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Thesis Title Mediating Effect of Resilience on the Relationship between
Perceived Organizational Support and Innovative Work Behavior
among Support Staff at Rajamangala University of Technology in

the Central Region

Name-Surname Miss Woranaree Jaingam
Major Subject General Management
Thesis Advisor Associate Professor Khahan Na-Nan, Ph.D.
Academic Year 2023
ABSTRACT

The objectives of this research were to: 1) examine the direct effects of
perceived organizational support on the innovative work behavior of Rajamangala
University of Technology support staff; and 2) investigate the indirect effect of perceived
organizational support on innovative work behavior through the mediating variables of
resilience of support staff at Rajamangala University of Technology who were located in
the central region.

The samples used in this study comprised 335 support staffs of Rajamangala
University of Technology who were located in the central region. The instrument used
to collect data was a questionnaire that passed assessment in terms of content validity
and reliability. Statistical methods used to analyze the data comprised descriptive
statistics: frequency, percentage, mean and standard deviation, along with inferential
statistics: the PROCESS macro 3.1 in IBM SPSS Statistics version 24.0 for Windows to
analyze both direct and indirect impacts.

The research results showed that the overall perceived organizational support
was at a high level (X = 3.77); the overall characteristics of resilience was at a high level
(X = 4.04); and the overall innovative work behavior was at a high level (X = 3.91).
According to the application of the bootstrapping approach to test the direct and

indirect effects, the findings revealed a positive association between perceived

(5)



organizational support and innovative work behavior at a statistically significant level
of .01, with a path coefficient of 0.387. Consistent with indirect effects, perceived
organizational support had an indirect effect on innovative work behavior through the
resilience at a statistically significant level of .01, with a path coefficient of 0.237. The
findings revealed that, while perceived organizational support had a significant impact
on innovative work behavior, when employees are resilient, they can quickly adapt to

new situations.

Keywords: perceived organizational support, resilience, innovative work behavior
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uni 2
LONAITHAZIIUIVYNINGIVDY

nMsfneideinerinudiFos anuBangunisdalalusrueduusdunatsiifidnina
FENININTINTAatUayuIINBIANITHaENgANTIUNITATIINTnnssulunsiuveIyAaIng
avatuayy sinedomaluladsivusna wadminnanaisdedidelsvinisfnuuuifn
noufuaranAdeiifetes eduuumeszneunsdaviiineriinug lastiauenuinde
Fasteluil

2.1 wnAnuaznguiiifsdestunsiuimsatuayuainesdnig

a ¥

2.2 uwwiRnkaznguneItasiumugangunnidnla

a

2.3 wnAakagnguneitesiunginssunisasauinnssulunisviinu
2.4 ATENAITes

2.1 wwiRauazngufiiieadesiunisiuinisaduayuanasdns
N133U3N5atiuayEaINe9ANIS (Perceived Organization Support Theory; POS)
HunrudFnvesyaainsnisluesdmsfiansnsniuiliin esdnmsvesmuiulianuddyvie
waaiuAuAtunsiuYeny Wudsnuuueilaldlunisiauegiadumnuauise
waziinuldleluiFesnnuusguesyaanns wiendazatuayunisufofau Tlanuazain
warageia diuulevis ng sudsudedadudieg Snvsiinisuszdunanisujoiau
nsfiarsanludesveinanauknunieg saluisnaiuininiiluaigenInedsgfsssy
deynansiianuidniinnestdnis susldfensatiuayusiieg 1nesdnng avdawaliynaains
wionflagmauunuesdnsuarhisiuindoussinisliussg nguseasd
2.1.1 AAUNNIEVRINITTUSNITATUAYUIINDIANIT
N13FuUiMsatuanuInesAnIsitnIgINskazinIdelalianuvungliagng
whaula Ingazinauenedaadilerundladmsunsiseluadsd
Eisenberger et al. (1986) na12in nsfusiiiuaruidnvesynanaifisaty
nsuenfiuguatlunsislaieuesyaains waznisiiesdnislalaluamnunduegiifves
UYAAINT ?ﬁmm‘ﬁlqﬂmﬂi%%’uflé’mﬂwamauLmuﬁlﬁ%’umﬂmiﬂﬁﬂﬁmuﬁumﬁmi L9y
Hunaneuununieiusieda nislésumsideusumis sadensldsudssneamazninly
nMsuuRa



Eisenberger et al. (2001) na1791 n1sfuinisatiuayuainesdnisiduaing
Besuvesyaaing uazauiandisufldaindszaunisailunisinenu Aldsuruulouie
wnUfURkaETNTEIiAnIINesAnsTedsnalaensioyaang Milviyaansdudaladain
safmsndouiiavtnemdsluiusnag 16

Lamastro (2002) nd1291 Ms3uivesynaInsiigafun1suanioonvesesing
flvinsatfuayu uazdnanmndenvesesdnslimnzuanisviie dayaainsazduslaniu
fidusunurendnig Tiud Famdhauludiuausingg Adaweunisatfuayumaiiuliun
yaang ety msdeyaansiinoussseriifunsmsuis eisszaumsal vinwe ewg
aruannsaludnusneg Snvnslésuiauetolugunduladeaansslonivossdns (udu

Abid et al. (2015) n@1331 Mssuinsatuayuainesdnisiduanudenes
yaansislsessdnisindanuduhadulouasdesnisliyaainsiinnmduegifseninnns
fruufuesinig yaansannsoiusaavandliannaauselonisne fesdnstalilidsodly
sUvesHansuwnuilduiit Wy Guiieu Tulla visnansuunuiilildegluguveasnGuals
WU @YEANTT WAZNITOUTUAIN

Pennaforte (2016) Na1231 AM13suinIsatuayuaInadnisilunisiuiaes
yransiAgansiuiisenueilaldanesdnisluFesan mmsuiiianu nmsnsemiindsnae
mMsUfTRUlAUeeAnTT warmslafumugfssaluEosineg senitamsufiRnusmdu
BIANT

InAMLNIEYIN1T3 U TatuayuanesAnistieduty §ideagy
Aranglddel masuimsatvayuanesdnsiuduruiinuasenuidesuromaainsi
Iesuanesdnistunmsiiunmal Tinisseususniymainslunisu iR In1sussiunanis
Uty mslinanesuunuiaznisideusuvisegiausssy T stomdeativayuyaains
Tun15U IR LagnaUANDIREAUABINITATUANY YBIUARINT NIUUTEUIELAZAILVILYDY

'
1

93ANs Swdensdnasuativayuliuaainsieutuegna
2.1.2 nqufiiieadesiunisiuinmsatuayuainesdnis
MnMsAnuIsIUNTTIRBIfUNMsSudnsatuayuIInesdnsiifugu
AuARININNgEiveanIsuaniUdsu (Exchange Theory) lagtinnguinisuanidasunig
Faldesurefanisieenl i Wunsuandsuseinenugaiuumuagaudedndues
YARINT fuuselerifiaglasunaunny saudeseTanien ﬁaaﬁmwaﬂﬁﬁqumm (Aselage

& Eisenberger, 2003) s {3383990NA 1AM UYL 2 Noud) el
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2.1.2.1 ygumswaniasunisdany (Social Exchange Theory)
ngunrsuanildguniedauiinulfniiugiuinelfunisuanilasunse
navauaaUselevudiukariusening 2 de lngyaradzinisisouieuseninelsslovin

putelasukazUsylovifnuiesgaydsly Blau (1964) a5UngAMumIeYoINITHANWAEUNIY

a

daruliin Wumsnseyihvidmeanuatinslavesyaaanigndngslinseimenaselesiiinig

v A

Tagldfunduin yaraagiinnnuisuifisuusslovifinueddduiuiiyanaduldsu wagdsd
putesazdegadeiinnuinigion siielndiAesiuriugBuvielsl

nswaniUaeunadaau (Social Exchange Relationship) §A214LaN#1991A
ﬂ']'iLLﬁﬂL‘lJa‘IEJUVl’NLFﬁHEﬁ’R] (Economic Exchange Relationship) \ies1nnisuaniudeung

dennvzliiangamalselevinsoteynin Wunisnszrinnagliddugnlavasdnazvinieh
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aavisiausylovifiagldunduunlunends Inglifnsimuaneualanid luvaziinig
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gty Fudunsssynadnsiazldsunduandunisnevunulidraniiugs Snienns
wanaBunsdany (Social Exchange) anansaneliiinuualiunisanuidndiddeynainsle
i eagniuneluesing arwdnidela wagdinluygyan Wus luvaiinisuaniaou
yaAsYgRa (Economic Exchange) lianunsnadramnudnmeniliiantuld
nsuanBsunisdsauiloguuiiugiurasanuidelavasisassdie Tuuium
yes0sAmsfine mndelatusyninesdnisuazynaininiglussdnisies Tnsmsuaniasusie
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Y 9

'
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a¥afnig WeauAmTInRveayaaIng dauyYAAINTITABULNUAIENITYINAIUBE9LAN
anuannsaLiielesdnisussaiautdivine yaainsisuilddennmieilaldnnesdnisazaing
IAAaauidngnitunislanessdnis (Meyer & Allen, 1997) in1sudRauiiuveulanns
auiisuineeu wazmevauassogUassaiiiniu uislenmaiiiendosiueadnisdisainy
Uszlluszueu (Rhoades & Eisenberger, 2002) uaﬂmﬂﬁ?ué’ﬂdﬁLﬁ'%ﬂﬁqﬂmﬂsﬁﬁmum
frdalafiazuftion dmarenanisufoRnuiiiiniy andasnisatesnuaznisinsiuas
(Mathieu & Zajac, 1990; Mowday, Porter, & Steers, 1982; Meyer & Allen, 1997) ‘i]’mﬁﬂa"n
iy wefnssunisuaniAsunsdsay Shanfnnauisuieussninadaiiamulufueiudy
mflazlafuresiaansine

MANguinisuaniUdsuniadiny yaanne1s1nazinviaudusius iy
sewinayanalvieglumaiia iilemeuaussionnudesnsliilduniign desnisiianisuaniuen
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#3u (Foa & Foa, 1974) wisliludiduild wu aruddnfenisienlald vieanuaism
Auueution Wusu (Rhoades et al., 2001)
2.1.2.2 ngefmssuimseiuayuanesring (Perceived Organizational Support)
NBYN1TTUINITAUUAYUIINDIANIT A N15TUSTeNTIiAuATLAL

ANAIAYIINDIANINTRONAIUTDIYAAINT LazisovatanInalusguasynainsly

83AN15 N1sAiyaaInssustanisatuayuainesdinisiludiudaelinisyiauresyaainsiin
UsgdnSnmunTuwazdigliypainsiussinsidinanulueyna

N13ANYTD9Y8IN15TUINTATUAYUIINGIANTT LTUAUIINAITNBIANT

® = o v 6 A a 42” 3 = a 2/ a
wourudsaNuduiusvesyaansiiinduasluesdnis Jasulianuaulanazuesunis
atduayulususig  Wiudyaansvesnu (Eisenberger et al., 1986) ngufnsiuiatuayuy
31N94ANTT NA13LTIIYAAINTENITTUSTINITatuayuINeIANIT LB TINENOUANR DAY
£% a Y Yo [ [ d" YU [y Y 1
feen1snnutufisarlasu ludnesluseseinislasunissensu lasunisengesuaznis
3 °o v d‘ A = a 4 Y d‘ g ' Y v o v Y
wouuANd1Any ieUsliudedsnauazlasuilionslavunlviunisvinau a1ssuinig
atuayuanesrnsiuinansenudednlavesyaaInsluesdnis dwadisanudadu yawu
nasnaudwmaliuransiuinauidnduniyynudesdnig seinfivzusudiqaouuny
wieuiagyredudiunianvzduindouliesdmslutadmuneduggn Snviayaainsdiniands
Nagauinweslidudianuianuainise Wenaziauinulidvssdnsaimuing sty
I = o A ¢ Yo = I3 % v a

wlpdawatianedanrienadsslevinaslasulueuan damnesinisasiliyaainsvesnuiin
n1ssuinisatuayuainasdnistailuedsd azdmananisujufiuvesynainsiiuay
WAL AINARBNGANITUNITVINIUNIBNITAIDDNAAAY

waNMNHULUIAAYEY Rhoades and Eisenberger (2002) lana1iliin nssus
nsatuayuainesdns deidudiudefiasislivaainainanuyniuuazanusdnindunu
sulvfaiiousinau Fedamanenan13su] iRy (Gilbreath & Benson, 2004) N133U3N13
atuaywaInesAns sgnivSeuisvegiaueiisUsslovunavlasusaziunuindeluininaing
augansaly vibiyrainsieshiinisuszifiudannuiesazlasuainasdnismeduiu vidluises
YoM samu U nsyaiu aslalunisvia anushuasanuidnyniiudesianis uazluSes
yoawauszlevl wu nMsnesdnisiianuddgyiuyrainsiasuouiuguavemany wilald
adleroanimauluegvesurains nadnsnesdnisaglineuunuife nan1sufuRuNg
U58@n501M (Homans, 1958, pp.597-606) LilayAaInsustaaensatuayuaInNesfnIsnad
Agyilinannfinuyadu Aslaniasyinudaasdwalynisuiiauisednsainunng

o w

(Eisenberger & Stinglhamber, 2011) n135u3n1saduayuainasdnis deluladeddgues
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99AN15 Teudrendnduliupainsiinauiianelanesidnis wasdmaliinaiuiienelaly
N5UHURNY Aaenaunss1salidaunainsfiinuiaNananse (Byme & Hochwarter, 2008)
2.1.3 29AUsENEUYRINITTUINITENUAYNANDIANTS

U3381N1A709839AN15 (Workplace Climate) 1uni1ssuvesaundnaielu

a 1

peANsredsIndouluYreINTU RN wavldnSnadoyrainslunisuantoanfaginssy

LY =2 [

n1suuRnunsenginssulusvuuunneg du dududadendrAguazaiuisadigasue
Usingnisalsine ineafungAnssuaywdlailiueded (Chauhan et al., 2016) Ing Eisenberger

et al. (1986) uay Eisenberger et al. (2001) nd131 MsatfuayunesAmadunuideves

yAaInsIesAnslanesiunualun1sadainnureiynains Fesdnisuansaiiuisle

9

sosn1sliypansiiauluegia wazyaainsezsuitdananiildnnuanisneuunuilasu

Y 9

MnmMsUfTRnUlFRUeIRnTg Wy MsinrsanAmeuwnuiiiuty mslésunmsideusiumid
a9ty favnAssruaanuazainlumsu i suiludsatafnisdusinag Wudu uenaindu
Yucel and Minnotte (2017) nanaiuayudl Msatvayuainesrnisiiaud1fgegiaunnse
mMauiuaudosnsidniuresnisufiRnudmivyaainslu 2 Yssiiu ldun nseaeli
yaraldfuanutemaenioatuayusenintayanalfsafudsdifyuazdndulunsujiao
warMIsIEeLazAINdLANe Welimshauiinusuiunndstu s Amabile et al
(1996) waz Na-Nan and Wongsuwan (2020) fianuifiufiaenadesiuuazsuundnuzyes
msauayunessnsoanidu 4 fu fail

2.1.3.1 nsaduayuaInesdnis (Organizational Support) tun13suives

yaaInsdenuvatlenIneddns luseswasnuusgfifuazativauuaneiaueie i

9 Y
(Y =<

fluyAang (Kurtessis et al., 2017) saufan1slasunisadvayuliupainsianisaniangfinssy

'
| 3

NA5 19T IARAZRANIDDNTINGANTIUNAFBIANITNIUNTEUIUNITANTUIIUVDIDIANITDES

)

a I

gRTITY LU ﬂ’lﬂﬁ’%ﬂﬂ?’mqaﬁi’iﬂuﬁaﬂ‘uaﬂm’iﬁ‘-\]’l’iﬂmﬁ’lGIE]“ULL‘WLJ 51978 viselonalunns
doudu tdeudiunis anufudaszlunisiiou wazeanusuadunisviay 1udy
(Burmeister & Deller, 2016) ?aﬁﬂa'nlﬂsﬁwﬁummsan“]ué’hszhaluﬂWiLa'%uﬂwsaﬁ’Uﬁguﬂﬂi
LaRg0NNIINgANTINAN9Y Tun1sujiRnuvesyrainslaediaiiused@nsain (Burmeister &
Deller, 2016; Naotunna & Arachchige, 2016; Kurtessis et al., 2017; Al-Hussami et al.,
2018; Akgunduz et al., 2018; Lee & Jeung, 2018; Gigliotti et al., 2018; Islam & Ahmed,
2018; Eisenberger et al., 2002)

v o a1 o w 1

2.1.3.2 myaduayungdsdulyy (Supervisory Support) ddudAyaeng

o

a

wntunisdsasuliuaaInsuanIngfinssufafnesnnis wasnansuuRanuntusednsain
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WesnngUsdudyrazuanangAnssulumsidudunuresesimslunisiufduiusiuyeains
vz IulunsEuIuNISHIe) fUfINIsUrSentnNSulagouiyAaInTlAsuLaUNLIEAN

89ANTS AABAIUVINLNTINITUSTITIANITNINIIATILALN D DU UL NALAYATIADTINNT

=

UfuRnumardinuszdniuvesynainsdnme (Chen et al,, 2002; Li et al., 2018) luvaue#

v v I~

Shanock and Eisenberger (2006) nd1331 Mslasumsatiuayuaingadudude nmslasu
n1sgua t1laldluisesnneg MAgadun1sufoReau dedunsneinsimunzan n1slasu
A1USnYT N3lasuAugRsTIe N1InseAunIeaiiwsigslalunisufiRnuniusednsaim

o

uaNaINiu Cai et al. (2018) narfisifud1 nsatuayuangafuymagyinliesdnisin
waansludeuinuaiediu Jusuunmsatvayueisegluguvesniswansenuduiiadulely
AnuiAnsneg vesyaains atuayuuazlideyarnasfisndudmiunisufoRau naonou
duasuliypannslddumsimunanuduasiinuresieideadiolamnsalddneniwldogn
Lﬁuﬁ (Chen et al., 2002; Shanock & Eisenberger, 2006; Andrews et al., 2008; Gok et al.,
2015; Na-Nan et al., 2017; Cai et al., 2018; Straub et al., 2018; Zeffane et al., 2018)

2.1.3.3 msatuayuainifieusinau (Peer Support) danefis yanadiegly
sefumIUfiRnuieatu aefinsldneunieujduiusmiludssdusiieg vafefuanuuas
FAmUszs13u (Chiaburu & Harrison, 2008; Thompson & Bolino, 2018) Snstesauluiianis
doansuuuilaleduilsnmdaiiusnineiu faulineda fnsvigmdeuasativayudaiu
uaziu naenuFosesnnNsAngniuiisafunuiidessuinveudiuiu weliussaidivane
Weanu (Beales & Wilson, 2015) @anrasanubiiAn Blanchard and Thacker (2012)
nanLfisAL dnvazvesnmsatuayuveaiiousiunueiseglusuuuuvesnslidiugtiiy
Wlousinay nnswuznane nsiuzt visuaniasulszaunsaideiunasfu wiens
aouifieusaneu uenantu nisatuayurenfieusannuiadunsdieliinnsuaniuden
wAn Amd audiug niteusiufedu msatuayusananidnvuzveaaiotne
mqﬁmm%a:ﬁé’ﬂwmzﬁLfJumqma%u‘ﬁuﬂﬁé’mﬁuﬁ‘iuﬁﬁwm (Beales & Wilson, 2015;
Blanchard & Thacker, 2012; Chiaburu & Harrison, 2008; Elias & Upton-Davis, 2015;
Jenkins et al., 2018; Na-Nan et al., 2017; Qin et al., 2018; Thomas & Salzer, 2017;
Thompson & Bolino, 2018)

2.1.3.4 nsatfuayuninensiiiiesns (Sufficient Resources) a8
msidantemsdamieunineinseneg AsudusonsufiRnuiisuinvouvesynainsiiiold
uusIguaduianuildSuneuning nimensiifissneeiafiansanainnisiaiuiy fan

gunsal ansauna wazdsdiuemiuasaanlun1sufuRaunie Wudu (Tushman & Nelson,
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1990; Amabile et al., 1996) n137vsAnIsuaUNSNEINTA1IY NTNTusen1sUfuRues
yaansvibimnuanfisnelatensujiRnuuasilomaujifnuegadudnanininanian
ﬁ@&{j (Obadara & Alaka, 2010; Yaakobi & Weisberg, 2018) 31nn153989893 Somech and

[V Y]

Drach-Zahavy (2004) fivnns3seienfuiuusnisiésunsnensiiiisanefianuduiusse
nMsuansnAnssuiidvesyaainsegelitiudifey Wuieauaideves Nielsen et al, (2012)
wuin Msdaninensifissnedanuduiusuaridninaludainfunisuanamginssues
YARINT 11U ALENTUYDIYARINTABBIANNT NMIUARINGANTTUAR Laznan1FUFTRAT
Usean3nn (Tushman & Nelson, 1990; Amabile et al., 1996; Somech & Drach-Zahavy,
2004; Peelle, 2007; Obadara & Alaka, 2010; Kucukaslan Ekmekci & Tekin, 2011; Nielsen
et al., 2012; Saboor et al., 2018; Yaakobi & Weisberg, 2018)
2.1.4 U2d8n135u3n15atiuayUIINBIANTT

21NN15ANYY Meta-analysis U89 Rhoades and Eisenberger (2002) Wuin
Yafovdniidssasiomssuimaativayuainesdmsi 3 dade dail

2.1.4.1 anugRssdluennis (Faimess)

nsesdnsuandliyrainsiiuieniugisssulunisnssurunisiiansun
Amauunuludiusng 1 fagdssasiongfinssunssuimsatiuayuainesdnis iesndumant
finansenusiean neuuegveayaans

ANugAsTIaluesdnig a1usaduwunls 2 Gfn1uuuIAnvas Cropanzano
and Greenberge (1997) f@finils Ao amgAssriluiFowasny suidou detsiuvesednis
fidswansznusioyaains deasdesiimsuddiyasnmaudrmideudingseiuld wieuiedu
flanuAndiuresypanng leUszneumsfiansanuasdndulalunisesnngsuleuvdeuloune
§199 U9409ANTS NATIded Ao NAveIANLRsTINNIITIAY yasaFeniy AINUYATITUL
Ufduius dafsadestuamuduiussninayaea 1wy n1sufiadeyaainssgaiuaism
mnyransiindeasdeviedotnadada 4 asdnismsinglideya nieuiaduasiosiendn
TiAsmmdaauLagaudlafinseiu Wefnanueratodnaliudyaains Sslunsinuilu
Feswesaugfssaududinlngasiinisdnulassiy Liuenewednledanis fuduly
Greenberg (1990) nd111491 funeuresnisiansunanouLnuiinsgsiiegegisssuu
yzdanaliynainsiinnisiuiteanisaduayuainesdn1sladaiaundiaugfsssuves
namauLLigtes e nszyaanslifuguvesnnaudedn nansuuwuiifnugfsssuty
AsdudutuAnsrUIuMsRsaRane ULy ardsnaliyaainsidnienuiiunsasTusila

TuA1SRATUINANDULNUTDINUY UNUNTIAUNINDlaLazAnAU1A191909ANS

26



Ya v =€

91NN155U3INFATUALUIINDIANTTIUAUYDIAUNLFASTTUTRUY §ITeTeaTY
1§ augisssuiiAndunieluesdnisludeswesnsfinnsumansuunuluFesig fiuade
nsgnusaynaing Sudusesiimandumietudslviyaansnaudimindeutsduld uazansd
msfuilsanudaifivrosyaains euszneunisiiansaviedadulalunisssuleviense
ngseilay TedsRuse aeluesanis

2.1.4.2 nsatiuayuaInyiIninay (Supervisor Support)

Tavhluyaansinianuianaludemesnsuoaiuaudfgyuazauaily
pUIBIINBIANSLAY M Feimihnudiouadioudiunuretesdnig ludenandlunns
detoulsursanguinisszdugeesnsdnisieyaaininislussdnig dnfadudussiiiv
waznsmvAuHansUFTRL etnansufRnunazanufenisvesyaainsluesingg
TWiauesiefuimssefugs dsmaliyaansianbiaurelatuizesvesnisldsunsusadunmuei
yosnansUFiRnuanimiinu fsnnsudannisatuayurosianinauty avdsmali
yaansiasanauedldi sutuduiivensu furey Tuaenvesiamividol Snisdewals
yaansivirunRfiafuimiiey wagdeeludnissuinsatuayuainesdnsiipmeiuiiu
(W&l dWlie, 2554)

31nN153u3nsatuanuaInesAnIsludIuve N1 TatuayuIINAINTIU

Ve

FReaguin MmhaudSeuiadousiiunuuessanis mnyaainsiuilaaanisatduayuain

q 3 U

e

e ¢

v

svthau TuFesesnsifiuaaawesiayaains nmssuilsanudniiu sailufsaumieud
Premdadofedgmlunmsihau dundardmaluiinisiuimsatuayuainesdnisves
UAAINS

2.1.4.3 s9iauaganinuwlInasulunisyingy (Organizational Rewards &
Job Conditions)

INNINUNIUITIUNTTUNUITIFenarevinund1nfaieavessnada
wavanmwIndoulunisvhnuiidamanenginssunisiuinisatuayuainesinig Jsaenndos
ffuwLIARYBY Rhoades and Eisenberger (2002) Inautady 6 Jade Fall

1) YadeArun1sueiuAuAITeIYAaINT Ao NTEUIUNITRANTMN

nanauLTy Eoududeusiuns egngfsssununanuuaraunyay Sadavianidasasio
MsinngAnssunssuIMsatuayuanNesinig
2) Yadusumnusiuaslunisinnu de nslimnusiulaudyaaingin

3 v o Y a s
aaAn13asdensshuuransiliduaunnvesesAnis
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3) Yadusnunisiidaselunisaniivau de nislianuludiuiilunis
nuuagliyrainsiignuialunisaiuaumsvinnuresnuld wu 1133an1sasenisuuifau
n3dasudovnagtuneunsuiifnuienues lufausssuneTuan mslidaszlunmsie
fufiodudsdrdnann Weannyamnsaiuilafeemnalindatilésunesdnig

0) Yadudunueioaluninfiflézy waneds nsfiyaansvosnuty
Ananmzmadalafiliannsodanisviemuauiueisual enuddnmantduld sudeanan
Uiinauanudldfuneuvnesnniiuly finseuszezinaiiivue msldsuunuimuiosunailsl
Farau Fedavarddmansznuiuavdediyaainsies wardwatan1suInsaduayuan
BIANITVDIYAAINS

o

5) Uadeaunisiineusy n1siuivesynainsluisesvasainuldlanin

a a v Y CY (3

psAmsiueuly teUszloviivesnnn deidudsiinelminnisuimsatuayuainesinis
YOIYAAINS
6) Yadf1uruInvesesinis lussdnisifivuinlngaziisuuuuuay

Fumeunsauiidaeu dudeu fesufiRmungszfouiingly Wetosnsvhauiiianain
wazdaatun1siingase vilinevauswannusenisvesyransmelulatesas wazenavinl
dararian13TUMTAtUALLINBIANITARNAS

PNNANITILATIZY Meta-analysis U939 Rhoades and Eisenberger (2002)
HadeidamaliiAnnissuinisatuayuainesdnisundian Ao mmqaﬁsiuﬁlﬁmﬁumaﬁlu
94AN1T NTATUAYUAIUAIIY 1nHInEIIY kag s1edanazaninuindenlunisineau
ALEY

2.1.5 NaYaINTIUINMTATUAYUIINGIANIT

Rhoades and Eisenberger (2002, pp.698-714) lavinn15@nw1iAsizai
uATeRRedes Vilimsuimaiiinanmssuimsativayuanesdnig il

2.1.5.1 AURNIURBBIANIS (Organizational Commitment) 3MNULWIAA
flugnunisuaniUdsunisSeuimaatuayuainesdnis vlviyeansdinuiiviniiiesdesin
uazvialenadnis Mssudnsatiuayuanesfinsazisiiunsgnusionsdnig shluaains
Yanimueadudiuniavesesdnis $anindesujuaminiinuunuimludsay uagdevinla
yANsIandnnAuaslisuN1sEaNsUIINBIANIT

