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Abstract

In this research, the researcher used Peter Principle as a research framework. The objective is to study the
problems and factors that cause the performance of executives to decline. after being promoted within the
organization and propose solutions or reduce the problem of Peter's Law to executives whose performance
has deteriorated. A qualitative research method was used to collect data from interviews with 16 senior
executives using the ATLAS.ti program. which is a program for analyzing qualitative data. The results found
that in selecting the talented people for promotion to 5 factors were considered including expertise,
accountability, resilience, attitude, synergy, talent, performance, competency by analyzing the 9-Box-Model and
Competencies that are essential for selecting the talent who will be “Successor” of “Chief Executive Officers”
(CEOs), which especially requires the primary significant factor that is “Synergy” Nevertheless, the effect of
Peter Principle occurs because many Thai organizations usually stresses “Performance” factor alone in
selecting successor.
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