Your Success
Our Passion

Vol. 3 No. 7 January - April 2024
UA 3 adui 7 unsiAu - Wwsu 2567
ISSN 2774-1427 (Online)

Journal for Strategy

and Enterprise Competitivene
21Sd1SAAYNSUATAIIVAIUISANIVAISUUVUUDVAANS

.



Center ﬁr Strategy and Enterprise Competitiveness



KM’ ST :() 915E1INAYNTHAZAINAINITANINITUTITUDIANT

e JOUrNAl for Strategy and Enterprise Competitiveness

v

Ui 3 atudl 7 unsnau - wwe 2567 (Volume 3 Number 7 January — April 2024)
ISSN 2774-1427 (Online)

I13813NAYNTRALAIUAINITANINITRYITUDIANT TUHELNTUNAMUITLUALUNAIY
Inmsfiuandidiuinnuairsassdesdadnisinnisfunsuinsesdng msdanisladafnd
uazdnwanevu msdnnisnagniuaznisiindaamuannsonisnisutedu ieldudenanenu
mnuimnih anuedeuln wazidunsuimsivnmsuddmlunisuanidsuiinnuanvesnis

Relviinnssiegen waziimuasRnuiogeiaiiles

Asnwn
$94MANTINTE AT WAV vdeTINed NIENTNMIAANANY Fneans 33y
waTUIANTIU
JANANTI15E Laun Asnatiuns WINIREmALULAENTEIBUNAITUYS
UIIUIINS
AYIEAaRS19158 A 3YSNAY nindanuyy  anivendemalulagnszaoundnsuys
NBIUTIUIGATS
AANTINTE AS.7NITI0 NdeaI TSI andudadniuuImsaans
JRIANEANTINTE A5.UTYNUS ABUVI WIngaemAlulaggsun3
509180319158 A3.WN381 wanLAYs andudndiniuussaans
FRINANTINNTE ATITIUN ATENANYUFY UNINIRENALULATNTEIDUNAITUYS
$99MANT19156 A5.gUN IS lnysd UAINGIFEUNATAIN
J9IFNANTIANTE A5.8INE Ysydie Mg FenAlUlagnTEA0INATUYT
509ANANT19156 n3.auiln 1Besenadius WInededeanual
FOIFNANTIANTE AT.EME NIFUFUNNY Mg FenAlUlagnTEA0INATUYT
AYIEAIENSI19158 AT.5UNA IT1EN UNTINIRELTNG
HYILAIERNI1358 AT TYINE aulve UNTINGIRUULIAIT
n3.Aundn TUsauw Mg SemAlUlagnTEIUNATUY

=
9

Y ¢ a £ ¢ a 1Y) =~ Y =
f73.939d33A LNYINANTUUN JJWYJMEJ’]@EJLVMIUI@EJW?%]@MLﬂmﬁmﬁ



ANTIANIANTUNTBIUNAY

aa o s

$04ManTI9136 ATTAANA quATHALNGA
AIeA1Ens19158 At udlSnugelsay
AIeAan319158 A5.l9539¢ adadng
AYI8AER313158 M50 T5aRna
AYI8A1aR3139758 As.UnTel aluuum
HYIBAANTINTE AT NTANG TR
fremansIngg a3 nsTw wnnsUsans
PIMEARTINTE N.309Aa SMmRangns

YeANENT19158 M558 08 WUNY

&

54

e @

BIYFNENTIATY 79.251050 AIINTLATEY

DUAENT19158 A3.ATUY Buazas

e eXp eX2p @

YIWAANTIANTE AT.4T51 SUNA

e eX2p @

PIYAENTI158 A3.03NF AU

e e

| [y

YIANANTINTENLAY AT.FINYT I5NIANYS

e

A3.90UNA FUNLAR
A3.5uNY 91U meY
A3.4Y3T ANFIOUD
a3.ussy Jun’
AT.N1ANH IR
A3.aN991 U3U1709
AT.ANTUAN NALYDS
AS.4N1A LAuen
AT.AVEU NN
AT.AUALLY HOANT VU]

7.0 RNK
9191389UNWA NUAFY

¢ ¢
9191585UW3TT0] LeeUseys
9191395TA1 AT

HY28UTINIGEANT

y1gannnen lam
panwuuAall

= 1
Yedenie e

W IngaemaAlulagsviInaaIy
wWIngaemalulaggsun3
UINEIREIREAN Yl
UATINYITENEATAIENT INYNUARTINY
WINIREmNALULAENTTIBUNAITUYT
wIngaemalulagsvueadany
WINRENALULAENTEIDUNAITUYS
WINRENALULAENTEIDUNAITUYS
wIngraemalulagsvueadany
UATINYITUNEATAIENT INYNUARTINY
UMINGIRENEATAENS INYUVAATINY

UM INENREIIVAUATIIVEU
WINIREmNALULAENTEIDUNAITUYS
antuwaluladuinnssunamsAnwnaznis
WeunagsIugdl

UNTINYIRLIEITANG
wInendewmalulagsvienadany

UM INENREIIVAUATIIVEL
wIneduwmalulagsvienadany
wIneduwmalulagsvienadany
UINIRENALULAENTEIDUNAITUYS
wIngduwmalulagsvienadanu
UNTINYIREIEITANG
UNINIRENALULATNTEIDUNAITUYS
anumalulagnszasunadAumg
GIREEAIN
anUumaluladnszaunaINAMIvIg
GRIRERAIN
AUENALNSLAZANLATNTONINTUITUBIANS
UNINIRENALULATNTEIDUNAITUYS
UINYIRYTNVANTUYS

=

UNINYAYIIVNN1YIUYI

]

UINYSFUNALULAENTEIDUNAITUYS



a L4

UHUBUAZVDULYANISATNUN

MIAINALNBUAYANAINNTONINITUIT RN AseuAquLiom T RETRstun1TUIVS
034N uargsATlumv e Tnsuneuiuasdowuandiifufnuaineassfosdmusmainnis
Ausgloninaginala Usznaudie msdanadanagns nsdnnisanuansamanisudadu wén
AMMVBIBIANT NITUTMTFIND N15TANT09ANT N15InnTsladafinduasdnnaisigu n1snan 13
HugUsznouns iaswgrans wagdug muiuanais

nsenns  aaulad (Online)
AuuanIs  vag 3 adu

QUUN 1 HBUNNTIAY — W18
aUUN 2 BUNGYNIAY — FINAL

U d‘ A U U
AUUN 3 WDUNULIEU — TUIIAL

UsgnnunAy UNAINNITY LAZUNAINLIYINTT
AMYIVBIUNAINA Awlne LLagﬂ"l‘H’]ﬁ\iﬂﬂiﬂ

NTYUIUNITNINTUIUNANY

unaudldunsiosandfuiineunsluaisaiss axdesiunisfiansuiainnes
ussaBmILazirsigandlumniifedes Taefinssuiunsdielud

1. nesussandnszuddifudmsiuilenssussaninisldfuunanuiiiouies auysainia
ineusiiifunls

2. nesussBNTITITIRdeUaTauazilevvasunAdimLIINE LAY A LADNAZ DS
AuingUssaeArasans saudaselovilumeuiuasBelun

3. n3@fneausTANBNTR T iuAsTuUNANNlAR N TN AT neausTINBnnTazds
unanuliimssnandluaufiieifesednedes 2 viwuse 1 unew iensIaouAMIAIN
vosuneueglusyduunyaufiazasifunini ol wardnssnandine 2 i aglsiegly
miweudsiadoatududs Inglunssuiunisfinnsanndunsesdl fnssaandiarlinuis
Toyavosrasuaziuaazlinsweyavewnsinnailiuiu (Double-Blind Process)

a. \dlefmsanandldfiansanndunsosunanuud nesussaninisazinnsanaudelausuus
vosfmsinadiunALtu msldsunsiful (Accept) msdsnduliiugudaiondle
reuRiansandnadmils (Revise) vipufiasnsAfiunt (Reject)



AvAnaaans

foRniuiiusnguazuandudemunanusiieg lunsasnagniuaranuaingonnans
WUITUBIANT 5@L?JummLﬁuLLazmm%’uﬁmadmamwaqQLLﬁiaumﬂamﬁ?uﬂ flaidunnuiiunas
ANUURAYaUlAY YeeAUdnagNSLarAINAINNITININTITUYITURIANT U Inedemalula Bnse
FDUNTITUYI

unenu deya evn wargunm mas lunsansnagnsuarATIaINIaN MLt Tueeing
foiduaransiansresquinagniuazanuansananisutsiuosdng uminedewmaluladney
P0undsuy mnyaravienthenulafesnisiviuandediunisdnlalumeundsondoiie
nszviinsle azdedlasuoyyimduaednvaldnusanaudnagnsuaANaINITaNNITUIITY
03ns winedomaluladnsyaonindsuyineuvinty

RIVBIINTENT
AUGNAENSUATAINATINTONINITUUITURIANT U INedemnaAluladnszanunasuys

ASANFDITENS

NOIUTINITNIT ITANINALNSUALAILANNNTONNNITUITUBIANS
AUGNAENSUATAIUANNNTANINTLIITUBIANT UINeFemnAlUlaENnsEI0UNATUYT
126 91PN338UTI 5 FU 10 DUUUTEBIRTA WVNUINNA LUAYHAT NIV 10140
Insfiun 02-470-9644, 064-138-9000

E-mail: steco.journal@kmutt.ac.th



IAINALNTUATAINAINITANNAITUYITUBIANT (STECO Journal) tTus8sHIUNTT
UIM35INV0IAUINALNSUATAINAINITANIINTUYITUBIANT U Anedemaluladnszasunan
suy3 lnefiinguszasAnaginausunariidouazunanaidvimsnunniiansonansiasslovd
Tudangud Weliindduannsothlufaumieadrsesdamilni wasdulssloniludwfoaidn
UfiRanansatlddssyndldlunisusmsesdns dhlugmsenseduanuaunsamanisustuliiu

DIANTDENIEIEU

a

2M3EAINAYNILALAINAINITIN1INTUTITUBIANT (STECO Journal) U7 3 atiufl 7 1feu
un51A3 - ey 2567 Wuauaulaninannansd dnideuasinAnuvndudiuauunn vedl &
unanEanIwmenagn I Singuiiiunsfinnsananinssgandldsunsifaimounssiodu
$1u1u 6 Foa Tnsilomaseunquusziiuddny Wud Mavdmavinensyana wagnsuU3mMInadng
WeuinUszaniamnnssnduay AU WIS nagns inalulag Uy useivg R
dovideulssiumssnszduauannsanensudeiiuesdng younanuildsunmsifuinounsd
A ansnsatlulivsslesifinisdrdonadrims sudshesdenuidananlulivsslonily

AsnaIUNRIRNstanaly

anihneil nesussasnmsvereuaaid vesunaaynviuilia s indalunsdmanuiile
Y9FUNMIARNIHBUNTTIUILINN YONTIVVBUNTEAMEMTIAAANNYIILALFN TS ILRA TN
AsvaeURmANveInany ninduegisBainnsansnagnduazamuansanisnisudadussdng
(STECO Journal) 2¢l#i§ummilinddasnynyinlumsimihiifudenandunaneunsuaziduads
ANUINITYINTAUNAYNTLALANEALTANNNSLI TV SEWARB LY

HYa8A8n313138 as.dvIwa ninwdaaauyny
UTIUENIS



ORGANIZATIONAL COMMITMENT: EVALUATING THE INFLUENCE OF WORK-LIFE
QUALITY ON EARLY-CAREER STAFF IN A RESEARCH INSTITUTE
Xiaogiang Tian, Xiaoque Chen, Kongkiat Sahayrak and Trairong Swatdikun

WUIMeNTRARIIAMERILUUUTUARNagnsvasuImsantunisendafnen Tu
waRmuAtreAIAnz FusantlaindnAuamIsaN I sty AunsauNIATgIY
AR dIAnwIvaIUsTImAlNg
STRATEGIC ADAPTIVE LEADERSHIP DEVELOPMENT GUIDELINES OF VOCATIONAL
EDUCATION INSTITUTE ADMINISTRATORS IN EASTERN ECONOMIC CORRIDOR TO
INCREASE COMPETITIVENESS IN ACCORDING TO VOCATIONAL EDUCATION
QUALIFICATIONS STANDARD FRAMEWORK OF THAILAND

WIWANG HN I

Svswavaunaluladiyaruszauglususuduasanugniuiuuusudvasffuslnad
danaranisdeasuindeuinuuudidnnseding
THE INFLUENCE OF ARTIFICIAL INTELLIGENCE TECHNOLOGY IN AUTOMOTIVE AND
CONSUMER BRAND ENGAGEMENT ON E-WORD-OF-MOUTH

LAY WAZLAA

nssawiumaluladuazanulindaiifinarenuadladodud
pugasmamiadnlan Tungnalios Jmiauassvdun
TECHNOLOGY ACCEPTANCE AND TRUST AFFECTING THE PURCHASE INTENTION VIA
FACEBOOK LIVE IN MUANG DISTRICT, NAKHON RATCHASIMA PROVINCE

F59A78 139997V Wax 1597 lsauun s

COMPENSATION AND COMMITMENT: EXPLORING THE IMPACT AMONG EARLY
CAREER STAFF IN A UNIVERSITY OF SCIENCE & ENGINEERING

Yi Huang, Xiaoque Chen, Varaporn Prempanichnukul and Trairong Swatdikun

naduguaNNINsSeuiitinenisaeulagldinuuuusiassaniunisal lusiedvusanssu
wazN13U32NaUgINg
LEARNING ACHIEVEMENT TOWARDS TEACHING WITH SIMULATION GAMES IN THE
SUBJECT OF INNOVATION AND BUSINESS ENTREPRENEURSHIP

SYTNT MU0

16

35

54

70

85



Xiaogiang Tian

Dunhuang Research Academy, Gansu, China

Xiaoque Chen

Faculty of Literal Art and Management Science, Prince of Songkla University

Kongkiat Sahayrak

Faculty of Business Administration and Management, Ubon Rajathanee Rajabhat University

Trairong Swatdikun

School of Accountancy and Finance, Walailak University

Received: 13 March 2024
Revised: 4 April 2024
Accepted: 9 April 2024

Abstract

This research explores the intricate relationship between the quality of work life (QWL)
and organizational commitment among Early-career staff in a Chinese research academy. The
well-being of employees is increasingly recognized as a critical aspect of organizational
success. Researching QWL and organizational commitment can help identify areas where
improvements can be made to support the physical, mental, and emotional well-being of
early-career staff, leading to higher job satisfaction and overall happiness. Employing a
quantitative approach, this study utilizes 330 respondents from questionnaire survey and
subsequent regression analysis to collect primary data and analyze employee perspectives.
The findings emphasize a predominantly positive perception of QWL among Early-career staff,
coupled with a favorable view of organizational commitment. Notably, the academy's
tendency to prioritize position replacement over termination in response to work challenges
nurtures a strong sense of commitment among employees. The implications suggest that such
a commitment-focused approach, addressing QWL dimensions, can foster loyalty and reduce
turnover, promoting a more stable and dedicated Early-career workforce.
Keywords: quality of work life; organizational commitment; early-career staff; Chinese

research academy; employee perspectives



1. Introduction

The concept of quality of work life (QWL) traces its origins to the United Kingdom in
the 1960s and has since gained global recognition, influencing management practices across
enterprises. Within the field of organizational human resource management, the interplay
between QWL and organizational commitment holds significant importance, as noted by
researchers Alexandra et al. (1994) This connection directly impacts employees' commitment
to their organizations, with variables like work happiness, a sense of belonging, and emotional
satisfaction playing pivotal roles, as highlighted by Guest et al. (2021).

A critical concern in the management community is the widespread issue of high-
frequency turnover, which is often linked to low quality of work life and organizational
commitment. Researchers such as Lopes et al. (2023) have identified this challenge as a
pressing issue, underscoring the need for organizations to address and enhance the quality of
work life and organizational commitment to mitigate turnover and foster a more stable and
dedicated workforce.

Studying early-career staff in a research institute such as the Dunhuang Research
Academy is crucial for several reasons. Firstly, early-career researchers often bring fresh
perspectives, innovative ideas, and energy to their respective fields, which can invigorate
research endeavors and foster interdisciplinary collaboration. Understanding their experiences,
challenges, and aspirations can help institutions tailor support systems and mentorship
programs to facilitate their professional development and retention within the organization.
Additionally, investing in the growth and success of early-career staff can contribute to the
long-term sustainability and excellence of the research institute, ensuring a robust pipeline of
talent for future leadership roles and advancing the institution's mission in preserving and
promoting cultural heritage, as exemplified by the Dunhuang Research Academy.

The Dunhuang Research Academy, located in Gansu Province, China, is renowned for
its commitment to the preservation, research, and dissemination of cultural artifacts from the
ancient Silk Road, particularly the Mogao Caves. The academy attracts scholars and researchers
from diverse academic backgrounds, including archaeology, art history, conservation science,
and religious studies. Within this dynamic environment, early-career staff members often
comprise recent graduates or junior researchers who are passionate about delving into the
rich cultural heritage of Dunhuang and contributing to scholarly advancements in their
respective disciplines. These individuals typically possess a strong academic foundation,
demonstrated through degrees from prestigious universities both in China and abroad, and
exhibit a keen interest in interdisciplinary collaboration and the application of modern
research methodologies to the study of historical artifacts. Despite their enthusiasm and
potential, early-career staff members at the Dunhuang Research Academy face unique
challenges, including navigating the complexities of research funding, establishing themselves

within the academic community, and balancing research commitments with professional



development opportunities. As such, understanding the needs and experiences of these
individuals is paramount for fostering their growth and ensuring the continued success of the
academy's mission.

Thus, this research explores the content and theory of the work and life quality of
knowledge workers in scientific research institutions. By comprehensively understanding the
current state of work and life quality among early-career staffs in such institutions, the research
aims to propose effective suggestions and countermeasures for their management (Easton and
Van Laar, 2018). Given the recognized impact of work-life quality on organizational
commitment, this research poses a specific question: To what extent do quality of work-life

influence organization commitment within a research academy in China?

2. Literature Review

Quality of Work Life refers to the degree of satisfaction and satisfaction in the process
of work and life. It includes professional or life experience, financial income and happiness,
social interaction, and physical health. QWL involves many measurement standards, mainly
including general well-being, home-work interface, job-career satisfaction, control at work,
working condition, and stress at work (Srinivasaiah, et al., 2023). Cummings and Worley (2014)
offers insights into organizational development interventions aimed at improving QWL,
including discussions on employee empowerment and work-life balance. Bakker and
Demerouti (2007) presents the Job Demands-Resources (JD-R) model, which emphasizes the
role of job resources in promoting employee well-being and QWL. Shuck and Rose (2013)
explores the relationship between HRM practices, employee engagement, and organizational
performance, offering insights into how HRM can enhance QWL. Jensen et al. (2020) provides
guidelines for organizations to promote QWL through mental health initiatives in the
workplace. Decramer et al. (2013) explores the impact of performance management systems
on employee satisfaction and QWL in higher education settings. Morgeson and Humphrey
(2006) introduces the Work Design Questionnaire (WDQ), a tool for assessing various aspects
of job design that influence QWL.

Organizational commitment refers to the extent to which individuals in an enterprise
or institution agree with the organization's participation and values (Ma, et al., 2022). In the
organizational commitment, the individual determines the degree of trust with the
organization, especially the unexpected behavior of the job function that cannot be reflected
and specified in the contract. Because the definition of organizational commitment is relatively
flexible, scholars have their own different standards for understanding organizational
commitment (Gaan and Shin, 2023; Tian, et al., 2023).

Herzberg's Two-Factor Theory elucidates the nexus between the QWL and
organizational commitment by categorizing workplace factors into motivation and hygiene
factors (Malik and Naeem, 2013). The theory posits that motivational factors play a pivotal
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role in enhancing job satisfaction and, consequently, organizational commitment. These
motivation factors encompass elements intrinsic to the work itself, such as achievement,
identification, responsibility, progress, and personal growth. In contrast, hygiene factors,
identified by the theory, primarily serve as preventive measures against employee
dissatisfaction rather than actively contributing to satisfaction. These hygiene factors include
working conditions, relationships with colleagues, policy regulations, the quality of supervision,
basic salary, and additional financial benefits. According to Lee et al. (2022), while motivation
factors hold the key to fostering satisfaction, hygiene factors are crucial for averting
dissatisfaction.

The factors contributing to motivation, such as recognition, achievement, responsibility,
and the nature of the work itself, are intimately tied to the content of the job and the internal
sentiments of employees. On the other hand, hygiene factors, encompassing the quality of
supervision, relationships with colleagues, working conditions, organizational policies, and
remuneration, focus on external aspects that can prevent discontent but may not inherently
drive satisfaction (Alrawahi, et al., 2020).

In essence, Herzberg's Two-Factor Theory emphasizes that enhancing the QWL and
organizational commitment requires a dual approach. While motivational factors directly
contribute to job satisfaction, hygiene factors act as foundational elements that prevent
dissatisfaction. Organizations aiming to foster commitment and positive work experiences
should not only focus on improving intrinsic motivation factors but also ensure that the basic
hygiene factors are adequately addressed to create a conducive work environment (Ma, et al,,
2022). Thus, this research highlights the interplay between QWL, organizational commitment,
and various oreanizational factors, underscoring the need for research to develop
comprehensive frameworks and hypotheses to understand and promote employee well-being

and organizational effectiveness.

Conceptual framework

The relationship between QWL and organizational commitment is significant as it
influences the development of conceptual frameworks and hypotheses in organizational
development and human resource management literature. Cummings and Worley (2014)
argue that a positive QWL fosters a sense of belongingness and fulfillment among employees,
leading to higher levels of organizational commitment. This proposition aligns with the Job
Demands-Resources (JD-R) model proposed by Bakker and Demerouti (2007), which suggests
that job resources, including those related to QWL, contribute to employee engagement and
commitment.

Moreover, Shuck and Rose (2013) suggest that a supportive organizational culture and
effective human resource management practices can enhance both QWL and organizational

commitment. They propose that systems theory provides insights into the interconnectedness
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between various organizational elements, such as QWL initiatives, HR practices, and employee
commitment, highlighting the need for a holistic approach to organizational development.
Jensen et al. (2020) further emphasize the importance of promoting QWL, particularly through
mental health initiatives, in enhancing organizational commitment. They argue that addressing
employee well-being contributes to a positive organizational culture and strengthens the
emotional bond between employees and the organization, ultimately leading to higher levels
of commitment.

Decramer et al. (2013) suggest that the alignment between employee performance
management systems and organizational values can influence employee satisfaction and
commitment. They emphasize the role of organizational culture and system features in
shaping employees' perceptions of fairness and support, which in turn affect their commitment
to the organization. Additionally, Morgeson and Humphrey (2006) emphasize the importance
of job design in promoting QWL and its impact on organizational commitment. Their work on
the Work Design Questionnaire (WDQ) provides insights into how job characteristics and the
nature of work influence employee attitudes and behaviors, including commitment to the
organization.

The following conceptual framework provides a holistic perspective on the factors
such as general well-being, home-work interface, job-career satisfaction, control at work,

working condition, stress at work that influencing organizational commitment as follow:

Quality of work life
X1 General well-being

X5, Home-work interface

X3 Job-Career satisfaction ﬁ

Xa Control at work

Organization
commitment

Xs Working condition

Xe Stress at work

Figure 1 Conceptual framework

The following hypotheses provide a comprehensive overview of the diverse factors
that may influence organizational commitment. Recognizing the interconnectedness of well-
being, work-life balance, job satisfaction, autonomy, working conditions, and stress is crucial
for understanding and fostering a positive organizational commitment among employees.

General well-being refers to an individual's overall satisfaction and happiness with
various aspects of their life, including their physical, emotional, and mental health. It is
reasonable to hypothesize that employees who experience higher levels of general well-being

are more likely to feel positively towards their organization and exhibit greater commitment.



This hypothesis is grounded in the assumption that employees who feel content and fulfilled
in their personal lives are likely to bring that positivity into their work environment, resulting

in higher levels of engagement, loyalty, and commitment to the organization.
Hypothesis 1: General well-being has influence impact on organization commitment.

The home-work interface pertains to the interaction between an individual's personal
and professional lives, including the balance or conflict between the two domains. It is
expected that employees who perceive a harmonious integration between their home and
work lives will exhibit higher levels of organizational commitment. Conversely, those
experiencing challenges or conflicts in managing their responsibilities at home and work may
demonstrate lower levels of commitment to the organization. This hypothesis is based on the
premise that a supportive and accommodating work environment, which enables employees
to effectively balance their personal and professional obligations, fosters a greater sense of

commitment and loyalty.
Hypothesis 2: Home-work interface has influence impact on organization commitment.

Job-career satisfaction reflects an individual's contentment and fulfillment with their
current job role and prospects for career advancement within the organization. It is
hypothesized that employees who are satisfied with their job and perceive opportunities for
growth and development are more likely to demonstrate higher levels of organizational
commitment. This hypothesis is rooted in the belief that employees who find their work
fulfilling and meaningful are motivated to invest their time and effort into contributing to the

organization's success, thereby strengthening their commitment to its goals and objectives.
Hypothesis 3: Job-career Satisfaction has influence impact on organization commitment.

Control at work refers to the degree of autonomy, authority, and decision-making
power that employees perceive in their job roles. It is anticipated that employees who feel
empowered and have a sense of control over their work processes and outcomes will exhibit
higher levels of organizational commitment. This hypothesis is based on the idea that
employees who are granted autonomy and trust by their organization are more likely to feel
valued and engaged, leading to a greater commitment to achieving organizational objectives

and fostering a positive work environment.
Hypothesis 4: Control at work has an influence impact on organization commitment.

Working conditions encompass various factors such as physical environment, safety,
equipment, and resources provided by the organization to support employees in performing

their job roles. It is hypothesized that employees who perceive favorable working conditions,



characterized by adequate resources, safe and comfortable facilities, and supportive
infrastructure, are more likely to demonstrate higher levels of organizational commitment.
This hypothesis is grounded in the notion that a conducive work environment enhances
employee well-being, satisfaction, and productivity, ultimately contributing to greater

commitment and loyalty to the organization.
Hypothesis 5: Working conditions has influence impact on organization commitment.

