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EMPLOYEE GREEN BEHAVIORS AFFECTING EMPLOYEE PERFORMANCE
ON CLIMATE CHANGE AND ENVIRONMENT OF EMPLOYEE
IN A GRVERNMENT ORGANIZATION

Sunantha Boonprakong!

Suraporn Onputtha®

Abstract

This research aims to study the factors measuring environmentally friendly behaviors
that affect the performance of employees in climate and environmental change within a
government organization. Data were collected from 323 employees of the Department of
Climate Change and Environment using questionnaires. The data were analyzed through
descriptive statistics, including frequency, percentage, mean, and standard deviation, and
inferential statistics, including independent sample t-tests, one-way ANOVA, and multiple
regression analysis. The study found that factors measuring environmentally friendly
behaviors—such as the behaviors of initiative acceptance, behavioral change, sustainability,
and influencing others—significantly impacted employee performance in climate and
environmental change at the .05 significance level. Additionally, individual factors, including
age, education level, salary, job type, job level, and years of service, showed no significant
differences in environmentally friendly behaviors and climate and environmental
performance. However, gender significantly affected performance in climate and
environmental change concerning work quality and influenced environmentally friendly

behaviors, with a statistically significant difference at the .05 level.

Keywords: Environmentally Friendly Behavior, Work Performance, Climate and Environmental

Change
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n15197 1 Jeyaladediuyanagneuluuaauniy

tayaladudiuynna 31U Soway
LW
- 918 103 31.9
- M 220 68.1
218
- i 30 T 60 18.6
-31-4071 109 33.7
-41-501 101 31.3
- 11091 51 Y 53 16.4
SEAUNTSANEN
 PAMEATAT 22 6.8
- Usueyes 191 59.1
- Usaygy1ln 97 30.0
- USgugyen 13 4.0
USZANANRUSIUY
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- 97UNTT 3 9
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- WiNUIIYNT/gnanalsean 155 48.0
- 9151901358 AUV UAN /A5y 100 31.0
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INIIRULADU
- fnn 15,000 UM 30 9.3
- 15,001 - 30,000 um 188 58.2
- 30,001 - 45,000 um 74 229
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- 1771791 60,000 UM 8 2.5
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waAnssufidufinssedanndoy Anady  SD. SEAUAUAALITY

1. weAnssuMseysny (Conserving) 4.46 0.43 1niiap

2. anmiumwﬁﬂﬁmé’umw (Avoiding harm) 4.41 0.43 mnﬁqm

3. woAnssuAsTBvidwanetdu (Influencing others) 4.09 0.63 1N

4. woAnssuMITUAMARILSY (Taking initiative) 4.25 0.55 1niiap

5. wgAnssuAmSadu (Sustainability) 4.21 0.52 1niign

6. msmﬁammquﬁﬂsm (Transforming) 4.31 0.54 mﬂﬁqm
AT 429 045 1Nl
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1. AUARANNATU 4.31 0.56 1niign
2. iudSunany 4.34 0.56 1niian
3. ANUNAY 4.31 0.56 1niiap
4. puAnlgany 4.29 0.58 1niign

AT 432 049 1niian
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NN 4 ayUnansvndeuaNRg i dtdLuRARad e engRnssu U ulnssedundon

a PN " a %
WE]ﬂniia.lm‘duuﬂiﬂaaﬁl,l{maau

{]aﬁlﬂdauQﬂﬂa wqani‘su( wqansslu WORANTIN WORANTIN ‘wqﬁnlsiu . 3 AINTIU
nmseying  n1svanaes  nsiiavnswa ns3u Aanudsdy  Whguwdas
JuUATY foffdu  AdwWARIEN WoANTIYU
bNA 1=-0.692 1=-0.692 t=-0.143 t=-0.884 t=-1.176 t=0.351 t=-0.891
Sig.=0.489 Sig.0.489 Sig.=0.886  Sig.=0.377  Sig.=0.240 Sig.=0.726  Sig.=0.374
21¢ F3.672 F=1.190 F=1.456 F=0.417 F=1.644 F=0.519 F=1.330
Sig.=0.013*  Sig=0.314  Sig.=0.226  Sig.=0.741  Sig.=0.179 Sig.=0.722  Sig.=0.265
SE@UNNSANEN F=1.697 F=2.351 F=1.366 F=1.379 F=0.762 F=1.218 F=1.373
Sig.=0.168  Sig=0.072  Sig.=0.253  Sig.=0.249  Sig.=0.516 Sig.0.303  Sig.=0.251
USLLANAILINUS F=2.324 F=1.005 F=2.405 F=1.563 F=1.364 F=2.094 F=2.125
Sig.=0.075  Sig=0.391  Sig.=0.067  Sig.=0.198  Sig.=0.254  Sig.=0.101  Sig.=0.097
SEEUALILY F=2.429 F=1.338 F=2.012 F=0.395 F=0.997 F=1.000 F=1.304
Sig.=0.065  Sig=0.262  Sig.=0.112  Sig.=0.757  Sig.=0.395 Sig.=0.393  Sig.=0.273
Sos13uiau F=2.568 F=0.515 F=0.665 F=0.177 F=0.619 F=0.122 F=0.574
Sig=0.038*  Sig.=0.725  Sig=0.617  Sig=0.950  Sig.=0.649  Sig.=0.978  Sig=0.682
ITUTLIAINIT F=2579 F=1.833 F=1.286 F=1.188 F=1.453 F=0.519 F=1.304
Uiy Sig.=0.037*  Sig.=0.122  Sig.=0.275  Sig=0.316  Sig.=0.216 Sig.=0.722  Sig=0.268

* NUNBEN AULUAFIUTINUAIILLANGING
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AN fudsunu Aunan fiu ANTIN

YD99U U Aldane
o t=-2.173 t=-2.735 t=-0.893 t=-2.051 t=-2.314
Sig.=0.030% Sig=0321  Sig.=0.372  Sig.=0.042* Sig.0.021*
g F=1.151 F=1.245 F=0.683 F=1.381 F=1.360
Sig.=0.329 Sig=0.294  Sig.0.563  Sig.=0.249 Sig.=0.255
STRUNSANEN F=1.319 F=0.826 F=1.995 F=1.499 F=1.609
Sig=0.268 Sig=0.480  Sig.=0.115  Sig.=0.215 Sig.=0.187
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VD9 U Aldane
USLLANSLIAUS F=1.319 F=0.885 F=0.754 F=1.296 F=1.018
Sig.=0.268 Sig0.449  Sig=0.521  Sig.=0.276 Sig.=0.385
STAURILIAUS F=2.228 F=0.598 F=1.176 F=0.2747 F=1.529
Sig.=0.085 Sig=0.617  Sig=0319  Sig=0.043*  Sig=0.207
Fntufiou F=0.767 F=0.720 F=0.534 F=1.934 F=0.870
Sig>=0.548 Sig=0.576  Sig=0.711  Sig.=0.104 Sig.=0.482
588LIa1IN U TR F=3.277 F=1.598 F=0.529 F=1.489 F=1.974
Sig=0.012*  Sig=0.175  Sig=0.715  Sig.0.205 Sig.=0.098

* NUNBEN AULAFIUTINUAIILLANGING

a A a | a Y Aaa a ' a a ° Y a
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R=0.772 R=0.596 Adjusted R’ = 0.591 S.E.E. = 0.312 Sig.= 0.000 Durbin-Watson = 2.036

o P

*syautednnisyeu 0.05
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Abstract

This research is a mixed-methods study utilizing a sequential explanatory design,
starting with a qualitative study and using quantitative research to test hypotheses developed
from the qualitative findings. The qualitative research aims to explore negative organizational
factors contributing to employees' reduced dedication to work. It employed in-depth
interviews with 32 participants, who were employees in various enterprises in the Eastern
region and Bangkok province, considering the suitability of industrial estates and industrial
zones. Data saturation indicated negative organizational factors reducing employees'
dedication to work, including lack of organizational support, workplace-induced stress,
ineffective leadership, limited opportunities for career advancement, poor work environment
and culture, and job insecurity. The researchers sought to identify the main organizational
factors influencing employees' reduced dedication to work and collected data using a
structured questionnaire from a sample of 315 respondents. Hypotheses were tested using
linear regression analysis. The study found that lack of organizational support (X1), workplace
stress (X2), and ineffective leadership or management (X4) had no statistically significant
impact on employees' dedication to work, with p-values greater than 0.05. Conversely,
limitations in career advancement opportunities (X3), Negative environment and culture at

work (X5), and job insecurity (X6) had a significant impact on employees' dedication to work.

Keywords: Negative Organizational Factors, Employees, Dedication of Work

1234 Burapha Business School, Burapha University, 169 Bangsaen Road, Bang Saen, Chon Buri, Thailand 20131

Email: 2 suchada_w@go.buu.ac.th * wanvice@buu.ac.th ¢ piyapromh@gmail.com

* Corresponding author email: chanon@go.buu.ac.th

19



Humanities and Social Science Research Promotion Network Journal

Volume 7 Issue 3 (September - December 2024)

Introduction

Employee dedication is crucial to a company's success. A lack of job dedication hurts
both the employee and the company, according to multiple studies. Undedicated workers
may be less engaged in business events. Unmotivated workers may not want to help the
company succeed and uphold its values. Insufficient job satisfaction and engagement can lead
to absenteeism, turnover, and lower productivity Hackman and Oldham (1976). Thus,
management must identify and address the causes of employee disengagement. (Saks, 2006).
Discovered that individuals who lack job dedication exhibit lower productivity, higher rates of
absenteeism, and are more prone to leaving their jobs. Disengagement may also hinder the
recruitment and retention of high-caliber personnel by negatively affecting the organization's
brand and work culture. Profitability, customer satisfaction, and the acquisition and retention
of top talent can all be enhanced. Prioritize employee dedication if a business wishes to
succeed in the fast-paced, competitive business environment of the present day.

According to recent surveys, many workers lack dedication. A 2021 Gallup survey
found that 20% of employees worldwide are fully engaged at work, while 55% are not engaged
or 25% are actively disengaged (Gallup, 2021). A 2020 Mercer survey of US employees found
that 33% are highly engaged, 24% moderately engaged, and 43% disengaged. Additionally,
organizational factors and employee dedication have been studied (Mercer, 2020). Job
demands negatively affected employee engagement, while transformational leadership, job
autonomy and organizational support positively affected it, according to Devil and Mahajan
(2019). Other research by Churchill et al. (2023). Found that age, gender, job satisfaction,
compensation satisfaction, and organizational culture affect employee turnover. The labor
market changes, according to Bartczak and Szymankowska (2019). Depending on age,
experience, and qualifications, employees have different hiring expectations and seek different
incentives. For employers, motivating new hires to stay committed and engaged is difficult. A
negative atmosphere, poor pay, and inappropriate relationships with superiors are common
reasons for job resignations, according to research.

Negative organizational factors that reduce employee work dedication are crucial to
this research. Organizations must understand these factors to overcome employee motivation
and dedication issues that hurt productivity and performance. Investigating and identifying
these negative factors can improve workplaces and employee engagement. This study
examines how mitigating negative organizational factors affects employee commitment and

success.
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Research Objectives
1. To investigate detrimental organizational factors reducing employee dedication.

2. To examine the impact of negative organizational factors on employee dedication.

Research hypothesis of quantitative study
Hypothesis 1: Lack of organizational support (X1) affects employee dedication.
Hypothesis 2: Workplace stress (X2) impacts employee dedication.
Hypothesis 3: Limited growth opportunities (X3) affect employee dedication.
Hypothesis 4: Ineffective leadership (X4) affects employee dedication.
Hypothesis 5: Negative environment and culture at work (X5) impacts employee
dedication.

Hypothesis 6: Job insecurity (X6) influences employee dedication.

Conceptual framework in the quantitative study

The negative organizational factors

Lack of organizational support (X1)

Workplace stress (X2)

Limited Growth Opportunities (X3) ™
The Decline in Employee Work

Dedication (Y)

Ineffective Leadership or Management (X4) o

Negative environment and culture at work (X5)

Job insecurity (X6)

Figure 1 Conceptual framework

Literature Review
This study used qualitative methods initially, but then transformed them into
quantitative variables for hypothesis testing. While avoiding any undue influence on the study's

parameters, the relevant literature was reviewed to ensure robustness. To be discussed further
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in conjunction with quantitative results, the review merely gives background information on
variables. Therefore, the purpose of the literature review provided here is solely to provide
background information about the variables in the quantitative study, which can later be

analyzed in connection with the quantitative findings.

