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Abstract

This research aims to 1) study the integration of green supply chain management,
competitive advantage, and performance of community enterprises in the agricultural
products processing sector in SANUK provinces groups and 2) study the influence of
integration of environmentally green supply chains and competitive potential on performance
of the agricultural products processing group in SANUK province. The samples of this research
are 400 entrepreneurs of community enterprises in the agricultural products processing
sector in SANUK provinces groups that consisted of Sakon Nakhon, Nakhon Phanom and
Mukdahan province. The instruments are questionnaires and data analysis using the PLS-
SEM method. The research result found that 1) the integration of environmentally green
supply chains, competitive advantage, and performance of community enterprises in the
agricultural products processing sector in SANUK provinces groups consisted of an integration
in the organization, customers, suppliers, cost, quality, innovation, and quick response and
2) the results of the Outer and Inner model found that the integration in the organization,
customers, suppliers, cost, quality, innovation, and quick response have a direct effect on
performance. In addition, the integration in the organization, customers, suppliers, cost,
innovation and quick response have an indirect effect to the performance of environmentally

green supply in the agricultural products processing sector in SANUK provinces groups.

Keywords: Green supply chain integration, Competitive advantage, Performance, SANUK

community enterprises group
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wdedutudlidiome ewrnsianuldidiovlunsudaiulidduldfidessdnsiianudify
AUMSHRILIYARING

Feifuanmanuniussunssy fuusildlunsinuaded Ussneudae msysun
n13a18luedAns (INTER) n15Y TIN5 UGNAI (CUSTO) N13ysan1siudnnateiess
(SUPPL) #uvu (COST) AaunIW (QUALI) winnssu (INNOV) hazn13nauaundng 19595,
(QUICK) wagnan1sduiineu (PERFO) :1namil 1 aunsoukuafalunisdnu dail

1. Msysanmstiugnnaneieas (SUPPL) siunu (COST) winnssu (INNOV) msnausaues
9619539157 (QUICK) wazAanIW (QUALI) fidnEnan1ansinenanisnidueurediainia
YuUNguLUIFUNEANaN1INIsineaslungudaminayn (PERFO) mulduauufigiuainan
n59UATH H13 H15 H17 H19 H20 FeRanssumsysanmsldguvmudifedinaludsuindens
Fuiunuegedduluuivmhiuasfe laomsysanmstuinnaeioss gnén uaznelulad
finansznusieoUszansnwmaasugionazdanndendidsdu (Setyadi, 2019) waznmsiiiy
Fnoamaslundsduil elsidnansdiduauiiaiinen 4 Yade Ae (1983 v, 2552;
Charles & Gareth, 2009) 1) UseAnSa1nauIU 2) AMAIN 3) UIRNNTTU UaT4) N1TADUAUDS
ALRBINISUBIRNAN warnsUINsRanssIiug et LAz Id L Tnns T
fusan s iuueaians Wua uinnssusdndun winnssunssuiuns winnssunisanns
warWIRNTINNINAIR WarnuInsnsvatedurmilenuduiusludaniniasiidvinansdeuse
amsiiiunulagrumsansdinnTsnTian (QUaisIn gasTANAYS wavan, 2559)

2. myysanmsneluednis (INTER) MIysannsiugnean (CUSTO) wagn1sysad
msfivdwwangieas (SUPPL) fiBvEwanisdeusienan1saiiuuvesiamnaguvunguwlssy
HARKAN1INsINYATIUNgUTninauniuaunu (COST) MuLdUANNAFILIINAINNTBUIY
H1 H5 HO Gausstuindeuneludmiulsgumuiiulinsiudunedeudutiademifeadeat
msdnnsedulianusuiaveunaziiasosssuvesiinnuuazfuimsseiugs usaduindeu
melussansvaalsgumuiiduinsiudundon Taud Yasemsimugihluesdns usagelams

wisugna waznagnslunisnsedunislu (Walker et al, 2008) uananiidsdasldinalulag
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'
o a

advaywiuiudmsunsindsidulinsiuduinden eanaildineuazsnansznuiiia

v
=% o

Fuivdanndeulneddunus (Zhu & Sarkis, 2007)

3. myysanmsneluednis (INTER) MIysannsiugnean (CUSTO) uagn1sysad
nsiudnwaneleas (SUPPL) 1avisnaniedeusananisaniunuvedamiagusunguuusgy
HARHAN9NITINERTIUNANTITRaYnE UL IRNTIH (INNOV) AMuduauligIuaInamnsay
198 H3 H7 H11 ?fqmsysmmﬂedqﬂmu Usenauluig nsysanis angludasnisysan
MsneueN (Cao et al, 2015) waznsiaunmimienitannsatilugnisiiuszansami
9ty videutmnsmuastiefiusyAvEnIn AnnIN LAz IIRDUALDIALFDINTVDIGNATLE
(ya MzUa warswinnd iveuna, 2559)

4. M3ysann1snelueddn1s (INTER) maysanmstiugndn (CUSTO) uagnisysan
nsfudwnanetees (SUPPL) siuvu (COST) uinnssu (INNOV) Wagn1snauausiog9inga
(QUICK) fidnSwannedeusonanisAtiuiuraiamAagusunauwUsUNanHan1en1sinyns
lungudaninaynsiuannin (QUALI a1uduauufgiuaInnImnsauide H2 H6 H10 H14
H16 H18 Fansysannstusuwatsiess uazmsysannisaigluiidnsnasenuninms
Uimslulseneuna ((@n3de waunn1sel LagdIswa Jauuuu, 2561) warn1saniiung
ATIREBUSNUAIINdDLYRIImaNBL1883 (Chiou et al, 2011)

5. M3ysannIngluesdnis (INTER) msysanmsfiugnan (CUSTO) uagn sysain
nsiudwwaneteas (SUPPL) fiBnsnanisdeusienan1saiiuuvesiamnaguvunguulssy
nanravenIsinumslunguisvinaunnunsneuaueIag 195357 (QUICK) audusunfignu
1nAWNsaUITe He H8 H12 Tagdl Flynn et al. (2010) n@1IfaNadNSIINANNEINTANNS
Fanslegunuiiodanndenliiosusviliiosdnsiinnsmsmeuaussauiosnisved
dndldduds widshgliAnnsufuusmansdiusmmnagsiauasifiuanuansalunis
WYt ueegInala warn1sasaveliUaun1answyety ausaiilasienisasiendny
uanssluAuduazuinslududuasuinmstinntuieadueuduendnuniisegises
wanSasfliusingluasnesgndiidagaaruaulawasnieuiiasdneiudelumafim
vvaslEmsusuuienendnsusinagn Seiaesesndldiunadisanandud
fpannnluiieiiinen dndnBuileivuanldmdutiagtu fe mamevaussmufioinIsuns
anflemninin Widnladifanulfiuisuiiuanuiiezuszauanudusauazey o0
wanani msasreteldiussumenmsudsiuenavilddensiauiyaains iegausznie
ALANLARAS19ETIA (Creative thinking) titeadsuinnssulvalq (Innovation) Tulussdms
(ya 7vzUa warswin ivedna, 2559)
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9

AT 1 NFBULLIAAUINISANY

GHHEL

2

1. mmsmwmaﬁ’u%’wwmmaa% (SUPPL) @unu (COST) winnssy (INNOV) A1s

9

a |

MOUAUBIBEI1939ALTY (QUICK) uazaaun I (QUAL) H8nSnaniensemananisaiiuiunes
TamiaguyunguwlssUnnnannsinyaslunguiwminayn (PERFO) muduauuigIuaIn
AMNTOUITY H13 H15 H17 H19

2. m3ysanmMIngluednis (INTER) maysanmsfiugnAn (CUSTO) uagn 1sysad
msivdwnangieas (SUPPL) fiBnSwaniadeusenan1saduauveiamiayuvunguwlssy
HARKAN1INsINYATIUNgUTIninauniudunu (COST) MuLduUANNAFILIINAINNTBUTTY
H1 H5 H9

3. M3ysannsnelueddn1s (INTER) NMsysannsiugnen (CUSTO) wagn1sysad
msivdwwangieas (SUPPL) d8vnanisdeusenanisaniunuveddavnaguyunguussy
HARHAN9NITINEASIUNANTIMTRaUNEIULTANTIH (INNOV) mMuduauufgIuaInamnsau
198 H3 H7 H11

4. m3ysn13neluesdnis (INTER) MIysannsiugnean (CUSTO) uagn1sysad
AsudunangLeas (SUPPL) Aunu (COST) winngsyu (INNOV) Lazn15nouauatat1esinig)
(QUICK) {83 Wan 190eusanan1satiuauvesdan niaguyunguuUssUNEnHan 9NN yns
lungudswinaynsiuannIn (QUALY aaduauufgiuainnaImnsauise H2 H6 H10 H14
H16 H18
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5. myysanmsnieluesdns (INTER) m1sysannisiiugnan (CUSTO) uagnnsysai
nsiudnwaneleas (SUPPL) 1avisnanedeusananisaniunuveianiagusunguuusgy
naravenIsinunslunguisvinaunnunsneuaueIeg 19537 (QUICK) anuiduauufigny

INAIMNNTOUIIY HA H8 H12

52108U25738 (Research Methodology)

[
o a

M7duATaandumMsITeludalinm (Quantitative research) lnggidea1iiuns
Weretelud

Uszanafildluadsiidio TamAagusunguuussundananisninnunslungudama
aun Usznaumedaningnauns uasnuN Yna1ms 91UIU 4,477 518 AMRuAANUandy
YosUsErINTntU 0.05 sedutisarandni 0.05 sedumanderiu 95% leangusegiadiuau
400 #1884 ‘vﬁmidmﬁaamuwmwﬁﬁﬁguqﬁ (Stratified random sampling) 8¢ 19ddnau
dielwlunluusaziiui uwiadu faoninanauns 216 detrs Sminuaswum 123 e
wardanInynNAmIg 61 Fegna

w3osdlefildlumsidelunded [uuvasuaudstwutuliaenadosnseunquii
TnnUsrasAuaznsouLuIAnluni1s3de USUUsauna1n Antonius (2019), Wu (2013) uag
Yongtao et al. (2017) 1dunuugauaiuUszuniml 550U lasuuseanidy 4 noy
Usznousie aewdl 1 deyamluvesiauiagueu neud 2 AnwAaiuieriunsysanns
vinaldguvuiliduiinsiudandon neuil 3 mnuAsiuAsfudngamlunisusiures
JavAayuvy uazaeud 4 AnuAaiuA gafunanisAdunuyesiavAsyusy 1
wuvaaunulunaaesldiviamiagurunguulssundananinisinensiudminanaunas
F1uau 30 19 dudunmsmmanuidesiuvesiuuasunu Tnememnendudszansueaninig

T8v8IATEUUIA (Cronbach’s alpha coefficient) IngiiA1ag5eving 0.814-0.956
mynzideyalupdailvihnslnseineidns PLS-SEM Jadumsinuazinsiei

VYa v a L3

mndiusvesiulsidunalilunsasiudsiusuususauuy Reflective Begisoiiass

Tnl4Tusunsu ADANCO Tagluafadagifunmstinsiginuusians Outer uag Inner danns
Anesiuuudiaes Outer iitadosnsmanudedureslunadisnismaraudusiusi
Aelu (nner) wagn1euan (Outer) L{‘Jumiﬁué’ummL%aﬁu’iﬂmLﬂaﬁizé’ummﬁaﬁuqﬂ
1AgN91580191nA1 Loading>0.05 (Fornell & Larcker, 1981) A1 AVE (Average variance

extracted)>0.05 (Fornell & Larcker, 1981; Hair et al., 2011) @1 P, (Dijkstra-Henseler’s
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rho)>0.70 (Henseler et al., 2009; Nunnally & Bernstein, 1994) A1 P (Joreskog’s rho)>0.70
(Nunnally, 1978) @' 1 Cronbach’s alpha >0.70 (Hair et al., 2011; Nunnally, 1978) A1
Discriminant validity:Fornell-Larcker >(AVE)? (Fornell & Larcker, 1981) kag@n Discriminant
validity: Heterotrait-Monotrait ratio of correlation (HTMT)<1 (Teo et al., 2008)

Va v A 1

N15IATIENUUUIIABY Inner 338W50419nA1 Coefficient of determination R?
Taefionsanlsr 0.25 Svuadn 0.50 Svunnas waz 0.75 Jvuialve) (Hair et al,, 2011) A1
Predictive relevance, Q° $ip9iiA1 >0 (Gotz et al., 2010; Henseler et al., 2009) A Effect
Size, £ fMasanlsi 0.02 Hvwiadn 0.15 Hvwianans way 0.35 fuualvg) (Cohen et al,, 2013)

waze Path Coefficient RANTAIAN WA 1ASBIVIENG Wae p-value (Hair et al., 2010)
Nan15An® (Findings)

NanFITenuI FrausuuasuawdlngdumendgsSesas 59.00 diulngleony
41-50 U Seway 36.25 anunndiulvgjausa segar 72.75 msdnwidnlngeglusedu
Uszaufnunfosay 36.00 dnlngudfiseldiade 10,000-20,000 Uwisaiiou Sesaz 48.00
Aunvesulumsuszneviansunanmiienunass fesas 27.75 dndugddrauandn
11-20 AU Sowaz 33.25 syezhartunisaiuanudilng 5-10 U 3ovag 43.25

NansAnwIMIysannsislggunuliulinsfudandon Aneamlunsudedy
wagKanIsAnduuredamisyuyunguulssUndananisnsineaslunaudwminayn
Usgneuse 1) mIysannsiaslggumuiiduiingfudwindenvosuszneunsiamia
yurunguuUssUndnnansnanunslunguiminayn deuszneusieadonisysannis
aglussAnisiiaieds 3.914 nsysanmsiugnandianade 3.910 waznsysannnsiudm
waneLees 3.516 4 naregluszduinnnnde 2) dneaiwlunisudsturessznounis
Famiayuvunguwussundnnanianisineastunguiminaun Usenaunledadeiunu
Alady 3.956 AUNMIANAAE 3.851 UTANTIUANLRAY 3.769 LAYNNIADUALDIDE1ATIAL
Aade 3.747 FanAreglusziuinnnde 3) nan1sdnudvdnaiiivenanisduduauves
FamAayurunguuUssUndanamanisinuaslunguiminayn Fiuanianmed 1 uans

ANEDFAYDILUUINGDINITIN
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A15199 1 ANEDRYILUUINEBINITIA

fuUsidsiazuusdanale Loading AVE Dikstra-  Joreskog’s  Cronbach’s
Henseler’s rho (Po) Alpha (QV)
rho (P,)
msyimmsma'luaaﬁmi (INTER) 0.757-0.811 0.612 0.895 0.917 0.894
msysanmsiugndn (CUSTO) 0.7220.832  0.630 0.902 0.922 0.901
msysmmsﬁusﬁ’wwmmaa% (SUPPL) 0.826-0.866 0.710 0.932 0.944 0.932
ﬁuﬁqu (COST) 0.731-0.822 0.614 0.875 0.905 0.873
AMAIN (QUALI) 0.747-0.785 0.587 0.859 0.895 0.859
uTnn33u (INNOV) 0.742-0.813 0.623 0.881 0.908 0.879
MMIMeUAUDIDE 19T (QUICK) 0.776-0.805 0.619 0.877 0.907 0.877
NanIALTEUIIY (PERFO) 0.854-0.916 0.776 0.981 0.982 0.980

9ne15197 1 TFudsuslssiunu 8 f dflunsiinszsisaelusuwnsy ADANCO Tag
Hair et al. (2010) namdanasilumsindaudsdannlddostidminumnni 0.70 FulU 91n
nsms1deuAtminINAITed 1 fauiinegsening 0.722 - 0.916 yndauusia
1137 0.70 FuneULINYEINTIATIEA PLS-SEM tuntsnageunuustasinisinindany
dedeld uazilrunsadsuundely Simsinsiansananaimitnveaudsdannld
weazAIRa9dAININNT 0.70 53ud9AY AVE, Dijkstra-Henseler’s rho (D), Joreskog’s rho
(Po) uaw Cronbach’s alpha lagl AVE masiAM1nAT1 0.50 (Hair et al., 2010) 9109197991 1
wuudiansmsinvesiuysudsliensziing 0.587-0.776 Gansilaminndn 0.50 waga
11 AnadsvesmunUssuvesiuUsdunaldannsaesuneldseduuswl Wewfisuiu
mnuwUsUnIuTesnMuAaInAdeulunITIa uagen Dijkstra-Henseler’s tho (Pa) VBT
wilayNAIANSENINe 0.859 - 0.981 A Joreskog’s rho (P.) HiA15n31e 0.895-0.982 UagAn
Cronbach’s alpha flfssw31a 0.859-0.980 Taefiinausiftsanuariimisuinnda 0.70 Fuly
(Hair et al., 2010; Henseler et al., 2016; Bagozzi & Yi, 1988)

AIMIUATILTITIUN (Discriminant validity) UasuaazlaTiasa (AILUTLRE) Lang
LWnINGANAVE auiduniess wagaranduiusuosiiulsus Inefl Fomell and Larcker
(1981) nannanusilun1siansanan (AVE? Tuuaas@anyusueemsunninandunussemning
fuvsurs 99nn1sfinnsan fianegsening 0.587-0.776 daduaniinnninandusiusszning
FILUSUAY wansilunadiAIAINASUTITNUN N1SATIVEBU Heterotrait-Monotrait ratio of
correlations (HTMT) &3 Henseler et al. (2016) w@uain nsinaunsadsiuundasiiaton

11 1 nnsiarsanduusynanfiadosndt 1 wansdallnnunsadedniun
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o ) ' de a oo N Y oy
AINN 2 Iumamm‘;mm‘;mﬂ%qﬂmumLﬂumiﬂumLm@aauLwammmlmwiummsuwu
GU?NEdﬂi%ﬂ@Uﬂ’]i’Jﬁ’mﬂﬁ]ﬁﬂJsﬁu%’Nﬂ’]iLﬂ‘lﬂ@ﬂUﬂﬁqNﬁNWﬂﬂﬁHﬂ
[
T
T
T
T -
0.315** ~0.112°
- e |
088
L
o
e
e
L T
m_ PERFO ::: iII
R =045 o
e -
[« ]
= o ——)
0.846 0889 o
o oste E_
— o ——
=

Quick
R =0.585

nnndt 2 nudlusuuulealessaiwiedauusuls Anjmdnvesfaulsdang
IfusiagstaiiAmimmin (Loading) NnA1gendn 0.70 efifauusdunaldiaonmn 61 A1 91nA1ada
f199 amnsnvstldiuuusaesnisiavide Outer model nnlassadisdimnuindedolduas
annsailduvanald n153eg9 Inner model RansananedulsEansidunis (Path
coefficient) umdn Tnaifudwenansznunianss (Direct effect) anmsthiauslunind 2
Fadusferuiuithlunaaeuausfigiu sansenumaden (Indirect effect) uagnansyny
99 (Total effect) MIRMIUIAHANTTNUNNATIUATINITON 2INANT 2 A1 R oIiuUs
wladlduan 8 i HaNTENUIWIANALAT LA LY

MsnadeUaANNA LT weNTUNNauAgIuINTBvEnasdety 1) mIysannsiudm
wa1eLeas (SUPPL) fiumu (COST) uinnssy (INNOV) M3nauauaseesinda (QUICK) way
AN (QUALI) H8vEnan1enss 2) msysainn1snielueddns (INTER) n1sysannisiugnen

(CUSTO) #agn1sysauIn1siudunaieieas (SUPPL) d8nSwaniadoun1usiuny (COST)
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3) msysann13nglueddnis (INTER) M15YsannIsiugnan (CUSTO) uagnnsysadnn1siudn
WangLeas (SUPPL) f8nSnan1agaustuuinnssu (INNOV) 4) n15ysan1sniglusidnis
(INTER) M5y5a1n13iugnen (CUSTO) uazn1sysann1snudwnaieieas (SUPPL) Aumu
(COST) winN33UINNOV) Uagn1sneuaueag 195357 (QUICK) 18vEnaniedouniunmnIn
(QUALD wag 5) Msysan1sn1gluesdnis (INTER) Msysannisiugnen (CUSTO) wag
MaysannIsiudnmatetees (SUPPL) fiBnsnan1adeuniunsneuauaseg195amss (QUICK)

FulsiiiinsnasonansdiduiuvesiamvisyuruUszneusie nsysuInng
AelupIAnIT N15YIUINITAUGNAT NSYTUINSAUTNNAI8L08T FAUVU AMAIN WINNTTY
waznIneUaLDIRE TS BNEnannsenan s uliuey uenaniudinisysanms
AelupIANIT NMIYIUINTAUGNAT N1TYTUINTAUTHN8L8DT AUNUY WINNTTU ULAZNIS
RavAUDIRE NI TIIBNENaNRdeNsarnanisAduuTdaMmRaYNTUNaLLU STUNEANE

MM sneaslunguiminaun

nsanUs1eNanazdatauanuy (Discussion and Recommendation)

1. nafnwnsysannsialdgunui dufiasfudwnndon dnenmlunisudedy
wagnansiuiunureiauiayurunguulssUnaanansmsineaslungudminayn a9
nsysannsnegluesdnis iWunsasuadsenuduudinmeluggliosdnsivsz@vgam
onszsulszdvBamluinslagunu Wudnenmlunsudsdunagnansiiiunuredsdnisg
Tty aenndesiu V3R nasiun unzstggnnm yuwa (2560) naniis wiklusudsdes
yeamssausadanlaluldgumu e msuvsiudeyanieluandnlsguniu anudenles
mellggunmuuazanulinadaluanndnldgunu Tasdaruadeedstunuitedingnis
AnudAyveanisly Mmsdamsneluiunguanndnlueddns aenmdesiu Rubera and Kirca
(2012) nammsandununieluresesinsdsaeiouiodAynneg lunsinaudisaves
03AN3 19U AINdNS VAR il agioudsnnuanunsalunisuiuiivesesdnsi
anunsnpUAuDIeNUAsuLUamesan mndey AonadasiuamAfednsdimasiiun
aeluazagieuismnudiiaiflusadng aenadeady dn15m luangs15ed uazans (2564)
Na1E9 NMTUSMITTANINGNERaRoANLELSIVBIBIANTIBNITYTANNMTUS YR 1ATUENA
worilealdlulgguniu adnendsludivoinsuinsdnnisneluandunisysanisnis
nuswiudunalininninudiss

Msysannsiugndn gninludnuilstladefiazdreliiamiegurunguuussunanea
nanMsneninanudusaziiiiunsesaiusyansnim denrdasiu Zhao and Baofeng
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(2019) nafis MsysanNsiggumudReliauwandeiy laensysanmsiugnand@iden

9

a wva (9

fauduiusidauanfunsufoiniednu ualussinslnefienuadioadefumnideinee
vnassmudiusiugnaniinassiliitinaisuinsondng

mMsysanmsfuswmaneiesd 1udnvilfanssufiazrelimsdidunuduledis
53U Feflnnuaenadesiu Antonius (2019) wui Aanssumsysannisleguynudidendna
Tuidswandenssidunuegediiulusidmhiiuuas e lnsnsysannistudnmansions
anfn uazmaluladiinansznuegiannaeusans mmmaasusatardandon deiin
aenndosfiuaideil ilesndwnasioeffufmnsauisndenlinishiiunuianusuiu
WaraAAR 03U Yongtao et al. (2017) na13de n1syaInsaslagumudid easiainy
RendeafuisnisduiunuuasyssAvBnmmamaiu masudimansioaiinuduiusiy
U5eANSNINNINITRY UazaenAnedny 9nITe WA wanIsal Lagisna Teauuum (2561)
nanafis NsysuNIsAvdnnanelees wagn1sysann1sneluldnsnawmonnnInnIsuINIg
fanuasnadestunuided nmsysannistudnmaisioosasiaruisdos uagdniiuns
AIUANUNSANTUUYBIBIANT

AuFunY MsIansivsunulaensauaulinIsaiunsiinsandunu ¥3e9110
Furlunsduiunudiondndulmandlsfiiunndstu aenndesiu afaan Jolyislsd
(2559) na1rin MsaduauldiuTeunmsussiuresUssnounissdn Susinguedestufium
fuanzinia damauunys fe dn1snaunuaieanulduiaumeanisutsdu lnenis
dansladafndifiolidunusingn uaslinunin fnmsnsusumssanduduiloliaonadosiu
AUABINITVBIGNAT UAZATIIANUUANGAIINAUYITUY dOAARDITU 133011 A1TAN WAL
ANY (2562) NaNds nan1saLiiuveuszneunsiamtaguulUssunansan1ansinunslu
fwdaanauns damsiinemsineldifutuedwodouasdfunulumssniunudidhagy
Tfnarlafivtussdedionduiu fAnarniduiinnuasnadostundfedingznsi
flsgnaumsannsamuamsuyulumssdundliiaddastelianuailsfigdunumn

drunmnn Hudaidussneunssesiiuasdosldlafielildnmunimmunnsgiu Snis
faudunmdnuaifirliiumangu Wievhlignduineusnfuasiunduutonan s i

' Y ' v
aada = = =

N13YIUINITUAZAITNHBUT U NaNeees Y18l A AN A 97U Feauidedl

[

d0ARd0any N3Te LHAYANITAl agITNE TIUUILUY (2561) WUTT NITYTUINTAULN
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Abstract

The aim of the research was to study the effects of public service compassion,
self-compassion and work stress on work engagement, the effect of self-compassion on
public service compassion, and the influence of public service compassion and self-
compassion on work engagement when moderated by work stress. A sample size of
this study is consisted of 431 employees from the Rubber Authority of Thailand selected
by using multi-stage sampling. The data was collected by questionnaires via an online
application and was analyzed by using structural equation modeling technique. The
results showed that public service compassion and self-compassion had positively
affected work engagement. The results showed that work stress had negatively affected
work engagement. It was also found that public service compassion and self-
compassion had a more positive influence on work engagement when employees were
exposed to more work stress. In addition, the research results found that self-

compassion had a positive direct influence on public service compassion.

