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Abstract The objectives of this research are 1) study in factors affecting employee
engagement 2) study the level of employee engagement and 3) propose the methods
for enhancing employee engagement of XYZ Higher Educational Institute by using mixed
methods research separating by 3 phases. In phase 1, a qualitative method has been
used to find factors, affecting employee engagement by using in-depth interview of
2 management levels and group discussion of 47 employee were there are 4 factors
affecting employee engagement which are Job Characteristics, People and Social,
Organization Practice, and Organizational Climate and Culture. When employee are
engaged, they will show in feeling and behavior. Moreover, the engaged employee will
perform 3 different levels: individual performance, team performance, and business
performance. In phase 2, a quantitative method has been used to find the level of
employee engagement. The sample is 300 employees of XYZ Higher Educational Institute
selected by simple random sampling. The stepwise multiple regression analysis is used,
and found out that Organizational Climate and Culture factor and Job Characteristics
factor affected employee engagement showing in feeling and behavior at statistical
significance level of 0.05. When employee engage, the result of working show in team
performance the most, then individual performance and business performance. In phase
3, there is a proposal for creating employee engagement. After receiving engagement
result, a group discussion with human resources management team was arranged to find
out the methods for enhancing employee engagement; and found that there are five
methods: 1) analyze the problems in each department to solve it correctly 2) review the
action plan of human resources department used in present 3) create an employee’s
awareness of useful information within organization 4) implement more effective tools,
such as performance evaluation and Information Technology 5) Declare the results of

tools and systems’ usage to employee for clarification and fairness.

Keywords: Employee Engagement in Higher Educational Institute, Engagement Factors,

Engagement Model
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Iihdadesindnunahauudeunusuivdueneinuidouasnguiiiieates ilethludia
wagmiladedidnadonnugniuresinanuaadugaudnu XYz Mensidedaiiua
(Quantitative Research) F1Usznsfe yaainsuesantiugaudne XYZ dmuau 990 au el
gn520aMls g1l (Yamane, 1967) A1uadlun1smauInveInguiieg e uunsuiiuiy
Uszvns Aisefuanandesiu 95% uazauaainiadeu 5% luuinvesnguiiogis iy
285 s uagtitedestumsiananmannsneumaluuvaeunuliauysel fide3aihnsdses
Tnswanudiudn 5% saludiuunguieghsionn whiu 300 degrs Taglinsdusegis
wuude (Simple Random Sampling)

iseadletldlunisiseidunuvasuaiu (Questionnaire) F3delMaannisldunsin
WUUALASY (The Likert Scale) 6 5ediu wniduFSmstaruysvestiadeiidmariennuniiusio
09An3 (eanngidesesnsuanidesnisneutuunans 1 wislsifmeunuuasuanuldidenaziuy
Tusulasdunilslagianig (Fahruddin et al., 2023) lnsdimsnsaasunmuninaieailofililunis
odesnalugusing o di

1. manageuaaiswmsadailen (Content Validity) f3deldlfmssannduas
fideamgludoniife S 5 au sseaeudedinulunuuasuanilifieuaonadosiy
Tonuszand lnellrmdiinnuaenndesseninstamnuiuing Useasn (Index of Item Objective
Congruence: 100) G?QLLGI' 0.6 %ulﬂ (Rovinelli & Hambleton, 1967) maﬂi'}ﬂgiﬁsﬁaﬁwmmqﬂ%’a
finguuu 10C aglutae 0.60 &1 1.00 mneAwd1 wuudosnuiimuismsadadomannse
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1la

2. fuanudeiiureaniesiie (Reliability) Inethuuuasuawluneaay (Try-out) fu
Uszansitlalldngusesng S1unm 30 au ilemauidesiuveeiosile Inflaedosdaduysyans
woanIUeIATaUUIA (Cronbach’s Alpha Coefficient) ﬁqujw 0.7 Fuly wui wuuaeua
fiAnduuszansuearivesasouviaiiy 0.979 shlvkuvaeuniatuiannsaluldi
naudeeesalula

uonaniadesfioflilunsiteldfinisssudofiansmuiduasesssu (Ethical
Consideration) Mluwuvasuay lnefidefinnstnanisinwannudy nslignouanuise
Fonnouldmuemnuadingla uasthnavesnmsifolundiiiauesiofuimsanitugaudnum xyz
dethlulduselovdsoantus whiy

NAAINTIVTINHALATIVHOUANUATUIUANY Tl RIRUUARUINURs A siatuiin

aasuteya waglilusunsudrdagulunmsussananauaglinsieving Usenause

¥
aad

1. admnugu leun anuduazanfesas (Percentage) Wlunsinsgiteyadauynna
YounauiIeEefine UL UM IVILR

2. AAzLuLLAdY (Mean) wagduldeauuannsg1u (Standard Deviation: S.0.) THuua
mnuvsnevestladeiiinadonnuynitusioesAnsvemiinny wagseduaayniuveaninay
Tnevhmsudamnuvnetdiegsefunayniiu

3. melnziidaidem (Content Analysis) dnsutoiauonuzdldannausosig
Tuusiagtadevasdomany et lagunawazefunenaniside

1. myleziifienaaevauugiutiedeninaemnunniiuiessinsueaniinau
m'ﬁLﬂﬁwﬁmimaaaww@mmu%umau (Stepwise Multiple Regression Analysis) Lfiea31s
aunsiansnuduiusvesnlslady 4 Jady Ae Uadeaudnwasau Jademuynrauay
dersiluosdng Yadoduszuueadng wasdedusuanmmndenuasfamsssuesins fidmase
Hadvaugnitu liun sueuidnuasiiruad uassunginssuiuanieen

5. MeATgiedussansanduiusseninaduusiaglieduy sy ansavdusius
ol sdu (Pearson’s Correlation Coefficient) iteszfuanuduiusvesiladunnusnifui
mamuﬁﬁmmmm;&ﬂﬁuﬁq 3 3¥61U flp SEAUYUARA TEAUNL UAZTEAUBIANS

szezil 3 MsAdeBenuatwiaAnwIuINIslunsaiIsAUgNTUADDIAN TV
ninauanriugaufine XYz

fidethaaannsideluszesd 2 inlfiduussiulunisaunuingy (Focus Group) fu
AniffUInIdovnensIywe 91U 4 au warldnTadeuaninideiovessiiuaumunngs
fueranssiuinwinewhluly Tnefinnstuiindessenitamsaunuiiielnismusuteya
Aanseanaadoutiosiian uasidoyailduieseiiaiom (Content Analysis) Lalils
wuslunisasanugniueminauanfugaudnw XYz dely
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NANIIANYA

szezil 1 nansAnundadeiilinadandnuynifusessdnsvaaniingu

idlFnunudeyannnguitediauasiiuinmeiifaion (Content Analysis)
dwmiutadeiiinaderuyniusossdnsvesiinnu namsiiaTesmui naufogalinnuAaiiu
FulWludiamafentuin dadefiinasernuyniiudessdnsvesniinnuanitugaudnu Xyz
ansnsantsoonls 4 du dedl

1. Yadedudnuusau wuiidenusesUinanuiinaderugniu mnduaud
e fsaiuANg Avuannsavesnidnay TuvasifediulSnanudedinnumngay
Lsnnvisedesauiuly agvilininanwisnnugy Janinuesdaudresians kiiinaiy
wiosdanUiinasudednuaseuilivangay uonvndmneuiieuiudassadesih 01
wifnaruausayauanfilvuild (Work From Anywhere) v3emsiinainisvineuiigangu
(Flexible Working Hour) azviliniinausnaulassinyinsuiussanssoll 1ns1gesansnavaues
ANADINITNINUAUGNWUEAT o) YoIntnauls

2. Yadgmuynnauardenuluesdng WUIUNUIMUBIUTIITIEAUGY (AUnis
soseBmIUATUlY) fuimsseAunans Ghumissiuenisuazanuf) unumvssfamthaulasnss
uaziloumnuiinaseaugniuvesniinau Inefudmsynszdudesdinasss a3esssu vy
N13U3MIsIN1sTin Sanuiiueniiuladsasvilindnauiaanusnwasainsy siudades
Walemaliminnulsianinnui mwaninsa uazndondiomdeidefatamuazsiusssale
fuvihaudieliussadmunevesiiunazesdng venaniinisasaussenialunisyienda
fafauddnenumnity nsgiliminmnusinauelawasesnegivesdnisely wenani
msdeansiuninausesinnudmauliliiAsdeasds anudaanienaliudle

3. Uadudnuszuunsdng 917 Buifeu AIeULNY TTUUNTIUTL AMNANIM
Tuanga1Tn warseuUNMIIMLINENOU nUTdRadeAURNTUTaEngU lngasAnTABwdinTg
AMUANINTIIUVRITEUUAN 9 MdenAReIiuanIngsianazn1sueluranaIneig Naee
asinsfsunguiudeulidanu faneuunuivlusuuuuresiuuayldldsuuuuveiiy
doassuiyiiddlauazusegdlalunisvhen venndszuunmsiusy eufindluasendn
wagszuunTRaLmEnaumstaulsdlduasuiniioutu Geesdnsuandsimtinauiiub
anuelaldvesesdnseduainanonazateds agilininauAnemddnfionelauazegiv
psAnsely uenuilonnszuudendniuds msdanisfussuulassadiefiugiu Wy enans
anuivie warszuumaluladansaumnaivasatiuayunisvinauremiinauazdamane
ANuEnureIntnauuiu insedglindnauaunsavinulvussaidwmanglaegned
Usedndnm

1. Jedesnuanmuindonnay Tausssnesdng Useneude Tausssn Teideswesesdng
AnusuA wazusseImalun iy wuindnadeanuyniuvesningmy Jefuusssunas
16



HRD JOURNAL Volume 15, Number 1, June 2024

vssemansiusuuliremdedeiunas iy fanuduiiiules fiamusssesing
fnaenranduniafiondu liuvmendiederd ergeu sziumumisn agvinlimdingy
Aneuinuasynitusiossdns uenaniideidesiifunswesesinsastisigaliinumaiasay
fuesdng Twansiuiteidesiinvesesdnsandinuniousnazyilininauiamiuaingila
flsvinueglusadng

el lewinnuAnenuddngniudessdng nduiesnsfimuAniudululufiemns
AU WINMUIZLERIDBNTIANNENITUHIUAILIEAN YiAUAR LALLAAIDBNNINGANTTY dtail

1. fumnuidnuaziiruad nuimdnauifanugniuszAniedusauasUselov
¥0303Ans Tanuidnifudwesiin Wuduniwesesdns Siauadidauin uazlifiaude
8198NMNBIANT

2. Fumgingsy wudmiinawifarugniusessdng asdanusetu dela vl
M9y wazasinAnddessdns Unileadoidssuaznauszloviivedasdns saufanisuenian
Fowni 9 vesesnsrednunieuen wSeunuunilvauseuiwnatasouivesdng wenani
Fedudduaaziiionsdns nieudiazlimuthemdonsdns uasdnsuianssusng o flosdnsdadu

uenandl ngudregrsdiaruiiui winewifarugniusoasdnsazaineuaulély
JEAUYARD SEAUTIL WAL IEAUBIANT

{ifeTsazuliin Jadedifinadennugniuvosmiingu annsaudsoenld 4 du
Usenausie 1) Yaduiudnuazau 2) Tadesuyaratazdanuluesdng 3) Tadeaussuuesdns
uaz 4) Jadesnuanmindounas inmssuesdns WeninnuAndungniuressdnsud
guAnsean 2 ¢ Ao 1) MuarmdAnuagiiauad war 2) fungAnssy uaziilewnay
NnAnugniuseslAnsia niinuazujifnuazdaeuranuunednsly 3 seiu fe sediu
UARAS SEAUNY wazsEAUanITY

szezil 2 nansdnTauasfnwiadeiidanenugniiussssdnsvamiinay

HANITIATIEVUBYAIINWUVABUNINVBINGUFIDEIT 71U 300 AU WUITYAAINT
vosamSugaudng XYZ Torgsaus 35 U udliiu 45 U annflan $1uau 139 au Al
Sovay 46.33 sosannfoangiaue 25 U uiliiAu 35 9 dwau 87 eu Amifludosay 29 uazeny
tounin 25 U d1uu 6 au Andudosar 2 audidiy TorgeiitulameUfiRnuiuannius
daust 5 U udlahin 10 T annflan S1uau 109 au Andufesay 36.33 sesawmniongusiou
37 ualaiiiu 5 U $1uau 66 au Andudosas 22 wazillongautesnin 1 U $1uu 13 au Aadu
fovar 2 nua1u

(%
a v a

uenanifdyaanslusumisudmihiadmindienla wniige S1uau 81 e
Anduesaz 27 sesaaunAefunise191sd S 74 au anludevar 24.67 waziiunus
Aneldnnsaud / gaeiamingne / ginegeuienismangns $1uau 1 au Anduesay 0.33
AUAAY
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Han1snadevaNuRgIuladeNlinasdonuyniusieaAnsvemingu lnemsiasen
N130ANBENYAMLUUTUABY (Stepwise Multiple Regression Analysis) wuindadesmuanin

(3

windeukaz IausTINesAnsuazUadeauan vz nuiinasenuyniusuaNuIAnLasinuad

'
o w aaa

DUty AYNETANTZAU 0.05 AT 1

A1599 1 KANSVAFBUAAANBENYAMLULTURBU SeninsladedwasornunniuYeaniina
andugauAnwn XYZ fuanusniuiuanieenduauidnuasiruainilessdns

AURNWUATUAIUIANUAZIAUAR (Feeling)

HYadedidena Unstandardized Standardized
siam'mﬁdﬂﬁ'u Coefficients Coefficients t Sig. VIF
B Std. Error Beta
(Constant) .388 .188 2.063  .040*
ANUDNWULIY 315 .041 314 7.601 .000* 1.463
AIUYARALATEIAY -.040 727 468 2.639
TuasAnsg
AIUTTUUBIANT 101 1.817  .070 2677
FIURNINLINADY 614 043 589 14.266 .000*  1.463
LAY IRIUSIIUBIANT
5 Adjusted .
R R - F Sig.
809° .654 .651 280.346 .000°

*ipdudAgnNadanTzau 0.05
a. Dependent Variable: A313xN# (MuAuIAnwazinuaRndneasdns)
b. Predictors in the Model: (Constant), AMUaNINLIAREN, ATUANHAIZIU

YA v v

Aidudilanameuaunigiuladens 4 a1 finadeanuyniussasinsvaminnu lag

=3

NTATIERNIsanneenamLuuTuney wuiddady 2 du fie Yadeiuaniniindeuuas

Tuussinewnns uarladedmudnuasauinanonnugniumunginssuegrelided1Aynisaia

52U 0.05 AIAISIN 2
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A9 2 HANTVAFBUAAANBENYAMLUUTURBU SenInsladedwasomnurniuYeaniina

an1dugaNAnw) XYZ fuANUENULaAIaNAUNgANTTY

s b4 a .
AURANUATUNOANTIU (Behavior)

HYadedidena Unstandardized Standardized
siam'mﬁdﬂﬁ'u Coefficients Coefficients t Sig. VIF
B Std. Error Beta
(Constant) 1.304 .198 6.577 .000*
ANUDNEULIY .184 .044 .198 4.209 .000* 1.463
AIUYARALATEIAY 056 887 376 2.639
TuasAnsg
AIUTTUUBIANT 071 1.115 266 2677
AIUANTNLINA DY 590 045 613 13.023 .000*  1.463
LAY IRIUSIIUBIANT
Adjusted .
R - F Sig.
742° 551 .548 182.101 .000°

*pdudAgnNadanTzau 0.05
a. Dependent Variable: ANy (Mungfnssy)

b. Predictors in the Model: (Constant), AMUENINLINADN, AMUANWLITU

AIdulavinsiiessiiveseauauduiusvesdadeanusniuiulanuiiagn

AMURNTUNG 3 FEAU Ao TEAUUAAR T¥AUTIY WAETEAUBIANT NUTIAUKNITUYDINTNIUNS

AuAuANLaETiFUAR (Feeling) wagdunginssy (Behavior) fiauduiusluiiamadeiv

AUnNaIU TnelAduUseansandunuswuuLNeSaUWINNU 677 wag .682 AUANGU ARSI 3
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M99 3 WaNTATIERAEIUSEAVAadNTUSL UL AU semieanagniuraannauiy

NASIU
Correlation
Feeling Behavior Na9U
Feeling AEVELINUS (1) 1 840** B6TT*
Sig .000 .000
SEAUANMUFUNUS 110 Yrunang
Behavior ANANAUNUS (1) 840%* 1 682%*
Sig .000 .000
SEAUANMUFUNUS 31110 Yrunang
NAIU ANANEUNUS (r) 6TT** 682%* 1
Sig .000 .000
SEAUANMUFUNUS Yrunang Y1unang

uananil {ATedsldnsgrtadoanugnity seduaugniy uazauRiARaIN
AT 9nAaAs (Mean) wavduidsauuanmsg i (Standard Deviation : S.0.) wuiniade
AuanIWInneNkarIRusIINeAnT wartadeaudnuvaraulinzuuuegluseduauin lag
Jadusuaninuindouuas Iausssuesdns fidedowiiiy 4.83 (S.D. = .976) wazilady
drudnunzaiu fanadeniitu 4.56 (SD. = 1.124) lnsvlaestiafedidnederuwiiy 4.70
(S.D. = 1.05)

spAuANUynusieaIdnsveswiinuanTugeuAnw XYZ eeluszdufunn Taede
iU 4.90 (S.D. = 97) Tasilmsuanseenfannuyniushunginssy feedewintu 5.01
(S.D. = .928) uariimsuanseenismnupniiusuamidnuazinuniressdns fanadewinty
4.79 (S.D. = 1.016)

dmfuranuitinainanugnitusioesdnseglussduuin daadesuindu 4.78
(5.D. = .93) Inefnanusyiuingaiian TAnadewindu 4.93 (SD. = 884) SesasnAoNaNUIEAU
yAAa SlFdsvindu 4.89 (S.D. = .900) uazHanuIEAUBIANsilAAsNAY 4.52(SD. = 1.012)
mudU Fansedi 4
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M13199 4 HanTiaerladendaasieninuynituieainsveminey seAuANuEnTY Lag
HaUARINANUNTUYB TN Uan T ugALAN YT XYZ

S18ALLIYN Mean S.D. wuana

Uadeiidmariannuyniiusesidns

ANUANINLINADULAY IAIUTISUDIANT 4.83 98 funn
ANUAN YUY 4.56 1.12 funn

1 d' =
ANRRYTIU 4.70 1.05 funn

SEAUANUNNTUADBIANT

AusantnAnuagyiaun 4.79 1.02 AN

B GIREEY 5.01 93 AuN
AaAsI 4.90 97 AuN
NASY

JEAUUAAR 4.89 90 AN

SLAUTIY 4.93 .88 AuN

SLAUDIANT 4.52 1.01 Aun
AaAsI 4.78 93 Aun

=

szee?l 3 wan1sAnwILUIMIeNIsEINAMUENWU TR UWTNIY

N

Reladmansfnudadeidwmareanugniuniidaiogluaniunisaunuingy

e

(Focus Group) fluptueusmsiensnensuued 1w 4 au egldidenyssnudenay
AfAnadugeesusarladonndulssfiuaunnngy Fedemanuusazmaiuazuszneveglu
Uadudoy q fIdudanuinlunsiauianugniuvasdesimuiwasniwumidliaseuaquiv
Ussifiutodnuiomeuestadososdu q doliAnduanunniusgnedsdu

Hadegosvastiadviidemaionnuyniudessdnsvomiinny Usneusme masuuny
Deides Qudiewde arwimmiiluny ssuuiauiunaedous uazfedunsuasroutieny
iy Sseusodenesiwuamsenulédsil

1. thdutonides “Amauuny Heides Suvaemie” aotugeudnu XYz dns
Usuugsatannisdmiuntnoududsedmnd eldniinnulduatainnsifduuasifiuia
wntu Jagtuatainisveandnenluaoniuiimuaenadesvioganiisvluede o
ﬂwaw%’wmﬂiwwﬁlﬁﬁu’h{]ﬁaLéaaﬁLﬂuﬁ%ﬁaﬁﬁﬂﬁzymwﬂé’uﬁuﬁu q Afosfiarsantunn 9 3
Fauuamslunisudluszifudsngn dremiwensuysdiaueiflviinisaiaanudlauay

'
a

nssuilitundnaulasunsuiunyjifvasdandnauldsudedisuiuusenaeluese
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dmiuEesduneu Awauwny Jagtudeninensuyudlaiin1suSuugpuRunouroantnay

1o
o |

fisniunarilvigedu fnsdudidumad viedudluFesnandvesindnuiisduia
nsfnwuazfeInsainsy lnefinanisiseuegluszauifesidon Adwifiasandutadey
Usgnounsliduieufiusnntudeduiy udminfansuldinsufunariuasgualutaded
ity winuflianeusuiiainn dwatmadidlafisshunuivantuauimandemengny

2. UadvdoniFes “armfnautiluay” dosfiansananlassaiavesan i lusumis
i3 9 FananTulinauuanufnninlfegndnnu uavdlofinnsannnlasadwe e
Ragdiumisnsideutuiitanu arlevtieudlulymlulsuduidie nsadismnudilalii
winAshumisutgtusasmadivlalumesnuluomanitdumenusues Sumenuvie
vidnluede dWeliAnnsuidoyaluaniie uenanddessuiunsusssduiusifeiutoya
AnianTRLazinslunsdeusutslininnunauldsunsudeyaiontu axldliiansiug
foyaiifin 9 iomsaaniosemiinmu uenaini msUsuifiunsdeutudeusumisizsios
lugsruunmadoutulumisnuvemiinmy wsgruilufanaiifaniuasnihilunsussiiu
wazihiaueludniine feheninensunedieinslinssuimmsiuiafifismsadielian
1A531U ANussssaLaraelusslalunisdindureanisussiiunisideusiumis siluds
nsfeansteyaluyn 9 Junouvesnindeutudeusiums uismanisfinrsandouriamana
dmiuyanaiildsuidenuazynaaililéfudoniiedesiuliliAnteasdonazAnnlungy
wifnau Faaznandliiudseulusddauandusssy wagnsdeansienszaglulunn q sedu
Auviisesesdns WislAnnsiusee i

