (TL)   .388 .456 1.00     

Employee Acquisition (EA)   .721 .641 .405 1.00    

Training and Development (TD) .721 .640 .405 .753 1.00   

Performance Appraisal (PA)   .635 .564 .357 .664 .663 1.00  

Rewarding (RE)   .669 .594 .376 .699 .699 .725 1.00 
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From Table 6.7, it is found that the correlation coefficient of every 

observed variable of the managerial competency is less than 0.75 (r < 0.75), so they 

can be used for further statistical analyses. The results obtained from the AMOS 

program are shown in Figure 6.1, and Table 6.7 presents the statistical values 

indicating that the observed variables can be used as factors of the managerial 

competency variable.  

From Figure 6.1, it is revealed that the managerial competency (latent 

variable) consists of 7 observed variables, namely top management support (TM), 

innovation strategy (IS), transformational leadership (TL), employee acquisition 

(EA), training and development (TD), performance appraisal (PA) and rewarding 

(RE). The analytical results from the AMOS program show that the observed 

variables are not mutually related and can be used to explain the latent variable (the 

managerial-based competency) well. It is found that the factor weights of the 

observed variables are, in descending order, employee acquisition (.87), training and 

development (.87), top management support (.83), rewarding (.81), performance 

appraisal (.76), innovation strategy (.74) and transformational leadership (.47), 

respectively. The factor weights are sufficiently high to be used as factors that explain 

the latent variable, i.e. the managerial competency.       

 
 

Figure 6.2  Results of Confirmation Factor Analysis of Transformation-based 

Competency Variables 
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Table 6.8  Correlation Matrix of Observed Variables of the Transformation-based  

                  Competency Variable 

 

Variable OS OC RD OL 

Organizational Structure (OS)   1.000    

Organizational Culture (OC)   .712 1.000   

Research and Development (RD) .612 .591 1.000  

Organizational Learning (OL)   .729 .704 .606 1.000 

 

From Table 6.8, it is found that the correlation coefficient of every 

observed variable of the managerial-based competency is less than 0.75 (r < 0.75), so 

they can be used for further statistical analyses. The results obtained from the AMOS 

program are shown in Figure 6.2, and Table 6.8 presents the statistical values 

indicating that the observed variables can be used as factors of the transformation-

based competency variable. 

From Figure 6.2, it is revealed that the transformation-based 

competency (latent variable) consists of 4 observed variables, namely organizational 

structure (OS), organizational culture (OC), research and development (RD) and 

organizational learning (OL). Analytical results from the AMOS program show that 

the observed variables are not mutually related and can be used to explain the latent 

variable (the transformation-based competency) well. It is found that the factor 

weights of the observed variables are, in descending order, organizational structure 

(.89), organizational culture (.85), organizational learning (.80) and research and 

development (.65), respectively. The factor weights are sufficiently high to be used as 

factors that explain the latent variable, i.e. the transformation-based competency. 
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Figure 6.3  Results of Confirmation Factor Analysis between Observed Variables and 

Organizational Resource Variable 

 

Table 6.9  Correlation Matrix of Observed Variables of the Managerial-based  

                  Competency Variable 

 

Variable FR PR QR OK 

Financial Resource (FR) 1.000    

Physical Resource (PR)   .720 1.000   

Quality Human Resource (QR) .549 .596 1.000  

Organizational Knowledge 

Resource (OK)   
.634 .688 .750 1.000 

 

From Table 6.9, it is found that the correlation coefficient of every 

observed variable of the organizational resource is less than 0.75 (r < 0.75), so they 

can be used for further statistical analyses. The results obtained from the AMOS 

program are shown in Figure 6.3, and Table 6.9 presents the statistical values 

indicating that the observed variables can be used as factors of the transformation-

based competency variable. 

From Figure 6.3, it is revealed that the latent variable (organizational 

resource) consists of 4 observed variables, namely financial resource (FR), physical 

resource (PR), quality human resource (QR) and organizational knowledge resource 

(OK). The analytical results from the AMOS program show that the observed 

variables are not mutually related and can be used to explain the latent variable (the 

organizational resource) well. It is found that the factor weights of the observed 
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variables are, in descending order, organizational knowledge resource (.93), quality 

human resource (.81), physical resource (.74) and financial resource (.68), 

respectively. The factor weights are sufficiently high to be used as factors that explain 

the latent variable, i.e. the organizational resource. 

 

Figure 6.4  Results of Confirmation Factor Analysis between Observed Variables and 

External Environment Variable 

 

Table 6.10  Correlation Matrix of Observed Variables of the External Environment  

                    Variable 

 

Variable GS CO UN 

Government Support (GS)   1.000   

Competition (CO) .514 1.000  

Uncertainty of the Environment 

(UN) 
.406 .734 1.000 

 

From Table 6.10, it is observed that the correlation coefficient of every 

observed variable of the managerial-based competency is less than 0.75 (r < 0.75), so 

they can be used for further statistical analyses. The results obtained from the AMOS 

program are shown in Figure 6.4, while Table 6.10 presents the statistical values 

indicating that the observed variables can be used as factors of the external 

environment variable. 

From Figure 6.4, it is revealed that the latent variable (external 

environment) consists of 3 observed variables, namely government support (GS), 

competition (CO) and uncertainty of the environment (UN). Analytical results from 
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the AMOS program show that the observed variables are not mutually related and can 

be used to explain the latent variable (the external environment) well. It is found that 

the factor weights of the observed variables are, in descending order, competition 

(.96), uncertainty of the environment (.76) and government support (.53), 

respectively. The factor weights are sufficiently high to be used as factors that explain 

the latent variable, i.e. the external environment. 

6.2.1.2  Confirmation Factor Analysis of First Order 

By using the statistical method in the Confirmation Factor Analysis of 

the independent variables, the results are shown in Figure 6.5. 

 

 

 

Figure 6.5  Confirmation Factor Analysis of First Order 

 

En    =  External environment 

Man  =  Managerial 

competency 

TD = Training and development 

PA = Performance appraisal 

RE = Rewarding 
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Trans   =  Transformation-based  

competency 

Resource  =  Organizational  

resource 

GS   =  Government support 

Co   =  Competition 

Un   =  Uncertainty of the  

environment 

TM   =  Top management  

support 

IS    =  Innovation strategy 

TL   =  Transformational  

leadership 

EA   =  Employee acquisition 

 

OS = Organizational structure 

OC = Organizational culture 

RD = Research and development 

OL = Organizational learning 

FR = Financial resource 

PR = Physical resource 

QR = Quality human resource 

OK = Organizational knowledge 

Table 6.11  Correlation Matrix of Latent Variables 

 

Variable EN TRANS RESOURE MAN 

External environment (EN) 1.000    

Transformational-based competency (TRANS) .440 1.000   

Organizational resource (RESOURE)  .430 .579 1.000  

Managerial-based competency (MAN) .424 .549 .553 1.000 

 

From Table 6.11, it is seen that the correlation coefficient of every 

latent variable is less than 0.75 (r < 0.75), so they can be used for further statistical 

analyses. The results obtained from the AMOS program are shown in Figure 6.5.    

From Figure 6.5, it is shown that the latent variables that are used as 

independent variables in this research have observable variables that can be used to 

statistically predict the latent variables. The model fits the statistics and the empirical 

data are consistent with the criteria, namely: 

    

 P value = 0.000 < 0.01  (Sig.) 

Chi-Square/df = 1.424 < 2.00 
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GFI = .944 > .9 

CFI = .986  >  .92 

RMR = .073 <  .08 

RMSEA = 0.36 < .07 

 

In addition, Table 6.12, which presents the statistical values used as the 

acceptance criteria for the goodness of fit of the structural equation modeling 

proposed by Hair et al. (2010), shows that the Common Factor Analysis Model fits 

well with the empirical data and the set of observed variables used to predict each 

latent variable. Thus, it can be regarded that the latent variables used to predict the 

independent variables are reliable for the further step of analyzing multivariate data 

by the structural equation model (SEM). 

    

Table 6.12  Decision Criteria for Assessing the Model of Hair, J.F. et al. (2010) 

 

  N 250  N 250 

Stat. 
NO.of 
Var.(m) m 12 

12  m 
 30 m 30 

 
m 12 

12  m 
 30 m 30 

    Insignificant 

p-values 

expected 

Significant 

p-values can  

result even  
with good fit 

Significant 

p-values 

can be  
expected  

 Insignificant 

P-values 

Can result 
With good 

fit 

 

Significant 

p-values 

can be 
expected 

Significant 

p-values 

can be 
expected 

CFI or 

TLI 

RNI 

 .97 or better 

May not  

diagnose 
misspecification 

as well 

.95 or better 

.95 or better 

 Above .92 

Above .92 

 
 

 .95 or better 

.95 or 

better, but 
do not use 

with 

N 1,000 
 

Above .92 

Above .92 

but do not 
use with 

N 1,000 

Above .90 

Above .90 

but do not 
use with 

N 1,000 

SRMR  Could be  
biased 

upward, 

use other 
indices 

 

.08 or less 
(with CFI of 

.95 or higher) 

less than  
.09 (with 

CFI 

Above .92) 

 Could be 
Biased 

Upward; use 

other indices 

.08 or less 
(with CFI 

above .92) 

.08 or less 
(with CFI 

above .92) 

RMSEA  Values  .08 

with 
CFI = .97 

or higher 

Values .08 

With 
CFI of .95 or 

higher 

Values 

 .08 with 
CFI 

above.92 

 Values  .07 

with CFI of 
.97 or higher 

Values 

 .07 with 
CFI of .92 

or higher 

Values 

 .07 with 
CFI of .90 

or higher 

 

Source:  Hair et al, 2010.  

Note:  m = number of observed variables: N applies to number of observations per 

group when applying CFA to multiple groups at the same time. 
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6.2.2 Structural Equation Modeling (SEM)  

The structural equation modeling (SEM) is a technique for analyzing 

multivariate data that employs multivariate and multi-technique methods to analyze 

data and find relationships between variables. Moreover, structural equation modeling 

(SEM) can also be used to analyze observed and latent variables (Kallaya Vanichbuncha, 

2013).    

In this research, quantitative analysis uses the structural equation modeling 

technique for analyzing the relationships between variables according to the research 

framework described in Chapter 4. In doing so, questionnaires were sent to a sample 

of 420 schools where 355 were returned, or equivalent to a rate of return of 79.76 

percent. The results of the analysis can be explained as follows: 

 

  

 

Figure 6.6  Results of the Analysis of Variable Relationships using the Structural 

Equation Modeling 
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Inno_Comp  = Innovation competency 

ACH   = Achievement 

En      =  External environment 

Man   =  Managerial competency 

Trans   = Transformation-based     

                        competency 

Resource  = Organizational resource 

GS  = Government support 

Co   = Competition 

Un   = Uncertainty of the   

                        environment 

TM  = Top management support 

IS    = Innovation strategy 

TL   = Transformational  

                        leadership 

EA   = Employee acquisition 

 

NO = Number of developed innovations 

Val = Innovation value 

TD = Training and development 

PA = Performance Appraisal 

RE = Rewarding 

OS = Organizational structure 

OC = Organizational culture 

RD = Research and development 

OL = Organizational learning 

FR = Financial resource 

PR = Physical resource 

QR = Quality human resource 

OK = Organizational knowledge 

 From Figure 6.6, it is found that the structural model fits the empirical data 

well as shown by the following criteria statistics:  

 

 P value = 0.000 < 001  (Sig.) 

Chi-Square/df = 1.618 < 2.00 

GFI = .931  > .9 

CFI = .979  >  .92 

RMSEA = 0.43 < .07 

  

From Table 6.12, it is revealed that every value is consistent with the criteria 

given by Hair et al. (2010), thus it is sufficient to conclude that the structural equation 

modeling fits well with the empirical data and can be used to explain the relationships 

of the variables according to the research framework.  
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6.2.3 Relationships Between Managerial Competency and Other Variables 

Given the research framework described in Chapter 4, the relationships 

between variables can be concluded according to the following hypotheses: 

H1: Managerial competency has a positive and direct effect on 

innovation competency. 

From Figure 6.6, it is found that managerial competency has a positive 

and direct effect on innovation competency with a regression coefficient of .32 and P-

value of less than 0.01 (Sig.). This implies that managerial competency has a 

significantly positive and direct effect on innovative competency, thus hypothesis H1 

can be accepted.   

