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 ¤ÇÒÁà»ÅÕèÂ¹á»Å§ÍÂ‹Ò§ÃØ¹áÃ§ã¹ÈµÇÃÃÉ·Õè 21 ¢Í§ºÃÔº·Í§¤!¡ÒÃ 
à»š¹»˜¨¨ÑÂÊÓ¤ÑÞ·Õè·ŒÒ·ÒÂ·Ñé§Ë¹‹ÇÂ§Ò¹ÀÒ¤ÃÑ°áÅÐàÍ¡ª¹¢Í§»ÃÐà·Èä·Â¨Ð
µŒÍ§àÃ‹§Â¡ÃÐ´Ñºà»‡ÒËÁÒÂáÅÐ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹à¾×èÍãËŒà¡Ô´¤ÇÒÁÊÒÁÒÃ¶ã¹ 
¡ÒÃá¢‹§¢Ñ¹ ·ÄÉ®ÕáÅÐá¹Ç¤Ô´ Ñ́é§à ỐÁ¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ÍÒ¨äÁ‹
à¾ÕÂ§¾ÍáÅÐäÁ‹ÊÒÁÒÃ¶µÍºÊ¹Í§µ‹ÍºÃÔº·´Ñ§¡Å‹ÒÇ¨¹¹Óä»ÊÙ‹»˜ÞËÒä´Œã¹·ÕèÊØ´ 
º·¤ÇÒÁ¹Õé¨Ö§ä Œ́¹ÓàÊ¹Í·ÄÉ®Õ ¡ÃÍºá¹Ç¤Ô´·ÕèÁÕ¤ÇÒÁ¡ŒÒÇË¹ŒÒ¢Í§¡ÒÃºÃÔËÒÃ
·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ã¹Ê‹Ç¹áÃ¡à»š¹¡ÒÃ¹ÓàÊ¹Íá¹Ç¤Ô´ÇÔ Õ̧»¯ÔºÑµÔ·Õè Ṍ·ÕèÊØ´¢Í§¡ÒÃ
ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ÃÙ»áºº¨Ñ´¡ÅØ‹Ááºº¼Ù¡à¢ŒÒ´ŒÇÂ¡Ñ¹·ÕèÁÕÍÔ·¸Ô¾Åµ‹Í¼Å 
¡ÒÃ´Óà¹Ô¹¡ÒÃã¹ÃÐ´ÑºÊÙ§áÅÐÊÒÁÒÃ¶ÊÃŒÒ§·ÑÈ¹¤µÔ ¾ÄµÔ¡ÃÃÁ¢Í§ºØ¤ÅÒ¡Ã     
¨¹¹Óä»ÊÙ‹¡ÒÃÊ¹ÑºÊ¹Ø¹¡ÅÂØ· !̧¡ÒÃá¢‹§¢Ñ¹¢Í§Í§¤!¡ÒÃã¹ÀÒ¾ÃÇÁä´Œ ã¹Ê‹Ç¹·Õè
ÊÍ§à»š¹¡ÒÃÍ Ô̧ºÒÂÍ§¤!»ÃÐ¡Íº¢Í§¡Å‹Í§´ÓµÒÁ·ÄÉ®Õ AMO «Öè§à¹×éÍËÒËÅÑ¡ã¹
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1 ÍÒ¨ÒÃÂ !»ÃÐ¨Ó¤³ÐÈÔÅ»ÈÒÊµÃ !áÅÐÇÔ·ÂÒ¡ÒÃ¨Ñ´¡ÒÃ ÁËÒÇÔ·ÂÒÅÑÂà¡ÉµÃÈÒÊµÃ ! ÇÔ·ÂÒà¢µ 
 à©ÅÔÁ¾ÃÐà¡ÕÂÃµÔ ¨Ñ§ËÇÑ´Ê¡Å¹¤Ã
 Ê¶Ò¹·ÕèµÔ´µ‹Í: ¤³ÐÈÔÅ»ÈÒÊµÃ !áÅÐÇÔ·ÂÒ¡ÒÃ¨Ñ´¡ÒÃ ÁËÒÇÔ·ÂÒÅÑÂà¡ÉµÃÈÒÊµÃ ! ÇÔ·ÂÒà¢µ  
 à©ÅÔÁ¾ÃÐà¡ÕÂÃµÔ ̈ Ñ§ËÇÑ´Ê¡Å¹¤Ã àÅ¢·Õè 59 ËÁÙ‹ 1 µÓºÅàªÕÂ§à¤Ã×Í ÍÓàÀÍàÁ×Í§ ̈ Ñ§ËÇÑ´Ê¡Å¹¤Ã 
 47000
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º·¤ÇÒÁ¹Õé¨Ðà»š¹»ÃÐà´ç¹·Õèä´ŒÃÑº¤ÇÒÁÊ¹ã¨áÅÐâµŒà¶ÕÂ§¡Ñ¹à¾ÔèÁÁÒ¡¢Öé¹ã¹   
áÇ´Ç§¹Ñ¡ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áÅÐã¹Í¹Ò¤µ

¤ÓÊÓ¤ÑÞ: ¡Å‹Í§´Ó ÇÔ¸Õ»¯ÔºÑµÔ·Õè Ṍ·ÕèÊØ´ ¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! 

A<stract

 The 21st century mega changing context of the organization 

is a major challenge for private and public sector organisations in 

Thailand as they face ever-increasing competition and more demanding 

performance targets. This paper argues that the conventional 

conceptualization and theorization of human resource management 

are likely to suffer from signi cant problems of mis-speci cation 
and limited domain. A new theoretical framework is advanced that 

generalizes the HRM concept. The  rst part of the article looks 
at the HRM best practices that are used in the bundle concept; 

that is, those that are associated with high performance and can 

encourage employee behavior and attitudes towards strengthening 

the competitive strategy of an organization. The second part reviews 

the components of the black box model based on AMO theory. 

These two conceptual issues are also debated within the context of 

HR society and particularly the Thai environment.  

Keywords: Black Box, Best Practice, Human Resource Management



 ¹ÑºµÑé§áµ‹ª‹Ç§»ÅÒÂ»‚ 1990 à»š¹µŒ¹ÁÒ¨¹¡ÃÐ·Ñè§¶Ö§»̃¨¨ØºÑ¹ ¡ÃÍºá¹Ç¤Ô´ 
áÅÐ·ÄÉ®Õ´ŒÒ¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ä´ŒÁÕ¤ÇÒÁà»ÅÕèÂ¹á»Å§à»š¹ÍÂ‹Ò§ÁÒ¡ ÁÕ·Ñé§
·Õèª‹ÇÂàÊÃÔÁãËŒÍ§¤ !¤ÇÒÁÃÙŒà´ÔÁ´ŒÒ¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÁÕ¤ÇÒÁªÑ´à¨¹á¢ç§á¡Ã‹§
ÁÒ¡¢Öé¹áÅÐã¹Ê‹Ç¹¢Í§Í§¤ !¤ÇÒÁÃÙŒ·Õ è¢ÂÒÂ¢Íºà¢µ¡ÇŒÒ§¢ÇÒ§ÍÍ¡ä»¨¹¡ÅÒÂà»š¹
»ÃÐà´ç¹ãËÁ‹·ÕèµŒÍ§·Ó¡ÒÃÈÖ¡ÉÒÇÔ¨ÑÂµ‹Íä»ã¹Í¹Ò¤µàª‹¹ ¡ÒÃ¨Ñ´¡ÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !àªÔ§ 
¡ÅÂØ· !̧ (Strategic Human Resource Management/SHRM) ¡ÒÃ¨Ñ´¡ÒÃ·Ø¹Á¹ØÉÂ ! 
(human capital management) º·¤ÇÒÁ¹ÕéÁÕÇÑµ¶Ø»ÃÐÊ§¤!à¾×èÍ¹ÓàÊ¹Í¡ÃÍºá¹Ç¤Ô´
áÅÐ·ÄÉ®Õ¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ºÃÔº·ãËÁ‹ ÍÑ¹¨Ðà»š¹»ÃÐâÂª¹ !µ‹Í¡ÒÃ
¾Ñ²¹ÒÍ§¤ !¤ÇÒÁÃÙŒ·Ñé§ã¹àªÔ§·ÄÉ®ÕáÅÐ¡ÒÃ¹Óä»ãªŒã¹¡ÒÃ»¯ÔºÑµÔ§Ò¹¨ÃÔ§ â´ÂÁÕà¹×éÍËÒ 
¤ÃÍº¤ÅØÁ 2 àÃ×èÍ§¤×Í

1. ¡ÃÍºá¹Ç¤Ô´ Best Practice ¡Ñºá¹Ç¤Ô´¡ÒÃ¨Ñ´¡ÅØ‹Áà¤Ã×èÍ§Á×Í´ŒÒ¹¡ÒÃ 
ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ÅÑ¡É³Ð¼Ù¡à¢ŒÒ´ŒÇÂ¡Ñ¹ (bundle) à¾×èÍÇÑµ¶Ø»ÃÐÊ§¤!à©¾ÒÐ

2. ¡Å‹Í§´Ó (Black box) ¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº·ÄÉ®Õ AMO 
ÃÒÂÅÐàÍÕÂ´¢Í§à¹×éÍËÒÁÕ Ñ́§¹Õé 

AB )<(!-/0#1% %est Practice )$!-/0#1%);<D$%)*9'?E#<F7(+?F(%G;/);< 
!<1=;<"<$>&;)<?/9@&!:/*$)@H.IJ)EKG;%G0&)$/ =%undle> E>F7(0$6L94<.8+# !    
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 ¹Ñ¡ÇÔªÒ¡ÒÃàª‹¹ Boselie et al. (2005) ä Œ́¤Œ¹¤ÇŒÒáÅÐÊÃØ»¼Å¡ÒÃÇÔ¨ÑÂ·Õèà¡ÕèÂÇ
¡Ñº»˜ÞËÒ¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹»˜¨¨ØºÑ¹·Õè¤ÇÃä´ŒÃÑº¡ÒÃÇÔ¨ÑÂÈÖ¡ÉÒà¾ÔèÁàµÔÁ 
à¾×èÍÊÃŒÒ§¤ÇÒÁªÑ´à¨¹áÅÐ¤ÇÒÁá¡Ã‹§ (robust) ¢Í§Í§¤!¤ÇÒÁÃÙŒ ¾ºÇ‹ÒÁÕº·¤ÇÒÁ¡Ç‹Ò 
104 º·¤ÇÒÁ·Õè¶Ù¡µÕ¾ÔÁ¾ !ã¹ÇÒÃÊÒÃÃÐËÇ‹Ò§»ÃÐà·Èª‹Ç§»‚ 1994 ¶Ö§ 2003 º·¤ÇÒÁ 
àËÅ‹Ò¹Õéä´Œ¹ÓàÊ¹Íá¹Ç¤Ô´áÅÐÍ§¤ !»ÃÐ¡ÍºµÅÍ´¨¹ÃÙ»áºº¡ÒÃÇÑ´¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹  
áÅÐ¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ µÑÇÍÂ‹Ò§¢Í§ 
á¹Ç¤Ô´·Õèà¡ÕèÂÇ¢ŒÍ§àª‹¹
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 1. Strategic contingency theory (best  t model)   

