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ABSTRACT: This research aimed to 1.) examine the level of work flexibility, self-regulation, and success in 
work of employees; 2.) examine the relationship between work flexibility and success in work of employees; 3.) 
examine the relationship between self-regulation and success in work of employees; and 4.) predict the success 
in work from work flexibility and self-regulation of employees. Samples were 186 private company tech 
employees. The research instrument was a questionnaire. Statistics used in data analysis were percentage, mean, 
standard deviation, Pearson product-moment correlation coefficient, and stepwise multiple regression analysis. 
Results indicated that 1.) the success in work of employees was in a high level (ݔ ̅ = 3.30, S.D. = .38), work 
flexibility was in a moderately high level (̅ݔ = 2.70, S.D. = .73), and self-regulation was in a moderately high 
level (ݔ ̅ = 3.22, S.D. = .37); 2.) work flexibility was not related to the success in work of employees; 3.) self-
regulation was related to the success in work of employees (r = .57) at a statistical significance level of .01; and 
4.) self-regulation could predict the success in work of employees at 32.3% at a statistical significance level of 
.01.
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1. INTRODUCTION
The ongoing coronavirus 2019 (COVID-19)pandemic affects health, economy, social, and working in all 
sectors, including public, private, and entrepreneurial sector. For the reason that social distancing policies were 
implemented, several organizations and agencies adjusted the way of working in order not only to reduce traffic 
congestion and the risk of transmission by employees, but also to keep operations going, applying work 
flexibility and self-regulation of employees to achieve success in work as expected. To succeed in work, 
employees must be propelled by motivation and be patient with workplace, assigned job, coworkers, or 
obstacles at work. Employees would succeed if they can confront with problems and always improve 
themselves in terms of education, strengths, weaknesses, or even own ways of working.  

Flexibility is a characteristic needed for all organizations to maintain stability and enhance sustainable 
development. It can be said that true flexibility of an organization is an individual and organization’s particular 
ability to adapt to change. Concerning environmental factors that encourage flexibility in the workplace than the 
number of days of annual leave is considered the new normal of work life in today’s world. Flexibility in the 
workplace not only makes employees happy and healthy but also improves their work efficiency which is 
beneficial to organizations. Self-regulation is one of the concepts discussed in social cognitive theory. Bandura 
(1986, ascited in Lamsupasit 2006) believed that human behaviors were not the product of only reinforcement or 
punishment induced by the environment. An individual could perform to control their notions, feelings, and 
behaviors. An individual with self-regulation would be able to organize oneself which was the brain’s ability to 
control and regulate one’s basic competencies and behaviors. It can be explained that one’s ability to control and 
regulate own thinking, behaviors, and learning is a basic characteristic of self-regulation, resulting in success. 
Therefore, the researchers have realized the importance of work flexibility and self-regulation and have taken an 
interest in whether both could predict the success in work. In this research, the researchers chose private 
company employees as a sample group. 
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Research Objectives
a. To examine the level of work flexibility, self-regulation, and success in work of employees
b. To examine the relationship between work flexibility and success in work of employees
c. To examine the relationship between self-regulation and success in work of employees
d. To predict the success in work from work flexibility and self-regulation of employees

2. LITERATURE REVIEW
Success in work. Childs and Klimoski (1986) revealed that the definition of success in work was self-
evaluation in the matter of success in work, career advancement, work efficiency, and perception of positive 
performance appraisal by coworkers. Regarding self-evaluation, a measurement scale for success in work of 
Covey (1989) showed that success in work was required to set a standard of the ways of working used for 
evaluating, the time when evaluation was reported, and how the performance was evaluated. Mutchimanon 
(2001) proffered that success in work meant evaluating how well one performed a job; whether it was satisfying, 
effective, and, efficient enough to meet expectations or specific criteria. In this research, the researchers 
concluded that success in work meant to evaluate oneself and work outcomes which achieved the organization’s 
goals, satisfied one and others’ objective criteria, and were effective as expected.