H11: Managerial competency has a positive and direct effect on 

transformation-based competency. 

From Figure 6.6, it is found that managerial competency has a positive 

and direct effect on transformation-based competency with a regression coefficient of 

.55 and P-value of less than 0.01 (Sig.). This implies that the managerial-based 

competency has a significantly positive and direct effect on transformation-based 

competency, thus hypothesis H11 can be accepted. 

H12: Managerial competency has a positive and direct effect on 

organizational resource.   

From Figure 6.6, it is found that managerial-based competency has a 

positive and direct effect on organizational resources with a regression coefficient of 

.29 and P-value of less than 0.01 (Sig.). This implies that the managerial-based 

competency has a significantly positive and direct effect on organizational resource, 

thus hypothesis H12 can be accepted. 

 

6.2.4 Relationships Between Transformation-based Competency and 

Other Variables 

H2:  Transformation-based competency has a positive and direct effect 

on innovation competency. 

From Figure 6.6, it is found that transformation-based competency has a 

positive and direct effect on innovation competency with a regression coefficient of 

.26 and P-value of less than 0.01 (Sig.). This implies that the transformation-based 
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competency has a significantly positive and direct effect on innovative competency, 

thus hypothesis H2 can be accepted. 

H21: Transformation-based competency has a positive and direct effect 

on organizational resources.   

From Figure 6.6, it is found that transformation-based competency has a 

positive and direct effect on organizational resources with a regression coefficient of 

.36 and P-value of less than 0.01 (Sig.). This implies that the transformation-based 

competency has a significantly positive and direct effect on organizational resources, 

thus hypothesis H21 can be accepted. 

 

6.2.5 Relationships Between Organizational Resources and Other 

Variables 

H3: Organizational resources have a positive and direct effect on 

innovation competency. 

From Figure 6.6, it is found that organizational resources have a 

positive and direct effect on innovation competency with a regression coefficient of 

.51 and P-value of less than 0.01 (Sig.). This implies that organizational resources 

have a significantly positive and direct effect on innovative competency, thus 

hypothesis H3 can be accepted. 

 

6.2.6 Relationships Between External Environment and Other Variables 

H4: External environment has a positive and direct effect on innovation 

competency. 

From Figure 6.6, it is found that the external environment does not have 

a positive and direct effect on innovation competency and the P-value is not 

statistically significant. This implies that the external environment is not significantly 

related to innovative competency, thus hypothesis H4 is rejected. 

H41: External environment has a positive and direct effect on 

managerial-based competency. 

From Figure 6.6, it is found that the external environment has a positive 

and direct effect on managerial competency with a regression coefficient of .44 and P-

value of less than 0.01 (Sig.). This implies that the external environment has a 
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significantly positive and direct effect on managerial competency, thus hypothesis 

H41 can be accepted. 

H42: External environment has a positive and direct effect on 

organizational resources. 

From Figure 6.6, it is found that the external environment has a positive 

and direct effect on organizational resources with a regression coefficient of .17 and 

P-value of less than 0.01 (Sig.). This implies that the external environment has a 

significantly positive and direct effect on organizational resources, thus hypothesis 

H42 can be accepted. 

 

Table 6.13  Summary of Research Hypothesis Testing Results 

 

Research Hypotheses Testing results 

H1:    Managerial competency has a positive and direct effect on    

innovation competency. 

Accepted 

H11:   Managerial competency has a positive and direct effect on   

transformation-based competency. 

Accepted 

H12:  Managerial competency has a positive and direct effect on 

organizational resources.    

Accepted 

H2:    Transformation-based competency has a positive and direct 

effect on innovation competency.  

Accepted 

H21:   Transformation-based competency has a positive and direct 

effect on organizational resources.     

Accepted 

H3:    Organizational resource has a positive and direct effect on 

innovation competency. 

Accepted 

H4:     External environment does not have a positive and direct 

effect on innovation competency. 

Rejected 

H41:  External environment has a positive and direct effect on 

managerial competency. 

Accepted 

H42:   External environment has a positive and direct effect on 

organizational resources.  

Accepted 
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In conclusion, every hypothesis can be accepted except for the 4
th

 hypothesis. 

This means that the external environment does not have a direct effect on innovation 

competency, but it does have an indirect effect through other factors to innovation 

competency. Figure 6.7 shows the relationships between independent variables that 

have direct and indirect effects on innovation competency. 

 

 

Figure 6.7  Factors Directly and Indirectly Affecting Innovation Competency (Dark 

Lines Indicate Mutual Effects and Dashed Lines Indicate no Mutual 

Effects)  

 

6.2.7 Analysis of the Sizes of Direct and Indirect Effects of the Factors 

within the Model 

The analysis of the sizes of direct and indirect influences of each factor that 

affects innovation competency can be calculated from direct effects between the 

variables (DE), indirect effects (IE) and total effects (TE). The total effects are equal 

to the total of direct effects and indirect effects by the following formula: TE = DE + IE 

Organizational 

learning 

Research & 

Development 
Organizational  

culture 

Organizational 

structure 

Organizational 

knowledge 

 

Quality HR Physical resource Financial resource 
 

Top management 

support 

Innovation 

strategy 

Transformational  

leadership 

Employee 
acquisition 

Training and 
development 

Performance  
appraisal 

Rewarding 

Government 
support 

Competition 

Uncertainty of the 

environment 

Number of 

organizational 

innovation 

Work efficiency 

Value of training  

and development 

Transformation-based 

competency 

External  

environment 

Organizational 

resource 

Innovation  

competency 

Managerial-based 

competency 

.74** 

.81** 
.66** .84** .88** 

.09 

.78** 

.76** 

.86** 

.87** 

.47** 

.84** 

.55** 

.44** 

.17** 

.29** 

.26** 

.36** 

.51** 

.88** .84** .76** 

.72** 

.76** 

.87** 

.80** 

.91** 

.78** 

.54** 

.32** 
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Additionally, the calculation of direct and indirect effects uses the regression 

coefficients shown in Figure 6.7 and the calculation results can be summarized in the 

following table.  

 

Table 6.14  Direct and Indirect Effects Between the Variables 

 

Variable R
2 

Effect 

Variable 

Managerial 

competency 

(Man) 

Transformation-

based competency 

(Trans) 

Organizational 

resource 

(Resource) 

External 

environment 

(En) 

Innovation 

competency 

(Inno_comp) 

.85 DE .32 .26 .51 - 

IE .40 .18  .40 

TE .72 .44 .51 .40 

Managerial 

competency 

(Man) 

.20 DE - - - .44 

IE - - - - 

TE - - - .44 

Transformation-

based 

competency 

(Trans) 

.31 DE .55 - - - 

IE - - - .24 

TE .55 - - .24 

Organizational 

resource 

(Resource) 

.43 DE .29 .36 - .17 

IE .20 - - .22 

TE .49 .36 - .39 

 

6.3  Results of Analyzing Data Obtained from Questionnaires 

 

Part 3 of the questionnaire contains open-ended questions that allow respondents 

to express their opinions freely. There are 4 questions in this Part, namely 1) School’s 

Innovation developed in the most recent 3 years; 2) Factors of success in developing 

the school’s innovation; 3) Recommendations for self-innovation development; and  

5) Problems and obstacles in innovation development.  

From analyses and summaries of recommendations obtained from Part 3 of the 

questionnaire according to the above 4 questions, the researcher has gathered all of 
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the answers and grouped those data into similar topics and issues using a frequency 

distribution method and presented the descriptive data as follows:  

 

6.3.1 Development of New Practices/Methods or Innovation in Schools 

 Most innovation or new methods/practices developed by schools are related to 

educational process innovation. For example, arrangements of integrated educational 

activities with new processes such as the use of tales as a learning medium, learning 

through teaching materials created by teachers, live classroom learning, 

organizational learning using innovation for upgrading academic achievements, use of 

computers in arranging activities, use of technological innovation in e-office, use of 

the Internet in teaching, a computerized grading system, use of ICT programs in 

building online lessons, use of computer programs to assist other teaching dimensions 

and so on. In addition, there were only a few administrative innovations and 

curriculum innovations appearing in the questionnaire, so, not that much. For 

administrative innovation, there were measurement and assessment innovations such 

as the development of voting and assessment systems using Microsoft Excel, self-

developed financial and accounting administration programs, an HR management 

program including performance scoring and compensation increases with decision-

making using a computer program for processing data. With respect to curriculum 

innovations, they included innovations that add and adjust curriculums of academic 

institutions in line with the context and the available resources of the school, such as 

arrangements of courses that allow children with different ages to join together, local 

courses at each school will incorporate the identity and locality of local wisdom as 

part of their academic content, etc. In summary, most innovations of schools that 

provide basic education are process innovations such as educational provision 

processes, followed by administrative innovations and curriculum innovations, 

respectively.    

 

6.3.2  Summary of Recommendations on Factors of Success in Innovation 

Development 

Most recommendations on factors of success for schools in innovation 

development focus on incorporation of all personnel involved in educational provision 
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so as to build a strong team in developing innovation. Schools should have an 

information database system and technology media, as well, school staff should have 

the knowledge or skills for knowledge searching. Teacher capability and quality 

should include preparedness, creativity, the thinking process and application. 

Moreover, innovation capability and aptitude is also essential to innovation 

competency. Personnel should be consistently developed with respect to innovation 

development in every academic year. The school management team should pay 

attention to innovation development, have vision toward innovation and provide 

adequate support both in terms of morale and budget for innovation projects. The 

school administrator must commit to innovation development and follow up with 

bringing such innovations into practice for maximum benefit to the school. School 

administrators must have academic leadership, and be able to pave the way for 

successful innovation development and implementation. The school’s policies and 

plans/strategies in innovation development are also crucial to the success of 

educational innovation development, while school resources such as human resources, 

budget, buildings, tools and equipment should be enough for the development of 

innovation in the school.    

 

6.3.3  Recommendations on Approach in Innovation Development for 

Other Schools  

 Emphasis should be placed on the analysis of the external and internal 

environments of the organization, a school’s problems, personnel needs, and the 

school’s ability to create innovation as well as self-assessment using the PDCA 

system, in order to determine guidelines in preparing their innovation development 

plan. Schools should arrange meetings and seminars to exchange and share 

knowledge between stakeholders, parents/students/communities, municipalities and 

various government agencies, as well as incorporating networks with external 

agencies. In addition, schools should provide sources for data searches via the 

Internet, and arrange study trips for exploring and learning new knowledge/ 

innovations from other schools. Schools should strengthen innovation awareness and 

develop their personnel on a continuous basis. The management team must set up a 

clear work plan, adhere to the principle of participative management so that every 
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party involved has the chance to express their opinions and jointly make decisions. 

Schools should be prepared in other dimensions related to innovation development, 

such as having a sufficient budget, constantly developing personnel and ensuring that 

learning environments both inside and outside the institution are in association with 

the school’s context and innovation development.     

 

6.3.4  Recommendations on Problems and Obstacles in Developing 

Innovation Competency of Schools  

In this topic, the questionnaire allows respondents to express their opinions on 

problems and obstacles regarding the school’s innovation development with respect to 

4 perspectives, namely management, transformation process, organizational resources, 

and external environment.  

6.3.4.1  Problems and Obstacles in Innovation Development with 

Respect to Management 

Problems and obstacles in innovation competency development in 

schools with respect to management mostly involve human resource management, 

which include a lack of experts, personnel having familiarity with old methods, lack 

of knowledge and capability, lack of dedication to the organization, non-acceptability 

of change, no consistency in creating innovation, potential limitations, lack of modern 

technology knowledge, frequent changes of personnel, lack of leadership and 

management experience in the management team, and lack of innovation knowledge. 

Moreover, these problems and obstacles also refer to the fact that the management 

team does not have an effective employee-motivation plan, and fail to provide advice 

and guidelines for new innovation creativity to the school’s personnel. Management 

favors centralization of power, and that can cause some problems in management, 

such as the employee’s opinions not being in the decision-making process. Besides, if 

administration and management also lack the vision of good systematic operations, a 

lack of understanding, cooperation and awareness in using innovation will result. 