 2. Strategic universal theory (best practice model)  

 3. AMO theory       

 4. Resource-based view

·ÄÉ®ÕáÅÐ¡ÃÍºá¹Ç¤Ô´·Õè¡Å‹ÒÇÁÒ ä´ŒÃÑº¤ÇÒÁ¹ÔÂÁà»š¹ÍÂ‹Ò§ÁÒ¡ã¹¡ÒÃ¹ÓÁÒ
ãªŒÍ¸ÔºÒÂ»ÃÒ¡¯¡ÒÃ³ !´ŒÒ¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ÊÀÒ¾áÇ´ÅŒÍÁ»˜¨¨ØºÑ¹ 
áµ‹ÍÂ‹Ò§äÃ¡çµÒÁ Boselie ä Œ́ãËŒ¢ŒÍ¤Ô´àËç¹Ç‹Ò º·¤ÇÒÁ ·ÄÉ®ÕáÅÐá¹Ç¤Ô´·Õè¹ÓàÊ¹Í 
ÁÒ¹Ñé¹ÂÑ§¢Ò´¤ÇÒÁªÑ´à¨¹ã¹¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áÅÐ¼Å 
¡ÒÃ» Ô̄ºÑµÔ§Ò¹ «Öè§ã¹·Õè¹Õé¡çµŒÍ§ÂŒÍ¹¡ÅÑºä»µÍº¤Ó¶ÒÁà´ÔÁ·Õè Guest ä Œ́¶ÒÁäÇŒ
 1. ¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¤×ÍÍÐäÃ ¤ÇÃ»ÃÐ¡Íº´ŒÇÂà¤Ã×èÍ§Á×ÍáÅÐ 
  à·¤¹Ô¤ã´ºŒÒ§       
 2. ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹·Õèà»š¹¼ÅÅÑ¾¸ !¨Ò¡¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¤×Í  
  ÍÐäÃ        
 3. ¸ÃÃÁªÒµÔ¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ 
  »¯ÔºÑµÔ§Ò¹ÁÕ¡ÃÐºÇ¹¡ÒÃÍÂ‹Ò§äÃ µŒÍ§¼‹Ò¹»˜¨¨ÑÂ (Black box)  
   ã´ºŒÒ§

¨Ò¡»ÃÐà´ç¹¤Ó¶ÒÁ¢Í§ Guest ¢ŒÍáÃ¡ ¡ÒÃ¢Ò´¢ŒÍÊÃØ»·Õèà»š¹àÍ¡©Ñ¹· ! (lack 
of consensus) ÂÑ§à»š¹¢ŒÍâµŒáÂŒ§¡Ñ¹ÃÐËÇ‹Ò§¹Ñ¡ÇÔªÒ¡ÒÃ Œ́Ò¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !
¡ÅØ‹Á Best practice ¡Ñº¡ÅØ‹Á Best  t ·ÕèàËç¹Ç‹ÒäÁ‹ÊÒÁÒÃ¶¹ÓÃÙ»áºº¡ÒÃºÃÔËÒÃ     
·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·ÕèÁÕ¢ŒÍÊÃØ»·Õèà»š¹ÊÒ¡ÅÁÒãªŒ¡Ñº¡ÒÃºÃÔËÒÃ¨Ñ´¡ÒÃã¹·Ø¡ÅÑ¡É³ÐÍ§¤ !¡ÒÃ
ä Œ́ à¹×èÍ§¨Ò¡ÊÀÒ¾áÇ´ÅŒÍÁ ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ÇÑ²¹¸ÃÃÁ â¤Ã§ÊÃŒÒ§Í§¤!¡ÒÃ¹Ñé¹áµ¡µ‹Ò§
¡Ñ¹ Naves (2002) ä Œ́ÊÃØ»ãËŒàËç¹¤ÇÒÁáµ¡µ‹Ò§ËÅÒ¡ËÅÒÂ¢Í§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡Ã
Á¹ØÉÂ ! Ñ́§¢ŒÍÁÙÅµÒÁµÒÃÒ§·Õè 1
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6;<;+"37 AN ÊÃØ»¤ÇÒÁáµ¡µ‹Ò§¢Í§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !

¨Ò¡¡ÒÃÈÖ¡ÉÒÍ§¤ !»ÃÐ¡Íº¢Í§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¾ºÇ‹ÒÁÕ¤ÇÒÁ  
ËÅÒ¡ËÅÒÂ«Öè§ÍÒ¨·ÓãËŒà¡Ố ¤ÇÒÁÂØ‹§ÂÒ¡«Ñº«ŒÍ¹ã¹¡ÒÃ¹Óä»ãªŒ§Ò¹¨ÃÔ§ ¹Í¡¨Ò¡¹Õé¤ÇÒÁ 
ÊÑºÊ¹ã¹»ÃÐà´ç¹»˜ÞËÒ·ÕèÇ‹Ò “¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¤×ÍÍÐäÃ” ä´Œ·ÇÕ¤ÇÒÁÃØ¹áÃ§ 
ÁÒ¡ÂÔè§¢Öé¹ àÁ×èÍ¹Ñ¡ÇÔªÒ¡ÒÃºÒ§¡ÅØ‹ÁãËŒ¤ÇÒÁÊÓ¤ÑÞáÅÐÁØ‹§ä»ã¹àÃ×èÍ§¢Í§¡ÒÃÈÖ¡ÉÒà©¾ÒÐ 
»ÃÐÊÔ·¸Ô¼Å¢Í§½†ÒÂºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! (Teo, 2002) ºÒ§¡ÅØ‹ÁãËŒ¤ÇÒÁÊÓ¤ÑÞ¡Ñº 
¤Ø³¤‹Ò¢Í§·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹Í§¤ !¡ÒÃ à¹Œ¹¡ÒÃÇÔà¤ÃÒÐË !¨Ò¡ ¤ÇÒÁÃÙŒ ·Ñ¡ÉÐ ÊÁÃÃ¶¹Ð 
(Hitt, Bierman, Shimizu, Koehhar, 2001) ËÅÒÂ¤ÃÑé§¾ºÇ‹Òà»š¹¡ÒÃÈÖ¡ÉÒ¼Å¡ÒÃ 



»¯ÔºÑµÔ§Ò¹ã¹ÃÐ´ÑººØ¤¤Å (batt, 2002) áÅÐã¹ª‹Ç§ËÅÑ§»‚ 2000 à»š¹µŒ¹ÁÒ àÃÔèÁãËŒ¤ÇÒÁ 
ÊÓ¤ÑÞ¡Ñº¡ÒÃÈÖ¡ÉÒá¹Ç¤Ố ¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ!àªÔ§ÃÐººËÃ×Í¡ÒÃ Ñ́̈ ¡ÅØ‹Áà¤Ã×èÍ§Á×Í
¼Ù¡à¢ŒÒ´ŒÇÂ¡Ñ¹ (Systems/bundles of practices) (Capelli and Neumark, 2001) 
ã¹·Ò§µÃ§¡Ñ¹¢ŒÒÁ ¶Ö§áÁŒ¢ŒÍÊÃØ»·Õè¡Å‹ÒÇÁÒ¨ÐªÕéãËŒàËç¹¶Ö§¤ÇÒÁÊÑºÊ¹äÁ‹ªÑ́ à¨¹¢Í§ÃÙ»áºº
ÇÔ̧ Õ» Ô̄ºÑµỐ ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ! áµ‹¡çÁÕ¹Ñ¡ÇÔªÒ¡ÒÃËÅÒÂ¤¹·Õèä Œ́ãËŒ¤ÇÒÁàËç¹à¡ÕèÂÇ¡ÑºÍ§¤!-
»ÃÐ¡Íº¢Í§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·Õ èÁÕÅÑ¡É³Ðã¡ÅŒà¤ÕÂ§ÊÍ´¤ÅŒÍ§¡Ñ¹   
ÍÑ¹¨Ðª‹ÇÂãËŒ¹Ñ¡ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÁÕ¤ÇÒÁªÑ´à¨¹áÅÐà¢ŒÒã¨¶Ö§Í§¤ !»ÃÐ¡ÍºËÅÑ¡ 
¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ä Œ́ Ṍ¢Öé¹ Ñ́§µÒÃÒ§·Õè 2
6;<;+"37 ON  ÊÃØ»á¹Ç¤Ô´ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·ÕèÁÕÅÑ¡É³Ðã¡ÅŒà¤ÕÂ§¡Ñ¹

¹Í¡¨Ò¡¹Õé Conway (2003) ä Œ́¹ÓàÊ¹ÍÃÒÂ§Ò¹µ‹Í The European Congress 
on Work and Organization Psychology àÃ×èÍ§ ÅÑ¡É³Ð·Õè¤ÅŒÒÂ¤ÅÖ§¡Ñ¹¢Í§ÇÔ̧ Õ» Ô̄ºÑµÔ 
Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ·Õè¶Ù¡àÃÕÂ¡ã¹ËÅÒÂÃÙ»áºº Œ́ÇÂ¡Ñ¹àª‹¹ ‘High Performance’, 

‘High Commitment’ ËÃ×Í ‘best’ HR Practice ÇÔ¸Õ»¯ÔºÑµÔàËÅ‹Ò¹Õéä Œ́áÊ´§ãËŒàËç¹¶Ö§ÃÒÂ 
ÅÐàÍÕÂ´¢Í§Í§¤!»ÃÐ¡Íº µÅÍ´¨¹à¤Ã×èÍ§Á×Í à·¤¹Ô¤ã¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ!·ÕèàÃÔèÁ
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ÁÕ¤ÇÒÁªÑ´à¨¹Å§µÑÇáÅÐÅŒÇ¹ÁÕ¼Å¡ÃÐ·ºµ‹Í ·Ñ¡ÉÐËÃ×Í¤ÇÒÁÊÒÁÒÃ¶ (skill/ability), 

áÃ§¨Ù§ã¨ (motivation), áÅÐâÍ¡ÒÊ (opportunities) ¢Í§ºØ¤ÅÒ¡ÃÀÒÂã¹Í§¤ !¡ÒÃ 
(Huselid, 1995) «Öè§ÁÕÅÑ¡É³ÐÊÍ´¤ÅŒÍ§¡Ñº¢ŒÍÁÙÅ·ÕèÊÃØ»äÇŒã¹µÒÃÒ§·Õè 3 Ñ́§¹Õé
6;<;+"37 PN ÊÃØ»ÅÑ¡É³ÐÃ‹ÇÁ¡Ñ¹ÃÐËÇ‹Ò§ ‘High Performance’, ‘High Commitment’ 