3. Jaduifos “szuuiamnuazuwasBeul” Uszneudedadudes o1fiwu 1) szuu
Wanaussauzveamiinnulyiaenndesiumumisny aadun fszuumsudmsdnnisiend
“syuuWAALTINLE” (Competency Development) Svagiitngnuuimsnagnduazuinns
Bugiidumaduvdn waziausliiinisnsaaeunslinansiuulsziliuegsgnioaiiolfiin
Uselomiuaniinaugean 2) aantudalviiinisiineusufinsefuanusioinisveswiinmu fsaady
1 amviadalemalsminauldludhimmstineususiuunnitanisluuas meuenaniu
uazfinsdnassutszinalunmadineustlineyanasgudr 3) gunsaluasiedesilomnza
somsldinu an1dun Iihnsdnteuasdsuedosmouiinmesliiuntinnuiomnvesanity
Sovdosudn Welmneanfugaasiouaymavihaulutagtumniu uitlymidesarumangay
vosgunsnimsvinuiennagdesfinsandunemhemuiudy wu ausvtearninidedld
gunsainfnunmgdlunisdansounisasu dhevinensuywdfasdluasadnuasaliuayy
Tuduitannsoild vieFedfevinmuiiusnmzesnld uiuninugliosnld Adosiansandu
wiheay 9 1 4) ssvumaluladansaumaiviglunsvirenldegenuiu deniweinsuywd
Lianusadidunsldifissmbenuier Wesandiemaluladasaumavesaniusimogi
AudnansonAaLiisuity winsaeiuansodisianalunarsuulunislivinmsvemns
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T wazaeun avaunsadunszuendoslunistusstammeluaadusemhenunansld
5) anuivihaiuazenn azaan Uasadeldmuunsgiu duduFesinisaonduldiamumneg
saLfios enfitiu anndeuusriuiidifeluanitu enasaensn Hufldunarsiivhansaudy
Budu wsrariuluviadesfifindum wu euvasadelunistimouunisluanidu
dhensnensuyudfaglumdudmauiifeidediifininnisauiduias inwianulasasde
1N

a. YadudenFos “AosursuazvauwauiaEy” mehenineinsuysduagiy
wovh msardimsduunuarinmgiihdiivionhseladdauldfaeldludesd et
idnluunladgmldnsegn uagldausuumisimstimssduamilml welfausoingzsild
MnsruumstuneladineliiAnanugeen duderlusfiniiniadeunszuaunmstumeunmsyinny
1iBeusosud uildfimsinmmuuazusuaiielifituisauehensinishiuneunisvha
wmumuBneds uazudlutumeuiigaenneenly

nmsaunungaluszesd 3 fidvannsnagiuuimslunisainesraunsaifialaded
Ae Uadeszuuinuinasunassous aondus Imsainlivauseuiesuailunainvaieianssy
W 1) Fesvesnsaiiszuuiannanssouglunsiannauldnsmumsnuaziumiany
2) mawsusudszanufiomstinousaisnelusas meuenanitus 3) msdamgUnsaifivangay
Funrsvieuvesniney wazinifnlusesnisdiluinsandynveusazmiieauly
1) YszanumhesmsSeuTiniiAnafudmivssuumalladansaumel iaduayunisihaules
fatu 5) mawmugiviminigluanituewaiesauiisagiiuifianinwnadouuas i
1nBetu wazarluguadesaudaondtlfunndudmiunistulsasud videnislouuniely
GRRPY

uenNTan g msimamumuuazaiansiug nieuiinsUssnduiusednaiis
Tunnsedusundsnudmiviademedusuazvoutsnudnnu Jadeameuunu oidss
Suthemde wartladeninuimiiluny esmnmhsauninginsuyudlddnisduiunig
dnsuiladedsfindrimnegidulssdmunihfiuazaruivinsey 017 ddusazdunouves
syt luusasununegieinny uwidesdinmmumusnasudieutlutiymildogansaa
dufudosdnosuisuazvauinsnuainu vietateidemosnouuny Weides Gutemde
Fetlagtiumsantu Tifimmumunszueniuioudmiudumising q hiuluasndeus
wazmsUfTRLUUA T uAUNguUTIN Tnslirneuunuiigainingsfsussamidendu Teya
fanamil wiinmuynaueegldlisusidaitanis Sesdimaussmnduiusdeyalvisunsuoehs
vl dsnsussrdiuduasudsdeyanderimananinuriniadeusumidunn 4 duney
dmutiadoenuimihlus ielilvwinamuAsdemaunazulufonnulusda

fAfoasUuuamdlunsadsmuygnituieasdnsveaninmuanitugaung vz dail
1) melengidgmiluudagnineny Wenisuflulingga 2) menumuASnsdidunu wu
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Abstract This research aimed to investigate the mediating roles of informal learning and
subjective age in the relationship between workplace fun and work engagement among
older employees in the private sectors of Thailand. The study was conducted by
collecting data from 208 older employees (i.e., between the ages of 40 and 65 years).
Data from the online questionnaire were analyzed by using descriptive and inferential
statistics, including mediation analysis (PROCESS macro). The results showed that
workplace fun was positively associated with work engagement (3 = .64, t = 7.188,
SE = .09, 95% Cl [464, .815], p < .01). Informal learning was found to be a significant
mediator between workplace fun and work engagement (3 = .10, t = 2.860, SE = .04,
95% Cl [.023, .196]). However, subjective age did not play a significant mediating role
between workplace fun and work engagement. In summary, informal learning partially
mediated between workplace fun and work engagement. When workplace fun is high,
older employees are more likely to show higher informal learning, thus leading to higher
work engagement. The findings provide implications such that organizations can design

fun environments in the workplace and support informal learning for older employees.

Keywords: Workplace fun, Work engagement, Informal learning, Subjective age,

Older employees
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yaaslunsfoud nsiuileduaniunisaifilildmafandeu viowmnisaifiistulunuduay
dwmalfiAnUszaumaninisBeusfiiiunndstu uasfumaouslns bidesdlasaiauassndo
wuuusy TunaeaniumsallunugSeudiansadmGouiuasdenenysraunsaliugdu ile
uensAufuazinueildsuiilensuaussingUszasdvesusazyana uazlunguiiiousanay
ieannisFeusedialiidumsnisdlvg dulunuanuadinslonazegaelinisaiunm
vosusazyana Jududsdfyfiazdosinnsannudnvausvesanimindounsinuiieuillg
m3Feuiuuuliidunienis (Noe et al, 2013; Watkins et al., 2018) 91NNIFNUNIUITIUNTIY
WU Noe et al. (2013) lauusesrusznouresnisiteuduuulidunisnisesndu 3 a1 leun
(1) M33eudaniies (Learning from Oneself) anefs MsagviouAniisnisifieusulse
UsgAnan1mn1synauuasnIsnaaeadisnisiud 9 lunisujiinunuainusulinveuvenu
ultlunsvhaudieliiAasadnslumauin (2) nMsBeudaingdu (Learning from Others)
vangdis nslimeuiuiteusamuazisdudiieveruniiuieaiuinan sansufifeu
finsuinwmzeifeiuundaln 9 wazFoudimaluladlvl o waznisivuanagnsdmiu
MsUFulgsEdvBammsviheu (3) msBeuianunaduilildaindayana (Learning from
Non Interpersonal Sources) e 13w Auat Inumassng 1 iesuuuveeulatiuas
dodeun wlelsilsunBsmnuiuaginueln 9 Wy nmssudedsiun Sneans unarudanded
wazmsfuuvasdeyaiidulstlevimedumesidn 1us

fatudloosdnisldatiuauuusseniaauaunluaniuiivhan yaainsiidasgluns
dndulalumsvhauuarannsadensuuuumsdemsuasiufauiusiufioumamurunsfous
wuvliidunemsiiodunislelenaliyaanslduaniudsunmy sinve wazuszaunisal
smintuiieyiuuslszansainnisvinanu Wunsafuenufisnelalusuuazisagsls
othauvinTedeudmaliarduamugniulunufiuiu (Tews et al, 2017)
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91999803 (Subjective Age) 9181980 IdY vanefis 018t TUssiiunieustan
Uszaumsaldiuyanainnisiududauszaunsaianuunesiiiunndsiuluveausazyana
lngrmunsUsEiumesINANNIanLazUstaunsalvesiiuarafesiiongseunivieiieny
uAndudlewSeuiisuiuengnatiufiu lngergnednidelilinudnvusnmginssuduyana
(Trait) witfiun1gnadnla (State) fldnuazlanziueuiazyanaansadsunladls lng
o1emedmidedinsfinuidesyindiound a.e. 1950 (Barak & Stern, 1986 $14fislu Teuscher,
2019) Tuthgtuiins@nuniiuaastiiuingaeoigdnivgdnifiesseunitisunnnitluedn

Kastenbaum et al. (1972) leuusesAussnavergnieenide sandu 4 du leun
(1) eAUTENRUAUAINIEAN (Feel-age) B8UNEANAINITTUIAIUNTANTRIIENBRIdERBD
auURTL (2) esdUsznaufuzudnual (Look-age) aBurBALTINNsTUSiRLafuUdnYa]
YpsgMInidusoymuTUfu (3) esdusznoufuAanssuiiviiluanuiiviiaru (Do-age)
oSuemufimssusiRntuianssuegmesiidusongauluifiu (4) ssdusznausuam
aulaluan1uiiviia (Interest-age) e5unsanuiansiuiasiaulaluanuiivhnuSeudioui
918U

9819l3NALNUTINTWUITITe Y2901 (Older) AU yaaInsa1qla (Older
Worken) fiarmunnsnsiu nanifedgeengfinasinsutasegld 3 9ae el dasgeengneusiu
(The Young-old) f@1gUszanns 60 f9 69 U ¥39a9018maunals (The Old-old) dengusysna
70 4 79 T Y19g901gMauUa (The Oldest-old) Ho1gUszanm 80 TAulY drunmusinisuls
Puegvetyaainsela hifimsuudlimeduasidisoigiuauniats dwsunsidoaded
fAfomneTiusanuiiionsdiue 40 8 65 T SsogflurasdivgyTonaseuaufeasfonoudy
aaﬂﬂﬁaaﬁumﬁﬁﬂmﬁmu (e.g., Goecke & Kunze, 2020; Weiss et al., 2022)

fetudleynansonlaufoinunieldammaynluanuivhauifoduanimuadon
Tusudauinazderaliunainse1jlasuiwasUseiliue1gn1egnideuesnulosgaunin
01U waganusaiinsgiuamurniulunlunguyaainseldld (Ye & Post, 2020)

ABANLUNTIVY

AT IuNTISEUSua (Quantitative Study) laeluns@nwn o drananla
nawils vioifunsifeuuuinung (Cross-sectional Study) wagltguuuunsideidedisg
paulail (Online Survey Design) Lﬁaﬁﬂmmmé’uﬂ’uﬁ‘iwdwmmaﬂgﬂiuamuﬁﬁwm
Aoauyniuluy uazdndnavessuusdsiunsiteuduuulidunanisuazetandnidy
sonuduiusiindn Seissiunsidesai

GGEITeBERE

nauegsiivhnmsfnwluadaifeypmnsfiufiRmusssuuudunatuuisnensy
lulsgmalnglddiaussinmapamnssuiasiiangsening 40 3 65 U
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n1sAwIMIIAYeInguRIeg1slunsidelaelusunsudnsegu GPower 1adiuau
nauii0E1e 138 AU egulsfnulidsliusurnnveanduiogaiiutuenatios evaz 30
ohslsfimudiduliAvsunduietneiau 322 au ietostutofisnanaiienafstulusswing
mafiudeya uiiiiiifrounuuasunufiiiunasinisdnoen St 208 au Anidudesas 65
NI WADULUUADUN T LA

[

NSWAILILALATIVFIUAMNTNUDINIATIN

vasninsvesyaliinsinaninidendudwesnasin §Adelfinnnsin
AfFuatunwidinguuinvaiunuinelaefidorvignisiiunimfeisnsulaniw
WUUgDUNAU (Back Translation) sunann1suiannsinn1edaninen (Tyupa, 2011) seanni
fideinuvaeuawildlulinguiedaiionaasddiuyrannsuazsimihauiiufoRemiluuisn
gnavnssuNARud e euAuimis msiuuiean 15 au iesiurudedaiiuieaiu
LUUAB U WU Aanufifanufiniy Lidhla fianudiudeutudeduvielidau Wusy Tned
fnguszasdilonsraaeuanuidilavaniwvestedinnn dwdunsifudeyaifuuvuseny
Frenues (Self-report) finsnsavaeuamuiios (Reliability) vos195in 91nn15HATI%
Arduuszansanduiussznitademauudardofuaruuusiuvestoraiuduluunsia
(Corrected Item-total Correlation [CITC)) Tnewnausivizensuldde .30 Fuly (Cristobal et al,,
2007) Ua¥N19ATIEUAMITIBIInTInaNNsUsEum A uanadosn gl fin1sanann
AnduUszavsenseuwIALear (Cronbach’s Alpha Coefficient) Tnelnaiviseusuld Ao .70
ulU (Cortina, 1993) Ineunsiniseasideasadely

ansiaruaynludauiviey dwsuinesinnnuaynlunsie §ideldnnsia
fifmnlae Tews et al. (2014) Uszneudedadany sy 14 4o fregredoron wu
“Wousimrmesiunariuinludassituuennman” lnewas i dnsssdiuiuuuaim
(Likert Scale) wuadu 5 sy daust 1 - 5 el 1 vnedls ldne 2 el wivaslding
3 maneds wonaglieene q fu 4 el weegtosads uay 5 muneds weidudsed
Tngmuindn CITC ogjszning 257 - 728 Inederanuded 7 “iousmnuvesdulasdudoiauiu’
fientiontian Ao 257 Fslaishunusifivousuld wiistinnsdndemanlidmalimduyssans
vosnsouIAkoavdAfigetu fitedafudamonudly dwsumduusyavivesasouunauearh
winfu 89 Bsegluinausineeniuls

wnsTannugniuluenu masiarnusniulunudifidedanldfe Utrecht Work
Engagement Scale (UWES-9) w84 Schaufeli et al. (2006) Usznaunigdaniaid 31U 9 98
fhegnedarau Wy “vasfiduwiinu suffndudeulufmends” Tewesindldinisussduen
WUUAASY WU 7 seiu daust -7 oell 1 st e 2 vanefls wnuarliiie 3 vaneds
wiu 9 A% 4 mneds welduuieds 5 mneis Yeeads 6 wnedls Yessnn waz 7 waned
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wendutsedn Tnswuinen CITC agseming 331 - 752 uasilenduusvavivesaseuniauoayi
Aty 89 Feagluinamifieeniuls

aasiansBeuduvuliidunems @ideliunsiaiiaules Noe et al. (2013)
Usznausedonn $1uau 3 4o shedederau wu “Suinsuanidsunnuiiuimiihny
vosu” Tneanesindldinisussduduuuaiasm wadu 5 sedu daud 1 - 5 fail 1 maned
lsiiy 2 vaneds wnvagliiae 3 vanefs inouarliinewe 9 fu 4 mnefs insoguosads wa
5 mneds neluuszd Used nenuindr CITC egfsewing 289 - 529 Taededanuded 3
“linagnsuuuassinassgnifloBousuasiannnisiam” davwesdign fe 289 dalisninosi
frousuld uivistinssatodnuliidsmalianduusyaniuesaseuuaueandenfigsiu §ide3e
Audamanuily dwsuaduusyanivesaseuuiauean wihty .73 Feeglunmrifivonsuld

WnTIn1EeN199nde (I38lTunTinegvesdu (Age of Me) 489 Barak (2009)
AN Kastenbaum et al. (1972) Uszneushederam s1uu 4 4o fegrstorman

warindldnsussiduauuuaiagm wadu 5 sedu dud 1 -5 daud 1 89 5 fadl 1 vaned
20UNINIERLNUIN 2 MHNEhs ABuTIEBUNINIY 3 wunedls Windueyswuduiuvesiy
4 e dewtnawnndnde war 5 nanghs uindrivegaann laewuiidl CITC agsening
439 - 597 uasiianduUszavsvesnseuuiatear Wiy 73 deegluinausmifiseusuld
fuusaaugu nnsanulusindinuuimuin suvissuinansenuiunsFeus
wuuliifumsnsuazauaynluaauivihau nanfeusazdwmisnuisnnslunsdndula
Tua nsaduayusaznseyg e g laderudyniidnsulunsBeuduuulidunenisuay
anaynluaniivinenldlivindy o1edsmatuuiunvesmsnisGouiuazussgslalunsGous
vesyaaIns (Noe et al, 2013; Tews et al., 2017) Sﬂﬁmnzqsumwa'qmaﬁ’ums%’uﬁuazmi
Useiliuiieewee1en1aenidy uqﬂﬂaﬁﬁmazqﬁumwﬁauysdﬁqLm finvgsuiuavusiiiuniues
gountegnuduifiu (Kunze et al, 2015; Nagy et al, 2019) Aufufidedslévinnisrimun

(%
[

mkUsauAudmsunsITeluassll Ao Aurisy wae AvaunIw

nsATeideya
n193deluaseilldmsiiesgvideyanieads dwdeludl (1) mslienginudnyue

9
(%

AIUYARAVBIRABULUUADUNIN MIENITIATISVATATINTTNN (2) MTIATIEAIaTATNugIY

YauuUsnanluauddy laua Arazuuusiga (Min) ArAzuuugasan (Max) Aade (Mean)
drundeauunnsgu (Standard Deviation) AnAa1uky (Skewness) wagA1AI1ulaAe (Kurtosis)

(3) MAAATIRAENUsEANTanduRUS (Correlation Coefficient) vassuUstitoAnwiAudunus
senenUsvdnuazAanuazaduuana (4) Watfeyunulunsineiiteyinisnaaeudviana
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voamUsdwinulagldads PROCESS (Hayes, 2013) Tulusunsu SPSS Tunisiiasngiannudunius
LuuannegnilBnsnadnmuUsdsin lnellnansiiasigideyanudiu fail
HAN1TALATIZRTaYAMNANAN BULYDINGUADEN

¥ v 1 o

Ainsddediua 208 Au wisdumAwie 909U 85 AW A S1uIu 123 Ay

(%
Y | =

Hugiflongsiaust 40 e 65 U lneforginded 46.15 U uazausaudn Anidufesas 49 fitrsuide
drulngidisanisd@nuluseaul3geyns Andudesaz 51.4 1Wuyrainsszauufuianis
Andufenay 58.1 Feaglugmamnssuniandn Andufesay 40.9 ey dnlvgfongudou
11 fis 15 U Anludeway 24
wams%msqzﬁﬁﬁaﬁaﬁugqummﬁaLuJ'a'
MsTziAaRRt LTty Wun Anade (X) dmdenuuannsgiu (SD)
A (SK) uazAnales (KU) TimguszasdiiieAnydnuagnnsianiaauaznisnsynedoya
wud1 anvaynluaauiiviian Janede 3.44 drudeavuansgiu 69 anugniulusy
fiAntade 5.00 dhudeavumnasgi .97 msGeuiuuuliidumanis fidede 3.66 dudsauu
WMSg 52 91gnediideiidniads 2.59 dudsauuinasgiu 61 uazguanizaumdndy
fhudsenuaa flenads 336 dudsnuuasgiu 076 Wefinsanmautvasiiud s
Hradunuin drmnsiegsyning -1.59 fis .76 Mudsdnlngifdnuaidine wazilofiansan
ArpalasrasFny savaanyn ArnulasiiAnegsening -52 f1 -1.69 usiileofiansan
AratiiagaaslddeglunusinoesulalnsmamnuiuasAauladlsiviu -2 uay 2
(George & Mallery, 2010)

N153ATIERANNFNN S VB IFILUS

MsiATeirdulsyAnsanduiug (Correlation Coefficient) wosiauUsiilofnin
AdiussesiulmanuasAuAN vz UARALARY A HAN1TIATZLERdlLI uUs

B= (% (% s

wiazalAanduiusagsening -.01 89 .52 Famunganulaindeyanldimseilidddym

Y
;% a

AudTusuduguindy Wesnlaemillud fmusdlanideanduiusiviiunseuinnii
80 onnuinlymiudsianuduiusidadugaauiuly (Hair et al, 2010) Nan13ATIEA
gaandliiiiui gndiaanduiusgenanfeguesanuauntuaniuiinuiazanugniulumy

FANANEANFUNUSLYINAU 52 (HANNTIATIZHEANITI8ALLDLAIUAIIT 1)

37



Volume 15, Number 1, June 2024 HRD JOURNAL

A1519% 1 AnduUseansanduius Atedy wavdudeauunnsgIuvesiillsuaniun1sive

Aauus 1 2 3 4 5 6 7

1. pwaynluanuivhay -

2. Al VA

3. naseusuuulidunams 45% a1 -

4. 9IENNEN I 20" -09  -20% -

5. AMTFUNN B9Fx 33 5% L 20™F -

6. a1gUTUL 13 a8% 03 13 06 -

7. HUUUSY 01 08 A7% -00 -04 -01™* -
X 3.44 5.00 3.66  3.36 500 46.15 -
SD .69 97 .52 76 97 5.18 -

VB : N = 208; *p < .05, ¥p < .01; siunussnndusiudssudiu (Ordinal Variable) g

a wa

1 = shuvdanidnausgauduienig, 2 = dumiaivtiey, uag 3 = duniEdanisseaunu

NSNAFBUEANNAFIY

NAIINATIEDUNANTIATIERANNFTUS Yo danaduUsdesuluUIUIUNU I
Toyalulumudennadiunsiwsziluea {Adelannudunsieszianuduiusnistuius
iy Tngldidnds PROCESS V.4.2 (Hayes, 2013) Tulusunsu SPSS wiodasieviaudusius
sewinenuaynluanuivihnuasanugnivlunulasiinnsSeuiuuulidumanisuazeny
medmideilusmuusdsminuuasifuusnauau 2 fuls Ao AWIRNULaZAIZEUAIN 91NN13
AnsziaudiiusveslunasulsdsinuansoagUnamuauigiuldsd

n53LAszBNENaNIInse (finrunuavEwavasiauUsdN1L)

lemunuBvsnansdouvesiulsdsuiammldug nedoufuuulidunionis uay
DIgMendEud NI Tslananisiden Ssinuavinanmsdluaudiiusserinanuayn
Tugaufivhanu wazAuyniuluauedaildydAynsata (B = .64, t = 7.188, SE = .09,
95% wastasturudeiu [.464, 815], p < .01) Bsanusaesurgléeuaynluaniuiiviney
fanudiusluiianeuinduanugniulunuresyprainsenila

n1svadaufIwUTEIHIY wazn1sAATIERBnENaNIsSaurIun1sEauiuuuliu
M43

iAfoianeideyaladliiBnisdunguiiena (Bootstrapping Method) Tunismaseu
Svswavosmadusudsdeindunsfinuaiiinodontmuadunduiiedieian 5,000 A
Femanmsianzideyanuin msGeuduulsidumensiduiulsdeihuviesianinamadon

o w aa

sgrinAnuauntuanuiinnu wasanugniuluuegsldeddgmneaa (B = .10, t = 2.860,
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SE = .04, 95% westsdunrmidosiu 1029, .196)) mneaarin naeuduuuliifumans
Husuusdasiiuuisd (Partial Mediation) Tnefiavsnansdouiiansnsneduienmdusius
sewiemnuaynluanuivinusazaugniuluny nanlddn anuaynluaniuiivinay
fiawduiusnauiniunsseuduuuliilumanisuasiianuduiusluiiamauanduanuyniu
lusuvaayransanla
N1SNAFBUAILUTHININ WAZNITAATIZVBNSHANIToNHIUDIENIIN I
iAfeAeseitoyalagliiBnsdunausegieh (Bootstrapping Method) lumsnazey
Svswavesnaduiuusdsinilunisinuadsdl Tnedendmundungudiegneionun 5,000 A3
Fanamsiaziteyanuinergnednideliidusuusdesiumiolilidninansdenszning
ey nluaa vy uazaugniulua esntswesnnuidesiufianng 0 FaiuBvisna
N300 LANA1N 0 (B = 0, t = .696, SE = .01, 95% vestistumudesiu [.047, .022)
nMsdaseilanasauva iU aun
lumsidunssiidethsvinamuduiusveshuumndansulliee aansasiudiu
asungszauANurniuluaulade 33% nd1afe msSeuuuvliidunansdudiwlsdain
SvBwamuduiussewinienuaynluanuivhaunazaugniuluaulunisuin (Lansa
MRl 2)

A5199 2 ANDNTNIINTILALDNTNANIID DUV ILUSIUNISINE

95% ClI

ANDNENA B SE ClLower Clupper
3vSna9n WPF fifisie WE
8NSNaN19ne (Direct Effect) .54 .09 464 .815
Sviswamdouaviun (Total Indirect Effect) 99 .04 023 196
dviswan1soou (Indirect Effect) vodurazaakus
WPF —» IFL —» WE .10 .04 .029 .196
WPF —» SA —» WE .00 .01 -.047 .022
AavENaIvLA
SvisWaRIWINA = BYIBWANIAT + DviswaneSey .64 .09 464 815

newe: N = 208, WFP vianedis aanuayniuaniuivinay, WE wunefia aanugniulueu, IFL
wneds Msseuikuuliilumenis, SA vaneds egn1eeeide
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NANSNAHRBUANNRAFIY
MnmTiaziaudiiusvesdunadulsdehuaunsoasunamuauugiuldrad
aunfgiuil 1 envaynluaniuivihaudianuduiudniavinduaugniulus