2.1.5.2 anuitanelafitisadesiuiiu Job-Related Affect) ns¥u3nng
atfuayuInesAnsdssasieaisual Anuidnvesynainslumsviieu wazavdiefiusefuany

wanelalunuuwazanimensualvesyrains snnuiiuanumenisluSemanauununiaglasy
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Mnmsinumdusgafuauaninge winfesnsanutiemde sadnisfindeslinig
atfuayuiuviaed anmersuainisuandnainauianelaluaunseiianingnisensual
Tagitilufinasnananinuindey Tagliianzasdedsladmils nisfiyeainssusdandniae
annsnasenusAnesuaifia uasvilndAneuestusiaae

2.1.5.3 anuildusanluau Job Involvement) nsilyaainsiuiianis
atfuayuanesdnslunsativayunsuftRnuliianuadess silvinisiudvesyaainsiis
sntu waedaalldlasonuiiauldsuseumneanniy

v YV CY

2.1.5.4 #an15UjuAeu (Job Performance) n155u31AASatUALUIN

Y
[ [

D9ANITUY aunsainUseansanvasnanisvinauliuingsy iliyrainsyianulaa
nILALLazIINNIINUAlAS UL UNIIE WU N13TIududeIiuAuATeIeIAnIg nsiivauwuzii
dmsunmsuuanu uasiaamanuiiasinuelnigiethunuiuldlunsvinu

2.1.55 AMUASEAIINNITINU (Strains) MINUARINTABINITAINY LG

a

4 v

' a a a ¢ v ¢ o d' 1y 1 & o
VLiJ’J'W"USLUu@']USU@\T“UEJ%IJa Lﬂi@ﬂﬂ@%i@@ﬂﬂimmqﬂﬂ LLa'JENﬂﬂ']iWi@ﬂJV]ﬁ]zaUUaklu@ﬂﬁlﬂW]lI‘V]

IzFaerounaEAIIATERTiAna NN uasld Yasandyvinieguassalunisineu
fauAdonudn mssudnmsatvayuainesdnsildruisannadnsludsauiiinannisyie
U PaeSen mnumiosdn anudonine mnuinniaaasluly

2.1.5.6 AUABINIIAL8ELUBIANTS (Desire to Remain with Organization)
ns¥uinsatduayuanesdnistu fednduniuduiuslufimmadentuiuaiudeamsasey
YosyAaINg Fernsanmsiuiiansnaasugie vilrmudiduseseglussdinisdely

2.1.5.7 WgANTIUNITAOUMIIINGIANT (Withdrawal Behavior) M3¥uin1g
atfuayuaINeIdns szdheiyuminidnyniunisiuinlasiendnis Tsazannginssuns
ialugukuunneg wWu nsviusuauianely lauanudiAyrednu nsu1eau
Husu uenaniimssuimaaiiuayuainesdnisdeisansniinisatoon wasiiuamiuednis
HuamnIndidlussdns

2.1.6 w3esiiadan1siuinisaiuayuainesdnis

Eisenberger et al. (1986) léaanuuulunisairaniesilofanisiuinig
atuayuaINeIAnIs (The Survey of Perceived Organizational Support : SPOS) diednwn
AmudelnsTuvesyaanTiiinensufiiannesdnig 1resdnisldamanazaudfyly
naunaglinisquatenlaldlununm@invesunains dved1a1u 36 Yo ldunsinUseiiiuan
7 sy ffefannlumeuinuaznisau uanadinsevifiesnsnlsianansaiiasesiuvadulials

r-ﬂl IS dll & d' M v I aa U o ¥ . Y
PUBNINBUUABUNIUISUATAIULYDUUEN Geldlauwuadialun1sinyinlo Eisenberger Tawmun
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spOs uatugannanuuudisiagaiulagriiunisiiudeyaainnsidesewuudsiayatng

Y 3 o a o Y a a [ v v 6 1 3 [y
UILAIIN L‘U‘N‘ﬂfﬂ’ﬂEJ‘VW]'WI‘VILﬂ@ﬂ’]SLLaﬂLUaEJUVI’NﬁﬂmJIUEULL‘U‘Uﬂ’NQJﬁQJW‘UﬁSS‘Vi’JN@QﬂHWSﬂU
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1 o

yaansuniign lagldentenddrdisiinidngega 17 4o laslduinsinnisuseiiue

5 56U founlawmul SPOS tuadudaiitaniany 8 19 L1091k uUdIs19duaTuNLYe
A0 36 U8 dNAReIwaziinugetunluas Inslirduyssansanutieduwinhu 0.88 719

famapumauilenuveINsTunIsaTuaRLaINIANITNL 2 Teu A 1) NSIVRMAIYEINAIILT

(%
&Y )

yransvile 2) nslienugualdlalumnuiuegifiveayaains daunuudrsiratude 8 4o
Aau Flidianueaiaedon viseruEananlunisidau
dmsunsAnwinissuinisaduayuluuszmalve Na-Nan and Wongsuwan
(2020) ¥IIN1sHAIUILAERRNKUULATBINBIATIAEITRIAUNITSUINITatiuaYNIINDIANTS
(Perceived Workplace Support) 91nn1384A31 AL UIAALAE NG ¥ veItinI¥IN1ThasinIdy
J =2 v I aa % [ aa 14 ! v Y % [
#19 JaleuusiAveanisatduayusenlu 4 4@ lawn n1ssuinisatiuayuainesdnis (POS)
nsfuimsaiuayungedudye (PSS) nsfuimsatuayy nieusINY (PCS) uagnIs

CY o PN

uimsaduayuninensiiigane (PSRS) taeldn1sussunuen 5 sedunuisvesdiainaina

(%

HAINTINUA 15 Vo NIUAITNAFOUANNATIAIULATIASS (Construct Validity) wuindlade

€

ol

Fusineg Sfeddyniada wazanmsdneiluasaiindniwuutaves PWS :ﬁ"ﬁugmmmﬂ
nguinsuaniudsunisdsandaszyinyaainsinulvituesdmsiielvlddwewmiesnsia
Tnenguidldndnlinnsliianouunumionsiafimngauuniyaains azdoifiudszansam
éuaamiﬂﬁﬁ’amu (Blau, 1964) maﬁ'?u Eisenberger et al. (1986) ’L%mwﬁmmamuﬁﬂuma
é’mmﬁuﬁugmﬁm%’umﬁﬂmLﬁuLﬁ:uLLaz‘ﬁwmaqﬁmmiﬁmﬁ’umwﬁmsLLamU?{sJuvm
depulueefn1siIuNITINEAINULNY NMsatuaNEnSneInTlunIsANTuNY Msduasuiag
n1samulunIsiuIyAaIng wuaRndldfunssoufunnsiaunfisiiuaunseits Rhoades
and Eisenberger (2002) l¢¥n153a5129% Meta-analysis tAgafuLinAnuas PWS Fe3a 3
peAUsEnou loud augRsssuluesdnis nsaduayuangedudayy s1eTauazaninng
eu wndadinanlagnihaunldiduwwifnlunisfinwuazinnissuinisatuayuainesdnis
fodunuuiaildiulaemluluwmung Suan

Ya o

nfinaudey gIdedaulanazfnwinisiuinisaduayuainesanis
! a A o [ Y] s .
HuAIBsilaTawuuasunIunIsTusnsatuayuaInesAnis (Perceived Workplace Support)
¥84 (Na-Nan & Wongsuwan, 2020) dsUsznaulusigesdusenau 4 a1u laud n1ssuinis
LY [ v Y C% Y v v Y v Y Y
atuayuaInNesAns (POS) n1ssuimsatuayuangdsAuden (PSS) n1sfuinisatuayuan

WiauTINaU (PCS) wagnisiuimsativayuninensiiiieana (PSRS) tiesniitnnguglinis
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SEAUAMUAALIAY
5 4 3 2 1

T I R

NTEUUAYUAINDIANTS

1. oarnstluirndulenenisujuianinnvesdand

2. asdnmsilunduledenudueguasdingy

3. aeAnsavasukazatvayulindnawiuguaily
AULDY

4. 99An1sinTEUIUNIsNYATITHlUNITANTULA

nnuNnNAY

%

nsaluayuaINEUeAUTY Y

o

5. gisfudyuliiAssaundmdiegeasiniane

6. fUAutyyaulasedaisonsewmsadelauauuy
7. fdadutigrienlaldguatimanluizossie q 7
WAegatunisUfoRau

NTEUUAYUANLINDUITINIIY
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auaunsoanldidowdydaymuazainuinnieeng 4
9. iipusauulvanudrsmiediedimdnadag g
Tun1sufUmau
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M191991 2.1 ANTNLEAINATIAVSBLUUARUNINNTFUSNMIATIUAYUINBIANT (D)

SEAUAMUAALIAY
5 q 3 2 1

v o
UM

nsaduaYUNINeINsNLNEIne

[

12. wihgudansouianuazaunsalfdniudimiu

n1sUHURIIUY

13.1U789uTawssuasaumamduuselovinanig

U URau

14, NUIINUIALASYULATDILBBIUIIAINUALAINTIN LA

FrnUuRuladussdnsaneadu

15. NU1891UINATIUAAINTILNEINBABAITALTY

a A a va
ﬂ‘ﬂﬂiill‘Vii’e)UQUG]\‘ﬂu

ﬁm : Na-Nan, K. & Wongsuwan, N. (2020)

2.2 wunAnuaznguiiieatasiuaudangunidnle
2.2.1 AUNNILYBIANNEANEUNI9TATD
mMsAnANuBangunsiala (Resilience) Wumnuaninsofitietestuuas
uilunmeingauesdinvdetisszegingelutin Adeusdyiuanueion anadaniaa siuds

AETULASIAIIN “Resilience” 1amna1ea1ay wladin nselannavuniduladudnyinia

a

Wand visedmnssunldesursamantivesause (nsuguaIm@ds, 2555, u. 11-13) Gan15Unyeld

o

mnwnglunuidengliu “Resilience” Tudssimalneiu lalinnuvunefivainvaiedueg

[y

fuvsunuaznauiteg st lufnwinuandrsiu wudn dwlngdnazifenldmndenaniy

IS 1

Bangu Aunguii wseruudawnssvesyanatun1skdyiulan wiedngasis 9 Tudis

a o fa

Feaoandeatusivsadineaniu (2547) AldSydRdnnivinis luarvivunmnemansii
“Resilience” fio AuBangu @3 ng Lﬁmgimﬁﬁm (2541) lovgyajAA1in “Resilience”
Tunauynsudingu-medn anuatuisalunisnauganiniy auvala Audangy way
mmmmaaslumi%luﬂﬁuﬁugjamwﬂﬂa

uanmnﬁ?uammu%m%mm%’g@ 81911 (American Psychological Association,

n.d.) lananafis anugangunisdanla Ae IBnsvsetunsulunisdnnisiuaueIndiuin
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yihau viedunsdu eflazgniududnadmdennudgimgnisaiduiareaenadesiu
Grotberg (1995) lalsfmmmnefiiisadesiu amnudangunisinle dnduauanansadiy
yanasudufivensuanaina lidrasdyridla Wowdln egludsauzuuulnufiniuaiiy
dangunisdelafiduyadnnniiuyudannsatunlidestu Undesmuauiioiousuaziiu
Wulszaunsalauludisnveswmuaaldls

40ms Juningnun uar ausA Aawalssal (2554) idewves anuganguy
madslalid Wutfeilflunsundessues Wenududosuszauiumgnsniduaievde
Jszaumsalluduauresdin agvilviyaeatuannsafiiuiugUassa anuneneuuas
Aseanuiigdyninfuanuduuin muduman uasnndnsudemansaifiiniy
il ssinlanegediannua @i Wusuns dunduns, lada wawou uag 9581 INgzAns
(2556) N1771 AuBangunisdnla Ludnenmvesunazyranalunisaiuiinegedidl
Uszansam viwnansaniunisaldutaaiefideliAnaugeen d1uinla uagnieniiaz
annsahnemesfuEumansaivd iUl Snisanansefuiiofunadnifienaintuls
Tunandusiaii thlgnmaasuudadunsiniy

Connor and Davidson (2003) lalvaunungvesainuganguniela
(Resilience) 1331 1unszuaunsmuamsndIuyARafianunsaeaMuAonLLATER WaLns
gouudaiazivdsundadld annsauduinndagmeuasiafidianluiin awnsadanisiu
Hywmdernudutaeduld annsadundasemuiduudinieludnle aunsadiusieensu
MaAsuudas wazanansalddindeluly

Wagnild and Young (1993) lalviainumsnevesrnugangunisla (Resilience)
1491 1 Juandnvazidauiniiannsadisliudazyanamuisaususildografluszansam
UsenoumeeInusenauman 2 diu fis muaIuIsaduyAng kagnseeusutingausunuies

I1INNTNUNIUANNNNIEYBIAIUEANELUN1TnLa(Resilience) na1lavasy
fie Awansavesyanalunsiieus Ufud suile wazdamsiuanuaienvesny el
wvuztlamuareuassa WeogluanunsaiflenduntemdyiumnnsailifisUszasd

2.2.2 93AU5NDUVRIANUEANEUNIIATR

nsuanseanisauausalunisiiaeitudingAnisaivesiindvinldiAn
Jouazarmenduinandymiinuesiomuine uamsiufundusguanuiesldasng
wangau wieufisndsulalunisdniudiafiduundls Sniisfesfiosdusenavlunisduady
naslunsitunlidunduanld §sl Grotberg (1995) IdvinsAnundadosilideatunisdaeda
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nsituAuganiizuniluteidin (The International Resilience Project) lédunutadeds
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a) yhlsisuiindauindesliadauazatuvayulidiidusivesinies
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(Inner Strength) Aflagnelusnvssusazyana 1Asafunistelsildsuiieuendulasuass
ihiisoninerls WeliAanisdilanuesnndeduy ldud
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3) shlAseumagilalusuleauaznondiazeensugBuseiduiu
1) yHlisusImSenTiassuRinveUsoNaveININTEINTBAULDS
5) vildfiaundedunarainsilunidfineguasdedndindsd
AINNWIY

2.2.23 | can Fuannsn) Wussdusznouilifetesiuamduiusiuyaaa
soute wazn1sivinuglun1snnnstiam (Interpersonal and Problem Solving Skills) iienu
mMsteliAnaudanamnumagiilalunuies 3ufednenmiiiegnielunuies Téun
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4) vl3andtnuiesaiusafiosidendenizinan uaznamazi
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5) ¥ilisanimuesanansavemutismdeainlasdnauldlunaiin
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Connor and Davidson (2003, p. 80) eenuuuinadudanguni1adnle laeidl
7 83AUTENOU AR AULTIUNT (Hardiness) n1simuaidinuelun1sandunis (Action
Orientation) M3¥u3mNLaINInvesmULEY (Self-efficacy) Ausiila (Confidence) Msususa
(Adaptability) nsnvinala (Patience) wagn1seanu (Endurance) AonISNTQYAIILEINEIUIN
widledinseviosduseneudadiudu nuiivdeilies 5 ssAUsEneu Ao AnNEBNTadUYAAE
(Personal competence) Amulinslaludgyyingiu nstundadeosualdsay wazn15oanu
sioANuLASEA (Trust in one’s Instincts, Tolerance of Negative Affect, and Strengthening
Effects of Stress) n1spaufunisiUisuntas wagn1ssneraiudunus (Acceptance of
Change and Secure Relationships) n15AIuAs (Control) Lazandwani1aanlyeyad (Spiritual
Influences)
Siebert (1996) ld@nusssumanisluvesdiianunsadmssiinegladod

i =) wa

Tnesjatiufnulufinnuansnsalumsiuiuld Tned@damuannselunsitufuldesdanans
Yol
1) fdnunziugiuadisfuddovendng fe nizfededu 159

Prsasdeiinnuesinivoudnoiu auladvddduiqndiassiinassgn (Playful, Childlike
Curiosity)

2) awnsnidsuediseiiles Tnsduduainaindszaunisallugg
aen9590157 (Constantly Learn from Experience)

3) fauBangunissitueisual wazdnte awnsausudilaegesingy
(Adapt Quickly laglsisdndaudilunuias wu fvsmuudaduarseulou seulmdeuazle
ufe iaseniuuagsnise usu dedtuegfuluanunsaiingg

a) fimnueeniuliuionuies uazdianusiulalunuiosgs (Solid Self-
Esteem and Self Confidence) IngannsnuanlditanuszaumsniiianaiadnuiodldiFous

22l5UN9NA8 LS UNIABULAE AT
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5) firushilalunuies uazdanuaanilalusies (Self-Confidence is
your reputation) nd1fiasides uazaanivinezdanisivaaunisailagde fintulda
MnenudiSaiAnduluedin

6) ﬁm’mﬁmﬁuﬁuazﬁﬁauﬁa (Good Friendship, Loving Relationship)
esandins@nuimuinyaraifianiwnsiauiianiie agilidanaeioauasasnasu

WNwAad19lsANINAMINLATEALATAINNAAUAIY PUE1TUIZANET NINITYARALTUT

o‘d‘du Y d'

ANuduiusiafiuaTauAsIkaziiow FIN15YAReiUNDULALATOUATIALYILANAIULATEA

ANUNAIY Waznansenusesiiinandynikazauassa annidenuiiuaiiuidaniulaly

MUY uazIAnInuLediinan

9

7) danudednddoninuidn Lavaiunsauaninuidnegranselunsan
(Express Feeling Honestly) a1nUsyaunisalagtielunisuansliiiuensuaivosnulaotig
Walnslazaselunsawn wazamnsauaniuazszivosuallaegrauvuzau

8) manisludsiivheonu udléd (Express Things to Work Out Well)

|
= 1

Wy Msuadlaniundd FazatswiiesninanauAIInsguInlanigly uavdaueanugsly
dandslaimsunauidn

9) Wifagdusthadheniiila (Read Others with Empathy)

=€ o

10) wousuludnlsddnuasdgyuifia (Use Intuition, Creative

'
a

Hunches) lnggausundyyfgradudsminnunneaunsalideyaldogiadiuselond 1y

$1efunwnintuveneylslati

11) anansaundesinieslan (Defend Self Well) Tnsazuameauaseu
anunsallévnn wanideaiiagyinsindiu mslauds laufidenisdndu udazyifusiinsuas
Asatiuayuuny

12) fnwglunisfinsuuasuaniunisaifiugq wieiaiie T

' ]
a aa

na1ewdudeiia (Have a Talent for Serendipity) lngiseusinuszaunsaifuauiiaenuiae

13) Wmmuﬁﬂﬁﬂﬁaéﬁuagmma (Get better and better every decade)
Tnsaguiudgadaediifinnueamuunnidy fanuannsolunisuiusanndu fanududasy
fauaynauuninty Tagldinalunisususuiieagsentiosas ulivszansamannningau
wardarugludinnniu

auns dumsum wazanz (2552) leagdesdusznauanudavegunidnlaves

[

Aulve lngaguin aesaUsznoumenas 3 Usenis Al

36



1) #&1da nuedls nasrNeanuiLTINAGy {aN1Tawadnlaluiiaay
oAy annsadanistuetsual anunndluaaunsaiinatu

2) w&ada nuneds msiimddla fusda Aagdndudindely Wewdniu
aoumsnidiun Tnethddatifntunnnisaeionuemionusoutiefls

3) ndad vaneda msredlorvuzguassa dawiulanionflavionvuy
Yaymn guassafiinananiunisaiings arudulaiiinainnisnsendnduasididanay
Pignde nieUInwinues aunsavile uilamild saudadisnmsuarmaiuiuazidnis

1 A =) =2
AUTILLAADUNIBNITUINT

2.2.3 nFesiiadnnnudavgunsinla
wdesilofnmnudangunisinlafigidnuinazinuiesddsznaulinais
sUuu Losnanudaneumaialaieduitnsdsulnenuisguninniouasiala Aldsy
nansenuaneluLaznisuon Feflanuuandrsiuluusiazynna nasnsuinusssufiyana

méwﬁ?umﬁ’aasﬂj 91%L%U The Resilience Scale (RS) 999 Wagnild and Young (1993)

£

vins@nwiudasens lneddermaiudiuau 25 9o dnvasdonuduwuulssdum 7 seau
Usenaulume 2 asdUsenau Ao 1) ANUEINNTIFINUAAS 2) NMSERUTUTINLAYNITENTY
puies dudunsussifiuaudnunsinty uilinseusquaudangunidala uenaindy
Connor & Davidson (2003) lafmuikuuin Resilience Scale: the Connor-Davidson
Resilience Scale (CD-RISO) Aunguilnaily waggiifinngduaiuazianinn faa fide
A10NUTIUIU 25 To 91U 5 89AUTENeU lagUsslduAn 5 SEAU Lag Friborg, Hjemdal,
Rosenvinge, and Martinussen (2003) simu1 Resilience Scale for Adults (RSA) fiungusUae
lundlin Usznaulde 5 eerusenau daludseinelng (nsugunindea 2555, 1. 12-13) fin1s

o/ IS 1 a = | (% a 10 . a (3
20Nk UUInANUEANEUN19INTa lneded1 naaunman (Resilience Quotient) fpsAusenau

'
A =

%an 3 a3AUsEnau Ao 1) Wada Ap N1STUARATUIAIINOANUADRTUALAZINANITAINGH

[
a =

7199 MATuTnIzdInalaensanednlang19aunse 2) wasda Ao n1sAuLs1azdlusie

o o a

Y v v Y Y] = v v 1 1 5 v o Y
wiansalduaMelulasesendeidanalunisiitiukiuguassamaiulule wenandidela

Y v Y = 2 A

wandsseadiviyfeanunainagyidaliduuds andunndiieresusidmuneiideanishild 3)

]
= =

Wdd Ao nsnuARatuaIN1T3ITN1sTnsAUIngadanisieg 16 lidnesduseddng

Y

€

=

) PN 1 a &( J
ielsoliinaAnTuinnou
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suideluaidiiseieaulafias@nviaudangunisdala auuvuia
Connor-Davidson Resilience Scale (CD-RISC) #wiualag Connor and Davidson (2003)
desnniadesiioduillédfunismeaeuannunss armiiies eglussduilsoniuld wazdnng
Uszilufinseunguis anudangumsinla Tngdedaudszneude 5 esdusznau loun
AYNANNTAGIUYAAT N15EBNTU/N1TASAMUTUTINANTENUVBIAIINATEA N1T8BUSY
ArunBsundasiiingu anuannsalunsmuay Svdwavnedsla Sududnuusiiazviouds
nsie1vurdynivsemdyiuanuaseansamansalludin aunsadnanviuldiuusunves
yraNsangatuayuveunIngdelaeg ey

M99 2.2 PNTNLEAIATIAVTBIUUARUINUANUEANEUN19TATA

. . STAUANUAALITY
Farnu

51413121

mmmmiadquqﬂﬂa

o A

1. inunenguiangalunsuiRnuynase ldinadnsazeanun
Juegnals

2. ynudpwiuansariauladisefadvznuguassaundnuing

3. lledwine 9 gaunds wiviuaglduauun

4. inuduauildeeuwieslsite q Wevilddusa

5. vinuAnviuduuds Wedesdanisiulymidinniinanu
gINAIUIN

6. VINUYDUANUNNIE

7. viuanunsaufuinuneliussqulmunalalidnaziiddlauivang
gy

8. Mnusdngiilaluenudnisavearinues

auanulinslaludyvingia nstundadoaisualilieay LazN13oANUADAIIULLATYA

9. MuANYUTLNEWG 9 FOUM

10. Muanusasuiiafumnuesea vinliudawnsadule

11. Weegmelinznasu ulafuasfnldegnsau

12. vihugdnazdugurlunisuidam
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A9 2.2 AITNLEAIUNATIANIBRUUADUAINANUEANEUNIATALD (5B)

. o SEAUANUAALITY
dafany
514 |32
13, Mugnansasedulagesenn q Alnansenudegduld
i ndudosi
14. vimanusosuilefumnuidnliauiglannuiudin anund
Aulnsla

15. Tunsdanisiudgminifendudin visesvinuliandmsaliingu
Tngldginiludadugunu

AUNI58NSUNISHUABULUALAZNNTSNEIANUTUNUS

16. Yinuaunsaususmitunsilasuslasiiaaule

17. duflenuduiusnmivypaatnadentilala

18. vuansanazdnn1siulayyideduinuanle

o« a A [ Yo a Y PN Y v
19. pudualuefniiniunn ilivinuiaaudulanazdnnisnu
AMUBINAIUINTRTg Il

20. Yiuansanavundundadness nasaniutie vsalesu
UL

ﬂ'a'ma'm'lmiumsmuqumu,ae

21. vi3nazveanuyismdslanniluu

22. ynudlanusdniieiesieyayamaneludin

23. vihwgananunsanuaumuLedle

AuUdNSNanaInla

24, Wanatymaudlalile veesinsziamsslsavsatntieniu

%]

25. vhugdinasudludegmnAnduimevsneg

fan : Connor, K. M. & Davidson, J. R. (2003)
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a aa a v Y a o Y °
2.3 LL‘L!'JﬂﬂLLE’IS‘VIQU{]‘VILﬂEJ':!°UENﬂUWi]ﬂﬂ'ﬁ'ﬁilﬂ']'iﬁ'ﬁ’]QU'Jﬂﬂ'iiﬂJsL‘Uﬂ"l'ivn\‘ﬂu

INNITANYILUIAARAE N AT UNgANTIUNITasIEssALIRnssulun1svinau

'
2N

Aidelasiumintdeyaiigdasiuiuifnuazngud 1nunaAud1e 9 nilsdeuazauidy

D.