ËÃ×Í ‘best’ HR Practice
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ABA -/0#1%0123451!$61"37%3"3789% =%est Practice>
à¹×èÍ§¨Ò¡¢ŒÍàÊ¹ÍáÅÐ·ÄÉ®Õ´ŒÒ¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÁÕÍÂÙ‹à»š¹¨Ó¹Ç¹

ÁÒ¡·ÓãËŒà¡Ô´¤ÇÒÁÊÑºÊ¹áÅÐÂÒ¡µ‹Í¡ÒÃ¹Óä»ãªŒ ¨Ö§ä Œ́ÁÕ¡ÅØ‹Á¹Ñ¡ÇÔªÒ¡ÒÃä Œ́àÊ¹ÍËÅÑ¡
ã¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·ÕèÁÕÅÑ¡É³Ð¢Í§¡ÒÃ¨Ñ´Í§¤ !»ÃÐ¡Íºàª×èÍÁâÂ§à¤Ã×èÍ§Á×Í 
´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·ÕèÁÕà¹×éÍËÒáÅÐ¤ÇÒÁÊÑÁ¾Ñ¹¸ !¡Ñº¡ÅÂØ·¸ !·ÕèÊÍ´¤ÅŒÍ§«Öè§¡Ñ¹áÅÐ¡Ñ¹ 
áÅÐàª×èÍÇ‹ÒÊÒÁÒÃ¶ãªŒà»š¹µŒ¹áºº¹Óä»»ÃÐÂØ¡µ !ãªŒä´Œ¡Ñºã¹·Ø¡Ë¹‹ÇÂ§Ò¹ ã¹ÅÑ¡É³Ð 
µÑÇáºº·Õèà»š¹ÊÒ¡Å (Universal prescription) ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !µÒÁá¹Ç
¤Ô´¹ÕéÁÕÍÔ· Ô̧¾Åµ‹Í»ÃÐÊÔ· Ô̧¼Å¡ÒÃ·Ó§Ò¹¢Í§ºØ¤ÅÒ¡Ã ¡ÒÃÊÃŒÒ§áÅÐ»ÃÑº»ÃØ§¡ÒÃ´Óà¹Ô¹ 
§Ò¹¢Í§Í§¤!¡ÒÃ 

¾Ñ²¹Ò¡ÒÃ¢Í§ Best practice ä´ŒÃÑºÍÔ·¸Ô¾Å¤ÇÒÁ¤Ô´¨Ò¡¡ÅØ‹Á¨ÔµÇÔ·ÂÒ 
ÍØµÊÒË¡ÃÃÁ (Industrial psychology) ·ÕèÁÕ¤ÇÒÁ¾ÂÒÂÒÁã¹¡ÒÃÈÖ¡ÉÒ¤Œ¹¤ÇŒÒà¡ÕèÂÇ¡Ñº
»̃¨¨ÑÂµ‹Ò§ æ ·ÕèÁÕ¼Åµ‹Í¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹¢Í§Á¹ØÉÂ ! ã¹·Ò§» Ô̄ºÑµÔÂÑ§ÁÕ¤ÇÒÁÊÑºÊ¹áÅÐ
¤ÇÒÁ«Ñº«ŒÍ¹ã¹¡ÒÃ¡ÓË¹´»˜¨¨ÑÂ·Õè¤ÇÃ¹ÓÁÒãªŒã¹µÑÇáºº à¹×èÍ§¨Ò¡»˜¨¨ÑÂ·ÕèÊÒÁÒÃ¶
¹ÓÁÒãªŒä´Œ¡Ñº·Ø¡Í§¤ !¡ÒÃáÅÐã¹·Ø¡Ê¶Ò¹¡ÒÃ³ !à»š¹àÃ×èÍ§·ÕèÁÕ¤ÇÒÁÂÒ¡ÅÓºÒ¡à¾ÃÒÐ 
¸ÃÃÁªÒµÔ¢Í§áµ‹ÅÐÍ§¤ !¡ÒÃÅŒÇ¹ÁÕ¤ÇÒÁáµ¡µ‹Ò§¡Ñ¹ ¾ºÇ‹Òã¹ºÒ§µÑÇáººÍÒ¨ÁÕ»˜¨¨ÑÂ
·Õè¶Ù¡¹ÓÁÒãªŒà¾ÕÂ§ 4-5 »̃¨ Ñ̈Â ã¹¢³Ð·ÕèºÒ§µÑÇáººÍÒ¨ÁÕ»̃¨ Ñ̈Â·Õèà¡ÕèÂÇ¢ŒÍ§¶Ö§ 12 »̃¨ Ñ̈Â 
Œ́ÇÂ¡Ñ¹

 á¹Ç¤Ô´ Best practice ·Õèä Œ́ÃÑº¡ÒÃ¡Å‹ÒÇ¶Ö§ÁÒ¡·ÕèÊØ´à»š¹¢Í§ Pfeffer 

(1994) ª×èÍ “Pfeffer’s 16 practices for competitive advantage through 

people” «Öè§Í Ô̧ºÒÂ»̃¨¨ÑÂ·Õèà¡ÕèÂÇ¢ŒÍ§¡Ñº¤¹ã¹Í§¤!¡ÒÃäÇŒ 16 »ÃÐ¡ÒÃ·Õè¨Ð·ÓãËŒà¡Ô´
¤ÇÒÁä´Œà»ÃÕÂºã¹¡ÒÃá¢‹§¢Ñ¹»ÃÐ¡Íº´ŒÇÂÃÒÂÅÐàÍÕÂ´´Ñ§¹Õé 1) ¤ÇÒÁÁÑè¹¤§ã¹§Ò¹
áÅÐ¡ÒÃ·Ó§Ò¹ 2) ¤ÇÒÁÊÒÁÒÃ¶ã¹¡ÒÃ¤Ñ´àÅ×Í¡ºØ¤ÅÒ¡Ã 3) ¤‹Ò¨ŒÒ§ã¹ÃÐ Ñ́ºÊÙ§      
4) ¤‹ÒµÍºá·¹àÊÃÔÁ ¤‹Ò¨ŒÒ§¨Ù§ã¨ 5) ¤ÇÒÁÃÙŒÊÖ¡à»š¹à¨ŒÒ¢Í§Í§¤ !¡ÒÃ¢Í§ºØ¤ÅÒ¡Ã
6) ¡ÒÃáº‹§»̃¹¢ŒÍÁÙÅ ÊÒÃÊ¹à·È¢Í§Í§¤ !¡ÒÃ 7) ¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁáÅÐ¡ÒÃÁÍºÍÓ¹Ò¨
8) ·ÕÁáÅÐ¡ÒÃÍÍ¡áºº§Ò¹  9) ¡ÒÃ½ƒ¡ÍºÃÁáÅÐ¡ÒÃ¾Ñ²¹Ò·Ñ¡ÉÐ 10) ¡ÒÃãªŒ
»ÃÐâÂª¹ !áÅÐ¡ÒÃ½ƒ¡ÍºÃÁºØ¤ÅÒ¡Ãã¹ÅÑ¡É³Ð¢ŒÒÁÊÒÂ§Ò¹ 11) ¤ÇÒÁàÊÁÍÀÒ¤ 
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à»š¹¸ÃÃÁ 12) ¡ÒÃ¤Çº¤ØÁ¤‹Ò¨ŒÒ§ 13) ¡ÒÃàÅ×èÍ¹¢Ñé¹¨Ò¡ÀÒÂã¹Í§¤ !¡ÒÃ 14) ¡ÒÃÁÍ§ 
ÃÐÂÐÂÒÇ 15) ¡ÒÃÇÑ´¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ 16) ¡ÒÃÂÖ´ËÅÑ¡»ÃÑªÞÒ¢Í§Í§¤!¡ÒÃ

ÀÒÂËÅÑ§ã¹»‚ 1998 Pfeffer ä Œ́Å´¨Ó¹Ç¹»˜¨¨ÑÂ¨Ò¡à´ÔÁ·ÕèÁÕÍÂÙ‹ 16 ¢ŒÍàËÅ×Í 
à¾ÕÂ§ 7 ¢ŒÍ àÃÕÂ¡Ç‹Ò “Pfeffer’s 7 practices for building pro t by putting 
people  rst” ÁÕÃÒÂÅÐàÍÕÂ´¤×Í 1) ¤ÇÒÁÁÑè¹¤§ã¹¡ÒÃ¨ŒÒ§§Ò¹ 2) ¡ÒÃ¤Ñ´àÅ×Í¡ 3) ·ÕÁ 
ºÃÔËÒÃ¨Ñ´¡ÒÃµ¹àÍ§áÅÐ¡ÒÃ·Ó§Ò¹à»š¹·ÕÁ 4) ¡ÒÃ ‹̈ÒÂ¤‹ÒµÍºá·¹ã¹ÃÐ´ÑºÊÙ§àª×èÍÁ 
âÂ§¡Ñº¼Å»ÃÐ¡Íº¡ÒÃ¢Í§Í§¤!¡ÒÃ 5) ¡ÒÃ½ƒ¡ÍºÃÁÍÂ‹Ò§à¢ŒÁ¢Œ¹ 6) Å´¤ÇÒÁáµ¡µ‹Ò§
Œ́Ò¹Ê¶Ò¹Ð¢Í§ºØ¤¤Åã¹Í§¤ !¡ÒÃ 7) ¡ÒÃáº‹§»̃¹¢ŒÍÁÙÅ¢‹ÒÇÊÒÃ