Hlomunudvinavesiulsdsinus 2 fulsuhiienudutusdotuogeitedidymaada

(P =.64,t=7.188, SE = .09, 95% vastistumudesiy (464, .815], p < .01) ANNANITNAADUY

aﬁuaquauuﬁgmﬁ
auufgiui 2 msFeufuuulidumensiduiudsdriuszninenuaynluaniud

nuwazanugniuluau (B = .10, t = 2.860, SE = .04, 95% vostastumdesiu [.029,

196]) MNWAMINAFDUATUAYUALRAFILT
aunfs i 3 ogmednidelaidusudsdsiusgnitennuaynluaaiuiviniauuay

arugniuluu (B = 0, t = 696, SE = 01, 95% vasrsdunrudeshu 047, 022)) 91nua

nsnaaoulslaiiuayuausfigui

nMsaAUTIENa

fAfulfeAunenansitelasutmuamnignu feil

sunAgnudl 1 anuaynluaniuiivhauiinrwdstusmsuinduanagniulua

NaNTIduatuayuaNLAgIu 1 il \fosmnuanifidewuin auaynluanuivihay
fanuduiusmavinfunnugniulusuegisddoddymeaianissdu 01 neleduussans
rtudivintu 64 e maawaynluaauivinnusgluseiugs yaansenlaluesdnis
fuunlierenussduanugniulunuigaruiy luneamssiudin dvinsefuanuayn
Tuaanuihauanas sefumuynilunuiunlimozanasieogudiu

idgBanguitetunsaslununazninenslunulunisivuanseuuwifnlunis
o wazeBunelein amnuaynluanuiivihauFeuldtunineinslusm Job Resource) fianansn
dinseiunugnilualfegnediodfamneaiia (Bakker et al, 2007; Demerouti et al., 2001)
FawaniTeluauufigiud 1 Taenedosfunanisitefiinmn inuaruduiudmeuinseaing
awaynluivhanusasaayniiuluny (e.g., Plester & Hutchison, 2016; Tsaur et al,, 2019)
Tnwoadusznautis 3 fuveseuaunluaauiiviheu Wi (1) Aanssuiiauniidntulaeesdnis
(2) Mahdaaufuifiousinau wag (3) msatiuayuaingdamaiiemnuayntigainausseinie
Tuivieuidusunilduientu nsefuliyaanssdngniuluamumniu (Tews et al, 2014)

sunAguil 2 maFeufuvuliidunensdusiuusdsiuseninnruaynluaniud
Mauwazanuyniuluay

HANITITEaTUAUANLRAFIUINNTNAFRUMLUTdwiY Tneideidenlydsuwuy
AudNTUsvIiUTARULUUTIIY (Model 4) nan133denudn nsseuduuuldidunians
Jusuwdsdeiuuisdi (Partial Mediator) tnenisieuduuuliilunnisiidnsnaniaden
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seANduiussznineauaynluaniuiivhaunazanugnfulusuided fymisada
(B = .10, t = 2.860, SE = .04, 95% wastastumudesiu [029, 196) anpAarin NMaous
wuvliifunansidusuusdaiiuunsdiu Tnedidvinanisdendianunsaeduisanuduiug
szrsauaynluanuivhauuazaayniulus nanfe mnuaynluaniuivhauiiaoi
duiusnisuandunisieuduuuliibunisnisuarnisiseuduuuliidunsdeiudvinase
auananilunuresynainsenlasgaiituddgmeaia Wleyaansemlalussdnisilszsu
audlunsBeuduuunisdeuduovlidunianis feninesddsznounistoudainauies
nMsFoudannyanadunaznisiFeuianunasiililisiyana yaansinflanugniuluay
figenndu nmeldussemansFouiuuulidunmamsluaniuiivha

nsseuuuuliidunenisieuldiungingsunisiiaudegn (Proactive Work
Behavior) BaiiuidesléiungAnssunisuduamunuman JO-R Model m3eusuuulsidumanns
ffgnuarsBuanndiyaainsenlalumsfiuniwensluseduyanald ndnfeyaainsenila
faasrlunmsdnaulalunu smfmsthenuiuaginwedldsuannsSeuduvulsidumanis
tanmeloullunuifiedanistudeFensedunundousisusvnilidrfuanminadonluay
Igeghamngay nsSeuiuvuliilunenmshidiswnandesondeddunuld wiluvaeifeai
FadunalnduindeuliAnanugniulusmls Wesanmsuunudnivgfiyaainsesnuuusn
Frfumnenaziduiududisufuluaduannssuiunsluny fuduesdnsmsaiuayulmian
nsBpuduuulsiduneniafeduluesdnig

auuAgiuil 3 engnedmidedusiudsduinusninennuaynluaniuivhauuas
ANUENITUluY

HanIdliatduayuanufigiu nn1seaeuiwlsdsiulaggidedenldsuiuy
ANUFNTUSVR IR TAIR I UIUUYUIY (Model 4) KAaN1TIATIERTayanudn 81gn1ednide
Lidusuusdau nanfe eigneemdeliaunsaaienendndnanisdeussninsmuduiug
awaynluaauivinuuazaugniulua esntisesnudesiufidiagu 0 Fatudvswa
N300 LANA19N 0 (B = 0, t = .696, SE = .01, 95% vestistumudesiu [.047, .022)
NnMTingiteyanguieaduyaainsonlalussdnsiufiRnuneldanimuinden
wazusssdlussinsfifimaiemyuiuluaniuivinnuiiaundmaliyaainsonlaiusimues
Dudrunilsvesesdnislasannsouansanuniiiulaziaueisnisufvau sudadienen
Uszaunmsalliifuyeannsitongtiosnitluesdms wainslignutsusnuierasulunisdidoy
Aanssuiidatunisluesdnig animuindouuazusseinmialusunuiuanafivesyaains
nngavieluesinisdendmananisuitinislidenufufduyrainsenila egdlshd arwuaun
Tuanuivhaudeduumajiinssuiuduniafelagliuvuenmaeigunliluesdns
(Age Inclusive Human Resource Practices) dninfluninennslusussivesdnsidenlosypanns
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Abstract This research entails research and development (R&D) with the objectives to
(1) Development of e-learning courseware to enhance logical thinking skills on basic

computer programming for grade 5 students, (2) Evaluate the effectiveness of e-learning

courseware to enhance logical thinking skills on basic computer programming students
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based on the E /E  efficiency criteria (80/80), (3) Study the Effectiveness Index (E.l) of
e-learning courseware to enhance logical thinking skills on basic computer programming
students, (4) Assess the logical thinking skills on basic computer programming students.
The research and development using the ADDIE Model process, which includes
1) analysis, 2) design, 3) development, 4) implementation and 5) evaluation by experts
to assess the quality of the online lessons. The sample group consists of students at
Ban Huai Prap School, specifically those studying computing science of the academic
year 2023, totaling 45 individuals, sample obtained by simple random sampling. The
tools utilized in this research include (1) e-learning courseware to enhance logical
thinking skills on basic computer prosramming. (2) An e-learning quality assessment form
(3) Pre-test and Post-test (4) logical thinking skills assessment form. Statistical analysis
involves mean, standard deviation (S.D.), and E1/E2 performance test. The results of this
study indicate that: 1. The development of e-learning courseware to enhance logical
thinking skills on basic computer programming for students received high rating from
experts in terms of with an overall high level of quality (X = 4.82, S.D. = 0.22), 2. The
testing of the effectiveness of e-learning courseware to enhance logical thinking skills
on basic computer programming students performance meeting the E /E, criteria, with
scores (80.74/81.72), 3. The study of the effectiveness index (E.l.) showed a value of
0.7383, indicating a significant increase in knowledge (73.83 percent) among students
who engaged with the e-learning courseware to enhance logical thinking skills on basic
computer programming students, 4. The assessment of logical thinking skills post-lessons

demonstrated an average proficiency level of 80.21 percent.

Keywords: Online Lessons, Basic Computer Programming, Logical Thinking
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Tusunsudowiu dwiuinGeudulszondnu®d 5 wudh nsdanisGeunsaoudeunidon
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MIvdusanImnseenIINaY
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flugnu (Flowchart) | vinwe a1 (Flowchart) 16 inausinisliirzuuu 1-10
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Tusunsy Avnssudl 5.5 nsidieu Scratch ¢
Doy Tsunsunuztdies inawinisTvimgiuy 1-10
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2 inawinisTvimgiuy 1-10

55



Volume 15, Number 1, June 2024 HRD JOURNAL
< .
A9 1 (M@)
) 5 aUszeeA P ; fanssu -
nen1sEeu oy e do ) nsUsEIEiu
nsiEeus sUuuveaulal
Aanssud 5.9 NMsdieu - {Bguananso@eulusunsy
TUsunsuA Mg Wisuileudnay 2 Sruauld
a A 3 o
Andeu inaueinisliinziu 1-10
v e o o
- gRguaunsavidelsunsy
AwumMunamaela
inaueinisliinziu 1-10
- {BeuaansniRINgTudug
yaraslusunsy Scratchla
inaueinisliinziuy 1-10
6. MInsaey |Welgiten |wdnn1sna |- unSeu AaNTIui 6.1 A5IvaeY - fBouaIn AT e iuay
Jorananves |dAuiau | @eutenn goulay Joranannvedlusingy aTIRdeUdeRaNAIAYes
Tusunsy dlafeniu | wannvesns |- enaisiavia TWswnsuld
a aa o L4 (3 £
MInTiadey | Weulusunsy |- 3avimi naueinislrinzuy 1-10
doranan | LUesdu - Scratch
waraunTn
wilvay
HAnanves
TWsunsula

TupUNSEEUMEUNSELeaulalfialEsuai winwemMslivana@wmssns Soe Msdeu

TUswNSUUBIAY dSUtnBeutuUsEauANYNTUN 5

P
HiGou

—»‘ W 1 ‘

ﬁ Wieil 2 ‘

4{ i 3 ‘

+{ Wi 4 ‘

ﬁ Wit 5 ‘

+{ i 6 ‘

Whgszuy v v v v v v
v v v v v p
‘ Fnwiilamn ‘ ‘ Fnwiidamn ‘ ‘ Anwilemn ‘ ‘ Fnwiidamn ‘ ‘ Fnwiidamn ‘ ‘ Ainwtilamn ‘
-AeUETIEIN ¢ ¢ ¢ ¢ ¢ ¢
ApUssamsGou) - lenansAYa - lananshavia - lenansAvva - lnanshYa - lnanshavia - lenansAvva
e ey o amy e e o ey o amy o
_AaRuemslnuundsu - e - Faviend - St - Favien] - Faviend - Faiviend
FounouEey yhianssy yhianssy @

NAFOUNAATEU

M 3 NM33enTsiteunTsaeuslgunFeuesulaliaEsuaiainvensldvaraTansIne

1599 NN5WLULUTWNSUUBIAY dMSUNNBgUTUUSEaUANYTUN 5



HRD JOURNAL

Volume 15, Number 1, June 2024

nsiaNsReuNsaRuMmEUnssusaulatitaEtNa I inyen s NI BmIIne 5o

= & o ° v o g = =y A & a A v Yy Y oA
ﬂqﬁLsUEJUI.UﬁLLﬂﬁﬂJLUQQWU FNsuUNTIUTUUTEUANYIUN 5 LUUﬂQﬂiﬁﬂJ‘V]LUUSLME\JIQEJUVLW?NQJ@

UfURmuRanssuusasmilenseu; Wy Aanssuinn1sleudanu (Flowchart) Msleulusinsy

Jesdiu Judu AnssuasiiulifSauidnnssuiunisnunuegaduddiutuney ieweules

93dAu3 Amszinazudludymainanuiianatavesnis@eulisunsuegradudsiv

(215101)
nduans:msiSougsnemaaduasnalulag

uuzthunidou (fBusv/3anus:av)
B sadhnstdouundou sdosoqusaod doSuwswio

B comnnsurioute

ool 1 mswosanUumlostdnguncurinéaiSouly

B¢ nsariuOouloeddumauan

B Ssmrstirions “wuglon (Sudok”

1B ronssur 13 inuaturin:

B onmaagodomnsansondosmiloetdngunnrintodouly

ooy

ZSANTIPARS
fionssudufdcudnuaidoou (Flowchart)
e - Mdnduududiontnrumuasandoofiuiou 1on A-E IRosofuioourigndoo
A I
B ‘ A ™
C [A] Mo
D ‘ A v v ‘:4:.-,_.,.;-\'.7 -
E ‘A 0 b,

Al 4 fegrsuniBeusaulaliiaiasuasneinyensldmnnalmssng

1399 NM5WeUlUskNSUDRU dusutnEsuTuUsE NN N 5

57



Volume 15, Number 1, June 2024

HRD JOURNAL

M19197 2 wamsUsTliuaunmunissuesulaliieldsawinwensidvanalmsing

599 NM9WeUlUTLNSULUBIAY duSutnSuTuUsEauAnw TN 5 (n = 45)
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v X
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GZJ@QQLGUEJ’JGU']@,@']UL‘U@‘VH AUIU 3 NIU LAZATUNAUA T1UIU 3 NIU WNW@UWWEJU@@UI@ULW@
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AdARY: N13IANTTIEUTUUU Active learning, Yinwen15AnaI19a53A, nALLLABATYEA

Abstract This research objectives were 1) to study the creative thinking skills of the 4"
grade students at “Piboonbumpen” Demonstration School Burapha University,
2) to develop an Active learning model using digital technology in the Thai language
subject to enhance creative thinking skills, 3) to study the effectiveness of the learning
management model and 4) to validate the learning management model. The population
was the 4" g¢rade students at “Piboonbumpen” Demonstration School, Burapha
University, academic year 2023, totaling 175 students; the simple group used for the
implementation of the learning management model for studying the effectiveness was
1 classroom randomly selected from the population as the unit for randomization.

The results showed that; 1. The results of the study of creative thinking skills
showed that most students have an average level of creative thinking; the results from
a behavior observation of creative thinking skills showed that overall the average score
was at a moderate level at 3.45 and the results from the focus group founded that
affected creative thinking skills were; the environment factors, daily experiences and
life skills. 2. The development of an Active learning model using digital consists of
7 elements and 3 main steps. The elements were 1) student analysis 2) learning objectives
3) determining the roles of teacher and students 4) learning management contents
5) methods and steps 6) media and activities, and 7) evaluation and revision; The steps
were; 1) preparation 1.1) preparing students 1.2) organizing the learning environment
2) the learning management 2.1) arranging the learning according to the plans 2.2) using
digital technologies 2.3) communicating and exchange the knowledge 3) evaluation
3.1) evaluating after receiving learning management 3.2) creative thinking skills.
3. The effectiveness index of the creative thinking skills assessment after receiving the
learning management was at .32 while the average score after receiving the learning
management was higher that before with a statistical significant different at .01 and the

validation of the learning management model has average score at a high level.

66



HRD JOURNAL Volume 15, Number 1, June 2024

Keywords: Active learning management, Creative thinking skill, Digital technology

unii

AUANAS19853A (Creative Thinkings) 1unszurunsAnvesauesdadumnuaunse
Tumsanegrsviannuaenazutanivalluannin WugaEududdylunisaiauasiannuinngs
annsailusegenldniunsiauwaznslitin (Kaplan, 2023) ruAnadassdduiney
fansnsafindunaz foaldnae udsidnsedlufvomney Wewudfinsemaituoiaas
anafaulivielalldgniseaninauninaeriunssuiunisvenisufoi msfn wasn1suanseen
(Kelley & Kelley, 2015, pp.5-6) Aaneasn (Guilford, 1967, pp. 145-151) lauusesAuszneu
AuAnasassAinUsznaulufeauAnsSY (Originality) AuAaRaes (Fluency) Aanudn
gangu (Flexibility) WazauAnazidunass (Elaboration) ngufjvedianasauausniinginssy
fuansoonfavinuenisindu 4 Suilvinadennufnadvasss mnyaravaTinuzvaniies
dsnarionudnuuzuaryadnnmiinadensliTinusednfu uinldunsfindunagfaund
wangan fAazifavinwensAnaisassAnannsalugnmaiaauemasnauaiianiuiaiy
framtilstaunnuesuardurld awadlvgiemadtuaieinuenishnainsassdliuiiin
Tngonnglulangatagtudaduganda (Digital Age) Tneilagiiufidnin “waillesddvia” (Digital
Citizenship) %wmaﬁa;ﬂsﬁmué]’aqLﬁmmmLﬁﬁﬂ%}'amﬂiuia%%ﬁa (Digital Literacy) Gﬁaﬂiamqm
AUEINT5A 4 3R Lan 14 (Use) 1la (Understand) @374 (Create) hazitngia (Access) (d113n911
ARENITUNITUITIVNTHALEDY, 2560) WazilussringulunisufiRauliminzay danusuiinvey
sensitinalulaglminuseansainuasiviviu (@innunewuaivayunsasisasuguam,
2562)
fAtedaduesdaouinnilnessduiulssoufinei 4 lsaSouansn “fyatidie

Y

WINREY TN F9ANUABINTLUNNTIANITSBUIWUU Active Learning IagldTauiuimalulad

Y

A3vialunsSeumsaeivinwlvg iesanuuian Active Leamning tlunsyuiunisimgiuli

fiusvAvnm (@nws waeding, 2555, wih 5) SnvansthmaluladidaulilunsGeunsaon
fuflanumngautugeats mneyeaibvesauiifnluustazgeiiuuansaiy Ssdmalianudn
NsNT2I lazdnwazn1sadutieilanunanaeiulime (@mean Lﬁauq@wqmé IGEGIVER
2563, 1t 5) madamsGeuslaglimaluladfadunilduisnsdamsBeuiuuu Active Leaming
AaumnzaniumsFeunisaoulutagiu mszdEouazlilinszuunsdn msBouiain
Uszaunisal Msasileuf iR waznsiufdunius GeasvinlvgBouAneunsyiesosunasivinus
mMsAailuszuy wagiinmnudnaiisassd §idedsdidunsiaungluvumsinnigFeus
LUV Active Learning WiawaSuadainusnstnasassilagldimaluladndalusmedmnwing
dusuinGeudulszouinudi 4 Tsadouasn “Auadafte” wninendoysm WeliFeu

67



Volume 15, Number 1, June 2024 HRD JOURNAL

lpsunisiasuasisinuenisfnaisassasuazilugasududdglunisasuinnssutazasnse
inlusisganlaluouine lnsnanasglanistuliiienaliinnuaiwasyssleviaunisls
wAlulagwily wididamadenislstinvesitewnslulagduuazeuandneie

TUILEIAYDINTTIVY

1. ileAnwinvenisanadieassAvesinSoudulszoudnudi ¢ TseSouanse
“PyaUniiey” UHTINEIAEYITN
ia
4

2. Lwawwmﬁﬂqumiamﬂ'miaumuu Active Learning laglgdinalulagniyi
Tusrgdnaiwilneitoasuadiwinsrnisanadeassadmdudndoudulssaudnu U9
TsaSeuansn “Ryatniey” univendeysng

3. \lefnwnUsEavBraguuuunsdanisiBeuiiuy Active Learning Tnglfinalulad
AavalusgivnminefiodSuadiwinurnsanassassadmdutinGouiulssondnun i 4
l5eSeuanse “Ayatiuiey” unnInedaysng

. Lwaﬂ'ﬁvL@JususaaiﬂLmeiammiLﬁauiLLw Active Learning Ingldinalulagnasia
‘LummmmmimaLwaLasuamwﬂwvmsﬂmaiwasiﬂmmuuﬂLsausnuﬂi aufnwdd 4

TsaSeuansn “fyatnuiey” univendeysng

Useansuazngualagig

UszansfildlunisfnuinuenisnaisassdvosinSoudulszoufnu 4 4
TsaGouandn “fAyavaftn” wninendoysm 1w dndoudulsonfnundi 4 Tsedouanse
“fyatiiey” unInerdeyswt Unsfinwn 2566 Sruau 175 Ay

nausegnsitlilun1site 1dun dndsudulszoufnudf 4 lsadouane “Ryatuiiy”
U Inendeysw Insinw 2566 S1uau 1 HeaFeu TnEeudiuiu 3¢ au Tsldinannisdy
9813478 (Simple random sampling) lngldiasSeudumhelunisguudiviinisduaain
ABANuN133Y

AIdglannifiunsidelneUseyndldisniseentuun1siannsiseuimenann1s ADDIE
(ADDIE Model of Instructional Design) Yaqnatuaa (DeBell, 2020) Iﬂ&lﬁi’l&lazlﬁmﬁdﬁ

1. $un5ies1est (Analysis) Tasigvianumsnifiistu ssudhveneuas ingUszasd
M3Beus usmdeyaiiiiendes uazusuiliunnudesnsueamsinnseuiifiewtuaiwinue
nsRnassasAvesinGeudulszauAnudi 4 Tsadeuase “Ayatafay” wninedoysm

2. fun1seenuuy (Design) thieyaiildnndunounisinseiuvinisindulaosig
soufuiioasnssUuuunisinnisdeuds Tnefmuaingusvasdnisious dunou 380 e
uuMsInn1sEeud deuazianss wagisnsusiung
68



HRD JOURNAL Volume 15, Number 1, June 2024

3. dumsitaun (Development) Wdayafildantumeunisoenuuuanadaguuui
Hugussss 1Hud wnunisdanseudmuienluneinniwine Feuasianssu uasiaTesio
msUszdiuna Tngvinnisnsadeunmuaueaileniedesdions 4 ogsidou

a. Funsihluld (implementation) ndsanasindeuamnmuazysuUsudloud
ihsuuuulullunsdanisdeuslaevhnsianuedidlnddadioginddymilafniusewing
nszvIumsTanadeudvioli udagnansdanisSeudiiethlugduneunisussidusasiely

5. dunisUssdiuna (Evaluation) sausaudeyasis 9 wWu nmsuUssiunandaldsy
msdansBeuiftensivaeuysravsnauasiuiouiivunzuuunounasndslasumsdinnisEeus
wdfoundulugtuneunisiiasgiludisiuiiefinnsarindadaiimseddsumudloio
UYsudsasioluluauen

\n3esileildlun1sidy

1. wuuUssdiuinwensAnaseassd idetnuunegeuaufnaseassAlagende
mundudevomesusud (The Torrance Tests of Creative Thinking Verbal Form) (Torrance,
1966) tWuumndlunisadauuszdiuinevenisfnadeassd lademaudiuig 7 Aanssu
Judnwardaion wazimuanadinislinzuuulagldsuiad (Rubrics) fdnwaziduuinas
Uszanauan (Rating scale) saus 0 - 5 azuun Tuusazianssy MVLARZULLINATEILEADLEY
Wisuidsuiuiuwmindefiulndlagfinasiusdseduamnufnatsassdvesibiu wavas
(2547, w1 146) laAsaiianugenndes (Index of Consistency: 10C) agjﬁ 0.60 - 1.00 WazA"
mnuideteldvesuuuusziiuegil 95

2. wuudanangAnssuinuznsAnaiieassd §Aidvairsdemanufsafungingsu
AAetesiuesdUszneuvesinuesAnaiiassd 4 fu fuag 5 9o liuA fMumnuAa3Eu
AuALARAGY AUALAREAVEY aziuALAnazBunase saulu 20 Jo lnudnvazves
Foranudunuuinasuszana 5 sefU (Rating Scale) lirndviruaenndedeagi 0.60 - 1.00
uazAnBdeieldvesusdaziuegil 89 72 .93 uay 94 mudy

