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Editorial
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msﬁmmmsaautwuiﬂsamu's"mﬁumﬁaauaau‘laﬁlﬁafiaLa%u
N5 uunAMATgRanaliies dusuiinBeuduliseudnundi 5
Development of A Project-Based Teaching in Combination with
Online Lessons to Promote Living According to the Concept of

Sufficiency Economy for Mathayom 5 Students
Received: 3 May 2024 Revised: 22 April 2025 Accepted: 6 May 2025

NVIA ATATRY, AnEAnvIMmEanS UnInedeYIIN
uAT araanul, ANEANYIAENT UNTINYIRBYTN
A5eUs willvd, AefnwiAans WIne1deyINT

unAnge ms?@"’aﬁyﬂ:‘i’mqUiszﬁﬁaﬁ'fw’wm/am757\7’¢1/u7n75&@1141,UUmemiaim"’umsaau
ooulatioduasunsledanmumbairygianauiies SmsuihiSeutulseufn i 5 il
UsyAnBnmmsinall 80/80 Anwswilussanravesnisaouuaznuiane laveninGeuiiie
13001 NGUTIEENTIIN TN TSNS ususTeeudn Y T 5 amiFeud 2 Tnshnw 2566
l5a5guInTIMeduaTu enneass Iy Vininvays [nennIsiaenngusiee NuuULRI£ad (Purposive
sampling) 1 WouiSeu F1uau 40 A inSeedionidlunsise dun 1) nrsaeusuulasesusiusy
nsaeveeulal nquaIsenISIUIAIANANY) MIFUIMALINUTTTU TIGTVUATYFAIANT
2) ieuseuaaular (Google classroom) 3) WaUnN133ANTITTEUT TI8IVNATHIMANT 4) WUUNATEU
poulanouS ukaLNAUSEY kay 5) WUUFEUNINATINAINE Y

Wan173veNUI) nisaeuuvulasIIuTINAUNIsAauRaulal ngualTenITiSeu;
AIAUANYT AIFUIMALTNUTTTN TI8TVUATYFAITNT TAIYTEENTAINYSINTEUIUNITH O
Ussansnnessaans (E /€ ) iy 81.25/84.37 daauilussasua iy 0.7253 uaziniSeu
iSousemsaouuvylasenususunisaeuseula dnaridnauiamelalunisaeusglussay
W niign (ANade = 4.52, S.0. = 0.56)

AaAgy: NsaeuluulATIuIiuNMsaeusaulal el iATygaans UniFeu

Abstract This study examines the results of developing a project-based lesson in
combination with online lessons to promote living according to the concept of
sufficiency economy. For high school students 5 to be effective according to the 80/80

criteria. To investigate the effectiveness index of teaching and student satisfaction with
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teaching. The sample group that participated in the research were Mathayom 5 students,
semester 2, academic year 2023, Mariwit Bowin School, Si Racha District, Chonburi
Province. Obtained by selecting a specific sample group (Purposive Sampling), 1 classroom,
totaling 40 people. The instruments used in the research include: 1) integrated teaching
with a project as the basis. Social studies learning group religion and culture, economics
subject 2) online classroom (Google classroom) 3) learning management plan subject
economics: 4) online tests before and after class and 5) satisfaction questionnaire.

The research results show that the efficiency of developing the blend learning
model with project-based learning based on the data analysis is 81.25/84.37, the
effectiveness index (E.I.) is 0.7253, and the satisfaction of students who studied the blend
learning model with project-based learning is at an excellent level (mean = 4.52,
S.D. = 0.56).

Keywords: Project-based teaching combined with online lessons, Economics subject,
Student

unin

Yagtuluganlaniimnuasginininedesngisuduiliosnainnislidmalulad
\eweulestayasiig 9 vawngiinavedianidicieiu nszuan1susudsumsdauninuly
ARTTYN 21 daNaraINN19MmTITNveIdIANRE 19NN ATIRRlANRUMILAZINSBNAIINSBY
lumsiamsitens WinSeuliuiuasivinwedmsunisesnlumstinlulanluanisswn 21
Ao o A & ) a Y . . | vy a ) P v A v
dfeyiian Ao Vinwen13eu3 (Learning Skill) dwalvidn1siudeuulainisdnnisiseusinely
< A & a o o o & =2 & a =
winluAnisswil 21 4 daus Anuaunse waeinwedndy gadunaannnisusuilisuudas
sULUUNTIANISSEUNISAOY AapnIuNMSwsENAUNSurusng o Iiutedeatduayuiiaz
biAnnstens sualugauiinsudsiundsauaeudisgalulagiu dmanon1susudi
Tiviaenuazviviuiuauldsuwdasiiiintuluusunnisdenuluynifiseuniu falu
nswaTuai1eennm3 (Content Knowledge) Minwelanienna (Specific Skills) AMu@eIvigy
\aNNEAU (Expertise) WavaussnuzvaINIsswingiu (Literacy) SulududsdAgyiiseaintuiu
v va = 2/ (% 1 a PN [ 1 £ 14 !
fgseulunsSeuiyadiauuiinisivasuwdadduanissen 21 lWdesduinveaunissu
nsen Msduau ulvinisfndnaed anuedladimsiaudseuligSeulinnunieudu
NNWLFN 9 dNINULEUITNITANINITANYT (2567)

n1sdananssuNsteusluneliviasygmans dmsuiniteussauiuliseudnuiln 5
IeSeunn3imdueiu lumsdnnisseunsasugduuulninlasunsusuugmanuangnsiauly
nauaNTEN1ISEUIHIANANY) MauLar TausTIN lnelinsuTulwiRnnediu “iasygianeiiies”
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a0 TouleamdnsITUMINTENNSAAUT WU “Msanenany” Famnefannsligaldas
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FansGeumsaou Tdun anududeureaton densdouiiliannsofgaaruaulagizould
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miﬂ%’uLﬂﬁﬂugﬂLmeﬂmsaauLLwﬂﬂa LflugﬂLLUUﬂﬁiL’%‘&Jumiaauﬁmammmu (Blended
Learning) Tnerdun1sdanisideunisaeuiinaunaiunisSousaulativaznsSeuluveadewiy
sUkuUNsBuTiBangu nevauswiam LN hyARaTes TR usULIUNSGeu
sUsuUMAn euadla wazALANIIaveNSeuLtazay HunsEUILNIng lueaey
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nsSeusHungusing q laglidesonduauiangsvsennvilsdeiesedauied giseuaunse
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¥ ]
= = v o =
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v 1
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- tnBewineundungulasesnu (Problem-based Learning : PBL) wianti#l doanswiuesulayl

AU MAUDNAIIY UIUITINNSVRIISUTEU

- #1599 Tn55An15 “IAassauwaliies” Wufanssy nuwiudwnisueddsaseu

- dnSeunnsulassddennauladilvldlunsaidudinusedn Juass

12



HRD JOURNAL Volume 16, Number 2, December 2025

E - Evaluation (n15Uss1liuna)

1. MyUssidunadunvdveadSeu:

- WUUTIAEBUNDULAYMASEY Lae Schoology Learning

- msUsziiutunulassnu Tng Google Forms

- MIAETioUHANTSITEUS (Self-Reflection)

2. MsUsgillunseuIums:

- wuuUsgliuanuieanelavesiniseu lng Google Forms

- dunwaiinBeuiidinlasenu / wuvaeununsiaon

- Anszfaunmlasan e anufaaiisassd enudeulostuiinge)

5. fapulideyadoundutineuromiwig q fifuuali neudednonuuarasuidom
wienliteiausuuzgSouannmsiumeusoula foonuuull reuflasdhasunuumdamin
Tutustely

6. MIgEULUUINIYWTN Haouasnumiu Weslsannunnmsfnwsiuszsuy
ouladlviianunioufiazufifvidluduiou uasdnniougunsalliinGouldindon uavlv
vhueiwnuAanssufiesnuuuly

7. {3sufnwunSeunnvidenaunauiumsaeuainiioadouseulat anthili
dReufnuinsdiinedraududsnguainalasenunslifinnuunaaasugionefios iletiaus

8. WidnSewviuuunaasundainisnisaeunauray lagldnisaauwuulaseny
Sufunsaeussulatiavaoundnalyniuaends

9. uymdeyaiiielUiinsginanismnasasiely

4. nMsiaszvidaya
p¥rniasaiunsmaseddnisasuuuilasanuinfunisaeuseulatifiodussy
NITIRRURNARLATYERANELEY NauANTENNSREUIHIRNAN Y AawIwaz TRIUSTTN 1877
Asugmans dwsututseufnui 5 uasifudeyarn 4 Geuosud fiterhnmsieszideya
Tudseidiusing 4 il

1. msUsziiudsz@nsan Wunisusslulagldinaeissiiulsednsnm E1/E2

193 FBed wansd (2520) Tamsidensiisiuumnasiusyanin E1/E2 wihtu 80/80

E, = 80 fe AzuuwvesiiBousnsguuvumsaeunainaulaglilassnuiugiu
nnmshuuuiindaTheuniZeuianssueeulatissninaGou fendsiesas 80

E, = 80 fe AzuuwvesiEousnsguuvumsaeunainaulaglilassnuiugiu
MnMshAanssILUUAaeUNaSe Tiaadeiouas 80

2. Ansesidviiusyantne 91nFULUUMSARUNALHALIN AT BN sadALilD
WIguguaUuANeIg
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3. AnTviRan1susziiuaMuianelan1sieusliuunsaeunaunaulug iUy
YounsUszaaAn (Rating Scale) 5 sziu Taeldinaminisudaninuminevesaade fil
A5el JAlvednd (2554)

AzLuUAAY 4.51 - 500 vangauin deuianelaunndian
ATWULLAAY 3.51 - 4.50 wneAad daufianelaunn
ATWULARAY 2,51 - 3.50 mu1eANd danufianelauiunans
AvkuuRAy 1.51 - 2.50 wneaud danufianelates
AzLuUARY 1.00 - 1.50 vngaudn deuiiawelatiosdian
NAN15IY
1. namshesziiiensdeulszavnmaeinisaeuuulasinuiiiuunSeusaulay

\edaasunslTInnuLuIAATYgRaneLies I518azdenrw1sei 1

A15199 1 WANISAATIEFUTEANSNNYRINTEB UL UULATI U IUAUUNIS s uaaulatn LN el

E/E =80/80
anwar | W | Azuul | Asuuu | Asuuy | Sewasves A9EAY
VOIAUY | HiS8u Wl 393 A | Azuuuady | UszAvsaw
JEnInaS ey 40 40 1,300 32.50 81.25 EJE =
UGATEEM! 40 20 675 16.87 84.37 81.25/84.34

1nd 1 w1 UseAvSamvesnisaeunuulassnusiuiunisaouseulatiie
daaunslTinmuiufeasugianeliies uszansamuindu 81.25/84.34 naansiduluniy
ineusifvual

2. manageufuiusravnavesnsasunuulasanuTuiuunSeusoulatiloduady
NSITIRIURIARLATYERANELEY USINGAIMIS9

M99 2 wanaNan1TiATgiARetiusyansiavenisaeukuulastuTniuunseueaulal
WaduatunslddIinauuuIAnATygRaneLies

<2 1 ::' v
N1INAEDU N ASLLUULAN ASLLUUIAU ALRAY E.l ARLUUIDYAY
AU a0 20 345 8.62
— 0.7253 72.53
AT YUY a0 20 675 16.87
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NANTT 2 WU NnITedeUTRadgVEIIN1sBuvesinSey $1uau 40 Au
AounisasunuulasIuutunsaeuesulal @1nsavATLULIINNISAFe RS HUTIE
AvuUULAY 20 Azuuy ldAzuuusvetnBoutwLn 345 AzuUL SATLUIREAY 8.62 WAy
NAISHUANNINVILUUNAFOUMIELUUNIAGOUYALAL I¥AzuuusINTe NS ouRmNn 675 AzLUY
finedy 16.87 avuuu maAeilusransuaresnsaeuuulassusiunsaeusaulatls
Wiy 0.7253 wansimasainnisidnisaeuuwuulassusiuiunisasuesulal fiSsuinzuuy
\fisTudenay 72.53

3. waaufianelanisasunuulassnusiuiunisaeuseuladifiednaiunslddia
PULLIARLATEFRINELIEY NduaNTENSBEUSEPLAN Y AMauwey TRUSTIU S187 LATYgAEaRS

AN5199 3 LAASRANNT AT IEVALTNND lYRIN S 8UTUIsaUAN Y UN 5 sionsaaukuulassny
JwiunsaeuesulatiiedaaSunslidinmuwuifaasugianeiiies

578N15USLLAUAIUNIND 19 Aaae | S.D. wUana

1. AUUTIEINANSITEUS

1.1 msdnsseudilvdnSeuegaianinugs 4.48 | 0.55 1N
1.2 msdanssgudibndnSeuiidasslunisiSeus; 4.65 | 053 | uindian
1.3 vinaFeuseulatvihliinSeulienunsehoIesu 4.40 | 0.55 1N

2. PIUMIIANANTTUNTFOUS

2.1 nMsdananssunisiseusluieassulnfnagiouseou| 440 | 059 1N
soulaliiaumunzay

a vaa £%

2.2 dnBsuldadioUfUiAnanssusienuies 475 | 049 | undige

2.3 dnswanidguiteuiseninadniSeunasaiiaeuniu | 475 | 049 | aniige
WeaSuUnfuazvinateusaulall

2.4 dniSeusanisnsAumIANuSuiLaIndesaulal | 4.78 0.48 | wnNan
U L] 4

2.5 UnSeulnNUSURATDUADNNTLINUN LIS ULDUNLNE 4.38 0.59 117
2.6 UnByULANUNAILENIDDNNIANUAR 4.45 0.55 1170
2.7 UnBgUAINITYINUTILAULAL TSR BTN ULAL Y 4.43 0.55 110

3. pulsgleviilasuannisiseus

3.1 tnSeuiiauandng Hemdedaiulazi 4.60 | 055 | 41ndige
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A1519% 3 (M9)

s1ensUsEiuAUNanela Anade | SD. | uwlawa
3.2 dnFeuauisafnwideyadoundslaniudesnisiiu | 4.75 0.49 mﬂﬁqm
WesSsuooulal

3.3 thZeuheuldegiaduduneu 4.30 0.85 110
3.4 ﬁﬂﬁ&mﬁmmLﬂffﬂﬁ]ﬁwﬂﬁaéwgﬂﬁm 4.45 0.55 170
3.5 dnBouanunsnadistunuldnuanumanzey 4.43 0.55 170
3.6 WniFeuthanuieasrinuelUldludiausedriula 4.40 0.55 170

[GERRIEH 452 | 056 |wniign

1 3 WU AzuuueuienelavesiBeuiidnenisasunuulassnus iy
nsaoueeulaliiieduaiunmsliTinnuuumAnasughaneiiios wseenidu 3 dw fe 1.
UsseMANsEeus 2. sufanssunsiBeud way 3. dulstlewd saumndenuiniiedy
a.52 feogluseiv “euitswelosnniian”

anusena

1. wansvageuUszavEnisaeuLuulasinuiunsaeuseulaileduaiunislidin
aLIARAsYgRINaLRes dniuiusisenfnudi 5 SussAvsnmanannst E/E =81.25/84.34
Fudulumainast £ /€ = 80/80 ifwuals

N1359AN3138UNT3ERULUULATI9Y (Project-Based Learning: PBL) AU vanusaey
vouAsugRanaifies fanuieadesiuesnsdinds mseiaeuumdaitiunsimuniinuedin
NSFEUTAIEAULLY LagN13ANATIERBE19TvInNA

AnuegteTEitssFeunuulassuiuvdniasuganeliies

- M958UFAINNITA0Y1934 (Real-World Leamning)

ABeuldnauay fn Sieseit wazasdlovhlassnusmenules Ssaenndestundniasugia
wolflpaiihilyt “33ndn” waz “33nvih” edrameUsvanauaziiveNa

- mislamdnennsegnafivseavsnw

Tasanuiidindosausnlimineinsodisduen W suUszana nan Yag dadouleaiu
wan “woussanad” wag “Twnna” luesygianeliius

- msBeuiiiefienaues

fnSsuaiinfaudtamuazyindsing 9 feaue Li‘]uﬁﬂmﬂﬁugmmaqmiﬁﬁq%‘im

LUUTRL LA UM LATYERANLES

16



HRD JOURNAL Volume 16, Number 2, December 2025

Y o

- MsHnAUTEUABULALIlQNANAY

9

5E1N9NIASIU UnSsufuaaunlaraUasse AoNaNUSULle dannaaeiuwIAn

o gl

'
1% v A

“fnRAuiunatuds”

- ALASUANTITNLAYATUTIIY

Tasanunangedne Wy lassnuileywuriodaunaden duafulvigGouiinddnia
fAnusurngeU %qLﬁwﬁﬂuﬁugmé’ﬁwamé’ﬂﬂ%’mw“‘:

2. M3BeuskuUlATIY (Project-Based Learning: PBL) Lﬁuﬂizmumsﬁauifﬁlﬁu
N3ldTINveI3euee199393Y Inefiouaziludimuatyv My Auaimdney way
thiaueransBeuiienues shunmsihlassnuiidenlesiudingds (Sar & Nugroho, 2025)
N13SEUIRULLATIUAINTaYTANNSAUNSNUT YR ITeRATYgRINaMEs (Weuseunas dvswa
fnsAuiu) loegrsasi Tnensduasulidniseuanitasen 1wUaUlATINeE1950UARBY
Tdnswensegainmen waziieuiannisaievinase (le3uam Fulsauinng, 2566) Msiseus
wuunsaeuuulassusintunsaeuesulal 1unszviunsFeuifinaunauguiuy
nsdeusiivannuans lihandunsSeuiistuluiesdsunaumautunsGouiuenvioaiou
A Feudaoulindywihiu viemslturasSeusiToguarnvas nszuiunmsGouiuazAanssu
Aatuangnsds msideunisasudivainsuuuy whuueegiinnsligizeuusqudnune
nsi3eudifuddy msseudeimaBouiuuunaunauiy faouaunsoliiinisaeu aesis
vi3eunn lumsBeuntsaou §Esusasirouiiufaniusuarinddatunniu aunsouanideu
UszaumsaiseninsgFeutuiaeu viedFoutugieu Siaenndosiu (Peng & Wang, 2024)
fnuinfunisdnaduianinisvesFouldesnaiud uenmninmsFoudiaglilasnudugiu
(Project-Based Learning) faifiunsiFousiidauszaunmsailunmsufoRauliungGoumilouty
msvhanludinaisenaiiszuu ieialondlifGouldiuszaunisalngs IeEsusitnsudtaym
Brsmanuienuaiededivana livinismnaes ldfigavdaing 4 seaues $8nmsnauny
navien Anmadudin geann saenauldiamuinssuiunisinlasianiznisindugs uas
nsUszdfiuaues Tnedagdudnszduiiietanuadlaiifinondisousnldlunsifanssu
Aupfmanudiedies ilugnmaiiuanuiildainnsasleufud nisils uagnisdune
103 dawalvigizouiinnsFeuiiunszuiumsihaudungy fazihungnisaguanuiln
fnadeunssuiunsdavinlassnuuarlduanisdafansaudunanuuuusUsssy venaini
msdansBeuilagliflassnudugu dadunsGeusnligGeuldsuuszaumsal@inluvued
Fou uaglifaniinuesn  Ssaeandosiundniaunismuddutunuiauinues (foee
o, 2564) %1 6 tu fio AnuFans enudla maUsegndld niATIeE mMsdaasgd
msUszifiudr nsdaniseuilaelilassudugi foléddndnsdanisSousiidiugGeu
Juddyy esndGouldasdeufofifietndnueeig 4 femuomniunou Tnefagdugly
msdaaiuatuayu msdanmsBouuuulflasanudugudunmsinnisSeusifasdudnsedu
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dehmnuaulafiAaandainFousnltlunsihianssudunimanuifedninGeues iy
gnsiiuenuilsnnnsasiioufid msilauasmsdanaangiBervgy Uackson, 2025)

3. psefiuauanumdn ADDIE Model ifupdesiioddayiivelinsesnuuunsdey
msaeuiimuduszuy Wuduneu uazannsavssdiunailewmunlfegredisyansam wang
dusuliisluiunmadsunisaouluionieu nadouiuvvesulat uazmstineusalussdns
(Devlin-Peck, 2025) T4uu3n19 ADDIE saufundnusyeivaaasugnanaiiisdlunisoaniuy
nsaeuseulat TuganisiFousfidsia ADDIE Ssmsiiunuimdrdalunsidunuimaiidomey uas
annsafauladlianzauiuanimundesiiudsuntas (Ali, Sukirman, 2025) 1#l4 ADDIE
Model Tunsiauiunissuiuunaunaiudmsuinteudseufnw nednSeuidnisteus
runszurumaiedungy faztiangnisasuanuilvl Sns@eunszuaunsdavinlaseny
warlinanisdnfanssudunanuiuuiusssy JuhligluuunsaeuwuulassnusiuivunGey
soulatiiloduatunsliTinauuuifaiasugianeiiios Fadulmuinme E/E, = 80/80
fAfmualy

nsAnuiiaonndosfuauifeves loJuan Felsaidifing (2566) Anwiszdy
AuARiuYeIngHaouTiiieuIMsnsARNMsBeunsaeusaulay Fas LA
MsBoumsasussulatvesngiaou (e, 2566) Gwaannmsisenuin agdaeuiimuAniiy
TusgfusnnsolmemM M sEsunsasusaula waiausuuwmamsiauiumsousy
wazatiuayusumalulad fanumnzanlussfumnsannnananaiugieivgy Ussavsam
E/E, = 83.90/85.96 uaznansGouindaiouginivdaGeusgreiifuddymisaian 05

LavaenAdaafuIAdeves (Bnms 951, siue Aususedu, 2566) lilewaAanssu
msBoulaglilassnuiugusmiugiiygvesdiuiieduaiuinvemaiausmiudmiy
thdnwiges Ges maiannfanssunsBeuileglilasenudugusmiugityeviesdiu
fananinnidenudt Aunssuitiaututisdaaiuinugnsinuimiusaraufianels
voaijiseuldogeliuse@nsnn E /E = 83.65/86.15 MunaeiunTgIu

4. wan1snssiseiiuszavsua (E.1) vesnsaeunuunaunaulaglilasanudugu
nguansznsdeudinemanfuasinaluled Meimeenuuunasinelulad dwsudusisenfng
W 5 Iy 07253 SfsiussAvrafivtu fuansimansmnaeundadoudutuinnn
vdsFoufosay 72.53 1iesanguuuunisasusandn IikunszuIunsmUssansaw
paneduneuiimumzan shligFoulimudiladenanniu Snfs fifelfeenuuuunBeu
Tneidsissssumilunsdeuivesdidou TadufFeuseduiudsonfnudd 5 d0alon
alvEBeuldhaumusefuineeiinuesdley 1uFesiiaulanazianauneloiosin §iEeulds

a  a

avslunsideninazaisiauesls wazdesnisnandneglsoinnisvinuiull lneagvimiidu

Y v

HatiuayugunsaluavdnusvaunisalliundniSeu aduayunisunlelym wazaiausegddalvun

e

v a

Uniseu Ingdnuaren1steuiiuulasnuisdennaes Unas saasdu (2563) NANYINTIN
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msBvuiuuulasseudugiusuiuin@nuuy STEM EDUCATION titedaiedumaduuinns
waznauaivasIvestinFoutulsroafnuil 5 Tsedsunsussryanest wuh GEeud
FeouslaeliBnsdnnisfeudiuilasanugsniinounsBeus fEeuliazuuuederinuemadae
gandunasidosar 60 uaz fi3oulinadugydmansBounazinueyadinudenisdnnisFous
wuulassueglusedu “unfign”

5. mnufianelavesiFeudifiensasunuulassnuimfivunEouseulaiiioduady
nMsldinauuuAniasugianeiios ogluszduiinnuiianelasniign 1ilesinnisasy
wuunasmal Al FouldGeudodnsdasyldnuaruanninvesnues uonaninisaou
wuusausaudalalenaligFoulslinuasavesmues fadunsmeuausssionaumnsng
sgwihayanatesiFeu Sniiguiuunsdeunuunanauiflassnudug Swdaadlig Gy
Igflnusraunisainsslunsasiiovhausiulunguuesmueaiielinsvirnudiieaas dns
NeunuLaznItewEeusdaduduneu muduneunisvinlassuuuiiugiuresnisia

a

Bameneans MhligiSeulianudnegrdiivana Angrsazidenseunsudneig Jdennnediu

gy 1nwagy (2566) AldimsAnymansinfanssunsBeusuuunanay Gos msadaassd
Funuielsunsuronfiuneinafin sefuduiisendnudi 2 wuh fEeufihunisdnianssy
nMsBouiuuunaunauiinadugvdnienisougeinitnouou wagnuingouianuiiawela
AansiieusuuUNaINauaglusEAUNIN Uavdidenaneiy WYY INWNEY warA3ITTal AN
(2565) ilgihnsiine msasutuulassnusmvunSeussulatioduaiumsliinmuuuin
iAsugianeifis shliGeuwhauegraduduneu ilviAnauanted dromdodatuuasiy
fiaszlunsBouiuasBouograinnuan lnedidnadoaufiavelslumshauniuegluseiu
1N MssuRnveUsontfinuesdinuimelaedseglusedu un
6. nsi3euslusuuuy Project-Based Learning (PBL) uuuimsdidisligizeou
iFeudriunshlasnuiie 4 dedinuemnidudumaGeumsaeusasmatiludssgndld
TuFinaiedall
1. MsRRUYInYen1TAnILATIZALazn1TLATY M
PBL duaSulviSeufnuayinnisunitymase q lnensiasiesianiunisaleing o
FaannsatlUlflunsdfiudinusesiu wu msdedulaluanunisaiiidendenisniseing 4
PG
fegesnsUszgndldlu®in wu Wewedammanisiu §Bsuan PBL 9w3dn
MINGUHY MImaden uazUseiliunanszyuvesnsindulausagiBiilelmanysslowigean
2. mamuineyasyhanus gy
nsvilaseaulu PBL shazdesindungu msvieusimiugdutielnFous
Msutadurudn Anusuiiavey uaznisdeans dsasnsathlulilumsvhauvdensdiiuiie
Tudnniidessuilofugdu
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fegremsUszandlfludin wumshouluivihnudeluguw sdesiinnisviay
HuiuuaziufofuiBudevssahmneiidall

3. MIWATINYENTSYUIMEAULBLAYNITIANITEIAN

PBL asulviiseudesiiniuiuiiayeulunisaunitiazyinlaseaumienuies
nssufuuuitaeliEsuiauinuslunsdanisna msnewy wagmsanmstunuid
vanetunou FadfayluTinnsieuuwaznsane

FregransUszgndliludin 1wy nsdanisnadlunisinunienisFeuii
wanglnsananseuriu ns3andadwiuanudAyvesnuwaznisviaiegelissidey

4. msuszgnaldanusluginass

PBL \Wouleafuilymatdluiinuszdniu Tasmsligiowhlassnuiifedestu
Hamas shlannsafunusrenisdouiuesmatssgndldaudinardulunisduiuiie

fegemsuszgndltlu®in wu mailassuilifsrdesiunseyintdaunden
vidensimulasenisluguvuanunsainualaluldludindsediu wu anslindweins
ogsUsEniin iemsiidusniluianssuileusslovive sdsau

5. MINAUIANUANATIATIA

PBL Henszaulviiseudnuennsey wazlddumunislunmsmiBuidynmseasis
adlul q FedwmadsenistauenuAnadsassAlunsaiiuiia

Mg sUsegnAldlugin wu mevhauvseluinuseaniu nsldanufnasiesse
Tunsuitamvisedumiisnisll q lumsvenliiussansamannty

URIGHGITE
1. daauauuzdtunisiinanisiagluly

(1) 91nHan3de uansliifiuin msseunuulassusmiunsasuseulatiiie
duasunsiTienuunAnesusianeuiio JuludeR uanfausylowd fudu Sesiaousiosns
TguuuumseuianalunsdnnisSeuiiiiiane Arsaz@nwinuininisianisSeunisasy
fldmelulafasaumauardumesdndudonans iienemenion g Fouansnidousldlag
lisnudesegluanuiideaiuiugaeu lnsersltiniesilionarnuats wWu Google Classroom,
Zoom, Microsoft Teams, Moodle, LINE Wudu

(2) Msthgluvumsasunuulasausmiunsaesussuladifiedaaiunislédin
muwAaasugianaies Wldlun1sdnnisSeunisasu aasll 3 JUkuY Wy
1. wuudelasia (Synchronous) — Beuaaluuisyalng Wi @0UN1l Zoom %38 Google Meet
2. wuueedalastia (Asynchronous) - SeusnaIaNanIn Wi gnte, Biasuils, wuuininesuladl
3. WUUNENNETY (Blended Learning) — saunsiseussulatuaziSeulureassuinniunu
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(3) iilelinnsdnfanssunisBoudienisaeunuulassnusmiunsaeuseulal
\NnUsEaNEAMEaEn HaaunlTinn1snsiaaeunnunseuvasnaNiines yayils Lazdiunisey
TuirdosreufamosneudsnaiFou UssnoufuwiouanundouvesiFou vamslinuuasiums
TumsFeudiflonumunisSeuluduou tnefiagdaoudulifuuasaessuisaiuaznin
lunsiBeuiveeisey

2. YalauauuzAUNITIdY

(1) nsaURIRATIAISLAL NsEoULUY STEM %38 Problem-Based Learning (PBL)
SwfunAniasugianeiios ilemisnsBeusiuanzatluuiunsis 4 samznslideddsa
TulasanuilAgtestunumeyssanas mnufivena wagnsilnidudiu

(2) Fosfafinulunui Aenduitesns amediFeussiutuiseufinmdi 5 dfnw
funduinegnafivannvaneaniu Wy dniFeussiudseudnunoudu 01fadny viedidou
Tusruuuenlsadou iethsuuuunsaeuiivannfululdluaniufinudu ¢ lsdsunieasiaon
ansnthsUuuumsdansBeuiuulassnusmivesuladludssyndld ileoduafilvidniFou
W lawazUssendlivanySvgynasugianeiiedudiniss

(3) Anwmansenulussesend Wy anuaiunsalunsimdnesugianeiiesluly
Tudinade ndsanaulasanu detanadugniluszdunginssunazionad duaiunisiFoud
naeaTianansideil aunsaaduayuliiFeuianinuedin msdadeezuu uagnstiineluled
og195inviu Funmnzaufunsdsuulasedlanlummssui 21 leogsdsdu

LONA1T19BY

nasAn vjsaby. (2564). NM3SEUTHUURALNATY Blended Learning Tu3f New Normal. 975875
AFAIANTAIT UNIINENFYTIVANUIMEIAUT N TEET, 15(1), 33-41.