¶Ö§áÁŒÇ‹Ò¨ÐÁÕ¢ŒÍâµŒáÂŒ§ËÅÑ¡¡ÒÃ¤ÇÒÁàª×èÍ·Õèà»š¹ÊÒ¡Å¢Í§¡ÅØ‹Á Best practice 
àª‹¹ à»š¹á¹Ç¤Ô´à´ÔÁ·ÕèÁÕÍÂÙ‹ à¾ÕÂ§áµ‹à¾ÔèÁ¡ÒÃàª×èÍÁâÂ§ËÃ×Í¡ÒÃ¨Ñ´ªØ´¢Í§à¤Ã×èÍ§Á×ÍËÃ×Í
à·¤¹Ô¤·ÕèÁÕÍÂÙ‹à¢ŒÒ´ŒÇÂ¡Ñ¹ (Becker and Gerhart, 1996; Dyer and Reeves, 1995; 
Youndt et al, 1996) «Öè§¡ÒÃ¹Óä»ãªŒã¹Ê¶Ò¹¡ÒÃ³ !¨ÃÔ§ ¹Ñ¡»¯ÔºÑµÔ¨Óà»š¹ÍÂ‹Ò§ÂÔè§ 
·ÕèµŒÍ§ãËŒ¤ÇÒÁÊÓ¤ÑÞ¡Ñº¤ÇÒÁáµ¡µ‹Ò§¡Ñ¹¢Í§ºÃÔº·´ŒÒ¹¡ÒÃ¨Ñ´¡ÒÃ ÍÂ‹Ò§äÃ¡çµÒÁ 
»ÃÐâÂª¹!·Ò§·ÄÉ®Õ·Õèà¡Ô´¢Öé¹¨Ò¡ËÅÑ¡ Best practice ¡çÁÕÍÂÙ‹ËÅÒÂ»ÃÐ¡ÒÃ àª‹¹ ËÅÒÂ 
Í§¤ !»ÃÐ¡Íº¢Í§ Beat practice ÊÐ·ŒÍ¹¡ÒÃãËŒ¤ÇÒÁÊÓ¤ÑÞ¡ÑººØ¤ÅÒ¡Ãã¹¡ÒÃà¢ŒÒÁÒ
ÁÕÊ‹Ç¹Ã‹ÇÁã¹¡ÒÃµÑ´ÊÔ¹ã¨ ¡ÒÃÁÍºÍÓ¹Ò¨áÅÐ¡ÒÃà¢ŒÒ¶Ö§¢ŒÍÁÙÅÊÓ¤ÑÞã¹àªÔ§¡ÅÂØ·¸ ! 
áÅÐÀÒ¾ÃÇÁ¢Í§Í§¤ !¡ÒÃ â´Âà©¾ÒÐ¢ŒÍÁÙÅ´ŒÒ¹¼Å»ÃÐ¡Íº¡ÒÃ »ÃÒ¡¯¡ÒÃ³ ! Ñ́§¡Å‹ÒÇ 
ä´ŒáÊ´§ãËŒàËç¹¾Ñ²¹Ò¡ÒÃ¢Í§à·¤¹Ô¤¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ºÃÔº·¢Í§¡ÒÃ   
ºÃÔËÒÃ¨Ñ´¡ÒÃºØ¤ÅÒ¡Ã·ÕèÁÕ¤ÇÒÁÃÙŒ (knowledge worker) ÁÒ¡¢Öé¹¡Ç‹Òã¹Í´ÕµáÅÐà»š¹ 
»ÃÐà ḉ¹·ÕèµŒÍ§ä Œ́ÃÑº¡ÒÃ¾ÔÊÙ¨¹ !Ç‹Ò¨ÐÊÒÁÒÃ¶¹Óä»»ÃÐÂØ¡µ!ãªŒä Œ́¡ÑºÍ§¤!¡ÒÃã´ºŒÒ§

à¾×èÍà»š¹¡ÒÃÂ×¹ÂÑ¹¶Ö§¡ÒÃÁÕÍÂÙ‹¢Í§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·Õè¶Ù¡¹ÓÁÒãªŒ 
ã¹¡ÒÃ´Óà¹Ô¹§Ò¹¨ÃÔ§ Guest et al (2000) ä Œ́·Ó¡ÒÃÇÔ¨ÑÂáÅÐ¹ÓàÊ¹Í¢ŒÍÁÙÅà»ÃÕÂº
à·ÕÂºÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !µÒÁ»ÃÐà´ç¹·Õèä´ŒÊÃØ»äÇŒÃÐËÇ‹Ò§Í§¤ !¡ÒÃÀÒ¤ÃÑ° 
áÅÐàÍ¡ª¹ã¹º·¤ÇÒÁª×èÍ HRM and Business Performance: An Analysis of 

The Workplace Employee Relation Survey ÁÕÃÒÂÅÐàÍÕÂ´ Ñ́§¹Õé
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6;<;+"37 QN  à»ÃÕÂºà·ÕÂºÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÃÐËÇ‹Ò§Í§¤!¡ÒÃÀÒ¤ÃÑ°áÅÐ  
àÍ¡ª¹

·ÕèÁÒ: Guest et al. 2000, Employment Relations, HRM and Business 

Performance: An analysis of the 1998 workplace employee relations survey. 

London, CIPD, pp.16.

ABO 0123451!$61%G;/"<$>&;)<?/9@&!:/*$)@H.E8<1?-<+8/$!8/9/)$/ 
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ËÅÑ¡¡ÒÃ¾×é¹°Ò¹ÊÓ¤ÑÞ»ÃÐ¡ÒÃ·ÕèÊÍ§ ·Õè¨Óà»š¹µŒÍ§¡Å‹ÒÇ¶Ö§ã¹àÃ×èÍ§¢Í§ÇÔ¸Õ 
»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ¹Í¡àË¹×Íä»¨Ò¡¤ÓµÍº·ÕèÇ‹Ò ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡Ã   
Á¹ØÉÂ!»ÃÐ¡Íºä» Œ́ÇÂÍÐäÃºŒÒ§¤×Í  ÃÙ»áºº¢Í§¡ÒÃ¹ÓàÍÒÇÔ̧ Õ» Ô̄ºÑµỐ ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ!
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àËÅ‹Ò¹Ñé¹ÁÒãªŒã¹¡ÒÃ»¯ÔºÑµÔ§Ò¹ º‹ÍÂ¤ÃÑé§¾ºÇ‹ÒË¹‹ÇÂ§Ò¹àÁ×èÍ¹ÓËÅÑ¡¡ÒÃ¨Ñ´¡ÒÃ·ÕÁ§Ò¹ 
à¢ŒÒÁÒãªŒã¹¡ÒÃ·Ó§Ò¹ ÃÙ»áºº¡ÒÃãËŒÃÒ§ÇÑÅ¡ç¨Óà»š¹µŒÍ§ãªŒ¡ÒÃ¨‹ÒÂ¤‹ÒµÍºá·¹áºº 
Team-based pay ¡ÒÃãËŒ·ÕÁä Œ́ÁÕâÍ¡ÒÊºÃÔËÒÃ¨Ñ´¡ÒÃµ¹àÍ§ (self-managed team) 

µÒÁä» Œ́ÇÂ ËÃ×Íã¹ËÅÑ¡¡ÒÃà ṌÂÇ¡Ñ¹Ë¹‹ÇÂ§Ò¹ã´·ÕèãËŒ¤ÇÒÁÊÓ¤ÑÞ¡ÑºÍ§¤!¡ÒÃáË‹§¡ÒÃ
àÃÕÂ¹ÃÙŒ ¡ç¨ÐãËŒ¤ÇÒÁÊÓ¤ÑÞ¡Ñº¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§¡ÒÃÊÃÃËÒ¤Ñ´àÅ×Í¡¡Ñº¡ÒÃàÃÕÂ¹ÃÙŒ 
à¢ŒÒ´ŒÇÂ¡Ñ¹ â´Â¡ÃÐºÇ¹¡ÒÃã¹¡ÒÃ¤Ñ´àÅ×Í¡¨ÐµŒÍ§ÁÕà¤Ã×èÍ§Á×Í·ÕèÊÒÁÒÃ¶ÇÑ´ÊÁÃÃ¶¹Ð  
ã¹¡ÒÃà»š¹¼ÙŒàÃÕÂ¹ÃÙŒ·Õè´Õ (learning how to learn) â´Â»˜¨¨ÑÂ·Õè¡Å‹ÒÇÁÒ¨ÐµŒÍ§ÁÕ     
ÇÑ²¹¸ÃÃÁÍ§¤ !¡ÒÃ·Õèà¢ŒÁá¢ç§à»š¹ÊÔè§Ê¹ÑºÊ¹Ø¹ ¨ÐàËç¹ä´ŒÇ‹ÒÃÙ»áºº¢Í§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹ 
·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¹Ñé¹äÁ‹ä Œ́¶Ù¡ãªŒã¹ÅÑ¡É³ÐáÂ¡ÍÍ¡¨Ò¡¡Ñ¹ ¡ÒÃãªŒ¡ÅÑºÁÕÃÙ»áºº·Õè¼Ù¡âÂ§ 
ÇÔ Õ̧»¯ÔºÑµÔà¢ŒÒ´ŒÇÂ¡Ñ¹ã¹ÅÑ¡É³Ð»ÐµÔ´»Ðµ‹ÍÍÂ‹Ò§à»š¹àËµØà»š¹¼Å (coherent) ãªŒ¡ÒÃ      
¼Ù¡µÔ´ÇÔ¸Õ»¯ÔºÑµÔà¾×èÍàÊÃÔÁáÃ§Ê¹ÑºÊ¹Ø¹«Öè§¡Ñ¹áÅÐ¡Ñ¹ (synergetic bundle) Benson     
áÅÐ Lawler (2003) ä´Œ¡Å‹ÒÇ¶Ö§ÍÔ·¸Ô¾Å¢Í§¡ÒÃãªŒÇÔ¸Õ»¯ÔºÑµÔã¹ÅÑ¡É³ÐàÊÃÔÁáÃ§
Ê¹ÑºÊ¹Ø¹«Öè§¡Ñ¹áÅÐ¡Ñ¹Ç‹Ò ÁÕ¼Å§Ò¹ÇÔ¨ÑÂ·ÕèÂ×¹ÂÑ¹¶Ö§ÍÔ· Ô̧¾ÅàªÔ§ºÇ¡¢Í§¡ÒÃãªŒÇÔ¸Õ»¯ÔºÑµÔ 
Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ!ã¹ÅÑ¡É³Ð»ÃÐ¡Íºà¢ŒÒ Œ́ÇÂ¡Ñ¹ (complementary) áµ‹ÍÂ‹Ò§äÃ¡çµÒÁ

áµ‹ÂÑ§¢Ò´¢ŒÍÁÙÅ·ÕèãªŒã¹¡ÒÃÍ¸ÔºÒÂ¶Ö§¤ÇÒÁªÑ´à¨¹¢Í§Í§¤ !»ÃÐ¡Íº·Õèá¹‹¹Í¹¢Í§ÇÔ¸Õ 
»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !Ç‹Ò¨ÐµŒÍ§ÁÕ¡ÒÃ¼Ù¡ËÃ×Í¡ÒÃ¨Ñ´¡ÅØ‹Áà¢ŒÒ´ŒÇÂ¡Ñ¹ÍÂ‹Ò§äÃ
 ¢ŒÍÁÙÅàªÔ§»ÃÐ¨Ñ¡É !¨Ó¹Ç¹äÁ‹¹ŒÍÂ·Õèä´Œ¨Ò¡¼Å¡ÒÃÇÔ¨ÑÂ áÊ´§ãËŒàËç¹¶Ö§¤ÇÒÁ 
ÊÓàÃç¨¢Í§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·Õè¶Ù¡¹ÓÁÒãªŒã¹ÅÑ¡É³ÐàÊÃÔÁáÃ§Ê¹ÑºÊ¹Ø¹ 
«Öè§¡Ñ¹áÅÐ¡Ñ¹ µÑÇÍÂ‹Ò§àª‹¹ ¡ÒÃ½ƒ¡ÍºÃÁÍÂ‹Ò§à¢ŒÁ¢Œ¹µ‹Íà¹×èÍ§¹Óä»ÊÙ‹¡ÒÃÊÃŒÒ§·ÕÁã¹ 
¡ÒÃºÃÔËÒÃ¨Ñ´¡ÒÃµ¹àÍ§·ÕèÁÕ»ÃÐÊÔ·¸ÔÀÒ¾ ËÃ×Í¡ÒÃ¨‹ÒÂ¤‹ÒµÍºá·¹ã¹ÃÐ´ÑºÊÙ§¢Í§  
Í§¤!¡ÒÃàË¹×Í¡Ç‹Ò¤Ù‹á¢‹§¢Ñ¹ª‹ÇÂãËŒÁÕ¼ÙŒÁÒÊÁÑ¤Ã§Ò¹¡ÑºÍ§¤!¡ÒÃ¨Ó¹Ç¹ÁÒ¡ Roche (1999)
¡Å‹ÒÇÇ‹Ò Í§¤ !¡ÒÃ·Õèàª×èÍÁâÂ§¡ÅÂØ· !̧ Œ́Ò¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !à¢ŒÒ¡Ñº¡ÅÂØ· !̧·Ò§
¸ØÃ¡Ô¨ÁÕá¹Çâ¹ŒÁã¹¡ÒÃ¹ÓÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ÅÑ¡É³ÐàÊÃÔÁáÃ§«Öè§¡Ñ¹áÅÐ
¡Ñ¹ÁÒãªŒÁÒ¡ÂÔè§¢Öé¹ Guest (1997) ä Œ́¡Å‹ÒÇ¶Ö§¡ÒÃãªŒÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹
ÅÑ¡É³ÐºÙÃ³Ò¡ÒÃÀÒÂã¹ (internal  t/horizontal  t) ¡Ô¨¡ÃÃÁµ‹Ò§ æ à¢ŒÒ´ŒÇÂ¡Ñ¹ 
¨Óà»š¹·Õè¨ÐµŒÍ§ÁÕ¡ÒÃ¨Ñ´¡ÅØ‹Á (categories) ãËŒÁÕ¤ÇÒÁàËÁÒÐÊÁ ÊÒàËµØà¾ÃÒÐÇÔ¸Õ»¯ÔºÑµÔ 



Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áµ‹ÅÐ¡Ô¨¡ÃÃÁãËŒ¼ÅÅÑ¾¸ ! Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! (HR Outcomes) 

áµ¡µ‹Ò§¡Ñ¹ÍÍ¡ä» Guest ä Œ́¨Ñ´áº‹§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÍÍ¡à»š¹ 3 ¡ÅØ‹Á 
â´Âä Œ́ÍÒÈÑÂÇÔ Õ̧»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !µÒÁËÅÑ¡ Best Practices ¢Í§ Pfeffer 

ÁÒà»š¹¾×é¹°Ò¹ã¹¡ÒÃ¨Ñ´ áÁŒËÅÑ¡ Best Practices ¨ÐÁÕ»̃ÞËÒã¹ËÅÒÂ»ÃÐ¡ÒÃã¹¡ÒÃ 
¹ÓÁÒãªŒã¹ÅÑ¡É³Ð¢ŒÍÊÃØ»·Õèà»š¹ÊÒ¡Å (Universal Approaches) àª‹¹  ¤ÇÒÁáµ¡µ‹Ò§ 
µÒÁÅÑ¡É³Ð¢Í§Í§¤ !¡ÒÃ ¤ÇÒÁáµ¡µ‹Ò§¢Í§ÀÒ¤ÍØµÊÒË¡ÃÃÁáÅÐ¤ÇÒÁáµ¡µ‹Ò§¢Í§ 
ºÃÔº·¢Í§»ÃÐà·È ¡çµÒÁ »˜ÞËÒ»ÃÐ¡ÒÃ·ÕèÊÍ§ã¹¡ÒÃ¨Ñ´¡ÅØ‹ÁÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡Ã
Á¹ØÉÂ!¤×Í ¡ÒÃ Ñ́̈ ¡ÅØ‹Á¤ÇÃÁÕÅÑ¡É³Ðàª‹¹äÃ Guest ä Œ́µÑé§»ÃÐà ḉ¹¢ŒÍÊÑ§à¡µäÇŒÊÍ§»ÃÐ¡ÒÃ 
¤×Í
 1. ¡ÒÃàª×èÍÁÇÔ̧ Õ» Ô̄ºÑµỐ ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ!·Ñé§ËÁ´à¢ŒÒ Œ́ÇÂ¡Ñ¹ (Fit as gestalt)
 2. ¡ÒÃàª×èÍÁÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !â´Â Ñ̈´à»š¹¡ÅØ‹ÁµÒÁà»‡ÒËÁÒÂËÅÑ¡  
  ¢Í§ÇÔ¸Õ»¯ÔºÑµÔ (Fit as bundles)

¨Ò¡¡ÒÃÈÖ¡ÉÒ¢ŒÍÁÙÅ¼Å§Ò¹ÇÔ¨ÑÂ¢Í§ Guest ·Õèà¡ÕèÂÇ¡Ñº¡ÒÃ¨Ñ´¡ÅØ‹ÁÇÔ¸Õ»¯ÔºÑµÔ
Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! ã¹ÃÐËÇ‹Ò§»‚ 1997-2007 ¾ºÇ‹ÒÁÕÃÙ»áºº¢Í§¡ÒÃ Ñ̈´¡ÅØ‹ÁÍ§¤ !

»ÃÐ¡ÍºÇÔ Õ̧»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !µÒÁ¡ÃÍºá¹Ç¤Ô´¡ÒÃ¼Ù¡à¢ŒÒ´ŒÇÂ¡Ñ¹ (bundle) 

Ñ́§ÀÒ¾»ÃÐ¡Íº 
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R;>"37 AN à»ÃÕÂºà·ÕÂº¤ÇÒÁà»ÅÕèÂ¹á»Å§¢Í§¡ÒÃ Ñ́̈ ¡ÅØ‹ÁÇÔ̧ Õ» Ô̄ºÑµỐ ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ! 
¢Í§ Guest

·ÕèÁÒ: Guest. 2007, the Smarter Ways of Working, SSDA Catalyst, Issues 3.

ÍÂ‹Ò§äÃ¡çµÒÁÂÑ§ÁÕ¢ŒÍâµŒáÂŒ§à¡ÕèÂÇ¡Ñºá¹Ç¤Ô´ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! 
áººàÊÃÔÁáÃ§ (bundle human resource practice) Caldwell (2003) ä Œ́¡Å‹ÒÇ¶Ö§ 



¼Å¡ÒÃÊÓÃÇ¨ºÃÔÉÑ·ªÑé¹¹Ó 100 áË‹§·ÕèãËŒ¤ÇÒÁÊÓ¤ÑÞ¡ÑºÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! 
¾ºÇ‹Ò ºÃÔÉÑ·àËÅ‹Ò¹Ñé¹ä´ŒãËŒ¤ÇÒÁÊÓ¤ÑÞ¡Ñº¡ÒÃãªŒÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áºº
àÊÃÔÁáÃ§«Öè§¡Ñ¹áÅÐ¡Ñ¹ áµ‹¡ÅÑº¾ºÇ‹ÒÂÑ§äÁ‹¤‹ÍÂÁÕËÅÑ¡°Ò¹áÅÐà»š¹ÊÔè§·ÕèÂÒ¡ã¹¡ÒÃ
Í¸ÔºÒÂ¶Ö§¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§ÇÔ¸Õ»¯ÔºÑµÔ¡Ñº¼ÅÅÑ¾¸ !·Õèà¡Ô´¢Öé¹ «Öè§ÍÒ¨à¡Ô´¨Ò¡ÊÒàËµØ 
ËÅÒÂ»ÃÐ¡ÒÃàª‹¹ 

1. ¤¹Ê‹Ç¹ãËÞ‹àª×èÍÇ‹ÒäÁ‹ÁÕÇÔ¸Õ»¯ÔºÑµÔ·Õèà»š¹¢ŒÍÊÃØ»·ÑèÇä»áÅÐäÁ‹ÁÕÊÙµÃÊÓàÃç¨ 
(magic formula) ¢Í§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !

2. ¢¹Ò´¢Í§Í§¤!¡ÒÃ â¤Ã§ÊÃŒÒ§áÅÐá¼¹¡§Ò¹·ÕèÁÕ¤ÇÒÁ«Ñº«ŒÍ¹ Ê‹§¼ÅãËŒÂÒ¡
µ‹Í¡ÒÃ¹Óá¹Ç¤Ô´¹ÕéÁÒãªŒã¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !à¾ÃÒÐÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡Ã 
Á¹ØÉÂ !áººàÊÃÔÁáÃ§«Öè§¡Ñ¹áÅÐ¡Ñ¹µŒÍ§ÍÒÈÑÂ¡ÒÃ»ÃÐÊÒ¹§Ò¹¤‹Í¹¢ŒÒ§ÁÒ¡

3. ¤ÇÒÁÃÙŒ ¤ÇÒÁà¢ŒÒã¨ º·ºÒ·Ë¹ŒÒ·Õè¢Í§ºØ¤ÅÒ¡Ã½†ÒÂ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÂÑ§ 
ãËŒ¤ÇÒÁÊÓ¤ÑÞ¡Ñº§Ò¹ã¹ÃÐ´Ñº»¯ÔºÑµÔ (operational personnel) ÁÒ¡¡Ç‹Ò·Õè¨Ð¤Ó¹Ö§¶Ö§
ÇÔÊÑÂ·ÑÈ¹ !ã¹àªÔ§¡ÅÂØ· !̧ (strategic vision)

¹Í¡¨Ò¡ Caldwell áÅŒÇÂÑ§ÁÕ¹Ñ¡ÇÔªÒ¡ÒÃÍÕ¡ËÅÒÂ¤¹·Õèä Œ́áÊ´§¢ŒÍÊ§ÊÑÂã¹Ê‹Ç¹
»ÃÐ¡ÍºáÅÐÅÑ¡É³Ð¢Í§¡ÒÃ¨Ñ´¡ÅØ ‹Á¢Í§ÇÔ¸ Õ»¯Ôº Ñµ Ô´ ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !àª ‹¹ 
Scarbrough and Kinnie (2003), Cordery (2003) Boxall áÅÐ Purcell (2003) 
ä Œ́ãËŒ·ÑÈ¹Ðà¾ÔèÁàµÔÁÇ‹Ò “¾Ç¡à¢ÒäÁ‹ÃÙŒÊÖ¡»ÃÐËÅÒ´ã¨áµ‹ÍÂ‹Ò§ã´·ÕèÁÕ¤ÇÒÁàËç¹·Õè¢Ñ́ áÂŒ§¡Ñ¹ 
(Paradox) ¶Ö§Í§¤!»ÃÐ¡Íº¢Í§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áÅÐÇÔ¸Õ¡ÒÃ·Õè¨Ñ´¡ÅØ‹Á¢Í§
¡Ô¨¡ÃÃÁà¢ŒÒ´ŒÇÂ¡Ñ¹ à¾ÃÒÐ»ÃÒ¡¯¡ÒÃ³ !¢Í§¤ÇÒÁ¢Ñ´áÂŒ§·Ò§¤ÇÒÁ¤Ô´·Õèà¡Ô´¢Öé¹¹Õéà»š¹ 
àÃ×èÍ§»¡µÔ¢Í§¡ÒÃºÃÔËÒÃ¤¹ (Managing People)”     
         
OB )*'(+%, =%lac) %ox> K(+);<!<1=;<"<$>&;)<?/9@&!!/>FS/T;/"U@V3 
A9A )$!);<EWF7(?X&+8J'I*);<451!$61+;/     
          
 ¡ÃÍºá¹Ç¤Ô´ AMO §Ò¹ÇÔ¨ÑÂ·Õèà¡ÕèÂÇ¡ÑºÍÔ· Ô̧¾Å¢Í§ÇÔ Õ̧»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡Ã 
Á¹ØÉÂ !ËÅÑ§¨Ò¡»‚ ¤.È. 2000 à»š¹µŒ¹ÁÒàª‹¹ Appelbaum áÅÐ¤³Ðã¹»‚ 2000 Boxall 
& Purcell »‚ 2003 àÃÔèÁáÊ´§ãËŒÀÒ¾áÅÐËÅÑ¡°Ò¹àªÔ§»ÃÐ¨Ñ¡É !·ÕèªÑ´à¨¹ÁÒ¡ÂÔè§¢Öé¹¢Í§

!*' ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ !



»̃¨¨ÑÂá·Ã¡·ÕèÍÂÙ‹ÃÐËÇ‹Ò§ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ ËÅÑ¡°Ò¹ 
àªÔ§»ÃÐ Ñ̈¡É!·Õèä Œ̈́ Ò¡¡ÒÃÇÔ̈ ÑÂàÃÔèÁä¢»ÃÔÈ¹Ò¢Í§»̃ÞËÒ¡Å‹Í§´ÓãËŒÁÕ¤ÇÒÁªÑ́ à¨¹ÁÒ¡ÂÔè§¢Öé¹ 
àª‹¹ §Ò¹ÇÔ¨ÑÂ¢Í§ Wright and Kehoe (2007) ÇÔà¤ÃÒÐË !ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡Ã  
Á¹ØÉÂ !¡Ñº¼Å¡ÒÃ´Óà¹Ô¹§Ò¹â´Â¼‹Ò¹ “¤ÇÒÁ¼Ù¡¾Ñ¹ (Commitment)” §Ò¹ÇÔ¨ÑÂ¢Í§ 
Yuan Liau (2005) ÇÔà¤ÃÒÐË !ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ´Óà¹Ô¹§Ò¹â´Â 
¼‹Ò¹ “¤ÇÒÁ¼Ù¡¾Ñ¹ (Commitment)”

Guest (1997) ä Œ́ª‹ÇÂÍ Ô̧ºÒÂãËŒàËç¹ÁÔµÔµ‹Ò§ æ ¢Í§¼ÅÅÑ¾¸ !·Õè¤ÇÃ¨ÐµŒÍ§à¡Ô´¢Öé¹
¨Ò¡ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! â´Â¼‹Ò¹µÑÇáºº AMO «Öè§ÁÕ°Ò¹¤µÔ·ÕèÇ‹Ò Á¹ØÉÂ !¨Ð
·Ó§Ò¹ä Œ́ Ṍ¢Öé¹¡çµ‹ÍàÁ×èÍ
 1. ¤¹¼ÙŒ¹Ñé¹à»š¹¼ÙŒ·ÕèÁÕ ¤ÇÒÁÃÙŒ (knowledge) ·Ñ¡ÉÐ (skill) áÅÐ ÁÕ 
¤ÇÒÁÊÒÁÒÃ¶ (ability) ã¹·Õè¹ÕéËÁÒÂ¶Ö§ ÃÙŒÇÔ¸Õ¡ÒÃ·Õè¨Ð¹Ó¤ÇÒÁÃÙŒ ·Ñ¡ÉÐ·Õèµ¹ÁÕä»»ÃÐÂØ¡µ! 
ãªŒã¹¡ÒÃ·Ó§Ò¹ (A)
 2. ¤¹¼ÙŒ¹Ñé¹¨ÐµŒÍ§ÁÕáÃ§¨Ù§ã¨ã¹¡ÒÃ·Ó§Ò¹áÅÐ»ÃÒÃ¶¹Ò¨Ð·ÓãËŒä´Œ  
¼Å§Ò¹·Õè Ṍ (M)

 3. ¤¹¼ÙŒ¹Ñé¹µŒÍ§ä Œ́ÃÑºâÍ¡ÒÊ¨Ò¡à¾×èÍ¹Ã‹ÇÁ§Ò¹ ¼ÙŒºÑ§¤ÑººÑÞªÒáÅÐÃÐºº
§Ò¹ã¹¡ÒÃ·Õè̈ ÐÊÒÁÒÃ¶ãªŒ¤ÇÒÁÃÙŒ ¤ÇÒÁÊÒÁÒÃ¶áÅÐáÃ§ Ù̈§ã¨ã¹¡ÒÃ·Ó§Ò¹à¾×èÍãËŒºÃÃÅØ 
µÒÁà»‡ÒËÁÒÂáÅÐ¤ÇÒÁÊÓàÃç¨¢Í§Í§¤ !¡ÒÃ (O)

¼ÅÅÑ¾¸ !·Õèà¡Ô´¢Öé¹¨Ò¡ÇÔ¸Õ»¯ÔºÑµÔ Œ́Ò¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·Ñé§ 3 Í§¤!»ÃÐ¡ÍºµÒÁ 
µÑÇáºº AMO µŒÍ§¶Ù¡¹ÓÁÒãªŒ¤Çº¤Ù‹¡Ñ¹ä»

á¹Ç¢Í§ Guest à¡ÕèÂÇ¡ÑºËÅÑ¡¡ÒÃ¢Í§·ÄÉ®Õ AMO ÁÕ¤ÇÒÁÊÍ´¤ÅŒÍ§ä»ã¹
·ÔÈ·Ò§à ṌÂÇ¡Ñ¹¡Ñº¢ŒÍàÊ¹Í¢Í§ Appelbaum «Öè§ä Œ́Í¸ÔºÒÂ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§»̃¨¨ÑÂ 
3 »ÃÐ¡ÒÃ¢Í§ AMO theory ¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹äÇŒ Ñ́§ÊÁ¡ÒÃ

ËÅÑ§¨Ò¡¹Ñé¹ã¹»‚ 2006 Guest ä Œ́¾Ñ²¹Ò¡ÃÍºá¹Ç¤Ô´ AMO ãËŒ¢ÂÒÂ¢Íº- 
à¢µà¾ÔèÁàµÔÁÁÒ¡¢Öé¹ â´ÂÂÑ§¤§»̃¨¨ÑÂËÅÑ¡ 3 »ÃÐ¡ÒÃàÍÒäÇŒ áµ‹¢ÂÒÂà¾ÔèÁàµÔÁà»š¹»˜¨¨ÑÂ

ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ ! !*(



!*) ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ !

·Õè 4 ¤×Í ¤ÇÒÁ¼Ù¡¾Ñ¹µ‹Íà»‡ÒËÁÒÂ¢Í§Í§¤ !¡ÒÃ (commitment) ·Õèà¡Ô´¨Ò¡ÍÔ·¸Ô¾Å¢Í§
¡ÒÃàÅ×èÍ¹¢Ñé¹¨Ò¡ÀÒÂã¹ ¤ÇÒÁÁÑè¹¤§ã¹¡ÒÃ·Ó§Ò¹áÅÐ¤ÇÒÁà»š¹¸ÃÃÁ áµ‹¢ŒÍàÊ¹Í¢Í§ 
Guest ÂÑ§äÁ‹ä Œ́ÃÑº¡ÒÃ¡Å‹ÒÇ¶Ö§ÁÒ¡¹Ñ¡ ·Ñé§¨Ò¡ã¹Ê‹Ç¹§Ò¹ÇÔ̈ ÑÂáÅÐº·¤ÇÒÁ·Ò§ÇÔªÒ¡ÒÃ

¹Í¡¨Ò¡¡ÃÍºá¹Ç¤Ô´ AMO áÅŒÇ Moorhead áÅÐ Gri!  n (2003) ä Œ́ 
¡Å‹ÒÇ¶Ö§¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§ áÃ§ Ù̈§ã¨ ¤ÇÒÁÊÒÁÒÃ¶áÅÐÊÀÒ¾áÇ´ÅŒÍÁ·ÕèÁÕÍÔ· Ô̧¾Å
µ‹Í¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹´Ñ§ÊÁ¡ÒÃ

P ËÁÒÂ¶Ö§ ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ M ËÁÒÂ¶Ö§ áÃ§ Ù̈§ã¨ A ËÁÒÂ¶Ö§ ¤ÇÒÁÊÒÁÒÃ¶ 
E ËÁÒÂ¶Ö§ÊÀÒ¾áÇ´ÅŒÍÁ ·Õè»ÃÐ¡Íº´ŒÇÂà¤Ã×èÍ§Á×ÍáÅÐ·ÃÑ¾ÂÒ¡Ã·Õè¨ÐãªŒ·Ó§Ò¹¨¹ 
ºÃÃÅØà»‡ÒËÁÒÂ ¡ÒÃ¢Ò´¡ÒÃÊ¹ÑºÊ¹Ø¹ËÃ×Í¤ÇÒÁäÁ‹¾Íà¾ÕÂ§¢Í§»̃¨¨ÑÂ·Ñé§ 3 Â‹ÍÁÊ‹§ 
¼Å¡ÃÐ·ºµ‹ÍÃÐ´Ñº¢Í§¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ä Œ́

ÀÒ¾µ‹Íä»¹Õéà»š¹µÑÇÍÂ‹Ò§·ÕèáÊ´§ãËŒàËç¹¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹ 
·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áÅÐÃÐºº¡ÒÃ»¯ÔºÑµÔ§Ò¹·ÕèÁÕÅÑ¡É³Ðà»š¹ªØ´¡ÒÃ¨Ñ´¡ÒÃ (bundle) ·Õè¶Ù¡ 
ÍÍ¡áººÁÒà¾×èÍà¾ÔèÁ¤ÇÒÁÊÒÁÒÃ¶ áÃ§¨Ù§ã¨áÅÐâÍ¡ÒÊ¢Í§ºØ¤ÅÒ¡Ãã¹¡ÒÃ»¯ÔºÑµÔ§Ò¹
áÅÐ¼ÅÅÑ¾¸ !·Õèà¡Ô´¢Öé¹Ê×ºà¹×èÍ§¨Ò¡»˜¨¨ÑÂ Ñ́§¡Å‹ÒÇ



R;>"37 O ÊÁÁµÔ°Ò¹¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§¡ÃÍºá¹Ç¤Ô´ AMO ¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹

·ÕèÁÒ: Boxall and Purcell. 2003, Strategy and Human Resource Management.