\Aentes Geuszneuluse anuvanenginssunisairauianssulunisina nquifeady
WANTINN1TaTIIuInnssulun1svineu Jadevsangfinssuaiisassauinngsulunisvinau
pefUsznauvemgRnssunsasautanssulunsvay fil
2.3.1 AUNINENGANTIUNITE519UINNTTUTUNI99Y

naAnssun1sadreuinnssulun1syie (nnovative Work Behavior) ufndi
gniiauelae Scott & Bruce Tudl 1994 Fslailalddrdrfnauvasdilionly udlddneda
AURUNBVBINGANTTUNITATNWINNTTUIUNITIY 119NN T UIUTIVINITVO West
& Farr (1989) flo5un8A1in “ufnnssulunisvineu (nnovation at work)” 31AnaN 2 A
fio MsAnaiassA wagmsvhauAnliiduass 3 Scott & Bruce (1994) fyuuesingAngsy
a¥reuinnssu vnefs ngRnssuvesyaraiiieadostunsruiuns Usenausenisnseming
Tymuagnieean MskaisinsativayuaufawaznsyiiinsuLuy

Janssen (2000) na128 ngAnssun1sasauinngsulunisvinaulion
dumnusjsiulunisaiawunfalu Wethaunuiuldlunsruiunsinuvesnuniessdnig
iienieszlovvigan

Janssen (2003) lAumnedfiading eanusslafivgadiauuaanufnlug
nsdaaiuuaznisiliaudalnddulnduaie wousslevidonisufofniifveany
NAULALBIANIT

De Jong and Den Hartog (2007) na1271 LﬁquaﬂiimLawwmamﬂﬂahmi
JiuArusslaiogdudulunsindtenisusrendlduuafnlvalg nandusivionssuiunis
Tyl Aunshanuresmu NquaLYsesIAns

PITIN Yeydd (2554) WeRnIIUNITATINAIIAUIANTINVOIYARINT MuN8d
MTLANIOBNNIINTEUIUNTARLazNandLlTARALArTinUanTuy TagiAnuAnnuulnge
snauslugUuuuiiduuselovidensdns Tnefinmsusuasuluisnsdnduamlusuuoyln
It Ui

aAusNg 1IAaLaTy (2555) WRANTIUNITATNATIAUTANTIN MUIBD

q

=

< ad o A ! [y [ a aa 1 a 4 =
Junsuanseandiaidnisaiiunuiuulmig msvsuussasnsimundamiegaulivieuly
luneadu weneliinUselovilunisvinugean lneisudauwsiniswasailonia nsussend

waznskImstunsaiiunuieliussgaudnaneidenis
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MNAMUMINBYRINgAnTIINTasinnsulunsiauiiteu §ideasy
aavglded wgAnssunsadautanssulunisiiau fe wRnssulunisuansesnves
yaainsienisaiieassaddiudg nsuszgadldaaudnlvl @nwimuuimislnl suuuy
nsrvrunsiulng Wedmnuiudssgluuunsdniunuduliivszinsamandu
Aneuagewiluny SniaisUssleviiimueuazesdng

2.3.2 vpuijuazasdusznauifeafiunginssunisaiisudanssulunisienu

wnAangAnssumsadenianssalunsiey WudesiAedestunginsu
a$19a39A (Creative Behavior) liinziduluiFosmesnisAndudslvig fauudauasngud
ffuselew (Amabile, 1988) usinginssunisadieuinnssulunisiiey uindsanngAingsu
as19assd e wgRnssunsadeuinnssalumsitnuiy sssjadunaiuudslnivionuda
Tua mﬂszqﬂﬁﬁﬁlﬁmﬁm%ﬂ (Oldham & Cumming, 1996) AMALUIAATIIAUTIUUS
nszvaunsRengAnssunmsaisuianssulunisiaueenidu 2 duneu fe Tunounsniy
Fumeuiiugiulunisdrsalonia iien1sa$1seaudn (Idea Generation) TasauAnvianun
Funndnauslenadimiunisuiuleieg ndsinlddeiidasauudaiu thaunideulesiu
ﬂixmumimqmmﬁ@Lﬂ'aﬂjwLauaLmeqmiU%’wqaLLazLLf’w’szgmﬁ;l'jqqugﬂﬁiiw%ammaﬁm
U MsUsuUTInsEUIuMIielsnsTieln duneufiansdio nstharuAnumditugnis
asileUfURTMARNADT (Idea Implementation) daneliAnngAnsuideuinnssuiuies
uenanigaiiinifenanaviny WUSHAYD98IAUTZNBUNYANTTUAINATD AUNSEUIUMITLANTY
VBIUIRNTTU LU 91UIT88Y Kanter (1988) Scott and Bruce (1994) Janssen (2004) uay
Alsughayia (2017) lauusiifiesduszneuvessginssunisadtsuinnssulunisiiaueendy
3 paFUsEney fiil

1) nn3a$19AuAn (Idea Generation) fis MsasisuuIAImAaTLUanT
waziiselowilunndu filgaseaudnlvaqldidusdned Buandisdatigmusseutug
(Perceived Work-Related Problem) udangnensfinmiansvdniulymmaniuliauly

2) msatfuayuaudn (Idea Promotion) ndaaindiyaaalsaiisnnudslvil
Juwudr adesdinsndndueufnivaniugnisasieu foRldaieosaduzusss uasmiin
aduayuanuAnlyivesyaratuliduiivens

3) mM3vilinuAnduass (Idea Realization and Innovation) wgAnssusie
dosnanmsiiyaraiuiicymiliintusasuesmmumnafiasuitymiivandu aufenism
wrdmednduauAnveneliAntuiisegradusUssn lutunouandine Ao n19vin

a Y a & o a k% Y & ! Y o/
anuAaliduaseilyaainsazdneinnudavetuiinairslndususssu tngdilngdnass
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[d v o D A v c%” [ <) 1 LY A a 14 1 <
WDulunaduiuu ‘1/]'11‘1/1‘14’3@ﬂ'ﬁ’iﬂJ‘Wﬁ'ﬁN%ULﬂUgﬂLﬂUiN ausnduNansoasue iU

(% [
[ =]

fumeuiiffadraanssuanmsavinliuianssuduundnszangludamasausiigg asddseney
ddniivinliynainsanansnshauilddifaviennafifsrfunuesiivesitduild (Can do
attitude)

winsuusidvesngdnssuadiiauinnssulunisvireuiu 3 46 azldsu
ﬂ’amﬁwmﬂﬁﬂ%%agmqnamﬁq 911 De Jong and Den Hartog (2010) TAtd@uein n1suwus
fifesAUsznauveangfinssunisasisuinnssulunisvirnuludiuvesnisadneminuda (Idea
Generation) @usauustesladntlu 2 47 aud1leIuaes Scott and Bruce (1994)
Ao N1TILUIAAlAL (Idea Exploration) Lazn15a519A11uAR (Idea Generation) FansuUadd
pefUsznouLLLTiAudnunnBduannsaeluenginssunisadaianssulunisiney
IFAnIAudmninssunisadrsuinnssalunisiey auuwifaes De Jong and Den Hartog
(2010) Uszneudae 4 serUszneu fail
1) WeANIIUAIUNITAITIVAUNIAINAA (Idea Fxploration) naneda N3

v vunslunsaum Uy diundmsiiawuianlygd iensiauiady lnensiuaaali

' '
a 1 £ =

Auaulafudwingg seusi Nuenmileainnisinaudssdn nseuakatmlonianazuiuls

[
Y

Aami99 Tﬁﬁsﬁumgmwumiﬁwm sdedesdug aeluesdnng

2) WeANIIUAIUNIINBLAAAIIUAR (Idea Generation) u1eRie N15ARMY
dalnennuilidinanidundndadt uin1s niensyurunis Wedunisitauedslmlquazi
puAslvsivaiuIUS U InseUannsieulRRty wientimuuamaazimedalalg
dandaeudladymiiuiiintu wasiaunnuegaedssa

3) wgfnssudunisviiliaaufaidufisensu (Idea Championing)
FoiRauuaslnidunds yaraduanmisadumAslninusuldlunshnuresny lneding
NanFuANARTEINLgRIANTT Taedinnsmuuisin sedsiavianatuayusiieg Ty
yaRavIaunaIiunL Msadunguiinnuiimngay uagnslinnuidesufuaudnlunguis

'
a o

AMUFISAveIwUIAA UL vensluAalnddlrdunsusseniIsuaus wewns wWslilasu

'
[ o

91UNFINTLUDIANS

2D @ane

nsensuuasnsatiuayuiia Taslanznauyanadidini

4) WaAnssuA1UNIsUIANANAIEN15UUR (Idea Implementing)
p¥rnfuuanudnlmiduiivoniuuarldsunmsatuayuuda fnfeudrgtunauvainisasg
msihluldauass Ufuugadnganuusediednaminzay ieyslugidvunevesesdnisuaz

WL ULARUSEANS ANUNEITU
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S a

2.3.3 \p3esliadangAnssunisadiaudnnssulunisinau

fn3feimunuuTanginssunisasrsutanssulunisvhou 1 scott
and Bruce (1994) lafauvuianginssuairauinnssulunsinununisiuivesmuiewiy
p9AUTENBUYBY Kanter (1988) $auAUdsn1sdun1waliielaseasiafugusnisusem 31uiu
172 A ukuuanasd@ulsediuAbuuaAse (Likert Scale) men1susuidiuai 5 seiu 3117y
6 Tofan fieanuidesiuveaniasiiowiniu 0.89

91niu Janssen (2000) Mdadrsuuutanginssuadiauianssalunisviiou
lngimuiiuuinnueidusznauves Kanter (1988) 1wy lag@nu191nngudiegie 2 nau

Y a o

v Y o a wva o LY v Ao [
3] szm‘um'ﬂgumm MU 170 AU LAZIEAUKNUIWITIIUIU 110 AU WUUINNANWULLUURUY

Y Y

o)

<

AR LTULUUNINSIEIUUTLLUANLUUALASH (Likert Scale) meun1sUSEEIUAT 7 526U

e

Y o

§1uau 9 Yerany Seenudeiuvenaiesdewhiu 0.96

mou1 Kleysen and Street (2001) laassuwuuinnginssuadiauinnssulu
n9vaLRILNTTUSTIUeY nauitegts LSRR $1uau 225 ey wuuTadiu
NsNAAaUMBITNIIVAdoUlLLAaELNIITILATIAS1S (Structural Equation Model) fiaanaiu
14 4o Snwazdemorudunnsdussiua srensusaduai 6 seiu fmanudetures
w3nsflawiniu 0.97

De Jong and Den Hartog (2010) lgWaniuuinnginssunisasauinnssy
Tun1591197u (Measuring Innovative Work Behavior) Usgnausie 4 93AUsznaU Ao N15d19719
FumAuAn (Idea Exploration) n1sAeiinaiudn (Idea Generation) n15viAuAalui
g9u5u (Idea Championing) wagn13udIANAnEN1TAIleUUR (Idea Implementing)
TaeRmUILIAINKUUIAYBY Scott and Bruce (1994) Janssen (2000) wag Kleysen and Street
(2001) #finsirlAnwnirsosnaasuuuuialunguiiedreiifuyaaing s1uau 81 au
Yo3an1UuITeAUgINarUleUIY Usewelusasaua Luudeunuidnuiudediniy 17 4o
Usznaudie a3duszneufl 1 91uau 5 f10u 09AUsEnaU 2 Sauau 4 Feriaiu
9afUsENOUT 3 $1uau 4 Yefany uwavesrUsEnaudl 4 $1uau 4 Jednnu dnwazdediany
Buwvutnuseidiue 5 sedu Tnotasgduannud dusseduauiliineias (never) aufiayn
% (always) nan1sanw nuin Temenslunsazesiuseneuiidimdnesdussneunnnnin
0.50 ALRADTDAIIY T1UIU 10 98 UTENOUAIY ATUNITAITIVAUNIAIIUAR 2 1O ATUAIT
AoAnA1uAn 3 48 drunisinaudeliduiivensu 2 4o wagAuN1TIANMUARA LY

NsUAUR 3 U9 AR1ANURRLUTaULARUNIUWINAY 0.70
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97n1u De Jong and Den Hartog (2010) ynsvagauaAunsadslassada
Yauuuianginssunisadsuinnssulunisineu lnethuuuiagasananluiiudeyalungu
99AN13§IAA9 Useimalusasuaus nquategrnduyaainsdiuiu 879 au rdeyaun
AATITRMILNTIATIENDIAUTENBULTIBUTUSUAUADY (Second order Confirmatory Factor
Analysis) wansAnwadel wuin wuudangAnssunisasisuinnssnlunisineu d9uiu
10 81973 UsenauaiuedAlsenay 4 AU Ao N15d1539AUNIAINAR N15NBLANAIUAR
nevanuAalfduiisonsy uagnisiianufnasgnisufdn dedmdnesdussnausingi
0.84, 0.84, 0.79 uag 0.73 mudiu luwasnsindanuasnndesiuteyalisusedny (GFl =
97 (st > .90), RMSEA = .6 (1nawsi < .08), x2/df = 4.63 (1neusi< 5.0), p < .001) (De Jong
& Den Hartog, 2010)

NUITYATIY

i3
01

= A

JedadonlduuAnngAnTsun1sa5 19U INNTIUNITINUTDS
De Jong and Den Hartog (2010) wilpsvnidunwifniiinisfinwiegrsunsnane wazidu
N13ANYIYULDIVDINGANTTURNIZUAAA Fudunisnszviiseiiies Uszneudeesduszneu
4 ¢y fe Msd1sRAUMmALAR NMsnaaauRn MsvhauAlndufisensu waznsin

ANuAnasdn1sUSUR Inegidelavinnis@nwinuuasuaiy wienendieg 1 auuuaBUNINYEY

1
v a

De Jong and Den Hartog (2010) ieliunmdmaudausil

A3 2.3 1T NLERAININTIAVTORUVABUAINNGRNTTUNTAS L IANssulunsviu

SEAUNGANTITUNITESZN
T RIAREY UINNTIUIUNITNIU
5 q 3 2 1

AUNITEIIIANUARN

1. vinulianuauladudymens o Alineitssivauysean

2. yinumilonanazusuygedesing 4 lunhenu
AIUNTINBLAAAIIUAN

3. IUkENNIEN1TYY nadavseirseoaunsalvineuy
Tule) Tunsvinanu

4. Mudin1sAnnIsnsuAUguiassassalumingu

5. yiuinsAumkuInslunsyinnugduuulvle
drun1sinanuAnliluiieansy

6. vinuilAnunsefasasu nansulminn1sastauinnssuluy
ANSV9U
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A15N 2.3 IINUERININTIANIBLUUADUUNGANTINNITATINWIRNTTulUN1SYINU (D)

SEAUNGANTITUNITEN
T MAREY wiInnssulunisyineu
5 q 3 2 1

7. viuneueuldudniiyeainsluniisnuldaivayy
ANMUAANITES 19U IANTSUTUNISYINaTU

a1unsiANLAnasgn1sUfUA

8. viuuugdanuAnnsawinnssulunsvhaugnis
UftReghaduszuy

9. MulldungIANuAnNIsas 19w Innssulun1svinau
wuulmalg dnisuuimauata

10. viulgpuwengulunswaungslme Tunsvinau

ﬁm : De Jong, J. P., & Den Hartog, D. N. (2010)

2.4 wAdsiiAadosuasmaualunismeauufgnueuise
2.4.1 AYUFUNUSIENTINTTFUINTadUALUIINDIANITAUNGANTIUNITATIS

winnssulunisvinau

Sams a1ag (2564) MnisAnwiideisesdaiefidninadenginssunis
a519a55ANTANTINVOIYARINT UIEW ufvu Idnunisu) Juideidedisia Tnaiy
LUUABUNAINNGUFIDENTILIU 260 AU NANTTANBINUIITLAUAIILANIUYBIUAINTUS N
udvy S1An@mvy) demmsiuaslumsyinany ussgslalumsiau anugniusdessdnis a3
SunsatuanuIINeIRNITHaENgANTINASINETIANIANTIUYEIUARAINT Ingsiuegluseduann
LazIINNANAABUALLAFILNUT Anusiuadumsyhauasnsiuimsatuayuainesing
TgnSuasionginssunsaauinnssulunisvihauvesypaing

unsaila Funsugy (2563) Anwvidoiiesnnsiuinisativayuainesdnig

wazusegalanddnsnasienansujinnuresdnsnunisginis nidlAnw d1dnaudunisgage

[ 77
A

naudegsluasilife 1151915535885 d1TNNUEENITEIEA 31U 188 AU WU TEAU
n1sfuinisatduayuainesAanisuazusegelalaesivegluseduuin wasladonisiusd
N13aUaRLAINBIANTT TUAUNARDULIULAZAIEANTT AuTneisual kagaun1sUfuRul
SvwasionansUtRnusgeiidoddy dnluFowesusegiladunnudenisifienisise

o w

g harAuANNFNTuSNsda TavinadenanisuiRauesdidudday
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Na-Nan, Joungtrakul and Dhienhirun (2018) Anw13seiieafudninaves
mMsfuinmsatuayuanesdnsuazmsuiunsvnuidinasenanisufifnuvesyaainsd
Wuazrdesdtudssnelng Wunsidedlsunn lnaiusiusiudeyasinagaeu
aMwdanguandsafiaululsamalye S1uau 210 au nsfnwadiiliileRauiuay
pyREBULUUTIanImLdLTLSsEI1e NMssuimsatiuayuainesdnmsaznsUumsiaud
danasionan1sUURNL wan1sAnvinudn YJadenisfuinisaduayuainesdnisisnina
nansatenansUURNuvetasatftulneg uazn1sufun1siauiianinanimswianis
JfunmsieuiidssasonanisufoRautuiy Snfinsuinsatuayuainesdnis f8vdna
msousenan1sufoAnu lasfinsusunisiaududuusdunals nanfe Weyaains
lasutensatuanuanesdnis s3ulUfn1sdannine nsdneg auaumanzaneeng
foiies waniwnaziansoenianisuiunisiuiidauivisounindu dwalvinanis
Uﬁﬁ’amuﬁaaﬂmﬁﬂizﬁw%mmm?jﬁu

Zaman (2018) yinsAnwiesnsivinmsatiuayuainesdnisiddninase
AuduTUSsEnIesuaniUauresihiuamdnuazwgnssulunisaiisuinnssulunis
vhauveayaaInsneuIalugulosvesnisuaniudsuniedeay finguszasd ilensiaaoy
AuduTuSsEnIesuaniUdsuvesiihvamdnuazwgnssulunisairsuinnssulunis
yhauresyaainsneualuliianiu usnandnisinmdimsaaeunruduiussenitans
uaniasuvesfinfvaundnlugiugsusdassuaziudsnudenginssulunsairsuinnssy
Tunsvieu venanidsldnsaaounansenuvesnisuaniuisuresfiifuamidnuas
ngfinssulunisadreudnnssulunsiieu wazdidrsiaunuimvesnissuinsatduayuain
psAnsluguziuUsAunasenitanisuaniUasuresihivanndnuasnginssulunisaing
winnssulunisvinnu lneiusausiudeyaainnqudiege fis we1uaeiysening 24 - 60 U
nlsaneunasgiaviensuluiiotasaes 911U 400 AN INNTIATIEYANNFUTUSTENIN9A)
wsuazilaszinnsnnnes wuil fuUsnsuinmsatuayuainesdnng msuanivdsuvesiii
AuauBnuaznginssulunisasisuinnssulunisieu dauduiusiuegiveddgy

Prieto and Pérez-Santana (2013) %11n15Anw A IfUUNUINYBINTS
Udansiuninensuysdidiadonisdnnimmginssulunisaieuinnssilunisiiny

=

Tingusrasdiiofnwiunuimuuinisuiiciunineinsuywdnddiusauadlunisaina

a ° a o v 1 Y Y] < v
Wf]mﬂiiNIUﬂqunﬂ']u I@ﬁuﬂf\]f\]ﬁﬂquaﬂqw&ﬁﬂa@ﬂLUU@’JLLU?F‘]UﬂﬁWQ I@EJLﬂUGUQE;IJa"\]'mﬂ@M

A79819 Ao USEnlulsemaaiUy 91uau 198 wine wudl wudaliRnunsnensuyudnilau

Sugelldiniivanuaisavaglentalunisiianginssulunisadreuinnssulunisvitau
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wazddaaSuaninuinaeulunisvinuiaduayunisdanisuasatvayuious ity
flaladnAnniseensuanudnlvag vesyaains

Uppathampracha (2022) n13fnw1a53i Asaadeunansenuresnulugii

a |

niasesssudenginssunisadauianssulunisianulazanudangunidnlavesyaains

NI I UANNFURUTTENI 1A NaINTAlUNTUSURIVBIUABINTHAS N ANTTUNIS
aautanssulunshay mufnisfdusulunshanuie msfnuluadsddefarsunts
SnSnavesnnudanguniadnlalugiugiuysfunasaaduiussenitennnandughinis
PBussauuaznginssunsauiansslunisie Taslduuuasuauiommn 580 4a luns
nagoURUNTNUsLIAITIIaLsUIANTTILIL 8 Wis manaldvesdsemalng Falinsgh

Yo A

JoyanuuwuuTiaesaunislasaie (SEM) tagld SPSS PROCESS macro wuineanuduginiidl
A385TTUTANNFUTUSITIVINAUNGANTIUNITAS 19U InNTTuluNI TN UkaEANUEANEUNIY
laveswiinau nviannudangunisdslafinnuduiusidsaniunginssumsadiauinnssy
Tunsvhauwasanugniulunisyhauemdnnu Tuvasiendu anudanguniadalaguiy
denansludevinsenisanandudihfisiedssssunasnginssunisaiauinnssulunisvie
wazfanuinnmsiaiudulunsvinudmadnengfnssunisasisuinnssulunsinanudnee

= a

Aidedadinuaulanvsfnyinuduiussenitanissuinisaduayuain

[y

aspn1siungAnssumsas e innssalunsineu lavaulaiwailituazaenndssiuiuiden

'
=

gnundssunsoll uuvesauufignun1siden 1 fadl

v LY

AUNAFILNITITEN 1 @ N15TUINITATUAYLIINBIANITUBNTNANIIRNTIsD

Y

weAnssuNsaswinnssulun s

2.4.2 asFuinnsaiusyuatnesdnisnndeuiilinasiowgAnssunisasiauinnssy
Tumsinuvasyaains Tnsiinnudangunednlavesyaainadiudnlsdunaie
Jangsiriwattana (2021) Anw1ad1uduiussynitenissuinisatdvayuain
psAMsuATALENTUYeIYAaInT Tnefinnudavgunadnladuiuusdunars nqusegns
yAansAEITUssAIn1sOu 4 wisluuszmelne 1o 592 au Taeilinguszasdiiiensiaaey
ANUFURUSTENI1INITTUINTATUAYLIINBIANITUALAUENTUYDIYAAINT tagAd1u
fangumadnladusuusdunans susmdeyalaglduuuasunuuaglinmslinszsiuuuinans
aunnslassaing (SEM) ilenaaevanuigiu wuinnissudnsaduayuainesdnisianuduiug
fuauyniuvesyrainsegfided1dy wandliiuiinudangunisidalaludiinans

ANuFuuswazauEanguniinlazesyrainsiunuimdrdglunisasieanugniuves
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yaanswaiy eiiunsfdusuemaansmaiauuminensuywddndudesatiuld
nMsatuayuretesinIskaziiuauBavunisinlavesyaansde

Nile and Galal (2022) Anwiunumvesaudanguniadnladeninuduiug
senitIufuindiunisdnnimineinsuywdiungianssunisadiauinnssulunisiinu
nsflfnw188Udues Tungilals TnquszasduaInIsfinwifio N13RTIRABUNANIENUVDINTT
UURaunsnensuyedrenginssunisaieuinnssulunisieu lngduanugangunig
Inlavesniinau nglduuvaeuawlunsiiudeyaiunguiiegnsdiuin 384 auvesaenisdy
88Udues lungalals uazld Warp PLS software Tun1siinsnzvideyailensvanuiignu
Fanan1sfnwinuinuunufoRrunsnensuyediinaludauindeaudangurosminiy
uazuansisunuInyesnisdudenarsanudangumeialossninaunyiasunisianis
ninensuywdiungAnssumsasiainnssulunisvieu

Zhang, Xu, Li, and Gong (2021) #nwiAgafunavesnisiuinisatuayuain
psAnsReAIIMdssdvame1UIaIulugIInIsTEUINYes COVID-19 Tasfinudaneunis
Inladusuusaunans Tneiusiusndeyaainngusediseruiadiuiu 476 au Tunama
wold 91nmsnisaiavuitassaunislassaiislddnidunisifiedisianalanisiuinig
atfuayuINeIAnIsTBINEIUIATIiReANNIMTeEdY nadwsnud1 nsduimsatiuayuain
psANIsANITIanAmednsdnla/s1ane/ensunive s UaH LR LU SAUNA1IYDe
arwiBavigu dmsunsinmadaliligdanislsmeiuiaamsaeeniuunagnslunisuivis
Fansnghlsmeniaiiioisdseavsammsvihanu wazannumilesdveame1una

Karadas, Dogu and Degirmenci (2022) ﬁﬂw%ﬁ'mﬁumammmﬁuimi
aduayuIINesAnITveImeuadeaEangunisinla nausesisluadilie weualy
Uszinansh $1uau 722 au lnediiaguszasdifiensiaaouanyduiudseninanisiuinig
ATUAYUIINBIANITVRINEIUIAAUSEAUANEAVEUNI9TnlaveINEIUIa Laswansdadnuuy
RmgRaiinLLandeesituddny nan1sAnwmudn netualdiumsatuayuainesdnig
TuszduuunansuaznuituBangunadnlaginitdiiade nssuimsatuayuainesdnis
YRangIUIadIHadaAuEangun19dntaeg1eldedAy tnoinALagaILnlaaIngIuIa
Usvaunsainsiaulunisliuimsdnu CoviD-19 uasiieefndelaia COVID-19 duwasie
Ms3uivesmnRnfuMsatiuayuInesinsuazAuBavguadnle

Arokiasamy and Krishnaswamy (2021) finwin155u3nisatuayuainesnns
Preifiueudavguromiinaulasnsanausidlalunisaeenlunginivnisfiendeoglu

(%

Nuauunsell nquiieg1eluasell Ao ATADUNIWIBINEYIINNYIF 226 AU BalTngUTvasd
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defunsgdumumetealumshaudsaderuiavgusasanusdlanosnvemingy
violl lumenduiu anuduiusseninseusslalunisateenvesmdnauuasanuiangu
yosdnautuegiuaubangurasniiney nsAnmadsinudt n1ssudnsaduayuain
03613 Dreifiuusegdlalifurisnfuagnssdunisaneanesmanindianubanguuniy

nafe Weoaudanguroannmuindy anuaslalunisaisanveantnauyIfIfae

anad
Journell (2023) AnwuAgatuanuduiusseninanisiuinisatuayuves
93An15 AuluegNfivesny uaraudanguretaslulsusoudsenfnw uideiduwuy

aunay nanunundeyaanaslsaisusguiavessglolale duau 254 au wagldnisadig
wuudassannislassaiiuieiinszilassaiisvosanuduiudsenineiiuus uagldnisg
Funwaifunguiiognadiuiu 10 au ilernaaeuUszaunsaidinvesasiitiannuaiunsaly
mMsUfumiguiazivesng nanmsAnwmuin asitiesdangugaldiunsatiuayuanlsaiou
waziladudinyanasnnnitagiiinnudaneuin lasasitanudaveugsseyinniuianguues
ynnsanmsatuayuainlssSeu Eifatuagy Wouswau msldiumsuitauvuile
91w mslauniseensu meviheniduiiy wasn3wensiiive)

Wongsuwan and Na-Nan (2022) Anwfgafiunavesnisiuiaimuaansa
YosAULed (SE) Amdiamieu (RES) uazaaimawslaluau (S) fiildennuduiusssminesemning
yAAa-03AN13 (POF) Mmuizaniarnisuiunsvhauyesyaaing (EWA) finguszasdLile
yaaUNaNIENUTINI Rk IS et e 5 Jafe Fufunusudeyanntudnay
Tmiduau 317 Au WUl POF dimaniensise EWA agslitud1Agyniadfuazdinanisdonse
SE, RES uay JS luvnigdl SE, RES way JS vihuiiidudenansves EWA namsinwiwes SE,
RES wag JS 9z¥r80surengelved POF lunisusuddlunisvinauesstdn@nwiaulng
dierhlugmsitaunuaznisveneives POF Tutumgnanynssusiag

Young-bok and Na-young (2014) @nwinavasairugavgunisinlase
neAnssuNIsaseuinnssulunsiauvesandnlueanis Tenisuanuuvasuaiufungy
fegssiuiu 195 au lnetnguszasdveanuideadod fe ilensavaeunansenuvnsaay
ganegudongAinssunisastauinnssulunisyinau uan1sfinwinudn anudangunidnlase
neAnsssuNMsasauinnssulumsvihnuiinalauindengAnssunisasieuinnssulunisinny
vosau1inluesdnis desnsAnunddlifiuiaudangududnuusionzresudazyana

wagnIsatuauuIDIeIAN ey imusssuguluiulsvesan unisaivesesdnis aunsadinaly
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Bevandeaundnlussdnisiiviududrfvanimuindeunaisusnidsuudatotissinia
wazuansliiumuiilayngAnssudauinngss

Lena Hulscher (2020) Anwiainuduiusseninanugangunisinlaves
uiazyanafunginssunisaiisuinnssulunisiiay lusasideandyfuaiunadein
TuuSunvasvidnifiedinuretusosuaudfindgyfunisaennounaznisdo3euainnis
atfuayuanizuia nguszasdiiiefdnuanuduiiudsznitianudavgunisinlanay
ngAnssunsaieuinnsalunmsihnuresdazyaralowdgiuanuyndsin Taenising
asill#38manuunaunay (Mixed Methods) San1sfinwiadansn Usznaudenisinseias
USinuseyndoyadesyn uaznsAnuifiaes lasuanuudaundsdifunsiinseiidalina
shemsdunvaluuuistassaing nunsdnwideuTinauanddiifiuinssduvesmudaveures
LAazyanalazwgAnssunisadsuinnssulunisitnuliduandiatuegredvdeddaile
Wisufisussiuneulasndinumndenn wasnansdnwidanmuaimnuin RugumveRaLas
gD AL 19U TAUTTIEIANTT ANYAELENITAIUYAAA ANINLANATNYDIALAR
nsAnwdeUszandlusuanuavgunisdnlauazuinnssy asdielviduimsanunsaviaiy
el msvheglsthadleativayuninanludisnaiuisanuynden

