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Abstract

Suctainably upgrading employee okilloin SMEcicacontinuousproceasinvolving improving the obility of gmployeea. [ticon
ottempt to improve their currgnt ond future performonce ond employers chould keegp o trock on their performonce ofter
receiving reportc on troining co oo to ¢noble accecoment. The oyctematic procgao of adjucting the behaviour of gmployeec
chould b¢ ong of the gooloof ony orgonization in a volatile gnvironment. A training plon icon ¢ffort by employeroto provide
opportuniti¢c for employeeoto acquire job-related okillg attitudes ond knowledge. In order to megt growing ond chonging
demond, SMEchave to b¢ dynamic ond pro-octive with regpect to the gnvironment in order to achieve cuccgao. Conaequently,
mony if not moot SMEc implgment troining ond development plonc ot the time of origntation, promotion ond in other
aituationc. Thicreaeorch paper mokes on attempt to otudy how Thai SMEatry to upgrade their employeeo okilloouctainobly
ond the impoct of thicin gengrating greater ¢fficigncy of the gmployeesconcerned.

Keywords: Thai SMEc, Employeea dkillg,principlgcof Buddhiom,Sufficigncy ¢conomy.

Introduction

SMEg in Thailond or¢ very importont to economic growth
ond oignificontly ¢oentiol to generate employment oo in
mony other developing countrige. The Thoi ¢economy oo it
accounto for 99% of the overall enterprice number coucing
them to b¢ on ¢oogntial foundation of the¢ cuctoinoble
development ond o key megchoniom to promote ¢conomic
revitolizing, to reinforce ¢conomic progrecs, ond to
¢radicate poverty. The reaulto of dgvelopment effortcunder
the pact SMEcpromotion goolocould bg dgemed to foll chort
of the ¢xpected accomplichments in come aopects. Ac o
reoult, Thai SMEoc were dtill not fully competitive; their
production ond monogement otructurgc were weok; they
locked morketing copobilitiecc ond product ond cervice
development; they hod low quolity lobor ond uced
technologies thot were not up-to-date; their occounting
oyotemo were not otondordized ¢nough for the acceas to
funds, ond the¢y lacked conoumer ond e¢nvironmentol
accountobility, oo well ao, the coopegration ond network
building omong themeelves in conducting bucingoo
operations. At the come timeg, Thoilond foced external
problemc oaricing from global ¢conomic, cocial ond
environmentol chonges cuch oo the formoation of multi-
nationol cooperoation bloco ot the multilaterol, regional ond

Table 1: Number ond Proportion of SMEcin 2008

bilateral lgvels; the libgrolization of trade, investment ond
cervice; the morket liberalization ond morket entry of
emerging countrigc with cheoper recources ond lobor;
regulationcond conditioncon finoncg, trade ond inveotment;
the ropid chongg in technologies, ond the chonggo in
conoumer behavior; ond mony more. These foctors hod
oignificont adveree ¢ffectc on Thoi SMEc. Furthgrmorg,
SMEc promotion in Thailond in the poct woc not
implemented in unity ond lacked o powerful ond oyctematic
driving force from the policy lgvel to the operational level.
Thus, SME promotion wogc not ot itc moct ¢fficient ond
effective level poaoible (OSMEP, 2007).In the pact, Thoi
inductry'c competitiveness woo bacgd on lobor and noturol
reoourcec advontage rather thon technological otrength or
quolified humon recourcgs. Now mony Thoi bucingso
cegmento or¢ otuck between countries with higher price
competitiveneas, cuch acChina, Vietnom ond Indongaio, ond
countrigc who or¢ leaders in creoting differentiotion ond
volue added to their producto ond cervices; who are otrong
with plenty of dokilled laborg, high productivity ond great
capobility to produce high quality goodo ond cerviceo, cuch
oo Italy, Jopon, South Korea ond Taiwon. Currently, Thai
SMEc ar¢ focing importont problemo ond obctacles in
compgtitivgngooupgroding.

