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Editorial

HRD Journal is focused on the academic articles and research articles in the area
of human resource development and related discipline in management and education.

We were published articles both in Thai and English versions in the field of
interested.

This issue covered many more fields in human resource management, human
resource development, business management, tourism and hotel management, and also
education. In this volume, we have 5 topics in Thai includes miﬁﬂmmmgﬂﬁuﬁiamﬁﬂi
YBIYAAINT NTUNWVAN ANUFUTUSTENINANAN YULVDIHUITMIAUNTUTMTNWININT Tu
anufine dsindinnueeiuiinnussoufine UszaiuAtius we 1 audnuusameiiin
fdawaseaussauznsuImMsvesiiyueuriosdiu nsdfnw: Autaduaala sneiies
Foese dviadssns mstangluuuiiefmunanssauzagiunsiansBeuiidendmsu
Aslssssumautadundaan Jalvgdunny ddawauialleways gULLuuqsﬁaﬂwsviaaLﬁaa
Fanwuylne: Lﬁaaﬁm%’wi’mau%. And 3 topics in English includes Examining the
Relationship Between Job Stress and Job Satisfaction of Hotel’s Front of House Staffs in
Pattaya City, Thailand, The Benefit Type Have Influence To Engagement In Kunming
University, Expectation Of Impacts Of High-Speed Railway Along The Line Laem Chabang
To Map Ta Phut

We are very welcome and hoped that we can get articles with different perspectives

and context from the academicians and researchers all over the world.

Editor in Chief

Paratchanun Charoenarpornwattana, Ph.D.
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Organizational Commitment of Personnel in Department

Of Highways
Received: 15 June 2021 Revised: 12 July 2021 Accepted: 27 July 2021

2395500 TUUAT, WIneNdnYRIANEns
f3nn Fesad, uvInenduinunsaans
undnge n1sAnwluasail Fngusvavd tlefnyissdunmrniusoesEnsveIyAaINT NI
MVAI UaE BSOS AUAMENITAEIANTYBIYARINT NTUNIVAN TUNAINTRTE
dyana laun e 07 seaunITAny) A elaneou uazUszaunIsalieu
nguiaeeililunsinwasil Ao yaainsnsunmaN S 390 AU 1FUTIVTIN
Foyalnelduvvaouniy Insresdoyamenistilusunsuneniiusesaniogy Ingadaileluns
Sims1svidoya Ao ANAAY NISUINUIIRIING AIPEAY AIFIUTENIULIINTEIY NISARBY t-test
UarMITIAT IR IUYSYs I Alo Ny IR LAY INTNTINTOUATIUANGIITIE
g #2835775 LSD lnerimunandeadaymsadaissiy .05
HANISANYINUTT MITUGNIWUADBIANTYONYAAINT NTUNNYAN agluszATLIN UazHa
NISYAROUALLAFIUNYIT YARINTASUNIIAWITH LA UazYseaunIsalieny unnmnedi dnau
gniusoasAnslaiunne 19y aauyraInsnsunmaNiil 80g sAUnITANY Funs uazs1els
seiiou uananasy Tanugnitusoassnsunnseiueeeiioadymiadaiissiy .05

AEARY: AUKNTUADEIANT, TEAUAIUKNTY, LUSHUWIEUTEAUATUNNTL, NTUNNMA

Abstract The purpose of this study were to study the level of organizational commitment
of Department of Hichway and to compare the level of organizational commitment of
Department of Hishway classified by personal factors such as gender, age, educational
level, position, monthly income and work experience

The sample consisted of 390 people of Department of Hishways personnel. Data
were collected by using a questionnaire and analyzed by statistical software. The
statistics tools were mean, percentage, standard deviation, t-test and one-way ANOVA.

The level of statistical significance was set at .05.
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The results of the study found that the oreanizational commitment of the
Department of Highways personnel is at a high level. The hypothesis testing showed that
Department of Hishways personnel with difference in genders and work experiences had
not difference in oreanization commitment. Meanwhile, the difference in age, education
level, position and monthly income had the difference in their organization commitment

at the .05 level of significance.

Keywords: Organizational Commitment, Level of commitment, Compare commitment

levels, Department Of Highways
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Abstract The purposes of this research were to study: 1) the level of the characteristics
of administrators. 2) the level of the academic administration in educational institutions.
3) The relationship between characteristics of administrators and academic administration
in educational institutions under Prachuapkhirikhnan Primary Educational Service Area
office 1. It was quantitative research. The sample groups were 313 teachers under
Prachuapkhirikhan Primary Educational Service Area Office 1. Obtained by random
sampling determined using Krejcie and Morgan table and using a multi-stage random.
The tools used to collect data were questionnaires, 5 levels of estimation scale.
The analyzed by using frequency, percentage, mean, standard deviation and Pearson’s
product moment correlation coefficient. The research results revealed that: 1) The level
of the characteristics of administrators, overall and each aspect were high level, The
Morality was highest average, followed by the Interpersonal, leadership, knowledge
and ability, and personality respectively. 2) The level of the academic administration in
educational institutions, overall and each aspect were high level, The measurement was
highest average, followed by the evaluation and transfer results, educational supervision,
development of innovative media and educational technology, learning process
development, and educational curriculum development, respectively. 3) The relationship
between characteristics of administrators and academic administration in educational
institutions under Prachuapkhirikhan Primary Educational Service Area office 1 had a

positive relationship at a highest level, with the statistical significance of .01.

Keywords: Characteristics of Administrators, Academic Administration in Educational

Institutions, Prachuapkhirikhan Primary Educational Service Area office 1

UNUI
= &, A4 A o o o Y o a & o

nsAnwluasesiiodAglunisasau adedian wazasiewd Wunalnuanlunis
o o w v o v A A 1y} - 1 a
Wannmasaulaiaunn aseanuliuisuresssmeaietundalunillanaeldssuuasygia
wazdann lAnudIAy un1sInNIsANYY NSHmUIANEA NLazIAAINAILNSa IATInY:
ANUIAVINAINNTO LATANTIOULTARAATBITUAIINABINITVBINAINKTHN LA NI UTEIMA
AelausinanunsusnannszialaniAing wazdguiingaiiuseieaneundyy tieliaulnes
AMAIMTIANA (F1UNUAIENNTANINITANY, 2560 @ 1) MURAUITUIvRINTEI1HUY R
MIANWINIIA .4, 2542 UaeuAludiuds (RUull 2) w.a. 2545 fumsanufnuinesuins

6 ¥ a U = 1

IANTANNAUSL I YUNURIS8U NAUNAMAINANSAN B lIUs N1 asUwUaIkaE NN

Y 9 Y
[ v o w s

AN Ay Nuetituegiunudnyasvesuimsanudnwiduddny (aivariad

9

e

24



HRD JOURNAL Volume 12. Number 2. December 2021

a5q, 2553 : 1) Beigalnidesiimnuannsalunisgds Uszauau uasnmshyanadude
TnsvsenuImlu o ag19aseassA laeendeannulinga idasslunsfnuasneuatduayu
mnudslvl 9 Fensfinnuifissneney aiu umideliusuivszaunnudife suay
dealiAauumslunsudtamegiadusyuu Gamnigad Ufnus, 2555 : 31)
mMsumsniTnadunundnvesaniudne Sanuddyetieandenisdanis
Anwlvussqumnenuiidmualy insgruganmnsinwazusnguiutailenisuimsny
AnsUszaunadnsa (nsensiefinwidnis, 2556 : 41) senandnvesaaufine fis n15asne
uywdliduyaeatiauysal Sarwd fadesssn fedufuimsaedosivinreulumsliudnns
mMsUdmsuanuAnwegaiiUsEAnEnm wioniaTisnsdnmsliing yannsgvmiiiiviednu
nAnnsiiiunsianszuaunsGeuilaedaduiiuasinussansuagsan (A3 s15eavs,
2550 : 1) fuimsaauAnuideinduyanaiidfglunsimusiiamdunisianisdnw G

v

Ausysanufnuasfeuarmanuitasszaunisallvi 9 ediaue Weldunisiauinuies

Y

LY o

guaziludnmsiamiueaing waznsusmistumbenulviiusgansain (@innuaenssunis
N3ANYITUNUFIY, 2557 : 6)
dlnnuauinsEnwUssanfinuiUseaivAstus we 1 Suliaveudanmsanwidu

[
=1

NUFIU 3 FLAU AD SEAUNDUUTEANANE SEAUUSEONANY WarSLaULsaUANYInaUAY TUNUN

EX]
o =~

4 91108 An 91LNOKIBIUTZAIVATTUS B UNDTUAZIA DILADUNAZNIU LAZELNDUNAZNIULDY
faoudneludea $1uam 120 wils @EfhoeaituiinisfnuUssoudneivssaiuiadg
WA 1, 2563 : 4) warddsaSeuludaindthaueiudimsinuUssaudnussaauiatus we 1
IeUsraulymiumsrhauduiiniivneeniliiiedels ndalumsudmsmdnns dae
thindanseeniuluanuianuaansouasiiuaneivesandn daalvinnsiingweduiussud
safusiludansiidiusaulunisin Mo wazmsundym ldanunsadlugidmungle
Fefumslienuddyiufuimsaniune e faduayunisinu uasdiiAvafostunisdn
msfnlunsihaudui dsalidnsfaunssuiunsfeus uasduaiilinglddemelulad
TunsdanisiSeunisasy dnstefanusgiweiioarususmuawuimdunsinssuy
NTUMANINYINT (WAUNTD 1JENIRT, 2554 1 91-92) @onAARIAUNTIT INWUTIAN (2557: 79)
wuin fudmsanudnusniudesufifedenieds Woawriliiedensdma melulsedou
Tiuszansnmunndian aasiamn Uiudgs sudnaneluanu@nuniiiussansam was
UsyAviEua TanrdmanimimsuazmadeutenmnimuesinBeusoly wasduimsiesiwiung
Tumsiaun szuvensiwe wazdedinsiwanisimeld WauinsSeu nsaeu Lazlsatouans
Igsunstimemnmbenuiieadesedsaiiios

femafinani fideTadienuaulafnvanuduiusssrinsnudnvuzeuinig
fumsudmsemdnnisluganuiine Sndninnueaiiuiinsfnudssoudnudsyasuas g

25



Volume 12. Number 2. December 2021 HRD JOURNAL

e 191 asAUsEneuAuanvauzveuIMIanuAnydezlsUavdigduaiulvinisuivisnu
Fnshugaufnuigiseuaglasunsimuaunimegiusiud wasduuselovilunisudmsau
FMIWidUsEaEn By

TUILEIAYDINTTIVY

1. Lﬁaﬁﬂmazé’fuamé’ﬂwmzmmQ’U%msé’qﬁ’mﬁﬁﬁm’mwmﬁuﬁmﬁﬁﬂmﬂizauﬁﬂm
USEAIUASTUS e 1

2. iofnwrsEdunsUsivnsiuaauine dfndinauwaiiufinisdne
UszauAnw1UsyaIuAsTus we 1

3. ileAnwarudiusseninnudnvasvesfuimsiumsuimsnidvnsluanu
Anw dafmdntinaumaiiuiinisAneUssonAnuUssauasius wa 1

HUNAFIUATTAY

1. audnuwarresuivs dsindidnnuaeiiuiinisfinuUssaufnuseuaidus
we 1 agluseauinn

2. Mavdmseidning ddadrinnuaeiiufinsfnslssonfnundsraudsdus
we 1 agluseauinn

3. AudNwUEYRIUIMITIANUANTUSAUN1TUTMTWITINsluanudne dain

Y

AN URANUNNISANEIUSEOUANYIUTZIIUASTUS WA 1 Tuniauln

BANLUNTIVY
1. vauiwaduiiion
11 apudnunzvesuims dindiinausiuiinmsfnwlszoufnulssauaidus
wa 1 iseAnuinundn enasnuideiiisidesiugudnuazvosiuims andaivinis
UnnsAnw ey warduasIlanuan ¥R UIIT 5 A1u laln 1) A3N3 AN
2) anudugi 3) nsiluyweduiug 4) AnsIsY 938555 Uay 5) UARNAN
1.2 msuimsnuinmsluaniuinu dfadiinnueeiuiinifnunlszouing
UszanuATius wa 1 fidednwiuunae ndnns lenasnuideiifintesiunsuimsnidnms
luanufnwannsensid@nwsnis (2561) lansusmsanudnnisluaaiudnw 5 a1 laun
1) MSWAUMENGATANUANYY 2) MINRUINTZUIUNMTEBUS 3) MTIANa Uszidiung uaziiigu
Tounansi3ou 4) maiannde uinnssy wazmaluladynanis@inw uag 5) MstmanisAng
2. Usgnsuasnguiiegng
2.1 Usernsifldlunside 1w asluanufnuidsindrinmnuniuiinisdine

26



HRD JOURNAL Volume 12. Number 2. December 2021

Uszaufinudszaaufiiug we 1 Un1sfinwn 2563 ananiufnuivionun 118 uwie S1uau
1,734 AU
22 ngushegneilldlumaide I asluanufnundsindrinauaaituiinisfing
Uszaufinudszaaufiiug we 1 Un1sfinwn 2563 ananiufnuivionun 118 uie S1uau
313 au WIBnsduuUUaedunou Tnssmunuuiaesnguiies1nneIsenATITLaY
uasunu (Krejcie & Morgan, 1970 : 608) anturiwundadiuseisisudygflasend
muUsznslusdaslsasey wagliisnsauwuuireaulaasuniuivug
3. in3esilefldlunisiusiusiudeya
wdosdioflilunsmunadoyalumsidsedsianiu wesimuanmsfnuduat
WnAn naud uazsmAdeiiedes Jadunuvasunuanudndiu wiseen il meud 1 10y
wuudeunuiafiuteyaluvesireuluuasuny fénvauziduiuunaaeuens (Check
List) WRgafumna ong 3iinsfne Uszaunsainisviau seud 2 iuiuuasuamnufniiu
Aertuaudnuasvesfuing dfadinaueiiufinisfnuuszoudnulssaruaidug
w1 WumanuuuuinasgIuduUsTInam (Rating Scale) 5 seu meudl 3 iunuuasuay
amuAaiwAnfuMIUEInsArnslugnuAnu dfediihnumsiiuiimsfinuyssounu
UsEIUASTUS e 1 dnwazmanudusnnsdiuysyanaen (Rating Scale) 5 s
4. ma¥ranTesiiouasnadauAUNLATENED
4.1 msaaalesile

A va o o

wieaflofildlunisitelunfsiidunuvanuanmanudnfiunesasigiteainaiu
mutunoudwiolud 1) Anwienansssuunfangul unaumednms uasnuidefifedes
2) Myuadienudni 3) MvuanTauULWIARlUNITATILUUABUNIN 4) as1auuvasunuatuse
AUMILUIAULAZAILUIINY naenIUATOUAGUTEIUANY 5) thuuugeunuatuefiasstueue
foennsdiuTnuineninudiilensiadeuanuaseuaguueatafnIy ALY IS
A0 ANUTALRLYBINTY kAL FUKUUVBIMUUABUATN WAIINUSUUTImNALUE

4.2 NMIRTINABUANINIWLATDID

nsaTndeunmamaiesile FITlARIIuNs fell 1) thuuvaeunufiuiuuss
mufuuzihvesenseivinunlulvigvsinandinsaae uannmvsaaiedlorua LA
oy Taensrdeusuaenndasssinstemaufiugnsamnefidesnisia (tem Objective
Congruence: I00) ANATEUARNYDITaRMAN LarAITARLTeINW IdeAupssmanie
Wity 0.95 2) thuuuasuasildusulsudlvanadeiausuursesiiforalunaaedd (Try Ou
fuagililinguinetaustinuadRimiloutunguiegis §1uu 30 au 3) thuuuaeunuinaaes
Tudundnsgimenanudediu (Reliability) InegSmeduuszavsuaar (Alpha Coefficient)
¥93A50UVIA (Cronbach, 1990 : 202-204) leiAauidesiureauuvasuay Wiy 0.950

27



Volume 12. Number 2. December 2021 HRD JOURNAL

1) Yhuuuaeunuses iUy IiilonaadeuANzas 5) ﬁWLLwaaumuﬁﬂ%’Uqu?ﬂm
wanlUldlunsiiudeya

5. MsusaIusIudaya

ihuiinternuiliauesienuzdaUmans uminerdoinin eenvilsdeveanusuile
TunmsmeuuuuaaunuFaE e sdtnnuniiuiinisfnwUssoufnuseuasdus we 1
iieveaygnaiuteyaannguiogisiidimualy dswvuasunnlyinguiiogis mﬁ]sﬂmams
Audoyannuuuasuanlpenisdsuvaeuniumndesaning u drnnumaiiufinisfng
Usznufnuisznuaiiud we 1 TudilssSoudmau 118 wis thuuvasunuiisiusule
AyRasUmNNgNABsaLyel wagihteyaildluinmeideyamnailagltlusunsunouiunes
du5a3u

6. mylnnzideyauazadanlilunisiasei

Y

Va v a

ﬂ’lﬁ’JLﬂ‘i’l‘“WUEJ;JUaE‘\JI%]EJ’JLﬂﬁ’l”ﬁ‘ﬁjauuamu?ﬁwmaamﬂﬂﬂﬂiLLﬂiuﬂamﬂ’JLM@%ﬁ’lL%‘gU
I@dudiunsdsd 1) Jeseddayaiiluvesfnevnuvasua TnsnsduiamiAinimd
Adenay 2) TinwideyanuuasuauANLAniuAsIfuSERUAAEN YR TR UTINT uas
nMsuImsAnnisluaniufine lnelinsegimaneds (X) uavdudsauunasgiu (S.0)
3) MTATIRRANUENITUSTENI AN BUEYDIRUTMIAUNMTUTIMINUIVINTTIUan AN Y
Hifadtinnueiuiinisinwussonfinusaaudiaus wnl Wnismadudssavsanduiug

Ypaigsdu (Pearson’s Product Moment Correlation Coefficient) 1agn1nsIuLazs1891U

NaN15338
1. Nan1sANwITEIUAMANYMEYRIUIS dindincuaiiuinisAnylszaudng
UsgIUAITIS 1om 1

M990 1 Aade dauleuuuninsgiuvresnuanyuz e usmsdeiaddnauniiug
nsAnwUsEaNAnwUsEaIuAITusS we 1 Tunnsiy

9 ANANBALYIINUIMNS X SD.  SLAUANAAWIL  &hu

1L fuanus AN 3.64 0.80 th 4

2. snupnudugin 3.74 0.80 1N 3

3. aumsiluyedunus 3.78 0.82 1N 2

4. PMUAMTTIIU 3L 3.83 0.79 1N 1

5. AUYASNAIN 3.63 0.77 th 5
37U 3.72 0.80 41n

28



HRD JOURNAL Volume 12. Number 2. December 2021

AT WU AENYUEYRIUIINT dinddnauwniunnsfnwiuszaudnm
U5293uA3dus 1w 1 lnenmsneglussivinn wazdlefiansandusieau wuin sundianede
49gn Ao AIUANSITY 2385330 5098911 Liun Arunisfluyweduius diuadnudugin

Y
1

frummy Anuannsa dusiitidedadusudugaine fe suyadnamm WeRiansunidy
189U WU

1) mamTianeinudnyuzvesuIms dindriinaueniuiinisfinulssaufing
Usguidus wa 1 sunrmd avwananse Tnsnmsuegluseiuin uasiilofiansanidy
et wui Tefdanedsgean Ao fusvsamnsamnuindnivuussgndltlunisuims
Jans sesan fe fuimsaitsussemafialunsyny dudedifiaadelussiuuiunans
Hudusugaving e FuimsiinruiAnsEuainsasse

2) namslaeinainuarreauIns dfadtnaumeiiufinfinwuszonfne
Usudstus wa 1 fuenandugih Tnsnmsmeglussduann wazillefasuidunede
wuin Fedifleedugean e fuivnsiianuamnsalunsiduginisiasuulas sesaan fe
fusmsiideimilunshan dudeiidnedsluszivanndududiugnie fe fuimsaiunsa
Apszndgmuazuualiunienmsinevesinelaegstaau

3) nanTiAEiRdNvIETesuII AatadtnaueiufininwUszenAne
UszuATiug e 1 fumsiuyueduius Tasnmsmeglussiuinn uazsislofiansandy
sde wui1 defifledegean fe fuimsiduiisnuazduiovedddifutam sosannde
fuimsendediifesigsamnumunnumnza dudeifanadslussiuinnifususuaniing
Ao HusmsatuauulviTinulidsunaean s Uiy

8) nanTisinudnuarvesuIMI dafaditnaueiufininwUszenAne
UszanuATiug 1w 1 sunusssn a3esssn lnsamsuegluszduinn uasilefasandusede
wui defifliedngean fe fuimsianugdsssunsindunardlaedaszuugusssalunis
UINsnu sesasn fe fuimsiitdeaaziiuuausslevidimsimmnnindiun dudediidade
Tussduanniusuduaniine fe fuivnsesiunneueyuiaas wazsedanluudd

5) nanslaseinainuarreauIs dfadtnaueiiufinfinwszenfne
UszanuAsiug we 1 fuynannm Tnsnmsmegluszduinn wazidefinnsandunede wui
fofiflanadugean Ao fuinsiianudesuluaues sesasn fe fuimsanunsalunisaiuey
o15ualléfd drudeifdnadslussiumnnilusuduaning Ae fusmsnseiosesulunisviau

2. wansAnwsEiunsUIInuivInsluanuAnu dfadiinaumeiuiinisfin

UszaufnwUseaIuAstus wa 1

29



Volume 12. Number 2. December 2021 HRD JOURNAL

A1319% 2 ALRdY @deauuLINIFINYEINITUIINSIATINSluan uAn dind1ingu
WANUTINSANYIUTEANANIUTEAIVATTUS e 1 InenInsu

9 nmsusmsnudnmsluaanufner X SD.  szAuAuAMAY  a1aU
1 AumMIRRUImENgnsanIuAng 354 0.75 Gl 5
2. MumsiuINTEUIUNSITENS 361 0.75 1N 4
3. mMumsinea Uszillung 376 0.80 1N 1

waztigulaunanisiseu

4. funsiaude uinnssy 3.71 0.82 170 3
waznalulagnisnisdnen

5. AunsimAnsAnY) 3.76 0.82 110 2

3734 3.68 0.79 aun

291309 WUt Msuinsnuinnisluaniune dsdadinaueeiiuiinising
UszaufnuUszauditus we 1 Taesaumndu eglusedunn defiarsansiesu wuin sui
firadugegn Ae sunsiana Ussiliuwa uazifisuleunanisfeu uas sunsivansdng
9980 fp sumsannde uinnssn wazmaluladyenisAng funsiaLNTEUILNS
Feous dusmiifidedadusuduaaing e sunsiamuvdngasaniufnu WeRiansunidy
T8O WU

1) HamFiATEnsUIInUirnsluanuinw ffadidnmueeiiuiinisfinm
UsgaufnunUseaauditus we 1 dumsianvdngnsaniufnuilass egluseduinn e
finsanete wuin defildedsgean Ao InisumdngaslulilunisdanisiFounisaey
sesa3 Ao Insfenaszidunaiiewauriousuusmdngasnuanumzausell dande
Afendglusziuiunanadududugane fe fheuims ag funases uazsuvutinidngom
lunsdmhvdnansanudng

2) wamsaswinsUimnsmAnmsluanudnm dindrinauediuiinsing
Usgau@nusenudiiug we 1 funsfaunszuaunsGous esm egluszduinn e
finsansede wui defifidaduguan Ao fuimsdanszuiumsBoudlaoiuGoududdy
donAdeaiumdefanuuANAeTEnINUARR S89a% Av Husmsduasulvingdnvihunun1sdnng
FoufmuansznsBeus dudeiiianadslussiulnaradususuanine fe fuivnsduaialy
yuvuazvieatuindldusulunmsinnisfeunisaeunurumnga

3) namsesginsUimsnAnmsluanuinm dndninaueeduiinsing
UszaufinwusziuAstus we 1 aunsiona Useiliune waziieulaunanisSeulaesiu ogly
syduann WeRinnsanede wui defidanadegean e InsfmunszdeuunufiRineatu

30



HRD JOURNAL Volume 12. Number 2. December 2021

n3ianaUszuNavesanuAnw lidenAdesiuLInsgIuNIsAny 098911 Ae In1saniiuns
SonauazUszifiunansounsaoulagiiunisussdumuannaie daudedifidnadeluseduunn
Hududugeving fie fimsdalitimafieuleunuslusuuuusiig q dWelmduluaantmsnedu
nsAnulusgdvlasedunilmauuuamainsgnsaafnusnsimue

8) wamsesginauimsnAnmsluanuion dandninaueeduiinsing
UszaufnuUszaauditus we 1 sunsiamnde winnssy uazmeluladynanisdne lassam
oluseiunnn WleRiansansede wui defiliaadegean Ae fuivnsaaeiy aduayu sulszna
Tunssdn Wann uazdnynde uinnssu wazmallaBniesnsine sesasn Ao fuimsdaeiy
T¥ngnan simun wazdamnde uinnssy uazmaluladmensin dudeiifiadslusziumn
Hudusuanyig fe lssFeuiinsuinsdemeunsimaluladynienisfing

