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Authentic Leadership Roles for Employee Engagement

in the Digital Age Organization
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AEARY: N1IEHUILUULTIRTY ANURNIY B9ANSEARTTIR

Abstract This article aims to examine the concepts and theories of authentic leadership
within the context of digital age organizations, to synthesize the roles of authentic
leadership in fostering employee engagement, and to present appropriate development
guidelines. Authentic leadership emphasizes expressing oneself in aliscnment with one’s
values, beliefs, and principles, adhering to integrity, transparency, and self-awareness.
Authentic leaders listen to diverse perspectives, consider information comprehensively
(balanced processing), and build strong relationships with personnel. The synthesis reveals
that authentic leadership plays a vital role in building organizational commitment in the

digital age through key mechanisms: establishing trust, enhancing motivation, promoting
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participation, encouraging work-life balance, cultivating a positive organizational culture,
building trust in virtual settings, and fostering creativity and innovation. This article
presents guidelines for developing authentic leadership in digital age organizations
by emphasizing the development of self-awareness, creating a culture of open
communication, promoting work-life balance, valuing employees, and encouraging
continuous learning and self-development. These efforts aim to foster employee
engagement, leading to efficiency and sustainable success for organizations in the

digital age.

Keywords: Authentic Leadership, Engagement, Digital Age Organization

unin

TugnRdaiinisiasullasesnssinid (Rapid Digital Transformation) 84ANN5H14 9
Feandgyfuanurimelumsuiusuiiennuegsen Tnsnsihuianssunazinaluladada
wszendltluynniadinyedians dwaliinnsnanlaunssuiunsinukaglasEseRnig
yunllng lesnsefugnisdussdimauiainnssumasiindnanuaunsalunsudsiulusedu
a1na (Omol, Mburu, & Abuonji, 2023) TuuSuyus Az (Leadership) WW3guiailou
naywaddgezduindeulfosdnisansafnndiuanuuasuudasasdvlnldegnedady
(Tigre et al., 2023) Immﬂﬂé"aumuajsmﬁ%ﬁahjLﬁma'qwaﬂiwwiaﬁaﬁml,wﬂiuiag
uidsdsnansynvogneBndeeduiiusnwsninsdinfuyaains dsdodudadeingeddmun
Uszansamlunmsuifauiazainuyniuvesynainsseasdnis Juyumaya & Tores, 2023)

MIANANUENTINTEIYARINSHBBIANTS (Employee Engagement) naneldunagns

o v A

drAgynvaeliesrnisussgithvinewazUszaumudnss luvasimalulagndviadundiunuiv
drAgglun1sdeans Msvhusindu kagn1sdnnismsneinsyana FeneliAniaanuiinieway
lonalnallunisaseanuyniuluesiniseaddvia yaainsiiianuyniuseasdinsaziiauyum
Yy selaufuRey wagnieunazsinasieassfnanunivsednsainiieliosAnisiaule
a8n9g98U
n1sidsuulugesdnisyandialiiiesasiennurnniesen1 e fu JULUUA LAY
| 1% Yl Y aa o .. . Y @ Y a Y a
wigasenaslniinsysannsvineen1a@dvia (Digital Leadership) Whiuaanusminuilumiass
A v A = Yo = o @& v ~ P v
Weasanuwetuviunatiauiisullas fihdsdndudesdianudnlaluauesiaziou
gousuluauuande sudadinsusumnagiaunagnsiveassanmwnaexlun1suf iR
MBeraUseavEANIaras19nUENTLYBIYAAINT IUUTUNYBIRIANTSEARTYIA
unAMUlsaufnwinuifinuasnguinegnun g UL UL (Authentic

Leadership) luUIUNY409ANITEARTYIA LNOFUATIZAUNUINYBIN1IEHUMUURNATINGE
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N158319AUENTUVBIYARINT LAzt LaUBRUINIINITHAILINIEHINRUULTRS TNz ay
dmsunstunioussdinislugafdvia iieliduuseleviserihesins Wnivnis uaediiedes
Tunsiilddszendldiiieasuadnass@vsnmuazanud5endiduveasdniseely

aa o

29ANTEARIINA

3 a

29AN158ARINA (Digital Organization) fenedafismnbonuiivhmeluladuld
Tumsufifnumidy winnefsesdnisiduiadoudiedeya (Data-Driven) fanubanguas
(Agility) wazysannmanalulagavaidiuinusssuwagn sz uun1sinaueganaunau (Omol,
Mburu, & Abuonji, 2023) SnuauisutetetinIsgaRaTaiiinuuanai1InesdnIskuUR LAY
oAl Ao maAsulassadanndrdiudu (Hierarchy) dlassadanuusu (Flat Organization)
Afunisnszanesiunanisdndula Welvaunsanovaussdenisilasuuvadldegnasniga
(Tigre et al,, 2023) mM3wAsuuladlasiadiauaznszuiunsvhaudng dwansenulaenss
AoFUkuUNMITIULarANLdTustasuAaInTlu 3 TfdAy laun

1. fiRgunisdesns Wisuannsieasmaiewuudins (Top-Down) Junnsdeans
aosauvuBealvdinuuwanoiuAdva Jushefinanusady wifthindenuimeies
“andayaduiiu” (Information Overload)

2. fddwiufiuazinar msvieuwuuEavy (Remote/Hybrid Work) vil¥iiduuts

greTinmsinulesind it Ssenadsnansenusieaunadin (Work-Life Balance)
WINTIANITUSIISTANISTR (Juyumaya & Torres, 2023)

3. fduaruduius Jiduiuduuuedouii (Face-to-Face) fianas o1adaualy
AuEngnitumadsaunazaailindassrisfihiudauantesas faduussifuddniign
8ALADINTENTNRALNLUINIMALY

nswasusugAdadailvimedanddumnalulad widulandsnu “au” fivinie
TWosAn1saastasanagnsindlunissnwianuyniueIyAaINTNINNa1anINLINRBY
lSnssuoni

AUHNNUVDIYARINT

ningnsuywdoyrains Aossduszneuiifinruddguindenudifaveadnis
Fatmsgnsflesdnianils 4 arussadmanglddidatu wdesendmnusiuiosulavesyaaing
meluesinisiu 9 venanduyaansdifesiinuamludiuaug erwaunsalunisviey
finudnuaziannsafiRnulferaiussaniam 1aud audnuasiiGonin “anuyniu
foaU (Work Engagement)” #1881 mazma%miwamﬂﬂaﬁiﬁﬂﬁﬂwﬂﬂmm (Schaufeli,
Salanova, Gonzalez-Roma & Bakker, 2002) uazaudnwaizfiSonin “anuyniusiessdnis
(Organizational Commitment)” ysnefs anzdiyaaaidudunisvetesdnis sessuilmine
8
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vuwnsvihadliuiesdnig wazdnsiosnsiduduniavesesdnis (Steers & Porter, 1979)
yAansifiandnwLeiansszn1Taiinginsand “$now fnosdnne” Fanideldnuty
ﬂmé’ﬂwmzﬁ”’qaaﬂﬂszmsﬁmmé’mﬁuﬁ‘mamﬂﬁumamsﬂﬁﬁamumamﬂﬂa (Christian, Garza &
Slaughter, 2011; Konovsky & Cropanzano, 1991; Moorman, Niehoff & Organ, 1993)
LLazﬁm’mé’uﬁuﬁ‘mqauﬁ’umm&u’ﬂaﬁ%maaﬂmm’m (Allen & Meyer, 1996; Shuck, Reio, &
Rocco, 2011)

Bakker (2009) lotauauuudnaasnnugniusenu Ineiiveduilugiuimineinsluany

YU v o

(Job Resources) iunsatfuayumadinsmniiiousamamunazitadudnym nsléfutoyadeundu
RenfumsuftRau mslalivinuziivarnvans wagmsiidasyluanu WuledeFusuniaziilug
AN dauniweInsaanyana (Personal Resources) fe dnwazvesyanatiuadlan
Tuwdd (Ootimism) faudeluuseansnmunianu (Self-Efficacy) annsadiulagauga
(Resilience) waziimnunianiilalunu (Self-Esteem) azianuaiunsalunislduseleviann
ningnslunuuaziianuyniusieniuas nineinslunuuazninginsdruyanaiisnsnatiuiuy
TumsreliiAnanuyniusieny deyarainanuyniusenufazdmwamaeuinsenisufifau
FsmsiiyaraiinanisufiRnuiifazinadeundu ilyaraannsaaiuairmineinsluany
wazninennsduyaaalifiuinntu uasiliAneugniutenufinmndusn

Allen and Meyer (1990) uunanuEniusieasanslaidu 3 Ussiam fe

1) AnuEniudee1sual (Affective Commitment) vanedia mmgﬂﬁuﬁtﬁmsﬁumﬂ
adaninueaiudunilwesesdnig Sasulussdns hilafiasumuazefienuliunesdng
nquiifiaenndesie nquianudesnsvesnalad (Maslow’s Hierarchy) naufnisuaniude
n"3daAu (Social Exchange Theory) agngufiondnuainiadny (Social Identity Theory)

2) AmnuyRUBINNsaMmU (Continuance Commitment) Manefis AsENRUTIAAIN
nshnfunTesyana nefiiugiueguuiumuiiyeaaliudesinig uaskansuumuiilésuan
03Ans viensiuiiamalstloviiiionsazguyidelumnesnainesdnis imquifiaenadosie
mqwamﬂzﬁmm (Reinforcement Theory) LLawqwammmﬂW?\‘i (Expectancy Theory)

3) ANTUBsT (Normative Commitment) nefls avayniiuiAinainnssus
Teuesliuseniihfiuazaufuinveuiazdesaseguazafuayuianssuvesesinissioly e
nouiiaonadosie nauinsEeuivnadanm (Social Learning Theory) Wagnguianinedyan
(Psychological Contract)

naufifitieatasfiuaunniuvesynains

2
aaaa U 4

luusunveseAnIsyARdia nalniiduinfeuanuyniums 3 TANTaududoudy

v

Wermnnmsiasuwlasweanmwindounisinu Weduasgingu)ineitesaunsoasung

[ [

wadnvesmnunnulugaRIviany 3 dRd1Ay fadl
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1. fiiduAnIneuazananeal (Psychological & Identity Dimension) gy
Sduturudesnts (Maslow’s Hierarchy of Needs) uasnqufiondnuniniedsau (Social
identity Theory) Fliftutn yaansgaddalalldvhaufisafionuifuasiiugu i
“n15lAsuUn158ausU” (Esteem) Loy “mmﬁﬁmﬁuﬁawﬁq” (Belongingness) U9494ANS
Uuyuraya & Torres, 2023) udagyaumaaniudl (Remote Work) Lwim'iﬁéiﬁwmmsaa%w
Faussaiudunsauarivinuiuynaing axviedusiy augnwuideersual lnevihliynaing
Snglawagynituiu “wusud” vesesdmsiafioududunivesdndnuninuies

2. fiigunsuaniUBeunazainuainnis (Exchange & Expectancy Dimension)
mwﬁmmamﬂ%uwé’mm (Social Exchange Theory) uagvguiainuaInnis (Expectancy
Theory) a8unssingruvesanuduiusiusiuuuluid ndife lugaddvia “dygila”
(Psychological Contract) laudsuntadly yaaInsAInnIIRudangu (Flexibility) waz
msatfuayuninenssumeluladainesdnis ileuanasufuamnuyumuasnanisufifny
ynadnIsmevauesaNaanTiifenugRsssuuarluddla asdioiaiuadne anunnwy
WBemsaamu lulandlvifesdesiudon uiduFewes “annm¥in” flesdnmsueuly Jeomn
naunuldenanfiau

3. ARfIUNTBBUTUAZNISIETULSS (Learning & Reinforcement Dimension) 1163
ﬂ’]'ﬁL%EJuiﬂ/l’Nﬁ\‘iﬂu (Social Learning Theory) LLazmqwﬁmiLa%mLsﬂ (Reinforcement Theory)
funumdndreesdsluaninuindeunisvianunuuseulat nainssuvesihiiduuuuedng
(Role Model) Tunslfimaluladednsilaosssunaznsdoansiiaiisassd azgndanauay
aondsunuulasyaanns msldeyatioundu (Feedback) fisiasinutesmanavia Jadunaln

[

gy lunsiEs LI ANTSUTTIUSEaALas e iaey ANRNNUGIUTTIagIu TiuaaIns3an

d
FudurnfoaifuazUnsouiiogneunyuesdnisfenuing
Tugeinaluladfdviaiiuniiunumddnlunsdoas mevihauswiu uaznisdans
ningnsyana dwalviinnuiimenazlonidlvy 9 Tunisasiennuyniuvesyaaing
walulagadaddnenmlunisdaaSuwaranvouanugniuvaantna (Tomar & Patil, 2022)
Tneiinansenu@suanlusunisdeans dalinisdeansluesdnissings fszdndam Wil
yaanslduindu (Mark & Muhammed, 2019) msvhauiigaveu annsavinuandladld uay
fvuanatiunsvhanuedls feliAsmuaugaszriedinnsiauesingn Wi
Hanalalun13vinau (Sarkar & Deo, 2023) AUNTHAILIAWEL Meunanlosumsieuieaulal
Higlunisnfaunasnnug waznsiauvinuelng o loagain (Bersin, 2022) wazdwmanseny
Feaulusnusing 9 nanfe sumsieas msdeasuuuAdviafnniAuluenavinliynainsidn
gnnesy Ldvans wazgadeiailun1svieu (Enders & Diefenbach, 2017) suudusiug
nedaay 819 lryeaInsvInUfduiusniedianuazanuduiusseniteyana (David &

Maslach, 2017) WazAIUANMGBNEINNATT FayaaInsungy 91akiannsaidmseld
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walwlaglaegradiui (World Economic Forum, 2023) n1snwidadeiiidnsnasaninugniy

LY v

AOMULAZANUKNTUARDIANITTBIYAAINT WU WeRnssunsTadudywvesiin 1Wulady

(YY)

fuanmnadenfiisiuialunisneinsainnuyniuiessdnis o3uielddn fadutyn
fidddresnaddumsaiiaussenanisihau fldulyniiaseglétdutymetned
Aogatiuanu Piewmde uatlvimuugtlumsihonu asihiuransianuiswe lasensdadudyn
(y¥e way wedduns, 2017) @enndasiun1iIdeves Malik (Malik et al., 2010) wag Robertson
(Robertson et al, 2017) nui msaduayuangdsdudysnduiadeniiansnasonumiy
BIANTT

mm;ﬂqﬂﬁuiuqﬂﬁ%ﬁaLﬁmmﬂmsuﬁmmsﬂ’mp&ﬂﬁuﬁgﬂ 3 sUsuuIEiY UpaIng
flunumdfgysianudseseadns TnefosdinunmaIuAINg ANENNNTD LavauIIOuE
wieunndnvzatuayunsiaueiuszansam Jsdagtulianuddyfunudnuas
ANUENTUAB U (Work Engagement) LLazmwﬂﬁu@iaaaﬁmi (Organizational Commitment)
Haduidenasronmuuniulaun niwenslusu UJob Resources) waznineginsaiuyana
(Personal Resources) meldanimuindeniifihaiunsanevausiniudesnisniadale
afanulinsdesiussuumsuanasuiifusssy uasfunuueesimlunisGous (Bakker,
2009; Tigre et al., 2023) lnguuuinassnuyniusenuszydl ninenslunuiazdiuynna
fBvswatamfulunsnszfuanunulazaimansynuBsuIndessAnsog1sdsiy

AMEHIUUULTIRE

uuIAA Authentic Leadership #13e nmwfihuuuuia3ell Bill George 81915691M
unAngdeeninge Wuyanausniiauelagsinglumiedede Bill George (2003)
Faltauddyiunsfunuiasiauiaues Msadeanuduiusilingds wazn1sdudi
shegae Inglsirnumnein mnedihidiuanseenlunsiigdussisaonadoaiunuidendn
waranfisufiduuduuvivesnuliiaenidouwuulasvioianadaduoulas fadufihdndudesd
aunszntinlunuies Wilafagaudeansouvesmuie simundnuvemies hlamuiosuazidu
fanusuinreunisnssimemuenane Tnsnssvintmnmansgyinvesmutuardssasroyana
souths wawdthiifinnefiuuuwivied avuananefividuinnshausaslunmsduiuiio
p819@0AARIAU (Intro to Authentic Leadership: Definition and Strategies, 2018) @anAdes
U Toor and Ofori (2008) Tarumanein iluyaratifinruguanluisanuasnisUssng fnu way
yamaduanansaiuslafseunseinlushuiden anuianuduuds aserindeunluiiiny
el mnumded ferwdengu Deouseamsssuaiesssy feeliausouimsnuld
pgniusEAnEAwglFUTIINIARMSTINATYSTIINRNN daNANTENUNIIUINGEBIANTS Wil
Hagtuuiunlanasasuly wiknAnnmzdiiuuuuriaiilinaiuwameiiadn Taedwls

o w

dAgyUsznaunay 4 93AUsznau A (Avolio & Gardner, 2005)
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1. Armnszwiindluautes (Self-Awareness) finuuuuviaiaiinnuidluagiedinia
Tuaauen A enunl uasussgdla Twdsqauds qadou wiourmsemiindamansenuiioy
Aetuviavesnuieuazlay

2. aulussla (Transparency) fiuuuuiaiuiiaudodnd [Wawe uazaidla
lunsuandeaniitnuAnLarALIEN

3. 9395593/Aas53u (Ethical/Moral) fhuvuuvinssdasiulunmauazdnnismis
Aasysu dindulauazdnliunismeniugnaes gfsTsy wazsuRnveusaransE U ARty

4. msUszudanaiiauna (Balanced Processing) fiilusiaseazsuilsnnufniiiu
uazysmesiviatnvians finsanegeseusunewdindula LidadntuoafvioauAniiudiusi

Tuusunvesdaaulne Ay guamin (2562) lavensanunndnuauyveaftihuuuniass
Wethedndain 10 Yszmaddy Tasannsaduunifunguiiteaudnauldisd

1. nguadnvazneluaues Usznaudtennudednd (Integrity) uaznisnszviing
Tunuias (Self-AAwareness) Fa.dusingiuvesmnulinngla naenau AuALELAIN
(Consistency) SeWingANAKAZANINTEIN

2. ngUinYEANENNUS AsauAgy AYNLUsIlE (Transparency) Tunnsdeans inws
n1s#ls (Listening Skills) 7ilanTe uaz nsliigaudn (Value) Auynanlusdnis

3. nguideriminaznisduindey firdesdl masjatiy, 9nTe (Focus) uay Fdeviel
(Vision) Aifaiau finsdsau Ussaunsad (Experience) Miiinonidlagau uazssais anudisa
$2uffu (Success) Taglsianitozlviasiniuiinnuy

nsysannsknAnanadiiuuuninedinan azveuliiiuinnsiuuunnaie
flfismguingfuan uidundnnsanaiuiu “auiduuysd” fallanudfyddlugadda

atalsfnu Tuusunvesesdniseandva liiamawddgdmnumnzauuazdediin

!
YoangFinsUkuuiaiSeuiisuiuguluudu Ingane “nnighin@davia” (Digital Leadership)

Lag “ﬂ’nzﬁﬁ’mﬁmﬁﬂmmaﬂ” (Transformational Leadership)

AsAAs1EiUSeuisu (Comparative Analysis)

1. Authentic Leadership vs. Digital Leadership Tu%mzﬁm’wﬂﬁﬁaa GHAAN
audevglunisénaluladuazinueidvaiioduindouninnssy (Tiere et al,, 2023)
AMmzfhuvuieindusjauiiudl “singruvesanalinnga” s1idsves Brunner et al. (2023)
Pidiudn Tuanmuandewaiiousds (Virtual Environment) fivnanisufduiusmnanisnin
“eulusdla” uae “mnuaisle” vesiiuuuwiss Wunguadrdyiiliyrainsndlalaway
SanUaensien1edninen (Psychological Safety) 1nndnANiaNIIManalulagiiesogie?

2. Authentic Leadership vs. Transformational Leadership LLﬁﬁ’jaaa\‘igULLUU
gsjsaausstiunale udgarsdifyie “gaiulinvesduina’ nngfinsudsuulani

nsididevimiienseauliiinnisiuaeunlas (Kotter, 1996) usilugafdvianininukuniugs
12
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(VUCA World) 3evimiraasuntaslinasnna nzgihuuuuiiasstedalosiu “Aiounelu
fisfuns” (Core Values) FuFsuiaiiouansiFeiiBamieislavesyaansldfnifludidings
(Avolio & Gardner, 2005)

agluIAauagguifAsfuaziiuuuwiass wuin anefiuuuuieTaty
anuddyesmsdugihiiuansesnagrsaenndosiuddonnazanuilevanvomulos lag
nszminilunues Wlagauds gndeu danudednd Wawe wavasdla rdhlundnmsmedasssu
w¥ousuilanazfiansunteyasgraseudu Tujduiusiugdusonnudlefsnudnvaus
duyanavesusiazau 1hlugenuthentilagdu nneiuuuuisssdsheiannanuduiug
fufaunsauazdsnadauninderoyaainsuaresdinisluszesen

UNUIMAIEHUILUULIR3UNSa 1eAAIRN N UGB AN TYARTYA

augnifuresyaans ferduiileddglunisiuindeussinsyanavialiussqiimane
vihunansnszuanmsUAsuaswnamallad firdunumddnlunsaiaussgdlanazeugnii
yosynaIng Tnglanzog1sds ngiiuuuwia3a (Authentic Leadership) Fatunisuansoon
flaenndosriunuAILALANNTBTB MUY AILHNUUILYISS axviousudnuazse 9 15y
punszrindlumues nafe fihiianudilalunue Yaulagaesuresmues danulusda
Fodnd \Uawe uaratslalunsuansoon fihdeshilunusssy 9305550 wazamgnFes uaziih

Y
@ a

Suilsmnufaiiy farsandeyaeg1seununiounsanduls AauUNUMYBINILHIILUULTIAS
Tuednsgpdvianiaulumennuvimme aagfiuuunrinstddvsnanenugniureIynang

lunanelld fail
1. a¥r9anulingda fuiiuanseenat1ausiase 953 waglusala azaseanulings

'
=

Tunyjyaains Jadusingrudfresruyniiu

2. wuadausgile fihiluanseendsenanjaiu Tdeviel uarlinuariuynains
wyrgiasuasusapelalunsieny

3. duasunisiidauson fuhisuilsmnudniiiu senfuaiuuandng Wienidla
TugnesugaudaveswuataziiilalumnuduimnuansyarauaziUalonaliildusiu sz
Tyaanssanidudnmilwesesdng

4. msduasuaugadInn1svineu furdeatnlanudeinisvesyaains atuayy

nsunganeu wagduasuaunaiinnisvineu

'
2 o o/

5. UgnileSmusssussdnsi@aunn fihiiaiulunusssunazasesssy axtaedgnils
FausssuesdnsfiBoromaadranugniu
6. msa¥rsanudiediululaniaiou fihesdeasedeiiusyansam afsanuidila
uazeadesiuliiuyaang
ANUANTUS TN MEMU USRI UM TYIANNSTIRRUN1591191U (Klenke, 2007)
hliyaeasustemmuiduniaforiuludn dilughanssuiiaenndesiusmuveausazyana
13
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TH5udanuddavesmuesuazgdu amsavinanudaudonedinuvesesdnis fihatansa
soumnEMIhLiia e furaiuasasevindauerhianuuinteudeunumiy «
dWieliAnnshauegediauduiiondn anggiiuiesadusuusiidmaniauinsgming
Fausssuesdmsfijaiumnudangusazarionelalunisufivesynaing (Azanza, Moriano,
& Molero, 2013) uananiidsdssaneanufnaisassfimussgdlanazorsunivasyaains
(Ahmad, Zafar & Shahzad, 2015) waAnssuvegiuvuuiaieiifirnusiunsaziinisdeuleaiu

[y |

fuAAveIyAnadzdNaliiinN sFeansienadaiuluign nan15338vas Thoti (Thoti, 2016)

b

v 1

guduin nsysannstindunsyhauludananviliyeainsidniinanuiuReweu daunisii
AauATtunsvie ilisandudiumiaasiinnuduiusnfdmadennuaniunifvesyuaains

9

7fineoAnis Pului@indiuda aseund wWisu uazguvuiiauduiusNudunsluuas

)}

LAMUNLIEEDINYBIAU (Muan & Mansour, 2007)
amgghuvuissadunniidduasinanssmuBauindessdng fuuuuusioss
firnszmiinilunuies Widla Te3esssuausssu uagnsUsznanafiauna Fahlugam
1ndla mnsgniiu wazUszavisnmuesesdnis nmsdansimssunssulayswideiifetos
wuhUU eI umMsaemuynfuseesdmsgaRavia lildvhmihiiisus
AM3USMSTRNTS wivihuthidu “fnarsmnsdninen” (Psychological Mediator) fidouly
yaansdfuesinistiu 3 nalavdn el
1. nalan1safreadulinnlauasImusssueuan (Trust & Positive Culture

Mechanism) lulanfdviaiufduiusuuumd@ynianas “anulingde” naredudadiieign

o

NwUULYRSsunuIma A lunis:

1.1 a319a21ul3a19lalulaniadiou (Building Trust in Virtual Settings):
Frensuanseandiiusila (Transparency) wazaiiawe (Consistency) FintganaLTkEdy
yosiunuszeglna (Virtual Teams) ihiviyaannsiiiladnmaylignionusuuivinnudundaiii

1.2 UgnilaTmusssuasAn1sideuln (Positive Organizational Culture):
nsBnsiuluaiesssuveaiih (Moral Perspective) \usingiuresamsssniivanasty Sadol
ynansnduansmuAniukay fanudunilauedndnis (Strengthening Leader-Member
Relations)

2. nalansidsundsuaznisiiula (Empowerment & Growth Mechanism) n1g

o

ANBUULYIATINSERUANMIRNTUR U saRESuAnan e supansiiaenadesiue Aadle:

2.1 dudsumlnuAnadreassanazuinnssy (Fostering Creativity and
Innovation): §infllian‘1ssuilsfoyaseudu (Balanced Processing) gosilniiuiiliiyaains
Ignnassazinauslodelny q Inglindrenuduma Jaduilavesesdnisuiuinngsy

2.2 suadrusegelanaznmsiidiusiu (Motivation & Participation): n15lut
Payadounduatneatilanaznisiiiasiniuraduvesiiy Yrenseaunsegslanieluy (ntrinsic

14
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Motivation) ¥irlsiyaainssesnisiaminules (Personal Growth) wagyjuinifienudia
YBIBIANT

nsalfin®) (Case Study): Satya Nadella @8laved Microsoft 1Judlngnausydng
vosnslinalnd Tnewnddsufausssuain “Know-itall” 18y “Leam-it-all” K1unsuang
mnuszuaLazidienidla (Empathy) Sedemalvimiinnuinanugnifulazsmiuduindeu
winnssuaupsinsnaunUszaunudniegean (Prakash et al, 2021)

3. NAlNNI3YIUINITTINAUNTIIU (Work-Life Integration Mechanism) unuv

'
v A

Tnifidfyfigelugadaviaronisgua “eanfiuangud” vesyaains:

3.1 dadsuaunadinuaznasniien (Work-Life Balance): HuUILUULNATS
finrudlalunnudesnisivainvatsvesyana (Individualized Consideration) Saafuanyu
auBangulunisvihau ieliyasnsanunsadanstindiusnazaulsognsasi

3.2 N1TYTUINITFINAUNISHI9IU (Work-Life Integration): 11nnI1uA
sutanan Aemsviliyaainsidniteudivindiaumang (Meaningful Work) uazaonadoriu
aruAluFinvessuies e uandliifufenmaiuiaie yaansagynituiveadnislugiuz
auRTLAfANNEYRITIn

a5UuuAn (Conceptual Summary): Unuasamziiiuuuiasdluuiuni 3edly

sdsnsmamalilad uifen1silu “gaBawmileannsensual” (Emotional Anchor) fiaimilen
yaainshiseanulinga anudila wagaruming viunatinszuannulasunag
vounalulad dsduvarifetadedueiinsuasuannineud “uaviinu” Wnaedunina
7 “gnvtunazyjumn” lifuosdnisedauiase

JaLauauUITINagNSAmTuNIINaILIA1ZELUULTRSs luasAn1SEARRNE

Mnmsdaanesiunumuagnalndieiu unanadvethiausiumansian 1z
Ui ailedaieiumnynituresynannslussiniseanavia lasudseondutoiausuurlussdu
I sviuesins uasiadesdleflanunsathluufoRlaase sl

eXp

1. datauanuzsziudun: nswauiauesgarudy “fiiriufiaie” (Leader
Development) giilugadaviadoussimunanssauznelufioadianrandesiunnfiau:

1.1 msenduaNuaseniinilunuias (Self-Awareness Practice): #1131y
i3asileaziounudn (Reflection Tools) Wy mM3deutuiinlszsiu Journaling) wiannsiln
af (Mindfulness) Wlod1519015unluazonfvewmuasieunsinduls Jwstiodfinuszansnm
lunsussananatayaseeauna (Balanced Processing)

1.2 msBeasdaeanuailaniudendvia (Authentic Digital Communication):
LﬂﬁaugﬂLLUUﬂwsﬁaawsawﬂﬂﬁié’m'ﬁm‘ﬂums “@3eq” (Storytelling) ﬁLLamﬁﬁé’aﬁﬂﬁﬂ'zU@jﬁ’u
auieniila (Empathy) iieanszegiamsannuidnluiiuiaiou

15
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2. YaldusuuzsEAUBIANTS: Msadneszuuinauisauliangla (Trust Ecosystem)
psdmafesUuAsuinusssuaruloneifiedelinmediinuuuiasuona:

