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Abstract

The object of this research is to explore how motivation (intrinsic and extrinsic) works synergistically in the new
product development (NPD) project team proceeding through three project stages (i.e., beginning, ongoing and
finishing). Recently, scholars have found the synergistic roles of infrinsic and extrinsic motivation that work on new
product development (NPD) projects particularly in the context of technology-intensive firms (TIFs). However, both
types of motivation can appear in a temporary state that needs to motivate a project feam continuously over long
periods of project tfime. Based on Amabile (1993)’s motivation synergy theory, three illustrative case studies in TIFs
provide the roles of motivation synergy (i.e.. infrinsic and extrinsic) of a project team for each project stage. This
research contributes to the literature of technology management, particularly in human resource management
practices fo enhance a project feam’s synergistic motivation through a three-stage project to ensure the desired

NPD project performance. Finally, this research proposes a set of propositions. Implications are discussed.

Keywords : Mofivation Synergy. Intrinsic Motivation, Extrinsic Motivation, New Product Development,

Technology-Intensive Firms
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1. Introduction

The iron triangle of time, cost and quality
for project completion is widely recognized as the
key indicator of project success (PMI, 2008). More
specifically under the increasing complex environment
in tfechnology-intensive firms (TIFs), new product
development (NPD) projects have required a substantial
commitment of company resources to ensure advances
in tfechnology through tfimely new products to the
marketplace (Collins and Smith, 2006; Makri et al.,
2006). Many studies found that NPD success depends
not only on the project team’s capability, but also
on their intrinsic and extrinsic motivation to work in
the high-velocity TIF environment (e.g., Dewett, 2007;
Popaitoon and Popaitoon, 2016; Schmid and Adams,
2008). Moreover, Zhao and Chadwick (2014) point
that project team’s motivation for NPD success is more
important than their NPD capability in determining TIFs’
innovation performance, since the NPD team involves
an extremely collective effort under work pressures for
driving creativity and innovation. Hence, this research
aims to study a project team’s motivation for NPD
success in TIFs.

In the literature, Deci (1975) has categorized work
motivation into two types: that of extrinsic and infrinsic
motivation. Extrinsic motivation results from financial
rewards and incentives (external) that organizations
use in a price system fo stimulate knowledge sharing
by linking employees’ monetary motives fo the goal
of the firm. In contrast, intrinsic motivation refers to the
motivational state in which an individual is affracted
to their work or committed to the work itself, which

motivation is not due to any external outcomes.
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Amabile (1993) argues that both types of extrinsic and
intrinsic motivation can have very important effects
on the different ways to ensure the quality of work
performance, particularly in relationship to innovation
contfexts. For example, in the context of NPD in TIFs,
many studies have found that a project team’s
intrinsic motivation is significant for transferring best
practices and for fostering a creativity climate (e.g.,
Dewett, 2007). Further, extrinsic motivation also plays a
trigger role in the speed of project management (e.g.,
Popaitoon and Siengthai, 2014). As such, Amabile (1993)
has proposed a model of motivational synergy that
emphasizes the ways in which infrinsic motivation might
interact with exfrinsic motivation so that both types
can combine synergistically in the two important roles
of extrinsics in service of infrinsics and the motivation-
work cycle match.

The role of extrinsics in service of infrinsics is
supported by many empirical studies (e.g., Cerasoli et
al., 2014; Makri et al., 2006; Popaitoon and Popaitoon,
2016). For example, based on sample of 198 NPD
projects in MNC automobiles in Thailand, Popaitoon
and Popaitoon (2016) found that intrinsic motivation
could directly influence NPD projects for the short-
and long-term performance, and that the impact of
intrinsic motivation on these project outcomes could be
improved on the condition that employees perceived
extrinsic rewards. However, how the motivation-work
cycle match (i.e., infrinsic and extrinsic) synergistically
works during the project stages (i.e., beginning, ongoing
and finishing) is still unclear. This also reflects on recent
calls for research on motivation during each project

stage, since both types of motivation appear in a



temporary state that need to continuously motivate a
project team over long periods of project time (Amabile
and Pratft, 2016; Popaitoon and Popaitoon, 2016; Zhao
and Chadwich, 2014).

Accordingly, this research attempts to answer the
research question of “What and how does motivation
(extrinsic and intrinsic) synergistically work for the three
project stages (i.e., beginning, ongoing. finishing)?”
To answer this question, this research uses the case
study method based on three selected case studies
in TIFs. Given these findings, this research contributes
to the literature of technology management by
(1) applying the theory of motivational synergy (Amabile,
1993) based on case study research in the real context
(Amabile and Pratt, 2016), (2) exploring the synergistic
role of intrinsic and extrinsic motivation fo enhance the
NPD project success in the context of TIFs (e.g., Keegan
et al., 2018; Popaitoon and Popaitoon, 2016), and
(3) providing a set of propositions. This paper is structured
as follows. The next section reviews the literature and
develops the specific research question. After outlining
the research methodology, | describe and discuss the
empirical findings based on the three selected case
studies. Finally, the paper concludes by providing a set

of propositions and implications.

2. Literature Review
2.1. New product development projects in technology-
intensive firms

Technology-intensive firms refer to companies
that emphasize invention and innovation in their
business strategy, deploy a significant percentage of

their financial resources to research and development

(R&D) and use advanced technology to develop new
products in a timely manner to the market (adapt from
Marki et al., 2006). Wheelwright and Clark (1992) point
out that the competitiveness of TIFs, particularly in the
automobile industry, depends ultimately on the success
of their NPD projects. This is not only for improving market
position, but also for creating new industry standards.
Based on the context of the study, multinational
company (MNC) in Thai automotive industry is viewed
as TIFs, since multinational companies are constantly
commissioning new product R&D projects to ensure
advances in technology through the introduction of
timely new products to the marketplace (BOI, 2016).
Recently MNC automobiles in Thailand have faced
challenging issues such as international standardization,
intensive international competition, and global
shortages of energy. These challenges have urged
MNC:s to prepare for their future development in tferms
of adjusting technology to promote advances such
as green production, energy-saving nanotechnology
and biotechnologies, and developing best practices.
Porter (1986) has identified MNC as a network of
product, capital, and knowledge flows adapted from
global strategies into local subsidiaries. Accordingly,
MNC headquarters need to transfer these types
of knowledge to their local subsidiaries in line with
their international policy (e.g.. global standards and
advanced technologies). In other words, the outcomes
of knowledge fransfer from MNC headquarters have
been materialized in terms of new products through
product development projects in their local subsidiaries
(Gupta and Govindarajan, 2000). This study investigates

the NPD project of MNC automobiles in Thailand, which
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reflects on the outcomes of knowledge transfer from
the headquarters.

In the literature, Wheelwright and Clark (1992: 73)
divide the nature of NPD projects in the automotive
industry intfo three types; namely, breakthrough,
platform and derivative projects. Breakthrough projects
of product development involve significant changes
fo existing products and processes incorporating
revolutionary new technologies or materials. Successful
breakthrough projects establish core products and
processes that differ fundamentally from previous
models or generations. On the other hand, derivative
projects range from cost-reduced versions of existing
products fo enhance an existing production process. For
platform projects, they are in the development spectrum
between breakthrough and derivative projects that
entail the change of some products or processes.
This study focuses on the breakthrough NPD projects,
particularly as to the outcome of knowledge transfer
assignment from the MNC headquarters (e.g., new
technology implementation) to the local subsidiaries.
Based on Amabile and Pratt (2016) and Clark et al
(1987) as to application, the project is divided into three
stages; namely the beginning, ongoing and finishing.
First, the beginning stage starts from receiving the
project assignment from the headquarters to the project
planning. This stage involves identifying project team
members and clarifying the goals and responsibilities.
The project goals attain not only technical goals but
also marketability goals. Second, the ongoing stage
involves implementing and testing the ideas of project
planning. This stage requires supporting resources for

the assignment and skills in innovation management
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and creativity for solving problems and providing best
solutions. Third, the finishing stage involves outcome
assessment. This stage provides feedback for success
or failure. Amabile and Pratft (2016) point out that the
projects such as R&D and breakthrough NPD projects
require not only high levels of a project team’s
motivation for creativity and innovation, but also a
complex set of activities involving many people over
long periods fo ensure project success.

Amabile and Pratt (2016, p.160) explain the
model of creativity and innovation in an organization
in which the individual/team and the organizational
components inferact to produce something new such as
new products/ processes in which the model assumption
is inextrincably linked between individual creativity and
organizational innovation. Specifically, the creativity
of individuals and teams provide innovation within
the organization. Hence, without creative ideas, there
is nothing to implement. Amabile and Pratt (2016)
point out that three important components to support
individual/team creativity for enhancing organization
innovation are composed of: (a) motivation to do the
assignment, (b) skills in the assignment domain, and
(c) creativity-relevant processes and skills in innovation
management. Moreover, scholars emphasize that the
key driver o accomplishing the related innovation
assignment is intrinsic motivation, and complementary
through extrinsic rewards that work in the service of
intrinsics (e.g., Amabile and Pratt, 2016; Popaitoon
and Popaitoon, 2016; Zhao and Chadwick, 2014).
Accordingly, this research focuses on a project feam’s
motivation (i.e., intrinsic and extrinsic) during the three-

stage project for NPD project success in TIFs.



2.2. Motivation synergy

Deci (1975) has divided human motivation
toward work into two types that are extrinsic and intrinsic
motivation. People can be intrinsically motivated
toward a task by their interests, enjoyment, satisfaction,
and challenge of the activity itself. Scholars such as
Amabile (1993) and Dewett (2007) point out that infrinsic
motivation is crucial for a project team'’s creativity and
innovation particularly in the context of high-velocity
TIF environments. In the literature, intrinsically motivated
individuals tend to be cognitively more flexible, to prefer
complexity and novelty, and to seek higher levels of
challenge and mastery experience. These types of
individuals are more likely to be persistent in finding
possible alternatives to solve a problem (e.g., Dewett,
2007; Osterloh and Frey, 2000). In confrast, extrinsic
motivation requires instrumentality from externals such
as financial rewards, incentives, or verbal rewards where
organizations use a price or fangible system to stimulate
employees’ motives to accomplish the goals of the firm.
For example, incentives are used to trigger the speed
of learing and project management for extrinsically
motivated individuals to complete the project in limited
fime (e.g., Gupta and Govindarajan, 2000; Popaitoon
and Siengthai, 2014). Moreover, Kessler and Chakrabarti
(1996) emphasize team-based rewards can not only
encourage cross-functional cooperation but also
reduce the potential for conflict within work groups that
emphasize common group outcomes such as project
team accomplishments (Darawong, 2017).

While both types of motivation are thought to
be crucial for NPD project success, previous studies on

the effects of both kinds of motivation on related NPD

success found the mixing results (Osterloh and Frey, 2000;
Popaitoon and Rayton, 2012). Based on the crowding
theory of human motivation (Frey, 1997; Osterloh
and Frey, 2000), extrinsic rewards can undermine the
facilitative effects of intrinsic motivation on performance
(e.g., Lin, 2007; Schmid and Adams, 2008). However,
Amabile and Pratt (2016) argue that the adverse effects
of the extrinsic motivators occur since employees may
perceive of the organization as controlling. Deci and
Ryan (1985)'s study explains extrinsic motivators in
cognitive evaluation theory as “informational” fo confirm
the value of their competencies versus “controlling” fo
lead people by an external force. Amabile and Pratt
(2016) point out that those informational motivators are
more supportive of infrinsic motivation than controlling
ones, particularly if the meanings people attach to
extrinsic motivators are for rewards that are presented
as recognition for a job well done. This echoes Amabile
(1993)’s motivation synergy theory in a modification of
the previous psychological view that extrinsic motivation
undermines intrinsic motivation. Amabile (1993: p.185)
proposes that certain types of extrinsic motivation
can combine synergistically with intrinsic motivation,
particularly when initial levels of intrinsic motivation
are high. Such synergistic motivational combinations
should lead to high levels of employee satisfaction and
performance. Two mechanisms are proposed for these
combinations: extrinsics in service of intrinsics, and the
motivation-work cycle match.

Based on Amabile (1993)’s motivation synergy
theory, a number of empirical studies support this notion
(e.g., Baer, 2012; Cerasoli et al., 2014; Popaitoon and

Popaitoon, 2016; Shaw and Gupta, 2015). For example,
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Cerasoli et al. (2014)'s meta-analysis concluded that
intrinsic motivation and extrinsic rewards jointly predict
performance, and are not necessarily anfagonistic.
Likewise, Shaw and Gupta (2015) show strong evidences
that financial incentives do not reduce intrinsic
motivation as previous studied, but the evidence
suggests that people feel more autonomy when they
are paid for performance. Consistently, Popaitoon
and Popaitoon (2016) find that the synergistic role of
intrinsic and extrinsic work motivation on NPD project
performance in the TIF environment is based on a
sample of 198 projects in MNC automobiles in Thailand.
The results reveal that intrinsic motivation could directly
influence NPD projects for the short-and long-term
performance, and that the impact of intrinsic motivation
on these project outcomes could be improved on the
condition that employees perceived extrinsic rewards to
be high. Further, the diminished impact will be observed
when employees have perceived extrinsic rewards to
be low. However, previous empirical studies support
the role of extrinsics in services of intrinsics to the NPD
project success; and, it is sfill rudimentary as to how
the motivation-work cycle matches. Since both types
of motivation can appear in a temporary state that
need to motivate a project team continuously over
long periods of project time, it supports recent calls for
research on motivation during each project stage such
as in the studies of Popaitoon and Popaitoon (2016),
Schmid and Adams (2008) and Zhao and Chadwich
(2014). Taken together, this leads to a specific question:

Research question: What and how does
motivation (extrinsic and intrinsic) synergistically work

during the three project stages (i.e., the beginning.
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ongoing, and finishing)?
2.3. Motivation synergy in the three-stage NPD project

To answer the research question, this study uses
Amoabile (1993)’s motivation synergy theory to explain
the phenomena based on three selected case studies
that are explained in the following section. Amabile
(1993) has explained that the roles of intrinsic and
extrinsic motivators are not completely separate
systems, and do not undermine each other. Moreover,
Amabile (1993) propose two mechanisms for these
combinations: extrinsics in service of intrinsics, and the
motivation-work cycle match.

At the beginning stage of an NPD project, infrinsic
motivation is the most importance in that an NPD
project team is deeply involved in the work they do
because the assignment is interesting and challenging
to them. In addition, this degree of intrinsic motivation
may be impervious to the undermining effects of
extrinsic motivators. It can be expected that there are
additive effects of infrinsic and extrinsic motivation
when intrinsic motivation tfoward the work is already
sfrong and salient. However, Amabile (1993) points
out that these positive effects should not be expected
with all types of extrinsic motivation. It appears that
certain types of reward, recognition, external control,
and feedback that confirn competence as well as the
feedback might provide important information as to
improve competences which should have such effects.
Intrinsic motivation is essential for novelty at the initial
sfage and creative process. During the ongoing stage of
an NPD project, however, it may be less important that
extrinsic motivation plays important roles to facilitate

the work of a project team (Amabile, 1993; Amabile



and Pratt, 2016). Extrinsic motivators work in the service
of intrinsics by providing information about a project
feam’s competence, and by enhancing project feam’s
autonomy and involvement in intrinsically interesting
assignments. A combination of intrinsic motivation and
appropriately-timed synergistic extrinsic motivation
may lead a project team’s work-involving complex,
ongoing projects to the highest levels of creative and
productive work. For the finishing stage, it is the outcome
of the NPD project success, as to whether the project
is stopped or aftempted again. Amabile and Pratt
(2016) point out that feedback at this stage should
provide the outcome of their motivation. In the case
that a project team would return fo the first stage for
iteration through the process, their infrinsic motivation
would increase. Consistently, Amabile (1993) remarks
that work performance will depend on the extent to
which the motivators available in the work environment
(both intrinsic and extrinsic) match the individual’s basic
motivational orientation toward work. Specifically, a
high level of novelty in the output requires a high degree
of intrinsic motivation. In addition, it also depends on a

project team’s skill and contextual factors.

3. Methods

This research employed case study research
that is a research strategy and an empirical inquiry
that investigates a phenomenon within its real-life
context (Yin, 2013). Yin (2013) suggest that researchers
should use a qualitative research design, in particular,
a case method when they need to address on the
“how and why” of the phenomenon and to have

an in-depth understanding on the local context. This

approach to research is therefore useful for this study
which focuses on the psychological aspects of the
relationship between a project team’s motivation
and NPD project success. In particular, the in-depth
interviews are aimed at: (1) exploring practically how
project managers applied these types of motivation
(intrinsic and extrinsic) to support the achievement of
NPD project performance; (2) explicating why intrinsic
motivation outweighs extrinsic motivation in the study
context based on the literature; and (3) demonstrating
how the extrinsic motivation works in the service of
intrinsic motivation. This research conducts a qualitative
multiple case study methodology (as shown in the
following section), including semi-structured face-to-
face interviews, review of industry publications, and
participation in site visits (Yin, 2013).
3.1. Case selection

Based on the research objective, the case study
companies were selected, based on the following
criteria: (a) being MNC automobiles that particularly
fransfer their knowledge from headquarters to local
projects for implementing NPD projects; (b) showing
a high rate of high-tech new product series that are
viewed as TIFs; (¢) conducting R&D hubs in Thailand
to develop new products; and (d) completing their
breakthrough product development projects-project
success as the criteria of their breakthrough project
assignments. These four characteristics were important
in ensuring that the three selected cases had eliminated
potential confusion stemming from other variations
in firm characteristics as shown below. Accordingly,

this research has choosen selected cases from major
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foreign automotive assemblers” which conduct R&D
hubs particularly breakthrough NPD projects in Thailand
(TAMA, 2018).

3.1.1. Case A (Japanese automobiles in Thailand)

Case A has grown from its origins in Japan
during the 1930s to become a large multinational
corporation. Today Case A has become the world's third
largest automobile maker for the year 2016. The world
headquarters of Case A are located in its home country
of Japan. Case A has infroduced new technologies,
including one of the first mass-produced hybrid
gasoline-electric vehicles, of which it says it has sold
two million units globally as of 2015; with an advanced
parking guidance system (automatic parking); a four-
speed, electronically-controlled, automatic fransmission
with buttons for power and economy shifting; and an
eight-speed automatic tfransmission. It has significant
market shares in several fast-growing Southeast Asian
countries. Case A has run its assembly and four factories
in Thailand as a region hub in Asia.

3.1.2. Case B (Japanese motorcycles in Thailand)

Case B started its motorcycle business operations
in Thailand in 1964, in response to a rising demand for
motorcycles and incentives from the Thai government
in promoting the domestic automotive industry. In
1997, Thailand suffered its most severe financial crisis
ever. The strong depreciation of the Thai baht caused

the debt of Case B to sky rocket. As part of a debt

restructuring agreement in 1998, Case B became the
majority stockholder by June 2001, turning it into a
whollyJapanese-owned company under a new name.
Soon after the acquisition, a localization policy was
announced via the mutual consensus of the Japanese
and Thai management teams. Since the inception of
Case B, the localization process of case B has been an
integral part that has fundamentally transformed the
company into a profitable, reputable, and sustainable
organization.

3.1.3. Case C (US automobile in Thailand)

Case C is a global automotive company based
in Michigan USA. Case C is aggressively pursuing
emerging opportunities through the company’s plan
to be a leader in connectivity, mobility, autonomous
vehicles, the customer experience, and data and
analytics. Case C in Thailand includes several business
functions that support selected activities in the region,
as well as all sales and marketing activities in Thailand
to provide an outfstanding customer and ownership
experience. Case C established its ASEAN regional
headquarters in Bangkok in 2003, from where it manages
the production, distribution, sales and servicing of US-
brand vehicles for all ASEAN markets. In 2010, with its
Thailand operations leading the way, Case C began
a product-led transformation of its business across the
ASEAN region. Since 2011, Case C has been one of

the fastest growing automotive brands in Thailand,

’Based on TAMA (2018), MNC automobiles in Thailand are made up of two main groups (i.e., automotive assemblers and the

first tier. Automotive assembler setting comprises 23 MNCs (i.e., 16 car makers and 7 motorcycle makers) and they conduct

regional R&D hubs in Thailand. For automotive parts-and-accessories settling, it is so-called the first-tier industry (approximately

615 companies). To ensure this research criteria, this research has chosen the cases from foreign automotive assemblers.
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outpacing overall industry sales and gaining market share. This progress is being driven by the segment-defining
pickup truck, the recently launched premium SUV, and an EcoSport compact SUV. In 2012, Case C was established
as a volume-production and export hub in the region which has underscored Case C’s long-term commitment to
Thailand. Case C is also continually upgrading the skills of sales teams and technicians through progressive training
programs, infroducing additional services and technologies, and upgrading its nationwide dealer management

system.

3.2 Data sources and analysis
The main source of empirical case study data was senior project/product manager(s), who have been
directly involved in managing breakthrough projects and have served as the key contributors to the breakthrough

NPD project success. Therefore, they are considered experts in the study context as shown the details of table 1.

Table 1 Description of the selected case studies and key informants

Case A

Case B

Case C

Country of Origin

Japanese car

Japanese motorcycle

US automobile

assembler assembler assembler
Founded 1962 re-entered in 1998 re-entered in 1995
Annual production 750,000 n/a 175,000
capacity (units/ 2014)
Number of employees 18,400 2,781 n/a

(2014)

Nature of product

Passenger cars and

commercial vehicles

Motorcycles

Passenger cars and

commercial vehicles

Key Informants

Two key informants:

Three key informants:

One key informant:

E=Expert E1is a Painting E1 is the Head of E1is a Senior Engineer
Division Manager with Engineering, Assembly | with 5 years of
18 years of experience | Division with 22 years experience
of experience
E2 is a Product E2 is the Head of
Manager with 12 years | Engineering Assembly
of experience Division with 24 years
of experience
E3 is the Deputy of
Factory and Spray
Division Manager with
20 years of experience
* E= Expert
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The process of data collection comprised three
steps for validity and reliablity.

In step 1, a semi-structured interview method
was applied for the first round of one-on-one expert
interviews, at approximately 1.5 hours each.

Firstly, this researcher asked each expert to recall
one of the most difficult projects they had previously
completed, particularly for the purpose of sharing
their motivation as to the project completion. Semi-
structured questions for in-depth interviews comprised
of: (a) Could you please briefly explain about the
nature of your selected project? (b) Could you please
explain the nature of the human resource management
(HRM) policy on motivation (i.e., infrinsic and extrinsic
motivation) working for the selected project/product
series? (c) What/how is the process of HRM practices
on the project team’s motivation implemented in each
project phase? (d) What is the nature of the relationship
between team members involved in the operations
contributing to the project success?, and (e) Is there
any important point regarding the HRM practices on
the project team’s motivation during the three-project
stages that | might have missed, and which you would
like fo add?

In step 2, all the data were compiled by a
researcher, and then the outcomes of these interviews
were sent to the interviewees for an accuracy check.

In step 3, after the correct version of the interview
results was approved, it was finally reported in a case
format. In this research, the researcher has relied upon
both within-case and cross-case analyses (Yin, 2013). In
addition, the researcher has looked for within-case and

cross-case similarities and differences fo gain insight
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knowledge from research objectives.

Based on Yin (2013: pp.45-46), four tests (i.e.,
construct validity, infernal validity, external validity, and
reliability) have been commonly used to test the quality
of any social research. Construct validity is to identify
correct operational measures for the concepts being
studied. Infernal validity is to seek to establish a causal
relationship, whereby certain conditions are believed to
lead to other conditions, as distinguished from spurious
relationships. External validity is to define the domain to
which a study’s findings can be generalized. Reliability
is to demonstrate that the operations of a study-such
as the data collection procedures-can be repeated,
with the same results. For this research, these tests are
applied throughout the subsequent conduct of a case
study af its beginning. Table 2 provides how fo fest

validity and reliability in this research.



Table 2 How to test validity and reliability in this research

Tests

How to Test Validity and Reliability for this Case Study Research

Construct validity

-Use multiple sources of evidence
-Establish chain of evidence

-Have key informants to review draft case study report

Internal validity

-Do pattern matching
-Do explanation building

-Use logic models

External validity -Use theory

-Use replication logic in multiple-case studies

Reliability

-Use case study protocol

Footnote: Applied from Yin (2013: pp.44-46)

4. Results
4.1. NPD projects in TIFs

As discussed in previous section, MNC
automobiles in Thailand are viewed as TIFs, since
they are constantly commissioning new product
R&D projects to ensure advances in technology in
the high-velocity environment. The Thai automotive
industry, the so-called “Detroit of Asia”, has been
promoting foreign investment in developing the Thai
automotive industry since 1960. As of 2016, the Thailand
aufomotive industry was the largest in Southeast Asia
(BOI, 2016). The majority of MNCs investing in Thai
aufomobiles, including the selected case companies,
have adopted a localization strategy (Petison and
Lahri, 2008) whereby local employees were involved in
the product development process so that the product
being offered to the market will meet local contexts and
preferences (Ghoshal and Nohria, 1989). In addition,

some work processes initiated at the headquarters

will be adjusted to correspond with the technology,
skills and knowledge, and other conditions in the host
country. These product/process developments and
adjustments are commissioned through project-
particularly in breakthrough and platform types of
projects. This study focuses on the breakthrough projects
that involve significant changes to existing products and
processes incorporating revolutionary new technologies
or materials (Wheelwright and Clark, 1992). Successful
breakthrough projects establish core products and
processes that differ fundamentally from previous
models or generations. As such, the nature of projects
in the study context involves knowledge transfer from
the local to the parent company (e.g., the conditions
of local market environment) and knowledge sharing
with the region.

For example, Case A recognized the needs

of locals for multi-purpose vehicles in the agricultural
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business in up-country Thailand. Hence, the organization
had commissioned a series of pickup fruck projects to
ensure that the one-ton pickup truck models offered
to the market corresponded with the local needs.
Another localized car model, adapted from the one-
ton pickup truck, is the Songthaew (shared taxi), a type
of public fransportation in community areas. Another
example from Case C is that the company applied a
global platform of several US car models to the local
production so that an economy of scale was achieved,
which made an affordable car possible to local Thais.
The above examples highlighted demands for product
R&D projects, knowledge-sharing, and adaptation in
the industry (Petison and Johri, 2006; 2008).

The following sections explain how the selected
cases extrinsically and intrinsically motivated project
people to contribute to project successes. This research
asked key informants to share their views and o provide
suggestions on how to effectively utilize motivational
content, be it intrinsic or extrinsic, to enhance NPD
success during each stage of the NPD project.