Apart from that, when school administrators and the management team do not 

encourage team participation in coordinating related innovation development, it leads 

to discontinued development in various dimensions of the school.  
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Problems such as management having too much work or not 

understanding innovation also result in innovation development that turns out to be 

non-innovative or is not beneficial to the school’s operations. Schools who do not 

have clear strategies and policies regarding new innovation development that can be 

timely adjusted in response to change results in innovation development that takes a 

long time. When strategic and development plans of schools are not consistently 

supported, there is an inadequate budget for project implementation, or a lack of 

welfare and incentives from management prevail, these also contribute to 

underdevelopment. In addition, teaching problems also include a lack of performance 

and innovation accomplishment assessment, teaching staff having too many teaching 

hours, and a lack of capabilities in educational innovation development.          

6.3.4.2  Problems and Obstacles in Innovation Development with 

Respect to Organizational Resources 

Problems and obstacles in innovation competency development regarding 

organizational resources are mostly concerned with problems and obstacles relating to 

a limited and inadequate budget being available, lack of government support, 

personnel lacking knowledge, ability and experience regarding innovation development 

skills, lack of technological capability, lack of enthusiasm, and lack of creativity and 

awareness of the significance of new innovation; moreover, personnel as a human 

resource, that does not accept change and thus cannot adapt to organizational culture 

changes and technologies that are changing at a bounding pace; also in schools with a 

lack of readiness with respect to physical resources, such as buildings and other 

spaces available for resource development.  Other obstacles face schools who suffer 

from a lack of good system monitoring when existing technologies are inadequate, out 

of date, inefficient and limited.   

6.3.4.3  Problems and Obstacles in Innovation Development with Respect 

to Transformation-based Competency 

Problems and obstacles in developing innovation in schools with 

respect to processes and key development characteristics mostly consist of: the belief 

of personnel in an old organizational culture which leads to non-acceptance of new 

things; lack of cooperation between teaching staff and the management; lack of 

consideration for common benefits. Apart from that, problems also include unclear 
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and complex organizational structures that are not aligned with their strategic and 

action plans. Or, when the management team has too much of a work burden, or the 

work processes of management are inconsistent, or new innovation is used for routine 

practices. Moreover, if the research and development (R&D) team lacks the 

knowledge and skills for conducting research. When schools showed less emphasis on 

research and effective systematic collection of data, research delays ensued. Schools 

who did not have effective procedures for acquiring useful information for innovation 

development processes, while efficient procedures for monitoring and evaluation tools 

for facilitating innovation projects were lacking also ran into difficulties. Personnel 

that change frequently also leads to discontinued innovation development. A lack of 

innovation competency development results from the fact that personnel do not 

understand organizational management. Schools are not prepared to be learning 

organizations when they have a lack of learning exchanges among the teachers, or 

when teachers themselves lack enthusiasm to learn new things. 

6.3.4.4  Problems and Obstacles in Innovation Development with Respect 

to Government Support 

Problems and obstacles in developing innovation competency with 

respect to government support are mostly concerned with inadequate budgetary 

support from the government and inconsistency with the schools’ requirements. 

Problems ensue when the government does not focus on practical innovation 

promotion in private schools, which hardly get support or get less support than public 

schools. Frequent changes of government policies require schools to constantly adjust 

themselves to the policies, thus raising the problem of inconsistency with government 

policy. If government does not have a clear promotion policy and does not adequately 

disseminate educational innovation as an example to schools, this creates an obstacle. 

Moreover, the offices of educational service areas provide less support with respect to 

budget, cooperation, and training on developing new innovation that is associated 

with current situations.           

6.3.4.5  General Recommendations 

For general recommendations in developing innovation competency in 

schools, government support on budget and personnel welfare and simultaneous 

development of innovation in various aspects is required. As well, the government 
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should encourage every school to create their own educational innovation and use 

such innovations as a criteria for quality assessment as part of a national agenda. 

Moreover, innovation development in private schools should be emphasized, and 

there should be dissemination of news and information related to innovation 

development to private schools. The Government should provide training and useful 

knowledge to private schools as equally as to public schools. The government should 

provide new knowledge for the constant development of educational personnel while 

incentives should be provided for new innovation development. There should be a 

national center for producing educational media and innovations that will be 

distributed to schools for free. The government should organize competition 

arrangements at the regional level and national level in order to encourage schools to 

develop their own educational innovations. The government should establish 

networks on the Internet for collaboration in creating and developing educational 

innovation.  Additionally, the government should have a policy of supporting and 

promoting eruptional innovation, and encourage schools to set educational innovation 

as the school’s identity.    

 

6.4  Conclusion 

 

In this chapter, the results of quantitative analyses are presented via the use of 

questionnaires that were distributed to a sample of 420 schools where 335 

questionnaires were retuned, a rate of 79.76 percent. From analyses of the basic data, 

the study can answer the first research objective, as it is found that schools have an 

average innovation competency of 7.89.  According to the t-test and ANOVA, the 

statistics reveal that private and public schools have significantly different innovation 

competencies, while public schools have higher innovation competency than private 

schools. However, schools with different ages do not have significant differences with 

respect to innovation competency. Similarly, schools with different sizes do not have 

significant differences with respect to innovation competency. In the second part, 

relationships between independent variables and the dependent variable were tested. 

First, a Confirmation Factor Analysis was conducted for the observed variables and 

the latent variables, and between the latent variables. The results show that a problem 
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of multicolinearity is not found, and the observed variables can be used as factors of 

each latent variable according to statistical criteria. In this part, the analysis of 

structural equation modeling (SEM) shows that every hypothesis is accepted, except 

for the 4
th

 hypothesis, which is rejected. Finally, the third part summarizes the 

information obtained from the open-ended questions in the questionnaires, which will 

be used for research discussion and recommendations for developing innovation 

competency according to the third objective.  



 

CHAPTER 7 

 

CONCLUSION, DISCUSSION AND RECOMMENDATIONS 

 

This chapter presents the research results derived from the quantitative and 

qualitative research procedures. The research results that can answer the research 

objectives discussed and described the relationships and effects of various factors that 

affect the innovation competency of schools that provide basic education. Moreover, 

research limitations, recommendations for future research as well as benefits to be 

gained from this research will be presented.  

 

7.1  Research Conclusions 

 

This research studies the innovation competency of schools that provide basic 

education with the following research objectives: 1) to study the innovation 

competency of schools that provide basic education; 2) to study factors affecting the 

innovation competency of schools and 3) to propose guidelines in developing 

innovation competency in schools. In this research, all of the three research objectives 

have been covered and fully answered through quantitative and qualitative research 

procedures.  

 The qualitative research was conducted in order to obtain data to support the 

quantitative research results. The data obtained from the qualitative research can be 

used to answer the second research objective, i.e. to study the factors affecting school 

innovation competency, and to support and explain the results derived from the 

quantitative research. In addition, the qualitative research results can supplement 

quantitative results in terms of recommendations and guidelines for innovation 

competency development, which can then answer the third research objective. In 

conducting the qualitative research, the researcher used in-depth interviews and 

studied documents from seven schools that have outstanding innovation development 

performance and have been granted the “One School, One Innovation” award from 
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the Secretariat Office of the Teachers Council of Thailand for at least three 

consecutive years, which guarantees the competency of these schools.  

Interviewees include directors or deputy directors of schools and personnel 

who are responsible for innovation development of the schools granted the “One 

School, One Innovation” award from the Secretariat Office of the Teachers Council of 

Thailand. Questions used for the interviews are consistent with the research 

framework and the questionnaire was developed according to the research framework. 

The basic data of the seven schools are: three are large private schools, and the 

remaining four are public schools of which two are small and two are large. The 

empirical data of these schools show that from the literature review, most of the 

organizational components according to the research framework are important to the 

innovation competency of schools, except for the government support, competition, 

and uncertainty of the environment that most of the schools see them not affecting the 

development of school innovation.  

With respect to the quantitative research, the researcher developed a 

questionnaire according to the research framework derived from the literature review 

and perspectives and theories of organizational resources, organizational competency 

and innovation theory. A sample for the quantitative research includes the school 

administrators of 420 public and private schools that provide basic education and are 

distributed all over the country. The researcher used sample selection criteria by 

sampling schools from 13 education zones of the Ministry of Education. 335 

questionnaires were returned, equivalent to 79.76 percent.  

 

7.2  Discussion 

 

From the quantitative and qualitative analyses of data, it is found that most of 

the obtained data are consistent with the research conceptual framework, except for 

the external environment of the organization that does not have a direct effect on the 

organization’s innovation competency. 

Data found in this research is derived from quantitative and qualitative 

research methods. The quantitative method focuses on proof of research hypotheses 

through statistical and numerical methods so that only data according to the specified 
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framework applies. Whereas the qualitative method uses open-ended questions and 

studies the sample’s documents to obtain data that can answer some research 

questions and issues that the quantitative research cannot explain. In this discussion, 

descriptive data derived from the quantitative research method supplemented with 

data obtained from the qualitative research method will be presented so that the 

research objectives can be answered more comprehensively.  

The quantitative research answers all of the three research objectives. For the 

first objective, the data obtained shows that schools that provide basic education have 

a high level of innovation competency with an average of 7.89.  The data obtained 

from the quantitative research also answer the first research objective that schools 

have a high level of managerial competency, transformation-based competency in all 

aspects. At the meantime, organizational resources and organizational environment 

are also at high level. This means that the schools that provide basic education have 

high competency in innovation competency, managerial competency, transformation-

based competency and as well as having high resources for innovation development.  

Additionally, the data obtained from the quantitative research revealed that the 

uncertainty of external environment is high and there were high government supports 

provided to basic education schools and there were high degree of competitions 

among basic education school. 

From the data derived from quantitative and qualitative research methods, the 

data collected from the questionnaire shows that the conceptual framework is 

consistent with the hypotheses. That is, the managerial competency factor which 

includes leadership, top management support, innovation strategy and human resource 

practice, affects the innovation competency of schools, both directly and indirectly. 

The transformation-based competency, which includes organizational learning, 

organic structure, research and development and organizational culture, affects 

innovation competency both directly and indirectly. Regarding organizational 

resources, both tangible resources (budget and physical resources) and intangible 

resources (organizational knowledge and human resources) have a direct effect on the 

innovation competency of schools where intangible resources have the most effect on 

innovation competency among the organizational resources. On the other hand, the 

organizational environment such as government support and environment uncertainty 
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do not affect innovation competency to a great extent, except for competition that 

affects innovation competency of schools indirectly via other factors.  

The results derived from the interview data are consistent with the results 

derived from the questionnaire. That is, managerial competency regarding leadership, 

management support, innovation strategy and human resource practices contribute to 

innovation competency of schools, particularly leadership and innovation strategy. 

The transformation-based competency including organic structure, organizational 

learning, research and development and organizational culture, all affect innovation 

competency and is consistent with the results derived from the quantitative method. 

The organizational resources regarding human resource and organizational knowledge 

affect the innovation competency of schools. With respect to the organizational 

environment regarding competition, it makes schools think of new methods to 

improve operations in order to achieve a greater reputation. Such efforts force 

schools, by the school board and school director, to cooperate in formulating plans 

and projects as well as strategies in developing the innovation competency of the 

schools so that they can create new innovations to improve their managerial efficiency 

and academic performance on a continual basis. 

The results derived from the quantitative method reveals that the managerial 

competency of schools, i.e. innovation strategy, transformational leadership, efficient 

human resource practices and management support, affect the innovation competency 

of schools the most (the total effect equaling to .72), followed by adequate resources 

(the total effect equaling to .51), and transformation-based competency, which 

includes organic structure, organizational learning, organizational culture and research 

and development (the total effect equaling to .44), respectively. On the other hand, the 

organizational environment affects innovation competency of schools only indirectly 

(the total effect equal to .40).  

 

7.2.1 Hypothesis Testing 

7.2.1.1 Managerial Competency has a Positive and Direct Effect on 

Innovation Competency.  

From the analysis, it is found that the managerial competency that 

consists of transformational leadership, management support, innovation strategy, 
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employee acquisition, performance appraisal, training and development, and rewards, 

is considered to have a significant, positive effect on innovation competency. This 

conclusion is confirmed by the result from the sample interview, which finds that 

transformational leadership, management support, innovation strategy, employee 

acquisition, performance appraisal, training and development, and rewards are all 

crucial to success in innovation development on a continuous basis, i.e. innovation 

competency.  

This result is consistent with the conclusion of Tipu et al. (2012), which 

indicates that transformational leadership is positively related with organizational 

innovation, and with the qualitative result, which indicates that transformational 

leadership is crucial to the initiation of the innovation process. Managerial 

competency is regarded as the most important factor, which can be observed from the 

total effect in Table 6.20 in Chapter 6, with the value of .72 – the maximum of all 

factors that affect innovation competency. Managerial factors are regarded as a 

starting point of new initiatives through the planning process, determination of 

implementation directions for different strategies, and support all parties that can 

accomplish their responsibilities smoothly and efficiently. 