Stress at work refers to the perceived pressure, demands, and challenges experienced
by employees in their job roles. It is expected that employees who experience high levels of
work-related stress may demonstrate lower levels of organizational commitment. This
hypothesis is based on the understanding that prolonged exposure to stressors in the
workplace can negatively impact employee morale, motivation, and engagement, potentially
leading to decreased commitment to the organization. Conversely, organizations that
effectively manage and mitigate stressors in the work environment may cultivate a more

positive and supportive culture, thereby enhancing employee commitment and retention.
Hypothesis 6: Stress at work has an influence impact on organization commitment.

3. Methodology

This research adopts the method of questionnaire survey. Through large-scale surveys,
this research has fully mastered a large number of first-hand research materials, so as to obtain
some regular knowledge to guide practical activities.

Population and sample

Population of this study is 600 Early-career staffs at the Dunhuang Academy, that is
defined as population of this research. This research adopts Yamane sample size formulation

(Yamane, 1973). This research adopts random sampling.

N 600 240
nN=—/m—7 n = =
1+N(e)? 1+600(0.05)?
where:
n = sample size

N = population size

e = acceptable sampling error (0.05)

Research instrument
The research instrument used in this study is a closed-ended questionnaire, which

means that respondents are provided with predefined response options to choose from, rather



than open-ended questions where they can freely express their thoughts. The questionnaire
comprises four parts; demographic, Work-Life Quality, and Organizational Commitment.

Data collection

Based on the data required for population, sample, and sampling in this research, this
research post the questionnaire on the questionnaire star. By sending a link to the
questionnaire star to the manager at the research academy, they were asked to fill out the
questionnaire online, collect the data, and then conduct data analysis. Out of 240 expected
responses, ultimately this research collected 330 questionnaires. The response rate is
137.50%. The response rate is consistent with Aaker et al. (2001), indicating that a minimum
response rate of at least 20% is required. Finally, the data was organized through questionnaire
stars, and further data analysis was conducted.

Data analysis

Use SPSS to analyze the original data, research the relationship between the variables
of QWL and organizational commitment, and finally verify the hypothesis and draw the
research conclusion. This research performed data analysis in these following steps:

Section 1 presents descriptive data in the form of average, frequency, standard
deviation and percentage. This survey collects data on six levels of attitudes.
Table 1 Levels of attitudes

Points Attitudes Levels Degree of attitude
6 Strongly agree 5.20-6.00 Strongly agree
5 Agree 4.36-5.19 Agree
4 Slightly Agree 3.52-4.35 Slightly Agree
3 Slightly disagree 2.68-3.51 Slightly disagree
2 Disagree 1.84-2.67 Disagree
1 Strongly disagree 1.00-1.83 Strongly disagree

Section 2 contains inferential statistics based on correlation and multiple regression. A
correlation analysis reveals the strength and direction of a linear relationship between two

variables.



4. Results and Discussion

4.1 Descriptive statistics on demographic information

Table 1 Descriptive statistics on demographic information

Demographic information Frequency Valid percent
Gender
Male 171 51.82%
Female 159 48.18%
Age
18-26 years old 54 16.36%
27-40 years old 51 15.45%
41-55 years old 114 34.55%
above 55 111 33.64%
Education
Below undergraduate 143 43.33%
Bachelor 137 41.52%
Graduate degree and above 50 15.15%
Job position
Front-line manager 266 80.61%
Middle-level manager 64 19.399%

Table 1 revealed a balanced gender representation with a slisht male predominance
(52% male respondents compared to 48% female respondents). In terms of age demographics,
34.55% fell into the 41 to 55 years age group, while 33.64% were over 55 years old.
Educational qualifications varied, with 43.33% holding a bachelor's degree or below, 41.52%
possessing a bachelor's degree, and 15.15% having a graduate degree or higher. Job positions
indicated that 80.61% were front-line managers, while 19.39% held middle-level managerial
roles. These findings suggest a diverse sample reflective of different age groups, educational
backgrounds, and managerial positions. Such diversity enhances the robustness of the survey's
insights into the relationship between demographics and factors such as quality of work life

and organizational commitment among early-career staff in a Chinese research academy.

4.2 Descriptive Statistic on QWL and Organizational Commitment and Correlation
analysis
This research explores the impact of QWL and Organizational Commitment. The

descriptive analysis results are shown in the table below.
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Table 2 The relationship between QWL (X) and Organization commitment (Y)

X4 X2 X3 Xq Xs X Y
Mean 4.67 4.65 4.69 4.61 4.62 4.56 4.62
Standard deviation 0.97 099 0.95 0.93 0.94 0.93 0.89
Level of perception Agree  Acgree Agree Agree Agree Agree  Agree
X1 General well-being 1
X, Home-work interface 0.87 1
X3 Job-Career satisfaction 0.84 0.86 1
Xq Control at work 0.83 0.84 0.83 1
Xs Working condition 0.86 0.85 0.81 0.80 1
Xg Stress at work 0.81 0.79 0.80 0.78 0.78 1
Y (Organization commitment) 0.91 0.90 0.88 0.88 0.88 0.83 1

Table 2 presents descriptive statistics on various dimensions related to QWL. Job-
career satisfaction received a high average score of 4.69, suggesting strong agreement among
respondents regarding satisfaction with their jobs and career paths. Similarly, general well-
being scored an average of 4.67, indicating a positive perception of overall well-being among
participants. The home-work interface dimension received an average score of 4.65, reflecting
respondents' agreement on the balance and integration between their work and home lives.
These high scores across job-career satisfaction, general well-being, and home-work interface
underscore a positive perception of QWL among respondents, suggesting that they feel
content, satisfied, and balanced in their work environments. These findings are indicative of a
conducive work environment within the Chinese research academy, which is essential for
fostering organizational commitment and employee retention.

It also reveals that the Pearson correlation coefficient evaluates the statistical
connection between two continuous variables. Due to its covariance-based approach, it is
considered the most accurate method for quantifying the relationship between variables of
interest. The Pearson correlation coefficients between QWL and organizational commitment
with a correlation coefficient of 1% and statistical significance. Thus, it can be seen that there
is a correlation between QWL and organization commitment. However, high level of
correlation among independent variables are in concern, this research performs VIF test to

detect potential multicollinearity problem, which will be presented in the following table.

4.3 Regression analysis

Table 3 Regression Analysis of QWL on organization commitment

Coefficients SE t Stat P-value VIF
Constant 0.19 0.08 2.33 0.02*
X1 General well-being 0.23 0.04 6.00 0.00%* 6.21

X, Home-work interface 0.19 0.04 5.21 0.00%* 6.18
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Coefficients SE t Stat P-value VIF

X3 Job-Career satisfaction 0.16 0.03 4.45 0.00** 5.17
X4 Control at work 0.16 0.03 4.81 0.00%* 4.48
Xs Working condition 0.15 0.03 4.29 0.00%* 4.82
Xg Stress at work 0.08 0.03 2.58 0.01* 3.63

** * denotes significance level at 0.01, and 0.05 respectively.

Table 3 presents the results of a regression analysis examining the impact of QWL
dimensions on organizational commitment. The findings reveal a robust and statistically
significant correlation between QWL components—General well-being, Home-work interface,
Job-Career satisfaction, Control at work, Working conditions, and Stress at work—and
organizational commitment. The high R? and adjusted R? values, coupled with low p-values
for individual coefficients, affirm the model's efficacy in explaining and predicting
organizational commitment based on QWL dimensions. Importantly, the nuanced
relationships between factors such as home-work interface, job-career satisfaction, control at
work, and stress at work, and organizational commitment are acknowledged to vary based on
individual differences, oreanizational culture, and contextual influences, supporting the
acceptance of hypotheses 1 to hypotheses 6 (Maswani, et al., 2019; Bobbio, et al., 2022).This
not only validates the conceptual framework but also underscores the importance of
considering diverse factors when exploring the complex interplay between QWL dimensions
and organizational commitment. The implications of these findings extend beyond theoretical
insights, offering practical guidance for organizations seeking to enhance employee
commitment through targeted improvements in QWL aspects. It should be note that the
severity of correlation among independent variables presented in table 2. Partly, VIF greater
than 5 consider cause for concern. Fortunately, no VIF greater than 10, which indicates a

serious collinearity problem (Menard, 2001)

5. Conclusions and Recommendation

This research, undertaken through a comprehensive questionnaire survey administered
to employees within a research academy in China, successfully validated its hypotheses. The
conclusive insights derived from the regression analysis presented in Tables 5 underscore a
compelling and statistically significant correlation between QWL dimensions—specifically,
general well-being, home-work interface, job-career satisfaction, control at work, and working
conditions—and organizational commitment among the surveyed participants.

The results illuminate a prevalent positive perception of QWL among Early-career staff
members, intertwined with a favorable outlook on organizational commitment. This finding
suggests that the organization's emphasis on fostering a conducive work environment and
addressing various aspects of employee well-being has translated into a stronger commitment

from the Early-career workforce.
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A notable discovery is the organization's strategic approach to addressing employee
work challenges. The inclination towards position replacement over termination signifies a
commitment-centric management strategy. This approach not only reflects the organization's
dedication to retaining and nurturing its workforce but also contributes significantly to the
observed heightened sense of commitment among employees, particularly during challenging
professional situations.

In essence, these findings not only affirm the alignment of the research outcomes with
the initially hypothesized relationships but also provide valuable insights into the
organizational practices and policies that contribute to the positive interplay between QWL
and organizational commitment. Such strategic choices, as revealed by this research, can serve
as a benchmark for other institutions aiming to enhance both the well-being and commitment
of their employees in the face of workplace challenges.

The findings of the regression analysis examining the impact of Quality of Work Life
(QWL) dimensions on organizational commitment have several implications. Firstly, the robust
and statistically significant correlation between QWL components and organizational
commitment underscores the importance of employee well-being and satisfaction in fostering
commitment to the organization. High R? and adjusted R? values, along with low p-values for
individual coefficients, indicate that the model effectively explains and predicts organizational
commitment based on QWL dimensions, providing a valuable tool for organizational leaders
to assess and improve employee commitment. Additionally, recognizing the nuanced
relationships between QWL dimensions and organizational commitment, which may vary
based on individual differences, organizational culture, and contextual influences, highlights
the need for tailored approaches to address specific aspects of QWL within different
organizational contexts. By acknowledging these complexities and considering diverse factors,
organizations can develop targeted strategies to enhance employee commitment through
improvements in QWL aspects such as general well-being, home-work interface, job-career
satisfaction, control at work, working conditions, and stress at work. Overall, these findings
offer both theoretical insights and practical guidance for organizations seeking to foster a
positive work environment and cultivate a committed workforce.

While the research focused on employees of a research academy in China, future
research could benefit from a more diverse and expansive sampling strategy. Including
participants from different industries, regions, and cultural backsrounds would provide a

broader perspective on the relationship between QWL and organizational commitment.
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Abstract

The objective of this research is to study the characteristics, factors and propose of
guidelines strategic adaptive leadership development of vocational education institute
administrators in Eastern Economic Corridor (EEC) to increase competitiveness according to
vocational education qualifications standard framework of Thailand. The study was done
through documentary analysis, empirical data from 15 successful administrators in-dept
interview, and through the questionnaires concerning 3 aspects of strategic adaptive
leadership; personal characteristics, developing work to increase competitiveness, and human
resource development and adaptation strategy comparable to international standards. The
data was then collected with a sample of executives and personnel of vocational education
institutions 622 persons in EEC area of Thailand. This research uses a mixed methodology.
Data was analyzed by exploratory factor analysis, tested by data triangulation methodology
technique, and confirmation of guidelines draft by connoisseurship approach.

The research results indicated that the strategic adaptive leadership of administrators
of vocational education institute administrators in EEC area to increase competitiveness were
9 elements include: 1) charisma leadership and inspirational motivation; 2) individualized
consideration and working as a team; 3) creating an innovative educational organization; 4)
adaptive strategy and challenges; 5) building a positive corporate culture and balance; 6)
creating a creative corporate atmosphere and shared values; 7) innovative leadership maturity
to build competitiveness; 8) mindset modification and intellectual stimulation; and 9) digital
skills development toward excellence. The research results can be used as a guideline for
developing executive competencies to have strategically adaptable leadership in accordance
with the framework of vocational education qualifications standards to increase
competitiveness and drive vocational education institutions towards excellence in Thailand.
Keywords: strategic adaptive leadership; administrator; vocational education institution;

eastern economic corridor; vocational education qualifications

1. uni1 (Introduction)
ﬂﬁﬁmmﬁwé’muammuzqqLﬁaiaﬂ%uﬁuﬁszLﬁmmwgﬁf\]ﬁwmﬁmwmﬂmi’uaaﬂ
(Eastern Economic Corridor - EEC) UagsuulAsugnadenuvasuseinanelagnseansvifssey
20 ¥ #inquizasdiiieiaueinninisuaznalnsessunsimurmasauiionouauenudesnIs o9
goaminssufiegluiiufl EEC videfiuiiusznalmivesangnssunisdnaiunisamuniediolely
Usznalng FazAseuAquenaInngsal First S-curve Wag New S-curve wagmiswamilassaing
flugnu un nsvudamiess widvdund waznisdanisladaind mudenseuaqunguidivaneg
Sdsruiesziuendifine Yuaes n wavien Tneduinsnisuaznalaiiddy Ioun nsiaun
szuuteyauazunuaufeinstudinvesUssmauazrasiiudl EEC nawamnaILansn sy
walulagliunynainsluaniuuszneunisiislandmsimuridsaundelandnsidesaudu (RaD
Consortium) NMsARaTUNTHAILINSIAUNTENITITeTINTENIEaUANYINUan Ul sENaUNIT LY
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Nuft EEC rwnalnsng 9 WU N1SYIUINITNITFEUIAUNITYINNIU (Work-integrated Learning) naln
indoudheyaainsanaatunisdnuliuftRnuluaniulszneunts (Talent Mobility) wazn1sii
AusziundelsaanlnnieUsyanendiilanddsourainaaulsyneunisluiluil EEC nnsld
ufPNIIUN1INITANYILUY Sandbox LiteimuIvdngnifiaenadeaiuanudoanisvesaniu
Usgnaunslufiufl EEC msdpmyaainaifieliuinislisuinwunaniuusznaunsiidosnisee
gannagnsvaenan1sivgmdeuasimuuinnssuadelvil nsseseninideludnislivsylovily
Bevndled wagmsiannyeanaifieufrRnulunihsnuvesiiliuinmsiunmsidouasuinnssu
laegaiiuse@nsan (Office of the Eastern Economic Corridor Policy Board, 2021)
anndunsordridnwnduantuiifiusAaiiionsilneInlvgiSoudanssoug Asnduly
Anssudl 21 JajsdnnsAnulaeddsdsgunmuazainasgiunsndniideeusnuin Tnlusysilie
wadla uazmealuladildnpsgiuanaiiensulandmiudosnisvesmsiauuszimanugmsmans
YRsrey 20 U (Office of the Vocational Education Commission, 2017) N153ANISANEUBIANIUY
mseddnwluganisuunisfinsseulnl JuimsuazagfaeudendusminsdAgysouuinianis
Ufsu oun msiannadnnisuagide nmswasuudamgingsy msdalenialsimizesiudnsu
UURnuiudiseu msiauvinveuasradnsniniseuivesiisey nsduasulildiiailunisin
Avnssuuenudngns nisuaimnanuiifieimuinuesuaznnsasusgafufnenm nsairedns
wisnsiSeus Svndenisideuiiunzanuaziiussansam uaznsaiisanfuudinnssusyiu
91Ny IIuNIEUNINIgIUAANAID AN TINduleuiansiansenTafing 4.0 vesUsewmelny
Faprsiinisdnanunasgraduszuy Tnedaldiinisseaunanisujsinueesandulsigiidiu
Aeondeuardinnunngnssunismaendfinunildusmivesadeiiomndunou (Office of the
Vocational Education Commission, 2019) ﬁqﬁ?umiu%msmuﬁmmmazmsﬂﬂﬂﬁﬁﬁmsmam%w
fadumiladfyresmeiau daandunmsendadnuldsunsnszaresiunslunmsusmsneiuns
WAWIMANENT N15IANTLUIUNITIIEUNNTADY N1FIANAINTTURMWIELTEU NMTTaraLazUsIduNg
warnsaivieuazunaaious seiielinsiauamunmiioudenndomiunseuansgiunaad
91TAN IR WA, 2562 Tununisaiuauedrnduszuunaziinudaausenisi Ui uR
931 Fedrinnunznssunsmsendiinw (@aa) Tdimualidqaidunsiamuaunmdmiuidy
mmanstuiedeundngns msdansdous ufsmsiauarussiiunagnisiiiuaun ey
ddy Tadlfuivnsantiunisendi@nwduhiiaviwasioussanuavosanituuaraudniavesy
Feoud Sefuimantedihiimiusiosinnuimuannsouasaudnuaeing q uaeusensiedu oy
AndnuazfiddyUsznmaniefifie anzdihvesuimsiiugnszdu duadu atfuayu uaziwili

a wa

anzasUftRnlusTananutine fduenananldin ngdimesjuimsanitunisine
AnuduiusfunadugrinanisieuvesiiBoulaonse guimsiidugihnsiasuuvasgaunin
msdnwdteindudihgelmifidestiunisuizlesiauias msedihilidamnuieuannsavdolsl
winlalumuamunnudienaiesansivganuaumaiuasraimnial (Phakamach et al., 2022b)
Foanmuwindeumarsegiauasdsausuuasunlasluegesnsiuardsmansenuionis
FansAnwegann esdnsmansAnymnuissududosuiiiiemnuogsen fafl Phakamach et
al. (2021a) wae Yildinm et al. (2021) na1vi1 JuimsnisAnweabmidndudedidnennlunisly

sl

AzRinegraminranlunsaseanuduiusnidnswasen1sivdsunladiussaidmane sy
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vownavluesAng annsadeudetuuarlinsaiuayunnauiioliussadmnedy auns
T¥Ratuaznszuiunsvesnsiidniwareyanavionguyana uazannsavilifiiieadeainaive
fanudete fanuideiulunisufiinu aaeatannsoadansmadeuazatiuayulidude
fuarsuszlevdlunsufianiiii ordlsinig aandunisedrdnwyauiadumisednnisinu
seivoidnuiildnseniinfennudidyesnsnaununagnslunisianisine Tnsusdazumals
faruslounelFniuaunagnsnIInIsAinuny Budausnstmuaiderm wushe uandseasd
Y9N 10U TININITUTIARAANSNSITUVRIToUDE19TRRY wilun1sIuKUNagnsYesanI Y
mim%aﬁﬂmﬁsjmmé’qwuﬁuﬂzymuazqﬂaimsm 9 LU ﬂzgméhuamwLmé’am;l'jamsﬂuuag
Aeuaniifimaudsundategeniady Wy anngmaasugia nadles wasweluladidviadeiedy
Hoitdrdny maBsuaua s duguassasomarununagnsvesaniiuniseniAnu i,
Hro1vdanansEnusion1sUTusULukaEnsRmumsAnu lueuanliatudndae dduduims
anfunsedidnwissududemumuninanuagiimmsmsimuinsfnyiiionausunagnives
anduliaensuivuiunnisasuulasianan deazdsmadionnudiiavesanitunisordidine
wazAu NUasEiseuluewAn (Phakamach et al., 2022a)

Az UUUTURNAINaYNS (Strategic Adaptive Leadership) ¥835U3n1san1tunis
o1hAnwLilalfinTarNansamIusiumunseuIas IunandedAnuvesUszmalne
Junndnvarddyitannsodaaduatvayulifuimsidnenmlunsuimsinnsaandulfian
UsgAnsnnuarUszAnsua fajuliteTsaulefinvaudnuny 3dusenou uazkuvan T
Anefihuuuduiidanagndvesuimsanitunisendidnulusiaunfiiavainns Suseniile
findnanuansanisnisusiununsevannsgiunsdiotiinvivesszinalne Tnonisld
sufouifidouvunanuifasninnsitedenauandinunm Selerunuaunsaldiduwuimis
Tunsianguimsandunisentifnuludssnalvnelvdnngiihuwuuliuiuganagnsuazdaali
msdnnsdnwiluszduendidnuiussanudvene saensugidouiinunnuasiinudnuusiis
Uszaadsioly eflaffusvsanniunsendadnuilulsemalneSeulatuguimsssiugslussdnsnia
gafaiiiuadindulanazusuiaionisdiiunsny n1sdnassavlsrana nsiauIyAaIng N13
Waunagnsuazitnisuimsiva q uaznsaieanusuile Wud Fafesenfoanuiuazinuens
vimsdanmsasielmifielfmsuinsanidulisuaenadestuanmanuduaimosdany uanaini
dinauangnIsuNIINITEIAN AN Ayiun1simuIAnen1nveguinisniunseuy
WINIFIUARoTIRN ¥ TINTUlEUIEN1TINNITONTIANY 4.0 veslsemalneuilaenasn Loy
duadunsiaminueidndudmiunmsusznevendnsiuiaeifsonludenuiinslasuutas
pgamns eiielifuimsaniunisetafnvnasiiieadesasaiwamsideluusulfdu
wuwanslunisuimsanitulugeadvialvdaan neasUssanSnma1uuInsgIun1sedIfing) w.ea.
2562 lpgaanAdeeiun SIS INSULEERNENsAan3YIA 20 U W.A. 2561-2580 UaghHUNTT
Anwwsian@ w.e. 2560-2579 lemsianUszmalvesioly



20

2. InnUseaeAn1333e (Objectives)

1) WeAnwgadnvazvesMzihuuuU UiGnagnsveuImsantuniserdadnuily
wasiaileynang Fusenileindnnuamsamamsutsiumunseusnnsgunandiendidny
vosUsuinelny

2) \iledinseviesdusznavvenzfiiuuuyiududanagniveduinisanidunis
o1 Anuluwaianfimunianz fuseniiloifiuanuauisanisnsutsdununsounInggu
ARAIITIRNYIVRIUTEMALNY

3) Wlslauowan sian el iuidnagvdvesiuimsantuniserafinm
Tuwaiamnfitavaians JusenileliudnANua1N13aM19M1 U TURNLNTOUNINTFIUA A
a1fnwvesUszmelneg

3. MINUNIUITIUNTTU (Literature Review)

wunAnLazNguiitigates

gALINITNENIANN1IN1SAN®T (Education Disruption) Wagan1un13aiknin1ssyu1nvadlsn
Th¥alalsuvielain-19 (COVID-19) lddawansznueenedeian1suinsinn1sesdnsmienisane,
othwaLiostesdumssniiumu madanmsidounsdeu neiauinueresiion Msinwnmn
AsAnET wagyliAnnsueturalusyFuALag uIuIF (Mukaram et al,, 2021) n1sUH U
asialuaniunsalifiaaly (Next Normal) fieserduguwuuvzedsmisianizlun1suinisdnnisi
41171305 NYIAMAINNINITANYIAUNTOUNINTFIUANIA 1 IANYIUALAINANTENUABNITIANTT
L'%aumsaawaaﬁﬁmﬁﬂﬁﬂwﬂﬁﬁaaﬁq@ (Yildinm et al,, 2021) WA lUEDIUNITAIATINAUNUIN
Ausmsantunisondidnuynuiisdndidyeuassaununelunisihaniduludganudnsalann
Whwane GedmalrnadnsnisSeuivesounudsfidnanmsinndsnseglusedudninumnsgiu
ﬁamaﬁauSiauzlzu'mﬂmuﬁﬂwﬂuﬂmiwﬁ 21 whﬁmi (Phakamach et al., 2022a)

ﬁaﬁuﬁﬁﬁvﬁumﬁmﬂuﬁmﬁuLﬂ?iﬂﬁﬂ%ﬁﬁ%ﬂﬁﬁ@LLavmaU‘%miLwUMﬁﬁ'ﬁuﬁami
Rsuunuuundnlasdendn ImaLawwvamaaﬂuaﬂLmamiﬂﬂmmwa (Digital Education) i¢oail
MTNMURLNagNSaE ANy saifiasuAquAaNTSTaATetesANT (Sangkaew et al,, 2021) ¥l
mmnﬁmimmaqwﬂﬂﬂgwLwamemmmmmiamqmmmw LU N153ALATIATI9IANT N9
a¥1aussgnaLar s TTueeAnsiBeAda nsdszgndldszuulediiionis@nen n1suims
NINYINTUAAR NITATIIATIAUTANTTUUAZIIE0IANTWMIIRNTTUNINITAN YT N15TANITANYY
soulall naonaunsmuAuLarUsTlunanagnsidiuysannsidugluuunsuinislenagns
dmsuanntueTidne (Phakamach et al, 2023b) Inefiseiugadosdinifisuiiaveulasnssio
msuimsdanagnivesaniuodfinulunndunou nedfenssuiidussdusznauiiugiu 5 agns
oA 1) nMsfiruanagns 2) N15BATIEMTNagns 3) N15319uNunagns 4) n1sunagnstuug Ua
uay 5) MamuaukarUssiunanagns Tnsfanssuiadamiuduiusuasdunszuaunisdeiiasiy
(Phakamach et al., 2022a)

INATNUMILITIUNTTH LonanT uazuideiAeadesdns 9 fidedaneenuuunszuiu
BNTIElasAIMUANTaULUIAANITIAY (Conceptual Framework) Wiouanauuavslunsiam
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AERRUUUTUANTINagnsveIuIM san tuntsotifnu lulnimuieenians Tueaniite
LUTAAILAINNITANWNTUNTUIUNTBUNINTTIUAMADITIRN IV TENALMY UaAAIAINING 1

AENYAZYRINIEUUUUUTURLBInagNS

1) ANANBASIANIAD e
N3aUNAIFIUAMIARTIRN T VaIUsEINAlNY

2) NMTNRAIUINULNBLNNTAAUEINITANIINT

RG] l
3) maauyAANIUAzNagnSNIUSUMITB A 29AUsTENAUTRINITHUUUUTUAIBINAENS
A ]
RN —  psuinsantuntsanfafninlulanauiiee
N ManzTusaniiiaiindnnduaunsanisn sty
vsunandumsandafnun luluaiaunfiAyain AIUNTBUNINTFIUANLAIDTIRNTvasUsZINALNY

arueanvasUsundlneg
1) Angraewmaiiatiuaig

2) Anedumatinszeag wuMNSIRILIAzELUUUTUA B TInagns

3) egraemelaIunys vasfuImsaantunisentafnenluwananiieg
4) Inenaewmainvayi mMangSusanifiafindaniaaunsanen st
5) IngrdematiaNIuAMA — AUNTBUNIAIF LA TIRN VB IUTEWALNY