4.2. Motivation synergy for the three-Stage NPD project.

4.2.1. Motivation synergy for the beginning stage
of the NPD project

Given the circumstances, cross-case analyses
suggest that a project team was intrinsically motivated
to work in projects at the beginning stage of an NPD
project, so that the accumulated experience and
skills, over time and across projects, would lead them
successfully to the next career level more quickly,
especially among those who were identified as the
future leaders for the organization.

For example, E1 from Case A reported that the
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company had an individual development plan wherein
junior engineers were assigned to initially work in more
simpler and less complex projects such as those in
the derivative type. The experience and knowledge
accumulated across different projects allowed them to
gain opportunities to join more challenging tasks and
projects. This was considered rewarding, particularly
when the engineers had advanced to higher levels
in the project challenge. Similarly, E1 from Case C
explained that project managers selected the team
based on their experience and skills. Those who were
chosen to be part of the projects, in particular, the
breakthrough type of projects, prided themselves on
their levels of expertise which fulfilled individual esteem
needs and recognition. Likewise, E1 and E3 from Case
B admitted that they felt gratitude to be a key driver
of breakthrough projects, and particularly for working
closely with expatriates involved in the projects.

In summary, based on the three illustrative cases
on a project team’s motivation at the beginning stages
of NPD projects, all cases have shown that intrinsic
motivation toward the assignment is very strong.
Further, they have shown that an NPD project team
is deeply involved in the work they do because the
assignment is inferesting and challenging to them.
At the beginning stage, all experts perceived of their
rewards and recognition for the breakthrough project
assignment, but they did not pay much atffention to
how much they received, nor compared the extrinsic
rewards with their competences. For example, E1 and
E2 from Case A and Case B similarly stated that, while
they knew about rewards for the selected breakthrough

project assignment, they were not significant due to



comparing those rewards to their opportunites to work
with expatriates and learn from the many challenges
of the project.

4.2.2. Motivation synergy for the ongoing stage
of NPD project

Amabile (1993) points out that, during the
ongoing stage of an NPD project, extrinsic motivation
plays a more important role to facilitate a project team
working as extrinsic motivators that work in service
infrinsics. A synergistic motviation at the appropriate
fime may lead a project team during the ongoing
project to higher levels of creative and productive
work. The researcher also found that the extrinsic reward
distribution method was also the key issue here.

For example, E1, E2 and E3 from Case B said
that in fact the company did not allocate specific
rewards for the achievement of the derivative type of
projects; and only those platform and breakthrough
types of projects were recognized. However, based
on the empirical inferpretation, extrinsic rewards were
not only too small in size, but also the link between
rewards and the project achievement was unclear.
For example, E2 from Case A pointed the issue to the
clarity of the reward-performance link, whereby the
rewards were actually linked with the performance of
all the projects undertaken by the whole engineering
department, and not with the specific projects. In
summary, one could see that the price system or the
financial rewards being applied in these organizations
could not serve their purpose for motivating results,
because the project feam experienced too much time
pressure, rewards that were too small, and a lack of

clarity on the performance-reward linkage.

Furthermore, the researcher explored the
hindsight of extrinsic motivation utility in the study
context through expert interviews. The inferview data
revealed that performance management system (PMS)
in the subsidiaries at all levels, (i.e. division, unit and
individual levels-are linked with the global strategy of
their designated parent companies). Key performance
indicators (KPIs) were related to the project roadmap
such as the number of implementing projects, and time-
to-market were applied in the PMS. Although the case
companies deployed financial incentives to project
performance, the experts’ opinions suggested that
these rewards were too small to motivate the project
team who worked under such time pressure as in these
R&D projects. In particular, in Case B and C, personnel
assigned to the project teams handling breakthrough
type of projects encountered considerable problems
while the project timelines were unlikely to change. In
addition, E1 from Case C said that while the teams
were on assignment for a certain project with a specific
timeline, they would also have to deal with the technical
issues resulting from other projects for which they had
been previously responsible. The issues arising from the
previously implemented projects had more priority than
the R&D projects on hand. Sometimes the problems
persisted, and it fook more fime than expected to
resolve. Therefore, the team had experienced time
pressure for an on-time completion of the current
projects on hand. He admitted that sometimes the team
was quite frustrated when they had to compromise the
project’s quality with its completion deadline.

As to the project team’s intrinsic motivation, it

was found to remain strong during the ongoing stage.
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For example, E1 from Case A said that, given his 18-
year experience working for the company, not all his
assigned projects were successful, some projects failed,
and a number of times the project recommendations
were not taken seriously although he retained a positive
perspective. He said that he enjoyed the learning
and sharing aspect of the projects; and sometimes
the team could further develop new ideas from the
sharing sessions.

4.2.3. Motivation synergy for the finishing stage
of NPD projects

The finishing stage is the outcome of the NPD
project’s completion or failure. This researcher asked
key drivers that helped them to continue project
completion. Case A and Case C expressed their key
drivers as being their enjoyment in leamning and team-
work. For example, E1 from Case A and E3 from Case 3
expressed that they had learned much from problem-
solving processes where the team discussed, shared,
built on ideas, and finally came up with the solutions.
This induced within them a sense of belonging to the
projects, and worked hand-in-hand for aiming af the
achievement of project goals. Similarly, E1 and E3 from
Case B admitted that the key driving force that pushed
their teams to overcome the project pressures was
the team’s increased knowledge from working closely
with expatriates in the assigned projects, especially
the practices of the Japanese quality management

philosophy, e.g. *Kaizen”* and “Genba"", Moreover,

personnel in all the selected cases, felt that they were
more competent working in the projects; and as aresult,
they had more confidence in utilizing their skills and
knowledge to handle future projects. More importantly,
this positive and memorable experience was carried
over to the next project assignment, resulting in an
uplifting feeling of joy. On the other hand, all cases
have admitted that not all assigned projects from the
parent company/headquarters were successful. Since
the selected cases’ parent companies supported the
localization approach to product development, there
were many challenges in the commissioned projects
(e.g., ashortage of qualified personel such as engineers
about technology adaptation, large technological
differences between headquarters and subsidiaries,

eto).

5. Discussions and conclusion

This qualitative inquiry aims to investigate
the project team’s motivation for the NPD project
performance in TIFs. It proposes to answer the specific
research question of what and how motivation (i.e.,
intrinsic and extrinsic) synergistically works for the three
stages of the NPD project (i.e., the beginning, ongoing
and finishing). This research has offered an empirical
study on three selected TIFs in which their project
teams have already passed through in three-stage
breakthough NPD projects. The results are consistent

with  Amabile’s (1993) motivation synergy and have

3 . . . . f
Kaizen is the practice of continuous improvement.

4 N . .
Genba is the real place what value is created, or where problems are visible.
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gained some insights particularly in the context of the
study linked to the stated managerial issues.

Based on Amabile (1993)’s motivation synergy
theory, intrinsic motivation is needed for challenging
product development projects whose complexities
require creativity and perspectives to analyze and
solve problems. Meanwhile, extrinsic motivation (e.g.,
incentive, financial rewards) serves as the condition
under which the outcome variance of the infrinsic
motivation drivers could be strengthened or diminished.
As shown above, all the selected cases share the
common themes on the facts as shown below.

(1) At the beginning stage of the NPD project,
intrinsic motivation (being assigned on challenging
projects, career development opportunities, knowledge
and experience gained from the projects, and
empowerment in the self-managed team environment)
was an important driving force for project success. This
echoes Amabile (1993)'s propose that a strong degree
of intrinsic motivation foward the project assignment,
particularly at the initial level, is very important in that
one might expect additive effects of intrinsic and
extrinsic motivation when intrinsic motivation is already
salient.

(2) During the ongoing stage of the NPD project,
financial incentives, did not by themselves, yield
motivational results, supposedly owing to time pressure,
workload, and relatively too-little rewards, given the
circumstances. This study found that all the selected
cases support this idea that most project members
working in projects are fully motivated due to the work
challenges in terms of creating novelty products, solving

problems, and leaming new knowledge. Together with

working in a feam, they enjoy sharing common project
goals and helping others. At the same time, they stil
want extrinsic rewards that reflect their effort, their
potential and project performance. However, all the
selected cases point to other factors impacting on their
motivation. Example of these factors include changing
project scopes that differ from their agreement on day
one, limiting project resources and cutting the budget,
accomplishing project deliver in time, and working
on highly-complex projects that require high skills to
apply new technology to suit the context. These factors
caused them to feel de-motivated and eventually
experience burnout. These circumstances echo the
research of Amabile (1993) and Shaw and Gupta (2015)
as to the important role of extrinsic rewards in services
intrinsics, particularly during the ongoing phrase that
should reflect on project team competences (Amabile
and Pratt, 2016; Makri et al., 20016), the level of project
difficulty (Zhao and Chadwick, 2014), and the project
duration (Bakker et al., 2013). Hence, this leads to:

Proposition 1: Extrinsic rewards will be positively
related to the level of project difficulty.

Proposition 2: The synergy of motivation (extrinsic
and intrinsic) will be positively related to the level of
project difficulty when intrinsically motivated project
teams perceive support by extrinsic rewards.

(3) At the finishing stage of the NPD project, based
on cross-case analysis, this research found that the self-
managed team approach to project management is
the other source of project enjoyment. Project teams
were empowered fo plan, organize key resources and
solve the arising issues by themselves. Knowledge-

sharing and learning from others’ experience were
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common practices in the company cases on project
management. This situation enhances on the creation
of a project team’s intfrinsic motivation in that the
team wants to achieve the project’s goals because its
members feel personally connected to the achievement
of that project. This reflects on the project team’s intrinsic
motivation in that they show willingness to do anything
needed fo make the project work. This echoes many
scholars” arguments that a project team’s intrinsic
motivation toward breakthrough NPD projects is crucial
for encouraging the team members’ continuous interest,
enjoyment, and challenge of the activities themselves
over long periods of project time (e.g.. Dewett, 2007;
Popaitoon and Popaitoon, 2016). While a project
team may have strong. intrinsic motivation toward the
project and perceive exirinsic rewards and recognition
for achieving a successful project, the project can still
be failure as empirical results have shown projects to
fail because of skill shortages and the limitation of
technology adaptation. It reflects on Amabile and Pratft
(2016)’s creativity and innovation model. They point
out the important factors that enhance NPD project
success, not only in a project feam’s motivation to
do the assignment, but also its members” skills in the
assignment and innovation management (Keegan et
al., 2018; Popaitoon and Siengthai, 2014).

Although this research sheds light on motivation in
the NPD project of TIFs, some limitations should be noted.
First, although data richness is an advantage for this
interview method, its shortcomings include using open-
ended questions requiring an experienced interviewer in
order fo gain as much necessary information from the

participants, particularly as to the interview script for
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analysis (Yin, 2013). This research uses a “stress-causal
relationship” during in-depth interviews (Potfter and
Wetherell, 1987) fo ensure that the results are relevant
to the research question. Second, the key informants
are Thais who possibly led the researcher to taking info
account the Thai culture in the analysis of the way they
perceived their social world (Smith, 1995). Accordingly,
the researcher also triangulated data from other sources
(e.g.. industry publications, observation).

In summary, this research contributes to the
synergistic roles of infrinsic and extrinsic motivation
for the NPD project success. While both types of
motivation can appear in a temporary state, project
managers should design extrinsic rewards to support
an intrinsically-motivated project team for each
phase of the project and for rewards allocation.
Particularly, project managers should be aware of the
level of project challenge and difficulty: and suitable,
expected rewards for a project team. In addition, the
company should give full authority and autonomy fo
a self-managed project team to enhance its intrinsic
motivation throughout the three-stage NPD project.
Beyond a project team’s motivation (extrinsic and
intrinsic), the company should concern itself with a
project team’s prior-related knowledge and relevant

skills for innovation management.
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Abstract

This article aims to illustrate the next ten year frends (2018-2017) of the Senior Executive Service (SES) in
the Thai public sector by employing the EDFR (Ethnographic Delphi Future Research) technique from 18 experts
of the field. The research found that entering to the senior executive position is expected to be a hybrid-based
system. The senior executive must be qualified by the development program and must pass the competency
assessment process. For the selection and appointment process of the senior level 9 and level 10, there should
be an establishment of a central agency playing a role of criteria setting. and a permanent secretary should be
responsible for an appointment process. Meanwhile, the appointment of the senior executive level 11 should be
processed by a committee and appointed by and a minister. The senior executive development program is expected
to be arranged by both cenfral and government agencies. It should be a competency-based, boundaryless by
using technology, opened for idea exchange, and action learning. The performance review process is expected
to be more completed and the performance review board is needed. The principle for compensation is still the
same process as it has been done currently. The research suggests that the Thai government should develop a
hybrid-based SES and all of the processes in the SES should be driven by the one stop service supervised by the

central agency. But the government agencies will be decentralized in form of joint-action in an operation process.

Keywords: Senior Executive Service, Senior Civil Service, Public Personnel Management
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Abstract

The relationship between psychological capital, job satisfaction, and performance was studied, with
organizational commitment as moderator. Samples were 142 sales officers in a food and beverage company in the
Bangkok Metropolitan Area (BMA). Data was collected by questionnaires. Personal factors, psychological capital
with Cronbach’s Alpha at 0.955, job satisfaction with Cronbach’s Alpha at 0.912, organizational commitment
with Cronbach’s Alpha at 0.899 were measured, and official yearly performance appraised. Data was analyzed
by Pearson product-moment correlation coefficient (PPMCC) and hierarchical multiple regression. Results were
that psychological capital and job satisfaction positively correlated with performance at a 0.01 level (r = 0.372,
r = 0.620). Organizational commitment moderated the relationship between job satisfaction and performance

(,3 =0.148, AR’ = 0.024) but did not between psychological capital and performance.

Keywords : psychological capital, job satisfaction, performance, organizational commitment
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(Luthanset al., 2007)
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(Job satisfaction)

(Spector, 1985)
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LALNNTANGIEN

A2 ILILIARLINNUYUNNAAINEN (Cronbach’s
Alpha =0.955) MUULIANUBNAEUARAT ALY (Luthans et
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(Cronbach’s Alpha = 0.912) AmuLUIARYEAILARET
(Spector, 1985) Suuaun 36 4 Tneldunnsdauuy
aAsn fed1vaesdadionn iy dufdnindulasy
ARRLUNUAMINZ AN UAYn gy

dui 4 LULALANUAMULENAUABDIANTS
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5.1 ma‘%mm:ﬁ%yﬂaLﬁlmﬁuﬁ@f?\)’ﬂémqmma
PENNQUIIEBEN TAUN WA 818 $T8IZIAINITYINIU UAZ
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a
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Wlunis3de laun yunsdsinen anuianelalunis
YU ANUENALAEBIANS waznansUdiRnu Tne
memuuuﬁ%ﬁqm (Min) AZUUUIAR (Max) AnLaae
(Mean) LLa:ﬁ"JuLﬁmmummgm (Standard Deviation)

53 N193LATIZNAUEURUE T2 19AuLT
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Product-moment Correlation Coefficient: PPMCC)
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(Hierarchical Multiple Regression Analysis)
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SAnaAnwiy 3.66 wazdrwdsauuunpsguiiy
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AT 1 ATULUAIAA-A9an ARAE uazduidenuuinsgurasiaulsildlunnside (N = 115)

Aquds ﬂgttuuﬁh%ﬁ!ﬂ - 49gm ALRAE d’nmﬁmmummﬂm
1. UNNARINEN 1-5 3.78 0.336
2. anuitanalalunisineu 1-5 3.66 0.450
3. AYNENHUGADEIANT 1-5 3.57 0.292
4. nan1sUfiRem 0-80 65.15 7.357

3. MalAszvianuduiugsznIneiulsnldlunisides wun unieasIngnlanuduiusniwaniualy

a
a a

fawalalunsvinauatnaiiiodn dyneainiss i 0.05 TaeiiAndulsansandumugiving 0,190 fanuduiugme
wnfuanugniudeadnsuasianslfiRnuethaiiid AmsaiaTiszdu 0,01 Tnefimndunlszdnaanduriug
Wil 0.412 uaz 0.372 sudiy AnuianalalunisvitudanuduiuiinaniuanuyniuseedAnis uasue
nesUiRanuathadiiddymeadanisziu 001 Tnemdutssavsanduiusivhie 0,583 waz 0.620 AuEGL uaz

ANUENALABEIANNTIANUENTLEN LN UNaN T TAN BN litid Ay wananssiu 0.01 Tneladudssans

ANFURUSIVNTL 0.583

ANGINN 2 ANEULISYANFANEURUSTZIN9AILLT (N = 115)

Aawils 1 2 3 4

1. UNNARINEN -

2. pwitenalalunisinenu 190" -

3. AYNENHUGADEIANT 412+ 583" -

4. nan3UfiReu 372% 620" 583" -
#p<.01
*p<.05
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=1 o Qs a e
AuNanalalunisvineuiuranisdfimanu
Eﬁ%ﬂmmaﬂuﬁqLLﬂiﬁqﬁuﬁqﬁﬁmﬁmezﬁmmam
WiqquﬂQN‘ﬁJu (Hierarchical Multiple Regression Analysis)
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= Al iE A uuR lE T AT ldan s
MERNTA M AAR LU
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AfUU99ANLALTUF T TN UNINEATINET AL
Aanalalunisvinenuiunanisdfimau wuan
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waasulsvinung laun numﬁm%mmuazmmﬁqwa%
Tun1sviau Wud uneaRIneuazauianela
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tad1Aynvans Ineanuns0asunani1siullsIeIna
neliiPeuldEenaz 45,1 & = 0.451) fiandunlszans
OANBEIBYAIUUSUNIAATINEUINAL 0.264 (p < 0.01)
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vinnauanisUfiinenuldesnldednAngmieana 1as
aunsnesunanIsuntlsvasnanisinanulasasas
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AN 0.185 (p < 0.01) ANuTewalalunisvineu
WAL 0.438 (p < 0.01) WATANMUNITUADEIANIEINNTL
0.252 (p < 0.01)
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(Inferaction Effect) $2MINNUNNAAINENTLAIUENTY
faaeAnts wazanuianalalunisvinuiuanugniy
ABDIANTT WU NaUFEURUSszNIUMAmIneniy
AuyNiuRaaeAnts Tuanunsnesunanistiuulsrada

aQ o v | a/ aQ Qe, aQ o /. I8
naliiRnule Inelimdulsransonnasuetgduiug

I o I a o o o I <
WAL 0085 drunalfduiussznineanuienalaly
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funsuasuanisdfimnulasesas 512 R = 0512) U
Aduszansannatvetlfduiudiniu 0,148 (p <0.05)
2 A | > dJ X ao o |

war AR® danvinfiu 0024 avnefelEniugszving
aufanalalunisvinuiuanuyniussaddAnig
ansnesuneAuiuLsrasnan s U IR ulAALAL
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A9 3 NMIAATITVInAnaENALLTNTUNaNAGeLANMLENTUARaYANTT Tug U AulsindL (N = 115)

Vi R R? AR’ F
°flgj‘lnlﬁ1 672 451 451 46.096
NUNNARINEN (B,) 264*
Auenalalunisinau (8,) 570*
it 2 698 487 036 35.179
NUNNARINEN (B,) 185*
Auenalalunisinanu (8)) 438*
ANNYNAUABEIANT (B,) 252
@ 715 512 .024 22.840
NUNNARINEN (B,) 223*
ANenalalunisinau(s,) 457
AN UADEIANIS(B,) 251
NUNARAINEN
X
ANNENHUFREIANT (B,) 035
AN lalunisinanu
X
ANNENHUFREIANT () 148"
*p<.01
*p<.05
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Abstract

This research is Quantitative Research that has three objectives: 1) study the level of workplace spirituality,
mindfulness, work engagement and core competency of first-line managers in a felecommunications business
group 2) to study relationship between workplace spirituality, mindfulness, work engagement and core competency
of first-line managers in a telecommunications business group, and 3) study the effect of workplace spirituality,
mindfulness, work engagement and core competency of first-line managers in a telecommunications business
group. The sample of this research were 170 first-line managers in a telecommunications business group. Data were
analyzed with a computer program. The statistical method used to analyze the obtained data were percentage,
mean, standard deviation, Pearson’s product moment correlation coefficient, and multiple regression analysis.
The results of the research show the following: 1) first-line managers in a telecommunications business group
contained a average level of mindfulness was at very high level, work engagement and core competency was
at high level and workplace spirituality was at medium level; 2) workplace spirituality and work engagement
were positively related to core competency with statistical significance; and 3) workplace spirituality, mindfulness,
work engagement could predict core competency of first-line managers can predict 74.6 percent with statistical

significance.

Keywords : workplace spirituality, mindfulness, work engagement, core competency

amuuiasuANWIaNSWeNNsUUBE UKdNENAesssuMads 67



unun

v

fhqtiugassgianaiadayannuiuazinalulat
ny ¢ Qﬂﬁmﬁ{uLLaza%"'}ﬁuaﬂ'wm'aLﬁmﬁﬂﬁmi
Q‘I 1 a é’ ] (3 [ s
WasuLlane e 1fnTuesnNgIAGY USINANAUNIY
mm‘[u‘iaﬁﬁgmmﬁﬂﬁmﬁmﬁ%ﬂuﬁmmﬁmﬂﬁﬂu
stuuunisinauliniuiiugnadeatiaua (Digital
Economy and Society, 2017) m';“LL‘]J'\ﬁusluWﬁ\‘i‘Qiﬁ‘-v
AUz uasulasaruaiuigsalunisuasduang

a

asANTsLlasullaRINALIAIUAINRaTednAlulaE

b

ndnionlaumaanaisulldangAnssuaegusinai

wlasuutlasld@enaiiiiu (Anothai, 2017) nsilasuiilag

|
a

aaa o a 4%’ 1 [~3 dy 1
vadnAlulat AaaNnNAALREN9TIALGTINAINANTZNL
Tiynainsluasdnisdiulngdfusmmnuliiudadiun
wiaunuN9iLlaeuuLlasAngluuLNIeYINaULARINTLNG

° 1 v 1 « a '3
AunNgNNALNUAIE uauALazs ULyt rang
(Artfificial Infelligence) JnuzUNFLULNADLAe LA
ninnANusuRAraLadnueslnd s llf N Waun

ANzt nfunanisvinen (Nuttavoot, 2018)

v

a /. v a 4
WLTVINTTS AL mlﬂ‘LLﬂEj:Mi:;iﬂ’%IVliﬂJJu”lﬁﬂJLWi\iWUQ

U

N g A o @ | '8 Ve Y o a
f‘lﬂLﬂu‘l_lﬂﬂa‘lﬂllﬂ’)’]llﬁ’]ﬂﬂ_lvm’f]ﬂﬂﬁﬂ’]ﬁ‘LLﬁi[}ﬂmUﬂﬂUUQﬁﬁ

3

Huagsurndavinilfaunisusvigiuaiaunievia

Y o a v Y A | | YV o QI < o VvV ql
ANATIU HU‘J‘M’]";“J‘$@UWUOB’J’]LHUNU’]WLHJJQULLJJWWMMU’]V]

U
Tun19919uRuIenaEns Wiy bA AUyl §TRn Y

QU @

%

?NmmﬂqLLmuamm%'qmaﬁiamﬁmma:@ﬁﬁqﬁuumm

@

B :: o Vv QI s ° QI/ Y oa s
'ﬂﬂV]\iﬂ\‘iJJMu’WVIGLUﬂ’]??UHIHUWEIﬁ’\ﬂﬂ"@’mQU?MW??Z@]‘UQQ

Y o o a

warfuinveunsUfiRnuue A TeAuiyaaasy

@

=Sb

(3

[ o dl o v v VYV o o o =
NNFWAI LN Na L] u’l,wgélm TaAuTyunana

mmamm‘iqLﬂmmmﬁmﬁm@ﬁﬂﬂﬁ UaNaNy  £99
AudAylunsasiiavinieduiAdauRmUIIANNg
v ] | QII dl a &/ 1 [~1
Wintsanriunaninisifasuutasiiinluagnesinida

, 4 4 . da X 2
(Wipada, 2012) T4n19ilaguutlasnnes ninavuy

HOUANLANTENUABAINAIUNTNUDIYAAINT TUBYANTS

1 12
Il <X

wWasannisimalulasilasunisuaedunga iy a9anis

U

68 amuuIasSuAnuIIa:NSWeNNSUYYE UHDNENdesssumMans

ﬂ'auﬁmLﬂ?ﬁlﬂummﬁﬂﬁqma’mmmﬁﬂﬂ’ﬁﬂfsuaﬁlum?
yiauisasininisuaauulasiiasifian dasleeiu
AMUIAENLAZ AN UAANINA LT 9A91 A LA LSD
Gummum@vvl,m'Lﬁmwaﬁumi%“ﬁﬂm6'] ABIYININUEN
fuy (Bangkokbiznews, 2013) uaznnafifes/sunlasy
1ﬁLMmzamﬁuamummﬁuﬂwﬁumﬁmiﬁaqﬁmm
aminu:mé’ﬂmmqmafmﬂﬁlaﬁlﬁmm':mma"ﬂﬁuﬁlﬁmﬁmi
m?qLﬂmma%w:éqNaiﬁaqﬁnwﬂ?:aummﬁﬁﬁffﬂmﬂ
"Lumaﬁ'@:m’mﬁqammuwé’ﬂmmqmmﬂi&uﬁaﬂﬁf
weilavieiansdsaiiuanetfiRnuiitianuumng
fuaanlil Uarya, 2009, p.38)

fladtiidInanaaLIs0UL naNAINANTAN BN

a

ﬁa%mn&ltyﬂmsluamuﬁﬁﬁmu (Workplace Spirituality)
FaflunseuuinAsinanddTaLsssuasAnsuAe
maqmﬁn%?17'1'aﬁuﬁgu‘lﬁwﬁfmmi&'%’uﬂ?:ﬂum?nimn
mzmumsﬁwmuﬂ'dqLa?mmm%ﬁﬂiumaﬁ@miﬂmw
a%’wmmﬁuﬁuéﬁuQﬁluﬁluummqﬁﬁﬂﬁwﬁmﬁmﬁm
anudandanuasuazlszaunudda (Giacalone
& Jurkiewicz, 2003 cited in Krahnke, Giacalone &
Jurkiewicz, 2003, p.396-405) LLa:Lﬁaqmﬂiuﬁﬂﬁ’u
B4ANNFHNN ) Gflﬂﬁmmauslﬂuﬁlmsum%m%tyfyﬁtﬂu
AnuTviunny Tl menziadesineg Wy mnaz
mﬁmmﬁuﬁ'Lﬁmmﬁﬂmﬂ%‘ﬂuuﬂamqmmiuiaﬁﬁlqmma