The management of the organization must consider the preparedness of 

the organizational resources for the work processes within the organization such as 

budgetary and physical resource support including materials, equipment, and 

buildings while the preparedness of human resources must be done through human 

resource management essential to innovation and efficiency of the organization (Al-

bahussin and El-garaihy, 2014). This good organizational management will prepare 

the innovation development process of schools to be able to successfully develop 

innovation constantly, which is essentially a characteristic of innovation competency. 

Nonetheless, data obtained from statements of the interviewees reveals that the 

decisions made by leaders are the most important to initiating innovation development 

in schools and lead the schools, by related parties, to formulate concrete work plans or 

strategies concerning school innovation development and proceed with the 

implementation of such plans until the output, i.e. innovation is achieved.  
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7.2.1.2 Managerial Competency has a Positive and Direct Effect on 

Transformation-Based Competency.  

From the analysis, it is revealed that managerial competency consists of 

transformational leadership, management support, innovation strategy, human 

resource practices (employee acquisition, performance appraisal, training and 

development and rewarding) significantly affects the transformation-based competency 

(organic structure, research and development, organizational culture and organizational 

learning). This is consistent with the research of Rijal (2010), which shows that the 

role of transformational leadership affects the organizational culture and organizational 

learning, and with the research of Ozigbo (2012) which finds that the management 

and management support play an important role in the mutual learning and sharing 

culture among personnel.  

The fact that school leaders and the administration have set out work 

plans and innovation development strategies shall affect the preparedness of some 

factors that contribute to the resource transformation process towards organizational 

innovation, e.g., research and development or innovation research strategy. Such a 

conclusion can be confirmed by statements of the interviewees who indicate that 

schools set a strategy for every staff member to carry out classroom research. The 

research work of school personnel will eventually be developed into school 

innovation.  

Moreover, the formulation of the school’s annual action plan that 

determines the innovation strategy requires the school to have a staff development 

strategy through promoting the school to be a learning organization and encouraging a 

learning process within the school so as to ensure that their personnel capability is 

enhanced adequately for successful innovation development. Planning by building the 

work strategy also influences the work structure, for example the devolution of power 

and clear division of responsibilities will help the work of the organization become 

more flexible and faster, which is a characteristic of an organization that greatly 

encourages innovation competency. And, for internal organizational operations, 

leaders and management support is the most crucial to personnel performance. A 

leader with the characteristic of transformational leadership will have a persuasive 

personality to encourage personnel to work in the direction aimed for by the 
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organization via creating a good attitude towards having an innovation mindset in the 

organization leader and good management support. Moreover, good human resource 

practices will eventually lead to a good working culture in employee operations.  

7.2.1.3 Managerial Competency has a Positive and Direct Effect on 

Organizational Resources. 

From the analysis, it is revealed that managerial competency is a factor 

that influences quality organizational resources that affect the ability to successfully 

develop innovation according to the specified target. Managerial competency consists 

of transformational leadership, management support, innovation strategy and good 

human resource management practices including employee acquisition, performance 

appraisal, training and development, and rewarding, which all affect the 

organizational resources. These consist of tangible resources such as budget, physical 

resources and intangible resources such as human resource and organizational 

knowledge.  

Strategies affecting innovation development including adequate and 

quality resources such as a personnel development strategy can ensure personnel 

capable of developing innovation and this also affects personnel morale, affection and 

dedication to the organization as a good team member. In addition, human resource 

practices of the management that emphasizes training and development also affects 

the existence of capable human resources and organizational knowledge (Ling and 

Nasurdin, 2010). This finding is consistent with statements of the interviewees saying 

that the organizational strategy is like an obligation that organizations must 

accomplish. Thus, the strategies that affect innovation competency such as human 

resource practice and budget strategy for innovation will have an effect on the 

existence of both resources adequately and appropriately for successful innovation 

development.  

Not only organizational strategies affect quality resources, but also the 

leadership characteristic and management support affect the organization resources. 

The management that provide resources and advice regarded as a body of knowledge 

will ensure that the innovation development process has sufficient resources and 

knowledge for successful innovation development. Leaders with the transformational 

leadership characteristic will play a key role in obtaining quality human resources 
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since a transformational leader can use incentives to motivate staff within the 

organization and can persuade good attitudes among personnel towards organizational 

innovation and work accomplishment. This result is consistent with the interviews 

indicating that leaders play a key role in building morale and spirit, and employees’ 

dedication. Good leaders will be able to persuade employees to accomplish their work 

targets as specified by the organization. In addition, managerial competency regarding 

human resource management consists of quality employee acquisition, performance 

appraisal, training and development, and rewards for any achievements, will affect the 

quality of the human resource of the organization. From recommendations and 

opinions of the interviewees, it is revealed that an efficient recruitment procedure will 

help the organization to acquire quality and knowledgeable employees. Performance 

appraisal will stimulate personnel to be determined to work most effectively while 

training and development will equip staff with skills and capabilities. Lastly, 

rewarding is regarded as an incentive for personnel to fully commit to their work.  

7.2.1.4 Transformation-Based Competency has a Positive and Direct 

Effect on Innovation Competency. 

From the analysis, it is found that transformation-based competency 

that consists of organic structure, research and development, organizational learning 

and organization culture has a positive effect on innovation competency. From the 

qualitative analysis, it is revealed that organizational structure where power is 

decentralized is flexible with short and simple lines of command and efficient 

communication will make staff feel responsible for their assigned duties. This result is 

consistent with the work of McLean (2005) that stresses the organizational structure 

and culture encouraging good communication will also encourage organizational 

innovation. Personnel quickly obtain information from communicating between 

themselves and management, which will help them to understand the work objectives 

clearly and have sufficient information for making decisions in order to accomplish 

work targets. In doing so, the innovation development of schools will be successful. 

In terms of research and development, from the interviews of the school 

samples it is found that most of the innovations of the schools granted the “One 

School, One Innovation” award, are past school research results, which have been 

extended to successful school innovations that generate value to the school 
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achievements. Thus, research and development of schools is regarded as an 

innovation development process that leads to school innovation. Moreover, research 

and development is also one of the learning processes of the organization since by 

encouraging research and developing the school, staff will be learning new things on a 

continuous basis. Teaching staff have an opportunity to learn from others’ research 

simultaneously, and this results in a personal learning process. From statements of the 

interviewees, the working nature of schools’ teaching staff will arrange teaching 

activities integrated with various subjects. Teachers in each subject group will meet to 

exchange knowledge so that the knowledge of most of the school employees is 

enhanced and leads to the learning culture of the school that provides capable school 

personnel adequate for successful innovation development. 

With respect to the organizational culture, the organizational culture 

will influence innovation development in terms of work practices of the organization 

and staff. For example, the innovation culture at schools with personnel that value 

new practices or methods to improve their work efficiency regardless of risks of 

failure or wasteful efforts involved. This value and culture plays a role in encouraging 

the organization and school personnel to develop innovation to build new efficient 

methods for their work on a continuous basis.  

7.2.1.5 Transformation-Based Competency has a Positive and Direct 

Effect on Organizational Resources.  

From the analysis, it is found that the transformation-based competency 

that consists of organic structure, research and development, organizational learning 

and organizational culture, is positively and directly related to organizational 

resources. This include tangible resources (financial and physical resources) and 

intangible resources (knowledge and quality human resource). The organizational 

learning, which is a staff learning process through knowledge exchange, enhances 

organizational knowledge and helps to equip employees with the necessary 

capabilities and skills (Lopez–Cabrales et al., 2011). Indicating that organizational 

learning affects intangible resources such as organizational knowledge, quality 

personnel to have better quality and be sufficient for continuous innovation 

development capability.  



314 

Research and development can also be regarded as a part of the 

innovation development process of the organization. From the interviews, it is found 

that the sample schools start their innovation development from doing research in 

order to develop their teaching quality. School personnel are encouraged to carry out 

research and development in classes at least in one topic a year. This results in an 

enhancement of the schools’ knowledge base, consistent with the work of Aghayari, 

Harandi, Iranpoor and Sharifi (2014), which proposes that the result of research and 

development is an output of new knowledge for the organization. Moreover, research 

and development is another channel to equip school personnel with adequate knowledge 

for innovation development. With respect to the organizational culture, it is a joint 

value of employees and indicates the way of thinking and belief of those in the 

organization. It is regarded as an impetus for staff to follow such values in the same 

direction, especially in terms of creation of new knowledge (Chi and Dorjgotov, 2011).  

The fact that schools have a learning culture and are looking for new 

practices or methods on a continuous basis regardless of risks of failure or wasteful 

efforts involved, helps to increase knowledge as well as to have personnel with 

dedication and commitment to innovation development that will create better 

education. That means schools will always have staff who are committed to 

innovation development. 

With respect to the organizational structure, a decentralized and less 

complicated organizational arrangement increases flexibility and efficiency of 

resource allocations. For example, the budget is allocated in a timely manner and 

satisfies the demand for it as well as support of advice and knowledge to innovation 

developers can be done constantly and quickly. Moreover, decentralization of power 

plays a part in ensuring the innovation development team have the required resources 

efficiently, since decentralization of power implies delegating resources to various 

departments so as to be allocated more efficiently.  

7.2.1.6 Organizational Resources have a Positive and Direct Effect on 

Innovation Competency.  

From the analysis, it is revealed that organizational resources have 

highest direct effect on innovation competency as compared to other factors. 

Organizational resources are regarded as an important factor for innovation 
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competency since the innovation development process is one conducted by people 

and those who are involved in innovation development must be ones who seek for 

other types of resources to use in innovation development in order to achieve the set 

target. Human resource is viewed as human capital. Without the human resources, any 

work of the organization are rarely accomplished (Farazmand, 2004). Schools that 

have capable and committed human resources will lead to an efficient innovation 

development process. Personnel responsible for innovation development will look for 

new knowledge to develop innovation by doing research and development, searching 

for knowledge from existing sources within the organization as well as seeking for 

intangible resources such as budget and physical resources (materials, equipment, 

buildings, places for innovation development, information technology) so as to 

achieve targeted innovation development. However, if considering the factor loadings 

of the relationships of tangible and intangible resources, it is found that intangible 

resources (knowledge and human resources) have a higher loading than that of 

tangible resources (budget and physical resources). This means that intangible 

resources are crucial to innovation competency. Such a result is consistent with 

information obtained from the interviews. The sample schools state that the success of 

continuous innovation development at schools is a result from schools having capable 

and committed human resources who are putting their full efforts to develop 

innovation to achieve the set targets.  

Knowledge used in innovation development is regarded as the key 

resource to the success and quality of innovation, not inferior to others. Similarly, 

tangible resources (budget and physical resources) are also regarded as secondly 

crucial and relatively less important because schools do not use these resources to a 

great extent in their innovation development. Most of the schools resort to using 

inexpensive or abundant materials to develop school innovations, which mostly are 

educational innovations that do not require large investments like inventions or new 

products. Therefore, intangible resources play a greater role in innovation competency 

than tangible resources.  

7.2.1.7 The Organizational Environment has no Positive and Direct 

Effect on Innovation Competency. 

From the analysis, it is found that the organizational environment 

consisting of government support, competition and uncertainty of the environment do 
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not affect organizational competency. This is consistent with the result derived from 

the qualitative research, which shows that the organizational environment is less 

important to the innovation development of schools. This is because the innovation 

process is conducted by individuals, thus consequently depend on attitudes and habits 

of the personnel of the organization towards innovation (Cavagnoli, 2011). Therefore, 

the effect of the environment on the organization’s innovation competency is indirect 

through other organizational factors that lead to innovation competency. For example, 

the state of uncertainty of competition will induce the organization’s leader to 

formulate an innovation strategy to equip the organization with quality resources that 

ensure continuous success in the innovation development of the organization.  

7.2.1.8 The Organizational Environment has Positive and Direct Effect 

on Managerial Competency. 

From the analysis, it is found that the organizational environment 

consisting of government support, competition and uncertainty of the environment is 

positively and directly related with managerial competency, which includes 

transformational leadership, management support, innovation strategy, employee 

acquisition, performance appraisal training and development and rewards. 