Keywords: Work engagement, Self-compassion, Public service compassion, Work stress
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Ui (Introduction)

N1359AN1501A5guuI ML (New Public Management [NPM]) 18 unuanislunas
Aufinauresssdnmsuinsassugd lluniassuazaniuuinnsansisne daduaiy
weneguigsliuinisassneder wileugsiv’ 1ndu wasileusuususyansnm lne
l5uuuumsdnnisaaenau (Hood, 1991) wiladdglumsdnnisaiasguualval (NPM) Ae
M3AIUANNIINTIRY ANANAT uUszavBam Smsivuadming uaznisiaaamanis
sdunusgasialilos vazifsafu ssuunsUseid usiennsInaeuIAsHIULALANS
Usziliudszdnsam vilinisuimsesdnsniadgaunwininsdnnisniasguulndd wdu
aaAnsuiemara agslsfmuauisnelavesssmvuluguefidanslidisusdfionela
fuauAmYRIUINsE TN ld Uy widisufiersuaivoandminfisgiidseuliidae
Faifu Sgunadeiosnisianistuusegslavesminmuuinisasisnedianasduagien g
ﬂmdw::a'qmaiﬁl,ﬁmamumiaiﬁmﬂé’ﬂmﬂluﬂwﬁ’u (OECD, 2014)

anuseu1n@ (UNDP, 2015) lduauesuwuiAnainmsdnnisniasguuilnignisilasn
(Passion) Tumsunisansnsnuelvsl (New public passion INPP)) fasmsHusiussgslaniely
voudmihiiniay Inesamussgalarisananglu (ntrinsic motivation) wagn1euen (Extrinsic
motivation) 239 1A AT LT sna TR UeteadnIT wazanuszsrdlddiauenis
Uuwasuesinismiasgiidussdmsuiamnna (Reason organizational) gesAmsiiiilasnly
UTN158157198ug (Passion organization)ﬁLﬂuaﬂﬁﬂﬂiLLﬁﬂaﬂimaj (Emotional organization)
uazwilsesdusznaufidfysussuaiuugunAsvesusagslalumsuinsansisas (Public
service motivation [PSM]) A® AULIUBNLIL1R (Compassion; Perry & Wise, 1990) Fadu
virundnerdu lneflauidn anug anandile wazuanseendmginssufitiunisionlald
anuviale pnugeulu uasmsatuayuliewde (Sprecher & Fehr, 2005) wionuliiiiu
LLfiéhLﬁaﬂ'igT,stmjLLasmimmﬂ%méﬁu (Radey & Figley, 2007)

TuvsunvesrnsUszimady nsuanioondsnnuivenifulavilugnisiau
AuduRuS St ukaz i (Fernandez & Moldogaziev, 2013) Tnewinauiifianuiveniiu
TovinlanvsufdRnunasinginssuvesesdmsitatuayumsiidiudu uasannamensi
Lﬁuﬁmmﬁaa\‘iﬁmi (Fernandez & Moldogaziev, 2013; Hassan & Hatmaker, 2015; Gadot,

U s 1

2007) LLﬁﬂQﬁﬂﬂ’J’]ﬁJﬁNWUﬁﬁﬂWﬂ’Nﬂ’J’]NLﬁuaﬂLﬁuIR]GLUﬂ’]iU%ﬂﬂia’]ﬁ’]'imﬁ (Public service

Y

compassion) LLﬁSﬂ%WNS@NUQﬂWﬂIHQ’W (Work engagement) ¥asniini1u neliiiana

mMevanmenansuiRnulavduaiuuszdninmlueadnisniady egelsinulsziiuiines
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vranudladnduide ddlaidunansenureorsuailuarusiveniiulalunisusng
asnsaszvesnnaumaN Ty (Employee’s public service compassion) 911N15ANYIUD
Jazaieri et al. (2013) wag Neff (2003) wuin anuiueniiulalunuies (Self-compassion)
\utladeddglunishefinanuiiveniivleddu wazddnadauindunginssalunis
U3M3es13a (Public service behavior) sadmsaasgivhmthilunisunisansnsasidu
psANIATAMImINEaLdmIuNsAnvIALueniiiula (Compassion) Li8191n89ANTs
wandashaumelfaniunisaimnueien (Stress situation) Suiilesnannisgnenaniily
nsujdRseuszvulugiuegTuusns AszufiinniAuly sam#’?@mmmmﬁummﬁﬁms

dumarlsudusineliinanuasen (Stressor) Tutvitau vlindnaudlugluiivheu

cala

agneldanrunisalndainuasealuninau winnudadenisaiuduamisensuaiiie
Usgansnmlunisviau detu miesauniesglugugdliuinsasisaedaenafiansanlaii
muiveniiulafiolfuasesdloddyiaunisnseninegeds wazauasdnuilugiusiiu

17

idufusionueInfiAnduluiivinu (Eldor, 2018)

IINNMITNUNIUITINNTTUINAUS AYTN1581989315875Ine (Thai-Journal Citation
Index Centre [TCI) wuin Selivsngmsffuiawifeideaiudvinavesnnuiiueniivle
AUNTNIUUINITaIs1TERa T NaR BNV UKATUSEANTAINNITUT NI STRINT N Uy
aeAn1suiagsla MlviAnYesineesAnus (Knowledge gap) lun1sianudilaluasdns
nserawisanalnefifuesinmsnasgiiliuimsassarluguresdnisuvisersual fadu

kX%

{Ade3aUszasdazyimsfinu Usemsusn iilefnudviswaveseuiueniiulalunisuinig
as1sauzsenudadiugmiuluiu Ussnsiiaes ilefnwdnsnavesnnuiueniiulaly
nuessiemmiveniiulalunsuinisansisay uazaunsiugniulusny wazussnsitany
i ofnudnsnavesnuaienitinanmsvhanusoaudasiuyniulunuy nsuans
anuieniiulalumsuinmsasisay wazaraniiueniilalusuiesiernudasiuynituly
o ilefiuffiiusiusneaualeaiininnisviny seifideaatn meitedasdda
TunsadraunAnluyiuusmginssunisuinisansisae dunmsiiiunnudiveniiulaves
wiinaunasy wasdadulsslovdludesweansuinsansisaslvil msidudurosinswes
aruluamaieniuauuinsmsisae Sandniu anuduenifiulaannsnymiidu

o & A o a a o sl 1 Y a = ' o A 0
ﬂavLﬂi‘UllaLlIE]‘WUﬂQ']u.ﬂ']@UiﬂqiLN%wﬂUﬁﬂqUﬂqﬁmmﬂaiwLﬂﬂﬂ'ﬁqllLﬂﬁﬂﬂ@ﬁnﬂﬁaﬂl@ﬂﬂiﬂléﬂu

a '

v a Ay A1y & & 4 A daa
ﬂ’]'ﬁiﬂuaﬂ’]'ﬁa’]ﬁ’ﬁmg LLa%Q’]u’Jﬁ]EJuVLG]Lauaﬂ'ﬂqllLﬂuaﬂqu1ﬂ1u2qu3Lﬂi@ﬂll@%ll@ﬂﬁ‘v‘lﬁ@E]ﬂ']i

)

a [ d' | a a a L3 ! = s
UIWI3AANIT LWBﬁﬂLﬁﬁMUiSﬁWﬁﬂ’]WIU@Qﬂﬂiﬂ’]i‘éﬂ\?LLWGUiSLWﬁlVIUIUi’]U%WLﬂuaﬂﬂﬂ’]ﬁ
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Aesgnliuinisatsisuy ey siulusiunisdaaiunugadugnwuluau (Work

engagement) Jafiuosddalunsuimsnuresasinisidussansam
N1SNUNIUITIUNTIY (Literature Review)

Tumsnumuassanssy HTelafnuun@n nowl wagtenasan3Teiineitoud
Wnsent asu duasen wagiSeuses Matliteliianaandnlaluiuds waraduduiug
539U A9 1 lugnismvunauufgu Lagn1sasensouwiAnn1sIde Tneuaue

ANUEIRU Pasa Ul

NOBAAMUADINITVDIY - NINBINT I

VU AUABINTVBNY - NSNS Job demands - resources theory [JD-R])
94 Bakker and Demerouti (2007) w3elaaa JD-R JD-R model) wengnuilazidlafisnnny
wilogminglusiu (Job burnout) muwinAn JD-R model Wonusiosnisvesinugsisiesld
AnuwgBiandy Welvussaumngnsihausaziledestulssavsnwiianas iule
Fai1 Asflumdeutudunuiadiuinamenagdiuiela wu anumilesd nadnwsild fe
AnmreInIsnsERutITIeLaynlast oo aeroeq shlwinaumuaussianng
$1M8LAL/M30301 (Knardahl & Ursin, 1985) Wagnindean15anaAI1umiaen1siuauasds
Fududodlimimennsluny Jemnefednuazmenenin Ieivendiny viossdns AT
Tnuussaidmang (Demerouti et al., 2001)

luiaa JD-R F9Us8N0UMIEAUABIVBINITIU (Job demand) wagnsnenslugiu
(Job resource) IngAuf@IN13989371U Job demand) Wulladeidsau munefia nsvzviau
Tidnsadudosnsldorlste iwu niweinsyana Anuvam anmwindounedaay ns
auayuvesesdng iludu onudesnmsiunarannfd sdswasiofuyuiigannmaludae
uazuAdefkudliAuh mesewfiindfuludenufiiuiidaudennuBadugniulu
uveantingu (Gabel et al, 2016) uaztlufnsddnilsiineliAnnnuaden (Cooper
et al, 2001; Schaufeli & Bakker, 2004) Tuvaigiininensluaiu (Job resource) ifutladeids
UIn mneds Snwaizniesmenin Ininerdsay viessdmsiitiviliaiuussativing dae
anANUFDINITRIY TanseduaTaduln Aufnanth nadeus wasnsifauvesyana
w%wsJ1ﬂiﬁdﬂﬁmﬁ]mmﬂmmé’uﬁuéiw’mq@ﬂaL,Lazmmé’uﬂ'uémaé’mm CAVR RGN
vesgfihuaziiousaneu vislassainany (Anudaauvesunumiaznisidiusalunns

sindula) Wudu (Demerouti et al., 2001)
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Tuie.a. 2004 Schaufeli and Bakker Yiausluina JD-R Aisin1susudgs Tngldsam
mm%ﬁ'u;&ﬂﬁﬁﬂumu (Work engagement) wiaidun wenwiieaneamumiieeviieluu
(Burnout) 4 Schaufeli and Bakker (2004) léinaueluina JD-R ludnuazdningdauan
nanfe Tuna JD-R fusuusslmidu Tiifeausingtenuoduisaniienednineisay wids
sudaduuInene auwnAnvedluiaa JD-R f8vEnasemuiandasunniulunu nafe
ninenslumsieueznssdunszuinnmsgsle feiliRnausdngmivlunu fmuedide
vanuazgauaulai und u sunieadufasuualty vielomaiasdenunslusuy
venntuninenslunudseliyanatufletunudesnsresuuandufurumanseny
MnnaszeiviiliiAnaneden lurngiinudesnisvessiu Job demand) Aifiun vidld
yanavuandaazinddla Aelineueieauazeranuanmuidngniulus vieiAaamide
wueTusu (Cooper et al., 2001)

Tana JD-R Wunseunguidmsunseunnfansideluaded Tneluaouiivhen
anudpsmslusnuetathlugeaedenlunisviauainassenag (Stressor) 1y A5y
wniull AnuanTnUssssulugiugdsuuinig vsenswenslunsinulivisame
gy sy nsenenadiueniiivlalunues (Self-compassion) wazaauifiuenidiulaly
M3UIN1sENSE (Public service compassion) lugnugidunsnennslusiu (Job resource)
Faduniweinsyana (Personal resource) intholadayfiuannuadonlun1sieny uagvinea

a 1

N1INAFRUNUI vitdeiwUsdamalsuindenudadurniulunuwindnauadgyed v

v oy

o w <

AVIUASEATIARINNYIY aefigailluiiuii visdesiuusiluninennsluanuiidiey u

)

'
o Y

Hagedauinivieesuieaudasunniuluey wazdufuduluma JD-R Tudnwazdainen

u

WBUINlALINTu

awniugniulus

mm%ﬁuamﬁﬂumu (Work engagement) iuanmigymsdadauiniiduiusfuau
nsvieueauiularemtnau nMsumssinisesslalunsieu nslianusuie
AMUNTERTOU NTzdUNTZIAN lHBdazan wazdanuiuiareulunsineu euseau
#ila wazifiuanuannse lnefndvsnaielinudisgaisediafiussansam uanu
UszlewinaaaAnig (Gallup, 2013; Kahn, 1990; Maslach et al,, 2001; Schaufeli et al,,
2002, 2008) Usgnounie 3 03AUsznaU loun 1) aAnunsgdunsziag (Vigor) vuneiis n15dl
wdslunsviay uagfianuBemgunsdslogsuvusinu slanagldaamensulunig
197U wazdanuiesnete1ulunisyiauldasindyivg Uassa 2) n19v ung e

(Dedication) munadia ausdnifule 9iile usaduniale wazddnimielunisvhau was
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3) ANanTeldla (Absorption) nedis auianyeiu uasluarlunisinenu eanfiezoeu

f799n31n97U (Schaufeli et al., 2002)

anuivanwiulalunisusnnsansisus

Anuwiueniulalun1susn1sansisae (Public service compassion) ¥EAe AL
dla erwevgu anugeuleu wazarmndoilonoddu Wuussnsedulindnauuinng
as1srReUANBI U sHaiifiauatnvasluusundudan Tneuanddwiiudseang
filaflagrnemie deaasiioyanadu UfTRnuieusslosivesssraunazaisismy
(Eldor & Shoshani, 2016; Guy & Newman, 2013; Perry, 1996) Usgnaunig 3 a3AUsEnou
Taun 1) anuseuloulazaumisly (Caring) wunedie NMsuantoondenNsn Aueeuley
waznslenonuulannii 2) mﬁ’mmﬁ@@’ﬁ'u (Helping) manefis n1suansoaniindeusy
‘Lﬁu‘%ﬂﬁmﬁﬁmxmmmmé’aamsﬁuaﬂ;ﬁu ”Lﬁna%ﬁa;ﬁu warUssaunivedidrusinlunis
Paowdeddu saadsaaniioddu uay 3) n1ndlagau (Understanding) manefis nn3
wansoondansielawldlasuiewiuaudundylam fanuguiileiuauduianugy

nasnvuiianuwiveniiuladlanedeuudli3dn (Sprecher & Fehr, 2005)

anuwivaniulalunuies

Anuiueniiulalunuies (Self-compassion) manedis nsid1endnlanuies lae
aseniingn uywdnneuliiilasifudanysaliuy wazuywdnnauerandgyduanudumadlu
F3n saiianuRananduldiaue Wunsdaleseusuasineg Miietu lddvdnues
mwFansn vle 1hle wazmmadenules fenszulind) Uszaunsaivessuonudiunis
yossraunsaivesugudinily wasmstuindeuruyndvsunuiiiatuvaniuliusanias
1o a6 31849 (Folkman & Moskowitz, 2000; Neff, 2003; Neff & Knox, 2020; Vaughan-
Johnston & Jacobson, 2020) Tumsfinwadsil fadeldldmnmuiueniiulalusueadsuan
Usznousme 3 asausznau liud 1) anuuaailunuies (Self-kindness) 1unislvede n1s
wlald Anuseulou ANEUTY wazALEANUlUNNg AMUTBIAWLEY 2) Aadunyed
Tngvald (Common humanity) syugynauiinudiniusfuet19lndda anwidnlaniien
vieudanuonduiiiodeiifiniuinies uay 3) avufiai (Mindfulness) iRendasiunissudi

' v '
N o v a = [T

ANMaUAnTY wagnsyeNsUELAnTY (Neff, 2003)

AMULATEANNARINNITNI9IY
AMULASEATLANIINAFYINNUIUNSANEIASIT BuneDs AaneANuASEn (Stressors)

A o = ) oA Y a a a va o @
IU‘VW]'N’]‘U "ZNLUULLMﬁQVIﬂ@IMLﬂWﬂT}NLﬂiﬁlﬂi‘Nﬂqiﬂﬁumﬂ’]UGUEN‘WUﬂ\T]u ADIUATTUNNUNINY
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Foundayiunuiidesiliiadanielunaiiimnun arszeueradunisnaunaiusening
USHaunuBaUSunaLazidenun asvnudsUTinafidaonaududinnfuly Tuvued
MszununmnEnnuazidndliaunsaieuls visaldlaldinue viednenmeess
WHN9U (Sunyoto, 2011) maa@ﬁmm'mLvﬁamﬁmmﬂ@ﬁmiﬁaﬁwﬁwm ANALATEATILN
1ngunsaivIaLAauLarAssIIBANAEnNliisme LagauATenTinaINuUIIg
waly 1 udy (Boyle et al., 1995)

anuduiusszineanuiueniiulalunisuinmsasisusfuaudasugnituly
U

anuduiusiinfianelafanuddnysenisuuussadwivesesdnis (Femandez,
2005; Fernandez & Moldogaziev, 2013; Hassan & Hatmaker, 2015; Wright et al., 2013)
ierdenlsszninsnsuaninuiusniiulawagmsufoRnuvemiingu wunanis@nw
Juduin nsuansoeniduszdnsamd wsngegluauiuenisiulevilugniswamn
AUENTLSTauwaz U (Fernandez & Moldogaziev, 2013) Tnentnsudidianumiveniiiu
TomdiulafierufoRmuuumemunnivluwivesnisuandliifufmgAnssuvesesdnis
Aauayunisidiuiin aaonauinanuneieuduiiauii esdn1s (Ferandez &
Moldogaziev, 2013; Hassan & Hatmaker, 2015; Gadot, 2007) WAAIDIAIUFUNUTTENINS
anudiveniiulalunisuinisansisasuazanudasugniiulunusesninau neliiA ana
msuInsoNansUTRNY (mnudasugniulusy) uardaaSudssaviamluesdnisniaiy
(Kahn, 1990) fiiu Jaduiinvesauignu iail

auuAgd 1: anuiusniulalunsuinisasisagsninanismsserudagiy
pnNulua

AuduNUS szrdnsauiveniiulalusuwesiuanuiusniiulalunisusng
A1519042

uATeFuNMIUINTIANTMASEAkLLN WU woAnssunsldmnamengiandy
fasluivihauaansonsduldmenalsslond waganuduiudiignaiamis (Gagne, 2009;
Vigoda-Gadot & Beeri, 2012; Vigoda-Gadot, 2007) 8 <luni11iu wwadnn1slduseusums
orgunilufiviausunsfiufauiusnsensualuansliiiuindenadenisufoiauves
wﬁmmﬁ%mﬂwﬁﬂﬁLLasmiﬂgjﬂ’aqmuaﬂmﬁamﬂwﬁﬂﬁ (Bono & llies, 2006; Dasborough,
2006; Newman et al,, 2009)1‘146&1@43‘1’71' George and Brief (1996) 'ﬁz‘qdﬁ NANTENULTIUINTUY
Na AR ONOANTTUTDIBIANTT F431nN3ANUTIU s ElasUnsBusud S8vdnase

NOANTIUNNEIAN wazAUAILANRzTIBmEL UL (Eldor & Harpaz, 2016; George &
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Brief, 1996) @onAaasius1uiTaves Jazaieri et al. (2013) wua1 Anuiusniulalunuies
graiinnuiueniiuladerd uuaziinaduindungAnssunisuinisansisue wagdy
donndesiun1sfinyves Neff (2003) Iwuin tnevhluyaraiiiueniiulonues wanliiu

Yol =

1 ssdudifmnuiiuenisiuladeddusuistunues ddlussdnisniaiznanlain ansi
winnulugugdlidnsansisas maduyeeaiinnuiuendiulslusueadifiazilug
anudiueniilaserdu visussvvuinlulugeduuims dednuardanaridunnadiy
onilalunsuinisansisne (Neff & Pommier, 2013) Suufunvosauufigm ail
quudgmd 2: enadiueniiulalunuiesddvinamanssreanuiiueniiiulalunis

USNN5E51564

mmé’uﬁuﬁ‘izijﬂmmﬁuanLﬁiﬂ,ﬂumuLmﬁ'umm%ﬂwgnﬁuﬂlumu

ananalian mansieiifeadesrnuduiusseninsanudtusaniiulalunuiesiu
mmﬁmﬁ’u@aﬁﬂumuﬁﬁaa%m agalsAmudmeiinuiseldlunmsiioudeia i
mwmﬁuaﬂLﬁuiﬁmmaqLﬁmﬁﬂ’aqf‘ﬁ’ummﬁmﬁ’uﬁgﬂﬁﬂumsﬁwm Tnganuiveniiulaly
mmaw‘hmEJmmiﬁﬂﬁuﬂﬂuﬂmﬂ'waqmuwa wagdlmnuduiusludsauiunisidSeuiieuna
Famn warA1ulnss (Neff & Vonk, 2009) anaudiuenidiulanuesdusvhuefifieusitu
n1suadlaniulid AINEY LasNansENULTIUIN (Neff & Vonk, 2009) mmﬂuﬁmmﬁmﬁ’uag’
ol wﬁfﬂmuﬁﬁmwmﬁuaﬂLﬁu‘l,amul,aq‘[,uizﬁuqqawﬁmmﬁﬂﬂumw‘hmumﬂﬂdﬂ Fe01
danaLdauinsessiundsauvesmana (Litte et al, 2011) Wefndslunsvhauainiu
wiinsuealdsunmssansuniamihnusasndiousaeunindu daaliiiusegelaluns
¥aanniy Jeulestumsiidausuazanuyumlusmy Qﬁﬁmmﬁuamﬁu%mmmﬁ
wliufiasuansonsuaidauiniufivhaudafiendasiunadnsveseadnis (Lilius et al, 2008)

agdlsfmuinsfnunalaensssznineanudiveniiulalunues wazanuyniuly
mMsviauitaiau ysnglunuideves Evers (2016) ﬁléﬁﬁu'i'm'ﬁfmﬁ’ayjamﬂaqﬁmwaw
Usean loun 89AN13AIUNIINAIA BIANITAIATT LAZBIANITNINAIUFVAIN NaN15ANY
wui enaueniiulalunuesdssasernudasiugniulunuegieiidddymaada eens

o

toefignaugudidudulai enuiveniiulalunuesdmalaensiiennudadugniulusu

= a < a v
f\mmmﬂuaumgm PNU

a o & & Aa a i = o o
ﬂl/llﬁj7u7/] 3: ﬂr.ﬂllLﬂu@ﬂLVUIQGLUWULENME]WS‘WﬁW'N@iqmaﬂqqmﬂﬂmuaﬂwusluqqu
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AuduRus szdneAues Bafi i nann1svineuiuaudatugnwuluay
anutueniiulalunisuinisansisas wazanudiveniivlaluauiasrearudndiugniiu
Tuau dewdyiuanuedeaiiiinannisiney