Vv

Fowlsumliiuiidmalneasatonisyinen anuiasen
ﬁﬁmmﬁmmmam% Fatfu nnaTiaednnsfidaasuls
wﬁfﬂmuﬁiamaslumiﬁmuﬁm%n;m;]miuamu‘ﬁ'ﬁnmu
azvinliniTneouiuanisd §iRnuiiandtesfnnsi
Wﬁfﬂmu“l,u'ﬁ‘l‘,amﬁﬁlumiﬁmm%m%n;npm‘l,uamuﬁ'
111971 (Neck & Milliman, 1994 cited in Ratftigorn, 2008)
uaNANi INN1TANENITEWLINAAI o luanIu
fvinedumudsfifianuduiusfudadedug 7

ANMUANAYABANUANTAVANBIANIT LU ARITYTYIN

Tuan I uUNYNI U AN UALNUS NISLINAUAIN LT A T



£ | o

HNNUABBIANTT (Thunvarat &Rattigom, 2010, p.32-41)
A nluanunvineuianuduius N uaunsan

[

(Mindfulness Meditation) (Petchsawang & Mclean,

2017)

]
o 1%

4R (Mindfulness) 1udnifadanileandAniu

a e dJ % o o v dl ) o/ )
HansUiReuzsiiaqiumdeduuniiundrAglunisih
Faganunldlunisvinauidasanlunisvinauaaalnas
uaradimineuarANUdFANILANANSTL LU

v ° IS [ % o | E [ % S
wInaauluN19YINUWTa Ui ANLAULARANY WAL

b

noAnssulunsvinaundsananudnFa lugduuni
UANAINL asviliiiaAudgalatiuaanisiansin
| = o o s o ﬂl

MAUBLAMUAUNTaz e sauvinas s nndwvines lsive
arls viudiWidsslawdunday luidenbaunuieuas

o [~3 o = lﬁl o [~3

AMUANTAUDINTVINILARDL e T9AnudFalunng
viutiunaniliAenisdiudedisnisvinusmeislng
Wullop, 2010) uanani aafafluwuinislunigimmn

a

L ° 6 Ve ° aa 11
mqma‘lﬁmﬂmmmmmﬂ?zqﬂm%ﬂum@mmummlmm

|
< s IS

aziflufianssule o) Sausesllanuazduliyysiiiasin

oo

a o

amdusnlunisnivus na1dfa N19TNARLNDNAINA
vivisaazyalaiusinisuesanitlunasaulumaslua
Qs :: = a v = = ] v 1
ﬂuaqwﬁagﬂﬂmim Fenanaegtnian Anulullszuan
uananil feaunsnAILAuNgANsTUNgU AN
1TUN19YINURENNT TATEA9AT L MTIN ANV LA TN
azulalaluntinnenusuinreulselulaasazazias
anusnAIuAUNInssyiAuAn veslunsaLianzay
avagluszideddyluideadsuvsananinuinensou
mmmagﬁmﬁ’uéﬁuﬁﬁmﬁmhﬂmamﬁaqa%qﬁul,l,a:
e d o NP e
futmnuaanuataaiunsnvinliifanUsudeuly
a | ° o v o a a X
FINLNARNIFYINTUYIN 1IN YN Uil U s ananiwaunnaiu
mmL?ﬁﬂmﬂﬁmmﬁmﬁuamaqﬁmfamqmﬁumsﬁﬁmuuaz
. . L X . Y
ANUN9T0TANITIUAMULATEANLAATUAINNIFYINU LA
(Panjaree &Phramaha Hansa & Poonsuk, 2018, p.171-

181) %qﬁ@fgﬁumﬁmi‘t/ﬁaamuﬂ?zﬂaummmﬂLm'q

nelutssmanazanalszimanglianuaula 1y Usem
N4ia (Google) glitFnsiATasiialunisAumdayauu
a T @ v dl ‘&’d [
aunafilinlianuaulaluFasdineimuyrainsing
Tdn1sHnn1s1esyanetn9a3eaenlallsunsun1sAund
mﬂsl,ur?h@m (Search inside yourself) nasdlag Tan
(2014) FANTAUTONA LLQ%LLazQ’QLLaﬁ'\umiW AILNAULDY
TuysEny Inedindnnisey 3 Usznis Ae ﬂﬂiﬁ‘].qlﬂﬁ’]ﬂi
a A | (% @ .\ =3 yva A
tanananagiuiaatiu (Attention) Hnlvidlanlunisuas
(=3 L S 1
wiuansuilulamuleds (Self-Awareness) LazHnAagan
11%1_4mmmﬁﬁummﬁﬂwﬁqﬂﬁé’ﬂmﬂﬂuﬂuﬁLummm;mﬂ
dl lell Vv a a dll k%
dalisunsutamalunisasieainuANLININD WA bal
dl a é’ 1 o 1 v o =
Hyyiifieau szvnanenisvineunazanalinisvinanud
Usz@nsnmunnau wan1sUiiRausau (Patpong, 2014)
Aatly Nsad1ennstianaafluFesdrAnydmiunisyinau
LﬁaiﬁmmsaLLamamﬁﬂumumﬂﬁmﬁm’%mmﬁ‘ﬂﬂiﬁ
N199ANNLANTUAILAZANLLATEA ALNTNTUAIANNTN
ﬁmmqmﬁmL??ﬂu%éﬁﬂ-v:fiv’mmamumw‘?ﬁmma‘ﬁumsmﬁ
= d‘l v a v <] a
UATANNULATHALNAAS19AINLAILUDIA R 1A A2ENITEINAR
fﬁwzammsmﬁua:mmLﬂ?ﬂmﬁazauagﬂu%imﬂumi
Vv dy a o v a a dl va
adwituguresaInlalunsvinnumenisianiivalanla
atifiunisviulngliiuuazlugnunsnuasiasansunl
\asmeAnegiuiagiiu ndauimuiuazizauinigrinnu

| B | QI | YV o g | a
ﬂ%Lﬂllﬂ aaLﬂumﬂ‘wm@mmﬂmnumamumn‘uumqLm:u

| |
a A

=l a oA Aad
’ﬁ\‘ﬁ/lﬁﬂﬂJﬂJ’]ﬂ'ﬂNﬁﬂ’ﬁ‘ﬂ{]UﬁN’]UWﬁ‘Hu (Yongyud, 2015)

a

uaniniaananiyuiuluaniunyinanuLasan

|
% [

udreeAnedlviannudAyiuanuaduyniuluny
4‘ 11 |2 < 1 S 4 Vv
iasanntunluesdnislaneg Anupnadanuneanisiv
ARNTYINNUBENALINAIANNATLNI0 LA T Ana NI

i
I < A

1
9
nilatnaAundanualunisyineny ety A4ANTA
ﬁ'uﬂ?ﬂﬁqmmmﬁmm@mﬁugﬂﬁuiumumﬁuﬁa
ypansianueniugniuluanutiuuantinnuings
NNLIN AMUNTTATR5UIUNFYINIL w%awjumqﬁﬂ

nelalvuN19¥i14U (Schaufeli et al. 2002; Bakker

amuuiasuANuIanNSWeNNsUUBE uKdNeNAesssumMads 69



& Demerouti, 2008 cited inOraphin, 2014, p.75-79)
%'qmmﬁmﬁurzﬁnﬁﬂumuﬁuéqmaiﬁwﬂﬂmummm
Ufiimnulaeensiilsz@nsninw ﬁmmuﬁﬁ’uﬁﬂaﬁaﬁa
ﬁqum?@gﬂaﬁﬂﬁmuﬁmmm“]lmmmﬂumuﬁﬁmgjLaua
(Schaufeli et al. 2006) UBNANG WA LY
a'wmmﬁmﬁu;&ﬂﬁuhmuﬁmwuﬁmﬁuﬁflﬁqmﬂLLa:ﬁ
avsnamananisUfiiAU (Netiya, 2014 waz Yongxing
et al. 2017, p.708-713)
mﬂmmﬁﬁﬁmﬂaﬁmﬁtymmﬁluamuﬁﬁwm an
mmﬁmﬁu;ﬂﬂﬁﬁlumu ERfeaaulaAnE DAYy
"Luﬁmuﬁ'ﬁﬁmuaammﬁmﬁu;&ﬂﬁﬂumufﬁﬁ\uﬂuﬁaLLﬂiﬁl
AIAINUNAZIANNELTLS LAz ANHARDNANTU TR
sumQu?mﬁi:ﬁum”usluﬂa:ufqiﬁﬂﬂmmmmmmwimﬁqLﬁ'a
vhualdannnsAnsnasaiii lausuusuriasdnig Wiy
wumnlunsimunans TRnueI§LEnIs L AL

vinliinUsrlardunasinisisluifaqiunazeuan

dnnUs:avAvoun1sdve

a

1. Lﬁaﬁm:m:ﬁuwmﬁmmmiuamuﬁﬁwm an
mmﬁmﬁu;&ﬂﬁﬂumuua:ammu:mé’ﬂmmn}:ﬁmi
i:ﬁu%uiuﬂa:uﬁ;ﬁﬁﬂmmummuLLw'quiq

2. eAnEANLENTLSs T yyanly
anuiviie an mmﬁmﬁ"w;dﬂﬁualumu LAZANTIOUY
MﬁﬂmmQu?ms@zﬁuﬁuiunzﬁuﬁqiﬁfﬂmmmﬂuLwimflq

3. WAANMIAINEINTAITAIUTL VIR MY Y0

(%3

Tuaniunvinau an AuBaTunWuluIundIna

U

o v a

ARANITOUTNANVRIL UTNITsAUA ulunqugsia

9 9

NIAUUNALLVINNTIY

NSoUIUOARNAUTIIaxUDFURINUITOV

o

Qo :; Q‘ljwa v KR a a
mmwmqumfwim ANWILUIARNE BHUAZITU

AqeinardaanaflulunielunisITe el

1. wwAafUam gy Iuluanunyiieu

70 amUuiasuAnuiia:nswennNsuyye UrdNeNdesssumans

AN (Spirt) TINANTIUIRINATIN Spiritus
l . a a 1 IS
38 Spirare lun1nazAulanurinaInstaunngla

(Neal, 1997) ULANINAIINAAIYLIN (Spirituality) iU

a

<X aa Qld < l o v
MMWEQ\?Q’TJZ‘H@QTY]?M‘VW&L@QQ@mV]llﬁ’]‘iL‘WULLﬂ AIUBE

DaFAFNNIWLNL AN ULANANTUANLNNEN TAILEFTL
1UseARANANS LAZANEUN UANANHUZLNILTEN991TU

aAaa v a a

waruydidAnuluIesinFenI "ATyaN” way

a a

nstAulaudunawsamyginusing uaedns
1 mﬁﬁamﬁquﬁumam%ﬁ syt Tudausel
yaraansanLiLAnurnauaziihviunaueRndusg
ﬂmaamﬁ'%ﬁmmé‘uﬁuéﬁﬁﬁuqmma'ﬁlus] waziipany

Vv

sasnisidudiuniivresyuay sounladnisiiuuiAn
g adinddnufeadesiuuysdlunisvinuvse
. X a4
TausssuasAnsuNUUlUTNE AgAANS AN
I 1 2 Vo a A IS 4‘ [ %3
aulugluasAanislniunisdfiAidulalauiaTasing
Husvnsldlalianud Ay Ruluusegdla uaniineu
navludanugalunsvinuliamuessauazanunamy
Tunsvinenu FauvsasrangznuiLaeAnIg lung Ty
tfymsnae) iy duawsansnislufiuldanudwng
10984ANTS Tyminisandunuaanisdanniineusen
9NB4ANNT NMsuteTungsia dynivariiiinanszmy
nongANTTULAZAINTIRIeNTnnUluIANSTINGIINTS
= Vv dl a a Qll ° 41‘
slianuaulagasamyyinluaniunvinanulaeiae
Mazarunsnaaun TymrsalluAmauiimunzauiy

o

wilnoulugaifagiiuld Rattigom, 2017) @931nnIs

9

Vv

mwLanmﬁéﬁé’ﬂimagﬂmmmmﬂ’i’]ﬁamiﬁmﬁma
duasunmavihnuresisnssAusmlAaianswiuAue
nsvineu nMspszviinglunisiamnanuainsalunis
¥ Usrannisaiuaznnavina i lide anumane
m"a'aqﬁ‘miu,a:ﬁﬁmuqmslumiﬁwmuﬁlumﬁ%’ﬂm%y’qﬁ

aQ o A 2

RaldavAdsznauaniyuinluaniunvineuung

@23

a a

Robbins and Judge (2007) LilasanniiluluiAnasiyoou

Tuanunyinaunl A uLNaLazadAlsznauNTALa Y



u,a:mm:auﬁumjuﬁaaﬂ'wﬂum?ﬁﬂmm%@ﬁﬂi:ﬂauﬁm
5 aaAlsznay 1AwN

Andrinuaalmuneiiduude strong sense
of purpose) NN dannsfinednnsvinlinddnaudile
:Smﬂi:mﬁiumuﬁiﬁ%’umwma lAntlatananils
Susaifumalauazamnuiienuiuddyuazaenndes
ﬁufﬁumﬁumﬁm??ﬁw:ﬂhaﬂizﬁﬂﬁﬁﬁmﬁzﬁuﬁu
UiiRnulaaiiunuatveamuisuaziusiates
29ANTT

mi‘lﬁmmdﬁﬁw“’umiﬁmummma (Focus on
individual development) Mumﬁqm?ﬁmﬁmsaﬂumu
WU zAuAunsTntintaAuAazAtaLBILsas
qmmaﬁmﬂ?ﬂuiua:LauimatiwﬁiaLﬁaﬂﬂﬂhﬂmmm@
LUVl LLﬁimﬁm?ﬁmﬁ@qmﬂi:mﬁLﬁa
WigusyeszauAula ldAnanmasnuadlunigyinau
DLV ZAL

Anulinelanazaruimisniiune (Trust and
respect) mmaﬁqm?ﬁmﬁmiéqLa?uslﬁﬁu?mﬁxﬁuﬁu

s | 4‘ B = 4‘ o o a
UANEUZANUUINAANE UANUTENE uazilalue

|
Vv

NapuFuANUHanaIn UGTRABLEUAAINLANTH

U

A
na
waslifesn a¥annulindadetunasfuiinnsadng
139870 AN UL LR A924N AN UNEIUAZ NS
aazLlinme e

mwi"n,ﬁumuaﬂ'wﬁquﬁﬁu (Humanistic work
practice) Mmqﬂﬁqmﬁimﬁmiaﬁfmgﬂﬁ%ﬁmii:ﬁuﬁu
NA1TUIAMUAINTN VI ARINTANUANULTUATIAE
Anugnaatlvdaszuazdunalunisldnnernisvieu
e afiui fanudavgulunisyiinunaguaaiaanig
Autlaandelunisvinnuetnaluyseessy

N17RANUABNTLAAIBANUBININGIU (Toleration
of employee expression) wnedansfinsdnnsilalenna
TWyaanslinaniannuidnideatsunimunanuiiuags

nelaaslvifusiaassas Winisuansaantalae

< |

“Laiiajﬁﬂamm andnazgnLlsrainy

2. WNAANENNAUARTIAINNITATIALANAIT Eﬁ’%’ﬂ

1
a o Y

IrasdarnunuiednAenIsng usnIss AL ulinw

9
aﬁmm”l.umﬁ:aﬂmmugiumwmmﬂuﬁw«guuim

(%

ldfinAudanifinlumuensualnuARLazANUIAN UA
s v | a a e :; d‘y v [

gausulanuanuiiuase lunnsidansstldesAlsznay
ARUad Baer et al. (2006) 5 a4Algznan laun

mﬁ?ﬁuﬂmmﬁmammﬁmiﬁﬂ (Observing / Noticing)
vunefansngLsmsszAuAEdUNAANUANANLTEAN

da X A ad

HAANTUAIIDIAUIAN IR ATULIRIAIAIN ) WNTzNLBENN
SAnsnagnanmiian

mimﬁmﬂﬂizaumimﬂlﬁaﬂ'wﬁmLﬁm@hﬂﬁmum

[

(Describing) VUNBTNNNTALLINITILFALFAUAILITD

|
a

ussengLlsraunITElivinnIsalnng g Minlu o faqiiu
= QI | v v ° Vv | 3
PENALLDIVTRTN UL LERE A A AR T AL

nsnaulfiatnd@nsi (Acting with awareness)

<< Ay a [ 4 | le a a a d‘y A
Mummmimmmﬁxmumu‘vmaagﬂummﬂmuma
S y

mmmmmﬁwﬁ\m‘:ﬁmg} U ﬂ@qﬁu‘lﬁmmﬁqﬂfummﬁ,ﬂu

atlurniziiunaaninan lteeslinaniulaeluvunvu

R a Al A o P

D9AIMNENULNTRTILN LD
nsludadulsraunianl (Non-judging of

Experience) Mu18RIN1sAg UM iufuoufY

|
a a

« | 4’ e a =
winnisaivizetlsraunisnlnng ) Ainnuulnelufnduvse
S e e

I 1] a s T a
nrstansnglaanislutinfmanulsyaunisaliAL
o ) . =< 4:4'
(Non-reactivity to inner experience) UUIENINITN
Q’u?mﬁ:ﬁuﬁu“[ﬂﬂﬁﬂa?zaummim?@mmmq@“ﬂuaﬁm
mL%uimﬁmaum?aL‘LF"S‘ﬂuLﬁﬂuﬁ’uﬂi:aunﬁnﬁuﬂﬂﬁu

Nuealesy

| |
o o

3. wuwAaNeTUAMUEATULN AL LINUEIRN

[

Vv

mimwLaﬂmirﬁ%’ﬂimagﬂmmmmadﬁﬁammiéﬂ

ANNIZNNAR 1A UDIRLEVST L ALAUARE LA UTAAL

Tfrgusanszaulunisviinuuazannugalunisyineui

amuuiasuAnuIianSweNNsuyue uKdnenaeasssumads 71



HAnuasn ludsilasuldmiunianan dnn9isEuguaz
yaNe v 3 Tun19vineuLnas9asem HANI9UNTAIY
WduaaAnIsatnaAuAIUaIugalunisIdeAsa e
mﬁﬂ?:ﬂaummﬁmﬁugﬂﬁu‘lumumm Schaufeli et al.
I'g v |
(2002) 3 a4Allsznay laun
ANUNTLABIRSU (Vigon MINEDY WAIILAAARIN
N19YiN9L mmﬁmmﬂumﬁm% ANuLaLlanaz 1AL
v Y a s i ES) 5 o
nengnuudfeunyiugLassalianaifnuuaInNn1s ity
N3 uMgTiAAY (Dedication) NU1EDIAINY
[~3 a Y] o a Y YR v
wula odla saneingn Jusausnale wazdannime
Tun19vinanu
Anuanaalala (Absorption) Mmﬂﬁqmmq\iﬂu
1Tun9vineu mmiﬁmﬂuqm 13ia8nNN920aUAaaNaN
V2= | o 1 1 [~3
NuuazganIalunsvinnuiullagneminis
4. LUIAALAEITUALTTOUSNANTIAINNIT
nsavanLianansyielAaganumugnAs ANy
L%qwqﬁﬂiamﬁQ’u?mﬁzﬁuﬁuﬁqﬁLﬂaﬁﬂﬁmﬁm@
anunsnyaldgidmunenindiliinentsiduaseld
% 2 o v |
AUTIOULMANUIAIANIS 5 adALlsenan Taun
nantin wmﬂﬁqmaﬁQu?wwi:ﬁuﬁuﬁmwmé'ﬁm
NAWINENULNLINNTNIN AT UL UNNNELAAING ANTTN
WAAUTUT AU LA U/MUAETULA YA LT LAAIAINL
AniuRLAnAlABENTmaNa
yinle mmﬂﬁqm@ﬁQu’?mﬁ:ﬁuﬁuﬁmmmmm
luntsasiledfiReusteruinusaniausslaiinay
nszmasafulunsynuieai AN URLANNWsTAL
pudIauazUiRnulimudunaunszuIung 99009
TinFnennslusAnsaeailsz@niningegn
QII < Qll‘ll a [ v o a
Y MUNENNNITNLLENIITTAUAUT AL
wenglunuivih seufinalulaglnu g iieadeua
dlq a a o = a oA v o a
nundiszansnin anunsaungeg lihlgineulaess
atagnABdLLLEn waraunsndeatsvisanienandoya

dl o v v (=3 %
Lﬂﬂ'sﬂhqquimgnmaqmiaﬂi:muua:munm

72 amuuiasuAnuiia:nswennsuyye UndNeNdesssumaas

vuf NuefansNgusMss LA unTuAnE
v v Yy 1 4‘ s WQ&I
punivnANuitayalni o) iveLfulssnuresnulinau
= dl YV o ‘ﬂl | = 1
dnsuanidasunnuiuieusiunuvisaauluniienu
atlaue warivniiuaniunisaliaznisilaeauntasnely
LAZNEILANAIANIS

quﬁmmzjmmﬂ”ﬁu NLNED NINELTITZALIAY
SUNLIMUTINTIAUFUHATELUABALEY MUIENIU WAz
asAnalfiiAnthNaeneaseassy assenussn Ay
TRAME LUNITVNIY wazanuigavinauuium e
mmzjqﬁu Aala Lﬁuﬁﬁﬁqmm;é ANUALNTD TatEn

(%

ihvunadusunfludany

I o °

P s A . < o
Luﬂdmﬂmﬂmﬁ?‘wQﬁ‘vﬂmﬁﬂﬁiﬂﬂwﬂmﬂmmu:
[%3 12 v (=1 ] 4J a
NANURIAIANTLINUNT UAIUNLIUDINITUTZL L BNANTS

UftiRnunasiauanudisalunistgimaulesgusns

o YV

a?zmumuuaz"luﬁﬂﬁuﬁqiﬂﬁQ‘lmﬁﬁm@ﬁﬂmﬁmmuz

[ %3 %3 s :; a o :; &/yau <X v
nanilumudsmny Aty lunalaeadetniaeadle

U

yinnsnumuenasuAnfeiunanisUIReu

1
a o

WA smideifedestusulsdasaulsun AU
Tuanuiivineu af LLazmm@mﬁuanﬁu”tumummm
aqﬂiéﬁéﬁﬁ LL‘LL?%@Lﬁlﬂ’Jﬁ‘]_lNaﬂﬁiﬂﬁﬁa\i’]u%d@’mﬂ’ﬁ
neyaaauianansgidaliaslainunuiginfefianssy
ﬁLf“ﬁlmsﬁmﬁ’umfiﬂﬁﬁﬁmummQ’u?mﬁzﬁuﬁu AN
ﬁaqmaLLazmmﬂmiamﬁ%q\ﬂﬂéLﬂﬂmmmaqmémi
muﬁ”lﬁ?"umwmﬂﬂmﬂglﬂumiﬂixﬁf]wqaﬂﬁmﬁ
anunIninlazdunala

NS ANENLATNLALENANS TR fuAMLMLNE

(%3 (%

BUIAALASITUIRENENETURDN mmmmﬂmiuamum

|
a

‘vhmuaﬁm’muﬁmuuqdﬂﬁuﬁlumuua:ammu:wé’n

ﬁ\iﬂénﬁﬂﬂ@jm?ﬁwumﬂmuLLmﬁmmﬁ%’ﬂ 2D



a

a a o
AUl UFDIUNYINY

a o K

- Aapgiinaaainuine Adin g

- MaliiponudAtyfunisimuiAaa

¥ o
- A inglauazpanuiaaniiue
- N9AHNURE N Y9I

- N9RANWFAANITUAPNADNURINUNIIU

a ANTTOUSUAN
/Al .
- oz - NA1%N
- N9AANAANANANNTAN
Y e s -9il4
- Msussenalszaunisallfatneiarusionfne ,
O - @eq110y
- nsnaulfiatnggansa >
o Y
e . - 9efug
- nglusinAuilszaunisnl i ,
. - o . .= - HaWR g AN ETagiv
- nnstaasalaslitinfindulszaunisniina : o

ANNERNUEN WU

A A v
- ANNHNIZABTRTU

- MU ARY

- AHananlala

dAUURAYIUNISIVY

Tun199AFllanumgIUNIgIAE 4 AauuRgIL Al

AJ a aQ
U+ ALY

ﬁmiuaﬂﬁuﬁﬁWQWuﬁmmﬁuﬁuéﬁuammumé’nmmEj]u?miizﬁuﬁuiumjuq@ﬁ%ﬂmmmumu
A
WIANTALI
AN aﬁﬁmmﬁmﬁuﬁ(ﬁuammuwé’ﬂ‘umQ’u?wﬁiizﬁuﬁuiumjmq@ﬁfﬂmﬂmummLwimﬁq
ANy mmﬁmﬁuamﬁu”[umuﬁmmﬁmﬁuéﬁuammu:mé’ﬂmmEéiﬁmii:ﬁuﬁﬂuﬂﬁjuqiﬁ@‘[mmuumuLwimﬁq

a a

@ : amyguluanunvhauaanuaTugniuluan

U

mm':ma'auﬁuﬁmmammumé’ﬂmmEju?mﬁ:ﬁuﬁuﬁluﬂfjmqﬁﬁfﬁmmummLwimﬁq

amuuiasuAnuIianSWeNNsuUBE uKdNeNaesssumMads 73



38ANIUUNISIVY
Uszanslunisidudugusvisszauaulungu
ﬁ;‘iﬁﬂﬂmmummuLm'wﬁq%qLﬂuqﬂmaﬁlﬁi"umﬂwiqE]y'q
mnmﬁmﬂﬁﬁmﬁﬁﬁiumimu@um\umumwmmmu
LLaz%’uamﬂjaum@ﬂﬁﬁ”ﬁmumm@ﬁﬁqﬁuﬁmﬂ%qmm‘ﬁ
@mﬁuﬁﬁﬁ%’i‘lummﬁmmjuﬁaaﬂ'wﬁaéﬁmﬁ:ﬁuéﬁuﬁ
fdeumisimthdnuainnisudundiuiu 302 au g
ﬂﬁi@iﬁﬂ%@ﬂW’]ﬂmﬁﬁhLﬁumﬂﬂuéﬂﬂumﬂﬁﬁmi
Frunnsdaansinsauunauuasimaluladiansaumealy
UszmAlng umudszinnnnsaneuaznisTiLsnig aan
\fu 13 15 dvuernanguiegelaanisldnisile
A5 Krejcie and Morgan lAULnANquAlaE LIl
170 AU Lﬁaiﬁmmm‘ummﬂmﬁmﬂwLLé'aéﬁfv”aﬁﬁmmm
Fuuresnquiegnsmudnaluunazusenlaglinis
fjmﬁqaﬂ'w.mu%ugﬁ (Proportional Stratified Sampling)
atnuudndruuazldgrslunisuuvdsantaaiuin
ﬁuaqmjuﬁaﬂﬂ'ﬂﬂuw{azﬁﬁmmmmmqﬁl 1 udagIdn
ﬁﬂﬂ’]if}:uﬁfs’aﬂ"mmu\‘i’]ﬂ (Simple Random Sampling)
Ima‘lﬁﬁﬂﬂmmm@uﬂaLmﬂﬁfﬂhaiumaejmm?}laﬁ;ﬁu?mi
STAUAL
sl lunsieasatutiafy 2 nqulaun
mjuﬁ'mﬁ'q L fulsaaszAn
?)m?mmﬁmsluamuﬁﬁmuﬂizﬂauG’w’m%mﬁﬁﬁﬂ
saaihmneiiduuds nalfanudrduiuntsiaun
yara Anulindauazanuinisniiunenissiiiuenu
2814 UYHEETTUULAZNITEANUADNITUANIBDN VD
WINIU aaﬂa‘mauﬁ’mm?é‘qmmm’mﬁmmmé‘ﬁﬂmﬁ
usstnasraunisalliegnedniausieAmanisnanls
ategansn msldindullsraunisaluaznistasning
TmﬂhﬁmamﬁuﬂﬁmumsdlﬁmLLazmmﬁmﬁuHﬂﬁuTu