Nonetheless, the organizational environment such as competition and uncertainty of 

the environment will make the organization’s management aware of pressures from 

the organizational environment. Good management must be able to translate the 

pressures from the environment (Bamberger and Phillips, 1991) and prepare the 

organization for such competition and unpredictable uncertainty. The organization 

must adjust by developing and strengthening its potential to the most extent by using 

an organizational strategy which is equivalent to the organization’s operation plan that 

determines strategies to prepare the organization to be able to handle competition or 

uncertainty in the organizational environment.  

The organization’s leaders will be the first agency in the organization to 

realize the organizational environment and build a decision-making procedure to take 

any action in response to the external environment. This is consistent with the data 

derived from the qualitative research where the interviewees state that the 

organization’s leader is the most important person because he/she plays an important 

role in deciding and pushing the school to have a strategy as a guideline for gearing 
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the school’s operations towards the set direction. Leaders with vision will be able to 

predict and recognize what the organization should do in order to respond to the 

organizational environment such as competition and uncertainty. On the other hand, 

government support is important to the increased managerial competency of the 

organization because the government support, for example a campaign for schools to 

constantly create educational innovation by arranging an innovation competition 

event, is regarded as important to the decision making of the school management in 

leading the school towards constant innovation development. Besides, for public 

schools, support from the original affiliation responsible for the management of 

school employees as a line superior agency such as staff recruitment for the school, is 

creating a form of performance appraisal for teaching staff as well as providing 

training and development to the school personnel.  

The creation of a reward system such as salary promotion, and 

academic standing promotion, is directly crucial to managerial competency of the 

school. This is consistent with information obtained from the qualitative research of 

the sample public schools that views support from the original affiliation greatly 

affects managerial competency since schools have to depend on the government 

budget and human resource management from the central or the original affiliation 

agency. Besides, public schools also need to follow the original affiliation’s strategies 

derived from collected opinions and prepared by experts. Moreover, the school 

management regarded as the organization leader will be equipped with knowledge 

and capabilities through the process of developing the school management towards 

professionalism from the original affiliation. Therefore, it can be concluded that the 

organizational environment plays a role in the existence of the managerial 

competency of schools.  

7.2.1.9 The Organizational Environment has a Positive and Direct 

Effect on Organizational Resources. 

From the analysis, it is revealed that the organizational environment 

consisting of government support, competition and uncertainty of the environment is 

positively and directly related to organizational resources, which include tangible 

resources (budget and physical resources) and intangible resources (knowledge and 

human resource). From the result of the quantitative research, it is found that the 
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factor loading of the organizational environment and organizational resources is equal 

to .17, which is not relatively high but statistically significant. This is because schools 

that answered the questionnaire amount to 127 or 37 percent of the total number of 

schools in the sample were public schools. Public schools are ones that depend on the 

support of resources from their respective original affiliation agencies such as budget 

support, and training arrangements for school personnel. 

In addition, the original affiliation agencies also provide support in the 

form of awards for those who perform to achieve the set targets and indicators 

according to the assessment criteria. Examples of awards are complimentary 

certificates, academic standing promotion, and so on. This kind of support affects the 

adequate existence of school resources. Moreover, uncertainty of the environment, 

such as changes in educational technologies and changes or requirements of parents 

and communities such as languages, lead schools, (both public and private,) to adjust 

themselves and be prepared by acquiring more necessary resources. This is consistent 

with the results of the interviews indicating that schools hire more native English 

speaking teachers in order to prepare themselves towards entry into the ASEAN 

Community. By employing native English speaking teachers, it increases the quality 

of human resource of schools.  

With respect to competition, it will make schools strive to develop their 

own quality educational provision by acquiring valuable resources and benefit 

efficient educational provision such as excellent teaching tools and quality capable 

personnel, to reinforce the teaching staff so that schools can better respond to the state 

of competition. 

  

7.2.2 Findings from the Qualitative Research 

From the results of the qualitative research analysis, it is found that the 

research hypotheses are consistent with the empirical data as well as the analytical 

results derived from the quantitative research. Data obtained from the interviews and 

study of school documents are found to be supplementary to the data derived from the 

quantitative research in various dimensions where the data derived from the 

quantitative research cannot identify in-depth in the way the data derived from the 

qualitative research does. Findings derived from the qualitative research that help to 

clarify such data are as follows:  
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7.2.2.1 The organizational environment, apart from government 

support, competition and uncertainty of the environment, there are external factors 

that affect innovation competency and can help the organization to successfully 

develop innovation, namely networks of cooperation and resource assistance from 

external agencies. Nonetheless, data obtained from the interviews shows that at least 

three schools are given support on knowledge, academic cooperation and budget from 

external agencies, which play an important role for the success of innovation 

development of such schools.  

7.2.2.2 The organizational environment regarding government support 

does not affect innovation competency and the decisions on innovation development 

of private schools. This is because private schools operate by themselves, collect fees 

from students and independently manage their operations and are less dependent on 

government support. The decisions on innovation development of private schools thus 

are made relative to other organizational environment factors such as the state of 

competition, and so on. 

7.2.2.3 The organizational environment regarding competition affects 

innovation competency of schools. It is the state of competition in terms of 

developing education quality that is accepted by parents and society more than 

profitable business competition.  

7.2.2.4 The organizational resources that affect the success of 

innovation development of schools in the sample are intangible resources such as 

school knowledge and capable staff who love and are bound to schools, and have an 

effect on innovation development more than tangible resources such as budget and 

physical resources. Nonetheless, most school innovations are process innovations 

using knowledge and experiences in educational provision in developing new 

innovations and less on a large amount of budget. Moreover, innovation development 

of schools can use abundant materials so that less budget for innovation development 

is required.  

This is different from product innovations that depend on tangible and 

intangible resources together. For example, one of the sample schools developed an 

invention innovation that requires procurement of expensive materials and also 

knowledge and experienced skills of the innovation developer, otherwise the product 
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innovation development could not be successful. For this reason, the result derived 

from the quantitative and qualitative research shows that intangible resources such as 

knowledge and human resource influence innovation competency of schools more 

than tangible resources such as budget and physical resources.  

7.2.2.5 School knowledge refers to the overall knowledge and 

experiences of the school personnel. From the interviews and study of documents of 

the sample schools we find that schools have no good methods in knowledge 

management in the documented form so that other persons cannot easily access to 

such knowledge but the sample schools are able to successfully develop an innovation 

and are constantly awarded from the Secretariat Office of the Teachers Council of 

Thailand. From the literature review, knowledge must be easy to access and 

encourage personal learning until it is developed into the organizational learning 

process that positively affect the innovation development of schools. 

However, although schools may not have a good knowledge 

management system there are constant circulations of knowledge among teaching 

staff through statements and cooperation of experienced staff and other personnel in 

the innovation development team. And with experiences of some teaching staff 

through the submission of innovation works for award competition, schools will have 

adequate knowledge for successful innovation development on a continuous basis.  

 

7.3  Practical Recommendations 

 

From the conclusions derived from interviewing the representative schools 

granted the “One School, One Innovation” award who share their opinions regarding 

innovation that it has to be a new, distinctive, non-repeating or unprecedented 

method. Good innovation must be able to enhance the value of the organization or 

agency such as new and interesting product, a new process that increases the 

organizational performance or new management practices that improve the 

management of the organization.  

To have innovation competency means schools must be able to develop 

innovation as described above in a continuous manner, or be prepared to develop 

innovation instantly. In order to have the elements required for innovation 
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competency development, schools must develop their key elements to have the 

following characteristics.  

 

7.3.1 Managerial Competency.  

For this competency, schools should ensure efficient management as follows: 

7.3.1.1 Regarding innovation strategy, schools should provide a 

strategy that clearly encourages the school’s innovation development by identifying a 

project plan to develop innovation, research and development, and both tangible and 

intangible resources to be ready, with good quality and be adequate for the demands 

of each innovation development project. Schools should have a strategy that 

emphasizes students and the satisfaction of those who are involved in the school’s 

educational provision. For example, a strategy to enhance academic achievements 

using innovative materials, and a strategy to create satisfaction in parents and 

communities. Both strategies are regarded as the mission and target for every school 

personnel to acknowledge and make an effort to develop their work responsibilities in 

such a way that their results contribute to the academic achievements and satisfaction 

of the stakeholders. The development here refers to the development of new and 

efficient methods that can increase the school’s achievements, i.e. innovation 

development.  

7.3.1.2 Regarding transformational leadership, the school’s management 

must initiate and be creative in searching for better changes for the organization all 

the times. The management must use incentives to persuade employees to accomplish 

their work according to the school’s targets by not having to follow up. Such actions 

will provide freedom for teaching staff to work according to their responsibilities and 

have incentives to achieve their full potential. The management should hold on to the 

management principles of participation and teamwork.  

7.3.1.3 Regarding top management support, some schools may have a 

different management system. For example, some schools have top management who 

have more decision making powers than the director of the school while some schools 

may have a decision making system via the institution’s committee. This may include 

some management support such as emphasis on innovation development utilizing the 

full support of organizational resources, good recommendations and advice. And 
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since the top management, who has the decision making power, does not usually work 

closely with their subordinates the awareness of the real context of demand or the 

problems may be delayed and be unclear. Consequently, the top management should 

participate in schools’ meetings more often, or use the school-based management 

context in which every party is involved in the determination of the school’s 

operational directions, and so on.  

7.3.1.4 Regarding human resource management, schools must have an 

efficient method to acquire employees by starting from creating incentives to make 

new recruits want to embrace the organization and this will increase more choices for 

schools to select qualified personnel.  

Schools should use efficient recruitment methods such as examinations, 

teaching trials, interviews or the method used at Sattayasai School that selects 

individuals to work for three days before recruiting them. The details of Sattayasai 

School’s recruitment is as follows: On the first day, the management explain work 

rules and regulations to all applicants regarding the work atmosphere and conditions. 

The second day is a real working day where the management will observe candidates 

closely. On the third day, the management will observe the teaching activity 

arrangements between teacher applicants and students by observing whether students 

accept or like each particular applicant. Any applicants with no students eager to 

participate in their arranged activity will not be suitable for the school’s work ethos. 

In this way, the school will actually get quality staff who have knowledge and 

capability according to the set targets and mission of education provision.  

Regarding performance appraisal, schools should provide clear 

performance appraisal criteria and inform the school’s employees before the start of 

the new academic year. This clear criteria will be regarded as a guideline for efficient 

practices. Educational innovation development should be one of the criteria in the 

appraisal since it is a tool to stimulate personnel to create more educational innovation 

output. Schools should specify the award obtained from the appraisal result and the 

appraisal must be transparent and accountable so as to prevent a negative attitude the 

staff may have towards the appraisal and result in ignoring the school’s performance 

appraisal which is not good for the overall efficiency of the school.  
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Regarding rewards, schools must provide a clear rewards system and 

keep personnel informed by identifying awards for each outstanding performance 

such as exceptional teaching ability, and outstanding innovation development ability. 

The awards given should be ones that create good morale and spirit for the 

outstanding personnel according to the appraisal criteria of the school.  

Regarding training and development, schools should arrange this on a 

constant basis covering all levels of employees. Training should frequently cover 

material and innovation development so as to continuously enhance the innovation 

competency of schools. Schools should arrange exchanges of knowledge among staff 

and study trips to outside learning sources. Besides this schools should arrange study 

trips to observe and learn from schools with best practice so that the school’s 

personnel learn and have a broader perspective. Schools should arrange constant 

advisory sessions so that staff work in the right direction and achieve the school’s 

goals.  

 

7.3.2 Transformation-Based Competency.  

This affects innovation competency by strengthening innovation development 

competency through the following elements.  

7.3.2.1 Regarding organizational structure, an appropriate organizational 

structure to innovation competency according to the results derived from the 

quantitative and qualitative researches is an organic structure. That is, the work 

structure is flexible and procedures can be adjusted for appropriate practices and be 

consistent with current situations. Communications within schools, between the 

management and staff must be convenient and fast for quick decision making. The 

line of command should have a flat structure that facilitates rapid communication. 