3. wwudumwaiidlassasdmdumsaunuingy §ideadadomdmiunsaunmn
nauAeTUinuznsAnaisassd wadu fungiingsy andnuas uariaduvesinuenisfn
auassd edefaudua 5 e Wudedmamuwuuvaedn ldadviiauaenadosog
0.80 - 1.00

4. sUwuuNsiaN1sSeusiuY Active Leaming lagldinalulagadvialuseinntulng
iieleRuaisinurnsAnadsassds fifeeonuuunsoutnAnvesguuuun uazivuningusyasd
m3deud Suneu 3013 idemn ununisianaBeud AewasAansn uagiinisUssdiuna e
TuaumuAnfudBmauasUsulssmudelausuus

69



Volume 15, Number 1, June 2024 HRD JOURNAL

5. wuussdurtnuzmsfnadasssudsldsumsinnisdoud Wiumewdeiuuuy
UssiiluvinugnsAnaseassaluten 1 uifuuvuussiuauazyn Aoldmonunfeduudldnm
wazaunsaluaneneiy advlinuaenadesedil 0.60 - 1.00 wazAAuTeioldusauuy
Usziluegil 94

6. wuuUszidiuiusesguuuun1sdanisBeus dmuaitodmsunisussulu 4 A
1#un duesdusznay 8 o FutumeunisdanisGeud 11 4o duaruduiusvossuuuy
M3dnnsteus 5 4o wagdunsuseliuneg 4 T Taemnuanaeianumingauluunasdn
Uszannuen 5 5eRU (Rating Scale) lndvilanuaenadesegil 0.60 - 1.00

nsiusIusIudaya

1. vihwtldeveoygndewienisissseuande “Aiyaunieg” unningrdaysn lunis
Aununudeyauasdidumsidefudngou ndusidunaiviunsdeyaduindeudy
Uszau@nudi 4 anuuudssidiuinuenisinaisassduasuuudanang@nssurinuenisae
a¥uassd uarsunndeyannuuudunwaiidasiainsdmiunmsauunnguiuiifenaluns
Tidayadnuau 6 yiur unsuseyueaulatinulusingy Zoom

2. dhgduuunsiansiieuss smeasslddunguiedialagldnaludiluaseu
mwlnevesingou duamiay 2 dalus iusvezia 5 dUani sauriedu 10 Falus

3. Andunsiiusiusudeyannsiwuulssiuinuen1sAnadassanaslasu
mMsdamsBeusiunguiogiafeafuiildusuuuumsinnsGeuiv

4. UsziiluFusessuuuunisdanisiseusiuy Active Leaming lagldinalulagndia
TusginawinedieaiuaiwinuensinaisasssvosinBsuiussoufinundd 4 Tsadou

aSn “Ayatiiey” unnInerdeysn lneimsinandl

nsAATeideya
1. Mylaszrazduangiveyainienarsiagliisnisiasiziilent (Content

Analysis)

a s

2. Wprzinansuszdliurinvenisanasisassalagliguiad (Rubrics) ddnweaeiduy

o
Y |

1193UszNUA1 (Rating Scale) 5 52AU NMRUAAZUUUAU (Raw Score) Fialksl 1 - 35 AZLUU Ly
fuaseduazuuLIns sl 1 - 99

3. BATIEVNAVRIMUUALNANGANTTUTINYENSANET19aTIAlUFULUULATU S AN
5 56U

4. AsziteyannmsaunuinguiiieAnusinuensAnainassd Tnenisnend
wirsuunyszinndeyaifumnanylaenisiasieisundnfifianuduiusfunndudey

U U U
v A

Yaieiu MNUuteyanlaunaisleasuiuuguislaen1sWeuUTTEeRans s
70



HRD JOURNAL Volume 15, Number 1, June 2024

5. AATgvnansUssiluvaslasun1sdanistens newSeuiisuiuranisuseiiu
doulasun1sdanisiseudmenismendvilusedniua (Effectiveness Index: E.L) v@unTey
A952n13 (2546, %1 16) WaglUeUBUALLANANTDIAZLULNBULAEWAT Lagld Dependent
Samples T-test

6. BATINAN1TUTHEUTUTRFURUUMITANISISEUTY Tnggnsenandilugunuuves
1105UTzUUA1 (Rating Scale) 5 TE6U

d3UNaN15738
1. wansAnwvinuennshnadisassfvesindeudulssan@inudi 4 TsaGouanse
“Pyauniiey” UHINEIAEYIN

1.1 wanmsUssdiuinuzmstnadassdvesinGeudulssoudnui 4 TsaFeuase
“Fyat ity uminendoysm wuih AedslaesiuvesnuulssiliuinusnisAnaiisassasien
winfu 17.63 Andeauunasgiuviiiy 3.41 lngazuuumaafe 6 AZIUY LazALLLLGERARD
26 Azuuy lothazuuumniFessuduantesluannnuil AzuuuLIRT IULABDYTENIN
15.91 - 74.51 iloutsmuszdunmsAnadsassalathuiisuisuiumumiadesidulndlagld
nawiUasEunNLARaSEssFveslEanl wawes (2547, wih 146) wuin thiSeudulng
fisyfunsAnainsassdogluinasiade

1.2 navesuudunanginssuinumstnassassivesinSeutulszandnudi ¢
Tssouandn “fyatuiiey” wmninendeysm Un1sne 2566 wuin Tunmsminzuuumade
0871 3.45 Fsagluszdviiunans ilefiarsandumefunuin fuanudedEy Wusuifiesuuy
ABgINIIELAY 9 Tnelazuuuadsegil 3.68 Judleiflsuiuinasinsiuuadsvesngingsy
vinwgnsAnasassinuiegluseiuinn Tuvaeidudu q dasuuuedomamuddu loua
AUANUARAGDY (X = 3.47) duauAndangu (X = 3.32) uaziiuaiufnazidenaos
(X =3.31)

1.3 wamsfnwwinuenisAnadiasssvesinGeutulssaufinundi 4 lsedouaie
“Fyaviy” winerdoysmn Insne 2566 nmsaunuingy wud dnouidvines
nshnadeaTIAiidnuueinsTuBAUsznaUTBINYENSARASSATIAVA 4 fu e AruaauAn
353w fuauAnades AunnuRnBavy wazdunuAnasBunase IikaazUds 1) woing
Auanseaniwinuenisfnadeassd toun wadnssufiuanseanisnnuAnfiuanin uiauls
Uauendusuins nslisgazifenuesunids mundiAn NELAAIDDN MIYARBALTIUN WAz
nsdandangu 2) audnvauriivansdainuznisanaiieassd laun anudulalunuies
ANNAGDIFIUNSURURRIN UGS 9 nsfiduiusnmiia euanunsalunissuiieondewdamin
fuaanumsaiiilidaefn 3) YedeiiduaiuliAninuenmsanadisassd liun anmwnedeunay
Uszaun1sallutinusedniu mslasumsdaaiuainaseuniiwaslsaseu nislvdasslunisuans

71



Volume 15, Number 1, June 2024 HRD JOURNAL

muAn fanugulunmsufoinanssy bidaningndsdu wazmsudemeluladsng q 4) Jade
Mduguassaserinuensinaiisassd Ioun anmwnndeuilidaaduliinGeuinaudn
mslifuaivnaneg msliduiiseniuanyaraseuing nmsgninseumnudn msvmeasivle
lsindAn Arwnds magnudeevazasias mslaildzumnuanls lldsumstuuslumeiimanzas
5) Wnwedu q AduiusiunsEsuaswinuensinadsassa W invedin Wy nnsdeans
nsAMLATIEYIvsENIARegiINTUg I M3 3InUATyr Nsanaule wazauaaInnIvesua]

2. MIWRUFURUIUNNSTIANSIEEUIUUL Active Leamning lngltinalulagidvialusiein
mulngiflelaiuareinuenisfnaineassds Ussnoudie 7 esusenou way 3 tuseumdn
fail oaduUsznou 1hun 1) AnseigFou 2) Tquazasinisdeud 3) fvunumumuesagiay
i3y 4) evinisdanisdoud 5) Bnsuazduneunsinmadeus 6) AouasRanssu uay
7) MsuspifiunauazU3uu uartunoundn 3 duneu IWud 1) Sundsununden Ussnoude
1.1) wisnarumieuvesinidou 1.2) faanmwandeunisGeus 2) tusndunsdanisGous
Usznause 2.1) sidumsdnnisBoudnauny 2.2) mslimeluladidvia 2.3) msdeansuay
wandsuiFous 3) tulssiduna Usznoudie 3.1) Ussdiuwandaldsunisdanistoud
3.2) vinwgnsAnaseassd fanmuszneud 1

2 (%
7@0 v
k2 )::,
"77;7% ‘7%.-
2y
7
y = 2. gusnilums >
@ 1. Suinfeuanundou g 0
g o i FansSeoud - 2
X 2 1.1 wiRBuMINWsaY e o =
2 S S 2.1 ffunisdn =z =
3.3 YaainSau L 2 D
a7 o~ v MsBousmMuuNY | €8
=) = 1.2 §pannwanaay S =e =
% i 2.2 nsldiwelulad 2 2
= (& nsfeud i b D
== Favia (2 5
A 23 nsleansuas = o
)
3. guussdluna wanwisuSeud
3.1 Uszdiuwavdalésu
msdanisiBeu Wy
3.2 Yinwen1shn '&ssg ,45}
adnedssé 5‘,\‘ &
LA
Q&
5 5= ) oy r\‘BQ
- N5UATIUR Q
v
M3Iamsizeul

a v

MWUsENaUN 1 JULUUNITINNTSEEUSILUY Active Learning tngldinalulagadvia
lusgdnnmuilveidfiowatuasieinuensinaseeassay

3. HaNSANYIUTEANSHAYRIFULUUNITIANTITREUIWUY Active Learning tagly
walulagfavalusnednnuneriiela@suasnainyen1sAnas19assn= wuln Aeeiuseansna

vV

1R85 UVU LI UNNYENSANES19ETTANAILASUNITINNITBEUS ANV 32 wazile
Y

72



HRD JOURNAL Volume 15, Number 1, June 2024

WiguWeuazkuuwuuUTEliuinwensAnas1eassAna ulasnaslasun15InNIseus wui
AzLULRREYRMUUUTTHIUINYEN15AnaeaTsAndalasun15dnnsiseuiaendnAsuuuRgY

o w

Yo uUUssuinyen1sAnaswassAneulasun1sdanisitews danuuanssiuegeditdud Aty

]

NEDANTLAU .01 AILAASIUAITIT 1 WAy 2 AUAIeU

M19197 1 fydusyanSravesiuuUssilivinyensAnaiassanaslasunmsinnsiens

(n = 34)
- X X Effectiveness
ASLLUULAY o o S.D. D - S.D.
(a91381) (NDULTIW) Index (E.I.)
35 23.18 5.83 17.71 5.41 32

M19199 2 HansiUSeuBuAsLULinYEN1SAREETIAtaULasnaTlasuN1sInNSeus

(n = 34)
ANYAIZVDIATLUY ATLUULAY X S.D. t Sig.
ABUSUNITIANISISBUS 35 17.71 5.41
o o 5 - 22.16 .000**
MRITUNMIIANITFEU3 35 23.18 5.83

4. NaMsUTEHUTUTRIFURUUNITIANISSEUSUUL Active Learning lagldinalulad
Aivalusgdvimwlnedisiaiuasieinuen1sfinadeassdn wudl azuuuaiosiy 4.50
Feaglunaeivanzanunn WeRinsandusedunuin sunazuuuedegaiian laud dunis

Usgiliuna (X= 4.75) 098901 Lakn MuedAusenau (X = 4.46) muunamgmudunounsinnig
FeuskazinuanuduiusvesgULuunsinnsteusinsuuuaiewiniu (X = 4.44)

anuseNa

1. mamsAnwinusmsanadeassAvesindsudulssondnudi 4 Tsadeuande
“Fyatuiiay” umiinendoysm §iseAnwinnin anumne andnuae uasvguiiiedeatu
PINYENISANES19ATIA InstuuIAnvasanesa (Guilford, 1967) nasusud (Torrance, 1975)
aauaztaad (Kelly & Kelly, 2015) @1inauanznIsun1Is1s198n1swalsou (2559) uag
Centre of Childhood Creativity (2020) lalussrusenaurasinvensAnas19assa 4 su
oA muAn3 Sy (Originality) mufnAdad (Fluency) AnuAndangu (Flexibility) kagmnudn
avldenaee (Elaboration) uwéasunsesdiolunsinuinuznisanadieassaa nan1suseidiy

73



Volume 15, Number 1, June 2024 HRD JOURNAL

wuin thieudnivgvieaniduiesas 7257 Tsxdunsanaivassdeglunasinds sesann
fisyfunsAnainsassdmnininasiadeAnduiosay 16,57 WeRasansmiunavesnuudung
waAnssuvinwensAnadassdlua sy dniFeulinsuuuedeedd 3.45 Jeoglusedu
Uunans wansAnwnilaenadesiuemidoresdivan wevas (2547, uth 213) Tdvhmside
MsUERIMENgILAMUTLINTS ANAToiu uaznasiUnAveLUUNAZEUANNARET1IATTA
vaaesusudatunmivewaznisseanunansiduuuneaeulunisiidiusnw wui dniseu
dnilvgfinzuuuszduanuAnaisassdeglunasiadeiaiiniinusieds Lazilofiansanain
wnAnveaaaduannad (Kelly & Kelly, 2015, pp.5-6) Fananin Jadewimdousne 9 Juali
PuRnassasIAluiyrraantounayas aenndeiunavesmsaunnnguludssnuveatiade
Aduguassaderinuznisinatisassd laun anmwndeuilddaasuliinZeuinaudn
nslidfufivensuannyanasoudns nsgaiinseunudn el wasnnsaunuIngaliszy
woAnssufiuanseenierinuenisfnaiieassd siufeinuedu q Aduiusiunaenaurinugdin
PIUA 9] Faaenadostunuidevesiidnduarmsnue (Dilekd & Karatay, 2023) @slg@nwna
vosvinuzlummszul 21 néngasmaiannvinuensAnaiuassdvesinEou wuin meimun
vinwgnsAnasassAUsEneUseTinEsEeuuinngsy dewmelulad inwedin n1sdnetnedl
Isaugna Mseansuaznisinusiy annansAnvidainaninhlugnsidessesi 2
TnenidoyannaanisinuiinuenishnadsassdvestnFoutulssau@nundi 4 Tsadouanse
“fyavaiyy” wninendoysm inasluaziinseiiieiningmsiamunsuuuunmsdnnisGeus
moly

2. MIWRFULUUNITIANTSEUILUU Active learning Tngldinalulagidvialusein
awlneiflelaiuadvinunsnaiaassds idewnAaguiifedusiiuunmsinnisFous
LUU Active learning 4esu1§nad (Barkley, 2017) Tsems waneldn (2563) tun¥mi nduves
wazang (Klinhom et al., 2021) lenuniuazaae (Havenga et al., 2023) uay dagnflavAuy
(Alhadi et al,, 2023) SafuHaN ANy INYEMIARET aTIAIINNTTeluszeed 1 IfesdUszney
uazduneusuandunmsznaudl 1 WoRiasanadwsvassuuuumsdanisGeusa amnmam
AUsEAnENakansliiiud susuunMsdianisteud awnsaesuasainvenisfnadnsassa
vesinFeuld esangideliinminunszuiunisesnuuusiendnnis ADDIE Model of
Instructional Design ¥atinaiuag (DeBell, 2020) asmmamqmqﬂ%y’umau fatl 1) Tuiesen
AnwaniuntsniosaasBen wisnAundo narUIuNT Sumeu Tms AowaAanss iy
dfyivunumvesRgLazinGey dennfediuuIAnveIuIsAad (Barkley, 2017) uay 35S
waneldn (2563, wih 131) Fsnamdn nszuaunsBeuimsaieanudusunissuiediu W
TBouiidiusin asanumummaduifin Wunsdeansszninetu asaiausigds Timdsda
2) Hupenuuy fmuatrgusvasinisoud dumeu Bns o unumsdaniseud deuns
Aanssu waeiBneUssdiuna deidelallfituudnssuinnisvinduddslinnuddnytudom
74



HRD JOURNAL Volume 15, Number 1, June 2024

mFTsnsouaguanszmFeuiniwilne Tiua msetu madou msils n13g Mswe ndnn1w
TsuARarasIngsy Sesddumueadisluenn dndsuldsudomannd awnsnandilda
warilUuszandldle sudurannainnisastioufjifnanssusauiunisliivelulagidvia aenades
funwnAnuesiuna Wwigysne (2560, wih 22) Fsnanin MsasflouFoRasyinligSeuand,
AuslduunazyinliiAnanufnaiieassd 3) dunsiaun thsluuuinasaasugmam
TneieavguazilunaassliiielildsuuuunisdnnisBouss fauysaldeuiluldate
a) sumstlfly nuidnBeudarunssioteiusazadlaiemelulaiavia Sanumeneuay
delalunsufiRfanssy fnsdeanssgminetu iinarudandedy Wuielduasdaseia
Tunsliinalulagfdvia wu nsiaununuweUndndunsodiulysd nsasesnmeielusunsy wag
Msvheauinte Fadulumussdusznevvesinueanudilasaznsldmaluladidva (Digital
literacy) MULUIAAYBIEINNIUAMENTTUNNTIITITASNAR U (2560) Taun 14 (Use) 1W1la
(Understand) @314 (Create) Uagidniis (Access) danaliiniSeuinuszansnmlunsieusias
9¥aIL e 5) Julsuidiuna iwﬁ'awﬁazﬂaLﬁamaaaauﬂsz%m%wauazLU%SUL%U%LLW

fouuaznds Wefinnsananumnzanvesshsluuunsdnnssous Wiiely
3. KaNIANYIUTEANSHAYEIULUUNITIANITISEUIUUY Active Learning lagly
weluladidvialuseinamnvefiod@inainwinuensanadsassas §iseldsuuuunsinfanssy
nMaBeuSiunsadieuiRlnefingdaeududduisnnuazain afausegdla nssduiniEey
shewdauan Wiiddls iunsasfleufiaTaazdnfansauiifienuaynauy WalemaliinEeu
ynpdoasuarUinuidlusasuonuaideu Lillafuarwdn dnFeuldlinszuiunishnuas
NRNBEANN 9 WU NSANILATIZY daATIzi LA Lﬁmﬂﬁﬁamsl,l,azLLamU‘S&Juﬁauﬁ 11
gnafevinuensAnaiisassd annsaihddlasuluussgndlildegeiiusyansnm aenndesiy
wnAnvasTunsnt nduneu wavamy (Kinhom et al.,, 2021, pp.5797-5804) %&lﬁﬁwmgmwu
msfanmsFouiiiunsinfansauasnsiindulusudouilewiuadsnuinadieassd §3ou
annsnmevenauAn Yssgndamudiftedenlestym wasthalilunisdeudidluniengui
warAUfUR Metnszuiunsianisdeusdsldiimelulagadvanlfidudenisaoutiuldgn
PONHUULALHAILIBENTBUABY HIUNIIATIVARUAMNIMKALNISTIUNAaedld Adladieniny
ansowazdedrinveinGeulumsltieiesdlomeluladidva uazinnsanismsidoniaiesile
uazdofivanzauiuisvesinGeu InhlinsdansFoudussgmuinguseasd aeandosiuinin
YOITMIUNATANE (Havenga et al,, 2023, p.55) 3sldnanin N33ANTsBEUIAIsEnITUTUM
wagvhanudlawmalulaglnal o naenauinnsandawansenusng q BndniSeulnidn Ussandly
waziszaunsaliferiumaluladiloususliidrdugaats 91nnszuIunsinadail
UniSguinannuivinanmsyiuuulssdiuinyensAnaiassAvalasun1sinnisiteus
lnedAdutuseansnawiiiu 32 wazAzuuundslasunmsianisiteuianitneulasunisdnng
Feous unnssfuegrsliffoddynsainiszdu 01 aeandesiuuisovesiung aUds uas
75



Volume 15, Number 1, June 2024 HRD JOURNAL

wigywnn Jeyaue (2564, wiin 144) "Lé’ﬁ']mﬁﬁﬂmmamiﬁauiﬁmﬁuLLazmﬂIuTaﬁmsaummﬁa
NSANYILAENITSEUIVDIETEUMENTLUIUNT Active Learming wulAwyiuseaninawiriu
0.7155 uagnaduqrsminsGeundsougeninneuSeuseaiiduddyynaadafisedu 05 uaz
NUITBVRMNANT AYFAT (2563, UnARED) LA FULUIUNSRUSLUURNENNAUAIETENSSEUS
Fagnifieiaiuaivaussougiumalulafasaumataznisdomsvesindnuindnag wui
nauINslYgUL IS EBuSluURaa UM TS oyl uuuadsiunnundaG ey
genineuBeusdsiitodfmeadanissiu 05

4. nanIUszElLTUTRLFULUIUNTIANISIREUIUUL Active Learning lagliinalulagsidiia
Tuseinmwilvediewduaiisinuenmsanaivassds Adelinseiuazduaseigiuuume
Fupouiiuszuu vssdiumuesnislasfnwainienans ndnns nuiuagemidde saimun
Huosdlsznau nsruaunis Tumeu wasaudiniug WAIUINTBULUIAAYDIFULUULALATIVEBY
Tnoinssnandddlalidaauaunznouasihunuivuslifinnumueaunndstuugnily
naassliifiendeunnisanazimudlvliauysaineuiszduiunisldastunguiogag
naNsUsEIUNUIIATILLRABTeY 4.50 Geegluinasianzauunn denndesiunuidores
anans dwdmos (2562, wih 180) IannguiuumsdansBeuiuuy MECCA tilaiaiuaing
aruanansaluniseuesediinsagudmivtnioutuiseufnwmeutans TnseuAnui
vesfiTrmgynuitesdusznevvessUiuuianuaenndesiiuluszduiniian uazaonadesiy
NAdLves §ady nUnge (2565, i 110) lewawngUuuunisineusuesulatsiuiunisld
aonunsaissaiieduadunmsvhenuluiin dusuidnuuges armalulanisiing Tnena
ms3usesgunuulnegmsInandinuinmmeglunasinzaunnian

URIGHGITE
1. Tavauawuglunsinansideluly

1.1 feunsthguuuunsinnsiEeuiuuy Active Learning Lilalasuasnainuy
nsAnadassdluld msidifsmnamieudueiesdiolngnniaaeulruileindnEeuynau
finseailouazgunsaiinsonarlilunsuftRfanssulsais enafimsusuiasulsiinnumnzas
WulupnunsdnnszuiunsBous uaslenuwiniiessetinGounneuiteliiAaussviutnGou
gean

1.2 asilsdatadudutisivesinFeulunsdondemaluladfdviafimunza
fuseueny nasnauiiansandsszeznatlumsivdemelulad ilolineliAnnaidesiotniFou

1.3 vdnmsussiliunansiinsianuvinwensinaisassdvesiinGou Wesan

VinwensAnassassadudsianunsaasuwlasliogiaue

76



HRD JOURNAL Volume 15, Number 1, June 2024

2. foiausuurlumsidondaly
2.1 msfnwinadnuuzdu q vesdniFeuiinusiiuandeduietwuinas
iduaavinuednanfmonsiansBeuiimnzaumeuuanfifianudiuats uazvsnzaui
langalagiu
2.2 asiimsifisiduuvasnsGouilnsetaiuuudise (Survey) Woaounauas
AnwanudeanmsvesinGewieafunsiufuumanisGous

nnAnssuUIENA

siddondsdansalusefidesnlifunisativayuannlssSouanse “Ryadiufiy”
uvinendeysn sdaasunsitofiodsanglinsinnanelulsabouinussansam way
grnsauazaIngn q Ihenddeussainguzasd vevounugmssnand uazidorvay
fusine 9 Anganlsimudiasdoiausuuglunsdifunsidefiousuusdiauidofinana
auysaluaznelminuselevilumalvins uazveveunneldiusiudng q loun aseuaiives
deiiduiddafiddnyiign veunuaanasdlsaFouase “fyatuiia” wningrdoysm
AnoglinutievdoFesin o Welinisduiunsideqalumed uasidutas uinsia
iaupI maemIutinisutulsrnufinundi 4 lsadouade “Ayatife” aminerdoysm

'
o W = Y VA v

Unsfinw 2566 Nlimusuiiolunmsinusiusndeya wasduussdumdaudfgivinligide

Y

FoansazimunudvInsiiatdulselevinianisanelintnis s ussly

LONA1T19BY

funa 13esne. (2560). Active learning glvewaun 4.0. 27557539973, 20(4), 18-23.