MnMsAnwfiiIum wodeuiteraeduldinisdnwunuingesaaiy
fangumainlalugruzdudsiunats luanuduiudsenindiaianuinioauasnadns
fog1au Yu et al. (2018) wud1 anudavgumsdalafudenarduauduiussening
AMUATEAAINMULazAINTnalaluuveIuAaInInIeNITUIMEYIU Tuviue sl
Miao et al. (2019) wui1 anudangumisdaladudenardluanuduiussznitsnisiviie
ANuATEALazn1TidIuTInlunTvINIeImeIUIar1IIN MsAnwiaudanguniadala
senInanuianalaluauiagnuyniumesAnis dieg1agu Abualrub and Alghamdi
(2012) wuerwdemeumadnladudonansumudiiusseninemaueisnainnuuaz Ay
fanelalunureameuiariegiionseids uenaini Al-Ghazali and Al-Karaghouli (2018)
audavgumsdalaifudonansluanuduiussznitemnunisnanaunazauyniuse
psdnslumynenuiasiaeiuay nsdimunsdnuiisafuanudagunnsdnlaludoses
UsAnSnmnsvihnuukasAuAnas1eassa Meg1auy Wu et al. (2018) wuin anugangu
nadalaidudonarsluanuduiudseninadinonuiadsauagnisujuiRcnuvesyaains
avatvayuluininendevesiu lngagunisfinvieudangunisdalanaisdu wuindy
denansmnuduiussznineanmunienluauy anueienisuild fMaisanuaioaluay

w399919 Anuenelaluny Anuyniuiuny ANurNTuAesdAn1s NHan1SITeReuni
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AIdedstianuaulanasfnwianuduiussenitanisiuinsatuayuainasdnisiunginssy

n1sasaudnnssulunisieu leedaudangunisdnlaidududsiunans Jaduiuves

auuFAgIUNITITEN 2 sl
AUUAZIUNTIVEN 2 AFUInTatuanulINeIANITHENSNaNnI1daude

woRnssunsasuinnssulunisineu lneflenudangunndaladudiuusaunans
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uni 3
A5 UN15IY

%

M53du130s Anwdangumsialalugiugfudsdunarsiiidninasenitanisiu’
nsatuayuINeIAnIskasnginssuNsaisuianssulunsinnuvesyransaeatuayy
sinerdemaluladssusan wadminnianans sl [Wun1s3deiieuiinm (Quantitative
Research) Ingl#n15398uuud157a (Survey Research Method) Liledns39mnuAnufiuves
ypaInsangatvayy umInerdomalulagsivusaa $3gn1aiiudeyadisuuvdeuaiy
(Questionnaire) Alifuedosilelunisiiutoya tnediseldmndumsidomuduneu Uil

3.1 Usgrnsuagnaudiedis

3.2 insesilefldlunside

3.3 NLfiuTIusanteya

3.4 MIIATIENTRYA

3.1 Ussnsuasnguniegng

3.1.1 Uszrnslumsiduaded 1dun yaansansaiuauy uniinerdomelulad
F1909Ra WATIIANIANETS S1uau 5 wis Wudiwau 3,124 au (Toyansauinisanuyang
& Yufl 30 Aueneu 2565)

3.1.2 nauseenaildlumsidendad 16un yaansansaduayy wninendomelilad
31919A8 LUATIMTANIANAIE ATuIMMIvUIAndusieg1laeldans Yamane (1973)

lnedszaumnudeduagil 95% uazliannuaainindaunainsagausulded 5% Feruale

fail
N
n= ——X%
1+N(e)?
e n = FIUIUNGUFIDEN
N = UIUUTEYINS

1 d‘ d‘ [ 1 I U 1 [ Ya 1 (-2
e = ﬂ'}ﬂ'l’]llﬂ'mLﬂﬁ@u%ﬂ@mi‘Ul@m@ﬂﬂ@‘ﬂJW}E]EJ’]Q MuualitAwinau 0.05



v

= ' Y v s X
dounuAseynslugns wlanadwseail

N
" ~  1+4N(e)?
3,124
: 1+3,124(0.05)?
n = 354.60 ~ 355

INNITANNINVUIATBINGNFIDE 1A LAUNTT UL 355 89

3.1.3 M3duNauieYIs

deldvunveangusiedne §35ulal9I8n 15dufessuuuutstundl (Stratified
sampling) 838N 15 g UARdIUANENIIUTEYINTVRIYAAINTAEaTUAYY UN1INEIde
walulaBrsusna $1uau 5 wis Wiieidunisnssaredunuvesyszensvionmn Tasduiman
gjmﬁqﬁj

Srunulszrnsluwiazngy X Srunufeganmun

g sluudazngy = - -
1 UUYITLVINTNUA

A13199 3.1 1UUUTEVINTHALNFUAIBY1IVBIYARINTAEATUANY U InerFumalulad
FIAA AuNswlakuutugil Nldlunisfine

CHIANT N84 Uszans (AY)  nguAeEne (AL)
1 wmAlulagsnvaena NN 362 41
2 wwaluladsvuena wsvuas 659 75
3 w.wpaluladsvasna ga3sgl 464 53
4 w.weluladsvaeea Saulnduns 523 59
5 w.weluladsvaena Syus 1,116 127
373U 3,124 355

NAIINANUANG UL UINUTAFIUYDILARZ UM INGIRBITHUTDUAT HITUIY
UNAIMUUADUNIUNIUNBIUINITIIUYARAVBILARZUNIINGINY LATUDAIIUDULATIEVAND
niguneluniiyaainsaneatuayu ngldisnisidenniuniiuasain (Convenience

Sampling)
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3.2 Asalanlylunisie

[
v

w3osdlefiltlunisiduassil iuuuuasuniu (Questionnaire) wisesnidu 2 nou
uiazduiisandundaneluil
poul 1 wuuasunmdeyaluvesmeuuuasuay e e 87y an1unw
seAuNsAnwIkarUszaunsallunsufuRau
peudl 2 uuvaeuaABIfUNITFUSMsaTUaYLINDIAnIT AuDangu

nadslakazngRnssunsaseuinnssulunisvinu

3.2.1 NMsas1uasesilaNnlelunsie

mouil 1 wuvasuamiedfuteyaniluresdneuwuvasuaty dnyaeArn1mdy

Y

' [
a Va o k4 = [

wuuLdenaau (Multiple Choice) {ukuuaeuaafifIdoasavu 41w 5 1o il

1) e wuseanidu 3 ngu laun 918 wds wardu 9 lnglvifnouwuvasuay
denmouiiiesdeide Wunsindeyauuumudya (Nominal Scale)

2) 01y Wigneuuuuasunmidenseuiiiestoidvinuesiidmun Wunsin

1Y

foyausznynnsFesd1iu (Ordinal Scale) Bauvseanidu 4 ¥seny il
(1) $ni1 30 T
(2)310-407
(3)41Y-501
(@) 51 Yly
3) agunm wuseenilu 3 ngu lown lan ausa wasnine/menivueniueg
Inglidmounuuaeunuidennauissioded iumsiadeyauuuuudyd® (Nominal Scale)
4) syiumsinu Bimeuuuuasuadenaeuiiissdoidvanudisiidmun
HumsiadoyatsznmnnsiFesdidu (Ordinal Scale) autseanidu 3 sedfu il
(1) euUsayey/Uag.
(2) USeyaye3

a

(3) gendsayees

o

5 Uszaunisallunisufdfeu Wkneuuuvasuaiudennauiiiesdaiien

ANUYINANAUA L“‘f;Jumii’M’J’aaﬂanzmwmmﬂﬁmﬁﬂé’u (Ordinal Scale) FawUsaanidy 4 479

[

N

be
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(1) Uoenin 11
217-37
(3)30-61

(@) 1nni 6 FAulY

MBUT 2 wuuasuAIAgIRUN1ITUINITATUAYLAINGIANIS ANBANEUNIITNTA
wazngAnIIuN1Tasuinnssulunisvinau
1) ANWILUIAAKAENBFIIIINTIBNUNTITY F131 115815 INeTNUS Lag
aa s A A v 5 1 A v A v =
A inus MngitewislulsemakazinsUsemanieiumnlsndeinsiny

'
a Ya

2) fsuaddenunguiuandefoinsndulsigifeseansine aniy
ARdevhnsseulssnuddgluudazdadoudassunginssulunisin
3) fnsandnuarveslssiandnufingausazansuszifiuai (Rating
Scale) vosusazianys Inggadeyinisvuniuissaunssy wnde nerfuiadeiideanising
fslulssmanazinsUsamadieliananudlafsafunindenldunnsussiiuaweudasdn
wUsandu Tnsusagsuusldunsasuiolud
(1) FuUsAUNTTUINMIATUAUIINBIANTT ANULLIAAYEY Rhoades

Ya o

and Eisenberger (2002) ﬁ?iwj’maiﬁﬂ%’wgﬂLLazﬂ’wmquaaumummﬂmm Na-Nan and
Wongsuwan (2020) $1uau 15 18 Tagldunasiauszanaen 5 seau 16ua (5) mnilan (@) un
(3) Uunans (2) tee (1) Teuiign
(2) fuUsAIUAIINEANREUNI9TNTA AINLUIAAYes Connor and
Davidson (2003) $1u2u 25 o Ingldnmsauszanaan 5 seu o (5) snndiga (@) 1n (3)
Uhunans (2) ew (1) teeiian
(3) fanysmungAnssunsaseuinnssulunsiney auwufnves
De Jong and Den Hartog (2010) 91u3u 10 9o laglduinsinussuiaan 5 sau aun (5)
1nfign (4) 170 (3) Yrunans (2) How (1) Tesiian
4) avaeuALgNABaain I TaNiUUS UNYeIngutet 1T e il
5) avvdeUTeAnNwinEleINaTanaUAINNInTInlavisold
6) nvdeuguNanAiasdiolasvarauAITiBmsaTaiion enuiiomss

WFlASIASG LAZUNANAINLLY DU
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7) d1def1aulaann1InsIvdeUAMNINLATodlauUTuU Takav A byl
wingauiuingUssasdroinisive

8) UternulUldlumaiiuniuniudeys

3.2.2 InesiN1sUanunungY

¥

lunsinszideya dIdulaldnzuunndeninlailunae lnadnuaseiunisius

Y

vosusazyanasieladenieg sendu 5 szau 9nmsAuugns (vl fidzenn, 2543)

AZWUUGIEN —AZLUUAER

Sunsaaty = —
IMUIUYU
5-1
- 5
= 0.80
mMswlannuvingseiuazuuLLRae

4.21-5.00 HGERR gen
3.41-4.20 FGLGR GR
2.61-3.40 ETatIRN Urunany
1.81-2.60 ETetInN i
1.00-1.80 RN fnann

3.2.3 NMINTIFDUAMN MNVDILUUFBUA L
wuvasuasluneudl 2 fifevhnmegeuaunmyssLuUABUN LB AR NS
nedutient (Content Validity) aanaidesiu (Reliability) wazmnunsinialaseadng
(Construct Validity) InefistwaziBoasselui
3.2.3.1 MavadsuAuAsidailen (Content Validity) ARdgUILUUAB AT
lﬂwmaaummmm%uﬁwﬂﬂSQ’Lﬁ?iaasnwauJaﬁ’mu 3 v flefiansan nvaeu wagdsuifiude
AManusazteindianudaau miugndes aenndes wsnzanfvasidomisiauaznsassidu
flagAnwvolsl TaelvfiTorvgusziiudenziu 3 sedu Suuszneusiie 1 = aenades

yy-ﬂ'

0 = laiwidl -1 = ldaenndes Bnvisvelvifidetviyusuussunlademauiilidaau el
d0ARdRITUUTUNYRNIWIRY MRINTUEITeUSUUTIazL lunudalauaugAIng 1 21Ny
WAzkuunlaINN1sUssureslisIvguynsmAIAv il NdonAfodseninetafnuiu

Al URnTs Tneldansdadl (@3ua Asnuu, 2548)
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IoC = —

We 10C wnedy  AnvliaudenasessenIstemauiulisnuufufnig
YR viee HAUINVDIATLUNIMNFTL IV

N ovNeie  UIUETLIVIYTIINR

' '
a YV

n1sAniendern uBetvigUseiiu lnglddvilauasnndes (Index of
ltem Objective Congruence: 10C) fiAvinfu 0.50 FulU (R3n qméagig, 2549) F9az1i Ui
nsnaaedly

nagguArduiinuaenndessenittdemaiuduiionudnilusdasduduy
sedevesuvasuain wuin Advdemaenadeseglusyning 0.60 i 1 Hnunasifiimun
ffedniuuuaounulunaaeunudesiulususely

3.2.3.2 MIneasuALTesiy (Reliability) Q’%%’aﬁmwaaumuﬁmumi
nagoUIIN T guaziinsUsussudlunaaesldiuninauasativayy sninends
walulaBswanany Tuoen $1uau 30 Au Mntuhdeyafildannisaaousniesiginiel
audesiu Tneiuaduusyansuean1vesnseuuin (Cronbach’s Alpha Coefficient)
ynAAEBesiunnimIemindu 0.60 (Cronbach, 1951) Fathuvuasuawluldifudeya
933814 Famanimmadeurmanuidedulaesalunsiivingu 0.974 lnenanimmadeusiediu

TANPNUTBLY LARIAINITINN 3.2

A157199 3.2 uansAduUTEaNsanduRuSLean1veIATEULIA (Cronbach’s Alpha Coefficient)

s a Q‘
’ { ,  Mauuszans
AUs UIUYD a9
AULYDIIY

Uadenisiuinsaduayuainesdnis 15 0.961
AUNTATUAYUIINDIANTS 4 0.948
AumsatiuayuangUaAuTyw 3 0.909
AUNTATUAYUAINLNEUTINY 4 0.928
AuUMTAtUAYUN NN e 4 0.952

57



M99 3.2 uansAndnUsyavisanduiusuearvesnseuuin (Cronbach’s Alpha Coefficient) (79)

3

fiauus UL mauﬂzxar °

AU
UJadeAdnugangunidnla 25 0.935
AUAILELTAAIUYAAS 8 0.895
anuaulinslaludegia nstundanisensual 7 0.893

LAZNNTOANUADAIIULAS LN

funssensunslasuLlauaznssnwAuEuRLS 5 0.916
AUAILAILTALUNITAIUANALLEY 3 0.839
AUBNENARDIN|Y 2 0.748
JadpngRnssunisassudnnssulunisnneu 10 0.906
AUNITEITIVAINAR 2 0.785
ATUNIINBLAAAIILAR 3 0.837
Frumsvhanudalmiufivensu 2 0.834
AunsIAIUAnaIEn1UL R 3 0.801

3.2.3.3 anunsegauysel (Convergent Validity) ¥8931053nQnAsI19a0UnM
WuIARYBs Fornell and Larcker (1981) n1sitasigesadsznaudsduduiunisnsiaadeu
Anumsadelasaaiis (Construct Validity) vasesdusznauusiazinsioglulunaindy
p3AUsENOUTLTIRS s wiuazuAnidesmnTadeuiuteyaisuszdnd Tnefiansan
AEDRINSEAUAIINEDAAGDY LALA AEDRlAFLAYS () ArladuAlSEUnNG (x¥/df) Arnwildn
sefupunaundu (GF) Ardsiinssiuanunaunduiivfuuiud (AGF) adwilinseduainy
aenAdosnaunduiuieuidisu (CFI) Advdsnfdsaenievesdiuiingde (RMR) Advdisn
AdaenadvesrinnunatmadeulngUsTtal (RMSEA) (Kline, 2015) M15749 3.2 WAAIA
nMsinanunssvesiassadisudazladofiiundnu Ssuansandminesduseneuuinsgu
(Standardized factor loading) mma%’au’%aﬁmﬂﬁé’qLﬂmlé’ﬁmfmﬂ’ﬂaqﬁﬂisﬂauﬁﬁum(ﬂimpj
(> 0.50) uazdeddnd p < .05 Futudemanuiiommadedinuduiusesidoddunels
lAseEATImg v

AYLLUATIAADUAIILT BT UTINTIRIuY SIS (Composite Reliability: CR)
wazALRdsALLUsUTIUTERld (Average Variance Extracted: AVE) gﬂﬁwmmﬁamaau

ANMSUANUTBUNLTBD8VBILATIA519 (Fornell and Larcker, 1981) LWaRASUIUINTIALAY
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lassaievedlinansindiduniedgn Auandtumisnan 3.3 AuTelusINToIdIUIHNa (CR)

AANAZLULTEWING 0.917 83 0.965 ﬂ'miUVIﬂi’]EJG]'JLL‘Ui wazdA1unnn 0.7 muamammm

v A 1 1

%aﬁuiuswm ﬂ’J‘L!ﬂ’]LQ@EJF"I’J’]NLLUiUi’JU‘VIﬁﬂ@l@ (AVE) AAAZLULTENING 0.529 §i9 0.532

o—

[

Faile ngqmwmmsmwmm@l’; (AVE > 0.50) muumaiiﬂmﬂﬂiqaiwquwgmmmLLam

AN99N 3.3 LAAINIIATIVEDUAIUATITLATIATS (Construct validity)

AVE and
Latent Factors/Questions Factor Loading
composite reliability (CR)

Perceived Organization Support (POS)
Model fit indices: x2= 51.569, df = 41, p-value = 0.125, x?/df = 1.258, GFI = 0.981,
AGFIl = 0.944, PGFI = 0.335, RMR = 0.020, RMSEA = 0.027

POS 1 0.815 CR = 0.942
POS 2 0.856 AVE = 0.529
POS 3 0.887
POS 4 0.906
POS 5 0.689
POS 6 0.718
POS 7 0.729
POS 8 0.629
POS 9 0.546
POS 10 0.589
POS 11 0.567
POS 12 0.680
POS 13 0.755
POS 14 0.729
POS 15 0.703
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f15199 3.3 LAAINITNTIFABUANUATUTILATIES1S (Construct validity) (sa)

AVE and

Latent Factors/Questions Factor Loading
composite reliability (CR)

Resilience (RES)
Model fit indices: x? = 234.347, df = 170, p-value = 0.001, x?/df =1.379, GFl = 0.950,
AGFI = 0.9055, PGFI = 0.497, RMR = 0.017, RMSEA = 0.033

RES 1 0.672 CR = 0.965
RES 2 0.698 AVE = 0.532
RES 3 0.687
RES 4 0.707
RES 5 0.743
RES 6 0.672
RES 7 0.727
RES 8 0.694
RES 9 0.744
RES 10 0.771
RES 11 0.727
RES 12 0.663
RES 13 0.672
RES 14 0.779
RES 15 0.776
RES 16 0.812
RES 17 0.803
RES 18 0.834
RES 19 0.836
RES 20 0.785
RES 21 0.651
RES 22 0.735
RES 23 0.789
RES 24 0.420
RES 25 0.728
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A151991 3.3 LAAINIIATIVEOUAIUATUTILATIAS (Construct validity) (sie)

AVE and

Latent Factors/Questions Factor Loading
composite reliability (CR)

Innovative work behavior (IWB)
Model fit indices: x? = 23.186, df = 17, p-value = 0.143, x?/df =1.364, GFl = 0.987,
AGFI = 0.958, PGFI = 0.305, RMR = 0.013, RMSEA = 0.032

WB1 0.416 CR =0.917
IWB 2 0.713 AVE = 0.530
IWB 3 0.735
IWB 4 0.735
IWB 5 0.764
IWB 6 0.833
IWB 7 0.790
IWB 8 0.749
IWB 9 0.724
IWB 10 0.747

3.3 maiusiusiudaya

3.3.1 InvinisdevonuaunTIsineukUUaeUn 1N lUE N suTINSIUYARaYDY
uIMeSenAlUlagT1vIAR U 5 Wi

3.3.2 af1suvuaevamooulal iledndslitungusegaiievhnisneuuuuasuny
311U 355 %A

3.3.3 dhdsuuvaouniuoaulal wiounsderaninuauiAsIeh NIuUNNBUAYDY
NOIUSMTNUUAARYBILAALUNTINE IR

3.3.4 asRRdoUMmNNYNABILAsATUINWYRTaya ot lUinswvimnsatssdely

a ¢ v
3.4 N13IAISHUBYA

wanNUIUINdoyaseuies fIveiuuuasuauiuTnalaviinisnsvdey
AINYNADY ATUNIUVBIANOU kNN IATIeRdayalaeMvuakLINIINTTInTIeRdeyauay

o aad o 14 Y v dy
nsinatannetewnly fsll
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[
a

3.4.1 malnseideyaidesfuldaradffiugiu neldlusunsudusasy SPss for
Windows lgin
3.4.1.1 Mywnswiteyaisrfudadsdiuyanavesnguinegia ileussens
dnwaizdeyadiuyana adanld leun Aanud (Frequency) uazievas (Percentage)
3.4.1.2 Myinzideyainluvesiuusildlunside laud nmssuinng
auUaUIINBIANIT ANEANEUNI9TAlY wasngAnssuntsasisuianssulunisyinaey
LeUTIednarNITLANLIIYBIUAazALUT aBATIlY Ldud A1ade (Mean) uazen
d’mlﬁmwummg’m (Standard Deviation)
3.4.2 Temesienuduiusszrinsud B adunsiienesimaanduiusuuy Wesdu
Twsefeluiaus (Pearson’s Product Moment Correlation) nsiiasiesiluduiildlusunsa
AawaeT SPSS for Windows Lilensaadeussiuamudiiuduasivindavduiusseminedauys

a [

3.4.3 NSTUIUNITILATIENDNTNENI9D0UILHINITRANTUAUUTEENTLAUN19989

' '
a

answalagsiudengunulunield d1degendn 0.20 FefiodndiAngs (Chin, 1998) waneindadn

v o

LY 1 [ a A = v 1 Y } % A 1 Y
#9811 UL AD ’EJ’]QiJ{j‘U"UEJ‘U’NE]EJ’NLLNQG]’J?{TNF"l’l’]llLGU’e]iJIENiS'Vi’J’NGl’JLL'Uiﬁ'WL'ViG!ﬂUGl’J

a a

wUsNaansa1ld andufInUsAUNa19wNnInlUsENI198LUSN9EDY LAASILADNS WA

Doy

a

Neeen Mnnud BvsnanisdeulilidudAyn1sada (Fie veusu H: B; §; = 0) wavduUsyans
Eunadidanaaiu 0 wanadn fauusiuldiduiudsdunans drildeddny (Ao seudu
H: B B; # 0) wardudszansidumsanasulianasdiu 0 (full mediation) uansingaudsti
JushuusAunatsunsdau (Partial mediation) wazenaildiulsAunansdusn (uuns Wsueng,
2558) HANITILATILNDVENANI90UAIY The Model 4 of Hayes’ (2013) PROCESS macro 3.1
in IBM SPSS Statistics version 24.0 for Windows
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[ % <

Aeyanwalildunuaan

X wnede  Aedy (Mean)

SD wneds  dulenuuansgu (Standard Deviation)
2 = ' aal c A

X Wete  AanRba-awals (Chi-square)

RMR mheds  fafisnvesredefdiaesvesdiuvie
(Root Mean Square Residual)

RMSEA — wanelis  ansinvesaiedefidideveninunaineiou
IneUszanal (Root Mean Square Error of
Approximation)

GFI neRy  AvinANnaunau (Goodness of Fit Index)

AGFI wneds  sedinseiuaunaunduiiviuniuga
(Adjust Goodness of Fit Index)

PGFI NNENY  ARIEINAINUTERIAUDITTAUAINRLNZEUNDR
(Parsimony. Goodness of Fit Index)

TE wneds  avswalagsiu (Total Effect)

DE WNehs  9NSWaN1enTs (Direct Effect)

IE VNEDY  ANSNaN90eu (Indirect Effect)
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RES 16

RES 17

RES 18
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WB9  wwegds  yaansiidutislunisihanudanisasisuinnssuly
nsviheuuulng gnisufiReuase

WB 10  sanefla  yeanswenetuwaunddug tievaeglunis
UFTRMuinUsEavs M muazi lgnadisamy

Whnnnevesenns

4.1 nsEuaNaNITIATIRdaYa
fAfeliinauenanislinneidoyalnousndu 3 neu dail

naufl 1 M wiaadddesturesnguiesauasduusdunaldiieatunis
SuinsaiuauuaInesnIsRenNLEavgUIN@EAlY Warnginssunsaseuinnssulunmsinnu

poufl 2 MaAleTgimNuduiuTrIsTLUs iU nsatuayLa N dnIs
foANBAvEuNRnla wasngAnssunisasiuinnssulunisvinnu

Aouil 3 MIdAszimuBangumsdnlalugiueiuusdunansseminmsivl
msatfuayuanessnMstungAnssumsasauianssalunsyinny wiemianneidrinaveans

Suinsatiuayuanesrnisier g g umanta asnginssumsaiauinnssalunsitem

4.2 wamsATIEvidaya

oudl 1 nshnszidiadnilesduvasngudogisuazduusdunaldiieaiu
n135uinisatuayuaINaIAnIsAaAlIuEanguni1ednla uaznginssunisadiaudnnssy
Tunsvineu

nan1siiaszideyaludiui Ussnausenanisitasgiaadidosturedauys
FunaldiAsaiumsiuinsatuayuainesdnissonnudamgumainla waznginssunisaing
ufnnssulunisviaudsliun diede (Mean) wagArdrudeosiuuninggiu (Standard

[y Y

Deviation) lneiingUszaiAlia@n¥IanwieN1INIEINY LazNITLINWIVBIFILU TUsaLH1

De

Ve

nsdausnanITitAseiveyatunouliiidewuseanidy 2 diu fe druwsn unisiiaue
Punudesazveengumedsiildlunsimsisideya diunaes iWunsuiauenanI ez

Tayailosurasiiulsdunalavesdiudsnisiuimsatuayuainesdnisdeninudaneu

Y

a

mdalauaznginssunisasiauinnssulunisviiau
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nansAnseiasRalssiuRiuteyavaluvasnduitegildlumsiinnsidaya

mamﬁmswﬁ%’agﬂuﬁhuﬁ Junisuanuasdeyavhlvesnguinegnsmudnyngine
915 @0un I seRunsAne Ussaunisallunsufifeon Tngldadffugiuie areanud
(Frequency) war¥ouay (Percentage) fauandlumsnadl 4.1

M13199 4.1 wansenadifilasiuvedeyailuveinguiiogns

fauus AYA fovaz

1. e

%) 112 31.55

MY 243 68.45
2. 91¥

fnd 30 T 79 22.25

31U-407 125 35.21

417U-501 99 27.89

51 Faly 52 14.65
3. d1UNN

1an 199 56.06

ausd 148 41.69

Buq 8 2.25
4. STAUMSANEN

USeyeyes 267 75.21

ganinUSeyeyng 88 24.79

5. Uszaunisallunisufuifeu

foanin 1 U 19 5.36
10-39 54 15.21
37U-61 62 17.46
1nnin 6 Jauld 220 61.97
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91197 4.1 wansAadRidamssaunuinguiegadusnnidumands (68.45%)
waziwdeidumae (31.55%) Wefinnsanaintisergwuindrilvajoglungueny 31 9 - 40 T
(35.21%) 599A911971g581319 41 U - 50 U (27.89%) 918501 30 T (22.25%) waztieniian
flony 51 ULy (14.65%) Tnsgnounuuasuaiudrunindaniuslan (56.06%) audae
AIUANANTA (41.69%) waran urdufias (2.25%) lnsasdluaiudiufinis@nuisedy
USeyyas (75.21%) LLasﬁmﬁaﬁiséﬁ’umiﬁﬂmqmdw'%ﬁyﬁyw% (24.79%) NRUAIDLIIEIUNN
fuszaunisailunisufoieuunnndt 6 Buld (61.97%) sesasuniivszaunisailunis
UAURU 3 T - 6 U (17.46%) HUszaunisailun1sufimau 1 U - 3 U (15.21%) wazd

Uszaunsallumsuianutesni 1 U (5.36%) auasu

Han15IlAsEidayavasiuUsdunalavaenissuinisalivayuainasAnisdandny
gavgunadnla wasnginssunsaieudanssalunisineu

nan1s A sideyaludn Wunsuanuasdeyaiisafudusdunals Taeldada
flugufe Aade (X = Mean) uagArdrumdosuuainsgiu (SD = Standard Deviation)

HAaNMTATIzvideya Aandlunsen 4.2 81 4.7

M19199 4.2 wanAat A Ueawuuedaulsn1ssuinIsatiuayuaINesfinig AMNANNAAWILYDY

naudgslun T IUAAZAIY 53U 4 AU

vy X / STAUAUAALTIL
N133U3N13aTUAYUIINGIANTS Y —
X SD wlawa  a1au
1. UNTadUaLUIINGIANTT 3.63 0.82 GN i
2. iunsauayuIngUsAudyn 3.74 0.78 6N 3
3. AMUNTATUALUAINLNEUTINY 3.95 0.69 6N 1
4. snunsatuayuningnsiiiigane 3.75 0.75 GR 2
33U 377 0.64 g9

