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Abstract

The research aimed to 1) Investigate the effect of elderly workers management capability on knowledge
sharing organization and service quality, 2) Investigate the effect of knowledge sharing organization and
service quality on organizational performance, and 3) Investigate the effects of antecedent factors which are
fransformational leadership and diversity management on elderly workers management capability. The sample
include 293 hotel managers in 4 and 5 star rated hotels in Thailand. The questionnaire which was used as the tools
for data collection. Data were analyzed using confirmatory factor analysis (CFA).

The results of research aimed that 1) Elderly workers management capability has a direct effect on knowledge
sharing organization and service quality. 2) Knowledge sharing organization and service quality have a direct
effect on organizational performance and 3) Transformational leadership and diversity management have a
direct effect on elderly workers management capability. The results of this research will be useful as a guide for
policy making and applying in the field of strategic elderly workers management in organization for competitive

advantage, achievement and sustainable performance.

Keywords : Elderly Workers Management Capability, Knowledge Sharing Organizational, Service Quality,

Organizational Performance

anmUuIaSUANWIANSWENNSUULE UKJNENAasssumaas 7



unun
n1ednnIsNine N uysd JunuindiAnyne
asAanafluadaunn ANnudIEFLazANMUALINAIURY

aqﬁ'mm"mmﬁq%ua%ﬁunws%’mﬂ%ﬁm%’wmﬂmwﬁa’
(Maharatsakul and Limlawan, 2011). N13LTWINTNENg
uyedgalng annisaiunineinsuysefacdiund
uwmmﬁﬂﬁmiumﬁmmim%’wmmugﬁélﬁﬂﬁaammﬁm
ﬁuﬂﬁamﬂuuazmﬂu@ﬂmﬁmﬂﬁﬂﬁﬁmmmau@a
Tasnnsidunisanauaulunisilasiuiloyminng g flan
Fai i auns0 19T ANNe AN S e g
uqHéLﬁaﬁlﬁLﬁmﬂa:‘im}ﬂﬁumiﬁmmmﬁmﬂﬁaﬁlﬁlﬁm
AnulAiFaunisualeduluaunan (Wadeecharoen et
al, 2013) ffmnﬁiiﬁm’1':?‘1/1%’wmmwwéﬁmaqméﬂuum
mmﬁmmﬁq‘ﬁlgﬂﬂmﬂ%"lumﬁmmamﬁma‘ Inaln
ANUAALALNALNTDIANNT NTLEVNIUNLNTUNTHENNS
uguﬂﬁﬁamﬂﬁmﬁmmwLLumﬁaunﬂﬂuaﬁﬁLﬂgauLLﬂaq

BEAADALIA

ﬂ’]ﬁ“‘]ﬂﬂLLﬁﬁuLLﬁ‘QQ’]UQ”IEIeLu@Qﬁﬂﬁ?ﬂ]ﬂQ@Qﬁﬂ’ﬁ?

¥ [
o

a9 Tutfagiiull Mifnauannisdsundladdaseadna
dszannsuaslandnansznulnamnsanonisaiinaued
29ANN3 (Pinto et al., 2014; Pefer Knauth et al., 2005;

Donaldson, 2001; Certo, 2000) Ipgannunisnitszannsg

o

Tanluilaqiuidadng “denugasns” (Ageing Society)

U a q

aesauysl uaNaNil nnulanenisaunitana:
TMaUNUATaLATIIN IR INNTINATRILs TN lananas
anniailasuutlasaaslszanns fananiiiiafiansan
Tnsea¥ralszannslulszinalngdinisilasunilag

I N s [ (=3 s I Vv
wulaeaiu IagdszangdaiAniasdaussanuiuunity

o

ARARENAALLEY AINNNTANAIIBINTINTTAUAT YN UG

9

o X o

ﬂiZﬂI’]ﬂ?%Q\?ﬂ’]Equlﬂ’]EIEIu‘Hu‘V’mWﬁMuWﬂWiWWQﬂW?LLWWH

9

N

wazansnsugy dwanannullaugaszninalszang

Qammmzﬁwﬁmmmu %ﬂﬂ'mamzwuﬁammmmwu

@3¢

\Hustnaunn nsiwasuuasianantrlddganurionig

8 amuuidsuAnuIa:NSWeNNsUUBE UMdNENAIsssUMaas

‘umaqﬁmaﬁiamﬁmmiﬁwmnaquﬂ(ﬁ'mm:ama:ﬁ
ﬁm:uLﬁlmﬁuﬁumﬁmm?meuri;i@qmqLﬁaa%qmm
Tundlifuesdmsluszazen ngesdnnsseg ey
LAZIaNIUALATELFF LT AR uNs I At a7
@:Lﬁm‘%ﬂuammmimﬂmmmiwﬁqﬁ'mﬁmimm%’gﬁlu
matszineBusiiunsudiie mafﬁumﬂmﬂﬁ%mﬁﬂm
aanld1uinnin 60 1 (Cose et al., 2015; Karpinska
et al.,, 2015; Ciutiene and Railaite, 2014; Lazazzara
and Bombelli, 2011; Khammadee, Jadesadalug and
Kongklay., 2017; Sukpaiboonwat, 2017; Sasanapitak, 2018)

Hagaeenglouyit Jeeln dAunmaiaminzaumy

9 9

—

(%

A anusznaunisifitiAugANLaNInUeganne)
e AsAutaFaulunisuaedu Innsonanan
A3 UL ARS (Tacit Knowledge) Tfagumalyl 351a
< o lﬁl a | v 4&1

Aianunsnanassautlszinauivaianismna e launau tne
Vl.aJ'ﬁaﬁumﬁﬂum?qmwguéqmqmnLﬁuvl,ﬂ AADAAL
denulnglauandiiiuteanisnszninfanuaives
%@qmqm:uLm‘uaﬂ'ﬁqé’uﬁmaﬁmuﬁﬁﬂmﬁLmiWLLa:ﬁmﬁu
luszuuangla Ingsuudn mﬁwmu%@qmq%ﬂuﬁm
ndaaulnalianauasdinulaansalil (sadangham, 2015)
aatiu guamsnadliianudiaydivilasunisdnnisg

%3 L L2 o KX K £

ninensuymd luasAnslnaAtlanemnanmluaiy
a1u1T0vadusIUNgseneiNe liaanAdeiuUTLNIEY

nednntsnuuyeelugAfaqiiu Karpinska et al., 2015)

| I
KX aAa o

Uszinalnadaiiulssimanilei ddnriaaiien
ﬂmﬁhqmaﬁﬂmﬁumqﬁmLﬁﬂ'sLﬂuﬁuﬁuﬁuq waslan
qmmwﬂﬁumiﬁmLﬁmLﬂuqmmmmauﬁéﬂﬁmmaﬂaﬂ
LLa:L'ﬂuqmmmmmﬁﬁmmﬁuimﬁmaamLam @y
ﬂ’i:mﬁ”l,mqmﬁ’mnﬁumaﬁmLﬁﬂaﬁmilﬁu‘[mﬁm
AaLiad LLazLﬂuqmmwﬂﬁwﬁﬂiumaﬁmﬁqL“qumm

ALlszinaA A9dANudAYAaANLRIALIALAT AL

1 1
o o a

AN ﬂ\WI’NLﬂﬁ‘Hgﬁ’%"]Jﬂ\iﬂ?ZLV]ﬂ ma#ﬁuimmmqma'mmm

mﬁn'mLﬁma'qma"l,ﬁl,ﬁmmammﬂﬁwmgaﬁfﬂmLLau Vi



TugduuuredsausunuugaszuazlsausuuuuiATang
gsnalsausuidugnainnssundnlugmaivnssunig
euiien uazvinael fiusuduasanisaldainnng
yioafienianua (Lancaster, 2008) nnsvadianlan
wivanlszanuna (UNWTO) A1anstdanlull A.A. 2030
sruutinveianlanaziisdy 1,800 &1uau Fe
Fmsnnaueneiedssatay 3.3 At LAZAIANIINIIN
Tl A 2015 Husiuld panafnlvuvisenquilszineg
ﬁﬂﬁqﬁmu’w:Lﬂuﬂfﬁuﬂa:mﬁﬁﬁ@"wmuﬁfﬂﬁmLﬁlmmmﬂﬁ’;
sl,uﬁm']'ﬁ'qqndﬁmmmﬂ@:mﬂﬁ'ﬁmmLL%Q Iﬁﬁlﬂuﬁﬂﬁﬂ
LﬂLﬂq]ElLL'a:LL‘]J?HWﬂ’*):Lﬂujjuﬁﬂ’]ﬂﬁﬁﬁm?ﬂﬂ’]imﬂﬂﬂﬁﬁad
ﬁa‘m (Ministry of Tourism and Sports, 2015) %Qﬁﬂﬂ%‘/‘]_l
Ausienuuudltugsiaressuinisuvialezimalnglu
191NaR 4 WA, 2560 ﬁﬁzqiﬁq?ﬁ@ﬁmLﬁﬂaLLazfq@ﬁﬂ
Tsausnanalszimalneiinsnisaenafodanalin
Fatiu nnaiuaLegs RGN Tiendaus
ABN9IENEAIvedgeNalssusuundineduasnaunuay
a'qwam'am@smmLmammmumnéqﬁuiuﬁ@qﬁ’uuaz
Tuaunan dezwalnaaniunaclvainudrAyniunig
Fnassuseauliaenadasiunisudsuuladluauian
(Prachachatonline, 2017)

WHUNAILNL AT HERAUA T AIALLVIUNG atfufl 12
WA, 2560 - 2564 lnszynaniunisaluuaitugaddan
a9t nsinddenuggeizvaclandananaiAssgia
wazgtuuunisaniiudin nasidudeaugeisuaslan
feenadufupnaudrAydmiudszmalne faeauiu
099INN198AANIRITEINT Y AananelfiRan s ek
Uszang Teugnu Immawwmuﬁﬁﬁﬂﬂquq Fafly
useudiAyluniswaundszing lagainuadiaa

Vv o YV

dwiugaeengTafuang 60 - 69 T NUanUzNGUNN

9

Vv [ o

NAdNINTeeas 59.9 aafluaiaiendaaiunsavineula

uwndnauuadnsviudsluaannin Inetl wa. 2557

©3°e

aely 60 - 64 T Tewinfesaz 59.2 uaznquiy

65-60 1) $ae18= 45.6 ApaLlezannaTenfeniu Far F9a0s
wanAnanmanguiaw isiliasaingnatnnu
Lﬁlu"ﬁu (Office of National Economic and Social
Development Board, 2016) A8AARBALISNENEAIART
IR Fzez 20 T (W.A. 2560 - 2579) LA lrAnudAiy
naiasuadadnenEnensuyeEe duasuliggeant
Sundsdiumaautlssing thunnaiasurineznissssdin
vinwravinluniameneld thuvnimnzausudanm
LLa:wé’ﬂﬂi:ﬁ’umqﬁmuﬁaammé’mﬁummmﬁtﬂuﬁugm
Tunn9Rn9997m (Office of National Economic and Social
Development Board, 2017) AMNANUANALAINGT A3
ﬁqiﬁiuﬁ@‘gﬁuqiﬁaiiqLL@uiuLﬁaqimﬂL?‘Imﬁumiﬁmm
drAtyAunisinsnugasenylulsausunaranin dadsy
Tﬁlﬁmu‘lﬁamama‘@LLﬁ?ﬂmwﬂmmﬁlﬁﬁﬂﬂmwel,ﬁa%'ﬁu
BNANNTIILALUNEEINDY iau%Qﬂﬂi%qqQqqmqﬁamwé’q
NNN9NEE nezwinauluansauil evineu
agluduniadunaiuiu dnaziinnug Anudiuigy
Shlsvaunsalifiamsduenn Wenateuninennst
‘mq@mm"]ﬁ'awm?\lﬂmmmmmuiﬁ NM9ATTMTINNIAINY

o s |

zi'ﬁmymﬂmﬁ%wzﬂhﬂmmmﬁﬂﬁmﬁmﬂummqiﬁ@
AINANANLNTNAANNINLITYMINITUALARULIINIURN
miLﬂﬁlﬂuLLﬂaqimqa%’1qﬂ’izﬂnnﬂuﬂ‘v‘gﬁuﬁaﬂ'wﬁﬁu
(Heng, 2018)

antlsngnisadnesu ﬁﬂﬁﬁﬁ%’ﬂﬁmmaﬂ@ﬁ%
AN ANUALTUSTIANNAUAZLATNELBIAIUAILNTD
Tun9dnnsussuEgeeny nanguailszdnsresgsia
Tsausuludszinalne Lﬁmmﬂqiﬁ@‘lﬁmmLﬂumm@?ﬁﬁ)
ﬁﬁé‘méquﬁummﬁwmeuéqqmﬁLﬁlm'ﬂ"m’aumﬁu
LAz TinNg3sTivannTanE Lt 11T HadWsTiEannns
Fpanusmb Ul dudayalunistidnisdnnis duasy
"Lﬁlﬁmmﬂmsﬁ,amaiumﬁwmuﬁqqmﬂﬂumm‘miﬁ'
Aniiugsianeniu visanegsna uianusathlulszena

Tinall saudelszloniludiuanuniaiguaznisenu

anmUuIaSUANWIANSWENNSUULE UKJNENaasssumaas 9



mmLaﬂﬂjuﬁﬁm%ﬂmiumiﬁﬁaga ileiflunsanfiansnn
Tun137919ulee NNINUUALKNUTZEZENIATULINNY
mmaqﬁmi@iﬁ@Lﬁ'a"l,ﬁl,ﬁmﬂa:ﬁmﬁmwua:ﬂi:?m%ma‘l,u
nsadaanuliisanlusyiuganauazssiugmannesy

aduipdaunisiAuiamaAssgnauedtlssinemell

dnnUs:avAvoun1sdve

1. Lieneasuansnanuaunsolunnsdanis
LLiqmuéqqmﬂﬁﬁﬁiaﬁﬁﬂmaé’wé 1aun nsutiiiupanug
PBNBIANIT ALNMNNSITLENTS

2, Lﬁlammaauﬁm?iwamﬂlmﬂumﬁuimmmﬁmi
LazAuNINNIIiLENIS AfldananisAniuauses
A9ANTT

3. L‘Wla‘wmaau%m%wammﬂ‘v%’m%mLm Taun

m’;:éﬁﬁmﬂﬂ%ﬂuuﬂm LAZNITAANITAIUVAINVANEY

ﬁﬁm'aV-mu’mmsnslumﬁmm?LL?\muQquaq

NISNUNJUJSSTUNSSUY

(%
o VQQ/VLQJ

NI98 LAVINNISNUNIUIFTIUNTTU

a

NN9ANEITE

|
o a o

TnenisAnsIuuIAn Noedid1Ayaiuiy 3 noud
Usznausae 1) noudindnuainiedani 2) noedyuues

LURUGIUNTNENNG 3) NOBHNITLENITII@0IUNITl

| ! !
o v )

wazlanumuuuIAnLazUITERNeTa N atnuN
W’ﬁummauLLmﬁmslumﬁfv”ﬂLLatmma‘ﬂaqﬂﬁmﬂim%
Tuns ANl

1. ndndnuain1edian (Social Identity
Theory) vnunanANUaINVaTElLasANNtaInqUAL
‘17'1'1?'mmimmmminﬁimmm'umﬁaéﬁlu ALENEA Y
nshapa N339la LLa:%"ﬂmna;muméﬂﬁiﬁﬁwmslﬁ
ﬁ/‘]_l'a\'iﬁmﬂﬁﬁ?u (Glastra and Meerman, 2012) A4ANIS
FaednnnalaeldAnuaninsalaniziiie LAy

ddamuLiinviung (Phochan, 2015) 1ls=@nsninuay

152 ANFUAURINITANNITAINUNAINVANE Q’L@‘mi

10 amUduiasuANWIIA:NSWENNSUYYE UHDNENAEsssumMacs

azfpsaunsatietAnuatnvangluszAuyAre 11
A59UANITANLUINUNA IATLAIANTT NITUNSRANE0L
UBIBNANNTUNAMUATILTLERAN MOl TBdY ARINTTILTIE

a a (% °

paNENALTvaUNUKanIgAtuuasla (Biga, 2007)

)

Qﬁ%ﬂiﬁﬁnmwﬁé’mé’ﬂmimqﬁqmmu%ﬂuﬁugmﬁlumi
aqﬁmﬂmmé‘uﬁuﬁ(ﬁ@%mma 1Aun mu:@'ﬂqm'f
Waeuuilas nsdAnNIsAILAINTaNE LAz FuLlsnans
ANUANLNTIUNNTAANITUTNTUNFDNS

2, wqwﬁquumuuﬁugﬁum%’wmm (Resource
Base View Theory) a9ANNgastinAnulaFaun1enig
LLﬂJ'q‘iJ’uré'Tma%NHam"muﬁugmm%’wmﬂi‘umﬁﬁ;mi
sznaume m?wmmﬁ@mﬂ'ﬁ (Valuable) NEwenngmienn
videly (Rare) ninenafludsiasnideunuyldann
vidaly (mitation) wasnineanstugniaziiaqla
U maunulA Substitution) ﬁﬂiﬂgjm’afmﬂ"'qﬁumwmil,qu‘ﬁ’u
(Bamey, 1991) guumuuﬁugmw%’wmnﬂﬂu?qﬁﬁwum
FIUNTWENNTUAZANUAILNTNURIBIANNT (Nath et dl.,
2010) mﬁm%ﬁLﬂum”*QQQQﬁuﬁfax’?nmmm“lﬁt,ﬂ?ausl,u
nsudeiulaenssaundentitadsusl fidn funud g
Aanfasunlasiinanninan Kor et al., 2007) Tneanns
aﬂ'wﬁlﬂuﬂqmﬁwgﬁ@gmmmi (Knowledge-Based
Economy) ?Tﬂﬂmwmmmﬁmi%%uﬂg:ﬁumm%j Minwe
dszaunisnl uazANuaINIsnuInineansuysdly
89AN1S (Bartlett and Ghoshal, 2002) {378 ltNg )
guumuuﬁugquﬁwmmmLﬂuﬁugnﬂumiaﬁmﬂ

ANMUFUNUSTZNINAMUAIUIT0 T UNITTANITUTINU

L334

49878 AUNITUTUINITIANTZLIUNTNTNENT UL
ma‘a%"m@mmmmmmmﬁimmLm'u nsyatiuAIy
deulsailmunevasesding waznsyatiuiRLsITy
wunyaiunadisa

3. NINEINITUIVITIANIUNISAL (Contingency
Theory) NS MIsNanunsailduLuIAANIg

1EMnsagANIT NI UatTLNT I asuLlasuadaniunis ol

U



[feaeFnsaunsnlFuiuazud laoyma ¥ idafy
?unmﬁaﬂﬁmﬂﬁqm NN9IATEUANUNGEUIALNITINLHL
L“quﬂaﬂqwﬁ(%qQ’u?miﬁaﬂ‘ifmnummmiumaﬁmw
FAnNEAMUVAINYANEIa s NENns a1 iRR L2 e
ae@nuneAns Inenistfugluuuueinisinedanis
nelu nisimunlaseadne szULNIIAILANBIANIS
‘uaqLLm'a:LLViq‘Lﬁmm:auﬁﬁiﬂ@jn’mﬁuﬂa:amﬁmwLLa:
U32AN5Na19989ANT (Koall, 2011; Sousa and Voss, 2008;
Donaldson, 2001; Certo, 2000; Witudom, 2015) 21NN19
NUNILIFTUNTTUNDIN VINEINITLEVSIINANIUNIT
a1unsnesLneANUdLTUSIRIiUulsanme Thun anaz

o

Q AnsulReuntlas N9TANITANLMAINYATE LAY
AusNaNAMUANNTn TUNITIANITUT UL AYRNE)

4. ULUIANNUAAAINUATNLITANITIANITUIINIU
Q’q\imq (Elderly Workers Management Capability :
EWMC) Auainsalunisdnnisussanugasansli
mmmﬁnmuﬁaﬂ'wm'aLﬁmwa"qmﬂmﬁﬂmmﬂﬁﬂuiﬂ
mmmmfﬁﬁ'mﬁm@ﬁmumﬁlﬁ@a%w@mﬁﬂﬁﬁ’umﬁmi
MEgUULLLIIDINITYTINIETANTTLIUNISNENEINTUY16]
m@a%qq@mﬂ'wmmmmmm?ﬁmmﬁu nsyatiuAy
Fouleduiimuneuntaddnig uaznsyutiuinuasy
wungaiunad1ida Pinto et al., 2014; Garavan et dl.,
2012; Pick and Uhles, 2012; Lunenburg, 2011)

4.1 m’iuﬂa‘mnﬁ’%’mns:mumsw%’waqn‘iuqm‘l
(Human Resource Process Integration : HRPI) NUNEDN
NezUAUNNTAIRNITNINENsULEdUa s ULgens
29Ans sraudiEudwinelusednisauiennsinsen
warn1sdnnisliussnugaenglivinausalusAnig
Ingldnszuaunisnisdnnisninens Ly Farlsznay
1UAe N19a9911 NM9AREEN N1FALTULAZWAIUN N9
MUAMBLLNU N13U9INUNE LazANun1IMTialuaNTn

(Ciutiene and Railaite, 2014; Pinto et al., 2014)

4.2m’;‘ﬂ%’mqmﬂ'qmmmmmﬁ"iﬂmLm'u
(Competency Value Creation : CVC) MLI80d LUINN
mﬁmm'imm%mmmmmﬁimmLm'ummlmmuéqqmmq
Tngnnsierinee Anuasn ANug ALY
Uszaunisal afuauauarasadszlenilviduesdnis
(Sengupta, 2013; Young, 2013; Pick and Uhles, 2012;
Lazazzara and Bombelli, 2011)

43 mfiaj\uﬁummﬁ}au‘imtﬂ'\wmﬂmmmﬁms
(Organization Goals Orientation : OGO) PTRERN
wqﬁmmmiqqmméﬂﬁ“vﬁ'Lﬁmmm@ﬁmumﬂmma
UYBIBIANNG Iﬂﬂljx‘lLﬁuﬂ‘J‘ZU’Juﬂ’?ﬂuﬂﬂigﬂﬁﬂﬂﬁlﬂﬁﬁrﬂ
nsFuiluidmunasiuiuesnedidsz@ngam inasng
maﬁTum?a'aumﬁmaiﬂgjmmd’mf?fv Cizilinien€ et al.,
2016: Lunenburg, 2011; Gunaratne and Plessis, 2007)

sansyatiuTmusssuuuuyaiunadnia
(Competency Achievement Culture Orientation :
CACO) 71189 ﬁfmumwﬁs{uﬂummﬁumLLa::ﬁ
e yatiuaninuindanainaiauen Ususali
Fufunsasuulas iRdevriAdausetiinuie
9ANTURNAUNAFFAmULTNvLNe (Garavan et dl.,
2012; Schein, 2010; Cox, 1991; Miller, 1998)