U UsZNBUMEANUNTZABIBTU NIUNEGTANY UAZ

ANuInanldla

74 amUuiasuAnuiia:nswennsuyye UrdNeNdesssumaas

NQUNA8Y : fulsmuAe aussauzran
n1919aasattTuns39eaedsuulnela
ﬁl = [~3 v ‘ﬁl
wunasunuiduiasasdalunisifiusiusiudeyaty
HadelAdenldeuiadauasianniulinsaunquany
a aa A [% I & [ 1 ~

wwAnuaznnednedawtaiu s sau laun neuil 1
wunaauaudayanilldiui 7 da deArnudatents

a a

wazdanatamauin 2 wuuinamyuiuluaniuninnu

)

a o

A398lfuuuines Rattigorn (2017) A azaety
PIULUIAAYBY Robbins and Judge (2007) lmgiiuin
Hanwuzfuninsdiulsziiiuan Uszneumiedaminnu
UL 35 U8 ANHUSIaAININLTTNALAETTALAINUAR
WU AL AB mmﬁlfqm 11N drunans teg LLazﬁ@mﬁqm
AL 3 wuunang el duunTnvesaniml Saums
UAYANLY (2559) FlFuauasiannannuuUa Five Facet
Mindfulness Questionnaire (FFMQ) 124 Baer et al. (2006)
Tnauuudndanwusfunnnsnaiulszsiduatlsznaumie
4ANNILAIUIY 39 U8 anwudasiniulsznaumie
FLAUAMUAAAL 5 F2AL AB mwﬁlqm 1N thunamn
e LLaZﬁ‘ﬂﬁl‘ﬁlaﬁ AauR 4 LLuu’fmmmﬁmﬁuQﬂﬁu"Lumu
HdelduuLinuesinansl a93ma (2552) Aduauas
WAILNANULLITA Utrech Work Engagement Scale (UWES)
484 Schaufeli and Bakker (2003) Tnainudndansnuziiy
1maulsziiuAnlsznaumedeAnLaIUIL 17 98
ANEUzIaAINULILNEUAIESLAUANUAMIAL 5 T2AL
Aa mnﬁlqm 1N Uhunans tee LLazﬁaﬂﬁqm LAYABLT 5

va o

LULYRaLsTOUznan faaalaasianazWmuiluniy

2.

Lmeiﬂi:Lﬁuammuzmﬁﬂmmmﬁm@mmuﬂﬁﬁu
UsznaumledaAInIuaIuIu 36 I8 AnEuUIaAINL
192NaUMETZAUAINUARIAL 5 92AL AR mm?'iqm 170
1hunans tles LLazﬁaﬂ‘ﬁ'qm
MIMsIRARLLASadTadENINAN LT AT AT

ey (Content Validity) (WamsI9@aLANUATALARL



Havnnnsldnunuasdiamnuiimunzanfisszanned
ANEN NMNIILATITANETUNATUUNAIEIBIATIZAANINN
mm’]mﬂ'ami’maau@mmmﬁaﬁwmu‘imﬁmmé’uﬂi:ﬁmﬁf
ANAUNUS T2 N19AZLUUTET 2T U185 U LB ILLIY
NAAnU (Item-Total Correlation) ﬁ?ﬂgmﬁuﬂ‘izawé
anduiug e ufiofdunaziiaansianainuiiedTu
(Reliability) 18suLLNAAELIAENTVNANANUARAAAES
meluannnsiiasziAndulsyaviauearinunsnsauing
(Cronbach’s Alpha Coefficient) 1ANANTILATIZIINN

a a

ANANUIABTUABULLTAR AN luanTUNYiIne U

€

AT 0,981 LULARAANGRITLVNTL 0.945 ULLARA

a

ANUEAITUNNNU U UG 0.923 LAZLULAR

a

€

o o %

ﬂM??ﬂUZMﬂﬂWQQUULV]I']ﬁU 0.969

va o 3 | L8

ANTULITLINITIADURAINUBULATIZALAL

al 9

v D o !

Vv | o A a Y o a s EZ
YaualnLdInTNARITEUNLTNNIILALAL H’J NN

U U

TntNU Google Form M9srULAALNERIANNTalng
sl,ﬁﬁuﬁgu?mﬁizﬁuﬁuuanwmmﬂmﬁLﬂu Paper VL
Qu?mﬁ:ﬁu%umqéauﬁiﬁa:mn MALKNLU Google Form
SUIUTAL 170 atf IEnauRuuieay 170 atf flu
wuuaauauaiuauystiauIn 170 atfy Antlusenaz100
POULABLNLT VLA mnﬁué%”aﬁmuuaaumﬂﬂ
vinnsnsaaliazuuuuazilifinssidayanieaia
naly

adaRldlumsisunell 18un AdesarAneds
dauidisauuinmsguaAnduLlszans anduius iesdu
(Pearson’s Product Moment Correlation Coefficient)
Uimpaeuss FuLazANLETLSIn ARy ludnnud

%

YU 4@ AusaulniuluaIuaLssauTANLaY

U
v

AAATITNNTAANRENULLTUREY (Stepwise Multiple
Regression Analysis) LNBLATIZANNTIIUNUNEINTDL
sevnamganluanIuiviiu af AnuBatuyniu

TUULAZANTTOUENANURINGUAIBENS

wan1sdvy
v QIJ ] Qs ] ] ] o ]
Eumﬂamvl,ﬂsumn@mmamqwmqﬂ@mmamq

aulvifluwdane s 98 au Anfluienas 57.6

WAV 91uau 72 au Anduasas 42.4 angaqulvojet]
92U 29-38 T a1 87 AU AnTluFaeas 51.2 AU
dulniArsainunmiegdnnisdnuau 106 au Andu
Forar 62.4 qainsAnmdlngjeslussiufSygens
Ul 93 AuAnilufenar 54.7 svaziialunaAigs
pnusisdrulnyliszazinanlunngamsesmunuatasnin
5 1 q91uau 105 Au Anfludanay 61.8 waszaziian
nsvinuivasAanisifaqiiudiulng iszazinainis

vinauiuasAnsifaqiiutdesndn 5 T 91w 72 AU

Anflusatay 42.4

amuuiasuANuIanSWeNNsUUBE uKdNENAesssumMads 75



a

AN 1 ANeAE (X) Arudisaunnnggnu (.0 uarszauamyynluanuivinny @ anutindu A

Tusu memmumé’ﬂmmEgu?mii:ﬁuﬁuiuﬂa:uﬁqiﬁ@‘imimumuLwiwﬁq

(n=170)
Aauls X S.D. FLAU
A ganaluanuivinanulasgsu 302 .58 unang
svandiinzesidmanefiduuds 324 72 1unans
AunslipNd ATy AU siRLLYARS 284 66 unang
auaNldndlauazannuiaisniiubae 318 62 unans
AUNNIANTHUUB TN Y59 294 58 unans
ANUNNIEANUFIBNITLAAIBBNTBINIINITY 291 59 unans
ARlAeIFIN 438 19 gaiigm
AUN1IAANARIINAR AINFAN 426 .37 quiign
Arunnsussenelszaunisalldacinedniausae Amn 437 .46 qeiign
puniseauldatnegdnsa 453 29 qeiign
AunslifnAuLlszaunisnl 429 34 qefian
punstlaasaalasnislitinfafiulszaunisniias 448 .30 zgqﬁ'zgm
AaERsugnyluay 367 .60 g9
ZRILLR GG 356 .54 49
AuANNYNm lUNNgYINgY 381 .80 49
frupufEnidusumilsudenuinnu 365 .64 44
ANTTOUTUND 387 43 g4
Aundn 377 54 49
Auvinle 389 .37 44
Fudeamoy 364 .49 44
A 359 .43 44
Fusjariiungaa i 423 57 quiign

76 amUuiasuAnuIia:nSwennNsuyyE UrdNeNdesssumans



a

Han1s3dEnL Ananaaluanuivihnulsesuetlussinhunandaeianedeeti .02 war b

umsguegi 0.58 anlnesineglustiugaigniianadeniiy 4.38 wariidudouuunnsguesi 0.19 AnuEniu

|
= I o IS

uniuluaulnesueglussiuasiaademiu 3.67 uazlidmudenuuninsgiueti 060 waraussnuzvanagiu

zivgalnaiaadennniiu 3.87 uazldiuleuuuunsgiungi 0.43

Py}

1
% (%

AN 2 AdulszAnsanduiusssrninsamiyuinluaniunvineu as waranuaaiiugniuluauens

a

YV oa o YV

HUTMN99ZALA
(n=170)
iaukle AmluanuNYinguy AR AaNNEntun WU luu
Ay a0 UATI9U 1
ap -.040 1
AN BNy 738* -161* 1
ANTTOUTUAN 569** -.026 .850**

HANSITEANANTIN 2 LTeResunAdudsansanduiussnineiulsdassnninudariunuainis
AnszinisnneanguitssyNAdNlsrAnsanduiugszninaiaulsdassansliiiu 0.80 Surachart, 1997) TIHa
nsdenlsngiluanuduiusiuluiivauuaziiasan ldwonmudlsammginluaniuivieu 4 uazanutindu

o =~ © o o a va e R o o bl & o a < a s
nnU U AN LdURUEAWAY 0.80 mex‘immuﬂ?w\mumiﬂLﬂumLLﬂﬁ?aaiszmLmﬂ:mmmmﬂﬂﬁlwn@muuu

ge

| a a

Tumeumalluazannuanisidefmunaminnluaniuivinuresdismsssauaulagsuuaz s e MUdANUALRLE

|
aaa

fuanssnuzmdnataiitodduneainfiszdu 0.01 InaAdunlsAnsanduiusivingu 0.513, 0.489, 0.512, 0.502,
0.621 mma"’]ﬁuslumm:ﬁ'aamméﬁu?mﬁzﬁuﬁuiLQWW:r??wuma‘mauiﬁmiwfajﬁﬂrﬁ’;LLazﬁmmﬂﬁﬁm%uﬂﬁmummﬁ
mmﬁuﬁuéﬁuammumﬁﬂmmQu?ma‘a‘zﬁuﬁuaﬂ'ﬁqﬁﬁﬂﬁﬁﬁmmqaaﬁﬁi:ﬁu 0.01 TneilAndudssaviaanduing
Wi 0347, 0.202 uddANTulmuALLRgLNsE duaRlassuuaziiunsdanaanuAaauiangu
nsussenelsraunisolliegedmauniieAmnsunistassnddaenislignfniudsraunisolian ldianuduiug
ALALITOUTMENTBE LTSI LALAUDENITTHANAYNNATA yenant mmﬁmﬁu;dnﬁuelumummQu?mii:ﬁuéﬁu
Tnesnilanuduiudsuaussausanesailiod Aymneadans=iu 0.01 TaefiAndudsyavsanduiugiviniy 0.734,
0.858, 0.755 MNUANA

ﬂ’?‘f)Lﬂﬁ"]iﬁﬂ’]ﬁ‘ﬂmﬁﬂﬂLL‘]_I‘]_IWHQQM%Q‘IQEN’J tldnnsTinszrinsannaenyAnILLIL Stepwise {Hesnnihidand

ANUMLNzauluNTARLAaNFALLTNENNTD] tlaipagtirtladedinaunisAemued 1adananadsuali

=b_

o) =

XA

Zo

DD

=D

=De
23

)

a a Y (%% °o & 4 [ %% Aa o Le i | < N o =
Lﬂﬂﬂ’)']llNﬂWﬁ’]ﬂ\lmiﬂﬂﬂﬁﬂﬂ’ﬁiﬂﬂm?ﬂﬁﬁL?‘Q?J“]J"O;‘ﬁL’aﬂﬂﬁ’%’%ﬂ‘ﬂMEWUWQTUﬂWiWHWﬂ?MQQWQﬂﬂ@u’%ﬂ@zL‘Wllm’lLL']J‘E'?JLL

amuuiasuANuIianSwWeNNsuUBE uKdnenaesssumads 77



N luaunng inuanmulsaumsinaezdmdulssansanduiusn ldted Aymeatnvsarnniaiumulsmu
2@ 1ENUNA lUNNINENNINIUaIANN1T9XAAAY Multicollinearity (Apinya, 2016) A9l Tun1siiAnzin1snanas
LLLNVALLL Stepwise adimunzaulunisifaniatign

AN919N 3 NTAATIEINNTOANBENYLLILTUADU (Stepwise Multiple Regression Analysis) tlaaninyayiauluaniui

YIN9U @R LLa:mmﬁmﬁuaﬂﬁuiummﬂuﬁaﬁﬂmaamaaumﬁ”ﬂmmQ’u?mafizﬁuﬁu

(n=170)
AaNeNNTo B SE Beta t p
b
ﬁmﬁﬂgmqmiuamuﬁ'ﬁwm -110 043 - - 012
149 2.549
& 279 .088 126 3.15 .002
mmﬁmﬁugnﬁu’tumu 698 042 980 4 .000
16.5
87
AnAd (Constant) = 1.651
R =.863 R'=746  R’adj=.741  F,, =162.199 Sig F = .000

| |
a

NANNSTIEAINANGIN 3 W'LI’JIW Amnnluanunvineu 4 mmﬁmﬁugﬂﬁﬂumuéamﬁ’uwmmtﬁﬂmmus

A~

(%

VANUBNHLENITZALAUTDEAT 74.6 pEnelitiidAneatiansz AL 0.01 TnganunsailauaunisnensailugLazuuuny

[

%
219N

Zhe

—<

AUITOUTNANUBIELEINIIZAUAU = 1.651 - 0.110 ArRyeynsluanIUNYINL) + 0.279 (AF) + 0.698 (AUER
duyniulun uazaunisiiaszinisanaeenyluglAzuuuLNnsgILAY
AUITOUTNANUBIELEVINIIZALAU = - 0.149 @risyaniluanuilvinein) + 0.126 (@R) + 0.980 (AMUEATY

Hﬂﬁu‘lumu)

onUsnewa

RINN1TITENLIN maf%?’uéf%mammﬁmhamuﬁﬁﬁmﬂmmmLLa:’mmé’"rwumQ’u?‘miizﬁuﬁuslumﬁmjﬁ@
I‘Vl‘?ﬂllu'?ﬂllLLﬁd‘MﬁﬂﬁWJ”]Mﬁuﬁuﬁ%’]\m’mﬁuaM?‘iﬂ‘utﬁﬁﬂaﬂ’%Lﬁaﬂu’]@’mﬂﬂ’i‘ﬁlﬂ\‘iﬁﬂﬂ?MﬂLﬂﬂﬁuﬁﬂﬁﬁQmﬂlﬁLLﬁz
penaa i UNTNUAT VTN LLazé?uidﬁmmﬂnLﬂuéqumﬁﬂumm%ﬁqLﬂmmaﬁ?uﬁﬂﬁéu?mﬁzﬁu@imﬁu@mm

a

S 2 eas o < o ¥ 4 1 v oa o v A aa | N <
mmmum\iLLa:mu‘wﬂg‘umaﬂmmmma‘ma:waummLﬂjmwmmﬁzmumumaawm mmmnmmmmmmma:

A
q
dld <~ o Vv

V]JJLW@V]"IGLW]J‘J‘EQLﬁ’MJﬂEI‘]JﬂQ

RINEUTMNTT s AUA U ANEN NIAz ANUAILNTaNIZAINsdaT T LD Ananan
29An1s uananil flinnulinddauariifesigusmessausulunsdfiReuiivsseaniaueanisvinnuidaveu

daugsssuluinazizaanisliisnsda a¥ainis ¥Fen1eRasNARBLULILLAZ LA WIRLEMN9ILAUALAILNTD

78 amuuiasuAnuiia:nswennsuyye UndNeNdesssumans



LAAIANUEANYITDAIUABINTTIRIALE IRaEN9BATY
Vi’ﬂﬁﬁgu?mﬁ:ﬁuﬁuﬁmanwﬂﬁﬁmuﬁﬁ%qaamm%mﬁ’u
IUIEURY Thamonwan & Rattigom (2011) ﬁﬁﬂmﬁu
Qu?mafi:ﬁuﬁuiu@aﬁ@qmmmmimmmsummﬁﬂumm
NEIMNUVTUAS FIUIMU 210 AL NANTITENLIN IR0
1uamu‘171lvhmuﬁmmé’uﬁuémwmﬂﬁumamiﬂﬁiﬁmu
sumEjﬁﬁmiizéfuﬁuaﬂ'ﬂqﬁﬂaﬁﬁﬁmmqﬂaaﬁﬁzﬁu 0.01
LA Petchsawang & Duchon (2012) ﬁﬁﬂmﬂﬁu

o

winouusEnauelnguimilsaalssnalng wanis

o a

Januan amlyyinluanuivinnuinnuduiugnig

DD

1
aa (%

uanfiunan1slinueeiilod Ay nieatang s i
0.01 uaz Duchon & Powman (2008) larnEfiLyAaINs
IATRIEAUAZUNN 6 MtheuadlsmENLaILNA LYY
5 um lutlsemaanigausng nan1sIaemL andyoyiu
sLuamuﬁlﬁqmuﬁmmﬁuﬁuéﬁuNamiﬂﬁﬁﬁmuaﬂ'wﬁ

o o o a a

UHENAYNINADANTZAL 001 WANITIREEINLINARUDS

€

a o Y

:: = v Vv | v s
N‘].I‘i‘Vi’ﬁ‘iZﬂ']_lGILLLLU.&JLQ‘W’WZﬂ’]Uﬂ’]‘i‘mﬂUImﬂﬂ’]\igﬂﬂ AL

2

€

Faunslufadutls s aunnsalvntuitinnuduRusNg
mﬂﬁ’uammu:mé’ﬂmmQu’?ﬁmﬁzﬁuﬁu%uﬂulﬂmm
auuﬁgmmqéfsumfvLﬁaqm@’méu?mﬁ:ﬁuﬁmm'a
BefiLNTeYiNe 0 ﬁ@fiﬁ’umﬂﬂ’hmﬁmmyzuﬁﬁqﬁN'"num
LEwReielliAniy aunsoseusULlsraunsaiRiRANL
1um€ﬁﬁmu1é’mmmmﬂm?qﬁmmrf;ma%qﬁﬂ'ﬁ%ﬂu
@mﬂmﬁﬁﬁlﬂhﬂﬁlﬁmmmmaqmammLﬂmmﬂﬁmﬁm@
r}*’?ﬂ%ua:ﬂizaummeﬁGﬁﬁfl,umiﬂf]‘]ﬁmuﬁmamsﬂ@ﬂﬁmu
frauly uansfianlngsiuuasdnunisdananinuin
ANuiansuNsussEnedszaunsalliegednausiie
Amanunistasedslnanislu@afiniudszaunisal
dldduldauauaufguiicelfaraiiaanainnisd
arnunisvinauansazlilidaaliauiigudnunznis
ﬁwqquﬁqﬁumm:%‘u?wm:ﬁu%udmimﬁuéﬁﬂﬁﬂﬁmu
alvaMl! ﬁﬂi:aumstﬁua:mmﬁmﬂjmiumuﬁ@u%qqq

i llfanui gy TunsvienuauinAn e Tuanaas

danalvian Ll FiRentasiunsvineulagnss uanaani
99199 FI TR ANE AN T AN T AL AN
09098 TuilEd kPl AanansfiRaeuan
FmnaanudEaransdnisi L dme i daneflezna
PBNAR LUANUNTEUNAANUARANLSANAUNNTLSTENE
Usraunsallfeenedniaumeadmauaiunislaasing
Taansllinanfulsraunisalifuaaasddldifiondas
IPEIMSIARANITOUZNANURIBIANIT

uaNani mm@mﬁuﬁdﬂﬁﬂumummQ’u’?m?
s2AUAUlABIINLAZIEAULAMUAUNUENIILINAY
amiaumé’ﬂmwL{‘imuwmmﬂQu?mﬁ:ﬁm"ulﬂuéﬁ
mmﬁmﬁuaﬂﬁﬂumugw:Vfﬂﬁiﬁﬁmﬁzﬁuﬁuﬁmm
nezmesasuriuiuulvgianulunsvinulanutavegu
iuﬂﬁiﬁﬁmud@‘lﬁlﬁmmamiﬂﬁﬁﬁmuﬁqﬁuﬁﬁ'mmmé’m
MNUAREURY Netiya (2014) lFvinnnsideiuanansd
WENLNAINENAENENLINALTUTVIUUT NFENTNANBITUGY
U 323 AL WANITIFENLIIN mmﬁmﬁu;ﬂﬂﬁuﬁlumu
fanuduiusuaziansnadunanisUimnuuazau
29889 Yongxing et al. (2017) lavinnnaAnuidaiy
wilnausuniagnAduius lusEninsauu ALY
wiklutlezineA L 5791 1,094 AL Wuiqmmﬁmﬁup&ﬂﬁu
TusudanuduiusiuniunanisU iz

NaNSITELlszN19AATIENL ?m%tynpm‘l,uamuﬁ
‘vhmuaau,a:mmﬁmﬁuanﬁu‘tumummm%mﬁ’u
ﬁnuwammumﬁmmQu?mﬁ:ﬁurﬁummﬁmm
mmﬁaﬁﬁmii:ﬁuﬁuﬁwé’q danuwanlald danu
nszAnsasulunigvineu é}'ﬁmﬂuﬁwﬁqﬁmﬁmﬁmm
fvivinlianunsntian ”qﬁlﬁag'm‘lfjﬂumiﬁwqwl,a:mi
AR iFmeaaanaunnstesdnsiinnedaasy
mmé’uﬁuéﬁ'Lﬁ'iuLﬁq'z‘:wfmmﬁammijﬁmﬁ:ﬁu%u
FuAilauaesesdnis flunsasausassouniiels
NAANNATNANALAZ ABLAUBIAD AN LURINTINIIY

MAIfuNsIugLIEes s AuAueaazinnuguly

amuuiasuANWIaNSWeNNsUUBE uKdNeNaesssumMads 79



n1svieuaaazdanalnilszansninlunisvineauuag
v a s v QI é’ { Vv o

AU AUAUWLAU (Rattigorn, 2018) TIaaAAARIRL
WUIARUAY Schaufeli et al. (2002 cited in Oraphin, 2014,

a

75-79) Na1N 1_q|mmaﬁummﬁmﬁu@nﬁu‘lummuﬂu

©

Aa o o = o < o
wuwaﬂumimumaau@ﬂ@miwmumL‘flumuﬂi

Sh. 2

é”nﬁiyi:wdwﬂ@é’ﬂumiﬁﬁmutm:maé’wéﬁLﬁmm
NM9YINNULAENRAAAAAITLINANITIEURY Yongxing et
al. (2017) ﬁLﬁu%’aHaﬁ’uwﬁﬂmumLmﬁqgﬂﬁﬂﬁmﬁuﬂu
1tminsauunAuwAmillulss AR Y S1uu 1,094 AU
W‘mhmmﬁmﬁuﬁdﬂﬁu’l,umuﬁmamqmﬂrﬁamamiﬂﬁaﬁmu

TuduesaRRaNLISINRuNEnIalaLsTUY
Mé’ﬂiﬁé’qﬂﬁummﬂmmmﬂQ’u?mﬁ:ﬁuﬁuﬁﬁaa
Viﬂﬁmma?m?uiéqﬁ'Lﬁmﬁuﬁ”’qmﬂiul,l,a:mﬂu@ﬂmum
MWJJWJ’]JJL‘ﬂu'ﬁﬁ‘dLL@Z&’]JJ’]?Q‘?]I‘\)ZU??HWEﬂ’ﬂuigﬂLLBZ
tszannisalansnuasaanun g audlald saui