Work flexibility. Hill et al., (2008) defined work flexibility as a worker’s ability to make options and choices 
influential in when, where, and how long they participated in work related to work. It can be explained that 
flexibility in the workplace is a worker’s ability to make decisions that influence when, where, and how long 
they participate in work related to work. Michel and Michel (2015) clarified that work flexibility was related to 
changes in working hours, work schedules, workplaces, or work responsibilities for convenience of employees 
and the organization. In this research, the researchers concluded that work flexibility meant the organization 
allowing employees to regulate their work schedules and workplaces; employees could independently organize 
their own working including the first day of work and the last day of work. . Employees were given more 
options and choices which fitted their lifestyles so that job satisfaction was increased. Greenfield and Terry 
(1995) said that work flexibility consisted of 6 characteristics as follows: 1. flextime, 2. compressed workweek, 
3. flexible location, 4. job sharing, 5. part-time work, and 6. extended or indefinite paid and unpaid leaves of 
absence. Viorel et al, (2018) tested work flexibility by offering flexible location or compressed working hours, 
and it was found that work flexibility greatly affected employees’ job satisfaction and work efficiency. Pruchno, 
Litchfield, and Fried (2000) revealed that work flexibility should lead to employees’ greater work efficiency. 
Also, it could help employees reduce stress, improve work efficiency, and encourage work-life balance. 
Birimisa (2016) conducted a quantitative research to investigate whether work flexibility had a positive effect on 
work-life balance of Generation Y in Croatia. According to the data analysis, Generation Y had work-life 
balance and work flexibility, and there was a positive correlation between work flexibility and work-life balance 
of Generation Y in Croatia at a statistical significant level. Sonprasit (2021) explained that work flexibility had 
many benefits, for instance, it decreased the amount of time spent getting to work, increased independence in 
time-management, cut expenses, or opened up an opportunity for organizations to adjust to employment. 
However, there were some disadvantages needed to be concerned such as an isolation impact: loneliness 
occurring when being alone and away from employers, coworkers, or even customers needed for coordination, 
complexity occurring when working alone and having no one to immediately consult with, co-located work 
force: an employer’s ability to remotely supervise and support employees working from distance, and an 
agreement employees could be unpunctual or hard to reach resulting in workplace disharmony. The 1st 
hypothesis proposed by the researchers was that work flexibility was related to the success in work of 
employees.

Self-regulation. Bandura (1986) exposed that one needed more than competencies alone in order to regulate 
oneself to succeed; self-regulation needed developed sub-elements, and intention of changing for the better. If 
one lacked intention or willing, goals could not be achieved. Baumeister and Vohs (2004) defined self-
regulation as self-control especially leading oneself to quality standards or one’s effort to change internal 
conditions or to satisfy oneself. Zimmerman (1998) noted that self-regulation was the process in which one set 
personal goals, recorded own behaviors, and designed strategies for achieving goals. The process would be 
controlled by one’s own. Suriya (2007) noted that self-regulation was one of the essential concepts discussed in 
social cognitive theory of Bandura. The theory explained that human behaviors were caused by reciprocal 
interaction. With regard to self-regulation, Bandura believed that human behaviors were not the product of only 
reinforcement or punishment induced by the environment. An individual could perform to control their notions, 
feelings, and behaviors. The aforementioned ability was called self-regulation by Bandura. In this research, the 
researchers concluded that self-regulation was an employee being able to control own behaviors and emotions 
and having intentional effort to change or to satisfy oneself in order to systematically achieve goals as expected. 
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Self-regulation discussed in social cognitive theory of Bandura (1986) consisted of 3 processes: self-
observation, judgement process, and self-reaction. Wongkhan (2010) researched the effects of the relationship 
between self-regulation and conscientiousness on job performance aligned with key performance