§Ad $ni1ga. (2565). e sULUUMsEineusueeulatismunsldanunisalasaflodaaiy
msvheuduiin dwsulidalsyans awwmaluladnisdne. HRD Journal, 13(1),
94-144.

VIS AR, (2563). MIHALFUMUUMISS U UV UNSRA 1A 1353159 tRelasuase
aussauzmumaluladasaumauaznisioaisvonindnyidndnag. Inondnus
auftadin, avnaluladuardearsnisdine, anadvunaluladnisdne, daudin
WGy, WNINYIFLLNYATANENS.

Wswound leivas. (2547). ﬁ?izmmwa"’n@um?mﬁé/m5@ AR uazinamiUnAve I YUATe
MINANTINATIAYVONNBTUY AUUNIWIINE uagn1ssIgaIunansidhuunaaaulunis
lirusnw). Usyanfinusaud Uaudie, anuniddaiveinisivedsne, dadiainendy,
INYIFLASTUATUNTILIAL

77



Volume 15, Number 1, June 2024 HRD JOURNAL

Jouns AU waz Wiann Jeyaue. (2564) NsAnyNaNIsBeuEInnssuLasnAlulagansaune
WiensfnwiuaznsBeuiuesiBousmenszuuns Active leaming. M5aNTUNTINGNEY
19508100, 15(3), 144-152.

Wy ARsnnT. (2546). Lona5UsenaunIaeus sy dussansaa. tnansay: nadsunelulad
NSANYT AMEANYIANENS UNNINGIRBUMIAITANL.

fs1an Bouyany’, vesn gTidn uaggite 3nthge. (2563). Msdeus UTIATIEINIY
N3¥UUMTFEUTUUL Active learning LleWamvinwensAsdinszsiveasinlneya
Gen Z. 13@15ANYIAIANT U1 INGIALYHI, 31(3), 1-11.

5gms wanedn. (2563). MSRLIFULUYNISEHUNITFOURIMLLIAN Active learning LD
suadiinysuasn sy UIunITUay InndnmansamSuinSoutuYsroudny .
Ingrdnusnu U, a1vIvnangaskarnisasuy (ngunananswaznisiline),
Uaudinineay, Innineae@auins.

anans §stvies. (2562). MsHLIFULUUNITANISEEUUUY MECCA LiToL 3183 19A218/8 75750
lunseegeiinrsg s mivdniSsususisendnwmeuyats. Inendnusauioudio,
gvmanansiaznisae (NMsaeuNwling), Tadinine1de, unineraedalins.

A0S NONAINA. (2555). AMANHISE.. LARINNTTUIUNMTEEUS. 275975075UF17190715A0 )
UTINGINIY TN, 6(2), 1-13.

Y

d1NNUNBIUATIUAUUNTATINETUFUNN. (2562). Waklasaivia. auAulaan https://www.
thaihealth.or.th/Content/48161-walllasAavia%20(Digital%20Citizenship).html

AUNNUANENTTUNSINTINITNAE oY, (2560). Digsital literacy Avezls. @upulaain https://
www. ocsc.go.th/DLProject/mean-dlp

AlHadi, I.A., Priyadi, M.S. & Suhariyanti, M. (2023). Active learning Strategies Increasing
Motivation to Learn Islamic Religious at the Primary School (SDIT) Insan Rabbani
Lampung. Journal for Religious-Innovation Studies, XXII(1 January-June 2023),
75-85.

Barkley, E.F. (2017). Terms of Engagement: Understanding and Promoting Student
Engagement in Today’s College’s Classroom, in Deep Active learning: Toward
Greater Depth in University Education, Matsushita, Kayo. Gateway East,
Singapore: Springer. pp. 35-57.

Centre for Childhood Creativity. (2020). Seven Components of Creativity. Retrieved from
https://www.billsynnotandassociates.com.au/kb/2482-seven-components-of-

creativity.html

78



HRD JOURNAL Volume 15, Number 1, June 2024

Dilekci, A. & Karatay, H. (2023). The effects of the 21°" century skills curriculum on the
development of students’ creative thinking skills. Retrieved from https://www.
sciencedirect.com/science/article/abs/pii/S1871187122002309

DeBell, A. (2020). What is the ADDIE Model of Instructional Design? Retrieved from https://
waterbearlearning.com/addie-model-instructional-design/#:~:text=ADDIE%20is%
20a%20learning%20model,Development%2C%20Implementation%2C%20and
%20Evaluation.

Guilford, J.P. (1967). The nature of human intelligence. New York: McGraw-Hill.

Havenga, M., Olivier, J., & Bunt, B. (2023). Problem-based learning and pedagogies of play:
Active approaches towards Self-Directed Learning. Cape Town, South Africa:
AOSIS Books.

Kaplan, Z. (2023). What is Creative Thinking? Definition and Examples. Retrieved from
https://www.theforage.com/blog/skills/creative-thinking#:~:text=Creative%20
thinking%20is%20the%20ability,a%20wide%20variety%200f%20careers.

Kelly, T. & Kelly, D. (2015). Creative Confidence - Unleashing the creative potential
within us all. Glasgow: William Collins.

Klinhom, N., Pimdee, P. & Leekitchwatana, P. (2021). Active learning with Creative Problem-
Solving to Enhance Creativity. llkogretim Online - Elementary Education Online,
20(5), 5591-5804.

Torrance, E.P. (1966). Torrance Tests of Creative Thinking. Princeton, N. J.: Personnel Press.

Torrance, E.P. (1975). Sociodrama as a creative problem-solving approach to studying the
future. Journal of Creative Behavior, 9(3), 183-187.

79



Volume 15, Number 1, June 2024 HRD JOURNAL

Factors Influencing Job-Seeking Intentions
for Lecturer Positions at Chinese Universities

Received: 17 March 2024 Revised: 2 May 2024 Accepted: 29 May 2024

Heng Chu, Stamford International University, Thailand
Dr Lu Suo, Stamford International University, Thailand

Abstract: The primary objective of this study is to delve into the impact of the development
of higher education in China on the recruitment strategies of lecturers in Chinese public
universities. The aim is to provide a novel theoretical foundation for understanding and
predicting job seeker behavior by applying Maslow’s Hierarchy of Needs, Herzberg’s
Two-Factor Theory, and Equity Theory within the context of higher education. The findings
reveal that these theories uncover a tendency among individuals to seek job opportunities
that satisfy higher-level needs rather than remain in high-pressure environments.

The main findings of this study highlight the crucial role of job characteristics in
shaping university reputation and influencing job seekers’ willingness to accept positions.
Data analysis confirmed that job characteristics, such as creativity and job satisfaction,
directly enhance the academic reputation of universities and indirectly affect lecturers’
retention intentions. This study offers strategic guidance for higher education institutions
on how to enhance university reputation and attract top talent by optimizing job
characteristics, and provides new insights into individuals’ needs and motivations in career
choices.

Keywords: Lecturer Recruitment, Job Characteristics, University Reputation,
Job-seeker’s Willingness to Accept Positions, Fairness, Social Satisfaction

Introduction

In this study, we explore in depth how job characteristics, fairness, and societal
satisfaction directly and indirectly affect the reputation of universities. Job seekers’
intention to apply plays a crucial mediating role in this process. Although earlier studies
have discussed the association between university reputation and various factors
(Vidaver-Cohen, 2007; Sung et al., 2009), there is still a relative lack of systematic
analysis in the literature on how job characteristics, perceptions of fairness, and societal
satisfaction together impact university reputation.

We first discuss how job characteristics, such as creativity and work pressure,
directly enhance the satisfaction of academic staff and thereby improve the reputation of
the university. Related research indicates that job satisfaction is a key factor affecting or-
ganizational reputation (Knights & Kennedy, 2005). Additionally, the impact of perceived
fairness primarily manifests in the fairness of management systems and resource allocation,
consistent with the findings of Colquitt et al. (2001), who noted significant effects of or-
ganizational justice on employee job satisfaction and organizational commitment. Societal
satisfaction is reflected in social and organizational identification, where, according to Mael
and Ashforth (1992), employees with strong organizational identification are more likely
to form positive emotional ties to the organization, further enhancing its reputation.
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These factors not only directly strengthen the sense of belonging among faculty,
thereby enhancing university reputation, but also indirectly affect the university’s reputation
by enhancing job seekers’ intentions to apply. Further analysis shows that the multiple
dimensions of job characteristics, perceptions of fairness, and societal satisfaction
indirectly shape university reputation by influencing job seekers’ intentions to apply.
Regarding the impact of job seekers’ intentions on university reputation, Highhouse et al.
(2009) pointed out that potential employees’ organizational preferences directly affect
their perceptions and the reputation of the organization.

In summary, the rich practical experience and professional skills that job seekers
bring are crucial for enhancing the teaching and research levels of universities, a point
widely recognized in educational research (Taylor et al., 2012). These studies deepen our
understanding of how job characteristics, perceptions of fairness, and societal satisfaction
work together to affect university reputation and highlight the mediating role of job
seekers’ intentions in this process.

By effectively integrating Maslow’s Hierarchy of Needs (Maslow, 1943),
Herzberg’s Two-Factor Theory of Motivation (Herzberg, 1959), and Adams’ Equity
Theory (Adams, 1965), this study aims to reveal the key factors affecting lecturer
recruitment and propose targeted strategies to enhance educational quality and meet the
needs of lecturers from diverse backgrounds. The contribution of this study lies in
providing empirically based practical guidance on talent recruitment and reputation
management for public universities in China and other regions, while enriching the relevant
theoretical frameworks, which has significant theoretical and practical implications for the
field of higher education management.

This paper also defines key concepts, provides a theoretical foundation for
understanding the research, and delves into the multiple dimensions affecting the
recruitment of lecturers at Chinese public universities, including core factors such as job
characteristics, fairness, and social satisfaction. The scope of the study covers content,
variables, demographics, and time, aiming to comprehensively analyze the current situation
and challenges of lecturer recruitment strategies in Chinese public higher education
institutions.

Literature Reviews

1. Theoretical Studies

Maslow’s Hierarchy of Needs is a classic motivational theory in psychology,
categorizing human needs into five levels: physiological, safety, social, esteem, and
self-actualization needs (Maslow, 1943). In the context of university lecturer recruitment,
this theory provides a framework for understanding and meeting the needs of potential
lecturers. Dong (2021) suggested that universities should guide lecturers towards
self-actualization not only through research achievements but also through teaching
accomplishments. Miao (2019) emphasized meeting the different levels of needs of
university administrators, such as increasing salaries for physiological needs, establishing
scientific title evaluation systems for safety needs, creating a positive work atmosphere for
social needs, and providing promotion opportunities for self-actualization needs.

He (1990) elaborated on Adams’ Equity Theory, which studies the impact of
fairness in wage distribution on employee motivation. Research by Chinese scholars has
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found that fairness in wage distribution plays a decisive role in corporate management,
while fairness based on the satisfaction of other needs from Maslow’s theory plays a
supporting role. Sun Wei and Huang (2004) pointed out that optimizing personal value is
a key factor in improving the sense of fairness. This means that in the university context,
lecturers’ personal value recognition and career development opportunities are crucial for
perceiving fairness.

Lin (2003) discussed Herzberg’s Two-Factor Theory, also known as the
Motivation-Hygiene Theory, proposed by the American psychologist Herzberg in 1959.
This theory divides factors in corporate management into satisfiers and dissatisfiers, which
are the main factors affecting employee performance. Liu (2022) indicated that in the
introduction of high-end scientific and technological talents, both motivators and hygiene
factors are equally important. This suggests that the recruitment process should not only
focus on hygiene factors such as salary and working conditions but also consider how to
attract and retain talent through motivators like career development opportunities and job
recognition.

Maslow’s Hierarchy of Needs (Maslow,1943), Herzberg’s Two-Factor Theory of
Motivation (Herzberg, 1959), and Adams’ Equity Theory (Adams,1965) offer critical
frameworks for comprehending and examining the motivations, satisfaction, and perceptions
of fairness in the process of recruiting lecturers. Zhang (2010) showed that universities
should design compensation and incentive schemes according to different levels of needs
to improve lecturers’ job satisfaction and performance. Shi (2017) noted that companies
should establish fair compensation systems and management practices to enhance
employee satisfaction and efficiency. This is equally applicable in the university context,
where fair compensation and promotion opportunities can improve lecturers’ loyalty and
motivation.

2. Hypothesis Development

Job characteristics, as key independent variables affecting lecturers’ willingness
to accept positions and university reputation, include multiple dimensions such as
creativity, work pressure, job satisfaction, organizational support, and work environment.
Amabile (1983) Componential Theory delved into the nature of creativity, defining it as
a combination of intrinsic motivation, domain-specific expertise, creative thinking skills,
and a supportive environment. Guo and Jiang (2017) noted that work pressure is an integral
part of lecturers’ careers, directly affecting their daily job satisfaction and career
development. Zhang and Wang (2018) further emphasized that job satisfaction is a
significant factor influencing lecturers’ willingness to accept positions. Miao (2019) argued
that a sense of organizational support is equally important for enhancing lecturers’ job
satisfaction and reducing their intention to leave. Additionally, Cheng and Zhang (2020)
found that the quality of the work environment directly affects lecturers’ job performance
and loyalty to their universities.

Research by Ge (2021), Mu (2006), Li (2020), and Chen and Xiong (2021) showed
that in public universities in Yunnan Province, fairness is a significant independent variable
affecting lecturer recruitment, including two key dimensions: management systems and
distribution fairness. These dimensions together shape the perception of fairness in the
university environment and significantly impact job seekers’ willingness to accept positions
(a mediating variable) and the university’s reputation (a dependent variable).

82



HRD JOURNAL Volume 15, Number 1, June 2024

Xue et al. (2013) and Altbach (2019) pointed out that social satisfaction, including
social identity and organizational identity, is an important part of university lecturers’
careers, directly affecting their daily job satisfaction and, indirectly, their future career
development expectations and choices.

Zhu (2013), Wang (2021), Han (2021), and Li et al. (2022) emphasized the
significant impact of experienced job seekers on university reputation. They usually bring
rich practical experience and professional knowledge, which are crucial for enhancing the
teaching and research levels of universities. Yan et al. (2021), Zhang and Zhang (2022),
and Li et al. (2022) discussed job seekers without work experience, especially recent
graduates, who bring the latest academic theories and research methods, injecting fresh
blood into universities, promoting academic innovation, and updating knowledge.

Telci and Kantur (2014), Boer, Enders, and Leisyte (2017) proposed that the
formation of university reputation is a multidimensional and complex process, involving
aspects such as educational quality, social interaction, global rankings, and brand image.
These factors not only affect the university’s status in academia and industry but also
influence the choices of students and faculty. Therefore, the job characteristics, fairness,
social satisfaction, and job seekers’ willingness to accept positions significantly impact
the university’s reputation, with job seekers’ willingness to accept positions acting as
a mediating variable linking these independent variables to the dependent variable of
university reputation.

Independent Variables

Job Characteristics

Creativity X Mediating

——— X Variables
/v (e b,
Work Pressure + ca Job seekers'

willingness to take

Fa'rr‘ess \ Ofﬁce H2a v Higa, b)
Management | = Dependent
System N Willingness of
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Fairness o fr 5
HT(a, b)

Distributive fvsas? | work experience
University

Reputation
: 2 : ; Willingness of job
’Socual Satisfaction seakars Wit t H .
Social Identity work experience G

Recognition P
Figure 1: Conceptual Framework of the study

Hypothesis 1 (H1): Job characteristics have a significant impact on university reputation.
Hypothesis 2 (H2): Fairness has a significant impact on university reputation.
Hypothesis 3 (H3): Social satisfaction has a significant impact on university reputation.
Hypothesis 4 (H4): Job characteristics have a significant impact on job seekers’ willingness
to accept positions.
Hypothesis 5 (HS): Fairness has a significant impact on job seekers’ willingness to accept
positions.
Hypothesis 6 (H6): Social satisfaction has a significant impact on job seekers’ willingness
to accept positions.
Hypothesis 7 (H7): Job seekers’ willingness to accept positions has a significant impact on
university reputation.
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Research Methodology

This study employs a quantitative research method, targeting both experienced
and inexperienced job seekers. Data collection involved collaboration with universities,
companies, and related institutions, with measures taken to control for invalid
questionnaires. The questionnaire utilized a 7-point Likert scale, combined with Cronbach’s
alpha for reliability analysis and content validity testing.

Initially, the study will validate the scale’s reliability and validity, followed by
exploratory factor analysis (EFA) on the pilot sample to determine the questionnaire items.

The questionnaire design is based on previous research, consisting of two parts:
demographic information and measurement items for the five variables in the hypothesis
model (different scales are used for experienced and inexperienced job seekers when
measuring job acceptance intentions). All items are rated on a 7-point Likert scale,
from 1 (strongly disagree) to 7 (strongly agree). The study adapts 8 scales from Zhou and
J.M. et al. to measure job seekers’ intentions and their impact on university reputation.

The overall sample size was determined using Cochran’s formula, setting the
formal sample size to at least 385 individuals for each target group. The study will validate
the data’s reliability and validity using Cronbach’s alpha and CFA, and hypotheses will be
tested using path analysis.

Before conducting the main survey, this study assessed the validity of the
questionnaire through a pre-test, which consisted of two stages:

1. Expert Review: To evaluate the content validity of the questionnaire, the
Item-Objective Consistency (IOC) index was utilized, assessed by five professors of
business administration from China. The IOC test result was 0.8182, which is above the
standard of 0.7. This standard was chosen based on estimates from previous research,
indicating that all items in the questionnaire are acceptable.

2. Pilot Testing: We invited 200 graduate job seekers, including 100 with work
experience and 100 without, to complete the questionnaire.

The collected samples were then subjected to reliability testing and Exploratory
Factor Analysis (EFA) to assess the reliability and applicability of the questionnaire.
During the pilot test phase, reliability and validity analyses were conducted separately for
participants with and without work experience. The reliability analysis revealed that the
Cronbach’s a coefficients ranged from 0.87 to 0.936, all exceeding the standard of 0.7,
indicating good internal consistency of the questionnaire. This result aligns with Nunnally’s
(1978) recommendation that a Cronbach’s o greater than 0.7 generally indicates good
internal consistency (Nunnally, 1978). In the validity analysis part, the EFA results
showed that for participants with work experience, the factor loadings for the “University
Reputation” dimension ranged from 0.763 to 0.86, and for the “Work Stress” dimension
from 0.657 to 0.769, indicating that the questionnaire items have a high explanatory
power for their respective dimensions. Additionally, the rotated component matrix further
confirmed the close connection between each item and its corresponding latent factor.
For participants without work experience, we employed the KMO and Bartlett’s Test of
Sphericity to assess the suitability of our data for factor analysis. According to Kaiser
(1974),a KMO value exceeding 0.8 is considered a good indicator for the appropriateness
of factor analysis. Bartlett’s Test of Sphericity, based on Bartlett’s (1954) study on
chi-square approximations, is used to check the inter-correlations among variables.
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Furthermore, following the recommendations of Hu and Bentler (1999), we used fit
indices such as GFI, CFI, and RMSEA to evaluate the model fit. The acceptance thresholds
of these indices reflect the industry standards and recommended practices for model fitting
the EFA results also displayed a similar pattern, for instance, the factor loadings for the
“University Reputation” dimension ranged from 0.876 to 0.897, and for the “Social
Recognition” dimension from 0.879 to 0.909, these high factor loadings further verify the
good explanatory power of the questionnaire items for their respective dimensions.

The KMO and Bartlett’s Test of Sphericity results supported the EFA, with KMO
values of 0.866 (for the group with work experience) and 0.900 (for the group without work
experience), both exceeding the good fit standard of 0.8. The p-value of Bartlett’s Test of
Sphericity was close to zero, indicating that the data is suitable for factor analysis.

Furthermore, the Confirmatory Factor Analysis (CFA) further validated the
structure of the questionnaire. The overall model fit indices, including Chi-Square, Relative
Chi-Square, Goodness of Fit Index (GFI), Comparative Fit Index (CFI), and Root Mean
Square Error of Approximation (RMSEA) all met the acceptance standards. For example,
the GFI was 0.93, CFI was 0.95, and RMSEA was 0.05, these statistical values
specifically tested the consistency of the hypothesized model with the empirical data
model. These analysis results confirm the reliability and validity of the study’s questionnaire,
and the pre-test results show that the questionnaire is suitable for factor analysis.

This study has been reviewed by the Ethics Committee, Code:STIU-HREC041/
2024

Research Findings and Discussion

This study targets job seekers interested in positions at Chinese universities. We
distributed 1205 survey questionnaires to a population with graduate degrees (including
current students) within China, and successfully retrieved all 1205, with 1200 being valid
responses. These included surveys from 602 experienced job seekers and 603 inexperienced
Jjob seekers. After removing 5 invalid questionnaires, the effective responses were divided
into two categories, each consisting of 600 responses: 600 from experienced job seekers
and 600 from inexperienced job seekers. We collected demographic information from
respondents, such as gender, age, educational background, professional title, and monthly
income, to ensure the representativeness and diversity of the sample.

This study will employ Confirmatory Factor Analysis (CFA), Structural Equation
Modeling (SEM), path analysis, and tests for mediation effects. The purpose is to validate
the effectiveness of the measurement model and verify whether the hypothesized relation-
ships hold.

1. Data Analysis

CFA, the first step in SEM analysis, showed all factor loadings ranged from 0.719
to 0.998, exceeding the 0.6 threshold (Hair et al., 2010), and all constructs’ AVE values
were above 0.5, confirming convergent validity. Cronbach’s alpha, AVE, and CR values
for all constructs exceeded the recommended threshold of 0.7 (Hair et al.,2021), indicating
sufficient internal consistency and reliability.

Discriminant validity for all constructs was assessed according to Fornell and
Lacker (1981), with the square root of each latent construct’s AVE higher than its
correlations with other constructs, confirming acceptable discriminant validity.
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Structural Model Test
After confirming the reliability and validity of the constructs in the measurement
model, the structural model was constructed and analyzed. Path coefficients assessed the
relationships between constructs in the structured model (Hair et al., 2019). Path analysis
was conducted on 1200 samples to test the hypotheses, with the results as follows.
1.1 Data Analysis for Experienced Job Seekers Sample

Table 1: Presents demographic information for the experienced job seekers’ data.