U

mmmﬂéaﬂ’mm’mﬁmm’miﬁﬂﬁﬂhuﬁmﬂﬁmnmi
iﬂﬁﬂﬁqmmﬁmw?ammiﬁﬂﬁ'Lﬁm%u&uaamﬂﬁmﬁu
WUIAAURY Kabat-Zinn (2003) ﬁﬂéﬂqﬂ’]ﬁwﬁuéqﬁﬁﬂﬁ
uEEIRAANUNNIA1e Y dauvnunandneuzyAanan
neluresuysd 3 uuu An Anulan Anundends uay
AUVAIRA T.mﬂ?&lﬁimmﬂanﬂhﬂuﬁﬁiﬂﬁﬁ’mnﬂéﬁﬁanwﬁ
AR AT ALAZHANSYIN LT A AARB L
AqBu0 Vaculik (2016) ANMAUNTINUAI819055LN
AU 241 AU WUINARLANUEURUENINLAINTUNANTT
UfiiAnuuas Jochen 2017) Aniuntinnueudsnis
anArasANsduAluLlssimABufs 91U 620 AY
WuMARL AMUENRUS TN LNaNTUG TR
eludruaedindyyinluaniuiivinauein
aunslumensii 3 wunilmAnauanunsneftanenanis
AN 1A Uz IR LENITT L ALAUI LAY
Lﬁami%"uéﬁm%mmpmiuamuﬁﬁwmﬁw%mammé’mﬁu
§Eet Joan 2008) TENaN Ay luannui

vinauluszAnaasedAnig sULLLINITUTNITBIANIST

80 amuuiasuAnuIia:nSweNNsUYYE UrdNeNdesssumans

uanAnafuanain il d il pu e anTarse
PNV ] . 9n9LleannaNnLBUTIRILAAZaANNg
fianaaz Bl ud duiuSesamyyaluaniui
vinau LwimfewﬂﬁmméqﬁmﬁﬁmuﬁﬁﬂugﬂLLU‘UE‘Iu6']
UUNNTLIVNTULL UUZ-UW ‘Lumﬁﬂm%qqiﬁ@ﬁﬁumi
uaadugs ﬁm@mmﬂmaﬁqmuﬁ@qLﬁummmqmﬁ'ﬂ@
ﬁmfirﬁﬁy’qLﬂ’wmu’m%uﬁummLﬂua?q%qéu?mﬁ:ﬁu%u
%’uidwmﬁﬁﬂmﬁmmLﬂﬁmmmm@qaqﬁﬂwﬁufvzﬁwa
Tnamsedanna@ausu@ausumis nsulfuSuAewnse
nsitansauntutiavilvigusnss s AusuUfiRnueeuiy

v

AIUAIUNTD a'qmaslﬁﬂmmu:ﬂjméu?mﬁ:ﬁumuﬂﬁu

U

Yy 1

woluauziAganug usnissrAuduaialuladanan

QI Yo YV o :: IS | | L2 IS
muwimumuwmﬂwmuuu@mmmammmma:u

mwwmaﬁiammm

VoIdUDIU:INWANISIVY
nuanIsAnEIdEAInanagIfeidetausuus
Faselul
D mﬂmamﬁ@”ﬂﬁwudwzﬁu%m%mmm‘luamuﬁ
vi’ﬁmum'aqéu?mﬁ: AL ﬁu‘imammag'lui‘:ﬁuﬂﬂunaw
LasNLTAN LA UALsTUENEN Fatl aednns
ma?ﬁm'iﬁwumLﬂwmﬂﬁlum@dqLa?mm'iﬁﬁummﬁu;ﬁ‘

v YV Aa /. Vv

amynluanuninanulrtudusniessAusuna i

U
dnlauazlvinuaniaanuddyuasesAdsznaufuin
Jyaaluaniunvineuaiunsantanaaulauisgnis
PR 1 nsduwRnamiyyiuluanuninau

[ a °

mﬂ%’uﬁw’?mm‘maﬂqmmw%’umiﬂﬂamuﬁLﬁmﬁ’umi

a |

WAIUNNNNAAI Y IUALATULA S WAIUNTAIUST T UL
arnanallunsvhauuasnsaTan MRy
Fusy aeAnnsarstinnsthuuninfiaiieduannuunan
'ffomﬁmmﬁm‘l,uamuﬁﬁwwumwlﬁaﬁf ANNSTLEAAIYL 0
Tuanuiivihausetinelussdnisitefunnsdnsas

IwilneulifynivianaeanisliesAanisyinas lavse



LLﬁm:ﬁqwﬁfﬂmui?ﬂmmm’mauQas:wﬁw%’%mt,l,a:ma
o = 1 [t v dll 2 YV o a

vineuvealy Wluau eaasAanigas et ludnansunm
wumlunistFudgauntumeliianunsonauaussainy

ARINIT LARENIALNZ AL

| I
o |

2) ‘Mﬂmamﬁﬁwwmwzﬁummﬁmﬁuaﬂﬁu
Tusuvesgusnsszauaulngsiues lusriugalainy
Fuwusnuaussousranuazatunga i fumneannsnilu
NN9vINuNsaNsTausanlANaSNENTE AL A9t A9ANIS
ma‘lﬁ‘[ama‘wﬁﬂmu"lum@L?ﬂuiﬁﬂwﬂumﬁﬁﬁmuthu

X a 0% % = Q‘I
n1gunausulaenalanialuninaIuaILITOLaanNna s
BrudiineAne g allunsimunuewaranesniug
| :: a a v o/ I's
Meautiuanuisadlanialunignulnldnsaunuaeanng
VLﬁa'\iLﬂ?ﬁﬂﬁ%ﬁﬂdﬁmmﬂuﬁwmmuuaziﬁﬁmﬂgmﬂu

< 3 = v o =
NadULednued 911 11R9e9ANNsA9 N9 19 TaTe
nsdszmaifesinndmsLINIn N UNENansUFIROUA
a o K s o o o
taudnwuzinalszasainaduaiyuazindslalunig
vinufunuueenealiundnanuauau g adsliie
usegelalunisadieassAnasuinianunueinainy

V=% a 3 YR 1 g v o Qs
gﬁﬂﬂ’]ﬂﬂ“lls[.@)sl,uﬁ%?wqﬁugﬁﬂ’]ﬁﬂﬂﬂﬂ’]i‘sl,‘w ANUEIATY

AuNeURIRNUUeINneu

Volauanu:lunsadunsusiold

1. m'ﬁﬁam%@ﬁiﬁ"jmﬂﬁmmﬁmm:ﬁmmaﬂwu
Lmus‘i?umau (Stepwise Multiple Regression Analysis) %ﬂ%
TsunsuanelunsAmaanmudsdnldluaunngyinlviens
a'qmaslﬁﬁmﬂiamzmqﬁagﬂm%}’maaﬂmnaumﬁqaw
HusutlsiidananefusmunenadiTod ety
miﬁﬂ‘mm%y’\'icéiaiﬂmﬁfl,ﬁ?mmﬁmmﬁmﬂxﬁwmmuﬁluq

2. nMafiusausiudayan1aldiEnisduniwalaegn
LﬁmLﬁuLﬁaiﬁiﬁ%’aHamﬂ%ﬂumﬂ%uaﬁﬂmﬂ

3. ﬂ'ﬁﬁﬁm??ﬁﬂmﬁ'ﬁﬂguq MaAEANENiang
nasnanananisUfTROY 1wu woRnssuaseassa

UIMN99U (Innovative Work Behavior) anﬂ‘iiumﬁ?

TANTNUAINUIATEA (Coping behaviors) WAz

13190unlunngvinau (Work Passion)

Qs Y o a s

4. UNENIIANHILNLIRNTUE UFV99 2B 9

2

e Qu?mﬁzﬁunmqLLazéu?mﬁ:ﬁugﬂumjuqiﬁ@
Insanunaugduuvau s ieidunisiffeuiiauszning
1 41' | <X Ql' v 4’
AMULANANNLAZNLTIUNT ANHNINANGAIU
=y (%3 a a dl 4:4' | 1
5. AIANNTATENINAMINENDU ) NDIIAINAND
aussouzvanla | usatssounlunigvineiu quéﬂjﬁﬁ
< o s @ v -
Anuianalalunu anugniuluasanig Jusu e
mmmﬁﬂﬂﬁmm@mé’ﬂ'ﬂm:L%quaﬂiuﬂwﬁﬂmuﬁum

qma’mﬂumﬁmﬂﬁaﬂ'wn%ﬁqmwﬁﬁu A

amuuiasuAnuIianSweNNsuyue uKdnenaeasssumadas 81



S1UN1SHWDY

Anothai W. (2017). Adaptation survive growing in the big data streaming. 14 December 2017, https://goo.gl/eXPdBZ

Apinya H. (2016). Applied Statistics in Psychology. Bangkok : Kasetsart university publishers. (in Thai) Ashmon and
Duchon. (2000). Spirituality at Work A Conceptualization and Measure. Journal of Management Inquiry, 9
(2), 134-145.

Baer et al. (2006). Using Self-report Assessment Methods fo of Explore Facets Mindfulness. Journal of Personality
and Social Psychology, 13 (1), 27-45.

Bangkokbiznews. (2013). How fo adapt When the organization change. 10 December 2017, http://www.
bangkokbiznews.com/blog/detail/520192

Digital Economy and Society. (2017). 7 Important Trends of Future Work. 26 December 2017, https://goo.gl/Zrz5wt

Duchon, D. and D. A. Plowman. (2005). Nurturing the Spirit at Work: Impact on Work Unit Performance.
The Leadership Quarterly, 16, 807-833.

Jariya B. (2009, June 25). Driving the organization to the goal. Prachachat business, 38. (in Thai)

Joan F. (2008). Spiritual performance from an organizational perspective : the Starbucks way. The international

journal of business in society. 8, 248-257.

Jochen et al. (2017).The Mediating Role of Emotional Exhaustion in the Relationship of Mindfulness with Turnover
Intentions and Job Performance. Journal of Managerial Psychology. 8, 707-716.

Kabat-Zinn. (2003). Mindfulness-based intervention in context:past, present, and future. Clin Psychol: Science and
Practice, 144-156.

Krahnke, K., R. A. Giacalone and C. L. Jurkiewicz. (2003). Point-counterpoint : Measuring workplace spirituality.
Journal of Organizational Change Management, 16 (4), 396-405.

NealJ. (1997). Spirituality in management education : A guide fo resources. Journal of Management Education. 12 (4),
109-118.

Netiya J. (2014). Antfecedents of Engagement and Empowerment Impact on Job Performance and Organization
Citizenship Behavior of Nursing Instructors of Boromarajonani College of Nursing, the Ministry of Public Health.
Doctor of Education Educational Administrtion, Kasetsart University. (in Thai)

Nuttavoot P. (2018). HR Trend 2018. 21 April 2018, https://www.dst.co.th/index.php?option=com_content&
view=article&id=1762:hr-trend-2018-management&catid=29&Itemid=180&lang=en

Oraphin C. (2014). An Analysis of Work Engagement construct. UMT-POLY Journal The Eastern University of
Management and Technology, 11 (2), 75-79. (in Thai)

Panjaree J. & Phramaha Hansa Dh. & Poonsuk M. (2018). An Application of Mindfulness to Develop Manufacture
Labour’s Work with Happiness : A Case Study of Continental Knitting Ltd., Part. Journal of MCU Peace Studies
Mahachulalongkomrajavidyalaya University, 6, 171-181. (in Thai)

Patpong V. (2014). Google Search Engine America's giant Use "Mindfulness” to find yourself. 22 October 2017,
https://mgronline.com/dhamma/detail /9570000061337

82 amuuiasuAnuiia:nswennsuyye UrdNeNdesssumans



Pawinee P. (2014). Insight Meditation, Workplace Spirituality and Employee Engagement. The Thailand research
Fund and The University of the Thai Chamber Commerce. (in Thai)

Petchsawang and Duchon. (2012). Workplace spirituality, meditation, and work performance. Journal of
Management, Spirituality & Religion, 9 (2), 189-208.

Petchsawang and Mclean. (2017). Workplace spirituality, mindfulness meditation, and work engagement. Journal
of Management, Spirituality & Religion, 14.

Rattigomn C. (2008). Human relations: Human behavior in the organization. Bangkok : Kasetsart university publishers.

Rattigomn C. (2017). The influence of workplace spirituality, spiritual health and leadership on organizational
outcomes. Kasetsart Journal of Social Sciences, 38 (2), 1-15.

Rattigorn C. (2018). Organizational Psychology. Bangkok : Chula publishers.

Robbins, 8. P. and T. A. Judge.(2007). Organizational Behavior. (12" ed). New Jersey : Pearson Education.

Schaufeli et al. (2002). The measurement of engagement and burn out : A two-sample confirmatory factor analytic
approach. Journal of Happiness Studies, 71-93.

Schaufeli et al. (2006). The measurement of work engagement with a short questionnaire : A cross-national study.
Journal of Educational and Psychological Measurement, 66 (4), 701-716.

Surachart P. (1997). Multivariate analysis techniques for social science research. Bangkok : Liangchiang publishers.
(in Thai)

Thamonwan M. & Rattigorn C. (2011). Servant Leadership, Spirituality in Organization and Job Performance Of
Managers in a Private Food Industry Business in Bangkok. Journal King Mongkut’s University of Technology
North Bangkok, 21 (2), 447-455. (in Thai)

Thunvarat P. & Rattigomn C. (2010). Leadership, Organizational Culture, Workplace Spirituality and Organizational
Engagement of Manager of Advanced Info Service Public Company Limited. Journal of Human
Resources Intelligence, 5 (2). 32-41 (in Thai)

Tischler and Mckeage. (2002). Linking emotional intelligence. Spiritual and workplace performance. Journal of
Manageriaal Psychology, 17 (3), 203-218.

Vaculik et al. (2016). Mindfulness, Job Satisfaction and Job Performance : Mutual Relationships and Moderation
effect. Journal of International Scientific Conference Economics and Management, 21 148-156.

WipadaK. (2012). Roles and importance of leadership.15 December 2018, https://www.gotoknow.org/posts/345480

Wullop S. (2010). Mindfulness at work for success in work life 1: Principles of thinking and direction. 28 December
2017, http://share.psu.ac.th/blog/fnr-devolop/14271

Yongxing et al. (2017). Work engagement and job performance : the moderating role of percrived organizational
support. Journal of anales de psicologia, 33 (3), 708-713.

Yongyud W. (2015). Mindfulness in Organization. Department of Mental Health, Ministry of Public Health. (in Thai)

amuuiasuAnuIiansSweNNsuyue uKdnenaesssumads 83



Un 14 auun 2 nsnmAu - sunay 2562 Journal of HRintelligence

UNA2INIBIMS |

nasUs:zgnerizniIsoaniiuuudnNSsU
POUNSABILUIRYIEINSUNISWHIUN
NSweNsSUUUY: Aoo:ls a: T[Gogls?

4
A7.41lyan qunsuus
219136 @NUNINLINNFAIANIT wﬁwmé’ﬂqimﬁﬂﬁﬁmﬁmm

o a s a o
fs.agusuns (eutlsyAwg
21919615 2AN1TUNAINENAE UnNINeNdeLaLTean AU

Tunlasusuaiiuunanyg : 31 nengiAn 2561
Funudludsudgaumanny - 1 Juen 2562

FUNPAUSUANUWUNAIL © 2 LUmIEU 2562

UNARNED

unAITNIsianauneeg 3 dsznne laun 1) DOSLNETLN UUIAR AUMLNE LAZRRILNNNTUaY
m?‘lmﬁahmsaaﬂLLUUﬁ;iﬁmLazu"immaru%u’}ﬂﬂ’h 1A30ailolun1seeNUULUTANISLAENTY AL AL (Lean
Innovation Canvas) 2) TWiudalsslaminasianistniase iian1seeniuULHLNUEaUAAAI Erans 2 an
wrindeunflunsuimediusingg luesinisuazidunlulszmelineny uaz 3 tiauairmasdiadiensesnuuy
NIUTMENTNENTUYBARIENTTATHUNULAEY (Lean HRD Canvas) %mmzQﬁwuﬂﬁﬁmuﬁumiﬁmmmuﬁ’uma
UszenaliluasAnsmng e Tudszinalne ‘[mmza%mﬂua:LLamﬁ%'m'iﬂi:ﬂqﬂﬁiﬁ?m?lmﬁamiaaﬂLmuﬁqiﬁaﬁamizmw
wHAen drunsdifnweig g AlfiaetieanuunnsiaLyEnensuysd fenszasuHiAen (ean HRD Canvas)
LISEEN Lﬁlaslﬁl,ﬁmmmL%ﬁlml,d%ﬁauslﬂﬁﬂwmﬁmﬂ'i:‘[,mjﬂsluﬂ’]iﬁiaﬂammﬁm’mi@hﬁuﬁﬂ%mmiﬁLﬁlmﬂﬁm $7UD
\Hudselamddwiugusnislussdnissngg lunsimadendmiunstinesesdeuazinaiialvi q et iU5uld

NEINLEURRU TN NIy e UIeuAe g lullstmalnadnsae

ANEIATY © NI9DBNULLUTANITUATENTZATHUELILLALY, NITBBNULLNTHAILININEINTUBEAENTZ AN

| a B IS 1 [ s <
WENULAE, Lﬂ?ﬂﬂﬂﬂiﬂhi‘ﬂﬁﬁﬁ"ﬂ\iLLNHWGJJU’W]?WEI’W]‘M\JL%HEI

]Corresponding Author E-mail : dr.supunyada@gmail.com

84 amuuiasuAnuiia:nswennNsuyye UrdNeNdesssumans



The Application of Lean Innovation Canvas for Human
Resource Development (or Lean HRD Canvas)

: What and How?

Supunyada Suntornnond (Ph.D.)
Lecturer, School of Management Science, Sukhothai Thammathirat Open University

Dr.Natnarin Niampradit
Lecturer, Graduated School, Southeast Asia University

Received :July 31, 2018
Revised  :March 1, 2019
Accepted : April 2, 2019

Abstract

There are 3 major aims of this academic article, which are 1) To illustrate the concept, development process
and application of new management design and planning tool so-called “Lean Innovation Canvas”, proposed
by the authors; 2) To point out the advantages and the basic approach for using and applying this new tool
know as “Lean Innovation Canvas”; and 3) To propose the new planning tool for human resource development,
which is developed by the authors. This developed and proposed tool is so-called “Lean HRD Canvas”. This tool’s
concept and application will be explained in this article in order to offer as new approach for HRD experts and

scholars to design and planning HRD process in any organizations in Thailand.

Keywords : Lean Innovation Canvas, Lean HRD Canvas, New fool for HRD planning

amuuiasuAnuIanSwWeNNsuUBE uKdnenaesssumMads 85



unun

ludquvasunirll ginusazidunisaguiiun
YAINITADNULLUTANTTUAENTZANHLEULALD (Lean

. o« o | o Ay A =
Innovation Canvas) UUAILANAIT A.A. 2000 Nnalulagl
A1ee) dnsWmunauagnesngy vinlaluneeuiuiu
ﬁqiuQQﬂﬂiqﬁﬁ@LLazsLuNmﬁﬂmmifh stuuylunig
Lavnsuazanununisinenuluasdniene g Tudaqiu
° [~{ v = LY dl v [~3 4'
Tflusasinissulasulvisnmnis iaanunsanaLauad
1 Qs v | QIN = Qs Qs 4‘
natfadauindaunnag ndmalulatidudidundeu

v '8 a v o/ % v (3 4&” I 1

WinsAnTsuazgsianealfumlvisinisizueteuinndd
lusfn MenUFMIsLAZTINIINNNSANe S TREId0iy
AFLENNTIANITAIANG  ANTINITARALLATNAILILUIAR
wmata uaztaseselunisusnisdanislml g el
ANUNTNADLALIARANTUNITIAINAN LA LUdARURINIS
WaLATasilas 9 aeanuuULEMsannIg visouly
gy Tugsialietnsinids vutudluvtugen
VRELUNSZAMBUNULAET (Canvas) Adligniamunay i
Walvilingesdalunisaanuuugsianaiunsntliuiaeu
Inlaedne uazfauiemealignauladusiugsiaanuns
FILIULATNAALANLAR LABENITIAEA N eI

v

n1NdeuLpugsia visadiasziiadesee A

|
I XK

ql IS N aQ aQ s Q qlq
LATRNiavTalnATATUNITLTVNTAANNTLLLLANTNLE T3

U
1

radlddayainuinunuardunauninauiuin uiila
ARNULLLNFANGULULASauAY et il luiunisnl
Ingdudniaasesdaluniseanuuugiuuy
g9navsanInnssuAeludnlunt AL vTLUNTE AN
A do dee e .
LHWIAED (Canvas) Aflunianuazlafuniseauduly
7mlan AAa ma?a%'fmmehamq@ﬁwum:mmm'u
- , 4. X
W87 (Business Model Canvas: BMC) TNWaILNIUlAg
ANARs19198 BN NLas (Yve Pigneur) LNLMINENSR
lag1u UssimAdIm@asuaun U A9.A@NTIUADT
20AINASTALARS (Alexander Osterwalder) $2UMUTLTU

anNIn 45 AU NUgiRNlALeunsLUAALAzIATaN ]

86 amuuIasuAnuIia:NSweNNsUYYE UrDNeNdesssumans

ti’]umaﬁﬁuﬁmﬁqgmﬁ'aLﬂu@ﬁadm%’umia%q@iﬁa
S8 Business Model Generation 11l A.¢. 2010 TiLIFILA
S NNTDBANUULETNAAIENTTATHLHUIALINTA LU
filu 9 daq AlEFuNenemanuaziin ¥ fuasasiia
ﬁﬂifmaammu‘imLmaqaﬁﬂﬁhuﬁ@%’mﬁﬂﬁmﬁgﬂ 9 AU ﬁgﬂ
UBIMATALARUAILATATY ) MagTNALlszinnAIN Y Ay

Anans A TukEUNIW 1



" Key Activities Value Customer Customer
Key Partners Propositions Relationships P—
(7.
! ‘llﬂr
7.fanssunan KA | b ausrdusnims ve || 3 ArudsiugiugndaCR
T hatnals? ; - ius UANA-
6.MUEUNS KP .. o yhdudezls = A m‘lf‘l“’? fmé’uﬂum 1.nAgNMCS
. =ewmaniin disy || T % || anfn nslienadas
MaEals? T AUEYD TAMAT a4 .
=uduman iy 5 l.ti "lmiq wizenaivand ARt . wildlaz? -
_ olution . 5 AlUIR ane
szAnsamns " winlsi 1ATTTIELE BREEER | | nasignAn (Mass/
. _ siluvumImuims . 5 fi uLan Ni
Ao Wil | -laAnfivename ST nAReTY neian qNiche)
douiivinlalld 1wy Key Resources Audn UAT
. . r . Channels
Ausuilildguse ‘ -yhlddndndrdu e
sudauinduguss aulwian, wy A By M3
> 5, g : EEu maieu
viuduiiTunay = ~ KANAY ,BARDY . va v
T 8.nsnannsian KR ) ' p-iesmumntgnm OC | | & s
\ingfialn inashele? e A . . .
X P MoEals ililas? doemadn | | oo dazas
Wuduuuufien P P dgzmndnslums ;
e =TINBIINI WU fraidu wihiw
1ientIaR . - oo . .
= Al 10U LNALA ATRNURUNE Delivery
Cost v . . =v.| Revenue y oo v a g
ks B.Tnsqammmgu CS p!umnmlu? Streams 5. s19lAWAN RS ﬁummn\[u?