2.1 msad1epnuUasnfeni1sdnane (Psychological Safety): dala3uinIusssy
foeuduanuiiemaafuuniFou (Fail Fast, Learn Faster) fhszdugesoadunuuagnaluns
Wameanudummvesuled ienszdulyminaundAnndsininns

2.2 ulsvienisinauiidanguuasitiunadns (Result-Oriented Flexibility):
penLUUTEUUN T uAlidaszuiyaanslunisuImsdanisna (Autonomy) lngiana
finrdidavesuunumsasna fsagvioudsrulindanazmsliiAesAgeiunasiu

3. insasiladmIunisiauinazdiiuaza¥reanuynivu (Tangible Tools for
Development) tilelrinsiiuunanlugnsufiiAanadugys esdnsanansauszyndliiedosle
dawiolud:

3.1 wuuUszidiunaziuuy 360 a9 (360-Degree Feedback): lHiilaaziion
amdnwalvesiihanyuuesesgntied ileusamanu wagimih ileangauen (Blind Spots) waz
Wananuaseninglunuies

3.2 fiaN3sU “Reverse Mentoring”: Walonalviguinisseauaaseuiyuyes
uazvinuzAdaanninauulvl eantesisszniisuazaieanudlaluanusiomnisues
YAans Gen Z

3.3 TUswnsu “Digital Detox & Empathy Workshop™: Aanssuflnausudiiiu
n13flv0e198nTs (Deep Listening) waznisdmuinanlaniaviatnnsm itestusanuduriug
JEWINUYBE

unagluazdaiauatuzdmiunisideluauian

Y o

AHTNULUULYIRE (Authentic Leadership) flailutladeingndmsunmsasisaugniiy
yosypanslusdnisyadvvia lnevihmihidusnguvesanulindanazusadumalavinunans
AudurIunIanalulad egalsiany nsduwfeiluvssendldddesmddsusunans

YDILAATDIANTT

dadninuazauIdeTuauian

unANuEFLeTgiuAnnUiunanadundn Ssenafiannuuandianinuium
Juussiuesdnsingifdnvareannsilauaysruuenla Suauouuglill nsadedeszdng
Tuvunlng ilefnwrivinusssunsdadeysyansuavesnmzdinuuuuriaisodils uenaini
MM IFnwIIeUEUTEnsEnine agdiiuuuwinssiuaazguinuuadnia lugnamnssy
ATNENe WU gIRaaminsnalulad (Tech Startups) Wisuifsuiumienuniasy ells
psfmusiomeinzauasi iU s londldAs du
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gisy1 4A191301, AnzATANERNT unInendessigrdinuaeuds

undnga unAdw i auenITInTIsiFaITINIAEITUN s ITIRIOUSY (Quantum
Leadership) afunszvauiadlnaivesnnizgiiimnzausunissanisesrnslugn VUCA
(Volatility, Uncertainty, Complexity, Ambiguity) yag@1851ng1149 19999310 NEnam WU
uazuLIBRYn31INITu 18UA Danah Zohar, Porter-O’Grady & Malloch tag Zaleznick
UNAIAIATIZINISIAE LR LI NN g YUY (Newtonian Leadership) ik
nsmavguiBudunsalig Quantum Leadership iiuna’sn awauius uazindrin
tlRUssnaunan 5 #u Ae S9aidn (Consciousness) Aa1udauled (Interconnectedness)
AIUARATNATIA (Creativity) MTAAINTZUY (Systems Thinking) kagIAa1INNAGTTHLAE
In31as (Moral-Spiritual Awareness) unAmUNaUENITIATIEATIENUA UMY 8N
lawanns Quantum Leadership lunisaanisauAamimevadlan VUCA unazili wieusoen
myiluldluesdnsnisiiny uasdeiauauuziianagnsarvsugiienlnalunisimuiesing
Idulpegdedurunarneuluuueu

)

AdAny: nazgBenleudu VUCA Indrin anueules niegin

Abstract This article presents an academic analysis of Quantum Leadership, a new
paradigm of leadership appropriate for managing organizations in the VUCA era
(Volatility, Uncertainty, Complexity, Ambiguity), erounded in theoretical foundations
from quantum physics and the concepts of leading scholars including Danah Zohar,
Porter-O’Grady & Malloch, and Zaleznick. The article analyzes the transition from
Newtonian Leadership, which emphasizes linear control, to Quantum Leadership, which
emphasizes dynamics, relationships, and consciousness, through 5 core components:
Consciousness, Interconnectedness, Creativity, Systems Thinking, and Moral-Spiritual
Awareness. The article provides an in-depth analysis of the application of Quantum
Leadership principles in addressing each dimension of VUCA world challenges, along
with examples of implementation in educational organizations and strategic
recommendations for contemporary leaders to develop organizations for sustainable

growth amid uncertainty.
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UNiI

TanluAnissun 21 Adaaduiunisidasullaisasitasdudeuautnivinisias

]

'
=

ﬁu%wwsai’wuaumﬂl,%'aﬂqﬂﬁdw gA VUCA Fadufgennain Volatility (Anuiiunay), Uncertainty
(Aulidutueu), Complexity (AMugudau) waz Ambiguity (ANUARULATE) ﬁ’]ﬁgﬂi%ﬂ%ﬂmﬂ
Tnonesmanigeusnlutamamssy 1990 eusservanmnedesmdsasasuduiidulde
Anuldiue (Whiteman, 1998) uagseunlagniunussgnaldluenisgsianagnsanyiagie
unsvane Ing Bennett and Lemoine (2014) slvidnfloniidniauvesusiasesiusznauves VUCA
Lardliduinesdnsse q sudesdnnisine Feclfuildonisanuasiinmsiiiunueeis
fugnuisufleduauimemend

TuuSunesnisfinu arwvinevesyn VUCA Usingdnauluvansdia dausnisiaun
welulaBAdviafifonszlanegasnEs mavdsuulamesnudensvinuylunaiauseny
AnusannvaIenIsdisauuar Tans e Beuiiiuty laudsanuaantailidniauney
uwnnsaiuvesidiladiude (Schoemaker, Heaton & Teece, 2018) lAN13AINTIEUIAYBN
Tain-19 AdulfanudnwilandeuddsulugnsGeunisaeusaulainielunandudu u
Fregeiitanuvesruinuiiosinsnisnwdeanday (Williamson, Eynon & Potter, 2020)

a [y o

93AnsNIsAnwTsdeunTgyiuarudndulunisusudsunsgluuunisianisdeunisaou

o

'
P Y o

1AS9E51989ANS kaTNEANanABN TN TN 1St URAB UM SWRsULUadlaageTiusyanSHa

o7 Q]

oghdlsfinny amgfihuuudaiuiidnngiumnannssuiuimifafuieou (Newtonian
Paradigm) daesesAnsiasiouiaioadnsfimanisalld Inewunsmunuuuuuuasans Tassada
Seutuidany wasmsinauladadunse Mdundytudositnetisininu Wheatley (2006)
Tunilsdede “Leadership and the New Science” l@in1n¥iansaiiuwinian1ssaniswuy
Fanaln (Mechanistic Approach) Thagldnalugpgmanvingsu ndunaneiduguassadenisuius
Tugaiiauliviueunayrududoutuussingu luvhusudeaiu Unl-Bien and Arena (2018)
Pduhnmsmeeumuauynogannausnadliifisuslifiseanue uidasanudens
somnuanInlunsUsusvesesdng mefndulafiiudunsauaziuuundinnnisalld Jaae
Dugaudevaeniizgg UUURLAY ndunaneluguassasionsasnsuinnssuuaznisuiudingig
agosifduduluga VUCA

¢ewnil Quantum Leadership Ssgniiauslugugnsoufalusidimniunioedi
fwsngauiuuiunvesea VUCA Tagldusadumalaannnisufianennudaluii@ndaous
(Quantum Physics) Faasuanudilavesysen@ifeidussaumavesenunduats Zohar
(1997) fynidnuuadad efuredinisihudnnsanidndaoudumuszgndldiunzdin
Llivunetanisiigasnainermansulilaense usiidunisld “guungulue” (Metaphor) wae
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“Udnn15An” (Thinking Principles) a1nlanmisusuananelistilanazdnnisiuannududou
vodlanfiunudaireiuldity nmsBeukiuidnnefnsdisuannsuesesdnaduedesdng
ﬁﬂqﬁuazmuaﬂéf lﬂejmsuaaaaﬁﬂilﬂuﬁzwﬁﬁ%ﬁm (Living System) fiviiulusernuidonTes
aulduiiueu uazdnenmitsenisuanuass (Porter-O’Grady & Malloch, 2015)

Quantum Leadership Lﬁu@mé’ﬂwmzé”lﬁ’zp,wmaﬂszmsﬁaamﬂé’mﬁ’msimwa
venuvmsluga VUCA laud andrilnwaznisnsentinilumuies (Consciousness and
Self-Awareness) Anudonlaeuwazauduius (Interconnectedness and Relationships)
puandunaznislinsuanudululsvanama (Flexibility and Multiple Possibilities) n15a319
ANEAINTIUHIUNIINTENLEIUA (Shared Leadership and Emergence) hagandninidienasssy
wazdnieye1ad (Moral-Spiritual Awareness) aaﬁﬂﬁzﬂa‘uLumﬁﬁﬂﬁﬁﬁwmmsaﬁmNmﬁﬂs
ruelaiuiueuldegnaiisyavina Inglinersumuesmnogns uiaisanmndeniidaeiy
TAnNsEeus MsUiuf uazuinnssueesioiiles

unauiiaviiauensieseidadnifeatu Quantum Leadership é?uwis’mgm
manguiilasudvsnaaininivinisddiyegns Danah Zohar, Porter-O’Grady Wag Malloch
59U Abraham Zaleznick lUaufismsuszandldasnusenaundnvad Quantum Leadership
Tumsdansiufidsing o ves VUCA Tussdnsmisinw Taefidmsnedteliiinnisfnuanuise
thunAniluimurueuaresdnsldeguiugusm ileassosdnnsfinuillsiiisausogson
uAsivlaLazanansemuidsuInsoiSeunardinnegadsdurinunansanaliuiuey
yalanuns VUCA

WUIAALATIINGIUNMNA B VB9 Quantum Leadership

Quantum Leadership Huwurdnnisifinauniuainnsdauasizinsyuiuria
Yosiniynsateyinu lagldndnnisanildndeeusiuduguungUlueluwi@na (Metaphorical
Framework) iflgaSuienatmuasosnsgalul mahanudlannguisiosiansaniuunan
Wl 52UV harnainvUananu

nMsdaaseiuuaRnaniindvnstu

WUIANYBY Danah Zohar ndinuazUeyayiniadndsyeuind

Danah Zohar (1997, 2010) tni@nduasinuivgyivniewsiu Wugunidnuuifn
Quantum Leadership tag Spiritual Intelligence (SQ) W unilsdod AL “ReWiring the
Corporate Brain” Wag “Spiritual Capital” Zohar (2010) taueinuywdilayan 3 seau laun IQ
(Intelligence Quotient) %’ﬁL‘T;JuﬂfgzmL%qmamal,l,azmiﬂs, EQ (Emotional Quotient) ?ﬁuﬂuﬁiyfm
NITUAlLAEAMNANNUS, uay SQ (Spiritual Quotient) %aﬂuﬂzymmﬁm%iymmﬁﬂu
ANNANNTAIUNTTTIIANNNINEY AUTEANA LazAATlLTIN ALLWIAAYBY Zohar (1997) 1
1812791 Quantum Leadership ﬁEmnwﬁﬁwﬁmﬁaﬂzgmmﬁmﬁmwmﬁuwé’ﬂ lnerunataudy
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Hudfitindiinseugs (High Consciousness) insgiinlunuies Whlagauruazaudevo sy
og9Ends Weulsstuuiuniniiaty adeanumnesi wagndfisiudsuulasnssuausia
@15 Zohar (1997) wuada Quantum laldnunedisnisiignsmsii@ndunld weidunisly
“nszuruvirdmeusi” (Quantum Worldview) fifumnsiliinvuou arandululsmanenis uaz
msfidsinassmnundusseiuiadiinveas,

WUIAAYS Porter-O’Grady & Malloch anzgiiluszuuiifidan

Porter-O’Grady & Malloch (2015) Lﬁuéﬁ%m’;ﬁﬂ Quantum Leadership 1Uszans
Tfluszuunisquaauainegiaduszuu lunmisde “Quantum Leadership: Building Better
Partnerships for Sustainable Health” L1131 Quantum Leadership Junsdeusinuainnns
upssAnsidy “1a309dns” (Machine) Tgnsuesesdnsidu “szuvdifidin” (Living System)
Porter-O’Grady and Malloch (2015) dauanannisdingy 4 Usen15vae Quantum Leadership
Ao ArmlussAsan (Wholeness) Mussasdnsiduszuuinndudonlosiu armduiug
(Relationship) finnudi§avetesdnstusgfuamuamuesanuduiusinnnitlassadimie
n3zUINT NEsLarNsIvavestieya (Energy and Information Flow) Titfunisaidlvimdssy
wazdoyalvadeulderaailussdng wagnaifinduvesddlui (Emergence) fiusnnssuuas
maufdymiistuannsuffuiudvessyuy ldansounudonueyldvmn

WWIRAYBY Abraham Zaleznick AMULANAINTENINEIANTUAZHLN

Wii31 Abraham Zaleznick (1992) agliilanfia Quantum Leadership lagnse usikwiAn
94 Zaleznick WRgrfuANauAnAsEIng “ginns (Managers)” uay “gi (Leaders)” 18y
snguddgivinliisudlatsenudndureannegihguuuulnl Zaleznick (1992) 5u1e7
{¥anns (Managers) jatiulufl “nszuiums” (Process) mssnwiiafiosnw waznsuitlaym
Aflogogaliuszansnm luvaigh i (Leaders) sjaiuluil “au” (People) waz “Idovienl”
(Vision) a¥1ausetiuanala vhmsanetagiu wazdminisidsuulas Zaleznick (1992)
nafiduisnuddyesnnudnnisiniyaias (Spiritual Depth) lunnggih laeaniy
TugeilanisBeyfuingrannuvneuas Ingilen luga VUCA asAnsmsinundosn1siin (Leaders)
11NN I1E3AN3 (Managers) insigaraimglallaiiesnmsvinnuiifoglitssavsamannt us
Hdunsusunisuaraisewanlndfiuandnsluainifin Quantum Leadership danndesfu
WWIRAYRY Zaleznick lunisuiuddevienl Indriln wazanuduiusiedniugau

59NN Quantum Physics (WguuaUlue) uazwainasdns

n1sidla Quantum Leadership suilugesdilandnnisiugiuainidndeeud
fgniianliifu guingUlueiBauun@n (Metaphorical Framework) Tun1seBungsssumives
MM311096n Wheatley (2006) aSungivwdnnisnismeuduiidndanunsalidedlalvlieniu
mMavinuvedesins Instanzlugafianuliniueunazanududeuiuussingu vannsddy
NnMquimeusiufigniuuszgndldlu Quantum Leadership Uszneusendnainalsiuiuey
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gaslawwddn (Heisenberg’s Uncertainty Principle) figouitauliuiuewdusssuvfves
anuuate Wiliteunnsesiidiosndly umngnisaimssiudeu (Superposition) ioyniaaunse
aglunarganiugniondu asviouliiuinanudullivanemdiogniouiulussing avuianu
(Entanglement) fiuanslyiiiiuindiuvesesdinsidenleafuogisdudou uaznavesidaunnnisal
(Observer Effect) inmsdanaiinasedsiigndana mneanuirindudunilwessyuuiiiaviwa
sonnuiuatsvesesdnsiuanudtla amde uaznisnszvhuenu (Porter-0’Grady &
Malloch, 2015)

WAIIULAENATNTUIZUUDIANS

LLmﬁﬂﬁ’]ﬁzgﬁﬂUizmwﬁqmm’?xl?mémauéfuﬁamiuamﬂ?ﬁlﬂu “WA9U” (Energy)
LAy “AAW” (Wave) 11nnin “Ing” (Particle) final Wheatley (2006) o3u1enasdnslalalasaadng
Fudes uadu “awundsa” (Enerey Field) 1'7im?%aulmLLazLU?{auLLUaaaqumaamm TuesAns
N wnAadmneeuiiausssesdnsFoaummdsny TOYARBNSINY UALAUNIY
uaz9aUszasrLiundsaiinsands Porter-0’Grady and Malloch (2015) ifuingihanoususes
Wlannuvesnuldlints “auauau” widunis “d9an1swaany” (Managing Energy) Tiilvia
TWlufimmafia¥eassd dvnefensairsanimuandendinudaninds (Energized) fiusstuaala
uaznFeuvzildiusmegnadiud

M19197 1 NFAUATILYITINGIUNG Ve Quantum Leadership

unAn/undmael | wuAanan dnszdAgangug Weezdanizdin UnEId1984
WeA2DUAY

Danah Zohar nddnuae | uyuddlaen 3 seiu | iindeudufenl Zohar (1997);
(1997, 2010) Joyeyn9qa (IQ, EQ, SQ) Ine SQ tlu | “Fndriinseiuge” i | Zohar (2010)
ReWiring the Jeyayeu JEAUGIER Fiaje/loy Woulsmuaiusyuy
Corporate Brain, | (Spiritual fuidlanaurn anamune | lug) wiupnumung
Spiritual Capital | Intelligence: WazAUTTAIATDING yasnsiasunias

SQ) fAnsey avvieud wazarandauaniy

“NITUIUTIAUAIDUAL” | DIANT

Aiunnuliniuaulay

AanudulUlavalenia
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unAn/undamgud) | wulRanan a1srdnAangu)) Wegzdanizdin M LELREGE
WeABUAY
Porter-O’Grady & | 9eAnsluguy | aeANsADIEUUNATH dimeusudeuly | Porter-O’Grady
Malloch (2015) | svuuilidin | finndaudeslostu B “IAMINEN” | & Malloch
Quantum (Living System) | (Wholeness & 1NNIMTAIUANAY | (2015)
Leadership: Relationship) W&wu umsidaiuiliian
Building Better LLax%agaﬁaﬁawéaLgﬂa mM3Beus nslvaves
Partnerships for 35UV (Energy Flow) Joya uarn1siindu
Sustainable UINNTTUNAIINAIT Yol
Health UfdunNus (Emergence)
Laflgn1smuny
Abraham ANUUANAN | IANISHINTEUIUNT WUIAAYBY Zaleznick | Zaleznick
Zaleznick (1992) | sgwinagdans | uaziafiosnin vaizdifu | adfuayuuuimnaii | (1992)
Managers and | (Manager) way | sisjau Jdesimi uazuss | meuduiueagiiilu
Leaders: Are f (Leader) | Jumale Wiuanu@nne | gruggasnesmnuming
They Different? INYYIURAZAINMNY | (Meaning Maker) hag
lutin HanUsznieTeiaa o
TuesAng
Wheatley (2006) | venaa anuliiutueude Ve RIEHERN Wheatley
NANNIFAIN Taiwvueou FITUYIRVBITLUY gousuAuliLUueu | (2006);
Quantum Physics | mmgausiu - | Annaselilafiiies UDLTUANEAMN Porter-O’Grady
(BeguangUlue) | uazmnitaity | nilafen yadanluszuu | wanemis waglings | & Malloch
(Uncertainty, | fianuduiusiu fihde | vesanuduiusiiie | (2015)
Superposition, | dunilavessyuudiil a$1ansasuula
Entanglement) | 8nswananaans
(Observer Effect)
Wheatley (2006); | asdnslugnug | ynasfewdaanud VREPLIIE LN Wheatley
Porter-O’Grady & |awnmdsnu | wndewlm Sausssy “Fuipdeundsy (2006);
Malloch (2015) | (Energy Field) |¥aya wazAnumngfe | BN’ a31ause Porter-O’Grady
WUIAANAI LAY fanasluesfng ns Jumnala wazviild | & Malloch
NaInoIAng IN1TADNTIANANN | 0IANTHTINTN (2015)
(Energy wasu lllwnisaivay | (Energized
Dynamics) Organization)
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1N NENATIERIINGIWNGYHVEI Quantum Leadership $194UNUIT Quantum
Leadership AonmggihiinesesdnslugiusvesszuuiiTinuazndany wnni lassadrenaln
;ﬁﬁwmauéfuﬁmmL%ﬂiﬂﬁﬂ%ﬂiu%mﬁwﬁﬂ (Consciousness) MUaan193ndgeyia (Spiritual
Intelligence) Wuuiielumsduindounulagssuu afvaugassninaeua 01500l Anen ua
pousuaulaiuueulugiuzlenaresnisGouduazuianssy uundeddndunssuiuimdlnl
(New Paradigm) Finaunauamansuisiidndeousudfumansuiinisuims eadranne

o

AinPEangy waln wazildrdnmadnigaalunisihernsganudsdulugn VUCA

29AUSZNAURANYY Quantum Leadership

1NN1THAATIENULUIAAVRILNIVINITUALNANNITIINAFNAAIOUAN A1U150T8Y

'
=

a3FUsTNOUNANTeY Quantum Leadership I 5 asAuszneufiddy Fausavdudanudonles
LazLEsIaS e uas iy Porter-O’Grady and Malloch (2015) s3uneinesdusynaumaniidu
viladfayivinl# Quantum Leadership uanaaInLLIMIeInEihdy 9 wazdianumsnzas
funsdansfuamuvimeluga VUCA asdussnautia 5 dlalldvhauuendu uddonlosfudy
sruvesATIiazviousssumAveslanmouduiitiuanuduniafouasasduiusiBana
(Wheatley, 2006)

9aAUsEnaudl 1 Indniin (Consciousness)

3ndniln (Consciousness) Mneannignsmsniingmuiesognsdntisluguariudn
913ual AR uazInUsasdveIMIiisieg Tudisdilahmueaduduniewesszuuiingindn
(Zohar, 2010; Porter-O’Grady & Malloch, 2015)

Tuspmeswesnnziiiidimeusu Indrdindunssuumsmeluiideslosnisiuimies
dhugamnevesmaluiiedsauna finfiidnd1ingseziinlanuvesmuiesenstaiay
fitnelunisviauiiuag asznindanansenuvesnusieddy wazueaiuaudenles
yosnadludeesdsin (Wheatley, 2006) Fsdndriinvimihfdundstuindouneluiidmasio
mailuszivan Tnevielifihanmsaairsusstunalaungdusinuannuside anudnle uas
anudenlosniensual Suvisuailouaunaumdsnumeuiniiuivensanaelugssuuseutis
duaSulinsidarumneuaraindvinaosainds

94AUsENBUN 2 AMuBexlEs (Interconnectedness)

audoules (Interconnectedness) Aemsnsgniinfuaziinlafsanuduiusvos
ynesiUsznouluszuy ilussduyana fiuau aadng uazdsa lasuosimndsduiusuardma
fofueg1eudau (Wheatley, 2006; Senge, 1990)

wadadffiugiuanndniandaieuduiieduisdmnadludnsaianuiasiuiy

6 1aa Y o

(Quantum Entanglement) Wauszanddiiivean1izgin guridinlaanugeslesaglivesdym
WUULENEIU LadzaszutnInn1sindulaunazassdamanassuulaasin (Porter-O’Grady &
Malloch, 2015) AUWRNlEAIEEYRUTINTTAS 1Az TaLEEIAUFUT LSRN Mgl
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LAZAEUDNBIANT WL N13a59ANUTINTDTENINMINENU NsdLasuNIsTdINTINvRIYITY
uazmsuaniasunnusluieietngivdn (Wenger, 1998; Harris & Jones, 2018) fundisina
drlalundnnsiannsalingdwosauduiudidunalnddalunstundouninnssunazns
Wasuwlaadeszuuldegieiiuszdnsam

93AUsENBUT 3 ANUARA319ETIA (Creativity)

ANMUANES19855A (Creativity) manefs anuauisalunisueaiuandululale
MSHANNATUBIAANLITUANGNS MsfaudasdsidieglmAnauelnl wazgn1sBeuiainana
Suwaiiewauuwnsiifniuiu (Zohar, 2010; Rigby, Sutherland, & Takeuchi, 2016)

Tuyuuesveanzfindeeneudiy mnuAnassassannannisnserindernudulule
vanemaiisssegnieniiu (Superposition) fifisldnunirfananaziliaulnAnanainvans
yunes wesrnuAanatnlulenalunisiows wazduasuliyaainsndrfnuasnamaaey
(Edmondson, 2018) FsaruAnasisassdlussduasdnslildtuegfuyaaalaypaants udidnan
nsuffuiusveayaansiiinnuAavannvane Taedihilunumddnlunisairsiuiivasnad
n93nla (Psychological Safety) titelmnauausauaninuAaiuliogsdaszuayiiila su
thlugmsifauinnssuwaznsdsuudandeuinnielussdng

asAUsTNOUT 4 N1sANBesTUL (Systems Thinking)

M3ARBAsTUU (Systems Thinking) M8 AIINENLNIAINITUBAAUNINTINVBITLUY
NSAANUANTUSHAL ATV IVARALHA 1INNIINTTUBLRNZE g BV BN Tl NN
(Senge, 1990; Wheatley, 2006)

FrhifinnsanBsszuvazidilaindsing 9 melussdnsiiaudenloauazdnaseny
agneEnTs nswasuntaslugiulndrumilsdondmasediuduluszuu (Darling, Parry, & Moore,
2005) MANEIAYUEINTAATITEUUUTENDUMEATITNOUAUANUFNRUSLINAINEIUUTEN DY
nsnla2995teunau (Feedback Loop) n1sasyutindeauanti (Delay) wagn15AUMNT
9nAUINYBITTUU (Leverage Point) ?zfqL‘fJuGi"]Lmﬂqﬁmmaaa%ﬂqmaﬂizmuqamﬂmﬁmﬁﬂuuﬂm
\ieadintes (Porter-O’Grady & Malloch, 2015) reliifinueuiiunaszezeniveansinduls
dlatlafeidenlosssniteyanauaznszuauns uilutamlinssgn wazaiunisasuulag
Balassaiefiaenndeaiunainvesesdnsluga VUCA

eAUsENaUTl 5 IndriinBennsssunasindnias (Moral-Spiritual Awareness)

IndiiniTansTTuwa Iy (Moral-Spiritual Awareness) M11809AILAINNTD
Tumsdeuleansuindnena 93us55u LargaUszasdfiganinausglovidu oadanim
Anuuazansnluesinswazdnu (Zohar, 2010; Zaleznick, 1992)

osdtszneviiieifuudiuddyreannefindsaoududivilinisihilenumnsuasnds

'
Y o aada o

AN Rnd inganasTsasiansannansenuvasnsanaulasediidladiudsnniie 8adu

e

Tundnns liuseiiuszueusiaasesssuienatsslevidimm wasneannizgundunissulddd
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Tygjninnuies (Darling-Hammond, 2017) wenanil giiéafieusFnuniafertuddu (Sense
of Oneness) Wagilnmingai (Compassion) findnduliiasdsnuuisnaAuazauauga (Gay,
2018) Sndnilnduitadudufiamsasesauditaeiihannsadadulaldosagnioaudtluaniy
ARULATD

9neiUsEneauIa 5 ¥es Quantum Leadership luil@iiiunisegnauendu udidenles
LLasLﬁuamuﬁuLﬁuizuuaaﬁsauﬁﬁwai’m (Wheatley, 2006; Porter-O’Grady & Malloch, 2015)
Inddndusingruivilifinseniindaudasueadunrudenlos audeulesiidns
PredaiuiliiaauAnaiiassd nsadsruuwinihidunalndnssdeumisdnadsasse
TAnnasauzUsssy wardndindnussavimihfiludufianseiossalimnnsiaduls
oEunANLgNARILAZALAN (Zohar, 2010) faiiu fihifinngdihuuumeusudslalegiiingfinssy
Tunsmuauszuy widugifinnuanmnsolunsadne “wdassarmidonles” fvdedesszuy
Tiissegshonuming anulinds waganudsdy

A1319% 2 @3UN151989AUTENOUNANYBY Quantum Leadership

29AUsENaU AUNNENEN AasuneLiaAy M GELEEGE

1. Indniln amrnanseniiniaues | Indrdndusnunansweanazdin | Zohar (2010);

(Consciousness) ognadnddluduniun | Bemoudu delifiindonless | Porter-O’Grady
91510 AAT WA anudusnuiudminenisyt | & Malloch
UszasdveINsinseey | dmnusiunmnanu Whla (2015);
sudamsidiloiiaues | nansznuvesmuseddu uazains | Wheatley (2006)
Wudunilavesszuy nRswduIniiusruuseud
lygjnn FrhiTamdriingaazanunsaaing

wssUuAalakarMRUATIANI
9IANslAgelinuAILaL
AURIY

2. anudoules nsaseningnaning audenleadundnnsddy Wheatley
(Interconnectedness) | duusuazanuidenlos | anfidndesusuiivandlidiuin | (2006);
YoeyNeIAUsENaU yndsiaiuiy fihnieuduses | Senge (1990);
Tusvuu filussduyera | esdnalussuuiiidin luuendau | Porter-O’Grady
fluau 09dng uazdny | uiideulosuazdsnadetunaziu | & Malloch
Qﬁwﬁvﬁﬂwﬁﬂmsﬁ%mmsa (2015); Wenger
A59A3RUNEANNSINGD dnasy | (1998): Harris &
mnmmﬂ?aummif LAz Jones (2018)
asfnsognesdiy
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29AUsENaU ANURUIYNEN ANDSUNLNULAY LVE981999
3. AMUAREZNINETIA | ANAINNSRIUNITERY | ANUARES19ATIATAIDUAY Zohar (2010);
(Creativity) winanudululalyl azviounsnszutnisauduly | Rigby,