Organizational factors that commonly impact employee dedication to work

This literature review explores evidence on six vital organizational factors crucial for
fostering employee dedication. Here's a summary of the extracted variables. The identified
factors include:

1. Lack of organizational support diminishes employee dedication (Eisenberger et
al., 2001). Discovered a correlation between insufficient organizational support and reduced
affective organizational commitment, which in turn impacts task dedication. Employees who
do not receive adequate support are more likely to experience reduced motivation, increased
absenteeism, and a higher likelihood of leaving their job (Saks & Ashforth, 2000). According to
(Canboy et al,, 2023)., there is a negative relationship between how much support hotel
workers feel they receive from their organization and their levels of job satisfaction,
commitment, and desire to leave their job. Effective support systems decrease employee
turnover and boost motivation Intarakamol et al. (2022). Although lacking adequate support,
certain employees display intrinsic motivation, although their overall commitment may still
be impacted (Schunk & DiBenedetto, 2020; Good et al., 2022). Many of these relevant studies
provide evidence for Hypothesis 1: Insufficient organizational support diminishes employee
commitment.

2. Workplace stress, defined as the strain individuals experience due to job
demands, can lead to adverse health outcomes (Leka & Houdmont, 2010). Chronic stress
correlates with negative health effects and may diminish dedication to tasks Maslach et al.
(2001). Burnout, characterized by emotional exhaustion and reduced accomplishment, is
associated with lower job satisfaction and dedication (Lee & Ashforth, 1996). Moreover, work
stress might contribute to employees' lack of dedication to their jobs. When employees are
asked to work long hours or handle a heavy burden, they may experience exhaustion and job
burnout, resulting in decreasing dedication and performance (Bakker et al., 2005). High job
demands and low resources contribute to burnout, affecting dedication and intention to leave
(Halbesleben & Buckley, 2004). Employees in demanding roles or facing overwhelming

workloads experience decreased dedication and performance Cooper et al. (2001). Work-

22



NIANTATOVIAUATUNTIENUYRemanSuazdIrurans

Ui 7 atufl 3 (Fueneu - Suaneu 2567)

related stress negatively impacts performance and social interactions (Wong et al., 2021), yet
some employees develop coping mechanisms to manage stress (Bjarntoft et al., 2020). Despite
stress being common, effective coping strategies are essential to maintain dedication to work.
A multitude of pertinent studies support Hypothesis 2: Stress influences reducing employees'
work dedication.

3. Lack of opportunity for growth and development: Without chances for growth
and development, employees perceive limited prospects to master new skills or advance
professionally (Anand et al,, 2023). This lack leads to poorer job satisfaction and higher
turnover intentions, potentially diminishing employee dedication (Tremblay et al., 2009). Wu
and Liu (2022) found that limited career development choices impact employee engagement
and dedication. To enhance loyalty and retention, they advocate for training and mentoring
to help employees acquire new skills and advance in their careers. Career prospects
significantly impact employee behavior, with stronger career progression correlating with higher
job satisfaction, work engagement, and organizational dedication (Park, 2020). Conversely,
limited career advancement opportunities are associated with higher resignation rates and
absenteeism. Career advancement opportunities positively influence job attitudes and
organizational dedication (Kim et al., 2017). Businesses that invest in career development
retain more committed personnel (Intarakamol et al., 2022). While some individuals may
possess intrinsic motivation , despite inadequate support, overall dedication levels may
remain compromised (Schunk & DiBenedetto, 2020; Good et al., 2022). These findings support
hypothesis 3: Lack of growth and development reduces employee dedication.

4. Ineffective leadership or management: Ineffective management may reduce
employee dedication. Researchers have found that employees are less satisfied and dedicated
when they perceive their bosses as inefficient or untrustworthy. Lack of clarity, autonomy, and
resources at work might diminish motivation and commitment due to poor management (Blau
& Boal, 1987; Klein & Kozlowski, 2000; Makambe & Moeng, 2020). Employees' perceptions of
their leaders' effectiveness impact organizational dedication. Organizational dedication and
task dedication deteriorate when workers regard their leaders as ineffective. Abusive
supervision, characterized by persistent hostility, diminishes work engagement and
organizational dedication. Bello (2012) and Sitthipongsakul and Intarak (2022) argue that ethical
leadership and effective internal management enhance organizational performance, fostering
fully committed subordinates. Without good leadership, corporate enthusiasm may wane.

(Widagdo et al., 2018). Suggest that pay, benefits, and work satisfaction remain important even
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under inadequate leadership. Even when leadership and management are poor, individuals
remain motivated, work hard, and stay loyal to the company. Many of these relevant studies
are possible to propose Hypothesis 4: Ineffective leadership or management influences a
decrease in employees' work dedication.

5. Company culture and climate, including shared values, beliefs, and workplace
atmosphere, significantly impact employee behavior and performance. Organizational culture
that conflicts with personal values can cause dissatisfaction and decrease dedication (O'Reilly
& Chatman, 1996). A hostile workplace with conflict and discrimination can also demotivate
workers (Frazier et al, 2013). Negative culture and work climate increase turnover and
decrease employee engagement, according to (Schneider et al., 2013). If organizational culture
matches values, employees are more engaged and dedicated, but low trust and unclear
expectations cause disengagement. Positive workplace culture increases employee dedication.
Wang et al. (2020) found that good management and a positive workplace foster long-term
employee satisfaction and loyalty. Workplace culture decreases resignation intentions. A
healthy company culture that emphasizes employee-centricity, communication, and
innovation motivates employees, according to Sirirat (2021). Thus, culture and environment-
focused firms strongly affect staff mental health and motivation. Communication issues like
language, tone, gestures, and disrespect can lower motivation, collaboration, and even
resignation. Instead, healthy work cultures promote learning and integration to help
employees achieve company goals. According to these findings, Hypothesis 5 suggests that
negative company culture and climate decrease employee dedication.

6. Job instability, characterized by uncertainty regarding employment status and
concerns about job security, has been linked to negative outcomes for employees such as
increased stress and reduced job satisfaction (Probst & Brubaker, 2001). Tremblay et al. (2009)
found that perceived job instability was negatively associated with employee work
engagement and organizational dedication. Workers experiencing job insecurity were more
likely to have lower levels of work engagement and organizational dedication, resulting in
decreased work dedication. (Gragnano et al., 2020) noted that job insecurity negatively impacts
employee attitudes and behaviors, correlating with lower job satisfaction, organizational
commitment, work engagement, and higher turnover intentions. Employees perceiving job
instability may become less committed to their work and organization, leading to decreased
productivity and performance. Gunlu et al. (2010) observed that job instability predicted lower

job satisfaction among hotel employees, leading to decreased motivation, commitment, and
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effort. Overall, these studies suggest that job insecurity can lead to employee disengagement,
adversely affecting the company. Addressing job uncertainty is crucial for enhancing job
happiness, commitment and engagement (Adisa at al., 2023). Kucuk (2023) found that job role
uncertainty affects work performance, prompting employees with unclear career paths to seek
opportunities elsewhere. Similar research by Darvishmotevali and Ali (2020) revealed that job
insecurity diminishes employees' quality of life, increases stress and demotivation at work, and
reduces long-term commitment to the organization. These findings support Hypothesis 6: Job

instability reduces employee dedication.

Research Methodology

This study employs a mixed-method approach, specifically using an exploratory
sequential design. It starts with qualitative research to explore knowledge and truths within
individual data providers. Quantitative research follows to verify alignment between
qualitative findings and perceptual data. This approach aligns with Creswell's principles (1998,
2012, 2013, 2014), suggesting it yields more credible outcomes than using only qualitative or
quantitative methods.

Qualitative research: This study identifies negative organizational factors affecting
employee dedication through qualitative investigation. It begins with comprehensive semi-
structured interviews following Patton (1990) criteria. Data are collected from employees in
eastern Thailand and Samut Prakan, with 32 interviews achieving data saturation. Concurrent
data analysis and iterative interviews are conducted until saturation, unless new insights
emerge.

Quantitative research: Following qualitative findings, variables are extracted for
hypothesis testing through multivariate regression analysis. A structured questionnaire gathers
data from 315 individuals in the eastern region and Bangkok. The questionnaire's content
validity exceeds 0.7 10C score, and its reliability is confirmed with Cronbach's Alpha reaching
0.7 Cronbach (1970) The study adheres to statistical guidelines, employing multiple regression

analysis to examine the impact of independent variables on workforce dedication.

Research Results
Qualitative Research
Findings from thorough interviews with 32 participants revealed saturated data

pointing to negative organizational factors as contributors to decreased employee work

25



Humanities and Social Science Research Promotion Network Journal

Volume 7 Issue 3 (September - December 2024)

dedication. These variables, aligned with Creswell's (2014) guidelines for qualitative data

analysis, are synthetically grouped as table 1.

Table 1 Negative organizational factors that cause employees to reduce their dedication to

work.

Coding Category Theme
Negative treatment, bias, disrespect, Lack of organizational Negative
neglect, ignoring, stifling creativity, support (X1) organizational
demoralizing. factors that cause
Striving, work-related stress, workplace Workplace stress (X2)  employees to
pressure, competition, high outcome reduce their
expectations. dedication to work.
Limitations on career advancement, no Limited Growth
promotion, stagnation, no high-level Opportunities (X3)

positions, favoritism

Bad management, lack of vision, favoritism,  Ineffective Leadership
ignoring talent, not caring about what they ~ or Management (X4)

have to say, and not having any rules or

regulations

Toxic workplace culture, adverse Negative environment
environment, insubordination, and culture at work
condescension, ridicule, deceitful (X5)

deference.

Uncertainty, instability, precariousness, Job insecurity (X6)

vulnerability, instability, unpredictability,

fear, doubt, risk

Findings from thorough interviews with 32 participants revealed saturated data
pointing to negative organizational factors as contributors to decreased employee work
dedication. These variables, aligned with Creswell's (2014) guidelines for qualitative data
analysis, are synthetically grouped as follows: Lack of organizational support (X1), Workplace
stress (X2), Limited growth opportunities (X3), Ineffective leadership (X4), Negative work

environment (X5), and Job insecurity (X6), as illustrated in Table 1.
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The study summarizes data from 315 survey respondents. in Table 2 showing the

demographic Characteristics of the Respondents

Table 2 Demographic Characteristics of the Respondents

Demographic Factors

Descriptive Statistics

Gender Fermale: 225 (71.4%)
Male: 90 (28.6%)
Age 20-35: 223 (70.8%)
36-50: 86 (28.3%)
51-60: 6 (1.9%)
Education Bachelor's degrees: 208 (66.0%)

Master's degrees: 73 (23.2%)
Doctoral degrees: 20 (6.3%)

Work experience

7-10 years: 105 (33.3%)
3-6 years: 72 (22.9%)
11-15 years: 71 (22.5)

Province of work

Chonburi 153 (48.6%)
Bangkok: 93 (29.5%)
Rayong: 33 (10.5%)
Samut Prakan: 15 (4.8%)
Other

Two-tailed significance values are used to assess variable correlation to reduce

multicollinearity. A significance level below 0.05 rejects the null hypothesis and supports the

alternative. This study found that all independent variables showed significant differences

from zero (p < 0.05). Several relationships stood out.

Table 3 ANOVA for negative organizational factors affecting employee dedication.

Regression 154.272
Residual 188.423

Model Sum of Squares df Mean Square F Sig.
6 25.712 42.029 .000*
308 612
314

Total 342.694

* Statistically significant at the 0.05 level.
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Table 3 shows that the ANOVA test has a F value of 42.029 and a Sig. value of 0.000,
indicating 0.05 significance. It rejects the null hypothesis and suggests that at least one
independent variable affects the dependent variable. The independent variables can be used

in multiple linear regression analysis, as shown in Table 3.

Table 4 The impact of negative organizational factors on employee dedication.