—Aunu induiadoussiia W Ause M =sluuumali 1 ey Awims

Fan uaziiniiuauAgIia 1wy PR Ad

duniin fudh eaugelildang
B N T

LLNUﬂ”IWﬁ] : ﬂ"lﬁ‘ﬂ‘ﬂﬂLLUUﬁWaﬂQﬁ;?ﬁ@UUﬂ’;‘Zﬂ’]‘]‘_*PLLNI‘LlLaH’) (Business Model Canvas : BMC)
nun Pigneur, Yves and Osterwalder, Alexander (2010)

A9l Thai Market Website Editor 2015)

lu 1 A.A. 2017 vils@e Business Model Generation Hganu1en3n 2 wauiay wazgninluudaimeunslu 22
Uszneinlan uwpnuazesesdielunldesmaniuatunsvaneifiuiuien 4 Wewnddediddy 3 Usznng
1o unn mmin%’ﬂumiaaﬂLL‘1_|‘1_|qiﬁw?au’immiﬂmﬂﬁnﬂmuﬁlLﬁlﬂﬁmLﬁmmmL%J'ﬂ@ﬂﬁWﬁ;iﬁ@Iﬂﬂﬁ:fLﬁW%@y ‘9
i 2) ﬁﬂﬁéﬁ‘lﬁyj BMC lunisaanuuugsiavisauinnssulianegnesauniu Tunnnnsia Functions) fidnAt uaziiy
Winnsfianndudanuduiugiu %W:V‘iﬂﬁmﬁﬂmwLLmuvl,ﬁaﬂ'Nvl,amemﬁ@%’ﬂﬁﬁﬁmmmﬁ;ﬁﬁ@ uaz 3) [fhuesesile
Ai3endne yAanslunsAuramlieuvaiuatunsaifausienis Musniulies1einids amitsu and

« | :: a ] QI é’ | I J Vv o a
Pakpumkiattikhun, 2018) ndseleviims 9 'a"]]lIVNﬂ"J’]ZLILLﬂlIﬁL‘Wll‘]J‘Ll'ﬂﬂ’Nm'ﬂLﬁﬂd‘]mxiﬂW?SL‘HLLU‘]_I'V"]G'N‘@?TWJUUT‘I?Zﬂ’]‘]:l'

amuuiasuAnuIianSweNNsuUue uKmdnenaesssumads 87



weAen vinlinaun thlannisuastintsvnsvans ) mu

Tauimuaaslanisusmislugluuueunsasie

a

NNFAALUNUENTUVERLUNTE AN ULAENALEN

1
S o

HUNUSWLIN F9RBNIATRILa NN TN

2

weniundAyuas lafun1saausueeaunerane  laun
N9 ULUHUANTULILAY (Lean Canvas) %qgﬂ
WatniuuAlag uaa 11iaasen (ash Maurya) Lasiueu
Lﬂ/d\‘llﬂL‘ﬂum?‘l@qfl'alﬁﬂuLLNuthiﬁ@ﬂEIINQIWHﬁ’WM%/‘LIi:q‘l’iﬁ“v
sluuulvidesnegsiaanisn aw GStart Up) 10 latfuuns
137N Business Model Canvas 183 A3.8180 2adinasianges
(Alex Osterwalder) L'W'aQﬂi:ﬂaumﬂmﬂl,awwmﬁaﬁﬁ
R uasitiuliaanudndn T deunalsynng
104991AAASN BN WAy §9NAUUIALAN (SMES) i
AMUUANANAINEUln vregsialugluuuiAy
ey Anuldutuey Anudes waznszuasald
909Rane UL LN LazhuUAREeIN9aEn
gefalnulianannugailan ( Lean Startup) wnFuld
LB U1995n (Ash Maurya) Idestnefauuainil 153
Lean Startup Aa suiieng (Methodology) A115UN19
Woarungafaviiandndusivilang g Fllyayasneiie
¥inl$2999n WAL HR AT AUA (Shorten Product
Development Cycles) TmﬂmiﬁmmﬁmL?Immmmam
f«ﬁ‘qLﬁamaauauuﬁgmmqqiﬁ@ (Business Hypothesis-
Testing Experiment) mmﬁy’qmﬂ?ﬂuinjﬂuﬂwﬂwamﬁmsﬁ
M?au?mﬂmjﬁaﬂﬂLLuuimﬂmmaﬂqLﬁu%]agm?qmnﬂzju
anAthmune (validated Leaming) uiladeuaznisna
zﬁ’ﬁﬁmﬁﬁﬁm‘l,émummaﬂLL‘uuLﬁlaamnmuazmmgmﬁﬂ
ﬁiﬁ’%ﬁlﬂﬂﬁﬁaﬂmﬁamtﬁﬁ'ﬁ'%ﬁﬂﬁ (Maurya,2018)
Tneilandnaeassasiiol ufinnsdumiiym
VAN (Pain Point) U848NAN LAZANURBINNSTIUTA3 I
nquiihwang et auguasinlnaasmann
1heeneniis Tnenanalian Lean Canvas azAaneny

N"91al811 Business Model Canvas ANefiumganas1iainy

88 amuuiasuAnuia:nswennNsuyye UrdNeNdesssumans

> Vv

AL N1eAUNTTMNYaANUADINISILTIA5 DY
v V) (=1 a Q‘I v &’

analmung” IneunisnaseuauuRgIuisas eIy
ufunquAUNFenI “gnaauusidmung (Persona)”
dl va s Ve YV v ] dl °

mnwanzgiinug IThdusuuudiunile lunisinn
WAILINITRBNILILINITLENININENTUYEE AdenszaL
WEILLAED (Lean HRD Canvas) T Hssiaziaanlasdal

ANLLHUAINT 2 A9NULARSAIUATS



(P) 2 (S) (UVP) (UA) g |(CS)
Problem Solution Unique Value [Unfair Customer
Proposition |Advantage [Segments

Top 3 problems Top 3 features

el vidn mafantumauritin |- unﬂ'iszm.u 109 q‘::u‘lnu:ﬁﬂuﬂf'nﬂ.mu Target customers

— 2 duenitlamuau Tinw | Aefluansineainguaa

AMNADINTY B9 | MIDABUAUBIAN ; ik i L

1 ADNNNSYDIRNAN FanuAnreNguay & nauALYBNQ
UL v (Feature) 29Ans “Niilanale”
AuAmanun
(KM ) ' - “UseTamishdny’ # (C H )
Key Metrics ™ |inlvignéndasdadudr |Channels )
(Benefit) 2. lasAnAungausni

fiiaanuduSzas Famemsfindaiiaans “qzlﬁﬂuwhn%nu%ms
fianssu Customer Life ffugne Mansaaduen | 1iui” (Early Adopter)
Cycle (AARRR) 3 wasmsdeas

(C$) Cost Structure (R$) Revenue Streams

AUNUNTHAR sUnuuzassle

AUNUNTIGNAN 7 awuasasld 6

AUNUMINTENERUA dsznansiela

AUNUNITUINNT Gross Margin = 218 - iunuiuazg

WHUNTAT 4 : LATENHANITINNULKNULIUHUEN ILLLLAY (Lean Canvas) ‘NQﬂ‘W@JU’]‘Huiﬂ Tngl ua JJ”IL@@';EI’]

(Maurya, 2018)

mm:ﬁﬁwuﬂ%mmmaammauﬁLﬁmﬁ?m NARBLNEDNN LN UDILUIAANTWAILNL AT LAEN NS LNTRaN LU
a = a Qs o€ I I = Qi o/ dy va Ca < v
genavsandnsum I lugiunveanssamsuNuALa (Canvas) Vilaadaay uanaintl auzginugiaianuiiugis
AULLIAATAINIIINUHULURUEN IULLUAY (Lean Canvas) 484 Lad 1Laaden (Ash Maurya) i lananaaaimsasiiail
\uneAurTydniuriase (Pain Point) 184gNAT UATAMUABNNITNLTIASUBINgUITIMANE (Persona) e
thuiaunduiuazinlinasssnanalaodnesinss fvesuneliudrdnesiu enuwAauazlszlonisng g e
° 4' = dv YV o I 1 :: v dl a '8 dl Ql v dl v a
nsiesastat il diuatnaungvane sauminaituldinisimazmnainauny Inaduauainnisus butlymnunasa
mamejmqnﬁ%ﬂmmmﬂuwé’n mmz%ﬁwuﬁ%qLﬁqLﬁuﬁqﬂi:‘[m}ﬂumaﬁmmLﬂ?mﬁam?u?miuazmmwLLmuéhﬂ
s | = I = 4' v ﬂl = a dl v

slluy (Formab) A4na11 Ae nisanaukulunszasutuaey ielviliasasalunistdmsuazanauauildau
\'II’]ﬂﬂ’Jlﬂﬂ’]i‘LaﬂuLLNuﬁ;i‘ﬁﬂugﬂLL‘]_I‘]_lLaJJ6] Andutay ananslidinlaningulingenuannuaz laaistiunisuu

[~y v % 4ﬂl = v o v 4£I o [ (v dl I

(Abrams, 2014) Tnenfunsiiuimiuirsasilalviminziunslinuludszmalne sefelidadevanuazqaiaislala

dl d d | v a |
Nanalsneazipeauanmeldiinsanusunlunsdssna

amuuiasuAnuIiansSweNNsuUue uKdnenaesssumads 89



TudquaeansWEIULAae oAl A niunng
sanuuugsialaeldsuuuiinandsuludszimelng
fu Wil A 2016 po.dlguiund (deulszied vikdu
AU TNUS IR lunsaanuULLIANgIY
AENTZANHLHLLAEA (Lean Innovation Canvas) Waz la
nldinaunsuiunisaaunaznisandununliriaeeu
pneq lulve Snstnesesileilinaundthunnsdimn
el fTAnnslfuasauiennasquazionauuinnin
30 53 Tuthl ALA, 2016 - 2017 FuTalETinNaLle iuna
Samnilil Fuaainsasile (ool Validation) ‘[ma‘lﬁﬁﬁm
L?ﬂu;é‘]_ﬂ\‘lﬁﬁuiﬁﬂﬁ Lean Innovation Canvas tUnaaas
Jiaddlumheey deldlunisnausunnvinaeuede 3
NamiﬂizLﬁuimmLﬁuﬁagamnﬂﬁlL‘j'hmﬁauiquau
inulagenns “AeuinnssuasNass gL genanEng
mmﬂwﬂﬂqﬁﬂizm 71Nt 4.0 (Creative Innovation Camp
for Agri-food Startup under Thailand 4.0)” §31274 S
2 -4 WOAANEU A.A. 2017 SeslneAnEndaLBsenang
UINENAsLUla FUNUNAINAILNINGEATNT NTUALEATY
NNFNEAT WAZULNENTUNUETAT NAF13793NANLARLIAL
TunuuszifiunaanngieudnuIu 100 918 WU Seeay
o1 \iuinAsasilatn 1M aese wazdnesantstinlyl
liudmiuniseanuuugsia senuULAUAYMTELENNG
LazNIzUIUNG TN ¢ LT A UIANNIINNTR0N LU
99N AVTEUIANITUAILITN UL UL TAAVITARBNLIL
u"imﬂiim‘lul,muLauﬁﬁaqﬁmﬁmm:ﬁ%ﬂmﬂaﬂ«hmumn
(School of Administrative Studies, 2018) $18azLAEAUDS
A309TI0LaN20DNULILUSANS T A8 2 ALK LLAEN

(Lean Innovation Canvas) fﬂ:io‘ﬁ'ﬁm,auai"ﬂuéfauﬁmiﬂ

90 amUuIasUANWIIA:NSWENNSUYYE UHDNENAEsssSUmMacs

LATRNLANITRANKLLUTANISUAIENT T ANEILELLAE (Lean
Innovation Canvas)
vV @ =3 g v ﬁl =

A1NN19 AU Teatunan s TN ULATaIL
lunisAneenuuulugduunesiiudrluvsanszanm
LELLAE suauneanud Ay lunsiuuAnFesnig
arwgsialnuliananugailan ulsuldlunisfndu
mauntfymmvsaimuuinngsulmi g Tunisanuuas

a o I s dldw va T o v
ﬁ;?ﬂﬁ‘ﬂﬂ\‘i\l'ﬂﬁl A1 uARNgsN” Tundl JUnusIvIuALe

2

fiuAlenunin uiangsy vuneds Nevinasmne s fael
aa ] 4‘ = L v Q‘I
F81vd o wensuilailiymvsansulandainusesnisi
wudisldanungouslala saudenisilaaunilamianiny
AR NINERA NTTLIUNTT visagLuuLuatasAng 1u3inis
QI z aQ ‘dgl Qo B 'ql
WaguluazinAuaINN1sUg IR (Revolution) Nsitlaeu
aeanausINnaulAU (Paradigm Shift) ¥aaNTWAILNARE
am (Development) 11911 TNTINNTUENUEZALLANANAEN

fRiauszINNsssAMgARAL (nvention) UAZLIANTTH

| |
aa

(Innovation) AUNLNEINA mmuﬁmmuﬁﬁﬁmﬂa:qﬂﬁ‘lﬁ

[ % a

BENAUONSHA (Mckeown, 2008) AINUUIAAAINAT

a R o a o %
UNUTINNAUUINILATANIUDNITRANLULUUINNTTUANIE

EPAY

NTLANUEULAED LAaTUNAU IARILLLUNINA 3



Project .....coeeveeeeeeeeeeenn, (ﬁ:qﬂiztﬁuﬁaﬁlq AzALHUNT)
Lean Innovation Design )

Customer Segments Problem IUnique Value Proposition Solution

List your target and users List your top 3 problems Single, clear, compelling Qutline a possible

message that states why solution for each

you are different and prablem

\ worth paying attention
W

1.NQNQNAN/E b 3. szyilgyuman 4
J < 3 floywn LAeny e . ™\ 7. NFEUIUNMS
LLIUNE N o e oa - 5. AMANLANIZ
- o AUAUIALENT A luns
lulalle G sy ARIRUAVLINNG 'y .
fiaulaazyin 1249 J
. E WD NIAINTD LAt
anAINaNWsNA . . . S
\_ - L wnileyunlignan ARz v
@antd . .
\ _ a ) ANA LAENS
/ FAINBUADIAT
Early Adopters Existing Alternatives Unfair Advantage AN
List the characteristics of List how these problems Can't be easlly copied or

your ideal customers are solved today bought K /

2.4nAAIAGN 4 - N\ [ C )
o 4. MALRANTDY 6.ANNIARLAY
azitlugldas o o
s msunlailoun 3 WIRNLAL 129
Wsn U e . . R
e . TaAULY 9 AUAMITALTNNS
palaazidanlu I R
. . laqifungugnan sd Feazvinlu
ATy 1 Y u . - >
duitfywnuag agwladuasla
T8N T

\_ ) N wa9 Y. \ /

WEUNINA 3 @ LATRYLANITANLLLILTANTIUATENT S ANHLEULAEY (Lean Innovation Canvas) WAIUILAZ

Unauelag ns.aigusuns WeulszAng Niampradit, 2017)

NULEUNINA 3 LATDILANITAANULILUIANTTUAIENT T ANLHULAENTL AR LATRINRd T LI UL
a s I dl o o/ a [ = '8 dl v o/ :; ] a . . | A 4" = d‘l | QI =
genaatiugovunzdmiugsialvnivisasiAnsiAnanisdnfawliegsia Business Unit) Ini Tansasiietifiuinsasila

sl,um':?aaﬂLLuuﬁﬂhﬂﬁﬂﬁLﬁumwmmmqﬁﬁ‘vimunmﬁummL?q Ipentiunnganiunaun lafusadnisaaniii

! !
o |

a a v = a v = vt v gj o vy | | = Vv
9919 DANULLAUAYTALTNG aq“Lﬂ‘lﬁ”meﬂwqmmmLﬂuiﬂ“Lm PRSI I Naus Il uNTaaNULILINTANNUNLAE
wrspadintlanunsaiuninsaunazidnlatiadevan g 1anseiu School of Administrative Studies, 2018) LialasAng
V908908 UNTONAILNEASUNAULLLEENINAREINAIA IHBENAITLUAIUABINTT UWATMINZAUALTIAAS

a

annpataniinisilasuulaspraudnasa
QI a ldl | YV o v LY va v dl | o a
\iaRa1sNNUNUNING 3 aznungiaun laUFustuuyIiidadenansesnideainniseaniundnasigsnauu
NezANEHULAED T4 9 adlutiufinly TIN19aanLULLIRNITUAIENTANEHINULALATIL ( Lean Innovation Canvas)

il dsznauludog 7 e Tausazdesimunliiiadeddylunseenuuugsia saufiveenuuunandusviEeLsnig

amuuiasuAnuIianSweNNsuyse uKdnenaasssumaas 91



Il Tu7 Aundnunuse 13 LLa:Lﬂum’muﬁy’qﬁhﬁ%guqm
nseanuutludinid ieentstiauedauuanidunns
uwitfymmdnlignAnquidming Imﬂmﬂé‘ﬁagmﬁa
nsaanuuLLaznEululAazdas Nseazidanlne
Fual Fastolilil

fadi 1 - LﬂumiizqmﬁugﬂﬁﬁLﬂwmaﬁ‘ﬂu“l,ﬂ

Vv

16 Tnelugesil §i1ld Canvas aunsaszynquanAn

anqasiiufuslnangedus wasiuglddauatiulaamns

visanqugsnaviTeasAnside luhiveiduingAuvisagaluld

[
=

lugsiia sudansaaivallanasa vsadellvinfanssuy
NNN1TAAA (Tablel - Customer Segments : List your
targeted users)

T899 2 - LHUN189TLNqUAN AL ARAYEENLIENT

tdl‘y v o ‘Uﬂy a v = a

hvnengld Canvas aziiaualiteduaviaLianig
dunquusn lugestilvifnunpuauifvesgnanli
[ o YV o dl 1 43' o Vv 1 =
fniau srydnsuzlvdnnaaninazsyinla [wu e a1
| | v a <X | ¥
Pang Teln szAunisAnm (uAu (doble2 - Early
Adopters : List your characteristics of your selected
ideal customer)

Ta4i 3 - 1Huntsszyifoyvndn 3 oy Hesdu
Euﬁﬁm?@u?m?ﬁm%ﬁﬁLﬁuﬁwﬁumnfjmqﬂﬁmﬂﬂam?a
mﬁ’mmmﬂmmﬂﬁﬁd’w Canvas A2UAUuaauAIvian

u?maflﬂuﬂejmm Tnavngldf Canvas uaziueu wu

NATyyunnan 3 g 818 l4ne L URaTN

i
o

wazasazuuunyvy 3 doymindrAgian op 3
priority problems) ﬂl‘ad@ﬂﬁﬁﬁaaﬂ‘i (Table 3 - Problem
: List targeted customer’s top 3 problems about your
product/service )
L o “
Ta4h 4 - Hunissrymadantasnisud tatlymn
v v % QI EX% 1 QI QI
3 dasuuu e luesilyminssylusesd 3) 7
nqugnAinstilunsudtfymiuaguasluilagiiu Ine
wnnzasnsnguadlduidymlvignAnguineaiu tvald

\Hudeyaifsauiiey (Table 4 - Existing Alternative : List

92 amuuIasuANWIa:NSWENNSUYWE UHDNENAesssumMacs

how these 3 problems are solved today)
| dl [~ | = L a v
UANN S - LﬂUﬂ’W‘iiZ‘L‘I‘V’]‘DJP]WM?@]J?ZIE"]IUE]J@Q&U?W
a Qlld | I I a dll <
LAZUTNITNUATIUUANANIAUDNINGTNITIEDUNTE

= a o %
ALAU ) NATUTN LLmﬂJﬂﬂgMﬁWﬁﬂLLﬂZﬁﬂUﬂu@d AINUARNNT

|
vaa

vasgnAndminglanian (able 5 - Unique Value
Preposition : State clear and compelling message why
you are different and worth paying atftention from your
targeted customers)

3l 6 - \Hunissryanulannunsannuiie
sasduRwviseLinisiitend ddnamuneiiazyinliaud

visaLisnNsausagivilaguaclaage Inailiaisnidsil

1
|

azvinliislanFeulunisuaedu LLa:Lﬂuéqm@LLﬂJﬁu
Bauluulaenn (Table 6 - Unfair Advantages : List
your specialties that can’t be easily copied by your
competitors)

07 - \hunssrunszuunsuntfymy sl

a [ %3 ¢ A a Vv QI 1 Vv (>3
NﬂE‘]ﬂm‘ﬂW?ﬂU?ﬂ’]i‘ﬁ]ULLUUWﬂ’]MW?O‘H’JHLLﬂ‘]jE]al'Vi’]‘Mﬂﬂ

|
a

wnazdaliignAuazaigiaiuisndieupualani i
inillvinevausitamuAIAIIIIngugnAnimung
1R Feludesiifumladdnaeunioded ez
Wuniseenuuugsiavisauinnssy (AuA1vsaLsnig
Tyl o) ’%’mﬂ’]‘iamL‘ﬁlﬂLLﬁﬁinﬂﬁ@ﬂ%ﬁﬂ@:mﬁﬁ%u’]mﬂu
78N (Table 7 - Solution: Outline a possible solution for
each problem of the targeted customer)
Lﬁasl,ﬁt,ﬁmmm11Lﬁ?ﬂﬂum@ﬂﬂﬂﬂizqﬂLﬁslfi'fmu
390Ny éﬁwué’fféwaﬂﬂﬁ’saﬂ"mmﬁﬁwm?lmﬁami
panLLLLIRNTsUAENnsz AN Azl unstinng
aanLmu‘qiﬁ@u,a:m%mﬁmsﬁﬁmﬁumw?mﬁmam 4
LﬂuﬂitﬁﬁﬂmﬁqLLazmiaaﬂLLum?werL‘i”JLﬁ?‘lmﬁﬂﬁ

Tutlszinalneg fasasnglunaunng 4



Project ... NZWSINUTUAN TBIBNNI. .

Lean Innovation Design

Customer Segments [Problem Unique Value Proposition  [Solution

List your target and users List your top 3 problems Single, clear, compelling Outline a possible
message that states why solution for each

you are different and problem

\ worth paying attention

v 3 [ '
1. NAAUINZWS2 b
/ ' o @ \ vL I / o ¥ \
NANQANATUAN an lagzann -ugnwnatiuan f \
¥ ¥ o a
9 @ o & ¢ al B
fina 2. WITRAUINENE2 Tunssadoun # WL ALIUMEHan
¥ a van ° a
1 Snviaaiien duanadagmu T e NEWEIIMaN iag
- b la = Tuussqsom A
s wuasnabillaenn Simsnanasgu ]
Laigansaita a0 sannlaandy -8
' 3. b _ v [
z_gnﬁqﬁqgg@gﬂulﬂg Ny 1 o AINITONTESANLRUAN
. naubiviluaag LA - ASINIRATFIU BAY
3.udAduealy W Tavailsewna o 3 L uRE
: enla LB A2 AR NN
4.57UBNMNTAN K / wilaumlu 455401 9.L°
' A a snulalu
5. NNNAa9TNAE ) anuginasing e
\ / amundvadlaiu 3
\ j -
R
. 1) . .
Early Adopters Existing Alternatives Unfair Advantage rmssea it
) v a [
List the characteristics of List how these problems Can't be easily copied or ATNBUTUATUAN

your ideal customers are solved today bought

-

[ % v v @)
HENTBNNA bailu

\ / ¥ = \ / ¢ v \ N3an uagdE1w1Ta
1. dangnsaan -WLTURA NEWFIIBUNIN

' o a
NANANAILTNN A va v
Ch . o o oy nsEaNEAUA b
Ran fe FuamThuniusa Fatunuasnanii , o
. Lo F s wwsuanghilnalne
= Sululsausy NENEUNKANTRAS
Unvinaie s v s - wanaulas wia
o v
" 2. TRUINENTIUTT] aassznalng - v
fitkis e . A FTULNFILRUA
W WIANN B.8. U - finFadnaag ,
- irhasags . e 11 E-Commerce
' ¢ g ¥
NN IR AN . NEWSINRHENST)
- 3. dafumiatnedu UNUBNNUEH HANN
-a1e 40-60 U : :
g wluansen waANNNNINTAY
-saudanasehn

QI s I o 4‘ IS %3 Vv | d 6 VY o s
LWAUNINN 4 0 AREINNITUILATENUANITRRNLLLUUIANTIUAIENTE AT LLNULAEY 1ﬂﬂ3$ﬂqﬂﬁ1%ﬁ’1ﬂi‘ﬂ’)’]ﬂtLNU

Waunandualnalugsna

RMNUNUANA 3 Ua2 4 uandliiudn 1ATaItaNI9aanNLULUIANTTUAEINT L ANELEULAEY (Lean Innovation

|
a

= = < o o 56 v [y | ° ) o o a
Canvas) LﬂuaﬂmqLaaﬂmummmmuﬂﬂﬂ@zmmimmulm‘[mmmmmuqmmamiﬂmausl,%:aammmqamqsnmmz
uinnesy uasesenvunzdmiuniseanuuugsiaiasiunauisamieynaunidunasdasiunissuiiugsia
= 1 [ a v ] v a v a v Qs 1 v v =
visasuiamndualvy Warnsofiaanudinlanmgsialagsiulinsedu uinniazsesnldnalunsleuuy

genavsNUNUTRINAUA BeANTMeATasilaTuns A T iiuINueaEdluaAn

amuuiasuAnuIiansSweNNsuUue uKdnendesssumads 93



Lﬂ?ﬁlmﬁaLﬁ'amiaanLLuum-iﬁ’mu'm%’wmnmgné
ARENTZANHUKULAEY (Lean HRD Canvas) Anazls uag
daeingls?

Lﬂ?ﬁlmﬁammammmwLLmuiugﬂLLumem:mm
uuRetuTdeRd s Ao Lﬂum??"mﬁaﬁﬂhﬂﬁﬂﬁéﬁ

14 Canvas Tuniseanuuuladnetnesaunu Tuynifade

1
N o a Q

NdAYy (Key Factors) uazflafuinzasdan@aingd
UAAINT TUNNTLALUBINUILIUNTAALAIUITOTEUS
Agnslaaudiuiulsatnenidinazissvdniianlunng
dsuunulunadlannn Auzginusidanuin nmeimun
Lﬂ?@qﬁaﬁmmmﬁﬁmﬂﬁzmﬁi‘ﬂﬁaﬁhmmﬂwmﬂ S99
U5 uld A UN1TaN UL LN T WaI LI NS NENNS
uydliandae wnnisiannminensuysdludag iy
92 IAENN9AATIEMAIUADINITATUNITWAIUINENENNS
11 (HRD Need Analysis) {8V ALANANYITE LRI
dl L2 o YV v a % = % |
nasAnsianeanislviiianisUfuyeiseimunlunas
drusuialiiiuldeud vunavide Ly unaaAng
¥ 1 v 1@ I |
naanseguad wafidullludnsuznisanuunnmng
senieddnidusgivddmiaanidnduliluumazian:
nenadny TasTniflunisitagzrlunaaiusasilals
wiunisszytihvungngivensufdynmanuesesans
l P - a | a P %
nau safluaaiiuanmiesannnisiiaszinnunulagld
Lvﬁmﬁmm‘u Lean Canvas

ifaqifuil N193LATIZWNAINUA AINIT AVUNAIUN
m%wmmquémmmﬁﬂﬂuim SNLIUNAMULANAN

i:m'wmamumaqqmmaw?anq'uqmmﬁﬂuﬁuﬁu

U
a a

umsguiasAnsivun anulimleuiuuesdsiiyana

3
Vv dJ N o QI dl‘il'l/ va aQ o Vv
HVIU\?MﬂUﬂJWHﬁ]@Qﬂ’]?@H’mGLWlJ NITIUATICVIAIUADINIT
= 4 I | aQ wa
auiunisunlvinuian ﬂqmqmmmﬂwmmﬂgummu

o

1ARININTLALNBIANITABINIT (Gap) Wesla Tedn
a o | I Qld ::
azifunisiiasnziinyaainsng il nunanAn ey
a oA v s QI 2 Vv B I ::
asnlfimaulaneszaunasanssioinisvdaly e

Tngrtln PFu1nn ANNMABINY ANUARINITIVATL

94 amuuiasuAnyIa:NSWeNNSUYWE UHDNENaesssumacs

yvaa [ ‘Ud‘&’l v 'dl I8 v
anungn g lavmunliaauluss AUNDIANITADINIS
L1 ﬁ'mmaﬁﬁﬂamuqﬂmmﬁLﬁmﬁ?aw?aﬁﬂumaﬁ
WALNgzLIUNsYiuvisamen1sdavngLnsalAsasile
NULANYTAAIENITWAIUINIINITLSVI9DU G M5
AUADINITURIDIANITNAN LMD LIAURA LA RIEINTT
. v dd Moy oy
dnnnsiineusuliunyeainsiifendes ualulaEusun
113549 WAY MUENUTIBIANISYTBELTITaeANTs L
YIN19IAIZNAIUABINITAUTNAUIMTHEN T LY E]
(HRD Need Analysis) 1itiu laqaifutfoymmanvise
nquithvineusnnuiassiasAnsvisantienuasdn
wntlyvnlvvisala

A2EINITLAILAUINNIFAATICTANUADINITAU
WAILNIWENTUUBE (HRD Need Analysis) AiIgaL
Inadnldiuegiu aaanuteulasddylunisuaan

1 Y QI QI v ql Y a va R v
nquithvineiAsEuuidymnuiase auzginugasls
HuurAnlunisimuiasasiialunisiiasiziiazinaus
stuuured “iATslianiseenuuLN T RAUININEINS

Vv 1 = é’
ULBARENTLANHLLLLALY Y58 Lean HRD Canvas” iU
%mmz%ﬁwuﬂﬁmmwmaiﬁ Lean HRD Canvas Ad
LATRNL AN YTUABNLLILLAZINGLEUNITWAIUNNTNENNS

L I'g | Qs 1 4‘ v 1 QI
uywdluasAnign1e s luwuuatiuge iwalvinnediey
4 . - 4 e
nendasuaurunwsnlunisaanuuiawn lufymn
drAnlunsimuminensuysdluniienusuiiu tng