Size Number Ratio to Totol Enterpricec Ratio to Total SMEc
_SE 2,815,560 | .93 %96 ]
ME 12,073 0.4 0.4
LE 4,586 0.2
N/A 4,158 0.1
__.SMEs | . 2,827,633 | 997
Total 2,836,377 100.0

Source: Adopted from The Office of Small ond Medium Enterpricgs Promotion (OSMEP, 2008).
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Totol number of all enterpricesin Thoilond woc2,836,377 in
2008 with 2,827,633 omall ond medium ¢nterprices (SMEo)
or o combination of 2,815,560 amall ¢nterprices (SE) ond
12,073 medium enterprices (ME). Ao for large enterprices,
the number woo 4,586. In termoc of proportion, SMEc
accounted for 99.8% of the¢ overall and 99.6% of the total
SMEocwhile 0.4% of the total SMEowere the ME (OSMEP,
2008).However, SMEo growth rote ic otill ot o low lgvel.
There are externol ond internal foctorsimpeding the growth
of SMEgin Thailond. In tgrmo of internal factorg, there ore
oloo importont conctraine impeding their growth cuch oo
poor menogement competencea, lack of okilled lobor, little
¢ffortocon Reaearch ond Development ( R&D), lock of new
technology ond low awarenesoconcerning Corporate Social
Reaponaibility (CSR) are identified oo come of the moat
importont obctocleo.

Human resource is a key success factor: Everyone hoo
been importont cince pgople firat formed orgonizationo to
ochigve tacks too big to be performegd by individuoloc
working alon¢ ond ¢veryone will continug to be o challgnge
oo long oo pgople work together. The form ¢och tokeo ic
alwayc developing to appropriate chonging circumatonce,
but g¢very once in o while, major chiftc occur which
aignificontly chonge whot ic required in ¢oach of the key
ar¢ac. According to Inductry Thailond, plonning for ond
providing training within SMEc ic a complicated bucingcs,
made complex by cuch foctorcacrecruitment levels; lock of
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in-houce copobilitieoto plon ond corry-out official troining;
lock of time to corry out proper troining; limited knowledge
obout external troining opportuniti¢s; portiolly related to
omall numbersof trainges; opreading of SME's, in particulor
thoce in rural are¢os; requiring celf-motivated leornerc. The
new aim of job decign ond work orgomizotion ic to ¢noble
employeggato exercice more diceretion ond decicion moking,
leading to greater flexibility and morg ropid r¢oponcg to the
chonging requirgments of the marketplace (Malcolm
Boldrige Notional Quoality Aword Criterio, 1995).Pfeffer
(1998) identified oeven bacic people monogement procticec
that contribute to firmo competitive advontoge:
employment cecurity, celective hiring, celf-monoged teomo
ond decentralization, extenaoive troining, reduction of ctatuc
difference, choring information, ond high ond continggnt
compencotion. Smoll ond medium-cized componies oo
convincing oo the orgumentc for high performonce may
aeem, componieo or¢ clow to adopt them, eopecially omall
componi¢a. Typically, they do not have the knowledge, toolo
or rgoourcegs for implgmenting these oyctemo. Plug, their
prioritigoare unde¢rotondobly focused on megting poyroll, no
longer term icougo ouch oo worker training. Orgonizotionc
experience o hormonizing need for control ond innovation,
thug, the performonce requirgmento in todoy's workploce
con often be aeparated into two catggories. One category ic
concerned obout mointaining the exicting oyotem. The
aecond hooto do with improving the oyctem.

Figure 1: Catalogue of Performance

J” “\
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Changing \
the sy stem Invent
Improve
Troubleshoot
Maintaining
the system
Operate
Understand

To produce a newmethod, process, device, or

system from study or experimentation.

To advance an existingmethod, process, device

or svstemto a better state or quality.

To locale and eliminate sources of trouble in

an existing method, process, device, or system.

To run or controlthe functioningofa

method, process, device, or system.

To comprehendthe language, sounds,

form, or symbols of an existingmethod,

Source: Adopted from Swoncon, 1994,

process, device, or system.
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The catalogue of performonce ond ito five lgvels provideo
additional und¢ratonding into performonce requirgmentcfor
thece two different cotegoriec ond the role HRD con
porticipote in improving performonce.