5. nsutauAufaeadAnis (Knowledge
Sharing Organizational : KSO) mmﬂqﬂumm;ﬂm
BIANTT NUNEDY NTZLIUNTTANNTANSTRILARALAE
neasenudinys ANLE PnuEneszniney dhelow
szaunngal LﬁmmmaﬂLﬂ?ﬂlauﬁauiﬁ?agmmiwﬁu
nelupaAnig LLa:ﬁﬂmawuiﬁulﬂﬂﬁﬁﬁ fuAILAnD
ﬂﬁﬁﬂ?ﬂﬂﬁ;qﬁmuﬁaqﬁmmﬂ'wﬁfmﬁm fURZAINARD
n1sasvassAretesAnts ildgnanisaniiuauues
89AN1T Usznaumanmuansuzd1Ay 3 A 1hun ns

A5ATRUNAILS NITYTUINTIAANTTUNITITELS UAz

neaiauseqelaluniesiFeus (O Dell and Grayson,1998;

amuuiasuAnuiansSweNNsuyue bkdnenaeasssumaas 11



Takeeuchi and Nonaka 2004; Wang et al., 2014)
aanAAndL Voepel and Streb (2010) Streb and Voelpel,
(2008) Ua Pinto ef al 2014) A1 AwAteely
N1ednNIsusIUE aengiansnananisuleiunLg
UYBIBIANT

6. ANNMNMTWILENTS (Service Quality : SQ)
AN NS LENS vunede nasusmsninensli
NnUszAnEua N1TABLALBNADAINNABINTUBNGNAT

% Vv

mm’%maﬁa%wmmwaﬁlﬂﬁﬂuqﬂmiﬁaﬂ'wmmzau
Aunnusnsiiszlgduinmestdnig vinliifauanis
ATUNUBRIANT ANUlALFaLNnsuaedy A
fanela ANAssNANG wazlasuatenmdnuali
Usznausmennanuzd1Any 3 au laun pnuseLileg
uN19L3N1T NALImMATATUNTLENNS Waznn9idnda
%miwmgﬂﬁw (Dedeoglu and Demirer, 2015; Lai, 2004;
Millet, 1954) @anA&aL Wayne et al. (2016) uaz Case
2015) finun ANUAINT0TUNITIANITUTNNUEANDE]
fansnanepunmnsliLinig

7. NANM9ANIUIUARIAIANG (Organizational
Performance : OP) Naﬂﬁﬁ‘ﬁ%aumumﬂ\‘lmﬁﬂ’]i
(Crganizational Performance) NINENN HANNTANTILNY
maqqﬁﬁ‘vﬁy’qNamiﬁmﬁumuﬁltﬂuﬁaﬁu aun finle
gamang 91elaluniganitucuduldaiudanune
Autlnanisnans uazanissiuauitdi sty
TAun Anuanu1snlunismauaueIAINLAfINITUaY

Vv %

< YV o v Vv | /.
anAN ﬂ’]‘iﬂ?ﬁ\‘iV’YﬂlJW\‘iWﬂeL"OSLWﬂUQﬂW] anAInNINaLun

e 2

v |

i) @"f]muqnﬁﬂmﬁﬁlﬁﬁu SAUDNN AN WA
AnuUEeieua0ddnns (De Clercq ot al., 2010;
Lebas and Euske, 2002) @anrAaadnLl Foss et al. (2010)
LAY Oyemomi et dl. (2016) Tinu nsueifuaug
YBIBIANITUANENAADHNANITANLUINULBIDIANS
LAZABAARBNNL Yee et dl. (2010) 1@z Cruz-Ros and

Gonzalez-Cruz (2015) WL AUNINNNTIILENTUBY

12 amUuiasuAnuIa:nSWeNNSUYYE UHDNENaesssumMacs

BIANTUANENAADNANITANTUULRIBIANIT

8. m’;:é’ﬁ'\mﬂﬂ%}ﬂuuﬂm (Transformational
Leadership : TL) ﬂ’?’]zéﬁﬂﬂ’]ﬂﬂgﬂuuﬂa\‘l NUNEDY
answananisnszauldla asausatuniala Wiuady
drAluANUUANANNTENINYARG WAILIAIUAINNTN
maqqﬂmﬂﬂﬁﬁﬁ”ﬂﬂmwmﬂﬁu ifmﬁv’qmmma%ﬁmﬂﬂu
lupsAnaiinAuATznilnLazeaususIuiumnang
wRsuntlasiddeiien] nnsfia Tnguszasd ulaung
NALNSVBIBIANIG ifienseundanuaziFusilunis
ynnuathasaiiadlimiufianmiadaunneuanaddnig
ﬁﬁﬂqiLﬂgﬂuLLﬂaqa@:maamnm Lﬁ@iﬁmiﬁmﬁumuu'ﬁq
nadFamuitmvinggegauedasanis dszneuluiog
anwouzdAty 4 Usznis aun nasianswalugaunisal
nM9aseugetiuANala mam:ﬁmﬁaa%wﬂmﬂ,m uazng
TanudrAyiuniaiuilaanyana Bass and Avolio,
1994; Berson and Avolio et al., 2004) @anAARSNL Pinto
et l. (2014) uaz Kasia et al. (2018) finudn nmzfiin
nnsilasunlasiiBninaseninuaiuisalunisinnis
IENNR I NGRE

9. N1TAANITAINUNAINNANE (Diversity
Management : DM) N134ANN9ANUNAINUATE NUNED
M3 UEUlINN9L RN AUTAT AN LLANAN IR AN
Farlsznanlidne ANULANANTUTINENE AMUAILTD
Tunnsvineutlszaunnsal pauiEienangy TiruaRine
nngyinau thvunglunnsvineu uazanuduiusipgeang
NI B9ANNTAIRRIES I ANUWITEL UFUsLag
|PanunsnauRIRaANIANTANE L TauR e e
Tmﬂﬂnmuéﬁwmﬁﬂﬂmwﬁimmm'umnmmmmnwma
gaaniinauluaidnig ieananudnudcluntsyineu

?3'1/1']"’!\'1'1/\111?]\1’1‘14 nla ﬂ’ﬂllLLmﬂﬁhd‘]Jﬂ\‘I AL e AdNL190

Iy
=3

nausrudu derarususirunulanasau 1unda
Vv L2 2 41‘ YV a a a [ % ° 1
asassAratasAnis ieliiindss@nsninguiinllg

Aulaifseugean UsznaumenuansuzdAy 3 Ay



1AUN NITLINITLEMITNUALANAN N19FAFNANUMTEL AMUAIITaluN1TUFLMI8@IANTT (Lu et dl., 2015;

Cox, 1994) @anAARIAL Case et al. (2015) UAT Buyens et al. (2009) ANLIN NTAANITANUNAINUANLANINAAD

ﬂ’]’?ZLIﬂ’ﬁwﬂﬁ‘ﬂﬁluwﬁ‘%ﬂﬂ’]?LL?\N’M%@\‘]@WQ

AINA 1 : NFALLUIAATUNNTITE

— mssdandornn | | WRIMIRONTI | e g atety
msiBvEwalu anug naiuuf naideud
gaunsal A
MIE3Iuse amzipihms
A =
dunala Wasuwuas
msnszdutiioaing HS5
Yoyan H
mMaudsdunaug 3
m3sliaamddgiu auamnsaly VBIDIANT
maduianyena
mMsdansusesuggeeny Ham vy
mssjadiuinms YD9RIANIS
Wmsauiiuanang H2 AAUMNM3 Ha
o Tiusnms
Py p— nsIan1sAanu He _ ‘
aamsddueni -
windles haNUAY

Dt AiBudaiu

AusiLlioy aaaml
mawamsalums madtiedala |

Tunsusms y

msanmatia
Tumsuins

Uiufvesesdms Ya3gnfn

ATYIUINITIANTZUIUNS M3E319RMA mssidiunandoules mssfadiuiausssuiuy
nIweNIUYUY AnuEmIsafilanu Whvinevasesdnis sadiunadiia
dUuUMYIUNISIVY

v

Tun15398 AT UTANLRFIUNGITE 6 AUURFIU ALl

AUUAFIUN 1 AnuasnlunsdnnIsussugaengianenaliauanaanisuusiiuanuueaIAnig

AUUAFIUN 2 ANUAILITDTUNITIANITUINUL AN TN ENALTNLINAB AN NS LTS

9

auUAFIUN 3 NMsutiiuAuFUeIRIANTIANENATILINABNANIT A TILIUTBIBIANTS

]
a

AUUAFIUN 4 AN IALENT TN ENALTNLINABLANIANILIUTBIRIANTT
auuAgIun 5 nziihnisildsunlasiansnaiauinaaninuainsnlunsdinnIsus s ugeent

AUUAFIUN 6 N1TIANITANUVAINVANETEYENALTILINABAINUAILITN IUNITIANITUT WU BE

38ANITUNISDVY

v
(%%

1 s 1 dl A aQ o Qw E v o a a (%
1. ‘]J'i‘:‘lﬂﬂi‘LLa:ﬂ@iﬂJﬂ'l’ﬂEI’]\i Ugzannsnldlunisidaaiail A Hﬂiﬁﬁﬁ‘ﬂ]ﬂ\iﬁ;?ﬂ‘ﬂ?ﬂﬁh 7oAl 4-5 AN Tu

UszinAlne D9uauiiedn 959 Tsausu (lawg o Tui 1 uns1AL 2560) Booking.com, 2560) LTSN

v
= o

(% a | dl | ng 4“ a o dy v [~ 4‘ =l < k%
NNl LLﬁZLﬂULL?QQWUV]JJﬂWﬂmeLLm 55 auld Lu‘ﬂﬂ‘ﬂWﬁﬂqi’l"DEIUELﬂILLU‘LIﬂﬂUﬂWﬂJLﬂULﬂiﬂQM@iuﬂW?LﬂUﬂJﬂHﬁ

IS o o YV

wazliiEnsfivsiusindeyanalsuald midedninsunismeunduludnuuities Ay ivelvidnsinisneundy

anuuIasUAnsIIRNSWENNSUULE UMBNEndeisssuAaas 13



v
vd‘l/v

Wuldpnusnuiunnnvue ﬂ’m%uﬁd Jea9ldszanng

\Hunguseenlunisias i FUIUNQUAIBENTBN

v
QA QA o

SAEULINUIL 959 AaLing damAaadiLnNumluNIg
AMUANgUFIDENIT8Y Jackson (2001) AaNMDaLNUI
AimunruIAnguAIBEeAITiEie 10-20 Innveiuls
%3 4J a o 3 Q‘l‘a‘ LY [ o %3 =

FUNA TINNFITEASILLFULSFUNG 971U 19 Futls 34
ABMNUUNANQUABENIVNTTL 190-380 AIDENY 119N
dadrinAunisnaunduuegneuuuuasuniulugsia
Tsausunifainisansnuggeengauauluunn viligide
1yanunsnatiunigiiumasnglunsisalanuitinvane
Tngndsanifiusausiudeya wua J9uunquaIegng
naudayaqsanduunnsau 293 fate AaLTlusasay

= K A s o U
30.90 T9uNNIGatay 20 nafluinunsausulalunig

AATITNAUNTTITITATIASS Acker et al. (2001) {3

Al

[ %%

J

(%

e e

=

U 'tv"m’mﬂzj"uc?f'mﬂ'qﬂumu?ﬁﬂm%@‘ﬁtﬂulﬂmu
Larnrum

Futlsil¥lunsive

frutlsuelannauan laun m’s:ﬁﬁfmmﬂgﬂuuﬂm
(Transformation Leadership: TL) 1senaumefiulsdans
ansnalugnunisnl (dedlized Influence: Il) N9AF1U
1iuaala (Motivation Inspiration: Mi) mm@:ﬁmﬁaﬂ%m
1Tty ntellectual Stimulation: IS) waznisliAudAY
Aunsifluilaianyana (Individualized Consideration:
IC) NFIANITAIUNAINNATE (Diversity Management:
DM) Usznaumieiiutlsdauns mm"mﬂumiu?m?mu
‘ﬁlLLﬁmmIN (Managing the Diversity Orientation: MDO)
NN9A3NANUINLTAEIL (Creating Equality: CE) UazAINL
1190 lUNTUTUR (Adaptability: AD)

fautsuclenely Taun Arnuanuisalunng
%Tmﬂfmmmuéqqmﬂq (Elderly Workers Management
Capoabiity :EWMC) tsznaumesiuisdann nsysainnis

%Tmﬂa:mum?w?wmmuwwﬁ (Human Resource

14 amUuiasuAnuIa:nSWeNNsUYYE UHDNENaesssumMacs

mm@"ﬁmuﬁthfﬂumﬁmm:ﬁ%ﬁagamﬁ% A9l

Process Integration: HRPI) mia?wamrﬂ'ﬂmmmmm
ﬁimmm'u (Competency Value Creation: CVC) ma?u:\uﬁu
Anutitenlee Ul vune e 89Ang (Organization
Goals Orientation: OGO) warNITLLUIRUSITULLL
ﬁdLﬁuNa'ﬁ’]L% (Competency Achievement Culture
Orientation: CACO) n1suusiuAuiuaatAnis
(Knowledge Sharing Organizational: KSO) 1lgznail
pagfudsdunn n1sadansenenlnug (Learning
Network: LN) N15Ls04IN197aNgsuNIeiseus (Learning
Activity Integration: LAD uazn1sasnausedlalunig
138143 (Motivation in Learning: ML) AlNIWNNS LTS
(Service Qudlity: SQ) 1sznavumeriuLlsduns AuALTDd
Tun191FN19 (Continuous Service: CS) NINAIUNNATA
lunngugnng (Development Service Techniques: DST)
waznisidnlatieanlavesgnin Empathy: EM) wanis
ANTUINUURIBIANNG (Organizational Performance:
op) dsznaudiesulsduna wanisAiunuiiiy
WU (Financial Performance: FP) LAZNANTANLTLNNY
ﬁiﬁﬂuﬁhﬁu (Non-Financial Performance: NFP)

2. 1p3aeilaildlunnside nisdsansaild
wunaauoulunsifivsiusiudeyannuAniugLss
203gINAleausy 93U 4-5 A1 Tudszinalng e
m']ummiﬂumﬁmmimeuﬁqqmqﬁ'dqmaﬁiaﬂﬁﬂ
nsutvifuauiesedAnis AunwnsiLEnig uaz
HANT9 AN LU UURIBIANNT LLa:ﬂﬁﬂmLmﬁdmarﬁa
ANUANLNTOIUNNTAANITUT WU FIRNS ANz
wuuaauouifluwuuunmsduleziiium (Rating Scale)
Ineldfumsin 5 =AU Ap izﬁummﬁmﬁuumﬁqm
AUATANALTSALAZLUL 5 AUDITZALANUARLAL
ﬁ@ﬁﬁ'am AZWUL AD TTALAZLUU 1

va o

3. mimwaammmwmsmm Haelavinnng

al

mwaauammwmmmemim ATI9ALAINUATIAN

WA AENITATIEARLAIATLAINUADAARDIUDY



TaAnuiuinglszasAniside fa1snnnsIaasUAIy
nsapuLov TaeAdtinnuanandesszinadadany
FaadlAndiaus 0.50 3ul1l ANFINANIBETENIN 0.67-1.00
NN9AINADLANMULAENATY (N=30) ﬂﬁauﬂaﬁiﬁmm
AAnuTiemsdlne¥3aau1 e AnauaarinuasnauLNA

a

ANduLszansuaani 0.951 TasliA1LINN11 0.70

=D

va

4. n1saszidaya fRdeldiEnisundeya
ﬁvl,ﬁmqLﬂm:mmmmmﬂizﬂaumm ANSaeas lag
TsunsudidagneatimiinszviesAtlssnauidagudu
(Confirmatory Factor Analysis) Lﬁla‘w AARLEUSUNGILLS
FUNAAUNTDIAMILUTULIN LAZATIRRRLANUADARAD
padlunanisiniudeyaiielszing (Model Fity lng
Wangunan A-laauand An-lAduAsdusing A1 CFI
Aa AFTlIRgEAUANUNAUNAWLSILWEL AN GFl AR

AAITIATZALAINUNALNAL A1 AGFI AR ANAALTA

s N Q [ v v I |
FLAUANUNAUNAUNUTLUNULAY UAZAT RMSEA AN9IN

ANd9adaIIIANLARALARaULAILT YN

WanN1SANWNDYY
‘ﬁ'aHaﬁyugﬁuﬁ%ﬁum?ﬁﬂmﬁﬁﬂﬁwudﬂ Hmoy
wunaauauugusnisisausu 4- 5 a1 lutlszinalne
d1uu 293 918 geeavwuuasuniuidtaulvgiiu
A 91U 170 Ay Anludesas 58.02 LNt
1NN 40 T 9uau 146 Au Anludesas 49.80 1
sxAUNTANELBUIAT 97U 166 AU AnTudaeas
56.66 Tilavaunisailunisvinaiuunnndn 15 il
duan 120 AU Andufesas 4096 UFuVUaEAnnIs
rhendnensyana 91uau 174 au Andufesaz 59.39
fszAuuInegIu 4 A1 91U 209 Tsdusu Anfludenas
71.33 wazilszAULIAIgIU 5 A1 AUdU 84 T99usu

Aniufesaz 28.67 muaAy AsegluniAnziuaen
druru 87 Tsausu AmduSesar 29.69 dyusniuay

el,uﬁwﬁumﬂﬂ'h 100,000,000 1NN AU 157 199454

Andludesas 53.58 LAUIUWINLLINNTY 150 AL
T1uu 198 lsausu Anfludeeas 67.6 Uszezinanlunig
AUTUNITUINNTN 15 T 91uau 167 Tsusy Andluiesas
56.99 fiselFarnnsanedudn/usnng wazduq fiads
Al 1NN 45,000,000 11N 971U3U 163 Taausu Amflu
Foray 55.63 nnednagaeanslusuviuiiiog dauiu
215 au Anflusesas 73.37 1A5U5191AN9LTIAANNS
199u3u 97uaU 264 T3ausy Anludanas 90.10
N193ATITRLUIAAANUFUAUS TN MR UAY
NAANEUa4AIINAINTAUNITTANITUT UL deane)
wanguedszandasgsnalaausulullszinalng i
1 ReuifsuainuanandasssnIngluaaTiREL LAY
dayailadszang Tnenisiiasziaunisidalaseasna
Lﬂlamwaauﬂmmammé'amalmgummimLmaﬁuﬁﬂmﬂa

LN A9ANG9N 1

amuuiasuAnuIansSweNNsuUue uKmdnenaeisssumads 15



ANTINN 1 ANPATAILADAAARNUDIULAR mméfuﬁuéﬁmmmrf;LLa:maﬁwéﬁmummiﬂﬁlumﬁmmmmm

[ %

v aQ o o a
HQ\?B’]QVIET\@WUL‘N‘U?Z@ﬂ‘]:f‘]]ﬂﬂﬁ;ﬁ‘ﬁ"ﬂi\?LL’i‘leL‘U']JiZL‘V]ﬂVL'V]EI

adnnldlunng s L . NANS
NN lglunisNatsan ATiAuanlA -
mIIAdal NaToUn
2 Laifldedndrymneadaniszau > 0.05 93.89 -
df - 129 -
p-value p > 0.05 0.9 -

2/ df 2/ df <2 0.72 NN WA
CFI 2 0.95 0.95 AINteTaNt ]
GFI 20.95 0.95 NULNDT

AGFI 20.95 0.96 ANt TI ]

RMSEA <0.05 0.00 AaiNElave]

“nudtlunsnsasuanuasnndasnaunauladunaiudeyaiivilszdng 489 Diamantopoulosm and Siguaw (2013)

MNANTNH 1T WUINAINNIIATITARLANLARAAGDINaNNAURlInai LTyl AN EnunuTInA
LLamﬁﬂmmaaamﬂé’mﬁu%gaL?Nﬂafz%’ﬂﬁ ﬁmﬂa:LﬁﬂmmamﬁLﬂmzﬁimmammé’uﬁuéﬁmmLM@LLa:maﬁwémm

anunsn luN1eiANITUSNILLaey nang uavLszansuasgsnalsausuludszinalng Aunmi 2

2NN 2 Namﬁmm:ﬁiuLmammuﬁuﬁué@qmmaLLa:maé’wémﬂummm"luﬂﬁﬁmﬂ’mmmuﬁqqmq
wanguvLsranvasgsialsausuludszinelng
T
°’E\

28 8,
.97
92

0.1

08

022 R
031 .p' HRP! |017—>| ove I 0GO |°--‘3-;+ c;«col

Chii-Square = 93.89, df = 129, P-value = 0.9, RMSEA = 0.0000

16 amUduiasuANWIIA:NSWENNSUYYE UHDNENAesssumMans



NN 2 A1UFNDFLNEIANUALNUS U LTS
PUANNRFIUNNGITE TAAST

1. WannaauananamudaIu1snlun1sannig

Vv dld 1 [ Qs '3 v 1 1 v
usanugaeeniinaiiadenadng tun nsutieiiuanug
2BIBIANTT ALNINNSTILIFNTS

AUURFIUN 1 : AMNAILNTOTUNIITANITUT N

aa

auangianswalauInAen1suLNuANLIUeIBIANIg

°3°¢

WL ANNATLNTNIUNITTANNTUSNTUEANBE (EWMC)
JanEnaileuinAen1suleiiuANUBIBIANIT (KSO)
TAIAIANENANIIATIUNINY 0.82 LAZAIBNTNATIL
Wi 0.82 aeNNTtdNANNADANTZAL 0.05 AITTUAY
% a a o d' 4 [ % YV dl
taufLauURIUNTIAEN | TmaumuingLszasAdan |
AUURFIUN 2 : AMNAILNTNTUNITANITUT Y

quﬂﬁﬁ‘w%waL%qmnﬁfammmwmﬂﬁﬁmﬁ WL

9 9

©22e

ANAINT0 IUNITTANITUTINUEA8TE (EWMC) T
angwaiiuanAeAunInnsiLENIg Q) Tasiian
BNENANIIMTUNNTL 0.90 UAZANBNENATILWINGL 0.90

v
a [ %% [

ae N UTHEAYNIADANTZAL 0.05 ANTTUAIBAUSY
- e A A . co
AUURFIUNNTITEN 2 TenaumuinnLsTasAdad 1
2. \annaauangnanisuiivifuanuiaatasanig
LazaunINNIs I UFNIsNdnananisALineuaeg
'3
A4ANNS
auUAgIUN 3 nsulvifuAuivetadAnIgl
ANENALTILINADNANITANTUIIUIDIAIANG WL N1F
u1iuA91U5U9989ANNT (KSO) WBNENALTNLINABLANNT
ALLNLA99ANNT (OP) TAsANANENANI9MTIINAL