HALNAUATL TN
Anudasdanieglvilin

Tenanens (Superposition)
gihdanudnasassAasdaiu

Sutherland, &
Takeuchi (2016);

(Systems Thinking)

WUAMSIN ANUFURUS
WAL IITVDUMRUATHA
Tusguu 1nnINNIsUBY

AuATly WagSeuian | LnARIINVIAINaNEEI Ad1 | Edmondson
ANUANLAANDES 7NAADIAIVY LATUDIAINNAY (2018)
-:l'ddz’l [ a % ¥
WUINNRTY wanlulonalunisBeus a1
yssegnAnvasndeniednlawas
WwareMsnWInnssuluasAns
4. NIAAYITZUY ANansatunIsues | MsAadessuudieligiidila | Senge (1990);

WaInUDI0IAUTENIUAN 9|
MeluseAng wWiuauduius
FENTNUVUALHE UATAIN1TTEY

Wheatley
(2006); Darling,
Parry, & Moore

a

wazInIguayred

(Moral-Spiritual

Awareness)

Wenlssnmisenae
38555 UarAUTTaIA
figsnimausslevddu
Wleairsmnfnuuas
AuATluBIAnIUAL
GAGH

Wesdiugaenie 9nA1uin (Leverage Point) 7 (2005);
WANISaaNIZIT aamansznulsnn funfivinue | Porter-O’Grady
Havanunsaudtymiddasase | & Malloch
IFoenedfunarannadnafesain | (2015)
nssmalaszevdy
5. Indnennsssy | mnwaansaluns osdsznauilifumlaves Zohar (2010);

°

Quantum Leadership ;:\Tm‘ﬁﬁ
IndiinBsnnssanazBariu
Tundnnis dennusuiinseuss
nansznuUluendg warueansia
Hunns “Sulddsiilvgjnina”
findnuariadiusaiunala
Auviads areTnnsTsuAnsTI
warduindouefnsdeAmng
warANSIBy

Zaleznick
(1992);

Darling-
Hammond
(2017);

Gay (2018),
Porter-O’Grady
& Malloch
(2015)

Quantum Leadership fiun1sannisanurinnigvaslan VUCA

Quantum Leadership {unsaunwidnfineuauswsiaaninlanga VUCA FaUsznausig

AUAUNIL (V:Volatility) aaulduiueu (U:Uncertainty) anududou (C:Complexity) uag

a

ANUARNLATE (AAmbiguity) leeeeliusedvanin (Bennett & Lemoine, 2014) HuiAraudy

1olanNiIUYNNDIBIATIN WoulusTndn
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Fannssau edanisiunslasunadinnduazdudouvesdsaniiagiu (Zohar, 2010;
Porter-O’Grady & Malloch, 2015)

A15IANTSAUAURUNIU (V : Volatility)

AuifuEaY (V : Volatility) mswasunasiitintuegnesiniduasldenananisells
Bennett and Lemoine (2014) e5uieindindndusedianudanguiasnieuusunagmslaogns
Viuiaedl wwaAa Superposition luildndemeusiuazvisuianisassegvesanudululdnaenis
wioniu fidameusiudaiannaniunisaisiassatssuuuy (Multiple Scenarios) LitasFes
fumaAsunuadlunnsuuu (Schoemaker et al., 2018) AnuAnasassAkaznslininens
ogsBamgutaeliiesdnsanunsausulidanilldetnimngs vuiertuindrinvosihiiunum
dAglunsShwauasulazaunaniorsual insigndmisensualvesidiadondany
1nY59198999ANS (Porter-O’Grady & Malloch, 2015)

Hogradaszdndlutisnisssuinves COVID-19 uandliiuinlssSouiiiuuaia
Quantum Leadership Tuldannsaususignisdsuseuladldogaiiussaninm finaseiiud
nAaeIaLIANTIILATAuATIYITLLINTTSouS (Learning Community) Tringuaniude

¥ o

FBnsaeuseulavessdanegu (Wenger, 1998; Williamson et al,, 2020) Feazviouinnzgih
BemouduannsadsuauiunsevunlidundsuiamsBouisiutuldediouriaie
n1saansiuaulintueu (U : Uncertainty)

ANUliLLueY (U : Uncertainty) #unefian1sunaniudnlaunoanIun1sallasHaans
lusuian nannisvaslawudsneduiediaulivuuewdusssurfvesanudusde dly
founnsosiidiosudly (Horey, Pasmore, & O’Shea, 2010) fiiBsmsududadunisaing
AnuanansalumsiFouiuazudiedeeies unuilazwereuauaudsilienaniunuls
(Zohar, 2010) MsiRndTinuarUayam1aTsiayaa (Spiritual Quotient : SQ) YIglvEwes
unnamneuazaUsTasivessha ufegiunanianunsaiiuasuuasedslingais

F0E19U N1FIANTSITEUTAUVANEN I§IUENTIOUE (Competency-Based Curriculum)
ajafaminuensGous MsUTus wagnnsvihausuiu (OECD, 2019) e eTamsssaums
n93EusNMIURTR (Learning Sprint) uasdalenalfasuustiulsyaunisaiisnnanudisa
uazAIALVAT (Edmondson, 2018) anansadsualiuueliduiuiiuisnsiiviawas
Waegsieliles

A15IANNSAUANNTUGaU (C : Complexity)

Aududou (C : Complexity)” nuneds agunsaliifitdonarsesaferdesiu
wazdswanenulinn auvilinsundemiuuusswenagiuinliiiiesns (Bennett & Lemoine,
2014) faty Hi@emIeuaudsly “nsfiagassuy” (Systems Thinking) \evesnudenles
Y8383AUsENAUAIY 9 wazihanulaimguasnalussuuduiusiuegnels wiunsinsien
flavdruuuunenainainiu (Senge, 1990) Wonasnmsuldda fhazanunsadumaaeiui
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o w A

(Leverage Point) ni3egnddgiivinUiuasuiisadniies fanunsavinliAnnsuasuutas
Fdsmanianazadrmadndldunniassuu (Porter-O’Grady & Malloch, 2015)

wuddenUsznsuiafenslitayansiu (Collective Intelligence) Tnedaasuls
yransInuaInragauINilieduuilam (Wheatley, 2006) wagldmnumainaneidunas
Tunisadauinnssy (Gay, 2018) foE19U N1508NKUUNITBEUIAULLINIG Universal Design
for Learning (UDL) filialonalstinGeunansdnenmlusuuuuiivainnans (Darling-Hammond,
2017) vison1sUszgndnszuaunsiau/widglaewudunigauduazaudnsa wadld
HugrueenuuumsiUAsunlandeuan (Appreciative Inquiry) iileszanauAniuNgTd s
drudeet19ad19assf (Cooperrider & Whitney, 2005) Juansliidiuinanududeoudlvasiisos
annau MnusuuramawtaInnssuwagn1sBeuisuiu

N159ANTISNUAIUARALATD (A : Ambiguity)

AIIAGILASB(A : Ambiguity) Aensuinnnadaaulunisieuidlesanndeyalsiauysal
Wsodnudaiy (Bennett & Lemoine, 2014) luuiuvnisinw anupaueIasinusingludsziiu
Aerfufemvesmnudiiamanisin vieunumveanaluladyguseius (A) lureadeu
Q’ﬁ']L%amauﬁu%’ﬂmﬁﬁ“uaammsaﬁtﬂiwfﬁw%mﬁ']ﬁﬂL%qamssw,l,az%mﬁzgzym (Moral-Spiritual
Awareness) lnelHamAuazgausyasdiudufidlunsdadula (Zohar, 2010) fihdnuaiiaansn
Uszanunslimguadudayengynal (Dane & Pratt, 2007; Klein, 1998) ileaisannaszninatoya
BaAseniunsSuigasvaunisal

nsdiiegnedomatn Al dhalilunsFeunsaou Seliisdnenimuazarundes fin
Famousiliuuamaniamaaes agvieuna wagUiuusegisdeidesnnsldnseunmeniidaiay
Toewasin Al ifuedosfloatiuayuag Tallddmauny (Selwyn, 2019) Bnviansdenuarudida
YoYU UM TAUNULaN1sd Ve sildladnndenndie (Harris & Jones, 2018;
Darling-Hammond, 2017) agvieuliiiufenisiuasusinannsuesnnouiien lugnsaia

¥
= a

AU aRaINa e WAL ANT 989U

unasy

Quantum Leadership Tuga VUCA 1unseun1suidessuu i 5 asAusznaumnén e
3mdniin (Consciousness) AINLEBLTEY (Interconnectedness) AINLARASISATIH (Creativity)
N13ARGaTEUY (Systems Thinking) kag Ind1inileAmsIIy (Moral-Spiritual Awareness) e
Suile gA VUCA ag1ailused@nsnin 3nn15AuiuRiumienugnvguidanunisal (scenario
readiness) $uilomnulaiutiuousonsBeuiiaziuisioiles uirnududeuseiaudszuy
wazdgygnsn wazthwanunguniomeduiirnuean (Bennett & Lemoine, 2014; Zohar, 2010;
Senge, 1990; Porter-O’Grady & Malloch, 2015)
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Consciousness
|

Quantum
Leadership
ina VUCA

Era

Al 1 83AUsENBUYRS Quantum Leadership Tuga VUCA
(Bennett & Lemoine, 2014; Zohar, 2010; Senge, 1990; Porter-O’Grady & Malloch, 2015)

darauanuzaagungalsi

1) duuudiinau (Lead with Consciousness) HuANURTENTING T9nUseatd e
dauqﬂﬂaaﬂwﬁimﬁm (mindfulness, reflective journaling, 360-feedback) ﬁwﬁﬂﬂmﬁuﬁu
nnmsfaLndndiinanelu nslemznsnszuindlunueauar msdnsiulugaaiiuias e
Ameneluvefinadona I uwaL IUEIIUTRIRIANT (Zohar, 2010) MsAna@ n1sawviou
AuLRY kazn1sUasutaauowusisainsniuaunanisensuaikasaulusdlalunisdndule
(Dane & Pratt, 2007; Edmondson, 2018)

2) a%'wwswmn%‘smiﬁﬁauim (Build Interconnected Learning Systems) 84AnS
galvddaseanwuulinisissuiuazuinnssulvadeuldediuas diulassadiawuuinioniy
(Networked Organization) uazuvuuien1sUUR (Communities of Practice) Fataelvinmg
warUsraunsainsyaeiiednesInisa (Wenger, 1998; Wheatley, 2006) nsasneiniusssy
miﬁ'auiﬁ’mﬁu‘ff&msfluLLazmsJuaﬂ'eNﬁﬂiL‘T]uﬂﬁaﬁwﬁ’maqmiﬁwmaﬂwé’ﬁu (Harris, 2013)

3) T¥anuAnadreassduuiiugiuane (Harness Creativity and Values-Based
Awareness) lulanfllasunlasmnigi anuanaisassdiduilavesnsuiui v “aue”
Duduiaiivelinsdedulaiifieniafiduag (Zohar, 2010; Porter-O’Grady & Malloch, 2015)
frhmeusidsmsduaiuanimnndeniivaonfomainle Walenaliasuazynainslsnnaes
WUty uaglseusanAuauLvan Lﬁ@ﬁ%ﬂqui’mﬂiimﬁﬁmwwmaﬁaﬁﬁ'w (Edmondson, 2018;
Rigby et al., 2016)

Quantum Leadership @ldgannevatems uidunisiuniswesnisdulnniely
ffihdeadsuiuazUfumedisdeiiles (Porter-O’Grady & Malloch, 2015) fail Wheatley
(2006) na1vi1 Tangalnilioraliuuiiilédndely fundsiosairunuiilndedndiin
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Anugeules uaranusiuile Walinsfnwliiies “agsen” us “WWuln” uagsiwaseuan
V3ANA19E19UYIA34 (Senge, 1990; Uhl-Bien & Arena, 2018)
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undnge n1539e T ngUsravAlit 1) AnviuaziSeuiguaniwiiogiunnisgihvesuiny
FOIANINLAIINAATUYDIAFUSALIUBLSTY 2) AnwIuasIUSuTiouan miinmn3in11eEi
YOIIUTNITANIUANYINIUAIINANIUYONATUIAIUBLTTY Udy 3) Anwinarudein)sTndy
lunsnnn1eeiiresfusmIsan AN ININAIINANTUYOIATUAAIEISTY Aana 1R
fmituiinIsAnyiUssounyiuunys e 2 1[HuisedeUsua nguiioge Ae Ay 315 AU
91 63 lsadeu Idnmmmsguuuuuvetuginuauinlsasou uasdndndaungusiiogiem
UAUBISTY X, Y Upy Z 1oiuaistua 105 AY 1n5eelio 39 Ao uuuaaunmn1Iegi1ve TS
aodne 5 e laua dnsdwimi aunsliaeuazmaluladava, munisduyvednius,
SumsAndesyuy uadughhmsideuutae adanlslunisinsieitoya laun Auade (M),
FaunlleaunanmTgIUL (SD), N5 3ATILAIINLYTUTIUNUGTE (One-way ANOVA) uaziuiinaiu
dosntsndu (NI )

wan153ve 1) anmtagiunnegihvesusmsaniuanyilagsieglusyavun uas
AIwANTuYeIng 3 tiuaissy luiunnsnsdueealies Ay meaan 2) anminaniianisiih
vouuSmsaaAnyilaesaneglusysuanniign usvAImANTUTeIAIUAsYIBLTTULANAY
AueenideapgmNaddlunndm kae 3) Arudesnisantulumsiannneggiveyuins
A ANIIAIINLANG N [Aln AZIRLUOITTU X ArIaeimd AZIieLsTY Y AunIsAndasy Uy
UaEAZIBLTTY Z AN siuywedunis Kan153d8aionInITiaLIN1I2E1vesEUTIS
FOIUANYIAITAINNEGIAIIUUANANYDIATUAALIAUBISTY hazoonuuUNITTRILINILEUI Y

34



HRD JOURNAL Volume 17, Number 1, June 2026

FOAAABINUAIINABINITYDIAZUARLYINTE (TBENTEAUUTENENINNITUTYITAIUANYIBEN
gadu

AdARY: N1HNYRIRUIITANUANYY AMUADINITINT Y AT LWUBLITU X llualstu Y
LALUBLITU Z

Abstract This research aimed to 1) study and compare the current status of school
administrators’ leadership according to the opinions of teachers from different
generations, 2) study and compare the expected status of school administrators’
leadership according to the opinions of teachers from different generations, and
3) investigate the priority needs for developing school administrators’ leadership
according to the opinions of teachers from different generations under the Nonthaburi
Primary Educational Service Area Office. This was a quantitative research study. The
sample consisted of 315 teachers from 63 schools. The sample was obtained through
stratified random sampling based on school size and proportional by generation,
resulting in 105 teachers each for Generation X, Y, and Z. The research instrument was
a questionnaire on school administrators’ leadership, covering 5 dimensions: Vision,
Use of Digital Media and Technology, Human Relations, Systems Thinking, and Change
Leadership. Statistical analysis included the Mean (M), Standard Deviation (SD),
One-way Analysis of Variance (One-way ANOVA), and the Priority Needs Index
(PN/mod/,ﬁed). The findings revealed that 1) The overall current status of school
administrators’ leadership was at a high level, and the opinions of the three teacher
generations did not differ significantly. 2) The overall expected status of school
administrators’ leadership was rated at the highest level, and the opinions of teachers
from different generations differed significantly across all dimensions. and 3) The priority
needs for developing school administrators’ leadership varied by generation:
Generation X teachers showed the highest need in the Vision dimension, Generation Y
teachers in System Thinking, and Generation Z teachers in Human Relations. The results
reflect that the development of school administrators’ leadership should recognize the
differences among teacher generations and design development guidelines that align
with the specific needs of each age cohort to sustainably enhance the efficiency of school

administration.

Keywords: School Administrator Leadership, Priority Needs, Teachers, Generation X,

Generation Y, Generation Z
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unii

Turunvesmsidsuniamsdsns malulad uazguuuunmsvhanlutiagiu anudnw
Foandnyfuaruvinmedumsuimayaansiiianumainuats falududiets Ysaunsael
wazanuAIanisien1sinuini aeginvesduImisanudnyidadiunuimdrdgglunis
Fuirdeumsinmsdnuliaensuiunsudsundamedaniuga@dsia (UNESCO, 2021) netamnz
Tulssmalnefifinsnaunaussrinsnssuiwazagiulnlededany Manguiaeisdu X, v
uay Z Jaudaznguilardouuazvinuafinisyiauiianizdn @inauaaznssunisnisdin

(%
=

%’juwug’m, 2567)

ANUNAINVAIENIALLRLTUAINA1UE “Yeeinesendnedy” (Generation Gap)
fdsmansznusionsioansuazmevhauduii GeenaneliAnaudnlafiauasanudaudanelu
anudnwlél (Abrams & von Frank, 2013) Msuaneandanziiivesiuimsiafesfuiasy
MnnsBansUiuuindumsuimsiidilanaznevauesonuieinisvosynaInsudaz
PFreivegranunzay (Gallup, 2023; McKinsey & Company, 2023) @oandesiuuiuning
ﬁwudwmiu%miﬂwmLaLuaLssz"j’ulﬂummﬁwmaéwﬁ’ﬁyﬁﬁu%mﬁajmiazLa‘a (@feyen wiudoee,
2563; 155UNT WNSNAVINY UaganIns anaily, 2564)

INMTNUNILITIUNTTUNUI NUIFEMUNITUTNINSANTULNIAANINTIY
FuhwesiuimsanuAnuiluiifisng o Aduaseuszaviammsihauvesag (Leithwood, 2020)
ogslsfimuanuAdens@nunanauaninaeseuAniiuszrinsesiaaiusisiusiongiiinves
fvns TneRsanitsan mdagiiu anmiimemds wasarudesnssudulunsian gy
$1ivn Faaziuldanneudsuues Demirbilek and Kaser (2022) wa Day (2023) fizuiinnsdnwn
Tuvawdymvesssdiufindn aenndestuuiunvasnsinunduiiugilulssmealnefugiasd
NWAITeU N ULAUAIANLANEI I ULNLDILAZALAIATTITBIATILAAT AL LBLITY
ogte uidinsimnudnduegrsdsiidiosimanisfnyanduaneilndugudeyadeseing
deldlumstmunuumeiaufuimsaauinuesaiussuunasdiiu eilifleliaonndos
fuANUraINVaIeYasyAINSuanUANY (4ityey) ududey, 2563; 1550UNT WNSHIRINY uaz
a1in3 amily, 2564) Teaztnsantosinsenineiouaziinysyavsninlunsuimsnuranans
TR ERIG IS A TRl

mewamadnan §iteidlanuaulafiazAnvnaziUsudivuanindagiu anm
fmanis wazarmdosnssndulunsiannanzgihwesfudmsaniudnm sumnudaiiuves
Aswaziueisty dstaditnauaniiuiimsfinuussosfinuuungd e 2 nansifeaste
avviounmINveInNEithiuimsanudnmmsiauliaenadestuuiunmsinuasa way
anusodnivlddunwamalunsnausuimnduimswaznisuimsninensyaranansiinm
Tugaiaunlnegramunzay
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VBIHUTMTERUANYN VBIUIMTENUANYN
1. euddeviay GAP 1. suidevidy
2. punsiadeuazinalulagfnavia » | 2. sunisledeuasinaluladndvia
3. unsiuyweduiug 3. Munsilaiyeeduiug
4. PIUNSAADITEUY 4. PIUNSAARITEUY
5. nugiimsiaeuunlas 5. dugihmsiuaeuilas

| |
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4 o &
A21UNDIN1TANUY

2NN 1 NTDULUIAALUNNTIVEY

NUNIUITIUNTIA
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wazauIAnvadanuAnw nsangluganinisiudsuwdasegisdungy (Disruption) A3z
WliiesFoswosmunimini wiidunszuiunisvesdninansdeunduiildlunisseaunineins
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Useansnm (Leithwood, 2020; Kirtman & Fullan, 2016) TuuSunuadn1susmsaaufne A1y
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[ |
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Bulven (2566) tumsunn Awsal (2566) Fvad s2A1g¥s (2567) Kirtrman and Fullan (2016)
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1) smAderien 2) Funslideuazimaluladddvia 3) funisiuyseduiud 4) funisdn
BesEUU uag 5) fuginisudsuntag

Wity mneda nguauiiAsuazidulalutisnanieaty dediuszaunisalsam
Tugnunalulad dau uazdausssu dwalilldnuaziane adou Meruad wagguiuunisvinau
fumnsretu Tag McCrindle and Wolfinger (2014) I¢fwtsnguiaiueisdu sl wiveisdu X
(1NATENING A, 2508 - 2522) kst Y vise Millennials (iAsewdng w.A. 2523 - 2537) Lay
QBT Z (1NATendng WA, 2538 - 2552)

aslunsaziaiusisfuiidnvauziazainuaianisenisuinisiunnssiu ne
AgwaLuelsu X flreudhAnyiuausiuas lassasamsvhauiidaeu uazdihifvssaunsal
yaszfingluelstu Y Tarwdrdydumsiidns amnudangu uazmsuimsinnisesnady
s¥UU dhungaiuelstu Z WanudAyfuanuduiudia n1siuil avundusssy uazussenne
nsvhaiiderensteud (Twenge, 2017)

niAfeuazonansATINTluwaze s ssmatdiu UARINTIINALALUBLITY
fayumoauazanuamanisieunumgiuas suuuunsuImsuansaiy Fedenndosiuuuidn
84 Deal et al. (2010) fleBursianrmuanssiumioutazanunanisegiivemyaains
Tuwiasieistuuenaninuideluviunnmsnwinedovut uanmihagiuveanizie
liunnsnafuegsiiivddny uianminaniuazanudeanssndulunsiamnnngfindud
ANUUANASREITRIUMINYITTBVRIAT (Fas1nT0l NeuvaY, 2561)

MNMTNUMIITTUNTIILAr AT ATest1ey asuldinngdihvesuims
anuAnwidunalnidanagnsfiddlunsudmsiamsanumanvansvesynainsaelussdns
Tniannzluaaudnunifnisaaunauseninsaginaaueisfudadardounazainunianis
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WUl TUlAREN LN ALLaZ 3T

s21U8udnIe

1. Uszvnsuaznguilegng

Ussrnslunisiduedsd Ao asfiaeuain 63 Tsedou dindrinnuniuiinsding
Uszaufnwiuunys we 2 Un1sfinen 2568 91U 1,576 AU

N13MMUATUIANGNAIDELALD19BINIUATI9VE4 Krejcie and Morgan (1970) dwsu
Usgrnsaganuan 1,576 au Ssinnsanifisuidssiivnnnuszwing 1,600 au fissiuanuidesiy
95% wazAuAALARaLTisauTULY +5% aglduuiangusesnafunzand iy 310 ey vl
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ATALUTUTIUMaEY (One-way ANOVA) §ifedsldvhmaduuuuuisduninuruialsaou
uazdndnadiunguiieg Uty X, Y uay Z wwelstuar 105 Au sadunquéiegng
faAuIuIL 315 AU Feastisifiuniileanss anudndedeveananisiiasies uazan
meUBsIsal Ao AnINTLIANgNFe ATl

2. 1A3asilannsAde

)

\Pesilenside fio uuvasunmAzdhwesuisanudnw ulseenilu 3 meu
aun

poufl 1 wuuasunuMAgIfuanIumLazdoyahluvesineuuuuasuny
Usznaume lna Uiin yinsiny Ussaunmsalviuluaniufing wazvuiavedsaey dnva
\Juuuingiageusenis (Check List)

poufl 2 uuuasuamiABafuanwilagiuuazanwiinavianggihueaduims
anufinu dinddhoueaiufinsfinuussosnuuunyd e 2 Seildnuundunesdn
U32naua 5 530U AULNAnUDIaLAsY (Likert, 1932) Tnswusn1suszidimdu 2 a1 laun anmn
ety uaraniimants aseunauAnziiin 5 du fil 1) Fuidedad 2) dumslideuny
waluladdvia 3) srumsiinguweduius 4) funsAndeszuu uas 5) Muinisudsuulag

neudl 3 Towauewuiiudy Wudauaieda (Open-ended Questions) Liteli
drouluvasUNLLAnInIARTuLazTalauBL U IAIIAL T UN e USmsanuAnw
Tugaunaf

fidelsiuuvasuanliiBermaduiu 3 viw asesouguAmALALLTIE NS
uazaunzasaiesileflilunsids anduilunaasddiungunaaesitliflinguiietng
$1u9u 30 Au ilemAAuITesiu TnsuuuauamiliauiBesiu (Reliability) (wsaamesann
tlagliuegd 0.981 uazanmilaemisegi 0.984
3. maiusausaudaya

1. AnseveniydoanusesrulasenisuIayailn @1v1391n15USM15N15ANEN
ey AagAnvimand lauededeunenislsafeudinnuaeiiuiinisinudszoufne
uuny3 1 2 % 63l5aSeu WendsTngUsrasdiasvooynmAutoya

2. fifeusraunuivisdeuludtadinnueaiuiinsfnndssesfneuumeys
wn 2 ievesyaaifiuteyainnguiiesns Ingltuuuasunaiueiosile lnsfidmneilels
ladoyaanAgHaouTIwUNAURLBIETY takd Wiuestu X, Y uag Z

3. funusndoyanguitedeililunisine fo ag dafndidnauaeiiud
msfnwUszaufnuunyd we 2 lelisvernatlunafuieys dudifeutusisu 2568 fs
Weungeaniau 2568 Wuszuzian 2 ey

4. fvualmavenguitegmudndudlidunly wueisduay 105 au 1
sravun 315 au Tudnuagnduinediefiauga Wotlugmslinseiadd One-way ANOVA uay
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PN el

4. nMsiaszvidaya

hdeyafildanmsviuuvasuamvesnguiiegns Sy 315 au 1¥NTIATIE
foyalnelilusunsu Excel wag SPSS Tnafifunounisiinszvideya feil

1. Anneideyamluvesimeunuuaeuniy addiwssamn 1éud Afesas way
thiauenaluziuumssznouaues ouansoyafiugiurenausesns Sswsznaudie
wiel Yiim Jinnsfnw Yszaunisalvinaluaniudne) uazvuinvedlseseu

2. Ansgianmiagiiunazanmiimemiswesnnedihvesuimsaniudnm dsrin
dtnauaiiuiinisfnuuszonfnuiuunyd wa 2 Tasnsmanads (M) uazdudsauy
11A5gIU (SD) ileuansseiuauAnfuvesasluuiasaieisdu sonmeduilui 5 du ldud
smAdeiml Frunislifeuasmaluladddvia funsiiuyweduiug dunmsindaszuy uay
Mugiihnsiasuulas §iseimuninasinisuannumnerseInasingAnssuianifassei
vosanmilagiutuanmiinianis lngUszendeainisnisves Best (1984)

3. AnsginsiiouiisuanuAaiiussrinsngudasiauelsdu X, Y uay Z Ao
anndagiunazaniniinaniwesnzgihvosfuimsaniudne Tneldadd nnsiases
ANULUTUTIUNIAAYY (One-way ANOVA)

4. ns1ginusioenssniu (Need Assessment) liladadifunusaanssdu
Tumsiannanzdiilulsagsumuanufnviureswsaziauestu lnensannmasvidasu
)

5. AAS1gvvelaunlusiiuAy lnen1sitasigiiiilont (Content Analysis) L

ANUFBIN153 YU (Modified Priority Needs Index : PNI

o w

duasgilszbudAguazinausluzunuuanuSesdaiiasei

NAN15IY

aoudl 1 MINATILTeyaINeIfUaN U YRR ULUUABUNL

N15ATITAATUNINVDIFABULULABUDIN WU Hrousuudauaiuaulvgiiu
wends Aniludesay 59.68 dmiuraatiin §Idulanvualiidiuiudneuwuuasuaiy
Tuusazetiiawity fie Yavay 105 Au dielinsilSeudisuanuAniiuseninaaiuensdu
flaruissmsmazidunas AuainIsAnwIgean wudrdulvgauns@nwseauSygyies
Anduseway 75.56 Tusnuussaunisalinisyinau sunawlungiivsvaunisalviranutesnin 5 U
Anfufesar 32.06 uarlusuvuavedsaSeuiuitinu fAdeldmmualilidadiuesiney
LLuuaaummmmummaﬂiqL’%'au"l,ué’aﬁ’mé’wﬁmmlfumﬁyuﬁmsﬁﬂmﬂsvamﬁﬂmuumﬁ we 2 lon
IsaLssJusuumLaﬂsasJav 20 unnaNsesay 60 Aunlrgserar 17 wazvualngiilauiosay 3

paufl 2 wan1silasgsian niagtunazaniniiaavisweaniizginvesduinig
anuAnY mﬂmmum'mLsumwummsﬁﬂmﬂizammmuums e 2
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M19197 1 Anedeuardinndosuuninsgiu anndagiuiavanmnananian1ieginvesuins

ADUANYILENAINTIAIY TILUNANUNGUILUBLITY

oL dnmdaguu anmilaands
AU SEUANY - -
M SD sy M SD sy
AU X
1. anAidevia 3787 0929 an 4519 0558  niign
2. sunslideuasimeluladddsia 3786 0958 w4462 0555  1n
3. uNsHuyweduus 3810 0965 a0 4545 0572  wniign
4. PIUMIAATITEUY 3794 0918 wn 4449 0588  wN
5. fugthnsiUAsuudas 3818 0941 M 4463 0587 N
TadehaNn 3.799 0942 w1n 4488 0572 wn
AL Y
1. anAidevian 3980 0885 an  4.677 0519  niign
2. fhumslddeuazimeluladdAdia  4.001 0900 w4712 0498  niign
3. U sHuyweduRus 3946 1022 N 4713 0507 niign
4. PUNITANTNTEUY 3924 0923 AN 4.690 0493  nniign
5. sugthnsiUAsuulas 3983 0930 N 4713 0491 anilam
TadehaNn 3967 0932 am 4701 0501 andlgn
RISt Z
1. anAdevian 3843 0900 3N 4.617 0551  niign
2. fumslddeuainelulaBddia 3936 0852 w4705 0527  wniign
3. U sHuyweduius 3844 0983  an  4.690 0563  niign
4. UNITANTNTEUY 3870 0874 3N 4.624 0560  niign
5. sugthnsiUAsuuUas 3888 0868 N 4651 0538 nilan
TadehaNn 3878 0.895 an  4.666 0548 anilgn