Literature Review

SMEs role: The SMEc role in cocigty hoo alwayc been o
topic of diccucoion, th¢ opinionc ond ideos of what
commitmentc ond r¢oponaibilities, it chould toke on hove
chonged over time. The fomily-owned or fomily-controlled
characterictic of SMEg, eapecially omoall enterprices, mokeo
the owner aloo act aothe manoger. The enterprice icucuolly
driven by the owner’c initiotive ond be affected by the
owner’c valugo and ombitions (Verhees, 2005). The owner
monoger i6 recponaible for moeny tocko ond performo a
central rolg in the decicion moking proceso. They obligote to
their regponaibility in the buciness oo o life-long duty ond
have o direct relationchip to oll employees, cucstomere ond
ouppliera. They pooseco o complete overview to their own
bucineos, procecs all technical, adminictrative ond
orgomizotional procedurgs in the enterprice. Owngro
monogerc of SMEcuauolly or¢ not willing to empower ond
outhority, becouce they do wont to control moct thingo
regording the enterprice (Adomg, 1982). Thicgoeofaoter the
decicion making proceas, but aloo lead to the rick that aoll
viewomoy not b¢ ¢xomingd. The monagement otructure in
SMEgcicoften lacking opecific cgctioncond employeechave
multifunctional roles, working in mony different cituationc
ond lecoclear aooigned duty. SMEchave mony limitationcin
oubatontiol recourcecouch achumon r¢cource, capitol cource
ond monufacturing ¢quipment. Thic preventc SMEG from
inveating in mochings, information oyotem ond other
infractructurgo in order to enhonce product’s quality ond
e¢fficient monogement. Furthgrmore, Covigllo & McAulgy
(1999) claimed thot the rectrictioncin humon recourcgs ond
knowle¢dge poaxeaoion aloo Igad SMEcto higher copital ond
tronooction cooto ond lacking gconomies of experignceo.
Inodequate recourcgo ond lock of know-how in come
technology areacoare aloo the reacon that SMEccon’t achieve
recearch ond development activitieoby themeelveo.

Human capital: Humon copital con be defined oo the
attitudes, knowledge, valugo, experignce, education,
capobility, okillo ond obilitiec thot help the entreprengur in
the joboof ctarting, running ond growing abucingas, to lgorn
more¢ obout how to do co ond to moke owngromore efficient
in how they achigvement in running their ¢nterprice ond in
performing complicated jobo. A concideroble omount of
recgarch cuggeatothat the humon copitol of the entrgprengur
ic the central overwhelming force necgoory to the
development ond ourvival of the bucinecs ond the
competitivengoo of hicor her venturg. Mony recgorch chow
that there ic a poaitive relationchip between the bucingas'c
ouccesoond the SME’chumon recources. Ong of the aopecto
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of ngw/omoll bucingaxc thot moke them morg prong to
failure iothat they may not be cufficigntly endowed with the
requicite humon rgoources to ¢xgcute their otrategy
(Thornhill & Amit, 2003). The humon capitol factoro thot
influgnce the cuccesoor foilure of ngw venturgoinvolve the
background of the entrepreneur, the oactionc of
entrepreneurg, the deciciono they moke; the otrotegies they
develop ond the otyle of leaderchip they exercice (Boron,
2004). Theoe are related to the entreprengurs’ motivationg,
their oftitudes, their abilities ond the teom of monogerc ond
employeeathey gather (Gloncgy, 1998). Humon recourcgoin
SMEcprove that cize icrelated to the formalizotion of HRM
procticea. However, there org other foctorcaftecting HRM in
omoaller orgonization. Within omoll componiesthe dominont
coalition ic concentrated upon o omallgr number of people.
Therefore, from within the compony the boord of dirgctorg,
th¢ CEO ond the HR otaff ore often ong or very few people.
Influence of worko councilo or unionc hoo much leao ¢ffect
dug to aomoll number of employeea. Therefore, the owner or
monoger of the compony hacrelotively more power on HRM
thon o monoger in o lorge ocale enterprice. HRM in SMEG
becomeaincreooingly dependent upon the valugo, attitudeo
ond long-term objectivecofthe owner (D¢ Kok, 2003).