Collinearity Statistics
Variables
B Beta t Sig. Tolerance VIF

Constant 460 2.481 014
Lack of organizational support (X1) -034  -.035 -.565 573 463 2.161
Workplace stress (X2) .083 076 1.333 .183 547 1.829
Limited Growth Opportunities (X3) .340 329 4963 .000 407 2.460
Ineffective Leadership or Management (X4) -092  -097 -1.409  .160 376 2.662
Negative environment and culture at work (X5)  .300 306 4.454 .000 379 2.640
Job insecurity (X6) 202 .198 3.539 .000 572 1.748

R= 0.671, R2= 0.450, Adjusted R2 =0.439, Durbin-Watson = 1.775, F = 42.029, Sig. = 0.000*
* Statistically significant at the 0.05 level.

Table 4 presents the outcomes of the multiple linear regression analysis, indicating
that limited career advancement opportunities (X3), negative organizational culture and
environment (X5), and job insecurity (X6) significantly influenced employees' work dedication.
Conversely, lack of organizational support (X1), workplace stress (X2), and ineffective
leadership or management (X4) showed no statistically significant impact on work dedication.
Below are the equations representing the relationships between variables using raw or
unstandardized scores:

Y = 0.460 - 0.034%(X1) + 0.083*(X2) + 0.340%(X3) - 0.092%(X4) + 0.300%(X5) +
0.202*(X6)
In standardized score form (Standardized), the correlation equation is:
Z =-0.035%2Zx1) + 0.076%(Zx2) + 0.329%(2x3) - 0.097%(Zx4) + 0.306*(Zx5) +
0.198%(Zx6)

The multiple linear regression analysis resulted in an R-squared (R2) value of 0.450,
indicating that 45.0% of outcome variability is accounted for by the independent variables.
The remaining 55% variability is attributed to unexamined factors. The Durbin-Watson statistic,

with a value of 1.755, falls within the range of 1.5 to 2.5, indicating data point independence.
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All variance inflation factor (VIF) values for independent variables were below 10, aligning with
Kanlaya Wanichbancha's recommendation in 2001, indicating no multicollinearity or linear

relationships among predictors.

Conclusion and Discussion

The qualitative research findings uncover several dimensions of negative
organizational dynamics, classified into distinct categories: “Lack of organizational support
(X1),” “Workplace stress (X2),” “Limited Growth Opportunities (X3),” “Ineffective Leadership
or Management (X4),” “Negative environment and culture at work (X5),” and “Job insecurity
(X6).” When the variables were tested for the consensus, the results were summarized as
follows.

1. For “Limited growth and development (X3),” the analysis yielded a coefficient
of determination of 0.340 for raw scores, 0.329 for standardized scores, and a t-test statistic of
4.963, with Sig. 0.00 below 0.05. Consequently, the null hypothesis is accepted, indicating
limited growth opportunities do not significantly demotivate workers. However, they can
substantially reduce job motivation, as ineffective organizational practices and inadequate
support from management contribute to lower job satisfaction and increased turnover
(Aburumman, Salleh, Omar, & Abadi, 2020); Hester, Bridges, & Rollins, 2020).

2. The study found that “Negative work environment and culture (X5)”
significantly reduces employee dedication, as indicated by the positive standardized
coefficient. Effective management and a positive workplace culture lead to long-term
employee satisfaction and loyalty (Wang et al., 2020). Conversely, poor communication and
negative work environments can diminish motivation and cooperation (Sirirat, 2021).

3. For “job instability (X6),” the analysis revealed a significant decrease in
dedication among employees due to job insecurity. This aligns with the findings of Adisa et al.
(2023), Kucuk (2023), and Darvishmotevali and Ali (2020), who highlighted the adverse effects
of job insecurity on work performance and long-term commitment to the organization.

4. The study on “Ineffective leadership or management (X4)” yielded non-
significant coefficients and a t-test statistic above 0.05, suggesting that poor leadership does
not significantly affect employee job commitment. This contradicts previous research by Bello
(2012) and Sitthipongsakul and Intarak (2022). Despite ineffective leadership, other factors like
pay, benefits, and job satisfaction can maintain employee motivation, as noted by Widagdo

et al. (2018).
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5. The analysis of “Workplace stress (X2)” showed a coefficient of determination
of 0.083 for raw scores and 0.076 for standardized scores, with a t-test statistic of 1.333. Despite
this, the significance level (Sig.) of 0.183 exceeds 0.05, leading to the hypothesis rejection.
Thus, workplace stress does not significantly contribute to employee dedication. This
contradicts previous research, though effective management can mitigate its impact, as
indicated by Cooper et al. (2001), Schwepker and Dimitriou (2021), and Bjarntoft et al. (2020).

6. The regression analysis for “Lack of organizational support (X1)” revealed non-
significant coefficients (-0.034 raw, -0.035 standardized), with a t-test statistic of -0.565 and a
significance level (Sig.) of 0.573, surpassing 0.05. This indicates that perceived lack of support
doesn't significantly affect employee dedication. This contrasts with the findings of
(Intarakamol et al., 2022) who suggested that robust support systems enhance motivation and
performance. However, intrinsic factors, as noted by Schunk & DiBenedetto (2020), and intrinsic
motivation, as highligshted by Good et al. (2022), may compensate for weak organizational

support.

Implications of the Study

The study provides valuable insights into the diverse organizational dynamics that
impact employee commitment. Although the influence of organizational support was not
found to be statistically significant, improving communication and support systems has the
potential to enhance commitment. While stress management initiatives are not essential, they
still offer advantages in reducing commitment issues caused by stress. Emphasizing the
significance of investing in career paths and skill development, it became evident that
providing abundant growth opportunities is crucial. Although the lack of effective leadership
does not have a significant impact according to statistics, it is still crucial to invest in leadership
development in order to create a positive work environment. The study highlights the
significant impact of organizational culture on commitment, promoting the implementation of
strategies such as transparent communication and acknowledgment. The presence of job
insecurity has a significant impact on employee commitment, indicating the necessity for
implementing strategies to improve job security and address employee concerns. In general,

taking these factors into account can lead to a workforce that is more dedicated and involved.

Future Studies
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Future research should strive to enhance our comprehension of the intricate
relationship between organizational dynamics and employee commitment in order to inform

evidence-based interventions and practices.
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OPINIONS ON ATTRACTING TOURISTS TOWARDS EXPERIENTIAL
TOURISM IN COMMUNITY TOURISM VILLAGES IN THE NORTHEAST
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Abstract

The purpose of this article is to examine: 1) Factors in the potential of community
tourism villages that affect the attraction of tourists coming to experience tourism in
community tourism villages in the Northeast region. 2) The factors of the product potential of
community tourism villages that affect the attraction of tourists coming to experience tourism
villages in the Northeast region. 3) The factors regarding the potential to participate in
community development in the public relations of community tourism villages that affect the
attraction of tourists who come to experience tourism in the community tourism villages in
the Northeast. This is quantitative research using a questionnaire as a tool to collect data from
a sample of 400 respondants. statistical data analysis including mean, standard deviation and
multiple regression analysis. The results of the study show that: 1) Factors in the potential of
community tourism villages affect attracting tourists who visit community tourism villages in
the northeastern region, the sustainability of the conservation of natural resources is
statistically significant at .05. 2) Factors in the potential of community tourism villages'
products influencing the attraction of tourists visiting community tourism villages in the
northeastern region is Community Product Standards statistically significant at .05 and 3)
Factors regarding the potential to participate in community development in the public

relations of community tourism villages that affect the attraction of tourists visiting community
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tourism villages in the northeastern region is cooperation with the government sector with a

statistical significance of .05.

Keywords: Attracting Tourists, Experiential Tourism, Community Tourism Village
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Multiple Regression Analysis #1335 Stepwise

y vy 4 Unstandardized Standardized Collinearity Statistic
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WORK ENVIRONMENT AND TRANSFORMATIONAL LEADERSHIP ON
EMPLOYEE PERFORMANCE AT ZHANCHEN NEW MATERIALS GROUP CO., LTD.

Dehua Wang!
Chitralada Trisakhon?"

Abstract

The purpose of this study is to investigate the work environment factors that affect
employee performance at Zhanchen New Materials Group Co., Ltd. and to examine the impact
of transformational leadership on employee performance in the same organization. The study
population includes the employees of Zhanchen New Materials Group Co., Ltd. and a sample
of 300 people selected by stratified random sampling on a probability basis. Data collection
was conducted through a questionnaire and data analysis used descriptive statistics, including
frequency, percentage, mean and standard deviation, and inferential statistics through Partial
Least Square Structural Equation Modeling (PLS-SEM). The research results show that both
work environment and transformational leadership significantly influence employee
performance, with a predictive power of 83.9%. Furthermore, transformational leadership was
found to have a greater impact on employee performance than the work environment.
Therefore, organizations can use this information to improve the work environment by focusing
on providing modern equipment, managing physical workplace conditions, and designing
optimal workplace layouts. In addition, transformational leadership emphasizes the
importance of inspiring employees, encouraging critical thinking and involving them in
decision-making processes. Encouraging leaders to be a positive influence can help develop

employees' skills and improve the overall performance of the organization.

Keywords: Work Environment, Transformational Leadership, Employee Performance
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Introduction

The work environment and leadership style within an organization are widely
acknowledged as pivotal factors influencing employee performance and organizational
success. Historically, leadership approaches often centered on transactional or autocratic
models, which emphasized task completion, order maintenance, and rule enforcement. While
effective in certain scenarios, these approaches frequently fostered environments driven by
extrinsic motivators, such as rewards or penalties, rather than intrinsic engagement. Such
environments often faced challenges including limited innovation, high turnover rates, and
diminished employee satisfaction (Burns, 1978; Bass, 1985).

The emergence of transformational leadership has marked a paradigm shift in leadership
theory and practice. Transformational leaders inspire employees to transcend self-interest for the
collective good of the organization. This leadership style is defined by visionary thinking,
intellectual stimulation, and individualized consideration, fostering innovation, employee
engagement, and a strong sense of belonging. Ultimately, transformational leadership contributes
to enhanced employee performance and organizational success (Bass & Riggio, 2006).

Similarly, a supportive work environment is critical for fostering employee satisfaction
and retention. Modern workplaces emphasize flexibility, inclusivity, and collaboration, moving
away from rigid and hierarchical structures. These improvements in workplace dynamics have
been shown to increase satisfaction, reduce turnover, and enhance productivity (Armstrong,
2020). Psychological, social, and cultural factors are increasingly recognized as significant
contributors to creating such environments (Pinder, 2014).

Transformational leadership and a dynamic work environment together enable
organizations to maintain competitive advantages and achieve strategic objectives.
Transformational leaders, through their inspirational and innovative approaches, shape
organizational culture and create work environments conducive to high performance and
innovation (Bass & Riggio, 2006). Empirical studies, such as those by Avolio and Yammarino
(2013) and Yukl (2013), have highlighted the synergy between transformational leadership and
work environment influencing employee behavior and performance.

Zhanchen New Materials Group Co., Ltd., a leader in China’s wood coating industry
with operations across China and abroad, exemplifies an organization where innovation and
performance are essential. With over 710 patents and contributions to 41 national and
industrial technical standards, the company’s success is built on a foundation of technological

innovation and environmental protection. As a company of this scale, understanding the
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interplay between the work environment and transformational leadership is crucial for
sustaining competitive advantage and driving innovation.

This study aims to investigate the work environment and transformational leadership
affect employee performance at Zhanchen New Materials Group Co., Ltd. The research
findings will contribute to the academic discussion on organizational behavior and leadership,
while also offering practical recommendations for Zhanchen New Materials Group Co., Ltd.
and other companies in the same industry. These recommendations will propose specific
leadership strategies and work environments conducive to transformational leadership,

thereby stimulating performance and fostering innovation.

Research Objectives

1. To study the work environment that influences employee performance at
Zhanchen New Materials Group Co.

2. To investigate the influence of transformational leadership on employee

performance at Zhanchen New Materials Group Co., Ltd.

Research Hypothesis

1. Work environment influences employee performance at Zhanchen New Materials
Group Co., Ltd.

2. Transformational leadership influences employee performance at Zhanchen New

Materials Group Co., Ltd.