 ¹Í¡¨Ò¡¹ÕéÂÑ§ÁÕ¢ŒÍÁÙÅáÅÐËÅÑ¡°Ò¹¨Ò¡¼Å¡ÒÃÇÔ¨ÑÂáÅÐº·¤ÇÒÁ·Õèà»š¹ÊÔ è§
Ê¹ÑºÊ¹Ø¹¤ÇÒÁÊÑÁ¾Ñ¹ !̧ã¹ÃÒÂÅÐàÍÕÂ´¢Í§Í§¤!»ÃÐ¡ÍºµÑÇáºº AMO ¡Ñº¼Å¡ÒÃ» Ô̄ºÑµÔ 
§Ò¹¢Í§ºØ¤ÅÒ¡Ã ÁÕÃÒÂÅÐàÍÕÂ´ Ñ́§¹Õé  

OBA #0;?8$?>$/2!<.=0';+#0;?8;?;<L)$!I*);<451!$61+;/
 ¹Ñ¡ÇÔªÒ¡ÒÃ¡ÅØ‹Á·ÄÉ®Õ·Ø¹Á¹ØÉÂ ! (human capital theory) ä Œ́¡Å‹ÒÇ¶Ö§¤ÇÒÁ 
ÊÓ¤ÑÞ¢Í§¤ÇÒÁÊÒÁÒÃ¶ ·Ñ¡ÉÐ¢Í§ºØ¤ÅÒ¡ÃáÅÐ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§¤ÇÒÁÊÒÁÒÃ¶ 
·Ñ¡ÉÐ·ÕèÁÕÍÔ· Ô̧¾Åµ‹Í¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ (Becker, 1975) ¹Í¡¨Ò¡¹ÕéÁÕ¼Å§Ò¹ÇÔ¨ÑÂ¨Ó¹Ç¹
ÁÒ¡·ÕèáÊ´§ãËŒàËç¹¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§¤ÇÒÁÊÒÁÒÃ¶ (ability) ¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ 

ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ ! !*"
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(Gottfredson, 1986; Hunter, 1986) ã¹·Ò§» Ô̄ºÑµÔµÒÁá¹Ç¤Ô´¡ÒÃ¨Ñ´¡ÒÃ·Ø¹Á¹ØÉÂ !   
ä Œ́Í¸ÔºÒÂà¾ÔèÁàµÔÁã¹ÃÒÂÅÐàÍÕÂ´¢Í§Í§¤!»ÃÐ¡Íº¢Í§¤ÇÒÁÊÒÁÒÃ¶Ç‹ÒËÁÒÂ¶Ö§ ¤ÇÒÁÃÙŒ 
(knowledge) áÅÐ·Ñ¡ÉÐ (skill) ¢Í§·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹Í§¤!¡ÒÃ (Flamholtz and 

Lacey, 1981; McKelvey, 1983) Wright áÅÐ¤³Ð (1994) ¡Å‹ÒÇ¶Ö§¡ÒÃà¾ÔèÁ¢Öé¹¢Í§
¤ÇÒÁÊÒÁÒÃ¶¢Í§·Ø¹Á¹ØÉÂ !¹Óä»ÊÙ‹¡ÒÃ¾Ñ²¹ÒÃÐ´Ñº¢Í§»ÃÐÊÔ·¸Ô¼ÅáÅÐ¤ÇÒÁÊÒÁÒÃ¶
ã¹¡ÒÃ»ÃÑºµÑÇµÒÁÊÀÒ¾áÇ´ÅŒÍÁáÅÐÊÒÁÒÃ¶ÊÃŒÒ§¤ÇÒÁÂÑè§Â×¹¢Í§¤ÇÒÁä´Œà»ÃÕÂºã¹ 
¡ÒÃá¢‹§¢Ñ¹¢Í§Í§¤ !¡ÒÃ
 ÍÂ‹Ò§äÃ¡çµÒÁ»ÃÐà ḉ¹¢Í§¤ÇÒÁÊÒÁÒÃ¶ ·Ñ¡ÉÐ ã¹¡ÒÃ¹ÓÁÒ»ÃÐÂØ¡µ!ãªŒ§Ò¹¨ÃÔ§ 
ÂÑ§¨Óà»š¹µŒÍ§¤Ó¹Ö§»̃¨¨ÑÂ·ÕèÊÓ¤ÑÞÍÕ¡ 2 »ÃÐ¡ÒÃ¤×Í áÃ§¨Ù§ã¨áÅÐâÍ¡ÒÊã¹¡ÒÃÁÕÊ‹Ç¹ 
Ã‹ÇÁ à¹×èÍ§¨Ò¡àËµØ¼Å·ÕèÇ‹Ò ¡ÒÃ·Õè¤¹ÁÕ¤ÇÒÁÊÒÁÒÃ¶à¾ÕÂ§ÍÂ‹Ò§à ṌÂÇ (can do) äÁ‹ä Œ́  
ËÁÒÂ¤ÇÒÁÇ‹Ò¨ÐÊÒÁÒÃ¶ÊÃŒÒ§¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ã¹ÃÐ´ÑºÊÙ§ÊØ´à·‹Ò·Õè¤ÇÃ¨Ðà»š¹ ÂÑ§µŒÍ§
»ÃÐ¡Íº¡ÑºÇ‹ÒºØ¤ÅÒ¡Ã¼ÙŒ¹Ñé¹ÁÕáÃ§¨Ù§ã¨ËÃ×ÍÁÕ¤ÇÒÁµÑé§ã¨ (will do) ·Õè¨Ð·Ó§Ò¹¹Ñé¹ËÃ×ÍäÁ‹ 
(Dunette, 1976) ¼¹Ç¡¡ÑºÍ§¤!¡ÒÃ ¼ÙŒºÑ§¤ÑººÑÞªÒ à¾×èÍ¹Ã‹ÇÁ§Ò¹ä Œ́ãËŒâÍ¡ÒÊã¹¡ÒÃ 
à¢ŒÒÁÒÁÕÊ‹Ç¹Ã‹ÇÁã¹¡ÒÃ»¯ÔºÑµÔ¡ÒÃÁÒ¡¹ŒÍÂà¾ÕÂ§ã´ 

OBO #0;?8$?>$/2!<.=0';+-<+DJ+:D)$!I*);<451!$61+;/ 
á¹Ç¤Ô´·ÄÉ®Õã¹Í´Õµ¨Ó¹Ç¹ÁÒ¡·Õèä´ŒãËŒ¤ÇÒÁ¾ÂÒÂÒÁáÅÐ¤ÇÒÁÊ¹ã¨·Õè¨Ð

Í¸ÔºÒÂ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ËÃ×ÍÍÔ·¸Ô¾ÅÃÐËÇ‹Ò§áÃ§¨Ù§ã¨¢Í§¾¹Ñ¡§Ò¹¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ 
Moorhead áÅÐ Gri!  n (2003) ä Œ́¨Óá¹¡¡ÃÍºá¹Ç¤Ô´·Õèà¡ÕèÂÇ¡ÑºáÃ§¨Ù§ã¨ã¹Ë¹Ñ§Ê×Í 
Organization Behavior: managing people and organization äÇŒ 3 ¡ÅØ‹Á¤×Í 1) 
¡ÅØ‹Á Need-based perspective on motivation ·ÕèÁÕ·ÄÉ®ÕÊ¹ÑºÊ¹Ø¹·ÕèÊÓ¤ÑÞËÅÒÂ 
·ÄÉ®Õàª‹¹ the hieraachy of needs, Manifest needs theory, ERG theory 

à»š¹µŒ¹ 2) ¡ÅØ‹Á Process-based perspectives on motivation ·ÄÉ®Õ·ÕèÊÓ¤ÑÞàª‹¹ 
the equity theory of motivation, the expectancy theory of motivation, the 

goal setting theory of motivation, attribution theory and motivation à»š¹µŒ¹ 
3) ¡ÅØ‹Á Learning-based perspectives on motivation µÑÇÍÂ‹Ò§·ÄÉ®Õ¡ÅØ‹Á¹Õéàª‹¹ 



ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ ! !**

Reinforcement theory and learning ã¹áµ‹ÅÐ¡ÅØ‹Á·ÄÉ®Ṏ ÐÁÕÅÑ¡É³ÐÃÙ»áººáÅÐà¹×éÍ-
ËÒã¹¡ÒÃÍ¸ÔºÒÂ¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§áÃ§ Ù̈§ã¨áÅÐ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹·Õèáµ¡µ‹Ò§¡Ñ¹ä» 
 §Ò¹ÇÔ¨ÑÂàÃ×èÍ§ “Employee Motivation and Employee Performance in 

Child Care” ¢Í§ Plantenga áÅÐ Siegers (2006) ä Œ́ÊÃØ»¼Å¡ÒÃÇÔ¨ÑÂ·ÕèáÊ´§ãËŒàËç¹ 
ÍÔ· Ô̧¾Å¢Í§áÃ§¨Ù§ã¨µ‹Í¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ ÃÒÂÅÐàÍÕÂ´¤ÇÒÁÊÑÁ¾Ñ¹¸ !áÊ´§äÇŒ Ñ́§ÀÒ¾

R;>"37 PN ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§ÊÀÒ¾áÇ´ÅŒÍÁµ‹ÍáÃ§¨Ù§ã¨áÅÐ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹¢Í§
ºØ¤ÅÒ¡Ã

OBP #0;?8$?>$/2!<.=0';+);<?38'0/<'0?K(+!9#*;)< =Bmployee inC 

DolDement?BI> )$!I*);<451!$61+;/ 
 ÁÕá¹Ç¤Ô´¨Ó¹Ç¹ÁÒ¡·Õ èä´ ŒÍ¸ ÔºÒÂ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§¡ÒÃãËŒâÍ¡ÒÊ 
(opportunities) ËÃ×Í¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁ¢Í§ºØ¤ÅÒ¡Ã¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ â´ÂãªŒ¤Ó·ÕèÁÕ 
ÅÑ¡É³Ð·Õè¤ÅŒÒÂ¡Ñ¹àª‹¹ Employee participation, Employee involvement, 

Employee engagement, Employee commitment, Employee empowerment ËÃ×Í 
ËÅÒÂ¼Å§Ò¹ÇÔ¨ÑÂ¡Å‹ÒÇ¶Ö§ “Organization citizenship behavior/OCB «Öè§ÍÒ¨·ÓãËŒ



!*+ ÃÑ#$ÃÐÈÒ(¹ÈÒ(µÃ !