[

0.61 UAZABNENATILVINGL 0.61 BaNLTHAATYNS

1
o [ o

ANAN9ZA 0.05 ANTIUANEINFLANLRFIUNITITEN 3 T4
s TV dl
nauauIngUszasAdan 2
AUUAFIUN 4 @ Ao NI iLENNsENE NS
ANLANABKANITANTUNULEIBIANIT WL AN
N9 1I9LINNT (5Q) HANSWALTNLINADNANITANTIUITU

URIBIANNG (OP) 1A TANBNENANINATANING 0.91 LAy

[

ANANEWATILNNNIL 0.91 aeeltadANNaNAN: AL

v
[

0.05 Avilu %ﬂaﬁuamagﬁumﬁ%ﬂﬁ 4 Twaumy
”mqﬂa:am(‘ﬁaﬁ' 2

3. L'ﬁ'awmauﬁw%wammﬁ@%’ﬂﬁmmmq 1aun
m's:éﬁﬁmﬂﬂgﬂuuﬂaq LATNITIANITANUNAINYIANE
ﬁﬁsiammmmin‘lumi'«%’mmfnmmuQ’quq

ARG 5 m’szﬁﬁﬂﬂniLﬂgﬂuLLﬂaqﬁﬁmﬁwa
ANLAINABANUATLNT0 IUNNTTANITUT UL A9RE]
WU m’;:éﬁ’]mal,ﬂ?a'ﬂul,l,ﬂaq L JanswaleuInme
ANUANLNTIIUNNTIANITUTNUNERNE EWMO) Tt

a |

UABNENANATINNY 0.11 UATAIDNENATIUYNNNY
0.11 2t TTHAATININATANIFZAL 0.05 AL F9eDUFL
- ne 4 4 . co
AUNAFIUNNTINEN 5 TamaumuInglszasAdan 3
AUURFIUN 6: N1FIANITAUVAINVAELETENE
LINARANUANLSN TUNNIIANNTUSNUERSENE WL
N199ANITAINLVAINUAIE (DM) LaNSWaLNLINAS
ANUATNTNTUNITIANITUTNNUEADNE (EWMC) ag

a

HABANENANNATUVNTL 051 UAZANBNENATILYINAL
0.51 aeNUTadANANANTZAL 0.05 FatilAeEausL
- e & 4 . co
AUUAFIUNITITEN 6 TanauAuIngLsTasAdan 3
INUANITILATIZNNITNAADLBNTNAURIFINLS

auuAgIUNNTITEMINGT a1unsnagd fAmIened 2

amuuiasuAnuIiansSweNNsuyue uKdnenaesssumads 17



MITINN 2 ANBVIEWAVRIFIULTALANNAFIUNTITE

Aadsua (Consequences)

AMNATNINIGA ,
o ~ o mauiiaiiu ..
ZRBIEE A IR lun1sanms . AMATNNIG | HANITANLUUNY
. ANNSUBY MR Y
(Antecedents) I UHFIDE . 14015 (SQ) | 22929ANTS (OP)
23AN1T (KSO)
(EWMC)

DE | IE TE DE IE| TE | DE | IE | TE | DE IE TE

nzEing 0.11* 0.11*

waeulaa (TL)

NNFAANITAN 0.51* 0.51*

nanNNane (DM)

ANAINNTD lUNNg 0.82* 0.82* 0.50* | 0.50*
AN

(EWMC)

AHAINTN WS 0.90* 0.90* 0.81* | 0.81*
AN

(EWMC)

AUETSINIEREESTN 0.61* 0.61*

89AN13 (KSO)

AMNINNTHILENS 0.91* 0.91*

(SQ)

*p < 0.05

Vuneie DE = Direct Effect, IE = Indirect Effect, TE = Total Effect
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Abstract

This qualitative research aimed tfo study challenge situations in workplace, which enabling employee to
adapt and develop themselves, and to identify the way that employees create knowledge in order to cope
with that challenging situations. Informants are employees, who are in the entry and middle level in the large
companies with more than 200 million Thai Baht in assets from various industries. Data was collected by focus
group. Informants were 28 people and divided for 5-6 members per group. Data were analyzed by framework
analysis and were interpreted from words, context, consistency and interaction in each group.

The results showed that the challenge situation is changing the environment, which energies knowledge
creation. The situation has two types: Structural situation and Personal situation. Both Situations related with face-
to-face inferaction as collective interaction and Individual interaction. Results could guide for a management
practice in applying the changing and challenging situations to enable and energize employees to create a
knowledge to use in organizations. However, situations should be resolvable. Unbearable situations may lead to

employee resignation.

Keywords: Knowledge creation, Knowledge management, Challenge Situation

amuuiasuAnuIianSWeNNsuUBE uKdnenaeisssumMads 29



unun
29ANTTNIUIALENUAT AU AT I unTneans
ﬁﬁﬂ’m‘wa"lﬁﬂﬁmuﬂﬁ?ﬁﬁLﬁu@ﬁﬁ@%dﬂizﬂﬂuﬁ’m [{uan
L% aa = a v dJ v v [~ v :: qu [
nInEau visaauameasesala Wuau el luan
'8 ! dQI o [ %3 QIN [ [
a9Ansazag lugnainnssulaazidsdAnynlagsiuiu
An w%’wmmwwﬂ( Faflunalnnigvinaundnandadsng
iaas e LA umMaInETuaTANAIUNTIURIYARINT
WA1TIU (University of Minnesota, 2016) nallaaunas
sl,uiaﬂﬂqmﬁwﬁuﬁqmqﬁmﬂi:mm NIFUIALLAALLLLSINU
NN B TIAINANTZNUADAINUAILITOURIAIATUNAT
ad1apnulaFaunienisuaedy nsilasuuladann
LATEENAEAINT TTLIAREUAIE LTI ULILNUE LB

nswanauaun lddisesiagalnidgnuaevasy

ldmaanuduaznisdnnissiemnalulad C ARG

wazlinud AL AaINT (Boselie, 2010) Aatiu 89Ans

[ [ |
a a

ArasuMiEIauazIIuRUNN AN aTIauNNg
W@Jmm%wmﬂimquﬁugﬂuuuﬁ Fudouay Tiazaels
aqﬁﬂ?mmmLm%vmﬁil,miﬁuﬁgw,m Wazuutasaes
sIuazensTAuANUyNRUABaIANsTaeniineuls
WiaUU (Huselid, 1995)
m%’wmmmquﬂﬁmmﬁnmua:maﬂﬂamu vinln
ﬁq?ﬁ"ﬂLLﬁtQmﬁ’]wﬂﬁll“ll']mﬁ’J’]lJﬁ’]lJ’]‘iOeluﬂ’]i‘LL‘ﬁQGﬁJu%\i
?:ﬁumaLLa:i:ﬁummﬂjﬁ%qdwarﬁama:Lmk@ﬁ@
(Tomaka, 2001) U9281UN99UNT9LINNG (CEOs) WA
ﬁ’mﬁ’]ﬂ"luﬁﬂ’)’mﬁhL‘ﬂuﬂl&IIEQVIUWJUﬂaQVIﬁ(LﬁIH’JﬁUﬂWi
WALNNIWENTUY e %qﬁmaﬁamﬁﬁmqmmmﬁﬁ
@mmwé’uﬁqm%qmmﬁm‘%wmmﬁﬂi flufeausy
u,a:§ué’udﬁmiu?miw?wmmquﬁﬂ'qNaﬁiamﬂﬁu;ﬁu
ﬁumNEmmwmqmaﬁuua;ﬁﬁ‘l%ﬁmmam?ﬂﬁﬁamuﬁ'
gienElen (Karen and Thomas, 2010) TNA8ANLALAN
Jeuas AnANLELTUSs 2119 ules 2 FUaeAn e
FuAlALaZNALTZNELNNTUBNRIANTNLIN NANTENL

mmam‘wmé’iau‘luurﬁiazﬁq?ﬁ@ LAZHNANTZNLAINLFEN

30 amuuiasuAnyIa:NSWeNNSUYWE UHDNENaesssumans

YUNA YA AINANTZNLIAANNTANANNTINALIT 2 NALNS
NNNI9TNU (McGahan and Porter, 2002) UaNaNY

(%2

Hn3dafenudnin niwennsilduFeumnianisualdiu
sznaudaansdlsznauidudedlals 16un Ay
a1ungnlunisuTmsninens Uy Sa1dead09Ang
usauduiuiluaeAns TanessuseAns wazneusimu
Sai@edaaliaunndanallsznatnnsUeeesAng Cameli
and Tischler, 2004)

nieanuluasd nsiifedaclnansafiuise
AINA13AD LLmuﬂw%’wmﬁmquéﬁQLLaLLazé’uﬁmﬂmu
Lﬁlmﬁuﬁwmnawwﬁmmmm’ﬂa 1w N13amAIL
aanAaBITUTTMINININEINsLLEdLaTNagNEU83gsNa
nsUsUL A uRa LN AT LUIe9RIANg NeFU
LATABLAUBIAINUABINITIBIYAAINTIUBIANS UAZ
nednnns AU aaunasluasdng Utich, 1996) Tumng
UHITA nsusvnsninennsuyedazpsaLAguilansLEvns
U9raUN1etlinNIUIBNUAAINIAABNTTEZIIAINITI NI
%aﬁmmfimLLazﬁmLﬁ@ﬂ‘uqﬂaﬁﬂ?ﬁgﬂﬁﬂqdﬂuﬂi:uauﬂﬁﬁ
A99MAALAEN T,mﬂQ’%’mmiﬁ’mm%’wmmwwé@::ﬁmﬁ’]ﬁ
FURATBUNNTATIVIIATINNL Saudeguansiinausy
LLa:ﬁmummmmiua:wiwﬁrﬁﬂiqﬁmmﬁﬂumﬁm‘
(Obedgiu, 2017) ﬁv’qﬁ maﬂﬂammm:ﬂ’mmqﬂmm
fanumunzay mdeulaeiusrunnistsziiuainy
a1u1sauaNan1slineu nsatuayulinidnau
UWinsem e ﬁa@ﬂumumqmﬁﬂumiﬁwmu msitlalenia
TfANsFEuI LA s N AINALLEUINTNIU LUINT
méqﬁ%ﬁﬂﬂ@jmﬂﬁ@mmLm"aqﬁﬂimaqwﬁfﬂmuﬁlﬁu
qﬁu (Hassan, 2007) na13lAINN1ewaILnineEslunng
yiauaeantinaul itz auiusiuny s iuaed

o o o < A4 s v & Ao
aﬁmewﬁﬂ??ﬁquwuuazﬂﬂhﬂLW@Wﬂimaqmﬂﬁuﬂﬂﬂﬂﬁw

manguaeduluszezeny



luifaqfiu dszinalveaduayunisinuinues
g mnaTuIANaIazauIAgay (Small and Medium
Enterprise: SME) WAZANVUAGNBHUZIUIAYRIFINIANY
FIUIUNITINNIULAZYAAIRUNINE A28 HNTENT
AAAMNTIU WA, 2545 fifmumda RS Las
sunananTiiufannsudnauduasAansliiinngasil
FIUIUNITINUGFA LAY 50 AU uazldunindnnis
aegaluiiy 200 d1uLn Aan1sAtANaTiduIunis
enuliiius0 Au dunindinnisasgaliiiu 200 Suum
m"N'=vﬁﬂﬁ‘vﬂﬁiﬁﬁﬂﬁﬂﬁﬁwumiﬁéﬁmumﬁﬁNﬁuqqqm
13y 30 AU Aundndnnis iy 60 Anuun

NuUATEauIuLIn i AUdI AN UN19TANIS
ANUFIUTAMAIVUIANANUAZUUIALDN  UAZINLIN
oy ivgueanisdnnisanuiae w?wmmﬁﬁagjaﬂ'w
Ffin Nsdnn1sANLEadldansovinlAeeaAng Ly
(Chayapon and Monthon, 2017) uaznN19a5139AL5 Iyl
sl,ﬁ"m%’wmﬂiﬁhmumnﬁgq51’ﬁui_q|mmﬂi NuU uazan
%qLﬂuﬁmwméﬁﬁtymaﬁmmﬁ'wmmﬂmqLLazﬂJmmﬂ'au
(Kuan and Elaine, 2004) %]mﬁamﬂmazﬁ’wawLﬁmﬁuwud’]
ﬂﬁ?zmumﬁmmimmﬁqL?Imﬁumﬂm@a%ﬂqmmitﬂu
Aaianunsnvinl g Eemuanelddasiadiunsnenns
M’?ﬁ@ﬂmmWﬂmsaﬁuauuﬁmm%’wmmmnmﬁﬂﬁ?‘mé’ﬂ
DEUNUANIZIANZAN mu’%%’aﬁ%qijqﬁﬂwqaaﬁunﬁaniﬂﬁi
Viﬁmusumwﬁﬂmuiumﬁﬂ@ﬁﬂizﬁﬂﬁwﬁmmaqﬁ?wmmiaf
wazyinmelunngyineu LLa:Lmeqmm%’mmmiLﬁa‘Lﬁ
anunsavinaulaednedlszd@nsnm TagazvitnisAne
mnwﬁfﬂmuﬁagﬂua:ﬁuﬁuﬁw:ﬁmmwmmﬁmmmm
nnludszinalng nan1sideazanalunisimuakuIngg
sl,umiam%unummmim”’wLﬁumulﬁmﬁumﬁmm?mqu§
%wzLﬂu'ﬂﬁ?zTﬂGmim'am@u?mm%’wmmuquémamﬂ

Aa1nabulszmndlng

dnnUs:avAlunisinud
1. INAANHIA0NIUNITINTINIERINNITYINNIUY
dununnyvinliniineuasanuiuazyinelunisyinnu
aeinals
PR v o
2. WeaAnsuuInatlunisadianIug 910

A0NuUNITUNTIN8luN19vina T uRIWINgL

T
—_— L

llu9AAIIAzNOUNRNINYIVON
mﬁfé\Tﬂm%:’qﬁ:g'qﬁﬂmamummﬁﬁﬁmﬂ‘lum?
iabels! ?ﬁqwﬁfﬂmum%tyaq'mnmiLﬂuam%ﬂmmmﬁm‘
IPEARIUNITRAUILAZLUSUAY @5 uas1aineEs AL
mmmiuma#ﬁwmua:mm'}jmmmumﬁyu e e
mmmaq'?amm:a%’wwamumu'ﬁlmﬁmﬂ“mum U
mmamagﬂiémﬁ’uQﬁluiﬁslumﬁm NELIUNNTATNAING
Adhunfidwlunsiaunaueemiinnuesnaliim
squaiidanlunisulatiymitewaunnisvinuliun
A9ANST (Nonaka and Takeuchi, 1995) Kevin and Scoftt
(2004) NANIN ANUE (Knowledge) Andumaenia
anfaImstsraniu eluivinuuasludeauianing u
gﬂLmu?ﬁqimﬂumqm@ Tatasdnsazimtlauasaniaes
Ao lUAe9 N N19viINLLeIntIneTL ANUEILNT N3
arnuinnssuuaznsdszenaldanuiremiinau Ins
N189ANITAUTUAZNNTATNANUTINAINVABULIAR
/1N Nonaka’s SECI model, OODA knowledge creation
loop. 7c model for organizational knowledge creation,
Simon’s model of solving (Kevin and Scoftt, 2004; Kimiz,
2005; Shelda, 2006; Balestrin et al., 2008)
Anuganunsautelaiy 2 dszian ?Tuagﬂiﬁumi
BHLEEUATNDATTAIALLLIAAYEY Polanyi WLNANLS
\Huanuiilvdn Tacit Knowledge) uazAuidauds
(Explicit Knowledge) %qmmisﬁ’mﬁwmﬂu%aga
fidnemanld FzQnnansviaaanut ludneuzgluuy

N sLilay 1BnNaNs NIWINA HAASUN TruLLAS

amuuiasuAnuiansSweNNsuyue bkdnenaeasssumaas 31



N92UIUNTT ‘Lumm:‘ﬁ'mmiﬁqﬁﬂ%ﬁqagﬂuﬁmma 4
?amﬁ?uazdﬂwamiﬁ%ﬁuﬁmn inazilesnanlunig
N92¥in ANUSLRATEY QANAR ADIAY Tmﬂm’mﬁqam
ﬂa‘:mngﬂa%mazdwmm Lﬂﬁlﬂugﬂuumﬁuﬁﬂﬂm
1aua (Nonaka and Takeuchi, 1995)
pnudiaandesAdsznaumnanisiufusznaulyl
el gUULLAUARA (Mental Model) TAgeasnamneanug
(Schemata), mmﬁ]lﬂ (Beliefs), AUANMLYIN (Intuition),
nszuAuiALl (Paradigm) visanisiug (Perception) lng
fineAtsznaumamatia THun ANusianIzau Personal
Know-how) UazAMNATLNTlunsFUTafULUnT

UnwrzuTuna1uIu (Kevin and Scott, 2004) #1430

|
v A

ANudTALdgLuuuiunianig anunsnesuigeani
Jlukuuuny 0egA wazAalay (Kimiz, 2005) anenan
A lihidalalddne uazuanseanunily 1anans
fuiiden wouuilnsaa$eesdng aeannsodaviniy
a:‘uuLﬁadm‘lau%gﬂai:wﬁwm AN lABNAE (Kevin and
Scott, 2004)

%qmmiﬁqﬁm,l,a:mmu;ﬁmLL%qag“Lummimm
A4ANT (Organizational Knowledge) %\‘1 Lﬁﬂﬁmﬁuquﬂ(
WATUTUNTAULNY Imﬂf‘ﬁuaqﬁ’uqmmaiumiﬁ'%uﬂa
AUVLNE ARIFEN MNIUNLLAZ AN LLazﬁﬁiﬂﬁiﬂﬂi:qﬂﬁ
Widnfuannunisal (Clork, 2003) %qm’mimmmﬁm
VMBS LULLHLNEIALTiaalAun nsaumnuAa
Aams nAta LLa:m??'mﬁwhm ail ATAN UL
PBIAIUSVBIBIANTANUAIUNLNEUD Tsoukas and
Vladimirou (2001) sznavumne

1y nansaldiiesnsdunasifuumadoyaiis

au

AL Tatusnlasuiladls wazanalAnuLAnNmAIg

Lﬁadmmmﬁqqqmma
| < o = a
2) udrunilarasanuiuuudanuaziiuds
Q‘I v &l v 1 = %3 Cs v v
naseaula [uAeIfuNslszgnAANuTIanI ATl

g liAnANus vy uaznaneifuanuianizau

32 amuuiasuAinya:nswennsuyue UHdNeNagsssumans

3) @:Lﬁm%uiﬁﬁmiuﬁﬁimﬂiﬁiﬁa Aufupiug
ﬁqﬁﬂﬁlgﬂﬁﬁmNﬂumemuﬁﬂﬁQmﬁauiﬂﬂrﬁm%’f
ANLMENEN LN uimuunuansndLyAna

4 puiretedAnsazatenanaslunquyAna
wazanusntunlgsunula

5) mmimmmﬁﬂﬂﬁ'mﬂmﬁuﬁuw 271
13¥anBNManIaeA NSRRI WAZAUT
eanlAsuAaNanusIEn Sl wasusaRandu
92ALBIANT

6) ﬂ'auwﬁwmmmimmmﬁmﬂﬂu *N19UINNS
ANUNTZLAUNNG” %mﬁmsﬁmﬁ’umaﬁmammqmma%q
mﬁﬂmmiﬁﬁﬂium'fﬁwmmwwzﬁm AL AN
Lﬂ“}m‘mmuazﬂi:a‘ummiﬂ'i:ﬂaumiﬁqmuﬁu%m o8
analulasrylilugiianisvinau

7) ANnuiUedesAnsArgRnIsl {Hesandiunii
%Lﬂummiﬁqaﬂ fiuntsznaufidsananiamneanla
mmugwéﬁiﬁmmmmmmﬁﬁm’mié{

mmiuazu’?mﬂﬁmﬂu?qéﬁﬁ yivinlesdng
UszaumnudiFauazifudelinFaunenisuaedu uas
815171 "N33AN9A1U3” (Knowledge Management:
kM) (T uAedn Ay wazgnensiululandnediunis
13¥19g5fia (Civi, 2000) fanssun1sdanisnanug laun

nsad AL nednssiauanug nsuuifuninug

1
I | v

< v A | I [
LLﬁZﬂ’]?'ﬂ?ZHﬂﬂmﬂ’)’?ﬂJ?LWﬂlNﬂﬁﬁ?ﬂ?’]\“lHﬂﬂ’]LLﬂﬂQﬂﬂ?