311A15°199 4.2 wudgreukuvasuaudulnglissdunisuinisatduayuain
24AN13 ngansiuilAiazuuuadeaglusedugs (X = 3.77, SD = 0.64) wagziilafiansan
FIUAUNUTT SEAUNITTUINITatuayuaINesAnsiunneu dAazuuuadvedluseiugs

lagaunsatuayuaniious ey datadegeign (X = 3.95, SD = 0.69) 589893178
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YU v v

aunsadvayuninensiiiieans (X = 3.75, SD = 0.75) arun1saduayuangUadudayy

(X = 3.74, SD = 0.78) WazAuUMTatiuayuIINBIANIT (X = 3.63, SD = 0.82) ANUEIAU

WaNA1TUNTILAU LaEII879Y09TEAUNITTUINTATUAYUINNGIANITVRIUAAINS
aeatuayy unInedewmaluladsvaienasyys LanINanInisem 4.3

M19199 4.3 uansrnadifiosiurasiaulsnissuinisatuayuInesnns

vy e ) FZAUAINAALIL
N1335U3N15aTUUAYUIINGIANTS —
x SD wuana
ATUMTATUEYUIINDIANTT 3.63 0.82 6N
1. oaAnsiduriinduledenisujoinindves 371 0.88 GR
UAAINT
2. aspnsiuiaaluledennuduegvesynains 3.54 0.92 GR
3. pepnsdvasunazadvayuliuaainsiiuamen  3.69 0.86 GR
TunuLes
4. 99An13inszvaumsfigAsssulunisdnduay 359 0.95 GR
wiyAaInINNAY
AU sEtuayuAINEUAUTY Y 3.74 0.78 6N
5. gUsAudyuniifesAymainsiaue 3.81 0.83 GR
6. gUsdulnraulasedeisonseniedaiausuuy  3.67 0.88 GR
VBIYAAINT
7. gUadudyvnelaldquaynainsluiiesdneg 374 0.81 GR
AAgatunsUFTRL
FunsatiuayuaIntitausNey 3.95 0.69 6N
8. \iiousruauduaiuliynainsaiuisatiier 389 0.78 GR
ANFAILAINNTaN Y dewmdgdudgninay
ATUTIINIYF9
9. 1eusrnulinutieinde edeundgyiu  3.99 0.75 GR
Jaymlunisugdnanu
10. msuanidsuuszaunisalidudsslovidse  3.96 0.75 GR
nMsUFURMUTmAuIERITouTINeY
11, ieusiunuuusinieasusiudie ifieifiu 3.96 0.77 G

nwelun1sujunau
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M19197 4.3 Uansrnadifiiasiuressiiulsnisiuinisaduayuanesdnis (ve)

vy e . STAUAUAALITL
A33U3N1SAUUAULIINDIANTT —

v : X SD wUana
Frunisaduayuninensiiieane 3.75 0.75 wn
12. pesdnsdnnTontaquazeunsalisndudiniy 377 0.80 el
n1sUfURIUY
13. pafn1ssamSonatsawnaiidulssleadse  3.79 0.82 iy
n1sUfURIIUY
14. 93fn1sdamiauiadesiiodiurunituazaini 3.77 0.80 iy
TRl FTUsEAnTa ety
15. pdn1sinassyaaInsiiiianedonisanidy 366 0.88 170

AanssunsenIsUURIUAN9Y

= a 8% Ly v o DA, Y o v

NP9 4.3 uansansinsendeyailesiuvesiuusdunalaudasfuusnly

lun15398 saumsdu 15 Ao lagudauen1iady (Mean) wavAdiuidowuuninsgiu

(Standard Deviation) [iOARNYAENITNTLIULALNITHINLIIVDIAILUTHUNAUAR LA
HANMTIATIZVdTEazLBundsil

HANTIATIENYOAIINVRINTTTUINTaNUALLINBIANITNUT Al sAlEIans

15 9o dA1afesening 3.54 01 3.99 lagenouuuuasuaiusiede tausiuaiuly

| a o v A w A wa = a Y

augivnae tessundyiudaynilunisufufau dazuuuaiegaganiiu 3.99

wlanaedluszivas sesasnlaud n1suanidsudszavnisaliidudsslovdsenis

UAUAIUTINAUIENITUNOUT I UKL NBUT TN UL UL UINT D ABULTOI1UA

Weliusinwrlun1suufsu lneildademiniuedi 3.96 uagiudsniseruaadetos

a

Mgn danadeegiiies 3.54 laud esrnmsiluinduleseninudusgvesurains WeRiasan

A1AULUTUTINVRITRANIUVIMIA YR IUadEN1 TS UINITATUALUIINDIANSTIINIADY S¥ 1IN
0.75 ©14 0.95
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M15199 4.4 wansrnadfiUosdurassulsmnudangunisdnla auauAniuYeINguiIEs

TUNINSIUUAALAIU 591 5 AU

” P

ANEANEUNIIATla — R "

: X SD wlawa  a7au

1. fumuaENsaduyAAa 4.15 0.59 G 1

2. gumnudesiulunuies 3.93 0.64 G 4

3. fumseensumsiUAsuulas 4.09 0.64 a 2

4. AuUANEINNTlUNNTAIUANAULEY 4.08 0.65 6N 3

5. fudvSwadednle 3.75 0.80 a9 5
374 4.04 0.56 a9

NA15199 4.4 wudgeeukuvasuatudluingisedualtuganguniinla

lasnmnsau IAaviuueisagluseaugs (X = 4.04, SD = 0.56) Lagilafia1sau1s18AIuNYI)

AnudanguniInlalunnau ddrpvwuuaisegluseaugs lagdiuanuaiuisadiuyang

fiAlafegefign (X = 4.15, SD = 0.59) s09a311A8 AMuUNTEaNFuMTIURgULUAT (X = 4.09,

SD = 0.64) shuanuannsalunsAIuguaULDs (X = 4.08, SD = 0.65) fuanudesiulunues
(X = 3.93, SD = 0.64) Uarsudninasednls (X = 3.75, SD = 0.80) MU

WENTANTIEAY wAETIETVBITEAUANNEANEUNNTAlAvRIUAINTaN YAt UAYY

WNINREMNALULATTITNIPASYUS UARINARIRTIN 4.5

M19199 4.5 uansenadiUasnuuessiudsnnnudangunidnle

” ~ =
ANEANEUNITNTA Lok Lkl Ll

\ X SD wuamna
A1UANNEINTAHIUYAAD 4.15 0.59 6N
L. Uﬁafmiwmamﬁﬁﬁqﬂumsﬂﬁﬁamunﬂﬂ%u’q 4.33 0.69 gaun
Lt madnsazoanunluegials
2. yamnsidoinanmnsavienlddniefasienuglasse  4.23 0.68 89N
WAV
3. lefawing 1 gAunts uiyeansarlideriedogUassn 4.1 0.72 GR
fiAnty
4. yransfuauilivenuerlsie « Wevhlidsa 4.16 0.71 a9
5. Wedpsdnnsiudlamiiedifinrmenndiuin yaains  4.09 0.76 GR

Wotnduaudundakazausiulule
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o | aa & w Y a 1 a !
M1319N 4.5 LLa@ﬂﬂqaﬂ@L‘U@QG]‘L!GU'ENG]'JLLﬂiﬂ?WNU@ﬂQUVHQQW&LQ (p)

" ~ =
AMUEANEUN1ANTR Ll

: x SD wlawa
6. yraINs¥aUANTIMEY Tunshanuguuuulnle 3.86 0.83 GR
7. yamnsanansaufuRauitelussquimmngllai 4.14 0.69 GR
eiiAdanaty
8. ypanszannmagiilalumudnsavewues 4.30 0.72 G
Fuanuidiediulunues 3.93 0.64 g9
9. yaansIANIuAAIAzTuTLANG 9 SOU 4.04 0.71 R
10. yaansingsulleduanuiasen laglidmansenusie  3.98 0.75 GR
MU URuY
11. ileegmeldaninznadu yaansiafuazAnmmis 3.94 0.74 GR
sanlasg1edalau
12. yaansdnazdugunlunisuwitam 3.76 0.82 GR
13. ypansanansadndulalubessniifinanssnusio 3.88 0.80 GR
{ouls fdnduseai
14. ypansanunsasuileduanuianiiauiela 3.96 0.79 GR
ANLAUYIN AUNEY Aalngsla
15. Tumsdamsfudyvniiieiudin yaainsannsa 3.99 0.77 g9
InanuAMNEIRYURIUYMILAZINUNITIANTTU I
Igognafududumey
FumseaniunsasunUasuaznsinviauduius  4.09 0.64 6N
16. yransannsnUiusdnfunsUReutasiiiatu 4.12 0.75 g9
5]
17. ypansianuduiusnmiuyaralnddadlilals 4.16 0.70 GR
18. qﬂafm'ﬁmmmé’mmaﬁ’uﬂzgmﬁﬁw%uﬁmumiﬁ 4.09 0.68 GR
19. mwdiSalusiniiiiuan vilvyeansifemnuiule  4.06 0.77 GR
ﬁﬁ]xé’fﬂmiﬁ’ummmﬂﬁﬂmﬂsuaqﬂzwﬂmi
20. yaansansnduaniuiiBnas ndsmnwuioe 4.05 0.74 GR
anumsalfianie
A1UAMNEIN1TATUNITATUANAULDS 4.08 0.65 6N
21. yaansiinazvemnutiemdsldaniluy 4.07 0.74 GR
22. yaansiidhmaneludinidaiay 4.06 0.75 GR
23. UAAINTIANAIN1TAAIUANALEALE 4.10 0.71 a9
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o | aa & w Y a 1 a !
M1319N 4.5 LLa@ﬂﬂqaﬂ@L‘U@QG]‘UGU'ENG]'JLLTJiﬂ'J']lIEJ@‘ViE!u‘VHQQWI‘U (p)

a4 FZHUAINAALIL
ANNEANgUNNInTa —
x SD wuana
AuBnSwanadnla 3.75 0.80 6N
24. WeaUgmiunlulild vieessuransiieddnan 3.41 1.09 GR
wileavnednla 1u wizdn vselvevem s
25. ypansdinazuilelavfindumemesa 4.09 0.78 R

Y

MM 4.5 wansmanisiienesiteyalosuesdomamastafoauBangunis
Inlaildlunisdnuvifeadaddiuinidu 25 4o lnsiauedieds (Mean) wagan
dudsauunnnsgiu (Standard Deviation) tiogdnwaizn13nszaELazNSLANLASYBITILYS
dunausazsa namslieresilieandoadil

namsnTgidemauesnnuBangunsinlanui dudsiildind 25 4o feuade
58mI19 3.41 89 4.33 Tnegneuuvuasuniusedeyaainsnetsuidfiaalunsufiaay
nnasa Bimedndareonunfuedisls fazuuuadegemaiaiu 4.33 uwanasglussdugenn
sesaanléun yaansidnniagilaluanuduiovesmuies danadewintu .30 uazdudsid
syduAadodeniian ddadvodiiies 3,01 1Hun Woiatymiudlalild veadiyaains
fledsidamieiniednla 1y nzid vdelvavem udu WefinrsanAimuulsusiues
fofauimunvestiaduanuBangunainlaiamunagseming 0.68 fa 1.09

A191991 4.6 wansranaLlosRuvaIdILIngAnssunIsas L Innssulun1svinnu auaw

AniuroINgumeg1eluN T IULAAZAI 394 4 Fnu

o v\ - JZAUAUAALAY

ngAnssun1safreudnnssulunisinenu — s

X SD wlawna aau
1. MUNdTIAUMALAR 382 0.72 GR 4
2. AuMIABLiAAIUAR 4.00 0.6 G 1
3. snumsvhlianuaaduiivensu 393 0.72 GN 2
4. sumsihanuAnasgnsUSuR 386  0.72 g9 3

57 391 0.59 g9

74



1NM5197 4.6 WuIgReuLuUasUnwdUIngTisiuvesnTuARNgANTTNANS
afraufansalunisieu lasnmsndidazuuuedseglussdugs (X = 3.91, SD = 0.59)
wagiilefinsanesunuimginssunsaiainnsslunmsvinu luynduiidaziuuieis
oglusziiugs Tnedunisneiinanudniidadegsiian (X = 4.00, SD = 0.66) 599a%7B
frunsvilianudndufieonsu (€ = 3.93, SD = 0.72) AunsIANARaLEN1TULUR
(X = 3.86, SD = 0.72) LaLAUNISANTINAUMANUAR (X = 3.82, SD = 0.72) AUS1AU

dlefiasanseiiu uarseteresseiureinisuanangAnssunisainauinnssaly

N3NUVBIYAINTANEETUALY W INGIREmNALULATIIYNIAASIIYT LARIHARINITIN 4.7

M13199 4.7 wansAnadalosuresmiulnginssunisasauinnssulunisvinnu

" ~ =
noAnssuNIsadeuInnssulunisyinau U L

x SD wlawa
AIUNIEITIIANUAN 3.82 0.72 GE
1. yaanslianuauladudgmidisg Aldifeadestu 366 0.94 6N
uUTEIN
2. yaansvlenatiazuiuussdsdneg Tusadnis 3.97 0.73 GR
AIUNINBLAAAAINAR 4.00 0.66 6N
3. YAAINTATLAINMIIBNTTINL Inadlavieiadesile  4.04 0.75 GR
gunsaimviendlvg Wuusedn ielfiudseansamen
a. dewuilymiluau yaainssinindnsuitywisie  3.95 0.75 GR
A5nsluse
5. yaannsiinsAumwinislunsiaugduuulnge 4.00 0.75 GR
dunsihanudnliduiivensu 3.93 0.72 GE
6. yransiaunsResesulunmsandulmiauinnssy 3.97 0.72 GR
gl Tun1sufumau
7. ypansnenguldudnliyanaluesdnisinig - 3.89 0.81 GR

arvayunuAanisasauianssindlunisauvenu
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A13°99 4.7 LansrnatAliasnuasmiudinginssunisaseuinnssulunisvinenu (de)

" ~ =
NeANTIUNI5ES9UINNTIUIUNISTINU _ERUATIERAY

x SD wlawa
aun1sANAnasgn1sUUR 3.86 0.72 Gl
8. yaansinisiaueaudndmsunisasaudanssuly 3.79 0.80 GR
msvhanugnsuureeadussuy
9. yrannsildudreihanudanisadeuinnsalumsvien 3.87 0.82 G
wuulvade dnnsufiRanuase
10. yaansnereimunadsg Wetielumsufdiou  3.93 0.76 GR

Windszdnsanuazirluguadnsannudinuneaes

DIANTT

NATNT 4.7 danawansinsizideyailesnuvesdediaiuvesdadenginssuns

(% (%
[

a519uinnssulunisvinauilelun1sAne3deAsINIIUIUNIEY 10 U9 IagulldusmA1Rae

4

(Mean) uagArdiudsauunnnsgiu (Standard Deviation) HBQANBAENITNTLAINYUALNNT
LANUAVBIFIMUTHUNALAAEFT NANTIATIEITgasLBuAsll
HANTITIATIZATDAININTDINGANITUNITATIIWIANTTUIUNTYIUNUIN Faudsnld
Tavie 10 98 TAnadusendng 3.66 f4 4.04 LagHABULUUADUAINITIETOYAAINTIZHAIIN
aa o a A d' = 3 o ! [ o - a a a
B9 wallanseiasesiiegunsalnisinaulnile 1Wudszdn weiinyszdnsameu
IS d‘ (- I (% ¥ ! a v
frzuuuiadugegaviniy 4.04 ulanaeglusziugs sesasunlaun yaainsinisAumwuInluy
n1sviaugliuulvadg danafewiiiu 4.00 wagdudsniissauanadetesian dAuadeoy
Wiege 3.66 laun yaanslimnuauladudgmidieg aldineidesivaudsedn Wefiansan
AANKUTUTINYRItaA I NN INnvesUaTunuEanguniadnlanianuned sening

0.72 99 0.94

=] a L4 4 v d 1 o 4 Y A v o o/
AaUN 2 N13ILATITRANATUNUSTENdfuUsdanalanIadafiaiuuaziuys
wrslunuuraaenisfuinisaduayuanesfnIsianNuBangun1lnla LazngAnssuns

a519udanssulunisnieu

1 1 o

HAN1TIATIERANNFUTUS e Usdunalaluwuudasinisfusnisatuayy

1 IS

31N8IANISADAINEANgUN1Tala warngAnssunisaireudanssulunisvininu lagua

6 VA )

mMylasengideveriauetuandlunsai 4.8
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NM5NT 4.8 LananITIAzeuduTussensiuUsdLnelalunuusians
n1sfuimsatduayuainesAnisienudangun1adnle uasnginssunisasiauinnssuly
n5¥19unUIn JadeenuailArdudsyansandusiussening 118 s .822 uansliidiuin
Snwazauduiusvosudsilalunsdnuidudadunss

WINAANTUINANITILATITRALFUTUSSEndnefuUsdaunate 50 fauusly

WUUTa098nSNareINIsTusnsatuayuanesAnIsienudangun1aTnle LagngAnssung

(% (% s

afeudanssulunisiaunud ardudssansanduiussening 50 fauds Iviavana 1,225 ¢

a1 1 1 a (% =

fA1egTenIng 1118 fiv .822 dauduiusiued1silded1Agyiseau .01 uag .05 na17fe
WayAaINIHin1ssuNsatiuayuaINeInnIsuINTy Izdiadonudangunidnlanazidine

£%
=

TAangAnssun1sasuinnssulunisvinuiiuay
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8L

YY)

A15197 4.8 uansAduUssansanduiusseninnisiuinisadvanuiainesfnisdeniudanguniadnla waznginssunisadiauinnssy
Tun1sviau

POS1 POS2 POS3 POS4 POS5 POS6 POS7T POS8 POS9 POS10 POS11 POS 12 POS 13

POS 1 1

POS 2 822%* 1

POS 3 743% 785%* 1

POS 4 673% 782%% 808 1

POS 5 b5e5** 537 592F* 616% 1

POS 6 610%*  .621**  .622%*  .683**  .786™* (!

POS 7 613% 601%*  .639**  652**  T774**  829** 1

POS 8 Lrgxs 505 531** 493**  432%*  495%*  .492%F 1

POS 9 392%% 445%*  448*  404%  394%*  380**  .443%  733%* 1

POS 10  .442**  475** 450"  .429*  448**  .420** 410" 730" .766™* 1




6.

YY)

A1519% 4.8 LanIAduUTEANSANFUNY

Tun1svinau (9e)

59

#NINNITTUINTAtUAYEAINBIANITHBANEANEUNITAlA wasNgANTIUNITATIAUTANTTY

POS1 POS2 POS3 POS4 POS5 POS6 POS7T POS8 POS9 POS10 POS11 POS 12 POS 13
POS 11 487  467* 479" 390** 421 450"  .425%  696**  769**  .784** 1
POS 12 .528**  .500**  .484**  .482**  507** 510"  519*  463**  .440* = .428*  447* 1
POS 13 512%*  515%*  497**  5b4**  529**  534**  531**  539**  499**  506**  505** = .823** 1
POS 14  507**  .494**  519*  517*  506**  .493**  548*  526**  .455**  456**  .438**  794**  802**
POS 15  557**  589**  .608**  .633**  .487**  524**  540**  524**  476**  .497**  429**  681** 747
RES 1 A189%  226%%  218%  252%  261%*  201** 275 382%¢  349%*  373**  331* 344%*  360**
RES 2 224%%  229%%  261**  223%  316**  .283**  273*  350**  .412**  .407**  381*  359%*  337**
RES 3 237%%283%% 282 254%%  308%*  303**  .282%*  398%*  372%*  427**  367**  355%*  342%*
RES 4 278%  253%*  285%  260%*  373%*  303**  281**  334%* 337 413*  362%¢ 357 347
RES 5 230%* 265%%  268*  270%*  346** 330 .266™*  .362**  .319**  4le**  291%  392%¢  342**




08

YY)

A15197 4.8 uansAduUseansanduiiusseninnisiuinisadvayuiainesfnisdeniudanguniadala waznginssunisadiauinngsy
Tun1sviau (sie)

POS1 POS2 POS3 POS4 POS5 POS6 POS7T POS8 POS9 POS10 POS11 POS 12 POS 13

RES 6 B50%% 332 299%%  262%¢ 318 380**  .335%*  327*  208*  284*  344**  355%*  357**

RES 7 244%  259%% 225 267*  347** 333* 243*  381%* 351 423*  391%*  419%*  464*

RES 8 A75% 196 220" 223%%  295%% 258** 268 341*  381* 366 336 .345%*  380**

RES 9 282%%  315%  399%  391%*  388**  .398**  .409* 450  .418*  .454*  423%*  359**  421**

RES 10 273% 0 323%%  331% 363*  348%*  381**  351*  438%  453%*  458**  .409** @ 363**  .391**

RES 11 JB59%% 0 333*  329%%  303*  308**  387**  372*%* 363 348* 356 388**  .420%*  392**

RES 12 460**  .481**  299*  .405*  383**  .489**  .403**  427*  396**  .439**  413*  433%  437*F

RES 13 A423%435%%  384**  352%*  370**  .410**  .350**  362**  .350** 410" 397**  441%*  390**

RES 14 360%*  .344%*  296**  356** 401 421%  360™* 420"  .434**  .485**  442%*  461**  .447**

RES 15 319% 318 390**  .402**  .415%*  .409** 386 .445%*  409**  .434**  392%* 447 423*F




18

YY)

A15197 4.8 uansAduUssansanduiusseninnisiuinisadvanuiainesfnisdeniudanguniadnla waznginssunisadiauinnssy
Tun1sviau (sie)

POS1 POS2 POS3 POS4 POS5 POS6 POS7T POS8 POS9 POS10 POS11 POS 12 POS 13

RES 16 B72%% 370** 392%  391%  353%*  402**  .415% 468  .415%*  .408**  .458**  .434%*  471*

RES 17 336%*  362%% .409*  416*  397**  422%* 384 441%* 438 450" .434% 411 .460*F

RES 18 A400** 390 406 394%*  418**  398**  370**  .428%*  422%%  468** 426 486  .491*F

RES 19 384**  380**  355%  369**  .433** 410" .403* 430"  .500**  .529*  .488**  .447** 479

RES 20 387 350 352** 337* 408** 378*  369*  .419**  463**  517** 447 448**  .440*F

RES 21 356%*¢ 347 344 312% 431%* 454**  415%* 417 436%*  462**  447** .408%  376™*

RES 22 B47x o 382%% 356 378%  349** .404**  357** 407 451 481**  441% 355 376™*

RES 23 B75% 374Rx 358*  381*  390%*  414**  399** 427 461 427** 417 410 391%

RES 24 208%¢  258** 277 305%  209%* 287 206**  273%*  234**  300%*  315%  295%*  318*

RES 25 296%* 278 321%  329% 417 360** 377 424%% 416**  .465**  389%*  374x* 424%F




(8

YY)

A15197 4.8 uansAduUssansanduiusseninnisiuinisadvanuiainesfnisdeniudanguniadnla waznginssunisadiauinnssy
Tun1sviau (sie)

POS1 POS2 POS3 POS4 POS5 POS6 POS7T POS8 POS9 POS10 POS11 POS 12 POS 13

IWB 1 224% 281 210" .285%  206%* 321 262" 316**  .249** 255 243%  262%* . 205%*

IWB 2 288* 376 307 367 301 377 346** 385 343*  395%*  331%* 397 .406**

IWB 3 273%% 347 337* 374x 314%% 341%* 343% 432%*% 426 .440%*  .401**  .380**  .410™

IWB 4 323%* 365 3e4**  390**  373**  365** 365  .415%*  .404**  473%  395%*  374** 416

IWB 5 BT 369 363% 343%  391%*  387** 379%  394%*  359**  472¥* .402%* 357 366™

IWB 6 A440** 448** 444 425%  360**  .432%* .420%*  .445%  422%*  349**  397**  420%*¢  423**

IWB 7 A449%  478**  460™*  .419%  321%*  390**  371* 448** 415 405" .415%  378**  .405**

IWB 8 S12%¢ B57**  512%* 453**  315%*  413**  354%*  415%  392%*  .400**  .388** 410  .401**

IWB 9 528**  586**  .488**  .493**  381**  441*  443* 0 398%* 417 429 327* 412%%  414%

IWB 10 488**  553**  483**  4e7** 447 443 421%* 430" .409**  .491*  412%*  407**  .449*F
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Tun1svinau (9e)
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#NINNITTUINTatUaYEAINBIANITHEANEANEUN1TAlA wasngANTIUNITATIAUTANTTY

POS 14 POS 15 RES1 RES 2 RES 3 RES 4 RES 5 RES 6 RES 7 RES 8 RES9 RES 10 RES 11
POS 14 1
POS 15  .764** 1
RES 1 B79% 329%* 1
RES 2 362%* 310" 722%* 1
RES 3 338 381*  .628**  .684%* 1
RES 4 310%*  347**  B5T** 682%¢  735** (!
RES 5 324**  353**  BEz¥*  5r4x*  690**  707** 1
RES 6 B21% 321 387**  507**  522%*  .606** 565" 1
RES 7 386**  322%%  680**  .643%*  686**  .652**  .605** = .578** 1
RES 8 Bagxx o 276**  591% 656 563**  .657**  .600** 536  .601** 1
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A1519% 4.8 LanIAFuUTEANSANFUNY

Tun1svinau (se)

YY)

Ssgnintansiuimsatiuayuainesanisrenulanguniadala uaznginssunisasrauinnssy

POS 14 POS 15 RES1 RES 2 RES 3 RES 4 RES 5 RES 6 RES 7 RES 8 RES9 RES 10 RES 11
RES 9 449% 408**  550**  550**  .500**  .479**  447**  455%*  528** 600 1
RES 10 425% 416**  505** 511%™ 556**  b27**  589**  .489**  556**  509**  .682** 1
RES 11 A405% 387 451 500%*  .526**  .473**  510%* 497 .488**  .440**  573*  703** 1
RES 12 A423% 0 419%  388** 456 .496™* Agagx 489**  534¥* 487 353**  486™*  593**  .684**
RES 13 A44res 406 373 448**  490**  .481** 496 469**  .432**  372% 500  .564**  .641%F
RES 14 400**  .429**  .449*  514**  546** . 556**  576**  .494%*  543**  468**  548**  .694**  .698**
RES 15 448% 477 463* 510 505**  .496**  5rd4¥*  459** 487 4e4**  .604**  .688**  .699**
RES 16 497 443**  5e8**  517**  503%*  .487** 444 524%*  559**  B80O**  .669**  .629**  .581**
RES 17  .46d4**  .429**  558*  530**  .504**  562** 519  517** 601" 575  .643**  662**  549*
RES 18  .503**  .466™*  511**  582**  564**  556**  585**  504**  580**  .568*  597**  .634** 640
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Tun1svinau (9e)
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A1519% 4.8 waRIAFUUSEANTANTUN
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#NINNITTUINTAtUAYEAINBIANITHBANEANEUN1TAlA UasNgANTITUNITATNUTANTTY

POS 14 POS 15 RES1 RES 2 RES 3 RES 4 RES 5 RES 6 RES 7 RES 8 RES9 RES 10 RES 11
RES 19  .453**  449*  488*  568**  .554**  581**  598**  572**  535**  59T**  606**  .647**  .627*
RES 20  .435**  .449*  374**  503**  537**  550** = 589**  508** = .456**  508** = 556** = .621** = .598**
RES 21 .347**  377*  .429**  435%  452**  455**  448** 457 403**  393**  435%*  468** 527
RES 22 .338**  371* 410 514 478  47r** 498"  .486*  .449* 505  551%*  547**  571**
RES 23 .407**  .398*  .490**  543**  514* 476  .494**  470*  .498**  506**  569**  .611**  591**
RES 24  241** 347  122* A183%  198** 239 229%¢  265%*  267*  218%  .320%*  .268** @ .332%
RES 25  .380**  .370**  .511** 505  .47y5**  .452** 480"  .378* 546 478  .605** . 552**  474**
IWB 1 282%% 277 206 175* 251%% 217 198** 247 208%*  182*%*  241%*  206%*  .266™*
IWB 2 388%*¢ 364**  389*  411%  419*%*  370*  .389* 401 407**  372*  443%  404%*  .435*F
IWB 3 J395%% 438*  419* 475 421%%  404%*  403**  .405% 406 .456**  512%¢  472%* 426%F
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A19197 4.8 LLamﬂ'Wé’mUszﬁwéawﬁmﬁuéawdNmi%’uimsaﬁmaumwﬂ'eNﬁmwiammﬁwsjumﬁm% waENgANTINNITATIIUINNTTY
Tunsvineu (me)
POS 14 POS 15 RES1 RES 2 RES 3 RES 4 RES 5 RES 6 RES 7 RES 8 RES9 RES 10 RES 11