6) aswmailnnn

7) Inendewmailadaiiu

8) AnenareTfnuvays

9) neawanTfnwmalulaggnuinerdans
(¥ays3)

10) dinWaugnsmansuazansindeandainu

NG 1 NTOULUIAANITINY

4. 35015798 (Research Methodology)

s ildsudouiansisonuunasds (Mixed Methodology) sswinanisiseideusunas
uazidsnmnm TneflseazBeadifatessil

4.1 UszvnIuasnguiaegng

1) Usz¥1ns (Populations) lakA AsHaeukaryaaInsnanIsAnwanidunise1didneily
AAnzduean UsednUn1sfnw 2565 910 9 @a1du Tu 4 Fwmdanianziusenysznauniy 3amin
YAUT T2809 JUNYT wAEAIA 91U 1,487 AU

2) ngufIeee (Sample) nausiieg1audauTuna taud asiasuLazynainInenisAnuily
an1fun1senidne 9 andu lAannsiuATLIAYeWIEgATAILINAITIMIIUIUNGURIDE19VRN
115 grund TEsnaiieudndiuuazldisnisdusgnsie Ingdsnsduaainlingusiedns dauiu
622 A dungudiegiadenanin laun (1) guimsandunisendfinuluniengiueen 9w 15
AU AMUATINYBINgUdiagtlasldIsn1s dennqudlag LU Ui UL 3935 Uansa (Snowball
Sampling) na1afe fidazidendunualiuimsaud 1 deu udiveduuzianauusnliuonay
seluauldfiifinuautanfngauazsiaunseisldguinsnsy 15 au uaz (2) fllsavgdiums
UM sueIBiziazinallnfine) 91uiu 9 Ay lIN13InNN15aeNkuLa1zaslagaAunduaEnIn
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'
va

(Convenience Sampling) munuaudanfvua laua (1) guinisluszdugdiulenisuiesin
ferunensluanntunmsendafinuniaiguaziensy (2) fusmsidussaunsallunsuimsaniiu
mMsendidnuaasguazienyy eghates 3 U uag (3) fuimsiivszauaudiionaziisnataganimn
Weusgdndlunisiaiwesdnsnienisfnwimnseau

4.2 \3aailefllun133d edesilefilflumsideuszneuse

1) wuuaeuany (Questionnaires) WuwuvdIRsIEIUUSEINUAT 5 S¥AU (Rating Scale) Au
519909 Likert Wnofifonn 3 d1u ldud Fuandnuvugianizdn funsiaunudofiula
AUANNITONINITHUITY UAZAIUNTRRIUIUAAINILALNAYNSNITUTUA WA ULALLIATFINEINS
snunnmuslunslitansuuudsl snfian Tedwinazuundu 5 wn Wedvinazuund 4
Ununans Wendwiinazuudu 3 oy Wanhmdnazuundy 2 way tesfian Tedhwinazuuy
W 1

MsMAMA MBIk ULdeUN RN TRFe Ui s dslassaisuasidevlanly
AiBrmgiuetesilenisite S 3 Ay fnsandendeiifiduiauaonadesius 0.5 uly
1éiAn 10C Wity 0.902 udrtilunmaedddfuguimsanduniserdrdnuilaildngusiodne S1uru
30 Au AntuthumadeuAaudetulagldgnsduussansuearivasasouuin (Cronbach’s
Alpha Coefficient) kagm1A1811133 wuNS18d8lAen AT Item Total Correlation léAaudediu
YoavUARUATTR U 0.927

2) wuudun1walldalaseasisvatsia (Open End Structured Interview Guide) @115
fuivnsaantiunisendidne 1o 15 au Tunisfiansandulsiiaenndosuasmunzaufuuiun
yeanmefiuuuusuiidanagnsiieifindnanuaiansanisnisudaduniunseuanasgIunuad
91AnyIveIUsEmelng

4.3 m3iusiusiudoys

Toyadanunnlaenisdunwaliidervysituszvuesulay drudoyaidsuiinalaonns
assdeideyansduwmesidn ruiu 622 adu ldsuwuuasuaunaufiuun 1w 622 atu Andy
Soray 100 lnefiudoyasyninafouunsiau-dunu w.e. 2566

4.4 tunsunisduiumside

nsrniiunsiTefununuuaztuneunsiiiiunsise 4 suseu augdu fedl

Tunoud 1 N13AnwIANANYUEYINIEIMUUUTUANTINaY NSV UIMITAnITUNS
o1hAnwluniangfusenileifiudnnuannsanensuistununssunsgiunandendidne,
yaUszinalny Usznaudie (1) Anwiuwidangufainienats ds uagenideiiferdosuayly
FBn159ATEsienans (Documentary) WBIfUAIEI Az A LUUUSUR NG snagnsves

€

Au3msantunsenTafine) IinsisikarauissinuferiunudnvassuiierUsznaureing

e

AU UUUTUALBINagns war (2) n13dun1walidedn (In-Dept Interview) fusnasanidunis

9

54

918w $1uau 15 Ay Ailnanudsussdnduazyszauainudnialunisudnisanitunis
antAnwlulsenalng

Tunaud 2 NFIATIEiAUsENaUYBIN MERinwuuUTUANagnsvasuImsan tuns
o1dnulumiaunfiewaiang Suseniiltetiudanuaiainsananisudadununseuannsgiu

Ao Tifnwveslsemelng tnen1suinaainnsfinwainduneui 1 inasnuuvaeuanudaduy
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LUUNINTIEIUYTENI AT WU TeYaNNTLATIE0IAYTENBULTId1979 (Exploratory Factor
Analysis : EFA)

[

unaudl 3 MInTIIEEUDIAUIENBVTBIN LT LUUUSUMLEINag s YR UTMsan Ty
nseraAnuluniaunfiiruniang fuseniilawiudnanuaunsonanisutstununseusnsgu
Ayt TaAnwIvesUszinalve §91438ine13dearudsrudeya (Data Triangulation
Methodology) Tnsnsthdegaidsussdndlutuseudl 1 way 2 wesvaeudeyairdarumiloune
uansnafy uazdianuaenadesiuegnils ilomdeasuaudnuusiazesduszneulagliitussens
(Narrative)

Tunauil 4 N1FUNAUBUUINIINITHAWIAIERURUUUTUANTINagnSveguTmsanidu
nseranuluniaunfivruniang fuseniilawiudnainuaunsonanisutstununseusnsgu
AandenTaAnuvesUszimalng Tnensduuundeiideanin (Connoisseurship) funsuImsy
917azuaziaiiafng 41U 9 AU NNIEengiTervIguuUaIzaslagedeANEEAIN
(Convenience Sampling) Tnsn1siindeyalutuseudl 3 indmusduuumaiievndeazuuamisil
WMLV TRRLINIEETLUUUSUAUTInagnsve U san1dunsendidnun lulni aun
filmuniang TuseniilotiindanuaiunsanensudeduniunseusinsgiunanAioninwves
Uszelnelasmsiaszsiidemanss (Content Analysis)

4.5 M3AAszidaya

mslianeitoyanisidendsl fiteihdeyansideiadeinauasauamluiin e

Foyadanmuamlimsliesgiidoniiedmusde/nduideuasiuafnddysuduuiu
asvesnsidelagliitusseny dudslsnaldlusunsuadfdniogumederumanslaonisuanias
Adesay Aade uavdrulosuuuinsgiu lnsinsesdenli@nwissduszneuvesnnefiiuuy
USuddsnagnsvesguimsaniduniserirdnunlulwaimuifilevaianzSussniileinde
AINAINITONIINITHUITUANNNTBUNINTFIUAMIARITIRN W vRIUsEmnAlne Tdunsdny s
A1 5 sgev Fefladavildilunaeiiunisionsan T sedu 5 wuneis “uinilgn” sedu 4
NUIEDL “UIN” AU 3 MUED “UInane” AU 2 nanene “dee” war seau 1 vianeda “dee
fign” Tnefinaminaudanumnedsil

AaABAzILL 4.50 - 5.00 s fimsuftRaidusedumnian
ALaAEAZLLL 3.50 - 4.49 e nsufoRasduseiuan
AaAAzIUL 2.50 - 3.49 e fnsufiReiduseiuiiunan
AnaduAzLLY 1.50 - 2.49 e InsufvReiduseiudes
AaAAzLLL 1.00 - 1.49 manefs fnmsuftReiduszdutosiian

ntuideyailauinsisaeuauasuiIuLazAugnfesdnasuiellugnsasuuas
afusenalutunauaaing
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5. NaN15938 (Research Finding)
MnmsAnuideannsouanssanisitouaslianeiteyanurgUusyasinigidy fil
1. AaNYMZYINZEUIMUUUTUAIGINagnsvasiuInsaantunisandafneluiun
WauRtAwA1Anz Iy antiatiuIAA1NAINITANIINITUYITUAINNTBUNIATFIUARYA
a1¥fnwvesUszmalng Uszneumenudnuae 3 a1 loua
1) AuANaNYMELANIEA? UTENaunie N15MN91U8e3n (Proactive) IA11ua1anIsse
wadunvsvesnugarysiuliidnie feudaveu Uusmuaniunsal Mdevminialna ldda
AansouuazilinuAndiFuaieassd UfvRnulmAssAuniyaainsynszdu fanudulseiulag
dndulashemnuasta asdlunsean Tuywdduiusina fenugisssy Tausssutdosss Wulilnnug
maAnnsuagiselunsiavivdngnsiiaenndesivaniunisainmsidasundasuedan nsdans
Founmsaeusinianisldde welulad wazuinnssumanisfnwifisizay nsAnfulaznnass
wallAsN1TTan1siseunsasuatidnuadelvisigaues saudanisanenenuszaun1sain1sin
nsnulusziue T Fnuieimunaus sausvosiSouiiaenadesiuuloutsnisinnisenaidine
4.0 MUNTOULINTFIUANLRIDTIANW
2) unsaInuioiuTanNaINITaNIINTLY ey Useneusie nsensedy
qﬂmmm%’gﬁﬂmﬁgqﬁﬂwLLazamiauzﬁﬁﬁLﬁuLﬁaLﬁm%m’mmmmmqmiLLﬁu'qu'J’u MIANUA
Whmnevesnsinnisinunganududanunseuinnsgiunandissiveniiinniaenadosiunis
fwuantulaeunsiidusiuvesmndis meleseianmilagiutinieluaznisuen Tenna
LargUassa (SWOT) Naeandesfuaniunisalats faunszuunarlassadrsmsiinudidaiou
woumnguaziiun s iRnulimnzay funlunnsdavimdngmsuvuiidusmiinseiuany
ABINTITVBILTEU YUYW WU UazynseanivyIi WnaumsianussneunIsRasanaIa
Awweu duasunsiauduiulaslififedesdidiusiuAniaui Sullevou wazUszyaumiie
Sufuiioimunnuinnmadeaiiassdoduainane nmsadeassaiaunuidouazuinngsumg
nMsAnsziuadAnnitannmanailensianUszine
3) AuUNITIMUIYAAINITHANaENSNTUTUMWBUABIInTgIuaINa Usenaume N3
Wawyaanstuiiauianuainsalunsinnisiseunisaaukarn1suSudmedsnisdie 9 wu
Ussyudunuuazousilvimnuifonues madayinensiiiiuszaunisalalanieusnunussens ms
wluAnugauluaantunsenddinuiifuda msliluilineusumumnuauloazanuaiin nszdu
Tannansdian nMaFeunsaey mavinidelududeu msfnduuinnssuuasyaaesisnisaouuuy
lval 9 IaRanssunselingsan siinunsdlanansiagiewnsnanuIvInstuguwuusng 4 13
duadulingdaoududuiniaivinmsuaside saufainmaduninnsnensfine awnsalifuuzi
Fugfpuld duasuatuayumsideusumisnsiving msasrsenuinvhlyindn uaznnsdans
SEUSNULALINTFIUAING
2. 99AUsENAVYRINTIIEHILUUUTURIGInagnsvaeuInsaattuntsandiafnuluin
WauitAvn1AnzSusantiatinTnA U@ 5AN19INTUYITUAINNTBULIATFIUANA
21¥Anw1veUsEINAlNg HaN1TIATIENDIAYTENRUITIA15I199INTRYALTIUTETNEUIIN HAAS
mM3197 1 Taenuin anefiuuuiuiidinagnsvestiuimsandumsendidnuluaiamunfivey
ananzfuseniitaliindnauaninsananisudsiununseunsgunandiendidnuvesUszine
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neusznaude 9 aadUsznou 108 fud TasasdUsenauiimunanunsaeiuisfnizdinuuy

Ufudndsnagnsvesguimsaniduniseriridnu lulaimurfilayniangfuseniiieiinde

ANLEBNIANIINIUTsTunanseUIRsIURandlenTAnuvesEmalneliTosas 84.899 dail

TwaiBnvesuravasiusenoy fall

M3197 1 Snussdusznevvesnnziiuuuliufudanagnsvesuimsantuniseradinulu
waaLileANARE SusenLilaLindnAuaNTaNINTUTSTUn LN TE UM TR
a1fnuvesUsemelng

a9AUsZNOU Fovsdusznau UM allenu Adeeazasg
NBUUADUNY AU
wususau
1. nsasuIsinazissdunala 16 16.767 22.446
2, msmilsiadaanuanauariinanududiy 15 15.532 17.609
3. nsiinagnsuazuarmlonialunisusuda 14 13.245 11.812
4. NNSESDIANILAIUIRNTTUNNISANY 13 11.198 9.004
5. N3 TMUTTTULALARUNINDIANTLTIUIN 12 9.502 7.372
6. NMFASNUTILINALAE A TINTIUTS 11 7.014 6.415
a519a55A
. msihdlamgfiindeinnssuiteaing 10 5.761 5.002
ANUEINITONNTITHUITU
n15UTu L‘U§amumﬁmazﬂisﬁumaﬁzyim 9 4.102 3.037
mMyianTinuzLaRdviaiesgananuba 8 3.729 2.202
374 84.899

1) nsadreunsiiuazusstuniala (Charisma Leadership and Inspirational Motivation)
e MsngihUsengRauduluvegnungniu sasnaunisiigiiadlasazaiussiuaalawny
auliiuauALazANTIMIeesuLioUsEletlgandeaddns asrusznauduilll 16 518013
aud (1) Tensualiiuasuazaiuaunuiedld (2) iauAndainassduassuilsenufniiuresnudy
(3) fiausjssiunasuimlunisvianlidusa (@) Bndtugaunsalidsasneassa (5) Wugiuranis
Waguwdas (6) Ianudavgulasusunuaniunisalvaswidymianigninlaviuieg (7) lidess

| ° ' [ | a wua ' - % ) o v =
warlinemuuansgruadnegwieddu (8) UjiRnusgraieusazlvimnuduiuesiugsiunu (9) &
ALLIAAT TILWRE uarguaolaldanndguuedsauey (10) UsengAufufnuduiuuegeia (11)
= ¥ @) Y o a a o a a va & a a
fanusuasilugtmnaivinis (12) dinwensfawas U Uaduldlumeuin (13) dausssuisesssy

v o saa v o = a oA A % o ¢ ¢

wavdyweduiusnAtuyanamily (14) Ianugfsssy Yndede waglilald (15) Adsdannsgiumig
TVINTUALIVITN U (16) N15a5198TIANTLUIUNTANLTIUINWALAIIUNTEABT DT ULAKT I

2) nasardisfislaanynanawaziineruluiiu (Individualized Consideration and
Working as a Team) 184 M37KUANTAeAUABINNT LAITHAILUANAINYDIUARZUAAR WAL
dgaasunisvirnuduiiu asdusznouduildl 15 s1em1s laud (1) nsasisduiusaniia () nsli
lamayaainslunisieuiasing (3) as1ausseniavesmsatuanulagduasnauizIng (@) ns
UAUNIBUANANEAINYBIRAY (5) N1IAsARBULazUURMIBANLENRAA (6) NSLAA
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dnenmliuiazyanalmFousludsmi 4 mudesns (7) msnausumsienlasiisdssslon
vossanaunazasdnsiduddy (8) msadrsanuBasugnitunielussdns (9) msdaasunsioans
wuuaens (10) mlimUinutuusndeaiassd (11) msafdlfdunmuauazauielas
nsgdulivihanuduiiu 12) fihegilifauduiatuiunnmimauvesewman (13) msaiauazie
Tudsiiinavisedietaiau (14) msuansiennugnitusiertwsnowagideimisiniu uag (15) 135
EuusanudnuasnssduliAniunnnadeinitriesdng

3) n1siinagnsuazuadanilanialun1suiuaa (Adaptive Strategy and Challenges)
mehe guranunsatngg vinve Uszaunisel wazknAndeaiiasiiunanauiunagnsnis
UimsiamsvesesdnaifieainsiAnamninuazaulfiudsunienisutedu ssduszneududd 14

a

5780113 aud (1) Zufnrabmnsulunsuidymuazdadula (2) nislduinnssunianisfineiiive

Aada 1% 4

fauunisendafinu (3) Uftaauduuuuednedia (@) T8aesnmivduddnuaniniie 6) §
Anudwinviumnnsaluasuitamiameninlédd (6) nérandusBuadmifulanuanse (7) fmada
wagismsiamsiseunisasuadelui (8) Wasuuszaunisallunisdnimangnsendidinulueuian
(9) fmnuseudlumsdamsiBsnagnd (10) hlaflandnmsusmsmsasundasuasszandldliiAn
Usglowl (11) USuguuuumsuimsdansmuiiuniasunlas (12) avwanansalumsuiusiile
Aeanunsainanlaumansine (13) [dnagnsivmnzaufuaniunisal wag (14) amanansaly
msUfuiLiledanunaz sz

4) N15851999ANTUUIUINNTIUNIINI5AN®T (Creating an Innovative Educational
Organization) my18fia sULuuvauinnssuaziglissAnsatunsamsweglaniglin1isunanis
Wasuwdasagnaiauudnng (nnovator) seduaniafine ssdusenouduildl 13 918013 Téud
(1) laguuvuuarnsUfuafidedonisaseutansay () fmuslassadiisesdnsuisuianssui
wanzay (3) aieTausssuesdnsiiatuayuuinnssunnid (@) dmusiderimiuazgmsmaniiaz
thlugesdnswsisuinnssa (5) fmuslassainsmsensauas vensns uasunanwosuddvaiivenzan
(6) et fijssiulugnsidussdnswisinnssuegaduszuy (7) fuuliddeuiminnssumig
M3 (8) Msadaussemaarsruuinauianssuiisndnualianzd (9) afsassduinns
Msdnn1sAuiATusEEnSam (10) yrainsianudndiSuaiisassauazuaniuasusouslaedis
fasy (11) msafremadenlmiuazmsiwurendnlugadivia (12) majigesdnsuisuinnssuiiy
A uag (13) MsadausstiunalalunsiSeudinisesdns

5) mia%ﬂﬁmuﬁﬁuLLaSG}aElmwaﬂﬁﬂil,%ﬂU’m (Building a Positive Corporate Culture
and Balance) mnefs msfigihlsirnudfysenszuiunmsaaiignedunisumsinnislutiagdu
wazneulvinsatuayussansiamnlugnisudatulusnanlaenisaseinusssuuasnaen1nasins
Fauan asdUszneauduiil 12 s1ens 1 (1) ahanesgiunmsufoanuia 2) sruslasaadig
psAnsTmnzaufuanunsal (3) Muuasufouiiufualdesdnaenm (@) msa¥ianusiuie
sudlalufinau (5) msasieszuunmsianududiu (6) Msaduayuiaraiiussgdaldd (7) nsasis
msfufidananiiaiisesdng (8) nsadissruunisseniudeiuuaziu (9) madissuuanudngy
ynfuseesAng (10) Msuaninrmiuiinvouiilofansdiianatn (11) Msadanasnmuazaneise
psAnToENefaty wag (12) Mmsadsiansssunanaininironsdns
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6) N5a319UsTEINTABIANSILAzATENSINT9E319855A (Creating a Creative Corporate
Atmosphere and Shared Values) yngfia nsiigihaiisussenmeiifvesesdnsuay uaanlonia
dondeuiu Ui uasdianalasonisuAsuutamsfannuidiemnsuuuy esdusenouduii 11
$18m3 1iun (1) msaanuduviafedlussdng 2) msadussemauismstanivdsuFeus
(3) maunuuegamsdnmauaginndn @) madufihesdnsuwdimaious (5) fnsfosaunun
Jnnsuazituetniaineassd (6) duauuazdunsanuazmniioliiansiGoudnasanan (7) ms
vfuddunumdnnsidussfunivasuiued 6) mslileniadimeudonuuamisd
wdnzadiuaulazasloUURegraddnenin (9) msasisusseinAwisaiuadnausenes (10)
nsUmnzAduadeaieassdiiieesdng uaz (1) nsatuayuliyaainsddndszay
adifaauinnmanududih lunnssduiiohlugesdnsuisnmaiiounasndin

7) nsfiqdnrazfindauianssuiiea¥nanauaiunsanianisudedy (Innovative
Leadership Maturity to Build Competitiveness) nangfis firfluuiAnuarsuuuuufiaiionts
aduassduianssumesnsAnulviogiane asdusgnauduild 10 mems ldun (1) msfyadnam
warvinvruuufindainnssy (2) madufiiuiannwazieunsuinnssumens@ing (3) madu
wuvegiirlunsaisassifaiuiangsy @) Whlatunounisaiauasiannuianssumamsing
(5) MsdaaunsiawinaluladuaruinnssumanisAinugduuulug (6) NM3aFUTTEINIALANIT
Seuinaendia (7) n1sasieszuvidnauinnssunazyagednsuiaudnnssunis@ne (8) nmun
fimmauazyilfifnnsaiisuinnssuesioidleanasdedu (9) msdeansuuuiiifinsands uag (10)
MsRNALSIILE YR IINT TSNS ANy ILileNSUS ST suegeiiUsEavanm

8) msﬂ%’mﬂ?{auumﬁﬂu,aznszé:uwmi‘]zy,mﬂ (Mindset Modification and Intellectual
Stimulation) yanefs Mg lsgmuAnauAuslunsvdsuuUaddaensnseaiindedym
wazdansuilatlymssaidyan esUssnouduild 9 s1ens toud (1) nssuaunsudmsesd
anuiiteysglevilunsimuninssvesdidou (2) fanuseuiuasasenindlunuisnis (3) 4
mnuannsalunslimuInugduls @) femanunsalunisldde uinnssy uazmaluladadiolva
(5) ausaasiesienuranisuifnuegraduszuy (6) dauiaudilalumeaiiawazisnig
Fannsidsunisasuieenlaiazesulay (7) Wilsludnonmuisnulaei3oudisnisaouln 4 was
AU URTe (8) Sviumanisaluazanunsaundaymuanizniileiuvaed uay (9) daasunis
WoanuAaldliiulan

9) msﬁmuﬂﬁm&}m%aﬁﬁﬁaLﬁaajﬂajﬂ?ﬂutfluLﬁﬂ (Digital Skills Development Toward
Excellence) vanefis msiguwhligmunsenindamsimusinusidanavia daduinueiideadous
waziinlalugauisinisudsuulamsidvaiiosiganunduda ssdusznouduidl 8 ens Téud
(1) fianuAnuuuyszgnduazusuildvnaniunisal (2) anansavfuiifionsusuusingnisaide
Uszanilval (New Multimedia) (3) Beuiuazitilamanifivarnvans (@) ffneanlunisdesosiie
Suilarfutaynsing 9 (Negotiation) (5) fmnuianundnlalunisesnuuuauAnBuvanaLazeisual
(6) fmnuirnandlalusinuznsudtlymitdudeu (7) fanuannsaairsassdinmuiinezidsiasa
otaua uay (8) Mayjsdaunduideriaiisesdns
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3. wuamslunsiainsiuuudiudlanagnsvesduinisaandunsendafnenly
wamufitasnianz SussnieduindeugauiduidanunseunsgiuguidiendiAnun ves
Uszinalneg nan1snsirasvesalsenoulagldisineidearudrniudeyanasnisdunuids
Hidevgy nuh

1) 319N uuUTURIGINagnsveIuTITaN1sainle 5 35 lawn n1s
Waumeawes nsuualiruluuuuegns nsdifinw) nMsaeuau wazn1sineausy @wfanssy
msann TiuA nMsuanidsuBous nsfnwiaindinuy wagnmsiSeudiuuszaunsal Wus Tag
MUl msngaasuegfuiunvesandumsinuduundn

2) sz RN s Ul URMAInagnsveuIMnsandunsenddnuluie
aunfiiayniang SusenileduindougauidudanunseumasgunandiendnuvesUszina
Tnefimnzauaniulldlngldnszuiunis PIER Usznaudie 1) n15319unt (Planning : P), 2) n13
ﬁﬂﬂﬂﬁﬁ’a (Implement : 1), 3) MsUszLdiung (Evaluation : E) wag 4) nsasviouna (Reflection : R)
lngn1sagiounansU]uR NsUsuUTsULULLAEIEMT wagn1sauuinulussezdnly

3) Yadeuisanudnsalunsimuinzfihuuuliududnagnsvesuimsanidunis
o Anuluwaianfisunianzfuseniletindnanuaiunsaniamsudsdununsevsnasgiu
Ao IAnyIveIUsemalng loun n1sindnansnismuinizguiwuuusuiidenagns ns
atuayuningnsnsimunngdiiuuliuiiegaminzan MsmAvianulasUsiunaagng
sardomanduszuy warnsahaaierionisiauamgfividussiunuarund Wus

6. d3Unan15398uazaiusne (Conclusion and Discussion)