Indicators (KPI) of Bank of Ayudhya branch employees. The results have proven that self-regulation 
was positively related to job performance aligned with key performance indicators (KPI). Gol and Royaei 
(2013) explored the relationship between self-regulation and work efficiency of English as a foreign language 
(EFL) teachers at language institutes in Mashhad, Iran. The results showed that self-regulation could predict the 
success in work. Bean (2017) mentioned the research of Nick van der Meulen from Rotterdam School of 
Management, Erasmus University (RSM). She exposed that job performance during working from home was 
propelled by an employee’s self-regulation and freedom in decision-making. According to the positive 
association between flexible location and working hours, on the average, employees working from home had the 
success in work as much as employees working in an office. The 2nd hypothesis proposed by the researchers 
was that self-regulation was related to the success in work of employees. Stepwise multiple regression analysis 
was used by the researchers in order to conclude to what extent predictive variables which were work flexibility 
and self-regulation could predict a criterion variable which was the success in work of employees. The 3rd  
hypothesis proposed by the researchers was that at least one variable of work flexibility and self-regulation can 
predict the success in work of employees.

3. RESEARCH METHODOLOGY
(a) The population used in this research was 1,200 private company tech employees in Bangkok Metropolitan 

Region, Thailand, responsible for applications (data collected in April, 2021).
(b) The samples used in this research study were private company tech employees. The researchers determined 

the sample size using the calculation formula of Yamane (1973); samples were 300 out of 1,200 employees. 
Then, the researchers selected samples using non-probability and convenience sampling method due to 
problems about data collection and limited-time result processing. We could collect 186 questionnaires 
from 300 samples, accounting for 62 % of the total samples.

(c) Research instruments included a 4 part questionnaire which consists of:

Part 1 contained the set of 6 checklists regarding the respondents' general information including gender, 
age, education, work experience, and monthly income.

The researchers used 4-point rating scale in which respondents could only choose one option. 
The scale ranged from high, moderately high, moderately low, to low. The index of item-objective congruence 
(IOC) was used, then items with the index of item-objective congruence (IOC) of 0.5 or more (Piyapimonsit, 
2005) from the 2nd, 3rd, and 4th part were chosen so that the questionnaire had content validity. 

Part 2 contained 11 items about the success in work. The respondents were required to answer to what 
extent each statement corresponded to their notions, feelings, or behaviors. All items were divided into 5 aspects 
according to elements of the success in work. The researchers synthesized definitions of the success in work in 
documents related to concepts of Jankan (2002), Chinnabut (2011), Childs, A. and Klimoski, R. J. (1986), 
Kwangdendong (1999), Raksana (2000), Mutchimanon (2001), and Alderfer (as cited inChamnarnvej, 2008); 
aspects were as follows: an ability to achieve the organization’s goals, career advancement, work efficiency, job 
satisfaction, and good relationship with coworkers. All items passed the criteria.

Part 3 contained 13 items about work flexibility. The respondents were required to answer to what 
extent each statement corresponded to their notions, feelings, or behaviors. All items were divided into 6 aspects 
according to a concept of elements of work flexibility of Greenfield C. and Terry M. (as cited inDuangkaew, 
2017); aspects were as follows: flextime, compressed workweek, flexible location, job sharing, part-time work, 
and extended or indefinite paid and unpaid leaves of absence. All items passed the criteria.

Part 4 contained 11 items about self-regulation. The respondents were required to answer 
to what extent each statement corresponded to their notions, feelings, or behaviors. All items were divided into 3 
aspects according to a concept of elements of self-regulation of Bandura (as cited in Boonchang2003); aspects 
were as follows: self-observation, judgement process, and self-reaction. All items passed the criteria. 

The researchers tried out the questionnaire of which content validity was fixed with 30 private 
company tech employees who were not selected samples, then determined the discrimination power using 
corrected item total correlation. Statements with discrimination power less than 0.2 (Kanchanawasi and 
Kanchanawasi, 2016) would be eliminated. After that, the reliability was assessed using Cronbach’s alpha 
coefficient. The questionnaire was analyzed in the matter of overall and each aspect.
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Table 1 Corrected item–total correlation and Cronbach’s alpha coefficient of the questionnaire

Questionnaire
Corrected item-total
correlation

Cronbach’s alpha
coefficient

The Success in Work
An Ability to Achieve the Organization’s 
Goals
Career Advancement
Work Efficiency
Job Satisfaction
Good Relationship with Coworkers