42



HRD JOURNAL Volume 17, Number 1, June 2026

NAN91971 1 uamsramTianzianmilagtunazanmiieemiweannzfiivestiuims
anufiny dsfadninnuafiufinsfnudseosfnuuunyd we 2 woh agaueEdu X
fianuAaiurean ndagiuresnneiilaeswegluszauuin (M = 3.799 , S.D. = 0.942) uaz
Sofinsanidusesu wuin sugihnsivasuudas (M = 3.818 , SD. = 0.941) fiAadugaan
uazsuisliedediiiian fe sunslidouazimaliladida (M = 3.786 , SD. = 0.958) waw
Tudmvesanniiaanisvesniiggin asatuelstu X Tanudadiulassmeglusziuun
(M = 4.488 , SD. = 0.572) wagiilofimsauidusiedu wui sunstiuygweduius (M = 4.545
SD. = 0.572) fiAnaduguEan wazsnuiifiaedediian Ae sumsAnBeszUy (M = 4.449
S.D. = 0.588)

AzaLUaEtY Y wudanudaduieanindagiuvesniziilaesweglussauuin
(M = 3.967 , SD. = 0.932) wagiilofirsauidunedu wui sumslideuazieluladnia
(M = 4.001 , S.D. = 0.900) ﬁﬁ%a?{agaqﬂ LLaxé’wuﬁﬁﬁWLagaﬁﬁﬁqm AB AUNITARTNTTUY
(M = 3.924, SD. = 0.923) luduvesanmiimanisvesniziin Asaiuelsdy Y TmnuAaiiu
Tnoswegluseiunndign (M = 4.701, S.D. = 0.510) uazilefinrsaniduses wuin suid
Aedngegn Ao MunsTuywedstus (M = 4.713 , SD. = 0.507) uagsuiiinsiasuuas
(M =4.713,S.D. = 0.491) LLazé’mﬁﬁmLafﬂiaﬁwﬁqﬂ Ao MuddeviAYl (M = 4.677,S.D. = 0.519)

agaiuaty Z wuirdienudadiuseanmlagiuveanfilaesweglussauuin
(M = 3.878 , SD. = 0.895) waziilofiarsauidusesu wui sumslideuazieluladnia
(M = 3.936 , SD. = 0.852) flAuadegean uazsnuiifieadesiian fe suiderimi (M = 3843 ,
S.D. = 0.900) Tuduvesanmiieaniwesn g Asauesty Z fanuAndiulassmeglu
sefuIndign (M = 4.666 , S.D. = 0.548) uaziilefinrsaundusiosu wuin funislide
uazmaluladddvia (M = 4.705 , SD. = 0.527) fldiadvgegn uazsuiiliddemian fe
Audesimd (M = 4.617, S.D. = 0.551)

aoufl 3 wamFeTgimaisuiiisunaAniiuesnsiulsasaiuesiulaglvaia
MIIATIZRAMLLUTUTINGFEY (One-way ANOVA) iiilSeuifisupinupaiiuseninaaiue
STU X, Y Waz Z
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M15°99 2 nanisilSeuiisuanmiagiuveannziinvesfuimsaniufinwiniunnuAniiy

Yaiagusaziluety daindinnuraiuinsfnvdszaudnwuunys we 2

o

N12ENYREUTISETUANYN SS df MS F Sig
1. duddeviad FEMINNGN  2.067 2 1.034 1535 0217
melungy 210065 312 0.673
ERt 212132 314
2. frumslidauazmalulad sevinangu 2,563 2 1281 1915  0.149
ORI melungy  208.791 312 0.669
ERt 211.354 314
3. MunstuyueduRus  sewdnengy 1.065 2 0532  0.644  0.526
melungy 257960 312 0.827
ERH 259.025 314
4. fUNTANTBNTEUY JEiangy  0.893 2 0446  0.626  0.535
amelungu 222575 312 0.713
33 223468 314
5. fugihniswAsunuas  sewinengy 1.449 2 0.724  1.000  0.369
melungy 226063 312 0.725
ERt 227512 314
seninengu  1.487 2 0.743  1.133  0.323
ANFY aelungu 204.617 312 0.656
594 206.103 314

N30 2 wansAUSeuiguauuansanmtagiuresngiiveuimg

anufnwnuANUAnILYeIAILAaTIeITY daindrinauwaiunnsinwiUszaufnwm

a [J U Y aa a (3 =
UUNYT LA 2 uunauauelty IngldadAnisiaszianuuususiuniufg? (One—vvay

ANOVA) WU1A399 3 1akualsdu lawn wiueisdu X, Y wag Z fianufAsiusioanindagiuves

AmeFuveuIsanuAnu liwandeiuegedidud Aynieats
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o

A13197 3 wan1swIeuileuanIniaaviweinizfiivesuimsanuAnwinuauAaiiy

¥

Yaiagusaziluety daindinnuraiuinsfnvdszaudnwuunys we 2

AMRivaEuITNTEUANY SS df MS F Sig
1. duddeviad FEMIeNgy  1.340 2 0670  3.392  0.035*
melungy  61.620 312 0.197
ERH 62.960 314
2. frumslidanazimalulad sewinngu  4.254 2 2127 11.023  0.000*
ORI melungy  60.199 312 0.193
ERt 64.453 314
3. funstuywedunus  sewdnngy 1742 2 0871 4.028 0.019*
melungy 67473 312 0216
ERH 69.216 314
4. AUNTANTBNTEUY FEMINNGY  3.272 2 1636  7.175  0.001*
melungy 71134 312 0.228
ERt 74.405 314
5. fugihnisiwAsuuuas  sEwiengy 3.560 2 1.780 8229  0.000*
melungu 67486 312 0216
ERt 71.046 314

FENINNGU 2.672 2 1.336  7.612 0.001*
ANFY aelungu  54.767 312 0.176
59 57.439 314

'
v o o aaa v

*syauludAgynNananszau 0.05

AT 3 UAAIANUTYULTBUANLUANANEN NTAIAN T8I IZEN VR UTINS
amuﬁﬂmmummﬁmLﬁusuaaﬂgl,wiazl,muals%’u FINAFIUNIUYANUNNTANYIUTEOUAN YN
WUNYTAN 2 Fuunauaiuesty lasldadfinisinseianusdsusiuniases (One-way
ANOVA) wudnagiis 3 laiueisdu oA WUBLSTU X, Y wag Z fAudaiusean mia1nmi

[y |

Y9N UIIM AN UANYILANANsTUpg1 il TedAynsaiiiisedu 0.05 Tunnau laun

AAdeTiaL sunslddenazmalulagfdvia aunsiuyveduius Aunsfnlissuy ey
augtnsiUdsuLlag
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Mnrafana1n Faldinsiesgiieuiisuanuuandisanimiiaian iz i
YOIRUITMITAIUANYIMINANAATIUTDIAT AR WBLITY Hafndriinaumaiiuiinnsfing
Usgaufnwiuunys we 2 Juseg Swunaumweistu neldnsleseidadioudisues
§1875 Fisher’s Least Significant Difference (LSD) Lﬁa'ﬁzq’i’lﬁﬁuaﬂlﬁnuaLi%’ﬂﬂﬁﬂ’nmmﬂ(}i’mﬁu

o w

AN LRI RNGRI

M15°99 4 wan1sSeuiisupnuuansadusieg (LSD)

A2ENYREUTNNS F Sig  gndiAnuuandne  gnlidiadnuuansng
aaufnen ageilitivanAgy
RiVer G 3392 0.035%  GenXuazGenY  Gen X Uag Gen Z

Gen Y way Gen Z

sunslddouazmalulad 11.023  0.000* Gen X uas GenY  Gen Y wag Gen Z

Y]

A Gen X WAz Gen Z

)

AuNTHayweFUTUS 4.028  0.019%* GenXuag GenY  GenY uaz Gen Z
Gen X Wy Gen Z

ANUNITANTITZUU 7.175 0.001* Gen X uar GenY GenY wag Gen Z
Gen X hag Gen Z

Fufinisuasuudas 8229  0.000* GenXuaz GenY  GenY uay Gen Z
Gen X kag Gen Z

AINTIU 7612 0.001* Gen X lay Gen Y Gen Y Way Gen Z
Gen X whay Gen Z

NS 4 Han15WIBUTiBUANWANAILTUTIBEA83E LSD WUl AuAnLiu
maaﬂgﬁiamwQﬁwmﬁﬁmiamuﬁﬂmLLmﬂﬁmﬁ’ua&mﬁﬁaﬁﬂﬁ@mqaa&ﬁizG‘f‘u 0.05 Tl
AMTIUAETIEMY Ingnuanuuanaegiifuddgyseninngaiuesdu X wasagiamesdu Y
Tumnsiu Idun siddesimi sunislidenazineluladddva sunstiuyweduiug dunisan

Y o

B3P UL warmun i sasuulad vausfinuAniLUeIRgaLUaLITY Y uasAgaiesdy Z

LiunnsneiuegadidedAgnisadflunniiy nan1sideasiouliiuinnuanaessning

'
[y

U I~ [ o a
WLUaLTULUUAEE AN

]

wWaseNTTUIAIEEhveIduIIM AN AN K
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d' a ¢ % o & 4 o o o
AOUN 4 NaNIFILATIENAINUABINTITAILUU (Need Assessment) LNBIRAINU

Audeanssndulunisiawanzdiiluusassinunuenufeiuvedwiaziaiuesdy Tnenis

murumAReiianuauGean1ss iy (Modified Priority Needs Index : PNI

)

modified

M519it 5 Anedeanmilagty anmdieands uazidudeudessdndu PNI ) e
AUARTILTIAT UL IALUDITY FUNaUTIENY
azfives wwesdu  anmiagdu anmdlae PNI o szdiuany
HUSMIsanUAne (D) 739 (1) dasn1sandu
1. fnuAdediad

Gen X 3.787 4.519 0.1933 2
Gen'Y 3.980 a.e6rr 0.1751 3
Gen Z 3.843 a.617 0.2014 1

2. frunslideuasmaluladfda
Gen X 3.786 4.462 0.1786 2
Gen'Y 4.001 4.712 0.1777 3
Gen Z 3.936 4.705 0.1954 1

3. funsHuYweFURUS
Gen X 3.810 4.545 0.1929 3
Gen'Y 3.946 4.713 0.1944 2
Gen Z 3.844 4.690 0.2201 1

4. FMUNTANLTITZUY
Gen X 3.794 4.449 0.1726 3
Gen'Y 3.924 4.690 0.1952 1
Gen Z 3.870 4.624 0.1948 2

5. fugiinsasunuas
Gen X 3.818 4.463 0.1689 3
Gen'Y 3.983 4.713 0.1833 2
Gen Z 3.888 4.651 0.1962 1
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NA15NN 5 wan1siessidvianudesnisindulunsimuinziihvesuims
anufiny wandliiurnuuand1svesaduaudAylunIsiaunz§uIveguIng
a8 13maunIuYITevedng laeagaiuensdu X danudeanisdndugegaludiuidesiag
(PNlmodiﬁed ed = 01952)
LAEATIALLBLTY Z dA1ufBIn1Tgeantuaiunsiuyseduius (PN = 0.2201)

aUIMIMTENUTUlMAuANARINISaNY

= 0.1933) Aglalualsty Y danudesnsgegaludunisanilessuu (PN

modified

o

mamﬁLﬂswzﬁﬁ%TﬁLﬁuiwm'ﬁﬂ’wmmazé
UVBIATUARZ U
PaUTl 5 NANITIATIZRLUUADUNNULAAIAINAMLTAULAY DDA UL UL IALLANLASIAY

o

AMgEihveUImMsanuAnwlugauad

NNTIATIERAImsulaelUavesnFvauaiuestuigItuaIz v wuIg

aoufnulugauad wudtaunsaduasiziuszinudidgla 5 s loun 1) anulussla
LAENISEAMANANGTITY 2) unveduiusaznsaeasnliaunm 3) Anuilausunnisvineu

q
s J

vadlsaFounazag 4) nmsuimsiyatiuiGoudugudnanaugiunsidaudiuiag waz
5) anudunvvegeiidvesiii nan1shinsziazieuitagnnueIstuliaImddRy iy
AnudnvazITasTIILATIYYEATUSYRIUTIM AU fUaLTTaUE M UNTUIMS Falugiu
ddlumsadieenulings anugniulunisvey wasusssmansGoulidesdentsia
AN NNSANIDENEE
aAUs8Na

NaMTIdunsAnwanmwiagiiu anmiimanis uazanudesmsdndulumsiaunnie
A1veIUIM A UANYIINLANUARTILTDIATUARZ ALY ffadtinaueiuiinisfin
Usenu@nwuuny3 wa 2 ansnsatenefnesanuiagUsvasdmsideldswiolud

1. HaMTITENUN ﬂgﬁy’q 3 WiweltulianuAnmivieanmiagiuaniziivesiuims
anuAnuilaginegluseduinn uazliunndreiuegadidedrdymeatialunnaiy wadingan
91v03ungldannuunnsuImsanuAnumidesUjiRnunelinseuulouisuazansgiu
fitwualasddnnuaiiuiinisfnyiasnssss@inuing dmwalisuuuunsuimanuiay
nsuanseandaneginveafuimsiidnvuziduninsgiuiodtu uazdldunnsiiclunia
ANUAIAVIIRIEYeInglulsaz i E 19Ty

uannil nan1situannadesiudofunures Costanza et al. (2012) fiszydn
anuusnessE iU o ung Anssumsvhetaindvunanafianin Tnsamne
TuunvesesAnsiilassairauasssuunsvinuidanuesfuinasgiusniy aranainy
unsneunssuiuazmsiiRnuresynaninudisty finansietlvidui winsuias
Aiaistuasiifugulsraunsaiuasausosiiuanesty uidleagluudunnmsuimsitlassads
Faru anauanssdinanetsgnanveuasaniasiaisesdnsfifinnanduennw
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2. wamidemuh agh 3 iueisuinnuAndiudeanniinemn iinnedihesuims
anuFnulnesiueglusziusnniign uasdauAnuiuunnsaiuseadidoddyyeaialuyney
defiansauanisiiieuifisunegdieds LSD wuiianuuandsdiulvgifatusewing
AgAWBLITY X AuAgalwelsty Y uay Z nasenanagveuiingiulmiianumanistentizgi
Tugaunfigsnituazunninaainasiuneu Tnslamzlusuiifedesiunmsaiieuinnssuay
MaAsuuUas W sufihnmsivAsundas uazsunislideuasimeluladndsa

ANLLANANNTBIRUARLTAUAINENIANNsAeSUIElFNaN YT Uszaun1salnsvinu
wazuSunmsdenuvasnglulsaziaiuastu lneagiaiuastu Y uar Z wulauwagyieulugianm
finelulaBidviauaznsBeunUasmmamsinudunumddny dealieslunguifanuaiants
sefusmsanuAnwiluunuimvesihnsasundaagihiianssodaaiunislideuas
walulaBRdvaifionisdanisdouiuarnisuimisnuaindsdu Tusasiingaiuesdu X G
Uszaumsainsauluudunmsudmsuuusaiy erslimnuddyiuarnusiung anuseides
LAz 3ULUUNSUTMSTAUABINANTT

3. manaszisvidanudesnsdndulunisiauinefiivesduimsanufne
(PNI
DENTAUMNALUBLITUVDIAT HARINAIIALVBUIINITHAILIFUTMTLALUAINTNNISAN

) wandidiudanudeanislunsieunnnefiivesuinsanufnwiwanaiaiy

Ldanunsalduumadenld (One-size-fits-all) Tasagaiueisdu X darudesnisdndugdn
TugiAderimi Ssagvioumuaan e fiaunsofvusiisnaasainsausiuaditiesdns
AgiLuelstu Y fanudesmsdndugeanlusunisanideszu azvieurmumanisiofiinfiannsn
UIN59AN1913909ATIN Tinsenlaymidadudeu uazysanisninginsed1aiiuszdnsam

v v

drungaiuanty Z Janudesnisinduaaaluiiunisiuyweduius Jsaenndosiudeduny

v v

Y94 Demirbilek and Keser (2022) iszyinagiulvilianuddnyiug

o

)

iiAua3ala Wy
wazasAudNRUsIUINAeluedAng
defiansaman1sidelaeninsiu nuhnunyweduiusiluesiussnouddguasnnig

'
o a

furiasnnaestuliaiudidy Taslanzagiaiueisdu z Afunisiuilsediauiae
AugAssay waraalusdla namsidvavviouinnnedihiiagaemisdlfjatufisinnuanns
Fanadanienstiinaluladivindu mnudlinuesunaamdnaaiaudusyes audenss
BeaTessn wagnsaienudiusiBsuinluesdng Gaenadosiuuuanneiindnusis
waznisasanuyniuluesdng (Twenge, 2017)
uenanil nansAiTeitedealoneftliiuinnstannnneiihvesuimsanufin
Aseenuuundngnsuazianssuinunludnvausfidandu wazasnadosdiuaiiuninns
fumnsnsfuresasluniaziaiuesdu Tnogatiunstmunisiuineensuims msdoans
uazaywedsiug ielaiuaiednenmnsuimsianisuassesfumIvaINYaNsYeyAaINS
luanufnwiegaiuszavzam
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UalauaLug
1. daeuauuzlunsdmanisideluly

1.1 dfnnuwaiuiinsinuussaufnuuunyd we 2 mnhsensideilluld
Dudeyaddglunisimunleuienisiimunnmeiihvesiuimsanudnu lnenniznisdnyh
wuanguimsitel iaenndeafuanudosnisvesaslunsazaiueisduiiiaudesnisluns
Wonnngiisnaniy

1.2 fusmsaniufnwasinenfeiludusumdunmsmunuasyfuge
sUuuMsUIMsNuvew Tnefdsdsmnuunnisvosngusasiauesdu Welvinsudmsny
Huluegnaiusyavnamniu

1.3 Tsaeludstadinnueaiuiinisfnvszoufinumuunyd wa 2 msiwg
nfeilulfidudeyalunmsmunuiayaainsniglulsadou wWu msdnfanssunisang
AudiiuS T edUIILaAg Warn13ALSEULRIRES (Mentoring System) ieidausosse
yaaluaisty Wy agawesdy X Wuidssiiddeied agaiuestu v uay 7 Wuiides
auweluladuasAdvia 10usiu

2. dorauauuzlun1siseasedely

2.1 msfnwguuumM s ivsnzaudmiuguimsluuiunvedsaGen
filngansiaiueisdu Weata “Tusavdeuuimaiannanzgih’ faansahluldleess wu
luinannizgihiineuaussiemumanisosngiatuelsdu X, Y uay Z

2.2 amsAnwdadelienmnin (Qualitative Research) Wu n1sdun1ualdiednag
uriazialuelstu ilelamnraisnmmanTsiiuanmetu vilildteyaidedniiosuronavesadi
One-way ANOVA ey PNI mﬂéﬁu

2.3 msvenengusedsluguaniiuiiniinedu q wiesziunisnunuaneeiu
wlsaGoulisendnu waglsaSeuenyy Werfiuieudesnisinduazanudnfiuresns

LAAZLUDLSTUL AN WAL LA D UNT B LANANIIINUS UNUDIUA 8 le1ls

nnAnssuUIENA

mMAdeEes “msdnuanmilagtu anmiimeands uazenudeansdudulunisian
Ao uImsan uAnvInINANLANLILTBIATUARZLIILDLITY Aafipdtinauundiud
nMsfnwUszanfnuinunyd wa 27 aduil dusagaluldfefissaueuaseiuag
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AEnAY: TausTINeIAnTBeadeassd neRnssunsuulnusg el lawy

Abstract The objectives of this study were: (1) to examine the levels of creative
organizational culture and Kaizen behavior of personnel at The Thai-Nichi Institute of
Technology; (2) to investigate the influence of creative organizational culture on Kaizen
behavior; and (3) to explore approaches to creative organizational culture that affect
Kaizen behavior among personnel. A mixed-methods research design was employed in
this study. Data were collected using questionnaires from 159 personnel and in-depth
interviews with 7 executives and experts. The findings revealed that personnel placed
the highest level of importance on creative organizational culture overall (X = 4.37,
S.D. = 0.49). The factors influencing Kaizen behavior included the self-actualizing
dimension (X = 4.50, S.D. = 0.50), followed by the achievement dimension (X = 4.41,
S.D. = 0.55), the affiliative dimension (X = 4.31, S.D. = 0.63), and the humanistic-
encouraging dimension (X = 4.27, S.D. = 0.68). Regarding the overall level of Kaizen
behavior, personnel exhibited the highest level (X = 4.35, S.D. = 0.53), with the
change-oriented behavior dimension ranked first (X = 4.47, S.D. = 0.51), followed by
the reduction dimension (X = 4.35, S.D. = 0.60) and the elimination dimension (X = 4.19,
S.D. = 0.67) The analysis further indicated that the achievement, self-actualizing, and
humanistic-encouraging dimensions of constructive organizational culture positively
influenced Kaizen behavior. In contrast, the affiliative dimension demonstrated a negative
influence. The relationship can be expressed in the following equation: y = 0.908 + 0.422x,
+ 0.277x, + 0.308x, - 0.235x_ This suggests that an excessive emphasis on individual
support may hinder Kaizen behavior. Therefore, adjustments may be needed by
incorporating Kaizen behavior as a key performance indicator (KPI) in the personnel

performance appraisal system.

Keywords: creative organizational culture, continuous improvement behavior, Kaizen
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ssnssudandn §iteduimginssunisuiulssnuegiseiies (Kaizen) laildifntuain
ATuANINIvRsyARaIiiBsoE A uissiuagAuuTumme TasssuasAnsTiBeromaFeuiuay
i Fatu nsfnwaudiiussernsausssesnalessassdiungRnssumsusuuse
nusgereiodsdimuddnseniseduignalnmsiannesdnsluuiunvesaniugaunu

5n1339¢
mMAduEosTausssesdnsaivassdfidsmaiengfnssunsuiuusnuegwioiies
(Kaizen) vosypannsaatumeluladne-guu dufiunslagld suuuunsideuuunands (Mixed
Methods Research) mmwmmugjsumu (Convergent Parallel Design) Fadunsiftusiusu
Toyaidauinauazdenuamlundeudulutianafdtu iesadunsysannstoyauazaine
anadonlossgninwadnsanieasadia inluganudlaluusngnisainsidefinseungy
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ViR Inen1$ITealsunn aanliunissiuniudeyaniuiuugeuniulaieln (Closed-ended

Questionnaire) muglUiuNSITeIdanan I galE3sn1sdun1walidedn (In-depth Interview)

' '
= 1 =

AusmssgRuuleusuasidesvgifiduneidesiunstundeuianssulai nefiseaziden

¥
ayv o A

Fupouniaduiiunisivedsd

Uszansuazngudiesne Taedszuing fe yrainsaandumeluladlne-guu (e
atuayuLaraeIvING) UM 273 AU NENMBEINTUTIM isé’ﬁﬁﬂ'ﬁqiuﬁaashmuu%gugﬁ
(Stratified Sampling) WagAWINULIANGUFAIDE1IRMIERNTVDA Krejcie and Morgan (1970) v
Tdnduvesdnunriaulalulssringvindu 0.5 sefuanuasadeufiseniuliiosas 5 way
syiumnudesiudesas 95 wuin dedddvunangusedisetnaos 159 au ngudiognadenunin

'
oA

T¥3idenuuniangas (Purposive Sampling) flasnnilunauiifiunumddalunsimusuag
Fuindeuinnsssuesdng Ussnausme nguiuims (4 viw) Aadenaingdistunuinlunsiug
ulsuneuazegnsmanivesantumaluladine-guu SsannsalitoyamuiliAsafudmneuas
Arvavosantuld uaznguiidemguaziuitinusladu 3 vimy) fAadenainyaains
ffenuideguaztszaunisallidesnit 5 U uwasdunuenssunisiiiendestuianssuladu
yosantiu Seannsalitoyalusnunginssuaie guassn waradeiinssduliiAnnsusulseny
odraLeslusyAuUFRnig
insasilefldlun1sddy mAdedaiina Wuuuaeuaudaneln uwiseeniu 4 neu
oA (1) Jayadiuyana Usenaume A 818 sAUNISANYT USSnnunaing Miney uag
91997 (2) wuvasuAmIAnIRUTmusTIIesAnaITsaiassd d1uu 15 e (3) wuvasuany
Rendunginssunsuuugsnuegsiowles (Kaizen) S1uau 14 4o (4) Toiausuus e
poufl 2 way 3 veamPHTedUinanduluuInedUsTINR (Rating Scale) v94 Likert il
5 sedu 1dun wndtge 1 Urunans ves desilan meATelanunm Tnsduniveliedn
wsesilefluvasuaniailassadhs ulsoonidu 4 seu leun (1) eyadiuyanavesuims
uazfiTergy 1o Jo-ummana sumis seAuMsAne wazergam (2) SULUUIANSTILRIANS
Feaisassrvesanttumeluladine-guu $1uau ¢ 9o (3) woAinssumsuiuupnuetadeos
(Kaizen) ¥94uAaINT 31134 3 U8 (4) Torauonuzifisiiy
N13A529EBUAMAMIATENEE MTITEITeUSina thuuvasuauUatedansvaey
mfissmssvenifom (Content Validity) Tngldaduimuaenndessynitedomauiiu
Trguseasn (index of Item Objective Congruence : 10C) mﬂmiﬂﬁzLﬁusuaﬂﬁt,%msmiyﬁi’wmu
3 Au WU 10C Aildldsnngn 0.6 Tunsazdorany wazdimszsimanuidesiu (Reliability)
AduUszAvSuaani (Cronbach’s Alpha Coefficient) Ingninlunaaeufunguyaansaeaiuayy
yosanfunsAnuiilalingusnegns Swau 30 au ldeanudesiusuwindy 0.954 Fadldn
lighind 0.70 Feddunuvasunai awnsadldlunsiuteyald meldeimunm §ide
lgnsnsiraeuaIntd1nugIde (Investigator Triangulation) TUASATIIEBUAILLTIBINT
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(Validity) uazaneafeuyaaalunssuiunsienesitoyadnmnn lutuseunsiesesiden
(Content Analysis) wagnsfuuasia (Coding) Fideldthdeyafuuasnanisfieuosdiy
dmdefiuonnsdiuinuvesnuideluaded

nMsfiansandiuaiessaunside m9deilitunisfusenanenssunsasessau
mMAdelusywe anvmgAnssumansuazdsnumans uvninerdosudganugtium (avil COE.
2-322/2025) fi13uideynviulasundsteyauaslininuguyey (Informed Consent) lnadaya
sxgninuluanudu

nsiiusausaudoya N153IdeLdeUsnn 3dedniunisiiusuuasuaulugiuuy
wuuasuaBEnusefind (Google Form) ndsntugidulfhuuuaeunufilfumsiaaoy
mwanysal uazifiothluussidiunavesteyalnglilusunsuddagsumeada maddoidenunm
AnseUszanuadmihivivilsdevemueyasizi ilovosyg aiiudeyaanyaainsanity
weluladlne-giu mnduieinnanetu nan uazanudl dlvinisduntval Tnesuiunisduntval
Fedin 4 dupou Ao (1) wisunsduniwal (2) Bunisduaval (3) dulunisdunenl uay
(@) gRn1sdunual intuneanstuiindesdunaidmiunssaoudeyaiiiotluAnu nsei
uazgafumsTausTsuesdnsliaiassdndmadengAnssunisuiulssnuedisseiilos
(Kaizen) voayaansanumaluladine-diu

n1sAsendaya N1sATEideyanITeIdaUTinu agldn1siaszilagnism
Anudl (Frequency), Ar¥eway (Percentages), Aads (X) Adoauuuinggiu (S.D.) uas
nslnszaunisannosnaauuulutiunou 1638 Stepwise regression iftefumilade
psAUsENOUYRITMUsTINTIasassATiTisunalunsmensalngAnssunisuiudgenuegng
soriles (Kaizen) Ifedadifuddy uasiielilddadufiannsnasueunngmsaiiistuldogg
wiugh mMsiasgideyansifedenmnin aliinisiessidadomuasmalinseiuuy
Uy (Analytic Induction) a¥udeasuaindeyaihinninsizs wazasunansiseseisns
WITUUT NIAAIIY WATNITATIVABUAUYNADINTIUTLAUVBING Y

NAN15398

1. MmsAeseisziuanuiivie ausssudassassavasaatumalulaglve-giu
LanalAnIUAITIeN 1 Aadl
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A151991 1 AT NBARITEAUANILTILAD Y AIUSITURIAS19ATIA