Foom Foaw. (2564). MsUszendlidItuiunIsanvesugulundngnsguaussauy. njwwa:
AU NUNUING &N YATATERS.

unas gagidu. (2563). Nan139ANITSsuFuvUlaTI A TugIuTINAULUIAAUUY STEM
EDUCATION iitodaiasumanihuusansuasaaaasnasseveninsousulszaudog
797 5. InenfinusUSuaumUnde, aazfnuaans uwnineidedalins.

s Yaesnil, swe dudusedu. (2566). nsaiuAanssunsseuslaglilasenudugiu
ﬁauﬁ’ugﬁﬂzgﬁgwﬁaaﬁmﬁamLa'%mﬁﬂwmiﬁwms'wﬁué’wu%’uﬁfﬂﬁﬂmﬂ%@@m?
133193eUaRLINITANY) U1 IneIaesnaluladsIvuipansIve, 16(3), 45-60.

Ry 1nwagy. (2566). n1saeusvylaseusmAvuniSeuesulaliioduasunsledinnu
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YNTIYIIYI UaNITIVENTIAN N AIENITUTEIUTUNIINGU (Focus Group) §m3unguenise
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Abstract This research aimed to investigate the motivational factors influencing the
labor market entry decisions of undergraduate students in the Faculty of Agro-Industry,
Kasetsart University. It focused on analyzing the internal and external push and pull
factors that impact the attitudes and job selection behaviors of Generation Z students

as they transition into a rapidly evolving labor market shaped by economic, social, and
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technological changes. The study employed a mixed methods research design,
comprising quantitative research using 400 questionnaires and qualitative research
utilizing focus group discussions with seven groups of academic staff, one group of
supporting staff, and seven groups of students from all academic years. The findings
revealed that the significant motivational factors affecting students’ labor market
entry decisions included compensation and benefits, job security, job characteristics
and skill development, performance evaluation, career advancement opportunities,
organizational reputation, relationships with colleagues, work values, and corporate
social responsibility. Notably, compensation and benefits exhibited the highest mean
statistical value. This research can serve as a guideline for workforce development
planning, human resource policy design, and curriculum enhancement to align with the

needs of the new generation workforce.

Keywords: Motivation Factors, Job Choice Decision, Labor Market, Undergraduate Students,

Faculty of Agro-Industry

unin

nMaAsuuamaasugie dan walulad wasTausssy WWawansenuetednds
selassairsmarnussnuluanmssei 21 lnglanigegadenguussnulwifiussneuseausu
Generation Z Fadulaundeuiulanidsia danudandugs vemmaumneluauainni
ARBUUWMULTIEIRERLT waglmudAniuALaNnaseninetInwaen15vina1 (Jayathilake
et al., 2021; Bencsik & Machova, 2016) TUUSUNVBIUSEINALNG S1891UIINNTENT TN
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g fudfissnsdmamiudioimvesauiulvifiidmefndiglanvaamaheuitu uds
Hudeyaidedniitinueoisdsdmunsnaununasyiuusmvdngnsnsnulitienavivaie
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‘{]ﬁﬁfagﬂﬁl Herzberg’s Two-Factor Theory (1959)
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3. U998AUaNYUZIIULAZ NI THAILIAIILEAINITE vaalidnUTeyey19s
4. Jadgaunisuseiiunanisuinau AMTYAFINNTIUUINTG
5. Jaduaunsiasey it lueu > AR INPIAUNYASANERS
6. Yadusnuteidesueiniding 1. anwauladiuynng
7. Yadesunruduiusiuiiousannu 2. NANTIUVBIYAAR
8. Uaduaumdisulunisyingu 3. anutnaulansAns
9. YaduiuANUSURATOUADEIALTDIDIANT
(Herzberg, 1959)

2NN 1 NTDULUIAALUNNSTIVEY

N1INUNIUITIUNTTY

anuddguesmataussnululssmelng aaaussoudunalndfalunisduindou
iAsugAauardiny witlagtumdundyanuyihmeannavasuadassailssaniuas
NSVALAAULTINUTNYY DEnszaulsaunstoildumasdryuasidunufnasieassain
fagteimuesAnsliiiunavdsunlas mevianudilannudesnsuasvinuafvesdan
e ndusianiswiounsend mivounnvenaInussau (Napathom, et al., 2022)

ngufaesUadavaadiudsn (Herzberg’s Two-Factor Theory) %qwﬁﬁuﬁﬁjﬁ}ﬂ
fdaasionuionelalunusendu 2 ngu léun 1. Uadegsla (Motivator Factors) e
Tnenssfuiiomassany wu arudida msldfunissensu dnvmsauy anudufiateu way
AU 2. Jadeguownde (Hygiene Factors) Aedestuanmuadaslunisiem wu
Ameulny afafinisanuduiusiuieusineu wazanuiuadunu nsvdadadeiiaii
Anulinely Paduguewnde) Wilanuneanuinavasausdals esrnsisdesdaaiudadogdla
Auglume (Herzbers, et al., 1959)

uwurAnvasnsiaduladansu nsdnduladennuiuegiu 3 ssdusznoundn
1. mnuauladiuyana (Personal Interests) yanasinidennuilaenadosivasinuesalanay
Fuveu 2. nafnssuvesyAna (Individual Behaviors) yanaazfiansannuildalenmalilaldinus
LAEAINENNTAVRIMULEY 3. ANUNAUlIB909ANT (Organizational Attractiveness) UAARTE
gnigaluftesdnsiiinnsssuuazanmndoufiaenndesiuyadnninaede (Holland, 1973)
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LazAIAILINFIBE1RgRsYaY Cochran (1963) Tasrimuadindesiufl 95% uavdl
anuamaadeuliAY 5% nui deddivuindnegnaegsies 362 au Tnefinruiiananaliifu
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197234 (Purposive Sampling) Usgnausengienanss (7 ngu) il (1 nga) uagildn (7 ngu)
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(Reliability) ngnns naaesldf (Try-out) fungusedneifidnwueadeiunguiegnanie S1uu
30 AU FemdIUsEANSRearveAseuLIA (Cronbach’s Alpha Coefficient) 3sléien 0.87 &4
agluszAuamLnagives Nunnally (1978)

mseszideya TeyailsUiuna Tinsgsidisadfdossaun (Gevay dAads
d'gulﬁmwummgm) wazanALTeuNY (T-test, F-test, One-way ANOVA, Multiple Regression
Analysis) Togalsnmam Anseidaonisiinsesidaion (Thematic Analysis) nsguIuns
Ainrgidoyaidqunmdniuegaduszuu 6 duneu ldun 1) neawmuazerudoyatn
2) a¥ssaazsioudoyasia 3) Aum Themes flazviouaszdifey 4) numulazndunses
Themes Lilonudiaiau 5) Aruadeusas Theme 6) dvheauiagiioulsas Theme agng
AU MULLINIYBS Braun and Clarke (2021)

insasileflilun1sddy midudaUsainm Tuuuaeuny uvady 2 dw loun dwd 1
Toyarhluvesneunuuasuniy (@nwazmsszansmand) dwil 2 Jadogdalunisdaduls
@9N9U 9 AU (Herzberg, 1959) lagldunnsinuuuyszunaai (Rating Scale) 5 gAU N19398
Benaunm ldnnsaunuingy (Focus Group Discussion) wuaiiu 3 ngundn e 919158 591
35 Au Wil 7 au wawliAn sau 84 AU TaveAY 126 eu itelrlddeyaideinluusazuiun
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A15199 1 UanaA1 T-test YINAUAIDE19UBUALIIN

nsaeduladendvineulusdns  ¥1e (n = 49)  %Qs (n = 351)

voulAnUSI93 AZAREMNTIN t-value P

a a o/ -4 S.D. )_( S.D.
UINIT UNRTIMNYIAYLNYAIAENT

1. euenuhauldyans 453 037 435 058 2870  0.005*
2. AUNYANTTUVDIYAAA 407 069 431 054 -2873  0.004*
3. uANaulaveens 407 070 407 061 0015 0988

et 422 049 424 050 -0.298 0.766*

2. 91y danuwananiuegralidedidgnieada lnanqueny 22-23 U dnsdedula

<

LY

LABNYINUNINATINGNDTY 20-21 U agrefidfudrAyneadfnsedu 0.05 Men1TILATIEN
AMNLUTUTIUNARET (One-way ANOVA) Adanslumisnei 2

A1319% 2 UAAdAT F-test U99018kANA1Y

nsanduladendineuluesdns 019 18-19T 01820217 91y 22-23 T

voelANUSYYINT AMLERaMNTIN  (n = 127) (n = 181) (hn=92) F-Ratio p
USN15 WWINYIRBLNUATAENS X S.D. X S.D. X S.D.
1. supruthauladuynaa 446 048 432 056 435 062 2602  0.075
2. éﬁquaﬂﬁimamﬂﬂa 431 050 418 059 445 056 7.814 0.000%
3. uanuEulaveseInns 409 061 399 060 4.19 068 3227 0.041%
394 429 047 433 049 424 054 4.403 0.013*

IINMINAFBUATILUANANTIUAAILTIVDY Scheffé IMUNANYIDIY WU NENBIY
22-23 ¥ fnmsdnduladendvhanlussdnsasningueny 2021 T egneiveddymneada
TunnsinuagaungAnssy azvioudsnnunsaulunisidignalnus s unIuLuIANYeY
Super (1990) lusnupnuauladuyana wilinuanuuanamseEinserinnauene uwingaede
Tanuddyiusunminuazaudangulunsiienu SsaenndosiuuuAnues Twenge (2010)
dusnumnniaulavesesdnsdilinunaasudaau Tasamsumui Tuergitlndaunsdnm
fuwaliudnaulaogneseuaouainniy snsiinnnguorsdnlinruddysunuiiaenndasiu
ANTEULATAMNNINTIN
3. w13 Inesaalsiunnsinsdu uidofiansansiegnuanuunnsiisluuneg Seavviou
Sndhmnensendniisnstulussavanndmasenisiadule egnditeddynieadafisedu 0.05
PIENITIATIZIAMNLUTUTIUNNAUAET (One-way ANOVA) WU Tunnsiu danunaganunian
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WNANeay (n =148) (n=21) (n=8)
INEATAENT X SD. X SD. X SD. X SD. X SD. X S.D. X S.D.
1. muanuaula
, 440 058 449 045 440 048 432 056 445 049 431 0.52 4.30 0.49 0.617  0.717
dwynna
2. fMUNgANIIUVEN
434 058 4.12 052 397 073 428 055 417 041 437 051 455 041 2031 0061
yAAa
3. pupunaule
. 413 063 387 055 387 060 404 063 393 043 431 067 420 062 1748 0.109
YIBIANT
571 429 054 416 029 408 053 422 049 419 031 433 056 435 044 0945 0.462

4. sUuuumsfine (Mauni/maiiay) lifinauunnseededidedAgneada wang

TungalinnuddgiurinueuasUsraunalinnnNFULUUNSAN® NN TNAFOUANLFAZIY

feand T-test wudn Aanniaunfnazniafaeliianusanandlunisanaulaidandnyinau

TuesAng Mlumwsmnayeiueg nitsdAan1eiAszay 0.05 LlazilnUmRUAITREEY

LAZUSUNNISANEN LADNSNATDILSINANGY WU ANNABINITINELR ANNITUAY LLasz@Jﬂa

| a ! a Y A
ﬁ’m‘Uﬁﬂa MN@N’]ﬂﬂ’J’]EULLUUmiL’iﬂu ﬂQLLamﬂLumi’]Wl q

A15197 4 uanA T-test JULUUNSANBUANANSY

msanauladandniieulusedns aaund AANLAY
vollAnUIeYY193 AzaEMNTIN  (n = 245) (n=155)  tvalue P
USNIS YW INYIBBNEATAERNS X S.D. X S.D.
1. sumnuiiaulaguyana 4.34 056 442 054 -1.499  0.135
2. éfquaﬂiimamﬂﬂa 431 055 425 059 0926 0.355
3. MuUANUIEUTIVB9BIANT 410 059 402 067 1306  0.180
374 4.25 0.50 4.23 0.49 0.355 0.723
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msanduladendineuluesans  utn 1 dwUn2  wUn 3 suln 4
voslifnUSyeuas Anzgna NIy (n=150) (n=82) (n=66) (n=102) FRato p

USN15 WMAINB1RBNEAsAERS X SD. X SD. X SD. X SD.

1. suenuiiauladuyaag 4.41 053 435 050 4.28 0.61 4.40 0.60 0.893 0445
2. AUNGANTIUVBIYARA 430 052 430 053 4.02 067 4.43 053 7591 0.000*
3. muanuhaulavesedng 4.02 057 4.11 0.61 3.88 0.65 4.24 0.65 5169 0.002*

394 4.24 0.04 4.25 0.05 4.06 0.07 4.35 0.05 4.904 0.002*

' 1Y ad . ° Y ' v
INNIIVNFDUAINULANANFTIUANIYITUD Scheffé Tagguunaiugul wuin Tuaiuy

Anuauladiuyana liusinganuuandvegeiidudAynsatiansedu 0.05 Feasviowindas

gj IS4 o w (% % dy o al Y A (% b a I aa :’/ ol
ntutlimnuddydudadeilussaunlndifesiu lusunginssuvesyana nuIldntudn
favhunnfegengn wansimnunseuuazaudaulunisdignainuwssnu s nan sl
fazuuusinan uansdaszauanunioundiegludiainm suanuaulavedssdng wuiiidn
g oA v o w C Y A S K Y aa A a
TN 4 Tinud AN INTuTN 3 egnalidudAgn1eain wasloNansaNATLLTIN NUAIY
WANANTENINTUTN 2 AUUN 1 wastuln 4 Auln 3 leeddadulnainddszaunsdnduls

6

auLasinanImINg1 Nan1TATIEds ol Tulidvswadenginssunisinauloauay

1 !
(% =<

nsfureasRUsENaUYeINy Tosawefanduli ¢ Feaglugalnddisanisdne danudaiau
PUTIAUARLAZLUIRLNEN 19 TNO LI LAUTR

6. INIAWRAY INMTIATIERANULUSUTIUNGFE (One-way ANOVA) wudn Tnenn
i insandelinnuduiusiunsdnauladensuetditodiamsedn ooz lunguiifing
WABTEYINg 3.01-350 way 3.51-4.00 Feilszdunsdndulaganitnguiifingaiads 1.51-2.00
oglsfmu Wonsivaeuluusassosm leun woAnssuveayara mnuadladiuyana uaz
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[ a

AMaUlaeIIANT TUNUANULLANANRENTTYEANSEIRATNTEAU 0.05 NAN1TITUEE DU
wiknsAaslnesIue1tiNanensPnaulaluseAUNTY elusieazidenwsazaunauliwnnaneiuy
17100 J9o13nanben wanseeulilidaseraniiesusenisiedtunisenduladenaulunia

UsNsueetan sakandlunnsed 6

A5197 6 LARIAN F-test LNIALRALTLANANIAU

msanduladandineuluesdns  1.51-2.00 2.01-2.50 2.51-3.00 3.01-3.50 3.51-4.00
voelAnUTeyey1s Azanamnss  (n=8) (n=52) (h=118) (n=142) (n=80) F-Ratio p

UM amInendeinuasengnd X sp. X SD. X SD. X SD. X S.D.

1. susanuiiauladiuyana 385 0.72 434 059 435 051 441 059 441 048 2172  0.072
2. uUNgRNTIUVDIYAAG 375 0.62 425 074 421 049 434 061 438 040 3400  0.009*
3. uAnNaulareseIAns 3.48 047 4.08 0.60 407 0.60 4.08 0.70 4.09 053 1871  0.115

57 3.69 057 4.23 059 4.21 0.44 4.28 0.55 4.29 0.37 3.024 0.018*

INATNARBUANAULANAITIBAFIETBYDS Scheffé Taduunmuinsalads WU
TunmsufirnuusnsnsegrsiifuddymeadAssninenguitiingaads 3.01-3.50 wag 3.51-4.00
funguiifiingmads 1.51-2.00 lnonguiiiinansFougainitiunlidudaduladonnulddanunin
ogslsfnu ensaaeuluudazdnu loun ewaladiuyana woRnssuvesyana Lazel
ialavesesdng lmuanuuanssegaditddynadflusiazyinnsands nansidvasiou
11 insnwdeisvinasenisdnauladeonaulusedunmn wililddmadnnuluwiasdugos
Tneangluanuuinsfilianuddyiuines aruaunse warUszaunisel 1nnitkanisiseu
STENGEANCR!

7. 518l fifaans annsieszinuulsUTIuNIRAEY (One-way ANOVA) WU
selddesnindesuhe Winadensinauladondviaulaesy egnituddyniata
ognalsfionu ilefinnsanmedu nuanuwensaamglusunnuauladiuyana lnenguiinands
sreleu1nnin 25,000 U ﬁizé’fUmiéfmﬁuhqqﬂdﬂﬂ&jmﬁmwi’ﬁw%’ 15,000-20,000 U1

v o w

agaliteddgluiungAnssuveuana kaziunuuaulaveteddng lnuaLLaNF198E1

<

v |

fidedAryszninangusnelansenis dedunuiadndliiui wiseldndesnsezlidmans
nsdnaulalunnsn winguimeniselageduwildusanausgdda deued wazanuaans
Aoaun1nnd Tngeniglusiuaunn@in anuduas kagadun1Intinlue1n Aans

Tumnsnan 7
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A51990 7 LanaIA F-test s18l9NAe9n15K YN UALkANANGY

nsangduladandineu laiviiu 15,001- 20,001- 11nN37

TuasAnsvastidnU3gyeyns 15,000 um 20,000 U 25,000 UM 25,000 UM Rt
a -hatio
ARIZYAAINNTINUINT (n = 47) (n=83) (n=124) (n=146) P

URIINYIALLNYATANENS X SD. X SD. X SD. X SD.

1. gwenuiaulediuyaes 425 047 4.24 068 434 053 451 049 5636 0001
2. FUNGRANTIUVRIYAAA 424 045 426 067 431 051 429 058 0216 0.885
3. uenuuaulavesesrns 410 054 391 060 4.16 0.63 4.07 0.647 2.668 0.047*

33U 420 0.44 4.14 058 4.27 048 4.29 047 1917 0.126

IINNITNAADUANULANAIITIEAMETIVEY Scheffe nud1 suauauladuyana
fanuuandnegeidodfynieada sevinanguiiaanieseldinnndt 25000 vm Aungy
15,000-20,000 U Tnenguiinianiseldganirfissdunsinduladonouluduigend
2613%PAU AUNgANTINVRIUARALAEIUANNEIaUlTeRIANT TinuAukANAIteE1dl
tfoddy uiheiiuunliringuidesnsseld 20,001-25,000 vm Wanuddgyiunwdnual
BIANTUINNTT ATLUUTINA NI UlENUANILAN AR g1 Tud Aty Lwiﬂzjmﬁmwi’qmsﬂéf
faust 20,001 vmdulufiaedsgand axfeuiuineldidesnsarbidmalasnsdlunndu us
nauiimeviseldgaindanudanlumsdennuiaiauddyiunuandinunniy

8. HANFIATIEVINITANDRLlINYAN (Multiple Regression Analysis) wui1 Uade4la
a9 F1u annsnswfuedutsanuulsusiuresnsinduladignaiausanuldlusedy
Yowaz 44.5 (Adjusted R Square = 0.445) lnsflogetonisfuusiidsmaotnefiioddnmada
(Sig. = 0.000) Wofirsandusiedu nuirdadonidvinagean ldun Adenlunisviny
(Beta = 0.326) s0sasunfe Ausiuasluniinfinise (Beta = 0.213) HanuLVULAzaTaANTS
(Beta = 0.193) wazANLA3YAININTUNU (Beta = -0.166) MIUEINU NANITILATIZ WAL VIDUI
fanlarud Ay “Aamineueany” uay “Aueidenndestiusuies” Wudduusn B
aoandaariudnuazvesusanuiulvil (Generation 2) Misuarsmanuannaseninedinnas
M sadedesmsviailussdnsiditimnsuazafonaenndesiuaues fn1sei 8
A5197 9 WarAI1ei 10

M13199 8 uanaA Model Summary Han153ATIEINITANNRER YA (Multiple Regression

Analysis)
Model R R Square | Adjusted R Square | Std. Error of the Estimate
1 0.677° 0.458 0.445 0.371
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M13197 9 kAnIA1 Anova Jadedla

Model SS df Mean Square F Sig.
Regression 45.249 9 5.028 36.597 0.000"
Residual 53.577 390 0.137
Total 98.826 399

M15197 10 UARINANITAATIZRNISARRBEITanTAN (Multiple Regression Analysis)

Unstandardized Standardized Collinearity
Model Coefficients Coefficients t Sig. Statistics
B S.E. Beta Toler VIF
(Constant) 1.556 0.160 9.737  0.000
1. U938A T UNARNDULNULAY
o - 0.154 0.052 0.193 2960 0.003* 0.328 3.050
ayannis (X1)
2. Jasudumnusiuadly
o 0.186 0.065 0.213 2.885 0.004* 0.255 3918
NUINNITIU (X2)
3. J998AUANYULIIULAY
o -0.014 0.062 -0.017 -0.228 0.820 0.244 4.097
ANSNAUIAIINAINNTE (X3)
4. J938Aun1sUSEAIUNE
- on 0.065 0.067 0.082 0966 0.334 0.193 4.186
AsUURU (X4)
5. JaduAuALLTEY
” ” -0.135 0.063 -0.166 -2.142  0.033* 0.233 4.299
At (X5)
6. Jasuauiodoares
B 0.034 0.057 0.041 0593 0554 0.293 3412
29ANT (X6)
7. Yadumumnuduiiusiu
4 -0.059 0.045 -0.075 -1.296 0.196 0.410 2.439
LU (XT)
8. Uadumuedeulunis
. 0.268 0.058 0.326 4.619 0.000* 0.278 3.592
911974 (X8)
9. Y938AUAINUTURAYDU
0.112 0.063 0.134 1.773 0.077 0.244 4.093

AOAIANVBIBIANT (X9)

n1saAUsIEka
1. anwaztadenisiulszensmansaenisdnduladendvincuuesidnusyyins
ANZRRANUNTIUUINIT WNInenaeinuasmans ddanddlutisery 20-21 U saludnsesss
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izmw%ﬁmiu%wﬁwmé’ml,azmilfﬁflgimammeu Fadunndnuugiaurensanungs
Generation Z aaandasfiunuiteves dnms seuds (2561) fisvyimandslurietodiusegd
Tumsidonnug iesndmausiuasazanulasndeludinnisiny

2. Yadudunanouunusazratannis wuin Sanldaudfyfutuiousudy
funngauuazatainisiiugiu aonaadestu Ng et al (2010) Awudraudulns Tnsiaws
Generation Y war Z Tanudfnfunanauwnuiindeduld innianusiuasssezen dedin
ArweavTitenmnniingsiulugaiasusRatunny Wi wnfeues Herzberg (1959) 4l
AmBULLLAzANINdBNSYLeglungy Hygiene Factors BauslaineliiAnusagslalnenss
usvnmagnelriAnmuiliifisnels vaedl Maslow (1943) seyinanudeanismaasusia
Huiiugruvesiisziinenn

3. Uadsumnusiuaduniifinseu wud aaliviuewnaasugiaviiliausulul
Tanudfyiuauiuadunsdenuszezens denndeatu Maslow (1943) fida “Aau
Uaense” Lﬁuizﬁmmuéfmmiﬁugm way Herzberg (1959) fidn “anusiung” aglungy
Hygiene Factors iufiu il 93duves algwa aas3and (2560) seydn “anusfundlua’
Jutledudrdngegaidmarionisdnauladenatasiuvesianaull

1. JadusudnuaraulagnsianANanse wuil dandeinisauivihnie
wazialenalsiSouddsln q Jsaonadosiu dnwagaiu (Job Characteristics Model) ¥4
Hackman and Oldham (1976) 45331 amanvanevesvinuy anudfyvesiu uaglond
Tumssuiinveu dwasiousagslaniely Wizesniewski et al. (1997) Sawuin yamaiiuosinay
farumneasdussgdanasaugniusiondnagsty

5. adudumsUssifiunansufoRnu wui ssuunsssiuilusdawasdusss
finnudfydenisiamnnues denadeiu Herzberg (1959) 7idn “n1seeusy” uaz “Ain
$uRinvau” 1 Motivators 9l Aguinis (2009) FinnsUssidufiiaasusznaudeg ANNYRATTTU
malussla wazdeyadiounduiiiensiau Jedwasionulindalusadng

6. Yadusmuanuaiainviilunu nudh ssnsfifidunanuinmiluendnidaay
whsgelaanaulvl Jeaenndesiunguiiamnnismnaednues Super (1957) o5u1e3n a5u1e
nswawedmdunszuiunmsseiios vausdl Herzbers (1959) 30 “Tomarnufinue” Ju
wilslu Motivators uay Benesik and Machova (2016) #u1 Generation Z maniaLdumis
ANUATININIUY 3-5 Yusn

7. tadviudeideavesasdng wui Jeldesifivesesdnsainsmnunmagiilauazaany
ihidefie FellasonsisgarasinsnumuuuIAnves Cable and Turban (2003) 52yin Employer
Reputation a'amam'angﬂaﬁqL%qé’iyé’ﬂwaiuam%ﬂ%’mu wquedl Fombrun and Shanley (1990)

=

Y109ANTNNYOIFIRLAWAUAAINTLANETY LazdirgandunulunsasIn
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8. taduiunruduiusiuiiousinau wui anmwedeunisiauifitazany
Aniuidauntisanmnuieienuagziiiunagnitusossdns Jeaenndesaiseves Chiabury
and Harrison (2008) Wu31 AMNENRUSITsUINTNaRaANURsWe 119U Herzberg (1959) 3l
AuduTuSHIY Hygiene Factor 1'7i1mﬂsmmawﬁwlﬂajmmlﬂﬁqwaiau,azmsmaaﬂ

9. Yadumuardenlunisieu wudn anuaenadessenitemuuvesyanaiu
94Mn3 (Person-Organization Fit) dsuaseusigslauazanuyniu Chatman (1991) ¥
mulliiaenndesiudsraienisaeenvidonudnuddunisvinny vaied Schwartz (1992) Lawe
Meusulmilianudidgiuananusesssy Wy anuwindes ansuyvesy wazanulusda

10. Jadesinunuiuiinveusadinuuesesdng wuin augulminszuinisussiny
yedsnsuarAnnndonnniu wasdosmaduduniesesdinsfiassanaliiudin aenndos
Ua398984 Glavas and Piderit (2009) s¥y31 NM13nseninda CSR danaseauyniunlnl
yomiinnu uazannunagilaldifudnumiawesesdnsiitioiosssuuassuiinveusedany

MnteyaiieUiina wuintlady “saneuununazatadinns’ uar “anusiundunthi
M3’ Isunzuulindogean axvieudvinagsiensdnduladeniuesidn vausiiteyaan
Focus Group tevgneauliiiuiiassiuamnesuisguam mafvls wazausiung
Tuewan duilads “Afelumevhan” ueldpsuuuseiunans uwinduldsunmadugilugs
a1 Tanlimnuddyiuesdnsifalessauazanuiuinveusedny

UBLAUBLULAINNTTIY

1. ANEEAEINNTIUUINNT WIMINGIRENYATAENT AITHAIUIENgATLALAINTTY
fngliAnannsndisanueuazsiauanundeslunsdndnanaussnu seluduiinueJudn
vinwggou (Soft Skills) wagnsasaimuaRvimzay

[y v A

2. 99ANTNIASTUAZLONTU AITIAUAIARAUNITORNKUUATARNTT WNUTRIUIDITN

]

1 a o £%

wagsruunsUseiliunanlusdla inessgaausulninddnenmidngesinsegadedy
3. Mmhsunasgszauuleue AsatvayulasaiMsaNus e TenIuv Ingduiu
anuUsznaunis Wieadwasnulenlasszninanisnyiasnisdenuegiaduszuy

datauauuzdmun1IdeTuauinn

1. msdnwdadegaladiouiivusevineagieaniudu q wazmsAnyinanszny
svozemvesusgsladeruyniulussAnsiloinignisiauass
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AdARY: N1sENsEAURAN WnAlladATviaLarn153AN133IAY Husenaunisyall

Abstract This research project aimed to enhance career paths by leveraging digital
technology and business management to develop new entrepreneurial skills. The study
had four key objectives: 1) to investigate the demand for new entrepreneurial skills
training, 2) to study a management model for career enhancement, 3) to design and
develop a new entrepreneurial skills curriculum, and 4) to implement and evaluate the
developed curriculum. The research was conducted in three phases: Phase 1 involved
studying principles, concepts, theories, and existing research on career enhancement, as
well as assessing the demand for the new entrepreneurial curriculum. Phase 2 focused
on designing and developing the curriculum. Phase 3 involved piloting and evaluating
the curriculum.

The research results found that:

1. Demand and Interests: The target audience showed significant interest in
becoming entrepreneurs or starting a business to earn income while studying or to
generate supplementary income after graduation. However, most lacked knowledge on
how to start a business. They expressed interest in training courses covering product

photography and image editing, business planning, personal branding on online platforms,
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and the creation of video content and presentations. Participants preferred practical,
hands-on training sessions held on weekends, led by experienced experts or direct
business owners.

2. Management Model: The proposed management model for career
enhancement through digital technology and business management consists of four key
components: 1) Inputs, 2) Entrepreneurial Development Process, 3) Success Evaluation,
and 4) Outcome Evaluation and Scaling. The process involves six steps: 1) Inspiring
Motivation, 2) Providing Information and Raising Awareness, 3) Self-Directed Learning
Based on Interests, 4) Developing Specialized Skills and Expertise, 5) Building Networks
and Mentorship, and 6) Gaining Direct Entrepreneurial Experience.

3. Curriculum Design and Development: The research successfully designed and
developed a total of 10 courses across three main groups: Business Planning, Online
Platform Marketing, and Digital Media Technology for Product Presentation. The courses
include: 1) Starting a Feasible and Successful Business, 2) Writing a Business Plan and
Understanding Taxes, 3) Creating Your Online Personal Brand, 4) Building a Simple Page
with a Large Following, 5) How to Become a Blogger, YouTuber, Influencer, or Tiktoker,
6) Photography and Image Editing for Advertising and Public Relations, 7) Digital Audio
Production, 8) Video Content & Video Presentation for Digital Marketing, 9) Motion
Graphic Production for Advertising, and 10) 3D Animation for Online Platforms. Each course
outline comprises: 1) Course Title, 2) Course Overview, 3) Learning Objectives, 4) Brief
Course Content, 5) Training Techniques and Methods, 6) Duration, 7) Instructor Information,
8) Training Materials, 9) Activities, 10) Measurement and Evaluation, and 11) References.

4. Evaluation of the Curriculum: The overall quality of the curriculum was rated
at a “Very Appropriate” level. The post-training satisfaction was rated as “Highest
Satisfaction.” Participants successfully created new businesses and increased their
income. A total of 11 new businesses were established by groups of 3-6 people, including:
1) Ai Think For you, 2) BBMTN Production, 3) HR CHAICHA, 4) OVER SEE, 5) An Online
Video Editing Course, 6) Scented Candle Business, 7) GABBI Store, 8) Burgarry Bake and
Brew (Coffee Shop & Bakery), 9) Pui’s Fruit Shop, 10) Mhom-Mhaem Store, and

11) An Online Course for Specialized Skills Development.