5) uamsasginsUinsmAnmsluanuinm drndiinauediuiinsing
Uszan@nwiUszaiudstus wa 1 funisivanis@ne Taesam egluseduunn dlefiansan
sede wui1 defilldedegsgn Ao fuivsiimsnaslunsdidunulasievdnnisnisd
drusanlunisvihanu sesaun fe Juimsiinisdavihuiunssuiunsimeegadussuu daude
Alenddluszdusnnidususuanng fe guimsinisdidunuesiaieassd

3. NANTIATIEANUENTUTTENINAMEN YUEYDIRUTMTAUNTUTMISNUIYING

Tuanufnu dfadiheuaiiufinnuussoufnylszauAitus we 1

M19199 3 ANFUUTEANTANFUITUS TeNI19AUAN YLV UTUITAUNITUTIITNIUIVING
Tuanudnw dindinauniunnisfinuUszaufnuuszaiuAsvus we 1

fauus X, X, X, X, X, X Y
X 1.00

X 503%* 1.00

X, 446** 620%* 1.00

X, 435%* 418%% 673 1.00

X, 503%* 494¥% 65T T766%* 1.00

X 704%* T44%  g58%*  835%*  gEO** 1.00

y 527** 848 854¥*  601*  725%*  886** 1.00

HANIIANYINUTT AN B VR UTIIAUNTUIMISOATINS g uAnw &3

[% ]
L A =

dinnuaiuinsAnuUseaufnyusyaiuastus we 1 denuduiusiunisuinegluseeu
guiign (1 = .886) eehaillvddgynsefianszdu .01 Jedenndosiuauunguinall

31



Volume 12. Number 2. December 2021 HRD JOURNAL

I 1Y

defiansaunaArauduiug szmi 19N vz Ye UM ITUNITUIMSNUANING
Tuanudne dafadiinnueiiufinsfnuussoufnulszaudidus we 1 sedunu
fmnuduriustumaeuinynnu sgsiifodfameaiansziu 01 Bownudduaingdlusn e
Aunsiinyweduius Auanududil AUUARNAIN ATUAMSIIN 9385551 wAZAIUAINS

ANUAINITO AUAIAU

aAusENa
1. NMIANsEAUANANYMEYREUITNS Apddnnuaiiuinfnuyssaudng
Useanumstus we 1 nuin tnennsisegluseduinn Jeaenndesiuauuigiunaall uazaenndes

aaa

fu Msfnwvesnun A3 (2557 : 56) dfnwIEes mnuduiusseninnndnuaziuImIiy
AUIIAULNITUTMTNWIVINTVRIEUIMS IS suliseudnwiludaininuasaisssusy wuin
AMENWEAUIINS tneTi agluszduunn wazaenndesiusele Wulnma (2557 : 86) ladnw
301 AudnwazveiUTsanuAnwIlieadnmueuAniY vesngdaoululsaSoussendnw
Fwtaninauyd dndinnuaeiufinsfnudseafinm wa 8 nud andnuuzveuIms

v v o W

anuAnwiliendnauauAnvesnsiulssssulseudnw Jamdangyauys ddaddnauae
WunnFnwdsendng we 8 lnennsiuegluseauuin

%

Meleralumseguinsiinnug anuaunsadensdnnmenisfinw lngrunis

ausIvRINISHRENYETe UM INRneud Ui wrduIms vilidugiinnudAtudaiu

a a

lyn3ud fuadnamd 3 S3nUsudsaudlutdym Wadninla denvesnukaziuiinveugs &

9
saa o =

uywediusia danmidesiulunuesguazseniuiiviedddlianudiemdedduuaza
gfssan tude dnngiiimdemnuduiih aenadosiuasd fiamna A Jundiden uas
aven Ineantiunna (2552 : 17) nanad gusmsilugihazdamadenisiimuinisfinviduegiwnn
vhluaudnvuzvesuIns axseatugiyadnama SawAndEu $nusudsudly avmaninsa
Tunslfutindela fanudilayadninluuazidledenuldd danueanunaziuinveugad
uyweduUSTR denndeaiusuans Tadsitnan (2555) nanin mavszngAnulidunuueens
Arunglédafudam fanutedndainseminfimsnuuasmhsau fenudiiniuiisveusio
wihfilssuseumnenuulousve e fanugfisssuuazanunsaufoasegsimnlsion
wanoA faruasalumsiinseitigmuaznisudtymildesaiivesa fanuudavdlawey
s3sladerffanau fanunnn ngan soypannsuaziinGou WeRinrsaidunesu wuh

1) Audnuuzvesiuims dindrinaumsiuiinisfnulssaufnulssruAiiug
e 1 PunusTIy 3305530 Tnsnmsiuegluszduann Suduil 1 aenadesiu ywun duws
(2559 : 80) lfdnwFes andnunriisszasdvosiuimsludimuzuainslsafougsiniuuns

Y Y

sindTinuaNUNNSANwsNANYY W 2 WU AMSNYEITNUTEAIATaNEUTINT AU



HRD JOURNAL Volume 12. Number 2. December 2021

ANSIIN 9385554 Inunmsinegluseivinn aenndesiudsinu afunars (2560 : 59-60) ladnw
Foa mnuduriusseminanadnuasifiassasdvesiuimsanunuduussgdls TunsufiRa
YRINTNNUATLTUSLUNAVIAYNYINAINGT FaiAnNoINsAny) AvIalewsn Jaminnsin
wuln 1) audnuarfisszasdvesiuimsaniudne fuausssu 93e593u lnsamsegly
SEAULIN

[V %
v A

Mo dunsiziuimsiianugfsssunsidunadleedassuunusssulunig
Uinss @eaazifunnusglevidusannnninduey 1Wudifidala Mmawagaisnseiing 3
ANLLAA N304 Tednd 4a3n Tedeandeaiu suimtl angua (2559 : 31) nandn FuImMseos
Hugifiaela 1191uazn1snszid dannameen n3an Jedng ge3n duaas Wiuuduszlov
dusannnindiuny Tanszlovidenuoardeny Grewmdeidusmeonnudle Tnglinds
wanauwny Ianudumgiluna danugisssu $9nnsindunanddasdassuunusssulunis
U35 wazdenndesnuAsanval H9uln (2560 : 6) Na1791 AMSTIN 9385351 LWUANAIILG
ffusmsanuAnuniiegludnes Tuussidusng o loun anudedndaaielumihiinisny s
WRAINFARBRTIN Tauefsssy UJuRnersinuegaatenia danudeaaziiiuun
Usglovildumnnnirdiunu Tanddnfuiiaveusenthiinisnu suilsanudaiiuainyndie
UszngAuuRanumvansssuvemsznnsaawasduiuedaniuudd

2) AaunwareauIMs dfadtnmumeiiuiinsAinwussouAnuusyauATius
wa 1 shuyadnan Inenmsameglusziuann [Husufugarig Jsaenndesiuywun A
(2559 : 80) lfdnwFes andnunriisszasdvasiuimsludimuzveinslsafougsiniuuns
Aftndriinauaaiuiinsfnundisendnm wa 2 wuh audnuagificssasvesuims fu
ynannm Tnsamsegluseiuinn aenadesiudiing efutans (2560 : 59-60) liFnwiFes
Anuduiusszninnadnvur I ssasdueaguimsaniufnuiduusegsla Tunsujianu
YRINTINNUATLTUSEUNAVIAYNYINAINGT FaiAnNoINsAny) AvIalewmsn Jaminnsin
wuin 1) adnuagifieseasdvesifudmsaniufinu suyadnam lnsnmsuegluszduann

adoradunsy fuimsdanudeiuluaues anmnsalunmsavauesualds
fmnunseResafulun1svinemu uiin1ganIn agenn wivauiuNamAy ASeU1TEMANN
goulsu Luflgeuiunsdsnu Ssaenndaafu@ianual fifuln (2560 : 6) na1in yeannm Wu
dnwaiziuanioanluussidiums q lun Taunmudauss ussmeanin azenn snzaufuniamas
anmeeuleu nizfoTedulumsvihau guuseunsulumsuftinu nddndule Weilusies
funnaesualliniulmine q linwgnaesvsnzan wazamensdlunsan uazdiaonados
AUNYEYIN VIYBU (2560 : 7) NE1177 uqﬂﬁﬂmwLﬁué’ﬂwmzﬁLLamaaﬂmlﬁmﬁ’umsu@iqumw
wingan nsflgvainanysalulause nddndule nszfiesesulunisinnu quuseunsulunis

Ufumau wedulunues ldnawgndesamunzauiuniamey wagywul Auun (2559 : 7-8)

33



Volume 12. Number 2. December 2021 HRD JOURNAL

naNI AudnYAzvRIuIMIAEITeUdNvAILITMIY 01AUATE RN 9 YealuSnsTiuanseen
MeTaMeRITUNTUAIe nMstlgunmauysal anuanmeeulou dnuugvimisiiGoudsila
madugiuezinu nalunsdnduls nszfesesulunisvhau anuguuseuraulumsuiis
o endesiulunuies fgunmded gAldnwgniesmnzaniuniamey deansliognadl
Usedndnm

2. PnnafnwsEiunsUIInuinnsluanuAnw ddadidnnuaaiuiinisdin
Usenu@nwUszaauiiaus we 1 Tasnmein eglussiuann Ssaenndesivauufgniiadly uay
aonndesiuMIANYIVesW UnFeY (2559 : 123) liRnwiFes vinwzvesuimstiunmsuims
muAmmslulsadeu dfadiineunaiiuiinisinussauinunagmsans wuh Mauimsa
Fnslulsadoudstndiinauaaiuiinisfnwussoufnm aymsasnsalasnnsuoglusey
11N wazaemRdesTUNMIANYIVEIATs Andney (2555) ldAnwEes nsuimsnuininsues
TsaSeuussnanuaunadnluansnaules dsindinaumeiiuiimsfnuuszoufinw gassd
WA 1 WU @anmnsuImsiudninsvedlsaseulszanfnwawinan Inen1nsin wazs1eniy
finsudreglusdiuunn

fadlonadumaeiiandngiunsuimslsadoutuionjoinsaoulitiosndt 4 9

Y

Feazrunaeinsvainsiias v tuguinista wazillesunisaeundatuldzA i

%

nseusmdngasuimsieuazdufiRmemslulsdeu SnvisuimelaaGeulutiagtuasd
miﬂ’wméf’gLaqaguJLauaﬁ’jﬁﬂwwiaiuszﬁuﬁqq%u WAz YUty AN SANWILSYIR WA, 2542
uiludfisidy @Sufl 2) wa. 2545 wag (adufl 3) wa. 2553 Tsliiinsdaszuulassaiiouas
nsEUIUMSTInNIsANwIvadlnedienamilsuleuy wazdaduvainuatslun1eudoi dns
ﬂsmwaa"mwlﬂgitfumﬁuﬁmsﬁﬂmLLazamuﬁﬂm waznIzIUUYL ATzt UsUUIMITUINITINYNIS
nsEnTAnuIENIs wa. 2546 wAlufify wa. 2553 1A 35 fuualianudnuiiide
msfnwduiugudanunduifyees fflefivlfanuAnunimnuduuds adesis uavanunsn
UImsinnsfnuliededasy Uszneudunuuimsignisiduauninlunisdnnisfinuilid
A i lifusmsdeassinnnnsuimsnuinnsenanisds daaenadosiunsznsis
AnwBnns (2556 : 40) linandn nsusmsedvnsidudadudduivilaou@nuiang
Wuudlunsuims wagn1sdanisanmnsaiannndngns waznszuunsteus naeniunisiana
Ussidiuna uieliAntadoifovulunisiu aunmiEeu uru waeresduldesnsdannin
wazilusydnSam genndesiudiuig daunsng (2553 @ 32) NA1391 NTLUINNITNITUTMISU
Amshlsafeudunuiiauazdnseunseungueuing 4 Wunhe msvdmsnudiiag
Tussquamuitmneinslifuimsuazasdejmindnenidsla deadudiianufniisu
assassAnadimavinudufiufiiiussaniam uay a3 Wideu (2556 : 6) nanrh wdnns
UImsnudnnsiivdnmsuimslumsuimsauinnsasdeaindnnisuaisnsiuiiue e

34



HRD JOURNAL Volume 12. Number 2. December 2021

AnAUARDIFlUNMTUINIINATSEUAINEIVRIEN AN HUSTSAURNYINUTIN SHo
fandnlunmshanulagiamgndnmsuimsnvinnsdunnanieujialuganudisaluns
UImsanAnng defasandusiesu wui

1) mavdmsnuinmsluaaudne dsdadthouaaiufinsinuussoufinw
UsEaIuAstus we 1 aunisiane Useidune waviiieulounanisSeulagsiy egluseauunn
Fusuil 1 Jeaenndesiugfide wadni (2561 : 74) léAnwes msfnwanuduiussevinevineg
NSUTMFNUAUNTUIMFANNSVIRUTMTanuAnwlulsaSeulsoudng dindinanu
waufinsAnwdisendnem wa 28 WUl MsimseAnIng dumsiananasUsndusa
Tnesmeglusziuan wazaonadesiuiumia i (2554 : 83-84) ldAnwiGes ANz
mArmsfidenadonisuimseinnislu lssfoudeinesdnsuimsdiudmiaveuuny
WU MIvImsnAnnslulsaBeudsinesinsuimsdwdmindouniu sunsinua Useidiy
WA waziiigulaunansiieu lnennsiuegluseauuin

faoradumnsgduimsldininuimanidnnisinisimuassfouuuiufon
AerfunsiasaUssiiunavesaniufnuilviaenadestuimsgiunmsane dnsdidunisiana
wazUszillunanisseunsasulaeiunsuseliunuanImese Insdalvdnswieuleuaiug
Tustuvusng 9 Welimdulummdmnefunsinuilussiulaszdundemuiumaingzns
Anwisnsimun Ssaenndeatiunsensfinwidnis (2561 : 26) Wlviumnanisufinsiaua
Usziluna waznisiisulaunanissen msiaraUszdiuna Wunszuiunsiiusiusiudeya
J09508 néngILALandliuda Wamnns anuimmii wasdindunanisGouvesiizoussady
szuv WiedudsslovidensdaasuliSouinnstamn warSoudosrafudnenin msinuas
Ussiliunaniadous annsadalviiduisseduiudou seivanufinm wasssdund Snvidluns
Fansfnuiiagiiu anwiasygiia daau Inswasunlasegismnids msfnwiinaneguuuis
ansafisuleums@nulunnszuuidanisinulutiagtiu uazaeandesiuaniuni Bouases
(2561 : 5) a3 My TanaUsziusa el MsTgUIMsan AN ILazAsUsEYNTmIluNNg
AMUANITEUAMENTTUNTALHUNY AMruesideu kiU uRnisiang Ussiduna aiunis
SomausziunaiitiunsUssdiumuanmeds msdavienansliignies Yaiau udamanisuseii
Tfunasesuazmitsnuiiiondes TinsesinanisUssidiu maunmesesileianaussiiusa
ﬂ’mmLﬂ'%'aaﬁa"’immaﬂmﬁuwa‘lﬁlﬁmmgm way 3nds (Wigging, 2011 : 16) na1ad1 n15inma
Ussiliunauasifleulounamaioud 4 Snvie Ao nisusailivluaninaie sonuuutuileyssiiu
mMsUFtRluanimata inawsinlflunsussiiudoadunausilunsUssiuresnsuf iR msUseidiu
pues TamddyanndensufiRnisiants uasnmsiauenany iudmiaiiled uas aunso
TonawazUsEliunala

35



Volume 12. Number 2. December 2021 HRD JOURNAL

2) msuimsadnmsluaniung dfndinnuaeiiuiinisinumnlszoufo
UsganuAsiug e 1 sumsianvdngnsaniudne lnesmeglussiuunn egdusiugarie 3
aonndesiunids wadnd (2561 : 74) IW@nwiGes msfnuarmdmusseinginuemsuims
mufumsuimsmArnsvesiuimsanuinuilulsadouiseninu dsinddnauaaiiug
M3fnESisEuAn® WA 28 WU NISUTMTNWITING MUNMTUIMSUANGATUaLNITUIMANGNS
WY Tnesamegluszivann aeandesiuiumia 9 (2554 : 83-84) lddnw1Fes Azdih
mArmsfidenadonisuimsednnisly lssfoudeinesdnsuimsdiudmiaveuuny
wud MsuImsndvinslulsaSeudrinesdnisuimsdndaminveuniu sunsiaunangns
anuAny lnenmsinegluseauuin

fadleradumsensgnasdnuldimuandngasununananisdnusuiiugiu
s 2551 wliuds Sevhlifuimsimdngasununansnisinuduiiugiu wisdnsy
2551 114 anwarwdaudlalundngnauarluunummniiveny wioueUsuuseiam
néngaslitusionaudsuutadiiuatlugadagtul Snnihwdnaeslvlilunisdanisdeu
nsaeu wagdnistme ammwizLﬁumaLﬁaﬂ’wuww§aﬂ%’uﬂ§awé’ﬂqmimmmmmmzamialﬂ
Tneilfunases uavyuvudiunddiusaulunmsdmiméngnsaniufinw Jeaenndesiu du
Uaydsug (2553) nand maammdngnsvesaan@nw Wumsdudunsifertundngasily
oelifamuitualiofedu ileliinisiansinuaeaadoafumsiBeunUamosdiny uazaenados
fuymides yuves (2554 : 168) namrimstamEngasasFosTiinidiny wardauannso
Tumstaumdngasduedied Sniaadldfuaruiiufieunsmsussarunuegisianyanad
Aeademnine waziimadnumadussuuuuuiusiodiontu waedeufiashmdngaslulddy
wdeaiinisilnily susuasivimihfdansFounisaeuli

3. AINATANYIAMUFURUS TENTNANANYULVDRUTMITAUNITUTIITNUIYING

(% '
v o w A A

Tuanufne FNAF1TNNURANUNNISANEIUSEOUANEIUSERIVASTUS e 1 TAnudunusiuy

'
P

meunegluseaugeiign egraiitdudAgyneaiifnsedu .01 Jwaenadeaiuauuigiunaell uaz

Y 9 [

aaa

donnaeIuNISANYIVBINUN @33 (2557 : 59) lnAnwiiTes AnuduiussenInuanyuLEUIIT
AUANTIOUENITUTMSNUIIINTVRIEUTMS LSS sulseuAn u ludaminuasAIsIsus Iy WU

Y a

ANUFURUS T8I 1A N WU USMIAVANTIAULNITUSMI TIIUIDINITVOE UTUIT L35 8
Jseudnuludaminuasassssusy danuduiusiulumauinluseiugs egradidedAgynieaiia
fiszstu .01 aenndesiugu udiie (2559 : 123) lefnwiFes invevosuimstunsudmsny
Fnslulsedeu dfadtinnueiuiinisfinuussoufnuaynsanes nui invgresuims
fumsuimsednmslsadeu ddadiinnuaeiuiinsfinussonfnuaymsasas ng
amsdinudiius funazdunudiiusiBauin Tussduge egrslifddymeadansedu
0.01 wazaeandesfuniids wadnd (2561 : 74) lednwBos msAnwiAnuduiudsenineinue

36



HRD JOURNAL Volume 12. Number 2. December 2021

NSUTMFNUAUNTUIMFANNSVIRUTMTanuAnwlulsaSeulseudng dindinanu
waNuNN1sAnwdseNAny) we 28 wud1 inwen1sUIMsNUdaNNFuRUSAUNITUTITIUY

wINsveUIIMTanIUAnw lulsseuliseNAnw InesiudanuduiusiuegraidudAgynig
ananszau .01 uazegluszauad

URIGHGITE
1. dorausuuziienisiluly
1.1 INNSANYIAMENYAEYDEUITIS Hfadtinauaaiiuiimsfinuiszaudng
UspRIuRTIus e 1 nud fuyednaw Seads Wusudugare fadu uimsSeaieiam
yranamifielesuaalifsimnuismutiulalunsufifau wu munsyieieu anueiida
usiu
1.2 AnmsdEnmmsuimsnuinmsluanuine diaddhnueeiiuiinisinw
UszanAnuUseanudsiug wa 1 funsianvdngrsaniufing wuiiliaade sgdudugaving
Fuimslsafouiamsinmaianméngnsiosiu lnedaliflanznssunisiavivangnsainas
funeses figumu nssumsanuAnusuiuguliduniidusi Weasldmivdngasesdi
Ifaonadosiunnudosnisvesuvy uazdaaTuliyuruunazvissdutunildiusanlunisda
NN3BEUNTADUNINANUMINZEY
2. dorsuauuziion1siduafadaly
2.1 esAnwuImINIIMIUEmsnuinnsluanufinw Sfadninnuwniui
NsANUTEONANYIUTEAIUATTUS 1m 1
2.2 msdnwdadedidsmanenisuimsauinnisluaniudne ddadiinau
waiufinsAnuuszounydszaiuAitus we 1
2.3 mehmAdedmunmisunudnuurveuIns dafindiinaumiiud
NsANwUTEONANYIUTEAIUATTUS 1m 1

LaNE1581484

nun @sd. (2557). ANUAUTUSTENINAMAN YA HUSNIAUANTTOUENITUTMTNUININTVOS
AUSmsisaSeuliseudnuluiminuaseisssusy. msarsimelulagninle, 7(2), 53-60.

n53% tnwussas. (2557). TademsuimsiidamasiensimanielulsaSou veadusmsaniudng
HafadrinnuaiuiinisAnsdszonfinudsnuAifusion 1. sansivinis
Veridian E-Journal, 7(1), 73-80

NIENTNANYIBNNT. (2556). adenrsuimslsuseululasinisimmuinsusmsydsuuidiyama.
nynnNIUAT: IssiuiyaytarnsalnmsinenswisUsemelng .

37



Volume 12. Number 2. December 2021 HRD JOURNAL

N3ENINANBITNNS. (2561). AN ITUNUAIINYEITITIVNITUAZYAAINTNNNISANYITNYINTT
Tushumisggruaenisaniufng) dadnaiunarunnynssunisnIsinyiduiugiu.
NIUMAIILAT : drnauAMENTIIMINTANY T 1L,

AnAnyail WS, (2555). Tumaaumsiassasinsgiideasvassavesudmsaniuing
97791 InenusnsAnwumUndin InIne1aeuouAv.

93l ey, (2556). waidansusmssndrmsluandng : nagnsuasuuammsUR
FMIUFUTNITIRDITN. AMEATAIENT UNTINEFETIVADean.

aivanad ansav. (2553). mamwdusiussnInnedihnsasuuased fuinsiulssaniue
voalsaSeudatnaninaunituinising vays we 3. Imendmusnisinymmdodio
VNV IVININSANY UM INeIREYINN.

a3l Fianma Aiwn Fundidon uazesan InAantfunna. (2552). Nwiivesuimsanudn
mummﬁﬂLﬁusuaaﬂgé’qﬁ’méf’lﬁfﬂmuLﬁumﬁuﬁmsﬁﬂmﬂnmmﬁ. 2758750U99ANY)
WM INeIae 1Y lageasnsallunszususigUius. 3(3) aanau 2552 - InSIAL 2553.

5oty Lulnaa. (2557). AalanuazvesuTIsanIudnwIdea1 s IunIINAAITY A S ToU
ulsaseusisondng Sndanigeuy? dadnaiinauaniuiingsinyilsendng
19 8. IneninusATAAnTINITNTN UIN1INEISYTIUANNIYINYS.

sudand angunn. (2559). nsAnwInManwuegUTNITToaITnvedlsusyulugunavals din
SrnanammituiimsAnussaudnyinsin, nendwusmsinwumndodin unine1de
YT,

suans adartian. (2555). pasdnwalzvesuinsig. duduile 12 uns1Au 2563, 30 https://

www.gotoknow.org/posts/359783

2 (% ]
[

YRULAEN Yuned. (2554). nrsimuIvangns. (uia3an 3). ngunnumuas: ddnfiuius
PRBINTUUNINFE,

YWY A, (2559). padnvaziielsyasrvesgusmsluiauzvesnslsauSougsanauun’
Ftadrinerunituiinisfnwsisendng e 2. Inerdnusnisfneumude
UNINGEYTNN.

WAU3a BeIng. (2554). wginssum e duiiuyesgusms HaewasonIsusmseIuiInIg
Youan LAY Ana e AT AT IUATIUS e 1. Inendinusaganans
WNUIR IR UADINYTYS.

Ro1n idu. (2560). Aaanwalzs/1ve9gUTNIsa0 AN Y LON TN WAL YaIA L FoY
I5uSguan YU WA uNanHY 1nIavays. MeinusnsAnyiumdngn unine 1§y
Y.

AN §191ATENT. (2550). NITTALALNITUTNITIINITINIT. NTUNNUNIUAT: d1EnTun
UMINYNRYTIUAY,

38



HRD JOURNAL Volume 12. Number 2. December 2021

Q3T wadindl. (2561). MIFNWIANUFITUSTENINWINYENITUTMSNUAUNTUTIMTNUIVINT
93 fuivnsanuinuilulssdousisendn dsdaddnnueiuiinsfinudseufn
R 28. 295975UTNITNITANY) 1A, 15(29), 67-79.

Fuwdta I4. (2550). nngfimavnmsidmadenisuimsmannslulsafeu dsinesdng
Uy sddainveuli. 295875Anwmans auuIseUneInAny) i IneIaeve LNy,
5(2), 79-85.