Statistical results

Statistical project name Category Subtotal Proportion (%)
Do you have work experience? Have work experience 600 100
Gender Male 298 49.54
Female 302 50.46
Education level Master Master 379 63.12
PHD 221 36.88
Age (years old) 23-32 175 29.24
33-42 203 33.89
43-52 139 23.09
53-65 83 13.79
Professional title Junior 151 25.08
Intermediate 203 33.89
Deputy Senior 138 23.09
Advanced 83 13.79
None 25 4.15
Average monthly income (RMB) less than 3000 25 4.17
3000-6000 83 13.83
6001-9000 138 23.00
9001-12000 203 33.83
More than 12001 151 25.17

Table 2: Convergent Validity Statistics for Experienced Job Seekers

. Variable credibility

Variable Facet Crobach’sa C.R. AVE
Job Characteristics Creativity 0.986 0986 0924

Work Pressure 0.999 0.999 0991
Fairness University Management System 0.971 0971 0.871

Allocation Fairness 0.964 0.964 0.842
Social Satisfaction Social Recognition 0.968 0968 0.834

Organizational Identification 0.976 0976 0.893
Candidates with Job Seekers Candidates Job Seekers 0.993 0993 0944
University Reputation University Reputation 0.931 0931 0.599
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Figure 2: Structural Equation Model for Experienced Job Seekers Data

Note: C = Creativity; JS = Job Stress; UMS = University Management System; AF =
Allocation Fairness; S = Social Recognition; Or = Organizational Recognition; HE = Hiring
Intentions of Experienced Job Seekers; UR = University Reputation.
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Table 3: Discriminant Validity Analysis for Experienced Job Seekers Data
Discrimination Validity

UR HE Or S AF UMS JS C

UR 0.774

HE 0.685%** (0.972

Or 0.715%%*  0.526*%** (0.945

S 0.699*#*  0.51***  0.549*** (0913

AF 0.686%**  (0.528%** (0.503*** (0.484*** (0918

UMS  0.723%%%  (0.533%%*  (0.548%*%* (0.564%** (0.547*** (0.933

JS 0.648%***  0.467*** (0.554%**% (0.504*** 0.507***% 0.499%** (0.995

C 0.721%%%  Q.571%**  Q.54%**  (0.53%k*  (0535%** (593*** (0.559%*%* 0961

Note: p<0.001, the value on the diagonal represents the root mean square of AVE, and the
correlation coefficients between variables are below the diagonal.

The sample data of job seekers with work experience has yielded a KMO
(Kaiser-Meyer-Olkin) value of 0.977, which is very close to 1. This indicates a high level
of inter-variable correlation within the data, making it ideal for factor analysis. The KMO
measure assesses whether the partial correlations among variables are sufficiently small
for factor analysis; a high KMO value suggests that most of the variance could be explained
by a few factors, thereby justifying the appropriateness of factor analysis.

On the other hand, the Bartlett’s Test of Sphericity has produced highly significant
statistical results (Approximate Chi-square Value of 56640.893, Degrees of Freedom of
1275, Significance Level p<0.001). This means that the variables in the dataset are not
independent but are significantly correlated. The purpose of this test is to check whether
the correlation matrix of the dataset is an identity matrix, that is, whether all variables are
completely independent. The significant results of the test reject the hypothesis of
independence among variables, further supporting the use of factor analysis to explore the
underlying relationships between them.

Table 4: Results of Structural Validity Analysis for Data from Experienced Job Seekers

Indicators CMIN/DF  GFI AGFI CFI RMSEA RMR SRMR IFI TLI
Value 2.063 0.873 0.859 0.978 0.042 0.007 0.142 0.978 0.976
Criterion <3 >0.95 =>0.90 >0.95 <0.05 <0.07 <0.05

Reference Kline(1998) Kline(2005) Tabachnick& West et al. Macallum Steiger(2007) Diamantopoulos&Siguaw(2000)
Fidell(2007) (2012) et al.(1996)
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Table 5: Hypothesis Testing Results for Data from Experienced Job Seekers

Path Unstandardized Estimate S.E. C.R. P Result
Estimate

JobHE <« Cr 0.162 0.23 0.031 5264 o Accepted
JobHE <« JobS 0.026 0.035 0.03 0.853 0.393 Reject

JobHE <« UniMS 0.099 0.123 0036  2.759 0.006 Accepted
JobHE <« AlIF 0.158 0.18 0.036 4345 o Accepted
JobHE <« Social 0.117 0.13 0038 3.073 0.002 Accepted
JobHE <« Or 0.134 0.154 0.037 3.586 FHE Accepted
UniR & Or 0.131 0.198 0.02 6473 ok Accepted
UniR ¢ Social 0.126 0.184 0021 6.104 Rk Accepted
UniR < AlIF 0.116 0.175 0.02 5.895 HE Accepted
UniR &« UniMS 0.112 0.182 0019 5.801 roHk Accepted
UniR & JobS 0.055 0.098 0016 3431 Rk Accepted
UniR < Cr 0.092 0.172 0017  5.495 HE Accepted
UniR < JobHE 0.117 0.154 0.022 5271 o Accepted

Note: Cr = Creativity; JobS = Job Stress; UniMS = University Management System;
AlIF = Allocation Fairness; Social = Social Recognition; Or = Organizational Recognition;
jobHE = Job Hiring Intentions of Experienced Job Seekers; UniR = University Reputation.

Table 6: Mediation Effect Analysis for Data from Experienced Job Seekers

Mediation . Bias-correted95 % CI Percentile Bootstrap95 % CI
Parameter Estimate SE

Path Lower Upper P Lower Upper P
C—HE C 0.12 0034 009 0.146 0012 0099 0.14 0.01
JS—HE IS 0.125 0032 0.1 0.158  0.006 0.1 0.145 001
UMS—-HE UMS 0.133 0.03 0.107  0.164 0.009 0.111 0.155 001
AF—->HE AF 0.152 0028 0.121 0.185 0.01 0.124  0.179 001
S—HE S 0.15 0027 0.123 0.186 0.005 0.124 0.172 001
HE-R R 0.317 0028 0262 0387 001 0.114 0.164 001

Note: C = Creativity; JS = Job Stress; UMS = University Management System; AF =
Allocation Fairness; S = Social Recognition; Or = Organizational Recognition; HE = Job
Hiring Intentions of Experienced Job Seekers; UR = University Reputation.
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1.2 Data Analysis for Inexperienced Job Seekers Sample

Table7: Demographic Information Statistics for Inexperienced Job Seekers Data

Statistical results

Statistical project name Category Subtotal Proportion (%)
Do you have work experience? No work experience 600 100
Gender Male 295 49.09
Female 305 5091
Education level Master Master 473 78.77
PHD 127 21.23
Age (years old) 23-32 600 100
33-42 0 0
43-52 0 0
53-65 0 0
Professional title Junior 0 0
Intermediate 0 0
Deputy Senior 0 0
Advanced 0 0
None 600 100
Average monthly income (RMB) less than 3000 600 100
3000-6000 0 0
6001-9000 0 0
9001-12000 0 0
More than 12001 0 0

Table 8: Convergent Validity Statistics for Data from Inexperienced Job Seekers

. Variable credibility

Variable Facet Crobach’sa  C.R. AVE

Job characteristics Creativity 0.966 0966 0.824
Work Pressure 0.984 0984 0.901

Fairness University Management System 0.944 0944 0.771
Allocation Fairness 0.937 0937 0.5

Social satisfaction Social Recognition 0.949 0.949  0.755
Organizational Identification 0.953 0953 0.804

Candidates without job seekers Candidates without job seekers 0.971 0971 0.847

University Reputation University Reputation 0916 0916 0.548
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Figure 3: Structural Equation Model for Data from Inexperienced Job Seekers

Table 9: Discriminant Validity Analysis for Data from Inexperienced Job Seekers
Discrimination Validity

UR WHE Or S AF UMS JS C

UR 0.74

WHE 0.687+%* 0.92

Or 0.716%**  0.594*** 0.897

S 0.722%*%  0.507***%  0.607*** (0.869

AF 0.707%%%  0.549%**  0.489*%** (0.521*** (0.866

UMS  0.743%%%  0.506%*%* 0.56%**  (0.58***  (0.565%** (.878

JS 0.659%**  0481*** (0.519%** (0.556*%** (0.521*%** (0511%%* 0949

C 0.737%%%  0.555%**  0.554%** (Q.531*** (0.523*%** (587*** 0.573%*%F 0.824

Note: p<0.001 ,the value on the diagonal represents the root mean square of AVE, and the
correlation coefficients between variables are below the diagonal.
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The results of the KMO and Bartlett’s Test of Sphericity once again confirm that
the dataset of job seekers without work experience is highly suitable for factor analysis.
The KMO measure of sampling adequacy is 0.979, which is very close to 1, indicating a
high degree of correlation among the variables in the data. This provides ideal conditions
for conducting factor analysis. The KMO measure is used to assess whether the partial
correlations among variables are sufficiently small to conduct effective factor analysis;
such a high KMO value suggests that most of the variance in the data could be explained
by a few common factors, demonstrating the appropriateness of factor analysis.

Simultaneously, the Bartlett’s Test of Sphericity has also provided highly
significant statistical results (Approximate Chi-square Value of 33542.297, Degrees of
Freedom of 1176, Significance Level p<0.001), indicating that the variables in the dataset
are not independent but are interrelated. The purpose of this test is to verify whether the
correlation matrix of the data is merely an identity matrix, that is, whether the variables are
completely independent. The significant test results effectively reject the hypothesis of
independence among variables, further confirming the rationale for using factor analysis
to explore the underlying relationships among the variables.

Table 10: Structural Validity Analysis for Data from Inexperienced Job Seekers

Indicators CMIN/DF GFI AGFI CFI RMSEA RMR SRMR IFI TLI
Value 1.337 0911 0911 0.989 0.024 0025 0.023 0.989 0.988
Criterion <3 >0.95 =0.90 >0.95 <0.05 <007 =005
Reference  Kline Kline Tabachnick& Westetal. Macallum Steiger Diamantopoulos&Siguaw

(1998) (2005)  Fidell(2007) (2012) eta(1996) (2007) (2000)

Table 11: Hypothesis Testing Results for Data from Inexperienced Job Seekers

Path Unstandardized Estimate S.E. C.R. P Result
Estimate
WHE « C 0.196 0.19 0.046 4239 oAk Accepted
WHE <« ]S 0.045 0.047 0.04 1.111 0.267 Reject
WHE <« UMS 0.043 0.043 0.047 0.933 0.351 Reject
WHE <« AF 0.241 0.226 0.046  5.195 oAk Accepted
WHE « S 0.063 0.059 0.05 1.269 0.205 Reject
WHE <« Or 0.294 0.294 0.045 6492 otk Accepted
UR « C 0.183 0.208 0.028 6436 oAk Accepted
UR « JS 0.071 0.088 0.024 2983 0.003 Accepted
UR < UMS 0.179 0.208 0.028  6.298 otk Accepted
UR < WHE 0.116 0.136 0.026 4428 oAk Accepted
UR < AF 0.173 0.19 0.029 6.02 ok Accepted
UR < S 0.166 0.18 0.03 5484 otk Accepted
UR < Or 0.134 0.156 0.028 4.754 oAk Accepted

Note: C = Creativity; JS = Job Stress; UMS = University Management Systems; AF =
Allocative Fairness; S = Social Recognition; Or = Organizational Recognition; WHE = Job
Seeking Intentions of Inexperienced Applicants; UR = University Reputation.
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Table 12: Mediation Effect Analysis for Data from Inexperienced Job Seekers

Mediation . Bias-correted95 % CI Percentile Bootstrap95 % CI
Parameter Estimate SE

Path Lower Upper P Lower Upper P
C—>WHE C 0.179 0.039 0.139 0.215 0018  0.147 0.212 0.01
JS>WHE JS 0.174 0.041 0.138 0.212 0013  0.141 0.206 0.01
UMS—->WHE UMS 0.174 0.038 0.133 0.204 0019 0.146 0.203 0.01
AF>WHE AF 0.195 0.038 0.15 0.23 0.02 0.161 0.227 0.01
S—>WHE S 0.177 0.039 0.143 0.218 0.009  0.147 0.208 0.01
WHE—-Zor  Zor 0.193 0.039  0.151 0.225 0015 0.163 0.224 0.01

Note: C = Creativity; JS = Job Stress; UMS = University Management Systems; AF =
Allocative Fairness; S = Social Recognition; ZOr = Organizational Recognition; WHE =
Job Seeking Intentions of Inexperienced Applicants; UR = University Reputation.

2. Discussion

Building on existing research, this study provides a comprehensive analysis of the
findings and their implications for both academia and practice, while also exploring future
research directions. The study found that factors such as “Job Characteristics,” “Fairness,”
and “Social Satisfaction” significantly influence job seekers’ intentions, particularly aspects
of creativity (A Job Characteristic) and fairness, such as compensation and promotion
opportunities, play a central role in job seekers’ career decisions.

Moreover, university reputation plays a pivotal role in job seekers’ decision-making
processes, especially in the competitive environment of higher education. Regardless of
whether job seekers have work experience, the reputation of a university is a key factor
they consider when evaluating potential positions. Experienced job seekers place more
emphasis on a university’s research environment and academic reputation, while
inexperienced job seekers, especially recent graduates, are more concerned with the
overall reputation of the university and its prospects for employment.

Based on these findings, universities need to invest more in academic reputation,
research capabilities, and alumni network expansion to attract top talent. Additionally,
strengthening career development support and employment guidance to meet the needs of
recent graduates and showcasing graduates’ competitiveness in the workplace through
industry partnerships can enhance a university’s attractiveness. University reputation is
key to attracting talent and improving educational quality. By understanding the needs of
different job seeker groups, universities can adopt targeted strategies to enhance their po-
sition on the global education stage.

Conclusions and Recommendations

1. Conclusion

This study rigorously analyzed and validated several hypotheses within the context
of business management, particularly in the setting of higher education institutions, while
also acknowledging some limitations of certain hypotheses. The results highlight the
complex interplay of job characteristics, fairness, social satisfaction, and university
reputation in shaping job seekers’ intentions, providing strategic insights for universities
and employers.
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This study first verified Hypothesis H1 that job characteristics significantly
influence university reputation, aligning with Amabile’s (1983) Componential Theory
and other early studies which highlighted the crucial role of creativity, work pressure,
satisfaction, organizational support, and work environment in enhancing university
status. Amabile’s theory explicitly states that creativity is central to driving academic
research and pedagogical innovation, directly linked to the academic reputation and
attractiveness of a university. Our research aims to explore how these job characteristics
specifically affect university reputation, particularly within the complex environment of
higher education.

Regarding the impact of job characteristics on job seekers’ intentions, although
this study partially supports Hypothesis H4, it finds insufficient support for H4b and H4d.
This finding echoes the research by Guo and Jiang (2017) and Zhang and Wang (2018),
which showed that excessive work pressure might lead to occupational burnout, reducing
retention intentions, while high job satisfaction correlates positively with strong intentions
to join. This part of the study reveals how job characteristics in higher education
indirectly influence job seekers’ intentions through affecting teachers’ job satisfaction and
burnout.

Furthermore, the partial significant impact of fairness on university reputation
(Hypothesis H2) and job seekers’ intentions (Hypothesis H5, except H5c) was supported
by prior research. Studies by Ge (2021) and Mou (2006) emphasized the importance of
administrative systems and distributive fairness in university settings. These studies indicate
that fair performance distribution and salary evaluations are crucial in enhancing teachers’
Jjob satisfaction and intentions to join. In this study, we further analyze how fairness plays
a role in the organizational structure and culture of universities, and how this factor
shapes the overall reputation of universities through influencing teachers’ perceptions and
behaviors.

The study also found that societal satisfaction significantly affects university
reputation (Hypothesis H3) and job seekers’ intentions (Hypothesis H6, except H6c),
consistent with the research by Xue, et al. (2019)., which emphasized the importance of
social and organizational identity in the career trajectories of university teachers. This part
of the study aims to deeply understand how social identity acts as a bridge in teachers’
career decisions and university choices, particularly how it is perceived and valued within
higher education institutions.

Lastly, the hypothesis H7 that job seekers’ intentions significantly influence
university reputation was well-supported by the literature. This relationship is reflected in
the career choices and expectations of university students, where university reputation is
seen as a marker of educational quality and career opportunities, thereby influencing
their intentions to join. Through this study, we aim to further explore and confirm the
complexity and multidimensionality of this relationship, as well as its variations across
different educational and cultural contexts.

In summary, this study confirmed the significant impact of job characteristics,
fairness, and social satisfaction on university reputation and job seekers’ intentions,
highlighting their importance in talent management in higher education and providing
strategic guidance for educational institutions to enhance reputation and attract top talent
by optimizing job characteristics, ensuring fairness, and improving social satisfaction.
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2. Contributions

This study offers practical and theoretical contributions to lecturer recruitment in
Chinese Public Universities. Practically, the study proposes recruitment strategies based
on key factors such as job characteristics, fairness, and social satisfaction to improve
faculty quality and university reputation, enhance human resource management, and
increase faculty job satisfaction and loyalty. The study also provides strategies for
addressing regional imbalances, aiming to promote balanced development in Chinese
Higher Education. Theoretically, the study extends the application of Maslow’s Hierarchy
of Needs, Herzberg’s Two-Factor Theory, and Equity Theory in the field of higher
education and offers new perspectives by analyzing how job characteristics, fairness, and
social satisfaction influence lecturers’ job intentions and university reputation. The study
also explores job intentions among job seekers with and without work experience,
providing new insights for understanding and predicting job seeker behavior. By
integrating multiple theoretical frameworks, the study offers new insights for developing
effective talent recruitment models and provides empirical evidence for understanding
and improving lecturer recruitment strategies in higher education institutions, enriching
the application and understanding of related theories.

3. Limitations

The main limitations of this study relate to its scope of application. Focused on
Chinese public universities, the specificity of the geographical location may limit the
generalizability of the study’s findings. China’s unique geographical and multicultural
background may make it difficult to directly extend the findings to other regions or
countries. Additionally, the sample selection, primarily targeting job seekers at Chinese
Public Universities, may not have fully covered all potential lecturer groups, presenting a
limitation in the population scope. The study was also conducted within a specific time
frame, potentially influenced by events or trends at the time, limiting the timeliness
and relevance of the conclusions. Future research should expand the geographical,
demographic, and temporal scope to enhance the generalizability and extrapolation of
the study’s results.

4. Future Research Directions

Based on the findings and limitations of this study, future research could delve
deeper into the following areas: Firstly, expanding the research scope to a broader
geographical area and different types of higher education institutions to validate the
universality of the study’s results and explore differences in various environments.
Secondly, adopting a mixed-methods research design, combining qualitative research
methods to deeply understand the motivations and attitudes behind job seekers’ intentions.
Additionally, exploring the impact of technological advancements and changes in
educational policies on higher education talent management strategies and university
reputation, as well as the effects of modern work trends such as digital transformation and
remote work on job characteristics and job seekers’ intentions. Finally, further investigating
the mechanisms and long-term effects of job seekers’ intentions on university reputation
and how universities can enhance their reputation and attractiveness by improving job
intentions. These directions will help to more comprehensively understand and improve
talent management and reputation building in higher education institutions.
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Abstract: The research objectives were to study the effectiveness of Learning activities
via Smart screen as an assistive device for improving English reading skills, to compare
the grade 10 students’ pre-test and post-test of English reading skill scores on the
implementation of Learning activities via Smart screen as an assistive device, and to study
the satisfaction of grade 10 students to Learning activities via Smart screen as an assistive
device. The 37 of Grade 10 students of the Demonstration School of Ramkhamhaeng
University, Thailand, in the 2" semester of the Academic year 2023 were the sample of the
study. Six Learning activities via Smart screen as an assistive device, an English reading
skill test, and a satisfaction questionnaire were the research instruments. Mean, standard
deviation, frequency, percentage, and t-test dependent were used for data analysis. The
results were as follows: 1) The effectiveness of Learning activities via Smart screen as an
assistive device for improving English reading skills were evaluated by three experts was
at the high level (Mean = 4.44). 2) The post-test of English reading skill scores on the
implementation of Learning activities via Smart screen as an assistive device was
significantly higher than the pre-test of English reading skill scores at the level of .05.
3) The average mean of Satisfaction with Learning activities via Smart screen as an
assistive device of grade 10 students was 4.12 (SD = 0.51) at a high level. This study found
that the implementation of Learning activities via smart screen as an assistive device had
an immense impact on students’ reading abilities.

Keywords: Smart screen, Learning activities via Smart screen as an assistive device,
English reading skills, Applications used in Learning activities via Smart
screen as an assistive device, Students’ satisfaction

Introduction

Reading is the process of interpreting written words into spoken language.
Reading is more than a fundamental task; it is complex. It connects mental processes
with pictorial, written comments, or graphics. It elicits the brain for prior knowledge and
experiences to enable the learner to create new schema or meaningful groups. Reading is
one of the four skills that need to be learned besides listening, speaking, and writing. It has
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a considerable role in English language teaching to strengthen the skills that will be acquired
by the students in listening, speaking, and writing. Reading skill affects the other skills’
learning processes. Besides, the students must be able to achieve reading competencies as
urged by the national curriculum. (Nurhana, 2014). Reading is the most challenging skill
among the others.

Hassan and Azmi (2021) found a significant relationship between ESL learners’
reading habits and reading achievement. Additionally, ESL learners’ reading habits
contribute significantly to their reading achievement. Therefore, English reading skill
is a skill that is suitable for promoting learning. The learner could use it even after finishing
their education. Since it is a skill that can help the learners to study and search for further
knowledge and more to no end entirely, it is still a valuable skill to learn at a higher level
step by step because most textbooks are English books also. Reading is the process of
searching for knowledge from writing. In this case, efficient readers must get the following
information. Reading can also reinforce writing and reading skills, which is essential for
facilitating comprehension. If students’ reading skills are poor, they are likely to struggle
to improve or make progress in their studies. (Onechoumsitthi, 2016; Sopheak Sek et al.,
2021).

For Thai students, a study from the Program for International Student Assessment
(PISA) (2018) showed they were weak readers due to a lack of interest in reading, low
motivation, and poor reading habits. Furthermore, Thai students may read a text but must
understand what they read comprehensively. One of the reasons for this unsatisfactory
reading outcome was the result of the teaching methodology (Sawangsamutchai &
Rattanavich,2016; Chomchaiya & Dunworth, 2008; Sopheak Sek et al.,2021). Hayikaleng
et al. (2016) said that there were teachers of English in Thailand who used traditional
teaching methods where passages were read aloud for students and students were then
assigned to answer comprehension questions. This teaching strategy encouraged students
to be passive learners and does not promote the skills necessary to become proficient in a
new language. Hence, Thai teachers must try new teaching methods, and students should
also find other ways of learning English as a foreign language (EFL).

Due to the researcher has been an English teacher in Thailand for about five years,
the researcher found that most students in schools in Thailand faced challenges in reading.
Most grade 10 students lacked practical reading skills, evidenced by their fear when called
up to read. Additionally, some of these students needed more motivation to learn how to
read because they complained that they were ambiguous and arduous and because the
traditional learning method made them passive learners and limited in what they could do.
Hence, the researcher is an English teacher who must try new teaching methods to improve
English teaching.

Alvarez (2021) stated that Reading teaching activities are primarily based on
the process of reading. When teachers would like to develop their students Reading skills,
they need to use learning media especially technology for their teaching each stage.
Technology has influenced the teaching process in this decade and has played a very an
essential role in the learning process. Hashim et al. (2021) found that many technology
tools, such as Telegram, WhatsApp, and Google Classroom, were employed in teaching
reading skills. That means that the learning activities provided or developed by their
teachers must be simplified to meet the diverse ways of learning currently. That is where
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a Smart screen becomes a key player to improve the reading skills of upper high school
students.