Keywords: Career enhancement, Digital technology and business management, Modern

entrepreneur
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Abstract This research aimed to study the performance factors affecting the loyalty of
professional nurses in XYZ Private Hospital and to develop guidelines to promote

nurse retention in the organization in the long term by using mixed methods research.
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Phase 1) consisted of in-depth structured interviews with 10 nurses with excellent
performance to analyze the factors affecting loyalty. Then, quantitative research was
conducted with 170 nurses who were sampled using simple random sampling. The results
of the multiple regression analysis showed that coworker factors ( = .399), policy and
management (3 = .316), and work-life balance (p = .243) had a significant effect on
loyalty. Phase 2) consisted of in-depth interviews with 3 executives: nursing manager,
strategy manager, and human resource manager to synthesize appropriate practices:
(1) promoting relationships among coworkers, (2) communication and transparency in
organizational policies, and (3) supporting physical and mental well-being. The results of
the research suggested that building nurse loyalty must be carried out in conjunction
with human resource management and organizational culture to ensure sustainable
personnel retention. Suggestions for future research should study approaches to building
loyalty for other professions in other organizations, such as doctors, pharmacists,
physiotherapists, radiological technologists, medical technologists, nutritionists, and

dietitians, etc.

Keywords: Organizational loyalty, nurse retention, private hospital
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NAN338

A TITuszesdl 1 tumeudl 1 nsiTeamnn Weneutagusvasinideted 1 e
Anwdadeanuassndnadmsuneruiaivnanlulsmeuiaenyu XYZ

wui YedefunsufiRnuiidsaternuasindnfdmiuneuaindnllsmeiuia
LNy XYZ snndige o Jedesuaiafinig uaziuiou sususesassn liud suuleuts way
MIUISN fuilousisey sunsiuimiha uazsuauaNnavesTin

nan1sideseesdl 1 duneudl 2 MeitedaTina Wenanisiinsisziudade
ANNRNANAdmMTUNE I INlULs e TUIAeN YUY XYZ

nwudaduaunsujiinuremenuiaividnlulsmenuiaenyy XYZ dmasieniy
snAnANEIUIAIVTNEDRIANST Lakn Yadurinun1suuRan fie auuleuns wasn1suInsau
suatainig uazRuidiou fuilousinem sumsfuiivthau smunuaunavesdin ua
muasinAnAneainInlsmenunaensu XYZ Ae sunginssuiuandesn sunedEn
fumaAtey femsmAeds (Mean) wavdimidouuunsgiu (5.0.) sudananumng
seduAziLY AuglFaInmTIed 1

A15199 1 aguanAnaty (Mean) wagdiuileauuunsgiu (S.0.) wazhUaNaANUvINesEau
AzuuutITuAuNTURURMUTEINENUIEITITNIS e UIRLN YUY XYZ

o o SEAUAUAALIAY
Jadeaunisuuneu —
X S.D. udawa
1. uUUlguIY hagNISUSMISINU 4.18 0.79 110
2. PUEIERNNT WaNULAaU 3.56 0.80 1171
3. AUNBUSINIY a17 0.74 1171
4. puUMITUITIMNGY 3.98 0.70 1N
5. MMUANNALAATDITIN 3.83 0.75 1N
57 3.94 0.64 3170

e 1 asdiuldinssdutiadufunsufiRnuremetuiain Inlsmenunaientu
xvz dadesnunsufifnuegluseduann daueds 3.94 (SD. = 0.64) lneiladegesiiiiriade
gean Aosnuulewte waznsuinsnuegluszduunn fldede 4.18 (SD. = 0.79) esauNde
uiteusineu drnades 4.17 (0. = 0.74) funisiuivwihay Seede 3.98 (SD. = 0.70)
suaaLgaresiia dAady 3.83 (SD. = 0.75) wazledvdesiifiddianie suatainig
uazRuliiou firiade 3.56 (S.D. = 0.80)
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A1519% 2 aguanAnaty (Mean) wagduileauuunsgiu (S.0.) wazlUaNaANUnINesEU
ALBLUUFNYULNITHEANIDDNYDINYIUIATLANIINAAAININIIS NANAMADLTINGIUNA

LRNYU XYZ

o dl 1 uu a (]

ANYUTNITHENIDDNVDINYIUIANILEANIIN IWAUATINUAALAU

LNAAINSNANARBLTINYIUNALEAYU XYZ X S.D. ulana
1. UNGRNITUTLAAIDDN 4.32 0.64 3170
2. PUANUIAN 4.20 0.71 ly
3. PuUANILAIDY 4.08 0.74 ly

59 4.20 0.67 11N

NN 2 WU SEAUALLUUANYULNNTLARIDDNVBINYIUIATLANIINAAIUAISN

fndselsaneuiaenyu XYZ eglusedivann danade 4.20 (S.D. = 0.67) IneUajueeeiiilanade
= v a ~ | A =~ v Yee oA A

498 AD AUNGANTTUALAAIREN ALY 4.32 (S.D. = 0.64) 589a%NAD AUAINSEN JALadY
4.20 (S.D. = 0.71) uazUadudosniAdfignae AuAuAtey dAtade 4.08 (S.D. = 0.74)

Han1IesendadesunsufiRnuneuaivanlulsaneiuiaenay XYZ fidiwa
ARANYULNITHANIDDNVDINYIUIATNBEAIINANANUIITANNAGBLSINEIUIaLBNTE XYZ Tag
mANNduRussEnIldesunsUfiRnuneviaInanlulsameiuiaenty XYZ lagnis
W1sanANuduiussenInladenunisufiianuneiuiaividnlulsmeuiaiensuy XYZ
NAINARNDANWULNITHANIDDNYBINYIUIATILEAIINAAINUIISNANARDLTINYIUIABNTY XYZ
gAFUUsTaNSandunusvaiasay (Pearson Correlation Coefficient) tagldnsiiasie
nsanneenvian (Multiple Regression Analysis) lngl38 Enter Aam151971 5

WANANTUIINVBYANNTIN 4 gnu Andulszdnsanduiusvesiiesduseninatady
o a wa a o« o U A W a £ v v ¢
AU sUHURNUnguIaIBINlulsmeuaenYU XYZ s 5 999y dendudssdnsandusius

o w

vauiesauluiu 0.85 (Kline, 2005) felianudunusiulumeuinfirmaneinuageltodfgy

<

N9EDRNTLHU .05
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A1519% 3 wanarduUseansanduiusseninetadesunisuiRnunianuduiusseniny

v v a

SNANANY VIV TNADDIANT

AuUs Y X, X, X, X, X,
ANNAITNANANYTUIATYITN 1
oerng (v)
AuUlEUY LagNIsUIMISNY (X,)  .650% 1
AUATARANTS WazRwRow (X)) 534%* 448 1
Fuiousauau () 689%* 575 5E5* ]
AUNTTUTIINTNU (X,) 622 611%  701%* 765 1
ANLANAAYDITIN (X,) 641% 578 778%  631% 757 1
#p < 01

HAN1TIATIEVIAUNANDYLTINYIAN

nMTATAanneenaMveAmtnauddyvewy B Uadens 5 sy laun

AUULEUNY UAZNTUIMISINU MUETERNT LagRupiau AU Y MuUNsTuShminny

AuaNgavesdin KIdeldmsiiesieeanneenvan (Multiple Regression Analysis) #8738

Enter lngvin1snaaeudediinlesuvestoyandudiegn Ao Jeyailanuduiusidadunss

(Linearity) A111UNAY09n1564aNKas (Normality) waganuduiusseninesinusdasyiudunnlule

(Multicollinearity) Aau1NNIATIZYA Ta38ANNAITNANANYIVIAITITNADDIANTLTINYIUNE

WOATU XYZ gnansauanslumsng 5 asil

M1519% 4 uansenduuszananyauseniteiiuusladeniunisufiRnuresneiuiaidvdn

TsaneunaenYu XYZ

wnasAULUTUTIUY SS df MS F Sig
Regression 45.689 5 9.138 49.633 .000%**
Residual 30.194 164 .184
Total 75.883 169
R=.776 R*=.602 R, =.59

AUTAY : AUISNANANYIUIAIVITNABDIANS

AUTAY : AUULEUNY LAZANSUIUITIIUN AUATARNTT WAZHULADY AUWNBUIINGIY AIUAIT

SUSTMTNL ANUANAAYRITIN
P < .01
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NPT 4 wud AdudsEAvSanduiusserinsauustade 5 Yade lHun duuleune
uazMFUTMINU suatainig warRuidiou suilousinay funssuiimiihnu envaina
104%3n agnailfdAymeadatissdu 01 lneAduussansanduiusnman (R) wihiu 776 uas
fhulstdeaunsiuiuansaeuisauuUsUnTes RN Anineuain Indoadng
Tssmenunaenau XYZ 1§dovaz 59.0 ArduuszAniveanisnensaifiviuuiuds R,y = 590
TuduvesnismaniminanuddyresiulsdadedunisufoRauvemeruiaisdn

lsangruiatenyu XYZ gadeldnsinsizianaeenvan lunismaaeulvdfynisaiives
AntnALAATY @anTauandlunisng 5 asll

A1319% 5 wansendmitinanuddgyuesiakUsklsmunsujifnuresmeunainanlsme s
LONYU XYZ danafonnuassninang1u1a3zdnseadanslsmeiuiaenyu XYZ

Unstandardized Standardized

Model Coefficients  Coefficients B t Sig. Tolerance VIF
B Std. Error
(Constant) 978 212 4.617 .000
Auuleue 267 055 316 4829 000 568  1.760
LAYNITUIINT
U (X))
PUATEANTS .033 .068 .039 480 .632 362 2.764
TGESPIL!
(X,
f;\jﬂul,ﬁl’e)u .360 071 399 5078 .000 393 2.543

33914 (X,)

AIUNTTTUF -.084 092 -088 -913 363 264  3.786
Wanthu (X,)

AINUEAUAR 216 .082 243 2.646 .009 .288 3.475
VBTN (X,)

*5 < .05
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Fauitenisnsieaeuinmsunuafulsluaumsiuuuayliiin Multicollinearity
HIduavyn1svegeuANduiusiulagldan Tolerance way A1 Variance Inflation Factor (VIF)
Faazegludruveinsnaaeudoulvrein1siinzinunn0eeldananaINn1InTIdey
AduUSsEIuUsBasENUIIA Tolerance Mifletiasfian 0.264 Fslaimnd1 0.2 uag VIF
geandiléiflen 3.786 5laliiu 10 (Pedhazur, 1997)

NANT97 5 INMTIATIRANUDANRLWNAM (Multiple Regression Analysis)
#8738 Enter nu funleung warn1su3Imseu (sie. = .000) fufiousiuau (sie. = .000) wae
AUANUANAAVBITIN (sig. = .009) T fyneadffisesu 01 waneindadedanananunse
wensaithidesunsufiinuremenuainInlsmetuiaenyu XYZ fdwadonuaaindn
WU TINAeDIANg agnelitedfynneEda luvasiiduatainig wazkudou (sie. = .632)
wagAUNsSUSamvtnau Gsig. = .363) liliszautdudnfty wanandadedsnaidldainsanensal
HadefunisufURauresweruiaivdnlssneruiaenyu XYZ Adesaseninuasindng
WeUAIINGHDRIANT FauUsAuRTsualunswensalldige Ao suileusanau Taedl
dulszavdannesnisnennsalviiu 399 sesaunduuleus wasnsuSmsay mdulszans
annDENINENIINTY 316 wardiduanvinefe Anuaunavesdin Tedulszansannes
nswensalvindy 243 faudsia 3 il annsnedunedvinaiddenisufifnuvemenuia
Adnlsameuiaienu XYZ fidwanoanuasinsnineuaindndessdnslsamenunaensy

o w a LY

XYZ A9 Y = .399 (X1) + .316 (X3) + .243 (X4) ﬁﬁammpmqaaﬁﬁsmu .05

HaMTITETTEEN 2 M3TLITRaNIN WaTRruuIMINITaReRRsnAn g uneUIa
FunTnlinsagiulssmeuiaenyu XYZ amudnguszasdded 2
fidornaanmsdunuaiidedin (In-Depth Interview) feonuuislasaaina iiieve
puAnLuiudUIITEAUInnsiie laud geansiiensnetua 1 au gannisiienagns
09T 1 au faansthensneinsuyed 1 au annsdunisalddnfuduimets 3 au wui
firuAniufidenndosiunaniside Ssagunansiinnziuamnansufiaidmasonunia

v v a

Msafreruasdnang dmdumerunaindnlulsimenuaensy Xz Jadendn tasmelui

1. Jaduiuulouisuaznisusmsau fe Wlpueilusdlawazifusssy nanfe oedns
msiuiunseansidaaulazaiiaueniutemesing 4 Wy Swa, n1sUse, wagn1dse
auAniureinusgseiios Tipadanudlanaremuidesuluesdns nsiidiusiuves
Wi nanfe aernsAIsilnlemalindnanuiidusulunisdndulanaznisusulsauleuis
Peiiueufiaelanarenuyniufuesdng uaznsusziiunauaznsufuuss nanfe 8adns
msiunisasrdeusarUszdiunanisaunusgsaiiane wWoldudlainulouivasnse

lUufunlaaseuasiivseansnm
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2. Uafufuiiiousannuuay ianssuedng Ao mavienuduiin ndnde osdnsens
duasunsiheudufiuwasnishomdetiuuariu afsusseimansinauituazanaudauds
mMsasrinussiesdnsfiudaunss nanie ssdnsmsaireTausssuosdns A sAgeiuag iy
navdaasunsimuIAue LAty HreifiuanugniuremiinauLazannisateen uaz
N159AN15ANTALES NAIAD aaﬁﬂimﬁﬁizwmﬁﬂmﬁﬁL?JuﬁiiuLLazﬁﬁ’ﬂLauLﬁaLﬁﬂﬂmm
mudaudissrnaminanudediuny edesiuilymauazaienindlingda

3. Y9duAuALANRAURITINRALNITYINNIU (Work-Life Balance) Ain N159A91319974
fdomeu nanfe sadnsmsiuiunmsdnmamsinuiivnzaunagliaieanuaioaiuly
Prglindnanuinalviuaseuaiinasiindiudd AaNTTNaLETIAUAN NE1IFAD BIANTATS
ﬁ’]LﬁUﬂ’lﬁﬁJﬂﬁﬁ]ﬂﬁ’iﬂJﬁﬁﬂLﬁ%mﬂﬂ’lwﬁgﬂﬂ’mﬁ’]\‘imﬂLLﬁ%%Gﬂﬁ] WU N1598NAGINTY, NSV, Y38
nMsuineladin Hefivaunminvemiina uagnsliseiauazendes nanfe eadnsang
fufunsuouseiauazengemiinnuivhaud freaiausdatazenuniagiilslunsiny

fideannsaasunansilaszsiuumsnsUiaTidamasionuamanisainenmeein
fnf dwsuneuaindvlulsmenuaenyu XYz Jadeses Iwioluil

1. Yasudunisdearsuazarudalaluuleuts (Communication and Policy
Understanding) fian1sdeansaasnia (Two-Way Communication) namae sssnsasaidunis
doasniusAnsnmuazdalonalindnamidnlunselueuasUtRnuulsune 9aan
Hapmnsdoansiilifaiou warnmsifiudemamsdeas nanfe ssnsmsiiiiunsuiulsmeamns
nsaeansliaonadestunginssuvesninnu telmdnnudlaulsuewasufoRaulaady

2. Yadpaumsimunvineeiazanuinmtluendn Ao n1sEnousuwas LNy
namfe asdnsAIsNdneuILaERRLInwElRTuntinau Tedudnenmuasaasiilaluns
a1 wag lanaanuiviinlue @ nanfe asrnsaisilanandnaulunisidulaluenan
waznslasuniseensuanesdng teasseuiisnelawazanudulalunisiny

3. Y9uAunsuIMsNIneINsuyed (Human Resource Management) fia UnuIm
yostheniwensuysd nanfe dievninensuyudieadufuszaunuseninmning ieliiAn
mMaanusmiuegsiivssansnm uazdoailaanmiymiiesdlefusmihnuazuims
Tunsudludgym wazn1sdunwalidedn nandfe deninensuyudfaariiun1sdunvaingnau
Bednsamfuidanisunun Wetaslilddeyaiiands nsege wasmuuamansulosamiuiy
NN

4. Yaduaunsuseiliunauaznisinmiu (Evaluation and Monitoring) Ao N1SARAIL
Uszidiuna namfe ssdnsmsiananisaiiiunisuitgmessathiaue (n 3 Wow) taelvimsiu
fellymiitunteutas uazanunsausuussleueldesnaiuiagd wagnsdiauelnsandudly
a1 nafie ssAnsAIstnauslnsandwn Uy iiuguimsseauas wagsiuiuaaun
nagdiiloutlutlyyognsiiusanam
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5. Yaduiuanusiuiieatnynainaiu (Collaboration from All Parties) e Anusasile
NN Fmau wazuims nanfe asnsmsunlvlymdesandeanusiuieninyn
madu ieliinaudlasufuuasilugnsudladymiiddu Snfesdnsnsinmaussa
Lﬁa’[,ﬁnﬂmﬂehu%’umwﬁaﬂz‘gmLLaz'ﬁauﬁaLLf’ﬂmﬂiym

d3UNaN15338

MNHAMTITeszeed 1 dunoud 1 Fanaunm wudn JadesunisufiRnuiidmasie
AN NANAVBINGIUIAITTNIULTINGIUIAENIU XYZ @DAARDINUNANITIIEANTUNNTITY
svovit 1 Supewudl 2 BeUSuna Teunnssie Jadefuatannis uavtuieu uasdadudunis

Suiimhou Wanansenensalfadesunsuf iRnuvemeiuiaizdnlssmeuiaenyu XYZ

D

NdswananuTnanANUIAITTNFDIAN Y19 TBE ARy

nansideluszesd 1 duneudl 2 nud 31NN1TIATITVIATIUDADDELTINY AR
(Multiple Regression Analysis) #2838 Enter Wua1 Auulauly wagn15uUsMISU (sig.= .000)
frufiousana Gig. = .000) LAEATUAINANAAYDIYIN (sig. = .009) TdpdrAgyn1ada
gy 01 wanairdadefendnamnsanensaitadoiunisujiRnureaneiuiaivndn
Tssmeunatenay XYZ fidawardennuassndnine viadndnsensdng egrefiduddymnsadn
feandundaelud

1. fruilousinnu (Mduszavsannes = 399) Wuiladefiiiavinagean asveuin
anuduiusseviaiieousisem wu anusuile nsatuayy wagnstewdeii daalnense
sonuFAngmiularauidlalunisegifuaadng mnnerunaddndldumsseniuuasdany
ustusiimuiia sgvhliAnussgelalumsvinusazanunltunisaioon

2. fuulvneuan1suimsnu (dudseanionnes = 316) Wleusdidaau Tusda
LarMIUIMINuiiiuszansam Sunumddlunisaiiuenudesiliduneiuia fuims
fanunsadeasimnsesdnsidediadnlade uazuimsoradusss asthoanmudaudouay
dueusiulaludunisendnangluosdng

3. fhumuanaTesTIn (AduUszdvisnnes = 243) neruiaianusodnaunasering
nsihaukastindiumilen dnlieuisnelavasniauumliiuesdns anutangulun1sdn
M31903 viedataAnsfiddsdsguamnels agdaelvimenunaaunsaviauegisdinanimuas
agfiuasAnslussuzen?

Tuszosdl 2 nnsdunwalifusms wud wmssaieeuessnAnfianunsadn
vanavle 3 fu Ao msaeuduiussudtuiieusinay Wy dafanssuaudiiuduie
Aanssumsvieuduiiy msaduenudilauagnisdeasulevigesdng wWu niikanUdey
arwAniu viedessdeasmeluesinsiilante uazmsdnaduaunmeianmeonasinle
i 1A53N13 Work-Life Balance TUsunsudaaiugunin vidoyuinsouluiivihau
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anUsgNa

uansAnmafstinu mnmssuiunitessesi 1 fureudl 1 uastuneudl 2 wui
fauideulowuazaenndeiuuifangul waruiunvesesins Tedadeiifnadennuasining
yoseguaIvnlulsmeuiaenyu XYz liud dadesmuiiousimany wleviswaznisudms
LAYANALAAYDITIN TadpnadefunIAnLaNguinsIninetesinsangyszns Jade
fuiieusinuagieuisdifvesauduiusnedinuluiiviiau Samssfunguiausiosnis
93 Maslow (1943) fiszyienudioamansdsas (Social Needs) iusdududdiitiuasie
Aufianelanazusegalalunmsrinny ¢uideves Liu et al. (2021) Sa8uduin nsatuayums
dauluivhaufianuduiusiuanuasininfvemiinny TnstanzluaeeInidaszaugs
LazANTNIRAGENTIVTNY WU neuta dautladesuulonieiaymsuimsassieudsaudusssy
aalusila warnisudmsiiiiuszansnm Fudeulosiuasdusznoures “guowndiy (Hygiene
Factors) ” pumnguiiaesdadones Herzberg (1959) 71t Yadusulsunsesinsuaznsuims
Hushimuaealidfienels mnuimslimnzauazhlugaaidnidenineuazanauasin
1 mamsAnwiisduduihmauimsiidaniuasidusn Sdwlunsaduanuidnlings
WagHNNURa83ANT (Organizational Engagement) anving Jadusuninuaunavasin (Work-Life
Balance) Wulsuiudffidenndosiuuundslugelmifiiununmdinveamiingu Tnsame
Tuangendnuinisguamiiiiansznissanieuasinlags nsAnwives Bachtiar (2020) wWuin
AMANTInluNISTIIUTANFURUSAUAMUANARRBIANT waskan1sUJURUAMAINGTA
msvieiiliforadwmaldedensufiRnu wazanusnfdossdnsveaneiuia efiarsan
faTinmsvihnuemeaiasuuasesnaiiiddldsudvinanniade 4 o1eduiiugiu
I maninemegmeldanuieestoirdmansenudedinnisihnuesdidedd dansn
dsnasionuAnfinessdns wazkansUURnu Jeazdmaiensluinisiuauainlagsm

(%
v U =

Friuiadudsddgiazdeaiaunasnaifioudlutymaunmdislunisiauwesmeua
feazeUsulssusEAvs Ay uasmuAnAlRBwY Tuszesd 2 wssamnUsegs nagns
(2564) nafe WIS AL ATTUsEANEAm SududesFuanduinis
anu@nuffunumadrdgylunisnssduuasiauianaiiifvesyaainsimunagnsang o loun
osAnsmsUgniledndniinluumumuas g vesyamnsliifiufsnnudfuasauaiveany
padnsanaiunmaduynansiitvesesdng sisludnueg anuaninsn uasngAinssmaaiosTa
psfnsmsadeuatasanuaied uaraududmildlaifedluesdng ssdnsmsduasa
mMaviemaduiia uazmsatiuayunsiamvinuegsdelilos uavadugavessdnsesdaaiy
viuariddla Weaiuussgdauasanuynitunsensucidessdnslasasy wan1idunssdl
LiliigsapnndaaiuwIAnnguin19adning1lazn153nn1ImMine1nsuyyd waduauswuIvi
Feufuananunsailuldldesdunisuimsdanisyaainsluatsnuneivia daduindn
Alwddnuazianuidssensaeengsluszuuassaguionvuvesine
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URIGIRIRIE
MANANTITBEeaUIMINTaSNAINasinAnAdivTuneuainTnliasegfu
Tamenunaionyu XYZ fifedoiausuusarudaidiu uaslitoiauouusdsl
1. dorausuugiiionsilUldusslonilusdng
1.1 Jademuuleunsnaznisusmsnu
- psAnsasimuaulsuieilusila wasdusssy lnefinnsdeansiidaloy
Wz LavalaNoNIUTemMIeAg 9 Wy Blua, NUsEYN, Wagn1sdiTenuAnLiuTes
wiinaueguseiiies treaduanudlauaseudeshiluesdng
- p3ANsAITIANTNUTdIUTIN Na1Re B3AnsAITUAlanalinineuy
fidusulumsdndula uagmsuiuusnleuiglunsuimstegidudefiveuioela way
AUINANARUDIANS
- 23ANIAITENTUITTlIUNAkasN1sUSUUTIWleue Tnglilinnsnsiaaeu way
Uspiiiunanisaiunuegadiane weliuileiulsuisaunsoiluujodldetaasd
Uszansnmlunisuinsau
1.2 Yaduduilouiinnulaginnsssuesdns
- psAnsmsianssueduaiumaiuiuiiy wagduatusnunisiiemie
funazuileainsusseniansviinuia wazanaudaudiluu R
- 99AnsAITLEs NS TTRIusTIURAnslTANLTwNse Tnensadeimusssy
psAnsMiMAssATafuLay U duaSumaiaunueayinnu Wetafiunnuasndndiuesding
Feagravannisanaenveeniinay
- asdnsmsinmsdanisanudandadeszuu ilonsdanmsanudaudaiidusssu
wardosdianudmaudedatlymeanudaudssninminnurieriuay Fazdetestuilym
flonmazfnsuarassaulindaveminaniiessdns
1.3 Jademumnuaunavastinnasn1sinaIu
- 99AnIMFENTEIANTINTUFTRNUABangu Tngliimiianudanigs
msufuRmulimzay wagliadsanuesalunmsuftRnuanniiuly Saastaeliningy
fnalifueseunss uasTindausunndely
- psAnsAsiiRanssuduasusuguan TnonisdnRanssuiiduaduaunim
Famasame uazdalarugiuly iwu nseentidame msviiygy viensuinaladin Ssasdidy
Praifiununminvesinnuliibeu
- asAnsmsueUTTaLazendeaniinuifinan sURTRNUAR Teagildrutae
abausagila uazarumagilalunisufiRenliisedy
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1.4 Yadufunsdeansuazanudlaluulouny
~ 9IRNIAI3AITASNITHOAITUULADIVN (Two-Way Communication) Tag
aednsdasinsuseidunanisdeansludesmeing q ielimsunadnidugnivesdoas wae
Dalonalimdnauildusnlunisesuenarujiinuulouts iietsantlymnisdeans
livaau
- peAnsmInsiiutesanisdeansTvimnzauiuminay Tnefinsaouniy
wifnau wazdinisufuussteamnensieansliiaenadesiunginssuvomiinau Jaazgaeli
wiinudrlaulovisuarufoanuldfundeu
1.5 Jadamunisiauyinyeuasanunaniiluemn
- asAnsmsiinistineusuuar iR inueiungauiuanayluiagiu iledae
dndnenmuazauiulalunisvhauvemiinaulifundey
- asdnsmsislemanuinniiluodnvesminaulumaiulaluendnuas
nslsumsseusuanesdng deheaiauimelawazaudulalunisviie
1.6 Jademun1susmsmninensuywd
- unumvestiminensuyudmnduussaunuszninmning dielmAn
mMahnusmiuegsiivssansnm uazdoailaanmiymiilesudlefusmihnuasuims
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Abstract: This paper looks at how the linguistic landscape of restaurant signage in
Kunming reflects the presence and traits of the language groups residing or interacting
with various urban areas. A total of 2,104 signs were collected from nine streets known
for their cultural, commercial, and demographic diversity. Categorized as monolingual,
bilingual, or multilingual, these signs were examined for language combinations and
distribution trends. The results indicated that although Simplified Chinese predominates
the signage, suggesting the prevalence of Mandarin-speaking locals, the inclusion of
English, Traditional Chinese, Thai, Japanese, Korean, and minority languages suggests
the presence of tourists, regional visitors, ethnic minorities, and international communities.
Language selections differ by neighborhood; locations like Wenhua Lane and Nangiang
Street show more linguistic variety in line with their more international or cosmopolitan
nature. The linguistic landscape therefore operates as a visual mirror of those who
inhabit and engage in these areas. Offering insight into the multilingual fabric and
sociological complexity of Kunming, it shows how public signage reacts to, accommodates,
and reflects many socioeconomic groups in an urban setting.

Keywords: Linguistics Landscape, Kunming, Restaurant Signage

Introduction

The linguistic landscape (LLL), or the appearance and salience of languages on
public signage, provides a useful window into the sociolinguistic and ideological fabric
of metropolitan areas (Landry & Bourhis, 1997; Backhaus, 2006). Public signage as a
semiotic tool reflects power relations, identity building, and the socio-political positioning
of various language communities in addition to just providing information (Shohamy &
Waksman, 2009; Gorter & Cenoz, 2006). Recent studies highlight that LLs are not neutral
but rather influenced by both top-down pressures like state language policy and bottom-up
activities originating from local actors including business owners and ethnolinguistic
communities (Cenoz & Gorter, 2008; Huebner, 2016).

Given this background, Kunming, the capital of China’s Yunnan Province, is a
fascinating location for LL research. Located at the crossroads of China and mainland
Southeast Asia, and home to 25 officially recognized ethnic minority groups, Kunming has
a special multilingual and cosmopolitan environment (Wu & Techasan, 2016). Key
economic and tourist hub, the city’s urban signage, especially that found in restaurants
along major cultural and commercial arteries like Wenhua Lane and Nanqiang Street, not
only communicates but also reflects sociocultural representation, consumer targeting, and
identity negotiation (Rungswang, 2023; Hayeesani & Vongvivut, 2022).
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Often including Mandarin alongside English, minority languages (e.g., Y1, Bai,
Dai), and culturally stylized characters, restaurant signage in Kunming provide a colorful
show of linguistic variety. These multilingual signages physically reflect the inclusion or
exclusion of many population groups within the commercial and social fabric of the city,
not just serving functional communication but also symbolizing power relations, identity
negotiation, and sociolinguistic dynamics in urban spaces. By doing this, they show how
national language policies, which support Putonghua (Mandarin) while recognizing the
symbolic significance of minority and foreign languages, are read and manifested at the
grassroots level (The Law on the Standard Spoken and Written Chinese Language, 2001;
Moriarty, 2015).

This paper examines restaurant signage in nine commercial streets of Kunming
to investigate the representation of different linguistic and cultural groups within the city’s
linguistic landscape (LL). It analyzes the frequency, hierarchy, and multimodal presentation
of various languages and scripts, and how these relate to the demographic composition of
Kunming, its tourism-driven economy, and its implicit language policy. The central research
question guiding this inquiry is: How do restaurant signs in Kunming reflect and construct
the presence of various linguistic groups? By examining the languages, scripts, and visual
arrangements used in restaurant signage, the study reveals how linguistic diversity is either
made visible or concealed in urban commercial spaces. Without such an investigation,
society risks overlooking how everyday visual texts shape public perceptions of belonging,
access, and inclusion, especially in multicultural and multilingual settings (Crystal, 2003;
Light, 2001).

Beyond contributing to broader discussions on multilingualism and cultural
representation, this study also has implications for the hospitality sector. It highlights the
need for culturally and linguistically responsive communication strategies in public-facing
businesses, which can inform staff training, recruitment policies, and customer engagement
practices. In recognizing the semiotic cues that influence consumer behavior and intergroup
interaction, this research can guide professionals in developing more inclusive and effective
service environments.