¤ÇÒÁªÑ´à¨¹¢Í§¤ÇÒÁËÁÒÂáÅÐ¡ÒÃÍ¸ÔºÒÂ¤ÇÒÁÊÑÁ¾Ñ¹¸ !ÃÐËÇ‹Ò§¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁ       
¢Í§ºØ¤ÅÒ¡ÃáÅÐ¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ÂÑ§¤§ÁÕ¤ÇÒÁ¡Ó¡ÇÁÍÂÙ‹ºŒÒ§ (Marchington &    

Wilkinson, 2005) áµ‹»˜ÞËÒËÅÑ¡¢Í§¡ÒÃ¹Óá¹Ç¤Ô´¹ÕéÁÒ»ÃÐÂØ¡µ !ãªŒ§Ò¹äÁ‹ä´ŒÍÂÙ‹·Õè 
»ÃÐà´ç¹Ç‹Ò¨ÐàÃÕÂ¡¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁÇ‹ÒÍÂ‹Ò§äÃ »ÃÐà ḉ¹»˜ÞËÒËÅÑ¡¡ÅÑºÍÂÙ‹·ÕèÍ§¤!»ÃÐ¡Íº 
¢Í§¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁ¤ÇÃ¨ÐµŒÍ§»ÃÐ¡Íº´ŒÇÂÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !áÅÐ¡ÒÃ 
ÇÑ´¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁÍÂ‹Ò§äÃºŒÒ§ Money (2004) ä´ŒáÊ´§·ÑÈ¹Ð¢Í§Í§¤ !»ÃÐ¡Íº¡ÒÃÁÕ 
Ê‹Ç¹Ã‹ÇÁ¢Í§¾¹Ñ¡§Ò¹äÇŒÇ‹Ò ¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁ¢Í§¾¹Ñ¡§Ò¹·Õè̈ Ð¹Óä»ÊÙ‹¡ÒÃà¡Ố ¼Å¡ÃÐ·ºµ‹Í 
¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹»ÃÐ¡Íº´ŒÇÂ 1) ¡ÒÃÍÍ¡áºº§Ò¹·Õèà»"´âÍ¡ÒÊãËŒºØ¤¤Åà¢ŒÒÁÒÁÕÊ‹Ç¹ 
Ã‹ÇÁã¹ Œ́Ò¹µ‹Ò§ æ ¢Í§·ÕÁ§Ò¹¤×Í ¡ÒÃá¡Œ»̃ÞËÒâ´Â·ÕÁ (team problem solving), 

¡ÒÃµÑ´ÊÔ¹ã¨Ã‹ÇÁ¡Ñ¹¢Í§·ÕÁ (team decision-making) 2) ¡ÒÃµÔ´µ‹ÍÊ×èÍÊÒÃ·Õèà»"´à¼Â 
áÅÐ¡ÒÃáº‹§»̃¹¢ŒÍÁÙÅ¢‹ÒÇÊÒÃ (Open communication/Information sharing) ·Õè 
ºØ¤ÅÒ¡ÃÊÒÁÒÃ¶ÃÑº·ÃÒº¢ŒÍÁÙÅà¡ÕèÂÇ¡ÑºÀÒ¾ÃÇÁ¢Í§Í§¤ !¡ÒÃä Œ́ àª‹¹ ¢ŒÍÁÙÅ¼Å¡ÒÃ 
´Óà¹Ô¹¡ÒÃ´ŒÒ¹¡ÒÃà§Ô¹, ´ŒÒ¹¡ÅÂØ· !̧áÅÐá¼¹»¯ÔºÑµÔ¡ÒÃ â´ÂäÁ‹¨Ó¡Ñ´à©¾ÒÐ»ÃÐà´ç¹·Õè
¼ÙŒºÃÔËÒÃµŒÍ§¡ÒÃãËŒ·ÃÒºà¾ÕÂ§à·‹Ò¹Ñé¹ ¹Í¡¨Ò¡¹ÕéÃÐºº¢Í§¡ÒÃÊ×èÍÊÒÃ¨Ò¡º¹ÊÙ‹Å‹Ò§áÅÐ
Å‹Ò§ÊÙ‹º¹ ¡ÒÃÊ×èÍÊÒÃ¢Í§ºØ¤ÅÒ¡Ãã¹ÃÐ´Ñºà´ÕÂÇ¡Ñ¹¡çà»š¹»ÃÐà´ç¹ÊÓ¤ÑÞã¹¡ÒÃÊ¹ÑºÊ¹Ø¹
¡ÒÃÁÕÊ‹Ç¹Ã‹ÇÁãËŒà¡Ô´¢Öé¹ÍÂ‹Ò§ÁÕ»ÃÐÊÔ· Ô̧ÀÒ¾áÅÐ»ÃÐÊÔ· Ô̧¼Å

8<94

¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹ºÃÔº·ãËÁ‹¢Í§ÈµÇÃÃÉ·Õè 21 ÁÕ¤ÇÒÁà»ÅÕèÂ¹- 
á»Å§ÁÒ¡¡Ç‹Òã¹Í´Õµ ÁÕ¢Íºà¢µ¢Í§Í§¤!¤ÇÒÁÃÙŒ·Õè¢ÂÒÂµÑÇÍÍ¡ä»ÁÒ¡¡Ç‹Ò·Õè¨ÐãªŒà¾ÕÂ§
ªØ´à¤Ã×èÍ§Á×ÍËÃ×Íà·¤¹Ô¤¢Í§¡ÒÃºÃÔËÒÃ§Ò¹ºØ¤¤Å (personnel management) µÒÁ 
·Õè¤ØŒ¹à¤Â¡Ñ¹ Ñ́§¹Ñé¹¹Ñ¡ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¢Í§ä·Â·Ñé§ã¹Ê‹Ç¹ÀÒ¤ÃÑ° àÍ¡ª¹ Ë¹‹ÇÂ 
§Ò¹¢¹Ò´ãËÞ‹ËÃ×Í¢¹Ò´àÅç¡ ¨Ö§ÁÕ¤ÇÒÁ¨Óà»š¹ÍÂ‹Ò§ÂÔè§·Õè¨ÐµŒÍ§áÊÇ§ËÒÍ§¤!¤ÇÒÁÃÙŒ 
ãËÁ‹ æ ÁÒ»ÃÐÂØ¡µ!ãªŒ¡ÑºÍ§¤!¡ÒÃ¢Í§µ¹ ¡ÒÃàª×èÍÁâÂ§ÃÐºº¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !
à¢ŒÒ¡Ñº¡ÅÂØ·¸ !ËÅÑ¡¢Í§Í§¤ !¡ÒÃµÅÍ´¨¹¡ÒÃÇÔ¨ÑÂà¾×èÍÈÖ¡ÉÒ¤ÇÒÁàª×èÍÁâÂ§ÃÐËÇ‹Ò§¡ÒÃ
ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹·Ñé§ã¹ÃÐ´Ñº»˜¨à¨¡ºØ¤¤ÅáÅÐÃÐ´ÑºÍ§¤ !¡ÒÃ 
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¨Ðà»š¹ÊÔè§ª‹ÇÂãËŒ¹Ñ¡ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ÁÍ§ÀÒ¾¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !ã¹
àªÔ§ÃÐººáÅÐ¡ÃÐºÇ¹¡ÒÃä Œ́ªÑ´à¨¹ÁÒ¡ÂÔè§¢Öé¹  

ÍÂ‹Ò§äÃ¡çµÒÁ¶Ö§áÁŒÇ‹Ò¨ÐäÁ‹ÁÕÊÙµÃÊÓàÃç¨¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !·Õè 
ÊÒÁÒÃ¶¹Óä»ãªŒä Œ́¡Ñº·Ø¡ æ Í§¤!¡ÒÃ áµ‹¡ÃÍºá¹Ç¤Ố ÇÔ̧ Õ» Ô̄ºÑµÔ·Õè́ Õ·ÕèÊǾ  (best practice) 
¨Ðª‹ÇÂãËŒàËç¹¶Ö§¤ÇÒÁà»ÅÕèÂ¹á»Å§¢Í§Í§¤!»ÃÐ¡ÍºáÅÐà·¤¹Ô¤ã¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡Ã
Á¹ØÉÂ ! ·ÕèÁÕ¤ÇÒÁÊÍ´¤ÅŒÍ§¡ÑºÊÀÒ¾áÇ´ÅŒÍÁÍ§¤ !¡ÒÃã¹ÅÑ¡É³Ð¢Í§ÊÑ§¤Á°Ò¹¤ÇÒÁÃÙŒ 
(knowledge-based society) ÁÒ¡¢Öé¹ »ÃÐ¡Íº¡Ñºà¤Ã×èÍ§Á×Í¢Í§ÇÔ¸Õ»¯ÔºÑµÔ·Õè Ṍ·ÕèÊØ´¤ÇÃ
¶Ù¡ãªŒ¤Çº¤Ù‹ä»¡Ñºá¹Ç¤Ô´¡ÒÃ¨Ñ´¡ÅØ‹Á (bundle) à¹×èÍ§¨Ò¡à¤Ã×èÍ§Á×Íáµ‹ÅÐªØ´¢Í§¡ÒÃ 
ºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¹Ñé¹ ÁÕÇÑµ¶Ø»ÃÐÊ§¤ !à©¾ÒÐ ÃÇÁ·Ñé§ãËŒ¼ÅÅÑ¾¸ !áÅÐÃÐ´Ñº¢Í§ 
»ÃÐÊÔ·¸Ô¼Å·Õèáµ¡µ‹Ò§¡Ñ¹

ã¹Ê‹Ç¹·ŒÒÂÊØ´º·¤ÇÒÁ¹ÓàÊ¹Í·ÄÉ®Õ AMO ËÃ×ÍÍÒ¨àÃÕÂ¡Ç‹Òà»š¹¡Å‹Í§´Ó 
(Black Box) ¢Í§¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ ! º·¤ÇÒÁã¹Ê‹Ç¹¹Õé¨Ðª‹ÇÂªÕéãËŒàËç¹¡ÒÃ 
àª×èÍÁâÂ§¢Í§¡ÃÐºÇ¹ÃÐËÇ‹Ò§à¤Ã×èÍ§Á×Í´ŒÒ¹¡ÒÃºÃÔËÒÃ·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ   
»¯ÔºÑµÔ§Ò¹Ç‹ÒäÁ‹ä Œ́ÁÕÅÑ¡É³Ð·Õèàª×èÍÁâÂ§¡Ñ¹â´ÂµÃ§ ÂÑ§µŒÍ§¼‹Ò¹¡Å‹Í§´Ó«Öè§»ÃÐ¡Íº Œ́ÇÂ
»̃¨¨ÑÂ 3 »ÃÐ¡ÒÃä Œ́á¡‹ ¤ÇÒÁÊÒÁÒÃ¶ (ability) áÃ§ Ù̈§ã¨ (motivation) áÅÐâÍ¡ÒÊ 
(opportunity) ¡ÒÃàª×èÍÁâÂ§¤ÇÒÁÊÑÁ¾Ñ¹¸ !ã¹ÃÙ»áºº¹Õé ¨Ðª‹ÇÂãËŒ¡ÒÃÍ¸ÔºÒÂ¡ÃÐºÇ¹ 
¡ÒÃàª×èÍÁâÂ§ÃÐËÇ‹Ò§ÇÔ¸Õ»¯ÔºÑµÔ´ŒÒ¹·ÃÑ¾ÂÒ¡ÃÁ¹ØÉÂ !¡Ñº¼Å¡ÒÃ»¯ÔºÑµÔ§Ò¹ÁÕ¤ÇÒÁà»š¹ 
àËµØà»š¹¼ÅÁÒ¡ÂÔè§¢Öé¹
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