IWB 4 4217 4437 413%* 447 4017 .446** .406** 426 .418** .410%* 512%* .483%* 457
IWB 5 .386™* 366™* 293%* .384%* 403 .439%* .430%** .440** 379%* .349%* 424 .455%* 457
IWB 6 A429%* .A441** .294%** 353 .325%* .3471%** .304%** .428%* .309%** 351 .396** .348%** 414**
IWB 7 4127 4297 .249%* .303%* 3507 SOA 3217 4227 .286%* 297%* 374 .383%* 414%*
IWB 8 .409** 427 .195%* 263%* .351%* .302%* .356** .400** 261%* .253%* .283%* .386** .449%*
IWB 9 .408** .495%* 3017 3127 3637 3717 .391%* .399%* 307 .288** 2927 .400%* 387
IWB 10  .412** .435%* .308** 3427 391% Non((H2= 420 362 413%* .308** 371 .391%* 372%*
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#NINNITTUINTatUaYEAINBIANITHEANEANEUN1TAlA wasngANTIUNITATIAUTANTTY

RES 12 RES 13 RES 14 RES 15 RES 16 RES 17 RES 18 RES 19 RES 20 RES 21 RES 22 RES 23 RES 24
RES 12 1
RES 13 37 1
RES 14 673%% 660 1
RES 15 6317 .698** r64** 1
RES 16 495 489** 566 607 1
RES 17 518 L4767 592%* 596%* 162%* 1
RES 18 S72%* 614 651 666 2% .698** 1
RES 19 581%* .560%* 675" 646™* 687 H7T w9178 1
RES 20 541** 563** 647 636 616 594 135%% .809** 1
RES 21 502%* 486™* 518 496™* 523** 526** .584** .648** .660™* 1
RES 22 .558%* 516 582** 562** 612%% 627 621 .658%* 675% 678% 1
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A1319% 4.8 wansArduUssansanduiusseninnisiuinisatduayuainasdnisieanudangunidnla uasngAnssuni1sasauinnssy
Tun1sviau (sie)

RES 12 RES 13 RES 14 RES 15 RES 16 RES 17 RES 18 RES 19 RES 20 RES 21 RES 22 RES 23 RES 24

RES 23 533** 559 .653%* 641 681 617 679% 656 .663% 637 743 1

RES 24 .383** .343%* .393%* .329%* .348** .322%* .345%* 367 .400** .329%* 357 .398** 1
RES 25 428%* 439 ST S570** 628 607 594 589 561** 489 559 666 431
IWB 1 .303** 229%* 254%% 220 2127 W2STEX .209%* 227%% 211%% 2207 178% 2327 214%%
IWB 2 481 439 456 .395% 4327 435 410% 4317 379%* 378%* 421 430% .205%*
IWB 3 .445% .399%* A444% L4757 478 425%* 449%* 453%* 4417 .365%* 427 486™* 2947
IWB 4 .488* 428%* 480 .498** 454 L478% .458% 481 A421%% 349 426 459 274%
IWB 5 487 446%* .450%* 459%* .350%* .368%* 423%* .442%* 444% .298%* 4027 4207 257%%
IWB 6 A7axx .453%* 392% 407 .450* 406 418% .403** .402% .338%* .418* 471 .249%
IWB 7 S11%* .452%% .399% 373%% 386 381% 423 437 .404%* .288** .350%* 37T .269%*

IWB 8 561% .458** 427 387 327% 397 .405% 404 .428%* 324 376% 397 301
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Tun1svinau (9e)
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#NINNITTUINTatUaYEAINBIANITHEANEANEUN1TAlA wasngANTIUNITATIAUTANTTY

RES 12 RES 13 RES 14 RES 15 RES 16 RES 17 RES 18 RES 19 RES 20 RES 21 RES 22 RES 23 RES 24
IWB 9 505 446 444 .385%% 374X 430 404 454 4227 360 356 413% 270%
IWB 10 .505%* 4327 435% 4147 .368%* 410% 4347 4627 438% 317 409%* 437 .265%*
RES 25 IWB 1 IWB 2 IWB 3 IWB 4 IWB 5 IWB 6 IWB 7 IWB 8 IWB 9 IWB 10
RES 25 1
IWB 1 .118* 1
IWB 2 .381% LTTF 1
IWB 3 478% .342%% ST 1
IWB 4 .500%* 319% 59T 6747 1
IWB 5 A416% 283 53T 621 156 1
IWB 6 3747 .384%* 589%* 616%* .603%* SOz 1
IWB 7 333%* 356 .548** 496 .553%* .580%* JI51%% 1
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YY)

A1319% 4.8 wansArduUssansanduiusseninnisiuinisatduayuainasdnisieanudanguniinla uasngAnssuni1sasauinnssy
Tun1sviau (sie)

RES 25 IWB 1 IWB 2 IWB 3 IWB 4 IWB 5 IWB 6 IWB 7 IWB 8 IWB 9 IWB 10

IWB 8 3037 350%% 514 459" 507* 566 .635%% 709 1

IWB 9 379%  264%  B11% 4897 529"  493%  543%  611%  753% 1

IWB 10 440" 268" 516 532  555%  611% 558 588%F 704" 732% 1
NUNELYA * JsgautlydAnyi .01



uenantuifedsihnisinseianuduiuslusuuuuindsusls wui Anedsves
fuus POS agfiszsiu 3.769 wagildrudoauuinnsgiuegi 0.637 dwsuls RES Trnadsi
4.039 uazdiduidoauuninggiud 0.560 dviufuds IWB flaaded 3.906 uaziidiu
Deosuunnsgiud 0,593 sufsanuduiudszuineinusiaegluszduiiunatsiags
Frusnglumsad 4.9

A15°99 4.9 uansAnafe drnlonuunnsgiu wasAduusEansanduiusvesiouls

Mean SD POS RES IWB
POS 3.769 0.637 1
RES 4.039 0.560 0.648%** 1
IWB 3.906 0.593 0.670%** 0.662%** 1

v v

N o dsgautieddnyi 001

a [ %

1NA15199 4.9 NANITIATILALAAILIMAUDIAMUFURUS AT A UNUIBUUTEII

a SIS v [

Auds Inewuin AauUs RES dardudszd@nsandunusuinegreidediAgiu IWB Nszau

£ v v &

p < .001 wagdnys POS AflmduUssansanduiusuinedeiitedfgy funasauUs RES uay
IWB fisedfu p < .001 Fatu wan1siesesilumsniifundnguiidaauiianudanguna
Inlakarn1ssuinisatvayuanesdnsiavinasengAnssunisasiainnssulunisvininuees
NN

defiansananuduiusvesianusis 3 63 S1uau 6 A \ilen29deuUn12z5
Wunsany (Multicollinearity) wuin fisndudszavdanduiusogsemning 648 s 670 Falaisl

N1 TIVHUATINYTENIRIRUTFRNaluLUUdIaes Iag Tabachnick and Fidell (2001)

ee

na1711 AMETIdURTINAnINA1FUYSEANTandN TS TEnd1eiILUSuAAE A NIAA T

S Y

.90 FulY fatiu NanIFATIzANLALRUSsEIedLUsFune R adulusmutennadlaewwunig

ADAUDIANNNTLATIASS
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Aaudl 3 nsAtasziaudangunsinlalugrusdnysAunanssenineanisiud
nsauayuanasdnIstungAnssunsairauianssulunisienu wieaisiinszidnina
Y2IN155UNTENUAYUAINBIANIIHEAMNEAEUNTnla warngAnsIuN1TasIudanssy
lunsvineu

a 4

ASLUIUNNTIATIENDNTNANIIDBUILINNITNANTUNEUUSLANTLEUN9VDIBNTNE

' '
a

TngsamiiagaAuluniolsl dngendn 0.20 efiednfidngs (Chin, 1998) uanindsiiasde
ieziduate Ae onaiidadoursediaursiiaiisanudenlosseninadudsamgiuiuds
wadwsiely nduihdulsdfunansluunsnsenineiauUsisans udTinsgidninanadeu
ynnuth Svdnaniedeslifivddymieada (Fo veusu H: Bif) = 0) uarduUsransidums
frnanaadu 0 uanyi duusiulifusudsiunans dildediey @o vousu H: Bif) # 0)
wazduUseaniidunisanasudlianasdu 0 (Full mediation) uansindaudsiuduiiuys
funanau1sdan (Partial mediation) LavenafifauysAunatsdudn (uusd W3ozna, 2558)
defansanduuszansavinavesdadunisiuinsaduayuainesdnisisnina
n1Insesenginssunisaieuinnssulunisiinuresyaainsateativayy uningde
wmaluladsiwuana wud1 Arduuszansidunisiidnganin 0.20 uasdved1fynieada
(It]> 2.58, p < .01) (Fnaadiuu fe ArduUsyansidunie dnaadiansluradu fe
1 t-statistics) Iasfinissudmsatiuayuannasdnisannsaneinsainginssumsadauinngsu
Tumshauvesyaansaeativayy uninerdemaluladsuses (R gafla 0.670 dafuin
gunn LesnnAiigandt 0.260 Aideddunasidugs (Cohen,1992) Feasduiie Aduusyans
Wuna weg R gaiuenufuaie enafitlhdoursuszmsiiudaiy Weulesiideiodvznaves
waAnssunisasisuinnssulunisinanuesypaInsatgativayy unningrdemalulag

NVUIAA AILAASIUNINT 4.1

o v o ngAnTIUNITAsIIUInnTIY
N1IIUINIIAUUAUU 0.624 .
v, ’ R — —_— Tunsvieu
NDIANT (16.974) RZ _ 0,670

AN 4.1 BnsnalagsinveanisiuinsatuayuainesAanisdenginssunisaiiauinnssy
Tumsvhenu
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HANITIATIEMLUUANNITIATIESNe Weaunsnladeaiudangunisdnlaseniing
muUsmsiuimsativayuanesdnisaengAnssunisaiauinnssdlunisinaug wui avsna

p %

yM9n5998a1s UM sauayuaINesAnITanaIn SaduuszAnsidunaseninanisivs
nsatuayuIInesdnsiengAnssunsassuinnssulunisiiaiuain 0.624 {Wu 0.387 anas
Uszinaufosas 55.47 wazdmsiifoddgneadd nan1sidouandliiiudn mssuinmsaduayu
NDIANTHBNENadengAnTsUNTas U InNTIUluNTYIL A1LITTANTTULAZUANAIINDS
fifuuil WesnisudsenuBandunsisladusudsdunanaimiifidenen (Transmit)
ansnavesn1siuInsatuayuanedniIsienginssunisasrsudinnssulunisvinauves
yAaINTagatuayy uningrduimalulagsivuena vuneadnudn n1ssuinisaduayuain
asANsasdelymaInsuanangAnssunsasauinnssulunisvihauluseduas mnyeainsi
anudavgunadnlafifrenisivinisatuayuanosdnmslussduimngan nmsdudunsg
AINA1Y AzddraraNangfinssunisasaudnnssulunisiinuessyaainsatsatuayu

NIeaumalulad svisnalduegnain AauanslunIng 4.2

ANNEAMEUNANTA
” R?=0647 N
9 a
S 7,
AP G, ‘o
7 2
9 6o
2 2 N
v v X NORANTTUNITAIN
NNIIVUFNITAUVAYU 0.387 f

—_—|  winnssu Tunsvinenu
R?=0734

INBIANIT (8.755)

AN 4.2 N1TIATIENBNTNAN1INTIUAE N1 0UVRIBNTNAVRIN1TUTNTATUAY AN

aadn1sRengAnssunsasnuinnssulunsinuleelemiugangunidsnladuiuusiunans

navnapuBvEnaNIsen AiEnnsdudaeg1st (Resampling) wuulddy 5,000 %n
nsfnwiadell n ity 355 e msduiegawuuldfuenalduhedidsdeoilifia aanty
lifoyaudazyainszinisannes lagliszyinusnu fMuusdasy uagduusAunans
namnseiarliAdlseantiduns naguuesduyszansidumemudunisiidngfauy s
Aunans LareanaINAIUYTAUNGN LaTAIAILARIALAREULIAT§IU (Standard error, SE)
oghsay 5,000 M udadidunsuuulauunils dwielud ufiduansis 2 uuu gassd 4.10)

WUl 1 meniedenaguduUssavsidunatazAtadeues SE udfuMvAIaia t

a v

uazASEAUTEEIAYOT |t] > 2.00 wansnditedAgyiszau .05
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wuuil 2 thiagamesdilsdviduma amundumsidngiuusdunats waveenan
FuUIAUNAN9SIUIY 5,000 A1 LS BedIRUaInAtieslUMANINN WaIRITAININT9D9AN
wand  @us Percentile 2.5 4 Percentile 97.5 Anaumau 0 to1livelil drnseunqy
0 uanedn naamAkif1931n 0 o szuldIdty 5 Wesidud (uues A38ena, 2558) NAN1S
IATILRBNTNAN9DOUAIY The Model 4 of Hayes (2013) PROCESS macro 3.1 in IBM SPSS
Statistics version 24.0 for Windows \flav3vwaniases inﬂgmaé’wéé’qﬁ

M15197 4.10 HAN1INAADUBNTNAN1ITNEUAUIANNEAgUNITalalugIudwUIAUNAS
5813190135V 5adUAYUIINBIANITHONGANTTUNITATIIUTANTTUNTYIN9Y
1n83% bootstrap

95% ClI
LL UL

LVAUNIS Estimate SE t

POS— RES —IWB 0.237 0.044 5.386 0.149 0.327

91NA1597 4.10 wuidn dawpudangunisialaidumudswladuiionndoule
wlsn1sfuinisaduayuainesAanisdenginssunisadisuinnssulunisvineu nuanis
AATIEA MU Wakiuaudangun1edalaseninedadenissuinisatuayuainesdnissie

woAnssuNsasuinnssulunsvininu dawaldardudszansidunsanasnmuduegiewin

o w

wagillonaaeulud1Ayvesdnsnanisaunalslasunisatduanuiiedayatausedng
(1151991 4.10) WU LdnSwan1eweu 1 wdu ddudAynieada (p < .001) wansirnuaudRves
MuUsnsTuinisatiuayuanesinsisidiasliunuinddguindenginssunisasiewinnssy

lun19viau wanasauainsnypaInsianudangunisdnlannaviisliyaainsaiunse

Usuasunseusumlimdiduaniunisalaieg lheg195iai37 wazteliyaainsisaudias

v A

Waupwedldogering muudaludddgyiazfesiiansan WeodsuaiimgAnssunisadng
winnssulumsianuwesyransiueuiam
AN TITeasuladn nmssuinsaduayuainesdnsidnsnanimsswiengingsy

n1sasreudanssulunisiiauvesyaainsateaivayy umingrqemaluladsivueng

o v a

ag el Ayneadid mndnsduaSunazaieliyaainsiinaiutianguniadnla agvinli

yransianIssuiwazUudilaeg1asingy Wiensedunisiuinsatuauuainesdnisia

]

'
a

897U FedmadonisuansoantangAnssulunisadrsuinnssulunisyinnunfsnesdnis
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unil 5
A3UNaN13338 N150AUTIEHEA LazUalauaLUL

v oy '
v A Aaa a

Ingrinusasailfinwiies “mnudavgunisinlalugiugdudsdunansiiiavina
sEnianssuinsatiuanuanesnsiagnginssunsasauinnsslunsvihuesyaaing
awatfuayu wninerdemaluladsisusaa wadaminaianas” Tfnquszasdded
(1) wleAnwdninaniansavesnisiuinisativayuainesdnisiiiinaiengfinssunisaiig
uinnssulunsiau (2) iefinwdnsnanisdenvesnsiuimsaivayuainesdnsiiinase
neAnssun1sasiauinnssulunisvieu lnefiaudangunisdnlavesyrainsidusiuls
funans Uszansitldlunisifendad Toud yaannsaneaiivayu wninerdomeluladsivmea
wadarinniAnan fIdemvuavuanguiegtlagligns Yamane (1973) lavuianguéieg
Sruausitedu 355 faeg1e Tan1sdudiesauuunlstugl (Stratified Sampling) Fe33naiftey
dpdrunusaaUszrng ntuiduuUABUa NI UNIBIAANBIUTTNUYARRTDIARE
uANeIds LazvomewATIEdsemienungluiiyaansaeatuayy lngldisnng
@onauALgzAIn (Convenience Sampling)

Fudsildlunmsisonsaiiinomn 3 fuds sl Fudsdu (Independent Variables)
§uA Yadonisiuinisatuayuainesdnis faudsAunats (Mediator Variable) leiu
ANNEANEUN19TALY wazAaLUIRIY (Dependent Variable) laln wginssunisasieuinnssy
Tumsvinu wndesileflldlunsidundstl Ao uuvasunu wiseondiu 2 meu Fefidulsmumu
2550un59w udefiAeades wasfuussiauLuLas TN NAsn1s Tnidediae
Anwineunth Suusznoulufe neudl 1 LuvasuamTomamluvenouLIUABUAN AOUT
2 puuasun1unsTuInTatuayuINeIAn1s audangun1ednla LagngAnssunisaiig

1%

uinnssulunisinieu manmageuanuiswmsadademilaedidevgsium 3 viw fadug
fanuianuausakasiuszaun1sallun ungAngsuesanis n13IAN1T NMINRILIMINGINS
uyud wazmsinuarUsuifiuna Wiemaduiasaonadesszninadedanuiuiemufiing
naagUarfsiianuaenndesvasdosiouluuuauamegEning 0.60 89 1 ndsantuth
wuvasuaalunaassldfuusrnnsildlinguieudddnvaylndiAsstudmau 30 au
idlodiaszsidanuideiulasmArduyszAniues Cronbach (Cronbach’s Coefficient of

Alpha) Nan153ATIEALAAIAMULTDIUYBIMUUABUAIUVIIYAWNAY 0.974



AUASIgaNyYsal (convergent validity) ¥9911RSTNQNATIVABUAULUIAN VDS
Fornell and Larcker (1981) n153tAs1esiasAUsenausdedudutiunisnsiaaeauninunsads
Tnssa$s (Construct validity) vosesdusznaunsarfuUsieglulunaindussdlszneud
whTnunguiiazunaaifesmnsaaeuiudeyailasedny lasfinnsan madninszdu
AUEBAAADY LALA AERRlAdWAIS (x2) ANlAdLAISENRNS (x2/df) ArnailinssRAualng
naundu (GFI) Aradinseiuaunaunidufiusuningl (AGF) Ardadsnsdumuaonadas
naunduIouiioy (CFI) Adrdsinidsdesedvaaude (SRMR) Asinvesaadeids

doawasnruaanadsulagUszann (RVMSEA) (Kline, 2015) #1974 3.2 LAAIAINITIAAITUAT

v
1 o o/ [

yaalassaiudazdadeniun@nyl Fuwansarmiinesdusenauunsgiu (Standardized

1%
1 o C% (3 IS

factor loading) MnTetensamuUsdunalaiaminesdusenauiivuialng (> 0.50) uazdl
Sodrddl p < .05 Fdudomarurinunsinnuduiusodaiveddynieldlaseadie
gl

AZLUUATIVABUAIUTBTUTINVOIFIRUTAS (Composite reliability: CR) wag
AadsAuuUsUTIUTafnld (Average Variance Extracted: AVE) gndnuiauitennaaudiniy
Anuvdedelaseains (Fomell and Larcker, 1981) tilefinnsanunsinuazlnseainaves
Tuaa mstadifuinean dauanslunmss 3.2 mnudesiusiuvosianususa (CR) deazuuu
T¥MI19 0.917 9 0.965 dm3uNNTIeFUUT wazildmnni 0.7 Fawanainfinnaudesiuly
sEAUR dauedsanunysusIuiiadald (AVE) Sidiazuuusening 0.529 e 0.532 Fafld1ge
ndunausiisisualy (AVE > 0.50) fedudsaguldilassadammguinaaauaninuandina
Ininenitvonsuls

nseseiteyautseani@u 3 nou lud neufl 1 msdiasgenadfidesiuvos
ngufleguAziILUIF LA I UAST U N saTUaYUINBIAN1ST AuDanguniadale
LagNgRnTsINTasILIRnssRlunseY neufl 2 Msiesigianuduiusseninsiiuusnis
Fuinisatduanuanesdnis auganguniednla wasnginssunisasauinnssalunisiau
poufl 3 mylnnzianuBaveunedslalugiusfuysdunanssznitanssuimsatiuayuain
psfnsfunginssunisaseutanssulunisvioy wiewidiemeidninananswazmadon
Y9I UINTFUINTATUaUAINBIANT SN AnssuNsas e innssulunsinau Tnedasiu

£%
v a

anudangunisdala Ineldlusunsudniaguneada vagunanisidulanadl
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5.1 a@3Unan1side
MsideiFes anudandumadslalugiusduusdunansiidvinaszninanisiuinig
atuayuInesAnIskaznganssunisaieuinnssulunisviinuvesyrainsalsaivayy
unIngdemaluladsvuena wadiwinnianais §Ivevetauenanisidelaeudseandy
3 poudiil
poufl 1 Mademsiaadfilosiuvasnguditesauasiunsdanald wissenidu

2 dou leun

drufl 1 wemPenesicadfdowiuinfudeyamluvesnduiaenaiildly
QR RIGER ARG

ngusegeililuns@nwidusnidumandgs (68.45%) uazvdoiduine
¥ (31.55%) Liefiansananntrsengnuitgiulnajeglungueny 31 9 - 40 Y (35.21%)
sesasnilongsening 417 - 50 T (27.89%) 91gi1nd1 30 T (22.25%) uazifosdigaiient
51 B4uly (14.65%) Inefnouuvuasuniudiuannianiuglan (56.06%) audiganiunin
ausa (41.69%) wavaniurdumiied (2.25%) lnsassluaivdruiinisinuisedusyains
(75.21%) wazindeilszdunis@nwigandiuTygins (24.79%) nqudaegiediuuind
Usraumsalumsufofeunnndt 6 Pauly (61.97%) sesaaniivszaunisaflunsujifou
37 -6 (17.46%) Uszaunisadlunsuumenu 1 ¥ - 3 U (15.21%) uaziiuszaunisally
nsufURnutesndt 1 U (5.36%) mua1su

dufl 2 nansinseiteyavesfiudsdaunalivesnisfuinisatuayuain
BIANTIFBANUEANELUNNARLA LagngRnsunIsasewinnssulunsvinenuy

Aradnestudmiudadnunisiuinsatuayuannesdnsnuit faudsi
4 s fienazuuuadelaeninsimegluseduas (X = 3.77, SD = 0.64) wazilefiansansiody
wuin sgdunsuimsatiuayuanesdnisluyndiu darazuuuadueglusziugs lnosunis
atfuayuanileudinny danadegaiian (€ = 3.95, SD = 0.69) s9sanfe funsatuayy
n¥NeINTALTREINe (X = 3.75, SD = 0.75) AunsatuayuangUedulyn (X = 3.74,
SD = 0.78) WAgAUNTATUALUIAINGIANT (X = 3.63, SD = 0.82) Anulafu

duaradfidesdureswinuusanuBaneumsdnlanuin faudsia 5 d1u den
azuuuadslasnmImeglusyfugs (X = 4.04, SD = 0.56) waziilefarsansefmunuinniy

anejunednlalunnatu danpzuuuaiveyluseauas lnamuanuaiunsadiuuana IA1eie

Py —_

&
gaflan (X = 4.15, SD = 0.59) s84a¢u1f0 Aun1sgousunIsiUisuLyas (X = 4.09,
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SD = 0.64) frumnuannsalunsmuANALLEY (X = 4.08, SD = 0.65) suauidesivlunules

a a Ia

(X = 3.93, SD = 0.64) wagaudnsnanadnla (X = 3.75, SD = 0.80) AUAHU

[
=] ¥

AatfUowureIfLlIngfinssunisaseuinnssulunisinanunudn fauds
i1 4 fu Tenazuuuaislnenmsmeglusydugs (€ = 3.91, SD = 0.59) uandlofiansanse
sfunuimginssunisaiieuinnssulunissinenu luyndudidazuuuedesgluszdug
Tnsfrunisneiinanudniidedegsiian (X = 4.00, SD = 0.66) s93asunfAe funs¥ilH
auAnIuiiseniu (X = 3.93, SD = 0.72) funsiianudnasgnisuion (X = 3.86,
SD = 0.72) WagAUNITANTINAUMAIUAR (X = 3.82, SD = 0.72) MUa1eu

pauil 2 MmAnTEiAIRuTuS sEdnsiauUsdanaldviietiadnuuasiauUsusdly
WUUINABINITTUSNTANUAYUIINBIANTTABANUEANE UN19TATY uazwgRnTIUNITaEIN
winnssulumsvineu

HaNTIATIERANFuTUS SNl UsALnalaluluudnasinIssuinsatuayy
3MNBIANITABANEANGUN19TAla wasngAnssunisadieudnnssulunisinaunuin
JaderamuadiiduusyAnsanduiusseming 118 s 822

MNRITUINANITIATIZRANFIT LS T sFud sdannie 50 Fauusly
LUUT1804895NAY0INTTUINTATUALUAINBIANTTABAUEANEUNITALY LasngRinTsuns

v o 6 1

afauinnssulunisiaunud Aduussansandunussening 50 dauls dvavun 1,225 @

'
o

fAegTering 1118 D4 .822 HanudunusiueeeltvdAgyfszau .01 waz .05

Slofarsanaudistusyasiaundsia 3§ $1u2u 6 ¢ Wlensadeuamizindunss
wy (Multicollinearity) wui1 fienduuszansavduiuogszning 648 fis 670 Falaifinnnzsam
unsanysenieinlsdunalukuudtass Iaeg Tabachnick and Fidell (2001) na1331 A1y
Sdunssmyiinanadissindanduiudseniniaulsuiesaiidadaue .90 Tuly dady

NANNTIATIEALFURUS ST sduna I uduluaudannaudaefun1sanAvesaunis

JEERGERR

14

AU 3 MsAATIERANEandundalalugiusdiuusaunaneszndnenisiusi

v

NNFEUUAYUAINDIANITAUNGANTTUNITAF1 U TNNTTHTUNT919IU WauNIdLAT1LidnsHa
vaIn133uinsativayuanasinsreaudandunidnla uaswginssunisasiauinngsy

Tun1svneu

a [y

ASLUIUNISTIATIZIDNTNANIIDDUILYINNITNINSUNFUUSLENTLEUNI9VDIBNENE

a1

lngsaudargaiulunselal d13A1gendn 0.20 Fediedndanas (Chin, 1998) wansindanasdy
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U9ziluass Ae onafilfadeunsedraulsdasnsnnudenlesseninaduusanmguiinys
Haansteld 9 ntutduUIAUNa1unInlUTEnIeRIuUInEee WaIIATIEIBVENANI9DaY
winnud dndnansdeuldfidedAynieada @e vousu H: Bif) = 0) wazduuszansiduna

o

frnanaadu 0 wansi Fuustulddusudsdunans dilded ey @eo veudu H: Bif) = 0)
warduszAvdidunisanasualianaady 0 (Full mediation) wansindaudsiuduinys
Aunanau1sdn (Partial mediation) uazenadifuysAunatsdudn (uusd W3ozna, 2558)
defansanduuszanssnsnavestiadonisiuinisatuayuainesdnisisnina
N9ATIRONGANTTUNITAT1IWIRNTTUTUNITNIUYBIYABINTABATUAYY UN1INEIRY
wmaluladsivusna wudn arduuszansidunisiiangandn 0.20 wagdded1Aymieada
(Jt|> 2.58, p < .01) (Faiaadavy Ae ArduUsyansidunis daaadiancluindu fe
fn t-statistics) Inefinssuinsatfuayuainesdnsannsaneinsalnginssunisaiiuianssa
Tumshauresyrannsansatuayy winerdomaluladswueaa (R geils 0.670 Fatfuin
gann LilesannAniigendn 0.260 ﬁﬁa’j%ﬁummsﬁ%ugq (Cohen, 1992)
ideunsniladoaudangumsinlaszuinedhulsmsivinisatuayuainesdnisse
NOANIIUNITAT1UIANTINIUNTYINIL WU BNTNANIIMTIVBINITTUINITATUAYUIIN
psfmIanasnn Tadulsyanidumsssninnisiuinisatuayuainesdnmstengfingsunis
asuinnssulunisieiuain 0.624 Wu 0.387 anasuszanuievas 55.47 uavdemsiiiedfy
9adf nan1sITenansliiiudn n1ssuinisatuayuainesdnistdvsnadengfnssunisaing
unnssalunisvhan punssunssuigaiumiuei Adudull esniifuusanudendu
ysdalafusudsdunarsimiiisnenes (Transmit) 3nSnavesnisuinisaduayuain
a9ANITAeNgANTTUNITAaTuTanssulun1siIIuveIuAaINTateatiuayY un1INeIdy
walulagsvung nugaIndn N135uin1satvayuInesdn1sazrgliynaInsuans
wAnssunsaauinnsslunshadlussiugs mnyrainsiimudangumdslaifsents
Su¥nmsaduayuanesdnislussiuiivangan masudunmsdngn wdsarenangAinssuns

aseudnnssulunisvhawresyaansaeativayu univetdomalulagsivusaadusgiwin
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5.2 n15anUsIeNanisivg