.46 - .76

.46 - .62

.58 - .60

.56 - .76

.71 - .76

.71 - .76

.89

.90

.90

.90

.89

.90

Work Flexibility
Flextime
Compressed Workweek
Flexible Location
Job Sharing
Part-Time Work
Extended or Indefinite Paid and
Unpaid Leaves of Absence

.34 - .81

.62 - .76

.66 - .74

.65 - .77

.64 - .76

.73 - .81

.34 - .74

.96

.89

.90

.89

.89

.89

.90

Self-Regulation
Self-Observation
Judgement Process
Self-Reaction

.65 - .86

.69 - .86

.67 - .81

.65 - .79

.91

.90

.89

.89

4. RESULTS
Data analysis of respondents’ general information 
In terms of gender, of all 186 samples, there were 98 males or 52.7% and 88 females or 47.3%.  

In terms of age, of all 186 samples, there were 69 people or 37.1% aged between 25-34 years old, 61 
people or 32.8% aged under 25 years old, 26 people or 14% aged between 35-44 years old, 19 people or 10.2% 
aged between 45-54 years old, and 11 people or 5.9% aged more than 55 years old. 

In terms of education, of all 186 samples, there were 151 people or 81.2% who graduated with a 
bachelor's degree and 35 people or 18.8% who graduated with a master's degree.

In terms of work experience, of all 186 samples, there were 110 people or 59.10% who had 
0-5 year(s) of work experience, 42 people or 22.60% who had more than 10 years of work experience, and 34 
people or 18.30% who had 6-10 years of work experience. 

In terms of monthly income, there were 62 people or 33.3% who got a monthly income of 15,001-
20,000 Baht, 38 people or 20.4% who got a monthly income of 50,001 Baht or more, 29 people or 15.6% who 
got a monthly income of 20,001-30,000 Baht, 27 people or 14.5% who got a monthly income of less than 
15,000 Baht, 17 people or 9.1% who got a monthly income of 40,001-50,000 Baht, and 13 people or 7% who 
got a monthly income of 30,0001-40,000 Baht.

The level of work flexibility, self-regulation, and success in work
According to the study, the overall success in work of samples was in a high level (࢞ ̅= 3.3, 
SD. = .38). When considering each aspect, an ability to achieve the organization’s goals was in a high level (࢞ ̅= 
3.34, SD. = .41), career advancement was in a high level (࢞ ̅= 3.28, SD. = .56), work efficiency was in a high 
level (࢞ ̅= 3.30, SD. = .43), job satisfaction was in a high level (࢞ ̅= 3.30, SD. = .54), and good relationship with 
coworkers was in a high level (࢞ ̅= 3.27, SD. = .48).

The overall work flexibility of samples was in a moderately high level (࢞ ̅= 2.70, SD. = .73). When 
considering each aspect, flextime was in a moderately high level (࢞ ̅= 2.77, SD. = .72), compressed workweek 
was in a moderately high level (࢞ ̅= 2.70, SD. = .83), flexible location was in a moderately high level (࢞ ̅= 2.82, 
SD. = .91), job sharing was in a moderately high level (࢞ ̅= 2.87, SD. = .84), part-time work was in a moderately 
high level (࢞ ̅= 2.59, SD. =.85), and extended or indefinite paid and unpaid leaves of absence were in a 
moderately high level (࢞ ̅= 2.36, SD. = .82).

The overall self-regulation of samples was in a moderately high level (࢞ ̅= 3.23, SD. = .41).
When considering each aspect, self-observation was in a moderately high level (࢞ ̅= 3.23, SD. = .41), judgement 
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process was in a moderately high level (࢞ ̅= 3.21, SD. = .41), and self-reaction was in a moderately high level 
(࢞ ̅= 3.21, SD. = .40). 

The relationship between work flexibility, self-regulation, and success in work of employees

Table 2The relationship between work flexibility, self-regulation, and success in work of employees

Variables Success in Work Work Flexibility Self-Regulation

Success in Work 1

Work Flexibility .08 1

Self-Regulation .57** .08 1

** Statistically significant at .01 level

According to the study, there was no relation between work flexibility and the success in work of 
employees, and self-regulation was positively related to the success in work at a statistical significance level of 
.01 (r = .57).