TUSTIUNTIET19ET9A X S.D. ulama

1. snudifgsrudnse 4.41 55 WNan
2. UTiRY IR 4.50 50 WNan
3. Uiy ayAnaLazNTATUALY 4.27 68 WNan
4. snudfyslunsduius 4.31 63 WNiign
TUNUSTTUTIaT19a590 Tnesau 4.37 49 UINTEA

q

NANTWA 1 WU SEAUANMULTAUADTAIUSITUTNES19ETA Usenaumie (1) audlf
9 ud5a (X = 4.41, S.D. = .55) (2) Auiifsjsuianu (X = 4.50, S.D. = .50) (3) inudAgayana

aa 1

waznisatuayy (X = 4.27, SD. = .68) uag (4) muilfslun3duius (X = 4.31, SD. = .63)
muau lngdlszaunsuiananimsinegluseauiinian (X = 4.37, S.D. = .49)
2. MIIATILRITLAUNGANTITUNITUTUUTeURE9MBLNBY (Kaizen) YBIUARAINT

dondumalulagve-guu uanslanunigan 2 Al

A9 2 MTIRENITEAUNGANTIUNITUSUU T URE Bl (Kaizen) vasumaInsanIty
wialulaglne-giu

waAnssunsUFUUURgssiaiilas (Kaizen) X S.D. udana
1. puASEN 4.19 67 1N
2. HIUNNTAN 4.35 60 1Nl
3. sumsiasy 4.47 51 1niiap
waAnssunsUFUUTuegssiaiilas (Kaizen) Tnesaa  4.35 53 anitg

NN 2 WU sERUNgAnTsIMIUTUURIUREwelilea (Kaizen) Usznausig
(1) frunsidn (X = 4.19, S.D. = .67) (2) funsan (X = 4.35, SD. = .60) uag (3) funsiUden
(X = 4.47, SD. = 51) muddy Ineflszfunsulananmsmegluseiusnniian (X = 4.35,
S.D. = .53)

3. wami%Lﬂﬁﬁzﬁij’agaSw%wa%ﬁ@umﬁumﬁﬂi@aa%ﬁaasiﬁﬁdaNaﬁiawqanssu
nsUuUgeusEnedaliies (Kaizen) vasyaansantumaluladine-giu lnglinsiase
afndseylinaaovauuiigiu lnsmsnaasuanduiudseninedinlsdassynimuiouly

TnananbiludennauleswuvensiiasieimesUaunisannesiedy (Liner Regression
Analysis) Tagldp1dulssandanduiusosrsingvesiiesdu (Pearson Product Moment
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Correlation Coefficient) iievAnuduiiusseninefuusiBaUsunm waznTadeun AL Igay
frluureskuugauam lagld A1 VIF (Variance Inflation Factor) danlaiiiu 5 A1 Tolerance
alaifndy 0.2 wazen Eigen Value Senlaiiiu 0.8 ieliisuusdasennilaifeuduiusfulay
Lfnanuduiusidanmseninedade (Multicollinearity) Wagn153ATIEVRILULYDUUADUNNY
1%’ﬂ133miwﬁamaawmmuw%umau (Stepwise Multiple Regression Analysis) uaadlanial
5197 3 et

A13199 3 NITIATILIAIUSIINDIANTAET AT IAdNARa NG ANTIUNMTUTUU T URE19RBL DY
(Kaizen) vosypaInsantumalulading-giu Ineldisnsinseionneslanyan
(Stepwise Multiple Regression Analysis) Lazn130TI9dRUAIMUMLNZANLABAT VIF

way Tolerance

fiands B SE B t Sig. Tolerance VIF
ARl (Constant) 908 310 2930  .004
Anusiauviany (X) 422 086 395 4.931* 000 550  1.817
enusfslusdusius (X) 277 075 311 3.709% 000 444 2.253
Auafinud5 (X) 308 094 318 3275 001 373 2678
AuyAraLaznsatiuayy  -235 079 -303 -2.982* 003 343 2917
(X))
r=.676 Adjusted R* = .442
R® = .456 SE = 396

e : A VIF Aivsngaulidaisiiu 5 ; a1 Tolerance liansiaendt 0.2

v o w

* Aty neadanseavu 0.05

NATNA 3 WU UsRdauduiusnsuIniungAnssun1susulTanueg

o w a

foLilos (Kaizen) vasyransandumalulading-giu (y) sgdidudAyniadansedu 0.05

o

Qt L7 v 6

loun TausssuesAnsBeaiassAamuilfsavin (X)) Inelladuussansanduiusiviniu 0.422

o,

aa | a v W €

TausTIHeIAnIRainasIAduifydlun IS (X)) Inelleduuseansanduiusivingu 0.277

[ 3 a o X aa < - a a v v & 1w
IAUTITUBIAN I TWATIANTUUFALIAINUEI (X1) Tnedlandulseandandunusinnu 0.308

3

TausTINRIANIsaTNaTIAMulAyAnauaznsaiuay (X)) lneilrduussandanduiudivindy
-0.235 Famuneud JuusTInesRnsdadneassa e 4 aiuiana1n Wudedeidusaimue
WeANTIUNTUTUUTILREeRBLad (Kaizen) vesyaansaatumalulading-qdu (y) F93n

ANduUsEANSAInNaalsaaAUs1eNalaRal
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MINLUAITNTAIUEITNOIANTTIAT 1A TIANE s a NG ANTIUNITUTUUTIIURENS
#eLiles (Kaizen) vosyaansandumealuladlne-guu (y) gnuimginssunisuuusanu
og9eLilos (Kaizen) vosyamnsandumaluladive-quu (y) Seregiisziu 0.908 wie

mnTausTIesRnaBeaeasAduiifjauiany (<) Wstu 1 wie wlinavihli
woAnssun1sUTulsuegwsiaiilos (Kaizen) vosyaansaandumaluladine-guu Ty
0.422 vy TausTTHRIANIRaNasIAM Ul Ay lunTduius (X)) ity 1 e azfinavinly
woAnssun1sUiulsauegwsiaiilos (Kaizen) vosyaansaandumaluladine-guu Ay
0.277 vy JausssuesAnslivaivassanudfgnudse (X) ity 1 e awdinavils
woAnssun1sUTuUsIuegwsiailos (Kaizen) vosyaansaandumaluladivne-guu Ty
0.308 111y TAUsTINRIANIRNETNaTIAMUTiAUARauaznTatuayy (X)) iy 1 iy 9zl
wavhlvmgAnssunsuiuussnuegnaeiiled (Kaizen) vesypannsaniumeluladlne-gu anag
0.235 ¥y

4. mwszideyansdunealifednvaduinisuasfidenvigy

TUUSTINOIANITIATNEITA AusANd15e wud msaduayuliyaainsldsiy
LazuARINOANTTUALATTENveI09Ans Tdnddiidsmaliypainsdaudnasassdludun
waziauawuAalyd 9 JanAum U wwmaunledym Jinsginadnssing « FdnTu Fajan
dn1sufjuiaulidnsanudmung sudfgaustesu wuin nstiupainsiidusaulunisusulys
nueinuesvideiinsuaniasuruAaiiutunelumisau syl siudunuusgaen
Wmngegaliusesdvanin uliissyanawanisatuayu nuin msduasulvunansildiusy
Tun1sWAILIANTTAUZHA NMTHRUINULDINIUIZTUUNITIUNUTIBYARE (IDP) L1Tun1siaiun
Fnenmmumnunanaginliypansueadiudumsanuiamihlumeednveanies oe
mswaneueaiuddndfmieiuiselonilddaau ervardmalimgfinssunisuiulsanu
ogeseiiles (Kaizen) ifhudssesasniiynainsasnausuuasduiuns uazsuiifsslusdduiug
wui1 msaduayuliyaainanineyauiutuliy AolfiAsnisuandeuwious yuues
Ananavany uay Tansssunmsviiduiuiduuds

ngAnsIuNsUTUUTIUeEesiaLlies (Kaizen) vasymainsanidumalulagine-gdu

o

v

fiwusnitan Ao sunisan Tnefuivnsuasdidomgvianudiui wginssunisladu s 3 du
fauddylndiAssiutusgiudnuasau msduaiuuasygnilaindriindrunisusuusny
Tunyaains fulevie e §%e uassuuszanaiidainu sufannsaireussernie
N13138U3F N1INUNIUUAHAIUIIUAILLLIAA Monodzukuri and Hansei #aBAlusEUU
Fnnama ufides nsvisnudsasy N153AN5ANS waEAINTIU 54 dielviAemgAngsn
MsUFulganuegreLiles (Kaizen) agaiiuszansnmuazdsdu
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PnNansauMualidean axneuliiuininusssuesRnsteassassaidunalndrfny
fidorenaianginssunisufuussnuetiwiedos (Kaizen) Tnen1sidusauvesyaains
nsdeiufiuaniudsunnudadiu weznsiaundnenmssyana Sunuimdenisensedu
UsyAvEnimmsvininu el nmesdnduliiAenaogadusUssausndudesdinseumasiiuny
fidoau edmulewvis Whvine ssuvaduayy uaznisfemura ieladulinisusulgan
Anduldedsaiioas s

2AUTIHANITIY

MNMFIdeEes “IansssednaiiaiasdidmadongAnssunsuiuUssuogis
seLiled (Kaizen) vesynainsaatumaluladlne-guu’ {Idetmansfnvinefvsena
afmgusvasdnIsive il

1. szfuAnuAniuesimeuLuuasunuilide SamsssuosAnsIeaineassd wui
FausssuesinsBsaiiassrvosandumaluladive-guu sglussiumnniiaemniia uazngnssm
mMsUuUgIuegseliles (Kaizen) vesyaainseglusefuunnfigaivuiu agvieulmfiuds
Aunfeuvednsdnslunisduaiunisiuuinazyivusanuedudeiiies Jsaonndesiy
NansANWIYeY algus @33Rt (2565) inuin YamusTsuesdnsdnunzaiasAtinLduRLs
Fauanfuuszansnmlunisvhaulussdugs WefinnsaniBsdnnaianunimiisesuienaln
hliAanadngn lnsawznsatiuayuannesdnsiidalonaliypannstdusnlunsuulse
U MIkaniAsumnuAniu wagnsUuimuuiunvesesAng angAnssunisuiulanuy
sfumsiAsuLarmsanlusziugs vaziReafunsimgAnssusunisandienulanidu aenados
ﬁ’usﬂ’agamﬂmsé’umwaiﬁ%dwLfluuumnﬁmzmaﬁﬁLﬁumﬂé’dwLLaxLﬁuwasam%fa WU N13an
AugeyiUan van wazdunulunisinnu egnslsionu ngAnssunisusulssnuinunmsidndset
Tusgdusnindeisuitsuiusmdu Seaidenmnmazyiouin maduiunsludnvauedanan
FosodunTneiidessuusasmavAsuuladuseiulasaine Seamdudeunasiiruides
wnni dswalsiyrainaidenduiunsivdgdlugduuuiivinlddends vl defunudendn
aonndadfuLLIAAYeY Imai (1986) Mlo5U1891 Kaizen sinEuduainmsuiuusadn q famise
Fudunsléviuit douasimunlgniavdsundadussduiinuazn ey

2. BviswavesinusInueinslaisassAndmarengAinssunsUulssnuegedaiiles
(Kaizen) vosynansaatumaluladlne-giu wui famusssuesdnsdsairsassdidvinasie
waAnssuMTUSUUTIUegeseLiles (Kaizen) atnafldddny Tnstamedifsjusisny sslun3
ditus uazsiinrmdiSaniiinnuduiusmeuin dsasvioluBsUiinaintadefunaiaunnues
nMsviausaniy uagnisgaadugr’ WuusaduiedeuddguomgAnssunisufuueny
otaraliles (Kaizen) luvaisifeniudoyaidanunimiisedurenalnvesaudiiusdsnannin
nsdaasuNIslidus MIimwaNssauy wazn1sviawndudiy viliyerainsanansasiuiu
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Ansrgiday Aumuumadly uazuanidsussdnnug dualifnnsuiuuganuegwieies
ﬁgﬂuiwﬁ’umul,l,azﬁzﬁuqﬂﬂa donAdesTULNAAYEY Imai (1986) Mifunsidrusmvesmnay
Tunsududsenu eglsinu fRsyarauagnisatuayundunuanuduiuinsay Jade
fHsanTIiutoyaildenmunn anaasviewinisiiauddgyiuauisnelanasauduiug
wniuly o1vanusmdndulunsiisuulasiunisufdiou fiaenndestunisinumaes
952550 (AesAnanad (2557) finuindadenanuegluseiugs uitiunumidmadnssonisyinny

AnIfiRey I9Tliiuinsadvaunasening “nsatuayuay” waz “nsyawaans” [Wulade

[

Adsenistuedou Kaizen aghefluszansan

3. WUIMNINTATIIIRIUSTTNOIANTINAS9A T TAdINAR o AN TTUNNTUTUU T WRENS
seriles (Kaizen) vosynainsandumeluladine-guu

NAINNTANYIATE WUd LuamansaieausTTuesinsdeatiassdidamane

WeAnsIUN1sUTUUTIUeEweLlien (Kaizen) Usznaumedifysmudnsa dfywiinu uazds

9
1% a

yelumdduiug eldvinadavinodreiidoddgyludelinna vazfotu feyaidunin
FrweSurenalndfiyin nsiuuali Kaizen WWuadundnvesesdns nisilalenialiypains
fidusi wegnsduaiunsuanivdsuidsuiniglumieny JudefeiiBedennAangingsy
nsUfulssnueddaiiiesedafugsssn Vel GRdsnudSeasiiounstuindeuniiy
Whineuazadnesrns donndestunwifnues Cooke and Lafferty (1989) Tidiunisasiasa
woAnssuaiasTALaye T iloielvusTarad S reeding vy IR uisnuaenadoeiy
wnAnniRLeE1sdeLlesed Imai (1986) Mussimsimuiauendusingiuves Kaizen
wazfimjdlunidumusazviouunumvesmainuduiiuuaznisuaniudeumnus deaonadesiu
wansAnwIves 913 Teaf (2554) Ahmehauiaiudunalnddgmesnsuiulssny
odsiaiiles dufifssyarauazmsativayunuanuduiusiBavludeing Juflofinnsan
Swfuteyaldenunnasioudn n1stirnudAyiuieyanaiisseguieIn1aliiiieamns
Tunsfuindeu Kaizen winwanadenlostuimaneuasssuulssdunavesosdng fau asdng
aimuslingfnssunisuiusnusssteidondudumilimesihiianansufohnu feadh
augasErIMsatiuayuyAsInsLar M HadNEITesdnses iy

UBLAUBLULAINNTTIY
1. anrsumaluladine-giu mssmuaulous Whune weedt fadunsusulgsny
ograLileq (Kaizen) Tdalau wazideulssfumsiauiyaains elinistundouduly
Tufiemaieatuisosding
2. anumalladlve-guu mstinmsduaiumsiidmsuuaznsGoud Ualenals
yaansfidaunlunisUiulssnuemues niouaisniuanddsudeuiuaznisinny
sy ilensduliAnunAnlniuasinunnuogisdelilos
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3. anduwalulaglng-gdu Aisdalvidssuvatvany Wy seuuiiiies n153nng
Aus waznsiamulsuiunasgiaduszuy mugiunisadiausigele wielinisuiuugenu
Nnvuldegaiiussansnmiazdaeu

Forsuauuzdmiumsidunadaly

1. dielnansinyuideluadsd diludnwdeldluiimediniaty asfinsfinw
fuUsdy o videdAnausadwmalufiudu o WuAude wu matuayuvesiiuivis ieidy
Usglodlunisusmslusugnsamansvesantu

2. mstimsfnyidoideiau iloooniuulaznaaey “sULUUYIslAan AL
JausssnosrnBeaiieassd” fmnzauiuuunvesaantumaluladive-qguu lnse1afimun
aafUsznauTivaeuy Wy WUINNTHAIUTINYBIYAAINT SYUUTIADS (Mentoring System)
msfanismug (KM) mafmuadadida Kaizen wazssuuinniudssdiune udninlunnaedld
Tumthgauiides WeussiunadnsideUsednduarufudssliannsailldldaegnad
UseAvBnmuazdsdu

LaNEN381989

Pe TTUBNA. (2564). UINNSHRLIYUYETISHATONgANSSEIIANTSUYEIYAAINT
meadvayy ga1umalulading-guu. Inerdnusumiudin. svinedesvay
AU

9131 Twaf. (2554). tadeitnamdiushonIsausmAanssuladu (Kaizen) voamingu:
nselfne vseh lidmalulad (Ussimalne) 91750, msduahdass. srinendemelulad
FNVUIPATYUS.

f5u3 A3¥mil. (2565). panIMTInuasSuusTseAn AN VAL aTINaTSATIIAINANLS D
UszansnimuazaugylunIsveuvesyeaInsludennaninsuauasinisany)
UBNTYUVLAZNITANYININOEEIAY (FIUNa1) d1naIuUannsensI9AnyIENIT.
a3tinus. IIneauATUASUN LA,

Twus taum. (2547). sryumswaRUUAY. ngamne: asnaudaaiumelulad (ne-d).

Yty Asinw. (2560). NMsfinwnusssuesdnisuuuassassaiunsidussdnsuninisseus

v a o

TumINeNdeunung vInedy INeanasaIute. 2155155188 ITE, 22(2),
65-80.

wwd Bla, Sufiny Insqud. (2530). Iy pauaghnmausouvudiu @ 2530). Hidagiadu.

UNA1 A0, (2557). AIWAUNUETENINIUSTTUDIANITITITS NETTANUNITARLINULE
veunglusimuzvesfusmsaniuAng ddadnineuaituingsinyivssoufngg
Unusrid. Inentinusumdudin. uningdemaluladsvusnasyys.

68



HRD JOURNAL Volume 17, Number 1, June 2026

gt waguns (2564). n1sFuiTausssuesdnsienan1sUURMuYeteIAnIs. 275877
UUWIAIANSUALAIPUAIANT UVITNEIaEgUATIYEI, 12(1), 143-160.
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F1e01504 2) Uszaunsaliin 3) anudesiuluenin uas 4) SULUVIILAYaNMNITYIIY

AdAey: winussuSUULLATEITY Yuueawazn1sindula anunisallada 19

Abstract This study is a qualitative phenomenological research that explores the
perspectives and career decision-making of flicht attendants after the Covid-19
pandemic. Its objectives are to examine the perspectives and career decisions of flicht
attendants and to study the factors influencing flicht attendants’ decisions to return to
their profession following the Covid-19 pandemic. The study used in-depth interviews with
two groups: flicht attendants who had returned to work, and former flight attendants
who no longer work in the profession, to reflect the participants’ life experiences.
Data were analyzed by identifying key statements, interpreting meanings, and grouping

themes.
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The findings revealed that the perspectives and career decisions regarding
being a flicht attendant were generally positive, consisting of: 1) the career’s image;
2) appropriate income and benefits; 3) the nature of the job; and 4) aliecnment with
personal goals. Factors that supported fligsht attendants in returning to their original
careers after the Covid-19 pandemic included: 1) management and policies of each
airline company; 2) life experiences; 3) confidence in the profession; and 4) job structure

and working conditions.

Keywords: Flight Attendants, Perspectives and Career Decision-making, Covid-19 pandemic
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wazmssudluusngnisaiing 4 Tfasioulsvaunsaiinvesdlideyaldednedings (Juoys
$1ueng, 2564) Sedoyameaianmnsnthluimuesdaruiuasdosennuideld
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dmiunisidennauaiege gIduladiuuImniewes Matthew (1994) unldluguuuu
nsiieneEewuuTnuel (Criterion Sampling) Wneviuninaeitvg lideyaseuanniuaula
uazBugelyiduntval nuilvideyadnilvgiduyaraifidesinvidedamnudune enaineyinny
safuvidesgluosdnslndidssiu ilelinsdunvalfuluegnauislanazidedols flvidoyads
néflaziansmuAniuasameteyastnansslunsan

nauilvidayandn (Key Informants) figauauiifssil

1) Hunihoudeusuuueiesiudywilng funmnewasvds 1naenistusumum
(Low-cost Airlines) #i3eansn1sfiuuiniaifiuguuuy (Full-service Airlines) sisluuagansuszine

2) fszaunsahauludumisnaudouiuuueiesduteuaniunisallain-19
uazingUsznavandndulurasnailiannsaufiRnuuueiesduldidosninsansenuves
anunsadlain-19

3) mafiudeyaBuduanglidoyadiuu 8-10 au wazddunsdeidesaunintos

Y Y
£

9¥8uf1 (Data Saturation) lnemalUaziAntuiliainsduniyalusyanu 8-16 AU FadenAapifiy
HAN13AN®IVRY Namey et al. (2016) szyInnisdunwalidednlugiadainanaiunsansounsy
Sundniidesnisfinule laewvadu 2 ngu laun

Usein nauglidaya U

naun 1 | ndnaudeusuuwasesiundagdunduundsenauandn 5 AU
wazdeljuRanues

naun 2 | eAnwinnuseusuuwasesiunlagdulilausenevenindinaiudd | 4 Au
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MINUNIULDNENS nsaseAnnlun1side N133YLFIAUAN
(Document Review) (Interview Question) (Qualitative Research)
1. Feyamluiefundnau l
FoUSUULLASHITY AMTFUNYANTIEN

2. wuIfinlarnguingdfu (In-depth Interview)

A5 @NDITYN

A 4

3. WWIAALAENE W AEINY . . . . . . o
nmsdunsaingundnanudeuiuuuesosiu lnednisimug
u3agla D \ o
~ e w Uszthurng 9 Warmd wasiUalenialiuansaiudniiv

4. wuIAnLaENg B AgINy . . oy 1 o
.- vaniaUsrauNIaiuNnenuAnliog1 s nwme
nssindula

5. amumiﬂjmaqqmammm \ 4

N15TUNTINITUNI TZUA

Anwrliasgndeyanlaainnisdunival Wrdeyanlaun

Y04lAIn19 IAIEAdent (Content Analysis) m1AIUEBAARDY
AN WaAUuANAINUsEunAmuallagldavwan (Keyword)
v

Tesvideyaiioniusegeda nsdndula wazuuinig
AnudSanvilvrundudiuiusenave dnniinauieusu
VULATDITUDNATY
AT 1 NTZUIUNTITY

NAN15IY

lanouinunsidea 2 4o léud 4o 1 yuuesuaznisdadulavinauluedn
wiinsusousuuuatestuduegils 4o 2 Yadelathsiilimthaudeuiuuuaissdunduii
WFeTNUAIENIUNTAIlATIA-19 ANyUNBIRAUTTAUNSlvRliduN1wal (Key Information)
s 9 au gfeldasudoyannmstuiinnisdunualdulssiiudidty q udniundanany
WerFeuiisunrsuniiou anauanssvestoyadildangldunualisazay wagiandangy
elvilsdoya
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P2 afantnudeusuULAIedy 79
P3 winuFeusUUUAI I 9 Y
P4 wilnuFeusUUUAIo I 6 U
P5 winuFeusUUUAS 90U 6 U
P6 winuFeusUUUAT Y 79
P7 winuFeusUUUAZ 90U 49
P8 afantnueusuuLAIesdy 49
P9 afantnueusuuLAIedy 49

et 1 $uuglideyatinun 9 au ynauiiuszaunsalunadundnmusousy
vuaTestuneuaniumsallain-19 wagldunansznuainaniunisallade-19 Taedl 5 au fng
FonndusnuszneuenTnmiinaudousuuuedosdundsnninsaifana s wagdn 4 eu don
fagliinduinuseneuennmiinaudeusuuueiosdudn
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vuedesiu Wulumumquiinisidenendn 8 mnamy lHun iauedoufinuesivie, foenis
dasy, Uszaunsaiiin (Life Experience), annugynadanslusnuiasusia, anusiunmnaseld
waznsiiy, Wmdawndoniilalemalildlivinue, novaussguuuuressduiuiin uas
Ie¥unseensuangdu Fdemamguiusegsladn 8 vuavy léun sUkuuny, ld¥unsendes
Wude, A1MBUUNU/RULABY, ANABINITRRIUIANEAIMYBIRY, AUFUTUSTENINYAAS,
ausiuadluen@n, rufuiinveu waganinnisvinay

wansduneaifauandidiuiinisdndulainuresendnminauieuiuuueiesiu
Fadulunumquiimsidenendn 6 vanavy loud anusiuamselduagnsiy, aauzmg
dsanlufruiaswgia, AovaussgUuvsIduiudin, auardeuiinuesiuie, Wim
danndoniilalonalildlivinug uay Ussaun1saidin (Life Experience) Wulumumgud
u393dla 4 vy A Ameuwnu/Rusew, ANuRBINTTRIANEAMYRWY, JULUUNY
wazanImnIsvina Useneudungunisanduladn 1 vuiamy Aenmsdndulasvezend
80



HRD JOURNAL Volume 17, Number 1, June 2026

TuguteyaivilminnudeusuuueiosdunduingendmAumdsaniunmsailain 19
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aAUTgNa
siATeddnuiAefuyuuesarnsiadulainuremdnnudouuuueiosn
vasanunsallain-19 lnefiinguszasdiile 1) Anvimusuaznisdndulaviauvesendn
wiinousouuvuaiesluvdsaniunisallain-19 uas 2) AnviunBourudiiavesansnisiu
fduasalininanuseuiundudhgendnifia emnouanmaniddendn 2 4o fe
1. ypesiazmsiadulavhauluedwninnusiouuvueiesdudusgls
2. Uadelaivilvminnudeusuuuedesiunduthgendnvdaniunsallain-19
yuussuazn1sinaulavheulusIwniinaudeusuuuaiesdy
NaNTIATInUT NI skarnsdndulehaurese Inminudeuiu AT s U
donARDATUNGUYMIEONDNTNIAL VBRI MuNguin15taaNTNTs Roe (1956) UAAA
wdeneInivnzaniuynannmiazaussmudessvewes Insuvady 4 Ussidiundn
aun
. nwdnwalvesendn Wy anudeansldiunssensuiuiie AnuiunmaATYgia
waztasnmlunisviau (wlen wsnusimi, 2559) annsdunvalnuidlideyauiiui
andninevauesdoudnis Wy msldveadsr Delanviedllug q Wiluilml q
Anuesliingly Dulavlalsduuuiinuesieansaenndesiunuidevesaive uiulos
(2566) Bnvsdildisunsendestiuieidomngnuesinduoniiudshpineldeines
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- elfuaratannismuiianuiiunminsdu nquinisdenerdnues Schaffer (1953)
szyhanuiunmnaneldidutiedvddnlunadonsdn endwwinausdiouiugnues
IiAneuunuiduanieifisuiuasnuuinigdu q vieileeuiuengaiuivindu
Tushumasudu o
« sUuUUYeu fveuwanatai bifluimdane dunuifeuwnanuiuiisvey
uazayhnuitaeu Unananunafuneuen deandeaiuuuAnues Schaffer
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warnIAnevetaining nimdunn (2557) MPIANNgUIULTLeYfuALATNNTA
Tunsmevaussnudainsdudase
- vl muneniegadszad (Goals) anuguitlumainudaluwsduniou

fAYINUIINNITIATIER IngdonAfBIfuLIARSIALINgIYDI0UNE YUH (2562)

'
a

1/1ﬂa"mf'lmsﬁmﬁuiﬁ]sumwwétﬁmmﬂmiély’qLﬂmmaJLLam'ﬁﬂszﬁ’nﬁamsqlﬂmma

AINA

Tusauzifeduendnminnudeusuuurdesduignuesindalemalilalivinugsing o
desnunuiiviine WesindesdanisfuauaisUssnn fafleusimnuuagilaeans
udsnunaduiiuauvasade neluladegdda (Motivation Factor) snuuuIRnves
Herzberg (1959)

uenni ATwSuAnTaY (Responsibility) luendwilldnseduliAnanufienelasuis
anunlusu sagfianmunedenlunismauiazanufvdiluasnuduiadenqu
(Maintenance Factors) @3l Herzberg (1959) Gduwasouszansnmlunsufdfnu (gsngug
Uszana, 2559)

fulszaunsaiiin (Life Experience) Fedenndosiunguiives Anne Roe (1956)
LazNSANYIVY Garrison (1956) Ssaeviewinusetunalannaseunsndutlidvd @ fiisvina
somadonandnilandae

Jaduiiliwinaudouiuuueiasdunduidigentinmddlaia-19

nan1TIATIzinUd Jaduimarilaenndeafunguinisiadula nisdena1dn uas
w3994l

. msdamsuazulsunevesuiin mnwansznunsgnar fuliieadu mssidndumanistu

mMsenidnanen1stu Msanduyudennluiinisandiuunidneng Ausndnaiuly

wiaganan13iu nanAuLazdmasaviauafvamtina Ingaen1siukuy Full-service

fauseadauinuueiansn1siunuy Low-cost Airline finnuidningnufdiedis

Lilusssuwazlidaau (@138 auls, 2563; vinBan uaudu uazae, 2563; a55znet

A9 baTAE, 2567)

nsdnniswazilovnemeaniidutademqu (Maintenance Factor) snumeuijaesilade
WIeNufN1533luars159Sn¥ (Motivation-Hygiene Theory) Herzberg (1959) Fareieaty
aalliifianelauazdnwmnuiunduauy

« Uszaunsaiiin (Life Experience) figliiteyaldsuanmsdansuavulougvesuin

5¥11919939lAA-19 unumdrAydenisdndulaifenvieldifennduidndean

wifnaudeusuuuaiosdunmnagnnisdndulaves Dinklage (1977) dnmuden

fiflegarnmsniusudoys Sntsdauinnnsiuiamuannsnvesuesiuedngie

aonAdoatunsAnyues aRdnG Aaaind (2550)
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Abstract This research evaluated the effectiveness of activity-based learning designed
to enhance 3D modeling practice skills via video sharing integrated with the Microsoft

Teams platform for undergraduate students. The sample consisted of 31 students from
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the Animation, Game, and Digital Media program enrolled in the course “3D Character
Development for Animation and Games during the first semester of the 2024 academic
year. The sample was selected using simple random sampling. Research instruments
included a learning activity plan, video sharing materials, end-of-lesson exercises,
practical skill assessment rubrics, and student satisfaction questionnaires. Data were
analyzed using basic statistics: mean, standard deviation, and t-test. The results
indicated that the implemented activities were highly effective (E1/E2 = 87.26/87.20),
achieving a learning gain of 80.71%. Students demonstrated g¢ood levels of practical
skills in all aspects, particularly in designing and creating 3D models. Moreover, student
satisfaction with the activities was rated at a high level (M = 4.29, SD = 0.72). These
findings suggest that integrating video sharing with Microsoft Teams is an effective

approach to promoting practical learning in the digital era.