Additionally, for developments of innovation or other areas, it is necessary to have a 

flexible working environment since any kind of development is likely to encounter a 

lot of obstacles and problems that require timely action approval from the 

management to solve those problems. Any delays in the work process will further 

delay such developments as well, so that the school structure should be flat one that 

can help obtain effective communication and fast decision-making in order to prevent 

some delays happened in the process. 
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7.3.2.2 Regarding organizational culture, having the culture of 

searching for new practices or methods in order to improve work under responsibility 

on a constant basis regardless of risks of failure or wasteful efforts is the key 

characteristic of a risk-taking culture which encourages the continuous innovation 

development of schools. Moreover, having personnel with knowledge searching 

values in order to improve oneself will help schools to have more knowledgeable 

employees and better quality innovation development. Having a culture that focuses 

on quality will stimulate schools to develop all work aspects on a continuous basis in 

order to constantly develop the work quality of the organization and able to create 

products or services that generate value for customers and at the same time that 

culture also makes schools develop more innovations. Such a culture will eventually 

ensure innovation competency. Therefore, schools should encourage employees to 

search for new knowledge and develop new practices or methods regularly without 

penalty or blame in case of unsuccessful innovation development. Schools should 

create awareness to place importance on having innovation in the organization by 

building the realization that innovation is good for work improvement of schools. 

Such encouragement will lead to a collective value among personnel toward 

importance of innovation and constantly successful innovation development.  

7.3.2.3  Regarding organizational learning, schools should provide the 

learning process at the organizational level on a continuous basis by encouraging staff 

to constantly develop new knowledge. Such knowledge must be disseminated 

throughout the organization in a documentary form of personal experiences and 

knowledge that can be easily accessible. In addition, schools should arrange 

knowledge exchange sessions among the workforce such as extension of knowledge-

into-practice meetings, meetings to exchange knowledge and experiences, and so on. 

The organizational learning process can only occur where there exists a procedure that 

facilitate personnel to have more skills and knowledge. The increasing knowledge and 

easily accessible documented knowledge will enhance the organizational knowledge 

on a continuous basis and eventually become an endless learning circle.  
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7.3.3 Organizational Resources 

Resources studied in this research consist of: 

7.3.3.1 Tangible resources consist of financial resources (budgets) and 

physical resources (buildings, technological equipment, office supplies, educational 

technology, and so on) . From the research results, it is found that these resources do 

not contribute directly to the success of a school’s innovation. However, these 

resources contribute to the better quality of other resources, for example, financial 

budget results in better physical resources such as spacious buildings and locations, 

better teaching technology equipment, etc. Moreover, a good financial budget helps to 

increase the number of knowledgeable and capable personnel since schools allocate a 

large amount of their budget for staff development. Thus, adequate tangible resources 

will facilitate innovation competency.  

7.3.3.2 Intangible resources include organizational knowledge and 

quality human resources. From the research, it is found that these resources 

significantly affect innovation competency. Therefore, schools should consider 

acquisition of these resources so as to ensure continuous innovation development. 

From the data obtained from the qualitative research, it is revealed that most 

organizational knowledge is embedded in people in the form of knowledge and 

experience. If these workers move elsewhere, the organizational knowledge may 

decrease. Thus, schools should have a good system of knowledge collection so that 

new personnel can learn from existing knowledge and increase the number of 

knowledgeable and capable people in the schools.  

 

7.3.4 Organizational Environment 

From the results derived from the qualitative research, it is found that the 

organizational environment consisting of government support, competition and 

uncertainty of the environment such as policy changes and changes in the society’s 

demand, does not significantly contribute to innovation competency. Similarly, the 

results derived from the quantitative research find that the organizational environment 

does not affect innovation competency directly but indirectly via other factors. 

However, from the recommendations, it is revealed that the public sector should 

provide support and promotion in terms of budget and knowledge such as innovation 
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development manuals, training, and exhibitions on educational innovations, 

encouraging schools to submit innovations for competition, etc. Moreover, the results 

derived from the qualitative research finds that the success of the sample schools 

comes from networks of cooperation with external agency support such as budget or 

knowledge that assists the accomplishment of innovation development. From the 

aforementioned conclusions, data can be grouped and presented in the following 

diagram:  
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Figure 7.1  Summary of Practical Recommendations on Innovation Development 

Management  
(Direct Effect) 

 
- School administrator 
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transformational 
leadership.  

- Clear work 
plan/strategy on 
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- School administrator 
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realizes the importance 
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- The management at all 
levels is friendly, 
accessible and gives full 
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development both in terms 
of advice and resources.  

- There exist four good HR 
practices Rewards for 
outstanding innovation 
performance, having 
tools for capable 
employee acquisition, 
performance appraisal, 
and constant HR training 
and development 

Transformation 
(Direct Effect) 

 
- Decentralized , organic 

structure 
- Flexible and fast work 

structure  
- Good communication  
- Culture of searching for 

new improvements, 
risk-taking culture and 
eager to learn  

- Efficient research that 
can create new 
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personnel 

 

Organizational Resources  
(Direct Effect) 

 
- Capable human resource 

committed to and love 
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 - Schools must search 
for more knowledge at 
all times. Knowledge is 
orderly kept for easy 
access. Personnel being 
developed continuously  

- Adequate financial and 
physical resources. 

 

Environment 
(Indirect Effect) 
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- Budget 
- Knowledge 

Innovation 
Development manuals  

- Exhibitions on 
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- Outstanding 
innovation 
competition  

- Encourage quality 
competition 

- Schools must seek out 
networks of cooperation 
from external agencies 
so as to obtain assistance 
and cooperation such as 
knowledge and budget 
assistance.  

Innovation Competency 
Ability to constantly develop innovation,  

Innovation enhances work value, and beneficial for work improvement 
 

Related theories: 
Innovation theory, Resource-Based View Competency-Based View Dynamic Capability 
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7.4   The Model for Developing Innovation Competency 

  

Phahalad and Hamel (1990) state that the thing that an organization must 

consider regarding organizational innovation is not competition in creating innovation 

(products) but the competition in building innovation competency. This concept is a 

basis of the third research objective regarding the attempt to develop a model for 

innovation competency development that will be useful for other schools. From the 

data and data analysis, it is revealed that variables that are primarily important to 

innovation competency are intangible resources, i.e. human resource and 

organizational knowledge. Knowledgeable, capable and committed personnel is 

regarded as a factor that significantly affects innovation competency. They are 

knowledgeable and committed to the organization and are willing to cooperate with 

the team in developing new practices and innovation for the organization by using 

existing knowledge, knowledge from the team and other sources including researches 

and the Internet through tools and physical resources such as computers, internet 

networks, and an adequate and efficient budgets.  

At the same time, the management support, whether in the form of close 

advice, efficient communication, and easy access through the leader personality that 

continuously encourages changes, boosts morale and spirit, and creates incentives for 

employees. Leaders that are capable of accurately realizing the state of the 

environment will contribute to the decision to set up a strategy for the organization to 

successfully adapt itself to pressures from the environment. In the adaptation, it is 

necessary that the organization must have an organic structure that allows for 

adjustment of work patterns and procedures consistent with pressures from the 

environment. For the organization to be able to quickly adjust its work patterns and 

procedures, it is necessary that a good and efficient communication system must be in 

place where personnel can easily approach the management for advice. The staff need 

be developed on a continuous basis since the important factor that influences 

innovation competency of schools is the research and development team that consists 

of personnel with diversified knowledge and capabilities, with good morale and spirit, 

loyalty and commitment to schools. 
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 In having such characteristics, it is necessary to have good and efficient 

human resource management practices, such as a rewards system that is attractive for 

persuading personnel to participate in innovation development. Such human resource 

management practices will make the employees proud and play a leading role in 

persuading others to be enthusiastic in developing new things, i.e. innovation.  

 The results derived from the qualitative research show that the management 

such as directors and institution committees, who formulate work plans and strategies 

together in order to develop innovation is regarded as the starting point of having 

innovation in schools. The joint decisions made between the director, the management 

and the institution committee with respect to innovation development occurs from the 

realization of competition in terms of the number of students and school reputation 

(the organizational environment factor). Moreover, the organization’s leader plays an 

important role towards promoting innovation and impeding the organizational 

innovation to a great extent (Tabor, 2007). 

From the interviews, it is found that transformational leadership plays an 

important role in the existence of innovation in schools, starting from the decision to 

initiate new methods or innovation and promotions of continuous procedures to 

develop innovation in the organization. Moreover, the school administrator is 

recognized as a key person in driving the internal processes to achieve the set 

strategy. Therefore, the school administrator who is dedicated and committed to 

innovation will strive for new initiatives in order to constantly develop their work 

despite the situation of that the organizational environment does not show a state of 

high competition, no government support and no environmental uncertainty.  

Besides, the school administrator who commits to and adheres to the 

development and creation of innovation still should be able to develop innovation 

successfully although there are not enough tangible resources such as budget or 

physical resources. This is consistent with the data obtained from the interviews in 

which it is revealed that tangible resources (financial and physical resources) are less 

important in innovation competency than intangible resources such as human 

resources with diversified knowledge and skills, affection, commitment to the benefits 

of the schools, ability to work as a team, and adhering to the knowledge exchange 

culture. In addition, an organization’s knowledge that is well collected and easily 

accessible, is another important element of having innovation competency of schools.  



330 

From the interviews of the school administrators and schools’ innovation 

practitioners, it is found that management support is important to innovation. Despite 

having less significant factors to support innovation competency, if there is full 

management support, problems and obstacles of innovation development tend to 

disappear. From such findings, it can be concluded that although schools have other 

factors that are ready for the existence of innovation in schools but the organization’s 

leaders or directors and the management do not see that development of new things or 

innovation is necessary for schools, new creations of innovation cannot happen 

regardless of existence of significant factors such as good and adequate resources, the 

learning culture, and the organic structure. Concepts that support such conclusions are 

those of the innovation development process as found in the works of academics and 

past literature. Any innovation development process often starts from the initiation 

stage, followed by the development stage and finally the implementation stage (Angle 

and Van de Ven (2000) as referred by Damapour and Wischnevsky (2006), as shown 

in the following figure. 

 

 
 

Figure 7.2  Innovation Process 

 

For schools, innovation at the organization level often occurs from the stage of 

decision making by the leader who wants to have innovation in the school and that 

leads to the setting of strategies and work plans. If the organization’s leader or the top 

decision maker such as the institution committee does not commit to innovation 

development, the initiation stage cannot occur at all. Consequently, there will be no 

development process since the R&D team is not set up and no management support, 

no resource allocation for innovation development, and no incentives for successful 

innovation development such as rewards or compliments are in place.  

In summary, the important factors that help to strengthen innovation 

competency of schools start from the following processes: 

Initiation Implementation Development 
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1) The management is a factor that is important to the innovation 

competency of the organization. The management initiates the innovation process 

through the realization of the organizational environment that is of competition, 

whether in terms of reputation, compliments or student admission. When the 

management correctly realizes the organizational environment, they will react and 

take some action such that the organization can adjust itself to the external demand or 

pressures from the environment.  

2) When the management realizes pressures from the external 

environment, respective strategies will be established in order that some actions will 

be taken consistent with demand from the environment. For example, when a school 

wants to compete for students’ academic achievements to be better than others, 

related parties will determine a strategy towards the achievement of the school’s 

target. Guidelines and methods will be determined via strategies and work plans.  

3) Responsible personnel will be assigned for innovation development, 

which may be in the form of a special taskforce or a permanent unit called the 

Innovation Development Committee, etc. The team will be responsible for accomplishing 

innovation development. 

4) Necessary resources will be adequately prepared for innovation 

development. Schools that possess adequate resources will succeed in innovation 

development more than schools with less resources. In preparing resources, it is 

necessary to divide them into two types, namely tangible and intangible resources.  

(1) Tangible resources are regarded as those that can be easily 

copied, and can be prepared by an ad hoc work plan such as campaigns for 

community support, borrowing or requesting for use of locations, etc. 

(2) Intangible resources are those that occur from accumulation or 

development for some period of time. They require a long-term work plan to prepare 

for quality resources so that schools have sufficient capability to develop innovation.  

5) Good supporting factors must be created. For example, management 

structure is flexible, quickly adjustable and consistent with the school’s demand while 

schools have to be a learning organization, having good knowledge management 

systems. Moreover, personnel should easily have access to organizational knowledge 

and there is a learning process to enhance their knowledge. There should be good 

coordination between different departments and a good internal communication 

system within the organization. 
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From the recommendations summarized above, they are presented in 

the following diagram for the model for developing innovation competency. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 7.3  The Model for Developing Innovation Competency 
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7.5  Theoretical Recommendations 

 

From this study, some conclusions can be summarized as theoretically useful 

as follows: 

 

7.5.1  Innovation Theory 

A good innovation study should go into details concerning the type of 

innovation since each type of innovation requires different supporting factors with 

respect to details of the variables that affect innovation competency of any 

organization. The examples in this study shows that innovation in academic 

institutions mostly are process innovations such as new management processes or 

teaching processes that require intangible resources (organizational knowledge and 

knowledgeable, capable and committed personnel) more than tangible resources 

(money, budget, technological devices) which is different from product innovation 

that requires high investment in technology and organizational resources both 

tangible, and intangible resources, capable and committed human resources. 