Literature Review

Linguistic Landscape (LL)

Linguistic Landscape (LL) has developed as a major lens for academics to
investigate the visibility and salience of languages in public areas. LL is the display of
languages on signs in a specific area, therefore providing both informational and
symbolic purposes (Landry & Bourhis, 1997). Among these signs are public announcements,
store names, business ads, and official road signs. LL has become a crucial tool for
grasping language policy, identity building, and sociolinguistic hierarchy since it is the
physical manifestation of language presence. In research on multilingualism, Backhaus
(2006) underlined that both top-down forces, e.g., government rules, and bottom-up
practices, e.g., private company decisions, shape LL. This double impact exposes the in-
tricate interplay of power and identity in multilingual environments. Shohamy and
Waksman (2009) likewise define LL as an ecological arena where several modalities, text,
typography, color, and layout constantly negotiate meaning.
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Apart from the descriptive aspect, LL has been acknowledged as a possible
influence for language development (Cenoz & Gorter, 2008). Written forms of several
languages in daily settings can enhance official language study and influence students’
perceptions of other languages. Huebner (2016) emphasizes LL’s teaching potential and
its development from a descriptive tool to a critical approach integrated in sociolinguistic
theory, hence following LL’s academic path. When considered together, these studies show
that LL is an active locus of ideological expression, cultural negotiation, and identity
performance rather than a passive mirror of language presence. The studies agree that LL
provides a strong analytical tool for grasping how languages interact in urban space,
and how they are controlled, sold, ignored, or praised. Thus, the prominence of certain
languages over others in public spaces can reflect and reinforce existing social hierarchies
and power relations.

Previous studies have broadened LL study into several sociopolitical settings.
Gorter and Cenoz (2006), for instance, investigate how LL acts as a medium for portraying
minority languages, therefore proving that public signs prominence may indicate
ethnolinguistic vibrancy or marginalization. Moriarty (2015) looked at signage in an Irish
town in the context of tourism and said that LL. may be used to mark authenticity and
commercialize cultural identity for financial benefit. LL studies in Asia have shown certain
trends in symbolic representation and multilingualism. Wu and Techasan (2016) looked
into Bangkok’s Chinatown and discovered a hybrid LL representing both local legacy and
commercial globalization where Chinese, Thai, and English coexist. Hayeesani and
Vongvivut (2022), Rungswang (2023), and Thongtong (2016) show that LL also reflects
regional dynamics, such as the cohabitation of local ethnic identities and governmental
language regulations. In addition, the studies in China expand the significance of LL as
Zhang’s (2024) and Zhang and Zhang (2024) contribute to the broader discourse on LLs
by illustrating how public signage functions as a medium for identity construction,
cultural negotiation, and the manifestation of globalization’s local impacts. Thus, the LL
can be considered as dynamic and strategic tools in the ongoing dialogue between local
traditions and global influences Light (2001).

Restaurant Signage in Kunming

As the capital of Yunnan Province, Kunming is a culturally and linguistically
diverse city, home to several officially recognized ethnic minority groups. It functions as
a regional hub for commerce, tourism, and international exchange. Despite this rich
diversity, research on Kunming’s linguistic landscape (LL), particularly in commercial
domains such as restaurant signage, remains limited. In China, the LL is primarily shaped
by state language policy. While these policies promote Mandarin (Putonghua) as the
national standard (Law on the Standard Spoken and Written Chinese Language,2001), they
also acknowledge the cultural and symbolic value of minority and foreign languages
(Zhang & Zhang, 2024). However, the implementation of these policies often varies by
location, sector, and public attitudes, raising important questions about language visibility,
representation, and practice in specific contexts like restaurant signage.
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Research Methodology

Setting

The nine selected sites—Laojie, Nanqiang Street, Wenhua Lane, Yuanxi Street,
Daguan Street, Shuangqiao Street, South Asian Garden, Shilin, and Juxian Street— present
a complete image of Kunming’s linguistic environment. Every area exhibits various
language use patterns formed by cultural legacy, travel, education, and demographic
diversity. While Laojie and Daguan Street stress traditional Chinese cultural identity,
Wenhua Lane and South Asian Garden reveal foreign and cosmopolitan tendencies.
Nangiang Street and Shilin cater to both locals and tourists by use of multilingual signage.
While Yuanxi Street and Juxian Street emphasize youth-driven and creative expressions,
Shuanggqiao Street reveals the blending of minority languages.

Data Collection

Data for this study was collected by means of direct field observations and
photographic documentation of restaurant signs in nine commercial streets spread
throughout Kunming. Deliberately selected, these streets represent a mix of cultural,
commercial, and linguistic environments comprising both large cities and peripheral
neighborhoods. Among the factors considered were pedestrian density, diversity of food
enterprises, and presence of multilingual signs. Photos of restaurant signs were taken
during four weeks in the first quarter of 2022. Recorded were only publicly accessible
signs; those on business fronts, windows, or outdoor banners. Signage within buildings
was excluded unless readily visible from the street. Every picture has metadata designating
detected languages/scripts, company type, and location. Data gathering followed ethical
standards. Photos taken in public places had no accompanying recording of identifying
personal information.

Data Analysis

2,104 restaurant signs were tagged for study and reported. Signs were analyzed
based on (1) the number and sort of languages used, (2) the visual hierarchy of languages
(e.g., font size, positioning), and (3) the presence of culturally styled elements such as
traditional motifs or calligraphy. The researchers additionally noted if the sign belonged to
a locally owned firm or a national/international franchise, given that only the former was
kept for analysis to ensure emphasis on localized linguistic expression. The photographs
were forwarded to a computer for categorization and analysis following data collection.
Each sign’s classified coding was established by key factors like language(s) used, content
kind (e.g. menu, promotional, informational), and location defined. Using the method
of counting and distributing languages on the signs, categorization and visual content
analysis identified patterns of language dominance, co-occurrence, and multilingual
representation.

The classification method allowed the research to track the distribution and
frequency of several language combinations over the selected streets. It also provided a
systematic way to see how language diversity appears in the restaurant signs of Kunming.
Each signal was classified by a particular coding technique depending on the amount and
sort of languages displayed.
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Monolingual Code (M): Monolingual Code (M): Signs that display just one
language are classified as monolingual. The prefix “M” followed by the language used
denotes these. “M-Ch”, for instance, refers to a sign written only in Chinese; “M-En”
indicates a sign written solely in English.

/

Bilingual Code (B): Signs showing two languages are designated as bilingual and
indicated with the prefix “B”. The code contains the two language names’ initials. “B-ChEn”,
for example, denotes signage in both Chinese and English; “B-ChTh” denotes signs in
Chinese and Thai.

Trilingual Code (T): Labeled with the prefix “T”, signs including three distinct
languages qualify as trilingual. Its English first letter identifies each language. “T-ChEnTh”,
for instance, denotes a sign with Thai, English, and Chinese.

Apart from the prefix codes showing the number of languages on a sign—M for
monolingual, B for bilingual, and T for trilingual —every single language in the sign is
denoted by a particular code. These codes help to spot and examine linguistic combinations
in the sign. To be consistent, the following abbreviations were used:

* CM (Chinese-Modified): Refers to Simplified Chinese, the standardized

written form used in mainland China.

e CT (Chinese-Traditional): Refers to Traditional Chinese characters, often

used in Taiwan, Hong Kong, and for stylistic or cultural purposes in signage.

e E (English): Represents the English language, commonly used for

international accessibility and tourism.

e T (Thai): Represents the Thai language, reflecting the influence of Southeast

Asian communities and tourists in Kunming.

* K (Korean): Refers to the Korean language, sometimes seen in areas popular

with Korean tourists or cultural businesses.

* J (Japanese): Denotes the Japanese language, used in establishments with

Japanese cuisine or themes.
e L (Laos): Refers to the Lao language, which may appear due to regional prox-

imity and cross-border interactions.
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e I (Italian): Represents the Italian language, typically used in Western or themed
restaurants.

* M (Minority): This code is used to represent any officially recognized Chinese
minority language that appears on signage. Specific minority languages were
not individually coded but grouped under “M” due to the scope and visibility
level of these languages in the data.

e  When paired with the prefix codes (M, B, or T), these language codes enable
precise classification of every sign. For instance, a bilingual sign in Simplified
Chinese and English is labeled B-CME; a trilingual sign in Chinese, English,
and Thai is coded T-CMET. This approach allows for both qualitative
investigation of language use trends across several metropolitan areas in
Kunming and quantitative frequency study.

Findings

Restaurant signage in Kunming as a representation of linguistic groups

Actotal of 2,104 restaurant signs gathered from nine main streets in Kunming were
examined in this study. The signs were classified into monolingual, bilingual, and
multilingual categories depending on the number of languages utilized. Language codes
were used to identify particular language combinations including Chinese (Simplified and
Traditional), English, Thai, Japanese, Korean, Lao, Italian, and minority languages. The
findings are represented in Table 1.

Table 1: Linguistic Groups through Restaurant Signage in Kunming (n = 2,104)

Frequency %0
Monolingualism 1054 50.09
MCM 866 82.18
MCT 62 5.88
MK 11 1.04
MJ 8 0.76
ME 102 9.68
MT 5 0.47
Bilingualism 942 44.77
BECM 699 742
BCMIJ 12 1.27
BCTM 54 5.73
BCML 2 0.21
BCMK 18 1.91
BECT 13 1.38
Monolingualism 1054 50.09
BCTCM 125 13.26
BCTK 3 0.32
BCMM 8 0.85
BCTJ 8 0.85
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Table 1: (Cont.)

Frequency %0
Multilingualism 108 5.13
TECMJ 14 12.96
TECMK 9 8.33
TECML 2 1.85
TECTCM 45 41.67
TCMCTM 3 2.78
TTECT 6 5.56
TTECM 22 20.37
TTCML 2 1.85
TECMI 4 3.70
Total 2104 100

The general distribution of signs per language category is seen in Table 1. The
figures indicated that monolingual signs make up 50.09% of the whole, with Simplified
Chinese (MCM) being quite dominating at 82.18% under this group. Other monolingual
signs are tiny percentages of Japanese, Korean, and Thai as well as English (9.68%),
Traditional Chinese (5.88%). These numbers imply that although Chinese is still the main
language in public restaurant signs, non-Chinese-speaking populations also have some
visibility, especially with the usage of English.

Comprising 44.77% of the total, bilingual signs show the interaction between
various linguistic groups. Chinese-English (BECM) is the most often pairing, accounting
for 74.2% of all multilingual signs. Particularly for tourists, this combination shows the
city’s dual focus on home and foreign consumers. Other significant bilingual pairings are
Chinese-Traditional Chinese (BCTM, 5.73%), Chinese-English-Thai (BECT, 1.38%),
and Chinese-Korean (BCMK, 1.91%), suggesting linguistic accommodation for certain
regional or ethnic groupings.

Though they only account for 5.13% of the total, multilingual signage are quite
important for cultural expression. Among them, TTECTCM (Chinese, Traditional Chinese,
English) is the most frequent combination, accounting for 41.67% of multilingual signs.
Reflecting the city’s multicultural intersections and its appeal to a broader international
audience, other frequent combinations include TECMJ (Chinese, English, Japanese) and
TTECM (Thai, Traditional Chinese, English, and Chinese-Modified). Although minority
languages (M) are less common, their appearance in combinations like BCMM (Chinese
and minority language) and TTCML (Thai, Traditional Chinese, Chinese-Modified, and
Lao) shows symbolic inclusion of ethnic groups.

The proportionate distribution of monolingual, bilingual, and multilingual signs
discovered in the study is shown in Figure 1. Monolingual signs make up the biggest share
as seen in the chart at 50.09% of all gathered signs. This emphasizes the prevalence of
single-language communication, especially via Simplified Chinese, which fits national
language regulations and the language preferences of the majority people. Bilingual signs,
which make up 44.77%, show a notable degree of linguistic interaction and reflect the
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pragmatic requirement to serve both local and foreign audiences, particularly via Chinese-
English pairings. Though they only make up 5.13%, multilingual signs are symbolically
significant since they reflect larger efforts to include other linguistic groups including
minority populations and regional visitors from Southeast Asia. The graph supports the
idea that although Chinese is still king, Kunming’s restaurant signage also shows significant
levels of language adaptation and cross-cultural interaction.

= Monolingualism = Bilingualism = Multilingualism

Figure 1: Distribution of Monolingual, Bilingual, and Multilingual Signs (n = 2,104)

The distribution of monolingual restaurant signs in Kunming by language type is
depicted in Figure 2. The figures show that monolingual signage is mostly dominated
by Simplified Chinese (MCM), which accounts for the great majority of signs in this
category. Especially in places aiming to recall legacy or classic aesthetics, classic Chinese
(MCT) seems to be the second most frequent language used monolingually, probably for
cultural or aesthetic reasons. Though its use is still quite low without Chinese, English
(ME) ranks third, mostly employed to draw foreign tourists or communicate current,
worldwide branding. Furthermore, very little of the signage is made up of languages like
Korean (MK), Japanese (MJ), and Thai (MT). Though they are seldom used alone without
Chinese, their appearance may be connected to particular ethnic restaurants or districts
catering to niche tourist or migrant populations.

\ |

= MCM s MCT =MK =MJ =sME = MT
Figure 2: Distribution of Monolingual Signage by Language (n =2,104)
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s BECM =BCMJ =BCTM =BCML =BCMK
= BECT =»BCTCM sBCTK =BCMM =BCTJ

Figure 3: Distribution of Bilingual Signage by Language (n =2,104)

Of the 942 multilingual signs gathered, some language combinations stand out in
frequency (Figure 3). Chinese-Modified and English (BECM) is the most prevalent
combination, making up 699 signs (74.2%). It also implies that among non-Chinese
speakers visiting or residing in Kunming, English is still the most acknowledged foreign
language. With 125 signs (13.26%), Chinese-Modified and Traditional Chinese (BCTCM)
is the second most common bilingual pairing.

Other notable bilingual pairings include:

e Chinese-Modified and Thai (BCTM) with 54 signs (5.73%)

e Chinese-Modified and Korean (BCMK) with 18 signs (1.91%)

* Chinese-Modified and English-Traditional (BECT) with 13 signs (1.38%)

e Less frequent pairings including Chinese-Modified and Japanese (BCTJ),
Chinese-Modified and Minority languages (BCMM), and Chinese-Modified
and Lao (BCML) show in extremely small quantities, suggesting more
specialized or localized language use.

Comprising 5.13% of the whole dataset, multilingual signs were 108 (Figure 4).

Though less in number than monolingual and bilingual signs, these ones are quite
important for showing the diversity and complexity of Kunming’s linguistic environment.
Particularly in tourist destinations, international business, or multicultural visibility, the
mix of three or more languages on one sign shows a desire to interact with several
linguistic populations at once.

On 45 signs (41.67%), TECTCM (Traditional Chinese, English, and Chinese-
Modified) is the most common multilingual combination. This mix reflects a significant
convergence of national, international, and culturally symbolic languages. It also shows
the cohabitation of modern language use Simplified Chinese and English with historical
or stylistic components, Traditional Chinese.

Other prominent combinations include:

e TTECM (Thai, English, and Chinese-Modified) with 22 signs (20.37%),

suggesting the influence of regional Southeast Asian tourism and cross-border
mobility.
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e TECMJ (Chinese-Modified, English, and Japanese) with 14 signs (12.96%),
indicating Japanese cultural or culinary influence in certain districts.

e TECMK (Chinese-Modified, English, and Korean) with 9 signs (8.33%),
showing similar dynamics related to Korean cuisine or businesses.

mTECMJ ETECMK TECML
TECTCM ETCMCTM ETTECT
B TTECM ETTCML B TECMI

Figure 4: Distribution of Multilingual Signage by Language (n =2,104)

Less frequent combinations include:
e TTECT (Traditional Chinese, English, and Thai) with 6 signs (5.56%)
e TECMI (Chinese-Modified, English, and Italian) with 4 signs (3.70%), likely
used in Western or Italian-themed restaurants
e Rare signs like TCMCTM, TECML, and TTCML, which combine minority
or regional languages, highlight specific efforts to include ethnolinguistic
minorities or represent local cultural fusion.
Thus, the multilingual combinations found in Kunming’s restaurant signage reflect
not only global and regional cultural influences but also reveal how commercial language
use negotiates identity, audience engagement, and symbolic inclusivity.

Discussion

Examining restaurant signage in Kunming reveals a layered, dynamic picture of
language groupings in the public dining spaces of the city. Most signs were monolingual,
with Simplified Chinese (Chinese-Modified) dominating, reflecting the prevailing influence
of Mandarin in both daily speech and visual representation in metropolitan Kunming.
This dominance implies that many local businesses prioritize Mandarin-speaking
customers as their primary goal and aligns with state language policy favoring Putonghua
as the national standard (The Law on the Standard Spoken and Written Chinese Language,
2001).

At the same time, the vast number of bilingual and multilingual signs reveals a
purposeful effort to accommodate bigger crowds, particularly ethnic minorities and foreign
tourists. The most common bilingual mix Chinese-Modified and English (BECM) points
to a purposeful inclusion of English to attract non-Chinese-speaking tourists and imply
global accessibility. This finding supports earlier research by Cenoz and Gorter (2008) and
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Moriarty (2015), who argue that English in the linguistic environment often fulfills both a
communicative and symbolic role linked with modernity, cosmopolitanism, and status.

Reflecting efforts to maintain cultural legacy while remaining accessible to
readers from other Chinese-speaking regions including Hong Kong and Taiwan, signage
in culturally significant places like Laojie and Wenhua Lane frequently featured
Traditional Chinese alongside Simplified Chinese (e.g., BCTCM and BCTM). This trend
matches findings by Shohamy and Waksman (2009), who define the LL as a realm where
visual negotiation of numerous concepts and identities occurs. Traditional Chinese
characters in business could also inspire authenticity and cultural legacy (Zhang, 2024;
Zhang & Zhang, 2024). Extra signage included Thai, Japanese, Korean, and Lao among
other languages especially in internationalized districts like South Asian Garden and
Wenhua Lane. These language combinations suggest knowledge of cross-border travel,
diasporic populations, and Southeast Asian tourist presence. Though less typically visible,
these languages’ existence on public signs meets Gorter and Cenoz’s (2006) assertion that
LL can be a platform for minority or non-dominant language visibility, even if simply
symbolically.

Those with three or more languages provided additional insights on how visually
transmitted complex linguistic identities for the multilingual signs. Signage types including
TTECTCM (Traditional Chinese, English, Chinese-Modified) and TTECM (Thai, English,
and Chinese-Modified) demonstrate a deliberate approach to symbolic inclusivity and
layered identity branding. These signage patterns, often observed in areas frequented by
tourists or attracting global attention, support Shohamy and Gorter’s (2009) claim that the
linguistic landscape serves as a site of ideological struggle and audience alignment. Though
the prominence of minority languages in signs was minimal, their presence was discovered
in combinations including BCMM and TTCML. Though their uncommon occurrence
implies little practical integration, these examples reflect awareness of racial diversity.
Though it raises questions about the degree of their incorporation into public life, as
Landry and Bourhis (1997) point out, symbolic visibility can help one identify
ethnolinguistic communities.

All things considered, the restaurant signs in Kunming reveal a purposely
constructed but subtle linguistic hierarchy. Although simplified Chinese is still the main
mode of communication, the addition of English, regional Asian languages, and minority
languages indicates a larger effort to engage with sociolinguistic diversity and economic
globalization. The visual linguistic landscape in Kunming’s evolving urban environment
not only transmits information but also serves as a semiotic space for expressing belonging,
targeting different audiences, and negotiating cultural identities (Crystal, 2003; Huebner,
2016; Trumper-Hecht, 2009; Zhang, 2024).

Limitations and Recommendations for Future Studies

Though this article offers insightful fresh views on the portrayal of linguistic
groups via restaurant signage in Kunming, it also has several weaknesses that should be
acknowledged. Data came from nine urban streets, which may not fully represent the
greater language diversity present in suburban or rural areas of the city. The study also
focused only on visual data, so limiting knowledge of the motivations behind language
choices and the readings of different linguistic groups by excluding the perspectives of
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restaurant owners, staff members, and consumers. Low visibility led to the classification
of minority languages under one category, which could obscure notable variations among
different ethnic groups.

Furthermore, the photographic data only capture a specific instant and may not
reflect ongoing or seasonal variations since the language scene is dynamic and evolves
with time. Future research should consider expanding the geographic range to cover more
diverse locations, using stakeholder interviews or surveys to explore decision-making
processes and audience reaction, and disaggregating minority languages to provide more
complicated cultural insights in order to overcome these limitations. Research on digital
signage and online language representation, as well as studies comparing or over time
across different multilingual cities, would also serve to clarify how linguistic diversity is
presented and controlled in changing urban environments.

Conclusion

Emphasizing how language is used to mirror several linguistic groups in public
commercial environments, this article investigated the linguistic landscape of restaurant
signage along nine distinct streets in Kunming. The findings indicated that while Simplified
Chinese obviously dominates signage, implying the importance of Mandarin in daily
communication, there is also strong evidence of multilingualism reflecting the cultural
variety of the city and its role as a regional and international hub. Bilingual signs,
especially those combining Chinese and English, show a strong tendency for
internationalization and tourist appeal. The presence of Traditional Chinese, Southeast
Asian languages, and limited minority languages points to local efforts to maintain
cultural identity and acknowledge regional diversity. Though less common, multilingual
signage suggests a more sophisticated approach to audience participation and symbolic
inclusiveness. Kunming’s restaurant signs thus provide a rich linguistic tapestry blending
social representation with functional communication. The signs are tools for leading and
informing as well as visual markers of identity, cultural sensitivity, and urban dynamics.
Public language use, this article argues, reflects both sociolinguistic reality and purposeful
cultural positioning, hence supporting larger general discussions on multilingualism in
urban China.
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Abstract: Educational institutions are important agencies that have roles, duties, and
responsibilities in organizing basic education for the nation’s youth in order to develop the
quality of human resources to have knowledge, skills, and experience that are ready to face
changes in society, economy, politics, governance, culture, and various technologies to be
a force for national development. Teachers play an important role in developing the nation’s
youth, and school administrators play the most important role in school administration,
especially academic administration, Especially academic management which is the key
to developing student quality to be in line with the current social conditions in the 21*
century. One method that administrators should focus on is developing teachers to be able
to organize learning activities in new forms, such as active learning, which emphasizes
students to study and find knowledge by themselves, develop lifelong learning, and learn
through practice and interact together to create knowledge and summarize concepts from
learning. Active learning also has various techniques that teachers can use to design
learning activities that are appropriate for the nature of the subject matter and students
who are different, so that students are happy, learn to their full potential, and develop
themselves to be skilled citizens who can live and work in today’s society happily, with
quality, and create a good quality of life for themselves, their families, society, and the
country.

The purpose of this article is to demonstrate the importance of academic
management that administrators should drive in educational institutions to develop
learners. This article presents the introduction of active learning management, which is a
learning management that is suitable for the 21° century by designing activities according
to the Active Learning Management Techniques such as Think-Pair-Share, Collaborative
Learning Groups, Student-Led Review Sessions, Games, Analysis or Reactions to Videos,
Student Debates, Student Generated Exam Questions, Mini-Research Proposals or Projects,
Analyze Case Studies and Active Learning Process such as Introduction Stage, Experience
Creation Stage, Knowledge Sharing Stage, Knowledge Review Stage, Application Stage.

Introduction

Today, the world is undergoing rapid and profound changes across all dimensions —
social, economic, political, and technological —driven by advances in information
technology and shifts in the global economic and political landscape. As a result, countries
must adapt and implement policies to keep pace with these changes, ensuring they can
maintain their dignity in the global community. The quality of a nation’s population is
a key factor in supporting the successful implementation of these policies and enabling
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international competitiveness (Office of the Secretary of the Education Council, 2015,
p. 1). When discussing the sustainable development of a nation’s population quality, it is
clear that society looks to the educational sector as the key driver. Education plays a vital
role in developing human resources to propel the Thai economy and society onto the
regional and international stage. It is central to national development and serves as a crucial
tool for enhancing the quality of the workforce, ensuring that it is prepared to adapt to the
rapidly changing global landscape of the 21* century. As the world constantly evolves,
these changes impact all aspects of society —economically, socially, environmentally, and
politically. Therefore, as the world changes, people must also change. Education in Thailand
must evolve to meet the demands of the 21* century. The current education system should
focus on developing skills that are future-ready and essential for all this to thrive as
global citizens. This involves learning that emphasizes both essential skills and innovation,
encapsulated in the 3Rs and 8Cs framework.

The National Education Act of 1999 (revised in 2002) outlines the framework for
decentralizing education, providing guidelines for the administration and management of
education. It emphasizes the transfer of educational authority to local educational areas
and institutions. This decentralization is divided into four key areas: academic affairs,
personnel management, budget administration, and general administration. As a result,
educational institutions are granted the status of juristic persons, enabling more flexible
management. Therefore, educational institution administrators must have a deep
understanding of their roles and responsibilities, particularly in operational planning and
administration, to align with the current direction of human development. The success of
an institution’s administration depends largely on its academic management—how much
emphasis is placed on it and how well administrators and staff understand academic affairs.
Since academic affairs are directly tied to curriculum design and teaching and learning
management, which lie at the heart of any educational institution, administrators at all
levels must foster collaboration and commitment among staff. This will ensure that the
institution’s academic administration meets its goals effectively.

Therefore, to develop the quality of learners in the 21st century, administrators as
academic leaders must drive the management of quality education.Many scholars have
highlighted the importance of “active learning.” If administrators can effectively manage
academic affairs and encourage teachers to implement active learning activities, they can
help develop students into responsible, globally-minded citizens. Active learning focuses
on engaging learners and actively involving them in the learning process. Teachers will
organize a variety of learning activities, providing students with opportunities to engage
in both group and individual tasks. This allows learners to exchange knowledge and
practice higher-level thinking skills, such as analysis, synthesis, and evaluation. Active
learning fosters the development of independent, sustainable knowledge creation. This
article will show why 21st century educational administrators must prioritize and promote
the implementation of participatory learning strategies, and will show what key principles
are involved in encouraging teachers to organize active learning, such as designing
activities based on active learning management techniques and active learning processes,
etc.
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Administrators and Academic Administration

The primary goal of educational institution administration is to ensure positive
learning outcomes for students. Educational institutions must be able to enhance and
develop the quality of education to align with current realities. In the context of new future
skills and 21* - century learning, school administrators play a crucial role in organizing
and guiding the learning process. As leaders who work closely with both teachers and
students, administrators must have a comprehensive understanding of all aspects of school
administration, including academics, general administration, budgeting, and personnel
management. Of these, academic administration is particularly important. School
administrators should take responsibility for and ensure the effectiveness of students’
learning experiences. Students should possess deep knowledge and skills in their respective
fields, to the extent that they can offer advice and suggestions to their peers. Therefore,
school administrators must recognize the critical importance of academic administration,
as it 1s the core function of any educational institution. Academic work is a key indicator
of both the standard and quality of the institution, directly impacting the development of
students and the effectiveness of teaching and learning activities in achieving curriculum
goals. Many scholars have emphasized the importance of administrators and academic
work. For instance, Phanas Duang-ek (2012, p. 13) stated that academic administration is
the most critical task among the four main functions of educational institutions. It is the
core responsibility of school administrators, as it serves as the heart of the school.
Academic administration should be executed with the aim of achieving educational goals,
which include fostering students’ knowledge, morality, well-being, quality, and the
desirable characteristics that the nation seeks, enabling them to live happily in society.
Similarly, Darapong, S. (2012, p. 26) highlighted the importance of academic
administration, stating that it is the most critical task in educational management.
Administrators should prioritize academic administration above all other tasks. Other tasks
exist to support academic work, ensuring its smooth execution and alignment with the
school system. Therefore, everyone involved in education should focus on and prioritize
academic administration first, with the goal of benefiting students, helping them achieve
the set objectives, and using it as a key indicator of success to demonstrate the quality
and effectiveness of educational management. Additionally, Sawisai, M. (2020, p. 49)
emphasized that organizing teaching and learning in educational institutions is the
primary responsibility of administrators, who must act as academic leaders in shaping the
school curriculum. Administrators are tasked with designing various learning processes
that enable teachers to help learners achieve the desired behavioral changes in line with
the institution’s vision, goals, learning standards, and content. They are also responsible
for setting study times and organizing learner development activities. Administrators should
guide teachers in effectively using the curriculum to achieve its objectives and encourage
them to implement learner-centered teaching strategies. Furthermore, teachers should assess
individual learners to tailor activities that align with their aptitudes, abilities, skills, and the
desired characteristics outlined in the curriculum. Importantly, the reason why academic
administration is considered the core responsibility of educational institution administrators
can be understood through the criteria and methods used to evaluate the positions and
academic status of teachers and educational personnel. This is outlined in the letter from
the Office of the Teacher Civil Service and Educational Personnel Commission (OTEPC),
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No. 0206.3/W10, dated May 20, 2021. The OTEPC has developed these criteria and
methods to evaluate the roles of educational institution administrators, with the goal of
benefiting students, educational institutions, and all related parties. The purpose of these
criteria is to strengthen the profession of educational institution administrators and help
them develop their potential in line with their academic status. Administrators are
expected to demonstrate leadership in academic administration and effectively manage
changes that contribute to improving the quality of teaching and learning, teacher
performance, student outcomes, and overall educational quality (OTEPC, 2021, pp. 6-7).

Scope of Academic Administration

The scope of academic administration covers various issues that administrators
must address. Academic educators and educational organizations have outlined the key
missions of academic administration as follows:

The Ministry of Education (2013, pp. 49 - 56) has defined the scope of missions
of academic administration of educational institutions according to the development system
in the form of a juristic person in 18 areas. The interesting aspect and issue to be discussed
in this work is the development of the learning process.

1. Organize content and activities that align with learners’ interests and aptitudes,
taking into account individual differences.

2. Provide activities that allow learners to practice skills, engage in thinking
processes, develop management abilities, cope with situations, and apply knowledge to
prevent and solve problems.

3. Facilitate activities that enable learners to learn from real-life experiences,
encouraging them to think critically, take action, develop a love for reading, and maintain
continuous interest in learning.

4. Organize teaching activities that promote excellence in accordance with
learners’ potential by integrating various forms of knowledge, including morality, ethics,
positive values, and desirable characteristics across all subjects.

5. Encourage and support teachers in creating an environment, learning media,
and facilities that facilitate student learning and knowledge acquisition. Incorporate research
as a part of the learning process, where both teachers and students can learn together from
various media and knowledge sources.

6. Facilitate learning that can occur at any time and place, and collaborate with
parents and the community to develop learners according to their potential.

7. Conduct research and develop models or designs for progressive learning
processes, positioning the institution as a leader and role model for other educational
organizations.