Keywords: Activity-Based Learning, 3D Modeling, Practical Skill Development,

Video Sharing, Microsoft Teams, Undergraduate Students
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Abstract The objectives of this research were to 1) study the demand for inspirational
documentary videos for new-age entrepreneurs, 2) produce such videos, 3) evaluate their
quality, and 4) assess audience satisfaction. The study consisted of four phases:
identifying audience needs, producing three documentary videos (pet business, beverage,
and online product), expert evaluation, and dissemination with a satisfaction survey. The
sample included 255 viewers and three experts selected through purposive sampling.
Findings indicated that audiences were most interested in documentary-style storytelling
about entrepreneurs, especially through YouTube and Facebook. The produced videos
were rated at a high-quality level (X = 4.10), and viewer satisfaction was also high
(X = 3.96). The content enhanced understanding, knowledge, and inspiration for

entrepreneurship. This study suggests that using documentary videos as educational
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media effectively fosters motivation and entrepreneurial attitudes among new-generation

audiences.

Keywords: Video, Documentary, Entrepreneurship
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YNINGIYIVINITUALAIIE1UIINIT NGUFTIDENABYAAINTANZINFINNTIUNYAT T71IU 80 AU
1nSouilonlalunI5IseABUUUAE VNI INULIAAAIINGY 8 Uszns Asviiaenadpsasingyssasd
(71 10C) vosiFeary Tnuiiiesnss uaznmaeumanIIToni (Reliability) Tmdussans
uoan1vesnsauLIA (Cronbach’s Alpha) 11AY .922 Han13398mua1 lunmsiuynaIng
drrugulumsieussdvan (A1seduranugy = 3.97) elersansiesy suidniugy
guignfie Aunseunad (A1seAunIINgY = 4.27) sesawnde duhled (Frssdumaugy =
4.23) upeA Uil UAINGARTIgRAD AuaUARIYA (ANSLAUAIINGY = 3.62) UaLNANIS
WguiigunugulunI Y9I TEnINa183YINI5AVaI88I1UIENTT WITAITIIAIN WUT)
ATUGYNING AIURDUAA IR snnhled susedgaas uassinud lileuansevessesy
A nguluNISYIUSEIIN I3 INTUA A I88 M50 TSR YN 9aAR (0 > .05) YaueTl
MumsounsIi AIAFE uasiumsiud aredvinisianadeseauniugulunisyieugnd)
TeIuIENITOENT YN NGAF Ty .05 (b <.001)

AdAny: ANAYTUNITINGIU agIYINTT @1UEIUILNT ANERAFIMINTTUNYAT

Abstract The objectives of this research were 1) to investigate the level of work happiness
among personnel at the Faculty of Agro-Industry, Prince of Songkla University, and
2) to compare the differences in work happiness between academic and administrative
staff. The sample consisted of 80 personnel. The research instrument was a questionnaire
based on the “Happy 8” concept. The Content Validity was verified using the Index of
Iltem-Objective Congruence (I0C), and the Reliability test yielded a Cronbach’s Alpha
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coefficient of .922.The research findings revealed that the overall work happiness of the
personnel was at a high level (X = 3.97, S.D. = .569) When considering each dimension,
the highest score was found in “Happy Family” (X = 4.27, S.D. = .595), followed by
“Happy Heart” (X = 4.23, S.D. = .451). The dimension with the lowest score was “Happy
Relax” (X = 3.62, S.D. = .320).Regarding the comparison between academic and
administrative staff, the results showed no statistically significant differences (p > .05) in
the dimensions of Happy Body, Happy Relax, Happy Heart, Happy Soul, and Happy
Society. However, academic staff exhibited significantly higher levels of work happiness
in “Happy Family,” “Happy Brain,” and “Happy Money” compared to administrative
staff at the .05 significance level (p < .001).

Keywords: Work Happiness, Academic Staff, Administrative Staff, Faculty of Agro-Industry
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Jusegag 56.30 uardiulngUssiavatsnuduasanuisinig S 40 au Asduieeag 50.00

HAN15I38 MNINUITEIANITITY

A1519% 2 AlLRdsLarATELUNLINIFINTEAUANNEUTUNTYINNUTEIUARIN AL RAAINTTY
YRS UNINENFEEUAIUATUNS laen1siesizvAnaie (Mean) wasAdesuy
119551 (Standard Deviation: S.D.) IAEAMTIULAEIIEATUTINU 8 AU

fianugulunisvineu (Happy 8) X S.D. ulanaraae
1. guNNA (Happy Body) 3.68 606 170
2. Wouraef (Happy Relax) 3.62 437 170
3. 1lai (Happy Heart) 4.23 451 wniia
4. Iy aud (Happy Soul) 4.22 458 1nitgn
5. AFAUATIA (Happy Family) 4.27 595 1nitgn
6. 43ANA (Happy Society) 3.95 594 170
7. 1856 (Happy Brain) 4.14 562 1N
8. aUNINIIUA (Happy Money) 3.63 852 170
394 3.97 569 )

INANTNI 2 HaNTIATIERaadaulunisina Tunmsiumneu egluseauinn
(X=3.97,S.D. = .569) ileansanusazaunuil suiiianadeegluduiuusn Ae muaseunia
A (Happy Family) aglusgduunniign (X = 4.27 , S.D. = .595) dusunilenadesosan Ao
aunlaf(Happy Heart) aglusgsuanniian (X = 4.23, S.D. = .451) uagauiilaiadenian Ao
14 1 a
AUNauAaIun (Happy Relax)
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A1519% 3 ANLRAETTIEAUAMNAUIUNITYINNUYARINTA18TYINITAMLOAAINNTTUNYAS

LMNAINYIBYAIVAIUASUNS LALNITIATIZIALRAY (Mean) ST8ATUIIUIU 8 AU LAY

AU UNIRSFIU (Standard Deviation: S.D.) IAEATNTINKALTIEATUTINIU 8 AU

finnugulunisvineu (Happy 8) X S.D. ulanarLaae
1. guNNA (Happy Body) 3.74 761 170
2. Wouraef (Happy Relax) 3.58 269 170
3. {lai (Happy Heart) 4.18 245 1N
4. Iy Ui (Happy Soul) 4.25 476 1nitgn
5. AFOUATIA (Happy Family) 4.40 488 1nitgn
6. 43ANA (Happy Society) 3.96 332 170
7. 1437 (Happy Brain) 4.27 166 1nitgn
8. aUNINIIUA (Happy Money) 3.99 175 170
59 4.07 364 gt

NP7 3 KanFaTsinarEuiunsiing lunwsiuynmuvesangivinig

aglusiuun (X = 4.07, S.D. = .364) WaNasausaziunud suliaadeeglugudiuusn

A9 PIUATEUATIA (Happy Family) a@ﬂuizﬁumﬂﬁqm (X = 4.40 , S.D. = .488) @il

AaAyetan fie Aulkl3A (Happy Brain) ag‘Lmzﬁ’umnﬁqm (X = 4.27 ,SD. = .166) uag

PUAIYQIUA (Happy Soul) aqﬁluizé‘w’umﬂﬁqm (X = 4.25 , S.D. = .476) uwagdufifidade

Aan e AUNeUAAIEF (Happy Relax)

M19197 4 ANRAETEIEAUANEUTUNITININUYABINTANEIUIENITAMLEAAINNTTUNYAT

LMNINYIBYAIVAIUASUNS LALNNTIATIZIALRAY (Mean) S18AMUIIUIL 8 AU LAY

AU UNIRSFIU (Standard Deviation: S.D.) IAEATMNTINKALTIEATUTINIU 8 AU

#innugulunisvineu (Happy 8) X S.D. ulanarLaae

1. guNNA (Happy Body) 3.58 516 170

2. tloupansf (Happy Relax) 3.66 371 170

3. {laf (Happy Heart) a.27 ATT wniia

4. Iy aud (Happy Soul) 4.18 338 170

5. AFOUATIA (Happy Family) 4.15 242 170

6. 43ANF (Happy Society) 3.94 265 11N

7. 18156 (Happy Brain) 4.02 171 170

8. aUNINIUA (Happy Money) 3.26 233 Uruna
52 3.88 115 an
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A7 4 wanFeTevinanmalunisvinu lunmsamnduresanssuiens
ogluszdusnn (X = 3.88, S.D. = .115) Wlefimnsanusazsnunuin suiidaedsegludusiuusn
fio suilaf (Happy Heart) agj’[,uﬁzéfummﬁzjﬂ (X = 4.27 , S.D. = .177) dwsuiifinnade
J99R9NN B AUIRTYINA (Happy Soul) egluseduuin (X = 4.18 , S.D. = .388) uag
AUATEUATIA (Happy Family) agluseauiin (X = 4.15, S.D. = .242) LLazé”mﬁﬁﬁhLaﬁaﬁwqm
A9 gunNA (Happy Money)

A1319% 5 AnRdesesvauauglun1svnnulssuisuangdIvINIsiuaIegIulIens Ay
PRAMNTTUNYAT UNINIREEAIUATUNS tnemaasieianade (Mean) wagly
Independent Sample T-Test LWBWIAMLANAN 18RI

— . #819799015  §18897UWNNST
ummmqﬂumsmmu
(n = 40) (n = 40) t-test  p-value
(Happy 8)

Mean (S.D.) Mean (S.D.)
1. guANA (Happy Body) 3.73 (.761) 3.58 (.516) 1.031 0.306
2. Wouraef (Happy Relax) 3.58 (.269) 3.66 (.371) -1.103 0.274
3. U1lAf (Happy Heart) 4.18 (.245) 4.27 (177)  -1.782 0.079
4. Iy aud (Happy Soul) 4.25 (.476) 4.18 (.338) 1.691 0.095
5. AFOUATIA (Happy Family) 4.40 (.488) 4.15 (.242) 5.122 .000%
6. 43ANA (Happy Society) 3.96 (.332) 3.94 (.265) 0.286 0.776
7. 1856 (Happy Brain) 4.27 (.166) 4.02 (.171) 6.579 .000%
8. gUNINN15RUA (Happy Money) — 3.99 (.175) 326(233) 15698  .000*
591 4.04 (202)  3.88 (.115)  4.382 .000*

*ledn

Y

YN19EnA (p < .001)

1NA15199 5 nuIamm seiuavaulunisiuvesyaainsane 1 3 du
Usgnousie A1uasauasIn Aullsn waza uguAImnIsRUR LagnUIYAaINTANEIYINTT
fiddsszsuamgrlumsviny ganinaesiuienisedaditudifynieada fszdu 05
(p < .001) dududulsiuansiadiu

ayunansAnen

MnTnguszasdmsAdedei 1 Wefnwssiuamnualumsvhauvesypannsaginnms
LATAIEEIUILNTT AMLYAAINNTTUNYAT UNIINIFUEIVAIUATUNT dJUNAN1TIT L
HAAIHAYUNTYINNUYBIUARINTANEININITUALENEEUILNTT TUANTIYNAU agluszAuln
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(X =397, 5. = 569) ilefinrsanusazsnunuit suifanadeeglududuusn fe Muaseuads
A (Happy Family) agﬂusxé’umnﬁqﬂ (X = 4.27 , SD. = 595) drusuiifiriadesesaun fe
Futilad (Happy Heart) agﬂuazﬁummﬁqm (X = 4.23 ,SD. = .451)

Mninguszasdn1sitedan 2 eiSsuiisunnuuanisessziuamalunsinny
FENINUAAINTANLIYINITHATAEIWIENIT ajuranTITeladl upansangivinisiazany
1813 Sevduarugulunmsvinnulunmrueglussduinnitiaesngy Tnsaneisnsiiauade
geananeduens (X = 4.04 wag 3.88 aud ) WelTeuiflsunedu Mmuguninnsiud
(Happy Money) ma’ismmsﬁﬂzu,uul,aﬁaqaﬂ'jwmaé’mwmiaEJ'NﬁﬁsJéi’]ﬁzy}nﬂﬁzjm (Diff = 0.73)
5991899 UlH3A (Happy Brain) wazauaseuasid (Happy Family) dsziuaiiugugend
a9 TR NltydAy (DIff = 0.25)

N1520UTI8HANTIAY

nseRuTeNanuauNAgIutel 1 stiuaugulunmiuesyAmNTREmMINT T
wnwnsagluszduuin aunsnefusienadsll annside wud seduaugvlunisie
awsammndueglunmeamndu eglussduun dilibumszanrgpamnsununsdussding
AnsnsszuunMsUImMsdansfifinaniwaunas EdPEx 300 Jejatiunisainsaninuandon
msv‘mwuﬁLgaﬁiamsﬂﬁﬁ’amuasi’mL‘T;Juszuu fifrmsuleniefidaia waglimnuddyiuyaains
Tugrugnalandnlunisduiedeuanunduda Ussneufuuiunveswmingrdvaaiuaiung
Alfausssosdinsuuy “Aeusslovdiflouyudduiaivile” dwaliAnusseinianisianud
Honaftu fdnslun? uaziinnugmiunelumienugs uenaninisaues dulimsdnatafins
uazAanssnaiuadienuguiidenndesiuaufoinisvesynainsegisreiiles viliyaainsiia
mnuFndunaasfinelalugunndinnisvinny aenndestunuidesansims deditus (2565)
wuauglumsieilaesudnlngjegluseiumn Tugiivhnuniads Tasiawizmneadns
flguemeinuiingiusitunsiieu fduadulininnuamsovinusazuisalunis
viaumuauiesnsnuedld uazdsaenadesiuauidy Fesumensairsanuaulunis
MureEUIMaryAaInIasatuauudind1inuesnsUR aminedumalulagsvieea
arssund wuhsgduauglunmshauemiinaueglussduinn Ussiadging Beula uay
Foes AInsusnate, 2568) uaznaniduaenndesiufivenud wems (2566) MAnwtiadeiiduma
AaauaviunsufuRnuvesyrainsaeatuayuluanitugaufnuiluanidugaudnuwives
wningdesinaman lnslmgiuniisiedveglususiuus fe fMuaseuadan ilesaname
gREVINTTILNEAT I Anendoasvanuaiuni WWliaruddnyiuaniiuaseuats weunsad
ANUavlunsvihny ddnnunsmuativayunIsasILaEsuguIn (aad.) (2566) 319ALATINS
vidoRnsaiduailinuluaseuasianunsadmfanssuvielnsinisveesdng o1fiu lasans
AinAdeurmnuduiusenangd ynains Audini uazAudilagtiu Anzgnamnssunems ivinende
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gauATUNg IMaBawinliuns va1u Yaaing 115Iuufund wagsauwatuluunalsenm
Aniidudiu weliiyrannsldlinaegiuaseunsiuaznsifunsduaduguami uag Aanssu
duanuussndleng q Wy Yssindlnuiuansud Ussmlasunseng AneanavnIIinens
WMIngdeasvaIuAIuns Walenaliynsvaiuvesumaing sufanssudvaiulssnalsiuniuy
Tnsnsliymsvaruvesyaainssiuuanie vieinauiuanioeniansduaiulseing wu
wisneilnelusuiuassnsegva vietamdunuulunuainiudvesaug dviudiiade
Anugvitegludidusesasn Foduilaf AnzenamnITIINYAT AIneduasatuaTun
IpfinstendmsysirUdisuvasaufanssuinaisiuas anasnyingy wszsususvwun Uselow
youlounyudidufadivis (Our Soulis for the Benefit of Mankind) Ingianngingnisalfefia
éf']ﬁ’zgmﬂmmqnﬂﬁaﬁLﬁm%uﬁéwmamﬂimg Fminaswan Weideungainieu 2568 i
ANERRENVINTTUNYAT UNTINeFeaaIuaIuns SiufuaauAudiii dnfnwinseaumeenansg
yaans Ay Tmdsvanundslunsatvalivayumsismdeusrausuluiuiidaniiena
gaamnIsunuaslastiAuddueMsIazuIAns I UgRAN N ITIIAYAS IeTemde
fuszaude lnonisdwevommandouiuuszmuuazqededmiluliuszaneunldsunanssyu
Tuufiwnmelng uandadudugudinfistansnlitudmiing yalds wasmisanusig 9
fidandiewdeduszausts wardsdllassnsuimsivnms filmsdemeundnfasionnstuman
w¥ounu PSU Blen Inglilssnuudsslenmsnaizgnavnssuinens Iiugussaudoiidudioe
veffiinnenduenn Mnmgnsaifiitu uandidiuisnuiiiled vesmeainsany uasves

nnneduAgestufugmamnssnunstuneld
nseAuTMeranuaNyAgiuded 2 stiuarugalunisinnuyaainsaeivinsed
Tuszdugendnanesiuaenis aunsaeiuseradst nsiuieuiieunuinine seduag
TumsvhausuaseuniId aulisi uazsuguaimmsiud wuiyrainsaednnisiiauais
seauANgulun1sina gendanedulenisediitdeddnynieaia fiszsu .05 (p < .001)
ammiweniseradumszlassaanunardnvanihiinnuiuingeu (Job Characteristics)
Fumnsnstuagedmau lnsangdmnisidasslunisumssanisnaiwasnisviau (Autonomy)
fgsnilugiuggiBerne vaziianesnensiidnvasnuiidunuusyi Routine) wasiiszidoy
funouiifesufifmusgnunisndanulassainsnisuimanudiunans vilieuianisdase
wazauBangulumshnudaduiafefugureseugaiiseduiiunnseiy fuaseunsrn
(Happy Family) W‘ud'la']a%émmsﬁszé’w’ummqsué’mﬁqmdwmaéwmami weileraosnain
amuBaveurasmsznulumeinnsiildldgnidadonademsiuiasiaded-een wileu
a1e81uen1s i lianednnsaiunsadnassaatlunsguasuiaveuniselunseuaialanni
Tusaurflanesunensaazfes fiRvthiatiuayunsBounsaouuar g MIMLNAIT TS
ogeseilles denaliinisainsaunaseninedinuagnnsviinu (Work-Life Balance) vesaneivnnis
firuedesiigendn Sailugaudanidugluifaseuasafiinnnin dilisd (Happy Brain)
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wnnad Iy AesssuAveindneansdlunnzgnamnssunensifedo1den1sualam
mwslminarnsainsassdanidvodnseiiios msianiluumsnsdnasuasiauiyaains
ioduaSunazatiuayuninensiunside nseusdeufiinig uaznsludiauenany
Jrnsvdluiasinasving davandlidsaddunstandinee widunsdndusadnual
yosnudueansd uazamumanilaliivndn suveuiusegdlaves Herzberg (1974) insTi3
Hutladugsla (Motivation Factors) Ingmss lusaugianesiuisnisenatiGuativayutiooniuas
TomalumsdfsnsiansinugilemezamiensBeusln q luszduidianimameuwsn
QUATIUEYY kALAUFVNINNITRUA (Happy Money) \JufiRfidaausa (DIff = 0.73) aaﬁaﬂ
aamaamumwgmmmwmw (Equity Theory) 489 Adams (1965) Wﬂwmmﬂﬂiqasw
aneULNUTiLAnssfudinasonisfusamiuaddudin msfaesnenisiazuuusign
Tugilazioudane Financial Vulnerability Tassadsfnmouunu (Compensation Structure)
Tuszuuuyanends seinmsindvesmsmeldfivannvatsnit wu Ruussddwmimdunms
(BA./57./6), AmauUUNLAINATARUAUNTEuLarRwWITe Tuvaeiasatuayuindsold
A3l (Fixed Income) suguiuiieu uasilmneuunuiivy 1w Adsnan Afnnusulszana
Y3 LLazmsJé’wmaJmiﬁﬂLﬁumjmﬁaQ’uﬁ’muLLazﬁﬁugmmwgﬁaﬁéfaqLLUﬂ%’Umszmam%’a
Tudndwiigadefoutumeld viliAnnnzaeldliaugadiumedis Sdaseniiau Usenoud
Tonalumsiivlavessigld aednnenisiiduniannufimin (Career Path) fuauniy
nsdeusiutgns Sungmsiae Sdeuluiudounasldinanu shldnsiiatuvessels
livtusiodnsdudle nnquiiddutunnudesnisves Maslow (1943) gunmnisiuiaiiy
mm&’aqmiﬁugfmmmamw wazaiuag (Physiological & Safety Needs) mﬂﬂa%’aﬂﬁgmamﬁu
aegrenisasinanuinalasuenagdnludaruaulunisiey ssduiigatuldtade
Fumnusuasansiuiaenadesivunfnuesmens Alssenes (2565) way A3uns uid
(2553) Piszyin AnouuuTivINzauLazemerensmseinaanasgudsan Wuladeddy
fheananuinauaraieuauelalunmsihe dlugargrlunsuiRnunddulazan
NsANYIveY aNwsalg 91%UNT wazane (2566) wuhdadesuasugia Jadesudsay uag
Tadesganimuanday v biinlamiguassaiun1smeuwnunenIsRiureusazyana N1siaen
sUuunMseedlvivanzauiuAIUARE NWIN AUaNTIUS wazAMe (2555) wiilunmsiane3unnis
wATLAUAINGVGINT uwiiilofinsanlufid durleunated (Happy Relax) nudedunaiiiaula
Mangdvnsfiinadsauaelusuddiniaeswiens anngaruedsaluaneinniady
ﬂiymmﬂaﬁwﬂwmaﬂﬁzmﬁﬂ"’ﬂaﬂmu?ﬁmm Gillespie et al. (2001) Tusoalnsidey wag Travers
and Copper (1996) uanslifiuinaueieavetenansdiinansenusialunening aseuszansam
N15YNU AUNNNTANEIFUNINNY kazlavedenansd TuuSunveding Jaqduuminendusy
uazionTumewisinsveeyRUAsuLUateSE T URRTe UNdNgNS NS 1201915 IR MELTR
YBID1ITIHTURAYDUNENGATLANANIUNITIYINITANLNUININTFIUTEAUGAUAN Y UaAd
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Tiifudsnnuguussveadiapanuinisaidmalasureunaisfvesaeivinisoglusesum
N15AN1IT8909 Mclean (2006) N15IANITAIULATUALALNOUARIEUBIDIINTTUNIINE IR
anunsaduunilu 2 seiundande LumMsiausnanvallwdn msasaesedne waznsusuuss
ANNENNUSAULNANY ey Harpreet (2017) Tidn1sdnn1sanuiAsen wagkaunaiulnenis
Uiudguanmnndeunisinnu wageadng msilassnsvienanssufioliAnaurounanss
uarnsdansanaeIsaiielilinsleunaeity annsel Reiduatad (2568) l@ueuwIm
wuvssATITnauNaugidyilnedunnanalielv aseuagu 4 fu de Jnla wazaues
HIUNSUHURASTIN AUaaunIn ATEUASINNUNTASNAUNATIN wasiiiauARgauIntunisvineny
LAzUTENoUAY UWSINARUIINNITUERUMLTIvINISLAZINAIINIn5§ U (Academic Stress)
neliuIunnIsEnsEAUAMAIMEaINaRAZINNET EJPEX @n83yn15AedknyiudsinafiuaInnis
HAnNaUATLNlUgIUTRYATEAULIWIYIR (Scopus/TCI) kaENITSNEININTFIUNTAOURIUNN
Useiuamunm ANLLATERAEaNINNISHoIIAweIlusanuAInhmanaluladuay
Hoyaseivg (A) Tugnanvnssaneas iliaeinnsiissiuaudaeiongenin deaenados
fuamATeves aivs mMyauad (2566) Tsvyiamnsangivnmslugeiafinnganueien
MU sUAsuLUagIndanes e

URIGHGITE
Forauauurlunmanimansidsluliifesnszduanuaulunmsitnuvesynainsaas
9AENVNITNLAT UMTINeduaswaILuaTung ilonsainsesAnsuisauguluszozen
1. N1SUNTLAUANUAVAURBUAAIEA (Happy Relax) dlesannanisidenudn
Fureunaefiidiadsianlunmsuresitaesaeay Tnsamenguasinnisiiaiade
Tuduilsinian angs Temslienuddyfumsanenufaessnannmsyiaudeuumedsdl
n) Usuussituiindvimivesanys IROuiuiiade Green Zone) iloruauisn
Lazrlaunans vaednassiuiluduniesiuvosaazs AGRO Café Tl Co-Working Space Lt
anmunAfuIINMIthauilFsfiesegaien
¥) NUMUNTEUIUNSIOUlegldisn1svitenundn 5 a azans-azain-azenn-
audnunz-aseilde @i, 2505) ndn 5 a iduedesdiolumstissnveruareravesiu
vhaoulargunsal waznsiidnves dusumstesniigauarquainunImiuiunueImsanIud
waznfvia Wiloguauasaing gamniuarnsssuisonidluaniuiiviieny uwasdinisdanuiivinay
Tifienuavefuuassainuans iy Aufivhansauiu uasiosssquiitangunudnunsny
A) daRansuduaiuauduiusesisraileaduuszdmnd wu Awddeuainy
dutussewinafudion dhiinw wazyaanns fanssusmidestll dudu Anssudaadudsand
Fauussau 1w Juasnaud Suasensne Wudu ileliyaansiinnuidnieunaisainnisviiny
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2. TINTEAUANNAYIIU “qUAMN1SIUR” (Happy Money) Lilasa1nuan1side
w1 fuguawnsfudifuduifaiedemanvesynainsanesiuiens wazdauunneing
Pnaeivinisegadtedidy Auze Anseiunsiieantesitaazadieniuiuamng
A9 fail

n) dngusunananIALINMIRUliiuaesiens wageusiliauInIsuIms
niluarnisoen Safansaulvimnuifumsens warnisammu lnodymhsnuaaRnsvieannsal
oounindurlsimuuzihedndlnddn insenaidediauiifieniudmanisiu (Financial Literacy)
wilnrwguinnniauiiisgldgausviaaug

2) fmsaisiuiiasvsirluiivhoufietsanmeine uesfusglduuufionmues
I#ogedaiu Wy Tasans AGRO Life Market dadulassnisfididunadafiufineluans
nndudeuliyaains uaztindnu wnandn viodu wndmie iedunsilnsilindnw
Juguszneuns wasnsthrdndaiainnsseuluiesujuinisainnsudssvemnsundiniie
wazifunsiiudeamemeldlituyaansans

Forsuauurlunsinuaioly

msiinsfnutadesudu q Aflanudeadesiuanuaulunisie lideandy
Juussiuesdng anufianwelalunisviien Welimsuyamesanugalunsviu ieisuetiu
wuansiiguimsaansadaduduulovevisenagnsseivasdnssely

anAnssuUsENA

mATeEes Anvanugrlumahausisudevaeinnstvaissiuiens ey
QRAMNITUNYAT uAnedeasvaruniunidadudiumiennseauidsatuanysal Fos
Hadvauaulumsvhaiuiidmarennuyniiuynainsesing AnrgRamMNITINYAT 1N INE1ED
aswauaiund lifunsatiuayunugavyunside dygavil AGR6804003S nnesnuAde
AR AAAIMINTTUNYAT UNTINYIRUAIVAIUATUNS VBUAMKUTMIAMERAIMNTIUNYATYNYINY
fdsaTuuazinansidoludmuaduunuiauiyaainssedanggnaIinssunens uay
vouuivInwilasinside §Hiemansnansd asqye neina e19138UsEIMangns
SpuszAaumansindin angingIn1sinns swningrdasmanuaiund Aldlimuugiihuine

UIIUIUNTY

NWU GUANsUG, San5eil oRAvIAtiuY, WAasUWNIINGI 9ART. (2555). N5 NUAUYINNITHY
iawmSeummsaunainisindeaeigvesyaainsnsusyFnaelugiunale. ngamme:
nsudRyTnan.

fiaen My, (2544). ndnada (Rurindad 6). ngamme: lssfuiuiaguiansaiuming1ds,
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NOIUATIUAYUNTATIUESUGUAMN. (2566). UNINNNITFTINTIUAIINGYIUBIANT. NTUNN:
dinunUATIUAUNITASILETUFUN N,

An5%y masawiiug. (2565, 23 wouAL). B9ANTUNAINGY (Happy Workplace) 519ld dad
L?iil@?ﬂgﬁ’l@dﬂ%igﬂ@’@. JUAUAN https://www.bangkokbiznews.com/blogs/social/
1016414
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Abstract: The objectives of this study were to: 1) develop of video for learning on smart
campus system to improve the work efficiency for staff at Sichuan University of Arts and
Science 2) study the result of the video for learning 3) compare the result of the video for
learning and 4) study the satisfaction of staff who used video for learning. The sample
consisted of 96 staff members from three colleges at of Sichuan University of Arts and
Sciences: 32 from the College of Liberal Arts, 32 from College of Traditional Culture, and
32 from College of Logistics. All participants were frequent users of the Smart Campus
system for office work and were selected through purposive sampling. The research
instruments consisted of 1) video for learning on smart campus system 2) content and
media quality questionnaire 3) questionnaire for result of the video for learning and
4) questionnaire of staff’s satisfaction. The research results revealed that: 1) the evaluation
of content the video for learning on smart campus system were totally appropriate at the
good level (X =4.17,8.D. = 0.52) and the evaluation of media were totally appropriate
at the excellent level (X =4.57,5.D. = 0.40) 2) the result of the staff who engaged with the
video exceeded the benchmark of 70 percent 3) the average scores of staff in each college
had no statistically significant difference at the .01 and 4) the staff’ satisfaction with video
for learning was at the highest (X = 4.73,8.D. = 0.51).