Therefore, the study of innovation and factors encouraging organizational innovation 

should consider the type of innovation and the context of the organizational business 

at the same time.  

In addition, there is the factor affecting innovation competency that can 

influence key innovation development procedures and at the same time, this factor 

may causes an inability of the organization to develop innovation despite the strength 

of other factors that influence innovation competency. The mentioned factor is the 

organization’s leader who plays an important role in deciding to lead his/her 

organization into the innovation development process while at the same time takes 

part in strengthening other factors to support the strength of innovation competency. 

From the data obtained from interviews, it is found that the decisions made by the 

school management or director to develop innovation within the school, is a driver for 

the school’s chance to succeed in developing innovation as desired. However, if the 

school management does not see the importance of innovation occurring within the 

school, there is less chance for innovation at the organizational level regardless of 

other significant factors such as organizational resources, the organic structure, 

organizational learning, innovation strategy, research and development, and so forth.  
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The finding obtained from this research reveal that the leadership factor 

significantly affects the innovation process at the initiation stage according to  

Figure 7.2. This innovation process is in sequence where the initiation stage is the key 

point of the occurrence of innovation within the organization. In this stage, the 

organization’s leader is the most important.  

From the conclusions derived from the data in this research, it is found that 

factors that affect innovation in any organization will differently affect each stage of 

the innovation development process. This is seen from the example of the leadership 

factor that affects the existence of innovation within the organization since this plays 

an important role in the initiation stage, which is the first stage of the occurrence of 

innovation within the organization.  

 

7.5.2 Resource-Based View Perspective 

The Resource-Based View states that the competitive advantage of any 

organization depends on the availability of resources valuable to the business of such 

organization. The competitive advantage of an organization is a result of using 

adequate resources in developing new innovations that respond to business 

competition such as the existence of an effective production process that is capable of 

making products with better quality than competitors’. The concept of RBV 

(Resource-Based View) also indicates that resources must have a scarce characteristic, 

be non-duplicable, have a valuable to the organization and not be replaceable by other 

resources. These resources are knowledge, know-how, or knowledgeable and 

experienced personnel, and so on. However, the research results show that non-

duplicable resources such as organizational knowledge and valuable human resources 

can be developed from the management process of the organization. For example, the 

management of human resources with respect to development and training that can 

enhance skills, knowledge and expertise of the organization’s human resource and 

equip the organization with resources not inferior to other organizations.  

The concept of RBV does not mention about the organization competency 

with respect to improvement and development of the organizational resources to 

become quality resources that competitors could not possess or substitute for. 

Therefore, the recommendation for those organizations applying RBV concept to their 
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works should consider seeking for methods to constantly enhance the quality of their 

resources so that the organizations have scarce and valuable resources that are 

difficult to duplicate by other organizations.  

  

7.5.3 Competency-Based View Perspective 

The Competency-Based View states that any organization that has the ability 

to use its resources more efficiently than others will have the competitive advantage. 

However, the concept of CBV (Competency-Based View) does not mention about 

competency to utilize organizational resources in detail of how better efficient 

utilization of resources than others should be achieved. Besides, the dimensions of 

resource utilization that demonstrate the processes of utilizing resources are still not 

mentioned by the CBV (Competency-Based View). From the result obtained from this 

research, details of various competencies that affect the utilization of organizational 

resources are illustrated. For example, managerial competency and transformation-

based competency directly affect organizational resources where managerial 

competency consists of innovation strategy, transformational leadership, management 

support and human resource management practices that positively affect resources of 

the organization. This means that if the value of managerial competency of the 

organization increases, the organizational resources’ quality will be improved.  

 From the data obtained from the interviews, it is revealed that good human 

resource practices will be able to enhance quality of the intangible resources 

(organizational knowledge and quality human resources) since there will be a good 

efficient tool in recruiting capable employees and constant training and development 

of human resource that will increase the number of knowledgeable and capable 

personnel. And these people will utilize other resources in developing innovation on a 

continuous basis. The transformation-based competency which consists of organic 

structure, research and development, organizational learning and organizational 

culture, is positively related to the existence of organizational resources, particularly 

research and development and organizational learning that will enhance the value of 

the intangible resources. More importantly, research and development is regarded as 

the process that manages the organizational resources and transforms such resources 

into organizational innovation. This is consistent with the data obtained from the 
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interviews which finds that innovation of the sample schools resulted from past 

researches of the schools. Therefore, it can be concluded that managerial competency 

and transformation-based competency are important to the efficient utilization of 

organizational resources and can build a competitive advantage for the organization.  

 

7.6  Policy Recommendations 

 

From the effort to develop the quality of Thai education, which has been an 

important policy of every government in the past, agencies related to education 

provision have formulated an educational quality development strategy by 

encouraging schools and academic personnel to develop teaching innovations in order 

to develop the quality of students. However, from the ranking of educational quality, 

Thailand still falls behind other ASEAN countries. From the literature review on the 

organizational innovation that affects the organizational efficiency verified by many 

researches, innovation is recognized to be a tool to enhance the efficiency of 

education provision.  

 From this research, it is found that there are some schools that have low 

innovation competency and some schools have no innovation competency at all. 

Additionally, the recommendations derived from the research find that the 

government’s promotion and support are still not adequate. Therefore, the government 

sector should emphasize formulating a policy to ensure that schools develop more 

innovation competency. The quantitative research reveals that the government sector 

provides inadequate support and needs to promote innovation competency. Thus, the 

government sector should give priority in promoting innovation competency through 

the determination of clear educational innovation policy and should identify the 

school’s innovation performance as one of the criteria of the national educational 

standard assessment so that schools are encouraged to pay more attention to 

innovation development. 

 In addition, the government sector should provide more financial support (for 

public schools) for innovation competency development as well as intangible 

resources such as human resources and knowledge that is beneficial to innovation 

development. With respect to human resource support, the government sector should 
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provide more staff training and development, particularly on educational innovation 

development. With respect to knowledge beneficial for innovation development, the 

government sector should disseminate documents containing knowledge on 

innovation competency development to academic institutions along with exhibitions 

of examples of outstanding educational innovations both from within the country and 

abroad so as to be examples for Thai schools to learn and practice.  

Although the Secretariat Office of the Teachers Council of Thailand already 

arranges innovation competitions, the government sector should also ensure that 

educational innovation competition is an interesting event and attractive enough for 

schools to submit their innovations for competition by promoting the competition as 

an important agenda with the ultimate award that is honor and pride. Moreover, a 

national center for educational innovation promotion should be established with the 

responsibility to ensure innovation competency of schools in Thailand, such as 

encouraging research and development at the school level, encouraging educational 

personnel development, promoting innovation development, and so on. Also, the 

government sector should encourage schools to develop managerial competency and 

transformation-based competency as in the details mentioned in Section 7.3 and 7.4. 

As described above, the policy recommendations can be summarized in the 

form of a diagram as presented in Figure 7.4.  
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Figure 7.4  Policy Recommendations for the Promotion of Innovation Development 

of Academic Institutions 
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7.7  Limitations of the Study 

 

This research study considers the innovation development of schools that 

provide basic education having a management context different from other types of 

business organizations. Such differing context is a result of a different organizational 

environment from the organizational environment of other types of businesses such as 

competition, environmental uncertainty, and so on. This difference affects the 

decision making of the organization’s management with respect to innovation 

development in response to stimulus from external factors in the manners and forms 

that are not the same as other types of businesses. The result obtained from this 

research are thus suitable for applying to academic institutions that provide basic 

education only.  

The finding of this research reveal that most school innovations are of the 

process innovation type such as teaching and management processes, which require 

intangible resources namely knowledge and knowledgeable and capable and 

dedicated human personnel (organizational commitment) more than tangible 

resources such as budget, devices or other materials. The process innovation requires 

knowledge and experience of the research and development team in creating new 

methods to improve their operations such as new teaching and management methods 

that do not require a lot of budget or devices in doing the research. Therefore, this 

research result is suitable for referring to the innovation of the management and 

processes.  

In addition, the research is designed to study factors that affect innovation 

competency of an organization. Therefore, a unit of analysis is the organizational 

level and data were collected via an organization’s representative (School Director). 

In this research study, questionnaire respondents include directors or deputy directors 

of schools who are regarded as personnel that closely see every context of schools. 

However, data related to the organization (school) will be data recalled from 

memories, realization and judgment of the organization’s leader (director or deputy 

director). Therefore, such data are derived from personal perspectives established 

from experiences that may be different from others.  
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7.8  Recommendations for Future Research 

 

7.8.1  The findings derived from this research study reveal that an education 

institutions’ operation context is different from contexts of other businesses. The 

context of a school’s operation is a type of service that provides teaching and 

learning, student training and educational quality development. Thus, the output of 

schools will be in an abstract form such as quality and capability of students, which is 

different from the output of other types of businesses that are tangible objects and 

being an innovation themselves. Most school innovations under this study are process 

innovation such as administrative and teaching process innovation, and so on. 

Therefore, the study on innovation competency of an organization should be separated 

by types of business. And types of businesses may be divided by output of a particular 

organization such as the study of innovation competency of a service providing 

organization or the study of innovation competency of an organization that provides 

goods or products to the market. Moreover, future research may be directed to study 

comparative differences of factors encouraging innovation competency of both types 

of businesses.  

7.8.2 Factors influencing innovation competency of any organization will 

affect the innovation process differently. This research finds that the leadership factor 

is very important to the innovation development process in the initiation stage and 

affects other stages as well such as innovation development and successful innovation 

implementation stages. If there is no initiation or a decision made from the 

management in leading the organization to innovation development, it is difficult for 

the organization to establish the innovation development process. Therefore, there 

should be a study of how differently those factors influence each stage of the 

innovation development processes, so that the results obtained from future research 

suggested here will increase the organization’s innovation knowledge and can be used 

as recommendations for an organization that desires to develop innovation, to learn 

and understand how an organization must be prepared in terms of supporting factors 

in each stage of innovation development so that such innovation development can 

succeeded.  
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7.8.3 The difference in types of innovation causes a requirement of different 

factors supporting the existence of innovation competency of an organization. As seen 

from the results derived from this research, schools that have innovations which 

mostly are process innovations do not use a great deal of tangible resources such as 

budget and technological devices and materials, but instead, factors that play an 

important role in innovation competency of schools are intangible resources such as 

organizational knowledge and knowledgeable and committed employees. As 

mentioned above, future research should focus on the study of innovation competency 

by types of innovation which will equip researchers with more understanding about 

how differently that supporting factors affect innovation competency categorized by 

type of innovation. Besides, suggested future research can be used as recommendations 

for innovation competency development that is suitable for each type of innovation to 

be developed by an organization.  

 

7.9  Conclusion 

  

In this chapter, the results derived from the quantitative and qualitative 

researches were discussed. The results from the two research methods are consistent 

and the data analysis of both methods can answer all of the three research questions. 

In addition, the results obtained from qualitative data analysis can also very well 

supplement the data obtained from the quantitative research and can provide 

recommendations for innovation competency development according to the third 

research objective.  

Moreover, the results of data analysis can be proposed as theoretical and 

practical recommendations as well as guidelines for future research. As any 

innovation study should consider the type of innovation, thus innovation study should 

also be separated by types of innovation as well.  
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Questionnaire Number …………. 

 

Questionnaire for Research Purposes 

Topic: “A Proposed Model for Developing Innovation Competency: The Case 

Study of School Administrators under the Jurisdiction of The Education 

Ministry” 

Instructions 

1. This questionnaire is a part of the dissertation submitted in partial fulfillment 

of the requirements for the degree of doctor of public administration school of 

public administration, National Institute of Development Administration. 

2. This questionnaire is divided into three parts. 

i. Part 1 Personal information of the respondent and information 

on the educational institution 

ii. Part 2  Status of institutional competency of innovation of the 

school and factors that affect the institutional competency of 

innovation of the school 

iii. Part 3 Questions on opinions and feedback 

3. To complete the questionnaire, the researcher would like to request the 

principal or the vice principal to answer the questions in all three parts 

accordingly in order to receive credible information suitable for academic use. 