U 9 4
|

iteAnuiduuas Juniiclunan (Kuan and Elaine,
2004) ma%’mmimqmzl,ﬂuaﬁmmmiﬁ'mammuag'
TUranewInIURIAaNIANe e L n1sdanis Uiy
IATHEANANS ANFAUMAAIART AIANAIART UTANTIL
visaiAINssuAans Inanisdnnisainuiasivaiieu
lunsaudszaunisal AmA Lﬂamﬁﬁaga 92UDIANY
L%'ﬂ’njml,awq:ﬁmﬁﬁﬂ%q FathunasensauuwAntn
Lﬁaﬁmmﬂ?:aummhmzﬁmmﬁﬁ’agaimi %qmmé‘

@ZLLNQ@@ﬂuﬁﬁﬁm‘j‘ NTTUIUNTT miﬁﬁmuuaummini



|
a o Vv

Und lulnieswandedayanmiivazauainuiianly
(Davenport and Prusak,1998)

WUIARUBY Collison and Parcell (2004) Na1271
AuFanunsnufsaulATY “gawun %qm?ﬁauumslﬁag:
guimqmﬁq AENBNAMH L UALLLY WARNRNMIT UWIAAY
naln visagnuearudnd nandlagsiufe “anmuIndau”
Lﬂ?ﬂuiﬁﬁ’umﬁmmimaﬁuiﬁiﬂaﬁMﬂamﬁqﬁuiﬁ el
anmuwindaulunsduasulvifian1saieaLg nsAuy
Msndunsas nsutetiu NME3NEIAYUS msuaniAeu
uazoneman NeUsuilRen s1udennatn e uaneant
mi%mmimm;éé’qLﬁlmﬁmﬁ’umamuﬁﬂu N198519
pruduldld waznisativayunisindulavesesdns
(Chayapon, 2016) mﬁ%ﬂ'ﬁ%qLﬁuﬁmia%qmm;ﬂu
29ANTIN AMUSAAAINNITYINNUVERRA TS UBNBIANT
Immﬁﬂamwmméauiunwnazé’jwﬁaa%wmwJJ;':"’LmJ'
wueifunanud Sneainud waniiannudlduszandld
TussAnaiensutlaiiymuaratralsyananmlunis
¥inanu %qaammé’mﬁquwﬁmm%’wmm%jmm Nonaka
ﬁu?uw?aamwmmﬁauﬁmuéqﬁmiumm%ﬁqmmi
VBNYAAR (Nonaka and Takeuchi, 1995)

Auaunsalunsaianuinaznislszanald
mm@ﬂmméqéqﬁmﬁﬁaiﬁﬁmmmmmmmqm@
WA TUURIRIANT (Grant, 1996; Nonaka et al., 2000)
Tnepnnugigerntesesdnstaznoufieianne g Fufu
AaReNFAN LS L3S AN UL ARU9Y Nonaka and
Takeuchi (1995) fasaluli

1)) mmitﬂu?«lqﬁiﬁﬂ IanulnadTniunigngzyin
Ranssy Sumey Aadas ANUAR ALIALATET U]

2) anuidunain gnadreandfauiusnig
A9 9TVINYARS NGUAL BIANT

3) Anudianuiuuyed Rendasfiuniens =i

< o av
wasuysefludragy

UANANT NUATEIRBLNUDS Nonaka ef dl. (2000)
¥ AnwRLALLa TR T UanmTadaEs unnsaing
ANL3TB9BANS TAEEUNTZLIUNTS SECI (Socialization,
Externalization, Combination, Internalization) %x‘iﬁiﬂﬂ’i’]
“Ba” VioanmwIndey Faiianuddnuasiummluns
aﬁuaqumaa%wmmi‘[mﬂuumﬁmmmjﬂummﬂﬁq
Nufimenienm Wy aouivinay Tsseu wasitui
@ilau [ anruNeBlannatind E-mail) dsrueaulatl
Laziuiimaanla 1y 2AUARTIL TAENTZLAUNITAT
AU ABNBAEILITLY ﬁv’ﬂu@ﬁméﬁLéi”m"nJLLaﬁEﬂ'ﬁ'i"m
ATNANLT LA ANUIABNNAELTLINNNNNENTN AIAA
‘17{’3"1 “there is no creation without place” %Wﬁﬂﬂa\‘l
yifinnsa¥raiitlsnAannaniui (Nonaka et al., 2000)

neyuadAnlunisidnle Ba Ae “nsddfauius”
Inemgu)nisas1anNuivas Nonaka Lﬁuﬁqmmmﬂu
GRIY uuﬁugmiﬁwaazuﬂma“lﬁ%ummi:ﬁ'ju“[umi

Vv 1

a59n113 Ineanufidudadgnasiainumadjauiug

a

|
a v

YNUNANLAAR TTUINYAAS UAZAIINGBUNINNIINIG
YINULNENAIRY LAz Ba Lﬂuu?umﬁﬁﬂﬁﬁﬁﬁﬂf] AUAUS
ﬁum?‘@éﬁﬁhém‘lu Ba ArWAILNKILANIZmLednmN
(Self-tfranscendence) L%@jﬂﬁiﬁ%’mm’mi (Nonaka et
al., 2000)

ﬂ’mﬁﬂuitﬁm%umﬂﬁlumamﬁiamu LAZN9AI

|
Y A

puiidufianssudiuynna A luntiniusnue
aqﬁﬂiﬁ@:mmﬂmmilﬁmammmaiﬁﬁﬁumﬁﬂa
(Grant, 1996) 1AEUUIAA Ba LATUAAILARITLLLIAR
“ﬂ;mmﬁfnﬂﬁﬁ"r?]" (Communities of practice) WALAL
wAnANURIAI9eT 1 Tt iAduanuiied
B LLa:miGﬂui%Lﬁmd?juiuﬂ;muﬁﬂﬂf]ﬁﬁ WA Ba
ﬂé’wmaﬁqamuﬁ%qmmui’i@igﬂa%’wf‘ﬁul,l,a:ﬁ@qaﬁFTE

nenszAUliiiANI9A319ATUT (Nonaka et al., 2000)

amuuiasuAnuIiansSweNNsuyue uKdnenaesssumads 33



AN 1 ANUUANANTENINTLTUTinUfiRua Ba

FNTUUNUZIR (Communities of practice)

nsHUJANNUE (Ba)

4 .
duanunagande

nlldl PUBZ v d”
Wuanunnanaglignasaan

a Y a dgj
N1338USAATIUNNTNTY

a 2 o & dldl 4 2
miLiﬂugmmmmsmmulmmuwmmwmwg

YAULUANINBAFIL NN TN

UsedRraniunaguTy

Taipai aunsalasulaals

ANAEIANNNAILATAALIA

andepaNiuaqii wlasuwlasmuanidn

3 ” I . o
wasuklauaniziyana iadnAuguTy

wasulaalfneannTn wazanium

Nonaka et al. (2000) Uik Ba 1lu4 dszinn Taun Originating Ba, Dialoguing Ba, Systemising Ba L& Exercising
Ba matusoutslimulfduiufaslszion TAvesjduiuslsznande diuyanauazdiusy uaziiiued
dananadsznausig msUfduiuinentihuarnisdjduiusialiou ehumnwsvsenistszquans) Tnslunmas Ba
araglutsuminiusaniulunsruiunisainninug wardiastinnuduiugiu Ba au

L \ | Qo o | N o < @ | N 1 < I

Originating Ba (udduiusuuudiuyanainuiuuuuiiiunt Huanuilunisueifulszaunisaluasiiu
suuuuglunmsuanilaesuanuistninayana vliiinanudilauaziiueniiuladsiuuaziu anuivisadeya
ql a &/ % > v (=3 =3 o
nAnuazsiaanuidnmeniauazmndda amnudedn anuatels anudala mnudiueniiiula Anuinany
| 4‘ a [~ | v <
vadle AnudauazANugniu dufludiulsznanueainuilean

| a a Ao o 1 I 1 Y v v X

Didloguing Ba tfuannuivasnsifindjduiusuuunguuiunisyanenentl Anuinadaauazunannis
anenanAudiianteunazyanaiidisunadaulasiuanuidantesburiunisneuliresunaunuiauio
duinuzein wnAnvisanannisdrAyiinesdasiunisvinnulsnquilsaumiley Extemalization TuulIAR SECI

NYUAFEIAYIRINTTATIANT IUANTHIIARB UL Dialoguing Ba AR ATUNALAIMUFUBINTIUNAUNUITIYNADILAS

q @

v
Ql a a o o o A
s

Hilsz@Angnaw Al m'mmLaaﬂEgl,%hi'quﬁﬁ@mamﬁ’amﬁqﬁ?\'auéﬁﬁmium@dmmmm:a%qmmiﬂ,ﬁlﬁmﬁu
Systemising Ba Lﬂuamuﬁ%\iLﬁmﬂﬁﬁuﬁuéuumﬁuLLa:LﬂuLLuuLaﬁaufﬁq?ﬁqLﬂuﬂmuﬁmmwmmiﬁj’mlﬁq
ﬁmmindqwamgjQ’mu‘«hmumﬂiugﬂLLuuﬁné’ﬂm wazdnazifianistgduiufiatiouassinumalulad i tAsadns
oaulatl madndsgrudeyafifiuienans duiiagifuesdnsinuauinminnlfifienszaneinias wanildeudeya
viseaaLnudayalInIaTuazAINLg
Exercising Ba Lﬂuﬂmuﬁsluﬂmﬁmﬂﬁﬁuﬁuﬁdauqma'lmmmaﬁam?q \Hunsgudunazaieanuiannis

Vo Vv dl [~y <~ | Il 1 IS aQ | o A Iy N ° . Q
susuANUITansifludanie g Reguulanialousse wu wikdepievsallsunsuinaas 1ne Exercising Ba A%l
% Ve v o L4 v | Vv QI | v a IS o
NeaieANNs InUmenIsdiATziruIinuAN L laiduNainannsaiauANUAnLaZNNTAsaYIN TR IALLAS
< . . A o v v a
AN Didloguing Ba 7iflun194919ANgHINUNN9AR
NATEARETeTU Ba WU umunaes Ba lutunuesgsiansauniiliaudAnyetnannlunisinaunu

Haunansuviilunsaundl Brannback and Carsrud, 2008) LHB33MNANNLINABL TAILEITU AT TAMUNLNZAY

34 amuuiasuAinya:nswennsuyue UHDNeNaesssumans



waraglutsunndanuaulauaznislinuaisiudula vinuunuuan Ba L%J'W“Lﬂimﬂﬁﬂﬁtﬁmmmamﬂ?ﬁummi
ﬁqﬁﬂua:mmﬁmLL%qaﬂ'Nﬁimﬁm aransndwtannuiiarimugausunallls ﬂ'sﬁuiﬁa%qf‘ﬁmm Ba aziflu
m’miﬁﬁmﬂi’]u%ﬁﬂﬁ’mammmawémmL‘ﬁﬂfvﬁﬁ‘qmmmLﬁmﬁummmu‘tumﬁﬂi wazifusinguduaztinllg
wadusa hmineuarauasauiurely uananil mmﬂﬁlﬁmﬂi:mumia%’]qmmimummaﬂLﬂ%laummiiu

(%

wuAnYed Ba feinidunagnivilaidrAyrenisaniiugsiavnunasdinuuvianinus (Fayard, 2003)

@ ]
38N1S29¢
NUITBANANNIN (Quadlitative Research) Tuiliiudayalaglinisaunuingu Focus Group) Ineidanfagn
o . I = % | dld a [ = e’::{' 2 <KX o d‘l a a
WLILLBNTLE (Homogeneous Sampling) LEunsidenseenidgivawisalszaunisainaang aaaiuiieasungan s
139N (Sutheewasinnon and Pasunon, 2016) mﬁﬁaﬁlﬁaﬂﬂfﬁuéhaﬂ'qwqﬁwﬁﬁmuﬁag}imiqwzﬁu&iuﬁﬁ:ﬁmmqﬁ

[ aa 1

agﬂumﬁmmmmimﬁﬁmwmaumﬂmﬂ 200 &1uLN TAEMTINTULARZAULANEIANS T UANANSRY tazTinnsaumun
nquilu 5 nqu amnInnguar 5-6 AU AAZEENNULATgRAMNITLBtEIANT tnaurazngulfinaszui 60 Ui
u,a:L?Immmumu’mfjuﬁfmﬂ’ﬁa%'NUﬁmmﬂﬂfnmﬂuﬁumq ieadaussennAvesns T uRus AUz Taning
TUNUaAIANMUARLIL (Krueger, 2002) ﬁmﬂaagmmLﬁmmﬁ’uﬁm:mwmmummﬂdmﬁa”ﬁ"ﬂumﬁmm:ﬁuaz
PIENTUNALALNINTIUTBIUABNAY LLﬁ:’?ﬂmm’mLﬂudauﬁwmQelﬁﬂﬁmﬂaLﬁasl,ﬁlﬁmmmiﬁﬂﬂaamﬁﬂLL@:“L%’J'N‘L«J’Lu
nsaunUINgY uardinszndeyandsnnifivdeyanisaunnngy uazutlannuvuigaind WSun anudenaded

prumtniuntasdays nslaney AMuNIuazNINeILTadlinyasIE Framework analysis (Rabiee, 2004)

amuuiasuANuIianSWeNNsuUBE uKdnenaesssumMads 35



AT 2 seaiBE AL inTItauNUIINgY

, . 129U
nax ARFIUNTTY AU
) i )
anN1uN19EY HeannIg 1
n13du NINUBITAAIUNITANITANMBLIUNY 2
A | Tsanenung NELNA 4
gINAARENIIALATRAIMFTNNING | HIAN19AUTINUSITHLATANHNYNAULBINTNIIU 7
Aannsinsimiiaznszaneidens nieugLBun s Ausiu 8
Wdinuazdeean Eqe annIanInengNel 1
AnNUuNTEY NINUBATIZA 2
B | walulaBiuazdayaiinans Eti AT s g 3
FFIauNaLIsnNNAanINaSY | 18211N"9 4
genaAuenIsALATaRINTUNINE Lfﬁmﬁﬂﬁmq‘lﬁm fnen1sausInIInaIu 6
waluladuazdeyatnogns NINUBATITHFUNTNE N TN e 1
AnNTuNNIRY Hasnaaaniindangls 2
wiieuiganiunie dndmnzdanIngfiRng 3
¢ aniun9Ru Ewdiflguasziy 3
Wduavdeaan WHNUFUN NN TN el 5
NARLATS AR NIN9Ua1IaFIUNILEINININEINIYAAS 6
NTNAR LAUTYNITE LTINS 0.4
nsANEY GRELEL] 3
an1iun19ku Enwitinfiangla 3
0 annunnsRku HeiaeElneminengNysel 4
waluladuazdeyatnogns NINUBATITHFUNTNE N TN e 5
n1siiu nwinauenqladeiimslaeans 9
E | Tsanenuna LATNYNNIELTUNS 2
A Ensugsia winauliA N fuaneenan 3
AnNUuNTEY NINUBATIZR 3
aRIMTTUNTNE Hanniseeninennanise 4
wdinuazdeean nwinauenqladenine Ny 4
genadudnIsAuazadsuisuning | winausuaR EaNTN 7

36 amuuasuAnyIa:NsSWeNNsUYWE UHDNENaesssumans




WaNISANUI
NNFATEINLIAN amumaﬁzﬂﬁﬂmaﬁmziﬁumaa%ﬁq
Vv o = dl v
ANUFUINTINGY Aa nsidsunlasaninuandey
. ¥ . . v 4
nsvineuisluszauyanauazlusziulngeasng o9
naliian s auiusnuuuduyArauATLLLNGY
aanAARDINLILUIAANNSATI9AILS Ba U84 Nonaka u

AU Criginating Ba Wa2 Dialoguing Ba

P 9] o
1. N9asuulasanIniInaauniginey
= v o =
N3LasULLaYaNINIIARALNITVINU FIUANLDY
4 . . 4 4
nrgdasunlassnurisaIntney 1Wasuau ey
F9U9U A0UNYINIL UlBtNg VTN ANINUR9RIANST
FutitalanTananI1YinauaaIniIngIL nalminasa
ADANLLAZLTINAFUNE TUAURINTINIUNIAIUANT LN
luaniznnidnauanunsasutiate ey “aniunisnl
ql v o ” Qll (= :j v (%3 I v a %
Anmelunisvineu iluaaisauaunalminanisaing
v %3 ] [~ Qs v
AnuiueIntiney Insarunsauuaiuszaulnseadng
LLazﬁzﬁuqﬁﬂa
s v
1.1 72AUlA594319
= o Iy P o )
nsulasuntdasszaulnseadraunaawunanig
dl a < % =
WasunlasuleunslazNANI9a909ANT  AUNTZNLNY
) (3 ° v % v o % 4‘ £ Qs
NN9YINLaRantIngIu vinliwinausasSusnas Ui
anuNMTaliu NMsAUNUNAaININTaINaL A JAuLiy
| “ v Q‘ < Ql Q‘ v v v
M n’mmi/ﬁzluuﬂaouTﬂmz/mﬂumwnfs@u?mmmm
o o P P .~ A a
YU UAzEIIINIUTELEN AU A INUAE WO ANTTY
% < vV o = o 4{’ 3 v
YANWLNNIL 19N aNSULaNLUNIFILAE UL A ITUA I8
a ] 1 = 1 ﬂl =1 4’ (=3
auNINNQU A NaBNN edmsiAsuuleg 1991
AovAparsuniy Seufuinau Usuuniulidulylu
NANNIAENTY” dagaaunuingunsaiudoyauningu B
lundaadniqulasunlassziulngeas1quaraamng
TUTUUSIN “AENIBNITENBNILTLINLIFETINE YLV MO
= ] o G 1 v ) o 4
IATEIALIN UBLILUBAY uan [ugauun LUl 157

lunnlvgnianauam duaaisuaulng isaiseug

) uﬁ:ﬂ/au@mﬁmvuﬁ;ﬁmu’mmh” uaNANi N9
vinanlunsdngsnenamiTudaimeauiu amnin
NqY B NA1397 *ms19riv i lueeAn RS aLesTL
219917 IR nEeusae ﬁnmi@mmmag’
WOALAIT NN IWBNYINDENNIe” WaT “ALNTNYeIILTT
Tiee vminniausy ez lsfAovesi’
N9AUNUIYRINGY C TAuifiusaudun ng
wiasulanatrouasulenei s uasan Sunissnin
WOALAIT WIUATILLINTL 29URNALT LRI
%mé’mmﬁqﬁummuwmmﬂu D #in “UsEMuELAle
w1 downsizing viaulaeniusnnzvisiy wineuly
avAnsAAzSuLNmIn Avvduiseugaslslny 9 aundn
nqu D uulszaunisalandtuiunina ulededAns
AT A1n “mf/wﬁﬁﬁémawu”nmuﬁ'ﬁ):@m
INBIANT uﬁog’u%mﬁﬁwm?ﬁmZﬂﬁﬁﬂawmﬁamu
47/’77/1"7?@5/#21/’77)'7’597”? m@uiummﬁmﬂ?ﬂm AT NAAL
Juuusu s um’wﬁvﬁlmﬁﬁm@umuﬁ'aan UAZAIL
ﬁnwﬁ”\?mmfuﬁﬁlﬂzﬂli’fﬁ 1fan umgayenmevean il
19 AT NADUATELTUALDAMTLNITANABNY YN
nediauaan 121Aa9wEan” uananll nqu E Thlsvfud
uantliaannneluadAngIn "anmmaianiguen e

na lnearavin lvwiineuuNau A suaans iy~

|
A A %4

wardeagliinseiunnnquaunuinalunsansuleny
(Q‘ v I = ) i v v

aounsunnnaluluime weszlslula savalrnan”

nadaauntlasluszaulngeadrdngy Nngznu

(3 dJ | a dl
MaANg MnuInaannisidasuidasulaung n1g

|
a

ARAUlAULLAUNAUIBINLEVNS FRIUsTTUTANATUTA
WARZBIANS SIUTNUTINAFUANANTNAAIANEUENG
B9ANT LﬂuLmﬂi:Lﬁ'auﬁdqmaslﬁwﬁfﬂmuﬁﬂu;él,m:a%m
Finmeiinnsvinnu uaziFHLIATaUNANNUNTTAUBEN
fou T usanssiitaavtendsnunadiluanunienl
Faufluanrunisalindneuiuiielniuas iinue

Weane ausnadAuinasenla

amuuiasuAnuIiansSweNNsuyue uKmdnenaesssumads 37



1.2 92AULAAR

ﬂﬁ@Lﬂ?ﬁlauLLﬂmﬁ:ﬁuqmmaﬁmzﬁumﬂumm
aaAnsfluTean IIndey Fumieny vidaieau
arnszulinineudiusiuazaiuanus lanmeaiu
NFAUNUINGY A WL ‘msviuluaeisuea s
Founmsaiszaunizaliy Aaud eI mens
zmaz/mf/w?bﬂm’ pgnmauihuanaulnuiaiun 91
dnAnILUsTILA1 usneyinase LA easiging
LSnAI i sadeans Aaennumnd uam’mﬁﬂéu B
Senuiuludssfudentuin nisviemimuealyls
ST AAevEulmhawiimue” uaraunIniivinau
UDIANIANINFAUDALUAN EITNILSLAE Fazil
suummiinlunistsusuendiuiamsssunadae Ny
aunun B finnsnanauin wasylng is1iApuTELT
VILUFIAZBE NAIEIAUEN FENABNAARENGN Yo
areinduriude Tmilesuazrior usS¥ngala
FUBNIY GUTUTIUTIMUNAIE §) DENAIEAUDNIEDE 157
ﬁﬁazag'mm?umﬁnﬂﬂﬁ” UaNAN nquaunu B 14
Lﬁmﬁuﬂmﬁui:ﬁuqmma%ﬂfh “walaEan muInde
uda SaaasusdiinieusaulilAsnse”

nquaunu C wiumeludszsiuaeaiuan "ng
zﬂﬁﬁummvmz%unm’“umnwmy67 ¢her BT
Aludueg s lumung venensa 1lAsAIYEnEe
1917 vaviau AT NeY” uanannil NQUAUNUI C
afitindmnsiiviauegluasdnenia¥gnanaifiandiy
maulAsuulasdunnarinauin “Eﬁﬁ%gmwﬁm%ﬁa 197
1w nsurenanImuandaiy mjv";ﬂ?:uuﬁluﬁl
A0 199 WenenuAEL uAn e AEIA N2 1L
imunuszuunsyivauuuy v Guliiula aunn ua
iuasildu doaiumliagls auszafim Aeeq
/e (SBIMINNYTUING* WATNGUAUNUN D NAT7
@sulugunnan asunlasiifendasiuensuaiin 0

o 3

SudasLanILN7m lumdaudunnsy v lviismeesiida

9

38 amuuiasuAinya:nswennsuyue UHDNENaesssumans

udlyfynuamzmin asuauetsualltiie” uaznqu

aunun D nemasLiviumelumussuain “Anumanmae

1
=i

YOG AUTNAAUUAZIAILADINITAANAY Tuanen
naneAsaaaailusinalunisannis vilversunlids
8 e MARNTEEIEN 8 IANILeT Ll e T
mmzﬁﬂ@'muwm E ainfasndndnisilasunilassy s
yAnaivianedn  “nasgnlegngreniuamnuaunniily
= 4‘ 3 (3 14 o o
ANUEILNYIN Yuztuaziauipasasunl Aunidala
ANUNAIINIIzenu LuANTaYLlA 1918 uTEg
v lnuiliAuwag INUSINUTLLEAN uAfkLL LA
nsuasuntadluszauyanainineddeiuenu
= = s | v
nuresunanslasuuladnialusasaannsdanali
WINITUT ANLNAAUNIATLARIDNTUIRINAITDLAN
uduine vinlvsasaugiinezlndainaniunisali
vimegsandne Manffeuutassziuyanaazetlusiui
wilneuanungosula %ﬂﬂmﬂlﬂuﬁqmzﬁulﬂaa%qmmi