6.1 #3UNAN15IY

1) AaEnvaznIsfiLuUUSURMIBINagnsve s uIMIsan I tun1se T Anwiluiunimun
filruniang TuseniiletiindaauaiunsanienisudaduniunseuninsgiunanaiondiAnwves
UszinalngUsznausie 3 du ldun (1) suaudnuvayiamgd (2) fMunsiauauiiediuie
AIUAILITONNITUYITY 4ag (3) ATUNITHAUIYAAINTRAENAYNSN1TUSTUAILTIB ULAY S
UINTFIUAINA

2) 83AUTENOUYRINIER UL ULUSUALANagnsvasuInIsan funsodidnuiluiun
Wannfieaiany Susenileifiudaniuaunsanianisudsdumunseuinasgiunanaiondidne
voaUszmeledl 9 esdUsznou 108 fued IHud (1) nsadausiiuazussiiuniale (2) madnisis
Janyarauazyhandudiu (3) msfinagnsuazuanmilonialunsuiudi (@) Myaseesinswis
WINNTIUNNNSANYT (5) N13aF19TAUTITULALARLAINDIANTITIUIN (6) NITATINUTTEINAKAE
Adeusandeaineassd (7) msthalnngfiiBsuianssuiioadiannuaansamanisudstu (8) s
USudsunindnuaznszdunmsiyan uay (9) mavmuvinuzideddvaiessgeanduda uans
AW 2

3) wuamalunsimunngiihuuuuiududanagnsvesduimsaniiunisendifnulum
Wanfawniang Susenileifiudanuamson1insudstununseunsgugadendadinw
vosUsuinalng Usenaume (1) Insiauinizgiiuuuuiudugnagnsvesduimsanunsavinla
535 lawn msiuisesaues Msufuilmnunduwuuedns nsdfinw nsdousu wazn1sinausy
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dauAanssunsiaun T nsuanidsuieus mslidemaluladuazuinnssunianising
adelud n1sfinwaindauuy waznisiseudiiudszaunisal Wudu (2) nsimuinzguiuuy
Ufuiudsnagnsvesguimsaniduniserirdnululwaimunfilavaiangfuseniiletinde
ANANINTIIN T TunLnsoUINRsTIURadien T AN Ve sUsEmAlve vz auuazdulU L
Tngldnszuiunis PIER laun (1) n159719umu (Planning : P), (2) n135ulJU{uR (Implement : 1), (3)
n13Uszifiuna (Evaluation : E) uaz (4) n1sasviauna (Reflection : R) wusiu laanisiviuadu
ulsusuazununuUszaUidaeuielantunsendidnwnauisanunsai iUl lunnsiamn
fusmnslitianssnusgedusioly

wennil an1unisertinuiluuaiiuiisyiSeaasugAaduanunsatiesdusynauuay
wmsilsmundudlsueuagnalnlumstmuniizdiuuulududnagnslngyszgnaldll
wangaufuuunvesantunsfinwiuisiy eliannsoadsassdiamugiynseduiianns
Usuildmuanunisaliasuluuagiiindanuannsanensutedu saudamsivuassidey
UFtRdmsunsdngiumisldesnamngan fadazdmwalianiunisendifinyiudeiuanuse
W sULuunsiansfinuuasnsiangiseua@idnumdmiunsimunUssmesold

sasnsunsiuazustuaala >

A\ 4

nnsfilsdisdanuanauazviauluiiu

A4

= ‘ v o
ﬂ"li&lﬂﬁingﬁLLﬁzLLﬁ'N‘ImIE]ﬂﬁEﬂs‘Nﬂ’li‘Ui‘Uﬁ’J

N3E31909ANSUAIUTANTTUNINSANWN > . v v o - .
a3AUsENaUYaNULULUTUA AT sNagnNs

vasffumsanitiunisenBafnenluwaimniie

N138319 TUUTITUUALAALAINBIANTLTIUIN . e .
AMANZTUDINLNDLNNTAAIMNEINITANINITUIITUY

AuUNTaUINATIILALAIR T ANMvasUsEMAlNY

A\ 4

NNTE319UITENNARIANSLATA BN T IE59E TR

A4

n1ssiAin Izl B ianssumaaiaaNUsINITaNIeNITUY Iy

\ 4

nsUsuasuLuIRauasnsEFusyan

nmswaTinuBsRdviaiiesjsganududa

A9 2 BaAUsENBUYRIN I MUY R INagNSveuTmsanTuNM e g idnwiluuninu
MAuNIANE FUBaNNBLTAAINAINITANINITHNITUINUNTBUNINTT LA 01T IRNYIVBT
Usznelney

6.2 8AUT1UHANTIIY
a v J A <] o v A o a = Y @ < av o v
PNWaNITeATIlUsIUA Ay e sadneAuTee liulseaunsITeNaennnes
AunaauAdelusfnuagnanuIvINIsiiIuale dadl
1) eadusznaunsaiansiivazusatunala dndussduseneunilavasnnigiuuuusuda
Fanagns dufie n1siidnswasenuludiud Ay daunisadaustivesdinbiinlusganudu
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dadgmnaumsazin lngaenndesiuuideres Ferandez and Shaw (2020) uag Phakamach
et al. (2022b) 713domudn ngAnssuMsUFTRANUVBI A BN TassBvEnanseusilansjslud
nadunvivesuTilimudus AR AufaouLarynang SehlmAnussemeaiiduling aunse
afunnusuiionlanazussiunale azdlifmudauidenlanins fanaddd Tdnoamums
s gauuUAmulamenuasda wazlianuannsalunmsdunmsliussqdming

2) msmilsfetlaanyarauazyinuduiiy Sadussduszneunilwesnnzfiuuuuiuin
Banagns dufe madidsistaanyanadunsujiideyanalaganizfdenisionlalduay
Pgmdogiuifiauszaunisalnuannis lnsaenndesiunuideves Phakamach et al. (2021b)
finudn fuimsantunsfinsiisuiuduiissedugdluesdnsniagsfafiieunadnaulandiiy
N15219UAU N53AaTTIUYTEINM MTTRILIYARINT waznisadeausnile Geiesordunaiud
vinwy uaznagndnsinnisiielinisuimsanduaenndesiuanmainiuaiesdsan

3) padUsznauiumsinagnsuazumamlonalunisuius dadussdusznounilsves
azfinuuiusudanagns dufe firauisatiiaiind sinve wazuuiAndaiisassnun
waunauiuALaInslunsuImsinnindanagnsuazuaramlonialunsusudiilemn
nszuIumsynaunelussanslilinanin Ussaniam wazdseansua lneaannnediunuideves
Striteska and Prokop (2020) finui §fiaziiFinegosrsiinunmuaziinnugudesiinisususi egns
wnzauiian1sseT3nlild sl sUnuunsuInsdenagniiiddinsunisianisinusedy
918N Usenaume 1) NMTNMHUNAgNs 2) N15Useliunagns 3) Msnvuafianina ens 4)
msfmuanags 5) MsufiRnunagns waz 6) n1suinagnsluusuuss usu

1) psAUszneUMUMIaT IR IRNTIIMSI AN didussduszneuniliwosniy
Frhuuudsuidenagnd dufe Uuuuvesmdussdnsuisuinnssumanisinuazdielviesdns
annsamssegliodnediduneldnnzuisnsivasuulas Insaonadesiunuiseves Phakamach
et al. (2021a) way Phakamach et al. (2022a) 1ag31u3¥1n15U84 Karia and Abu Hassan Asaari
(2019) uag Phakamach (2023) find111 fundeadeassduinnssuaasagimnedislianiuly
sAnsUsEnaume mIaieanusiiossuinegifendes msduaiuauuazeuidslianusasiaun
auwadldogafifodrfny nslinansuwnuvienisturuduf sudensiauiuinnssuuasnisadne
paAnswiaLinnIsImssAnuifussansamlusssuanna

5) padUszneUmuNTaITusTIILaznaswesAnTdwan daiduesduszneunilsves
amzfiuuuliuiudenagns dufe nsvuiunsaieiamsIsukazgasnmesdndwInduiiede
vaniguImsdesitoniniesdnsluganudisanuitivine Tnsaeandesiunuidoves Rehman
and Igbal (2020) wae Phakamach et al. (2021b) finudn Tuiawaaiwnianisiudeunlainig
MsAnwuvusISasanlay fidesanunsavhnumeldusanadusmiugauldiduegned 1
nszurum s elvsenfuTausssuesdnsedaduLdagiudenisiuasuutas msiamussuy
Usziiuiilusdla gisssu saudsdaynannslimnzanfunmsihaulgidmne

6) a3RUsENEUMUNITASIIUTIEINIADIANTLAZA TaNs MM Tas19as3A daluesruszneu
vilsweanneiihuuuUiududenagns dude filussdnsiiuszaunadifasesainausseniafinuas
Aflousundeaiieassd smfaaduseduiiduiyaains lngaonndesiuauideves Fernandez
and Shaw (2020) uag Phakamach et al. (2022b) finuin irdedlnnudiAyiunisseauauLn
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aglussansiiielddneamyianusjalugidmang $38nsuimsuaznisamulumelulad asfolnsl
dnlafauznisuimsiiunuliivssdnsinngge daasuliyaainsinnuduiin wazatuayunis
wealulagfdviaunldedammnzauiuniadnme

7) ssdvUsznaufunstinnefiinduinnssuiioarsanuamisonianisudsiy dadu
psAUsznaunilivesnzfihuuuUUiEnagns tufe fihanituniserddnwensihdinnedi
Beudanssy FadufiimgAnssuiiuandiiganiiuideimitazanusjaiuiiensivdsundaaiio
HaUselevisndian13ai1eALaan19NITLYeured03Ans IngaenndetiuauIfeves Karia
and Abu Hassan Asaari (2019) uag Phakamach et al. (2022b) finuin filnnggindeuinnsues
MABNaNNELTNYE A11NY LazAuAnTingEdansza1enINdIsi1g 9 vetesAnsiiioaiiaasiA
uinnsauiioatreanaildiuiesvegisiiiondnual saufensuiulsuasinegsielieailoains
audsfuluounan Inslamzedisbenagniiifentesiuszuulediuazuinnssmansdng

8) eaAUsznaufuMIUIUIABULLIARLAzNTEAua Ty dadussduszneunilaves
amzfiuuuiuiadenagnd dufe WumsnseduligmuAnifsrfunsuidamvdeussidusiis 4
sonagnsuaznunslnl q sudamsihluiuldluviuniivazan Tnsasandeiunaiiuves
Miller (2019) #in@1231 m3nsedusueiyyrffe msigueligauiaudnedsdingwa
Tnefimavageunaniumsaiads vedlimsativayulvgamuiinnuanludaiuasddouaunsor
Tesrnsuszauaudnsasatwnesmenisidaidagan

9) aadUsznoUMUMIHALIINYeIBRIaLiioysdanududa dnluesrusenaunilaves

v a

aefiiuuudiud tufle msmuinugerdwdendvandndudmiunsilnssaumsalizous
Thfuyaanssaudansanevenddisouiiesjiganufube Tnvaenadostunuidoves Bartsch et
al. (2021) wag Phakamach et al. (2023a) find1231 frhanansaiausainuiuassinweisduly
nmsmsiawaznailuldlunsyseneven@in mateuddaRaviasshiglvigauaunsavihnusuiu
Frildmnantunisal SevinliesAnsanunsadsieguaziiulnegredsBusinunatsmsiasundams
ARvIakUUNANlaY

LI IRRLIAERwUUU TR InagnsvesuImsan dunsentAnuiluluniamn
filrwniang TuseniiletiindaauaiunsanienisudeduniunseuninsgiunandiondiAnwves
Uszmalng 1duuuimeiifianuminzauuagidululddmuaslvlddmiunsiamnguinig
antun1sendiAnuluaniunisailagiuuazeuinn lneaenndesiua1uideves Phakamach et al.
(2021b) uaz Phakamach et al. (2022a) finuin nMsWarNANEfhLUUUS U nagnsvesiUIS
anfumsAnwifulssifuddyidesdiiunisielfesdnsaunsadseglaefaussournianis
watuldog1euviase

vhofignannsaagulnen msinvesnnsidelddn :inmsAnuidedes “wumnsnnswaLn
amefiiuuuliuiudanagnivesuimsanitunisendadnulusiaunfiiawninng Suseniie
finTnAuansanIINsuEiununse UIRIgIuAAdleN TR Ve sUsEImAlNe 7 mugULUy
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7. d9iaUBKULA15398 (Research Suggestions)

7.1 dorausuuziiaimantsadululy

1) @010UN1501TIANYINUMIENITOUIRLININITRAIII AN MU UUTURLTaNaenSves
fuinns Temsthllflunsiauanssouzvesiuimsiiiussansamgaitoaiemnaliuiou
yanmsutsiuisluiiagtuareunen Ssnmiwaifeluldfeosddsiuniadeauloneuassedeu
UfTRvesantuuvetuie

2) yiheauiiAeades liud diinnunuenssuninisenddnu amsahesddsznouly
AvuaiduLnael/ansgiuussddumisdmiviuinsaniunisertifne Seilnadnvuzuie
noAnssulundaresdusznouidudivsdinsenadnduafindmiuimuinuesdaesuunni
anssourvesuImsld 2 Ussin &adl (1) aussougndn (Core) WA noRnssuuuusjsanuisnns
uazaAde s innssukazmaluladniansfinu nMajwadugvsuaznadwinaitous uay
MyduasuANNMIMTNNITINMILaEIYIn (2) aussaugauasay (Functional) laua s
mATMIKaznUAdeiitiunsSeunsaey ArwARsEuLATALEANNANTAEIUIN ausTusIDs
AvauilofimunnszuIumsiansiinu sawamsimumiuinuansavesnanastuazynains
Twiniusiansnanlaumanising

7.2 Yaisuauuziiamaideasedaly

1) sfneisoidatRnsuuuiidusimfstunsiaunnngiiuuuuiusiiey s
AusmsliiivinwekazaussauglunIsuImsInn1sanItun1sedIfnyn LN sgIuaINa

2) msAnmuIanssumanisAnwuazasiansiioudiionsimufuimsiiiinnuiuas
Vinwglun1simLIAINEANEINITAVRIYARINTN M IANYINILNINTFINAING

3) msAnuIToidedniflowamnguimsantunsendidnwilviinnuAnsisunazaug
ANannsamainng TaslanzegisBaiundngmsuaznsianisisounisasunuilvalliaenades
fuviunvesdsnsneuazjuiuimunlugana

8. nnAnIsuUszN1A (Acknowledgments)

mAfedldfunualtivayunisidouasfiuimeunianinededusznounisaiisasse
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Bldnnselind laefinseunuiAnvesuideussyndain Aunimvewnalulad Al manuwdanay
Uszaumsallu uazamgnitufuiusudvesiuilan msdeansindeunuuudidnnse dnd 1fiv
foyafieasnisduiiognanuudund S1uru 488 au warliengiteyadenislinneiannes
ladafnuuuiseadiau nan153dy wud aunmveanalulad Al Ussaunisallval uway anupniuiy
wusudveatiuslnaiiavsnaidsuinedsiifivddysienisdoasiindeuinuuudidnnsednd
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Abstract

The goals of this study are to study the influence of factors affecting electronic word-of-
mouth communication among consumers. The concepts of Artificial Intelligence quality,
enjoyment, novel experiences, and consumer brand engagement are applied in this research.
488 participants were collected by using a stratified sampling method. Results from ordered
logistic regression analysis model. The Artificial Intelligence quality , novel experiences and
consumer brand engagement have a significant positive influence on electronic word-of-
mouth.
Keywords: Al quality; enjoyment; novel experiences; consumer brand engagement;

electronic word-of-mouth
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1. unid1 (Introduction)

nsaranalulad nsiaun wazulalundndadidandsdfenssuiunisidedouas
Husssumitumnumennmalulaflmifazliiuieudmndidae sufsruuesughiavie
nsranfisefuiiavaandas wavensdaniaduaasluszeznardulng nsiauilniludazaded
anwgRNITkasAeNIMUBIRILeY Wy nsiaumalulagdygyiusehvg (Artificial Intellisence -
Al) idadsuutasgiiviminanisnainegenni: vaegeamnssulduszgndalulad Al 1y
gaamnssugusudiusudluldluaignisusenausagud Tsaneguiadiluldsessunseuiunis
daauladeasdl szuvrendwsivaslunisdinnig mssunudeya mylinsgideyanenainves
ftae il dudu Ssgpamnssueusudlnsamedumsndnldimelulad Al uldidunalovdn
YBINANANSHANRIUAT 2019 (Kalyan and Sreepavani, 2020) msunnalulad Al unld 1dads
Tonansgsiauazaaialal q sauiedsdidnenainlunisadrennugniusuuusudessfuilng
(Consumer Brand Engagement) (Duan, et al., 2019) n1s@nwduwalulad Al iienfueiueud
rountiinuin lngdnlngasfnuifertunsiunelulad Allullugramnssunisuda viednu
vialgguniu fail Koricanac (2021) Anwidvswavesmalulad Al fifdegnaivnssueuesudly
2141301 WA Kalyan and Sreepavani (2020) Anwiransenuvesdygiuseivglugnaimnssunsuds
Frumandngusud drunuifelfnudvinavesnmuammelulad Al densdoansuindetinuuy
diannsetind

nsdeanstndelnuuudidnnseiind (Electronic Word of Mouth — eWOM) 1813 ¥aunns
Adelflesnnnisuenseuuulingetin s?'fqLﬁuﬁ%’uﬁdwﬁmmﬁwﬁzyﬁiamiﬁﬁ’um?iaquamimm
AUSLAA LU mssmdulengnslnedrmilsrendnsusvienisusnisiasdenielive (Ansary, et al.,
2018) nswanegeraiieweduduaiiferilinisdeasunnseuinuuudidnnseindiintuetg
fifudndny SvSnavesnisdeansuindelnnuuudidnnsefindasfiunnniinisvendewuuindeuin
dewnilenuaznininntu lififesdndadureuan ian @

uennitgiiiniteiidnuiafeduiidmasensdoasunseuinuuudidnnseiind wu e
;ﬁu‘ﬁmﬁmmaﬂﬁuﬁuLLUiuﬁmmﬁuLvi’ﬂm'ﬁ%dqmasiamaé’wéﬁmmm LU AUANARDLUTUR h30
mnuRslages wiensusnsenuuUnseUn iltesrnsudenususilvenmeiifintudmadonilsii
»131U1 (Algharabat, et al., 2020) d2un15398U849 Rouibah et al. (2021) ANWIAINIUNUAVDINTT
doansuinseunuuudidnnselindvesnisiusuulndeaiiie inunumvesnisiuinmuan sl
AmNmAANEY Anudsanazanufisnelandamuin mssudmmmdamauisvinadenisdeans
UnseUnuuudidnnselindveanismvneuuledea uay Serra-Cantallops et al. (2018) Anwilage
dudszaunisainisesunifssuaiioudifuuafiiiusednsawnisdearsuindeuinuuy
diannsadndluu3unamannssunisuinig

Mniindumuividedeuntiinsdnwiludssidusumalulad Al eguinneaunis
TurauzfimsAnuiaugnituiuuususfidsasenisdeasuindetinuuudidnnsetindsaeiiegiing
uinsAnwmfontuiistadeauaimreanaluled Al wazanumniufuLususvesfuslnafidma
Tnemseenisdeansiinseuinuuudidnnseiinddiites Sefoidurtesininisitelunded Tnefnuw

Yo o

Aunmmalulag Al Tugugudluiiiveinsiiewieulnuseuun1siiounaunsYusUnt uay

Y
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FYUUYI898ATIRTUY AIELUANAT AN IMUATUAAAIDINTWIY NeRAnTIUYREUIIAAsBNIS
movausInIssunlammavalulagvionisuszendldmalulad Al lueueudiduensls

2. IgUsaeAn1333e (Objectives)
\Wefinwdnsnavesladendmanenisdearsiinaelinuuudidnnseindvesiuslaa

3. MINUNIUTIUNTIU (Literature Review)

3.1 wurAnigafuluea 19a-1e-813 (S-0-R Model)

Stimulus-Organism-Response Model %58 Tuina tod-19-015 1Junuudiaemgingsuy
1nA 91ALLIAR Mehrabian and Russell (1974) 7191 wa@nssuvesiuilaalesudnnannis
uinzyAna SeuuAniuesinfuilnaviviniiedroidssananadoya uasngAnssuvoaan

o)

U
U

e e3¢

afl

]

- &aNle

o a

watulasudnsnauindnlianng q andsnnaeutazlszaunisal dulnglalunisuszidiu

ad d‘ e 1

Tnsiminseduuiagidmanioguilaauaznginssuguilan luna tea-le-813 Usenaumeaiy

9
U

daufe fansedu (Stimulus) naln (Organism) La¥NsABUAUDY (Response) Bafanseduazdsnane
naln Turmeineinssduuagnalnazdsnadonisnevauesluiiife mudsladanginssuves
fuslna fla1uAduues Anisimova et al. (2019) Anwdnszduuaznalniidsnasienismeuausinion
fulpe@nudnsnavesnisiuuusudnidenufismelauazanusnivestuilaarunisdoa s
nsauguuazlifinisaivauainnguiedraiifuguilaalugnainnssueusudluyssing
poaMIIAY LAYNSANYINEY Karim et al. (2021) fifnwn melinswvitadenidvswadenginssunis
nszdunstesenisvieesulafluniade daduna wa-le-an3 fufuusdldfuenuided uanlds
A 1

Response

A n? 1 luea Led-1e-8135
7131: Anisimova et al. (2019); Karim et al. (2021)

nsAnwnoumihdlddnininleauussgndldluvateuium wwu Park and Lennon (2009)
luea 1wa-le-013 AnwrluvIunnisAivieesulal d@iu Karim et al. (2021) Anwin153LAs1en
ﬂﬁ]%’aﬁﬁﬁw%waﬁiawqaﬂﬁmmﬁ%aﬁﬁLL'smaiwiami%ashu E-commerce ag13lsinuaniugg Loa-
To-01% sATeddslfaussandldlnedidansedu () luiitAe aunmueanelulad Al daagld
osuneludiudnld daunaln (0) agUszneufenszurumsiidudenarssening anunmmalulad
Al fUN1SABUAUDUTINGANTIUVBIEUTLAA fivsznoulusie aundninduy (Enjoyment)
Uszaunisalluyd (Novel Experience) hazadnuaniuiuuusuavesguslaa (Consumer brand
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ﬂmm’mf??ﬂm,%qwqaﬂiiu IWSIZAN1IENND1 TN
vaafuilnaenadanadonudsladengingsy lnsAnwilulifvesnisdearsuindetinuuy
danvsetind

3.2 u,u'sﬁﬂLf“ia'aﬁ'uqmn'lwsuauwﬂiuiaﬁ Al (Artificial Intelligence Quality)

undsveamalulad Al nananlidn Tunn 9 udpwesnsiSeudvionnaudidu 4 vessvuy
Saaduy aveSurgldegrsniudrauannsaadrdlimiiowduniosdnsls McCarthy et al. (2006)
52090191 LuAA M3uATamn Lazn13andI3ULUY Huang and Rust (2018) 85u1e7 Al floga
sULUU nalfAe 1) JULUULEana (Mechanical Intelligence) 1¥u suudnlud@ 2) n15aiAsIen
(Analytical Intelligence) 3) ﬂﬁiﬁé’ﬂﬁ (Intuitive Intelligence) Wag 4) ﬂ’muiﬁﬂ (Empathetic

Intelligence) fatiun1s1edumran1ssneauazanveamalulad Al Jsldladuiissdulsenou
aeluipIesdnnsevueudvintuwidiaunsanseaedilueglussuulasnaig degrau N3

[

engagement) LarN15MOUAUDY (R) 1911378l

=

duAunndenuniadoyasiig 4 lu Google Fsagnuitszuvazianialdogaminiuagnainany
& aow Jo A 3 P~ U Y e
wnTu Inglunuddeidimalulagnileglugnamnssueueuduina i luguwuunsmdss @nw
FEUUNTFOUNBUNNTYUSIRTEE) UarTULUUTHUUINAAUSEUUSRIWR (Rnwiszuudiglen
99938%)
d' J P Y IS a v dyﬂ = aa ! o ¥ v

Pnfnanuniieiagunmveunalulad Al nudTeiiRadnululiianuwiugr msilals
18 warn1sduRIereesEUY karasuAumaneveas Allad1 et Tsunsy dunaunisviney
lngaziden (Algorithm) ¥845¥UU ¥3BLATEIINTNUAAINIANNYIYRAN wazAuATaLNAlulad Al
Tunwddetimunets anudisavesssuvaszaunanhuilduaziuslaadngfnssunsusld feide
994 Mariani and Borghi (2021) #finwwudn nsileguenaln Al ieatesiunsey] (uewanuInig
Henfunses) Tunmsinndinsalesulauiidninaduinse msdearsuindeUinuuuddnvseing
d71u911338v84 Limna et al. (2021) fAnwuas wud Mmaleszideyavuinlnguazinalulad Al
ANuduiusnnlUgmMTlegingRnssuvesusinatazauiisnelavegnAtluli nsdeansun
soUnuuudianseiinduarrudsladod

3.3 wwiRnnsieasuindetinuuudianusading (Electronic Word of Mouth: e WOM)

nswulnegesialieadludisaiine viligauduunilaiuanldnisuendewuuuinseyin

T = P~ | a 1Y) i ' = ] a3 a ¢ a a
vulgduaiiifie Fu3enngfnssudainaiin nsdeansundeuinuuudiannsesind (ewoM) Bnswa
2939 eWOM Hlannninnsuendauuuiindelin isigdaiuazain kidedndn suan veuiun
< t4 < ! = NEYPN ! 3 a = a Aa

wazAuIlunslaney eWOoM Wudeanisdeansiguslaadieanlunslulsuinusagaunise
HARAUNIDNITUINITVDILUTUANTOBIANTLA 9 (Lerrthaitrakul and Panjakajornsak, 2014) Gupta
and Harris (2010) 85U1es971 N157199ANTL301Y eWOM Ws1z1191n33muIN1T ARSI YA1IUN
wagnsimwunalulaBndumnesiin ewom linanelulszauiulngdmiuyaaamiluildlunis
wistudeya wudfn nanauiu 15NN N1swuii visen s sgunilenanineivsen1suInTg