. d. X d
2UNAUD Lean HRD Canvas NWAIuNAL dsznayll

v o | o A
matfadelunisinuauaaniuy 7 e mwﬂmﬂgslu

WEUNNT 5



N

Lean HRD Canvas

PrOJECt «evveeeeeeeeeeneeenn (5:14mﬁmﬁﬁau“lmwﬁuﬁumi)
J
Segments Key Problems Development Approaches | Development Process
/ \ and Performance
128U fa.ﬂzywmﬁ'n"lu\ 4 5 daiauatia ) Index
meluasanisi A9YINUARY Whiwuananns
aulawnifoymlu wigaungly uimsdnansiite / 7.nszmum§lu\
M3yl 3 Afluhuang unlailoyuuan Sy
WULURAN Thnunaeeu TR
K / whuane

\ Y \ / vaan

LA

First Target Existing Alternative First Selected Approach o Lo
AATIAEA LUNTT
/ . \ f \ 4 A WHIUN
2. MUY a.msunlailym 6. UNNLTNA \
aeluasAnig wanlun1g9inau Wwaniiawd la
wiaguLsnd Tuilaqiiu a9 Toywuan i
vanazsin bl WU WU
9L ULAD whuansg

k wATuumn - \_ ) \_ -

WEUNINT 5 Lﬂ?mﬁamiaaﬂLLuuma?ﬁﬁnmm*wmmwwﬂ’ﬁaﬂﬂizmmwjuﬁm 198 Lean HRD Canvas

ANUHUNNA 5 aswUdn Wsailanisaanuuuns i AIUMINENNTULEEAENTZ ANBHULHLLAET (Lean HRD Canvas)
fiiaunay dsznenlugreihdeluntsesnuuy LﬁlmwLLmu%’mﬂﬂié’ﬁumiﬁmmw%"wmmugwﬁwmu 7 194 Tnenig
Td%aHaLﬁaﬂﬂiaaﬂLmuLLamNLLNu‘LuLLﬁiazﬂim foeazidenlnedaan Fodeluil

of97i 1 - Lﬂumﬁ:qmjwﬁmmmﬁmmamﬂumﬁmiﬁ'ﬁmmi’mLLNuLﬁaLLﬁﬁmwﬂumM’mu VTOARINNG
Wiauunnsvinau Weliazaanuasfnalunis ‘Lum'mﬁ%wzﬂﬁlﬁaﬂwﬂqmm‘tumﬁmﬁmlﬂm 3 NUENY
Van (Table1 - Segments : List your 3 targeted segments)

fosfl 2 - \Hunisszynihanuihmunemiseauusn Fist Segment) Tuﬂiaqﬁiﬁﬁﬂmummeaéﬁﬁmﬁﬂﬁﬂu
'f?)qLﬁaﬂwﬁmmuﬁlﬁaﬁ'@:ViﬂmmwLLmuﬁmmﬂW'i‘vi"]mum%ﬁmmﬂi:%wﬁmwmmqmmﬂfilﬂumﬁfmmumﬂ (Table?2
- First target : List the first unit and your choosing reasons)

sff 3 - \Hunisszyilymnivén 1-3 TovniRenfunszuaunslunisvienussmsanudhmng Tnevangld
idasilauasiinaumuniitiyminnndt 3 tiym ennliBaldTsnuRiasunLarasnzuuintiym 3 ﬁmmﬁéﬁﬁmﬁqm

(top 3 priority problems) YpantienuAnez 19 (Table 3 - Problem : List targeted unit’s 3 major working problems)

amuuiasuAnuIanSWeNNsuUBE uKdnenaesssumMads 95



Ta3i 4 -1Huntssryniadanaesnisuntaiioym 3 dadmuu meudlavesifyviszy Hluredi 3) Aluviieau
dnsldlunsufdfymiiueguasludaqiiu ielfidudeyalunisiSeuiisuuazAniamniiy Jable 4 - Existing
Alternative : List how these 3 problems are solved today )

| | o a Y | A I a < o ~ |

1849 5 - \HuneszyuumslunsutludoymivdnissyTluted 3 Tdifiu s uumne saduuuimisiuanmng
nnsud laifymuuuanides iwemewditynwseimuimihanuihvingliliuinian dable 5 -Development
Approaches : State new approach for solving problems)

Ta9i 6 - \HunisszyuuInlunsiaunlvdiidenuian 11 3 wuimeannlutedi 5 wieunssrymaeua
atluayudrAyimazmvaladadenuumslumsiunlndil dable 6 - First Selected Approach : List the first
proposed approach and your choosing reasons)

i dl [~y Vv <K [ %3 4" 1 Y

1a47 7 - unssrynszuaunisuityry sanldfauamddunsiamnmeudladymaswbanuimine
sauTas sy Inluns i ninualaese addutedifeduinladidyreursacdistinerzisndunisaanuuunis
@ a a v v o Y I @ ’
WalunnuannsAaLiauA Ty lrniaeuilmunedundn dable 7 - Explain the development process and

provide key performance index)

LﬁaeLﬁLﬁmmmL%‘L@"Lumiﬁﬁlﬂﬂi:ﬂqﬂﬁﬂ%’mm‘?ﬁqmﬁu Qﬁwuﬁmmﬁqaﬂ'wmaﬁﬁﬂm?mﬁamiaaﬂLL‘uumfi
WALMENENTUUEAIENTZATHUNLULALY (Lean HRD Canvas) 1N TungAlANH1AT9LaTNITRRNLLILLNANAIUINIS
Vi”N’]LlLLﬂ:ﬂ’]a‘ﬁmmm?wmﬁ@mqwﬂumﬁmiﬁﬁmuﬁwmEdml,‘i’fm?mﬁamumﬁm?mﬂu‘]ﬁuwﬂ@:mﬂimﬂ £

WEUNT 6

96 amuUuIasSUANWIIA:NSWENNSUYYE UHDNENAEsssSumMans



Lean HRD Canvas .
PFOJeCt LCANNLAY HRD ngddASINING. ..

1.Segments 3.Key Problems 5.Development 7. Development
/ \ / Approaches Process and
wuagunely o avrRind \ f L \
r Tmsmaumin (R LI IES Bt Performance Index
w v 0
Aaulawmun ST NAUADUNNS R AT . / \
o a il . . a
1, thenan MnUNEas NuKag Augidaansanaziinla ngEUUNIg
q . '
Ve o Nusiag wnvhaudnludaums -ApRnavsulia i
2. fdheifudney G o . .
2.yARanalidaiuay AgaagaLanas Ineld Ul uaziaue
| = = , '
3. dngAunE T umafuMe Ruinfamumsnau o0 :
NNENEUARAUME E Tinnsuaagiean (OT)
° v
BULINTEAM N bR UNULWBZILS o |
HARRETINAN 5 uuuasimslaiadae
\ WAEILIAN ¥ v o .
/ 245 ANNANIA NNIUATIRAFALLANANT
3. szianaaims wazasIeuseadlaleiide
o aa .
TITTMHUUNINUREY MEfusuuAunEMa . R
v Ang e lig1unny Awnadiiin ¥3a e THERTERNEMIY
=1 =1
pasidiaininlums sl diflunguanelal L FUCS Gl At
MFAAEaU J !aﬂmrﬁ' WNLUNISAN 1enan? garuugudeys
\ j . d o
online Aelu 1vali

. o . _ winenynihe fiavla
2 First Target 4 Existing Alternative 6.First Selected Approach .
AZNINNIUY AN1TD

/B'J’lslﬁun']ﬁ‘lmﬂa\ /-'amm%'mﬁ'ﬂﬁ' \ /Lﬁu‘imﬂut’;wﬂ'ﬂﬁ Tﬂﬂ\ Feugnnsdfiimandla

v o U = v
duiRnulvianm TR mtinfiviaeauau Faeimued
A9TNAN @ Py )
fislanansauaziislann
winlalun1snsaasau :

) I yhauAnludaunsg e e
ANATIAaN @NATINDAUNNE . AR IUMTNEAIUT
SAREAVRAEN AsvadaLanans 1 lagli a s

pw e ANNITOAURUELARINNT
Infumssaieu . . - A Quiinfamiumsaay v
- . ad
ANgEuLEn1saIn ANFILLLADAUNTE T R UAAREITNANNE UL
: a @ o v a
NgA NNITAUNE Mtlunszanwlima . a nszane lilAR U AU
) a a v a
. A LUANANLADN Y
a1 NIRRT UENURTaLTEIN . 18 ANLAN AuEle
v a o a S Yo
v SUNATRAU ANLUUNS ANITAMLUUNITER
(el w.a)l3unn . - . sz 60% 1l A
VAL U Y 239 uazldiaanlunis
o QY v a ' 0
naaasldwuametlines nn#léifiunda 80%

\ / K / Qﬂmu j thwm.mmnnﬂ j

WELNNT 6 FBeannsldn1siaNEneNsULBERENT L AMMLELLALT (Lean HRD Canvas) TuadAns

NUNUNTNT 5 UAZWEUNTINT 6 AZHTNUS IRBLTENLUIAATBINNTINUNULUEUNTTLULLAY (Lean Canvas)
d Qs él ! v v v Qs QI v a
mgniuAuIlag wel uieaden (Ash Maurya) Buliunisaauauimen1sAumymmndniiuiase (Pain Point)

TBNGNA UATANUFBINNTIUTATIRINguiti g duagitldf Lean HRD Canvas araulanquiilminevisaniieau

Iy ) | o o N gy ) < o .
Lﬂqﬁllr]ﬁlmmﬂ\iﬂq?LLﬂﬁmquﬂﬂ‘HLﬂUMﬂﬂ LW@TMMU’JHQWUL?J']VIM']EUU"] AMUITOINLLNUNTITWAIUINTSLUIUNITNINIU

amuuiasuAnuIansSweNNsuUue uKdnenaesssumads 97



nsLEsuasimuInInensuysd Winuianuniely
Inlunszanmueiumes 79l Anzginusifinistssiuy
=3 v 4‘ = . . 49/ v

nanaAulalauadATaIiia (Tool Validation) lutfinaau

YV o <K [ 93 g
nnnsltinannUFyaninnangnaigilszmanaans
ANANLAE (Executive MPA) 7an1tTutiuyim
WAILLEVINSANERS (NIDA) 91131 28 AU TIANENLS 1 in
Executive MPA NUMNANENAELDIAIRN AL 91U 32 AU
$91 50 AL 1M1 Lean HRD Canvas linmaadliaasslu
ey aflunsdiAnen (Case Studies) LaznAany
nmsthlldasaiuesanisane g ludsamalng Tnawua
drsrarnuAniuiesiu wua gnaseai i1y Sesay
92 HuIATaalall dnamanigunlylda uadednsy
n19eaNKULLATYTN TUN9YINULA TN RUWAILN
dszansninaasyaains il gnaaadldifauionun
Gazay 96) WAMUAUAIEIN N1FldATaIta TN
a’w?‘ummwLLmuﬂ%’uﬂgqmaﬁwméﬂﬁuQ"u’?mﬂu

] lﬁl I yva v = dl

ngumanalulatanuinlavsaanuidesangylu
NNTEBNILIL YNUHUNNTLENS VisaRmUMINENs U]

@ A a v
WlunLAeanmaos

unasu
d‘u Vv 9191@' v
unANnuillanuniuissunssulvgnaulalansy
< d‘ & o e dl = a |
aeuuazlsrlauidAgaaansasiianisusmsyalv
dJ v | a = v =
T9lAUN WUIAAURINITNLEULUR UL ULLILAY (Lean
4 . X .
Canvas) QNWAILNALLIAY UBY Ueasen (Ash
Maurya) TUHUNINLHUmenIs AUy mmaniuias
(Pain Point) UB4QNAY LLazmmﬁamwﬁuﬁﬁwmnzﬁm
Wmuneifnulainaunannisadauuuenanigsna
- 4
LUNTEANHLELLAEI (Business Model Canvas: BMC) v
Wanaulneansnasd an Wuyasd (Yve Pigneurn)
uauniInadelaniu UsyinAadinigas aus N
A9.ABNTIUARS DAANBFIALAS (Alexander Osterwalder)
mensidaiuganulumsnasuimglindhedilals

| [ < v a =
NUUUNTLANHLEULAED $IU7NTLUULNIN9Iu KL e

98 amuuIasuAnyIa:NSWENNSUYWE UHDNENaesssumMans

nsuidyrinuiiasaraanguihvunandnnautiy aue
Qﬁwuﬁﬂﬁﬁﬂmua “LATRNLANITRANLLLNITWAIUN
NINENNTUYBHAIENTTABUNLULALY Y58 Lean HRD
Canvas’ TRAUIAREAALIIINLATANLANITAANLLIL
UTANTTUAIEINTZANBHLEILLAEN (Lean Innovation Canvas)
dl v %3 &j dl v o a [ 3 1
AlAgnAAN LN IAIMANZAUALLTLINYEDIANT AN 9
Tutlszimelng Tasnana1d91 Lean HRD Canvas Tiu
@ = = = 1 -
Hlupgastanadaniva lun19919uHUNeaaNLLLNS
WealuINTzUIUN19vNeu aamadldnszuiunislunig
WU minens s luvtienume g uldsuie
el AuzginusidaiudenndAyueansodie

|
< o

N A e vy 1
niaualazimunaull 3 dsznisdraty laun 1) 1lu
wsaaiiafaeviflvigild canvas 1AAARENTRLAIUDY
A (Missions) NéAnylunnsuntiyvinaniviasanis
o A e A vl Ay ey A
2) \luAsasilaiananisli@eansaanevinliyneen
Nendavanunsamuninganaasiiyninaziuamnislunig
utlalamsatulunsyammsiawme uay 3) fuiasasiian
BEUNENYAAINT lUNITALUBMINENUYTaNINANNTD
= ya v 1 Qs v 1 [~ o/
seugisnisldnusuiuliegneiniiuarszviinne
TunrsuSunnuliun waflunfseiufiudamie 3 Usznng
ANANY NNALLEINUEINAIATUNSINEUNTIATo a1
° a a =X v dll =
uazebunislsvitunanaanuldlsuagadadila (Tool
Vaiidation) 1 Tumstihli il uvheusms o westlszmelng
Wunngsau wazanntemuazilslaaniluniguinlisuls
FINAND mm:Q’ﬁwuﬁqﬁmmua:ﬁwLaumm?‘mﬁam?
AONULLNITAILINENENT UYBEAIENTTATHUHLLAEN
¥98 Lean HRD Canvas $aundlftnauaisnistlszens
Taulilaaduadudrluunainuid waliifnaninu

< a |

dinlaungiaulamnen ifantsnegenasAnuidmsy

| [
a A

tinnnmsvisediemgiifeades sanfadudlszlaud
dwduidnvesianisvisagLsvnsTuasAnisang ) Win
dendwiumsinesasdienazmaialual g Wdsulily
NERAILININENNT LY Lﬁamamumrﬁaﬂmﬁﬁ@m

dl Y a 18 v &j !
NUNATUBIRIANT LaWILNzaNauma [



S1UNISONBY

Abrams, Rhonda (2014). Successful Business Plan: Secrets & Strategies. California : Planning Shop

Imitsu, Miki and Pakpumkiattikhun, Araya (2018) Easy Business Model Canvas (in Thai), Bangkok : We Learn Publishing.

Maurya, Ash (2018). What is a Lean Canvas? Retrieved via https://leanstack.com/why-lean-canvas (accessed
on May 24, 2018).

McKeown, Max (2008). The Truth about Innovation. London, UK: Prentice Hall.

Niampradit, Natnarin (2017) Lean Innovation Canvas (in Thai, Seminar Paper of Creative Innovation Camp for
Agri-food Startup under Thailand 4.0, Chaing Mai : School of Administrative Studies, Maejo University.

Pigneur, Yves and Osterwalder, Alexander (2010), Business Model Generation, Geneva : Wiley Publishing.

School of Administrative Studies (2018) The Summary Report of 2018 Creative Innovation Camp for Agri-food
Startup under Thailand 4.0 (in Thai), Chaing Mai : Maejo University.

Thai Market Website Editor (2015) Business Model Canvas: Tool for New Entrepreneurs (in Thai, Retrieved via http://
thaimarketing.in.th/2015/01/29/business-model-canvas (accessed on June 12, 2018)

Wikipedia Organization (2018) Business Model Canvas, Retrieved via https://en.wikipedia.org/wiki/Business_Model_

Canvas (accessed on May 15, 2018)

amuuiasuAnuIiansSweNNsuUue uKdnendesssumads 99



Un 14 auun 2 nsnmAu - sunau 2562 Journal of HRintelligence

UNA2INIBIMS |

N1SJ99dan10u : InSavidalun1sUSuUsy
Us:ansnawouAns

ANARS1913E M998 99MTING’
Faa I3 o a s o L2 Y 6 vV
ANARNTIANTENARSUsTIuvnInendenisaan dssineninala

fawa nalnggassu
fapn udes
WA AFLN
WA Qnanm
7911 d403ennsal
NRILEMIYARG UVNINENdETEdlna

FURLAFUALATILNANY ;8 AWNAL 2561
o o .
Funudludfutlgaunanny - 31 unsAl 2562

FUNPAUSUARUNUNANY : 2 LUWEY 2562

B 1

Uunnnao
Yoy P A A e e . . - 4 . L

unANUTlingUszasAiazAn () uwAaneaiunNsdeaniu @ neadunanReIfunsIfaaniu
3) MeNguNTNITITEanIiu @ nMsdganiuiunisUfudsessdninmantesanis &) dynuazglassalunig
Aliun1aITeaniiiu ) daiauawuziiaud lutyrnlunismidiunisideaniiiu ansAnswLan (1) N1siveaniiiy

Qo ] o 3’ s L™ QI o Q
{Hunstdeminauluanifugaudnmisaypansssaniiugaudne nalanzetsawpainsanealivayuianms
PAULUAUBINTITEANNTUIZTINDN mﬁﬁaLﬁmﬁwé’ﬂgmﬂﬂiﬁﬂm N AN UARING BIANT A0TUT UaTNITY

< |

nstedqnainglunisi i hiugwdeyatlszneunissindulalunisusmsuazUfudgelsr@nsninnnssniineu
% < a Qs I a o a a o s o v € a a a
TavanugANANE 2) W Inenaenie g Inisafiunisideaniiu uazilUlddsslenilunisdfudselsz@nsam
nssfiunuremiIngtds Mawlvgudrnuiunsidsaotiuiunudiunilsrsaniidevideguiifeues
a > Q v A aQ > QIQ :: Qo o &j ° a Vv Q‘y IS )
uvinende luaugiAg Ui dunummangndaninigmavitheniidsaniuluusiiunumuiilngnss dnneivun
ulsunewarsziaudeieAuifeafiunisifeantuinisdnasssutszunaneativayunisifeantiu uananil i

Qs :: Qo > s ] £ £ X % QI g
mﬂmmammmwamuuua:wmmqmuﬁﬁmlﬂﬂﬂ'qmeuuaqﬂﬁﬁma‘waamuun%mwmﬂmmufﬂﬂéﬁfm 3)

100 amuuiasuAnuIia:nSwennsuyuE U DNENaasssumMads



NTLEUNSHANUIAEAoNTUTIENsdAyauisAe neunstihwinladuesanitugauAnmAdliungide n1ei
Nurnauiselunsansnisstaotiulneannziazluingaisirnisaunalullssimelaranalssimna uananni 4
ﬁmiﬁﬁmuam'a\mﬁG%Tﬂamﬂuﬁlumiﬂszﬂ;ﬁﬂmm?ﬁ%‘imﬂmﬁmma:amﬁuﬁhq6] @ nreetiunisiTsanntiuly
a s ] I & v o <K Q‘I o av o a aar o A

uynenag naarulvgifulasesnisautinsns (6) ﬂtymLLazqﬂaﬁmwmﬂ@iumimLuuﬂ’mwamuumaqmmm
maqamﬁ’uqmuﬁﬁm‘imﬂmwwaﬂ'wﬁmmmﬂimaaﬁuaqﬁﬂﬁmsﬁwﬁmmm%u,a:ﬁnm‘lumﬁ%’ﬂuazﬁmmiﬁﬁnm
o v dqj v é’ = dJ = o 4‘ Y a o LY [ I ] Vv
memuu‘lmqwu LazaNLszN19uLeAD mmmmmuﬂﬁzmmwaauuaqumiwﬂamuumimmewa AWAUNG
LmaLLW’;"mamu?«Tﬂamﬁuﬁuﬂ”qﬁ‘i"mﬂ-iﬁmsl.w,?mLma'qm'iﬁﬁumumamﬁﬂﬂmiuazma‘ﬁﬁLaua"lumiﬂ@:ﬂ;ﬁmma‘
feldunnne (6 TelauaLUZAINNITANEILAD AR ldnsRLInEz s e liunyAsInsansaiuayuinis
sl,uﬂmﬁ’ua‘muﬁﬁuﬂﬁﬁammu:ﬁmmﬁﬁﬂLﬁmgﬁu LLazmﬁmmiquﬂ@:mmLﬁaaﬂuaqumﬁﬁﬂamﬁmﬁuwm
A’ ] v 1 a o o :: Y v [ o a o o QI &j ]
AL mumuﬂ’mmﬂLL‘WNm’;fvﬂamuuuumiauuméu‘mﬁmﬂmwr;’ﬁmm’ﬁ’mﬂamuuimaLaWﬂszmmﬂmuLLazm
La?mﬁuaquammﬁﬁaamﬁuua:ﬁmmqmJJ?m‘msl,ﬁﬁmﬁmﬁﬂmimiﬁﬁﬁ%ﬂﬁmﬁulﬁummammmaﬂ,mamq LAy
atuayuliauiaudnisdadsryundnnisideaniiueganaiiaddnaiiuduiuaiereanisdssguimnisviun
é’ aQ Qs v v ©° aQ o o a :: Qs a
AL LLa:mifﬁ'qmeuuaqﬂmmmﬂﬂmm‘lﬁamamLauawamuwaﬁmuu”l.umiﬂizﬂ;ummmmiwﬂu@:mummLLaz

SYAMILNUNANALNLLNNAIL

AdAty © N9ITBAaNTY, @ofugaNAn®, WTINENal, auiauniIdeany, nesflunisideaniu,

NN9ANUNHANTITEIADTTTL, mafﬂizﬂ;ﬁﬂmm?, sv@ananinaannig, Usznalne

1Corresporwding Author E-mail : professordrjj@gmail.com

amuuiasuAnuianswennsuyue bkdnenaasssumaas 101



Institutional Research: A Tool

for Improving Organizational Efficiency

Jamnean Joungtrakuk, DBA., Ph.D.
Distinguished Professor, Far East University, South Korea

Chutpon Kulpotisuwan
Angkana Guntiya
Sawaeng Krooba
Wirun Tukjit
Rute Achariyaporn
Human Resource Management Division, Chiang Mai University

Received :August 8, 2018
Revised  :January 31, 2019
Accepted : April 2, 2019

Abstract

This paper aims to discuss: (1) The concept of institutional research; (2) Conducting and application of
institutional research; (3) Publicity of institutional research; (4) Institutional research and organizational efficiency:
(6) Problems and obstacles in conducting institutional research; and (6) Recommendations for improving the efficiency
and effectiveness of institutional research in Thailand. Based on this study it was found that: (1) Institutional research
is the research conducted in higher education institutions by staff of the institutions, especially the academic
supporting staff. The scope of institutional research includes the study of curriculum, students, staff, facilities
and finance. It is used as the data base for management decision making and improving the efficiency and
effectiveness of the higher education institutions. (2) Most universities conduct institutional research and utilize it
for improving the efficiency and effectiveness of the management of the university. It is considered a part of the
functions of a research institute or center in most universities. In some universities an institutional research unit is
established as the responsible organization for institutional research. Many universities establish policy, guidelines,
rules, regulations and procedures relating fo the management and administration of institutional research. A budget

is also allocated for institutional research in many universities. In addition, an Institutional Research and Higher
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Education Development Association was established to promote the conduct and application of the institutional
research in Thailand. (3) The publicity of the results of the institutional research is conducted in three major ways:
publicizing via the website of the university, publishing research articles in a specific institutional research journal
or in other journals, both at national and international levels, and presenting research papers in the institution’s
research academic conferences or in other academic conferences. (4) Most of institutional research projects
conducted by Thai universities concentrate on students: (5) The major problems and obstacles in conducting and
application of institutional research include: lack of knowledge and skills in research of the staff, especially those
academic support staff of the university; budget availability is insufficient to support the institutional research
projects, sources for publicizing institutional research is quite limited, both in terms of publishing in academic journals
and academic conferences. (6) It is recommended that: various training and development programs should be
developed to promote research knowledge and skills of the academic support staff of universities fo help them
to produce more institutional research, a sufficient budget should be allocated by universities to support and
encourage their university staff to produce more institutional research, more institutional research journals should
be established to provide a higher profile publicity platform for institutional research, the Institutional Research
and Higher Education Development Association should play a more active role in promoting the conduct and
application of institutional research (e.g.. an institutional research journal should be established and operated by
the Association, more training courses and academic conferences should be organized by the Association). More
opportunities and support, including financial support, should be provided to university staff to enable them to
participate in academic conferences and publication of papers in academic journals, both at the national level

in Thailond and at the international level.

Keywords : Institutional Research, Higher Education Institution, University, Institutional Research Association,

Implementation, Publication, Conference, Organizational Efficiency, Thailand
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Abstract

This article reviews the ambiguity of decent work in the last two decades and proposes to the interpretation
of six discussions including (a) the integration of four strategic objectives to the new policy; (b) the implementation
of decent work at the country level; (c) the ILO decent work has become the global goal: (d) the role of the
director-general; (e) the hegemony in the International Labour Organization (ILO); (f) the formulation of indicators
and measurement. After that, the decent work was developed by the ILO and lead to the new paradigm of
social upgrading in global supply chains. This perspective is called global labor governance, such as public
governance, private governance, and social governance. Furthermore, govemance is not limited to labor
standards but expands the role of technical cooperation in developing countries. Meanwhile, the Decent Work
Country Programme is faced with some problems because a lack of participation in member states of the ILO

and non-blinding instruments have no impact on state practice.