ADEIDA LLNFYINITUUBINTINGY

2. wumslunisadiennug
anrun1salnnnialunigsvineullFeuiaiiau
WANUVTRUSINs T UInTiInTnuaseAuglung
o g v 1 QI % v
Ay laun nisildsuntlassyaulngeadiaiaznig
wasuulassziuyana Inganiunisainisilaauulas
szaulnssadiaznsziunisadenug Aelfauiug
ULLIAIUTIY LLa:miLﬂﬁﬂuLLﬂaqazﬁuqmma%ﬂi:ﬁumﬁ
asAnumeljauiusuILdIuYAAa
2.1 ﬂﬁé’uﬁuﬁ'uund’;umu (Collective interaction)
nmMslfduiusundiusuiaauiladaniunis
4 T 4
N9ulasunladssAIAIANTINAAL  T9LANUNEIRUNL
v a | l ’s Yo
nasamaulavasvansdiauazranadisluassns lasy
nansznusauiy A nufudesiinisUfduiusinen
wua A ltlymuaz Ty ntnnudnun1salninanie

nNsaunuINgu A ladeyausenisinaduaniunisol



fifamenn “Lﬂ'@@m’nﬂm:ﬁawﬁw’;u'j‘"ujﬁomvm";%
TunrstSuuaziaeutlag 5@777354?z/nﬂi:2f1/4ﬁ9m5
Toyas g fisauun deiangaudui B
Tunmsaudn Adlaiiiasasasiiavioneu uaziiluliiive
Y0AIUTILTBUAZ AU INYNAUIUNITTILALUN [
oy Faflumsrnamuiitiums T duiuiuas Tdusau
Vi’ﬂﬁnﬂmuﬁ'Lﬁlmsﬁmﬁumuméauauwmua:ﬁum
wuanslunisidalatymisiniy aanadesiungu B 7
audndifymiszAutsEmassenidndyyialvideya
N PNLS YU MINNBNTIUIY ULNALYINILY

198 laudlugnuianiun1slALaY 1Wa910aN12972

i !
S

wuliieriu aulddeasuaznveeniiangnannig
PIENADNU” LLaziﬁ‘ﬁaﬁqﬂﬁam%ﬂnﬂmmﬁué”mdq
mmﬁimﬁmm&uﬂﬁmmﬁﬁu uanANg nquauN C
uANqUAUNU D ﬁmfmLﬁuﬁ’]umiﬂ%’mm’milﬁmﬁh
ﬂn;m@:ﬁumﬁmﬁaamﬂ%mﬁumimumm A uarngu
AUMNB T AL 195E downsizing iaLlaANIINNIL
paNNZNUNL mmm?txjmzﬁﬁ@q@uﬁ F9ia9inmla
yﬂmm‘ﬁlwﬁa 15 wpz1inwvnzariumazyinuesnalsan
e uaNAME s %:7\7’7u7_l’)\7£7£/’)\7521/17ﬂ?’7115
DVAENAATUDIUUAZANEITIUTL” nanlneagiae
diduiusuufidusuintuiledimafauudasszau
sLMﬂai‘ﬁlﬂ?WmVIaﬂﬂtu’lﬁl AflufaeAEnNsaunuILas
uwn ltleymngauiu

2.2 UjduWuguuuaquyana (ndividual
interaction)

nslidfduiusasuyanalaiunisnszguann
amumaﬂmmﬂ%uuﬂawzﬁuqmma visagzauniglu
29ANT Lﬂuamumfmiﬁﬁwmﬂmm;émfmmmmu,a:
vinweluntsvinauasemiinenlusduianunsnsusials
LAZANTUNITRIAINANIAIHANTZNLTZ ALY ARAYTE Y

UIENU IngwilneudnldnnsyanaasuaiuiioAum

Toyauazthuntfuuazszenaldnenues Inanqu

aunun A nanafientiunisa¥reaanudosfauiug
wuuduyAnad auludiszaunisallunasvinaiu
wneu iiieganyiultnseaneiseun SadaeAnm
AIEAUBNEUNINGL (T8 gvm@an”ugﬂﬁvﬁzﬁ;yﬁmzﬁ'@
Lﬁi/if@%lﬁt@x??ii%llﬁ) FUDNFHIUFIINANUAANAIAF I
LATALNTNAUNUINGL A agﬂﬁmﬁumaa%wmmi
lunuydduyanaliin guuinezinaannisaseni

VINAIA UAINWWAUTG UAINALLIABNY IMTDUABNEA

!
<KX v |

aavpn” ﬁﬁwmﬂaauwmﬂqumﬁuna:muwm B 1Ltiuein

Faannsaeans welugaez it fdevaty e
UUZUWAIUTELG ADNAAABNYNIDN FUNTEVAUSIMNIL
18 2uiTunEn s YA N UFIINILLAZANANT”

nquaunu D Wideyandiangan aelunals

o 1 v [~ ~3 Vi [~4 1y v
iwgrzmuaariiulyla mnulalulea viunluauvii

=

DFUAIMALAIY AUTINAUTINILADYIT NINADNNIT

2
o o

axlsliyauazory Al S liiFaans 199502 s
NIsiSELGILA luinn uaNaNG au1InNqu D LAg
ﬁaﬂLﬁam‘l’ﬁ%dﬂmutmiﬂﬁ@mmwa Hagannauivinti
las e fivilananaan “mwfﬁmzum’fﬁuﬁ?{ummm:
career path LU ﬁmunwzzﬂmuﬁq{uag/ﬁum&%m&
DITUAIYENALEN  MAENENENUNIAMATIUALIEY ABY
yindesne q iemmnmueese U IAadeIna 9 e
aanpdaandUNguaunn £ MdAFns TR
ARULIN “Lfvw’sﬁam;ﬂL?'wlmﬁum'ia%ﬁmm;ﬁﬁ "7 lAREL
AU sz aunsiuIneY arunsalndayalunisyineuy
ﬁlzﬁui/?:fmfﬁwuﬁZﬂg'mﬂﬁhiffywﬁﬁ@?\? 19IA BN
LBEUULILLAZ LS ZENATEN T UIPNULTLNYBIALUEN
anneAnELREIfUan uns iR Anns
aseanuglusAnsruAalna LIl n1sasiendug
anunsnvldluse LA NENns et Inaanunee]
‘ﬁlLﬂuwé’w?ame:éjuéfmLﬂuLLNm:ﬁ’juﬁwﬁﬂmu

o A v I o 4 £ v a o
aungnsutala wasz luvinlininanuauianisaanaanain

U WA uNITaIsanafluaniunigainisilasuLlag

amuuiasuAnuIiansSweNNsuyue uKdnenaesssumads 39



wuadu 2 dszian laun antunisainsildsuudasszivesdnsuazanunisalidsuntasssivyana Inevivaed
ﬂ@:LﬂmﬁLmeqmm%ﬁqmmiﬁLLmﬁiNﬁ’u amumatﬂmﬂﬂ%ﬂmﬂaﬁ:ﬁ‘uaqﬁm%ﬁmzﬁmﬁaa%wmmiuuu

Uduiufdusiu Turusianunisainsidsuulasssiuyanassldnszduiveainennuiuunl jauiusduyana

%3

LR Ql' v v v | Le = < [~ EL
amum@mmmammz@ummmq ﬂ’l’]QJ?J“]JBQWUﬁ\T’WU WHuanunisainisiasuntasasuvafuaniunisallu

% £ (8 I

szavlngeadanazanunisaissiuyana Aelfduiusuuunenin InganiunisalszAuyanaaradaninugan

- | 1
[

mMslfduiusnantihunndnes LLazmmauﬁmm%qﬁuua:ﬁmﬂaLLﬁVL‘uﬂi.ymLawwmum?aﬂﬁymizﬁuqmﬂaLﬁm
Wil TawanAeananunisalszaulassadeintneuaradeanuiannssuiuud luifyminssnuvanayang

o v :: dw Lg s v Ls s IS dl | s s QI
vgansznuluiening vl amum?mi:m‘uimqmwLLazﬁmumﬁmi:muqmmamﬂumzmmmqnu ANMITINN 3

A997 3 é/ﬂ'izfmzLLGZ’,ﬂ’)’]lJLLmﬂml’]\'i‘]JﬂQﬂﬂ’]uﬂ’ﬁ‘ﬂj

ANUMSUTTALTATIRG 1 ADUMTUTTALUAAR

o AnarnnisiasuuilassziuesAns ® Anainnisasuutlaisyiuneyans

d' a A . a o 1 o v
o asuulasiAnneviTaulyueUeInsANT o asuanu Maulinsestudszaunnsad finauaun

o  puneudantaiuuilaloym o winyuflatymneyana
o Andfduiudsieviinszudnenguau ¢ Andjduiussieniisyudinyang
onuUsiewanisdvy

N5IREINEAILNNTATINANNEAINUSINT T AUNLINANAnUNIsalluN1eYiNIU wuanunsainaliifianisaing
v ¢« o | [y g QI v ° I |
a3 Ingannunisalisnatniu “anunissinsdsunlasanimuinsaulunisvinen Tnsutseanifuasdszion

laun anunisnistitinseadnauazaniunisalssAuyAna

anwuznsURENTLS

SEAUVUAAR FEAUNGY
'
J L4
daunnsal : anunisal
Ufduus szhuyARA ' szulassadng
1
ZRIAYY Originating Ba _— Dialoguing Ba
(o | L TS
B\
1
o o . Exercising Ba ] Systemising Ba
UfAUNUS -
1
< 1
Loy |
1
1

dl Lg ql Vv QI | YV a v v
NINN 1 ’dQ’WUﬂ’]?mﬂ’]‘iLﬂaEIULL‘]_]’a\mﬂ’]WLL’]@ﬁﬂJJV]ﬂﬂiMLﬂmﬂ’]‘iﬂi"]\iﬂ’)’]llg

40 amUuasuAnyIa:NSWeNNsUYWE UHDNENaesssumans



anunsalluszivlaseaiedanalimnnU fauius
LULNgULATAanti (Collective, Face-to-Face) mafiu
N19@TNAUIULL Dicloguing Ba Tussiiganunsol
TuszivynradnaliiinlJduiusduynnauazmati
(individual, Face-to-Face) MINTLNITATINAINLIULL
Criginating Ba lunuIARURY Nonaka et al. (2000) %ﬂﬁ
aounsainasdssinmfuaniunissinisaeunlas
fintinauanunsasuileld wazviniAuiidesiuing
azdaalininaudAnviteaiaan Fnni 1

annunstiszailassairafluanunisainng s
VANENquYAAALUBIANT Taun Ansulasuiianiauas
ulenneuesesdnsdenssnumansthe Taenannzatnda
ANUNITAINITLLUNUN  N9NLBNIANALYINTIUYY
Anslaiiiousiuuaanatens iy n1sAILsINiL
Uatmay neUiuaaulassadneesdnaiitants s adiu
”uqlm]ﬂummm @a:ﬁﬂﬁwﬁﬂmu%’ﬁﬁmwaﬂ%uuﬂm
uazdnilefuuilatiymiimadnsidaannawdeunas
AINANIAILNITHAALABNTNT LAY iflnsannniineu
L"T}adfm’mwum@wiawﬁw:iﬁ‘ﬁaﬁqﬂﬁﬁuﬁqm ey
uumanslafvyeuuamansviadng Tudngumils
amuminii:ﬁuqmma%qLi‘fluﬂmumimiﬁm:mmﬂm
yana TAun nsthenu Msvnuiluingsfulesaunisnd
Msfnesun TaneliiRnAnuNARIANANNIIAaLT

VLlJIVZjuLﬂEI yinlrntinausastfusiaslunisvinaulag

nsaaunuue TlFEuRuSuLLAantih lney el
Fenannuazannsolirmdinmldlunsvinauiteudla
Uymiszauyananazliy LUAMNINNIYIUAI AL
vinaulAagnedlss@nsaw

Favaandlasaitl vinliniineudnisasennug
Tugtuuunisadnanuiniumedanu Social Conversion)
'1'7{Lﬁmf‘ﬁuﬁ;’mmiﬁﬁfmmwﬁﬂmuir%’t,%iﬂa%iu?uwﬁL‘ﬂu
A iiiianisadaanudianig (Nonaka et

. XY . g
al., 2000) ludnsuzdavunnaiungatnunldalunisun b

tyvuaziamuninisvitnuresnuedlanely Ml aanug
[ dya é’ a G v
TuANHU TR ATWANT L AULTUNYERANINUIARALAY

°

Lﬂummiﬁ'mL‘W’]:Lmzm:f«mz’im%’uwﬁfﬂmml,azamw
pndaumuiiiaiy Aufunisaziauinasansuas
wilnauausnadeanusmenuiadls (Nonaka and
Takeuchi, 1995; Nonaka et al., 2000) LLazmm%’méﬁﬁ
qziidruana i an1svaIu A LaN s lun s iy

angadangaalills

VoIdUdIIUzNWNISUSHAS
gaAngatunsnsrenaldiuaniunisalnig
wasuulasaninuaadaufintneuaiunsoduilels
Lﬁlaa%”mmmi’ﬁlum'iﬁﬁmuélﬁlﬁm%usl,umﬁﬂi waz
mmmﬂizqﬂﬁ?%ﬁi%m?wmmﬁaﬂﬂfiﬁémEha“lﬁ e
NSNYUIEINNL NMFABUNTINNIL Msiiiaes 29ans
Fananufunisiasuntlasaninuindaunisineuuas
\Huntsadsanuiinielunisaseninug Fiatl nnaasng
mqu:afﬁhaamuma?aimﬂﬂ?i'ﬂml,ﬂmamwLL’Jmﬁauﬁm
arfnsiifduiusuunant (Face-to-Face) 4
219UAIAZAMUFIZONENDANTULNAUNUIUAZNNTAE
URTR il Fnwsiidrdyie nsdeanstuugainu
ﬁﬁﬂﬁmﬁmmmma%”mLLazdmmmmmilﬁaﬂ'wﬁ
sz@nsnin
Lﬁ'aﬁmmyuﬁﬂumuﬂaLﬂ?ﬂlﬂuuﬂmamw
LL’JméjﬂMﬂ]@ﬂ@dﬁﬂi%ﬁﬁﬁhiﬂ?ﬂﬁ%’mLLﬁZﬁ‘ZﬁUHﬂﬂﬁ Tu
sy FuRnTInEU1E WinUAzFAnImuBIsBALN
LLa:ﬂ%’uﬁfsﬁﬂﬁlﬁmmzmumia%wmmﬁu IR
AM9ANEATINLAN uanaInaanunisainiTlAsuutlas
?ﬁlqﬁﬁma&ﬁami@ﬁ%qmmﬁﬁa “inuennsAnans” Avunzay
%ﬂﬂﬁiLﬂuéﬂ’mLLﬂZ%Wx‘iﬁLMJJWZ&JJLW@W]?L%U%]@HSLLa;“,
Uszenainiuanuiresnuied waziluualiug wilhau

o @ L3

QIQI Vv IS a v | v
‘V]ﬂ‘ﬂﬂ’ﬁ?UﬂﬂLLﬂZM‘]JQE‘H\J‘WUEU@EI"VZVLLIﬂ”]LI’]iﬂﬂ‘i’N

| v
< °

Ausluntsvinuinerineuliussqidanunalav

amuuiasuAnuIiansSweNNsuyue uKdnenaeasssumadas 41



TupUNAANSURNIU PIUANTUNILaAUNITAs U ag
ANLIANDL

nslininauiilenasulauiusmeiuuasiu

a

fdumelintnauoenananudsznineiu luaus
Y IR TCES ARATILI Y AVRI ANUFarinfuNIs
emluasAng waznineuazanunsawaunee lu
M9V TN NN LAY AN TONALTIL ViaaLseLIsN

A4 o o | o o X yu | oo
L‘W‘ﬂﬁ“]_lﬁﬁLLMHQIU?Z@UVIQQ‘]JMI@L“HUT\H

Vo naia=volgualu=lunisdvunsinni
a9ANTILN g innsadaanuiuaznnemaiug
agjmaamnm mﬁ%’aﬁﬁﬂmamummﬁmzﬁﬂﬁlﬁm
neaseanyg agliiesAdsznevativayuauidoun
N AN FRUSTTURIANG ANUFUNUSURINITINITU
TuasAns uazszAunsianiidlunsutetiuanug Faifly
aqﬁﬂﬁﬂmﬁiamLﬂaﬁﬁumum:mumia’éwmmfl.ﬁﬁ
192 @ANENINABRIANT LLa:mﬁﬂmmmflumﬁm@q?m
4‘ v | v | o | 1 Y G =
ialvianusaniemananudgninaugunslula Wian
UszipuntnAnsnsall uananiivineenisaaansnaniiu
lunisainnnuduesesansiudainasinnudAglu
a <K < I | o 4:4' v a a
EivanlunisAnmalliuiy iNaasalszansninang
nn9aseALg lrunntinanuluasAns nsadeiidenuandl
Tayanoudnatiaeineniiu Systemising Ba waz Exercising
= a &I %
Ba 7Munainaauatnalsluaiang uazniinaiuaiuisn
v n v 1 lﬁl o =4 QI a
a319AnuTlaaenals meanunsavitnisAnsaLALly
psasallla A

42 amuuiasuAinya:nswennsuyue UHDNeNagsssumans



S19N1SHWDY

Balestrin, A. & Maria, L. & Fayard, P. (2011). Knowledge creation in small-firm network. Journal of Knowledge
Management, 12 (2), 94-106.

Boselie (2010). Strategic Human Resource Management. Maidenhead : McGraw-Hill.

Brannback, M. & Carsrud, A. & Schulte, W.D. (2008). Exploring the role of Ba in family business context. VINE, 38 (1),
104-117.

Carmeli, A. & Tischler, A. (2004). The relationships between intangible organizational elements and organizational
performance. Sfrategic Management, 25 (13), 1257-1278.

Chayapon, S. & Monthon, S. (2017). Knowledge management in hospitality SMEs : Case study of NAN-AH POLYCLINIC
hospital. Proceeding of National Human Resource Academic Conference, 1 (1), 3-18.

Chayapon, S. (2016). Knowledge development plan : case study of Nan-ah Polyclinic Hospital. (Master dissertation).
Thammasat University, Faculty of Commerce and Accountancy, Human Resources Management.

Civi, E. (2000). Knowledge management as a competitive asset : a review. Marketing Intelligence & Planning,
18 (&), 166-174.

Collison, C. & Parcell, G. (2004). Leaming to Fly - Practical Knowledge Management from Leading and Learning
Organisations. USA : Capstone Publishing Limited.

Davenport, T. H., & Prusak, L. (1998). Working Knowledge, Harvard Business School Press, Boston.

Fayard, P. (2003). Strategic communities for knowledge creation: a Western proposal for the Japanese concept
of Ba. Journal of Knowledge Management, 7 (5), 25-31.

Grant, R.M. (1996). Toward a knowledge-based theory of the fim. Strategic management Journal, 17 (Winter
Special Issue), 109-22.

Hassan, A. (2007). Human Resource Development and Organizational Values. Journal of European Industrial
Training, 31 (6), 435-448.

Huselid, M.A. (1995). The impact of human resource management practices on turnover, productivity, and
corporate financial performance. Academy of management Journal, 38 (3), 635-672.

Karen, T. & Thomas G.R.J. (2010). Human resource management systems and firm Performance. Journal of
Management Development, 29 (5), 471-494.

Kevin, C., & Scott, P. (2004). Knowledge Management : An Infroduction. New York : Neal-Schuman Publishers.

Kimiz, D. (2005). Knowledge Management on theory and practice. MA, USA: Elsevier Butterworth-Heinemann
publications.

Krueger, R.A. (2002). Designing and Conducting Focus Group Interviews. University of Minnesota.

amuuiasuAnuIiansSweNNsuUue uKmdnenaesssumMads 43



Kuan, Y.W. & Elaine, A. (2004). Characterizing knowledge management in the small business environment.
Journal of Knowledge Management, 8 (3), 44-61.

McGahan, A.M. & Porter, M.E. (2002). What do we know about variance in accounting profitability?.
Management Science, 48 (7), 834-851.

Nonaka, I. & Takeuchi, H. (1995). The knowledge-creating Company. New York, NY : Oxford University Press.

Nonaka, I. & Toyama, R. & Konna, N. (2000). SECI, Ba and Leadership: a Unified Model of Dynamic Knowledge
Creation. Long Range Planning. 33 (1), 5-34.

Obedgiu, V. (2017). Human resource management, historical perspectives, evolution and professional development.
Journal of Management Development, 36 (8), 986-990.

Rabiee, F. (2004). Focus-group interview and data analysis. Proceedings of the Nutrition Society, 63 (1), 665-660.

Shelda, D. (2006). Knowledge Management. Australia : John Wiley & Sons Australia.

Sutheewasinnon, P. and Pasunon, P. (2016). Sampling strategies for qualitative research. Parichart Journal, Thaksin
University. 29 (2), 31-48.

Tomaka, LA, (2001). Workforce development in the Midwestern region. The Journal of State Government, 74
(Summer), 26-27.

Tsoukas, H. & Vladimirou, E. (2001). What is organizational knowledge?. Journal of Knowledge Studlies, 38 (7), 973-993.

Ulrich, D. (1996). Human Resource Champions: The Next Agenda for Adding Value and delivering Resulfs. Boston,
MA : Harvard Business School Press.

University of Minnesota (2016). Human Resource Management. Minneapolis, MN : University of Minnesota Libraries.