Literature Review

Work environment and employee performance

The work environment is a critical determinant of employee performance, encompassing
physical, emotional, and psychosocial factors that influence employees’ behaviors and outcomes.
Shammout (2021) highlights that the work environment includes elements affecting employees’
emotions and interactions, which can enhance productivity or, conversely, lead to workplace
stress. Similarly, Ashkanasy et al. (2014) emphasize the significance of perception and awareness
within the work environment, noting their impact on employee behavior and engagement.
Blahova and Paulikova (2021) examine both physical and emotional dimensions of the workplace,
identifying how these aspects contribute to employee commitment or, alternatively, act as barriers

to performance. Moreover, Patel et al. (2022) and Sander et al. (2019) emphasize the psychosocial
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and physical components, such as relationships with supervisors and the quality of working
conditions, as pivotal in creating a supportive work environment. Sheikh et al. (2021) identifies
ten essential elements, including job security, opportunities for career growth, and favorable
working conditions, that collectively promote employee satisfaction and performance. These
findings illustrate the multidimensional nature of the work environment and its direct
implications for employee outcomes. Employee performance, commonly defined as the
capacity of an individual to achieve organizational objectives while utilizing resources effectively,
is influenced by multiple factors. Tariansyah et al. (2023) identifies knowledge, skills, and task
accuracy as core components of performance, aligning with Bushiri’s (2014) emphasis on
resource efficiency and effectiveness. Furthermore, studies such as those by Szabo et al. (2017)
and Rivaldo and Nabella (2023) stress the importance of timely, accurate, and high-quality work
outputs as indicators of strong employee performance. The relationship between the work
environment and employee performance is integral to achieving organizational success. A
supportive work environment fosters satisfaction, enhances employee capabilities, and improves
overall performance. These insights substantiate the research hypothesis:

H1: Work environment influences employee performance at Zhanchen New

Materials Group Co., Ltd.

Transformational leadership and employee performance

Transformational leadership is a leadership style where leaders inspire and motivate
employees to transcend their immediate self-interests to achieve organizational goals, fostering
development and alignment with the organization’s vision. Li et al. (2019) emphasizes the
importance of transformational leaders in enhancing employee performance by connecting
individuals to the broader mission and vision of the organization. Similarly, Sun and Henderson
(2016) highlight the role of transformational leaders in influencing employee attitudes and
fostering commitment to organizational goals, empowering employees to act as "agents of
change" within the workplace. Reza (2019) and Gomes (2014) further underscore the significance
of moral development and mutual commitment between leaders and followers, emphasizing
how shared values contribute to collective success. Bass (1985), a pioneer of transformational
leadership theory, noted that such leaders address the needs of their followers while adapting
to diverse organizational contexts, thereby fostering heightened engagement and performance.

Koh et al. (2019) identified five core components of transformational leadership: charisma,
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inspirational motivation, individualized consideration, intellectual stimulation, and contingent
reward. These components enable leaders to serve as role models, nurture intellectual and
personal growth, and inspire employees to achieve excellence. Employee performance, a critical
organizational outcome, is often assessed through measures of efficiency and effectiveness.
Bushiri (2014) categorizes performance metrics into quality, quantity, timeliness, and cost-
efficiency, highlighting the importance of meeting organizational standards without unnecessary
resource expenditure. Diamantidis and Chatzoglou (2019) identify three primary components of
performance: the quality of work, the quantity of output, and the efficiency of task completion.
Transformational leaders, by fostering trust, creativity, and a high-performance culture,
significantly enhance these aspects of employee performance. The interplay between
transformational leadership and employee performance is fundamental to organizational
success. By inspiring employees and creating a supportive environment, transformational leaders
drive higher performance levels. These insights support the following hypothesis:

HZ2: Transformational leadership influences employee performance at Zhanchen

New Materials Group Co., Ltd.

Conceptual Framework

Space requirement
and layout

Work

Ambient Conditions Environment

‘Work Equipment

/ Quality

Quantity

Employee

Performance

Idealized Influence Time

Inspirational
Motivation

Transformational
Intellectual Leadership
Stimulation

Individualized
Consideration

Figure 1 Conceptual framework
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Research Methodology

1. The population for this study consists of the employees of Zhanchen New Materials
Group Co., Ltd., with a total population of 1,586. The sample size was determined based on the
criteria outlined by Hair et al. (2010), which states that for path analysis in structural equation
modeling (SEM), an appropriate sample size is required to ensure reliable and accurate results.
The recommended formula suggests a sample size of 20 times the number of observed
variables. In this study, a total of 10 observed variables were used, resulting in a required sample
size of 200. However, to account for potential non-response rates and data inaccuracies, an
additional 50% of the calculated sample size was included. This adjustment aligns with recent
recommendations in survey methodology, which emphasize oversampling as a strategy to
mitigate incomplete responses and enhance the reliability of findings (Stockemer et al., 2019).
Increasing the sample size from 200 to 300 participants ensures greater representation of the
target population and robust results. Stratified random sampling, a type of probability sampling
method, was employed. The sample group was proportionally selected according to the
number of employees in each department.

2. In this study, the data collection tool used was a questionnaire, which was an
effective method for gathering information from the sample group. The researcher developed
the questionnaire based on the study and review of various concepts, theories, and related
research to create an appropriate and comprehensive questionnaire. The questionnaire was
divided into four sections: 1) personal information, gathering demographic data such as gender,
age, marital status, education, average monthly income, work experience; 2) work
environment, assessing employees' perceptions of their work surroundings with items rated

[

on a 5-point Likert scale from “1 = Strongly Disagree” to “5 = Strongly Agree,” including

(l|

sample statements like feel comfortable with the current workspace layout”;
3) transformational leadership, measuring employees' views on leadership qualities with items
such as “My leader encourages me to think analytically and creatively,” also rated on the 5-
point Likert scale; and (4) employee performance, evaluating self-reported performance with
items like “I can consistently produce high-quality work,” using the same 5-point Likert scale.
Scores across sections were interpreted as follows: 4.21-5.00 = Very High, 3.41-4.20 = High,
2.61-3.40 = Moderate, 1.81-2.60 = Low, and 1.00-1.80 = Very Low. This questionnaire has
undergone testing for content validity and reliability, with the index of item-objective

congruence (I0C) found to be greater than 0.6 and the Alpha Coefficient greater than 0.7,

ranging between 0.751 and 0.811, indicating that the questionnaire is reliable.
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3. The data analysis in this research consists of two main steps: (1) Descriptive
Statistics is aimed to describe basic information about the sample, using the frequency,
percentage, mean, and standard deviation. (2) Inferential Statistics is used to test the research
hypotheses. The Partial Least Square Structural Equation Modeling (PLS-SEM) method was

applied to analyze the influence between independent and dependent variables.

Research Results

1. The analysis of the respondents' general data showed that the majority of
respondents were female, accounting for 156 individuals (52.00%). Most were over 50 years
old, comprising 101 individuals (33.67%). A significant portion were married or living together,
totaling 149 individuals (49.67%). The majority held a bachelor's degree, with 141 individuals
(47.00%). The largest group had an average monthly income between 4,001 and 6,000 CNY,
representing 120 individuals (40.00%). Additionally, 160 respondents (53.33%) had more than
10 years of work experience.

2. The analysis of mean and standard deviation of work environment, transformational

leadership, and employee performance

Table 1 shows the mean and standard deviation

Factors X SD Level of opinion
Work Environment 3.96 0.80 High
- Space requirement and layout 3.97 0.86 High
- Ambient Conditions 3.96 0.84 High
- Work Equipment 3.96 0.87 High
Transformational Leadership 3.99 0.78 High
- Idealized Influence 4.00 0.84 High
- Inspirational Motivation 3.96 0.86 High
- Intellectual Stimulation 4.00 0.83 High
- Individualized Consideration 3.98 0.86 High
Employee Performance 397 0.75 High
- Quality 4.00 0.77 High
- Quantity 3.98 0.83 High
- Time 3.95 0.84 High
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3. The hypothesis testing

Table 2 shows the test results for structural integrity and component weight.

Dijkstra-Henseler's  Joreskog's  Cronbach's

Factors Loading  AVE
rho (pA) rho (pc) alpha (o0
Work Environment .789 867 918 .866
- Space requirement and layout ~ .882
- Ambient Conditions 891
- Work Equipment .892
Transformational Leadership 761 .896 927 .895
- Idealized Influence .853
- Inspirational Motivation 879
- Intellectual Stimulation 870
- Individualized Consideration .887
Employee Performance 768 .849 .909 .849
- Quality 873
- Quantity 878
- Time 878

According to Table 2 indicates that all observed variables in the model have factor
loading values greater than 0.5, ranging from 0.853 to 0.892, indicating their reliability in
measurement. Dijkstra-Henseler’s rho (PA) values range from 0.849 to 0.896, Joreskog’s rho
(Pc) ranges from 0.909 to 0.927, and Cronbach’s alpha (@) falls within the range of 0.849 to
0.895. Importantly, all these values exceed the 0.7 threshold for reliability. Furthermore, the
latent variables demonstrate discriminant validity, with AVE values above 0.5, ranging from

0.761 to 0.789, in accordance with the established criteria (Henseler et al., 2016).

Table 3 shows a comparison of discriminant validity according to the Fornell-Larcker criterion.

Work Transformational Employee
Factors
Environment Leadership Performance
Work Environment .888
Transformational Leadership 746 .873
Employee Performance N 187 .876

* Note: The values on the diagonal are VAVE.
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According to Table 3 indicates that the model exhibits discriminant validity, as
evidenced by the square root of the Average Variance Extracted (AVE) being higher than the
correlations (r) among each latent variable. This finding aligns with the criteria established by
Henseler et al. (2016), which state that the correlation between each latent variable should
not exceed the square root of its AVE. In this model, the correlations between latent variables

range from 0.746 to 0.787.

Space requirement

0.882

and layout

Work
Ambient Conditions

Environment 0.454%%*

Quality
Work Equipment

Employee

0.878

Performance
R? = 0.839

Quantity
Idealized Influence

Time
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Motivation Transformational

Intellectual Leadership

Stimulation

Individualized
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Figure 2 shows the results of hypothesis testing.

Table 4 show the effects of the work environment and transformational leadership on employee

performance.
Employee Performance
Factors
Beta t-test p-value Cohen’s F?
- Work Environment 454 10.212 .000*** 0.326
- Transformational Leadership .495 11.323 .000*** 0.388

*** Statistical significance at .001 level

According to Table 4 indicates that both the work environment and transformational
leadership have a statistically significant influence on employee performance at Zhanchen
New Materials Group Co., Ltd., with a significance level of .000 and a predictive power of 83.9%

(R? = 0.839). Among these factors, Transformational Leadership (B = .495) was found to have
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a greater influence on employee performance than the work environment (B = .454).
The Cohen’s F? values indicate that both the work environment (0.326) and transformational
leadership (0.388) exhibit moderate to large effect sizes on employee performance, with

transformational leadership demonstrating a slightly stronger influence.

Discussions

1. Work environment had the greatest impact on employee performance at
Zhanchen New Materials Group Co., Ltd. A favorable work environment promotes employee
performance. When employees are supported by a conducive work environment, which
includes access to appropriate equipment, a comfortable environment and convenience, they
can maximize their potential, reduce stress and increase overall job satisfaction. These factors
form the basis of employee motivation and enable them to work smoothly. This aligns with
Blahova and Paulikova's (2021) assertion that the work environment can help or hinder
employee engagement. The work equipment component had the highest factor loading, as
quality and modern equipment play a crucial role in improving employee performance. When
the company provides modern and effective equipment, work processes become smoother
and fewer technical problems occur, which reduces errors and boosts employee confidence.
In addition, modern equipment enables employees to work efficiently and meet the
company's expectations. This finding is in line with Sander et al. (2019), who emphasized that
modern work equipment is essential for improving work performance and reducing operational
problems. The environmental conditions component, including air quality, ligshting and noise,
ranked next in importance. A pleasant and healthy working environment, such as clean air,
adequate lighting and minimal noise, helps to reduce stress and increase job satisfaction. This
is in line with Ng (2016), who found that a suitable physical environment increases employee
performance and reduces health risks. Space requirements and workplace design had the
lowest factor score. Although the organization of space and the design of the workplace are
essential to ensure comfort, they are secondary to equipment and other environmental
conditions. Appropriate space management helps to ensure that employees can work
efficiently without feeling cramped or distracted. This is consistent with Patel et al. (2022) who
found that adequate private workspace directly improves productivity. This finding is
supported by the research of Yusuf et al. (2022), which showed that the work environment

directly affects employee performance, especially in terms of amenities and environmental
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factors that affect employee comfort and satisfaction. Riyanto et al. (2017) also emphasized
the role of work environment in improving motivation and performance and highlighted its
importance in promoting effective work outcomes.