The researcher will process the responses received in a way that will not 

personally affect the school or the school staff.  

4. Once you complete the questionnaire, please place in the attached envelope 

and return to the researcher at the address on the envelope before August 15, 

2557. Your help is much appreciated.  

 

The researcher would like to thank you for your participation  

 

Aphisak Kasinton 
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Questionnaire 

Topic: Improvement of Innovation Competency in Schools at Basic Level 

Education 

Part 1 General Information of the Respondent  

Instructions:  This is the personal information of the respondent. Please  mark   in  

for each question  

The position or the duty of the respondent      Director    Deputy Director 

1. Age (More than six month portion is counted as a year.) 

   Younger than 25 years      26 – 35 years       36 – 45 years    

   46 – 55 years      56 years or older 

2. The number of years you have worked here ....................  

3. Highest education level 

             Bachelor’s degree            Master’s degree          Doctorate’s 

degree 

4. Your school is 

             public              private          

5. The number of years your school has been open  ..................... 

6. Educational levels that are offered (you can answer more than one) 

                  Kindergarten    Elementary      Grades 7-9     Grades 10-12 

7. The number of current students in the school __________ 

8. The number of current teachers and employees in the school __________   

9. Evaluation results from the Office for National Education Standards and 

Quality Assessment (ONESQA) 

  Excellent             Satisfied       Average          Needs improvement   

  Needs urgent improvement 

10. The school has innovation competency as following. 

  The school has developed new methods/policies or innovation in its own 

way. 

  The school has adopted and applied new methods/policies or innovation  

  Both 

 



376 

Part 2  Please mark  from the minimum (0) to the maximum (10). 

 

Section 1 Innovation Competency 

 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Innovation  Competency            

1. The school has continually created 

new innovations every year. 

           

2. The newly created innovation has 

effectively increased the performance 

of the school. 

           

3. The created innovation is novel and 

different from old approaches and 

methods in obvious ways. 

           

4. The innovation developed by the 

school has increased the learning 

performances of the students. 

           

5. You are satisfied with the results from 

using your school innovation for the 

educational operation in the school. 

           

6. All stakeholders are satisifed with the 

education provision of the school. 

           

7. The value level of the innovation 

when measuring from the developed 

innovation and comparing to the 

resources used in the innovation 

development. 
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Section 2  Managerial Competency and Transformational Leadership 

 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Transformational Leadership            

1. The executive is the initiator of the 

search for new methods or 

innovations for your school. 

           

2. The executive determines goals or 

missions of the innovation 

development in an obvious way. 

           

3. The executive promotes projects or 

activities for innovation development. 

           

4. The executive emphasizes the process 

that convinces personnel to work by 

themselves instead of being directly 

and closely controlled. 

           

5. Staff gain trust to independently 

operate their own functions and 

duties. 

           

6. There is a promotion process for 

collaboration of personnel and 

teamwork. 

           

Top Management Support            

1. There is a full support for resources 

required for novel innovation 

creation. 

           

2. The innovation staff have enough 

time to create innovation. 

           

3. Advice for novel innovation creation 

is provided on a continuous basis. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

4. There is support and opportunities for 

the personnel to suggest new creative 

methods for novel innovation 

development. 

           

Innovation Strategies            

1. The school has strategies and clear 

policies in developing novel 

innovation. 

           

2. The strategies of the school result in 

development or seeking for new 

methods for overall improvement. 

           

3. The school has clear policies for 

conducting research by the school’s 

personnel. 

           

4. The school has plans for providing 

enough resources such as budget, 

time, data source, etc, for innovation 

invention in school. 

           

5. The school emphasizes strategy 

planning in resource development of 

the school such as the personnel and 

organization’s knowledge. 

           

6. The school emphasizes strategy 

determination in student admission in 

order to have the number of students 

that reaches the expected goal. 

           

7. The school emphasizes  the 

stakeholders’ satisfaction in 

educational provision of the school. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Employee Acquisition            

1. The tools for recruitment of are 

effective. 

           

2.  Personnel recruitment corresponds 

with goals, missions, and culture of 

the school. 

           

3. The school emphasizes selection of 

personnel who have full competency. 

           

4. The school admits staff by 

considering knowledge and expertise 

that correspond with responsibilities. 

           

Performance Appraisal            

1. There is an evaluation system that 

relates to the innovation achievement 

of staff. 

           

2. There is a clear rule of giving rewards 

(promotion, compensation, academic 

standing) from the performance 

appraisal 

           

3. The criteria of performance appraisal 

is clearly identified and is understood 

by those being evaluated. 

           

4. The appraisal is fair, transparent, and 

accountable 

           

Rewards            

1. There is a rewarding system that 

convinces personnel to develop the 

skills in innovation. 

           

            



380 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

2. The personnel who show outstanding 

outcomes will receive rewards in 

many forms such as promotion, pay 

rise, academic standing, etc. 

           

3. Staff can present their oustanding 

work or innovation for consideration 

for rewards. 

           

4. The school praises those personnel 

who participate in innovation 

development even with unsuccessful 

innovations. 

           

Training and development            

1. The school provides a clear training 

and development plan for developing 

innovation capability. 

           

2. There is a survey of training requests 

from employees in different issues 

such as training topics and the 

amount of training. 

           

3. The training covers all levels of 

employees. 

           

4. A follow-up system exists in order to 

offer advice or protocols for the self 

development of the personnel. 
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Section 3 Transformation-based Competency 

 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Organizational Culture            

1. The school personnel collaborate in 

order to achieve and accomplish the 

assigned tasks. 

           

2. The school allows flexibility and 

independence during the working 

process. 

           

3. There is regular and frequent 

exchange of information during the 

working process such as meetings or 

conferences for exchanging teaching 

and learning experiences, etc. 

           

4. Staff show an emphasis on parents, 

guardians and the community on a 

regular basis such as listening to the 

feedback from the parents, the 

students, and the community, and 

applying feedback to improve the 

school tasks. 

           

5. Staff perform their duties in order to 

attain the highest satisfaction of 

parents, students, and the community. 

           

6. The personnel in each department 

have ways to develop new methods to 

continuously improve their own 

performance. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

7. The school always promotes 

employees to express their opinions 

and new methods. 

           

8. The school seeks out changes and 

new features to develop the school 

even though it might involve some 

risk to make mistakes or have 

negative consequences. 

           

Organizational Learning            

1. The school always obtains new 

knowledge. 

           

2. The school personnel have always 

increased important skills and their 

expertise. 

           

3. The school has been developed from 

new obtained knowledge. 

           

4. There is sharing and exchanging of 

knowledge among personnel. 

 

           

5. When a teacher or any staff of the 

school has learned new ideas or 

knowledge from the training sessions, 

there exists a follow-up process for 

that particular person to share that 

knowledge with others. 

           

Research and Development            

1. Research has been continuously 

conducted to develop and to create 

new methods. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

2. There is an establishment of a team 

with diverse backgrounds and 

knowledge in innovation research and 

development. 

           

3. What level is the quatity of overall 

research in the school as compared to 

the number of personnel? 

           

4. The results from research has been 

applied to practice and operation. 

           

5. There is enough budget for 

conducting research. 

           

Organizational  Structure            

1. The regulations and the school rules 

are flexible and can be adjusted in 

order to achieve the goals of the 

tasks. 

           

2. The school can adapt operational 

models or work regulations to 

changes in society and the rules, 

regulations and requirements of the 

school’s stakeholders. 

           

3. Staff from all departments can meet 

the executives any time at their 

convenience. 

           

4. The school structure has short and 

uncomplicated command chains. 

           

5. The communication between the 

supervisor and employees is fast and 

convenient. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

6. The school has a decentralized 

structure with clear division of duties 

and responsibilities 

           

7. Decision-making authority is granted 

to deputy directors and heads of 

departments. 

           

8. Departments are independent in 

operation and have autonomy in 

making decisions relating to assigned 

tasks, duties and responsibilities. 

           

 

Section 4  Resource-based Competency 

 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Tangible Resources            

Financial  Resources             

1. The school has enough budget for 

initiating projects to accomplish the 

determined goals. 

           

2. The budget for innovation 

development is clearly set out in the 

development plan of the school 

           

3. The school has allocated budget for 

developing various tasks such as 

equipment purchasing, building 

development, and personnel 

development. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

4. The school allocates sufficient budget 

for managing education efficiently. 

           

5. The personnel have benefits and 

compensation that are sufficient 

enough for good morale. 

           

Tangible Resources            

Physical  Resources            

1. The school has technology equipment 

for effective teaching and learning. 

           

2. The school has information 

technology equipment for effective 

data searching. 

           

3. The school is located in an easy-to-

access location. 

           

4. The location of the school facilitates 

the school to easily search for 

resources for innovation. 

           

5. All the projects are conveniently 

conducted . The school provides 

activity rooms and activity corners 

that are enough for quality 

development of innovation. 

           

6. The school has enough equipment 

and tools for novel innovation 

creation. 

           

7. The school has properly allocated 

time for personnel so that the 

responsibilities and the goals can be 

accomplished. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Intangible Resources            

Quality human resources            

1. The teachers and other employees 

accept and follow the goals of the 

school. 

           

2. The teachers and other employees 

determine and commit to the school 

duties. 

           

3. The teachers and employees perform 

well for the school reputation. 

           

4. The teachers and employees have 

knowledge and expertise according to 

their responsibilities. 

           

5. There is diversity of personnel in 

terms of skills, expertise, knowledge, 

and experiences. 

           

6. The teachers and employees can solve 

unexpected problems by themselves. 

           

7. The teachers and employees have 

skills to effectively perform and 

complete their tasks. 

           

8. The teachers and employees present 

new ideas to the school. 

           

Intangible Resources            

Organization’s Knowledge            

1. The school has enough knowledge for 

novel innovation creation. 

           

2. The school has a source of knowledge 

for the personnel to improve 

themselves. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

3. The school regularly organizes events 

for experience exchange among staff. 

           

4. The school has a systemetic 

collection of knowledge for real 

practices and applications. 

           

5. The school has organized activities 

to increase the knowledge of the 

personnel on a regular basis in terms 

of both the knowledge from research 

and development and from training 

sessions. 

           

6. The school regularly searches for 

new knowledge for tasks and process 

development. 

           

 

Section 5  External Environment 

 

Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Government Support            

1. The government has a clear policy for 

innovation development in the school. 

           

2. The governmental agencies have 

organized activities to promote 

innovation development in the school. 

           

3. The government has supported and 

promoted innovation, resulting in the 

outcome of innovation from the 

school. 
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Questions 
Level 

10 9 8 7 6 5 4 3 2 1 0 

Competition            

1. The competition for new student 

admission in each year is intensive. 

           

2. The school is required to have 

increasing numbers of students. 

           

3. The school is required to develop a 

good reputation and being known 

among the community and parents. 

           

Environmental Uncertainty            

1. There is constant changing of 

expectations from external factors 

such as expectations of parents, 

students, community, and 

government. 

           

2. The school requires to seek out new 

methods or new innovations in order 

to adjust to the changes of the 

organizational environment. 

           

3. There is frequent changing of policies 

and regulations from the government. 

           

4. Changes of the organizational 

environment such as competition or 

changing of educational technology is 

unpredictable. 
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Part 3  Please answer the following questions. 

1. Within the last three years, has your school developed new 

methods/approaches or innovations? If yes, please specify the name, the year 

of the innovation, and the school activities in which the innovation has been 

applied (such as student affairs, academic affairs, administration, or learning 

process). 

 

Academic 

Year 

New method/approach/innovation Departments/Units/works 

that used the innovation 
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2. What factors do you think contribute to the success of your school in 

innovation development? 

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________ 

3. If you want to give some advice to other schools to develop their own 

innovation, what would you recommend? 

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________

_______________________________________________________________ 
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4. Please specify problems and obstacles in developing innovation competency 

in the school according to these areas. 

- Administration (strategy, leadership, academic support, personnel and 

resource management) 

           

           

             

- School resource (budget, school personnel, building, technology) 

          

          

            

- Process and important characteristics of the organization encouraging 

innovation competency (R&D, organizational learning, organizational culture, 

organizational structure) 

          

          

            

- Government support 

          

          

            

- Recommendations in general 
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APPENDIX B 

  

LETTERS OF INVITING EXPERTS FOR IOC TEST 
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