Competency management: A complete competency
monogement otrotg¢gy incorporotes on orgonizotion’c
principleg, ito recruitment otrotegy, employee troining ond
development, performonce monogement, rewords ond
humon copital metricoto actively oupport the bucingao. The
full benefitc of competency monogement con only be
achieved if they are fully integrated. Smoll componigowhich
tend to have informal humon r¢cource monogement ucuolly
do not have right follow up after the training of their
e¢mploy¢eo ond thug, gainc ar¢ diminiched. Employeeo aegk
recognition oand cupport for their work ond, if there or¢ no
proper HRD procticgsimplemented, meaouring the effect of
troining ond performonce of employggobecomeovery hord.
However, looking ot omoller componi¢s, where number of
employ¢eo ond tructworthy figurec ic omoller, ond
implementation of intggrated competency monogement
chould go omoother ond ¢acigr. Thergfore, there iono reocon
why rother omoll componies comnot hoave complicated
competency manoagement procecoec.Competent
monogement okille ar¢ o prerequicite for the cucceos of
SMEc (OECD, 2002). Monogement competence ( know-
how, capocity, obilitiec ond okillo) ar¢ o ot of foctorc
acoociated with ocuccgooful bucingaxs, oo they give the
entrgpreneur the obility to perform o role cucceaofully ond
the power to act ¢ffectively in aporticulor ronge of pocoible
future circumctonce (Ibrehim & Soufoni, 2002). Theae
okillo includg being oble to identify ond e¢valuote morket
opportuniti¢s, to ogt up reolictic ond meoaocuroble gools, to
develop bucingaoplong, to aecure r¢courcesrequired ond oot
up a ngw venture; to produce ond cervice the morket; to
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monoge conflict ¢ffectively; ond to ochigve the overall
induatrial ¢fficiency acwell aceffectivenecothat Ieod to the
growing of the busingos(Gundry & Welach, 2001).