2. Transformational leadership ranks second in terms of its impact on employee
performance at Zhanchen New Materials Group Co., Ltd. Transformational leadership is a
critical factor in motivating and supporting employees to improve their performance. By
providing inspiration, personal support and encouraging creativity, transformational leaders
give employees a sense of purpose and motivation, which has a direct impact on their
performance. The Individualized Consideration component had the highest factor loading, as
responding to employees' personal needs makes them feel understood and supported by
their managers. This personal support increases job satisfaction and organizational
commitment, which increases employee motivation and commitment to achieving
organizational goals. Reza (2019) also emphasized that individual consideration strengthens
employee commitment and leads to better performance. Inspirational motivation comes
second, as leaders who inspire their employees foster a strong sense of purpose and
motivation, encouraging them to set and achieve ambitious goals. Gomes (2014) suggested
that inspiration increases commitment and drives employees to work harder, which in turn
improves teamwork and collaboration. Intellectual stimulation follows, as encouraging critical
thinking and creativity in problem solving enhances employees' skills. When leaders support
analytical thinking and experimentation with new ideas, employees feel valued and engaged,
which is consistent with Bass's (1985) concept that transformational leadership stimulates
creativity and systematic problem solving. Finally, idealized influence had the lowest factor
loading. Although role modeling is important to leadership, it may not have as strong an
impact on employee performance as the other factors. It is possible that employees view
exemplary leadership as an expected attribute rather than an important motivator for
continuous improvement. This is consistent with Steinmann et al. (2018), who found that while
leading by example commands respect, it is not the most important factor in driving employee
performance. Research by Buil et al. (2018) supports these findings, highlighting that
transformational leadership has a positive impact on employee engagement and performance,
particularly through individual support and inspiration. Atmojo (2012) also found that
transformational leadership improves job satisfaction and organizational commitment, both of

which are critical to increasing employee performance.
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Implications of the study
1. Policy and Practical Recommendations for Work Environment

1.1 Work equipment: Companies should prioritize the provision and upgrading of
high-quality, modern work equipment. Regular inspections and maintenance of equipment
will reduce operational problems and improve employee performance. In addition, surveying
employees about their equipment needs will help the organization respond to those needs
effectively and in a timely manner.

1.2 Environmental conditions: Companies should create a favorable physical work
environment, focusing on air quality, lighting and noise reduction. Investing in better
ventilation, adequate lighting and soundproofing will improve the health, comfort and
productivity of employees and ultimately contribute to their long-term well-being.

1.3 Space requirements and layout: Companies should ensure that the workplace
is appropriate and well organized for both individual and team work. Designing work areas that
provide privacy and encourage teamwork improves overall efficiency. Proper space
management, including good air circulation and a comfortable layout, reduces discomfort and
increases employee satisfaction.

2. Policy and Practical Recommendations for Transformational Leadership

2.1 Individualized consideration: Managers should understand and take into
account the individual needs and circumstances of employees. Open channels of
communication where employees can voice their concerns and ask for advice strengthen trust
and commitment between manasers and employees. Managers should regularly monitor and
assess the development and well-being of their employees.

2.2 Inspirational motivation: Managers should use their skills to inspire employees
and help them set meaningful goals. By guiding and encouraging their employees to pursue
challenging but achievable goals, they can foster commitment. Developing growth plans for
employees and offering rewards for achieving goals will further increase employee
engagement and motivation.

2.3 Intellectual stimulation: Managers should encourage their employees to think
critically and creatively when solving problems. Fostering a culture of innovation and
encouraging employees to present new ideas will develop their potential and drive innovation
within the company. Managers should also involve employees in decision-making processes

and the development of company policy.
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2.4 |dealized influence: Leaders should set an example and demonstrate their
ability to lead the organization to success. If they uphold the principles and values of the
company and demonstrate responsibility in decision-making, they will gain the respect of

employees and instill confidence and dedication to their work.

Future Research

1. Industry-specific research: Future studies should examine the influence of the work
environment and transformational leadership in different industries to compare their impact
on employee performance in different work environments, such as the service sector,
manufacturing or the technology sector, which may have unique influencing factors.

2. Deeper exploration of the components of transformational leadership: further
exploration of the internal components of transformational leadership, such as individualized
consideration and inspirational motivation, will provide deeper insights into how leaders can
improve employee engagement and performance. This research will contribute to the
development of more effective leadership strategies.

3. Long-term impact analysis: Further studies should examine the long-term effects
of the work environment and transformational leadership on employee performance. A
quantitative long-term analysis will provide a broader perspective on employee development
and the impact of changing working conditions on performance and provide valuable insights
for the development of organizational strategies.

4. Research in multicultural contexts: Future research should consider the influence
of the work environment and transformational leadership in multicultural contexts to
understand how these factors affect employee performance in different cultural settings. This
will help organizations to better adapt their management strategies to different cultural and

environmental conditions.
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SHORT-FORM VIDEO ON SOCIAL MEDIA PLATFORMS FOR
COMMUNITY-BASED TOURISM MARKETING

Chittiporn Chitphak

Nathamon Buaprommee®

Abstract

This study aims to 1) examine the format of short-form video on social media
platforms for promoting community tourism marketing, and 2) analyze the components of the
6A’s framework of community-based tourism in creating effective short-form video that
capture attention and stimulate tourists' travel intentions. Qualitative data were collected
through interviews with 11 experts specializing in the creation of short-form video on social
media platforms. The findings reveal that short-form videos are highly effective in promoting
community tourism due to their brevity, conciseness, and ability to immediately engage the
target audience. The research regarding the 6A's components (Attractions, Accessibility,
Amenities, Available Packages, Activities, Ancillary Services), a framework for analyzing tourist
attractions, determined that operators or stakeholders can incorporate this concept through
the utilization of short-form videos to present tourism products. The emphasis should be on
showcasing activities and attractions that represent the community's distinctive identity.
Incorporating well-known figures from the tourism industry or influencers with a large follower
base into short-form videos can serve as an effective strategy to showcase the community's
lifestyle, activities, and natural attractions. These insights are instrumental in developing
targeted tourism marketing strategies, which not only enhance travel intentions but also

contribute to sustainable economic growth within local communities.

Keywords: Short-form Video, Social Media Platforms, Tourism Marketing, Community-Based Tourism
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THE EFFECT OF EXTERNAL-INTERNAL OBSTACLES ON GREEN ADOPTION
IN HIGH GROWTH SMALL AND MEDIUM-SIZED ENTERPRISES OF
BANGKOK AND METROPOLITAN AREA IN THAILAND
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Abstract

This study aimed to examine the effect of external and internal obstacles on the green
adoption in high-growth small and medium-sized enterprises in Bangkok and its metropolitan
area in Thailand. The sample consisted of 400 entrepreneurs and employees from high-growth
small and medium-sized enterprises. Data were collected through a structured questionnaire.
The sampling method was purposive sampling used for collecting data. The analysis was
conducted by using structural equation modeling. The results of the study revealed that
1) external business factors affect internal business factors of high-growth small and medium-
sized enterprises (B = 0.891), 2) external business factors affect the green adoption in high-
growth small and medium-sized enterprises (B = 0.304), and 3) internal business factors affect
the green adoption in high-growth small and medium-sized enterprises (B = 0.655). The results
of this study help entrepreneurs and academics understand the obstacles that small and
medium-sized enterprises face in adopting green approaches in their organizations. When
entrepreneurs can ultimately remove such obstacles, they will significantly increase their
capacity to improve the adoption of green approaches in small and medium-sized enterprises

and eventually help promote sustainable economic growth in Thailand.

Keywords: External Business Environment, Internal Business Environment, Green Adoption,

Small and Medium-sized Enterprises, SMEs
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Tnglanzegsdailouumajoafidulinsdedundeunazanudadudubeadify vTenang q
fhusulnssadesdnsuaznagndiiteliaenndesiuauaemisvesiuslandmsunansnsinldlase
Aauanday (Ibrahim & Harrison, 2020) Tuiweafientu anuduiusiudwnansieasidnsnasie
szuukazinuzangly Wesniedetednmansioeiiudunseeaunsianisildgunmunas
n1sUsuAImIanalulad %ﬂ,umqﬂé’uﬁuﬁﬂhaﬂ%’UﬂgqﬂizﬁwﬁnWWﬂﬁ@i’%ﬁumu (Pakurar et al.,
2019) ngszieuvesigunasinvivihiidunvassen luvaziingszdeviatuayueialiussgde
nansRukazndnduliAnauivtmanalulad weuedlidunnesadieenunionnielu
09Ans Jsdnduseatiulassairanaznagndvesuisnifiofnunisufifni (Susanty et al, 2019)
uennil ArwAmimanelulad Tnsanizeged dusidvawas meluladssuudalulfdu
Hadunsuenfidsmansenulaensaeszuunasiinvenisly osmnudendne 4 deadinrinuelisu
Wﬁmmuazﬂ%’mﬂﬁﬂuizwLﬁagsmmimdﬂaﬁim 9 (Anggarini & Naufa, 2022) aA¥118 LNAGY
Mnmsudadutaduliuidneng q desAnduuianssulul 4 egseillosazUsviliunagnsuaginwy
aelulmifionuanuiededunan uindninnisuiseuagddudvinnisuidudesegaiedls
Wianeiazduindounsuasuntasmelugsiaiifinnumng Huusazaugluiuanusiosmisves
andvdennusiiovesinnansiens (Cheraghalizadeh et al., 2021) fatfu Jaduansuanssniaded
anuduiusfuiaduanslugsialudnungiiinauasuasietunasanan deimunnisdndul
Banagns mseiiunu wazlassainawes SMEs de1nfanandsannsafvunauuigiu (H) 1 Ae
Hadsmeuengsiafinasiotadunelugsiaves SMEs AnsiAulngs
Jaduneusnmsgsiauaznisihuuamdidenunldlugsie SME Afinsidulage

= [

s NETelglugsia vanetia nmsaliufanssunegsialaemiadanansenusie

' '
a )

dwandeu wu nisaanisliwdenu msldianfidulinsredunedon n1suimsdanisveadentng
detiu uaznisdaasuanusuiinvauseadanu (Elkington, 1997) nansenuvesdadunieuanniegsna
\ ° a a aa a ] 2 Ao a a )
son1siwIned@deunldlugsia SME Aimsiaulngalulszinuninivinisandesiuniagnasn
Jadenlanulsznisuilsreusainaduaingnan Feinideunsauldudainanunseminiaudwindou
A a =1 Y a = YY) v ) P A A A v v ) v
Miusnduluvsusinaldunswaniuly SME Husnlduuimddeiielvaennqeiuainumodnis
1 @ = a o dl' ::ill Y < 1 [ ¥ =]

Y939a1M (Susanty et al., 2019) ag1alsAiniu N1sAnvITedY 9 FuiusinaduangnALies
agrafesldiigane Inglanizegedsluiasygiamduiauiidnliauddyiuduuuinnid
AMUEsEU (Setyaningsih et al., 2021) unumvesngszisuvesiguradaudunandeosdy g
UnIvnsusauiugianudAyegidesulougatvayuiazissgsdananstulunisdaaty
nsdwwId@denld Tnataniglugsiia SME Ainswensdnda Jun et al, 2019) agslsfiany