Mnmdenouniildseyin aruedoaluninauniasziunlbufiasfuany
wilogyminglusu annsmevaues anauldle uazanuasdenseusonudainisves
a151984g (Guy & Newman, 2013; Vigoda-Gadot & Meisler, 2010) wagluauidevas Eldor
(2017) wud anwdiuenidiulalduansunumddglniulaennzesndinigldaaunisel
nMsuINIsasINERLeTen 1y AM3zenlunisuduns (Administrative workload) @auans
Tiuauddgueianyslugiugaiu (Moderator) ANENRWSTZRIINMTUSNITASI50E
Furan1sUURMUYeININaIY (Work performance) 1ty aaaidasugniuluau (Work
engagement) fetiy nsldsuanuiuendiulasailindnemuus msasisasnduund
p1suaideuindness uazanaaneSenadliednsiiuseansua msdunudliifuedisiaauiy
NSWARIBBNYNNATLUNITINNTTVBIANNIANM9DTTUA] LU ANSh Augeuley Auvisle
warmsliiAesh (anuiuenuiula) dewina anunsaldidunssduindeulunisuinig
assaurld uonnidadenlestunfniiddyesussgilalunisuinisansisae (Public
service motivation) U84 Perry and Wise (1990) wag Wright et al. (2013)

919nanlein Anaessafiinanmsvinuliasdusiusfuanudadugniiuluay
wazfiunumlugruzidududsiduauduiussenneeudiueniiulaluunsansisae
AunuBasiugniiuluau wazanaduiusseminsaadiueniiulalunuesiuaudesi
uniulue wazannAIMUNIITTINTsILAE Ul Tl A it etk uan Saduiiunves
GHEELR) Hail

auuAgd 4: ananaieadiinanmsvieuddninanismseerudnsugniilu
U

auudgnad 5: anuiueniidlalumsuinisansisuslidvswaseaudasiugniuly
unntu Wenthoudgfuanueieaiiiannmsvinunntu

ausigIui 6: avaiueniulalunuiesd vinasemuBaduyniulunuunniy

WaNINIUNTYAUAMUATEATILANAINATTYINULNNTY

IMNNTNUMIUITIUNTTN Uasddeinestos fITedeaunsaasuanuduiusves

Fudsndeyatnssiufinanundunseuwnfnnsive uansdsnmd 1
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AT 1 NSAUBLIAANISING

SFC WEM

wgsmg. WEM = audaduyniiulusu (work engagement), PSC = auiueniiulalunisuinisansisae
(public service compassion), SFC = aranfiusniiulalunuies (self-compassion), STR = AILLASEATARTINATS

Y1197 (stressors)

52108U25798 (Research Methodology)

LY

sULUUNNTIY
nI9eluaseilidun1sidedsUsuna (Quantitative research) lnefl ngUszasdiite
ANEIBNTNANIIAAUVBIANLLATIAINAITNNUN TN AR DAL TR LT TENI19AIUEIUDN

widlalunmsuinmsansisazwazanudadugniulunureandnaunasgiliuinsaisisas

UTENIUaznNguAeeng

Uszpnsiiltlunsnwiduntdnaumsssisussmalne fadumbeauniaisd
Tu3msansnsae Havun 162 e Suauisdu 2,019 au (Msesusistssmelne,
2564) fArmunvuadeglnsfinnsanannusisuianguiiogiadus (Minimum
sample size) U94 Hair et al. (2019) FvatfuayuliilifmegaFusui 200 fed waziiiean
AMuAIAIAsuLaziiveLLiug lunsAnwiadalsimunuuiadiegaiidosnis dush
$1uU 400 Fae813 AnNsANYIITEY (Pilot study) lurasnisiwauedesietn wuin &
danmIneunduiesas 77 Wlelildduaumesafifivme fideiwhnsdsuuuasuaniag
Miadednsnisneunduiiudnievas 23 S1uuwuuasunuidesds (n1) = n/(1-g) lag n =

WINAUTIUIUABENTUATIRBINT (n = 400 AL) @ g SnTliROUNAU MYt 1-g FUVIAU
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FMIINSNBUNSU 2ELA 400 115028 0.77 LRI UIULUUEBUNNNTIA BIdaTanun 519.48 atiu

vido 520 atu Fudulunamdnnisdiuanues Whitley and Ball (2002) uagvinisidenngs

% 1

A19819978 35Ul UUARIIUR DY (Two-stage sampling) TAETULINANKUULUITUIUUNAIL

giina Tdmhenudumbedulildundiuu 104 witeau ndsniudvinisgussau

Y

UAAAYBILABEIUIEIUlAEN1TE 1081998 (simple random sampling) A1838N153URaN
(Lottery) nse@ipvaantinauiusnganalasiasisveduiasiiieanu Ingguniisnuas 5
au agdlsinu Tunmsfnwiasailasunismeunduainngusiesne S1uiu 431 au Anduies
8z 107.75 V83108 199UMNADINS

wn3eelanldlunside

%
[

weadlofldlumaiununudoyandell Ao wuuasuniu (Questionnaire) Tnsuts
oonidu 2 du fail

dwit 1 feyanluvesngusiegregmeunuvasuany Tnwazuuvasunmiduwuy
fuden (Check list) wagiindoniuilitauysal 1wy mhonuitdsia e oy Uszaunisalns

eulumihenutlagiu daaunmeausa [Judu
AUT 2 FLUIINUNTIULLIANNITINY wUseanidu 4 nou Al

'
o (Y]

noun 1 anudadurniulua fideldinseseinanudaiugniulusnu (Utrecht

o
work engagement scale [UWES]) TneldaunnsTauuudy (UEWS-9) Fwaudulag Schaufel
et al. (2006) d371u2u 9 FoA1anu wuvdeuauLduLuuNInsUsTIduAN (Rating scales) 6
seeiu Ao “limeddniae” S “Saniaue” Tnemaadesiuminiu 0.889

poul 2 Anuiueniilalunsuinmsasisue {idelfeTeadlotarnusnaanuiu
aniula (Compassionate love scale [CLS)) fifanlag Sprecher and Fehr (2005) Usznaunag
21 ToA101u HanwardaAnLLUUNINTUSEIdUAT (Rating scales) 7 seAu Ain “liasvay”

A1 “Wuasaunn” Teefiaanudosiuwindu 0.948

WQOJ‘IU A

d‘ o 3 Y 3 3
AAUN 3 ﬂ’J']@JLWLJ@ﬂLMUI’%]IHGWLEN WNIYY 621Lmaqummamwm’mmuaﬂmﬂﬂu

u
- %

A1Le4 (State self-corpassion scale [SSCS)) #iduatudu Wanlag Neff and Knox (2020)
Uomnuanuiu 6 98 Laziidnwarunsuseiiiuan (Rating scales) 5 szau Ao “liasaas”
fe “Wusdann” Tnefaanudesiuwiiu 0.693

moufl 4 AuASeaTiinainn1siheny Faduduusmiu (Moderator variable)
fideusunniniesiliotadinenneoaiiiannlng Boyle et al. (1995) fldwau 5 dofn

A 9 v = = A o o i v oA
LWE]GLSU’JWLL‘Ma\‘i‘Wiam'ﬂﬂaﬂ'ﬂqmLﬂﬁﬂﬂ'ﬂqﬂmmqﬂqu LAZUANWUSLUUHINTUTZUIUAT 7 T2AU AD

Mo o a ' a 4 o W
iﬂJLﬂiUWLﬁﬁl 3N Lﬂiﬂﬂﬂ’]ﬂﬂq@ IWUNQ']ﬂ']']@JLSUE]lIULVHﬂU 0.935
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Ya o

FiTevhnismsnasuaunmvenaiesiieide lnsldduitammiismsniuion
(Content validity index [CVI]) Lﬁaﬁmimﬂmmwmaﬁaﬁmm (Davis, 1992; Polit & Beck,
2004; Waltz et al,, 2010) MnKaMITATgiaafismsadaiomsete (-cv) wuin 4o
Fr01udlen FCVI agsewing 0.80 4 1.00 uazaruniissnsadaiionitsatiu (s-cv) fidog
sewia 0.90 4 1.00 Fevaneds inFesiiolumsfinuiafsiifioaunmiliangay fiaugndes

[y

Aulasiasaiien M wazanunsadntudsiiaginlanssnuingUssasdveansideiinviue

nsiiusausndoya

AdelEBmsiununudeyalagldlusunsy Google form dewuuasuauluguiuy
Quick response code (QR code) Inan1sdsiuuanuniu (QR code) mslusweld 1Huisnns
\fusrurdeyaiigidedsuvuasuaniinguiteadugnousesies uardsnduduanly

a

sUkuueaulaumelusunsu Google form wiaurslimsnivinyavsnqueiegislunsideasal

nsAasIvidaya

Fidoutsmslinseiteyasenidu 3 duw fie druil 1 msdwszideyariluvesnagy
0819 Miun A1Aud (Frequency) wazAnSavay (Percent) @dufl 2 nsiAsziaadf
fugu Wun enadiffiuguvessinds wazedulssAnsavduiusssnineiauys wazdiud 3
Ml gideyaiiionsuingusrasduazaunigiuniside Tagldmsinseilumaaunis
TAs9a3s (Structural equation modeling [SEM]) faelusunsy Mplus 38354y 7.4 wazass
NSt LauedaeTusLnL RStudio FATevin1slnszsiuuuansdtunau (Two steps
approach) tuneuusnazifiun1smssaeulinanisin lnsnslinszhesdusenaudedudy
ilensraseunnuaenndasvadinanisinmunseumnAnmAdeiuteyaideszdny uay
Athwiinesduszney TumsnseaeunudenadesedinanisiamunsounaAnnTIde
Audeyatdalsednd lng3Tefiansananarlaawaisdunng (Relative chi-square) < 3
(Schermelleh-Engel et al., 2003), RMSEA < 0.08, CFL > 0.90 (Hu & Bentler, 1999), TLI >
0.90 (Hu & Bentler, 1995) ez SRMR < .08 (Schermelleh-Engel et al., 2003; Hu & Bentler,
1999) dnuAntminedUsEnousnsgIL (Standardized factor loading) AasdiAnannnd
0.50 FulU warmANUTisImsadsdenndos (Convergent validity) 1ngn150929@0UAIAIM
Worturesesduszney (CR) vesluinanisTauragdauds deaasdauinnda 0.70 Tuld
asaouAIALlsUTILataldads (AVE) vedluaanisiaudaziiuls arsianunnnii
0.50 4wl (Hair et al, 2019) tumouiigoadunsinseilunalassaing (Structure model)

Fedunisinszimuduiudifeanag seninsiauus ulimuinguszasduazauufigiunis

[

3]

)
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v v

wenINUIIBEIATERienTIRaeUANILUTUTINAINTTIIN (Common method
variance) 1ng38 Common latent factor Litagitdauuslulunanisiiaseidanuduiug
W9991NANUELD 89913515 TnS old TneUSuamnuwlsUS VYRR Us W lulunan

Common latent factor aSunglanazdasliiuseeay 50 (Eichhorn, 2014)
nan1sAne (Findings)

A15ANYIBNTNANISANNAUVBIAIILLATEAIINANTNUN L NAR DA UTUNUSTENI
anuiusniulalunisuinisansisazuazanudad ugniulunuveminauniaign

Wiusmsansisay ideuvmalinseikazinauedayaseniu 3 dw Usenausie dwuil 1

[
aad

ToyaanuurUTEYINTANEANTYBINGUMIDEN dUll 2 NaNITIATIERAERRNUFILYDIFIUS
wazdwil 3 nan1siineideyaiionauingUszasAuazanufigiun1side nan1s3deidu

¥

Tamalul

dauil 1 dayadnuazUssvnsmansvasnguiiegig

anuaizUsEaInImansueInauAieg1a wuseendunands Souaz 55.70 wasinAge
Yoway 44.30 muddy glasdnlugjogsewing 24-41 ¥ GedAndudesar 76.70 so9a5n
e H9e1y 42-56 T Bsdndudosas 20.20 uazdeegunniwdewindu 57 U Anluesas
3.20 vausdiilUszaunsaliauszesa 5-10 9 Anduiesas 69.20 Uszaumsalineu
srezia1unnin 10 U Aadufesaz 30.80 waznudn ngusdiedndaaiuninlan Seuas
53.40 TndiAssfuanunnansa Ssanifuiosar 44.30 uazlianunmusie/me1/uon e
Soway 2.40

dauil 2 HaN1TIATIRANERANUINVDIAINYS

1%
aad

mﬂm'ﬁmiwﬁﬁhaaﬁﬁugmﬁumﬁaLLUs UseNausig MIlATIEiAEdANugIuYaY
FuUs wagn1sinTsdanduUsEans avduiusseninadiuys nan1slinseinudn fauus
é’qmmiéfﬁlﬂuﬁaﬁﬁmmmm%ﬁumﬁﬂumu lawA AuNTEAUNTERY MY LN A Las
anuandeldla daadvegsening 4.504 89 4.667 (Azuusuindy 6) lnsfiandosuy
wnsgulndifesiuagszning 0.874 i3 0.893 dusudsduneldiilusudvosnnuiiuen
widlalumsuinisansnsai Woiun nmsidlegdu masthewdeddu uavanuseulsulagainy
viadle fAedvegsening 4.643 9 5.079 (Azuuuduyiidy 7) Sandsauunsgiued
5w 0.662 s 0.827 luvnugfiduusdanaldfidusssduesiulsussnnuiiueniivlaly

a Y < & Y N a oA = |
AULBILYIUIN ‘lﬂLLﬂ ﬂ’J’]ﬂJLﬂJmquUWUL@ﬂ ﬂrJqNLUUNHWHIﬂEJW’JVLU LLATAINUUERN Mﬂ’]LaaﬁJag
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seming 3.831 i 4.357 (Azuuwduwiiy 5) ddesuuanasgiuegsewing 0773 fa 1.421
waziulsdunaldidusudvesnnuniondifinannsinau e ANULATEAINEUTIS
AULATEAIINQUNTAIVIALAGY AULATEAINNITAUAUTEYIVU AIUATEAIINATTEIY
LazALASERIINUUIISTILY ﬁmmﬁ'aagjiwdw 3.587 §19 4.193 (AzLUUAIYNAY 5)
Andeauunnsguogsening 2,119 fa 2.739

NSRS NYRIEMSLINLBTALUsEanaldTmun wuin faudsdanaldtian
ALY (Skewness) 88581319 -0.802 §14 0.357 dleRarsanataula (Kurtosis) w3anau
A9UDINTUINUDS WU Senannildseg sewing -0.792 1 1.370 Katfu nsuwanuasdeyalu
nsfnwadell Tunmsmannsaesugléd manuiduagaensldsienan daulvgiieeg
91303 -1 89 +1 Fsaglunausioensuls Fedieldnn duusdunalddnmsuanuaaduldsund
(Normal distribution; Hair et al., 2006)

Ananduiusifiosdussinasudsdanaldnmuaiiansywing -0.166 89 0.774 il
anuduiusilunaunegaltuddynieadfisediu 01 way .05 sndiuduUsanueien

MANINNNSTINUTANUFURUS TURAN19aU

dauil 3 wamsAasziideyaiienauingUssasduasauufgiun1side

NANTSILATIZH

dlef1sanannnsnsaaeuaNaenadeediinansinnunseuLLAnnIdY
futeyaiaUsedny wuin lddn Relative chi-square = 2.928 (202.081/69), RMSEA = 0.067,
CFI = 0.950, TLI = 0.934 uaz SRMR = 0.048 uansliidiudn lumansinlunsdnwindedl
aamﬂé’aaﬁ’wﬁa;ﬂaﬁwis%’ﬂﬁ (Schermelleh-Engel et al., 2003; Hu & Bentler, 1995, 1999)
diofiansanmanshnsmsianimdnosdusznou (Factor loading) vo4lutaan1sin wun
571/1%@&ﬁ‘ﬂizﬂaum7mgwumaaﬁa%ﬁmﬁﬁwag’swdw 0.64 §19 0.93 NANIIANTIVAOUAN
\Wissnsadagiinveslumanmsiausaziuls wuin annudesiuvesesdusznou (CR) oy
SYWIN9 0.75 89 0.89 wazaauuwUsUsufiadaldinde (AVE) sewing 0.50 9 0.73 Faduly
ALNEMTaA CR uay AVE aasiinunnnda 0.50 3l (Hair et al, 2010) uandlidiuin &
wUsnndadfinuisansadsaenadad (Hair et al, 2019) wazauidosufisamediazyinns
Anngilinalanahuiionsuinguisasdnidulasauniigiusely

NN TIADUANLUTUTIUAINITTIU (Common method variance) #7835 Common
latent factor wudn mssvuaAmtnesiUszneulivhfuiome nudrihmtnesdUsznay

WINTFIUINAU 0.526 wanadn Mnusurasngg TulaaagneSureauudsusiuse Common
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latent factor Sowag 27.668 FelufidgymAanuulsUsiuanioTiu vsenanlain auduius
seiemnUslifinuade9a1n3sin (Eichhorn, 2014)

Nan1sNAdaulunalASIES1g
N5NAABULLLARLASIAS IS WU HANduUseanSidunng (Path coefficient) Aiwana
ANMUFUNUTVDIFILUTANUNTOULUIAR WaTNANISNAEDUILLAALASIASTS Aakandlunns1en 1

A15197 1 ANUAUNUSVRIAUTANUNTOULUIAR BaTHanSNAaaUlunalATIE519

AUENNUSTENINA U B SE. z p R?
WEM <- PSC 0.153 0.078 1.965 .049 0.514
WEM <- SFC 0.642 0.074 8.731 .000

WEM <- STR -0.153 0.059 -2.589 .010

[WEM <- PSC]<-STR 0.145 0.056 2.597 .009

[WEM <- SFC]<-STR 0.176 0.071 2.467 .014

PSC <- SFC 0.283 0.068 4.131 .000 0.080

wagg. WEM = anudasiugniiuluaiu (Work engagement), PSC = anandiuentiiulalunisuinmsansisas
(Public service compassion), SFC = Aadiusniiulalunues (Self-compassion), STR = AruASERfiAn1NN1S
917974 (Stressors)

015197 1 Aduduiusvesdandsaunsausundn waznanisnaaeulina
Ias9a319 wuan Anusiueniulalunisusnisasisay (PSC) anuiueniiulalunuies
(SFO) wagmma3oniitinarnmsyinenu (STR) Manumudsadmanmanssioninudnsiuyniiu
Tuau (WEM) agadidedrAgynieaia (B = 0.153, Z = 1.965, p = .049, B = 0.642, Z = 8.731,
p = .000 uag P = -0.153, Z = -2.589, p = .010) Lagnui1 AINULATEATLAAIINNTYIN9Y
(STR) a'qwaL%qauﬁamm%ﬁugﬂﬁuimm (WEM) sg1siitivdngnieana (B = -0.153, Z =-
2.589, p = .010) 8813l3fn10 AULATEAT LAAIINNTTI9TU (STR) danaidauinse
Anuduiusserinennaiiueniiivlalunisudnisansnsae (PSC) AuanuBasiugnifiluay
(WEM) ag198itiadagymeads (B = 0.145, Z = 2.597, p = .009) %u18A114371 IUINBNTNHa
ﬁuaqm’mLﬁuaﬂLﬁu"[,ﬂumiu%mimmmwiamm%ﬁu@ﬂﬁu"lumw,ﬁu%u dloninauundey
mueSerlun e uiiaty warddmadeuinsemuduiusserinenmudiuenidiulaly
AULDY (SFQ) ﬁ’ummﬁmﬁuaﬂﬁﬂmm (WEM) ag1aiiiuddgyneads (B = 0.176, Z = 2.467,
p = .014) BU18AIUIN mum%m%wammmﬂmﬁuaﬂLﬁuslﬂumw,awiamm%ﬁ’u@jﬂﬁ’ﬂumu
Wiy dendnaundgeuadealunisiauiiag o TneivndauysaunsooSugany
LLUiUiaumaamm%ﬁ’uqﬂﬂ’ulé’%’aaaz 51.4 dquauiueniiulaluauies (SFO) dana

o w a

nanssreauiueniulalunsuSnsansisay (PSC) sendituddgyvneada (B = 0.283, Z
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= 4.131, p = .000) Inganuiusniiulaluaules a1u1saesursauuLUsUTINYBIANLAY
aniulalunmsuinisansisaeldsesay 8 viall iileganuduiusvesdiulsniunsounuifa
AIdsuanananvegeuliinalasiaing Asnni 2

a )
AT 2 HANSNAEBULLAALASIASS

R’= 0.514

0.642%+ .
1.600
7

~—-

wgsmg. WEM = audaduyniuluaiu (Work engagement), PSC = aanuiueniiulalunisuinisansisae
(Public service compassion), SFC = Aradiusniiulalunes (Self-compassion), STR = AALASEATILAAANINANS

\

Y1197 (Stressors)

PMNNANTIATIEVAINGIVIU FIFganinsadlauenanITITeLiionauauuAgIung

1Y) (9

98 AINITNN 2

A15199 2 AFUNANISVIAABUALNAFINNNTIRY

auuRgu HANSNAEDU
fofl 1 emwduenwiulalunisuinisasnsasdisvsnamemssoniny #onAaBINy
Basiugniuluay auufgu
fofl 2 emudiueniulalunuesiBvinaninsweanuiiveniiulaly FonAaRIU
AMSUIATANGITRUE AULURTIU
o7l 3 anadueniiulalunuesiidvnanismssdernubasiugniily donAnBiv
U AULURTIU
fofl 4 eueSealliinannsvheuiivinammsweninudngu @onnaBIiu
yniuluay auuRgu
Fo7i 5 amudiuenwiulalunisuinisasnsasdisvswasennudasiu @onnaBIiu
gﬂﬂ’u’[,umumﬂ%u dleninnumdyiuauaieadiiaainnns auufgu
¥aunniy
o7 6 mmrﬁuaﬂLﬁulaﬂumul,aqﬁé“w%‘wac-n'ammﬁmﬁugﬂﬁuiumuum gonnaBIiu
Fu Wominnusdgfuaueseniiinannisinuanniy auufgu

o o
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nnsafUseNanasaLduanuy (Discussion and Recommendation)

aius18na

HamMIdouansnangudfyI anuiueniiulalunisuimsansisas mnuiuen
wiilalusues mnsieseaiAnanmsiha wazadasiugmivlunuresiinnuninigd
EmsassasdaudiiusiSsamaderu Tnesanuduenidilalunsuimsasisas
anudiueniilalunuiesdmalasnsadauindemudasiuyniilusm luvaziinanedond
AnnnsvhaudmalnessadsausonnuBasiugnitdunu uvenaniavui Tuaniunisel
fnineusdyanueieaiidnanaumnndy anuduenidiulalunisuinisasisus uas
amuiueniilalunuesdidvinademuiasiuyniilununniunulude

dusupnuduiusserinsmnuiiueniiulalunisusnmsansisar anuviveniviule
Tumuies wazanudasiugnitlunu msiiyanaezdamnuiuondiulalugdy (nudiueniiu
Talun1suimsansianie) du aedeaduyaraiienuiiuenidulalusuesdereu (Eldor &
Harpaz, 2016; George & Brief, 1996) wazanufiuaniiulalunisusnisaisisaaziduuse
nseduliininanuuinnsansisaznovaussiuensuaifinnuvainvangluudundudany
Tnsuansliiiufsmnudtlafiazthemie dsaastoyanadu UfoRnudieusslowiauves
anssuzuarUTErIsy GeenuddladindmazuanseeniuBmgAnssusiuaudaduyniily
s s uiansfenudatugnitlunuazyhausisaudla vumusaneussls
Tiausudie daunsefeIedu deaaviia wazdausuiinveulun1svineiu viaume
Al uasiiueuanan TnedmjimenedielimsinudiSagaisegaiussansnm
waziduuszlovironsdnisegnadian (Kahn, 1990; Maslach et al, 2001; Schaufeli, 2013;
Schaufeli et al,, 2002, 2008) agoandasiun1sAnYIYes Jazaieri et al. (2013) uag Neff
(2003) wui Anaiiueniiulalunueadutiaduddytefiunnuiusniiivlagdutasina
IBauInAUNgANTIINTUIANTANSITAIE LazaBnAdBIRUNSANYIYBY Neff (2003) finudn
Tngldyaraiiiueniiulasuiesasifugiifianuiueniiulaseddune dunuies 34lu

1

83An13NIAsENa1lean msiimilnaluguedlivinsansisazmnduyaraniaudiuen

Y

o a =

2 v & o ] < < P Y o
wivlalupuesdifvzthluganuiueniiuladudduvseussmvumilugugdsuusms s
9 o & < & a = < <
dnuwazdanariduanuiveniiulansuimsassae wasnisnauineniviulalunuies
dawanorudadugniulunuiuansaesuisluumadeiulddn yaraiviveniiulaly
& A & a = g & ' ] @
suesazluypmafiiveniulalunisuinisansisae Fudunisiuuidiusiusnnnitgiue
v =i a; d ] ] ~ o @ < P -:4' o
Aatiy Msiianuineniiulalunuesdmasieanudadugniulunudululadn Wewinau