Avanuwal dd9uln. (2560). N15ANWIAIIWNANNUS sENINAUAN VAL YBIE UTNITTOIANYINY
nsfuesdnsuvian n3eus vesan udng Stnanihanaumituiingsiny s audng
WsxUAsATOLSET oA 1. IngrinusuSygaiamansumingn umInedesvag
NTLUATASOYSEN.

45195 dedwe. (2555). N75U3MIs9InInIsYeslsusEulsEanfiny v luneunaile
ﬁ’m‘"@ﬁﬁﬁ’no?wz/m/{uﬁn7iﬁn7y71/53z71/ﬁn1y7@@557ﬁ e 1. MIAuAIBaTEUSn
Anweansumdndin WINeIReYULAL.

L% a s

dud Uyfsue. (2553). n75U51I59943979075. NN USem Jaweesi 311,

o

s o

A13UNS 1BEUATE. (2561). KUINNNITUSVININIYINITYEIT AN U IMIATEUIN A
FrnananiuiinIEnwLiseuday e 5. Anednusagmansumdudin aninend
FIAUATAITIA

a35m) eAv1ars. (2560). IS NI AN YA TIANYSEaIAYOIUTNISaN LAY
us9galalunIsuguaaIuvesmine Az IsUSUNAYIAYUTINAING D INANBINISANY
WAV 59 VainnTIm. IneinusnAny i Uadie aminendeysm.

difnueaituiinsfnvuszanfnuusznudstus we 1. (2563). uwuUfURnITUseTId
sulszana WA, 2564. Ussanustus  ddnaumeiiufinisdnvivszaudnw
U53IUATTUS e 1.

difneuanznssunsnsEnwtuiugIu. (2557). WlguiganingunaznIsunIsnIsiny)
ﬁ%ﬁ'}y Javvseaad WA, 2557. NTHNNUNUAT: dinunnEnsIINSNSANYITY
g,

d1NWaVITNTANINSANY. (2560). UALNISANYIIIYIF W.A. 2560-2579. AFUNNUMUAT:
UTEM WInuuns e 91ne.

g1u2e Taunsne. (2553). n75ANIAIINAUNUS 32193190159 1 TUTNAUNISUSHITIN W7
YouTn IR Fadad NN sAnYUYATUTNITANYIYSEauRN YIS UATAT 0]
9 1. IneninusagmansuniUadin In1Inedusui)nIsuasAsoyse.

w1 Wi, (2559). sinwevesfusmsiunsusmsairinstulsauseu dndnineuamituil
MIANWIYsEONANYIFYNTAIAT. UTyednwimansunitadin @1v13vIn1susms
N3Any wnInenaedalinsg.

39



Volume 12. Number 2. December 2021 HRD JOURNAL

Cronbach, L. J. (1990). Essential of psychological testing (5th ed.). New York: Harper
Collins.

Krejcie, R. V. and Morgan, D. W. (1970). Determining Sample Size for Research Activities.
Educational and Psychological Measurement, 30(3), 607-610.

Wigging, G. (2011). The case for authentic assessment. Retrieved November 16, 2020,
from http://pareonline.net/getvn.asp?v=28&n=2.html

40



HRD JOURNAL Volume 12. Number 2. December 2021

audnwuzAziinfidsmasnoaussauznsUIsva iy sy
NSAIANEN: NAUIAAIUANINIE BINBLNDITIT1Y 9T
Leadership characteristics that affect the management competence
of local community leaders. Case study: Nang Lae Sub District

Municipality, Muang Chiang Rai District, Chiang Rai Province
Received: 10 November 2021 Revised: 15 December 2021 Accepted: 24 December 2021

UAINT B, ANLINYINITIANTT, I INFE VAW Y
33031035 LWUSATAAA, ALYINGINITIANTT, UNTINGNFYTUAYTEITE
LWUYAITIN LURYANTAL, ANINGINITINNTS, UNTINEREIIVA W858

v v
o

undnge n15356Tunsadl Dingussavaila 1) tleAnvinanvaizanieduriiamasioaussaue
MsUSMTVREITIYUTRIBY NSEIRnYINAYIATIVAUIMA S1naules Seiadeesie 2) Anw)
AU YAl N YA YA S TIUENISUSITYRIE I gIIIRedY MINAIWANTLYES
shurwinsdy uas 3) uuanemsiaIRaANYAlEA ISR AYA SIS MTUSM SRS Ty
vioedu (Tuns3sedeina Ussnnsildlunisiseds dihguauuasiuims maviasiva
waua ouneilondesry Smindessiy T 41 au insesdleiltlunsiseluuuuaauain
SinriteyalasliTusunsuauSogulunismaradiiugiu uasmsiiasigiaunisnisangee
ionmaauAIMANIUS HaNSANYINUT aidnvalEnTIvg YR TRy Tagnmsan
ogluszduann (X = 4.22) semsidawadegegn Ao darmmenieausieniusiulodo:
auNsUFURIUITI g gl S (X = 4.54) uagszauanssausmIUIMsE gDy
amsamegluszaunnign (X = 4.53) lngsuiinnadeunign fe A 1un13a1uauuas
N13UImIIAms (X = 4.61) paidhvasnasgihiidmanoaussousnsusms W 5 du iun
FIUNITHOFIT A1UNISNMAULAENITUSIFTSANIT Arum sy Tuiiu srunsUfUmFnagms
uazAuUSIIUEY SeansnesugliarssauEnIsUIMS (R2) Ia3eeay 42.5 Tnedataan
PIAABOUNINTEIU (SE) AU 0.223

ANEARY: AANYAENIZEN, ANTIAUENITUSING, MNYNYUYIDdNY
Abstract Abstract The objectives of the study were 1) To study the leadership

characteristics that affect the management competence of local community leaders.

2) To study the relationship between leadership characteristics that affect the
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management competence of local community leaders. And 3) guidelines for the
development of leadership characteristics and administrative competence of local
community leaders. This research is a quantitative research. The samples used in the
research were Community Leaders and Executives in Nang Lae Sub District Municipality,
Muang Chiang Rai District, Chiang Rai Province of 41 people. The research instrument was
a questionnaire. The data were analyzed by using a software package for basic statistical
determination. correlation and regression analysis to test the relationship. The results
showed that Leadership characteristics of local community leaders The overall level was
at a high level (X = 4.22). The items with the highest mean were job expectations with
confidence that high standards could be achieved (X = 4.54) and the level of leadership
competency. The overall local community was at the highest level (X = 4.53), with the
highest mean aspect was planning and management (X = 4.61). The results of the test
of leadership characteristics that affect management competency in all 5 areas:
communication, planning and management, team work, strategic practice and
self-management. This can be described as 42.5 percent of management competency
(R2), with a standard deviation (SE) of 0.223.

Keywords: Management Competence, Leadership Characteristics, Local Community Leaders
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posfvuald g ianegnseanivesUsemeakarniisay Aesdassuuuinmsindlvaenndes
funtii duldun Ufuveudlunieadrsssuunmeinanuln Uiudssviteadrsyaansludli
aonndesiunthil Ussanunussrinsmhesilulssmaiusissema masvnsiasianzly
fufiuunmeuny Tuisesdnsnasesduisduiiunumminilunissiueanuagein
mIvinsamsuedysannsluiiui Tnsfesindonynansiivansaaonadosturudons
vosiiudl fedu fuimsesudosinruannsoluudileliygmesdns meldamuddsundas
s ) ThAntu Fosfinndnunzanudugiin fvdauadulilaussourlunisuims famuyeains
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Tupsdns lnesedosysanmananunnuuande msdeans nisassanudlafidmaulutimne
YDIDIANT NISHALILINNTIUNITUIMS nsiasuadiamadansiaua waznsdugiina
anansolumsimuiinusasay WenadSavionadnifiosdnsiesnis Favardfuimsiadu
yanaddgfiazinmnvioduliliussansannazuszansualaedesilaussausnianisuims
Ia0nASRINUNTHAINIAMAINNITUIITIANIINIASY
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Y o

seunITeluaTelisuanauin v n e dwad oAU TIauE NITUTIN VRSN

RV

YYUiIdY nsdAnwImAUIaiUauILa snewies Sariadsenetazidutuiniunieuning
wianlunsimungudnvuzfisduiinsdmadoaussousnsusmsvesdinguvusiely

TnnUsasA
1. WefnwiAanyMEn BRI TIANas AT IOUENTUTINSVOIUNTUIDEY NT6]
AnvunAuiaiuauIa sLnewles Sl

o

2. Wefnwpnuduiusauan vz e NdmNasiaaus O uYNITUSIN IV NN

By
3. WUINNNTHRUIANEN BUEA TN UALTTOUENTUTIM SV UGN UYIDIAY
NIBULUIAR
AUTIAULNITUINS
AIUNNTADEANT

ANUNITINBEULAZNITUSUNSINNNS

o

AENEUEAIERHIN

1% o =3 =
ANUNTITNINULYUNY
AunsUURTnagns

SANES I

ANUNITUIUNTAULD

AN 1 NTDULUIAATUNNTIVE

nufuazauIdeiineItes
wUIRALAZNUNINUANEN YA

Y

aas . ] P Y] [PN = Ay a =
AakAIN (I_lkert, 1984) ﬂa']'ﬂ')')'] @maﬂwmgﬁ_jinqi PHIYEON ﬂqﬁﬂﬁ_jUiﬂqiuﬂﬁqNaqmqiﬂ
° Aad Yo u o & dl' Ao P ] )~ %
IUﬂqiﬂ'ing"IGU@\‘iﬁu‘WLUUN‘UQ?‘WU‘U@%WLL@%LUULW@UW@‘;{J@QLW@‘Ui?@Nqu Mﬂ'gr]llLGU'ﬂ"i] I‘LligU'UQ']u

1 v YV I Vd‘lud 1 I Ya a Yal
NNBYN LLﬁ%ENG]ENLUUQWNﬂ?WNﬁWNWiﬁLUQ’IUVJﬂ@EJ'N NNINU LLﬁ%LUUQJ}MLVW]LL@%G]@G]"I@N’]UI@@
6

g wadesIand (2548) lana1vdn “Trait” vive “Amdnuaz” nunedis AadNYMeTgn
U3ausiarng 9 an1es1eyana (Individual attributes) UsgnausmefiuguvasyasnaIna1y
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AUDITHAl AUIALA (temperament) ANADINT (needs) WSITU (Motives) Allaa (Values)
duyadnnmdireutianns wanseenuiluudazaniunisal mulufsanusiulalunuies
(Self-confidence) AN se1sanl (Emotional maturity) anasiuasesensanl (Emotional
stability) SgAUv0INSY (Energy level) WagAMUEINITOIUNNSNUNIURBAIULATEA (Stress
tolerance) 1Uusu

asUmnuvIneRudnYuEEUIIS Ao Aaidnvaziulsemve s diTidne sy

]
Y] al

inwzuaraulunsuufnulidusogallinaes wanseontsamudugUsdudywaa
Y93I WINTEUIUNITLUUNUNMTUIINS awnsaliine fannuwa n1sufiRnuled &
AnueAnUUariuAwaanEinsEUsasin1e 3ele wagensual

Bass and Avolio (1990) l#szyanidnuazvesiififinasfesseneuluse aadnuas
fddy 6 Usenslaun 1. Aaidnwaizvnasnane (Physical characteristics) 2. AuANWEAY
niivdan1sdany (Social background) 3. AudnwaEA AR WagA @118 (Intelligence
and ability) 4. AadnNYLAUYARNAIN (Personality) 5. ﬂmﬁﬂwmzﬁLﬁﬂﬁﬁUﬂﬁu (Task-related
characteristic) wag 6. AMaNWMEN19EIAY (Social characteristics)

fnwa uaza1idu yifles (Michell and Larson, Jr., 1987 : 435-436) 3dliifiu
psAUsznaUddy 3 Usznis Tumsiansanindiiladanagduimiela Toud 1. fundy
nszUILNs 2. Saeduarugnieseansliavina uax 3. faudiSavenaymanedicdly

anauiRnuguivilihuandsainyanaiialy Ussneude 1. anusjsiy (drive)
2. ussgslalunsifugih (Leadership Motivation) 3. A@ednd (Integrity) 4. AntadeInain
(Intelligence) 5. ausiulaludies (Self-confidence) uags. Ausousludsiinuiosi
(Knowledge of the Business)

nsUMsIamsesdmmeldusuniifimaisuudamiaasusin mades diew T
lassaisvesesrnsidmnuduiusiunisuimsianisuas anzgihwesesdnslunisiduindeu
nswsaiuln ArudSavesesdnsiUssansnafiesrnslanal i Fedausndulunis
Afsinnsanuazmsianefifiannadmiesdnslugidmunedngy Ssnnggihiidesd
arud Anuanansalunishndiesed saansudlailamng  aadnumziiigueuiosiu 39
msUsznoume 1. Insdnduladniiumsle 4 awszileviuuuny wimneeunalinaosniy
2. ﬁmsaaﬂﬁﬁé’ﬂmEJfﬁ’mumxajzl,aaflm‘iﬂﬁﬁ’aamﬁqﬂﬂ%gq 3. @uauugIsN1IVeaeIU iR
diedumiasnslml 4 lunmsuslutlgmiieturesma . fnmsuusilredlugusuimealulad
wszenaldlaegamngay 5. advayuliauluguyulouaiomanuilvl 9 sgave 6. T
Uinwunadluguruifitguiduneyaea 7. Walenaliauluusuidaszuarsaudaduls
TumsUfiRe 8. anunsalausuurdsnsuitywiliduaulugusu 9. awnsaszydsidosnisiie
upunneaegslaegnmiilinulugusuUin 10. Insfmuadmngivimeuas SagUssasd
Aoy uag 11. fTanumanisienuseausiulaiezamsaufiRnuitinsgugslddise
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wurAALAZNA U NEATUANTIAULNTUTMS

Tunsuimsnuiiy fuimsinduasdesdanuausa anufussinuniielinuussg
WhsnenaiagUszasd uasmsfiossmsarussqlmaneldtu Amiliosdmaviossiuguims
AsiasanaLiunIsmenfe “aussous”

Spencer and Spencer (1993) laiausliiiu nnwesaussouy lnenusENssaus
Hundueing 7 16 6 anssous il aussouznguil 1 mansgviuaskadugu (achievement and
action) ausTaULNguTl 2 NsUINTALdULAZNISTILIWEe (helping and human service)
aussougil 3 MsliBviwauazanszny (impact and influence) aussOUENGUT 4 NTUIMT
§nn13 (managerial) aussouzdl 5 n133AA (cognitive) wag aussnusdl 6 UsyAvisuadauny
(personal effectiveness)

Hellriegel, Jackson, and Slocum (2005) laaguanssaugusvs fe 1. aussauglunis
doans 2. anssaurlunsnausulanTUImsdnnis 3. aussouslumsienaduiiu 4. aussous
lunsuinenagns 5. aussauslunisasentiniuilanmdind 6. aussauglunisusmsnuies

MnfildnanmndsunAnifefuassauguimsaziiuldi guimsesiienuansa
vidoaussouzlunsiha eduirdeussdnislugimnevessdnsldodieiiuszansnnuas
Useandua aussouzdrdnlunsudmsnuldun aussouslunisdeans aussourlunisaauny
Lazn3UIMIINNs aussauzlunsiauluiin aussauglun1sufiRBenagns uazaussaus
TumsuimsauLes

wurAAigafunTUnATasduiasiy

nsUnaseshuriediuresmelng Busunausnluafonssumanfanszgatemnd)
ey seunlud w.e. 2535 I6insufsunmsumssnisusiufiu Inerdsunisusmssnems
wuvagaaududunsuimssenisuuvaislndlaeuuseondu 3 dmw loun nsu3mssuns
drunany swnsduglinig wagsienisduiodu lnenmsunasesdiufiesdiuintuadauanii
FUAVIANTTUAT WATEVINUIAYINRAEY

ugda 3. ueunny (Montagu, 1984) l¥anumunevesnisUnasesiosiu nuneds
mstnasesismhensunasesiosduldiinsdendilnsdasfiodendiitvinfiuimanisunases
viosdu T81uedaszwiounuiuiinveudinuanansafiarltldlaeUsiAnnnisaiuauues
yhensUimITensdunawiiedugiane fetuhensunasesiosiu desegnelfunidy
Fwhegunagianvessemelilananeluigdasylmiusodnila

willea I (Wit, 1953, 190 919iislu 49ien 2388108, 2555, 16) 1ANUNLN8Y8IN1S
Unasesviaadiu mnedis maUnasesisgurananddigrunavienseaeswalilinhonisunases
viasiu Inaalonaliszamulusiesdulalisnnlunisunasessauiu v vieiluunsdau
Tumsuimsviesiu mundnnisiiiisiunanisunasesnandsyaeuluriesduud Suiaves
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viosduAgeuduiguavesssan IngUssanvuuazioyssanvy

siens Widles (2550) Wanumnevein1sunasesduviedy Wussuunmsuims
LazdansansInizLaynNeINTEg 9 vewiesdunisnglusguiaduiesisuiiveundaiay
melusgiufigunduiivees Tlasadedusig wasathiiddmunlnonguaedily

i 2wezyms (2539, 26) namisingusrasdueinisunasesviosiiu Uszneusie
1. Frouvannszvesizung 2. iloausseuronNfoinsueslszymiluvioshiuegnauviass
3. ilernusznda Tnefviosfiuusasusdianuuanietuanmanudusguesuszvvuisnaly
fe uag 4. e limhensunasesviestuduanduiliinisinyinisunases ssusulszesulag
wAYUsEIUY
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151 70 fualinssdeuuimsmsnsaandiesiuly 4 suuvy fail 1) eadnisuivis
dudanin 2) mauia 3) sadnsUivsdusiua 4) TensdiuviesdudumNTiTingsnefirue
Fafleg 2 JUUUU A n3ammamuUAg uaziilesiven

dwumsAinunideluasiliideAnwmnisesdnisuimsdiusinua viseniseniulaenily
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atiufl 6 w.a. 2552 lagengiuzananiiuanineldlaglisutugamuuludauyssanadiansn
Aadeiu andindslimnd Yaguilwauviviiuum

psFnsuIMsdsua luwaiuiisuauaus Smindese 19’1’%’Uﬂ15é’1’m§ammngmw
dnuwaizUnasewiesdl wa. 2457 1o w2501 Tnsuenaindiuatug wazldiumsongiuzidu
psAMIUTIMIAILIUAUNLG MuUsEnIAnTETImIAlng astuil 19 unsiau 2539 Uszna
Tuswisamuuns aduily 1@ 113 neuil 9 9 astudl 30 unsiau 2539 naldvaduiled w.e.
2539 wazsioun U w.a. 2551 lisunsengiugaInesdinsumsaiuivawiawa W wauiadiug
uua etuil 18 nsngnaN 2551 muUszAIENTENTIIMALIeY

fiRuarornnnvesihuaua Wushuanidy 15 fua vesdunaidios dmiadese
AUNNUNAUIARIUAUIS @i’jaaguiﬁ 476 vy 12 Urwudung auunvaledu Anfunianads
NELaY 1 199N nnotiieslisssieUssunn 15 Alang wagr1aInnNJUNnNunIuas
894 Alawns Tufianuauszana 55 as1eilains wieuszana 34,375 15 Tagluwamauna
fuaunua Swiumithuiadu 16 withu fe wdfl 1 thudwin, wifl 2 dhuunaua, w3
thuunsuawmile, nil 4 Tushadn, i 5 ey, wgil 6 Tdhde, wyit 7 Yuunaualy,
vyffl 8 Thuthsan, myil 9 thumesia, vyl 10 Thuthensdiand, vl 11 thunfed, nyi 12
thutauny, myil 13 thuwsiyan, il 16 Thusesuandm, vyl 15 Tiulmished uagmyi 16
Uududuy
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seilgudonsivY

meidoadedlifumsifoidainnm (Quantitative Research) uido AAENYREA1IEELN
fdsraroanssaurmMUSmsvesiyuwuiesiu nsdifin wautasuauaua suneiilos Smin
Fe931e Tneduannisfvnunsdeyafiuguiisiduandin enas wasnuidedideitos
yhn1suniussunssy Mntuiiteyailddniuuuasuaiuiioifurunadeyasinngs
Usgying

Usevns

Uszrnnsiltlunsnuuaziiusiusndeyaludiuvedidodelsunn ideldfimun
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wdmenensmelrindessny, nMseenmadasimunseznansuiiRny, mseusuursns
noaesfiRnuitedunisnslul  lunsudlellygmilisturesyue, nsuuzilrauluyo
dnnalulaginUssendldldegranunzay, nmsadvayulvauluyusulawaramanuilni 9
oglaue, mslvidUnwuinulugusuiidamiduneyana, madelenmaliauluguyuiidasy
wazsdndulalunsufRe, maeueuugiEnsuityvilviuedluyuvy, meseydeiideanis
Soueunmneueglaogrmildiaulugumuu§oR, msdvuadvaneiiviimeuay Tngusyasd
ffau wagnmsmamisienuseasiulaiesamsau fiRnuiinpsgiugdddisa

AUTINULYRIGUTMT UsEneuse Munsdeans fMunsauRuLaysUIMIInNIg
srumsvianuduiiu funsufURGinagns uay sunisudmsnues iedesdleRldlunisdiu
n193de Tumsideaded Ao wuvasunu Wuedesdolumafusunudeyanuafiuain
ANYUIULAZEUIINT WAvIadUauna Sarindeeey

insasilefldluntsdniuniside

wpafleflflunmaiususudoya lunsiteadsd Ao wwuaeuny Wuetesdioluns
usauTndeyanuAniua Ny LLarUSING Wisulasuawiua Jmindiessne wus
ponulu 3 nou lnefineandoaluuiasnoudsl

poudl 1 teyafeiuiadvduyanavesineunuuaeuny

poudl 2 foyaffuladesunudnvuranziihuediuins

noudl 3 doyaiieafutedosuaussouzvesuinis WuLUUABUNMLUUNIAT 1L
UseanauAn (Rating Scale) w89 dLAT (Likert,1967) lnafnunseauanudndiu sanidu
5 S¥AU
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pauN 4 wuvdsunuUansida INIAUTIIEUBLUZDU ¢ AUALTIOUYNITUINITVDS

o

1YUIUTIDINUY INAUIBRIUAUILE DILNBLIDY FINTATe951e

nssfuaziaLILAIasile
1. drdeyatilsnnsinuiienans warssnddaiiedunimeud thansusuas
Fondoyafifiussiiuieninssty Weldlianumeausuuivnresnadnuazaneginty
aussUEMIUITvesiihguvuviosiiu wazthinaadudedonluwuuasuay
2. duvvaouamiiauered Beamyasaaouauiisamsadauien (Content
Validity) \fiofinnsannsiedeuaunsILLienm (Content Validity) Awasigsimaduiiaing
doandad 10C wazUiuusanuuasuniy Iag 10C dawwirriu 0.927
3. thuuvasuamdildsunsuiuugautlundlunaasdld (Try out) fungusednad
Lilinguietrafieatumsisuadsd s1unm 30 e wdesesimaruideriu (Reliability) Tneld
ansduUszavduearhusanseutia (Cronbach’s Alpha Confident) dw$usnauidesiuillaiien
Wiy 0.948
4. vhuuvasunasniafniifieltlunsdaiuteyaseld
nsadunsiiusIusndoya

va o o a

1. {Afedniiunisiinuvgevaulurinisasuaiuiuuseins 4w 41 au 1y
wuuaeunuvialinguidivenensendneuseniies (Self-Administered Questionnaire)

2. fAfedndumsihuuvasunaildsunduiu asamanuauysaiveaUUAe UL
uiazaty wagdndumstudelunuiuuvasunuiildfunisneunduunsatudeyalslauysel
fidedvinmsdidumsifusuuasuanaliasumudsuiiimun wazuuuasuaiinnugndes
Asufuauysaivesteya uaznondiazthluiinsizsinsadnsiely

3. thdleyaildluimunsta uazdoudrreuinmeslaeldlusunsy Microsoft excel
e ltlunsdunmmeadadely

nmsnnezideyauasadanidlunisise

1. Ainsgiteyailuifeiudeyaiieafuiiadodimyanavesineunuuasunn e
MIsrwaAmAL (Frequency) Andosas (Percentage) Inglilusunsumeuiunesdsogy uas
iauslugunnselseneunuEes

2. AnnwiasyiuanuAniuieiuauddyuesusiasfulsaudnunr g
fuaussnurnsUIMS vesffihuvuviosiiu fesnemauUszanam 5 seiu Taedslnegide
Ishenedsflaluieuiisuduinasinuunasvesoaus Best, 1977) melaszinnuduiug
AudnvuzaMgiinfidsmaroaussaur U svesihusuviosiu Inglidu syAvSandiuius
¥1119UUs (Correlation) Lagn15itAs1giAUanaes (Regression Analysis) Lﬁa’imswﬁ%aga
Rendusuusmanadnvazanzdihfuanssougnsuims vesiyuvuviosiu Tagllusunsy
AoNTImBsANSAIgUN1NEDA
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M19197 1 unulaiosarladediuyanavesiinyuyuviodiu