AUde Weulngziluundunmiuluenaadienisenienisiu dsdnvanenisiiwuamslfuRndu
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[

fnssedanndauuililneainsla (Adebiyi et al., 2020) AruATmtmamaluladidudndadadfny

o

Tnedn3vinsiiugrinnsdnfanaluladndulinsredwnnasuiinudndudmnsu SMEs iioan
NansgnuRadwindeu agnslsiany duvuiiguazanul@eygiidndadeiduguassafidneing
SMEs Fruuunnlunsdtmaluladivaniunly (Adebiyi et al., 2020) Tunsnduiu Un3v1n15vnu

| & a

44' Y v 9 A Y vyl X ° a vaa
BU 5]IG]LLEN’J']U'J@ﬂii@J‘V]'NWW’]IUIaEJLGU']ﬂ\T‘l@N’]EJsUu QQ@@QUaiiﬁIUﬂqiuqLLu’JV]'NiJQU NUUUNS

Aedawinaeuuld (Ghosh, 2019) ganing dalin1saniieaiuiausainasnuainduds lnetdnifeulsau

guduinuieneng q dwumelfuiandulinsdedsnadeuuildiiieliaunsoustule Tuvaei

UNALTRIUSINAAUIINALTLBIeg 1R lliiganevnlifianuseanisvesgnAvsenisativayy

1% =

Y
Frungsxideu (Ghosh, 2019) fatu auufigiu (H) 2 Ao Jadenisuengsiadinadenisiuuidn
Adamnltlu SMEs Afinsidulngs

Jadunelugsianaznsiuumedifeannldlugsia SME Aifinmadulngs

uansznuvestadunielugsiatenisiuumedifonnlilugsfa SME Adnaiulngaiy
Dudtanifeatueganiieunna Tnsanzegsdaufsafuunuinvesnagns lassaine szuu arilusy
dlad wifnau uagvinwe auiseylilunseununia 7S ves McKinsey sindvnisifiufiedn nagnsil
unumdndgy WesnuignituumddeanlilunagnindniinagldSunadnsiunudsdud
#ini1 (Masoumnik & Abdul-Rashid, 2021) egalsfinny niseaudun Wi nsfinagnsdiden
Winsedradeiliifismemnuamsatuayuidassaidumahnagndmailulfesnsiiuszansua
(Susanty et al., 2019) IﬁNa%’waqﬁﬂiﬁaqﬁmm%mjuuazﬂ%’uéfﬂﬁﬁaﬁﬁLmeaﬁsTaﬁumiﬁé’f
winsAnwgaszyfeinnisnszassnanniiullenilinisdaduladndi fednvnsuinnssud
We3 (Johnstone & Hallberg, 2020) luyiusadieniu seuum1e) Wy kiU uRnurilgauniu
A3e7 Sndudesaenndostunagnilaesinvededns uiszuuiinsednnszaneniodatvenaidy

guassad1ryle (Ahuja et al., 2019) Tusuiausssy Adousiuiu wu Susssudilonfiudaunss

]

% '
CY Y s (Y A

Maeedng fanuddey esmnmshumnAsdidennldinasdumaimalifanassiudoany
daduiiausdm (Li et al, 2019) Bslundrtdu suuuunisdanisdsddndnatenuaiedilunisuss
Whmnefudandon Tnsmnugaiuvesiindutiadeddglunisszaunudisa (Aboelmaged
& Hashem, 2019) agslsfiniy nifnaunasinuesieg neliinaiuinnedidday wesain
nsthuundideanldldiewndeddmudsmaiumaiavinty widdedldsunsiineusy
wariauegsafienfioadnuannsadudiden Fatnvameluly SMEs (Agyabeng-Mensah
et al., 2020) ufiadomelunaniariinudy wiussainivnsidudeinsidudeiuums
WUUBIFTI Seasiuszneununvesnseu 75 avfesiausiuiy dWelihilaiinsihuwnfndifes
wl#lugsfa SMEs agdszaunudnde delfu aunfgiu (1) 3 Ao dedenielugsiafinasionis

wAndReunldly SMEs Niinsiwulngs
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NSAULUIAANISIAY

Jadunelugsia

AU AR
Tl SMEs 713

Uadenneuengsiia

nsiulag

AN 1 NTBULUIARNISIVY

= ad a o
s21U8u3BN153d8
UseynsnldlunisdnwiasellAed Usenaunisuasninaunddiuneivesdunisdie

wwIRRATE g NsUsEynAlgTadid U livsuwdte (Elshaer et al,, 2023; Junejo et al., 2024)

o Y 1

Aunvaieglagldansves Cochran (1977) FaanunsaAuiavuinmegdlaussunu 385 Ay

v v
v A

Ml Wefiarsaulenianisldneuwuuasuaiuvssiuvasuniufianuliauysal waziiolvd

nsuauetayalinzauwazygliiaszinaialaegralussdnsain aundieg 19

v 400 AU dmsunissiusiudeyat fIdeanidunisiiukuuasuaiukuuilaseasng

Y
WANKUUABUNNY 400 AN URUTZNBUNTUAENTINUYBITINIVUIANA A VLN U UN LT
o 3 a 1 I 1 v v 1
MnangamnuazUsuama lnsuuuasuniuwusesndu 4 diu Useneauldiie 1) Toyadiuynnaa
Lo e 91g diunts n13fnw uwazdszaunisal 2) Teyadadeanimuwindeunisgsianieuen

Y 9

lawA AUfBINITYeIgnAl LsenaRuINduNaelees aninavengszidey anuf1mvtingg
wialulad wazusanaduainnisutadu 3) deyatadean nwindeunigsianielu lnedisialssnu
#1197 lawn nagnsesAns tasasneesAng seuu Afleusiuiuniglueddns JULUUNSTANTITRIANS
wifna uaginueiiAsatesiuanudduvesdunnden way 4) Yeyanstuuimsdidonnly
Usznause nsimuaideriad n13disan nsiden uay msasileufin el 2-4 flduesin
PILLUY Likert’s scale daudt 1 (luifiugaeegnada) da 5 (Fudasegrads) Feliannsadulad

° v a A a Y vaw v ya a 6 1 ~
LLUUaaUﬂquaquqﬁauqiﬂﬁLmLUULﬂi@QN@W@JUﬁgaWﬁﬂqwuu E‘JJFJC\]EJVL@NﬂqiaLﬂiqgﬂﬂqﬂ’JqNLﬂﬂqm@Q

wuvaUAMHIUE Wy lua1 A eI teed U 3 AU kagHIUNITNAARUANY BBV

102



NIANTATOVIAUATUNTIENUYRemanSuazdIrurans

Ui 7 atufl 3 (Fueneu - Suaneu 2567)

wuudeUnIL MmaiuuTdeyaiaduduiu 2 ieu Feiuladr fnandemelunismus
ﬁwmaumn;ﬁmammuaaumu wazvinNsdusegalagldiuuianzas (Purposive Sampling Method)
Taoszynsifuteyaludminnuiiduiodedunsieunasdifenngnsssandlilasans
fusvsesdns fdanns shndhann sufefufoRnudienandn ndmindu Snislénnsduiieds
LuUsEATIIEAEAIN (Convenient Sampling Method) lelsildindsteyanudnauiiiivun

il Feyafimusungninseilagldaunislassadne (Structural Equation Modeling:
SEM) Bsflenamnzaulunsinsziteyaiiflasaiaidudeu ffuusildlunmsfnymanesuys
LazdpInTIATERALduTuSvesnUTranefauUswEeudu (Hair et al,, 2019) F9n15IATIEN

VU o Y =)

Yoyadwaunislasiadiaiu fAdedosdnmsnmaaeutennandesiuldun s vssdiuwuusians
ms¥aieliuulainlassadiasingg ﬁmmmL%aﬁaLLazmmgﬂémeﬁmwa TpeiansaunanAIdani
YDIATUUIA (Cronbach's alpha) anuideriuesdusyneu (Composite Reliability: CR) Feusznou
18 rho_a war rho c warAuwUsUsIuRi efiadn (Average Variance Extracted: AVE)
TagAndarinuesnseunIAfosgsndt 0.7 A1 tho a Wag rho_c Avsgandt 0.7 wazn AVE igsndn 0.5
Ssavdoinesiuseneuduisensuld (Hair et al, 2019) uenand HIY8azAplinImAFaUAIINRTY
aduunanmsUssidiunuinasives Fomell-Larcker iieliuulainlasiadrausaslnssadnsdiony
wonAnlassadedug Wowuudasamsiauandiifiufsnnuindedenazaugndeaiisme
ué wuuraeaddassaiisesgnussiduiioussidumnuduiusseninsladuneuen Jadennelu
warn1siuwIRedileaunld Seandudszansidunisuazean R-squared %Qﬂmwaamﬁammﬁq
auudaunssuazaruddyesauduiusivand wWevinmedevanufgiubu fideldinade

Bootstrap A38N15dufI8E19% 5,000

NaN1538
YoUARNAULUUABUANY

Yy oy

meunUUAsUINSIUIL 400 AU IeyaiAsatuima ey suvis seRuUMSAnY uas
Uszaunsal dafmeunuvasuandumaneosas 49.8 uasinamdsdosay 503 fReunuuasuny
dalngydengsening 21-30 U (Sewar 56) 5998311 Av 818 31-40 U (Sowaz 36) drulnaiense
MundsUFURnng (Fevaz 79.5) luveiifesar 10.8 1Jufdnnis uavdesar 6 1Wud1vea5sha
luiuseAunsAing Seuag 93.3 Hin1sAnwseaud3ans aumelainsfnusedulyyiiv
(fowaz 4.3) vieydnmsAnwiidiniiseduliyyns Fova 2.5) lufudszaunisal fovay 57.5
fUsraunisaln1sviu 1-5 U Segag 22.3 fisraunisalnisviamannndt 5 U uazdeway 20.3

a 6 o ¥ 1 |
HUSEaUNITUNITNINUUBENIN 1 U
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N1INAHIUAINTNEINTIATANUYDDD
A13197 1 Aede AdeuuuNInsgIu (Standard Deviation: S.D.) A1Aules (Kurtosis) ALY

(Skewness) ANUUTBNDWIUIZNOUMIE rho_a thag rho ¢ uazANuuwUsUTIURAsNaRANT (AVE)

Factors Indicator Mean  S.D. Kurtosis Skewness Loading rho a rho c AVE

Jadunieuen Competitor 3.331  0.975  -1.065 0.208 0.825 0930 0.936 0.747

§57% (EXT-ORG) Customer 3.729 0914  -1.088 -0.294 0.798

Govt 3906 0.756  -1.049 -0.193 0.870

Supplier ~ 3.805 0972  -1.077 -0.402 0.910

Tech 3732 1.040  -1.385 -0.258 0.914
Uadunelu ShaVal 3741 0984  -1.076 -0.485 0915 0933 0945 0.812
5573 (INT-ORG) ~ Skill 4.080 0.859  -0.526 -0.715 0.923

Staff 3810 0962  -0.952 -0.610 0.938

Strategy ~ 4.3d8 0532  1.096 -0.819 0.568

Structure  4.094  0.645  0.323 -0.819 0.751

Style 3828 0.894  -0.811 -0.740 0.880

System 3971 0679  -0.732 -0.443 0.916
M3ImIe Action 3644 0998  -0.995 -0.408 0.941 0957 0947 0.724
deaunlalu Selection 3.869 1.082  -1.087 -0.548 0.945
53713 (GRE-ADT)  Survey 3625 0964  -0.734 -0.379 0.777

Vision 3856 1.028  -1.063 -0.513 0.932

31NA1519098 Y wudn Jadeniguengsia Jadenielugsia waznisihd@dequnld den

ANUUIYBialesRUsENaUdmMIUTdEn18WeNT3ANe (tho_a = 0.930 wag rho_c = 0.936)

Feuagidanuideliogs WesnniAniunueifseusudlaeilulidiegi 0.7 (Hair et al,, 2019)

a 4

luruzidniu damnuundeisteesdusenevdmsulade nelugsianaaduiu (rho a = 0.933,

Y

rho_c = 0.945) uag dfrAnuieiedlisesdusenaudmiunsiiuiAndilietunldias (rho_a =

]
=Y

0.957, rho_c = 0.947) WaWarsuiaIuaAnad gharA Ll g uuuInggIu (S.D.) wuin §nau

wuvasunudlngifudieiunisieguestadomanieglussutiunats uin uazuniige
uanani manuiazaiaulasdiaisendng = 3.000 Fsvsuendanisnszanedivesteyadioy
Tugafiunzay

defiansandiminesdussneuvesiatin wuin fidsewing 0.568 - 0.945 FeiiAnsnnnia
0.5 wandlitudsnnumnyanvesiat in Turaeiientu Aeuulsusiueasiiataun (AVE) wuin
Faudsena i Jaduaneuen Jasenelu war Jasunisiuuwinnd ey fidn AVE wihiu 0.747
0.812 uaz 0.724 Fufunas’ 0.5 mneAud fadinanansadudussuszneueuusansindy