Bunpirom, S. (2014, p. 21) stated that academic administration refers to the
organization of all activities related to learning and the management of various environments
that influence learning, ensuring that these activities run smoothly. He emphasized that
academic administration is like the main artery that nourishes the heart. Therefore, it is the
most important activity of academic affairs that will create dynamism (Academic Affairs
Dynamic) at all times, affecting the efficiency, effectiveness, and quality of education
continuously.
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In the same vein, Boonsak, K. (2019, pp. 25-26) stated that academic
administration is the responsibility of school administrators, who must also serve as
leaders in this area. Academic administrators should collaborate with teachers, offering
advice and coordinating efforts to ensure that all teachers work together effectively. They
must decentralize authority and delegate responsibility to teachers, empowering them to
take ownership of their work and fostering a sense of duty in transferring knowledge to
students to the best of their ability. Importantly, administrators must remain mindful
that academic administration encompasses many components. In addition to classroom
teaching and learning, there are various activities within the educational institution designed
to enhance students’ academic learning and vocational skills, making them more effective
overall.

Clearly, academic administration and academic leadership are tasks that cover
the following aspects: planning for developing student learning standards, creating and
developing school curricula, developing student-centered learning processes, teaching
practices, promoting, supporting, developing or using educational media, innovation and
technology in learning management, supervising, monitoring, and evaluating teacher
learning management in educational institutions, assuring the quality of education within
educational institutions, conducting research to solve problems, and developing learning
management to improve the quality of education in educational institutions (OTEPC,
2021, p. 52).

Therefore, academic administration is an important activity of school management
because it directly affects the quality of students and encompasses various important issues.
The interesting issues that have been considered further are the development of learning
management processes. The central question driving administrators is how to teach students
the knowledge, morality, skills, and competencies necessary to succeed in today’s society.
This challenge motivates administrators to ensure that education evolves and remains
relevant to the changing times. However, the solutions to this question may vary,
depending on the context, including time, place, and other environmental.

Teaching and Learning Management for Quality Learners in the 21* Century

The question of how to teach students the knowledge, morality, skills, and
competencies necessary for success in today’s world has been discussed in depth by
educational scholars and related organizations. There are several key approaches and
perspectives offered in response to this question:

Panich, W. (2014, pp. 51-53) mentioned about teachers for students in the 21*
century that teachers must change themselves a lot to be consistent with learners in the 21*
century who are preparing themselves to enter the labor market in the industrial era.
Education in the 21* century should prepare people to work using knowledge (knowledge
worker) and prepare people to be a person ready to learn (learning person). No matter what
career a person has in the 21* century, they must be a person ready to learn and work using
knowledge. Consequently, the most important skill of the 21* century is learning skills.
Education in the 21* century is preparing people to face rapid, drastic, unpredictable, and
dramatic changes. People in the 21* century must have learning and adaptation skills.
Therefore, teachers should develop themselves to have learning skills and skills for
being teachers in the 21% century, which will be different from teachers in the 20™ or 19
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century. Hence, 21* century skills are necessary for everyone to learn, from kindergarten
to university level, and it is also lifelong learning. The principles are 3Rs 8Cs: Reading,
Writing, and Arithmetic. The 8Cs are: Critical Thinking & Problem Solving, Creativity &
Innovation, Cross-cultural Understanding, Collaboration, Teamwork & Leadership, Com-
munications Information & Media Literacy, Computer and Information and Communication
Technology Literacy, Career & Learning Skills, and Compassion.

The Role of Teachers in the 21% Century

1. Teachers should not consider themselves to be knowledge or content experts,
as there is too much information for any teacher to know everything. More importantly,
they should not try to teach content directly to students. Instead, they should encourage
students to search for information themselves, so they can learn how to search, choose, and
apply knowledge. Teachers are not content experts but rather learners who learn alongside
their students.

2. Teachers learn together with fellow teachers. Teachers must stop being solo
artists in the modern world. If anyone insists on being solo, they will suffer greatly because
there is no way they can be a good teacher if they do not want different opinions.

3. Teachers must create their own knowledge to act as “facilitators” for students’
learning, exchange ideas with fellow teachers, and share their academic works.

4. Teachers should engage with global trends in 21* century learning and exchange
ideas on best practices.

5. Teachers should be proactive in using community learning resources,
workplaces, and others.

6. Teachers should organize students to learn from real life, let students learn from
doing (project-based learning), learn from complexity and uncertainty.

7. Teachers should encourage students to create their own knowledge.

8. Teachers should encourage students to exchange knowledge with the outside
world.

9. Teachers should be role models and discuss with students about goodness,
morality, and ethics, and connect with real events and real life.

Acharin, S. (2021, pp. 73-76) and Sarasas Ektraschool, (2016, p. 3) discussed the
concept of learning management in the 21% century, emphasizing that learning management
should focus on learners. It should encourage learners to create new knowledge and new
inventions by using intellectual processes (thinking processes) and social processes (group
processes). Additionally, it should promote active interaction, participation in learning, and
the ability to apply knowledge. The teacher plays a role as a facilitator, organizing learning
experiences for learners. Learning management should be organized to align with students’
interests, abilities, and aptitudes. Teachers should integrate knowledge from various fields,
utilizing a variety of methods and learning resources. In addition, teachers should employ
a variety of assessment and evaluation methods to help develop the skills needed for the
21* century. These include: 1) Learning and Innovation Skills, 2) Life and Career Skills,
3) Information, Media, and Technology Skills. These skills are expected to emerge through
collaboration in teamwork, critical thinking to solve complex problems, effective oral and
written communication, the use of technology, responsible citizenship, vocational training,
and research.
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Picture 1: 3Rs 8Cs: Sarasas Ektraschool, (2016, p. 3)

Sinlarat, P. (2016, pp. 11-12) discussed the essential skills that teachers must
develop in today’s rapidly changing world. Teachers play a crucial role in transferring
knowledge and skills to students. Therefore, it is important for them to practice 21*
century skills, which consist of seven key abilities, as outlined below:

1. Create and Integrate Knowledge: In today’s world, knowledge is constantly
evolving. Teachers must be able to independently find new information and integrate it into
the teaching and learning process to share with students.

2. Think Analytically and Creatively: With the vast array of media available in
modern society, teachers must be able to analyze and assess the appropriateness of various
information. They should then convey accurate and relevant content to students while also
fostering creativity and innovation in their teaching methods.

3. Have a Vision and Crystallize Ideas: Teachers must understand the changes
occurring in global society, anticipate future trends, and analyze these changes until they
are clearly defined. Only then can they effectively exchange ideas with students, helping
them to understand and prepare for the future.

4. Know and Understand New Technologies: Teachers should be well-versed in
emerging technologies and their implications, guiding students, and society on both their
benefits and potential drawbacks.

5. Teach Children to Reach Their Full Potential and Create New Work: The future
world is a world of creating new products. Therefore, children must be developed to be
aware of and ready to create new products to compete with global society.

6. Be Strong in Ethics and Morality: Teachers should encourage students to
contribute positively to society. In today’s Thai society, there is more selfishness, so
teachers must play a role in practicing good deeds to be a role model for society.

7. Play a leading Role in the teaching Profession: In the next era, new-generation
teachers must more actively participate with administrators in developing the quality of
educational institutions.

Therefore, learning management in the 21* century must prioritize the learners,
allowing them to engage in activities and generate knowledge independently.
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Active Learning

1. Meaning of Active Learning

Many educational scholars have discussed the concept of active learning. For
example, Pimpan Dechakupt and Yindeesuk, P. (2017, p. 94) define active learning as
learning activities that encourage learners to listen, speak, read, write, and express their
opinions. During these activities, students are required to engage in higher-order thinking
processes such as analysis, synthesis, and evaluation. The Office of Academic Affairs and
Educational Standards, Office of the Basic Education Commission (2017, p. 34) explained
that active learning is a process that engages learners in activities designed to foster a
deeper understanding by connecting them with knowledge in the form of facts, ideas, and
skills. Through these activities, learners practice and apply what they have learned. The
process encourages critical thinking, research, inquiry, reflection, discussion, and idea
exchange (referred to as “Think Hard”) about their experiences and actions. As a result,
learners play an important role in shaping their own learning. Similarly, Lilawadi Chanamar
(2020, p. 34) notes that active learning is a method that focuses on the learners. Teachers
organize various activities and provide opportunities for learners to engage in group or
individual tasks. These activities encourage learners to exchange knowledge with one
another. Additionally, learners apply higher-order thinking processes, including analysis,
synthesis, and evaluation. Through active learning, learners are able to construct knowledge
independently. The Office of Academic Affairs and Educational Standards, Office of the
Basic Education Commission (2017, pp. 24-45) outlined the characteristics of active
learning as follows: First, students engage in learning activities such as asking and
answering questions, presenting, discussing, exchanging opinions, and presenting group
work. Second, students analyze, evaluate, synthesize, and think critically. Third, students
take an active role in their own learning, including designing their learning experiences,
creating works or products, evaluating their own progress, and managing their learning
development. Finally, students apply and connect their knowledge to new situations,
problems in the community, society, or nation.

2. Active Learning Techniques

McKinney and Heyl (2008), cited in Niamphoka, K. (2021, pp. 75-76), proposed
several active learning techniques:

2.1 Think-Pair-Share is an activity where learners first reflect on a set issue
or question, then exchange ideas with a partner before sharing their thoughts with the group.

2.2 Collaborative Learning Groups involve students working together in
small groups to engage in shared learning tasks.

2.3 Student-Led Review Sessions are activities in which students review their
knowledge and consider various questions as part of their learning process. The teacher is
responsible for providing advice and suggestions when there are problems.

24 Games is an activity that allows teachers to integrate play into both
learning and assessment. It can be used during the introduction, learning activity, and
assignment stages of instruction.

2.5 Analysis or Reactions to Videos is an activity in which students watch
videos and express their opinions or reflect on what they have seen. This can be done
through oral communication, writing, or group discussions.
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2.6 Student Debates is an activity in which students present information
or respond to each other based on their experiences and learning, in order to support or
challenge their own or their group’s ideas.

2.7 Student Generated Exam Questions is an activity in which students
create test questions based on what they have learned.

2.8 Mini-Research Proposals or Project is an activity based on the research
process. Students select a topic they want to explore, plan their learning, summarize their
findings, create a project, and reflect on what they have learned.

2.9 Analyze Case Studies is an activity in which students study case studies,
analyze them, exchange opinions or solutions within a group, and present their findings.

2.10 Keeping Journals or Logs is an activity in which students record events
they have observed or experienced each day and express their thoughts or reflections on
their entries.

2.11 Write and Produce a Newsletter is an activity in which students
collaboratively write articles, share information, and report on news and events to
distribute to others.

2.12 Concept Mapping is an activity in which students create a concept map
to organize and present their ideas, showing the connections between them. This activity
can be done individually or in groups, followed by opportunities for asking questions and
sharing opinions.

3. Active Learning Process

Several educational scholars have discussed the active learning process. For
example, Suwichian, C. (2018, p. 26) identified five steps in the active learning process as
follows:

1. Introduction Stage: The teacher stimulates interest by reviewing prior
knowledge, presenting the learning objectives, fostering motivation, and providing
guidelines for activities that lead to the experience creation stage.

2. Experience Creation Stage: Students engage in activities that promote
problem-solving thinking, allowing them to discover the content through their participation.
They exchange ideas and share responsibility for the assigned tasks. The teacher
organizes the activities and facilitates student engagement.

3. Knowledge Sharing Stage: Students exchange and restructure knowledge,
summarizing ideas by presenting them in front of the class. The teacher stimulates interest
and encourages students to share ideas within their groups, eventually guiding them to
restructure and organize new knowledge. By the end of this stage, students are able to
construct knowledge independently and develop a positive attitude toward learning.

4. Knowledge Review Stage: Teachers organize activities and create an
environment that encourages students to reflect on their thoughts and feelings. At this stage,
they stimulate students’ interest through discussions that connect prior knowledge with
new concepts, helping students build a more complete understanding. Students review their
previous learning to reinforce accuracy and foster lasting learning behaviors. Active
writing activities, such as newspaper writing, letter writing, simulations, role-playing, and
diary writing, contribute to positive attitudes and provide opportunities for students to
express their thoughts and feelings about their learning. Teachers evaluate students by
considering their expressions, opinions, and diary entries.

105



Volume 16, Number 2, December 2025 HRD JOURNAL

5. Application Stage: Teachers encourage students to reflect on how they can
apply their knowledge in real-life situations. For example, teachers can ask students
questions to answer or encourage them to collaborate in groups to find solutions. This
approach aligns with the theory of self-directed knowledge creation, as students express
their ideas based on practical application. In terms of evaluation, teachers assess students
based on their responses to questions and the insights they share.

Similarly, Kiatcharoenphan, S. (2016, p. 64) outlined four stages in the active
learning process as follows:

1. Stimulating Interest Stage: Teachers engage students by sparking their
interest and encouraging participation. They facilitate exchanges of prior experiences
through engaging activities.

2. Action Stage: Teachers organize activities that promote independent thinking,
planning, and action. Students create their own knowledge by connecting and applying
concepts through various activities.

3. Knowledge Reflection Stage: The teacher expands on the knowledge, and
students ask questions to clarify concepts. The teacher encourages collaborative reflection,
guiding students to draw conclusions and reflect on their learning in multiple ways.

4. Knowledge Application Stage: Teachers design activities that encourage
students to apply the concepts they have learned to new situations, helping them expand
and deepen their understanding.

This aligns with the process suggested by Saraphai, L. (2017, p. 5) which also
consists of four steps in the active learning process.

1. Interested in Learning Stage: This stage prepares students by creating
motivation through a variety of activities that challenge their abilities and stimulate their
thinking.

2. Act Independently Stage: In this stage, teachers organize learning activities
using diverse methods, with an emphasis on encouraging students to think, plan, and act
independently to find solutions through various techniques.

3. Summarize and Reflect on Knowledge Stage: In this stage, students
collaboratively summarize key concepts from their actions in various forms, exchange
ideas, reflect on their learning, and ask questions.

4. Apply Knowledge Stage: In this stage, teachers organize activities that
encourage students to apply the concepts they have learned to new situations, helping them
to expand and clarify their understanding.

Similarly, Thatdee, N. (2018, p. 27) emphasizes in her study of active learning
that the first stage of the process should focus on motivating students to engage with the
lesson. She outlines three stages in the active learning process as follows:

1. Introduction (Advanced Organizer) (3 - 5 minutes): This step connects the
content to be taught with students’ existing background knowledge. Teachers provide an
overview of the content, key concepts, and main points to organize the learning activities.
This helps learners understand the importance of the subject and motivates them to explore
it further.

2. Teaching Stage: This is the stage where the teacher will teach the content
(10-15 minutes) followed by other activities (Collaborative). Typically, when teachers
teach for extended periods without breaks, it can lead to students becoming disengaged
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and losing interest in learning. From the study, it was found that the concentration or
attention of the learners will drop rapidly within 15 minutes. Therefore, it is recommended
to organize learning activities for 10-15 minutes, followed by 3-4 minutes of other
activities to change the atmosphere and give the teacher an opportunity to interact with the
learners. For example, teachers can ask questions for students to answer or encourage them
to collaborate in groups to find solutions. This approach helps students better understand
and retain the content compared to traditional discussions. The teacher should alternate
between teaching and activities throughout the session, continuing until the lesson time is
nearly complete.

3. Summarizing Stage (Individual Summaries): In this stage (4-6 minutes),
learners summarize the content they have learned individually. The teacher asks students
to write down the main points and share their summaries with peers. The teacher may also
randomly select students to present their summaries to the class.

In addition, Boonmak, W. (2019, p. 74) summarized the steps of active learning
as follows:

Step 1: Introduction to the Lesson: In this step, the teacher motivates students
and stimulates their interest in learning.

Step 2: Presenting the Situation: In this step, the teacher introduces a
challenging situation related to the students’ experiences, providing an opportunity for them
to ask questions.

Step 3: Conducting the Activity: In this step, learners analyze the problem and
collaborate to find solutions.

Step 4: Creating knowledge: In this step, learners present their own ideas or
those of their groups, allowing others to learn from and exchange ideas until a clear
understanding is achieved.

Step 5: Summarizing: In this step, learners collaboratively summarize the
knowledge gained, reflect on their ideas, and check for any discrepancies. They also
measure and evaluate skills relevant to the 21* century.

Conclusion

School administrators play a critical role in school management, particularly in
academic administration, which is the core of the institution. The primary goal of
academic work is to ensure student quality, aligning with the demands and conditions of
21* century society. One of the most important areas for administrators to focus on is
developing teachers’ ability to organize learning activities in innovative ways, such as
active learning. This approach encourages students to independently seek knowledge,
fostering lifelong learning. It emphasizes learning through practice and interaction,
allowing students to create knowledge and consolidate the concepts they have gained.
Active learning offers various methods that teachers can use to design activities suited to
the subject matter and the diverse abilities of students. The goal is to help students engage
actively, reach their full potential, and develop the skills needed to become responsible
citizens. This approach prepares students to live and work happily in today’s society,
contributing to the well-being of themselves, their families, society, and the nation.
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Abstract: The research aimed to address the training results that are inconsistent with the
reality of the employer, which can precisely be remedied by teacher training. The results
of the research found that teachers expect training integrated into daily teaching work and
closely linked to practice. The study sought to answer the central question the influenced
factors of the development of preschool masters’ degree students, the current student
outcome of training master’s degree students in preschool education in Yunnan Province,
the perceived school environment and student engagement impact their student development
for preschool education master’s degree students in Yunnan Province, and the training
program for enhancing the pre-service teacher competencies for masters’ degree in
preschool education in Yunnan Province. To achieve this, a mixed-method approach was
employed, utilizing primary method for data collection, such as interviews and surveys
conducted on a sample of 414 for surveys and 12 interviews. The data were collected from
2023 to 2024 and analyzed using statistical analysis and thematic analysis. The findings
show that the exposure to different pedagogical methods and child psychology helps pupils
to implement teaching methods based on evidence that cover to the holistic requirements
of young learners. Additionally, the interdisciplinary research that assess psychology,
neuroscience, and education assist appreciate the complications of ECE learning, making
them for different roles in practice and academia. Based on the findings, it is concluded
that when constructing the higher education environment, it is imperative to establish a
clear environmental orientation and gain a profound understanding of how specific
environmental factors influence various types of student engagement behaviors.

Keywords: Perceived School Environment, Student’ Engagement, Training Program,
Preschool Education Major, Master’s Degree in Preschool Education

Introduction

The quality of education of preschool is greatly relied on the engagement
a competence of educators. In the province of Yunnan, the education of pre-school has been
increasing in significance because of the raising recognition of early childhood education
(ECE) as a main basis for lifelong learning. However, the issues persist in making sure that
educators, especially students of master’s degree specializing in education of preschool,
are sufficiently prepared and engaged for their prospective roles (Kurchatova &
Shapochka, 2022). The lack of organized programs of training developed to increase their
association has led in differing motivation levels, effectiveness of teaching, and
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professional commitment. This research assesses to make a program of training developed
to enhance the level of engagement of master’s degree students in the preschool education
major in Yunnan, assessing both practical and knowledge implementation. Different factors
add to the levels of engagement of master’s degree students in education of preschool.
These comprise of designing of curriculum, methodologies of teaching, opportunities
of field experience, and support of institution (Kurchatova & Shapochka, 2022).
Conventional approaches of teaching may not adequately assess the complications of ECE
that needs child-centered, interactive, and research-notified teachings. Additionally,
restricted hands-on experience and insufficient programs of professional development
can minimize motivations and readiness of students to implement their knowledge in
actual settings of preschool (Galindo-Dominguez & Bezanilla, 2021). As a result,
a well-formulated program of training that assesses practical exposure, strategies of
innovative pedagogy, and ongoing mentorship is important to promoting engagement and
effectiveness of students.

Moskalenko et al. (2018) assesses its importance in developing results of education.
The engaged educators show a greater degree of adaptability, enthusiasm, and commitment
to the development of students. In the notion of education of preschool, engagement is
now more important as younger children need interactive, growing, and developmentally
suitable experiences of learning. By improving the master’s degree student’s engagement
specializing in education of preschool, this research helps to bridge the gap between
practical application and theoretical learning, making sure that future educators of
preschool in province of Yunnan are well-developed to add meaningfully to ECE.

This study assesses the existing levels of engagement of master’s degree students
in the major of preschool education, finds main issues they experience, and develop a robust
training to assess those issues. The program will be developed focused on theories of
education, best practices in training of teachers, and feedback from pupils an educator. It
will include reflective practices, experiential learning, and interactive methodologies to
increase motivation of students and professional competence. Moreover, the results of this
research will add to enhancing education of preschool in Yunnan by making greatly
associated and capable educators who can positively effect ECE environment of learning.

Research objective

1. To explore the influencing factors of the engagement of preschool masters’
degree students.

2. To identify current student outcome of preschool master’s degree programs in
Yunnan Province.

3. To determine the early childhood educator competencies of employees in
kindergartens in Yunnan Province.

4. To propose and verify a training program to enhance for masters’ degree in
preschool education in Yunnan Province.

Research question

1. What are the influenced factors of the engagement of preschool masters’
students?
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2. What is the current student outcome of training master’s degree students in
preschool education in Yunnan Province, China?

3. To what degree do the perceived school environment and student engagement
impact them student development for preschool education master’s degree students in
Yunnan Province, China?

4. What is the training program for enhancing the student engagement for
masters’ degree in preschool education in Yunnan Province, China?

Research hypothesis

H1: The perceived school environment by students pursuing a Master’s degree in
preschool education significantly impacts their level of student engagement in Yunnan
Province, China.

H2: The student engagement significantly impacts the development of students
pursuing a Master’s degree in preschool education in Yunnan Province, China.

Conceptual framework

This research mainly planned to develop a feasibility study of a training program
for a master’s degree in preschool education; this study is based on three significant
theories. The first theory is the Input-Environment-outcome (I-E-O) model of Astin (1993);
the Input-Environment-outcome (I-E-O) program was proposed by Alexander W. Astin of
the University of California, Los Angeles (UCLA) in 1993, which focused on the perceived
school environment. The second theory is the Student Engagement Theory (Kahu, 2013),
which focuses on student engagement that influences learning and social engagement.
The third theory is Student Development Theory (Astin,1993), which focuses on student
development that influences cognitive and affective outcomes; there is an emotional part
to it.

In this regard, the conceptual framework of this study described in Figurel.1 shows
the three significant steps based on the program of this study:

In step 1, the researcher explored the impact of student development and perceived
school environment and student engagement on early childhood teacher competence through
a systematic literature review method.

In step 2, the researcher made a questionnaire for masters’” degree in preschool
education students based on the literature review.

In step 3, the training program was developed, and analyzed accordingly.

The Input-Environment-Output (IEO) model offers a robust framework for
assessing and designing programs of education, ensuring that main factors impacting
learning outcomes and student engagement are properly assessed. In the notion of making
a program of training to increase Master’s students’ engagement in the education of
pre-school in Yunnan province, the IEO model can be applied to increase the effectiveness
of program (Jung et al. 2022).
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Figure 1 Conceptual framework

Literature review

The primary purpose of this reviews is to introduce the preschool educational
context to review training significant theories. The previous studies are related to the major
and sub-variables of this study.

Student engagement has been a hot topic among governments, higher education
institutions, and their researchers and teachers (Kahu, 2013). It plays a representative role
in educational quality development and positively correlates with students’ continuous
improvement, learning satisfaction, learning harvest, and degree acquisition (kuh, 2001;
2009a; 2009b). Since the 1930s, the concept of student engagement has entered the field
of vision of researchers, who have systematically sorted out and done a lot of empirical
studies. These include Time on task (Tyler, 1930s), Quality of effort (Pace, 1960-1970s),
and Student involvement (Astin, 1960-1970s). 1984), Social and academic integration
(Tinto, 1987, 1993), Good practices in undergraduate education (Chickering & Gamson,
1987), and Student engagement (Kuh et al., 1991; Kuh et al., 2005), et al. The term
Engagement was first used in management and organizational behavior. Individual
participation should include cognitive and emotional participation, entering collective
activities, and the way and degree of interaction with others in the group under this state.
In the development, engagement has also appeared in the study of educational psychology.
The researchers is placed on students’ involvement in learning and other learning-related
activities, especially the interaction with teachers and the acquisition of teacher-student
relationships.
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Student engagement is the product of the development of modern education and
teaching. In recent years, student engagement has become the focus of higher education
quality evaluation and quality improvement. What deserves our attention is that
participation in higher education activities emphasizes creating an educational environment
and the better participation of students in the educational environment to obtain better
learning results and individual development.

In the 1930s, Ralph Tyler proposed Time on Task. As a pioneer of educational
evaluation, Tyler was the first to integrate students’ engagement into relevant course
evaluations. He believed that the more time students spend on learning tasks, the more
knowledge they will learn and the better the learning effect will be. This hypothesis lays
the foundation of student engagement theory and is the prototype of the concept of
student engagement. In the 1970s, Pace researched and promoted the College Student
Experiences Questionnaire, CSEQ, based on the Quality of effort. Pace points out that the
more time and effort students invest in practical educational activities such as learning,
interacting with peers or teachers, and applying what they have learned to concrete
practices, the more they gain. Astin (1984) proposed the theory of Student involvement,
which enriched and promoted the concept of Pace. According to Astin, Student involvement
refers to students’ physical and psychological involvement in the Academic experience.
On the one hand, students can actively participate in the whole experience process.
Whether it is learning, campus social interaction, or student organization, communication
between teachers and students can form a positive interaction.

On the other hand, teachers also pay more attention to student engagement.
Students’ behavior, the amount of time and effort they put into learning, and whether they
are motivated are more likely to contribute to their development than the course content,
the instruction method, or other laboratory resources. In his view, students’ involvement
takes students’ time investment in the learning process as a critical variable, and he believes
that students’ harvest and development are positively correlated with the time students
invest in learning activities. In his theory of social and academic Integration, Tinto (1987)
pointed out that integration is the interaction process between students and peers or
teachers, the integration of experiences, and the process of sharing knowledge and learning
experiences. He believes that students’ degree of participation and satisfaction in both
academic and social systems is positively related to the degree of integration of experience.
According to Tinto’s theory, the key for students to achieve good learning development is
to look at the effects of integration. He believes that the integration between students and
the school and the integration between students and classmates will directly affect the
growth and harvest of students. Therefore, schools should create learning places conducive
to integrating knowledge and experience for students. In this learning environment, students
should be encouraged to participate in the integration and obtain better development
actively.

In the 1980s, another major initiative in American higher education was the
introduction of Seven Principles of Good Practices in Undergraduate Education. To this
end, the American Association for Higher Education established the “Excellence in
American Higher Education Study Group” to study how to improve the quality of
American higher education. In 1986, Gamson and Chickering jointly invited many
educational scholars, officials, and student representatives to discuss “how to improve the
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quality of undergraduate education” and “what are the main characteristics of colleges and
universities with excellent undergraduate teaching.” In March of the following year, the
“Seven Principles of Good Practice in Undergraduate Education” was published in the
journal of the American Higher Education Association, which caused a strong response in
the American higher education community. The “Seven Principles of Good Practice in
Undergraduate Education” are divided into encouraging teacher-student interaction,
encouraging cooperation among students, encouraging students to take the initiative to
learn, encouraging students to give timely feedback, encouraging the time planning of
learning tasks, encouraging students to have high expectations, Respect students’
intellectual differences and different learning styles.

Based on the Good Practices in Undergraduate Education, Kuh and others at
Indiana University in the United States formally proposed the concept of Student
Engagement. Kuh sees student engagement as a two-track. On the one hand, from the
perspective of students themselves, participation refers to the degree to which students
devote time and energy to learning and other educational activities during the school
period. On the other hand, from the perspective of schools, how universities allocate and
utilize educational resources, how to provide students with better services and hardware,
and how to organize courses to enrich the learning experience all belong to the promotion
conditions of student engagement, ensure the output of education, and are closely related
to the quality of education. This concept emphasizes that the evaluation of participation is
a two-way street. Whether students can participate in learning and develop better needs to
be obtained based on a good perception of an educational environment. Whether students
are motivated or concerned is the premise of their participation efforts. Taking students’
engagement as the critical variable of quality evaluation has solid theoretical significance.
In addition to the above studies, many scholars have also given definitions of student
engagement-related concepts. Research on student engagement is often conducted under
different terms and definitions, resulting in many student engagement concepts. Appleton
et al. (2008) summarized the “concept” of student engagement in studying student
engagement. This research summarized as shown in Table 1.

Table 1: Students Engagement in the Definition of Each Period and Form

Scholars Concept Definition

Natriello (1984) It refers to the participation of students in the teaching
activities provided by the school

Mosher and Mac Gowan It refers to a secondary school students’ attitudes and

(1985) participation in programs (including state of mind and
behavior)

Finn (1989, 1993) ; Finn and It is defined through four levels of the participation-

Rock (1997) cognitive program: (1) school attendance, concentration,

and appropriate response to teacher guidance; (2) asking
questions, demonstrating learning enthusiasm and
participating in learning-related activities; (3) participating
in extracurricular activities; (4) participate in the
management of the school
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Table 1: Cont.

Scholars

Concept Definition

Skinner, Wellborn and
Connell (1990)

It refers to the motivation, effort, and persistence of
students in their studies and the emotional state of
students in their learning activities

Connell and Wellborn (1991)

Participation occurs when students’ psychological needs
(such as autonomy, belonging, competence, etc.) are met
in the home, school, and work environments and are
manifested in emotional, behavioral, and cognitive forms
(otherwise, dissatisfaction occurs)

Newmann, Wehlage and
Lamborn (1992)

Students’ engagement in learning activities is defined as
students’ psychological input and effort in the process
of learning, understanding, and mastering knowledge,
skills, or skills

Skinner and Belmont (1993)

It refers to the sustained behavioral engagement in
learning activities accompanied by positive emotional
states (as opposed to dissatisfaction)

Marks (2000)

Students’ attention, interest, investment, effort, and
other psychological processes in learning activities

Audas and Willms (2001)

It refers to the degree to which students participate in
learning and non-learning activities, as well as the
student’s identification and evaluation of the
educational goals of the school

Christenson and Anderson
(2002)

It refers to the psychological engagement (e.g.,
belonging), behavioral engagement (e.g., participating
in specific activities), cognitive engagement (e.g.,
autonomously regulated learning processes), and
learning engagement (e.g., timeliness of tasks)

Jimerson, Campos and Greif
(2003)

There are three sub-types: Emotional participation
refers to the feeling of teachers, and peers; Behavioral
participation refers to students’ observable behavior;
Cognitive engagement refers to students’ perceptions
and beliefs

Furlong (2003)

Student engagement is also divided into three sub-types,
similar to the classification of Jimerson et al. (2003)

Chapman (2003)

Student’s willingness to participate in school routine
activities can be divided into cognitive, behavioral, and
emotional participation in specific learning tasks
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Table 1: Cont.