L MUY Soway
B1Y 35 85.40
AN 6 14.60
21 U Sowaz
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41-50 ¢ 16 39.00
17107797 50 Yauld 23 48.80
52EIA1VRINNIANTUTIND AU $ouay
svgznan 1-3 1 il 9.80
svezna 2 -3 U 1 2.40
svezna1 4 -5 1 16 39.00
SE8Ea1UINN71 5 VAuly 20 48.80
STAUNISAN®E 71U Soway
AninUSeaes 31 75.60
USeyaye3 8 19.50
Yynlnvsegeni 2 4.90
574 41 100.00

0P339 1 wuduwagiguyuiesiu dulngiinane $1uu 35 au Aadu
Yovay 85.40 uazmandls 1uru 6 Au Andufosas 14.60 orgfiyururiosiu dalng)
9183103 50 FAUlY 1w 23 au Andudesar 48.80 sesatneny 41-50 T $1um 16 Au
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na1weIN1SURURMU 4-5 Y ruau 16 au Aadusesar 39.00 wasteefignssesiian 2-3 U $1uau

1 Au AnduSeray 2.40 waszAunsAnyl d@lnaiiseAuns@nwdininuSyaing 311w

31 Au AnduSesay 75.60 sesasunduseiuuSuans $awau 8 Andu Seway 19.50 uay

teeignn1sAnwissiuusyaivnsegendt S1uiu 2 au Andusesay 4.90

M13199 2 sEAuAuanvaEAITH YR YNYUY BIAY NTAANYY nAUIAAIUALIILA

DNDLIDI VI IARBISY

EEGHGE X sD szzm .
ANAALIAY
1. dnsdndulaniidunisle § suszidsuluuuNu 420 0.40 170
WaIneEunAlinReYATY
2. fimseondrddlasimunszesnansufifonlinneds 398 052 aly
3. iauekuE I MIneaesUfTRmuioAum NSl 4 4.05 0.50 h)
TunsudludigmiiAntuvesgumy
4. finsuugthliruluguvudinealulagunyssendldla 432 0.65 aly
RNV HGEEEY
5. atvayulinulugusulsuaiamanuilviegiaue 4.29  0.46 Tl
6. Tiamusnwuamiluygusuitiyviduseynna 385 0.6l aly
7. Walandliauluyusuiidassuasiiudndula 4.24 054 aly
Tun1suiRau
8. anunsaLauaLUEISNTRA Uy iiuAnluguyy 4.17  0.50 Wy
9. aunsnszydsiifiesmailonoumnesedslaegmils 434 053 Tl
Tnuluyugulun
10. Snsfvuaneivmeuas ngussasdndaiou 4.49  0.51 aly
11. Sanumanisionusneasiulaiazannsaujifinu 454 055 1niign
fiflnasgrugaldduse
594 4.22  0.29 1N

nNeN3197 2 wuhddeandnvazaneivesiusuneadu lnen nsiuegluseeiu

1N (X = 4.22) ilfinsaudazsnen1s wud s1ensnilaAlaiegegn Ae dauainnisiedny

meanuiulavgausaUfuRnunininsgugdlddnde (X = 4.54) 5381 Ao n1simum

Whnngiinmeuazinguszasdndainu X = 4.49) uashilaadedesiign As lidusnw

wnauluguyunfidyvidusieynna (X = 3.85)

51



Volume 12. Number 2. December 2021 HRD JOURNAL

M990 3 SEAUANTIOULNMTUTMIVOIUYNYUYIDDU NFANYY InAUIAAIUAYILE §N0
e Yminleasey

ERlGHGE) X S.D FZHUAIINAALIAL
AUTIOULAIUNTFREANT 4.38 0.37 1N
AUTTOULATUNTINUKNULAZNITUTINTINNTS 4.61 0.37 WNVign
aussauzaiuN I duiy 4.58 0.40 WNVign
aussouEAUMTURURTINaenNs 4.50 0.41 1N
AUTTOULAUNITUTNTAULDY 4.54 0.39 WNVign

594 4.53 0.52 UGN

1015199 3 nudadesEavaussauEnIsUIIMSHNYNWehy Tnenmsidegly

sEAuNINTian (X = 4.53) Wefinnsanusazsign1s wudl Tiensidanadeadan fie aussaugaiu

NITINLNULAZAITUTINTINNIT (X = 4.61) 9998911 fe aussauraunsvhaududiy (X =4.58)

waziliAadetosiian Ao ausIaueauNIsdeas (X = 4.38)

M19199 4 HANTIATIEIIANEISEEVSIE I NAMaN YL ALY

VIUYUIUVIDIY

o 1

VAR ELTIOUENITUSANT

AMANEALAIZHIN | ENTIAULNITUIMNS
Pearson Correlation 1 .652%*
AMANBAEN1IERYY  Sig. (2-tailed) .000
N 41 41
Pearson Correlation .652%* 1

AUTINULNITUIMNT  Sig. (2-tailed) .000
N 41 41

** Correlation is significant at the 0.01 level (2-tailed).

INA1519 4 nuhinduUsedrsseninmainyazn s idEafeaLTIOUENTUITINT

YoYU YUTIDIRUMNTY 652 uag Sig. (2-tailed) Wiy 0.000 LanvinAuENYMEAIEHN

MesrasioausInugnIsUIISvesihyusuisiulauduiusiuluiamadeuin
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o

M990 5 wanseTsianuduiusaaan vz NdwmareausIauen1sUTITve st

guyuvipsiu
AMANYMEAITHN HUITOUSNITUINNS t Sig.
Unstandardized Standardized
Coefficients Coefficients
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Abstract The objectives of a research of the concept improvement for the purpose of

proactive development in professional learning management competency perspective

for teachers in Inthapanya School Wat Yai Intharam under Chon buri municipality.
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1. were to analyze the current environments and consider desirable conditions which
contribute to proactive development in professional learning management competency
perspective for teachers in Inthapanya School Wat Yai Intharam under Chon buri
municipality. 2. were to improve the concept of proactive development in professional
learning management competency perspective for teachers in Inthapanya School
Wat Yai Intharam under Chon buri municipality. 3. were to study the result deriving from
applying the concept of proactive development for professional learning management
competency for teachers in Inthapanya School Wat Yai Intharam under Chon buri
municipality by means of ; 4.1) compare the proficiency of teachers in proactive learning
management aspect before and after utilizing the concept of proactive development
for professional learning management competency and 4.2) compare the learning
achievement of students before and after applying the concept of proactive development
for professional learning management competency. The sample was 19 teachers
teaching in grade 4-6 in Inthapanya School Wat Yai Intharam under Chon buri
municipality. This research was studied in mixed method along with the concept of
proactive development for professional learning management competency created by
researcher which can be divided to be 3 steps ; Step 1 to analyze the current condlitions,
and to study the needs of teachers involved. Step 2 to enhance the concept of proactive
development for professional learning management competency for teachers in
Inthapanya School Wat Yai Intharam under Chon buri municipality. Step 3 to study the
result deriving from using the concept of proactive development for professional learning
management competency. Professional skills evaluations and questionnaires were used
as the research instruments. The data were collected and analyzed by percentage, mean,
standard deviation and priority needs index (PNI)

The result of this research found that 1. The current environment for proactive
development in professional learning management competency for teachers in
Inthapanya School Wat Yai Intharam under Chon buri municipality was found in
moderate level for overall, and in every aspact while the desirable conditions were found
in the most desirable level for overall, and in every aspect. 2. The improvement of the
concept of proactive development in professional learning management competency for
teachers in Inthapanya School Wat Yai Intharam under Chon buri municipality can be
summarized as follows : There are 4 elements resulting from proactive development in

professional learning management competency aspect for teachers in Inthapanya School
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Wat Yai Intharam under Chon buri municipality including 1. Principle of Model 2. Objective
of Model 3. Process of Coaching which consist of 3 steps ; 3.1) Pre-Coaching 3.2) Coaching
3.3) Review 3.4) Reflection and 4. Supporting systems. And The result from quality check
in learning management structures by senior experts was in the most appropriate level
with average 4.00-4.60, and the quality of tools used in the process of proactive
development in professional learning management competency for teachers in
Inthapanya School Wat Yai Intharam under Chon buri municipality was found consistent
in all aspects with Index of ltem-Objective Congruence more than 0.5 which can be used
in this research. 3. The result from applying the concept of proactive development
for professional learning competency at pre-stage found that 1) After applying the
concept of proactive development for professional learning competency for 6 teachers,
the competency level is significantly higher than before, and 2) After applying the
concept of proactive development for professional learning competency, the learning
achievement of students are also in statistically higher level at 0.01. 4. The result from
applying the concept of proactive development for professional learning competency
were as follows : After applying the concept of proactive development for professional
learning competency, 19 teachers involved have more skills in proactive professional
learning competency than the other teachers. And After applying the concept of
proactive development for professional learning competency, the leaning achievement
of all students in the class of teacher involved in this research statistically increase from
the past at 0.01

anuarAgwazaudunnvesdym

dnslangarmssudl 21 ﬁaLflusgﬂﬁiaﬂﬁaqLm%agﬁ’ummLﬂﬁauLLUaQﬁLﬁmﬁuaﬂNimL%éa
TunseseninSeulindeududesddyveinssuanisiliounlamisdiny dawasdoitnis
Mssdnesauludsauognwnis agdafesdimnuiium uazwioundoslumsdnmsBeuiflewsey
amealiinBouiivinugdmsumseenlumsedinlulan dufe vinwgmsGeus (Learming Skil)
TnefidvsnesugSeuogiisjsinnngFounnauliinudnuurlunsGousluanissei 21 16un
nsorueen nslouls waznisAnaulu dvinweaunisAneg1eiiasug I TinyeAIuAIS
A519835AUINNTIN TINWEAIU AMUTTIAIULANAIA U TMLET TUANLANF A UNTEUINTIAY
vinwgsnuaugaude mavieuduiin wazanedih sinugdnunisdeansansauna uazn1sy
winiude vinwgdumeuiiumes uazimaluladansauma waznisdeans vinurendn uagiinwe
M35eus wazarmiiwamngan Tl usssy a3u533 B9 391501 Wl (2555) Ifszyfevinue

61



Volume 12. Number 2. December 2021 HRD JOURNAL

ddy wiensdseinlumnissed 21 T8un ansedvmdn (Core Subjects) Usznausie nwiudl
uaznwddyveslan Aals adamans msunases wagnthinaidles asugmans Ingimans
Qimans uazUsyTRmanivineeiunsBous wasuinnssu usfvun anundenvestintey
dnglannisieudifanududeunnntuluiiagdu Tiud arudty adeassd wasuinnsu
nsAnegaT3InsI wasmsuAlam msieas wasmssiuile Fnveduansauwma do uaz
walulad ileahelutlagtuiinsmeunsdeyatnasiiunsde uazimealuladunnine fiFouds
FeafiamamnsnlunisuansvinvenisAnegwiinsuy i uazUfvRnuldvainnats g
AopdefundngmIuNUNaNANY S UNUg UNTSANT Y 2551 Tl SouRnaussnuzddty
5 Usenns Ae mnwanunsalumsdoans anuannsolunisin anuamsalunisuidm
anuannsolunslivinusdin uazamannsalunsliinalulad awasnsalunisdoans
Juanuaunsatunisiunazeasans dinmusssulunislinwiaenenrudnaiug anudils
mwsan uaziruzvasnueienanidsudeya (nsensasfinuidnig, 2552)

nsHaUINIsAnwIdANdIAYaon TTANUTEIVA s zdinulansousuiuegis
i inssgiafifunsdiluguoguuannimeinsinuienvuldiu uasmseuffid
drrgsansimwInsfine inseniseutieliiinnisseusnasadin WWunstglilasudeya
PmasidfieUszneumsdinaulaluiinusziu mssiudausududensine diFeu iy
STUU uazuensTUY AufiSeuvilsdeinainaziuauiisiundideins msznisetutelilasy
a3 uazamilafiagyihliuszauamdise uazannsn@nuselusesugdls nnss e
souyud laannidunsaussnrusiosnisvesnud iliuyudiAneug nsesuadiyalv
ety vilvaudiRnemuAnadaassd saunanudeliiom dwadentsimuluendn vl
uyudviuiemansal Isunnudifiutiesiunanuazmnludinuss i funelimwdausn
wiletgyyeng o wazanunsamsstisntudenula (@n3vn1s wasunsgIunisine, 2546)
uenanidateiauialaliiensy trevdanmumnd enanaimes masuiliAsaudnla
pusdislunisegsiuduludrudunisldnarindidudselovd lasumnumdandy uaz
WnHoundoula

uaﬂmﬂﬁwszswﬁ’ﬁyiﬁﬁamﬂg LAZUAAINTNNINITANYY W.A. 2546 alaTayalRiunnsgnu

e ]

U

Fdnmsnsinedadudofmuaifniuandnuue weaunmificsvasdfidesnsliiniy
Tun1susznewinndneg lneimualiguseneulvi@nazdeniunasg iy dnlulddundninas
Tumsusznevivnagan Seldimunanasguld 3 s fe sssgrusuang uazuszaunisol
wmsgIuiUNsUFTRNU waranmsg Ui unsUTRmU SensdnnsBeudiludumildunpsgu
sumsuftRnu uaziteliinswnisng uazyamnsmensinundl uaziderinesusvesdinnu
ANENTIUNTTNTIBNITAT WaLYARINTNINISANY ddneunmznssunsMsAns T uiugIy
Ifuaanssouzasly 2 aussour Ao aussouzvdn uazaussouzUszdiansny Jansdn

62



HRD JOURNAL Volume 12. Number 2. December 2021

msBousfidundlu aussourUszransnu aussousdutiadodfiiosdielviyaansanunsa
UftRnuiisuinveuliussamuaiudioinisvetesdng Jagtiuesdnadng o velutsune uay
inadsemaldtiienanssauzanlflunsuimsnulaesianzegsdsnuiunsuimmineins
Uywd (WysIng Junidsas, 2554)

szvunsAnuiluvansUszimaldianmdngnsnsinwiiiuainanseuaunisiFous
FahlviBeuiivinuzn1sfous uazanuAnaiassdifiosassuinngsy uardaaiunisiaday
dulanaasugiaiidedulueuian sudufiinvesiiamslunisdanisfnwvinuulva iy
nsvuumIBeudddynhanug daiu nisdansdounsaedluaninilhgiu dreusesfudsy
Brsaeulsidunsaeuiiaineassd uazaedBoulnduglls wazanmnsaademnuslifonuies
nszurumsdamsnwdeadululudnunsiein vie Active Learning Hufle n1siasuisnig
aounuuidy 9 WumsaeuiidalenalvigEeulduaimnaimg nszduliiannieddy findn
ATz Indinnsal wazudledgmle lnawiudiewiuddy sdunavibiinGeuduny
A3t asassinnuilg wazadauinnssulug o 1 (bnesd duaidni, 2559)

Isaseumautadundy Ialugdunisy ddamauiadioaays Jamiavays 40013
AnwiluszdunisAnuduiiugilidseanstodeuldfunsiamunasgiunsinyogs
vhils T smnzanutsiegalinunm wasvinuznFous wienrgussnauodeu
vuitugureseuiulve weemauaidesayiiunumardalumsduaiu aduayu msdans
Anwtuugniliussadmaneiisinue uaznisflagyimihdlvauyseiiu yaannsmenisine
Tnslawzasazdasiinnuanansnlunisdanisdeudmundngmsununaninisinuduiiugu
wa. 2551 ddlvimmdrdyiumsinnisioud Tnedmualilulasaiievemdngns uwiludagdy
astulssSsumauiadundyy Ialngdunisu ddamauiaiiieways dwlngdalalasy
nsaseanudila wazniswseuauniauegiisamelun1simdngnsuAunaInN1sAnK
fufiug wa. 2551 WliinudedslidladesmsdamadousiBegnodiuiase dealviaou
falidlavumesnnagiunsBeny uazfdiaodnstouny maensdeudfissylunasgiu
MaBouy uasfPiadunsufR uilaoudulngdsdnfnegfuamudilanuuiy q fo iy
msviesdaritdlindnansdannspuiifosaoudsgn dumalvinisusadudugFousslidud
dmela (seSeuwmauiaduniaynn Tnlvadumsiy, 2560) anaaduin waganudfyues
Jaydinanaundnediu

M3dansBeuduuL Active Learning iunisdansBeusingdaouliGoulsd uansoon
TunszurumisiBeud deassihliffaeulsinsuindlasdle lidhla Wileraaedeu eeils uas
Iudlaluudaniomegnadeios uenaniidemanuififienudndedudou if3oudiudes
wihituirasrsanud anmngldandgeannisussensvesag gideu dndlugflianansoas
ALY ALY NAMARIUTIIEL uinsadaeng aauvne vesFeudilngvhlFRTy

63



Volume 12. Number 2. December 2021 HRD JOURNAL

Sloldaslefn aslevi IfeAumesmiuifiounazas 1iuisnsoudsuuuunilsifanumengas
fuinguszasdvesmsBouslusunmsBeuiieaiuanudiila waznshanuiildnussgndld
Tufinusziniu daddulifSoulinuuisenisioud wazaiunnunseiesosusunisian
unniismsaeulaslifSouiessfissodiaien msBeudegnindunsGeuditissnseei
nadugydvensSeuresGouliadu {SouanineufiovelaluguuuunisSeudidGeulsd
drlunsasionsei inninsSeudidGeududesuanudifisseg1aiien (Passive Learning)

@ L
«:4'

(Sweeller, 2006) FedpnndosiuuAnfing1711 M3daRanssuMsFeusianunsoyilvgzou
Anarwd arud-lalunluimifiaeuldgniosuardnds iannuamunns §Eeuaunsn
Feulsannudldiiuegned eauaynawiuanianssuiidndulunisdounisaou annso
ysanmsanuildannnsGeunsaeuliifnustlon [JunaduidewnannisGeudigEeuls
JugaeufURnonssunisiieusienues (35105 035005, 2558) uazaennaodiuLuIAnUes
wusumesa Us1Y uazAnAs utl (Bransford, Brown and Cocking, 2000) fii1n13iEeusidasn
(Active Learning) 1HunsdnnsiFeuiaifiuszansam dndsuidmsnlunsruiunseous
HumsiBouiinmy wadsdy

{AdeldAnAn nuisunuuieianaussausassumsiansLiteimuausaus
agumstansFeudidenlidussainmnndsdu Juwnelunsdanisioud uundendsd
thanla fio M3Eeusidasn (Active Learning) BaiunisdansBousiiiulviinFeuldasleou f iR
FemuetegnsEiasety ludwinuee uaymsufoRiieRau ity iWesndnwue
vesianssalunisBoumsaeudsgn WuRanssufiduaiulvnguazgGouldudeduaiug fn
AT wanIauAniY Sanuvainuangmuiziuanuuanaavesgiseu fiseuldd1saa
gy uansauAndiu Tlonatindnuelunisvsadu Sutnuamadifuinuei
suduitannsadaasulitnSeuiinadugrinismsdeu aunsoudtym meseitam 3
JagmannmsBeuslususng q lidezifnnnauvniuagiaeu wu Jymifeduisnmie
%’jumauﬂﬁé’fmﬂﬁﬁauﬁi’]zymmﬂﬂaé“a?}u MNISIANTSSEUZAIN (Active Learning) aganinsa
fimumadugninienisSeu nsAsdinseivesdFouls

[

aatiy fRdedusesddnenisanufinundniniindu fasn Judadfiuainudify

Do, €

fanann wagldimunsunuuiiewannanssauzasiunsianisBouiifegn daaunadugns
mensBouvesinGou waglviasiaeuansnthlulilunsdnnisGeuiivanzauasnndeoaiu
ANFBINTYRIAT WazanuAnY ilelasTisUnuuLnAl 1 Tezadassduszgndlilifn
NSALIAY RAILIUAUNNTIANTSREUIEiiUTEaNS ey

IUILEIAYDINTTIVY

1. wiefnwran mdagtu uwazanniiauseadvaan1sdnn1siieusidesndmiung
Tsasumautadundy Inlugdumsy damauiadioways
64



HRD JOURNAL Volume 12. Number 2. December 2021

2. WeWannguuuuilefaunaussougagiunsiansFeusidendmivasisabou
wevaduniaya Jalngdumsu ddameauiaiioaays
3. lefnynamsvaasddisuuuuiiewmunanssouzaziunsinnsousidesn dwmiy
Aslssssumautasunlaa Jnlvgdunsy ddamauiadieways
4. WieAnwimanslisunuuiiiefmunaussougagimunsinnisGeudidagndniung
Isassumautadundy Inlugdunsy damauiadioways il
4.1 WU uaussausAIAIuNITINNITSEUTANGN VaIATHTUNMINRIUT fouwas
vdanslsunuuiioananssaurasrnumsdnnsSeusidesn
4.2 WisuilsunadunvmenisFourestniZounou uazndinsiisUuuuiiieann
ANTIOULATAIUNITIANTSEUSTIIN

UszlewlitldFuannmside

nanidelundstandulsylovideanuAnwvinasnauyeainsyndiefifsitesty
mstmaLsIouragiuNsTansSeudiBegn Kl

1. limswanmilagtunaranmiifesrasdveansdnnisBeusidegn sadoumeauna
sunleyayr Talvgdumsu sussiludeya wazansaunandisnuiudaialunisivuauleuie
nazdaesuatvayuulonieiiosnsziudnenmnnsGounisaouvesnsliiiussansnm uasiin
UsyAvsraunfidoulufunadugvinansfeuiiiuiy

2. lesunuunmsiamnaussauga3auUNTInNsteusigen lssSsumauadundaya

Y 9
¥

FolnaBum sy wasthldldlunsiauneslviivsednsames 9 July
3. lsaleuanunsnihgduvuniaudululilunsianmsBeuiidegnldegadivssdnsam
4. JuwwmabituinidenaulanestunisiaugusuunsiannaussousAgaunIg

'
v A

IansBeusiegn lundnansnsfnuluseduau o sely

FANTUNITIVY
N1SAAUIFURUULNRRMUNANTIAULAFAIUNITIANITHUTTIIN dmTuaglsaseu
wautadundeyan Talngdunisy ddamauiadeways veuwaveinside wiadu 4 svoe

[

N

=D

svogdl 1 Anwianmiagtiu wazanmitfisUszasdueanisinnisBeusiBsgndmiung
Isasumautadundy Inlugdunsy ddamauiadieways vauwalssnaume
1.1 Uszwns lown agdaeululsaioumauiadundya dalngdunmsu diin
WAUALBIYaYS 311U 59 AU
1.2 nausegns o asiaeusyiuUszaudnw TsaSeumauiaduntyan Jnlvg
UM diawmeAuialiieays 91w 39 Ay
65



Volume 12. Number 2. December 2021 HRD JOURNAL

1.3 nquiilvideyaddny loun
1.3.1 guimsisaSsumauiaduntyg dalvgdumsy ddamauiaiies
Yays 91U 3 AU lAgIBN1518eN0819L912a3 (Purposive Sampling)
1.3.2 {NSINRAMUNMITARIUIAT 918U 3 AY
1.3.3 {nNSeRanAinuMsIansitens 31w 2 Ay
1.4 fulsidanw 1dun
1.4.1 e LLU’JﬁG]LﬁIEJ’JﬁU@QﬁUiZﬂ@U“U@QEULLUUﬂ’]iﬁwuﬂﬂg
1.4.2 anmdgmmsiauaussausaInuNsInnIsseusdmsuaslsas ey
wevnaduniaya Jalngdumsiu ddameauiadioaays
1.4.3 WWInNMIARUIALTIONEAIAIUNTIANITSEUS Wagn15dnnsiieus
143N
1.5 338687 WOUNguNIAN 2561
speedl 2 MaaunsULUUeTRNaNTsIuEATIUNNTIaNTSusiTsgndviuag
Isassumautadundya nlvngBumsu ddamauiadieways wasnnasainges (Pilot) nou
ilUlg93 veunUsenaume
2.1 Uszrns loun
2.1.1 agHaeusziuUszaudnw lsaSsumauiadunlaa Inlvgdunisy
Fapmaunaloarays 91U 39 Au
2.1.2 dnFeulssSsumauiaduntya dnlugdumsu ddamauiaiioways
U 937 AU
2.2 nquidming laun
2.2.1 agffaouiiiuinsvns seivlseoufinui ¢ lssdoummunaduniayg
TolngBumsu ddamavialioaays 311U 6 AU AgIBNI5EBNLUVIANLIY (Purposive

Sampling)

(%
o [y 1

222 nFsussfuduseduuszondnudi 4 $1uu 167 au lagliiFdy
wuungy (Custer Random Sampling)
2.3 nauilvideyaddny oA fidenvig $1uau 5 au Uszneumeliuimsaniudng
LLaz;:JL%wmwﬁﬁ%mgmzLs'?isnmfg $1au 4 A wagfnwlmadi@eiwe S 1 Ay
2.4 Fuusiidne T
241 $ugUiuuieianasIouzAsiUNTiAnsFouiaen
242 Auamvseiole uaznsaiuniesloszneunsiamag
2.5 syueiian lan Weulquieu-nsngax 2561
sveedl 3 Anwinamaveaedldsunuuiiofmunaussauzasiunsdanstoudien
dmsuaslssseunauadunlag nlugduny ddawmauiadieways