'
Y [ =

I NIANUMLEaN (Hair et al,, 2019)
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NSNAFDUAIIUATITIAUN

A5199 2 NS ATILINUINUBY Fornell-Larcker @115UNNSNAZUANULALIATITITLUN

Variables EXT-ORG INT-ORG GRE-ADT
EXT-ORG 0.864

INT-ORG 0.887 0.901

GRE-ADT 0.891 0.925 0.851

N8R EXT-ORG vanede Yadenieuengsia, INT-ORG vunedis Jadenielugsiia, GRE-ADT vanedis n1si

wwnedelilugsia, Mdnwdmuludunueshasiniiaesves AVE

MUNNIIYRY Fornell uag Larcker dmsuanugnaedlunisduunlasiasivaiuuinass
ity fAdefinnsananiiaesues AVE vesusarlasadnedazdoafiafiganiiendulseandanduiug
fuansmuduiussznindasiadraiuiulasiadnedug mnAsinfidesues AVE Yaendn 0.500
WAL wuustaedliiannsasiuunoenanindseuld Tnglunsiasesis wui sinitdewes
AVE 81913 EXT-ORG (0.864) fnninanudawusiu INT-ORG (0.887) waz GRE-ADT (0.891) 3913
91 EXT-ORG ldnsemudaimunninugnieddunisduundauds Tuviueasiediu INT-ORG fifisn
flansas AVE Wiy 0.901 Befiamudusiusiigeniniu GRE-ADT (0.925) Faustidsnisvinmiugndes
TunnssuunsEwing INT-ORG wag GRE-ADT uanani A1sinfideswes AVE dwsu GRE-ADT (0.851)
fieninauduusiusts INT-ORG uay EXT-ORG Feueddsaymeannalimunzanlunissiuun
sgarinefauds wiegdlsfmy sideddiasfinsanenusmngaumunguiiinui dudsiiade
moen Jasuaely wae Jasumahuwndedidoannldiudanumnzanlunssuunuuusias
98n31NNU (Barney, 1991; Dangelico, & Pujari, 2010)

N153ATILRUUUTIADUTIATIEF AN SIAFaUALNRIY

ShaVal Skill Staff Strategy Stru cture Style System

“‘-,
0,915 (108.633) 0938 (156.209) 0.751 35 531) 0915 110261]

0023 (141.145) \553 (15776)/  0880(92.130) <

INT-ORG\

0.891 (81.368) 0.655 (11.239) Action

T

0941 (165.082)
0945 (138.681)

Competitor

Customer 0,825 (41,014
v s

0.798 (37.935)
Got  4— 0370 (71.042) —)

0910 {130.675) —
Supplier 0914 (139.363)

> Selection

0.304 (5.074) ——— 1
0.777 (37.385

0.932 (161.969)
EXT-ORG GRE-ADT

Vision
Tech

AN 2 LUUTIRBINNUNTNAFO UALNFAFIY
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A13199 3 HANTNAHDUALLFAF Y

ﬁmuag’m Standardized Estimates (B) T Statistics P-Value wWan1s5fnw
H1: EXT-ORG—2INT-ORG 0.891 81.368 0.000 YUY
H2: EXT-ORG—> GRE-ADT 0.304 5.074 0.000 YUY
H3: INT-ORG—> GRE-ADT 0.655 11.239 0.000 YUY

R? 984 INT-ORG fA® 0.794 way R? 989 GRE-ADT fAa 0.876

N8R EXT-ORG vanede Yadenieuengsia, INT-ORG vunedis Jadenielugsiiv, GRE-ADT vanedis n1si

wwInedivenlilugsie

[y

HANISVAFDUANNAFIUUWANNENTUSNA A sz tadnitsusngsiataznigly suds

v 3

i ° a a ! A a a v
Naﬂi%m‘Um@ﬂqsuqLL‘U’J‘Vl']\TaLSUEJ'JN']I%IUﬁﬁﬂ‘U?Ju’]Wﬂﬁ'NLLa%“UUW@EJ@@JV]@Jﬂ'ﬁL@UIG]QQ H1 LLa@\ﬂ,‘V]L‘VTu

ANdURUSITIUIN (B = 0.891, P = 0.000) szninetadenieusngsia (Wu AIUABINITVBIGNAN
nnsudouressy) uartadunielugsia S usanadunsuenidviwasthaunndenagnsnelu
$EUU warAMLEINIaTaINEnIY H2 W fwmansznuiunasesiladnisuenssiasenist
wuned@deaunld (B = 0.304, P = 0.000) FeUsdn wiinesRUsEnauNeuenazatuayuly SME
fulfuumediden usnansenulasnsswosiadomaniivosnindadoaely 13 weldiduds
dvdwasesunnvestladenglugsiasenstuuamadidenly (B = 0.655, P = 0.000) Fauandlyi
Wi enuansnsaniely W nagnsvedesdns invsvemiingu uazszuy Wushtuindeudiddny
y9anudadu Yuvaeaudn SME azdesuiuanimnndenneluliaenndesiuinguszasd
suddeadiiednuimaidsdululdldogisiiussansnm nafiniuande R2 ¥es GRE-ADT ogfi 0.876
FavaneAmin GRE-ADT asnsaeduneldshesuusdasei 87.6% Tuvuzifeatu R? 489 INT-ORG

9g1 0.794 JamueAINI INT-ORG anusaesuielamediulsdasei 79.4%

dsduazanusrena

INNNTANYT WUIINANITNAFDUANNAFIU (H) 1 58y 1TUadun1guengsnaaIunse
dsnansznuetslideddnretadonielugsiaves SMEs Ainsidulngdlunsanmaumiuas waz
U3uama ilesanifaduneuenivaninimuanszuiunsdadulaniely nagns uagnsdnass
NINYINT MY 1Y NYIeidouraisguranson1suIausegslantinisiuaiunsaasaguasiase
st sdildeanld il SMEs Aesuiulassadianely szuu wasnisiineusundnanulinduly
amsovanidssngsziloudnan Weussnaduneuen Wy mswstulunaanionisidsuutas
yanelulaByiauguusatu SMEs Snfesusunagnduasninensnglulmiviolfaunsoudeduld
Amornkitvikai et al. (2021) LUUIUSINARUATBUBN WU NTETUAYUIINTTUIALAZANABINITVRY

a 1

anA1 1dnSnasieladeniglu wu mnausiumalulagiazanunionvetainns dadanananisly
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drouselu SMEs (Amornkitvikai et al., 2021) TusiusaAeliu Piyathanavong et al. (2019)
nanfsnsatuayuiungssdeuiisouneluannadeungueniitauiannuausnvesuien
Ineglunisdnassvinensaeludmsuuinnssudiden lnsuansbiiuindedinneusnaiusavitli
auansanelugeuneatld (Piyathanavong et al., 2019) nsAnwnideimand wansliifiug
guassanmesusnivuanainaigluves SMEs lasnss dedanarannuannsalunisainsassd
WINNTTUUATUTUA?

NANSVIAFOUANNAFIU (H) 2 uansliliiudn guassAiuanInwInaaunigsnanIeusndina
nsznuegalivudfydenisiumaluladdideauldlu SMEs Afinsiaulngslunganmamuasiay
Usuma qﬂaiiﬂmauaﬂﬁﬁwﬁ@ 1gun ngseidevvesisunaiilifisame Y1AK59390N19N15RY uae
ussnaduandnwatelonsuazgnAiliifieane mnldldsunsatuayuuazngsuideuaniguiad
Wauds SMEs fnvrausegdlanisueni sndulunislianuddyiuanudaduvesd wndeu

Aegay wssgslanazulguigvesssuranduasuuinnssudetansananduld SMEs wusnld
{ & ! =

WU UANSEU win1svausegdlawmailvinlissianieg amulunelulagdwesldenn (Fahad

et al,, 2022) luvhueadediu WegnfuasdnnateesskilinudAyiuanudadu SMEs auikTey

a o

fuussnaauanaatntesaslunisiinuin U uanidudnsned waindeuuld g8 snvns
AUAIMEIYBININIT Piyathanavong et al. (2019) wu31 uT¥nNIsHaAvesvedngndnvIng

Tnswsegelanieuaniisautaunazni1svianisiidusivesdddiulaaudsluanunereioniny

'
LY

gediu Feazvioudsanrunisalluy SMEs AdnsiAvlngdlunsanny (Piyathanavong et al., 2019)
& a | ) aa Ao o aa | @
wona Nt guassamamalulagnieusn Wy n1swifunalulad@lWleinanne Adunumauiy

(%

\eean SMEs dnliininensvseiusiinslunslaunddegdudideiduas dslu Jaduneuen wu

FUNA ANNABINITVBWNANA wazNISdunAlulaE danasanuaINsaved SMEs Tun1siuuInig

'
wa Y
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KEEPING PACE WITH THE CHANGES IN MODERN MANAGEMENT

Piyamas Suesawadwanit!’

Abstracts

The purpose of this article is to discuss the importance and understanding of modern
managerial changes in management related to business development, leadership strategies
and styles, organizational leadership change and organizational enhancement, understanding
and integrate organizational management knowledge. Leadership in change, which requires an
understanding of the situation of the organization, where it is going and what needs to be
done to achieve the goals set. The organization must be alert to the changes that occur. This
means understanding the performance indicators, knowing how to increase productivity, what
factors affect productivity or the productivity of the organization to set a vision and mission,
create a structure for sustainable change and develop strategies or achieve goals effectively
and efficiently with the organization. Modern leaders must strike a balance between the
leaders in the organization and the organization. They must have the right techniques for
change management, provide clear education and communication, create participation in the
change process, offer stakeholders various incentives for planned change, have universal
awareness, be service-oriented, think positively and have a "can do" attitude, manage teams
and conflicts, coach for team performance development, lead change and set a shared vision,

and create shared values and a common culture.

Keywords: Change, Executive, Management, Modern Management
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About the Book

Kicmari's “History Continues: Three Models of the Continuation of History”
compellingly critiques Francis Fukuyama's “End of History” thesis. It argues that history, far
from ending with the collapse of communism, is actively being shaped by three powerful
ideological models: Russian ultra-nationalism, Islamic fundamentalism, and Chinese socialism.
The book meticulously examines each model, tracing its historical roots, analyzing its
fundamental tenets, and assessing its implications for the 21" century.

Kicmari's analysis is insightful and nuanced. He deftly avoids simplistic generalizations,
acknowledging each ideology's internal complexities and contradictions. He masterfully
integrates historical context and philosophical arguments, providing a rich and informative
narrative. The book delves into each model's political, economic, and social dynamics,
exploring their interactions with religion and nationalism. The author effectively demonstrates
how these three models challenge liberal democratic norms, offering a sobering assessment
of the ongoing ideological conflicts that shape the contemporary world.

History Continues is not just a scholarly critique; it's also a timely warning. Kicmari
highlights the potential for these ideologies to fuel instability, conflict, and even violence on
a global scale. The book’s strength lies in its rigorous scholarship, balanced approach, and
ability to connect seemingly disparate events and trends.

The book is organized into eight chapters:

Chapter 1, “Introduction,” of Kicmari's History Continues, sets the stage for his
critique of Francis Fukuyama's “End of History” thesis. Kicmari begins by recounting Fukuyama's
1989 essay, noting the shift from a questioning tone (“The End of History?”) to a declarative
one (“The End of History and the Last Man”) within three years, reflecting evolving geopolitical
realities. The essay's optimistic prediction of liberal democracy's triumph, however, failed to
anticipate the collapse of the Soviet Union and the rise of new ideological challenges. Kigmari
highlights that while ostensibly scholarly, Fukuyama's book employs a journalistic approach in
its title and chapter headings, aiming for broader appeal. He emphasizes that despite the
book's journalistic style, the underlying content is deeply rooted in scientific and philosophical
analysis. The author's goal was to understand how Fukuyama's “end of history” concept is
fundamentally teleological — implying a predetermined endpoint to historical development —
and how this approach, while influential, might be incomplete. The introduction ultimately
establishes that, while insightful, Fukuyama's thesis is too simplistic. Kicmari prepares the

reader for a more complex understanding of history, where the “end of history” has not yet
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arrived, and several potent ideologies actively continue to shape global events. The
subsequent chapters are positioned as an exploration of these countering narratives and their
significance for understanding the ongoing evolution of history.