Smart screen is a type of whiteboard technology that resembles a large TV screen
and has an interface that uses applications such as text-to-speech, optical character
recognition, and graphic designers to transcribe codes and incomprehensible words into
readable text. A Smart screen is an interactive board resembling a conventional screen but
is connectable electronically to laptops, personal computers, tablets, printers, touch screen
panels, and relevant electronic devices. By deploying computer-integrated programs,
Smart screen allows interactivity like Smart boards (Chau et al., 2020, p.405). Smart screens
are used in learning to elicit and promote learning outcomes and performance of students.
Consequently, Smart screen is an educational tool that enhances learning for all students
based on their needs and abilities. With the Smart screens, students get personalized and
tailored learning to help them develop their reading skills.

Smart screen has a big impact on students reading skill, It helps upper secondary
school students benefit from the general education curriculum and access extracurricular
activities at home, school, and work environments” (Alvarez,2021). Smart screens promote
student-centered learning because they encourage student autonomy and engagement. They
also allow students to become stakeholders in their learning processes rather than recipients
alone. For this thesis, the researcher would focus on how Learning Activities via Smart
screen can be used to improve the reading skills of grade 10 students and how to use it to
meet the needs of individual students in this grade.

Srichote (2022) designed three stages of Task-based language teaching including
pre-task, main-task, and port-task stages. On his pre-task stage, Canva was used to present
the information related to the reading passage and Kahoot! was used to motivate students
and review the vocabulary, on the main-task stage, Padlet and Quizizz were employed in
this stage, and on the post-task stage, Canva was utilized to review the lessons by creating
posters, infographics, or presentations. This study pointed out that the integration of
technology into Task-based language teaching could be an effective method to enhance the
reading comprehension of students.

For solving the problems on English Reading Skills, the researcher was interested
in developing Learning activities via Smart screen as an assistive device with using Video,
Quizizz, Kahoot, Canva, Flashcards, and Prezi Application for improving English reading
skills for Grade 10 students of the Demonstration School of Ramkhamhaeng University,
Thailand,

Statement of the Objectives

The objectives of this research were as follows:

1. To study the effectiveness of Learning activities via Smart screen as an assistive
device for improving English reading skills for grade 10 students of the Demonstration
School of Ramkhamhaeng University, Thailand.

2. To compare the grade 10 students’ pre-test and post-test of English reading skill
scores on implementing Learning activities via Smart screen as an assistive device for
improving English reading skills for grade 10 students of the Demonstration School of
Ramkhamhaeng University, Thailand.
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3. To study the satisfaction of the grade 10 students of the Demonstration School
of Ramkhamhaeng University, Thailand after implementing Learning activities via
SmartScreen as an assistive device for improving English reading skills.

Research Questions

1. What was the effectiveness of Learning activities via Smart screen as an assistive
device for improving English reading skills for grade 10 students of the Demonstration
School of Ramkhamhaeng University, Thailand?

2. Was the grade 10 students’ post-test of English reading skill score on the
implementation of Learning activities via Smart screen as an assistive device significantly
higher than the pre-test of English reading skill score at the level of .05?

3. What was the level of satisfaction with Learning activities via Smart screen as
an assistive device of grade 10 students of the Demonstration School of Ramkhamhaeng
University, Thailand?

Hypothesis

H;: The post-test of English reading skill scores on the implementation of
Learning activities via Smart screen as an assistive device was significantly higher than
the pretest of English reading skill scores at the level of .05.

Scopes and Limitations

This study was limited to implementing Learning activities via Smart screen as
an assistive device to improve reading skills of grade 10 students in a classroom of grade
10 students of upper secondary schools in Thailand. This research did not encompass
speaking, listening, and writing skills of grade 10 students from other schools.

Conceptual Framework

y

Learning activities English reading skills

via Smart screen as
an assistive device

Satisfaction of students

A\ 4

Theoretical Framework

Hedgcock and Ferris (2018) claimed that the reading skills included 1) identifying
main ideas 2) generating inferences 3) using context clues to understand meaning
4) reading for information 5) identifying keywords 6) drawing factual conclusions, and
7) predicting outcomes.

Alvarez (2021) stated that Reading teaching activities are primarily based on the process
of reading. There are 3 stages of Reading teaching activities as follows:

1) Pre-Reading Activities: Pre-reading Activities aim to establish a purpose for
reading, activate and build background knowledge, and address unfamiliar vocabulary
words/concepts.

2) While- Reading Activities: While-reading Activities aim to improve
comprehension, analyze the text and practice meta-cognitive skills. In other words,
students can confirm predictions, gather, and organize information.
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3) Post-Reading Activities: Post-reading Activities help readers summarize their
learning, check for understanding, and organize their thoughts and ideas.

According to Chau et al. (2020), a smart screen provides various uncomplicated
functions that greatly support teachers in teaching and learning. It includes pen tools,
video and audio players, touch screen, recorder, and on-screen keyboard functionalities
and has proven an effective teaching tool.

Many researchers found that the use of Video Application, Quizizz Application,
Kahoot Application, Canva Application, Flashcards Application, and Prezi Application
could improve students’ reading skills, so the researcher selected these Applications to be
tools on Learning activities via Smart screen for improving English reading skills for grade
10 students. (Srichote, 2022; Mohammadian et al.,2018).

Research Methodology

Research design

This study used a pre-experimental design using a group Pre-test- Post-test design
using a quantitative approach.

Population and Sample

Population

The population in this research were the grade 10 students of the Demonstration
School of Ramkhamhaeng University Thailand in the 2nd Semester of the Academic year
2023, in which there were a total of 10 classes of 380 students.

Sample

The sample in this research were the grade 10 students of the Demonstration School
of Ramkhamhaeng University, Thailand in the 2" semester of the Academic year 2023.
The researcher conducted in one class as a sample of this research by using Purposive
sampling technique to select a class. The number of the grade 10 students in this class were
37 students.

Instruments
The research instruments included Learning activities via Smart screen as an
assistive device, an English reading skills test, and a Satisfaction questionnaire as follows:
1. Learning activities via Smart screen as an assistive device:
The Learning activities via Smart screen as an assistive device were designed
by the researcher.
The process of designing the Learning activities via Smart screen as an assistive
device was as follows:
1.1 Identifying Expected outcomes in the course description of the school’s
curriculum;
1.2 Identifying the Objectives of the Learning activities via Smart screen as
an assistive device;
1.3 Identifying Learners’ Competencies in each Learning activities via Smart
screen as an assistive device;
1.4 Identifying Vocabulary and the reading passage: The reading passages were
selected using the following criteria: 1) the passages were authentic and 2) the difficulty
of the reading passages was at the intermediate level which were appropriate for students
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at this level. After the researcher selected the reading passages, the researcher designed
vocabularies and reading passage.

1.5 Designing each Learning activities via Smart screen as an assistive device:
Application used with Smart screen, and other learning medias. Learning activities via
Smart screen as an assistive device included three main stages such as Pre-Reading
Activities, While-Reading Activities, and Post- Reading Activities. In each stage of
teaching, Applications used with Smart screen were integrated.

Pre-Reading Activities: Pre-reading Activities aimed to establish a purpose
for reading, to activate and build background knowledge, and address unfamiliar
vocabulary words/concepts.

While-Reading Activities: While-reading Activities aimed to improve
comprehension, analysis of the text and practice meta-cognitive skills. In other words,
students can confirm predictions, gather, and organize information.

Post-reading Activities: Post-reading Activities helped students summarize
their learning, check for understanding, and organize their thoughts and ideas.

1.6 Designing Evaluation of each Learning activities via Smart screen as an
assistive device related to objectives of each Learning activities via Smart screen as an
assistive device;

1.7 Examining the Validity of Learning activities via Smart screen as an
assistive device: To examine the Learning activities via Smart screen as an assistive device’
validity, all Learning activities via Smart screen as an assistive device were validated by
the three specialists. The average of the quality of Learning activities via the smart screen
as an assistive device was high level (Mean = 4.44). Additionally, the researcher improved
the Learning activities as the opinions of the three specialists.

1.8 Tried out Learning activities via Smart screen as an assistive device and
improving them: The researcher tried out some Learning activities via Smart screen as an
assistive device with some classrooms of grade 10 students who were not the sample of
the study and improved them.

2. An English Reading skill test

The English Reading skill test was thirty multiple-choice items. It was to measure
six reading comprehension skills, namely reading for topic, reading for main idea, reading
for inferring, reading for conclusion, reading for details, and reading for word meaning. It
was validated by three specialists. The Item-Objective Congruence Index (IOC) of the
English Reading skill test was between 0.67 - 1.00 as the details in the Appendix. So, all
the items were selected. Later, the English Reading skill test was determined in the pilot
study phrase with a group of students who were not the participate of this study. The
Difficulty values were between 0.35 - 0.80 and the Discriminant value were between
0.30 - 0.80 as the details in the Appendix. The Reliability value of the English Reading
skill test by using Cronbach’s Alpha was 0.81.

3. A satisfaction questionnaire

The satisfaction questionnaire was designed by the researcher to examine the
students’ satisfaction about learning Reading comprehension via Smart screen. It was
validated by three specialists at the Very good level (Mean = 4.93). It was determined in
the pilot study with a group of students who were not the participants of this study. The
Cronbach’s alpha value was 0.79.
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Data Analysis

The data were analyzed as follows:

1. The scores from the pre-test and post-test of the English reading skill test were
analyzed by mean scores (X), standard deviations (S.D.), and t-test dependent by using
SPSS program.

2. The data from the satisfaction questionnaire was analyzed by mean scores (X)
and standard deviations (S.D.)

Results

Table 1: Quality level of Learning activities via the smart screen as an assistive device
by the three experts’ opinions (n = 3)

Number of Learning  The 1% The 2" The 3" Average Level

activities Expert Expert Expert
Learning activities 1 4.14 5.00 5.00 4.71 Very high
Learning activities 2 471 4.57 4.57 4.62 Very high
Learning activities 3 4.28 4.14 3.85 4.09 High
Learning activities 4 5.00 443 4.14 4.52 Very high
Learning activities 5 443 4.00 4.71 4.38 High
Learning activities 6 443 4.14 4.28 4.28 High

Average 4.50 4.38 443 4.44 High

Regarding Table 1, the average Quality of Learning activities via Smart screen as
an assistive device which were applied to improve English reading skills for Grade 10
students of the Demonstration School of Ramkhamhaeng University, Thailand evaluated
by the three experts was high level (Mean = 4.44).

When each Learning activities via Smart screen as an assistive device was
considered, Learning activities 1, Learning activities 2, and Learning activities 4 were
at the Very high level (Mean = 4.71, 4.62, and 4.52), as well as Learning activities 3,
Learning activities 5, and Learning activities 6 were at the High level (Mean =4.09, 4.38,
and 4.28).

Table 2: The comparison of the Pre-test Mean Score to the Post-test Mean Score of
English reading skills of the Grade 10 students of the Demonstration School of
Ramkhamhaeng University, Thailand before being taught by learning activities
via the smart screen.

No Type n Mean S.D. t-value df p-value
1 Post- test 37 2224 5.67
k
2 Pre- test 37 20.54 5.66 2.12 36 o1
*p >0.05
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Regarding Table 2, the analysis revealed that there was statistically significant
between post-test and pre-test mean scores of English reading skills of the Grade 10 students
of the Demonstration School of Ramkhamhaeng University, Thailand (t=2.72, p < 0.05).
The post-test mean score was 22.24 (S.D. = 5.67) while the pre-test mean score was 20.54
(S.D. =5.66). Hence, the post-test mean score was significantly higher than the pre-test
mean score.

Table 3: The mean, standard deviation, and level of the Satisfaction with Learning
activities via Smart screen as an assistive device of the grade 10 students of the
Demonstration School of Ramkhamhaeng University, Thailand (n = 37)

Level of satisfaction

No Items
Mean S.D. Level
1  How interesting and interactive were the lessons? 397 0.73 High
2 How well were the topics/ lessons taught? 4.08 0.68 High
3 How clear were the explanations to each topic? 395 0.81 High
4 How well was the teacher’s interaction with students?  4.37 0.64 High
5 How well did you interact with other students? 392 0.83 High
6  How conducive was the learning environment? 397 0.73 High
7  How reliable was the technology used? 432 0.78 High
8 How accurate were the materials to the topics? 4.16 0.76 High
9 How audible were the videos played? 4.29 0.74 High
10 How accurate were the assessments and grading? 4.13 0.82 High
Average 4.12 0.51 High

Regarding Table 3, the average mean of the Satisfaction to Learning activities
of the grade 10 students of the Demonstration School of Ramkhamhaeng University,
Thailand was 4.12 (S.D. = 0.51) at the high level. The highest mean of Satisfaction
to Learning activities of the grade 10 students of the Demonstration School of
Ramkhamhaeng University, Thailand were about the teacher’s interaction with students
(Mean = 4.37, S.D. = 0.64) and the reliable of the technology used. (Mean = 4.3,
S.D.=0.78).

Research Findings

The findings of the study were:

First, the Learning activities via Smart screen were evaluated by the three experts
at the high level (Mean = 4.44).

Second, there were statistically significant mean scores in the post-test and pre-test
mean scores of English reading skills of the Grade 10 students of the Demonstration School
of Ramkhamhaeng University, Thailand before being taught by Learning activities via
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Smart screen as an assistive device (t = 2.72, p < 0.05). The post-test score was 22.24
(S.D. = 5.67) while the pre-test mean score was 20.54 (S.D. = 5.66). The post-test mean
score was significantly higher than the pre-test mean score.

Third, the average mean of Satisfaction to Learning activities of the grade 10
students of the Demonstration School of Ramkhamhaeng University, Thailand was 4.12
(SD =0.51) at the high level. The highest mean of Satisfaction to Learning activities of the
grade 10 students of the Demonstration School of Ramkhamhaeng University, Thailand
were about the teacher’s interaction with students (Mean = 4.37, S.D. = 0.64) and the
reliable of the technology used. (Mean =4.3,S.D.=0.78)

Discussion

According to the results, the post-test mean score of English reading skills of the
Grade 10 students of the Demonstration School of Ramkhamhaeng University, Thailand
after being taught by Learning activities via the smart screen was significantly higher than
the pre-test mean score. Additionally, the average mean of Satisfaction with Learning
activities via Smart screen of the grade 10 students of the Demonstration School of
Ramkhamhaeng University, Thailand was 4.12 (S.D.=0.51) at the high level. There were
many reasons to explain these results.

Firstly, the Learning activities via Smart screen as an assistive device conducted
by the researcher were primarily based on the process of reading, there were (1) Pre-reading
activities that aimed to establish a purpose for reading, activate and build background
knowledge, and address unfamiliar vocabulary words/concepts, (2) While-Reading
Activities which aimed to improve comprehension, analyze the text and practice
meta-cognitive skills, and (3) Post-reading activities which aimed to help students
summarize their learning, check for understanding, and organize their thoughts and ideas.
As Wahjudi (2010) stated the three stages of Learning activities were composed of the
Pre-reading stage, the While reading stage, and the Post-reading stage. A reading learning
activities should begin with a pre-reading activity to introduce the topic and to make sure
students have enough vocabulary, grammar, and background information to understand
the text. During the reading stage, students generally read a text with some purpose or
interest in mind. When the during-/whilst-reading stage was completed, the students were
expected to have obtained new information from the text. Post-reading activities were
simply activities done after during-reading activities were completed. At this stage the
students were in a temporary change of state or condition, that was, they knew something
they did not know before. These findings were in line with Pratiwi (2019) who conducted
the research about Improving Students’ Reading Comprehension at the Tenth Grade
Students of SMAS PSM Plemahan by using three activities related to a reading classroom
process in teaching reading. They were pre-reading activities, whilst reading activities,
and post-reading activities and found that these activities successful to improve students’
reading comprehension at the tenth grade students of SMAS PSM Plemahan.

Secondly, the Smart screen with applications in Learning activities supported
the learning process and makes the students’ learning opportunities faster and easier to
search for materials. According to Amadi and Reza (2018), it is stated that technology is
an effective tool for students. Students must use technology as an essential element of their
learning process. Technology in this study helped the teachers meet the student’s needs. In
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other research, Lopera (2012) stated that using reading strategies helps students engage
with their learning process, increasing their motivation. Thus, implementing technologies
in the classroom to improve reading comprehension could be a way for students to enhance
their reading process. Hashim et al. (2021) found that many technology tools, such as the
Smart screen were employed in teaching reading comprehension. According to the findings
of this study, the Smart screen aids in teaching reading comprehension and motivating
students to read. In this study, the researcher used the application of Quizizz through
the Smart screen during the learning activities too. Fatimah (2022) found that Students’
reading comprehension improved significantly because of the Quizizz application,
according to the results of the research. Quizizz is an application that allows teachers to
build an engaging teaching-learning process. This allows students to be satisfied and not
become bored due to using the application. This also aids more motivation and working
both individually and amongst themselves.

Thirdly, the average mean of Satisfaction with Learning activities via Smart
screen as an assistive device of the grade 10 students of the Demonstration School of
Ramkhamhaeng University, Thailand was 4.1189 (SD = 0.5054) at the high level. In this
study, the researcher used the application of Kahoot through the Smart screen during
the learning activities. Kahoot is a game media that can help teachers and students in the
teaching and learning process in the classroom. To get students’ attention in learning that
has many words but only a few pictures, the teacher must have media to encourage them.
In teaching and learning language subjects. Using Kahoot in English lessons, especially in
reading skills, the teacher could create a new learning atmosphere in the classroom by
making multiple-choice quizzes. According to Wibisono (2019), students obtained higher
scores on their reading skills test when they learned with Kahoot in their learning process,
and this made their attitude toward learning have a major positive effect. That means the
Kahoot application was highly recommended for use in the learning process of teaching
English reading skills. When the researcher used the application Kahoot through Smart
screen, the students were satisfied with the learning activities. Restiana (2023) found that
there is a significant influence of using the Kahoot Application on Students’ Reading
Comprehension in the First Semester of the Eleventh Grade of SMAN 14 Bandar Lampung
in the Academic Year of 2022/2023. Additionaly, the researcher used Canva to get the
attention of the students and to measure the level of understanding of the topic being taught.
Students were also able to practice individually and in groups with the use of Canva, express
themselves by reading various questions pertaining to the topic, and then write down their
answers on the smart screen for the other students to see and discuss. This brought about
more confidence in each student. These findings were in line with Udaini (2021) who found
that the Smart screen was effective to develop the reading comprehension skills among
ninth graders.

Recommendations for research application

This study revealed that using the integration of technology into Learning
activities was an effective tool to enhance students’ English reading skills. This study found
that Learning activities via Smart screen as an assistive device was beneficial for the
students not only for enhancing their English reading skills, but also supporting their
learning experiences; for example, it promoted students’ satisfaction, allowed them to learn
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with enjoyment, and created a positive environment for learning in class. The findings of
this study might help teachers or educators adopt these Learning activities via Smart screen
as an assistive device to teach English reading skills.

Moreover, the present study could be applied to formulate and develop Learning
activities in order to create an active learning class with the use of technology. The results
of this study found that the integration of technology into Learning activities helped students
to develop their English reading skills, it may be helpful for teachers who were interested
in applying technology into classrooms in the educational field. It would also be beneficial
to use the integration of technology into Learning activities to teach other language skills,
for instance, reading, writing, speaking, and listening.

Recommendations for Future Studies

Based on the finding of this study, the following recommendations should be
considered for future research:

(1) Replicating the present study and including a larger sample size that would
be collected from other schools. The results of that replication could support the findings
of this study.

(2) A further qualitative study investigating the research questions of this study
through using additional data collection methods, such as observation would be very
interesting.

(3) Even though the Cloze procedure is a well-known assessment technique that
is used to assess the students’ reading skills. Therefore, further research exploring the
effectiveness of using Cloze procedure as a strategy to teach reading skills is worth more
investigation.

(4) Conducting further research examining the impact of the students’ social
economic status on their background knowledge and life experience would be very
interesting.

(5) Conducting further study to investigate the effectiveness of other technologies
to increase in increasing reading skills of students with the use of Smart screen as an
assistant device.

Conclusion

Based on the findings of this research. The following conclusions were drawn:
The objectives of the research study have been reached and have been thoroughly defined.
The aims of the research have been known. Furthermore, in the research study a summary
has been stated, including the recommendation, both for the study and for further study.
A Smart screen is a powerful tool that increases the reading skills of students. This makes
them want to participate in reading activities and gives the students the ability to work
individually and in groups without being frightened. The findings of the research also
disclosed that grade 10 students of the Demonstration School of Ramkhamhaeng
University are mostly inactive during classes because they are used to the traditional way
of learning which is also the passive way of learning because it is just mainly the teacher
giving out knowledge without students’ participation most times. This makes them
unwilling to participate and this makes the lesson boring. Just as the data from the
recently conducted research has shown using the smart screen with applications for
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learning activities the scores of the posttest was higher than the scores of the pretest which
means that students were open to different new and interactive ways of learning.
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Abstract In an era of intensifying competition for talented people, building a strong
employer brand has become an important strategy for various organizations. Strong
employer branding enables organizations to attract and retain talented employees,
increase work efficiency, create a good image, and reduce recruiting costs, ultimately
creating a competitive advantage. The main objective of this article is to present issues
related to Employer Branding Strategy. The first part presents concepts and theories

of employer branding. The second part discusses the importance of employer branding.
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The third part presents strategies for building employer brands through Barrow and
Mosley’s 12-dimensional Employer Brand Mix concept. The fourth part covers Employer
Branding Techniques, and the last part provides an example of an organization that has
created a strong employer brand.

From the presentation, the author concludes that employer branding helps
organizations differentiate themselves and stand out from others, attracting the “right”
people to become members of the organization and be part of its success. By creating
positive experiences that create a clear image of the organization for past, present, and
future employees, employer branding fosters trust, reliance, and a strong organizational

identity, ultimately leading to a competitive advantage.