Employee value plan: It ic influgnced by orgonizotion’s
buaingas, culturg, brandg, valuec, ond lgaderchip. It iomuch
harder for omallgr componiesto compete with gmployment
packages from lorger componieo. Solory ond bonuc
packoges, together with added benefitc moke lorge
componi¢c co much mor¢ oftractive oo on ¢mployer.
Thergfore, omoaller componigo muct try to provide the full
poackoge of benefitoond incentivesthot they con offer rother
thon colory olong in order to attract ond retoin top ¢xecutors
they have on advontoge of being able to provide to individual
needs, which encouroges motivation ond con be a celling
point to the future employeec (Dearlove &Crainer, 2009).
Thiccon b¢ poartly recognized to conctontly chonging noture
of work ond requirgd dokille It ic oloo hard to keep
competency fromework up to dotg all the time. Therefore,
although job deccriptioncond competency framgworkchelp
to mop out deaired bghaviors ond roles ogainat which on
employee con be ¢voluated, thucciding the identification of
training needg, they con alco be agen oo limiting, ¢opeciolly
in SMEc They reduce flexibility ond control over
employeea, which in moct cacgo ic cought after in SMEa.
Unfortunotely, whilot monogerc ore otruggling to control
these icouea, employeeoscee job deacriptionsaonothing more
thon o type of controct, which dogonot add ony real volue
(Keogh & Stewart, 2001). In all componi¢o there ic o
problem of truct in ¢gmployees. SMEo con be particulorly
aenaitive to thig cincg monagerc of the compony or¢ often
th¢ ownerc. Thergfore, decentralizing ond relinquiching
power to comeone elae com be porticulorly tough dug to high
peroonal involvement with cuccess of the buaineso. If the
monoger dogonot truct onyone elae to do the job aowell ache
or ch¢ dog¢g, then they will be clow in dgveloping proper
troining ond ouccgooion plonning proctices. Thic ic
gopeciolly a big icoue in fomily owned bucingaeo. Modtly
only fomily m¢mbercget enough training ond ore viewed oo
long term committed ond tructworthy employees. The
monegers view training oc on ¢Xpencg, not on investment
(Metlay, 2002). The corger improvement ic o key driver of
appointment, which in iteelf hoo a dirget impoct on how
employegoachigve ond add to bottom-line r¢aultc. However,
at the moment dug¢ to hord ¢conomic aituation, the beligf
problem redtc not only with employees, but alco with
employero. They do not fegl thot they are cufe with their jobo
ond they ore ¢oger to ourrgnder corger growth for job
aecurity. Confidgnce in lgoderchip ond monagement ic all-
time¢ low ond, acomentioned ¢arligr, employeestend to lgave
the monmogement rother thon the compony. It icimportont to
attroct the beat people, but the moct cignificont ic whot you
do with the people incide your compony. Thic way the
dreaded “broin droin” con be avoided (Wraight, 2010).
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Management experience and Leadership style: In SMEg,
where owner hoo moat control over the bucingss having ot
lgact come monogement ¢xperignce ic cignificont. Hoving
humon r¢oourc¢ monogement knowledge or o humon
rgoource expert within the compony mokeait ¢ooier not only
to attroct ond monage employeeg, but oloo to retain them. Itic
importont to rgcogniz¢ that there ic a difference in
perceptionc between monogers ond employees of whot org
the moct importont thingo in working environment. Thicic
where SMEchave on advontage dug to the obility to develop
clocer relationchip between the employee ond the monoger.
According to ¢mployges the moin reocons arg boase pay,
orgos ond coreer development opportunities, whereoo
employero think thot base poay, coreer development ond
promotion opportuniti¢gc or¢ moct importont (Hothaway,
2008). According to lgaderchip theory Y ond thgory X
developed by Douglac McGregor, monogers adopt ¢ither
hord monogement or coft monagement according to the woy
they vigw their otoff (McGregor, 1960). If they oee their
employeeo ao naturally lozy, didliking work, regponaibility
ond oeeking dirgction, they ore leco likely to develop
integrated talent monagement. On the other hond, if they oee
people oo motivated to work ond celf-dirgeted, then it ic
expected that they will wont to decentrolize ond develop
their otoff. Thug noturolly tolent monogement muct be
precent. Ac olrgady mentioned eorligr, monagement hao to
recognize thot talent monoggment ic on inveotment into the
future ond o cource of building cuctoinoblg competitive
odvontoge, rather thon a.cource of cocot coving.

Training requirements: Educationol requirgmentc oftgn
ar¢ the neoargat meono of enouring that o percon ic reody to
continug procticing aprofecoion. In eddition, attitudesabout
the volug, neceaoity ond acignificonce of troining hove
gvolved oo well. Some trodec required opprenticechipa,
which werg o form of job training ond provided entry into
that particulor tradg. The perceived role for colleges ond
univeraiti¢o exponded oo their otudent bodigo grew in both
ocope ond numberc. In meoning, the higher education
oyotem woo being colled upon to produce ond tromomit
knowledge ot on extroordinory rote, in on unprgcedented
number of figlds, and with avigw to civic, notional, ond gven
internationol benefita People who continugd their education
beyond high ochool found ond retaingd better jobo ond
concequently, higher atondardoof living, thon those who did
not (Cremin, 1988). The opplication of knowledge to work ic
what hoo tronoformed our productivity aince World Wor 11,
allowing people to be for more productive thon they had
been in the centurigobeforg (Drucker, 1993), Therefore, he
reaconed, knowledge hacbgcome the recource, replacing the
traditional r¢cources of labor, copitol ond lond. Ac o recult,
Ducker called for o ngw kind of ¢ducation in which all
inctitutionc of employment, including bucingoseo,
governments, ond non-profit orgonizations, muct bgcome
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inctitutionc of lgarning ond tgaching. The role of leadgrchip
in on orgomizotion acenhoncing the copacity of all people to
work productively toword common goolo. There remoinc o
gop between the current concept of troining ond the beligf
that there chould be anew compact between employerc ond
their employ¢es, whereby e¢mployeges have the
reoponaibility for moking their place of employment oo
productive oo pocoiblg, ond the ¢mployerc have the
reoponaibility for moking their employees oo valuoble oo
pocoible (Marchall & Tucker, 1992). The ngcecity for
helping employees to form ¢xpectations obout how the
orgonizotion operates in order to help them to be better
contributorcto orgemizotionol accomplichment