Chapter 2, “History Continues,” delves into the core of Kicmari's critique of Francis
Fukuyama's “End of History” thesis. Kicmari challenges Fukuyama's assertion that history
concluded with the triumph of liberal democracy, arguing that history, while not ceasing, has
entered a new phase. He meticulously traces Fukuyama's intellectual lineage, showing how
his areuments intertwine with the philosophies of Kant, Hegel, and Marx. Fukuyama's concept
of “the end of history,” Kicmari argues, is fundamentally normative, not merely descriptive.
He analyzes Fukuyama's idea of “the struggle for recognition,” highlighting the differences
between Hegel's and Marx's interpretations of class conflict and the implications for
Fukuyama's thesis. The chapter also examines Fukuyama's contrasting portrayals of the “first
man” and the “last man,” showing how these figures embody the contrasting stages of human
history, from the strugsle for recognition to the complacency of the post-historical era. Kicmari
further challenges Fukuyama's view on the relationship between democracy, religion, and
nationalism. He points out that Fukuyama's assertion that liberal democracy is the final stage
of political development overlooks the resurgence of both religious and nationalist ideologies.
The chapter ultimately serves as a thorough dismantling of Fukuyama's claim of historical
closure, laying the groundwork for exploring the three countering ideological models in the
subsequent chapters.

Chapter 3, “The Totalitarianism of the Twentieth Century: Nazi Fascism and
Communism,” examines the rise and fall of 20™-century totalitarian regimes as a crucial
backdrop for understanding the ongoing challenges to Fukuyama's “End of History” thesis.
Kicmari begins by highlighting the pessimism of the 20" century, contrasting it with the
optimism of the 19", and attributes this shift to the devastation wrought by World Wars | and
Il. He argues that World War | weakened Europe, paving the way for the rise of new actors,
including the United States, and setting the stage for the rise of totalitarian ideologies. The
chapter delves into the defining characteristics of totalitarianism, drawing on the work of
scholars like Carl Friedrich, Zbigniew Brzezinski, and Hannah Arendt. It underscores the crucial
role of ideology and terror in maintaining totalitarian rule and the pervasive nature of violence
inherent in such systems. The chapter then compares Nazi fascism and communism,
highlighting their similarities (e.g., the use of ideology, terror, and the cult of personality) and

their differences (e.g., their respective ideological goals and their approaches to private
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property). Kicmari's analysis concludes that while both Nazi fascism and communism
ultimately failed to establish lasting global dominance, their legacy of violence and political
repression profoundly impacted the 20th century. This failure further undermines Fukuyama's
thesis, demonstrating that history's trajectory is far more contingent and complex than he
posited. The chapter serves as a historical bridge to Kigmari's subsequent analysis of
contemporary ideological challenges.

Chapter 4, “Fukuyama in the Vortex of Theories of International Relations,”
situates Fukuyama's “End of History” thesis within the broader context of international
relations theory. Kigcmari contrasts Fukuyama's optimistic vision of a liberal world order with
realism's pessimistic and power-centric perspectives. Realism, which emphasizes state power
and the anarchic nature of the international system, sees the pursuit of power as the primary
driver of state behavior. Fukuyama's focus on liberal ideology and the eventual triumph of
democracy directly contradicts this realist perspective. Kicmari explores Fukuyama's apparent
shift from a purely ideological stance to a more pragmatic “Wilsonian realism,” where the US
is essential in promoting liberal values globally. However, even this revised approach deviates
significantly from traditional realist principles. He further compares Fukuyama's views with
constructivism, a school of thought that highlishts the socially constructed nature of
international relations and emphasizes the role of ideas and norms in shaping state behavior.
Ultimately, the chapter highlights Fukuyama's unique position within international relations
theory. His optimistic, almost teleological, view of history starkly contrasts other schools of
thought's more cautious and often pessimistic perspectives. Kicmari argues that Fukuyama's
bold prediction, while ultimately inaccurate, represents a valuable attempt to connect
political philosophy with international relations, an attempt that his subsequent critique will
refine and expand upon.

Chapter 5, “Ultra-Nationalism as a Model of Continuation of History,” examines
the resurgence of ultra-nationalism as a significant challenge to Fukuyama's “End of History”
thesis. Kicmari argues that ultra-nationalism, while distinct from patriotism, represents a
powerful force shaping contemporary geopolitics, particularly in Eastern Europe and Eurasia.
He defines ultra-nationalism as pursuing national recognition and dignity that often prioritizes
power and expansion over economic development or human rights. The chapter focuses
primarily on Russian ultra-nationalism, tracing its historical roots from the Russian Empire's
expansionist policies to the current assertive foreign policy of Vladimir Putin. Kicmari details

Putin's ideological alignment with figures like Alexander Dugin and analyzes the implications
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of Putinism for regional stability. The chapter also discusses Serbian ultra-nationalism,
highlighting its role in the Yugoslav wars and its ongoing influence in the Balkans. Kigcmari
explores the ideological underpinnings of ultra-nationalism, emphasizing the role of historical
narratives and the construction of “enemies” in justifying aggressive actions. He contrasts the
patriotic aspirations of the Baltic states, who sought integration into the European Union, with
the expansionist aims of Russia and Serbia. The chapter demonstrates how ultra-nationalism,
fueled by a sense of historical grievance and a desire for national dominance, actively shapes
geopolitical events, thus contradicting Fukuyama's assertion of a historically determined
outcome. This serves as a crucial case study in demonstrating the ongoing dynamism of history
and the enduring power of competing ideologies.

Chapter 6, “Islamic Fundamentalism as a Model of Continuation of History,”
examines the rise of Islamic fundamentalism as another powerful counter-narrative to
Fukuyama's “End of History” thesis. Kicmari argues that the collapse of the Soviet Union and
the ensuing shift in the international system created a fertile ground for this ideology's
emergence, characterized by its rejection of liberal values and its readiness to employ violence
to achieve its goals. The chapter distinguishes between various forms of Islamic
fundamentalism, highlighting the differences between political Islamism (which seeks to
establish Islamic states through political action) and Islamic fundamentalism (which
emphasizes strict adherence to religious principles, often rejecting state involvement). The
analysis focuses on the contrasting approaches of Al Qaeda and ISIS, demonstrating how these
groups represent different strategies for achieving their ideological objectives. Al Qaeda
employed a decentralized network strategy, while ISIS attempted to establish a territorial
caliphate. Kicmari explores the ideological roots of Islamic fundamentalism, tracing its
intellectual lineage and analyzing its appeal to various segments of the Muslim world. He
critically examines the role of religion in shaping political behavior, highlighting the
justifications used to legitimize violence against those deemed “unbelievers.” The chapter
concludes by arguing that despite the setbacks suffered by groups like Al Qaeda and ISIS,
Islamic fundamentalism remains a potent force influencing global politics and posing a
significant challenge to Fukuyama's optimistic vision of the future. The enduring power of this
ideology, despite its failures, undermines Fukuyama's claim of historical finality.

Chapter 7, “Chinese Socialism as a Model of the Continuation of History,”
analyzes the rise of China as a significant global power and its challenge to Fukuyama's “End

of History” thesis. Kicmari argues that China's unique blend of authoritarian rule, a one-party
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system, and market-oriented economic policies directly contradicts Fukuyama's prediction of
liberal democracy's inevitable triumph. The chapter traces China's remarkable economic
growth, increasing global influence, and assertive foreign policy. Kicmari examines the historical
context of China's development, including the impact of the Cultural Revolution and the
Tiananmen Square protests. He highlights the role of nationalism in consolidating the CCP's
power and shaping China's identity and its relationship with internal and external actors. He
discusses the concept of “socialism with Chinese characteristics,” arguing that it represents a
distinctive governance model, combining socialist ideology with market mechanisms. The
chapter explores several critical aspects of Chinese society, including its complex relationship
with democracy, human rights record, approach to religious freedom, and the challenges of
balancing economic growth with environmental concerns and social inequality. It concludes
that China's success in combining authoritarian governance with economic growth presents a
significant alternative to Fukuyama's model, demonstrating that history has not ended and the
future remains open to various ideological trajectories.

Chapter 8, “Conclusion,” Kicmari summarizes his central argument: Fukuyama's
“End of History” thesis, momentarily triumphant in 1989, ultimately failed to account for the
resurgence of powerful counter-ideologies. The three models analyzed—Russian ultra-
nationalism, Islamic fundamentalism, and Chinese socialism—demonstrate that history
continues, shaped by competing visions for the future. While liberal democracy achieved a
significant victory in 1989, it did not achieve total dominance. Kicmari emphasizes the enduring
influence of Russian ultra-nationalism, particularly in Eurasia, where Putinism presents a
considerable challenge to liberal norms. He highlights Islamic fundamentalism's continuing
appeal, despite the setbacks of groups like Al Qaeda and ISIS, and underscores the resilience
of Chinese socialism, demonstrating the limitations of Fukuyama's model in explaining China's
success. The author emphasizes that while the “end of history” may not have arrived, its
concept is a product of a specific historical and ideological context. He argues that global
politics will continue to be shaped by the clash of civilizations, cultural differences, and the
competing demands of state power. He rejects Fukuyama's simplistic optimism and clash-of-
civilization theorists' equally simplistic pessimism, advocating for a more nuanced
understanding of the ongoing dynamic interplay between diverse ideological models.
Ultimately, Kicmari stresses the need for a more historically and contextually informed

approach to understanding the complexities of the ongoing historical process.
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Review

Kicmari's “History Continues: Three Models of the Continuation of History” is a
compelling and insightful work of scholarship that uniquely challenges Francis Fukuyama's
“End of History” thesis. The book transcends a straightforward refutation of Fukuyama's
arguments, providing a profound exploration of 21st-century history, focusing on three
influential ideological models: Russian ultra-nationalism, Islamic fundamentalism, and Chinese

socialism.

Significance and Appeal

Depth and Breadth of Analysis: Kicmari's analysis goes beyond superficial
assessments. He delves deeply into each ideology's historical roots, core tenets, and socio-
political ramifications, offering readers a rich understanding of their historical contexts and
complexities. This avoids the pitfalls of simplistic interpretations and promotes a nuanced
perspective.

Comparative Analysis: The comparative examination of these three distinct
ideological models is particularly insightful. By juxtaposing and contrasting their strengths and
weaknesses, the book fosters a sophisticated understanding of the intricate dynamics shaping
the modern world, moving beyond single-perspective analyses.

Timely Relevance: The book’s engagement with contemporary events—the war in
Ukraine, the ongoing spread of Islamic fundamentalism, and China's growing assertiveness—

makes it highly relevant and timely, offering critical insights into major global issues.

Academic and Professional Value

Enhanced Analytical Skills: History Continues significantly enhances critical thinking
and analytical skills. Its rigorous approach to comparative analysis equips readers with
invaluable tools for navigating complex political and ideological landscapes, benefiting
students and scholars across diverse disciplines, including political science, history, and
sociology.

Expanded Knowledge Base: The book expands readers' knowledge of modern global
history, ideologies, and politics. This detailed exploration is precious for students and
professionals seeking a deeper understanding of these crucial topics.

Improved Global Awareness: Kicmari's work fosters a more sophisticated

understanding of contemporary global dynamics. This nuanced perspective is essential for
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professionals in many fields, especially those in international relations, political science, and
diplomacy.

In conclusion, History Continues is a valuable and engaging read for academics and
professionals interested in history, political science, and international relations. Its rigorous
scholarship, nuanced analysis, and insightful critique of Fukuyama's thesis make it significantly
contribute to the field. The book's timely relevance and focus on contemporary global
challenges make it essential reading for anyone seeking a deeper understanding of our

increasingly complex world.
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