66



HRD JOURNAL Volume 12. Number 2. December 2021

3.1 Usegrng
3.1.1 ajaouszAuUsEanAny) TsaSsumauiadundyar dalvydunisy
FapmAuIaloarays 91U 39 AU
3.1.2 thssulsasuwmauadunlyg nlvgBumey ddamaualoways
U 937 AU
3.2 NRUAIBENS
3.2.1 ﬂgéaauszé’uﬂizamﬁnwnﬂﬁ 4\ss5sumeauasundya Inlngdunsu

Y

aawmALIALTBaYS 911U 6 AU LgIBNISABNKUULANEAS (Purposive Sampling)

[y 1

3.2.2 WniFeussiutussiutszondinudi 4 s 167 au Taeld35dy
wuungy (Custer Random Sampling)
3.3 fudsfidnu Toun
3.3.1 sy Tiun suuuieimunaussaugagiunsiansBousidesn
3.3.2 faUsenu laun
33.2.1 ausIOuLNISINNISEEUSITINTeIAg
3.3.2.2 Wadugnsn1ensideuvesinSen
3.4 szyzien loun Weoudsau 2561
sogil ¢ Anwmansiiguuuuileananssousasiunmsinnisfeusiden dmsu
Aslsessumautadunlaa Inlngdunisu ddnmauiaiiieays veuwalsenausie
4.1 Useuns
4.1.1 agHaeusziuUszaudnw 1saSsumauiadunlaa Inlugdunisy
Fapmaunaloarays 91U 39 Au
4.1.2 dnFeulssSsumauiaduntyan dnlugdunsu ddamauiaiioways
U 937 AU
4.2 ngudiegs
4.2.1 ﬂg;ﬁaauszé’uﬂsmmﬁﬂwﬂﬁ 4-6 lsassunavtadundyan Inlng
UMy damauiaiioways 311u 19 Au lagIBn15iEeNkuURIa (Purposive Sampling)
0.2.2 fnidsusziutuseduszoudnudi 4-6 S1uau 489 au TaeldiSdy
wuungy (Custer Random Sampling)
4.3 fudsfidnu Teun
431 Fudsiu i suuuuileiannaussouzasiunsdnnsFoudien
4.3.2 faudsau laun
43.2.1 @UITOULNMIIANITFEUFTIINV0IA]
0.3.2.2 wadugrsniesnsiFeuvesinSen
4.4 szeziian lon neuduesu-5uNAN 2561
67



Volume 12. Number 2. December 2021 HRD JOURNAL

i3aileildlunnsise
wsesilefllunsifurusadeya laun
1. ULUUUTElUAUIENTTOUENTIAN SIS BUS N
2. wuuUssiluanssnugnIInnTseusigesn seninantsnaaeanisldguiuunsia
a3 wesesilefliusznause
2.1 WUUUSEEIULNUNITINNI TS EUTAIN
2.2 wuudunamsiansiseusizen
2.3 wuuUssluaussaugmMsTamsiseusidesn
3. wvuifufin Journal Writing) ndsnsnaaesnsldguuuunmstuuy ndosdedlly
Usznausieg
3.1 WUUUsEuaNssoussInNsseusidesn
3.2 WUUMAROUNAdNgVSNINTFoY
3.3 uuuUssluaussaurn1sInTsiteusiaen
nsTeideya
Ainsgrinansliguuuy Taemeianud drfosas Anadeiavadn uazAndoauy
1N wahveyaunasUluausseny

NAN338

mM7AdeEes mafmunsULUIofmNaNsTaULATUMSInNTEeusiTesn dmiuns
IssSsumauiaduntya Inlvedumsy diameuiadieways aansoagunanuingusseasd
YoM eIaeld fail

1. Mmsfnwanmiagtiu wazanndifasrasdvesnisdanisfoudiBasndmivag
Tsassumautadundy Inlugdunsy damauiadioways

anmdagturenisdnnsteuiiden dmsuaslsassumnauiadundyn nlve

fumsw dsdamaunaiflosrays Tnssmuazsesunnsueglussiuuiunats uazanmidi
UseaaAvaInsinnIsteusidegn dmsuaslssssumautadundyar alugdunisu diin
wavaidiesvay3laesuuarnesunnsueglusyiuiniian

a o 1Y

2. MINAUNFURUULRDTAUIANTIANEATAIUNITINNTIREUIRN dwmsuaslseseu

wavaduniya Jalngdumsu ddamauiadiosays agunalaciail

2.1 wamsaLnsULUUeRLNaNsTauzAsAuNTIaNBouiTegn dmsung
Isassumautadundyy g dunsu ddameauiadiosways aaﬁﬂszﬂaugmwmﬁaﬁmm
ANTIOULATANUNTIANTSREUSITIN dmSuaslsaseumeauadundya InlvgBunsw daiie
wAUIALlaaaysH 4 asAUsznau loua 1. nann1suesgukuu (Principle of Model) 2. Tnguseasd

68



HRD JOURNAL Volume 12. Number 2. December 2021

Y033ULUU (Objective of Model) 3. funoun1stinug (Process of Coaching) Usenaude 3.1)
SupssununenteunsTLLE (Pre-Coaching) 3.2) Fumstuuy (Coaching) 3.3) Funsmunau
(Review) 3.4) Funnsazviouna (Reflection) uas 4. Uadgaduayu (Support System)

2.2 WaMIMTEeUAMNINYBIlATITNFULUY uaziATesdiouszney WUl NanIs
UsziusuuuuilewannaussourasiunsiansBeudifegn dwiueslssBoumauadundayan
Folvigdumsu dsdameunaloway’ Tnedidormnagfinnsanaumsnzaundusesmyndu
wuin fede 4.00 fs 4.60 dmnuwanzaegluszdiuinnianndiga Wesumnsionislaesm
firaumnzauegluseiuin wagnansnsadeuaunNiATesleUsEnoUMIWAFULUY
Lﬁaﬁwmamiauzﬂgﬁmmﬁﬂmu’%’auil%&a;ﬂ dviunslaaSeumeauadundya Inlvgdumey

Y A

Aafwaunadiesayd wud fenuaenndemnuszdulasisaiuaenndes 10C Ruus 0.5
uluFseglunmsianunsnilldls

3. wamsnanesligunuudeuilUlfats fil 1) wen1sUisuisuiinugnisdnnig
FoudiBegn vesngndumnaesia 6 au nud1 mevdanslUuuudieimuaussougagiums
INsBeuIAeIn dmsuaglssSeuwmauiadundyy Inlngdunsu ddamauiaiieways
firnadsgsninnounsltsuuuuilofmunanssausagiunsdamsBouiden dwsunglsaFou
wAvadundyey alvgdumsy ddamauiaiiisways ynaulagansuneunsidguLuy
Lﬁaﬁwmamiauzﬂgﬁmmﬁﬂmu’%’auil%&a;ﬂ dviunslaaSeumeuadundya Inlvedumey
dsimmauiaiiosvayFegszdutey wagndanslsunuuiieiamnanssouzassimunsdnns
Seudidegn dwiuaglssSeumeauiadunlyan Inlngdunsu fiawauaiioways azivinue
MsdnmsBeusiegneglusziuann 2) namsiisuifleunziuusadigrsniansBouveainGeu
rounazmdansdansBeudiesn dnFeuvesngnaumaass wuin azuuunadugvmensiGeu
n&ansdinmsBeuiiden ganiiasuuuieumsinnsBeudiden egnsituddysaiinfsedy
.01

4. AnwmamsliguuuuiieimunassouzagnunsiansSeuditegn dmiuaglsadou
wrvadundyan Inlvngdunsy ddamauiadieways Fetlnaanmsdaasurnuensdanis
FeoudBenuesasdisunmstuuzasuald el 1) nansussdiuinuensianadoudidenag
fsunistuueits 19 au IrfnwenisdnmaBeudiBegn Wud fnvenmnusuinueniseenuuy
miﬁaui TPCK (Technological Pedagogical Content Knowledge) inwzn1sagviouna way

vinven1siseuiuiie: PLC geiunnau 2) nanisussdlluununisdnnsSeuiidesn asdsuns

WU 19 AY IAnumnnzauegluseAuannign 3) NaaINNITHUNANITARUATHSUNTTRIY

1%
v % (% a ¥ =

NINAUWNBENITIANISIEUZTITNGIVU UAZHANIIATIADUTIONNTUNUATINYENITIANTS

Y

T EDL e

gUFAINNG 4 TinweATHSUNSTRUEiivinvensTansteusRenlaesmegluseauufdaunn

Y 9

NAY 4) HANTNUNIUNRINITUHURNU (After Action Review : AAR) Wu31 BINATHTUNTTRLY

5=

69



Volume 12. Number 2. December 2021 HRD JOURNAL

IsuanguuuumsiannagfioduaiuinuensianisSoudidegnie msnaununsiansEous
sheueamsUsulAsuIEmsianseusiaoweiaisnsaouln q msasviounaneunisians
Feuseninansdanisten; warlaBeuiisnsundygmnendindanisiteuiannnsufifau
wazanmaGeudiduiiu: PLC thundfutsnadeuunumnadehlismunsiamatous San
auysalanunsailuldlunsdaasuinuensitouivesdnSeuld 5) Han1sagouran1seus
Huia: PLC wui mslisuuuumsiimnagileduaiurinuznsdnnisFeudidesn annsodaeiy
Thaggunstuuzdnuglunisnununisdanisfouivinuznisooniuunisidoud TPCK
(Technological Pedagogical Content Knowledge) finwglunisagyiounanmsinnsizens wag
vinwglunsvhauduiin: PLC Tnefnansliguuvuiieinmanssougasiunsianisious
\Ba3n dmduasisaeumeuiadundyy dalnadunsy ddaweuiaioways el

4.1 wanmaUlsuifisuaussouzagiunmsianatsudiegnvesegiunstuugia
19 Au wui1 ndamsiigunuuiieananssausasiumMsinnsSeusidegn dmiuaslsadou
weaduntyg TalvaBumsiy ddameuiadienays agsumstuusivinunsinmsGous
Fagngsnineunisldgunuuiloimuaussousaginunisdanisfeusidein dmsuaglsadou
wevadunaya Jalngdumsiu ddameauiaiiosays ynau

42 wanaUisufisuariuunaduguiniainisSeutnBouesasysunstuug i
19 Au WUt TnGeudnadugrimenmaGeundanmsianisioufidegngainineu medanisgous

Bagnnnaulaeiianuuansisegraiidedifgniadansedu 01 wasnanisiUeuiisurinee

(%
a 1

N1558UTIN UniSeuveIngisuNMsTuue nudl waINIaNTsBeusigeIn dAadeaandt
AouN5IANTSIBEUITIINNNA

2AUTIUHANITIY
INNANTITENTARUNFULUUNETAUNANTIAUEATIUNTIANTTSEUIRIN dmsu

Y v o

Aslssssumautasunlaa Ialvgdumsu ddameauiadoways udiausniseiuse

RV
v A

HARaT)

1. anmdaqiu wazanmiisUszasdveanisdanisBoudidegn dmsunaslsabou
wautadundeyayn Iavgdumsi ddamauiadiesways wuin anmdagiulaesn wazdu
sedunnduegluszduiiunans sl oradumseiiessilaldsunmsatennudile wey
mawdsunnundeegrafivmelunisimdngnsununaninsinuduiiugiu we. 2551 T4
sufsdilidlaFosnsiansFoudiBegnedauiae dwalvngdelidilaviunvesnnsg
n3eus wosfiTnogedeast nsenisBouifissylusmsgiuniaidoud uasid ey
MsUFTR udasdnilnaidBaogiunnudlalunsaeusuuiu 9 fonsaoudunsiossivid

1Y

MAldnangnsdeunsgIuiifesaouluuidein (Active Learning) @anndasnui1uideves

70



HRD JOURNAL Volume 12. Number 2. December 2021

mMaau funglest (2560) levinnsids Fes msiwunlusunsuimunasiunsdansGous
dmsvanuinudsiadidnnueeiuiininudssonfinuienda wa 3 ndushegnaililuns
Foadetl 1oun fuims uazag dfadinauniuiinsfinudszonnunienda wa 3 1
327 Au HANTIE WU 1) 03AUszNeY wazfdnvesnsanAginuNsIAn3eus Usenou
fae 3 efusznau 15 Fat¥e Tdun asduszneudl 1 nmsldiBaouiinannvaned 5 fidtn

a %

29AUSENAUN 2 NSAMESUHBoULMSUSAEAULLIE 5 G970 way 99AUsEnaU? 3 N1SaLaEsY

Y

e e

Us58INANTSSENS 3 5 madn 2) anmdagduvesmsiauagiiunisdnnisseusinesitegly
sefUUIUNa uazanmiifisuszasdveanisiannsiunisianisBeuslassamegluszsu
wniign 3) WsunsuimunagiunisiansBeus desdusznou il Ui NANNTUAZLRHA
Aruganang fidn3unsiaun sseznan lnssadaweutieion Bnsiun Fo n13in waznns
Usziiiu ) WsunsuiaunagsnunmsdnnsBous lesudimnumsnzasluseduinniige uazanm
Duldldegluseauunn
2. HamsWangULUUiofaaLsTauEAsiumsdansBeuditsndmiuashiseden

wevaduniaya Jalngdumsu ddameauiadioays

2.1 wamsaLnsULUUileRLNaNsTauEAsAUNTIANsBouiTegn dmsung
TssFeumaunadundngn Talugdunsu dafamauadioway’ ioneuingUszasdvesns
Weded 2 fidulfdunse uasiannguuuuanunAnyesinns@nu TéuA Joyce, Weil and
Calhoun (2011); Anderson (1997); Tripp and Bichelmeyer (1990); @iy 5?1’3@3? (2550);
9% 0958y (2550); 98y qmng'l (2559); InuT9A LBELd1RA (2555); Suns Fundu (2553)
warlfunAanguiaduayuldun 1) uuAnnstuugnisaon Instruction Coaching (Knight, 2007)
2) LLu’JﬁﬂmisﬁLLuzajﬂLﬁumiLLﬁf]iym Solutions-Focused Coaching (Jackson and McKergow,
2007) 3) WuIARNSTLUTLUULBUTBLTioY Peer Coaching (Joyce and Showers, 1988)
4) wwiAnn1Taziauna Reflection (Moon, 1999) 5) WWIAAYUYULYIANITEEUTIVITN
Professional Learning Community (Hord, Roussin and Sommers, 2010) a8l 4 parUsenau
Sl 1. wanNN15URIgURUY (Principle of Model) msﬁ'ﬁyuuzLﬁaﬁwmamsauzﬂgéhumi%’mms
Feudigegn dmiuaslsaseumauadunlayg g dunisy ddamauiadisways Usenay
fae 1) Msindevimlsiuiu 2) Anuauenia 3) msianuiladym waznshnmisualudym
AIBAULEY 4) NTALTIDUNS kAT 5) NMILESULIY 2. TngusvasAvasguiuy (Objective of Model)
Lﬁaﬂ’wmamiausﬂgé’mmﬁmmaﬁauil,%aa;ﬂ dmiuaslsassumauiadundygr Tnlngy
Buymnsnn afamaiadiosayd 3. dunounistinug (Process of Coaching) fieldWmuty
PCRR #1 4 Fumeu Usvnaudie 3.1) Jumdsunnunieuneunistuuy (Pre-Coaching)

2.2 wamsUszdiuguuuuilofmunanssaugaginumsiansGouiidegn dmiung
TssSeumaunadundaga Telvgdumsw dsiamauiaiieway’ nedidevgileRatsan

71



Volume 12. Number 2. December 2021 HRD JOURNAL

Husresuynd wuin feiade 4.00 s 4.60 Aamnzavegluseiusnianniign Wes
nnsensiaTufiaadeviiiy 4.34 (S.D. = 0.48) AvuimnzavegluseAuin

3. wanmaneaedlizuuuudeuiluliatedsd 1) senaUisudisuaussougazdmuns
IANIFIUTAIN mamgmjwmaaqﬁq 6 Au WU Mendsmslisunuuileannaussausag
AUNTINNTTBEUSITIN dmTuaglssSeumnautadundya Inlvgdumsu ddawmauiaiies
¥aus fanedsganinounmslisuiuuileiannaussouzasiunsinnisfeuditen dmiung
Tsasumautadundya Inlugdumy ddamauiadioays ynaulagnmsiuneunisiy
sUnvuLlefimanssauzasimunisiansfousidesn dmfuaslssSoumnauiadundyan
Soilvajdumsna dsinmauiailiesvays egsesutios uasvdamsluuuuiieimunanssauzag
AUNITINNTFEUTAIN dmuaslssSeumnautadunlaya Inlvgdunisu ddamauiadies
yaus AFHaNsInULAIAIUNTIANITSEusIneglusEauNIn 2) HansiUTeuguAzUY
wadunvvan1sSeuvesinGeuneu wazndansiansBouiesn dniouvesnsngumaans
WU dazuuunadunyimamaBoundinsdnnisFoudidenn ganihazuuunounsdanaGous
Bagn egredifuddnymsadAniseiu. 01

o [

4. nan UL UL ANTTOUEATAINNTIANTSSEUSITIN dmSuaslsaseu

9

weavtadundyg Ialugdumsy ddamauiailieways ienauinguszainvean1iivy

q

99 3 Usznaumie

4.1 uansIeuliguinyen15INTseusITaINATETUNTTWUETA 19 Al wuh
AENFINITIYFURUUINERRIUNENTTAULATAIUNNTIANITSEUSITIN dmSuaslssSoumauia

U 9 Y

dundgyy InlugBumsy ddamavialieays amndineunsidsusuuynauLiianay

€

o)

ngUszasdraensiveden 3.1 Falulumuauyfgiunisideded 1 Ae ndsnislizuuuiite

v 1% (% a |4

WAILALTTOUEATAIUNTINNTSEURIN dmsuaslssSeumautadunlyan Inlvedunisu
Hatmaiaidoswayd agfunstuugivinuemsianmaGeusidanganineunslisuuuuiiie
WAIALTTOUEATAIUNTINNTSEURIIN dmsuaslssSeumautadunlyan Inlvedunisu
dfamaunadlesvays lnegsuuuuilevannaussausasiumsinmsGeusifagn dmsuaslsaSeu
wevadunlaya Jalngdumsu ddamauiaiioays

4.2 wamsiisuifisuasuuunadungninianisBou wazinwenisBeudiinGeu
voengfFuMsTuLEe 19 Au lunsdanisFoudidegn wui dndsuiinadugrininisdou

VAINITINNITFEUTAIN gandnoun1sinn1sBeusiiesn Inednnuwnniseg1aidudAgmni
adfnszau .01 WieneuingUszasdveinisideden 3.2 Falulunuauyfgiuded 2

72



HRD JOURNAL Volume 12. Number 2. December 2021

LONEIID19B4

nsEvIsEnwIBNs. (2552). udngasununamsAnITUugIN WsANSIY 2551, ngamwe -
IsafiuiguyRannsainIsinensuieUsemalne.

NSENTNANWIBNNG. (2553). Wz 1wUainIsfinwumayIf w.a. 2542 uasiudluiudy (aty
71 3) WA 2553 NUNNY 1 DIFNTTUdsAURIazTan .

Q8N Anzaaa. (2552). Madeaziau. [poulail]. 19ain : http://www.ntc.ac.th/news/
ntc_50/research/20/res. [Aufuile Jufl 2 wqunay 2561],

WYSING JUNIAIAS. (2554). MITWALIFNTIOULNINNITUTNIT. UMAITATY © UWIINEIFY
LWIAITAL.

[

Weuann 8353963, (2557). AzluARITTY 21. NTUNNY : Ingndeasmansuningaegsnatudia

o w =

dnNUANENIINNITNTRANANY.

lyggs8 Buansand. (2559). M3Aaw 4.0 174899 IN5ANY. TN : guisuazionanTIvIng
WeFAANENS UINNINe1augIRAtTng.

e fawus. (2552). 3559691907580, Raviedsd 5. uasuga : lssavianinendodadins.

lseasgumavtadundyyr Jalngdunisiu. (2560). Aam’m5n755’mmgﬂ5wﬂuwaﬁ’qu§
VNN WA 2560. ¥aU3 : fhednnasUszdiunalsassunauiadundaya dnlvgy
UMW IAUIAEDIYAYT.

sned lyeany. (2558). 2mnsuaATILidaInIng: yuuelslunisadigniniwlne Critical
Discourse Analysis : A New Perspective on Thai Language Research. wonasusenau
msaewinnwilneiiiensdeans Auzayverman fuazdinumans umnfienadanvdy
QL.

W13l nvsels. (2555). wadugnanmsSeusiiuukeniinluTiei o8 341 nsutsguen.
1893 WnINeNdeTva)Ilaseansal. ngamne.

Taan mwialy o eysen. (2544). N1SHRLINITISIUNITAOUN NAITOANANY). NTUNN :
PRBINTUUNINFY.,

Jansal wiilw. (2555). aasmsSeusinedAvelummssyi 21. nganme : yalBane-aquied.

dinnsfiny maualeways. (2560) $7eMIWUsHlIUAUBITNITANY) 2560. ¥aU3 : e
Anwilnan, weuiallisaays.

diinnuaMznssUMItITIMINaEeu. (2557). msuiuldaussauslunisusmsminensuyue.
[oaulal]. 19a1n : http://ocs.go.th/veform/PDF/conpetency.pdf. [ﬁuﬁulﬁa Sufl 8
daeu 2561].

dnnuansnsanInsinw. (2556). IeaIunIIveUaz LU lEUIEN I SHRILIAZUAZ YA INT

NNAITANYI. NTWNAN : WINHUNTINTAN.

73



Volume 12. Number 2. December 2021 HRD JOURNAL

Y

drinnuasnmsanInsanen. (2560). UANNISANYIWINTIF WA 2560-2579. NTUNN
NINWIUNIINTA.

d1NIYINT wARIIASIIUNSANY. (2546). STUVUIEAUAANINNITANYININAALITUAIYES
W TIVUYQIANISANSIINYIT WA, 2542, NTUNN : NUNG.

Bransford, J. D., Brown, A. L., & Cocking, R. R. (2000). How People Learn: Brain, Mind,
Experience, and School. Washington DC: National Academy Press.

Cresvell. (2003). Research design: Qualitative, quantitative, and mixed methods
approaches (2nd ed.). Thousand Oaks, CA: Sage.

Kyriacou. (2007). Essential Teaching Skills Third Edition Paperback. Nelson Thornes Ltd,;
3Rev Ed edition.

Sweller, J. (2006). The worked example effect and human cognition. Learning and
Instruction, 16(2), pp. 165-169.

Trigwell and others. (1999). Effective instructional leadership through the teachers’ eyes.
High School. Magazine, 7(1), 16-20.

74



HRD JOURNAL Volume 12. Number 2. December 2021

sUnuugsiansvisaiigalnwnelne: Weasiwdwminvays
Muay Thai Sports Tourism Business Model:

Sports City, Chonburi Province
Received: 19 November 2021 Revised: 21 December 2021 Accepted: 24 December 2021

WA AAS, ININIREYII
Saagug 50y, U Ingndeys
Uszand naslye, uniinedeysm

undnge n1539um 50l FingussasdiilefnyiAonssunisviouiteadeimnie neduuuuid
Anenmlunsasrsyanuiuuagsznaunistuanamnssumsvieaiisudeimelneg uasiiio
SnviuuInIInIsaTINyan URLLa L FUL USRI T aNE S UE sy naUn s TugaamnTIY
msvieudigudeianaglng msfnwiiiuisnisisedennnm (Qualitative Research) T8n7
san1walidaan (In-depth Interview) nquglvideyad 1Ay (Key Informants) 97uau 17 A1 31A5I%
dFoyadaen1Tinsiwiilon (Content Analysis)

AANITIENUT)

1. Aenssumsvisaiisudaunglnesuuuy laua AenssuSeuiAavzuelneg lnsanivy
Fousaelne

2. 1@3uzunuusuInenIsaseyamiiy 4 uuamiman lain msnainiinevausnaa
999m31897u93e (Functional Value) msnatniinevaussnaniniveIsual (Emotional Value)
msmamiineuauesnanesIAN (Social Value) msnatniinevauasnaimmIyszaunIsal
(Epistemnic Value) uagasdt/ssnoygUuuugsaaiimnsau 1 n15a519yam1 1159015 11795574
Y990 I1NUTYNOUNIT YANGATNITADY NITUFIUTINVOIYUYY UAaLNITTUARTOUHDAIAU

AEATy: JULUUEINA, NMsadagad iy, N1sviesdiein, welne, Weshin

Abstract The purposes of this research were to study Muay Thai (Thai boxing) sport
tourism activities prototype that to create value-added for entrepreneurs in the
Muay Thai sports tourism industry. Also, it aimed to create guidelines for generating
value-added and a proper business model for entrepreneurs in the Muay Thai sports
tourism industry. This qualitative research used in-depth interview to gather data from

17 key informants. Content analysis was applied for data analysis.
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The research findings were as follows:

1. Muay Thai sport tourism activity prototype was the art of Muay Thai learning
activities by the Thai boxing training institute.

2. Value-added model which consists of four main methods, namely functional
value, emotional value, social value, and epistemic value with appropriate business
elements such as value added, management, establishment standard, learning program,

community participation, and social responsibility.