¥

NNsANYITaIANEavgumadnlalugiueiulsAunaaniisvninaseninmsius

Y

nsatuayuanNesAnIshagngAnssunsadiuinnssulunisinuresunansangaiuayy
wyInedemalulagsvuena Ladminnanane @aunsaefuenansItenNingUsase
933 dedl

5.2.1 wan1sAnw13Nswan1ansevanisiunisatuayuainasdnisitinane
waAnssuNsaseudanssulunsinuvesyAaInsagatuayy anIngraemalulagsny

CY L3

13Aa 1WATINIAN1ANAI AudRgUsTasd nudn N13TuinsatuauuaINesAnIsiansna

[y

IR TIsangAnssunsassuinnssulunisvinueglidedAgNsedu .01 awnsaeduielein
nssuinisatuayuainesinisiedutadedidgyvesesdnis Tdudrendnduliymainsiin
ANUTINElaRBaIANTT naondudiNaion1sUfURUYBIYAaINT (Zinta & Wayne, 2008) way

v 1

fagpiinauyniufestnnis ibiyaainsianitmuiududiunidunistuindeusidnis

o Ne

dnfinuAuwaglasuniseansuainesdnistigandayviviseguassalun1sudfau Wiuainy

e 2

fean1snsegluadnisuazansniinisatoen eyaainssuilatanisatuayuainesdnns
lidezdubesmesmsidsumsativayuandiadutyn dWousmau viensneinsiiiiosmwe
ninls agdanadionisuanseaniangAnssunsasnuinnssulumsihaudainesyaaing
Ny

AetiuyAansniuslatansatuanuInednnis Arendeunazatuayunszuiunis

Y

[
a v v 1 [y

yhaunelussdnsliiiussavsamanded Snvladstasensedunisursdiuressdnsgaes
analadnaig 89AN1IIAITATENUNTINTISALASHATUaYuYAaINTvaInulilaTUN1TaUTY
iWeorfinguauinuansa disndssandldlunisujiian dsaoandesfuiseiiendu
ANNENTUSTENININTSUIMsativayuatnaAnIshas g Anssunsaseuinnssulunisinau
MA1891U817U  Zhang, Song, Tsui and Fu (2018) nu3n1s5u3n1satiuayuainesAnise
ANANAUS UL TIUINAUNANTINNITAT19IRIRNTTUTUNIT19IUVD9I91IT U LBULRIAY
Carmeli, Gelbard and Reiter-Palmon (2010) wudwmﬁ%’uimﬁaﬁuawmﬂaqr’?mﬁ
finnuduiusluduindungfinssunisasisudnnssulunisiauvesmtdnaueidasiealuy
MusawRelInu Afsar, Masood and Umrani (2019) ‘Winf']ms%’uimiaﬂuauumﬂaﬂﬁmsﬁuﬁ
anuduiuslulguiniunisasisanuaaaiieassanaznisildguidivesnineuyid
Unitannu uenantudsdimfinuideiannuduiusludainssnitanssunisatiuayuain

peAn3iuddeeneT Ineg ARTUN (2556) wazunsyila (2563) wuil nsfuinisatuayuain
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aainsanEnsavibindnonuausauiRnuldegaiuazivszdansamdulumudivuneaes
93AN3 SudzdmaseviruARNAvesyAaNsTiTiionuLarNanTU RN uaziinnusaniiy
Taflglinnusuilefuasdnis wazwwiientu Na-Nan, Jounetrakul and Dhienhirun (2018)
fiszyin Woynainsiudtssatuayuainesdnis salufsnsdavmnineinseneg aueam
azaneg1folio WanlwazLanseonianisuiunisiiauiifinnuufinvevuiniy
dwalivamsufiRnuiiooniniiuszavsnmundedu Snvianuiduues Rhoades &
Eisenberger (2002) wuin nsiuinsatiuayuainesdnsiiendesfuanuislavesniinaui
sildusnlunsuansoonianginssunsiuandniifveesdnig defeduguuvunilesnis
LLamaaﬂﬁuaﬂmﬁamﬂmamﬁﬂﬁﬁamu

5.2.2 Han1sANI3NENaN1edauveanisFuinisatuayuainesdnisiiinasie
waAnssuNsaseudanssulunsinuvesyaaInsagatuayl anIngraemalulagsny
wna wadwianianans Tnefiaudandunisdnlavasyrainsidudauusaunans vdsen

a1

yaaeudnsnaneassluudatu fdadulsyAniidunisvesduinagnit 0.20 Felednfidng
(Chin, 1998) ua@n1I1 mﬁ]ﬁ{]ﬁamaaﬂwLLméha%’NmmL%miaqismiwﬁuLLiJsmme‘TUéh
wdsnadndienly anduthdulsdunarsunsnluseninefuysisaes udriinseidnina
998N YINNUIn Bvawamedeuliiitdudfyneadia (Fie sousu H: B; B, = 0) wazduUszans
Eunadidanaadu 0 wanedn sanusiuldiduiudsdunans drildeddny (Ao veudu
H: B; B; # 0) LazdUsyansidunisanasuslilanasdu 0 (full mediation) wansinfaudsdu
JushuusAunatsunsdau (Partial mediation) tarenaiidiudsiunansdusn (wuns Wsueng,
2558)

FJaunsnfafeanudanguniadalasenitaiuusmssuimsaduayuainesdnisee
WeAnsIUN1TaTIuIRnTsHlunN13vINIL wudn BNSNan19nsIveInNITTUINITATUAYUAIN
p9AnITanawn fenduUsyAvidunsseninmsuinsativayuainesdnsdongAinssuns
a¥1auinnssulunisiauain 0.624 10y 0.387 wazdsasiiuddgynieada Wulumungud
198U wandliiiud nssudnisauayuainesrnistidninanenginssunisadauinnssuly
NNM19U AILITIUNTIUUAFUNUAIINDT il \esnfifuusaudangunaisla
HushuusAunansiminiidnenen (Transmit) 3ndwavesnissuinisatuayuainesdnisde
nANsTUNITas U InnssulunsiauvesyAaInsavatuayy unIngtaumalulagsvuees
MNEANIT N3FUINTETUAYUIINBIANITIEtIE YRR INSHARINgRANTINNTAT AU IRNTTY
Tunsiauanndetu iedidulsanuBavgunisdalamndunats Wosanduusdunans

Mnthidsiiuseninedindsanvguagainlsnadns ieldeiureaiiuduiusiinisiul
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n1satvayuInesrn1snivsednsninitdwmadenginssulunisadrsudnnssulunisriieu
a3y navfe MNuAAINSSUItanIsatuayuaInesAansluseauiigs IuteuAaInsiing

gangunadnlang agviliueainsiinnisieuiuazarunsausumlatuaniunisalingg 1919

'
=

Andu Nslumefiduazianireldognesnss dmasenisiseus fzimuinueanazannids

a a

Tudde) Wwwngaelunmsiauinas asrsuinnssulunisiaulidussd@nsamannde@u ieing

peAnsAlUtam Fegenadesiu Siebert (1996) Mina131397 JfiAuEangun1esiu

Y

1Y

a1suniuazdnla azanunsaUiumilaegnesansa (Adapt Quickly) lagldddndnuddlunuios

finsgausuiuonuesaroiulunuedas FaseuinnuszaunisaliaslaRana1nuedniLes

o
v v A

snadaiivinuglunisundesnuiesanmgnisalduiaifenseunsimuinazUSuusanuedia

D

Re

Juogiane uazdaenndesriu Connor and Davidson (2003) inAudaneuniadnlaiiu
NTLUIUNITANNAINITAAIUYAARTIAINITABANUADANNLATEA UATA1TBONTUAITIDL
Waguwlasld annsauduinndgmivieguassaidanludin wazdanisusludutgm
wianduld annsadundaeanuduudanieludle Uud veusuniauisuauazainn
Teinsioldla

MNMINUMILITIANTINvRIIMEAnuNsIala nud Wutadudiuyanaiitinen
ANNENINTalUNISIS B U v UTUAN Snitdafuamnuanansofimuaulfusudazyana S
wsaudangumsisladiuionaasuanuduiussutuiladonisiuinisatuayuain
asANTsuasngAnssuluntsaudanssulunisine swlvfesfinwunumuesanudangu
madelalugrugdudsdunans wudr Seuisevansturiinisinuaiubangunsdaladugh
WUsAUNaNIANENTLSsEnd19dlads9 91U Yu, Jiang, Chen, Liu and Zhou (2018)
uag Abualrub and Alghamdi (2012) wuin Armdavegunisisladudonardluauduiug
sminanuaIoaaInuLazanuianelalunuvesynaing Jsaenndesfiunuiteves
Jangsiriwattana (2021) ivhmsnwianuduiusssninansivinsatuayuainesdnisuas
AugnuYesyaans tnefinudangunisdnladusiuusiunats wuin arwdangums
Inladusmnansanuduiuduasmnudangunsislavesypainsiiunuméddglunisasnning
ynLYBIYAATNTIVETEY uag Zhang, Xu, Li and Gong (2021) Anwnieafunavesnissugnig
atduayuanesdnisdealnmvilesdrvesngiuriaiulutianisszuiaves COVID-19
Tnefindangumadalafusuusdunats wuin msdudnisatduayuainesdnig ansaan
anunilosdmiadnla/snanie/ensualveanguiald TaesiusudsdunatsueanauBeangu
§m71y’\1 Caniéls, Hatak, Kuijpers and de Weerd-Nederhof (2022) 1avinn1sANEaNwULYD

AugangunnszaungAnssumsasiuinnssluniinunuit anuasnsalunsiuiledenis
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WasuuUasazraaminowiluiiwesudazsyaaiumanadifyivinlivarsaune e
a$3 wazUiudsenwegsendenszuauns waAnsUuuulndglunsinen Snisdae
atvayuliesAnisysdainudnsa wuheaiuanuideves Tugade and Fredrickson (2004)
wui1 yanaiviazuuudtuaudanguligaiuuildufasdensualideuanuinningad
AuBangusn wazannsilugiannmgnisalludsaulfiiind uag Luthans and Youssef
(2004) WU UM ARANeGssiennudangunisiale Wuiussnouniavesauduius

FavnfifisenansufiRnusazenuduegifvesypains

5.3 N15Uszenaldn1anged)
namsianginandliiiunasiusuinnudangunsdaladuiudsiunanssening
nssunsatduayuiinesdnsasnginssunisaireutanssulunisiieu sansideadsd
aenndostuLLIAaNg ] wazenAdunounth e1fiiu nguinisuanitdsunisdaau (Social
Exchange Theory) ann1sanwilusinnginin Wunisnseviiivhdennudalevests 2 dae
finnavtainagldsunauselovisntu Sumaidelundsidusuliituin nsflypainsiaa
Juegluosdinsiia Idfunstiemdevieativayuaniiousiuau iewdyiulgmelassa
Tumsvien sunsildsunisatuayuainesdnislidasdunsnensfildlunsufiad

(YY)

Wigeawe wsen1shasunisendesanyuedulaen asdwmalvyaainsianieandanginssy

Y

Tudsuan wWemninivildfimsatduayuainesdinisvesnu Weatuayunszuiunsiauls
ﬁﬂszﬁw%mwmﬂﬁﬁuLLazmmsaﬁﬂUzjﬁﬂuﬂaLLazwqaﬂimL%qmﬂ sudeauianalagy
ANUENITUlLY wagkan15U TR (Rhoades & Eisenberger, 2002)
uananiinisifenseiduandiiftuitnuangunisinla (udenarsauduiug
sENIeNsiuin1satiuayuaInesanITkazngAnssunsaseudnnssulunisviinu ngang
FumNaIIadIuyARAYARINIEREULLUABUAMaENE e WU TR RTgaynade Taidn
wadnsazoonunegsls foidurimuadludeuinvespouuuuaeuniy Jeafuayuuunaniing
1 yransifienudangumsinlasatimnundeuianilunisiuiietuaraneien emumnden
wardyniguassasing o fiAnTy naensuamnsausuFLdfuaatunsalidsundalda
msitelundstiaenadesivamuisenounihfuandiiiy mnuddyesanuiavgumaielaly

NSUARIBANANNEANTINTIVINYDIYARAINT (Luthans, Youssef & Avolio, 2007)
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a £y =

dnvangufveamginssunisasauinnssulun1sinaues De Jong and Den Hartong
(2010) Twvsesduszneveendy 4 fu wuiwmansideluadsididulumungud Semadwsiils
ogluszAuiigs Tumuieainuin yaansliauauleduiymudeguassalunisufoe
wagnFouuarsmlenafiaz U ssiamnszuunsuoRnumeuinnssuviedsnisminy
Tyl niousdianunssiiotesufasndniulinuAnmaniulviasgnisufoRnuess e

UszanSnmuaziiluganudniomudmuneveasdnis

5.4 nsUsEenalin1eufun

v

HUSINIV0IIAN1sansaldnan1sideluasillosuisnsfianginssunsaieuinn gy

Y

Vo a

Tumsvieuitlasusvsnainainnissuinisatuayuanesdiniskasaugavg unndnlalaeded

v v
a (% (3

UsgdnSnw vatlusmsseiugaetesdinisvsegnsuiaveulunisiiduguainesfivyaaing

Y

YV 2 U

°o & v a o Y a Y} A 2 Yo A v a
"U']LTJUG]EN@Jﬂ']iWGlJu’]&JjUiVi'ﬁIunﬂigﬂU LNDNAS ‘Vii"ﬂﬂﬂ'ﬁL‘U‘UN‘Uﬂﬂ‘U‘UQJJSU']V]I@‘UE)E)NE)'W SUQIPMRY

Y Y
[

Dusssun uazudmsnunuvdnsssiniuia wieuvadalenabiyrainsvemulduaninnufauiu
agnlidaszuazduasuliyransiadlonalunisiaudneninveinues donndediuwIfnued
Fisenberger, Huntington, Hutchison and Sowa (1986) Na1331 83An15As WM satiuayuyAaing
eduaSurimuafuaznginssuludsuin lasamenslinsaduayulssaning sulufenns
atfuayunaiiuensual Mugunsalvideiniessmnsauazmniumsviie waglvinsatuayy
Frudeya deiuasdnsnslieuddgronsduaiuuaraduayuyaainsvowu Tild¥uns
fiaunlugUuuusineg lidasdumsiisanumeiumsufiinudeiiiunnuimaninvean
Tnefimsdsypanadrsumsiamlumstindssaunsaindnienslulssmauagis s
wiousdaliyaansldsuniseunilinusifeatunsaisassdnasidonasutansali
dielilumsiannnuvesn sulufsnsativayue Unsaisneauayaniumsyianuiviuase
SnvadaliiimsUssduuasliatainisudynainsesnamnzan
nan1sitendaduandliifiuinanuBandunsdaladudnuistiafed davinas

ngRnssumsasneutansalumsviiny fadufuimmosesdnmsiidufesduaiuuazativayuly
BewasnnuBaveumadnlaliuayaanns sensiammstinousuiieliyaanaiinanudemey
madsle sudsmsdanasgdaiieliynannsiiawginssiluBsuindensuansesnisngingsunis
asneuinnssulunisvine wasddiodunssulieduanuesen arunnden visegUassatunis
UfjURau (Luthans, Youssef & Avolio, 2007 ; Youssef & Luthans, 2007) Fetiunsdaasy

annwindexlumsuiinu elitinanutavguneluislavesyeaing Yienseiuliyaaing
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Yo angAnssUluluInfiuanwaasrniswarn1sUuRny BnnsuanseandangAnssunis
asneuinnssulunsviiauid Fwsdiludmauusssavsnmmnsiinusasanunsoutetulaly

UIAR

5.5 desinvainsiteuaseuideiifeatadduauinn

msiteluadaiifdeditavaratsznis Ihud Ysenisusn msdnuiideluadsiandn
msfnvifssmivendemaluladssuses wadsrinnianans S 5 widudsemalnewiny
Feosriamuanusariluremansideluuiundug myideluempnmsayadeumuduiug
JEINNTFUINTATUAYUAINGIANTT ANUEANEUNITAlY wavnginssuntsasiauinnssy
Tumsvihau TuanmwndeuvdeTausssudun Wad Weiumuudunswomansinui
FunulFodedivszAnBamanndeiu wagBnUsznisie maltedudnuugesnisfinwuuy
mesinsdsfnmuansalunseysnudsanvg Humsinwifissasalanamilaviidy
ﬁQﬁ?umiﬁmiﬁﬂm’LuizazsmLﬁamnaaummé’mﬁuﬁﬁma’]m@izwj'mmi%’ui’miaﬁuaqumﬂ
99AT AnuBaviguvnadnla wasngRnssunsasreuiansnilumsiu Weareaeulilduans
Aingifundetiotaty gavhenmsAnuldinasnisnenuresmuies deenaegnieldendfifis
Usrsouvmadsan maiselueuianmsliisoulumsiangfnssunmsaiiaianssalunmsyinny wu
msdaunangAnssmseteyaassdvsnime e

Tneuuds madfeluedsilideyaiadniifinnrnioiutlaforidaddumnfinsslunis
afuinnssulunsyinuvesyrainsatgatuayy avningrdemalulagsnvueng 1wedwia
A1ANANN NaMTITBandiiuINesAnsRne eashinsatuayuypansiarduasunud aneu
me3nla eaddliyaainsiianginssunisadeuinnsslunsiie midelusuanais
AFIVAOUANUA LU TENTNNTTUINTATUALUINGIANTS ALEAnguMNAnla uasngRnsTy
msadeutanssulunsvhouluiiundus Tneldeenwuunisiinuluszezen sudinslduinsia
Buq diewSuadennuudwnswazanuudeliiules
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In today's dynamic and competitive business landscape, innovation plays a
pivotal role in driving organizational success. Central to this process is the
concept of innovative work behavior (IWB), which holds significant
importance in generating and implementing novel ideas, processes, and
products. Extensive research has consistently underscored a positive
association between innovation and IWB. Two key factors influencing IWB
are perceived organizational support (POS) and resilience (RES). POS
encompasses employees' perceptions of the organization's support and care,
while RES reflects their capacity to adapt and recover in the face of
challenges. This study delves into the interconnections among perceived
organizational support, resilience, and IWB, with a specific focus on
investigating the mediating role of resilience. To unravel these relationships,
a comprehensive survey was conducted, involving 355 support staff
members at Rajamangala University of Technology in Thailand. Utilizing the
Process macro for SPSS, the gathered data was meticulously analyzed. The
results shed light on positive correlations between perceived organizational
support, resilience, and IWB. Furthermore, the study successfully highlights
the significant mediating effect of resilience in the relationship between
perceived organizational support and IWB. The contributions of this research
are twofold: firstly, it emphasizes the pivotal role of resilience as a mediator
among support staff within a university setting. Secondly, the findings
underscore the importance of cultivating supportive and resilient work
environments to foster and encourage IWB among employees. However,
while this study provides valuable insights, it is essential to expand the scope
of research in the future. Exploring various employee types and
organizations would enhance the wider applicability of the conclusions
drawn here. In conclusion, this investigation provides a deeper
understanding of the intricate connections between perceived organizational
support, resilience, and innovative work behavior. It underscores the
importance of building supportive and resilient workplace cultures, which
can serve as catalysts for driving innovation and organizational success.

© 2023 The Authors. Published by IASE. This is an open access article under the CC
BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/).

1. Introduction

processes, and products that possess both novelty
and utility, thereby contributing substantially to the

In contemporary discourse, innovation stands
prominently acknowledged as a paramount catalyst
for organizational triumph, and at the core of this
transformative process lies the pivotal construct of
innovative work behavior (IWB). IWB denotes the
vital willingness and aptitude of an employee to
conceive and actualize groundbreaking ideas,
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organization's advancement. Through extensive
research, an enduring and corroborated correlation
between innovation and innovative work behavior
has come to the fore. For example, a study by
Messmann et al. (2022) found that innovation is
positively related to employees' innovative work
behavior. The study found that when employees
perceive their organization as being innovative, they
are more likely to engage in innovative work
behavior themselves. IWB is a significant predictor
of organizational success related to increased job
satisfaction, job performance, and organizational
commitment (Scott and Bruce, 1994). Therefore,
organizations need to understand the factors that
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promote IWB among employees. IWB is crucial for
organizations because it enables them to adapt to
changes in the environment and gain a competitive
advantage (West and Farr, 1990). IWB can be seen in
various forms, such as developing new products,
improving existing products, introducing new
processes, and finding new ways to solve problems
(De Jong and Den Hartog, 2007). Employees who
exhibit IWB are more likely to have a positive impact
on organizational performance and productivity
(Shalley et al., 2004). Therefore, organizations need
to promote a culture that encourages IWB among
employees.

Perceived organizational support (POS) is
positively related to innovative work behavior
because it leads to increased motivation, job
satisfaction, and a higher willingness to take risks
and experiment with new ideas. Organizational
support for creativity, such as providing training and
resources, can also increase employees' innovative
work behavior. POS is employees’ perceptions of the
extent to which the organization values their
contributions and cares about their well-being
(Eisenberger et al., 1986), and it has been found to
be a significant predictor of IWB (Carmeli and Gittell,
2009). When employees recognize that their
organization values and supports their efforts, they
are more likely to engage in behaviors that benefit
the organization, such as IWB. Furthermore,
employees with high POS are more likely to
experience positive emotions and job satisfaction,
which can increase their motivation to engage in
IWB (Eisenberger et al, 1997). Therefore,
organizations need to create supportive work
environments that value their employees’
contributions and well-being to promote [WB.

Resilience (RES) is the singular variable that is
intricately linked to innovative work behavior.
Substantial research findings consistently
demonstrate a favorable correlation between
resilience and innovative work behavior. RES
encompasses an individual's capacity to effectively
adapt to and recuperate from various stressors and
challenges (Luthans et al, 2007a). RES has been
found to have a mediating influence on the
relationship between POS and IWB (Carmeli and
Gittell, 2009). When employees perceive high levels
of POS, they experience a sense of belonging and
social support, which can enhance their RES. This, in
turn, can increase their motivation to engage in IWB.
Furthermore, employees with high RES are more
likely to persevere in the face of challenges and
setbacks, which is essential for generating and
implementing new ideas (Luthans et al., 2007b).
Therefore, organizations need to promote
supportive work environments that enhance
employees' RES to stimulate IWB.

The social exchange theory (SET) proposes that
social exchange is based on the exchange of
resources and obligations between individuals in a
relationship. In the context of the employee-
employer relationship, social exchange can be
defined as the exchange of tangible and intangible
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resources between the employee and the
organization. When employees recognize that their
contributions are valued by the organization and
that the organization cares about their well-being,
they are more likely to reciprocate with positive
behaviors, such as increased job performance and
IWB. POS refers to an employee's belief that their
organization values their contributions and cares
about their well-being. POS has been linked to
various positive outcomes, including increased job
satisfaction, organizational commitment, and job
performance (Eisenberger et al., 1986). Moreover,
there is a growing body of literature that suggests
POS is significantly related to IWB (Shin et al.,, 2017).
The Social Exchange Theory proposes that the
quality of the social exchange relationship between
the employee and organization is critical to
determining the employee's willingness to engage in
IWB. When the employee perceives the
organization's support as being of high quality, the
employee is more likely to engage in IWB. This is
because the quality of the social exchange
relationship influences the employee's perceptions
of the organization's credibility and legitimacy.
When employees believe the organization is credible
and legitimate, they are more willing to engage in
IWB (Shin et al, 2017). Furthermore, the social
exchange theory provides a useful framework for
understanding the relationship between POS and
IWB in the workplace. Employees who discern that
their organization values their contributions and
cares about their well-being are more likely to
engage in IWB. The quality of the social exchange
relationship between the employee and the
organization is critical to determining the
employee's willingness to engage in IWB. Therefore,
fostering a supportive work environment that
appreciates employees’ contributions and cares
about their well-being is essential for promoting
IWB.

The social exchange theory posits that POS
impacts IWB by virtue of resource exchange and
reciprocal  obligations  within  interpersonal
relationships. Nevertheless, this perspective may not
comprehensively elucidate the intricate dynamics
inherent in the association between these constructs.
The present scholars contest this theory's sufficiency
by advancing the proposition that RES serves as a
mediating variable in the nexus between POS and
IWB. RES is posited to facilitate employees' capacity
to navigate the challenges and uncertainties that
accompany IWB, concurrently bolstering their
proclivity for engaging in innovative endeavors.
Antecedent research underscores RES as a
substantive predictor of IWB (Wang and Hsieh,
2013; Tuncdogan et al., 2017). Moreover, Bakker and
Demerouti (2014) proposed the Job Demands-
Resources (JD-R) theory, which suggests that
personal resources such as RES play a crucial role in
aiding employees to cope with job demands and
engage in IWB. The current study introduces a new
perspective on the relationship between POS and
IWB, and it could provide insights into how
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organizations can foster supportive  work
environments that encourage employees to engage
in IWB. Future research should explore the
mediating effect of RES on the relationship between
POS and IWB to better understand the underlying
mechanisms that link these variables.

IWB is critical for organizations to remain
competitive in today's business environment. POS is
a significant predictor of IWB, and RES acts as a
mediator in this relationship. Therefore,
organizations need to create supportive work
environments that appreciate the contributions
made by employees and their well-being to promote
IWB. Furthermore, organizations need to promote
employees' RES to enhance their motivation and
persistence to engage in IWB. By understanding and
promoting these factors, organizations can create a
culture that encourages employees to generate and
implement new ideas, processes, and products that
are novel and useful for the organization. This paper
explores the relationship between POS and IWB as
well as how RES acts as a mediator in this
relationship.

2. Literature review

The SET is a theoretical framework used to
explain how social exchange relationships between
individuals and organizations influence behaviors
and outcomes in the workplace (Blau, 1964). SET
proposes that employees engage in a social exchange
relationship with their organization, exchanging
resources and obligations. When employees perceive
that their organization values their contributions
and cares about their well-being, they are more
likely to reciprocate with positive behaviors, such as
increased job performance and IWB. The concept of
POS is a critical component of SET in the context of
the employee-employer relationship. POS refers to
an employee's belief that their organization values
their contributions and cares about their well-being
(Eisenberger et al, 1986). Numerous studies have
demonstrated that POS is associated with various
positive  outcomes, including increased job
satisfaction, organizational commitment, and job
performance (Rhodes and Eisenberger, 2002).
Therefore, understanding the factors that influence
POS is essential for promoting positive outcomes in
the workplace. In the proposed model of the
relationship between POS and IWB, RES is
introduced as a mediator. RES refers to an
individual's ability to adapt and recover from
adversity or challenging situations (Luthans et al,
2007b). RES has been linked to various positive
outcomes, including increased job performance, job
satisfaction, and organizational commitment
(Tandogan and Ilhan, 2016). By introducing RES as a
mediator, it can be easier to understand the
underlying mechanisms that link POS to IWB.
Understanding the relationships between POS, RES,
and IWB is critical for organizations seeking to foster
a supportive work environment that encourages
innovation and positive outcomes in the workplace.
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By applying SET to the proposed model, we can
better understand the exchange relationship
between the employee and the organization, and
how this relationship can influence IWB. Therefore,
SET provides a valuable theoretical framework for
exploring the proposed model and its implications
for organizational behavior and outcomes.

In conclusion, the SET is an essential framework
for understanding the relationships between POS,
RES, and IWB in the workplace. By exploring the
exchange relationship between employees and
organizations, it is possible to better comprehend
how to foster a supportive work environment that
encourages IWB and positive outcomes in the

workplace. Therefore, SET provides a useful
foundation for exploring the proposed model and its
significance for organizational behavior and
outcomes.