Research Methodology

Thic otudy uced a depth - interview method wac conducted
with 30 SMEc entreprencurcin Thailond. I have aelected 10
of each cectionfrom monufocturer of production, wholeoule
ond retail ond ®rvicgs & oupport production becouce they
ar¢ typec of SME groupa My interview method woo
conducted on a face-to-foce ond telgphone boocic ucing o
cemi-atructured interview ogenda decigned to permit the
converaution to flow into ar¢acof intergat, rather thon being
forced into cubjecto thot pocoibly reprecent the untimely
bioeo of the intervigwee. Additional interviews were
conducted with SMEc were celected to reflect different
aectors of economic activity, oizg, ond occupational
closaification. Particulor attgntion wacalco paid to obtoining
o mix of SMEc that had ond did not have a decignated HR
deportment ond the information goingd cupplemented by
obcervation of r¢levant collgctions over a period of ceverol
montha. Finadlly, the r¢agorch woo informed by otudy of
aecondary doto, includingSMEG promotion plon No.2
(OSMEP, 2007), Situation ond Economic Indicotorc of
SMEc in 2008 ond Trends of 2009 (OSMEP,
2008).Qualitative recgorch methodo are leas otructured ond
morg¢ powerful thon qugationnaire bosed intervigwa. Therg ic
longer ond more flexible relationchip with the regpondent co
that the reculting dato giveo the recgorcher o bigger vision
ond acecomentao. Interview tronoeripto (tronoloted from the
original Thai) ond recearch obcervationg, together with the
aecondary literature, werg cubjected to o process of content
onolycic according to recognized educational procedurec
(Kondracki & Wellmon, 2002). The dota obtaingd were
proceaxed, condenced, otructured ond orronged for onalycic
(Schilling, 2006). In common with the qualitative receorch
approach in general, thic receorch project ploced the data
firat ond center from immeraion in the doto, it ichoped thot
theory will ultimately emerge.The fromework woo
operationalized by conaidering five key argao:

Monogement problem / Entreprengurodtill.

Employg¢e’oproblem.

Skilloond potentiol of employeeo
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Thoi SMEcarg atond-olong / major problemoto creoting
new entreprenguro,

Findings and Analysis

Philosophy or ideology of Human resource development
(HRD) in Buddhism

The way to cuccgooof HRD that muct be o guiding
philocophy or ideology.There are different from
Buddhictphilocophy ond copitoliom. Buddhiom ¢xplaincto
moke uceful ond bengfit of othergnot co celfichwhilg,the
copitalion wont to moke higheost competitive ond
production.Thug, th¢ poor ond dicodvontoged in Theilond, ic
ouffering beconce the impoct of copitoliom.

Management problem: Moct ¢ntreprengurc otill lack of
bucingos knowledge, modern technology know-how,
monogement, product development ond packaging decign
improvement, ond good vicion of development. Som¢ SMEG
do not pooeco the knowledge ond charocterictico of good
entrepreneurc cuch acbeing o rick-toker, enthucioctic, goger
to leorn ond obility to monoge.

Employees’ problem: Moot SMEc ¢mploy low-¢ducated
workforces ond or¢ unoble to rgcruit or re¢toin okilled
workerc ond mid-lgvel technicionc. Thus, workforce
development ic interrupted ond that affecto the quality of
goodoond cervicea.