Data analysis of the prediction of success in work from work flexibility and self-regulation of 
employees

The researchers used stepwise multiple regression analysis to create an equation for the prediction of 
success in work of private company employees. In this research, 2 predictive variables, work flexibility and self-
regulation, were used in stepwise multiple regression analysis.

Table 3 The prediction of success in work of employees using stepwise multiple regression analysis

Predictive Variable R R2 Adj R2 SE F Sig

Self-Regulation .57 .32 .32 3.49 87.59** .000

** Statistically significant at .01 level

According to data analysis, it was found that the correlation coefficient of self-regulation and success 
in work equaled to .568, predicting the success in work of private company employees at 32.3% at a statistical 
significance level of .01. The prediction error equaled to 3.49.

Table 4 Equation for the prediction of success in work of employees

Predictive Variable b SE Beta t Sig

Constant
Self-Regulation

15.54
.59

2.24
.063 .57

6.93**
9.36**

.000

.000

** Statistically significant at .01 level

According to data analysis, the equation for the prediction of success in work of employees was created 
as follows: success in work = 15.54 + .59 (self-regulation).

When converting a raw score to a z-score, the z-score equation for the prediction was success in work = 
.57 (self-regulation).  
5. SUMMARY OF FINDINGS AND DISCUSSIONS 
This research revealed that overall success in work of samples was in a high level (ݔ ̅ = 3.30, S.D. = .38). The 
aspect having the highest mean was an ability to achieve the organization’s goals (̅ݔ = 3.34, S.D. = .40). The 
overall work flexibility of samples was in a moderately high level (ݔ ̅ = 2.70, S.D. = .73). The aspect having the 
highest mean was job sharing (̅ݔ = 2.87, S.D. = .84). The overall self-regulation of samples was in a moderately 
high level (ݔ ̅ = 3.22, S.D. = .37). The aspect having the highest mean was self-observation (ݔ ̅ = 3.23, S.D. = 
.41).
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Research hypothesis testing
(a) hypothesis was that work flexibility was related to the success in work of private company tech employees. 

It was found that work flexibility was not related to the success in work of private company employees, so 
the 1st hypothesis was rejected.

(b) hypothesis was that self-regulation was related to the success in work of private company tech 
employees.It was found thatself-regulation was positively related to the success in work of private 
company employees at statistical significance level of .01, so the 2nd hypothesis was accepted.

(c) hypothesis was that at least one variable of work flexibility and self-regulation can predict the success in 
work of private company tech employees. It was found that self-regulation could predict the success in 
work of private company employees at 32.3%, so the 3rd hypothesis was accepted.

In this research, hypothesis was that work flexibility was related to the success in work of private 
company tech employees. However, it was found that work flexibility of employees was in a moderately high 
level, and there was no relation between work flexibility and success in work. Therefore, the results were not 
consistent with the proposed hypothesis. The researchers thought that work flexibility was not related to the 
success in work of employees because employees with more work flexibility tended to have more stress and 
overwork. They cannot separate their work and personal life. Also, working in a different place from coworkers 
might easily cause miscommunication. If employees were not able to effectively manage time, it can have 
negative effects on their health. Thus, the success in work of employees was not related to work flexibility. This 
was not consistent with the concept of Sonprasit (2021) effects of work flexibility were as follows: loneliness 
occurring when being alone and away from employers, coworkers, or even customers needed for coordination, 
inability to immediately consult with coworkers resulting in employees’ unpunctuality and workplace 
disharmony, and employers’ inability to supervise or support employees due to distance work. On the other 
hand, the findings of Pruchno, Litchfield, and Fried (2000)’s research showed that work flexibility should lead 
to employees’ greater work efficiency. Also, it could help employees reduce stress, improve work efficiency, 
and encourage work-life balance. 