Scholars Concept Definition

National Research Council/ It refers to the behavior and emotional engagement

Institute of Medicine (2004) mediated by perceptions of power and control (I can),
values and goals (I want), and social connections
(I belong)

Libby (2004) The degree to which students are motivated to learn and
do well during their time at school

Fredericks, Blumenfeld, and Participation can be divided into three sub-types:

Paris (2004) behavioral participation refers to students’ involvement
in learning and social and extracurricular activities;
Emotional engagement can be understood as a positive
or negative reaction to teachers, classmates, studies, and
the school environment. Cognitive engagement draws
on the concept of investment, which refers to the
idea and willingness of students to put effort into
understanding complex concepts and mastering difficult
skills

Klem and Connell (2004) It refers to the continuous engagement (including
behavioral, emotional, and cognitive components);
Response to challenge

Russell, Ainley and It refers to the energy in action, the connection between
Frydenberg (2005) the person and the activity, consists of three forms:
behavioral, emotional, and cognitive

Yazzie-Mintz (2007) It refers to the cognitive, intellectual, academic (refers
to student effort, engagement, and learning strategies),
social, behavioral, participatory (social, extracurricular,
and non-academic activities and interactions with peers)
and emotional (sense of belonging to the school, the
school atmosphere, and relationships with others)

At the same time, after more than ten years, student participation has developed
and is more correlated with the decision-making of the school environment. For example,
formal student union groups (Cross et al., 2014; Mayes et al., 2019), Social cooperation
groups on campus (Mitra & Serriere, 2012; Mitra et al., 2013), and a series of
corresponding initiatives on student participation in school management (Bourke &
MacDonald, 2018). Research on the impact of students’ participation in collective
decision-making also shows that students have a specific impact on the school’s series of
actions (Mager & Nowak, 2012).

Voice-inclusive practices are a new conceptual framework for student participation.
It shows the critical forms of student participation in various activities carried out in the
school. These include four key participation patterns: daily participation, authentic
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participation, holistic participation, and matched participation (Sargeant & Gillett-Swan,
2019). Their views was the concept of the student voice pyramid, which divides student
participation into leadership, cooperation, and listening (Mitra, 2018). There are also
examples of students’ participation by field, which can be divided into four fields:
1) classroom teaching (i.e., participation in the teaching process or teaching evaluation);
2) practical training courses (i.e., participation in practical courses, practical training
courses, associations, competitions.); 3) decision-making aspects (i.e., formal, such as
student unions, or informal, such as groups dedicated to discussing school decisions.); and
4) Social connection (Mannion et al., 2020).

These studies have discussed the essence and connotation of student participation
from different angles, which is the conceptual basis of this research’s relevant research on
student participation. It is not difficult to see that with the progress and development of
The Times, the form of participation has evolved from students’ participation in promoting
learning to a close connection with the improvement of the overall quality of the school,
which also provides a theoretical foundation for the quality and effect of postgraduate
students in the learning process.

Research methodology

Based on fully drawing on previous studies, it also meets the requirement of at
least three items for each facet of the structural equation program (Hair, Black, Babin &
Anderson, 2014). In this study, there are three or more items for each facet, and all
questions are measured on a seven-scale scale, with 1 strongly disagreeing.2 was disagree,
3 slightly disagrees, 4 was neutral, 5 was slightly agreed, 6 was agreed, 7 strongly agrees
(Dawes, 2008).

This research focuses on the relationship between the perception of school
environment, learning engagement, social engagement, and student development of
pre-primary education master degree students. It provides data support for improving the
training quality of pre-primary education master degree students. According to the
Questionnaire on College Student Engagement, Student Development and its Influencing
Factors compiled by Methot (2015). According to the descriptive statistical data, this study
upgraded its five-scale scale to a seven-scale scale and added the variable of “emotional
support” in the school environment to further explore the learning gains of pre-primary
education master’s to verify the status quo of their training quality and explore ways to
improve the quality.

The questionnaire employed in this research was meticulously crafted by the
researcher, drawing insights from a thorough systematic literature review of previous
studies. Recognizing that the target respondents are Chinese, the researcher took the extra
step of not only developing an English version of the questionnaire but also translating it
into Chinese. This translation was crucial to ensure that the respondents could readily grasp
the nuanced meaning of each item, thereby enhancing the accuracy and reliability of the
research findings.

Validity

The researcher developed a draft questionnaire based on a systematic literature
review and subsequently sought to validate its content by enlisting the expertise of six
professionals in the field of educational administration. These experts, chosen for their
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minimum of ten years’ experience in educational administration, research methodology,
and questionnaire design.

The six experts, all distinguished professors or scholars from China and Korea
with rich research backgrounds in student training, were invited to assess the draft
questionnaire’s validity using the Item Objective Congruence (I0C) approach.

Reliability

Before proceeding with a discriminant validity analysis on the pre-test data, it is
imperative to ascertain the suitability of data for factor analysis by utilizing the Kaiser-
Meyer Olkin (KMO) measure and Bartlett’s Test of Sphericity. The KMO measure
evaluates the appropriateness of the data, with factor analysis being feasible when there is
a substantial level of both partial and overall correlation among the variables. Typically,
the KMO value ranges from O to 1, adhering to the following criteria: 0.90 or higher is
considered excellent, 0.80-0.89 is good, 0.70-0.79 is medium, 0.60-0.69 is average,
0.50-0.59 is poor, and a value below 0.50 suggests the data is unsuitable for factor analysis
(Kaiser, 1974). Bartlett’s test of sphericity assesses whether the covariance matrix of the
data is an identity matrix and whether the variables are interrelated. A significant test result,
usually at a significance level of <0.05, indicates the data’s suitability for factor analysis
(Bartlett, 1954). Consequently, the maximum variance orthogonal rotation method will be
employed to conduct the discriminant validity test on the questionnaire items, with the
primary factors being extracted based on an eigenvalue exceeding 1. Items with a factor
loading below 0.5 will be excluded (Churchill, 1979; Hair, 2009).

This study first examines the discriminative validity of school environment
perception (PE). The KMO value was 0.917, and the significance in Bartlett sphericity test
was 0.000. The factor load is all higher than 0.5, so the measured items do not need to be
deleted, and each item can be well distributed on the 7 potential factors, and this variable
has good discriminative validity. See Tables 2 and 3 for details.

Table 2: Perception of School Environment KMO and Bartlett Test

KMO 0917
Approx. Chi-Square 2870418

Bartlett Test df 171.000
Significant Difference 0.000

Table 3: Perception of School Factor Analysis

Factorl Factor2 Factor3 Factor4
CC1 0.566
cC2 0.592
CC3 0.562
CC4 0.581
CCs 0.529
SS1 0.522
SS3 0.601
SS4 0.659
SS5 0.562
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Table 3: Cont.
Factorl Factor2 Factor3 Factor4
HCI1 0.625
HC2 0.603
HC3 0.543
HC4 0.586
HC5 0.587
ES1 0.557
ES2 0.637
ES3 0.592
ES4 0.655
ES5 0.704

According to Table 5 and Table 6, the KMO value of student engagement (SET)
is 0.840 and the significance of Bartlett sphericity test is 0.000, both of which meet the
relevant standards. In the factor analysis table, their factor loads are all higher than 0.5, and
items below are deleted. In addition, each item can be well distributed on the 7 potential
factors. In summary, the analysis results can show that all variables in the questionnaire

have good discriminative validity.

Table 4: Student Engagement KMO and Bartlett Test

KMO 0.840
Approx. Chi-Square 684.021
Bartlett Test 15.000
Significant Difference 0.000
Table 5: Student Engagement Factor Analysis
Factorl Factor2
LE1 0.693
LE3 0.749
LES 0.593
SE2 0.623
SE3 0.585
SE4 0.652

According to Table 6 and Table 7, the KMO value of student development (SD)
1s 0.882 and the significance of Bartlett sphericity test is 0.000, both of which meet the
relevant standards. In the factor analysis table, their factor loads are all higher than 0.5, and
items below are deleted. In addition, each item can be well distributed on the 7 potential
factors. In summary, the analysis results can show that all variables in the questionnaire

have good discriminative validity.
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Table 6: Student Development KMO and Bartlett Test

KMO 0.882
Approx. Chi-Square 1144.632

Bartlett Test df 36.000
Significant Difference 0.000

Table 7: Student Development Factor Analysis

Factorl Factor2
PG1 0.537
PG2 0.644
PG3 0.598
PG4 0.540
EG1 0.607
EG2 0.565
EG3 0.574
EG4 0.549
EG5 0.579

Results/Findings

Descriptive statistical analysis

Among the 414 valid questionnaires of this research, there are 384 female
respondents, accounting for 92.8% more than males, with their age mostly concentrated
below 25 years old (309, accounting for 74.7%), marital status concentrated in unmarried
(354, accounting for 85.7%) and monthly disposable income concentrated below 1000-1500
RMB (119, accounting for 28.9). (See Table 8 for details)

Table 8: Demographics (N = 414)

Demographic variables Category Frequency Percentage

Gender Male 35 7.2
Female 384 92.8

Age Under 25 years old 309 74.7
26~30 61 14.8
31~35 28 6.8
36~40 11 2.7
Over 41 2 1.0

Marital status Unmarried 354 85.7
Married 55 13.5
Divorcee 3 0.8
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Table 8: Cont.

Demographic variables Category Frequency Percentage
Monthly disposable income Less than 1,000 yuan 35 8.6
1001-1500 119 28.9
1501-2000 81 19.7
2001-3000 52 12.7
3001-5000 50 12.1
5001-10000 54 13.1
Over 1,0000 yuan 20 49
Total 414 100

Correlation Analysis and Regression Analysis

Based on the research data of SPSS, this researcher conducted Pearson correlation
analysis to test the correlation between student perceived school environment and student
development.

Table 9: Correlation Between Student Perceived School Environment and Student

Engagement
Correlation Two Dimensions of Student Engagement Student
Coefficient Engagement in
General

Four Factors LE SE
CC S00%#* S2THH* ST6***
SS S20%#* 319%#* ATSHA*
HC AG2HH* 614%%% 60 1%%*
ES S58%H* S00%#* S95%H*
Student Perceived 654%H% O17%%% T 14%5%%

School Environment

N =414, *p < 05, *%p <. 01, **¥p < 005

For this objective, multiple correlation was used to test the significant relationship
between student perceived school environment and student engagement, and regression
analysis then was used to predict the extent that teachers’ perceptions of the early childhood
educator competencies of employees.

Table 9 presents the p values and Pearson correlation coefficient results between
the dimensions of student perceived school environment, student engagement. Based on
the analysis results of Pearson’ correlation coefficient, the correlation coefficient values of
the six dimension of student perceived school environment and the four factors of were all
highly correlated, among them, most of the correlations belong moderate to high positive
correlation.
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Table 10: Regression Analysis of the Student Perceived School Environment on Student

Engagement
TIL PE
2 2 1
Dimensions | factors R R AR B B Sig
LE CC 0.199 0.214 | 0.000%*%*
SS 0.176 0.231 | 0.000%**
HC 0.657 0431 0426 0.105 0.117 |0.016%**
ES 0.228 0.269 | 0.000%*%*
SE CC 0.239 0.278 | 0.000%**
SS -0.033 | -0.046 0.309
HC 0.678 0459 0454 0.327 0.393 | 0.000%*%*
ES 0.136 0.173 | 0.001%**%*
PE 0.714 0.510 0.509 0.670 0.714 | 0.000%**

N =414, %p < 05, #%p < 01, **%p < 005

This study aims to propose a comprehensive preschool teacher training program
designed to elevate the provincial training standards for professional master’s students in
preschool education in Yunnan Province. The program is formulated on the foundation of
previous research findings and pertinent theories. Its primary objective is to enhance the
quality of training for master’s students in preschool education within the province. Based
on previous qualitative and quantitative research outcomes, the researchers have devised
a pre-service teacher training program, which is outlined in the subsequent illustration.

Discussion

The first objective is analyzed, and the results supported the findings of Goran &
Anna (2019) in which it is assessed that the growth of preschool master’s degree students
is developed by different factors comprising from academic impacts to individual and
environmental elements. As these pupils pursue increased education in ECE development,
they face issues and chances that add to their intellectual and professional growth. The
main factors comprise of practical training, mentorship, research opportunities, academic
curriculum, psychological resilience, and societal anticipations. These elements play a key
role in developing their competencies, pedagogical assessment, and overall readiness to
add to the domain of ECE. The most important element is based on the growth of master’s
degree students of preschool is the academic curriculum. A well-developed notion that
balances theoretical knowledge with different practical implementation makes sure that
pupils form a deeper level of assessment of ECD, educational policies, and learning
theories. The exposure to different pedagogical methods and child psychology helps pupils
to implement teaching methods based on evidence that cover to the holistic requirements
of young learners (Goran & Anna 2019). Additionally, the interdisciplinary research that
assess psychology, neuroscience, and education assist appreciate the complications of ECE
learning, making them for different roles in practice and academia.

The second objective is about current student outcome of preschool master’s
degree programs in Yunnan Province. Yunnan is properly improving its ECE with the help
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of different initiatives, notably the Yunnan ECE Innovation Project (YECEIP). This project
was advocated by the World Bank to enhance the accessibility and quality of ECE in this
region. Hospel and Galand, (2016) supported this objective by mentioning that a robust
element of YECEIP emphasizes on the professional growth of ECE educators. The
universities that are participating emphasizes on the professional growth of educators of
ECE including Yunnan Normal University (YNU) have studied their prospectuses to bring
into line with novel government-assessed guidelines of ECE. These types of guidelines
focus on domains comprising development of language, health and physical growth, science,
arts, and math, and socio-emotional growth. The updated programs position higher focus
on practical learning process with the help of observations of classroom, practice of
teaching volunteering, and student internships in different settings of ECE, particularly in
rural areas (Akpur et al. 2016).

The third objective of this study also shows significant results, and the results
are aligned with the findings of Daily et al. (2019) in which it is assessed that ECE
competencies in Yunnan province’s kindergartens play a key role in developing
foundational learning experience of children. These types of competencies include an
amalgamation of knowledge of pedagogy, practical skills, and cultural awareness that help
educators to offer high-quality ECE. In Yunnan, a province recognized for its different
communities of ethnicity, educators must show robust skills of communication and
cultural sensitivity to properly associate with children from various backgrounds. The
capability to implement and design age-appropriate curricula focused on ECE development
theories is important, making sure that children get holistic education that promotes social,
cognitive, and emotional development (Daily et al. 2019). Moreover, educators in
kindergartens of Yunnan must be well-assessed in national ECE policies of China and
frameworks, bring into line their strategies of teaching with the standards of government.

The fourth objective is also analyzed, and this objective is supported from the
findings of Halverson, (2017) that a robust program of training to improve the master’s
degree education quality in preschool education in Yunnan must emphasis on pedagogical
innovation, practical skill development, and cultural integration. The program must
comprise specialized coursework in curriculum design, child psychology, and inclusive
education, making sure that prospective educators are developed with contemporary
methodologies of teaching. Moreover, based on different ethnic communities, the program
must assess training of cultural competency, helping educators to form adaptive and
inclusive strategies of teaching that cover to different backgrounds of culture. Rosa, (2016)
bridged the gap between practice and theory, the program must include hands-on training
with collaborations with preschools, helping pupils to implement their learning in actual
settings of classroom. An initiative of mentorship where experienced educators help
masters will increase professional development. The assimilation of tools of digital
education is also important, making sure that educators are capable in using technology to
make interactive and engaging learning environments. Verification of the effectiveness of
program must include periodic evaluations, comprising classroom observations, student
feedback, and performance assessments in placements of teaching (Rosa, 2016).
Collaboration with experts of education, domestic preschool institutions, and government
agencies will assist ensure the program bring into line with national standards of education
and caters the needs of preschool sector of Yunnan. The longitudinal studies and surveys
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chase graduates’ progressions of career and the effect on their learning outcomes of
students will offer further evidence of the success of program (Haynie et al. 2017). By
continuously purifying the curriculum focused on feedback and research, this program of
training can robustly improve the quality of education of preschool in Yunnan, promoting
well-developed educators who can advocate ECE development efficiently.

Recommendations

Recommendations for universities

Currently, the integration of theory and practice stands as a pivotal factor in
enhancing teaching quality and fostering comprehensive abilities among master’s students
in pre-primary education programs. Universities must reinforce this notion and establish
a comprehensive, multi-layered training system that ensures students grasp a robust
theoretical foundation while adeptly applying this knowledge in practical teaching contexts.

To achieve this, several key strategies should be implemented. Firstly, optimizing
the curriculum to strengthen the linkage between theory and practice is crucial. Universities
ought to review their existing curriculum systems, ensuring each course aligns closely with
the core objectives of the pre-primary education profession. The theoretical curriculum
should delve deeply into the laws, guidelines, and educational concepts of preschool
education, while also emphasizing the development of students’ critical thinking and
problem-solving skills. Practical courses, on the other hand, should prioritize experiential
learning through situational simulations and real-world teaching environments. This can
be facilitated through case analysis, role-playing, teaching observations, and practical
experiences, enabling students to continually reinforce and deepen their theoretical
knowledge through practice.

Secondly, establishing a school-enterprise cooperation mechanism is essential to
broadening practice platforms. Universities should actively forge long-term partnerships
with high-quality kindergartens, providing students with stable internship opportunities.
Through these collaborations, universities can gain insights into the actual needs of
kindergartens, promptly adjusting teaching content and methods to ensure that trained
students can seamlessly adapt to the workforce. Additionally, inviting kindergarten
teachers with extensive practical experience to teach or lecture can provide students with
invaluable guidance, sharing their teaching experiences and insights.

Thirdly, strengthening faculty construction and improving teaching quality are
paramount. Universities should prioritize the development of pre-school education faculty,
recruiting teachers with high-level academic backgrounds and practical experience.
Simultaneously, ongoing training and development for existing faculty should be provided
to enhance their teaching proficiency and research capabilities. Encouraging faculty
participation in teaching research and reform initiatives can foster the exploration of
innovative teaching methods and models, addressing the evolving needs of the preschool
education field.

Lastly, improving the evaluation system and emphasizing process evaluation is
vital. Universities should establish a scientific evaluation system that not only assesses
students’ learning outcomes but also monitors and provides feedback on their learning
processes. Regular assignments, tests, practice reports, and oral presentations should be
utilized to offer students a comprehensive understanding of their learning progress and
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areas for improvement. Furthermore, implementing a diversified evaluation mechanism
that combines student self-evaluation, peer evaluation, and teacher evaluation can
encourage student engagement in the evaluation process, cultivating self-reflection and
critical thinking skills.

In addition, universities ought to emphasize the integration of scientific research
and practical application in the training of master’s students in preschool education. They
should encourage students to actively engage in scientific research projects and practical
activities, thereby fostering academic innovation and driving teaching reform.

Firstly, universities should establish scientific research projects and actively
encourage student participation. These projects should be pertinent to preschool education,
enabling students to gain a deeper understanding of the latest research trends and cutting-edge
issues in the field. By participating in such projects, students can cultivate their scientific
research abilities and foster an innovative spirit. Furthermore, universities should provide
sufficient research funds and resources to facilitate smooth progression of students’ research
endeavors.

Secondly, universities should organize academic forums and seminars to promote
academic exchange. These events should be held regularly and invite experts, scholars, and
front-line teachers in the field of preschool education to share their experiences and insights.
Through such exchanges, students can broaden their horizons, learn about diverse viewpoints
and practices, and gain new ideas and inspirations for their academic research and teaching
practice.

Lastly, universities should promote teaching reform and enhance teaching quality.
Teachers should be encouraged to actively participate in teaching reform efforts and
explore novel teaching methods and models. Such reforms can stimulate students’ learning
interest and enthusiasm, ultimately improving their learning outcomes and satisfaction.
Additionally, universities should strengthen the evaluation and dissemination of teaching
reform achievements, sharing successful experiences and practices with a wider audience
of teachers and students, and thereby promoting the sustainable development of the entire
preschool education profession.

Recommendations for kindergartens

As the primary setting for preschool education, kindergartens exert a significant
influence on children’s learning and growth. To enhance teaching quality and foster
greater child engagement in learning, kindergartens ought to actively refine the educational
environment and establish conditions that facilitate children’s holistic development.

Firstly, kindergartens should enhance their hardware facilities to furnish a safe
and comfortable learning environment. This necessitates increased investment in hardware,
ensuring that classrooms, activity rooms, and dormitories are well-equipped, secure, and
cozy. Additionally, attention should be given to the classroom’s layout and decoration,
fostering a warm and harmonious learning ambiance. Furthermore, kindergartens must
provide an abundance of diverse teaching materials and toys to satisfy children’s curiosity
and exploratory desires, thereby stimulating their interest and enthusiasm for learning.

Secondly, kindergartens should emphasize teacher training and elevate teachers’
professional competence. They should prioritize the professional development and
training of their teachers, regularly organizing participation in various training and learning
activities. Through such training, teachers can continually update their educational concepts
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and enhance their teaching proficiency and professional quality. Concurrently, kindergartens
should encourage teachers to actively engage in teaching research and reform, exploring
teaching methods and models tailored to children’s physical and mental development,
ultimately improving teaching quality and effectiveness.

Lastly, kindergartens should prioritize home cooperation to forge a unified
educational force. They should strengthen communication and collaboration with parents,
establishing a mechanism for home co-education. Through means such as parents’ meetings,
home visits, and parents’ Open Day, kindergartens should promptly provide feedback to
parents regarding their children’s learning and living conditions, while also being receptive
to parents’ opinions and suggestions. Moreover, kindergartens can invite parents to
participate in educational activities, such as parent-child events and parent teaching
assistant roles, enabling parents to better comprehend and support the kindergarten’s work.
This collective effort forms a cohesive educational force, jointly promoting the
comprehensive development of children.

Class represents the fundamental unit of kindergarten education, and the caliber
of class management exerts a direct influence on children’s academic and life quality. To
enhance children’s social proficiency, kindergartens ought to bolster class management
and foster an environment and conditions that are conducive to fostering children’s social
interactions.

Firstly, establishing a positive class atmosphere is imperative to encourage
children’s interactions. Kindergarten teachers should prioritize the cultivation of a positive
class atmosphere by organizing diverse class activities and games, thereby promoting
interaction and communication among children. Concurrently, teachers should also be
attentive to the individual needs and characteristics of each child, offering personalized
guidance and support.

Secondly, implementing effective behavior management strategies is crucial to
regulating children’s conduct. Kindergarten teachers should devise explicit behavior
norms and establish reward and punishment systems to guide children in cultivating
commendable behavioral habits and self-discipline. In instances of undesirable behavior,
teachers should promptly provide correction and guidance, assisting children in
recognizing their mistakes and rectifying them.

Lastly, reinforcing home communication is vital to collectively advancing
children’s social proficiency. Kindergarten teachers should augment communication and
collaboration with parents, while also emphasizing the development of children’s social
skills. By utilizing methods such as home contact books, telephone communication, and
home visits, teachers should promptly relay feedback to parents regarding children’s social
interactions in class, solicit parents’ opinions and suggestions, and collaboratively create
favorable conditions for children’s social development.

Recommendations for other universities in Yunnan Province

Colleges and universities in Yunnan Province ought to enhance exchanges
and collaboration in the education of master’s students in preschool education, share
high-quality resources, and elevate the overall training standard.

Firstly, establishing a cooperation mechanism to facilitate resource sharing is
essential. Institutions of higher learning should create a cooperation framework for preschool
education majors, organize regular academic exchange conferences and seminars, and
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disseminate their teaching experiences and research findings. Through collaboration,
universities can gain insights from one another, learn from mutual strengths, and
collectively enhance the quality of preschool education training.

Secondly, implementing joint training programs to broaden students’ perspectives
is crucial. Universities can undertake joint training initiatives to offer students opportunities
to study and practice at different institutions. By participating in joint training, students
can access a wider range of teaching philosophies and methodologies, expand their horizons,
and enhance their overall competence.

Lastly, constructing a practice base to provide practical opportunities is vital.
Colleges and universities can collaboratively establish preschool education practice bases
to offer students more practical experiences. Through the establishment and cooperation
of these practice bases, institutions can jointly undertake practical teaching assignments
and improve students’ practical abilities and teaching proficiency.

The teaching staff constitutes a pivotal element in the cultivation of master’s
students in preschool education. Institutions of higher learning in Yunnan Province must
bolster the development of their faculty, enhancing both the teaching proficiency and
scientific research capabilities of educators.

Firstly, the introduction of high-level teachers is imperative for elevating the
quality of the teaching staff. Colleges and universities ought to actively recruit educators
possessing advanced academic backgrounds and practical experiences to enrich the ranks
of preschool education instructors. Concurrently, it is essential to reinforce the training
and professional growth of current faculty members, thereby augmenting their teaching
proficiency and scientific research aptitudes.

Secondly, establishing a teacher incentive mechanism is crucial for igniting
teaching enthusiasm. All institutions must formulate a scientific incentive system for
educators, motivating their teaching zeal and passion through professional title evaluations
and reward structures. Furthermore, it is imperative to provide a conducive working
environment and adequate remuneration for teachers to ensure the stability of the teaching
staff.

Lastly, encouraging teachers to engage in scientific research and fostering
academic innovation is vital. Universities should urge educators to actively participate in
scientific research projects and academic studies, furnishing them with research funds and
resources. Through such research endeavors, teachers can gain profound insights into the
latest research trends and cutting-edge issues within the realm of preschool education,
thereby promoting academic innovation and teaching reforms.

Recommendations for future researchers

In the future, researchers within the domain of preschool education ought to delve
deeply into practical applications, attend to the pragmatic challenges faced by preschool
education, and furnish a scientific foundation for its reform and advancement.

Firstly, empirical research should be conducted to uncover the essence of
educational phenomena. Researchers must immerse themselves in kindergartens and
families, gathering firsthand information and data through meticulous observation,
investigation, and experimentation. By engaging in empirical research, we can unveil the
fundamental nature and underlying principles of preschool education phenomena, thereby
providing a scientific basis for educational reform.

128



HRD JOURNAL Volume 16, Number 2, December 2025

Secondly, attention should be focused on pertinent issues and the exploration of
viable solutions. Researchers must closely monitor the pressing concerns within the field
of preschool education, such as the quality of early childhood education, professional
development for teachers, and collaboration between home and school. By scrutinizing
these issues in depth, effective solutions and strategies can be devised to offer guidance
and support for educational practice.

Lastly, interdisciplinary research should be reinforced to expand the research
horizon. Researchers must foster collaboration and exchange with scholars from other
disciplines to broaden their perspectives. Through interdisciplinary research, we can draw
upon the theories and methodologies of other fields, thereby furnishing novel ideas and
inspiration for preschool education research.

In the field of preschool education, future researchers ought to prioritize the
integration of theory and practice to foster academic innovation and propel teaching reform.

Firstly, theoretical research findings should be implemented in practice.
Researchers must actively apply the outcomes of theoretical research to educational
practice, validating the feasibility and efficacy of the theory through practical application.
Simultaneously, the theory should be refined and enhanced based on practice feedback,
fostering a virtuous cycle of mutual enhancement between theory and practice.

Secondly, the exploration of novel teaching methodologies and models is crucial.
Researchers should diligently explore innovative teaching approaches and models to cater
to the evolving demands of preschool education. By instigating teaching reform and
innovation, students’ learning interest and enthusiasm can be ignited, ultimately enhancing
their learning outcomes and satisfaction.

Lastly, international cooperation and exchange should be strengthened to widen
global perspectives. Researchers must actively engage in collaboration and exchange
activities within the realm of international preschool education, staying abreast of the
development trends and cutting-edge advancements in the field. Through international
cooperation and exchange, research horizons can be broadened, elevating research standards
and international competitiveness. Concurrently, this enables the introduction of advanced
international educational concepts and teaching methodologies into China, thereby
promoting the sustainable development of preschool education in our nation.
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Abstract: The proposed innovative leadership model for private university administrators
in Hainan Province, China, to develop a conceptual framework of innovative leadership
for administrators in private universities in Hainan Province, China. In recent years, these
universities have faced strong pressure to improve quality and innovation while adapting
to national digital transformation policies. However, no research related to innovative
leadership has been found within the context of Hainan Province. The study uses a
qualitative design based on document analysis and interviews. From 15 academic sources,
leadership variables were extracted and compared with interview data from nine
participants, including administrators and faculty members from private universities in
Hainan Province. Thematic analysis and frequency analysis were used to identify, refine,
and group the variables. Twenty-one initial variables were reduced to sixteen and classified
into five main factors: Innovative Vision and Strategy, Collaborative and Supportive
Environment, Digital and Technology Integration, Motivation and Performance, and
Creative and Critical Thinking. The findings present an integrated framework that connects
leadership vision, collaboration, technology, motivation, and creativity. The framework
may serve as a reference or provide useful ideas for future research and practice in higher
education leadership. Although the study is limited by its small sample size and qualitative
approach, it offers a starting point for further exploration and model development.

Keywords: Innovative Leadership, Higher Education, Private Universities, University
Administrators, China

Introduction

The rapid development of science, technology, and industry in the 21* century
has ushered the world into a new digital-intelligent era characterized by human-machine
collaboration, cross-border integration, co-creation, and shared development (Zhuang,
Yang, & Huang, 2020). Digital technologies have become deeply embedded in all
dimensions of human society, transforming communication, education, work, and
leadership. These shifts pose both opportunities and challenges for educational institutions,
especially universities, which are highly sensitive to external technological and policy
changes (Zhu & Hu, 2022). In this increasingly volatile, uncertain, complex, and
ambiguous environment, traditional leadership models are no longer adequate (Lu, Tubsree,
& Intayot, 2018). Leaders must now embrace innovative leadership, which refers to
the ability to foster experimentation, empower organizational learning, and lead
transformation in dynamic contexts (Phromsri, 2018; Musaigwa & Misheck, 2023).
Innovative leadership is not only a response to disruption but also a proactive approach
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to promoting institutional sustainability and competitiveness in the knowledge economy
(Chen & Yin, 2019; Tribhopsakul & Pichyangkru, 2021).

In China, the higher education sector is undergoing a digital transformation aligned
with national strategic goals. Policies have emphasized technological innovation, digital
infrastructure development, and smart campuses as engines of educational reform (Sziegat,
2025). The Chinese government’s investment in R&D reached 3.613 trillion yuan in 2024,
indicating a strong commitment to technological leadership (Yu,2025). Private universities,
which account for a significant portion of China’s higher education system with over
9 million students enrolled (Liu, 2024) are central to this transformation.

Private universities in Hainan Province play a vital role in supporting the region’s
educational development, particularly under the strategic framework of the Hainan Free
Trade Port initiative. These universities collectively emphasize applied education,
industry-academic collaboration, and innovation-oriented talent development. However,
amid national digital transformation efforts and growing expectations for educational
quality, private universities in Hainan are facing mounting challenges.

Literature Review

Leadership and Innovative Leadership

Leadership involves influencing individuals or groups to achieve common goals.
Cai, Murad, Ashraf, and Wang (2024) describe leadership as the ability to motivate and
persuade others, fostering morale and satisfaction in achieving institutional objectives.
Similarly, emphasizes leadership as a process that mobilizes group energy toward
organizational success, while Wechanalak (2021) highlights the leader’s capacity to build
trust and collaboration through effective influence. These perspectives collectively
underscore leadership as a relational and motivational process rather than a purely
authoritative role.

In contrast, innovative leadership expands the traditional understanding of
leadership by emphasizing creativity, transformation, and proactive change. Couros (2016)
defines innovative leadership as the ability to inspire new and better ideas, promoting
positive outcomes. Loader (2016) further argues that innovative leaders foster a culture of
experimentation, strategic risk-taking, and continuous learning, which are essential for
institutional renewal. Thummatasananon (2023) stresses its importance in navigating the
complexities of the digital age, particularly in educational settings. Similarly, Wechanalak
(2021) and Chaemchoi (2019) observe that innovative leaders integrate technology, nurture
creativity, and encourage cross-disciplinary collaboration.