2.1. Innovation work behavior

For several decades, IWB has been a topic of
interest for organizational researchers. IWB refers to
employee behavior that involves generating and
implementing novel and useful ideas in the
workplace (Janssen, 2000). IWB is a crucial aspect of
organizational success as it enables organizations to
adapt to changing environments, improve
productivity, and gain a competitive advantage
(Scott and Bruce, 1994). Several studies have
investigated the antecedents and outcomes of IWB.
One antecedent that has received significant
attention is POS. POS refers to the perceptions of
employees concerning the extent to which their
organizations appreciate their contributions and
care about their well-being (Eisenberger et al,
1986). Studies have shown that POS is positively
related to IWB (De Jong and Den Hartog, 2010; Zhu
et al,, 2018). For example, Zhu et al. (2018) found
that employees who perceived higher levels of
organizational support were more likely to engage in
IWB.

Another factor that has been linked to IWB is job
autonomy. Job autonomy refers to the extent to
which employees have control over the tasks they
perform and the methods they use to complete those
tasks (Hackman and Oldham, 1976). Studies have
shown that job autonomy is positively related to IWB
(De Jong and Den Hartog, 2010; Shin and Zhou,
2007). For example, Shin and Zhou (2007) found
that employees who had greater job autonomy were
more likely to engage in IWB. Personality traits have
also been linked to IWB. Specifically, studies have
shown that individuals with higher levels of
openness to experience are more likely to engage in
IWB (Scott and Bruce, 1994; Shin and Zhou, 2007).
Openness to experience refers to an individual's
willingness to engage in new experiences and ideas
(Costa and McCrae, 1992). In terms of outcomes,
IWB has been linked to various positive outcomes,
including increased job satisfaction (De Jong and Den
Hartog, 2010), organizational commitment (De Jong
and Den Hartog, 2010), and job performance (Shin
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and Zhou, 2007). Moreover, IWB has been linked to
organizational innovation and competitiveness
(Scott and Bruce, 1994).

Measuring IWB is crucial for researchers and
organizations seeking to promote a culture of
innovation and improve organizational outcomes.
Several measurement tools have been developed to
assess IWB. In this literature review, the authors
summarize some of the most commonly used IWB
measurement tools and highlight relevant research
that supports the validity and reliability of such
tools.One commonly used tool to measure IWB is the
IWB scale developed by Janssen (2004). The scale
measures three dimensions of IWB including idea
generation, idea promotion, and idea
implementation. Several studies have demonstrated
the validity and reliability of this scale (Zhou and
George, 2001; Janssen, 2004). Another tool that has
been used to measure IWB is the Creativity-Related
Outcome Expectancy scale (CREO) developed by
Tierney and Farmer (2002). This scale measures
employees' expectations for the outcomes of their
creative efforts. Several studies have demonstrated
the validity and reliability of this scale (Tierney and
Farmer, 2002; Janssen and Gao, 2015). The Idea
Implementation Scale (IIS) developed by De Jong and
Den Hartog (2010) is another commonly used tool to
measure IWB. This scale measures the extent to
which employees implement innovative ideas in the
workplace. Several studies have demonstrated the
validity and reliability of this scale (De Jong and Den
Hartog, 2010; Shin and Zhou, 2007). The Situational
Strength Inventory (SSI) developed by Smith and
Kohn (2008) is a tool that measures the extent to
which employees have the resources, support, and
autonomy necessary to engage in IWB. Several
studies have demonstrated the validity and
reliability of this scale (Smith and Kohn, 2008;
Tandogan and Ilhan, 2016). In conclusion, various
measurement tools have been developed to assess
IWB, including the IWB scale, the Creativity-Related
Outcome Expectancy scale, the Idea Implementation
Scale, and the Situational Strength Inventory. These
tools have established their validity and reliability in
various studies, making them useful for researchers
and organizations seeking to measure IWB and
promote a culture of innovation in the workplace.

In conclusion, previous research has identified
several antecedents and outcomes of IWB, including

POS, job autonomy, and personality traits.
Understanding these factors is critical for
organizations seeking to foster a culture of

innovation and improve organizational outcomes.
2.2. Perceived organizational support

POS is a critical component of employee-
employer relationships and it has been linked to
various positive outcomes in the workplace. Several
studies have investigated the antecedents and
outcomes of POS. One antecedent of POS is
transformational  leadership. = Transformational
leaders inspire and motivate employees to think and
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act beyond their self-interests for the good of the
organization (Bass and Avolio, 1994). Studies have
shown that transformational leadership is positively
related to POS (Rhodes and Eisenberger, 2002). For
example, Eisenberger et al. (2002) found that
employees who perceived their supervisors to be
transformational leaders reported higher levels of
POS. Another antecedent of POS is job resources. Job
resources refer to the physical, psychological, social,
and organizational aspects of a job that are beneficial
to an employee's well-being and work effectiveness
(Bakker and Demerouti, 2014). Studies have shown
that job resources are positively related to POS
(Halbesleben et al., 2014; Shimazu et al., 2015). For
example, Shimazu et al. (2015) found that employees
who perceived high levels of access to job resources
reported higher levels of POS.

In terms of outcomes, POS has been linked to
various positive outcomes, including increased job
satisfaction (Eisenberger et al., 2002), organizational
commitment (Eisenberger et al, 1986), and job
performance (Rhodes and Eisenberger, 2002).
Moreover, POS has been linked to beneficial health-
related outcomes, such as lower levels of burnout
and stress (Halbesleben et al., 2014). In conclusion,
previous research has identified several antecedents
and outcomes of POS, including transformational
leadership and job resources. Understanding these
factors is critical for organizations seeking to foster
supportive work environments that encourage
positive outcomes in the workplace.

POS is a key construct in organizational research,
and several measurement tools have been developed
to assess POS. In this literature review, the authors
summarize some of the most commonly used POS
measurement tools and highlight relevant research
that supports the validity and reliability of these
tools. One widely used tool to measure POS is the
POS scale developed by Eisenberger et al. (1986).
This scale measures the perceptions of employees in
terms of the extent to which their organizations
value their contributions and care about their well-
being. Several studies have demonstrated the
validity and reliability of this scale (Eisenberger et
al., 1986; Rhodes and Eisenberger, 2002). Another
tool that has been used to measure POS is the Survey
of Perceived Organizational Support (SPOS)
developed by Shore et al. (2006). The scale measures
employees' perceptions of the level of support they
receive from their organizations. Several studies
have demonstrated the validity and reliability of this
scale (Allen et al,, 2003). The Organizational Support
Inventory (OSI) developed by Eisenberger et al.
(2001) is another commonly used tool to measure
POS. Similar to the SPOS, this scale measures the
extent to which employees perceive support from
their  organizations.  Several studies have
demonstrated the validity and reliability of this scale
(Rhodes and Eisenberger, 2002; Eisenberger et al,,
2001). The Perceived Support for Innovation (PSI)
scale developed by Scott and Bruce (1994) is a tool
that measures employees' perceptions of the extent
to which their organization supports innovation. The
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validity and reliability of this scale have been
verified by numerous studies (Scott and Bruce,
1994).

The relationship between POS and IWB has
received considerable attention in the literature
concerning the study of organizational support. This
literature review summarizes some of the relevant
research that has explored the relationship between
POS and IWB. Several studies have suggested that
POS is positively related to IWB. For example, Fan et
al. (2022) found that POS was positively related to
IWB among Chinese employees. Similarly, Wang
(2022) found that POS was positively related to idea
generation and implementation among Pakistani
employees. Moreover, Carmeli et al. (2013) found
that POS was positively related to innovative
behavior among Israeli employees.

Other studies have explored the mediating
mechanisms underlying the relationship between
POS and IWB. For example, Eva et al. (2019) found
that the relationship between POS and IWB was
mediated by employees' intrinsic motivation.
Similarly, Santosa et al. (2022) found that the
relationship between POS and IWB was mediated by
job satisfaction among employees. Some studies
have also explored the moderating effects of
individual-level and contextual factors on the
relationship between POS and IWB. For instance,
Akgunduz et al. (2018) found that proactive
personalities among employees moderated the
relationship between POS and IWB. Moreover,
Musenze and Mayende (2023) found that
organizational learning culture moderated the
relationship between POS and IWB.

In summary, several studies have demonstrated a
positive association between POS and IWB, and
some studies have investigated the mediating and
moderating mechanisms that underpin this
relationship. An understanding of these mechanisms
is crucial for organizations striving to cultivate a
culture of innovation within their workforce. Based
on the findings of previous research, the authors
propose a hypothesis forthis study.

Hypothesis 1: POS has a positive effect on I[WB.
2.3. Resilience as a mediator

RES is a dynamic and multidimensional construct
that has been the focus of significant research
related to organizational literature. This literature
review summarizes some of the key research studies
that have explored the concept of RES and its effects
on individuals as well as organizations.In
organizational literature, the concept of RES has
been suggested to mediate the relationship between
various antecedents and outcomes. Several studies
have examined the mediating role of RES in the
relationship between stressors and outcomes. For
example, Lin et al. (2020) found that RES mediated
the relationship between job stress and job
satisfaction among Chinese healthcare workers.
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Similarly, Miao et al. (2013) found that RES mediated
the relationship between perceived stress and work
engagement among Chinese nurses.Other studies
have explored the mediating role of RES in the
relationship between antecedents and outcomes,
such as job satisfaction and organizational
commitment. For instance, Abualrub and Alghamdi
(2012) found that RES mediated the relationship
between job stressors and job satisfaction among
Saudi Arabian nurses. Additionally, Jin et al. (2022)
found that RES mediated the relationship between
job stress and organizational commitment among
Jordanian nurses.

Various studies have explored the mediating role
of RES in the relationship between antecedents and
outcomes, including job performance and creativity.
For example, Tulucu et al. (2022) found that RES
mediated the relationship between stressors and job
performance among support personnel at a Chinese
university. Similarly, Javed et al. (2020) found that
RES mediated the relationship between intrinsic
motivation and IWB among employees in Pakistan.In
conclusion, several studies have explored the
mediating role of RES in the relationship between
various antecedents and outcomes in the
organizational literature. RES has been found to
mediate the relationship between job stress,
perceived stress, job stressors, intrinsic motivation,
and outcomes as well as job satisfaction, work
engagement, organizational commitment, job
performance, and IWB.Based on the findings of
previous research, the authors propose a second
hypothesis forthis study.

Hypothesis 2: RES mediates the relationship
between POS and IWB.
The researchers formulated a conceptual

framework for their study based on a literature
review and prior research. This framework serves as
a guide for the current research and is expected to
inform the research question, hypotheses,
methodology, and analysis. However, more
elaboration on the framework is suggested to
establish its relevance and potential contributions to
the study (Fig. 1).

3. Methodology

The current study utilized a population and
sample group comprised of 3,124 members of the
support staff at Rajamangala University of
Technology in the central region of Thailand. The
sample size of 355 was determined using the
formula of Yamane (1967) with a 95% confidence
level. The research employed stratified sampling to
ensure the representation of the entire population
by comparing the proportion of support staff from
each of the five faculties within Rajamangala
University of Technology. Convenience sampling was
then used to distribute questionnaires.
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Resilience

Perceived Organizational

Support

Innovative Work Behavior

Fig. 1: Effect of POS on IWB through the mediating variables of RES

The research tool utilized for this study was a
questionnaire divided into four sections, including a
multiple-choice general information questionnaire
with five questions, a questionnaire on POS adapted
from Na-Nan and Wongsuwan (2020) based on the
ideas of Rhodes and Eisenberger (2002), consisting
of four domains and 15 questions, and a
questionnaire on RES based on the ideas of Connor
and Davidson (2003) with five domains and 25
questions, as well as a questionnaire on IWB based
on the ideas of De Jong and Den Hartog (2010) with
four domains and 10 questions. The content validity
of the questionnaires was evaluated by three
experts, and the content validity index was found to
be greater than 0.50. The reliability of the
questionnaires was assessed using Cronbach's alpha
coefficient and yielded scores with high reliability,
including a POS factor of 0.96, a psychological
flexibility factor of 0.94, an IWB factor of 0.91, and an
overall questionnaire reliability of 0.97.

In this research, the statistical analysis utilized a
variety of descriptive statistics methods, including
frequency distribution, percentage, mean, standard
deviation, and inferential statistics. Additionally, the
study employed both direct and indirect effects
analysis using the Model 4 approach by Hayes
(2013) and the PROCESS macro 3.1 software to
assess the direct and indirect effects of the study
variables. However, the manuscript would benefit
from a more detailed description of the statistical
analysis methods used in the research, including
how the results were interpreted, and any potential
limitations or alternative methods that could have
been used for analysis. The authors tested the
convergent validity of the scale using the concept by
Fornell and Larcker (1981) and evaluated the
construct validity of each factor in the model using
confirmatory factor analysis. The factors were
deemed to be valid based on the statistical values of
congruence level, including Chi-square (x2), relative
Chi-square (x?/df), goodness of fit index (GFI),
adjusted goodness of fit index (AGFI), comparative
fit index (CFI), standard root mean square residual
(SRMR), and root mean square error of
approximation (RMSEA) (Kline, 2023). Table 1
shows the construct validity values for each studied
factor with standardized factor loading at a
significance level of p<0.05, indicating significant
correlations among all questionnaire items under
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the theoretical structure. To test the construct
validity (Fornell and Larcker, 1981), the current
study calculated the composite reliability (CR) and
average variance extracted (AVE) scores for the final
order of the scale and model structure. The
composite reliability scores ranged from 0.917 to
0.965, exceeding the threshold of 0.7. However, the
AVE scores ranged from 0.529 to 0.532, below the
recommended criterion of AVE>0.50.

4, Results

Regarding the sample group, the majority of
respondents were female (68.45%), with the
minority being male (31.55%). In terms of age, most
respondents were between 31 and 40 years old
(35.21%), followed by those aged 41-50 years
(27.89%), those less than 30 years old (22.25%), and
those more than 51 years old (14.65%). The majority
of respondents were single (56.06%), followed by
those who were married (41.69%), and those who

were divorced/widowed/separated (2.25%).
Additionally, approximately two-thirds of the
respondents possessed a bachelor's degree

(75.21%), while the remaining respondents had a
higher education degree. The majority of the sample
group had more than 6 years of work experience
(61.97%), followed by those with 3-6 years of
experience (17.46%), those with 1-3 years of
experience (15.21%), and those with less than 1 year
of experience (5.36%). The manuscript could
elaborate further on the demographic characteristics
of the sample group and how they may have
influenced the research findings.

As presented by the study results in Table 2, the
mean values for POS, RES, and IWB are 3.769, 4.039,
and 3.906, respectively, while their standard
deviations are 0.637, 0.560, and 0.593, respectively.
The intercorrelations show a significant positive
relationship between POS and RES (r=.648, p<.01),
POS and IWB (r=.670, p<.01), and RES and IWB
(r=.662, p<.01). These findings suggest that higher
levels of POS and RES are associated with higher
levels of IWB. It is recommended that the authors
further elaborate on the implications of these results
and discuss any potential limitations of the study. As
for the correlation analysis among the three
variables, there were 6 pairs with correlation
coefficients ranging from 0.648 to 0.670, indicating
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moderate to high correlations. These correlations
did not exhibit multicollinearity. Tabachnick and
Fidell (2013) suggested that multicollinearity occurs
when the correlation coefficient between any pair of

variables is 0.90 or higher. Therefore, the results of
the correlation analysis were consistent with the
initial statistical assumptions.

Table 1: Confirmatory factor analysis results for the test questions

Latent factors/questions Factor loading

AVE and composite reliability

POS: y2=51.569, df = 41, p-value = 0.125, y2/df = 1.258, GFI = 0.981, AGFI = 0.944, PGFI = 0.335, RMR = 0.020, RMSEA = 0.027

CR=0.942
AVE =0.529

RES: y2 =234.347, df = 170, p-value = 0.001, y2/df =1.379, GFI = 0.950, AGFI = 0.9055, PGFI = 0.497, RMR = 0.017, RMSEA = 0.033

CR=0.965
AVE =0.532

IWB: x2 = 23.186, df = 17, p-value = 0.143, y2/df =1.364, GFI = 0.987, AGFI = 0.958, PGFI = 0.305, RMR = 0.013, RMSEA = 0.032

POS1 0.815
POS 2 0.856
POS3 0.887
POS 4 0.906
POS5 0.689
POS 6 0.718
POS7 0.729
POS 8 0.629
POS9 0.546
POS 10 0.589
POS 11 0.567
POS 12 0.680
POS 13 0.755
POS 14 0.729
POS 15 0.703
RES1 0.672
RES 2 0.698
RES3 0.687
RES4 0.707
RES5 0.743
RES6 0.672
RES7 0.727
RES8 0.694
RES9 0.744
RES10 0.771
RES11 0.727
RES12 0.663
RES13 0.672
RES14 0.779
RES15 0.776
RES16 0.812
RES17 0.803
RES18 0.834
RES19 0.836
RES20 0.785
RES21 0.651
RES22 0.735
RES23 0.789
RES24 0.420
RES25 0.728
IWB1 0.416
IWB 2 0.713
IWB 3 0.735
IWB 4 0.735
IWB 5 0.764
IWB 6 0.833
IWB 7 0.790
IWB 8 0.749
IWB 9 0.724
IWB 10 0.747

CR=0.917
AVE = 0.530

Table 2: Mean, standard deviation, and correlation
coefficients among the study variables

Mean S.D. POS RES IWB
POS 3.769 0.637 1.00
RES 4.039 0.560 0.648%** 1.00
IWB 3.906 0.593 0.670*** 0.662*** 1.00

***: Significance level at 0.001

Regarding the direct effects of POS on IWB, the
results showed a path coefficient higher than 0.20
and statistical significance (|t|>2.58, p<0.01),
indicating that POS significantly predicted the IWB of
support staff at Rajamangala University of

Perceived Organizational

0.624

Technology. The R? value was found to be 0.670,
indicating that the model explained a substantial
proportion of the variance in IWB. However, there is
a concern that the path coefficient and R? value may
be inflated by unmeasured variables that may have
some indirect influence on the IWB of support staff
at Rajamangala University of Technology. This issue
requires further investigation to explore other
factors that may affect the relationship between POS
and IWB, as shown in Fig. 2.

Innovative Work Behavior

Support

(16.974)

R?=0.670

Fig. 2: Total effect of POF on EWA
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After analyzing the model with the inclusion of
the RES variable between POS and IWB of support
staff at the Rajamangala University of Technology, it
was found that the path coefficient between POS and
IWB decreased by approximately 55.47%, from
0.624 to 0.387, while remaining statistically
significant (|t|>2.58, p<0.01). The results indicate
that POS has more influence on IWB than what is
reflected by the model. This could be because RES
acts as a mediator that transmits the influence of
POS on the IWB of support staff at the Rajamangala
University of Technology. Therefore, the perception
of support from the organization helps support staff
to exhibit IWB at a higher level. With good RES
towards POS, the implementation of such behavior is
expected to be more effective.

In this study, a resampling technique -called
bootstrap with replacement was used to test the
mediation effect. The data were resampled with
replacement 5,000 times from a sample size of
n=355 units. Each resampled data set was analyzed
by conducting a regression analysis with the
mediator variable as the covariate. The output of the
analysis yielded the direct and indirect effects of the
independent variable on the dependent variable, as
well as the standardized regression coefficient (path

coefficient) and the standard error (SE) of the path
coefficient for each resampled data set. Two
methods were then used to estimate the confidence
interval (CI) of the indirect effect, including the bias-
corrected and accelerated bootstrap method and the
percentile bootstrap method. Table 3 shows the
results for both methods. These analyses provide
robust estimates of the indirect effect and its
associated uncertainty.

Model 1 calculates the average of the product of
path coefficients and the average of the SE, and then
calculates the t-statistics and significance level. If
[t|>2.00, it indicates significance at the .05 level.

Model 2 takes the product of the path coefficients
along the path entering and exiting the mediator,
generates 5,000 random samples, and then sorts
them from the lowest to the highest. It then checks
whether the range of values between the 2.5th and
97.5th percentiles covers 0. If it does, it means that
the product of the path coefficients is not
significantly different from 0 at the 5% level of
significance. The analysis of the indirect effect using
Model 4 by Hayes (2013) PROCESS macro 3.1 in IBM
SPSS Statistics version 24.0 for Windows shows the
following results (Fig. 3).

Resilience
/ R?=0.647 \
QS 9
Q<.° o’(\%\ /Qezjé‘
i N \
Perceived Organizational 0.387 yl Innovative Work Behavior
Support (8.755) | R%2=0.734

Fig. 3: Direct and indirect effects of POS on IWB through the mediating variables of RES

From Table 3, it was found that RES is a potential
mediator variable that may link POS to IWB. The
analysis revealed that when RES is increased
between the POS and IWB, the path coefficient
decreases significantly. Furthermore, when the
significance of the mediated effect was tested using
the bootstrapping method (Table 3), one mediating
effect was found to be statistically significant
(p<.001), indicating that although the property of
POS is crucial for IWB, the RES of employees plays an
important role in this relationship. Having good RES
helps employees to adjust quickly, adapt fluidly to
different situations, and learn as well as develop
themselves effectively. Therefore, it is important to
consider RES as a key factor to strengthen IWB
among employees in the future.

5. Discussion
The SET suggests that individuals engage in social

relationships with others based on the expectation of
mutual benefits. This theory is often applied in the

workplace context, where employees provide efforts
and contributions to their organizations in exchange
for various types of rewards, including financial
compensation, recognition, and support. According
to the theory, employees are more likely to develop
positive attitudes toward their organizations and
exhibit positive behaviors, such as IWB, when they
feel that their contributions are reciprocated by the
organization.

Table 3: Test results of indirect effects through POS, RES,
and IWB using the 5,000-round bootstrap method

. . 95% CI
Path analysis Estimate SE t L UL
POS— RES -»IWB 0.237 0.044 5386  0.149  0.327
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The present study found that POS was a
significant predictor of IWB among support staff at
the Rajamangala University of Technology. This
finding is consistent with previous research that has
shown a positive relationship between POS and
various outcomes, including job satisfaction,
organizational commitment, and task performance.



Woranaree Jaingam, Khahan Na-Nan/International Journal of Advanced and Applied Sciences, 10(9) 2023, Pages: 45-56

For example, a study by Eisenberger et al. (2002)
found that POS was positively related to job

satisfaction and performance and that this
relationship was mediated by affective
organizational commitment. Another study by

Rhodes and Eisenberger (2002) found that POS was
related to employees' willingness to engage in
organizational citizenship behavior, which is a form
of extra-role behavior that goes beyond the
requirements of the job. The present study also
identified RES as a potential mediator to potentially
explain the relationship between POS and IWB. This
finding is supported by previous research that has
shown that RES is an important factor that can
enhance employees’ ability to cope with stress and
adversity as well as to adapt to changing
circumstances. For example, a study by Tuncdogan
et al. (2017) found that individuals who scored high
on RES were more likely to experience positive
emotions and recover more quickly from negative
events. Another study by Luthans and Youssef
(2004) found that psychological capital, which
includes RES as one of its components, was
positively related to employee performance and
well-being.

The results of this studyalso indicate that POS
and RES are positively associated with IWB among
support staff at Rajamangala University of
Technology. This finding is consistent with previous
research that has shown a positive relationship
between POS and employee outcomes such as job
satisfaction (Eisenberger et al.,, 1986), organizational
commitment (Eisenberger et al, 1986), and job
performance (Rhodes and Eisenberger, 2002).
Similarly, previous studies have demonstrated a
positive relationship between RES and employee
outcomes such as job satisfaction (Mawritz et al.,
2017), job performance (Hou et al, 2020), and
organizational commitment (Youssef and Luthans,
2007). The findings of this study also suggest that
RES acts as a mediator in the relationship between
POS and IWB. This is consistent with the SET, which
suggests that employees with POS are more likely to
reciprocate by exhibiting positive behaviors such as
innovation (Eisenberger et al., 1986). Furthermore,
the mediating role of RES is consistent with previous
research that has shown the importance of RES in
facilitating the positive effects of organizational
support on employee outcomes (Youssef and
Luthans, 2007; Mawritz et al., 2017).

The present study contributes to the
understanding of factors that promote innovative
work behavior (IWB) among support staff at
Rajamangala University of Technology. The findings
underscore  the importance of  perceived
organizational support (POS) and resilience (RES) in
fostering IWB, while also highlighting the mediating
role of RES in the relationship between POS and IWB.

Consistent with previous research, the results
confirm a positive association between POS and IWB.
This aligns with studies that have demonstrated the
positive influence of POS on various employee
outcomes, including job satisfaction, organizational
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commitment, and task performance (Eisenberger et
al, 2002). By reciprocating the support received
from the organization, employees are more likely to
develop positive attitudes and engage in behaviors
that contribute to innovation. Furthermore, the
positive relationship between RES and IWB found in
this study is consistent with prior research
highlighting the role of resilience in enhancing
employee performance and well-being. Individuals
with higher levels of resilience are better equipped
to cope with stress, adapt to changing circumstances,
and display positive work-related outcomes
(Tandogan and Ilhan, 2016; Tuncdogan et al., 2017;
Luthans and Youssef, 2004). The mediating effect of
RES suggests that employees' resilience serves as a
mechanism through which POS influences IWB. This
finding supports the notion that a resilient
workforce is more likely to engage in innovative
behaviors when supported by the organization.

The results of this study align with the Social
Exchange Theory (SET), which posits that
individuals engage in social relationships based on
the expectation of mutual benefits. In the workplace
context, employees contribute their efforts and
contributions to the organization, expecting various
forms of rewards in return. The positive association
between POS and IWB reflects the reciprocity
between employees and the organization, as
individuals who perceive greater organizational
support are more motivated to exhibit innovative
behaviors.

While this study provides valuable insights into
the relationships between POS, RES, and IWB among
support staff, there are certain limitations to
consider. The findings are specific to the context of
Rajamangala University of Technology and may not
be generalizable to other employee populations or
organizations. Future research should explore these
relationships in diverse settings to enhance the
generalizability of the findings.

In conclusion, this study contributes to the
existing literature by emphasizing the significance of
POS and RES in promoting IWB among support staff.
The findings highlight the importance of cultivating
supportive and resilient work environments to
encourage employees' innovative behaviors. By
aligning with previous research and theoretical
frameworks, this study provides valuable insights for
organizations seeking to enhance innovation within
their workforce.

5.1. Theoretical implications

The present study has theoretical implications for
the SET, which posits that individuals engage in
social relationships based on the expectation of
mutual benefits. Specifically, the findings suggest
that employees are more likely to exhibit positive
behaviors such as IWB when they observe support
from their organization. This is consistent with
previous research that has shown organizational
support can lead to positive employee attitudes and
behaviors, including job satisfaction, organizational
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commitment, and job performance (Rhodes and
Eisenberger, 2002; Eisenberger et al, 2002).
Furthermore, the present study identified RES as a
mediator in the relationship between POS and IWB,
which supports the notion that resilient employees
may be better equipped to cope with stress and
adversity as well as to adapt to changing
circumstances. This finding is consistent with
previous research that has shown the importance of
RES in facilitating positive employee outcomes
(Luthans et al., 2007b; Youssef and Luthans, 2007;
Mawritz et al., 2017).

5.2. Practical implications

This study has practical implications for
organizations seeking to promote IWB among their
employees. The findings suggest that organizations
should provide support to employees in order to
foster positive attitudes and behaviors. Specifically,
organizations can provide various types of support,
including emotional support, instrumental support,
and informational support (Eisenberger et al., 1986).
Additionally, organizations can promote RES among
their employees by providing the training and
resources employees need to cope with stress and
adversity (Luthans et al, 2007b; Mawritz et al,
2017). By promoting supportive and resilient work
environments, organizations can create a culture
that encourages employees to engage in IWB which
can lead to improved organizational performance
and competitiveness.

5.3. Limitations and future research

This study involved several limitations that
should be considered. First, the study was conducted
at a single university in Thailand, which may limit
the generalizability of the findings to other contexts.
Future research should examine the relationships
between POS, RES, and IWB in other settings and
cultures to determine the generalizability of the
findings. Second, the study used a cross-sectional
design, which limited the ability to draw causal
inferences. Future research should use longitudinal
designs to examine the causal relationships between
POS, RES, and IWB. Finally, the study relied on self-
reported measures, which may have been subject to
social desirability bias. Future research should use
other methods to measure IWB, such as behavioral
observation or performance data.

Overall, the present study provides valuable
insights into the factors that promote IWB among
support staff at Rajamangala University of
Technology. The findings suggest that organizations
should provide support to employees and promote
RES in order to foster IWB among them. Future
research should examine the relationships between
POS, RES, and IWB in other contexts and cultures
using longitudinal designs and other measures to
strengthen the validity of the findings.
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