31nna1u1asuladn eWoM nunefis anuaslalanginssundalnyanauanisontiy
gownddnnsedndlunisuusliudoya Uszaunisal wienisuansninufndiuidlugunesiuuan
wazau Felunuifeilfie msnguslaaniladearseenluludenuesulatl wu Facebook tgafun1s
Isnpudniimalulad Al TuAuszuuMsRoUNaUNITYY UarTyUUYI8endanTey NRetemaerdy
Ulet lneg3efnyr eWOM Tuifaun1THEEILUTUA NTNATILUTUR waznISUBNsaluAIuUIN
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Aerfunusuduessusudniinalulad Al szuunsifiounsunisvu uazszuuTIgaendanisy 910
$1ATeMid198a nudn auamveanaluladdinalagnssdonisdearsuindeuinuuy
Bidnmsefind drdunAtedluauoauufsutui

Hy: paunmaaanalulad Al dovsnadauansionisdearsuinseuinuuudidnnseing

Tneshluaunwveanalulad Al figstunisatuayulsraunisal uazaundnmaunie
mnadusudveauilanluiBauan (Sung, et al, 2021) fins@nwiiszyin guilaeldinelulad A
wgmnmaiuonsivssaunsaiuaznelatunundanauildsu (Hitken, et al, 2017;
Syam and Sharma, 2018) GaunAniiiAsadesuanuindnmaunazuszaumsal fidedauesdeya
RaPadtall

3.4 KWUIRAANUWAALWAY (Enjoyment)

Venkatesh et al. (2012) n@n3n anumaamduiumelulad vanefa msigleAmuiiEald
weluladuazBufinunelavienumdamduiunisldinaluladdusgranngan wuidieaty
Davidson (2003) na17i1 masuesmumannduduesrusznaulunateudyy wu 1Wundngiuiiu
ANuTuLis Yuruideves Decock et al. (2014) IfHomarmmanmauliin iuanugunidad
Juwannananufanelaainanudesnsaiuusznisie anududase anuseu uazanuduius
d1usuideves Rouibah et al. (2021) Anwiudimuin msfuinnundnmauiidvswase n1sdeans
Undetnuuudidnnsedindvesmstvisunladea fufunuidedtuaveauufisn

Ha: Aommaamauinusinaldsudanswaiiaanaenisdeansunsetinuudidnnseing

3.5 uuaAaUszaunsallng (Novel Experiences)

ﬂszaumsaﬂﬁmﬁumﬂmiwuLaw%mioﬁ’ﬁaagmm?amﬂ 9 (Schmitt, 1999) 91909ANE7
89 Meyer and Schwager (2007) 7111 Uszaunisalvesgninnaneiia msaevaussdiinainagly
warinuvosgnéiieléfinisindefuasdnsviieuusud Sslusmideiuszaunsaivosduiinain
nnsldinalulad Al ideglusasudiftetaglunstud Madidesanmealulad Aldunisenszdy
izwmiaumﬁiﬁﬁmiﬁmmqﬁu (Poushneh and Vasquez-Parraga, 2017) ﬁﬁﬂf‘lAﬂﬁUi%Qﬂﬂ%
weluladuansliifiuindunisaianuainussaunsaifigldlasu (van Noort, et al, 2012) 910
e tRduUiiseTEnouveanalilad gnamnssusig 4 Selduszgndldimeluladifunaneanniu
TnlanizlugnamnssueusudiivhAnuluadsd wasfeomvszaunisallnailidn mneds A
Auslaalasuanmsldmalulaging q funnssarnmeluladuuuaaiy Viﬁasﬂmﬂawﬂ,ﬁamﬂu
M3dul wazuAteddnuusraunslndluidfidudedsl fanalandu waganuddndues de
Uszaunisalinalulad Al fauidefiisadestuussaunisalidamadonisdearsuindouiniuy
3u8nnsednd 1wy 11u3Teves Serra-Cantallops et al. (2018) FAnwiudInuin nsideUszaunisel
nso1sualilIsuiadoudimuaiifiussaninmnisdeansuindetinuuudidnnsedndluuiun
gAAMINTIINTUINT Aetusideifaaueauufigiud

Hs Ussaumsallniiiguslonlasudonswaidauinsensdemsuinaevinuuudidnnsednd

usnniadesnuamnimvosnalulad Al prmiwdamdu uasUszaunsaifguilaalafy
ué Geflundaiifeatenaziieldiiidninadenisdearsuindeunuuudidnnsedndiduieardiu
wazaAdeildinundnufe wafsmugniuduiusudvesuilae
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3.6 wuaRAEIRUANKNTUAULUTUAY8gusIAA (Consumer Brand Engagement)
wAnANIRNuAULUTUAYeUsTaAlFTEuaINLUIAAYeY Kahn (1990) fil#iensdn
Hunginssufinenenulunadeumiudiniusiadosnuuazsdeddu fumsuansoannismenin s
ey 013ued thlvgusgdlalumsianyadnnmeainyaaa dausnuideves Bolton (2011) Al
1 evsliaruddyenugniutuwususveaulnaundu SsoraviliAuussansnmmenisnain
Wiiuesdinsvianususldl ¢/ideves So et al. (2014) v ewmniuiuwususdvesduilaadu
Uﬂaﬂmwmu‘uﬂﬂammaumuﬁimaLLamMmummmauauaamaﬂm@m 91538] warwaAnsIud
uenwiloannsde uaﬂmﬂumLLuaﬂmmiﬁlawawﬂwawa wu Brodie et al. (2013) inmmuudiuhaa
gAuAULUsUAUANAIRInANALITee warausmilevestiuilan esananuymiufulusus
Aerdosiunsufauius uasuszaunisalilldsuanuusud nsAnuidfeuenugniufuuusud
vosuilanldin Wuesjsiu arwdanudile Aanssumeensual anemsdslafiuansenlulds
van Wusnnndinsiidius Taglunuadedfnwaruygniusuuusudvesguslna lundymauddn
7 mwsiule wazanufdnaulaiseuiromalulad Al egrdlsinuilnufnuaugniufuwusudi
dawasion1sdeansuindeunuuuBiannsetind 017 Phan et al. (2020) finuin mugnfUAULUTUS
fiBvsnaldeuindensdeasindounuuudidnnsedndluviunvesnguieds Gen Y lfludea
filile 19 Facebook iudsedluuszmadonun Tuvaiil Demir and Yildiz (2021) Fnwudmuin
ArupnfutuLusuidvEwaesalitioddyentsieasundeunuuudidnnsednd fetuanuided
AUANNAFINDN
He p1ugniudvuysusvesduilanddninaidavinaenisdearsuinderinuuy
aiannseing

3.7 N3ULUIAANTSIAY (Conceptual Framework)

| eWOM
Nowvel H3
Experience
Hq
Consumer Brand
Engagement

AN 2 NTDULLIANYDIUINY

71N INAITNUNIUITIUNTIN
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4. 53\ U8U75938  (Research Methodology)

4.1 Use9nsuasnguna9gn

Uszrnsiidne mifeiidunmsidedasimnalaslfuuuaeunu dssnnsfias@nuluads
ife nauvszrnsfildsnsudiuiifinalulad Al fussvunafeudeunisuy wazszuudisaen
Feasegluansamamiuas Wesnndudmiaiinseengidousalminetngauesseine

ngueEne vdnnsiuanguiiegs vz aNAIsTngNEI0E19d 1LY 10-20 111v8s
$1urufuUsiiFosn1s¥a (Bollen, 1989) Fasuidedifidhutsiidosnisiniadu 16 fuds fau
Sruunguinegsdusdiodd 160 nduiiegne angrudoyanguussanstdu §idetiuiminga
é’hasm Imﬂ%’iﬁmmﬂmﬁuﬁaaﬂwLLUU%uﬂﬁ (Stratified Random Sample) WUIAUULUTUATOUUA
mu EU 1, EU 2, EU 3, China 1, Japan 1, Japan 2 LLavau 9 mLLaﬂﬂumﬁ’N‘VI 1

G]’]i’]\‘ﬁ/l 1 LLﬁ@ﬂﬂ’ﬁﬁNﬁ]’J@EJ’NLLUUGUuﬂN

Use91ns MUY TV INTUARLYUNI TUAMGUAIDEN  NENADEI9TT
EU 1 S1uuaanzideulval 25,162 au
o 4y 9 AY 38 AU
dndudouay 5.4
EU 2 Swiwaanzideulvl 45,159 au
Y 16 AU 69 AU
dnduosay 9.7
EU 3 9ruuaaveidoul
2 Ay 24 Ay

6,095 AU dnEIUSBEAY 1.3

China 1 Snuiuasvedeulny 48,436
466,261 AU o o 17 AU 37 AU
AU dndiusesay 10.4

Japan 1 9nuuaangileuln 203,263

o 1w 70 AU 171 AU
AU dndiusaay 43.6
Japan 2 nuuaangieuln 101,558
o 4w 34 AU 140 AU
AU dndiusasay 21.8
U & IuIuIanziloulng
o v 12 AU 14 AU
36,588 AU dndIUTB8aY 7.9
593 160 AU 488 AU

4.2 nsiiusausIudeya

M iilunsivodeUsnna Lﬁuﬁamamﬂﬂémﬁaaémﬁﬁmauﬁﬁﬁmﬂiuiaﬁ Al ANUSTUU
WADUNBUNITYU LAZTTUUBIYIDADINTYY mmmaﬂummmamwwmm LSJEJi’JUi%ﬂJGUEJEJa“U@ﬂ
LuvEeUNNLRLFIT s 518 Fa08ns maamﬂuumﬁawamaLuaamuLLavﬂmﬂﬁaaquaaummiu
amuﬂmaammmaaLmuaaumwmmmmmamwwmalmmmu 488 19819

4.3 w3nsdiofildlunsise

Mt lunsivedelsnaniesdlefldidunuvasuny Fauvaeuamildluavuided
1AUNINNSNUMIUITTUNTTHY Ineuteranueanidu 1) sﬁa;gaﬁ’ﬂusumi{mauLlfuuaaumu LU L
91y 91wl sEAuNTAne 2) Jeyanginssunsidenldsa 3) Teyasununimnalulad Al Ay
HATUAUKUTUAYRIEUTINA ez usdlalunisdeansuinsetinuuudidnnsedng Seunumiony
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MsveTidesnsTaadu 13 Aanu 5 peddszney FuuiazesAUsEnauRmUINIINNITNUNIY
2ssaunssuuaresueldsd esdUsenouduamnimmalulad Al Wamnanenideves Aldholay et
al. (2018) 93AUIZNOUAIUAINULWAALWAUNAUI1NIT1UTIBU McLean and Wilson (2019)
p3AUTENaUAIUYszaUN Tl Wau1u191n91u38ved Yim et al. (2017); Sung et al. (2021)
2IAUIENBUMUANUKNTUAULUTUAYBEUSLAA 1RILN1191N91WTI8Y8e Rather et al. (2018) wag
asfUsEneUfuNsAeasUInsaUInLUUBEnVTeling Waiuunaneudeues Augusto and Torres
(2018) aiifiTeUssdiudnludiuilaglfuns TauuuaiAm (Likert scale) 5 sedunzuun (1 = Ll
JiuseegeBe auds 5 = Wiudeedneb)

4.4 nMsneseulAiasiie

nan1sAdeUmLUdefoldussluUaBUNIY WU 9INNGuFIBEIa 488 Fpg1e AA
Undefe Aarsanandrdussaninseuniauean sirdngendn 0.7 Tunnesduszneuidunstudy
I§uuauaiidanuindetie (Hair, et al, 2017) aansavurldlueudseilld Femanismadeu
AfBamsadaenTieseilads warenuudeiieldvesuuuasuanuuandlilunised 2
3197t 2 nsaseiade (Factor Analysis) wavAudedels (Reliability) vaakuuaauny

%Total Cronbach

Variable Factor Loading
Variance Alpha
F1. asunnveawmalulag Al (Al Quality; AIQ) 0.8264-0.8587  0.7156  0.8010
(3 aAnw)
F2. Anuwdawdu (Enjoyment; ENJ) 0.8296-0.8513  0.7089  0.7940
(3 aAnnw)
F3. Usgaunislu (Novelty Experience; NOE) 0.8058-0.8279 0.6673 0.7473

(3 TaA101%)
Fa. anugniuivuusudavesguslaa (Consumer  0.8311-0.8341  0.6817  0.8436

Brand Engagement; CBE)
(@ ToAnw)

4.5 i neideyauazannild

1) Mmelnsesideyadanssaun (Descriptive Analysis) Tdadidanssamn on Arnad an
Youay Anade iioedursdnvurdeyanisuszansmans Mludeyailosiu fuma 919078
anTunwaLSa sEAUNSAn warseld 1Judu vesnguiedisildeueudiiivnalulad Al ivaelu
mstudlunngammuviuas

2) masziteyatunsfnudnsnaveanalulad Uy useivglugiuguiuazauyniu
fuuususvesuslanfidaarenisdearsuindetinuuudidnnselind 1¥nnsinszinisannsy
ladafnuuuiSesdidiu (Ordered Logistic Regression Model) fg3snsuseuianisanuiiagidu
(Maximum Likelihood Estimates) 1111150521 an13Aa 108 lafiaz doasndouinuuy
Sidnnsetnduumeseulalusnumsyareiisrfunusudsnsudniinelulad Al fuszuuifounsu
M3vU MEesEULTIBIERSIRTe: vumvseulatiuiiieu
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myingionnesladain iunmsiessiiiidmneifiovhueslenafiazifinmnnisei
aulavFelsifnvmmanl Taefdemnaadesiui fuusBassuiesuunhueduiulsissdudoya
ogluseAunas (Interval scale) Wueehssn nsdiiifudeyaidanguliuvandumuysiuisiandu o
fu 1 FeluAdetvmmsaifenanimnefe anuiasfuiingusessdarudilafiasdeansuinde
Urnuuudidnnsednduuimaseulat niensiinguinedislddlafiizdearsuindetinuuy
Sidnnsedinduuimaseulal uaziduumihuieninndt 1§ fadulstmuaduaunismsonnes
TadafnuuuiBsadduldded

_ 6 4
eWOM; = Bo + Xp=1VpDpi + Xk=1 BiXwi + &
eWoM; = anuinaziluiingudiegnaiilonialunisyaneiieafuuusudsogudng

walulag Al UuLW%aulaﬁﬁ’UQ’ﬁ'u Favnu 1 dmsU 3.07%, 2 d1mSU 7.58%,
3 115U 10.66%, 4 d@1%5U 31.35% wag 5 @S 47.34%

D; = sudsauau duusenaulumenlusud (1) EU 1 (2) EU 2 (3) China 1 (4) EU 3
(5) Japan 1 wag (6) Japan 2
Xki = fuUsYIUIEYeINguAIEg1e X1-X4 (X1: Aauarninalulad Al X2: a1y

ARG, X3: Ussaunisallvd wag Xd: anusniuiuLusuRveiuslaa)
& = JoHANAIAYDING UMDY

5. wan15Ane (Research Finding)

5.1 dnwnzialuvaengudiegng

9INNGUAI0E19 488 e Fneunuuadeunudiulngiduwandediuiu 293 au Sevay
60 inAIIEIILIU 195 AU Foay 40 SWUNANNTINENY Gen Y WInTlan S1uru 224 Au Feuay 46
sesaaiu Gen Z dmuau 142 au Fopay 29 SuunmusERUNSANY SdU Ues andige S1uau
249 Au Sevay 51 sesasunduseau U.n $1u2u 129 Au Sevay 26 Swunnusiels dsiela
15,000-30,000 U maﬁqﬂ $1uau 210 AU Sovar 43 sesawniisglasinid 15,000 UM S
132 Ay Yowaz 27 Woduunmuedn o1 dwnwinnuuTsnonvu wnitga S1uau 155 au fevay 32
sesasundue1Tngsiadiuda $1uau 124 Au Sovay 26 TMUNAULUTUATOBUS NUTT {RaU
LUUADUNBEDNABULUTUA Japan 1 11nflan 1uau 171 au esay 35 sesasnidulusud Japan
2 917U 140 au Fewar 29 uarduunainalulad Al wudl dreuluvaeuauienaey malulad
Al fuszuuieunounsinndign S1uau 261 au Yewas 53 sesasundumalulad Al fuszuudie
90ABIRTYE T 227 AU FoBaz 47

5.2 Han153LAsIzUn1sanaaalaldafnuuutseeanau (Ordered Logistic Regression
Model)

mu%%’aﬁﬁﬂm%w%wa%aqmﬂiuiaﬁﬁfgamisﬁ@i’tumuauﬁuam’;mpﬂmﬁuﬁ’mwsuﬁﬁum
Q’U%ImﬁﬁmaﬁamiﬁamimﬂﬁiamﬂLLUU@Lﬁﬂm@ﬁﬂﬁ ¥nsesendeyamenisiag1ering
annesladafnuuuiiesdisu 99nnsAnEInUIn A1 Log likelihood (LL) winfu -489.3601 @ednilan
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i wanadnaunisladafniianumanzanlunisvaaeu A Likelihood Ratio (LR) Chi-Square winfu
249.94 uazAAIgNFBIYBININENsalluLUUTARe (Pseudo R-Square) whifuFesas 20.34 iile
AATIERAMUFURUSTENIFILUTDATEUATAMUTAIN AIUNTOULUIAAMIBNITAATIERNITOND DY
TadafnuuuiBesdiiu ansouananalddmnsed 3
A15197 3 NAN15UTELIUNISAIMUUSIaes Ordered Logistic Model 1ng38n15UseN10UAIAINEAE

\Juasgn
e Maximum Likelihood Estimate
Total FEUULILIDADIRIL STUURDURBUNIBY

Y = amusslalunisdessindetinuuusidnnseiing (ewom)
AIQ; A mvaanAlulag Al 6.7232%* 7.1304* 10.5689**
ENJ; AaLnanLnay 4.4694 29704 4.7955
NOE; Usyaunisailval 136.3223*** 47.1450** 379.2256***
CBE; AnugnuiuLusun 15.4660%* 74.5682%* 4.2515
Brand EU 1 8.0430** 0.6828 13.2222**
Brand EU 2 6.4069** 0.4525 12.6389***
Brand EU 3 5.3089* 0.4412 7.5863*
Brand China 1 3.2572 0.1971 8.8811%**
Brand Japan 1 4.9630** 0.3821 9.6719**
Brand Japan 2 3.5307 0. 2887 6.6253**
T1_CONS 332.4311%** 19.6923* 945.7082%**
T2 CONS 1977.8553*** 91.3883*** 7168.9735%**
T3 CONS 7078.3087%** 585.1417*** 17454.902%**
T4_CONS 57064.963%** 5359.7316%** 129637.23***
N 488 227 261
Log likelihood -489.3601 -223.8656 -256.0162
LR chi2(22) 249.9377*** 102.3796*** 151.2556%**
Pseudo R? 0.2034 0.1861 0.2280

nuewe: * Sduddgmeadia 0.1, ** dluddyneadia 0.05, * IledAgyvneada 0.01, Odd ratio are reported

AAN597 3 ANuduiussznineinuUsdassiuiiudsauvesnisitnsizinisannes
Tadafnliiluguidadu dosdinsusulianuduiusieglusuidadu Tuguves odds wie odds ratio
Awed odds wansidlenanaziiamanisaiduivinvedeniaiagliiin Fsainaseil 3 awnsn
wanagnA1wes odds ratio Il

Nan15UsENIUN15A1 odds ratio AL UUIIa89 Ordered Logistic Model Tulanasau
wu1 mnhazduiinguiedsiilenalunsyaneiisrfuuusudsosudifivalulad Al uume
ooulatiufduveusaradedu wud1 Fruvszaunisallund Temaifistusnnian 136.32 wi
sesaanduaugnRutuLUTudvesuslaa Monafiudu 15.46 wh dusmnmves Al flenia
diudutionilan 6.72 win

idefansanmunguiegieiilduusudsoudang q wuin Samezduiinguiaogned
Temalunsynaeiiedfunusudsasudfidmalulad Al vunessuladduddudunnsiaduly
Sesdrduanuniiaalumiosiiandsdl 1) ndudognaild wusud EU 1 fonadfiutu 8.04 wh 2)
nausegneilld wusud EU 2 fomaifindu 6.41 wh 3) ndusegneilld wusud U 3 flemafindu
5.31 W waw 4) nausegafild wusus Japan 1 fMemafisdu 4.96 Wi



a5

uunarumalulad Al fnussuutigasndaates nuin JadesuanugniuiuwuTue 3
Tomafisdu 74.56 wih 2) Jadesdudszaunmsallu Slomaiiutu 47.14 wh 3) dadedunmaim
199 Al flonawfindu 7.13 wh

uunamumalulad Al srussuuidsunaunissy wud Jadesudszaunisallvg dlena
iy 379.22 wh 2) Yadednumninues Al Tloniafiudu 10.56 wh

Sofansunnunguiessiluusudsnsudang 4 nud wusud EU 1 Slemadiudu wn
flgn 13.22 Wi

Mnuan1sitedldesuismdisiuasulad Tumasuvesnuidedi duldmunguiuas
auuAgiuinalflunniadesniuiadesuanumdamay Tasewizdadesuuszaunsallvaifings
fegaldsu D8vsnadenisdearsuindeurnuuudidnnseiinddenisltinalulad Al ifleglugu
gusanndign Tuvazidadosuanusniufuiusud favsnaluseiusesan uas Yadesununm
vo3 Al fiBviswaluszivtiongn o5u1eldin nausetseausamelulad Al ifleelusususd Wuides
TmiwagilanalansiuilowSouiisufususuduusudau q delfiduusedvilidanuduey uaydl
arudululdgeiinsdoasludady q nufsnuamuesnalulad Al anunsadielunisdudldase
WU M3teendaaiey dudulszaunsalnssiingusednsladiu Tuvaeiiilolinsesidnunany
walulad Al nuih aunwweamelulad Al wazUszaumsallwifvdnasenisdeansunnsetnuuy
Sidnnsedndsensldinalulad Al lutiaesszuy esuelddn nmsiietuveanalulad Al 9 lu
euguihiguslaaiiuszaunisal uazanansatiomdelumstudlsads

6. #5Unan1338UazanUs18n15398 (Conclusion and Discussion)

6.1 d5UNaN15IY

Tayasiulszinsmanivasnguitedns dqulvgidunwends Jo1gogluyag Gen Y
nsAnwszau U.as f518ld 15,000-30,000 v wazdiendmduniniuuidnensu druteyq
weAnssunsldan dailvgifuuusud Japan 1 uenanindusiedrafeuldsafifinalulad Al du
JYUUAOUNDUNTYY

idefiansanainnanisitasizinisanassladafnuvuiiesddululunasiy waziilensy
SnqUszasinsidedin iednuidviswavestadefidsuaiensdoasiindetinuuudidnnseding 3s
asunanIfeildhdatoand Suldun annmvesmalulad Al Ussaunisallmal uazarugniy
fuuususvesiuslae Tevdnadensdeasindetinuuudidnynseding egrsilifuddmieada way
Dulumuaunfigiunsivy dudaduiuanundamduiidndna wilifiduddgmieeds dwiuns
nagovasAguannsaazUlifmei 4 fsiolud
3197 4 LAnINANTNAFDUALLAIY

Hypothesis Path Total Test Results
Hy AlQ -> eWOM 6.7232%* Supported
H, ENJ -> eWOM 4.4694 Rejected
Hs NOE -> eWOM 136.3223%** Supported
Ha CBE -> eWOM 15.4660** Supported

o

nneme: * Adedrdyneatia 0.1, *dduddgneadia 0.05, **Uladdgneais 0.01
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117l 4 WusanmsmaaeuauRgunsideaslii

auNAgIudl He: annmvaanalulad Al T3vsnadevandenisdearsuindetinuuy
dudnwselind (Budw)

auNRgIUT Hy: avmindamaudifuilaald3uisnswadauandenisdearsuindeuniuy
ddnwseiind (Wigudu)

suNAgIuil Hy: Uszaunmsallmifiguilaaldsuiidvinadsuindenisdearsuinsdetnuuy
dudnwselind (Budw)

FUNAgIUT He: Anugniuiuuusudvessiuilaeiidvinaidsuindenisdeansunnsetnuuy
dudnwselind (Budw)

uennidosuunmumealulad Al fsaosszuu wuih nqufegseusuddinelulad Al
AUTEUUYIERASARTEE Uadesunmninvaanalulad Al Ussaunisallval wagannugniuiuwy
susvesfuilan fnsnadensdearsuindeuinuuudidnnselind waznguiiegseueudil
walulad Al dussuuiiounaunisvy Yaduauaunimvesnalulad Al Ussaunsalluy d8vawa
sonsdeansunsotnuuuBianysetind