In the context of Hainan’s private universities, innovative leadership represents
the capacity of administrators to translate national policies on digital transformation
into practical institutional strategies. It requires leaders to rethink conventional
administrative routines, empower faculty innovation. However, existing studies with
limited attention to local cultural, economic, and institutional factors. This shows the need
for a context-specific framework that reflects the realities of private higher education in
Hainan Province.

University Administrators in Higher Education

University administrators play a pivotal role in shaping institutional direction,
academic quality, and organizational culture. Their leadership decisions: ranging from
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resource allocation to faculty development, directly influence the effectiveness of
teaching and learning environments (Zhang & Espiritu, 2023). Saharudin (2021) views
administrators as facilitators and coordinators who manage institutional growth and ensure
quality assurance. Babatola (2022) distinguishes between administrative and academic
leadership, noting that administrators often serve dual functions as educators and strategic
decision-makers. Zhang and Espiritu (2023) further emphasize that administrators must
support faculty innovation, coordinate cross-departmental collaboration, and sustain
professional development.

As globalization and digitalization intensify, administrators are increasingly
expected to demonstrate technological proficiency and openness to interdisciplinary
approaches (Worapongpat, 2024). Yet, these expectations often exceed the resources and
training available in private institutions. In Hainan’s private universities, many
administrators must simultaneously manage limited budgets, comply with government
regulations, and foster innovation, challenges that demand both managerial competence
and visionary leadership.

Objectives

Private universities in Hainan Province face persistent challenges, including a lack
of innovative vision and strategic leadership, weak collaboration and co-construction
mechanisms, limited digitally skilled talent, and inadequate institutional support for
faculty development (Hainan Provincial Government, 2021; Li, 2025; Yan & Zhou, 2018;
Wang, 2023). These issues constrain their capacity to align with national digital
transformation and educational reform goals.

Innovative leadership model for private university administrators in Hainan
Province focuses on 9 private universities: University of Sanya, Haikou University of
Economics, Hainan Vocational University of Science and Technology, Sanya City College,
Hainan Technology and Business College, Sanya Aviation and Tourism College, Sanya
Institute of Technology, Hospitality Institute of Sanya, and Hainan Health Management
College. While innovative leadership has been recognized as essential in higher education
(Ma, 2024; Subruangthong, 2023; Tongrugjun, Chullasap, & Atiwithayaporn, 2023), few
context-specific frameworks explain how it functions and develops within Hainan’s private
universities. Therefore, this study aims to:

Synthesize key variables of innovative leadership from existing literature and
insights gathered from administrators and faculty members of Hainan’s private universities;
Develop a conceptual framework representing the dimensions of innovative leadership
applicable to this context.

Methodology
Innovative leadership model for private university administrators in Hainan
Province employs a qualitative exploratory design to develop a conceptual framework of
innovative leadership for administrators of private universities in Hainan Province, China.
Data were collected from 2 sources: documentary analysis and semi-structured interviews.
The documentary data consisted of 15 academic and policy sources published

between 2014 and 2025, focusing on innovative leadership. Key references included
studies by Phakamach et al. (2025), Chanprasert et al. (2023), Graham-Leviss (2016), and
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the European University Association (2023), among others. These documents were reviewed
to identify recurring concepts and variables related to innovative leadership. Through
manual coding, 21 preliminary variables were extracted and categorized according to
frequency and conceptual similarity.

To validate and refine these findings, interviews were conducted with 9 key
informants, including 3 administrators and 6 faculty members from private universities in
Hainan Province. Participants were selected through purposive sampling based on their
administrative or academic experience and active involvement in institutional innovation.
The interview data were transcribed and analyzed thematically to capture recurring ideas
about the essential components of innovative leadership. The findings from both data
sources were compared and synthesized to ensure conceptual consistency. The frequency
of each variable was also analyzed. Innovative Vision was the most frequently mentioned
variable, appearing 12 times, while Observant was the least frequent, mentioned only once.
overlapping and low-frequency variables were eliminated, and similar concepts were
merged, variables mentioned 4 times and more were retained for further synthesis.
resulting in 16 key variables organized into 5 factors representing the component of
innovative leadership. Excel software was used to assist with frequency tabulation and
clustering. All participant information was kept confidential, and ethical approval was
obtained to ensure compliance with research standards and the protection of individual
rights.

Discussion

The results of Innovative leadership model for private university administrators
in Hainan Province, China reveal 5 factors that characterize innovative leadership among
administrators of private universities in Hainan Province, China. These factors emerged
from the synthesis of documentary and interview data and represent the integration of
theoretical concepts with practical insights from university leaders. The 5 dimensions:
Innovative Vision and Strategy, Collaborative and Supportive Environment, Digital and
Technology Integration, Motivation and Performance, and Creative and Critical Thinking,
reflect how innovative leadership manifests in institutional transformation within regional
higher education.

Factor 1 Innovative Vision and Strategy. This factor emphasizes administrators’
capacity to articulate and implement a clear innovation-oriented vision. It comprises
3 variables: Innovative Vision, Innovative Strategies, and Innovative Ability, which
together describe a forward-looking and adaptable leadership approach (Tongrugjun et al.,
2023; Phakamach, Panjarattanakorn, & Seenonlee, 2025). Administrators who align
innovation goals with institutional strategies are more capable of guiding universities
through digital and organizational transformation.

Factor 2 Collaborative and Supportive Environment. This factor includes
Teamwork and Collaboration, Team Building, and Provide Resource Support. Teamwork
and Collaboration emphasize shared goals and mutual support among staff (Ariratana,
Keow Ngang, & Sirisooksilp, 2019), while Team Building involves creating participatory
and diverse teams that stimulate creative thinking (Couros, 2014). Provide Resource
Support refers to ensuring adequate material and emotional resources for innovative
activities (European University Association, 2023; Chu & Suo, 2024). Together, these
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elements describe how a collaborative and well-resourced environment empowers faculty
and administrators to engage collectively in institutional innovation.

Factor 3 Digital and Technology Integration. This factor consists of 4 variables:
Technology Use, Models Learning, Innovation Network, and Communication and
Openness. Technology Use refers to leveraging digital infrastructure to enhance efficiency
and innovation (Subruangthong, 2023). Models Learning emphasizes demonstrating
continuous learning behaviors that inspire faculty adaptation to new tools (Graham-Leviss,
2016). Innovation Network focuses on building partnerships within and across institutions
to foster shared technological advancement (Jin, 2023). Communication and Openness
highlight transparent and inclusive dialogue that supports digital collaboration (Horth
& Buchner, 2014). Together, these dimensions reflect how technological integration
reinforces innovative capacity across organizational systems.

Factor 4 Motivation and Performance. This factor highlights administrators’
ability to inspire faculty and staff toward innovative goals through motivation, recognition,
and role modeling. It consists of three variables: Personality and Role Performance, Rewards
and Benefits, and Risk Management. Personality and Role Performance reflect the leader’s
exemplary traits and adaptability that stimulate others to pursue improvement (Phakamach
et al., 2025). Rewards and Benefits focus on recognizing and incentivizing contributions
that advance institutional innovation (Chanprasert, Prayuth, & Chalard, 2023). Risk
Management involves encouraging experimentation and learning from setbacks as part of
continuous improvement (Ariratana et al., 2019).

Factor 5 Creative and Critical Thinking. This factor emphasizes administrators’
capacity to cultivate creativity and analytical reflection in institutional development.
It comprises 3 variables: Creative Thinking, Innovative Atmosphere, and Team
Management. Creative Thinking involves encouraging idea generation and flexible
approaches to problem-solving (Jin, 2023). Innovative Atmosphere refers to building
a positive environment that supports experimentation and open exchange of ideas
(Nampradit et al., 2019). Team Management highlights the importance of coordinating
and empowering teams through inclusive and participatory leadership (Horth & Buchner,
2014).
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Figure 1. Conceptual framework of innovative leadership for administrators of private
universities in Hainan Province.

The 5 factors identified in innovative leadership model for private university
administrators in Hainan Province form an integrated framework of innovative leadership
for administrators in private universities in Hainan. The framework shows how vision,
collaboration, technology, motivation, and creativity work together to enhance innovation
in higher education. It combines theoretical perspectives with practical experiences and
reflects the current situation of private universities in Hainan.

Innovative leadership model for private university administrators in Hainan
Province helps explain how innovative leadership appears in universities that are adapting
to digital transformation. By analyzing both documents and interviews, the study identifies
the main skills and behaviors that enable administrators to lead creative and flexible
institutions. The results provide a useful foundation for leadership training and future
research in higher education. Future studies can apply this framework in other contexts or
use larger samples to confirm its usefulness.
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There are also some limitations. The number of interview participants was small,
and all were from private universities in Hainan, which limits the diversity of views. In
addition, the study used qualitative methods and did not include statistical testing. Future
research should include a wider range of institutions and use quantitative or mixed methods
to verify and expand this framework.
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Abstract: Faculty members are the cornerstone of academic excellence in higher education,
and their retention is directly tied to the stability, quality, and reputation of universities.
In Hainan province of China, the expansion of private higher education institutes has
outpaced the supply of skilled academic professionals. This study investigated the faculty
members’ perception of retention. The key 3 factors retaining faculty members are discussed.:
(1) organizational support, (2) job satisfaction and (3) organizational commitment.
By focusing on the unique context of Hainan'’s private universities, this article advocates
for comprehensive HR strategies tailored to the needs of faculty, including transparent
evaluation mechanisms, equitable compensation, institutional recognition, and clear
professional pathways.

Keywords: Faculty member, retaining, private universities, job satisfaction, organizational
support, organizational commitment

Introduction

The background

Higher education is essential for driving economic growth in today’s global
economy, regardless of a country’s level of development (Echevarria, 2009). In China,
private universities have emerged as a major force in expanding access to higher education,
with over 789 institutions serving nearly 10 million students by the end of 2023. Despite
their rapid development, these institutions face high turnover rates averaging 8-10%
annually, due to inadequate salaries, low social status, poor working conditions, limited
professional growth opportunities, and insufficient institutional support. However, these
institutions face acute challenges in retaining qualified faculty, especially in provinces
like Hainan, where the expansion of private higher education has outpaced the supply of
skilled academic professionals. As Khan, et. al., (2021) stated that faculty members play a
pivotal role in building institutional reputation. Faculty members provide the knowledge
and skills necessary to students, to address market needs. Letting go of skilled,
professional and enthusiastic faculty members can have a huge impact on any higher
education institution’s reputation and in fulfilling the market needs.

The problems

In recent decades, private universities have emerged as a vital force in China’s
higher education system, significantly contributing to its expansion and reform. However,
these institutions face substantial challenges, particularly regarding faculty recruitment and
retention. This issue is especially acute in Hainan Province, where private universities
are hindered by systemic, institutional, and personal factors that adversely affect faculty
stability and institutional development.
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Existing literature highlights a range of persistent challenges confronting faculty
in Hainan’s private universities. Studies point to social prejudice, low salaries, poor
employment conditions, unbalanced faculty structures, and an overall lack of institutional
support (Zhou, 2019; Xie, 2021; Yang, 2023). These factors discourage new graduates
and qualified professionals from entering or remaining in private university positions.
Furthermore, performance evaluation systems overly emphasize quantifiable results,
neglecting vital academic contributions such as lesson planning and research, thus reducing
faculty motivation (Gao, 2023).

In addition, data indicates that private universities prioritize enrollment and income
generation over supporting faculty members’ scientific research, which negatively impacts
faculty retention and research capabilities. A survey by Ge (2020) found that 34.7% of
academic faculty are comfortable in their roles, while 42.3% are uncertain or considering
leaving, highlighting psychological instability. The pressures of teaching and research,
an incomplete appointment system, and income-living expense imbalances contribute to
faculty dissatisfaction. A study by Xu and Yang (2019) revealed a high turnover rate, with
18.65% of young and middle-aged faculty and 12% of older faculty leaving in 2018.
Faculty departure disrupts research and teaching continuity, impairs institutional cohesion,
and increases administrative costs.

Despite the extensive attention paid to faculty retention in higher education research
globally, little empirical work has been done to explore the specific conditions in Hainan’s
private universities. This articl addresses a gap in the existing literature and provides
practical insights for university administrators by focusing on the unique context of
Hainan’s private universities. Drawing upon both Western and Chinese literature, the study
highlights how job satisfaction, organizational support, and organizational commitment
are critical to faculty retention as the following conceptual framework:

Job Satisfaction

Organizational Support Retention of faculty member

Organizational Commitment

Figure 1 Conceptual framework

Research questions

1. What are the key factors affecting faculty member retention in private
universities in Hainan province?

2. What practical strategies can administrators and decision-makers in Hainan
private universities implement to improve faculty retention?
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Rationale of the study

Retention of faculty members

Retention faculty members means the process of keeping the faculty members
who are willing to stay in the universities, and the practices organizations use to prevent
precious faculty members from quitting their jobs, which in turn enable the faculty to hold
onto their excellent and talented faculty members for a longer time.

In the perspective of dual drive of compensation and employee participation,
scholars stated that salary fairness is a fundamental variable for retention, but the effect of
a single salary incentive is limited (Khalid & Nawab, 2018). Employee participation in
decision-making (such as academic autonomy and management discourse power)
significantly enhances the willingness to stay, especially in highly competitive industries
(such as the FMCG field). Gender inequality significantly weakens the willingness to remain
in office, and there is a call for fair institutional design.

A research constructed the “individual-organization-environment” triangular
model: At the individual level, job burnout and psychological capital are key variables;
At the organizational level: Leadership style and the quality of colleague relationships
significantly affect retention; At the environmental aspect: Policy guarantees such
as regional educational resource investment and children’s education support are
indispensable (Perryman & Calvert, 2020) .

To verify the moderating effect of “Workload™ on the retention of college teachers,
Espinoza et al. (2020) showed that the flexible working system can increase the retention
rate by 12%-18%.

Guo (2019) focused on the policy context of Chinese universities, and pointed out
that the stability of the establishment guarantees and the career development channel is the
core variable for the retention of teachers within the system. The investment of resources
in emerging disciplines such as Al ethics education affects the retention of cross-disciplinary
teachers. Meanwile, Jiang et al. (2024) developed Al-based learning platforms (such as
wechat mini-program teaching tools), and through technological empowerment, reduce
teachers’ workload and indirectly enhance their willingness to stay.

Based on the literature reviews above, the researcher identified the 3 key
dimensions of compensation, workload and career growth.

Compensation

Retention of

Workload faculty member

Career growth

Figure 2 Variables of Retention of Faculty Members

Factor of Organizational Support

Organizational support means the ways organizations support employee
contributions and well-being through policies and practices. The core of the theory lies in
understanding how employees perceive the organization, in particular how much the
organization values its contributions and its concern for employee well-being.

144



HRD JOURNAL Volume 16, Number 2, December 2025

The Theory of Organizational Support (OST) is grounded in Reward Theory
(Gouldner, 1960), Social Exchange Theory (Blau, 1964), and the personification of
organizations, proposing that employees develop attitudes and behaviors based on how
they perceive their organization values them. A central construct in OST is Perceived
Organizational Support (POS), which refers to employees’ beliefs about the extent to which
the organization values their contributions and cares about their well-being. This concept
shifts the focus from faculty members’ commitment to the organization alone to also include
the organization’s commitment to faculty members, offering a more balanced view of
the employer-faculty members relationship. When faculty memberss perceive strong
organizational support, they are more likely to reciprocate with higher job satisfaction,
organizational commitment, loyalty, and discretionary behaviors.

Several scholars have provided expanded definitions of organizational support:
encompassing both tangible (e.g., compensation, training) and intangible (e.g., empathy,
recognition) forms of organazational support (Eisenberger & Shanock, 2021).
Organizational support is described as the institution’s systemic efforts to empower
employees, emphasizing subjective employee perception of support aimed at boosting
effectiveness and satisfaction (Mello, 2022; Shore & Shapiro, 2020). While
organizational support is focused on the role of institutional equity, leadership support,
mental health care, and resource allocation in shaping POS (Wang, 2022; Li, 2020).

McMillian (1997) extended the understanding of POS by introducing a
multi-dimensional model comprising two main types of support: 1). Instrumental Support
which means the functional assistance enabling work performance, including: material
support, personnel support, and information support, and 2). Socioemotional Support which
means the emotional and relational care, including: intimacy support (care and empathy),
esteem/respect support (recognition, respect), and network integration.

Chinese scholars have contributed localized insights into POS. Rong (2004)
proposed six HR-related dimensions influencing POS: emotional care, financial support,
safe working conditions, job security, and career development. Xu (2005) and Ling (2005)
emphasized that the two pillars of POS are: 1). whether employees feel valuedby the
organization, and 2). hether they feel cared for emotionally and socially. Aditionally, some
researches show that POS is also influenced by procedural justice which means fair
decision-making, especially in performance appraisals (Zhang et al., 2023).

In conclusion, organizational support is a vital factor in shaping employee attitudes
and behaviors. It represents the mutual relationship between employees and organizations,
driven by both policy and perception. Based on the theories and researches related above,
the researcher identified the 3 key dimensions of Organizational support: the degree of
recognition of employee contributions, organization cares about employee’s life and
procedural justice.
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Recognition

Organizational

Care Support

Procedural Justice

Figure 3 Variables of Organizational Support

Factor of job satisfaction

Job satisfaction means an individual’s overall positive evaluation of their working
experience. Job satisfaction is a measure of an employee’s contentedness with their job,
showing the feeling of enjoyment or fulfilment that a person derives from their work,
encompassing factors through the quality of working conditions, the effectiveness of
leadership, and the extrinsic rewards received for their work. Contemporary scholars (Lee
& Lee, 2024) Consider job satisfaction as the long-term fulfillment of psychological, social,
and economic needs, alongside subjective experiences of growth and purpose.

Recent literature explores job satisfaction through various organizational and
individual lenses as below.

1) Individual related

Job satisfaction of faculty members is positively or negatively affected by a
variety of factors according to the university environment and individual characteristics
(Choi & Choi, 2021). Therefore, in studying the job satisfaction of faculty members, the
personal characteristics, such as gender, position, teaching major, employment period,
self-efficacy, personality traits

2) Organization related

Leadership: Supportive, communicative, and empowering leadership strongly
enhances teacher satisfaction. Transformational leadership is especially effective (Cao &
Jiang, 2024; Aldridge & Fraser, 2016)

Work Environment: Positive work conditions, peer relationships, and effective
management structures significantly predict job satisfaction (Poza, 2000; Locke, 1976;
Elovainio et al., 2000).

Extrinsic Rewards: Pay, promotion, working conditions, recognition, and
professional development opportunities are central to job satisfaction (Locke, 1976;
Sousa-Poza, 2000).

Based on the theories and researches related above, this article identified the 3 key
dimensions of Job satisfaction: leadership, working conditions and extrinsic reward.

Working conditions

Leadership Job Satisfaction

Extrinsic Reward

Figure 4 Variables of Job Satisfaction
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Factor of organizational commitment

Organizational commitment means the psychological attachment an faculty
member has to their universities which influences their decision to remain and contribute
to its success.

In the 1990s, Mayer and Allen (1991) proposed that organizational commitment
can be divided into three dimensions: affective commitment, normative commitment, and
continuance commitment. This three -dimensional structure became a classic dimension
unanimously recognized by scholars later. Among them, affective commitment refers to
the intensity of employees’ willingness to invest in and participate in various activities of
the organization, including three emotional characteristics: one is willing to sacrifice or
contribute to the interests of the organization; the other is to be proud of being a member
of the organization; The third is the recognition of the organization’s goals and values.
Normative commitment is characterized by a strong sense of mission or responsibility in
the organization. For example, employees are willing to give back to the organization with
their loyalty and commitment after receiving the organization’s training and cultivation.
Continuance commitment is manifested in that when individuals leave the organization,
they will bring certain economic losses to individuals, such as loss of welfare benefits,
impaired technical ability, loss of interpersonal relationships and other useful factors, and
the individual feels that the organization can provide for themselves, the opportunity for
promotion, leaving the organization will cause a lot of personal losses, and so on.

The three-factor model of organizational commitment is generally supported, and
many scholars’ related research later adopted the Mayer and Allen dimensional division.
Ling et al. (2011) clearly points out that cultural and psychological factors play a decisive
role in employees’ organizational commitment behavior in the definition of organizational
commitment. At the same time, they were the first to propose a dimensional division
suitable for China, their empirical research on the organizational commitment of Chinese
employees finds that the organizational commitment of Chinese employees contains five
factors: affective commitment, normative commitment, ideal commitment, economic
commitment, and opportunity commitment. The organizational commitment structure of
Chinese employees also contains affective commitments and normative commitments,
the meaning of which is consistent with the Meyer and Allen model. The meaning of
economic commitment and opportunity commitment is embodied in the three-factor
model’s continuance commitment factor. However, the ideal commitment factor in the
model of Ling et.al. (2011) is not involved in the Western model. Chinese scholars believe
that this is caused by the differences between Chinese and Western cultures and social
realities (Ling et. al., 2011; Liu, 2009).

Scholars have conducted extensive research on thevariables of organizational
commitment. Statistical analysis by Yao and Kongruang (2025) validates that
organizational commitment is one of the key variables influencing retention. Organizational
commitment significantly impacts turnover intention; faculty members with high
organizational commitment tend to have higher retention, and it plays a more crucial role
than job satisfaction in increasing retention. Additionally, Sudaryono (2014) emphasized
that organizational commitment is important for organizational development, promotes
employee loyalty and engagement, and promotes long-term stability.
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Based on the theories and researches related above, the researcher identified
the 3 key dimensions of oganizational commitment: affective commitment, continuance
commitment and normative commitmen.

Affective commitment

Organizational

Continuance commitment )
Commitment

Normative commitment

Figure 5 Variables of Organizational Commitment

Discussion and Suggestion

As Shan (2025) suggested, institutions must move beyond simply offering
monetary rewards or symbolic recognition. What matters more is how these rewards are
perceived, particularly in terms of fairness, consistency, and alignment with faculty
contributions and expectations. Thus, universities should implement transparent,
well-communicated reward systems that include both tangible (e.g., salary increments,
bonuses) and intangible (e.g., praise, professional growth opportunities) elements. Faculty
members in private universities are generally young, with relatively low educational
qualifications and professional titles. They need to further improve their professional skills.
Moreover, the lack of promotion opportunities and opaque promotion processes drive
teachers to seek other opportunities as well, which emphasize the importance of
professional development support. Therefore, high-quality professional development
opportunities are particularly important for them in career growth. Universitiess should
encourage faculty members to pursue full-time or on-the-job further education and
organize high-quality workshops or seminars to enhance their teaching abilities and
research levels.

Song and Ke (2022) found that the more satisfied the faulty members were with
their work, the better the organizational commitment was. The increase of job satisfaction
would result in stronger organizational commitment, which was proven to be a stronger
predictor of retention than job satisfaction itself. That meant that even though faculty
members have high job satisfaction, they may still report high turnover intention if
organizational commitment was weak . However, there were lacked of the attention of the
faculty members’ needs and they faced with the multiple adaptive challenges such as
getting the title of atechnical post, housing and payment in private universities, in which
case the support from organizations was important.When organizational commitmen was
played their roles, the faculty members could view it in a positive attitude, so their job
satisfaction would increase. Secondly, universities do not equate satisfaction with retention.
Even satisfied faculty may leave if they perceive better career development, job security,
or institutional prestige elsewhere. Hence, universities must enhance not just work
satisfaction but also long term commitment through ethical leadership, research support,
and inclusion in strategic decision-making processes.
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The organizational support is mainly reflected in creating a fair, warm and
harmonious organizational atmosphere for faculty members and solving the difficulties
they encounter in their work. Fair and impartial leadership and good interpersonal
relationships can provide faculty members with psychological support and enhance their
strength to overcome difficulties. In terms of procedural justice, Zhou and Ma (2022)
advised that the pay distribution process should be open and transparent that the faculty
members should be assured that the distribution results can reflect their ability and efforts,
even though the distribution standards cannot be tailored for every faculty member, but
should be relatively fair for the majority of faculty members. Different references can
produce a completely different sense of justice. Meanwhile, faculty members should be
aware that education is a kind of service labor and that some types of work input and
performance are tangible, while many are intangible which are difficult to achieve absolute
fairness through the quantitative measurement of distribution standards.

Chen (2023) pointed out that some private universities adopt a family-style
leadership system, with the investor concurrently serving as the president and holding
excessive power Meanwhile, the participation of faculty and staff in school decision-
making is relatively low, and teachers are merely passive executors. Participatory
democracy is one of the important goals of the transformation of modern university
management. Only when faculty members become the masters of the school and enjoy
sufficient autonomy in their work decisions can they have a sense of belonging in the school.

In conclusion, private universities should improve their leadership and management
in a targeted manner, build and optimize work resources, and reduce the negative impact
brought by work requirements, so as to continuously enhance faculty members’ subjective
well-being and increase their intention to stay.

The significance of this article

By identifying the key factors retaining faculty members in private universities in
Hainan province, this article will provide insights into the aspects that affect faculty
members’ decisions to stay or leave. Understanding these factors can help universities
develop targeted strategies to improve retention, ensuring a more stable and experienced
faculty.

The article will offer actionable recommendations for administrators and
decision-makers in Hainan’s private universities. By understanding the psychological state
of faculty members, administrators will be better equipped to create a supportive work
environment that addresses faculty concerns, enhance institutional culture and academic
quality, while also contributing to the broader body of knowledge on factors retaining
faculty members in private universities and providing a foundation for future comparative
studies.
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Abstract: With the increase in the number of senior Chinese tourists going to Thailand for
ecotourism, human resource development is crucial to enhance their tourism experience.
By using the methods of literature review, case analysis and questionnaire survey, this study
deeply analyzed the current situation and problems of human resource development in
Thailand’s ecotourism from the four perspectives of culture, economy, society and
technology, and proposed multi-perspective human resource development strategies such
as cultural integration, economic balance, social adaptation and technology application.
It is found that strengthening cross-cultural training, optimizing the cost structure of human
resources, improving the adaptability of social environment and promoting the application
of technology can effectively improve the tourism experience of Chinese senior tourists and
promote the sustainable development of China-Thailand senior eco-tourism market. These
strategies provide practical reference for relevant tourism enterprises and management
departments, and help to promote the high-quality development of ecotourism in Thailand.

Keywords: Chinese senior tourists, Ecotourism in Thailand, Human resource development,
Multiple perspectives, Development strategy

Introduction

Research Background

Recently, the number of Chinese senior tourists traveling to Thailand for
ecotourism has been rising. Over the past five years, it has grown at an average annual rate
of roughly 12%. The share of ecotourism projects has climbed from 30% to 45% (Liu &
Chamaratana, 2024). This is mostly due to Thailand’s abundant and diverse ecotourism
resources. Thailand boasts 155 registered nature reserves, covering around 16.4 million
hectares, about 32% of the country’s land area (Leksakundilok, 2004). The Kangkachan
National Park and the southeast coast with its 1,430 islands are among the famous tourist
attractions. Thailand also has extensive mangrove resources. The country is rich in
biodiversity, including many rare species (Li & Ruangnapakul, 2022). In this context, the
importance of human resource development is becoming increasingly prominent. Language
barriers, medical and health needs, and itinerary arrangements are among the issues that
need to be addressed. High-quality human resource development can better meet the
special needs of senior tourists, improve their travel experience, and enhance their
satisfaction and loyalty. From an economic perspective, every 10% increase in tourist
satisfaction can increase tourists’ consumption willingness by about 15% (Chuamuangphan,
2009).
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Research Purpose and Method

The study aims to comprehensively analyze the human resource development
for Chinese senior tourists in Thailand’s ecotourism and propose feasible strategies.
Specifically, it seeks to understand the actual needs of senior tourists, evaluate tourism
services, analyze the current situation of human resource development, and construct a
scientific and reasonable human resource development strategy system. The research
methods include literature review, case analysis, and questionnaire surveys. A total of 200
questionnaires were issued and effectively recovered, providing a solid empirical basis for
the research.

Related Theories and Literature Review

Theories Related to ecotourism and Senior Tourism

1. Ecotourism concept

Internationally, the term “ecotourism” was first proposed by the International
Union for Conservation of Nature (IUCN) in 1983, and in 1993, the International
Ecotourism Association defined it as tourism activities that have the dual responsibility
of protecting the natural environment and maintaining the lives of local people
(Theerapappisit, 2004). Ecotourism emphasizes the protection of natural environment and
ecological environment as the core of tourism activities, pays attention to the rational use
of resources and the sustainable development of the environment, and strives to achieve
a balance between tourism development and environmental protection. Its main
characteristics include: with a distinctive ecological environment as the main landscape,
the development of tourism activities to minimize the damage to the natural environment,
so that tourists can deeply experience and understand the natural ecosystem, while
promoting the economic development and cultural inheritance of local communities (Liu
& Chamaratana, 2024).

2. Characteristics and demand theory of senior tourism

Table 1 Characteristics of senior tourism

Project Content

Strong willingness If physical and economic conditions permit, most middle-aged
and ability to travel | and senior respondents are willing to travel. Moreover, with the
development of social economy, the proportion of senior tourists
with higher monthly income is increasing, and areas with better
economic conditions such as first and second-tier cities are the main
departure places for senior travelers (Theerapappisit, 2009).

“High-frequency The senior have plenty of time after retirement, and the choice
long line”, off-peak | of travel time is flexible, mostly concentrated in March to June and
travel September to October, the frequency and consumption of travel are
higher, and they prefer medium and long line travel (Sangkakorn et
al., 2015).
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Table 1 (Cont.)

Project

Content

agencies

The main channels
of the line are still
traditional travel

Travel agencies and their channels contribute most of the
senior tourist flow, traditional travel agency stores are the most
important sales channel, and the senior are more inclined to offline
booking (Buaban, 2016).

Table 2 Demand for senior tourism

Project Content

Demand for The senior group has a strong interest in history, culture and

cultural traditional art, and likes to visit museums, historical sites, ancient towns

experience | and other places to have a deep understanding of local culture.

Natural The beauty of nature has a unique appeal to the senior, who are

landscape willing to go to places such as the mountains, the seaside or the countryside

demand to feel the peace and beauty brought by nature.

Hot spring After retirement, the senior pay more attention to health and

health needs | physical and mental balance, and hot spring vacation has become one of
their favorite leisure activities.

Social Travel is an opportunity for the senior to have social interaction with

interaction | relatives, friends or peers, and they hope to enhance their feelings and share

needs happiness and experiences through travel activities.

Security Due to the age factor, safety is one of the most concerned issues

requirement | when the senior choose travel destinations and ways, and they are more
inclined to choose destinations with high safety, thoughtful service and
suitable for the travel needs of the senior.

3. Human resource development theory

Connotation of human resource development

Human resource development refers to the investigation, analysis, planning and
adjustment of human resources by an enterprise or organizational group on the basis of the
existing human resources of the organization and according to the strategic objectives and
organizational structure changes of the enterprise, so as to improve the existing human
resource management level of the organization or group, make human resource management
efficiency better, and create greater value for the group (organization). Its core content
includes three parts: training development, organization development and career planning
(Nepal, 2002).