Keywords: business model, value-added methodology, sports tourism, Muay Thai,

Thai boxing, sport city

unin
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Abstract: The purpose of this research are to examine relationship between two sources
of job stress, namely, work-family conflicts and family-work conflicts, and job satisfaction
and to further investigate the impact of work-family conflicts (WFC), family-work conflicts
(FWC), and physical work environment (PWE) on job satisfaction of male and female,
separately. The hypothesis was testified whether there is a relationship between the source
of job stress (work-family conflicts, family-work conflicts) and job satisfaction. In addition,
this study also tested whether there is a gender difference exists in job satisfaction. The
questionnaire was distributed through the online survey with 418 rebounding of the
respondents who are hoteliers affiliated in front of the house departments of hotels in the
area of Pattaya city. In the results, Pearson correlation coefficients indicated that there
was a negative relationship between work-family conflicts and overall job satisfaction.
Likewise, family interference with work was also definitely a negative relationship between
family-work conflicts and overall job satisfaction. Notwithstanding, physical work
environment is considered in aggregated model, its coefficient of a variable is positively
and statistically significant in clarification of level of job satisfaction, comfort at work,
zoning in work space were majoring factors affecting job satisfaction, which can be
observed in male. For female respondents, it is outweighed in physical work environment
and equipment and instrument were considered as significantly impact on job satisfaction.

Keywords: Job Stress, Job Satisfaction, Work-Family Conflicts, Family-Work Conflicts

Introdiction

Work stress is one of the many inevitable consequences of modern life in the
current era. The modernized working people are facing with all kinds of stress, both
physically and psychologically, stimulating from various factors such as political and social
instability, poverty, unemployment, and rapid disruption, which can impose or mental and
nervous stress and pressure on individuals. Since employment in a group environment has
become an important part of modern people’s everyday life, the fierce competition and job
stress they face daily in workplace has also become common and unavoidable part of their
life. Job stress not only has negative influence on individual’s physical and mental health
but also on organizational outcomes (Chang et al., 2005). With an increase of business
competition, the current situation of many jobs is facing with long working hours and
high expectations from management, which, in turn, stimulate work pressure and stress
(Lovelace et al. 2007). Such demands and expectations from the managerial level
definitely put employees under high pressure and stressed condition. Although stress
mainly comes from work and workplace, conflicts and frictions among family members
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and colleagues can also be considered as another major source of stress in individuals.
Similar to job stress, job satisfaction is also another concept widely studied in human
resources field due to its significant impact on employees’ productivity and work related
behaviors. Level of job satisfaction is an important indicator of the employees’ happiness
towards their job whereby the low level of job satisfaction could result in high absenteeism
and turnover (Spector, 1985; Dupre & Day, 2007). Therefore, maintaining and enhancing
Jjob satisfaction are two essential tasks of both HR officer and manager. There are numerous
studies explored the associate relationship between the job stress and job satisfaction (Roth
et al., 2004; De Nobile & McCormick, 2005; Manzoor et al., 2011). For instance,
Fairbrother and Warn (2003) reported that high level of work stress is associated with low
level of job satisfaction. As mention earlier, the sources of job stress are multiple and
complicated. They can come from the job itself, the environment where the job is
conducted and the employees’ personal characteristics in evaluating the physical or
psychological environment.

In this study, three concepts that are mostly defined by other scholars, psychologists
or professional as the sources of job stress were selected for examination (Cooper &
Marshall, 1979; Cooper, 1986; Cinamon & Rich, 2005; Riggo, 2008 Qu & Zhao, 2012).
The sources of job stress in this study are the physical work environment, work-family
conflict and family-work conflict. Then, these sources are used to examine the association
with job satisfaction. Although, there are many of studies have been done in this area, only
a few studies have been done in Thailand especially by focusing on the hotel industry. The
state of the hotel sector directly relies on tourism situation. Over the past decades, tourism
industry became an importance sector in promoting economic growth for many developing
countries. The United Nations World Tourism Organization (UNWTO) demonstrated
that there are over 180 supply-side activities connected to tourism sector, including
accommodation, transportation, communication, banking and finance, cultural, and
promotion services. As a result, tourism industry not only generates income to the country
but also provokes economic expansions by creating employment opportunity, investment
in the new infrastructure, as well as, earing from foreign exchange (Archer, 1995;
Durbarry, 2002; West, 1993).

In the context of Thai economy, since 2019, it had plumbed by severely affected
from the COVID-19 Pandemic and fluctuated weakening until 2021. Tourism Authority of
Thailand (TAT) reported that tourism demand measured by the number of international
tourist arrival, which Thailand has perpetually increases since the Millennium and rockets
in the last decade end up to almost 40 million in the year end of 2018 until start the first
quarter of 2019, said The World Bank, prior to the global outbreak of the COVID disease.
It minus approximately -38.01% and more than 6 million of tourists in between 2019-2020
respectively. The World Travel and Tourism Council (WTTC) reported that the direct
contribution of travel and tourism to Thailand’s gross domestic product (GDP) was 21.9
per cent, which accounts for only 1.15 per cent change of the previous year. Nowadays,
the fast-growing in tourist arrivals encourages new investment in hotel and accommodation
in Thailand, especially at Pattaya city. According to TAT, at Pattaya city, tourist and business
traveler are anticipated to grow substantially due to the expansion of passenger terminal
of U-Tapao airport. In addition, government has planned to attract high-spending tourist
travelling with cruise ships by constructing cruise port in this city. Moreover, a new EEC
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special regulation allows international investor to establish new projects in this area with
attractive benefits. These developments reflect by 8.7 per cent increase in revenue per
room available (RevPAR) and 7 per cent compound annual growth rate (CAGR) in 2017.
Therefore, the significant this study aims to examine the relation between job stress and
job performance by focusing on the hotel industry within the area of Pattaya city, in
accordance with the relevant of tourism and hospitality industry development on skillful
workforce by companionship staff in related business especially in the hotel sectors
(EECO, 2021) through following research objectives:

1) To examine relationship between work-family conflict and job satisfaction.

2) To examine relationship between family-work conflict and job satisfaction.

3) To investigate the impact of work-family conflict, family-work conflict, and
physical work environment on job satisfaction between male and female.

4) To give further recommendations to the organization to enhance the employees’
level of job satisfaction.

Literature Review
A. Overview of job stress

It is well known that the job stress is one of these so-called hot topics. The root
causes of the job stress capture massive scholars to study that once the employees feel
stress from their work, the job stress not only influence employees themselves but also
indirectly influence the organizational process and organizational outcomes through the
interaction with stress. In the early 1981, the scholar Brief and his colleagues presented
the interrelationship between the employees’ job stress and organizational outcomes.
According to his model, as shown in Figure 1, the sources of stress which people expose
are a function of two factors. The first factor consists of the employees’ behaviors,
psychological and physiological states and the second factor comprises of the
organizational process and outcomes. This model indicated and suggested that the
conditions that characterise a stressful event influence organization not only indirectly
through their impact on employees, but also directly through a detrimental impact on the
organization. Managerial level mishandling the job stress will bring the negative influence
on the organization.

Some scholars argue that the stress are not entire harmful to the employees when
they perceived it. Sometimes the job stress could be pleasant and played a motive power
for the employees to take action for chasing better career (Yates, 1992), further, the
scholar Woodham argued that we certainly need amount of pressure to stimulate us into
action (Woodham, 1995). The positive impact of the stress was recognised and presented
by Cohen (1980). In the early study of stress on human behaviors and social behaviors
found that there was a moderate level of job stress leading to a better job performance.
At the same time, the too little stress and excessive stress could both decrease a job
performance. Despite the positive functions of the job stress, the negative impact and
consequences exceed the positive impact. A great deal of evidence suggested that the
long-term job stress can lead the employees’ breakdown of productivity and performance
and increase turnover and absenteeism (Burns, 1992; Riggo, 2008). This paper deeply
analyses the sources of the work stress and the negative impact to employees

88



HRD JOURNAL Volume 12. Number 2. December 2021

B. Work-family conflict (WFC)

Unbalance between family and work among working people is considered as
another major source of job stress. It is different from physical work environment because
the stress does not come from the job itself but come from the individual’s life style. Due
to the personal family problems, the increase of dual career and some other life crises
cause the conflict between the work and family which definitely put them under the stress
and pressure. The work-family conflict, referring to an inter-role conflict, comes from
unmatched between the world of work and the world of family (Green & Beutell, 1985).
The researchers who study in the work-family conflict believed that people’s time, energy
and capability are limited and when they put too much effort in one role would result in
less effort in another role. Therefore, the role conflict occurs when the people cannot meet
the both demands derived from work and family. Work-Family Conflict (WFC) can also
be defined as a form of inter-role conflict that the demands of time devoted to and strain
created by the job interfere with performing family related responsibilities (Green &
Beutell, 1985; Netemeyer et al., 1996).

Empirical studies indicated that the conflict between work and family has the
influence on numbers of outcomes including employees’ job satisfaction, life satisfaction
and organizational commitment (Frone et al., 1997; O’ Driscoll et al.; Parasuraman et al.,
1989). Different researchers measured the conflict in different ways but most of the
researchers measured the conflict unidirectionally (Carlson, Kacmar & Williams, 2000;
Greenhaus & Beutell, 1985). After years studies, the researchers found that the work-family
conflict implies a bidirectional relation (Frone, Russell, & Cooper, 1992, Kinnunen &
Mauno, 1998; Carlson et al., 2000; Kinnunen et al. 2003; Mesmer-Magnus & Viswesvaran,
2005). It means that conflict originates in ways that the work interference or conflict with
family (work-family conflict) and family interference or conflict with work (FWC). When
employees face such conflict and incapable to cope it would result in high level of stress.
Hence, both of conflicts considered as major sources of job stress.

C. Family-work conflict (FWC)

Family-work conflict is another form of the conflict between work and family and
is major source of job stress for employees. The different is that, even though they are both
inter-role conflict, family-work conflict refers to the general demands of time devoted to
and stain created by the family interferes with performing work-related responsibilities
(Green & Beutell, 1985; Netemeyer et al., 1996).

Same as work-family conflict, three forms of conflict exist in family-work conflicts
which are strain-based conflict, time-based conflict and behavior-based conflict (Green &
Beutell, 1985). The strain-based conflict refers to the strain produced by family influence
employees’ ability to perform the duties for job. Time-based conflict refers to the
employees spend more time in family result in inadequate of time in perform the role
in the job. Behavior-based conflict refers to employees’ behavior cannot be switch to
coordinate in present the behavior in the work role. Gutek et al., (1991) stated that the
demands from work are much easier quantify, and employees normally do not think about
family matters during work or do not let the family matters disturbed during working hours.
Therefore, numbers of findings supported that employees experienced less family-work
conflict. Zheng et al., (2006) pointed out that the married employees have more family
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problems to deal with; hence they have a higher level of family-work conflict than those
are single.

D. Work-family conflict VS Job satisfaction

Work-family conflict (WFC) is known as a form of inter-role conflict that the
demands of time devoted to and strain created by the job interfere with performing family
related responsibilities (Green & Beutell, 1985; Netemeyer et al., 1996). The increase
in dual-career couples and single-parent bring more stress to their daily life making
employees experience more work- family conflict. Job satisfaction is an important
indicator of employees’ happiness towards their job. The relationship between the
work-family conflict and job satisfaction has explored by many researches. Siegel (2005)
found that when employees perceive a strong work-family conflict, they are more
attempting to attribute either positive or negative influence to work, overall life and job
satisfaction. In addition, individuals who are scarce of abilities and resources to balance
work and family tend to adjust their home lives first (Frone et. al, 1992). Employee
adjustment for family life will finally influence their behavior of the work.

Moser and Schuler (2007) indicated that work-family conflict regulates employees’
emotion or feelings influencing their work behaviors and attitudes. Zhao (2011) examined
the relationship of work-family conflict to job and life satisfaction in china and found that
the work-family did not repost any significant impact on the employees’ life satisfaction,
but it was only associated with the job satisfaction. Somehow, the work interference
family, family interference work and their relationship with job satisfaction are not obvious.
Different scholars reported different results in their study. For example, the researcher
Ghiselli et al., (2001) supported that there is a negative relationship between work-family
conflict and job satisfaction. Meanwhile, Bedeian et al. (1998) showed that work
interference family is positively associated with job satisfaction for married female
accountants.

E. Family-work conflict VS Job satisfaction

As mentioned earlier, the family-work conflict (FWC) refers to the general demands
of time devote to and stain created by the family interferes with performing work-related
responsibilities Netemeyer, et al., 1996). Employees report less family-work conflict
compare to work-family conflict. And the influential power of FWC on job satisfaction
also different from WFC on job satisfaction. Therefore, studies examining the family-work
conflict on employees’ overall job satisfaction have the mixed results. It is obviously that
men and women are both suffering from the family-work conflict. The recent study showed
that FWC increase the risk of psychological distress and poor health status in women
(Vaananen et al., 2004). Further, men suffer from the double pressure not only from the
work but also from the household responsibilities (Watai et al., 2008).

Zhao, Qu and Ghiselli (2011) studied on the family-work conflict and its
influence on life and job satisfaction among sales managers in China. They separated the
Jjob satisfaction into two facets which are affective reaction and cognitive appraisal. The
results showed that the family-to work conflict is significant related to the affective action
of the job satisfaction (r = -.26, p<.10), while, the family-work conflict also has a directly
impact on the life satisfaction.
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Methodelogy

This study focuses on operational-level hotel staff as key informants, thus, the
scope of study is front of house staff employed by the chained hotels located in Pattaya
city. The questionnaires were calculated by the total of 26,330 workers concensus of 1,063
accommodations in Chonburi province (National Statistical Office, 2020), following the
probability sampling by Cluster Sampling technic was used to collect the potential key
informants as statistically 95 per cent confidence level with 5 percentage of variance
(Chularat P., Archanya R., Supit P. (2018).) is equivalent to 395 expecting respondents.
By the online questionnaire were designed to collect the data according to the Pandemic
of COVID-19 disease outbreaks since 2019, and the survey distributed to 418 respondents,
who have working as front of the house department e.g. front office department of room
division, food and beverage service, sales and marketing department of salesforce, and the
others staffs directly performed the moment of truth (MoT) with guest of the hotels in area
of Pattaya. Concerning the validity test of consistency index (IOC) and reliability test of
the questionnaires was adopted to obtain the results of the IOC from 3 peer reviewers and
a small-sized of 30 pioneers was used to verify an alignment of the scale respectively. The
invalid items were removed and/or repaired to intent the structural sentences Furthermore,
examining an ethical of this research considered by the honorable committee such as
appraching to the respondent with consent, inclusion and exclusion criteria. The survey
was comprised three parts. The first part refered to the respondents’ demographic profiles
and previous experience in working at the hotel and its department. The second part, 47
attributes 47 interval questions were developed and disseminated to collect the data, in
addition to the Frederick Herzberg’s Two Factor Theory and the Working Motivation
Questionnaire referred to Agarwal K. G. (1990) is modified and adopted to measure the
Jjob satisfaction, which consists of 14 items classified into 5 Motivational Factors items
and other 9 items set of Hygiene Factors. Each variables of the last couple of parts were
measured by indicators along a five-point Likert scale, ranging from 1 = Strongly disagree
or Lowest to 5 = Strongly agree or The Most. The descriptive analysis will be used to
examine the different characteristics of the respondents and dataset. Whereas, Pearson
correlation (r) is used to measure the relationship between a pair of variables. Also, the
ordinary least square (OLS) estimation technique was exercised to explore the relationship
between physical work environment and job satisfaction, work-family conflicts and job
satisfaction as well as family-work conflict and job satisfaction by the Statistical Package
for the Social Sciences (SPSS).

Results

In this research, the demographic attributes were identified personal information
of the hoteliers into gender, marital status, educational level, household size, work
experience and department. After cleaning irrelevant data, a total of 418 usable informants
were analyzed. Majority of hotel staffs’ are concluded as follows:

A. Respondents’ profile of the survey

The respondents comprised 157 (37.6%) males and 235 (56.2%) females and were
married 30.1%, whilst divorced and widowed have a small amount of 3.6% and 3.1%
respectively, where the other group of gender is 26 or equivalent to 6.2 per cent. Most of
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respondents (69.9%) had finished bachelor’s degree. Approximately 55.3% had a smallest
household size (1-3 persons) and inferior to 4-6 persons per family comes second is 41.1
per cent, followed by a big family those more than 7 people but a little amount (3.6%). The
largest group of respondents (44.0%) experienced in their job between 1-5 years, whereby
33.3 per cent were senior staffs by 6-10 years of working life. Additionally, the majority
of the samples, 182 people, is working in front office departments (43.5%), followed by
those food and beverage department, 112 people (26.8), sales and marketing department,
83 people (19.9%), and the remaining others front of house, 41 people (9.8%).

B. Descriptive analysis

The mean scores of Work-Family Conflicts (WFC) and Family-Work Conflicts
(FWC) reveal that all 47 attributes were considered moderate which receive a mean scores
2.75 and 2.63 consecutively on the Likert-type scale. The decomposed component
breakdown namely; Time-based, Strain-based, and Behavior-based of each variable are
valued of the score range from 2.69 to 2.86 for the WFC and score range from 2.59 to 2.76
for FWC. The most important is Behavior-based of Work-Family Conflicts, which has the
highest mean score (2.86,SD =0.687), while the least item was Strain-based of Family-Work
Conflicts (mean =2.59,SD =0.691). The overall mean score for the Work-Family-Conflicts
(WFC) and Family-Work Conflicts (FWC) analysis was 2.75. When considering skewness
and kurtosis values of the variables can be seen skewness between 0.074 - 0.702, and
kurtosis between 0.174 - 0.998, that mean the data is in normality distribution. So,
indication of numerical data concluded that selected hoteliers were neutral perceived of
Work-Family-Conflicts (WFC) and Family-Work Conflicts (FWC).

C. Regression analysis
The results of regression analysis are presented in this section. All parameters
were estimated using ordinary least square method with homoscedasticity adjusted.

Table 1
Variable Aggregate model Male model = Female model
Constant -2.541 -2.843 -2.288
Work-Family Conflicts -0.018 -0.030 -0.016
Family-Work Conflicts -0.051%** -0.027 -0.065%*
Physical Work Environment 0.220%%* 0.142%%* 0.284%*
R-square 0.109 0.054 0.167

In table 1, in overall model, there is a relationship between job satisfaction and
family-work conflicts and physical work environment. The analysis of female found that
the sign and significant level of variables are similar to that of the overall model, while
for male model, only physical work environment shows positive relationship with job
satisfaction.
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Table 2
Decomposed variable:
Rl et Cloer Aggregate model Female model
Constant 3.243 3.159
Time-based -0011 0.074
Strain-based -0.036 0.083
Behavior-based -0.059*=* -0.118%*
R-square 0.036 0.089

In table 2, the further investigation of components of family-work conflicts that
affecting to job satisfaction is examined. Both overall and female model found that only
behavior-based significantly influenced to job satisfaction.

Table 3

Control variable:

Pt e B e Aggregate model Male model = Female model

Constant 2.614 2.677 2416
Comfort at work 0.121** 0.171%%* 0.148%*%*
Pleasant working conditions 0.071 0.071 0.100%*%*
Zoning in work space 0.051%** 0.062%%* 0.036%*
Equipment and instrument 0.085 0.085 0.064%#*

R-square 0.116 0.123 0.164

According to table 3, effect of physical work environment is decomposed. It is
found that a comfort at work and zoning in work space significantly influenced job
satisfaction in case of overall and male model. In additional, is is revealed that comfort at
work, pleasant working conditions, zoning in work space, and equipment and instrument
played an important role in explaining job satisfaction in female.

Conclusion

The result indicated moderate level of the conflict between family and work
faced by officers working in hotel industry, and its negative impact on their overall job
satisfaction, thus work-family conflict was not relationship with job satisfaction. This
finding has several meaningful implications for the managerial levels that focus on
increasing the employees’ satisfaction and firm’s performance. In this case, the hotel
management could pay more attention to work and family balance and implement an
effective family friendly Human Resource (HR) policy. The empirical studies in the
literature have proved that establishing a family friendly work environment and increase
the well-being of employees are more likely to help the employees overcome the conflict
between work and family (Zhao, Qu, & Ghiselli, 2011). Accordingly, the work-family
conflict has impacted to job satisfaction in this case, whereby supported preliminary step
before launching the family friendly HR policy is that the managerial level should start
investigating what the officers’ specific life and family concerns that effect their happiness
and attitude towards their job satisfaction and performance. The managerial level could
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deal with these concerns better than the operational level (Zhao et. al., 2012). Further,
the employees facing the high level of conflict between work and family indicated their
incapable of managing their work and life balance properly. They are lacking knowledge
to deal with the stress from this unbalance or conflict. Thus, hotel management could
provide the training program on stress and time management to guide the employees to
deal with stress from family and work and find the balanced point.

In additional, the result suggested that a lower level of physical work environment
complaint is correlated with the higher level of job satisfaction. To improve the officers’
Jjob satisfaction, more attention should be paid to improving those working conditions.
The majority major source of working environment problem that officers reported by
both male and female workers are related to uncomfortable working environment and
unclear zoning in the workplace, while unpleasant physical working environment as well
as availability of equipment and instrument also show a negative impact on female
workers. As aforementioned, the researcher can conclude that investigation of physical
work environment were affected on job satisfaction dividing by genderi.e. male and female;
comfort at work and zoning in workspace are significant factors on the former group of
staffs, on the other hand, all determinants are relevant for the female hoteliers. Therefore,
hotel management should monitor, maintain, and provide a good workplace environment,
both physical and psychological aspects for their officers. Although, it is probably easier
to provide the new items than to maintain them, hotel should always maintain to ensure
a good work environment for the officers and set clear guideline so called Standard
Operating Procedures (SOP) to solve if such environment problems happen in the
workplace. Additionally, recommendations to the organization to enhance the employees’
level of job satisfaction, which can be found other findings from other research could
supported this, an effective and service excellence can be generated from staffs those have
job satisfaction (Chalermsri, 2011), further to achieve the guests’ satisfaction in service of
the firm, which lead to retention and create the sustainability.

Limitation and Further Research

In fact, the source of job stress is various and well defined in the literature. For
instance, the work role ambiguity, workload, job demands. This study considered only
the three major source of job stress, namely: physical work environment, work-family
conflict, family-work conflict, to explore their association with overall job satisfaction.
Forthcoming study, it ought to include more source of job stress or alter the factors and
their measurement, on the other hand, accommodation business is not the only one among
mandatory elements of this sector as tourism and hospitality industry is much broaden itself.
So, the further discussion can develop different category of the firms e.g. guide service,
restaurant, and/or transportation and logistics, which also the other opt to integrated the
solutions to deal with a holistic tourism and hospitality industry. Therefore, research
findings could yield at the different perspectives.
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Abstract: The purpose of this research was to study “The benefit types have influence to
engagement in Kunming university.” The samples were 322 employees who are working
in the Kunming University with values of Alpha reliability reaches 0.962. The statistics
used in data analysis are primarily descriptive statistics were percentage, mean, standard
deviation. And citation statistics were used to test the hypothesis that the significance
level of 0.05 is the Multiple Regression Analysis. The results of this research showed that
samples were females counted as 61.4%, aged 41-50 years counted as 30.0%, married
counted as 79.5%, graduated with Master’s degree or higher counted as 40.3%, the
position of teacher counted as 67.1%, and more than 5 years of work duration counted as
74.6%. The major benefit types that have influenced all the factors of engagement were
Social insurance and Statutory holidays. Minor benefit type of Annual leave has influenced
to the Commitment factors of engagement and benefit type of Free or low-cost canteens
has influenced to the Loyalty factors of engagement.

Keywords: remuneration management; salary; benefit; engagement

Introduction

Employee benefits are actually a form of employee incentives; they are material
incentives. Kunming University provides employees with reasonable benefits and improves
their enthusiasm for work. We need to discuss this issue now. Among the benefits
provided by Kunming University, which one can affect the dedication of the United
employees, it can help improve the competitiveness of the university while retaining talents.
Many people want to enter the university education system as teachers or employees.
However, teachers may be dissatisfied with certain aspects after entering the university,
which will affect the degree of professionalism. I hope to use the benefits to understand
what kind of benefits will affect the degree of professionalism. We can improve welfare
and make university faculty and teachers more motivated to work.

Objectives

First, to study which benefit type(s) have influence on engagement in Kunming
Universsity; Second, to study the level of influence of benefit type(s) on engagement in
Kunming University; Third, to study how Kunming University improve engagement by
carrying out benefit policies.
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Literature Review

1. Employee benefits theory

Employee benefits are non-wage compensation given by the employer and are
issued in various forms. intended to improve the quality of work life for employees and
increase their cooperation and productivity (Amah & Ahiauzu, 2013). Employee benefits
are essential for the development of corporate industrial relations. (Barber, Crits-Christoph,
& Luborsky, 1996). Employee benefits play a major role in employee’s choice of
employment and desire to remain on the job (Umoh, Amah, & Wokocha, 2014). Job
satisfaction is derived from a composed mix of benefits received on the job, the better the
employee benefits, the higher the company’s profitability, the lower the employee turnover
rate, and the willingness of employees to stay in the company. Including Sabbatical Leave
(Sabbatical Leave) ‘Sick leave paid sick days (also referred to as sick leave or paid sick
leave)’ Insurance

2. Engagement theory

The term employee engagement was originally used by William A. Kahn (Journal
of Managementuniversity) in 1990. Kahn’s research on individual participation and
separation from work tested the working factors of participation and disengagement.
Welfare has a very positive impact on employee engagement. In the past decade, they have
done a lot of research on participation, but the meaning, measurement and theoretical issues
of employee engagement still exist. In one of the articles, we raised some concerns and
proposed a theory of employee engagement, which includes Kahn’s (1990) participation
theory and job demand resource (JD-R) model (Bakker & Demerouti, 2007).