6.2 8AUTIYNANTTINY

nsfnudldtuguluea tealo-ans andunseuuuaandn Fslumaivauriuainunin
i1 woAnssuvesguilaaldfudvinannmsiuivesusazynna andanndenuazyssaunisal
mAfeiinuslinunmeesmealulad Al drussuuiiounountssusagszuutistensaaiesiiio
TugusuiidTeuaiiousinszdu uazdmualvmnumanndy Uszaunsallysl Aldldinalulad Al
Fanan wsaugniutususudeesduilaadunaln uazdmvualinnsdoarsundotinuuy
Sidnmseiindvesiuslnaliunginssunisnouauss uenninsfinuilduiulsidina wwa-le-and
mensAnwRunmeasnalulad Al (S) anuwmdumay Yssaunisallvgd waganusniuiuiusud
(0) dssaneuiulug nsdeansunsetnuuudidnnsedinduesifuslan (R)

nan13Anyn Jadedunaninvesnalulad Al idnswasdonisdearsuindeuinuuy
Sidnnseiindedsilfodfynisadanisedu 0.05 wazifulumuanudgiu Hy enadumsie ngu
feehsmesinnalulad Al fifleglusnoudduiimnienld fuszlowiats fnrmusiugy gndes 1hle
wazlonldine suistnewdolumsdutléass Sdlemagsiingusognsasdeoasludauilaame
9u 019k ugownawIssulatl won1suendeuuuUIndeTIn aenndesfiuauiseues Mariani and
Borghi (2021) Aifnwudamuin nalninalulad Al Agfunisnounseyeeulalneianzyjusudi
ounsEYfiiavinaiiauindonisdeasindetnuuudidnnsednd vienandnteniain melulad
Al ielinounsziignanldsinsaisnsnaienisdeasuinseunnuuudidnnsedng uazidululy
fienanedtuiuIuIdeves Akdim (2021)

wansanw1 Jadeiummndamaulsiidvinadenisdoasuindeuinuuudidnnseiing
wazliduluauanuiigiu H, ralumsizdn nqusiegrsuestadaiuanumdamaulimunsiu
grueuRTifesnsaulasnsedutlideddy fnansenuainmnuinnaaudiliiaanudane
Tusgiuiigs shlidadoanumaamaudsdunumiesinn luiaeandesfuuuiAnues Venkatesh et
al. (2012) #in@1191 Aumdsmautumalulad muneds msiglaAmuiisuldnaluladuaziud
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arumelavdermudamautunslimeluladdussramnyan uarliaenndoatuauidoves Ahn
et al. (2020) finuin AnumdAALTINansTNnUIFwIndeussgsladumsiuinaat Auflewsla
LLazmmé?ﬂami?iamiﬂmsiamﬂLLUU%L%ﬂmaﬁﬂﬁGﬂaaﬂéuéf'saa'wﬁL%’wmuﬁaﬂz AUAT WAy
g msUszdnUluaEm

wansnun Yededudszaumsallvafidvnaienisdearsuinseuinuuudidnnseiing
g ailfaddymuadffiszdu 0.01 wanifulumuauudigiu Hs 019nanlédn welulad Allv 9 7
I¢insitaunanflasamzemsuddaduiithundnulunuided nquieswesindudodul 4
aslamusiy waziileldluszanilieanansndudaldianiuazaan 1Hues 9 wwfdnilauduiee G019
wuzuilaaneduliiunldselagianznisdearsuumaseulall aenndeaiuiurfnes
Javornik (2016) fiimsduasuszuvarsauma (ufitvnefe welulad A) funFuduluidiel
Austandiuszaunisallvy 9 wonanigaieuidesu o faandestunuided Wy mudseves
Serra-Cantallops et al. (2018); Rasoolimanesh et al. (2021) ag Nanggong and Mohammad
(2020)

ansAnw Yadefumnunniuiuuusudiianiwasensdeasuindeunuuudidnnsednd
ogilfudAyneaiansedu 0.01 waslulunuaunigiu Hy 01ana1aldin Wenguiogaldld
saoudiimalulad Al irelunsiutlugissresnamilehlfifnanuianiinnuiula fandnduse
Fhoamuagosiuarlanndy Teianuaulaflidsudifniuwsudsarennandedy savisdeas
iﬂé’qumaﬁu G]TuLLdmuﬁaLﬁ'mﬁULwﬂIuIaﬁﬁﬁa&Jiuimwiuﬁﬁ'u 9 @OAAABINULUIANTDY So et al.
(2014) AoS U1 mmmﬂwuﬂuLLUﬁumJaamU'ﬂmLUuUﬂafmﬂwmumﬂammaumuﬁimsLLamM
Fudsnsmevauesnatiyan ensul uasnginssufiuenmieainnisie uaﬂmﬂummmmmaa
Brodie et al. (2013) Tanudiuinanugniiufunususunnssannsiidusimvesiuslan esan
Ay nuRULUTUALAgdesfunsUFauTUS uazyszaunisaifilésuinuusud wazilnuided
danndosfunisAnendl wu Phan et al (2020); Demir and Yildiz (2021) wag Bhimavarapu et al.
(2021)

woNAINN1T8AUIIENANITITEN1UTUAATINIINNTOULWIAALAD §ITedeladruunniy
walulad Al idogflususuiisdnussuudisnendaniey uarszuuiounaunisvu Ssnguiiedsd
THuususisans 6 wusud indlinnudffussuufeuneunistuetndumsein naeanaiitulse
sguuviosnuudlisewmseniniinnulasadedududuusn nqudiegiseranesinszuuding1ila
Prgwmdolunstudliads feszvumadeutounisvuUisuiaiioussuundsisanioy aeandesiu
nsAnwIvas Affenzeller (2017) fisvydnsvuuiiasdinifiuaudasafovandsansu waelosu
nsiingURlvguUYiDIaUY

7. U91aUBLUZN1539Y (Research Suggestions)

7.1 Uszlewiifildannniside

1) MnnansIseiitadesulszaunisallmifisnsnane JadedunsdearsuinaeUinuuy
Sidnvsedindluszauiige Wunstuduldimsiannmaluladsensaiiouinnssiva 9 1Junns
afanuAaInUsraunsalitfuilaaldsu (Van Noort, et al., 2012) fianansasiliiuslanusienis
WasuulasiiAntuld wandadiudwseloniflasuedradnou Tnsanznsimaluladiiiaiiy
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HuaFeranntulususuddewiliiuilneduszaunisallval weslauasaanlunistuduiniy
Fuazihindeseloviuusudniensdnsagléisu nanfeuilanazinisdeasludefuslnasedu 1
isly ‘ULLUUU’]ﬂG]E]‘U’]ﬂWﬁE]ﬂ’liﬂﬁ]ﬂ’li‘d’]ﬂm’aﬂ’lﬂLLUUE]LaﬂVli@HﬂﬁIﬂ"d‘ﬂLLUiuﬂﬁiaaﬂﬂﬂﬂﬂmam
A wuiumﬂmwmﬂ (Hennig-Thurau, et al.,, 2004; Javornik, 2016; Lien and Cao, 2014) farfu
Uszaunmsailvidefoidutiadofiddylneamzmsdnulunseuuunaaiiisafunsiauimalulad
Tyl Al

7.2 daauauuzlunisidelusuian

1) msafrauagiauinaluladdsflosseiiios usnsAnwiaaniwveanalulad wu Al
Avgluiun1sfnwiauduiusidednveuslan 019 ArugniuiuLusud idaged1ednin
Tniangluuiunvesndnsasifendenisinaulade iy s1usud fedulueuiantdnide aisd
msfnwiseilosazeravszyninunmueanaluladludfdu q wu dAduna sulduianudu
gty Anutunan viedAduilonm suldun anugndes masmiuAuFesnts aseungudnnm
Dusiu

2) Yadesnuuszaumsallmifidnsnastrsgedonisdearsiindeunuuudidnnsedindves
fuslan dstadoduuszaumsailasiifunaln (0 Tuluina tea-le-015 fidwwasengiinssunis
nouauswasfuilan dedunsinuiluewianiiieafestunisussgndinaluladnisitadodu
Uszaunsallnieglulinnaiios@nude
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Abstract

The objectives of this research are 1) to study how acceptance of technology affects
the intention to purchase products through the Facebook live channel and 2) trust affects the
intention to purchase products through the Facebook live channel in Muang District, Nakhon
Ratchasima Province. The sample group was people who had previously purchased products
through the Facebook live channel in Mueang District, Nakhon Ratchasima Province, 385
samples. The data collection tool was a questionnaire. Statistics for analysis include
percentage, mean, standard deviation and multiple regression analysis. The results of the
study found that Acceptance of technology: perceived usefulness, and attitude towards
purchasing products online have a positive effect on the intention to purchase products
through the Facebook live channel in Mueang District, Nakhon Ratchasima Province at a
statistical significance level of 0.05 (R® = 0.492). As for trust, it has a positive effect on the
intention to purchase products through the Facebook live channel in terms of entertainment,
popularity, word-of-mouth marketing, and specific aspects statistically significant at the 0.05
level (R” = 0.641)

Keywords: technology acceptance; trust; purchase intent; facebook live
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Y
a1 Y a a v

yaraduaula Faaunsadngannuassninivesusinandsegninduen

Y
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3. anwdeulmlutladodusan fe nsiguilaalifidywideduandudmieliuinisiu
s uazfuslnaaudnglumamiiasiy

4. wAnssunnsesSou Ao nsnfuslandedouidenudgm onaazfeaseulumagnae
duiifumstanisnovaussiymusaguilaa

Dodds et al. (1991) Idndnfsanudtlateresiuilnadunumeisnlunisdoduduas
uimsvesiuslne TasTuogfutiatovansuszns wu 911 asAudn finswiine uasalunisdo
Audn ausladedinalasnssroUsuumstedudwidouinisnngus Tasarwadlatovesuilae
fnAntunendmniiguslaaldsuitaslonildaey unzamevesduiuazuiniaiu 4

3.4 wnansuazuseiiieades

Thadhom (2015) léi@nwinismaasinudedsaueeulatl aulindauazaanin vesszuy
asaumaiiinasonsinaulatedudiiutesnsnstienenansinlaivosuilnnooulaily
nsEMNITILAT Kan1sideagUlid Tefeiidmarenisdndulateodudriudemninistienenan
wiadnlaivesiiusinnooulatiedrsiliodfymisadffiszdu 0.05 leud Jadonsnanarudodsny
poulal Mumnutuis Jadearulingda JadununImuedssuuasauwme AUAMAINIEULLAY
nsuinslassausuneinsaimsdnaulatedudsudemsnisdenesaniednl advesguilnaly
ngammuvnunsldluvazitadonsmainiiudedenueeulay dumsufduius arwden A
|aNelaEas nMsvendindeun warladeamuninvesssuvansaumeaiununmdayaliinasnenis
snauladedudinudesnamsmenenanietnlaivosiuilna

Jaikhun and Potongsangarun (2018) l@@nwi3es nisseusumalulad Amnulineds wax
nsnansudsaesulatiifinadenusladedudiutesmanednlad vesnguiuilan
Generations X, Y, Z #an15398wudn anun1ssuiaelselesd wazaruaudtelunisldaud
anudutusiuviruadninensly Tnefuszansanlunsyiune witdu 0.536 (R = 53.6%) Al
Hiladedudinudesmansinlaivesnduiuilng Generations X, Y, Z l#¥usvsnamansaananiu
13¢la msnaadsrusauladdunisaainuinseuin A1uautuLie kagauAINRNIZIAIE
TnefiArduuszansanina 1windu 0.510, 0.140, 0.125 uag 0.062 Auafy luvugiinisyeaudy
walulagusznaume auaudislunisldany wagaunsiuiteuseloyd d8nsnanedousiu
viruaRfilnenslddenanonnusilatedud lnsdiaduuseansavina 0.065, 0.039 wag 0.123
AuaRy Tusgansnmlunisitune windu 0.732 (R =73.2%)

Plianchaeoen (2019) l¢@nwides adeiiiaviwadonginssuaudislalunisldvomanis
devenansiuenlumstoaudooulatvesiuslng nansidenudn audnumzroInguii0Es
dalngdunands fong 26-33 T Tordnwdnanuuismenyy nsfnuluszaud3yges Tseled
ladgreLiau 20,001-30,000 UM dau‘lmyjﬁamﬁan%mgaﬁm LA389d1919 LarToin dAnnudlunis
Tvosmanletnlaiifouar 1 ass S1uiuiuiite Tasindedindt 500 v yaraiiddvdna dens
Faauladodudn fe niinauredud nansinudadeiidsvinadenginssuanuaslalivemis
nsteveaaarumenlunistedudesulatvesiuilag wandliifuivianutadeiavinaluds
vindenginssunusdlaldinednlailumsdodudooulavvesguilan lnewuth Jadefifidvina
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unitga A Mssuifselovtilddu sosasn lud aulindda weznssudtsanudiglunisld
U

Pichaikamonsil (2020) lé@nwiFes nsnamsiudedsasssulatinazanulinddaiifinasie
msdndula Foseairhuromnanmsnenenaniedalaivosiuilnalufmiadednl nanmside
WU Jreusuvasuaudnivailunands 9299185emine 21-30 U szdunisfnunUSanins
seldseidausinit 15,000 v Anualunsiddemseeulatlunistesensntosnit 1 adade
#Un9i uazsIAinAsTesseaTnieruramseaulatitiosndn 100 v futldsenalingda T
sumsdeans suarwildlauazdunislideyniia dunislinnuazainauie uagdunisudly
an1unsaianudauds dwmadenisinduladosesiviiudesmaslednlafivesuilaaludmin
el

3.5 NFAULUIANGIUIRY

AUTDasE AuUsnu

nsgansumalulagnis¥aduarIuYamnig
LW%{l:nlaT‘\l (Facebook live)
1) mssuihldanung

2) myfuinldudeivselond
3) NiruARsan1sTeaUA N1 uRaulaY

. P —| annunsladaduAriugaamnig
anaulindalunisdedudsinudamis

LW%{l:nlaT‘\l (Facebook live)

A

LW%ﬁﬂhﬂ (Facebook live)

1) ANUUULTS

2) MU dumiug
3) Audiey
4) ANULRNIZLNLAY

5) A1sAaIRLUUUINABUIN

AN 1 NTDULLIAA UNISANYINUATY

3.6 AUNAFIUNTIY

auufiguil 1 nssensuwmaluladdmanisnsadauandeninusisladedudsiudomia
wiinlai (Facebook live) luiwnsineiiles dsmiaunssivdin u sedutiddgmaadad 0.05

auufgiudl 2 mnulhndadmanmsadandenudilatodudriiutemianednlad

o w a

(Facebook live) Tulungnaliioy F9inuAssvaELT o seautlsdAgyneatan 0.05
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4. 35015798 (Research Methodology)
AMsIYeAsalidunIsAnendsUsunm Geldnuarn15I3eL8id1979 Taeldn1sAnenagsiusiu

foyareirdosilenuuasuny

1. Faudsdasy Usznaudie nsseusumaluladnisdodudsiudesmiusednlad
Usznausae (1) masuiildaudie (2) msfudhivsslen uas (3) Fauafreonistoduduiu
ooulatl wazanulindlalumsdodudinudesmanadnlai Usznoude (1) anutuds (2) ms
Uduius (3) anulley (4) MNUENIZIR1ZIT waz (5) MInatawuuUnsieyUin

2. fauvsnna Tiun anussladeduddutesmaatnlad

4.1 Use9nsuazngunaagia

(%
a A

Uszynsnldlunisideasell fe dimedodudiniiudosnaednlad Tutvndneiies

Y
)

Jdauasrvdn Fafminuassvdunduaudnaramaasegiavesniang Jusenideumnilonausns
vosUsndlneg (Strategic Management Office, Lower Northeastern Province Group 1, 2023) e
Linsuiuudsgensiuiueu
Y L Al Ay o X a  wd & & v o | & s ° =

nauseg1enldlun1sideasell fe gmededuAritudeamiansdnlad lulnduneaiiias
Jadauassvdn Wesnnlinsuiuiudsssinsiuuuey Jsimunvuianguiegislaeldansl
NIVIIUYTEYINT AIWENTNITAIINVEY Cochran (1953) Tagfmunauiedui 95% gausu
Tdiaueanawmdeuliiiv 5% ldnwiungudieene 385 nausiagne wansnemalul

p(1-p)Zz?
GIZP] n == 5
b e
, (0.5)(1-0.5)(1.96)2
LNUAINTUENT =
v (0.05)2
0.9604
- 0.0025

384.16 ¥59WINAU 385 AI884

g n = FIUNGUFIRENABING

dndruUszannsnaeanns (0.5)

-
1l

Z = szautlsdAgyneana 0.05 AWYINAU 1.96 (AULTRIUN 95%)

e = dndrunnuanAdauRsanlindule 0.05 (ANuRaIALAFBULLULRY 5%)

4.2 \p5a9dianldlun153e

w3esdlentdlunsideilfe wuuasuay FaITe lamurannsfinuiuundn ngudane 9

Y

AABAUNUIIB ANV wUseandu 4 nausail
moud 1 Toyanaly laun e 818 @nunn seAunsang 1w uasseldladesderou B

wuvgeuauiidnvasiiumanudatelauuuidonaeuiiissdaiian (Checklist) Insany uag s18ld
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wsdelfou TnfuUsuuuinnIadnsd (Ratio Scale) uaglne d@a1unm seRUNSANY1 018w Ta
AU IUNTya)R (Nominal Scale) Laziins3edunu (Ordinal Scale)

poufl 2 mavensuimeluladnisdedudviudesmanetnlad Ussnausae (1) nissudald
s (2) masuiindustlend wae (3) auafdenisdedudrinuseulal Faduuuvasuauuuy
I nE@IUTEINUAT (Rating Scale) & 5 sedutadusuussunsnia (nterval Scale)

poufl 3 mnulindlalunsdedudsndommanlednlad Ussnoudae (1) arutudis (2)
AMsUFENIUS (3) aaudlon (4) AulanIzia1zas uaz (5) nsaaauuuUindedin sady
LUUABUMNULUUNINSE@IUNUSTAUAT (Rating Scale) & 5 szau Tatdufuussunsnia (Interval
Scale)

noufl 4 ﬂmuéﬁﬂa}%}aﬁuﬁ’whuédawwLWsnﬁ:ﬂlav‘\l FaunuuaeununuUINA @Y ST
A1 (Rating Scale) § 5 sgAu Taluiuusounsnia (nterval Scale)

{Adelafinmaasuauiiosnss lnsdduiiaiiuasnados (Index of Item-Objective
Congruence : 100) vasdomaulunsasde Tnofmualiildeus 0.50 JulUifunausifansan
(Srisaad, 2013) Imalé’fmmmLﬁmmqmmﬁamaqéwiw 0.67 - 1.00 3sldAmnnin 0.50 uae
aadetuvenvuasuay tngldinadiaianudeduveaseuuns (Cronbach) Auinnimie
Wiy 0.70 (Srisaad, 2013) Immm’]mgfiaﬁuﬁumLL‘UUﬁaumuLwiaz‘fjaﬁ'aagﬂmm 0.708 - 0.867 @
st 0.70 Fuld

a ¢ v

4.3 M3Aaszideya

AadgladiuuuasuniuninsivdeuANaNYIaliazALlUNTIATIEdeya Gl A3
nsvaeudeya (Editing) Wunisnsisasuaiuanysaifeyalunisneuuuvasuniuilaainngy
o819 warn1sUszananateya (Processing) Lunisthdayalaainnisassiaunduiinaslunios
poufiumeslaglilusunsuduiaguneneuiiames

aad a 5% au A9y aa a ¢ v 1% a ¢

atanldlun1siiesgiteya lumsidelldadalunisieseideyalagldnisiasigrinuy

annaelfenvians (Multiple Regression) Ntiaddgyneainiseau 0.05

< 1

4.4 M3SAUTIVITINTBYA

Ya v Y o < v = a v o X ayv a o

AIAulavinnsiiususndeyalunsfnyideaseliidunisidesded 533 (Survey Research)
WU du 2 Uszan aumnanawunanuisniseall

1. foyaugund (Primary data) $3UsaudayaInnIsiukuuasuaNIINENAETAUAUY
Facebook live Tutungnaiiias 49niaunss1vdun Inen1sviiuuuasuniueiu Google form wagzas
danlvinguseganauluuaeaun1uH1U Google form 91U 385 AU

Y o

2. fayanfsnil (Secondary data) \uteyaldlunisusenaunisvinide Feinide 1

=) D

FIUTWAINA191 UNA1N Tnears Lules Inerdnus arslinus nilsdedvinis uidesig 9
Netoazdududeyanmeunshuivledsin 4 mnduwesidaiieldiduuuimdlunisfinuide
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5. NaN15938 (Research Finding)

5.1 dayatiluvasgnauuuudauaiu nud grounuvasunudaduliiaedoaudiriiu
goanrangdnlai luwadneles Yandauassivdun drulngilunands Sevaz 61.30 uwazidu
WAYY Seuay 38.70 H9185¥13ne 41-50 U Fewar 31.40 599a91NA8 31-40 U Fogay 29.40 i
mMsfnwgeanegluseiuiayanas evas 69.60 sosawnie mniiyanes Sovar 29.40 Uszneu
91 duntdnauuienenau Sevaz 67.50 sesawnde 11519015/MunusFIaMAY Sesaz 15.30
uaziiseldiadesaiion 20,001-30,000 UM oAz 40.0 se%awNFD 30,001- 40,000 UIN Foray
28.60 MuERU

5.2 namsAnwmssansuwaluladdsnaniensadsuandenanuddladedudritudaams
wadnlaw (Facebook live) Tulundinaiiias Faninuassnvdun
pafl 1 Meeseithdesunseeniumallafamanenuiilatedud kuteswmavednlad
luwpgineiiies faminuassvdun

Coefficients
fauds Unstandardized | Standardized t P-value
B S.E. B
Constant 1.165 | 0.142 8.219% | 0.000
mssuldaudg (X)) 0.089 | 0.048 0.104 1.846 | 0.066
nssuiindivselew (X,) 0.320 | 0.067 0.338 4.811* | 0.000
auaRrenisteaudruesulal (%) | 0305 | 0.063 0.313 4.850* | 0.000

R? = 0.492, Adj R* = 0.488

a o @ o

* JfgdAnneananseau 0.05

o

AN 1 wud1 Msgeusumalulad aunssuiindusslevd (X)) wagmurinuafnenis
FoduAnusaulal (X;) dwanmsadauinsennuddageduautemanednladl Tundine
=) U U a o o o U QQ‘:‘I U = ‘g{ a 14 !
e Janinuassvdnn s seauledAynieadan 0.05 Ineniseeusuinaluladnisdedudsiuy
gaamangtnlad drun1ssuidndivsslevd (X,) dardudsednsainuannegasga (B = 0.338)

v

sesaan ok Auiruaddenisteduamiuesulal (Xs) (B = 0.313) dwunssuiinldaude (X,)

Lidananiansugavindennunslageduaiiudemanadnlad Nt nseeusumalulagsiudiy

nensaANNATlageFuA i utaamalalnlad Tussavinmlunisnensalviiusesas 49.20 (R?

[

- 0.492) lnganunsaleuduaunisnensal lasadl

Y = 0.104(X;) + 0.338(X,) + 0.313(X3)
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5.3 Han15AN®1A2181921919d9NaN19A5TIVINADAINUAI LTI RUAIHIUYDINS
wiadnlanl (Facebook live) Tuiundnaiiios Taninuassvudun o szaulivdarAgnisadan 0.05

d‘ a 'S %3 2 ¥ 1 1 5’5 dy a ¥ 1 1 6V 6
M15°99 2 Mseentadenuanulindadmadeainunsladedusmiuteanianadnlan Tuas
DLNDLIDI JINIAUATINVEUN

Coefficients
fiauus Unstandardized | Standardized t P-value
B S.E. B
Constant 0.347 0.146 2.369* 0.018
AMNUULTN (Xq) 0.177 0.049 0.170 3.584%* 0.000
N1sUHEURUS (Xs) 0.096 | 0.062 0.085 1.552 0.121
AMNLEN (X) 0.164 0.056 0.174 2.929%* 0.004
AURNIZLAIZN (X7) 0.113 | 0.052 0.117 2.167* 0.031
AseaakuuUInaaun (Xg) 0.369 | 0.060 0.350 6.120%* 0.000

R? = 0.641, Adj R* = 0.636

T
o o o o o aaa 1Y

* fddAgneadanszau 0.05, ** ddudRynsadanszau 0.01

o

1ne3edt 2 ot arwilindelumstedudvinugesmaletnlai dwadeniudslate
dudnsutesmangdnlai Tnaduanuduiia (X)) sruauiisy (Xe) wazaunisaainuulinge
11N (Xs) a8nafiadfyn19adffisediu 0.01 uwaguANLANIZaIzas (X,) Sfvddymeaanfisedu
0.05 Tnsanulindladsnadonnudsladodudrinuresmasiednlad funisnaiauuulinge
U1n (X) ﬁmé’wiz%wémmmaaaqqqm (B = 0.350) 509091 louA sruanufen (X (B = 0.174)
AUANTULIG (Xg) (B = 0.170) 4aZAIUAINENIZLAIZII (X7) (B = 0.117) drusunisuduius
(Xs) ldsmanansadsuandenudsladoduiriiutosmasdnlad Tnstadeduaulinda
Safunensainudlatedudriudomanednlad fuszansamlunsweinsalviriufesas
64.10 (R? = 0.641) aunsndewduaunisneinsal Tésed

Y = 0.170(X4) + 0.085(X5) + 0.174(Xs) + 0.117(X7) + 0.350(Xs)

6. a3UnaN1338UazanUs1e (Conclusion and Discussion)

6.1 d5UNaN15IVY

9398130 maveufumaluladuazauilinlaifuaderudsladodudinugem
wiadnlad Tumsuneidies Sminuassudun aunsaagUna foil

1. mavendumaluladdmadoanuislatedudriudesmaadnlad Tuasinedes
Fwtauassedin nui navensumalulad dumssudindivssled uasduiauafronistodudn
riueaulat dswanwsadanindonudiladodudriudesmanletnlad lussunadios Smin
uassedin Taoniseousuimeluladnistodudn fumsiuiindusslond Sendulssaviauannes
aan (0.338) 50983 IduA Furfmunfsenistodudriuesular (0.313) daunissuiinldaude
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Lidswansnsadaandeanudsladedudiutesmanetnlad vaneanuin mnniseeusu
walulaBnstedudrhudesmanetnlad fumssudihiiusslewd Aufiutu 1 wihewnnsgu s
denaliiszdunudiladedudriiudosmastnlad Wfintu 0.338 wiieninsgiu uaswinnis
pousumalulalunistedudiutesmanadnlad fuiruad anfisdy 1 wheunsgu awdswa
Ifspiuaudilatedudsutesmanetnlad ifiutu 0313 wheunsgu

2. mulinsladamasonnudslatedudrihutesmanadnlad luwnsunoidies Smia
uass1vdn wui ealindalumsdedudinudomnarsdnlad dmaderuidlatedudriiu
gaemalgtnlan laun Auauduiiie aueudisy suniseainiuulinseUin wagaiuaIy
anznawas Tnsanalhnddadwadsennudslaedudriutammansdnlad Funsmaauuuin
siotn Slenduszansauannesgean (0.350) sedasun léd drumnuien (0.174) Fuarmiiudi
(0.170) A1UANRNITLANZ (0.117) auafy drusunsufduius ldman1ansadsuinge
anusdlatedudutomnavadnlad lursunadios Smiauasmedin mangead mnaa
Bndlalunsdodudviutesmansdnlad fuanuduis duanuden dunruamgaiza
LagfunsratakuulIngeUn fnsasuuvasly 1 NUILUINTFIY wwdwmaliisgsuanuddlade
Audruesnangdnlai Wiy 0170, 0.174, 0.117 wag 0.350 AU BNLIUATUNITUNFUNUS