4. Human resource development model

Training needs analysis model: Through the analysis of organization, task and
personnel, the training needs of employees are determined to provide a basis for the
development of training plans. For example, for the senior ecotourism industry, it is
necessary to analyze the ability gap of tourism practitioners in serving senior tourists and
understanding ecotourism knowledge, so as to determine the training content (Hareebin,

2020).
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Performance improvement model: focuses on how to improve employees’ work
performance through human resource development activities, including setting performance
goals, analyzing performance gaps, and making improvement plans. In senior ecotourism,
the satisfaction and experience of senior tourists can be enhanced by improving the
professional quality and service level of tourism service personnel, and the performance
of tourism enterprises can be improved (Khaenamkhaew, et.al., 2023).

Career development model: Emphasizes the career development planning of
employees and the design of promotion channels to help employees continue to grow and
develop in the organization. For those engaged in senior ecotourism, different career
development paths can be provided for them according to their professional skills and work
experience, such as promotion from grassroots tour guides to tourism planners, managers,
etc (Rattan, 2009).

Learning organization model: Advocating the establishment of a culture of
continuous learning and encouraging employees to continue to learn and innovate. In
senior ecotourism enterprises, knowledge sharing and experience exchange among
employees can be promoted by organizing employees to participate in training, learning
and exchange activities, so as to improve the professional level of the whole team (Walter,
2009).

Competency model: It determines the key abilities and qualities required for a
specific position or occupation, and provides criteria for the selection, training and
evaluation of human resources. In the senior ecotourism industry, competency models can
be established according to the requirements of different positions such as tour guides,
hotel service personnel and scenic spot managers to ensure the recruitment of suitable
talents and provide guidance for their training and development (Chitapanya, 2005).

Analysis of the current situation of ecotourism in Thailand for Chinese senior
tourists

1. Scale and trend of tourism market

From January 1 to March 3, 2024, more than 6.7 million foreign tourists visited
Thailand, including 1.2 million senior Chinese tourists. As of June 11, a total of 15.4344
million foreign tourists visited Thailand during the period from January 1 to June 9, 2024,
including 3,063,750 Chinese tourists. As of September 16, Thailand received 24,810,988
tourists, of which Chinese tourists accounted for a relatively large number of foreign
tourists. It can be seen that the number of senior Chinese tourists to Thailand has shown
an obvious upward trend.

Taking 2024 as an example, comparing the data of different stages, the overall
number of Chinese tourists to Thailand increased rapidly in the first half of the year.
During the June 3-9 period, compared with the previous week, Chinese tourists increased
by 7.09% month-on-month. From January 1 to February 2,2023, Thailand received a total
of 99,429 Chinese tourists, and by the first quarter of 2023, Thailand is expected to have
300,000 Chinese tourists, and the annual number will exceed 5 million. The comparison
of this set of data also shows that the growth rate of Chinese tourists to Thailand has
increased significantly after the epidemic, and the growth of senior tourists is also part of
the overall trend.
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The Tourism Authority of Thailand expects the number of Chinese visitors to
Thailand to be no less than 7.3 million in 2024. Judging from the current growth trend and
the attraction of Thailand’s tourism market to Chinese tourists, the market scale of Chinese
senior tourists to Thailand’s ecotourism is expected to continue to expand.

2. Travel behavior and preference

Table 3 Destination choice preference table

Destination Selection Reasons
Ratio
Nature reserves around 35% The unique tropical rainforest landscape,
Bangkok convenient transportation and rich ecological

resources are suitable for senior tourists to carry
out nature observation activities.

Phuket, Koh Samui and 40% Beautiful beaches, rich Marine ecological
other coastal areas resources, such as coral reef viewing, Marine
ecological snorkeling and other programs attract
senior tourists.

Surrounding mountains 25% The quiet rural atmosphere, fresh air and rich
of Chiang Mai mountain ecological resources are suitable for
senior tourists to relax.

Activity Preference

According to the survey data of some travel agencies, about 60% of the senior
Chinese tourists are keen to participate in nature observation activities in Thailand’s
ecotourism, such as observing birds and butterflies in the mountains of Chiang Mai. About
40 percent of seniors are interested in cultural experiences, such as visiting the Grand
Palace in Bangkok, temples in Chiang Mai and engaging in traditional Thai crafts.

Consumption Habit

According to the sample survey, the average daily consumption of Chinese senior
tourists in Thailand’s ecotourism is about 500-800 yuan, of which accommodation costs
account for about 30%-40%, catering costs account for about 25%-35%, and shopping
consumption accounts for about 20%-30%. In terms of shopping, about 70% of the senior
tourists will buy ecological souvenirs with Thai characteristics, such as hand-woven straw
bags and wood carvings; About 30% of senior tourists buy natural health products, such
as latex pillows and bird’s nests from Thailand.

Research Purpose

The actual needs of Chinese senior tourists in eco-tourism in Thailand were
thoroughly investigated, data were collected through questionnaires and interviews,
covering tour guides, hotels, restaurants, scenic spots and other service links, and tourists’
expectations and service shortcomings were accurately positioned.

Analyze tourist satisfaction, identify service deficiencies, and provide targeted
improvement directions for human resource development strategies.
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Comprehensively investigate the quantity, quality and structure of human
resources in Thailand’s ecotourism industry, evaluate the language ability, professional
knowledge and service awareness of practitioners, and identify the advantages and
disadvantages.

This paper analyzes the human resource management experience and problems
of eco-tourism enterprises in Thailand, and provides reference for the construction of human
resource development strategy system.

Research Methods

(1) Literature review

Consult domestic and foreign databases, industry reports, professional books,
focusing on authoritative literature on senior tourism, ecotourism, and human resource
development. This paper studies the definition, characteristics and sustainable development
significance of ecotourism, and builds a theoretical framework combining the needs of
senior tourism health guarantee and cultural experience.

(2) Questionnaire

A total of 30 questions are designed in this questionnaire, which is divided into
three parts: basic information, service experience and satisfaction evaluation. Among them,
the basic information part involves the age, gender and occupation of tourists, and the
service experience part covers the convenience of transportation, the quality of tour guide’s
explanation, and the adaptability of catering, etc. The satisfaction evaluation adopts a 5-point
scale, ranging from very dissatisfied to very satisfied. 100 copies of the questionnaire were
distributed through online social media platforms and tourism forums, and 100 copies were
distributed offline in major tourist cities and scenic spots in Thailand, totaling 200 copies,
with a recovery rate of 100%. The sample covered Chinese senior tourists with tourism
experience in Thailand from different age groups and regional backgrounds.

(3) Case analysis

Mae Teng Elephant Camp in Chiang Mai, Thailand, Similan Islands in Phuket and
two well-known eco-tourism enterprises are selected as cases, because of their typical
reception volume, service quality and market reputation. The Mae Teng Elephant Camp
successfully provided barrier-free facilities and arranged medical staff, but the depth of
cultural explanation was insufficient; The deployment of Similan Islands in peak season is
efficient, and the training incentive in off-season is insufficient. It is concluded that Thai
ecotourism enterprises should build a diversified training system, covering language,
culture and first aid skills. Develop a flexible deployment mechanism to promote
personalized itinerary customization and in-depth cultural experience activities.

Research Results

After statistical analysis of the collected questionnaires, it is found that the
overall satisfaction rating of Chinese senior tourists on Thailand’s eco-tourism is 3.5/5.
Among them, the transportation convenience score is the highest, 4.0/5, which indicates
that Thailand’s transportation facilities are relatively convenient for senior tourists; The
depth score of cultural explanation is the lowest, only 2.8/5, indicating that there is a large
room for improvement in cultural explanation. In terms of service experience, 60% of
tourists think that the quality of tour guide’s explanation needs to be improved, especially
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the explanation of professional knowledge of Thailand’s ecotourism resources is insufficient.
At the same time, 40% of tourists expressed dissatisfaction with the suitability of food and
beverage, believing that the dining options are not rich enough, and some foods do not
meet the tastes of Chinese senior tourists. In addition, 70% of Chinese senior tourists hope
to add cultural experience activities during the tour, such as visiting the process of
traditional handicrafts in Thailand; 50% of tourists want to provide more health care
services, such as professional medical personnel. Statistical software is used for data
analysis, including descriptive statistics to analyze tourist information and satisfaction
distribution, and correlation analysis to explore the relationship between different service
links and tourist satisfaction. The results show that there is a significant negative correlation
between the depth of cultural explanation and tourists’ satisfaction, indicating that
improving the quality of cultural explanation plays an important role in improving tourists’
satisfaction. There is a significant positive correlation between transportation convenience
and tourist satisfaction, which further confirms the positive impact of transportation
facilities on senior tourists’ satisfaction. These quantitative research results provide a strong
basis for Thailand’s ecotourism enterprises to optimize human resource development, and
help to improve targeted services and enhance the overall tourism experience of Chinese
senior tourists.

The case study showed that the Mae Teng Elephant Camp in Chiang Mai, Thailand,
excelled in the design of the senior visitor experience, with a visitor satisfaction rate of
4.2/5. Success stories include accessibility (80 per cent coverage) and the presence of
medical professionals (90 per cent availability). However, with a score of only 3.0/5 on the
depth of cultural interpretation, there is still room for improvement. The Similan Islands
in Phuket are highly efficient in deploying human resources during the peak season, with
visitor satisfaction reaching 4.0/5. Its staff deployment efficiency is as high as 90% in peak
season, but the staff training and incentive mechanism are insufficient in off-season,
resulting in a decline in service quality in off-season, and tourist satisfaction is reduced to
3.2/5. It is recommended that Thai ecotourism enterprises establish a diversified training
system, covering language, culture, first-aid skills, etc., and the training coverage rate should
be increased to more than 80%. At the same time, a flexible human resource allocation
mechanism is developed to adjust personnel allocation according to the season and tourist
flow to ensure stable service quality throughout the year.

Current Human Resource Service Status

Current Situation of Quality and Ability of Tourism Service Personnel

In Thailand, only about 40% of the people engaged in tourism services can
communicate in Chinese fluently, which to some extent affects the quality of services for
senior Chinese tourists.

About 30% of the service personnel have a deep understanding of Thailand’s
ecotourism resources, and relatively few service personnel can accurately introduce the
local ecosystem, animal and plant resources and other professional knowledge to the
senior tourists.

According to the satisfaction survey of tourists, about 70% of Chinese senior
tourists believe that the service awareness of Thai tourism service personnel needs to be

improved, especially in terms of paying attention to the special needs of senior tourists

(Srisantisuk, 2015).
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Present Situation of Tourism Human Resource Management

In the recruitment of tourism enterprises in Thailand, the recruitment channels for
ecotourism service personnel mainly include the local talent market and the campus
recruitment of tourism colleges, and the proportion of personnel recruited through these
two channels is 60% and 40% respectively. However, the proportion of recruitment
targeting senior ecotourism professionals is low, accounting for only about 20% of total
recruitment.

In terms of training content, the training of conventional tourism service skills
accounted for about 60%, while the training of characteristics of senior tourism,
professional knowledge of ecotourism and cultural differences between China and Thailand
accounted for only 40%. In terms of training methods, classroom teaching accounts for
about 70%, while practical operation and case analysis account for a relatively small
proportion.

From the perspective of salary, the average monthly salary of tourism service
personnel in Thailand is about 20,000-30,000 baht, and the income of some service
personnel will fall by 20%-30% in the off-season of tourism. In terms of career
development, about 60% of the travel service staff felt that there were fewer opportunities
for promotion and limited room for career development.

Problems Faced by Human Resource Development from Multiple Perspectives

Cultural Perspective

1. Cultural differences between China and Thailand pose challenges to human
resource services

Thai culture is heavily influenced by Buddhism and emphasizes peace, tolerance
and respect for hierarchy. For example, in social and work situations in Thailand, respect
for elders and superiors is a very important etiquette norm. Influenced by traditional culture,
the senior in China pay attention to family concept, collectivism and etiquette and
morality, but their specific value orientation and behavior are different from those in
Thailand. This difference in values may lead to deviations in the understanding of the
behavior and needs of senior tourists. For example, Chinese senior tourists may expect
service personnel to provide warm, thoughtful and proactive service, while Thai service
personnel may be relatively restrained and implicit in the way of service, which leads to
differences in service expectations and experience, increasing the difficulty and challenge
of service.

Language is an important tool for cultural exchange, and although some service
personnel in Thailand’s tourism industry can speak some simple Chinese, there are still
shortcomings in in-depth communication and understanding of the complex needs of
older tourists. For example, senior Chinese tourists may use some expressions or metaphors
with cultural characteristics when expressing their needs, and it is difficult for Thai service
personnel to accurately understand the intentions of tourists if they do not understand
Chinese culture and language habits. In addition, Thai people prefer to express their
opinions in an indirect way, while Chinese senior people may be more accustomed to direct
and clear communication, which is also likely to cause misunderstandings and obstacles
in communication.
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In terms of diet, Thailand mainly tastes sour and hot, sweet and spicy, and there
are many special foods such as Tom Yin Gong soup, mango sticky rice, etc., while the
eating habits of Chinese senior tourists are more diversified, and some senior people may
not be able to accept too spicy and stimulating food. In terms of religious belief, there are
many temples in Thailand, and there are also many religious rituals and taboos. If senior
Chinese tourists do not understand the relevant religious culture, they may have some
inappropriate behaviors when visiting temples and other religious places, which requires
the service personnel to have relevant cultural knowledge and guidance ability to avoid
unnecessary cultural conflicts (Srisangkaew, 2017).

2. The manifestation of cultural understanding and communication barriers in
senior tourism services

A Thailand itinerary may include activities that are culturally specific to the
country, such as visiting temples and attending traditional festivals. However, due to their
limited understanding of Thai culture, senior Chinese tourists may have insufficient
understanding of the significance and value of these activities, resulting in differences with
service personnel on itinerary arrangements. For example, some senior tourists may feel
that the time spent visiting temples is too long, or they do not understand the way to
participate in some traditional festival celebrations, thus affecting their satisfaction with
the tour.

Chinese senior tourists may have some special service needs in the process of
travel, such as special requirements on diet, accommodation preferences, etc. However,
due to cultural understanding and communication barriers, they may not be able to
accurately express their needs to the Thai service staff, or the service staff cannot understand
the needs of tourists, resulting in inadequate services. For example, senior tourists may
want to have a hot kettle to make tea when they stay, but the service staff may not
understand the living habits of Chinese senior people and fail to provide relevant equipment
in a timely manner, affecting the experience of tourists.

In the process of tourism, there may be some sudden emergency situations, such
as senior tourists feel unwell, encounter natural disasters and so on. In such cases, cultural
understanding and communication barriers can make emergency response more difficult.
For example, senior tourists may not be able to use accurate language to describe their
symptoms to the service staff when they are unwell, or the service staff may misunderstand
the physical reactions and expressions of senior tourists due to cultural differences,
resulting in delayed treatment or timely treatment (Sangkakorn et al., 2015).

Economic Perspective

1. The balance between human resource development costs and economic
benefits of tourism for the senior

In order to improve the professional quality and service level of tourism service
personnel, they need to carry out regular training, including language training, cultural
knowledge training, service skills training and so on. These trainings need to invest a lot
of time and money, such as hiring professional language teachers and cultural experts to
teach, organizing service personnel to study on the spot, etc., which increases the cost of
human resources development. However, the profit space of the senior tourism market is
relatively limited, because the senior tourists are more sensitive to the price, and the
tourism consumption is relatively rational, travel agencies and tourism enterprises should
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not be too high in the pricing, which leads to the difficult balance between the investment
in human resources development of enterprises and the economic benefits of the senior
tourism business.

The tourism industry is highly mobile, especially in popular tourist areas like
Thailand, where service personnel may change jobs frequently for various reasons. In order
to maintain a stable service team, enterprises need to constantly recruit and train new
employees, which not only increases the cost of human resource development, but also
affects the stability of service quality. For the senior tourism business, the stability of
service personnel is particularly important, because senior tourists need to be more
familiar with and understand their service personnel, frequent change of service personnel
will reduce the satisfaction of senior tourists, affect the reputation of enterprises and
economic benefits (Li & Ruangnapakul, 2022).

2. The contradiction between the needs of senior tourists at different economic
levels and the allocation of human resources

Some senior tourists with better economic conditions have higher requirements
for the quality and personalization of tourism services, and they hope to enjoy more
high-end and customized services, such as private tour guides, exclusive transportation,
high-quality catering and accommodation. However, tourism enterprises in Thailand may
not be able to meet the needs of these senior tourists in terms of human resources allocation,
because providing high-end services requires service personnel with professional skills and
rich experience, and such talents are relatively scarce in the market, and enterprises need
to spend higher costs to recruit suitable personnel. This has led to a shortage of human
resources in the high-end senior tourism market, which cannot meet the needs of tourists.
For the senior tourists with relatively poor economic conditions, they pay more attention
to the cost performance of tourism, hoping to enjoy basic tourism services at a lower price.
However, due to the limited investment in human resources development, the quality of
service personnel and service quality may be uneven, unable to meet the basic needs of
senior tourists. For example, in some low-price tour groups, the tour guides may compress
the itinerary and reduce the service content in order to pursue profits, or the service staff’s
attitude is not enthusiastic enough and professional knowledge is insufficient, which affects
the travel experience of senior tourists (Sangounchom & Na, 2020).

Social Perspective

1. Influence of local social environment on human resources of senior tourism in
Thailand

In Thailand, the tourism industry has a relatively low social status, and some
people consider working in tourism services to be a low-level profession that lacks respect
and recognition for the industry. This social perception may affect young people’s
willingness to choose to work in tourism services, leading to brain drain and recruitment
difficulties in the industry. For senior tourism business, more patient, careful and
professional service personnel are needed, but due to the low social recognition, it is
difficult to attract outstanding talents to join, which affects the quality and quantity of
senior tourism human resources.

Thailand’s political situation and social environment are sometimes unstable, such
as political demonstrations, natural disasters, etc. These factors will affect the development
of tourism, and also have an impact on the human resources of senior tourism. For
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example, in the period of political instability, the number of tourists will decrease, the
operation of tourism enterprises will be affected, and the job opportunities and income of
service personnel will also be affected, leading some people to choose to leave the tourism
industry, further aggravating the shortage of human resources (Zhang et al., 2020).

2. The reaction of public opinion and word of mouth to human resource
development

If senior tourists have poor travel experience in Thailand, they may post negative
comments and complaints through social media, tourism forums and other channels, and
these negative opinions will spread quickly, causing damage to Thailand’s tourism image.
For example, some senior tourists may be dissatisfied with Thailand’s tourism services
because of the bad attitude of service staff and unreasonable schedule, and their comments
will affect the choices of other potential tourists, thus leading to a decrease in tourist
sources for tourism enterprises. In order to cope with the impact of negative public opinion,
tourism enterprises may strengthen the management and training of service personnel, but
this will also increase the management cost of enterprises and the difficulty of human
resources development.

Although good word of mouth can attract more older tourists to Thailand, the
scope and speed of word of mouth spread is limited. In the highly competitive
tourism market, it is difficult to rapidly expand market share only by word-of-mouth
communication, and enterprises need to invest more resources in market promotion and
publicity. However, in terms of human resource development, enterprises may pay too
much attention to market promotion and neglect the training and management of service
personnel, resulting in a decline in service quality and affecting the reputation and
long-term development of enterprises (Tshukudu, 2012).

Technical perspective

1. Insufficient application of new technologies in senior tourism services

Senior tourists need to obtain a variety of information during the travel process,
such as scenic spot introduction, transportation information, catering recommendations,
etc. However, as Thailand’s tourism industry lags behind in the application of new
technologies, some scenic spots and tourist places have limited information release
channels, and senior tourists may not be able to obtain the required information in a
timely and accurate manner. For example, the official websites of some scenic spots are
not well constructed, the information is not updated in a timely manner, or the information
is not provided in multiple languages such as Chinese, resulting in difficulties for senior
Chinese tourists in obtaining information.

In some tourism service links, such as booking air tickets, hotels, tickets, etc.,
the application of new technologies can improve service efficiency and convenience.
However, in Thailand, some tourism enterprises still use traditional manual service
methods, resulting in senior tourists need to spend a lot of time and effort in the booking
and payment process. In addition, the lack of intelligent facilities in some tourist places,
such as the lack of electronic guidance systems, intelligent parking systems, will also affect
the service experience of senior tourists.

2. Difficulties and challenges in human resource development and utilization of
new technologies
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In order for travel service personnel to be skilled in the application of new
technologies, companies need to train them in technology. However, for some older and
less educated service personnel, it is more difficult to learn and master new technologies,
and it takes more time and energy. For example, some service personnel may not be
familiar with the operation of smart phones, computers and other equipment, and have
difficulties in understanding and applying technologies such as online reservation systems
and electronic payments, which increases the difficulty and cost of technical training for
enterprises.

The development of information technology changes with each passing day, and
the replacement speed of new technology is very fast. Tourism enterprises need to
continuously invest funds and manpower to train service personnel to update and upgrade
technology, so as to maintain their technical level and service ability. However, for some
small tourism enterprises, due to limited capital and technical strength, they may not be
able to keep up with the pace of technological updates in time, resulting in the technical
level of service personnel lagging behind, affecting the competitiveness of enterprises
(Khaenamkhaew et al., 2023).

Suggestions on Human Resource Development Strategies From Multiple Perspectives

Cultural Integration Strategy

1. Strengthen Cross-Cultural Training for Tourism Service Personnel

Design a systematic Chinese language training program that not only focuses on
daily communication and tourism vocabulary but also incorporates immersive language
labs and virtual reality experiences to simulate real-life interactions. This will help service
staff better understand the needs and expectations of Chinese senior tourists.

Implement a cultural comparison course that uses interactive workshops and
role-playing scenarios to highlight differences in values, customs, and religious beliefs
between China and Thailand. This will enable service personnel to provide more
culturally sensitive services.

Train service personnel in effective cross-cultural communication skills by
incorporating Al-driven communication tools that can provide real-time feedback and
suggestions for improving interactions. This is crucial for improving the overall service
experience for Chinese senior tourists (Kontogeorgopoulos & Chulikavit, 2010).

2. Establish a Culturally Sensitive Human Resource Management Model

During recruitment, use Al-powered assessments to evaluate candidates’ cultural
understanding and cross-cultural communication skills, giving preference to those with
relevant experience or a strong interest in Chinese culture.

Incorporate cultural integration indicators into the performance appraisal system
by using blockchain technology to ensure transparency and accuracy in tracking and
rewarding staff who effectively meet the cultural needs of senior tourists and penalizing
those who cause cultural misunderstandings.

Create a long-term cultural training mechanism that includes gamified learning
modules and augmented reality experiences to continuously update service personnel’s
cultural knowledge and improve their cross-cultural communication skills (Khaenamkhaew
et al.,2023).
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Economic Balance Strategy

1. Optimize the Cost Structure of Human Resources

Analyze the training needs of tourism service personnel using predictive analytics
to focus on essential skills such as senior care, basic medical knowledge, and special dietary
arrangements. This targeted approach will reduce unnecessary training costs.

Develop a flexible compensation system that combines basic pay with
performance-based incentives, using blockchain-based smart contracts to ensure
transparency and fairness in payments. This will motivate service personnel to improve
service quality and increase tourist satisfaction, thereby balancing costs and benefits.

Allocate human resources efficiently during peak and off-peak seasons by using
Al-driven workforce management systems to maximize utilization and reduce labor costs.

2. Develop Service Products for Senior Tourists at Different Economic Levels

For high-end senior tourists, create customized service packages that include
private guides, luxury accommodations, and exclusive activities. Use Al-driven
personalization tools to tailor these packages to individual preferences. Provide specialized
training for service personnel to meet the high standards of these tourists.

Optimize mass tourism products for senior tourists with general economic
conditions by focusing on cost-effective solutions that maintain service quality. Use data
analytics to identify cost-saving opportunities without compromising on service. This will
ensure a good travel experience within their budget.

Implement a tiered marketing strategy to target different segments of senior
tourists, using both traditional and digital channels. Utilize Al-driven marketing tools to
analyze consumer behavior and optimize marketing campaigns for maximum reach and
impact.

Social Adaptation Strategies

1. Improve the Adaptability of Human Resources to the Thai Social Environment

Strengthen social and cultural education for tourism service personnel by
incorporating virtual reality tours of Thai historical sites and cultural festivals. This will
enhance their understanding of Thai society and improve their ability to interact with local
communities.

Provide training on emergency response and safety measures using augmented
reality simulations to prepare service personnel for potential social instability factors such
as political demonstrations and natural disasters.

Encourage service personnel to participate in local community activities by
creating community engagement platforms that facilitate interaction and collaboration.
This will help build strong relationships with residents and promote the importance of
senior tourism.

2. Actively Use Social Resources to Promote Senior Tourism

Establish partnerships with local social organizations, medical institutions, and
senior universities to provide comprehensive support for senior tourists. Use blockchain
technology to ensure transparency and accountability in these partnerships.

Develop a social resource network that covers transportation, catering,
accommodation, and entertainment. Use Al-driven resource allocation systems to enhance
the overall quality of senior tourism services.
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Collaborate with social welfare organizations to offer subsidized or free travel
opportunities for senior tourists with financial difficulties. Use crowdfunding platforms to
expand the social impact of senior tourism.

Technology Application Strategy

1. Promote Technical Training and Application for Tourism Service Personnel

Provide comprehensive information technology training that includes the use of
smartphones, computers, and online platforms. Incorporate Al-driven training modules that
adapt to individual learning styles and progress.

Train service personnel to use relevant tourism technologies such as electronic
guide systems and intelligent translation devices. Use machine learning algorithms to
continuously improve the accuracy and effectiveness of these tools.

Regularly update technical training content to keep service personnel informed
about the latest trends and applications in the tourism industry. Use virtual reality and
augmented reality to create immersive training experiences.

2. Use Technology to Improve Human Resource Development Efficiency

Establish an internal online learning platform that uses Al-driven personalized
learning paths to provide flexible and personalized training for service personnel.

Implement an advanced Human Resource Management System (HRMS) that uses
machine learning to streamline recruitment, training, performance appraisal, and salary
management processes.

Utilize big data technology to analyze tourist demand and service personnel
performance. Use predictive analytics to enable more effective human resource planning
and allocation.

Discussion and Prospect

Discussion

This study has conducted an in-depth analysis of the current situation of Chinese
senior tourists’ ecotourism in Thailand, identifying key challenges in human resource
development and proposing innovative, multi-faceted strategies to address these issues.
The research reveals that the growing number of Chinese senior tourists engaging in
ecotourism in Thailand not only underscores the appeal of Thailand’s rich ecotourism
resources but also highlights the significant potential of this niche market segment.
As noted by Khaenamkhaew et al. (2023), the rapid development of Thailand’s tourism
industry, bolstered by its abundant tourism resources and continuously improving facilities,
has attracted a substantial influx of tourists, with Chinese senior tourists emerging as a
crucial component of this demographic. In terms of tourism behavior and preferences,
senior tourists exhibit distinct characteristics in destination selection, activity preferences,
and consumption habits, which provide valuable insights for optimizing tourism services.
For instance, senior tourists tend to favor destinations with a rich cultural heritage and
comfortable environments, as highlighted by Zhang et al. (2020), aligning well with
Thailand’s historical and natural landscape advantages.

However, from multiple perspectives, human resource development faces
numerous challenges. Culturally, the differences between China and Thailand introduce
service challenges, with barriers in cultural understanding and communication
occasionally manifesting in senior tourism services. Relevant studies, such as Srisantisuk’s
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(2015) discussion on tourism services under different national cultural backgrounds, offer
a theoretical foundation for understanding the impact of these cultural differences on
tourism services. Economically, there is a need to balance the costs of human resource
development with the economic benefits of senior tourism, as well as to address the
contradiction between the diverse needs of senior tourists at different economic levels and
the allocation of human resources. Srisangkaew’s (2017) analysis of the economic aspects
of human resource development for senior tourism provides useful references for
understanding the economic issues in this market segment. Socially, the local social
environment in Thailand impacts senior tourism human resources, with public opinion
and reputation also exerting a negative influence on human resource development.
Technologically, there is a coexistence of insufficient application of new technologies and
difficulties in the development and utilization of human resources for new technologies,
which is related to the current trends and application status of technology in the tourism
industry (Srisantisuk, 2015).

Given these challenges, the proposed multi-faceted human resource development
strategies hold significant importance. The cultural integration strategy, which involves
strengthening cross-cultural training for tourism service personnel and establishing
a culturally sensitive human resource management model, is instrumental in enhancing
service quality and meeting the cultural needs of senior tourists. The economic balance
strategy focuses on optimizing the cost structure of human resources and developing service
products tailored to senior tourists at different economic levels to achieve a balance between
cost and benefit. Social adaptation strategies aim to improve the adaptability of human
resources to Thailand’s social environment and actively leverage social resources to foster
the development of senior tourism, thereby creating a conducive social environment for
this market segment. The technology application strategy promotes technical training and
application for tourism service personnel, using technological means to enhance the
efficiency of human resource development and adapt to the needs of modern tourism
development.

In summary, human resource development is pivotal for the growth of ecotourism
in Thailand targeting Chinese senior tourists. Well-considered and effective strategies can
foster the healthy development of the tourism market and significantly improve the tourism
experience for senior tourists.

Research Deficiencies and Prospects

(1) Limitations of the Research

This study primarily relies on the analysis of existing literature and data. Although
empirical data were collected through questionnaires and other methods, the sample size
and coverage have limitations, which may not fully represent the overall situation of
Chinese senior tourists’ ecotourism in Thailand.

The human resource development strategy, despite being analyzed from multiple
perspectives, may be influenced by various factors in actual implementation, and its
feasibility and effectiveness require further practical testing.

The application of new technology in human resource development for senior
tourism was only preliminarily discussed. With the continuous advancement of technology,
its application scenarios and impacts warrant further investigation.

165



Volume 16, Number 2, December 2025 HRD JOURNAL

(2) Prospect of Future Related Research Directions

The research sample and scope should be expanded to include more extensive
field research and data collection. This will provide a more accurate understanding of the
characteristics and needs of Chinese senior tourists in Thailand’s ecotourism, thereby
offering a stronger basis for human resource development.

There is a need to strengthen tracking research on the implementation effects of
human resource development strategies. Continuous optimization of these strategies through
actual case analysis and evaluation will enhance their feasibility and effectiveness.

Ongoing attention should be paid to the development of new technologies in the
tourism industry, with in-depth studies on their applications in human resource development
for senior tourism. Technologies such as artificial intelligence and big data analysis can
significantly improve service quality and management efficiency.

Further exploration of the cooperation mechanisms between China and Thailand
in the field of senior tourism is necessary. This includes inter-governmental cooperation,
inter-enterprise collaboration, and non-governmental exchanges to create a more favorable
policy and social environment for human resource development.

Research should also focus on the changing trends of the senior tourism market
and the dynamic shifts in senior tourists’ demands. Timely adjustments to human resource
development strategies will ensure adaptability to the evolving market needs.
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