Fuinuiiawevituuenanduanuiviavevdiunundidmneannuldinnuiuves
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0363 Beitdnwamdudunmesiandiiiufnnudilafivsiismie doaar Ujiinuie
Usglowivesesdns yanafisinnaniiveniiulalunuesiivnliuiasuansensuoidsuanlud
vhaudafedesiunadnvesesdnis uazuanseenludanginssusmaudastugniily
47U (Lilius et al,, 2008) @enadasfunan1sdnuifiusinglusiuves Evers (2006) Wuin
anudiuenitilalunuiosdanaronnudasiugniniluay

ogslsfinamanmsidonuin ananedoafiinanmsvhaudsalnensideausen
Fasfugnitulusy aonadestuauddedeuntiridiseyin manedeluninmuniadsd
winliufiaviunnumilesmingluau annmsmevaues anaulalalueu (Guy & Newman,
2013; Vigoda-Gadot & Meisler, 2010) lusauziinansidonsainun lugaumsaliindne
fuffannuaieaiiinanmehouintu anuduenduldlumsnisuinsasisae wae
aruiueniilalunuesazdsadeuandenuastuyniulunudinty Fedunuidlniiu
71 anuiveniiulalunisuinisansisae wazanuiveniulalusueandundduiu
(Immunity) 91ndaneAMATean1ag Tunisieusemtnanuniads Aliuinisasisue
leiun AaeSenfianannguims mavansneinslumshau anueieaiinnainnsuinig
Userwu Tuvaefidnsidaiflifomensznissnuduile suniidsdesinugsnmaiieadiu
lonansaineg usandedunulumsAnuaded wuin 8efinis fudsnnueienaindaro
AsATeLfinnIntu Svswavesanuiiueniiulalunisuinisansisueiifdernudasiu
grilusuazinnty wudeatudvinavesenuifivenidiulalunuesifiiernuBastuyniu
Tusy wansiduilaenadeaiuauideves Eldor (2017) Avinsfnunlunieiuniniy
WU Anueseadudulsiiiuanuduiusseninsanudueniiulalunisuinisansisue
AunuBasiugniiuluau uazauviesmiteluau (Bumout) Tnsluaniunisaifisuiis
AmnsAIeaanMsvay wihouiitianadueniiivleafigaasdsiinnadasiugniulusuinn
fu Tuvnugfitsanaudomielusuas nuewmavgsianudosmsveseu-ninginslu
91U (JD-R) wa1 naalein qaudnvazaumuveniulaveandnaudaduladenineinslueu
(Job resource) filunsnennsauyana (Personal resource) figyilintsyiautudnga
aenAdaeiunsAnYIYes Prieto et al. (2008) AnuI1 AwAINIsANIITsHAlLALTRlA
ansavimnesivvesnnumiesvingld Gesmnuimiosmieluaiu Job bumout) 1usu
nsatrufuaudaiuy nluaunungufaudosnisvesau-ninensluau JO-R)
(Schaufeli & Bakker, 2004)

nan1TIei Aet Iriudinuduiuiiedenssadvanudivendivlalunuies wag

] & a PEY 9 A g )
auiueniulalunisuinisaissaglinundnau lugiuedidunswensluaiu (Job
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Abstract

Building trust among employees is one of the key factors that helps organization
to survive from crisis. This study examines the effect of employee’s satisfaction in the
organizational management during the early stage of the COVID-19 pandemic on
employee perception of job security and trust in organization in Thailand by considering
the effects of organizational commitment on this relationship. We collected data via online
platform in the middle of 2020, during the second and third lockdown in Bangkok, and
received 352 responses who had been working for various organizations in Bangkok
metropolitan area. The moderated mediation model was applied to test the
hypothetical model. As a result, we found the significant direct effect of employee
perceived satisfaction toward organizational management during the COVID-19 pandemic
on perceived trust. Feeling secure in Job was found significantly mediated this
relationship. Perceived commitment to the organization moderated the link between
employee perceived satisfaction toward organizational management and perceived

trust.

Keywords: Employee satisfaction, Organizational management, Job security, Trust in

organization, Organizational commitment
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Ui (Introduction)

anumsninisunsssuinveshiyalalsinaeuslnl @oFontlagdu covip-19;
awilne Tadn-19) nanefuingeiiananuiddinvesauialandousidrs duduresnisuns
szuelulina. 2563 gaduduiilanldvsuiinstiegvesidelaia-19 iiaduilesguiaiu
pomnsBeuiansnuiaesuu 44 au fenmsdendniauanmsdadomidoudiu way
drulugfivseiansinunsludmaindsoonsmsngialuvavamenuiu Lﬁaa@jé’u Useine
31 (BBC News, 2020) ndsnniulsiunu Snuftislulssimaduiugduegiesngs uag
Buundszuinludausumaiu o ImaﬂizmﬂiﬁnaLﬂuﬂﬁzmmwﬂﬁmwwuéﬂwmﬂuaﬂﬂmm
(World Health Organization, 2020) amumsaﬂﬁmmLm'mimmummfuﬁaﬂG] Wnldns
Usgmaaniunisaandu luynissiesiivhrsenandng Inefinadeduldfeuiuil 26 fuaa
w.a. 2563 Tnedlanurinuussrvudiiufides Yaaouiidssdonisindevedlse ity
$1up1vs sasTndudn eann va 1unstinm Javesmadunddlueiandns was
1nsMsBugMieItes Inslungammmnuasy ldfinsldssmeangammumung iiedada
anuidumstinsudanoud Jufl 18 flunew 2563 (Inesgesulat, 2563)

msunsszunveslsngilmiddmanssnuitlussdulsana nesy nalentu waz
SLAU m”mﬂﬂa (Goodwin et al., 2020; Goodwin et al,, 2021; Yu et al,, 2021) Tuadnlsa
spunfiintuannsndmanssnureyssrrularadgUasatensiney 1wy nsdisey
v1aeadssnIn tluguTinunuiiiunnd uwiwinnuliosas nsaniuieu vie
Pedudeu dunarddmanauailunisadluudou wAnssuvomtnauuazkanis
UftRnuilifianslaeunsdns (Karatepe et al,, 2018; Khalid et al., 2016) uenani A1
Annfnaluaaiunsalmsunsssuinviliesdnsdesiuiiuinasnisgniduiions uausse
anumsalegnassauiioannisunsszuinvedlsa lihazdunstnanuiiam nwinay
UtRnuithu msnssdulindnauamege msannanihau vieuinsyiinisuanniineu
ooniilenaununsvasels (Boiral et al,, 2021)

N59AN199ANTS (Organizational management) Qﬂﬁmu’j’l Wumsauiluuleuie
#1949 agadiiienns wazifunisdndulalunszurumainuiieussauimanemnagsia (Zur
Muehlen, 2004) ag1dlsfin n1sdnnisesdnisaulnajgnesnuuuaniieldly “aniumsal
Unfi” ileduindeugsialidSamuilddadmngly Taslunsfinuideluein wudnw
n3dan1sesdnsluiensiud sundamndlaseadreniglu i ofmuafianisg sAalsd
Useaviznmanndadu (Bowmnan & Singh, 1993; Reilly et al., 1993) LasANYIHANTENUTITAD
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Winuiilsen s T (Howard & Frink, 1996) TUnERA0IUN15AININTUNT SEURYRS
elein-19 Miatuilanuarlulssmelng duduaonunsal “eund” wardvlineiigiie/
wuuUfUARATunsansanneu wWiailudunilslumsaaatunnuduudeesdnmslu
ameingd $Adel Sujdnwauiiaelaveswiineutenisiansesdnislutasfuresnis
undszuiavendelain-19 Auaudetureminaudensdnig uazganiladefivaeiiiuni
eshuvesmiinemiliigetu uifhesdnsagllldtinisdnmslusasingifidunniin esaindau
Tngununisdamswmanidgafilfiunmageuiiousuifiunansenususisgegnsseuney
Tuefn winmssitanansnidusuuegislumsdamsesdnmsluaaunisallsaszuin

1 o

Falogdnfinluaen1sININT enfieg1agu N5ANYI1ved Leung and Lam (2004) l9AnwInIs
Uimsdamsanudssvesgsialsunilulssmagosnailefoundydyvivianuluiasings
Tsamsatn.a. 2546 wuiniieananld91elugidings vaneqesdnislindnanuanlaglidu
A1319 MIVANUNTIUTEEENNNEIAN Y5819 Social distancing \fieanmALAsTes
uwnsszuinvedlsa indrendeiunmsinnisluradingaledn-19 Segraiu SaflvAtetostu
Anfufnudademanuinineresdnislussiuyanaiidoulostuanunsalfiduingams
wisugianaraunw nannfe MuideTuliinuidudsmssuianutuaduay augnituse
23An13 waranudeduvesminmusonsdnig fudusudsifdeudnuludninetesdnsly
UunveInsunssrunveslsalain-19 nanisAnwniteialiuselevifomadnms feviy
andlasefuusmaniluuiuniidenuuaresdnininings wagliusslenilunsuims

dan1sesAnsluraingariunsviaudlanufeINIsvBINnY
N1INUNIUITIUNTIY (Literature Review)

anuitanalalunisdanisvesesdnnslutialaie-1ouazadnudesiuvaaniiney
99IANTS

AnuLesiuveminusossdns (Trust in organization) e AIWSAnueyAaIng
agluesAns 017 AnmAands Msatuayy ANugnil Ao derBuluseiungu vie
awﬁ’maﬁqmaﬁwﬂuam%ﬂ (Gilbert & Tang, 1998; Whitener et al., 1998) uaml’mfrmm
\Besiufiyrannsiisensdnis iusuusmiaifunumednadaennudusavesesdmsluszey
817 (Guest, 2004; Mishra, 1996; Zaric & Babic, 2012) ImEJmmL%aﬁummwﬁmmﬁiamﬁﬂﬁ
Beulpadanslianuiuiieluau Uszansamlunmsidudin msvienauduiin wasm was
AuduRuSsEIantnaIu (Morris & Moberg, 1994) ievianinudesiusensdnis wiineu

f\]%iﬁﬂﬁﬂﬂ’l’]@ﬂ@iﬁﬂﬂﬂﬂ@U?ﬂ(ﬂﬂ’]iﬁ’]\‘i’lu%m@u (Cheng & Chan, 2008; Richter & Naswall,
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54 wazenudeliuvaimtiniusosddns: nsdifnwiunuImvesmNpniuseatinstuguziuUsiiu

2019) FaoraTuanmnvesnaadelunsa (Lee et al, 2008) wazthlugnisimdnau
lsiftushe vieliifswelafunisdanisvesesdns wavihlugeudesiuiifsosdnislagnss
anas uagnsdanisvesesdmsfignnanistiu nunesmnsdeanslussdns (e.g., Kaufmann
et al,, 1994; Sturges, 1994; Yan et al.,, 2006) 11A5N15LA38UAVIBIANT LA UNTallal
Un@ (e.g., Mishra, 1996; Leidner et al., 2009) wazuleuten1susmssansauLds sves
29ANS (e.g., Alan et al., 2006; Kouzmin et al., 1995; Leung & Lam, 2004) vJudu Hosmer
(1995) I¢hausuaAnanuidesiufunguiluesdnisliin aruidetulaeiludueuments
Tusgfuypnaiiisadesfunadnsvesvnnsaivdewgiinssusng q lunsdfifinisdeuutas
ALASEENY g TotaRy uleune miu%mﬁmmsmaiuawaeiawaaiaﬂmuL%aﬁmamﬂﬂaﬁ?u
anas 1Ay Longstaff and Yang (2008) la@nwin1sdnnisesnnisluaniizingd Sendh
5550977 15As¥UIn wagnnsainen1se fuauidediu wuin esdnisfifinisnieuadn
wieuuazuiiodeaniunisaifiuinnlaldedrsinfionela axtheiunrudesureayana dadu
FJaudululein anuianelalunisdanisvesesAnislugnisunsszuinaeslsalain-19
ansavhuneaudeivestinausioesdnsld

auufgIud 1 mauiawelalunisdnnisvesasdnisluralnin-19 darudurius
mvInAuRTes e INLN DAY

arufiswelalunisdansvesesdnisluralain-19 waznisiudauiiuasluay

ms3uirusiundluau UJob security) Wuanzymdlafifujifnuiiauanemisn
aulezasaviailuesinsdagtuluewandrmihle lngusiaannissuivesnisan
fwnis 3udiou nieatainsuasnaussloniieeldSu (Herzbers, 1968; Kraimer et al.,
2005; Meltz, 1989). fauusi 1T unisiudsdrdyvoinisdneraiud sud i adens
(Psychosocial risk) Tuuiunuasnisvhan larasdunisgnandumsiieu iudeundiil
nsvihanlitieuddyantesas duinautainsm weeinmstaantnauesn dundiigau
thlugeuidnlsifunsvomiinausishu (Greenhalgh & Rosenblatt, 1984) 9nuwaAan1sl
ossaUstlovtisaudu (Openly utilitarian) §i1d1adnfinsuuimensuimsinnisnelu
uloune fiensveseadnisluannizeng q Wifugniraielignirainanuiuasduanu was
anasazLBUANLENRY LAz N ANTTNTIABBIANTUARI1Ee Tasanusiundlusufons
wifnaudnfensleunmduasesiesiu lifimnuidsswesnsesnanauuazyiasigldlsl
dwztﬁmmﬂ%mlmﬁmm (McKendall & Margulis, 1995)

n5AnwITenisuimsianisvesesdnisuazanusuadunulugiwesnisuns

J8UINLIA5a (Severe Acute Respiratory Syndrome; SARS) tlantinausustisarulaiduag

o A
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Tunuardsmareluiassduresiyanauazesdns Insiamzegnsdslussduiyanadidoma
nsENURBsEAUBIANNS naIFe Wlennauduitsmnulsitunduaulutisaniumsalings
%@QﬂﬁiLLWﬁi%Uﬂ@%@ﬁIiﬂ?i\‘iNﬁiﬁlwﬁjﬂﬂ’]mﬁﬂﬂ’s’mmgﬂﬂLﬁﬂﬁx‘i“ﬁu ANuNInelaluaures
WHUNIUANAY mmL%@ﬁu%awﬁfﬂmuﬁiaaaﬁmmaxm’mQﬂﬂ’uﬁiaaqﬁmsmmwﬁmmamm
(ie. Tsai, 2010; Wu et al,, 2012). lug29u09nsunsssuInvesielain-19 nany q 83fn1s
oafinmsfinsuulsuiesdnis nMsunsianis uagnszuiunsufiRnuiagdis destu
wihaulivaendonnmsindonasuninszarevesnsinse egslsinunans q esfnsh
TASUNANTENUIINASUNSSEUIRTRLsAlAIR-19 WuheiulsasddawaliiinisUndivsoan
Snnunthauas seuulsuerienisuimsinmsvesasmslutasmsunissunvedlaio-
19 maa’qmaﬂiwrum'am3%’11§mmﬁumiumumaawﬁ'mmlﬁ Forgadululginanuianele
Tunsdanisvesesanisluaielain-19 %ﬁmmé’fmﬂ’uﬁ‘mqmﬂf“fumﬁuiﬂ’amﬁum‘lumu

auuAgIui 2 Anuianalalunissanisvesesdnisluvaelain-19 daaiuduiug
MaUINAUNISSUSAI TRy

usnnMssuanusuadlunuiidamaseiauai anufianelaluaiy uasnanis
UFtRmud masuienusiuadunuiuddmadie mudesfurasmiinnusessdniade
wuty arudetududnudsiudsdfyfiazioudnnuduiussufseninaune ey
413 (Guest, 2004) $3deeuntnud maninaueeuFeiulusns winnuay

=2

q
3
Fanfannuliifunuazanuiiafiuszwinsunedrauazgnindusunanle (Cheng & Chan,
2008; Richter & Naswall, 2019) mﬂLLmﬁmﬁ'yugmﬁaqﬁ@zywmﬁm%wm N30138N91899
Foyey11a (Psychological contract) a5 unear i uaslusufuaId ot ureanTnaTuse
garn1sindanuduiussulunsuin nemaninaunuindygimdafsrfusesny
funtds afainis siFedvivsslenifiniinauldfunnuiet dugninaantdandiiidu
anusiuaslusuvesny ldgnanneuvieratsas fazdemalinudetuvesninaiude
aeAnsTUanas (Wong, 2018) Tas Newman et al. (2019) lgvnsAnwanusiunslusuuey
adesiu nudn anuiuasunuienuduius fuanudeduveminaudessdnis uas
mssuimnusiundunuazanudesiutiefisnansufuRauifvesminaudeduiy
uonanilgdwanoaruianelalusiudaeiuiu (Ashford et al, 1989) wenaniiaay
desfuluesdnsdudnuidusulsddnyfidmasenisuszavanudisaluniveanisuims
Fansuazithmnevesesdmsruiuusnmziii msuianusiuadunu mesvhauduiia

NYANTIUAIUTINTDTZAVDIANTVBINTNIIU (Morris & Moberg, 1994) AatiuAadmsNaing
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wazAMULTeIUYDINEINMUABDIANTS: NIdiAnYIUNUIMTBIRIUKNTUsBRIRNISTugUEAIwUSAAY

[

virmnusiuaslunuagiinudiusmeuinduasdesuveaniinnusesdnislugisnis
wn3szunvedladn-19

auudgIuil 3 1155ugartuluadluaiudarwauiusnisuinivaiudeduyes
WiinaIUse09ANIs

wmwmsvﬂué‘hu:tJia'ew"lwua«mﬁ%’uimmﬂuﬂﬂumu

mﬁ"ug”mmﬁuﬂﬂumummmdawam’ammL%aﬁusu@qwﬁmmﬁﬁ@f@@ﬁmsﬁ’m
wuiy anudeiududnnisiuusddyfiasioudsnnuduiussuiseninanedsuasy
ande (Guest, 2004) MUATBABUMTINUDN mnwinauraeudesiulussdms wiinauay
Yandsmnailisiunanazanuviiaiiussninaunednauazgninslusuiaale (Cheng & Chan,
2008; Richter & Naswall, 2019) Ine Newman et al. (2019) wuin aausuasluauilemuduiug
fupnudesiuseesinisyosmiinau LLazmi%'Uifmmﬁum‘lmmuazmmL%aﬁuﬁdaEJLﬁmwa
miﬂﬁﬂ’ﬁmuﬁ'ﬁmaqwﬂ’mm (Ashford et al,, 1989) muKUIAALS DIF YU INIITAINEN
(Psychological contract) wazn1slviessauseloausaniu (Openly utilitarian) 83An159ERDU
wnuAuneneuveantnay Wileneuuwny wazatannsimunzay andnnutesindu
mmﬁ’uﬂﬂumugmmwﬁﬂ (Wong, 2018) LLaz*mﬂwﬁﬂmui’ﬁﬂmmﬁuﬂﬂumm3Lﬁumm

p 4

\Bosiuvesiinausionsdnis (Conway et al, 2011) MnuwIAnd1sdu §ideTemainnssus
ausiupsluruazdusuysdwmunnuduiusssuineenufianelalunssanisvetasdnis
fupnuidesiureminausessinsTsmsunsssunvendelain- 1914

auuig i 4 n1535ugarmiuadlusnudusiudse e uaniug i1 AT
wololunissamsvesesrmsluralnin-19 fuprudesuvesninaugeessnishisues

NISUNTTEUINYRNLTRlATN-19

unumnsunisiliudauysinfiuvesnnugniusaasfn1svasniiney

AU N UM BBIANTT (Organizational commitment) M188e SEAUYDIANUTAN
wsndnd Wunilafetuesdng uazseusuluthmnevesesdng deagviounnarudaladi
aealifiuszaninm wazanudeanisiiazyhanlussdnsdusely (Allen & Mayer,
1990; Marsh & Mannari, 1977) Allen and Mayer (1990) lakUq8aAUsENauUYaIAIIMKNRY
foasfns 10 3 asrUszneude (1) Anugniunisinuesual (Affective commitment) @e
mFananiufiuesAmslusuenssiuazauian suimuesiidudunilvesesdnmsuaydl
dausulufanisvedesdnis (2) amnugnusg1asiaiiles (Continuance commitment) Ao
anuisilavosminaiazyhaulussdnadu mngmnanlfamuaissliing sudanmua

AU LU LBUTINIUNALAZNITAD9N15ANAINETWY (3) AUNAULTIUTIVIAIU
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(Normative commitment) Asmsfiwiinanuianiinmsvhaulussdmsiisduussingiuiiie
N3 irunsiufduiusmedensluesdnis

Ay nitusieasdmsiduduusideudnuilunuidoiivafuesdnig szl
ANuduRusegsuniuUszansualunisvineu arudianelalusu waznginssunisdu
A11TNY8983ANIS (Shore & Wayne, 1993) uaﬂmﬂﬁmmaﬂﬁ’u@iamﬁmﬁhﬂamé’mwmi
aoenvawmthauasfiuanudesdunsuimsdanisesdnisifiugadu (Meyer et al, 2002)
uenaniuddenounindlfiduinnugniudossdnisiigeluduiussunmssouuuas
UftRrouleutsnisuimsdanisniglussdnig mnudnsaluauiifinunimgadu wazasie
wauslovdliunioadnsldiiutu (Huselid, 1995; MacDuffie, 1995)

sAdluefmnumnuduiussewindud s Sulszneudig anufianelaves
wiina AN NTLA B8RS AT asluveaninaus83dn1S Dahmardeh and Nastiezaie
(2019) wuAnudTUSINILINYBIANINTUBBsAM I AU T otiur e sTnaLs D IANNS
Garcia-Almeida et al. (2007) Wu31 AMUNINBLIVBINTNINUFBNITUTUITIANITBIANTSE
AnudNiuAuANuEnusioosdnng warfliuidefiseydn avwdenelavesmiinnusions
UIMITANIT9AN1S ALy NRUDDIA T waza T o uresnifneudassdnrstud
AMUENNUSHY (Barraud-Didier et al,, 2012; Perryer et al., 2010; Tremblay et al., 2010)

INNITNUNMIUITIUNTTURALTRLAT19AY denaliilITe foensAnwIAuRniuse
aeAnslugIuedwlsiduauduiusszninanuianelalunisinnisvesesnnislug
1a30-19 uazarmidesiuvesninnusionsdnig mamdnauiisnmddnyniuiusadnisn
wigane AdulllfgeftezdadeiulussdnsuiiuumanidgmaussesAnsazdslifiviniiaag
Tuvadzifeniu nwinguiswelatuuumislunisdnnisiuingflain-19 183838013 AN
WnuReernsNaziiunumanuddganiiosas na1ife BviEnavets 2 fauus ansean
Y iilél (Compensatory model) fvugfideTsannasnigiui 5 foil

auuRFIN 5 ANy MTusEaAmIsyeahau TS TR WA e I0e
pamdanelalunissnnsvesesrnisluraslnin-19 uazanubesuveaninausossinis

52108U75798 (Research Methodology)

[y Y
[ 1

a v v A & av a a < 3 ¢ A
N15798AFIUTUNITIVYLTIUTU LﬂUGU'@JJUaNWu‘Vl’NLLW@WW@iﬂJ@@‘Lﬂau NBARAITU

LAl UNITWNTIEUINURTRLAIRN-19 TASINSI8T tASUNITTUTBINAUENTIUNITAINTAN

Y3esssuMNTeluau nguanan iy yai 1 uaInsalunnIneds (COA No. 135/2020) uwé
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58 wavanuweiuvesminaudensdnis: nsdlifnyiunumvssnnugniusessdnslugiuediuusiiiu

nguAleE9lunsAne1IdY

' " Y
A % = o @ o

Uszmnnslunsidendell fe winvuiidymilnowasdehauluesdnisineoglu
NIUYMIMTUATLAIAUTIANG 2N NS UATL A ULABUMILA 371 598 T 368
eBuenthsimIeuazhuvuasuamauaia {ifedmdenuuuasunuivihlnegiidy
Wiveafans @elundnauluesdnislag) esnainnsfinundde d1uau 19 au asnded i
Yoyalun1sidestenunsiuan 352 s \Jumands 224 au (63.64%) iwev1e 101 Ay
(36.36%) Tnoflsidayaainiavun 20 033 daulvganainesdnisussamionsu S1uau
197 Ay (57.3%) AnniagsRaUszavle S1uau 112 au (31.8%) uardlideyaviavuno
Tutnseny 21-64 T o1giade 32.14 T (SD = 7.49)

insesiialun133ds Usznoude

1. fanudeyadeszrnsvesitnsnide Taun e So szoznandiviaulussdng
et eldreiieu anunwnsineau Ussiangsiavesesdnisiidedin