44 amuiuiasuAinya:nswennsuyue UHDNeNaesssumans



Journal of HRintelligence Un 14 auun 1 uns1Au - Dnueu 2562

| UNA2IIIY

answavedn1o:ginisilasunilad SmusssuodAnis Ao UWawale

Tun1srinau Ao WLNWUReaIANMShduwariownAnssuN1sIdUaUEN
ArvodedAnisveswlnduluaniuls:noun1sIaniavuIANay
llazvunngou (NMANISWAR) IVANIARN:zIUDONIDSTIKUDNOUAN 2

aa a 1
undnl FTluma

AN rdnansusnsgsianedingn anadannsdnns

ANIZLTNTEINAUAZNNTIANTT UNTINENABS U gUATIUENT]

i‘ﬂ\?ﬂ’]ﬁﬁliq’“ﬂiﬂ nT. ﬂﬂﬂu{]ﬁ Tamatiar
ﬂ’]’i)'ﬁ‘ﬁl‘l/llﬁ‘m:ﬂ‘]ﬂﬁﬂﬂm‘i“]_l‘i“lﬂ’]ﬁ‘ﬁ‘i‘ﬂ"m‘]:f{]“]_lm‘iﬂm A1 AINNTAANNT
AU UiMW‘Eﬁ;ﬁ‘ﬂ’%LLﬂ ¥N199ANTT MM']’JV]EI’]BEI‘I’]‘]JQQEQUHT]‘]J‘E']‘LL

N”lI’JElﬁ’]ﬂﬁl‘a‘ﬁ@’]‘a‘El nT. am'm mumwum
mmmwﬂ?nmmmaﬂammm?ﬁiﬂ‘mwgummm ANUNUINNTIANTG
AU UiMW?ﬁ;?ﬂ’ﬂLLﬂ N1T9ANNT lJWYW]EI’\ﬁEIi’W‘]]ﬂ{]@qUﬂ?W‘HﬁWu

Tunlasusuaiiuunang : 31 NINHIAL 2561
Funuiludsulganmannu : 13 weAaneL 2561

FuiinausuARuiunenL © 20 wopRneu 2561
B 1
Uunnnyo

de o 4‘
N19I9RUNY mQﬂ?Zﬂ\iﬂLWﬂ

=4

Anwsziuiiadeiidmanawgfnssumeduamndniinuesesding wazinszinny
ﬁuﬁuﬁua:mmm%‘w%wasumma:Qﬁﬁmﬂﬂgﬂuuﬂm TausssuasdAnis anuienalalunisvie anugniuse
avdns fidsuastangnssunefluauniniidaesasdnig nqusnetnsde winewluaniulsznaunsiamiaann
NANNUAZILNALAL F1UI 610 FBEhs NIANHNANLLILLLAOIINULLLINATALLSZa0A 5 ST FUAULLIURS
latAsn 4w 92 dn Lﬂum?mﬁmﬁu%]@ga aaaﬁlwﬁmm:ﬁaga IBur Al Adetar AedtauAdin
Aifaiunsg I dauaiAnmadeuaLLAgIn Tiun Msinaziidunsdnana Path Anclysis) LAZNSIATIZY
Tuimaaun9lA99aie (Structural Equation Modeling: SEM) TmﬂgﬂLL'U'Ummé’mﬁuﬁ“ﬁmm%wL‘qumma‘ﬁlﬁmuﬁuﬁ
AuNaunauiudayaltialszdnu (Chi-square = 1521.563, Chi-square/df = 1.055, df = 1442, p = 0.071, GFl = 0.926,
CFl = 0.997, TLI = 0.997, RMSEA = 0.010, NFl = 0951) naanauiianuansalumsnennsaildessuiuay fufioansy
Aniflusetaz 63.0 uaranuduiusinssadradeannnnui ﬂﬁﬂﬂﬂ:ﬁﬁﬂmﬂﬂgﬂuuﬂm TAIUBTTURIANIT

=3 o £ | o IS o @ g% % a | a I a Qllel
mquwﬂﬂummﬁmu LLﬁZﬂ’)’]llNﬂwumﬂﬂﬂﬂﬂ’]iﬂJﬁ’J’WNﬁMWUﬁIﬂiQﬂ?’NL‘]Nﬂ”lL‘IﬁmmﬂWﬂmﬂﬁ“iﬂJﬂ’ﬁLﬂualﬂ‘HﬂWﬂ

aeniinauluaniulsznaunisia iU ANaLay mmmﬂammmuﬂmmmmqa" 'i A1 0.05

ArdAy : nziiinnsdsuulas, TausssuadAnig, Anuiianalalunisineu, ANUENALAREIANS,

noAnssunsuaunainiinrededAng

1Corresponding Author E-mail : malineeka@hotmail.com

amuuiasuANWIiaNSWeNNsUUBE uKdNeNAesssumMads 45



The Influence on Transformational Leadership, Organizational
Culture, Job Satisfaction and Organizational Commitment affecting
Organization Citizenship Behavior of Employees in Small and

Medium Enterprises (Manufacturing) in Lower Northeastern Region 2

Malinee Srimaitree
Student, Doctor of Business Administration Degree in Management
Ubon Ratchathani Rajabhat University

Associate Professor Piyakanit Chotivanich (Ph.D.)
Thesis Adviser, Doctor of Business Administration Degree in Management
Ubon Ratchathani Rajabhat University

Assistant Professor Supawadee Khonthongjun (Ph.D.)
Thesis Co-Adviser, Doctor of Business Administration Degree in Management
Ubon Ratchathani Rajabhat University

Received : July 31, 2018
Revised : November 13, 2018
Accepted : November 20, 2018

Abstract

The objective of this research was to study the influence of transformational leadership, organizational
culture, job satisfaction and organizational commitment affecting organization citizenship behaviour. The research
samples consisted of 610 employees. The anonymous questionnaires of ninety-two items have organized into
five-point Likert scale. The data received were calculated and analyzed using descriptive statistics (frequency,
percentage, mean and standard deviation). The path analysis was used to test the hypotheses. The structural
equation modeling: SEM was used to analyze the causal relationship of the factors that influence on the organization
citizenship behaviour. The developed causal relationship model conformed to the empirical data with Chi-square
= 1521.563, Chi-square/df = 1.0585, df = 1442, p = 0.071, GFl = 0.926, CFl = 0.997, TLI = 0.997, RMSEA = 0.010, NFl =
0.951. When considering the predictive coefficient, it was found that each latent factor shared a causal relationship
with 63.0%. According fo the causal relationship, it was found that the factors on the transformational leadership,
organizational culture, job satisfaction and organizational commitment had causal relationship with organization

citizenship behaviour of employees in small and medium enterprises at the statistically significant level of 0.05

Keywords : Transformational leadership, Organizational culture, Job satisfaction, Organizational commitment,

Organization citizenship behavior
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1297 RIUSTTUBIANNTANARDANUNINala luNNgYineu
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ﬁﬂqqumﬁﬁizﬁ’] (Greenberg & Baron, 2003, pp.148) e
\JusmimuangAnssunieinan Fonuillfnszriuas
anaadanluniavinauiufullauanulasaun
WIANUAIANIY (Joy & Sidhique, 2016, pp.26) il
Silverthome (2003, pp.592) VN9 ANMAITELAZAUNL
FnwiinauiianuiesnelalunisUfimenuluss i
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Karabulut (2015, pp.1) Aunudauasanuienalalunig
Vi’ﬁmuﬁﬁm'%wam'ammHﬂﬁuﬁiamﬁmiﬁgﬂuﬁm@m%
ANUNTANBEITLBIANTT WAZANULISTIRgIUIBINTINIL
Tugudiisnissinugunmismenunaniadgludssinens
ueNANil Sabahi, & Dashti (2016, pp.475) AnwiAde
Usztauanuanalalunisvinen wudn Anunanala
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A Tussesdnsuaskanissn iUy
AINUKNAUABAIANIT (Organizational
commifment) mmiﬁﬂQﬂﬁummwﬁmmﬂﬁmumuﬂu
éauwﬁwmm ANNT (Barron & Greenberg, 1990, pp.181)
ﬁmmmﬂqﬁ%ua:Lﬁu%ﬁ'@zaﬁﬂmmﬁawaﬂ?ﬂmﬁmm
89ANNT (Mowday, Porter & Steers, 1982, pp.27) AL
AMUATNEN AUANARBAYANIT (Choong, Wong,
& Lau, 2011, pp.239) UNSYUN N9LEARY WAZAIL
U37190U1ARBAIANT (Panaccio & Vandenberghe,
2012, pp.648) MAvAALiiANUABINNIRazITuaLnTn
19989ANNIAA0A 11 (Meyer & Allen, 1991, pp.61) %ﬂ“ﬁ
Erkmen & Hancer (2015, pp.47) 1Avinnns AN Nanszny
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TReifedeiuANUENTUARENANT WL AULNTY
naasAngidugunuvileueangAnssundnugiuann
\wnARTasyARafidnaatAnts feidusiudsiannudiAty

sLum'iL‘Tjaaﬂ,ﬂq';?:‘mffmmiu?maw?wmmugwéﬁum'i

1
a

UfriuraantdnauluasAnig uazilunnyuaidAty
poagnTnyAaIns Il IRULaTsIuUTIadANIS
paan il mmgﬂﬁuﬁiamﬁm@%ﬁmﬁﬂﬁLﬂutmwﬁﬂﬁu
LLa:Qﬂf«ﬂﬁwﬁﬂmuﬂﬁiﬁmuaﬁhqLﬁu‘ﬁ' WALANUAILNTD
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a

weAnssun1std uauIANNAUIBIA NI
(Organization Citizenship Behavior) L‘ﬂquaﬂﬁlﬁum
'uqmmﬂﬂumm‘mi‘ﬁ'Lﬁmmmiﬁmimﬂmémama:
anaulanszyinednuiludaszAtamuins (Organ, 1988,
PP Lﬂu‘wqﬁnﬁu'ﬁ'Lﬁ'ﬂﬁmﬁumaﬂﬁiﬁmuﬁu@ﬂmﬁmm
Ut RS ULeIMINEANeIRNS wazNE=YinEe
anuadnslavesnueddaadlagnivAuviselinginu
Amual31UG1T5 (Organ, Podsakoff, & MacKenzie, 2006,
Pp.5) wqﬁmau'ﬁﬁéauﬂhﬂiunﬁaﬁmum%’wmﬂiwwé
TUnednng dhedaasuduiusn BRI TneY uas
ﬂhﬂﬁqgmwﬁfﬂmuﬁ'ﬁ@mmwslﬁlfj'hma%ié’mﬁ’u‘l,umﬁma
(Katz & Kahn, 1978, pp.339) yanani faflungAngsy
ﬁmmiméwm%’ﬂmwﬁfmmﬁﬁﬁiﬁa%ﬁumﬁmﬂﬁmaam
1] %W:Lﬁuvlﬁiﬂwqaﬂﬁmf‘:ﬁm’;mémﬂu&i@mmg}'mm
LATANUANTAUDIANANNG (George & Jones, 2002,
PP.95) AMNNTNUNIUITIUNTTL WU WeANsTUNITLTY
am%ﬂﬁﬁmmmﬁmﬂﬁ%’uﬁw%wamqmwﬂﬂmq:tﬁu’ﬁ
maufaeuula AUNNTIATUNNSYTINNY ANUERETTY
TupeAnng TmusssueAnng AU lalunisvineu
LAZANULNAUARENANTT Wqﬁﬂﬁumilﬂuam%ﬁﬁ‘um
BIANTANNARBANUANTIUDINTINUNUNENENTUY1€]
pa45LsznaunislumuAunn Amunslinu wazanu

Hanle (Narimani, Tabaeian, Khanjani, & Soltani, 2014,

pp.53 ; Tambe & Shanker, 2014, pp.67: Tsai, & Lin, 2014,
pp.397; Salehzadeh, et al., 2015, pp.601)
ANMIANHIUUIAR MO LAZVILVIILIFTUNTTU

I o

‘17{lﬁlm%’mﬁﬂﬁ%wammmagﬂ%ﬁuwuvlﬁdﬁ WO AN
maﬂuam%nﬁﬁﬁa'fsuﬂhﬂslumaﬁmmm%’wmﬂiup}wé
luavANT Cooke & Lafferty (1994, pp.50) Aleid@sw
Fuius i Faeaniinany (Joy & Sidhique, 2016,
PP.26) LLazﬂhﬂﬁq@mwﬁﬂmuﬁ'ﬁ@mmwsl,ﬁﬁﬁmagﬁ"mﬁu
TupIANIS (Meyer & Allen, 1991, pp.61) WEANTTUNNT
FuauniniiAuesesdnnsldsuananauannanaiiade
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ARYAILEITURIANTT

auuAgIun 2 : nnzguinnailaeuulacdaning
I = o
AaAUNINA LA lLN19YINeU

auuAgIun 3 : nnzgunnailaauulacdanine
ABAMULNIUADEIANTT

auuAgILN 4 : nnzguinnailaeunlacdaning
nowgAngsunNsiiluaintiniAvesasAnig

AUURZIUN 5 : TussTuasANsananannAy
=3 o
Nawalalunisviney

AUURZIUN 6 : TussTuaIANslaNEnannAY
HNAUABEIANTS

AUURZIUN 7 - TAUuessURIANITUANEWAR @

a | a dld |8

nnAnssunsiluaunliniinuesasang

auuAgIun 8 : anuenalalunisvirnudavena
ABAMULNIUADEIANTT

AUUAFIUN 9 : Anuenalalunisvinnuilavsna
nonnAngsunNsiiluatntiniAvesasAng

AUUAFIUN 10: ANUENALABENANNTIENENANE

nnAnssunsiluaunliniinuesasang

38ANIUUNISDVY
=4 = Y2
1. UszannslunisAnen Aa wWUNIUludanu
1/92NAUN1FIANVNAVUIANANUAZUUIAEAL (NIANIT
wam) luaipnianziuaanideamviiamauand 2 Insiiean
Flu 4 3999m laun 29uinelass S9uinFsazine 4917n
g1uNALaTY ardwinguasusil susuIunineu
VAU 39,129 AU (Department of industrial work, Ministry
of Industry, 2016, pp.12)
Y 1 gy v Ao A o
2. nqumeeeililunside A wilnawluaniu
1/92NALINNFIANVNAUUIANANUAZULIAEIDL (NANITHAR)

TulUANIARNZTUARNIALIATEMAUANY 2 991 4 TI9A
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ANUIUIUNARIDE A UINATANIS AT AR AL 2N
wyiuls fnuanquAtede 15 nesiaulsdunn
17 (Observed Variables) 22 Aauils é’qﬁ?u AU
1RUunAFasnge LIl 330 AU (Wanichbuncha, 2014,
pp.120) umagslsfiniunisinualiinguiingng
unalvglazyinlmiaanuslugnluns A U@t A
LINNIINGUABENITIUIALEN (Wiersma & Jurs, 2009,
PP.59) Qﬁ@”ﬂ%qﬁmummmmmﬂmﬁaaﬂ'mﬁlmﬂu2 N
%w:iﬁmmmaqﬂfjuﬁfmsmf«hmu 660 AL NAINNLAL
%]@HamnLmuaaummﬂuﬁﬁﬂu%m EAdEvinNsmeIRAaL
nsAnLaandaya (Data Screening) AIENENIANTDLA
g ﬁmﬁﬂgaﬁﬁmamﬂﬂa (Univariate Outlier) uaz
N19M919@LANUIBUAESIUNTAALNAL (Response
Bias) a'qNﬂiﬁﬁﬁagaﬁﬁﬂﬂmumﬁLmﬂzﬁmamﬁ%’ﬂ
SN 611 Fhath
3. NsduNquiedny (RAaAiunsquiiegng

‘lﬁmﬁ%ﬁmifﬁmLmummﬂ%umau (Multi-stage Sampling)
ﬁéﬁﬁu%umumifﬁmﬁqﬁ

3.1 miq'uﬁaaﬂ'wl,mu%ugﬁ (Stratified
Random Sampling) lnsidunisgunguiiegneniy
ANBUTUBINITULLING UTINTR Fa9uunanniiy
4 nqu An 1) Awminelass 2) FSazing 3) Grualasy
4) quaT1usl

3.2 ﬁmj'uLLUULLﬂq%u‘[mﬂ"L%é’mdm (Proportion
Stratified Sampling) AtiunsduAeendluLazFmin
AL T (e T O TarT T

3.3 AUNNTEENNAUAIBENAUAN B U
NFULNNGUAMIR 91U 4 NQU AudndfiFuanle
N8 2 Lﬁ@iﬁﬁagaﬁiﬁﬁmmmuﬁm ATALAQL UAZ
Lﬂuﬁal,muﬁammmjmﬂizmm mn‘&utﬁaﬂmﬁuﬁqaﬂ'w
AIEIBNITABNLLILIANZAY (Purposive Sampling) Tatiiaan
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4. 1pReiaflilunnside Usznaudauuasun
(Questionnaires) L‘ﬂuLﬂ?‘lﬂQﬁﬂsLUﬂﬁ?LﬁUﬁ"JUi")ll%ﬂHﬂL‘]QN
B @¥etuannnisAnmnnsaLuin o uay
Laiddefifendes Taawlathidansilflunsise Taun
Auusn %agaﬁmﬁuﬁﬁﬂéauqma lAun et ang
WiNsAne $1els Yszaunsavinnu uazszAunisyieu
Hlumnudaetlauuunsiaaausianis (Checklist) @du
7o maz%ﬁﬁmﬂﬂ?{ﬂuuﬂm XA RLALNAN
LUIAALAZNG D) UD1 Bass and Avolio (1994, pp.549-560)
laun nsnszauusaiunalawaznisianlala uaznisd
aumsalfuiiauaRuaznginssy dauil 3 Yausssy
29ANNT LﬂuuuﬁmﬁﬁmmmamLLmF\mLLa:mmﬁmm
Cooke and Lafferty (1994, pp.50) 1aun ﬂ']iqu\‘iﬂu—Lﬁu
N9UAIUTI UAZNMIINANUENTI BN A4 pnu
fmelalunsvineu TS fimaunmannunAnuas
N5 U83 Smith, Kendall and Hulin (1969, pp.112) laun
ummeLLILAT AL TLIL Srutitausaiey
FAUTFATN U ez A UAN LI AU 5 ANUKNHL
poasins HunuuipfifannnanuAnLazngsE
283 Meyer and Allen (1991, pp.61-98) TALN ALUTNE
uazdnla Frunsesegfuasdnng douil 6 wodnesy
mafluamndnfinuesesdinig TuLLATARELILAIN
LUIAALATVINEUBY Organ (1988, pp.67) lAuUn N1g
sl,ﬁﬂmuémﬁaimﬂﬁﬁﬁqﬁq@ﬁ'u N3l AT Ievde
LAYANUOANLAANAL ITIUANLNATI@IILIL Likert
Scale alin 5 =AU (ﬁaﬂﬁ'qm =1 AZWUL, ToE =2 AZLUL,
UUNae = 3 AZULUL, UN = 4 AZLUL, mﬂﬁqm =5
AZILLLY) Tnensulaninuuiazss a1 ddunsniadu
PAMUNINUNNTTL 0.80 (Wanichbuncha, 2014, pp.27)

5. ﬂ'ﬁm@mmwmaqtﬁi"mﬁa e lAvinnnem
AANLITiBana (Validity) wazanuiiedels Relibiity)
PAIULLIADLIONY NSIANANLITIENASS Tnennsnagal

PIUNALLA Index of item objective congruence (IOC)

mamwmaauqmmwm?'mﬁmmuaaumuﬁm l0C
5511974 0.67-1.00 dwFUNsInANLLERITUAE3E Alpha
Coefficient 1#Auidiasiusnauiaeton Ui 0.95

6. msnszvdaya TngldlusunsudriFagung
a0A SPSS version 16.0 Lﬁ'a%lm’]:ﬁﬁfv%’ﬂmaxﬁﬁmw
waeutlas Yanassuesdnig anuitanalalunisvinau
ANUNITUABDIANTT LLa:wqﬁﬂiiummﬂuﬁm%ﬂﬁﬁmm

v oa

a9An13 Ieelda ﬁﬁyugﬁu 1HuN NN9UANUAIAINYE
Aiadn Afetaz AdrudinauuRsgL ManduiLg
SN e[S LLa:M@LmimmL?fnvgﬂmqaa&ﬁamﬁmmzﬁ
E‘w%wamaqm'g:éﬁqﬂﬂiLﬂgﬂuLLﬂaq TAIUE9TUBIANTT
AuNanalalunsvineu mmgﬂﬁurﬁiamﬁmiﬁ'dma
m"awqﬁﬂﬁmmﬂuﬂm%ﬂﬁﬁmmmﬁmi Tneniaue
AP 9 Ly Chi-square, Chi-square/df, df, p, GFl, CFl,
TLI, RMSEA, NFI (Wanichbuncha, 2014, pp.108)

dl Ve < v =~ =~
7. SZHZL']ﬁWV]eLﬂIeLUﬁWiLﬂ‘LI?’)‘LI?’)lJ‘]JﬂHa AR LARL

AAAL W.A. 2560 - LABULIUNAL W.A. 2561

wan1sANuIvY

nqusatnvdulvaumeAnds 41U 335 AU
a | v = 1 ) o
Aniilusanay 54.8 1018323931 - 40 U 91UIU 265 AU
a [t v =l a =X %% ; | =
Anifusasas 43.4 TqainisANmeAUAINISyynT
Ul 357 AU Astflusesay 58.4 1g1alagening
10,001 - 15,000 1N 91U 226 AU AaLTludatas 37.0
a o o 1 ) o
H1lszaungallunisvinanuszying 3-5 1l a1uqu 279 AU
Anidusesar 457 drunusauegluszaulfifnas
1wy 333 au Andusesar 545 wazeglulniui
Jminguasrsnil 91uau 368 AU Anidudesar 60.2
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sziuunn laun nisnszfuuseiiumalauaznisienlala X = 4.04) uaznisiigaunisaliuiiruARLaz g ANsTY
X = 415 TmusssuaIAnis wul1 nqumegruiuneluszauuan laun nasygeau-tdunisidiusay
X = 4.14) uaznisgennudniaresnu K = 4.18) anuitenelalunisviteu wuan nquiesaiudaelussfiuuin
13U EruAnaLIULAZANLEMElLY (X = 3.88) Auitaudanau X = 4.02) @ity X = 4.06) uas
ANz (X = 4.20) ANUENTUABEIANTT WU naumestaiudelusziuuin Taun fuseniewazania
X = 4.14) uazfnumsasagiuasdng (X = 3.88) noAnssunefuauniniiduasasdng wud nquaatnafiufie
Tusziuunn laun mﬂﬁmwm}'mm%a‘[mm”ﬁﬁqﬁqéﬁu X = 4.20) NMslANUIIEas (X = 4.08) LazZANUBANU
ANAL (X = 3.94)