Keywords: Attractive, Employer Branding, Competitive Advantage
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SanauarUszidliuna Usslemdannnsaauusuduisdislunisisgauasinwmiinnudifinig
a11n50g9 (Talent) (Wulidndsildumnuaulauazvimeiuinuimsauduegiann msais
wsusnesiefunagnsinaeesdnmsidinnltiiiensulandfng
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AYUAIAYVBINITATIUTUAUIBING (Employer Branding)

nsafisuusususdatunanuatsagiuisvluiegtumdsavey Wy
n1sassmyrainsiagsiulavansuainsnunseusendamanuiinsfingnsAusniseas e
UsyAvsamlumsfagaauiimnauiuesdimanie q dufiduduuosuaslnatlumsassmn
wuniegldauiivanzan

ssdnstoshuguzgusznauns liannsaaranusudlilansiuninguszneunisau |
vi3olaiddnyadnamuusud (Brand Personality) wesfesvideiiGenldinesdnsdulingy
“9nv78” vaefLesfiazigalainsfilguantiinouszsiniudig wieussuduius
Suaiaseuluandufnusig 9 Uob Fair) §eliisnnsdniunseng q wefiezadialszaunisal
Tfudatasliiunmdnualvesesdnmsiivaau

Mndymmanivilinisaduususunedns (Employer Branding) aniiunumeday
Tunsfagn (Attraction) wazassmmmiina (Recruitment) fuunususueisiifiviouaiiou
wimanfagagasinsidaanm Hreaiennugniu Snvindnanudfianvamsalifuesdns
dawafienmdnwal Jeldes uazUssansnmnsihaulaesaueedinis ninaufieuds
yoagUmNddyenIsadauususunedly fil

1. annsansgaladadasauiifianuannsn

psAnsTiiLUsUAueidia ssduiiiinuazandilugiuresdnisiuniany fegald
Havinsnuiiinrmanmsaanimnyulanesinidiansiay

2. annsafnwminauiiinueliiuesdnsle

wiinufidauguuasynituiuesdms duuildufazegvinudivesdniaty 4 wiuiy
ann1sateen Usendaarlddnglunisassmminaulvg

3. aansnaianmdnualiifresdnis

LU eRiTsai e mdnvaifressdnig dwadsoToidos mnutndede uas
Anulindanngndi a wagtinawmu

4. annsauiadsyansnwnisianu

wiinuiiflieuguuazgnufuesdms fuwliufaginuegisiusyansam aisassd
Haulan wazddiusdlunsiuuesdnis

5. annsaaieanuliuseulunsudadu

psAMsTTuUsUAE e asdmnulfiuTeulunsutedu fganaginyiminuid
puannse Wildganudisalussezen

nagnslun1sadisuusuauiedne (Employer Branding Strategy)
Barrow (2007) na@1uuUsuaAuIedeidslne (Great Employer Brand) Ag WuUsuA
afananluesdnis Tunisasisiusuademslianudifyiunissisummsnensuyed (HR
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Initiatives) idonadosiunagyénnigsianazaudesmsieanumanisesinasussgnd
Tnnsasanususiuednauseneudenssuiunsiiddey 4 Usenns T

1. M3FufuANLAR HDINTIIABUANANBAILLUTUADIANS (Corporate Brand), WUTus
HERS0U9 (Product Brand) kag LusuAUIed13 (Employer Brand) Aaidnuwade 3 Usens 1Ay
AOAARDINU LLawﬁ:JLLsﬁaLvhlsLﬁam%smLﬁauﬁ’ustuﬂ"luqmmmimﬁmﬁ’u (Industry Average)

2. MIDONUUULUTUS M iauedndnuaiiususuneiaiiuanig Tnonisasisnae
YaantinauluesAnis (Employee Value Proposition - EVP) n1syjaitiulviinfieninuainvis
(Expectations) fiuia3swamsiniuuasdsfiosdnisaanianld wWedsUseifiudfylunisads
AUUANANY wazasednuazleadnisld wnesdnsiiandudnvalifiduiiaunsoansilaine
agyhlingudmuneanunsassumle

3. MaAAeBULArARANILUTLA TnqUszasiuesnsAoansLuTuMNe e sioans
aelu uay msdeansniouen msinnsantessnsdeaslimnzay WeliiAauszansam
YRINTATNUUTUAUIEIN BIANTITATTIINITNAARUAMSN YL VTOAMAIVOILUTUA tnUAnLFEN
wifna uagngudmneunidungunaaeu ileUssiiunsou udeweausus ndnuiulse
Timnuminzan Ssdeansludsnguitming msdeansesineddeiles waylildiFesdidne
ninensuyudsdulsuinveuiisaiedies fesendeanusiuleanvaiere newnwgiuims
Fodliaudfyfunisaisususuedne sudsfeadudiunislunisadanndnual wie
INNYRIYBIMUTUA

a. mathluufdRuasUssiiusa e liunumsaauususmnedradusussa fealing
Avuniagusvasd szezian suUsvana waviulnveu msinnunansiuiususgwioides
wu Fruauluadag (Number of Applicants) Anldanasanising (Cost per Hire) 8n51n133U3Ae
WUTUALNE19UD9KALAT (Awareness)

N1383519NAYNSUUTUAUIEINGIEAILUY Employer Brand Mix Aan1sfsgauAna
Taladhunhauluesinig Fsdvsnavesnususueinduduvesnuaduensual amnuidn
(Emotional Benefit) 3¢d8n5nau1nnIAMAINIRIUNIEAMN (Functional Benefit) ins1zAniAT
AUeNTHAl ANUIANTENNTNIEIBIANITANNNTAATIANLLANAIAINARYS LA ARIAT
fumenmitiesiensEBULIUAINGUYS (Barow & Mosley, 2006, p. 59) Tagasdnisanunsa
iaueRuAIAMAINIUeITNl AUSEN aunTafalayAralreeININTINUAURIANTle
Tnonnsainensiuiiunnsig

AeulatiuIRANAENSIUTUALIEAA (The Employer Brand Mix) 12 3@ @3 Barrow
and Mosley Tunmsiinnsaninesimslaiinagns msasruusunuednunldluernsodannasg
(Barrow & Mosley, 2006, pp. 150-160) andunuvlunsimunnagns dsvinlilanagns
12 nagns fail
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1. ﬂasmﬁmﬁﬂﬂ’ﬁ%aL?ﬁmmﬁuaﬂ (External Reputation Management Strategy)
psANIAaININdseUUsEAUNIaifiAveaLUTUAnuen Ietnun s dunednedd dw
wiinaluesinis Aezinanuniagilalévinulussdmsidunidn uasduiimadislusmd |
Nneuen NFanmanuallusuuIn faztieaduayunardaaiy msiufduiusiumieny
aeuen uenani anufiteidssvetesdnsannnigaliyanassinihauluesinig lng
Balmer and Gray (1998, pp. 695-702) uasiN15dan1steldevauususvesasdnisliiiy
iweslolunsimunfianisifiussansnm uavanusanauaussingUszasd sumsinanudy
oehad Matfuasdnisaediosaiauusud Iuanseonisnmdnuaififvesesimslumemuasnieuen

FodvaudazyssianiAnainnsvinfenssuauduiivssdndluaennguidmanedsdl
(wat Tawngyaniia, 2550) faid

o FeidssimuImsdnms
Fordossmumelulad
FordafunmunnuesduA LAy UINg

YL FLIAIUTIAN

D

= 1% 1

DLAYIAIUYDINIINITUINT

%

gINUNANTTU

a
doeruANUSURAYR U AIALLAL ARSI TUVRINUTINS

D

b

O O O O O O

A . 2

Bk

s =

2. nagnsn1sdea1snN18luesAnis (Internal Communication Strategy) AeeilANu

Ney

'
a

aonndosiu warlrinmsdomsanidululufianafentu suuuunsdeasireadulledisdeiiios
finsnsiaaeu telidennuiidesnisieaseenluldunisanenenetiignies denades
Gibson and Hodgetts (1991, pp. 12) wesfiinsdoansnieluesdnisin Wunsdrenestrians
uazA 3 seninandnnielusadnig lnelqemjineiefiazussadsUssavsnmuas sz avna
Y0903AN3 TtinmsAeasuususuininnungluesing wudeatumshmsdeasuusudiu
aeguenesdnig Tnenesimiinalussdnisiuisumilougni TneiaTesileltlunisdeans
vt adlfiedosflodeasmenismaiaity nislewan nsUssnduiug msduaiumsee
paenIuNsIARaNssLvee Inennsdeansuusuinelussinisesdudafisonssyilundey q fu

flunsasiawusuanielueAnig
msdeansmelussdnsisdmuddnlidesluninisieasgnieuen mmznsdeans
aeluiiufsandounazyndnuosesdnis Weasdunisaiienissuinnudile uazgndos
uAnEnL aundnauasayaiaessiiisadesiuuusud samfmsaaeuanugnies
Yosinasioonluing wagsmiuiuindeussdns Wlufirmafeduegnauviass ileladuaing
avundetie (Credibility) aulinda (Trust) dewdunisadadeides (Reputation) nwdnwel
(Image) voeuusUAungnA wazidunmsvilimdnnuddnnagilaseanuduiusud a51musegle
ugnvdeviaesuazdudy uduiausssuesesdns (Culture) AndinaumnauiisdadeUftRuas
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Aunenog19dstiu nsasraususngluty Wunsiimadianianisnainiazdieadiausus
Yosiunvzviinnaugdutiuluiasiadesduld guimsdedinnudfgiunmsimuauseiu

'
o w a

Tunsdeansiungunineu Judunalnddynasiidiaisnndnvalifunesdnis Tudewna

[

N

=D

o fesuaniduiial ulsuienang q Anuaanisiuouian lagvianudilalinssiu
athedmau evhlyshauiviaunfuas Sausssuesnsiidenndesiunmdnual
DIANTT

o AwuauleueimumtnaulindnauianuinnuaunsalinuAnasasse
LazdnnnmegraLiled Lﬁagamauauaamméfaamssuaqgﬂﬁfl wagninay
fidhmnglunisvheu daduiiemsdunistundeussanstalulufiamadoatu

o Fansszuvdeansiia Wielidndninauldegindnarnaenna uns
gvneunnanwainisvhauduiiy Uadedvndnauaiuisauanininufniv

o fiszuunaznalnlumsiasuaiissiguazidale iovinlsimdnanuiiniuidn
megiflauazdalalunisvha

[ |

3. nagnsaiannzii (Senior Leadership Strategy) fundugfisiunumeddaysie
msaannanigedelunsainsuususunedns Gannedihiitussavsamdunildundsndnsy
TunsasnennuynRuveIniinmu (Employee Engagement) UNUIMATUNITUIMITIANITUUTUA
WLV UITEIUGAD miﬁi{ﬁwmwﬁﬂﬁqwaﬂizmuﬁ%LﬁmﬁﬁuﬁgﬂﬁwﬂLLazmsﬂizﬁw fidana
sonsaduazUudsunisiusvominaulussdnmsogvasiane angfihfiAntuasidu
usuaRuieUsE VBN MetesAnis e liusuAdun IS nuarieideiin Inedihdeadunilamso
fausEunszuIunswardoasuusud oanusadamurenisiuAsuslasiasiiusyAvsuaiia
Bty Fosamnsnuluiedefidliuandngu

4. nagnsadiatouwazausulinou sodiau (Values and Corporate Social
Responsibility Strategy) msﬁmm%’uﬁmaum'aé’muﬁ’wwmmaqaqﬁmﬂugmzﬁLflumsja’m
filsiinaniduGowesnamainvans (Diversity) sadamsiansnluanuuansiswestiamnynna
Juesusznaufiddyvesnaduwedidluadds Employer of Choice) WuAuMaINaNY
manALazEowesANLaNnaTzisnalunuLasTIndiusn (Work-Life Balance) 4
mnusuiinveusediauazidunsdesiularaiassinayselonilviuiynnadunardanusiuds
nslavilsiunsedsaudeademe

5. ﬂaEg%ﬁ‘ﬂ%’msz‘u‘umﬁﬂwamsﬂuaﬂﬁmi (Internal Measurement Systems Strategy)
psdmsfituususueuiifundasiisedumuiimelaaranugnitureminaufisduegs
soiiles wiEnsiananisUftRnuvareiBi maUssiiunanuy 360 eam msiananiely
osfmislagld kpis vidoduilanadiSalnesslugnisineudisanes asdmaviessiananidy
TrgusvasAsun1sRL (Financial Perspective) wag lailn158u (Non-Financial Perspective)
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Fsazaseunguilu 4 ¢y Ae Funsliu dugni Munszuaunsnigly uassunsSeuiuas
Wl (atde Wiewne, 2545, wi 22)

6. NAENSAIUUING (Service Support Strategy) WﬁmméfmL'%&Jui”[,uﬁawammm
fidsruliungnén Fadestagsodiifuamitanluemesnuanadowuaznissiignén
uAfdnu i minnuinezifndasluzesvesnuaiiuiaTaveuusuduas AR LUTUA
msvihiauedeegliaenndosiulszaunsaladafininauldsuanesdnms Fafunagmsd
Fosassliminnusuialioudlidudvieuinisuesesdns Ssazanunsamevennamiuyiass
wazasuaunagilalviuninanulussdnisme

7. NagNSNITATIMINANITIIINSURUMUG (Recruitment and Induction Strategy)
vNesANIABINIYAINSATANEeL (Value) Laggaunsal (Ingenuity) WHgafusnsianianu e
yanefsyaratuazfesanansainuiniuowdmsldsreren msassmyeains (Recruitment)
TneihunuandRunnnityaainsifianuiuassinugnisiin ssdnsdeadesiuimiinmnuynay
anunsaiamLSuasinueldioninmsiasuiruad (Attitude) Tnsdiuanneadnissa 4 oz
asmAndenyanafiinuauBanzauiue fedesdeflflunssuiunisassmuning uindu
wumiinnuldannsodifuiaussaresesdnsld ddunsaiimsassmdadonyaains
dostinagniuaziniesiiofimnyay Jaazannsavssdiunaznsvaounaauifvesainsauls
ogaflsanss fuimslusidmuunadnasviauddylunsdndenmiinamduyndumidans
duawaliuuiangan welildninnuiivnzfudnuuzuas Samnsssmeausdann

8. nagnn1sdAnsineu (Team Management) Wewiinsmanansaususalidniu
Fauusssnvesesdnisle annsovhausuiufifusymuesitousmanuldiduogisiwinemd
wiivszaunsoiin dwalmAnusednsnmlumsvhauiiity uvisedmsihnusuiuiivernns
afunrmdunlalunsvinu Tesemzidiefinnudauds (Conflict Fsmsadretonnassiuiu
dieasaussvingiu (Norms) wesfiuuiiinginssuuastaeliudosiheneadiu fiuasdes
fnstwuathmnedidaey dilaie Snsweunnemuunumuiing Snsdaussrniiotuas
Tinsuiisveutgvesnuuazmifiniaiuiiavey fimsdemsiueralame fonsialena
Tinnsdeasaninia (Two-way Communication) Fsvilimsiunainussgaausyasdudoll
msnszateanudufinleglimdmaidsalunsdndula Munudniuny waglifidnsa
Tumsdndula dnaluladfiviuatonlfiiieniazain a5 aneaourugndesvesieya
ynads uazinmuingsutoyadnansldsudoyatmansasudou funa

9. nagnénisUsziliunan1sufiRau (Performance Appraisal) Wutladeituends

| [

aaAvdnvosninauinduluauiesdnisaanivielsd Tngiiunszurunisuseifiuna
MsUftRnu Fadumsdaaumdnendfuanseenisnnuy mnuanunsaegadiud wazduuss
Fundoumsiniunuvesasdnisliussgingusvasd wastwngldegniussansnm neld
N13NEIUTIUUAEANALAATENINIAMUABINTVRIDIANTUAE NN WA B IITayandneu
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Hudsed iloussaradns uarliminnunnuidesldsunlaseslsendegdliiiunm

10. NAgNSNITEUS warn15WAILI (Leaming and Development) mMstinausudiiiu
Fevimlsrere1d 83An15RBMLluNTHAINIANENNTA WavdajumninenTlun1simu
Farnuanunsnvesntinauegsaiaue Tngnauuamaiauinmsasnuodwliiuningy
ilefafnenmiluvisievesusazyanasenin in3esilolumsiannynainsiipiige fe sty
(Manager) Fsstosimihiiduldy viefidsdiudgnios mssduyanaiilnddnfuninnuuas
fiBvswasrevirunf (Attitude) WoAnssu (Behavior) veaniinauunilan

11. nagnsnisltvsneiauaznisueusyu (Reward and Recognition) F18A1mBURNY
Amngauiuyanafitsiimuaansomuminfnuegsgfsssuuasingay Sie19aziUiouiiioy
fuvitvlugsiadentu dWeiduwumansnddassaiiarineuuny (Compensation) ¥esuUiHh
Fsorazfuiiiu vie msveufunavuguAvemiinnueg ey dadunilduusegdls
(Motivation) fidsuavivlimniniimidslalunisvinusuiusagiliiAaussansamialunis
yhaunnniwssyddaiidusntu wu msueumnenuifianuime ninanuazianiauduay
HANdIAYRonIAnIs

12. nagndanimundenlunisviiau (Working Environment) a9fnnsiigaitiusinu
winnssudesiminensidnasonsaiieuanadiassed Inglidddshumimihiivomiina
uazanlassadiifituneulunmsfonsaneyifidudounassenniiteassauiaveulunmsvinny
udsdesininensiiisanenenisad19assd wusiunal (Time) welulad (Technology)
sulszanal (Budget) La3sile (Tools) wagANuaLNTavesTiNIieaiaassAuinnssuegig
Ananszlan (Radical Innovation) Likert and Likert (1976, p. 73) na1anniseisianiineu Ing
mMsnesrmsianuelaldlunsdnaiafinig wezdfuugsanmnisiau egdlalvguiRny
finnsinreu fviumddedia wesdamuiioelslumsvhanuiu weiinsnanidunnden
Tunsvheuasdutiidoniafidfalunsuansdanndnual vesuusus

faduannagnstnaiy shlimauiesdnisiidiinagnsnsaiisusuduedluldd,
o199zsjThilunsasiATuAnsnaiu ﬁy’qﬁlﬂaﬁﬂﬁaqﬁmﬁsuaqmul,aqﬁmmLmemmﬂfjmJa way
WunswausaudfuTausssuuaznmdnvalvesesanisisenaumuzay odesnisiagn
Iauagnidiuihauluesdnig wasthesnwaulvedivesinisiussezen

a o I3 v .
WMAUANITNILUITUAUIYAN Employer Branding
1. Mwuagildiusin (Participant) luiwususuiedne (Employer Branding) Usenau
Tuse

'
a

o HuImssesiuas (Top Management) fipadnlauazidaiunnudfyvesdiiay
195ua1nNsvi wusuALNEdNe AesaiuanunineInsnamu au a1 353
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o 3nensuysd (Human Resource) fiosadnanmdnual aauusud aisdeides
wazosszanunaundulithedy 4 viauldazan dheyaeaiviiuthidiesd
ANHATIANIINIIAATA STN0IANISA

o MIvLuazAIIaN (Sales and Marketing) fiasasnannssud afunrunduiian
sunsadnsnanamelufarliduuelml 4 szaunazdisfunisoanuuy
wusUA (Design Brand) asAan1saglaeanuduuuimadeiiuuagidnlanseiu

o winluladaisaumawaznisdedns (Information Technology and
Communications) feuntieEesnsaiuassd senuuunadniaInns Ussa
waglvimnuAniuuuimianisdeans sUuuy (Platform) Tnidafsanieades
nMsiliuLusumneivesnlluumsihedeanudilanisaunisuen de
somnuinlavesaunely

o HAnfu (Product) nguAuivhaufundnsae dufuaziinia axliteya
Fadndundnsas deunsfidhondneinsuyed vienguamndu q aghiddnm
Nl warldudAnivinlfidousiotfun1s eenuUUTULUULNLNTASUTUA

wigdnalel

2. 9B (Planning) ﬂissqmﬁa S2ALALALEWNL WIS 0980 9 Hutumeu
fiddalaanizetieBs Msszauaned (Brainstorm) Wi SWOT 18983An15 AsI2HI0I6N"S
figauda (Strengths) 9aseu (Weakness) sl gaudslafiannsoimunagyiliau e
Wisuifisusulugnamnssudentu vieluiuiietu fanseulafiasusuus wiethunfinnsan
deufdametnsdsdu wugaudsivisnmduuidnlelnl Teewflafigiivadioduiialadu
AL Generation Y dafenfe HuuTimlvifdsliifedes dofsusuuisnisamuda 10 nid
uazilderdeslugnamnssuannninilenia (Opportunities) la flo1athudanslugaudsld vie
Feunnnindadisusvugranmnssudu vieufidulifoananu (Threat) laflaediniss 1y uay
Youtuld lulinaneidugaseu wiodassuanamanwainionienisa

3. JusiunisnadwsfilaainnisinaunuLazin1sadeans (Proceeding,
iImplementation and Communicate) fn1nenagnsdeansinelunazniuen nsdeans
fivis doansooulat (Online) Mndesmalaeaiinddn (Social Network) sinq 9 NITUNAUDUTEY
rnutonnuUssmatsgalalumssvaiase Inethddny (Keyword) $19usnvinnnsiioans
nsuuzihesdnisiiuivleduetesdnis (Corporate Website) alinssunisuan gauszase
nsdeansehlfiAnnaneuiufenisildiuson (Participate) M35U3 (Awareness) n1satla
(Interesting) wazlAnN15n32¥11 (Call for Action)

4. fiany Iananarasy LardiasIerinaINN13aLEuN1T (Monitoring and Evaluation)
nsianalaeiuuudisannufaiiu dregadinin W Sdneglsiunsyhuuudvesesrinis
2nARUIRTe (Clip Video) 1 viuasuuziifiownienuidnnadasnuiidniels fadasiidnan
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adfsnud vovimmsaliasnnuada Tnedauildluluasies udaihdeyaiomemnaguna
uariinsziinsieansuususuedidlinasenslsuazmiinaulidoyadeundy (Feedback)
aglstng

5. asgutndanaansuazdsnamsulng 9 (Awareness, Observation to Create New
idea and Design) Asfimmiiauefio nsdans fasw assvinfwaiindu WANSAIUTUN
fina 9 udaUsush UsuemilidnAuusunlvl 4 msuslal o fodu FenSWeINTUYWE 919919
n1sasusuAn1edne lugduuulngd q 10 uagveniusiuliewasdiowmaeainynniieany
NMFESIUUTUAUIBIN LuUidIuTmnAUlUIANIITERINTINMSoLNUNA1S 9 A1olupsAns
(Cross Functional) # a¥dlsiAaaugnify (Engagement) wazarumanilalunaaungiy

| '
6l o v A

nnEevilmfanadnsiddgyduesdnig ndnauesidnidiuniuannmsditeyanadimanag
p9ANsUN lUUSTUUTIRILN

1981999815718 Employee Branding #id

Google : piitatfuiiinlugiuzesdnisfiiliausssuesdinsiin wiinnulssunaneuuny
uazatarnsnsgele flemaianndnenw uazidnailafilsvhaniunifa Ssaenadesiunagms
nsasuusAungdlusunagnsnsSeu; uazn1siaun (Leaming and Development) uag
nagnsnislvisrsauagnissauiu (Reward and Recognition) wianilifufsiinsgaauanlaves
Q’mmumﬁwLﬂuéauuﬁﬁuglﬁa Fausemil EVP (Employer Value Proposition) dwsumiinay
#® “do cool things that matter” 9nteyaniia Aavdlslu 5 dmuuismilanmnsaaiisaniugy
Tumsvihandlvifumiine uazianilsly 10 dwsuusdiminanulianuadalunissmaudu
Usun (Work Venture, 2013)

Starbucks : ann$Uind Fefiteideslugrugiusudueiailaniu luSeswesnisatiuayy
wifne unuiaggaiuanamensulumsairsuusuduedrdiiundnimiluesdnisies
ogafien amitad 16l EVP warTmusssuesinisiiasvieulyminanumnau fanmilouduinnn
wAntinaulasiisudu “wned” aenadestunagndnisdearsnelussdnisineznisdoans
aelufuninauuierinfeunazyainvedssdnis eszidunsaiunsiviamudle uas
gndesuntineu Aavanivilininnuiinnagilafildsunuiuuien uazamitadiivomns
dwsunthauilonansanunanilavuludeaiiiie (Social Media) (Work Venture, 2013)

Marriott International : wu3eev Suwefiuduuua Téaisuususuredranudisiy
Sy alilitundneu Tunisadeaiauuagmadulaliiuntdna Ssaenndesiunagns
N3asuUsAUNgluAUNagNENNTSEUS UAzN15IAIUT (Leamning and Development) lnglit
AnudAyiuNsAnyse wavatvayuauimvtluaisodnaeluuien lag wuSeanlad
Tsunsudwiumsiinevsuuuumseslifuniinnuieativayuniinau Fslsunsuilofamn
wifneumand iunstelindnauldiGeusinueduersal Emotional Intelligence) iadia
nsiludin (Leadershilp) wagdnanuaunasenine@inuazn1svineu (Work-Life Balance)
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I‘tJiLLﬂﬁ:Jﬁﬁ%aLﬁsJ\‘iﬁZjﬂ A9 Voyage Global Leadership Development Program Falgsunns
ponuuLIn tetelifdiamsAnnseiunmiineds aunsaBudumsvhauluedoussesy
uazlFeuaundondmivenaniianldlugnanvnssunmsuing Wesnmsueulonianniig
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