Skills and potential of employees: The potential of labor
ond humon recource in SMEc hao Beencapped by a lot of
limitationo, Problemothot couce quite cerioushindroncesto
SMEGs bucingoo include low educotion of Thai lobor in
average, chortoge of competent technicions, oboence of
technicion dgvelopment in reoponce to entreprencurs’ ngedo
of valug creotion, ond difficulti¢o in qualitatively creoting
new entrgpreneurowith no interruption.

Thai SMEs are stand-alone: Moct of SME ¢ntrgpreneurc’
lack of acceasto capital in their bucingao. They couldn’t be
able to compete along aca copitalict. They ore aloo cutiofigd
ond do not cg¢ the merito of inveatment in factoro thot will
yield long-term benefitoouch acHRD, tgchnology upgrodeo
ond knowlgdge monogement oyotema. In addition, the public
aector’c efforts to promote new entreprengur creotion alco
involve the lack of finoncial cupporting mechoniomo, ond
helpful infractructurg with ¢fficiency ond adequacy.

The theory developed in line with the philosophy of
Buddhism.

The HRD for effective ond ocuctoinoblg chould hove
oupported by the theory. To ctudy the relationchip of various
foctoro thic reloted. It con bg ogen that acgnario what to do
ond whot the¢ pictur¢ will b¢ happened. Upgroding
employeea’ okilloin SMEc ic focucing on mind ond obility
for prooperity themoelves ond othercMorgover the
developmentchave conaiatent for long-term integrity of the
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humon acwell. It ion’t only for cutiofy humon ngedobut the
Buddhiom ic th¢ r¢ligion of enlightenment in dharma and
proctice.

1. Sikkho: Itiotraingd, develop ond improve their needo.

2. Non car¢leao: keep develop ond leorn all the time that
con be adjucted globalization in trendo ond achieve the

gool.
The HRD in Thai’ SMEs for sustainability as follow:

Development for cuctoinobility along the principles of
Buddhiom:In the pact, the dgvelopment hao been dectroyed
or degraded environment. It ic a couce of inequolity in
gconomic, cocial, cultural, political. Therefore, there ore
mony portiec correction or reduce the impoct of the
unouctainoble development to cuctainoble development
conaictent with the principlecof Buddhiom.

HRD ic a ke¢y e¢lement in currgnt orgonizotionc ond
determingo their future to o oignificont point. Thic ic
gopecially in the SMEc, which hoo been chonging ond
developing occording to occurring trendc ocuch oo the
problemoofincufficigncy ond the unfoir allocation of SMEa.
Further, morality ond ¢thical icougsin the SMEc are oloo of
greot concern ot the precent. However, thicionot alwoayothe
cace ond, in the HRD agpect, it remainoneceooory to develop
the ottitudgomindg, ond perceptionsof SMEcentreprencurc
to b¢ ready to cerve othera. For Buddhictotherefore, ethical
behavior in bucingss ond cocigty more generally ic the
rgoponaibility of individuolo roth¢r thon orgonizationg,
aloothot individuol meritmokingconturn into borgoining.
However, it wacfound thot increacingnumbercof bucingsec
ar¢ includingBuddhiom principles ond thot octo of giving
or¢louded to the cociol. Buddhict trodition no doubt ic o
atrong foctor cupporting cociallyreoponaible procticesin the
privote cector in Thodlond.

Sufficiency ¢conomy along with royal project of the King:
Sufficiency economy ic o philocophy thot emphacizecthe
middle poth oo the aignificontottitudgfor oppropriote
conduct by the populationat oll lgvela Thic cubmit on
opplicationto conduct ot the level of the individual ond
communitiea, at the cume time, the olternativgof o bolonced
development atrategy for the country to modernize in ling
with the chongeo of globalization while protectingagoinet
unavoidablgchockwovecond ¢xceooes thatotond up.
Sufficigncy ¢conomic meonc modgration ond dug
conaideration in all modecof conduct, aowell aothe need for
aufficignt protection from intgrnal ond ¢xternol chockwavea.
All ot once, it iongceoooryto atrengthen the morol ling of the
country, co that SMEc ond public cectore otick onfirct ond
leadingto the¢ principle of intggrity, hongoty and
aufficigncy.Morgover, a balonced opprooch combiningen-
duronce, wiodom ond judgmentic requiredto degal
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withappropriately with cignificontchollenges oricing from
extenoive ond ropid environmental,cocio-gconomic ond
cultural changeo occurring oo o recult of globalization.To
accomplich thig, the application of knowledge with good
aence iongceooory for upgrading gmployeesin SMEa.