Hypothesis was that self-regulation was related to the success in work of private company tech 
employees. It was found that self-regulation was positively related to the success in work of employees at a 
statistical significance level of .01, so the 2nd hypothesis was accepted and consistent with the proposed 
hypothesis. Lastly, the 3rd hypothesis was that at least one variable of work flexibility and self-regulation can 
predict the success in work of employees. According to stepwise multiple regression analysis, self-regulation 
could predict the success in work of private company tech employees at 32.3% at a statistical significance level 
of .01, so the 3rd hypothesis was accepted and consistent with the proposed hypothesis. Therefore, an employee 
with self-regulation will be self-confident, can work and live a life in order to achieve goals, and can work in 
order to succeed. This was consistent with the research of Wongkhan (2010) in which she investigated the 
relationship between self-regulation and conscientiousness on job performance aligned with key performance 
indicators (KPI) of Bank of Ayudhya branch employees. The results had proven that self-regulation was 
positively related to job performance aligned with key performance indicators (KPI). In addition, it was 
consistent with Gol, and Royaei (2013) who explored the relationship between self-regulation and work 
efficiency of English as a foreign language (EFL) teachers at language institutes in Mashhad, Iran. The findings 
have proven that self-regulation could predict the success in work.

6. SUGGESTIONS
Suggestions for applying results of the research
The results revealed that mean of overall self-regulation was in a moderately high level, showing the positive 
relation to the success in work and an ability to predict it. Thus, executives should develop ways to encourage 
employees to realize the importance of self-regulation such as formulating policies or designing training 
programs for employees to understand more about self-regulation and establishing goals for employees to be 
self-confident, observe own behaviors and systematically regulate themselves. The aforementioned ways were 
guidelines for enhancing employees’ work efficiency and leading to success in work.

Suggestions for future research
The extension of the qualitative research on success in work, work flexibility, and self-regulation should be 
conducted in order to fully explain these variables. Future research may also investigate other factors 
influencing the success in work, namely work-life balance, work motivation, workplace environment, and 
teamwork, so that these factors could be used for achieving employees’ full potential for success in work.



International Journal of Early Childhood Special Education (INT-JECSE)
DOI: 10.9756/INT-JECSE/V14I2.298 ISSN:1308-5581 Vol 14, Issue 02, 2022

3034

ACKNOWLEDGEMENTS
We would like to thanks to the experts who were involved in the questionnaire this research: Prof. 
Dr.ManopChunin and Assoc. Prof. Dr.PinkanokWongpinpech, Department of Humanities, Faculty of Applied 
Arts, King Mongkut’s Institute of Technology North Bangkok.

7. REFERENCES
[1]. Alderfer, C. P. (1969). An empirical test of a new theory of human needs, Organizational Behavior and 

Human Performance, vol. 4, pp. 142-175.
[2]. Bandura, A. (1986). Social Foundations of Thought and Action: A Social Cognitive Theory, New Jersey: 

Prentice-Hall Inc. 
[3]. Bangthamai, E. (2010). The Development of An Instructional Model for An E-learning to Enhance Ethics 

in Learning Responsibility for Under Graduate Student, Ph.D., Faculty of Education, Silpakorn University 
[4]. Baumeister, R. F. and Vohs. Kathleen, D. (2004). Handbook of Self-regulation (Research, Theory, 

Applications), New York: The Guilford Press.
[5]. Bean, S. (2017). [online] Employee Freedom and Self-regulation is The Key to Successful Home 

Working,  [cited September 17, 2021]. Available from: http://workplaceinsight.net/employee-freedom-
and-self-regulation-is-the-key-to-successful-home-working/ 

[6]. Birimisa N. (2016). Influence of Flexibility on Work Life Balance, Master’s Thesis, Faculty of Science, 
Rochester Institute of Technology-Croatia Zagreb. 

[7]. Childs, A., and Klimoski, R. J. (1986) Successfully predicting career success: An application of the 
biographical inventory, Journal of Applied Psychology, vol. 71, 3-8. 

[8]. Chinnabut, A. (2011). Powerful Life for Prosperity, Bangkok: SE-EDUCATION Public Company  
Limited.