Keywords: Video for learning, Smart Campus System, Work efficiency, Satisfaction

Introduction

A smart campus leverages the Internet, big data, artificial intelligence, and other
advanced technologies to gather, integrate, analyze, and utilize a wide range of information
within the campus. This integration aims to achieve intelligence, efficiency, and convenience
in teaching, management, and services, thereby creating a highly effective and accessible
educational and administrative environment (Maigoo, 2023). The construction of a smart
campus typically encompasses campus infrastructure including network coverage, data
center development and smart hardware; a smart teaching environment equipped with
multimedia teaching facilities, online live streaming, and pre-recorded courses; information
management systems for administration, teaching, and research; and smart systems for
integrated services like security and logistics (Sohu, 2023).
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Currently, the development of smart campuses in China is rapidly advancing, with
both the government and enterprises actively promoting and strategizing for its growth.
To more effectively advance the development of smart campuses in higher education
institutions, China released the “Education Informatization 2.0 Action Plan” and
“China Education Modernization 2035” in April 2018 and February 2019, respectively.
Educational information is integrated into innovative smart education practices,
emphasizing the use of emerging technologies like artificial intelligence, big data, and the
Internet of Things (Ministry of Education of the People’s Republic of China, 2018). In
the “China Education Modernization 2035 document, it is required to speed up “the
construction of intelligent campuses and coordinate the construction of an integrated
intelligent teaching, management and service platform.” (People’s Daily Online, 2019).
Chinese IT giants Huawei, Alibaba, Tencent and other companies are also actively
participating in the construction of smart campuses, providing technical support and
solutions to help the development of education.

As important places for knowledge dissemination and talent training, colleges and
universities face the dual challenge of improving management efficiency and education
quality. In order to meet this challenge, more and more schools are beginning to introduce
smart campus systems to achieve optimal allocation of educational resources and intelligent
management processes. As of 2023, more than 2000 colleges and universities in China
have built smart campus systems, covering about 80% of colleges and universities in
China (Sohu, 2024). However, constrained by traditional working methods, many staff
members lack sufficient proficiency in understanding and applying smart campus-related
systems and tools. This deficiency gives rise to a series of issues: inefficient information
communication, cumbersome workflow processes, and obstacles to resource sharing.
There is a significant lack of focus on Human Resource Development (HRD), particularly
regarding how to effectively train and support faculty and staff in adopting and utilizing
these technologies in their daily work. Addressing this gap is crucial, as the success of any
smart campus ultimately depends on the people who use it. As noted in this literature review,
a large body of research on smart campuses has focused on technologies and services while
overlooking the human factors that enable sustainable transformation (Zhang et al., 2022).
The need to equip personnel with specific, contextualized digital skills presents a critical
challenge that necessitates highly engaging and accessible training solutions. This study
seeks to address this gap by exploring innovative approaches to staff training in the context
of smart campuses.

Videos for learning—the use of video content (e.g., recorded lectures, tutorials,
Videos for learning —the use of video content (e.g., recorded lectures, tutorials, simulations)
for educational purposes—has grown explosively recently, both in formal education and
professional training. This global shift highlights video as the most practical medium for
rapid, scalable skills transfer. In China, its popularity is evident in the rise of educational
online learning platforms and short video apps; globally, video has become a dominant
knowledge-delivery medium. A 2025 report by Blue Carrot noted that in 2022, videos
accounted for over 80% of all internet traffic, underscoring video’s central role in modern
communication and learning. Given the documented challenges in HRD for smart campuses,
leveraging short, targeted video content (micro-learning) represents the most viable and
engaging pedagogical strategy for accelerating staff adoption of new digital tools.
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Video for learning emerges as the optimal strategy for enhancing human resource
development within the smart campus system. Currently, staff rely on self-study and
simple training, which limits them to using only the basic functions of the smart campus
system and prevents the system’s full potential from being realized. This study addresses
this gap by focusing on integrating video learning with the smart campus system. Driven
by its unique interactivity, personalized guidance, and self-paced consumption, video
content is perfectly aligned with the diverse work rhythms and modern learning
preferences of campus staff. By adopting this approach, the system can provide staff with
more vivid, intuitive, and effective training and work guidance, thereby significantly
improving both their skill acquisition and overall work efficiency. This ultimately allows
the smart campus system to fully unlock its potential to streamline operations and enrich
the entire campus experience.

Statement of the Objectives
1. To develop a video for learning on smart campus system to improve the work
efficiency for staff at Sichuan University of Arts and Science.
2. To study the result of using the video for learning on smart campus system of
staff to improve the work efficiency for staff at Sichuan University of Arts and Science.
3. To compare the result of using the video for learning on smart campus system
of staff to improve the work efficiency for staff at Sichuan University of Arts and Science.
4. To study the satisfaction of staff who used video for learning on smart campus
system to improve the work efficiency for staff at Sichuan University of Arts and Science.

Literature Reviews

1. Video for Learning

Video for learning refers to a method using video resources for knowledge
acquisition and skill enhancement, presented in video format and played on electronic
devices such as computers and mobile phones. It allows learners to study autonomously,
control learning progress (pause, rewind, etc.), and utilize fragmented time, breaking the
constraints of time and space (Lai, 2023). Its advantages include multimodal integration
(text,images, audio, animation) for intuitive understanding, rich resources for personalized
selection, and low cost compared to traditional training (Yang et al., 2023). Crucially, the
combination of visual and auditory stimuli in video facilitates deeper cognitive processing,
directly improving memory retention and the transfer of complex technical skills.
Furthermore, the flexibility offered by video micro-content makes it an ideal pedagogical
tool for professional development and continuous learning within fast-paced digital
environments, supporting the effective application of knowledge in practical settings. This
scalable and accessible characteristic positions video-based training as the optimal solution
for addressing the documented widespread staff proficiency gap in complex institutional
environments, such as the Smart Campus system.

2. Smart Campus System

At Sichuan University of Arts and Science, the smart campus system was launched
in October 2022, with the goal of transitioning from “being able to use” to “using it well”
(Sichuan University of Arts and Science, 2022). It integrates 11 major work modules,
including office services (meeting applications, contract management), academic
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administration (teacher transfers, teaching evaluations), and student management (honors
registration, disciplinary records). Staff can access the system via computers or mobile
phones, handling tasks such as attendance, course arrangement, and leave procedures online
(Sichuan University of Arts and Science, 2021). However, due to insufficient training, staff
often fail to utilize its full functionality, limiting its role in improving work efficiency. This
situation highlights a fundamental paradox (Li, 2022). While the system is designed to
promote efficiency through advanced integration, its complexity inherently demands
continuous professional development. Effective management of such a complex,
integrated digital environment, therefore, requires staff proficiency beyond basic operation;
it necessitates targeted training to foster a deeper understanding of the system’s strategic
capabilities and interconnections.

3. ADDIE Model

The ADDIE model, a systematic instructional design framework, guides the
development of video for learning. It consists of five phases: Analysis (assessing staff needs
and existing knowledge), Design (defining learning objectives and assessment criteria),
Development (creating video materials and resources), Implementation (applying videos
in training), and Evaluation (formative and summative assessment to improve content) (Li
& Abidin, 2024). It serves as the industry standard for ensuring that training is structured,
measurable, and effective, particularly when designing materials for complex operational
environments. This model ensures that video training is tailored to staff needs, structured,
and effective, providing a theoretical basis for developing high-quality learning videos.

This study utilizes the systematic process of the conventional ADDIE model to
guide the development of video for learning. However, to address the specific constraints
of staff training—namely, the need for fragmented/bite-sized learning during work breaks —
the model is extended by integrating principles of self-directed learning and microlearning
design. This adaptation is essential because the traditional linear progression of
ADDIE often lacks the necessary agility and flexibility required for highly specialized and
time-constrained professional development in the workplace. This approach deepens the
theoretical foundation and enhances practical utility, providing a more targeted theoretical
basis for producing high-quality staff training videos. The Extended ADDIE Model
incorporates five optimized phases: Analysis Phase: Inquire whether staff perceive learning
the new “Smart Campus System” as a necessity. Concurrently, assess staff intentions to
learn during 10-15-minute work breaks to determine the appropriate video duration and
knowledge density. Design Phase: Clearly define learning objectives and assessment
criteria to enhance staff’s sense of achievement. Content is broken down into “small units”
using microlearning design principles. Development Phase: Not only are video materials
produced, but interactivity is also integrated into the videos. Implementation Phase:
The videos are published on the learning platform, and staff receive regular reminders to
utilize their spare time for learning. Evaluation Phase: Employ questionnaires to assess the
changes in staff knowledge and skills before and after the training, evaluate the video
content’s alignment with actual work progress, and use the results for the iterative
optimization of both the video content and the framework itself.

4. Human Resource Development (HRD)

In the context of a digital high-tech environment, video for learning and training
content not only gradually replaces traditional offline training but also plays a core
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driving role in the development of human resources. This strategic shift is critical for
organizational agility, as video effectively addresses the pain points of traditional training,
such as “high costs and difficulty in standardization,” and through the design of
“personalized and scenario-based” video content, significantly enhances employees’
learning willingness and outcomes. As such, it has become a key choice for optimizing the
human resource development system. Tukhtamishevich (2021) explores the application
value of “targeted video materials” in enhancing the skills of management personnel,
particularly in fostering their managerial competencies, and emphasizes that video
materials must have clear objectives to achieve positive outcomes. However, optimizing
the delivery and assessment of these training materials requires advanced technological
solutions to ensure scalability and personalization. As high-tech innovations such as the
expanding application scenarios of Video GPT and Al-generated educational videos
deepen the development of human resources, Fernandez-Martinez and Fernandez (2022)
have conducted research indicating that audio-visual machine learning plays a significant
role in the human resources field —particularly in enhancing efficiency and enabling more
objective assessment. Given these advancements, the integrated application of Al and
video-based micro-content is now recognized as the industry standard for rapidly and
effectively bridging crucial skill gaps in complex digital workplace environments.

5. Work Efficiency

Work efficiency refers to the ratio of work output to input, reflecting an
individual’s ability to complete tasks within a specific time. For university staff,
improving work efficiency involves promoting the construction of smart campus systems,
streamlining work processes, shortening the time for handling affairs, and enhancing
departmental collaboration (Wu et al., 2022). Technology, such as video for learning, plays
a key role in enhancing efficiency by enabling proficient use of smart systems (Ansari &
Ahmed, 2024). Crucially, however, the full realization of these institutional efficiency gains
is predicated on the quality and effectiveness of staff training.

Despite the established link between video learning and efficiency, there remains
a critical gap in identifying the optimal pedagogical model for delivering complex
technical training to administrative staff under strict time constraints. Existing studies
highlight the synergy between video learning, smart campus systems, and work efficiency,
yet they rarely propose a comprehensive framework that systematically integrates
instructional design principles (such as the Extended ADDIE Model) with the flexibility
of micro-content to ensure both measurable skill transfer and high user satisfaction. In
summary, traditional training methods fail to meet the demands of smart campus utilization.
Therefore, developing and evaluating this integrated video learning model is essential, as
its proven success can enhance staff proficiency in smart campus systems, improve work
efficiency, and boost satisfaction, ultimately promoting the high-quality development of
Sichuan University of Arts and Science.

Research Methodology

Population and sample group

The population of this study were 200 staff at Sichuan University of Arts and
Science. The sample consisted of 96 staff members from three colleges at Sichuan
University of Arts and Sciences: 32 from the College of Liberal Arts, 32 from the College
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of Traditional Culture, and 32 from the College of Logistics. All participants were
administrative staff who used the Smart Campus system. All three colleges are located
within the same campus helps to control for extraneous variables related to infrastructure,
policy variance, or geographical differences and were selected through purposive sampling.

Instruments of Research

1. Video for learning on smart campus system to improve the work efficiency for
staff at Sichuan University of Arts and Science

The steps for the development of video for learning on smart campus system to
improve the work efficiency for staff at Sichuan University of Arts and Science are as
follows:

1.1 Analysis phase:

Step 1: Determine the need to develop video for learning to training staffs to
apply the smart campus system:

1) Communicate with management and staff to understand the staff’s
current situation in applying the smart campus system, their technical skills, and their
training needs.

2) Analyze the school’s strategic goals and work business processes to
determine the focus and direction of developing video for learning to training staffs to
apply the smart campus system.

Step 2: Target group analysis: Identify the groups of staff who will be taking
the training, including their technical background, learning abilities, and expected training
outcomes.

1) Analyzing the technical background is essential for understanding
the existing skills and knowledge of staff regarding the smart campus system. This includes
staff understanding of smart campus systems, application level and understanding of the
latest technology trends.

2) Learning ability analysis aims to understand staff’s learning
preferences, cognitive styles, and self-management abilities. Different staff may prefer
different learning methods, such as visual learning, auditory learning, or hands-on learning.

3) Expected training results analysis clarifies the goals and expected
results of the training, which guides the development of the entire training plan. This step
requires close cooperation with the technical department and the business department to
ensure that the training content is highly aligned with the business process.

1.2 Design phase:

Step 1: Set smart campus training goals:

1) Based on the results of the analysis phase, formulate specific and
measurable training goals, such as improving staff’s understanding and application
capabilities of smart campus technologies.

2) Improve smart campus technology awareness: Enhance staff’s
understanding of the concept, architecture, functions of a smart campus and its importance
in school management and teaching.

3) Enhance technology application capabilities: Through practical
operations and case analysis, improve staff skills in daily management and teaching
activities in the smart campus system.
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4) Promote innovative thinking and collaboration: Encourage staff to
explore new uses of smart campus technology, promote cross-departmental cooperation,
and jointly promote the school’s smart process.

Step 2: Determine the training content:

Identify the training content needed to develop videos for learning about the
smart campus, including the basic principles, application scenarios, and operational skills
related to video learning.

1) The training content should cover all aspects of video learning, from
basic principles to application scenarios and then operation skills, to form a complete
knowledge system.

2) Focus on the practical application value of the training content to
ensure that trainees can immediately apply what they have learned in their work after
learning.

3) Keep up with the video development trend for learning and
incorporate the latest research results and application cases into the training content.

Step 3: Design video structure:

Develop videos for learning to produce high-quality training tutorials for smart
campus systems, vividly demonstrating the core content of video for learning and the
application scenarios of smart campus systems.

1) Maintain a unified and professional video style, focusing on the use
of animations and storyboards to vividly display complex technical concepts and business
processes.

2) Provide clear subtitles and professional narration to ensure accurate
information transmission and staff understanding.

3) Provide relevant books, papers, websites and other reference
materials at the end of the video for staff to further study and research.

4) According to the plan in the design phase, write a detailed video
script, including dialogue, narration, subtitles, and demonstration steps.

1.3 Development Phase:

According to the video structure and content previously developed in the design
phase, start creating a video for learning on the smart campus system.

Step 1: Prepare video materials by collecting and organizing pictures, video
clips, case studies, and practical resources related to training on the smart campus system.

Step 2: Video recording: record the video and narrate the audio according to
the script. Make sure the video is clear and in line with the rhythm and style of it.

Step 3: Post-editing: Post-edit the recorded video, including editing, dubbing,
adding subtitles, and special effects processing.

1.4 Implementation Phase:

The implementation phase is a key part of the ADDIE model, which marks the
transition of the project from the design phase to the actual operation phase. In this phase,
it is necessary to ensure that the training plan is implemented smoothly and make necessary
adjustments and optimizations based on the actual situation.

Step 1: Release the video by publishing the smart campus system training
video on the school’s internal learning platform or a designated video sharing website.
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Step 2: Organize training activities: notify staff about the release of the video
for learning through school internal emails, bulletin boards, social media and other channels.
Promote the importance and value of the video and encourage staff to actively participate
in training and learning.

Step 3: Provide technical support: provide necessary technical support during
the training process and answer questions encountered by staff when watching the video.

1.5 Evaluation phase:

Through the evaluation phase, we can understand whether the activity has
achieved the expected goals, whether the staff has mastered the required knowledge and
skills, and whether the video materials are suitable for the staff’s needs to improve work
efficiency.

Step 1: Collect feedback: collect staff feedback on the video for learning on
smart campus system through questionnaires, group discussions or one-on-one interviews.

Step 2: Evaluate the training effect: evaluate the effectiveness and practicality
of the training video based on the staff performance, skill improvement and business results
after training.

Step 3: Continuous improvement: Based on the evaluation results,
continuously improve and optimize the video for learning on smart campus system to
improve the training quality and staff satisfaction.

2. Content and media quality questionnaire

2.1 The results of the evaluation assessment of content quality contained
10 questions. It’s a question about the smart campus system at Sichuan University of Arts
and Science with content quality of item objective congruence index (I0OC) by measurement
and evaluation experts. They found that the value of item objective congruence index (10C)
was 0.97. Then they took the assessment to three content experts for further evaluation,
who work in the field of administration. They were asked to check the appropriateness of
the content used in the use of video for learning on smart campus system to improve the
work efficiency for staff at Sichuan University of Arts and Science.

2.2 The results of the evaluation assessment of media quality contained 10
questions. It’s a question about a video for learning with the item objective congruence
index (I0C) by measurement and evaluation experts. They found that the value of the item
objective congruence index (IOC) was 0.93. Then they took the assessment to three
media experts for further evaluation. Those who work in the field of information
technology, computer and education technology, or related fields were asked to check the
appropriateness of the media used in the use of video for learning on smart campus system
to improve the work efficiency for staff at Sichuan University of Arts and Science.

3. Assessment for the result of the video used for learning according to the set
criteria of more than 70 percent

3.1 An achievement assessment contained 40 questions related to smart
campus system that they have learned in the training: 40 items contained a smart campus
system to improve the work efficiency for staff at Sichuan University of Arts and Science.
The staff was assigned to do the test after learning through the video about learning on
smart campus system to improve the work efficiency for staff at Sichuan University of Arts
and Science through this approach.
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3.2 The results of the evaluation assessment with the achievement assessment
of the item objective congruence index (IOC) by measurement and evaluation experts found
that the value of the item objective congruence index (I0OC) was 0.91. Then take the as-
sessment to the staff for further evaluation and the reliability of the questionnaire for the
results of the video used for learning was found by finding the Cronbach Alpha Coefficient
(Cronbach, 1970) which was equal to 0.93.

3.3 Compare between groups from 3 colleges: the College of Liberal Arts
consists of 32 staff, the College of Traditional Culture consists of 32 staff and the College
of Logistics consists of 32 staff.

4. Questionnaire of staff’s satisfaction

The questionnaire was used to ask about the staff’s learning using video for
learning on smart campus system to improve the work efficiency for staff at Sichuan
University of Arts and Science. The results of the evaluation assessment of the satisfaction
of staff of the item objective congruence index (IOC) by measurement and evaluation
experts found that the value of the item objective congruence index (I0C) was 0.83. Then,
the questionnaire was taken to the staff for further evaluation and the reliability of the
questionnaire was found by finding the Cronbach Alpha Coefficient (Cronbach, 1970)
which was equal to 0.89.

Data collection

This data collection was conducted between March 2025 and July 2025,
a five-month period. The sample group were administrative staff who used the Smart
Campus system. The researchers piloted the video for learning on smart campus system to
improve the work efficiency for staff at Sichuan University of Arts and Science with
30 staff on another campus. They found recommendations for improvements, including
the font size on the menu screen and the font size in video. The researchers subsequently
adapted the media according to the recommendations by increasing the font size. The
completed video for learning on smart campus system was then submitted to experts for
content and media quality assessment and trial use with a sample group. The sample group
then evaluated its usability and satisfaction.

Statistics used to analyze data

1. Data analysis from content quality assessments by content experts and media
quality assessments by media experts on the video for learning on smart campus system to
improve the work efficiency for staff. Descriptive statistics were used, including means
(X) and standard deviations (S.D.).

2. Data analysis from the result of the staff according to the set criteria of more
than 70 percent after using the video for learning on smart campus system to improve the
work efficiency for staff.

3. Compare the result of using video for learning on smart campus system of staff
classified by colleges using one-way ANOVA with a significance level of .01.

4. Data analysis of staff satisfaction with the video for learning on smart campus
system to improve the work efficiency for staff was conducted using descriptive statistics,
including mean (X) and standard deviation (S.D.).
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Results

Study the quality of video for learning on smart campus system to improve the
work efficiency for staff at Sichuan University of Arts and Science.

Table 1: Results of evaluation of content quality by three content experts

Evaluation Items X S.D. Result .
Interpretation
1. The. bus1n§ss process of the smart campus 433 0.58 Good
system is consistent.
.2. The j[echnology of the smart campus system 433 058 Good
is proficient.
3. The smart campus system can improve work 433 058 Good
efficiency.
4. Th_e smart campus is feature-rich and covers 333 0,58 Moderate
all businesses.
5. .The smgrt campus system is developed based 467 0.58 Excellent
on job requirements.
6. The smart campus system is easy to operate 433 058 Good
and fully functional.
7. There won’t be many obstacles in promoting 367 0.58 Good
smart campus systems.
8. User training of the smart campus system is 500 0.00 Excellent
very necessary.
9. The smart campus system has strong 333 058 Moderate
technical support.
10. Cf)ntlnqously collecting user feedback can 433 0.58 Good
effectively improve the smart campus system.
Total 4.17 0.52 Good

From Table 1, the results of the content quality assessment of video for learning
on smart campus system to improve the work efficiency for staff at Sichuan University of
Arts and Science by three content experts. The overall quality is good level (X = 4.17,
S.D. = 0.52). When considering each item, it was found that user training of the smart
campus system is very necessary and was at an excellent level (X =5.00, S.D.=0.00) and
the smart campus system is developed based on job requirements and was at an excellent

level (X =4.67,S.D.=0.58), respectively.
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Table 2: Results of evaluation of media quality by three media experts

Evaluation Items X S.D. Result .
Interpretation
1. Video for Learning is an effective way to 467 058 Excellent
learn.
2. V}deo for Learning content is very useful in 467 0.58 Excellent
teaching and management.
3. Tl}e 1nt§ractlve part in V1deg for ?earmng 4.00 0.00 Good
effectively improves learning participation.
4. Video for Learning is personalized. 4.00 0.00 Good
5.. Video for Learning has clear pictures and 467 0.58 Excellent
voices.
6. Video for Learning operation is simple and 500 0.00 Excellent
easy to understand.
7. Video for Learning training time is flexible.  4.67 0.58 Excellent
8. Video for Learning improves work efficiency.  4.67 0.58 Excellent
9. Compared leth .tradltlonal training methods, 467 0.58 Excellent
video for Learning is better.
10. Video for Learning has become a key part of 167 0.58 Excellent
the smart campus system.
Total 4.57 0.40 Excellent

From Table 2, the results of the media quality assessment of video for learning on
smart campus system to improve the work efficiency for staff at Sichuan University of Arts
and Science by three media experts. The overall quality was at an excellent level (X =4.57,
S.D. = 0.40). When considering each item, it was found that the video for learning
operation, which is simple and easy to understand was at an excellent level (X = 5.00,
S.D. =0.00). Additionally, other items including video for learning, are an effective way
to learn, video for learning content is very useful in teaching and management, video for
learning has clear pictures and voices, video for learning training time is flexible, video for
learning improves work efficiency, compared with traditional training methods, video for
learning is better, and video for learning has become a key part of the smart campus system,
all at an excellent level, with (X =4.67, S.D. =0.58), respectively.
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Table 3: Result of evaluation of the result of using video for learning on smart campus
system of staff achieved the results of using video according to the set criteria of
more than 70 percent.

Result
Name of College Total number of staff  Interpretation (More than
70% : > 28 scores)
Liberal Arts 32 20
Traditional Culture 32 19
Logistics 32 17

From Table 3 shows 56 staff (over 70%) met the set criteria for using video for
learning on the smart campus system to improve work efficiency, with 20 from the College
of Liberal Arts, 19 from the College of Traditional Culture and 17 from the College of
Logistics.

The results of using video for learning on smart campus system of staff to improve
the work efficiency for staff at Sichuan University of Arts and Science, classified by
colleges, found that the average score of the College of Liberal Arts staff is 31.0, the
average score of the College of Traditional Culture staff is 30.4, and the average score of
the College of Logistics is 28.2, respectively.
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Figure 1 Show video for learning on smart campus system

Table 4: Result of compare of average scores between groups

Source of Variation SS df MS F P-value
Between Groups 141 2 70.3
— 0.985 0.377
Within Groups 6643 93 714
Total 6784 95
p< .01

From Table 4, the comparison of average scores between groups revealed that
there were no statistically significant differences in the average scores of staff across each
college. 01 level in their use of video for learning on smart campus system of staff to
improve the work efficiency for staff at Sichuan University of Arts and Science by each
college are not different.
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Table 5: Result of evaluation of staff’ satisfaction

Evaluation Items X S.D. Result .
Interpretation
1. The c.ontent is accurate and detailed, meeting 467 051 Highest
the learning needs.
2. It helps employees to train at their own pace.  4.75 0.48 Highest

3. Video for Learning training is well integrated
with the smart campus system, improving the  4.75 0.44 Highest
overall user experience.

4. Expanded social interaction and collaboration

among staff. 4.70 0.54 Highest

5. Stimulated learning motivation and enthusi- 466 057 Highest

asm.

6. The interactive link is well designed. 4.76 0.45 Highest

7. Practical and easy to operate. 4.75 0.48 Highest

8. Red.u'ce the hqlr}an and material costs required 476 0.49 Highest

for traditional training.

9. quther mastered the application of new tech- 470 058 Highest

nologies.

10. Improved work ability and efficiency. 4.76 0.57 Highest
Total 4.73 0.51 Highest

From Table 5, the results of the evaluation of staff satisfaction with video for
learning on smart campus system to improve the work efficiency for 96 staff at Sichuan
University of Arts and Science. The overall staff satisfaction rating was the highest
(X=4.73,5.D.=0.51). When considering each item, it was found that the interactive link
is well designed and at an excellent level (X =4.76,S.D. =0.45), reducing the human and
material costs required for traditional training is at an excellent level (X =4.76,S.D.=0.49);
and improved work ability and efficiency is at an excellent level (X =4.76, S.D. =0.57),
respectively.

Conclusion and Discussion

This study was dedicated to the development of video for learning on smart
campus system to improve the work efficiency for staff at Sichuan University of Arts and
Science. It also aimed to examine the evaluation quality of this content and media, compare
results across different colleges, and investigate staff satisfaction levels. A purposive
sampling method was used to select 96 staff members who regularly utilize the smart
campus system from three colleges. The research instruments utilized included the
developed videos, content and media quality questionnaires, outcome assessment tests, and
staff satisfaction surveys.
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The results of the content quality assessment of video for learning on smart
campus system to improve the work efficiency for staff at Sichuan University of Arts and
Science by three content experts. The overall quality is at a good level and the results of
the media quality assessment of video for learning on smart campus system to improve the
work efficiency for staff at Sichuan University of Arts and Science by three media experts.
The overall quality was at an excellent level. By incorporating elements of video for
learning on smart campus system to improve the work efficiency for staff, it has a clear
development process according to the design principles of the ADDIE model, is
systematically developed, a process that is both high-quality and widely accepted
consisting of 5 steps: analysis, design, development, implementation and evaluation,
measuring and evaluating results using content and media quality assessment, creative
ability questionnaire and satisfaction questionnaire forms for the sample group. Every
process is quality checked by experts at every step. The results of this experiment are
consistent with the results of Noetel (2021), who found that video-based learning has a
positive impact on learning in higher education settings, and our results are in line with
this view, showing that the content of our video is effective in meeting work-related
learning needs and consistent with the results of Yang and Kulnattarawong (2023), who
found that the results of the content quality assessment of the video on the online
reimbursement system to enhance efficiency usage of students at Sichuan University of
Science and Engineering were evaluated by three content experts. The overall quality was
excellent.

The result of the evaluation of the result of using video for learning on smart
campus system of staff achieved the results of using video according to the set criteria of
more than 70 percent. It found that 56 staff (over 70%) met the set criteria for using video
for learning on the smart campus system to improve work efficiency, with 20 from the
College of Liberal Arts, 19 from the College of Traditional Culture and 17 from the College
of Logistics. The results of using video for learning on smart campus system of staff to
improve the work efficiency for staff at Sichuan University of Arts and Science, classified
by colleges, found that the average score of the College of Liberal Arts staff is 31.0, the
average score of the College of Traditional Culture staff is 30.4, and the average score of
the College of Logistics is 28.2, respectively. The comparison of average scores between
groups revealed that there were no statistically significant differences in the average scores
of staff across each college. 01 level in their use of video for learning on smart campus
system of staff to improve the work efficiency for staff at Sichuan University of Arts and
Science by each college are not different. The lack of significant statistical difference across
the three colleges suggests that the training system’s design, specifically the use of highly
structured, self-paced video for learning was robust enough to effectively transcend
variances in departmental culture, prior technological readiness, and specific administrative
job roles. The result is consistent with Wood (2024), whose research shows staff learning
focuses on the organization and based on staff analyzing four videos with diversity, fairness
and inclusion concepts, confirms video-based training can promote learning. Diawati (2023)
notes information technology is crucial for improving human resources efficiency and
output in the digital age, as it implements effective learning.

The results of the evaluation of staff satisfaction with video for learning on smart
campus system to improve the work efficiency for 96 staff at Sichuan University of Arts
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and Science. The overall staff satisfaction rating was the highest (X =4.73,SD =051).
The concise video for learning allows staff to quickly and flexibly review complex
material, leading to a positive attitude toward the overall learning experience. The results
of this experiment are consistent with the research results of Desai and Kulkarni (2022),
who found that video learning provides flexibility in time, place, and content,
significantly improves learner satisfaction, and prompts them to be more willing to use
video learning to improve efficiency and consistent with the results of Bouchrika (2025),
who found that video learning and training help employees acquire and retain knowledge
more effectively and improve satisfaction compared to other methods.