Keywords : Decent Work, Global Labour Governance, Global Supply Chains, Social Upgrading, International

Labour Organization, Decent Work Country Programme
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anann ﬁﬁﬂﬁmuﬁﬁ@mmnmmﬂu‘[ammmmﬁm
Aanssuuaziitszlgitennsi@suadeanudunds Tne
ﬁm‘ﬂua”ﬁm@mqmimmfﬁm Pl WanesansHenS

nengnuin i ANsTu e lulLLNQUANANTENINATA

|
a

Afuniansuazluiflunianng Teeludiduniansulau
IATDULALAL Britwurm, 2018) WUlAnNauntng Aaws

UaneAn1a9 20 NLINUKANTINAINALTaNTag AL

N9ANATDIANENNTVINTU ﬂam%‘t\igﬂﬁmmimﬂuﬂéu
Autlsnzing vinlfinwasfiauneussnundlunaiils
flun1anng dnformal Workers) WAZITENUNUIN “UIINIU
PEURL “ (Marginalized Workers) LLﬂZﬂﬁ‘iﬁ‘ﬁl ILO AA¥in
awﬁmmﬁﬁmQ%’umu“l,ﬂﬁﬁﬁﬁﬁu @A 177 T e
1996 FFuudeausaaussnuneILRnaLlfng
A9RNENUNARe ILO TAdNI5a (Hauf, 2015; Vosko, 2002)
Foil Ununaes L0 wdsasnsulanasiiand
Wuisnfiunisunulasinismnuaieasianizng
(Technical Assistance) sl.uﬂ%mﬂmmﬁmmﬂ?m Lo
LAYAALALLISNN IlaaE M LeN TN AR ALENNAL UA
umm‘wLLafﬂL?luﬁuafﬁfnpruﬁiiuHmmm ILO %38l38N11N"T

TAYINUINTFIULTNIU (Standard-Setting) NALATLHTIN

v
I [ s

Ntlaeas NéANINtaudynyailun 87 uaz 98 1flu

1
v

wiasdadinisnsiudnanugiliudussny asmn
auasulmnanislatusiumunssaasdszansllnauas
ausonaniudaiFaniadlgidunativuaulauie
wazinaulala auzipainulangainaddnsniatnedu
gﬂtmummé’uﬁuﬁmmL%Tfal,mmﬁ%qagjuummimﬁﬁLﬁﬂm
LLﬁLerimummﬁ'im'Lﬂumqmiﬁmﬂ@gﬂuama:mj'wﬁmﬁu
3izifunsenusiaulivinitiag Husznausetes
AAENEARITLILS SRR LNE NG (Blue-Collar Workers)
‘Luizuua‘mmwmuﬁmméﬁuwmmmimumﬂuLLamfim
AR9849991 (Harrod, 1987; 2008; 2014) é”nmmfzmmmi
mangrineazandesiniiadliinnities uazAuATasl
useuilEnunanissasasniuly csc
Puadiuteuiisululassas s peRa
ARl S UL s AN nnuazan
punulutaanisuanangs lunislagniu Fadlenste
LL’;‘N’]umﬂ‘ﬁliﬂLﬂuwmﬂ’]iﬂ'auﬁfmqﬁuuazmamﬁau

I Il s Vv aa &l o av
ﬂ\'IiJ’r]‘]_IQC[?\N’WU. wazanANudaLeE N ATLlULsInARNAY

Walun AtundAus T uluumnAfgaInnIsdaLasy
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audyn1ed L0 Wiiansdanuaanyiduiinsgiu
1599 UMEN (Core Labour Standards: CLS)® 1tatinla14
mu@uﬁfaﬂﬁmmuﬁfmgﬁwﬁmfﬁmLmLﬂ?ﬂmLa:ﬂﬁﬁ’ﬁ
mausenuaendluflusssy é'ﬁfmmqﬁ DW ﬁgﬂﬁﬁmuaﬁu
Luliesurnisdannstiymliideds:leadihela iWesn
dmsneufasaudidosnnssanrennassloud ve
fRensaamuuazussny uwifitiafuAnie bw Uftdns
atalsTiineuads:lenisinuemnie Tnagdau
wanalivnisznng dastallil

dsznasusn Ae DWW lugiuzaniifmenssuyed
Lo ﬁya‘mvmiufammmmuowwﬁlm‘mﬁum?muﬁo
ulanaass a1 ow ldldnnsassdddnl s

(%

noUszasAianagms (Strategic Objectives) azviauly
FudniuaanensRues IO FuAnanesRnng 1
ummwﬁﬂﬁ%’mﬁﬁmmgmmmu waziiluunuinues
m’nmj"mm'ﬁaqu:mwﬁaﬂuaguhgﬂLmummmﬁu
wazdnnng vliansdunaeuntsiaunsasdnisacng
duennmnelayauleuneirssgiauasdiny Iz
Havnansziwannlfunuiiiuiimunaras pw tszney
A 4 AngUsrasAalianagns Taun (LO, 1999)

(1) @n8n19vinenu Rights at Work) tlunnsAuases
ussuannsUimeenluifusssy Fa3asnaalug
NM3viNU Tunen ANEN9 ANINN3YINNL Aulaanse
LAZaNTIeuTe wazAnLTUATE AL Safiuumum

MANUDY ILO TAELTIUFAYINUIATTULINULNAIUANDFIY

v
s (%3 % IS

@unizﬁqﬁwﬁuﬁagammmmm 189 Q11U LAZUAUIL

T T

|
IS o

8 atlu Naaflu CLs Imﬂummmﬁn&mﬁhqa‘mwm:ﬁy’mﬂ
uuﬁm'ﬁﬁugﬁu (Fundamental Rights) fla@n maiasns
mmq'mﬁmﬂﬁmﬁmméw antanmslfussaudnd
@adenngtuuy 23nnnsldusenuisAy waznas luiden
UFIR Ingianizndsannasasuiiiugnas vinliumsgiu
ussanuiitls=leanladnadatunnsaredoanamianisdn
sl,ummﬁqLﬂumfiﬁumfimvl,ﬁsl,ﬁmwﬂugﬂL@ﬁﬂL@ﬁLﬂ?ﬂU
wazrgnutinesnsluifusesy Lmﬁﬂmwﬁqgﬂﬁumqm
Us=lemditaRnfunennadsetss mArndamiaun uus
wenfiuflasunisiaunliniagsieai WU§om Tnsay
wiulfannnandifniegsiauas CR sautiaunmsgu
Tugtuusne g Lﬁaﬁlﬁﬁumﬂqiﬁ@ 1 SAB000 1lad3n
auiusssulugalanafing fandriineiiuuaAnli
11 CLS vus iU AnaInIanN1sAAadaIANIgNIT AN
IGh (World Trade Organization: WTO) Mqiﬂﬁg‘ﬂﬂi’w
Soulamedany Social Clause) aunaneifuuumdls
NAgsNALsTUIMIgIuLIUlIluAssENUsIUNNNgsTa
(Code of Conduch Tanideniriasiletifungruntsey
Goft Law) lulafian milsdumaungvuny wiande
AMuTINLarTeainslasiunig onlusdunnsuas
dfymanislduseunsananssnunadiauanagn
pasuannIalszandsanlugduuunies 16 (wet,
1995; Wilkinson & Hughes, 2000; Dymond, 2001; Verma

& Elman, 2007; Plasa, 2015)

"nmsguussnunanvisadneg luniiavyaudiynyiugiu (Fundamental Conventions) gnitandumnanfidszyuszitlaniime

ewmundeny Tl a.a. 1995 Taaiianuin 7 a1ty waziiuan 1 ot lutl a.a. 1999 Taun (1) auduIINAIeLs Uiy @I
Janyny

29) T A.A. 1930 () BUAANIAIETMIELATAINTBINNTIINFILA ALATENANE lUNMTANNAL (ULYT 87) T A.A. 1948 (3) audnan

MAIEANTNNITIUNAULAZIATINABTANTIU @TUN 98) T A.A. 1949 (4) Budn1IdiENsEARBLLUAMYEY (@i 100) T

A.A. 1951 (5) BUANYIIAILNTENIANUTNUTTTIINAL @11 108) T A.A. 1957 6) audygyindenisldidendfiRlunisdnenu

811w @Iun 111) T A.et. 1958 (7) eudiynindaeenedusi @iun 138) T A.e. 1973 @) eudyaninfesnidnnisldussnuani

wdengduuy ailiui 182) T A.a. 1999
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(2) N19891U¥i1 (Employment) Susuilu
BHI’NLﬂugﬂﬁi's‘ﬂ\l%\mm‘wé}\‘lﬂ\iﬂﬁ"miﬁﬂﬂ:}dﬁﬂﬂﬂ AL
7 David Morse® 1%nn9RaN1999 L& Ius s LUaS
WAILNTNEZU9NY Aundnsuliunazdgauntnluumaz
QinAANIUNNIARYINLEUAAITNY LU TunAi
el FAndavinilul A 1968 (Alcock, 1971;
Morse, 1969) M&99NNE ILO 1HLOAILNLINUNTT L
‘171|”J<l:ﬁﬂ (World Employment Programme: WEP) ﬁﬂ?:‘gu
Innlussanusyminalszna i a.e. 1969 Taeitiufinns
Hnausuvisawmuniinee: m?amiﬁmmw%’wmﬂmqmé
(Human Development) Litaad1asuaninlutszina
AAINAILN (LO, 1969a) AuziRediuyin1i ILO mezuiin
ﬁqmméﬁﬁmmmmmﬁlﬂLﬂumqmsmn%‘u iflneann
Lﬂuﬁﬂé’qLLiqawuéauianLﬂumu@uaqﬁﬂﬁl’qiaﬂ nnd
muﬁﬁﬂ'auﬁﬂﬁ@mmw%mﬁu LAZANUEINAUNAAAY
PN UALBLINTE IS NARIUANAISTH 1990 UANANG
NADINAITIHNAU NANIAD ILO lqi\'n,ﬁuﬁm?a%wuaz
WU Usznaunis Fagfanenen vl uss9unn A
'17'1|VL:J'LﬂumqmaﬂmﬂmgﬁﬁLﬂumqma? TmeiuINNanssy
wiNH A LAy A aAsEgRa il
Hurinmailadunnans dnformal Sector) Leissgia
Flaiflunnenng dnformal Economy) LAY
11iflunenng dnformal Employment) nduluiinganin
ﬁﬂuéﬂmma:sﬁmu QuUNs=TadUARITIW 21 1L0 1Ty
Fuanmdnisuiiunnsdac uenanifiinnudnile
fU WEGO fiFnunnafildiflunienisideslesdunin
ENAULATINAANN A milaudn DW daasuliiiinnns
yhauiiinannnuas lliinfunsereiinuas asennss

v
%

Mandadganmninn1sUsumlussal dafluanswasann

ulannenAsugiaasianlvy uazilmuigusanisudn
AUENNAUANLLLINNNTWAILNUANSUNANTIAN (World
Bank: WB) (ILO, 2002; 2014; Chen, 2016; Harrod, 2008;
WB, 2001) ﬁqﬁmwﬁﬁﬂqﬁmiﬁu‘lﬁaﬁ pw laFuAu
éﬁﬁtymn%u HasnnsiinuvndheaauansznRtiey
AUlEFUPs WA TuF T S e ALs sy Ineseq
2/l MDGs (ILO, 20130)

(3) NIFANATAINIIEIAL (Social Protection) Da

SuAnfiraudndngdaas 1o LLﬁ%ﬂmﬂgﬁu‘luwmﬁ‘m
1980 WAIMNAY LLﬁiﬂiaaLaaﬁﬁuﬁqmqmm%a%'dﬁﬁaazvlﬁ
Lo Amenenuianlaeiuanuiiunmiedng Social
security) Uptasdldunuiituauuenldeanivivansmil
Aafiuaengls nandAe N1TAUATEININEIANLEY ILO
TUaNAI99E 1990 AUTINANINAIIT 2000 LTuANS
tszUdeAl (Social Insurance) LAZLMLMTUDS 1LO
L?Iuéﬁu"fumrﬂ%ﬂLLiﬂmﬂﬁﬂqaLﬁwgﬁfvTaﬂmﬂﬁil”] (Great
Depression) luneass 1930 vl ILO Anvinayudnynn
‘Luwmmwyjmmﬁ’ummqé’qmummﬁuamummﬁ IGH
Lﬂuﬂgm@'mﬁuaﬂ'ﬁﬂ.ﬂLﬂuwmmﬂmmiﬂhﬂmaaLa‘wwzmq
(LO. 1932; Hughes & Haworth, 2009: Sinclair, 2017;
Rodgers, Lee, Swepston & Van Daele, 2009) AN
WANANNAINNAR991 2010 ﬁianmmag}mﬂ"tﬁmam:mmm
AngAnIsRulan (Great Recession) 1t ILO TAFUENEWA
N G20 asAnsszrinatssinaluiase UN $auils
LLmﬂJﬁnaIMWﬁ 407 ILO LAUS DW Lﬁaéauﬁyuv\lumaﬂi:mu
mﬂ?mqam%qﬁ lutl A./. 2009 AUABLIALEEIUNIT
émmiQQWWQ§QﬂM (Social Protection Floors: SPF) luil
A.A. 2010 InelullAutiuaniznnsds s Mudeman uAnszvtin

DILUAINIINFIELARNIIEIAL (Social Assistance) LAY

"David Morse Agesuvtegaensviglaui 5 wisdtinauusanusznineszing szningd A.A. 1948-1970
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UNUNIUARIALLTINNU (Labour Market Programme) e
o o va X o | @ o = &
weneANuiuAmNEALlAaRaTuTLYNIeTE TneAniiang
pNUEBIIAAILILRS TR Anuiaansluihdsiugu
LAZANBUYHEIU (Deacon, 2013; 2015; ILO, 2010a)

@) NEIWIMNINEIAL (Social Dialogue) D8

o = A a X % o
Huamea uani1anigLlaaiinalunsauniIsnams 1ILO
1T04971NN19 UduguanIsnandaut e ulagsasig

1ngn1A almfsnistvuanazingaulasiunu ne

|
IS o

dnayuaarueaniiudydnenl Tmﬂaﬁﬂﬁﬂﬁzquﬁh
difnau o Thenda unitadeudn ILo” wazandu
Feudn BT Ay IC war GB Aruudratiuayu
Ry Rl LLm'EJ;LmuﬁLﬁ”m"m%uagjﬁua‘:uau (Regime)
finanuuuiaaliunnteaiiada 1eean ILO Laed
ﬂizam’mimmﬁgl,muﬁmL%é’mﬂﬁﬂqﬂ%’mﬂumﬁm%q
Tnaszuauund ﬁﬂﬂﬁ'qmLaaimﬁﬁaauﬁqaaﬂmﬂ%’gam?m
Wl a.d 1935 Dafluanudumaiuasszuulngnia
Tusenauasaslanasaiians Swidiszwingl a.a.
1977-1980 andgoluFnILAtnaUIBantauil oty
Uszmelunquiasiaudszansdlng (Alcock, 1971; 1LO,
1969b; Tosstorff, 2013) umtuifaqiiu ILO taualAsaT1
InsnnAuazumsgunssnuanaiiunalnusinisefiuna
(Governance) LLa:ﬁgqaq'uuﬁ:udqumqé‘mu (Socidal
Partners) (ILO, 2013b; 2015) Liuldaniifuansduiilsl
wrnzgunudhaungdauargnanaudiunfidaiusiuun

&/ | v o 1 <~
AU LA HLL‘V]’LJ,"D’mﬂQﬂﬂ”liiZM’J’Nﬂ?ZLWﬂﬂusLu UN NA

dszandinu waztiniinissedaluuaniapssgatans
ihsaluguziFudgnasly e ﬂ'i:ﬁlwmﬂmgjmi
dszquianiziaves ILO ot o8 iumsli
Famianznssunannslanindaianedenuaasdania
71l (World Commission on the Social Dimension of
Globalization) 3213741l A.A. 2002-2003 Lﬁﬂﬂ’mﬁm
SauansznuandlannAdan (Lo, 2004) 1althul 4n
Fiamznssunanislaniidgaunanundy (Global
Commission on the Future of Work) 321374t A.A. 2017-
2018" LilaFPLFRELLLMNIA ILO Qq@jﬂma‘mﬁam Ine
7045 LARNANTZNLAINGAAMNGTU 4.0 AuUlAiaLaNITAL
Lﬂuquﬂ'ﬂmq (Human-Centred Agenda) l1s1e81U Work
for a Brighter Future LLa:LNEILLWi'Lﬁﬂﬁfuﬁ 22 uNIIAU A.A.
2019 (ILO, 2017b; ILO, 2019a)

Uszmsiies Ao “DW lugzyauleegnis
Ugiianase fedumnunangiuaedgduienising
aaeAu lAuwn Michel Hansenne' waz Juan Somavia

TnatamzatnaienisunadanAgaisa sl Lo ving
galanfimd ul a.e 1994 yinlfunumusni3uans
ILO ﬁLﬁuﬁmﬁﬁmmgmmmu (Traditional Standard-
Setting) ndundAnuddEnase Tagiannznnsin
VLAY CLS ”Luﬁﬂ'i:ﬂqjmzﬁuTamﬁﬁmnwﬁmmﬁmu
w tahwanu Tl Ae 1995 saunfunaslfynn
IenavandfTauguvearsneihon uil .. 1998

Tnenflunsiupusuniauas ILO Wiauiuvinlunmsgu

CANZNFTUNBNNSTANINAIEAUIARUDINIU fgunu 28 Au NVAENIAAIUN i zuanuALansanuteuadlaseasalngnnm

| . I v 1 o A o oo & a A o o o & & A
LLUQ@@ﬂLﬂUﬂﬂ’]?ﬂiZ‘lﬁiMﬂﬂﬁl lAun AFalsn 1ladun 20-22 nanAL A.A. 2017 ATNNADY LUDIUN 156-17 NUNTNUT A.A. 2018 ATIN

413 1aTUN 15-17 WEIEY A.A. 2018 WAZASINA BTN 15-17 WopANIEL A.A. 2018

"Michel Hansenne finsasinuntgguiensIvalauil 8 uiedineuussusznInLszina sevanetl p.e. 1989-1999
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meuﬁuwmmm'amaﬁqﬁuiﬁ?mnﬁuslui:umﬂmgﬁ@
Tan ausein Somavia Uene DW dunniflunszaeinis
Aiun vinlvi CLS LLazﬂﬁtymaﬁuﬁﬂmﬁLﬂuéquwﬁﬂu
mqﬂi:mﬁﬁmaqwéﬁiaﬁ 1 28e DW uazt iR
WERULNLINUBIAMULIENRDNANIZNN LABLanIE
@m'mmﬁfuLﬂ?ﬁlauumumuizﬁumﬁdﬁﬁammﬁﬁ@mm
(Decent Work Country Programme: DWCP) '17‘1|L73‘|3J ﬁuLﬁlﬂ
1 A.A. 2005 ULATYIUINNITINILENSAIANTNITANAI
81NAU (Poverty Reduction Strategy) U8d WB LAY IMF
mmﬁy’wumﬁﬁLflmmﬂLﬁ@ﬁ%ﬁqmaﬂuqﬁﬁﬁiquqﬁqmu
"Lﬁﬁmd?u"luﬂqmiamﬁimﬂ (Haworth & Hughes, 2009;
Hughes & Haworth, 2011a, pp. 74-79: 2011b; Rodgers,
Lee, Swepston & Van Daele, 2009)

Usznsiany Ae “Dw Tugiuziafesdiavey 1O
dulmaunanisimuiszavlan’ Aeufl pw 21959 LU
Hhvnedieit 8 4p99 2030 vasmaiRLNTTEL Tsum
s TR @R ALzt A.A. 1999-2015 Tae
ldfezazinamnam mamm?q (Frey & MacNaughton, 2015;

a  a

MacNaughton & Frey, 2015) Na117Aa ILO HqANENHY

|
QDAY o

dAtyUaNaINy Juan Somavia Uniaualv bw ({Hundan

U

Tuniiszninalszmanng g uazlafunisaaniuann

Vv |

TMUAILANUFILLD INT1ZERTNTIAAIAIZNIFLNENNT IaN

9

I v

aa a/ Qe é/ <
NAETANEIALLDlaN ATALILLINAN AN ULALDL
TneAuzyinuUMMaandnLunddanint (Working

Party on the Social Dimension of Globalization) aileh

282 TumpungAAInIEL A.A. 2001 Lﬁ@ﬂ?:ﬂ;uizwiﬁqﬂ
A.A. 2002-2003" Wazdnvin e ALl A.A. 2004 (LO,
2004) HaTinL Wl DW 1%§umiaﬁfum§umﬂﬁﬂi:ﬂ;m
syiulanuasaiaanlnguisandszanana Tutl a.q. 2005
[ea%ranisilnuinnazananuennay LATLTIy DW
Fuhilszasddodi 1b a9 MDGs Uil A.a. 2007 (ILO,
2005b; MacNaughton & Frey, 2010) Mﬁ\W’mﬁ ILO A9

woasLfuannmeannugRsssunsdeauivalanfiimi

1
a

Mflusssy Tl a.A. 2008 Lﬁaﬁﬂﬁmuﬁﬁ@mmmmﬁu

D

miluange (Agenda) ﬂmﬂamuzlﬂuﬂgmum (Legalh
Fatiu DW ?NLﬁum?'mﬁaaﬁuaguslﬁﬁmﬂaiﬂmﬁ‘aﬁma
(Governance) (Baccaro & Mele, 2012; Bellace, 2011)

dsznnsiia fe “ow Tugiuziedasiaaduaing
unumvedgeaens lngluninisiannszaulan ay
\Huievalaunuvsaddeimiaravsingaurvinaiuues
Juan Somavia NS1ENEIRNNNTtLALe DW gl fe
TiAnmsuAeuuaspausyihoumudannuse g g
294 ILO mmuﬁmﬁ’ué’ﬂﬂé‘ﬁamLﬁmfiqﬁmﬁaméa DW
Aoazls us Guy Standing fnenenua1siiudn ow a3
Az liun Lo udinunumuss bw luszazusndl
Tufniaufiniu standing, 2008) aziiulamgE N vy
(Director-General) HUNLMAAUINLINABNNIAUA
wazdinanila Usnpdinunaususnidunisted IO o
LQW'}:m%ﬂﬁlaﬁgaLu?maﬁfuagumuuaﬂmvﬁmrfi”]Lmﬁq

Hauaensivg) 9 John Winant” way David Morse

v '
[ o

12 a I v aa o Ao ¢ 1 I 1 I I v ool o =
ANIZNITLNENNTlaNNAIENANIEIALaIlanIA AL LLU\TﬂﬂﬂLﬂuﬂ’]i‘ﬂﬁ‘ZﬂéhﬂﬂﬁlﬂﬂﬂLﬂu6 ATY TAUN ASININLY U 24-26 TUNAL

A.A. 2002 AFSA 2 FUTT 20-21 WOHNIAL A.A. 2002 ATIN 3 TUT 12-15 AAIAN A.A. 2002 ATIN 4 TU 16-18 NUATUS A.A. 2003

ATIN 5 TUR 17-20 WOBNIAN A.A. 2003 UAZATIN 6 Uil 10-12 Aawnan A.A. 2003 Tngdlgunuainnisdszguunainynaiadiu

‘[ma”laiﬁhﬁmLaww:QLmuLaWﬁz‘me%ﬂmmﬁ

“John Winant sisasuntaganuanisivaauil 3 uiedriineuussusinindszing s2ninel a.A. 1939-1941
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danalisiuwmisggnnensivainlesesiuanuiunis
W84 (Politicization) agnauenliasn ﬁammﬁﬁmam
MINNgLEBINNEUBNaIANTIBNENAaLNNNINNTARAULA
Tnegunulu GB (Cox, 1969; 1977) ungeulEns Il
@mé’ﬂwm:Lawwqmmaﬁiﬂmﬁauﬁu Daiflutlaqudnaty
dvdunisusmsesanisaziianuduly sy wazd
anuzaenalslunfinisiliagdan Schechter, 1987)
Fail nsdszidurngaruignis g dunuan
untagiesla WikasansuiunzfiuaznisLsnis
asAn1slneunugnsAans lasunisatduayulviiily
ﬂaﬁaﬁ‘ﬂiﬁ (Schroeder, 2014) ‘um:ﬁl Somavia WAL
npaoLll AUl ILO Uszaumnudianane fuasdnig
womithluiese UN auzipsniudainld pw Ufimnas
':TI’JJJﬁ"LILLNHQWHM?@QV]T:‘F’I’]&m%ﬂ’]‘iﬁmu’]gu na1lAINng
A ILO il Lﬁuﬁﬁmam@zﬁuﬁ@wnqmﬂa TneLan
HLSMIN992ALIAYR9DIANITENINGUTEINA AT Robert
Cox Uaz Harold Jacobson 1niinlaeiiansingiuianig
dmuauazsndula saudennazginisusms Tuan
\Re Ul Emst Haas Anenflantsysn1siiILO nane
Tlusmuanwmanans m’nué’mﬁmﬁaﬁ%mmu‘iaﬂ (Kille &
Reinalda, 2013; Reinalda, 2001; Van Daele, 2008) AU
ALY AN AN AT 3199 gz AN
g2 (nfernational Bureaucracy) W9 U1UBY ILO
WA2ARAN TN UL NIUTZNINNUTZNA (International
Labour Office) iuMlamanuuaznstfifine I
N91szauAMUTINTR NTUFVINTANULANANY N9l
FIUNAVNNYALNE NTLENITNENENNTOIANIG UAZNNT
2anuULNAINNMTAILAL (Bauer & Ege, 2014)
tsznnsiivin Ao oW lugruzgaumsaliiauan
N19AENE1IL AL ILO” MUNBANLIN DW QNAAINY
IﬁLﬂugﬂmeﬁwméﬂmﬂuﬂizLLaLa?ﬁmﬂmJ walud
DREIS GLRFEAITIER Lﬁa\‘i'«vﬂﬂﬁﬁmmﬂmuﬁﬁwﬁﬁﬁﬂﬁiﬁm?

psaudnlngeTAENgUNIUsz TRAARS (Historic Blocs)
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quvinl¥ ILo Lﬂuwﬁﬂuﬁmamqﬁaﬁuagﬂﬁﬁmamm
aunatiluszideaulan (Cox, 1983; Vosko, 2002; Hauf,
2015) ‘um:Lﬁmﬁ’umaﬂﬁgﬂmﬂﬁlumﬁmaﬁiﬂiﬁ%mg}uu
anuiugssy ulan Dw arauasuaanildniauanating
el LA UARI99 R 21 ﬁqﬁmﬁﬁmﬁaﬂéﬁmi
druausng g somavia luiilsimdnnismuiiranus
Wlutmnsgiuussnuananeniunisaaudsulinia
99faUIRA (Standing, 2008) UANANAINATELEN
2980197 DW naneiflurasiiefiadreanusnuassuls
unl 1O ianziinalnrenisaing Tlaseainelnsni
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