Conclusion and Recommendation

Concluaion: There or¢ mony dimencions to SMEc ond we
chould not deaire to cutiofy oll the different requirgmentcond
the entrgprengurchip in SMEc ic both on art and o ocigncg.
The major problema appeared to be the entreprengurctill
locked of owarengas, knowledge ond underctonding to
conduct busingaxowith competence ond good governance.
Modt of the enterprices employed lobor with low lgvels of
education, had low lgveloof okilloand r¢gulationsin modern
work methodg, ond had high leveloofjob hopping. They alco
locked middle ond high-level labor due to lock of corger
improvement opportuniti¢s, quite unottroctive work
environmgnts in SMEG workploceg, ond lock of dokille
training.More opecifically, the otudy hao confirmed come
findingg, including the¢ following commenta:

1. Increacing okillo in th¢ labor force ic viewed oo
otrategicolly importont ac o ocignificont driver of

productivity growth.

2. Individuadl troining inctitutionchove on importont role in
providing troining that icr¢achable to SMEa.

3. Adgnificont oection of SMEcowith training ploncrgport
that they have continued to offord at plonned levelo of
formol ond informal troining deopite the downturn.

5. Mony firmchave poaitive vigwo of the rolg of inductry

training orgomizotiono in focilitating formal vocational
¢ducation ond troining octivities, while other; SMEc
continug to have a preference for orgonizing their own
training in ling with their opecific buaingoonged dkille.

At the comg time,the entrepreneurcchould kegep in mind the
training muct conaictentwith the principlesof Buddhiom ond
aufficigncy gconomy.

Recommendation: The findinge cuggeot ochigvable
implicationo for further okilloimprovement of employee in
SME orgonization ond employee retention. It ic oloo
bengficial to those who have the deaire to ctort up a.omall ond
medium oiz¢ bucingss in Thoilondwith the chonges of
globalization. Upgrading employees okillo in SMEc for
ouctoinobility muct be¢ training olong th¢ principlgs of
Buddhiomond cufficiency ¢conomy. The concept below
depictootepotoward the dgvelopmentowithin orgomization.
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Figure 2:
Concept for employee skills development and enhance employee retention within organizations.

STEP1

Orientation

- Recognized Organization
- Creating a sense of ownership
- Assignments that match their ability

!

STEP2
Motivation

- Try the new functionality
- Authorize
- Reinforcement

1l

STEP 3
Challenge

- Think outside the framework

Innovation
Career path

STEP4
Maturity

- Change in position
- View job in other organization
- Keep learning new things

STEP 1 Orientation period: The owngrc chould be
oupportive, introducing ¢employee to the work, cuch oo the
orgonizoation, creoting o.cenae of ownegrohipcond acoignment
that motch their abilitiea. The orientation period chould be
dong in the firot cix montha.

STEP 2 Motivation period: Create motivation to ottroct
people by functionality, outhorizotion ond reinforcement.
There or¢ mony woyoc to keep pgople motivated, for
¢xomple, promoting ocuccess otoriec of entrepreneurg,
providing information on bucingss proopecta, vorious typec
of aupportc to the outctonding in voriouc activitico. These
otep periodochould be done during the cixth to twenty forth
month.

STEP 3 Challenge period: Conaidering the SME life cycle,
which have different problemo ond a variety of ngedo for
odjuctment. To improve the competency of SMEo
employeeain thioperiod con be done by thinking outaide the
framgwork, bg innovation ond advanced corger poth. Thic
otep icto be in during the cecond ond third yeor.

STEP 4 Maturity period: the octivitiec in the otep of
moturity ore the chonges in podition, jobo in other
orgonizationc ond keep people lgarning new things. These
otep periodochould be dong after the third yeor.
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