[9]. Duangkaew, P. (2017). A Study of Employee’s Preference Workplace Flexibility Case Study: Exion 
(Thailand) Company Limited, Bangkok: Ramkhamhaeng University. 

[10]. Gol, A. K. and Royaei, N. (2013). EFL teachers' self-regulation and job performance, Theory and Practice 
in Language Studies, vol. 3, pp. 1855-1861.

[11]. Greenfield, C. and Terry, M. (1995). Work/life: From a set of programs to a strategic way of management, 
Employment Relations Today, vol. 22, pp. 67-81.

[12]. Jankan, A. (2002). A Comparison of Personality between High-and Low-Successful Bank Supervisors,  
Master’s Thesis, Faculty of Science, Chiang Mai University.

[13]. Kaewkiattikun, K. (2007). Work-life balance, Journal of Human Resources, vol. 4, 2008, pp. 36-44.
[14]. Kanchanawasi, T. and Kanchanawasi, S. (2016). Research Methodology, Bangkok: Chulalongkorn 

University.
[15]. Kwangdendong, P. (1999). Relationships among Leadership, Optimism and Work Success of Industrial 

Factory Engineers, Master's Thesis, Faculty of Science, Chiang Mai University.
[16]. Lamsupasit, S. (2006). Theories and Techniques in Behavior Modification, 5th ed., Bangkok: 

Chulalongkorn University.
[17]. Maichan, S. (2010). A Factor Analysis and Enhancement of Adolescent Students’ Autonomy through 

Group Counseling, Ed.D, Faculty of Liberal Arts, Srinakharinwirot University.
[18]. Michel, R. D. J. and Michel, C. E. J. (2015.) Work schedule flexibility, work-family enrichment and job 

satisfaction, Journal of Behavioral Sciences, vol. 25, pp. 78-90.
[19]. Mutchimanon, P. (2001). The Relationships of Personality, Emotional Intelligence, and Job Involvement 

to Job Success Perception of Hotel Staffs, Master’s Thesis, Faculty of Science, Chiang Mai University.
[20]. Pantapalangkura, P. (2018). [online]. Employee Welfare Employee Retention Trends and Tools that 

should not be Overlooked: Flexibility, [date of retrieval 15 May 2021]. from https://prakal.wordpress.com.
[21]. Piyapimonsit, C. (2005). Theory of Testing and Measurement, Songkhla: Faculty of Education, Thaksin 

University.
[22]. Pruchno, R. Litchfield, L. and Fried, M. (2000). Measuring the Impact of Workplace Flexibility, Boston, 

MA: Boston College Center for Work and Family.
[23]. Sonprasit, S. (2021). [online].  Flexibility with working on the day when everything changes, [date of 

retrieval October 4, 2021]. From https://adaddictth.com/exclusive/Workplace-Flexibility.
[24]. Suriya, K. The Effectiveness of Weight-Reduction Program by Application of Self-regulation and Social 

Support among Nurse Group of Nongbualumpoo Hospital, Nongbualumpoo Province, Master's Thesis, 
Faculty of Public Health, KhonKaen University.

[25]. Viorel, L. C, (2018). Ionut, E. Andreea-Oana, Analyzing the link between work flexibility, job satisfaction 
and job performance among Romanian employees, Ovidius University Annals, Economic Sciences Series, 
vol. 18, pp. 477-482.



International Journal of Early Childhood Special Education (INT-JECSE)
DOI: 10.9756/INT-JECSE/V14I2.298 ISSN:1308-5581 Vol 14, Issue 02, 2022

3035

[26]. Wongkhan, S. (2010). The Relationships between Self-regulation, Conscientiousness and Work 
Performance of Employees at the Bank of Ayudhaya, Business Sector (Business Branches) in Accordance 
with KPI, Master’s Thesis, Faculty of Science, Ramkhamhaeng University. 

[27]. Zimmerman, B. J. (1998). Invited Symposium: Motivation and Self-regulation in Gifted Students’, 
(October); Graduate School, New York: City University of New York.