2. 1esinnuiianelalunisdanisvesesdnislugelain-19 ula Waun uas
UFuU3991n119 530 Employee satisfaction 484 Cho and Park (2011) lngunasinusenauie
fofam 6 4o 7 sziu duust 1= “bifudioogads” aufla 7 = “WiudeegneBe” feghade
A “viuddnitaneladenshanuvesiuiiesdnmsinasslilugalain-197 “Tnsame
wdwiuiEnfianeladisuuinefiosdnisvewiusuiienslain-19” unsiailA1mudenndos
aelu (@) vesnnsinegil .80

3. aasianssuianusuaduny Wauiwazuiulgsanunsia Perceived job
insecurity 494 Boya et al. (2008) Ingannsiadsznausiedonianm 5 48 7 sedu daus 1=
“lsiiiusheegnede” aufls 7 = “whusheegneds” fetdedan “viuidnndriviueiaa:
grlifeananey” “vudandulatwianmnsofegrhaulushuniddeldlueuan” wns
Sslrnauaenndesnisly (@) vewnnsineti 83

4. 1asiaaugnitusiesddnis KIdeldunsinaurniusiessdnislumuideves

[ '3

ansy 1A war Sy ddlvdauew (2559) Beuszneuluiey 11 Yednu Yedaull 7

sziu faue 1= “lidiusneegade” aulia 7 = “WiudieegneBa” dredisdermay “viiuidn

12 = ] o U o oua o Na =
1MUUNU9989ANTSABY UMV INIULLULAYINY aﬂa’]ﬂfy}lnﬂﬂqﬂiu%aquuﬁwquaﬂlﬂﬁqﬂ

] o

v a

viudndulaansentumeull” “vihuddniinisvhaulussinistihiuiuseyniuiidesrey” uas
AANNdonAaonely (O) venTinegn .79
5. 1nsiaauianaedulusdnis Wawwazysuu ea1nu1nsin Organizational

trust ¥89 Gershon et al. (2010) IngU1RTINUTLNBUAILVDAIOY 4 UB UBANDINL 7 SLAU

o A

71 14 avuil 2/2565

D

NIAINMINAUIN TN INTUY WA DIANT



Faud 1= “liviudaeegneda” aufls 7 = “Wiudsedede” Medudedinin “viudedn
psAmsveinuasEMindennuUasafevowitu” “vuddndesiudenisuimsinnisves
paAnsTviwieueg” wazAmuTesiu (Q) vesnmsinegd .89
AnunmvaaasiiedafuldsunsnsaaeumunssaaLion (Content validity)
TnofiTemauazimsinandsiuon 3 i ugiansandednuudasieindiamuaonades
wazasouaguivismesiuUslunsinuadaiuioli dWeldasnmdiuauiiismsaniu
dow Fethunfinnsanunasiidedadulafuniedadorain 91niud3deld

N o

wuvdeuaulunaaesld (Try out) funthaulussansumsuiiianvauglnalrsesiulsesing

Ya o o

913U 40 AU nTuEITeiTeyai lnuImAIAINT ety (Reliability) Aaan1sld3gnien

U

duUseansoanveInsauula (Cronbach’s alpha coefficient)

nsiiusausndoya
AdeUsErduiuslasinidouasusemamgiinsinidemamnannesuesulal 1wy

Facebook, Twitter, Web board tJusiu iieanunsaiivdeyaresngudiegieliegeazain

a @

wazdaensdielugiesnisunssvuinvedlsalain-19 Snviaiialagidisaunsideiduninaui

eulussdnaainatsluwansinnwazUuama lnensandunisiivdeyaveangy

Areg 1 Ideaiunisinudeyataasenineiuil 1 - 15 dguieu w.e. 2563 Yfifinisaane
& 4 =

nsdenaitsvesit 3 ludsunalne

AN5ATITTeNA

v

u

malnesitoyalunAfotul eaeideldiaandomesnun Tneldmanud ados
ar Anads Ardudsnvuninigiu uarAduussAns avduiusvoudieddu (Pearson’s
product moment correlation coefficient) kagnsilATziosAUsEnaULTIBUTY (Confirmatory
factor analysis) dm§unadeuaunstdasawun (Discriminant validity) vesdawdsildlu
nsfnwndailnedredanusinnunaunduveslunaes Hair et al. (2010) dvsuadfids
sunulummaaeuliwanuauuAzIunwide §338l935Tmerinsannsenalunis
NAABUBNTNANIIATY wazdnSnaniavou voiuUsHIU PROCESS macro add-on 484
Hayes (2013) Tngldlusunsa SPSS wagnageudvswaduusiiuresnugnitusiossdnisi
fideanuduiudszninsanuiianeldlunsdanmsesesdnisiuriadlain-19 uazanudesiu
Y9N NI1UA B0 N85I TN Sanaoen A s Ty Model 7 5 (Moderated

mediation model) ¥4 Hayes (2013)
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60 uarAanuFeduremtinnusestAnis: nsdidnyunumvesaugniusieasAnislugugdudsiiy

nan1sAne (Findings)

KaNMAGEUNSFRRLLD IR

Yoy arluvesnguiiegsiineuuuuasuany wudn iuwands S1uau 223 Au
(64.8%) w18 S117U 90 AU (26.2%) LGBTQ+ $1u3u 31 A (9%) Tenglaeiaduegd 32 U (SD
= .40) 5¥AUNISANBIUTYYINT 918U 190 AU (55.2%) U%‘igz:gﬂwfulﬂ 91U 152 AY
(44.2%) wazdsouUate/auuTayan 91U 2 AU (.60%) Janruninlan 31U 274 AU
(79.7%) ansa/dgases 91U 66 AU (19.2%) uazndri1y/mine Sruau 4 (1.2%) vheulu

a

g3NanIAteNYY FIUIU 197 AU (Seeay 57.3) NUIIIUTIVANT T1WIU 91 AU (26.5%)
$g3amia 1w 31 Au (9%) 83AnTBase/Yails 91 16 A (4.7%) Lagdu $1uIu 9 Ay
(2.6%) wagdlan1unInn1INeU Ae 1uUsEI Andusiuiu 293 Au (Segay 85.2) 91U
A9 (Madey) 91U 36 AU (10.5%) udgey191e (ddnsaedyeyn) 91w 9 Au

(7]

(2.6%) uwsnlng 1w 4 A (1.2%) LLayauq 71U 2 AU (60%)

5199 1 LEARIAANAUNUSTLNINFILUSAANEI LA ALRAUDIANNLUSUTIU (AVE)

s o AVE M SD 1 2 3 q

1. anudenelalunsdnnis .80 52 480 126 -

YBIDIANITIUTILATIA-19

2. msfudanusiuaslusy 83 56 507 147 2757 -
3. puTesiusensdnis 79 54 501 136 7327 3477 -
4. ANUENNUADDIANTT 89 52 457 76 2217 -123° 367 -

"p<.05 " p<.0lL

a

9M15797 1 aruduiusszndeiulsnnsmageussaduUsEanS anduius
YouNyIEU U ANuienelalunsInn1sreteInnsluaelain-19 Jandunusnisulaniu
mm%’uﬁmmﬁmﬂm’m (r=.275p < .01) Audetiuvemtnausessdns (r = 732, p <.01)
wazAUENTUAeaIANTYRINTnY (r = 221, p < .01) sgeilledrAtyn1eaia

uaNIING MU n33ufAnuiuaslusdianduiudnisuanduanudesiuves
WINURDBIANTS (r = 347, p < .01) LLazﬁawé’uﬂ’uﬁ‘maaUﬁ’ummmm;&nﬂ’uﬁamﬁmimm
WHUNI (r = -.123, p < .05) LaFINUIIAULT D3TUY DIN TN US DBIA N THALF U US

o w

nMeuInfuaNUENiuseatAnsveIntnmu egdiduddgymisada (r = 367, p < .01)

o
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A15199 2 HANSNAABUNITIATIENBIAUTENBULTIE UTUVDILULARN WAL UFBAAABINU

Joyaidelszany
Model CMIN/df TLI CFI SRMR RMSEA
LNNNNITNAFDU 1-3 >.9 >.9 <.08 <.08
Apudsuluna 4.13 77 79 106 096
paaUsulana 2.14 92 93 078 058

Note. CMIN/df = Chi-square/degrees of freedom; TLI = Tucker-Lewis index; CFl = Comparative Fit Index;
SRMR = Standardized Root Mean-Square Residual; RMSEA = Root Mean-Square Error of Approximation.

\defansananuiisnsadssuunlagliaiadsvesmiuuususiudiadale (AVE)
WU esdUsznounnATIAINNNIn 5 Seaguin lumasianuifismsadediuun (Fomell &
Larcker, 1981) fanan153iAszsiA1Iaa s8R UMY sUT AN 1 wazkanTIlas1es
a3AUsznouLTafudy (Confirmatory factor analysis [CFA]) Ll eAd@oUAINNEUNE WD
Tumamsiavesiuusilélunsiinu nui fuianunaunduvesesdussneuidsdusuaning
niadesAusznavasnndesiudeyaeusedingntevdinisuiuuilung lneddndiuenaia
laauan$/Aesmdasy ey 2.14 Feiunasindvunly fe eglutiasening 1 8 3 &
wamsnaaeuluased 2

\lofinnsanesAdsznounnduusililunis@nw wuirdanunaunduaenadesiu
FouaiBsuszdny Tne TU = .92 wag CFl = .93 flAunnnininausiunnsgiuil .90 SRMR = .078

waz RMSEA = 058 fiA1tiosndn .08 Munaainnnsguiifinvuald fam15199 2

NANINAFOUANNAZIY

Han1saaaUlunaaNNfAgIunle Moderated mediation model (Model 5; Hayes,
2013) wagn13UsuALad 8fuUsdase (Mean centering) Lﬁ'aammwﬁmwmé’umq
(Multicollinearity) fiounsvadeunsufduiusvesiuus (mseil 3) wui anufienelaly
mMsdanisvesesdnisluralain-19 Sanuduiusnisuaniuanud euvemidiniuse
psfmsuazmsiuinmiuasiuny egsiidodfynisedn fusinglunsed ¢ Seaenndes
fuauadgiudl 1 uaz 2 muddu wagnud mssuiruiundunuiienudsiudnisuiniy
anudesuvesninamuiiidessdns egndtvddgmsadfiuionty dinsed 4 g
aonAdosuamAg T 3

uaﬂmﬂﬁymaﬂﬁmaaua‘“w%wamqé’amjmﬁau:tJ'amﬁ‘f’ug”mmﬁum"lumuﬁ’u

AMUAUNUSTEIINIANURINBTALUNNTIANITVBIBIANIT UL LATA-19 AUAINULT BT UYDS
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62 wazanudeiurosmiinnusestdnis: nsdifinwunuinvesrugniusisesrnislugiugdulsiiu

o o

wiinauseesAns nuihilduddyneadia lneadvinanindy 06 aenndesiuauuigiui 4
Fanansnaaeulunsed 5

dwsunanisnaaeulunaauufgiusie Moderated mediation model (Model 5;
Hayes, 2013) wui Anukniusoasdnsvaminauiidnsnaduduusitiuseninaanuiig
welalun1sdnnisvesesdnislugaslain-197uanud asfuveaninausessdnsegsdl

0%

Weddey (B = -.180, p < .001) donndesnuauufigIui 5 duandlunissi 4

M13799 3 BviEnan1anstegelitouly (Conditional direct effect) ¥o4ANUENTUFBDIANTT

YDINUNITU

Moderator level 95% Cl
Effect SE t p LLCI uLa

Mean-1 SD .1953 .0495 16.0714 .0000 6979 .8923

Mean .6575 .0381 17.2616 .0000 .5825 7324

Mean+1 SD 5197 .0518 10.0313 .0000 4178 6216

A13199 4 nan1sneaeulilaaNLAgIUA18 Moderated mediation model (SPSS Process
Model 5)

s B 95 % Cl SE t R? AR?
LL UL

Step 1° 076 069"

Al 50727 4922 5222 076  66.40

Anuianelalunsinnisves 3197 201 438 060  5.283

29PN hITILATIN-19

Step 2° 636 6297
AR 4.096™ 3762 4430 .169 24.141
anunanelalunisannisues 657 582 732 038 17.261

29PN hUTLATIN-19

mssuienusiundlusny 1877 124 250 032 5832
ANUNNTUABDIANTT 4707 350 591 061  7.682
Int 1 -1807 267  -094  -4.125 630

Note. * Dependent variable = nM133udaudunstusu; ° Dependent variable = Anuleiiuveaniineusesifins
CI = confidential interval; LL = lower limit; UL = upper limit; Int_1 : aufiswelavesniniuidsen1sdnnisves
89AN5 x ANUKNRWREBIRMsVaININY . p < .001.
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A157199 5 LEAIBNSNANII0DUVDIAIUNIND LA IUNITIANITUDIBIANIT UL ILAIA-19 VB
NUNIUNTFH DALY DI UVBINUNIUFHDBIANT

AUTEINY Effect BoOtSE BootlLCl BootUPCl

msfudmmuiiuaduc 060 016 030 095

A1 1 IwaANUFUN USRS lN1SANYIYY

msfufanudumdlua

R TR T Rl

FaesAnns

187

A
aafanelauag

v dm . anafaiiumessiney
winnuRssendane

. sasdnns
EERERELE P

AW 2 Bngnansufdunusanvmie (Two-way interaction effect) vaanauiianalalunis
IAN150989ANITIUYIATA- 1WA AU NI UABBIANITVRINTNIIUABAUT BT UVDS
WINUADDIANTS

6

512
5 i

474

Trust

—_—— Low

Commitmen|

t

Low Emp Sat High Emp Sat

Note. Emp Sat= Arufiswelalunisinnisvesosdmslugielain-19 (Employee Satisfaction); Trust = AULTBLIY
YOININUADBIANTS
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(High-commitment employees) %immL%aﬁ"uﬁiaaqﬁmigaﬂ’jw Wﬁmmmﬂuﬁﬁmmgﬂﬁu

AOIANITAN (Low-commitment employees)

AnsafUsENakasUaLEUanUY (Discussion and Recommendation)

AvansalunsuIINsianisvesesdnslutisaaunsalfidudu Judands
Yadudfyiidamasionnudediu EU’QJJQJJLLazﬁ’]ﬁﬂh‘UaQWﬁﬂﬂWUQ”IEJGLuaﬂﬁmiﬁ?u"] AINTEANEN
yosanuNsRimILNIsEUIRTedelain-19 MAnduwilan suidetuilsnumanuduiug
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nsgnulagnsionIdeliuvomiinnusiesdng nande Wenwinnuiuiinesdnmsiinules
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Moberg, 1994)
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Abstract

This study examines the relationship between optimism and well-being of
airline employees after being laid off due to the impact of the COVID-19 pandemic as
well as the mediating effect of resilience on this relationship. Data were collected via a
questionnaire which was returned by 419 airline employees who had been laid off in
these circumstances. The respondents were selected through a non-probabilistic
convenience sampling. Multiple linear regression was used to analyze and test the
hypotheses. The results revealed that, although the relationship between optimism and
well-being are strongly linked, it was partially mediated by resilience. This result is
noteworthy for the airline employees when they are setting their attitudes and plans
after being laid off. Not only optimism but also resilience is needed in these situations

to maintain their feelings of well-being in their lives during such a crisis.

Keywords: Resilience, Optimism, Well-being, COVID-19

' Affiliation: Aviation Personnel Development Institute, Kasem Bundit University, 60, Romklao Road,

Minburi, Bangkok, THAILAND 10510 Tel. 02-904-2222 Email. vworalux@hotmail.com

Human Resource and Organization Development Journal Vol. 14 No. 2/2022



The Relationship Between Optimism and Well-Being of Airlines’” Employees after Being

74 Lay Off during The Impact of COVID-19 Pandemic: The Mediating Effect of Resilience

ANMUFUNUTTZI19N1 T8 lanTuLiALaTANUNIGNVRINTINIUEI8NTTY
MAINIIPNANINAINKANTENUVBIHANIUNTAIINgAlATIA-19:

UNUMAMUIAUNAIVBIANUBANEU

o g e/ saa 1
Suunaaw: 6 dguieu 2564 738N ITNNAITIA
unlvunAam: 3 Gamipu 2564
HOUSUUNAIN: 21 HAINI 2564

UNANED

msfnwiluafed HmguszasdieAnvimnuduiusszninansuodanlunifuay
ANUKNENTBINITNUAIENTTUNAINTYNIENINIINNANTENUTRIAN I UNSAlINgAlATA 19
wazilefnwinudavgulugruzdudsdunarsiidunundennuduiusdand n Tngld
wuvasunalunsiiutoyaannguiiegis Ae wiinauamenstuiignianinsanaansyny
Ya3aaunIsaiingaladn 19 S1uau 419 au iunisquiiegalagldldrnuiaziluueld
MIAATILVINTOANDLUUUNIAN

HaN1SANYINUIT audinnsuedanlundfdauduiusiuanunignuaanidnmuy

a1 TUNAINSENENIINNANSENUTBIENIUNSAINgALAIA 19 1WauInegelitudfsy

aa

AudanguiiunumdAglunsdudiulsaunansifiivdnavvdsonuduiusiinan

'
£ fa o w o U L%

Fanaiildannisnuluassdazdudeyadlssdndiid Aydmsuninauaisnisiulunis

<

[V %]
v a

USuriruafuazmsnaueumsaniudinndinisgnidnang il uenanmsuedlaniuudfng
wiinawarenstuiigniandnasdesdaugangulunsuiuimiiuaniuniseld ngafiiadu

guazdamalininauaensiuaunsaaniudinsellldegamanniendinisgniandng

AEnARyY: ANuEAnEL, MItadlanluwdd, Auwan, 1adn 19

1

a

deauuss: an1uimuiyaainin1stu aninedeinuudndin 1 60 auusing wudeiiuys wailuys

gl

NN 10510 Wsénvi 02-904-2222 Bisia vworalux@hotmail.com

o A

71 14 avuil 2/2565

D

NIAININAUIMN TN INTUY WO ULADIANT



Voralux Vorapuksirikool

Introduction

The coronavirus impacted almost every aspect of life, social relationships,
religious observance, and particularly employment and business activities, worldwide.
The origin of the virus remains unknown, or, at least, is subject to controversial debate
and universal treatment and vaccination is still far from available. A ‘New Normality’
has developed over the 18 months since the epidemic began. Many countries
introduced strict domestic and international travels bans and restrictions, and adopted
social distancing, quarantining, requirements to wear masks, and business and personal
lockdowns and closures, to break the chain of transmission of the COVID-19 illness
(Reguera-Garcia. et al., 2020). One industry impacted very seriously was the aviation and
air travel industry. There was a dramatic drop in demand for airline services
(Organization for Economic Co-operation and Development [OECD], 2020) resulting in
an almost complete closedown of airline travel, with airlines forced to reduce
expenditures and rely on cash reserves and loans to survive until air travel demand
recovers (International Air Transport Association [IATA], 2020), a situation that has not
yet occurred at the time of writing, May 2021.

As in many industries, payroll is a major fixed expense for the airline industry,
and this required many employees, particularly flight crews and cabin staff, to be laid
off. The new analysis showing that some 25 million jobs in aviation and related sectors
across the world are at risk of disappearing with plumnmeting demand for air travel amid
the COVID-19 crisis; 11.2 million jobs in Asia-Pacific, 5.6 million jobs in Europe, 2.9 million
jobs in Latin America, 2.0 million jobs in North America, 2.0 million jobs in Africa and
0.9 million jobs in the Middle East (IATA, 2020). This disruption to, or termination of,
their earnings, negatively affecting their immediate, short-term, and possibly long-term
economic situation, would have caused significant anxiety and worry for those affected.

Resilience plays a significant role in the reaction of any employees who need
to adapt themselves to this crisis to survive and move on. Greater levels of resilience
are associated with a reduction in fatigue (20% less), greater participation and exercise,
greater social and financial support, a healthier diet, and better psychological health
(Ploughman et al., 2020). Ideally, measures of resilience should address the personality

aspect of resilience as well as the availability of resources and the ability and willingness
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to use those resources (Resnick, 2017). Optimism is a key personality trait that affects
resilience (Gomez-Molinero et al.,, 2018; Tusaie-Mumford, 2001; Yu & Zhang, 2007).
Understanding resilience and evaluating resilience is important to allow impacted
employees with low resilience to be identified and to develop appropriate interventions
to be implemented to help them overcome this specific challenge and maintain the
level of well-being in their life. Researches in resilience have found that resilience has
a positive impact on optimism and well-being (Haglund et al., 2007; Troy & Mauss, 2011).

This study examined the mediating effect of resilience towards the relationship
between optimism and well-being of employees after being laid off during the
pandemic. The study began by reviewing the literature appropriate to the topic.
Hypotheses are embedded in this study to examine the effect of the optimism on
resilience and well-being. This research also observes the effect of resilience on well-
being. Furthermore, the paper focuses on investigating the mediating effect of resilience
on the relationship between optimism and well-being. Finally, this research is designed
to promote the importance of resilience associated with employees after being laid off
during the pandemic by examining it as both predictor (to well-being) and mediator.

A conceptual model was then developed.
Literature Review

This section will review the related literature in two areas: (a) The relationship

between optimism and well-being (b) The mediating role of resilience

The relationship between optimism and well-being

Scheier and Carver (1992) defined optimism is the creation of one’s own goals,
values, and expectations in order to reduce negative emotions that can affect personal
physical and mental health and maintain a life-balance in the individual. Optimism is
composed of two important elements: “learned optimism” (Peterson & Seligman, 1984)
and “dispositional optimism” (Scheier & Carver, 1985). Learmned optimism is as a
personal trait and optimistic individuals use an adaptive attributional style in order to
explain adverse situations. In turn, dispositional optimism refers to a general belief that
good things will happen rather than bad things in the future. When any changes happen,

the optimist can create positive feelings and enthusiasm sufficient to handle the
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problems and to be able to adjust themselves consciously in such situations (Scheier
& Carver, 2002). Hence, optimism is one of the important factors that leads the person
to have good expectations and positive perceptions of their future even though they
are in the middle of a crisis or are surrounded by obstacles. Consequently, the optimist
can always turn a negative situation into the bright side (Golemen, 1995).

Optimism during the crisis will occur when people expect that good things will
happen to them in the future. People confidently predict that they can survive the
difficult times and find good things awaiting them in the future (Scheier & Carver, 1985).
Literature has highlighted the benefits that optimism have on physical and psychosocial
well-being, for example; reducing depressive symptoms and stress impact, enhancing
self-esteem, and forming and maintaining relationships (Ferguson & Goodwin, 2010;
Hatchett & Park, 2004; Krypel & Henderson-King, 2010; Puskar et al., 2010). That is the
reason why people can live their life with hope; an essential element in maintaining
their feelings of well-being. During the COVID-19 pandemic, many employees working
in airline industry were laid off. These employees must face a huge change in their life
unexpectedly, so they need to adapt themselves in coping with this sudden change.

According to Schuessler and Fisher (1985) there are three elements of well-
being: (a) life satisfaction - a long-term vision and evaluation of one's own life based on
the personally chosen criteria and standards, (b) happiness - an emotional state is
characterized by positive feelings and emotions of joy, contentment, delight and bliss
(Zarbova & Karabeliova, 2018) and (c) quality of life — which consists of self-realization,
personal growth, self-fulfillment, and self-esteem. Well-being was described in Diener
et al. (1985) as quality of life, based on the availability and frequency of positive and
negative emotions and the overall satisfaction in a human’s life. The person’s
evaluation of his or her own life wherein happiness, as the balance between positive
and negative effects, reflects a person’s immediate experience of pleasant or
unpleasant moments (Ng & Fisher, 2013). There appears to be a positive relationship
between optimism and well-being as indicated by Scheier and Carver, 1985.

Since, optimism affects personal growth, sense of purpose in work, relations
with others, pride in accomplishments, and general level of happiness in work (Chiok

Foong Loke, 2001), it seems to be a major contributor to employee well-being (Harter,
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Schmidt, & Keyes, 2003; Gavin, & Mason, 2004). The relationships between optimism
and well-being have been observed in case studies as well as longitudinal studies
(Wrosch & Scheier, 2003). Carver et al., (2010) mentioned that higher levels of optimism
have been related prospectively to better subjective well-being in times of adversity or
difficulty. Therefore, considering the airline employees who were laid off, if they are
optimistic, then they will manage to get through the crisis with positive emotion and
continue to maintain a good level of well-being in life. If, however, affected employees
embedded themselves in negative feelings, unable to see any positives in the crisis,
they will have a difficult time recovering from the crisis. Based on the existing literature
review, hypotheses are developed as follows.

Hypothesis 1: Optimism is positively associated with well-being.