These findings robustly prove that video learning is a workable, cost-effective tool
to boost work efficiency in smart campus environments. This success demonstrates that
video learning improves immediate efficiency and reduces the operational burden of
traditional in-person training. Sammaphetcharat and Rupan (2025), noted human resource
development should include follow-up after meetings, seminars, study tours, and training
to keep pace with rapid changes in three areas: knowledge, skills, and abilities. This ensures
that these activities are of maximum benefit to the organization and improve overall work
efficiency, as well as continuous professional development. However, the study has
limitations that highlight areas for improvement, limitations like purposive sampling and
the short-term nature of the assessment restrict the generalizability and do not account for
knowledge decay. Based on these gaps, future research should prioritize long-term follow-up
studies (e.g., six to twelve months) to explore the sustained impact on actual work
efficiency metrics. Additionally, utilizing quasi-experimental designs (comparing video to
traditional methods) would more robustly establish the causal link, and an in-depth
qualitative study focused on departments like Logistics could inform the creation of high-
ly customized, role-specific training content.

Recommendations

Recommendation for Implementation

1. Applied the ADDIE model to design a tool for training future university staff,
given the proven success and accreditation of this study.

2. Implemented a new technology for the smart campus training system,
acknowledging its effectiveness in bridging colleges and cultural differences.

3. Establish a system to track and promote staff utilization to ensure that all
colleges consistently meet or exceed acceptance criteria, which will maximize the impact
on operational efficiency.

4. Share the video development process and positive results with other colleges
or other campuses to promote the integration of video-based learning, which was found to
have a positive impact on learning in human resource development.

5. Promote the training program, reinforcing a positive attitude toward digital
learning and system adoption among all staff.

Recommendations for Future Research

1. Conduct a longitudinal study to assess the long-term knowledge retention and
sustained work efficiency gains beyond the initial implementation phase to ensure the
training’s benefits are durable over time.
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2. Perform a quantitative study to measure the Return on Investment (ROI) of the
video-based training by quantifying the actual time saved by staff (e.g., task completion,
reduced support calls) compared to traditional training methods.

3. Research the comparative effectiveness of different video formats (e.g.,
interactive videos, microlearning videos, augmented reality integration) for complex topics
within the smart campus system, focusing on specific administrative job roles.

4. A formal and rigorous ethics review process should be undertaken. Prior to
recruiting participants, all steps must be transparently documented and reported to ensure
full informed consent from all participants. Details regarding confidentiality, anonymity,
and the voluntary nature of participation must be provided throughout the research cycle,
from data collection to reporting.
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Abstract: This study investigates the effective management and transmission of Thai Yuan
local wisdom to future generation through the development of expressly designed cultural
learning space. The Thai Yuan community of Sao Hai, Thailand, known for its rich
weaving traditions and intricate textile patterns, faces the challenge of preserving its unique
cultural identity amidst rapid societal change. This research explores the multifaceted
nature of Thai Yuan local wisdom, encompassing traditional medicine, agricultural
techniques, and social customs. It examines knowledge management strategies, such as
documenting traditional practices and creating platforms for intergenerational knowledge
exchange. The significance of preserving Thai Yuan intellectual identity is stressed as
intricately linked to their local wisdom, language, and historical experience, cultural
learning spaces are also analyzed as dynamic hubs for preserving, transmitting, and
celebrating local wisdom. They range from traditional community centers to modern
digital platforms to promote, accessibility, inclusivity, and community ownership. Effective
strategies are explored for transmitting Thai Yuan local wisdom to younger generations,
integrating traditional storytelling and mentorship with modern technology and digital
platforms to formulate engaging, relevant learning experiences. Holistically combining
traditional and modern methods, boosts community engagement in diverse cultural
learning spaces, allowing the Thai Yuan community to safeguard and transmit rich
cultural heritage for future generation.

Keywords: Thai Yuan local wisdom, Knowledge management, Cultural learning spaces

Introduction

Local wisdom is a multifaceted construct encompassing knowledge, values, skills,
social mechanisms, and natural resources unique to a community. Rooted in specific
geographical and cultural contexts, it offers invaluable insights into adult education and
community development by providing a foundation for sustainable growth and the
preservation of traditional practices (Kongprasertamorn, 2007, p. 1). This emphasis on
indigenous resources aligns with broader theories of wisdom, such as the balance theory,
which posits that wisdom involves balancing diverse and sometimes conflicting elements.
Within adult education, local wisdom serves as a powerful tool for character development
and a source of inspiration for scientific learning.

The cultural heritage of the Thai Yuan people in Saraburi’s Sao Hai District
indicates that they originally settled in northern Thailand, particularly around Chiang Saen,
before migrating to the Pa Sak River area over 200 years ago. Archaeological findings
in the region, which include ancient vessels, weapons, and tools, also feature traditional
woven fabrics over a century old, such as muk yok dok, khid-patterned cloth, and jok
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fabric. The Thai Yuan community maintains a distinctive local dialect, the Yuan or Lanna
language, and its members self-identify as “Khon Yuan.” The prosperity of their culture is
evident in the preservation of traditional customs inherited from their original homeland
(Thai Yuan Folk Cultural Museum, 2022). These customs include merit-making ceremonies
like the Salak Phat festival, the offering of beeswax castles, traditional music and dance
performances, and the khan kao ritual (offering food bowls) dedicated to deceased relatives,
as well as the crafting of bai sri (ceremonial arrangements). However, this local wisdom is
currently facing a critical decline. Only a few communities continue to transmit this craft,
with the practice being predominantly maintained by the elderly. The local wisdom is
considered a form of tacit knowledge —embedded in the skills and expertise accumulated
through years of experience —that is often conveyed through demonstration and observation
rather than explicit verbal explanation (Prathomlek, 2004, pp. 111-117). A significant
challenge is the declining interest among younger generations in pursuing weaving as a
profession, which threatens the continuity of this cultural heritage and risks its eventual
disappearance.

Research objective

This study aims to investigate the effective management and transfer of Thai Yuan
local wisdom to future generations through the development of a purpose-built cultural
learning space. The developed model is intended to be adaptable for use by other
communities, enabling them to create sustainable cultural learning environments tailored
to their specific contexts.

Conceptual framework

LOCAL WISDOM MANAGEMENT THROUGH THE DEVELOPMENT OF CULTURAL LEARNING SPACES.

01 03 05

INPUT OUTPUT IMPACT

o= -local wisdom ‘.. -intellectual “ -transmitting
® == -human capital identity of the = Thai Yuan local
Thai Yuan wisdom to new
_l people '} generation
PROCESS OUTPUT
p -knowledge / -Thai Yuan

management culture learning
space

Figure 1 Conceptual frameworks

Literature review

This study’s approach to the management of local wisdom through the development
of a cultural learning space is grounded in a synthesis of several key academic frameworks.
This literature review synthesizes concepts related to local wisdom, knowledge
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management, community and cultural capital, and local education, providing a theoretical
foundation for the proposed intervention.

1. Local wisdom in Thai Yuan community.

Local wisdom is defined as the knowledge and intelligence of villagers, which has
been inherited from their ancestors and applied alongside their own experiences to improve
their quality of life (The Executive Committee of the Celebration of His Majesty the King’s
Birthday, 2001, p. 26). This valuable cultural knowledge, which has been passed down
through generations, serves as a fundamental pillar of society. It reflects the way of life,
art, culture, traditions, and beliefs of a community. Since Thai wisdom varies significantly
by region, managing this knowledge involves more than simply collecting all existing
content. As Na Thalang (2003, pp. 1-5) points out, it is a complex process due to the diverse
and constantly evolving nature of information. Effective management can be achieved by
providing broad information about different content groups, their practitioners, and
locations. This community-based approach is founded on the belief that villagers have the
potential for self-development. Management is guided by the concepts of local culture and
wisdom, with the goal of encouraging community members to study and understand their
history, local scholars, and arts. The aim is to foster new creations while preserving
original traditions, thereby promoting understanding and awareness of their present
reality. This process utilizes cultural dimensions and local wisdom as tools for
people-centric development. Through participatory decision-making, it nurtures self-pride,
preserves cultural identity, and creates learning opportunities both within and outside the
community. The study of social and cultural capital reveals that this value, inherent to
the local area, can take various forms. It includes: (1) spirit capital, which consists of
a community’s value system, local consciousness, and pride in their hometown;
(2) intellectual capital, which comprises local knowledge and heritage; (3) human capital,
referring to the potential of individuals and thought leaders; (4) natural resource capital,
involving the use of local resources to create an economic and survival base; and
(5) public fund management, which pertains to the management of economic capital and
fundraising. The concept of local education emphasizes people, knowledge, ethical values,
and the unique ways of life of local populations (Chitwatana, 2003, p. 15). It provides a
foundation for sustainable development by promoting the utilization of local resources and
the preservation of traditional practices (Kongprasertamorn, 2007, p. 1). Furthermore,
integrating local wisdom into educational curricula fosters a deeper understanding of
cultural heritage (Putri, 2019, p. 022095), and often contains valuable insights into natural
phenomena and traditional resource management (Vandebroek, 2011, p. 7).

2. Knowledge Management.

Knowledge, acquired through experience or study, exists on both an individual
and a collective level. In a business context, knowledge encompasses the skills, insights,
and information crucial for effective decision-making and strategic insight. According to
Sharma, knowledge can be categorized into three types: explicit (formal, structured, and
easily communicated), tacit (personal and difficult to formalize), and cultural (shared
assumptions and beliefs that shape understanding and action). Knowledge management
(KM) is a multidisciplinary field that aims to capture and leverage tacit knowledge for
specific applications, thereby enhancing organizational performance through the production
and application of information and the fostering of organizational learning. This field draws
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on insights from various disciplines and plays a vital role in decisions related to human
resource management, I'T, and strategic planning across diverse sectors. Since its emergence
in the 1990s, KM has become integral to decision-making in numerous fields (Dervin,
1998, p. 36).

Local wisdom is characterized as an interconnected body of knowledge related to
the careers, economy, culture, and social conditions of a specific community (Wasi, 1987,
p. 6). It refers to the knowledge derived from people’s life experiences, which has been
studied, analyzed, and refined into a crystallized form of wisdom composed of various
fields of study. Local wisdom is a common form of knowledge within society, communities,
and among knowledgeable individuals. If sought out and applied, it can be acknowledged,
accepted, and passed on and developed for new generations in alignment with the era.
The management of this valuable form of cultural knowledge involves preserving and
transmitting ancient traditions, beliefs, and practices (Zulfadrim, 2018, p. 12008).
Furthermore, teaching materials based on local wisdom can enhance educational programs
and connect students to their cultural heritage (Abidah, 2021, p. 57).

3. Cultural learning spaces.

Cultural, training, and educational spaces first examine the relationship with
knowledge that is generated by the links between the school system and other cultural,
training, and educational spaces, taking a historical, pedagogical, and philosophical
perspective. Easy access to learning materials in these spaces creates different relationships
with knowledge compared to those observed within traditional schools. The text then
explores pedagogical practices in various cultural and educational settings, such as
libraries, media libraries, museums, historical sites, heritage locations, social networks,
and other multimedia formats (Balmon, 2025). These approaches recognize the diversity
of learners’ backgrounds, experiences, and learning needs, and aim to create environments
that are inclusive, engaging, and supportive of diverse ways of knowing and learning
(Mcloughlin, 2000, p. 229).

A prominent example of such a space is the Thai Yuan Folk Culture Hall in Saraburi
province, which houses a rare collection of traditional Thai houses and serves as a vital
center for cultural exchange, particularly for the Thai Yuan ethnic group. The hall hosts
various activities, including meetings, seminars, traditional Lanna-style events, and youth
training programs focused on Thai Yuan folk arts and wisdom, such as traditional dance,
paper cutting, cooking, and crafting with banana leaves. The founder, Ajarn Songchai
Wannakul, began collecting local artifacts in 1969, including the house of a former Saraburi
governor and a house of a notorious bandit from Suphan Buri. His collection also includes
hundreds of antique woven fabrics and over 20 boats from the Pa Sak River basin
and central Thailand, which are displayed in the Pa Sak River Basin Boat Museum
(Wanunyaruk, 2023, p. 134).

Driven by a desire to preserve the language and material culture, Ajarn Songchai
established the Saraburi Thai Yuan Cultural Hall in 1993, collaborating with the
community through a house-temple-school partnership. This initiative focused on three
key areas: tracing the history and migration of the Thai Yuan people from Chiang Saen,
preserving, restoring, and promoting the ethnic group’s cultural heritage, and fostering
connections between cultural groups to expand outreach and encourage youth involvement
(Thubthun, 2024, p. 543). The Cultural Hall actively works to revive and sustain cultural
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activities, such as the Boon Salak Bhat merit-making ceremony, using it as a platform to
promote the Thai Yuan language and culture. This is often complemented by evening events
featuring Khantoke dinners and cultural performances (Wanunyaruk, 2023, p. 134).

Research methodology

This study adopted a qualitative research approach to explore the management of
local wisdom through the development of cultural learning spaces. Data was collected
using a combination of methods, including focus group discussions, in-depth interviews,
non-participatory observation, and a comprehensive analysis of relevant documents. The
primary objective of this research was to investigate the local wisdom of the Tai Yuan
community, with a focus on gathering knowledge of their intangible cultural heritage with
community participation, and to facilitate the development of these cultural learning
spaces. The study’s scope focused specifically on the community participation process in
the knowledge management of the intangible cultural heritage of a weaving group located
in Sao Hai District, Saraburi Province.

1. Key Informants and Study Area. The study area was the Tai Yuan community
in Sao Hai District, Saraburi Province. A focus group discussion was conducted with six
key informants, who were selected using a criterion-based selection method. These
informants included individuals who played a pivotal role in the establishment and
management of the Thai Yuan Folk Cultural Center, as well as elders with a minimum of
10 years of experience in local wisdom and direct experience in weaving. An additional
in-depth interview was conducted with one key informant representing an organization
involved in the development of the Tai Yuan Sao Hai community.

2. Research Instruments and Data Collection. In this qualitative study, the
primary research instrument was the researcher. Supplementary tools were also prepared
to facilitate data collection, including a semi-structured interview guide for the focus group
discussions, open-ended questions for the in-depth interviews, a notebook, an audio
recorder, and a camera. The researcher initially collected preliminary information from
books, research papers, and academic articles. This foundational knowledge was then used
to develop the interview guides, which were designed to encourage participants to express
their opinions freely. Subsequently, the researcher conducted a field study to interview the
key informants.

3. Data Analysis. Following the semi-structured interviews, the collected data
were transcribed, interpreted, and categorized according to the research framework. The
analyzed content was then cross-referenced with data obtained from non-participatory
observation and relevant documents and research. Finally, the research findings were
presented in a descriptive format, summarizing the analysis and directly addressing the
research objectives.

Research Results and Discussion

This study explored the local wisdom of the Thai Yuan community in Sao Hai
District, Saraburi Province. The research findings, categorized by the key themes of the
investigation, are presented below.
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1. The Local Wisdom of the Thai Yuan Community of Sao Hai

The local wisdom of the Thai Yuan community is a multifaceted and integral
component of their cultural practices. This wisdom is demonstrated through their mastery
of traditional crafts and instruments, which include the creation of intricate tools, utensils,
and weapons. Their weaving tradition, which has been passed down for over a century, is
particularly notable for its unique and complex patterns, such as Muk Yok Dok, Lai Khid,
and Chok. These textiles serve both a practical function and a powerful symbolic role,
expressing the community’s identity. The preservation of their distinctive “Thai Yuan™ or
“Lanna” language is also a fundamental aspect of their identity as “Kon Yuan,” as it serves
as the primary vehicle for intergenerational knowledge transmission. The community’s
cultural richness is further displayed through various social customs and rituals, including
the Boon Salak Bhat and the Prasat Phueng procession, which reflect a strong
connection to their spiritual beliefs. Additionally, their musical and performance heritage,
encompassing traditional folk songs, dances, and forms adopted from neighboring
communities, highlights a dynamic process of cultural exchange.

2. Knowledge Management Strategies.

The Thai Yuan community employs a proactive and multifaceted approach to
knowledge management. Their strategies are primarily focused on the collection and
preservation of knowledge, with the Thai Yuan Folk Culture Hall serving as a central
repository for their cultural heritage. This repository houses a comprehensive collection of
artifacts, including ancient houses, textiles, and traditional boats. The community’s approach
extends beyond mere storage, emphasizing the continuous utilization and dissemination of
knowledge through the regular organization of cultural events, such as the Thod Kathin
water procession. Furthermore, they demonstrate an adaptive methodology through the
application of technology, leveraging online platforms like the Cultural Hall’s Facebook
page to promote their activities and engage a broader audience, including younger
generations and tourists.

3. The Intellectual Identity of the Thai Yuan People.

The intellectual identity of the Thai Yuan people is inextricably linked to their
local wisdom, which is manifested through their cultural practices, language, and shared
historical experiences. Their sustained emphasis on preserving their local dialect and
creating unique textile patterns is not merely an act of preservation but an active endeavor
to maintain the core of their identity that defines their way of life. This aligns with the
scholarly understanding that historical narratives are instrumental in shaping an ethnic
group’s worldview and sense of self.

4. Managing Thai Yuan Local Wisdom as a Cultural Learning Space.

The Thai Yuan Folk Culture Hall provides a compelling case study of a cultural
learning space. It functions not only as a repository for cultural narratives but also as a
center for non-formal education that fosters self-directed learning. The management of
local wisdom through this space is a practical application of the principle that effective
learning environments should reflect and engage with the local social and cultural context.
This is evident in the integration of learning with community life and traditions, as
exemplified by the hosting of rituals and activities central to their heritage. The
community’s collaboration with local organizations further ensures that their initiatives
are aligned with broader community development goals.

158



HRD JOURNAL Volume 17, Number 1, June 2026

5. Transmitting Thai Yuan Local Wisdom to the New Generation.

This research indicates that the transmission of the Thai Yuan community’s local
wisdom to the new generation relies on a hybrid approach that integrates traditional
methods with modern mechanisms, with the Thai Yuan Folk Culture Hall serving as the
central hub of this process. The Cultural Hall functions as a tangible “cultural learning
space” that provides informal access for the new generation to learn about their cultural
heritage. The Hall is not limited to displaying artifacts; it also continuously organizes
cultural events and rituals, such as the Prasat Phueng procession and the Thod Kathin
water procession. This approach integrates learning with the community’s real-life
experiences, enabling youth and other interested individuals to participate in traditions in
a lively and engaging manner. In addition, the organization of youth training programs
focused on folk arts and wisdom, such as weaving and cooking, ensures that tangible
knowledge is systematically passed down. The community has also adapted by leveraging
modern technology to expand the reach and transmission of their wisdom. They use social
media platforms, such as the Cultural Hall’s Facebook page, to publicize events and serve
as a resource for interested parties. This demonstrates the community’s adaptability in
bridging traditional wisdom with the behaviors of the new generation, who are accustomed
to learning and seeking information through online channels. This process of knowledge
transmission is further supported by a collaborative house-temple-school partnership, which
creates a robust network for promoting and instilling pride in cultural identity among the
youth. The participation of multiple sectors ensures that the preservation and transmission
of local wisdom are not limited to a few groups but are a shared responsibility of the entire
community.

This research confirms that the local wisdom of the Thai Yuan community in Sao
Hai District is deeply and intricately intertwined with their intellectual and cultural
identity. The key findings and discussion are presented as follows.

1. The Holistic Nature of Thai Yuan Local Wisdom.

The research findings indicate that the local wisdom of the Thai Yuan community
is a multifaceted body of knowledge intricately interconnected with every dimension of
their life. This aligns with Wasi’s (1987, p. 6) concept that local wisdom is a holistic body
of knowledge encompassing professional, economic, cultural, and social aspects of a
community. The community’s continuous preservation of unique weaving patterns—such
as Muk Yok Dok, Lai Khid, and Chok—along with their distinct dialect and various
customs, demonstrates that this knowledge is not merely a collection of stored information.
Instead, it is an integral part of their daily life, actively reflecting their core values and
beliefs. Managing wisdom in this manner effectively preserves a valuable cultural
knowledge that serves as a fundamental foundation of their society, passed down through
generations (The Executive Committee of the Celebration of His Majesty the King’s
Birthday, 2001, p. 26). This form of knowledge management is a deliberate act of building
“community capital,” which is rooted in the belief that community members have the
inherent potential for self-development (Na Thalang, 2003, pp. 1-5). The ability of the Thai
Yuan community to maintain their cultural heritage, despite societal changes, signifies their
capacity to leverage their “intellectual capital,” a valuable, intangible asset embedded
within the individuals themselves. This wisdom, therefore, is not a relic of the past but a
dynamic force that sustains the community and fosters a sense of pride in their cultural
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identity. Furthermore, the research highlights that the community’s commitment to their
dialect and customs resonates with the broader academic understanding that local wisdom
can contain valuable insights into natural resource management (Vandebroek, 2011, p. 7)
and that its integration into educational curricula can foster a deeper understanding of
cultural heritage (Putri, 2019, p. 022095). The systematic transmission of the Thai Yuan’s
wisdom thus serves as a crucial foundation for sustainable development, as it promotes the
use of local resources and the continuation of traditional practices (Kongprasertamorn,
2007, p. 1). This establishes a clear link between the management of cultural wisdom and
the sustainable social and economic development of the community.

2. Knowledge Management and Preservation Strategies.

The knowledge management strategies of the Thai Yuan community align with
the core principles of effective community-level knowledge management. They have
successfully implemented a system that not only collects and preserves cultural knowledge
but also ensures its dynamic use and dissemination. The Thai Yuan Folk Culture Hall in
Sao Hai District serves as the central hub of this strategy. It acts as a comprehensive
repository for a wide range of cultural information, encompassing both explicit knowledge
(formal, documented information) and tacit knowledge (skills and wisdom held by key
informants in the community) (Dervin, 1998, p. 36). The foundation of this repository is a
vast collection of artifacts, including ancient Thai houses, antique textiles, and over
20 boats, which began to be assembled as early as 1969 by the founder, Ajarn Songchai
Wannakul (Wanunyaruk, 2023, p. 134). This long-term commitment to collection and
preservation ensures that the material heritage of the community is secured. However, the
strategy transcends mere storage. It focuses on dynamic use and active dissemination of
knowledge. This is achieved through the continuous organization of significant cultural
events and rituals, such as the Thod Kathin water procession and the Phra Prasat Phueng
procession. This approach is consistent with the ideas of Zheng (2009, p. 213) and
Beazley (2003, p. 65), who emphasize that effective knowledge management must make
information accessible and actively utilized to prevent knowledge loss. These events not
only keep the traditions alive but also serve as platforms for direct, real-world knowledge
transfer. Furthermore, the community employs a hybrid approach that combines
traditional methods with modern mechanisms. While the cultural hall functions as a
physical learning space, the community leverages online platforms, particularly the
Cultural Hall’s Facebook page, for promotion and communication. This demonstrates an
adaptive strategy to reach a broader audience, including tourists and the younger generation,
who are accustomed to online information. The entire initiative is built upon a collaborative
house-temple-school partnership, which provides a robust network for preserving and
promoting ethnic cultural heritage and fostering youth involvement (Thubthun, 2024, p. 543).

3. The Intellectual Identity of the Thai Yuan People.

The research confirms that the intellectual identity of the Thai Yuan people is
complexly and inextricably linked to their local wisdom (Thubthun, 2017, p. 247). This
identity is not a static concept, but a dynamic construct actively shaped by their unique
historical experiences and the preservation of their cultural heritage, a finding that
corresponds with the academic understanding that language and history are pivotal in
shaping an ethnic group’s worldview and sense of self (Jory, 2007, p. 255). The
community’s continued focus on preserving their distinctive dialect and creating intricate
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woven textiles is not just about protecting artifacts but about sustaining the very essence
of their identity that defines their way of life and worldview. This effort is a deliberate act
of building “community capital,” a concept rooted in the belief that community members
possess the potential for self-development (Na Thalang, 2003, pp. 1-5). The ability of the
Thai Yuan community to maintain their cultural heritage, despite societal changes, signifies
their capacity to leverage their “intellectual capital,” a valuable, intangible asset embedded
within the individuals themselves. As one informant noted, the mission to preserve this
heritage is a shared responsibility, reflecting a collective commitment to “inherit according
to the intentions of the teacher” who founded the cultural hall. This dedication is
exemplified by the founder, Ajarn Songchai Wannakul, who was “driven by a desire to
preserve language and material culture” when he established the Thai Yuan Cultural Hall
(Thubthun, 2024, p. 543). The preservation of this intellectual capital is further
demonstrated by the community’s proactive efforts to revive and sustain cultural activities.
The Cultural Hall, for instance, is used as a platform to promote the Thai Yuan language
and culture through events like the Boon Salak Bhat ceremony (Wanunyaruk, 2023, p. 134).
These actions are not merely a display of tradition; they are a living manifestation of their
identity, ensuring that their worldview and sense of self continue to thrive and are passed
down to future generations.

4. Managing Thai Yuan Local Wisdom to Cultural Learning Space.

The Thai Yuan Folk Culture Hall in Sao Hai District serves as a compelling case
study of a cultural learning space that goes beyond the conventional function of a museum.
It operates as a dynamic center that actively promotes informal education and self-directed
learning (Areekul, 2023, p. 108). The research findings confirm that the Hall is not merely
a static repository for artifacts; as one informant stated, it is a “comprehensive center”
where everything is “collected” and where the community has the “convenience of using
this place”. This reflects a deliberate approach to transforming a physical space into
a living educational environment. The organization of cultural activities at the Hall, such
as the Phra Prasat Phueng procession and the Thod Kathin water procession, is a practical
application of the principle that learning environments should directly reflect and engage
with the local social and cultural context (Sukaroj, 2020, pp. 79-92). By hosting these
events, the Hall integrates learning with the community’s real-life experiences, making the
process of knowledge transfer more tangible and meaningful. This also aligns with the
broader goal of making local wisdom accessible and continuously utilized, a key tenet of
effective knowledge management (Zheng, 2009, p. 213; Beazley, 2003, p. 65). The Hall’s
role as a venue for cultural narratives and a platform for community collaboration is

therefore a crucial characteristic that contributes to its effectiveness as a learning space.

Management of this cultural learning space is also a testament to the community’s sense
of shared ownership and commitment. This is evident in the collaborations, such as the
house-temple-school partnership, that provide a robust network for preserving and
promoting cultural heritage (Thubthun, 2024, p. 543). An informant noted that the
community manages the Hall and its events “ourselves,” driven by a desire to “inherit
according to the intentions of the teacher” who founded the Hall. This collective effort
demonstrates that despite facing significant challenges, such as the high cost of maintenance
due to natural disasters, the community is resilient and committed to sustaining its
cultural learning space for future generations.
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5. The Intergenerational Transmission of Thai Yuan Local Wisdom.

The research indicates that the transmission of the Thai Yuan community’s local
wisdom to the new generation is not left to chance but relies on a deliberate hybrid approach
that integrates traditional methods with modern mechanisms. At the heart of this process
is the Thai Yuan Folk Culture Hall in Sao Hai District, which serves as a central hub for
bridging generational gaps. The Cultural Hall acts as a living “cultural learning space”
where tangible knowledge is systematically passed down. It accomplishes this by offering
youth training programs in folk arts and wisdom, such as traditional dance, paper cutting,
cooking, and crafting with banana leaves. These programs provide a structured and
engaging way for young people to acquire skills that are integral to their heritage. This
approach goes beyond passive observation, encouraging active participation in cultural
practices. The Hall’s role is further solidified by its continuous organization of cultural
events and rituals like the Phra Prasat Phueng procession and the Thod Kathin water
procession. As one informant noted, the Hall allows the community to “organize our own
events” and “inherit according to the intentions of the teacher” who founded it. These events
transform theoretical knowledge into lived experience, making the process of knowledge
transfer more tangible and meaningful for the new generation. The community’s efforts
are also bolstered by a collaborative house-temple-school partnership (Thubthun, 2024,
p. 543), which creates a robust network for preserving and promoting cultural heritage.
Furthermore, the community has shown remarkable adaptability by leveraging modern
technology to expand the reach of their wisdom. By using online platforms, specifically
the Cultural Hall’s Facebook page, for promotion and communication, they are bridging
the gap between traditional wisdom and the digital natives of the new generation. This
strategic use of social media demonstrates a forward-thinking approach to ensure that
their cultural knowledge remains relevant and accessible to an audience accustomed to
seeking information online. This multifaceted approach—combining structured training,
collaborative partnerships, and modern technology —showcases a sustainable and effective
model for preserving and transmitting cultural heritage to future generations.

Recommendations

1. Recommendations for the Application of Research.

The foundation for creating and sustaining cultural spaces is a genuine love for
and commitment to preserving one’s own cultural heritage. This process requires the active
participation of not only community members but also governmental and private sectors
that collaborate in the development of these spaces. Central to this effort is the effective
management and dissemination of cultural knowledge, which is achieved through a range
of organized activities aimed at promoting mutual learning. These cultural learning spaces
serve as platforms for knowledge exchange between local wisdom holders—such as
community elders or cultural experts—and learners, including students and interested
tourists. Through such interactive engagements, knowledge is transmitted in a dynamic
and participatory manner. The effective management of knowledge within these cultural
learning spaces contributes to the establishment of a lifelong learning ecosystem. This
model can serve as a replicable framework for other communities aiming to pursue
sustainable development through the preservation and active transmission of their cultural
heritage.
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2. Recommendations for Future Research.

For this study, the researcher selected a qualitative approach, as it is well-suited
for examining cross-cultural issues and understanding how diversity functions in different
communities. However, the research suggests that future studies on cross-cultural learning
spaces should adopt a mixed-methods approach. This is recommended to better address
the diverse needs of learners and to explore innovative methods for transferring local
wisdom to others, particularly through digital platforms.
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