3. Relationship between the employee benefit and engagement

Employee Engagement can add a competitive advantage to the organization.
To enable this (Creed, Miles, Kramer, & Tyler, 1996). We need to find mutual trust,
training and development plans, career management plans and competency management
frameworks for employees throughout their tenure. (Leary et al., 2013) Along with these,
the focus is also on leadership development and talent management. These two are critical
for maintaining the talent pipeline. These factors are the main workplace requirements for
long term sustainability and engagement of the employees. (Saks & Gruman, 2011) Hence
for engaging the employees, HR managers nowadays are coming up with new initiatives
for staffing, benefits, orientation, induction, training and development, performance
management and safety measures. And are very important for the motivation and
engagement of employees(Parkes & Langford, 2008). The reason why employee loyalty
develops over time is often related to the environment they no longer need. Research results
show that there is a correlation between employee loyalty and consumption (OMAR, 2019).
However, there are different opinions on how strong this correlation is and how much
loyalty/intention is maintained to accurately predict the loss results (Van der Heijden,
Peeters, Le Blanc, & Van Breukelen, 2018). Overall, a large body of research to understand
the relationship between intent and actual wear indicates a moderate positive correlation
between them(Brett & Reilly, 1988).

4. Conceptual framework

In this study to study the types of benefit influencing factors of employee
engagement: A case study of Kunming University.
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Independent variable Dependent variable
Types of Benefit Engagement
1. Annual leave (pay money) I::: 1. commitment
2. Sick leave 2. motivation
3. Social insurance (Pension, 3. loyalty
medical insurance, unemployment 4. trust
insurance, work-related injury 5. total
insurance, childbirth insurance) Reference : A Study on
4. Organize free movies and Employee Engagement
other activities Practices in Residential
5. Profit sharing Sector Sachin Vernekar
6. Housing public accumulation Bhagirath Vishnu (2011)

funds

7. free or low-cost canteens

8. free shuttle buses

9. Statutory holidays

10.1items purchased at a low price
Reference “People’s Republic of
China Labor Law”Article 3

Table 1. Conceptual framework for research “The impact of benefit on engagement”

Methodology
1. Quantitative research
1.1 The research population is Kunming University has 1,645 faculties and
staff members, including 1075 full-time teachers Table 2 shows the number of employees.

Table 1 shows the number of employees.

Type Number of populations = Number of samples
Teacher 1075 210
Staff 570 122
Total 1645 322

Then the questionnaire survey method will be used for collecting data, respond-
ents will be the individuals who are working in the Kunming University to represent the
population of Kunming university, respondents quantity is calculated based on Toro
Yamane’s(Yamane, 1973) theory:

N

T Ney

Where n is the sample size, N is the population size, e is the confidence
interval.
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) 1645
¥ 1645%(0.05)

n=321.76 =322

I will select 322 teachers and employees to conduct the survey

1.2 Sampling procedure, the researcher divided stratified random sampling
into the following steps:

The population is 1645 employees and the sample size is 332 people. Then the
group the samples, divided into teachers and employees, take a sample of 322 people in
proportion to the teacher’s 65.3%, and an employee’s 34.6% to obtain the determined
sample size. As known teachers have 1075, staffs have 570.

1.3 Questionnaire. the research tool used in this study is a questionnaire. The
sample is 322 employees working at Kunming University, with an Alpha reliability value
of 0.962. The questionnaire containing the content of welfare categories affects the
factors of employee engagement: Kunming University’s case study on welfare and
employee engagement is a closed question. The questionnaire is divided into three parts:
demographic data, welfare awareness, and engagement of university teachers and
employees. In the questionnaire, respondents were asked to answer which type of welfare
is more important to them. The reliability rate of the questionnaire was 0.92 (Cronbach’s
alpha). Data use the mean, standard deviation, and paired sampling t-test for analysis.

2. Qualitative research

The purpose of this qualitative part is to explain the findings of the quantitative
part. Interviews are used to collect data. There are 20 people in total, 13 teachers and 7
employees. Each interview takes about 30 minutes. The interview is recorded and then
Transcription is used for data analysis. Analyze the data by using the thematic analysis
method to find a result.

Results

Hypothesis testing condition; by each hypothesis must have significant level less
than 0.05 (Significant level 95%) therefore refuse H, but if hypothesis has significant lev-
el more than 0.05 (Significant level 95%) it will accept H,,.

1. Employee commitment hypothesis and result

HO: Annual leave, Sick leave, social Insurance, Organize free movies and other
activities, Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle
buses, Statutory holidays, items purchased at a low price cannot influence to engagement
(commitment).

H1: Annual leave, Sick leave, social Insurance, Organize free movies and other
activities, Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle
buses, Statutory holidays, items purchased at a low price can influence to engagement
(commitment).

Employee commitment was selected as the explained variable, which was
recorded as Y. The variables in the above table are used as explanatory variables, and the
form of the equation is multiple linear regression equation, which is set as follows:

Y =a+bX, +bX,+bX,...+bX +e
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Table 2 independent variable

v

commitment

o |

Constant
Coefficient

Annual leave
Sick leave
Social insurance
Organize free movies and other activities
Profit Sharing
Housing Provident Fund
free or low-cost canteens
Free shuttle bus
Statutory holidays
items purchased at a low price
Error

(on
~
p—
1
~
~

O o N N B W N =

PR X X X X X

a
S

This will reject the null hypothesis (HO) that is found to be variable in the
promise, and at least the party that can predict the benefits can influence the participation.
The parameters and analysis of the data collection questionnaire are processed by
statistical analysis. The selected variable is related to the commitment. The results are
shown in the table below.

Table 3 Model Summary*

Model R R Square | Adjusted R Square | Std. Error of the Estimate
1 221 049 046 46121
2 248° 061 056 45879

a. Predictors: (Constant), social insurance
b. Predictors: (Constant), social insurance, Annual leave
c. Dependent Variable: employee engagement-commitment

In table 3 show to R value between independent variable The influence of
engagement a social insurance, employee engagement-commitment equal to 0.221,b social
insurance, Annual leave , employee engagement-commitment = 0.248 and R square equal
to a=0.49, b = .061, The adjustment R? of Model 2 in Table 4-8 a is 0.046, b is 0.056.
Benefit can explain employee commitment 5.6% of the difference
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Table 4
Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.121 .166 18.770 000
Social 181 043 221 4.188 000
insurance
2 (Constant) 2.882 .199 14.463 000
Social 183 043 223 4262 000
insurance
Annual leave 058 027 113 2.149 032

From table 4 after tested found that commitment is Sig.=0.001, which is less than
the significance level of 0.05 indicates that there is at least one factor of quality of work
life that can predict the effect of changes in operational efficiency. Multiple Regression
Equation after tested show in below;

Unstandard Y = 2.882 + 0.183*X3 + 0.058*X1 + ¢
Standard ¥ = 0.223X, +0.113X1 + ¢

2. Employee motivation hypothesis and result

HO: Annual leave, Sick leave, social Insurance, Organize free movies and other
activities, Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle
buses, Statutory holidays, items purchased at a low price cannot influence to engagement
(motivation).

H1: Annual leave, Sick leave, social Insurance, Organize free movies and other
activities, Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle
buses, Statutory holidays, items purchased at a low price can influence to engagement
(motivation).

Employee motivation was selected as the explained variable, which was recorded
as Y. The variables in the above table are used as explanatory variables, and the form of
the equation is multiple linear regression equation, which is set as follows:

Y =a+bX, +bX,+bX,...+bX +e
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Table 5 independent variable
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S

Annual leave
Sick leave
Social insurance
Organize free movies and other activities
Profit Sharing
Housing Provident Fund
free or low-cost canteens
Free shuttle bus
Statutory holidays
items purchased at a low price
Error

This will reject the null hypothesis (HO) that is found to be variable in the
promise, and at least the party that can predict the benefits can influence the engagement.
The parameters and analysis of the data collection questionnaire are processed by
statistical analysis. The selected variable is related to the motivation. The results are shown
in the table below.

Table 6 Model Summary®

Model R R Square Adjusted R | Std. Er?"" of the Durbin-Watson
Square Estimate
1 268 072 069 44465 1.890

a. Predictors: (Constant), social insurance
b. Dependent Variable: employee engagement--motivation

In table 6 show to R value between independent variable The influence of
engagement a social insurance, employee engagement- motivation equal to 0.268, and
R square equal to a = 0.72, the adjustment R? of Model 2 in Table 4-12 is 0.069. Explain
benefit can explain 6.9% of employee motivation, and benefits have an impact on

engagement.
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Table 7 Coefficients

Standardized Collinearity
Unstandardized Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig.  Tolerance  VIF
1 (Constant) 3.050 .160 19.026 000
Social 215 042 268 5.154 000 1.000 1.000

insurance

a. Dependent Variable: employee engagement--motivation

From table 8 after tested found that motivation is Sig. = 0.001, which is less than
the significance level of 0.05 indicates that there is at least one factor of benefit that can
effect engagement. Multiple Regression Equation after tested show in below;

Unstandardized Y = 3.050 + 0.215*X3 + e
Standardized Y = 0.268*X3 + ¢

3. Employee loyalty hypothesis and result

HO: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price cannot influence to engagement
(loyalty).

H1: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price can influence to engagement (loyalty).

Employee commitment was selected as the explained variable, which was
recorded as Y. The variables in the above table are used as explanatory variables, and the
form of the equation is multiple linear regression equation, which is set as follows:

Y =a+bX, +bX,+bX,...+bX +e

Table 8 independent variable

v
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This will reject the null hypothesis (HO) that is found to be variable in the
promise, and at least the party that can predict the benefits can influence the engagement.
The parameters and analysis of the data collection questionnaire are processed by
statistical analysis. The selected variable is related to the loyalty.

Table 9 Model Summary*

Model R R Square | Adjusted R Square | Std. Error of the Estimate
1 2792 078 075 48045
2 .300° 090 085 47794

a. Predictors: (Constant), social insurance
b. Predictors: (Constant), social insurance, free or low-cost canteens
c. Dependent Variable: employee engagement-loyalty

In table 9 show to R value between independent variable The influence of
engagement a social insurance, employee engagement-loyalty equal to 0.279, b social
insurance, free or low-cost canteens, employee engagement-loyalty = 0.300 and R square
equal to a=0.78,b =.090, The adjustment R*> of Model 2 in Table 4-8 ais0.75,bis 0.85.
It can explain 8.5% of employee loyalty differences.

Table 10 Coefficients

Standardized Collinearity
Unstandardized Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance VIF

1 (Constant) 2.965 173 17.116  .000

Social insurance 242 045 279 5.386 000 1.000 1.000
2 (Constant) 3228 212 15258 .000

Social insurance 229 045 264 5.076 000 982 1.018

Free or low-cost 058 027 112 2.148 032 982 1.018

canteens

a. Dependent Variable: employee engagement-loyalty

From table 10 after tested found that loyalty is Sig. =0.001, which is less than the
significance level of 0.05 indicates that there is at least one factor of benefit that can effect
engagement. Multiple Regression Equation after tested show in below;

UNstandard Y = 3.228 + 0.229*%X3 + 0.058*X7 + e
Standard Y = 0.264*X3 + 0.112*X7 + e

4. Employee trust hypothesis and result
HO: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price cannot influence to engagement (trust).
H1: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price can influence to engagement (trust).
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Employee trust was selected as the explained variable, which was recorded as Y.
The variables in the above table are used as explanatory variables, and the form of the
equation is multiple linear regression equation, which is set as follows:
Y =a+bX, +bX,+bX,..+bX +e

Table 11 independent variable

v
Y Trust
a Constant
b (1-k) Coefficient
X, Annual leave
X, Sick leave
X, Social insurance
X, Organize free movies and other activities
X, Profit Sharing
X Housing Provident Fund
X, free or low-cost canteens
X, Free shuttle bus
X, Statutory holidays
X items purchased at a low price
e Error

This will reject the null hypothesis (HO) that is found to be variable in the
promise, and at least the party that can predict the benefits can influence the engagement.
The parameters and analysis of the data collection questionnaire are processed by
statistical analysis. The selected variable is related to the loyalty.

Table 12 Model Summary®

Model R R Square Adjusted R | Std. Er?"" of the Durbin-Watson
Square Estimate
1 2232 050 047 43239 1.861
2 250° 062 057 43008

a. Predictors: (Constant), Social insurance
b. Predictors: (Constant), Social insurance, Statutory holidays
c. Dependent Variable: employee engagement--trust

In table 12 show to R value between independent variable The influence of
engagement a .social insurance, employee engagement-loyalty equal to 0.223, b social
insurance, statutory holiday , employee engagement-loyalty = 0.250 and R square equal to
a=0.050, b = .062, the adjustment R? of Model 2 in Table 4-8 a is 0.47, b is 0.57. It can
explain 5.7% of employee loyalty differences.

108



HRD JOURNAL Volume 12. Number 2. December 2021

Table 13 Coefficients

Standardized Collinearity
Unstandardized Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 3.192 156 20477 000
Social insurance 171 040 223 4.227 .000 1.000 1.000
2 (Constant) 2.924 .198 14.733  .000
Social insurance .169 040 219 4.187  .000 999 1.001
Statutory 066 031 113 2.166 031 999 1.001

holiday

From table 13 after tested found that quality of work life is Sig. =0.001, which is
less than the significance level of 0.05 indicates that there is at least one factor of quality
of work life that can predict the effect of changes in operational efficiency. Multiple
Regression Equation after tested show in below;

UNstandard Y = 2.924 + 0.169*X3 + 0.066%¥X9
Standard Y =0.219*%X3 + 0.113*X9

5. Employee engagement hypothesis and result

HO: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price cannot influence to engagement (all).

H1: Annual leave, Sick leave, Insurance, Organize free movies and other activities,
Profit sharing, Housing Provident Fund, free or low-cost canteens, free shuttle buses,
Statutory holidays, items purchased at a low price can influence to engagement (all).

Employee (all) was selected as the explained variable, which was recorded as Y.
The variables in the above table are used as explanatory variables, and the form of the
equation is multiple linear regression equation, which is set as follows:

Y =a+bX, +bX,+bX,..+bX +e
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Table 14 independent variable

v
Y All
a Constant
b (1-k) Coefficient
X, Annual leave
X, Sick leave
X, Social insurance
X, Organize free movies and other activities
X, Profit Sharing
X Housing Provident Fund
X, free or low-cost canteens
X, Free shuttle bus
X, Statutory holidays
X items purchased at a low price
e Error

This will reject the null hypothesis (HO) that is found to be variable in the
promise, and at least the party that can predict the benefits can influence the engagement.
The parameters and analysis of the data collection questionnaire are processed by
statistical analysis. The selected variable is related to the all.

Table 15 Model Summary

Model R R Square | Adjusted R Square | Std. Error of the Estimate
1 4892 239 237 20823
2 A489° 248 243 20728

a. Predictors: (Constant), social insurance
b. Predictors: (Constant), social insurance, organize free movie and other activities
c. Dependent Variable: total

In table 15 show to R value between independent variable The influence of
engagement a .social insurance, employee engagement-total equal to 0.489, b social
insurance,organize free movie and other activities , employee engagement-total = 0.498
and R square equal to a =0.239, b = 0.248, the adjustment R? of Model 2 in Table 4-8 a is
0.237,b is 0.243. It can explain 24.3% of employee loyalty differences.
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Table 16 Coefficients

Standardized Collinearity
Unstandardized Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 3.082 075 41.052 .000
Social insurance 202 020 A89 10.371  .000 1.000  1.000
2 (Constant) 3.173 087 36419 .000
Social insurance 202 019 A88 10414 000 1.000  1.000
Organize free 024 012 096 2040 042 1.000  1.000

movie or other
activities

a. Dependent Variable: total

From table 16 after tested found that quality of work life is Sig. =0.001, which is
less than the significance level of 0.05 indicates that there is at least one factor of quality
of work life that can predict the effect of changes in operational efficiency. Multiple
Regression Equation after tested show in below;

UNstandard Y = 3.173 + 0.202*X3 + 0.024*X9
Standard Y = +0.488*X3 + 0.096*X9

Table 17 Results of Hypothesis Testing

Types of Benefit Engagement
commitment motivation loyalty trust Total
1. Annual leave (pay money) v x x x x
2. Sick leave x x x x x
3. Social insurance v v v v v
4. Organize free movies and x x x x x
other activities
5. Profit sharing x x x x x
6. Housing public accumulation funds x x x x x
7. free or low-cost canteens x x v x x
8. free shuttle buses x x x x x
9. Statutory holidays x x x v v
10.1items purchased at a low price x x x x x

6. Qualitative

The researcher interviewed a total of 12 teachers and 8 office staff for a total
of 20. There are 7 males and 13 females.

I asked the interviewer in question 2 “What kind of benefits do you think are
indispensable in welfare?” have nine respondents believe that housing provident fund is
essential for them. Respondents 16 were considered essential for social security. Have
6 people considered Statutory holidays to be important. One interviewee considered
free buses important. One interviewee found it important to organize free movies and
other events.
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So this shows that the most important welfare rankings among the 20 respondents
are social insurance first, housing provident fund second, Statutory holidays third, and free
buses and organize free movies and other events are Fourth place. From the qualitative and
quantitative analysis we can know: In the quantitative shows that most people think that
social insurance is the most important in benefits, and some people think that statutory
holidays rank second in benefits. There are also a small number of people who believe that
annual leave and free or low-cost canteen ranks among the benefits.

So qualitative shows that the most important welfare rankings among the 20
respondents are social insurance, housing provident fund, Statutory holidays, and free
buses and organize free movies and other events are Fourth place.

According to the order of welfare rankings based on the two conclusions, we can
know that the most important and number one benefit is social insurance, The second-ranked
benefit is Statutory holidays, followed by housing provident fund, annual leave, free or
low-cost canteen, free buses and organize free movies and other events.

Discussion

1. According to my questionnaires and interviews, I can find that everyone believes
that benefit is one of the important reasons that can affect the degree of engagement. And
at the end of the year, enterprises have to face a round of employee turnover peak, one of
the reasons for employee turnover is that the benefits of the company are not good, the
degree of employee engagement is low. Good employee benefits can not only improve the
happiness of employees, but also reduce the turnover rate of core talents in universities.

The university need to purchase five types of insurance and a housing
provident fund. (Eaton 1959) In the five social insurances and one housing fund, many
privateuniversity have far fewer teachers than public teachers, and their social status
cannot be guaranteed. Teaching in a privateuniversity is hard work without gain. Unlike
publicuniversity, welfare is guaranteed.

2. Universities can provide annual leave policies for teachers or employees.
Some evidence is provided in the research of the researcher that annual leave can increase
the loyalty of teachers to the university. (Allen, 2014)Research shows that paid leave and
work-family conflict have a small but significant negative correlation. Some evidence
suggests that the annual leave policy is most beneficial when employees’ perceptions of
support are higher than lower.

3. The last one is that for public universities, there is a clear promotion mechanism
for teachers. It is impossible to cross, and the number of promotion places every year is
limited. Many people have worked for many years without obtaining professional titles.
This is not to say that the teacher’s ability is not up to standard. But public universities are
not as tiring and hard-working as private universities, and the pressure is not as great as
private universities. However, as a work unit, there are too many capable people, and
annual assessment is not always necessary. (Ismail, Igbal, & Nasr, 2019)Moreover, in
a public university, if the teachers and employees do not have any major problems, the
employees can work until retirement. If you have excellent teaching skills at work and
actively participate in various activities such as vocational training and essay writing, then
you may also become the backbone of the university. It is possible to become a small
leader or anyone else.
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Abstract: With the Thailand 4.0 policy and the development of EEC (eastern economic
corridor), the transportation needs of Thailand grow fast. when the high-speed railway
Laem Chabang to Map Ta Phut now is been building, it is important to find out what are
the impacts it does on the area that the train passing through, because the results will
greatly help the government to better manage the human resources of the project and
optimize the project effects, and for the investors to doing the optimal decision makings.

This research uses qualitative methodology to probe an expectation of all
stakeholders towards the railway construction and operation. the researcher used
Transit-oriented development theory to select the area for interviewing the stakeholders to
estimate the contribution of the transport factor affecting the surrounding area in several
aspects, the results of the research are that the transport factor here refers to the railway
will have an influence on labor potential, industrial potential, social and infrastructural
potential, market infrastructure potential, investment potential and finance and budget
potential of its radiating surrounding area.

The results of this research show that the railway construction and operation have
positive influence on regional industrial potential, market infrastructural potential, labor
potential and investment potential.

Keywords: High-Speed Railway Transport, Industrial Restructuring, Accessibility,
Transportation Capacity, Human Resource Management

Introdiction

Thailand is a burgeoning industrialized country. Under the steady and solid
economic growth, now Thai government has been implemented Thailand 4.0 to boost
economic growth and to upgrade the economic structure. (Thailand board of investment,
2017)In recent decades, the Eastern Economic Corridor area (EEC) has been designated
as a pilot project to attract more foreign investors to invest in Thailand; and surrounding
areas consist of Rayong, Chonburi and Chachoengsao have been developing for decades
ago and been the leaders of Thailand fast-growing industries. (Thailand board of investment,
2017). The development of Laem Chabang Port (Phase 3) in Chon Buri and Map Ta Phut
Industrial Port (Phase 3) in Rayong will be planned to increase container handling
capacity and both are expected to be completed in near future.

Under the rapid development of these three coastal provinces and ports and
industrial estates, good traffic is vital to the region, so that the Thai government has launched
the policy of construction of high-speed train and high-speed railway industrial estate-port
in this area to provide physical infrastructures and to facilitate the economic development
and industrial upgrading.
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German pioneer Georg Friedrich Liszt considers transportation the social system
as the driving force for production growth.(Jun, Gerybadze, & Kim, 2016) Perfect
transportation facilities are the basis for rapid economic growth.(Rietveld & Bruinsma,
2012); J Du believes transportation and social and economic development always interact
and develop together. (DU & LIU, 2009)

With the continuous expansion of the construction project, the demand for
professional talents and labor began to grow substantially. In this new situation, to improve
the level of human resource management, the core is to create a good labor environment
and enhance the attractiveness of railway construction to talents and labor. Therefore,
analyzing the existing problems in the human resource management of the current project
and solving them in a targeted manner is an important part of the smooth development of
the project. In modern project management, human resources have gradually become the
resources that play a leading role in the project management resources, but according to
the investigation of some problematic transportation infrastructure construction, it is
found that unqualified staff was seen as a major reason for many of the issues faced by the
transportation construction industry. (Al - Emadi & Marquardt, 2007)

Under the premise of paying attention to the importance of transportation
infrastructure, the high-speed railway Laem Chabang to Map Ta Phut is taken as a sample
area, the researcher tried to conclude an expectation that how the construction of railway
boosts regional economic potential.

Objectives

First: To study how the impacts of the railway will facilitate the labor potential
over the surrounding area. Second: To study how the impacts of the railway will facilitate
the industrial potential over the surrounding area. Third: To study how the impacts of the
railway will facilitate the social and infrastructural potential over the surrounding area.
Fourth: To study how the impacts of the railway will facilitate the market infrastructure
potential over the surrounding area. Fifth: To study how the impacts of the railway will
facilitate the investment potential over the surrounding area. Sixth: To study how the
impacts of the railway will facilitate the budget and finance potential over the surrounding
area.

Literature Review

Previous research on construction project management

The literature on management of construction projects is sufficient, tackling
several issues including the management of stakeholders’ relationships (Balser & McClusky,
2005; Meintjes & Grobler, 2014) and expectations(Huse & Rindova, 2001), the strategic
design and implementation of projects, human resource management in construction
project.(Loosemore, Dainty, & Lingard, 2003; Schwalbe, 2009; Storey, 2016)

Socio-Economic Potential

There are many interpretations of the nature and purpose of assessment of the
socio-economic potential of the region.

The comprehensive expression of the material base of the region should be
considered as economic potential, which not only considers the quantity within a given
geographical unit property, but also represents various quantitative indicators, but also
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considers the qualitative characteristics that determine the potential of the region. (Litman,
2006) (Ray, 2000), development and effective use of resources in the region. In this case,
the socio-economic potential of the region can be defined as “the ability of the region
to utilize its entire resource complex, using the characteristics of existing and future
economic structures, and the order of geographic location to improve the quality of life of
the population” (Litman, 2006).