The mediating role of resilience

Wagnild and Young (1993) mentioned that there are five elements of resilience:
(a) equanimity — being calm under pressure (b) perseverance - trying to solve problems
(0) self-reliance — being confident in one’s own ability to manage the situations (d)
meaningfulness — thinking about the value and meaning of life (e) existential aloneness
- being able to live by oneself. These elements are associated with each other and
contribute to one’s own resilience which enables and supports the person’s ability to
pass through the crisis and maintain well-being in life. Resilience is a characteristic of
persons in adapting themselves towards stress and maintaining wellness, and physical
and mental health during such difficult times in life (Haglund et.al., 2007; Malik, 2013).
Resilience occurs when negative feelings are eliminated efficiently and appropriately by
the person who manages to control oneself. This person chooses to pay attention to
the situation and evaluates the situation. These abilities will protect the person from
the negative effects of stress (Troy & Mauss, 2011).

Even though optimism has a major role to play in adaptation to stressful
conditions when confronting a challenge, optimists who show more resilience have
been identified that can temper the effects of life stressors which lead to well-being in
life (Synder & Lopez, 2002). Optimism accompanies resilience in stressful situations
(Carver et al., 2010). Ryff and Singer (2003) argued that resilient individuals are generally

able to maintain their physical and psychological health and have the capacity to
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recover more quickly from stressful events. Fredrickson (2001) states there are
evidences suggesting that resilience is effective in improving psychological well-being.
Therefore, when employees in airline industry were laid off during the COVID-19
pandemic, they would have certainly encountered problems and stress. For this reason,
if the employees lacked resilience, they would have difficulty in adjusting and
recovering themselves when facing the crisis that affecting their way of life and well-
being. On the other hand, if the employees are optimistic and resilient, they will be
able to adapt themselves to the crisis, counter the situation with positive emotions
which will lead them to a greater sense of well-being in life. In this study, resilience is
inserted to primarily examine the mediating effect and confirm the literatures.
Therefore, hypotheses are set.

Hypothesis 2: Optimism is positively associated with resilience.

Hypothesis 3: Resilience is positively associated with well-being.

Hypothesis 4: Resilience positively mediates the relationship between
optimism and well-being.

A conceptual model is presented in Figure 1

Figure 1 Conceptual Model

Ha
Resilience
H2 H3
Optimism Well-Being
H1
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Research Methodology

Participants

Data were collected via a 38-item self-administered questionnaire completed

by airline employees in five airline organizations in Thailand who were being laid off

during the COVID-19 pandemic. Through non-probabilistic convenience sampling by

using the Taro Yamane formula with infinite population and 95% confidence level, the

recommendation is that 400 cases be included in the sample (Yamane, 1973). In this

study, 500 questionnaires were distributed by the gatekeepers in each organization via

two channels; google forms through various applications and paper forms, 419

questionnaires were returned. Participants were strictly anonymous and voluntary. Each

statement on the questionnaire was rated according to a 5-point Likert scale (1=

strongly disagree, 5= strongly agree). Details of participants are presented in Table 1.

Table 1 Details of Participants (Sample size, n=419)

Categories n Percentage

Gender

Male 113 27

Female 306 73
Age (years)

<30 6 1.4

30 - 40 148 353

41 - 50 124 29.6

> 50 141 337
Education

Lower than Bachelor’s degree 1 0.2

Bachelor’s degree 300 71.6

Master’s degree 118 28.2
Work experience with the latest airlines (years)

<5 23 55

5-15 178 42.5

16 — 25 73 17.4

> 25 145 34.6
Department

Administration 68 16.2

Operation 351 83.8

NIAINMINAUIN TN INTUY WA DIANT

37 14 atui 2/2565



Voralux Vorapuksirikool

Measurement

An index of item-objective congruence (I0C) was developed by three professors
who specialize in human resource and organizational development. The reliability of
the results was 0.95 which met the requirements of Cronbach’s alpha (Cronbach, 1951).

Optimism was measured with a 10-item questionnaire developed from Life
Orientation Test (LOT-R) by Scheier and Carver (1994). Sample statements are /t’s easy
for me to relax, I’'m always optimistic about my future, | often expect things to go my
way, | don’t get upset too easily, Overall, | expect more good things to happen to me
than bad.

Well-being was measured with a 14-item questionnaire developed from the
Warwick Edinburgh Mental Well-being Scale (WEMWBS) by Janmohamed and Stewart-
Brown (2008). Sample statements are | usually manage one way or another, | usually
take things in stride, | can usually find something to laugh about, My belief in myself
gets me through hard times, When I’m in a difficult situation, | can usually find my way
out of it.

Resilience was measured with a 14-item questionnaire developed from the 14-
item Resilience Scale™ (RS-14™) by Wagnlid and Young (2009). Sample statements are
I’ve been feeling optimistic about the future, I’'ve been feeling useful, I’ve been dealing

with problems well, I’'ve been thinking clearly, I’'ve been feeling cheerful.

Findings

Factor analysis was performed as illustrated in Table 2. As recommended by
Hair et al. (2010), factor loadings equal to or greater than 0.50 are considered significant
which show the internal item validity. Therefore, the factor loadings of all items are
above 0.50.

Correlation was conducted to confirm the relationship and direction among
variables. This approach indicates the accuracy of the components that were used for
the research. The results showed a significant relationship among optimism, well-being,

and resilience.
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Table 2 Factor Loadings

[tem Optimism Well- Resilience

being

In uncertain times, | usually expect the best. 0.50
It’s easy for me to relax. 0.63
If something can go right for me, It will. 0.72
I’'m always optimistic about my future. 0.59
I enjoy my friends a lot. 0.57
It’s important for me to keep busy. 0.80
| often expect things to go my way. 0.55
| don’t get upset too easily. 0.70
I always count on good things happening to me. 0.80

Overall, | expect more good things to happen to me than bad. 0.76

I’'ve been feeling optimistic about the future. 0.53
I’'ve been feeling useful. 0.58
I've been feeling relaxed. 0.61
I’'ve been feeling interested in other people. 0.67
I’'ve had energy to spare. 0.74
I’'ve been dealing with problems well. 0.66
I’'ve been thinking clearly. 0.57
I’'ve been feeling good about myself. 0.51
I’'ve been feeling close to other people. 0.75
I’'ve been feeling confident. 0.77
I’'ve been able to make up my own mind about things. 0.62
I’'ve been feeling loved. 0.66
I’'ve been interested in new things. 0.73

I've been feeling cheerful. 0.74

I usually manage one way or another. 0.75
| feel proud that | have accomplished things in life. 0.68
I usually take things in stride. 0.76
I am friends with myself. 0.65
| feel that | can handle many things at a time. 0.62
| am determined. 0.66
I can get through difficult times because I've experienced difficulty 0.84
before.

I have self-discipline. 0.55
| keep interested in things. 0.59
I can usually find something to laugh about. 0.56
My belief in myself gets me through hard times. 0.60
In an emergency, I’'m someone people can generally rely on. 0.53
My life has meaning. 0.62

When I’'m in a difficult situation, | can usually find my way out of it. 0.58

o o
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Table 3 displays the mean, standard deviation, average variance extracted (AVE),
composite reliability (CR) and Cronbach’s alpha value of constructs from data collection
(n = 419). Average variance extracted (AVE) higher than .50 are defined that each item
by itself is a good measure for the latent construct. Composite reliability (CR) higher
than .70 are indicated that the scale items tend to result in higher reliability levels.
Cronbach’s alpha higher than .80 are considered excellent meaning that the items in
the questionnaire are highly correlated (Cronbach, 1951). According to Hair et al. (2010),
these results showed that all values passed the threshold which explained the item
reliability and validity. Optimism was positively correlated to resilience (r = .58, p < .01)
and well-being (r = .56, p < .01). The resilience variable was positively correlated to

well-being (r = .75, p < .01).

Table 3 Mean, Standard Deviation, Average Variance Extracted (AVE), Composite
Reliability (CR) Cronbach’s Alpha Value of Constructs and Correlations among Variables

Variables Mean SD AVE CR  Cronbach’salpha 1 2 3
1. Optimism ~ 3.67 101 .59 81 80 -
2. Resilience 399 101 .53 85 89 587 -
3. Well-being 397 1.04 52 84 90 56" 757 -

Note. n = 419; **p < .01

Verification of Research Hypotheses

According to Baron and Kenny (1986), four steps are used to test mediating
effects of resilience on the relationship between optimism and well-being of airlines’
employees after being lay off during the impact of COVID-19 pandemic. Firstly, optimism
as independent variable positively associates with well-being, dependent variable.
Secondly, optimism positively associates with resilience as proposed mediator. Thirdly,
resilience positively associates with well-being. Finally, a comparison of the p-values
when both independent variables and the mediating variable are added to the
regression equation.

To verify the research hypotheses, table 4 displays the results of hypotheses
testing. Step one, optimism exerted a significant and positive association with well-being
(B = .56, p <.01) and optimism explained 32% the variance of well-being. Hypothesis 1

of this research was supported. Step two, optimism demonstrated a significant and
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positive association with resilience (B = .58, p < .01) and 34% the variance of resilience
was explained by optimism. Hypothesis 2 was supported. Step three, demonstrated a
significant and positive association of resilience with well-being (B = .75, p < .01), and
57% the variance of well-being was explained by resilience. Hypothesis 3 was

supported.

Table 4 Analyzing the Mediating Effects of Resilience

Resilience Well-being
Independent Standard B Standard B Standard B
Variable

Optimism 58" 56" -
Resilience - - 75"
Adj. R 34 32 57
SEE 7.31 6.59 5.22

F value (sig. level) 215.15" 19375~ 554.24"

Note. N = 419; p < .01

Table 5 shows the results for the positive associations which also support
hypothesis 1-3 as the t-values are 13.92, 14.67, and 23.54 and p-values are .00. The t-
values are above 1.96 for all relationships. Thus, the hypotheses are accepted. Step 4,
to test hypothesis 4, the indirect effect of optimism on well-being via the mediator,
resilience, is significant as the t-value is 12.51 and p-value is .00. The results reveal a
significant relationship that explains the mediating effect of resilience. Since the
relationship between optimism and well-being is significant, this demonstrates that
resilience is a partial mediator to this relationship. Hypothesis 4 of this research was
supported. Table 5 shows the p-values are significant meaning resilience is mediator to
this relationship (Sobel, 1982).

Table 5 Mediating Effect of Resilience

B Std. Error t-value p-value
Optimism to Well-being 87 .06 13.92 .00
Optimism to Resilience 1.01 .07 14.67 .00
Resilience to Well-being 67 .03 23.54 .00
Optimism to Resilience to Well-being .68 .05 12.51 .00
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Discussion and Recommendation

Scheier and Carver, 1985 indicated that there appears to be a positive relationship
between optimism and well-being. The result of this study confirms that optimism is
positively associated with well-being which is consistent with existing works by Ferguson
and Goodwin (2010), Ho et al. (2010), and Ju et al. (2013). Airline employees who are
optimistic towards themselves and situations after being laid off due to the impact of
the COVID-19 pandemic can enhance their personal well-being efficiently. As optimism
refers to a general belief that good things will happen in the future (Souri & Hasanirad,
2011), optimistic airline employees will have a positive attitude, investigate the bright side
of the crisis, and aim for a better life in the future. They will find a way to live their life
and get through the difficult time. This result is also consistent with the studies of
Masten and Wright (2010), Pargament and Cummings (2010), Schumann (2002), and
Werner and Smith (2001). Hence, it is important to strengthen the individual’s optimism
since it helps to demonstrate satisfaction in life (Gomez-Molinero et.al., 2018).
Moreover, whenever employees are optimistic, they also develop their positive sense
of resilience in life effectively (Souri & Hasanirad, 2011; Tusaie-Mumford, 2001; Yu &
Zhang 2007) which corresponds with result of the current study. Therefore, considers
optimism as an important aspect that positively associated with resilience (Gomez-
Molinero et al., 2018; Tusaie-Mumford, 2001; Yu & Zhang, 2007;).

The result of this study identified a positive association between resilience and
well-being which is consistent with the results of Besharat et al. (2007) and Souri and
Hasanirad (2011). Then, the influence of resilience as a mediator on the relationship
between optimism and well-being was measured. The result reveals that resilience
positively predicted well-being and also plays a major role on the relationship between
optimism and well-being. This result is consistent with existing works by Gomez-
Molinero et al. (2018), Malik (2013), Noble and McGrath (2012), and Souri and Hasanirad
(2011). Therefore, resilience has a key role to play in adaptation to stressful conditions.
People who present greater levels of resilience will have a greater capacity for adapting
to adverse situations (Reguera-Garcia et al., 2020). As resilience shows to play a partial

mediator role on the relationship between the optimism and well-being, this study fills
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an important research gap by examining whether resilience serves as a mediator in the
relationship between two variables which consistent with the study of Jangsiriwattana
(2021), Reguera-Garcia et al. (2020), and Souri and Hasanirad (2011). Thus, during a
challenge, optimistic airline employees who think positively toward the situation and
show more resilience would be able to adapt themselves to the stressful conditions
and appear to have a more positive sense of well-being than those employees who
demonstrated less resilience. In summary, those airline employees should not only be
positive but also adaptive as such characteristic play a significant role in well-being of
airlines” employees.

Finally, this research provides evidence that airline employees who were laid
off due to the impact of the COVID-19 pandemic, but resilience, have a strong positive
sense of personal well-being. The finding that resilience, as a partial mediator, highly
influence the relationship between optimism and well-being, is important. As discussed
earlier, in a difficult crisis such as the COVID-19 pandemic, resilience is needed to
maintain their current and future well-being in life. Regardless of how bad the situations
are, if employees are flexible and adaptive, they may survive the crises with a good
level of life satisfaction. Thus, it is those employees who create a positive feeling and
enthusiasm towards handling the problems and can adjust themselves in any situation,

who will reach a good level of well-being in their life.

Limitation and Future Research

This research, like all researches, has some limitations. The limitation is that this
study only examined the results obtained from airline employees. In the obvious
absence of any specific differences between airline employees and employees from
other industries, this limits the perception of resilience to only a small fraction the total
number of employees who were laid off due to the impact of COVID-19 pandemic,
regardless of industry. Therefore, other industries should be studied to evaluate a wider

range of results and to be able to compare similarities and differences.
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87
Implication of The Study

This study involved a survey of airlines’ employees who were laid off due to
the impact of the COVID-19 pandemic. The conceptual framework was developed
based on the reviews relating to optimism, well-being, and resilience. The results
confirm that optimism has a significant association with well-being of these employees.
However, resilience as a partial mediator has a high influence on the relationship
between optimism and well-being. This study has shown that, after being laid off during
the pandemic, employees with optimism, together with resilience, maintained a higher
positive sense of well-being. The results obtained from this study encourage airline
employees to understand the importance of resilience. The results can be used as a
guideline for individuals, and HR departments concerned about the impact of such a
crisis on their employees, when setting expectancy and plans for the better

improvement of the employees’ well-being following the crises.
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Abstract

This research, titled “Designing ways of Living According to the Sufficiency Economy
Philosophy,” had two main objectives, namely (1) to present the core concept of Sufficiency
Economy and its application to ways of living, and (2) to explore the design of ways of living
according to the Sufficiency Economy Philosophy. This qualitative research was conducted
using KJ Method Brainstorming Technique to gather data from purposive groups of people
who were working for Chaipattana Foundation in three projects and one office, namely (1)
Academic Center for Agriculture, (2) Sudaduenpen Training Center, (3) Bhumirak Dhamachart
Center, and (4) Office of Chaipattana Foundation with the total number of 42 persons which
were grouped into 9 small groups during brainstorming.

Findings revealed that Sufficiency Economy Philosophy’s application to ways of living
can be classified into the following 4 areas. The first area is “Life Principle/Beliefs” consisting
of (1) adhering to moral, (2) not disturbing nor encroaching on self and others, (3) planning on
way of living,and (4) being responsible for society and environment. The second area is “Living
Daily Life” consisting of (1) taking good care of physical and mental health, (2) inhabiting and
living appropriately, (3) commuting, (4) planning financially, and (5) developing own self
continuingly. The third area is “Working/Earning a Living” consisting of (1) earning a living
decently and honestly, (2) adhering to work principle and good practice, and (3) making
decent and honest extra income. The last area is “Planning for the Future” consisting of (1)
planning for living in the future, (2) planning financially, and (3) learning and developing own
self. Lastly, the model of “House of Sufficiency Way of Living” was presented as a synthesized

conceptual model.

Keywords: Sufficiency Economy Philosophy, Application of Sufficiency Economy Philosophy,
Designing Ways of Living
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Abstract

Globally Technical and vocational education and training (TVET) has been
identified as a major contributor to the National Human Resource Development (NHRD).
Many countries have started to acknowledge TVET as a major driving force for
sustainable development. However, capitalizing on the potential of TVET requires in-
depth understanding of the status and challenges of the existing TVET system and
programs as well as various perspectives and views from all stakeholders. The purpose
of this study was to explore the status of perspectives and challenges of TVET for NHRD
in Myanmar. The study grounded investigations to answer the question; what is the
status of perspectives and challenges of TVET in Myanmar. The study applied qualitative
research methodology since it provided the researcher with the latitude to answer
questions and explore participants' knowledge and experiences in Myanmar. This
exploratory qualitative research has been done through case study approach to gain
the in-depth understanding of TVET status and challenges in Myanmar. The study
utilized a targeted review of literature, analysis of government and INGO documents.
Additionally, the study applied purposive sampling to identify participants and
interviews with 35 key stakeholders from both demand and supply sides as illustrative
sources of evidence for developing the case study. The study revealed that the current
context requires Myanmar to pay more attention to vocational training as a tool to
develop its human resources in light of the capacity needs for driving the economy.

Moreover, it adds to the small but growing literature on NHRD in Myanmar context.

Keywords: Myanmar, National Human Resource Development (NHRD), Technical

vocational education and training (TVET)
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Introduction

As of 2020, Myanmar is in its transition period changing from centrally controlled
authoritarian country to a democratic one with an open market economy. For the last
three decades, Myanmar was ruled under military governments, one after another.
Since late 2011, the country has made many significant changes in political structures
and economic policy. In view of that, Myanmar has been considered one of Asia’s last
largely untapped market. Several economic prospects are strengthening in different
sectors for the rapid-changing Myanmar. To realize such prospects, one of the main
challenges has been to develop the relevant skills and human resources capabilities at
the national level. Accordingly, NHRD is a critical success factor in this transition period
of Myanmar.

This type of national level human resource development issues could not be
addressed adequately by traditional HR development theories. In accordance with
Mclean (2004), this occurs since human resource development (HRD) has been conventionally
described in the context of the individual, the work team, the organization or the work
process. Such situations necessitate the definition and creation of human resources as a
national agenda. In today’s fast changing world, a country’s success and sustainable
development fundamentally and critically depends on the capacities of its people. For
that reason, many governments have established NHRD (national human resource
development) policies, roadmaps, and master plans, towards creating capacities of their
citizens as an approach of enhancing the competitiveness of their countries across the
globe.

Particularly, nations under rapid development, like Myanmar, ought to consider
all possible learning systems which could dramatically increase the skills and
performance of the people. Accordingly, NHRD must be more than academic education;
it should be skill focus education and training programs which could develop and
unleash the potential of the workforce in Myanmar.

The World Bank reports on skill development in low and middle income
establish that a third of the working population lack the basic and requisite skills
required to move the economy (UNESCO, 2016). Additionally, they do not have the

technical know-how to do quality jobs, and many have limited cognitive skills. However,
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economies are increasingly changing and require a dynamic workforce with problem-
solving, leadership, and technical skills. Employers face the challenges of retraining
workers on technical skills leading to delayed productivity and high costs. The approach
demonstrates the relevance of technical vocational education and training (TVET)
education systems as a requisite for economic development.

In view of that, to enhance the quality of the workforce, an optimum answer
for Myanmar is to select a better focused approach to technical and vocational
education and training. This view is quite consistent with Asian Development Bank (ADB)
report which mentioned that the economic advancement of countries with similar
conditions to Myanmar depends on the availability of individuals entering the work
market who possess cognitive and soft skills on the one hand, as well as technical and
vocational-specific skills on the other hand (ADB, 2016).

Given the evidence of a high priority national need in Myanmar for effective
human resource development strategies aimed at building skills and knowledge of
individuals, organizations and entire nation to ensure, enhance and promote sustainable
development and national global competitiveness, the purpose of this study was to
explore the status of perspectives and challenges of technical vocational education
and training (TVET) for the national human resource development (NHRD) and its
practical applications using Myanmar as a case study.

This study will provide a unique perspective of TVET status and practices in
Myanmar and its implications for national human resource development (NHRD) policy.

Moreover, it adds to the small but growing literature on NHRD in Myanmar context.

The objectives of this study are

1) To explore current system and status of technical vocational education and
training as NHRD approach using Myanmar as a case study

2) To discover the opinions and perspectives of students, teachers, employers,
industry leaders and other stakeholders in Myanmar on how to improve TVET system
in Myanmar

3) To assess the needs and challenges of TVET in emerging economies as a

NHRD approach
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Since the research is qualitative and exploratory in nature, these research
questions are open-ended to review the literatures and as much available documents
as possible regard with TVET practices in developed and developing countries, and
Myanmar in specific, and besides enabling the participants to offer any opinions, insights

and perceptions they have in mind.

Significance of the Study

There are numerous and significant implications associated with the development
of human capital via TVET for HRD practitioners and learners towards the development of
Myanmar. Kuchinke (2010) argue that HRD and TVET share commonalities in that, both
disciplines aim to develop the knowledge, skills of individuals in the labor market,
regardless of industry and business sector.

The value of HRD at the national level involves developing the human capital
in the short or long term that is needed to sustain a competitive advantage. Thus, HRD
practices and activities can include helping governments to enact policies that focus on
key areas such as technical vocational education and training in order to prepare the
workforce to operate in a dynamic economy (Marquardt and Berger, 2003). TVET could
play an important role in addressing human capital needs through systematic training
and development for the purpose of generating productivity, economic growth and
development.

The concern that Myanmar has not accorded priority attention to technical
vocational education and training (TVET) makes this descriptive and exploratory study
much more compelling. Such programs are perceived worldwide as an indispensable
vehicle for effective socioeconomic transformation in both developed and developing

nations (UNESCO-UNEVOC, 2010).

Literature Review

In the Human Resource Development (HRD) scholarly community, it is generally
agreed that HRD consists of three main domains: training and development (T&D),
organization development (OD), and career development (CD). Traditionally, HRD has

been defined in the contexts of individuals, work processes, work teams, organizations.
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Due to the globalization and technology advancement, a considerable amount
of literature has been published to extend the scope of Human Resource Development
(HRD) to cover national level HRD issues. MacLean (2004) extended the scope of HRD
beyond organizational contexts to include community, nation, region and global level
with a consideration of cultural, political and economic variants of such contexts. Since
this concept was first proposed by MclLean in 2004, NHRD has received increasing
attention from HRD scholars.

The increased interest in NHRD reflects the growing acceptance of developing
the skill level, improving the performance of each working adults and furthering the
levels of employability of human resources as a significant driving force for national
development. In earlier years, what is now referred to as NHRD reflected a broad
portfolio of policy and activity in areas including manpower planning, human capital
investment, and five-year development planning (McLean, 2004). McLean described
that these previously used terms are not broad enough to address problems or
concerns that ¢o “beyond employment and preparation for employment issues to
include health, culture, safety, community, and a host of other considerations” (p. 269).
Consequently, a growing body of evidence and case studies seems to suggest that NHRD
is increasingly evident in a growing number of countries (Lynham et al., 2006).

Initiating a new research agenda, McLean (2004) pointed to the HRD development
needs and development priorities in some countries, especially in developing countries and
transitioning societies as major challenges for the National HRD policy planning and
implementation. National human resource development (NHRD) research and practice
focuses on human resource development (HRD) practices, systems and policies at the
national level (Alagaraja & Wang, 2012; Lynham & Cunningham, 2006; MclLean, 2004).
Existing NHRD literature has primarily examined NHRD policies and practices of single
case countries (e.g., Cho & MclLean, 2004; Lynham & Cunningham, 2006). This focus on
single case country contexts is useful, as it positions the importance of enhancing and
sustaining human capacity building at the national level. NHRD has been used to
reviewing current educational policy and how it can be enhanced (Cho & McLean, 2004).
Despite the notable contributions in the development of NHRD theory and research,

there has been limited focus on technical vocational education and training (TVET) in
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the HRD literature. The global trends of Changing economic structures fueled with
information technology and communication revolution, the rapid pace of globalization
and, finally, but no less important, the transitioning of many lesser developing countries
into fast-growing, emerging nations. significantly contributed to the reemergence of
TVET (King & Palmer, 2007; 2010).