6.2 aAUsena

n9idsiFesntssouumaluladuazanulialaiiduade mudsladodudriiudosmis
wladnlad (Facebook live) Tulungneailos Jswinuassvdun awnsaedusenanuinguszasd
ail

1. nsseusumaluladdwaroanudsladodudiiudoswansdnlai luwnsunaidies
Fan¥aunssdin wuih maseniumalulad Tudunisiudinduselen uasduviruainenisde
audniuesulatdsmanmsadaninderussladoduirinutesmaednlad fadidosninnis
pousumelulafnisdodudrutesmanednlad annsaldewlfie Sssvufianmnsadulala
annsn¥uaudldnsinuninudesnts wazanansonsavaauntstedudiliogadaiay Jedma
nauansenudsladedudiiiutesmiaednlad Gsaonndestuiiuifeves Jaikhun and
Potongsangarun (2018) finuin nseensumalulad anulindde wasnismaniiudsnuoeuladd
wasteRwslateAudrudesmasdnlaivoinguiuilan Generations X, Y, Z wardonndasiiy
$13d8904 Plianchaeoen (2019) léfnwides Taduiiiavinasongfnssuanusalalumslivemis
nstevenaarustnlunsdedudooulavvesiuilag TasnanisnsAnuiiulunuauufgiu
RTNTRRG el

2. malinsladaadoaudsladodudviiudesmanadnlai Tunduneiies Smia
uass1vd wu anulindadsatennudiladodudriutesmanstnlad Tasfuanudiuds
AUAMUTEN ATUNITAAIARUUUINABUIN KATATUAURNIZLIILI AIHANIINTITIVINADNT
dindulatodudinudemanadnlail ailidosnmsdoduilagldlfifiududaie uazlilding
neaasliFudtu ausiuladuduumstnihianudedndlunisuinig Sadudafeddy vl
fléuinslianudndny deaonadesiusuiseves Thadhom (2015) AldAnwnsnaasudedsay
ooulatl aulindauazaunm vesssuvasaumaiiinasonisdnauladodudriiudeannanis
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dnenenaangdnveusinalunamnamIuas wavaennaediuauITeves Pichaikamonsil (2020)
flFAnummanamiudedsauooulatuaraulindadinadensfnduladesearirinudemianis
denenanmladavosiuilaaludmindedun nanlii dadeanuliingda liun funnsdeans
auaaldlawazaunsivdennda srunislianuazainauiy wagdunisuilvaniunisalaiiy
Touds demasionadndulafeseaririudesmansdnladvesuslnalufmiadedul

7. UBtAUaUUZA15398 (Research Suggestions)

7.1 daiauauuzatnmsiinanisiagluly

1. Mafnnnssensumelulaidsmaeauiiladodudriutesmanednlad Tuamsine
Slos Smiauassdn fadu fusenaunmsmsiauiuasUiuusiisnsdsdodud lnganunsnii
ssuufinadansfdsdoaudndundas WeliAsawazninuazanuielunsddodudunndstu
sz udesiifuilaelinnuddny uasemsusznduiuslaeuszneumsannsalduvhumamedn
Gudenandlumisdnevenanilednudrsihnisinlnas (Boot Post) wielunsdliinisanenenaniadn
r;huﬂaju%am&lﬁﬂizﬂaumimiv‘f’]miamia@'@uamju Lﬁ@iﬁé’?ﬁﬁi’mﬁmawamamwszj{]ﬂmaq
fusznaumstududduusn Weliiuilaaiusienuhouasiuifassloniunsldom

2. mafnwelindadsaderudslatodudriiutesmarednlad Tundnoiies
Farfauassvdnn dou fUsznounsaisadeaudesiuwazaulindaliudduilag Tas3sd
fuszneunmsansaih lWldléde Buannsuansdeyanudaiulunslidnsuazaunindud
nnfuslaniaglduinng ieasvieuliiufsguduslaaifauierulunnuninvesdudi ns
U3n1s Anulinsdalumslddudanazuinisvedusznouns wagadslvguslarauisansiaaey
foyauazswandenld \wu nsvdeueandoanisdide wazn T1aaeududnouarindaluszuy
yudedu 9 Aeuszdadieduilana tieifunisadrsnnudesiunazaiulinsdavesfuslnade
fUsenauMININGsTY

v
[V

7.2 Fawausuuzlun1sidenseialy

1. msfnwitafedu q Advdnadeauitladodudivesiuslnaiiudeamaednlad
i Hesntadeivhliuslaafearusdatedudliléfifesdadofineidoihuifomdu
LA INBvENavesiILUTIY 9 Bnde 1wy n33uf wazusegdle

2. mwhnsAnyidadatisuioussnmeuaiesdionudsauooulatifinademiudila
godudmesiuilnaunniigalulseinndu q Afarudouegluliagdu Juhlimsuiseusionis
othauviiisweseuitlateduiiutesmaridnlad Tasranisnuanunsathluliusuuss Wawn
wuvn afanagvslitugussnounissmedudiumaniednlaiadomardlsuazeeaviefiniy

3. msfimeiidedsnmuaimidesdfonisdunuaidedn vienmsdnaunuingy ol

Joyaidaniinseungudniausngdu
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Abstract

This research investigates the impact of compensation on organizational commitment
among early career staff at Sichuan University of Science & Engineering, China. Employing
quantitative research methods using survey methods using non- probability sampling by
purposive sampling. a survey method, 306 samples were conveniently drawn from a pool of
1,500 faculties. Through descriptive and inferential statistics using mean, standard deviation,
correlation, and regression analyses, the research reveals significant impacts of salary, bonuses,
and perks on organizational commitment. The findings underscore the importance of
compensation packages in fostering employee commitment within academic institutions. It
shows that respondents were satisfied with the salary, neutral toward bonus payment, and
satisfied with amount of perk received. It also indicates a generally positive sentiment among
respondents towards their organizational commitment. The regression result reveals the
relationship between employee compensation (salary, bonus, perks) and organizational
commitment demonstrate a highly significant and positive association. This research
contributes to understanding the dynamics of employee engagement and retention in higher
education settings.

Keywords: employee compensation; organizational commitment; early career staff
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1. Introduction

In the realm of Chinese higher education, colleges and universities serve as crucial
hubs for talent cultivation and aggregation, playing a pivotal role in advancing science,
education, and workforce development— a priority underscored in this study. Despite
university officials recognizing the pressing need to attract and retain academic staff, the
persistent challenge of brain drain within Chinese institutions remains increasingly severe
(Zhou, 2012).

Regarding to information-driven economy, attracting, managing, and retaining talent
are critical concerns. However, the current compensation system for college professors has
proven deficient, leading to a decline in their motivation and overall job satisfaction (Gan,
2022). Within higher education human resource management, compensation not only reflects
institutional vitality but also plays a pivotal role in ensuring organizational effectiveness and
cohesion (Malhotra and Mehta, 2021). This highlights the urgent need to reassess and improve
compensation structures to better meet the evolving needs and aspirations of academic

faculty, thereby creating an environment conducive to scholarly endeavors.

Research on compensation and commitment among early career staff in universities,
particularly in science and engineering fields, has made significant strides, but several research
gaps persist. One crucial research gap is the exploration of the nuanced relationship between
compensation and different dimensions of commitment among early career staff. While
existing literature often examines the direct impact of compensation on overall commitment,
there is a need for studies that delve deeper into how compensation influences affective,
continuance, and normative commitment separately. Furthermore, examining compensation
and commitment dynamics across different types of universities, such as public versus private
institutions or universities in different geographic regions, would offer valuable insights into the
contextual factors influencing these relationships.  Understanding how institutional
characteristics interact with compensation practices to influence commitment can inform
evidence-based policy recommendations aimed at enhancing employee retention in science
and engineering universities. Thus, this research explores the impact of employee

compensation on organizational commitment at Sichuan University of Science & Engineering.

2. Literature review

Numerous studies in the field of HRM have highlishted the significance of
compensation in shaping employees' attitudes and behaviors, particularly their level of
organizational commitment. Organizational commitment refers to the degree to which
employees identify with and are dedicated to their organization's goals and values. Research

has consistently shown that fair and competitive compensation practices are positively
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associated with higher levels of organizational commitment among employees (Malhotra and
Mehta, 2021).

Early career staff members represent a critical segment of the workforce, characterized
by their relatively recent entry into the workforce and ongoing career development.
Understanding the factors that influence organizational commitment among early career staff
is essential for organizations, as these employees often form the foundation of future talent

pipelines and organizational success.

Within the specific context of universities, factors such as academic freedom,
collegiality, and organizational culture interact with compensation practices to influence
employees' commitment levels. Research in the field of higher education management has
explored the unique dynamics of faculty and staff retention, highlighting the importance of
competitive compensation packages in attracting and retaining top academic talent (Lu, et al,,
2019).

In the context of China's rapidly evolving higher education landscape, universities face
increasing competition to attract and retain qualified faculty and staff. The government's
emphasis on innovation and talent development has heightened the importance of effective
HRM practices within academic institutions ( Mok and Han, 2017). Understanding how
compensation impacts organizational commitment among early career staff at Sichuan
University of Science & Engineering provides valuable insights for both academic institutions

and policymakers seeking to enhance the quality of Chinese higher education.

The following section presents the literature utilized in this research, which was pivotal
in constructing a research framework. Employee compensation was designated as the
independent variable, while organizational commitment was considered the dependent
variable. The Equity Theory was subsequently adopted to serve as the theoretical foundation
for this study. Following this, the research methodology employed in this investigation will be
delineated. Subsequently, the findings and conclusions will be presented in subsequent
sections, offering insights into the relationship between employee compensation and

organizational commitment within the framework of the Equity Theory.
2.1. Employee compensation

Employee compensation encompasses various forms of payment provided by
employers to fulfil both the basic life needs and internal psychological needs of employees,
as well as to incentivize and retain talent within organizations, as noted by Milkovich and
Newman (2002); Zhang (2020) further delineate three primary types of compensation: basic

pay, incentive pay, and other benefits.
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Salary defines as the remuneration disbursed by an employer or legal entity in
accordance with legal regulations, industry standards, or contractual agreements with
employees, salary constitutes a fixed form of compensation for employees' labour
contributions (Fulmer, et al., 2023; Zhou, 2012). It represents a regular payment made to
employees for their services rendered within a specified time frame, forming a foundational

component of employee compensation structures (Milkovich and Newman, 2002).

Bonus serves as additional compensation provided to employees for exceeding
individual expectations and creation of organization wellbeing (Fulmer, et al., 2023). These
add-on payments are typically awarded in recognition of either direct increases in productivity,
such as through heightened production levels or cost savings, or for facilitating conditions
conducive to social wealth generation, such as through technological innovations (Milkovich
and Newman, 2002).

Perks encompass supplementary compensation elements beyond basic pay and
bonuses, including insurance coverage, retirement plans, and other material benefits tailored
to employees' needs and organizational circumstances (Fulmer, et al., 2023). These perks
often lack a standardized form and may vary across organizations based on factors such as
industry norms, organizational culture, and employee preferences (Milkovich and Newman,
2002).

The literature underscores the importance of comprehensive compensation strategies
in meeting employees' diverse needs, fostering motivation, and enhancing organizational
performance. Effective compensation practices not only ensure employees' financial security
but also contribute to their overall job satisfaction, engagement, and retention within the
organization (Milkovich and Newman, 2002). By understanding the nuanced components of
employee compensation, organizations can design compensation packages that align with
their strategic objectives and create a competitive advantage in attracting, motivating, and

retaining top talent in the dynamic contemporary labor market.

2.2 Organizational commitment

Organizational commitment encompasses the attitudes and behaviors exhibited by
members of an organization towards their respective institutions, as highlichted by Hedayat et
al. (2018). This conceptualization goes beyond mere adherence to contractual obligations
related to work tasks and professional roles, as elucidated by Hao and Zhong (2018). Instead,
it delves into the psychological contract between individuals and their organizations, focusing
on the strength of individuals' identification with and engagement in organizational objectives

and values.
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In the literature, organizational commitment is often depicted as a multifaceted
construct, comprising affective, continuance, and normative dimensions (Allen and Meyer,
1990). Affective commitment reflects employees' emotional attachment to their organization,
continuance commitment pertains to the perceived costs associated with leaving the
organization, and normative commitment relates to a sense of obligation to remain with the

organization due to moral or ethical reasons.

High levels of organizational commitment are associated with several positive
outcomes for both employees and organizations. Research suggests that employees with
strong organizational commitment exhibit higher job satisfaction, greater motivation, and
increased willingness to exert discretionary effort in their roles (Meyer, et al., 2002). Moreover,
organizations benefit from reduced turnover rates, enhanced employee performance, and
improved organizational citizenship behaviors among committed employees (Rhoades and
Eisenberger, 2002).

Understanding the factors that influence organizational commitment is crucial for
organizational leaders and HR practitioners seeking to foster a supportive and engaging work
environment.  Factors such as leadership effectiveness, organizational culture, job
characteristics, and perceived fairness of organizational practices have been identified as

significant predictors of organizational commitment (Meyer et al., 2002).
2.3 Equity theory

This research applied an application of Equity theory in understanding organizational
commitment among early career university staff in the context of compensation incentives
offers valuable insights into the dynamics of employee motivation and engagement in higher
education institution (Li and Chen, 2018). Equity theory posits that the perceived fairness of
compensation distribution plays a pivotal role in shaping employees' enthusiasm and
productivity. It emphasizes that employees assess the fairness of their compensation not only
based on absolute monetary gains but also through comparisons with their colleagues'
remuneration (Khalig Alvi, et al., 2019). This subjective judgment of fairness influences
employees' sense of commitment to the organization and their willingness to exert effort in
their work (Zhou and Ma, 2022).

In the context of early career university staff, Equity theory suggests that perceptions
of fairness in compensation allocation can significantly impact their organizational
commitment (Li and Chen, 2018). When employees perceive their compensation as fair and
equitable relative to their peers, they are more likely to demonstrate higher levels of
commitment to the university and its goals. Conversely, perceived inequities in compensation
distribution may lead to decreased motivation, job dissatisfaction, and reduced organizational

commitment among early career staff (Sharma and Sharma, 2021).
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By studying the rationality and fairness of compensation allocation through the lens of
Equity theory, researchers can better understand the relationship between compensation
distribution fairness and employees' levels of enthusiasm and work efficiency. Ultimately, by
addressing concerns related to fairness in compensation management, university
administrators can foster a positive organizational climate, enhance employee engagement,

and promote greater organizational commitment among early career staff (Meyer et al., 2002).

The integration of Equity theory into research on organizational commitment among
early career university staff provides a comprehensive framework for understanding the
complex interplay between compensation incentives, fairness perceptions, and employee
engagement (Li and Chen, 2018). This approach facilitates the development of effective
strategies for talent management and retention within academic institutions, ultimately
contributing to their long- term success and competitiveness in the higher education

landscape.

2.4 Conceptual Framework

This research explores the employee compensation (include: Salary, Bonus, Perk) and
the organizational commitment. These following hypotheses serve as the foundation for
examining the relationships between different components of employee compensation
(salary, bonuses, perks) and organizational commitment among early career staff at Sichuan

University of Science & Engineering.

Compensation

1. Salary .| Organizational
2. Bonus commitment
3. Perk

Figure 1 Conceptual framework

These research hypotheses consist of the following hypothesis:

Hypothesis 1: Salary has positive impact on organizational commitment in Sichuan

University of Science & Engineering at statistical significate at 5%.

Hypothesis 2: Bonus has positive impact on organizational commitment in Sichuan

University of Science & Engineering at statistical significate at 5%.

Hypothesis 3: Perks has positive impact on organizational commitment in Sichuan

University of Science & Engineering at statistical significate at 5%
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3. Research methodology

This section provides research methodology which covers research method, research

instrument, population and sample, data collection, and data analysis, respectively.
3.1 Research method

This research conducts quantitative study using close-ended questionnaire survey.
According to the actual situation, the specific situation of the employee compensation and
organizational commitment of Sichuan University of Science & Engineering was understood
through the questionnaire survey, then the impact of the salary on the resignation intention

of the university employees was summarized through the data analysis.
3.2 Research instrument

This research utilized a questionnaire to gather data, structured around four key
components. Firstly, demographic information was obtained through five checklist questions
covering gender, age, marital status, education, and work experience. Secondly, compensation
was explored with 18 checklist questions divided into salary, bonus, and perks categories.
Thirdly, organization commitment was assessed with 12 checklist questions focusing on
affective commitment and continuance commitment. Finally, turnover intention was

investigated through 14 checklist questions.

A questionnaire through a systematic process has been developed as following steps.
Firstly, a literature review on reward systems and employee performance guided the
questionnaire's formation. Next, a preliminary draft was developed in alignment with the
research objectives and conceptual framework, which critique by supervisor. Then, the second
draft underwent scrutiny by three experts for language usage and theoretical coverage, leading
to a third draft. Further refinement occurred through multiple rounds of review and revision
with the supervisor, resulting in the fourth version. To ensure appropriateness, the
questionnaire underwent a trial with 30 employees, followed by a reliability test utilizing the
Alpha- coefficient method, meeting the criterion set by Hair et al. (2009). The reliability test
produced scores ranging from 0.722 to 0.867, indicating satisfactory reliability. Finally, the
questionnaire's quality was assessed by the supervisor for reliability and validity, culminating
in the creation of the final version. This rigorous process ensured the questionnaire's

robustness and suitability for data collection in the research study.
3.3 Population, and sample

Population of this study is 1500 academic staffs at Sichuan University of Science &

Engineering. Sample size is calculated as 306 using Yamane’s formula as n = N/ (1+Ne)2)
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Thus, n = 1500 / (1+ (1500%0.05)2) = 306. This research adopted non-probability sampling with
a purposive method.

3.4 Data collection

This research delves into the analysis of teachers' basic data at Sichuan University of
Science & Engineering, uncovering recent issues via the STAR questionnaire survey. The data
collection process involved preparing the questionnaire, estimating a distribution of 414
questionnaires, and ultimately receiving 301 completed sets, yielding a response rate of
72.71%. This rate meets the minimum requirement suggested by Aaker et al. (2001). With a
robust dataset in hand, the next step involves clearing the data for comprehensive analysis,
facilitating insights into the identified challenges within the higher institution.

3.5 Data analysis

In Section 1, descriptive statistics are utilized to provide a comprehensive overview of
the data collected in the survey. This includes the presentation of frequencies, percentages,
means, and standard deviations for each variable under examination. The data analysis focuses

on assessing the attitudes of participants across Likert's five-point scale.

Table 1 Score and interpretation

Attitude Score Range Interpretation
Strongly agree 5 4.21-5.00 strongly agree
Agree a4 3.41-4.20 agree
Neutral 3 2.61-3.40 neural
Disagree 2 1.81-2.60 disagree
Strongly disagree 1 1.00-1.80 strongly disagree

Descriptive analysis offers valuable insights into the participants' attitudes, enabling
researchers to identify prevailing trends, dominant perspectives, and areas of variation within
the dataset. This foundational understanding serves as a basis for further investigation and
interpretation in subsequent sections.

Inferential statistics are employed to explore the relationships between variables
through correlation and multiple regression analyses. Correlation analysis examines the
strength and direction of linear associations between pairs of variables, providing insights into
the degree of relationship between them. Multiple regression analysis extends this inquiry by
identifying the combined influence of multiple predictor variables on a single outcome
variable.

By utilizing inferential statistics, researchers can move beyond mere description to

uncover underlying patterns, associations, and causal relationships within the data. Section 2's
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inferential analysis thus builds upon the descriptive findings of Section 1, offering deeper

insights into the factors influencing attitudes and behaviors among the survey participants.

4. Results

This section provides research findings. It begins with descriptive analysis on employee
compensation and organization commitment. Then, correlation among independent variables
and dependent variable are tested using Pair t-test. Last section provides correlation analysis

on the impact of employee compensation on organizational commitments.

Table 2 Descriptive analysis on employee compensation and organization commitment

Variable Mean Standard Deviation  Level of perception
Salary 3.54 0.77 Agree
Bonus 3.30 0.92 Neural
Perk 3.51 0.81 Agree
Organizational commitment 3.54 0.71 agree

Table 2 presents the results of descriptive analysis regarding respondents' satisfaction
with various aspects of compensation and organizational commitment. The mean scores
indicate the average level of satisfaction, while the standard deviations reflect the dispersion
of responses around the mean.

For salary satisfaction, the mean score of 3.54 and a standard deviation of 0.77 suggest
that respondents, on average, were satisfied with their salary. Similarly, for perk satisfaction,
the mean score of 3.51 and a standard deviation of 0.81 indicate overall satisfaction with
perks. However, regarding bonus satisfaction, the mean score of 3.30 and a standard deviation
of 0.92 suggest a more neutral stance among respondents. This indicates that satisfaction with
bonuses varied more widely among respondents compared to salary and perks. Finally,
regarding organizational commitment, the mean score of 3.54 with a standard deviation of
0.71 suggests that respondents, on average, demonstrated satisfactory levels of commitment
to the organization. This indicates a generally positive sentiment among respondents towards
their organizational commitment.

Table 3 Correlation analysis results

Variable X1 X, X3 Y
X, Salary 1
X, Bonus 0.88 1
X3 Perk 0.81 0.87 1

Y Organizational commitment 0.93 0.94 0.93 1
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Table 3 provides highly correlated values between salary and bonus, perks, and
organizational commitment ( 0. 88, 0. 81, and 0. 93 respectively) , it suggests strong
interdependencies among these factors. Hair et al. (2009) indicated that if the correlation >
0.8 then severe multicollinearity may be present. Such high correlations may lead to
multicollinearity issues in regression analysis, making it challenging to isolate the unique effects
of each compensation component on organizational commitment. Thus, VIF test should be
performed. This multicollinearity could obscure the true relationships between variables,
potentially inflating standard errors and hindering the accuracy of predictive models.
Addressing this challenge requires careful consideration and possibly revaluation of the
measurement and interpretation of compensation components to mitigate the effects of

multicollinearity.

Table 4 Impact of employee compensation on organizational commitments

Variable Coefficients  Standard Error  t Stat P-value
Intercept 0.44 0.04 10.06 0.00%*
Salary 0.31 0.02 13.10 0.00**
Bonus 0.22 0.02 9.37 0.00**
Perks 0.36 0.02 16.57 0.00**
Affective commitment 0.44 0.04 10.06 0.00**

R? = 0.965, Adjusted R? = 0.965, F = 2256.29**, Significance F = 0.000

** denotes significance level at 0.01, respectively

The results of the regression analysis examining the relationship between employee
compensation (salary, bonus, perks) and organizational commitment demonstrate a highly
significant and positive association. The multiple linear regression model exhibited an adjusted
R-squared value of 0.965, indicating a strong overall goodness of fit. This suggests that
approximately 96.5% of the variance in organizational commitment can be explained by the
predictor variables in the model. Moreover, the F-test value of 2256.29 yielded a probability
of significance exceeding 99%, further confirming the robustness of the regression model. This
indicates that the relationship between employee compensation and organizational

commitment is statistically significant and unlikely to have occurred by chance.

Specifically, the analysis reveals that salary, bonus, and perks all have a significant
positive impact on organizational commitment at 0.31, 0.22, and 0. 36, respectively. This
suggests that higher levels of compensation, including base salary, bonuses, and additional
perks or benefits, are associated with increased levels of commitment among employees as
magnitude were mentioned. Employees who perceive that they are fairly compensated for
their work are more likely to demonstrate greater dedication, loyalty, and engagement with

the organization.
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These findings underscore the importance of effectively managing employee
compensation as a means of fostering organizational commitment within the context of the
studied university. By offering competitive and equitable compensation packages, the
university can enhance employee satisfaction, motivation, and retention, ultimately
contributing to a more committed and productive workforce. These results provide valuable
insights for human resource management practices aimed at optimizing organizational
performance and employee well-being. In the regression analysis, the coefficients of employee
compensation (salary, bonus, perks) have a positive effect on organizational commitment, so

Hypothesis 1-3 are accepted.

5. Discussion

The data from academic professionals in China reveal notable patterns in their
satisfaction levels regarding various aspects of compensation and organizational commitment.
With a mean of 3.54 and a standard deviation of 0.77 for salary satisfaction, respondents
generally express contentment with their pay. Conversely, the mean of 3.30 and standard
deviation of 0.92 for bonus satisfaction indicate a more neutral sentiment. However,
satisfaction with perks is generally high, as evidenced by a mean of 3.51 and a standard
deviation of 0.81. Overall, the satisfactory mean of 3.54 and a standard deviation of 0.71 for
organizational commitment underscore a positive disposition towards their commitment to
their respective institutions. The table 2 provide insights into the levels of satisfaction with
different aspects of compensation and organizational commitment among the respondents,
highlighting areas of strength as well as potential areas for improvement. It shows when
measuring respondents' satisfaction with their salary, the mean was 3.54 and the standard
deviation was 0.77, showing that respondents were satisfied with the salary. When measuring
the respondents' satisfaction with their bonuses, the mean was 3.30 and the standard
deviation was 0.92, showing that the respondents were neutral toward bonus payment. When
measuring respondents' satisfaction with their perk, the mean was 3.51 and a standard

deviation was 0.81, showing that respondents were satisfied with amount of perk received.

Thus, this research posits that individuals compare their own input (such as effort,
skills, and dedication) and outcomes (such as pay, recognition, and job satisfaction) to those
of others in similar positions. If they perceive an imbalance between their input and outcomes
compared to their peers, they may experience feelings of inequity. In the context of the
described data from academic professionals in China, Equity Theory suggests that individuals
may evaluate their compensation (input) relative to their colleagues and their organizational
commitment (outcome) based on perceived fairness. The satisfaction levels observed in
salary, bonus, and perks may reflect this comparison process, influencing perceptions of equity

and organizational commitment.
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Base on regression findings the Equity Theory provides a lens through which individuals
assess the fairness of their compensation relative to their inputs and outcomes compared to
others. The highly significant and positive association found in the regression analysis suggests
that employees perceive their compensation as fair and equitable, leading to increased
organizational commitment. This perception of fairness likely fosters a sense of trust and
reciprocity between employees and the organization, reinforcing their commitment and
dedication. The findings support the idea that a well-managed compensation system can align
with the principles of Equity Theory, promoting employee satisfaction, motivation, and

ultimately, organizational success.