In this research, the research will use socio-economic potential theory as
fundamental theory, which is most likely to fully assess the socio-economic potential of
the region, as it highlights all the necessary conditions: availability resources and their use
also reflect the region’s willingness to economic reform and development. (Bridge, 2009);

Transit-Oriented Development theory

Transit-oriented development (TOD) is a mixed-use residential or commercial
area designed to maximize access to public transportation. Such communities often consist
of a center with a public transit station, surrounded by high-density development with
gradually lower-density development spreading outward from the center. (Nasri & Zhang,
2014) TODs or transit zones are typically located within a radius of one-half mile from a
transit station, as this is generally considered a reasonable walking distance for pedestrians.
However, geographic proximity alone does not make development transit oriented. Indeed,
many developments can be said to be transit adjacent (i.e. within close physical proximity
to transit) but not necessarily designed to promote access and use. On the contrary, TOD
creates a vibrant community centered on transit access and reduced automobile dependence.
As such, a pedestrian-friendly environment is critical to TOD, but is not essential to transit
adjacent development.(Holmes & van Hemert, 2008)

Human Resource Management in Construction Management

Construction activities are extremely diverse, from simple housing development
to highly complex infrastructure projects. However, all types of construction projects,
regardless of scale, have some common characteristics, including: Their unique one-off
nature; They tend to be rewarded in a short period of time (Cannon & Hillebrandt, 1990);
Their dependence on temporary labor; Increasingly demanding customers; Male-dominated
culture:(Arditi & Balci, 2009). These challenges require construction companies to strike
a balance between project requirements and competitive organizational and individual
employee expectations, priorities, and needs. If there is no scientific, reasonable and
effective human resource management plan and sufficient and high-quality human
resources to support, it is relatively impossible to deal with these challenges and achieve
the smooth progress of the project.

Grounded theory

The grounded theory approach is a logically consistent set of data collection
and analysis procedures aimed at developing theories. The grounded theory approach
consists of a set of inductive strategies for analyzing data. This means that you start with
individual cases, events or experiences and gradually develop more abstract categories
of concepts to synthesize, interpret and understand your data and identify the pattern
relationships among them.

Grounded theoretical approaches link interpretive analysis with traditional
positivist assumptions because they are used to discover the meaning of research
participants; they assume an empirical firm and provide a set of procedures to follow.
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(Bigus, 1994; Charmaz, 1990; Cooney, 2010; Corbin & Strauss, 1990; Henwood &
Pidgeon, 1992; Kendall, 1999; Rennie, Phillips, & Quartaro, 1988; Strauss, 1987) These
methods can be used for anything from highly explanatory to structured empirical analysis.
Interpretative analysis attempts to describe, explain and understand the life experiences of
a group of people.(Denzin, 1989; Rennie & Fergus, 2006)

Methodology

Study area selection

This research defined the scope of the problem as the surrounding areas of the
railway line from Laem Chabang to Map Ta Phut. According to the Transit-Oriented
Development theory applied to this research, based on the results of Lee, Choi & Leem’s
study of influence or catchment areas of stations of bus, metro rail, tram and train using
theory of Martens, the result is the station can attract people within 4-5km (Lee, Choi, &
Leem, 2016); Flamm & Rivasplata’s study of influence areas of stations of Bus, light rail,
heavy rail, ferry shows Average of 4500 m (2.8 mi) and 8700 m (5.4 mi) for Philadelphia
and San Francisco, respectively. (Flamm & Rivasplata, 2014). The specified areas are
chosen as the circles with stations as their centers and extending to a radius of 5 km.
Depending on the accessibility of the area to the economic radiation range, the radiation
range can be expanded because both Laem Chabang and Map Ta Phut are industrial areas.
The railway passes through Pattaya, a large city, and U-Tapao Airport is a functional
infrastructure. An expanded radiation range can contain enough respondents to satisfy the
research.

Population and sample

All stakeholders based on the Socio-Economic Potential of the Region theory
deemed as the population of this research, include: 1. government officers, 2. business
owners, 3. Inhabitants. For the size of the sample, (Morse 1994) suggests that participants
be not less than 6 individuals; Charmaz (2006, p 114), specifies sample size should be
25 participants; Green and Thorogood (2009, p.120) specify the sample size to more than
20 participants;

Cresswell (1998, p.128) specifies that the participants amount to 20-30 individuals;
ATRAN, Medin and Ross (2005, p.753) specify 10 individuals. (Guest, 2006)

For business owners (companies), choose 30 companies based on the TOD
theory mentioned in the literature review according to Charmaz’s theory of sample size.
Government officers include 6 respondents according to Morse’s theory of sample size,
inhabitants are represented by 12 respondents according to Medin and Ross’s theory of
sample size. All these respondents are chosen randomly in the radiation circles according
to the TOD theory. Specifically, for inhabitants, the researcher chose several areas with a
large flow of people near the train station, for instance, Harbor Mall located in Laemchabang
area, 3.9KM from the Laemchabang station. The researcher investigated and asked each
inhabitant selected as the respondent a screening question: “Do you live/work in an area
within five kilometers from the train station?” to ensure that the interviewee is indeed an
inhabitant living in the area and is suitable as a research respondent.

Research instruments

As the researcher chose a semi-structured interview method, the conversation is
free and varied under the basic framework and likely to change substantially between
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participants. The basic framework and list of the questions are below: When interviewing
owners of business, labor potential, industrial potential, market infrastructure and
investment factors are questioned; When interviewing inhabitants, labor potential, social
and infrastructural potential factors are questioned; When interviewing government officers,
budget and finance potential factors are questioned.

Data Collection

The interviews were conducted with 30 participants from companies,
6 respondents from government officers and 12 from inhabitants, and the communication
was recorded as notes.

The researcher interviewed 30 respondents whose businesses are in many
industrial fields including: Equipment supplier two respondents; Construction three
respondents; Logistics 6 respondents; Automobile 2 respondents; Solar cells manufacture
2 respondents; Transport 1 respondent; Food industry 2 respondents; Tourism 3 respondents;
Department store businesses 1 respondent; Petroleum 5 respondents; Latex manufacturing
1 respondent; Supermarket 1 respondent; Chemicals Irespondent.

supermarket : 3.33%
tourism : 6.67% \’\\

food industry : 6.67%

Logistics : 20%

Latex manufactory : 3.33%-
Transport : 3.33%
chemicals : 3.33%-

department store : 3.33%

equipment suppliers : 6.67%

construction : 13.33%

petroleum : 16.67%

automobile : 6.67%
solar cells manu : 6.67%

Figure 1 Industry Ratio for respondents: Business owners

There were six government officers who agreed to be interviewed. They came
from different departments related to railway construction and operation, the Office of
Transport and Traffic Policy and Planning, Tourism Authority of Thailand, Department
of Business Development, Ministry of Natural Resource and Environment, Chonburi
provincial Land office Banglamung Branch and City district office of Map Ta Phut.

The researcher asks for permission of respondents that may need to record
the interview, and claims the information will not be disclosed absolutely, as it is for
academic use only. If respondents do not allow recording, the researcher will take notes
instead of recording the voice. An assistant may come with the researcher to keep records,
to make sure the information is correctly collected.(Louise Barriball & While, 1994)

Before the interview, the researcher makes a brief introduction of the high-speed
railway project, and also, some indispensable terms, explanations and examples, including
labor potential, industrial potential, social and infrastructural potential, market
infrastructure potential, regional competitiveness, income inequality and so on, and
replenish further explanations anytime if needed by the interviewees.
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The in-depth interview is semi-structured, which means the researcher does not
lead the direction of communications, and some questions may be jumped if the participants
disagree with opinions from literature and previous research, and some questions may be
added to probe further information.

The researcher chooses three locations to find participants, which are Laemchabang
station site, U-tapao Airport and surrounding area, and Map Ta Phut station site using TOD
theory to choose the participants within a circle that centers at the station site, with a
radius of Skm.

Researchers check the documents and notes after data collection is finished. If the
information is not sufficient, researchers go back to the respondents and have additional
communication or arrange additional respondents to fulfill the data. The time of data
collection may be delayed if information and data are not sufficient.

After finishing recording, the researcher reads and examines the records again,
and makes a consensus with the respondents of the records’ correctness, validity, and
authenticity.

Data analysis

In this research, the researcher corrected the interview data for clarity and
accuracy by the end of each interview to validate data before data analysis. (Rubin &
Rubin, 2011)

The data is analyzed by the discourse analysis theory, including spoken language,
sign language, and body language in context. (Wetherell, Taylor, & Yates, 2001)

This paper selects grounded theoretical research methods, collects raw data through
in-depth interviews, and encodes layer by layer, refines related concepts and categories,
and finds the relationship between categories, thereby establishing a model of the impact
of railways to the surrounding area.

Results
Table 1 Table summary of the results of analysis about Business owners’ opinions

Industry that respondent works for Logistics [quipment supplil Construction
Objectives No. Opinions. R7 R14 R23 R30 | RI R28 RS R9
labor potential 1 Increase of high skilled labor demand v
2 Improving human resource management level
3 Improving accessibility
4 Offering convenience and lower transport cost
5 Labor science education development
6 Can attract more labor
7 Improving labor quality(labor productivity is the key)
8 Motivating labor enthusiasm and satisfaction
Industrial potential 9 The dissemination of information, resources and technology
10 Providing good shipping method
11 Create better environment of economy
12 Promote the development of related industries
13 Increase aggregate demand in the region
14 Facilitate industrial resturcturing
market infrastructure poten 15 Effective resources allocation
16 Market demand of related industries
17 Offering convenience and lower transport cost
18 Output increase
19 Accelerating re-production
20 It will promote the adjustment of industrial structure
investment potential 21 Globalization and the government supports
22 Railway facili the ions d ically and globally
23 Railway will become a factor for company siting
24 Relief of regional employee pressure
25 To Improve human well-being
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Table 2 Table summary of the results of analysis about Business owners’ opinions

(continued)
Business Owners
Automobile |Solar cells manyl Petroleum Departr Chemic{ Transpq Latex nq Food Industry Tourism  |Supermarket
No. | R6 R27 | R8§ R26 | R16 RI17 R20 R24 R29 | RI3 | R22 | RI10 |R19 R11 _R25 | R12 RI8 | R21 | Total

1 v v v v v v v v v 18
2 A I A A v L2 A A V| v | 4
3LV VY VoYYV v vo| 16
4 v v oY VvV v v
A ) v oYy V|V VY L/ A B
6 v v v oYy vV v v v v v |2z
7 v v v v 14
8l v v A A U A v 24
9 v v v v v v v v v v v v v vo| 24
0 v v v v v v v v v v v v o[ o2
1nf v v v v 9
12 v v v v v v v v v v v 22
13 v v v v v v v v v v 18
14 v v v v v v v v v v v v v vo| 24
150 v v v v v v v v v v v v | 22
16 v v v v v v v v v v v v o 22
17 v v v oY v o v v v v 19
18 v v v v 8
19 ¥ v v v v 8
20 v v v 7
21 v vV v v oY 14
22 v v v v v 11
23 Vv V| VY v oo 2 VA VAR AN ) 19
24| vV v v oo 2 A A VA v V|2
25| v v v 10

Table 3 Table summary of the results of analysis about Inhabitants’ opinions

Inhabitants
Objectives No.  Opinions. R1 R2 R3 R4 RS R6 R7 R8 R9 R10 R11 R12  Total
labor potential 1 Increase of high skilled labor demand v v v v v v v v v v 10
2 Improving human resource management level v v v v v v v v v 9
3 Improving accessibility v v v v 4
4 Offering convenience and lower transport cost v v v v v v v 7
5 Labor science education development v v v v v v v v v 9
6 Can attract more labor v v v v v v v v 8
7 Improving labor quality v v v v 4
8 Motivating labor enthusiasm and satisfaction v v v v v v v v 8
Social and infrastructural potential 9 Improving ibili v v v v v 5
10 Increase of import and export v v v 3
11 Leadtngjob hopping v v v v v v 6
12 Undermine social security and stability v v v v v v v v 9
13 living expense pressure v v v v v v v v v v 10
14 _To deteriorate the environment v v v v v v v v v v 11
Table 4 Table summary of the results of analysis about Government officers’ opinions
Government officers
Objectives No.  Opini R1 R2 R3 R4 RS R6 Total
budget and finance potential 1 Win the competition between railway, air, sea shipping v v v v v 5
2 Good regional output contributes to tax revenue v v v v 4
3 Redistribution of wealth v v v 3
4 Good implementations of policies are beneficial v v v v 4
5 Income inequality burdens a government v v v v v 5
6 Technologies will alleviate envir | problems v v v 3

This study uses grounded theory to analyze the data qualitatively, it advocates not
presupposing assumptions and extracting concepts from the original data obtained through
open coding, axial coding and selective coding, and constructing a theory to solve a certain
phenomenon or problem. This article takes “the impact of high-speed railways on the
surrounding areas” as the core category. Through the analysis of interviews with nearby
residents, small and medium-sized enterprises and government officers in related
institutions, generalized categories, relying on the theory of planned behavior, the
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development of high-speed railways the theoretical framework of the influence mechanism
in the surrounding area. Its “story line” is the impact of high-speed rail on the surrounding
areas will be concentrated in the four aspects of Industrial potential (IndP), Labor potential
(LPot), Market infrastructure potential (MIP), Investment potential (InvP).

Of which Industrial potential (IndP), the most significant impacts are Industrial
restructuring, Promote the development of related industries, Good shipping method,
Expand resource dissemination; Among Labor potential (LPot), the most significant impacts
are Regional science and education, Demand for highly skilled labor, Human resources
improvement; Labor attraction, Promote regional employment, Employee motivation;
Among Market infrastructure potential (MIP), there are Effective resource allocation,
Market demand of related industries, Convenient transportation logistics; And Investment
potential (InvP) In one item, the most significant impacts are Promote field investment,
Good shipping method, Relieve employment pressure, Deteriorating environment(negative).
The four categories together affect the development potential of the region and have their
own constituent dimensions.

But for social and infrastructural potential, through the analysis, the results
are not significant (there are only 3/5/6 of total 12 respondents agreed the opinions
respectively towards increase the import and export; improve accessibility; leading
job hopping, and 9/10/11 of total 12 respondents gave negative opinions respectively
towards undermine social security and stability; living expenses pressure; deteriorate the
environment.)

Regional science and

) ) education Demand for highly skilled
Industrial restructuring labor
Promote the X

development of related
industries

— _—

I Labor attraction
Industrial potential (IndP) Labor potential (LPot)

/ '\ / \ —

employment

Human resources
improvement

Good shipping method

Expand resource
dissemination

the impact of high-speed rail on the
surrounding area

RN

Investment potential (InvP) Market infrastructure potential

e —— (MIP)
X} Effective resource

allocation

Employee motivation

Promote field investment

A

Market demand of related
Good shipping method industries

Relieve employment Convenient transportation
pressure logistics

Figure 2 visualization of the impact of high-speed rail on the surrounding areas
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Conclusion

First, railway construction can drive the development of related industries and
facilitates industrial restructuring, which facilitate regional industrial potential.

Second, after the completion of the railway construction, regional traffic conditions
can be improved, also it provides another better shipping method option and a better
resources allocation, with the convenience provided by railway, the market demand will
significantly increase, then market infrastructural potential will become the point of the
better serve.

Third, by improving transportation capacity, providing new modes of
transportation, reducing transportation costs and alleviating employment pressure, railway
construction has effectively increased the investment potential of the region

Fourth, with regard to the Human-Centered value, the acceleration of the
modernization of railways promotes the safety and quality of life and people’s lives and
property, this will accelerate the labor potential of this region. However, most interviewees
are worried that the project will cause environmental degradation. Most interviewees
pointed out the air and water pollution generated during the construction of the project, as
well as the potential impact on the biodiversity and vegetation coverage of the surrounding
areas after the completion of the project. The situation, the proportion of cultivated land
and other factors.

Discussion

1. According to the research of Wilson, F. R., Stevens, A. M., & Holyoke, T. R.
Railway, transportation infrastructure and freight rate subsidies can be expected to
stimulate industrial development in a region. (Wilson, F. R., Stevens, A. M., & Holyoke,
T. R. 1982) Construction can drive the development of related industries and facilitate
industrial restructuring, this refers to labor potential and industrial potential factors,
are positive. In addition, in the process of railway construction, jobs and demand for
construction materials can be generated, which would help increase the employment rate,
and facilitates the industries’ development. After the railway is built, the upgrading of
energy consumption, industries, and industrial chains can play a positive role in order to
achieve more efficient and safer production.

2. Transportation factor plays a significant role in the economic growth process.
Respondents agreed that the railway will increase transportation capacity, and also
provided reasons that it could influence investment potential, such as railway helps the
dissemination of information and allocation of materials and labor force. Respondents
indicated that investors highly attach importance to these factors as the dominant indicators;
based on the works of literatures referred to earlier, infrastructure is conceived as a
foundation for economic growth, and also it emphasized that transportation infrastructure
is of great significance to economic development. (Khadaroo,2008) Transport infrastructure
can change the industrial layout, promote economic development, promote the flow of
production factors such as human resources and natural resources in different regions, and
then optimize resource allocation. The flow of regional resources will create spatial
spillover effects and promote economic development. (Pojani & Stead, 2015)

3. For investment potential, according to Kolikias and Blundell, infrastructure
have taken on an increased role in investment portfolios (Kolikias, 2004; Blundell, 2006).
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Some further improvements such as equipping or re-equipping the regional markets,
institutional restructuring such as restructure to unregulated and overregulated markets,
also reducing or reallocating the staff, creating a system for the management of market and
market facilities and information, providing trainings for market staff and for farmers’
groups; introducing quality control standards; also better labor and resources allocation
could help improve the regional attraction of investment, all these improvements will help
boost investor confidence in the region and strengthen the investment potential of the region.

4. With regard to the Human-Centered value, the acceleration of the
modernization of railways promotes the safety and quality of life and people’s lives and
property seems theoretically correct. After the completion of the railway construction, there
will be some contributions to solving the problem of traffic congestion in this area, and
also accessibility concept was mentioned to explain that how railway will promote
economic development. We define accessibility as the cost to access a specific set of
services, public or commercial, which is railway station in the case, (Dahlgren, 2008),
better accessibility refers to the convenience that can make it more convenient for people
to reach a particular place, and this convenience can be measured in time or space, then
this accessibility usually refers to a relatively long distant travel, for instance, cross-station
travel, under this circumstance, the railway could improve accessibility for inhabitants,
hence alleviate regional traffic congestion while improving the population mobility,
this will accelerate labor potential of this region by promoting quality of life. For the
environmental degradation that most interviewees worry about, some suggestions and
recommendations will be given in the next section.

Recommendation

Recommendation for the government

To facilitate regional industrial potential, there are already some policies being
implemented. For example, in the EEC region, the government has established BOI to
promulgate a series of policies that are conducive to regional economic development, such
as duty exception/reduction, Deductions for qualifying infrastructure costs, Land ownership
rights, 100% foreign ownership property, No restriction on foreign currency. (Thailand
Board of Investment, 2017)

To facilitate industrial potential, the researcher suggests that government
departments should specify policies and try to avoid frequent policy changes. This is
because the implementation of policies and individual policy feedback are often hysteretic.
The government needs to ensure long-term policies are effectively implemented, do not go
backwards and forwards or play fast and loose.

Promote the development of related industries by encouraging increased R&D
investment. Make good use of the new transportation options and lower costs brought by
railways to improve the level of import and export of enterprises;

International economic integration has expanded the scope of the market from
domestic and regional to global. To intensify competition, companies need to reconsider
their own scale and market share in a larger market. It is an inevitable choice to achieve
larger-scale operations through restructuring, and the government should provide
corresponding policy support for this.
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When the government intervenes in the operation of industrial restructuring, it
must follow market principles and economic laws, regulate the behavior of government
entities in a market-oriented operation, improve the methods, technologies, and means of
industrial reorganization, and improve the supply of systems to improve the key The
efficiency and level of industrial reorganization and strategic industrial reorganization.

The respondents’ answers show that under the influence of railways, the allocation
of resources in the region will be improved, the railways provide more convenient means
of transportation and transportation and bring greater market needs and more productivity
development. This process passively stimulated the development of market infrastructure
potential.

To facilitate market infrastructural potential, the researcher suggests the
government provide comprehensive support to local business owners by simplifying work
procedures, optimizing work processes, reducing work links, and improving work
efficiency. For example, establish an open local economic development forum in each
district to design, coordinate, promote and supervise development strategies and actions
through local public-private sector dialogues and implement them. Give local stakeholders
the right to determine the implementation of regional competitiveness development in
accordance with local regulations and value orientations, so as to achieve dialogue between
the government and the private sector and effective partnerships.

Especially when it comes to the issue of corporate credit, various government
functional departments could help enterprises restore their credit, reduce the impact of
enterprises on the market image caused by credit issues, and effectively create a good
market environment to create the best conditions for business owners to tide over the
difficulties especially in the pandemic era.

To facilitate labor potential, the researcher suggests the government improve the
human resource management level of the project, recruit employees through multiple
channels, and ensure that the structure of project practitioners is reasonable: open
recruitment can not only introduce outstanding talents for the project but also establish a
good public image for the project. It is necessary to strengthen the training of enterprise
employees and strive to improve their skill level: on the basis of job analysis, different
training methods and technical means should be adopted for employees of different
positions and different levels. For technical personnel, it is necessary to focus on the
technical aspects, focusing on the development and learning of high-tech; for operation
and maintenance personnel, in addition to a certain level of technology, they must also have
a very high spirit of service, and cultivate employee communication. Coordination ability;
for managers, we must pay attention to learning modern business management knowledge
and skills, etc. To establish a practical employee incentive mechanism, an effective
employee incentive mechanism is one of the motivations for employees to work hard:
different incentives can be adopted for different types of employees. For example, for
unqualified persons, first,communicate their performance with them, discuss and determine
short-term curative performance goals; then provide short-term training to help them acquire
the basic skills that meet the needs of the job; for hardworking workers, they can be retained
in their current positions and passed Salary increases provide incentives; for outstanding
talents, the project should retain, invest and develop them, and provide them with
opportunities for promotion, training and development, so that they can give full play to
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their talents in more challenging jobs.

The researcher suggests formulate a series of preferential policies for the labor
community, the government should provide some training courses and literacy study to the
labor community to upgrade labor skills and improve local labor market information
channels, in order to get labor to participate in the social dialogue and obtain productive
work.

Through the above recommendations, the level of government policy support
in the region has improved, the level of human resource allocation has improved, the
industrial potential and development path have become clearer, industrial restructuring
has also been put on the process, transportation and transportation methods have become
more reasonable, the government’s public image has improved, and the environment has
improved. Concerns about the problem are dispelled, and researchers believe that these
improvements can significantly increase the investment potential of the region and boost
investor confidence. It can also provide some thoughts for the next operation of the railway.

Resolution of environment problems

Environmental problems that railway construction may cause based on the review
of interviews records are farmland destruction and animal habitat destruction and
biodiversity loss problems and traffic growth. (Atash, 2002)

To address these environmental problems, the government should focus on
pollution monitoring, discharge and recycling facilities to not exceed the environmental
capacity. (Upham, Thomas, Gillingwater, & Raper, 2003) The government could
strengthen soil pollution control and restoration, strengthen the prevention and control of
agricultural pollution, and carry out actions to remediate the rural human settlement
environment. It is necessary to implement classified and hierarchical control of soil
pollution, strengthening detection and control.

Comprehensively rectify agricultural non-point source pollution, promote clean
agricultural production, intensify the reduction of chemical fertilizers and pesticides,
increase the comprehensive utilization of livestock and poultry breeding wastes and crop
straws; carry out comprehensive rectification of the rural environment, and promote the
treatment of rural domestic garbage and sewage in accordance with local conditions.
Promote the improvement of rural households’ water and toilets, and continuously improve
the rural living environment.

Furthermore, strengthen solid waste and garbage disposal. Comprehensively
promote the centralized treatment and resource utilization of typical urban waste; take the
lead in establishing a mandatory garbage classification system in national ecological
civilization experimental areas. Strengthen the protection of the environmental governance
system. Raise pollution discharge standards, strengthen the responsibility of polluters,
improve systems for environmental credit evaluation, with mandatory information
disclosure, severe punishments, and heavy penalties; build an environmental governance
system led by the government, with enterprises as the main body, and participation by
social organizations and the public. And the government should balance the work/housing
land use to reduce commuting time and cost. (Establishing satellite cities may differentiate
traffic growth in the core city).
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Recommendations the business owners

The researcher suggests that business owners understand the policy, notice the
relevance of the policy and the enterprises, calmly face the policy changes, analyze the
government’s policy orientation, and use appropriate policies to lead the development of
the enterprises.

Business owners must correctly handle their relationship with the government.
Therefore, corporate public relations departments must do their best to pay close attention
to the news media trends and collect various orders and documents issued by government
departments at any time. The business’s policies and activities may be adjusted according
to changes in policies and regulations.

Encourage actively cooperating with the government and policies and increasing
feedback to the government, if it is found that there are deviations in the implementation
of policies and regulations by the government, the enterprise is responsible for submitting
amendments to the relevant government departments.

Recommendation for local residents

For residents in the area, the researchers’ recommendations are

When interviewing residents as participants, the researcher found that many are
not really interested in government policies and moves, so the first recommendation is to
strengthen their understanding of policies. If inhabitants want to start a business, they must
pay attention to national policies. Because the market economy is largely affected by
policies, such as the stock market, when the country’s policies are introduced, the stock
prices of related industries may face a great change. Through the understanding of policies,
inhabitants can clearly see what the country wants to do in this field, and what policies
might come out in the future. If they can combine these policies to their entrepreneurships,
or cooperate with the government, those entrepreneurs are more hopeful of the government’s
support and help.

Actively participate in government-led training, improve their capabilities to serve
industrial development, and make rational choices when selecting jobs. Inhabitants must
increase their sense of responsibility and rationality when working, and comply with the
company’s missions and values.
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