HaNIAsIREBLANLIMINZALYasTayanathllinszilumaaunisias@in Mensmaseumanduiuga
r}ﬁLLﬂﬁ?ﬁqmm“lﬁ@w’amw?ﬁsﬁawﬁmﬁuémmGTQLLﬂmﬂL&TﬁﬁLﬂuﬁaLLﬂﬁvaﬁsLummmé’ummm (Inferval Scale) 1dunand
andunusaNesdU (Pearson Product Moment: PE) Lﬁmﬂuﬁyjmﬂaﬁm%’umﬁmm:ﬁ Taun wrsndanduiusiuma
N197A (Measurement Model) ﬁf«ﬁamazQﬂ'\ﬂﬁitﬂ?ﬂlﬂul,t,ﬂaqﬁuiuLmzﬁm tladeYmusssuasAnisiuiunaln tade
pnuienalalunisviuiulueedn fadeanugniusessinisitlunain wqﬁﬂiaumﬂﬂuam%ﬂﬁﬁmmmﬁmi
AU AusenaTid AyTlssdu 0.01 AnuduTusuuUSRm R hanuduiugifuun wasilmen
duiusluiiu 0.80 (nduysal) vinlvluifinaniaz Mutticollinearity (Wanichbuncha, 2014, pp.93) A90ANNUMNNZAL

gt 114 lunsiipanziaunislaseadng Structural Equation Model: SEM) Alauanslumnanam 1

ANTNT 1 Nam@mm%aummmmzamm?ﬁaga

TFLMSI  TFLAB OCTHF OCTAA JSTPO JSTCC JSTSS JSTTT OCMNA OCMCC OCBIO OCBAA 0OCBSS

TFLMSI 1

TFLAB 795 1

OCTHF 7317 879 1

OCTAA 657 598 765 1

JSTPO 658 614 685 557 1

Jstce 664 628 673 590 651 1

JSTSS 691 677 639 563 635 644 1

JSTTT 600 8127 722" 584 648" 589 581 1

OCMNA 619 644 680 556  .656 623 602  .700 1

OCMCC 497" 4547 482 407 586 474 415 469 638 1

OCBIO 523 551 626 5200 501 535 5120 845 719 442" 1

OCBAA 526 520 604 471 5562 583 5120 621 757 508 708" 1
OCBSS 504 483 541 393" 486 518 466 548 600 436 707 637 1
Mean 404 415 414 418  3.88 402 406 4.0 4.14 3.88  4.20 4.08 3.94
S.D. 056 054 0.54 054 061 062 060 058 0.60 069 055 0.63 0.62

**_ Correlation is significant at the 0.01 level (2-tailed). Kaiser-Meyer-Olkin Measure of Sampling Adequacy= 0.946
Bartlett's Test of Sphericity=6297.654 df= 78 Sig. 0.00
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TngUszaeAn 2 Aimsnzianuduiusuazauinansnassninetfadanizguinisilasuulas TausesundAnis
puienelalunisyien anugniiusessfnsfidsaneng Anssunisifuamndninvesssins lusaaunisiasaing
AN IANUNENATS 198 1HewanAmiIniiade Factor loading) HAnsawa 0.30 Aull wazitedAynieada

(Kulthakornsate, 2015, pp.149)

dl I aa a B v a o o
ANTINN 2 LAY ﬂ’]?mmﬂ’i‘ZLlIUﬂ'J’]lJﬂﬂllﬁﬁus]m\ﬂLILﬂﬂs]ml,luﬁt‘]lﬂﬂi?ﬂﬂ‘]ﬂ'

ATUANNANNAL oA TwnaFuun Tumagavine
1.5 laifiviadnAty (p>0.05) 0.000 0.071
2. Y /f <2.00 2.540 1.055
3. GFI 20.90 0.805 0.926
4. CFI >0.90 0.912 0.997
5. RMSEA <0.08 0.050 0.010
6. NFI 20.90 0.863 0.951
7.TLI 20.90 0.907 0.997
8. HOELTER >200 254 614

%% s

mﬂﬂiauLLuaﬁmTumﬁ%’ﬂﬁammé’mﬁmﬁa%aL%qﬂi:f«mu 1HR9aINANUNANNAUR AR TUNINGIL WLAN

a

nanaaaulad-auwnd (Chi-square) lalfitidAyneanangzi 0.05 (P=0.713 0.05) Tuilulimundninusinimun
11 Wieansansvtinguitimun linssAuuinnavisaniiu 0.90 wud fatinnalaun GFl = 0.926, CFl = 0.997, NFI
=0.951, TLl = 0.997 HAUNUNAILAL LaraatldmSuntimua AN futiasaninvisawingi 0.08 WuI1 At RMSEA

= 0010 thunudiivual’ dwdatindmualinssiuuinnn 200 wuan fail HOELTER = 614 Asagu/ladnAauy
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H1: TFL-->OCT 972 .063 | 15.386 | 0.000*** 842 0.972 | 0.972* | 0.000 HaNTU
H2: TFL-->JST 417 .067 | 6.184 | 0.000*** 410 0.899 | 0.417* | 0.482* HaNTU
H3: TFL-->OCM 259 A11 | 2344 | 19 204 - - - Ufas
H4: TFL-->OCB -.456 122 | -3.750 | 0.000*** -.451 0.697 | 0.456* | 1.153* HaNTU
H5: OCT-->JST 496 .063 | 7.872 | 0.000*** 563 0.496 | 0.496* | 0.000 HaNFL
H6: OCT-->0OCM 17 119 .984 .325 .106 - - - ‘i_@mﬁ
H7: OCT-->0CB -134 122 | -1.099 | .272 -.153 - - - ‘i_@mﬁ
H8: JST-->OCM 678 175 | 3.869 | 0.000*** 542 0.678 | 0.678* | 0.000 HaNFL
H9: JST-->0OCB .941 226 | 4.164 | 0.000*** .946 1.243 | 0.941* | 0.302* HaNTU
H10:0CM-->0CB 445 .063 | 7.071 | 0.000*** 561 0.445 | 0.445* | 0.000 HaNFL
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Abstract

The educational programs in Human Resource Development (HRD) in Thailand have operated for more than
20 years, with a partnership between scholars and practitioners (McLean & Akaraborworn, 2014). As the quality of
educational programs requires the content to be up-to-date and suitable for current situations (Kuchinke, 2007:
Sritanyarat & Russ-Eft, 2016), this paper provides an understanding of the needs in HRD Education af the graduate
level in Thailand. A review of literature and interviews with HRD education stakeholders were performed to develop
the questionnaire. Further, a survey was performed with various stakeholders. It was found that the most needed
areas in HRD education were communication, tfalent management, consultation, and organizational culture.
Exploratory factor analysis categorized the subject areas into ten groups, including human resource development
in different contexts, such as individual level organizational level, and international context, human resource
management, research methods, business management, theory-based courses, and ethics. The results of this
study aligned with the literature, as well as Thailand’s HR professional standards. This paper reveals the expected
outcomes of HRD programs and offers implications for designing, improving, and evaluating curriculum of the

HRD programs according to the needs of various stakeholders.

Keywords : human resource development, HRD, higher education, HRD education, HRD curriculum, HRD

programs, Thailand
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Introduction

Human resource development (HRD), along with
organization development (OD), receives extensive
attention by both scholars and practitioners in Thailand.
The concept of HRD was added to the third national
economic and social development plan (School of
Human Resource Development, National Institute of
Development Administration, 2013). The sixth national
economic and social development plan (2540-2544
B.E.) had emphasized Thais’ potential development in
order to improve their competencies and skills in work
that could reflect on economic and social development
intoday’s rapidly-changing society (Natfional Economic
and Social Development Board, 2008). According to
the plan, many academic institutions are interested in
developing and offering HRD curricula. Mclean and
Akaraborworn (2014) researched HRD education in
Thailand from 1992 to 2014 and found that there were 14
programs in both public and private institutions that were
certified by the Office of Higher Education Commission,
consisting of one program in the undergraduate level;
five programs in the master’s degree level; and eight
programs in the doctoral degree level.

HRD education in Thailand has been operated
for more than 20 years and has a strong partnership
between scholars and practitioners (MclLean &
Akaraborworn, 2014). However, changes in economic,
social, and cross-cultural collaboration have had an
extreme effect on education. Therefore, education
programs need to adapt to serve the needs of society,
which are the actual customers of the educational
system. At present, the gaps between scholars and

practitioners continue to increase (Kuchinke, 2007), and
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the quality of educational programs requires content
and subjects that are up to date with and suitable for
current situations and the environment (Sritanyarat &
Russ-Eft, 2016). Therefore, curriculum of the educational
programs should be designed and structured to serve
social situations and stakeholders’ needs to achieve
high quality. Despite the needs to advance the field
of HRD in Thailand, and the needs to continuously
develop the curriculum of the educational programs,
there has been limited input to inform about what needs
fo be focused in the curriculum of the educational
programs. The study of the needs for HRD education
infend to help the education institutions deliver high-
quality programs and graduates for the society, and to
communicate with all stakeholders, including students,
stakeholders, and prospect students, as well as to involve
HRD programs in order to understand their needs and
to attract them to the institution. In order to serve the
previously-mentioned purposes, the research question
of this study is: What are the needs in HRD education
at graduate level in Thailand? This study chose the
context of graduate level because of the nature of
research influences in teaching and learning. Graduate
students and undergraduate students hold different
focus in learning. Graduate students often focus more
on their career development. Undergraduate students
have less focus regarding this matter. When they did
not share the same focus, this study chose the graduate
level confext for a potential in advancing the field of

HRD in Thailand.



Literature Review

Definition of HRD

There is no absolute meaning of HRD. The
foundation of HRD in Thailand came from the concept
in the United States (McLean & Akaraborworn, 2014).
Nadler’s (1970 as cited in McGuire, 2010) definition of
HRD is one of the well-known concepts. HRD, in his
perspective, is a process that is well-designed and
organized in order to change human behaviors in
a certain period of time. In his definition, there were
no details of the activities that could help change
behavior, expected behaviors, or the expected results
from the changed behaviors. McLagan (1989 as cited
in McGuire, 2010) provided details of the process in
behavioral changes. She defined HRD as the infegration
of fraining and development, career development, and
organizational development that could help improve
human and organization effectiveness. This definition
provides not only the types of activities but also
specifies the expected outcomes of HRD. Nadler and
Nadler’'s (1992) definition of HRD activities comprised
3 dimensions, as that of MclLagan (1989 as cited in
McGuire, 2010), yet there were different in terms of
detail. Nadler and Nadler’s (1992) definition consisted
of fraining (leaming activities supporting improvement
in one’s present work) (Garavan, 1997; Nadler &
Nadler, 1992); education (learning activities supporting
improvement in future work) (Garavan, 1997; Nadler &
Nadler, 1992); and development (learning activities that
do not focus on the work itself, but prepare learners
for learning and changes in the future) (Nadler &
Nadler, 1992). In addition, Watkins and Marsick (1997,

as cited in McGuire, 2010) discussed the idea that

HRD is not limited to training, career development, or
organizational development, but also includes adult
leaming activities such as coaching and mentoring
(McGuire, 2010). From MclLean and Mclean’s (2001)
perspective, HRD has a broad scope that can cover
the process, expectations, and outcomes of human
development in an individual, feam, organization,
community, nation, or in humanity at large. In the Thai
context, Na Chiangmai (1998) defined HRD as a process
that involves many stakeholders in order to develop
the competencies of the individual, the organization,
and the community through organizational and
community development in order fo achieve individual,
organization, and community goals efficiently and
effectively in a harmonious way.

In summary, HRD can be viewed according
fo many aspects, from purpose fo process and
stakeholders. HRD activities can define differently;
however, HRD’s purposes have always been connected
with the development of social units, and trying to yield
better outcomes or effectiveness.

HRD Education

HRD Education in Developing Countries. McLean
and Akaraborworn (2014) studied HRD education in
developing countries by using Thailand and Malaysia
as cases. They found that there was more than one
institution that provided HRD education in Thailand,
and the curricula were more established compared
with those of other developing countries. There were
more than 30 HRD related programs in atf the bachelor,
master, and doctoral degree level under different
names and different faculties. On the research side,

there was collaboration between researchers and
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practitioners, academic seminars, and more than five
HR journals. However, HRD education in Thailand has
fo expand its knowledge to neighbour countries, such
as the ASEAN countries, and build theories that could
be bridged with practices in the Thai context.

HRD Education in the United States. The field of
HRD has been growing. Kuchinke (2002) studied HRD
education in the United States and found that there
were 55 HR-related programs under different names
and different faculties. This was similar to the situation
of the HRD programs in Thailand that the number of
enrolments in after-hours programs was increasing,
which was also consistent with the situation in Thailand
(MclLean and Akaraborworn, 2014).

Kuchinke (2002) found that HRD education
should include instructional design, instructional
delivery, evaluation, adult leaming theories, needs and
performance analysis, history and philosophy of HRD,
instructional technology, organization development,
HRD consulting, management of HRD, organization
theory and behavior, organizational leamning and
leaming organization, computer applications in HRD,
principles of business, industry and management,
teams and group dynamics, change management,
diversity and multicultural HRD, instructional media,
distance learning, career development, strategic
HRD, psychological dimensions in HRD, facilitation,
communication in HRD, organization analysis, leadership
development, international HRD., action leamning and
action research, economic dimensions of HRD, HRD and
educational policy studies, and quality management.

Moreover, Hite and McDonald (2010) and

McDonald and Hite (2010) suggested that HRD

72 amuuiasuAnuiia:nswennsuyye UndNendelsssumaas

education should provide diversity management skills
to students, who would be HRD practitioners in the
future. Those skills include acknowledging different
behaviors, finding others’ strengths, acknowledging
and controlling biases, avoiding jumping fo biased
conclusions, performance-based management, and
leadership development for diversity in the organization
(Kormanik and Rajan, 2010).

HRD Education in Thailand

Mclean and Akaraborworn (2014) studied
HRD in higher education in Thailand and found that
there were 14 programs in seven institutes. Apart
from human resource development, ftitles of those
programs contain the terms organization development,
human capital management, HRD administration,
educational leadership, Human and Community
Resource Development, and Industrial Business and
Human Resource Development. These programs are
under either the department or school of business
administration, education, or human resource
development directly.

Most of the HRD programs aimed to produce
graduates that have three major characteristics: (1) fo
be knowledgeable and skilful in the human resource
development area; (2) to be moral and ethical in
terms of professional requirements; and (3) to exhibit
leadership qualities. In addition, the doctoral HRD
programs aimed to create research-based knowledge
in the field.

Human Resource Trends

The trends in the field of human resources reflect
changes that researchers and practitioners should be

concerned about. They also affect teaching, learning,



and the design of education programs. Studies of
human resource trends have done both at international
and national levels.

Human Resource Trends in International level.
The Society for Human Resource Management (2015)
proposed five key trends that impact the field of HR.
First, demographic shifts have affected human resource
management drastically. The following could be
considered as those shifts: 1) developed countries have
reached the stage of an aging society, 2) labor transfer
between countries, and 3) the workers in generation Y
have different needs and sources of motivations
from senior workers. Therefore, the compensation and
benefits in organizations have tended to become
more flexible and provide more opportunity for women,
veterans, and people with disabilities. Secondly,
fechnology can reduce the quantity of work for mid-
skilled workers, resulting in less employment. As those
that lose the job are overqualified to work at a lower
level, there could be an issue of unemployment. This
situation also causes a decrease in engagement,
retention, and overall production. Thirdly, there is a
gap between the education system, graduates, and
employment. Graduates are not well-prepared for work
in terms of either technical or soft skills, especially in the
area of STEM (Science, Technology, Engineering, and
Math). Fourthly, globalization, due fo fechnological
advancement, affects organizations——there will be
more inferational employees, suppliers, talents, and
leaders in organizations that are facing challenges in
managing these changes. Lastly, crowdsourcing has
become a new model of hiring: people, including

students, housewives, and retirees, can work anywhere

and at any fime. Organizations and start-ups need
to adapt their task decomposition in order to support
crowdsourcing.

In order to respond to those changes,
Akaraborworn (2011; 2014) studied human resource
trends in nine dimensions: workforce planning,
recruitment and selection, training and development,
career development, employee relationships,
performance management, compensation and
benefits, organization development, and corporate
social responsibility (CSR). One important finding was
that the majority of employees that stayed with a
company for a long period of fime and may be in fop
positions were retiring; thus organizations emphasized
succession planning, employee shortage planning,
and generation gaps. Organizations increasingly have
placed an interest in diversity management in tferms
of generations, nations, culture, and genders. More
women have tended to be employed in positions
traditionally given to males. In addition, health and the
environment have become an issue in the HRD field
including employee relation, compensation, and CSR.
Organizations have also emphasized environmentally-
friendly activities, taking care of people with disabilities,
and employees’ health and safety environmental
activities. The trend of a happy workplace was found
fo increase as well as the high performance and
healthy organization. Competencies that are more
expected were soft skills due to generational diversity
and technology. HRD has tended to place its interest
on developing people, not only regarding work-related
skills but also soft skills, such as teamwork, analytical

thinking, positive thinking, and so on. On the other
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hand, performance management is still focused on
the individual, as well as team performance and
performance-based pay, in order fo establish the high
performance organization. Moreover, HRD has had to
include technology in its functions.

Human Resource Trends in Thailand. In addition
fo research, the Personnel Management Association
of Thailand (PMAT) and the Thailand Professional
Quallification Institute (TPQI) developed HR professional
standards that certify human resources practitioners
in Thailand. This was the effort from the practitioner’s
perspective to advance the field of HRD in Thailand. This
standard is called the HR Occupational Standard Model
and comprises two main sections, namely: 1) HR expertise
competencies, including HR concept and strategy,
attraction and selection, remuneration management,
employee relations, learning and development,
workforce planning, performance management, career
management, and organization development, and
2) HR professional practices, including ethical practice,
analytical thinking and innovation, ICT and digital
skill, developing self and people, communication and
media literacy, collaboration, team and leadership,
change management and partnering, and diversity
management (Thailand Human Resources Certification
Institute, 2016).

In conclusion, according to the literature, HRD
programs should consider diversity issues (e.g. age,
natfion, and competencies), technology that could
improve the effectiveness of human resource work,
and the expectation of employers toward graduates
in terms of knowledge and soft skills that could serve

the labour market in the future.
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Methods and Methodology

This research used sequential exploratory
mixed method design (Creswell & Creswell, 2015) for
developmental purpose (Greene, Caracelli, & Graham,
1989). Each step was performed in sequence. The results
were concluded only after the final step was completed.

Step One: Literature Review

The first step was to review documents regarding
fourteen HRD education programs in Thailand based on
MclLean and Akaraborworn’s (2014) study. In this step,
qualitative data were collected, using data-driven
coding technique, to develop a list of subjects and
courses that are provided in the present. The findings
of this step were integrated with those of the second
step to develop questionnaire.

Step Two: Interview

The second step was interviews with stakeholders
to collect information about the needs of human
resource and organizational development education
in Thailand. In this case, these needs could be new
subjects and courses that have never been taught
in Thailand or that have not been taught in the past.
Apart from the literature review, interviews were one
of the methods used in the friangulation in order to
ensure the trustworthiness of information (Glesne, 2011).
Interviewees were purposively selected (Cooper and
Schindler, 2006) based on Kuchinke (2001) including:
(1) employers that are practitioners in the HRD field
(middle or top management) that recruited graduates
in HRD programs and that can provide a labor market
perspective; (2) lecturers in HRD education that can
provide academic perspective; and (3) graduates of

HRD programs that can apply their knowledge and



skills at works. Eleven inferviewees were inferviewed
to reach data saturation. Qualitative data from the
inferviews were analyzed by inter-rater approach to
develop coding system and to conclude the results of
the inferviews.

When put together the subject areas emerged
from the interviews with data from the literature review
of 14 HRD programs in higher education in Thailand,
60 subject areas of HRD programs emerged as can
be seen in Table 1. The detailed interview results were
not included in the report as of the agreement with alll
interviewees not to reveal the inferview results. To ensure
the trustworthiness of the findings, inter-rater approach
was performed in this step too.

Step Three: Questionnaire

The last step is a quantitative method. The
questionnaire, which was developed based on the
content analysis of the literature review and interview
data, comprised of three parts: 1) 5 items of personal
information; 2) 60 items of needs in HRD education at
the graduate level in Thailand using a 5-level Likert-
type scale; and 3) 60 items on the effectiveness of HRD
education at the graduate level in Thailand using a
6-level Likert-type scale, where the respondents could
choose cannot evaluate as an answer. A pilot test
was conducted with 30 stakeholders involved in HRD
education at the graduate level in Thailand. Cronbach’s
alpha coefficient was 0.963 for the needs and 0.969 for
the effectiveness of HRD education at the graduate
level in Thailand.

Based on Green (1994) and Tam (2001), the
stakeholders in higher education were lecturers/

instructors, officers in educational institutions, students,

related government sectors, and assessors from various
organizations. Moreover, this research included needs
from the employers’ perspective. Therefore, the size of
the population could not be estimated. According to
Krejcie and Morgan (1970), assuming the population
of 1,000,000, the possible sample size was 384. Thus,
500 questionnaires were distributed in hard copy and
electronic file to stakeholders, including lecturers/
instructors, officers in educational institutions, students,
including current students and people that are
interested in HRD education, government sectors, and
assessors from various organizations, employers, and
HR-related associations. The number of respondents
was 440 (88%) comprised of 21 lecturers (4.8%); 48
current students (10.9%): 32 alumni (7.3%); 5 employers
(1.1%); 225 HRD practitioners (51.1%); 86 people that
were inferested in HRD programs (19.5%); 11 officers in
program controlling, monitoring, and evaluating (2.5%):
and 12 noft stating their roles as stakeholders (2.7%).
Descriptive statistics, including percentage,
mean, and standard deviation, were used as well as
exploratory factor analysis to study the relationship
between subjects, in this case to uncover the potential
of grouping subject areas in manageable means for
curriculum development. The minimum loading for the
exploratory factor analysis was 0.40 according to Hair et
al. (1998). A t-test analysis was conducted to compare

the needs between different stakeholders.

Limitations
This study exhibited three main limitations.
First, the questionnaire respondents were mostly HRD

practitioners (61.1%). That could have affected the
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overall opinions. An explanation could be that many respondents have multiple roles, such as being students and
graduates that work in the HRD field. This study asked the Respondents to choose one perspective to provide their
answers. That could have resulted in such a proportion of respondents. However, the data from this group can be
analyzed in terms of the practitioners’ perspective clearly. Second, this study focused only on education at the
graduate level and did not cover other branches of education that could be involved with HRD, such as human
resource management, industrial psychology, and so on. Undergraduate or bachelor degree programs were not
included either. The reason was that there are differences between the undergraduate and graduate level, and
therefore the findings of this research did not cover programs and content for the undergraduate level. Finally, this
study focused only on HRD education in Thailand without including national diversity. However, the inferviewees
and respondents worked in both Thai and multinational organizations at the international level. Though there was

a difference in fypes of organization, this research was mainly focused on the Thai context.

Results
The results regarding the needs in HRD education at the graduate level in Thailand are shown in the table

below.