6. Research implication

The research findings outlined above carry significant implications for both theory and
practice in the field of human resource management and organizational behavior.

The findings contribute to the existing body of knowledge by providing empirical
evidence of the relationship between employee compensation and organizational
commitment. This reinforces the importance of compensation as a key determinant of
employee attitudes and behaviors within organizations. The acceptance of Hypotheses 1-3
corroborates the theoretical underpinnings of the study, affirming the positive impact of salary,
bonus, and perks on organizational commitment. This supports the relevance of equity theory
in explaining the link between compensation fairness and employee engagement.

The findings emphasize the critical role of effectively managing employee
compensation in fostering organizational commitment. Organizations, including the studied
university, can leverage these insights to design and implement competitive and equitable
compensation packages tailored to the needs and preferences of employees. This, in turn,
contributes to a more committed and productive workforce, ultimately enhancing
organizational performance and success.

The results provide valuable guidance for HR practitioners in developing and
implementing compensation strategies aimed at optimizing organizational performance and
employee well-being. Emphasizing fairness and transparency in compensation practices can
toughen employees' perceptions of organizational commitment.

Based on the research findings and the application of Equity Theory to understand
employee satisfaction and organizational commitment among academic professionals in
China, there are several future research recommendations such as conduct longitudinal
studies to track changes in satisfaction levels and organizational commitment over time.
Investigate potential mediating or moderating variables that may influence the relationship
between perceptions of fairness and organizational commitment. Factors such as
organizational culture, leadership styles, or individual characteristics could play significant

roles in shaping these dynamics. By addressing these research avenues, scholars can further
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advance our understanding of the relationship between compensation, perceptions of
fairness, and organizational commitment among academic professionals in China and beyond.
Such insights can inform evidence- based practices aimed at fostering a supportive and
conducive work environment for employees, ultimately contributing to organizational success

and employee satisfaction.
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mAfeiingusrasdifiowioudiounaduguinianisdeuvediou uasaruinelaves
fi3ou Aildonisasulasldinuuuudiassaniunisaluagnisasunuuussenslunisiey
msaeuinuinnssuLaznsUszneussia WumAdsluviesmeassifimsimuagmaassliung-
Tnedfinguiegnadutinfnw anginginisdans awinisdanis 4udil 2 wiseenidunguaiuau
15 A uaznguneans 15 au naunileayléunisaounuuussens dudnngunilaayléunisaoulag
THnunuudiassaniunisal Jinszvideyaseadifdonssamu Toud Aade wazdrudoauy
17351 warldaifiBeeyunu len maTeuiisudiads (Paired t-test) LaglU3oulitoudnasiig
suaqﬁy’qaaamjm (Independent Sample t-test)

Han1533enudn nsasulagldinuuuudtassantunisalitrunldlunisiseunisasy
Frrutanssuuaznisusenovgsia PasliiFouinadugninianindouiiftuniinisaen
LUUUSIENs fisgiutioddny 0.05 wavfiFeuiianufimelasonsaeulaeliinuuuudrassanunisal
1NAIMsARLLUUUTIIEeglusEiUINNTign
Adfey: nadugrsnisnsiBoy; inuuuudaeanunisal; uinnssuuasn1sUsEnoUgIA
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Abstract

The objective of the research was to compare students' academic achievement and
satisfaction with teaching using simulation games and lectures in the subjects of innovation
and business entrepreneurship. It is research in a laboratory with a predetermined
experimenter. The sample group was second-year students in the Faculty of Management
Science, Management major. The sample consisted of 15 control groups and 15 experimental
groups, with one group learning in lectures and the other group using simulation games. Data
were analyzed using descriptive statistics, including mean and standard deviation, and
inferential statistics, including comparing means (Paired t-test) and comparing the differences
between the two groups (Independent Sample t-test).

The results of the research found that using simulation games in teaching innovation
and business entrepreneurship subjects helped students have better learning achievement
than lectures at the significance level of 0.05, and the students were satisfied with the
teaching by simulation games rather than lectures.

Keywords: learning achievement; simulation games; innovation and business entrepreneurship

1. umi (Introduction)

msiunveameluladuazuinnssulv 9 dawalinginssuvesdrslutlagiuiinigSousd
A1erstu madoudiegn (Active Leaming) wiensi3sudiiunsasilevi lénaeidunadont
dny aztnetaunlinsissunsaoulutagtuivssansnmundetu Fisher (2010) Idnanlit
ns3euiiilalonnaldfisouiinisidnouiuedisdass uazanmuindondinavdrodsnals
UsgAnsnmlunisFounisasugetu iWuieadufu Dogani (2023) fisvyiniadsudidesntae
duasunsiidusinvesisou uazdmadonunseieseiu inluguadninienisseus wavvinue
yanrwAniidusravinimnnaly wioonananlédn nadeunsaeunuuiBegniu aedalenia
T Seuladidassyninudn uaznsldasilevinasisgaanuaulavesdFouldAbetu dwalifFou
AamsaasildinnnimaBsusuudadufitusuuounmsusseedundn

uinnssy vunefs nszurunstunsia sl Wethlugnisairsseldigemdad Tne
naUselevtifAnty onetnlddumGunselysle (Evan, 1966; National Innovation Agency, 2005;
Royal Society, 2013) Bsiieiludsddndmiunmssuiugsialudsandaqiuiifinguasuuiasodis
90157 nmsiwasundamaiinssuanudesnisvesuilaa suidesnainmiuiinihenasnis
voamalulad Jsuinnssuuaznisusznougsie Wundduseivvesannivinisdanis as
Ingnsiang sjatfunisianismeeuin wagnsaieassuinngsy ethlugnisesnuuugina
flanunsaadismnulfiusumeansutstuld Tnegaeulfihnmsiamunssuiunsaisassauianssy
1PED9BIINUUIAA “NTZUIUNITAALTIDONILUU (Design thinking)” 484 Hasso Plattner (2010)
LagANHARAUNgEAie 9 Bnunuie aulidukuudiaes “Useaguinnssu” wse “PRA-TO to
innovation Model” (Daoruang, 2023) iisl#lunisdnnisieunsaoulutiagdu daannmsianani
mMsAnwvestinAnuianging1nsdans luaians@nuiil 3 Ynsfnwn 2565 NuIAZLLUNANIS
Boulumeivuinnssuuaznisuszneugsialneiadevesindnmaniuosay 78.29 Fsfiazuuudia
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nimasguigaouimualififosas 85.00 wazideasunudsiyvinuit Tnsdwsnnliamnsasi
arandila wazansundeuld fafudaouividuesnuumslunmsyiulsnssuiunisGounisaon
Tngldmaoudidanidundunumlunisdeunsaeu ilenadugrvesSeufigedu

Nnteyaiinanandiedu §ifeddddainsmaassnieluviessou devinsisuliie
nadugrsnensSeunarenufisnelavesfifouiidensaeulasldinuuuuiaesaniunisaivagnng
A0ULUUUTTENY TuN1558unsaouIvIuinnssukayn1sUsenoussna

2. IgUsaeAn1333e (Objectives)
1. len3suiiivunaduguisniinisfeuvesdisou Aildensaeulaglfinuuuudiassaniunisal
warn1saUKUUUSIENe TunsiSeunisasuivuinnssuuagsnisusenaussia
2. WiewSeuifisuanuitonelavestiSou Afidensasulasldinuuuudiassaniunisaluaznis
gouluuuTIeNy Tunsissunsasuinuinnssuuaznsusenaugsna

3. N1INUNIUITIUNTIY (Literature Review)

3.1 mM3Beuilagldinuuuuinassaniunisel

11 (Game) Ao Aanssumsudsiuegnsaiieassd Allanvaynautunaunaulundouiu
aszdfyfigenunsnegnieluny iungszuuszieu uavdedidnsing q vligiauaiunsaiae
vinwe wagdnunmunegeeniitlunsaulfegiadui Tuvuefianiunisaisiass (Simulation)
Wisunileudsiiduuusssy viemsadaunumanud ievinldinese mavhenudlaludinege
LAENENEIUFOULUUAN WMLAINGON 3037 UUAS 7 Tvilouaiannilan (Gibson, et al, 2007) usiin
ATUMHIE TN LAz NI AB U LANANaTY Ll T0NA 1210 Snwaizlagiluiy
Aoutefisimiioudu Prensky (2003) lénanl¥1 aomunisaisiaesiu annsnadidlidudossm
wagnatendunuld uazdaannsanatsiduvendulddndae Meltuegfuasiigatredeanisias
PRI

9N91U3Teves Masahiro (2007) 1éad1anunseau “Sue-hirogari Sugoroku” wieldlunis
AouInan 309n15uanuasuUYILN dudutnAnuduiseuAnuUa 6 S1uau 4 Wos wu
Pnidsudrulnagfinuaulalusang waraunsadladendosnisuanuasuuuniuuleasy
Lehtonen and Haho (2003) launuuuuiiassaniunisalidiungaslunisaeuidvn Production
Management wu1 msldinuuuudiaesdl Faensgdulifiouinauiiuiu owanauii
melunmsuidgmiilduiueuiiRefusswihadunui nfindnddusaivatuayuuudadi
insnuuSraesanunsal HrelifSsuamsaaynlundeniunisandt wazmsSousluGesi q 16
Fifatu uaziilUgnadunyivieniadouiigauld

3.2 msiansieuilagldinuuuuinassaanunisalidugiu

9nuiade “The Game of Game-Based Learning” lénanali31 msiwnudhundudiumils
MmﬁaumsaamvﬂhsﬁqLﬁ%mmiﬁsu%ﬁLﬁuﬁﬁaulﬂuﬁﬁm reliAnnsasuLUamNINS ANy
fiflusAnsnmannBetu ansiauinuemsuitym msAnddinnsuasinuemshausei
fugpu sludamafinusagslanenadeuligadiuldandae (Raj, et al., 2022) nsdanisdoudiag
Tdnunuudtassaniunisel (Simulation games) Wusuuuunsinnisiseunsasulagyssyndld
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sULuunsTamssewseuslagldinudugiu (Games Based Learing) senisinassaniunisalli
AiFeunansunumanuinuglufunmsiiAanssunisifeunsaeuiildinuduesdusznoulunisi
unumanFilRIuass

2eAUsznaUYaLNNLUUIIaRsaa1unisal ilelinisdanisdeuslasldinuuuudians
anunIaliiusednsnin asazdsenauluny fiieu daeu Tenvuavianfininisiay I5n1siau
woAnsIuTLAnIDDNYR3oY WazuuUnaoyTaNanTSeusve s Sy

1%
)=

TunaunsInnseumsaeulagldinuuuuitaesaniunisal dgasiden il

Fudl 1 ns¥uasdayadify ndade fasuiinisoSurefessanbeniu anuddny
fnquszasd uazusglovinioamsvddnmesnisiious nuludsinueigifeusuduseddlunsiau
AL TRRETUNSAIE

$udl 2 nsduasn@niuaziinisidy nanfe dasurrrhinisesuneienszuaunislunig
fudunsidunauuuiiaes Mvusuvumantd defvun ngadinie 9 WeligFeusuiieunum
wazvthitvesay sluiedsfianunsanssshuarliannsansgsildiitelhAnanudaaunazaiusn
AunsseunsaeulnegiiusEansam

Fuit 3 maiFeudaninauuudiaesaanunsel nanfe fiFouazudunumuunumild
fsunld wagduinsudeiulunisairsassduinnssumunszuiunmsduneuiidaoudugsivun
fuguistuilegnsngy negaeuasyiminfinuauianssy uasmuguiat wiourdang Suiin
weAnssy wavlinguuuluwiasianssuvesiseu ulufanishimuunin uasanugismdesening
NSEUAIY

Fudl 4 nsdauenasu nanfe fEsuandufinavonanuilldaininuiuusias

anunsel WeuauesegmInaAnNaauliitn s sudyunSulanuluasal dauau 3 viu

Y
a

dledugan1sinaue MaSeulazEmTnaditiiulinzwuuiunguiausavinuanulaanan

9 9

Y o a L= Yoy v o L4 ! I (% Ql'
Yuh 5 agduazafiusnenanisiseuinlaanninauuudnassanIun1Tal Na1Ae 1RIAINT
ugan1slinzwuy Jaeuaziminnlunisaguna wazduasdsanudaiulunisiiazuuuees

e e

a = a v a A Ay vo v & a o a
Vliﬂﬂm'a%] 5'33JVL‘U§]\'1ﬂ?qmﬂ@LﬂusﬂaﬂﬁjLﬁﬂusLUﬂQNQU WI@V]']ﬂW{L‘V]ﬂgLLuu LA YIWNYINUNEANTTN

e

Y a o

YoeKiU anszdfguarauiTlaTuINMsEwnILUUTaesEaunsalluassliseulasunsu

3.3 Uszaguinnssu (PRA-TO to Innovation)

(Y] . = I o o v au I3 I Ly 1 3, I

wInN55U (Innovation) AeduddAgyidian a3dAnseing q Tudagtulvanuauladuegis
wn iszdudafiazdiluheaiisanuldiuiouninisudeiuy sudsniassiiuisnnud Ay
n1sasannulaiseunianisudaty 3aladariuauensamansyd 20 U (w.a. 2561 - 2580) Tuu
A g awva 9 v 1% Y o MYy oA =
watlusuamalunsuia Widssnalvneanunsoadaanulausounmansuwtstulaegaddu tned
WHURIUNUsEnUN 18 Ndatiunisiiulpegedidu nelddhmnenisiauniuegvsenansyfniu
NsaseANNaINTaluNSWItY Welilssmalidnainuausalun1suadung

NHAF1TIIVBY annAsegiatan (World Economic Forum: WEF) Tusiea1u suanuenis
191U (The Future of Jobs Report) 2020 wua1 “winnssu” deiduvinuweidAgsuaudl 1 M03Ans
A58 ULREIAY USEN McKinsey and Company 1 lu 3 98suiennusnuiszaulan na121n
“Uinnssu Aedaazylevinliesdnsuszauainudnialuga COVID-19 1a” (Am, et al., 2020)
40AAABINUINUITBVBY Daoruang and Sapsanguanboon (2023) ina121191 n1sasneda
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AMLAINNTINIINSUUTUYedesAnT lalldiissAntaInTaveitl widisindaauauisaty
nsaseaTsAranuy neuauenufoin1sveduslaamie

wuuSraesUsyaguinnssu (PRATO to innovation) Aewdsluguuuunsyurumsiiilgnns
sonuuuuInnssulvl FeldleifiouAnansasinienssuauniswindu anudade “Ten Types of
Innovation: The discipline of building breakthroughs” (Keeley, et al., 2013) lavin1suususzaan
yosuinnssueandu 10 Uuuy il (1) sULuUNSYINMLs (Profit Model) (2) 130918 (Network)
(3) Imse@sna (Structure) (4) n5zUIUNIT (Process) (5) UsednSninveswdndaai (Product
Performance) (6) SeUUTRIHANAMY (Product System) (7) n15USNNS (Service) (8) ¥09M19N154A
1118 (Channel) (9) #518UAN (Brand) wa (10) AUKNTLYBIGNAT (Customer Engagement)

mndeyatrsiudlifiui uinnssuduansmitauoseninlduainuaissuuu dedu e
Junsumuinnssuiianansadilugnmsaiennuldivsoumanisudedu Tunisuseneugsioudn
Sududiosdinssurumsiitomdeieliannsoasdasautnnssumantdean il Tnedaou 16
ns@nynasdedauiananganfungufiaie 9 aulddu wuudiaes “Uszpduinnssu” wie
“PRA-TO to innovation Model” (Daoruang, 2023) FaazUsznaulusne nszuiunslunisadsassé
winnssy filSevatioutssgitlugdude 5 Ussg fed

‘Uiz@mu‘ﬁ 1 Az NSAUMNAIINABINTTVDIGNAT (Pinpoint) Lﬁdﬁ’lﬁm?}ﬁay)a LLﬁzﬂ’J’]@Ji‘ﬁl
Fudusonsiaunddn q wazdadunseunseuwnalunisimuuTanssy Uiz@muﬁ' 2 Ao N3
USunseunemnudsifiedumuuipaiinunzay (Reframe) wiefiaulavduasdumuuifnlm 1
iotduuuamslumsarsfunuuuianssy Ussquiud 3 Ao msdndenuinnssuuaziilaing
funuy (Action) Tnefinrsanannussduddnsing 4 faenulval M3asenae waziaueenu iy
FunuuRTudosld Useguiud 4 Ae msveaeu (Test) Augninguidmnetiiefionsanisdouusii
udhuusuuse wily Wldundauinnssudiauysal uazgavine Ussquiud 5 fie madiausnay
suuianssudngnain (Offering) Wilafuuaiirnisnisdiduianis msadraseld uaziluldlu
NN38ONHUUNTUTENBUTIAA

3.4 nadugnsMenIsiSey

NaduaMEN9NTFeu mnefls mnufuazanandilalumsiSeu Fedmnaldanaziuunisi
wuunaaeuUstls S1uau 10 1o LileTanadunydvnanisfeuiviuianssuasnisUsznougsie Fos
N3LUIUNNTATNETIAUTINTIULALNTIANINNEIAAIEYSEA U IANTTY

3.5 auienalavastindnw

arfianela (Satisfaction) ey nmagnisensunl wieanuidniiuiiintudedad duwa
sioorsuninieluveusiazyana 1hlugn1slinounagmevaussoonun auuuiidusiold uasdudes
Lailel mndleldunsaevaussiiaansaduduaudesnsvizerumanisesiuls azrelhia
ANEY ALENRT Aiguazinddle neliiAnussdnsaim Ussdndua suilugainudusoniy
Whanefidmuald mnnanisanufiovelafifdenisuszdiuan e1andnfwadugrinianisisey
w’%am,%«?hl,asuﬁqqsﬁu faunfnues Maslow (1987) findnisdiudumiudesns fivseneuldse
ANFINTIFILE9NY AnssiupkaraLUaendy Fudsen mseanswifufio uazA ALyl
Tudin delafnuiinrudesmsluduusnldsumaiusuugs aenoliifnaudosnisdodmneg
solu uazazAugniiveidoldussgnudduduildaman sl idoutosud
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3.6 MuATeiiRgafes

Chincharoen (2021) léinns@nwuieaiu mswaufanssunsieuilaeldvesainmiy
gufldaaiuauaaaiiussuuiing dmiuindoutuiseunui 4 doauasmussansam
msfaravesnsliau uasanuAaiuvesiniouifideAanssunisFoudlasldvesanudugiu
HaNFITENUI vesanuifautuannsniluianaauaatndiuszuuinavesinieundaieu
Iegsninasinasgiuidvuald Sevaz 75 egsiifodfy uazanudniuvestindougldnunuin
vadnnuaninsatisduaiumuaandiuszuuiing egluszduanniian

Chuayprakong (2022) lvinsfinwnieatu msiaurinuglunswitamilaenisidinundu
§1u Foe wlevensdunazniseds veainideusyiuduisondnui¥i 6 lsadsunwmainel e
Anwinsdanisisvunisaeuaunsanauineelunisuadaminienisiseu wasiuSuuiisunis
Seunsaouwuuund wazwuunstdinadugiu 9nnansivenui dneelunsuidguimienis
SouvesfiFoulsvivgeluogaiitoddny worinGeundunaassiildmsianiadsunisaoulaslding
Buguflazuuuvdadougani dnideungumuauilinsdanisideumsasuuuuung

Chavalit (2023) Idvhnsnuiieatu msiammadugrdnianisidendvniuing Beq
fua vesdniSeutuuszoufinud 4 tneldinudugiu (Game Based Learning) iler3euiiien
NadugnSnouLarnds AnwzUuuun1sdanisiseunisasu uazaduinelavesinieulunisda
Aanssunsdsunsaeulaelfinudugiu anuan1sidenudn sadugrinianmsSeuresinFounds
T8 qﬁsﬁuaﬂwqﬁﬁaﬁﬁm nudandunumdrdndenadugnsmenisine dnideufinnufionela
waztanadiinaInnsTiinudugu eglusefuanniian

Kunpol (2023) I&inmsfinwuieatu msdanisdeuilaelfinubugiu dewaumadugns
nensiseuinadinmaniveninSeussiututseudnundil 1 iewannadugninansSeu was
Anwanufianelavesindeusenisieudadamanslasldinudugiu anuansideonudn Azuwu
AsnadugrimansBsuvesindsugeluniunasifosay 20 sgnaieddny warlimufielaog
Tusguanniiae

4. 35015798 (Research Methodology)

aiAdeluadedl Wunsideluiemeans (Laboratory experiment) Aldinungnandliud:
(Quasi experiment) wazldmsiarauuy 2 ads fis neunazndsn1sMAgoU (One-group pretest-
posttest design)

4.1 ngalviang

nauArUAN fo tnAnwianyine1nsdans arwinisdans T 2 naudl 1 Swauoun
15 au Tngazvinnisaeu 13eanszurunsaiisassruinnssuuazn1sinnisniagsiameyseag
winnssu neldsunuunmsauluuuIIEey

NauNAaeY Av UNANYIAMEINGINITIANTT A1UIN1SIANTT TR 2 ﬂ&jmﬁ 2 §runustanun
15 au Tngazviinisaeu 13eanszurunsaiisassruinnssuuazn1sinnisniagsiameUseng
winnssu Wneldinuuuusiaesaounisailudslunisaeu

4.2 \a3esdiefldlun1sise

1. UOSANULUUTIaIdnIUN158d (Board Game)
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2. wuuvedeUReuTsulazndaEu Wessiiuanufites nzurumsaieasIAuinnsey
LazN1sIANIsegINameUsegduinnssy Wuluuneaeudsie Sruaustanun 10 do (zuuudiy 10
ALUL)

3. wuunageuauiawelavesdiFeu fidensasulagld “inunuudiassaniunisal uay
nsaoukuuUTsene” ukuuaeun ukuuNIRSIdINUsENI AT (Rating Scale) §1u7u 5 8AuU
dmuinanuiianelansensiious Fsazdszneulufiedodnn 10 4o

4.3 aaanldluuide

1. [¥adfnssaiun (Descriptive Statistic) fgn1smAadsardDsLuuNInTIZIL 103
AZLUUKUUVIAEDUNDUKAE VRS kazAuflanelavenguidmvung

2. 14adfiBaevyuu (inferential Statistic) il TnmzsinadugninianisSeulagisuains
Wisuifsuasuuunounasviduieu vosiaasingu (Paired t-test) uaziUFouiilsumanisves
AZLUUADULTIULAZUAITU suaaﬁgqaaaﬂejm (Independent Sample t-test) (Ruenrom, 2015)

4.4 MUY

TinAnungusegnadnfumananes feil

nguAaUAN Yuuuneaeunoudoy Wuat 15 uift vdsandy wuangugiseuseniu
5 naw Naua 3 AL TmsaeunuuuTIsed L 3 alus uasileduganisussets weuvsngauli
fiFouvinsiauenaiu nguay 3 it Insdmuanarlumswisunisiiaue 1 $alue Wenns
SeuAuanas faeuasinistuandeafunginssuesiiou masddguazanuiildainnisGeulu
adsil grineliBourhuuunnaeundaoudnads una 15 uiil wiounouluvasUNATITS
welavosi3ounisensidou

ngunaaas shuvunageunoudeu iunat 15 wifl udsanniu widiFeusandu 5 nau
naNay 3 AU LievhmsiaunuuuuSassanunisal Tasdwuald 1 aulungu Wudwesians uas
3n 2 Aufudeasvhulihiuiudiuvesians daouazvhnistuasarssddyeny niuaz
oSuredormun ngninwesianssuil 1 dmniunsazngy axvhnsiau aeldnaniisaia el

q

D.

%4

lanasulunsdazurudseguinnssy Weoduanianssud 1 gasuazeSuredomviun ngnini1ves

Aanssuft 2 delu Foe 9 auasu 5 Aenssu tneldnanvisdu Avnssuay 30 Wi (wiazAanssuasd
AZLUUNITUTIANNTAINUAIAU) Mé’amﬂﬁ?uﬁaau%uawmamuslﬁl,wiazmju vihnsdiaueraui
16 nguaz 3 il Tnefuuanatlunswieunisdiaue 1 $9lus defmsanandl $1uru 3 vy ule
AugnmatiauetiediFouazinsinandiazsmiuliazuuutunguiiansovhnanuldiian

n&saniugasuazsimiilunisaguua wasduasisanundiulunislviazuuuves
fvsenand saluisanudadfiuesdFoulungudu Aldinisliazuuy nioufeduanienty
ngfnssnvesdFeu arszddyuaranuildsuanmadunuuuhassaniunisalluadstlnido
¥unsu gevnelvgidouiuuunaaeunduioudnads iunan 15 wiit wounsunuvasuay
anufianelavesdiSeuiitlionisiSeu
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5. Nan13338 (Research Finding)

5.1 wami‘mﬂaau“lumii'ﬂwaé’quémamiﬁawmQ’L’%’&Ju fifidensdounUUUTIIIBNaY
AsldinuuuuIaesaatunisal
15197 1 wan1sFeuifleunadugvinnanisSeuresifeuiiddensaounuuusseeuasnslding

WUUTIADIENIUATE
. . o Nafnen1sSeuLieu
- 71U nauLRUY NATU D v
Jsn156aU v NOULRYULATHATUY
Wi
v Mean SD Mean SD Mean SD Sig
ussonedudy
, 15 2.60 1.40 3.93 1.03 1.33 1.72  0.009*
(hauAuAL)
LNULUUINADS
#nuNIal 15 2.20 1.01 7.27 1.03 5.07 0.96 0.000*
(NQuUNARBY)

* fdyd Ay eananseavu 0.05

9915797 1 ﬂ'wLaﬁa%aﬂmaé‘quémﬁaﬂwsL§au ﬁam’%‘aumaqﬁﬁauﬁﬁmﬁaaul,t,uwsima
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7. 9LEUBLUTA5IVY (Research Suggestion)
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7.2 Howauauurlunisinideadedaly
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