Depend on the country, there are varying name and acronyms of technical and
vocational education and training. Most widely used ones are vocational education (VE),
technical and vocational education and training (TVET), occupational education (OE),
professional education (PE), career and technical education (CTE), further education and
training (FET), training and further education (TAFE). With these inconsistencies in
referring to the sector, UNESCO (2004) recommends the comprehensive term
—technical and vocational education and training (TVET) as more appropriate for the
sector. With regards to definition, there is no universally accepted definition for
technical and vocational education and training, but in UNESCO (2001) ‘Technical and
Vocational Education and Training (TVET) is defined as “a comprehensive term referring
to those aspects of the educational process involving, in addition to general education,
the study of technologies and related sciences, and the acquisition of practical skills,
attitudes, understanding and knowledge relating to occupations in various sectors of
economic and social life” (p. 8) As such, TVET includes all activities undertaken at
various stages, from secondary to postsecondary and on-the-job training. In other
perspective, Maclean and Wilson (2009) state that Vocational education and training
involves mostly hands-on laboratory process and on-the-job training for proficiency in
manual skills. The nature of the TVET training is that it requires lecturers for conceptual
learning, it also requires industry-specific technical learning to enable an individual to
develop industry-specific skills (European Commission, 2021).

The Organization for Economic Cooperation and Development (OECD, 2010)
notes that TVET focuses on specific trades instead of general education and plays a
significant role in “preparing young people for work, developing the skills of adults and
responding to the labor market needs of an economy” (p. 9). As an alternative to
traditional academic education and as a means of bridging the skills gap, TVET has

gained national and global level prominence in the last decade (Symonds et al., 2011).
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Maclean and Wilson’s (2009) empirical studies noted the important role technical and
vocational education and training (TVET) programs play in helping youths in the
acquisition of job skills and knowledge, enabling them to secure paid employment or
be self-employed for a sustainable livelihood. According to Maclean and Wilson (2009),
vocational education is practical and non-academic instruction giving the learners
specific occupational skills for entry-level jobs in a trade or vocation (Gordon, 2007;
Rauner & Maclean, 2008; Scott & Sarkees-Wircenski, 2008).

Finally, OECD (2010) argued that a vibrant and effective technical vocational
education and training (TVET) system has a central role for enhancing the progress of
developed and developing countries. The renewed focus on technical vocational
education and training (TVET) is important for human resource development (HRD), as
it expands current understanding of its role in economic development through
workforce training. National human resource development (NHRD) perspectives
recognize the role of TVET in linking regional and national economic development
strategies. Furthermore, TVET’s focus on literacy education, poverty alleviation and
inclusion of marginalized and vulnerable populations emphasizes social development
outcomes that are critical for NHRD.

Before discussing the findings of the various perspectives and challenges faced
by policy makers, TVET providers, students in Myanmar, it is very important to
understand the big picture of how the TVET system operates in Myanmar as NHRD
approach. The TVET system in Myanmar is highly fragmented with almost 13 line-
ministries and other entities like private schools and NGO funded schools involved.
Although the Ministry of Education is the focal point of the TVET system, 13 other
ministries also run their own TVET programmes. For example, the Ministry of Hotel and
Tourism is responsible for vocational training programmes for hotel and tourism fields,
and the Ministry of Agriculture provides formal and non-formal programmes for the
agricultural sector. The other Ministries include Ministry of Industry, Ministry of Labour,
Immigration and Population, Ministry of Transport and Communication, Ministry of
Commerce, and the Ministry of Natural Resources and Environmental Conservation,
Ministry of Border Affairs, and Ministry of Health and Sports. The courses offered by their

training institutes differ in duration (ranging from short-term with a duration of several
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weeks to long-term), skills delivery level, mode of delivery, and expected outcome
(Milio et al., 2014).

With regards to policy matters, responsibility is split between the Ministry of
Education (MOE), which is responsible for formal TVET, and the Ministry of Labour,
Immigration and Population (MOLIP), which is responsible for non-formal skills
development (MOE, 2014). Within the MOE, the Department of Technical and
Vocational Education and Training (DTVET) is the responsible department for TVET.
DTVET oversees 35 Government Technical High Schools (GTHS) targeted to secondary
school graduates to transform them to skilled workers and 22 Government Technical
Institutes (GTI) which provide technical education and training to high school graduates
so that they become technicians. Within MOLIP, the Department of Labour headed by
the Director General, and more specifically, the Skills Development Division are
responsible for overseeing all activities related to skills development. The division also
leads to form National Skills Standards Authority (NSSA) which is responsible for the
development of skills standards, assessment and certification. NSSA is now establishing
skill recognition system of workers in Myanmar. Under ASEAN Economic Community
(AEC) scheme, the occurrence of free flow of goods, free flow of services, free flow of
capital and free flow of skilled labor is deniable. To facilitate that free flow of labor,
the skill recognition system in ASEAN Project was launched in 2004 by the assistance of
cooperation developed plan of ASEAN-Australia. One of the significant tasks of National
Skills Standards Authority (NSSA) is fixing the competency and issuing the recognition
certificate. In addition to NSSA, Ministry of Labour, Immigration and Population (MOLIP)
also plays a significant role in the reform of the Employment and Skills Development
(ESD) Law, which was passed in 2013 and lead to the creation of the National Skills
Development Authority. According to UNESCO, which is providing support and policy
assistance to the government on TVET development, the ESD Law is focused on “non-
formal” TVET training in workplaces and for the unemployed, while the Ministry of
Education is in charge of more formal training, including institutes and the government’s
technical high schools and colleges.

One of the significant challenges of TVET is its tendency to grow beyond the

scope of a single government ministry, such as education, labor, or industry. The nation
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has already seen a total of 13 ministries including the Ministry of Education, Ministry of
Labour, Ministry of Industry conducting TVET courses at their 247 training schools. Yet,
this creates structural confusion among stakeholders. However, according to UNESCO
(2016), Myanmar is making reasonable progress by moving TVET from the labor ministry
and Manpower Development to the Ministry of Industry and Education. The approach
enhances its growth through harmonization and funding, which is better mobilized
through the two administrative departments

Ministry of Education is conducting various TVET courses at 247 training schools.
In addition to that, more than 210 courses on 16 types of TVET are being opened by
the private sector according to the official data (MOE, 2014). Nonetheless, Myanmar
ranked 109th out of 130th countries in the World Economic Forum’s “Human Capital
Report 2016”, performing poorly particularly in the vocational enrolment rate for those
aged 14-24. Accordingly, TVET learning is increasingly relevant and should take the

mainstream position in Myanmar

Research Methodology

Qualitative research methodology was used in this study because the research
questions in this study required exploring the knowledge and experiences of
participants in Myanmar. Bailey (2014) specifically noted that qualitative research
methodology provides this opportunity for interaction by way of face-to-face or
telephone interviews. Several studies have also revealed that case study research can
be considered a robust research method particularly when a holistic, in-depth
investigation is required. Yin (2009) defines the case study as empirical inquiry that
investigates a contemporary phenomenon within its real-life context. Merriam (1998)
concurs that a case study design is employed —to gain an in-depth understanding of
the situation and meaning of those involved (p.19). Accordingly, the case study method
has been considered as the research method for the study.

The following research question guided the inquiry: what is the status of
perspectives and challenges of TVET in Myanmar? Yin’s (2009) case study design was
adopted using evidence from interviews and review of selected government-related

documents. The study utilizes a targeted review of literature, analysis of government
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documents and interviews with key informants as illustrative sources of evidence for
developing the case study.

To gain a holistic viewpoint on the status of the perspectives and challenges of
TVET in Myanmar, purposive selection of participants was employed. Qualitative
methodologists agree that there is no standard sample size but a school of thought
advocates that the sample should yield sufficient data for data saturation. Charmaz
(2006) suggested that “25 participants are adequate for smaller projects” (p. 114) and
“15 is the smallest acceptable sample” (Bertaux, 1981, p. 35). Accordingly, to be able
to obtain a rich and robust understanding of the case, purposive selection of
participants was employed and 20 to 40 participants was targeted to interview. In the
end, 35 participants from eight different groups was interviewed in 2020. In addition to
that, to ensure the case is represented broadly and with sufficient varieties, the
researcher put much efforts and spent considerable time and money to conduct
comprehensive interviews not just in Yangon city, but also in Mandalay city as well as

Naypyidaw city where government resides.

Table 1 Summary of Participants Profile (pseudonyms were used)

No.  Pseudonyms  Position Affiliation Code

Group 1: Senior Government Officers

1. Dr NMT Deputy Director General Department of Technical, Vocational Education &  SGO-01
Training, Ministry of Education
2. Mr AT Deputy General Manager Ministry of Industry SGO-02
Ms KMA Deputy Director Skills Training Center, Ministry of Labor, SGO-03
Immigration and Population
4. Dr. PKT Director Department of Technical, Vocational Education &  SGO-04

Training, Ministry of Education

Group 2: International Development Organizations

1. Ms YYA Consultant Vocational Skills Development Program, Swiss IDO-01
Contact, Swiss Foundation for Technical
Cooperation

2. Ms MMS Consultant Asian Development Bank (ADB) IDO-02
3. Ms NYM Deputy Head of Promotion of Technical Vocational Education IDO-03
Project/Senior Advisor and Training

Group 3: Industry/Business and Professionals Association

1. Mr. YMA Vice Chairman Union of Myanmar Federation of Chambers of BPA-01
Commerce & Industry (UMFCCI)

2. Mr. TL Vice President Federation of Myanmar Engineering Societies BPA-02

3. Mr. TK President Myanmar Computer Professionals Association BPA-03
(MCPA)

o o
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No.  Pseudonyms  Position Affiliation Code
Group 4: Employers
1. Ms MMMW General Manager Chatrium Hotel Royal Lake Yangon EPR-01
2. Mr KKW Chairman Sinma Furnishings Co., Ltd. EPR-02
Sinma Construction Group Co., Ltd.
3. Mr ZMH Managing Director EMJ Global Company Ltd (ICT Industry) EPR-03
4. Mr KMH Managing Director Myanmar Polestar Travel & Tour Co., Ltd EPR-04
5. Mr ZNK Managing Director KRK Engineering & Construction Co., Ltd EPR-05
6. Mr YNL Executive Director The RGN City Lodge EPR-06
Group 5: Students
1. Mr. HWYL Mechanical 2™ Year Student  Government Technical Institute (GTI), Insein STU-01
2. Mr. AL Industrial Engineering 1* Year ~ Government Technical Institute (GTI), Insein STU-02
Student
3. Ms CDA Chef Cooking Class (3 Mandalay Hotel Vocational Training Institute STU-03
months Short course) (MHVTI)
4. Mr ATH Hotel Operation (3 months Mandalay Hotel Vocational Training Institute STU-04
Short course) (MHVTI)
5. Ms KKS Commercial Assistant 2™ Center for Vocational Training (CVT) Funded by STU-05
Year Student Swiss
6. Mr NM Electrical 1% Year Student Center for Vocational Training (CVT) Funded by STU-06
Swiss
Group 6: Instructors and administrators from Government colleges/institute
1. Dr NZA Principal School of Industrial Training and Education (SITE) ~ IAG-01
2. Mr MK Principal Government Technical Institute (GTI), Insein IAG-02
3. Mr TMK Associate Professor Government Technical Institute (GTI), Insein IAG-03
Group 7: Instructors and administrators from Private colleges/institute
1. Mr. NLA Management Team Member  Center for Vocational Training (CVT) IAP-01
2. Ms SYD Trainer (Commercial Center for Vocational Training (CVT) IAP-02
Assistant Subject)
3, Mr. Ana Trainer (Electrical Subject) Center for Vocational Training (CVT) IAP-03
4. Mr. KKS Founder/CEO Mandalay Hotel Vocational Training Institute IAP-04
(MHVTI)
5. Mr. HHW Trainer (Hospitality Subject) Mandalay Hotel Vocational Training Institute IAP-05
(MHVTI)
6. Mr. MT Trainer (Chef Subject) Mandalay Hotel Vocational Training Institute IAP-06
(MHVTI)
Group 8: Other Stakeholders
1. Mr. ZTH Director House of Nationalities, Paraliament OSH-01
2. Mr. YYW Vice Chairman Myanmar Computer Federation (MCF) OSH-02
3. Mr. ZN Scholar and Entrepreneur Mandalay Technology Co., Ltd OSH-03
4 Mr. ZMT Technical Director Myanmar Information Technology Co., Ltd (as OSH-04

parent)
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Under the Senior Government Officers group, the researcher successfully
conducted interviews with relevant high-ranking officers like Deputy Director General
and Directors from all three ministries which plans and implements TVET developments
in Myanmar: Ministry of Education, Ministry of Industry, and Ministry of Labour,
Immigration and Populations. Moreover, the researcher could manage to interview with
a key person from Parliament who has a thorough knowledge of legal perspective of
TVET as well as the challenges of the current TVET system in Myanmar. In addition to
that, to obtain a rich and robust understanding of the case, the researcher was able to
interview with consultants of Asian Development Bank (ADB), GIZ (German Development
Agency - Promotion of TVET section) and Swiss Contact (Swiss Foundation for Vocational
Skills Development Program). These three international development organizations are
chosen due to their high involvement in technical and vocational skills development
activities in Myanmar. And, with regards to the key players from business/industry
association category, the researcher interviewed with Vice Chairman of Federation of
Chamber of Commerce and Industry (UMFCCI), Vice President of Federation of Myanmar
Engineering Society, and President of Myanmar Computer Professionals Associations
(MCPA) since they could share their opinions and suggestions from the stand point of
their respective industry. For the supply side (TVET Schools/institutes), the researcher
traveled to Mandalay, the second largest business city, and interview some schools in
addition to schools in Yangon. Finally, for the demand side, the researcher interviewed
with several employers from different industries as well as some students from various
TVET programs from many schools. The employers were chosen from three main
industries which employ most of the TVET graduates namely hotel and tourism,
construction, and manufacturing.

Yin (2014) and Moustakas (1994) submitted that an interview protocol would
enhance the reliability of a case study. The procedure in the interview protocol
provided definitive steps of carrying out the interaction with the participants
(Moustakas, 1994; Yin, 2014). Accordingly, the researcher prepared and followed an
interview protocol to facilitate consistency in the interview experiences of the
participants, and to ensure the responses aligned with the research question. The

interview protocol had the systematic procedure to interact with the participants with
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steps including stating the background to the study, answering the participants' questions,
asking the interview questions, and concluding the interview. Furthermore, the researcher
has all participants signed interview consent form.

The researcher conducted the interviews in the private locations where the
participants work to create the opportunity for participant and site observations (Yin,
2014) and to be able to record organization-based evidence the participant may wish
to share. The interview session usually takes 30 min to 60 min. The researcher did not
provide any form of incentive to any participants to participate.

To achieve trustworthiness, the researcher applied data triangulation method
in the study. In this research, literature review approach was used for exploring relevant
research on NHRD, TVET systems, workforce development and economic development.
And then, document analysis was also conducted on selected government documents
to understand the existing policy and system of the TVET in Myanmar. After that, semi-
structured interviews were used to elicit informed opinion and expert knowledge on
the status and current practices of TVET system and programs in Myanmar.

A thematic analysis of the interview data was supported by evidence from
analysis of documents published by government and international development
organizations. In addition, the researchers tried to link discussions of the data from
existing research literature to develop main arguments. The researcher followed the
steps of data analysis suggested by Creswell (2012), which are: data transcribing; data
coding; themes identifying; and reporting the findings.

Research Findings

Five main themes emerged from the findings of the analyzing collected data of
the transcripts of the semi-structured personal interviews are as follows:

Theme One: Importance of TVET to Myanmar

Theme Two: Poor status and facilities of TVET schools and inferior quality of
graduates

Theme Three: (Negative) Perception of TVET as second class

Theme Four: Industrial Partnership and Employers active participation

Theme Five: Irrelevant and outdated TVET Curricula/Programs
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Theme One: Importance of TVET to Myanmar

Similarly, to what the researcher found it in the literature review section, and it
is also most of the participants belief that TVET is essential and very important to a
country like Myanmar. One of the participants from Employer groups who is doing
manufacturing business as well as construction collaborating with Japanese companies,
believed TVET programs provide the students the opportunity to learn necessary skills
for a career and added:

There is a shortage of highly and/or semi-skilled technicians and labor in

Myanmar especially in construction industry and that technical and vocational

education and training (TVET) are expected to train a good stock of highly skilled

technical manpower, which could play an essential role in the economic
development of a nation. (EPR02)

Considering the myriad problems facing developing countries like Myanmar,
TVET is not only important, it is a prerequisite. Some studies indicate that, in average
two thirds of the population in most of the developing countries generally work in jobs
that require a skill level which is usually associated with vocational education and
training. Most participants viewed Technical and Vocational Education and Training
(TVET) as a tool for productivity enhancement and employment.

Throughout the interview, Mr. YMA, Vice Chairman of The Union of Myanmar
Federation of Chambers of Commerce and Industry (UMFCCI) stressed the importance
of upgrading skills of workers to enhance their productivity and to progress their career.
The findings from literature supports Mr. YMA’s statement that emerging economies
view TVET as a skills-development and training system for developing their workforce
and addressing unique issues such as rural-urban migration, unemployment, declining
job opportunities in the formal sector (King, 1993; Oketch, 2007; Stuart, 2012).

As stated above, the opinions and perceptions of the participants are almost
unanimous regarding the importance of TVET to a developing country like Myanmar.
But in Myanmar, there are still very few accessible educational opportunities available
to young people who have left school in the early stages of their lives, shared her view
by Ms. YYA, a consultant at Swiss Contact, Swiss foundation for technical cooperation.

There are approximately one million primary graduates or lower- secondary dropouts
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without access to TVET. Moreover, there is limited access to TVET especially for
disadvantaged youths, ie., young population from low-income families, ethnic
minorities or from remote areas and border zones.

Mr. TL, vice president of the Federation of Myanmar Engineering Societies, stress
the importance of access to education, stating that it’s important to note that only 30%
of the students who took matriculation exam passed and continue to the University
education. TVET must be the solution for those 70% of the students who failed

matriculation exam.

Theme Two: Poor status and facilities of TVET schools and inferior quality of
graduates

It was evident that there are insufficient teaching materials, teaching aids,
training laboratories, and computers to support students and teachers. The participants
strongly agreed that without good leadership with right economic vision, the TVET
schools will not produce good-quality graduates and, as a result, the economy will not
thrive and create employment.

For example, Mr. ZMH, Managing Director of EMJ Global company limited
expressed his opinion that “The Myanmar government is not investing enough in TVET
schools and programs because of lack of economic vision and outdated business
mindset. This is partly because they were born in socialist era.”

Richardson and Hynes (2008) argue that industry is increasingly looking to recruit
graduates with practical work experience and commercial understanding. Consequently,
students with strong technical abilities but little practical experience are losing out on
potential jobs. Most of students interviewed agreed on the importance of workshop
and practical training. But findings show that local TVET schools lack enough workshops
and laboratories. The few that are available are not functional because they are not
properly maintained. Most of the students mentioned that the materials are not related
to what they studied. From the researcher's own investigation, it can be concluded that
most of the TVET schools do not have adequate facilities/equipment for some
majors/subjects. Many students indicated that their courses are more theory oriented
than practical oriented. Some students indicated that the balance between the

theoretical and practical sessions is inappropriate.
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Even though Deputy Director General of department of TVET mentioned that
TVET department is the second largest budget spender after basic education department,
almost all of the participants perceived that the government does not ensure adequate
funding or provide the necessary equipment and tools in the labs for practical
application. Myanmar Government’s limited level of support for TVET schools and

programs lead to poor status of TVET schools and inferior quality of graduates.

Theme Three: (Negative) Perception of TVET as second class

As in many other countries, generally TVET is viewed negatively in Myanmar.
This is evident in the very low proportion of students enrolled in vocational programmes
at the upper secondary level. Almost all of the interviewees shared the widely held
notion of university education as the only path to success and TVET as being second
class.

A major problem for TVET in Myanmar is the perception of being an inferior
form of education in comparison to universities of higher education. As noted by the
ADB consultant: There is decline in enrollment. Although the government is making
efforts to recruit students, they are not succeeding much. ADB consultant continue to
state her view:

“There is an understanding that bright students often diverge away from TVET
and TVET is societally perceived to be less of national importance and a priority for
those whose academic capacity is perceived to be lower than the requirements of
higher learning institutions” (IDO02).

The difficulty of changing people mindset was captured by the following
statements made by a consultant of GIZ, German development agency.

It has been always a challenge to change the mindset of parents, the

community and stakeholders about vocational education being second choice

to academic education. People tend to view TVET in a negative way, as
education and training meant for those who have failed in the society. Most
parents even the ones with TVET background want to see their children
becoming engineers, doctors, lawyers, etc. just because they believe this will

give them better job opportunities. This challenge is vital to development of
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TVET and it is apparently one of the major obstacles to improve the social

status of TVET. (IDO03)

Theme Four: Industrial Partnership and Employers active participation

Various literature stated that the needs for highly skilled manpower could be
achieved through the active industry involvement in Technical and Vocational
Education (TVET). TVET has shifted from focusing solely on students to including the
needs of employers (OECD, 2010) that has necessitated collaboration with industry
partners. Accordingly, to be able to capitalize on the potential of TVET, employer
participation is increasingly required particularly in the area of improving TVET
curriculum to enhance student’s employability and reflect labor market needs. But in
Myanmar, there is very little evidence of the involvement of businesses organizations
and employers’ representatives in the planning of TVET.

One of the senior government officers who is responsible for setting relevant
vocational, education and training policy commented that the level of cooperation
between industry and institutions in Myanmar is still low and there are many
opportunities for improvement. He continues to state that “Businesses/employers are
consulted occasionally, but not in a periodical way. Ministry of Education is planning to
accept employers’ ideas, opinion and needs within well- established mechanisms like
forums, committees, or other groups” (SGOO01).

Another important area of employers’ participation is industrial placement. It
was evident that the local TVET schools are facing serious challenges of limited
resources, such as lack of proper funding and provision of learning and teaching tools
and equipment. The main purpose of industrial attachment or training is to expose
students to real working conditions and afford them the opportunity to learn from
experienced and knowledgeable individuals actually doing the work. Practice of industry
attachment is also an indicator of a demand- driven TVET system; it can bring businesses
and industries to the TVET providers, and the TVET institutes can cater to the needs of
businesses and industries in a better manner.

From the employers’ perspective of accepting TVET students as on-job-training,
most of the employers have indicated their interest in supporting the TVET sector.

However, the strength of actual collaboration between the industry and TVET schools
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is still weak and need to be improved. One of the employers who is doing construction
and manufacturing business has highligshted some barriers to partner with TVET schools
in Myanmar. “There is a lack of formal invitation from the institutes and that there is
still bureaucracy in accessing institutes for various partnerships. Additionally, there are
no clear incentives for participation, particularly if the involvement required from the

industry is heavy” (EPR02).

Mr. MK, a principal of Insein GTI briefly describe the situation of the TVET schools
under Ministry of Education,
For those students who studies at the higher-education TVET providers such as
Government Technology Universities, they have a month-long practical
experience during their vacations every year. This is called practical industrial
training and is a mandatory part of the curricula. They also have to complete
an internship in a company during the second half of their final year.
Additionally, they have to submit a report and defend it. But, for students
studying at lower institutes such as Government Technical College (GTC) and
Government Technical Institute (GTI), it was quite difficult to find businesses for
industry attachment probably due to the large number of students at those

GTC and GTI.

Theme Five: Irrelevant and outdated TVET Curricula/Programs

In countries worldwide the curriculum is at the heart of the education and
training system. But it was evident that TVET Colleges in Myanmar seem to lag behind
in changing curricula to meet student interests.

Managing Director of the Engineering and Construction Company, Mr. ZNK
mentioned that “TVET is limited in quality and relevance in the Myanmar setting. The
curricula in large proportion do not incorporate technological innovations and as a
result, eraduates do not keep abreast with trends in the world of work where they are
intended to work.”

Mr. YMA, vice chairman of Union of Myanmar Federation of Chamber of
Commerce and Industry (UMFCCI) supports Mr. ZNK’s view:

It seems like that TVET programs in Myanmar were outdated and unresponsive

to the emerging economy. In addition to that, TVET college teaching staffs do
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not have contact with industry and had little knowledge of new trends in the

workplace. Provision of TVET are very much theory-oriented. Lack of relevant

practical training opportunities might be because of lack of qualification and
experience of TVET teachers and trainers, and due to outdated and/or
dysfunctional equipment.

Part of the reasons of irrelevant and outdated curricula might be the current
practice of centralization of creating curricula. The following statement from senior
government officer of Ministry of Education proved that.