Table 1 Descriptive statistics on the needs in HRD education and the effectiveness of current HRD education

at the graduate level in Thailand

Descriptive statistics on
Descriptive statistics onthe
theeffectiveness of current HRD
needs
education

Std . Std .
Mean n S.D. Error Mean n S.D. Error

Subject areas

Mean Mean
1.Business and Entrepreneurship, 4.04 404  .901 .045 4.02 384 1.003 .05
Business Partnership
2.Marketing and Project Selling 3.34 397 934 .047 2.73 365 .96 .05
3.Process andOperation 3.91 401 .831 .041 2.9 386 .79 .04
Management
4.Risk Management 3.84 402  .878 .044 2.83 383 1.02 .05
5.International Business 3.47 403  .936 .047 2.81 375 1.01 .05
Management
6.Financial Management 3.56 400 .899 .045 2.78 371 .99 .05
7. Accounting for Management 3.48 399 .945 .047 2.80 370 1.05 .06
8.Career Development 429 400 .827 .041 3.04 395 1.01 .05
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Descriptive statistics on
Descriptive statistics onthe
the effectiveness of current HRD
needs
education

Subject areas
Std . Std .

Mean n S.D. Error Mean n S.D. Error

Mean Mean
9.Talent Management 4.40 401 782 .039 3.05 395 1.07 .05
10.Communication 4.41 400 .789 .039 3.20 397 1.02 .05
11.Consultation 434 398 .786 .039 3.04 395 1.07 .05

12.Critical and Systematic Thinking  4.28 393  .765 .039 3.02 379 1.06 .06

13.Diversity, multicultural HRD 427 39  .804 .040 3.00 386 1.04 .05

14.0rganization culture 434 393 .801 .040 3.06 385 1.05 .05

15.Global HRD,International HRD 410 392  .866 .044 2.85 376 1.19 .06

16.HR Trends 4.26 388 .806 .041 3.1 379 1.1 .06

17.Economics for Human Resource  3.95 391 .856 .043 2.87 379 1.05 .05

Development,Human Capital

18.Evaluation in HRD 4.33 391 .786 .040 3.09 385 1.05 .05

19.Group and Team Management 418 388 .784 .040 3.07 377 1.07 .06

20.Adult Learning Theories 3.80 388  .862 .044 2.86 374 1.07 0.55

21.History and Philosophy of HRD 343 392 927 .047 2.80 379 1.088 .06

22.HRD Theories 3.77 391 .906 .046 3.07 384 1.063 .054
23.0rganization Theory 3.71 393 910 .046 3.10 388 1.05 .05
24.Compensation Management 428 392 799 .040 3.27 388 1.068 .05

25.Industrial Relations, Employee 424 390 .863 .044 3.24 385 1.05 .04

Relations,Occupational Health and

Safety

26.Quality of Life 3.98 392 .893 .045 3.04 379 1.06 .05
27.Recruitment and Selection 419 390 .863 .044 3.29 385 1.06 .05
28.Management of HRD 427 393 .812 .041 3.32 387 1.07 .05
29.Tools in HRD 422 390 .825 .042 3.26 384 1.04 .05

30.Labour and HRD-Related Laws 426 393 .847 .043 3.31 386 1.03 .05

31.Job Evaluation 4.15 392  .829 .042 3.18 384 1.1 .06

32.0rganization Architecture 411 388 .836 .042 2.89 378 1.04 .05
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Descriptive statistics on
Descriptive statistics onthe
theeffectiveness of current HRD
needs
education

Subject areas
Std . Std .

Mean n S.D. Error Mean n S.D. Error

Mean Mean
33.Human Resource Analytics and  4.08 389  .841 .043 2.89 382 1.09 .06
Information Systems
34.Innovation in HRD 415 387 .855 .043 294 375 1.1 .06
35.Internship 3.60 389 .954 .048 286 375 1.03 .05

36.Leadership Development and 422 389 .823 .042 3.13 386 1.05 .05

Management
37.Mentoring and Facilitating 3.97 390 .881 .045 2.87 385 1.10 .06
38.Community 3.60 390 .895 .045 2.80 374 1.04 .05

Development,Sustainable

development

39.National Human Resource 3.75 390 914 .046 2.84 372 1.06 .06
Development,Social and

Education Development

40.0rganization Development 418 391 .827 .042 3.17 386 1.02 .05
41.Change Management 415 388 .824 .042 3.08 382 1.05 .05
42.0rganizational Learning, 412 391 .852 .043 3.10 385 1.07 .05

Learning Organization

43.Knowledge Management 4.05 391 .879 .044 3.1 387 1.06 .05
44, Performance Management 420 390 .866 .044 3.14 389 1.08 .06
45.0rganization Behavior 405 389 .857 .043 3.23 388 1.08 .06
46.Psychology 4.05 390 .874 .044 3.16 378 1.04 .06
47.Quality Management 3.89 389 .898 .046 3.03 377 1.06 .06

48.Research -Independent Study, 3.65 390 1.019 .052 3.08 385 1.06 .05

Thesis, Dissertation

49.Research Methods and 3.67 389 997 .051 3.06 384 1.10 .06
Methodologies
50.Seminar 3.65 388 .941 .048 3.16 386 1.07 .05
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Descriptive statistics on
Descriptive statistics onthe
theeffectiveness of current HRD
needs
education

Std . Std .
Mean n S.D. Error Mean n S.D. Error

Subject areas

Mean Mean
51.Special Topic Study 3.56 389 911 .046 3.04 382 1.07 .06
52.Statistics 359 385 .920 .047 296 382 1.07 .06
53.Training and Development - 3.99 389 .897 .045 3.19 385 1.05 .05
Instructional Delivery
54.Training and Development - 406 388 .890 .045 3.22 385 1.04 .05

Instructional Design

55.HRD, Educational Policy Studies  3.82 388  .897 .046 3.12 378 1.03 .05

56.Strategic HR 422 389 .852 .043 3.14 384 1.05 .05

57.Project Management 3.88 388 .868 .044 3.02 384 1.02 .05

58.Ethics, Corporate Governance, 413 389 .885 .045 3.1 382 1.06 .05

Corporate Social Responsibility

59.Foundation for Graduate 3.61 391 .968 .049 2.96 385 1.07 .05
Studies
60.Foreign Languages 425 391 .933 .047 3.05 383 1.22 .06

It can be seen from the above fable that the three most-needed areas in HRD education were:
1) communication (mean = 4.41), 2) talent management (mean = 4.40), and 3) consultation and organization
culture (mean = 4.34). The mean score was categorized according fo 5 levels: 1) most important (mean = 4.21-5.00);
2) important (mean = 3.41-4.20); 3) moderate (mean = 2.61-3.40); 4) not quite necessary (mean = 1.81-2.60); and
not necessary at all (mean-1.00-1.80). All of the subjects were ranked in group 1 and 2, showing that they were
perceived as important to the most important subject areas, except for marketing and project selling, which fell
info group 3, showing that it was perceived as moderately important.

Furthermore, exploratory factor analysis was conducted in order to investigate the relationships between
the subjects, which were categorized info 10 groups as shown below.

Group 1 : HR Functions at the Organization Level (13 subjects) : 1) Organization Development;
2) Organizational Leamning/ Learning Organization; 3) Performance Management; 4) Knowledge Management;

5) Change Management; 6) Organization Behavior; 7) Organization Architecture; 8) Human Resource Analytics and
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Information Systems; 9) Innovation in HRD: 10) Mentforing
and Facilitating; 11) Strategic HR; 12) Leadership
Development and Management; and 13) Tools in HRD.

Group 2 : HR Functions at the Individual Level
(11 subjects) : 1) Consultation: 2) Communication;
3) Diversity/ Multicultural HRD; 4) Talent Management;
5) Critical and Systematic Thinking: 6) Career
Development; 7) Organization Culture; 8) HR Trends;
9) Evaluation in HRD; 10) haviour Business and
Entrepreneurship/ Business Partnership; and 11 Group
and Team Management.

Group 3 : Research, Research Methods, and
Methodologies (10 subjects) : Research Methods and
Methodologies; 2) Special Topic Study; 3) Research
- Independent Study/Thesis/Dissertation; 4) Seminar;
5) Statistics; 6) Foundation for Graduate Studies;
7) Community Development/ Sustainable Development:;
8) Foreign Languages; 9) NHRD/ Social and Education
Development; and 10) Project Management.

Group 4 : Human Resource Management
(6 subjects) : 1) Recruitment and Selection; 2) Labor and
HR-Related Laws; 3) Industrial Relations/ Employee
Relation/ Occupational Health and Safety;
4) Compensation Management; 5) Management of
HRD: and 6) Quality of Life.

Group 5 : Business Management (6 subjects) :
1) Financial Management; 2) Accounting for
Management; 3) International Business Management;
4) Marketing and Project Selling: 5) Risk Management;
and 6) Process management/ Operation Management.

Group 6 : Human Development (4 subjects) :
1) Training and Development - Instructional Delivery;

2) Training and Development - Instructional Design:;

80 amuuiasuAnuIia:nSweNNsUYYE UndNeNdesssumaas

3) HRD/ Educational Policy Studies; and 4) Job
Evaluation.

Group 7 : Grounding Theories (4 subjects) :
1) History and Philosophy of HRD; 2) HRD Theories;
3) Organization Theory; and 4) Adult Learning Theories.

Group 8 : HRD-related Subjects (3 subjects) :
1) Psychology: 2) Internship: and 3) Quality Management.

Group 9 : Advanced HRD (2 subjects) : 1) Global
HRD/ International HRD; and 2) Economics for Human
Resource Development/ Human Capital.

Group 10: Ethics : Ethics, Corporate Governance

/ Corporate Social Responsibility.



Table 2 Results of exploratory factor analysis on the needs in HRD education

Component

1 2 3 4 5 6 7 8 9 10

Subject areas

Organization Development 731 264 270 102 083 .040 129  .107  .103 055

Learning Organization

Performance Management .706 315 91279 .044 .087 099 015 .006 -.054
Knowledge Management 653 250 270 218 146 133 132 170 -.003 -.048
Change Management 646 .350 351 77 .041 .020 .006 .109 .032 -.007
Organization Behavior 614 .266 200 239 .000 210 283 164 .026 -.012
Organization Architecture 604 228 17079 128 392 204 -.038 192 126
HR Analytics and Information 531 223 A21 .226 119 .354 265 -.0561 167 .236
System

Innovation in HRD 526 210 279 133 061 298 216  .089  .244 212
Mentoring and Facilitating 504 271 292 129 137 199 .070 226 .057 73
Strategic HR 481 .326 248 211 078 462 055  -.073 014 151
Leadership Management and 448 .266 140 322 232 270 145 270 .046 .033

Development

HRD Tools 436 .344 108 411 -.042 261 198 .065 132 .049
Consultation 233 751 112159 -012 .046 108 .095 .040 .052
Communication 143 737 068 255 103 .034  -.007 187 -122 149
Diversity Multicultural HRD 209 704 124 .100 .002 .094 216 .060 .265 .073
Talent Management 360  B58 035 255 134 130 -014  -.062 .062 -.097
Critical and System Thinking 254 641 134 105 194 .064 215 -.026 .010 .160
Career Development 252 @26 176 235 179 147 056 -240  .061  -.047
Organization Culture 299 624 124 215 -.024 151 105 .093 .294 .011
HR Trends and Issues A77 570 139 208 .028 AT7 161 12 .364 .086
Evaluation in HRD 216 471 186 .333  -.004 .245 .201 .021 .338 -.206
Business and 350 435 098 -.118 425 142 -016 069  -.102 -.280

Entrepreneurship

Group and Team 71 413 258 314 107 156 303 261 208 -.090
Management

Methodologies
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Special Topic Study 195 125 764 126 112 211 063 105 117 -.039

Research IS Thesis .328 115 763 .029 129 .037 214 -.050 .086 -.104
Dissertation

Seminar A27 237 651 .207 .005 .236 155 189 .063 042
Statistics .207 079 649  .065 120 .307 112 -.003 .080 .065
Foundation for Graduate 166 105 644 .205 164 67 210 A77 - -.030 .284
Studies

Community Development and A1 079 534  .043 .207 .002 214 .210 .060 315

Sustainable Development

Foreign Languages 005 216 509 387 134 015 -132 108 114 379

NHRD / Social and Education 423 143 452 083 155 079 266 .147 248  .355

Development

Project Management .359 161 442 120 170 .398 106 109 -.061 189
Recruitment and Selection .202 214 122 711 .077 .245 150 .250 .046 -.036
Labour Law 200 199 096 .706 015 139 175 005 127 232
Industrial Relations A75 .261 151  .695 .090 118 275 -.002 .022 .060

/Employee Relations /OHSE

Compensation Management 230 247 070 .620 194 201 171 -095  .065 -.026
Management of HRD 355 374 122 581 -025 186 166  .145 012 044
Quality of Life A25 134 290 570 242 029 139 259 086 -.004
Financial Management 078 016 (096 225 844 -043 000 -040 073 018
Accounting for Management 031 -022 075 230 .798 -057 .007 -088  .193 .007
International Business 036 074 195 010 766 052 .015 .061  .155 208
Management

Marketing Selling 113 013 .08 -118 @77 072 073 375 -127 -194
Risk Management A37 353 197 -002 580 220 159 .041  -137 143
Process Management and A72 391 048 043 521 291 214 185  -.191 -.026

Operation Management

Training and Development: 148 156 357 249 036 718 120 187  .049  -.085

Instructional Delivery

Training and Development: 207 182 346 237 030 715 082 135 055  -.091
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Instructional Design

HRD Education Policy Studies SEHE) .061 .329 .248 .075 553 .234 112 .087 132
Job Evaluation 443 225 095 321 081 456 235 -049  .161 180
History and Philosophy 107 .086 272 252 107 132 761 A1 130 .091
of HRD

HRD Theories 215 183 249 276 .023 167 726 .047 130 .033
Organization Theory 276 213 232 277 062 174 e -003  .009 071
Adult Learning Theories A70 322 290 188 074 .013 539 311 .093  -114
Psychology 278 248 .093 274 113 .358 117 519 .083 244
Internship 284  -011 401 187 089  .161 200 495  .148 .005
Quality Management 328 090 350 .232 231 167 143 479 116 132
Global HRD/ 216 407 274 119 110 089 144 111 607 132

International HRD

Human Capital

Ethics/ Corporate 224 252399 320 .17 121 A7T1 M9 -118 4BQ

Governance/ CSR

Note. Factor loadings < .4 are suppressed
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The results regarding the effectiveness of current
HRD education at the graduate level in Thailand were
analyzed from the data collected using the third part
of the distributed questionnaire. It was shown in table 1
that the three most effective subject areas were
1) business and entrepreneurship/business partnership
(mean = 4.02), 2) management of HRD (mean = 3.32),
and (3) labor and HR-related law (mean = 3.31). The
mean score was categorized into five levels: (1) very
effective (mean = 4.21 - 5.00); (2) effective (mean =
3.41-4.20); (3) moderately effective (mean =2.61 - 3.40);
(4) not quite effective (mean = 1.81 - 2.60); and not
effective at all (mean = 1.00-1.80). Most of the subject
areas were ranked moderately effective, while none
of subject areas were ranked as not quite effective or
not effective at all. The least effective subject area was
marketing and project selling (mean = 2.73).

The post-hoc analysis which was the t-test
analysis indicated that there was a difference
between the needs and effectiveness of HRD subjects
in preparing graduates for the labour market at the
0.001 significance level. It can be asserted then that
the effectiveness of HRD education still did not meet

the needs of stakeholders.

Discussion

The results of this study reflected scope of HRD
including the processes, expectations, and outcomes
regarding individuals, feams, organizations, the
community, or humanity. Also, the results affirmed the
leaming focus and the performance focus of HRD. The
results could be considered aligning with the existing
literatures about definitions of HRD proposed MclLean

and MclLean’s (2001), Watkins and Marsick’s (1997 as
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cited in McGuire, 2010), and Swanson’s (1995).

According to the results presented earlier,
distance learning and strategic HRD were not found,
even they were presented in many literatures. That might
have occurred due to the title of subject called human
resource development tools that already included
distance learning. Moreover, the title of strategic HRD
was dlready the infegration of 60 subjects in HRD in
order to serve organization strategy. The integration also
included business acumen, operatfion management,
the human resource development technique, and soft
skills development. Furthermore, the need for computer
for applications for HRD was not clearly stated. It could
be implied that this subject was a part of the human
resource analytics and information system. Instructional
technology was not found either. The explanation could
be that this study revealed the area of training and
development-instructional delivery and instructional
design as related to instructional technology. The
principles of business, industry and management
were found in many subjects due to the separation of
business info seven categories, namely; business and
entrepreneurship/business partnership; marketing and
project selling; process management and operation
management; risk management; international business
management; financial management; and accounting
for management.

The results of this study and Kuchinke’s (2002)
suggestion, presented earlier, were in the same
direction. This study seems to cover more details
however of the subject areas. The findings also indicate
that the evolution of HRD education developed into
multi-disciplinary studly.

The results covered both expectation from

the academia and practitioners. According to the



HR Occupational Standard Model (Thailand Human
Resources Certification Institute, 2016), almost every
aspect of HR professional requirements were presented
in the results, except 1) HR concept and strategy.
which suggest that strategic HRD already covers the
HR concept and strategy: 2) workforce planning,
which is generally found in the human resource
management field rather than HRD; and 3) developing
self and people, which suggests that this competency
is a part of many subject areas, such as analytic and
systematic thinking, adult learning theories, training and
development-instructional delivery and training and
development-instructional design in HRD education.
It could be concluded that the results of this study
could respond to the needs of the practitioners at a

high extend.

Implication for Practice

First, as this research investigated the needs
of HRD education at the graduate level in Thailand,
the expected implications would be the design,
improvement, and evaluation of HRD programs
according to the needs of various stakeholders.
Second, this study illustrated the exploratory factor
analysis results that put 60 subject areas into 10 groups.
HRD program directors or management could use this
information in categorizing the subjects in their program
in order to provide the necessary knowledge and
skills that would serve the needs of the labour market.
Finally, the findings of this study and HR professional
standards have different focuses. Therefore, some of
the competencies mentioned in the HR professional
standards were not obviously stated in the findings.
However, those competencies were found in some
subjects according to this study. HRD program

management could consider designing courses and

communicate the programs’ focus and expected
outcomes to people that are interested in the program,
students, employers, and other stakeholders in order to
provide common understanding about the program

and related competencies required for HR professionals.

Suggestions for Future Research

First, according to the analysis and discussion
regarding the needs for HRD education in Thailand,
stakeholders can be categorized into two major
groups according to their needs: (1) direct stakeholders
including lecturers, students, and alumni; (2) indirect
stakeholders including employers, people that are
inferested in HRD programs, HR practitioners, and
program monitoring, controlling, or evaluating officers
(e.g. program director and quality assurance officer). In
the future, researchers can investigate these needs more
deeply, including their roles, needs, and expectations
regarding HRD programs. Second, future research can
be conducted at the undergraduate level in order to
determine these needs and to make suggestions for
the related programs. Moreover, comparative study
can be conducted between the undergraduate and
graduate level in order to integrate and support learning
at each level in order to contributively develop the
quality of graduates. Finally, research can be done in
each country, especially in ASEAN countries, in order to
compare stakeholders’ needs in HRD programs as this
could help with understanding needs at the international
level. Furthermore, comparative study between types
of organizations (e.g. public, private, or multinational
level) could provide greater understanding of the needs
of each organization, and HRD programs then could

serve the needs of the market more accurately. A
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Abstract

This article studies the application among Human Capital Management and Human Resources approach
in Thai organizations based on the concepts of applied economics, materialism and capitalism. There are two
objectives of the study. Firstly: to exhibit the knowledge collecting from Human Resources and Human Capital
theorists and practitioners. Secondly, to investigate and assess whether the application of best practices vs.
best fit is preferable and lead to the desire outcome of Thai’s organizations (both of public and private units).
It is divided into two main parts. The first part will describe and discuss the both concept and their dissimilarity.
The second part discusses the application of this approach in terms of appropriateness when adopting in Thai
organizations’ context. This is done by employing 2 key analytical approaches: 1) Philosophical-based analyses,
i.e., ontology, epistemology, logic, ethics, axiology and methodology: 2) Concentrating and adopting Burrell and
Morgan (1979) ideologies.

The data collection is principally based on the secondary data by reviewing the relevant literature including
concepts, principles, theories as well as analysis and interpretation of method-comparison study. This paper
compares and distinguish, which approach is the most desirable between human capital and human resources
management. Because these two people management approaches are not inherently ‘good’ or ‘bad.” They
are just different and interchangeable. But in the end, achievement of likable firm performance is primarily
focused. The writer’s perspective cannot generalize that any of these two concepts is compatible with all types
of organization. Thai’s private firm, a dynamic and transformational mode may suitably fit with the application
of human capital approach, while the transactional style of government unit that is implied as organization as
machines (Morgan, 1986) hold a limitation and challenging from the heavy and bureaucratic system. The latter

organization still deploy the human resources concept but should enhance this approach strategically.
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As a conformist, fo just follow through without strict consideration may lead to the opposite outcomes. As
both of these people management approaches are mutually corroboration and interdependence; therefore,
the optional preferred application over the firms could be ‘mixed approach’ that sustains the professionalism of
human resources, while ensuring the strategic human capital management. Conform to the study of Chueasraku
(2018) that found the collaboration among two approaches have led and significant effects on the people

management effectiveness with the power of prediction as 54.9%.

Keywords : Human Capital, Human Resources, Thai Organizations
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Abstract

llegal Thai workers in the Republic of Korea (South Korea) have risen sharply, with 67,534 employees, or 75
percent of Thai workers, remaining in 2017, the highest proportion compared to other foreign workers in South
Korea. lllegal labor has the potential to undermine labor and the nation. This article explores the causes of problems
and solutions by interviewing key persons, reviewing related studies and gathering information from websites of
the Ministry of Labor of both countries. The study indicated that the opportunity to tfravel to work legally is low
while the minimum wage in South Korea is much higher than in Thailand. Thus, many Thai workers illegally work in
South Korea. To fix the problem, the Ministry of Labor should develop measures to assess illegal situation of Thai
workers in South Korea. lllegal Thai workers should be encouraged to return to Thailand with some incentives. The
length of time to receive the certificate of conduct should be reduced. The brokers, job agencies and touring
companies that bring in illegal workers should be suppressed. The Thai government should consult with South
Korea to allow for Thai massage therapists to work in the country. Proper occupations should be prepared for

returned migrant workers.

Keywords : lllegal workers, Thai workers, South Korea
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