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The purposes of this research were twofold: (1) to develop a training method on
the topic of Problem Analysis and Solution based on the TPM concept in ET pillar; and
(2) to upgrade the job competency of staff members of the Quality System Section by
training based on the TPM concept in ET pillar.

The researcher developed a training method based on the TPM concept in ET
pillar and employed TPM tools, namely, Why-Why and Why—Why Analysis to create the
contents of the ftraining program and organized a meeting of the working group
responsible for carrying out the research study. As a result, a training method was
obtained comprising six steps: (1) determination of the policy and main approach after
surveying the existing training method being employed at present;  (2) development of
the training system to enhance job competency skills of staff members; (3) carrying out
the training program to increase job competency skills of staff members; (4) creating the
personnel development system to increase job competency skills of staff members; (5)
creating the environment for self-development; and (6) evaluation of activities and
investigation of approaches for future development. The examination of the congruency
of the training program and training media was undertaken by three experts. The
obtained congruency index was 0.88 which met the criterion of equal to or greater than
0.50. The training program was thus implemented for upgrading job competency skills
on Problem Analysis and Solution for five staff members of the Quality System Section.
Results of the training program could be concluded as follows:

Regarding training outcomes on job competency of the Quality System Section
staff members on the topic of Problem Analysis and Solution, their competency mean
score was 3.89 which was at the “good” level. This was higher than their pre-training
counterpart mean score of 3.50 which was at the “fair” level.

Regarding the assessment of the developed training method by trainees, the
developed training method assessment mean score was at the “good” level. This was

higher than the counterpart mean score of the pre-existing training method which was at

the “fair” level.