Dr NMT, senior officer of the department of technical vocational education and
training (DTVET) under the Ministry of Education explained about the current practice
of curriculum:

The department of technical vocational education and training (DTVET) is

responsible for all curricula in pre-university TVET, such GTC, GTI and GTHS.

There is a curriculum development committee and there are groups of people

in the DTVE who decide what should be taught.

Another government officer from Ministry of Labor revealed how outdated their
current curricula and what are their plan to create demand-driven curricula to be
relevant for industry.

Ms. KMA deputy director of Skills Training Center (STC) under Ministry of Labor,
Immigration and Population briefly described how curriculum is being developed at
STC. “All STCs are currently using curricula that was revised long ago in 1976 adapting
the modules recommended by UNDP and ILO. However, in the future STCs will be using
the competency-based curricula developed by the National Skills Standard Authority
(NSSA).” She continues to state that

Currently, there are no relation between the needs of industry and what public

TVET providers are offering in their curricula. In the future, private TVET

providers and public providers, which are part of the NSSA training on the

competency-based curricula, are expected to have a more demand- driven
curriculum as the results of the Comprehensive Education Sector Review (CESR)

process. However, public providers under the Ministry of Education, like
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universities, colleges, and technical high schools, need to have a mechanism of

involving industries and businesses in their curricula design process.

Another important thing the researcher found that almost all the Government
Technical High Schools (GTHS) and Government Technical College (GTC) are teaching
only specialized 4 majors: civil engineering, electrical power engineering, electronics
engineering and mechanical engineering. These technical schools and colleges need to
expand their course offerings to cater the wider market. Walker (2006) suggested
broadening the TVET curriculum by increasing the number of courses to match
participants’ educational background and their job responsibilities. A broad curriculum
not only covers a wide range of market needs, but also offers many career options for

TVET graduates.

Discussion and Recommendation

Majority of the previous studies on technical and vocational education and
training (TVET) in Myanmar were largely based on literature review and secondary data.
Missing from previous research was an original study integrating the opinions and
perceptions of various stakeholders. Integration of literature review, document analysis
and finding from data analysis of interview data makes this case study much more
compelling.

The analysis of the research question produced different perspectives, views,
opinions about current TVET system, schools and programs in Myanmar. The research
has shown that TVET in Myanmar has the potential to contribute to economic and
social development if the appropriate policies and interventions are introduced.
However, in order to fulfil the potential of TVET, there are several challenges which are
revealed by the analysis of the research findings.

Such challenges include poor status of facilities and equipment, lack of active
industry participation and so on. Hence, it is advisable that TVET institutions should
identify employers in relevant industries that would benefit from the skills of TVET
students. And then, make partnership with industry to provide work-based learning
programs utilizing the employers’ facilities and equipment. Moreover, close linkage with

industry can help institutions identify emerging labor market trends to shape curriculum
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to meet the needs employers in the labor market while sharing the facilities and
equipment of employers.

Yet more challenges include poor public patronage, low youth enrollment in
the TVET schools and their programs, which suggests that students and their families
do not see the value of TVET and continue to pursue general academic education as
usual. It is therefore imperative for policy makers to make TVET attractive to students
and do some public education programs on the importance of TVET. Improving the
attractiveness of TVET education is an important issue that needs to be addressed. A
substantial amount of research has been conducted to discuss how to enhance the
image and attractiveness of TVET in many developed countries and very recently in
developing countries (Coles & Leney, 2009; Na"gele & Bestvater, 2016; Ratnata, 2013).
TVET is still considered as a ‘second-class’ education in Myanmar. In many cases, it is
regarded as a last resort for those who fail to enter higher education or to leave formal
education due to certain unforeseen reasons. This attractiveness is now one of the
major concerns regarding improving TVET sectors in Myanmar like other developing
countries.

The findings presented in this study confirmed that, presently, Myanmar’s TVET
system is dominated by supply-driven TVET for both public and private providers. It can
be concluded that the consultation system with entrepreneurs, business associations,
and chambers of commerce that would enable the system to be more demand-driven
is not yet in place. At this stage, there is no evidence of public or private-enterprise
involvement in the development of curricula. The consequence of this situation has
been that TVET in Myanmar is highly supply- driven and the training subjects are defined
with little or no consultation on the needs of the labor market. In order to assure quality
in TVET and a demand-driven TVET system, it is necessary to involve the private sector

in each of the components of TVET.

Recommendations

Technical and Vocational education and training in Myanmar should be
improved in terms of structure, programs, processes, and practices in order to be

effective in improving the quality of learmning outcomes, making it more accessible and
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attractive to all, and ensuring it is relevant and connected to the world of work. Findings
show that the Myanmar government’s poor investment in human-capital development
and, in particular, its limited level of support for technical and vocational education
and skills training (TVET) have contributed to the shortage of highly skilled technical
manpower in Myanmar.

The recommendations given here are based on the findings of a thorough
analysis of the literature reviews and stakeholders’ interviews. The recommendations
of this study are expected to enable the leaders and policymakers to formulate and
implement appropriate policy toward TVET schools and programs in Myanmar. Ms.
MMS, ADB consultant summarized her recommendations as follows:

It needs TVET curriculum reform, trained TVET teachers with work experience,

incentives for the TVET teachers, upgraded training facilities and equipment, a

system to link with respective industries and improve collaboration and

cooperation among TVET providers, QA in TVET. In addition to that, to improve

TVET system, it is necessary to increase/create jobs and job opportunities for

the TVET students/ trainees.

Dr NMT, deputy director general of department of technical, vocational,
education and training, under Ministry of Education mentioned his recommendations as
such that “to improve well-functioning TVET system, first relevant rules and regulations
need to be strong. After that, relevant authority needs to enforce those rules and
regulations. Without enforcement, rules and regulations will be useless.”

Ms. MMS, ADB consultant, also suggested that “It would be better if there were
a national action plan developed by the Government with the support of concermed
Development Partners and Industries/ Private Sectors.” Mr. ZTH, director of House of
Nationalities, Parliament, agreed with the point mentioned by Ms. MMS, explaining that
“the country used to be weak in master plan. Accordingly, there are weak
linkage/coordination among ministries and stakeholders. To overcome this, it should be
a kind of national level master plan to coordinate all the TVET efforts in Myanmar.”
Similarly, Mr. YMA, vice chairman of Union of Myanmar Federation of Chamber of

Commerce and Industry (UMFCCI) suggested that
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a kind of central TVET authority board should be formed at national level. That
board should be empowered to run independently with sufficient financial
supports. The board members should be qualified people who could commit
their time as well; In Myanmar, whenever a committee or a board is formed, its
members are usually selected from a group of existing people who are already
engaging in some kinds of work and/or projects; accordingly the selected
members cannot give much time and efforts to successfully perform the
objective of the board. That’s why | would like to suggest selecting board
members who could provide enough time and efforts.

With regards to increasing access to TVET education, Ms. MMMW, General
Manager of Chatrium Hotel Royal Lake, suggested that “TVET school should be opened
in rural areas, not just in big cities; since young people from rural areas could not afford
to come to Yangon to attend TVET training. Even TVET training is free; they cannot
simply afford accommodation.”

Mr. YYW, Vice President of Myanmar Computer Federation (MCF), who is also a
certified accountant and has been actively involved in various kinds of human resource
development activities in Myanmar, made a brilliant suggestion to open many TVET
schools with the least budget. The government is suggested to transform existing
monastic education centers into TVET schools. There are many monastic education
centers across the country. It would be the most cost effective and shortest time frame
if Government could upgrade existing monastic education centers to TVET schools. In
that way, government could spend money wisely on required training-equipment and
trainers’” salary instead of spending money on constructing new schools.

Dr ZN who had done his Ph.D. dissertation on Transitioning Myanmar: A case
study in National Human Resource Development (NHRD), said that “Government of
Myanmar should encourage private sectors to invest in TVET education and training by
creating an enabling and supporting environments.” Mr. KKS, CEO of Mandalay Hotel
Vocational Training Institute (MHVTI) suggested similar one with specific action:
“Government should lend its land to private TVET providers with discounted rate, lower
than market rate for a long term. If so, the private TVET providers could provide training

with affordable price to the needed young people.”
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Mr. KMH, Managing Director of Polestar Travel and Tour pointed out one critical
success factor to increase student’s enrollment at TVET schools. “Government should
create pathway to higher education degrees (bachelor, master, and even Ph.D.) for
those TVET graduates who qualified enough. If students and parents see the pathway,
their perception on TVET might change.”

Moreover, TVET curriculum should be designed as demand driven and flexible
course tailored to the local needs. Mr. YYW, vice chairman of Myanmar Computer
Federation (MCF) pointed out the problem of current TVET curriculum: “Myanmar
policy makers and curriculum designers seem like they do not know what the country
needs, what the job environment demands.” Additionally, he continues to share his
view on curriculum development

Curriculum development is indispensable for the programme to be recognized
by the respective education authority as well as professional bodies and
industry. Accordingly, apart from the academicians, the people from industrial
sectors should also be involved in developing the curriculum so that the
curriculum could provide adequate opportunities for personal and professional
development and meet a set of educational and professional outcomes. In that
way, TVET programs could achieve popularity and acceptance by local
industries.

Mr. ZMT, technical director of Myanmar Information Technology Co., Ltd, the
largest software development company in Myanmar, supports Mr. YYW’s suggestions
by commenting “TVET needs to find out what kinds of skills are and will be needed in
each region of Myanmar since different regions might have different needs”. Ms. NYM,
senior advisor at GIZ, said that “TVET curriculum should reflect its own industry needs.
But, in Myanmar, some TVET schools are simply using curriculum donated by foreign
development partners, without taking into account of industry needs in Myanmar.” Mr.
TL, vice president at Federation of Myanmar Engineering Society, shared his view that
though TVET strategy should be national-level strategy, the implementation plan
should be localized based on each regional area. Since big project could not fit in the
local needs; targeted customized small projects/programs should be implemented in

rural areas.
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The other recommendations are summarized as follows for the consideration
of the leaders and TVET policymakers in Myanmar:

1) To encourage employer participation in accepting on job training and/or
internship: Government could consider providing not just tax reduction, but also low-
interest loan to business. In that ways, private sector might be interested and active in
supporting TVET schools.

2) To raise public awareness of the TVET schools: Ms. YYA, a consultant at Swiss
Contact, Swiss foundation for technical cooperation suggested to rollout several
branding activities so that the public are aware of the available TVET schools and
programs and the benefits of those programs. Mr. KMH, Managing Director of Polestar
Travel and Tour provided some idea of increasing public awareness: “there are a lot of
successful people whose education backeround is TVET in real world; it would be great
if they can share their life stories on how they build their successful lives after pursuing
TVET education.”

3) To provide low-cost loans to outstanding graduates who has entrepreneurship
mind, not just providing stipends for needy TVET students: According to the participants,
this will help to attract poor but qualified students to patronize TVET schools. The
government should also make low-cost loans available to local TVET school graduates to
enable those with entrepreneurial skills and talents to setup their own small-scale

enterprises.

Limitation and Future Research

It is understandable that in every scholarly work, such as writing a dissertation
or thesis, researchers are restricted in various ways, including limited funding; timeframe;
and, of course, the scope of their study. As Simon (2011) noted, the restrictions can
affect the resources available to the researcher as well as the person’s thinking process,
assumptions, and limitations.

One of the limitations of this study was the interview was conducted to persons
living in Yangon, Mandalay and Naypyidaw, three major cities of Myanmar. However, the
study used a sample of participants believed to possess the knowledge and skills to

supply the needed data.
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This research was an exploratory case study and although the findings may be
relevant to other emerging economies, generalizations of the findings to other context
have severe limitations. Data for this research were gathered from key informant
interviews and archival records and a more rigorous study that employs additional data

collection such as surveys would be needed to boost the findings of this research.

Future Research

Due to the lack of previous research and empirical studies in this area of TVET
in Myanmar, neither changes nor trends about it can be observed. Therefore, it is
suggested that similar research be conducted in the future. This study generally covered
hotel and tourism, manufacturing, construction industry sector. It is suggested that
future research should involve other sectors or should specialize in one sector, such as
the oil and gas industry and/or agriculture. This study covers only Yangon, Mandalay
and Naypyidaw cities; future research should involve more universities and TVET

institutions in different geographical areas, especially rural areas of Myanmar.
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Abstract

At the moment, 54 higher education institutions in Thailand offer 62 programs
relating to community development and social development, all of which are
classified as social sciences and humanities. The majority of these programs are
designed to create graduates for the public, private, and self-employed sectors,
whereas positions in the government sector are directed to Community Development
Specialist. The purpose of this article is to provide information about education and
public labor market mismatches, particularly in the field of Community Development
Specialist. The data is gathered and examined using theory, empirical study, and Thai
social phenomena. According to credible observations, there are 3,644 and 2,945
graduates of community development programs during the academic year 2018 -
2019. Since 2019, the Community Development Department has held competitive
examinations for recruitment or placement as a Community Development Specialist
at the practitioner level for those who have completed a bachelor's degree in any
area. The analysis result of a dimension of a mismatch between education and career
requirements in the public labor market found that a horizontal mismatch has
reached 84.22 percent of hired workers. This information is useful to those in charge
of the program related to community development/social development to review the
program and course structure for producing graduates to public labor market.

Furthermore, students can use it to help them choose their own professional route.
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TsaSsuwesaesiea, Iseuueiosnszaateuna), 1sassuweiss, 1sateuueiseninia, Inendun1svauseniu
2) dosyatinsfinu 2562 a Fuil 7 nawane 2564 SilsismanuAnwuendsinilideayalians. 6 anidu lHun
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2561"  2562”
UM INEG85T 727 727
1 Aaumansddin a193v1n133nnsyavy ininendeusdly 24 15
2 Aadmansindgin a13133M5IANSYNTY W IngdeRaling 46 40
3 Aaumanstudin a1v3nnsinnsgiidny avminerduasuasunTilsa 19 25
4 FAaumansdaudin a1 InInsiRuNYEIY BnIngnaesinde 54 37
5 Aaumanstugn @uinmsiagaT S Inedeysm 16 35
6 AaumansUaudin @193 INSRINYNYY UM INETELIEaNIAY 88 82
7 @aurmanstudin avdnnmsiaugasuiies uinedeAIuasunTIlsal 52 49
8  Aaurmanstudin av3Innsiwudng wningrduguasivsii 48 41
9 @aumanstiudin auivinsimundinuasduindon uningdounsiuy - 16
10 AaUransUndin avdvigueufinw uningrdeamaiuasuns 48 91
11 AavmansUudin anunividiuuasyusy anminendedeslu 25 48
12 @AaumansUudin a1 iviauding uningrdeveuwiu 36 28
13 @Aaumanstiudin a1 iaundnd WnIne1deusens 96 68
14 Aaumanstudin anvviiauden aningidengie 123 135
15 AaumansUndin avdviaundiny unninendeasaiuasuns 52 17
UNINYIRYINUY 2,896 2,211
16 AavmansUudin a1uivInsRELIYEYY WIngIaeTsignaauys 66 69
17 Faumanstudin a193vInsInnsgusy SnInedesvigsuys 14 27
18 Aaumansiadin @1V INSUTIMIWAZMIRAIIYLTY UMINEIRUINIVANTUNT 32 8
il
19 AavmansUudin a1ivInsimuguYy uingtdesuigdeddu 116 119
20 AaurmansUudin a1913nIRRNYNYY i IeaeuiguATUTY 127 135
21 AaumansUaudin @1v1IYNINRINIYNTY N IMENSEIIVA)UATATSTINTY 184 25
22 AaumansUgin @1v13YNISHRIIYUTY. WNINEIRETIBAUATAITIA 80 76
23 AaumansUudin @193NTRRINYLYY ININENTETIAYNITUAT 39 67
24 AadeansUngin @1u1INMTRAUIYHYU W IeaesIvAgRyaaaaTI 150 123
25  AaumansUngin @1913YNSNRIVIGUTY ININENFTIVAYNYTYS 21 20
26 AaumansUgin @191IYNINRIVIYUTY N INENFTIVAYNYTYS 10 23
27 @aumansdudia awn3vnm sty B Inedesuigogie 76 134
28 AaumansUudin 8191 3NMIiRILNYNYTY IMIMENREIIAEEaT 103 120
29 Raumanstudin aaiynmsiRuIgLsy 1nIne1dusaigSesidn - 9
30 AaUrmansUaudie @1v1IYNSRILIYNTY UINTIMEN§ETYA)ITUATINS 37 8
31 Aaumansiadio @ siaLNgusy Ininetdesvigslimssd 173 60
32 AaumansUudin a1913MIRiRIuNYIYY WNIMeNEaesIagaIU 44 51
33 Aaumansdudin @vIvMSITRIVIgIYTY SnIMeaesua)LaY 74 35
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2561  2562”
3¢ Faumanstadin awivnmsimunguy ainendesivdgalaseansal Tunse 37 26
UsusgUaus
35 @AaumansUadin a1v1INsRILIYHYY INIMENSTvagATavinY 12 43
36 Aadranstndin @13 3msimuuy SnIngdesviganauns 68 36
37 Aadeansindin a3 3msimnuey SnInedesvigaaan 165 97
38 Aaumanstudin a1 siANYNYIL InInedesviganugsiil 230 233
39 Aaumansdudin el siaungusy smingrdesvdgrytiiuends 35 21
40 Faumanstaudin a1 mINTNAILNIYNTY ININeNdesvigensangd 53 13
41 Aaurmansiaudin @a1v13NTNRLIYTHYY InIMENaYI1Ya)eUaTIvsIl 57 47
42 AadeansUnudin a1vInnsimugarukasdng uimendeudyg 62 48
NITUATATOYSEN
43 AaumansUndin @193 TRILEIRY IMNINENSYT1UAN MUY 50 32
44 FaveansUndin anun3yinsimudiny unInedusvindesis 108 107
45  Fadranstngin a1u13n1sHauAIay N INeaes1va)uAsIIvEIN 49 39
46 Aaumanstudin aaminmaiandey wnInedeseiguisug 87 87
47 Aaummanstadin avivnsiaunday wnine1desvigenssiil 105 87
48 Aauranstaudie arviviaindny wninetdeuignIvwaus 14 9
49 Aaumansdudin awiviaundeg iwinendeswagnesysal 39 33
50  AaumansUadin anuivindany wninedesvigasuns 42 27
51 Aaumanstdin svningrsmansnmasiamiieaiy uminedenuinasugs 1 1
51l
52 Aaumanstiudin anvivianinemsifiensiauioady smninerdenuigdegh 167 9
53 Aaumanstiugin avindseumanditensiann ininendesvigiiuaude 55 57
WSz
54 Aaumanstiufin avindsesmansitensiann amninerdesvdiglasoainsal 32 12
Tuwszususgudiud
55 Aaumanstiufin avindsesmansitensianniesiu uminendosudy 82 38
gnshng
U INeNYU 21 7
56 AaudansUudin @wndiauding sinIvenaenelng 18 7
57 @aurmanstudie anvinndinuaiasisiaansuasnsimundny uninendy 3 -
in3n
ﬁmﬁy’wm 3,644 2,945
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Waundsay
a9 Uszlnv/Boantugaudn FoUsnyan
UNINGB3T
1 umIngagvauuiu Faumansdadia (M3imudn)
2 wmInendededlug Aaumanstudin (Uunasyuy)
3 wInenderinsa Fadmanstadin (MIUSmskagmsimudaa)
4 WIINYIFEUATNUY Aavaanstadin (NMINmUIYLTL)
Aaumansliudin (MIfamundinunarduanion)
5 UMTINEIREULIAIT Aaumansdadia (MIimudn)
6 UMINYITEYIN Aaveansdndin (nswmuYuvw)
7 AmAIngdeua sy AaumansUngin (Mt
8 unrivendowild Aaveansdaudin (N153nN15YUYL)
9 UMINEFAIUATUNTILI6 AaumansUndin (Msimwgavudie)

AaumansUndin (M3dansniidsnm)

10 wnInerdefaling Aaveansdaudin (N153nN15YUYL)
11 Wi Inedeasvauasuns AaumansUndin (yusudnw)
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21 UMINIREIYANNERT AauransUngin (ML)
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23 WM IngaesAquATUTY AauransUngin (M)
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27 wminendeswAgtumidadmszen  Aaumansddin (@eumansitensiami)

28 wMINeIRETINAYYIINE AaumansUngin (Msiaudenm)

29 UMINIRYIWAYNIZUAT Aaveansingin (Msimuyuvw)
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il 30 fugneu 2562 nsumsiagTy (25627) THUssnMetutylaouudstuldifioussy
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v |
a Yal Yo
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(Ul 111) 1191 100 §as1 (MsunsREUITLTY, 25620) WensumsiauguruEenussy
wér anvdunisiamungurudadunihedaeusuvesnsunsiauguyuimiidaeusy

wangns “wawnsieudsediny” undninnsimunguyul jiinisiegsenitmaaes

o A

71 14 avuil 2/2565

D

NIAINMINAUIN TN INTUY WA DIANT



AugUsal NeEud wardasy nesanud

UFtavthiiswnnsynau Taeilingusrasdiiteligousuiinnmg anudileluurmumndii
gaun1sal Bausyey ndnnisuaznszuumsiawgurdulumslumsu iR dvieuad
AruaziingAnssumnzadlunsihautugueu Wusssznm 40 Yu Tasuvadumaivins
waznAEgUINIL 23 Tu wagnsineusHAAEUINIILIY 17 Tu (RSUMSHMNYLYY, 25629)

[ '

faunsdnousuudtnimmastann el fiRmsiussnileuussiuldluaded fifuszwh
$uil 16 waednou - 23 Sunau 2562 TaeBouinanguiuazisnnis aui 0w 9
WMEFIMINRUYUVY D.UNAZY 2.98Y35 waznsinarawsluunumiauinsiSeus fln
UftRlunufiass mavhaueie waeiiddldfuliuou Tdegfuatadoususes Tdusuiuay
AN TInveNYY o JminguaTIveil
Mndnydfaeuudeiuldifioussquasudsiayanadifunenmsludumisindsins
fmuguruUATRnT (Rauing) $1uau 1,414 AU nsunIsRaLguTu3enUsTuaskAeng
seiafeungainiou 2562 - flutau 2564 511 8 Ay TlATUN1TUITY 602 AU (Huine
wdannninunaye fegiade 33.1 U dilvgifinandnisdnwissiudigayiniainiin

WMEANENS/AAINTIUANENT/AN550EUAERS Akandlunigadn 6

A19199 6 Yeyavinluvesasuudsdulalumunisinivimsiaunyusudgoans

Foyarly U (W) Seuay
LA
¥y 266 44.19
AN 336 55.81
429918
2o8n11 30 U 193 32.06
30 - 34 U 179 29.73
35 Yauly 230 38.21

91gade 33.1 U engesiian 23 U e1gundian 55 U

a = o = v 1 s v
ﬂmqmn'ﬁﬁnms:ﬂuﬂ‘%cyzymwm Weau uvetula

q 9

MIPNERS/AAINTTUANENS/A1T1TUGUANERNS 245 40.70
Syans/sgussenausans/daenans 191 31.73
UI133509/N153AN /AT ugAans/Amemans 86 14.29
daurmans (enviy avnsiaugaTL/MITaLgn) 27 4.49
MSRAUGUTU/MIRRIUIT AL 25 4.15
UYBEANEANT/AwEns 23 3.82
Anwimans/ngeans 5 0.83

NN, N =602
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nan1sUseiiumnuliaanndoanianisdneikara1¥nlusd wrnuanIvnswaiun
a wva 1 o Y @ 1 [ 1 1 % [} < 1 £
uyuUURng wuaunsaduunladu 4 nau lunquldaenadesuinu sudungur
aouuvidulddnandinisfnelinssateuuiniigadovas 84.2 sesasundunguiil

40AAAOINIILLIAIMAZUUITIU (Double mismatch) Fadunquussdiinadinisfnuling

aal

oy uazgeanivhumanuiesas 11.6 uefiiliaouussgldlnesinandnsfnuinsaans
1 (Match) iissfosag 3.7 fansait 7 defumutianunsndaussinniaouussgléfunnss
MNHANTANYIVY Sam (2020) Ao Haouussqlathaluyaeifaenadesiudumiany
mnuiidnsAnuseduliyyiniilisenadestumunisnuisdaiulssnvasnadesly

LUITTULE LlaDAARBILUIRY (Horizontal match but vertical mismatch) Fawusiies 3 51

A157197 7 Nan1sUseiusEaUANU lLEeRAARINUYDITEAUNISAN Y ILAL DTN TUAAALTIIU

Uszian W (AY)  Sova
A0NAADINI BNIIEE9U (Match) 22 3.65
donadasnasuslidenadosuuan (Horizontal Match but Vertical 3 0.50
Mismatch)
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